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Romania: Working life country profile

This profile describes the key characteristics of working life in Romania. It aims to complement other 
EurWORK research by providing the relevant background information on structures, institutions and 
relevant regulations regarding working life. This includes indicators, data and regulatory systems on 
the following aspects: actors and institutions, collective and individual employment relations, health 
and well-being, pay, working time, skills and training, and equality and discrimination at work. The 
profiles are updated annually.

Key figures

Key figures on working life in Romania

Year Source

Collective bargaining coverage in 
private sector establishments

78% 2013 ECS 2013

Establishments having any kind of 
workplace representation in%

52% 2013 ECS 2013

Number of any type of industrial 
dispute between 2008 and 2013,% 
of establishments

2% 2010–2013 ECS 2013

Number of total work accidents 
per 1,000 workers

0,5 2012 LFS

Percentage of establishments 
granting flexitime to their 
employees

51% 2013 ECS 2013
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Background

Economic and labour market context
The international financial crisis severely affected economic and social developments in Romania.

According to Eurostat data, gross domestic product (GDP) declined by -7.9% in 2009 and 0.8% in 
2010. The macroeconomic recovery came in 2011, when GDP increased by 1.1%, then by 0.6% in 
2012, 3% in 2013 and 0.7% in 2014. Expressed in real expenditures per capita (PPS), the 
percentage variation between 2008 and 2014 was 14.3%.

The employment rate in 2014 was 61.0%, which was slightly higher than the previous year 
(60.1%) and the highest since 2008 (59%) according to Eurostat.

At the end of 2014, the number of fixed-term contracts was 253,515 (around 4%), of which 
101,643 (around 1.5%) were part-time fixed term contracts (according to data from the Labour 
Inspection).

The unemployment rate had been increasing since 2008, when it reached 5.8%. After a small 
decrease in the unemployment level in 2012 (6.8% compared to 7.2% in 2011), the 
unemployment rate reached 7.1% in 2013 and was back at 6.8% again in 2014. In 2014, the 
unemployment rate was higher among men (7.3%) than women (6.1%), a difference registered in 
the pre-crisis years that continued after 2008. However, it seems that the crisis hit women 
harder, since the unemployment rate increased more among women (from 4.4% in 2008 to 6.1% 
in 2013) than among men (from 6.5% to 7.3% in 2014).

The increase in youth unemployment was higher compared to the overall population: the youth 
unemployment rate increased from 17.6% in 2008 to 24.0% in 2014, an increase of 5% compared 
to only 1.3% among the overall population.

More information on the extent of undeclared work, as well as a database on measures to 
prevent and combat it, can be found on Eurofound’s website.

Legal context
The main law in the field of labour legislation is the Labour Code 53/2005, modified in 2011.

The Labour Code was amended in 2014. The change refers to employees’ right to be defended 
and assisted by a lawyer during disciplinary hearings instead of just being represented by the 
trade union representative (Law 77/2014).

The Labour Code was amended by Law 12/2015. The change was initiated in December 2014. 
The new law introduced a new regulation regarding payment of temporary workers, which aims 
to equalise the salaries of temporary workers with the salary of permanent employees doing an 
identical or similar type of work.
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In 2011, a new Social Dialogue Law (62/2011) abolished national collective bargaining, which 
implied a unique national collective agreement. Currently, collective bargaining is allowed only at 
company and at sectoral level. The Social Dialogue Law outlines the conditions for creating a 
trade union or employers’ organisation, the representativeness criteria for employers’ 
organisations and trade unions, and the functioning of social dialogue in Romania.

Industrial relations context
Social dialogue in Romania only became effective after the country’s transition to democracy in 
1989. Before 1989, although trade unions were legally allowed, in practice they functioned as an 
annex to the Communist Party and the state. After 1989, the privatisation of state-owned 
companies put the jobs of thousands of workers in jeopardy, resulting in a rather conflict-driven 
type of industrial relations. Despite their opposition to it, the trade unions did not obstruct the 
privatisation process. The restructuring and privatisation led to a massive decline in trade union 
membership. Once the transition period and the deindustrialisation process came to an end, 
industrial relations became more consensus oriented. Collective bargaining legally allowed at all 
levels – national, sectoral and company. The national and sectoral trade unions had a stronger 
negotiation capacity than the company-level unions, which often lacked the know-how and 
human resources. These circumstances led to the situation in which the national and branch 
collective agreements were decisive for the negotiations of wages at the company level. In 2011 
social dialogue legislation was changed, resulting in a new law (62/2011) that abolished national 
collective bargaining and made sectoral bargaining almost impossible. Collective bargaining at 
company level became more important in this context, but the company-level trade unions still 
fight against a lack of adequate expertise and the high representativeness criteria imposed by 
law.

Actors and institutions

Trade unions, employers’ organisations and public institutions play a key role in the governance 
of the employment relationship, working conditions and industrial relations structures. They are 
interlocking parts in a multilevel system of governance that includes European, national, sectoral, 
regional (provincial or local) and company levels. This section looks into the main actors and 
institutions and their role in Romania.

Public authorities involved in regulating working life
In Romania, the public authority and institutions active in the industrial relations area are as 
follows.

The National Tripartite Council for Social Dialogue (Consiliul Naţional Tripartit pentru Dialog 
Social, CNTDS) is a national-level consultative body that includes trade unions and employers’ 
organisation representatives as well as representatives of the government, the National Bank 
and the Economic and Social Council.

The Economic and Social Council (CES) is a national institution, formed by civil society, trade 
union and employers’ organization representatives, that must be consulted on any legal changes 
with implications for the economic, social and fiscal area.
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The Ministry of Labour is the public authority responsible for social protection, employment, 
labour mobility and social dialogue, the latter via their Delegate to the Ministry for Social 
Dialogue.  

The Ministry of Labour is in charge of the elaboration and application of policies and strategies 
regarding social inclusion, social protection, employment and the labour market. Several public 
institutions responsible for working conditions are coordinated by the Ministry of Labour (Labour 
Inspection, the National Agency for Occupation of the Workforce, the National House of Public 
Pensions). The National Agency for Occupation of the Workforce (ANOFM) oversees the 
application of employment strategies and professional training as well as the implementation of 
social protection for the unemployed.

Labour Inspection  supervises and controls the application of the labour legislation by the 
employers concerning working conditions, health and security at the workplace and other legal 
provisions.

Although there are no distinct labour courts, work litigation/conflict settlement may be done by 
initiating judicial action through the regular courts.

When resolving conflicts between an employer and employee, the newly issued Civil Code
introduces a mandatory provision requiring the parties to go through a session during which the 
advantages of the mediation procedure are presented. Upon completion of this informative 
session, the parties may decide to carry on with the mediation procedure to resolve the conflict 
or to present their case in court.

The Labour Code and Law 319/2006 provide the legal framework for the area of health and 
safety at the workplace. The law stipulates the creation of Health and Safety Committees in 
companies with more than 50 employees. However, the Labour Inspectorate can compel the 
creation of Health and Safety Committees in companies with fewer than 50 employees if the 
nature of the activity and the risks associated with the workplace require such a committee. The 
committees, formed by representatives of employers, workers and labour medicine specialists, 
coordinate and supervise the application of the health and safety provisions.

The Ministry of Labour is the authority in the field of health and security at the workplace. They 
are also in charge of elaborating strategies and policies as well as the legislation monitoring and 
appointing the companies/people that provide prevention and protection services in the field of 
health and safety at the workplace.

The Ministry of Health is the key authority in the field of public health assistance that elaborates 
the regulations in the field of health protection at the workplace. The Ministry of Health also 
supervises workers’ health and is responsible for professional training in the area of occupational 
health.

The Labour Inspection controls the application of the health and safety at work legislation 
through implementing programmes regarding professional risks, running investigations and 
imposing sanctions if need be.

Lastly, the National Institute for Scientific Research within the Labour and Social Protection offers 
scientific research that substantiates the policy measures in the area of health and safety at 
work.
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Representativeness
A trade union organisation is considered to be representative at national level if the affiliated 
organisations account for at least 5% of the overall number of employees in the national 
economy and it has territorial structures in at least 50%+1 of the counties, including the capital, 
Bucharest. Similarly, an employers’ organisation is considered to be representative if its 
members account for at least 7% of the overall number of employees at national level and it has 
territorial structures in 50%+1 of the counties, including Bucharest.

More information on the representativeness of the main social partner organisations can be 
found in Eurofound’s representativeness study of the cross-industry social partners or in 
Eurofound’s sectoral representativeness studies.

Trade unions
About trade union representation

The right to join a trade union is limited only to those workers that have an individual work 
contract, which prevents workers involved in atypical forms of work from joining a trade union. 
Moreover, Law 62/2011 provides that a trade union may be formed by at least 15 founding 
members, all employed in the same company, which prevents workers in companies with fewer 
employees from forming a union (the previous legislation provided that a trade union could be 
founded by 15 employees from different companies, but in the same profession). According to 
the most recent data, in 2012 in Romania, the percentage of companies with fewer than 10 
employees out of the total number of companies in industry, construction, commerce and 
market services was 87.2% in 2003, 89.2% in 2008 and 99.1% in 2010.

People who hold a public function, such as magistrates, people in the military, employees of the 
Ministry of the Interior and employees of the secret services, cannot form or join a trade union.

Since so many employees are employed in small companies with fewer than 15 employees, the 
legal provisions adopted in 2011 could negatively impact trade union density.

Currently, BNS, Cartel Afla, CNSLR Fratia, CSDR and Meridian, the five nationally representative 
confederations, publish their official documents on the Ministry of Labour website. Together, 
they account for 1,432,266 members out of a total of 4,449,100 employees (October 2014). This 
figure is indicative of a trade union density of approximately 30%, which is similar to the figure 
estimated prior to the social dialogue legislation change in 2011. The ICTWSS database puts 
union density in Romania at 32% in 2008, while the ILO estimations indicate a union density of 
32.2% in 2007. These data might suggest that no significant loss in union density took place after 
2011, but there is some difficulty in assessing the accuracy of this estimation, since data are 
unreliable and often conflicting, depending on the source. For example, in 2008, CNS Cartel Alfa 
estimated its membership at approximately 1 million people, CNSLR Fratia at 850,000 and BNS at 
375,000.

Main trade union confederations and federations

There are five national representative confederations in Romania: CNSLR Fratia, CNS Cartel Alfa, 
BNS, CNS Meridian and CSDR. The number of representative federations that submitted their 
documents to the Ministry of Labour in order to be acknowledged as representative is 89.

Main trade union confederations and federations
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Long name Abbreviation Members
Involved in collective bargaining

National Trade Unions 
Confederation ‘Cartel Alfa’ (CNS 
‘Cartel Alfa’; Confederaţia 
Naţională Sindicală ‘Cartel Alfa’)

CNS Cartel 
Alfa

301,785 active 
members and 
5,000 retirees 
(2012)

Not at national level ever since 
law 62/2011 abolished national 
collective bargaining. Signed the 
collective agreement for the 
healthcare sector on 21 
November 2013.

National Confederation of Free 
Trade Unions from Romania 
Frăţia (Confederaţia Naţională a 
Sindicatelor Libere din România 
Frăţia)

CNSLR 
Fratia

306,486 
members 
(2012)

Not at national level ever since 
law 62/2011 abolished national 
collective bargaining. Signed the 
collective agreement for the 
healthcare sector on 21 
November 2013.

National Trade Union Bloc (Blocul 
Naţional Sindical)

BNS
254,527 
members 
(2012)

Not at national level ever since 
law 62/2011 abolished national 
collective bargaining. Signed the 
collective agreement for the 
healthcare sector on 21 
November 2013.

Meridian National Trade Union 
Confederation (Confederaţia 
Sindicală Naţională Meridian)

CSN 
Meridian

320,204 
members 
(2011)

Not at national level ever since 
law 62/2011 abolished national 
collective bargaining. Signed the 
collective agreement for the 
healthcare sector on 21 
November 2013.

Confederation of Democratic 
Trade Unions in Romania 
(Confederaţia Sindicatelor 
Democratice din România)

CSDR
249,264 
members 
(2012)

No, law 62/2011 abolished 
national collective bargaining.

National Federation of Free 
Unions from Education (Federatia 
Sindictelor Libere din Invatamant)

FSLI
179,000 
members 
(2012)

Yes, signed the collective 
agreement for the primary 
education sector on 13 
November 2014.

Federation Agrostar (Federatia 
Arostar)

Agrostar
44,136 
members 
(2012)

No

Sindicatul National al Politistilor
49,500 
members 
(2012)

No
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Uniunea Sindicatelor Miniere 
Maramures

189,205 
members 
(2011)

No

Federatia Sanitas 105,000 (2012)
Yes, signed the collective 
agreement for the health sector 
on 21 November 2013.

FSI Spiru Haret
61,844 
members 
(2012)

Yes, signed the collective 
agreement for the primary 
education sector on 13 
November 2014.

The trade unions are critical of the 2011 reforms, claiming that they have blocked social 
dialogue. Apparently, many trade unions at the company level lost their 
representativeness because they cannot meet the high criteria imposed by the law 
(membership of at least 50%+1 of the overall number of employees), but there is no 
statistical or scientific evidence in this respect. As for the federations, so far the high 
representativeness criteria have not led to any significant mergers between union 
organisations. No changes occurred in 2014 among the five main national trade union 
confederations, even though CNS Cartel Alfa and BNS announced they are considering a 
merger in order to achieve more negotiating power.

Employers’ organisations
About employers’ representation

The employers can freely form or join an employers’ organisation. An employers’ organisation 
can be affiliated only to a hierarchically superior employers’ organisation.

The 2011 Social Dialogue Law stipulates that the employers’ organisations that pursue national 
representativeness must account, through the affiliated companies, for at least 7% of the total 
workforce in the economy (minus public sector employees). The employer federations must 
account, through their members, for at least 10% of the total workforce in the respective sector.

The effect of these legal provisions was a drop in the number of nationally representative 
confederations. Until 2007, 12 employers’ organisations were recognised as representative and 
were entitled to engage in national collective bargaining. In 2008, the Alliance of the Employers 
Confederations of Romania (Alianţa Confederaţiilor Patronale din România, ACPR) was formed. 
ACRP was created as an umbrella organisation for seven of the other employers’ organisations 
(CNIPMMR, UGIR, ARACO, CoNPR, CPISC, CNPR and PNR).

In 2014, eight employers organisations were acknowledged as representative:

• the Romanian Employers’ Organisation Confederation (Confederatia Patronatul 
Român, PR);
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• the Romanian National Council of Private Small and Medium Enterprises (Consiliul 
Naţional al Întreprinderilor Private Mici şi Mijlocii din România, CNIPMMR);

• the General Union of Romanian Industrialists (Uniunea Generala a Industriasilor din 
România, UGIR);

• the General Union of Romanian Industrialists 1903 (Uniunea Generala a Industriasilor 
din România 1903, UGIR 1903);

• the National Council of Romanian Employers (Consiliul National al Patronilor din 
România, CoNPR);

• the Confederation of Employers in Industry, Services and Retail (Confederatia 
Patronala a Industriei, Serviciilor si Comertului, CPISC);

• the Employers’ Confederation Concordia (Confederaţia Patronală ‘Concordia’);
• the National Confederation of Romanian Employers (Confederatia Nationala a 

Patronatului Roman).

The Romanian Association of Construction Entrepreneurs (Asociatia Româna a Antreprenorilor 
din Constructii, ARACO) awaits the Bucharest Municipal High Court’s decision concerning the 
renewal of the decision stating its national representativeness.

However, five of the civil agreements recognising the employers’ organisation representativeness 
at national level expired in 2014:

• the General Union of Romanian Industrialists (Uniunea Generala a Industriasilor din 
România, UGIR) expired on 4 May 2014;

• the General Union of Romanian Industrialists 1903 (Uniunea Generala a Industriasilor 
din România 1903, UGIR 1903) expired on 22 June 2014;

• the National Council of Romanian Employers (Consiliul National al Patronilor din 
România, CoNPR) expired on 21 September 2014;

• the Confederation of Employers in Industry, Services and Retail (Confederatia 
Patronala a Industriei, Serviciilor si Comertului, CPISC) expired on 23 November 2014;

• the National Confederation of Romanian Employers (Confederatia Nationala a 
Patronatului Roman) expired on 20 December 2014.

Employers’ organisations – membership and density

2012 2013 2014 Source

Employers’ organisation 
density in terms of 
active employees

n.a. n.a. n.a.

Employers’ organisation 
density in private sector 
establishments*

n.a. 12%* n.a.
European Company 
Survey 2013

* Percentage of employees working in an establishment that is a member of any employer 
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organisation that is involved in collective bargaining.

Main employers’ organisations

The official statistics do not provide data on the number of companies and employees for all the 
employers’ organisations that are representative. The Ministry of Labour published the 
documents for only four of these nationally representative confederations along with the 
documents of 16 employers’ confederations representative at the sector level.

Main employers’ organisations and confederations

Long name Abbreviation Members Year
Involved in collective 
bargaining

Employers’ 
Confederation 
Concordia 
(Confedereatia 
Patronala 
Concordia)

Concordia 230,343 2013  No

General Union of 
Romanian 
Industrialists 
(Uniunea 
Generala a 
Industriasilor din 
România)

UGIR - No

General Union of 
Romanian 
Industrialists 
1903 (Uniunea 
Generala a 
Industriasilor din 
România 1903)

UGIR 1903 No

National Council 
of Romanian 
Employers 
(Consiliul 
National al 
Patronilor din 
România)

CoNPR No
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Confederation of 
Employers in 
Industry, Services 
and Retail 
(Confederatia 
Patronala a 
Industriei, 
Serviciilor si 
Comertului)

CPISC - No

National 
Confederation of 
Romanian 
Employers 
(Confederatia 
Nationala a 
Patronatului 
Roman)

 CNPR -

Romanian 
National Council 
of Private Small 
and Medium 
Enterprises 
(Consiliul 
Național al 
Întreprinderilor 
Private Mici și 
Mijlocii din 
România)

CNIPMMR 327,433 2012 No

Romanian 
Employers 
Organisation 
Confederation 
(Confederatia 
Patronatul 
Român)

PR

325,909

2012 No

Romanian 
Employers 
Federation 
(Federatia 
Patronatul 
Roman)

293,971
2012 No

Tripartite and bipartite bodies and concertation
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Tripartite social dialogue is organised at national, territorial and sectoral level. In an attempt to 
reform social dialogue at all levels, in 2011 the composition of the Social and Economic Council 
(CES), a tripartite body for social dialogue at national level, was modified. After the 2011 
legislative change (Law 62/2011), the government left CES and was replaced instead by the 
representatives of civil society, which, in the opinion of some stakeholders, transformed CES, 
which was formerly a tripartite body, into a bipartite social dialogue structure. CES is a 
consultative forum and it must be consulted for all the draft laws in its area of competence 
(economy, taxes, labour, social protection, health, education, research, culture and wages).

Law 62/2011 provided for the formation of a new body for tripartite dialogue: the National 
Tripartite Council for Social Dialogue (Consiliul National Tripartit pentru Dialog Social, CNTDS), a 
tripartite consultative body formed by representatives of the employers’ organisations, trade 
union organisations, the government, the National Bank and the president of the CES. The 
CNTDS is the consultative forum for setting the minimum wage at national level, for analysing 
governmental strategies and programmes and for solving, via tripartite dialogue, economic and 
social disputes. On several occasions, the trade unions accused the government of not convening
the CNTDS regularly or not adequately preparing for the tripartite body’s meetings and thus 
obstructing social dialogue.

At local level, the social dialogue commissions are established at the prefecture level. The 
participants are the representatives of local administration, representatives from each nationally 
representative confederation as well as other relevant stakeholders that may take part should 
their presence be agreed upon.

At the sectoral level, social dialogue tripartite committees are formed within 17 public authorities 
and institutions, such as the Ministry of Labour, Ministry of Finance, Ministry of Health and so on.

Main tripartite and bipartite bodies

Name Type Level Issues covered

National Tripartite 
Council for Social 
Dialogue (Consiliul 
Naţional Tripartit 
pentru Dialog 
Social, CNTDS)

Tripartite National
Minimum wage, labour 
relations, labour disputes

Social and 
Economic Council 
(Coniliul Economic 
si Social, CES)

Tripartite National

Labour relations, fiscal and 
financial policies, public 
health policies, social 
protection policies, education
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Social dialogue 
commissions at 
ministry level

Tripartite National
Sectoral policies elaborated 
by the ministries

Social dialogue 
commissions at 
county prefecture 
level

Tripartite Local Local policies

Advisory board of 
the National Agency 
for Employment 
(Agenţia Naţională 
pentru Ocuparea 
Forţei de Muncă, 
ANOFM)

Tripartite National
Employment, labour market 
policies

Advisory Board of 
the National House 
of Public Pensions 
(Casa Naţională de 
Pensii Publice, 
CNPP)

Tripartite National Social insurances, pensions

National Health 
Insurance Agency 
(Casa Naţionala de 
Asigurări de 
Sănătate, CNAS)

Tripartite National Public health

Workplace-level employee representation
Representation of employees at the workplace is accomplished by trade union organisations at 
company level. There are no work councils or other bodies at the company level in Romania that 
would ensure employee representation. However, a trade union cannot be founded in 
companies with fewer than 15 employees, leaving workers employed by small companies 
without any legal representation. In companies with more than 20 employees where there is no 
trade union organisation, the workers are represented by the employees’ representatives.

The establishment of European work councils was introduced in 2005, but the law only applies to 
companies of community size.

Regulation, composition and competences of the bodies

Regulation Composition
Involved in company-
level collective 
bargaining

Thresholds/rules when 
they need to be/can be 
set up
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Trade union 
organisation

The trade union 
functioning is 
codified by the 
Social Dialogue 
Law (62/2011).

Employees with 
a working 
contract that 
work in the 
same company.

Yes. They defend the 
rights of their 
members in courts 
and negotiate the 
collective agreement 
(only if they fulfil the 
representativeness 
criteria).

A trade union can be 
founded by a 
minimum of 15 
employees working in 
the same company. In 
order for a trade union 
to be representative, it 
must account for at 
least 50%+1 of the 
overall employees of 
the company.

Employees’ 
representative

The Labour Law 
provides the 
legal context 
regarding the 
employees’ 
representative.

The 
representative 
of the 
employees is 
elected from 
within the 
company’s 
employees, with 
the vote of at 
least half of the 
employees.

Yes. They promote 
the workers’ 
interests; inform the 
labour inspectorate 
whenever the labour 
legislation is not 
properly applied; and 
negotiate the 
collective bargaining 
(when there is no 
representative trade 
union organisation in 
the company).

A representative of the 
employees is elected 
only in companies that 
have at least 20 
employees and where 
there is no 
representative trade 
union organisation.

Employee representation at establishment level

% of employees covered % of establishments covered

Trade unions 37% 8%

Representative of the 
employees

67% 52%

Note: Private sector establishments with more than 10 employees.

Source: ECS 2013

Collective employment relations

Collective bargaining
Bargaining system

Social Dialogue Law 62/2011 abolished collective bargaining at national level. At the same time, 
the new legislation replaced the branch collective bargaining with sectoral collective bargaining. 
The new legal framework decentralised collective bargaining by increasing the importance of the 
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collective agreements at company level. In 2011–2013, the only collective bargaining was at 
company level, but it is not mandatory to reach a collective agreement as a result of the 
bargaining. Collective bargaining is legally binding only at company level and only in companies 
with at least 21 employees.

Wage bargaining coverage

The abolishment of collective bargaining left approximately 1.2 million employees working in 
450,000 companies with fewer than 21 employees uncovered. As for the respective companies, 
collective bargaining is not compulsory by law.

Before Law 62/2011 came into effect, the law provided a mechanism for extending collective 
agreements to companies that were not affiliated to the signatory federation. Under the 2011 
legislation, such a mechanism no longer exists.

Two sectoral collective agreements were signed in 2014, both within the public sector: one for 
the healthcare and veterinary activities sector (the collective agreement from 21 November 2013, 
signed between the Ministry of Health and Sanitas Federation, CNs.SAN.Asist, CNS Cartel Alfa, 
BNS, CNSLR Fratia and CNS Merdian) and one for the pre-university education sector (the 
collective agreement from 13 November 2014, signed between the National Federation of Free 
Unions from Education, FSLI, FSI Spiru Haret and the Ministry of Education). However, neither of 
those collective agreements has been extended to the sectoral level and their provisions apply 
only to the parts that have signed the agreements. Although the two agreements fulfil the 
technical and legal criteria for a sectoral collective agreement, the National Tripartite Council for 
Social Dialogue, the institution that approves the extension of the agreements at sectoral level, is 
not de facto functional, since it was created in 2011 and therefore the extension procedure could 
not be accomplished.

Collective wage bargaining coverage of employees at different levels

Level Source

All levels 78% 2013 – ECS

All, excluding national level 75% 2013 – ECS

All levels 97% 2010 – SES

Sources: Eurofound, European Company Survey 2013 (ECS), private sector companies with 
establishments >10 employees (NACE B–S) – multiple answers possible; Eurostat, Structure of Earnings 
Survey, companies >10 employees (NACE B–S), single answer: more than 50% of employees covered by 
such an agreement. For more information on the methodology, see here.

Collective bargaining coverage – national data

2010 2011 2012 2013 2014
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Company 
level

7,718
agreements

7,473 
agreements
and 
additional 
agreement

8,783 
agreements 
and additional 
agreements

8,726 agreements 
and additional 
agreements

9,747
agreements

Source: Ministry of Labour

Bargaining levels

After the 2011 reform of the social dialogue legislative framework, Romania moved from a 
centralised to a decentralised collective bargaining system. Before 2011, national collective 
bargaining was very important, as its provisions were mandatory for the lower levels of the 
bargaining system (branch, sector and company). In theory, collective bargaining at sectoral level 
should play an important role, as the provisions of the sectoral collective agreement are 
mandatory (under specific legal conditions) for all the companies belonging to the respective 
sector, but in practice the sectoral collective bargaining is blocked. As a result, collective 
bargaining at local level (company level and group of units) is more important.

Levels of collective bargaining, 2014

National level 
(intersectoral)

Sectoral level Company level

Wages
Working 
time

Wages
Working 
time

Wages
Working 
time

Principal or dominant 
level

x x

Important but not 
dominant level

x x

Articulation

The clauses of the collective agreement signed at the sectoral level are mandatory for all the 
employees of the companies belonging to the respective sector. However, a collective agreement 
is considered sectoral only if the number of employees from the companies affiliated to the 
signatory employers’ organisation account for more than half of the overall number of 
employees in the respective economic sector. If this condition is not fulfilled, the collective 
agreement is registered as an agreement at the level of group of establishment.

Timing of the bargaining rounds

The bargaining round is initiated by the employer or by the employers’ organisation at least 45 
days before the collective agreement in force expires. The collective bargaining cannot last more 
than 60 days and it is not mandatory for the bargaining to reach a collective agreement.

In the public sector, the bargaining starts, as a rule, in the fourth quarter of the year, when the 
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government adopts the decision regarding the minimum wage for the following year.

Coordination

Prior to the 2011 legislation change, the law provided the framework for automatic coordination 
among different bargaining levels. The clauses negotiated at the upper level were minimal and 
automatically applicable to all lower levels by extension. After 2011, only the sectoral collective 
agreement is applicable to all sectors’ employees and other forms of coordination do not exist.

Extension mechanisms

There are no voluntary mechanisms of extension/application of the terms of collective 
agreements. The sectoral collective agreement is automatically applicable to all employees of the 
sector, but only if the units that are affiliated to the signatory employers’ organisation account for 
more than half of the employees in the sector. Otherwise, the collective agreement is not 
considered to be a sectoral agreement and is applicable only to the group of units that are 
affiliated to the signatory employers’ organisation.

Derogation mechanisms

There were cases between 1999 and 2011 when branch collective agreements included 
derogations, allowing companies in economic and financial difficulties to derogate and to pay 
below the threshold.

The collective agreements for the ferrous, nonferrous and refractory industries, for example, 
stipulated that for limited periods of time, ‘the minimum wage may be reduced, but never below 
80% of the value initially bargained upon’.

Between 2012 and 2013, some collective bargaining at establishment level contained clauses that 
allowed the companies to derogate from the statutory minimum wage. The derogation is 
permitted based on a financial and economic analysis showing that the company has financial 
difficulties.

Expiry of collective agreements

When a collective agreement expires, the social partners have the right to extend it by 12 more 
months. The extension is permitted only once; afterwards, renegotiation is the only available 
option. The employer or the employers’ organisation must initiate collective bargaining at least 
45 days before the collective agreement in force expires. If the employer does not initiate the 
collective agreement, the trade union organisation is entitled to demand that collective 
bargaining must start at most 10 days from the written demand submitted by the trade union. If 
the employer refuses to start the bargaining, the trade union has the right to initiate a labour 
conflict. The collective bargaining should not last more than 60 days. If the employer and the 
trade unions cannot reach a consensus and conclude a collective agreement within this time, the 
trade union organisation has the right to start a labour conflict.

Other aspects of working life addressed in collective agreements

The most important issues in collective bargaining in Romania are wages and payment for 
overtime. Issues like lifelong learning or gender equality are not as important.

Industrial action and disputes
Legal aspects
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The right to strike is regulated by the Labour Code and the Social Dialogue Law (62/2011). The 
strike cannot be declared unless all other legally binding mechanisms for the reconciliation have 
been exhausted and a warning strike has taken place. A strike cannot be organised during the 
period of application of the collective agreement that is in force or during the mediation and 
arbitrage procedures (or if so, it is considered illegal).

The law regulates two other types of industrial actions: the solidarity strike and the warning 
strike. The solidarity strike is declared with the aim to support the demands of the employees 
from other companies belonging to the same group of units or to the same sector. It cannot last 
more than one working day. The warning strike must last a maximum of two hours and must be 
organised at least two days before the ‘main’ strike. As of 2010, the National Statistical Institute 
no longer reports on strikes, arguing that no strikes have taken place between 2010 and 2013.

Incidence of different forms of industrial action between 2010 and 2013

Work-to-rule or refusal to do overtime 0

Work stoppage or strike for less than a day 2

Strike of a day or more 0

Blockade or occupation 0

Note: Percentage of private sector establishments reporting any form of industrial action during the 
indicated period.

Source: European Company Survey

Industrial action developments, 2012–2014

2012 2013 2014 Source

Number of strikes 0 0 0
National Institute of 
Statistics

Number of labour 
disputes

23 labour 
conflicts
involving 10,540 
employees (71, 
73% participation 
index); 8 conflicts 
solved, 3 partially 
conciliated and 
12 unsolved.

22 labour 
disputes
involving 7,678 
employees (91, 
57% 
participation 
index); 11 
solved, 9 
unsolved and 2 
partially 
conciliated.

19 labour disputes 
involving 7,818 
employees (59% 
participation index); 
5 conflicts have 
been solved, 5 
partially conciliated 
and 9 unsolved.

Ministry of Labour
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Dispute resolution mechanisms
Collective dispute resolution mechanisms

According to the legal framework (Law 62/2011), legal disputes can occur under very specific 
conditions: if the employer/employers’ organisation refuses to start collective bargaining; if, 
during the collective bargaining, the employer/employers’ organisation does not accept the 
demands of the employees; or if the parties involved in collective bargaining cannot reach a 
collective agreement until the finalisation of the bargaining.

The law also provides for labour dispute resolution mechanisms: conciliation, mediation and 
arbitrage. The conciliation procedure, organised by the Minister of Labour or by the labour 
inspectorates, is compulsory by law. If the parties involved in the conflict reach a consensus 
during the conciliation, the labour dispute is closed. If not, the conflicting parties have the right to 
go through the mediation and arbitration procedure.

Individual dispute resolution mechanisms

Individual industrial disputes are solved by law courts. The conflicting parties have the option to 
go through the mediation procedure. The competent courts that rule over the resolution of 
individual disputes are established by law. There are no labour courts in Romania, but only 
sections (departments) in charge of the labour disputes. The demand to start such a conflict is 
sent to the competent court located in the constituency of the person initiating the complaint. 
The main aspects covered are the unilateral termination of the individual work contract, financial 
aspects and unilateral changes in the provisions of the work contract. Under legal provisions, the 
maximum term for solving individual labour disputes is 10 days, but in practice it takes longer.

Individual employment relations

Start and termination of the employment relationship
Requirements regarding an employment contract

The minimum age for entering into an employment relationship is 16 years. Special requirements
regarding working time are stipulated for workers younger than 18 years (16–18 years old), 
namely a maximum 30 hours or work per week, 6 hours per day. An individual working contract 
must be signed between the future employee and employer. The employee is required to pass a 
medical examination prior to starting work. The process is finalised when the contract is 
uploaded in REVISAL (a database in which employees are registered).

In order to test the employee’s skills, a trial period of 90 days maximum for executive positions 
and 120 for management positions is stipulated by law. For disabled people, the trial period is 30 
days maximum.

Dismissal and termination procedures

According to the Labour Code adopted in 2011, an employee can be dismissed either due to 
objective conditions (if the company is being restructured or if the position has been terminated, 
in which case the employer cannot reinstate the position after dismissing the employee and hire 
someone else in the same position for six months) or due to the employer’s subjective reasons 
(such as non-compliance with the discipline rules (of behaviour in the workplace), breach of the 
working contract’s clauses or professional non-conformity to the job description). In case of 
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repeated disciplinary measures, the employer is obliged to make a disciplinary investigation prior 
to the dismissal. In case the employee has to be dismissed because of non-conformity to the job 
description, a preliminary evaluation of the employee must be done in order to verify whether or 
not it is a case of job description non-conformity.

The labour inspectorates verify the conformity of procedures upon the termination of an 
individual work contract. To be valid, a termination notice must be given by the employer to the 
employee in writing. An employee can contest the employer’s decision before a court of law.

Entitlements and obligations
Parental, maternity and paternity leave

Statutory leave arrangements

Maximum duration
Rate of 
reimbursement

Who pays Legal basis

Maternity 
leave

63 days prenatal, 63 
days postnatal. In 
addition, the mother 
can opt for a two-year 
childcare leave.

85% of the wage 
for maternity 
leave; 85% of the 
wage for a one-
year childcare 
leave; and 
maximum RON 
1,200 for a two-
year childcare 
leave.

National Fund of 
Social and Health 
Insurance (Fondul 
naţional unic de 
asigurări sociale de 
sănătate).

Government’s 
Emergency 
Ordinance (OUG) 
no.158/2005, 
OUG no. 
111/2010

Parental leave
There are no 
mandatory periods for 
fathers.

Paternity 
leave

5 days of leave, which 
can be supplemented 
with 10 more days if 
the father has taken 
child-rearing classes.

100%
Supported by the 
company where the 
father is employed.

Law 210/1999

Father serving 
mandatory 
military 
service

7 days of leave. 100%
Supported by the 
company where the 
father is employed.

Law 210/1999
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In case of the 
death of the 
mother at 
birth

The father is entitled 
to the rest of the days 
of leave remaining 
from the mother.

85% of the wage 
or indemnisation 
calculated by 
taking into 
account the 
father’s wage and 
accumulated 
work experience.

Supported by the 
company where 
father is employed.

Law 210/1999

Sick leave

The law provides for the right to paid sick leave for both employees and self-employed people. 
This applies to the entire period, from the first day. A medical certificate is required. The 
beneficiary of the paid medical leave must be insured and must pay the social contributions. The 
minimum contribution period for a paid sick leave is one month within the last 12 months prior 
to the period for which the medical leave is taken. For some diseases, like emergencies, HIV or 
TBC, the right to medical leave is not conditional on social contributions. The maximum period of 
paid leave is 183 days per year.

The employee is obliged to present the medical certificate and documents that attest to the 
number of days spent on sick leave. Since 2014, sick leave is counted as a period of activity by the 
pension system.

Retirement age

Starting in January 2011, the public system is regulated by Law 263/2010 on the unified pension 
system, which replaced the former Law 19/2000. The standard retirement age was gradually 
increased to 65 years for men and 60 years for women up to January 2015. Women’s retirement 
age will be raised to 63 years until January 2030. Early retirement is allowed under specific legal 
conditions. Until 31 December 2014, the minimum contributory period was 14.4 years and was 
raised for both men and women to 15 years after January 2015. The standard contributory 
period entitling the beneficiary to a full pension is 35 years for both genders, but it will come into 
force later for women (January 2030) than for men (January 2015).

Pay

Minimum wages
The national minimum wage is set by the government following consultations with the social 
partners. CNTDS (Consiliul National Tripartit pentru Dialog Social) provides the framework for 
consultations on the minimum wage. Until 2011, apart from the minimum wage set by the 
government, a national minimum wage was negotiated among social partners and the 
government and included in the national collective agreement.

The minimum wage that is set by the government is compulsory for all employers. The collective 
agreements at sectoral or company level can set the minimum wages for the respective 
sectors/companies, but it should not be less than the minimum wage set by the government.
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The minimum wage is set for a full-time working day of eight hours. For part-time workers 
working less than eight hours per day, the minimum wage is calculated as a ratio of the national 
minimum gross hourly wage.

On 1 January 2014, the minimum wage was set at RON 800 per month (about €177). On 1 July 
2014, the minimum wage was increased to RON 850 (€188) per month.

For more information regarding the level and development of minimum wages, please see 
Eurofound’s annual update on developments in collectively agreed pay or visit Eurostat.

Collectively agreed pay outcomes
For more detailed information on the most recent outcomes in terms of collectively agreed pay, 
please consult Eurofound’s collective wage bargaining portal or Eurofound’s most recent annual 
update on developments in collectively agreed pay.

Working time

This section briefly summarises regulations and issues regarding working time, overtime, part-
time work as well as working time flexibility in Romania.

Working time regulation
Working time is set by law (the Labour Code). The standard working week for employees over 18 
years of age is 40 hours per week, divided into 8 hours per day. For employees under 18 years of 
age, it is 30 hours per week, divided into 6 hours per day. The maximum length of a working 
week must not exceed 48 hours, overtime included. In some cases the working time per week 
can exceed 48 hours, but only if the average of the working hours calculated for a period of 4 
months does not exceed 48 hours per week. For some sectors of activity or professions, the 
parties of the collective agreement can agree on a longer reference period, but this period should
not exceed six months. Through collective agreements a working day longer than 8 hours can be 
set for some activity sectors, but without exceeding 12 hours per day, in which case the long 
working day must be followed by a 24-hour break.

For more detailed information on working time (including annual leave, statutory and collectively 
agreed working time), please consult Eurofound’s most recent annual update on working time.

Overtime regulation
Overtime is regulated by the Labour Law and is defined as work that exceeds the standard 
working time of 40 hours per week, 8 hours per day. Overtime work is not permitted for workers 
younger than 18 years of age. As a rule, overtime is compensated by free hours within a period 
of 60 days after it was performed. In cases where the compensation is not possible within the 
legal term of 60 days, the working time will be compensated in money. The amount of money for 
overtime is set by collective bargaining or in the individual work contract and cannot be lower 
than 75% of the wage.

Part-time work
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The Labour Code regulates part-time work. It stipulates that part-time workers should be treated 
comparably to the full-time workers within the same company performing the same or similar 
tasks. When a comparable employee does not exist within the company, the collective agreement
or the legal provisions in the field are applicable. Romania has one of the lowest shares of part-
time workers in the EU, and as a rule, this status is associated with high levels of poverty and 
social exclusion.

The share of part-time contracts was relatively stable over the last 10 years, marked by a small 
decrease between 2006 and 2008. Part-time work was at 11.8% in 2002, then decreased to 9.7% 
in 2006 and remained at this level until 2010, when it increased again to 11%. In 2013, the 
percentage of part-time contracts in Romania was at 9.9%. Recent data from the Labour 
Inspection show that in 2014 there were 944,847 part-time contracts (843,204 on indefinite time 
and 253,515 on a fixed time period) and that the overall number of part-time contracts reached 
1,018,944 in January 2015.

Working time flexibility
Flexible work is regulated by individual work contracts or by collective agreement. Flexible work is
not a widespread practice in Romania. It is more frequent in small companies than in medium or 
large companies.

Proportion of establishments reporting that some employees have the possibility to adapt 
the start and end of their working day according to their personal needs

Establishment size
None or fewer than 
20% in the 
establishment

Between 20–80% 
in the 
establishment

More than 80% in the 
establishment

10–49 59% 14% 27%

50–249 75% 13% 13%

250+ 79% 14% 7%

Total 62% 14% 24%

Source: European Company Survey 2013

Health and well-being

Health and safety at work
The Eurostat data indicate an increase in the number of work accidents as well as in the 
frequency of work accidents per 1,000 employees for the last 4 years.

Accidents at work, with four days’ absence or more – working days lost
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2008 2009 2010 2011 2012

All accidents 5,071 3,476/4,002 3,678/4,159 3,681/4,010 3,686

Percentage change on 
previous year

45,88% 7,68% 11,17% 8%

Per 1,000 employees 0,67% 0,79% 0,76 0,79%

Source: Eurostat

For the same timeframe, national statistics indicate a stable trend, although the figures regarding 
the frequency of accidents per 1,000 employees is higher, at 0.82% in 2009 and 0.88% in 2012. 
The indicator decreased to 0.76% in 2013 and to 0.72% in the fourth quarter of 2014. If expressed
in absolute numbers, the national statistics indicate a positive trend: the number of work 
accidents decreased from 4,897 in 2007 to 3,153 in 2013 and to 2,564 at the end of the fourth 
quarter of 2014. A positive evolution is also noticed regarding the number of fatal work 
accidents: this number decreased from 487 in 2007 and 505 in 2008 to 232 in the first 9 months 
of 2013 and 102 in the first 9 months of 2014. The frequency of fatal work accidents per 1,000 
employees decreased from 0.09% in 2008 to 0.03% in 2014. The economic sectors in which most 
of the work accidents take place are commerce, transportation, construction and the food 
industry.

Psychosocial risks
Psychosocial risks and health and safety risks in Romania are regulated by the Labour Code and 
by a special law (319/2006) on health and safety at the workplace. There are no specific legal 
provisions concerning the psychosocial risks at work or work stress, but Law 319/2006 covers all 
kinds of health and safety issues at the workplace. Article 177 of the Labour Code provides that 
the employer must undertake all necessary measures for protecting the health and safety of the 
employees. The employer is obliged to evaluate the risks, avoid the risks, provide adequate 
equipment, train the employees and inform them about the professional risks, and adapt the 
working tasks to the employees’ capabilities. The implementation of health and safety at work 
should not involve any costs for the employees. The employer has to appoint one or more 
workers to be in charge of prevention and the protection of health and safety at the workplace. A 
health and safety commission, formed by employee and employer representatives, must be 
created in each company with more than 50 employees. In some high-risk sectors, the labour 
inspectorate can dispose of the creation of a health and safety commission in companies with 
fewer than 50 employees.

All professional diseases have to be declared to the Public Health Institute and all work accidents 
must be reported to the labour inspectorates. Vulnerable groups, such as pregnant women, 
young people or disabled people, are granted special protection under the law. The Labour 
Inspection is the competent authority to supervise the implementation of the health and safety 
at work legislation.

Non-observance by any person of the provisions regarding health and safety at work, leading to 
serious work accidents, is punished by law.
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The data in the table below show that working conditions affecting psychosocial risks have 
slightly improved in the last 10 years. The negative impact of work intensity and long working 
hours – the main factors involving psychosocial risks – diminished by almost 10 pp from 2000 to 
2010. However, no progress has been registered with regard to discrimination at the workplace, 
although its impact on psychosocial risks is considerably lower.

Selected working condition indicators affecting psychosocial risks

2000 2005 2010

Work intensity: Working to tight 
deadlines at least a quarter of the time

67.7% 62.7% 59.7%

Long working hours: Working more than 
10 hours once or more per month

44.9% 50.2% 33.9%

Discrimination: Having been subjected to 
discrimination at work over the past 12 
months

4.6% 4.7%

Note: More detailed figures are available from Eurofound’s European Working Conditions Survey.

Source: Eurofound’s European Working Conditions Survey

Skills, learning and employability

National system for ensuring skills and employability
The National Authority for Qualifications (ANC) is a public institution under the umbrella of the 
Ministry of Education that elaborates the national framework of skills identification, development 
and recognition and manages the national register of qualifications. ANC is responsible for the 
monitoring, evaluation and control of the professional training and skill formation system. The 
trade union organisations (one representative) and employers’ organisations (one 
representative) are members of the ANC’s board.

Some trade union organisations have developed professional training programmes and training 
centres, offering training that is recognised and validated by ANC. The National Trade Union Bloc 
(BNS), for example, has 13 training centres, while CNSLR Fratia reports delivering skill formation 
and professional training through several projects financed by the European Social Fund.

At company level, the Labour Law provides that employers with more than 20 employees must 
elaborate and apply, in consultation with the trade union organisation, an annual plan for 
employee training.

Training
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At national level, the National Agency for Labour Force Employment (Agenţia Naţională pentru 
Ocuparea Forţei de Muncă, ANOFM) is the public authority responsible for organising and 
implementing professional training and skills formation. The social partners are represented at 
the level of the ANOMF. ANOFM coordinates the activity of eight regional training centres. It 
reports the training of 33,500 people in 2014, 32,977 in 2013 and 34,974 in 2012.

The Romanian Labour Law stipulates that employers are obliged to ensure professional training 
for all employees at least every two years for companies with at least 21 employees and every 
three years for companies with fewer than 21 employees. For professional training initiated by 
the employer, the related expenses are covered by the employer, while the employee benefits 
from paid time off for the training. However, the ECS 2013 data show that the share of 
employees receiving paid time off for training is minimal. The highest proportion of employees 
receiving paid time off for professional training is found in medium-sized companies. There is no 
evidence that representation at an establishment coincides with more training, but the fact that 
the highest proportion of employees receiving paid time off for training is in companies with 50
–249 employees could be an indicator in this respect, since trade union organisations cannot be 
created in companies with fewer than 15 employees and collective bargaining is mandatory only 
for establishments with at least 21 employees. It is worth mentioning that in establishments with 
more than 21 employees, the employer must elaborate and apply, together with the trade union, 
an annual training plan.

Proportion of employees receiving paid time off for training by existence of workplace 
employee representation and establishment size

Establishment 
size

Employee 
representation at 
establishment or 
company exists

None or fewer 
than 20% in the 
establishment

Between 20–80% 
in the 
establishment

More than 80% in 
the establishment

10–49 Yes 73 24 3

No 74 21 5

50–249 Yes 65 22 13

No 82 6 12

250+ Yes 67 31 2

No 67 33 0

Source: European Company Survey 2013
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Work organisation

Work organisation underpins economic and business development and has important 
consequences for productivity, innovation and working conditions. Eurofound research finds that 
some types of work organisation are associated with a better quality of work and employment. 
Therefore, developing or introducing different forms of work organisation are of particular 
interest because of the expected effect on productivity, efficiency and competitiveness of 
companies, as well as on workers’ working conditions. Ongoing research by Eurofound, based on 
EurWORK, the European Working Conditions Survey and the European Company Survey,
monitors developments in work organisation.

For Romania, the European Company Survey 2013 shows that between 2010 and 2013, 58% of 
establishments with 10 or more employees reported changes in the use of technology, 49% 
introduced changes in ways to coordinate and allocate the work to workers and another 20% saw 
changes in their working time arrangements.

Equality and non-discrimination at work

A wide range of acts provide the legislative framework that ensures equality and non-
discrimination at the workplace: Law 202/2002 regarding equal opportunities among men and 
women; Government Emergency Ordinance 137/2000, which sets the framework for the 
prevention and sanction of discrimination; and the Labour Code through a special chapter 
regarding equality of treatment at work.

The National Council for Combating Discrimination (CNCD) is the national body in charge of 
ensuring equality at the workplace. CNCD’s main responsibilities are related to the prevention, 
mediation, investigation, sanctioning and monitoring of discrimination in all areas, including 
discrimination at work. The CNCD reports that in 2013, the highest number of complaints and 
petitions were related to discrimination at work (459 out of 858). The people being discriminated 
against at work can submit the complaint either to the CNCD or to a court of law.

Equal pay and gender pay gap
The national legislation compels employers to ensure equal treatment at work through different 
measures, including internal statute’s references that forbid discrimination. The labour 
inspectorates are the competent authorities in charge of applying the labour legislation, including
equal pay aspects, but there are no reports or data regarding sanctions applied to companies in 
this matter. The gender pay gap in Romania is 9.7%. The figure is above the EU average, but the 
indicator is due to the difference in employment among men and women by level of education 
attained: the employment rate of women with primary and secondary education is much lower 
than the employment rate of men with a similar level of education. The share in employment is 
equal only in the case of men and women with tertiary education. This might encourage the 
conclusion that the low gender pay gap indicator is explained by the comparison between highly 
educated women’s wages and low-educated men’s wages. It is worth mentioning that women 
represent 59% of the overall number of higher education graduates.
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Quota regulations
At national level, the supervisory role in the area of equality between men and women belongs to 
the National Council for Combating Discrimination, but also to the National Commission for 
Equality of Chances between Men and Women (CONES), although the latter only has a purely 
consultative role. CONES is formed by representatives from the government, trade unions, 
employers and NGOs. CONES evaluates and monitors the implementation of the national 
legislation and makes recommendations for central authorities aimed at the application of 
specific programmes in the area of equality of opportunities between men and women. There 
are no quotas in place for men and women. Romania ranks high in the percentage of women in 
leading positions, at 47% in 2013.
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