
 

 

 

 

 

 

Labor Law Update 2021 

by Christian Weident, Rechtsanwalt (Attorney at Law DE) 

At the turn of the year, we would like to provide an overview of the most recent changes of 
relevance in practice in the field of Labor law in Romania and to provide an outlook for 2021.   

 

Increase of the minimum salary 

On 13.01.2021 the Romanian minimum salary was increased. According to the Government’s 
Decision 4/2021, it now amounts to 2.300,- RON, i.e. 13,583 RON per hour in case of an average 
monthly working time of 169,333 hours. In the context of the pandemic, the increase was 
moderate.  

The minimum salary of 2.350,- RON introduced in 2019 for employees whose position requires 
higher education studies and who could prove “having worked for at least one year in the field of 
the higher education studies” remained unchanged.  

Also the minimum salary of 3.000,- RON for employees whose employer is active in the 
construction industry, based on EO 114/2018, remained unchanged.    

It is debatable whether a salary increase as of 01.01.2021 will or should take place in practice. 
The Government Decision becomes effective as of its publication in the official gazette and not 
retroactively; besides, it states explicitly that the minimum salary applies as of its coming into force 
(and not as of 01.01.2021).  

 

The fate of short-time work 

In 2020, Romania newly introduced for regulations on short-time work in the context of the 
pandemic. The result of a rather tedious legislation procedure was a regulation which at first was 
criticized as being non transparent and too inflexible. 

Through the EO 211/2020, the government introduced required clarifications and flexibilization 
measures – until a few days later a law through which the Parliament designed the regulation 
even more complicated and cumbersome as before came into force. 

Measures are needed in order to revive the legal institution of the short-time work which, at the 
moment, seems to be rather unattractive. 

 

Amendment of the Labor Code in Autumn 

The following amendments of the Labor Code of 03.10.2020 through law No. 213/2020 can result 
in the need to adapt employment contracts and internal rules and regulations: 

 



• Internal organization of HR and payroll 

Employers can choose to organize their activity concerning HR and salaries as follows: 

o personal undertaking of specific responsibility  

o Express transfer of these tasks to one or several employees through their job 
descriptions; 

o Appointment of external service providers specialized in this field. 

 

External services must be coordinated by an expert in labor legislation (expert în legislaţia muncii); 
external providers must hire, therefore, such experts. 

 

• New dispute settlement procedure  

Employers and employees can now settle individual work-related conflicts amicably, by means of 
a settlement procedure. A corresponding agreement in the employment contract is required. In 
this case, an external adviser specialized in Labor law., i.e. a lawyer or expert in labor legislation 
has to be mutually assigned. He or she assists the settlement actively and unbiasedly.  

Each party can turn to the external adviser with view to initiation of the settlement procedure. The 
procedure, which has to be recorded by the expert, ends either with an agreement, the 
assessment of failure of the settlement, or one of the party’s failure to attend the arbitration. 
Further details are to be set in the settlement clause of the employment agreement.  

It is not clearly provided how a settlement procedure, respectively an attempt of such, will impact 
the labor law-related legal remedies, more exactly the access to justice. 

 

• Extended participation of labor law experts  

The law provides now expressly, among other things, that each party of the employment contract 
can be represented within contract negotiations and disciplinary procedures by an external 
adviser specialized in labor legislation.  

The employer can now explicitly empower such external adviser for the disciplinary procedure. 
This way he or she can trust a service provider (e.g. a lawyer) with the entire procedure, including 
the disciplinary investigation in the future.  

Employers in search for this possibility should adapt their internal regulations, collective 
agreements etc. where necessary.  

 

 

Conclusion and prospects 

The Labor legislation is changing constantly. The current developments in the society often 
require fast and flexible adaptation which generates difficulties for the legislator. This leads to 
confusion and implementation problems. Solving such problems becomes a challenge both for 
the legislator and for companies. 



In 2021, this represents a general subject. Special evolutions are expected especially related to 
the digitalization and debureaucratisation of the labor law, to changes in the collective Labor law 
(ongoing issue) and to the minimum salary. 
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