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The Economic and Social Council of the Republi@ofgaria included in its
Action Plan for 2012 the elaboration of an opinam

Possibilities for reconciling work and family life.

The elaboration of the draft opinion was assigredhe Labour, Income,
Living Standards and Industrial Relations Commissio

Pursuant to the decision of the Commission, Sefsgsistant Professor Dr.
Lyuben Tomov, Member of the ESC Group Il — tradeons, was appointed
rapporteur.

The following external experts were invited to papate in the realisation
of the project: Professor Dr. habil. Maria Sotirofldniversity of Plovdiv) and
Violeta Ivanova (expert researcher at the Institiste Social and Trade Union
Research at the Confederation of Independent TWadmns in Bulgaria).

At its meeting of 05 July 2012 The Commission otdua, Income, Living
Standards and Industrial Relations discussed ampoted the draft opinion.

At its Plenary Session held on 18 July 2012 thenBodc and Social
Council adopted this opinion.
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1. SUMMARIES, CONCLUSIONS AND RECOMMENDATIONS
1.1. Reasons and justification

1.1.1. Over the past five years the Economic and SocialinCil has
repeatedly stated its positions, views and suggestin the search for solutions
and the development of national policies for balagevorking and family life. All
this, however, has been done in the context armldjir documents dedicated to
solving broader social problems. A quick review whothat since 2008 in its
analyses, opinions and resolutions ESC has mad&eterproposals for combining
professional and family commitmeritNevertheless, we will have to address this
topic again and again in the near and more didtante because the problems of
balancing family and professional life are curngrlitgrowing their social nature
— and start generating economic effects and ecanamunsequences. These
problems affect more and more public order and dppdies as well as corporate
security and stability.

1.1.2.The demographic crisis decreases the reproduciienas well as that
of the realisation of the labour potential, andsthundermines social stability,
generates social risks, threatens the economicnagsaand growth, and casts
doubts on the sustainable economic developmentaafenn societies. When the
results from these fundamental factors are couplddthe impact of technological
modernisation, with its dynamics and its effectpnfessional competences and
professional mobility, it becomes perfectly clebattthe problems of combining
professional and family commitments transcend thmaln of public policies on
the realisation of social rights, and "invade" maed more the domain of
corporate policies and specifically that of corgersocial responsibility.

1.1.3. The effect of the outlined fundamental factors atrdctural changes
poses serious challenges not only to state instisit but also to corporate
structures, the positions and responsibilities aokcia partners (employer
organisations and trade unions), as well as tocilkg sector. The identified
changes in the social situation motivate the oagon and the priorities of this
opinion. ESC's objective is to focus its views gammdposals for reconciling work
and family life with the corporate level and corgier policies, with the economic

! National Report of the Republic of Bulgaria onagies for Social Protection and Social Inclusg008-2010 —
opinion; Corporate Social Responsibility — SeveAg@proaches and Good Practices — analysis; Appliacanf the
ILO Conventions and Recommendations in Bulgarianalysis; The Family, Good Parenting and Equal Gende
Opportunities — opinion; Social Insurance and SbEieotection — opinion.
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interests and the social mission of employers, authprejudice to state
responsibilities and public policies. Moreover,rithare real opportunities, social
attitudes and professional potential for corpor@igicies to emerge as a
continuation, upgrade, development, complementadod enrichment of the
respective public policies, by relying on a decaiided approach which takes into
account sectoral corporate specificities and pagtiés.

1.1.4.ESC defends the understanding that the successrpdrate policies
for balancing professional and family commitmeneépehds on the balance in the
interests of both sides in labour relations — eygle and employees. Therefore, in
this opinion the expressed views on the formulatodncorporate policies and
measures for solving employees' family-related l@mls are based on the
assessment of their economic effects. The impleatient of such an approach is
not only necessary — in order to achieve unificatb the interests of the parties —
but also possible. Theécost-benefit" method already finds wide application in
assessing the effects of public investments anitips] it is even applied to the
assessment of the implementation of various prograsnand the introduction of
legislation.

1.1.5. As a result of thé'Study on the costs and benefits of introducing
measures for reconciling work and family Ifabcial partners already have at their
disposal a fully developed model for applying tlwest-benefit" method, adapted
for the formulation and assessment of corporateicipsl for combining
professional and family commitments. Integratingciaglb expediency with
economic rationality, the application of this apmb allows policies to be
incorporated into the scope, purpose and contecli#ctive bargaining. Its nature
also changes the spirit, style, and rhetoric ofadatialogue — verbal suggestions
and opinions are replaced with the force of argumeatcounts and facts.

1.1.6. Testing the model with actual corporate informatimakes its use
realistic even in the short term, because the aissad approach is operationalised
and technologised — the components of the effeetsystematised, i.e. economic
benefits and costs, the technology and the infaomatecessary for their valuation
are outlined, adequate indicators are introducedagsess the effects of the
undertaking of specific policies and measures, riigel tools are proposed for
calculating the indicators based on a "cost-bénedfisis.

2 It is part of CITUB's project "Security throughetHaw, flexibility through the collective bargaigih under
Operational Programme "Human Resources Developrhent.
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1.1.7.The topic of the present ESC opinion and the ambpjpproach and
method provide a unique opportunity — the problexhdalancing working and
family life to become a natural environment foraleiag consensus and realising
effective social partnership in this area of sogalicy which is crucial for the
employees, the employers and society as a whole.

1.2. Recommendations and concrete proposals

1.2.1.The approach to solving the problem is in line with European legal
framework presented in the European Employmentegjya and especially in the
context of the Europe 2020 Stratgiyn response to Europe 2020 target to achieve
employment rate of 75% for the population aged 2Gke European Parliament
stresses the need for helping workers to combingr tjpbs with their
responsibilities for raising their children, as wels the need for providing
affordable social services for children and inc#épéed persons, improving the
organisation of labour in order to increase thelegmpent rate.

1.2.2. Despite the modern way of thinking, social pokgieneasures and
initiatives are still seen as too costly activitiedich absorb too much public
funding. In contrast, the theories of human, spaat organisational capital justify
the economic benefits from social investment. Timake the philosophy and tools
of the "cost-benefit" analytical method extremely topical because it can be used
to assess the corporate benefits of policies fmrneiling working and family life.

1.2.3.The effective implementation of corporate polidegely depends on
a good understanding of the actual situation, tdaesand nature of the problems.
Therefore we consider it necessary to negotiatartipdementation of enterprise
level of information systems for monitoring the Ireaeds of employees, solving
their family problems — systems which carry infotima in both directions and
achieve effective communication between employerd amployees. This is
necessary especially in larger enterprises in whtbhere are specialised
administrative structures for the management of dumesources. ESC believes
that social problems in balancing family and prefesal life should be separated
in an independent category in collective bargairogh at the sectoral and the
company level. Collective bargaining — as it isquiseed in other areas — should be
used both to negotiate bilateral business initstivand to specify, enrich,

8 www.ec.europa.eu/europe2020
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complement and build on opportunities provided ey legislation. In this respect,
there is already substantial experience and gaactipes.

1.2.4.The weight that ESC gives to policies at the caaplevel should not
be understood as an attempt to advocate the satitsation from dealing with the
family problems of employees and transferring spabblems to employers. The
increased interest in policies at the corporatellessmotivated by the relevance of
the approach at least for our social practice. Vihatore, to the solid and lasting
commitments and responsibilities of state instuti are added new ones. It is
necessary to reconsider the approach and to cneatbanisms by which public
policies can be developed and enriched by corpaaes. Notwithstanding the
social rights guaranteed by the legislation of Republic Bulgaria, established
traditions and social experience, the study coatagw messages from employees,
officers, trade unionists and managers for increpsine responsibilities of state
institutions and proposals for solving or reconsigspecific problems.

1.2.5. The scale and nature of the problems are chatgngnd engage
practically the attention and the efforts of vas@overnmental institutions, social
partners and NGOs. As a result of surveys versaieresting and specific
proposals have been generated, which can be sysedan the following
categories:

Firstly, for obvious reasons, we list the proposalt the social partners —
employers and trade unions.There is a consensus that the introduction of
measures to successfully balance working and farifidy should become an
integral part of the subject area of collective gaaming at the sectoral and
especially at the corporate level. To balancenberests of stakeholders, as well as
the economic and social effects, we propose:

> When bargaining at the corporate level, when negioii concrete measures and policles
(organisational, financial, or investment) to apphe "cost-benefit" method as a system of objective
criteria for decision making while considering tteal economic situation.

> It is necessary to create an internal company imfation system for monitoring the real
professional and social needs of employees whiolhlghprovide accurate information to the socjal
partners when making decisions in the process gbtietion.

Secondly, very important proposals are addressed tgovernmental
institutions:

The following proposals are made to the Ministry Binance:
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> Family income taxation should be reintroduced, tzat families with children and thog
caring for dependent incapacitated persons shoaldtimulated by means of tax credit or tax relief;

> Tax relief should be introduced for employers whoc out targeted social investments,

e

aimed at developing social infrastructure (kindatgas, playrooms for children, day care centres,

special interest clubs, green schools, children gsnetc.), as well as for employers who providéasd
packages funding particular social services.

C

Demands for changes are addressed to the Ministiy-abour and Social
Policy and its executive agencies — the Employmégency and the Social
Assistance Agency — which would broaden and faatit the access to financing

under the following initiatives:

The "Social innovation in enterprises” scheme underOperational Programme "Human
Resources Development'The following particular changes are proposed:
> To reduce the number of required activities in pobjproposals from 5 to 3 and to requ
two of these activities to be focused on trainingfraining, career development of employees
provision of additional financial incentives to gens working flexible working hours. The third it

re
or

in the project proposal should be providing sockanefits to workers such as children rooms,

kindergartens, dining facilities, etc.
> Applying with a joint project by several companietich combine their efforts, tasks al
objectives to create social innovation for theirghayees, should also be made possible.

The following proposals are made with regard to théAssistance at home" scheme:

nd

> To launch an information campaign about the po$tis of the "Assistance at homg"
scheme.
> While carrying out individual activities to inviteepresentatives of the trade unions'

territorial structures because the scheme allowsru#ment under employment contract for provid
part-time personal assistance services, such adirffgeand taking medication at the home of
recipient of such services.

Thirdly, we propose to the new managements of the dtional
Association of Municipalities in Bulgaria to organse discussions an
consultations on the following topics:

ng
the

d

> Creating opportunities to combine the efforts aftestand municipal institutions and the

commitment to the accelerated development of sadiastructure — childcare, social facilities, Ign
term care facilities and the like.

> Optimising the operation of existing social infrasture through synchronising the

working hours of child-care institutions with thenetables of city and inter-city public transpog aell
as the working hours of enterprises and publicifugons in the respective region, introducing flez
forms of organising the operation of child-care autial institutions and the like.

> Introducing incentives and mechanisms to promotaipyprivate partnership in solvin
the problems of balancing working and family life.

r

)
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Fourthly, proposals are being systematised to amenthe Bulgarian
Labour Code in order to better combine personal, fenily and work life, some
examples include:

> Introducing a new article in the section dedicatedthe organisation of working hours

with a view to reconciling working and family lééong the following lines:
Article. XZ (1)Subject to a suggestion on part of a worker or eygé and with a view to reconciling
working and family life an additional agreement mbg appended to the worker or employee's
employment contract, which may stipulate:
the worker or employee's right to be absent fromkvauring certain hours of the working day, week| or
month, which may be compensated by working longershon other days of the week or month, without
this affecting in any way the amount of the wodkeemployee's monthly salary;

the worker or employee's right to be absent fromkvauring certain hours of the working day, week| or
month, which may be compensated by working longershon other days of the week or month, which
may lead to reduction in the amount of the workegraployee's monthly salary;
(2) Similarly, by means of a collective employmentremt it can be agreed how working hours may| be
aggregated and calculated, new standard regimesrgénising working hours may be agreed, which
may upon request apply to individual employees wigeessary, in order to reconcile their working and
family life.
Distribution of working hours
> A new paragraph may be created following paragr&ptof Article 139 to the effect of
introducing the possibility for variable working lloschemes when requested by an employee whenever
necessary in order to reconcile their working aathily life.
Shift work
> Creating a new paragraph following paragraph 6. i8le 14 which should provide the
possibility to include for an agreed period of timearticular employee in daily or other preferrbg
the employee shift work schemes whenever thiséssary in order to reconcile the employee's warh
and family life.
Restrictions on overtime and night work
> Subiject to proving the urgent need of applying thesasure to reconcile the worker or
employee's working and family life, the worker mpéoyee may request that for a limited period ioifet
and subject to further conditions he or she mayhsoassigned overtime and night work. This is [bbss
to regulate by amending Articles 140 and 147 oflihleour Code.
Leave
A new form of leave for addressing one's commitsnienteconciling work and family life may
be introduced by adding a new paragraph to Artitd& of the Labour Code covering short-term leave
for addressing civil, public and other commitmenptsin a separate section e.g. a new Article 157a.
> Allowing part of the paid annual leave — for examl days — to be used exceptionally
subject to a reasonable notice to the employer wieded to address issues related to reconcijling
working and family life.
> Increasing the period for paid leave for taking eaf a sick family member aged above
18 (Article 45, paragraph 1, item 1. LC). Currenthjs period is 10 calendar days per insured person
per calendar year
> Providing in the Labour Code the possibility forrgats working under an employment
contract, who have children aged under 18, to betled to 6 months of unpaid leave following the
expiration of the statutory period of paid mateyrigave. 1

n
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1.2.6.ESC believes that in order to arrive at a long-tswtution of the
discussed problem it is necessdinst, to undertake focused action on part of the
competent state authorities to develop a natiamalegy for reconciling work and
family life; andsecond,to use a systematic information campaign to maaritee
urgency of this problem area, to formulate profasal understanding and social
sensitivity to the problems of workers related he two pillars of human life —
family and work.

2. URGENCY OF THE PROBLEM

2.1. Policies for reconciling family and professionafelihave several
decades of history closely linked to the coursmdistrial progress. This is largely
due to the fact that the industrial developmenthefworld during the second half
of the twentieth century, among other things, s&t tecords in employmenthe
first one is the unknown dynamics of the increase in theolalbs number of
employees — respectively, raising the employmetet, end the second one the
massive involvement of women with economic activityhis change, which
established itself as a lasting trend, has its objective economic and social
grounds, dimensions and explanations. The shebr and dynamics of economic
activity unconditionally generated an increased algsnfor human resources,
which made the increase in women's employment betessary and possible. In
turn, the involvement of women with economic adyivihas become a topical and
important social problem in terms of balancing kestw working and family life on
an equal footing — equal opportunities and equedtinent of both sexes in the
workplace, in employment and economic activitywesdl as in social and family-
related commitments. The regulation of these psEistorically and currently
has been governed predominantly by means of statl#e, rules and procedures
— codified in primary and secondary legislationimdividual states — formulated
under the influence or through the direct effectadified international instruments,
or through national initiatives and policies.

2.2. Equality in rights, as the decades of social prachow, does not lead
automatically to factual gender equality in empleym There are persistent
disparities in employment and professional reabsabf men and women which
cannot be explained by natural differences or $igazareer choice. Besides covert
forms of factual discrimination, a major barrierth@ optimal realisation of women
both in their professional life and their socialmeuitments to the family and
especially childcare and/or caring for dependemilfamembers. Regardless of the
legal options for sharing and achieving more edtplatadistribution of family
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commitments, there is a still strong historicallstadblished tradition for family
commitments (especially childcare) to be the resylity mainly of women.

2.3.Modern legislation in the countries of the civéldzworld provides social
and employment protection as well as certain presggs and conditions for
dealing with family commitments. But benefits amdial protection guaranteed by
legislation can not possibly cover all sorts ofiabseituations arising in various
industrial and social conditions. The charactepanance, urgency and long-term
nature of family commitments in certain types aiiflty and social environment
makes it impossible to combine them with professidife and push mostly young
families, and more often women, to choose betwesfegsional realisation or
family and children. This choice is almost inevitaimfluenced (or rather decided)
by the capacity for earning the household's incdBuwg.employment is not only a
barrier but also a condition for efficient performea of social commitments in the
family. Thus, income is another serious financi@uanent, which in the general
case, puts individuals with family commitments talsmate. Exactly in such cases
where a person can not renounce his or her emplayme. income, nor to ignore
family commitments, requires the implementationnodasures and policies for
reconciling work and family life.

2.4. The impossibility to perform family commitmentstivout the necessary
sources of income requires a redefinition of thebfmm and looking for a solution
different from the alternative choice between psefenal or family commitments.
The correct approach is to identify opportunitiesbalance working and family
life, to combine professional, family and childgiag commitments. Its
implementation is impossible without the understagdpositive attitude, social
conviction, and correct behaviour of employers eecb in corporate social
policies as an integral part of corporate socigpoasibility.

2.5. The effect of new factors should be added to thiened traditional and
familiar reasons. Above all, this is the worsendemographic crisis in European
countries, which distorts the demographic structirthe population, threatens the
reproduction of the labour potential and stabibfysocial security systems, and
questions the dynamics of economic activity. Theedls of the demographic
situation to social stability and sustainable ecolwodynamics put some "stress"
on responsible politicians and statesmen and pexvotheir activity in the
development and implementation of policies for rteiming a high level of
economic activity of the population.

2.6. The observed dynamics of professional competemggetred by
technological modernization has had significant aotp on the search for
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possibilities of combining professional and famibpmmitments. Considering
today's technological state of economic activity,cantinued absence from
employment, from the workplace, which is necesgarythe fulfilment of family
responsibilities, may pose a serious threat of remption” of the acquired
professional qualifications and experience. Thredh is particularly serious not
only for the respective worker or employee but tbe employer as well.
Contemporary processes and trends in technologioalernisation as well as in
professional performance and professional mobdltgady involve the corporate
level in seeking solutions to combine family andfpssional life. The process of
professional and occupational reintegration afteang break from work now has a
high price in terms of direct financial costs amdfss of profit borne not only by
the worker but also by the employer.

2.7.The detailed analysis of the problem revealsxtseene urgency, as well
as its social and economic importance and methgdEb complexity. In
formulating solutions, especially in the short terattention should be paid to
conflicting interests — individual, corporate, pabland more effective approaches
should be sought not only guaranteeing the reaisaif social entitlements in the
employment process, but also integrating public @mporate policies, which can
create conditions and prerequisites for the rdahisaof individual life and
professional strategies in a dynamic, high-tecH, lagh-risk world.

2.8.In the social practice and the research traditadreur country, unlike in
those of other European countries, the problem tifesh in this text is
underestimated or rather its solution is soughthm context of other policies —
demographic, family, gender equality on the labamarket. It will hardly be far-
fetched to claim that balancing family and profesal life is not yet formulated as
a priority problem, nor is it considered a sepaditection in social policy, it is not
even discussed by competent institutions or imtbdia, and employers show even
less concern to work towards its solution withireithcorporate responsibility
schemes.

2.9. With the present opinion ESC aims at outlining gleeeral guidelines of
a systemic approach and tools for addressing ttablgm, while attributing the
necessary importance to the role of corporatioschvcan developed further and
increase the effect of public policies so that acdjr and effective approach is
achieved for combining professional and family catnments in the process of
employment. The advocated approach is dominatethédyconceptual view that
policies (public and corporate) have major effeatsf only social but also
economic and monetary, which can be measured.
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3. SCALE AND NATURE OF THE SOCIAL SITUATION

3.1. The problem of combining family and professionanenitments has an
unexpected magnitude in terms of the sheer numb#recaffected economically
active people in working age. The data provided thy Bulgarian National
Statistical Institute, and collected through a syref' the balance between family
and work life, are impressive. In fact 51% (1,700, people) of the economically
active population aged 15-64 care for children weld4 years of age and
dependent adult family/household members. The ulwmg@ and persons outside
the labour force are 34.1 percent (580,600 persohshich 25.3% are willing but
are unable to join the labour market due to lackpydropriate and accessible social
service establishments. Another noteworthy thinipésminimization of the gender
difference in the implementation of family commitmg especially in raising
children. This problem reaches already beyond #reow confines of the gender
approach in solving it.

3.2. This picture is also supported by the data pravidg the Bulgarian
National Social Security Institute for the periodl02-2011> The total number of
insured men, who cared of children under the aganefyear, increased from 242
in 2009 to 301 in 2011 (an increase of nearly 258&@imilar situation is observed
among the fathers who take the responsibility t@ ¢ar children aged between 1
to 2 years. For the same three-year period the aumibmen who have obtained
leave on these grounds increased by 34% — in 2@89were 831 while in the end
of 2011 they we re already 1113.

3.3.Regardless of the policies and actions undertakghdcompetent state
institutions, statistics reveal that current goveent policies do not meet the real
needs of the society. According to the NSI 8aa2001 the intake of children in
nurseries (up to 3 years of age) is about 11% whil2010 it used to be 13.1%.
The situation with kindergartens is similar. Theake of children aged 3-6 in
kindergartens is increasing slowly — from 66.8% 2000/2001 to 74.9% in
2010/2017. Ultimately, the recommendation of the Lisbon st that 90% of

* www.nsi.bgCombining working and family life - Ad hoc modidehe labour force survey in 2010

® www.noi.bg
® www.nsi.bg NSI data for the number of nurseries and the gaafor children in them 31 December 2001 and 2010
and additional calculations by the authors.

" www.nsi.bg NSI data for the number of children in kindergms and the number of kindergartens between
2000/2001 and 2010/2011, and additional calculasiby the authors.
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the children aged 3 should be covered by the emnadtsystem has not yet been
achieved. This is the main reason for familiesacedor their children themselves
or pay to someone for this kind of social serviseit is well known, such services
are expensive and their financial costs are protgbfor many Bulgarians.

3.4. The situation with the institutions for elderly qpée is similar. The
capacity of this kind of social institutions is temall to cover the needs of the
population while the procedures are slow and cusdree. The results of the NSI
survey show that 437,600 people aged 15-64 care for siderly, disabled and
other persons aged 15 and above who need care. theopersons caring for the
elderly 59.8% are employed, 8.5% — unemployed &@n@d%3 are persons outside
the labour force. 25.3% (or 44,600) of the unemgtbpersons caring for adults
say they would work if there were appropriate csgevices for the sick and the
elderly. The major obstacle for joining the worlder for 41.7 % of the
unemployed is the high price they will have to payhis case for someone to care
for their elderly relatives, 22.6% point to the Kaof facilities or other related
services, 9.6% note that the quality of existingvises is unsatisfactory, 26%
provide other reasons related to the lack of apypatgpcare services for adults.

3.5. The problem with hospitals for treating patierfteramajor surgery and
diseases that need further attention is also a8gelal Security Code (Art. 45,
paragraph 1, item 1) gives the right to obtain cammpensation for caring for an
ill family member aged over 18 to each insured @er®r a period of 10 calendar
days per calendar year. This period, however, asstoort for patients to recover
because their relatives need to return to workgoon. On the other hand, the
trends of demographic ageing and the poor healtithefnation categorically
indicate an increased demand for social and heeliéited institutions.

3.6. The results of the empirical studies reveal thatdhare problems with
reconciling work and family life, but there are tang-term solutions that have
developed into corporate policies. This conclus®emeaffirmed by virtually all
studies. For example employers know and apply tbeigions of the Labour Code
concerning maternity/paternity leave. However, ¢hessues are addressed in the
context of gender equality, but not within the awgie policies to reconcile
professional and family commitmerifsMoreover, no company provides childcare

8 www.circa.europa.eu/irc/opoce
° www.nsi.bg, Combining working and family life - hat module to the labour force survey in 2010.

19 Men Equal, Men Different, Grant of the Europeam®@uission, Stanimira Hadjimitova, Lilia AbadjievalBP,
National Report<fO> entitled "Policies for gendequality and reconciling work and family life in Baria."
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services for the children of its employees. Tham o special policies which
include schemes for flexible working hours for pasewho need to take parental
leave.

3.7. Another problem is registered by such surveyis appears thavomen
in fertile age (aged 30-39) very rarely share wrtlwvorkplace (and applying for a
job) their real intentions concerning children 4yoh4.7% do so. This means that
this particular social and age group of women hsrgous concerns that they will
be refused a job because of the possibility foranging motherhood. Women with
lower education (up to secondary education) arentbst likely to conceal their
future intentions of having children — 72% of albmven who declared that they
will hide their real intentions have secondary @wvér education. The remaining
28% in this group are women with semi-higher ohiigeducation.

3.8. According to the opinions of respondents in a-t@stefit survey of the
effect of implemented measures for reconciling warld family life, two main
approaches stand oWtEirst, employers observe the law and provide conditions f
the implementation of the labour and social emti#dats, indemnification and
incentives provided by legislation. An almost wide=ad practice is to use
resources for socio-cultural and domestic serviceshe staff, to fund various
initiatives for the children of the employeeSecondly,employers show social
sensitivity to the family concerns of employees aigdo solve them in an informal
way, especially when it comes to highly skilled éoypes. Usually the issue
amounts to the possibility to negotiate more fléxitvorking time arrangements
for a reduced working day, where the respectiveistig permits and subject to
agreement with the respective supervisor. Theralamedeviations from these two
typical approaches — in isolated cases there amnlppdeclared managerial
attitudes amounting to the conviction that the hgsm of employees' family
concerns is not a corporate responsibility.

3.9. The outlined situation explains the shortage ofpooate information
about the number of employees experiencing acuialgaroblems that place them
in a situation to choose between family and wordthBthe management and trade
unionists are aware only of these cases in whigh @mployees themselves
complained and sought their understanding and stpploe scale and severity of

™ Final report of a study of gender and discriminatj "Progress Towards Equality: National Effectiaad
Innovative Practices to Combat and Prevent Disangion" Prof. Dr. Rumyana Stoilova, Institute févet Study of
Societies and Knowledge, MLSP, CPD.

12 problems and Policies for Balancing Family and Whife, Trade Unions, Friedrich Ebert, Sofia, 2012.
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problems appear quite differently when considenedhe basis of the information
for the number of employees on maternity leave,am®unt of unpaid leave and
leave for temporary disability.

3.10.Flexible forms of employment, work organisation amarking time as
effective organisational solutions are an untappeténtial for balancing family
and professional lifé. The collected corporate information reveals desialy the
focus and importance of flexibility. At presengexible employment is dominated
by employers' interest and is applied primarilycases of production necessity.
The cases where flexible employment is applied dlves family problems are
isolated, and this is primarily done through aroinfal arrangement between the
employee and the employer rather than throughiafftompany policy.

3.11. The outlined scale and nature of the problems lilverse negative
consequences — they lead to deterioration of theulamarket, loss of working
capacity and skilled workforce, and generate growthpublic and household
spending, result in corporate loss and loss ofiprAfl this justifies the need for
the deployment and complementary development o¢ stad corporate policies.
Balancing working and family life is not just a ptem of the individual employee
— a matter of personal life strategy and prospdttss a crux of interwoven
interests — on the one hand, those of the puliii@llenged by demographic threats
to the labour market, to economic dynamics, to gbeial security systems, to
sustainable social development, and on the othesetof the employers connected
with stabilising personnel and restricting the dity of labour in the context of a
dynamic competitive environment and technologicatiernisation. The continued
maintenance of one's qualification becomes a napgeasid constructive part of the
production process and increasing corporate invastnin human capital is
expected to return in the form of competitive adage and sustainable economic
development of companies.

4. APPROACHES AND OPPORTUNITIES FOR FORMULATING
AND IMPLEMENTING POLICIES

4.1. European context and European perspectivessolving the problem

4.1.1. In today's world national policies and regulatioase heavily
influenced by international legal acts — at presialy are also influenced by

13 hid.
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European Union policies and directives for coortiora in the social field.
Bulgaria is a party to a number of internationatinments (of the UN, ILO, etc.)
as well as international legal instruments on humgints. Importantly, European
dimensions and perspectives are currently expengrec new impetus and a new
meaning thanks to the Europe 2020 Strategy. Amaoimgr ¢dhings it establishes and
equal participation of women and men in the profesd and family life as a
prerequisite for the factual attainment of gendguadity; for mobilising the full
potential of the workforce and achieving EU tardat 75% employment rate of
working-age population aged 20-65; for solving fiveblem with the shortage of
qualified workers engendered by the demographsiscri

4.1.2.0ur country observes international instrumenthedevelopment and
implementation of public policies to reconcile fémiand professional
commitments. The general assumptions that domitigearea still prevail and
related to the main contemporary principle of labtaw — gender equality and
providing equal opportunities and equal treatmdnvarkers and employees, such
as prohibiting discrimination on a number of grosimacluding gender and family
status.

4.1.3. With respect to gender equality the most importarérnational
documents that define the future strategic fram&waod policies in this area are:

> The Beijing Declaration and Platform for Action on Women's
Rights'* adopted at the Fourth UN Conference on Women (1995)
> ILO conventions are another important tool to achibalance between

family and professionalcommitments. Bulgaria ha#ied by means of an Act of
the National Assembly of 18 January 2006 Convention Ne 156 concerning
Equal Opportunities and Equal Treatment for Men @Afaimen Workers: Workers
with Family Responsibilities (1981). This Convemtiotogether with ILO
RecommendationNe 165° concerning Equal Opportunities and Equal Treatment
for Men and Women Workers: Workers with Family Raspbilities focus on
measures to overcome the conflict between the yaoaimmitments of workers —
both men and women — and their job. A prohibitieninstituted for family
responsibilities to be legitimate grounds for teration of employment.

14 http://www.bgfundforwomen.org
15 International labour conventions in Bulgaria, aattion, CITUB, Sofia, 1992
16 i

Ibid.
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> Other ILO acts bear important relation to combinprgfessional and
family life: Convention 183/2000 on maternity protectiolf, ratified by the
Republic of Bulgaria in 2001Convention 111/1958 preventing discrimination
in respect of employment and occupatiofi, ratified in 1960; Convention
100/1951 on equal remuneration for men and woméh ratified by Bulgaria in
1955. These conventions are an important instrunfientthe elimination of
discrimination in terms of payment and jobs to aehibetter balance and equal
sharing of family responsibilities.

4.1.4.Gender equality is one of the main principles @& HU guaranteed by
the Treaty of the Functioning of the European Unior® — Art. 8 stipulates that:
"In all its activities, the Union shall aim to elimate inequalities, and to promote
equality, between men and wome@é&nder equality is in the groundwork of the
Charter of the Fundamental Rights of the European Wion.”* EU institutions
and bodies are obliged to work for strengtheninticigs for equal opportunities
for men and women through measures to reconcildeggmnal, family and
personal life. According to European social pagnexconciling working, family
and personal life contributes greatly to economiowgh, prosperity and
competitiveness in Europe.

4.1.5. There are many instruments which do not have allfeganding
effect, but may have indirect legal effect and tatpthe implementation of an
integrated approach of equal treatment between wand men. These are:

«the European Pact for Gender Equalfyadopted by the European Council
in March 2006 It seeks to achieve a qualitativegpees by involving all Member
States to achieve a common goal — increasing wenpamticipation in the labour
market and promoting gender equality.

«Roadmap for Equality Between Men and Wonfér2006-2010adopted by
the EC in March 2006

4.1.6.With regard to achieving a better balance betweerkwamily and
personal lifeidentifies three priority measures to focus on natnal action

" www.europarl.europa.eu
18 International labour conventions in Bulgaria, aattion, CITUB, Sofia, 1992
19 i
Ibid.
20 \www.eur-lex.europa.eu/LexUriServ/

21 www.eur-lex.europa.eu/
22 \www.eur-lex.europa.eu/
2 www.eur-lex.europa.eu/
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flexible working hours for men and women; improvswrial services such as
childcare and care for dependent persons; bettdicigs for reconciling work,
family and personal lifeEU policies to support the increased participatad
women in the labour market are an integral parthef European Employment
Strategy”. It gives key priority to the need to provide affable services for
children, improving work organisation to increadee temployment rate, and
undertaking targeted action in specific areas toese balance between work and
family life in order to increase women's participatin the labour market.
4.1.7.The European Commission presented its views oulélrelopment of
the EU for the next 10 years in titeurope 2020 Strategy.lt underlines the
importance of the ageing workforce as a key lomgttehallenge. The target to
achieve smart, sustainable and inclusive growth nsehat access to care
facilities for children and caring for other familjnembers will be important ...
Equally important will be our ability to assist oleveloping a healthy and active
ageing populatioh In its response to the Strategy the Europeariafant
stresses the need to "help workers combine wotk reponsibilities for caring™
4.1.8.EESC takes an active stand on this issue urgirg special opinion

that"The Europe 2020 Strategy set an objective of eynpémt for men and women
that can not be achieved unless it is combined famhily policy enabling women
and men to raise as many children as they wishemidrking at the same time."
EESC's recommendation to EU is to create legigatigtruments in areas relating
to reconciling family and professional life in tlerea of equal professional
opportunities for men and women as well as theegtmn and development of
children®

4.1.9.In its opinion EESC pays particular attention tgy Kactors for the
success of policies to reconcile family and pratesd life, which can be
categorised as follow?s:

a) In the area of family life

* Providing good quality structures for childcare piarticular social structures
for raising young children;

*Measures to support families who adopt and cared&pendent persons,
flexibility in the organisation of work, entitlemeto special leave;

24 \www.ec.europa.eu

% \www.europarl.europa.eu
% |bid., p 2, paragraph 1.3.
2" \bid., p 10, paragraph 7.1
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* Encouraging fathers to take paternity leave, eiemake paternity leave
mandatory and paid.

These proposals are part of the need to updateotieept of fatherhood and
paternal responsibility. The aim is to improve gemacquality and increase
women's participation in the labour market. Thudiges in this area contribute to
improving individual welfare and the competitivesesf European economy, as
well as to solving the serious demographic chaksng

b) In the prerogatives of corporate social respdmbty

Emphasis is placed on the need to summarise thieitzetices of companies
implementing work organisation schemes adaptedaterpal responsibilities to
achieve a good balance between work and family life

4.1.10.In accordance with its commitments to internaticsrglanisations the
European Council made in August 2011 a Review efithplementation of the
Beijing Platform for Action: Reconciliation of Worland Family Life as a
precondition for equal participation in the labauarket?® On the basis of the
Commission's'Report on the Equality Between Men and Women — 200" an
assessment is made which states that "the advantamelow and veritable
equality has not been achieved" and that "the measonfor the low rate of
employment among women is the difficulty of reconting professional, family
and personal life." It underlines that in "some Member States" thee rag®
suitable childcare institutions which could providare during parent's working
hours or after school, and also services for carndand dependent personshis
means that one of the objectives of the EU meaetirigarcelona (March 2002) has
not been achieved — namely, to remove disincentvésmale participation in the
labour market and to make an effort to providedrethildcare: aiming to ensure
by 2010 childcare for at least 90% of the childaged 3-6: 6 years being the age at
which it is compulsory for children to start scheolnd for at least 33% of the
children aged 3 and below.

4.1.11.In the Review of the implementation of the BeijiRgatform for
Action® the European Council calls on Member States aadCihmmission "“to
increase their efforts to effectively support tleeanciliation of work and family
life, including by means of encouraging non-stanldéorms of employment, such

ZByww.europa.ep11930/11, Review of the implementation of thégirgePlatform for Action: Reconciliation of work
and family life as a precondition for equal pargiation in the labour market, p 6, paragraph 21.

2 bid, p 6, paragraph 22.
%0 |bid, p 8, paragraphs 29 and 33.
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as working part-time, or flexible forms of employndike flexible working hours,
shifts, project-based work, as well as by regulatbmncerning parental care and
parental leave."'The other important issue is to realise and motrtite integration
of the issue of gender equality in the Europe 2@kategy and promote the
systematic use of the benchmarks developed indht&xt of the Beijing Platform
for Action, particularly the benchmarks on combgiprofessional and family life,
in all related domains and processes of the policy.

4.1.12. In October 2008 the European Commission presented a
“reconciliation package" to help parents "reconbi¢ter professional, personal and
family life."* This package includes four main documents: Comeatioin with a
detailed presentation of the strategy and the ¢ondi for the Commission's
influence; Proposal for amendment of the currenéadive for the protection of
pregnant workers, maternity leave, the primary aimwhich is to extend the
minimal period of the maternity leave; Proposaldanew directive on the rights of
self-employed women and assisting female spousgspiRfor the advancement in
the achievement of the Barcelona targets conceghildcare institutions.

4.1.13. The Commission proposed to the social partnersniprave the
regimes for all family holidays, such as parengavie, paternity leave, adoption
leave, "filial leave" for caring for a dependentrity membe?® This is the first
European sectoral framework agreement signed byERhEC and European
employers, and subsequently adopted by the Cooh#finisters and codified in
the legally binding form oDirective 96/34/EC This agreement is an initiative of
UNICE, CEEP and ETUC to institute minimum requirenseon parental leave and
absence from work due to force majeure as an irmapbnrneans of reconciling
work and family life and promoting equal opportigstand equal treatment of men
and women.

4.1.14.The EU membership of the country and the harmooizaif labour
and social legislation lead to the greater sigaifae of this issue to the activities
also of the social partners. In a number of Eurnpsigectives, resolutions of the
European Parliament, the European Pact for the lEgusetween Women and
Men, the Charter of the Fundamental Rights of tble é&ic.the attention is focused
on the social partners, emphasis is laid on optams solutions, aiming at the
creation of equal opportunities for persons witifg responsibilities to exercise
their right to work, without being subjects to disgnation, and as much as

31 Bulletin "SOCIAL EUROPE" Issue 3, 2009, p 14, IRUS CITUB, D. Kircheva, N. Daskalov, Sofia.
32 i
Ibid.
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possible, without points of conflict between thgob and their family
commitments. All this opens new horizons beforeleotive negotiations,
collective bargaining, and social dialogue.

4.2. Modern approaches and methods for implementpaicies to balance
family and professional life

4.2.1. The analysis of the national legal framework oferntational and
European instruments, information from empiricaldsts, along with the nature
and scale of the problems, reveal the significdate and role of the corporate
level, and respectively of company policies, toveolhe problems of balancing
family and work commitments. Until recently, thedenstanding in this area was
dominated by concepts and approaches dealing Wwighissue as an exclusive
responsibility of the state and government — a amsibility of the competent
authorities conducting public policies of legal wigion and ensuring the social
rights of employees during the time of their empheynt. Therefore, the
responsibilities of employers (businesses and asgaans) are still limited to their
compliance with laws and regulations. Contempomancesses and trends in the
context of current demographic prospects, the kasdaation, and technological
and economic developments involve and leave ardiitefunction of the corporate
sector in solving the problems of balancing fandlyd work commitments. It is
both necessary and possible to particularise, cemmght, and enhance public
policies by means of company policies and on thasid achieve synergistic
twofold effects — both the employees and the engay

4.2.2. The combination of public policies with a decensad approach
requires the creation of legal opportunities andlda@mons on a micro-level as well
as providing incentives to employers to implemenporate policies and measures
for reconciling the professional and social comreitis of their workers and
employees. And what is most important — througtsehgolicies employers must
pursue certain social and economic impacts in hioet @and the long term. In this
case, the development of employer policies shooldbe limited to undertaking
philanthropic activities, but be based on econoamalyses and estimates of the
effects alternative organisational and/or investmagtisions which optimise the
benefits-costs ratio of both sides. In a marketirenment both employers and
workers seek to maximise the benefits of labourough employment
opportunities. Therefore it is principally importan identify and justify employer
benefits from the implementation of policies andaswes to balance work and
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family life. Thus, when social protection rulesfraduced through primary and
secondary legislation, are supplemented with cateopolicies and measures,
which are in line with the family needs of workemsd employees, and easy to
adapt to the production and technological conddimnenterprises, it is possible to
achieve the expected diverse long-term and short-ttemographic, social, and
economic effects.

4.2.3.To meet the social needs of employees to recommi& and family
life there are various business possibilities -anrgational and investment.

a) Organisational decisions.The utilization of organisational capacity
depends on the employers' attitudes and effortedarpany planning, design and
organisation of flexible forms of employment andriwas well as flexible working
time arrangements. Among them the following flegibbrms of employment are
the most significant:

* Working part-time— such a possibility could be developed in a marimat
meets the individual's needs and preferences —imgpitkalf-day, i.e. 4 hours, or
working a reduced working day, e.g. 6 hours.

 Flexible working hours- possibility to choose the time for beginning and
ending the workday — a practice which used to b pepular more than three
decades ago in the form of fluctuating working lsour

 Functional flexibility —through which to achieve reconciliation of posison
and jobs through redistribution of job duties, sgbilities and rights. This
organisational measure has a multifunctional pwpddut it can be applied
successfully to ensure a long leave from work oéarployee for family reasons —
childcare, caring for a sick or dependent familymber.

*Working at home- the powerful growth of the services sector, udaig
crafts, as well as that of small and medium entsepr has lead to the development
of this form of atypical employment, for which IL&dopted Convention 177 as
early as 1996, while in Bulgaria this area was l&tgd by a legislative act adopted
in 2011. Besides in the interest of the enterpneduction of operating costs) this
form of employment may be used to encourage araho#e work and family life.

* Telework— form of employment which emerged thanks to tlassradoption
of information technology in businesses. Besidashrielogically possible and
economically efficient for employers, telework che used successfully in cases
where it is necessary to balance professional acidlscommitments.

b) Investment decisionlong with the organisational capabilities thesai
possibility for other policies and measures of ficial nature. They can be applied
in cases where production activity and the techmolof work exclude flexible
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forms and modes of employment, as long as employaderstand the social
importance of the problem and the possibility faomomic assessment and
justification of such decisions. This alternativehich has its social grounds and
economic effects, does not preclude the need farergmnental support and
encouragement of employer investment in solvingiadgoroblems or meeting
important social needs.

Employer solutions applied in social practice anduksed on reconciling
work and family life usually amount to the follognsample policies and
measures:

 Financial support of workers and employeggh have family problems by
means of monthly allowances for raising young cliidand/or caring for sick and
dependent family members in order to gain accegibdic childcare institutions
or to the market of social services;

*Development and maintenance of corporate sociab#tfucture such as
childcare centres, children's areas/rooms, etoneabr in partnership with other
businesses/organisations and through public-prpatierships;

*Realising the opportunities provided by the Européaocial Fundand
specifically the Operational Programme "Human ResgaiDevelopment"”, which
provides financing for social innovation and allowslay the foundations for a
sustainable development of this kind of employératives.

4.2.4.The science of economics provides to employersouarapproaches
and methods for choosing rationally and optimallitadble corporate policies. The
"cost-benefit" method of analysis breaks new groand can be used for in a
variety of cases for the assessment of investmentee public spheres, social
causes, initiatives and activities, even for eviatgathe effects of the adoption of
legislative instruments. Typical of investments various social spheres and
initiatives is to achieve long-term effect on aaabuof their long-term
"exploitation." Therefore, with the proposed metl{ading economic criteria and
on the basis of economic indicators for the assesswf benefits) it is possible to
evaluate the effect of the invested resources.elsence of the method involves
measuring and assessment of nominal values: expeslthvestment,
benefits/effects for the time/period of the "expmton" of the invested resources
and accruing the respective benefits, which is seg to evaluate the change in
value over time, i.e. to discount future cash flawghe net present value or vice
versa.
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4.2.5. The implementation of the method in this case meguadapting its
methodology with respect to the evaluation of teadiits, costs, effects and the
period of time.

4.2.5.1. The benefitoof employers' solutions — policies and measures fo
reconciling work and family commitments are consgdiea simple quantity — a set
of components that form them. Their evaluation aghdosophy and practical
approach is based on the cost of turnover, i.eatheunt of thesalternative costs
and lost profitsghat the employer has to incur if he or she accty# alternative of
hiring a new worker/employee on a position vacated to family reasons, when
the employer has decided against applying a soldoo combining family and
work commitments.

4.2.5.2. Costsas components and amounts are strongly influebgethe
nature and specifics of employers' solutions — othborganisational and
investment nature. The benefits can be accruedifiareht ways, i.e. through
different employers' solutions in terms of prodoticapacity and limitations,
corporate social responsibility and last but naste— the diverging economic
effects of different employers' solutions. Therefothe separation of the two
groups of solutions (organisational — aimed atitmq@ementation of flexible forms
of employment — and investment) has its methodo&gjrounds, as they generate
different cost components and suggest a differpptaach to the implementation
of the "cost-benefit" method.

4.2.5.3. The period(short-term, long-term) also affects the impleraéinn
of the "cost-benefit" method. Organisational san$ have short duration, which
do not require the inclusion of techniques for disting resource flows of
benefits and costs. While investment solutions havelong-term nature,
respectively — have long term effects, and theeetbeir evaluation must take into
account the change in the value of the flow ofritial resources such as costs and
benefits.

4.2.5.4. Effects- depending on the nature of employers' solut{posicies
and measures) different indicators can be usedsBesa economic effects.
Organisational and financial solutions and policieat have short-term effect
should be evaluated using indicators such as tine lwatween benefits and costs.
In this sense it is acceptable to use one spdaaificator to assess the effects of
organisational solutions, which is measurthg efficiency over timéBy using it
one can effectively determine the period for ndisiray the costs and benefits of
policies and measures to reconcile work and fagolpnmitments. While assessing
investment decisions that have long-term duratihwe, popular indicator "net
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present value" provides the possibility to assdss eéffectiveness of social
investment.

4.2.6. The methodology of the "cost-benefit" analysis jpideg a working
tool corresponding to the needs of employers feessing corporate policies and
measures for balancing work and family commitmentg)ich encourages
employers to include such measures in the soclaig® of their companies and to
implement them effectively. Along with the monetargnefits, the policies and
measures for reconciling work and family life haaleo significant non-monetary
benefits, such as motivation for better job perfance, more productive job
performance, commitment to the development of tmpany, etc. — which in turn
can generate significant long-term monetary effects
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