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A Q&A guide to employment and employee benefits law in Bulgaria.

This Q&A gives a high-level overview of the key practical issues including: the scope of employment regulation;
employment status; background checks; regulation of the employment relationship (including unilateral changes
by an employer to the terms and conditions of employment); minimum wage and bonuses; working time, holidays
and flexible working; illness and injury of employees; rights created by continuous employment; provisions for
fixed-term, part-time and agency workers; discrimination and harassment; termination of employment (including
protection against dismissal and protected employees); resolution of disputes between an employee and employer;
redundancy/layoff; employee representation and consultation; consequences of a business transfer; employer and
parent company liability; employer insolvency; employers' health and safety obligations; taxation of employment
income; intellectual property; restraint of trade; and relocation of employees.

Scope of Employment Regulation

1. Do the main laws that regulate the employment relationship apply to:

. Foreign nationals working in your jurisdiction?

. Nationals of your jurisdiction working abroad?

Laws Applicableto Foreign Nationals

Foreign nationals employed by a Bulgarian employer or working in Bulgaria for a certain period of time are subject to
the applicable Bulgarian labour laws, unless a specific Bulgarian law or applicable international treaty provides otherwise.
Regardless of the choice of law in the employment contract, the mandatory provisions of the Bulgarian labour law will apply
if they are more favourable to the foreign employee working in Bulgaria.

Laws Applicable to Nationals Wor king Abr oad

The Bulgarian labour laws apply to Bulgarian nationals working abroad under assignment with a Bulgarian employer unless
otherwise provided by law or an international treaty. The legislation of the respective country in which a Bulgarian national
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works will determine whether any mandatory provisions of that country's labour law should override the choice of law in the
employment contract.

Employment Status

2. Does the law distinguish between different categories of worker? If so, what are the requirementsto fall into
each category, the materia differencesin entitlement to statutory employment rights and are there any maximum
time periods for which each category of worker can be engaged?

Categories of Worker

Employee/worker. Bulgarian labour law governs only the provision of employees' labour to an employer. One of the main
characteristics of thisrelationship isthat the employer isthe economically stronger party, with the employees being in astate of
dependence on the employer. Bulgarian labour law uses the combined terminology of "workers' and "employees'. Whilst the
term "workers" is used to refer to employeeswho perform mainly physical work, and the term "employees' refersto employees
who perform mainly mental work, this distinction in terminology has no legal consequence on the general application of the
labour laws and the term "employee" is used collectively throughout this article. However, for the purposes of applying certain
provisions of social security law, employeesin Bulgariaare classified into three distinct categories of employee by the Council
of Ministers (the first, second and third categories of employees), with the third category being the most common category, and
the one which has the most standardised and favourable working conditions.

Independent contractor/self-employed. Other individuals who provide their services to an employer (in their capacity as
a contractor, not an employer) are in a civil, contractual (rather than employment) relationship with the employer. These
individuals provide their services for a specific matter and do not form part of the employer's labour force, and can include
people who are:

Self-employed.

. Freelancers.

. Registered company executives.

The relationships with these service providers are governed by the general rules of civil and commercial law, and not by labour
law. Asan exception, and to secure the protection of dependent employees, Bulgarian labour law providesthat if acontract with

an independent service provider conceals an actual employment relationship, the contract will be classified as an employment
relationship with al the attendant legal consequences for the parties in this regard.

The shareholders and registered managers of a Bulgarian legal entity are not categorised as employees and are therefore
governed by the provisions of civil and commercial law (and not by labour law).

Entitlement to Statutory Employment Rights
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The Labour Codeisthe principal piece of legidation that codifies the main aspects of employment law, and it is classified into
chapters that deal with the following matters (among others):

. Associations of workers and employees.

. Legal bases for the establishment of the employment relationship.

. Financial liability of the employer.

. Specia protections for certain categories of employees and workers.

. Supervisory measures for compliance with the employment legislation and administrative liability.

Employment law provisions are also contained in a large number of regulations that are issued by the Council of Ministers
and other authorities.

Generally, the Labour Code provides that statutory rights apply to all employees equally. However, due to the fact that the
working conditions of the first and second categories of employees (as identified by the Council of Ministers) are generally
considered as potentially more detrimental to the physical/mental health of those employees, these categories of employees
enjoy some additional employment and social security rights (such as an entitlement to early retirement).

The Labour Code contains specific provisions that settle the obligation of the employer to treat all employees equally (for
example, men and women are entitled to equal remuneration, temporary, agency and part-time employees must be treated the
same as permanent and full-time employees, and so on). The Protection Against Discrimination Act is the main legidative
Act governing, in detail, the equal treatment of persons in the context of the employment relationship. Employees must not
be treated in a different manner on the basis of their persona characteristics (such as age, gender, racial and ethnica origin,
nationality, pregnancy, the raising of children, and so on).

The statutory rights of independent service providers are governed by both civil and commercial law, the governing principle
of which is contractual freedom. Therefore, these individuals do not enjoy the statutory employment rights provided under
the Labour Code (for example, concerning the maximum duration of working time, protection against dismissal, holiday
entitlements, and so on).

Time Periods

There is no maximum legal duration set by law for awork assignment in Bulgaria.

Background Checks

3.Arethere any restrictions or prohibitions on carrying out background checks in relation to applicants?

Restrictions/Prohibitions on Conducting Background Checks
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Background checks can be made and are generally conducted by requiring the applicant to produce a number of documents,
which should be presented to the employer before entering into an employment contract. These documents consist of two main

types:

. Legally required: the Bulgarian Ordinance No. 4 on the Documents Necessary for Execution of an Employment
Agreement provides alist of legally required background documents. Some of these apply to all employees and some
depend on the type of assigned work. Generally, required documents include the following:

. medical certificate evidencing the applicant's general health status;

. document evidencing a specific professional qualification or capacity;

. limited personal data, needed for the identification of the employee only;

. document evidencing work experience (if work experience is needed for the position);

. permit from the Labour Inspectorate (if the employee is under the age of 16 or between the ages of 16 and 18).

For some specific jobs, a criminal record certificate is also required but only if that is explicitly regulated in the
legidation.

. Required by the employer: the employer can also require specific additional documents, but only if these documents
relate to the performance of the job and are envisaged by law (for example, a requirement to provide a criminal
record certificate for the role of an administrative assistant will not be justifiable). Further, the employer must comply
with all personal data protection and anti-discrimination reguirements when obtaining personal information from
apotential employee. For example, an employer will violate the Protection Against Discrimination Act and can be
subject to sanctions if it requests information concerning the employee's racial or ethnic origin, political, religious or
philosophical convictions, sex life, and so on, without alegitimate aim. A third party cannot process the personal data
of an employee or job applicant without their knowledge and prior consent, unless the datais publicly available.

Background Checksby Third Parties
The same rules as mentioned above (see above, Restrictions/Prohibitions on Conducting Background Checks) apply where

background checks are conducted by third parties on the employer's behalf. The employer also remains primarily responsible
for compliance with the applicable law in this regard.

Regulation of the Employment Relationship

4. How is the employment relationship governed and regulated?

Written Employment Contract
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A written employment contract must be executed to establish a valid employment relationship. The employer must notify the
National Revenue Agency (NRA) of the execution of the contract within three days of its execution. Employment can lawfully
commence after this notification has been carried out, and a copy of the notification that was sent to the NRA has been provided
to the employee.

A Bulgarian employment contract can be drafted in any language, provided that it contains at least the minimum content details
mandated by law. However, the Bulgarian authorities controlling the working process of the respective employer can request a
copy of the Bulgarian trandlation (if relevant). In the event of a dispute, the court will require the party referring to the contract
first to make and present a Bulgarian trandation of it. At a minimum, an employment contract must include details of the:

. Parties to the employment contract.

. Physical place (location) where employment will be performed (place of work performance).
. Employment position and job description.

. Date of signature and date when work is expected to commence.

. Duration of the employment (fixed term or indefinite term).

. Duration of the working day or week.

. Basic and additional employment remuneration of a permanent nature.

. Terms and conditions concerning the employment remuneration payment.

. Basic, extended, and additional annual paid leave.

. Notice period for employment termination (which must be the same duration for both parties).

Implied Terms

Certain legal consequences will apply automatically by operation of law to an employment agreement (for example, the
automatic transfer of employees that applies to the new employer in the case of atransfer of undertakings). In addition, when
considering redundancies, it is mandatory for an employer to select which employees are to be made redundant by selecting
between employees who are in the same or similar job positions.

Collective Agreements

A collective bargaining agreement (CBA) can be concluded between employers and employees on four levels:

. The enterprise (for example, a specific factory or business).
. Sub-industry.

. Industry.

. Municipality.

The employer and the trade union organisation of employees are parties to the CBA. If the CBA is executed at sub-industry,
industry or municipality level, the organisation of employers operating in the specific sub-industry, industry or municipality
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is a party to the agreement. The CBA is applicable to employees who participate in the trade union or accepted it explicitly
through a written request (that is, through a trade union or personally, on execution of the CBA or afterwards).

If a CBA is executed at industry or sub-industry level by all the representative organisations of employers and employees
operating in the specific industry or sub-industry, the Minister of Labour and Socia Policy can extend the applicability of
the CBA, or of specific clauses of the CBA, to the entire respective industry or sub-industry, on request of the representative
organisations.

CBAs regulate certain terms of employment relations and employees' social protection that are not explicitly regulated by the
law for a maximum period of two years, such as:

. Social expenses.
. Minimum employment remuneration.
. Higher amount of annual paid leave allowance.

. Additional socia benefits.

The parties may agree a shorter term of validity for individual clauses.

A CBA cannot stipulate terms and conditions of employment that are less favourable for the employees than the mandatory
legal requirements.

5. What are the main points to consider if an employer wants to unilaterally change the terms and conditions
of employment?

There is a general prohibition on unilateral changes to the employment terms and conditions that are made by the employer,
except for afew limited cases exhaustively listed in the Labour Code. The following changes can be unilaterally made by an
employer under the Labour Code:

. A change to the employee's working place, provided that thisis within the same enterprise of the employer and is not
related to a change to the basic salary, place of work or jab title of the employee.

. Unilateral remuneration increases.

. A temporary assignment to other work, provided such a change is in compliance with the employee's qualifications
and health status, and is in the same or another enterprise of the employer, in the event of a change to the employer's
production needs or awork stoppage.

. An alocation of work of adifferent character to the employee (whether or not this change complies with the
employee's qualifications and health status), where the employer has compelling business reasons to make such a
change.



Employment and Employee Benefits in Bulgaria: Overview, Practical Law Country Q&A...

. A posting on a business trip for not more than 30 consecutive calendar days (although such a posting cannot be made
for female employees if they are pregnant, are in the course of advanced |VF treatment, or they have a child of up to
three years of age).

However, following certain legislative amendments, the employer must now inform the concerned employees, in writing, of
each envisaged change prior to its effective date.

Minimum Wage and Bonuses

6. Is there a national (or regional) minimum wage? Is it common to reward employees through contractual or
discretionary bonuses?

Minimum Wage

The minimum monthly wage at January 2024 isBGN933 and the minimum hourly rateis BGN5.58. These minimum rates apply
to everyone, irrespective of their age, industry, and experience. The Bulgarian Government usually regulates and reviews the
minimum wage on an annual basis, in principle, though it may also make such amendments more or less frequently, if desired.
There are no maximum salary caps or mandatory payment methods that apply to the payment of employment remuneration
in Bulgaria.

In addition to the provisions concerning the minimum wage, Bulgaria a so sets both minimum and maximum social security
contribution thresholds. Whilst the minimum thresholds vary depending on the industry and occupation of the employee
(irrespective of whether or not the employee is on the minimum wage), the maximum threshold is the same for all industries/
occupations (see Question 23, Social Security Contributions).

Bonuses

The company'sinternal salary regulations and/or the individua employment contract must stipul ate how bonuses are cal cul ated
and awarded where bonuses are paid on aregular basis. No formal requirements apply to the discretionary payment of bonuses
in the private sector, although these must conform to the applicabl e anti-discrimination rules (see Question 11, Protection from
Discrimination).

There are specific requirements applicable to additional remunerations that are provided when certain targets are achieved by
employees of the state or municipality administrations (that is, for employees working in the public sector). The amount of

these remunerations is capped by law and they are payable four times per year.

In all cases, bonus policies should be notified to employees in advance of the payment of any bonus, to avoid the occurrence
of any potential discrimination disputes.

Working Time, Holidays and Flexible Working
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7. Arethererestrictions on working hours, and if so, can an employee opt out? |s there aminimum paid holiday
entitlement? | s there a statutory right for employees to request to work flexibly?

Working Hours

Restrictions on working hours. The standard working time is eight hours per day over a 40-hour (five-day) week. However,
the standard working time can be varied in the following situations:

. Extended working time can be permitted of up to 48 hours per week, but this cannot exceed in total over 60 working
days annually (20 of which must not be consecutive).

. Reduced working time can be permitted of six or seven hours per day for minors, or for employees working in specific
conditions (the specific conditions to which reduced working time applies are determined by the Council of Ministers
and usually concern job positions which carry certain risks to the health of workersin those job positions).

Overtimework isstrictly regulated in Bulgariaand is prohibited in ordinary circumstances. However, certain exceptionsto this
ruledo apply. Inthe public sector, overtimework isonly permissible on limited grounds, where the performance of the overtime
work is necessary to perform urgent work which is related to state security, protection of the public order, or the prevention,
management, or mitigation of the effect of a disaster. In the private sector, overtime work isonly permissible for alimited time
and under certain specified conditions, which can include that work cannot be completed during the standard working time, or
that the work involves intensive seasonal work. Where an employer has one of the permissible grounds for overtime work, it
can generally impose overtime on employees within the limitations prescribed.

The maximum duration of overtime work is generally set at 150 working hours annually (although this can be increased up to
300 working hours annually provided thisis explicitly set out in an applicable collective bargaining agreement).

Employers can also introduce alternatives to the standard working time set out above (where the employer and employee agree
to a schedule of work, which may result in certain working days involving a longer or shorter day than the standard working
time), which can include:

. Flexible working time arrangements.

. Open-ended working time arrangements.
. Part-time working arrangements.

. Shift work.

The working time of employees can also be less than the standard working time where this is explicitly agreed in a collective
bargaining agreement.

Standard working time arrangements can only be altered by an agreement between the employee and the employer (for example,
for part-time work or for flexible work, if the nature of the work allows for this).
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The combined working time (that is, the standard working time together with any overtime) of employees below 18 years of
age cannot in any event exceed 40 hours per calendar week.

Overtimepay. An employer must pay overtime pay (at acertain premium) to an employee who works overtime hours. Overtime
pay is paid at a premium rate that is based on the employee's normal hourly rate, and is paid at the following rates:

. For overtime worked on anormal business day: overtime pay is 50% more than the employee's normal hourly rate.
. For overtime worked on the employee's day off: overtime pay is 75% more than the employee's normal hourly rate.
. For overtime worked on a national holiday, or on a day that the employee should have been on annual leave: overtime

pay is 100% more than the employee's normal hourly rate.

Special restrictions applicable to shift workers. Employees who perform shifts with more than four hours of night work are
entitled to areduced working time of seven hours per day and 35 hours per week. Night work is prohibited for certain categories
of employeeswho are given ahigher level of protection under the legal provisions. The following categories of employees are
prohibited from carrying out night work:

. Employees who are under the age of 18 yearsold.
. Pregnant employees and employeesin an advanced stage of 1VF treatment.

. Mothers of children up to six years of age, aswell as mothers raising disabled children (regardless of their age), except
where they have provided their consent to such night work.

. Employees who are in receipt of occupational health rehabilitation, except where both:
. they have provided their consent to such night work; and

. the night work is not detrimental to their health (this must be evaluated by the medical authorities).

. Employees continuing their education while in employment, except where they have provided their consent to such
night work.

Employees who are under the age of 18 years old and pregnant employees/employees in an advanced stage of IVF treatment
cannot, in any circumstances, provide their consent to carry out night work.

Rest Breaks

Rest breaks during the working day. Employees are generally entitled to a daily rest break of not less than 30 minutes per
working day.

Rest periods between wor king days. Employees are entitled to arest period between consecutive working days of at least 12
hours. In addition, during aworking week, employees are generally entitled to aweekend break, which is:

. Two consecutive days off (one of which should preferably be a Sunday), for employees working standard working time
throughout the week.

. 36 hours off, for employees working part-time.
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. 24 hours off, for employee working shift work.

Special provisionsfor night/shift work. Shift work can take the following forms:

. Mixed shift: which includes an equal amount of both daytime and night work.
. Night shift: which includes four or more hours of night work.

. Day shift: which includes less than four hours of night work.

The maximum duration of a shift cannot be more than 12 hours (and shift work cannot be worked for more than 56 hoursin a
working week). Additionally, an employee cannot work for two (or more) consecutive shifts.

Holiday Entitlement

Minimum paid holiday entitlement. The general minimum annual paid leave is 20 working days. Certain categories of
empl oyees benefit from a higher minimum allowance (for example, minors and employees with permanently reduced working
capacity of at least 50% are entitled to aminimum of 26 working days of annual paid leave). To be entitled to annual paid leave,
the employee must have a minimum of four months' service (regardless of the employer for whom that service was acquired).

The employee should use their annual paid leave (at once or in parts throughout the year) within the relevant calendar year.
Where annual paid leave remains unused, the right to take that paid leaveislimited by law to two years from the date the annual
paid leave entitlement arose. In any event, the law allows for the payment of monetary compensation of unused annua paid
leave only in the case of termination of the employment relationship.

The provision of unpaid leave is usually at the employer's discretion, unlessit is explicitly provided for by law (for example,
the provision of unpaid leave for parental leave and sabbatical leave are expressly provided by law). Where unpaid leave is
granted by an employer, generally thiswill be allowed for up to 30 working days per year, as the state only recognises that an
employee's length of service continues where an unpaid leave break of 30 working days or fewer istaken by an employee.

Public holidays. Public holidays are not included in the calculation of annual paid leave. Public holidays are listed in the
Labour Code, must be paid in the same way as for annual leave, and usually amount to 14 days each year (though the Council
of Ministers has the discretion to declare other public holidays, on a one-off basis, throughout the year). Where employees
work during a public holiday, they are entitled to twice the usual amount of remuneration that they would ordinarily be paid
(calculated on adaily basis).

Flexible Working

Employers are permitted to offer employees varied/flexible working hours or other flexible working arrangements, such as
remote working, where the nature of their business allows for this. Such flexibility can also be requested by the employee, and
any changes to the employment contract in this regard can be agreed on a temporary or permanent basis between the parties.
However, the flexible working conditions provisions are entirely at the employer's discretion.

Where aflexible working request is made, in writing, by a special category of employee (that is, parents of children up to the
age of eight, or employeestaking care of close relatives due to serious medical conditions), and the employer does not agree to
the flexible working request, the employer must provide awritten refusal of the request within 14 days of itsreceipt. Thisaims
to ensure that employers will at least be made to consider flexible working requests.
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[lInessand Injury of Employees

8. What rights do empl oyees have to time off in the case of illness or injury? Are they entitled to sick pay during
this time off? Who pays the sick pay and, if the employer, can it recover any of the cost from the government?

Entitlement to Paid Time Off

For the first two working days of sick leave, the employer pays the employee sick leave payments that equate to 70% of their
average daily grosswage. The National Social Security Institute then pays for the remaining period of sick leave (this payment
is called the "sickness benefit"), provided that the employee provides a medical certificate to cover the period of sick leave.
The amount paid by the employer is not recoverable from the state.

An employee must usually have alength of service of at least six months (that is, six months' social security insurance history)
to be eligible for the sickness benefit. However, this length of service requirement is not necessary if the sickness benefit
concerns either:

. A labour accident or an illness caused by working in a particular profession.

. An employee under the age of 18.

Sickness benefits amount to either:

. 90% of the employee's average daily gross wage, where the sickness benefit is made as a result of alabour accident
or an occupational illness (with the maximum amount of the total indemnity calculated on the basis of the maximum
social security contribution).

. 80% of the employee's average daily gross wage, where the sickness benefit is made for any other illness/injury (with
the maximum amount of the total indemnity calculated on the basis of the maximum social security contribution).

The amount of the sickness benefit is cal culated based on the average daily gross wage on which socia security contributions
for the respective employee have been paid or are due for the period of 18 calendar months preceding the month in which the
work incapacity occurred.

Sick leave can be taken for a maximum uninterrupted period of 18 months in cases where the employee has serious illness
or disease. Sick leaves exceeding 18 months duration are not alowed. After an employee has been absent on sick leave for a
period exceeding 18 months duration, either the employer or the employee can terminate the employment relationship without
prior notice. However, where the employer terminates the employment relationship in these circumstances, that termination
will beineffectiveif both:

. The employer has another suitable job vacancy in its enterprise that can accommodate the employee's health condition.

. The employee has agreed to take up that suitable job vacancy.
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Entitlement to Unpaid Time Off

In addition to the entitlement to paid time off for sick leave (see above, Entitlement to Paid Time Off), employeesare usually also
entitled to take short leaves (of afew days) for personal reasonsor to perform public obligations or duties. These periods of leave
can be unpaid or paid by the employer (depending on the terms of the employment contract and the reasonsfor taking the leave).

Recovery of Sick Pay from the State

Since the National Social Security Institute makes the sick leave payments after the three-day period covered by the employer,
there are no provisions for an employer to recover from the state any sick leave pay it has made to an employee.

Provisions Concerning COVID-19
Employees are entitled to ordinary sick leave payments/sickness benefits if they have COVID-19. The authorities have not

imposed a quarantine on COVID-19 positive individuals (or persons who have had close contact with such individuals) since
the end of 2023, so payments are no longer made to individuals who are quarantining for any of those reasons.

Rights Created by Continuous Employment

9. Does a period of continuous employment create any statutory rights for employees? If an employee is
transferred to a new entity, does that employee retain their period of continuous employment? If so, on what
type of transfer?

Statutory Rights Created

An employee is entitled to a mandatory additional employment remuneration once their length of service and professional
experience exceeds one calendar year. This includes length of service and professional experience gained both:

. With their current employer.

. In the same or in asimilar position with a previous employer.

This additional remuneration amounts to at least 0.6% of the employee's basic gross monthly remuneration for each year of
service and professional experience once the employee has completed one full year of employment with the employer. This

additional employment remuneration must be paid for each year of service following completion of one year's service with
the employer.

Consequences of a Transfer of Employee
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An employee who istransferred to a new entity is automatically employed in the same or a similar position under the law, and
retains their period of continuous employment with the new employer.

Fixed-Term, Part-Time and Agency Workers

10. To what extent are temporary and agency workers entitled to the same rights and benefits as permanent
employees? To what extent are part-time workers entitled to the same rights and benefits as full-time workers?

Temporary Workers

Fixed-term contractsin Bulgaria are an exception to the general rule that employment contracts are concluded on an indefinite
basis and the parties can generally only enter into such contracts for one of the following statutory reasons:

. Temporary, seasonal, or short-term work (in these cases, the term of the contract cannot exceed three years).

. Completion of a specifically designated task.

. Temporary replacement of aworker.

. Specific kinds of work in the field of plant-growing (which applies to registered farmers entering into one-day

employment contracts only).

As an exception to the above rule, a fixed-term contract for works not falling with the statutory criteria can be concluded
provided that either:

. It is concluded for a minimum fixed term of one year.

. It is concluded for less than one year because the employee specifically requests this, in writing, and the shorter termis
due to one of the objective reasons explicitly listed in law.

Any failure to comply with the above requirements will automatically render the fixed-term employment contract an indefinite
employment contract. This also applies if the employee continues working without the employer's written objection for five
days after expiration of the fixed term and the position is vacant.

The parties can agree on a standard probation period under a fixed-term contract of up to six months, except for contracts with
aterm less than ayear (for such short-term contracts, the maximum probation period is one month).

The applicable notice period to terminate afixed-term contract is three months (unless the remaining term of the contract isless
than three months, in which case the relevant notice period will amount to the remaining period left to run in the contract).

Employees under fixed-term employment contracts enjoy the same rights and benefits as permanent employees. It istherefore
neither easier nor cheaper to terminate a fixed-term employment contract than an indefinite employment contract before the
expiry of itsterm (although employers do benefit from the special ground for termination of afixed-term employment contract
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once its term has expired). The employer is also obliged to duly inform its fixed-term employees about vacant positions for
indefinite-term contracts at the enterprise.

Temporary contracts for services with independent contractors (which do not constitute employment contracts) can only be
concluded where the independent contractor is registered as self-employed or enters into the contract through alegal entity. If
neither of these requirements are met, the authorities can presume that the contract isin fact an indefinite employment contract,
and the employer can be subject to sanctions for circumventing the provisions of Bulgarian labour law.

Agency Workers
An agency worker is an employee hired by atemporary work agency and sent to a user undertaking to either:
. Execute a specific task.

. Temporarily replace an employee.

The employment relationship arises between the agency worker and the temporary work agency. An agreement for the lease
of personnel is executed between the agency and the user undertaking.

Agency workers enjoy the same rights and benefits as permanent employees. In this respect, anumber of mandatory provisions
and requirements apply to the employment of agency workers, the activities of the temporary work agencies and the rights and
obligations of the user undertakings.

Part-TimeWorkers

The parties to an employment contract can agree to part-time work. Part-time workers enjoy the same rights and benefits as
permanent employees, unlessthe law expressly provides otherwise. Thereisno statutory minimum duration for part-timework.
However, in order to have their length of service/professional experience recognised for legal purposes, part-time workers must
work for aminimum of four hours per day.

The authorities will consider a part-time employment contract as an indefinite employment contract if they discover that the

part-time employee works more than their stipulated working hours and the employer has none of the grounds present that
allow for the provision of overtime work.

Discrimination and Har assment

11. What protection do employees have from discrimination or harassment, and on what grounds?

Protection from Discrimination

The Protection Against Discrimination Act (PADA):
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Prohibits all forms of discrimination (both direct and indirect).
. Regulates the prevention of discrimination.

. Prescribes administrative fines and sanctions for violations of its provisions.

The PADA created a specialised state body, the Commission for Protection from Discrimination (Commission), which
supervises employers and monitors compliance with the PADA.

The PADA prohibits any direct or indirect discrimination on any of the following grounds:

. Gender.

. Race.

. Nationality.
. Ethnicity.

. Citizenship.
. Origin.

. Religion or belief.

. Education.

. Convictions.

. Political affiliation.

. Personal or social status.

. Disability.

. Age.

. Sexual orientation.

. Marital status.

. Property status.

. Any other grounds established by law or an international treaty to which Bulgariais a party.

Irrespective of whether or not an employee who has suffered discrimination has exercised their right to complain directly to
the employer, they are entitled to lodge a complaint with the Commission no later than three years after the occurrence of
the discrimination. If a violation of the PADA is established by the Commission, it will impose sanctions on the employer.

Compensation for violations of the PADA can only be awarded to an employee by the court. No state fees are charged for
proceedings before the Commission.

If the three-year period has lapsed, the employee still has the option to commence civil proceedings before the regional civil
court and sue the employer for discriminatory treatment. The statutory limitation period for exercising thisright is five years
from the date of commencement of the discriminatory treatment. The employee can request the court to make one of the
following three orders:
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. Request the court to establish the fact of the violation.

. Request the court to order the employer to discontinue the violation and to restore the situation to what it was before
the violation, and to refrain in the future from committing thiskind of violation.

. Claim compensation for the damages suffered. There are no statutory thresholds for the amount of the compensation,

which is determined by the court on a case-by-case basis.

Theright to bring a civil claim before the court is aso granted to trade unions and hon-governmental organisations, which can
sue the employer on the employee's behalf and, in certain circumstances, on their own behalf.

Protection from Har assment

Harassment is any behaviour based on discrimination and manifested physically, verbally, or otherwise, which is intended to
cause or resultsin either:

. Harm to the individual's dignity.

. A hostile, insulting or threatening environment.

Harassment which is committed by an employee and is based on any of the grounds of discrimination (see above, Protection
from Discrimination), including sexual harassment, can result in the employer taking disciplinary action against the harassing

employee that can ultimately lead to dismissal. An employer who has received a complaint from an employee for harassment
in the workplace must immediately undertake measures to:

. Perform an investigation.
. Stop the harassment.

. Impose disciplinary measures on the harassing party (if the investigations prove the harassment).

The procedures in relation to complaints and civil actions are the same as for discrimination (see above, Protection from
Discrimination).

Termination of Employment

12. What rights do employees have when their employment or employment contract is terminated?

Notice Periods

The statutory minimum notice period that must usually be provided by an employer on termination of employment varies
depending on the type of employment contract:
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. Indefinite term employment contract: a minimum 30-day notice period applies (unless otherwise agreed by the parties),
but in all cases the notice period cannot exceed three months.

. Fixed-term employment contract: see Question 10, Temporary Workers.
Whilst an employer must usually both provide notice and have "just cause” to terminate an employment contract, an employee

can terminate an employment contract without just cause at any time simply by providing the applicable notice. The reasons
that establish "just cause" for dismissal (with notice) are outlined in the Labour Code and include:

. The complete or partial closure of the employer's enterprise.

. A staff reduction based on changes to the empl oyer's organisation.

. A decrease in the volume of work.

. A suspension of the employer's business activity for more than 15 working days.

. The employee's lack of the qualities necessary to effectively perform the work.

. The employee's lack of educational background or professional qualification required for the respective job position.
. Changesin ajob position's requirements (provided that the employee does not meet the new requirements).

. The employee has reached retirement and has the right to collect a pension (through their length of service and age).

However, the employee is hot obliged to exercise thisright.

An employee can also be dismissed for an act of gross misconduct or following disciplinary proceedings. Where an employee
is dismissed for an act of gross misconduct or following a disciplinary procedure, the employer is not obliged to provide any
notice period and the dismissal can take effect immediately. In addition, both an employee and an employer can terminate an
employment contract without notice provided that the party initiating the termination pays a compensation to the other party
in lieu of notice, as provided for by law.

Finally, there are also two options to terminate an employment contract with the mutual consent of both the employer and the
employee:

. Where the parties mutually agree to terminate the employment contract without any payment of compensation.

. Where the parties mutually agree to terminate the employment contract upon the employer's initiative with the payment
of compensation, the amount of which must equate to at least four months' wages of the employee (based on the
employee's wages for the last month of work).

Sever ance Payments

The statutory severance payment that must be paid by an employer to an employee for termination of the employment contract
varies depending on:

. The ground on which the contract is terminated.

. Whether or not the notice period was observed.
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. In certain cases, the duration of the employment.

Severance payments can vary from one month's up to seven months' gross salary, and such payments are made to the employee
during the final month of employment prior to termination. In addition to the severance payment, an employer must also
include a separate payment for any unused annual paid leave owed to the employee. Both the employer and the employee can
contractually agree to exceed these statutory requirements in the employment contract.

Procedural Requirementsfor Dismissal

If an employer initiates the termination of an employment contract, there must be strong and indi sputable documentary evidence
to support the termination on one of the grounds listed above (see above, Notice Periods). The dismissal process is initiated
by the employer providing a formal written notice of the termination of employment to the employee (except for dismissals
relating to the employee's misconduct or following adisciplinary procedure, where no noticeis required and termination takes
effect immediately). On expiry of the notice period the employer must then also formally conclude a written document which
terminates the employment contract.

Irrespective of the reason for the termination of employment, the employer must notify the relevant regional office of the
National Revenue Agency within seven days of the effective termination date. This notification is made by filing a standard
form, which requires specific information about the termination of the employment. If the employer failsto submit the required
notification within seven days, it can be subject to a fine which can range from BGN1,500 up to BGN15,000. In addition, the
employer must also officially confirm specific data related to the employment (such as length of service) in the employee's
labour book no later than by the termination date.

If the procedural requirements for the termination of the employment contract that apply to the particular just cause reason for
the dismissal are not met, the employee can fileaclaim in the civil court for unlawful dismissal. If the court finds the dismissal
to be unlawful, the employer may be required to both reinstate the employee and pay the employee compensation for the period
of unemployment (capped at six months' salary). In addition, if the employee notified the Labour Inspectorate of the unlawful
dismissal, the Labour Inspectorate can also impose monetary sanctions on the employer.

13. What protection do employees have against dismissal? Are there any specific categories of protected
employees?

Protection Against Dismissal

Groundsfor dismissal. An employer generally cannot terminate an employment contract without a just cause and must follow
certain formal procedural requirements (see Question 12).

Procedural requirementsfor dismissal. See Question 12, Procedural Requirements for Dismissal.

Prerequisitesto qualify for protection against dismissal. There are no prerequisites for an employeeto qualify for protection
against dismissal.

Protected Employees
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The following categories of employees are categorised as protected employees who are subject to specia protection from
dismissal, and the employer must have one of the grounds for dismissal outlined below and obtain the Labour Inspectorate's
prior approva before dismissing these employees:

. Mothers of children under the age of three years old.

. Employees who have been previoudly reassigned work within the employer due to medical reasons.
. Employees who suffer from certain diseases.

. Employees who have commenced a period of approved leave.

. Elected representatives of employees and employees representatives on health and safety matters (who are protected
whilst they are representatives).

. Employees who, during their period of employment, are members of:
. special negotiation bodies;
. European works councils;

. representative bodies with a European commercial or co-operative company.

The employer can request an employee provides any rel evant documentation evidencing that they fall into one of the categories
of protected employees, and can also request that the employee sign a declaration confirming this status.

An employer must have one of the following grounds on which to dismiss a protected employee:

. Partial closure of the employer's undertaking.

. Staff reduction based on changes to the employer's organisation.

. Decrease in the volume of work.

. The employee's lack of ability to effectively perform the work.

. Changesin ajob position's requirements (provided that the employee does not meet the new requirements).

. The employee has committed an act of gross misconduct or has been subject to disciplinary proceedingsleading to a

decision on disciplinary dismissal.

In addition to all of the above, the following rules must also be observed when dismissing the following employees:

. For employees who have previously been reassigned work within the undertaking due to medical reasons and who
suffer from certain diseases, an expert opinion of a specialised labour medical commission must also be obtained before
dismissal.

. Members of atrade union's leadership body at the employer's enterprise, or of aterritorial, sectoral, or national elected
trade union leadership body, can only be dismissed on the above grounds with the trade union's prior consent. This
protection applies during the period the employee is part of the trade union's leadership body and for six months
afterwards.
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. Pregnant employees and employeesin an advanced stage of 1 VF treatment can only be dismissed in avery limited
number of objective circumstances (for example, on complete closure of the employer's undertaking or on the
employee's refusal to relocate their employment following the undertaking's rel ocation).

. Employees on maternity leave can only be dismissed on a complete closure of the employer's undertaking.

Resolution of Disputes Between an Employee and Employer

14. Is there a governmental or independent organisation to which employees can refer complaints in the event
that there is a dispute between the employee and the employer?

Individual labour disputes can only be settled by the Bulgarian civil courts following the specia procedure set out for labour
disputes. Collective labour disputes are settled through direct negotiations between employees (or their representatives) and
employers under the relevant procedures set out by the employer and the employee representative organisation. If no agreement
isreached or one of the parties refusesto negotiate, either party can seek assistance with mediation and/or voluntary arbitration
from either:

. The relevant trade union or employee representative organisation.

. The National Institute for Conciliation and Arbitration (NICA).

The NICA isan executive agency of the Ministry of Labour and Social Policy (with its headquartersin Sofia) which can assist
in the voluntary settlement of collective labour disputes.

Redundancy/L ayoff

15. How are redundancies/layoffs defined, and what rules apply on redundancies/layoffs? Are there special rules
relating to collective redundancies?

Definition of Redundancy/L ayoff

Redundancy/layoff is defined as adecrease or future elimination by the employer of particular areas of the business, or employee
roles within the business, which effectively results in the eradication of the employment positions affected by that decrease
or elimination.
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The employer can carry out redundanciesin the following circumstances, where thereis a:

. Closure of the enterprise or a part of it.
. Reduction of the number of staff.
. Reduction of the volume of work.

. Suspension of the employer's business activity for more than 15 working days.

Procedural Requirements

The process is strictly regulated and, in the case of collective redundancies, involves consultations with employees
representatives (see Question 16, Consultation).

The employer can select which empl oyees to make redundant or which positionsto eradicate. It is possibleto dismiss employees
(see Question 12 and Question 13) whose positionsare not made redundant in order to retain employeeswith better qualifications
or work performance. However, the employer must exercise its selection reasonably and appropriately if the redundancy affects
identical or similar job positions.

Redundancy/L ayoff Pay

Employees who are made redundant are entitled, at a minimum, to receive aredundancy payment that is equal to their normal
grosssalary for the period during which they remain unempl oyed (although this payment is capped at amaximum of onemonth's
salary). If the employee starts working for alower salary within the first month after being made redundant, the compensation
due will be the shortfall between the old and new salary for a period of one month. However, the Council of Ministers, a
collective bargaining agreement or an individual employment contract can provide for greater compensation in the case of
redundancy.

Collective Redundancies

The redundancy procedure is strictly regulated in the case of collective redundancies, and it involves consultations with
employees' representatives and trade unions (see Question 16, Consultation).

Employee Representation and Consultation

16. Are employees entitled to management representation (such as on the board of directors) or to be consulted
about issues that affect them? What does consultation require? |s empl oyee consultation or consent required for
major transactions (such as acquisitions, disposals or joint ventures)?

M anagement Representation
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The general meeting of the employer's shareholders can only adopt decisions on employment and social security matters after
taking into consideration the statement of the employees' representatives on the issues discussed. Thisis a condition precedent
to the validity of these decisions.

If acompany has more than 50 employees, employees must be represented at the general meeting by an individual appointed
by the employees (Commercial Act). The employees representative has consultative voting rights (that is, they can participate
in the general meeting only for consultation purposes).

Consultation

Consultation with employees' representatives must be undertaken for mass redundancies/layoffs. The consultation must take
place at least 45 days before the effective date of the planned redundancies. The purpose of consultation is to agree on
implementing redundancies or try to reduce the number of employees affected by the measures taken. Collective redundancies
are considered illegal if there is no prior consultation.

Consultation with employees or their representatives is additionally required for the:

. Adoption of measures relating to health and safety.

. Adoption of the employer'sinternal labour rules.

In addition, the employer must inform and, in most cases, consult with, the employees representatives on:

. Magjor amendments to the activity and the economic state of the enterprise.

. The state, structure, and developments of the employees employment (particularly if there are circumstances that may
jeopardise their employment,

. The headcount of any leased personnel at the enterprise (or the mere intention to use such).
. Any possible substantial amendments to the organisation of the work (for example, the implementation of remote

working or other major changes).

The law also provides special rules concerning the information and consultation duties of employers with their employeesin
multinational undertakings, groups of undertakings and European companies (Information and Consultation of Workers and
Employeesin Multinational Undertakings, Groups of Undertakings and European Companies Act).

Major Transactions

In transactions that result in a change of employer, the old and the new employer must inform the employees' representatives,
at least two months in advance, about:

. The transaction and the date the transaction will close.
. The reasons for the transaction.
. The possible legal, economic and socia implications of the transaction for the empl oyees.

. The measures envisaged in relation to the employees, including measures for the fulfilment of the previous employer's
obligations.
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If the employers envisage measuresunder thelast item above, they must carry out the consultation procedure with the employees
representatives within a reasonable period of time before the effective date of the transaction.

The employees consent on the envisaged amendments to the employment relationship as a result of the transaction is not
required. However, employees have the right to terminate their employment contract without serving a preliminary noticeif, as
aresult of the transaction, the terms and conditions of the employment relationship become less favourable to the empl oyees.

17. What remedies are available if an employer failsto comply with its consultation duties? Can employeestake
action to prevent any proposals going ahead?

Remedies

If the employer failsto observe the consultation procedure, afinancial penalty can beimposed on the employer which can range
from BGN1,500 up to BGN15,000. Additionally, the employer may also be liable under civil law if the employees initiate a
civil claim based on the employer's non-compliance.

Employee Action

Employees and trade unions can notify the Labour Inspectorate of an employer's violation of the labour legidation regarding
failure to consult. Any employee or trade union can also bring civil legal proceedings for violations of the labour legidlation.

Consequences of a Business Transfer

18. Isthere any statutory and/or common law protection of employees on a business transfer?

Automatic Transfer of Employees
Employees are automatically transferred with the business by operation of law in the following circumstances:

. Corporate reorganisations (that is, mergers, divisions or spin-offs).
. Transformations (that is, a change to the legal form of alegal entity).

. Transfer of activity (which includes atransfer of tangible assets, alease, atenancy or the creation of a concession of the
company or a separate specified part of it).
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Protection Against Dismissal

If adismissal ismade solely on the grounds of abusinesstransfer, acourt can pronounce that the dismissal constituted an illegal
dismissal. Where adismissal is pronounced illegal by a court, the employee must be reinstated to their former job position asa
result of the judgment (where the employeeincluded arequest for reinstatement in their initial employment claim to the court).
The employer will also be obliged to pay monetary compensation to the employee to cover the period of unemployment caused
by theillegal dismissal. Finally, where no reinstatement of the employee occurs, the groundsfor the dismissal must be corrected
in the relevant employment documentation following the court's judgment.

Harmonisation of Employment Terms

No changes to the existing employment relationship can occur as a result of a business transfer, unless the parties under the
transferred employment relationship explicitly agree to such changes and sign an annex to the relevant employment contract in
this respect. In addition, employment relationships cannot be changed or terminated if a change of employer occurs as aresult

of the employer enterprise (or part of it) being rented, leased or created as a concession.

In cases of mergersand acquisitions or corporate transformations, the new employer is solely liableto the employees. Inrelation
to other circumstances that lead to a change of the employer, the old and the new employers are jointly liable to the employees.

Employer and Parent Company Liability

19. Are there any circumstances in which:

. An employer can be liable for the acts of its employees?

. A parent company can be liable for the acts of a subsidiary company's employees?

Employer Liability

The employer is liable to third parties for damages caused by the actions of its employees during, or in connection with, the
performance of the assigned work. The employer is also liable to pay damages to an employee (or the employee's next of kin)
where an employee suffers an injury sustained in the course of employment (even where another employee has caused the
injury), or contracts an occupational disease, that has caused:

. Temporary disability.
. A permanent reduction in working capacity by 50% or more.

. The death of the employee.
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The employer's liahility is not excluded by force majeure events, but it can be reduced where the employee has contributed
to the occurrence of the damage. However, the employer will not be liable if the damage is caused as a direct result of the
employee's wilful misconduct (though this rule does not apply to cases of occupational disease).

Parent Company Liability
Bulgarian labour law does not provide for parent company liability for the acts of its subsidiary's employees, unless damage

is caused by a subsidiary company's employee whilst that employee is working for the parent company under circumstances
such as a secondment assignment.

Employer I nsolvency

20. What rights do employees have on the insolvency of their employer? Is there a state fund which guarantees
repayment of certain employment debts?

Employee Rights on I nsolvency

A dedicated state guarantee fund providesfor the guaranteed payment of outstanding receivableswhich are due asaresult of the
employment relationship. The employees have the right to receive their due but unpaid remuneration and other employment-
related compensations from this state fund (up to a certain limit, see below, State Guarantee Fund) provided that the employer
has been actively performing its scope of business activity for at least 12 months before the insolvency declaration. All
empl oyees who have been employed by the relevant employer have the right to receive these guaranteed payments, irrespective
of their working hours or the duration of their employment with that employer.

State Guar antee Fund

Thestatefund created under the Guaranteed Receivables of Workersand Employeeson Insolvency of the Employer Act protects
the claims of employees for employment-related debts when insolvency proceedings are initiated against their employer.

Employers pay monthly contributions to this state fund which directly relate to all their current employment relationships. The
amount of the contribution for each employeeis calculated based on the amount of the guaranteed receivables provided for by
the law. The maximum amount of the guaranteed receivablesis BGN2,332.50 for each employee. A temporary suspension of
the employers obligation to pay these contributions into this state fund still applies for 2024.

Health and Safety Obligations
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21. What are an employer's obligations regarding the health and safety of its employees?

All employers must comply with the following mandatory requirements concerning health and saf ety matters:

. Organise a mandatory preliminary health check for specific categories of employees (at the employer's expense) before
commencement of the employment.

. Adopt and comply with internal health and safety rules.
. Organise both an initial and periodic health and safety training and instruction for employees.
. Ensure that all employees are instructed and trained on safe working methods before starting work.

. Provide any necessary special work clothing and personal protection items, and provide any necessary anti-toxins,
medications or other safety measures required for employees working in a harmful work environment.

. Participate in the joint employer and employees bodies on health and safety matters within the enterprise (namely, the
working conditions committee or the working conditions group):

. any company which employs more than five employees must establish a working conditions committee; and

. any company which employs more than 50 employees must establish a working conditions group.

Taxation of Employment I ncome

22. What isthe basis of taxation of employment income for:

. Foreign nationals working in your jurisdiction?

. Nationals of your jurisdiction working abroad?

Foreign Nationals

Foreign nationals are liable for income tax on any income from sources in the Republic of Bulgaria. Income earned by an
employee from their work activities which are conducted in the territory of Bulgaria is deemed Bulgarian source income and
is subject to income tax in Bulgaria

Theincome subject to income tax from employment activities comprises the employee's salary and any other additional benefits
(in cash or in kind) provided to the individual in relation to their employment. The taxable base is formed after deducting from
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the gross taxable income the amount of the social security and health contributions that are paid by the employee (which arein
effect deductible expenses for the purposes of calculating the taxable income).

Individuals are deemed to be local individuals (for tax purposes) who are subject to income tax, regardless of their nationality,
when they fulfil any of the following criteria:

. They have a Bulgarian permanent address.
. They reside in the territory of the Republic of Bulgariafor more than 183 days during any 12-month period.

. They have been sent abroad temporarily by the Bulgarian state, or by Bulgarian enterprises (including members of such
individuals families).

. Their centre of vital interestsisin Bulgaria.

Nationals Working Abroad

Generally, an individual who is classified as a Bulgarian tax resident (based on the criteria set out in the Personal Income Tax
Act) will betaxed in Bulgaria on their worldwide income (including foreign source employment income derived from working
abroad) (see above, Foreign Nationals).

However, even where there is no double tax treaty in place, a Bulgarian tax resident will be granted a unilateral tax credit for
income tax paid abroad on the foreign source income that they receive, though the amount of the tax credit cannot exceed the
amount of income tax that would have been due in Bulgaria (asincome tax) on similar or identical income.

Where adouble tax treaty isin place, the provisions of that applicable double tax treaty will override the general domestic tax
legidation, and can grant tax relief in the form of atax exemption or tax credit, depending on the provisions of the relevant
double tax treaty.

23. What is the rate of taxation on employment income? Are any social security contributions or similar taxes
levied on employers and/or employees?

Rate of Taxation on Employment Income

Employment income istaxed at aflat rate of 10%. On payment of the salary, the employer must withhold the personal income
tax due and remit it to the National Revenue Agency on each employees behalf.

Social Security Contributions
Mandatory socia security contributions are due on the employee's gross remuneration within certain minimum and maximum

limits. The minimum social security base varies according to categories of occupation. The maximum social security base for
2024, which isthe same for all occupations, is capped at BGN3,750.
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The social security contributions are split between the employer and employee. The most common aggregate social security rate
for 2024 is 32.3%, distributed between the employer (18.52%) and the employee (13.78%). The social security contributions
due by the employee are withheld by the employer from each employees remuneration and remitted to the National Revenue
Agency.

Intellectual Property (1P)

24. If employees create IP rights in the course of their employment, who owns the rights?

The employee owns the | P rights over their publications, works of art and so on created during the course of their employment,
unless otherwise agreed between the parties. However, an employer is automatically entitled to the exclusive use of such
publications, works of art and so on created by its employees (the employeeis only entitled to be named as the author or creator
of the relevant work). The employer owns the IP rights over computer programs and databases created by their employeesin
the course of their employment.

Restraint of Trade

25. Isit possible to restrict an employee's activities during employment and after termination? If so, in what
circumstances can this be done? Must an employer continue to pay the former employee while they are subject
to post-employment restrictive covenants?

Restriction of Activities

Restriction of activities during employment. An employee can enter into another employment relationship during the course
of employment with another employer, unless the employment contract expressly provides otherwise. However, since 2022
any such prohibitions can only be agreed between the parties for the purposes of protecting trade secrets or to avoid conflicts
of interest.

Restriction of activities after termination of employment. See below, Post-Employment Restrictive Covenants.

Post-Employment Restrictive Covenants

Any restrictions imposed on an employee's future employment (including any post-employment restrictive covenants) are
generaly invalid and unenforceable.
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Relocation of Employees

26.Can employers include mohility clausesin employment contracts, or take any other measures, to ensure that
employees are obliged to relocate?

Relocation

The employment contract must contain the employee's agreed place of work as part of its statutory required contents. The parties
cannot agree upfront on clauses on relocation to an undefined place. It is possible for the partiesto stipul ate more than one place
of work (including in different settlements) as well as a hybrid/remote model of work. In any case, the employer must notify
the National Revenue Agency on all agreed places of work for each respective employee.

The Labour Code provides for three categories of relocation of employees:

. Relocation by mutual consent (where relocation is agreed between the employer and employee, irrespective of the
reason for the relocation).

. Relocation back to the employee's place of permanent residence (where rel ocation occurs because the employment
contract was terminated (though not through the employee's fault, such as a disciplinary dismissal) and the employee
initiates the relocation back to their place of permanent residence).

. Relocation by operation of law (where relocation isimposed by operation of law, is not requested by the employee, and

affects an employee working under an indefinite employment contract).

Where a relocation occurs by operation of law, there are strict rules concerning the compensation that must be paid by the
employer to the employee upon relocation. In these cases, al of the following compensations must be paid to the employee
affected by the relocation:

. Travel expenses for the employee and their family members affected by the relocation (spouse and dependent minors).
. Costs of transporting the employee's household items.
. Remuneration for the days spent relocating plus for two additional days.

. An amount equal to one month's remuneration for the new position must be paid to the relocating employee, together
with a compensation payment equal to one quarter of one month's remuneration for the new position for each family
member who is supported by the employee (spouse and dependent minors) and is relocating with the employee. These
payments are only dueif the relocation is:

. for at least one year; and

. to a place located at |east 100km away from the employee's previous place of work.
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These provisions concerning the compensations due on arel ocation by operation of law cannot be altered by agreement between
the employer and employee. Thisisnot the casefor relocations by mutual consent or rel ocations back to the employee's place of
permanent residence, the compensation provisions of which can be agreed between the parties either in advance of therelocation
in the employment contract or during the course of the relocation.

Posting/Standard Business Trip
Bulgarian law provides for two main types of business and work-related assignments of Bulgarian employees, as follows:

. A posting of employees for the provision of services, following the rules under the EU Posted Workers Directive
96/71/EC (posting in the EU). The rules for posting an employee where that employee is assigned to work in another
EU or EEA member state, or in Switzerland, for a specific period of time cover the cases where:

. the employee provides services to another independent enterprise on behalf of the employer;

. the employee works at another enterprise that is part of the same multinational group of companies as the
employer.

For each specific posting the employer and the employee must conclude an additional agreement amending the
employment relationship between them for the period of the posting and covering the posting's main terms and
conditions (such as the period of posting, remuneration during the posting, allowances, expenses, and so on). During
the posting, the existing employment relation is considered changed as under the terms and conditions of this additional
agreement. There are also a number of other requirements for the posting to comply with the local and EU legislation
(such as minimum remuneration, among other things).

. A standard business trip assignment within the country or abroad (standard business trip): the rules applicable to
standard business trips concern:

. business trips in the EU/EEA and Switzerland which do not comply with the criteria for postings; and

. any types of work assigned within Bulgaria or abroad in a country outside the EU/EEA and Switzerland,
regardless of the type of the assignment.

On astandard business trip, the employer temporarily amends the employee's place of work unilaterally. Thereis

no other major change to the terms and conditions of employment. An employer can therefore unilaterally send an
employee on a standard business trip to another location provided that the duration of the trip does not exceed 30 days,
and the employer has ajustified business reason for sending the employee on the trip.

However, the employer requires the employee's written consent to send the employee on a standard business trip that
exceeds 30 days duration. Such written consent is also required (irrespective of the duration of the trip) where the

employee:
. is pregnant; or
. isin the advances stages of 1VF treatment; or

. is the mother of a child under the age of three years old.
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The general allowances (and the minimum amounts of those allowances) payable by the employer to the employee for
undertaking any standard business trip vary, depending on the type of the business trip, its destination, its duration, and
soon.
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. Conducting corporate and employment due diligence of major multinational companies.
L anguages. Bulgarian, English
Professional Associations/M ember ships

. Vratsa Bar Association.

. European Employment Law Association.
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. Employment Law Alliance (Primary Representative of Dinova Rusev & Partners Law Office and Co-Chair
of the Communication Committee for Europe (Bulgaria)).

Publications

. Transferring Employees on an Outsourcing in Bulgaria: Overview, Practical Law 2016.
. Outsourcing in Bulgaria: Overview, Practical Law 2016.
. Is the Bank Heavy for the Cloud, Bulgarian CIO Magazine, March 2016.

. The Good Managers Look for New Knowledge, New Points of View and are Open to Discussions, Karieri
Magazine, May 2016.

. Employment Law Legal Alert, Dinova Rusev & Partners, June 2016.
. May Google Forget Us and How, Flash News, July 2016.

. Design by Default, Bulgarian CIO Magazine, August 2016.

Bilyana L Ruseva

Dinova Rusev & PartnersLaw Office
T +359 2 9030101

F +359 2 946 3418

E Bilyana.Ruseva@drp-legal.com
W www.drp-legal.com

Professional Qualifications. Bulgaria, 2009
Areas of Practice. Employment; data protection and privacy.
Recent Transactions

. Drafting internal employment documentation, tailored to the clients' specific business needs.
. Client assistance on all phases of the employment relationship on adaily basis.

. Advising clients on employment matters in corporate restructuring, employment restructuring,
employment-related pre-transaction legal due diligence and M&A structuring.

. Assisting clients on full compliance when posting employees, implementing benefits systems, share option
plans, remote work and other flexible arrangements.

. Advising on the development of the employment structure of 1T and communication companies.

. Advising on data protection internal systems structuring in I'T, pharmaceutical and other wholesale
companies.
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. Advising on the business structuring and legal incorporation of temporary work agencies.

. Advising on privacy matters, including cookies and other tracing technologies on the web, in IT,
pharmaceutical and other wholesale companies.

L anguages. Bulgarian, English

END OF DOCUMENT

© 2024 Thomson Reuters. All rights reserved.

33




