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1. Methodological preface

The study for this report used two main research methods: an in-depth 

interview and desk research. One in-depth interview was conducted with 

an expert on Romania’s collective bargaining and industrial work relations 

law. The interview was conducted on 14 October 2024 and lasted around 

two hours. Although five interviews with other stakeholders at a  national 

level were planned, time constraints and the ongoing political campaigns for 

the presidential elections limited the number of interviews conducted. The 

desk research included reviewing scientific articles, analysing national and 

European statistical databases, reviewing policy documents, and examining 

grey literature such as mass media websites.

2.  General characteristics of the labour market 

and industrial relations system

2.1. Labour market performance

According to the interviewed expert, the labour market in Romania is rela-

tively stable, especially since the country joined the European Union in 2008. 

A look at European-level statistics indicates that the employment rate for in-

dividuals aged 15 to 64 in Romania was 63% in 2023 (Eurostat, 2024a). This rate 

has remained relatively stable over the past ten years. However, compared to 

other European countries, Romania has one of the lowest employment rates, 

although above Greece, Italy, Turkey, and Bosnia and Herzegovina. A glimpse 

at the employment statistics by gender shows that men have a higher em-

ployment rate (71.6% in 2023) than women, who have a  significantly lower 

rate (54.4% in 2023). The expert also highlighted challenges related to gender 

wage discrimination against Romanian nationals and wage discrimination 

based on nationality.

„ There is pay discrimination between women and men. This means that 

no matter how well-trained and competent women are, men will get 

more money for the same jobs. 

When examining employment rates by age, it is noticeable that the highest 

rate is among adults aged 25 to 54, at 78.1% in 2023, while for adults aged 55 

to 64, the employment rate is 51%. The employment rate for youth (aged 15 



to 24 years old) is much lower at only 18.7%, probably because many young 

individuals still participate in education at those ages (Eurostat, 2024a).

Regarding non-standard employment, Romania’s share of temporary em-

ployees from the total number of employees is one of the lowest in Europe, 

standing at 2.5% in 2024, representing a  1% increase since 2014 (Eurostat, 

2024b). Additionally, regarding part-time employment as a percentage of the 

total employment, Romania ranks low with 3.4% in 2023. This rate is slightly 

higher than that of Slovakia (3.3%), Bosnia and Herzegovina (2.8%), and 

Bulgaria (1.4%) (Eurostat, 2024c).

Concerning employment by the size of companies in Romania, estimated 

data from 2022 indicates that most employees work in small enterprises 

(50.7%), followed by large enterprises (32.8%) and lastly medium enterprises 

(16.5%) (Eurostat, 2024d).

An analysis of the labour force participation rate for the population aged 

15 to 64 in Romania reveals an increase from 58.8% in 2014 to 66.8% in 2023. 

Despite this growth, Romania still has one of the lowest participation rates 

in Europe, similar to that of Italy (Eurostat, 2024e). The unemployment rate in 

Romania decreased from 8.7% in 2014 to 5.6% in 2023, below the European 

Union average of 6.1% (Eurostat, 2024f). However, statistics on young people 

(15 to 34 years old) who are neither in employment nor in education or train-

ing (NEETs) show that in 2023, Romania had the highest NEET rate, at 20.6%, 

alongside Turkey and Bosnia and Herzegovina (Eurostat, 2024g).

Statistics on self-employment in Romania indicate a decrease in the propor-

tion of self-employed individuals within the total employment, standing at 

11.5% in 2022, compared to 18.8% in 2013 (CEDEFOP, 2024). 

Other challenges mentioned by the expert are related to the low level of un-

ionisation and collective bargaining at sectorial and national levels caused 

by changes in the Social Dialogue Law in 2011. These changes undermined 

social dialogue at these levels and lowered the power of negotiations for 

employees.

2.2. Industrial relations at a glance

Specific data regarding the level of unionisation is not available. According 

to the Ministry of Labour and Social Solidarity’s website, trade unions 
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representative at a national level are the National Trade Union Confederation 

“Cartel Alfa” (Confederaţia Naţională Sindicală “Cartel Alfa”), the National 

Trade Union Bloc (Blocul Naţional Sindical), the National Confederation of 

Free Trade Unions of Romania (C.N.S.L.R “Frătia”) (Confederaţia Naţională 

a Sindicatelor Libere din România — Frăţia C.N.S.L.R “Frăţia), and the National 

Trade Union Confederation “MERIDIAN” (Confederaţia Sindicală Naţională 

“MERIDIAN”). 

In 2023, the number of union members for the above-mentioned trade unions 

is as follows: the National Trade Union Bloc had 280,387 members, and the 

National Trade Union Confederation “Cartel Alfa” had 286,337 members. For 

2024, the National Confederation of Free Trade Unions of Romania reports 

to have 307,804 members, while the National Trade Union Confederation 

“MERIDIAN” has 276,980 members. A  rough estimation of the percentage 

of unionisation for these trade unions reveals a  percentage under 20%, 

depending on the reference year. Although there is no recent data on the 

collective bargaining coverage rate, according to the statistics estimated by 

the International Labour Organization, the coverage rate was around 15% in 

2017 (ILOSTAT, 2024).

The interviewed expert notes that the national industrial relations system 

is inefficient. Further, there is a  significant gap in training among trade 

union leaders, particularly in areas such as digital skills, marketing, law, and 

accounting. These skills are crucial for effective negotiations with organisa-

tions and attracting new members to trade unions. In this context, the expert 

stresses the importance of having well-trained personnel and strong leader-

ship. Additionally, the expert underlines the importance of new marketing 

strategies to engage younger workers and advocate for a more supportive 

legal framework to enhance social dialogue. 

The main employer organisations in Romania are the Employers’ 

Confederation CONCORDIA (Confederaţia Patronală CONCORDIA) and the 

National Council of Small and Medium-Sized Private Enterprises in Romania 

(Consiliul Nţional al Întreprinderilor Private Mici și Mijlocii din România). 

Collective bargaining at a  sectorial level in Romania is relatively weak. In 

2024, only three sectors had sectoral collective agreements: banking, health, 

and pre-university education. Furthermore, according to the interviewed ex-

pert, the right to strike is predominantly exercised in public organisations. In 

private organisations, this right is exercised in practice much less frequently. 



At a national level, a tripartite body for social dialogue exists and is named 

the National Tripartite Council for Social Dialogue. The council encompasses 

the national representative employers’ organisations and trade union fed-

erations mentioned earlier, government representatives (from each ministry, 

as well as from other state structures, as agreed with the social dialogue 

partners), and members from the Economic and Social Council (ESC). The 

tasks of the National Tripartite Council for Social Dialogue include, among 

others: consultations when deciding on the minimum wage; negotiating/

concluding social agreements and pacts and other agreements at a national 

level and monitoring their implementation; making decisions on collective 

bargaining sectors; and analysing and discussing national reform programs 

and recommendations of the European Union for individual countries (LEGE 

nr. 367, 2022). On the other hand, the ESC (Consiliul Economic și Social — CES, 

in Romanian) is a public, autonomous institution of tripartite social dialogue 

at a national level between employers’ organisations, trade union organisa-

tions and representatives of non-governmental associations and civil society 

foundations. It is an obligation to consult ESC, and it can approve (or reject) 

draft normative acts initiated by the government, deputies, or senators. It 

also develops, at the request of the government, Parliament or on its own 

initiative, analyses and studies on economic and social realities, as well as 

reports the emergence of economic and social phenomena that require the 

development of new normative acts, e.g. in the area of   labour relations (LEGE 

nr. 248, 2013).

At a sectoral level, tripartite social dialogue takes place within the institution-

alised framework of the social dialogue committees set up at a central level. 

The social dialogue committees at the central level consist of representa-

tives from the ministry and those appointed by nationally representative 

trade unions and employers’ confederations. These committees provide 

a framework for informing and consulting social partners about normative 

initiatives promoted by the ministry and other matters of interest to the par-

ties involved in the ministry’s area of responsibility or other central public 

institutions. 

2.3. Collective labour agreements

Collective bargaining is most commonly carried out with the employees’ rep-

resentatives or the representative trade union at the organisational unit level. 
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Collective contracts are registered with the Territorial Labour Inspectorate. 

However, statistical data on collective employment contracts is not publicly 

available. According to the expert, collective agreements are usually accessi-

ble online for trade union federations in public organisations, but this is less 

common for private organisations. Collective agreements made at sector 

and organisational group levels can be found on the Ministry of Labour and 

Social Solidarity’s website in the social dialogue section. 

Organisations with fewer than ten employees are not legally required to 

have a collective bargaining agreement. According to the expert, employees 

in these organisations (who do not have a collective agreement) are techni-

cally excluded from collective bargaining. On the other hand, in practice, if 

collective bargaining occurs, all employees in the organisation are covered, 

regardless of whether or not they belong to a trade union.

2.4. Opinions on the state of collective bargaining

Collective bargaining is essential, according to the expert interviewed, 

in regulating employment relations. Previous research, from interviewed 

trade unions, highlighted the critical role of collective bargaining in protect-

ing workers’ rights and improving working conditions (Dinev et al., 2024). 

Collective contracts usually operate on the principle of favourability:  if the 

collective agreement is more favourable to the worker than the provisions 

of the relevant individual contract or general legislation, then the collective 

agreement prevails (or vice versa). Additionally, the interviewed expert noted 

that collective agreements often provide extra benefits, such as bonuses, 

paid leave, and protective measures for workers. 

A recent research report by Dinev et al. (2024) analysing the views of social 

partners on collective bargaining reveals several challenges. According to 

this report, trade unions highlight challenges regarding national agreements 

and point to an overall landscape of fragmented collective bargaining (Dinev 

et al., 2024). On the other hand, employer organisations point out challenges 

in collective bargaining due to unclear negotiating sectors, inadequate 

communication, and a lack of initiative from trade unions (Dinev et al., 2024; 

Negoita & Panzaru, 2024). The same report highlights that employers are 

hesitant to participate in collective bargaining because they see formal 

agreements as obstacles to organisational flexibility.



3. Collective bargaining dynamics in recent years

In recent years, there has been a  legislative initiative aimed at improving 

collective bargaining. This includes the introduction of Law 367/2022 (LEGE 

nr. 367,2022), which focuses on social dialogue, as well as the ongoing process 

of transposing the EU Directive 2022/2041 into the national legal system. 

A  legislative predecessor that influenced the implementation of the Social 

Dialogue Law in 2022 was the European Union’s Recovery and Resilience 

Facility (for the provision of funds in exchange for agreed reforms) through 

which the National Recovery and Resilience Plan was realised (Goran, Trif & 

Adăscaliţei, 2024).

According to the expert interviewed, collective bargaining is more prevalent 

in public organisations compared to private enterprises. As previously men-

tioned, sectoral collective bargaining is relatively rare in Romania; in 2024, 

only three sectors were covered by sectoral collective agreements: banking 

activities, healthcare, and pre-university education. Researchers observed 

that over the past ten years, the healthcare sector has employed adversarial 

strategies for mobilisation, making it one of the strongest sectors in terms of 

collective bargaining, while in contrast, the education sector has relied on 

more cooperative strategies (Adăscăliţei & Muntean, 2019). 

4. State of play after the adoption of the directive

4.1. Discussions and legal preparations

The government has taken formal steps to implement the European Directive 

2022/2041 on Adequate Minimum Wages within the European Union (AMW 

Directive). On 11 June 2024, the Ministry of Labour and Social Solidarity post-

ed a draft for public consultation. The Social and Economic Council and the 

Legislative Council approved the proposal on 20 June 2024. Shortly afterwards, 

on 21 June 2024, the government approved the proposed legislation. The 

proposed legislation modifies or adds to several national laws, including the 

Labour Code (Codul Muncii, 2003), the Law on Social Dialogue (LEGE nr. 367, 2022), 

the Law on the Establishment and Organisation of the Labour Inspectorate 

(LEGE nr. 108, 1999), the Law on the Status of Labour Inspectors (LEGE nr. 337, 

2018), the Emergency Ordinance on the Administrative Code (ORDONANŢĂ 

DE URGENŢĂ nr. 57, 2019), as well as other public procurement regulations.
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At present, public and mass media discussions regarding the reformation 

of collective bargaining systems are mostly related to the transposition of 

the AMW Directive into national legislation (Gava, 2024; Tomanciuc, 2024; 

Redacţia Economedia.ro, 2024). Trade unions play a role in this transposition 

process, as the ESC is responsible for approving and remarking on the legisla-

tive initiative. 

It is important to emphasise that the discussions of the partners of the 

AMW Directive focus primarily on the issue regarding minimum wage. 

Some trade union federations have publicly stated that the increase of 

the minimum wage in Romania through the introduction of the directive 

is beneficial but insufficient (Popovici, 2024; Ioana, 2024; Cristian, 2024). 

A representative of the Cartel Alfa trade union indicated that the measure 

aimed at increasing the level of wages maintains the current living condi-

tions — according to the representative of this trade union, the law does not 

adequately address the existing social differences in terms of social exclu-

sion and poverty (Ioana, 2024). Moreover, a representative of the National 

Trade Union Bloc stated that other complementary fiscal measures are 

needed, such as progressive taxation (Popovici, 2024; Cristian, 2024). On 

the other hand, employers’ organisations have criticised the increase in 

wages with the introduction of the AMW Directive. Representatives of 

the National Council of Small and Medium-sized Private Enterprises in 

Romania and the Employers’ Confederation CONCORDIA emphasised that 

the increase in the minimum wage hurts small businesses (Popovici, 2024; 

Ioana, 2024). CONCORDIA noted that the challenges affect companies ex-

porting products (Ioana, 2024). However, there has not yet been a deeper 

debate on Article 4 of the AMW Directive regarding the scope of collective 

bargaining.

4.2.  Any trade union’ activity dedicated to promoting/

familiarising the audience with the directive

One of the actions taken by the trade unions concerning the AMW Directive 

was a  debate organised by the National Trade Union Bloc (Blocul Naţional 

Sindical) with the Ministry of Work and Social Solidarity. This event occurred 

after the government approved the  proposed legislation to transpose the 

European Directive in August 2024 (Ministry of Work and Social Solidarity, 

2024).



5. Action plan

The proposed legislation includes creating an action plan to enhance col-

lective bargaining, featuring specific deadlines and measures to increase 

its coverage progressively. This initiative is intended to improve employees’ 

working and living conditions. Additionally, the proposed legislation specifies 

that the action plan will be developed in consultation with the social partners 

in the Tripartite Council for Social Dialogue. Furthermore, the legislation will 

be reviewed periodically, or at least every five years, to support an increase 

in the national collective bargaining coverage rate, targeting a goal of 80%.

Currently, no steps have been taken to establish an action plan to improve 

collective bargaining. According to the explanatory memorandum of the 

proposed legislation by the Ministry of Labour and Social Solidarity, a draft 

government decision will be initiated regarding the action plan to promote 

collective bargaining after the law is approved.

6. Summary and conclusions

Labour force performance statistics show that Romania has one of the low-

est employment and labour force participation rates in Europe, along with 

one of the highest rates of NEETs. Regarding collective bargaining, there are 

five trade union federations representative at the national level. In terms of 

collective bargaining, there are five nationally representative trade union 

federations. However, the collective bargaining system in Romania is rela-

tively underdeveloped, with data indicating that unionisation and coverage 

rates are both low. 

On the other hand, the European Directive 2022/2041 is currently being 

transposed into national legislation. The implementation process began in 

June 2024 and is nearing completion as of October 2024. During this process, 

several national laws have been modified, and additional amendments have 

been introduced. However, further actions are still needed, particularly 

regarding the decision and implementation of the action plan aimed at im-

proving collective bargaining coverage. While there are ongoing discussions 

in public discourse about the transposition of the directive, concrete steps, 

measures, and solutions to enhance collective bargaining are expected to 

emerge after the legislation is adopted. 
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One key recommendation from experts and researchers for enhancing 

social dialogue in Romania is to engage workers in trade unions, particularly 

young workers, through information campaigns that highlight the actions 

and benefits of union participation. Another solution is to collaborate with 

other third-sector organisations, workers, and other organisations using 

win-win discourses that emphasise the benefits for all parties (Trif, Paolucci, 

Kahancová & Koukiadaki, 2023; Goran, Trif & Adăscaliţei, 2024).

References

Adăscăliţei, D., & Muntean, A. (2019). Trade union strategies in the age of 

austerity: The Romanian public sector in comparative perspective. European 

Journal of Industrial Relations, 25(2), 113–128.

CEDEFOP (2024) Self-employment. Skills Intelligence. Retrieved from: https://

www.cedefop.europa.eu/en/tools/skills-intelligence/self-employment?coun

try=EU&year=2022#1

CODUL MUNCII (2003) CODUL MUNCII din 24 ianuarie 2003 (**repub-

licat**) (Legea nr. 53/2003) Retrieved from: https://legislatie.just.ro/Public/

DetaliiDocumentAfis/282881

Cristian, G. (2024). Creșterea salariului minim este o  măsură insuficientă, 

avertizează sindicatele. Retrieved from https://www.bzi.ro/cresterea-salari-

ului-minim-este-o-masura-insuficienta-avertizeaza-sindicatele-5091841

Dinev, I., Makelova, R., Ivanova, V., Ribarova, E., Ivanova, T., Kapitanov, T., ... 

& Atanasova, I. (2024). Social Dialogue and Protests: Comparison of Collective 

Bargaining in Europe. Final Comparative Report. 

Eurostat (2024a) Employment rates by sex, age and citizenship (%). DOI: 

10.2908/LFSA_ERGAN. Retrieved from:  https://ec.europa.eu/eurostat/

databrowser/view/LFSA_ERGAN__custom_242510/default/table?lang=en 

Eurostat (2024b) Temporary employees as percentage of the total number 

of employees, by sex, age and citizenship (%). DOI: 10.2908/lfsa_etpgan. 

Retrieved from: https://ec.europa.eu/eurostat/databrowser/view/lfsa_etp-

gan/default/table?lang=en&category=labour.employ.lfsa.lfsa_emptemp 



Eurostat (2024c) Part-time employment as percentage of the total em-

ployment, by sex and age (%). DOI:10.2908/lfsa_eppga. Retrieved from: 

https://ec.europa.eu/eurostat/databrowser/view/lfsa_eppga/default/

table?lang=en&category=labour.employ.lfsa.lfsa_empftpt 

Eurostat (2024d) Number of persons employed by enterprise size class 

2022. Retrieved from: https://ec.europa.eu/eurostat/cache/website/

structural-business-statistics/ 

Eurostat (2024e) Labour force participation rate — % of total population aged 

15–64. DOI: 10.2908/tipslm60. Retrieved from: https://ec.europa.eu/eurostat/

databrowser/view/tipslm60/default/table?lang=en 

Eurostat (2024f) Total unemployment rate. DOI: 10.2908/tps00203. Retrieved 

from: https://ec.europa.eu/eurostat/databrowser/view/tps00203/default/

table 

Eurostat (2024g) Young people neither in employment nor in education 

and training by sex, age and degree of urbanisation (NEET rates). DOI: 

edat_lfse_29. Retrieved from: https://ec.europa.eu/eurostat/databrowser/

view/edat_lfse_29/default/table?lang=en&category=degurb.degurb_edat 

Gava, I.-R. (2024). Salariul minim la nivel european. Proiectul a  fost pus în 

dezbatere publică. Retrieved from https://www.dcnews.ro/salariul-minim-

la-nivel-european-proiectul-a-fost-pus-in-dezbatere-publica_962415.html

Goran, O. Trif, A. & Adăscaliţei, D. (2024) The paradoxical role of the EU and 

the state regarding the fundamental rights of trade unions in Romania/

Paradoxul rolului Uniunii Europene și al statului privind drepturile funda-

mentale ale sindicatelor din România: oscilare între sprijin și subminare In: 

Stoiciu, V., Gog, S. Ce urmeaza dupa neoliberalism? Pentru un imaginar politic. 

PRESA UNIVERSITARĂ CLUJEANĂ

ILOSTAT (2024) Industrial Relations Data (IRdata). Trade un-

ion density rate. Retrieved from https://rshiny.ilo.org/

dataexplorer17/?id=ILR_CBCT_NOC_RT_A

Ioana, C. (2024) Guvernul Ciolacu și salariul minim european | Putem trăi mai 

bine doar din „pixul” politicienilor aflaţi la putere?. PANORAMA. Retrieved from: 

https://panorama.ro/guvern-ciolacu-salariul-minim-european-directiva-ue/

12   Anamaria Năstasă



Collective Bargaining Development in Romania  13

LEGE nr. 108 (1999) LEGE nr. 108 din 16 iunie 1999 (**republicată**)

(*actualizată*) pentru înfiinţarea şi organizarea Inspecţiei Muncii. Retrieved 

from: https://legislatie.just.ro/Public/DetaliiDocument/38845 

LEGE nr. 248 (2013). LEGE nr. 248 din 19 iulie 2013 (**republicată**) privind 

organizarea și funcţionarea Consiliului Economic și Social*) Retrieved from 

https://legislatie.just.ro/Public/DetaliiDocument/150073

LEGE nr. 337 (2018) LEGE nr. 337 din 21 decembrie 2018 privind statutul 

inspectorului de muncă. Retrieved from: https://legislatie.just.ro/Public/

DetaliiDocument/209436 

LEGE nr. 367 (2022). LEGE nr. 367 din 19 decembrie 2022 privind dialogul social 

Retrieved from https://legislatie.just.ro/Public/DetaliiDocument/262989

Ministry of Work and Social Solidarity (2024) Ministrul Simona Bucura-

Oprescu: Introducerea salariului minim european reprezintă o  garanţie că 

salariile mici din România vor crește odată cu dezvoltarea economică, 28 au-

gust 2024. Retrieved from: https://mmuncii.ro/j33/index.php/ro/comunicare/

comunicate-de-presa/7394-20240828-cp-ministrul-mmss-sal-min-european 

Negoita, G. & Panzaru C. (2024) Dynamics of Industrial Relations and Collective 

Bargaining in Romania. Country Report.

ORDONANŢĂ DE URGENŢĂ nr. 57 (2019) ORDONANŢĂ DE URGENŢĂ nr. 57 din 3 

iulie 2019 privind Codul administrative. Retrieved from: https://legislatie.just.

ro/Public/DetaliiDocument/215925 

Popovici, C. (2024) Sindicatele salută majorarea salariului minim pe econo-

mie, patronatele se tem de impactul financiar. Antena 3 CNN. Retrieved from 

https://www.antena3.ro/economic/sindicatele-saluta-majorarea-salariului-

minim-pe-economie-patronatele-se-tem-de-impactul-financiar-724767.html

Redacţia economedia.ro (2024). Ministerul Muncii a  publicat proiectul de 

lege privind stabilirea salariilor minime adecvate, pentru a  respecta direc-

tiva UE în domeniu. Actualizarea acestora va trebui să ţină cont de puterea 

de cumpărare și de rata de creștere a  salariilor. Retrieved from https://

economedia.ro/ministerul-muncii-a-publicat-proiectul-de-lege-privind-sta-

bilirea-salariilor-minime-adecvate-pentru-a-respecta-directiva-ue-in-

domeniu-actualizarea-acestora-va-trebui-sa-tina-cont-de-puterea-de-c.html



Scarlat, D. (2024) Guvernul a  greșit intenţionat calculul salariului minim 

european.Retrieved from https://jurnalul.ro/special-jurnalul/guvern-calcul-

salariu-minim-european-979873.html

Tomanciuc, A. (2024). Legea prin care România trece la 

salariul minim european a  fost avizată de comisiile de speci-

alitate din Senat. Venitul minim va fi plătit unui angajat doar 24 de 

luni. Afaceri predictibile. Retrieved from https://termene.ro/articole/

legea-salariului-minim-european-avizata-pozitiv-de-comisiile-din-senat

Trif, A., Paolucci, V., Kahancová, M., & Koukiadaki, A. (2023). Power resources and 

successful trade union actions that address precarity in adverse contexts: 

The case of Central and Eastern Europe. Human relations, 76(1), 144–167.

About the Author

Anamaria Năstasă, PhD, is a sociology researcher in the Department of 

Education, Vocational Training and Labour Market at the National Scientific 

Research Institute for Labour and Social Protection. She completed her PhD 

in Sociology in 2024 at the University of Bucharest with a thesis on reflexive 

modernity and artificial intelligence focusing on the discourses around risks 

and opportunities. Her current research interests and expertise cover top-

ics related to science, technology and society studies (STS), computational 

sociology, social inequalities, school-to-work transition, digital skills, envi-

ronmental sociology and labour relations. Her methodological expertise lies 

in both quantitative and qualitative methods.

14   Anamaria Năstasă


