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Lars A. Myhre, Norwegian Oil- and Petochemical Trade Union (NOPEF) 

Consequences for people from changed economic requirements and 
implementations of new technology. 

Dear audience! 

It is a challenge to be given this opportunity to discuss one of the most important 
issues for oil- and gas workers all around the world. 

The main heading of this chapter of the conference - Human resources - gives us 
many ways of attacking the different problems that we are going to discuss. 
I quote the conference program : 

"the offshore oil and gas business has reached mature levels where 
improvements and efficiency, optimisation and down-sizing are necessary to 
achieve required economic performance." 

I have quoted this because it underlines what the aim is for the companies, and the 
major aim is at any time to achieve required economic performance. That means to 
me - to make as much money as possible on a project and investment. 
The trade unions do not, of course, espouse a philosophy that business should not 
be profitable. But profit cannot and should not be the only criterion. Our philosophy 
is that all activities should be to the benefit of mankind and not only to a handful 
investors. "Profitable" therefore is only is in line with our objectives if - and only if - it 
is in line with this overall philosophy. 

Every company's most important resource is the employees at all levels. And our 

aim must be: that we should work in an atmosphere of understanding and co

operation with each other to the benefit of us all as human beings. And that does not 

necessarily mean maximum profit. 

This presentation draws on the following basic documents and sources: 

1. Report from Tripartite meeting on safety and related issues pertaining 
to work on offshore petroleum installations (ILO), 20. - 29. April 1993. 

MASTER 
DISTRIBUTION OF THIS DOCUMENT IS UNLTMrTED 



1 

This Tripartite meeting is the last one held in the ILO where the three parties -
authorities, employers and trade union with an equal number in each delegation 
have gathered to discuss human resources in the petroleum industry. The 
discussion was concentrated on the offshore activity. Each delegation was set up 
with delegates from 15 different countries. 

2. Norwegian Petroleum Society - Presentation given by research-officer 
Tor Fjelldal, NOPEF. Bemanning og sikkerhet 9.11.1993 (Manning and 
Safety) 

3. Utbygging og driftsforum for petroleumsindustrien i Norge-ldentifisering 
og anbefaling til kostnads og tidsreduserende tiltak i lete-, utbygging 
og dirftsfasen. 1994.(Forum of Construction and operation in the 
petroleum industry in Norway - identification - recommendation of cost 
and time-reducing efforts in the exploration, construction and operation 
phase). 

A committee set up by government where the vast majority of the representatives 
was from the employers. 

4. Framtidas oljearbeidsplass. "The oil worker in the future". 1994. 

A conference arranged by NOPEF based among other on a report, on the charjgin 
in the working conditions in the oil industry in the period of 1990 -1993. Made for 
NOPEF by researcher Nina Berg, SEFOS, University of Bergen. 

5. Pentuim-Fritz 3. 

A chess-computer. 
Article in the Economist/Dagens Næringsliv. August 1994. 

There are of course many other sources and reports, many other conferences both 

national and international that could be used. 

I have, however, selected those where we have had access to the information. 

In May 1994 the world champion chess player Garry Kasparov was beaten by a 
chess computer run by an Intel Premium micro-processor. This was definitely not a 
coincidence. The computer had in succession beaten a series of great champions 
before Kasparov had to bite the,dust - or should we say: bite the chess board. 
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I start with this reference just to underline to you all that technological development 
does not always mean down-sizing of the blue collar workers. 

It may in the future have a more dramatic influence on all levels of management. 

In this first part of my talk, however, I will concentrate on the consequences on 
safety and health in the planning of the workforce and down-sizing. 
Firstly many of the down-sizing proposals have been related to safety and proved 
not to decrease safety by using risk-analyses. These analyses are based on 
formulas on the number of accidents over a certain number of man-hours. The 
trade unions have always been favouring research and analyses to quantify and 
measure these factors. However, I would like to underline that the major factor in 
any of these formulas is the number of persons present on the platform or the area 
analysed at any time. It is obvious that from a strictly mathematical point of view the 
factor measuring risk will show safer conditions the more people you get rid of. 
These figures must therefore not be used uncritically as arguments for improved 
safety. 

On the contrary - it is reported that increased pressure at work, extended 
responsibility, increased use of overtime and reduced maintenance most often are 
the results when contracts are re-negotiated. During such renegotiations the 
pressure and focus is mainly on the manning, and the contractor, who can do the 
work with less personal is in most cases the winner. 

Safety and health are closely related to job security. Uncertainty in the job situation 

is always detrimental to safety and health at work. 

In the oil fields the operating company reduces their own staff and increases the 
use of contracting companies. We realise the importance of having a combination of 
permanent staff in the oil companies and the need for flexibility in certain operations 
made possible by contracting companies. 
But it has gone too far. The recommendations among others set out in the report 
from The Forum of Construction and Operation in the petroleum industry in Norway -
identification - recommendation of cost and time-reducing efforts in the exploration, 
construction and operation phase involving more and extensive use of contract 
labour, have already been implemented in many parts of the world and in the North 
Sea. 
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This philosophy has wholely and partly been introduced in the Norwegian sector, 
and there are currently programmes in many companies put into force such a 
development into being. 

The problem which this employers' philosophy may create were among others 
pointed out in the ILO meeting where it was concluded that all type of personnel 
should be given the necessary training and be encouraged to take part in all aspects 
of safety. It was inter alia pointed out that accident reporting should be compulsory, 
the data given proper confidentiality, and all workers should be encouraged to report 
without fear of reprisals. The same ILO meeting concluded, I quote: 

"bonus systems which have the perverse effect of discouraging or distorting 
accident reporting should be avoided." 

We know that such bonus systems were reintroduced in the North Sea in spite of 
protests from the trade unions. I want to use this opportunity to inform you that the 
trade unions will not rest until these types of systems are removed. 

It is well known that indications of insufficient manning can often be absence due to 
sickness, extended use of over-time, health problems, near misses, accidents and 
injuries. It is furthermore known that for different reasons, these problems are not 
that well easily seen on the off shore installations. We would like to underline the 
importance of an open dialogue between the companies and each individual 
employee. - And as an extension of the employee his or her trade union. Open and 
good relations with the trade unions are fundamental to the over all attitude to both 
safety, production and efficiency. 

The above mentioned conclusions come from a study that was prepared by 
SEFOS, University of Bergen (1994). The full report from The NOPEF-conference 
on "The future oil worker" has not yet been printed. The above mentioned items, 
however, were essential for most speakers at the conference. There can therefore 
be no doubt that the discussion on these matters is of the greatest importance to all 
employees and consequently a major issue in all discussions on human resources in 
any programme of rationalisation and increased productivity. 

The employers who took part in the conference both as speakers and participants in 
the discussions did not argue against these points, but it is obvious that we have a 
conflict of interests between the two main parties in business and industry. 
This is clearly set out in the report from The Forum of Construction and operation in 
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the petroleum industry in Norway - identification - recommendation of cost and time-
reducing efforts in the exploration, construction and operation phase, and is even 
more drastically demonstrated when and where the different measures are 
introduced in practice. As mentioned; these ideas have been - to different degrees -
enforced in different parts of the world, and the conflict of interest has been tackled 
in many ways. In most countries changes have been introduced without even 
informing the employees. 

In other countries these conflicts of interest may have a positive effect, leading to a 
higher degree of involvement by all parties to the benefit of us all. However, I find it 
very important to underline that this is the case only in some countries. And we are 
faced with the fact that most companies do not have the same attitude, when they 
are working under other regimes. I wish to use this opportunity to say that in certain 
parts of the world the oil companies are more co-operative towards their employees 
(but not always towards the trade unions) than the governments and governmental 
bodies of the country. That is one of the reasons for also the trade unions in the 
tripartite ILO meeting to go for the self-regulatory regime as a more attractive option 
to improve safety and health world-wide in the oil business. This meeting also 
concluded that safety performance and objectives and scope should be set at the 
same high level in all countries and applied to all workers without discrimination. 
And moreover that employer and employers organisations should develop 
guidelines and training programmes to assist developing countries in this regard 
and that trade unions in industrialised countries should assist their counter-parts in 
relation to safety matters. 

We all know that the oil industry is one of the most international and that companies 
move all over the world to map and develop the oil and gas resources. This is not 
only the case for the operating companies. Where ever we go we find names of oil 
companies, contractors and sub-contractors that are familiar to us. It is a good 
saying that in the oil business we never say, "good bye", we say," we'll meet again". 
It is a fact that investments are made where the profit is best. The capital moves 
and so it should do. However, some of the companies are more well known as 
cherry-pickers - ruthlessly skimming the cream - than others. This tendency is not 
only a challenge to those who are eager to see a production based on the maximum 
extraction, but also to the workers who wish to have jobs that will last longer and 
who are interested in maintaining employment. A consequence of this is that the 
trade union also wants to take part in the great challenge it is to extend the life of the 
oil field. We all know that is essentially based on the economy of the field. 
At the ILO meeting the Cullen report from the Piper Alpha accident played a major 
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role. It was in many ways shown that the North Sea oil industry reflected different 
development trends. The key conclusions were all based on the importance of free 
discussions and good relations between the workers and their unions and the 
employers and the employers' associations to achieve the common goal if profitable 
activities but also safe and reliable jobs. 

Let me finally return to the technological development as one of the major basis for 
increased efficiency. Historically workers have ever since the industrial revolution 
started, been very critical to inventions which put them out of work. Modern trade 
unionism has realised that technical development should not be looked upon as 
negative but positive if it is used to the benefit of mankind. First of all we have 
underlined that these technical developments should concentrate on those part of 
the work where the work is most hazardous and where injuries are most frequent. It 
is a challenge for all parties to see to that the workforce which in such cases are 
replaced by new technology is being trained to take part in new challenges. 
However, it has been stated that most down-sizing in the oil industry has not been 
caused by the introduction of new technology, but purely for economic reasons. I will 
therefore finally return to my Pentium Fritz 3 and illustrate from the wonderful play of 
chess that even if the computer can beat the world champion Garry Kasparov it has 
got its limitations. Because even the best computers cannot make decisions like just 
moving " to and fro" or simply "do nothing". Which is demonstrated in the following 
diagram: 

In the example the computer looks at the 
material and draws the stupid conclusion that 
something must be done to strengthen the 
material position of white. So the peasant at B-4 
beats the tower at A-5 in its greediness and what 
you all can see: the situation which could have 
given white remiss - or a draw - has now turned 
into a catastrophe for white. 

We had a wording in the early part of the 

computer epoch: "Garbage in is garbage out." My simple conclusion is that the 

human resources at all levels are the key. 
And it cannot be underlined strongly enough: all problems and activities should be 
subject to discussions made where employers and their association and the workers 
and their trade unions, where they sit together accept different attitudes and interest 
and try to find a way in a civilised and peaceful manner. 
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