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ОТ АВТОРОВ 

 

Целью учебно-методического пособия ―Labour law vocabulary in 

contemporary British and American Press‖ является повышение уровня владения 

профессиональной лексикой, указав на особенности применения и 

функционирования данного языкового пласта. В результате обучения с 

использованием материалов пособия студенты должны развить также навыки 

чтения, понимания и интерпретации текста на языке оригинала. Помимо 

перечисленных решаемых задач, работа с учебно-методическим пособием 

способствует развитию навыков самостоятельной работы студентов. 

Учебно-методическое пособие состоит из 10 разделов и приложения в 

виде отрывков из официальной англоязычной версии трудового кодекса РФ. 

Разделы имеют единую структуру, в каждом из них существует задание, 

которое подразумевает работу с материалом, представленным в приложении. 

Учебно-методическое пособие уделяет серьезное внимание 

коммуникативности, актуальности выбранной лексики. Оно может быть 

использовано как для аудиторной, так и для внеаудиторной работы и окажется 

полезным для всех, кто интересуется английским языком. 
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UNIT 1. WORKING WEEK. 

PRE-READING 

Ex. 1. Answer the following questions: 

1. What do you think is a normal duration of a working day/week? Why? 

2. Do you believe that employees should be paid extra money for  extra working 

time? How much money should they be paid? 

3. Do you know how many hours make the working week/day in your country? Do 

you believe it should be prolonged/shortened? Why?  

 

Ex. 2. Guess the meaning of the following words:  

overtime, adj. /ˈəʊvətaɪm/ 

pay rate, n.  /peɪ reɪt/ 

working week, n. /ˈwɜːkˌwiːk/ 

labour cost, n. /ˈleɪbə
r 
kɔst/ 

 

Ex. 3. Study the following words and expressions: 

death knell, n. |dɛθ nɛl| – смертный приговор 

spur, v. |spɜː|- побуждать, спешить 

escalate, v. |ˈɛskəleɪt| - обострять, увеличивать 

handicap, v. [ˈhændɪkæp] – препятствовать 

renegotiate, v. |riːnɪˈɡəʊʃɪeɪt| - пересматривать 

fiercely, adv. |ˈfɪəsli|- свирепо, сильно, неудержимо 

cherish, v. |ˈtʃɛrɪʃ| - лелеять  

tamper, v. |ˈtampə| - изменять, искажать 

undermining |ˌʌndəˈmaɪnɪŋ|- подрывающий, разрушающий 

exemption, n.|ɪɡˈzɛmpʃn|- льгота, привилегия, освобождение 

halt, v. |hɔːlt| - останавливать, прекращать, обрывать 

sack, v. |sæk| - увольнять 

tantamount, adj. |ˈtantəmaʊnt|- равноценный, эквивалентный 

enshrine, v. |ɪnˈʃraɪnd| -закреплять 



6 
 

scrap, v. |skrap| - выбрасывать, устраивать скандал, ломать 

impenetrable, adj. |ɪmˈpɛnɪtrəb(ə)l| - непробиваемый, непроницаемый, 

непостижимый  

revamp. n. |riːˈvamp| - реконструкция  

 

READING AND COMPREHENSION 

Ex. 4. Read and translate the article using a dictionary if necessary: 

 

FRANCE REVIEWS ITS 35-HOUR WORKING WEEK 

 

Desperately needed labour reforms are to start by changing the rules on the 

short week in an effort to make France more business-friendly 

 

Office workers enjoy the sunshine in the La Defense district of Paris Photo: 

Alamy 

France is reforming its 35-hour working week in a move that could sound the 

death knell of two-hour lunches and early departures for weekend breaks. 

The short working week was introduced under a Socialist government in the 

1990s with the aim of spurring job creation. But many employers say it has escalated 

labour costs and handicapped French companies struggling to compete in global 

http://www.telegraph.co.uk/news/worldnews/europe/france
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markets. 

Companies currently have to pay between 10 and 50 per cent extra per hour if 

they want employees to work more than 35 hours a week, but they are now to be 

given the right to renegotiate longer hours and lower overtime pay with staff. 

The changes are fiercely opposed by trade unions and the left wing of the 

governing Socialist Party, which cherish the short working week as a sacrosanct right 

and view any move to tamper with it as undermining one of the foundations of 

France‘s social model. 

―Exemptions to the legal duration of working time at 35 hours are no longer a 

violation of the law,‖ the prime minister, Manuel Valls, said on Monday in an 

admission that France urgently needs labour reforms to revive its stagnant economy 

and halt the rise of unemployment, now at more than 10 per cent. 

However, Benoît Hamon, a Socialist MP sacked as education minister for 

rebelling against President François Hollande‘s modest pro-business reforms in 2014, 

said: ―This is offering the scalp of the 35-hour week to those who have been 

demanding it for a long time. What is hard for employees to swallow is that they will 

be allowed to do overtime but they will be paid less than before. 

"The problem is not to characterise this policy as not being of the Left, but to 

characterise it for what it is: inefficient.‖ 

Despite the proposed reform, the 35-hour week will remain enshrined in 

French law. Employees will still be paid more for overtime, but it will be at a lower 

rate than before. 

The progressive and business-friendly economy minister, Emmanuel Macron, 

37, a former Rothschild banker, wants the government to go further and scrap a 

current legal requirement to pay overtime of at least 10 per cent more than the 

standard pay rate. 

That would be tantamount to abolishing the short week altogether, a course 

Mr Macron indicated he favoured at the Davos summit last week in order to put 

French companies on more of a level footing with their foreign competitors. 

The idea is opposed by the employment minister, Myriam El Khomri, who 

http://www.telegraph.co.uk/finance/economics/11060592/Frances-new-economy-minister-suggests-scrapping-35-hour-working-week-rules.html
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insists that the minimum 10-per-cent overtime rate must stay. 

However, Mr Valls indicated that the government was prepared to introduce 

greater flexibility and compensation would be calculated ―differently‖ in future, 

although he did not give details. 

The proposals are part of a government revamp of France‘s impenetrable 

3,800-page ―Labour Code‖, which is expected to take years. However, a revised 

version of the 125 pages currently devoted to working hours will be ready within 

weeks. 

The changes, based on a report by a former justice minister, are to be 

presented to the cabinet in March. (From ―The Telegraph‖. 

http://www.telegraph.co.uk/news/worldnews/europe/france/12120927/France-

reviews-its-35-hour-working-week.html ) 

 

Ex. 5. Answer the following questions: 

1. When and why was the short working week introduced in France? 

2. Were the employers happy with the reform? Why? 

3. Can the employees work more than 35 hours a week?  

4. Did the employers have to pay their workers extra money? If yes -when and what 

for? 

5. What has recently changed in the aspect of overtime pay? 

6. What is the position of the Prime Minister, Manuel Valls? 

7. Who is Benoît Hamon and what is his point of view? 

8. What is Emmanuel Macron‘s idea and why? What is his profession? 

 

Ex. 6. Are these phrases true, false or not stated: 

1. French workers got used to long lunches. 

2. The short working week has never been introduced in France. 

3. Emmanuel Macron and Benoît Hamon have the same point of view on the problem 

under discussion. 

4. The Labour code of France is a very thin act. 

http://www.telegraph.co.uk/news/worldnews/europe/france/12120927/France-reviews-its-35-hour-working-week.html
http://www.telegraph.co.uk/news/worldnews/europe/france/12120927/France-reviews-its-35-hour-working-week.html
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5. The changes are based on a report by a former justice minister. 

6. France is reforming its 38-hour working week. 

7. The changes are fiercely opposed by trade unions and the right wing of the 

governing Socialist Party. 

8. Companies currently have to pay between 10 and 50 per cent extra per hour if they 

want employees to work more than 35 hours a week. 

 

 

VOCABULARY WORK 

Ex. 7. Complete the table with the appropriate forms of the words given 

(from the ex.3). Use a dictionary if necessary: 

 

 

 

 

 

 

 

 

 

 

Ex. 8. Match the words (from the ex.3) with their definitions: 

1.labour a. A person who works for wages 

or salary 

2.business-friendly b. Try to reach an agreement or 

compromise by discussion with 

others 

3. death knell c. The amount of money workers 

are paid per hour, week, etc 

Noun Verb 

 to introduce 

government  

 to escalate 

 to renegotiate 

revival  

 to scrap 

revamp  

http://www.telegraph.co.uk/finance/economics/11060592/Frances-new-economy-minister-suggests-scrapping-35-hour-working-week-rules.html
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4. employer d. An organized association 

of workers, often in a trade or 

profession, formed to protect their 

rights and interests.  

5. employee e. Favoring or conducive to 

business concerns or interests 

6. to escalate f. The tolling of a bell to mark 

someone's death (Used to refer to 

the imminent destruction or failure 

of something) 

7. negotiate g. To  increase rapidly 

8. trade unions h. Preserve (a right, tradition, or 

idea) in a form that ensures it will 

be protected and respected 

9. pay rate i. Work, especially hard physical 

work 

10. to sack j. A person or organization that has 

workers 

11. to enshrine k. Dismiss from employment 

 

Ex. 9. Give the Russian equivalents for the words and word combinations 

and use them in the sentences of your own: 

employment minister 

labour reforms 

remain enshrined 

escalated labour costs 

fiercely opposed 

impenetrable Labour Code 

stagnant economy 

revised version 
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Ex. 10. Complete the sentences using the words from the text: 

1.‗Last week six Cable and Wireless employees were ______ and two more resigned 

- all because they sent smutty e-mails at work.‘ 

2.‗The right of all workers to strike was _____ in the new constitution‘ 

3.‗She had pressed the bell indicating that she wanted the bus to ______ at the next 

stop where she would disembark.‘ 

4.‗And it has to be said that he was remarkably successful at it, despite some of the 

_________ which we have already mentioned.‘ 

5.‗Her sons' passion for computer games _____ her on to set up a software store‘ 

 

SPEAKING 

Ex. 11. Express your point of view using the words from the ex. 2: 

1. The working week in your native country should be shortened 

2. The amount of extra-pay for each hour of extra work should be legally fixed in the 

labor legislation 

3. A good worker is one, who is the last to leave the working place 

 

Use the phrases below: 

That‘s a good idea. 

I never thought of that. 

Actually,… 

Without a shadow of a doubt, I‘d… 

It goes without saying that… 

I don‘t think so at all! 

 

Ex. 12. Discuss the problem of working week according to Labour code 

of the Russian Federation. Use the abstract of the code on pages 73-131. 

 

Ex. 13. Role-play 
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Speaker 1. The head of the trade union of  the car company insists on having 

the short working week that is one of the foundations of France‘s social model. 

Speaker 2. The MP doesn‘t agree with this point of view, he thinks that 

changes are inevitable.   

 

WRITING 

Ex. 14. Write an essay on the following topic “How many hours should 

the working day include in order to keep work-life balance?” Use the active 

vocabulary from the Unit. 
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UNIT 2. GIFT AT WORK. 

PRE-READING 

Ex.1. Answer the following questions: 

1. When do you think a present can be called a bribe? 

2. People of what professions do you believe should not accept presents, which are 

given by the clients? 

3. Do you know people of what professions are limited in accepting presents in your 

country? How? 

 

Ex. 2. Guess the meaning of the following words or phrases: 

headlines, n. [ˈhedlaɪnz] 

to take office, v. [teɪk ˈɔfɪs] 

mouse mats, n. [maʊs mæts] 

guidelines, n. [ˈgaɪdlaɪnz] 

 

Ex. 3. Study the following words and expressions: 

hosiery, n. |ˈhəʊzɪəri| - чулочные изделия 

breach, n. |briːtʃ| - нарушение 

scrutiny, n. |ˈskruːtɪni|- изучение, исследование, мониторинг 

tough, adj. |tʌf| – жестокий, грубый, жесткий 

thrust , v. |θrʌst| - двигать, вводить, навязывть, заставлять 

token, n. |ˈtəʊk(ə)n| -  подарок на память, сувенир 

stationery, n. |ˈsteɪʃ(ə)n(ə)ri| - канцелярские принадлежности 

raffle, n. |ˈraf(ə)l|- лотерея 

cautious, adj. |ˈkɔːʃəs|- осторожный, настороженный 

fall foul of, v. – попадать в сложную обстановку, конфликтовать, быть в неладах 

с кем-либо  

exceed, v. /ɪkˈsiːdz| - превышать   

impose, v. |ɪmˈpəʊz|- навязывать, налагать, облагать, назначать 

take a leaf out of smb‘s book, v. – брать пример с кого-либо 
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READING AND COMPREHENSION 

Ex. 4. Read and translate the article using a dictionary if necessary: 

 

WHEN A GIFT IS A GIFT AND NOT A BRIBE 

 

Elizabeth Maxwell considers the law on giving and receiving gifts in the 

workplace 

 

MP scandals are never far from the headlines. In July Theresa May came 

under the spotlight after receiving £226 worth of luxury hosiery and an Anya 

Hindmarch travel bag shortly after taking office. 

Normal government rules prevent ministers from keeping gifts that cost more 

than £140 for fears it could create a conflict of interest and be a breach of anti-bribery 

guidelines. Ms May was well-advised at the time but what is the true position on the 

giving and accepting of gifts in the workplace. 

Employees are subject to the same level of scrutiny as our parliamentary 

representatives and it‘s more important than ever to get this right. 

When the Bribery Act 2010 came into effect in July 2011, it was considered 

one of the toughest pieces of anti-bribery and corruption legislation in the world and 

thrust the activities of employees across a whole variety of sectors into the spotlight. 

The Act was introduced to address concerns that the giving of corporate 

hospitality, gifts, and expenses could amount to a criminal offence. That‘s all well 

and good to begin with, but in many ways the Act can be difficult to interpret because 

there is no legal definition of ‗gift‘, ‗corporate hospitality‘, or ‗expense‘. Businesses 
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have to decide on their own parameters and incorporate them into company policies. 

Marks and Spencer‘s policy, for instance, allows the acceptance of low-value 

token gifts such as branded pens, stationery, and mouse mats produced purely for the 

purpose of being given away from an existing supplier. A gift which is given in a 

country where the custom of exchanging presents is conventional must be brought 

back, registered, and entered into a raffle for charity. Any other gift must be refused 

by staff. 

The Bank of England similarly takes a cautious approach. Employees are 

entitled to keep gifts up to a value of £30 with permission from their division head. 

Any recipient of a gift worth £100 must receive permission from the secretary of the 

bank. Likewise, Associated British Foods employees require approval from a line 

manager before an employee can accept a gift worth more than £50 or any hospitality 

invitation that exceeds £100. 

To avoid falling foul of the Act, companies need to make sure their anti-

bribery and corruption polices are clear, accessible, and training provided to staff. It 

is important to prohibit gifts, hospitality, or expenses which can be seen to give 

someone a financial or other advantage. It‘s always a good idea to impose an upper 

limit on gifts and to make sure that anything received is declared. 

Fear not, however – the days of corporate entertainment are not gone forever. 

Introducing the Act, the former justice secretary Ken Clarke sought to assure 

companies that they could continue to take clients to events such as Wimbledon and 

the Grand Prix, so long as the hospitality is reasonable and proportionate. Business 

professionals can still go out for dinner with clients and continue to accept gifts 

providing they fall within the limit stated within company policy. 

Or, if the gift falls outside the limit but you are taken with it, then take a leaf 

out of Ms May‘s book. She liked those tights so much, she ended up buying them 

herself. (From ―Solicitors Journal‖.  

https://www.solicitorsjournal.com/comment/201701/when-gift-gift-and-not-bribe). 

 

Ex. 5. Answer the following questions: 

https://www.solicitorsjournal.com/comment/201701/when-gift-gift-and-not-bribe
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1. What was Theresa May‘s fault? 

2. According to the article what gifts can ministers keep? 

3. Why is the Bribery Act difficult to interpret? 

4. What is the Marks and Spencer‘s policy? 

5. What presents can be kept by people, who work in The Bank of England?  

6. Can the employees of the Bank of England keep gifts, which value more than £30? 

£100? How? 

7. Is taking clients to different events illegal? Can it be called a bribe? 

 

Ex. 6. Are these phrases true, false or not stated: 

1. Anya Hindmarch is an MP. 

2. Businesses are not allowed to decide on their own parameters and incorporate them 

into company policies. 

3. A gift which is given in a country where the custom of exchanging presents is 

conventional must be refused. 

4. Associated British Foods employees require approval from a line manager before 

an employee can accept a gift worth more than £70 or any hospitality invitation that 

exceeds £110. 

5. Business professionals can go out for dinner with clients. 

6. Theresa May has written a book about her career. 

7. About 15% of all workers are sacked every year for accepting presents, which they 

should not take. 

 

VOCABULARY WORK 

Ex. 7. Complete the table with the appropriate forms of the words given 

(from the ex.3). Use a dictionary if necessary: 

Noun Adjective 

luxury  

government  
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Ex. 8. Match the words (from the ex.3) with their definitions: 

1. the headlines a.stockings, socks, and tights 

collectively 

2. the spotlight b.the things needed for writing, 

such as paper, pens, pencils, and 

envelopes 

3. hosiery c. The most important items of 

news in a newspaper or a 

broadcast news bulletin 

4. to take office d. A breach of a law or rule; an 

illegal act, a thing that constitutes 

a violation of what is judged to be 

right or natural 

5. scrutiny e. The friendly and generous 

reception and entertainment of 

guests, visitors, or strangers 

6. offence f. an activity in which people buy 

tickets with different numbers, 

some of which are later chosen to 

win prizes, that is organized in 

order to make money for a good 

social purpose 

7. stationery g. Critical observation or 

examination 

  similar 

tough  

 hospitable 

  reasonable 

  important 

http://dictionary.cambridge.org/dictionary/english/needed
http://dictionary.cambridge.org/dictionary/english/paper
http://dictionary.cambridge.org/dictionary/english/pen
http://dictionary.cambridge.org/dictionary/english/pencil
http://dictionary.cambridge.org/dictionary/english/envelope
http://dictionary.cambridge.org/dictionary/english/activity
http://dictionary.cambridge.org/dictionary/english/people
http://dictionary.cambridge.org/dictionary/english/buy
http://dictionary.cambridge.org/dictionary/english/ticket
http://dictionary.cambridge.org/dictionary/english/number
http://dictionary.cambridge.org/dictionary/english/later
http://dictionary.cambridge.org/dictionary/english/chosen
http://dictionary.cambridge.org/dictionary/english/win
http://dictionary.cambridge.org/dictionary/english/prize
http://dictionary.cambridge.org/dictionary/english/organized
http://dictionary.cambridge.org/dictionary/english/order
http://dictionary.cambridge.org/dictionary/english/money
http://dictionary.cambridge.org/dictionary/english/social
http://dictionary.cambridge.org/dictionary/english/purpose
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8. raffle h. to begin the job or 

responsibility of one in a position 

of authority especially in the 

government 

9. hospitality i. Intense scrutiny or public 

attention 

 

Ex. 9. Give Russian equivalents for the words and word combinations 

and use them in the sentences of your own: 

to come under 

anti-bribery guidelines 

well-advised 

representatives 

low-value token gifts 

conventional custom 

to impose an upper limit 

to fall outside 

 

Ex. 10. Complete the sentences using the words from the text: 

1. ‗They can claim for such things as staff wages, office space, ________, travel costs 

and accommodation.‘ 

2. ‗There was no _____ like that in Hollywood for her.‘ 

3. ‗If it's winter, it's OK to wear dark ________ like black tights to stay warm.‘ 

4. ‗Egyptians are very friendly people, and even the poorest person will show 

_______ to a stranger.‘ 

5. ‗Much of the money was raised through _________, with wonderful prizes 

donated by local businesses.‘ 

 

SPEAKING 

Ex. 11. Express your point of view using the words the ex.2: 
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1. It is unfair to make workers decline the client‘s presents. 

2. When you want to give a present to someone it does not often mean that you want 

to make this person happy. 

 

Use the phrases below: 

That‘s a good idea. 

I never thought of that. 

Actually,… 

Without a shadow of a doubt, I‘d… 

It goes without saying that… 

I‘m afraid I can‘t agree 

 

Ex. 12. Discuss the problem of gift at work according to Labour code of 

the Russian Federation. Use the abstarct of the code on the pages 73-131. 

 

Ex. 13. Role-play 

Speaker 1. You are a student who wants to give a present to your Professor 

before the exam.  

Speaker 2. You are a Professor that politely rejects a gift because it can be 

considered as a bribe.  

 

WRITING 

Ex. 14. Write an essay on the following topic “My last gift that wasn‟t the 

bribe”. Use the active vocabulary from the Unit. 
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UNIT 3. PREGNANCY AND MATERNITY DISCRIMINATION. 

PRE-READING 

Ex. 1. Answer the following questions: 

1.  Do you think it is more difficult to find a job for a woman? Why? 

2. Do you know if any payments are made at work for pregnant women and women 

with little children? 

3.  If you were a boss would you employ a woman of the age of 20-30? Why? 

 

Ex. 2. Guess the meaning of the following words: 

partnership, n. [ˈpɑːtnəʃɪp] 

innovation, n. [ɪnəʊˈveɪʃn] 

ongoing, adj. [ˈɒngəʊɪŋ] 

maternity, n. [məˈtɜːnɪtɪ] 

 

Ex. 3. Study the following words and expressions: 

compulsory, adj. |kəmˈpʌls(ə)ri| - обязательный, вынужденный 

redundant, adj. |rɪˈdʌnd(ə)nt| - излишний, чрезмерный 

antenatal, adj. |antɪˈneɪt(ə)l| - пренатальный, внутриутробный, дородовый 

harassment, n. |ˈharəsm(ə)nt| - раздражение, оскорбление, преследование 

scaled up, adj. – в увеличенном масштабе, повышенный, расширенный 

launch, v. |lɔːn(t)ʃ| - начинать, запускать 

maternity leave, n. |məˈtəːnɪti liːv| – отпуск по беременности и родам 

blight, n. |blʌɪt| - упадок, гибель, деградация; то, что разрушает планы 

encounter, v. |ɪnˈkaʊntər| - сталкиваться 

underpin, v. |ʌndəˈpɪn| - поддерживать, подкреплять 

 

 READING AND COMPREHENSION 

Ex. 4. Read and translate the article using a dictionary if necessary: 
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LAWYERS ENCOUNTER PREGNANCY AND MATERNITY 

DISCRIMINATION ON A WEEKLY BASIS 

 

Sussex-based law firm launches 'Mind the Bump 2015' campaign in response 

to new research 

 

Around 54,000 new mothers may be forced out of their job in Britain each 

year, according to new research carried out by the Equality and Human Rights 

Commission. 

In partnership with the Department for Business, Innovation and Skills, and in 

the largest ever survey of its kind, 3,254 mothers with a child under two-years old 

and 3,034 workplaces across the UK were interviewed. 

Around one in nine mothers reported they were dismissed, made compulsorily 

redundant, or treated so poorly they felt they had to leave their job. Some 10 per cent 

of mothers said their employer had discouraged them from attending antenatal 

appointments. If scaled up to the general population, this could mean as many as 

54,000 mothers per year face discrimination. 

In addition, one in five mothers said they had experienced harassment or 

negative comments related to pregnancy or flexible working from their employer. 

Again, when scaled up to the UK population, this could mean as many as 100,000 

mothers a year could be the subject of harassment. 

In response to the findings, Martin Searle Solicitors has launched new anti-

discrimination campaign 'Mind the Bump 2015', designed to help end pregnancy and 

maternity discrimination in the workplace. 

The firm, founded in Brighton in 2014, will provide a free telephone advice 
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service for employers and employees concerned about the workplace rights of 

pregnant women and women on maternity leave. 

Fiona Martin, the head of the employment law team at the firm, commented: 

'Our first pregnancy and maternity discrimination campaign in 2005 was a result of 

the Equal Opportunities Commission's research that estimated 30,000 mothers (7 per 

cent) were forced out of their jobs each year. 

'The latest research from the Equality & Human Rights Commission suggests 

that around 54,000 new mothers may be forced out of their jobs in Britain each year.' 

Martin added that despite ongoing equality campaigns, pregnancy and 

maternity discrimination continued to be a blight on the careers of many women. 

'We are still encountering pregnancy and maternity discrimination on a 

weekly basis,' she continued. 'Equality in the workplace underpins good employment 

relations and ensures fairness. Employment legislation is there to prevent negative 

behaviour towards pregnant women and provide a level playing field. Unfortunately, 

too many employers are paying the price for ignoring the law.' (From ―Solicitors 

Journals‖. https://www.solicitorsjournal.com/news/employment/termination-

employment/24027/lawyers-encounter-pregnancy-and-maternity-discriminatio). 

 

Ex. 5. Answer the following questions: 

1. How many young mothers suffer from discrimination each year? 

2. What problems do young mothers and pregnant women face with? 

3. What did Martin Searle Solicitors organize? 

4. What help will be provided to pregnant women and women on maternity leave 

5. Who is Fiona Martin? What did she proclaim? 

6. What measures according to the article can ensure fairness? 

7. Are employers punished for ignoring the law? 

 

Ex. 6. Are these phrases true, false or not stated: 

1. Mothers with children under three years old were interviewed 

2. Around one in nine mothers had to leave their jobs 
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3. About 5 % of the employers discouraged women from attending antenatal 

appointments 

4. About 150,000 mothers a year could be the subject of harassment 

5. Pregnancy and maternity can make the careers of many women better 

 

 VOCABULARY WORK 

Ex. 7. Complete the table with the appropriate forms of the words given 

(from the ex.3). Use a dictionary if necessary: 

 

 

 

 

 

 

 

 

 

 

Ex. 8. Match the words (from the ex.3) with their definitions: 

1. compulsory a. to give support, strength, or a 

basic structure to something 

2. to dismiss b. Before birth; during or relating 

to pregnancy; prenatal  

3. harassment c. something you must do  because 

of a rule or law 

4. antenatal d behaviour that annoys or upsets 

someone 

5. maternity leave e. something that spoils or has a 

very bad effect on something, often 

Noun Verb 

 to report 

dismissal  

 to treat 

employment  

 to suggest 

 to continue 

provision  

http://dictionary.cambridge.org/dictionary/english/support
http://dictionary.cambridge.org/dictionary/english/strength
http://dictionary.cambridge.org/dictionary/english/basic
http://dictionary.cambridge.org/dictionary/english/structure
https://dictionary.cambridge.org/dictionary/english/rule
https://dictionary.cambridge.org/dictionary/english/law
https://dictionary.cambridge.org/dictionary/english/behaviour
https://dictionary.cambridge.org/dictionary/english/annoy
https://dictionary.cambridge.org/dictionary/english/upset
http://dictionary.cambridge.org/dictionary/english/spoil
http://dictionary.cambridge.org/dictionary/english/bad
http://dictionary.cambridge.org/dictionary/english/effect
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for a long time 

6. to encounter f. a period in which a woman is 

legally allowed to be absent from 

work in the weeks before and after 

she gives birth 

7. to underpin g. to remove someone from their 

job, especially because they have 

done something wrong 

8. blight h. to meet someone unexpectedly; 

to experience something, especially 

something unpleasant 

 

Ex. 9. Give Russian equivalents for the words and word combinations 

and use them in the sentences of your own: 

compulsorily redundant 

dismissed mother 

in response 

harassment 

anti-discrimination campaign 

workplace 

maternity leave 

Human Rights Commission 

 

Ex. 10. Complete the sentences using the words from the text: 

1. She was constantly ________by the other students 

2. While being on ________ she spent all her time with the baby 

3. The worker was _________ for laziness 

4. The security of the country should be ______ 

5. A sharp frost ________ all our early potatoes.   

 

http://dictionary.cambridge.org/dictionary/english/long
http://dictionary.cambridge.org/dictionary/english/time
http://dictionary.cambridge.org/dictionary/english/period
http://dictionary.cambridge.org/dictionary/english/legally
http://dictionary.cambridge.org/dictionary/english/allow
http://dictionary.cambridge.org/dictionary/english/absent
http://dictionary.cambridge.org/dictionary/english/work
http://dictionary.cambridge.org/dictionary/english/week
http://dictionary.cambridge.org/dictionary/english/birth
https://dictionary.cambridge.org/dictionary/english/remove
https://dictionary.cambridge.org/dictionary/english/their
https://dictionary.cambridge.org/dictionary/english/job
https://dictionary.cambridge.org/dictionary/english/especially
https://dictionary.cambridge.org/dictionary/english/wrong
http://dictionary.cambridge.org/dictionary/english/meet
http://dictionary.cambridge.org/dictionary/english/unexpected
http://dictionary.cambridge.org/dictionary/english/experience
http://dictionary.cambridge.org/dictionary/english/especially
http://dictionary.cambridge.org/dictionary/english/unpleasant
http://wooordhunt.ru/word/security
http://wooordhunt.ru/word/country
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SPEAKING 

Ex. 11. Express your point of view using the words from the ex. 2: 

1. Pregnant women are not as good workers as women who are not expecting 

children 

2. If you were in need of stuff, you would better choose men, not women  

3. If a woman wants to be a good worker she must forget about her private life 

4. Women need more social guarantees. Especially material.  

 

Use the phrases below: 

That‘s a good idea. 

I never thought of that. 

Actually,… 

Without a shadow of a doubt, I‘d… 

It goes without saying that… 

I‘m sorry, I really can‘t go along with you on that  

 

Ex. 12. Discuss the problem of pregnancy and maternity according to 

Labour code of the Russian Federation. Use the abstarct of the code on the 

pages 73-131. 

 

WRITING 

Ex. 13. Write an essay on the following topic “Maternity discrimination: 

ways of solving the problem”. Use the active vocabulary from the Unit. 
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UNIT 4. RELIGIOUS DRESS AT WORK. 

PRE-READING 

Ex. 1. Answer the following questions: 

1. Do you believe that wearing any religious symbols to work can distract from 

work? 

2. Do you think wearing religious symbols or clothes to work is illegal? Can it be 

illegal? Should it be illegal? 

3. If you come to any organization/shop/office would you choose the worker to help 

you according to what he or she is wearing? Will the headscarf confuse you? 

 

Ex. 2. Guess the meaning of the following words: 

headscarf, n. |ˈhɛdskɑːf| 

neutrality, n. |njuːˈtralɪti| 

potential, adj. |pə(ʊ)ˈtɛnʃ(ə)l| 

visible, adj. |ˈvɪzɪb(ə)l| 

prioritise, v. |prʌɪˈɒrətʌɪz|  

 

Ex. 3. Study the following words and expressions: 

distinction, n. |dɪˈstɪŋ(k)ʃ(ə)n| - отличие, разница, разграничение 

intend, v.  |ɪnˈtɛnd| - намереваться, предполагать, иметь в виду 

premises, n. |ˈprɛmɪsɪz| - недвижимость, помещение, дом 

genuine, adj. |ˈdʒɛnjʊɪn| - подлинный, истинный, настоящий 

inevitably, adv. |ɪˈnɛvɪtəbli| - неизбежно, неминуемо 

comply with, v. |kəmˈplʌɪ wɪð | – соответствовать чему-либо 

disproportionate, adj. |ˌdɪsprəˈpɔːʃ(ə)nət| - несоразмерный, непропорциональный 

 

READING AND COMPREHENSION 

Ex. 4. Read and translate the article using a dictionary if necessary: 

 

CAN EMPLOYERS BAN RELIGIOUS DRESS IN WORK? 
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What does the CJEU judgment on religious dress in work really mean, asks 

Lindsey Knowles 

The recent rulings of the Court of Justice of the European Union (CJEU) 

around religious symbols have attracted a lot of attention, some of it confused. Most 

noticeably, the attention has entirely focused on the Muslim headscarf when in fact 

the rulings apply equally to all religious symbols – Jewish, Sikh, Buddhist, Christian, 

Hindu, and so on. 

The CJEU was asked to determine whether two cases involving the dismissal 

of women for each refusing to remove their headscarves, which covered the head and 

neck, but not the face, at work amounted to religious discrimination. 

In the Belgian case of Achbita and Anor v G4S Secure Solutions (C‑157/15), 

Ms Achbita, a Muslim who worked as a receptionist at G4S, was dismissed because 

of her continuing insistence on wearing the Islamic headscarf at work. This was 

despite G4S‘s internal rule of ‗neutrality‘ that prohibits all employees from wearing 

visible signs of political, philosophical, or religious beliefs in the workplace. 

As G4S‘s policy prohibited wearing all visible religious signs without 

distinction, the CJEU found that it did not intend to treat one religion less favourably 

than another and held that an employer‘s internal rule which prohibits the wearing of 

any visible sign of political, philosophical, or religious belief does not constitute 

direct discrimination. 

In the separate French case of Bougnaoui and Anor v Micropole Univers (C-

188/15), Ms Bougnaoui, a design engineer, was dismissed from an IT consultancy 

firm following a complaint from a customer who claimed his staff had been 

‗embarrassed‘ by her headscarf while she was on their premises giving advice. 

The CJEU held that if there is no general policy of neutrality and the 

employer relies on a customer request that employees do not wear a headscarf as a 

reason to dismiss that employee, such treatment is discriminatory and cannot be 

defended on the basis of a ‗genuine and determining occupational requirement‘ under 

article 4 of the Equal Treatment Framework Directive. 
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Despite the sensationalist headlines that inevitably followed, the CJEU‘s 

judgments in both cases do not constitute a ‗workplace headscarf ban‘; instead, they 

permit the potential for employers to establish such a sanction as part of a policy 

banning all visible religious signs without distinction – but subject to clear limits. 

An employer must demonstrate that the rules achieve a legitimate aim in a 

proportionate way, which might prove difficult to comply with in practice and should 

not in any way be seen as an invitation to ban religion in the workplace. 

Employers must also bear in mind the case of Eweida v UK [2013] ECHR 37, 

in which BA refused to allow an employee to wear a visible cross. The European 

Court of Human Rights indicated that BA‘s desire to project a certain corporate 

image was a legitimate aim, but nonetheless found that its ban was disproportionate. 

Regardless of the rulings, businesses of all sizes should prioritise talent and 

skills above anything else; by enforcing a ‗neutral‘ dress code for all, a firm will 

automatically restrict the talent it attracts. (From ―Solicitors Journal‖. 

https://www.solicitorsjournal.com/comment/201704/can-employers-ban-religious-

dress-work). 

 

Ex. 5. Answer the following questions: 

1. What happened with a Muslim who worked as a receptionist at G4S, according to 

the article? 

2. What does G4S‘s internal rule of ‗neutrality‘ mean? 

3. What do you know about the French case of Bougnaoui and Anor v Micropole 

Univers? 

4. What treatment was called discriminatory by the CJEU?  

5. What does article 4 of the Equal Treatment Framework Directive say? 

6. Speak about Eweida v UK case 

 

Ex. 6. Are these phrases true, false or not stated: 

1. Two women were dismissed for refusing to remove their headscarves, which 

covered head, neck and face 

https://www.solicitorsjournal.com/comment/201704/can-employers-ban-religious-dress-work
https://www.solicitorsjournal.com/comment/201704/can-employers-ban-religious-dress-work
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2. G4S‘s internal rule of ‗neutrality‘ means that everyone can wear everything they 

want 

3. The CJEU‘s judgments in both cases do not constitute a ‗workplace headscarf ban‘ 

4. In the case of Eweida v UK [2013] ECHR 37, BA refused to allow an employee to 

wear a headscarf 

5. According to the article businesses of all sizes should prioritise talent and skills 

above anything else 

 

VOCABULARY WORK 

Ex. 7. Complete the table with the appropriate forms of the words given 

(from the ex.3). Use a dictionary if necessary: 

 

 

 

 

 

 

 

 

 

 

Ex. 8. Match the words (from the ex.3) with their definitions: 

headscarf a.officially or legally prohibit 

to ban b. in spite of that 

distinction c. truly what something is said to 

be; authentic 

to restrict d. a square of fabric worn as a 

covering for the head, often 

folded into a triangle and knotted 

Verb Adjective 

to attract  

to confuse  

 applicable 

to visualize  

 separative 

to demonstrate   

 restricting 
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under the chin 

nonetheless e. put a limit on; keep under 

control 

genuine f. a house or building, together 

with its land and outbuildings, 

occupied by a business or 

considered in an official context 

premises g. have (a course of action) as 

one's purpose or objective; plan 

intend to h. a difference or contrast 

between similar things or people. 

 

Ex. 9. Give Russian equivalents for the words and word combinations 

and use them in the sentences of your own: 

the dismissal of women 

without distinction 

to treat one religion less favourably than another 

sensationalist headlines 

difficult to comply with 

bear in mind 

disproportionate 

‗neutral‘ dress code 

 

Ex. 10. Complete the sentences using the words from the text: 

1. There was a nasty smell about the ________. 

2. It is necessary to make a _________ between love and infatuation 

3. The decision will _______ lead to political tensions 

4. The signature is _______ 

5. ‗Still, the Muslim _________, or hijab, that I wear makes me feel as if I am under 

a microscope.‘ 
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SPEAKING 

Ex. 11. Express your point of view using the words from the ex. 2: 

1. If  you work in some spheres you must not wear religious symbols 

2. You would not like your lawyer, psychologist, teacher or babysitter to wear any 

religious symbols 

3. Religious people should work only in special spheres 

  

Use the phrases below: 

That‘s a good idea. 

I never thought of that. 

Actually,… 

Without a shadow of a doubt, I‘d… 

It goes without saying that… 

 

Ex. 12. Discuss the problem of religious dress according to Labour code 

of the Russian Federation. Use the abstarct of the code on the pages 73-131. 

 

WRITING 

Ex. 13. Write an essay on the following topic “Religious dress at work: 

why is it so controversial phenomenon?” Use the active vocabulary from the 

Unit. 
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UNIT 5. CHILD LABOUR. 

PRE-READING 

Ex. 1. Answer the following questions: 

1. How old were you when you started to help parents with home duties? 

2. From what age is it possible to work legally in our country? 

3. Have you ever heard anything about child labour violation? 

4. Do you know what kind of punishment is it accepted for child labour violation? 

 

Ex. 2. Guess the meaning of the following words: 

family-run plots, n. [ˈfæmɪlɪ rʌn plɔts] 

labor abuses, n. [ˈleɪbə əˈbjuːsɪz] 

adopt new policies [əˈdɔpt njuː ˈpɔlɪsɪs] 

supply chain [səˈplaɪ ʧeɪn] 

be understaffed, v. [biː ˈʌndəˈstɑːft] 

 

Ex. 3. Study the following words and expressions: 

vulnerable, adj. [ˈvʌlnərəbl] - уязвимый 

hazardous, adj. [ˈhæzədəs] – опасный, вредный 

topping, adj. [ˈtɔpɪŋ] – главенствующий, превосходный 

nausea, n [ˈnɔːsjə] – тошнота, отвращение 

dizziness, n [ˈdɪzɪnɪs] - головокружение 

consistent, adj. [kənˈsɪstənt] - последовательный 

acute, adj. [əˈkjuːt] – острый, резкий 

commodity, n [kəˈmɔdɪtɪ] – продукт, товар 

pillar, n [ˈpɪlə] – столб, опора 

transparently, adv. [trænsˈpærəntlɪ] – прозрачно, открыто 

exposure, n [ɪksˈpəʊʒə] – воздействие, подвергание 

small-scale, adj. [smɔːl skeɪl] - мелкомасштабный 

eliminated, adj. [ɪˈlɪmɪneɪtɪd] – устраненный, ликвидированный 

incremental, adj. [ɪnkrəˈmentl] – дополнительный, постепенный 
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rigorous, adj. [ˈrɪgərəs] - жесткий 

 

READING AND COMPREHENSION 

Ex. 4. Read and translate the article using a dictionary if necessary: 

 

HOW WE CAN FIGHT CHILD LABOUR IN THE TOBACCO INDUSTRY 

 

 

Tiyamike Phiri, 14, at work on a tobacco plot in Kasungu district, Malawi. 

Photograph: David Levene for the Guardian 

Many of the world‘s most popular brands of cigarettes may contain tobacco 

produced by vulnerable child workers. Over the last five years, we have investigated 

labor conditions and human rights problems on tobacco farms in four of the world‘s 

top 10 tobacco-producing countries. We found that children work in hazardous 

conditions on farms supplying some of the world‘s largest multinational tobacco 

companies. 

In the United States, the world‘s fourth-largest tobacco producer, weak labor 

laws and regulations allow the hiring of children as young as 12 to work unlimited 

hours on farms of any size – including in tobacco fields – as long as they don‘t miss 

school. Child workers told us about working 12-hour days in extreme heat, topping or 

harvesting tobacco plants. 

Many of them complained of suffering nausea, vomiting, headaches, and 

dizziness while they worked – all symptoms consistent with acute nicotine poisoning, 

or green tobacco sickness, from nicotine being absorbed through the skin while 

https://www.theguardian.com/world/2018/jun/27/tobacco-industry-child-labor-brazil#img-1
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handling tobacco. ―It felt like there was something in my head trying to eat it,‖ one 

12-year-old worker said, describing the headaches he got while he worked. 

Indonesia, the fifth-largest tobacco producer globally, has more than half a 

million tobacco farms. Most are small, family-run plots, and we found that children 

often work alongside their parents and neighbors, harvesting and carrying tobacco 

leaves and preparing them for curing. Many complained that they had the same 

symptoms. ―I threw up so many times,‖ said one 13-year-old worker. 

Most recently, in Zimbabwe, the sixth-largest tobacco producer, we found 

that both child and adult workers faced serious health risks and labor abuses on 

tobacco farms. Tobacco is the country‘s most valuable export commodity and a pillar 

of a troubled economy. But we found that some child workers sacrificed their health 

and education to work on tobacco farms. Though nearly everyone we interviewed 

had experienced symptoms of nicotine poisoning, almost no one had ever heard of it 

or knew how to protect themselves. The firms insist they do give training. 

 Brazil, the world‘s second-largest tobacco producer, provides a positive 

example for tackling hazardous child labor. 

The world‘s largest multinational tobacco product manufacturers, including 

the UK giants British American Tobacco (maker of Lucky Strike, Camel, and 

Dunhill) and Imperial Brands (maker of Davidoff and Gauloises Blondes), source 

from these and other tobacco-growing countries. 

The firms say that they are doing everything they can to end exploitative child 

labor, stop abuses in their supply chains and have policies to safeguard workers. 

Human Rights Watch has been in regular contact with many tobacco 

companies since we started this work. Several companies have adopted new policies 

or strengthened existing polices to prohibit suppliers from allowing children to do 

dangerous tasks on farms. But no company prohibits those under 18 from all work 

involving direct contact with tobacco in any form – the policy that would offer the 

greatest protection, in line with international standards. 

Most companies maintain that their policies are carried out throughout global 

supply chains, but we believe many do not report transparently about their 
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monitoring and what they find. Without this information, we have to take their word 

for it that they‘re doing enough to address rights abuses in their supply chains. 

Companies should provide credible, transparent information on human rights 

problems and steps they take to fix them. 

Our research, new reporting in the Guardian, and reports by researchers and 

nongovernmental organizations including Swedwatch and the Farm Labor 

Organizing Committee (Floc) suggest that hazardous child labor, labor rights abuses, 

and other serious human rights problems persist in these companies‘ global supply 

chains.  

 But Brazil, the world‘s second-largest tobacco producer, provides a positive 

example for tackling hazardous child labor. Brazil barred children under 18 from any 

work with tobacco in 2008 and established penalties for child labor violations – not 

just for farmers, but for the companies purchasing their leaf. Though the labor 

ministry was understaffed and lacked the resources to carry out sufficient inspections, 

the farmers we interviewed understood that children were not permitted to work and 

feared the penalties. 

The government also provided extensive information to tobacco farmers 

about the hazards of nicotine and pesticide exposure, particularly for children. Unlike 

in Zimbabwe, the small-scale farmers in Brazil were informed about the health risks 

and knew their children shouldn‘t be working in the fields. 

Child labor has not been completely eliminated in Brazil, but there has been 

progress in keeping children out of  hazardous work and protecting adult workers. 

The contrast between what we found in Brazil, as compared with the US, 

Indonesia, and Zimbabwe, is striking and suggests that when governments regulate 

the industry and hold companies accountable, progress can be made. Many of the 

same companies purchase from all of these markets. The Brazil example shows that 

strong laws and regulations can help companies take action to reduce child labor and 

human rights problems. 
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The incremental changes we‘ve seen are encouraging, but it‘s hard to keep 

hearing the same stories of sickness and suffering by child workers on tobacco farms 

year after year. By next month, the tobacco growing season will be under way in 

Indonesia and the United States, and in a few months, farmers in Zimbabwe will 

begin planting next year‘s crop. Brazil points to a way forward. 

Governments should enact strict regulations and provide extensive health 

information and training to protect tobacco workers from harm. Tobacco companies 

should explicitly prohibit children from contact with tobacco in any form, carry out 

regular and rigorous human rights monitoring in the supply chain, and report 

transparently on their efforts. The health and wellbeing of child workers all over the 

world hangs in the balance. (From ―The Guardian‖. 

https://www.theguardian.com/world/2018/jun/27/tobacco-industry-child-labor-

brazil). 

 

https://www.theguardian.com/world/2018/jun/27/tobacco-industry-child-labor-brazil#img-2
https://www.theguardian.com/world/2018/jun/27/tobacco-industry-child-labor-brazil
https://www.theguardian.com/world/2018/jun/27/tobacco-industry-child-labor-brazil
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Ex. 5. Answer the following questions: 

1. How many hours do labor laws and regulations allow children as young as 12 to 

work on farms of any size in the United States? 

2. What are the world‘s largest multinational tobacco product manufacturers? 

3. Which country provides a positive example for tackling hazardous child labor? 

4. In which country is tobacco the country‘s most valuable export commodity and a 

pillar of a troubled economy? 

 

Ex. 6. Are these phrases true, false or not stated: 

1. The United States, the world‘s first-largest tobacco producer. 

2. Nearly everyone we interviewed had experienced symptoms of nicotine poisoning 

and almost everybody had heard of it. 

3. Brazil barred children under 18 from any work with tobacco in 2008 and 

established penalties for child labor violations. 

4. Child labor has been nearly eliminated in Russia. 

5. In the United States, the world‘s fourth-largest tobacco producer, weak labor laws 

and regulations allow the hiring of children as young as 12 to work unlimited hours 

on farms of any size 

6. Indonesia, the fifth-largest tobacco producer globally, has a million tobacco farms. 

 

VOCABULARY WORK 

Ex. 7. Complete the table with the appropriate forms of the words given 

(from the ex.3). Use a dictionary if necessary: 

Noun Adjective 

 vulnerable 

dizziness  

 consistent 

nausea  

 hazardous 

https://www.hrw.org/news/2015/11/03/tobaccos-children-brazil-sets-example-us
https://www.hrw.org/news/2018/04/05/witness-tobacco-farmers-kept-dark
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exposure  

 acute 

  

Ex. 8. Match the words (from the ex.3) with their definitions: 

1. rigorous a. exclude (someone or 

something) from consideration or 

further participation 

2. incremental b. a raw material or primary 

agricultural product that can be bought 

and sold, such as copper or coffee 

3. eliminated c. relating to or denoting an 

increase or addition, especially one of 

a series on a fixed scale 

4. transparently d. harsh and demanding 

5. commodity e. in an honest and open manner 

6. pillar f. very good or pleasing; 

excellent. 

7. small-scale g. a person or thing regarded as 

reliably providing essential support for 

something 

8. topping h. of limited size or extent. 

  

Ex. 9. Give Russian equivalents for the words and word combinations 

and use them in the sentences of your own: 

troubled economy 

exploitative child labor 

sufficient inspections 

export commodity 

child labor violations 
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Ex. 10. Find the synonyms to the following words (from the ex.3): 

Hazardous, topping, nausea, commodity, transparently, eliminated, 

incremental, rigorous.  

 

SPEAKING 

Ex. 11. Express your point of view using the words from the ex. 2: 

1. Child labour should be forbidden at all. 

2. Punishment for child labour violation should be considered within the frame of 

criminal law, not civil. 

 

Use the phrases below: 

I rekon… 

I expect that… 

For one thing… 

To start with… 

Broadly speaking… 

 

Ex. 12. Discuss the problem of child labour according to Labour code of 

the Russian Federation. Use the abstarct of the code on the pages 73-131. 

 

Ex. 13. Role-play 

Speaker 1. You are an employer who broke the law violating child labour. In 

the Court you try proving your innocence. 

Speaker 2. You are a judge. You give questions and find verdict. 

 

WRITING 

Ex. 14. Write an essay on the following topic “Child labour at school: is it 

possible to allow it today?” Use the active vocabulary from the Unit. 
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 UNIT 6. WORKING MOTHERS. 

PRE-READING 

Ex. 1. Answer the following questions: 

1. Who is the family breadwinner in your country nowadays? 

2. What is your attitude to the working mothers? 

3. Do you think that working mothers should spend more time with their children? 

 

Ex. 2. Guess the meaning of the following words: 

furore, n /ˌfjʊ(ə)ˈrɔː/ 

heart-warming, adj. /ˈhɑːtˌwɔːmɪŋ/ 

prioritize, v /prʌɪˈɒrətʌɪz/ 

time-stopping, adj. /ˈtʌɪmˌstɒpɪŋ/ 

cynically, adv. /ˈsɪnɪk(ə)li/ 

hard-pressed, adj. /ˌhɑːdˈprɛst/ 

portray, v /pɔːˈtreɪ/ 

 

Ex. 3. Study the following words and expresions: 

realm, n /rɛlm/ – область, сфера 

yuletide, n /ˈjuːltʌɪd/ – Рождество, Святки 

fritz, v /frɪts – ломаться 

dodgy, adj. /ˈdɒdʒi/ – сомнительный, непрочный 

harass, v /həˈras/ – изводить, изматывать 

bunk, v /bʌŋk/ – убегать, исчезать 

hang out, ph.v. /ˈhaŋ aʊt/ – проводить время 

unwittingly, adv. /ʌnˈwɪtɪŋli/ – невольно 

unfestive, adj. /ʌnˈfɛstɪv/ – невеселый, непраздничный 

yearning, n /ˈjəːnɪŋ/ – сильное желание 

funfair, n /ˈfʌnfɛː/ – ярмарка с аттракционами 

neglect, v /nɪˈɡlɛkt/ – пренебрегать, не обращать внимания, не заботиться 

cackling, adj. /ˈkak(ə)lɪŋ/ – хихикающий, гогочущий 
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embellish, v /ɪmˈbɛlɪʃ/ – приукрашивать 

struck, adj /strʌk/ – пораженный 

revelation, n /rɛvəˈleɪʃ(ə)n – откровение, открытие 

gimmick, n /ˈɡɪmɪk/ – уловка, ухищрение 

dodgem, n /ˈdɒdʒ(ə)m/ – электрический автомобильчик 

frantically, adv. /ˈfrantɪkli/ – невероятно 

tantalizingly, adv. /ˈtantəlʌɪzɪŋli/ – мучительно 

vortex, n /ˈvɔːtɛks/ – вихрь, водоворот 

soppy, adj. /ˈsɒpi/ – сентиментальный, слащавый 

strangle, v /ˈstraŋɡ(ə)l/ – душить 

tinsel, n /ˈtɪns(ə)l/ – показной блеск, мишура 

breadwinner, n /ˈbrɛdwɪnə/ – кормилец 

berate, v /bɪˈreɪt/ – бранить, ругать 

acquire, v /əˈkwʌɪə/ – приобретать, получать, наживать 

disruptive, adj. /dɪsˈrʌptɪv/ – подрывающий, разрушительный 

redemption, n /rɪˈdɛm(p)ʃ(ə)n/ – искупление, спасение 

relentless, adj. /rɪˈlɛntləs/ –безжалостный, непреклонный, беспощадный, 

неослабевающий 

corrosive, adj. /kəˈrəʊsɪv/ – разъедающий 

flutter, v. /ˈflʌtə/ – трепетать, махать крыльями, развеваться 

harsh, adj. /hɑːʃ/ – суровый, резкий, жесткий, грубый 

beatific, adj. /biːəˈtɪfɪk/ – блаженный, дающий блаженство 

loll, v /lɒl/ – валяться, кувыркаться 

onesie, n /ˈwʌnzi/ – комбинезон 

rejoice, v /rɪˈdʒɔɪs/ – радоваться, веселиться, праздновать 

 

READING AND COMPREHENSION 

Ex. 4. Read and translate the article using a dictionary if necessary: 
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THE BBC SENT A HEARTLESS CHRISTMAS MESSAGE TO 

WORKING MOTHERS 

 

 ‗Even in the realm of yuletide adverts, this one fritzes like dodgy Christmas 

tree lights.‘  

Bad mum is first seen (selfishly) prioritising her career (translation: leaving 

for work) over her teenage son‘s desperate yearning to hang out with her at a funfair. 

However, while bad mum is in the office, coldly neglecting her family, cackling 

evilly over her keyboard (I may be embellishing slightly here), she‘s struck by a 

revelation (and some time-stopping gimmick) about ―What Really Matters‖, and runs 

off to meet her son and go on the dodgems with him. By which point, she‘s become 

good mum – whether that‘s good sacked mum for leaving the office during what 

appears to be a frantically busy working day remains tantalisingly unclear. Even in 

the realm of yuletide adverts (increasingly an annual creative vortex where all bad, 

cynically soppy ideas strangle themselves on festive tinsel and die), this one fritzes 

like dodgy Christmas tree lights. Sure, some parents have the option of leaving work 

on a whim – they‘re called things like the owner or the boss. If this mother is a 

key breadwinner, shouldn‘t she be supported and appreciated? What about the 

mysterious father/stepfather, seen only once, eating breakfast – in the interests of 

realism, shouldn‘t there be at least one heated parental text exchange, arguing about 

who should go to the fair, and berating each other for being useless? 

Would a teenager even want to hang out with his mother that much? Over 

many decades, teenagers have acquired quite a reputation for, let‘s say, preferring 

their own society – could someone kindly inform the BBC about this? 

However, the main problem with the advert is the anti-working mother 

message that‘s been rightly berated as a guilt trip. That a woman‘s decision to work is 

self-centred, unnecessary, disruptive and ultimately harmful to children. That a 

working mum‘s only hope of redemption is to feel relentless and corrosive maternal 

guilt. And that, when mothers decide not to work, or to put work a distant second, 
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suddenly all is well, the sun comes out, and little bluebirds start fluttering around the 

family unit. 

In many cases, it‘s only because mothers go to work that hard-pressed 

families manage to survive at all. Then, there are mothers who (whisper it) enjoy 

working. In fairness to the BBC, there‘s nothing wrong with addressing some of the 

harsher realities families face, or for trying to produce a more realistic kind of 

Christmas advert – one that isn‘t just about beatific nuclear families lolling around in 

unicorn onesies, rejoicing over Morecambe and Wise repeats. 

Maybe, one day, a working mum will be cast in a positive light, portrayed 

doing her job, because her family probably needs the money, but also, because maybe 

she enjoys it. Now that would be a true Christmas miracle. (From ―The Guardian‖. 

https://www.theguardian.com/commentisfree/2018/dec/08/working-mums-christmas-

schmaltz-bbc). 

 

Ex. 5. Answer the following questions: 

1. How does a bad mum turn into a good mum in the BBS advertisement? 

2. What features does bad mum have according to the author of the BBC ad? What 

are the features of a good mum? 

3. What does Barbara Ellen think about the BBC yuletide advertisement? 

4. What is the main message in the BBC Christmas advertisement? 

5. What does the author hope for in the future? 

 

Ex. 6. Are these statements true, false or not stated: 

1. There are mothers who enjoy working. 

2. The author of the text is inspired by the Wonderland advertisement from the BBC. 

3. When mothers decide to work, the sun comes out, and little redbirds start fluttering 

around the family unit. 

4. Scientific research confirms that teens do not want to spend time with their parents. 

5. Feeling relentless guilt is a working mum‘s only hope of redemption. 

6. Supervisors also can‘t take time off from work to stay with their children. 
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VOCABULARY WORK 

Ex. 7. Complete the table with the appropriate forms of the words given 

(from the ex.3). Use a dictionary if necessary: 

Verb Noun 

embellish  

 acquirement 

rejoice  

 strangler 

 harassment 

flutter  

 

Ex. 8. Match the words (from the ex.3) with their definitions: 

1. realm a. a persistent, often melancholy desire 

2. yearning  b. an innovative idea or stratagem that is used to attract 

attention or business but has little or no intrinsic value 

3. funfair  c. a whirling mass of water or air that sucks everything 

near it toward its center. 

4. revelation d. a field or domain of activity or interest 

5. gimmick  e. the act of revealing or disclosing 

6. dodgem  f. very thin sheets, strips, or threads of a glittering material 

used as a decoration 

7. vortex  g. another name for bumper car  

8. tinsel  h. an amusement park or fairground 

9. redemption  i. a one-piece garment combining a top with trousers, worn 

as leisurewear  

10. onesie  j. the act of redeeming or the condition of having been 

redeemed 
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Ex. 9. Give Russian equivalents to these expressions: 

harassed mother 

embellishing slightly here 

struck by a revelation 

frantically busy 

cynically soppy ideas 

berate each other 

harsher realities 

 

Ex. 10. Give English equivalents to these expressions: 

рождественская реклама 

трогательная история 

холодное пренебрежение 

злорадно гоготать 

мучительно неясно 

основной кормилец 

чувство вины 

 

Ex. 11. Find the synonyms to the following words (from the ex.3): 

Realm, dodgy, unwittingly, revelation, frantically, disruptive, relentless, beatific. 

 

Ex. 12. Translate from Russian into English: 

1. Рождественская реклама BBC вызвала общественный фурор, это 

трогательная история о том, как измученная мать уходит с работы, чтобы 

пообщаться со своим ребенком. (heartwarming tale, harassed mother, bunking off, 

hang out) 

2. Плохая мама находится в офисе, холодно пренебрегая своей семьей, злобно 

гогоча над своей клавиатурой. (coldly neglecting, cackling evilly) 

3. Если это мать – основной кормилец, разве ее не должны поддерживать и 

ценить? (key breadwinner) 
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4. Единственная надежда работающей мамы на искупление – это чувство 

безжалостной и разъедающей материнской вины. (relentless, corrosive maternal 

guilt) 

 

SPEAKING 

Ex. 13. Discuss the following questions as a group using the words from 

the ex. 2: 

1. What is the New Year advertisement for you? 

2. How do you feel about the fact that working mothers are still condemned by the 

society? 

3. Have you seen ads or other media sources where a working woman is condemned? 

4. Do you often go to events, fairs, to the cinema and etc. with parents or friends? 

 

Use the phrases below: 

I must admit... 

As far as I am concerned... 

I guess... 

Actually... 

By the way, 

Indeed... 

Come off it! No way! 

 

Ex. 14. Discuss the problem of working mothers according to Labour 

code of the Russian Federation. Use the abstarct of the code on the pages 73-131. 

 

Ex. 15. Role play 

Speaker 1. You are a working mother who suffers from feeling of guiltness 

before you children. You want to share your problems with your pshycologist. 

Speaker 2. You are a pshycologist. Your task is to help your client. 
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WRITING 

Ex. 16. Write an essay on the following topic “My working mother: 

memories from the childhood.” Use the active vocabulary from the Unit. 
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UNIT 7. WOMEN‟S RIGHTS. 

PRE-READING 

Ex. 1. Answer the following questions: 

1. In your opinion, is there professional discrimination against women in your 

country? How is it manifested? 

2. What achievements of the feminist movement do you know? 

3. Are there many women in high political positions nowadays?   

 

Ex. 2. Guess the meaning of the following words: 

gender, n /ˈdʒɛndə/ 

discriminatory, n /dɪˌskrɪmɪˈneɪt(ə)ri/ 

movement, n /ˈmuːvm(ə)nt/ 

domestic violence  /dəˈmɛstɪk vʌɪəl(ə)ns/ 

reproductive rights /ˌriːprəˈdʌktɪv rʌɪts/ 

 

Ex. 3. Study the following words and expressions: 

advancement, n /ədˈvɑːnsm(ə)nt/ – развитие   

injustice, n  /ɪnˈdʒʌstɪs/  – несправедливость, беззаконие  

unpalatable, adj. /ʌnˈpalətəb(ə)l/ – неприятный  

launch, v /lɔːn(t)ʃ/  – запускать, горячо высказать 

exacerbate, v /ɪɡˈzasəbeɪt/ – обострять, усугублять 

awareness, n /əˈwɛːnəs/ – осведомленность  

harassment, n /ˈharəsm(ə)nt/ – домогательство  

eradicate v  /ɪˈradɪkeɪt/ – искоренять  

broadening, n /ˈbrɔːd(ə)nɪŋ/ – расширение  

shrinking, n /ˈʃrɪŋkɪŋ/ – сокращение, сжатие 

compatible, adj. /kəmˈpatɪb(ə)l/ – совместимый, согласованный  

inadvertent, adj. /ˌɪnədˈvəːt(ə)nt/ – непреднамеренный, случайный  

minority, n /mɪˈnɒrɪti/ – меньшинство 

equality, n  /ɪˈkwɒlɪti/  – равенство  
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READING AND COMPREHENSION 

Ex. 4. Read and translate the text using a dictionary if necessary:  

 

THE GUARDIAN VIEW ON WOMEN‘S RIGHTS: DO NOT TAKE 

PROGRESS FOR GRANTED 

 

‗Evidence suggests that women‘s advancement has stalled and is in danger of 

going backwards.‘  

When Theresa May became prime minister and set out her vision, women 

were among the groups she promised to champion. She cited unequal pay on a list of 

―burning injustices‖ alongside race and class inequalities. This year companies with 

more than 250 employees were for the first time compelled to report on their gender 

pay gap. This can be calculated in different ways, but the Office for National 

Statistics has it at 17.9%, down 0.5% from last year. At this rate it will be decades 

before women and men are paid the same, but the data is moving in the right 

direction. 

Unfortunately, even such modest progress is the exception rather than the rule 

in 21st-century Britain. Unpalatable though it may be both to ministers and feminists, 

the evidence suggests that women‘s advancement has stalled and is in danger of 

going backwards – if it is not doing so already. The government did not accept last 

year‘s finding by the House of Commons Library that 86% of the burden of austerity 

since 2010 has fallen on women – £79bn, against £13bn for men – and refuses to 

conduct its own analysis. But work by the Institute for Fiscal Studies, Women‘s 

Budget Group and Runnymede Trust has shown that women, and particularly BAME 

women, are disproportionately affected by cuts to public services and other spending. 

Nine in 10 single parents are women, single female pensioners are more likely 

to be poor, and poor BAME women face multiple disadvantages even before the 

effects of cuts are calculated. Last month‘s report by UN poverty expert Philip Alston 

highlighted the impact on single mothers of policies including universal credit. Four 

women have launched a high court challenge to benefit reforms they claim are 
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discriminatory. The Equality and Human Rights Commission projects that the 

poverty rate for children in single-parent households will be 62% by 2022. Any 

economic shock following from Brexit will only exacerbate such hardships. 

The bad news is not limited to money. From criminal justice to business to 

mental health, evidence suggests the position of women is not improving. As 

complaints of rape have soared, the rate of charging has fallen by 23.1%. The number 

of women holding boardroom positions has barely changed in a decade. A recent 

NHS survey found that almost one in four older teenage girls has a mental disorder. 

While #MeToo raised awareness of the extent of sexual harassment, attempts to hold 

men to account have in many cases – most recently in the House of Lords – fallen 

flat. In Northern Ireland, seeking an abortion remains a criminal offence. 

The referendum to legalise abortion in Ireland cheered feminists the world 

over. But last year the World Economic Forum warned that movement towards 

gender parity was ―shifting into reverse‖. This week another report highlighted the 

lack of progress on eradicating child marriage and high rates of domestic violence. In 

the US, as Margaret Atwood writes in this weekend‘s Guardian Review, reproductive 

rights are under attack as never before.  

The current number of female MPs in the UK, 209, is a record. The photos of 

the recent G20 meeting show just one woman prime minister: Theresa May. The UK 

can be proud of its progress in some areas, even if it is sometimes slow; and there 

have been advances in recent years, such as the law broadening the definition of 

domestic violence. In the scheme of things, however, it is difficult to see how 

shrinking the state can ever be compatible with reducing inequality between the 

sexes. Because the greater share of domestic and caring work is undertaken by 

women, any attack on dependency is, by definition and even if inadvertent, an attack 

on women.  

In 2010 Mrs May, who was then equalities minister, wrote to warn George 

Osborne that his emergency budget risked worsening the position of women and 

minorities. Successive waves of cuts since then have hit these groups again and 

again. The fact that many women are not affected should not blind us to the facts. 
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Progress towards sexual equality must not be taken for granted. (From ―The 

Guardian‖. https://www.theguardian.com/commentisfree/2018/dec/07/the-guardian-

view-on-womens-rights-do-not-take-progress-for-granted). 

 

Ex. 5. Answer the following questions: 

1. What did Theresa May promise to do when she became prime minister? 

2. What does the gender pay gap Office for National Statistics have in this year? 

3. What is said about progress in 21st-century Britain in the text? 

4. What finding was made by the House of Common Library last year? 

5. What fact was shown by work of the Institute for Fiscal Studies, Women‘s Budget 

Group and Runnymede Trust? 

6. What is the Equality and Human Rights Commissions‘ forecast for 2022 year? 

7. Where did Margaret Atwood write about reproductive rights in the US? 

8. What have the feminist movement achieved in recent years in the UK? 

9. Whom did Mrs May write in 2010 and for what? 

 

Ex. 6. Are these statements true, false or not stated? 

1. Women‘s advancement has gone ahead and is not in danger of going backwards. 

2. The government did not accept last year‘s finding by the House of Commons 

Library and refuses to conduct its own analysis. 

3. A recent NHS survey found that one in five older teenage girls has a mental 

disorder. 

4. Feminists all over the world were glad that there was the referendum about 

legalization of abortion in Ireland. 

5. The number of women holding boardroom positions hasn‘t barely changed in a 

decade. 

6.  A recent NHS survey found that almost one in four older teenage girls has a 

mental disorder. 

7. Feminism movement should be supported more seriously by different charity 

organisations.  

https://www.theguardian.com/commentisfree/2018/dec/07/the-guardian-view-on-womens-rights-do-not-take-progress-for-granted
https://www.theguardian.com/commentisfree/2018/dec/07/the-guardian-view-on-womens-rights-do-not-take-progress-for-granted
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VOCABULARY WORK 

Ex.7. Complete the table with the appropriate forms of the words given 

(from the ex.3). Use a dictionary if necessary: 

VERB NOUN 

exacerbate  

 shrinking 

eradicate  

 advancement 

launch  

 harassment 

broaden  

 awareness 

compare  

 equality 

 

Ex. 8. Match the words (from the ex.3) with their definitions: 

1. unpalatable a. the smaller number or part, 

especially a number or part 

representing less than half of the 

whole 

2. injustice b. destroy completely; put an end to 

3. minority c. concern about and well-informed 

interest in a particular situation or 

development 

4. eradicate d. an unjust act or occurrence 

5. inadvertent e. (of two things) able to exist or 

occur together without problems or 

conflict. 
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6. awareness f. the state of being equal, especially 

in status, rights, or opportunities 

7. compatible g. difficult to put up with or accept 

8. equality h. not resulting from or achieved 

through deliberate planning 

 

Ex. 9. Give Russian equivalents to these expressions: 

exacerbate hardships –  

awareness of the extent of sexual harassment– 

eradicating child marriage –  

broadening the definition of domestic violence –  

be compatible with reducing inequality –  

the position of minorities –  

 

Ex. 10. Give English equivalents to these expressions: 

улучшение положения женщин –  

женщины обратились в Верховный суд –  

усугубит трудности –  

повысил осведомленность –  

движение к гендерному паритету –  

определение домашнего насилия –  

сокращение штата –  

обеспечения гендерного равенства –  

   

Ex. 11. Find the synonyms to the following words (from the ex.3): 

Injustice, harassment, awareness, eradicate, broaden, shrinking, inadvertent. 

 

Ex. 12 Translate from Russian into English: 

1.По всему миру ведется активная борьба с проблемой домашнего насилия. 

(domestic violence) 



54 
 

2.К сожалению, женщин до сих пор преследует несправедливость в 

политической сфере в связи с гендерными стереотипами. (injustice, gender) 

3.Феминистское движение возникло в XVIII веке, но начало активно 

развиваться с конца 1960-х годов. (movement, advance) 

4.В плоть до 20 годов, у женщин не было прав на свободу слова и равенства, 

образование сосредотачивалось на мужчин, нежели чем на женщинах. (equality) 

5.Главной задачей феминизма является искоренение сексизма и 

дискриминации. (eradication, discrimination) 

6.В 1960-е годы широкое распространение получил радикальный феминизм, 

сторонницы которого горячо высказывали мнение о том, что порабощение 

женщин является главной формой несправедливости в обществе. (launch, 

injustice) 

7.Борьба против превращения женской любви в товар привела к появлению 

таких понятий, как "сексуальные домогательства на рабочем месте". 

(harassment) 

 

SPEAKING 

Ex. 13. Discuss the following questions as a group using the words from 

the ex. 2: 

1.Have you ever faced with gender discrimination in real life? 

2.What kind of difficulties can women interfere in your country? 

3.Do you think that development of feminist movement is important nowadays? 

 

Use the phrases below: 

Personally, I think it‘s… 

I guess… 

It seems to me that… 

As for, … 

The important thing is… 
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Ex. 14. Discuss the problem of women‟s rights according to Labour code 

of the Russian Federation. Use the abstarct of the code on the pages 73-131. 

 

WRITING 

Ex. 13. Write an essay on the following topic “What does feminism mean 

for me?” Use the active vocabulary from the Unit. 
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UNIT 8. PROTEST OVER „SLAVERY LAW‟. 

PRE-READING 

Ex. 1. Answer the following questions: 

1.Do you know your labor rights? 

2.What is your attitude to the overtime work? 

3.Do you think that the overtime work must be paid more or no? Why? 

 

Ex. 2. Guess the meaning of the following words: 

proposal, n  /prəˈpəʊz(ə)l/ 

civil liberty /ˈsɪv(ə)l  ˈlɪbəti / 

double-digit  /dʌbl-ˈdɪʤɪt/ 

 

Ex. 3. Study the following words and expressions: 

labor law  /ˈleɪbə lɔː/- трудовое право 

slavery, n  /ˈsleɪv(ə)ri/- рабство 

employer, n  /ɪmˈplɔɪə/ - работодатель 

overtime, adv. /ˈəʊvətʌɪm/  - сверхурочно, сверхурочная работа 

wage, n  /weɪdʒ/ - заработная плата 

flexibility, n /ˌflɛksɪˈbɪlɪti/ - гибкость, уступчивость 

spokesperson, n /ˈspəʊkspəːs(ə)n/ - докладчик,оратор 

require, v /rɪˈkwʌɪə/ - требовать 

scarce, adj. /skɛːs/ - дефицитный, недостаточный 

shortage, n /ˈʃɔːtɪdʒ/ - нехватка, дефицит 

struggle, n /ˈstrʌɡ(ə)l/ - борьба, усилие 

 

 

READING AND COMPREHENSION 

Ex. 4. Read and translate the text using a dictionary if necessary: 
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HUNGARIAN WORKERS PROTEST OVER 'SLAVERY LAW', 

STUDENTS JOIN IN 

 

Budapest, Hungary - Thousands of Hungarians have taken to the streets to 

demonstrate against a proposed new labour law and for more academic freedom in 

the country. Inspired by the French protests, trade union members wore yellow 

jackets for their march to capital Budapest's Kossuth Lajos Square, the site of the 

country's parliament, on Saturday. Various trade unions in Hungary are protesting 

against a change to the labour law proposed by Prime Minister Viktor Orban's ruling 

Fidesz party that critics have dubbed a "slavery law".  

The draft bill, introduced earlier this week, seeks to allow employers to ask 

for up to 400 hours of overtime work a year. If passed, the law would add an extra 

eight working hours to a week or result in a six-day work week.  

The protesting workers were joined by students from several Budapest 

universities, including billionaire George Soros-funded Central European University 

(CEU), which was recently forced out of the country.  

The marchers chanted "We will not be slaves" and "Free university, free 

country" as the workers and students expressed their solidarity against the 

government's moves.  

'Slavery law' 

The proposed changes to overtime, first introduced at the end of November, 

raise the ceiling of annual overtime hours from 250 to 400.  

After the workers and the labour unions decried the proposal, the hours were 

made voluntary.  

Still, critics have highlighted a part of the proposal which bypasses 

negotiations with labour unions, allowing employers to directly make agreements 

with individuals.  

This, coupled with Hungary's low wages, would pressure many workers into 

accepting much of the increased overtime and would leave "no time for recreation, no 
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time for families, no time for simple relaxing", Gabor Guzslovan, a member of the 

Hungarian Steel Workers trade union, told Al Jazeera.  

The minimum wage in Hungary is currently about $533 a month or nearly 

$6,400 a year. The average wage, according to Trading Economics, is $1,136 a 

month.  

Guzslovan said Hungarian workers "like to do overtime because of the higher 

wage", but "this plan means they [might] not get overtime bonuses".  

Critics have also called attention to the prospect that overtime would be 

counted over a three-year period, under the new proposal, up from the current one-

year period.  

This increased period would allow employers greater flexibility in the way 

they organise a worker's hours.  

If a worker quits or loses his job before the three-year period, it is possible 

that he would not receive payments for the overtime hours he worked.  

A government spokesperson told Al Jazeera that the ruling Fidesz party "is 

supporting the fact that workers must always be given an opportunity to voluntarily 

perform work in the interests of higher earnings, but this always requires the consent 

of the employee".  

The Hungarian parliament is expected to vote on the proposed overtime 

changes next week.  

 Labour for German car industry 

Cheap labour has been a selling point for corporations operating in Hungary.  

Antonia Raday, a retired factory worker, said Hungarians were "tired of 

bearing the weight" of cheap labour that can't be found in other European Union 

countries. "We work for German automotive companies for low pay, and they sell 

their cars for the same price," Raday said. "Either they should pay us more or lower 

their prices."  

Critics have speculated that German automotive giants, a key part of the 

Hungarian economy, have lobbied Budapest to loosen overtime restrictions due to 

increasing labour shortages in the country.  
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The German-Hungarian Chamber of Industry and Commerce, however, has 

denied that any German firms have sought the modifications.  

German luxury automotive companies such as Audi and Daimler, which 

produces Mercedes-Benz, moved their factories to Hungary in recent years. BMW 

also announced its plans to build a 1bn euro ($1.17bn) plant in the country in July.  

"The biggest question mark regarding [the BMW] investment will be the 

Hungarian labour market ... it is already hard to find 1,000 employees," Peter 

Virovaczs, an analyst at ING in Budapest, told Reuters news agency in July.  

Cheap but scarce labour 

While labour is cheap, it's also scarce. Hungary's official unemployment rate 

is 3.7 percent, a near-record low.  

The country has seen economic growth and double-digit wage increases in 

recent years, but its youth migrated to other countries in search of higher wages.  

The Organisation for Economic Cooperation and Development (OECD) 

estimated in June that around 600,000 Hungarians are working abroad. Hungary's 

population was 9.8 million in 2016.  

This flight has created a labour demand and increased stress on social safety 

net as the remaining population ages.  

The proposed overtime changes are seen as a way to mitigate labour 

shortages.  

Laszlo Kordas, chairman of the Hungarian Trade Union Confederation, told 

demonstrators that Hungarian workers "take the greatest burden on our backs, in 

return we get the lowest wage in Europe".  

"Meanwhile, they took away the private pension," Kordas said, referring to a 

2010 Fidesz move to nationalise private pension funds.  

Students join in solidarity 

A number of younger protesters - students from CEU, Corvinus and Eotvos 

Lorant University - also felt the proposed overtime changes were part of the 

government's "attacks" on civil liberties.  
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CEU, known for championing liberal causes, confirmed its departure from 

Hungary on Monday following a campaign by Orban's government against Soros.  

Orban's Fidesz party has stated its desire to create an "illiberal" democracy 

and has made remarks viewed as racist, xenophobic and anti-Semitic.  

Observers said it was the first time an institution of higher education was 

forced to leave an EU country for political reasons. 

At the Saturday's protest, students called on demonstrators to join their 

"struggle" for academic freedom and "the dream of a brighter, freer country".  

Rare clash 

As demonstrators reached Kossuth Lajos Square, they found it closed due to 

the visit of a Polish politician.  

When the speeches ended, demonstrators tried to breach a police line to 

protest in front of the Hungarian parliament.  

Clashes ensued and Imre Komjathi, a politician from the centre-left 

Hungarian Socialist Party, was injured.  

Police eventually allowed hundreds of protesters to break through to the 

parliament.  

The violence was a rare occurrence in Budapest, which largely sees peaceful, 

well-organised demonstrations.  

Labour unions said their protests will continue as they announced plans to 

close roads across Hungary on Monday. (From ―Aljazeera‖. 

https://www.aljazeera.com/news/2018/12/hungarian-workers-protest-slavery-law-

students-join-181208182345982.html). 

 

Ex. 5. Answer the following questions: 

1.Why do workers protest in Hungary? 

2.Who is joining in the strike? 

3.How much is the minimum wage in Hungary? 

4.Who is Laszlo Kordas? 

5.How many people was the population of Hungary in 2016? 

https://www.aljazeera.com/news/2018/12/hungarian-workers-protest-slavery-law-students-join-181208182345982.html
https://www.aljazeera.com/news/2018/12/hungarian-workers-protest-slavery-law-students-join-181208182345982.html
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6.Why was Kossuth  Lajos Square closed? 

7.What did the students of the demonstrators call for at the Saturday demonstration? 

8."We work for German automotive companies for low pay, and they sell their cars 

for the same price, either they should pay us more or lower their prices." Who said 

that? 

 

VOCABULARY WORK 

Ex. 6. Complete the table with the appropriate forms of the words given 

(from the ex.3). Use a dictionary if necessary: 

Noun Adjective 

flexibility  

 protesting 

union  

 critical 

propos  

 violent 

 

Ex. 7. Match the words (from the ex.3) with their definitions: 

1. wage a. time that you spend working at your 

job after you have worked the normal 

hours 

2. slavery b. to try very hard to do something 

when it is difficult or when there are a 

lot of problems 

3. overtime c. a person who speaks on behalf of a 

group or an organization 

4. require d. a regular amount of money that you 

earn, usually every week, for work or 

services 
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5. struggle e. there is not enough of it and it is only 

available in small quantities 

6. spokesperson f. to make someone do or have 

something 

7. scarce g. the opposite of freedom 

 

Ex. 8. Give Russian equivalents to these expressions: 

union members 

draftbill 

marchers chanted 

ceiling of annual 

worker quits 

cheap labour 

double-digit wage increases 

clashes ensued 

various trade 

government's moves 

 

Ex. 9. Find the synonyms to the following words (from the ex.3): 

Scarce, mitigate, flexibility, shortage, freedom, require, slavery 

 

Ex. 10. Translate from Russian into English: 

1. Законопроект, внесенный на рассмотрение в начале этой недели, направлен 

на то, чтобы позволить работодателям запрашивать до 400 часов сверхурочной 

работы в год. (draftbill, employers,overtimework ) 

2. Дешевая рабочая сила была одним из аргументов в пользу корпораций, 

работающих в Венгрии. (cheaplabour, sellingpoint, corporations ) 
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3. Предлагаемые сверхурочные изменения рассматриваются как способ 

смягчения остроты проблемы нехватки рабочей силы. (proposed, mitigate, 

shortages) 

4. Насилие было редким явлением в Будапеште, где в основном происходят 

мирные, хорошо организованные демонстрации. (violence, occurrence, well-

organised) 

5. В соответствии с новым предложением сверхурочные будут засчитываться в 

течение трехлетнего периода, по сравнению с нынешним одногодичным 

периодом. (proposal, current) 

 

SPEAKING 

Ex. 11. Discuss the following questions as a group using the words from 

the ex. 2: 

1. Where else have such "slavery laws" been taken? 

2. Compare the minimum wage in Hungary with the minimum wage in Russia. What 

should be the minimum wage in your opinion? 

3. What are the pros and cons of the overtime hours at work in your opinion? 

4. What is your opinion to such demonstrations? Would you participate in the 

demonstration? 

 

Ex. 12. Discuss the problem of protest „over slavery law‟ according to 

Labour code of the Russian Federation. Use the abstarct of the code on the 

pages 73-131. 

 

WRITING 

Ex. 13. Write an essay on the following topic “My dream wage: how 

much money do I need for being happy?” Use the active vocabulary from the 

Unit. 
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UNIT 9. „INHUMAN‟ WORKING CONDITIONS. 

PRE-READING 

Ex. 1. Answer the following questions: 

1. Have you ever thought about how black Friday arose? What are the Pros and Cons 

of Black Friday for buyers and for retailers? 

2. According to you point of view, does Black Friday have a negative impact on 

sellers? 

 

Ex. 2. Guess the meaning of the following words: 

co-worker, n /kəʊˈwəːkə/ 

employee, n /ɛmplɔɪˈiː/ 

go on strike, v /ɡəʊ/ /strʌɪk/ 

workforce, n /ˈwəːkfɔːs/ 

 

Ex. 3. Study the following words and expressions: 

warehouse, n /ˈwɛːhaʊs/ - склад  

e-commerce, n /ˈiːˌkɒmɜːs/ – электронная торговля  

strike, v /strʌk/ - ударить 

unconscious, adj /ʌnˈkɒnʃəs/ - невольный, неосознанный 

deliver, v /dɪˈlɪvə/ - доставлять 

customer, n /ˈkʌstəmə/ - покупатель 

annual, adj /ˈanjʊəl/ - ежегодный 

fulfillment, n /fʊlˈfɪlmənt/ - удовлетворенность достигнутым 

retailer, n  /ˈriːteɪlə/ - розничный торговец 

heightened scrutiny, n  /ˈhʌɪt(ə)nd/  /ˈskruːtɪni/ - усиленная проверка 

headquarter, n /ˈhɛdkwɔːtə/ - штаб-квартира 

dozens, n /ˈdʌz(ə)n/ - дюжина 

metropolitan leaders, n /mɛtrəˈpɒlɪt(ə)n/  /ˈliːdə/  - столичные лидеры 

 

READING AND COMPREHENSION 
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Ex. 4. Read and translate the text using a dictionary if necessary: 

 

THIS BLACK FRIDAY, AMAZON EMPLOYEES ACROSS EUROPE 

ARE PROTESTING ‗INHUMAN‘ WORKING CONDITIONS BY BRIAN FUNG 

 

As Americans scoured the Internet in search of shopping deals on Friday, 

Amazon.com warehouse workers in Europe were protesting the e-commerce giant — 

in some cases walking off the job to highlight what they said were unsafe working 

conditions and low pay. 

The protests struck Amazon across the continent, including in Italy, Germany, 

Spain and the United Kingdom. In Britain, union officials representing Amazon 

workers predicted that hundreds would appear at protests throughout the day in five 

locations. 

―The conditions our members at Amazon are working under are frankly 

inhuman,‖ said Tim Roache, general secretary of GMB, in a statement on the 

organization‘s website. ―They are breaking bones, being knocked unconscious and 

being taken away in ambulances.‖ 

Earlier this year, the U.K.-based group said a Freedom of Information request 

aimed at first-responders showed that ambulances had responded to calls for help at 

Amazon facilities roughly 600 times over the past three years. 

―Our European Fulfillment Network is fully operational," Amazon said in a 

statement to The Washington Post. "And we continue to focus on delivering for our 

customers and reports to the contrary are simply wrong.‖ (Amazon.com founder and 

chief executive Jeffrey P. Bezos owns The Post.) 

More than 600 workers have gone on strike in Germany, where workers earn 

a starting salary of about $12 an hour, according to Reuters. In Spain, one employee 

told the Associated Press that the walkout was deliberately timed for ―one of the days 

that Amazon has most sales.‖ 
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―These are days when we can hurt more and make ourselves be heard because 

the company has not listened to us,‖ said Eduardo Hernandez, in an interview with 

the AP. 

Spanish employees last walked out in May, when workers at an Amazon 

facility near Madrid went on strike during the company‘s annual Prime Day sales 

event. 

Friday‘s real-world demonstrations quickly moved online as workers and 

supporters of the strike used the hashtag #AmazonWeAreNotRobots to spread the 

campaign. 

Amazon defended its workforce record in its statement to The Post. 

―Amazon has invested over 27 billion euros and created over 75,000 

permanent jobs across Europe since 2010,‖ the statement said. ―These are good jobs 

with highly competitive pay, full benefits, and innovative training programs like 

Career Choice that pre-pays 95% of tuition for associates. We provide safe and 

positive working conditions, and encourage anyone to come see for themselves by 

taking a tour at one of our fulfillment centers.‖ 

Although the Black Friday shopping frenzy is closely linked to Thanksgiving 

in the United States, retailers have increasingly begun to offer the same deep 

discounts to international audiences. Black Friday deals are expected to produce an 

additional $2 billion of revenue for retailers in Europe, some analysts say. 

The walkout by Amazon laborers is aimed at disrupting that spending spree 

and forcing the online platform to make concessions to its workforce. The effort 

comes as the company faces heightened scrutiny over its decision to locate two new 

U.S. headquarters in Northern Virginia and Long Island City, after encouraging 

dozens of metropolitan leaders to compete for the company‘s favor. Critics have 

called it a publicity stunt benefiting two regions of the United States that are already 

economically successful, not to mention one of the world‘s largest e-commerce 

companies. (From ―The Washington Post‖.  

https://www.washingtonpost.com/technology/2018/11/23/this-black-friday-amazon-
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employees-across-europe-are-protesting-inhuman-working-

conditions/?noredirect=on&utm_term=.f4604953f72c) 

 

Ex. 5. Answer the following questions: 

1. Why are european Amazon employees protesting? 

2. In which countries were protests released? 

3. Was the Black Friday the real problem for Amazon employees? 

4. Is the Black Friday the only problem for Amazon employees? 

5. Were strikes noticed by Internet users? 

6. What did the workers demand? 

7. What did the protests lead to? 

8. What do critics say about this situation? 

 

VOCABULARY WORK 

Ex.6. Complete the table with the appropriate forms of the words given 

(from the ex.3). Use a dictionary if necessary: 

Verb Noun 

 research 

employ  

 coworker 

predict  

 delivery 

fulfill  

 

Ex. 7. Match the words (from the ex.3) with their definitions: 

1. associate a. to have the main offices of an 

organization in a particular place 

2. frankly b. a feeling of happiness because 

you are doing what you intended to do 
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in life 

3. inhuman c. honestly and directly, especially 

in speech 

4. ambulance d. the part of your mind that 

contains feelings and thoughts that you 

do not know about, and that influences 

the way you behave 

5. fulfillment e. a special vehicle used to take 

sick or injured people to hospital 

6. headquarter f. in an honest, sincere, and 

truthful way, even when this might 

make other people uncomfortable 

7. unconscious g. to connect someone or 

something in your mind with someone 

or something else 

 

Ex. 8. Give Russian equivalents to these expressions: 

e-commerce 

workforce 

publicity stunt 

deliberately timed for  

 

Ex. 9. Give English equivalents to these expressions: 

устроить забастовку 

розничный торговец 

штаб-квартира 

тесно связано 

 

Ex. 10. Find the synonyms to the following words (from the ex.3): 

annual, struck, workforce, unconscious, inhuman. 
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Ex. 11. Translate from Russian into English: 

1. В Великобритании профсоюзные чиновники, представляющие Амазонских 

работников, предсказали, что сотни людей будут появляться на протестах в 

течение дня в пяти местах. (predict, appear) 

2. Условия работы откровенно бесчеловечные. (frankly, conditions) 

3. Более 600 рабочих объявили забастовку в Германии, где рабочие получают 

начальную зарплату около $12 в час. (go on strike) 

4. Пятничные демонстрации в реальном мире быстро переместились в 

интернет, поскольку рабочие и сторонники забастовки использовали хэштег 

для распространения кампании. (hashtag, demonstration) 

5. Обеспечить безопасные и положительные условия труда. (work conditions) 

 

SPEAKING 

Ex. 12. Discuss the following questions as a group using the words from the ex. 

2: 

1. What kind of difficulties can workers have during the Black Fridays? 

2. Do you think that the strikes were a publicity stunt? 

 

Use the phrases below: 

I think that . . . 

The important thing (here) is . . . 

On the other hand 

On the contrary, 

 

Ex. 13. Discuss the problem of „inhuman working conditions‟ according 

to Labour code of the Russian Federation. Use the abstarct of the code on the 

pages 73-131. 

 

WRITING 
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Ex. 13. Write an essay on the following topic “Safe working conditions: is 

it possible to realise?” Use the active vocabulary from the Unit. 
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UNIT 10. THE RIGHT TO BE A WORKER. 

PRE-READING 

Ex. 1. Answer the following questions: 

1.Do you often use the mobile offer to call a taxi? 

2.In your opinion, are all the rights of drivers for the ride-hailing app complied with 

law? 

3.Do you know the application as "Uber"? Is it popular in your city? 

 

Ex. 2. Guess the meaning of the following words: 

uber driver, n /ˈuːbə ˈdrʌɪvə/ 

self-employed, adj. /ˌsɛlfɪmˈplɔɪd/ 

minimum wage, n /ˈmɪnɪməm weɪdʒ/ 

the ruling, n /ˈruːlɪŋ/ 

positive impact, n / ˈpɒzɪtɪv ˈɪmpakt/ 

 

Ex. 3. Study the following words and expressions: 

employment, n /ɛmˈplɔɪm(ə)nt/ - трудоустройство 

labour, adj.  /ˈleɪbə/ - трудовой  

rigged, adj. /rɪɡit/ - сфальсифицированный 

trap, n /trap/ - ловушка 

insecure, adj. /ˌɪnsɪˈkjɔː/ - небезопасный 

overwhelming, adj. /əʊvəˈwɛlmɪŋ/ - подавляющий 

flexibility, n /ˌflɛksɪˈbɪlɪti/ - гибкость 

preliminary, adj. /prɪˈlɪmɪn(ə)ri/ - предварительный 

expense, n /ɪkˈspɛns/ - расходы 

judgment, n /ˈdʒʌdʒm(ə)nt/ - суждение 

ground-breaking, adj /ˈɡraʊn(d)breɪkɪŋ/ - новаторский, совершенно новый 

deny, v /dɪˈnʌɪ/ - лишать, отрицать 

arrangement, n /əˈreɪn(d)ʒm(ə)nt/ - договоренность, обусловленность 

appeal, v /əˈpiːl/ - обжаловать 



73 
 

 

READING AND COMPREHENSION 

Ex. 4. Read and translate the text using a dictionary if necessary:  

 

UBER DRIVERS WIN KEY EMPLOYMENT CASE 

 

Uber drivers have won the right to be classed as workers rather than self-

employed. The ruling by a London employment tribunal means drivers for the ride-

hailing app will be entitled to holiday pay, paid rest breaks and the national minimum 

wage.The GMB union described the decision as a "monumental victory" for some 

40,000 drivers in England and Wales. 

Uber said it would appeal against the ruling that it had acted unlawfully. 

The San Francisco-based company had argued that its drivers were not 

employees but self-employed contractors.  

The ruling accused Uber of "resorting in its documentation to fictions, twisted 

language and even brand new terminology", adding: "The notion that Uber in London 

is a mosaic of 30,000 small businesses linked by a common 'platform' is to our mind 

faintly ridiculous." 

"This is a monumental victory that will have a hugely positive impact on 

drivers," said Maria Ludkin, legal director at the GMB, which brought the case. 

The TUC said the case had exposed the "dark side" of the UK's labour 

market. 

General secretary Frances O'Grady said: "For many workers the gig economy 

is a rigged economy, where bosses can get out of paying the minimum wage and 

providing basics like paid holidays and rest breaks. 

"What is happening at Uber is just the tip of the iceberg. Lots of people are 

now trapped in insecure jobs, with low pay and no voice at work. We need the 

government to get tough on sham self-employment." 



74 
 

Jo Bertram, Uber's UK manager, said: "Tens of thousands of people in 

London drive with Uber precisely because they want to be self-employed and their 

own boss. 

"The overwhelming majority of drivers who use the Uber app want to keep 

the freedom and flexibility of being able to drive when and where they want. While 

the decision of this preliminary hearing only affects two people, we will be appealing 

it." 

Two drivers, James Farrar and Yaseen Aslam, argued that their actions were 

controlled by Uber, which meant they were employed by the firm - but that they did 

not have basic workers' rights. 

Mr Farrar said his net earnings in August 2015 after expenses were £5.03 an 

hour. Mr Aslam no longer drives for Uber. 

'Ground-breaking' decision 

Nigel Mackay from law firm Leigh Day, which represented the two drivers, 

said: "This judgment acknowledges the central contribution that Uber's drivers have 

made to Uber's success by confirming that its drivers are not self-employed, but that 

they work for Uber as part of the company's business. 

"This is a ground-breaking decision. It will impact not just on the thousands 

of Uber drivers working in this country, but on all workers in the so-called gig 

economy whose employers wrongly classify them as self-employed and deny them 

the rights to which they are entitled." 

Martin Warren, partner and head of labour relations at Eversheds, said the 

ruling may not mean other cases brought by workers in the "on-demand economy" 

will have similar success. 

"Each case will depend on the specific terms and arrangements between the 

individual and the company they work for. Nevertheless other firms who rely heavily 

on the 'on-demand' freelance workforce will be watching cases like this keenly," he 

said. 

Alex Bearman, partner at Russell-Cooke solicitors, said Uber could look to 

meet any additional costs by increasing the percentage of each fare that it kept as 
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commission: "It seems likely that this decision will be appealed and we may not see a 

final determination for some time to come." (From ―BBC‖. 

https://www.bbc.com/news/business-3780238). 

 

Ex. 5. Answer the following questions: 

1) What is ―Uber‖? 

2) How does the ruling of the London employment tribunal affect the Uber-drivers? 

3) What was the reaction of Uber to the ruling? 

4) What does ―gig economy‖ mean? 

5) What is the "dark side" of the UK's labour market? 

6) Were drivers in Uber really self-employed or just working for the company? 

7) How does the Uber-case influence other similar cases? 

 

VOCABULARY WORK 

Ex. 6. Complete the table with the appropriate forms of the words given 

(from the ex.3). Use a dictionary if necessary: 

Verb Noun 

 judgment 

flex  

 employment 

appeal  

 expense 

deny  

 arrangement 

 

Ex. 7. Match the words (from the ex.3) with their definitions: 

https://www.bbc.com/news/business-3780238
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1.insecure a.trick or deceive (someone) into doing 

something contrary to their interests or 

intentions 

2.employment b.a gift or payment to a common fund 

or collection 

3.trap c.a plan or preparation for a future 

event 

4.judgment  d.preceding or done in preparation for 

something fuller or more important 

5.arrangement  e.work, especially physical work 

6.preliminary f.very great in amount 

7.overwhelming  g.uncertain or anxious about oneself; 

not confident 

8.labour h.the state of having paid work. 

 

Ex. 8. Give Russian equivalents to these expressions: 

positive impact - 

minimum wage - 

insecure jobs - 

self-employed - 

preliminary hearing - 

uber driver –  

 

Ex. 9. Give English equivalents to these expressions: 

лондонский трибунал – 

сфальсифицированная экономика –  
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оказались в ловушке –  

предварительного слушания – 

лишают их прав –  

новаторское решение – 

трудовая договоренность –  

рынок труда –  

 

Ex. 10. Find the synonyms to the following words (from the ex.3): 

Labour, rigged, trap, insecure, overwhelming, expense, judgment, deny 

 

Ex. 11. Translate from Russian into English: 

1.Водители, которые работают у нас, имеют гибкий график работы. (flexible) 

2.Многие боятся ездить на такси, потому что считают это небезопасным, но 

Uber совершенно-новый вариант такси. (insecure, ground-breaking) 

3.Вы сами договариваетесь с клиентами о способах оплаты. (arrangement) 

4.В Uber очень легко получить трудоустройсто, если ты проходишь по 

параметрам. (employment) 

5.Подавляющее количество водителей такси предпочитают пользоваться 

системой Uber. (overwhelming) 

6.Используя Uber, очень сложно попасть в ловушку из-за системы 

безопасности. (trap) 

 

SPEAKING 

Ex. 12. Discuss the following questions as a group using the words from 

the ex. 2: 

1.Do you think that employment in Uber is much more secure than in other types of 

taxi? 

2.What kind of difficulties can employees face during work in the Uber? 

3.Do you think that it‘s good that Uber drivers can choose the way of payment by 

themselves? 
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Use the phrases below: 

Personally, I think it‘s… 

I guess… 

It seems to me that… 

As for,… 

The important thing is… 

 

Ex. 13. Discuss the problem of the right to be a worker according to 

Labour code of the Russian Federation. Use the abstarct of the code on the 

pages 73-131. 

 

WRITING 

Ex. 13. Write an essay on the following topic “What are the advantages 

and disadvantages of being self-employed?” Use the active vocabulary from the 

Unit. 
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Abstarct from Labour code of The Russian Federation                                        

Article 2. Main Principles of the Legal Regulation of Labour Relations and 

Other Relations Directly Associated with Them  

Proceeding from the generally accepted principles and norms of international 

law and pursuant to the Constitution of the Russian Federation, the main principles of 

the legal regulation of labour relations and other relations directly associated with 

them shall be:  

freedom of work, including the right to work, which is chosen freely by 

everybody, or to which everybody agrees freely, the right to be the master of one's 

own abilities to work, to choose a profession and occupation;  

prohibition of forced labour and discrimination in the labour sphere; 

protection against unemployment and assistance in employment; 

ensuring the rights of each employee to fair working conditions, including working 

conditions meeting the safety and hygiene requirements, right to leisure, including 

restriction of working time, providing daily rest, days-off and holidays, paid annual 

leave;  

equality of rights and opportunities of employees;  

ensuring the right of each employee to the timely payment in full of fair 

earnings providing for a humane existence of the employee himself and his family at 

no less than the minimum amount of labour remuneration fixed by federal law;  

ensuring equality of opportunities of employees without any discrimination in 

promotion taking into account labour productivity, qualification and tenure in the 

occupation, as well as in professional training, retraining and professional 

development;  

ensuring the right of employees and employers to unite to protect their rights 

and interests, including the right of employees to create trade unions and join them;  

ensuring the right of employees to take part in the management of the 

organisation in the forms envisaged in legislation;  

combination of state and contractual regulation of labour relations and other 

relations directly associated with them;  
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social partnership, including the right of employees, employers, their 

associations in contractual regulation of labour relations and other relations directly 

associated with them;  

obligatory compensation for the harm incurred by the employee because of 

his execution of labour duties;  

instituting state guarantees to ensure the rights of employees and employers, 

implementation of state enforcement of and control over their observation;  

ensuring the right of everyone to protection of his labour rights and liberties 

by the state, in particular in court;  

ensuring the right of resolution of personal and collective labour disputes, 

including the right to a strike according to the procedure specified in the present Code 

and other federal laws;  

obligation of the parties of a labour contract to observe the terms of the 

concluded contract, including the right of the employer to demand that the employees 

execute their labour duties and treat carefully the property of the employer and the 

right of the employees to demand that the employer to observe his duties with respect 

to employees, labour legislation and other acts containing labour legislation norms;  

ensuring the right of the representatives of trade unions to implement trade 

union control over observation of the labour legislation and other acts containing 

labour legislation norms;  

ensuring the right to employees to protect their dignity in the period of their 

work; ensuring the right for obligatory social insurance of employees.  

Article 3. Prohibition of Discrimination in the Labour Sphere 

 

Everyone shall have equal opportunities to implement their labour rights. 

Nobody may be subject to restrictions in labour rights and liberties or gain any 

advantages regardless of sex, race, colour of skin, nationality, language, origin, 

property, family, social status and occupational position, age, place of residence, 

attitude to religion, political views, affiliation or failure to affiliate with public 
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associations, as well as other circumstances not pertaining to the business properties 

of the employee.  

Not considered as discrimination is the institution of differences, exceptions, 

preferences, as well as restrictions of the rights of employees determined by the 

specific requirements for the given type of work specified in federal law, or stipulated 

by the special care of the state with respect to persons needing greater social and 

legal protection.  

Persons who consider that they were subject to discrimination in the labour 

sphere may apply to a court to restore the violated rights, reimburse material damage 

and compensate for the moral damage.  

Article 4. Prohibition of Forced Labour 

 

Forced labour shall be prohibited. 

Forced labour is the carrying out of work under the threat of punishment (violence), 

in particular: to maintain labour discipline; 

as retribution for participation in a strike; 

as a means of mobilization and use of work force for the needs of economic 

development; 

as a measure of punishment for the presence or expression of political views or 

ideological convictions contradicting the established political, social or economic 

system; 

as a measure of discrimination according to racial, social, national or religious 

affiliation. 

"Forced labour" also means work which an employee is made to perform under the 

threat of any punishment (duress) while in accordance with the present Code or other 

federal laws he is entitled to refuse to perform such, in particular, in connection with 

the following:  

a breach of the established term for paying his wage/salary or the incomplete 

payment thereof;  



82 
 

the occurrence of a direct threat to the employee's life and health due to a 

breach of labour protection standards, in particular, the failure to provide him with 

collective or individual protection facilities in accordance with the established 

regulations.  

For the purposes of the present Code enforced labour does not include the 

following:  

work the performance of which is stipulated by the legislation on military 

duty and military service or alternative civil service in place thereof;  

work the performance of which is due to the declaration of a state of 

emergency or martial law in the procedure established by federal constitutional laws;  

work performed in extraordinary circumstances, i.e. in the case of a disaster 

or threat of a disaster (fire, flood, famine, earthquake, epidemic or epizootic), and in 

other cases endangering the life or normal living conditions of the whole population 

or of a part thereof;  

work performed as a result of a court's sentence that has become final under 

the supervision of the state bodies charged with observance of the legislation in 

execution of court sentences.  

 

Article 20. Parties to Labour Relations 

The parties to labour relations are as follows: an employee and an employer. 

Employee means a natural person who has entered into labour relations with an 

employer. 

A person may enter into labour relations as an employee if he/she has reached the age 

of 16, and also if he/she has not reached that age in the cases and the procedure 

established by the present Code.  

Employer means a natural person or a legal entity (organisation) that has 

entered into labour relations with an employee. In the cases envisaged by federal laws 

it can be another person having a right to conclude labour contracts.  

For the purposes of the present Code the following are "employers being 

natural persons":  
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natural persons who have been registered in the established procedure as 

individual entrepreneurs and who are pursuing entrepreneurial activity without the 

formation of a legal entity, as well as private notaries, solicitors/barristers who have 

established solicitors'/barristers' bureau, and the other persons whose professional 

activities under federal laws are subject to state registration and/or licensing, who 

have entered into labour relations with employees for the purpose of pursuing said 

activities (hereinafter referred to as "employers being individual entrepreneurs"). 

Natural persons violating provisions of federal laws by pursuing said activities 

without state registration and/or licensing who have entered into labour relations with 

employees for the purpose of pursuing these activities are not relieved from their 

obligation to execute the duties vested by the present Code in employers being 

individual entrepreneurs;  

the natural persons who enter into labour relations with employees for the 

purpose of personal services and assistance in the keeping of households (hereinafter 

referred to as "employers being natural persons not deemed individual 

entrepreneurs").  

The rights and duties of an employer in labour relations are exercised by: a 

natural person being an employer; by the managerial bodies of a legal entity 

(organisation) or by the persons empowered by them in the procedure established by 

the present Code, other federal laws and other normative legal acts of the Russian 

Federation, laws and other normative legal acts of subjects of the Russian Federation, 

normative legal acts of local self-government bodies, the constitutive documents of 

the legal entity (organisation) and local normative acts.  

The following are entitled to conclude labour contracts as employers: natural 

persons who have reached the age of 18 if they have civil dispositive capacity in full, 

and also persons who have not reached that age - from the date of their acquiring 

their civil dispositive capacity in full.  

Natural persons who have an independent income, have reached the age of 18 

but are limited by a court in their dispositive capacity are entitled, on the consent in 
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writing of their guardians, to conclude labour contracts with employees for the 

purpose of personal services and assistance in the keeping of households.  

On behalf of natural persons who have an independent income, have reached 

the age of 18 but are declared by a court as lacking dispositive capacity the trustees 

thereof may conclude labour contracts with employees for the purpose of provision of 

personal services to these natural persons and of assisting them in the keeping of 

households.  

Minors aged 14 to 18, except for minors who have acquired civil dispositive 

capacity in full, may conclude labour contracts with employees if they have their own 

earnings, scholarship or other incomes, and on the consent in writing of their legal 

representatives (parents, trustees and guardians).  

In the cases envisaged by Parts 8 - 10 of the present Article the legal 

representatives (parents, trustees, guardians) of the natural persons who act as 

employers bear an supplementary liability for the obligations arising from labour 

relations, in particular, the obligation to pay wages/salaries.  

For the obligations of employers being institutions fully or partially funded by 

an owner (founder), and also of employers being a state enterprise, a supplementary 

liability is borne by the owner (founder) in accordance with federal laws and other 

normative legal acts of the Russian Federation.  

 

Article 21. Main Rights and Duties of the Employee 

The employee shall have the right to: 

conclusion, changing and discontinuation of the labour contract according to the 

procedure and  

on the conditions specified in the present Code, other federal laws; be 

provided with the work stipulated by the labour contract;  

a work place corresponding to state labour protection regulations and the 

terms envisaged by the collective agreement;  

timely and full payment of the earnings according to his qualification, labour 

complexity, quantity and quality of the fulfilled work;  
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rest ensured by the fixing of the normal length of working time, reduced 

working time for individual occupations and categories of employees, providing 

weekly days-off, public holidays, paid annual leaves;  

complete valid information on the working conditions and safety 

requirements at the work place;  

professional training, retraining and professional development according to 

the procedure specified by the present Code, other federal laws;  

unite, including the right to create trade unions and joint them to protect their 

labour rights, liberties and legal interests;  

participation in the management of the organisation in the forms envisaged in 

the present Code, other federal laws and any collective contract;  

arrange collective negotiations and conclusion of collective contracts and 

agreements through his representatives, as well as to information on the fulfillment of 

the collective contract, agreements;  

protection of his labour rights, liberties and legal interests using all methods 

not prohibited by law;  

resolution of personal and collective labour disputes, including the right to 

strike, according to the procedure specified in the present Code, other federal laws;  

indemnification of the damage incurred by the employee because of his 

execution of labour duties and compensation for moral damage according to the 

procedure specified in the present Code, other federal laws;  

obligatory social insurance in cases envisaged in federal laws. 

The employee shall be obliged to: 

conscientiously fulfil his labour duties according to the labour contract; observe 

internal labour rules;  

observe labour discipline; 

fulfil specified labour quotas; 

observe safety requirements; 

treat carefully the property of the employer (including the property of third persons 

held by the employer if the employer is responsible for the custody of this property) 



86 
 

and other employees; 

inform the employer or direct manager without delay of the emergence of a situation 

presenting a hazard to the life and health of people, preservation of the property of 

the employer (including the property of third persons held by the employer if the 

employer is responsible for the custody of this property).  

 

Article 22. Main Rights and Duties of the Employer 

The employer shall have the right to: 

conclude, change and discontinue labour contracts with employees according to the 

procedure  

and on the conditions specified in the present Code, other federal laws; 

hold collective negotiations and conclude collective contracts; 

award employees for efficient conscientious work; 

demand that employees fulfil labour duties and treat carefully the property of the 

employer  

(including the property of third persons held by the employer if the employer 

is responsible for the custody of this property) and other employees; and observe 

internal labour rules;  

impose disciplinary and material responsibility on employees according to the 

procedure specified in the present Code, other federal laws;  

adopt local normative acts (except for employers being natural persons not 

deemed individual entrepreneurs);  

create associations of employers for the purposes of representation and to 

protect his interests and join them.  

The employer shall:  

observe the labour legislation and other normative legal acts containing 

labour law norms, local normative acts, the terms of a collective agreement, 

agreements and labour contracts;  

provide the work stipulated by the labour contract to employees; 

ensure safety and working conditions that meet state labour protection regulations; 
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supply to employees equipment, tools, technical documentation and other things 

required for them to execute their labour duties; 

ensure that employees receive equal payment for labour of equal value; 

pay in full the wages/salaries payable to employees within the term established in 

accordance with the present Code, the collective agreement, in-house employee rules 

and labour contracts; 

conduct collective bargaining talks, and also conclude a collective agreement in the 

procedure established by the present Code;  

provide complete and reliable information to representatives of employees as 

might be required for the purpose of concluding a collective contract or a contract, 

and of monitoring the implementation thereof;  

have employees read normative local acts adopted directly related to their 

working activities against their signatures;  

comply in a timely manner with prescriptions of the federal executive 

governmental body charged with state supervision and control over the observance of 

the labour legislation and other acts containing norms of labour law, other federal 

executive governmental bodies charged with the function of control and supervision 

in the established area of activity, pay fines imposed for breaches of the labour 

legislation and other acts containing labour law norms;  

consider representations made by relevant trade union bodies, by other 

representatives elected by employees concerning revealed breaches of the labour 

legislation and other acts containing labour law norms, take measures for eliminating 

the breaches discovered and inform the said bodies and representatives of the 

measures taken;  

create conditions conducive for the participation of employees in the 

management of the organisation in the forms envisaged by the present Code, other 

federal laws and the collective agreement;  

cater for the everyday needs of employees relating to their execution of their 

labour duties;  
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effectuate the mandatory social insurance for employees in the procedure 

established by federal laws;  

compensate for harm inflicted on employees in connection with their 

executing their labour duties, and also compensate for moral harm in the procedure 

and on the terms established by the present Code, other federal laws and other 

normative legal acts of the Russian Federation;  

execute the other duties envisaged by the labour legislation and other acts 

containing labour law norms, the collective agreement, agreements, local normative 

acts and labour contracts.  

 

Article 56. The Notion of a Labour Contract. Parties to a Labour Contract 

Labour contract means an agreement between an employer and an employee 

whereby the employer undertakes to provide work to the employee in line with the 

labour function stipulated, to ensure the working conditions envisaged by the labour 

legislation and other normative legal acts containing labour law norms, a collective 

agreement, agreements, local normative acts and this agreement, to pay a wage/salary 

to the employee in due time and in full, and the employee undertakes to carry out in 

person the labour function defined by this agreement and observe the employer's in-

house employee rules.  

The parties to a labour contract shall be the employer and the employee.  

 

Article 57. The Content of a Labour Contract 

The following shall be indicated in a labour contract: 

the surname, first name and patronymic of the employee and the name of the 

employer (the surname, first name and patronymic of the employee being a natural 

person) that have concluded the labour contract;  

information on the personal identity documents of the employee and the 

employer being a natural person;  

taxpayer identification number (for employers, except for employers being 

natural persons not deemed individual entrepreneurs);  
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information on the representative of the employer who signed the labour 

contract, and the ground for his being empowered to do so;  

the place and date of conclusion of the labour contract. 

Below are the terms sine qua non of a labour contract: 

employer/the place of work, and if the employee is hired to work in the organisation's 

branch, representative office or another detached structural unit located in another 

area, the place of work including an indication of the detached structural unit and the 

location thereof;  

labour function (working in a position listed in the staff list, occupation, trade 

including an indication of qualification; the specific type of work the employee is to 

perform). If in accordance with federal laws the provision of compensations and 

privileges or the imposition of restrictions is connected with the performance of work 

in specific positions, occupations or trades then the titles/descriptions of these 

positions, occupations or trades and the pertaining qualifications shall comply with 

the titles/descriptions and the requirements in the qualification hand-books approved 

in the procedure established by the Government of the Russian Federation;  

the date of commencement of work, or if a fixed-term contract is concluded, 

also the effective term thereof and the circumstances (reasons) serving as grounds for 

concluding a fixed-term labour contract under the present Code or another federal 

law;  

the terms for remuneration for labour (including base wage or salary (official 

salary) rate of the employee, extra payments, mark-ups and incentives);  

working hours and leisure hours (if for this employee they are different from 

the general rules of the employer);  

compensations for demanding work and for handling harmful materials and/or 

hazardous working conditions if the employee is hired to perform work in such 

conditions, including an indication of the working condition characteristics at the 

workplace;  

the terms and conditions defining where necessary the nature of work 

(mobile, travelling, en route, or another kind of work);  
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the clause on the mandatory social insurance for the employee under the 

present Code and other federal laws;  

other terms and conditions in the cases envisaged by the labour legislation 

and other normative legal acts containing labour law norms.  

If any information and/or terms from among those mentioned in Parts 1 and 2 

of the present Article have not been included in a labour contract when it was 

concluded it shall not be deemed grounds for deeming the labour contract non-

concluded or for the rescission thereof. The labour contract shall be then 

supplemented with the missing information and/or conditions. In this case, the 

missing information shall be entered directly in the text of the labour contract, and 

the missing terms shall be defined in an annex to the labour contract or in a separate 

agreement of the parties concluded in writing, to become an integral part of the 

labour contract.  

A provision may be made in a labour contract for additional terms that do not 

deteriorate the employee's situation in comparison with those established by the 

labour legislation and other normative legal acts containing labour law norms, a 

collective agreement, agreements or local normative acts, in particular as follows:  

indicating the specific place of work (with an indication of the structural unit 

and its location) and/or workplace;  

probation; 

the non-disclosure of legally-protected secrets (state, service, commercial and another 

secrets); the employee's obligation after training to work for at least as long as 

required by the contract if the training was carried out at the expense of the employer; 

the types of, and the terms for, additional insurance for the employee; 

improvement of the social and everyday conditions of the employee and his family 

members; defining more specifically the rights and duties of the employee and the 

employer established by  

the labour legislation and other normative legal acts containing labour law 

norms as applicable to the working conditions of this employee.  
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By agreement of the parties the following may also be included in a labour 

contract: the rights and duties of the employee and the employer established by the 

labour legislation and other normative legal acts containing labour law norms and 

local normative legal acts as well as the rights and duties of the employee and the 

employer ensuing the terms of the collective agreement and agreements. The non- 

inclusion of any of the said rights and/or duties of the employee or the employer in 

the labour contract shall not be deemed as the waiver of such rights or duties.  

 

Article 58. Time Period of the Labour Contract 

Labour contracts may be concluded for: 

1) an indefinite period of time; 

2) a definite period of time for not more than five years (fixed-term labour contract) 

if another time period is not specified in the present Code and other federal laws. 

A fixed-term labour contract is concluded when labour relations cannot be 

established on sine die terms, given the nature of the would-be work or the terms and 

conditions for the performance thereof, and namely in the cases envisaged by Part 1 

of Article 59 of the present Code. In the cases envisaged by Part 2 of Article 59 of the 

present Code a fixed-term labour contract may be concluded by agreement of the 

parties to the labour contract, without account being take of the nature of the would-

be work or the terms and conditions for the performance of the work.  

If the labour contract does not specify its effective time period, the contract is 

considered to be concluded for an indefinite period of time.  

Where neither of the parties has demanded that a fixed-term labour contract 

be rescinded in connection with the expiry of its effective term, and the employee 

continues working after the expiry of the effective term of the labour contract the 

clause on the fixed-term nature of the labour contract becomes no longer effective, 

and the labour contract is deemed concluded sine die.  

A labour contract concluded for a definite period of time in the absence of 

sufficient reasons for this, as established by a court, is considered to be concluded for 

an indefinite period of time.  
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It shall be prohibited to conclude fixed-term labour contracts to avoid 

granting the rights and guarantees envisaged for employees working under labour 

contract concluded for an indefinite period of time.  

 

Article 59. Fixed-Term Labour Contract 

A fixed-term labour contract shall be concluded: 

for the term of execution of the duties of an employee who is on a leave of absence, 

and who  

retains his job in accordance with the labour legislation and other normative 

legal acts containing labour law norms, a collective agreement, agreements, local 

normative acts and a labour contract;  

for the term of performance of temporary (up to two months) work;  

for the purpose of performing seasonal work when due to natural conditions 

work can only be performed during a certain period of time (season);  

with persons who are sent to work abroad;  

for the purpose of performing work going beyond the framework of the 

employer's ordinary activity (re-construction, erection/installation, start-up works and 

other works), and also work that has to do with strictly temporary (up to one year) 

extension of production carried out or scope of services provided;  

with persons who come to work for organisations that have been formed 

intentionally for a fixed period of time or for the purpose of completing a certain 

task;  

with persons who are hired to carry out certain work even though its 

completion cannot be determined by a specific date;  

for the purpose of carrying out works directly relating to the probation and 

professional training of an employee;  

in the cases of election for a specific term to an elected body or elected office 

as a paid job, and also of being hired to carry out work directly relating to supporting 

the activities of members of elected bodies or officials in governmental bodies and 

local self-government bodies, political parties and other public associations;  
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with persons sent by population employment services to carry out temporary 

or communal work; with citizens sent to undergo alternative civil service; 

in the other cases envisaged by the present Code or other federal laws. 

By agreement of the parties a fixed-term labour contract may be concluded:  

with persons hired to work for employers that are small businesses (including 

individual entrepreneurs) having up to 35 employees (or 20 employees in the area of 

retailing and everyday services);  

with old-age retirees hired, and also with persons who are allowed exclusively 

temporary work in accordance with a medical certificate issued in the procedure 

established by federal laws and other normative legal acts of the Russian Federation;  

with persons hired by organisations located in Extreme Northern areas or in 

the areas qualifying as such, if this involves relocation to the place of employment;  

for the purpose of carrying out emergency works for preventing catastrophes, 

disasters, accidents, epidemics, epizootics and also for elimination of the aftermath of 

such and other emergencies;  

with persons selected on the basis of a competition to occupy a position, the 

competition having bee conducted in the procedure established by the labour 

legislation and other normative legal acts containing labour law norms;  

with creative employees of the mass media, cinematographic organisations, 

theatres, theatrical and concert organisations and circuses, with other persons taking 

part in the creation and/or performance (exhibition) of works, with professional 

sportsmen in keeping with the lists of jobs, occupations and positions of these 

employees approved by the government of the Russian Federation with account being 

taken of the opinion of the Russian Trilateral Commission for Regulating Social-

Labour Relations;  

with the heads, deputy heads and chief accountants of organisations, 

irrespective of the organisational legal forms and the forms of ownership thereof;  

with persons undergoing day-time studies; 

with persons combining jobs; 

in the other cases envisaged by the present Code or other federal laws.  
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Article 60. Prohibition on Demanding the Undertaking of Work Not 

Envisaged in the Labour Contract 

It shall be prohibited to demand that an employee undertake work not 

envisaged in the labour contract, except for the cases envisaged in the present Code 

and other federal laws.  

 

Article 60.1. Combining Jobs 

An employee is entitled to conclude labour contracts for the performance of 

another regular job for payment during his time free of his basic employment with the 

same employer (internal job combination) and/or with another employer (external job 

combination).  

The details of regulation of the labour of persons who combine jobs are 

defined by Chapter 44 of the present Code.";  

 

Article 60.2. Combining Occupations (Positions). Expanding Service Area or 

Scope of Work.  

Acting in the Capacity of an Employee Who Is on a Leave of Absence 

without Being Relieved from the Work Defined by a Labour Contract  

With an employee's consent in writing he may be instructed to carry out 

together with the work defined by a labour contract within the established duration of 

working hours (shift) additional work in another or the same occupation (position) for 

an additional payment (Article 151 of the present Code).  

The additional work in another occupation (position) the employee is 

instructed to carry out may be performed by means of combining occupations 

(positions). The additional work the employee is instructed to carry out in the same 

occupation (position) may be performed by means of expanding the service area or 

the scope of work. For the purpose of acting in the capacity of an employee who is on 

a leave of absence without being relieved from the work defined by a labour contract 
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an employee may be instructed to perform additional work either in another or the 

same occupation (position).  

The term for the employee to perform the additional work, the content and 

scope of the work shall be established by the employer with the employee's consent 

in writing.  

The employer is entitled to refuse before due time to carry out the additional 

work, and the employer is entitled to cancel before due time his instructions for the 

performance thereof, having notified the other party accordingly in writing at least 

three working days in advance.  

 

Article 61. Entry into Force of a Labour Contract 

A labour contract shall enter into force from the day of its signing by the 

employee and the employer, if otherwise is not envisaged in the federal laws, other 

normative legal acts of the Russian Federation or labour contract, or from the day 

when the employee is actually admitted to work with the knowledge of or at the order 

of the employer or his representative.  

The employee must begin to execute his labour duties from the day defined in 

the labour contract.  

If the labour contract does not define the day of the beginning of work, the 

employee must begin his work on the next working day after the contract enters into 

force.  

If an employee did not start to work on the day of commencement of work 

established in accordance with Part 2 or Part 3 of the present Article the employer is 

entitled to annul the labour contract. The annulled labour contract is deemed non-

concluded. The annulment of the labour contract does not deprive the employee of 

his right to receive social insurance coverage upon the onset of an insured accident 

during the period of time from the conclusion of the labour contract until the date of 

annulment thereof.  

 

Article 62. Issue of Copies of Documents Pertaining to Work 
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At the written application from the employee, the employer shall be obliged 

to issue to the employee, no later than within three working days of submission of the 

application, copies of documents pertaining to work (copies of the order of admission 

to work, orders of transfer to another work, order of dismissal from work; extract 

from the work-book; certificates of payment, on accrued and actually paid insurance 

contributions for mandatory pension insurance, on the period of work with the given 

employer and other). Copies of documents pertaining to work must be certified 

appropriately and given to the employee free of charge.  

 

Chapter 11. Concluding a Labour Contract  

Article 63. Age from Which It Is Permitted to Conclude a Labour Contract 

Conclusion of a labour contract shall be permitted with persons having 

reached sixteen years of age. 

In the case of receiving a general education or the continuation of studying under a 

basic general education curriculum in an education form other than daytime study or 

leaving the secondary educational institution in compliance with Federal law, a 

labour contract may be concluded by persons having reached fifteen years of age for 

the purpose of carrying out light work that does not harm their health.  

With the consent of one of the parents or the guardianship body, a labour 

contract may be concluded with a student having reached fourteen years of age to 

carry out easy work not that does not harm his/her health or interfere in the process of 

study in the time free from study.  

In organisations of cinematography, theatres, theatrical and concert 

organisations, circuses, it is permitted to conclude, with consent of one of the parents 

(guardian) or permission of the guardianship body, a labour contract with persons 

less than fourteen years of age to take part in the creation and/or performance 

(exhibition) of the pieces of art, if this does not damage health or moral development. 

In this case the labour contract shall be signed on behalf of the employee by the 

parent (guardian). The permission of the trusteeship and guardianship body shall 
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include an indication of the duration of the daily working hours and the other 

conditions under which the work may be performed.  

 

Article 64. Guarantees While Concluding a Labour Contract 

It shall be prohibited to refuse to conclude a labour contract without reason. 

Any direct or indirect restriction of the rights or granting direct or indirect advantages 

in the conclusion of a labour contract depending on sex, race, skin colour, nationality, 

language, origin, property, social and positional status, age, place of residence 

(including the presence or absence of registration at the place of residence or stay), as 

well as other circumstances not pertaining to the business properties of the employees 

shall not be permitted except for the cases envisaged in federal law.  

It shall be prohibited to refuse to conclude a labour contract with women for 

reasons associated with pregnancy or existence of children.  

It shall be prohibited to refuse to conclude a labour contract with employees 

offered a job in writing involving a transfer from another employer within one month 

from the day of quitting the previous place of work.  

At the demand of the person being refused conclusion of a labour contract, 

the employer must report the reason for the refusal in writing.  

Refusal to conclude a labour contract shall be appealable in court.  

 

Article 65. Documents Submitted While Concluding a Labour Contract 

While concluding a labour contract, the hired person shall present to the 

employer: 

passport or another identification document; 

work-book, except for cases when a labour contract is concluded for the first time or 

employee is hired for a second job; 

insurance certificate of state pension insurance; 

military registration documents - for persons liable for military service or draft to 

military service; document of education, qualification or availability of special 

knowledge - if hired for work requiring special knowledge or special training. 
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In individual cases, taking into account the particulars of work, the present Code, 

other federal laws, decrees of the President of the Russian Federation and decisions 

of the Government of the Russian Federation may envisage the need to present 

additional documents while concluding the labour contract.  

It shall be prohibited to demand from the hired person documents other than 

those envisaged in the present Code, other federal laws, decrees of the President of 

the Russian Federation and decisions of the Government of the Russian Federation.  

If a labour contract is concluded for the first time, the workbook and the 

insurance certificate of the state pension insurance shall be drawn up by the 

employer.  

If a person who is being hired does not have a work-record book due to its 

having been lost, damaged or for another reason the employer shall draw up a new 

work-record book on an application in writing of this person (including an indication 

of the cause of the lack of a work-record book).  

 

Article 66. Work-Book 

The work-book of specified type shall be the main document confirming the 

labour activities and the length of service of the employee. 

The form, procedure for keeping and storage of work-books, as well as the procedure 

for making blank work-books and providing employers with them shall be specified 

by the Government of the Russian Federation.  

An employer (except for employers being natural persons not deemed 

individual entrepreneurs) shall keep a work-record book for each employee who has 

worked for the employer for over five days if working for this employer is the main 

job of the employee.  

The work-book is used to enter information on the employee, fulfilled work, 

transfer to other permanent work and termination of employment, as well as reasons 

for discontinuation of the labour contract and information on awards for 

achievements in work. Information on reprimands is not entered in the work-book, 

except when this is the case of dismissal.  
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If the employee so wishes, second job information is entered in the work-

book at the place of the main work on the basis of a document confirming work in 

another organisation.  

 

Article 67. Form of a Labour Contract 

A labour contract shall be drawn up in writing in duplicate, with each of the 

copies signed by the parties. One copy of the labour contract is given to the 

employee, the other remains with the employer. The receipt by an employer of a copy 

of a labour contract shall be confirmed by his signature on the copy of the labour 

contract kept by the employer.  

A labour contract that was not drawn up in writing is considered to be 

concluded if the employer is admitted to work with the knowledge of at the order of 

the employer or his representative. If the employee is actually admitted to work, the 

employer shall be obliged to draw up a labour contract with him in writing no later 

than within three working days from the day when the employee was actually 

admitted to work.  

When the labour contracts are concluded with individual categories of 

employees, the labour legislation and other normative legal acts containing labour 

law norms, may envisage the need to agree on the possibility of concluding labour 

contracts or on their terms with appropriate persons or bodies not being employers to 

these contracts or to draw up the labour contracts in a greater number of copies.  

 

Article 68. The Documenting the Hiring for Work 

Hiring a person for work shall be documented with an order of the employer 

issued on the basis of the concluded labour contract. The contents of the order of the 

employer must correspond to the terms of the concluded contract.  

The hiring order of the employer shall be shown to the employee against 

his/her signature within three days from the day of the actual starting of the work. At 

the employee demand, the employer shall be obliged to give him a copy of the 

mentioned order appropriately certified.  
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When someone is being hired (before a labour contract is signed) the 

employer shall have the employee read the in-house employee rules, other local 

normative acts directly relating to the employee's labour activity and the collective 

agreement andsign that they have done so.  

 

Article 69. Medical Examination (Checkup) at the Conclusion of a Labour 

Contract 

An obligatory preliminary medical examination (checkup) at the conclusion 

of the labour contract shall apply to persons less than eighteen years of age, as well as 

to other persons in the cases envisaged in the present Code and other federal laws.  

 

Article 70. Probation in Case of Hiring 

When a labour contract is concluded a provision may be made therein by 

agreement of the parties for the employee's probation to test his fitness for the job. 

The lack of a probation clause in a labour contract means that the employee is hired 

without probation. If an employee is actually cleared to carry out work without a 

labour contract having been drawn up (Part 2 of Article 67 of the present Code) a 

probation clause may be included in the labour contract only if the parties have drawn 

it up as a separate agreement before the commencement of the work.  

During a probation period the employee is subject to the provisions of the 

labour legislation and other normative legal acts containing labour law norms, the 

collective agreement, agreements and local normative acts.  

Probation on hiring is not imposed for:  

persons selected on the basis of a competition to occupy a certain position, 

such competition having been completed in the procedure established by the labour 

legislation and other normative legal acts containing labour law norms;  

pregnant women and women having children aged up to one year and a half; 

persons under 18; 

persons who have graduated from the primary, secondary and higher vocational 
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education institutions that have passed state accreditation, and who are hired for the 

first time in the trade so acquired within one year after the graduation;  

persons elected to an elected office to work for payment;  

persons invited to a specific job on transfer from another employer by 

agreement between employers;  

persons who conclude a labour contract for a term of up to two months;  

other persons in the cases envisaged by the present Code, other federal laws 

or a collective agreement.  

The term of probation shall not exceed three months, or six months for the 

heads and deputy heads of organisations, chief accountants and deputy chief 

accountants, the heads of branches, representative offices or other detached structural 

units of organisations, except as otherwise established by federal law.  

Where a labour contract is concluded for a term from two to six months the 

probation term shall not exceed two months.  

The term of probation does not include any period of temporary disability of 

the employee and the other periods when he physically was not present at work.  

 

Article 71. Results of Probation During the Hiring Process  

In the case of an unsatisfactory result of probation, the employer shall have 

the right to discontinue the labour contract with the employee before the end of the 

probation period having warned him in writing no later than three days in advance 

while indicating the reasons that served as grounds to recognize this employee as 

having failed to pass the probation. The employee may appeal against the decision of 

the employer in court.  

In the case of an unsatisfactory result of the probation, discontinuation of the 

labour contract shall occur without taking into account the opinion of the appropriate 

trade union body and payment of severance pay.  

If the probation period is over, and the employee continues to work, he is 

considered to have passed the probation, with subsequent discontinuation of the 

labour contract being permitted only on common grounds.  
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If, during the probation period, the employee comes to the conclusion that the 

job offered is not appropriate for him, he may discontinue the labour contract at his 

own will having warned the employer in writing three days in advance.  

 

Chapter 12. Amending a Labour Contract  

Article 72. Amending the Labour Contract Terms Defined by Parties 

Amending the terms of a labour contract defined by the parties, including transfer to 

another job, is admissible only by agreement of the parties thereto, except for the 

cases specified by the present Code. An agreement on amending the labour contract 

terms defined by the parties shall be made in writing.  

 

Article 72.1. Transfer to Another Job. Relocation 

Transfer to another job means a permanent or temporary modification of the 

labour function of an employee and/or structural unit in which an employee is 

working (if the structural unit was specified in the labour contract) in which the 

employee continues working for the same employer, and also relocates to another 

region together with the employer to perform work. Transfer to another job is only 

possible on the employee's consent in writing, save for the cases envisaged by Parts 2 

and 3 of Article 72.2 of the present Code.  

At the request in writing or consent in writing of an employee he may be 

transferred to another permanent job with another employer. In this case the labour 

contract concluded with the previous employer shall be terminated (Item 5 of Part 1 

of Article 77 of the present Code).  

No consent of an employee is required for his being moved to another 

workplace, another structural unit located in the same area with the one and the same 

employer, for his being instructed to work on another mechanism or plant, unless it 

causes a modification of the labour contract terms defined by the parties.  

It is hereby prohibited to transfer or relocate an employee to a job for which 

he is not fit due to his state of health.  
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Article 72.2. Temporary Transfer to Another Job 

By agreement of the parties concluded in writing an employee may be 

temporarily transferred to another job with the same employer for a term of up to one 

year, and if such transfer is made to replace another employee who is temporarily 

absent but who retains his job under a law - until the latter returns to work. If, upon 

the expiry of the term of transfer, the employee's previous job is not returned thereto, 

and he does not demand that it be returned and keeps working then the temporary 

transfer clause is deemed no longer effective and the transfer is deemed permanent.  

In the event of a natural or man-made catastrophe, industrial disaster, accident 

on the job, fire, flood, famine, earthquake, epidemic or epizootic and in any 

extraordinary cases endangering the life or normal living conditions of the whole 

population or a part thereof an employee may be transferred without his consent for a 

term of up to one month to a job which is not stipulated by the labour contract to 

work for the same employer for the purpose of preventing the said events or 

alleviating the aftermath thereof.  

Also an employee may be transferred without his consent for a term of up to 

one month to a job not stipulated by the labour contract to work for the same 

employer in the case of downtime (temporary suspension of work due to economic, 

technological, technical or organisational causes), the need for preventing the 

destruction or damage of property or to replace another employee who is temporarily 

absent if the downtime or the need for preventing the destruction or damage of 

property or replacing the employee who is temporarily absent is due to the 

extraordinary circumstances specified in Part 2 of the present Article. In this case a 

transfer to a job that requires a lower qualification is permitted only with the 

employee's consent in writing.  

Where a transfer takes place in the cases specified by Parts 2 and 3 of the 

present Article the employee is paid for the work he performs and at a rate not below 

the average earnings in his previous job.  
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Article 73. Transferring an Employee to Another Job according to a Medical 

Certificate 

An employee who needs to be transferred to another job in accordance with a 

medical certificate issued in the procedure established by federal laws and other 

normative legal acts of the Russian Federation shall be transferred by the employer 

with the employee's written consent to another job which the employer has and which 

is not contra-indicated for the employee because of his state of health. 

If an employer who needs to be temporarily transferred to another job in accordance 

with a medical certificate for a term of up to four months refuses to be transferred or 

if the employer does not have an appropriate job then the employer shall remove the 

employee from his job for the whole term indicated in the medical certificate, with 

the job (position) being retained by the employer. During the period of removal from 

the job no wage/salary shall be accrued, except for the cases specified by the present 

Code, other federal laws, the collective agreement, agreements and the labour 

contract. 

If according to a medical certificate an employee needs to be transferred to another 

job temporarily for a term of over four months or permanently then if he refuses to be 

transferred or if the employer does not have an appropriate job the labour contract 

shall be terminated in accordance with Item 8 of Part 1 of Article 77 of the present 

Code. 

Labour contracts with the heads or deputy heads and chief accountants of 

organisations (branches, representative offices or other detached structural units) 

who, according to medical certificates, need a temporary or permanent transfer to 

another job, if they refuse to be transferred or if the employer does not have an 

appropriate job, shall be terminated in accordance with Item 8 of Part 1 of Article 77 

of the present Code. With the consent in writing of said employees the employer is 

entitled to abstain from terminating the labour contracts concluded with them, and to 

remove them from their jobs for a term defined by agreement of the parties. During 

the period of removal from the job no salary shall be accrued for said employees, 
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except for the cases envisaged by the present Code, other federal laws, the collective 

agreement, agreements and the labour contracts.  

 

Article 74. Amendment of Labour Contract Terms by the Parties Due to 

Reasons Relating to a Change in Organisational or Technological Working 

Conditions  

If, due to reasons relating to a change in organisational or technological 

working conditions (changes in production machinery and technologies, structural re-

organisation of production facilities and other reasons) the terms of a labour contract 

defined by parties cannot be preserved they may be modified at the initiative of the 

employer, except for changing the labour function of the employee.  

The employer shall notify the employee in writing of a forthcoming change in 

the terms of the labour contract defined by the parties, and also of the reasons for 

such change at least two months in advance, except as otherwise envisaged by the 

present Code.  

If the employee does not agree to work in new conditions then the employer 

shall offer him in writing another job the employer has (either a vacant position or a 

job that meets the qualification of the employee or a vacant lower position or lower-

paid job) for which the employer is fit with due regard to his state of health. In this 

case, the employer shall offer to the employer all the vacancies which he has in the 

given locality and which meet the said requirements. The employer has to offer 

vacant places in other localities if there is a provision to this effect in the collective 

agreement, agreements or the labour contract.  

If there is no such job or if the employee refuses to accept the job offered the 

labour contract shall be terminated in accordance with Item 7 of Part 1 of Article 77 

of the present Code.  

If the reasons specified in Part 1 of the present Article could cause a mass 

dismissal of employees the employer is entitled for job preservation purposes to 

establish a regime with an incomplete working day (shift) and/or incomplete working 

week for a term of up to six months with account being taken of the opinion of the 
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elected body of the primary trade union organisation and in the procedure established 

by Article 372 of the present Code for the purpose of adopting local normative acts.  

If the employee refuses to continue working in the incomplete working day 

(shift) and/or incomplete working week regime then the labour contract shall be 

rescinded in accordance with Item 2 of Part 1 of Article 81 of the present Code. In 

this case, the relevant guarantees and compensations shall be provided to the 

employee.  

The revocation of the regime of incomplete working day (shift) and/or 

incomplete working week before the expiry of the term for which they were 

established shall be effectuated by the employer with account taken of the opinion of 

the elected body of the primary trade union organisation.  

The amendment of the labour contract terms defined by the parties made in 

accordance with the present Article shall not deteriorate the situation of the employer 

in comparison with those established by the collective agreement and agreements.  

 

Article 75. Labour Relations in the Case of a Change of Proprietor of the 

Organisation, Change of the Agency Affiliation of the Organisation, Its 

Reorganisation  

In the case of a change of the proprietor of the organisation, the new 

proprietor, no later than within three months from the day of emergence of his 

property right, may discontinue the labour contract with the manager of the 

organisation, his deputies and the chief accountant.  

The change of proprietor of the organisation may not serve as grounds to 

discontinue the labour contracts with other employees of the organisation.  

If an employee refuses to continue to work because of the change of the 

proprietor of the organisation, the labour contract is discontinued in compliance with 

Item 6 of Article 77 of the present Code.  

In the case of the change of proprietor of the organisation, redundancy or staff 

cuts shall be permitted only after the state registration of the transfer of the property 

right.  
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A change in the jurisdiction (subordination) of an organisation or a re-

organisation (merger, accession, division, separation or transformation) of an 

organisation shall not be deemed grounds for rescission of the labour contracts 

concluded with the organisation's employees.  

In the case of a refusal of the employee to continue to work in the cases 

envisaged in Part 5 of the present Article, the labour contract is discontinued in 

compliance with Item 6 of Article 77 of the present Code.  

 

Article 76. Removal from Work 

An employer shall not let an employee work (shall not clear an employee for 

work) if: 

the employee has reported to work in a state of alcoholic, narcotic or another 

intoxication; 

the employee has not undergone training and examination of his knowledge and skills 

in the area of labour protection in the established procedure; 

the employee has not undergone a mandatory medical examination (checkup) in the 

established procedure, and a mandatory psychiatric examination in the cases 

envisaged by federal laws and other normative legal acts of the Russian Federation;  

contra-indications for the employee's performing the work stipulated in the 

labour contract have been discovered as stated in a medical certificate issued in the 

procedure established by federal laws and other normative legal acts of the Russian 

Federation;  

the employee's special right (a licence, vehicle driving licence, weapon-

carrying licence or another special right) has been suspended for a term of up to two 

months in accordance with federal laws and other normative legal acts of the Russian 

Federation if it makes it impossible for the employee to execute his duties under the 

labour contract, and if the employee cannot be transferred with his consent in writing 

to another job the employer has (either a vacant position or a job meeting the 

employee's qualification or a vacant lower position or lower-paid job) which the 

employee can perform with account taken of his state of health. In this case, the 
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employer shall offer the employee all the vacancies which he has in the given area 

that meet the said requirements. The employer has to offer vacant positions in other 

areas if there is a provision to this effect in the collective agreement, agreements or 

the labour contract;  

at the demand of the bodies or officials empowered by federal laws and other 

normative legal acts of the Russian Federation;  

in the other cases envisaged by federal laws and other normative legal acts of 

the Russian Federation.  

The employer shall remove the employee from work (not permit access to 

work) for the whole period of time before elimination of the circumstances having 

caused the removal or banning from work.  

In the period of removal from work (being banned from work), the earnings 

to the employee shall not accrue except for the cases envisaged in the present Code or 

other federal laws. In cases of removal from work of an employee having failed to 

pass studies and checks of knowledge and skills in the safety sphere or obligatory 

preliminary or periodic medical examination (checkup) through a fault other than his, 

he shall receive earnings for the whole period of removal from work as for downtime.  

 

Chapter 13. Discontinuation of a Labour Contract  

Article 77. General Grounds for Discontinuation of a Labour Contract 

 

Below are the grounds for terminating a labour contract: 

1) agreement of the parties (Article 78 of the present Code); 

2) the expiry of the labour contract's effective term (Article 79 of the present Code), 

except for cases when labour relations actually continue, and neither of the parties 

has demanded that they be terminated;  

3) the rescission of the labour contract at the employee's initiative (Article 80 

of the present Code);  

4) the rescission of the labour contract at the employer's initiative (Article 71 

and 81 of the present Code);  
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5) the transfer of the employee at his request or consent to another job with 

another employer or his transfer to an elected job (position);  

6) the employee's refusal to continue working due to the change of owner of 

the organisation's property, change of the organisation's jurisdiction (subordination) 

or to the organisation's re-organisation (Article 75 of the present Code);  

7) the employee's refusal to continue working due to a change in the labour 

contract terms defined by the parties (Part 4 of Article 74 of the present Code);  

8) the employee's refusal to be transferred to another job as might be required 

according to his medical certificate issued in the procedure established by federal 

laws and other normative legal acts of the Russian Federation or the fact that the 

employer does not have an appropriate job (Parts 3 and 4 of Article 73 of the present 

Code);  

9) the employee's refusal to be transferred to a job to another area together 

with the employer (Part 1 of Article 72.1 of the present Code);  

10) circumstances beyond the control of the parties (Article 83 of the present 

Code);  

11) a violation of the rules established by the present Code or another federal 

law for the conclusion of a labour contract if this violation makes the continuation of 

work impossible (Article 84 of the present Code).  

The labour contract may also be discontinued for other reasons envisaged in 

the present Code and other federal laws.  

 

Article 78. Discontinuation of a Labour Contract at the Agreement of the 

Parties 

The labour contract may be discontinued at any moment at the agreement of 

the parties to the labour contract.  

 

Article 79. Termination of a Fixed-Term Labour Contract 

A fixed-term labour contract shall be terminated upon the expiry of its 

effective term. An  
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employee shall be warned in writing of the termination of his labour contract 

due to the expiry of the effective term thereof at least three calendar days before his 

dismissal, except for the case of expiry of the effective term of a fixed-term labour 

contract concluded for the period of execution of duties of an employee who is not 

present.  

A labour contract concluded for the time of fulfilling certain work shall be 

terminated upon termination of this work.  

A labour contract concluded for the time of execution of the duties of an 

absent employee shall be terminated with the return of this employee to work.  

A labour contract concluded for the purpose of performing seasonal work 

during a certain period (season) shall be terminated upon the expiry of the period 

(season).  

 

Article 80. Discontinuation of a Labour Contract at the Employee Imitative 

(Own Will) 

The employee may discontinue a labour contract having warned the employer 

of this in writing not later than two weeks in advance, except if another term is 

established by the present Code or another federal law. The said term shall be 

deemed to start on the day after the employer receives the employee's release 

application. 

On agreement between the employee and the employer, the labour contract may also 

be discontinued before the expiry of the notice of the discontinuation. 

If the employee's application for resignation at his initiative (own will) is caused by 

the impossibility to continue the work (admission to educational institution, 

retirement and other cases), as well as in cases of established violation by the 

employer of the labour legislation and other normative legal acts containing the 

norms of labour legislation, local normative acts, the terms of the collective contract, 

agreement or labour contract, the employer shall be obliged to discontinue the labour 

contract within the time period indicated in the employee's application.  
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The employee may withdraw his application any time before the expiry of the 

time of notice of resignation. The resignation in this case is not effected if another 

employee has not been invited for this job in writing who, according to the present 

Code and other federal laws, may not be refused conclusion of a labour contract.  

Upon expiry of the time of notice of resignation, the employee may stop 

fulfilling his work. On the last day of work, the employer must hand the work-book 

to the employee, other documents pertaining to work if there is a written application 

of the employee, and make all final payments.  

If the labour contract has not been discontinued, and the employee does not 

insist on dismissal upon expiry of the time of notice of resignation, the labour 

contract is not discontinued.  

 

Article 81. Discontinuation of a Labour Contract at the Employer's Initiative 

The labour contract may be discontinued by the employer in cases of: 

1) liquidation of the organisation or termination of the activities of an individual 

entrepreneur; 2) redundancy or staff cuts at the organisation, individual entrepreneur;  

3) the employee's failure to meet the requirements associated with his position 

or job due to insufficient qualifications as confirmed by the results of an attestation;  

c) change of the proprietor of the organisation (with respect to the manager of 

the organisation, his deputies and the chief accountant);  

5) numerous failures by the employee to fulfil labour duties without 

justifiable reasons if he has been reprimanded;  

6) a single severe violation by the employee of his labour duties:  

a) absenteeism, i.e. absence from the workplace without a good reason during 

the whole working day (shift) irrespective of the duration thereof, and also in the 

event of absence from the workplace without a good reason for more than four 

consecutive hours during the working day (shift);  

b) the appearance of the employee at the workplace (at his workplace or on 

the territory of the employer's organisation or of the facility where the employee has 
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to perform his labour function on the instructions of the employer) in the state of 

alcoholic, narcotic or another intoxication;  

c) disclosure of the secret protected by the law (state, commercial, service and 

other) that became know to the employee as a result of his execution of labour duties, 

including the disclosure of the personal information of another employee;  

d) committing pilferage at the place of work (including petty pilferage) of 

others' property, embezzlement, wilful destruction or damage to property as 

determined by a court ruling that has entered into legal force or the decision of a 

judge, body, official empowered to hear administrative offences cases;  

e) the fact, established by a labour protection commission, of violation by the 

employee of the labour protection requirements if this resulted in severe 

consequences (industrial accident, disaster) or is known to have created a real hazard 

of such consequences;  

7) committing of culpable actions by an employee directly handling money or 

valuables if these actions provide grounds to loose confidence in him on the part of 

the employer;  

8) committing by an employee engaged in educational functions of an 

immoral deed that is incompatible with the given work;  

9) adoption of an unjustifiable decision by the manager of the organisation 

(branch, representation office), his deputies and the chief accountant that resulted in 

damage to property, its illegal use or other damage to the property of the 

organisation;  

10) a single severe violation by the manager of the organisation (branch, 

representation office) or his deputies of their labour duties;  

11) presentation of faked documents by the employee to an employer at the 

conclusion of the labour contract;  

12) abrogated;  

See the text of Item 12 of part one of Article 81  

13) cases envisaged in the labour contract with the manager of the 

organisation, members of the collegial executive body of the organisation;  
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14) in other cases specified in the present Code and other federal laws.  

The procedure for carrying out an attestation (Item 3 of Part 1 of the present 

Article) shall be established by the labour legislation and other normative legal acts 

containing labour law norms, local normative acts adopted with account taken of the 

opinion of employees' representative body.  

A dismissal on the ground specified by Item 2 or 3 of Part 1 of the present 

Article is admissible if the employee cannot be transferred with his consent in writing 

to another job the employer has (either a vacant position or a job meeting the 

qualifications of the employee or a vacant lower position or a lower- paid job) which 

the employee can perform with account taken of the state of his health. In this case, 

the employer shall offer the employee all the vacancies which the employer has in the 

given area meeting the said requirements. The employer has to offer vacancies in 

other areas if there is a provision to this effect in the collective agreement, 

agreements and the labour contract.  

In the event of termination of the activities of an organisation's a branch, 

representative office or other detached structural unit located in another area the 

rescission of labour contracts with the employees of the unit shall be carried out in 

keeping with the rules envisaged for winding up the organisation.  

The dismissal of an employee on the grounds envisaged by Item 7 or 8 of Part 

1 of the present Article in cases when a guilty action causing a loss of confidence or 

an immoral act has been committed by an employee off the job or on the job but 

other than in connection with his executing his labour duties is prohibited later than 

one year after the misconduct was discovered by the employer.  

It is prohibited to dismiss an employee at the employer's initiative (except for 

the case of winding up an organisation or termination of the activity of an individual 

entrepreneur) during his temporary disability or during his leave of absence.  

 

Article 82. Obligatory Participation of the Elective Body of the Primary Trade 

Union Organisation in the Consideration of the Issues Pertaining to the 

Discontinuation of the Labour Contract at the Employer's Initiative  
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When adopting a decision on redundancy or staff cuts at an organisation or 

individual entrepreneur and possible discontinuation of the labour contracts with 

employees under Item 2 of Part 1 of Article 81 of the present Code, the employer 

must inform the elective body of the primary trade union organisation of this in 

writing no later than two moths in advance of the beginning of the appropriate 

measures, and if the decision on the redundancy or staff cuts may result in large-scale 

dismissal of employees - no later than three months in advance of the beginning of 

the appropriate measures. The criteria for large-scale dismissal are provided in 

industry sector and/or territorial agreements.  

Dismissal under the grounds envisaged by Items 2, 3 or 5 of Part 1 of Article 

81 of the present Code of employees being trade union members shall be carried out 

taking into account the motivated opinion of the elective body of the primary trade 

union organisation in compliance with Article 373 of the present Code.  

In the case of a certification that may serve as grounds for employee dismissal 

under Item 3 of Article 81 of the present Code, the certification commission should 

include on an obligatory basis a representative of the elected body of the relevant 

primary trade union organisation.  

The collective contract may set forth another procedure for obligatory 

participation of the elective body of the primary trade union organisation in the 

consideration of issues pertaining to discontinuation of the labour contract at the 

employer's initiative.  

 

Article 83. Discontinuation of the Labour Contract Due to Circumstances 

Beyond the Will of the Parties  

The labour contract shall be discontinued due to the following circumstances 

beyond the will of the parties: 

1) the employee being drafted for military service or being sent for alternative civil 

service in place thereof; 

2) restoration of an employee having fulfilled this work earlier at the decision of the 

state labour inspectorate or a court; 
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3) failure to be elected to a position; 

4) employee being sentenced to a punishment ruling out the continuation of the 

previous work according to a court sentence having entered into legal force; 

5) employee being recognized as incapable of carrying out labour activity in 

accordance with a medical certificate issued in the procedure established by federal 

laws and other normative legal acts of the Russian Federation;  

6) death of the employee or employer (if a natural person), as well as the 

employee or employer (if a natural person) being recognized by the court as dead or 

missing;  

7) occurrence of emergency circumstances preventing the continuation of 

labour relations (military actions, disaster, natural disaster, large accident, epidemic 

and other emergencies) if the given circumstance is recognized by a decision of the 

Government of the Russian Federation or the body of state power of the appropriate 

subject of the Russian Federation;  

8) a disqualification or other administrative penalty that precludes the 

employee from executing his duties under the labour contract;  

9) the expiry of the effective term of, the suspension for a term of over two 

months or the deprivation of a special right of the employee (a licence, vehicle 

driving licence, weapon carrying licence or another special right) in accordance with 

federal laws and other normative legal acts of the Russian Federation if this causes 

the impossibility of the employee's executing his duties under the labour contract;  

10) the termination of clearance for handling state secret information if the 

work performed requires such clearance;  

11) the recalling of a court's decision or recalling (declaring as illegal) of a 

decision of a state labour inspectorate on reinstatement of the employee;  

12) bringing the total number of workers which are foreign citizens or 

stateless persons into accord with the admissible share of such workers established by 

the Government of the Russian Federation for the employers exercising certain kinds 

of economic activities in the territory of the Russian Federation.  
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The termination of a labour contract on the grounds envisaged by Items 2, 8, 

9 or 10 of Part 1 of the present Article is admissible if the employee cannot be 

transferred with his consent in writing to another job the employer has (either a 

vacant position or job meeting the qualifications of the employee or a lower vacant 

position or lower-paid job) which the employee can perform with account taken of 

his state of health. In this case, the employer has to offer to the employee of the 

vacancies the employer has in the given area meeting the said requirements. The 

employer shall offer vacancies in other areas if there is a provision to this effect in the 

collective agreement, agreements or the labour contract.  

A labour contract shall be terminated for the reason provided for by Item 12 

of Part One of this Article at the latest upon termination of the time period 

established by the Government of the Russian Federation for bringing by employers 

exercising certain kinds of economic activities on the territory of the  

Russian Federation the total number of workers who are foreign citizens or 

stateless persons into accord with the permissible share of such workers.  

Article 84. Discontinuation of a Labour Contract Due to Violation of the 

Rules for Conclusion of the Labour Contract Specified in the Present Code or 

Another Federal Law  

The labour contract shall be discontinued due to violation of the rules on its 

conclusion specified in the present Code or another federal law (Item 11 of Part 1 of 

Article 77 of the present Code), if the violation rules out an opportunity to continue 

the work, in the following cases:  

conclusion of the labour contract in violation of a court ruling disqualifying a 

particular person from occupying certain positions or engaging in certain activities;  

conclusion of the labour contract to fulfil works contraindicated for the given 

employee because of the health condition as specified in a medical statement issued 

in the procedure established by federal laws and other normative legal acts of the 

Russian Federation;  
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absence of the appropriate education document if the carrying out of the work 

requires special knowledge in compliance with federal law or another normative legal 

act;  

the conclusion of a labour contract in breach of a decision of a court, body or 

official empowered to hear cases of administrative offences, disqualifications or other 

administrative penalties that make it impossible for the employee to execute his 

duties under the labour contract;  

in the other cases envisaged by federal laws.  

In the cases envisaged by Part 1 of the present Article a labour contract shall 

be terminated if the employee cannot be transferred with his consent in writing to 

another job the employer has (either a vacant position or job that meets the 

employee's qualification or a vacant lower position or lower-paid job) which the 

employee can perform with account taken of his state of health. In this case the 

employer shall offer to the employee all the vacancies the employer has in this area 

meeting the said requirements. The employer shall offer vacancies in other areas if 

there is a provision to this effect in the collective agreement, agreements or the labour 

contract.  

If a violation of the rules established by the present Code or another federal 

law for the conclusion of a labour contract is not due to the fault of the employee then 

severance pay shall be paid to the employee in the amount of his average monthly 

earnings. If the violation of the said rules is due to the employee's fault then the 

employer is not obliged to offer another job thereto, and no severance pay is payable 

to the employer.  

 

Article 84.1. General Procedure for Formalising the Termination of a Labour 

Contract 

The termination of a labour contract shall be made formal by an order 

(instructions) of the employer. 

The employee shall read the employer's order (instructions) on termination of the 

labour contract against the employee's signature. If the employee so requests, the 
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employer shall issue a copy of said order (instructions) attested in the appropriate 

manner. If the order (instructions) on termination of a labour contract cannot be 

brought to the notice of the employee or if the employee refuses to read it against his 

signature then an annotation about this shall be entered in the order (instructions).  

In all cases the date of termination of a labour contract is the last day of the 

employee's work, except for cases when the employee has not been actually working 

but his job (position) was retained by him according to the present Code or another 

federal law.  

On the day of termination of the labour contract the employer shall hand over 

the employee's work-record book to the employee and settle accounts with him in 

accordance with Article 140 of the present Code. On the employee's application in 

writing the employer shall also hand over copies of the documents concerning the job 

attested to in an appropriate manner.  

An entry shall be made in the work-record book concerning the ground and 

reason for the termination of the labour contract strictly in compliance with the 

language of the present Code or other federal law, and with reference to the relevant 

Article, part of Article, item of Article of the present Code or other federal law.  

If, on the day of termination of the labour contract, the work-record book 

cannot be handed to the employee due to his absence or his refusal to accept it the 

employer shall send a notice to the employee of the need to report for the purpose of 

taking the work-record book or granting his consent to his work- record book's being 

sent by post. From the date of dispatch of said notice the employer is relieved from 

liability for a delay in handing out the work-record book. Also the employer is not 

liable for a delay in handing out a work-record book if the last day of work does not 

coincide with the date of formalisation of termination of labour relations when an 

employee is dismissed on the ground envisaged by Subitem "a" of Item 6 of Part 1 of 

Article 81 or Item 4 of Part 1 of Article 83 of the present Code, or when a woman is 

dismissed who has a labour contract that has been extended until the end of 

pregnancy under Part 2 of Article 261 of the present Code. At an application in 

writing of an employee who has not received his work-record book after dismissal 
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the employer shall hand over the book within three working days after the employee's 

application.  

 

Section IV. Working Time Chapter 15. General Provisions  

Article 91. The Notion of Working Time. The Standard Length of the 

Working Time 

Working time is the time when the employee must fulfil labour duties in compliance 

with internal labour rules and the terms of the labour contract, as well as other 

periods of time classed as working time in compliance with the present Code, other 

federal laws and other normative legal acts of the Russian Federation. 

The standard length of the working time may not be greater than 40 hours per week. 

The employer must keep records of the time actually worked by each employee.  

 

Article 92. Reduced Length of the Working Time 

Reduced working hours shall be established: 

for employees aged below 16: up to 24 hours a week; 

for employees aged from 16 to 18: up to 35 hours a week; 

for employees who are disabled, Disability Groups I or II: up to 35 hours a week; 

for employees working in harmful and/or hazardous working conditions: up to 36 

hours a week in the procedure established by the Government of the Russian 

Federation with account taken of the opinion of the Russian Trilateral Commission 

for Regulating Social-Labour Relations.  

The length of the working time of students of general educational institutions 

up to eighteen years of age working during the period of study in the time free from 

study may not be greater than half of the norm specified in Part 1 of the present 

Article for persons of the relevant age.  

The present Code and other federal laws may specify reduced length of the 

working time for other categories of employees (pedagogical, medical and other 

workers).  
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Article 93. Part-Time Work 

An incomplete working day (shift) or incomplete working week may be fixed 

by agreement between the employee and the employer at hiring or later. The 

employer shall be obliged to set an incomplete working day (shift) or incomplete 

working week at the request of an expectant mother, one of the parents (trustee) with 

a child up to fourteen years of age (invalid child up to eighteen years of age), as well 

as a person taking care of a sick member of the family as specified in the medical 

statement issued in the procedure established by federal laws and other normative 

legal acts of the Russian Federation.  

With a part-time work arrangement, the earnings to the employee are paid in 

proportion to the working time or depending on the fulfilled volume of work.  

Work under part-time arrangement does not incur any restrictions of the 

length of the main annual paid leave, calculation of the length of service and other 

labour rights of the employee.  

 

Article 94. Length of the Permitted Working Day (Shift) 

Length of the permitted working day (shift) may not be greater than: 

for employees fifteen to sixteen years of age - 5 hours, sixteen to eighteen years of 

age - 7 hours; for students of general educational institutions, institutions of primary 

and secondary professional education combining work and study during the school 

year: fourteen to sixteen years of age - 2.5 hours, sixteen to eighteen years of age - 4 

hours;  

for invalids - according to the medical statement issued in the procedure 

established by federal laws and other normative legal acts of the Russian Federation.  

For employees engaged in the work with adverse and/or hazardous working 

conditions and reduced length of working time, the maximum permitted length of the 

permitted working day (shift) may not be greater than:  

with a 36-hour working week - 8 hours; 

with a 30-hour working week and less - 6 hours. 

A collective agreement may include a provision for an increase of daily working 
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hours (shift duration) in comparison with the daily working hours (shift duration) 

established by Part 2 of the present Article for employees working in harmful and/or 

hazardous working conditions, provided the maximum weekly working hours 

duration (Part 1 of Article 92 of the present Code) and the hygienic working 

conditions standards established by federal laws and other normative legal acts of the 

Russian Federation are observed.  

The duration of daily working hours (shift) of the creative employees of the 

mass media, cinematographic organisations, television and video-shooting teams, 

theatres, theatrical and concert organisations, circuses and other persons taking part 

in the creation and/or performance (exhibition) of works, professional sportsmen in 

accordance with the lists of jobs, occupations and positions of such employees 

confirmed by the Government of the Russian Federation with account taken of the 

opinion of the Russian Trilateral Commission for Regulating Social-Labour Relations 

may be established by a collective agreement, local normative act or labour contract.  

 

Article 95. Length of Work on the Eve of Public Holidays and Days-Off 

The length of the working day or shift directly preceding a public holiday 

shall be reduced by one hour. 

In continuous-process organisations and in individual types of works not permitting 

the reduction of the length of the work (shift) on the eve of a holiday, the overtime is 

compensated by additional time of rest granted to the employee or, with his consent, 

payment according to the norms specified for overtime work.  

On the eve of days-off, the length of work with a six-day working week 

arrangement may not be greater than five hours.  

 

Article 96. Night-Time Work 

Night time is the time from 22:00 through 6:00 . 

The length of night-time work (shift) is reduced by one hour without the need to 

subsequently work this off. 

Night-time work (shift) is not reduced for employees enjoying reduced length of 
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work, as well as for employees hired especially for night-time work if otherwise is 

not envisaged in the collective contract. The length of night-time work shall be equal 

to the length of the day-time work in cases when it is necessary according to the 

conditions of work, as well as in shift work with a six-day working week 

arrangement with one day-off. The list of the mentioned jobs may be defined in the 

collective contract or local normative act. 

Night-time work is not permitted for: expectant mothers; employees under eighteen 

years of age except for those engaged in creation and/or performance of works of art 

and other categories of employees in compliance with the present Code and other 

federal laws. Women with children of up to three years of age, invalids, employees 

with invalid children, as well as employees taking care of the sick members of their 

families as specified in a medical statement issued in the procedure established by 

federal laws and other normative legal acts of the Russian Federation, mothers and 

fathers bringing up children up to five years of age without a spouse, as well as 

trustees of children of the mentioned age may be engaged in night-time work only 

with their written consent and under the condition that such work is not prohibited for 

them according to the health condition as specified in the medical statement. In these 

cases, the mentioned employees must be notified in writing of their right to refuse the 

nighttime work.  

The procedure for night-time work of creative employees of the mass media, 

cinematographic organisations, television and video-shooting teams, theatres, 

theatrical and concert organisations, circuses taking part in the creation and/or 

performance (exhibition) of works, professional sportsmen in accordance with the 

lists of jobs, occupations, positions of these employees confirmed by the Government 

of the Russian Federation with account taken of the opinion of the Russian Trilateral 

Commission for Regulating Social-Labour Relations may be established by a 

collective agreement, local normative acts or labour contract.  

 

Article 97. Working Outside the Established Working Hours 
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In the procedure established by the present Code an employer is entitled to 

have an employee work outside the working hours established for this employee in 

accordance with the present Code, other federal laws and other normative legal acts 

of the Russian Federation, the collective agreement, agreements, local normative acts 

or the labour contract (hereinafter referred to as "the working hours established for an 

employee"):  

for overtime work (Article 99 of the present Code); 

if the employee works on the terms of irregular working hours (Article 101 of the 

present Code).  

 

Article 99. Overtime 

Overtime means a work performed by an employee at the initiative of an 

employer outside the duration of working hours established for the employee, i.e. the 

working day (shift), or outside of the normal number of working hours in recording 

period if an accumulated time recording system is used.  

An employer may have an employee work overtime with the employee's 

consent in writing in the following cases:  

1) when there is a need to carry out (complete) work started which due to an 

unforeseen delay relating to production technical conditions could not be carried out 

(completed) within the working hours established for the employee if the non-

performance (noncompletion) of the work can lead to damage or peril of the 

employer's property (including third persons' property held by the employer if the 

employer is liable for custody of the property), state or municipal property or can 

endanger human life and health;  

2) when temporary works are carried out in terms of repair and restoration of 

mechanisms and structures in cases when their inoperability can cause termination of 

work for a significant number of employees;  

3) for the purpose of continuing work when the employee that was to work 

the next shift did not report for work when the work cannot tolerate a break. In such 
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cases the employer is to take measures immediately to replace the employee with 

another one.  

An employer may have an employee work overtime without the employee's 

consent in the following cases:  

1) when works are performed as required for preventing a catastrophe, an 

industrial disaster or elimination of the aftermath of a catastrophe, industrial disaster 

or natural calamity;  

2) when works are performed for the public benefit to eliminate unforeseen 

circumstances that disrupt the normal operation of water-supply, gas-supply, heating, 

lighting, sewerage, transport and communication systems;  

3) when works are performed for which the need is due to the declaration of a 

state of emergency or martial law, and also when necessary works are performed in 

emergency situations, i.e. a disaster or a threat of a disaster (fire, flood, famine, 

earthquake, epidemic or epizootic) and in other cases when the lives or normal living 

conditions of the whole population or of a part thereof are endangered.  

In other cases causing an employee to work overtime is permitted with the 

employee's consent in writing and with account taken of the opinion of the elected 

body of the primary trade union organisation.  

It is prohibited to cause the following to work overtime: pregnant women, 

employees aged below 18, other categories of employees in accordance with the 

present Code and other federal laws. Disabled persons, women who have children 

aged below three may be made to work overtime only if they agree in writing to do 

so, unless they are prohibited from working overtime due to their state of health 

according to a medical certificate issued in the procedure established by federal laws 

and other normative legal acts of the Russian Federation. In this case disabled 

persons and women having children aged below three shall be familiarised, against 

their signatures, about their right to refuse to work overtime.  

The duration of overtime work shall not exceed four hours for each employee 

for two days in a row and 120 hours per year.  
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An employer shall arrange for an exact record to be kept of the duration of 

overtime work carried out by each employee.  

 

Chapter 16. Working Time Regime  

Article 100. Working Time Regime 

The working time regime must provide for the length of the working week 

(five-day week with two days-off, six-day week with one day-off, working week with 

flexible-schedule and days-off, incomplete working week), work with irregular 

working day for individual categories of employees, length of daily work (shift), 

including incomplete working day (shift), time of the beginning and end of work, 

time of breaks, number of shifts per day, rotation of working days and days-off that 

are specified in internal labour rules in compliance with the labour legislation and 

other normative legal acts containing labour law norms, collective contract, 

agreements, or a labour contract for the employees whose working hours differ from 

the general rules practiced by the given employer.  

The particulars of the working time and rest time regime of employees of 

transportation, communications and other spheres with work of a specific nature shall 

be defined according to the procedure fixed by the Government of the Russian 

Federation.  

Article 101. Unregulated Working Day 

Unregulated working day is a special working regime when individual 

employees may be engaged in fulfilling their labour functions from time to time at 

the order of the employer if necessary in excess of the length of the working time 

established for them. The list of positions of employees with unregulated working 

day shall be fixed in the collective contract, agreements or a local normative acts 

adopted with account taken of the opinion of the representative body of employees.  

 

Article 102. Work According to Flexible Working Time Regime 

With a flexible working time regime, the beginning, end or total length of the 

working day (shift) shall be defined in accordance with the agreement between the 
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parties. 

The employer shall provide for the employee to work the total number of working 

hours within respective registered periods (working day, week, month or other).  

 

Article 103. Working in Shifts 

Working in shifts - in two, three or four shifts - is introduced in cases when 

the duration of the production process exceeds the permissible length of working day, 

as well as for the purposes of more efficient use of equipment, increase of the volume 

of produced output or rendered services.  

With the shift work arrangement, each of the groups of employees must 

undertake the work for a specified length of the working time according to the shift 

schedule.  

When compiling the shift schedules, the employer must take into account the 

opinion of the representative body of the employees in the procedure established by 

Article 372 of the present Code for the purpose of adopting local normative acts. The 

shift schedules shall be supplied as appendices to the collective contract as a rule.  

The shift schedules shall be conveyed to the employees no later than one 

month in advance of their introduction.  

Working for two shifts in a row shall be prohibited.  

Article 104. Summing Up the Working Time 

When according to the production (working) conditions at an individual 

entrepreneur or an organisation as a whole or when specific types of work are 

performed not permitting observance of the daily or weekly length of working time 

specified for the given category of employees, it shall be permitted to introduce the 

summing up of working time so that the length of working time for the registered 

period (month, quarter or other periods) does not exceed the standard number of 

working hours. The registered period may not be greater than one year.  

The normal number of working hours for the recording period shall be 

calculated on the basis of the weekly duration of work established for the given 

category of employees. For employees who are on an incomplete working day (shift) 



127 
 

and/or incomplete working week the normal number of working hours in the 

recording period shall be reduced respectively.  

The procedure for keeping an accumulated record of working time shall be 

established by the in- house employee rules.  

 

Article 105. Partitioning a Working Day 

In work where it appears necessary because of the specific nature of the work, 

as well as in work with varied intensity during the working day (shift), the working 

day may be split into parts so that the total length of working time does not exceed 

the fixed length of the permitted working day. Such partitioning shall be arranged by 

the employer on the basis of a local normative act adopted taking into account the 

opinion of the elective body of the primary trade union organisation.  

Section V. Rest Time Chapter 17. General Provision  

Article 106. The Notion of Rest Time 

Rest time is the time when the employee is free from the execution of labour duties 

which he may use at his own disposal.  

Article 107. Types of Rest Time 

The types of the rest time shall be: breaks during the working day (shift); daily 

(intershift) rest; 

days-off (weekly continuous rest); public holidays; 

leave.  

 

Chapter 18. Breaks in Work, Days-Off and Public Holidays  

Article 108. Breaks for Rest and Meals 

During the working day (shift), the employee must be provided with a break 

for rest and taking meals not greater than two hours and at least 30 minutes in 

duration which is not included in the working time.  

The time of providing the break and its length shall be specified in the 

internal labour rules or according to the agreement between the employee and the 

employer.  
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In works where it is not possible to provide a break for rest and taking meals 

because of the production process (working) conditions, the employer shall be 

obliged to provide to the employee opportunities to have rest and take meals in the 

working time. The list of such works, as well as the places for rest and taking meals 

shall be specified in the internal labour rules.  

 

Article 109. Special Breaks for Warming Up and Rest 

In individual types of works, special breaks are envisaged for employees 

during the working time stipulated by the technology and organisation of the 

production process and labour. The types of such works, the length and procedure for 

providing such breaks shall be specified in the internal labour rules.  

Employees working in cold seasons in the open air or in closed unheated 

buildings, as well as loaders engaged in loading and unloading works and other 

employees in necessary cases shall be provided with special breaks for warming up 

and rest which are included in the working time. The employer must outfit rooms for 

employee warming up and rest.  

Article 110. Length of the Weekly Continuous Rest 

The length of the weekly continuous rest may not be less than 42 hours.  

Article 111. Days-Off 

All employees shall be provided with days-off (weekly continuous rest). With 

a five-day working week arrangement, the employees shall be provided with two 

days-off per week, with a six-day working week arrangement, one day-off.  

Sunday shall be the common day-off. The second day-off with the five-day 

working week arrangement shall be specified in the collective contract or internal 

labour rules. Both of the days-off shall be provided in succession as a rule.  

With employers with which the work cannot be stopped on days-off for 

technical and organisational reasons, the days-off shall be provided on various days 

of the week in turn to each of the employee groups according to the internal labour 

rules.  

Article 112. Public Holidays 
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The following days shall be days off in the Russian Federation: January 1, 2, 

3, 4 and 5 - New Year holidays; 

January 7 - Christmas Day; 

February 23 - Day of the Defender of the Fatherland; 

March 8 - International Women's Day; 

May 1 - Spring and Labour Holiday; 

May 9 - Victory Day;  

June 12 - Day of Russia; 

November 4 - Day of National Unity; 

When a day-off and a holiday coincide, the day-off is transferred to the working day 

following the holiday. 

Employees, except for those employees who receive salaries (an official salary), for 

the public holidays during which they were not engaged in working are entitled to 

receive additional compensation. The rate of and the procedure for paying said 

compensation shall be determined by the collective agreement, agreements, a local 

normative act adopted with account taken of the opinion of the elected body of the 

primary trade union organisation or the labour contract. The amounts of money paid 

additional compensation for public holidays shall be posted as expenses towards 

remuneration for labour in full.  

The presence of public holidays in the calendar month shall not be deemed 

grounds for cutting the remuneration for labour of employees who receive a salary 

(official salary).  

For the purposes of rational use of days-off and public holidays by the 

employees, the Government of the Russian Federation may transfer days-off to other 

days. In this case, a normative legal act of the Government of the Russian Federation 

on transferring days-off to other days in the next calendar year is subject to official 

publication at least one month before the onset of that calendar year. The adoption of 

normative legal acts on transferring days-off to other days over a calendar year shall 

be admissible if these acts are officially published at least two months before the 

calendar date of a day-off so established.  
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Article 113. Prohibition of Work on Days-Off and Public Holidays. 

Exceptional Cases When Employees Work on Days-Off and Public Holidays  

Working on days-off and public holidays is prohibited, except for the cases 

envisaged by the present Code.  

Employees may be made to work on days-off and public holidays with their 

consent in writing if it is necessary to carry out unforeseen work on the urgent 

completion of which the further normal operation of the organisation as a whole or 

specific structural units thereof or of the individual entrepreneur depends.  

In the following cases employees may be made to work on days-off and 

public holidays without their consent:  

1) for the purpose of preventing a catastrophe, industrial disaster or 

elimination of the aftermath of a catastrophe, industrial disaster or natural calamity;  

2) for the purpose of preventing accidents, the destruction or damage of the 

employer's property or state or municipal property;  

3) for the purpose of carrying out works necessary due to the declaration of a 

state of emergency or martial law, and also when necessary works are performed in 

emergency situations, i.e. a disaster or a threat of a disaster (fire, flood, famine, 

earthquake, epidemic or epizootic) and in other cases when the lives or normal living 

conditions of the whole population or of a part thereof are endangered.  

Creative employees of the mass media, cinematographic organisations, 

television and video- shooting teams, theatres, theatrical and concert organisations 

and circuses, other persons taking part in the creation and/or performance (exhibition) 

of works of art, professional sportsmen in keeping with the lists of jobs, occupations 

and positions of these employees approved by the government of the Russian 

Federation with account being taken of the opinion of the Russian Trilateral 

Commission for Regulating Social-Labour Relations may be made to work on days-

off and public holidays in the procedure established by a collective agreement, local 

normative act or labour contract.  
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In other cases working on days-off and public holidays may take place with 

the employee's consent in writing and with account taken of the opinion of the elected 

body of the primary trade union organisation.  

On public holidays one may carry out work which cannot be suspended due to 

production- technical conditions (uninterrupted-cycle organisations) or work needed 

to provide services to the public or also necessity repair and loading/unloading works 

as well.  

Disabled persons and women having children aged below three may work on 

days-off and public holidays only if they are not prohibited from doing so due to their 

state of health as confirmed by a medical certificate issued in the procedure 

established by federal laws and other normative legal acts of the Russian Federation. 

In this case, disabled persons and women having children aged below three shall be 

familiarised against their signature, about their right to refuse to work on a day-off or 

public holiday.  

Employees shall be made to work on days-off and public holidays at the 

employer's instructions in writing.  

Chapter 30. Labour Discipline  

An employer shall encourage employees who conscientiously perform the 

labour duties (declare gratitude, grant a bonus, reward with a valuable gift and an 

honorary certificate, and nominate for the title of best in the profession).  

Other types of employees' labour incentives shall be determined by a 

collective contract or the rules of the internal labour regulations, as well as by-laws 

and regulations on discipline. Employees may be nominated for state awards for 

particular labour services to society and the state.  

Article 192. Disciplinary Punishments 

An employer shall have the right to apply the following disciplinary 

punishments for the commission of a disciplinary misdeed, that is, the non-

performance or improper performance by an employee of the labour duties assigned 

to him due to his fault:  
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1) a warning; 

2) a reprimand; 

3) discharge based on the relevant grounds. 

Federal laws and by-laws and regulations on discipline (Part 5 of Article 189 of the 

present Code) may also stipulate other disciplinary punishments for individual 

categories of employees. 

In particular, disciplinary penalties include the dismissal of an employee on the 

grounds set out in Items 5, 6, 9 or 10 of Part 1 of Article 81 or Item 1 of Article 336 

of the present Code, and also Items 7 or 8 of Part 1 of Article 81 of the present Code 

when culpable actions providing grounds for the loss of confidence or an immorality 

respectively have been committed by the employee on the job or in connection with 

his executing his labour duties. 

It is prohibited to impose disciplinary penalties for which there is no provision in 

federal laws, charters and regulations on discipline. 

While imposing a disciplinary penalty one shall take into account the degree of 

gravity of the misdeed and the circumstances in which it took place.  

Article 193. The Manner of the Application of Disciplinary Punishments 

Prior to the imposition of a disciplinary penalty the employer shall request 

explanations in writing from the employee. If no such explanations have been 

submitted within two working days then a relevant report shall be drawn up.  

The non-provision of explanations by the employee shall not be an 

impediment to the application of a disciplinary punishment.  

A disciplinary punishment shall be applied no later than one month after the 

day of the discovery of a misdeed, not counting the period of an employee's illness, 

his vacation, as well as the time necessary to take into account the opinion of the 

employees' representative body.  

A disciplinary punishment may not be applied later than six months after the 

day of the commission of a misdeed, and, if based on the results of an inspection and 

examination of financial and economic activity or an audit, later than two years after 
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the day of its commission. Said time periods shall not include a period of proceedings 

involving a criminal case.  

Only one disciplinary punishment may be applied for each disciplinary 

misdeed.  

An employer's order (instruction) on the application of a disciplinary 

punishment shall be announced to an employee against his signature within three 

working days of the day of its promulgation without account taken of the period of 

the employee's absence at his workplace. An appropriate report shall be drawn up in 

the event the employee refuses to read said order (instructions) and sign it.  

A disciplinary punishment may be appealed by an employee with the state 

labour inspectorate and/or authorities for the review of individual labour disputes.  

Article 194. The Lifting of a Disciplinary Punishment 

If an employee is not subjected to a new disciplinary punishment within a 

year of the day of the application of a disciplinary punishment, then he shall be 

considered as not having had a disciplinary punishment.  

An employer shall have the right before the expiration of a year from the day 

of the application of a disciplinary punishment to remove it from the employee 

records at his own initiative, at the request of the employee himself, and at the 

petition of his immediate supervisor or the employees' representative body.  

Article 195. Holding the Head of an Organisation, the Head of an 

Organisation's Structural Unit, or Deputies Thereof Accountable under Disciplinary 

Provisions on at the Request of the Representative Body of Employees  

An employer shall consider an application of the representative body of 

employees concerning breaches by the head of the organisation, the head of a 

structural unit of the organisation or deputies thereof of the labour legislation and 

other acts containing labour law norms, the terms of the collective agreement or an 

agreement and inform the representative body of employees of the results of the 

consideration.  
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If it is confirmed that a breach has taken place the employer shall impose a 

disciplinary penalty on the head of the organisation, the head of the structural unit of 

the organisation or the deputies thereof that may extend as far as dismissal.  

Section IX. Employees' Professional Training, Retraining, and Skill 

Enhancement Chapter 31. General Provisions  

Article 196. An Employer's Rights and Obligations Regarding Staff Training 

and Retraining 

An employer shall determine the necessity for professional training and 

retraining of staff for its own needs. 

An employer shall perform professional training, retraining, and skill enhancement of 

employees and their training for second professions in an organisation, and when 

necessary, in educational institutions of primary, secondary, and higher professional 

and supplemental education on terms and in a manner that are determined by a 

collective contract, agreements, and a labour contract.  

The forms of the professional training, retraining, and skill enhancement of 

employees and a list of necessary professions and specialties shall be established by 

an employer, taking into account the opinion of the employees' representative body in 

the procedure established by Article 372 of the present Code for the adoption of local 

normative acts.  

In instances stipulated by federal laws and other normative legal acts of the 

Russian Federation, an employer shall be obligated to perform the skill enhancement 

of employees if it is a condition of the performance by the employees of certain types 

of activity.  

An employer must create the necessary conditions for combining work with 

study for employees undergoing professional training and must provide guarantees 

established by the labour legislation and other normative legal acts containing labour 

law norms, a collective agreement, agreements or local normative acts, and a labour 

contract.  

Article 197. Employees' Right to Professional Training, Retraining, and Skill 

Enhancement 
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Employees shall have the right to professional training, retraining, and skill 

enhancement, including training for new professions and specialties. 

Said right shall be exercised by the conclusion of a supplemental contract between an 

employee and an employer.  

Chapter 32. Apprenticeship Contracts  

Article 198. The Apprenticeship Contract 

An employer being a legal entity (an organisation) shall have the right to 

conclude an apprenticeship contract for professional training with a person seeking 

work, and an apprenticeship contract for vocational education or retraining with or 

without leaving leaving work with an employee of the given organisation.  

An apprenticeship contract with an employee of a given organisation shall be 

supplemental to a labour contract.  

Article 199. The Content of an Apprenticeship Contract 

An apprenticeship contract must contain: the parties' names; an indication of a 

concrete profession, a specialty, the skill being acquired by the trainee; the 

employer's obligation to provide the employee a training opportunity in accordance 

with the apprenticeship contract; the employee's obligation to undergo training and, 

in accordance with the obtained profession, specialty, and skill, to work pursuant to a 

labour contract with the employer throughout the time period established in the 

apprenticeship contract; the period of the apprenticeship; and the amount of 

compensation during the apprenticeship period.  

An apprenticeship contract may contain other terms agreed by the parties.  

Article 200. The Term and Form of an Apprenticeship Contract 

An apprenticeship contract shall be concluded for the term necessary for 

training in a given profession, specialty, and skill. 

An apprenticeship contract shall be concluded in writing in duplicate.  

Article 201. The Validity of an Apprenticeship Contract 

An apprenticeship contract shall be valid as of the day indicated in the 

contract throughout the term stipulated by it.  
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An apprenticeship contract's validity shall be extended for a period of a 

trainee's illness, his military training, and in other instances stipulated by federal laws 

and other normative legal acts of the Russian Federation.  

Throughout an apprenticeship contract's term of validity, its content may be 

amended only by the parties' agreement.  

Article 202. The Organisational Forms of an Apprenticeship 

An apprenticeship shall be organised in the form of individual, team, and 

course training, and in other forms.  

Article 203. The Period of an Apprenticeship 

The period of an apprenticeship during a week must not exceed the norms of 

the work period established for employees of the relevant age, profession, and 

speciality during the performance of the relevant work.  

Employees undergoing training in an organisation may, by agreement with 

the employer, be fully released from work pursuant to the labour contract or may 

perform the work on a part-time basis.  

During the period of the validity of an apprenticeship contract, employees 

may not be called upon for overtime work or be sent on official business travel not 

involving the apprenticeship.  

Article 204. Remuneration of an Apprenticeship 

During a period of an apprenticeship, trainees shall be paid a stipend whose 

amount shall be determined by the apprenticeship contract and shall depend on the 

profession, specialty, and skill being obtained, but may not be lower than the 

minimum wage established by federal law.  

Work performed by a trainee in practical exercises shall be compensated at 

the established piece rates.  

Article 205. The Extension of Labour Legislation to Trainees 

Labour legislation, including legislation on labour protection, shall extend to 

trainees.  

Article 206. The Invalidity of the Terms of an Apprenticeship Contract 
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An apprenticeship contract's terms contrary to this Code, a collective contract, 

and agreements shall be invalid and shall not be applied.  

Article 207. Trainees' Rights and Obligations upon the Conclusion of an 

Apprenticeship 

A test period shall not be established during the conclusion of a labour 

contract for persons who have successfully completed an apprenticeship with the 

prospective employer. 

In the event that a trainee fails to perform his obligations pursuant to a contract 

without valid reasons upon the conclusion of an apprenticeship, he shall, at the 

employer's request, refund the stipend received during the apprenticeship and shall 

also reimburse other expenses sustained by the employer in connection with the 

apprenticeship.  

Article 208. Grounds for Terminating an Apprenticeship Contract 

An apprenticeship contract shall be terminated upon the expiry of the term of 

apprenticeship or on the grounds set out in that contract.  
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