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Abstract:  The World Health Organization's declaration of the novel coronavirus infection COVID-19 as a pandemic 

has led to a massive transition of workers to remote work. By this time, most of the EAEU countries already 

had provisions on remote work in their labor legislation. However, during the implementation of these 

provisions in the context of the novel coronavirus infection COVID-19, their shortcomings were identified 

that prevented an adequate response to emerging extraordinary situations. In addition, attention was drawn to 

the obvious insufficiency of the existing legal regulation. In connection with this, by-laws were urgently 

adopted that determine the rules of conduct for entities in the field of labor relations. However, over time, it 

became obvious that many of the adopted legal norms give rise to problems in the field of labor protection of 

workers, the private life of workers, and also violate the general mechanisms and general principles of legal 

regulation of labor relations. Accordingly, many regulations should be adjusted taking into account the 

research conducted or canceled. In this regard, it seems that the new paradigm of legal regulation of labor 

relations in the context of a pandemic and the post-pandemic period should represent an effective fight against 

the spread of infection without deviating from the constitutional order and protecting the rights of workers of 

the EAEU states. 

1  INTRODUCTION 

The epidemic of the new coronavirus infection 
COVID -19 , which has rapidly spread throughout the 
world, has been declared a pandemic by the World 
Health Organization. As a result, countries around the 
world have rapidly begun to adopt unprecedented 
restrictions in order to prevent the spread of 
coronavirus infection. These restrictions were 
introduced in various spheres of life of the population, 
primarily in the sphere of legal regulation of labor 
relations. On the one hand, the legal measures taken 
by states were designed to stop the spread of infection 
in a situation where there was no such experience. On 
the other hand, states should not have abandoned their 
previously assumed obligations to ensure the rights 
and legitimate interests of citizens, including the right 
to life, the right to freedom of labor and the right to 
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healthy and safe working conditions. Therefore, when 
implementing the measures taken, states had to 
constantly correlate the proportionality of exceptional 
measures with the possible damage to citizens. 

This article presents the legislative experience of 
the countries of the Eurasian Economic Union, which 
has developed in the context of the pandemic. 
COVID-19. The main vector of regulatory control of 
labor relations aimed at preventing the spread of 
coronavirus infection has become the legislation on 
remote work. Although, of course, one cannot fail to 
mention other measures aimed at solving the 
problem: creating conditions for social distancing of 
the population, which is so necessary during the 
spread of the epidemic (quarantine, self-isolation); 
additional measures in the field of labor protection 
and maintaining the health of working citizens; 
simplification of the procedure for paying social 
insurance benefits and unemployment benefits; new 



one-time benefits for minor children; additional 
measures of social support for people in special risk 
groups; supporting the economy through subsidies to 
employers, tax and banking benefits, the introduction 
of a moratorium on state inspections by supervisory 
authorities, etc. 

2  RESEARCH METHODOLOGY 

The methodological basis of the research consists of 
universal general scientific methods, methods, as well 
as some special methods (systemic-structural, formal-
legal, comparative-legal, historical). 

3  RESULTS OF THE STUDY 

3.1.  Legal regulation of remote work in 
the EAEU countries 

The development of legal regulation of remote work 

is a general trend of digital transformation of labor 

legislation in the EAEU countries. 

The study of the genesis of the labor legislation of 

the EAEU countries in terms of establishing the 

specifics of remote work and the procedure for 

implementing electronic interaction between subjects 

of labor law shows that each of the participating 

countries has shown its interest in legislatively 

establishing these provisions, albeit with a difference 

in time. Undoubtedly , the spread of the pandemic of 

the new coronavirus infection COVID -19 has 

exposed for some countries the shortcomings of the 

mechanism for legal regulation of remote work that 

they had already created by that time (the inability of 

existing provisions to adequately respond to 

emerging extraordinary situations, incomplete 

regulation, etc.), and for others, it has become a 

reason for the relevant provisions on remote work to 

be included in labor legislation for the first time. 

In fact, COVID-19 has become a kind of trigger 

for the development of labor legislation, since the 

EAEU states realized the urgent need to modernize it 

in the direction of developing remote employment, 

actively introducing electronic document 

management into the practice of employers and 

accelerated the development of relevant bills. It can 

be said that COVID-19 has generated a public 

demand for finding new legal mechanisms that 

contribute to increasing labor mobility of the 

population and, to a certain extent, transforming 

modern labor relations. 

3.1.1  Regulation of remote work in Russia 

In Russia, the first regulations on remote work 

appeared in 2013, when the Labor Code of the 

Russian Federation was supplemented with Chapter 

49.1 "Features of regulating the labor of remote 

workers", which includes five articles - from 312.1 to 

312.5. At the height of the spread of the new 

coronavirus infection COVID -19, it became clear 

that these standards do not fully meet the needs of 

establishing a regime of social disunity. In this regard, 

Federal Law No. 407-FZ of 08.12.2020 was adopted, 

significantly reforming and supplementing Chapter 

49.1. The main changes, on the one hand, provided 

the employer with additional opportunities in terms of 

transferring the employee to remote work, and on the 

other hand, provided remote workers with additional 

guarantees. 

The main changes affecting remote work were the 

following innovations: 

1) the condition of remote work can be established 

both upon hiring and later - by signing an additional 

agreement. The employment contract or additional 

agreement can stipulate that remote work will be 

permanent or temporary (for a period of up to 6 

months, and a combined nature of remote work is also 

possible, when remote work outside the office 

alternates with work in the office; 

2) an employment contract and an additional 

agreement thereto, providing for the employee to 

perform a work function remotely, may be concluded 

by exchanging electronic documents. The person 

starting remote work may be familiarized in the same 

way with local regulations directly related to the 

employee's work activity and a collective agreement; 

3) to exchange documents, the parties need: an 

enhanced qualified electronic signature of the 

employer and an enhanced qualified or unqualified 

electronic signature of the employee (for an 

employment contract and additional agreements 

thereto, contracts on financial liability, 

apprenticeship contracts, as well as when making 

changes to these contracts (additional agreements to 

employment contracts) and terminating them. Other 

electronic documents can be exchanged in any form 

that allows recording the fact of receipt of these 

documents by the parties, however, this must be 

provided for in one of the documents: an employment 

contract, an additional agreement, a local regulatory 

act or a collective agreement; 

4) information about work activity is entered by 

the employer into the work record book at the request 

of the remote worker, provided that it is provided, 



including by sending it by registered mail with 

notification; 

5) the procedure for interaction between the 

employer and the employee, including in connection 

with the performance of the work function remotely, 

the transfer of work results and reports on the work 

performed at the employer's request, is established by 

a collective agreement, a local regulatory act, an 

employment contract, or an additional agreement to 

it. The time of interaction between the remote 

employee and the employer is included in working 

hours (this rather vague rule replaced the original 

guarantee, formulated as the "employee's right to 

disconnect"); 

6) the remote worker's working hours are 

established by him/her at his/her own discretion, 

unless otherwise provided by a collective agreement, 

local regulatory act, employment contract, or 

supplementary agreement to the employment 

contract. These same documents may define the 

conditions and procedure for the employer to call a 

remote worker who is performing remote work 

temporarily to perform his/her work function at a 

stationary workplace or for such worker to come to 

work on his/her own initiative to perform his/her 

work function at a stationary workplace; 

7) an employee's salary cannot be reduced in 

connection with hiring or transfer to remote work (as 

the practice of " covid " times has shown, this 

guarantee of maintaining wages is especially 

important when transferring to remote work at the 

initiative of the employer in emergency situations); 

8) the employer is obliged to provide the remote 

worker with the equipment, software and hardware, 

information security tools and other means necessary 

for the performance of his/her work function, or the 

worker, with the consent or knowledge of the 

employer, uses his/her own equipment and hardware. 

In this case, the employer pays the employee 

compensation for the use of equipment and hardware, 

and also reimburses expenses related to their use, in 

the manner, time frame and amount determined by the 

collective agreement, local regulatory act, 

employment contract, supplementary agreement to 

the employment contract. 

9) temporary transfer of an employee to remote 

work without his consent is allowed - in cases that 

threaten the life or normal living conditions of the 

entire population or part of it, as well as in the event 

of a corresponding decision by a government body 

and (or) a local government body. In this case, the 

employer must adopt a Regulation on the temporary 

transfer of employees to remote work, with which the 

employee must be familiarized in a way that allows 

for reliable confirmation of the employee's receipt of 

such a local regulatory act . Upon expiration of the 

term of such transfer, the employer is obliged to 

provide the employee with the previous work 

stipulated by the employment contract, and the 

employee is obliged to begin performing it; 

10) two additional grounds for termination of an 

employment contract at the initiative of the employer 

have been established: 

- if the employee, without good reason, does not 

interact with the employer on issues related to the 

performance of the work function for more than two 

consecutive working days from the date of receipt of 

the relevant request from the employer (unless a 

longer period is established by the procedure for 

interaction between the employer and the employee); 

- in the event that the employee changes the 

location of performance of the work function, if this 

makes it impossible for the employee to perform his 

duties under the employment contract under the 

previous conditions. 

It should be noted that the legislator quite rightly 

rejected the idea of giving the employer the right to 

establish additional grounds for termination of the 

employment contract with a remote worker in the 

employment contract, as was done in the previous 

version of Chapter 49.1 of the Labor Code of the 

Russian Federation. Practice has demonstrated 

numerous cases of abuse by the employer of its 

dominant position when developing the terms of the 

employment contract for its termination. 

A characteristic difference of the new procedure 

for regulating remote work is the procedure for fixing 

the rules of interaction between the employee and the 

employer. If in the previous version, most of the 

issues that the legislator attributed to the discretion of 

the parties were fixed in the employment contract, 

then in the current version of Chapter 49.1 of the 

Labor Code of the Russian Federation, these 

conditions are prescribed at the choice of the subjects: 

in a collective agreement, a local regulatory act 

adopted taking into account the opinion of the trade 

union, an employment contract or an additional 

agreement to the employment contract. That is, both 

a regulatory and contractual method of establishing 

the rules by which remote work will be carried out is 

allowed. 

 

3 .1.2  Regulation of remote work in 
Kazakhstan 

In Kazakhstan, the specifics of regulating the work of 

remote workers were first established in the labor 



legislation in 2012. Thus, Chapter 23.1, which 

includes Articles 221.1 through 221.3, appeared in 

the Labor Code of the Republic of Kazakhstan of 

2007. They defined: the concept of remote work; the 

employer's obligation to provide the employee with 

communications equipment, as well as to install and 

maintain them, or to pay him compensation if the 

employee uses his own communications equipment 

on an ongoing basis (the amount of such 

compensation was to be determined by agreement 

with the employee); inclusion in the employment 

contract of a condition on the methods and frequency 

of work contacts between the employee and the 

employer; specifics of accounting for working hours 

and rest time (the rules on the standard duration of 

working hours and rest time were extended to them, a 

fixed accounting of working hours was established, 

however, the specifics of monitoring it were to be 

defined in the employment contract); specifics of the 

conditions for ensuring safety and labor protection 

(they were also to be defined in the employment 

contract). 

Subsequently, these provisions were reformed in 

the process of developing the new Labor Code. Thus, 

in the Labor Code of the Republic of Kazakhstan, 

which was adopted in 2015, instead of a separate 

chapter devoted to remote work, only one article 138 

was included. In its first edition, the provisions 

regarding the concept of remote work and the 

conditions for the provision or compensation for the 

use of communications were fully preserved, and 

regarding the accounting of working hours - in terms 

of fixed accounting of working hours. 

Further changes in the regulation of remote work 

were a consequence of the state's response to the 

challenges it faced in connection with the spread of 

the new coronavirus pandemic COVID -19. 

As a background, it should be noted that on April 

10, 2020, the Minister of Labor and Social Protection 

of the Population of the Republic of Kazakhstan gave 

an answer regarding how to apply the provisions of 

labor legislation in terms of remote work in the new 

conditions without observing the general rules on the 

transfer of employees, which were actually 

impossible to fulfill. It stated that "the measure to 

transfer (current) employees (while maintaining their 

labor function) to remote work involves changing 

only the working hours of employees", which, 

according to subparagraph 2 of paragraph 1 of Article 

38 of the Labor Code of the Republic of Kazakhstan, 

should be qualified as a transfer. However, "given 

that the transfer of employees to remote work in the 

context of the spread of the coronavirus epidemic is 

carried out in the interests of employees and in order 

to preserve their health, we believe that in an 

emergency situation, it is sufficient for the employer 

to issue an act on temporary (for the quarantine 

period) transfer to remote work." 

The first amendments to the Labor Code of the 

Republic of Kazakhstan were made only in May 

2020. Thus, Article 138 introduced a rule stating that 

the procedure for employees engaged in remote work 

to comply with occupational safety and health 

requirements, as well as to ensure the safe 

performance of work duties, is determined by an act 

of the employer. 

More extensive changes took place later - in July 

2021. This time, the changes affected not only Article 

138 of the Labor Code of the Republic of Kazakhstan, 

which is fundamental for remote work, but also a 

number of other articles (for example, subparagraphs 

55.1 and 55.2 of paragraph 1 of Article 1, paragraph 

1 of Article 20, Articles 28, 74, 123, 127 of the Labor 

Code of the Republic of Kazakhstan and others). At 

the same time, such changes can be grouped into 

several areas: a number of provisions concern remote 

work directly, and other provisions concern the 

electronic interaction of any employees and 

employers. 

If we talk about remote work, its regulation has 

changed as follows: 

1) the concept of remote work has been expanded 

(it has come to be understood as the implementation 

of the work process using information and 

communication technologies in the course of work 

not only outside the location of the employer, but also 

the host party and their facilities); 

2) an additional type of remote work has been 

introduced – combined remote work; 

3) for non-combined remote work, the rule on 

including in the employment contract a condition on 

the place of performance of work has been excluded; 

4) in the case of non-combined remote work, the 

employer or host party is relieved of the obligation to 

create conditions for employees necessary for normal 

work and to ensure the complete safety of the 

property entrusted to them; 

5) the specifics of a business trip during remote 

work have been established - it is carried out from the 

place of actual performance of work duties, unless 

otherwise provided by labor or collective agreements 

or an act of the employer; 

6) a rule has been established that remote work 

may not only be initially from the moment of 

concluding an employment contract, but also 

subsequently become such by agreement of the 

parties, and such an initiative may come from both the 

employee and the employer; 



7) the possibility of temporarily introducing 

remote work on the basis of an act of the employer in 

exceptional cases that pose a threat to the life or health 

of employees (for example, quarantine) has been 

established, while at the same time requirements for 

the content of such an act have been provided; 

8) in terms of fixed recording of working hours, it 

has been clarified that in this case, restrictions on the 

daily duration of working hours must be observed, the 

specifics of control over which may be determined 

not only in the employment contract, but also in the 

employer's act. If the performance of work cannot be 

recorded by the employer or the receiving party at a 

specific time, the working hours are noted in the 

document on recording working hours as the 

performance of the volume of work established by the 

employment contract or the employer's act; 

9) by agreement of the parties to the employment 

contract, a flexible working hours regime may be 

established for employees engaged in remote work; 

10) an obligation has been established for the 

employee to be available for communication with the 

employer and the host party during working hours; 

the list of exceptions is limited to cases where 

overtime work, as well as involvement in work on 

weekends and non-working holidays, can be carried 

out without the employee’s consent, in other cases – 

with the written consent of the employee and with 

increased pay; 

11) an additional guarantee has been established 

for the preservation of wages in full during remote 

work when performing the volume of work stipulated 

by the employment contract and the employer’s act, 

depending on the employee’s qualifications, the 

complexity and quality of the work performed; 

12) a number of obligations are provided for the 

employer and the host party in order to ensure the 

safety and labor protection of employees during the 

period of their remote work; 

13) in order to protect official, commercial or 

other secrets protected by law, the content of the 

employment contract shall include a condition on the 

preservation and non-disclosure of information of the 

employer and the receiving party that became known 

to the employee during the process of remote work. 

3.1.3  Regulation of remote work in the 
Republic of Belarus 

In the Republic of Belarus, provisions on remote 

work appeared shortly before the spread of the new 

coronavirus infection COVID -19 - in 2019. A new 

chapter 25.1 appeared in the Labor Code of the 

Republic of Belarus, which includes articles 307.1 to 

307.5. They were not subject to further changes. Their 

main content is as follows: 

1) definition of the concept of remote work; 

2) the need for the personal presence of the 

employee to conclude an employment contract, and 

for the conclusion of additional agreements, the 

exchange of electronic documents is permitted; 

3) features of the content of the employment 

contract: 

- place of imprisonment – location of the 

employer; 

- an indication of the remote nature of the work is 

required; 

- conditions for the exchange between the 

employer and the employee of electronic documents 

or messages in electronic form (including SMS 

messages, files and records) containing written 

assignments, other information for the performance 

of work duties, the results of work performed, 

statements and explanations of the employee, 

notifications, orders and other documents of the 

employer related to the change and termination of the 

employment contract; 

- the procedure and timeframes for providing 

employees performing remote work with the 

equipment, software and hardware, information 

security tools and other means necessary for the 

performance of their work duties; 

- the procedure and deadlines for the submission 

by employees performing remote work of reports on 

the work performed; 

- the amount, procedure and terms of payment of 

compensation for the use by employees performing 

remote work of equipment, software and hardware, 

information security tools and other means owned or 

leased by them, the procedure for reimbursement of 

other expenses related to the performance of remote 

work; 

- methods and frequency of working contacts 

between an employee performing remote work and 

the employer; 

- the employee’s working hours and rest time are 

determined by the employment contract or an 

indication that they are determined by the employee 

independently; 

- organization of accounting of working hours and 

rest time; 

- the need to provide breaks during the working 

day; 

- the procedure for granting employees vacations; 

- additional conditions (for example, the 

employee’s obligation to use equipment, software and 

hardware, information security tools and other tools 

provided or recommended by the employer when 



performing work duties; other obligations of the 

employer to ensure safe working conditions and labor 

protection may be provided for in the employment 

contract); 

4) features of electronic interaction depending on 

whether the employee is required to familiarize 

himself with certain documents by signature or not; 

5) workers performing remote work are subject to 

the standards for working hours and rest time 

established by labor legislation; 

6) in order to ensure safe conditions and labor 

protection for an employee performing remote work, 

the employer is obliged to familiarize the employee 

with the labor protection requirements when working 

with equipment and means provided or recommended 

by the employer; 

7) the specifics of termination of an employment 

contract for remote work concern only the 

determination of the procedure for electronically 

familiarizing an employee performing remote work 

with the employer's order to terminate the 

employment contract. 

3.1.4  Regulation of remote work in the 
Kyrgyz Republic 

The regulation of remote work was most recently 

introduced in the Labor Code of the Kyrgyz Republic. 

As noted in the ILO Analytical Note "Application of 

Key Provisions of Labor Law during the COVID -19 

Pandemic in Belarus, Georgia, Kazakhstan, 

Kyrgyzstan and Russia", "the lack of necessary 

mechanisms for regulating labor relations during the 

COVID -19 pandemic has forced the country's 

leadership and executive authorities to adopt relevant 

legislative acts. During the state of emergency, the 

regulation of labor relations was decentralized and 

carried out at the industry and local levels. Employers 

transferred their activities to remote mode, which was 

not provided for by existing laws." As a result, the 

authors of this document noted that "regulatory 

mechanisms were unprepared for the conditions of 

remote work and could not provide decent working 

conditions for workers during the COVID -19 

pandemic." 

Thus, from January 11, 2023, such provisions 

were established in Chapter 32.1 of the Labor Code 

of the Kyrgyz Republic, which includes Articles 

360.1 to 360.5, and in Chapter 7, the provisions on the 

workplace (clause 3 of Part 2 of Article 54) and on 

the form of concluding an employment contract (Part 

2 of Article 58) were amended. The new legal norms 

established: 

1) the concept of remote work; 

2) the possibility of concluding an employment 

contract with a remote worker both in the personal 

presence of the worker and in the form of an 

electronic employment contract; 

4) features of the content of an employment 

contract with a remote worker: 

- determining the location of the employer as the 

place of conclusion of the employment contract; 

- mandatory indication of the remote nature of the 

work; 

- methods and frequency of interaction between 

the employee and the employer; 

- possible additional conditions (on the 

employee's obligations to use equipment and 

information technology facilities provided or 

recommended by the employer when performing 

their work duties; the procedure and deadlines for 

providing employees with the equipment, 

information technology facilities and other means 

necessary for the performance of their work duties; 

the procedure and deadlines for their submission of 

reports on the work performed; the amount, 

procedure and deadlines for paying compensation for 

the use by these employees of their own equipment, 

information technology facilities, as well as other 

expenses related to the performance of remote work; 

accounting of working hours and rest time; the 

procedure for providing the employee with annual 

paid leave and other types of leave; additional 

responsibilities of the employer to ensure safe 

conditions and labor protection); 

5) the employer’s obligation to ensure that the 

employee is familiar with the occupational safety 

requirements when working with equipment and 

means provided or recommended by the employer; 

6) extension to remote workers of the standards 

for working hours and rest time established by labor 

legislation; 

7) the possibility of temporarily transferring an 

employee to remote work at the initiative of the 

employer in exceptional cases (requirements for the 

content of the employer's act are not established). 

3.1.5  Regulation of remote work in the 
Republic of Armenia 

The only EAEU member country that still does 

not have provisions on remote work is the Republic 

of Armenia. At present, such changes are still only 

being discussed. The Labor Code of the Republic of 

Armenia only contains provisions on the electronic 

method of concluding an employment contract 

(Article 85). However, these changes were made 



before the spread of the new coronavirus infection 

COVID -19. 

4  DISCUSSION 

The practice of implementing regulations aimed at 

regulating labor relations during the spread of the new 

coronavirus infection COVID -19 has led to the 

emergence of scientific and practical problems. 

One of the problems noted by a number of 

researchers is the discrepancy between the 

terminology of regulations issued during the fight 

against the pandemic and the Labor Code of the 

Russian Federation. Thus, the Decrees of the 

President of the Russian Federation repeatedly used 

the term "non-working days", while the Labor Code 

of the Russian Federation uses only the terms 

"weekends" or "non-working holidays". 

A related issue was the establishment of new rules 

governing labor relations outside the Labor Code of 

the Russian Federation. Thus, the Decrees of the 

President of the Russian Federation established an 

additional guarantee for unemployed workers in the 

form of maintaining wages, despite the fact that the 

Labor Code does not provide for payment for non-

working days. During the period of validity of the 

Presidential Decrees, the regions adopted regulatory 

legal acts introducing the so-called "high alert 

regime", clarifying the rules of conduct during self-

isolation based on the Resolution of the Chief State 

Sanitary Doctor of the Russian Federation dated 

March 18, 2020 No. 7 "On Ensuring the Isolation 

Regime in Order to Prevent the Spread of COVID -

2019" and the recommendations of Rospotrebnadzor 

. By virtue of the powers granted to them, many 

regional leaders decided to extend the high alert 

regime, which provides for the suspension of the 

activities of organizations and restrictions on the 

movement of people, including to the place of work. 

Thus, advisory acts imposing new obligations on 

employees and employers and providing for 

increased expenses for employers have become a new 

legal reality. 

All of the above has created a unique situation: 

typical issues of transferring employees to remote 

work were drawn up by different employers, based on 

different interpretations of by-laws. The principle of 

uniformity in the approach to legal regulation of labor 

relations was violated, and, consequently , the 

principle of prohibition of discrimination in labor 

relations. 

During the period of the announcement of non-

working days, the issue of observing the principle of 

fairness in relation to workers who continued to work 

without any compensation payments for the risks of 

infection with the coronavirus infection COVID -19, 

while the majority of the working population was 

released from work with the preservation of wages, 

became acute. 

The transfer of employees to remote work has 

exacerbated the psycho-emotional stress of 

employees due to increased work and family 

workload. At the same time, the adopted by-laws did 

not change labor standards in any way, nor did they 

oblige employers to develop new planning systems in 

the context of increasing psychological and emotional 

stress on employees. The need to use new digital 

technologies for remote communication has led to the 

emergence of new professional risks. Since 2020, the 

scientific literature has begun to use the concept of " 

technostress ", and at the level of medical research, 

the development of tools for measuring technostress 

has begun , based on the physical and psychological 

stress on the employee. 

The use of new digital technologies in remote 

work has significantly simplified the transition to 

remote work in many areas of life. Various software 

for video conferencing, setting tasks for employees, 

exchanging messages, etc. have become extremely 

popular. At the same time, the lack of skills in using 

these programs, the so-called digital competencies, 

among most employees has led to unexpected 

consequences. Firstly, the expensive programs 

purchased by the employer were not used by 

employees in full, that is, they were not 100% 

effective, many functions were not activated. And 

secondly, the employees themselves were often 

disappointed in the potential of new digital 

technologies, which led to widespread distrust of 

digital technologies. All of the above cannot have a 

positive effect on the course of digitalization of 

society, indicated in government programs. 

The objectively existing need for employer 

control over the means of production and the 

performance of employees' work duties while 

working remotely naturally led to the introduction of 

employee monitoring systems. At the same time, 

unfortunately, the by-laws issued during the new 

coronavirus infection COVID -19 did not establish 

either the limits of the employer's interference in the 

private life of employees or the conditions for such 

interference, which in practice revealed the need to 

develop mechanisms for implementing the principle 

of protecting the private life of employees during 

their work. The personnel management system as a 

whole has undergone a conceptual change: making 

non-standard decisions in a crisis increasingly 



requires knowledge of labor legislation in order to 

avoid administrative liability of employers. 

It is interesting to note that the presence of 

territorial distance between the employee and the 

employer has had a positive effect on the emergence 

of new practices in educational processes, including 

in personnel training and advanced training of 

employees. This was especially evident in the 

healthcare sector, where simulating and virtual 

training began to be successfully used, as well as in 

the field of general, secondary vocational and higher 

education, where videoconferencing and electronic 

portals began to be introduced everywhere. Having 

caused an acceleration in the pace of revision of 

training algorithms, the new coronavirus infection С 

ovid -19 in scientific literature was called the "corona 

trigger". 

The transformation of the workplace during the 

pandemic has raised the issue of changing approaches 

to studying the issues of labor protection of remote 

workers. The previous paradigm of protecting only 

the physiological health of the worker now seems 

outdated against the background of global studies on 

the impact of the use of new digital technologies on 

the psychological health of the worker. Currently, the 

question is being raised about recognizing 

professional burnout as a disease, in connection with 

which labor law must provide adequate mechanisms 

for protecting the mental health of the worker. 

Within the framework of this approach, it is also 

of interest to study the issue of the quality of life of 

workers who perform remote work for a long period 

of time due to the impossibility of quickly 

"switching" from performing work functions to 

family responsibilities . This fact is confirmed by 

studies that have revealed that male professionals see 

much less damage to the quality of life in remote work 

than female professionals . 

The issue of compliance with the legislation on 

the protection of personal data in the context of the 

spread of coronavirus infection also arises. Decree of 

the Mayor of Moscow dated March 5, 2020 No. 12-

UM established a new requirement for employers of 

the city of Moscow to process the personal data of 

third parties due to the fact that employees are obliged 

to inform the employer about certain diseases and 

pregnancy, as well as symptoms of acute respiratory 

viral infection, coronavirus , pneumonia not only of 

the employees themselves, but also of persons living 

with them. The problem of obtaining written consent 

for the processing of personal data of not only the 

employee himself, but also of his family members 

arose. According to some researchers, the consent of 

the subject of personal data for such processing is not 

required. However, we believe that such an exception 

to the rules should still be established by law. 

.It is objectively clear that the adjustment of the 

legal regulation of labor relations in emergency 

conditions could not take into account all the negative 

consequences and risks. It is assumed that it brought 

much more benefit than violations of labor rights and 

freedoms of citizens. At the same time, the lack of 

further improvement of the legal regulation of some 

issues of remote work in the post-pandemic period is 

surprising. Moreover, " pandemic " norms continue to 

formally exist. For example, the rule on maintaining 

wages for non-working employees is still recorded in 

the Presidential Decree of May 11, 2020 No. 316. All 

of the above allows us to conclude that it is necessary 

to study the lessons of the legal regulation of labor 

relations during the coronavirus infection COVID -19 

and revise the legal regulation of remote work in the 

post-pandemic period. 

5  CONCLUSIONS 

There is no doubt that the measures taken to legally 
regulate labor relations during the new coronavirus 
infection COVID -19 in the EAEU countries were 
forced and inevitably encroached on the rights and 
freedoms in the sphere of labor relations. The need to 
quickly make decisions without discussion in the 
established manner is quite understandable given the 
importance of the current situation. At the same time, 
the greater danger is not the implementation of the 
measures taken, but getting used to them and 
introducing them into the post-pandemic reality, 
which may prove fatal. Getting used to emergency 
necessary measures does not mean that the parties to 
labor relations are ready to get used to their loss. 
Legal regulation of labor relations during the spread 
of the new coronavirus infection COVID -19 , 
expressed in the adoption of emergency necessary 
measures, could not always be characterized as 
desirable or useful for observing constitutional rights 
in the sphere of labor relations. At the same time, the 
question arises of maintaining the procedure for legal 
regulation of remote work in the post-pandemic 
period. The new paradigm of legal regulation of labor 
relations in the context of a pandemic and the post-
pandemic period should represent an effective fight 
against the spread of infection without deviating from 
the constitutional order and protecting the rights of 
workers of the EAEU states. 
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