
                                                                          
 

------------------------------------------------------ www.eufunds.bg ------------------------------------------------------ 
 

Project BG05M9OP001-4.003-0045-C01  

“Innovative practices for job carving”,  

financed by Human Resources Development Operational Programme,  

co-financed by the European Union through the European Social Fund 

 

1 

 

Human Resources Development Operational Programme 2014–2020  

Transnational Cooperation Priority Axis 

Transnational Partnerships Procedure 

 

Project “Innovative practices for job carving” 

Contract: BG05M9OP001-4.003-0045-C01/11.12.2018 

 

 

BEST PRACTICES RESEARCH ON THE EXPERIENCE OF OTHER EU MEMBER 

STATES 

 

 

 

Summary 

 

 

 

 

  

http://www.eufunds.bg/


                                                                          
 

------------------------------------------------------ www.eufunds.bg ------------------------------------------------------ 
 

Project BG05M9OP001-4.003-0045-C01  

“Innovative practices for job carving”,  

financed by Human Resources Development Operational Programme,  

co-financed by the European Union through the European Social Fund 

 

2 

1. INTRODUCTION 

The Project “Innovative practices for job carving” (Contract  BG05M9OP001-4.003-0045-

C01/11.12.2018 г.) is financed by the Human Resources Development Operational Programme 

2014-2020 under Transnational Cooperation Priority Axis,  Transnational Partnerships Procedure 

and implemented by Idein Ltd. in partnership with Catholic University of Leuven, Belgium.  

The main objective of the project is to improve transnational cooperation by developing, 

testing and adapting to each partner country of two innovative social practices targeted at 

increasing the well-being at work and productivity of organisations.  

This report contains three main sections: Application of similar approaches in the European 

Union; Legal framework; Research and analysis 

The flowing terms are essential for the purposes of the current analysis: 

• job crafting – employees self-initiated changes of the work process where the 

employees introduce or change tasks and types of relationships within the team The term is 

referred to as “job crafting” below; 

• job carving – employer-initiated change of the work process as new human 

resources organizational policy, where the duties are personalized as to provide more time for the    

specialized staff and make maximum use of the individual skills; it is also applied in recruiting 

people with disabilities special needs. The term is referred to as “job carving” below.  

2. APPLICATION OF SIMILAR APPROACHES IN THE EUROPEAN UNION 

The notion of “flexible working conditions” is not homogenous. Its elements include the 

flexible working time, flexible workplace and flexible career path. 

2.1. Approaches in public administration 

Public administration is an area where the approaches of flexible working conditions can 

be easily applied. In its study entitled “Best particles analysis and preparation of proposals for the 

implementation of flexible working conditions” the Bulgarian Institute of Public Administration 

provides a comprehensive overview of the European practices in this area.   

European Commission’s employees benefit from the possibilities for late start and end of 

the working time by complying with certain limitations to the earliest start hour (i.e. 7 AM) and 

the latest end hour (i.e. 8.30 PM), respectively. The number of working hours varies, however, has 

to be balanced within the respective month. Teleworking is also allowed for certain positions 

within the organisation. 
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In Malta, apart from the possibility of having late start and end of the business day, the 

employees in public administration are allowed to work for less than 5 days provided that they 

compensate by working for more hours during the rest of the days.  

In 2003 Ireland established a pilot scheme for teleworking in several public administrations 

applied only to officials who are on higher posts in the hierarchy of positions. 

In France the officially regulated working time of the public administration is 35 hours per 

week. The French public administration applies two main models: an obligation for at least 4 

working hours daily; possibility for late start and end of the business day with fixed hours of 

mandatory presence at the workplace. The principles of teleworking are applicable only to some of 

the public administration offices. 

Teleworing in Germany is not regulated by the law, however, each administration can 

establish its own rules to promote the work-life balance. For example, the employees of the 

German Ministry of Interior should spend at least 2 days and 40% of their working time in the 

office, and minimum 20% of the time should be worked out from a distance. 

Flexible working time for the public administration in Portugal is regulated by the national 

law, except for the public administrations of defence and police. 

The employees of the Estonian public administration can carry out their tasks within an 

aggregated working time calculated for a period of up to 4 months. 

Luxembourg has different models of weekly employment – 100%, 75% and 50%. 

Teleworking is applicable to all employees with more than 5 years of service. 

The legal rules in Poland concerning human resources management, including on flexible 

working time, treat only basic principles, while the individual administrations are provided with 

considerable freedom to set out their own rules and procedures. 

Romania has regulated the flexible working time but not teleworking. Mothers of up to 1-

year old children have the right of two 1-hour breaks per day, which can be replaced by a 2-hour 

shorter business day.  

The public administration employees in Slovenia can choose between a working week of 5 

or 4 days.  

Spain has implemented flexible working time, however, teleworking is still under 

consideration. 

The lack of regulation with regards to the personal/sabbatical leave is identified only in 

Estonia, Poland and Romania. All other 26 examined EU Member States have provided for 
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possibilities of flexible career path, which are included in most national policies. In Denmark and 

Croatia, the issue of flexible career path is also included in the collective agreements.  

In general, the use of personal/sabbatical leave depends on the employer’s estimation. Only 

France and Portugal make an exception. An intermediate option is identified in Lithuania, Greece, 

Denmark and Cyprus where with certain types of personal/sabbatical leave the employer is obliged 

to place the employee on leave for the set period, while with others, this is provided for only as a 

legal option. The maximum duration of the personal/sabbatical leave varies from 1 year (Croatia, 

Germany, Malta, etc.) to 10 years (Luxembourg). In other countries such as the Czech Republic, 

national legislation does not provide for any limitation in this area.  

2.2. Approaches in economic activity sectors 

2.2.1 Findings from the Sixth European Working Conditions Survey  

An overall picture of employment in Europe, including with regards to the flexible working 

conditions, by country, occupation, sector and age group is provided by the regular European Working 

Conditions Survey (EWCS) of the European Foundation for the Improvement of Living and Working 

Conditions. The most recent Sixth European Working Conditions Survey of 2015 covers 44,000 

employees from 35 countries, i.e. EU-28 plus Albania, North Macedonia, Montenegro, Serbia, 

Turkey, Switzerland and Norway. It includes nine occupational groups – managers, professionals, 

technicians, clerks, service and sales workers, agricultural workers, craft worker, plant and 

machine operators, elementary occupations. 

The working time quality index comprises four dimensions – duration, atypical working time, 

working time arrangements and flexibility. 

The first dimension includes long working hours (48 hours or more a week), long working 

days (10 hours or more a day) and the lack of a recovery period between two working days. Long 

working hours have been associated with negative health and well-being outcomes such as 

cardiovascular disease, symptoms of depression and musculoskeletal disorders. 

  The second dimension – atypical working time – includes weekend work, night work and 

shift work. Shift work and night work are associated with negative consequences for health and 

well-being, such as increased risk of cardiovascular disease, fatigue, reduction in the quantity and 

quality of sleep, anxiety, depression, gastrointestinal disorders, increased risk of miscarriage, low 

birth weight and premature birth, and cancer. 

The third dimension covers discretion over working time arrangements, based on answers to 

questions on who sets the working time arrangements and to what extent workers are informed in 

advance of changes in their work schedules or are requested to come to work at very short notice. In 

principle, more discretion by workers is a positive resource. 

  

http://www.eufunds.bg/


                                                                          
 

------------------------------------------------------ www.eufunds.bg ------------------------------------------------------ 
 

Project BG05M9OP001-4.003-0045-C01  

“Innovative practices for job carving”,  

financed by Human Resources Development Operational Programme,  

co-financed by the European Union through the European Social Fund 

 

5 

The last dimension – flexibility – includes the possibility of taking an hour or two off during 

working hours to take care of personal or family matters, as well as the issue of working in one’s 

free time to meet work demands. 

Overall, the trend towards a decline in the average usual weekly working hours continues - 

from 38.6 hours in 2005 to 37.6 hours in 2010 and 36.6 hours in 2015. This decline is essentially 

due to the fact that more workers are working part time and fewer are working long working hours 

– the decrease in weekly hours was experienced by most groups of workers defined by age, sex, 

employment status and contract, except for the self-employed workers with employees and part-

time workers, who, on average, are working longer. Self-employed workers without employees, 

however, report the largest decline in average working hours - 7 fewer hours per week on average 

than in 2005. 

Part-time work continues to be extensively used in the Netherlands (by 42% of workers) and 

in Germany, Ireland and the United Kingdom (all around 30%). On the opposite end of the scale 

lies a group of countries where only 10% of fewer part-time workers: Slovakia, Hungary, Czech 

Republic, Turkey, Cyprus, Slovenia, Serbia and Croatia. Country differences in the distribution of 

working hours reflect sectoral composition, national traditions and the working time regulations. 

The classic 40-hour week remains the standard reference period and is the mode in the vast majority 

of countries, with the exception of Belgium (38 hours), France (35 hours), Denmark (37), Norway 

(38), Switzerland (42) and Turkey (60). Nevertheless, 28% of all workers (42% of women and 16% 

of men) work 34 hours or fewer per week. 

Working hours vary also according to employment status, sector, occupation and the size of 

the workplace. Self-employed workers (especially in companies with employees) tend to work more 

hours than employees. Short working hours (34 hours or fewer per week) are more frequent among 

employees with fixed-term contracts or with ‘other or no contract’. Very short working hours (20 

hours or less) were reported by over 20% of self-employed workers without employees. 

Working very short working hours is associated with lower earnings and, therefore, this type 

of schedule is not a preferred option. However, people working very short hours report a better 

work–life balance – they find it easier to take time off to attend to family and personal issues and it 

is less likely to find their health and safety at risk due to work. 

Long working hours are associated with depression, anxiety, sleep disorders and heart 

disease. Workers reporting long working hours have problems with work–life balance and four 

times worse work-life balance compared to those working for short working hours. Moreover, this 

group is twice as likely to report presenteeism – working when sick, thus, unable to work 

effectively. The proportion of individuals reporting long working hours varies between countries. In 

Montenegro, Albania, Greece and North Macedonia more than one-third of workers report long 

hours. In Turkey, the proportion reaches 57% of the workers. At the opposite extreme are 

Luxembourg, Germany, Denmark, the Netherlands and Norway where long working hours are 

reported by 10% of workers or fewer. 

With regards to the time off between two days of work the data differs by economic sector 

and by country. Healthcare, transport, construction and agriculture are the sectors with the largest 

proportions of employees reporting having fewer than 11 hours between two days of work; in terms 
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of occupations, most of the managers and agricultural workers report the same. Proportions per 

country for employees range from 7% in Bulgaria to 26% in Sweden and 32% in Norway; in Spain 

47% of the employees claim having a break of less than 11 hours at least once a month. 

The Sixth Survey studies also the regularity of working hours which refers to the extent to 

which people work the same hours every day or every week and the same number of days every 

week. Working hours can be grouped into three categories according to their regularity – high, 

medium, low – which vary by country. Bulgaria, Malta, Cyprus and Luxembourg have the greatest 

regularity, and Denmark, Finland and Sweden have the least regular work schedules. Higher 

regularity results in work-life balance.     

Place of work is an important determinant of a person’s work experience. Developments in 

ICT have facilitated working from places other than the employer’s premises. Working outside the 

employer’s premises – either at home or in other places (incl. public places like cafes or airports). 

The diffusion of mobile ICT, combined with incentives to limit travel time due to traffic and CO
2 

emissions, and an awareness of the benefits of work–life balance, have all triggered an increase in 

working away from the company’s premises. About two-thirds of the workers have a single 

regular workplace, while one-third carry out their work in multiple locations. The proportion of 

workers with multiple workplaces varies from a low of 18% in Turkey to over 40% in the Nordic 

countries. The phenomenon of e-nomads has added a new aspect to the understanding regarding 

mobile workers. 

The final section of the Sixth Survey concludes that each dimension of job quality can be 

improved through workplace practices and policies which could bring mutual benefits for both 

companies and workers. Firstly, it is highlighted that workers need to be actively involved in 

decision-making that affects the overall organisation of the company – a process that brings strong 

benefits both for the workers themselves and for their families (through better health and work-

life-balance), as well as for the employers who would receive more products of higher quality 

produced by motivated and healthy workers. 

2.2.2 Findings from the Third European Company Survey – Workplace Practices: Patterns, 

Performance and Well-being 

The European Company Survey (ECS) has been carried out every four years. It is focused on 

different forms of flexibility, including flexible working time and contracts, flexible remuneration and 

financial participation.   

Key findings: 

• Teamwork is practiced in 73% of companies, with 32% of the companies having employees 

in more than one team at the same time. In 67% of the companies, at least some employees 
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rotate tasks with other employees, resulting in avoiding the carrying out of monotonous 

repeated tasks; 

• Employees make decisions about daily tasks jointly with managers in 40% of the 

companies, and by themselves in an additional 6%; 

• The majority of companies provide paid time off for training (71%) or on-the-job training 

(73%) for at least some of their employees; 

• Companies made increasing use of flexible working time arrangements and part-time work: 

in 2013, 66% of the companies offered flexitime to at least some of their employees and 

69% had at least one employee working part-time; 

• More than half (56%) of employee representatives report they can use as much of their 

working time as is necessary to carry out their duties. 

With regards to the flexible working time arrangements the Third European Company 

Survey introduces three main indicators: opportunity for workers to adapt the start and end hours of 

their working time schedule; possibility for working time banking; share of part-time workers. 

Concerning the first indicator, it is concluded that in general the European companies 

increasingly introduce the rule on flexible start/end of the working time schedule, however, the 

implementation of this principle varies by country – over 80% of the studies companies in Finland, 

Denmark, Sweden and Austria, and less than 40% of the companies in Croatia, Bulgaria and 

Cyprus. This indicator varies also by economic sector – e.g. about 76% of the financial services and 

less than 56% in the construction sector, as well as by the size of the company – flexible working 

time is applied in 80% of the large enterprises and in 64% of the small ones. 

The second indicator shows similar findings. The working time banking is applied in 90% 

of the companies in Finland, Austria and Germany, and in less than 35% of the companies in 

Cyprus and Greece. With regards to third indicator – the part-time employment – it was reported 

by 69% of the companies in 2013, compared to 63% in 2009.  

2.3.  Approaches to older employees 

The issue of older employees is covered by the 3-year project “Safer and healthier work at any age 

– occupational safety and health (OSH) in the context of an ageing workforce”, carried out by the European 

Agency for Safety and Health at Work (ЕU-OSHA). 

The study categorizes the European countries into four groups based on the level of 

development of the national policy responses to address demographic change and the extension of 

the working life. Group 1: Increasing labour participation - Croatia, Cyprus, Greece, Iceland, 

Lithuania and Romania; Group 2: Retaining people at work - Bulgaria, Czech Republic, Estonia, 

Hungary, Ireland, Italy, Latvia, Luxembourg, Malta, Poland, Portugal, Slovakia, Slovenia, Spain 

and Switzerland; Group 3: Targeted approach to the extension of the working life; Group 4: 

Integrated approach for a sustainable working life - Denmark, Germany, the Netherlands, Finland 

and Sweden. 
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The countries falling within the group with the most advanced measures for the older 

working population (group 4) have developed an integrated policy framework to promote the 

sustainable extension of the working life and employability through systems for early recognition 

of the potential socioeconomic challenges caused by population ageing, in particular with regard to 

the sustainability of public finances. The policies are based on concepts such as ‘sustainable 

work’, ‘sustainable employability’, ‘well-being at work’ or ‘new quality of work’, which imply a 

holistic approach. They cover such aspects as health and functional capacities, skills and career 

development, physical and psychosocial work environment, leadership and motivation. Some of 

the specific case studies included in the document are: 

Premegovnik Velenje, Slovenia. A coal mine employing approximately 1,300 people in 

2013 at the average age of 41.8 years. Since 1998 the company has been running a health 

protection and promotion programme “Care for a healthy worker” – a medical preventative 

programme to identify potential MSDs 

  Service d’Aide aux Familles bruxelloises Аsbl, Belgium. A small non-profit organisation 

supporting families during times of illness, disability or social distress. Most of the employees are 

women over 45 years old. The organization implements a project aiming to enhance employees’ 

skills by providing training on stress/psychosocial risks and dealing with daily work situations that 

can be stressful. It also develops workers’ career progression by enabling them to qualify as a 

coach.  

  GE Money Bank, Czech Republic. A financial services branch of the American corporation 

General Electric (GE) with more than 3,214 employees, about 10% of who have already reached 

pension age but who continue to work for the company. Since 2010 the branch has joined the global 

GE HealthAhead programme through its “GE Pro zdraví” (“GE for Health”) programme aiming to 

create a culture of healthy living. .  

Berner Ltd, Finland. A long-time manufacturer of hygiene products and with an average 

employee age of 44 years and with 21% of employees over 55 years old. Since 2010 the company 

has been implementing a “senior programme” - developed by an in-house steering group to improve 

the working environment of older workers in order to keep them in the company and to reduce the 

pension and sickness absence costs.  

 

3. LEGAL FRAMEWORK 

3.1. EU directives and strategic documents  

Council Directive 89/391/EEC on the introduction of measures to encourage improvements in the safety 

and health of workers at work  

Directive 2003/88/EC concerning certain aspects of the organisation of working time 
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Directive 2002/15/EC on the organisation of the working time of persons performing mobile road transport 

activities  

Council Directive 2000/79/EC on the Organisation of Working Time of Mobile Workers in Civil Aviation 

Council Directive 94/33/EC on the protection of young people at work 

Directive 2006/54/EC on the implementation of the principle of equal opportunities and equal treatment of 

men and women in matters of employment and occupation 

EU Strategic Framework on Health and Safety at Work 2014-2020  

3.2. National strategies on health and safety at work 

In 2018 the European Agency for Safety and Health at Work carried out a comprehensive 

survey allowing for a comparative analysis of the national strategies and their compliance with the 

Strategic Framework on Health and Safety. The document entitled “National Strategies on Health 

and Safety at Work across the European Union” contains an overview of the national policies of 

25 Member States (Austria, Belgium, Bulgaria, Cyprus, Czech Republic, Denmark, Estonia, 

Finland, France, Germany, Greece, Hungary, Ireland, Italy, Latvia, Lithuania, Malta, the 

Netherlands, Poland, Portugal, Slovakia, Slovenia, Spain, Sweden and UK) expressed through 

strategies, action plans and specific programmes. 

Some conclusions: 

- new technologies and innovations in the work process (organization of work, non-

traditional forms of employment) are the subject matter of the national strategies of Belgium, 

Bulgaria, France, Germany, Greece, Hungary, Italy, Ireland, Latvia, Lithuania, Slovakia, Slovenia, 

Spain and Sweden; 

- most of the Member States address the so called “emerging risks” and “changes in the 

workforce “ issues, namely: diverse workforce, non-traditional employment contract and work 

models, faster exchange of workers due to part-time employment; 

- stress and ergonomic risks (daily repeated actions, painful position of the body, lifting 

and carrying heavy loads) are addressed in almost all national strategies; 

- the impact of changes in the organization of work on the physical and mental health is 

also pointed out in most national documents; 

- the issue of specific risks for women such as MSDs and certain types of cancer is 

addressed in the national strategies of Austria, Belgium, Portugal and Slovenia. 
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4. RESERAHC AND ANALYSIS 

4.1. The Nobel Prize in Physiology or Medicine 2017 

The Nobel Prize in Physiology or Medicine 2017 has been awarded jointly to three scientists "for 

their discoveries of molecular mechanisms controlling the circadian rhythm" - Jeffrey C. Hall (University 

of Maine, Maine, ME, USA), Michael Rosbash (Brandeis University, Waltham, MA, USA, Howard 

Hughes Medical Institute) and Michael W. Young (Rockefeller University, New York, NY, USA). 

They managed to peek into the “biological clock” and find out the way its inner mechanism 

operates. Their discoveries explain how plants, animals and people adapt their “biological rhythm” 

in such a way to synchronize with the Earth’s rotation. This discovery lays the foundations of 

understanding the “biological clock” on molecular level. The “biological clock” can be found in 

many aspects of our complicated physiology. Most of our genes are regulated by the “biological 

clock”, hence, the carefully calibrated circadian rhythm adapts the physiology in different phases 

of the day. The “clock” regulates important functions such as behaviour, hormone levels, sleep, 

body temperature and metabolism. The mismatch between the external environment and this 

“biological clock” (e.g. in shift work or travelling though several time-zones) affects human health 

and can increase the risk of different diseases. Thanks to the fundamental discoveries of the three 

Nobel Prize winners the circadian biology becomes a very dynamic field of research that has and 

important impact on human health and a large application in the areas of job carving and job crafting. 

4.2. Survey on shift work and circadian rhythms  

In 2014 the Canadian scientists D.B. Boivin and P. Boudreau published their study entitled 

“Impacts of shift work on sleep and circadian rhythms”. The survey contains and overview of the 

circadian disorders related to shift work, as well as of their impact on health. Some of the key 

subject matters studied by the two scientists are: description of circadian rhythms, the mismatch 

between shift work and circadian rhythms, the sleep-wake disturbances associated with shift work, the 

impaired vigilance associated with shift work and the relation between shift work and accidents, the risks to 

human health, etc.  

As a reaction against the negative impacts the scientists highlight a range of strategies that 

can mitigate these effects. However, they point out that working on atypical shifts has important 

socioeconomic impacts as it leads to an increased risk of health disorders in addition to the danger of 

misconduct and workplace accidents. The tolerance to shift work is a complex problem requiring a 

comprehensive multilayer approach. There are no such measures that could fully mitigate the 

circadian disorders; these measures should be adapted to each individual work schedule and 

environment. 
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4.3. Study on job crafting 

The most cited researchers in the field of job crafting are Amy Wrzesniewski (University of 

New York) and Jane E. Dutton (University of Michigan) with their study „Crafting a job: 

revisioning employees as active crafters of their work“ (2001). They expanded the fundamental 

theory on job design (Hackman & Oldham, 1976; 1980) and the processing of public information 

(Salancik & Pfeffer, 1978). Following the publicity of their studies, a number of other scientists 

explored the subject by developing different aspects of the job crafting. Wrzesniewski  and Dutton 

examined six specific examples of job crafting.  

The case with the hospital cleaners. A study of 28 hospital cleaners showed significant 

differences that divided them into two groups – one group carried out only a minimum of 

necessary tasks and limited the interactions with others as much as possible, while the second 

group of cleaners altered the task and relational boundaries of the job to include additional work 

tasks, as well as frequent interactions with patients, visitors, and others in their unit. The members 

of the second group saw their work as critical to healing patients altering the meaning of their 

work and their own work identity, while, in contrast, the members of the first group did not see 

themselves as anything other than room cleaners. 

The case with the hairdressers. Cohen and Sutton's (1998) study of hairdressers who by 

making personal disclosures about themselves push their clients to do the same. The hairdressers 

changed the job tasks to include not only physically cutting hair but also getting closer to the 

clients and changing the interactions with them.  

The case with the engineers. Fletcher's (1998) research on the work of female design 

engineers describing four different kinds of engineering work. Fletcher observed how engineers 

encourage cooperation by removing relational boundaries and involving each employee in the 

teamwork. The studies engineers changed the tasks and their performance, thus, creating new 

boundaries of the activities that accelerate the performance, create positive atmosphere within the 

team and contribute to their personal development.   

The case with the nurses. Two complementary studies of Benner (1996) and Jacques 

(1993) observing nurses show models where nurses acted as job crafters by actively managing the 

task boundary of the job to deliver the best possible patient care. By paying attention to the 

patient's world and conveying seemingly unimportant information to others on the care team, 

nurses re-created their job to be about patient advocacy, rather than the sole delivery of high-

quality technical care Nurses changed the relational boundary of the job by expanding their 

relationship set to include patients' family members, on whom the nurses relied for information 

and input.  
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The case with the information technicians. Star and Strauss (1999) study among 

technicians in computer-supported cooperative work environments. The authors documented the 

often unrecognized work of technicians, including articulation work, in which employees work to 

“get things back 'on track' in the face of the unexpected, and modify action to accommodate 

unanticipated contingencies". Articulation work allows for smooth workplace operation through 

the smooth communication between managers of different work units. 

The case with the restaurant kitchen employees. Fine's ethnographic study of work in 

restaurant kitchens (1996) describes how professional cooks engaged in structuring multiple tasks 

under time pressure in ways that reflected job crafting. By taking shortcuts and using tricks of the 

trade to compose a meal, professional cooks and kitchen staff altered the task boundary of their 

jobs by changing (1) the number of tasks and (2) the way they saw their tasks, from being a set of 

discrete food preparation steps to an integrated whole of dish creation that reflected the artistic 

character of their work.  

 4.4 SWOT analysis 

The strengths and weakness of job carving and job crafting below are a summary of the 

above studies and practices of the other EU Member States. 

Strengths 

• bigger quantity and better quality of the 

production  

• better work-life balance of employees 

• vast diversity of forms of flexible work 

environment 

• better services to the clients 

• greater commitment of the employees 

• improved overall health status of the employees 

• reduced risk of workplace accidents   

• adequate response to the effects of demographic 

changes  

Weaknesses 

• potential operational difficulties in 

carrying out the proposed changes  

• possible additional pressure on the 

other employees who do not want 

flexible jobs 

• potential negative impact on the 

services to the clients and the work 

quality 

• additional costs to implement 

different flexible approaches  

• potential difficulties in the 

communication with the employees 

(especially those who work from 

home)  

Opportunities 

• organising the working time becomes a critical 

Threats 

• managers’ resistance 
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point in company’s organisation of work  

• increased awareness of the circadian rhythms 

(e.g. in the shift work) 

• availability of studies on changing the work 

process 

• availability of fora and organizations at EU 

level 

• availability of best practices 

• availability of funding opportunities for the 

application of innovative approaches  

• difficulties in planning the work with 

different employment arrangements 

(contracts) 

• lack of information, lack of interest 
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www.strategy.bg/StrategicDocuments/View.aspx?lang=bg-BG&Id=891 

Sixth European Working Conditions Surveys (EWCS), 2015, European Foundation for the 

Improvement of Living and Working Conditions, www.eurofound.europa.eu 

European Quality of Life Surveys (EQLS), European Foundation for the Improvement of Living and 

Working Conditions, www.eurofound.europa.eu 

European Agency for Safety and Health at Work (ЕU-OSHA), official website osha.europa.eu 

 “Safer and healthier work at any age” project, Final overall analysis report (EU-OSHA), European 

Agency for Safety and Health at Work (ЕU-OSHA), osha.europa.eu/en/tools-and-

publications/publications/safer-and-healthier-work-any-age-final-overall-analysis-report  

EUR-lex Access to European Union law, official website eur-lex.europa.eu/ 
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content/BG/ALL/?uri=CELEX%3A31989L0391 

Directive 2003/88/EC of the European Parliament and of the Council of 4 November 2003 

concerning certain aspects of the organisation of working time,  eur-lex.europa.eu/legal-

content/EN/TXT/?uri=CELEX:32003L0088 

Report from the Commission to the European Parliament, the Council and the European Economic 

and Social Committee, Report on the implementation by Member States of Directive 2003/88/EC concerning 

certain aspects of the organisation of working time, COM/2017/0254 final, 

www.europarl.europa.eu/RegData/docs_autres_institutions/commission_europeenne/com/2017/0254/COM_

COM(2017)0254_EN.pdf 

Directive 2002/15/EC - working time, mobile road transport activities, 

osha.europa.eu/en/legislation/directives/directive-2002-15-ec  

Directive 2000/79/EC - working time - civil aviation, 

osha.europa.eu/en/legislation/directives/council-directive-2000-79-ec 

Directive 94/33/EC - on the protection of young people at work, 

osha.europa.eu/en/legislation/directives/18 

Directive 2006/54/EC - on the implementation of the principle of equal opportunities and equal 

treatment of men and women in matters of employment and occupation, 

osha.europa.eu/en/legislation/directives/council-directive-2006-54-ec 

EU Strategic Framework on Health and Safety at Work 2014-2020, https://eur-lex.europa.eu/legal-

content/EN/TXT/PDF/?uri=CELEX:52014DC0332  

National strategies in the field of OSH in the EU, report, 2018, European Agency for Safety and 

Health at Work (ЕU-OSHA), osha.europa.eu/bg/safety-and-health-legislation/osh-strategies 

Nobel Prize official website, www.nobelprize.org/prizes/medicine/2017/summary/ 

Bulgarian media articles: https://zdraven.bg/; https://nauka.offnews.bg/news; http://medicaltime.bg; 

http://www.moeto-zdrave.life; https://www.economy.bg/innovations 

“Impacts of shift work on sleep and circadian rhythms. Les impacts du travail poste ́ sur le sommeil 

et les rythmes circadiens”, D.B. Boivin, P. Boudreau,  Department of Psychiatry, Centre for Study and 

Treatment of Circadian Rhythms, Douglas Mental Health University Institute, McGill University, Montreal, 

http://www.eufunds.bg/
https://eur-lex.europa.eu/legal-content/BG/ALL/?uri=CELEX%3A31989L0391
https://eur-lex.europa.eu/legal-content/BG/ALL/?uri=CELEX%3A31989L0391
https://eur-lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:32003L0088
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https://osha.europa.eu/en/legislation/directives/directive-2002-15-ec
https://osha.europa.eu/en/legislation/directives/council-directive-2000-79-ec
https://osha.europa.eu/en/legislation/directives/18
https://osha.europa.eu/en/legislation/directives/council-directive-2006-54-ec
https://eur-lex.europa.eu/legal-content/EN/TXT/PDF/?uri=CELEX:52014DC0332
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QC, Canada; Pathologie Biologie 62 (2014) 292–301; Elsevier Masson SAS. https://kundoc.com/pdf-

impacts-of-shift-work-on-sleep-and-circadian-rhythms-.html 

„Crafting a job: revisioning employees as active crafters of their work“, 2001, Authors: Amy 

Wrzesniewski and Jane E. Dutton; The Academy of Management Review, Vol. 26, No. 2 (Apr., 2001), 

faculty.som.yale.edu/amywrzesniewski/documents/Craftingajob_Revisioningemployees_000.pdf 

Tools, Templates and Resources on ACAS (Advisory, Conciliation and Arbitration Service) official 

website www.acas.org.uk: “Flexible working and work-life balance”, A guide for employers and employees 

“Age and the workplace”, “Managing attendance and employee turnover”, “Health, work and wellbeing”. 
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