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CTBOpEeHHS YiTKUX MeXaHi3MiB IIpOCYBaHH:A 110 poOOTi Ha JIOKQ/IbHOMY PiBHI Ma€ Ba>kK/IVBe 3Ha-
YEHHA He Nulle 1A MpaliBHUKIB, a 11 6y,ue KOPUCHUM poboTofaBiisiM. [I/is1 mpalliBHMUKIB Hajle)KHa
peraMeHTalliAd MPOCYBaHHA 10 poOOTi IOCUIIIOE BigUyTTsA MarepialbHOI, COIiabHOI Ta ICUXO-
noriuHoi crabinmpHOCTi. Tak, y ocobu icHyBaTMMe 4iTke pO3yMiHHA TOrO, IO YCIIIIHO 71 CyMJIiH-
HO BMKOHYIOYM CBOI TPYZIOBi 0O0OB’SI3KM BOHA 3[]aTHA HiJHATICA CTYy>KOOBMMM CXOZaMy Ha OinbIr
BJICOKI 1 BIITIOBIZHO OIUIAYyBaHi IO3KIIiI B MeXaX B)Xe 3HAIOMOTO 11 pobouoro cepenosuina. s
po60TOfaBIIA IPOCYBAaHHA 10 pOOOTI NPAl[iBHNUKIB Hala€ MOXIIMBICTb 0OMpaTy 3 TUX, Y YMill KBa-
midikaniitHii Ta 0COOMUCTICHIN KOMIIeTeHIil BiH B)Xe BIleBHeHMil. 3abe3redeHHs BIaCHUX KaJpo-
BUX IOTpeO y BUCOKOKBasIi(piKOBaHMX Ipal[iBHMKAX 3a PaXyHOK BHYTPILIHIX JKepel TO3BOMUTD
TaKO>X CKOPOTUTY YacOBi Ta €KOHOMIYHi BUTpaTH, 3yMOBJICH] TOLIYKOM TaKMX 0Ci6 Ha pyHKY Ipalii.
[ 3pemToro, IpoCyBaHH:A IO poOOTi CYM/IIHHOTO Ta JOCBi[4€HOTO IpalliBHMKA HA/JaCTh MOX/IMBICTh
JIOMY 11 B IIOJ/IBIIIOMY IIOKpALIyBaTy CBOI podeciitHi HaBMYKY Ta IepeTBOPIOBATIICSA HA e Oi/TbI
daxoBoro crernjianicTa, 1o 6e3mepevyHo MO3UTUBHO O3HAYUTHCS Ha TOCIOAAPCHKI Iis/TbHOCTI po-
60TOmaBIIA.
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HYBRID WORK AS A TYPE OF «<FLEXIBLE WORK»

Human rights are, in fact, an interpretation of the ideals of humanism: freedom, equality,
solidarity, justice, but the interpretation of a special kind - ethical-political-legal. This has caused the
complex nature of human rights, which are an integral phenomenon without the quiet tasks, in the
name of which they appeared - the protection of the present and future of man.

In recent years, a rapid change not only in equipment and technology, but also in labour relations
are observed. In these conditions, it is necessary to pay attention to trends that affect and will affect
labour legislation in the future. The introduction of new technologies, «cloud work» requires daily
acquisition of new knowledge, development of new competencies by employees. In addition, new
technologies contribute to the fact that we have not been working 40 hours a week for a long time,
and are in touch with the employer almost all the time. Although this problem is not new, the first
convention of the International Labour Organisation was Convention Ne 1 «On Working Time in
Industry» (1919), today it receives a different expression. Some of the main problems in this area have
remained important since the beginning of the industrial era. For instance, too long working hours.
However, many factors in recent years have led to new trends and changes in both working hours.

Involvement of employees and employers to work on «cloud platforms» not only in the service
sector, but also in various sectors of gygnomy. Creation of so-called ecosystems for interaction
between employees and employers, training, additional education, professional development, job
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search. This makes it possible for the employer to unite employees who have several specialties and
own several professions to solve a variety of problems. Such systems operate in many countries of the
world. For example, on July 15, 2021, Ukraine adopted the Law «On Stimulating the Development of
the Digital Economy in Ukraine», which provides for the creation of such an ecosystem on the cloud
platform «Diia City» [1]. The law is the legal basis for IT companies and employees who want to work
on a cloud platform. According to the developers of the law, the platform has several advantages,
including options for involving staff in the platform, providing information on changes in work permit
requirements for foreign workers. Among the key innovations - the «gig contract» — a combination
of freelance and an employment contract — a completely new model of interaction for the Ukrainian
market. Such an innovation should give employees all labour rights. Before the adoption of the law, no
employment contracts were concluded with such employees, 90% of those working in this industry
were self-employed and did not receive all the guarantees established by labour legislation and social
security legislation. However, the law did not provide an opportunity to conclude an employment
contract.

However, the concept of «decent work» in its traditional sense has also changed over several years
of the pandemic and under the influence of digitalisation. For example, today the concept of «decent
work» includes the right to disconnect.

It is worth remembering that hybrid forms is a type of «flexible work», in contrast to permanent,
fixed work arrangements such as «office work» «remote work and telework» and similar concepts.
From the viewpoint of employers and employees, flexibility is a controversial issue, as it can represent
different things to different parties. For employers, flexible working is usually an asset of productivity
or efficiency and a strategic alignment in the organisation and management of production and
service processes and people as human resources. For employees, flexibility is often seen as enabling
individual or team autonomy and self-management and leadership at work and as a way to reduce
conflicts between work and family and enhance work-life integration. These two perspectives have
been referred to as the organisational perspective and the worker perspective.

It is necessary to distinguish hybrid work and working from home. These are the four most
common hybrid work models: «1. Flexible hybrid work model. Employees choose their location
and working hours based on their priorities for the day. For example, if they need to spend time
focusing on a project, they can choose to work from home or in a coffee shop. If they want a sense
of community, need to meet with their team, attend a training session or join a town hall, they can
choose to go into the office. Cisco is leveraging this model and offering its employees the option to
choose where they work on any given day. 2. Fixed hybrid work model. The organisation sets the days
and times employees are allowed to work remotely or go into the office. For example, it could be that
certain teams go into the office on Mondays and Wednesdays, while others go in on Tuesdays and
Thursdays. Or an organization could allow everyone to work from home on predetermined days each
week. American Express is an example of an organization that has adopted a fixed hybrid work model.
3. Office-first hybrid work model. Employees are expected to be on-site but have the flexibility to
choose a few days a week to work remotely. Google plans to adopt this type of model where employees
work in the office three days a week but have the option to choose two days for working remotely. 4.
Remote-first hybrid work model. Employees work remotely most of the time with occasional visits
to coworking spaces or the office for team building, collaboration, and training. In this model, the
company may not have an office space and instead relies on team members in the same area to get
together when they see fit. Twitter adopted this remote-first model and will allow all employees to
work from home» [2].

Even if organisations have flexible work policies, the organisational culture may still discourage
employees from working remotely if physical presence is considered a sign of productivity [3, p.
1079] and if remote work is perceived as risky from the perspective of career advancement [4, p. 258].
Therefore, organisational culture significantly influences employees” willingness to telework. Specific
cultural characteristics such as trust [5, p. 35], a culture that supports change and innovation [6, p.
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1482] and a culture that recognises the legitimacy of remote work [7, p. 98] have been identified
as important cultural characteristics supporting the adoption of telework. Telework also requires
additional effort from management to establish and maintain social ties within the team and the
willingness and skills to engage in the remote monitoring, mentoring, and managing of employees
8, p. 113].

Finally it is important to mention that the Ukrainian social partners should be able to promote
the digital labour right - «right to disconnect» that would make it possible to counter the deleterious
effects of digital technologies (e.g. blurred work-life boundaries) and the organisational changes
related to hybrid work. Generally speaking, the challenge of combining flexibility and safety penetrates
collective bargaining systems, and related balancing efforts have increasingly often unraveled to the
benefit of flexibility. Ensuring fairness in the workplace is vital.

References

1. IIpo crumynooBaHHA pO3BUTKY LM(ppoBOi eKOHOMikM B VYkpaiHi: 3akoH YkpaiHu Bif
15.07.2021 p. Ne 1667-1X. Ogpinitinuii sicnux Yxpainu. 2021. Ne 65. Cr. 4103.

2. What is hybrid work? URL: https://www.webex.com/what-is-hybrid-work.html

3. Gonsalves L. From facetime to flex time: The role of physical space in worker temporal flexibility.
Administrative Science Quarterly. 2020. Vol. 65. N 4. P. 1058-1091.

4. Mello J. A. Managing telework programs effectively. Employee Responsibilities and Rights
Journal. 2007. Vol. 19, N 4. P. 247-261.

5. Offstein E. H., Morwick ]. M., Koskinen L. Making telework work: Leading people and
leveraging technology for competitive advantage. Strategic HR Review. 2010. Vol. 9. Ne 2. P. 32-37.

6. Pérez M. P, Sanchez A. M., de Luis Carnicer P,, Jiménez M. J. The differences of firm resources
and the adoption of teleworking. Technovation. 2005. Vol. 25, N 12. P. 1476-1483.

7. Greer T. W,, Payne S. C. Overcoming telework challenges: Outcomes of successful telework
strategies. The Psychologist-Manager Journal. 2014. Vol. 17. Ne 2. P. 87-111.

8. Kurland N. B., Cooper C.D. Manager control and employee isolation in telecommuting
environments. The Journal of High Technology Management Research. 2002. Vol. 13. Ne 1. P. 107-126.

Keywords: decent work, digital technologies, labour market, labour rights, human resources.
KirouoBi cnoBa: rifHa mparis, udpoBi TeXHOIOrII, pMHOK Mpalii, TPYAOBI IIpaBa, T0AChKi pecypc.

Menvnux Kocmanmun I0piiiosuy
Xapxiscokuil HAYIOHANbHULL yHiBepcumem 8HYMPIUHIX cnpas,
3a6i0ysay Kagedpu mpy0o6020 ma 20cnooapcvko20 npasa,
00KMOp 10PUOUUHUX HAYK, NPOpecop

OKPEMI ITPOBJIEMU ITPABOBOTO PEI'YTIOBAHHA BIICTOPOHEHHA
IOJMIIENCbKIUX BIJI BUKOHAHHS CITYXBOBUX OBOB’3KIB

ITiyy yac mpouecy npari BUHUKAIOTh CUTYallii, KOy [/1d 3an00iraHHsA HeraTMBHYUM HaC/TiKaM, €
HeOoOXiTHICTh TMMYAcOBO YCYHYTH IIpalliBHUKA BiJj BUKOHAHHS TPyAoBoI PyHKIil. 3aranbHe TpyHo-
Be 3aKOHOJABCTBO Ta HayKa TPY/IOBOTO IIpaBa TaKMIl 3aXijJ Ha3MBa€ BiICTOPOHEHHAM Bifi po6OTH.

Y Kopexkci 3akoHIB Ipo Imparifio YKpaiHyu BiICTOPOHEHHIO Bifi poOOTH NPUCBSIYeHA OfHA CTATTs
(cT. 46 «BincTopoHeHHs Bif pob6oTu»), ika Micturhbcs y riasi 111 « TpymoBuit morosip» micis crarei,
NIPUCBAYEHUX IPUNVHEHHIO TPYAOBOTO OroBOpy. BifiMoOBiIHO 10 1€l cTATTi BiCTOPOHEHHA IIpa-
L[iBHUKIB BiJj po60TI po60TOaBIIEM IONTYCKAETHCSA Y Pasi: MosiBY Ha poOOTi B HETBEpe30MY CTaHi, y
CTaHi HAPKOTMYHOTO 200 TOKCUYHOTO CIT IHIHHS; BiffMOBYM a00 YXMJIEHHSA Bifi 000B’13KOBMX MeNY-
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