MIHICTEPCTBO OCBITU I HAYKI YKPATHI

Hauionanpuuit yHiBepcuteT «OfecbKa IopuudHa akaieMisa»

E€BPOIMNENCLKI OPIEHTUPU PO3BUTKY YKPATHM:
HAYKOBO-TNTPAKTUYHUA BUMIP
B YMOBAX BOEHHMX BUKAMKIB

MATEPIATIN
Mi>kHapoyHOI HayKOBO-IIPaKTUYHOI KOH(pepeHIil

Ooeca, 26 xeimus 2024 poky

Oneca
«DeHikc»
2024



VIIK 005.332.2(4):316.42(477)“3647“20”(062.552)

€24

€24

Pexomernodosaro do 0pyky eueroto pacoio
Hauionanvtozo ynisepcumemy «Odecoka 0puouuHa axaoemis»
(npomoxon Ne 8 8id 15.05.2024 p.)

3a 3aranpHo0 pepakiiero C. B. Kisanosa

Binnosiganpuuii 3a sunyck M. P. Apaxensan

€BponelicbKi OpieHTHPH PO3BUTKY YKpaiHU: HAyKOBO-NIPAaKTMYHMII BUMip B yMOBax
BOEHHMX BUK/INKIB : MaTepiamy MixHap.Hayk.-pakT. koH}. (Opeca, 26 kBiTHA 2024 p.) / 32
3ar. pef. C. B. KiBanosa. — Opeca : ®enikc, 2024. - 1000 c.

ISBN 978-617-8430-05-4

Y 36ipHUKY BijloOpa)keHO HAyKOBi HAIIpAIlOBAHHS BUECHNX, IPAKTHUKIB, BilICbKOBOCTYXOOBIIB y Teope-
TUYHIN Ta eMIipuyHii mromyHi y cdepax ¢inocodcpKux 0CHOB, 3aranbHOI TeOpii Ta iCTOPUIHUX KOCTIKEHD
[ep>KaBy 1 IpaBa, aKTyaIbHMX IP06/IeM CBITOBUX COLianbHO-IOMTUYHMX TIPOLECiB, COLionorii Ta ICHX0oril B
yMOBaX IIOBHOMACIITAOHOTO BijICbKOBOTO BTOPIHEHHs. BUCBIT/IIEHO UTaHH 3arpos HallioHanbHil 6esmerni B ix
KOHCTUTYLIIHOMY BUMIpi y paMKaX Mi>KHapOJJHOT'O Ta €BPOIIE/ICHKOrO IIpaBa, TPYAOBOrO IIpaBa Ta IpaBa COLji-
aJIbHOTO 3a0e3IeueHHsl, 3eMe/IbHOTO, arPapHOro Ta eKONOTiYHOTO NIPaBa, IIOB A3aHi 3 PYHKI[IOHYBaHHAM €KOHO-
MIKM Ta MiJJIPMEMHUIITBA B yMOBAX €BpOIIeiicbKoro Bubopy Ykpainn. Posrisanyro npobnemu indopmarnsarii Ta
1udposisarii cycinpcTBa, 3axicTy iHbopMalii Ta Kibepbeseku B yMOBax BiliCbKOBOTO BTOPTHEHHSI, IUTAHHS
MEeTOAVKI BUK/IA/JAaHHS iHO3eMHMX MOB, TeOPii Ta MPAaKTUKM NepeKIafy, Ipo6IeMu TiHIBICTUKY Ta )XYPHATICTH-
ki1 Bigo6paxeHO HAayKOBi HampaloBaHHA ¥ chepax afMiHICTPaTMBHOTO IpaBa Ta Ipolecy, piHaHCOBOTO, MOP-
CbKOTO Ta MUTHOTO IIPaBa, OpraHisaliii Ta BJIOCKOHaJIEHHs Cy[OYCTPOIO, IPOKYpaTypH, iHIIMX TPaBOOXOPOHHNIX
OpraHiB, aflBOKaTypu. BUCBiT/IeHO NNUTAaHHA KPUMiHAIbHOIO IIpaBa, KPMMiHa/IbHO-IIPOLECYya/IbHUX aCHeKTiB
KPMMiHaJIbHOTO TIPOBA/KEHH Ta KPYMIHOIOTIYHIX 0COOMMBOCTEN IPOTHU/AII 3/I04MHHOCTI B YMOBAaX BOEHHOTO
CTaHY, KPUMIHATICTUKH, CY[OBOI €KCIIePTH3M, IICUXOJIOTII Ta MEAULIVHN Y 3a0e3IIeYeHH] CyLOYMHCTBA, UMBINbHO-
rO Ta CiMETHOTO IIpaBa, IHTE/IEKTYya/IbHOI BIACHOCTI Ta IATEHTHOI FOCTUILII, IMBI/IBHOTO CyJOYMHCTBA, TOCIIOfAp-
CBKOTO IIpaBa Ta Ipoljecy. PO3IIsAHYTO aKTyanbHi NUTAHHS AiSTBHOCTI Cy4acHMX 6i0/MioTeK y 3aK/mIafax BUIOI
ocBiTH, $isndHOI miATOTOBKM 3506yBadiB BUIIOI OCBITHL.

36ipHMK po3paxOBaHO Ha HAYKOBMX i HAYKOBO-IIEAArOriYHNMX IPalliBHIUKIB, 3500yBadiB BUIOI OCBITH, IPaK-
TUYHMX IPALiBHUKIB ¥ chepax OPUANIHOI, eKOHOMIYHOI, COLII0TIOTIYHOI, TOMITOMOrIYHOI, ICHMXOMOri4HOi, (ino-
JIOTiYHOI HaYK, )KypHATICTUKM Ta KibepOesneKu ToLo.

VIIK 005.332.2(4):316.42(477)»364»»20»(062.552)

Mamepianu éudaro 6 asmopcuvkiii pedaxuyii

© HY «Opecpka ropuauyHa akagemis, 2024

ISBN 978-617-8430-05-4 © ABropu crareit, 2024



Yopnuii Maxcum Muxaiinosuu
OO0 SMICTY ITOHATTA «ITPOLECYAJIbHE KEPIBHMITBO Y KPMMIHAJIbHNMX ITPOBADKEHHAX, TOCYJOBE

PO3CAIAYBAHHA Y AKMX 30IMICHIOETbCI OPTAHAMM TEP>)KABHOI'O BIOPO PO3CIAYBAHbY. ... ... 293
Ilep6amuii Poman Pomanosuu
KOHKYPC HA TTOCAZTY CYOIL: TIOHATTA TA OCHOBHIPUCH . ... .o e 295

CEKUIA 8. TPYAOBE INMPABO TA NMPABO COUIAABHOIO 3ABE3INEYEHHA:

MPOBGAEMM TEOPII U MPAKTUKHN

Yanuwesa Ianis Incagiena

POJIb JEPYKABU B CYCTEMI COLIAJIBHOTO TTA T OT Y oottt et e e ettt e e it 297
Oleh M. Yaroshenko
INTERNATIONAL TRENDS IN THE SPHERE OF FLEXIBLE WORKING HOURS . . ... ... e 299

Bopuuenko Kamepuna Banepiiena
OO0 3ACTOCYBAHHA CTPOKIB 3BEPHEHHA JO CYY 3A BUPIIIEHHAM TPYJOBUX CIIOPIB ¥ PA3I

IMMOPYHMEHHA 3AKOHOIABCTBA TIPO OIUTATY TIPAIIL . ..o i 302
Benedikmos Cepziii Banenmunosuu

OO0 ITPABA TTPAIIBHMKIB HA ITPOCYBAHHA IIO POBOTIL ... ..o e 304
Lagutina Iryna

HYBRID WORK AS A TYPE OF «FLEXIBLE WORKY . ... ... e 306

Menvnux Kocmanmun IOpifiosuy
OKPEMI ITPOBJIEMI ITPABOBOTO PETY/IIOBAHHA BIICTOPOHEHHS ITOIILIEVCHKMX BIJI BUKOHAHHA

CIIYKBOBUX OBOBABKIB . . ..ottt e e e 308
ITooopoxcniii Eezen FOpiiiosuu

[IOHATTS TA OCOBIVBOCTI POBOYOI'O YACY BIMCBKOBOCTYKBOBIIIB . ..ot e e 311
Tuxonosuu Onexciii FOpitiosuy

1O 0 ITPABA TIPAIIIBHMKIB HA THOOPMATIIIO BIT POBOTOJABIA ITPO YMOBM ITPALL. . ... .ot 312
Hanveea Mapisa Ieanisna

CUCTEMA MDKHAPOJJHOT'O MEXAHI3MY 3AXVMCTY COUIAJIBHUX TIPAB JIIOAVIHM. ...t 314

Ilanuenxo Anna Onexcanopiena
OHATTA «BPA3IMBI TPYIIV HACEJTEHHSA» TA BIUTMB YMOB BOEHHOI'O CTAHY HA PO3LIVPEHHSA MOTO

B T 316
Hoxcaposa Oxcana Bikmopiena

PEOOPMYBAHHS 3AKOHOIABCTBA Y COEPI BE3IIEKU ITPATIIBHMKIB ... ..o 319
Cywxo Bauecnae Bikmoposuu

MOBIHT HA POBOTL: 3BAXVCT ITPAB ITPAIIIBHMKIB 3T1JHO 3 TPYTOBUM KOJEKCOM YKPATHM ............... 321

Ilyxin Onexcanop Cepeitiosuu
JNEAKI ACIIEKTH 3ABE3TIEYEHHS ITPABA ITPALIIBHUMKA HA CBOEYACHUI PO3PAXYHOK ITPY 3BUIbHEHHI . . 323

Binux Onexcandp Cepzitiosuu

OCOBJIMBOCTI YKIAJEHHA TPYAOBOI'O JOTOBOPY B YMOBAX BOEHHOTO CTAHY ...t 327
Tanysincoxuii Hazap Onexcanoposuy

3ATAJIBHI O3HAKM CAHKIIINA Y TTIPABI COLITAJIBHOTO 3ABESTIEUEHHA . . . ..o ot ee e e 329
Top6auenxo Epix Cepzitiosu4

TAPAHTII TPYJIOBUX ITPAB POBOTOHABLISL . . .ottt ettt ettt et e e e et e et e et 331
JKyuenxo Pycnan Onezoeuu

YCHUW TPYJIOBMM TOTOBIP: [TPOBJIEMM 3AKOHOJTABUOTO BUSHAYEHHS . .. ..o 333
Kasimuposa Onvea Oneziena

IIOCJIYTU 3 IOCEPEJJHUIITBA K BU]JI HECTAHTAPTHOI ®OPMM 3AVIHATOCTL. . ..o vveeee e 335
Kapnenxo Onexcandp Onexcandposuu

ITOHATTA TA 3BHAYEHHA COLUIAJIBHOTO JIATIOLY ..o i 338
Muponuyx Braoucnas Bonooumuposuy

OO0 MPABOBOI ITPYPOIIV KOTIEKTUBHMX YTO. .« ..ottt ettt et e et et e e et et e e 339

Cmeuyvkie Map’sn bozoanosuu
IIEHCIVHE 3ABE3TIEYEHHA BIMCHbKOBOCTY>KBOBIIIB K CKIAJIOBA IXHBOT'O COIIIAJIBHOTO 3AXVICTY ... 341

CEKUIA 9. AKTYAALHI MPOBAEMU KPUMIHAABHOIO IMPABA

Cmenanenxo Oxcana Bacuniena
OKPEMI ITMTAHHS KBAJIIGIKALIIT JOMAIIHHOI'O HACUJIBCTBA B ITPAKTHLII BEPXOBHOI'O CYIY TA ECIIL. ... 345

Cmpenvuoe €ezen /Iveosuu
EBPOIIEVICBKI OPIEHTVPY CYYACHOTO PO3BUTKY ITPABOBOI ITIOIITUKY YKPATHI B YMOBAX
BOEHHOTO CTAHY ..ottt e e e e e e e e e 347



Cnucox euxopucmanux oxcepesn

1. Proposal for a COUNCIL RECOMMENDATION on strengthening social dialogue in the
European Union (Brussels, 13 June 2023). URL: https://data.consilium.europa.eu/doc/document/ST-
10542-2023-INIT/en/pdf

2. TIpo comianpHuit gianor B Ykpaini : 3akoH Ykpainm Bix 23.12.2010 p. Ne 2862- V1. Bidomocmi
Bepxosroi Paou Ykpainu. 2011. Ne 28. Cr. 25.

3. Kousennis MOII Ne 154 npo cripusiHHSA KoleKTUBHMM nieperoBopam 1981 poky. URL: https://
zakon.rada.gov.ua/laws/show/993_006#Text

Krnro4oBi crmoBa: conjianbHuil jiasor, fep>kaBa, OpraHy BUKOHABYOI B/IaJji, 3aKOHOJABCTBO YKpaiHML.
Keywords: social dialogue, state, bodies of executive power, legislation of Ukraine.

Oleh M. Yaroshenko
Yaroslav Mudryi National Law University
Vice-rector for educational and methodological work
Professor of the Department of Labor Law, Doctor of Law

INTERNATIONAL TRENDS IN THE SPHERE
OF FLEXIBLE WORKING HOURS

In the European area and internationally, non-fixed working hours are a way of achieving
goals. As companies strive to balance the needs of their employees with the needs of the market,
flexible working hours are becoming the key to increasing productivity, achieving desired results and
improving the quality of work and life of employees. Therefore, it is not surprising that one of the
objectives of the European Employment Strategy is to reconcile the needs of organisations with those
of employees by promoting greater internal flexibility and stimulating dialogue between all actors.

In 1993, the first EU Working Time Directive was adopted. This Directive outlined the first major
step towards regulating the length of the working week. The purpose of this Directive was to define
the requirements for ensuring the health and safety of people working in Europe.

Already in 2003, a new Directive 2003/88/EC was adopted, which actually replaced the previous
one. As for the main provisions, they mainly set the length of the working week, which was a
maximum of 48 hours, including overtime. They also established rules that defined the conditions for
daily and weekly rest, holidays, rest breaks, etc. In recent years, the European Commission has been
reviewing this Directive through a multi-stage consultation with the social partners at the EU level
and a detailed impact assessment.

Some clauses of the Directive have been subject to extensive discussion, in particular the opt-
out clause, which allows Member States not to apply the 48-hour working week if the employee
voluntarily agrees to do so. Other items discussed included compensatory rest, work- life balance,
and the reference period. It will take time to reach a full agreement on these issues, as they are quite
complex in nature and require in-depth analysis. Many EU documents point to the possibility of
finding mutually beneficial solutions, for example, the 1997 European Commission Green Paper on
Partnerships for a New Work Organisation and the 2007 Commission Communication Towards a
Common Framework for Flexibility.

The contribution of the International Labour Organisation is also worth exploring. Its activities
are fully aligned with those of the EU and follow the belief in supporting productive working hours and
work-life balance. In 1999, the ILO defined the concept of «decent work» as «expanding opportunities
for women and men to obtain decent and productive work in conditions of freedom, equality, security
and human dignity». It also identified the following dimensions of adequate working time, with a
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focus on health and safety, promoting gender equality, taking into account family interests, increasing
enterprise productivity, and delegating to employees the right to influence their working time.

Based on these regulations, researchers clustered the variables and built a typology of working
time flexibility with six types, such as: 1) High employee-oriented flexibility — employers combine
timekeeping and overtime with flexible working, part-time work and long-term leave; 2) High
company-oriented flexibility — employers in this case combine working outside normal working hours,
part-time work, overtime and flexible contracts; 3) Medium level of life-cycle-oriented flexibility —
generally, this combines long-term leave and pension programmes; 4) Daily intermediate flexibility —
employers in this case combine non-fixed working hours with part-time work, time tracking and
activities outside normal working hours; 5) Overtime work only; 6) Low flexibility — such employers
do not have any flexibility measures.

One of the most recent innovations was the adoption by the Verkhovna Rada of Ukraine on 18
July 2022 of the Law of Ukraine «On Amendments to Certain Legislative Acts of Ukraine on the
Regulation of Labour Relations with Non-fixed Working Hours». This Law actually regulated the
issue of non-traditional labour. Moreover, the Labour Code of Ukraine separately distinguished the
concept of an employment contract with non-fixed working hours.

An employment agreement with non-fixed working hours means a type of employment agreement
that does not contain a provision on the specific time allocated for the performance of a particular
job. The employee’s main duty is to perform the work in question, and the employee performs the
work when the employer provides it. There is also no guarantee on the part of the employer that this
type of work will be provided on a permanent basis. However, despite this, labour remuneration must
be paid on time and in a certain amount.

This newly adopted law is also called the Law on Freelancers. It details the terms and conditions of
the contract defined in the Labor Code of Ukraine and provides for the creation of a sample contract
that can be used by the employer in the future.

Under the Law, there is a limit on the number of such employment agreements and they may
not exceed 10 per cent of the total number of employment agreements to which the employer is a
party. An employer (an individual employer) employing less than 10 employees may enter into no
more than one employment agreement with a non-fixed working time. Only one such employment
contract is permitted for individual employers. The gap in the legislation in this case is the lack
of control over the conclusion of such employment contracts, as the employer does not report to
employees and does not provide information on the concluded contracts to the State Labour Service
of Ukraine. The gap is the lack of specification of the legal fate of contracts concluded in excess of
the permissible percentage.

Establishes basic requirements for an employment contract with non-fixed working hours:
written form of the employment contract (after the end of martial law); remuneration for separate
involvement of an employee in work outside of the basic time; the minimum notice period and
method of notification of the start of the assigned work, which must be sufficient and adequate for
the employee to start such work; the method and maximum period of notification by the employee of
readiness to start work or refusal to perform it; the existence of defined time intervals during which
the employee must perform work and be available, the so-called basic hours.

The above is necessary to avoid possible disagreements. It is important that the employee is
not tied a work schedule and performs work when it is provided. The maximum time an employee
can be engaged cannot exceed 40 hours per week or six days in accordance with labour law. The
employer notifies the employee of the job offer, along with all the terms and conditions. All of this is
outlined in the employment contract. The legislation does not contain specific requirements as to how
the employee should be notified of the commencement of work. Such notification may be made in
writing, by means of electronic communications, by signing work performance certificates, etc. There
are also no special requirements regarding the specifics of setting deadlines. Such deadlines may be
set in weeks, days or hours, depending on the content and specifics of the work performed. It should

300



be noted that such a notice period should be sufficient for the employee to start performing his or her
duties in a timely manner.

An employee has the right to refuse to perform work in accordance with the terms of the agreement
in the following circumstances: 1) if the term of work specified in the contract differs from the actual
term announced by the employer; 2) if the employer did not notify the employee of the start of work
in time. In other cases, the employee may be disciplined for refusing to perform work.

The law establishes a minimum working time of 32 hours per week for employees. If the number
of actual hours is less, the employer is obliged to pay the amount corresponding to the calculation
for 32 hours. If the work was carried out over a longer period of time, payment is made for the actual
time worked.

The law does not impose restrictions on an employee’s ability to combine one such employment
contract with other employment contracts. In turn, the employer has no right to prevent the employee
from engaging in other work and projects on a paid or unpaid basis. Thus, an employment contract
with non-fixed working hours is prohibited from stipulating a condition prohibiting an employee
from performing work under other employment contracts.

It is important to note that an employment agreement may contain additional grounds
for termination that are directly related to the employee’s failure to meet the required abilities,
behaviour, etc.

Globalisation and the development of information technologies have had and continue to have
a significant impact on the development of the labour market, transforming and modifying its
traditional form. Thanks to globalisation and the penetration of information technology into the
labour market, the workplace is becoming more flexible for employees, and working hours are no
longer fixed. In turn, this frees employees from being tied to a workplace, as advanced computer
technology has eliminated the need for geographic proximity. Non-standard labour relations are
increasingly preferred by employees. Non-fixed working hours or flexible working arrangements are
a certain condition that gives employees a direct opportunity to gain control over their work process,
which is manifested in the direct planning of the working day and the number of hours worked.

The very concept of time-fixed work includes several aspects: flexible working arrangements;
shortened working week; part-time work; seasonal working hours; and breaks during the working day.
The peculiarity of non-fixed working hours is the ability of both the employer and the employee, or
both of them together, to influence the distribution of working hours or to change the work schedule
completely. It is appropriate to consider non-fixed working time through the prism of the employee’s
and employer’s capabilities separately, since the favourable forms of flexibility for both of them differ.

The main benefits of non-fixed working hours for employers are: increased productivity;
increased employee loyalty; wider employment opportunities; reduced absenteeism and slower staff
turnover; customer satisfaction; and savings in rent and utility costs. As for the benefits of non-fixed
working hours for employees, the following are worth noting: increased energy and creativity; no
conflict between family and work; more women in leadership positions; reduced business trips and
commuting time; increased motivation; improved mental health, reduced burnout and improved
overall well-being; and open opportunities for inclusivity.

However, alongside these benefits, there are a number of challenges faced by all parties to labour
relations. This is manifested on the part of employers in the following: fear of change, lack of trust
in employees, difficulties in the financial sector, and loss of control over subordinates. On the part
of employees, the challenges are manifested in the following: lack of proper support and guidance,
without which adapting to new conditions may pose a number of problems for some employees;
personal beliefs - for many, the image of the manager and physical interaction and communication
with the management are a prerequisite for positive changes at work and achieving the results.

In the European area and internationally, non-fixed working hours are a way of achieving goals. As
companies strive to balance the needs of their employees with the needs of the market, working time
flexibility is becoming the key to increasing productivity, achieving desired results and improving the
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quality of work and life of employees. In 1993, the first EU Working Time Directive was adopted. The
purpose of this Directive was to define the requirements for ensuring the health and safety of people
working in Europe.

In 2003, a new Directive 2003/88/EC was adopted. As for the main provisions, they mainly set
the length of the working week, which was a maximum of 48 hours, including overtime. It also set out
the rules governing daily and weekly rest, holidays, rest breaks, etc. In recent years, this Directive has
been under review by the European Commission through a multi-stage consultation with the social
partners at EU level and a detailed impact assessment.

The contribution of the International Labour Organisation is also worth exploring. Its activities
are fully aligned with those of the EU and follow the belief in supporting productive working time and
work-life balance. In 1999, the ILO defined the concept of «decent work» as «expanding opportunities
for women and men to obtain decent and productive work in conditions of freedom, equality, security
and human dignity». It also defined the dimensions of adequate working time, with a focus on health
and safety, promoting gender equality, taking into account family interests, increasing enterprise
productivity, and delegating to employees the right to influence their working time.

The impact of the legal regulation of non-fixed working hours is monitored at the level of national
law in Ukraine. Despite the full-scale intrusion, the legislation continues to improve and adapt to
changes related to new technologies and globalisation.

One of the most recent innovations was the adoption by the Verkhovna Rada of Ukraine on 18
July 2022 of the Law of Ukraine «On Amendments to Certain Legislative Acts of Ukraine on the
Regulation of Labour Relations with Flexible Working Hours». This Law actually regulated the issue
of non-traditional labour. Moreover, the Labour Code of Ukraine separately defined the concept of
an employment contract with non-fixed working hours.

KinrouoBi cnoBa: MbKHapOIHI TeHAEHII], TifHa mIpalsd, pobounit yac, rHyIKuit rpadik, pexxum pobotu, HedikcoBa-
HUIT pobounii gac.

Keywords: international trends, decent work, working hours, flexible working hours, work mode, non-fixed working
hours.

Bopuuenxo Kamepuna Banepiiena
Hauionanvrnuii ynisepcumem «Odecoka 10pudutHa axaoemis,
npogecop kagpedpu mpyooe02o npasa ma npasa couianvHozo 3abesneqeHHs,
00KMOp 10PUOUUHUX HAYK, 00UEHM

mog0 3ACTOCYBAHHA CTPOKIB 3BEPHEHHA 1O CYY
3A BUPIHIEHHAM TPYJOBUX CIIOPIB Y PA3I IIOPYIIEHHA
3AKOHOIJABCTBA IIPO OIITATY ITPAITI

He nuBna4mch Ha Cy4acHi BUK/IMKY, AKi CTOATD Iepe HALIOK Iep>KaBoI0, 3aXMCT IIPAB TIOANHI
OyB Ta 3a/IMIIAETHCS OCHOBHVMM HAIPAMKOM Ii His/IBHOCTI, AKMIT peasiisyeTbcs, 30KpeMa, y Ipoleci
3[iliICHEHHA NPaBOCYALA. TpyloBi ciopy YOTHPY POKM IOCIIi/Ib 3a/iMAalOTh TPETE Miclle 3a IX Ki/lb-
KICTIO cepef yCiX KaTeropii posIAHYyTUX CY[OM CIIPaB, IOCTYIAYNUCh AMIIE JOTOBIpHUM CIIOpaM
Ta CIIOpaM PO BifmIKogyBaHHA WKoau. Tak, «y 2019 poui Kacauirtanit nusinbHmii cyn BepxosHoro
Cyny posrnanys 2853 TpyfnoBux criopy, y 2020 pori — 2459,y 2021 - 2135,y 2022 - 1801» [1]. To6T0
He JUBJIAYNCD HA Te, 110 CIOPYU, AKi BUHMKAIOTD 3 TPYJOBUX IIPABOBIJHOCHUH, CT. 274 lluBinbHOrO
nporecyanabHOro Kopekcy Ykpainnm (mami — LJITK Ykpainu) BigHeceHo o Kareropii cupas, ki pos-
IJIAJJAIOTBCSA Y MOPS/IKY CIIPOIIEHOTO ITO30BHOTO IPOBA/KEHHS, 110 00MeXXKy€e MOXK/IMBICTh OCKap-
JKEHHA y KacaljifiHOMY IIOPAJKY IPUITHATOIO Cy[JOBOTO pPillleHHA, BiJIIOBiJHI CIIpaByU BCE XX TaKu
posrapaTbes i1 Bepxosaum Cyzom.
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