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Abstract 

The most problematic issue of employer/employee relationship and the issue that must be 

regulated by the mandatory norms, is termination of employment relationship.  Especially, 

problems arise when the employment agreement is terminated at the initiative of the employer 

due to violation by the employee of the obligation under the employment agreement. The purpose 

of this research is the legal analysis of each of the grounds for terminating the employment 

agreement at the initiative of the employer, as established by Labor Code of Georgia, in case of 

violation by the employee of the obligation under the employment agreement, the problematic 

issues arising during such cases and the legal mechanisms for the protection of the employee's 

rights, and determining their availability.  Historical, descriptive/review, logical and analytical 

methodologies, as well as the analysis of decisions of the Supreme Court of Georgia, were used 

during this research.  

The research showed that grounds for terminating employment relationship at the initiative of 

the employer due to violation of obligations under the employment agreement are regulated in 

such a way that they aim to protect the rights and interests of the employee. Employer, even in 

case of terminating employment agreement on such ground  and a court in case of dispute, should 

take into account the interests of the employee as much as possible, give preference to maintaining 

the relationship between the parties, and for this purpose, all the factual circumstances existing 

in the case, which can affect determining the nature and degree of the violation, should be 

carefully examined and taken into consideration.  However, current legislation regarding this 

issue is, in most cases, the cause of problems on the labor market, which are the result of the 

existence of certain flaws. 

In addition, the legislation offers citizens effective and flexible mechanisms for protecting the 

interests and rights of the employee, in order to protect the employee from decisions that do not 

have any grounds and are not reasoned.  Appealing the employer's decision on terminating the 

employment relationship by the employee, as the weak party of the labor relationship, is one of 
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the effective ways to regulate the legal relationship terminated based an illegitimate ground, as it 

is only the court's discretion to recognize the employer's decision as illegal. 

Key words of research topic: terminating employment relationship, gross breach of obligation, 
reinstatement, at the initiative of the employer, compensation, reinstatement on initial job, 
provision of equal job, lost earnings 


