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Features of social
and labour monitoring in the conditions
of transition to remote employment

Abstract. The paper discusses the need to develop effective tools for social and labour monitoring of
personnel with regard to the transition to remote employment. It shows that the percentage of employees
working remotely has increased over time. The events of 2020 only strengthened this trend and accelerated
many processes associated with the digitalization of management and production processes.

The purpose of the study is to analyze and assess the features of social and labour monitoring in the context
of the transition to remote employment.

Many companies use special software tools to judge the effectiveness of the use of working time. The
authors have analyzed the software products most often used by companies in the transition to remote
employment and identified the principles that companies should adhere to in order to effectively transform
their activities in the current environment. The implementation of such systems is always associated with
the ethical side of control. Therefore, finding a balance between control and trust is an important condition
for effective work.

A comparative analysis of the level of technical equipment by country has been carried out. The authors
have drawn conclusions about the possibilities of switching to a hybrid mode of operation for certain areas
of activity in the future.

The greatest potential for remote employment remains among well-qualified workers. The article shows that
the possibilities of switching to remote employment directly depend on the structure of the economy (the
share of the financial sector and agriculture), as well as on the possibility of automating the type of activity
that brings the greatest income to the state.
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Kanimoe O. B.
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Oco6nnBOCTI coLianbHO-TPYA0BOro MOHITOPUHIY B YMOBaX nNepexoay Ha BiaaaneHy 3alHATICTb
AHoTauida. Y cTtatTi po3rnsHyTO HeoOXioHICTb PO3POOKU AiEBUX IHCTPYMEHTIB COLiaNbHO-TPYA0BOMO
MOHITOPUHIY NepcoHany B 3B’A3Ky 3 MepexoAoM Ha BigdaneHy 3anHaTicTb. [lokasaHo, Lo 4acTka
cniBpOBITHUKIB HA BigganeHinn 3amHAaTocTi 36inbwmnaca 3 yacom. Mogii 2020 poky nuwe nigcnnunm
uel TpeHnd i npuckopunu 6arato NpoleciB, NoB’A3aHuX i3 uMdpoBi3auieo Npouecie ynpaefiHHA Ta
BUPOOHMLTBA. MeTo [OCNIOXEHHS € aHani3 Ta ouiHka 0CoBIMBOCTEN coLiaNibHO-TPYA0BOr0 MOHITOPUHTY
B KOHTEKCTI nepexoay A0 BignaneHoi 3anHATOCTi.

Benuky yBary npuaineHo po3rnsay MexaHi3aMy KOHTPOJIIO 3a TPYAOBOIO Ais/IbHICTIO CRiBPODITHUKA B yMOBaXx
BioJaneHoi 3anHaTocTi. barato komMnaHin BUKOPUCTOBYIOTb CrieLiasibHi NporpamHi 3acobu, Lo J03BONSIOTh
cyanT Npo eEKTUBHICTb BUKOPUCTAHHA poB0Y0oro Yacy. ABTopamMum npoaHanizoBaHO NporpamMHi NpoaykTu,
HaliBinbLl YacTo BMKOPMCTOBYBaHI KOMNaHiAMM Npu Nepexoi Ha BiaaaneHy 3aiHATICTb, @ TakoX BU3HAYeHO
NPUHUMMN, SKUX CAig 4OTPUMYBATUCHA KOMNaHIiaM 4519 eekTUBHOT TpaHCchopMaLii CBOET AiAIbHOCTI B YMOBAX,
Wwo cknanucs. BiazHaummo, WO BMNpOBagXeHHS TakMX CUCTEM 3aBXAW MOB’A3aHe 3 €TUYHOIO CTOPOHOIO
KOHTPOJ0. TOMY BaXX/IMBOO YMOBOIO e(peKTUBHOI poOOTN € 30epekeHHs OanaHcy MixK KOHTPOIEM i AOBIPOIO.
lMpoBeneHoO MOpPIBHANLHUI aHani3 PiBHA TEXHIYHOrO OCHALLEHHS MO KpaiHax i 3pob/eHO BMCHOBKM MpPO
MOXJIMBOCTI MepPexoay Ha ribpuaHuii pexxum poboTn B ManbyTHBOMY A1 OKPEMUX HANPSIMKIB Oisi/IbHOCTI.
Harnbinbwnin noTeHuian BigaaneHoi poboTn 30epiraeTbCs cepepn BMCOKOKBaNi@ikoBaHMX MpaLiBHMKIB.
JocnigXeHHs1 NokasyloTb, LLO MOXJ/IMBOCTI Nepexody Ha BiaaaneHy 3aiHaTicTb 6e3nocepenHbo 3anexaTb
Bi, CTPYKTYPY EKOHOMIKW 1 MOXJIMBOCTi aBTOMaTn3aLii TOro Buay OistyibHOCTi, SKWUIA NPUHOCUTL HanbiNbLLNiA
noxin oep>asi.

Knio4oBi cnoBa: coujanbHO-TPYA0BUIA MOHITOPWHT; BigdaneHa 3anHATICTb; NPOAYKTUBHICTb Npadi.
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OCco06eHHOCTU couManbHO-TPYAOBOr0O MOHUTOPUHIa

B YCJIOBUSIX Nepexoaa Ha yaasIeHHYIO 3aHATOCTb

AHHoTauums. B ctatbe 06CcyxaaeTca HeobxoaAMMOCTb Pa3paboTkm AEACTBEHHbLIX MHCTPYMEHTOB COLMasibHO-
TPYOOBOr0 MOHUTOPUHIa nepcoHasna B CBA3M C Nepexo[oM Ha yAasleHHY0 3aHATOCTb. B uccneposaHuu
nokasaHo, 4TO A0S COTPYOHUKOB Ha yOaNeHHOW 3aHATOCTM yBenuuiunacb co BpemeHemM. Cobbitua 2020
roga nvib YCUIUAnM 3T0T TPEHA, U YCKOPUIN MHOTME MPOLLECCHI, CBA3aHHbIE C LMdpPOoBU3aumein NpoLeccos
yrnpasfieH1s 1 NPoM3BOACTBA. Lienbio nccnenoBaHms SBAsSeTcs aHanms U oLeHka 0COOEHHOCTU COLMANbHO-
TPYAOBOr0 MOHUTOPUHIA B KOHTEKCTE Nepexoa K ANCTaHLMOHHOM 3aHATOCTMU.

BonbLioe BHUMaHWE yaeneHo pacCMOTPEHUIO MEXaHN3Ma KOHTPONS TPYAOBOM AeATENbHOCTU paboTHUKA
B YC/OBUAX YAANEHHOW 3aHATOCTW. MHOrme KOMMNaHuUM WCNOJMb3YIOT CreuyasnbHble MNpPorpamMMHble
cpencrtBa, nos3posgolme cyautb 00 apPeKTUBHOCTM UCMNONb30BaHUA paboyero BpemMeHu. ABTopamm
npoaHanmM3npoBaHbl NPOrpaMMHbIE NPOAYKTbI, HAMB0IeE HACTO NCMOSb3yEMbIE KOMNAHUAMU NPU NEPEXOE
Ha yOaNleHHYIO 3aHATOCTb, a Takxe onpeaeneHbl NPUHLMNLI, KOTOPbIM A0/KHbI CNnefoBaTb KOMAaHUU Ang
3P PeKTMBHOM TpaHCHOPMaLIM CBOEN AEATENbHOCTU B CITIOXMBLLNXCS YCIOBUAX. OTMETUM, YTO BHEeApPEHe
Takux CUCTEM BCErga CBA3aHO C 3TUYECKOW CTOPOHOM BOMPOCa KOHTPONSA. [103TOMY BaXKHbIM YCIOBUEM
3P DEKTUBHOM paboThl ABNSIETCA HaxoxXaeHne HanaHca Mexay KOHTPOJIEM N OBEPUEM.

[MpoBeneH cpaBHUTESNbHBLIA aHaNU3 YPOBHA TEXHMYECKOrO OCHALLEHWS MO CTpaHaMm, U caenaHbl BblBOAbI
O BO3MOXHOCTSIX Mepexofa Ha rmbpuiHbli pexum paboTel B ByayLleM Oas OTAENbHbIX HanpaBieHWUN
DeaTenbHOCTH.

Hambonblumin  noTeHuman ypaneHHoM paboTbl COXPaHSeTCa Cpeau  BbICOKOKBANMPUUMPOBAHHbIX
paboTHMKOB. MIccnenoBaHMs NoKasbiBaOT, YTO BO3MOXHOCTM MEPEXOAa HA YAANIEHHYIO 3aHATOCTb HANPSIMYIO
3aBUCAT OT CTPYKTYPbl SKOHOMUKN (4011 GUMHAHCOBOIO CEKTOPA, CENbCKOro X0358MCcTBa) M BOSMOXHOCTM
aBTOMaTM3aumMmn Toro BUaa AesTelbHOCTW, KOTOPbIA MPUHOCUT HAMBONbLUWIA [OXOL rOCYAapCTBY.
KnioueBble cnoBa: counanbHO-TPYL0BOM MOHUTOPWHT; yAaNneHHas 3aHATOCTb; MPOU3BOAUTESNIbHOCTL TPYAA.
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1. Introduction

In 2020, many enterprises experienced the need to restructure their activities. In this regard,
it was necessary to transform most of business processes, both related to production and ma-
nagement activities. Employees had to find new ways to effectively communicate, plan and con-
trol work tasks. Not all companies have effectively coped with this issue. Therefore, searching for
tools that allow companies to minimize risks is an urgent task.

2. Brief Literature Review

The use the theory of ecological systems to diagnose personnel by J. N. Cleveland,
Z. S. Byrne and T. M. Cavanagh (2015), D. Renwick et al. (2016), D. Jamali, A. El Dirani, and
I. A.Harwood (2015) are of particular interest.

In the article «The trap of flexible work schedule: how unusual working patterns influence the
work-life balance of freelancers», D. O. Strebkov and A. V. Shevchuk (2019) discuss the distribu-
tion of working time in the conditions of remote work.

In the article «Mapping the future of occupations: Transformative and destructive effects of
new digital technologies on jobs», F. Fossen and A. Sorgner (2019) consider the transformation of
the employment structure under the influence of digitalization, as well as changes in the content
of professional activity in different areas.

In «Coworking spaces: Windows to the future of work? Changes in the organizational model
of work and the Attitudes of the Younger Generation», |I. Krause analyzes how the organization
of work has changed since the 1990s including the emergence of digital forms of employment
(Krause, 2019).

Much attention is paid to the issues of labour precarization in a pandemic. In particular, in
the article «Precarisation of labor as a growing form of employment of young specialists in the
context of the Covid-19 pandemic» (Koksharov et al., 2020), V. A. Koksharov, G. A. Agarkov and
A. D. Sushenko consider the specifics of telecommuting, including freelancing, outsourcing and
part-time work, as forms of precariat. In the article «Precarious employment: Methodology of
measurement», A. V. Kuchenkova focuses on indicators that allow determining the precarization
of labour activity (Kuchenkova, 2019)

In his critical review «Digital capitalism» and the old fairytale about lost time», E. Safronov
studies the impact of digital technologies on the distribution of working time, assessing the
contradictory impact (Safronov, 2020). On the one hand, digital communications facilitate in-
teraction in distributed teams, while on the other hand, they lead to unproductive loss of wor-
king time.

3. The purpose of the study is to analyze and assess the features of social and labour mo-
nitoring in the context of the transition to remote employment.

4. Results

The COVID-19 pandemic has acted as a catalyst for the inevitable process of switching to re-
mote operation. The share of employees who work remotely at least part of the time had been
steadily increasing even before the start of the pandemic. The statistics for European countries
are shown in Figure 1.

If earlier the process of employees’ transition to remote employment used to be condi-
tioned by the interests of both employees and employers and carried out by agreement as
soon as both parties of the labour relationship were ready, then, in 2020, such transition took
on an avalanche-like character, largely due to external rather than internal factors. Transferring
workers to work from home became the only legal opportunity for companies not to suspend
their activity during the pandemic.

In such conditions, the possibility of transforming business processes was largely due to
the technical equipment not only of enterprises, but also of employees. In the most deve-
loped countries, the process of transition to remote employment was much easier. Figure 2
presents statistics on remote employment of workers before and after COVID-19 in the Uni-
ted States.

McKinsey research shows that the greatest potential for remote work remains among highly
skilled employees. Without reducing labour efficiency, it is possible to increase the number of re-
mote employees by 20% in all types of activities.
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Figure 1:
Change in the share of European labour force that is at least occasionally working from home
as a percentage of the total labour force
Source: Eurostat (2020)

Figure 2:
Remote work changing trends due to COVID-19 in the United States, 2020
Source: Statista (2020)
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In total, the study analyzed 2,000 types of activities in more than 800 professions and de-
fined which of them have the greatest opportunity for the transition to remote employment
(Figure 3).

Figure 3 shows that the finance and insurance sector has the greatest growth potential, since
75% of the working time, according to experts, is spent on activities that can be performed re-
motely without reducing labour efficiency. Management, business services and information tech-
nology also have high potential. In these activities, almost half of the working time is spent on work
that can be effectively done remotely. The listed industries are characterized by a significant num-
ber of highly qualified workers.

The ability to work remotely across countries as a whole is determined by the structure of the
economy. Thus, for the UK economy, business and financial services make up a significant share.
Respectively, the potential for remote work is quite large. In developed countries, this figure is up
to 30-40% (the amount of time employees can spend working remotely without losing producti-
vity) (Figure 4).

In developing countries, where the share of agriculture and manufacturing is high, the em-
phasis is shifting towards professions that require physical and manual work. In such sectors, the
growth potential of remote employment is about 12-26%. Depending on the size of the population
working in these sectors, the potential for shifting to remote employment also differs. In India, for
example, employees can spend as little as 12% of their time working remotely without losing pro-
ductivity. While India is known for its high tech and financial services, the vast majority of its work-
force, that is 464 million people, is employed in such spheres as retail trade and agriculture that
cannot be done remotely (McKinsey, 2020).

Figure 3:
Remote work growth potential by type of activity in the United States, 2020
Source: McKinsey (2020)
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Figure 4:
Remote work growth potential by country, 2020
Source: McKinsey, 2020

It should be noted that the possibility of introducing remote employment is largely due not to
the profession, but to the nature of the work performed. For those specialties whose functional
responsibilities require specialized equipment (medicine, chemical laboratories, etc.), a com-
plete transfer to a remote work format is not yet possible.

Under the introduction of remote employment due to COVID-19, not only the nature of work
has changed, but also the consumption pattern. This has a significant impact on the trans-
port system and consumer spending. Thus, according to Deloitte research, during the pan-
demic more than 70% of respondents noted a decrease in purchasing of clothes and shoes,
57% reduced their spending on cosmetics and perfumery, and 45% reduced their spending
on ready-made food (RBC, 2020). Also, according to the forecast by the DigitimesResearch
agency, the laptop market approached twofold growth in 2020, and this trend will continue
in 2021 (cit. by RBC+, 2020).

In the context of the transition of an increasing number of people to remote employment, ques-
tions arise relating to reimbursing employees’ expenses concerning paying for the Internet, in-
stant messengers, depreciation of personal equipment, etc. In Russia, as of December 2020, the
employer was obliged to compensate for the use of equipment, software and hardware, informa-
tion security and other means belonging to the employee or leased by him, as well as to reimburse
the costs associated with their use (Federal Law, 2020).

Organizations that had not previously practiced remote interaction faced a number of organiza-
tional problems. One of them was the problem of control.

The basic way to control workers in the conditions of office employment is to control working
hours. The specific measures are used, depending on the traditions and technical equipment of
the enterprise: for example, registers in which employees sign when entering and exiting the or-
ganization’s territory can be used, or electronic turnstiles that read individual employee cards.
In the context of the transition to remote employment, control of working time is transformed,
not abandoned

If an employee has an hourly wage agreement, or if the employee is to be available within
a specified period of time, specialized software is used (International Labour Organization,
2020). A fairly loyal option is to control the speed of response to messages in instant messen-
gers, however often it is not limited only to this. Popular time tracking systems use indicators
such as:
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* logging time;

- analysis of open applications and sites (with the possibility of dividing them into the so called
productive ones, i.e. related to work, and unproductive ones, i.e. those that distract from the
work process);

- analysis of the activity of pressing keys on the keyboard and using the mouse (situations are re-
vealed when an employee opened an application included in the list of productive applications
or sites and left the computer);

+ control of presence near a computer using a webcam and face recognition, a fingerprint scan-
ner and other biometric indicators (Shulgina & Maltseva, 2019).

Among the frequently used time tracking programs are the following: Jira, Toggl, Upwork,
RescueTime, SkypeTime, Hubstaff, YawareTimeTracker, Bitrix 24, personal software.

The most important principle when working remotely is the balance between control and
trust. In addition, the costs of carrying out control activities should be taken into account - they
should cover the potential losses from identified unproductive waste of working time. There-
fore, in many companies, the collected data is accumulated, but not reviewed on a daily basis.
A close analysis is carried out if the employee does not complete the assigned tasks within the
agreed time frame. In this case, the manager can check what the subordinate was doing during
working hours (Sharovatov, 2020).

A common stereotype and one of the key factors in employers’ negative attitudes towards re-
mote work is that in this case the amount of time spent by employees working at home is less than
in the office. According to a study conducted by OwlLabs, 51% of the respondents work more than
40 hours a week, with 53% for remote employees and 45% for those on the territory of the organi-
zation. The motives for reworking are also different:

* because it is required by supervisors - 38% of the remote workers and 40% of the office
workers;

+ because they enjoy themselves and do not want to be interrupted - 40% of the remote workers
and 17% of the office workers;

+ to catch up - 33% of the remote workers and 25% of the office workers;

- to meet unrealistic expectations - 24% of the remote workers and 22% of the office workers
(Owl Labs, 2019).

The effectiveness of working remotely can be checked by the degree of adherence to tasks
and completion of plans. Collective planning and task-sharing systems have also become
widespread during the pandemic. Among the planning systems, the following are often used:
Jira, Trello, Redmine, Githlab, Basecamp, Asana, Wrike, Megaplan, Youtrack, Google Docs,
and Bitrix 24.

5. Conclusions

Remote employment has shown a positive trend over the past 10 years. The pandemic has ac-
celerated the digitalization of a number of jobs, which has also contributed to the growth of the
number of people working in a similar mode. The potential for the transition to remote employment
is largely determined by the structure of the economy and the ratio of specific types of activity. For
developed countries, it is higher than for developing ones.

Analyzing the difficulties faced by companies in the transition to a remote mode, the authors
have singled out the problem of organizing an effective system of social and labour monitoring as
the main one.

The authors have identified the following basic principles on which control should be based
when working remotely.

1. Focus on support and results

The employee should understand and share control objectives. If employees feel excessive
pressure, they will begin to spend efforts not on solving the tasks facing the organization (high-
quality performance of his job duties), but on finding ways to bypass control measures. For exam-
ple, one can put their photo in front of the webcam and go away from the computer; run a script
that simulates typing, etc.

The employee should understand that the supervisor, first of all, seeks not to catch the subor-
dinate on a violation, but to identify problems and help to optimize the work process in order to
increase efficiency.
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2. Timeliness and regularity

If control is not carried out on a regular basis, employees relax. There is a false impression that
no one notices the actions being taken and does not track inaction. This reduces the value of the
work being done and weakens motivation. The final analysis should not be postponed: it should
be carried out at the moment of obtaining the results on the task. If the task is long-term, the as-
sessmentis carried out in stages, for logically separated solution steps or calendar periods (week,
month). It is advisable to set reporting dates for communication. If the work is of a team nature,
one needs to combine individual and team communications. The application of this principle does
not exclude the possibility of unscheduled control measures at a time unknown to the employee
in advance.

3. Balance between control and trust

Not all employees have sufficiently developed self-control skills. With a lack of external control,
they may relax, postpone solving tasks and completing work until the last moment, and, as a re-
sult, may not be able to catch up in time. Excessive control generates unproductive expenditures
of working time (when writing a report on work takes more time than performing the work direct-
ly), a desire to «cheat the system» and a decrease in the level of motivation. Another point in which
it is important to maintain a balance is the individualization of the approach and the equality of re-
quirements for different employees. On the one hand, a well-reputed employee can be given more
trust, and a regularly delinquent employee can be controlled more tightly. On the other hand, dif-
ferentiation of requirements may lead to conflicts in the team.

4. Support for initiative, responsibility and self-organization

If, when working in an office environment, employees are constantly in the sight of the manager
and colleagues, external control is carried out automatically, and when they work remotely, inter-
nal control comes to the fore. At the same time, the task of the leader is to develop the subordi-
nates’ skills of self-organization and to teach them self-control and self-discipline.

5. Priority role of preliminary and current control

Without diminishing the importance of the final control, it should be noted that one cannot
be limited to it only. If an employee is given a task and, until the summing up, remains alone
with it, there is a great risk of misunderstanding the requirements, incorrect allocation of re-
sources and overestimation of knowledge. When these miscalculations are identified at early
stages, the supervisor has an opportunity to adjust the action plan, i.e. to clarify the statement
of the task, involve other employees in the work and redistribute the workload. Subsequent-
ly, it is more difficult to do this, since high costs are required. Task trackers, regular individual
and team communications can become convenient tools for monitoring, an example of which
is presented in Table 1.

6. Active introduction of modern information and communication technologies
Itis important to take into account the level of competence of employees. If the team does not
have enough knowledge, the leader should initiate training.

Table 1:
Options of organizing working meetings online
Type of meeting Key objectives Frequency Format

Operational team 1. Analyze the progress since the previous meeting. | Weekly or daily, depending on the | Audio or video conference

meeting 2. Prepare an action plan for the next meeting. nature of the tasks to be solved. (Skype, Zoom, Discord)

Individual 1. Set tasks. Daily, in the background Audio, video, text

communication 2. Assess the current status of problem solving. messengers (Telegram.

between a supervisor | 3. Determine the role in the project. WhatsApp), telephone calls

and a subordinate 4. Assess work efficiency.

Coordination team 1. Exchange information. As needed Video, audio conferencing,

meetings 2. Carry out short-term planning. task tracker sharing

Status meetings 1. Outline the terms and stages of completing tasks. | Weekly Audio or video conference
2. Appoint responsible persons. (Skype, Zoom, Discord),
3. Determine the evaluation criteria. shared document

repositories
Informal interaction 1. Exchange experience in solving tasks. Daily in the background. Messengers, social
of colleagues 2. Ensure engagement. networks.

Source: Compiled by the authors based on data of Deloitte (2020)
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The analysis of software products used by companies in the transition to remote employment
has been carried out; the basic principles of organizing employees’ activities on a remote basis
have been revealed.
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