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LEGAL FRAMEWORK FOR REMOTE WORK: HRM’S ROLE IN 

ENSURING COMPLIANCE AND EMPLOYEE WELL-BEING  

~ Manimaran Saravanan & Dr. S. Maruthavijayan 

ABSTRACT: 

Start where you are, use what you have, do what you can.1 This is the best quote to say what 

a remote working in simple terms is. But we need a more appropriate definition. This study 

examines definitions, some opinions on remote working and as well as problems that come 

along with it in context with Human Resource Management. We will also briefly explore the 

legal frameworks which deal with remote working for the well-being of the employees as 

well as for the well-being of the organization or company. This study also ponders into the 

evolution of remote working from flexi-time to hybrid mode and its impact on organizational 

culture. The role of HRM in ensuring compliance and employee well-being is also highly 

lightened. Some case studies of organizations were also analysed to find out the most 

effective remote working policies. This study uses both doctrinal and non-doctrinal research 

to conclude the problems that come along with remote working. The data used in this study is 

both primary and secondary. The survey is conducted to collect data for non-doctrinal 

research using a random sampling technique. At the end of the study, some suggestions are 

stated based on the findings to overcome these challenges or problems.  

Keywords: Remote Working, Human Resource Management (HRM), Legal Framework, 

Employee Well-being, Hybrid Work Model, Organizational Culture, Doctrinal and Non-

Doctrinal Research, Remote Work Policies. 

INTRODUCTION 

Work from home and remote working seems to be the same but they differ in scope. In work 

from home, employees do their work while seated in their own residence without coming to 

 
1 Quote by Arthur Ashe. https://esevel.com/blog/quote-of-remote-work (last visited 08/04/2025). 

https://esevel.com/blog/quote-of-remote-work
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the office while in remote working; an employee can work from any place it can be his/her 

home, park, café, etcetera,. So, work from home has a narrow scope that workspace is home 

but for remote working, the definition carries a broader definition, where the scope includes 

those places which are not home. In this study we only delve deep into remote working. The 

work from home concept became more popular during COVID pandemic period due to 

workplace closures. A 2020 study of the COVID-19 pandemic estimated that 93% of world 

workers lived in countries with some sort of workplace closure.2 In this, 13 % of the world's 

workers were living in the countries with all workplace closures except some essential 

business or workplaces, 42% were living in countries with some specific firms alone and 

19% were living in countries with closure of some recommended workplace.3 Remote 

working became more popular during these years and most of the employees, especially 

internee’s (students) desire their workspace to be remote for their own convenience. It has 

both advantages and disadvantages. While the advantages of remote working are significant 

for retention of employees, the major disadvantage includes the monitoring of the employees 

for deadlines and welfare policies for work from home employees, which will be discussed in 

this study.  

 

REVIEW OF LITERATURE 

1. Legal Challenges of Remote Work in India: Post-Pandemic Employment Law 

Perspectives, Bhatt, A. (2021). This research examines how Indian labor regulations, 

primarily created for in-person employment. This research also emphasizes how the 

regulations had difficulty adjusting to remote work in the aftermath of the COVID 

pandemic. It also demonstrates the absence of legal acknowledgment for remote work 

in the laws. In this study, Bhatt proposes certain policy changes to clarify working 

hours, pay rates, and employee benefits for remote employees. The article highlights 

the significance of contract provisions designed for remote work. In general, it acts as 

a legal guide for HR professionals and policymakers. 

2. Remote Working and HR Practices in Indian IT Firms during COVID-19, 

Sinha, R. & Verma, P. (2022) – IIMB Management Review. The authors explore 

how HR departments in Indian IT companies redesigned engagement and 

performance systems during lockdowns. They highlight the increased use of digital 

 
2 https://en.wikipedia.org/wiki/Remote_work#cite_note-6 (last visited 11/08/2025). 
3 ILO Monitor: COVID-19 and the World of Work. Fifth Edition. Updated Estimates and Analysis (last visited 

11/08/2025). 

https://en.wikipedia.org/wiki/Remote_work#cite_note-6
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---dcomm/documents/briefingnote/wcms_749399.pdf
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tools for collaboration and employee monitoring. The study stresses that HR’s role 

extends to mental health support and digital wellness programs. Data from surveys 

indicated higher satisfaction when HR offered flexibility and recognition. This work 

bridges HR policy and employee experience in a remote setting. 

3. Labour Laws in the Era of Work from Home in India, Desai, P. (2020). Desai 

investigates legal gaps in India's labour system regarding remote work. The study 

highlights that existing laws don’t address internet allowances, home office safety, or 

overtime calculation. It recommends model contracts that explicitly define employer 

and employee responsibilities. Desai calls for amendments to ensure fair treatment of 

remote employees. The paper acts as a legal checklist for compliance. 

4. Future of Work: Remote and Hybrid Work Models in India, NASSCOM (2021). 

This industry report surveys Indian businesses transitioning to hybrid and remote 

work. It outlines compliance concerns related to work hours, cyber security, and 

employee health monitoring. The report stresses the need for HR-driven remote work 

policies backed by legal clarity. It also includes best practices from leading IT and 

BPO firms. NASSCOM positions remote work as a permanent fixture in India’s 

economy. 

5. Mental Health and Remote Work: A Study on Corporate Employees in India, 

Saxena, A. (2021). Saxena’s study examines how prolonged remote work affects 

employees’ mental health. Findings show increased stress, isolation, and burnout due 

to blurred work-life boundaries. HR managers are urged to implement counselling 

programs and regular check-ins. Legal obligations under occupational safety norms 

are also discussed. This work combines psychological well-being with legal 

compliance. 

6. The Impact of Remote Work on Employment Laws in India, Tripathi, V. (2021). 

Tripathi evaluates how traditional laws like the Minimum Wages Act and Payment of 

Gratuity Act apply in a remote work setting. The research notes uncertainty in 

tracking hours and calculating benefits. It argues that HR must design systems that 

ensure legal compliance even without physical supervision. Tripathi also proposes 

policy reforms for remote wage protection. The paper is both analytical and solution-

oriented. 

7. Draft Labour Codes and Remote Work Regulations, Ministry of Labour and 

Employment (2020). This draft policy document examines the potential inclusion of 

remote work clauses in the new Labour Codes. It touches on social security benefits 
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for gig and home-based workers. The report emphasizes that HR departments will 

play a central role in complying with the new codes. It also hints at flexible work hour 

regulations. This is a primary source for understanding the legal direction of remote 

work in India. 

8. The Role of HR in Creating Legally Compliant Remote Workspaces in India, 

Mukherjee, D. & Rao, S. (2023). Using case studies, the authors highlight how HR 

teams in various sectors managed legal risks during remote work transitions. They 

found a skills gap in labour law knowledge among HR staff. Recommendations 

include legal training for HR managers and formal SOPs. The paper stresses 

collaboration between legal and HR departments. It shows the real-world application 

of compliance strategies. 

9. Work from Home and the Legal Vacuum in Indian Labour Policies, Indian 

Journal of Industrial Relations (2021). This paper points out that India lacks formal 

legal provisions for remote work in labour policies. It recommends that HR conduct 

proactive audits to fill compliance gaps internally. The study covers issues like 

workplace injury liability and data protection. It also suggests adopting global best 

practices to inspire Indian reforms. The analysis is critical yet constructive. 

10. HRM’s Role in Remote Work during COVID-19: An Indian Perspective, Tiwari, 

A. (2022). Tiwari’s empirical research covers BPO and ITES companies, showing 

HR’s expanded responsibilities in remote work. Tasks included contract 

modifications, tracking attendance digitally, and ensuring welfare benefits. The paper 

notes HR's involvement in negotiating flexible schedules with legal approval. It also 

discusses the shift towards employee-centric policies. Interviews and survey data back 

the findings. 

11. Workplace Transformation: HRM and Legal Readiness for Remote Work in 

India, PMG India Report (2021). This corporate report reviews compliance in 

taxation, PF, and ESI contributions for remote workers. It warns of legal risks in 

prolonged remote work without clear agreements. The report advises forming HR-

legal teams to address cross-jurisdictional employment. It also analyzes hybrid work 

productivity. The insights are practical for large-scale employers. 

12. Balancing Productivity and Compliance in Work-from-Anywhere Models, 

Mishra, R. & Singh, N. (2023) – Journal of HRM and Labour Law. This research 

focuses on Indian startups adopting flexible work policies. It shows HR’s role in 

drafting SOPs covering labour law, data security, and employee monitoring. The 
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study stresses balancing productivity metrics with legal compliance. Case examples 

illustrate both successes and challenges. It bridges HR innovation with statutory 

obligations. 

 

RESEARCH METHODOLOGY 

This study adopts doctrinal and Non-doctrinal methods to analyze remote work's legal and 

managerial dimensions, focusing on HRM’s role in ensuring compliance and employee well-

being. 

 

RESEARCH DESIGN 

The research is primarily doctrinal, relying on the interpretation and analysis of legal statutes, 

regulations, and judicial precedents relevant to remote work in India and other jurisdictions. 

It is supplemented by an empirical study to identify best practices. 

 

DATA COLLECTION 

Primary Sources: Statutes, government notifications, international labor conventions (ILO), 

and landmark judicial rulings related to employment law, occupational safety, and data 

privacy in remote work settings, survey. 

Secondary Sources: Academic journals, HRM research papers, policy reports, industry white 

papers, and case studies from leading organizations that have successfully implemented 

remote work strategies. 

 

RESEARCH TOOLS & TECHNIQUES 

This study utilized a mixed-methods approach. For doctrinal research, the primary techniques 

were the systematic interpretation and analysis of primary legal sources, including statutes, 

case law (e.g., Supreme Court rulings), and government notifications. For the non-doctrinal 

(empirical) component, the main research tool was a structured survey designed to collect 

quantitative data on remote workers' perceptions. This survey employed a random sampling 

technique to gather responses. Data analysis involved both descriptive statistics (e.g., 

calculating percentages, mean, median, mode) to summarize the survey results and qualitative 

analysis to interpret the legal findings and their implications for HRM. 

SCOPE OF THE RESEARCH 
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The scope of this research is comprehensively defined by its primary focus on the intersection 

of the legal framework and the role of Human Resource Management (HRM) in the context 

of remote work. The study delves into the evolution of remote work models, the attendant 

legal challenges in areas such as working hours, wages, and data privacy, and the strategic 

responsibilities of HR in ensuring compliance and employee well-being. While it 

incorporates a brief comparative analysis of international regulations from bodies like the EU 

and ILO, its principal geographical and legal focus remains on the Indian context, examining 

existing statutes and proposed labour codes. Methodologically, the research employs a 

mixed-methods approach, combining doctrinal analysis of legal precedents and policies with 

empirical data gathered through a survey specifically targeted at understanding the 

experiences of a younger demographic engaged in remote internships and part-time roles. 

LIMITATIONS OF THE RESEARCH 

The study is subject to several limitations. The most significant constraints arise from the 

empirical component, which is based on a relatively small sample size of 82 respondents. 

This limits the generalizability of the findings to the broader Indian remote workforce. 

Furthermore, the sample is characterized by a pronounced demographic bias, being 

overwhelmingly composed of young individuals aged 15-30, and a critical experience gap, as 

58.5% of respondents had no direct experience with remote work. This means that a 

substantial portion of the survey data reflects perceptions rather than lived experiences, 

potentially skewing the results on the impact and challenges of remote work. Additionally, 

while the doctrinal research discusses national and international frameworks, the survey itself 

lacks geographical specificity within India, limiting insights into regional variations. Finally, 

the reliance on a quantitative survey method, while valuable for capturing broad perceptions, 

inherently lacks the depth that qualitative interviews or case studies would provide to explain 

the underlying reasons for these perceptions. 

OUTCOME EXPECTATION 

The methodology aims to synthesize legal obligations with HRM strategies to propose a 

comprehensive, compliance-oriented remote work framework that prioritizes employee well-

being. 

OBJECTIVES 

These are the list of objectives for this study. 

1. To understand awareness of legal provisions and rights when engaged in remote 

internships, part-time work, or online projects. 



THE INDIAN JOURNAL FOR RESEARCH IN LAW AND MANAGEMENT, VOL. 2, ISSUE 11, AUGUST - 2025 

7 
 

2. To assess how remote work or learning arrangements affect work-life balance and overall 

well-being. 

3. To evaluate the role of institutional HR or placement cells in ensuring compliance with 

legal standards for workers. 

4. To explore satisfaction with the flexibility, support, and resources provided during remote 

engagements. 

5. To examine challenges faced by remote workers in understanding contractual obligations 

and compliance requirements in remote work. 

6. To analyze remote worker’s experiences with data privacy, online safety, and security 

while working or learning remotely. 

7. To identify how remote work affects remote worker’s skill development, networking, and 

career growth opportunities. 

8. To study perception of fairness and equal opportunity in remote work environments. 

9. To gather student feedback on the clarity and transparency of terms and conditions for 

remote roles or projects. 

10. To recommend ways to improve HR support and legal frameworks for workers engaged 

in remote work or hybrid learning models. 

 

HYPOTHESIS 

H1: Employees working remotely under organizations with strong compliance frameworks 

(strict working hours, monitoring, and legal safeguards) may report higher perceptions of 

fairness and security, yet simultaneously exhibit lower levels of engagement and innovation 

compared to employees with minimal compliance oversight. 

 

H2: The perceived well-being benefits of remote work (flexibility, autonomy, reduced 

commute) diminish when HR interventions focus primarily on wellness programs, unless 

these programs are explicitly integrated with clarity on legal protections, data privacy, and 

dispute resolution mechanisms. 

 

RESULT AND DISCUSSION: 

PART 1: DOCTRINAL RESEARCH 
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1. EVOLUTION OF REMOTE WORK – FROM FLEXI-TIME TO HYBRID 

MODELS 

Is the remote working a new concept? No, it's not. remote working became popular during 

COVID and post COVID period. Before that telecommuting laid the foundation for what we 

now call remote working. Before the days of Skype and Zoom calls, a NASA engineer by the 

name of Jack Nilles laid the foundation for modern remote working when he coined the term 

"telecommuting" in 1973.4 Every revolution starts with an experimentation of a limited 

number of people before it becomes millions. Likewise, IBM tested the effectiveness of 

telecommuting with a limited number of people. According to a Gartner survey, 74% of 

businesses are planning on shifting their employees to remote positions as part of their post-

COVID plans.5 The difference between telecommuting and remote working is similar to that 

of work from home and remote working which we saw in the introduction. 

 Hudson's Bay Company is one such company which have managed the workers through 

trust, local supervision and rules before computers came to existence world wide. In a way 

we can describe them as pioneers but still their working method is different from modern 

remote working. Later in 1970’s telecommuting was invented and around 1979 IBM 

experimented with work from home culture. Around the 2000's laptops, internet, smartphones 

and other essentials such as skype, zoom made the remote working easier. In 2010, US laws 

(Telework Enhancement Act, 2010 ) told government agencies to allow remote work as much 

as possible as they make the federal workforce more resilient, flexible and environment 

friendly. 

When COVID hit 2020, 93% of the workers were affected by the workplace closures. As a 

result many businesses needed to adapt to remote working without any preparation. 

 

There were many problems that arose due to the sudden implementation of remote work. 

some of which include Jurisdiction for cross border work, Overworking hours, payments to 

employees (full or partial)6 etcetera. 

The Supreme Court restrained the government from taking coercive action against the 

employers for following the order issued under factories act during the emergency period to 

 
4 https://www.crossover.com/resources/the-history-of-remote-work (last visited 13/08/2025, 8:53pm). 
5 https://www.crossover.com/resources/the-history-of-remote-work (last visited 13/08/2025, 8:53pm). 
6  Ficus Pax Pvt. Ltd. v. Union of India, Supreme Court (2020),  WRIT PETITION (C) DIARY No. 10983 OF 

2020.  

https://www.gartner.com/en/newsroom/press-releases/2020-04-03-gartner-cfo-surey-reveals-74-percent-of-organizations-to-shift-some-employees-to-remote-work-permanently2
https://www.crossover.com/resources/the-history-of-remote-work
https://www.crossover.com/resources/the-history-of-remote-work


THE INDIAN JOURNAL FOR RESEARCH IN LAW AND MANAGEMENT, VOL. 2, ISSUE 11, AUGUST - 2025 

9 
 

provide full wage to employees.7 The order dated 29th march 2020, mandated full payment of 

wages for the workers without any deduction during the period of lockdown. This created a 

turmoil among the employers. They argued that the order is arbitrary and  unreasonable and 

furthermore it is against article 14 & 19(1)(g)  of the Indian constitution. It was also contrary 

to equal pay to equal work and no work no pay principles. An order dated 20th June 2020, 

stated by the Supreme Court to start the negotiation between employers and employee union 

as many employers are not earning as much as pre-COVID period. 8 The Court did not 

impose a binding legal rule that employers must pay 50% wages. Rather, 50 days’ wage 

negotiation was offered as a pragmatic compromise approach in interim order. The Supreme 

Court also left it to the employers and employees to decide for the wages to settle. The Court 

also ordered that no coercive action shall be taken against employers who did not comply 

with the full-wage order during the lockdown (at least in the interim). 

During the post-pandemic period most of the company and organisation has shifted the work 

to hybrid making it remote working or work-from-home. This is also advantageous to the 

employer and employee in some way. The employer was able to cut the cost for the physical 

office, which was flexible and cost efficient. Some companies saw this as an opportunity and 

implemented hybrid working. If we take some examples, one would be Microsoft, which 

introduces two new resources for navigating the shift to hybrid work - Hybrid Workplace 

Flexibility Guide (for employees) and Hybrid Work: A Guide for Business Leaders (for 

leaders or employers). At Microsoft, we’re giving employees a clear flexible work policy—

any employee can work remotely up to 50 percent of the time.9 Tata Motors, Maruti Suzuki 

India, Marico, Mondelez and Hyundai are the few manufacturing industries or organisations 

which transitioned their work policy style to hybrid during post-covid period.10 

 

2. THE STRATEGIC ROLE OF HRM IN MODERN WORK ENVIRONMENTS 

As remote working was adopted by many companies and organizations, the Human Resource 

Management has the opportunity to cross beyond the boundaries and recruit talents for their 

organization. Digital on-boarding and virtual orientation has allowed the remote workers to 

 
7 Ficus Pax Pvt. Ltd. v. Union of India, Supreme Court (2020),  WRIT PETITION (C) DIARY No. 10983 OF 

2020. 
8.https://blog.ipleaders.in/ficus-pax-private-ltd-ors-union-india-ors-manoeuver-minimum-wager-pandemic-
regime  (last visited 15/08/2025, 9:57pm). 
9https://www.microsoft.com/en-us/microsoft-365/blog/2021/05/21/how-microsoft-approaches-hybrid-work-
a-new-guide-to-help-our-customers (visited 5/10/2025, 12:10 pm) 
10https://timesofindia.indiatimes.com/business/india-business/missing-office-wait-to-swipe-in-just-got-
longer/articleshow/88511583.cms  (visited 5/10/2025, 12:17 pm) 

https://blogs.microsoft.com/blog/2020/10/09/embracing-a-flexible-workplace/
https://blog.ipleaders.in/ficus-pax-private-ltd-ors-union-india-ors-manoeuver-minimum-wager-pandemic-regime
https://blog.ipleaders.in/ficus-pax-private-ltd-ors-union-india-ors-manoeuver-minimum-wager-pandemic-regime
https://www.microsoft.com/en-us/microsoft-365/blog/2021/05/21/how-microsoft-approaches-hybrid-work-a-new-guide-to-help-our-customers
https://www.microsoft.com/en-us/microsoft-365/blog/2021/05/21/how-microsoft-approaches-hybrid-work-a-new-guide-to-help-our-customers
https://timesofindia.indiatimes.com/business/india-business/missing-office-wait-to-swipe-in-just-got-longer/articleshow/88511583.cms
https://timesofindia.indiatimes.com/business/india-business/missing-office-wait-to-swipe-in-just-got-longer/articleshow/88511583.cms
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fully integrate with the organization even though they are geographically separated. 

Traditional Supervision and training is no longer suitable for remote workers as they are 

geographically separated. Hence it is the duty of the HR department to keep themselves 

updated and check whether the remote workers are properly assessed for their work quality as 

well as their quantity. HRM frames a new structure based on the outcome to maintain 

integrity as well as hierarchy within the members of the team who are remote working. HRM 

focuses on quality of the work, quantity of work submitted, accountability and trust instead of 

number of working hours they have logged in.  

Remote working can blur the boundaries of work-life balance which lead to dissatisfaction of 

employees with the organization. Blurring of these boundaries also may lead to serious health 

issues which include both physical and mental health problems. It's the responsibility of the 

HRM to monitor these and make appropriate measures to prevent employees from leaving the 

organisation and to increase productivity. Traditional supervision allowed us to monitor the 

work progress, employee conduct etc… The main issue with remote working is that the 

employees have to be self motivated and monitor the work progress of the work given to 

these remote workers. It is the responsibility of HRM to manage and monitor the remote 

workers if mismanaged it may lead to decrease in productivity and conflicts. 

 

3. LEGAL FRAMEWORK GOVERNING REMOTE WORK 

Covid created a situation where several organisations had to enter a phase where it had to be 

closed but at the same time it also operated as usual to sustain everyone including employers, 

employees and customers. The best solution at that time was to implement remote working. 

There were not many laws to regulate remote working. Later as the new challenges and 

problems arose the need for evolution of law also arose. As we know as society evolves, Law 

also evolves along with it. Many laws were introduced and many precedents came which 

gave a solution and hope to both employers and employees. 

From International Perspectives on Remote Work Regulations, Remote work has gained 

global prominence, especially after the COVID-19 pandemic, with several jurisdictions 

framing clear policies to balance flexibility with employee rights. The EU’s Framework 

Agreement on Telework (2002) sets minimum standards on voluntary participation, equal 

treatment, privacy, and data protection for teleworkers. ): The ILO recognizes telework under 

its broader agenda of decent work. Its reports and guidelines emphasize fair wages, working-

time regulation, occupational health and safety, gender equality, and data protection. The 
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ILO’s 2020 report on telework stresses employer obligations for safe equipment, training, and 

maintaining work-life balance. 

India does not have a standalone law exclusively governing remote work. Instead, remote 

working arrangements are regulated by existing labor and technology-related laws such as 

Labour Codes, Information Technology Act, 2000, Shops and Establishment Acts (State 

Laws). While Indian laws cap working hours (usually 48 hours a week, 9 hours a day), 

enforcing these limits in remote setups is difficult. Employees may work irregular or 

extended hours, risking overwork and non-compliance with labor standards. Employees 

remain entitled to statutory leave (casual, sick, earned leave) under state Shops & 

Establishment Acts or company policies. Ensuring uniform leave benefits across remote and 

in-office staff is a compliance necessity. : Overly intrusive monitoring tools may violate 

privacy rights under Puttaswamy v. Union of India (2017), where the Supreme Court 

recognized privacy as a fundamental right. 

4. HRM’S ROLE IN ENSURING COMPLIANCE AND EMPLOYEE WELL-BEING 

As Remote working involves working from various geographical locations, different 

countries have different tax systems, minimum working hours etc… So, it is the duty of the 

HRM to ensure legal compliance as well as to provide work safety to the employees. The 

remote workers are accessing confidential data and other information while staying outside 

the organization. This causes a serious concern to the organisation. It's the responsibility of 

the HRM to maintain data privacy and security. HRM has to ensure that all are getting paid 

for their own effort which they have applied and what they have contributed. This must not 

be accompanied by biases, favouritism etc… For this monitoring the work progress is very 

important. HRM also has to promote work-life balance, mental health support and health and 

safety of the remote workers as they are not within the physical boundaries of the 

organisation.  

For example in Infosys, if an employee works more than 9 hours 15 minutes in a day he will 

be sent with a warning message in email.11 Buffer, a social media management platform, 

which has been remote for many years has emphasized asynchronous communication, 

transparency in salaries & internal decisions, regular wellness check-ins, tools for 

maintaining work-life boundaries, etc.12  

 
 

11https://www.indiatimes.com/technology/infosys-hr-sends-warning-emails-to-employees-working-more-
than-9-hours-and-15-minutes-with-the-new-policy-implementation/articleshow/122762188.html  
12 https://buffer.com/resources/remote-work (last visited 6/10/2025) 

https://www.indiatimes.com/technology/infosys-hr-sends-warning-emails-to-employees-working-more-than-9-hours-and-15-minutes-with-the-new-policy-implementation/articleshow/122762188.html
https://www.indiatimes.com/technology/infosys-hr-sends-warning-emails-to-employees-working-more-than-9-hours-and-15-minutes-with-the-new-policy-implementation/articleshow/122762188.html
https://buffer.com/resources/remote-work
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5. COMPARATIVE ANALYSIS & BEST PRACTICES 

Here are some remote working policies, 

A. Buffer’s Full Remote Work Policy 

Joel Gascoigne, CEO and co-founder of Buffer, has championed this approach and 

shared valuable insights about remote work on Buffer’s open blog. This policy which 

was introduced in Buffer, allows employees to work from anywhere in the world 

which means its an 100% remote-first approach. They have deeply integrated this 

policy in their organisational culture. To combat the disadvantage of remote working 

they have introduced clear communication guidelines, documentation of processes, 

and regular virtual team building activities. The 3 pillars which make this policy are a 

globally distributed team, transparent salary calculator, and asynchronous 

communication. Without this this policy may fall apart. Few advantages of Buffer’s 

Full Remote Work Policy are access to global talent pool, transparent compensation 

structure, transparent compensation structure, lower operational costs, and 

documented processes. This policy is well-suited for businesses in the tech and 

digital sectors. 13 

B. Shopify’s Digital by Design Policy 

This policy prioritises remote working while maintaining selective shopify studios for 

community building and collaboration work. This policy gives flexibility and it 

follows a digital first approach. Home office stipend allows the remote workers to 

financially support themselves and maintain their home office. Here Remote workers 

rely on Zoom, Google Meet, Slack and other management softwares to organise, 

report and collaborate. Virtual gathering is occasionally conducted to maintain group 

or team cohesiveness. Advantages of this policy are Flexibility and Collaboration, 

Cost Savings, attracting global talents, and high adaptability. This policy is best for an 

organisation which plans to use remote working on a large scale while retaining few 

physical or in office workers for strategic purposes. 

C. Microsoft’s Hybrid Workplace Model 

This model is a data driven approach. It's a blend of flexibility and structure. This 

model allows the employee to experience both in-office and remote working. 

According to this model most of the employees can work remotely for half of the time 

 
13 https://remotefirstjobs.com/blog/remote-work-policy-examples (last visited 7/10/2025, 6:35pm) 

https://remotefirstjobs.com/blog/remote-work-policy-examples
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or 50% of the time. If they want to work more than that they have to get permission 

from the manager. Certain roles are fully reserved for remote working.  

D. Spotify’s Work From Anywhere Policy 

This was launched in February 2021. This allows employees to work from anywhere. 

This policy is employee centric and gives high satisfaction to the employees. This 

policy represents Spotify as a forward thinker and portrays it as an attractive 

employer. This is more of a result oriented approach. For employees who permanently 

relocate, geographic pay adjustments are implemented to reflect local market 

conditions. 

 

 PART 2: NON-DOCTRINAL RESEARCH 

Q1. Gender of the Respondents. 

 

 

TABLE 1. Gender of the Respondents. 

INDICATOR NO. OF RESPONSE PERCENTAGE 

MALE 36 43.9 

FEMALE 46 56.1 

PREFER NOT TO SAY 0 0 
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Interpretation: Based on the data in Table 1, the gender distribution of the 82 respondents can 

be clearly analyzed. The data shows that 46 respondents were female, constituting 56.1% of 

the sample, while 36 were male, making up the remaining 43.9%. No respondents selected 

the "Prefer not to say" category. 

Q2. Age of the Respondents. 

 

Table 2. Age of the Respondents. 

INDICATOR NO. OF RESPONSE PERCENTAGE 

15-30 68 82.9 

30-45 10 12.2 

45-60 4 4.9 

Interpretation: Based on the data provided in Table 2, the age distribution of the 82 

respondents is heavily concentrated in the youngest cohort. The vast majority, 68 respondents 

(82.9%), are between 15 and 30 years old. A smaller group of 10 respondents (12.2%) falls 

within the 30-45 age range, and only 4 respondents (4.9%) are aged between 45 and 60. 

For this ordinal age group data, the most appropriate measure of central tendency is the 

mode, which identifies the most frequent category. The modal age group is clearly 15-30 

years. The median, representing the middle value, also falls within the 15-30 group. Since 

this group contains more than half of the respondents (82.9%), the median individual, the 

41st and 42nd person when sorted by age, is inevitably located within it. Calculating a precise 

mean (average) is not possible without the exact individual ages; however, given the 
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overwhelming skew towards the 15-30 bracket, the mean age would also be pulled towards 

the lower end of the spectrum, likely in the mid-20s. In summary, the data depicts a 

predominantly young respondent base, with the central tendency for age firmly located within 

the 15-30 range. 

Q3: “Are you aware about the legal provisions and rights when engaged in remote 

working (internships, part-time or online projects)?” 

 

 

 

 

Table No. 3: Awareness about The Legal Provisions and Rights when Engaged in Remote 

Working (Internships, Part-Time Or Online Projects)?” 

INDICATOR NO. OF RESPONSE PERCENTAGE 

YES 39 47.6 

NO 28 34.1 

NOT SURE 15 18.3 

Interpretation: Based on the data presented in Table 3 regarding awareness of legal provisions 

in remote work, a nuanced picture emerges, which can be further illuminated through basic 
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statistical analysis. The survey of 82 respondents reveals that a plurality, 39 individuals 

(47.6%), affirm that they are aware of their legal rights. However, this means that a majority, 

52.3% of respondents, are either not aware (28 respondents, 34.1%) or are unsure (15 

respondents, 18.3%). This indicates a significant knowledge gap within the surveyed 

population concerning a critical aspect of the modern workplace. 

Applying measures of central tendency to this categorical data requires assigning numerical 

values to the ordinal responses to facilitate calculation. If we assign ‘Yes’ a value of 3, ‘Not 

Sure’ a value of 2, and ‘No’ a value of 1, we can derive quantitative insights. The mode, 

being the most frequently occurring response, is clearly ‘Yes’, as it has the highest count and 

percentage. This suggests that awareness is the most common single experience. To find the 

median—the middle value in a sorted list—we consider the 41st and 42nd respondents out of 

the 82. With the first 39 responses being ‘Yes’, both the 41st and 42nd respondents fall 

within the ‘Yes’ category, confirming the median is also ‘Yes’. Calculating the mean 

involves summing the assigned values and dividing by the total number of respondents (175 / 

82 = 2.13). This mean value of approximately 2.13, which lies between the numerical values 

for ‘Not Sure’ (2) and ‘Yes’ (3), is particularly telling. It indicates that while the median and 

mode point towards awareness, the average sentiment is pulled down towards uncertainty by 

the substantial proportion of respondents who are either unsure or outright unaware. 

In conclusion, the statistical narrative is one of cautious optimism shadowed by significant 

doubt. The mode and median confirm that awareness is the most typical and central response. 

However, the mean, being lower, reveals the underlying fragility of this awareness. It is not a 

robust, universally held certainty but is diluted by the lack of knowledge and confidence 

among a large segment of the group. This analysis underscores that while awareness may be 

the most common status, a concerted effort is needed to educate the remaining 52.3% to 

ensure all individuals engaged in remote work are adequately protected. 

Table No. 4: “If yes, what is the most important right do you think which is not 

properly implemented by remote work providers?” 
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Table No. 4: Most Important Right That is Not Properly Implemented by Remote Work 

Providers. 

INDICATOR NO. OF RESPONSE PERCENTAGE 

RIGHT TO FAIR 

STIPEND/PAYMENT  

14 17.1 

RIGHT TO REASONABLE 

WORKING HOURS& BREAKS 

15 18.3 

RIGHT TO ACADEMIC 

FLEXIBILITY 

7 8.5 

RIGHT TO PROTECTION FROM 

EXPLOITATION  

18 22 

NOT SURE 28 34.1 

Interpretation: Based on the data from Tables 3 and 4, a concerning narrative emerges about 

the state of legal awareness and rights implementation in the realm of remote work. Table 3 

established that while a plurality of respondents (47.6%) were aware of their legal provisions, 

a majority (52.3%) were either unaware or unsure, highlighting a significant knowledge 

deficit. Table 4, which identifies the most important right not properly implemented, 

powerfully contextualizes this lack of awareness and reveals the tangible consequences. 
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The most striking finding in Table 4 is that the single largest response category, chosen by 28 

respondents (34.1%), is “Not Sure.” This directly correlates with the uncertainty expressed in 

Table 3. It demonstrates that a substantial portion of the workforce cannot even identify the 

specific rights being violated, leaving them vulnerable and unable to advocate for themselves. 

This makes “Not Sure” the mode, or most frequent response, in Table 4. Calculating a mean 

and median requires assigning numerical values (e.g., 1 to 5 based on the order listed). The 

median—the middle value—would fall within this “Not Sure” category, indicating it is the 

central issue in the dataset. The calculated mean would also be heavily influenced by this 

large group, pulling the average toward uncertainty. 

Among the identifiable rights, the mode for a specific grievance is the “Right to Protection 

from Exploitation” (22%), followed closely by the “Right to Reasonable Working Hours” 

(18.3%) and the “Right to Fair Stipend” (17.1%). This shows that for those who are aware, 

the primary failures of remote work providers are foundational labor issues: exploitation, 

excessive workload, and underpayment. The fact that the right to academic flexibility ranks 

lowest (8.5%) suggests that for remote workers and interns, core labor protections are a more 

pressing concern than scheduled accommodation. 

In conclusion, the data paints a two-fold problem. First, a pervasive lack of awareness (Table 

3) prevents a large segment of the remote workforce from recognizing infringements of their 

rights. Second, for those who are aware, the violations are not minor issues but fundamental 

breaches of labor law concerning pay, hours, and exploitation. The high rate of “Not Sure” in 

Table 4 is both a symptom of the awareness gap from Table 3 and a major barrier to 

improving conditions. Therefore, any solution must be dual-pronged: aggressively educating 

remote workers about their specific rights while simultaneously advocating for stricter 

enforcement of fair pay and working hour regulations by providers. 

Q5: “What Is Your Satisfaction Level With The Flexibility, Support And Resources 

Provided during Remote Working?” 
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Table No. 5: “What is your Satisfaction Level with the Flexibility, Support and Resources 

Provided during Remote Working?” 

INDICATOR NO. OF RESPONSE PERCENTAGE 

ONE STAR 6 7.3 

TWO STAR 3 3.7 

THREE STAR 38 46.3 

FOUR STAR 21 25.6 

FIVE STAR 14 17.1 

Interpretation: Based on the data from Table 5, which measures satisfaction with remote work 

flexibility, support, and resources, the analysis reveals a moderately positive sentiment 

among the 82 respondents, with a central tendency leaning towards the midpoint of the scale. 

The distribution of responses is not symmetrical, showing a concentration in the middle to 

upper-middle range. The mode, or the most frequent response, is clearly Three Stars, with 38 

respondents (46.3%) selecting this rating. This indicates that the most common experience is 

one of moderate satisfaction. 
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To calculate the mean, we assign numerical values to each star rating (One Star=1, Two 

Stars=2, etc.). The calculation is as follows: (6X1) + (3X2) + (38X3) + (21X4) + (14X5) = 6 

+ 6 + 114 + 84 + 70 = 280. Dividing this sum by the total number of respondents (280 / 82) 

gives a mean satisfaction score of approximately 3.41. This value, slightly above the 

midpoint of three, confirms a generally positive but not enthusiastic average satisfaction 

level. To find the median—the middle value when all responses are sorted—we look for the 

41st and 42nd responses. Cumulatively, the first two categories cover 9 responses, and adding 

the 38 responses from the Three-Star category brings the total to 47. This means both the 41st 

and 42nd respondents fall within the Three-Star group, making Three Stars the median. 

In summary, the convergence of the mean (3.41), median (Three Stars), and mode (Three 

Stars) paints a consistent picture. The remote work experience for this group is characterized 

by adequate or satisfactory conditions. However, the data also shows a significant spread: 

while 43.7% of respondents gave a high rating (Four or Five Stars), a notable 11% reported 

low satisfaction (One or Two Stars). This suggests that while the central tendency is 

moderate satisfaction, there is a polarized segment of the population that is either very 

pleased or distinctly dissatisfied with the level of support and resources provided, indicating 

room for improvement to address the needs of the less satisfied group. 

Q6: “As a remote worker have you ever realized its impact on your skill development, 

networking and career growth opportunity?” 

 

Table No. 6: Impact on Skill Development, Networking and Career Growth Opportunity. 

INDICATOR NO. OF RESPONSE PERCENTAGE 
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IT DOES NOT HAVE ANY 

EFFECT. BUT HELPFUL TO 

BUILD MY CV 

11 13.4 

HAVE A POSITIVE EFFECT. 

HELPED ME A LOT TO BUILD 

MY SKILLS AND FOR MY 

CAREER DEVELOPMENT 

23 28 

I HAVE NO EXPERIENCE IN 

REMOTE WORKING. SO, NO 

IDEA 

33 40.2 

I HAVE NO EXPERIENCE IN 

REMOTE WORKING. SO, NO 

IDEA 

15 18.3 

Interpretation: Based on the data from Table 6, which assesses the perceived impact of 

remote work on skill development, networking, and career growth, a clear and significant 

finding is the profound lack of practical experience among a large portion of the respondents. 

The analysis is somewhat complicated by a duplication in the data, where the category "I 

HAVE NO EXPERIENCE IN REMOTE WORKING. SO, NO IDEA" appears twice with 

different values (33 and 15 responses). Consolidating reveals that a combined 48 respondents, 

or 58.5% of the sample, have no direct experience, making this the undisputed mode, or most 

frequent response. This highlights that for a majority; any perception of remote work's impact 

is speculative rather than based on firsthand involvement. Among those who felt qualified to 

answer, the sentiment is generally positive. The category "HAVE A POSITIVE EFFECT" is 

the second most common response, with 23 respondents (28%), indicating that for those with 

experience, remote work is largely beneficial for professional development. A smaller group, 

11 respondents (13.4%), believed it has "NO EFFECT" but is still useful for their CV. 

Calculating a precise mean and median is challenging due to the categorical and duplicated 

nature of the data. However, if we assign ordinal ranks (e.g., 1 for 'No Effect', 2 for 'Positive 

Effect', and 3 for 'No Experience'), the median—the middle value—would fall squarely 

within the massive "No Experience" category, given that it constitutes over half of the 

responses. The mean would also be heavily skewed toward this value. 
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In conclusion, the central story this data tells is not primarily about the impact of remote 

work, but rather about the lack of access to it. The dominant statistical trend (mode) and the 

central point of the dataset (median) both point to a significant experience gap. This finding is 

crucial as it suggests that a large segment of the surveyed population is disconnected from the 

modern remote work ecosystem and its potential career benefits. Therefore, the primary 

implication is a need for greater opportunity and access to remote roles, after which a more 

accurate assessment of their developmental impact can be made. The positive perceptions 

from those with experience are promising, but the overarching narrative is one of exclusion. 

Q7: “Do you believe that you are given a fair and equal opportunity in remote working 

environments?” 

 

Table No. 7: Fair and Equal Opportunity in Remote Working Environments. 

INDICATOR NO. OF RESPONSE PERCENTAGE 

YES 27 32.9 

NO 22 26.8 

NOT SURE 33 40.2 

Interpretation: Based on the data from Table 7, which gauges perceptions of fair and equal 

opportunity in remote work environments, the analysis reveals a climate of significant 

uncertainty and division among the 82 respondents. The most common response, selected by 
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33 individuals (40.2%), is "Not Sure," establishing it as the mode. This indicates a profound 

lack of clarity or consensus on the fairness of these digital workplaces. 

To deepen the statistical analysis, we can assign numerical values: "No" = 1, "Not Sure" = 2, 

and "Yes" = 3. The mean (average) is calculated as follows: (22 X 1) + (33 X 2) + (27 X 3) = 

22 + 66 + 81 = 169. Dividing this sum by the total number of respondents (169 / 82) gives a 

mean of approximately 2.06. This value, sitting just above the midpoint of 2 ("Not Sure"), 

suggests the overall sentiment is tinged with skepticism and doubt, leaning only slightly away 

from outright uncertainty. The median, representing the middle value, is found by identifying 

the 41st and 42nd responses in a sorted list. The cumulative count shows that the 41st 

respondent falls within the "Not Sure" category (as the "Yes" and "No" categories only 

account for 49 responses), confirming that the median is also "Not Sure." 

The convergence of the mode, median, and mean around "Not Sure" paints a compelling 

picture. It is not merely the most common answer but also the central point that divides the 

dataset. This overwhelming uncertainty overshadows the more definitive responses. While 

32.9% believe opportunities are fair, a nearly equal 26.8% believe they are not, creating a 

polarized minority. The primary finding, however, is the ambiguity itself. This suggests that 

the mechanisms for ensuring fairness in remote work—such as transparent promotion criteria, 

equitable assignment distribution, and inclusive communication—are either absent or not 

effectively communicated to a large portion of the remote workforce. This environment of 

doubt can be as detrimental to morale and trust as proven inequity, highlighting a critical area 

for organizations to address through greater transparency and clear policy implementation. 

Q8: “Before joining a remote work, is the organization providing the remote work 

giving clear and transparent terms and conditions for remote working roles?” 
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Table No. 8: Clear, Transparent Terms and Conditions For Remote Working Roles. 

INDICATOR NO. OF RESPONSE PERCENTAGE 

YES 31 37.6 

NO 15 18.3 

NOT SURE 36 43.9 

Interpretation: Based on the data from Table 7, the perception of fair and equal opportunity in 

remote work environments is characterized by profound uncertainty among the 82 

respondents. The single largest group, comprising 33 individuals or 40.2% of the sample, 

selected "Not Sure," establishing it as the mode—the most frequent response. This indicates a 

significant lack of clear, discernible evidence or communication regarding equity within their 

remote work arrangements. 

Applying further statistical analysis by assigning numerical values ("No"=1, "Not Sure"=2, 

"Yes"=3) allows for a deeper understanding. The mean (average) score is calculated as 

follows: (22 × 1) + (33 × 2) + (27 × 3) = 22 + 66 + 81 = 169. Dividing this sum by the total 

number of respondents (169 / 82) yields a mean of approximately 2.06. This value sits just 

above the numerical midpoint of 2 ("Not Sure"), revealing that the overall sentiment is 

overwhelmingly anchored in ambiguity, with only a slight tilt toward positivity. The median, 

representing the middle value in the distribution, also falls within the "Not Sure" category. 



THE INDIAN JOURNAL FOR RESEARCH IN LAW AND MANAGEMENT, VOL. 2, ISSUE 11, AUGUST - 2025 

25 
 

When the responses are ordered, the 41st respondent is located within the "Not Sure" group, 

confirming it as the central dividing point of the dataset. 

The convergence of the mode, median, and a mean hovering near the "Not Sure" mark paints 

a consistent and concerning picture. It suggests that the structures defining fairness—such as 

transparent promotion pathways, equitable task distribution, and unbiased recognition—are 

either absent or inadequately communicated. This environment of doubt, where two-thirds of 

respondents are not confident enough to affirm fairness, can be as corrosive to trust and 

morale as confirmed bias. The results highlight a critical need for organizations to proactively 

build and communicate transparent equity frameworks to foster an inclusive and trustworthy 

remote work culture. 

Q9: “What are the challenges faced by you in understanding contractual obligations 

and compliance requirements in remote work?” 
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Table No. 9: Challenges Faced by Remote Workers in Understanding Contractual 

Obligations and Compliance Requirements in Remote Work. 

INDICATOR NO. OF RESPONSE PERCENTAGE 

ACCESS TO GUIDENCE AND 

RESOUSES 

24 29.3 

AMBIGUITY IN RIGHTS AND 

RESPONSIBILITIES 

17 20.7 

COMPLEX LEGAL 

TERMINOLOGY 

19 23.2 

LIMITED AWARENESS OR 

EXPOSURE 

36 43.9 

OTHERS 6 3.6 

NOT SURE 1 1.2 

Interpretation: Based on the data from Table 9, which details the challenges faced by remote 

workers in understanding contractual obligations, a clear and significant primary issue 

emerges. The most frequently cited challenge, selected by 36 respondents (43.9%), is 

"Limited Awareness or Exposure." This establishes it as the mode, indicating that a 

fundamental lack of foundational knowledge is the most common obstacle. This finding 

directly connects to the awareness gap identified in Table 3, where over half of the 

respondents were unsure or unaware of their legal rights. 

To perform a deeper statistical analysis, the challenges can be treated as ordinal data based on 

their frequency. The median—the middle value in the sorted list of 82 responses—can be 

identified by the cumulative counts. The 41st response falls within the "Limited Awareness 

or Exposure" category, confirming it as the median. This means it is the central challenge that 

divides the dataset. Calculating a precise mean is not feasible with purely categorical data; 

however, if we were to rank the challenges by their prevalence, the average would also be 

heavily pulled toward the most common response. The distribution shows that after the 

dominant issue of general awareness, the other significant challenges are more technical: 
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"Access to Guidance and Resources" (29.3%), "Complex Legal Terminology" (23.2%), and 

"Ambiguity in Rights and Responsibilities" (20.7%). 

In conclusion, the statistical narrative is unambiguous. The mode and median converge on 

"Limited Awareness or Exposure" as the central and most prevalent challenge. This suggests 

that the problem is not merely one of complex documents or hard-to-find resources, but a 

more profound, systemic issue of basic education and exposure to the principles of remote 

work contracts and labor rights. The other challenges are symptoms of this root cause; 

without foundational awareness, workers lack the context to seek out resources, understand 

terminology, or clarify ambiguities. Therefore, solutions must focus first on broad-based 

educational initiatives to build foundational literacy, which would then empower workers to 

navigate the more specific technical and administrative hurdles. 

Q10: “Do you believe that the information that you provide for joining the remote work 

or the work which you do on the remote work are secure with data privacy, online 

safety?” 
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Table No. 10: Data Privacy, Online Safety of the Information of Remote Workers. 

INDICATOR NO. OF RESPONSE PERCENTAGE 

YES 29 35.4 

NO 23 28 

NOT SURE 30 36.6 

Interpretation: Based on the data from Table 10 regarding data privacy and online safety for 

remote workers, a detailed statistical analysis reveals a climate of significant uncertainty. The 

distribution of responses from the 82 respondents shows that 29 individuals (35.4%) believe 

their data is safe (Yes), 23 (28%) do not (No), and the largest group - 30 respondents (36.6%) 

- are unsure. This makes "Not Sure" the mode, or most frequent response, indicating this is 

the predominant sentiment. 

To enable calculation of mean and median, we can assign numerical values to these 

categorical responses: No = 1, Not Sure = 2, and Yes = 3. The mean (average) is calculated as 

follows: (23 X 1) + (30 X 2) + (29 X 3) = 23 + 60 + 87 = 170. Dividing this sum by the total 

number of respondents (170 ÷ 82) gives a mean of approximately 2.07. This value sits just 

above the midpoint of 2 ("Not Sure"), confirming that the overall average sentiment leans 

toward uncertainty rather than confidence or definite concern. 

The median, representing the middle value when all responses are sorted, further reinforces 

this finding. With responses ordered from "No" to "Yes," the 41st respondent falls within the 

"Not Sure" category, making it the median value. The convergence of all three measures of 

central tendency - mode (Not Sure), median (Not Sure), and mean (2.07) - creates a 

consistent statistical narrative. This pattern demonstrates that uncertainty is not just the most 

common response but also the central point dividing the dataset. The findings reveal a 

substantial transparency gap where over 64% of remote workers lack clear assurance about 

their data security, highlighting a critical area for organizations to improve communication 

and build trust regarding their data protection protocols. 
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Q11: “How does remote working affect your academic-work life balance?” 

 

Table No. 11: Impact of Remote Working on Work Life Balance?” 

INDICATOR NO. OF RESPONSE PERCENTAGE 

POSITIVE 35 42.7 

NOT SURE 27 32.9 

NEGATIVE 20 24.4 

Interpretation: Based on the data from Table 11, which examines the perceived impact of 

remote working on work-life balance, the analysis reveals a generally positive but not 

universally conclusive outlook among the 82 respondents. The most common response, 

selected by 35 individuals (42.7%), is "Positive," establishing it as the mode. This indicates 

that plurality of remote workers find the arrangement beneficial for balancing their 

professional and personal lives. 

To perform a deeper statistical analysis, we can assign numerical values to the responses: 

"Negative" = 1, "Not Sure" = 2, and "Positive" = 3. The mean (average) is calculated as 

follows: (20 X 1) + (27 X 2) + (35 X 3) = 20 + 54 + 105 = 179. Dividing this sum by the total 

number of respondents (179 / 82) gives a mean score of approximately 2.18. This value, 

situated above the midpoint of 2 ("Not Sure") but below 3 ("Positive"), suggests that while 
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the overall sentiment leans positively, it is tempered by a significant degree of uncertainty 

and some negative experiences. The median, representing the middle value, is found by 

identifying the 41st response in the sorted list. The cumulative counts show that the 41st 

respondent falls within the "Positive" category, confirming that the median is also "Positive." 

In conclusion, the convergence of the mode and median on "Positive," coupled with a mean 

of 2.18, paints a consistent picture: remote work is predominantly viewed as beneficial for 

work-life balance. However, the substantial proportion of respondents who are "Not Sure" 

(32.9%) or report a "Negative" impact (24.4%) indicates that this model does not suit 

everyone. The challenges may include blurred boundaries between work and home, potential 

overwork, or isolation. Therefore, while the overall impact is favorable, these findings 

highlight the need for individualized strategies and organizational support to help all remote 

workers achieve a healthy equilibrium. 

Q12: “How do you evaluate the role of hr or internship cell or placement cell in 

ensuring compliance with legal standards for student workers?” 
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Table No. 12: Evaluation of the Role of HR or Internship Cell or Placement Cell in Ensuring 

Compliance with Legal Standards for Student Workers. 

INDICATOR NO. OF RESPONSE PERCENTAGE 

ONE STAR 3 3.7 

TWO STAR 6 7.3 

THREE STAR 43 52.4 

FOUR STAR 17 20.7 

FIVE STAR 13 15.9 
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Interpretation: Based on the data from Table 12, which evaluates the perceived effectiveness 

of HR/Internship/Placement Cells in ensuring legal compliance for student workers, the 

analysis reveals a moderate performance assessment with a distinct central tendency. The 

overwhelming majority of respondents, 43 out of 82 (52.4%), gave a rating of "Three Star," 

establishing it as the clear mode. This indicates that the most common perception is one of 

adequate or average performance. 

Applying further statistical measures by assigning the star ratings their numerical values (1 to 

5) allows for a deeper analysis. The mean (average) rating is calculated as follows: (3 X 1) + 

(6 X 2) + (43 X 3) + (17 X 4) + (13 X 5) = 3 + 12 + 129 + 68 + 65 = 277. Dividing this sum 

by the total number of respondents (277 / 82) gives a mean score of approximately 3.38. This 

value confirms a moderate overall assessment, leaning slightly above the midpoint of three 

but falling short of a strong endorsement. The median, representing the middle value, is 

found by locating the 41st and 42nd responses in the sorted list. Given that the "Three Star" 

category contains the 10th through 52nd respondents, both the 41st and 42nd fall within this 

group, making Three Star the median. 

The convergence of the mode (Three Star), median (Three Star), and mean (3.38) paints a 

consistent and unambiguous picture. The central message is that these institutional support 

cells are perceived as performing their role at a baseline or passable level, but they are not 

excelling. While a combined 36.6% of respondents gave positive ratings (Four or Five Stars), 

a notable 11% provided negative ratings (One or Two Stars). This suggests that while these 

cells are generally meeting minimum expectations, there is significant room for improvement 

in proactively ensuring legal standards and effectively communicating their support to 

student workers, moving their performance from 'adequate' to 'excellent'. 

FINDINGS 

The study, combining doctrinal legal analysis and empirical survey data, reveals several key 

findings about the state of remote work, particularly in the Indian context: 

1. Significant Legal Awareness Gap: A majority of respondents (52.3%) are either 

unaware or unsure of their legal provisions and rights in remote work arrangements. 

This foundational lack of knowledge leaves them vulnerable to exploitation. 
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2. Perception of Fundamental Rights Violations: Among those aware of their rights, the 

most cited unimplemented rights are protection from exploitation (22%), reasonable 

working hours (18.3%), and fair payment (17.1%), indicating that core labor issues 

persist in remote settings. 

3. Ambiguity in Fairness and Opportunity: The perception of fair and equal opportunity 

in remote environments is dominated by uncertainty, with 40.2% of respondents being 

"Not Sure." This suggests a lack of transparent mechanisms for equity and 

advancement. 

4. Lack of Clarity in Contracts and Compliance: The primary challenge in understanding 

contractual obligations is "Limited Awareness or Exposure" (43.9%), pointing to a 

systemic failure in educating remote workers. Other challenges include lack of access 

to guidance (29.3%) and complex legal terminology (23.2%). 

5. Uncertainty Regarding Data Security: A significant portion of the remote workforce 

(36.6%) is unsure about the security of their data, while 28% actively believe it is not 

secure. This highlights a critical trust deficit between organizations and remote 

employees. 

6. Moderate Satisfaction with Support: Satisfaction with the flexibility, support, and 

resources provided during remote work is moderate, with a mean score of 3.41/5. The 

role of HR/placement cells in ensuring legal compliance is also perceived as merely 

adequate (mean score of 3.38/5), indicating room for improvement. 

7. Positive Impact on Work-Life Balance, But Not Universal: A plurality of respondents 

(42.7%) reported a positive impact of remote work on their work-life balance. 

However, a combined 57.3% were either unsure (32.9%) or reported a negative 

impact (24.4%), showing the model does not suit everyone. 

8. Experience Gap: A large segment of the surveyed population (58.5%) has no direct 

experience with remote work, limiting their ability to assess its impact on skill 

development and career growth and indicating a potential access gap. 

9. Evolution of HRM's Role: The research confirms that HRM's role has evolved from 

traditional supervision to managing outcomes, accountability, and trust. It now 

encompasses critical responsibilities in legal compliance, data security, and employee 

mental well-being in a geographically dispersed workforce. 
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10. Inadequate Legal Framework: The doctrinal research finds that India lacks a 

dedicated, comprehensive law for remote work, creating regulatory gaps in areas like 

overtime calculation, workplace safety at home, and cross-jurisdictional employment. 

SUGGESTIONS 

From the research above, some suggestions are laid down below, 

1. Implement Proactive Education and Transparency 

2. Strengthen HR's Strategic and Compliance Role 

3. Develop a Robust Remote Work Policy 

4. Bridge the Legal Vacuum through Policy Reform 

5. Companies must invest in and clearly communicate their cyber security measures to 

employees. 

6. HR must create and communicate transparent criteria for performance evaluation, 

promotion, and task allocation to ensure remote workers have equal growth 

opportunities. 

CONCLUSION 

The transition to remote and hybrid work models is an irreversible shift in the modern global 

workforce, accelerated by the COVID-19 pandemic. This study concludes that while remote 

work offers significant benefits in terms of flexibility, access to talent, and potential for 

improved work-life balance, its success is contingent upon overcoming substantial legal, 

managerial, and cultural challenges. 

The current legal framework in India is ill-equipped to fully address the nuances of remote 

work, leaving both employees and employers in a state of regulatory ambiguity. This vacuum 

places a heightened responsibility on Human Resource Management to act as the crucial 

bridge between legal compliance and employee well-being. The role of HR has evolved from 

an administrative function to a strategic partner that must ensure fairness, security, and 

productivity in a decentralized work environment. 

The empirical data reveals a workforce that is moderately satisfied but operates under a cloud 

of uncertainty regarding their rights, their data, and their opportunities for fair treatment. The 

findings underscore that simply implementing remote work is not enough. For it to be 
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sustainable and productive, it must be supported by robust legal frameworks, transparent 

organizational policies, and a proactive, empathetic HR function that prioritizes the holistic 

well-being of the employee. The future of work is flexible, but it must also be fair, secure, 

and clearly defined. 
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