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Preface

The representation of women in white-collar occupations has steadily increased over
recent decades. This rise is due to a confluence of factors, including policy changes,
shifts in societal attitudes, and greater access to higher education for women. However,
despite these advances, women continue to face unique challenges in the workplace,
including gender pay gaps, work-life balance struggles, and limited representation in
senior leadership roles.

Despite the existing challenges, opportunities for women in white-collar occupations
is promising. Continued efforts in education, policy reform, and workplace culture are
crucial in enabling women to achieve parity in the workplace. As more organizations
adopt gender-inclusive practices, it is likely that the representation of women in
leadership roles will increase, further narrowing the pay gap and creating a more
balanced and equitable workforce. with societal and organizational changes fostering
an environment that is increasingly supportive of gender equity.

Driven by technological advancements, shifts in work culture, and the COVID-19
pandemic, flexible working arrangements are emerging as significant alternatives to
traditional arrangements of work for improving work-life balance, productivity, and
employee satisfaction. It is interesting as well as pertinent to examine the impact of
emerging technologies and technology-driven changes in the domain of work on
participation of women in the paid economy.

I congratulate Dr. Shashi Bala, Senior Fellow & Project Director and entire team for this
research. I am confident that the study will be beneficial for policy makers” and other
stake holders committed towards mainstreaming the inclusiveness in the world of work.

Dr. Arvind,
Director General
V.V. Giri National Labour Institute
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Executive Summary

Considering contemporary developments in the forms of work arrangements and
emerging issues pertaining to gender participation and overall wellbeing of employees,
the current study has attempted to examine existing patterns of work-hour regulations
in the concerned industrial sector and policies of flexible work arrangements.

Specific objectives are to look into working-time laws and regulations on maximum
daily hours of work and statutory rest periods; to draw upon experiences relating to
working time and flexibility during the COVID-19 crisis; to examine existing provisions
for flexible work arrangements in the Indian IT and IT-enabled service sector; to
understand the impact of work arrangements on female labor force participation and
work-life balance; to examine incentives for men to participate in unpaid care work.

A mixed method approach has been taken, combining quantitative survey and qualitative
interviews to look at subjective experiences of employees pertaining to the availability
or non-availability of flexible work arrangements, focusing on its impact on household
care responsibilities and gender dynamics.

Findings of the study reiterate observations of an increased participation of men in
unpaid household work and childcare responsibilities, while suggesting the need to
develop better frameworks for family-friendly and migrant-friendly work policies. The
study also discusses the need to work towards formalizing elderly care support and
targeted professional services for the aging population.
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Chapter 1 : Introduction

1.1. Context of the Study

The world of work is ever evolving and transformations in this dynamic realm is
becoming much more rapid with the emerging developments in ICT (Information and
Communications Technology). Recent strides in the area of Artificial Intelligence (AI)
demonstrate the acceleration of technological progress and its influence in every aspect of
human lives, the most visible example of this influence is seen in the form of Al-enabled
devices and applications that have become part of people’s everyday lives through ‘smart’
electronic devices that are bringing changes into ways of conducting work and social lives.

Another way that technology affecting people’s work and family time is through the
increasing use of flexible modes of work such as remote working. This mode of work
has been gaining increasing attention and acceptance due to its ability to facilitate the
participation of people from remote locations and peripheries, geographical as well as
social, and traverse such multi-dimensional distances, without having to commute
physically.

DE&I (Diversity, Equality & Inclusion), that has found a place of prominence among stated
objectives of some of the major organizations, is being made more possible today through
the use of flexibilities that connect employees of diverse ethnic origin within and across
geographical boundaries and people of diverse physical capacities.

In this IT-enabled workforce, women are observed marking their growing presence.
However, percentage of female employees shrinks as one looks upward along the vertical
structures of the organisations.

Several studies have reported that female employees show an interest in joining and
continuing in companies that provide flexible forms of working (McKinsey & Company,
2023; Delloite, 2024). A report by I.T giant Accenture reveals that over the past 35 years,
the proportion of women in tech roles has decreased, with half of them leaving the field by
age the of 35 and this decline is largely attributed to a lack of inclusivity in the industry,
particularly affecting women of colour and LGBTQ+ women (White, 2024).

A 2022 McKinsey report highlighted that across all industries, 86 women are promoted to
managerial positions for every 100 men; however, in the technology industry, women’s
representation is notably lower compared to other sectors, with only 32% of entry-level
hardware and 43% of entry-level software roles occupied by women, and these percentages
decline at higher levels—17% in hardware and 30% in software at the senior vice president
level (White, 2024).

Existence of glass-ceilings in organizational cultures and policies and higher levels
of domestic responsibilities, including but not restricted to child birth and child care
responsibilities, are found to be the most prominent reasons for the skewed patterns of
upward career mobility of women.

Work arrangements that allow greater flexibilities for employees to manage their domestic
responsibilities alongside the professional ones, could provide the necessary conditions
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and support for women to navigate through their work and family life without having to
sacrifice one for the other.

Within this context, the present study attempts to look at existing policies of flexible work
arrangements in the IT sector and to understand employee experiences of workplace
flexibilities for work-life balance and with regard to domestic care responsibilities.

1.2. The IT Industry in India and emerging issues

The Information Technology (IT) industry is a multifaceted sector encompassing IT
services, IT-enabled services (ITeS), e-commerce, and both software and hardware
products. Among the global IT hubs, India’s prominence has surged dramatically over
recent decades, establishing the country as a formidable force in the IT landscape. This
transformation is not merely a testament to the sector’s growth but also a reflection of its
profound impact on India’s economic, social, and technological fabric.

The Indian IT industry is categorized into several key segments: IT software, IT services,
BPO and IT-enabled services, and hardware. Each of these categories plays a distinct
role in the sector’s growth. The development of these segments has been facilitated by a
combination of strong government support, a robust English-based educational system,
and a vast talent pool. Additionally, the open market environment has encouraged
investment and innovation.

This industry has evolved into a global powerhouse, contributing substantially to the
country’s economic progress. In the financial year 2023, the IT sector accounted for
approximately 7.5% of India’s Gross Domestic Product (GDP). This figure underscores the
sector’s critical role in India’s economic development. The Indian IT industry has firmly
established itself as the leading destination for offshoring services. Companies worldwide
seek Indian IT services for their competitive advantage in delivering both on-shore and
off-shore solutions. The industry’s ability to adapt and innovate continuously has been
instrumental in maintaining its global leadership position.

The industry has significantly contributed to job creation in India, employing an estimated
5.4 million professionals, where, women comprise approximately 36% of the workforce.
Extending beyond direct employment, IT services have enhanced access to information and
services, particularly in rural and economically disadvantaged areas enabling the creation
of new jobs and expansion of employment beyond metropolitan centres. Initiatives such
as e-retail, e-governance, e-health, e-education, etc. have revolutionized the delivery of
essential services, making them more accessible and efficient.

Despite its remarkable growth, the Indian IT industry faces several challenges. The rapid
pace of technological change necessitates continuous innovation and skill development.
The global market’s competitiveness requires Indian companies to stay ahead of emerging
trends and technologies. Furthermore, the impact of the coronavirus pandemic has
highlighted the need for resilience and adaptability in the face of unforeseen disruptions.

The highly competitive nature of the industry, while facilitating an exceptional growth
also makes it notorious for the intense nature of work pressure for its employees, which in
many instances, are even perceived to be detrimental to individual well-being and familial
harmony.
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A very disheartening incident very recently circulated in the media which reported the
death of a 26years old female employee of a globally renowned accounting firm in Pune.
The news reported the letter written by the deceased employee’s grieving mother who
narrated the harrowing experiences of “excessive workload”, workplace pressure, working
over-time, and consequent stress and anxiety experienced by the young professional which
is believed to have led to the death of the employee. The mother critiqued and questioned
the “work culture that seems to glorify overwork while neglecting the very human beings
behind the roles”.

In another “viral” social media news, a 24- years-old actuarial analyst revealed how having
been ‘laid off’ from a multinational I.T consulting firm located in Chicago, has actually
made her happy as she would only feel out of place and was struggling in the firm’s
‘fast-paced hustle culture’. The woman also mentions having suffered from “backache
from being glued” to her seat all day and how she developed an unhealthy habit of
relying on “snacks to power through stressful assignments” which made her gain weight
tremendously.

Such cases throw light on the urgency of acknowledging holistic wellbeing of employees
while formulating organizational policies. It is important to accept that the social and
the personal cannot remain compartmentalized from economic needs and any attempt to
neglect one for the other would only cause disbalance of the social order and discontentment
among people. Therefore, to take up policy initiatives for creating balanced work
environment and accommodating wellbeing for employees is a need of the hour.
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Chapter 2: Review of Literature

2.1 Working Hours across the Globe

Bick, et. Al. (2018) based on their study on hours worked across 49 core countries, using
household survey data which includes workers in all sectors, reveals that adults in low-
income countries work significantly more hours per week compared to those in high-
income countries. Further breaking down average hours worked by sex, age group,
and educational attainment, the study finds that the higher work hours in low-income
countries are consistent across these categories. When examining sectoral pIFFERENCES, the
study finds that hours worked in agriculture are similar globally, while manufacturing
and services workers in low-income countries work 7.9 and 13.0 more hours per week,
respectively, than their high-income counterparts. The paper also explores how hours
worked vary with individual income finding that hours per worker decrease with higher
wages across all core countries and this wage-hour relationship is stronger for men than
for women.

Lehndorff (2014) in the study ‘It’s a Long Way from Norms to Normality: The 35-hour
week in France’, analyzes the implementation and impact of France’s 35-hour workweek
legislation, introduced in two phases under Minister Martine Aubry in 1998 and 1999,
and contrasts it with Germany’s metalworking sector. The French-German comparison
highlights the effectiveness of statutory norms and collective agreements in setting
working-time standards. Statutory norms combined with sectoral agreements were
more effective than decentralized agreements alone. However, the diminishing impact
of statutory norms suggests the need for a multilevel approach to standard setting,
including decentralized bargaining, to address the evolving challenges in working-time
regulations.Top of Form

2.2 Participation of Women in paid economy

Studies highlighting women’s participation in the service economy reveal complex
patterns and barriers. Women’s economic engagement is heavily influenced by factors
such as social norms, legislative frameworks, and structural economic changes. In India,
for example, several researchers observe that while there has been an increase in female
participation in various service sectors, significant gaps in labour force participation
remain due to entrenched gender roles and institutional challenges.

One recurring theme in the literature is the division between formal and informal sectors.
Women in the informal sector often work under precarious conditions with limited job
security and social protections. Studies reveal that while the informal sector provides
employment opportunities, these roles are typically low-paying and offer minimal
upward mobility. For instance, research by Agarwal et al. (2023) on female workers in
informal settings shows that women in India often take on such work out of economic
necessity rather than choice, as they face social barriers in more formalized roles.
Furthermore, when women do find jobs in the formal service sector, they encounter
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gender-specific challenges, including wage disparities, limited career growth, and a
high likelihood of being in entry-level or support roles.

Sarkar and Samantroy (2024) discuss recent labor reforms in India, which, despite
their intent to simplify and modernize labor laws, have not effectively addressed the
specific needs of women workers, especially in balancing care responsibilities with
work demands. Their findings suggest that policies that do not account for women’s
disproportionate care burdens may inadvertently discourage female workforce
participation. Additionally, these authors argue that without targeted provisions, such
as flexible working arrangements and improved safety standards, women’s labour force
participation rates are unlikely to increase significantly.

Some studies also explore the intersection of education and female workforce
participation. For instance, Pandey (2023) notes that while education rates for women
have improved, there is still a significant gap in rural versus urban areas, which impacts
women’s employability in high-skilled service roles. His work underscores the need
for educational interventions that not only promote general literacy but also focus on
vocational training aligned with service economy demands. This dual approach could
enable more women, especially in rural areas, to access formal employment opportunities
with growth potential.

Lastly, Deshpande’s (2021) analysis of work-from-home policies during the COVID-19
pandemic provides insight into contemporary challenges for women in the service
economy. While remote work increased flexibility, it also exacerbated the “double
burden” of managing household and professional responsibilities. Such findings indicate
a pressing need for organizational policies that consider the unique dynamics faced by
women in the service economy, such as creating a supportive environment for women
balancing work and household responsibilities.

Supporting this perspective, research by Folbre and Nelson (2000) in points out that
unpaid household work often constrains women’s ability to participate in formal
jobs, reinforcing economic dependency. The informal sector, while offering flexibility,
perpetuates economic vulnerability due tolow wages and the absence of labor protections.
These studies collectively underscore that while the service economy can theoretically
offer women new employment opportunities, prevailing cultural norms and household
duties constrain their full engagement in formal, higher-paying roles.

2.3 Flexible Work Arrangements and Work-Life Balance

Flexible working provisions first gained attention in the late 20th century as part of
initiatives to support work-life balance. The adoption of remote work and flexible
schedules was initially limited to select industries; however, the rapid growth of digital
communication technologies and the 2020 pandemic accelerated the adoption of FWAs
on a global scale. In recent years, organizations and governments have increasingly
recognized flexible work as essential for talent retention, reducing employee burnout,
and enhancing workforce resilience (Gajendran & Harrison, 2007; Bloom et al., 2015).
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The degree of flexible work adoption varies widely across regions. In Europe, FWAs are
widely supported through national policies and cultural norms, with countries like the
Netherlands and Finland offering robust legal frameworks that mandate employees’
right to request flexible work (Eurofound, 2020). The United Kingdom also enacted the
Flexible Working Regulations in 2014, granting employees the right to request flexible
working arrangements. In contrast, FWAs in the United States tend to be employer-
led, with fewer federal mandates, though many large companies offer remote work and
flextime options to remain competitive (Golden, 2001).

Asia-Pacific countries show varied adoption patterns; while countries like Australia and
New Zealand have integrated flexible work into labour policies, others like Japan and
South Korea, with strong traditional work cultures, have been slower to adopt such
practices (Chung & Van der Horst, 2018). However, with the pandemic catalyzing shifts
in workplace norms, even traditionally rigid work environments in Asia are increasingly
experimenting with remote work and flexible hours (Kim, 2020).

A study by Brough et al. (2020) provides an overview of the definitional aspect of work-
life balance showing how studies on Work-Life Balance have taken two contradictory
approaches that either propose how work and life are positioned in a relationship of
conflict such that demands of one aspect of life creates conflict in the other, or how
one enriches / enhances / facilitates the other. While some studies have focused on the
element of time other studies have noted the significance of energy and commitments
to show how over-use of these elements in one area of life creates tensions in the other
areas and therefore to achieve appropriate time segregation alone is not sufficient.
In this context coping and support strategies like mindfulness or recovery strategies
like vacation, travel, etc. (individual-centred strategy), organisational policy changes
(organisation-centred strategy), etc. have been proposed in Work-life balance literatures
(Brough et al., 2020).

Dettmers, Kaiser and Fietze (2013) suggests that flexible work offers economic advantages
and is therefore a legitimate objective for companies, however, there is also criticism in
the discourse on flexible work regarding its negative consequences. The study notes that
researchers with sociological backgrounds have extensively discussed the rise in job
insecurity, which has paralleled the increase in flexible working practices. On the other
hand, researchers focusing on psychological effects have highlighted the escalation in job
stress, burnout rates, mental health issues (such as work-related depression), physical
health problems (like chronic back pain), work-family conflict, and job satisfaction.
Studies on flexible employment have revealed that alternative work arrangements are
linked to both compromised and enhanced well-being. While some research indicates
that flexible and temporary workers experience more health complaints, mental distress,
and lower job satisfaction compared to those in permanent positions, other studies
suggest better psychological well-being and fewer health complaints among employees
in alternative employment types, while some find no definitive differences.

Bathini and Kandathil (2015) in their study ‘Work from Home: A Boon or a Bane? The
Missing Piece of Employee Cost’ note that Some state governments, like Andhra Pradesh
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from 2010-2015, promote work from home as an employee benefit, citing advantages such
as facilitating employment for women with young children or disabilities, enhancing
personal security in night shifts, and improving work-life balance. However, some
industry experts have defended banning work from home, arguing that collaboration
and innovation thrive better in office settings (Carlson, 2013). Recent studies show
that work from home can lead to increased work stress, reduced well-being, social and
professional isolation, negative performance appraisals, and hindered career growth.

The implementation of work from home policies can inadvertently intensify work
demands, either by extending work hours or diluting employee resistance to increased
workloads. This intensification is often driven by the perception of work from home as
an employee benefit, resulting in normative pressures to accept increased workloads
(Bathini & Kandathil, 2015). Furthermore, in the absence of regulatory monitoring,
companies could exploit work from home to extend working hours, particularly for
women, as noted by the Indian IT employee association. This highlights the need for
urgent attention to prevent potential exploitation of employees under work from home
arrangements.

Rajesh and Rakesh (2014) identifying multiple barriers for women professionals with
regard to flexible working hours, state that the Indian Corporate Sector faces challenges
in embracing flexible working practices due to cultural, infrastructural, and attitudinal
barriers. Cultural barriersinclude thelack of successful role models, hostile organizational
policies, and the expectation of presentee-ism from supervisors. Infrastructural barriers
involve the lack of organizational support and misconceptions within HR departments.
Attitudinal barriers stem from the perception of flexible work as underperformance,
discouraging women from seeking flexibility due to fear of workplace alienation and
inefficiency. Corporate leaders, particularly women who have successfully negotiated
flexible work arrangements, can pave the way for younger women by championing the
cause of flexibility in the workplace.
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Chapter 3 : Methodology

3.1 Research Design

The design of this research is exploratory in nature, where the prime objective is to find out
different policies and practices of flexibilities in contemporary private sector enterprises in
India, particularly in the I.T and I.T-enabled workplaces in India.

The study is built on a mixed methodology framework using quantitative as well as
qualitative methods of data collection and analysis.

3.2 Objectives of the Study

e  To look into working-time laws and regulations on maximum daily hours of work and
statutory rest periods.

e  To draw upon experiences relating to working time and flexibility during the COVID-19
crisis.

e To examine existing provisions for flexible work arrangements in the Indian IT and IT-
enabled service sector

e  Tounderstand the impact of work arrangements on female labor force participation and
work-life balance

e  To examine incentives for men to participate in unpaid care work.

3.3 Methods of Data Collection

3.3.1 Survey method: In the initial design of the study, the questionnaire method of survey
was taken as the as the primary method of data collection, however, over time a constraint
was felt in this method in terms of meeting the desired sample size due to difficulty in
gaining access to organisations at a formal level to distribute questionnaires and Google
form links to all employees of the selected organisations. To overcome this limitation, it was
decided to develop primary contacts informally by meeting people outside the workplaces
and snowballing the questionnaires by requesting the primary contacts to share Google
Form links (containing the questionnaires) among their colleagues and acquaintances who
work in the specified industrial sector. The snowballing, however, did not progress at
the expected rate as many people are found to be apprehensive of revealing about their
workplaces and job details in written form for researchers who they do not know or have
not met personally.

3.3.2 Semi-Structured Interviews: Limitations of the questionnaire method was overcome
with the help of interview method. Semi-structured interviews were conducted with
people who were not willing to fill up questionnaires. For such cases semi-structured
interview schedule was developed which would enable participants to narrate their
experiences in the form of conversations and give them a sense of agency over the content
of the conversation. This method has been found to be useful in adding depth to the study
and convincing participants to share their information and experiences in more detail on
specific questions based on the individual cases.
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3.3.3 Case Studies: Information gained from the in-depth interviews helped in identifying
specific cases for the study. Case studies, here, involve looking at specific work arrangements
and individual cases that illustrate different aspects of the relationship between work
arrangements and personal lives of people.

3.4 Data Collection Tools

Google Forms: The use of Google Forms has enabled a systematic collection, storage and
retrieving of data for analysis, thus making the process smoother and less time consuming.

Interview Schedule: Questionnaires prepared for survey have also played a dual role
as framework work interview schedules. Through the use of interview schedules field
investigators have been able to capture very useful information from the interview
participants that have helped in identifying specific case studies, forming the essential
qualitative data to cross-examine and support the quantitative data gained from the
survey.

3.5 Field

Field investigators appointed for the task of data collection have visited various sites in
the in Gurugram and NOIDA regions of Delhi NCR, which are known for having multiple
LT offices in the perimeter. Since several attempts to gain direct access into the office
premises of I.T companies turned to be unsuccessful even after seeking permission from
concerned Human Resources personnel from different organizations, it was decided to
build primary contacts by visiting places around the offices, in popular hang-out places
like cafes/ restaurants, where office goers usually visit during lunch breaks or after the
office hours, and in metro stations close to the I.T hubs.

This technique has been found to be effective in making the context of interview seem non-
threatening and friendlier for the participants, thus encouraging them to interact more
freely outside the surveillance of their employers.

3.6 Duration of Field Work

Field work or Ethnography for the study was conducted over a duration of four months
from mid-June 2024 to mid-October 2024. After a week of pilot study in the month of
June’24, considering the extreme weather conditions causing a heat-wave situation in the
Northern part of India, field visits had to be done in a restricted manner for over a month
which affected the data collection process.

3.7. Sampling Techniques and Sample Size

Convenience sampling method was used to build primary contacts by Field Investigators,
which was followed up with snowballing of questionnaires through the primary contacts.

Core survey sample of the study consists of 345 employees from 92 different private sector
companies which are I.T based or I.T enabled and are spread across Delhi NCR. Apart
from this core sample, the study also relies upon in-depth semi-structured interviews and
informal interactions with a number of other men and women working as remote workers
for different organisations. This later group of participants were taken as interview samples
as they were (for various reasons) reluctant to participate in the questionnaire-based
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survey, therefore, taking a flexible approach, data collection from this group was taken in
the form of informal conversations and semi-structured interviews, which contributed to
significant data in qualitative form.

Table 3.1 Table showing composition of survey respondents on the basis of access to
flexible working arrangements and gender.

Type of work arrangement Number of Respondents

Male Female Persons
Flexible work arrangement 180 62 242
Non-flexible work arrangement 66 37 103
Total 246 99 345

Source: Field Survey

Further, the core sample of the study have been identified into two separate categories
based on their work arrangement. As shown in Table 1, the overall survey sample is
composed of 70.1 percent employees availing flexible work arrangements and 29.9 percent
employees without work flexibilities. Female employees compose 25.6 percent among
employees with flexibilities and 35.9 percent among employees without flexibilities.

The wide gap in the gender composition of the sample is reflective of existing gender gap
in employment of male and female workers in the concerned employment sector.

Therefore, to overcome the limitations of a smaller survey sample, a methodological
triangulation was attempted using interviews and case studies.
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Chapter 4 : Flexible Work Arrangements in India’s I.T Sector

4.1. Flexible arrangements during COVID-19

The year 2020 brought with it a whole new set of regulations in the domain of work
as well as in the overall social lives of the people. The contagious nature of the virus
ushered quarantine and lockdown measures by governments across the world which
led to profound impacts on economic activities and organisational functioning. In this
context, flexible arrangement of work in the form of telecommuting or remote working
emerged as the ideal alternative to other existing work arrangements which made
possible the continuation of office work while staying within the safety of the home.
Several organisational sectors and businesses where working from home was not possible,
suffered major disruptions. On the other hand, the I.T and I.T enabled companies, where
work from home provisions were already in place, were able to quickly adapt to the ‘new
normal” and function uninterruptedly.

A study by Waldkirch (2021), using follow-up surveys to the World Bank’s Enterprise
Surveys (ES) to analyse the impact of COVID-19 on firms around the world, notes that
about 37.7 percent of all businesses and 47.5 percent of foreign-owned businesses started
or increased remote work arrangements for their workforce.

The following excerpt from a report by McKinsey Global Institute, based on a study of
COVID-19 on work, in eight countries (China, France, Germany, India, Japan, Spain, the
United Kingdom, and the United States), points towards the potential and relevance of
telecommuting in the future of work:

To determine how extensively remote work might persist after the pandemic, we analyzed
its potential in more than 2,000 tasks used in some 800 occupations across the eight focus
countries. The pandemic demonstrated that much more work could be done remotely than
previously thought, including business sales calls, legal arbitration and trials, doctor visits,
classroom learning, real estate tours, and even expert repairs of the world’s most sophisticated
machinery made with the help of virtual reality headsets.

We also found that some work that technically can be done remotely is best done in person. For
instance, schooling went online during the crisis, but parents and teachers alike noted a loss of
effectiveness, particularly in the instruction of young children and students with special needs.
Negotiations, critical business decisions, brainstorming sessions, providing sensitive feedback,
and onboarding new employees are examples of activities that may lose some effectiveness when
done remotely.

- McKinsey Global Institute (February, 2021)

In the present study an attempt was made to make a comparative understanding of the
extent of the use of remote work arrangements in the phases before, during and after
COVID-19 (Fig 4.1).

The study finds that 17.1% participants had work-from-home provisions before COVID-19,
54.2% participants report that they were working from home during the pandemic, and
70.1% of the participants are currently working from home (Annexure Table 6). This shows
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Fig. 4.1 Use of remote working arrangements by employees before,
during and post-Covid-19 (in%)
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that while remote working options were available in the I.T sector before the pandemic,
its usage sharply increased during the pandemic and has continued to grow in the post-
pandemic phase, however, at a slower rate.

A gendered comparison of the data illustrates that while use of remote work by a majority
of male employees has continued and even expanded in the post-pandemic phase, in
case of the female employees there has not been any visible growth which could either
mean that more women than men are opting out of remote working arrangements or that
organisational policies on remote work are more favourable towards male employees. A
detailed discussion on this aspect is taken up in the following chapter.

4.2. Current flexible work arrangements and regulations

4.2.1 Work-from-home/remote working

Flexible work arrangements, as already noted, exists in several forms. In recent times,
remote working or work-from-home arrangements have become more popular than other
flexible work arrangements all over the world. It would, however, be wrong to assume
that remote work is practiced in a universal way. Policies with regard to remote work
differs not only across industrial sectors but also within organisations, its practice could
also vary from one work team to another. Due to the relatively novel nature of this mode
of work, documentation on models of flexible working is few.

To address this gap, the present study has attempted to look into employee experiences of
flexible working.

Table 4.2 Distribution of employees on the basis of types of
remote working arrangements (in %)

Types of WFH provision (in %)
Male Female Total
Full-time (5-6 days a week) 33.5 4.1 37.6
Part-time (less than 5 days a week) 24.4 16.9 41.3
Occasionally (as needed) 16.5 4.6 21.1
TOTAL 74.4 25.6 100.0

Source: Fieldwork
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Part-time or occasional use of flexibility is most common form of work arrangements, which
are popularly known as “Hybrid” mode of working, where employees work a few days from
the office and a few days on a Work from home/remote working basis. While about 37.6%
of the respondents work completely on remote basis, 41.3% work from home less than five
days in a week and the remaining 21.1% respondents use work-from-home provision only
when needed for specific reasons. Policies regarding the ratio of days worked from the office
and from home differ across organisations and across organisational departments.

Under hybrid work cultures, the use of flexibility is mostly dependent on the nature of work
and interpersonal understanding between an employee and her/his team manager. Few
companies follow strict guidelines regarding the distribution of days to be worked from
the office and from home. Interviews reveal that the lack of uniformity and standardisation
of hybrid work arrangements; while allowing employees and organisations to make
individual considerations in the use of flexibility, tailoring work-days and work-schedules
according to requirements of both parties, they also create space for practices of unfairness
and favouritism that make employees vulnerable to managerial discretions.

Table 4.3. Nature of jobs of employees working from home/ remote working (in%)

Nature of Jobs Number of Respondents Total
Sales Executive 5 100.0
IT Tech 130 100.0
Software Developer 14 100.0
Business Analyst 10 100.0
Quality Analyst 15 100.0
System Developer 20 100.0
Associate 20 100.0
Junior Assistant 5 100.0
Program Analyst 13 100.0

Source: Field Survey

The table clearly shows the kind of jobs that allow work from home as a policy in L.T.
sector companies. The table has employees working in different designations and posts
across the I.T. Companies that have been taken into the study. It is clear from the table
that, employees with job description of an IT Tech, software developer, business analyst,
quality analyst, system developer and associates are more in number. The employees
could be working from home either on a daily basis, occasionally or as needed. This data
combines all three durations of working from home.

Table 4.4 Tools/ infrastructure provided by employers for remote work (in%)

Tools Provided Number of Respondents

Yes No Total

Laptop/Tablet PC/Mobile Phone 95.9 41 100.0
Internet Connection 84.7 15.3 100.0
Working software 98.8 1.2 100.0
Monetary compensation for utilities like electricity and water 12.0 88.0 100.0

Source: Field Survey
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Policies for flexible work arrangements in organisations usually include provision of
certain tools to employees to enable them to work remotely. The study finds that the most
commonly provided tools are working software (reported by 98.8% respondents), laptop/
tablet PC/mobile Phone (95.9%), and internet connection (84.7 %). Very few companies
also provide monetary compensation for utilities like electricity and water (only 12%
reported). Some companies have a system of offering ‘remote working allowance” which
is meant to cover the basic expenditures that are involved in remote working.

It is found that some of the companies have withdrawn benefits like reimbursement of
internet bills, mobile bills and working accessories like headphone, keyboard, etc. which
were allotted to employees for working from home during the pandemic. Employees
working within the same professional context could be experiencing different socio-
economic situations in their homes, and thus, when organisational support with regard
to such work infrastructures are not present, certain social groups get more negatively
affected, which may impact their work motivation and productivity, causing further
inequalities.

4.2.2 Other Types of Flexible Arrangements

The ILO (2022) in its global report on working time, which focuses on the actual number
of hours of work, working-time arrangements (work schedules) and their implications for
work-life balance, identifies different types of flexible working arrangements:

(1) Shift work: Shift work is “a method of organization of working time in which workers
succeed one another at the workplace so that the establishment can operate longer
than the hours of work of individual workers” (ILO 2011). Shift work was one of
the first forms of flexible working-time arrangement, dating from the early twentieth
century. It enables companies to extend operating hours up to 24 hours per day and
seven days per week (continuous operations) and also to accommodate fluctuations
in the demand for their products or services.

(2) Part-time: This can be organized in a wide variety of ways, but the most common
model is one that establishes a number of fixed hours of work for each workday.
Part-time work provides employers with the ability to secure optimal staffing and
operational flexibility, for example in cases in which there are peak periods and
periods of less activity.

(3) Flextime: Flextime is perhaps the most common form of flexible working-time
arrangement. Basic flextime arrangements (also known as flexible schedule or flexible
hours) allow workers to choose when to start and finish work, based on their individual
needs and preferences (within specified limits) and in some cases even the number
of hours that they work in a particular week. Normally, formal flextime programmes
involve establishing a period of core hours when all employees are required to be
at work (such as 10 a.m. to 4 p.m.), although some flextime programmes have no
core hours at all (ILO 2011). Time-banking arrangements are a form of flextime that
permit workers to build up “credits” or accumulate “debits” in hours worked, up to
a maximum amount; the periods over which credits or debits are calculated are much
longer than with flextime, ranging from several months to one year or even longer
(ILO 2011).
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(4) Compressed workweeks: Involves scheduling the same number of hours of work over
fewer days than is typical in a standard workweek, resulting in longer workdays (ILO
2018). Typically, they extend the workday beyond 8 hours and reduce the number of
consecutive workdays to fewer than five.

Compressed work weeks provide employees with longer weekends to spend with
family and friends and thereby improve work-life balance; there is a debate about
their health impacts, but the evidence trends towards positive effects.

(5) Hours-averaging schemes: This provision, including annualized hours, allow for
variations in daily and weekly hours of work within specified legal limits, such as
maximum daily and weekly hours of work, while requiring that hours of hours either
achieve a specified weekly average over the period in which the hours are averaged
or remain within a fixed total over the reference period (ILO 2018). Under fully
annualized hours arrangements, wages are typically kept constant and are paid on an
average basis throughout the year, providing financial stability to workers.

In the Indian context, work-from-home is known to be the most widely used flexible
working provision, which has gained further popularity since the pandemic. The present
study has tried to find out the what other types of flexible provisions exists in the concerned
work sector, findings are illustrated in the following figure:

Fig 4.2 Share of employees availing flexible work arrangements
other than remote working (in%)
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As shown in Figure 2, other than remote working, there is a scarce provision for other
types of flexible working arrangements in the Indian workspaces. About 24.9 percent
of respondents have reported the use of shift-work in their offices, 2.9 percent have
reported the use of compressed daily hours and 2.6 percent report having a provision for
compressed weekly hours and 1.2 percent having ‘other” flexibility like roster system in
their workplace.

4.2.3 Case Studies

Some individual cases of employees working in flexible modes, are being presented
here, which offer interesting examples of flexi-work arrangements and also present an
overview of the subjective experiences of employees with regard to these arrangements.
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Case 1: Work-hour flexibility to accommodate up-skilling and provision of ‘Flexi-seats’

Archana, 27, female (name changed) is a B.Tech graduate working in Cognizent
Technologies for five years. Speaking about flexibility provisions in the workplace, she
mentions a provision for ‘Flexi-seats” at her organization, in which, an employee has an
option for reserving seats in a different branch of the organisation and work from there
as a semi-remote set-up. In Archana’s case, while she is originally an employee of the
Pune branch of the firm, she reserved a flexi-seat for herself in the Gurugram branch to
be able to live with her parents who are residents of Delhi. This provision, thus, enables
employees of a firm having multiple branches to choose their work locations according to
their personal needs.

Another ‘flexible’ aspect of work arrangement mentioned in this interview is that of an
extra work hour added to the 8-hr schedule for accommodating ‘non-project trainings’
which is intended to encourage employees to take up trainings for skill-upgradation /
skill-diversification. However, the employees report two disadvantages of this set-up- (i)
it extends the work-time beyond the prescribed 8hours on daily basis (ii) the extra hour
often gets infused into the usual work routine, thus compromising its usefulness as a
provision for skill upgradation and instead ends up causing frustration and exhaustion
for the employees. Such a provision would therefore be more efficient if kept as a weekly
or a monthly arrangement instead of a daily one.

Case 2: Incorporation of leisure and wellbeing within the workplace culture

Tanmay (25, male) is a Software Engineer working at an IT-based finance company in
Gurugram which operates on a ‘hybrid” work arrangement where employees are required
to work from the office only 3 days in a week and have the option of working remotely
the other days. Tanmay, who is a bachelor living away from his family based in Kolkata,
finds this arrangement extremely useful as it allows him to travel to his hometown and
be with family during festivals and whenever there is a need, without losing his work-
hours. According to Tanmay, this arrangement has also enabled him pay more attention
to his physical health by reducing travel time and the extra hours which he uses for gym
workout sessions on the remote-working days.

Tanmay also mentions that they have a game-room in their office which employees are
allowed to visit any time during the work-hours except during meeting meetings. Further,
the firm allows its employees to go out for a walk in the campus whenever they feel the
need to freshen up or cope with stress. These kinds of arrangements help employees in
managing stress and increases their motivation towards the jobs, which is evident in
Tanmay’s narrative who claims that he feels “very positive” in his workplace.

Case 3: Impact of the unavailability of workplace flexibility on pregnant and working
mothers

Sandhya, 32, female, (name changed) had been working in a health-tech firm in Gurugram
for 2 years in the position of an Associate Director. Sandhya narrates that she fought her
way through education and a hard-earned MBA degree from a prestigious institute, where
she managed to land on a well-paid marketing job after which Sandhya took ahead her
journey with fierce motivation to climb up the corporate ladder and reach a higher level of
management which very few women in India succeed to achieve.
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After getting married and relocating, Sandhya joined a startup firm where she was among
the first employees to be hired alongside the existing co-founders. Despite being appointed
at a top tier level of employment, Sandhya informs that she was never treated at par with
her male co-workers. She always had to add on to her assertiveness to make her voice
heard.

Being the only woman in upper management was an achievement that had its own costs,
I could not let my guard down at any moment. The atmosphere of male-supremacy was
so intense that I had to constantly stay on my toes to not be sidelined, so much so that 1
decided to conceal my pregnancy for as long as I could for the fear of losing my importance
in the company. It happened any way! When I was towards the end of my first trimester, I
discovered some medical complications for which I was advised bed-rest. Thus, I requested
my employer to allow me to work from home for a certain period. My request was denied
stating that it would set a ‘bad example’ for other employees. So, I continued traveling to the
office but every day of travel was a risk. Yet, I never let any of it affect my work performance.

After going through all that, by time I reached the 3™ trimester, it became extremely difficult
for me to sit for 9-10hrs in the office. My back was hurting all the time, I felt exhausted and
the physical discomfort added to my mental stress so once again I decided to request for a
flexible work arrangement, where I could work from home at least 3 out of the 6 working
days. Once again my request was turned down and to top it all, three months later, when the
time for increment came, I was not given mine citing that I was on maternity leave.

Ultimately, after my daughter was born I had to leave the job because there was no one to
look after her at home if I went to the office and I cannot imagine leaving my baby alone in
hands of a stranger (babysitter) after all the negative things we get to hear on the news. If
there was a suitable flexible arrangement I would not have had to go through all these. Now,
whenever I get back to work, maybe after a year or two, I know I will have to start all over
again, compromise with the pay-scale and level of seniority in order to compensate for the
gap period.

Sandhya’s narrations of her tribulations reflect the unfortunate challenges that a large
number of working women are forced to encounter in order to balance their professional
and reproductive roles. The situation is more adverse for working professionals who are
migrants living away from their families as they find themselves deprived of the family
support for care.

The case study mentioned here involves a private health-technology firm employing
over 400 employees of which about 25% are women. The firm does not have any
written flexible working policy, however, during the Coronavirus pandemic they were
completely working from home which was accommodated easily as the work structure is
highly based on online digital work. Despite having a precedence of a successful work-
from-home arrangement the firm’s management is not inclined towards incorporating
it in their regular work policy, although, the interview participant informs that the co-
founders themselves often work remotely. This therefore, is reflective of a biased work
culture that is not sensitive towards a basic and natural requirement associated with a
large number of working mothers, and fathers as well. Instead of enabling women and
men to maintain a balance between their job and family commitments, the dominant
work culture imposes a mutually exclusive pattern of livelihood where employees are
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expected to prioritise their job role over family role. Ethos that are considered to be
essential for a successful career such as hard-work, ambition and passion for the work,
everything comes to be questioned and expected to be given a back-seat when a woman
chooses to become a mother, but to enable this role management, support-policies in
organisations are few.

4.3 Minimum and maximum daily hours in Remote Work

In India, office timings and working hours are governed by convention of the ILO, the
Factories Act 1948 and Shops and Establishments Acts of the States. There are also different
statutes for governing overtime work.

Hours of Work (Industry) Convention 1919 and Hours of Work (Commerce and Offices)
Convention 1930 has set a standard of 48hrs work week and 8hrs per day.

The Factories Act 1948 states that no adult worker should be required to work for more
than 48 hours in any week and not more than 9 hours in any day. Further, the Act states the
requirement for a mandatory interval period in each work day, where no worker should
be made to work for more than 5hours without an interval for rest of at least half an hour.

According to Shop and Establishment Acts, daily working hours range from 8-10hrs and
weekly hours cannot exceed 48hrs.

Fig 4.3 Minimum and maximum hours worked in remote set-up
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38 % employees report that the minimum hours of work in their usual remote working
days_is less than 8 hours, for 54.1 per cent the minimum hours worked is between 8-9
hours and for remaining 7 per cent report that they are required to work for more than 10
hours in a day.

In terms of maximum daily hours of work, 1.2 per cent have reported it to be less than 8
hours, for 16.5 per cent employees it is between 8 to 9 hours and for about 68 per cent the
maximum hours exceed 10 hours.

This demonstrates a general lack of clarity regarding minimum and maximum hours of
work in flexible work policies.
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Table 4.5 Gender-wise distribution of time spent on Office-work during WFH (in%)

Indicators (in hours) Male Female Persons
Less than 8hrs 9.4 24.2 13.2
8-10 hrs 82.2 72.6 79.8
More than 10hrs 8.3 3.2 7.0
TOTAL 100.0 100.0 100.0

Source: Field Survey
[Note: Since the total numbers of male and female participants are not equal, percentages in terms of the indicators
for the male and female employees are taken out of the total in each gender category]

In their usual Work from Home days, 9.4 per cent among the male participants and 24.2
per cent among the female participants report that they work for less than 8hrs, 82.2 of the
male participants and 72.6 per cent of the female participants report working for 8 to 10
hours, and 8.3 per cent male and 3.2 per cent female participants report working for more
than 10 hours in their Work from Home set-up. This shows that overall, about 86.8 per
cent of the employees work for more than 8 hours.

4.3.1 Work-Related Communications

Table 4.6 Responses pertaining to the receiving of work-related communications from

office or office colleagues beyond work hours

Frequency of receiving work-related communications from office or
office colleagues beyond work hours (in %)
Type of Responses Number of Responses
Male Female Total
Frequently 20.0 3.2 23.2
Sometimes 42.6 21.2 63.8
Never 8.7 4.3 13.0
TOTAL 71.3 28.7 100.0

Source: Fieldwork
(Note: this table shows combined data for employees working with flexibility and without)

As shown in Table 4, a majority of employees i.e. 87 percent in this study (23.2 percent
reporting frequently and 63.8 percent reporting sometimes), report that they receive work-
related communications from their offices or office colleagues beyond the designated
working hours.
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Chapter 5 : Impact of Flexi-Work on Employees:
A Gender-Based Analysis

5.1. Experiences of female and male participants pertaining to working hours

Proponents of working hours flexibilities have stressed on the importance of remote
working provisions for working parents and on how it helps employees to balance their
professional and domestic responsibilities. In order to understand how remote workers
manage their daily hours on their work-from-home days, it is necessary to look at how
much time is actually spent in the office-related work and how much time is given to
house-hold work or other domestic responsibilities.

5.1.1 Actual hours worked by remote workers on work-from-home days

A comparison of the two diagrams (Fig. 5.1 and Fig. 5.2) reflects that male employees tend
to spend longer hours in doing office-related work than the female employees.

This difference in terms of hours spent in paid work between men and women could be an
influencing factor in upward career mobility of women and indirectly affects gender gap in
income.

Fig 5.1 Time spent in office work during work-from-home by male employees (in%)
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Fig 5. 2 Time spent in office work during work-from-home by female employees (in%)
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5.1.2 Impact of remote work on productivity

Table 5.1 Responses indicating impact of working from home on work productivity

Type of Responses Responses of Participants (in %)
Male Female Persons

Increases productivity 36.2 52.5 40.9
Decreases productivity 7.7 10.1 8.4

Remains the same 29.3 15.2 25.2
Not Sure 15.4 2.0 11.6
Not Applicable 11.4 20.2 13.9
TOTAL 100.0 100.0 100.0

Source: Field Survey
(Note: This table includes employees who currently have the provision to Work from Home as well as employees who
currently do not have any provision for working from home but were working remotely during Covid-19 pandemic)

As shown in Table 5.1, a higher fraction (40.9%) of respondents have reported the
experience of increased productivity in remore work. A gender-wise comparison shows
that the report of increased productivity is higher among women than men, a relatively
high number of male employees have reported that their productivity remains same in a
remote set-up and an office set-up.

40.9 per cent of the employees have reported that they experience an increase in productivity
in a Work from Home arrangement as against working from the office. 25.2 per cent of the
employees opine that the level of productivity remains the same, while 11.6 per cent are
not sure about the same; and only 8.4 per cent employees report experiencing a decrease in
productivity while working from home. A gender-wise comparison shows that the report
of increased productivity is higher among women than men, a relatively high number of
male employees have reported that their productivity remains same in a remote set-up
and an office set-up.

Employees have also pointed towards the difficulties arising from daily travel to work
which not only causes a loss of time and energy but also exposes people to environmental
stressors like extreme weather conditions, traffic congestions, air pollution, etc. This is
perceived as a relevant factor that influence motivation for the job and productivity.

It seen that in the discussion on work productivity, while employees tend to be more
optimistic about remote working, employers and and HR executives, on the other hand,
have expressed a preference for on-site work pointing towards the importance of physical
presence of employees for building a ‘team spirit” and better interactions among employees
which facilitates an environment of continuous evaluation and learning through peers, in
turn, having a positive effect on productivity.

5.1.3 Experience of work pressure in flexible work arrangements:

Table 5.2 Perception with regard to experiencing greater work pressure in flexible work arrangement

Types of Responses Number Responses (in%)

Male Female Persons
Yes 20.6 29.1 22.7
No 30.0 53.2 36.0
Not Sure 49.4 17.7 41.3
TOTAL 100.0 100.0 100.0

Source: Field Survey
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In terms of experiencing work pressure in a remote working set-up, 20 percent of the male
employees and 29.1 percent of the female employees have responded affirmatively, 30
percent of the male employees and 53.2 percent of the female employees have responded
in negative which means they do not experience work pressure in remote set-up, and 49.4
percent male employees and 17.7 percent female employees are ‘not sure” about the same.
Thus, since more than half of the female employees have reported in negative, this suggests
that female employees experience less work pressure than their male counterparts while
working remotely.

5.2. Use of flexible working arrangements among female and male employees

Table 5.3 Employees having designated work-space at home for remote working

Types of Responses Number of Responses
Male Female Total
Yes 93.9 90.3 93.0
No 6.1 9.7 7.0
TOTAL 100.0 100.0 100.0

Source: Field Survey

About 93 percent of the employees who work remotely have a designated workspace at
home for doing their office work which often involves participating in online meetings
and video conferences. This reflects the increasing normalisation of a teleworking culture
in Indian households, something which was not very common in the pre-pandemic
times. It also hints towards the physical expansion of work spaces and the corresponding
contraction of personal and domestic spaces, which is often interpreted in terms of blurred
boundaries between the public and the private or the professional and the personal spaces
in people’s lives.

Fig 5.3 Responses pertaining to most frequent reasons for availing Work from Home
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As shown in Fig 5.3 (& Annexure Table 9), majority of the employees who are flexi-workers
are on remote work arrangements due to their Organisational requirement (policy-related/ due
to nature of work); Other professional needs (such as for studies/trainings) constitutes the next
among the most common reasons. There is a relatively balanced ratio of male and female
responses on these two factors, as well as, on the other less reported factors like health/medical
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reasons, parenting responsibilities, to look after older family members and other personal needs.
However, a much higher number of female participants, as compared to male participants,
have reported the use remote-work for household maintenance work.

This finding with regard to employees’ reasons for taking remote work provision, and the
finding on difference between male and female employees in terms of time spent on office
work (Fig. 5.1 & 5.2) can be seen as pointing towards the higher participation of working
women in household work than working men.

5.3. Unpaid care work
Fig 5.4 Persons responsible for household chores on WFH days (in%)
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As shown in Fig. 5.4, a larger share of respondents report that they participate in household
chores along with others in their family, male respondents are slightly higher in this
category. Among respondents marking ‘Domestic help or House-maid’, female and male
respondents are in almost equal distribution. More number of female than male respondents
have reported sharing their household work equally with their spouses, whereas, higher
number of male respondents report that their husband/wife takes care of housework majorly.
In the ‘other family members’ category there is an almost equal share of male and female
responses. In the ‘myself majorly” category, female respondents have a higher distribution.
If a gender-based comparison is made across all the response categories, it is evident that
women perform a higher share of housework than her male counterparts, which supports
the observation made in the previous section.

Table 5.4 Hours spent in unpaid work in a day

Hours in a Day Number of Responses (in %)
Employees with flexibility Employees without flexibility
Male Female Person Male Female Person

1-2 hrs 84.4 77.4 82.6 81.8 67.6 76.7
3-4 hrs 13.3 17.7 14.5 18.2 24.3 20.4
5-6 hrs 1.1 4.8 21 0 8.1 2.9
7-8 hrs 1.1 00 0.8 0 0 0
TOTAL 100.0 100.0 100.0 100.0 100.0 100.0

Source: Fieldwork
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Table 5.4 shows that about 76-82 percent of the respondents perform 1-2hours of unpaid
work in a day, about 14-20 percent respondents report working 3-4hours and about 2-3
percent report working more than 4hours of unpaid work. Employees without flexible work
arrangements report slightly higher hours of unpaid work, when compared to employees
with flexibility, among male as well as among female employees.

Table 5.5 Availability of creche in the workplace

Type of Responses Number of Responses
Employees with flexibility | Employees without flexibility
Male | Female @ Person Male Female | Person
It exists and is functional 42.2 56.4 459 16.7 10.8 14.6
It exists, but not functional 2.2 8.1 3.7 4.5 2.7 3.9
Does not exist 55.6 35.5 50.4 78.8 86.5 81.5
TOTAL 100.0 100.0 100.0 100.0 100.0 100.0

Source: Fieldwork

As shown in Table 11, the study finds that the accessibility of creche facility in workplaces
is higher among employees with flexibility than employees without flexibility. This
could be because flexible working options are more common among the larger IT
companies who have a bigger workforce and better resources to be able to provide better
infrastructure and facilities like creche for working parents. However, it is alarming that
more than 50 percent of employees with workplace flexibilities and more than 80 percent
of employees without flexibilities have reported the non-availability of a creche in their
workplace. The non-availability of childcare support such as a provision of a creche in
the workplace, acts as a major career constraint for working mothers.

Table 5.6 Responses showing employees’ use of creche facility provided by employer

Type of Responses Number of Responses
Employees with flexibility Employees without flexibility
Male Female | Persons Male Female | Persons
Yes 1.1 3.2 1.6 0 0 0
No 9.4 6.5 8.7 15.2 10.8 13.6
Not applicable 89.5 90.3 89.7 84.8 89.2 86.4
Total 100.0 100.0 100.0 100.0 100.0 100.0

Source: Fieldwork

As shown in Table 5.6, since a majority of the participants in this study are unmarried
employees and even among the married employees there only a few who have children, the
use of creche is very low among the sample in this study.
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However, findings of the survey as presented in table 5.6, as well as responses of interview
participants suggest that uses of creche in the workplace is more common among female
employees than male employees, reflecting the higher share of childcare responsibilities
taken on by working mothers than fathers.

Fig 5.5 Deloitte’s study on role of flexible work policies in talent retention for remote
working professionals

FIGURE 3
Role of flexible work policies in talent retention for professionals working remotely

Respondents selecting “Strongly agree” or “Agree”

m Caregivers of children and adults (N = 193) m Caregivers of children (N = 863)
W Caregivers of adults (N = 201) Noncaregivers (N = 1,960)

Attracted to flexible policies of current employer

Consider leaving current job if flexibilities stop

Consider leaving my current employer for an organization with more fiexible working arrangements
63%
41%

39%

Sources: Deloitte analysis; DEl and work from anywhere study, May 2023.
Deloitte Insights | deloitte.com/insights

Source: Delloite Insights (delloite.com/insights)

The above study by Delloite (Fig. 5.5) shows the importance of flexible working policies
among employees who have care responsibilities, which greatly affects their decision to
continue or not continue working in a particular organisation. The study shows that people
who have adult and child care responsibilities report a high preference for flexi-work
policies.

5.4. Work/Life Balance
Table 5.7 Experience of Work/Life balance among Remote workers
Type of Responses Number of Responses
Male Female Total
Yes 90.6 72.6 86.0
No 9.4 27.4 14.0
TOTAL 100.0 100.0 100.0

Source: Fieldwork

Overall, a majority of remote working employees report experiencing a balance between
their professional and personal lives in a remote working arrangement. Further, the balance
in work-life is seen to be experienced more among male employees than female employees.
This difference could be a result of the higher share of household work and care work
responsibilities being experienced by women, as confirmed through this study.
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Chapter 6 : Conclusion

6.1 Significant findings of the study

Despite the existence of national and international mandates on maximum daily and weekly
hours of work, workers in the I.T and I.T enabled industry work often work more than 8 hours
in a day and more than 40 hours in the week. Also, there is a lack of organizational regulation
and uniformity with regard to minimum and maximum working hours and corresponding
remuneration policies. This creates inequality of work pressure and inequality of pay among
employees.

Working hours are found to be merging with people’s non-work schedules through work-
related communications like phone calls, text messages, emails, etc. that keep employees
engaged to their work beyond the actual working hours.

Remote working experiences during the Covid-19 pandemic have been followed up with
an expansion of flexi-work policies across industries. However, many companies are still
experimenting with the usage of remote-work, with some making a return to the full-time on-
site policy while some are increasing their remote/hybrid workforce.

A majority of the flexi-working companies have adopted a hybrid mode of work, where
on-site and remote working arrangements exist simultaneously which allows employers as
well as employees to avail benefits of the flexi-mode while also limiting the disadvantages
characteristic of remote work.

In terms of work productivity, experience of better productivity in remote working is found
in the study, where, report of increased work productivity in remote work is higher among
women. Employers and HR executives, on the other hand, have emphasized on the importance
of on-site presence of employees for facilitating better inter-personal interactions and team
building, which are regarded to be significant factors for overall productivity and learning.

Importance of flexible work arrangements for balancing work-role and family-role has been
reiterated in the study by female employees as well as male employees. The relevance of flexi-
work is often discussed in terms of domestic and care responsibilities of people, particularly
working parents and employees with elderly care responsibilities, which has been reiterated
in the testimonies of the study participants. Apart from this, the present study also highlights
the relevance of and preference for remote working arrangement among the unmarried
employees, who have narrated experiences of achieving better physical and social wellbeing
in the hybrid work arrangements, which enables them to manage health-care routines, leisure
activities and time with family and friends while not compromising on work-time.

Results of this study are concurrent with research on household division of labor indicating
that men’s participation in domestic care work has increased gradually but still lags behind
that of women. According to a study by Bianchi, Sayer, Milkie, and Robinson (2012), men
in Western countries have doubled the amount of time they dedicate to household chores
and childcare since the 1960s. However, women continue to do the majority of household
labor, with men more often engaging in tasks deemed “occasional” or “masculine,” such as
home maintenance, rather than routine daily chores (Sullivan, 2013). These gendered patterns
of housework distribution suggest that while men are participating more, traditional norms
around the types of tasks still prevail.
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The involvement of men in household care responsibilities has shown gradual progress,
influenced by shifts in cultural norms, economic factors, and supportive policies. While
traditional gender roles continue to shape the division of labor in many households, there is
a clear trend towards more shared responsibilities. As societal norms continue to evolve and
policies supportive of gender equity expand, further progress can be anticipated. Increasing
men’s participation in domestic care is a crucial step toward building more equitable family
structures and promoting greater gender equality in society.

6.2 Limitations of the Study

Due to strict company policies in the concerned sector with regard to external communications
and visitation by outsiders, the study faced severe constraints in terms of gaining access to
offices and cover a higher number of employees, to facilitate a larger and more diverse sample.
Moreover, it was realized that younger professionals were more willing to participate in the
survey and interviews than older and senior-level professionals, as a result of which, the
current sample consists mostly of junior and mid-seniority level employees who are younger
in age and are unmarried or are married but with few care responsibilities. Thus, the objective
of examining experiences on the parameter of family and care responsibilities, could be only
partially addressed.

6.3 Way Forward

Presently, when it is common for students and young as well as experienced professionals
to migrate away from home and stay away from their families for work aspirations and
commitments, work policies need to be made migrant-friendly such as by providing remote
working options, at least on an occasional basis, if employee wellbeing is to be addressed.

Men’s increased involvement in household care responsibilities has important implications
for family dynamics and gender equity. Shared responsibility in caregiving and domestic
work can contribute to improved marital satisfaction and lower conflict, as both partners
feel more valued and supported (Carlson, Hanson, & Fitzroy, 2016). Furthermore, equitable
division of housework positively influences children’s perceptions of gender roles, promoting
more egalitarian attitudes in the next generation (Davis & Greenstein, 2009). Therefore, there
is a need to address the importance of men’s involvement in childcare and household care
responsibilities, alongside that of women, in the formulation of family policies in organisations.

Furthermore, care policies in organisations also need to accommodate elderly care
responsibilities to create better support system for the aging population. While India isnow one
of the youngest populations in the world, with the decrease in the rate of fertility that is now
being observed, it would only take a few years for the country to be having a higher number
of aged populations. To prepare for that, the country needs to plan ahead and formulate better
care policies and also work towards formalization of care services.

Work-from-home (WFH) arrangements offer significant environmental benefits, particu-
larly in the context of Delhi’s ongoing climate crisis and its severe air quality index (AQI is-
sues). By reducing daily commutes, WFH cuts down vehicular emissions, a major contribu-
tor to air pollution in the Delhi-NCR region. Amidst the alarming AQI levels in Delhi, where
particulate matter and other pollutants routinely breach safe limits, widespread adoption of
WEFH could alleviate pressure on urban infrastructure and contribute to a more sustainable
and healthier environment. Additionally, fewer office-goers mean reduced energy use in
commercial spaces, such as air conditioning, lighting, and office equipment, further lower-
ing carbon footprints.

27



28

V.V. Giri National Labour Institute

References

Agarwal, P., Deshpande, A., & Dutta, S. (2023). Women in the informal economy: Issues
of security and welfare. Economic and Political Weekly, 58(3), pp. 78-85.

Allen, T. D., Johnson, R. C., Kiburz, K. M., & Shockley, K. M. (2015). Work—family conflict
and flexible work arrangements: Deconstructing flexibility. Personnel Psychology, 66(2),
345-376. https://doi.org/10.1111/peps.12046

Alon, T., Doepke, M., Olmstead-Rumsey, J., & Tertilt, M. (2020). The impact of COVID-19
on gender equality. Labour Economics, 68.

Bathini, Dharmaraju & G Kandathil (2015), Work Intensification and Telehomeworking;:
The Case of Indian IT Sector, Indian Institute of Management Ahmedabad Working
Paper.

Bianchi, S. M., Sayer, L. C., Milkie, M. A., & Robinson, J. P. (2012). Housework: Who did,
does or will do it, and how much does it matter? Social Forces, 91(1), pp. 55-63.

Bick, A., Fuchs-Schiindeln, N. & Lagakos, D. (January 2018). How Do Hours Worked
Vary with Income? Cross-Country Evidence and Implications. The American Economic
Review, Vol. 108, No. 1, pp. 170-199.

Blau, F. D., & Kahn, L. M. (2013). Female labor supply: Why is the US falling behind?
Labour Economics, 20, pp. 73-83.

Bloom, N., Liang, J., Roberts, J., & Ying, Z. J. (2015). Does working from home work?
Evidence from a Chinese experiment. The Quarterly Journal of Economics, 130(1), 165-218.
Brough et al. (2020). Work-Life Balance: Definitions, Causes, and Consequences. In T.
Theorell (ed.), Handbook of Socioeconomic Determinants of Occupational Health, Handbook
Series in Occupational Health Sciences. Switzerland: Springer Nature.

Carlson, D. L., Hanson, S., & Fitzroy, A. (2016). Gender differences in the relationship
between work-family responsibilities and psychological distress over time. Journal of
Family Issues, 37(9), pp. 1387-1415.

Chung, H., & Van der Horst, M. (2018). Women’s employment patterns after childbirth
and the perceived access to and use of flexitime and teleworking. Human Relations, 71(1),
47-72.

Craig, L., & Mullan, K. (2011). How mothers and fathers share childcare: A cross-national
time-use comparison. American Sociological Review, 76(6), pp. 834-861.

Das, M., & Sinha, R. (2022). Cultural barriers and economic engagement of women in
South Asia. Economic and Political Weekly, 57(10), pp. 54-60.

Davis, S. N., & Greenstein, T. N. (2009). Gender ideology: Components, predictors, and
consequences. Annual Review of Sociology, 35(1), pp. 87-105.

Deshpande, A. (2021). The pandemic and women’s double burden. Economic and Political
Weekly, 56(40), pp. 23-29.

Dettmers et al. (2013). Theory and Practice of Flexible Work: Organizational and
Individual Perspectives. Introduction to the Special Issue. Management Review, Vol. 24,
No. 3, pp. 155-161.

Eurofound. (2020). Telework and ICT-based mobile work: Flexible working in the digital
age. Retrieved from https://www.eurofound.europa.eu

Felstead, A., & Henseke, G. (2017). Assessing the growth of remote working and its
consequences for effort, well-being, and work-life balance. New Technology, Work and
Employment, 32(3), 195-212.




Designing Flexible Work Arrangements- A Case of NCR- I.T Sector

Folbre, N., & Nelson, J. A. (2000). For love or money—Or both? Journal of Economic
Perspectives, 14(4), pp. 123-140.

Gajendran, R. S., & Harrison, D. A. (2007). The good, the bad, and the unknown about
telecommuting: Meta-analysis of psychological mediators and individual consequences.
Journal of Applied Psychology, 92(6), 1524-1541.

Golden, L. (2001). Flexible work schedules: Which workers get them? American Behavioral
Scientist, 44(7), 1157-1178.

Goldin, C., & Katz, L. F. (2008). Transitions: Career and family life cycles of the educational
elite. American Economic Review, 98(2), 363-369.

Gupta, R., Mishra, S., & Kumar, A. (2022). Policy frameworks and women’s workforce
participation. Labour Economics, 75.

International Labour Organization. (2022). Working Time and Work-Life Balance Around the
World.  https://www.ilo.org/publications/working-time-and-work-life-balance-around-
world

Hochschild, A.R., & Machung, A. (2012). The second shift: Working families and the revolution
at home. Penguin Books.

Hook, J. L. (2006). Care in context: Men’s unpaid work in 20 countries, 1965-2003.
American Sociological Review, 71(4), pp. 639-660.

Hook, J. L. (2010). Gender inequality in the welfare state: Sex segregation in housework,
1965-2003. American Journal of Sociology, 115(5), pp. 1480-1523.

Kim, S. (2020). South Korea’s pandemic-prompted work-from-home experiment. Asian
Survey, 60(5), pp- 933-954.

Knudsen, K., & Weerness, K. (2008). National context and spouses” housework in 34
countries. European Sociological Review, 24(1), pp. 97-113.

Lehndorff, S. (July 2014). It's a Long Way from Norms to Normality: The 35-hour
week in France. Industrial and Labour Relations Review, Vol. 67, No. 3, A Special Issue on
International Comparisons of Working Time, pp. 838-863

O’Brien, M., & Wall, K. (2017). Fathers on leave alone: Setting the scene. In M. O'Brien &
K. Wall (Eds.), Comparative perspectives on work-life balance and gender equality: Fathers on
leave alone, (pp. 1-16). Springer.

Pandey, S. (2023). Education and female labor force participation in rural India. Economic
and Political Weekly, 58(4), pp. 48-55.

Rajesh, S. & Rakesh, A. (2014). Barriers to Flexible Working for Indian Women
Professionals: A Cross Industry Study. Global Journal of Management and Business Research:
Administration and Management, Volume 14 Issue 5 Version 1.

Raley, S., Bianchi, S. M., & Wang, W. (2012). When do fathers care? Mothers” economic
contribution and fathers” involvement in child care. American Journal of Sociology, 117(5),
pp. 1422-1459.

Sarkar, K., & Samantroy, E. (2024). New labour codes and implications for women
workers. Economic and Political Weekly, 59(5), pp. 34-41.

Sullivan, O. (2013). What do we learn about gender by analyzing housework separately
from child care? Journal of Family Theory & Review, 5(2), pp. 72-84.

White, S. K. (08 Mar 2024). Women in tech statistics: The hard truths of an uphill battle. https://
www.cio.com/article/201905/women-in-tech-statistics-the-hard-truths-of-an-uphill-
battle.htm

29



30

V.V. Giri National Labour Institute

Annexure 1

V.V. Giri National Labour Institute, Noida
ot 5. frfe st or weerm, et

Questionnaire-1
B IE
‘Designing Flexible Working Hours Policy: A Case of NCR’
GITTeh HTE STTEAT h AT [EATSA FHEAT: TTHIAR 1 Tk WTHAT

[FORM 1-: For I.T Employees having Flexible working arrangements / gﬁrmmsmiww
AT AT HHTTRET % ferg]

Personal Details

1.
2.
3.

Name /9H:

Age/\’ﬂ'l'g:

Gender/ e

e Female / afgar

e Male/Te¥

e Transgender / ZfEsieX

Marital Status / Safees feerfa
Unmarried / 3ffaanfea
Married / feenfea
Widowed / farerar
Separated / AT BRI
Divorced / qeATeRIIET

Do you have children / 39 sT=d & F1?
e Yes/®l
e No /&l

Are you a single parent / FIT 319 Tehet HIAT-TodT 82
e Yes/®l
e No /&

Household Type / Te€t JeR

e Joint Family household /Eﬂ?ﬁww

e Nuclear Family (consisting of only 1 married couple and their children) / Tehet aia
(St sharet wak forafed STieT 31X ek =l MM &)

Do you have older parents at home who are dependent on your care / T 31Tk ER‘JTW
TT-fOreT € ST SATThT STt W it 22

e Yes/®f

e No /7=l

!Note: Information provided will be kept confidential and will be used only for the purpose of research.
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Professional Specifications / sarareiyes fafyrgamd

9.

10.
11.
12.

13.

Name of Organisation working for / % & aTel e T 7 :
Department or Organisational sector / f¥TT a1 FTeTeH & :
Designation / & kT °TH:

Employment level / TSR &

11.1.  Entry level or Junior level / YT & AT Tvl;ﬁ?l'( E=SEN

11.2.  Middle level / &3 &X

11.3  Senior Level / a8 &R

How long have you been working in the current organisation / 319 IdH €7a4 # foha-
O & T 82

12.1.  Less than 5 years /5 ELE )

12.2.  5to0 10 years /5% 10 91t

123  More than 10 years / 10 3% & 31faeh

Organisational Arrangements / ETSATcHe: sTTEYTY

14.
15.

16.

17.

Regular Office timings:

What are the leave policies of the organisation / €e- it STaehrer Hifeat 52
e How many Casual Leaves in a month / T H&H # ferat W@"?ﬁ

How many Medical leave / fora Afeshat 3TaahreT -
Maternity leave / EI'chf IR -
Paternity leave /  fiqed 37erhreT -
Child-care leaves / Sl I S@TA T T -
Partially paid leaves / 3Tifh &9 & RURIES EIRIE] @'f?}ﬁ
Other leaves (Please specify) / 3= gfgat (Fuar Hfdg #)-

Does your organisation provide a creche facility for the working parents / T JATaehT
TS HTHERTS T ATAT-fUdT o foTQ sher gierem S T 822

e [t exists and is functional / I% HIS[g 2 N HETcqF B

e [t exists, but not functional / I8 ﬁa;q’ 2, Aferd icqes T8 @

e Does not exist / HIS[E &1

(This question is for female/ male employees who have young children) Do you use
the creche facility provided by your organisation? / (I8 9% 37 H%FIT/HDW FHH=TET & forg
5o D1 o=l €) FAT 1T 370 TS G TG hT TS sha Gl T ST FLdl 82

e Yes/®f

e No /7=l

e Not Applicable / =T Tt

Flexible Working Arrangement / gﬁm T STTEAT

18.

Did your organisation have Work from Home (WFH) policy before Covid19- / & 31Tk
TS ¥ FHIfIe19- B Ut 9o | 8 (WFH) fifa ofr?

e Yes/®l

e No /&l
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20.

21.

22.

23.

23.1.

23.2.

23.3.

23.4.

23.5.

24.
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Were you working from home during Covid-19 / &7 319 #ifae-19 % SR 57 & T F T A?
e Yes/®l

e No /&l

Do you currently have a provision for WFH in your organisation / &7 3119 €aT §
A § WFH 1 S 27

e Yes/®f

e No /&

How frequently do you use work from home arrangement / 319 fohaft oI =X & o
T T SEAT T ITAN L @ 2

e Full-time (5-6 days a week) / qUlIfcTeh (WHTE | 5-6 o)

e DPart-time (less than 5 days a week) / 3i¥rehTicteh (WHTE § 5 fT & A)

e Occasionally (as needed) / F¥fi-sh¥l (JTETIHATIAR)

How many hours in a day do you usually devote to complete your office work while
working from home/ﬂ?ﬁwmgqmmm@ﬁ?ﬁwq%mmww
T A H T 82

e Less than 8hrs / 8 5 & &7

e 8-10 hrs/8-10 5

-6 More than 10hrs / 10 = & e

Which among the following kinds of tools/infrastructure is provided by your
organisation for remote work / m@mmww%mﬁﬂﬁﬁs@ﬁﬁ@aﬁqu/
EERIEREIEERC RIS GRS

Laptop or Tablet PC or Mobile Phone / @/9id AT aeie 4.4, a7 Hiamsd %

e Yes/®f

e No /&l

Internet connection / 32'@?: Excae)

e Yes/®f

e No /&

Working software

e Yes/®l

e No /&l

Monetary compensation for utilities like electricity and water / fosefl 3R o=t St
SRS o6 fef wtfseeh qafrersit

o Yes/=f

e No /&

Any Other (please specify) / &g 31 (Faa1 FfdE =)

Please mention some of the essential guidelines of the current WFH policy of your
organisation- relating to the following aspects / FuT Ffafad veqal @ Heifaa 1o
T3 T T SoeUHTH Tl & F ST I T Ieera i




Designing Flexible Work Arrangements- A Case of NCR- I.T Sector

24.1.
24.2.
24.3.

24.4.

24.5.

24.6.

24.7.

25.

26.

27.

28.

Minimum hours of work specified / ™ % =7 =i¢ Hfdg
Maximum hours of work specified / %™ % JAftreray =e fAfds

Maximum number of days allowed to Work from Home (in a month) / 5% & T &
1 srferpan faat it v (v wE )

Conditions in which WFH is permitted / & feerfaat s WFH 1 s13afa 2

Conditions where WFH is not permitted / Udll feerfaat siet WFH i 31t 721 8 _ _

Does this Work from Home arrangement help you in maintaining work/life balance /
FIT I8 o 1A EIH SATEAT HTTehT FHT /S H FIe ST T H 7eg Lt 82

e Yes /=

e No /&

What kind of disadvantages do you experience in working from home / 5% & &9 &1
ST foRE T8 % T T STIHE BT 82

What are the strategies used for work supervision by your organisation when you
work remotely in WFH set-up? (Please specify) / S 3717 WFH #e-379 & EL ¥ & A &
T 3Tk TS g e TAAeqor o foTq s oot 3w it SiTdt 87 (= fide )

How does working from home impact your work productivity / 5% & &H i & STTeht
FT IcTEHAT R AT THTE AT 82

Increases productivity / 3cqTaehdl sST@Tar 2
Decreases productivity / 3taTaedl &8 &I STl &
Remains the same / 39T 81 ®&dT1 8

Not sure / Ffera 7€

Do you have any of the following Flexible working arrangement in your organisation
/ TR AT TS § FrATARad § ¥ IS Gragrse: H oqewe 82
e Compressed daily hours (less than 8hrs per day) / @difed e e (3 fam 8 e & &)
o Compressed weekly hours (less than 40 hrs per week) / ifeq gmaTfes =e (‘Sl'f%r qqre
40 52 | )
Shift-work / 9Teft § sTH
e Other- (Please Specify) / 377 (F7am FfdE )
e None / &S T8t

(This question is not required to be filled by those who have answered ‘None’ in the

previous question) Please describe some of the essential features regarding the other
flexible working arrangements available at your organisation (other than remote
working/work from home) / (I8 9% 39 ST g 9 AT STaegehdr T2l ® e fUga vg o
1S TET T I AT ) FIAT ST Wil H ITed] ST TAeliet] F1l Aeerail (T HE/7 8 F1H
o HACTAT) 6 Wele H e v FraIoerAl 7 0 hil:
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type of flexible arrangement you are availing / 319 fS& YehT sl ST=iicit sFereT T @19 33T
wWe

main features of the arrangement (days and hours specified) / e 1 Jea foRivar
(fe st =2 fafdy)

Conditions in which this arrangement is permitted / & ¥1d SH 38 =aae 1 STIANT @

Conditions where this arrangement is not permitted / ud feufoat et g sgawean HY 31‘:[34‘&{
T ®
Any other information you would like to provide regarding the Flexible working

arrangement / el T SATEAT o Hefe § g 3T SIHRRT ST 3T TG HGAT A&

Does this arrangement help you in maintaining a good work/life balance / #T Ig
SATET HATTH! =BT T /STa T ST T | Hag hLd a7

o Yes/®

e No /&

What are the disadvantages experienced in this arrangement / 3 STEAT H FAT-HT ST

T Bt 82

29. How does working on flexible mode (Work from Home or any other) affect your
compensation or salary / @=icl AIE (S & T AT FIE 37) T HMH HH & mgﬂﬁﬁmaﬁ'—r
TN T TS &2
e Positive Impact / TTcHE T
e Negative Impact / TRIcHS THTT
e No impact/aﬁﬁwqﬁ

Work/Life Balance

30. Do you receive work-related communications from your office or office colleagues
beyond the designated work hours/ FT 3TT9eh! 370 HATE AT Teehiua & (4ffed el =i
aTE r-wereft FEm T A 22
e Frequently / I-aX
e Sometimes / -t
e Never / &+l &1

31. Based on your own experience, do you feel there is more work pressure in flexible
working / 3T ¥ % ITIVE % TGN W, FT ATTHT AT & o ATet HIHFS § FIH FI a1
afereh gra &2
e Yes/®l
e No /&l
e Not sure / ff2ra &t

32. Based on your experience, what kind of flexible working arrangement do you find

most helpful for a better work/life balance / 3% ¥ % HTYR T, AT S H /S
A o FTT ford YT T rfielt el SereelT i T A1 e uTd 82
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33.

34.

35.

36.

37.

Remote Working or Work from Home / fae afdrarsm g W
Compressed daily hours (less than 8hrs per day) / @tftfea afe =ie (wfa fom 8 = & =)
Compressed weekly hours (less than 40 hrs per week) / gdifed araTfees = (Erf%r qqrg
40 e 9 %)
Shift-work / Tt § &1
Other- (Please Specify) / 31 (Fua1 ffdE 1)
None / g Tt

Do you have a designated workspace at home / T 319k BT § I3 (T FHRIEI &2
e Yes /=
e No /&

Who takes care of the household chores (e.g., cooking, cleaning, etc.) on your WFH
days / 39sh WFH feH1 # Be] Ml (S, WHT ST, §HT3 T 3A1Q) sl a@Te shiv hidl o7

Myself majorly / 5@ &4 ER-k=pt

My husband/ wife majorly / 5@ &9 & H{ fa/Teft

Other family members / afER & 3= ge=m

Myself and spouse equally / & 3R w1 Sfaarefl a9 €9 &
Myself and other family members / § 3R 4f@R & 37 9a&1
Domestic help or Maid / 5e @R AT AT

Hours spent in unpaid work in a day (not related to your office-work) / @& fa # s1aafa
Tl fordTe U H (3T FrTad-wr | et T2

1-2 hours / &
3-4 hours / &
5-6 hours/ ¢
7-8 hours ¥

For what reason do you take WFH mostly / 3119 3ffershat WFH fore o1 § <id 82

Organisational requirement (policy-related/ due to nature of work) / ETHS
STTaweRar (Ffa-gisiferd /e T wehfr % o)

Other professional requirement (such as for pursuing career related studies/train-
ings) / 171 SATAATRI HTTLIRATE, (S HIER Hefeft sTezrarm/afiramr & for)

Health/medical reasons / T/ fafsrcar sror

Parenting responsibilities / are-arsor i frrarit

To look after older family members / TR % o1 Ge&dT Shl S@HT HiAT

Household maintenance work / =R Ta@Te 31 M

Other personal needs, please specify / 37 fHTq AEWHAT, Far iy &L

What kind of changes would you like to suggest for improving your organisation’s
WFH policy / 319 370 T3 hl Fefiell hrd Hel i A § Gur & T fFe Toh & Searai i g3
ST A2
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V.V. Giri National Labour Institute, Noida
.=t frfe ot o wwem, Toer

Questionnaire 2

T
‘Designing Flexible Working Hours Policy: A Case of NCR’
AT hTd TTEUT T AT FSATZT THEAT: THetarr o1 Teh Aroet

[FORM2-: For L.T Employees not having Flexible working arrangements / forerses s
STTEAT FTA AT HHATHAT o feru *]
Personal Details
1. Name /9H:
2. Age [ 31T
3. Gender/ e

e Female / afgar

e Male /q&%

e Transgender | TSIt
4. Marital Status / Jafge feufa

e Unmarried / 3faartea

e Married / famfea

e Widowed / faean

e Separated / 3T HEIY

e Divorced / defTeR3[aT
5. Do you have children / 39 s=d & 12

e Yes/®l

e No /7@
6. Are you a single parent / 3T 319 Teshal HIdT-1UdT &2

e Yes/gTl

e No /7@
7. Household Type / Te®efl 5ehT

e Joint Family household / @3t Tiem Teweft

e Nuclear Family (consisting of only 1 married couple and their children) / Thel 9ia
(e et us foanfed Sier 31 3 s Mt &)
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8. Do you have older parents at home who are dependent on your care / & 3Tk Sl'(ﬂ'{g?ﬁ

ATaT-foar & ST STeht 2@t 9T st 82
e Yes/®Tl
e No/7

Professional Specifications / saTa@TRes fafyrgard

9. Name of Organisation working for / 3T & aTel T T 71 :
10.  Department or Organisational sector / far¥mT 3T TTaTeH & :
11.  Designation / 9g =T 9TH:

12. Employment level / ST &
11.1.Entry level or Junior level / EEMES I Trlfl’ﬂ'{ E=SEy
11.2.Middle level / 7T &
11.3 Senior Level / ai8 &

13.  How long have you been working in the current organisation / 319 FqH €71 § fohd €9
GEIRITA S
12.1. Less than 5 years / 5 I8 9 HH
12.2. 5 to 10 years / 5 10 |1t
12.3 More than 10 years / 10 3% & 3125

14.  Does your organisation provide a creche facility for the working parents / T ATaeh1
HTST FHTHERTSTT AT & for ke gfrem wam wear 222
e Itexists and is functional / I8 Fﬁﬁ:q' ¥ 3 A ®
e [t exists, but not functional / I8 ﬁﬁs 2, Aferd icqes I81 @
e  Does not exist / HIS[g &t

15.  (This question is for female/ male employees who have young children) Do you use
the creche facility provided by your organisation? / (I8 ¥ 37 Hi&/T&Y FHH=Tl % faQ
& 5o DI o=l &) AT AT 370 S FIU T&M AT TS shrel Gl 1 STANT hldl 82
o Yes/®l
e No /&l
e  Not Applicable / @ &

Flexible Working Arrangement

16.  Did you have Work from Home option before Covid-19/ T 37T9eh I ahifare-19 § T8l 5
M FT H fhed o912

o Yes/®l
e No/T&
17.  Were you working from home during Covid-19 / 3T 314 ifere-19 3 S 5 & FHH L T8 A2
o Yes/®l
e No /&

18.  Based on your remote working experience during COVID-19, how does working from
home impact your work productivity / HIfae-19 & S 3T T F SREE] & YR T,
Y HTH LA H SThT T IcATEehaT T T THIE TSdT 27
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19.

20.

21.

22.

23.

24.

V.V. Giri National Labour Institute

e Increases productivity / StqTEhdT TGTAT &

e  Decreases productivity / 3caTaehdT FH &I ST &

e Remains the same / J8T & &1 7

e Not sure / ffaa =2t

e Not Applicable (for those who did not have WFH during COVID) / &1 7=t (37
AT o et ek 9t COVID % g WEH & o)

Did the remote working experience during COVID-19 help you in adequately
balancing your personal and professional life / @1 COVID-19 % 3R g T TS 7

HTTehT ST AR SR AT S I AT &9 § HJferd HL | 7ag hi?

e Yes/®l

e No /Tl

e Not Sure / iz &

e Not Applicable (for those who did not have WFH during COVID) / =1 & (37

@i o fe feh o COVID o SR WFH & o)

Do you receive work-related communications from your office or office colleagues

beyond the designated work hours/ &1 SATIhT YT FHATAT AT FeahHar ¥ fuiia s =ef &
e -Heeft H= ITH ErT 27

° Frequently / ST-aX

e Sometimes / -l

e Never /&t &t

Hours spent in unpaid work in a day (not related to your office-work)/ts f&= # s1dafis
1§ foraTe TT = (311U FwA - ¥ Heifed Ta)

1-2 hours / &
3-4 hours / 5
5-6 hours/ &
7-8 hours ¥i¢

What kind of disadvantages do you face for not having a Work from Home
provision / I A B T TEEH T & T YS! 6@ @ & THAM FT TFAT FHAT TSdT 272

Would you prefer to have a Work from Home option in your organisation / T 39

U TS H b HTH W T forehed 06 RN

e Yes/sl

e No /i

What do you think is the main reason for not introducing Work from Home (WFH) at

your organisation / 3T 3TTHR HT9eh €137 H e 561 & (WFH) & o 2 31 94 HRT T 87

e Nature of work demands physical presence of employees / % i Sehfcl FHHaTRAT hl
“fifcrer Sufera i wim et @

e Lack of compatible infrastructure to support WFH / SsciUwhul s §Hei i o g e
SFRITET BTl T 3T
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23.

24.

25.

e  Absence of appropriate guidelines to manage WFH staff / WFH SH=1i@1 & J&i€q &
foru Sfera femmiastt 1 s

e Fund-related issues- WFH requires more resources / %g ¥ gefd lflﬁ- SURTH Ea)
AT HETeHT T SR &

e To prevent loss of productivity / 3caTaehdr i &1 i Tk & ferT

e Lack of desire to change the organisation’s culture / €Te st TR Rl TG hT 35T T
ST

e Lack of request or demand from employees to work from home / FH=TRET 5/ =X &
HH T oh ST IT /T hT STHTT

e Concerns regarding protection of official data / ST ST sh1 G  Heier 7 fofamd

e Any other reason (Please specify) / Any other reason (Please specify) / #I§ 1= FRT
(e FfdE L) / i3 311 0T (o Fide )

Do you have any of the following Flexible working arrangement in your organisation

/ AT AT TS H IR | § I3 GloreTsieh il saeeT 82

e Compressed daily hours (less than 8hrs per day) / @difea afe = (afa fa7 8 s & =)

Compressed weekly hours (less than 40 hrs per week) / €difed @rariess =e (3fd TurE
40 =2 ¥ %)

Shift-work / aTeft & s

Other- (Please Specify) / 31 (Fqa1 ffd® i)
None / #[§ T&

Which of the following flexible working hours arrangement would you find most

helpful for a better work/life balance gt FHE/Sa HT:IDFI? & fou fefafeaa 4 @ =9 @
GITUTS Hf SHIET ATTH T e STAN A2

o

(6]

o
o

Compressed daily hours (less than 8hrs per day) / €tfifeq afe = (afa fem s 5 @
HH)

Compressed weekly hours (less than 40 hrs per week) / gdifeq amrfes = (‘;I'Fcf
THTE 40 He ¥ 1)

Shift-work / 9Tt § &9

Other- (Please Specify) / 31 (Fqa1 ffd® i)
None / #i§ T&f

What kind of changes would you like to suggest for improving your organisation’s

Flexible working hours policy / 319 379+ T sl Teiicil kTSI Hef ot Aifd § g & fog

e Yo o SIgATal 1 G o1 =Te?
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Annexure-2

Table 1. Names of private sector companies represented by the study sample

S. | Name of the company | S. = Name of the company | S. | Name of the company
No. No. No
1 Accenture 31 |EY 61 |Natwest
2 Alankit 32 |Fareportal 62 |[NGO
3 Algoworks 33 | Finoit 63 |NTPC Ltd
4 Amazon 34 |Freecharge 64 |Optum
5 Amdocs 35 |GenpactIndia PvtLtd |65 |Orange
6 Appventurez 36 |GetWork 66 |OYO
7 Arcesium 37 |GIS Food Pvt Ltd 67 |Paytm
8 Automotive Pvt Ltd 38 |Glorious Insight 68 |PepsiCo
9 Avian WE 39 |Glowier E Services 69 |Private MNC
10 |Aviva 40 |Gloxina Infotech Pvt Ltd |70 |Qualtech Consultants
Pvt Ltd
11 | Bank of America 41 | Gravity Infosolutions 71 |Quantm Technologies
12 |Bata Ltd 42 | Gventure Technology 72 | Reckitt
Pvt Ltd
13 |Bharti Airtel Limited 43 |HCL Tech 73 |Reckon
14 |Bioaide Technologies Pvt|44 |HDFC 74 | Reliance
Ltd.
15 |Blackrock 45 |HIC Global Solutions 75 |Sai Communication
16 |Byjus 46 |IBM 76 |SalesForce
17 |Capgemini India 47 |India Mart Intermesh 77 |Siemens
Ltd.
18 |Cognizant 48 | Infosys 78 | speakX
19 |Cogoport 49 |Ison experience 79 | ST Microelectronics
20 |Collabera Technologies |50 |Jindells Intellicom 80 |STARTEK
21 | Concentrix 51 |Kimbal Technologies 81 |State Bank of India
22 | Contata 52 |Kratikal Tech Pvt Ltd. 82 |Stem Inc
23 |Convergys 53 |Lendingkart 83 |Tanishq Store
24 | Cvent 54 |Loesche GMBH 84 |Tata Consultancy
Services
25 |Dahua Technology India|55 |Maviner system 85 |Tech Mahindra
Pvt Ltd
26 |Delloite 56 |MetaOption 86 |Teleperformace
27 |Diginus 57 | MM Securities 87 |Times Internet
28 |Ericsson India Limited |58 |MongoDB Software India| 88 | United Health Group
Pvt Ltd.
29 |Eureka Forbes 59 |Nagarro 89 |Vishal Mega Mart
30 |EXL 60 |National Australia Bank |90 |Whirlpool India Ltd.
91 |Wipro pvt ltd
92 |Xceedance

Source: Field Survey
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Table 2 Marital Status of participants (in numbers)

Marital Status of Respondents Male Female Persons
Unmarried 193 75 268
Married 53 24 77
Widowed 00 00 00
Separated 00 00 00
Divorced 00 00 00
TOTAL 246 99 345
Source: Field Survey

Table 3 Marital Status of participants (in %)
Marital Status of Respondents Male Female Persons
Unmarried 55.9 21.7 77.6
Married 15.4 7.0 22.4
Widowed 00 00 00
Separated 00 00 00
Divorced 00 00 00
TOTAL 71.3 28.7 100.0
Source: Field Survey
Table 4 Distribution of employees having children

Type of Response Number of Responses (in numbers)

Male Female Persons
Yes 37 9 46
No 209 90 299
Total 246 99 345

Source: Field Survey

Table 5. Availability of Flexible working arrangements before, during
and post-Covid 19 (in numbers)

Time Phase Type of Indicators Total
Respondents Yes No
Before COVID 19 Male 34 212 246
Female 25 74 99
Persons 59 286 345
During COVID 19 Male 124 122 246
Female 63 36 99
Persons 187 158 345
At Present Male 180 66 246
Female 62 37 99
Persons 242 103 345

Source: Field Survey
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Table 6. Availability of Flexible working arrangements before,

during and post-Covid 19 (in %)

Time Phase Type of Respondents Indicators Total
Yes No
Before COVID19 Male 9.9 61.4 71.3
Female 7.2 214 28.7
Persons 17.1 82.9 100.0
During COVID19 Male 35.9 35.4 71.3
Female 18.3 10.4 28.7
Persons 54.2 45.8 100.0
At Present Male 52.1 19.2 71.3
Female 18.0 10.7 28.7
Persons 70.1 29.9 100.0
Source: Field Survey
Table 7. Distribution of employees on the basis of types
of Work from Home arrangements (in numbers)
Types of WFH provision
Male Female Total
Full-time (5-6 days a week) 81 10 91
Part-time (less than 5 days a week) 59 41 100
Occasionally (as needed) 40 11 51
TOTAL 180 62 242

Source: Field Survey

Table 8. Tools/infrastructure provided by employers for remote work (in numbers)

Types of working tools Types of Responses
Yes No Total
Laptop/Tablet PC/Mobile Phone 232 10 242
Internet Connection 205 37 242
Working software 239 03 242
Monetary compensation for utilities like electricity and water 29 213 242

Source: Field Survey

Table 9. Responses pertaining to most frequent reasons for availing Work from Home

Types of Reasons

Number of Responses

Male Female Persons
In In % In In % In In %
numbers numbers numbers

Organisational requirement (policy- 101 56.1 33 53.2 134 55.4
related/ due to nature of work)
Other professional requirement (such 24 13.3 08 12.9 32 13.2
as for pursuing career related studies/
trainings)
Health/medical reasons 14 7.8 05 8.1 19 7.8
Parenting responsibilities 09 5.0 03 4.8 12 5.0
To look after older family members 08 4.4 00 0 08 3.3
Household maintenance work 05 2.8 08 12.9 13 5.4
Other personal needs 19 10.6 05 8.1 24 9.9
Total 180 100.0 62 100.0 242 |100.0

Source: Field Survey
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Table 10 Responses indicating impact of working from home on work productivity

Type of Responses Responses of Participants
Male Female Persons

In numbers | In % |Innumbers In % |Innumbers| In %
Increases productivity 89 36.2 52 52.5 141 40.9
Decreases productivity 19 7.7 10 10.1 29 8.4
Remains the same 72 29.3 15 15.2 87 25.2
Not Sure 38 15.4 2 2.0 40 11.6
Not Applicable 28 11.4 20 20.2 48 13.9
TOTAL 246 100.0 99 100.0 345 100.0

Source: Field Survey

(Note: This table includes employees who currently have the provision to Work from Home as well as employees who

currently do not have any provision for working from home but were working remotely during Covid 19 pandemic)

Table 11. Responses of participants pertaining to the question on who takes care of

household chores in the home on work-from-home days

Type of Responses Number of Responses (in numbers)
Male Female Persons
In In In % In In %
numbers | In % | numbers numbers

Myself majorly 11 6.1 06 9.7 17 7.0
My husband/ wife majorly 09 5.0 01 1.6 10 4.1
Other family members 37 20.6 14 22.6 51 21.1
Myself and spouse equally 07 3.9 06 9.7 13 5.4
Myself and other family members 94 52.2 28 452 122 50.4
Domestic help or House-maid 22 12.2 07 11.3 29 12.0
TOTAL 180 100.0 62 100.0 242 100.0

Source: Field Survey

Table 12. Hours spent in unpaid work in a day

Hours in a Day Number of Responses (in numbers)
Employees with flexibility Employees without flexibility
Male Female Person Male Female Person

1-2 hrs 152 48 200 54 25 79
3-4 hrs 24 11 85 12 09 21
5-6 hrs 02 03 05 0 3 3
7-8 hrs 02 00 02 0 0 0
TOTAL 180 62 242 66 37 103

Source: Fieldwork
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Table 13. Availability of creche in the workplace

Type of Responses

Number of Responses

Employees with Employees without
flexibility flexibility
Male | Female | Person | Male | Female | Person
It exists and is functional 76 35 111 11 04 15
It exists, but not functional 04 05 09 03 01 04
Does not exist 100 22 122 52 32 84
TOTAL 180 62 242 66 37 103

Source: Fieldwork

Table 14. Responses showing employees’ use of creche

facility provided by employer (in numbers)

Type of Responses Number of Responses
Employees with flexibility Employees without flexibility
Male | Female | Persons | Male Female Persons
Yes 02 02 04 0 0 0
No 17 04 21 10 04 14
Not applicable 161 56 217 56 33 89
Total 180 62 242 66 37 103
Source: Fieldwork
Table 15. Experience of Work/Life balance among Remote workers
Type of Responses Number of Responses
Male Female Total
Yes 163 45 208
No 17 17 34
TOTAL 180 62 242

Source: Fieldwork
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Annexure 3.1

CARS

CSPL - Leave and Attendance Policy

o Enforcement Date: April 2024
e Version: 10

POLICY OBJECTIVE:

This policy is being enforced with the objective of laying down a uniform and consistent set of
rules which will govern the matters related to work schedule and attendance of the employees
(Part-A) and their leave entitlements (Part-B).

APPLICABILITY:

This policy of Cars24 Services Private Limited (the “Company”/ “Companies”) shall come into
force with effect from the enforcement date mentioned above.

This policy applies to (a) all full-time employees (including those on probation, on notice period,
or whose full and final settlement is pending to be processed), (b) all the interns & apprentice
of the Companies, (c) employees of third parties who are working for Cars24 entities, and (d)
people who are working for the company on a contractual basis, across all locations and
regardless of type of employment, there could be exception in certain department due to
business requirement

45



46

O

(== | v/, Giri National Labour Institute
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PART-A

WORK TIMINGS & ATTENDANCE

1. WORK SCHEDULE:

1.1.  Working Days Per Week:
Depending on the business requirements and your role, various departments of the
companies either operate for six (6) or five (5) working days per week.

1.2. Official / Work Timing:
The official assigned working hours and the reporting time shall be dependent on your role and
business requirements, Such as employees stationed at retail stores / yards may be required to
follow different timings in line with store timings. Any variation in the work timings shall be
updated in the HRMS portal and will be informed to the employees through their reporting
managers well in advance.

1.3. Work From Home:
Work from home arrangement will depend on the business requirement and should be
decided between the employee and their BU Head. Employees working from home are
requested to mark their attendance from the HRMS portal for such days.

1.4 Work From Field:

Depending on the business requirements, some roles are mobile and require employees to
travel and work from the field and such employees are requested to mark their attendance
as per process mentioned in 2.2 below.

2. ATTENDANCE POLICY OBJECTIVE:

2.1. Itis the Company’s expectation that the employees will report to work at the beginning
of the assigned work hours and reasonably complete their work assignments by the end
of assigned work hours.

2.2.Marking of Attendance:
a. All employees must mark their attendance. There are four modes of attendance capturing:
i. Biometric - Employees having a defined physical workplace shall mark their
attendance via biometric device installed at their workplace.

ii. Geotagging - Employeas reporting at a defined physical workplace are tagged to the
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CARS}%,

respective location and attendance check-ins and check-outs shall be considered
only from the defined place.
iii. HRMS Check-in f Check-out - Employees who are working from the field, traveling,
or working from home shall mark their attendance using the HRMS portal/App.
iv. Productivity based - Certain roles in the organization are dependent on everyday
productivity. Hence, attendance for such employees shall be based on the
productivity outcome for the day irrespective of check-in and check-out

b. The employees are required to mark/punch both, in-time and out-time daily at the
beginning and end of their workday.

c. Failure to mark "in-time' or 'out-time' results in unpaid/absent. If punched hours are less
than 9 hours but more than 5 hours then half-day unpaid will be marked, if punch hours

are less than 5 hours then full-day absent will be marked.

d. In case, an employee misses out on marking attendance, then:

i. The employee is required to raise a regularization reguest on the HRMS portal
specifying the reason for requesting such regularization. All attendance
regularization requests must be raised in HRMS within the next 7 days from the
day the employee missed marking attendance. If a requeast is not raised within
the next 7 days, the status will remain marked as "Absent” in the HRMS, and no
further regularization will be allowed. This may lead to a loss of pay.

ii. Regularization requests of the employee must be acted upon by their reporting / L1
manager. L1 Managers are required to act on the request (i.e.,, Approve / Reject)
within 14 days from the request raised on HRMS. If no action is taken within this
timeframe, the request will be automatically denied and the status will continue
to be listed as "Absent” in the HRM and it cannot be processed further.

iii. In case of attendance, regularization is not raised in a timely manner or if the same
is not approved by the reporting/L1 manager of the employee on or before the
21% day of every month, the same will lead to loss of pay for the current pay

cycle.
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e. Any attendance marked [ informed through any medium other than that mentioned
above (such as emails / calls / messages etc.) will not be considered and would lead to
loss of pay.

f. In case any discrepancy / integrity issue is found in respect of the employee’s attendance

(marking or regularization etc.), the Company may initiate disciplinary action which may
include suspansion or termination.

3. UNSCHEDULED LATE ARRIVAL:

Employees are required to check in promptly as per their shift timings. However, the
Company acknowledges the fact that an employee may be constrained due to various
pressing factors / reasons and other recognized force majeure reasons due to which there
may be delay in reporting to work as per the work schedule. In such cases, it will be the
responsibility of the employee to inform their reporting / L1 Manager as early as possible.

4. UNSCHEDULED ABSENCE:

Any unauthorized or unapproved absence of more than three (3) consecutive working days
will lead to disciplinary action (absconding) initiation. In such cases, the Company may
initiate disciplinary action which may include the issuance of a warning or suspension or
termination. The HR team will try and reach out to the employee through different channels
for 5 days from the date of 1st absence, post that the employee is considered as
absconding.

*Apart from above listed causes, any exception|s) to be taken care post CXO level / HR Head as per the merit of the case.
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PART-B

LEAVE POLICY

CARS.,

These leave rules define the types and quantum of leaves available to the employees and lay

down a consistent, uniform, and well-defined leave policy across the Company. The purpose of

this policy is to enable the employees to meet their social commitments, personal exigencies,

and sickness needs as well as make time for leisure.

5. LEAVE ENTITLEMENT:

5.1. The employees are entitled to the following leaves during each calendar year.

(commencing January 1st and ending December 31st, each year):

Type of leaves Full-time employees | Interns & | Carry Forward Encashment
(Per Calendar year) Apprentice (Per
Maonth)
Casual leave 0.5 NA NA
Sick leave 0.5 NA NA
Earned leave (6|15 0 Maximum 45 leave | NA
Days working) Balance subject to
availability
Earned leave (5|12 0 Maxirmurm 36 leave | NA
Days working) Balance subject to
availability
Paternity leave 7 0 NA NA
Maternity leave As per maternity policy separately notified by the Company.
Bereavement 7 0 NA NA
leaves

5.2 Public Holidays & Weekly Off:

a) Apart from the leave entitlement mentioned above, the employees will be entitled for
weekly off as per their working day requirements.

The employees will also be entitled for off days on designated public holidays. In this respect, the HR
Department will release a public holiday list for each year. Such a holiday list will be specific to the

geography or state in which the employee is
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b) posted, and the list will bifurcate in two (2) categories:

i. Mandatory Holidays
ii. State Holidays

CARS 2

The number of such "Mandatory and State" holidays shall depend on the Region where

the employee is posted.

5.3 Types of Leaves, Their Description & Rules:

Types of Description and Rules When and how
Leaves to apply
Casual These leaves are granted for personal or unforeseen | Can be applied within
Leaves circumstances that require an employee’s absence. 7 days after the day
of absence.
Sick These leaves may be taken for being absent from Can be applied within
Leaves work during sickness. 14 days after the day
of absence
Earned These are the leaves which are earned by the Can be applied within
Leaves Employee while being in continuous employment of 7 days after the day
the Company. of absence
Maternity Please refer to a separate policy document for Can be applied within
Leaves Maternity benefits. 7 days after the day
of absence
e Male employees are entitled to paid paternity
leave and/or on valid adoption of a child below
the age of one year
o The duration of the patemnity leave is a
: : Can be applied within
_ maximum of sewven (7) consecutive days
E:;ig;f"’ (inclusive of week offs and holidays). 14 days after the day of

# This leave benefit has to be availed within one
(1) month from the date of birth of the new-
born.

& Applicants must provide documents verifying the
child's birth within one month of the child's

absence.
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birth, if requested.

Sabbatica
| Leaves

¢ In order to be eligible for sabbatical leaves, the
applicant employee should have completed at
least twenty-four (24) months” tenure with the
Company.

However, all sabbatical leaves will be granted at
the discretion of the Management or BU head.

¢ All sabbatical l2aves would be without pay.

e The employee cannot regularize leaves on
sabbatical. Monthly leaves are not credited in the
duration while employees are on sabbatical
leave.

e In case of continuation of leaves beyond the
approved period, re-joining by the employee will
be solely at the discretion of the Company. In
case such permission is not granted, then the
employment will be terminated.

Unpaid leaves would
be marked on HRMS
post approvals from
BU head.
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Bereaveme
nt Leave*®

# All permanent / full time employees are eligible for

The f

paid bereavement leave upon the death of an
immediate family member regardless of their
length of service.

ollowing shall be considered as immediate

family members:

==

==
=
p

Y Y ¥Y VY ¥

Parent (Natural / Step)

Grandparents (Immediate or Spouse’s)
Parents-in-law

Legal Guardian (in case parents are not
alive)

Spouse or Partner

Brother or Sister (Natural / Step)

Child (MNatural / Adopted / Step)
Grandchildren

Any other member with whom the
employee makes his / her home

e Bereavement Leave can be availad by an employee

for a maximum period of seven (7) consecutive
days including weekends and intervening
holidays.

e An employse must promptly notify their reporting

/ L1 manager regarding their use of bereavement
leave with dates of proceeding on leave and of
resuming office so that adequate job coverage
can be arranged during the employees’ absence.

Can be applied
within 14 days
from the date of
occurrence of such
incidents.

Carz24 Services Private Limited

Registered Office: 10®Floor, Tower- B, Unitech Cyber Park, Sector-39, Gurugram, Haryana, India 122001
Corporate Office: 6% Floor, SAS Building, Ch Bktawar Singh Road, Medicity, Shivaji Nagar, Gurugram, Haryana, India
122001

www.cars24 com | CIN: U74999HB2015FTC056386 | Helpline: +91 124 4009383 | email: roc@ears24 com
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e In case of extreme emergencies, the reporting / L1 Employee can
manager may agree for Leave without Pay to an apply
employee. Just to clarify, salary for the Leave For:mudy loaves<in
without Pay period, even if such is agreed by the e the

manager, will not be paid. employee has

o This will be done only when proven conclusively exhausted their
e that the said Leave is unavoidable
without Pay . leave balance.
o The manager should send this information to the Employees
HR team on a regular basis for payrcll purposes. have to apply
» Leaves taken in excess of leave balance or which is for unpaid
not approved by the manager will result in loss of leaves in HRMS
pay. for such days.

*Apart from abowve listed couses, any exception(s] to be taken care post CXO level / HR Heod as per the merit of the case.

Leave requests of the employee must be acted upon by their reporting / L1 manager.
L1 Managers are required to act on the request (i.e., Approve / Reject) within 14 days from the
request raised on HRMS. If no action is taken within this timeframe, the request will be
automatically rejected and the status will remain as "Absent” in the HRMS, and it will not be
processed further.

6. LEAVE APPLICATIONS & SANCTIONS:

6.1. For sick leaves, bereavement leave, personal emergencies or force majeure events
(substantiated with procfs to the satisfaction of the manager and HRBF).

6.2. If an employee is unable to provide advance notice of leave due to unavoidable
circumstances, the employee is required to inform their reporting / L1 manager and
HREBP as soon as possible, via official channels, and follow it up with email.

6.3.In case the employee does not apply for leaves in the manner stated under this
policy, their absent days will not be adjusted against their leave balance. Therefore,
unapplied or unapproved leaves will lead to a loss of pay even if the employee has
leave balance in his account.

Cars24 Services Private Limited
Registered Office: 10®Floor, Tower- B, Unitech Cyber Park, Sector-39, Gurugram, Haryana, India 122001
Corporate Office: 6% Floor, SAS Building, Ch. Bktawar Singh Road, Medicity, Shivaji Nagar, Gurugram, Haryana, India
122001
www.cars?4 com | CIN: UT4999HR2015FTC056386 | Helpline: +91 124 4009383 | email: roc@@cars?4 com
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GENERAL GUIDELINES:

1. The leave calendar shall be for each Calendar year.

. There is no leave encashment that will be paid out along with the full & final

settlement of the employee.

. Casual Leaves and Earned Leaves will be credited on a pro-rata basis as per the date of

joining of the employee. In case the employee joins after the 15 of a month, then no
leaves shall be credited for that month.

4. Week-offs and public helidays will be excluded in leave calculation.

& Ln

All leaves must be earned before being availed.

. Due approval of the reporting / L1 manager must be obtained before proceeding on

leave.

. All the new joiners will be eligible to avail the above-mentioned leaves after successful

completion of their probation period. The employees are eligible for only one (1) sick
leave during probation. Until then, the accumulation on a pro-rata basis shall keep

happening from the backend.

. An employee is eligible to take sick leave for a period of maximum three (3) working

days at a stretch. In case, where an employee is required to avail sick leave for more
than three (3) working days, then the employ=e may be asked to provide medical
advice/ admission papers, or discharge papers basis L1 manager/ HR team’s
discretion.
An employee is not ligible to avail leaves while serving their notice period. The availed
leaves shall be marked as leave without pay.

DISCLAIMER:

This is an internal policy of the Company. This policy may be changed from time to
time at the discretion of the Company depending on the business needs and accepted
practices, the employ=es are advised to check the HRMS for updated policy
documents. The decision of the Management will be considered as final on all

disputes or concerns arising out of this Policy.

Cars24 Services Private Limited
Registered Office: 10=Floor, Tower- B, Unitech Cyber Park, Sector-39, Gumgram, Haryana, India 122001

Corporate Office: 6® Floor, SAS Building, Ch. Bktawar Singh Foad, Medicity, Shivaji Nagar, Gurugram, Haryana, India

122001

www.cars24 com | CIN: U74999HR2015FTC056386 | Helpline: +91 124 4009383 | email: roc@icars24 com
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OBJECTIVE

The purpose of the Work from Home Policy (“Policy”) is to outline the principles of
working from home. It aims at providing a structure that will allow eligible employees of
Firstsource Solutions Limited (“Company”) to work from home on infrequent or irregular
basis.

ELIGBILITY

The following employees are entitled to work from home:
+ Employees in grade D and above
s Should have completed at least & months in the Company and is a confirmed
amployse
s The employee is not on a Performance Improvement Plan (“PIP”)
* E1 grade and below: This is only on specific approval from the functional head and the

Human Resource (“HR") SPOC needs to be kept informed about it.

WORK FROM HOME ARRANGEMENTS

* Work from home arrangements are not automatically available and will only be
considerad:
»  If the work does not require direct supervision
*  There is no face-to-face communication required with clients and other staff
»  There is no impact of the arrangement on co-workers
»  The work does not require access to confidential documents that should not be
removed from the Company office
*  The employee has demonstrated that he/ she is self-motivated, self — disciplinad,
can work independently, is able to manage distractions and have the ability to
meet deadlines
s |t is not an employee’s right to be able to work from home. There may be
circumstances when the Company is unable to accommodate the employee's request

of working from home
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+* However, the Company will not refuse a request for working from home without
giving sound business reasons for doing so. Requests for working from home will be
considered and will be approved at the supenvisor's and functional head's discretion,
taking into account the individual's circumstances and the needs of the organization.
+ Work from home arrangements may contain:
= Regular days working from home - for example, every Tuesday and Wednesday
» Flexible arrangements - for example, two days per week approved by the
supervisor

» Certain employees as approved by their supervisor and functional head may be
given an option to permanently work from home.

=  Working for a few hours from home. For e.g.: An employee may choose to connect
in the first half from office and the latter half from home.

=  Working from a location different from the employee’s base location for a period
of time.

* Al work from home arrangements including the schedule of days of working from
home or the required hours of work at home will have to be mutually agreed upon by
the employee and their direct supervisor and shall require approval from the
functional head who has control over the working of the employee

* The employee will be required to come into work once in every 30 days or as agreed
with the supervisors. The employes may be required to attend the work place on a
particular day scheduled as a work from home day to attend meetings or training
programmes or to give and receive information. In such a case the employee will be
required to work at the Company office that day. Such a requirement will be at the
decision of the immediate supervisor who will try and give as much notice as possible

* Meetings with other people in relation to the Company's business should not take
place at the employse’s home. Current terms and conditions applying to employeas
at the Company place apply to employees working from home

* Advance approval from the direct supervisor is required to attend personal

appointments during work hours on work from home days
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Employses having a work from home arrangement will ensure that they have a
suitable environment in which they can focus on work, Employees should ensure that
they can work free from disruption, e.g. by having adequate care arrangements in
place for dependants who may be at home during working hours

Employees will communicate with the Company and respond to their e-mail messages

as they normally would if present in the Company office.

PROCEDURE

The employee will need to put a request to the supervisor requesting for the work
from home arrangement

An employes can only work from home subject to the approval of the supenvisor and
the functional head

Duration for the work from home arrangament for the particular employee is at the
discretion of the supervisor

HR business partner should be kept informed about this arrangement for the

particular employes

RESPONSIBILITIES OF EMPLOYEE

Discuss and seek the approval of the direct supervisor for any work from home
arrangament

Ensure continual contact with the Company office while working from home

Ensure appropriate connections to the internet are in place at the home work place
Arrange all day and dependent care requirements so that work from home can be
completed without interruption

Ensure attendance/ leave details/ shift schedules are updated on Kronos

RESPONSIBILITIES OF EMPLOYER

Review and authorize all work from home requests as appropriate

Ensure that such arrangements do not negatively impact on required service levels
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s Confirm the details, changes or discontinuation of all ongoing work from home
arrangements with the employee

* Employees should be treated no less favourably than those working within the
Company office. Supervisors must also ensure that the training needs of the employee
are fully considered and that they are offered training opportunitias in the same way

as those working in the Company office/ site.

FACILITIES & REIMBURSEMENTS

TELEPHONE/MOBILE PHONE:

The Company will not provide a telephone/ mobile phone to employees if they are
working from home. Employees will be reimbursed their mobile expenses as outlined in
the Mahile Policy.

LAPTOP
The Company may provide the facility of a laptop depending on the role of the employee.
Please note this is subject to approval of the functional head.

BROADBAND

The Company will not purchase a broadband connection for the employee and will not
reimburse the expense towards the broadband purchasad by the employee. In case of an
excaption to the aforementionad point, the functional head on his/ her discretion may
advise an amount to be added to the salary towards broadband expensas. Please note
that this amount will be withdrawn as and when the employee discontinuas working from
home.

OTHER EXPENSES

The Company will not pay for costs such as heating, lighting, electricity, gas, water, rent
orwear and tear at home for employees who have been granted permission to work from
home.
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SECURITY OF ASSETS & INFORMATION

Security of assets and information will be as agreed for the employee as it is for Company
office based employment. It is agreed that the employee will take all reascnable precautions
necessary to secure the Company's materials in accordance with the Company’s Information
Security Policy. This includes ensuring that paper and electronic files are suitably secured so
as to be accassed only by the employes and authorized personnel of the Company.

TERMINATION OF WORK FROM HOME
ARRANGEMENT

An employee’s approval to work at home may be revoked at any time by either the employee
or his/ her supervisor. The arrangement may be terminated:

* In situations where the arrangement is impacting the parformance of the employee.

*  Where there is a need for the employee’s performance to improve for reasons other
than their work location.

* Where the operational demands of the function can no longer accommedate such

arrangements.

Upon termination of the arrangement, the employee will ensure that all data from their

laptop/ desktop will be deleted in accordance with the Company's policies and procedures.

FAQs

1. Is the Work from home facility a right of every employee?

It is not an employee right to be able to work from home. There may be circumstances
when the Company is unable to accommodate the employee’s request of working from
home.
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2. If 1 want to propose a change in Policy, what is the process for change?

Please send a requeast, through your head of department, for any additions/
madifications that you may wish to propose to Head-HR/ C&B Lead stating:

+ The proposed change in Policy
+ Reason for the change proposed.

The proposed changes will be evaluated and placed before the Management Committee for
their consideration and approval. The Policy will take effect on the day the approved
changes are circulated to all Managers.

REVIEW

This policy shall be reviewed at least annually or when significant changes are proposed to
occur.
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Work From Home Policy

0 Objective

This document aims to articulate guidelines around the work from home policy in Pixel Conception
Technologies Pvt. Ltd. This policy exists to support the business requirement when the employee is not
available in office premises.

0 Aplicable
This policy is applicable to all employees at Pixel Conception Technologies Pvt. Ltd.

[ Process to be followed
If there is a business requirement, the company may ask the employees to work from home. Below
process needs to be followed for approval of work from home request:

1) If employee is on leave and the Manager want him to work from home to complete the project
requirement then the Manager will first take an approval from the HR Department and then
inform the employee to work from home.

2} If employee wants to apply for work from home, hefshe should contact his/her manager. If
there is a project requirement then the Manager should take an approval from HR Department
and inform the employee accordingly.

Manager also needs to inform Accounts department about the same so that they can consider the same

while preparing the salary.
Please note:

1) In case an employee does not take an approval prior to working from home, he/she will not be
paid for that day.

2} Approval for working from home is based on the company requirement. Company does not
promote work from home provision.

Human Resource Department
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