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Problem Statement. Disciplinary
liability is one of the key legal instru-
ments for ensuring labor discipline and
compliance with employees' official
duties. Ukrainian legislation defines it
as a form of legal liability applied exclu-
sively within the framework of labor
relations for violations of labor discipline
norms. However, its implementation
mechanism requires further improve-
ment due to issues related to the limited
number of disciplinary sanctions, their
effectiveness, the absence of a unified
approach to the correlation between
disciplinary liability and other types of
legal liability, as well as the procedure
for its appeal. The relevance of the study
is driven by the need to clarify the legal
foundations of disciplinary liability, dif-
ferentiate it from criminal, administra-
tive, civil, and material liability, and
analyze the mechanisms for enforcing
disciplinary sanctions within the cur-
rent Ukrainian legislation. Particular
attention must be given to the interplay
between disciplinary, material, criminal,
and administrative liability, as well as
the specific features of appealing disci-
plinary sanctions within the framework
of individual labor disputes.

Thus, there is a need for a compre-
hensive study of the legal foundations
of disciplinary liability and an improve-
ment of its legal regulation to enhance
the efficiency of its implementation
mechanism within Ukrainian labor law.

State of Scientific Development
of the Problem. Scientific studies on
disciplinary liability in Ukrainian labor
law focus on its normative-legal regu-
lation, mechanisms of implementation,
and its relationship with other types of
legal liability. The features of discipli-
nary liability as a basis for labor disputes
are explored in the works of H. M. Usti-
nova-Boichenko and O. M. Skriabin
[2], who analyze law enforcement prac-
tices and the procedure for appealing
disciplinary sanctions. The correlation
between disciplinary and administrative
liability is examined by T. Averochkina
and T. Bilous-Osin [3], emphasizing the
scope of their application and proce-
dural differences in imposing liability.

A separate aspect related to
corruption offenses is studied by
M. 1. Khavroniuk [4], who analyzes legi-
slative approaches to holding individu-
als accountable for corruption-related
offenses. T. V. Kolesnik [5] investigates
problematic aspects of applying discipli-
nary sanctions, particularly the absence
of a clear implementation procedure.
V. V. Melnyk [6] examines judicial
protection of employees’ rights and the
effectiveness of existing legal mecha-
nisms for appealing disciplinary sanc-
tions. The issues of combining discipli-
nary and material liability are addressed
by O. S. Varenyk [7], who analyzes the
possibility of applying multiple types of
legal liability simultaneously.

©KolbS.,2025 Ifpdfpffd [ [ [ [ [ R R [R/R R REEEE 71



IOPUANYHUW BICHUK, 2025/1

Thus, scientific research covers key
aspects of disciplinary liability, but fur-
ther refinement of its implementation
mechanism is required, particularly in
clarifying the procedures for applying
disciplinary sanctions, expanding their
scope, and establishing an effective
appeal mechanism.

The purpose of this article is to
examine the legal foundations and
implementation mechanisms of disci-
plinary liability in Ukrainian labor law,
to identify its specific characteristics,
the procedure for its application, and
the process of appealing disciplinary
sanctions. The study analyzes the dis-
tinctions between disciplinary liability
and other types of legal liability, the
possibility of their combination, as well
as issues of law enforcement, particu-
larly mechanisms for resolving labor
disputes.

Research Findings. According
to Article 140 of the Labor Code of
Ukraine, ensuring labor discipline in
enterprises, institutions, and organi-
zations is achieved by creating appro-
priate organizational and economic
conditions that contribute to effective
professional activity and increased labor
productivity [1]. An essential aspect of
maintaining labor discipline is fostering
employees' responsible attitude toward
their job responsibilities, which is imple-
mented through persuasion, education,
and incentive systems for conscientious
work. Within labor collectives, a princi-
pled stance on adherence to disciplinary
norms is developed, ensuring a high
level of accountability and collective
responsibility towards employees who
demonstrate improper work conduct. In
cases of dishonest performance of pro-
fessional duties, appropriate disciplinary
measures may be applied in accordance
with current legislation.

Disciplinary (labor) liability repre-
sents a specific type of legal liability
that operates within labor law and is
enforced upon an employee’s commis-
sion of a disciplinary offense. The pri-
mary consequence of such liability is
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the application of legally prescribed
sanctions aimed at ensuring compli-
ance with labor discipline. The defining
characteristics of disciplinary liability
include its exclusive application within
the labor law domain, the mandatory
establishment of a disciplinary offense
as the basis for its application, the
legally defined types of sanctions, and
the imperative nature of their enforce-
ment [2, p. 38]. Disciplinary liability has
clear distinctions from other types of
legal liability, including criminal, civil,
administrative, and material liability.
The fundamental difference between
disciplinary and criminal liability lies in
the degree of social danger posed by the
offense. Criminal liability applies exclu-
sively to acts deemed socially dange-
rous and defined in the Criminal Code of
Ukraine, with sanctions imposed solely
by a court ruling [2]. In contrast, disci-
plinary liability relates to violations of
labor discipline and is enforced within
the framework of the employer-em-
ployee relationship without involving
judicial authorities. Disciplinary liabil-
ity also differs from civil liability in its
public-law nature, whereas civil liabili-
ty is typically private-law in nature and
primarily concerns compensation for
property damage. While disciplinary
liability, like civil liability, may have a
contractual basis, it is applied strictly
within the scope of labor relations [2].

The distinction between disciplinary
and administrative liability lies in the
nature of their application. Disciplinary
liability arises within subordination rela-
tionships between an employee and an
employer, whereas administrative liabil-
ity entails responsibility before the state
and is imposed by authorized public
bodies. Moreover, administrative liabili-
ty is governed by a clearly defined list
of offenses, while disciplinary sanctions
can be applied for violations of labor dis-
cipline without a detailed legislative defi-
nition of all possible infractions. Discipli-
nary liability also differs from material
liability, the primary purpose of which
is to compensate for property damage
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caused to an employer. In contrast, dis-
ciplinary sanctions are aimed at ensu-
ring compliance with labor discipline [3].

Despite these distinctions, legisla-
tion allows for the combination of dis-
ciplinary liability with other types of
legal liability in certain cases. The most
common combination is that of disci-
plinary and material liability. Accord-
ing to Article 130 of the Labor Code of
Ukraine, an employee may bear mate-
rial liability for direct actual damage
caused to an enterprise, institution,
or organization due to intentional or
unlawful actions [4]. Material liability
may arise independently of the imposi-
tion of a disciplinary sanction.

Furthermore, simultaneous appli-
cation of disciplinary, criminal, and
administrative liability is possible in
cases where an employee’s actions con-
stitute not only a disciplinary offense
but also a criminal or administrative
violation. For example, a civil servant
who commits a corruption offense may
be held administratively or criminally
liable while also being subjected to dis-
ciplinary sanctions, up to and including
dismissal [5, p. 157].

A distinctive feature of disciplinary
liability is that it is enforced within
labor relations between an employer
and an employee, distinguishing it from
administrative or criminal liability,
which involves accountability to state
authorities. Moreover, disciplinary lia-
bility is unilateral, as only the employee
can be held accountable, whereas the
employer is not subject to equivalent
sanctions for failing to fulfill obliga-
tions within labor relations. Employer
liability is possible only before higher
supervisory bodies, which does not
alter its unilateral nature. The sys-
tem of labor discipline enforcement
includes disciplinary and public meas-
ures aimed at ensuring compliance.
According to Article 147 of the Labor
Code of Ukraine, only two types of dis-
ciplinary sanctions can be applied to an
employee who violates labor discipline:
a reprimand or dismissal [1].

Thus, disciplinary liability is an inde-
pendent type of legal liability, character-
ized by specific features and a defined
enforcement mechanism. At the same
time, legislation allows for its combi-
nation with other types of liability, if
justified by the nature of the offense
and its consequences.

The legal mechanism of disciplinary
liability encompasses normative provi-
sions that establish grounds for appli-
cation, types of sanctions, procedures
for imposition, appeal mechanisms,
and conditions for revoking disciplinary
sanctions. An important aspect of its
implementation is the statutory time
limits for its application. A disciplinary
sanction must be imposed immediately
after the discovery of an offense, but
no later than one month from the date
of its recording, except during periods
when an employee is temporarily inca-
pacitated or on leave. Additionally, the
total period for bringing an employee to
disciplinary liability cannot exceed six
months from the date of the offense.

Disciplinary liability arises in the
event of a disciplinary offense, which
consists of four key elements: sub-
ject, object, subjective, and objective
aspects. The subject of a disciplinary
offense can only be an employee who
is in labor relations with an employer.
Legislation  distinguishes  between
general and special subjects of disci-
plinary liability. The general category
includes all employees who are sub-
ject to labor law norms, particularly
the Labor Code of Ukraine and inter-
nal labor regulations. The object of a
disciplinary offense is the legal order
in labor relations, encompassing the
performance of job duties and compli-
ance with labor discipline requirements.
The subjective aspect of a disciplinary
offense lies in the employee's culpable
behavior, which is expressed in failure
or improper fulfillment of job duties
without valid reasons. Liability does
not arise if the employee’s actions are
due to insufficient qualifications, health
conditions, or inadequate working con-
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ditions. Additionally, disciplinary sanc-
tions cannot be applied if the employee
refuses to execute unlawful orders from
the employer or to perform work not
stipulated in the employment contract
[6, p. 67—68].

In labor law, the principle applies
that an employee can be held liable only
if their guilt is proven. The employer is
obligated to prove the fact of a discipli-
nary offense, whereas the employee is
not required to prove their innocence.
Valid circumstances that exclude guilt
may be of various nature, including per-
sonal or professional factors. The objec-
tive aspect of a disciplinary offense
includes the fact of unlawful conduct,
its negative consequences, and the
causal link between them.

A disciplinary sanction may be
applied only if all elements of the
offense are established, and if the stat-
utory deadlines and disciplinary pro-
ceedings are observed. Individual labor
disputes arising from the imposition of
disciplinary liability are classified as
claim-based disputes. Legislation grants
an employee the right to appeal a dis-
ciplinary sanction if they disagree with
the decision or consider it unlawful.

Protection of labor rights involves
the application of legal mechanisms
to restore violated employee rights.
This process can be initiated directly
by the employee or through their rep-
resentatives or authorized bodies in
accordance with legally defined pro-
cedures. Legal protection is imple-
mented through measures against the
employer, particularly in cases where
they fail to fulfill obligations or engage
in actions that hinder the realization of
employee rights. The procedure for pro-
tecting labor rights is based on several
key principles:

— The presence of legal grounds for
initiating the process,

— Compliance with the legally pre-
scribed form for exercising the right to
protection,

— The use of specific means and
methods established by labor law.
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An essential condition for legal pro-
tection is the existence of a right to
such protection [2, p. 39].

The appeal of a disciplinary sanction
is carried out in accordance with labor
law regulations. An employee may file a
complaint within an individual labor dis-
pute, either by submitting an application
to the enterprise's labor dispute commis-
sion or by initiating judicial proceedings.
An application to the labor dispute com-
mission must be submitted within three
months from the moment the employee
became aware or should have become
aware of the violation of their rights. The
starting point for this timeframe is the
date the employee was informed of the
order imposing the disciplinary sanction,
regardless of the date of issuance. If the
time limit is missed, the commission may
reinstate it if there are valid reasons. The
dispute is reviewed within ten days from
the date the application is submitted, with
mandatory participation of the employee
and the employer’s representative.

The Labor Dispute Commission
(LDC) is a specialized jurisdictional
body responsible for the pre-trial resolu-
tion of individual labor disputes. It opera-
tes based on the principle of alternative
conflict resolution rather than compul-
sory adjudication between the parties
involved in labor relations. The LDC
is designed to ensure efficient dispute
resolution at the workplace, offering
employees an accessible procedure that
allows their direct participation in the
process. The decision-making process
of the commission is legally regulated,
ensuring the enforcement of its rulings.
According to the Labor Code of Ukraine,
the LDC serves as the primary body for
resolving labor disputes within enter-
prises, institutions, and organizations,
except in cases specified by Articles 222
and 232 [1]. A labor dispute is referred
to the LDC only when an employee —
either independently or with the support
of a trade union organization — fails to
resolve the issue through direct negotia-
tions with the employer or an authorized
representative.
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Although the LDC serves as a
mechanism for protecting labor rights,
its effectiveness is constrained by the
lack of comprehensive legal regulation
governing its procedures. Addressing
these deficiencies requires the estab-
lishment of a clear framework for the
creation and operation of the LDC, the
determination of membership require-
ments based on the enterprise’s size,
the introduction of uniform qualifica-
tion criteria for commission members,
and the implementation of a standar-
dized decision-making process.

The LDC is obligated to review a
labor dispute within ten days from the
date of submission. The presence of
both the employee and the employer’s
representative is mandatory, except
when the employee submits a written
request for the dispute to be considered
in their absence. Employees have the
right to legal representation, including
assistance from a lawyer or a trade
union representative. If the employee
or their representative fails to appear
twice without a valid reason, the com-
mission may dismiss the complaint;
however, the employee retains the
right to resubmit the claim within three
months from the date of discovering
the violation of their rights.

The Labor Dispute Commission
(LDC) has the authority to summon
witnesses, initiate specialized expert
examinations, and request necessary
documents and financial records from
the employer. A meeting of the com-
mission is considered valid if at least
two-thirds of its members are present.
Both the employee and the employer
have the right to request the removal of
any commission member, provided they
present a reasoned objection, which is
then decided by a majority vote of the
present members. The minutes of the
meeting are recorded and signed by
the chairperson (or deputy) and the
secretary. If either the employee or the
employer disagrees with the commis-
sion’s decision, they have the right to
appeal in court within ten days from

the date they receive an extract or a
copy of the decision. Failure to meet
this deadline does not automatically
result in the rejection of the claim,
as the court may restore the missed
deadline and review the dispute on its
merits if there are valid reasons. How-
ever, if the deadline is not reinstated,
the LDC’s decision remains in force.
An employee has the right to judi-
cial protection of their labor rights
both as an initial remedy and after the
commission’s review. Judicial protec-
tion not only ensures the possibility of
filing a lawsuit but also requires the
court to consider the case and issue a
legally binding decision, which may be
enforced compulsorily if not voluntarily
executed. From a procedural perspec-
tive, the right to judicial protection
includes the ability to file a claim for
reinstatement of violated or disputed
rights, utilize legal guarantees during
court proceedings, appeal a court deci-
sion in the prescribed manner, and ini-
tiate the enforcement of a court ruling
in the event of non-compliance [7].
The right to judicial protection is
a fundamental guarantee of individual
rights and [reedoms, enshrined in the
Constitution of Ukraine and national
legislation. It grants employees the
opportunity to seek legal remedies
using the procedural and substantive
legal mechanisms provided by law
to restore violated or contested labor
rights. Judicial protection may involve
the recognition, restoration, or termina-
tion of legal relationships, compulsory
enforcement of obligations, compensa-
tion for material damages and moral
harm, invalidating unlawful decisions,
actions, or inaction by the employer,
and declaring individual labor contracts
and collective agreements null and void.
Conclusions. Disciplinary liability
serves as a key mechanism for ensuring
labor discipline and compliance with
employees’ obligations. It has clearly
defined boundaries and significantly
differs from other types of legal liabi-
lity, such as criminal, administrative,
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civil, and material liability. The primary
basis for its application is a disciplinary
offense, which includes the presence of
a subject, object, subjective, and objec-
tive elements. The legal mechanism
for implementing disciplinary liability
involves determining the grounds and
procedure for imposing disciplinary
sanctions, defining the time limits for
their application, and providing the pos-
sibility of appeal.

Ukrainian legislation stipulates only
two types of disciplinary sanctions —
reprimand and dismissal-which must
be applied in accordance with the pre-
sumption of innocence of the employee.
Appeals against disciplinary sanctions
take place within the framework of indi-
vidual labor disputes, either through
the Labor Dispute Commission (LDC)
or in court proceedings. The LDC acts
as the primary body for resolving labor
conflicts; however, its effectiveness
is limited by deficiencies in regula-
tory provisions, necessitating legisla-
tive improvements. Judicial protection
remains a fundamental guarantee of
a fair review of disciplinary disputes,
ensuring the right to appeal decisions
and enforce court rulings.

Legislation also permits the combi-
nation of disciplinary liability with other
types of legal liability, including mate-
rial, criminal, and administrative liabil-
ity. The most common example is the
simultaneous application of disciplinary
and material liability in cases where an
employee causes financial damage to
the employer.

Thus, the legal framework for disci-
plinary liability is designed to maintain
labor discipline and enhance employee
performance. However, further refine-
ment of regulatory provisions, particu-
larly regarding dispute resolution pro-
cedures, is necessary to improve the
effectiveness of disciplinary liability
mechanisms and ensure adequate pro-
tection of employees’ labor rights.

The article is devoted to a
comprehensive analysis of the legal
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foundations and  mechanisms  for
implementing  disciplinary  liability
in Ukrainian labor law. The concept,
essence, and significance of disciplinary
liability as a specific type of legal
responsibility — applied within  labor
relations are examined. The regulatory
and legal [ramework governing this
institution is characterized, including
its main legislative grounds and
implementation mechanisms. Particular
attention is given to analyzing the
distinctions between disciplinary liability
and other types of legal responsibility,
including criminal, administrative, civil,
and material liability.

The study identifies the main
grounds  for holding employees
disciplinarily  liable, emphasizing

the necessity of establishing the fact
of a disciplinary offense, proving
guilt, and adhering to the legally
prescribed procedure for imposing
sanctions. The existing range of
disciplinary sanctions provided by the
Labor Code of Ukraine is analyzed,
with an emphasis on their limited
nature, which may negatively affect
the effectiveness of disciplinary
liability. The article also examines the
procedure for appealing disciplinary
sanctions, which can be carried out
both through pre-trial proceedings
via the labor dispute commission and
through judicial proceedings.

The article highlights problems
in the regulatory [ramework for
disciplinary  liability, including
the lack of uniform criteria for its
application, the need to improve its
implementation  mechanisms, and
the regulation of its interaction
with material, administrative, and
criminal liability in cases where
an offense exhibits characteristics
of multiple types of responsibility.
Special attention is given to the role
of the labor dispute commission as the
primary body for resolving individual
labor disputes and its functional
limitations due to gaps in current
legislation.
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Based on the research findings, key
directions for improving the mechanism
of disciplinary liability implementation
are outlined. The necessity of expanding
the list of disciplinary sanctions,
developing a standardized procedure
for their application, establishing
unified  qualification  requirements
for members of the labor dispute
commission, and ensuring an effective
mechanism [or appealing disciplinary
sanctions is substantiated. The article
proposes amendments to the regulatory
and legal framework to strengthen the
guarantees of labor rights protection
in the process of implementing
disciplinary liability.

Key words: disciplinary liability,
labor law, disciplinary sanctions, labor
discipline, labor dispute commission,
judicial protection, labor disputes, legal
regulation.

Kon6 C. IIpaBoBi 3acagm Ta

MeXaHi3M peanisamii IUCIUT-
JiHapHOi BiANOBiAAaJbHOCTI B
TPyAOBOMY mpaBi YKpaiHu

Cmamms  npucssueHa  KoMNieK-

CHOMY aHaAi3y npasosux 3acad ma

MexaMismy pearisayii OUCUUNAIHAPHOL

gionosidarerocmi y mpydosomy npasi
Ykpainu. [ocaiOmceno nowamms, cym-

Hicmb ma 3HAUeHHSA OUCUUNAIHAPHOTL

gionosidarbHocmi K cneyuiuHoco
sudy  ropuduyHoi  sidnosidairvHocmi,
WO 3aCmOCOBYEMbCS 8 Mexax mpy-
dosux npasosioHocurn. Oxapaxmepu-
308QHO  HOPMAMUBHO-NPABOBE  peey-
AHOBAHHA UbO2O [HCMuUmMYymy, 30Kpema
lioeo ocHo8Hi 3akoHodasui nidcmasuy ma
mexanismu peanrizauii. Ocobausy ysaey
npudifeHo aHaaisy BiOMiHHOCMeEl Mixc
JucyunainapHor gidnosioarbHicmro
ma iHuumy sudamu 0puduuHoi 8iono-
8i0abHOCMI, 30Kpema KpUMiHAALbHOO,
QOMIHICMPAMUBHOIO, — UUBIALHOIO — MQ
MAmMepiarvHor.

Busnaueno  ocHosHi  nidcmasu
npumsacHerHs npayisHuKis do
OJucuunainaproi  sidnosidasvrocmi,

30Kpema HeobXiOHiCMmb BCMAHOBACHH S
Gaxmy ducyuniinaprozo npocmynky,

dosedernHs BuHU ma OOMPUMAHHS
8usHaueHoi  3aKoHom  npoyedypu
sacmocysanns cmsazHers. J[locaidxero
icHyrouull nepeaik OUCUUNAIHAPHUX
cankuii, nepedbauenux Kodekxcom
3aKOHIB Nnpo npayro YKpainu, ma
nidkpecaero ix obmescerull xapaxkmep,
Wo MOXMe HecamusHo BNAUBAMU
Ha egekmusHicmb OUCUUNNIHAPHOL
gidnosidasvrocmi. [Ipoarnanrizosaro
ocobausocmi npouedypu OCKAPHEHH S
OUCUUNAIHAPHUX CMACHEHb, AKA MOXHCEe
3dilicnrosamuca Ak y docydosomy
nopaoKy uepe3 KOMIcito no mpyoosux
cnopax, mak i y cyoosomy nopsaoKy.

Y cmammi naeosowyemocs Ha npo-
baremax HOPMAMUBHOSO pPeeyAtO8aHHA
ducuuniinaprol gidnosidanvHocmi,
30Kpema Ha 8i0cymHoCcmi €OUHUX Kpu-
mepiis ii 3acmocysarrs, HeobXiOHOCmI
YOOCKOHAACHH S MeXaHi3my il pearizayii,
a MaKoX BpecyrrOBaAHHS NUMAHb B30E-
MOo0ii ducyunainapHoi sidnosioarbHocmi
3 MamMepiarbHOK, AOMIHICMPAMUBHOO
ma KpumiHaibHOK B8i0N0BIOGAAbHICTIO
Y sunadkax, KOAU BUUHEHe Npasono-
PYULeHHS MQE O3HAKU KiAbKOX 8uU0i8
gionosidarvHocmi. Okpemy ysaey npu-
dineHo ananidy poiai Komicii no mpydo-
BUX CNOPAX AK NEePBUHHO20 OP2aHYy po3-
ens0y iHousidyarvHux mpyoosux cnopis
ma ii QYHKUIOHAAbHUM OOMeHceHHAM
Y 38°A3KY 3 NpPOcasUHAMU 8 UUHHOMY
3aK0H00a8CMSI.

Ha ocrosi nposederoco docaidcerH s
BU3HAUEHO OCHOBHI HaANpAmMU B800CKO-
HAACHHS Mexawnizmy peairisayii ducyu-
nainapuoi  sionosidasrerocmi. O6rpyH-
MoBarHo  HeobXiOHicmb — pO3UUUPEeHH S
nepeniky OUCYUNAIHAPHUX CAHKUYiL, pO3-
pobaenns yHighikosaroi npouedypu ix
3acmocys8anHs, 8CMAHOBACHHA €OUHUX
KearigikayiiiHux sumoe 0o 4AeHis Komi-
cii no mpydosux cnopax ma 3abeane-
4eHH 0Il€8020 MEXAMI3MY OCKAPHEHHSL
OUCUUNATHAPHUX CMACHEHb.

KarouoBi ciosa:
BiJOBigaJIbHICTD,

JMUCLUTIIIHAPHA
TpynoBe npaso,
JUCLMIIIIHAPHI CaHKII, TPyLOBa
OUCUMIIIHA, KOMicia 1O TPydOBHUX
criopax, CYIOBUHM 3axHUCT, TPYHIOBI
CTIOpH, NIPaBOBE peryJ/IOBaHHS.
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