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Footprints
of Work From
Home (WFH)

Work From Home was a radical and exciting concept a few years
back. It was looked at as a special consideration and concession at
the corporate level and yearned by many who could not get it.
Over the years, a few corporates added Work From Home (WFH)
as a permanent feature. The surge of telecommunications,
information storage & security systems eased information transfer
among remote workers & established an “effective” &
well-accepted communication system. The rising service industry,
declining manufacturing sector, and the growth of
information-based jobs made it much easier for people to WFH.
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WORK FROM
HOME
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WFH: Corporate outlook
in early days
Traditionally the concept of work and paid jobs was closely related to supervised work
processes at a location decided by the employer. In a war with traditional thought process
and inhibitions, many questions were raised by traditional managements against WFH like:
“If people work at home, how can one tell how well they are doing or whether they are
working at all?”
“Work from home would cut off employees from needed contacts with their
co-workers and others.”
“Working from home will simply prove impractical: too many distractions and the lack
of a quiet place in which to work.”

The counter arguments by management experts were:
The best way to measure workers’ performance is based on their results, rather than
their "input" or the hours they spend in an office space.
Working from home is not an all-or-nothing proposition, - hybrid models can successfully
allow people to work remotely some days, and in the office with their peers other days.
Communication is largely done remotely anyway - over phone, email, IM, web
conferencing, video conferencing.
Most times, offices are the source of many more distractions than remote
workspaces. In fact, a survey showed 93% workers chose to leave the office to get
meaningful work done.

The first official survey regarding WFH was conducted
in USA in 90’s. The purpose of Federal Flexible
Workplace Pilot Project was to “assess the
benefits and challenges of allowing employees to work
at locations other than their government office base.”
Rather than call it home-based work or remote work,
these non-office work locations were then called
“flexiplaces.”
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About 550 employees participated in the survey
and the results showed benefits such as:

Improved
productivity

Elimination of
the need for
office space

Reduced costs

This opened a way for WFH in USA and slowly the world over.
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Corporate transition
towards WFH
As more and more corporates started adapting the WFH system, it became imperative to lay
down rules for implementation. To extract the best ‘productivity’ and ‘ease of operation’
certain general steps were followed by corporates like:
Get commitment from upper-level management
Select suitable jobs for WFH
Select suitable employees – individual working assignments
Develop objective ‘employee evaluation formats’
Establish regular feedback system
Create a fair rewards system for all employees
Provide WFH facilities like adequate equipments/ machines etc
Use good computer network security mechanisms
Follow digital communication systems for all office memos and newsletters
Promote team building through planned physical meetings/ events

During boom time in the software industry and increase in white collared jobs,
WFH schedules also offered advantages to corporates in terms of saving costs
related to office infrastructure and services provided to staff in the office
including food and refreshments.
By 2015, WFH was adapted in USA by 46% of eligible employees and 20% of
all employees. The outcomes by recruiting agencies were reported as
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Better emergency
preparedness (59%)

Reduced employee
commute miles (29%)

Improved employee
attitudes (58%)

Improved employee
performance (17%)

Better recruitment (35%)

Reduced real estate
costs (17%)

Better retention (35%)

Reduced energy
use (13%)

WFH: A boon or a bane
At a personal level, WFH was always looked at as the convenient style of working that helps
manage Work-Life Balance better, particularly for young mothers, care-givers of elderly
parents and employees with medical problems. But that apart, it has many more benefits,
saving on travel time, expenses & energy is one of the major.

1. Flexible schedule

ADVANTAGES
OF WORKING
FROM HOME

2. Custom environment
3. Cozy clothes
4. It’s easier to make calls
5. Knock off weekend to-do’s
6. No office distractions
7. Zero commuting
8. Save money
9. Forget crowds and traffic
10. More time with loved ones

Like advantages, WFH has some associated disadvantages too, particularly when working
from home for self and family, parenting etc. pose major disturbances which may reduce
productivity and generate stress

1. Willpower
2. Sticking to a routine
3. Missing important calls
4. Ordering in food
5. Power naps
6. Boredom
7. Working slowly
8. No second monitor
9. Iffy WiFi
10. Waiting for an answer
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DISADVANTAGES
OF WORKING
FROM HOME

WFH in pandemic times
While digitisation had been slowly spreading its wings even in developing countries like India,
Indian businesses were slow to pick up an attitude for WFH. Perceived need of ‘supervision’
by bosses kept WFH an eluding dream for employees, barring a few multinational corporates.
Organizational and management cultural changes were far more important in the rate of
acceptance of remote working.
And the Covid-19 pandemic and declared lockdown suddenly arrived.
Almost at the pace of ‘press of a single button’ companies were forced to offer WFH facilities
to all their employees. Those companies, that were not ready for complete digitisation, had
to spend days and nights to move every job and communication online. Those that were
partly ready or were preparing for digitisation at a slow pace had to expedite. Compared to
other industries, tele-services and software industry had a smooth transition because of their
preparedness and also because the security concerns about sharing data were managed very
well in pre-pandemic times.

WFH: Changing mind-sets
Since the pandemic, every person enjoyed WFH
for some time. People were happy spending time
at home with close family, setting all pending
tasks in line, streamlining the work-life balance.
All employees strived to manage with the new
lifestyle. But the difference between WFH by
choice and WFH by compulsion was stark.
Some employees started realising that ‘the
grass is always greener on the other side.’
When you’re at work, nothing sounds more
amazing than a day without arduous travel
hours, but when you’re at home, you
reminisce about making jokes with your
colleagues, comfortable office
environment & stimulating
professional discussions.
Particularly in the Indian scenario,
where metro cities were the hubs of
infection & where WFH had to be
followed completely, people faced a lot
many problems.
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Corporates had to support with
infrastructure like laptops & Wi-Fi
connections
Network issues that frequently
affected connectivity
Power supply issues were
magnified in suburban areas
Small homes posed space issues
since there were no separate
workspaces in most houses
Many working professionals &
students operating from home
put lot of pressure on Wi-Fi,
network connections and
individual space.

Apart from these infrastructure-related issues there were some issues
faced at the personal level that include:
There is no physical separation between work and leisure time: Many
who work from home find themselves working around the clock, since their
labour has no definite start or end times. As a result, they sometimes feel
like they are literally always at work, making it difficult to shift to the
post-work relaxation mode that many office workers take for granted.
The absence of an obvious division between the personal and professional
realms also mean some remote workers get distracted by housework.

8

Too much of tele or online communication / real time communication
is stressful: A lot of one word or single sentence communication in the
physical world is also associated with body language and tone, whereas
one needs to communicate a lot more while explaining the same in
written communication or audio communication. Also employees with
poor language skill often can be misunderstood.

Managing chores at home & handling family responsibilities is a reason
for stress for many, particularly women: Managing kids who are also
restrained at home is a responsibility. Children’s studies and online
education schedules take away a lot of productive working time during
WFH. The absence of maids added a lot of stress for working women
during pandemic.

Lack of demarcated work area and proper infrastructure may lead to
physical problems like backache: Improper table and chair arrangement,
lighting, laptop rests, surrounding environment, noisy and undemarcated
working space, suffocated and overstuffed rooms etc. translates into
irritation, physical pain, headaches and other health issues.

Lack of social relationships were missed by many: Psychological issues
like losing sense of belonging, reduced motivation, fear psychosis for
infection as well as for future management emerged.

Spending huge portion of the day indoors: Though WFH helps avoid
stressful travels to workplace and helps maintain social distancing, long
hours spent indoors may disturb the body rhythm, more so when
appropriate exercise schedules are not followed. Some may have sleep
disturbances leading to health issues at later stage.
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THE REALITY OF WFH:
EMPLOYEE BURNOUT
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The reality of WFH: employee
burnout
The irony of WFH is that, on an average, remote workers actually work longer hours than their
in-office counterparts, even without supervision or incentives. These longer work hours
contribute to the financial security in pandemic times and even rewards when superiors
notice their contribution. But the disturbing part is that this over-working or situation
management often leads to higher-than-average rates of worker burnout, which can
eventually lead to long-term health and career regression.
In five studies involving more than 2,000 working adults, surveyors found that senders of
after-hours work emails underestimate how compelled receivers feel to respond right away,
even when such emails are not urgent.

Some signals that need to be watched out to spot employee burnout are:

Pending emails
in Inbox

Consistently appearing
late for the meetings

Delay in responding
to mails

Declining performance

Avoiding work and
responsibilities

Inability to disconnect even
during personal events

Reduced communication/
participation during meetings
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Employee burnout busters
It is important to bust the employee burnout for the benefit of individual as well as organisation.
Growing burnout would be detrimental to performance outcomes on the long run.

The Harvard Business Review article published by Laura M. Giurge & Vanessa
K. Bohns in the month of April 2020, suggests 3 Tips to Avoid WFH Burnout.

Maintain physical and social boundaries
In a classic paper, Blake Ashforth, of Arizona State University, described the ways in which
people demarcate the transition from work to non-work roles via “boundary-crossing
activities” Putting on your work clothes, commuting from home to work—these are physical
and social indicators that something has changed.
Such boundaries should be maintained when working remotely. Putting on work clothes
every morning, replacing morning commute with a walk to a nearby park, or even just around
the apartment, before sitting down to work, reserving a place for work are some of the
activities that may help differentiate “home” & “work” environment.

Maintain time boundaries as much as possible
While facing the challenge of integrating childcare or elder-care responsibilities and other
family responsibilities during regular work hours it is critical to maintain boundaries for
well-being and work engagement. There is a need to be conscious and respectful that others
might work at different times.
This calls for leaders to aid employees in structuring, coordinating, and managing the pace
of work. This might mean regularly holding virtual check-in virtual meetings with employees,
or providing them with tools to create virtual coffee or workspaces.

Focus on the most important work
While working from home, employees often feel compelled to project the appearance of
productivity, but this can lead them to work on tasks that are more immediate instead of
more important—a tendency that research suggests is counterproductive in the long run,
even if it benefits productivity in the short run. Employees feel counter productive,
particularly those facing increased workloads as they juggle family and work tasks, should
pay attention to prioritizing important work.
Working all the time, even on the most important tasks, isn’t the answer. According to some
estimates, the average knowledge worker is only productive on average three hours every
day, and these hours should be free of interruptions or multitasking. Identifying these critical
3 hours as an individual and giving this most productive time to work may be the solution to
maintain productivity.
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Employee burnout in current
WFH situations
Microsoft’s Work Trend index survey published in September 2020, aimed at understanding
how productivity is evolving in this pandemic times. Survey included 6000 workers from 8
countries including Australia, Brazil, Germany, Japan, India, Singapore, the UK, and the US.

I JUST WANT
TO GO
TO HOME

I JUST WANT
TO GO
TO WORK

Some interesting findings are:
Around one-third of Indians have been feeling more burnt out over the last six months
Second-highest percentage of workers are facing increased burnout in Asia at 29%
Over 30% of remote & first line workers say the pandemic has increased burnout at work
70% of people say meditation could help decrease work related stress
India has the longest workday span of surveyed markets
The number one stress for First line workers was ‘worry about getting COVID-19’. This
corroborated with fact that nearly 30% of workers have not been provided the tech or
protective equipment they need to effectively socially distance by their company.
Among the stressors reported by remote workers, the lack of separation between work
and life and feeling disconnected from co-workers ranked highest.
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Increase in communication was confirmed by 48% increase in Team chats per person &
55% increase in number of meetings and calls per week. After-hours chats, or chats
between 5pm and midnight, have also increased two times out of which 69% Team
chats were after working hours.
On 33% of remote workers said the lack of separation between work and life is
negatively impacting their wellbeing.
6 in 10 people (61%) felt they were more productive when the digital assistant helped
them ramp up to and down from work.
7 in 10 people (70%) said meditation could help decrease their work-related stress.
This number increased to 83% for those managing childcare or home-schooling.
consistent meditation can decrease stress and burnout and improve ability to
react to negative feedback.

Commutes provide blocks of
uninterrupted time for mentally
transitioning to and from work, an
important aspect of wellbeing and
productivity. People will say, ‘I’m
happy I don’t have to commute
anymore. I’m saving time.’ But
without a routine for ramping up
for work and then winding down,
we’re emotionally exhausted at the
end of the day.

– Shamsi Iqbal, principal researcher, Microsoft Research
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Corporate efforts to avoid
employee burnout
A survey by Monster found that more than 50% of respondents working from home due to
the pandemic are feeling burnt out.
From health issues like neck pain and spondylitis to mental health issues like high anxiety,
apathy and lack of motivation, the adverse effects of prolonged work from home are showing
on workers. And companies are taking notice and making efforts to provide solutions. Some
of them are listed:

Globally
Google & Cisco declared a holiday to offer an extended weekend to employees to
address WFH burnout
Deloitte India created a ‘shared leave bank’ giving professionals the option of
donating their leave to those who need it.
To avoid fatigue due to webinars and meetings, Dream Sports introduced “No
meeting Thursdays”, the concept adopted by many companies later.
Compulsory video meets were converted to audio meets
Team sessions were arranged for nurturing the bond between members
List of employee benefits and special allowances has been expanded to include new
allowances like furniture and hardware fixtures, technology, food allowance, household &
care allowance, entertainment allowance etc.
Frequent ‘coffee-time’ sessions were arranged for enjoying fun activities
Regular meetings were scheduled for informal conversations
Companies are re-thinking about employee insurance policies, leave policies and
salary structures etc.
Companies are defining work from home hours, emailing hours and calling hours so
employees get mental and emotional space
The labour laws also need to be looked into to clarify remote working from different
states and areas
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Employee benefits that
corporates can offer
Subsidized insurance plans
Insurance in current times is a way to provide protection. While
employees try to buy their own insurance, providing well-evaluated
insurance plans at discounted rates is a great perk and shows care.

Workstation support
Infrastructure support with best in class equipment fuels employee
motivation to be more productive, instils a sense of responsibility, and
gives better results.
Additionally, reimbursement of the expenses should include connectivity
charges and maintenance allowances on a monthly basis.

Learning and development opportunities
Learning new technologies, enhancing skills and opportunity to grow
professionally can be a valuable input for employee development as well
as performance improvement. Access to training programs and online
courses is also perceived well.

Health and wellness benefits
Healthy employees are the soul of every successful organization.
Moreover, since pandemic has pushed employees in isolation, keeping up
a healthy lifestyle becomes even more important for staying fit both
physically and mentally. And one of the best ways to deliver health and
wellness to your remote workforce is by using a employee wellness
platform.
Assigning employees various health tasks, incentivize completion of the
health challenges and encourage productivity driven by better health is
a way to building healthy & productive organisations.
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Childcare benefits
Services to 'family of employees' carry a long lasting positive impact on
building loyalties. A helping hand in childcare including information,
resources (like babysitters/ tutors) and services (online training/events/
entertainment) can be part of employee benefit program.

Access to home care services
Considering facilities like various domestic care services like meal
delivery, laundry can be considered.

Subscription benefits
WFH has limited movement of employees. Subscription to various OTT
services like Netflix, Amazon Prime, etc. or magazines or online forums
may help employees get refreshed. This can also be extended as
performance incentives to ensure productivity.

The estimate of pandemic-related WFH
In the absence of widespread availability of Covid -19 vaccine or proven medicine as
yet and fear of Covid-19 infection and complications still lurking around, most
corporates have preferred to continue WFH even in 2021. There is no confirmed date
specified by most companies and policy will be reviewed time and again.
While tech companies like Facebook and Google, who had adopted WFH even
before pandemic are more open to plan for permanent remote work, companies with
factory set ups have resumed work on site with all possible precautions.
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INDUSTRY
VIEWPOINT

Mr. Tapan Singhel

MD & CEO

Bajaj Allianz General Insurance

WORKING IN

THE NEW NORMAL

March 2020 transformed our lives and businesses in many ways. What initially seemed a
fortnight long lockdown to everyone, extended itself to months - changing the way we live,
breathe, do business and interact with each other as a society. While at Bajaj Allianz General
Insurance we were equipped for this situation with necessary infrastructure, we soon realized
that it was essential to take care of the employees transitioning into a new normal. This was a
situation to which no one had ever catered to before, at a scale which was never managed
before. But one thing was clear – this new culture was here to stay for a long time, and so, it was
crucial to not only keep the ship running, but also to ensure that the 10,000 odd employees
who were running it had their coping mechanisms in place.
To ensure a smooth transition, the internal communication of the
company strengthened the narrative around the work from home
culture. 100% of the employees transitioned into a WFH culture and
all of them were equipped with automated and digitized functions
within the company – from Operations to IT to Payroll. The entire
employee life cycle was moved to online platform – from recruitment,
onboarding, employee induction, annual appraisals to resource offboarding.
The facility of robotic interview and recruitment process was already available with us and
reached it maximum usage during this work from home transition. Employees pan India were
equipped with the necessary system accesses and IT support to ensure working from home
did not hinder any functions or role requirements. Apart from providing the entire access
online via laptop, BAGIC also focussed on building a mobile friendly culture, where one could
mark attendance, do goal settings, as well as align and train themselves to the remote
working culture through a newly developed learning and training app.
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Understanding that working from home required an altogether different level of
infrastructure, new allowances and aids were introduced for all employees. Inclusion of
hard furnishing allowance and broadband installation reimbursements, tie-ups with more
medical services, hospitals and tele-consultants made it possible for employees living
away from their families to relocate permanently/ temporarily back to their home towns
and locations and still carry out seamless Business As Usual. Over 10,000+ calls were
made by the HR team to all employees to connect and collect feedback of their and their
family’s wellbeing. On similar lines, SMS blasts were sent, not just to present employees
but also to our 8,000+ alumni.
The organization also put in place the Emergency Response
Team which played a crucial role in taking the right measures
to ensure the overall wellbeing of the employees. Town-halls
were moved on the digital platform and other online
engagement activities were incorporated, with employees
being encouraged to get together via Video calls while also
including

their

families.

An

exclusive

24*7

Employee

Assistance Program was launched for our employees and
their family members offering them free psychological counselling
sessions, access to wellness coaching, webinars, e-workshops and self-help resources.
The program was well accepted by the employees with it seeing a 25% spike in uptake in
the months that followed the lockdown.
All the preparedness and well calculated steps for company
and employee well-being paid off when we analysed how we
fared during the entire pre and post lockdown phase. We issued
more than a crore policies, settled close to 30 lakh claims,
handled cyclone related claims in West Bengal, flood claims in
Jaipur and Mumbai – all this with the industry’s best NPS scores
and lowest grievance ratio. This makes us confident about the
future too, wherein we would continue to work in a hybrid model with
more focus on the work from home transition. We are looking at moving from having permanent
workstations to introducing concepts like Hot Desks/Flexi Desks where the employee can book
their workstations. The new working style along with the changing work environment will also
open opportunities for re-skilling and up-skilling of employees. New productivity norms and
tools will be introduced to measure the employee productivity while their career and succession
planning path will be redefined to align with the future working style as well as the organisation’s
goals. With gig and project based economy on the rise, and outsourcing of non-business
functions becoming the norm, exciting times lie ahead for employers, employees as well as
potential job seekers.
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Jerry Jose

Head HR, ICICI Lombard GIC Ltd
The vaccine for the pandemic has ushered in renewed hope and optimism on bouncing back
with vigor in 2021 for everyone. However, 2020 in many ways has permanently altered many
aspects of our personal and work lives and some of the positive changes are likely to
continue long after the new year and even beyond it.
The fast pace of digital transformation, rapid adoption by customers, consumers and
employees alike and the spurt of many technology-based solutions during this period has
made employers realize its huge benefits. It has set many Corporates on an irreversible
journey where, at this stage, slowing down or even considering some of the pre-pandemic
practices or ways of working would seem a regressive step.
Consumers and customers would still decide and influence whether the new ways of
connecting and engaging using technology would continue into the future or not. However,
the priority ascribed by them on time and effort saved, convenience and personal safety
while using these new approaches would ensure its eventual sustenance in the long run.
Compared to the pre-pandemic era, the workplace, the
workforce and the work would experience most, the new
changes and the continuation of these new approaches. Time
and location flexibility choices for employees would now be
given its due consideration. In some cases, it would be taken
up more assertively than before, as Corporates leverage and
consolidate the benefits arising from them. These would
include savings from the optimization of workspaces and real
estate, from lesser official travel and the additional productivity
gains arising from saving commuting time. Adoption of hybrid working
- a mix of both on-site working in an office space and working remotely from anywhere would gain momentum as a preferred work arrangement. This would also help restoring
back any productivity losses experienced during the earlier complete work from home
situation. Dynamic approaches to work combining both office hours for team meetings and
remote work for solo focused work would take shape. Such enabling work arrangements
would in turn sustain in future, any changes in individual lifestyles emerging from the new
purpose, passion or interests realized during this period. New work norms and practices to
enable remote supervision and oversight of performance, around engagement of
employees, collaboration and learning during such hybrid working would evolve.
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Automation, robotics and machine learning would gain further momentum to reduce
dependence of people on work that is “Dull, Dangerous, Dirty and Dear”. Greater flexibility
in the engagement and deployment of people through fixed term, temporary, freelancing
work arrangements would also pick-up pace and see greater traction with Corporates.
These new approaches have its own share of challenges as well. In the new hybrid working
under remote supervision, if concerns on greater control of work gain prominence, then
trust and empowerment could take a backseat. The continued interest in social and
collaborative technologies and the uncertainties on personal safety could lead to lowering
of social connections and in-person human interactions. Wellness, learning, innovation and
productivity which such connections have helped foster and grow would get adversely
impacted. The all-pervasive new and emerging technologies, particularly machine learning,
would continue to be besieged with the issues of privacy, transparency, inclusivity and
human oversight. Insecurities around employment would result in high levels of stress,
anxiety and negative emotions which could adversely impact performance and retention.
At this stage, predicting anything about the future would be hasty and difficult. However,
the redeeming aspect about the future is that it comes one day at a time. The ingenuity and
enterprise with which we adapted with speed and scale to the unexpected pandemic, gives
us the eternal hope and confidence that one day at a time, these challenges too would be
overcome with ease.
After all, reverting to the old pre-pandemic ways does not seem an option for many and the
huge paybacks of the new ways far outweigh the costs and pains of holding on to the past.

“Developing a good work ethic is key.
Apply yourself at whatever you do,
whether you're a janitor or taking your first
summer job because that work ethic will be
reflected in everything you do in life.”
Alexander Graham Bell

“The views and opinions expressed are personal and do not necessarily reflect
the views or position of the Company”
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Maj Anuradha Monga

HEALTHCARE
MANAGEMENT CONSULTANT

WFH-FINDING

A MIDDLE PATH

Companies worldwide have been compelled to adapt to a remote work culture during the
COVID pandemic owing to government enforced lockdowns and the fear of resurgence
in the number of cases post lockdowns. It is being speculated the WFH will soon become
a new normal even after the COVID crisis ends. Although this model of work has
demonstrated signals of success in the short-term, it is yet to be ascertained if
productivity and work-life balance will come under pressure in the times to come. For
this model to succeed in the long term, an important consideration for both companies
as well as employees would be to start tackling remote working in a structural way as a
business model instead of looking at it as a perk, benefit or a stop-gap arrangement.
Despite being implemented from the comfort of an “employee’s home”, it should not be
forgotten that WFH is still “work”. So it requires a certain amount of discipline and an
organized approach by the employees that includes adherence to a schedule and
decorum of dressing up during virtual calls/meetings, dedicated formal space for work
and availability on phone/online during office hours. While WFH allows an individual
flexibility to accommodate personal tasks, it should not be taken as an excuse for
procrastinating deliverables. Being in control of the deadlines of deliverables is an
important factor in making WFH a successful model. Similarly, company managers will
have to adapt to this new mode of work by leaving aside micromanagement and focusing
on end results, of course within deadlines. Fine control can often kill productivity. While
WFH is a lucrative option, it has its own downside.
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One thing that many employees would definitely miss would be the coffee table or lunch
break chats that are often a way of emotional catharsis for many people. A lack of face
to face interaction may also make it difficult for managers to develop a tight-knit
camaraderie between teams. Isolation and long-hours on the screen can often lead to
issues of emotional well-being and drain out.
So is there a middle path? While proponents of WFH feel that it is doable and will be the
new norm post COVID, there are many others who have a contrary view. The feasibility of
WFH is also dependent on multiple other factors like the nature of job, availability and
affordability of suitable infrastructure at home, personal commitments and even inherent
nature of an individual to manage their own time and control results. Employees working
from home often experience a blurring of the boundary between work and private life.
While there is no doubt that companies and employees alike have experienced the
benefits of WFH and it will continue to remain a favourable option for a large majority of
workforce, the best approach in the long term would be to adopt a hybrid model and
offer employees a workplace where they would want to go when required rather than a
place where they are forced to go.

“Concentrate all your thoughts upon
the work in hand. The sun's rays do
not burn until brought to a focus. “
Alexander Graham Bell
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Mr. Satyendra Shrivastava

PARTNER

Khaitan Legal Associates

WORKING FROM HOME PAVES

THE WAY FOR INCLUSION
Due to the pandemic, the employers were forced to adopt the WFH model and the
employers are unwittingly being present to the advantages of WFH as it is expected
to stay here for good, even in post Covid-19 world. There is a golden chance for Indian
corporates/employees to make 'workplaces' more inclusive. Since, WFH promotes a
flexi-work culture, it can be an opportunity to the disenfranchised, especially women,
women who are working mothers and differently abled who are/were not able to join
or re-join productive employment for variety of reasons (social, marriage, family,
geography etc) to now work from their remote working stations. It is up to employers
to see how they can infuse equity in the play!

Need for proper regulatory regime with respect to working from home
Unlike some countries where the legal regime specifically addresses the subject WFH and
delineates the right and obligation of employers and employees, the existing Indian laws do
not as such deal with this very important facet of HR landscape. As the Indian corporates
embrace working from home model for its employees, there is a need for development of
proper regulatory regime that will boost flexibility for these corporates to adopt ‘work from
home’ and ‘work from anywhere’ policies. The regulatory regime should aim to strike a
balance between the interests of the employers and the welfare of the employees.
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With the given cultural changes and the advances in technology, the regulatory regime
pertaining to work from home should consider the following aspects:

Stipulation of maximum daily and weekly working hours such that
employees get necessary intervals for rest and recreation

Ensuring health, safety and wellbeing of the employees by making provisions
in the law for minimum conditions under which WFH should be permitted

Suitable and efficient way of designing allowances such that employees are not
out of pocket and reimbursed without any adverse impact on take home pay

Specific provisions that cast obligations upon the employees in maintaining
confidentiality of data and access to IT systems of the employer

Flexibility to employers in using the new “fixed term worker” for structuring
workforce on the basis of hourly, daily and weekly workers and also reorganising
the work outside the stipulations of daily work hour ceilings such as to offer
more flexibility to employees (for example a four day week)

Recognition of methods of tracking work timings and productivity

Legal recognition of employment contracts and other related documents
and allowing the conduct of disciplinary proceedings remotely

Ownership of intellectual property
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Government of India relaxed norms
for IT-IT enabled Services

At the onset of coronavirus outbreak, The Department of Telecom
(DoT) had relaxed certain norms for Other Service Providers (OSPs) till
April 30 to facilitate work from home.
The recent new ruling came on November 5, 2020 where Government
further eased guidelines to make 'work from home' permanent. The
government announced simplified guidelines for Business Process
Outsourcing (BPO) and IT Enabled Services (ITES) players to reduce
the compliance burden for the industry and facilitate 'Work from Home'
and 'Work from Anywhere'.
The new rules for 'Other Service Providers' (OSPs) are designed to
create a friendly-regime for 'Work from Home' and 'Work from
Anywhere' while removing several reporting and other obligations for
such companies.
Aimed at developing India as a global outsourcing hub, the new
guidelines will help promote outsourcing at scale, bringing in more work
to India. With the relaxations in WFH regulations, companies will be able
to tap into talent from small towns and remote parts of the country and
provide a strong impetus to the industry and position India as one of the
most competitive IT jurisdictions in the world.
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