
UKRAINE* 

INTRODUCTION 

The second largest republic of the former Soviet Union, and the second largest country in 

Europe, Ukraine emerged as an independent state in August 1991. Steeped in a rich agricultural 

tradition and with a deep mineral resource base, Ukraine dominated the agricultural and industrial 

economy of the Union of Soviet Socialist Republics (USSR) before its breakup.  

Ukraine extends over 603,700 square kilometers in Eastern Europe. Romania, Hungary, 

the Slovak Republic, Poland, and Belarus surround the country’s northern and western borders. 

The Black Sea lies along its southern border. With its eastern boundaries along the divide between 

Europe and Asia, the country is strategically positioned at a global commercial crossroads.  

Ukraine is one of the most populous countries in Europe, with 42.5 million inhabitants.1 

There are more than 110 different ethnic groups in Ukraine, with the western portion heavily 

Ukrainian and the eastern more diverse. Ukraine’s industrial and agricultural background 

guarantees a highly skilled workforce of 20.4 million.2 

A unicameral parliament, the Verkhovna Rada, exercises sole legislative authority in 

Ukraine. Its 450 parliamentarians are elected for five-year terms. The Verkhovana Rada appoints 

the judges of courts of general jurisdiction, as well as one-third of the justices who sit on the 

Constitutional Court. It also sets the dates for elections of the President and fulfills other important 

functions specified by the Constitution. In addition, it possesses certain powers of control over the 

government, known as the Cabinet of Ministers (Kabinet Ministriv). 

The President is elected for a five-year term and may be re-elected for one additional term. 

The President may veto bills passed by the Verkhovna Rada. Upon the recommendation of the 

President, the Verkhovna Rada appoints the Prime Minister, Minister of Defense, and Minister of 

Foreign Affairs. Upon the recommendation of the Prime Minister, the Verkhovna Rada appoints 

other members of the Kabinet Ministriv, which is vested with the executive power of the state. 

The President also appoints one-third of the justices who sit on the Constitutional Court, 

represents Ukraine in its foreign relations, and is the supreme commander of the armed forces. 

Judicial power in Ukraine is vested in courts of law. The Constitutional Court is the sole 

body of constitutional jurisdiction. As noted above, the Verkhovna Rada and the President each 

appoint one-third of the Constitutional Court’s members. The remaining third are appointed by the 

Congress of Judges of Ukraine. 

Ukraine is divided into 24 administrative regions, known as oblasts, and the Autonomous 

Republic of Crimea. The cities of Kyiv, the capital of Ukraine, and Sevastopol are subordinated 

directly to the central government. 

Under the Law of Ukraine on Securing the Rights and Freedoms of Citizens and the Legal 

Regime on the Temporarily Occupied Territory of Ukraine,3 the land territory of the Autonomous 
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Republic of Crimea and Sevastopil, as well as the inland waters of these territories, currently carry 

the status of temporarily occupied territories. 

A. Historical Development of Labor and Employment Law 

The first codified labor law applicable in some parts of Ukraine was the Charter of 

Industrial Labor, which was adopted in 1913 and included in Volume XI of the Code of Laws of 

the Russian Empire. At that time, some Ukrainian territories were subject to the laws of the Russian 

Empire. In general, the Charter of Industrial Labor codified some of what were known as “factory 

laws.” Factory laws were a variety of laws and regulations that the Russian government adopted 

in the late 19th and early 20th centuries in response to strikes organized by socialist and social 

democratic political groups. 

The Charter of Industrial Labor incorporated a few provisions for the protection of 

individual workers. Standards established by the Charter included: (1) a work day of 11.5 hours 

(workers between the ages of 12 and 15 were guaranteed a maximum work day of eight hours); 

(2) the possibility of unlimited overtime work under an agreement between the employer and 

employee; and (3) the (non-appealable) right of the employer to fine an employee in an amount of 

up to one-third of the employee’s compensation or to dismiss the employee for the employee’s 

“bad behavior.” The Charter made no provision for employee vacation time. 

Under the Penal Code in effect at the time, a worker could receive a jail sentence of four 

to 16 months for striking. Social insurance for workers covered only industrial accidents and 

professional diseases. There was no social insurance coverage for illness caused by general 

disease, unemployment, or retirement. Agricultural workers had even fewer protections. The 

employment regulations for agricultural workers required those workers to follow their employers’ 

instructions on all work matters. There was no minimum wage and no limit on work hours. 

Agricultural employers were entitled to fine employees in amounts up to three months’ salary. 

The Russian Revolution of February 1917, which brought to power the first post-tsar 

Russian government, did not produce any changes in the labor laws. It was only after the October 

1917 Revolution, and especially after the creation of the Soviet Union in 1922, that the new 

Communist regime undertook to reconstruct the labor laws to suit its economic, social, and 

ideological requirements. 

Thus, the Labor Codes of 1918 and 1922 introduced a new system of labor relations under 

which work was considered both a privilege and an obligation of every citizen. Workers were 

organized into workers’ collectives and required to join trade unions, which in turn, represented 

workers in their relations with the management of state-owned enterprises. These Labor Codes 

established minimum legal guarantees for workers, such as eight-hour work days and 

comprehensive social insurance. 

The Labor Code of 1922 was in effect in Ukraine from December 2, 1922, to June 1, 1972, 

when it was replaced by the new Labor Code of 1971. The Labor Code of Ukraine, dated December 

10, 1971, as amended (Labor Code), was based on the rules and principles of the Foundations of 

Laws of the USSR and Union Republics on Labor, which had been adopted in 1970 (Labor Law 

Foundations). The Labor Law Foundations accomplished the goal of unifying Soviet labor law, 

making it essentially the same for each of the constituent republics of the Soviet Union, including 

Ukraine. 

The Labor Code is still in effect in Ukraine. However, following Ukraine’s independence 

in 1991, the labor laws have been the subject of continual reform. Though often incomplete and 

inconsistent, such reform, as described below, is evidenced by a series of newly adopted laws, as 



well as by numerous amendments to existing laws and regulations, including the Labor Code. 

Beginning in 1998, Ukraine’s Ministry of Labor coordinated the drafting of a new Labor Code, 

purportedly designed to suit the market-based economy that the Ukrainian government has 

proclaimed as a priority. The draft new Labor Code was submitted for consideration to the 

Verhovna Rada on August 28, 2003, and was passed in the first reading on December 11, 2003. 

The draft Labor Code then languished for more than a decade without being adopted. However, in 

early 2017, a new draft Labor Code, prepared for the second reading, was submitted to the 

Verkhovna Rada and included in the current legislative agenda. Thus, there is a chance that 

Ukraine may finally receive its new, modernized Labor Code in 2018. 

B. Sources of Ukrainian Labor and Employment Law 

1. National Sources of Law 

a. Constitution 

The Constitution of Ukraine, dated June 28, 1996, as amended, is the highest source of 

Ukrainian labor law. The Constitution guarantees each citizen such basic employment rights as the 

right to safe working conditions and the right to receive a minimum wage. The Constitution also 

protects workers from illegal layoffs, recognizes the right to strike, provides for a limitation on 

working time, and establishes that workers are entitled to unemployment insurance.  

The legal status of the President, the Speaker of the Parliament and other Parliamentary 

officials, people’s deputies, the Prime Minister and members of the Cabinet, the justices of the 

Constitutional and Supreme Courts, and the Prosecutor General are established and regulated by 

the Constitution, as well as more specific laws.4 

b. Labor Laws and Regulations  

While the Constitution’s guarantees are stated in general terms, the Labor Code5 is the 

more specific primary source of labor law. It remains the basic source of legal regulation of 

employment relations in Ukraine. The Labor Code is a comprehensive set of rules relating to 

practically all aspects of relations between employers and employees in Ukraine. It governs 

employment agreements and employment contracts, working hours, vacations, days off, 

compensation, social benefits, discipline, employment of women and minors, resolution of 

employment disputes, and the respective liabilities of employees and employers. 

The Labor Code is implemented through or together with other labor laws and regulations, 

including the Pension Law,6 the Collective Dispute Law,7 the Compensation Law,8 the Vacation 
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Law,9 the Labor Protection Law,10 the Collective Agreement Law,11 the Employment Law,12 the 

Employment Contract Resolution,13 and the Labor Book Regulations.14 

c. State Service Law 

The Labor Code is applicable to any employment relationship, including public 

employment. However, certain of its provisions are superseded by more specific provisions in the 

State Service Law,15 which pertains to state servants. State servants are persons employed by state 

bodies to implement state functions. Their salaries are paid from the state budget.16 

Depending on the order of appointment and the nature and extent of their authority, state 

servants are divided into three categories: Category A (the upper level of state service); Category 

B (heads of divisions); and Category C (other state service positions not falling into Categories A 

or B). There are also nine ranks of state servants: state servants holding positions within Category 

A are assigned to Ranks 1, 2, or 3; those in Category B are assigned to Ranks 4, 5, or 6; and those 

in Category C are assigned to Ranks 7, 8, or 9.  

Under the State Service Law, a state servant is entitled, in addition to his or her base salary, 

to the following:17 

• additional compensation depending on seniority and performance; 

•  basic vacation of 30 calendar days and additional vacation of up to 15 days for those serving 

more than five years; 

• free housing and a one-time interest-free loan for the purchase of a home; 

• free medical care in state-owned medical centers; and 

• a basic pension in the amount of 60 percent of his or her salary. 

State servants are required to disclose their income and financial obligations on an annual 

basis. In addition to the general disciplinary measures allowed by the Labor Code, the State Service 

Law provides for official notice of unfitness and withholding of promotion to the next rank or 

position as disciplinary measures. State servants also are prohibited from striking. Before taking 

office, a state servant must take an oath of loyalty in writing. Finally, state servants are not allowed 

to commit certain actions that are legally defined as “corruption.”18 

2.  International Sources of Law 
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As a member of the International Labour Organization (ILO), Ukraine has signed and 

ratified a number of ILO conventions that supersede conflicting provisions of Ukraine’s domestic 

labor laws.19 

Ukraine also has entered into a number of bilateral and multilateral international 

agreements that contain provisions on labor, employment, and social protection. Ukraine is a party 

to bilateral agreements of this type with Armenia, Azerbaijan, Belarus, the Czech Republic, 

Estonia, Lithuania, Poland, the Russian Federation, the Slovak Republic, Spain, and Vietnam and 

to multilateral conventions with members of the Commonwealth of Independent States. 

C. State Employment Policy 

Generally, the state has extensive powers in labor relations regarding, among other matters, 

the labor market, unemployment, social insurance, labor safety, standard employment conditions, 

and the resolution of labor disputes. The state’s employment policy is set forth in the Employment 

Program20 and the Employment Law. The Employment Program contains a detailed analysis of 

the labor market, outlines the latest trends in employment in Ukraine, and determines the basic 

principles of Ukraine’s employment policy. 

Through the Employment Law, Ukraine guarantees to each citizen of working age the 

following rights: 

• freedom to work and to choose a profession; 

• protection from unreasonable rejection of an employment application or from illegal 

termination of employment; 

• free assistance in locating a position according to the individual’s education and professional 

training; 

• severance pay when a job is lost due to reorganization or the elimination of the position; 

• free training while unemployed; and 

• unemployment compensation. 

The state provides additional employment guarantees to certain categories of citizens, 

including women with children younger than the age of six, single mothers with children who are 

disabled or younger than the age of 14, senior citizens of pre-retirement age, and persons released 

from imprisonment.  

Primary responsibility for the implementation of state labor and employment policy rests 

with the Ministry of Social Policy of Ukraine (Ministry of Social Policy), the State Center for 

Employment, the Research Center for Employment of Population and Employment Market of the 

National Academy of Sciences, and their respective local branches (collectively, State 

Employment Agencies). Among other functions, the State Employment Agencies accumulate and 

process statistical and operational information, assist citizens in finding employment, organize 

professional training, and pay unemployment compensation. The State Employment Agencies are 

entitled to do the following: 

• receive employment information from any business entity; 
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• suggest quotas for employment of persons requiring social protection; 

• collect mandatory payments to be contributed to the Unemployment Fund from employers 

and employees; and  

• impose fines for violations of the employment laws and regulations. 

D.  Resolution of Labor Disputes 

Individual labor disputes between an employer and an employee are resolved through a 

two-tier system, comprising labor dispute committees within companies and courts of general 

jurisdiction. 

Labor dispute committees are elected by the employee collectives21 of companies with at 

least 15 employees. For these companies, labor dispute committees may serve as bodies of first 

resort for all labor disputes, with the exception of the following claims:  

• by an employee regarding termination of an employment agreement; 

• by managers and officers regarding termination and disciplinary measures; 

• by the employer regarding damages caused by an employee; and  

• by a citizen whose employment application was rejected. 

The above-listed claims must be submitted directly to the courts of general jurisdiction 

(district courts or city courts). These courts also accept appeals from decisions of labor dispute 

committees.22 

E.  Class Actions 

According to Ukrainian law, class or group actions may be brought in collective labor 

disputes. Under the Collective Dispute Law,23 collective labor disputes are disagreements between 

the employer and the employees (a trade union or other group organized to represent employees) 

regarding: 

• establishing new or changing existing social and economic labor conditions; 

• entering into or amending bargaining collective agreements; 

• performance of collective agreements or certain of its provisions; and 

• non-compliance with the requirements of labor law. 

Briefly, collective labor disputes may be resolved through certain settlement procedures 

established by law (e.g., conciliation and labor arbitration) or by courts of general jurisdiction. In 

addition, if a trade union or other group organized to represent employees has exhausted all other 

avenues to settle a collective labor dispute, the employees are entitled to strike. 

Strikes and different procedures governing the resolution of collective labor disputes are 

discussed below.24 
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F.  Extraterritorial Application of Ukrainian Labor Law 

The Labor Code contains a conflict of law rule designed to determine the law applicable to 

the labor relations of Ukrainian nationals working abroad and foreign nationals working in 

Ukraine. Under the Labor Code, these relations are governed by the Law of Ukraine on 

International Private Law.25 According to the general rule established by the International Private 

Law, employment relations are governed by the law of the state where the work is performed 

unless the law or international treaty rules otherwise. 

Pursuant to Article 53 of the International Private Law, Ukrainian law governs employment 

of Ukrainian nationals working abroad in the following circumstances: 

• Ukrainian nationals are working in Ukrainian diplomatic institutions located abroad; or  

• Ukrainian nationals have entered into employment agreements to perform work abroad with 

Ukrainian employers, provided that it does not contradict the law of the state where the work 

is performed; or  

• the governing role of Ukrainian law is provided by law or international treaty to which 

Ukraine is a party. 

According to Article 54 of the International Private Law, employment relationships with 

foreign nationals working in Ukraine are not subject to Ukrainian law under the following 

circumstances: 

• the foreign nationals work in diplomatic institutions of foreign states or representative 

offices of international organizations, unless otherwise provided by the respective 

international treaty; or  

• the foreign nationals have entered into employment agreements to perform work in Ukraine 

with foreign employers, unless otherwise provided by the agreements or international treaty. 

The Labor Code does not provide a conflict of law rule regarding Ukrainian nationals 

employed by foreign employers in Ukraine. However, under general choice of law principles, such 

employment normally would be regulated by Ukrainian law. 

International bilateral or multilateral agreements into which Ukraine has entered may 

provide other conflict of law rules. Generally, under Ukrainian law, such conflict of law rules 

supersede the general rule provided by the Labor Code.26 Thus, for example, under the agreement 

between Ukraine and the Republic of Poland,27 terms of employment and salary are governed by 

the law of the country where the employment takes place. 

I. INDIVIDUAL EMPLOYMENT 

A. Creation of the Employment Relationship 
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According to Ukrainian law, certain jobs may be performed either under an employment 

agreement (or, as discussed below, an employment contract) between an employer and an 

employee, which is governed by Ukrainian labor law, or under a contractor’s agreement between 

a client and a contractor, which is governed by Ukrainian civil law. As a matter of practice, many 

issues may arise regarding the application of the Labor Code or the Civil Code to certain labor 

relations. Therefore, it is important to distinguish an employment agreement or employment 

contract from a contractor’s agreement.  

1. The Employment Agreement (and Employment Contract) Distinguished from the Contractor’s 

Agreement 

Under Ukrainian law and established court practice, employment agreements and 

employment contracts differ from contractors’ agreements particularly in the following ways: 

• A contractor’s agreement, as a rule, must provide for a specific assignment from a client to 

a contractor defining the scope of work or services to be performed. An employment 

agreement or employment contract provides for more continuous and systematic work or 

services to be performed by an employee occupying a specific position within a company. 

• A contractor works independently and at his or her own risk. In contrast, an employee must 

follow the internal rules and regulations of the employer in the course of fulfilling 

obligations under an employment agreement or employment contract. 

• The performance by a contractor of certain work or services may be recognized as an 

entrepreneurial activity under Ukrainian law, and, therefore, a contractor may have to 

register and be licensed as an entrepreneur and as a participant in foreign economic activities 

(the latter may be required when the client is a foreign entity). Work performed by an 

employee is not regarded as entrepreneurial. 

• A contractor generally receives payment upon completion of a job or service. An employee 

receives compensation (which may not be less than a certain minimum rate established by 

law) on a regular basis during the term of employment. 

• To enter into an employment agreement or employment contract, an employee must submit 

his or her employment record (the so-called “labor book”) to the employer, who then is 

obligated to maintain the labor book during the employment period.28 A client, in contrast, 

has no obligations with respect to a contractor’s labor book. 

• An employer, under an employment agreement or under the Labor Code, may be obligated 

to provide a two-month termination notice to an employee (if the termination is due to 

liquidation or reorganization), make severance payments, maintain working hours within 

established limits, provide vacation time and “rest time.” 29 A client does not have these 

obligations.  

Despite the above-noted differences, both an employer and a client are required to make 

contributions to the Pension Fund of Ukraine.30 
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Although a contractor’s agreement imposes fewer obligations on the client than an 

employment agreement imposes on the employer, a contractor’s agreement may be used only 

where the work to be performed is clearly defined, not subject to the client’s supervision, and 

restricted to the completion of a specific task. Contractors’ agreements may not be used for regular 

labor arrangements where the work is repetitive, continuous, and functional, rather than singular 

and directed toward a specific result. 

2. The Employment Agreement Distinguished from the Employment Contract 

The Labor Code distinguishes between an employment agreement and an employment 

contract. An employment contract, according to the Labor Code and the Employment Contract 

Resolution, is a special form of an employment agreement and may be used only where expressly 

permitted by law.31  

a. Employment Contracts 

The law expressly permits the use of employment contracts with certain employees, 

including the managing director of an enterprise,32 employees of a commodity exchange,33 

associate attorneys,34 employees of educational institutions,35 researchers in the area of science and 

technology,36 professional athletes,37 and athletes of Ukrainian national teams.38 For other 

employees, the restrictive provisions of the regulations and the lack of further clarification in the 

law “expressly permitting” the contract form39 create a risk that a court may invalidate a disputed 

contract for nonconformity with legal requirements. Therefore, if the employment contract is 

contemplated for positions other than those expressly permitted by law, the more traditional form 

of an employment agreement will help to avoid these risks and bring more certainty to the 

employment relationship. 

Generally, an employment contract allows the parties more discretion in determining their 

respective rights and duties, including those as to working conditions, termination, compensation, 

and benefits. In other words, the parties to an employment contract may include provisions that 

differ from those prescribed by the Labor Code.  

An employment contract often provides various benefits to an employee as compensation 

for the contract’s usually limited duration. These benefits may include, for example, a longer 

annual vacation and more flexible working hours than the respective standards provided by the 

Labor Code. Neither a contract nor an agreement may diminish the employment guarantees 
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provided by the Labor Code, other labor laws and regulations, or applicable collective 

agreements.40 

An employment contract must be in writing. Either party may terminate an employment 

contract if the other party defaults, provided that the non-defaulting party provides a two-week 

termination notice. As discussed in more detail below, under an employment agreement, the 

employee may terminate the agreement upon two-weeks’ notice, while the employer must provide 

two-months’ notice where the termination is due to liquidation, reduction in force, or 

reorganization. 

b. Employment Agreements 

The majority of employment relationships are based on employment agreements. An 

employee may enter into employment agreements with one or more employers, unless otherwise 

provided by law. An employee may be covered by a collective agreement, as well as an 

employment agreement. In this circumstance, the collective agreement establishes most terms of 

the work arrangement,41 while the employment agreement describes the specifics applicable to the 

employee’s particular position. 

In certain cases, when specifically stipulated by law, an employee may be required to 

comply with minimum requirements concerning age, education, or health.42 In addition, the Labor 

Code permits an employer to establish limitations as to the employment of close relatives (such as 

parents, spouses, siblings, children of an employee), if those relatives and an employee are 

subordinate to each other.43 Generally, an employee must perform the duties under the employment 

agreement personally and may not assign it to any other person unless otherwise provided by law.44 

When entering into an employment agreement, an employee must submit his or her 

passport or other identification document and labor book.45 In certain circumstances, the employee 

also may be required to submit an educational or training diploma, a health certificate, or other 

documents. 

Employment agreements may be either permanent (for an indefinite term) or temporary 

(for a defined period or until completion of a specific task).46 If the agreement is temporary, the 

employer may terminate it at the end of the specified term without cause. If the agreement is 

permanent, the employer may terminate it only upon a specific ground set forth in the Labor Code, 

such as, for example, the employer’s liquidation or the employee’s absenteeism.47 

An employment agreement, as a rule, is concluded in writing.48 It must be in writing in the 

following cases: 

• for the organized public recruitment of employees for a specific position or project; 

• for a job in regions with extreme climates or with hazardous health conditions; 

• upon the employee’s request; 
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• if the employee is a minor; or 

• if the employer is a natural person. 

Where the employer is a natural person, the employment agreement must be registered with 

the state employment authority within one week of the job start date.49 

With effect from January 1, 2015, the Law on Amending Certain Normative Acts of 

Ukraine on Reforming the Obligatory State Social Insurance and Payroll Fund Legalization50 

amended Labor Code Articles 24 and 24-1 to provide that an employee may not be allowed to start 

work without an employment agreement, following an employment order by the employer or 

authorized body, and notification to the central executive body responsible for administering the 

single contribution for mandatory state social insurance,51 according to the procedure set forth by 

the Cabinet of Ministers of Ukraine. In particular, the hiring order must document commencement 

of the employment relationship by stating, among other information, the employee’s name, 

position, salary, and a start date.  

c. Employer Sanctions for Allowing Employees to Start Work Without an Employment 

Agreement or Contract 

The Law on Amending Certain Normative Acts of Ukraine on Reforming the Obligatory 

State Social Insurance and Payroll Fund Legalization (discussed immediately above) also amended 

Article 265 of the Labor Code by increasing employer penalties for certain labor law infractions.52 

As amended, Article 265 provides that, in the event an employee is actually allowed to start work 

without entering into an employment agreement (or contract, as the case may be), or is employed 

part-time and actually works full-time and is paid a wage (remuneration) without assessment and 

payment of the single contribution for mandatory state social insurance and respective taxes, the 

employer will be subject to a fine in the amount of 30 official minimum wages,53 set by law as of 

the moment a violation is revealed, for each person with respect to whom a violation is committed. 

If an employee is actually allowed to start working without entering into an employment 

agreement (or contract, as the case may be), or if a foreign citizen, a person without citizenship, or 

a person whose documents are being processed to determine refugee status is allowed to start 

working under an employment agreement (or contract) without the necessary work permit,54 

executives of business entities, institutions, or organizations of any type of ownership, and 

individual entrepreneurs using hired labor, are subject to a fine in the amount of 500 to 1,000 non-

taxable individual minimum incomes.55 

B. Probation 

An employer and employee may agree to a probationary period (which should be specified 

at the time of hiring) to ascertain that the new employee is fit for the job. As a general rule, the 
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probationary period may not exceed three months. However, in specific cases, with the approval 

of the trade union committee (if there is one), the law allows a probationary period of up to six 

months. The probationary period for physical laborers, as defined in the applicable regulations, 

may not exceed one month.56 Ukraine’s labor laws apply equally to probationary employees. 

If, in the course of the probationary period, the employer finds the employee to be unfit for 

the job, the employment agreement may be terminated. The law obliges the employer to issue a 

three-day advance dismissal notice to an employee on probation. On the other hand, a probationary 

employee is not required to provide the employer with any advance notice of his or her intended 

departure. If the probationary period ends and the employee continues to work, the employee is 

considered to have passed the probationary test. From that period on, termination of the 

employment agreement may be accomplished only as provided in the Labor Code.57 

Probationary periods may not be established for, among others, the following: 

• persons younger than 18 years of age; 

• young employees who have graduated from vocational educational institutions; 

• young specialists who have graduated from higher educational institutions; 

• persons discharged from the military or alternative (non-military) service; 

• pregnant women; 

• single mothers of children under 14; 

• employees working pursuant to a fixed-term employment agreement for a duration of up to 

12 months; and  

• temporary or seasonal workers.  

In addition, employers may not impose a probationary period on employees who agree to 

move to a different employment location, and in certain other cases provided by law.58 

C. Hiring Commitments of the Employer 

The Labor Code requires an employer to undertake several actions prior to hiring an 

employee. In particular, the employer must do the following:59 

• explain to the employee his or her rights and obligations, provide information about working 

conditions, detail the presence of potentially hazardous and harmful working conditions and 

their associated health risks, and describe the employee’s benefits and compensation; 

• explain all of its internal rules and regulations; 

• assign a workplace and provide all required tools; and  

• instruct the employee on safety precautions, sanitation, hygiene, and fire protection 

measures.  

D. Changing Labor Conditions 

The law permits an employer to modify substantially the labor conditions of its employees 

if it reorganizes its work or production and if employees continue in the same position with the 
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same qualifications. Thus, an employer may, among other things, adjust salaries and wages, 

benefits, and work schedules, and introduce or eliminate partial working days. Employees must be 

notified of any changes at least two months prior to their implementation. If employees object to 

modified labor conditions, the employment agreement may be terminated.60 

Under Ukrainian labor law, an employer may not require an employee to perform work not 

specified in the employment agreement.61 However, an employer may transfer an employee to 

another position or to another location if the employee consents. (Employee consent is not required 

for temporary moves that are operational necessities.) In addition, an employer may move an 

employee to another job in the same office for a period of up to one month, as long as the 

remuneration for the work to be performed is not less than the average wage that the employee 

received during the two calendar months (12 calendar months for seasonal workers) immediately 

preceding the transfer.62 If the new work is an operational necessity and the employee refuses to 

perform it without a valid reason, the employer may discipline the employee.63 

E. Maintaining Labor Books 

A labor book, required by the Labor Code,64 is an employee’s primary official employment 

document. It must be maintained by the employer. Labor books contain information on the work 

performed and on work incentives and awards. Labor books also are used to document employees’ 

entitlement to pensions and other social benefits.65 The employer must make the required entries 

in the labor book within five days after hiring a new employee. 

Under the Labor Book Regulations,66 labor books of Ukrainian employees hired by a 

representative office of foreign entities or other foreign employers in Ukraine (depending on the 

employer’s location) must be processed either by the General Department for Kyiv State 

Administration for Servicing Foreign Representative Offices (GDIP under its Ukrainian acronym), 

its Yalta branch in the Autonomous Republic of Crimea, foreign relations departments of regional 

state administrations, or Ukrainian entities selected by the regional state administrations, or the 

State Administration of the City of Sevastopol. Labor book records made by a representative office 

or a foreign employer itself are invalid. 

F. Termination of Employment 

1. General 

Under the Labor Code, employment relationships may be terminated upon the following:67 
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• the agreement of the parties; 

• expiration of the term of the employment agreement (except where the employee continues 

to work and neither party demands termination); 

• the employee or individual entrepreneur joining military or alternative non-military service 

(except where the employee joins the military service when mobilization and/or martial law 

is declared); 

• the employee’s initiative, the employer’s initiative, or the initiative of the trade union (if 

any); 

• the transfer of an employee, with his or her consent, to another company or to an elected 

position; 

• the employee’s refusal to move to another location or refusal to continue work because of a 

change in a principal labor condition;68 

• a court decision sentencing the employee to correctional work away from the workplace or 

imposing some other punishment that makes further employment impossible;  

• execution of an employment agreement that breaches the requirements of the Law of 

Ukraine on Prevention of Corruption, with respect to persons who resigned or otherwise 

terminated activity related to performing state or local self-governance functions, during 

one year from the date of its termination;  

• on the grounds stipulated by the Law of Ukraine on Lustration;69  

• any reason specified in an employment contract; or 

• any ground provided by other laws. 

2. Employee’s Termination of the Employment Agreement 

As a general rule, an employee has the right to terminate his or her permanent employment 

agreement without reason upon two-weeks’ notice. 

An employee may terminate his or her employment with less than two-weeks’ notice for 

any of the following reasons: 

• move to a different location; 

• transfer of a spouse to a different work location; 

• entrance to an educational institution;  

• move for medical reasons; 

• pregnancy;  

• care of a child who is younger than age 14 or disabled; 

• care of a sick family member; 

• retirement; 

• other employment won on a competitive basis; or 

• another reason that prevents the employee from working. 
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In addition, an employee is entitled to terminate an employment agreement upon less than 

two weeks’ notice if the employer violates the labor laws or the terms of the employment 

agreement or collective agreement.70 

If an employee continues to work beyond the termination date set forth in the termination 

notice and does not insist on termination, the employer may not dismiss the employee on the basis 

of the expired termination notice except where a new employee has been hired to fill the same 

position.  

An employee may terminate a temporary employment agreement if an illness or disability 

impedes his or her work under the agreement, or if the employer violates the labor laws, the 

employment agreement, or the collective agreement, or for any of the other reasons listed above 

for the termination of a permanent employment agreement.71 

A temporary employment agreement is deemed to be renewed for an indefinite period if 

the employee continues to work after its expiration and neither party demands termination.72 

3. Employer’s Termination of the Employment Agreement 

An employer may terminate an employment agreement (permanent or temporary) only 

upon the specific grounds set forth in the Labor Code.73 These grounds are as follows: 

a. the liquidation, reorganization, bankruptcy, or restructuring of the entity, including staff 

reductions;74 

b. unsuitable employment qualifications or physical condition of the employee; for 

employment that requires access to state secrets, denial of access to state secrets, or 

cancellation of that access; 

c. systematic and inexcusable failure of the employee to observe the requirements of the 

employment agreement or the employer’s internal rules and regulations following prior 

disciplinary action; 

d. unjustified absence from work (including absence for more than three hours during the 

work day); 

e. failure to report to work for more than four months as a result of a temporary disability 

(not including maternity leave), where the law does not provide an extension for the 

particular illness;75 

f. reinstatement of the individual who formerly performed the employee’s work; 

g. during the probationary period,76 the employee’s unsuitability for the job duties for which 

he or she was hired; 

h. drunkenness on the job or public intoxication caused by drugs or other intoxicants; 

i. conviction for theft by a court of competent jurisdiction; 
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j. where the employer is an individual owner, military call-up or mobilization during a 

special period; 

k. where the employee is responsible for money or other material assets or carries out 

supervisory functions, guilty dishonest actions that cause the employer to lose confidence 

in the employee;  

l. in the case of an employee who performs educational functions, performance of an 

immoral act inconsistent with continuing that work; 

m. where the employee is a general manager, chief accountant, or the deputy of such, or an 

officer of a state customs or tax authority, a single severe violation of labor commitments 

established under labor laws and regulations or an employment agreement;  

n. in the case of an employee who is a general manager, guilty actions that cause (i) a failure 

of the timely payment of wages to employees, or (ii) payment of wages in an amount that 

is less than the minimum wage set forth by Ukrainian law;  

o. direct subordination to a close relative in breach of the Law of Ukraine on Prevention of 

Corruption; or 

p. in the case of a chief executive officer, the decision to revoke the executive’s powers.77  

An employee may be dismissed for the reasons listed under items a, b, and f above only if 

the employer is unable to transfer the employee, with his or her consent, to another job. 

An employee may be dismissed for reasons of reorganization and staff reduction and for 

the reasons listed under items b through e, h, k, and m above, only with the prior consent of the 

trade union committee created within the company unless (1) a trade union committee has not been 

created, (2) the employee is not a member of the trade union, (3) the termination results from 

liquidation of the company, or (4) the law provides otherwise.78 

An employee may not be dismissed while on vacation or while temporarily disabled 

(except on the grounds noted under item e above). However, this restriction does not apply in the 

event of the full liquidation of the company.79 Likewise, it is prohibited to dismiss pregnant 

women, women with children under age three, single mothers with children under age 14 or a 

disabled child, except in the event of company liquidation or the expiration of a fixed-term 

employment. The law also prohibits the dismissal of employees on the sole basis of their reaching 

retirement age. 

An employer must terminate an employment agreement with an official in the event that 

he or she repeatedly violates legal requirements on licensing, issuing permits, or rendering 

administrative services.  

The employer must provide a two-month notice to an employee who is to be terminated 

for reasons of liquidation, staff reduction, or reorganization. There appear to be no other notice 

requirements for an employer terminating an employment agreement. 

4. Dismissal Order and Return of Labor Book 

An employer is obligated to return the employee’s labor book to the dismissed employee, 

complete with all required registrations. When a dismissal occurs upon the employer’s initiative, 

the employer also must present a copy of the dismissal order. In all other cases, a copy of the 
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dismissal order must be issued upon the employee’s demand. At the request of the employee, the 

employer must prepare a certificate containing information on the employee’s profession, position, 

term of employment, and salary.80 

G. Severance Payment and Dismissal Settlement 

The Labor Code requires an employer to make a severance payment under certain 

circumstances. Specifically, an employee is entitled to a severance payment in an amount not less 

than one month’s average wage81 in the following cases: 

• the employment agreement is terminated due to the employee’s refusal to transfer to a 

different location;82 

• the employee refuses to continue work after changes in labor conditions,83 or after 

liquidation, reorganization, or production restructuring;84 

• the employee’s dismissal is for reasons of unsuitable qualifications or poor health; or 

• the employer reinstates the person who formerly performed the job.  

If the employment agreement is terminated because the employee enters the military or 

alternative non-military service, the employee is entitled to severance pay equal to two minimum 

wages. If the employee is terminated because the employer violated the labor laws or regulations, 

the employment agreement or the collective agreement, the employee is entitled to severance pay 

as provided by the collective agreement, but not less than three months’ average wages. If an 

employee holding a managerial position is dismissed without cause by a decision of the company’s 

governing body, the employee is entitled to a severance payment in an amount not less than six 

months’ average wages.85  

Special rules are established for severance payments in the case of termination due to 

liquidation, staff reduction, or reorganization.86 

Employees subject to dismissal on any grounds provided by Ukrainian law are entitled to 

receive compensation for unused vacation.87 The employer must also pay a dismissed employee 

any additional compensation or benefits that may be specified in a written employment agreement 

or contract in an applicable collective agreement. 

The law does not prohibit the employer and the employee from concluding a settlement 

agreement. However, to be enforceable, the provisions of a settlement agreement must not worsen 

the employee’s position as compared to his or her position under Ukrainian labor law. 

Under the Labor Code, severance payments and any other compensation due to the 

employee must be made on the day of dismissal. If the employee is absent from work on the day 

of dismissal, then the severance amount and other compensation must be paid not later than one 

day from the employee’s demand for payment. Before a severance payment and other 
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compensation is made, the employer must inform the employee, in writing, as to the amount 

payable. 

H. Disciplinary Measures 

Under the Labor Code, only a reprimand and the termination of an employment agreement 

are allowed as disciplinary measures against an employee, unless otherwise provided by other 

applicable labor laws and regulations.88 

I. Employee’s Liability to the Employer 

An employee may be held liable to the employer for direct actual damage caused by the 

employee’s violation of work duties through a willful or negligent unlawful act or failure to act. 

This liability, as a rule, is limited to the amount of the damage or the employee’s average monthly 

wage, whichever is smaller. An employee does not bear responsibility for damage related to 

normal operational and economic risks, for lost profits, or for damage caused while performing 

work of paramount necessity. 

An employee will bear responsibility for the full amount of the damage under certain 

circumstances, including the following:89 

• the employee assumes in writing full responsibility for failure to secure property and other 

valuables; 

• property or other valuables are consigned to the employee under a power of attorney; 

• the damage is caused by the employee’s criminal actions; 

• the employee causes the damage while drunk;  

• the employee willfully damages raw materials, manufactured products, a work uniform, or 

any other property received from the employer; 

• the employee’s full responsibility for the damage is established by law; 

• the employee causes the damage when off-duty or during working hours when not 

performing work required under the employment agreement; 

• the employee is the officer responsible for the unlawful dismissal or transfer of a subordinate 

employee; or 

• the employee is a general manager of a company and fails to pay wages to the employees 

for a period of more than one month, provided that the state and local budgets and state-

owned entities did not have arrears to the company. 

Once it is proved that the employee’s willful or negligent misconduct caused the damage, 

the employer may deduct the amount of damage from the employee’s wages, as long as the amount 

does not exceed the employee’s average monthly wage. If the damage amount exceeds the 

employee’s average monthly wage, or if the employer’s deduction thereof is not possible (e.g., 

when the employment agreement is terminated), the employer may bring a lawsuit against the 
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employee.90 The statute of limitation for an employer’s damage action against an employee is one 

year from the time the employer learns of the damage. 

J. Privacy 

When entering into an employment agreement, an employee must submit his or her 

passport or other identification document and a labor book. In certain cases, the employee also 

may be required to submit an educational or training diploma, a health certificate, or other 

documents.91 An employee may not be asked information about his or her nationality, origin, or 

membership in a political party and may not be requested to present documents the submission of 

which is not specified by law.92 

Generally, medical and psychiatric screening and drug and alcohol testing may not be 

requested by the employer unless it is required by law for certain professions.93 Professions that 

require pre-employment and regular post-employment medical screening are determined by the 

Ministry of Health Protection of Ukraine.94 Employers are liable for the timely mandatory medical 

screening of such employees and for the harmful consequences caused by employees who are 

allowed to work without passing the mandatory medical testing.95 An employer also must have 

employees younger than age 21 take an annual medical screening at the employer’s expense.96 An 

employer is not allowed to disclose the information about the results of medical testing of its 

employees.97 

[Editor’s Note: For more information on this topic, see Restrictive Covenants and Trade Secrets 

in Employment Law: An International Survey, Volume I (BNA Books 2011)]. 

K. Employee Duty of Loyalty, Trade Secrets, Covenants Not to Compete  

1. Employee Duty of Loyalty 

Employees have an obligation to be loyal to their employer, to look after the employer’s 

interest, and to perform work in a careful, accurate, and diligent way.98 An employee may refuse 
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to perform the work if manufacturing circumstances appear to be dangerous to his or her health or 

the health of the other people or the environment.99 

The Ukrainian Law on Prevention of Corruption directly imposes the following obligations 

on all employees of any Ukrainian companies:100 

• not to commit and not to participate in committing corrupt offenses related to the company’s 

activities; 

• to refrain from behaving in a manner that might be interpreted as readiness to commit a 

corruption offense related to the company’s activities; 

• to immediately inform the company’s anti-corruption compliance officer, its CEO, or 

founders (shareholders) about any instance of spurring into committing a corruption offense 

related to the company’s activities, as well as about any actual commitment of corruption or 

corruption-related offenses by other company employees or by other persons; and 

• to immediately inform the company’s anti-corruption compliance officer, its CEO, or 

founders (shareholders) about any actual or potential conflicts of interests. 

2. Trade Secrets 

Trade secrets are defined as information related to the manufacturing, management, 

finances, and other activity of a company that does not constitute state secrets, the disclosure of 

which may have harmful consequences for the company. The information that constitutes the trade 

secrets of the company is defined by the head of the company.101 Non-authorized disclosure of 

trade secrets is prohibited.102 

3. Covenants Not to Compete 

Ukrainian law allows an employer to prohibit an employee from working for another 

employer during his or her current employment. While a covenant not to compete during the period 

of employment is not specifically provided for by Ukrainian law, it may be specified in an 

employment agreement or contract.  

Upon termination of employment, no obligation concerning competition applies by virtue 

of law. As a matter of practice, employers often include non-compete clauses into employment 

termination agreements. However, the limited court practice on non-compete obligations indicates 

that such clauses will be voided by the courts if they worsen the employee’s position as compared 

to his or her position under the Ukrainian labor laws.103 

[Editor’s Note: For more information on these topics, see Restrictive Covenants and Trade Secrets 

in Employment Law: An International Survey, Volume I (BNA Books 2011)]. 
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II. COLLECTIVE BARGAINING 

The procedure for collective bargaining is established under Chapter II of the Labor Code, 

the Collective Agreement Law,104 and the Collective Dispute Law.105 

Under Ukrainian law, collective agreements may contain provisions relating to production, 

labor conditions, and employees’ social and economic benefits, which are superior to those 

provided by the labor laws. An employee may be covered both by a collective agreement and an 

employment agreement. Employment conditions under employment agreements may not be 

inferior to those granted under collective agreements. 

Employees most often are represented by trade unions for purposes of collective 

bargaining.106 If there is more than one trade union acting on behalf of the employees in the same 

workplace, then the several trade unions must agree on joint representation of the employees in 

the collective bargaining process. If they are not able to agree on joint representation, a collective 

agreement will be executed by the representatives of those trade unions whose members represent 

the majority of employees in the respective company, region, economic sector, or, in the case of a 

general collective agreement, in the nation as a whole. 

Any interference with employees’ rights regarding collective bargaining by employers or 

state bodies is prohibited. 

A. Union Membership and Representation 

Employee rights arising from membership in trade unions are established under the 

Constitution, Chapter XVI of the Labor Code, and the Trade Union Law and regulations.107  

Trade unions in Ukraine are public, nonprofit organizations that unite citizens based on 

their profession or occupation. Creation of a trade union does not require approval of a state 

authority. All trade unions in Ukraine have equal rights.108 Employees are free to join any trade 

union if they meet the membership requirements established by the union’s charter. An employee 

may not be required to join a trade union,109 and employment discrimination based on membership 

in a trade union is prohibited.110 

Membership dues are collected by trade unions according to procedures established under 

their respective charters. Trade unions are entitled to engage in the following activities, among 

others: 

• representing employees in collective bargaining; 

• making legislative proposals and participating in the drafting of labor laws; 

• providing employees with advice and protection with respect to their individual 

employment; and  
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• monitoring employers’ compliance with labor laws and regulations.111 

A trade union, when properly authorized, may represent employees in collective bargaining 

irrespective of their union membership.112 In most cases, a trade union member may not be 

dismissed on the employer’s initiative without the union’s consent.113 An employer is required to 

consult with the trade union committee when establishing internal work regulations and vacation 

schedules.114 A trade union’s consent also is required for overtime work, work under a system of 

aggregate working hours,115 and work assignments on days off.116 

Trade union committees (union officers) are authorized to represent employees in 

connection with proceedings before a company’s labor dispute committee.117 Trade union 

committees also manage all of the cultural, educational, recreational, and sport facilities owned by 

the company.118 

B. Bargaining Process 

Generally, in a newly created company, a corporate collective agreement119 is entered into 

at the initiative of either the employer or the employees (or their authorized representatives) within 

three months of the company’s registration. 

In the case of an existing collective agreement, any party can initiate bargaining by sending 

written notice to the other party not less than three months prior to the expiration of the effective 

agreement (or as specified in the agreement).120 The other party is obligated to start collective 

bargaining within seven days of its receipt of the notice. 

The parties then will create a working committee for the purpose of negotiating and 

drafting a new or revised collective bargaining agreement. The parties have discretion to determine 

the structure of their working committee. 

C. Collective Agreements 

1. Types 

In terms of subject and scope, a collective agreement under Ukrainian law may be one of 

four types:121 

• Corporate collective agreements are those between the employer and one or more trade 

union committees (or other employee representatives elected by the collective of 
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employees).122 To enter into a corporate collective agreement, the employer must be a legal 

entity. 

• Regional collective agreements are those between local state executive bodies or authorized 

regional unions of entrepreneurs and regional trade union associations (or other 

representatives of collectives of employees within a specific territory or region). 

• Sectoral collective agreements are those between employers and employees (or their 

authorized representatives) authorized to conduct collective bargaining and to enter into 

collective agreements that will bind the companies and employees within a specific industry. 

• General collective agreements are those between united trade unions and united employers, 

employing the majority of Ukrainian employees. A general collective agreement is valid 

only if it purports to bind a majority of Ukrainian companies. 

2. Execution  

When the parties agree on a draft collective agreement, it must be submitted to the general 

meeting of employees or their representatives for approval.123 If the draft is rejected by the general 

meeting of employees, collective bargaining procedures must be resumed. However, any 

additional negotiations may not last longer than 10 days.  

After the draft is approved by the general meeting, the collective agreement is signed by 

the authorized representatives of the parties within five days after it was agreed to by the parties, 

unless otherwise is provided by the general meeting of employees.124 The collective agreement is 

signed by the authorized representatives of the parties within 10 days after completion of the 

collective bargaining process. Any amendments to the collective agreement may be made only 

with the mutual consent of the parties. 

3. Scope 

The provisions of a corporate collective agreement are applicable to all employees 

irrespective of their membership in the trade union(s) that signed the collective agreement. The 

provisions of other collective agreements are binding on all employers and employees within the 

authority of the respective signatories of the particular agreement. 

4. Duration 

Unless otherwise provided by the terms of the agreement, a collective agreement becomes 

effective on the execution date and remains effective, even after expiration of its term, until the 

parties either revise it or enter into a new agreement.125 When a company reorganizes, its corporate 

collective agreement remains in effect through the end of its initial term unless revised by the 

parties. When a new employer acquires a company, the old employer’s corporate collective 

agreement remains in effect for no longer than one year. During this one-year period, a new 

collective agreement must be negotiated by the employees and the new employer.126 
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5. Registration and Notice  

Sectoral and regional collective agreements are subject to registration with the Ministry of 

Social Policy. Corporate collective agreements are registered with the local state executive 

bodies.127 

The parties to a collective agreement must also inform the public through the mass media 

about changes and amendments to the agreement and the course of its implementation and ensure 

that the text of the agreement is made public through the mass media. 

D. Dispute Resolution 

1. National Service of Conciliation and Settlement 

Under the Collective Dispute Law, the President created the National Service of 

Conciliation and Settlement (Conciliation Service) for assisting in the prevention and resolution 

of collective labor disputes. The Conciliation Service is financed from the state budget. Its 

responsibilities include the registration and analysis of collective labor disputes, the preparation of 

proposals for resolving disputes, the training of conciliators and arbitrators, the maintenance of a 

list of conciliators and arbitrators, and, finally, the conciliation of collective labor disputes. 

Representatives of the Conciliation Service are entitled to participate in all stages of dispute 

resolution. 

Parties that have exhausted all other avenues of settlement are entitled to submit their 

dispute to the Conciliation Service. The Conciliation Service issues its nonbinding 

recommendations within 10 days.128 

2. Bargaining Disputes 

Disputes arising in the course of collective bargaining may be resolved through certain 

settlement procedures established by law. If the parties fail to reach agreement, they prepare a list 

of disputed points containing the final proposals of each party and the date for resuming 

negotiations. Thereafter, within three to 10 days (depending on the type of collective agreement), 

the parties create a settlement committee, which may include an independent conciliator appointed 

by the parties.129 The settlement committee issues its decision, which is binding on the parties, 

within five to 15 days (depending on the type of collective agreement) after creation of the 

committee.130 If the settlement committee fails to issue a decision, the parties may refer their 

dispute to labor arbitration.131 

Labor arbitration may be commenced at the initiative of any party or a conciliator within 

three days of the settlement committee’s failure to issue its decision. The labor arbitration panel 

consists of arbitrators appointed by the parties. The arbitration decision is made by a simple 

majority vote of all the arbitrators.132 The arbitration will bind the parties to the dispute, if they so 

agreed. If labor arbitration fails to resolve the dispute, the employees are entitled to strike. 
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3. Disputes Regarding Collective Agreements 

The Collective Dispute Law establishes the procedure for resolving collective disputes 

between organized employees and employers regarding the provisions of collective agreements or 

violations of the labor laws. Under these procedures, any complaints or demands of employees 

must be approved at the general meeting of employees133 or their representatives, or be signed by 

the majority of employees. The general meeting of employees then appoints a body or a person 

authorized to represent employees’ collective interests in the dispute with the employer. In the case 

of regional or sectoral collective agreements, complaints must be approved at the meeting of the 

respective trade union committee.134 The employer has up to 30 days to respond to the employees’ 

complaint.  

If the employer rejects the complaint in full or in part, or if the employer does not respond 

to the complaint, a labor dispute is deemed to have commenced. The employees’ representatives 

must notify the employer, the local state executive body, and the Conciliation Service within three 

days in writing of the existence of the labor dispute.135 Labor disputes over collective agreements 

are resolved by labor arbitration with the participation of the Conciliation Service, if necessary.136 

4. Liability for Refusal to Participate in Collective Bargaining and for Violation of Collective 

Agreements 

Representatives who refuse to participate in collective bargaining may be fined up to 10 

non-taxable minimum income units (Ukraine Hryvnia (UAH) 170).137 Representatives who violate 

any provision of the collective agreement may be fined up to 100 non-taxable minimum income 

units (UAH 1700).138 

E. Strikes 

1. Legal Strikes 

Under Ukrainian law, employees are entitled to strike to protect their economic and social 

interests.139 The Collective Dispute Law defines a strike as a temporary, voluntary, collective 

termination of work by employees with the goal of resolving a collective dispute.140 A strike is a 

method of last resort to resolve a collective labor dispute when an employer or employer’s 

authorized person, employers’ organizations, units of employers’ organizations refuse to satisfy 

the demands of the employees and when settlement procedures fail or an employer refuses to 

participate in settlement procedures.141  

A decision to strike must be approved by a trade union committee, or other body authorized 

to represent employees in the collective dispute, and by a simple majority vote of the general 
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meeting of employees or by a two-thirds majority vote of the collective of employee 

representatives,142 as the case may be. Regional or sectoral meetings may recommend strikes only 

to employees of companies representing certain regions or sectors of the economy. Employees of 

the individual companies make their own decisions whether to strike. A strike is considered 

regional or sectoral if more than one-half of the employees of a certain region or sector of the 

economy go on strike.143 

Strikes must be led by a strike committee or by a person appointed by the general meeting 

of employees. The committee or strike leader must notify the employer in writing at least seven 

days (15 days for enterprises with nonstop production lines) in advance of the commencement of 

the strike. An employer must provide notice of an announced strike in the shortest reasonable time 

to all suppliers, customers, carriers, and other interested parties. The location of the employees 

during a strike must be determined by the strike committee or strike leader with the consent of the 

employer. 

In the course of the strike, the parties must use their best efforts to resolve the dispute. 

2. Illegal Strikes 

The following strikes are illegal:144 

• strikes aimed at changing the constitutional system or state boundaries; 

• strikes not preceded by conciliation or arbitration;145  

• strikes declared or continued after settlement procedures have commenced; and 

• strikes that may endanger human life or the environment or that interfere with responses to 

accidents, epidemic diseases, or natural disasters. 

Certain employees, including employees of the prosecutor’s office, the courts, the armed 

forces, any governmental or administrative body, and any security or law enforcement agency, are 

prohibited from striking. The President or the Parliament may impose a one-month moratorium on 

strikes during a state of emergency. The moratorium may be extended by a joint decree of the 

President and the Parliament. Strikes also are prohibited during any military curfew. 

If a strike endangers human life or the environment, or if it is conducted by employees 

prohibited from striking or during a moratorium declared by the President and/or the Parliament, 

the Conciliation Service is required to submit the labor dispute to a court of proper jurisdiction. 

An employer also may challenge the legality of a strike in court. Once a challenge is filed, the 

court has seven days to decide the merits of the claim. If the court invalidates the strike, all striking 

employees must resume work within 24 hours of the strike committee’s receipt of the court’s 

decision.146 

3. Rights of Strikers 

                                                           
142For an explanation of the general meeting of employees and the conference of employee representatives, 

see III., below.  
143Collective Dispute Law art. 19.  
144Id. art. 22.  
145See II.D., above.  
146Collective Dispute Law art. 23.  



No employee may be required to participate in or to refrain from participating in a strike. 

Participation in a lawful strike may not serve as a basis for discipline. Those employees who do 

not take part in the strike, but who are barred from working because of the strike, are entitled to 

compensation as established under the law and any collective agreement. 

F. Union Security 

A company’s trade union committee is entitled to an office on the company’s premises and 

to transportation and communication equipment from the company’s management pursuant to the 

collective agreement.147 Ukrainian law also provides that members of a trade union committee are 

entitled to the following protections:148 

• Officers may not be disciplined or their employment agreements modified without the 

consent of the trade union committee. The consent of the administratively superior trade 

union committee, that is, the committee for the district, city, oblast, or region, as the case 

may be, is required for dismissal of officers and for discipline or dismissal of the union 

committee head. 

• Officers may not be dismissed by the employer for one year after the end of their term on 

the trade union committee, unless the company is liquidated or the dismissal is for one of 

the reasons listed under items c, d, or h through n in I.F.3., above. 

• Officers who continue to work in the company are entitled to take time off with pay for 

collective bargaining and other union business. 

• Officers are entitled to take up to six calendar days of additional vacation with pay for 

participating in union training programs.  

III. REPRESENTATION BY ENTITIES OTHER THAN UNIONS 

A. Collective of Employees 

As a rule, employees are represented by trade unions. However, Ukrainian labor law 

permits other entities, which are properly authorized by a collective of employees, to represent 

employees for purposes of collective bargaining. If no trade union or other entity is authorized to 

represent employees, a collective of employees may elect and authorize individual representatives 

to act on their behalf in collective bargaining.149 

A collective of employees is an organization that includes all employees of a company. 

Unless otherwise provided by the charter of the company, a collective of employees acts either 

through its general meeting (i.e., a meeting of all employees of a company), or through a general 

conference (i.e., a meeting of employee representatives and a representative board). The general 

meeting of the collective of employees elects members of the representative board by a secret 

supermajority vote (at least two-thirds approval required) for a term of two to three years. Members 
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of the representative board of the collective of employees may not be disciplined, dismissed, or 

transferred by the employer without the representative board’s consent.150 

The authority of the collective of employees includes, inter alia, the approval of the 

collective agreement and decisions on other matters pursuant to the charter of the company. 

B. Employee Representation on Company Board  

The employee’s representative may participate in the meetings of the supervisory board of 

a joint-stock company.151 This representation is carried out by a trade union or any other authorized 

entity that signs a collective agreement on behalf of the collective of employees. Employee 

representatives on the supervisory board are entitled to only an advisory, but not decisive, vote. 

These employee representatives may not be dismissed by the employer without the consent of the 

general meeting of employees that elected them.152 

IV. REDUNDANCY AND TRANSFERS OF UNDERTAKINGS 

Ukrainian law protects employees during organizational changes, such as mergers, 

acquisitions, restructurings (including staff reductions), bankruptcies, and liquidations. 

A. Redundancy 

Generally, in case of a liquidation, reorganization, bankruptcy, or restructuring, an 

employee may be dismissed only if the employer is unable to transfer the employee, with his or 

her consent, to another job. Employee dismissal for reasons of reorganization, bankruptcy, or staff 

reduction also requires the consent of the trade union committee unless: (1) a trade union 

committee had not been created; (2) the employee is not a member of the trade union; or (3) the 

law provides otherwise. Consent of the trade union committee is not required if the dismissal is 

due to liquidation.153 

A mass dismissal of employees at the employer’s initiative (except in the case of 

liquidation of the legal entity) is a one-time dismissal or dismissal during one month of 10 or more 

employees of the company with a total number of employees from 20 to 100, or 10 or more percent 

of the employees of the company with a total number of employees from 101 to 300. It is also a 

one-time dismissal or dismissal within three months of 20 or more percent of the employees, 

irrespective of the number of employees.154 

Ukrainian employers must give employees a two-month notice of planned terminations 

resulting from liquidation, staff reduction, or reorganization. Along with the notice of termination 

because of changes in production and work management, the employer must offer an employee 

another position at the same enterprise. If no suitable position is available, given the employee’s 

occupation and specialization, or if the employee refuses to be transferred to another position at 

the same enterprise, the employee, at his or her own discretion, may apply to the State Employment 
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Agencies155 or find a job on his or her own.156 The employer also must inform the State 

Employment Agencies of an expected mass dismissal of employees resulting from liquidation, 

staff reduction, or reorganization, and list the profession, position, and compensation of each 

employee expected to be dismissed. Employers failing to comply with these requirements may be 

subject to a fine equal to the sum of four minimum wages,157 set at the date when the respective 

violation is detected.158  

The employer must make a severance payment of one month’s salary to each employee 

terminated for reasons of liquidation, staff reduction, or reorganization.  

Effective February 22, 2001, all job-search payments are payable as an unemployment 

benefit by the Unemployment Fund, and not the employer, provided that the dismissed employee 

personally registers with the State Employment Service within seven days of termination, and the 

employment service is unable to place the dismissed employee in a new position within seven days 

of his or her registration. Unemployment payments begin on the day after one month plus seven 

days following the dismissed employee’s registration,159 and from that day forward are based on 

the standard formula applicable to unemployment payments.160 

Unemployment payments to dismissed employees may not exceed the overall average 

wage calculated by statistical authorities for the respective administrative region at the time of 

payment, and may not be less than the livelihood minimum established by law.161 For 2017, the 

livelihood minimum for working persons is as follows: UAH 1,600 for the period January 1, 2017 

through April 30, 2017; UAH 1,684 for the period May 1, 2017 through November 30, 2017; UAH 

1,762 for the period December 1, 2017 through December 31, 2017.162 

B. Transfers of Undertakings 

Under Ukrainian law, in the event of a merger or acquisition of an enterprise, all rights and 

obligations of the former owner (employer), including those under employment agreements, pass 

to the new owner (employer).163 

Based on this rule, employment agreements are not terminated automatically as the result 

of a merger or acquisition. However, a successor employer is entitled to terminate employment 

agreements due to reorganization or staff reduction, as discussed immediately above. 

When an employer acquires a company that is signatory to a corporate collective 

agreement, the old employer’s agreement remains in effect for a limited period while a new 

agreement is negotiated by the employees and the new employer.164 
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V. WAGES, HOURS, AND LEAVE 

A. Wages 

Under Ukrainian law, the wage is defined as compensation that an employer pays to an 

employee for completed work.165 The wage may consist of basic compensation, expressed as a 

fixed amount per working hour or scope of work, as well as additional compensation for work over 

established standards, additional effort, creativity, or special conditions of work.166 This additional 

compensation may include bonuses, interest, or other payments established by law or provided 

voluntarily by the employer. Wage amounts are established under employment agreements (or 

employment contracts) and collective agreements. By law, wages must be paid only in Ukrainian 

currency; payment of wages in any other form is prohibited.167 

1. Minimum Wage 

For 2017, the minimum monthly wage is UAH 3,200. The minimum hourly wage is 

UAH 19.34.168 

2. Overtime, Holidays, and Night Work 

Overtime work169 and work on holidays170 must be compensated at a double rate.171 Work 

at night172 is compensated at an increased rate as provided by corporate, regional, or general 

collective agreements. Such additional compensation may not be less than 20 percent of the regular 

hourly rate.173 

3. Wage Payment Dates 

Wages must be paid on a regular basis on the dates specified by a collective bargaining 

agreement or normative act of an employer approved by a trade union or other representative body 

elected by a collective of employees (if there are no such bodies, by representatives elected and 

authorized by a collective of employees), but not less than twice a month, with interval(s) not 

exceeding 16 calendar days, and not later than seven days after the end of period for which the 

wage is paid.174  

4. Taxes 

a. Income Tax 
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i. Calculation 

An employee’s income is subject to personal income tax under the Tax Code of Ukraine,175 

at a flat rate of 18 percent.176  

Generally, residents of Ukraine (both Ukrainian and foreign nationals residing in Ukraine 

for more than 183 calendar days per year) must pay the tax on their aggregate monthly (annual) 

tax income, income received both within Ukraine and outside Ukraine.177 An individual 

permanently living in Ukraine is considered a resident. If that individual also has a permanent 

place of residence in another country, residency is defined as the place where the individual has 

closer personal or economic relations (defined as the “center of his (or her) vital interests”). One 

of the sufficient, but not exclusive, reasons in favor of a “center of the taxpayer’s vital interests” 

is the place of residence of the individual’s family or the individual’s registration as a subject of 

business activity. In case it is not possible to define the country in which an individual has the 

“center of his (or her) vital interests,” the individual is considered a resident of Ukraine if he (or 

she) resides in Ukraine for more than 183 calendar days per year.178 

Employees also are allowed to claim as a tax credit179 certain expenses related to the 

purchase of goods or services from other residents, individuals, and legal entities incurred during 

the taxable period (one year),180 provided that those expenses are confirmed by relevant 

documents. In particular, an employee is able to claim tax credits on the following expenses, 

among others: 181 

• part of payments for principal and interest for a residential mortgage loan, provided that the 

loan is used to finance the home purchase or construction; 

• charitable contributions in an amount not more than 4 percent of annual taxable income; 

• a certain amount of expenses from payments to educational institutions for receiving 

personal specialized secondary and higher education or education for a family member; 

• a certain amount of expenses from payments to medical institutions for personal health care 

or for health care for a family member; 

• expenses for contributions to non-governmental insurance and pension funds and payments 

to banks under life insurance agreements and other insurance agreements and on pension 

deposits; 

• expenses on payments for assisted reproductive technologies, but not more than one-third 

of annual income in the form of salary; 

• payments for state services with respect to child adoption, including state duty; and 

• payments for re-equipment of vehicles. 
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ii. Payment 

Tax on income received in connection with employment must be calculated, withheld, and 

paid on behalf of an employee by the employer.182 An employer must pay this individual income 

tax for its employees no later than the date it receives the payroll funds from its bank. An employer 

also is obligated to submit quarterly to the State Tax Authority certain information related to 

payment of the personal income tax for each employee.183 The employer is not obliged to submit 

the same information separately for the calendar year.184  

Employees must submit their income declarations before May 1 of the year following the 

reporting year. If an employee had income, and the tax on that income was not paid, tax must be 

paid by August 1.  

Employees are able to claim tax credits by indicating them in the annual tax declaration 

submitted to the relevant State Tax Authority by December 31 of the year following the reporting 

year. The State Tax Authority is required to recalculate the employee’s income tax payments and 

return the overdue amount to the employee’s bank account or by postal bank transfer to the address 

indicated in the declaration within 60 calendar days from the date of receipt of the tax 

declaration.185 

b. Military Tax 

In August 2014, the Parliament introduced a military tax, to be collected from the 

population until a Parliamentary resolution on completion of the reform of the Armed Forces of 

Ukraine enters into force.186 Salaries, insurance payments, and certain pension payments are 

subject to the military tax.187 The military tax rate is 1.5 percent. 

5. Foreign Employers 

A foreign employer may find it efficient to engage an outside contractor to perform payroll 

services, although it is not required to do so. The State Department for Foreign Representative 

Offices (under its Ukrainian acronym, GDIP), or similar departments of state regional 

administrations, also may be engaged to process payrolls. 

6. Employer Penalties 

As of January 1, 2015, amendments to Article 265 of the Labor Code, regarding the 

violation of labor and employment legislation, establish the following penalties for employers:188 

• in the event that an employee is allowed to start work without entering into an employment 

agreement (or contract, as the case may be), or is employed part-time and actually works 
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full-time, or is paid a wage (remuneration) without assessment and payment of the single 

contribution for mandatory state social insurance,189 the employer will be subject to a fine 

in the amount of 30 official minimum wages,190 set by law as of the moment a violation is 

revealed, for each person with respect to whom a violation is committed;191 

• in the event that an employer delays the payment of wages (remuneration) or other 

mandatory payments set by labor and employment law for more than one month or fails to 

pay wages (remuneration) or other mandatory payments set by labor and employment law 

in full, the employer will be subject to a fine in the amount of three official minimum wages, 

set by law as of the moment a violation is revealed, for each person with respect to whom a 

violation is committed; 

• in the event that an employer violates the minimum state guarantees of payment for work, 

the employer will be subject to a fine in the amount of 10 official minimum wages, set by 

law as of the moment a violation is revealed, for each person with respect to whom a 

violation is committed; and 

• in the event of a violation of labor and employment legislation, other than a violation 

mentioned above, the employer will be subject to a fine in the amount of one official 

minimum wage, for each person with respect to whom a violation is committed. 

B. Hours 

1. Normal Working Hours 

Under the Labor Code, normal working hours may not exceed 40 hours per week.192 The 

workweek is 36 hours for employees between the ages of 16 and 18, and for employees in certain 

other categories, for example, employees working in hazardous occupations.193 The workweek for 

persons between the ages of 14 and 16 is 24 hours. For high school students working after school, 

the workweek is established at one-half the normally allowed limits. Some other categories of 

employees, such as teachers and physicians, also may have shortened normal working hours.194 

Daily working time is reduced by one hour on the eve of holidays and non-working days.195 

Similarly, under the six-day workweek arrangement discussed immediately below, daily working 

time is reduced on the day preceding the scheduled day off. 

The Labor Code requires employers to allow a reduced workday or a reduced workweek 

upon the request of a pregnant woman, a woman with a child who is younger than age 14 or 

disabled, or a woman who takes care of an ill family member. The law also permits an employee 

and employer to agree to a reduced workday or a reduced workweek (either at the time of or 

subsequent to hire). Wages in these cases are for hours worked.196 

2. Five-Day and Six-Day Workweeks 
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The Labor Code establishes a five-day workweek with two days off. Subject to the limits 

discussed above, the duration of the workday is determined by the rules and regulations approved 

by the employer and agreed to with the trade union committee, if any. Normally, a five-day 

workweek consists of eight-hour workdays. 

An employer also may establish a six-day workweek with one day off. With a six-day 

workweek, the workday preceding a day off may not exceed five hours, and no workday may 

exceed seven hours.197 

3. Unlimited Workdays 

Ukrainian labor law also provides for the possibility of a more flexible work schedule for 

certain employees.198 These flexible schedules, known as “unlimited workdays,” are permissible 

when it is not possible to establish definite working hours. To qualify for unlimited workdays 

status, the employment agreement must describe the scope of work and the functions to be 

performed. Under an unlimited workdays arrangement, the overtime provisions of the Labor Code 

do not apply, with the result that extra working hours are not considered overtime.199 However, 

unlimited workdays employees are entitled to up to seven calendar days of additional annual 

vacation as compensation.200 

The list of professions and positions to which unlimited workdays may apply is determined 

by a collective agreement. The standard for working hours established within an enterprise 

generally applies to employees working under an unlimited workdays arrangement. Therefore, an 

employer may not require those employees to work longer than established working hours on a 

systematic basis. 

4. Overtime 

a. Overtime Provisions in the Labor Code 

Employment agreements must comply fully with the requirements of the Labor Code 

regarding overtime. As a general rule, Ukrainian labor law prohibits employers from requiring 

employees to work overtime201 (i.e., to work longer than the established normal working hours).202 

Permissible exceptions from the prohibition on overtime include work performed in response to 

an emergency, a natural disaster, or an operational accident, or to replace an absent employee. 

Even under these circumstances, overtime work is allowed only with the consent of the company’s 

trade union.203 When permitted, overtime work may not exceed four hours per two consecutive 

days or 120 hours per year.204 Overtime work must be compensated at a double rate.205 
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b. Aggregate Working Hours 

If an employer needs to assign employees to work more than normal working hours, it may 

introduce a system of “aggregate working hours.”206 Under this system, the limit on working hours 

applies to periods longer than a week (for example, one month or several months). The duration 

of such periods (record periods) may be set forth in the employment agreement. The total number 

of working hours during a record period may not exceed the maximum number of working hours 

allowed for the same period based on a ratio of 40 working hours (or fewer, if applicable) per 

week. For example, if a calendar month is considered the record period, then an employee’s total 

working hours, given a 40-hour work week, must not exceed 160 to 184 hours a month, depending 

on the number of days in the month. 

Under the Labor Code, a system of aggregate working hours may be introduced only if: (i) 

the work cannot be performed according to daily or weekly standards of working hours for the 

particular category of employee; and (ii) the enterprise’s trade union consents to the aggregate 

working hours system. 

5. Night Work 

Night work is defined as work performed between 10 p.m. and 6 a.m.207 Generally, normal 

working hours for night shifts are one hour less than the normal daytime working hours. Night 

work must be compensated at an increased rate.208 

6. Days Off 

Under a five-day workweek, the days off are Sunday and, as a rule, either Saturday or 

Monday. Under a six-day workweek, Sunday is the day off. The Labor Code also requires that the 

duration of a continuous rest from work should be not less than 42 hours every week. 

When a holiday or a nonworking day falls on a weekend, the day off is shifted to the day 

after the holiday or weekend. 

The law generally prohibits work on days off. An employer may assign employees to work 

on days off only with the consent of the trade union committee, if any, and then only to perform 

urgent, unforeseen work that affects regular operations, to avert a natural disaster, or to respond to 

an operational accident or other emergency. 

An employer assigns employees to work on days off through a written order. For working 

on a day off, an employee is granted either another day off or double pay, as agreed to by the 

parties. 

7. Holidays and Nonworking Days 

The Labor Code defines “holidays” as days of celebration by all citizens of significant 

political, religious, and other events. “Nonworking” days are defined as days of celebration by 

believers and other citizens of significant religious and other events.  
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The Labor Code establishes the following holidays:209  

New Year’s Day January 1  

Christmas  January 7 and December 25  

International Women’s Day  March 8  

Labor Day  May 1 

Victory over Nazism in  May 9 

 World War II  

   (Victory Day)  

Constitution Day  June 28 

Ukrainian Independence Day August 24 

Ukraine Defender’s Day  October 14 

Easter and Trinity also are holidays of one Sunday each. 

Upon the request of religious communities of other (non-Orthodox) denominations 

registered in Ukraine, the management of companies, institutions, and organizations may grant 

persons practicing the particular religion up to three days off per year to celebrate their major 

holidays. These employees must then make up the time off by working on what would normally 

be a day off. 

With certain exceptions, work is not permitted on holidays and nonworking days. However, 

work is permitted in continuously operating companies, institutions, and organizations and in 

necessary public services. Employees who work on holidays are entitled to compensation at double 

their normal rate.210 

C. Leave 

1. Vacations 

Ukrainian labor law provides for a basic annual vacation of at least 24 calendar days.211 Of 

these 24 calendar days, a minimum of 14 are consecutive calendar days to be used for the 

employee’s main annual vacation.212 The employee may use the remaining 10 days of vacation in 

any combination, provided that each unused part of vacation starts on the day of the week that 

immediately follows the last day of the most recent used part of vacation. Certain categories of 

employees are entitled to longer basic vacations and/or additional annual vacations, as follows: 

• for disabled employees, 26 or 30 days; 

• for employees younger than age 18, 31 calendar days; 

• for student employees;213 

• for employees in the coal, metallurgic, and electric energy industries, 24, 26, or 28 days, 

depending on the length of employment; 

• for employees working in mines of at least 150 meters depth, 24 or 28 days, depending on 

the length of employment; 
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• for employees of scientific and educational institutions, up to 56 calendar days;214 

• for employees working in hazardous occupations, up to 35 calendar days in addition to the 

basic 24 days;215 

• for unlimited workdays employees,216 up to seven calendar days in addition to the basic 24 

days;217 and 

• for state employees, 30 calendar days basic vacation plus up to 15 additional days.218 

In general, aggregate annual paid vacation time (including the basic annual vacation and 

any additional vacations) may not exceed 59 days (69 days for those working in mines). 

Certain vacations are available, over and above the general limits, for special purposes. 

These include vacation periods of 10 days to four months for educational purposes.219 Under 

special regulations, longer vacations also may be allowed for certain creative activities such as 

completing a thesis or writing a book. In addition, an employee may be eligible to take unpaid 

vacation, ranging from three to 60 days, depending on the legal reason.220 

After six months on the job, an employee is entitled to take annual vacation for the first 

year of employment. Annual vacations for the second and following years may be taken at any 

time during the respective year. 

2. Maternity Leave and Childbirth Payments 

a. Maternity Leave 

Ukrainian labor law grants female employees a right to maternity and childbirth leave, 

known as “social vacation,” as follows:221 

• prior to giving birth, 70 days; 

• after giving birth, 56 days (70 days if there is more than one child or complications arise). 

Maternity leave payments are made by the state from the Social Insurance Fund.222 

Employed women are entitled to an average wage payment during their maternity leave. Average 

wage payments are calculated by multiplying the employee’s average daily wage by the number 

of days in the maternity leave period.223 Calculation of the average wage is based on the wages 

received by the employee during the 12 months immediately preceding the leave.224 
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b. Childbirth Payments 

Childbirth payments are made for the birth of a child. With effect from July 1, 2014, 

payments are in the total amount of UAH 41,280. This amount is paid as a first payment of UAH 

10,320 immediately following the child’s birth, with the remaining amount paid in equal 

installments of UAH 860 per month over the next 36 months.225 

VI. ANTIDISCRIMINATION 

Under the Constitution and the Labor Code, all citizens of Ukraine have equal employment 

and labor rights regardless of race, color, political, religious or other beliefs, gender, national or 

social background, wealth, language, residence, or other differences.226 The Labor Code and other 

laws also provide certain additional protection and special employment and labor rights for 

working women, minors, students, senior citizens, and disabled individuals. These various 

protections are discussed below. 

A. Women 

1. Restrictions on Employment 

The Labor Code imposes several restrictions on the employment of women. Women may 

not undertake hard physical labor or work involving harmful or hazardous labor conditions. 

Women may not work underground, except when performing nonphysical work or sanitary and 

service work. Women may not be required to work at night, except in those economic sectors 

where there exists a special need for such work, and even then, only temporarily.227 

Pregnant women and women with children younger than three years of age may not be 

required to work at night, to work overtime, to work on days off, or to travel on business trips. 

Women with children between the ages of three and 14 may not be required to work overtime and 

may not be sent on a business trip without their consent. 

Pregnant women, upon presentation of a medical certificate, and women with children 

under three years of age are entitled, upon their request, to be transferred to a position requiring 

lighter work. In the event of a transfer, the employee’s average wage228 in her previous position 

must be preserved in her new position. A pregnant woman also has the right to be relieved from 

her job until a transfer decision is made and, during the relief period, is entitled to receive her 

average wage from her previous job for all days missed.229 

2. Hiring and Dismissal 

An employer may not decrease the wages of an employee simply because she is pregnant 

or has a child younger than the age of three and may not refuse to hire a woman solely because she 
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is pregnant or nursing. Single mothers with children younger than the age of 14 and mothers of 

disabled children are similarly protected. If an employer refuses to employ a woman in these 

categories, the employer must inform her in writing of the reasons for the refusal. An improper 

refusal may be the basis for legal action against the employer. Dismissal of women at the 

employer’s initiative in these categories is not permitted, except due to the full liquidation of the 

company.230 

B. Minors 

Minors (i.e., persons younger than 18 years of age), generally have the same employment 

rights as adults. However, in some areas, such as occupational safety, working time, vacations, 

and working conditions, they are entitled to certain additional benefits.231 As a rule, a child younger 

than age 16 may not be hired as an employee unless he or she receives parental consent. Children 

who are 14 years of age may be hired for simple after-school jobs, again with parental consent.232 

Minors may not be employed for hard labor, including dangerous or unhealthy work, work 

underground, overtime work, or work at night or on holidays.233 The list of positions that may not 

be occupied by minors is approved by the Ministry of Health and the State Committee on Labor 

Protection.234 Minors may be employed only after prior medical examination, and are subject to 

re-examination each year until age 21. Although normal working hours for minors are less than 

normal working hours for adults,235 minors’ wages are equivalent to those for full working 

hours.236 

Minor employees are entitled to vacations at any time of their choice.237 The first 

employment position held by employees between ages 15 and 28, who are graduates of educational 

institutions or military veterans, may not be for less than two years.238 An employer may terminate 

a minor employee only with the consent of the local state committee for juveniles.239 

C. Student Employees 

The Labor Code creates certain employer obligations with respect to student employees, a 

group defined to include practical trainees and students of educational institutions.240 Student 

employees attending secondary or technical schools may not be requested to work overtime on 

days when they have classes. In addition, such student employees are entitled to shortened paid 

work hours. All student employees are entitled to a different number of days off or additional 

vacation days (for exams, laboratory work, etc.), ranging from four calendar days to four months 
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annually.241 An employer also is obligated to reimburse student employees for 50 percent of 

expenses incurred in traveling to and from the higher educational institution once a year.242 

D. Senior Citizens 

Age discrimination against senior citizens is prohibited.243 Senior citizens are defined as 

persons who have reached the retirement age and persons who are within 1.5 years of the 

retirement age.244 

An employer may not reject an employment application or dismiss a senior employee for 

reasons related to the applicant or employee’s age.245 Senior employees are entitled to shortened 

workdays or workweeks, with wages pro-rated to time actually worked. Night work and overtime 

are allowed only with the senior employee’s consent.246 Similarly, a senior employee must consent 

to being transferred to a new position with different labor conditions. 

Collective agreements may establish special retirement programs intended to help senior 

employees prepare for retirement. These programs may provide for beneficial labor conditions, 

shortened working hours, professional training, or additional financial support for health and 

recreation purposes.247 

E. Disabled Individuals  

Discrimination against disabled individuals is prohibited. An employer may not refuse to 

hire a person based on his or her disability unless the disability prevents the person from 

performing the work duties, as determined by a special medical committee, known by its Ukrainian 

acronym, MSEK.248 

Employers having 8–25 employees are required by law to establish an employment 

position for one disabled person. Employers with more than 25 employees are required to hire 

disabled persons in a number that amounts to 4 percent of the average number of its employees 

per year.249 

Employers that do not comply with the hiring requirement must pay a penalty to the Social 

Protection Fund of Disabled Individuals equal to the average salary paid to its employees, for each 

disabled person who was not employed.250 Employers also are required to submit an annual report 

to the Social Protection Fund of Disabled Individuals identifying the following:251 
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• the average number of their employees; 

• the number of positions to be occupied by disabled persons pursuant to the law; 

• the number of disabled persons actually employed; 

• the total salary paid to their employees; 

• the average annual salary paid to employees; and 

• the amount of the fine to be paid for not meeting the requirements regarding employment of 

disabled persons.  

VII. OCCUPATIONAL SAFETY AND HEALTH AND  

WORKERS’ COMPENSATION 

A. Occupational Safety and Health 

Both the Labor Protection Law252 and the Labor Code contain provisions relating to 

occupational safety and health protection. Additionally, these provisions are complemented by the 

Labor Safety Regulations as follows: 

• Regulation on Investigation of Accidents and Occupational Diseases;253 

• Regulation on National Council for Secured Existence of Population;254  

• Standard Regulation on Labor Protection Service;255 and 

• Standard Regulation on the Procedure for Education and Inspection of Occupational Safety 

and the List of Hazardous Works.256 

Labor protection is defined as the system of legal, social, economic, organizational, 

sanitary, and medical procedures designed to preserve the health and working capacity of 

employees in the course of their employment.257 

Pursuant to the Labor Protection Law, state supervision of labor protection is carried out 

by the following agencies:258 

• State Committee for Supervision of Labor Protection; 

• State Committee for Nuclear and Radiation Safety; 

• Fire Department of the Ministry of Internal Affairs; and 

• Sanitary Service of the Ministry of Health. 

State labor protection inspectors are appointed by these authorized labor protection 

agencies and are entitled to do the following:259 
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• inspect any company for compliance with the Labor Safety Regulations; 

• receive any labor protection information and documents from employers; and 

• send warning notices, suspend operations, and impose fines for violations of the Labor 

Safety Regulations. 

Trade union committees also have authority to control and supervise labor protection 

measures within a particular company. They are authorized to conduct inspections and expertise 

of working conditions, to demand that an employer stop operations if the working conditions are 

dangerous to the life or health of the employees, to participate in the investigation of work 

accidents and professional diseases, and to submit proposals to the employer and relevant labor 

protection agencies regarding labor protection issues.260 

If there is no trade union committee, control and supervision of labor protection measures 

within a specific company may be performed by representatives of collectives of employees.261 

These representatives are authorized to conduct inspections and to submit proposals to the 

employer regarding labor protection issues that the employer is obligated to consider. They also 

may apply to relevant labor protection agencies if the employer does not take sufficient labor 

protection measures in response to their proposals.262 

Employers are obligated to create labor protection departments that are responsible for 

daily labor protection work. Of course, employees always must be concerned for their own safety 

at work and should be aware of the Labor Safety Regulations and the safety rules established by 

the employer. 

Under the Labor Protection Law, any employee in Ukraine is entitled to take the following 

actions:263 

• refuse a work assignment if the working conditions will endanger the life or health of the 

employee or others, or threaten the environment; 

• terminate his or her employment if the employer violates the Labor Safety Regulations or 

labor protection provisions of the collective agreement (in this case an employee is entitled 

to severance pay of at least three months’ wages);264 or 

• transfer to another position, if his or her medical condition so requires. 

Employees occupying positions with hazardous working conditions are entitled to free 

nutritional products (food, milk, mineral water), free uniforms and protective clothing, additional 

breaks during working hours, shortened working hours, additional vacation, additional pension, 

and other benefits specified by law.265 

The State Committee for Labor Protection publishes a list of positions requiring special 

labor safety training and testing as a precondition of employment. Employees occupying positions 

with hazardous working conditions also must undergo regular medical examinations at the 

employer’s expense. Employees avoiding these medical examinations may be disciplined by the 

employer.266 
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Work accidents are investigated by a commission created by the employer that consists of 

the head of the labor safety department or an employee responsible for labor safety, other than the 

employee responsible for the labor safety of the injured person, a representative of a trade union 

or a representative of the employee collective, if the injured employee is not a member of a trade 

union.267 Depending on the injury, the commission may include a representative of the Social 

Insurance Disability Fund, State Sanitary, Epidemiological Service, and other public authorities.  

B. Workers’ Compensation 

The workers’ compensation system requires employers to investigate each employment-

related accident or occupational disease and to prepare a report explaining its cause and identifying 

any associated violations of law. However, the employee’s compensation does not depend on the 

employer’s fault.  

Workers’ compensation benefits are funded by employer contributions.268 The amount of 

these contributions is established by law based on the employer’s payroll.269  

Workers’ compensation benefits are paid from the Social Insurance Fund.270 The Social 

Insurance Fund ensures the following types of social security benefits: 

• insurance against temporary disability; 

• insurance against workplace accidents and occupational diseases that result in loss of 

working capacity; and 

• medical insurance. 

Payments from the Social Insurance Fund cover the entire range of workers’ compensation, 

from temporary disabilities, as confirmed by a doctor’s certificate, to permanent loss of working 

capacity, as confirmed by the special medical committee, the Medical-Social Expert Commission 

(known by the Ukrainian acronym, MSEK).  

For temporary disability during periods that an employee is absent from work to receive 

medical treatment or to recover from work-related injuries or occupational diseases, but before 

permanent disability is established by the MSEK, workers’ compensation is paid by the employer 

for the first five days and by the Social Insurance Fund until recovery or until permanent disability 

is established.271 The temporary disability payment is calculated by multiplying the employee’s 
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average daily wage by the number of days of the temporary disability period.272 From July 4, 2015, 

calculation of the average wage is based on the wages that the employee received during the 12 

months immediately preceding the disability.273 Payments are made as follows:274 

• 50 percent of average wage—up to three years of work experience; 

• 60 percent—work experience from three to five years; 

• 70 percent—work experience from five to eight years; 

• 100 percent—work experience over eight years; 

• 100 percent—first, second, and third categories of those suffering from the Chernobyl 

nuclear accident; parent nursing an ill child under age of 14; war veterans and persons under 

the effect of the Law of Ukraine on Status of War Veterans, Guarantees of their Social 

Protection, as well as other individuals according to law.  

Lost wages paid in the event of a partial or total permanent disability are based on the 

employee’s disability level, established by the MSEK as a percentage of the employee’s lost 

working capacity and average wage.275 For this purpose, the employee’s average wage is 

calculated by multiplying the average daily wage by the average number of working days per 

month.276  

An employee who suffers a permanent loss of working capacity, as established by the 

MSEK, is paid a one-time financial support fee. This one-time fee is calculated by multiplying the 

employee’s average wage by the percentage of permanent loss, based on 17 livelihood minimums 

for working persons.277 If the employee contributed to the injury, as determined by an investigation 

commission, the amount of the one-time financial support fee is reduced to no more than 50 percent 

of the legally established amount.278 

In case of an employee’s death, the one-time financial support fee is paid to the employee’s 

family in the amount of 100 livelihood minimums for working persons; one-time financial support 

is also paid to each dependent person, as well as any children born in the 10 months after the 

employee’s death, in the amount of 20 livelihood minimums for working persons.279 Under 

Ukrainian law, a dependent is a person who was maintained by the deceased, or had the right to 

receive maintenance from the deceased at the time of his or her death, and who falls within any of 

the following categories: 280 
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• children under age 16, or 18 if not employed; or if a student, age 23 or until graduation, 

whichever is earlier; or older children if they are unable to earn money due to a physical or 

mental disability; 

• persons of pension age, if not employed;  

• disabled persons who were members of the deceased’s family at the time of the disability or 

who were not dependent on the deceased, but had the right to be;  

• children under age 18 for whom the deceased paid or was obliged to pay child support;  

• a spouse, parent, or other family member, irrespective of age or working capacity, provided 

that the person is not employed and cares for the children, siblings, or grandchildren of the 

deceased (until the age of eight). 

In addition, the Social Insurance Fund pays all funeral expenses for employees whose death 

is caused by a work-related accident or illness.281 

Employees are also compensated for medical and other expenses resulting from an 

occupational injury or disease, including, for example, expenses for special meals, nursing, and 

artificial limbs.282 

As a separate benefit, employees disabled as the result of work-related injuries or 

occupational diseases are entitled to disability pensions under the Pension Law.283 

VIII. PENSIONS AND BENEFITS 

A. Pensions 

1. Benefits 

a. Current System 

At present in Ukraine, all employees participate in the mandatory Pension Fund, to which 

both employers and employees contribute.284 Contributions to the Pension Fund provide retirement 

benefits to qualified employees, as well as pensions to disabled persons and dependents of 

deceased providers. 

The retirement age is 60 years for men (provided that the employment period is not less 

than 25 years) and 55 years for women (provided that the employment period is not less than 20 

years).285 Employees in certain occupations (such as air traffic controllers, pilots, flight attendants, 

truck drivers, geologists, actors, etc.) may retire before the standard retirement age after their 

employment periods exceed limits specified for the particular occupation. 

The standard pension amount is 55 percent of the average salary received by the employee, 

but not less than the minimum pension.286 For total employment periods shorter than the 

established minimum, the pension amount is determined on a pro-rata basis. For each employment 
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year above the minimum period, the pension is increased by 1 percent of the average salary or 1 

percent of the minimum pension, whichever is greater.  

The amount of minimum retirement pension payment depends on the length of 

employment and the type of work performed. For example, the minimum retirement pension 

payment to a male with 25 years of employment, a female with 20 years of employment, or a 

disabled person is equal to the livelihood minimum for disabled persons. For 2017, the livelihood 

minimum for disabled persons was the following: UAH 1,247 for the period January 1, 2017 

through April 30, 2017; UAH 1,312 for the period May 1, 2017 through November 30, 2017; and 

UAH 1,373 for the period December 1, 2017 through December 31, 2017.287 

The pension amount is determined under the Pension Law based on the average salary 

received by the employee during any 60 consecutive employment months and the employment 

period from July 1, 2003 until the retirement date. The amount of the employee’s salary paid prior 

to July 1, 2003 must be confirmed by relevant documentation. Salaries paid after July 1, 2003 are 

from the computer data for each individual employee’s account.288 

As a rule, the total monthly pension may not exceed three times the minimum (four times 

the minimum for some categories of employees, such as those working underground or in other 

difficult labor conditions).289 For certain occupations, the maximum monthly pension is 

established at 75 percent (civil flight crew members) or 85 percent (test pilots) of average salary.290 

b. New Pension Structure 

Effective January 1, 2004, the Law of Ukraine on Mandatory State Retirement Insurance 

introduced a new structure of pension system of Ukraine, which has three levels, as follows:  

• solitary pension system—a mandatory state retirement insurance, based on payment of 

pensions from the Pension Fund of Ukraine;  

• saving pension system—a mandatory state retirement insurance, based on saving funds with 

the Saving Fund of Ukraine, which are available to finance life pension insurance 

agreements and/or one-time payments for definite categories of people; and  

• nongovernmental pension system—a voluntary retirement insurance based on voluntary 

participation of citizens and employers in pension savings.  

Although the new retirement law has an effective date of January 1, 2004, most of its 

provisions will come into effect only upon the adoption of other applicable legislative acts required 

for its implementation. As of the date of this writing, this implementing legislation has not yet 

been enacted. 

c. Social Aid 

The following categories of citizens are entitled to social aid that is not based on 

employment: 
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• men of 63 years of age; 

• women of 58 years of age; 

• disabled persons; and 

• church officers who were elected or appointed to positions in religious organizations 

officially recognized and legalized in Ukraine. 

The amount of social aid varies from 30 to 100 percent of the minimum livelihood for 

disabled persons, depending on the category of recipient. Social aid for disabled persons ranges 

from 60 to 100 percent of the minimum livelihood for disabled persons,291 depending on the type 

of disability.292  

2. Recordkeeping 

The Pension Law states that employees are entitled to pensions provided that their 

employers make the required contributions to the Pension Fund.293 In addition to its own 

contributions, the employer must withhold the contributions of its employees via a withholding 

mechanism similar to tax withholding.294 

For purposes of determining pension benefits, the employee’s labor book evidences the 

employment period, and the employer’s certificate evidences wages.295 As a matter of practice, the 

proper registration of an employee’s labor book presently is sufficient for preserving the pension 

rights of the employee. 

According to a 1998 Presidential Decree,296 the Pension Fund, together with the Ministry 

of Labor and Social Policy, the Ministry of Finance, and the State Tax Authority, created 

computerized personal employees’ accounts in the mandatory pension system that took effect on 

July 1, 2002. The new system makes it possible to electronically record mandatory contributions 

to the Pension Fund and other relevant information with respect to each employee. Under the new 

system, the right to a pension is linked to contributions made to the Pension Fund on behalf of 

each employee. Thus, it is important for each employee to demonstrate not only that he or she has 

been employed over a certain period, but that the required Pension Fund contributions have been 

made. 

B. Other Benefits 

In addition to pension benefits, other social benefits are available to employees through the 

Social Insurance Fund of Ukraine (Social Insurance Fund) and the Mandatory State Social 

Insurance Fund for Unemployment (Unemployment Fund).  

The contributions to these funds are made in the form of a single social contribution 

regulated by the Law of Ukraine on Collection and Payment of a Single Contribution to Mandatory 

State Social Insurance (Law on Single Social Contribution),297 which came into force on January 
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1, 2011. Pursuant to the Law on Single Social Contribution, legal entities must pay a single social 

contribution to the State Tax Authority (Tax Authority).298 Details regarding payments of the 

single social contribution (SSC) are discussed below. 

1. Single Social Contribution 

a. Registration as SSC-Payers  

Generally, the majority of employers and employees, including individual entrepreneurs 

and employers using hired work under contractors’ agreements are subject to payment of the SSC. 

Employees are not SSC-payers. The Tax Authority performs the registration of SSC-payers and 

together with the Pension Fund maintains registers of insurers and insureds. Newly incorporated 

companies and individual entrepreneurs are registered with the Tax Authority automatically, based 

on the information provided to the respective branch of the Tax Authority by the state registrar.299 

Entities registered by the state authorities other than the state registrar (for example, representative 

offices of foreign legal entities registered with the Ministry of Economy of Ukraine) must submit 

to the Tax Authority the registration application and copies of the registration documents within 

10 days from the date of their state registration. The Tax Authority registers these entities as SSC-

payers within one working day of receipt of the registration application. 

b. Payment Procedure and Penalties  

SSC-payers must pay to the Tax Authority the SSC calculated for a certain reporting period 

(month or year) no later than the 20th day of the month following the reporting period or along 

with the payment of salary and similar payments. 

SSC-payers that fail to fulfill their obligations under the Law on Single Social Contribution 

are subject to the following penalties:300 

• for failure to register with the Tax Authority as a SSC-payer, a fine in the amount of 10 non-

taxable minimum income units (UAH 170);301 

• for failure to make payments in full or on time, a fine of 20 percent of the unpaid or untimely 

paid amounts; 

• if the payer has not paid the SSC in full and the unpaid SSC amounts were charged by the 

fiscal authorities or the payer, a fine of 10 percent of the unpaid amounts for each accounting 

period when the SSC was not paid, but not more than 50 percent of the unpaid SSC;  

• for keeping improper accounting records with respect to SSC calculation, a fine ranging 

from 8 to 15 non-taxable minimum income units (UAH 136 to UAH 255);  

• for failure to submit reports on time or submitting reports in improper form, a fine of 10 

non-taxable minimum income units for each such submission/nonsubmission (UAH 170); 

for the same actions committed by a SSC-payer, which has been a subject to a fine for the 
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same violation within the last year, a fine of 60 non-taxable minimum income units (UAH 

1,020). 

The employer must pay the penalties within 10 business days from the date it receives a 

resolution from the Tax Authority. 

c. SSC Rate and Distribution  

The SSC rate for employers has been set at 22 percent of the salary, benefits, and other 

payments made to employees. The rate of 22 percent is also applied to employers using hired work 

under contractor arrangements or similar agreements.302 This excludes the special contribution 

rates for disabled persons.  

Effective May 1, 2017, the maximum per employee amount to which the SSC applied was 

UAH 42,100; this increased to UAH 44,050 on December 1, 2017.303 

2. Social Benefits Funds 

a. Social Insurance Fund 

The Social Insurance Fund provides the following types of mandatory financial aid to 

employees:304 

• wage payments to employees on maternity leave;305 

• financial aid for funerals; 

• workers’ compensation benefits for work-related injuries or occupational illnesses;306 and 

• payment for sanatorium/resort treatment and vacations. 

Trade union committees are entitled to grant a rest period in an employer-owned 

sanatorium to any employee certified as requiring special medical treatment.307 In addition, certain 

categories of employees, such as war veterans (participants of combat actions, disabled war 

veterans, and war participants), victims of Nazi persecution, and senior citizens retired after 35 

years (for women) or 40 years (for men) of employment, are entitled to sanatorium/resort vacations 

paid from the state budget or the Social Insurance Fund.308 The frequency of these vacations 
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depends on the category of the entitled person. For example, participants of combat actions and 

disabled war veterans are entitled to paid vacation every year, while war participants are entitled 

to paid vacation every two years. 

b. Unemployment Fund  

The amount and duration of payments to unemployed persons depend on the person’s 

unemployment insurance status, employment period, and the reason for their dismissal. Payments 

begin on the eighth day after the unemployed person’s registration with the local state 

unemployment office, but this start date may be extended for up to three months, depending on the 

grounds for dismissal and amount of severance payment received by a dismissed employee.309  

Unemployed persons who were employed at least 26 calendar weeks during the 12 months 

immediately preceding unemployment receive unemployment benefits in accordance with the 

insurance term, i.e., the period during which the employee was covered by unemployment 

insurance. An unemployment payment to a person with an insurance term of up to two years is 

established at 50 percent of that person’s average wage;310 a person with an insurance term from 

two to six years receives 55 percent of the average wage; a person with an insurance term from six 

to 10 years receives 60 percent of the average wage; and a person with an insurance term of longer 

than 10 years receives 70 percent of the average wage. The unemployment payment is paid in full 

for the first 90 calendar days of unemployment. Only 80 percent of the unemployment payment is 

paid during calendar days 91 to 180 of unemployment. Thereafter, an unemployed person is 

entitled to only 70 percent of the unemployment payment.311 The unemployment payment may not 

exceed the average statistical wage approved for the particular administrative region for the 

immediately preceding month and may not be less than the livelihood minimum.312 

Unemployed persons who were employed for less than 26 calendar weeks during the 12 

months immediately preceding employment, persons who did not work for more than six months 

immediately prior to unemployment, and persons dismissed for such reasons as (i) a systematic 

failure to observe the requirements of the employment agreement, (ii) an unjustified absence from 

work, (iii) drunkenness on the job, (iv) conviction for theft, (v) a single severe violation of a labor 

commitment by a company officer, or (vi) a dishonest action by an employee responsible for 

money or for carrying out supervisory functions are entitled to unemployment payments in the 

amount of the livelihood minimum, irrespective of the insurance term. 

Unemployed persons who were not covered by unemployment insurance and persons 

seeking jobs for the first time are entitled to unemployment payments in the amount of the 

livelihood minimum. 

Unemployment payments are made until the unemployed person finds a job, but generally 

may not last longer than 360 calendar days during two years. This period is increased to 720 

calendar days for senior citizens (i.e., men at least 58 years of age and women at least 53 years of 
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age), and is decreased to 180 calendar days for unemployed citizens who are registered for the first 

time or who were not otherwise covered by unemployment insurance.313 

Unemployment payments are terminated if an unemployed person (including a person 

seeking a job for the first time) refuses two job offers or two offers of professional training or 

advanced training from the state unemployment authority, or refuses a job that corresponds to a 

profession or occupation held by the unemployed person after professional training or advanced 

training under the direction of the state employment authority. Unemployment payments may be 

terminated for up to 90 calendar days if an unemployed person was dismissed from his or her last 

job by agreement of the parties, violates the registration procedure of the state unemployment 

authority, or for certain other reasons.314 

c. Residents of the Republic of Crimea and the City of Sevastopil 

Social benefits are provided to citizens residing in the Autonomous Republic of Crimea 

and the City of Sevastopil out of funds contributed by payers of the single social contribution 

(SSC)315 located in the Autonomous Republic of Crimea and the City of Sevastopil. If those funds 

are insufficient, the funds from the budget of the Autonomous Republic of Crimea and the City of 

Sevastopil are used.316 

3. Employer-Provided Benefits 

Under collective agreements and employment agreements, employees may be entitled to 

additional payments and benefits. However, those payments and benefits are provided by 

employers from their own funds, and not through the state social benefits funds. 

IX. IMMIGRATION 

Foreign nationals in Ukraine have the same employment and labor rights as Ukrainian 

citizens unless otherwise provided by Ukrainian law or international agreement. Ukrainian law 

does restrict employment in certain positions to Ukrainian citizens.317 For example, the captain of 

a vessel used for business, scientific, or cultural purposes,318 a notary,319 a state servant,320 a 

judge,321 a licensed attorney,322 an auditor,323 a prosecutor, or an investigator324 must be a 

Ukrainian citizen. 
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An employer in Ukraine may employ foreign nationals only if the employer receives a 

permit to use the work of a foreign national (work permit), unless otherwise provided by law or 

international treaty.325 Pursuant to the Ukrainian Law on Employment of the Population 

(Employment Law), a company may employ the following categories of foreign nationals without 

a work permit:326 

• those who live in Ukraine on a permanent basis;  

• those who have acquired the status of refugees in accordance with the Ukrainian legislation 

or have obtained a permit for immigration;  

• those who have been recognized as needing additional protection or who have been granted 

temporary protection in Ukraine;  

• representatives of a sea (river) fleet and airlines, serving such companies in Ukraine;  

• employees of foreign mass media, accredited in Ukraine;  

• professional sportsmen, artists, or art workers;  

• employees of rescue services to carry out urgent work;  

• employees of representative offices of foreign entities duly registered in Ukraine;  

• foreign clergymen temporarily staying in Ukraine at the invitation of a religious 

organization to conduct canonical activity with official approval of the state authority that 

registered the charter of the religious organization;  

• those who came to Ukraine to participate in the implementation of international technical 

assistance projects;  

• those who arrived in Ukraine to teach in public higher education institutions at their 

invitation; or 

• other foreign nationals in cases stipulated by law or international agreements. 

To obtain a work permit, an application and the supporting documents are submitted by 

the employer to the State Employment Service at the location of the company that is employing 

the foreign national. 

A decision on issuance of a work permit is granted by the State Employment Service within 

seven business days from the date of receipt of the required documents from the employer.327 The 

employer must pay a fee for issuance of the work permit within 10 business days of obtaining the 

State Employment Service’s decision.328 

A foreign national may be employed by several Ukrainian employers simultaneously. 

However, in these cases, each Ukrainian employer must obtain a separate work permit.329 

A work permit may be issued for a term of up to three years for the following employees:330 

• seconded employees;  

• special categories of foreign employees: 

– foreign highly paid professionals (foreign employees with a monthly salary of not less 

than 50 statutory minimum salaries (UAH 160,000, the equivalent of approximately EUR 

5,000)); 
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– participants and/or beneficiaries of a Ukrainian legal entity; 

– holders of diplomas of top-ranked universities;  

– foreign creative and IT professionals); and  

• intra-company transferees. 

For all other foreign employees, work permits are issued for a term of up to one year, with 

a possibility of an extension for the same term. 

The employer must enter into an employment agreement or contract331 with the foreign 

employee within 90 calendar days from issuance of the work and must submit a certified copy of 

the employment agreement (contract) to the local Employment Service within 10 days after its 

execution.332 

The monthly salary of foreign employees working for public or charity organizations as 

well as educational establishments may not be less than five statutory minimum salaries (UAH 

16,000, the equivalent of approximately EUR 500), and the monthly salary of all other categories 

of foreign employees may not be less than 10 statutory minimum salaries (UAH 32,000, the 

equivalent of approximately EUR 1,000). The minimum salary requirements are not applicable to 

the special categories of foreign employees listed above.333 

The employer of a foreign national is the employee’s tax agent for the purpose of 

calculating and withholding income taxes from the salary paid to the foreign employee.334 

Termination of an employment agreement (contract) with a foreign national results in 

termination of the work permit. Thus, every time a foreign national changes his or her place of 

employment in Ukraine, a new employer must obtain a new work permit. 

In case the employment relationship with a foreign national is prematurely terminated, the 

employer must notify the local Employment Service, which triggers the work permit 

cancellation.335 

A work permit legalizes a foreign national’s work activities and also gives the employee 

the right to reside in Ukraine year-round by obtaining a work (IM-1) visa. 

Violation of the work permit or immigration regulations may result in liability for the 

employer, its executives, and the foreign employee (up to his or her deportation from Ukraine). 
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