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This publication represents the business vision on social dialogue and is designed to encourage 

decisions makers to consider and adopt necessary changes to boost economic and social 

development of the country. 

The present document is based on:  

- findings identified in the study "The key constraints on the business environment in 

Moldova", conducted by the National Confederation of Employers of Moldova CNPM in 

collaboration with the Expert Group; developed with the support of the International 

Labour Organization 

- The Agenda for improving the business climate in the Republic of Moldova "7 obstacles 

for business " developed with the support of the International Labour Organization; and 

- The Memorandum of cooperation between the Moldovan Government and CNPM. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

This publication has been published with the technical and financial support of the 

International Labour Organization. The responsibility for the opinions expressed in 

this report rests solely with the author. The International Labour Organization takes 

no responsibility for the correctness, accuracy or reliability of any of the materials, 

information or opinions expressed in this report. 
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1. SUMMARY 
 
An effective social dialogue is an effort of constituents to contribute to social peace and stability. It is a 

precondition for sustainable growth and social development. Practically social dialogue is a platform for 

discussion of the issues in which consensual solutions are identified that satisfy the parties involved in 

this dialogue. 

 

Taking into consideration the European direction of the country, Moldova should adopt the most 

advanced practices of social dialogue and partnership. More freedom in making decisions needs to be 

given to the social partners. 

 

Despite the existence of an adequate legal framework to institutionalize social dialogue, the social 

dialogue remains underdeveloped. 

Thus, confidence in social dialogue effectiveness is declining. Authorities often ignore 

the real participation of employers’ associations and tend to postpone substantial 

reforms such as reform of the Labour Code and the Fiscal reform. Low confidence in 

social dialogue from employers’ perspective undermines the position of Employers’ 

organisations through the fact that in the long-term employers will be less motivated 

to associate in employer’s organizations to promote and defend their interests.  

Therefore, the CNPM propose a set of measures addressing the identified challenges. The proposed 

amendments aim to achieve following basic goals and principles:  

 

a) to create equality between the Government and social partners; b) to create an adequate framework 

for tripartite commission decisions enforcement and increase commitment of authorities; c) to exclude 

from labour legislation all provisions that only pro-forma simulate social dialog and negotiation; d) to 

stimulate consolidation of membership of the employers and trade unions organizations, and e) to 

increase transparency and visibility of the tripartite commission and their decisions. 

 

Present paper proposes several policies that in our opinion will have a good impact on the social dialog 

at all levels. Proposed measures are mutually complementary and they offer different possibilities for 

decisions makers to foster an efficient, genuine and regular tripartite dialogue with representative 

employers’ and workers’ organisation at all levels. In particular, the Government should more frequently 

and systematically consult with business associations regarding decisions that affects the business 

environment. Taking into account the views of the business community will enhance their engagement, 

whilst allowing government to make better and more informed decisions.  
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2. OVERVIEW OF THE CHALLENGES AND NEEDS 
 

Social dialogue, together with freedom of association and the right to collective bargaining is 

fundamental for the achievement of effective, equitable and mutually beneficial outcomes for business 

and society at large.  

 

There is no social and economic prosperity without a genuine social dialogue and social peace. On the 

contrary, economic development often result in social peace, which in turn is supported by an effective 

social dialogue. Poor social dialogue present a threat to the stability of the political, economic and social 

systems. 

 

As a long time social partner CNPM can unfortunately affirm with certainty that social dialogue is 

ineffective at the moment. This conclusion has been highlighted by several Decisions of the National 

Commission for Consultation and Collective Bargaining, and in a large number of National Confederation 

of Employers of the Republic of Moldova public statements.  

Social dialogue between employers and government is a formal and superficial one. In 

some industries, namely agriculture and transport, the dialogue is slightly better, but 

overall the dialogue is just pro-forma. Employers’ proposals are rejected, and 

moreover, every year new changes which do not suit business people are introduced. 

Alexandru Slusari, 

Vice President of the National Confederation of Moldovan Employers 

Moreover, the Strategy of the National Trade Union Confederation of Moldova for 2012–2017 sets as a 

priority the amendment of Law no. 245 of 21.07.2006 on the Organization and Functioning of the 

National Commission for Consultation and Collective Bargaining. The scope of the amendments are to 

ensure compliance with the principles of equality and parity of the parties, as well as with the 

implementation of decisions assumed by partners1 

 

Employers consider that the effects of ineffective social dialogue are reflected in accumulation of the 

public deficit, the decreasing number of taxpayers, increased share of the informal sector in the 

economy etc. which is all demonstrated by official statistics. 

 

According to the latest surveys conducted by CNPM or on behalf of CNPM, nine out of ten entrepreneurs 

do not know about social dialogue or consider it as ineffective. Considering significant efforts employers 

are putting into social dialogue with modest results make this instrument to be used less and less 

frequently.  

 

The origin of the problem is driven by both, internal and external factors. Among the external factors 

that negatively influence the social dialogue is the global financial crisis, which brought the budgetary 

                                                                 
1
 MAPPING STUDY: Civil Society Organizations from the Republic of Moldova: Development, Sustainability and 

Participation in Policy Dialogue, by Liubomir Chiriac and Eduard Tugui; Chisinau, 2014 
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austerity and a decrease in consultations when it comes to adoption of policies that impact business. 

Even those few meetings with business initiated by government had more the character of promotion 

(publicity) of the initiatives rather than genuinely focusing on dialogue. Among domestic factors that 

have the greatest impact were unstable political climate and legal framework deficiencies. It is true that 

during the period of political instability negotiations and consultations, with the exception of enterprises 

level, have been suspended.  

 

The legal framework relating to social dialogue, in employers’ view, requires higher attention. It contains 

elements which on one hand allows “mimicking social dialogue” by promoting erroneous concepts such 

as collective bargaining agreements with unspecified duration and inequality of the parties of social 

dialogue, which is manifested by the fact that both as the secretariat and leadership of the Tripartite 

Commissions are exclusive prerogative of the State. 
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3. CONTEXT 
 

Social dialogue has been selected as one of the main topics required to be improved. As mentioned, this 

objective is an imperative for business and social partners at large. Although in the last years there were 

no major conflicts between employers and employees in the Republic of Moldova, we consider that the 

potential of the social dialogue from the Republic of Moldova is underappreciated by the Authorities. 

 

Social dialogue in the Republic of Moldova was institutionalized recently, in the year 2000s, when 

specific laws on employers and trade unions organisations were adopted. Actually even before, some 

collective agreements were negotiated. This always-implied tripartite interaction between the state, 

employers’ organizations and trade unions, aimed at reshaping the social and economic policies of the 

Republic of Moldova. 

 

In Moldova, the legal status of social partnership in labour relations – social dialogue can be found in 

Section II "Social partnership at workplace" of the Labour Code of the Republic of Moldova. The 

institutionalization of social dialogue (except the enterprise level) are by Law no. 245 of 21.07.2006 on 

the Organization and Functioning of the National Commission for Consultation and Collective Bargaining 

(Tripartite Commissions). The legal framework is rather generic regarding the role and functionality of 

the Tripartite Commissions. 

The social dialogue in Moldova is anticipated at the following levels: 

National - provides the basis social-economic regulation and labour relations in 
Moldova 

Branch - provides the basis relations regulation of social and labour relations fields in 
a particular branch of economy 

Territorial - provides the basis relations regulations of social and labour relations fields 
in second-level administrative units 

Enterprise - establishes the mutual obligations of employees and employers on social 
and labour relations fields 

Social partnership/social dialog is performed through: 

a) collective bargaining concerning drafting of collective agreements and their signing on bi- or 

tripartite bases through representatives of social partnership;  

b) participation in the review of draft laws and proposals of social and economic reforms aimed at 

improving labor legislation, to ensure civil reconciliation and settlement of labor disputes; 

c) mutual consultations (negotiations) on issues related to regulation of labor relations and other 

relations directly connected to them; 

d) participation of employees (their representatives) at enterprise management. 
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According to the employers, consultation relating on drafting legislation does not experience significant 

problems. In line with the practice adopted all initiatives are placed on online platforms and may be 

consulted easily. The deficiencies occurred in taking into account the recommendations provided by 

business community that are largely ignored. Reasons for such results may be linked to poor 

recommendations of submissions but also due to the lack of transparency and favoritism in decision 

making by the Government. 

 

Social dialog in Moldova is mostly based at the national level. Social dialog – the tripartite dialog, is 

organized within the National Commission for Consultation and Collective Bargaining (NCCCB). The 

NCCCB: (I) has a consultative mandate; (II) meets on quarterly bases (III) or whenever is necessary, (IV) is 

on voluntary basis; (V) offering secretariat is the Government duty. 

 

In the last 3 years, there were several attempts to make some modest reform of the Social Dialog. These 

included: (I) the ability of the Commission to ask for a normative document in the area of labor and 

social-economic sectors to be postponed until the Commission adopted a common opinion on the 

matter; (II) amendments on decision making process; (III) rules to extend the validation of Commission 

decisions and minutes to include vice-presidents not only the president and the secretariat (the 

Government side). These proposals were not adopted up to date. 

 

In terms of collective bargaining situation is as follows:  

  

Table 1: Number of collective agreements registered by the Ministry of Labour, Social Protection and 

Family  

 

 Branch Territorial National
2
 

2009 4 1 - 

2010 10 7 1 

2011 8 2 - 

2012 3 6 3 

2013 10 4 1 

2014 5 3 - 

2015 (8 months) 4 1 1 

 

Source: Ministry of Labour, Social Protection and Family 

 

Employers believe that social dialogue at company level is not quite developed. In Moldova there are 

about 50 000 active businesses. According to the State Labour Inspectorate only about 4% of them have 

a collective labor agreement signed between representatives of employees and employers. The origin of 

this situation is legislation that give excessive guarantees to primary trade union organizations (offices, 

collecting contributions, union agreements (union right of veto), payroll, etc.) that create the reluctance 

of employers, thus is reflected in a weak presence of the trade unions in private businesses.   

 

The survey conducted by the Expert Group on behalf of CNPM shows that every second employer has 

expressed disinterest relating to social dialog regardless of the level. 

                                                                 
2
 In 2015 there are 11 Collective conventions (national level) in force whit different topics. 
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Table 2: Number of collective agreements at enterprise level 

 

 2009 2010 2011 2012 2013 2014 2015(8 months) 

Number of 

Collective 

agreements 

781 942 1127 1138 993 941 511 

 

Source: State Labour Inspectorate  

 

There are several issues that need to be improved and clarified as to make the social dialog more 

efficient: (I) although the regulation on social dialog state that parties are equal the Commission is 

chaired exclusively by the Government representative; (II) the regulation states that on all normative 

acts on labor relations and social-economic matters have to be coordinated with social partners; but 

there are no specific measure to hold decision maker accountable for non-compliance; (III) decision 

making process is structured to favor consensus or significant majorities with it makes very difficult for 

all parties to advance and achieve significant and deep reform, most of the adopted decisions take a 

peace gradual approach and are of marginal importance;  (VI) mechanisms of conciliations need to put in 

place for situation when social partners are against proposed draft policies; (VI) labour legislation needs 

further amendments. 
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4. INTERNATIONAL COMPARATIVE EXPERIENCES 
 

According to the Global Competitiveness Report, Moldova lost three positions in the rankings and now 

ranks 82 out of 144 countries being surpassed by most European countries. 

Global Economic Forum assessed countries based on 12 pillars. Labor market efficiency represents one of 

the pillars, which among other things describes the state of social dialogue. Subcomponent cooperation 

between employers and employees is the level of interaction between the two partners (Figure 1). The 

figure below shows higher values indicating better performance. 

 

Chart 3. The evolution of results in the survey on the cooperation between employers and employees 

 

 
Source: World Economic Forum, Survey of enterprise leaders 

 

Although Moldova is not at the bottom of the ranking compared to the reference countries, this level 

(86th out of 144 countries) is well below the global average. 

The comparative analysis shows that in terms of favoritism in decisions by the Government, vis-à-vis 

different group of interest. Moldova is almost at the end of the list, ranking 130 place out of 144 

countries evaluated. In a worse position being only Bulgaria (Table 3).  

 

Table 3. Favoritism in decisions by government 

 Republic of 

Moldova 

Bulgaria Estonia Lithuania Romania Slovenia 

Rank 130 134 23 62 114 111 

Value 2,25 2,12 4,09 3,18 2,54 2,55 

 

Source: World Economic Forum, Survey of enterprise leaders 

This component shows, among other things, the effectiveness of government consultations with social 

partners. A reasonable conclusion that can be drawn from this comparison is that consultations with 

employers, but also with trade unions, have a formalistic character, because decisions in most cases are 

predefined due to the influence of political factors, group of interest or simple corruption. Hence, the 

complaint by Moldovan employers that social dialogue is ineffective appear to be fair. 
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5. IMPACT 
 

The ranking described above show that the potential of social dialogue is not fully utilized and it does not 

take into consideration opinions of social partners. 

 

Moldovan businesses strongly believe that social dialogue is essential for creating favorable and 

attractive business conditions. The global economic crisis, political instability and favoritism in decisions 

of the authorities have created uncertainty in the country which do not stimulate domestic and foreign 

investment. Moreover, recently due to lack of meaningful consultation we have seen some unfortunate 

practices such as complaints against authorities in court, conflicts and confrontations between 

authorities and some industry associations etc. 

 

The decline of negotiations and consultations with business community has a negative impact on 

confidence that existing problems can be solved by legal means. This has a particular impact on small and 

medium enterprises that feel even more exposed to such negative trend and less heard. 

 

Therefore, this document offers a number of concrete policy recommendations that, once implemented, 

will definitely improve social dialogue, thus in turn will reflect positively on creating enabling business 

environment for sustainable enterprises. This would in turn lead to increased employment, less informal 

economy, more tax collection and overall improved government performance.   

 

In addition, improved social dialogue will enhance the relations between government and business 

community and avoid conflicting situations that now exist. 
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6. PROPOSED POLICY OPTIONS 
  
To better explore the potential of social dialogue Government must review and renew policies that 

hinder the creation of an effective social dialogue and to allocate necessary resources. The proposed 

policies can have temporary character until a culture of social dialogue in the society if firmly established. 

The policies should take into account the following principles: 

 

a) to create an equality between government and social partners;  

b) to create an adequate framework for tripartite commission decisions enforcement and increase 

commitment of authorities;  

c) to exclude from labour legislation all provisions that only “pro-forma” simulate social dialog and 

negotiation;  

d) to create a better institutional capacity for the social dialogue; 

e) to stimulate consolidation of membership of the employers’ organizations and trade unions; and  

f) to increase transparency and visibility of the tripartite commissions and their decisions. 

 

6.1. Need for the Commission’s rotating leadership. 

One of the basic principles of social dialogue is equality of the parties in the consultation or 

negotiations. This principle is not recognized by the law. According to the law, the right to chair the 

meeting of the Commissions belongs exclusively to the government. Therefore, adoption of the 

agenda, convening of the meetings are government’s prerogative. In normal conditions of political 

stability, that should not create impediments to the work of social dialogue. However, in the 

condition of political instability, as seen recently, there is a “malfunction” of the Commission’s 

activity, particularly when government is expected to provide secretariat support to the Commission.  

Recommendations 

Adopt amendments to the Articles 13 and 24 of the Law No. 245 of 21.07.2006 on the 

organization and functioning of the National Commission for Collective Consultation and 

Bargaining, Commissions for collective consultations and bargaining at the branch and 

territorial level to include the rotation mechanism of the president. The rotation period may 

be half a year. 

 

6.2. Restructuring of the National Commission for consultations and collective bargaining (NCCCB) 

to ensure permanent activity versus “sporadic interventions”. 

The National Commission for consultations and collective bargaining (NCCCB) should be reformed 

and administratively supported in order to become a professional and permanent body that offers 

concrete value to government and social partners. To this end the Commission should incorporate a 

number of professional staff able to produce relevant research, studies and reports. In this regard 

the nature of this committee would be much closer to the Economic and Social Councils seen in 

developed European countries 
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Recommendations3 

Tasks reformation of the National Commission for Consultation and Collective 
Bargaining (NCCCB): 

Endorsements of normative acts in the economic and social; 

Drafting assessments and surveys on economic and social realities; 

Report to the Government or Parliament about the emergences of economic and 
social phenomena that call for new laws; 

Consultations for setting minimum wage; 

Analysis of the draft programs and strategies at the governmental level; 

Launch proposals for ratification of international labor standards; 

Settlement on tripartite base of the labour and socio-economic disputes; 

Negotiating and signing agreements / social pacts, other arrangements at national 
level and monitor their implementation. 

 

The establishment of a special permanent committees NCCCB: 

1. Economic development, competitiveness and business environment; 

2. Social Inclusion and Social Protection; 

3. Labor relations, employment and wage policies; 

4. Education; 

5. Agriculture, etc. 

Specialized committees are crucial in achieving functional attributions of SEC 

 

Technical Secretariat of NCCCB – should have three distinctive departments: 

1. Economic development and business environment; 

2. Social protection and employment; 

3. Education and Labour Market 

and other organizational structures and general secretary elected by the members 
NCCCB. The Secretariat shall organize tripartite commission meetings, monitor the 

execution of its decisions, identify topics for discussion and follow-up meetings 
convened by specialized commissions' work. 

NCCCB funding should be ensured by the state budget. 

Tripartite secretariat members should be a permanent employees with civil servant 
status. 

The members of specialized committees (public and independent experts) should get 
benefits for the contribution to the commission. 

 

 

                                                                 
3
 LIPCIU Ala, Dezvoltarea Dialogului Social și Impactul Lui Asupra Relaţiilor Industrialedin Republica 

Moldova/Development of the social dialogue and its impact on industrial realations in Republic of Moldova, Teză de 
doctor, Chişinău, 2012 
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6.3. Introduce legal amendments in line with  the ILO’s International Labour Standards to promote 

functional collective bargaining 

Collective bargaining is one form of social dialogue. In line with ILO convention 98 collective 

bargaining and collective agreements should be negotiated between the two parties (employers and 

workers) and/or their representatives. Tripartite collective agreements especially at the 

branch/sector level therefore appear not to be in line with ILO convention 98. In addition C.98 

indicates voluntary nature of collective bargaining. It would appear that collective agreements (in 

law or in practice) concluded for indefinite duration or where de facto the existing conditions stay in 

force until new agreement is negotiated, without any possibility for termination, are not only 

impractical and ignore the fast - changing economic realities but are also not in line with ILO 

convention 98. as they go against voluntary nature of the agreement. 

 

Recommendations 

Amendment of Article 33 of the Labour Code to introduce the possibility for employers 

to give a notice of termination of collective agreements upon the expiry of collective 

agreement in case they need to do so due to circumstances relevant to enterprise. 

 In addition make it clear in legislation that collective bargaining has bipartite nature 

and it is a matter between workers and employers and/or their representatives.  

6.4. Revised legislative and regulatory framework for promotion of social dialogue: 

Legislative and regulatory framework needs to be revised in order to promote social dialogue.  

In particular, setting the representativeness of the social partners is crucial to determine the 

legitimacy for the negotiation and the responsibility for enforcement of rules generated by collective 

bargaining agreements. 

Recommendations 

Reviewing the Concept for the development of social dialogue (no. 356 of 26 April 

1999) with clearer vision of its role in promoting economic development policies, 

industrial relations, employee protection, business support, avoidance of social 

conflicts, promotion social cohesion, etc. Concept should be reviewed in the context of 

clear benchmarks vis-a-vis the tripartite and bi-partite social dialog. 

Develop Law / revising the Labour Code representativeness criteria for social partners 

in social dialogue to establish the legitimacy of their participation in the negotiations. 

Currently criteria are needed at branch level where some EO’s are facing problems in 

participations at social dialogue – although being the most representative. 
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Replacing the Social Partnership phrase from Labour Code whit the Social Dialogue in 

order to avoid confusion with the concept and phenomenon of PPP (Public Private 

Partnership) circulated more frequently in economic and social contexts. 

 

6.5. The improvement and reporting of social dialogue statistics 

It is necessary to introduce statistical indicators on social dialogue. They enable evaluation of social 

dialogue through union density, the number of enterprises associated to employers' organizations, 

the coverage of collective agreements, the number of strikes etc.  

 

6.6. Strong social partners for meaningful social dialogue 

An effective social dialogue is based on strong social partners. Partners that can assume 

responsibility and ensure implementation the agreements. Experience in Western Europe in the 

period after the Second World War showed that meaningful consultation with social partners 

through a genuine social dialogue makes significant difference in economic prosperity. In order to 

have a meaningful social dialogue in the country social partners needs to be representative, 

respected, well trained and professional.  

Recommendations 

1. Adoption of tax and non-tax incentives for becoming employers' association 

member. 

2. Strengthening social partners and their member organizations to develop common 

strategies and action plans for the expansion of social dialogue to levels 

underrepresented, whose needs are not included in social plans and strategies due to  

3. Launch of separate links on the web pages Ministry of Labour Social Protection and 

Family, Employers and Trade Unions organizations, National Commission for 

Consultation and Collective Bargaining dedicated to social dialogue 

4. Regular publication and distribution of leaflets, brochures, etc. on social dialogue 

for the media  

5. Introduction of modules in social dialogue and industrial relations for labor 

management courses from license and master cycles. 
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7. RATIONALE 
 

Measures proposed in the present policy paper are based on the recommendations by the employers. 

Their arguments are based on the existing data, analyses and research, including the practical experience 

and perceptions of the companies, that will be direct beneficiaries of the measures, which have 

participated in the focus groups. Each proposed measure is thoroughly described in chapter 6. Some of 

the measures are presented in different CNPM policy documents, and the present paper provides 

additional guidelines for their realization. 

 

The National Confederation of Employers of the republic of Moldova (CNPM) is at disposal for further 

consultations and discussion with competent ministries, institutions and other stakeholders in order to 

further clarify the measures and ensure their practical use. 

 

8. IMPLEMENTATION 
 

Policy proposals are not necessarily interrelated, that is, they can be applied individually or in a package. 

Some of the policy proposals may be implemented in stages, in a time frame determined in accordance 

with the opportunities and consultations with the business community. In order to implement the 

proposed measures, first of all, it is important to have a political will. Therefore it is crucial for them to be 

translated into the strategic documents and annual programmes of the Government of the Republic of 

Moldova with concrete and planned measures whose implementation will be continuously monitored.  

 

Additional analyses and calculations of the financial implications and different manners of 

implementation are necessary in order to appropriately translate the proposed measures into concrete 

and feasible policy aimed at achieving best outputs with the available resources.  

 

The National Confederation of Employers of the republic of Moldova (CNPM) is committed to support 

the implementation of the proposed measures, in particular in terms of facilitating consultations with 

companies. 

 

 

9. MONITORING AND EVALUATION 
 

In order to achieve the expected results and impacts of the proposed measures, it is necessary to 

establish a monitoring and evaluation system from the very beginning. It is also necessary to establish a 

set of key indicators which is not too extensive (to avoid creating extensive administrative burden), but 

which will provide a real image.  

 

At the beginning, it is important to conduct an analysis of the implementation and results of the existing 

policies and measures. It should enable establishment of a suitable monitoring and evaluation system for 

the future policy proposals. 

    

The National Confederation of Employers of the republic of Moldova (CNPM) will continue to monitor 

the situation and progress in this area. In accordance with their abilities, they will prepare reports and 

analyses that will be available to the institutions, business community and wider public in order to 

contribute to the advancement of policies within this segment.   


