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Abstarct.

The relevance of this study. The establishment of labor relations in today's society is one of the main guarantors
of material well-being, or more precisely financial situation, and security. Having a job makes a person feel safe, which in
turn affects more productive and higher-performing work. Yet it often happens that a person loses this guarantor of his or
her security and material well-being and is fired. The large numbers of unemployed people registered in Lithuania show
that job loss and related unemployment is one of the problems of the whole society. In Lithuania alone in 2018. 148,242
unemployed were registered in 2019, and in 2019 — 144 989 [1]. According to the data of the Employment Service, in
2021. January 1 There were 277,100 unemployed in Lithuania, which is 16.1 percent. of the total working age population
of the country.

The main problem. The direct impact of quarantine bans and the general economic slowdown are leading to an increase in
the number of terminations. Termination of the employment contract at the request of the employee or by agreement between
the employee and the employer is sufficiently clear to the institutes of employment law [2]. In the context of a pandemic, it is
considered that an employee, as a weaker party to an employment relationship, may not only lose a stable source of income
due to a closed business, but may also abuse the employer's statutory right to dismiss workers. conditions for these workers
to return to work. The following tasks: 1. To define the concept of an employment contract terminated at the initiative
of the employer. 2. To examine the essential aspects of the legal regulation of the employment contract upon its termination
at the initiative of the employer. 3. Identify the problems of legal regulation of the employment contract after its termination
at the initiative of the employer. 4. To analyze the problems of the employment contract after its termination at the initiative
of the employer in court practice. The aim of this work to analyze the main problems of legal regulation and application
of the employment contract after its termination at the initiative of the employer. The paper concluded that ttermination
of an employment contract is the termination of the rights and obligations of the parties to the employment contract, regardless
of who initiates the termination of this relationship. Meanwhile, the termination of the employment contract at the initiative
of the employer is the end of the relationship between the parties to the employment contract when the employer is given
the right to initiate the termination of this relationship. The novelty Although several scientific articles can be found on
termination of employment, a more detailed and in-depth analysis of termination at the initiative of the employer is lacking.
In view of this, the novelty. As the result the regulation of dismissal of an employee, when the right of initiative to terminate
the employment relationship is transferred to the "hands" of the employer, is quite comprehensive and ensures the existence
of fair treatment of the employee. The used methodology document analysis, systematic analysis, comparative, logical-
analytical method, and generalization methods.

Keywords: employer, employee, employment contract, termination, employer initiative.

Statement of the problem. the application of the termination of the employment
Analyzing the problematic situation regarding  contractatthe will of the employer, since the employer
the termination of the employment contract, terminat-  has a discretion to terminate the employment contract
ing it at the initiative of the employer can raise the fol- ~ for any reason. secondly, the employer has the right
lowing main problems: first, the problems arise from  to dismiss the employee without stating any reason
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for dismissal and the Labor code of the Republic
of Lithuania does not provide that the reason for
dismissal must be important. thirdly, it should be
noted that the list of what constitutes a serious breach
of duty is not exhaustive, so that the employer may
abuse his right to identify other cases of a serious
breach in internal documents.

Relevance of the topic the establishment of labor
relationsintoday's society is one of the main guarantors
of material well-being, or more precisely financial sit-
uation, and security. Having a job makes a person feel
safe, which in turn affects more productive and high-
er-performing work. Yet it often happens that a person
loses this guarantor of his or her security and material
well-being and is fired. Termination of the employ-
ment contract at the request of the employee or by
agreement between the employee and the employer is
sufficiently clear to the institutes of employment law.

Meanwhile, termination of the employment
contract at the initiative of the employer is a much
more complex institute, especially after 2017. on
1 July, when the new provisions governing the ter-
mination of the employment contract at the initiative
of the employer entered into force. For this reason,
the extension of the framework of employer initiative
in legal norms is relatively new, therefore the mech-
anism of application of these norms has not been
fully examined in detail. In view of this, the nov-
elty of the topic in question is manifested in the fact
that the work reveals exactly one way of terminating
the employment contract, i. y. termination at the initi-
ative of the employer.

The aim of the research is to analyze
the main problems of legal regulation and applica-
tion of the employment contract after its termination
at the initiative of the employer.

Results.

Labor relations are one of the main safeguards
of human well-being. Employment provides a wage
that individuals can take care of their own and their
loved ones' well-being. One of the objectives of labor
law is to ensure employment security, so that if labor
law were free to apply without restriction the provi-
sions of contract law which leave the parties free to
determine the conditions for terminating contracts, it
is clear that that objective would never be achieved.
Labor law therefore provides for the protection
of employees in the event of termination of their
employment contract at the initiative of the employer,
in particular in the case of dismissal through no fault
of the employee. In Lithuania, the main national
legal acts on termination of an employment contract

are the Labor Code and the Constitution. Article
48 of the Constitution states that "everyone is free to
choose his or her job and business, and has the right to
decent, safe and healthy working conditions, to a fair
wage and to social security in the event of unemploy-
ment" [3].

The concept of the institution of termination
of employment in national and international law

Since a legal employment relationship arises only
based on an employment contract, the termination or
termination of the employment contract is also con-
sidered to be the end of the legal employment rela-
tionship and, at the same time, the end of the rights
and obligations of their subjects. The concepts of ter-
mination and termination of an employment contract
defined in the Labor Code of the Republic of Lithuania
(hereinafter - the Labor Code of the Republic
of Lithuania) are not identical. The concept of ter-
mination of an employment contract is broadest, as
it covers all cases of termination of an employment
contract, and thus of an employment relation-
ship, when essentially all rights and obligations
of the parties to the employment contract, regardless
of the person's initiative. terminated. It should be
noted that the new LC of the Republic of Lithuania
does not provide a detailed list of grounds for termi-
nation of an employment contract, thus the employer
has more freedoms to terminate the employment
contract with the employee. [4]. Lithuanian labor
relations are regulated not only by national but also
by international legal acts. 1919 The International
Labor Organization established in 20006, is the only
specialized agency of the United Nations operat-
ing on a tripartite basis (governments, workers,
employers). The main goal of this organization is
to increase social justice for working people [5].
This organization envisages international policies
and programs to improve working and living con-
ditions and develops international labor standards.
Being a member of the said organization obliges to
respect and nurture the principles of world impor-
tance in labor legal relations and to ensure their real
implementation and functioning in the domestic
labor law of the state. As in national and international
law, the institution of termination of employment is
important. One of the safeguards against unjustified
dismissal is a warning. The purpose of the alert is to
help the employee adapt and allow time to look for
a new job. ILO Convention no. 158 [6] “On termina-
tion of employment at the initiative of the employer”
Art. speaks of a notice of termination of employment
and provides that the dismissed worker must be given
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notice within a reasonable time, but does not spec-
ify its duration, and the employer is given the option
of not complying with that time limit and paying
compensation not specified in the Convention. It
must be emphasized that, following a notice of ter-
mination, the employment contract remains in force
and the parties must fulfill their obligations until
the employment contract expires. The fact that
an employment contract is coming to an end does not
entitle either the employee or the employer to per-
form their duties more negligently.

In order to discuss the regulation
of termination of employment at international level,
it is important to mention the Universal Declaration
of Human Rights [7], adopted in 1948. December 10
I£23 Art. 1 d. refers to the right of individuals to work
and their choice - it is a dispositive norm that allows
a person to choose a job of his or her own free will
and regulates to ensure working conditions and pro-
tection against unemployment. The Convention for
the Protection of Human Rights and Fundamental
Freedoms (ECHR) [8], which entered into force in
1950 and established the European Court of Human
Rights (ECtHR), is also important in the debate.
Lithuania has ratified this Convention; therefore its
provisions are directly applicable. Mention should
also be made of the European Social Charter adopted
in 1996. on 3 May, with a view to guaranteeing work-
ers' rights and their protection. In the present case,
Article 24 of the Charter is relevant, which guaran-
tees the right to protection in the event of termination
of an employment contract [9].

The concept of termination of the employment
contract at the initiative of the employer.

According to the Labor Code of the Republic
of Lithuania, an employer may dismiss an employee
on his or her own initiative due to the employee's
fault (Article 58 of the Labor Code of the Republic
of Lithuania) or without the employee's fault (Article
57 of the Labor Code of the Republic of Lithuania)
[10]. In order for an employer to say goodbye to
employees fairly and lawfully, the employer must
meet certain conditions. If it is planned to dis-
miss a group of employees [11], before deciding
on dismissal of employees, the employer must
perform information and consultation proce-
dures of the employees' representatives (Article
207 of the Labor Code of the Republic of Lithuania).
If individual employees are dismissed, but the deci-
sion will have a significant impact on the organization
of work in the company and the situation of employ-
ees, consultation and information procedures

are performed in accordance with Article
208 of the Labor Code of the Republic
of Lithuania [11].

Although the norms of the Labor Code

of the Republic of Lithuania provide for cases of dis-
missal, when an employer may dismiss an employee
on his or her own initiative, at the same time this legal
act also establishes certain guarantees for employees.
For example, the prohibition to dismiss an employee
under Article 57 of the Labor Code of the Republic
of Lithuania. Pregnant workers, including those
raising young children under the age of 3 and those
called up for military service, cannot be dismissed on
this basis [12].

Breach of guaranteed rates is considered an inde-
pendent ground for declaring an employee's dismissal
illegal. Thus, an employer may dismiss a person on his
own initiative due to the employee's fault and with-
out fault, in accordance with the relevant articles
of'the Code of the Republic of Lithuania. Upon termi-
nation of employment at the initiative of the employer
without the employee's fault, the employer must pay
the employee the benefit provided for in Article
57 of the Labor Code of the Republic of Lithuania.
8 p. The employer is obliged to notify the employee
of imminent dismissal. Such a decision must be
notified within the time limits established by law.
LR LK 57 p. 1 d. 1 p. and 3 p. the grounds for dis-
missal based on which the employment contract may
be terminated when the employee's work functions
become redundant, when the employee refuses to
work in the event of changes in the terms of the con-
tract. It should be noted that changes in the organiza-
tion of work and other reasons related to the activities
of the employer allow to state that the work function
performed by the employee becomes excessive for
the employer, i. y. becomes redundant [13]. Excess
work performed by an employee may be recognized
when the employer completely relinquishes the work
function performed by the employee or when it is
determined that fewer employees are sufficient to per-
form the same or similar functions. Excessive work
function can be caused by both internal and exter-
nal reasons. Internal reasons may include reorgani-
zation of work organization, and external reasons
may include economic or other external reasons why
the employer decides to reduce the company's oper-
ating costs [14].

In Australia, at the initiative of the employer,
the employment contract is terminated when -
the employer's actions "directly and indirectly" result
in termination of employment and if the employer
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had not taken such action, the employee would have
remained in employment [15]. The question arises as
to whether the employer's actions lead to a "direct
or consequential” termination of employment, which
is important but not essential [16]. The actual or
subjective intention of the employer is irrelevant.
Contracting the employment contract does not auto-
matically terminate the contract, but the injured party
has the right to terminate the contract [17].

Termination of employment not only traumatizes
employees, but loss of income has a direct impact not
only on the well-being of the employee but also on
his or her family. As more countries seek employment
flexibility and globalization destabilizes traditional
employment patterns, it is likely that more and more
workers will be forced to retire at some point in their
working lives. At the same time, flexibility in reduc-
ing the number of employees and laying off dissatis-
fied employees is a necessary tool for employers to
maintain the productivity of the company [18].

In Belgium, for example, regarding termination
of employment contracts and social welfare, employ-
ment contracts are usually terminated by giving
notice of dismissal or compensation in lieu of notice.
It is also possible to combine the two cases where,
after service of the notice period, a benefit is paid for
the remaining notice period [19]. The employer does
not need any permission to dismiss the employee
(except for the dismissal of an employee represent-
ative or prevention counselor). Following the recent
reform of Belgian labor law, the notice periods for
blue-collar and white-collar workers are now in line
with employment contracts, which come into force in
2014. From January 1. these notice periods are set by
law and depend only on the employee's length of ser-
vice [20]. Contracts of indefinite duration valid until
2014 From 1 January 2006, the notice period to be
observed in the event of dismissal shall consist of two
parts, which shall be aggregated [21].

Under Irish law, people who have lost their job can
be entitled to unemployment benefit, and those with
sufficient social security contributions can receive
jobseeker's allowance, and those who do not have
sufficient PRSI contributions can receive jobseek-
er's allowance. Depending on all the circumstances,
a person may also receive a medical card or a general
practitioner business card and other ancillary bene-
fits, such as a rent supplement under the supplemen-
tary welfare benefit scheme [22].

In summary, the termination of an employment
contract is understood as the termination of the rights
and obligations of the parties to the employment

contract, regardless of who initiates the termina-
tion of this relationship. Comprehensive regulation,
both at national and international level, ensures that
therights ofthe worker as a weaker party to the employ-
ment relationship are not violated. Clear regulation
of the cases in which termination of employment con-
tracts may be initiated by the employer, and in par-
ticular the existence of a requirement to state the rea-
son for termination of employment, is considered
a safeguard for the rights of employees and, in
some cases, employees with specific characteristics.
Ensuring workers' rights when an employment con-
tract is terminated is necessary to preserve a person's
emotional and financial stability. Financial instability
is seen as a major social consequence of dismissal, as
the person who has lost his or her job feels insecure
and inferior due to public attitudes. For this reason, in
the event of financial instability, the state's treatment
of a person who has lost his job is considered as "first
aid". In the form of various benefits and allowances,
it provides at least the minimum social guarantees for
the unemployed person.

Conclusions.

1. Termination of an employment contract
is the termination of the rights and obligations
of the parties to the employment contract, regard-
less of who initiates the termination of this relation-
ship. Meanwhile, the termination of the employment
contract at the initiative of the employer is the end
of the relationship between the parties to the employ-
ment contract when the employer is given the right to
initiate the termination of this relationship.

2. Comprehensive regulation of employer-termi-
nated termination of employment at both national
and international level ensures that the employee's
rights as a weaker party to the employment relation-
ship are not violated. Ensuring their rights is essen-
tial to preserving a person’s emotional and financial
stability.

3. The regulation of dismissal of an employee,
when the right of initiative to terminate the employ-
ment relationship is transferred to the "hands"
of the employer, is quite comprehensive and ensures
the existence of fair treatment of the employee.

4. The existence of problematic situations in dis-
missal is revealed by the extensive case law on dis-
missal at the initiative of the employer. Problematic
situations arise from the gross assessment of a breach
of duty. The list of serious violations established
by the labor code of the Republic of Lithuania is
not exhaustive, therefore the employer reserves
the right to decide on the seriousness of a specific
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violation. There are cases where the infringement
1s found to be serious, but the dismissal is found
to be disproportionate to the infringement com-
mitted. Situations when an employee is dismissed
at the will of the employer create a medium for liti-
gation, as the labor code of the Republic of Lithuania
does not establish specific reasons for dismissal

and the employer may dismiss the employee with
a large margin of discretion. There are also cases
of non-compliance by employers with certain guar-
antees for some employees. Employers often do
not apply the guarantees of priority to stay at work
established by the Labor Code of the Republic
of Lithuania and dismiss an employee.
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IMPOBJIEMH ITPABOBOI'O PETI'YJIIOBAHHS ITICJISA MIPUIIMHEHHSA TPYJOBOI'O JOTI'OBOPY
3 IHINIATUBU POBOTOJABIISA

AHoTauis.

AKTyaJbHIiCTB A0CTiPKeHHs1. BCTaHOBIICHHS TPYAOBHUX BITHOCHH y Cy4aCHOMY CYCIIJIbCTBI - OIMH 3 TOJIOBHUX YHH-
HHUKIB MaTepiajbHOro OJIaromoyyys, a ToUYHile (piHAHCOBOTO CTAHOBHINA, Oe31eK. PoOoTa 3MyIiIye JTHOAMHY BiI4yBaTh
cebe y Oe3rreri, 1110, y CBOIO Yepry, BIUIMBA€E Ha OLIBII IPOTYKTUBHY 1 pe3yJIbTaTHBHY POOOTY. AJle 4acTO TPAIUISETHCS, 110
JIIOJIHA BTPavae [bOT0 TapaHTa CBO€ET OE3MeKH 1 MaTepiaabHOro Oaronomyyys i 3BiTbHA€ThCs. Bennka KinbKicTs 06e3po-
0iTHHX, 3apeecTpoBaHMX B JINTBI, CBITYUTH PO TE, IO BTpaTa poOOTH i OB'A3aHE 3 HEIO 0e3pOOITTS € OMHIEIO 3 TIPOOIIEM
BchOTO cycminbeTBa. Tinpku y JIntei B 2018 p B 2019 pomi 6yro 3apeectpoBano 148 242 6e3pobitHux, a B 2019 p - 144 989.
3a manumu Ciyx0wu 3aitasrocti, y ciuni 2021 poky B JIutsi Oyimo 277 100 6e3po0iTHUX, 1110 CTAHOBUTH 16,1 BiICOTKIB
BiJI 3arajibHOI YHMCENILHOCTI HaCeJIeHHs KpaiHK y npaiie3arHomy Biui. [onoBHa ripobiema. [IpsiMuii BIUIMB KapaHTHHHHUX
3a00pOH 1 3araJIbHUI EKOHOMIYHHUH CIIaJ IPU3BOIATH IO 301IBIICHHS YUCIia 3BUIbHEHB. PO3ipBaHHS TPYIOBOTO JOTOBOPY
Ha TIPOXaHHs MpalliBHUKAa a00 3a 3Trof[0I0 MiXK IMPAIiBHUKOM i POOOTOMABIIEM TOCHTH SICHO JJISl IHCTUTYTIB TPYHOBOTO
mpaBa. B KOHTeKcTi maHaeMii BBaXKa€THCS, IO MPAIliBHUK, SK OLIBII cadka CTOPOHA y TPYIOBHUX BiTHOCHHAX, MOXKYTh HE
TIJTBKU BTPATHTH CTaliIbHE HKEPETIO TOXOAY depe3 3aKpHUTTs Oi3HecCy, ajie TaKoXK MOXKE 3JIOBKHMBATH 3aKOHHUM MTPaBOM
po0OTOABIIS 3BUIBHATH NPAIiBHUKIB. YMOBH JUIsl OBEPHEHHS IIUX POO0OYHX HA poOOTY. BupilleHo HACTyIHI 3aBIaHHs:
1. BuzHauuTH NOHSATTS TPYAOBOTO JJOIOBOPY, 110 IPUITUHSIETHCS 3 1HILIaTUBH poOoTOAaBIs. 2. BUBYMTH iCTOTHI acrieKTn
IIPaBOBOTO PETYIIOBAHHS TPYI0BOTO JOTOBOPY P HOTO po3ipBaHHi 3a iHiNiaTHBOIO podoToaaBs. 3. Bussutu npobdnemn
MIPaBOBOTO PETYITIOBAHHS TPYIOBOTO JIOTOBOPY MicCis Horo po3ipBaHHS 3 iHimiaTnBu podotonasus. 4. [IpoananizyBarn
MpoOJIEMH TPYIOBOTO JTOTOBOPY MICIIS HOTO PO3ipBaHHSA 3 iHIMIATHBH POOOTONABIIA B CyNOBill mpakTuili. MeToro naHoi
poOoTH € aHaIi3 OCHOBHHX ITPOOJIEM IPAaBOBOTO PETYIIOBAHHS Ta 3aCTOCYBAaHHS TPYAOBOTO JIOTOBOPY Ticis HOTO po3i-
pBaHHs 3 HILIATUBU POOOTOAABI. Y CTATTI 3p00JICHO BUCHOBOK, 1110 TPUITMHEHHS TPYAOBOTO JOTOBOPY € MPUITUHEHHIM
paB i 000B'A3KIB CTOPIH TPYAOBOIO JOTOBOPY, HE3aJICIKHO BiJI TOT0, XTO 1HIIIFO€ IPUIUHEHHS IIMX BiIHOCHH. THM YacoM
TIPUIIMHEHHS TPYJOBOTO JIOTOBOPY 3 IHII[IaTHBH pOOOTOABIIS € 3aKiHUSCHHSM BITHOCHH MiXX CTOPOHAMH TPYJOBOTO JIOT0-
BOpY, KOJIM POOOTO/IABIIIO HAaJA€ThCs MPABO 1HINIIOBAaTH NPUIMHEHHS IUX BigHOcHH. HoBu3Ha. He3Bakaroun Ha Te, 110
MOYKHA 3HAUTH PsiI HAyKOBUX CTaTell MPO MPUIHUHEHHS TPYIOBUX BiAHOCHH, OUTBII AeTaTbHUN 1 TMTUOOKUI aHAI3 3BLIb-
HEHb 3 1HImIaTHBH POOOTONABIIA BiACYTHIN. 3Ba)kaloun Ha 1€, C TATTSA Ma€ peajbHy HOBHU3HY. B pe3ynsraTi peryimroBaHHS
3BUILHEHHS TpalliBHUKA, KOJIH TIPABO iHIIIaTHBY 3 MPUITMHEHHS TPYAOBHUX BiJHOCHH MEPEXOANTH B «PYKMW» POOOTONABIIS,
€ IOCUTh BCCOCSDKHUM 1 3a0e31euye iCHyBaHHsI CIIPABEJIMBOrO CTABJICHHS JI0 MpalliBHUKA. BUKOpUCTaHA METOIOIOTS -
aHaJi3 JOKyMEHTIB, CHCTeMHUH aHaJi3, MOPIBHUIbHUI, JIOTiKO-aHAIITHYHUI METOJT 1 METOIM y3arajibHEHHS.
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Dinocodis

IMPOBJIEMbI ITPABOBOTI'O PEI'YJIMPOBAHUSI ITIOCJIE TIPEKPAIEHUSA TPYJOBOI'O 1OI'OBOPA
IO UHUIMUATUBE PABOTOJATEJIA

AHHOTALMA.

AKTYaJIbHOCTDb HCCJIe0BAHNsA. YCTaHOBJICHHE TPYIOBBIX OTHOIICHUH B COBPEMEHHOM OOIIECTBE - OMH U3 IJIaB-
HBIX TapaHTOB MaTEPUAIBLHOTO OIAaromoiydns, a To9Hee (PUHAHCOBOTO TONIOKEeHHs, Oe3omacHocTh. PaboTa 3acTaBiser
YeJI0BeKa 4yBCTBOBATh ce0si B 0€30MaCHOCTH, YTO, B CBOIO OUepe/lb, BIUSET Ha 00Jiee IPOAYKTUBHYIO U PE3yJIbTaTUBHYIO
paboty. Ho 9acTo ciydaercs, 4To 4esloBEK TEpsieT 3TOro rapaHTa CBOel Oe30MacHOCTH M MaTepHajbHOTO OJIaroroiy-
4us M yBOJbHSETCs. bosbioe konnuecTBo 0e3paboTHBIX, 3apEerHCTPUPOBAHHEIX B JINTBE, CBUIECTENLCTBYET O TOM, YTO
motepst paboTHI U CBsI3aHHAs ¢ Hell 6e3paboTuIia sIBISIOTCS OMHOU U3 pobireM Beero obmectBa. Tompko B JIute B 2018
r. B 2019 1. 65110 3apeructpupoBano 148 242 6e3paboTHBIX, a B 2019 1. - 144 989 [1]. [To marabmM Ciry:KOBI 3aHSITOCTH,
B stuBape 2021 r. B JTute Obu10 277 100 Ge3paboTHBIX, 4TO cocTaBiseT 16,1 mporeHTa. oT 00IIei YUCIIEHHOCTH Hacee-
HUS CTPaHbl B TPynocrnocoOHOM Bospacte. [aBHas pobnema. [IpsiMmoe Bo3jeiicTBIE KapaHTHHHBIX 3alPETOB M 00N
HKOHOMUYECKUH CIIaji MPUBOIST K YBEJIMUYCHHUIO YHCIa YBOJILHEHUH. PacTopikeHHe TpymoBOro JOroBOpa Mo Mpockde
pabOTHHMKA MJIM MO COTNIAIICHUIO MEXIY PaOOTHHKOM M paboTojaresieM JOCTaTOYHO SICHO JUISi HHCTUTYTOB TPYIOBOTO
npaBa [2]. B koHTekcTe maHAeMHN CUMTAeTCs, YTO pabOTHMK, Kak Oosee ciabasi CTOpOHA B TPYIOBBIX OTHOILICHHMSX,
MOXET HE TOJILKO TIOTEPATh CTAOMIBHBIN NCTOYHUK JI0XO0/a N3-3a 3aKPBITHsI OM3HECa, HO TAKXKE MOXKET 3JI0yNOTPEOIsITh
3aKOHHBIM IIPaBOM PabOTOIATENS! YBOIBHATH PAOOTHUKOB. YCIOBHS TSl BO3BPAIICHUS 9TUX PabOUMX Ha paboTy. Perensl
cienyrouue 3ana4n: 1. OnpeaenuTh HOHITHE TPYIOBOTO JOrOBOPA, MPEKPAIaeMOoro 10 MHUIMATHBE paboToaaress. 2.
W3y4nTs CyliecTBEHHBIE aCMEKThl MPABOBOTO PErYJIMPOBAHMS TPYAOBOTO JOTOBOPA MPH €0 PacTOPKEHUH TI0 WHHIUA-
THBE paboroxareis. 3. BEISBUTH MpoOIeMbl IPaBOBOTO PETYIMPOBAHHUS TPYAOBOTO JOTOBOPA MOCIIE €0 PACTOPKEHUSI IO
MHHULMATHBE paboronarers. 4. AHaIM3UPOBATH MPOOIEMBI TPYIOBOTO JIOTOBOPA ITOCIIE €r0 PACTOP)KEHHUS 110 MHUIINATHBE
paboronarens B cyneOHON mpakTuke. Llenpio maHHON paboTHI SBISAETCS aHAIN3 OCHOBHBIX TPOOIIEM MPaBOBOTO PEryiIH-
pOBaHUS U IPUMEHEHHsSI TPYIOBOTO JOTOBOPA ITOCIIE €T0 PACTOPKEHUS 110 MHUIMATHBE paboTonarens. B nokymenre cie-
JIaH BBIBOJI, YTO IPEKpallleHne TPYI0BOrO JOT0OBOpa SIBISIETCS MPEKPAIEHUEM MIPaB U 00s13aHHOCTEN CTOPOH TPYIOBOTO
JIOTOBOPA, HE3aBUCHMO OT TOTO, KTO HHUIIMHUPYET MPEKPAIeHNe 3TUX OTHOLICHUH. MexX/1y TeM MpeKpalieHue TPyIoBoro
JIOrOBOpa 110 MHUIMATHUBE paboTo/aTelis SIBISICTCS OKOHYAHHEM OTHOLICHUI MEXIy CTOPOHAMHU TPYIOBOTO JIOTOBOPA,
Koraa paboToaTeNo MPeJOCTaBISIETCs IPAaBO MHUIIMNPOBATh MpeKpalleHne 3TuX otHomennii. HoBusna Hecmotps Ha
TO, YTO MOYXHO HAWTH psAI HAyYHBIX CTAaTeH O MPEKpaIIeHWH TPYAOBBIX OTHOIICHWH, Ooiee MoApOoOHBIH W TITyOOKHI
aHaJ M3 YBOJBHEHWH 10 MHMIMATHBE paboTozaTens OTCyTCTByeT. BBuay 3Toro HOBMHKA. B pesymsrare perymmposa-
HHE YBOJIbHEHHUS] pPaOOTHUKA, KOT/Ia IPABO MHUIIMATUBBI 10 MPEKPALICHUIO TPYIOBBIX OTHOIICHUH MEPEXOIUT B «PYKH»
paboronaresnsi, sSBISETCS JOCTAaTOYHO BCEOOBEMIIIONIMM M OOECIIeUNBAET CYIIECTBOBAHUE CIIPABEIMBOTO OTHOIICHHMS
K paboTHHKy. Mcnionp3yemas MEeTO0JIOTHS - aHAIM3 JTOKYMEHTOB, CHCTEMAaTHUSCKUH aHallN3, CPABHUTEIbHBIN, JIOTHKO-
AQHAJIMTUYCCKUH MeTOA 1 MeTozbl 0000menus. KiroueBsle cioBa: paboroznarens, pabOTHHK, TPYIOBOW JOTOBOP, PacTop-
KEHHUe, MHUINATHBa padoToIaTes.
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