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KHBAIOTCS CO CIIOKHBIM BOIIPOCOM O TOM, SIBJISI-
ercs i npwioxkenne MW ontumanbHbIM MoA-
XOJIOM B KOHKPETHOM ciydyae. B To BpeMs kak
HoBas ctpykrypa EC nmo MU rapantupyet, 4To
noTpeOUTENH MOTYT OBITh YBEPEHBI, YTO IpPO-
nykrsl UM Ha peiHke EC cOOTBETCTBYIOT MMU-
HUMAaJbHBIM TPEOOBaHMSIM K KauecTBY, OHa HE
00s13aTeNIbHO perynmupyeT a3y HCIOIb30BaHUS,
TOIJIa KaK MOTEHIMAJIbHBIE PUCKHU IS MIpaB Ma-
LMEHTOB CTAHOBATCS OYEBUIHBIMU JIHILb HA ATa-
e IPUMEHEHHUs. 3aKOHOAATEIbCTBO OCTABIISIET
0e3 BHUMaHHs BOIIPOC O TOM, KaKuM 0Opa3om
npoaykT MW ucnonb3yeTrcss B KOHKPETHOM cpe-
1€, U HE TApAHTUPYET, YTO KOHKPETHBII MPOAYKT
NN saBnsieTcs Ay4ymuM BBIOOPOM TSI IGUSHUS U
yX0Jla 32 KOHKPETHBIM MalUEHTOM. JTO CO3JaeT
PHCK TOTO, YTO HOpMAaTUBHBIN 3(ppekT mpaBoBOit
6a3pl UM Oyner orpanuueH Ha mpaktuke. Oco-
OCHHO B YCIJIOBHUSIX YXO/a 3a MOKHWJIBIMH JIFO/b-
MU, TJe NAaUeHThl, KaK MpaBuio, Ooyee ys3-
BUMBI K HapylICHUSM IpaB YeJOBeKa M 4YacTO
UMEIOT OTPaHUYEHHYI0 aBTOHOMHUIO, MEIUIIMH-
CKHE YUPEKIACHUSI JOKHBI UMETh BO3MOXKHOCTD
rapaHTUPOBaTh IOPUAMYECKYIO 3alIUTy IpaB
MAIMEHTOB B CBSI3HM C UCIOJIb30BAHUEM CHCTEM
NN. OOuieeBponelckuii MHCTPYMEHT OLICHKH
ncnoab3oBanus npuioxkennit U1 B 3apaBooxpa-
HEHUU B HACTOSIILIEE BPEMSI OTCYTCTBYET.

ITpodeccop E. b. Xoxmnos, 3aBenyromuii Ka-
dbenpoii Tpynosoro mpasa CII6 I'Y, u ero xosre-
I'¥, CIIELHAIN3UPYIOLIMECS HA BOIPOCAX 3ally-
THI TpaB PabOTHHUKOB, B CBOIO Ouepellb, yKa3bl-
BalOT Ha BAXKHOCTH «pa3paboTKu 3¢ (HEeKTUBHBIX
MEXaHHU3MOB IOPUINYECKON OTBETCTBEHHOCTH 3a
HapylIeHHe TPaB MEAUIIMHCKUX PaOOTHUKOB U
MaIUEeHTOB TIPH ucnoib3oBanuu My [12].

B Poccuniickont denepanuu OTCyTCTBUE YET-
KHX OTpPAcleBBIX CTAHJAPTOB U pa3MbITas OT-
BETCTBEHHOCTb 32 MPUHATHIE PELICHUS CO3/1aI0T
O7aronpuATHYIO IMOYBY JAJIS 3JI0YHOTPEOIeHHIMA
Y HapyIICHUH MpaB, KaK MAIlMeHTOB, TaK U Me-
JTUIIMHCKUX pa0OTHUKOB. HeoOXoauMo ydHTHI-
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BaTh BO3MOXHBIE HEraTUBHBIEC MOCIIEICTBUS AJIS
TPYIOBBIX IIPaB METUIIMHCKUX PAOOTHUKOB, IPH
CYIIIECTBOBAHHUH TAKUX PEabHBIX (HaKTOPOB CO-
MPOBOXKAAIOUIUX HMX IPU BBIIOJIHEHUH TPYIO-
BOM (DyHKIIMM, KaK COKpaIleHHe pabounux MecT,
CHIDKEHHE JINYHON NMpOo(dheCcCHOHATBHON KBaJH-
dukanuu U yBennueHue pabodeil Harpy3Kku J0-
MOJIHUTENILHON paboToil 0e3 HajJIeKalero 3a-
KJIIOUEHHUS TPYJAOBBIX OTHOLIEHMH [ 13, c. 24-25].
Baxxno oOecreunTh IOPUANYECKYIO BO3MOXK-
HOCTB JJISI BCEX METUIIMHCKUX PAOOTHUKOB TIPO-
XOJIUTh TIPOPECCHOHABHYIO TIEPENOTOTOBKY H
OCBauBaTh HOBBIC HABBIKH, HEOOXOIUMBIC IS
pabotsl ¢ MU, 4T00B OHM MOTJIN aAanTHPOBATh-
Csl K MCHSIFOIIIUMCS TPEOOBAHMSIM PBIHKA TPyZa U
COXPaHATH CBOIO KOHKYPEHTOCTIOCOOHOCTS. Jliist
pemieHust 3TUX MpoOIeM HEOOXOAUMO CO3/aTh
TrOCYJIapCTBEHHYIO CHUCTEMY MOHUTOPUHIA W
KOHTpoOJs 3a BHeApeHueMm MU B 3npaBooxpaHe-
HUE, BKIIIOYAIOIIYIO0 OIICHKY BO3JCUCTBUS TPH-
Menenust UM Ha TpynoBble MpaBa MEIUIIMHCKUX
pabOTHHUKOB, pa3paboTaTh NPOTrpaMMbl Iepe-
MOJITOTOBKH M TIOBBIMICHUS KBUTH(DHUKAIIMHA Me-
TUIUHCKUX paboTHUKOB st pabotel ¢ UU-cu-
CTEeMaMH, BHEAPUTH STUUYECKUE KOJIEKCHl U YTO
caMoO€ Ba)KHOE - MPaBOBbIE CTAHJIAPTHI HUCIIOJIb-
3oBanus MU B MeauurHe, yUYUTHIBAIOLIUE HOPU-
JUYECKUE WHTEPEChl BCEX 3aMHTEPECOBAHHBIX
CTOPOH, ¥ 00ECIIEUYUTh MPO3PAYHOCTh U OTKPHI-
TOCTh Tporiecca BHeapeHuss UM B 3mpaBooxpa-
HEHHWE, C YYaCTHEM MEIUITMHCKUX PaOOTHHKOB,
MAIMeHTOB U OOIIeCTBEHHOCTH. JIWIb B 3TOM
Clly4ae MbI CMOXKeM H30ekaTb HEeraTUBHBIX MO-
CIIEACTBHI M peanu3oBarh Bech noreHnman MU
JUISL YIyYIICHUs] KauecTBa >KU3HU U 370POBbSA
JIIONEN.
3akJiouenue

B Poccuiickoii ®denepauuu, rae cucrema
3PaBOOXPAHEHHUSI HUCHBITHIBACT 3HAYUTEIbHBIC
Harpy3Ku M3-3a CTapEHUs HACEJICHUS U HEXBaT-
KU KBaJU(UIIMPOBAHHBIX KaJpOB, BHEIPEHUE

NN moxeT paccMaTpuBarbCcsi Kak IMOTEHIIM-
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anbHOE penieHue npodneMm. OpHako, 0e3 Haj-
Jekalieil HopMaTHBHO-NPABOBOM 0a3bl U HH-
CTPYMEHTOB OIICHKH BO3JICHCTBHS, CyLIECTBYET
PHUCK IOBTOPUTH OIIMOKH €BPONEHCKUX CTPaH U
yCyTyOuTh CyHIECTBYIOIIME MPAaBOBBIE MpoOIIe-
Mbl. He00X01MMO yUUTHIBaTH OCOOEHHOCTH POC-
CHUICKOM CUCTEMBI 3APABOOXPAHEHHUS], TAKUE KaK
[EHTPAIM30BaHHOE yTIpaBlIeHHE, OTPAHUYCHHOE
¢uHaHcupoBaHUE U JeUIUT MEAULIMHCKUX pa-

OOTHHUKOB B CENILCKOM MECTHOCTH. Takke BajkHa
crienuQuKa POCCHICKOTO OOIIECTBa, BKIFOUAs
KYJIBTYpHbIE TPAJULUU, OTHOILIEHHE K TEXHOJIO-
TUSIM ¥ YPOBEHB ITUGPOBOM TPaMOTHOCTH Hace-
nenusi. HeoOX0auMO y4IHUTHIBAaTh COCTOSTHUE OTe-
yectBeHHOU unaycrpun MU, koropas B 3apaso-
OXpaHEHUW HAXOIUTCSI HA CTAJNM CTAHOBJICHUS
U HYXKJAETCA B BBIBEPEHHON T'OCYAApCTBEHHOU
FOPUINYECKON MOAIEPHKKE.
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AVROPA HUQUQIi TOCRUBOSI KONTEKSTINDO SUNi INTELLEKTIN TOTBIiQi
ZAMANI RUSIYA FEDERASIYASINDA TiBB iSCILORININ OMOK HUQUQLARI
VO YASLI PASIYENTLORIN HUQUQLARI

XULASO

Ohalinin qocalmasi va sohiyys sahesinds kadr gatismazligi tibbi xidmatin keyfiyystini tohliike altina alir. Siini
intellektin (SI) istifadosi bu problemin holli ola bilor. Lakin vahid hiiquqi gor¢ivenin vo standartlarin olmamasi onun
totbiqini ¢otinlosdirir. Todqiqatinda miisllif siini intellektin tonzimlonmasi sahasindo Avropa hiiquqi tocriibasine osaslanir
ki, bu da Rusiya gqanunvericiliyinin tokmillosdirilmasi {igiin istiqgamatverici rol oynamalidir. Mohz bu osasda Rusiya
sohiyyosinds siini intellektin totbigi {i¢iin sahovi modelin yaradilmasi toklif olunur; bu model tibb is¢ilorinin omok
hiiquglarmin vo yaslt pasiyentlorin hiiquqlarinin qorunmasina yénslmisdir.
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LABOR RIGHTS OF MEDICAL WORKERS AND THE RIGHTS OF ELDERLY PATIENTS
IN THE RUSSIAN FEDERATION IN THE CONTEXT OF THE IMPLEMENTATION
OF ARTIFICIAL INTELLIGENCE AND EUROPEAN LEGAL EXPERIENCE

SUMMARY

Population ageing and healthcare staff shortages pose a serious challenge to the quality of medical care. Artificial
intelligence (AI) can potentially mitigate this problem; however, its adoption is hindered by the absence of unified legal
frameworks and standards. This study examines European legal practices in Al regulation as a model to inform improve-
ments in Russian legislation. Based on this analysis, the author proposes a sector-specific model for Al implementation
in the Russian healthcare system, designed to safeguard the labor rights of medical professionals and the rights of elderly
patients.
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Introduction

Labor disputes are an inherent aspect of
employer-employee relationships, of-
ten arising due to disagreements over wages,
working conditions, contractual obligations,
and employee rights. This paper examines the
classification of labor disputes, their primary
causes, and the mechanisms available for their
resolution. By exploring individual and collec-
tive labor disputes, the study highlights legal
frameworks, procedural methods, and best prac-
tices for resolving conflicts in accordance with
contemporary labor legislation. Effective dispute
resolution ensures legal compliance, preserves
professional relationships, and promotes work-

place stability.
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Labor disputes, also known as employment
conflicts, occur when disagreements arise be-
tween employers and employees regarding their
rights, responsibilities, or work environment.
Such disputes can affect both individual employ-
ees and collective groups, including labor unions.
Understanding the types of labor disputes, their
causes, and appropriate resolution procedures is
essential to maintain industrial peace, prevent
legal conflicts, and foster productive labor rela-
tions [1, p.15-18].

The aim of this study is to analyze labor
disputes, classify them into individual and col-
lective types, identify their primary causes, and
present the mechanisms for their resolution with-
in legal frameworks.

Types of Labor Disputes

1. Individual Labor Disputes

Individual labor disputes occur between a
single employee and the employer. Common ex-
amples include:

» Wage or salary disagreements;

» Unlawful dismissal or termination;

* Breach of employment contracts;

» Workplace discrimination or harassment.

These disputes are typically resolved through
internal grievance procedures, mediation, or
legal actions in labor courts [2, p.44-48]. Em-
ployees may also appeal to labor inspectorates
or employment tribunals if internal mechanisms
fail.



QANUN Ne 01 (375), 2026

2. Collective Labor Disputes

Collective labor disputes involve multiple
employees or trade unions and are generally re-
lated to organizational or policy-level issues. Ex-
amples include:

» Strikes over pay, benefits, or working con-
ditions;

* Collective bargaining conflicts;

* Policy changes impacting employees;

* Disputes arising from organizational re-
structuring.

Resolution of collective disputes often re-
quires negotiation, mediation, arbitration, or le-
gal intervention [6, p.22-30]. Trade unions, con-
ciliation boards, and labor arbitration panels play
a central role in mediating and resolving such
conflicts.

Causes of Labor Disputes

Understanding the root causes of labor dis-
putes is crucial for prevention:

1. Economic factors — low wages, delayed
payments, or unequal remuneration [3, p. 55-
60].

2. Legal and contractual factors — violations
of labor contracts, unclear job descriptions, or
non-compliance with labor law [4, p.10-12].

3. Workplace conditions — unsafe environ-
ments, excessive working hours, or inadequate
facilities.

4. Organizational and managerial factors —
poor communication, unfair treatment, or lack of
employee participation.

5. Socio-cultural factors — discrimination
based on gender, ethnicity, religion, or other per-
sonal characteristics.

Mechanisms for Resolving Labor Disputes

1. Internal Resolution

Organizations often maintain grievance pro-
cedures allowing employees to report concerns
to management. Steps include filing a written
complaint, conducting internal investigations,
holding discussions between employer and em-
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ployee, and implementing corrective actions [5,
p.41-43].

2. Mediation and Conciliation

When internal resolution fails, neutral third
parties or labor inspectorates can mediate the
dispute. Mediation emphasizes voluntary agree-
ments while maintaining professional relation-
ships [7, p.33-39].

3. Arbitration

Arbitration involves an impartial arbitrator
or panel making a binding decision, frequently
used in collective disputes or where legal frame-
works require formal adjudication.

4. Litigation

Labor courts or tribunals provide judicial
resolution when other mechanisms are insuffi-
cient. Litigation enforces statutory labor rights
but is generally time-consuming and costly (8,
p.12-17].

5. Alternative Dispute Resolution (ADR)

Modern labor frameworks encourage ADR
techniques such as negotiation, conciliation,
and peer review, which are more efficient, cost-
effective, and less adversarial than litigation [9,
p.12-17].

Conclusion

Labor disputes are inevitable in contempo-
rary workplaces due to the dynamic nature of em-
ployment relationships. Identifying their types,
causes, and appropriate resolution procedures is
crucial for both employers and employees. Indi-
vidual disputes require direct negotiation or legal
intervention, whereas collective disputes neces-
sitate structured dialogue between management
and employee representatives. Effective dispute
resolution promotes organizational stability, en-
sures compliance with labor laws, and protects
employees’ rights.
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OMOK MUBAHISOLORININ NOVLORI
VO ONLARIN HOLLI QAYDASI

XULASO

Bu moqalodo omok miibahisolorinin anlayisi, névlori vo yaranma sobablori todqiq olunur. Moqalodo omok
miibahisolorinin fordi vo kollektiv formalari, habelo onlarin iqgtisadi, hiiquqi, toskilati vo sosial-moadoni amillorlo olagosi
tohlil edilir. Miibahisalorin holli mexanizmlorinin — daxili prosedurlarin, vasitogiliyin, arbitrajin, mohkomo vo alterna-
tiv hall yollarinin tatbiqi imkanlar1 miisyyen edilir vo asaslandirilir. Naticada, amok miibahisalarinin samarali hallinin
is¢ilorin hiiquglarinin qorunmasi vo togkilatlarin sabit foaliyyatinin tomin edilmosi baximindan miithiim shomiyyat dasi-
dig1 genastine golinir. Todqgiqat asasinda miiallif, amok miibahisolorinin effektiv hoalli mogsadile hiiquqi vo institusional
mexanizmlorin tokmillosdirilmasini toklif edir

TlapzkneBa Adcana Ka3piM rouizpl,
maructpanT Il kypca kadenpsl TPYIOBOTO U IKOJIIOTHYECKOE TIpaBa
IOPUINIECKOTO (paKylIbTeTa BakHHCKOTO TOCYJapCTBEHHOTO YHUBEPCUTETA

BHU/bI TPYJOBBIX CIIOPOB
U NMOPANOK UX PASPEIIEHUA

PE3IOME

B nmanHOl cTaThe NCCIEAYIOTCS MOHATHE, BUAB M IPHYMHBI BOZHUKHOBEHHSI TPYIOBBIX CIIOPOB. B crarbe aHamm3n-
PYIOTCSl HHAMBUAYAJIbHBIE M KOJJIEKTUBHBIE TPYIOBbIE CIIOPHL, @ TAK)XKE UX CBA3b C YKOHOMUYECKHUMH, IPABOBBIMH, Opra-
HU3allUOHHBIMH U COLMUAIbHO-KYJIbTYPHBIMU q)aKTOpaMI/I. OHpeI[eHS[IOTCS[ 1 000CHOBBIBAIOTCS MEXAHU3MBbI Ppa3pCiICHus
TPYAOBBIX CIIOPOB, BKJIIOYAsi BHYTPEHHHE ITPOLIEAYPHI, MEIUAIINIO, apOUTpakK, CyJeOHOe pa3onpaTebCTBO U allbTepHa-
THUBHBIE CIIOCOOBI pa3pelIeHus CIIopoB. B pesynbrare aeiaeTcs BBIBOJ O TOM, 4TO 3(h(PEKTHBHOE pa3pelieHHe TPYIOBbIX
CIIOPOB CITOCOOCTBYET 3aIllUTE MPaB PAOOTHUKOB M 00ECHEYEHUIO CTAOMIBHON AeATeIbHOCTH opranu3anuii. Ha ocHoBe
MIPOBEAEHHOTO MCCIIEJOBAHMS aBTOP MPEAJIaracT COBEPIICHCTBOBAHNE IPABOBBIX M MHCTUTYIIMOHAIBHBIX MEXaHN3MOB
pas3peneHus TPyAOBbIX CIIOPOB.
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Introduction

Labor relations do not exist in isolation;

they operate within a wider system of in-
terconnected social relations that support, shape
and regulate the employment environment.
These associated relations provide the organiza-
tional, legal, supervisory and procedural founda-
tions necessary for labor relations to arise and
function effectively within enterprises and the
broader labor market [2].

As emphasized in comparative labor law
scholarship, the effectiveness of labor relations
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depends on the presence of structured manage-
rial organization, legally defined employment
frameworks, continuous professional develop-
ment opportunities, balanced mechanisms of
financial responsibility, strict oversight of labor
legislation compliance and accessible dispute-
resolution procedures. Each of these compo-
nents forms an essential layer of regulation that
complements and reinforces the labor relation-
ship [1].

Additionally, international labor standards
emphasize the role of institutional frameworks
in supporting fair and transparent employment
relations, a principle strongly reflected in Col-
lins’ analysis of modern labor market structures
[9, p.42].

In this context, the following sections ana-
lyze six primary categories of social relations
closely linked to labor relations, explaining their
legal nature, practical functions and significance
for maintaining an orderly and fair labor system.

1. Organizational and Managerial Rela-
tions of Employees and Employers in Produc-
tion

Organizational and managerial relations con-
stitute one of the fundamental categories of social
relations closely connected with labor relations.
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According to 1.T.Kuznetsov, these relations re-
flect the internal structure of an enterprise, the
distribution of managerial authority and the
mechanisms through which labor processes are
organized and controlled. He emphasizes that
such relations form the organizational basis
that enables labor relations to arise and function
within a coordinated system [5, p.45].

Yu.P.Orlovsky further notes that organiza-
tional relations do not merely serve administra-
tive purposes but also ensure the alignment of
the enterprise’s economic goals with the rights
and obligations of employees and employers.
Thus, they dictate workplace hierarchy, the as-
signment of labor tasks and internal communica-
tion procedures [6, p.78].

2. Employment Relations

Employment relations emerge during the
hiring process and the establishment of an em-
ployment contract. As stated by [.T.Kuznetsov,
employment relations serve as the legal basis
upon which all subsequent labor rights and obli-
gations are built. They include the regulation of
job placement, selection procedures, probation,
employment guarantees and contractual rights
[5, p. 47].

A. Gasimov, in his work Labor law, highlights
that in the Azerbaijani legal system employment
relations are essential for defining the exact legal
status of both employee and employer. He stress-
es that the formation of these relations ensures
legal clarity and stability within the employment
framework [3, p.110].

3. Relations Concerning Direct Vocational
Training, Retraining and Professional Devel-
opment

Relations in vocational training regulate
processes that improve employee qualifications
and ensure adaptation to technological advance-
ments. Yu.P.Orlovsky points out that profession-
al development is not only an employer’s obliga-
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tion but a fundamental element of sustaining the
competitiveness of the labor force [6, p.88].

Deakin and Morris similarly argue that con-
tinuous retraining is essential for maintaining la-
bor market adaptability and ensuring long-term
workforce competitiveness [10, p.67].

A.Orudzhov emphasizes that within the
Azerbaijani context, continuous training contrib-
utes to productivity growth and is directly linked
to workplace safety and overall enterprise effi-
ciency [4, p.54].

4. Relations Concerning the Mutual Fi-
nancial Responsibility of the Employer and
the Employee

Mutual financial responsibility regulates
compensation for material damage and li-
ability arising in the course of employment.
[.T.Kuznetsov notes that these relations ensure
economic balance and fairness, preventing vio-
lations of property rights by either party.

Kahn-Freund highlights that material respon-
sibility mechanisms serve to balance the struc-
tural inequality inherent in employment relation-
ships [8, p.54].

A. Gasimov explains that Azerbaijani labor
legislation defines specific circumstances under
which an employee or employer bears financial
responsibility, ensuring transparency and legal
certainty in compensation processes [3, p.215].

5. Relations Concerning the Supervision
of Compliance with Labor Legislation and
Occupational Safety Regulations

Supervision mechanisms ensure that em-
ployers comply with labor legislation and oc-
cupational safety requirements. Yu.P.Orlovsky
stresses the preventive nature of such supervi-
sion, aimed at reducing workplace accidents and
enforcing the rule of law.

According to ILO Labor Relations Guide-
lines, effective supervision frameworks are fun-
damental to safeguarding workers’ rights and en-
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suring employer compliance with international
labor standards [7, p.11].

A.Orudzhov highlights that in Azerbaijan,
state authorities, trade unions and internal com-
mittees share responsibility for supervising com-
pliance. Their duties include inspections, moni-
toring, issuing instructions and applying legal
sanctions when necessary [4, p.52], [10, p.12].

6. Relations Concerning the Resolution of
Labor Disputes

Labor dispute resolution mechanisms govern
the procedures used to settle disagreements be-
tween employees and employers. [.T.Kuznetsov
defines labor disputes as conflicts arising from
discrepancies between legal norms and their
practical application [5, p.130].

A. Gasimov and A.Orudzhov both empha-
size that effective dispute resolution—through
negotiation, mediation, arbitration, or court pro-
ceedings- is essential for maintaining workplace
stability and ensuring the protection of labor
rights.

Labor relations cannot function independent-
ly; they require a system of interconnected social
relations that provide organizational, legal and
procedural support. As shown above, managerial
organization, employment relations, vocational
training, financial responsibility, supervision of
compliance and dispute-resolution mechanisms
together form the necessary framework for the
emergence and stable operation of labor rela-
tions.

These relations are not secondary but consti-
tute an integral part of the subject of labor law.
They ensure legal certainty in employment, ef-
fective organization of work, protection of la-
bor rights and enforcement of labor legislation.
Without them, labor law would lack coherence
and practical effectiveness.

Therefore, the regulation of these associated
social relations is essential for maintaining an or-
derly, fair and sustainable labor system in mod-
ern Azerbaijan.
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Riistomli Valids Uzeyir qiz1,
Baki Dovlot Universitetinin Hiiquq fakiiltosinin Omok vo
ekologiya hiiququ kafedrasinin II kurs magistranti

OMOK MUNASIBOTLORI iLO BILAVASITO SIX BAGLI OLAN DIGOR
SOSIAL MUNASIBOTLOR: UMUMI XARAKTERISTIKA

XULASO

Bu mogalodo omok miinasibotlori ilo birbasa vo six sokildo olagoli olan sosial miinasibotlor arasdirilir. Bunlara
istehsalda togkilati-idaroetmo miinasibatlori, isodiizeltmo {izro miinasibotlor, is¢ilorin bilavasits istehsalatda peso hazirligi,
yenidon hazirlig1 vo ixtisasinin artirilmasi {izro miinasibatlor, isogétiironin vo is¢inin qarsiliqli maddi mosuliyyati iizro
miinasibatlor, amak qanunvericiliyina v amayin miihafizasi qaydalarina amal olunmasina nazarat iizra miinasibatlor va
omok miibahisalorinin halli tizro miinasibatlor daxildir. Bumiinasibatlorin hor biri omak hiiququ sisteminin formalagmasinda
vo omak prosesinin effektiv hoyata kegirilmosindo miihiim rol oynayair.

Pycremun Banuaa Y3eiiup roizol,
maructpanT Il kypca kadeapsl TpyJ0BOE 1 IKOJIOTHYECKOE TIPaBO»
opuandeckoro (akyisreTa baknHCKOro rocyJapcTBEHHOTO YHUBEPCUTETA

JIPYTUE COIUAJIBHBIA OTHOIIEHUS, HEIIOCPEJCTBEHHO U TECHO CBSI3AHHBIE
C TPYJOBbIMHU OTHOIINEHUSIMHU: OBIIAS XAPAKTEPUCTUKA

PE3IOME

B crathe paccMaTpuBarOTCs COIMATBHBIC OTHOIICHUS, KOTOPhIe HEMOCPEICTBCHHO M TECHO CBSI3aHEI C TPYIOBBIMHU
OTHOIICHUAMU. K HUM OTHOCSTCS OpraHU3aIlMOHHO-YIIPABIECHYECKHUE OTHOILIEHUS, OTHOILLIEHUS TIO0 TPYOyCTPOICTRY,
po¢heCCHOHANBHON TTOTOTOBKE M MOBBIIICHHUIO KBATH(DHUKAIIUN PaOOTHUKOB, MaTepHaIbHasl OTBETCTBEHHOCTh CTOPOH,
HAI30D 32 COOIOIICHUEM TPYIOBOTO 3aKOHOIATEIILCTBA M OXPAHBI TPY/IA, a TAKXKE Pa3pelIeHUe TPYIOBBIX CIIOpoB. Kakprit
U3 3THX 3JIEMCHTOB UIPAET BAXKHYIO POJIb B oOccreueHUuH 3(h(HEKTUBHOTO (DyHKIIMOHMPOBAHUS TPYIOBOTO IpoIecca u
3aIUTe TIPaB YYACTHUKOB TPYIOBBIX OTHOIICHHH.

Redaksiyaya daxilolma tarixi: 08.12.2025

Takrar islonmaya gondorilms tarixi: 17.01.2026
Capa gobul olunma tarixi: 27.01.2026

170



