LABOUR CODE
The Labour Code is the main legal act in the field of labour legislation in Bulgaria. The Labour Code regulates the relations between an employer and a worker.

Labour relations in Bulgaria
The employment contract is signed in written form between a worker and an employer. The employment contract shall be concluded between the worker or employee and the employer before the start of the work.  Within three days of concluding or amending the employment contract, and within seven days of its termination, the employer, or the person empowered by him, shall be obliged to send notification about this to the respective territorial directorate of the National Revenue Agency. The contract must be signed by both parties.
Types of employment contracts
According to their duration, labour contracts are divided into two main types – permanent employment contract (with indeterminate duration) and permanent (fixed-term) contract.
- The permanent employment contract or "contract of indeterminate duration". It cannot be changed into a permanent contract, except at the clear writing statement of the employee.
- An employment contract for a fixed term shall be concluded:
1. for a definite period which cannot be longer than 3 years;
(a) until completion of some specified short-term work
(b) with new employees in enterprises in bankruptcy or liquidation;
2. for substituting an employee;
3. for working at a position which is to be taken through a competitive examination - for the time until it is taken on the basis of the competitive examination;
4. for a definite mandate when such is stipulated for the respective body.

- Trial contract:
In the event that the work requires the ability of the employee who will perform it to be tried, his final appointment may be preceded by a contract providing for a trial period of up to 6 months. Such a contract may also be concluded in case the worker or employee wants to make sure the job is suitable for him.It is not allowed to conclude such a contract with a worker who’s already working for the employer under a permanent employment contract. Prior to the expiration of the trial period, the party in whose favour it has been agreed upon may terminate the contract without notice. The employment contract shall be regarded as finalised in case it has not been terminated prior to the expiration of the trial period.

Requirements and procedures for hiring foreign nationals
The Law on Labour Migration and Labour Mobility regulates the possibilities of foreigners and EU citizens to work in Bulgaria.
The employer cannot and should not limit the vacancies only to local citizens. It provides an equal access for all EU citizens, regardless of their nationality, language, sex, religion, etc.
The employment of third-country nationals is carried out after granting access permits to the labour market by the Employment Agency (EA). The work permits issued by the Employment Agency is the precondition for a obtaining “D" visa", issued by the Consular Services of the Ministry of Foreign Affairs to entry the country to work and obtaining a residence permit by the Migration Directorate of the Ministry of Interior for the duration of the work permit.
The EU Blue Card holder is equal to Bulgarian citizens in terms of: working conditions, payment, education, retirements, recognition of education diplomas, etc.

Procedure for termination of employment contracts

The Labour Code regulates the multitude of variants for the termination of employment contracts. The most commonly used forms are:
- by mutual agreement;
The employment contract shall be terminated without notice due from either party by mutual consent of the parties, expressed in writing.
- When the dismissal of the worker or employee is found unlawful;
Where the dismissal of the employee is recognized as unlawful or the employee is reinstated to his previous job by ruling of the court and the same does not report to take up the position within the prescribed two-week period following the receipt of the notice of reimbursement.
- upon the expiry of the contractual term;
- until completion of the assigned job;
- upon return of the substituted employee to work;
- in case of inability of the employee to perform the assigned job because of illness resulting in permanently reduced working capacity, or because of health contraindications established by an expert medical commission. 
- Upon the death of the person with whom the employee has concluded a contract of employment with consideration to his personality
- upon the death of the worker or employee.

Termination by the worker with notice

Employee's right to unilaterally terminate the contract. Any employment contract, whether permanent or temporary, may be terminated by the employee without the consent of the employer after a notice.


Termination by the employee without prior notice

An employee may terminate his employment contract without notice, in the following circumstances:
1. The employee is unable to perform the job assigned because of illness and where the employer has failed to provide him with suitable work as per the prescription of the health authorities;
2. should the employer delay the payment of remuneration or compensation pursuant to this Code or for social security;
3. should the employer change the place or character of work or the agreed remuneration, except in cases where entitled to make such changes; 
4. as a result of a change the conditions of labour have substantially deteriorated with the new employer.
5. assume a paid elective work or begin research work on the basis of a competition;
6. Continues his / her education as a regular student at an educational institution or a postgraduate student;
7. Should he be employed under a temporary employment contract and take up employment elsewhere under a contract of employment for an indefinite term;
8. 8. should he be reinstated in the established manner to work as a result of finding his dismissal unlawful, in order to perform the work to which he is reinstated
9. Starts civil service;
10. the employer ceases its activity;
11. the employer has provided non-paid leave to the employee without his/her consent;
12. where the employee has acquired the right to pension for security length of service and age.

Termination by the employer with notice

The Employer has the right to terminate the employment contract with a notice. The length of the notice period depends on the type of employment contract (permanent or temporary).
1. upon closure of the enterprise;
2. upon partial closure of the enterprise or staff cut;
3. reduction of the volume of work;
4. work stoppage for more than 15 working days;
5. when an employee lacks the qualities for efficient work performance;
6. when an employee does not have the necessary education or vocational training for the assigned work;
7. when the employee refuses to follow the enterprise or a division thereof, in which he is employed, when it is relocated to another community or locality;
8. when the position occupied by the employee should be vacated for reinstatement of an unlawfully dismissed employee, who had previously occupied the same position;
9. when acquiring the right to pension for security length of service and age, when reaching 65 years of age
10. when it is objectively impossible to implement the contract of employment;
11. in case of objective impossibility to fulfil the labour contract;
12. due to the conclusion of a management contract for the enterprise.

Termination by the employer without notice

The grounds for termination are related to the person and the behaviour of the employee. The employer is required to indicate the specific legal basis for the termination. Any employment contract may be terminated, whether it is concluded as indeterminate or fixed-term contract.
1. whenever the employee has been detained for execution of a sentence; 
2. whenever the employee has been divested by sentence of the court or by an administrative order of the right to practice a profession or to occupy the position to which he has been appointed
3. Whenever an employee is divested of his academic degree, if the contract of employment has been concluded in view of his holding the degree;
4. whenever the employee has been deleted from the registers of the professional organizations under the Law of Professional Organizations;
5. whenever the worker refuses to take up the appropriate job offered to him in case of medically prescribed reassignment;
6. In case of disciplinary dismissal of the worker or employee;
7. when a conflict of interests has been established under the Law for Prevention and Disclosure of Conflict of Interests.

Termination by initiative of the employer against agreed indemnification

The initiative to terminate the employment contract is the employer’s. The worker to whom the proposal to terminate the employment contract is addressed has to make a written statement within 7 days. If the worker or employee makes no comment it shall be considered rejected. The employer has the right to make an offer to terminate both an indeterminate and a fixed-term employment contract.

Other types of contracts

When a person has to be employed to do a particular job, it can happen in two ways - through a contract of employment or a freelance contract.
The freelance contract falls within the scope of the contractual law and is entered into under the Law on Obligations and Contracts (CPA) as opposed to the employment contract, which is within the scope of the Labour Code. The provisions of the Labour Code do not apply to the freelance contract. Covenants who have concluded a freelance contract can not avail themselves of the rights to benefits, holidays, protection upon termination, and others. Freelance contracts are for performing a specific activity and achieving a definite result. 

Labour Remuneration

The amount of the labour remuneration shall be determined in accordance with the duration of work or the results of work.
The amount of the basic remuneration in the individual employment contract can be set per month, per day or per hour.
Gross labour remuneration consists of:
1. labour remuneration;
2. additional wages - for example for overtime or night work, for acquired work experience and professional experience, for educational and scientific degree, etc .;
3. other wages - such as bonuses, rewards for reaching certain goals - in cash or in kind, benefits.
At present, the minimum monthly remuneration for Bulgaria is BGN 560 (EUR 286.33), set for an 8-hour working day. The net lowest remuneration after deduction of tax and insurance is BGN 434.55 (EUR 222).
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