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In an era defined by unprecedented technological 

change and innovation, the real-world boundaries of 

conventional workplace practices have transcended 

onto a digital landscape. As the world strives to 

navigate these evolving sets of opportunities and 

challenges, the emerging Work-from-Anywhere 

(WfA) model has proven to be a popular tool of 

choice by remote workers in India’s Information 

Technology industry. 

We are pleased to launch the Work from Anywhere: 

Accessing Indian Tech Talent research report at the 

Australia India Leadership Dialogue (AILD) 2023. 

The report is a preliminary study that taps into lived 

experiences and perspectives of key stakeholders in 

India’s IT industry - tech workers, firms, regulatory 

agencies, and industry representatives. WfA options 

are increasingly being adopted by hi-tech firms seeking 

to source, retain and manage tech talent from an 

increasingly competitive global STEM talent pool. The 

Australia India Institute has partnered with leading 

researchers of IT and public policy from the Indian 

Institute of Information Technology – Bangalore (IIIT-B) 

to conduct research on accessing tech talent in India’s 

vibrant IT sector through WfA. 

The research underscores the delicate balance between 

flexibility and structure, with the key findings raising 

concerns about productivity, ethicality and hybridity. The 

perceptual divide regarding productivity and the trade-

off between flexibility and overwork are fundamental to 

informing future considerations in making the workplace 

a better, more effective environment for all. 

The findings stimulate thought and further inquiry, and 

offer a valuable contribution to the ongoing discourse 

on the evolving landscape of remote work. We are 

grateful to Atlassian for funding this research and look 

forward to continued partnership with IIIT-B for exploring 

connections and emerging opportunities in the digital 

economy sector between Australia and India. 

We thank Balaji Parthasarathy, Janaki Srinivasan, and 

Deepti Balaji Raykar for their expertise in authoring the 

report. Please enjoy the read.

The Hon. Lisa Singh, CEO

November 2023
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This report offers a glimpse of the experiences and 

perspectives of different stakeholders in India’s 

Information Technology (IT) and Information 

Technology Enabled Services (ITES) industry 

regarding the opportunities and challenges of the 

Work from Anywhere (WfA) model. 

IT firms that were forced to adopt WfA practices during 

Covid-19 pandemic proposed a return to office after 

the lockdowns ended. But they soon realised that this 

was easier said than done. The key stakeholders in 

the IT industry, namely the workforce, firms, industry 

representative bodies, unions, and regulatory agencies 

have different interests and expectations of WfA. 

Issues of flexibility, productivity, innovation, ethics, and 

livelihood security are interpreted differently by each of 

these stakeholders.

The study focuses on firms based in Delhi NCR and 

the states of Karnataka, Maharashtra, Tamil Nadu, and 

Telangana. The analysis of WfA model is based on 

interviews conducted with representatives of stakeholder 

groups combined with secondary data sources.

KEY FINDINGS

•	 Flexibly overworked – Employees spoke about the 

flexibility in WfA but the employees’ union raised 

concerns about the promise and practice of flexibility

•	 Productivity according to whom? – Productivity in 

WfA is perceived differently by human resources staff 

and employees

•	 Working remotely or remote chances of finding work? 

– There is a trade-off between securing the livelihoods 

of those in the IT industry and those providing 

services to the industry

•	 Unethical tit for tat – While there are instances of 

employees misusing WfA, firms use that as an excuse 

to infringe on the privacy of employees

•	 Contextualised hybridity - Firms will have 

to determine what hybridity means in their 

organisational and regulatory contexts to effectively 

put into practice WfA.

EXECUTIVE SUMMARY 
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The Indian IT industry has a workforce of 5.4 

million in 2022-2023, of which 2 million (37%) are 

women. Roughly 85% of this workforce is based in 

metropolitan areas (categorized as Tier 1 cities) and 

11-15% in other regional urban centres (Tier 2 cities) 

(NASSCOM, March 2023). 

Approximately 60% of engineering, arts, and science 

graduates complete their studies in Tier 2 and 3 cities 

(Ministry of Education 2020; see Appendix 1, Table 1). 

About 30 percent of these graduates relocate to Tier 

1 cities in search of employment. The proportion of 

IT workers in Tier 2 cities is predicted to rise as more 

individuals decide to stay and work from their home 

cities and towns (NASSCOM, August 2023; see Appendix 

1, Table 2). 

The imposition of extended periods of lockdowns during 

the Covid-19 (henceforth Covid) pandemic, forced IT 

firms to make their employees work from home. Prior to 

the pandemic, 95 percent of IT firms in India had little 

to no preparation for WFA arrangement for their staff. 

Covid restrictions led them to experiment with working 

from anywhere (WfA) (Business Insider, March 2020). 

With the end of Covid-19 restrictions, IT firms attempted 

to bring their employees back to their offices with 

the aim of restoring workplace-based innovation 

and efficiencies. But they encountered resistance 

from employees that appreciated the flexibility and 

advantages of WfA. This pressure for flexibility associated 

with WfA has forced many IT firms to adopt hybrid 

models for retaining their talented employees, enabling 

operational agility, and improving business performance. 

In addition, they have recognized the opportunity to 

promote greater gender equity and create a more diverse 

workforce.

Most firms recognise that there is no going back to the 

pre-Covid office or corporate-centred workplace, but 

that a hybrid work model is needed. Other industry 

stakeholders and regulatory agencies have different 

concerns regarding the consequences of WfA. This 

report presents the different perspectives of the key 

stakeholders regarding WfA and hybrid work models, 

best practices and trade-offs needed for effective 

adoption (NASSCOM, July 2023).

METHODOLOGY 

The key stakeholders in the IT industry’s WfA are the 

regulators (the state and the central government, and 

the industry body), IT firms (represented by their Human 

Resource staff) and their employees (project managers, 

developers), and the employees’ union.

We interviewed:

•	 Five software developers or project managers

•	 Three Human Resource (HR) staff-persons

•	 One representative of UNITE, a union for workers in 

the IT and Information Technology enabled Services 

(ITeS) industry

•	 One individual from the industry body, the National 

Association of Software and Service Companies 

(NASSCOM)

•	 One regulator from the Government of Karnataka 

(GoK).

Key secondary data sources used are:

•	 Government notifications

•	 Newspaper articles

•	 Reports from various government organisations

•	 White papers

The questionnaires used to interview the various 

participants in the Appendix 2.

INTRODUCTION
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DEVELOPERS AND PROJECT MANAGERS

We spoke to five IT employees, 1 male, 4 females with 

experience ranging between 7 and 18 years.

Interviewee 1 had an experience of 16 years in the IT 

services industry. He resided in Bangalore at the time 

we spoke with him. He had worked in large multinational 

firms and had moved to a new one in 2021, which is 

where he gained most of his WfA experience. He had 

briefly turned to WfA in pre-Covid times as well, to 

attend to a family member’s health. He lived in a nuclear 

family, with his wife, who was a homemaker at present 

but had worked before the birth of their 6-year-old 

daughter. Although Interviewee 1 managed a team now, 

he continuously taught himself new technologies like AI 

and data science and contributed to core technical areas 

of projects in the capacity of a senior data scientist.

Interviewee 2 had worked in the US for 2 years, in 

Hyderabad for 4 years, and in Bangalore for 12 years 

in the IT industry. She had worked for a range of large 

domestic and multinational IT services firms previously 

before moving to an Indian IT services firm in September 

2023. With this, she moved from working full-time WfA 

arrangement to working 2 days a week or 8 days a 

month. The 41-year-old lived with her 9-year-old son and 

husband who also worked in the IT industry.

Interviewee 3 had ten years of experience in a global 

technology consulting and digital solutions firm and had 

never moved firms. She was 32 years old, single, and lived 

with her parents in Mysuru. Her constraint of working in 

Mysuru was what kept her in the same firm for so long. 

Since 2022, Interviewee 3 had been working in a hybrid 

mode, and had grown from being a software engineer to 

a team lead.

Interviewee 4 was a 33-year-old quality analyst at an 

insurance firm and had 7 years of experience. She had 

started her career in 2013 as an engineer in IT. She had 

taken a break of 3 years starting 2018 when the family had 

to relocate due to her husband’s posting abroad. This was 

at a time when WfA was not common. Interviewee 4 lived 

in a joint family, with her husband who also works in IT, her 

5-year-old daughter, and her parents. Her parents are her 

support system and take care of the home and her daughter.

Interviewee 5 had 17 years of experience in healthcare 

and medical equipment. She had relocated between 

Hyderabad and Bangalore several times to align with her 

husband’s job relocations. Before Covid, she had been 

lucky to get 8 months of work from home. 

During this period, she had traveled to Hyderabad 

monthly, and sometimes even weekly. Interviewee 5 lived 

in a joint family with her in-laws, 13-year-old daughter and 

husband. Her experience of WfA before Covid was not 

so good as she did not have an office setup at home that 

she has now.

SETTING UP A HOME OFFICE

When lockdowns were imposed for indefinite periods 

during the Covid-19 pandemic, IT firms were forced to 

make their employees work from home. Although it was a 

slow process, the interviewees said they had established 

a reasonable home office. There are two components to 

setting up a home office: the workspace and technology 

infrastructure. Workspace meant a quiet place within the 

home, with adequate space for a desk and ergonomic 

furniture. Technology infrastructure included new laptops, 

monitors, computer accessories, upgrading internet 

connections and, most importantly, installing an inverter 

to ensure uninterrupted power supply in case of power 

outages or load-shedding. Interviewee 1 mentioned that 

“Everybody got an inverter; I don’t see any of my friends 

without one now.” Three employees mentioned that they 

were compensated for establishing their home office. 

Four employees received reimbursements for recurring 

bills (such as for internet access). One employee 

complained about having to spend out-of-pocket to 

establish the infrastructure and to pay recurring bills. 

Most employees found the shift to working from home 

(WfH) relatively smooth. They said this was because they 

were already accustomed to accessing shared resources 

remotely and working with colleagues in different countries. 

PERSPECTIVES FROM 
THE WORKFORCE
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JUSTIFYING WFA, PRE COVID VS POST COVID

The software developers and project managers said that WfH in pre-Covid times was 

considered a rare privilege. It was only permitted when there were emergencies, and 

in instances when the employee or their work was crucial to the firm. Also, it was only 

allowed for short periods. When interviewee 4, a developer was asked if she had worked 

remotely pre-Covid, she said “No. working remotely wasn’t even an option. Yeah!! During 

my pregnancy, I tried asking. They weren’t okay with it. Even for one day I had to explain 

so much. It wasn’t normal back then. Now, work from home is normal.” 

Interviewee 5, a manager who had worked remotely pre-Covid said “Definitely, you 

know, people were judging you pre-Covid. Judging your appraisal, promotions, and 

productivity as you are working from home. But now this is not the case. People accept 

that it is okay and there is nothing wrong in working from anywhere.”

ONBOARDING AND TRAINING

All interviewees stated that their experience with remote onboarding and training was 

a relatively seamless process. So did post-Covid office-based teams that included new 

employees working remotely. Interviewee 2, a team manager who switched firms in this 

period said “The only thing that didn’t work out virtually was giving biometrics. For that, 

I had to physically go to the office, but onboarding virtually is smooth.” They saidthere 

were recorded videos and printed documentation, along with in-person sessions which 

made the process effective and smooth.

MANAGING PEOPLE

Motivation to work was considered an individual trait. Interviewee 2 who is a team 

manager said that software developers in his team could sometimes lack motivation, 

but this problem was not unique to those who worked remotely. They encountered 

this in physical working space too. He noted that said there were checks and balances 

to ensure productivity. Interviewee 1, who is a manager appreciated how technology 

made remote management easy. He said “There is no issue at all, technically there are 

none, because in my case, if a junior [team member] doesn’t know something, we make 

them feel that we are present there to help. When we share screens in a meeting, I can 

see their code and rectify it. I can also share mine. Even files, it is like physically being 

present.”
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COMMUNICATING AND BONDING WITH COLLEAGUES

Some interviewees agreed that interpersonal relationships and bonding with co-

workers online was not the same as meeting them in person. Interviewee 2 said “I mean 

you definitely have to meet other people at least some time, especially with new joiners. 

It was a little difficult to build a connect with them, because you didn’t know them 

before you moved to work from home”. Most interviewees preferred hybrid work where 

they could meet their peers once or twice a week. Some mentioned different ways in 

which they engaged with their colleagues, like virtual coffee sessions and “no work 

meetings”, which were effective ways to build a bond between employees. 

When asked about increased volumes of email exchanges and phone calls to 

communicate with co-workers, interviewees said it made little difference to them. 

They had different ways to tackle this problem, like holding daily meetings and setting 

up overlapping work times where all colleagues were online and available. In case of 

emergencies, their colleagues were just a phone call away and would respond to such 

requests.

PRODUCTIVITY

All Interviewees were of the unanimous view that WfA was more productive. Some said 

they were able to focus better at home as they were not disturbed by coworkers who 

stopped by their desk for quick chats; others felt they took fewer breaks for tea, coffee, 

and lunch at home. Most spoke about how they converted their commute time into 

working time and hence be more productive. Interviewees based in Bangalore noted 

that they often had spent up to four hours of the day on commuting to their workplace.

 However, when asked how they assessed their productivity in quantitative terms most 

noted that “I do see a difference, but I don’t know how to give you the numbers.”

WORK LIFE BALANCE

All interviewees felt that the balance between work and personal life was much better 

with WfH. Women with children were glad that they could be at home to spend time 

with them during work breaks. Some said they did a little cooking in between work. 

Men also noted that WfH allowed them to accommodate school pickup or drop-off 

duties for their children. Those who had care responsibilities for elderly parents at home 

could accommodate visits to doctors and perform other caregiving work during the 

day. Overall, they valued the flexibility of being able to accommodate personal tasks for 

an hour or two during formal work hours and compensating with additional hours later 

in the day.
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FINANCIAL IMPLICATIONS

All interviewees observed that the cost of living in Tier 1 cities is expensive. With 

the opportunity of remote working, many moved back to their homes in Tier 2 and 

3 cities. Since their salaries were not affected by the move, they saved on costs of 

rental accommodation, schooling, commuting and other household expenses. Most 

mentioned the savings in costs and travel time. Interviewee 2 mentioned how it also 

helped curb the excessive costs of routine expenses associated with workplaces. One 

interviewee from Bangalore pointed out: “If you go to any of these I.T. parks, right? One 

cup of tea costs around Rs. 70-80. If you have three in a day, you are spending almost 

Rs. 250. Basically, there are things that you save on if you work from home”.

HEALTH

While some interviewees were positive about the health benefits of WfH, others were 

less certain. A few said they could make time for a walk or yoga when they worked 

from home, which they could not do if they were working at their offices. They were 

able to eat healthy home cooked food, they were less stressed without dealing with 

traffic during their daily commute and could cut down on caffeine consumption. But 

others felt their physical activity while working from home was low due to long hours of 

sitting at the computer. For them, WfH provided too many snacking options and led to 

significant weight gain. They spoke about mental health issues arising from not going 

out of their homes during the day and feeling a sense of loneliness. 

SPECIFIC CONCERNS OF WOMEN

Women interviewees noted that career breaks for women were often dictated 

by prioritising the career moves of their husbands and their family and childcare 

responsibilities. They appreciated WfA opportunities because it allowed them to 

continue working even if they needed to relocate to another city due to their husband’s 

career move. It also relieved them from having to contend with societal expectations 

and judgements about putting their own careers ahead of the needs of their spouse 

and children. Interviewee 4 said “I started my career in 2013, I worked for 6 years and 

then I took a break for almost 3 years. I then resumed my career in 2021 as I relocated 

with my husband. I don’t think I would take a break if I got the option of working 

remotely.”

Interviewee 5 said “I was in Philips but then I had to move to Hyderabad because of my 

husband’s job. There I joined another company and then again I moved to Bangalore, 

the reason was my husband’s job again, and I joined back Philips.”
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WORK FROM ANYWHERE IS HIGHLY VALUED

Without any exception, all interviewees had a positive response for these two questions. 

“Would you quit your job if WfA is not offered? And would you take lesser pay to avail 

WfA?” 

While WfA was a priority for interviewees who worked as software developers and 

project managers, they were not keen on full time remote working. Their preference was 

for a hybrid work model combining working from home and the office.

All interviewees wanted to retain their work flexibility. They wanted to go to the office 

and interact with their coworkers on some days of the week. They preferred to plan 

their work week so that they could go to the office to do tasks that required in-person 

interactions on specific days and WfA on other days. Interviewee 4 said “Going twice a 

week is good, not more than that. Always staying at home is also boring. We must go 

out and talk to people, that’s how our mind gets relaxed too. And if you go every day, it 

is very tiring. The other three days, I can concentrate on other things, on my work and 

personal things too”.
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COLLECTIVE BARGAINING PERSPECTIVES: UNITE 

UNITE (Union of IT and ITeS Employees) is a worker 

organisation which has drafted a white paper outlining 

the advantages and disadvantages of WfA for the IT 

workforce (UNITE, 2020). The paper addresses issues 

related to employee health, the provision to compensate 

for consumables of WfA, tax benefits for employees, and 

for facilitating a gender equitable environment. 

UNITE recommends that WfA should be a right of 

employees and that they should not be forced to 

work by firms in their offices. At the same time, UNITE 

recommends that the government regulate remote 

working to protect employees. When asked about this 

seemingly contradictory recommendation, a UNITE 

representative said, “The work time was a primary reason. 

In our survey, more than 90 respondents reported that 

they are working day in and day out, they wake up with 

their laptop and sleep with the laptop.” He said women 

employees were often forced to work longer hours, 

including, at times, during their maternity leave. They 

did not have the privileges they would have received as 

nursing mothers in their offices, such as feeding breaks 

or a baby crèche facility.

The UNITE representative also discussed the practice of 

moonlighting.  He justified the practice as an outcome 

of insecurity experienced by employees due to industry 

practices. He said “There were instances during Covid 

period, when firms started recruiting employees without 

actually waiting for them to serve the notice period at the 

previous organization. They wanted them to join earlier 

but, in the employment PF [Provident Fund] records, 

there may be overlaps which years later may lead to 

an accusation that the person did something unethical. 

So, they are terminated and even the HR is being 

terminated”. He also questioned why it was permissible 

or justifiable for the creamy layer of the industry, like the 

Board of Directors or other senior management people, 

to own another company or run a different business, but 

not for employees.

Privacy of employees was a major concern. With remote 

working, many IT firms have installed productivity 

monitoring tools on the laptops they issue to their 

employees. End-to-end monitoring can capture videos, 

monitor keyboard activity, and record screen activities, all 

of which is unethical and a threat to employees’ privacy, 

according to UNITE. 
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We interviewed four HR staff members. The first HR 

member had 30 years of experience working for 

software service firms of various sizes. Currently, 

they are the HR head and business partner at a 

multinational based in California, with 100 employees 

in Bangalore and 600 employees worldwide. 

The second HR staff member had an experience of 13 

years at a large Indian multinational firm which operates 

at 150 locations across 46 countries and have more than 

600,000 employees worldwide. Currently, she works in 

the capacity of HR head at that firm. The third and fourth 

HR staff members were from a single multinational where 

one was a hiring specialist, and the other, the head of HR 

operations. The company has its presence in 13 countries 

with 9000 employees worldwide. They have 1400 

employees working at their Bangalore office.

HUMAN RESOURCE MANAGERS

When asked about the reason for requiring employees 

to return to the office, a HR staff member from a large 

firm said “The kind of hiring which used to happen earlier 

is very small compared to the kind of hiring which has 

happened in the last three years or so. Earlier there was 

to be one culture of the organization. But now there 

is one culture of the organization plus there are 5000 

organizations from where people have joined us. So, the 

culture and essence of the organization is lost.” What 

the HR staff member meant was that when new hires 

bring different organisational cultures from their previous 

employers, integrating them is a challenge with WfA.

In the opinion of HR staff, everything is easier when 

employees are working at one place. The workforce is 

engaged, and they are learning a lot from each other 

and the work environment around them. They said that 

nuances are lost when conversations are on camera. 

Moonlighting and proxies (misrepresenting another 

person in an online interview) were other issues that 

pushed them to hire and onboard personnel in person. 

Remote onboarding and training were frowned upon by 

3HR staff. They said that remote training for technical 

roles could be effective as it these were outcome based.  

But they said that it was hard to gauge the effectiveness 

of other types of mandatory training that cover aspects 

such as code of conduct of the firm, security practices, or 

the understanding of workplace harassment. A HR staff 

member said, “Then what about conflict management, 

what about team building, how can you learn team 

building online, it is like learning swimming online.” 

From a cost standpoint, offering WfA as an option 

to employees delivered negligible savings especially 

for large firms which have typically invested in real 

estate, transport and technology infrastructure. 

Conversely, smaller firms with less investment in physical 

infrastructure are not as insistent on their employees 

working from the office. They believed that there 

was adequate online technology available for people 

management, project management, and collaborative 

working of teams to maintain productivity. 

HR staff of large IT firm hastened to add that a model 

to sustain remote working or WfA is essential, especially 

after the experience gained during the Covid pandemic. 

They said that it was now time to understand how WfA 

could be effectively organised. They also mentioned 

specific practices they had adopted during Covid 

lockdowns which included the creation of documentation 

and recorded sessions to enable easy onboarding and 

training of employees, instituting camera-on meetings, 

no meeting days, and general meetings. A crucial factor 

for WfA was to identify which roles could be performed 

and managed remotely and which could not. They noted 

that WfA offered access to a much larger talent pool 

when employees could be completely remote. In a hybrid 

model, however, the catchment radius for the talent pool 

was smaller because employees would be expected to 

come to the office periodically.

PERSPECTIVES 
WITHIN IT FIRMS
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Since WfA occurs at the intersection of multiple domains 

of economic, political and social activity, its regulation in 

India involves agencies at the national and sub-national 

(or state) levels, and different government departments 

within each, including those of labour and commerce. 

Additionally, WfA is also self-regulated by IT industry 

bodies such as NASSCOM for the software industry. 

INDUSTRY BODIES: NASSCOM 

According to a NASSCOM report, the ratio of WFA 

employees to those working full-time from the office 

is currently 70:30 (NASSCOM, July 2023). Most firms 

provide individual teams and managers the authority 

to determine this ratio. NASSCOM’s position can be 

summarized with this quote from the representative we 

interviewed: “The way we see in the future, it is most likely 

going to be a hybrid mode. When I say hybrid, it could be 

2-3-1 day a week, depends upon company to company; 

business to business, but hybrid is going to stay”. 

NASSCOM argues that the precise configuration 

of hybrid models can be understood along three 

dimensions.

First is the expectation of the Government of India (GoI) 

that the entire IT workforce should work from offices 

(Ministry of Commerce and Industry, 2022). This is linked 

to concerns regarding employment for those providing 

auxiliary services to the IT workforce (such as local taxis, 

cafes, food stalls)..

Second is the IT workforce. There are many reasons why 

this workforce is not ready to come back to the office. 

In several cases, employees have chosen to work for a 

firm because it offers them flexibility, as discussed earlier. 

Employees who relocated from a Tier 1 city like Bangalore 

to other (typically Tier 2 and 3) smaller cities during the 

pandemic are unwilling to return because of differences 

in the cost of living. For the women in the workforce, 

particularly those who had taken a break for various 

kinds of caregiving, opportunities provided by WfA have 

made it possible for them to (re)join the workforce.

Third are the IT firms. While WfA is acceptable to some 

firms, others find that it is important for employees 

to be based at the office for work that is relatively 

interdisciplinary and interdepartmental in nature. They 

also see close collaboration between people with 

different kinds of expertise and ability to work across 

multiple departments as crucial to finding solutions 

together.  

The NASSCOM representative observed that firms are 

likely to fare best by creating a division of labour across 

the cities, for them to seek geographical specialisations 

for specific roles which could enable them to take 

advantage of skills in specific regions. A deeper pool of 

skills is available in larger cities where many communities 

of practice provide opportunities to meet fellow-

professionals with common interests and exchange 

ideas. Despite such communities being rarer in smaller 

cities and the limited proficiency in ‘soft’ skills, firms 

may be motivated to move to smaller cities if there is a 

reasonably sized talent pool, lower operational costs, and 

special benefits extended by state governments. 

As an instance of the hybrid configuration that can 

evolve, the NASSCOM representative cited the case of 

a Bangalore-based multinational firm, many of whose 

employees chose to return to their homes in Tier 2 

and 3 cities and towns during the Covid lockdowns. 

Using IP addresses, the firm found that work was being 

undertaken from nearly 200 different locations across 

the country. Whenever there were a certain number of 

employees clustered within a 40-kilometer radius of a 

location, the firm considered opening an office in that 

location. Recreating a physical office for WfA employees 

meant giving them the physical office experience without 

having to come to the main office campus in Bangalore. 

PERSPECTIVES FROM  
THE REGULATORS 
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CENTRAL AND STATE GOVERNMENTS

The Government of India (GoI) Ministry of Commerce 

and Industryhas sent notifications to extend WfA 

facilities periodically from the start of the pandemic 

to the present. In their most recent notification F. No. 

K-43013(12)/1/2021-SEZ dated 7 November 2023, 

WfA has been extended until 31 December 2024. WfA 

adversely affects auxiliary service providers to the IT 

workforce, including catering, real estate, transportation, 

and office maintenance functions such as housekeeping 

and security. There is constant pressure on the 

government (Times of India, April 2022) from these 

affected service providers to call IT employees back to 

their offices.

Just as the GoI has reasons to discourage WfA, 

NASSCOM is lobbying the government for modifications 

and updates to existing regulations to encourage WfA 

(see Appendix 2, Table 3) arguing that there is an 

urgent need to review and amend current laws that 

treat workers as a homogeneous group and place a 

premium on rule uniformity. For example, just as the 

Australian Government allows deductions in tax for some 

expenses incurred by employees in facilitating work 

from home (Australian Tax Office, 2022), NASSCOM has 

requested the Ministry of Finance to consider revisions 

along similar lines in India (NASSCOM, May 2020). It has 

also requested clarifications in zoning, municipal and 

electricity regulations pertaining to the use of residential 

property for carrying out work or commercial activity 

under WfA. 

NASSCOM’s views are being echoed by some state 

governments. The relationship between WfA and 

women’s participation from the IT workforce is another 

instance where some states see a potential role for WfA. 

The Karnataka Government’s IT Minister, Priyank Kharge, 

recently tweeted that “some estimates put women 

employee attrition in IT companies at 30-40% since Dec 

2022, while the industry average is currently 15%. There 

is a 1-1.5 percentage point dip in overall share of women 

in tech workforce as well. Quite worrisome. Women 

logging out of tech workforce is not good for us”. He also 

said that women are an integral part of the IT workforce 

and that the state government was willing to offer any 

assistance to women to help them continue to stay at 

work (The Hindu, June 2023). 

 

Key Findings

There are differences in how critical aspects of WfA are 

experienced and perceived by stakeholders in the IT 

industry. Hybridity (a mix of WfA and physical presence 

in the office) is here to stay in an effort to address these 

differences. However, there is no unique hybrid model. 

Firm management, along with the employees, will have 

to determine what hybridity means in their organisational 

and regulatory context to effectively put WfA into 

practice. As job roles, technologies, and infrastructure 

availability are rapidly evolving, so is the the concept 
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There are differences in how critical aspects of WfA 

are experienced and perceived by stakeholders in 

the IT industry. Hybridity (a mix of WfA and physical 

presence in the office) is here to stay in an effort to 

address these differences. 

However, there is no unique hybrid model. Firm 

management, along with the employees, will have to 

determine what hybridity means in their organisational 

and regulatory context to effectively put WfA into 

practice. As job roles, technologies, and infrastructure 

availability are rapidly evolving, so is the the concept 

of WfA. We present four prominent fault-lines between 

stakeholders that emerge from the study. 

FLEXIBLY OVERWORKED

Among the IT workers we spoke with, WfA was preferred 

for its convenience and flexibility. Women liked it because 

they could manage their care work commitments and 

work. Male employees were also happy because it 

allowed them to spend more time with family, especially 

with their children, and also contribute to household 

activities. Being able to accommodate the personal 

demands including care work commitments in their 

workday, which otherwise required them to take leave 

from office, was greatly appreciated.

While acknowledging the benefits of WfA, UNITE raised 

concerns about the promise and practice of flexibility. 

The UNITE representative argued that prevailing WfA 

models exploited the workforce. Employees who worked 

remotely were considered soft targets during recession 

and downsizing. The union representative said “We 

see companies are taking advantage. Work from home 

employees are the ones to be sent out first in recession or 

otherwise, because they think nobody will know, nobody 

will see something missing. So, people working from 

home are targeted first”. The maternity breaks which 

women enjoyed earlier are now vanishing. They are forced 

to take shorter maternity breaks and work in-between 

their maternity breaks too. From a survey conducted by 

UNITE, in which 171 employees participated, he said 90 

respondents said their working hours too had increased 

with WfA and ranged between 9 hours to 14 hours per day. 

PRODUCTIVITY ACCORDING TO WHOM?

Our interviews with IT workers suggested that WfA made 

them more productive than when working from the 

office. The interviewees explained this in several ways. 

For instance, they argued that the commute time they 

saved was now used for work, and this came to about 

four additional hours per day. They also spoke about 

interruptions in office as opposed to being relatively 

uninterrupted in a WfA arrangement. However, when 

asked to measure productivity in concrete terms or 

outputs achieved, they were unable to do so. 

HR staff, meanwhile, mentioned that communication took 

longer in WfA models which led to increased turnaround 

times and decreased productivity. Another HR staff 

member spoke about the initial drop in productivity in 

her firm when WfA was introduced. They then saw a 

gradual increase in productivity before it stagnated. Thus, 

the views of IT developers and project managers, on the 

relationship between productivity and WfA, differed from 

those of the firms’ HR staff.

There are also differences across firms about the 

implications of WfA for operational efficiency and 

productivity. While the large firms are keen to operate 

with their entire workforce on campus, the smaller 

ones are happy with WfA arrangements. The large 

firms argue that increased hiring comes with its 

challenges: for instance, that it is difficult to engage a 

large workforce hailing from firms with different core 

values and backgrounds. They felt WfA was hampering 

interdisciplinary work and the exchange of ideas that 

an office environment afforded. Since large firms also 

typically had the physical infrastructure in place, they 

found that their savings from WfA negligible. While large 

firms leaned towards bringing their workforce to office as 

a result of these considerations, smaller firms found that 

maintaining a workspace for 25% of the total employee 

strength was most effective.

KEY FINDINGS
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WORKING REMOTELY OR REMOTE CHANCES OF 

FINDING WORK?

Concerned about the impact of WfA on the livelihoods 

of those providing services to the IT workforce, the 

GoI wants to bring the IT workforce back to the office 

as mentioned previously. But WfA has affected other 

livelihoods differently: for instance, there is some 

evidence that WfA is drawing more women with care 

work responsibilities, or those with health issues, from 

smaller cities to join the IT workforce. Our interviewees 

also remarked that the government must develop better 

infrastructure to ensure congestion free roads, and better 

public transport facilities, before enforcing WfA. Thus, 

the impact of WfA on livelihoods (See Appendix 1) in the 

IT and other sectors is another issue which is far from 

straightforward given the multiplicity of interests. 

UNETHICAL TIT FOR TAT

To ensure that employees do not misuse WfA 

by indulging in practices such as shirking work, 

moonlighting and proxying, firms are deploying tools 

to monitor everyday work and rethinking their hiring 

processes. As a result, not all firms go by trust and have 

returned to in-person hiring. UNITE, however, presents 

a different perspective. Its representative said that the 

constant monitoring of employees to ensure productivity 

only infringed on their privacy without understanding 

how industry practices have forced employees to resort 

to practices such as moonlighting. The practices include 

forcing new hires to join before serving out the notice 

period at their previous employer. Similarly, since jobs in 

the IT industry come with an uncertain tenure relative to 

other professions, it forces employees to independently 

plan for their future in terms of self-funded health 

insurance and retirement savings. 
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TABLE 1

Statewise distribution of Engineering and Technology Institutions in the focus states, 2022 -2023

State Number of colleges Total seats % share of national seats

Karnataka 497 198269 8.3%

Andhra Pradesh 426 242157 10.21%

Maharashtra 662 259256 10.93%

Tamil Nadu 952 457950 19.32%

Telangana 265 163977 6.91%

Delhi 38 19326 0.81%

Source: AICTE website - https://facilities.aicte-india.org/dashboard/pages/dashboardaicte.php 

(Acccessed: 3 November 2023)

TABLE 2

Distribution of Tier 1 and Tier 2 cities in the focus states

States Tier 1 Cities  Tier 2 Cities

Karnataka Bengaluru  Hubbali Mangaluru Mysuru

Andhra Pradesh Hyderabad  Tirupati Vijaywada Visakhapatnam

Maharashtra Mumbai Pune Nagpur Nashik

Tamil Nadu Chennai  Coimbatore Madurai Tiruchirappalli Vellore

Telangana Hyderabad  Warangal

Source: Emerging technology hubs of India, https://www2.deloitte.com/in/en/pages/strategy-operations/articles/emerging-technology-hubs-of-india.html

TABLE 3

NASSCOM recommendations to various Government Departments

•	 Recommendation to Department of Telecom (DoT)

	 -	 The OSP terms and conditions should be abolished.

	 -	� The Fibre Internet availability across India is limited. It is essential to resolve this to  

effectively enable WFH for IT-ITES industry.

•	 Ministry of Electronics and Information Technology (MEITY) and Ministry of Commerce (MoC)

	 -	 Develop a BPM technology platform for the Small and Medium Enterprises (SMEs).

•	 Ministry of Labour and Employment (MoLE)

	 -	� The new labour codes should be specifically reviewed to ensure they provide greater  

flexibility to enable WFH

•	 Ministry of Finance (MoF)

	 -	� Clarifications with respect to WFH in SEZs and treatment of perquisites,  

deductions and allowances in general, and ITC under GST

•	 Ministry of Corporate Affairs (MCA)

	 -	� Review of the corporate laws to consider making permanent the temporary  

relaxations to enable remote working

•	 Central and State Governments – Clarify position as to use of residential property for  

work or commercial activity with respect to the zoning laws, Municipal Acts and Electricity Act.

APPENDIX 1
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SOFTWARE SERVICES EMPLOYEE QUESTIONNAIRE

1. About you

(The answer to demographic questions will be suitably anonymized and aggregated to minimize re-identification)

Age: 	 Gender: 

Education: 	 Geographical location: 

Current job profile: 

Experience in the software services industry and previously handled roles: 

What are your expectations from WFA? 

What is your care work commitment? 

How does it influence you WFA? 

What support structure do you have? 

2. Your remote working experience

Have you worked remotely? 	 How long have you worked remotely? 

Is it hybrid or completely remote? 

Have you managed people working remotely? 

How many people have you managed who WFA? 

Have you worked remotely before covid? 

What is the total number of years you have worked remotely before covid? 

Do you see any difference in working remotely before and after covid? 

How was your onboarding as a WFA employee conducted? 

Is remote training of new WFA employees as effective as on-campus training? 

Are there any adaptations required to evaluate the remote employee’s contributions accurately? 

APPENDIX 2
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3.  Benefits and challenges of working remotely for the employee along these dimensions.

Financial implications? : 	 Technology aspects? : 

Social aspects, bonding, interpersonal skills? 

Productivity and communication aspects? : 

Has your role in the company changed due to WFA? 

Is there greater or reduced interaction within the company due to WFA? 

Does WFA incentivize you to seek secondary professional opportunities? 

4. Regulations for WFA        

Is there a policy for WFA in your organization? 

As an employee have you been given a commitment for WFA in your offer? 

Was there any WFA orientation, does and don’ts? 

Have you been given any details and legal implications in your contract about WFA ? 

Are you aware of any labor laws around WFA? 

Is there a need for remote work policies, that address discrimination and harassment? 

5. Security issues of WFA

Is WFA dependent on the project, client, or service on which the employee is engaged in? 

Do you feel that the roles that you can take up in the company has changed? 

Are there any trust issues with employer? 

Is there technology investment for WFA from your employer? 

Does working from home raise any privacy issues? : 

6. Final thoughts

Has WFA affected your health in any way? 

How does WFA affect your work-life balance and time management? 

Would you like to work in flexible slots, like 2 slots of the day? 

Do you prefer to have half day work or working for fewer hours and get paid on hourly basis? 

Would you quit your job if WFA is not offered? 

Would you take lesser pay to avail WFA? 

Has WFA given your career another chance? 

7. What are your suggestions to make WFA better?
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HR QUESTIONNAIRE

1. About you

(The answer to demographic questions will be suitably anonymized and aggregated to minimize re-identification)

Age: 	 Gender: 

Education: 	 Geographical location: 

Current job profile: 

Experience in the software services industry and previously handled roles: 

What are your expectations from WFA? 

Role and Job profile as a HR manager

What are the challenges in HR management with WFA? 

How is the HR function adapting to WFA? Are there any changes in HR policies and practices? 

Does WFA enable better talent acquisition? 

Does demography play a role in adapting to WFA? 

Does this play a role in your permitting remote work? : 

Have employee engagement initiatives changed with WFA? (eg. team building): 

How is feedback collected from remote employees? 

How are performance improvement programs handled for non-performing employees? 

Is their WFA privilege withdrawn? 

Is there any a difference between evaluating a remote employee and a on-campus employee? 

On boarding of new employees? 

Is remote training for new WFA employees as effective as on campus training programs? 

With WFA, how is discrimination and harassment handled? 

Are there any issues regarding ethics, that are highlighted new WFA employees on boarding? 

Implication for the company

Does the company allow for improved workplace ergonomics for WFA? 

Are technology changes offered to employees to enable WFA? 

Is WFA used to incentivise performance or vice-versa? 

What are the financial implications of WFA for the employee? 

What are the financial implications of WFA for the employer? 
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Regulations for WFA      

Is there a policy for WFA in your organization? : 

Are employees given a commitment for WFA in the offer? 

Any WFA orientation, does and dont’s? 

Have you been given any details and legal implications in your contract about WFA? 

Are you aware of any labour laws around WFA? 

Does WFA policy in your company permit secondary professional opportunities? 

Have there been instances of your WFA employees pursuing secondary professional opportunities? 

How were they handled? 

REGULATOR QUESTIONNAIRE

Your designation: 

Have you had any discussions on challenges and benefits regarding WFA? 

What is the opinion of the companies and employees? 

Are there any triggers for WFA policy? Do we need a WFA policy? 

What are the triggers for a WFA policy? 

What should it include? 

How does it benefit the employees and the employers? 

Does the WFA policy help well-being of employees? 

Does it address an orientation or awareness on general policies regarding WFA ethics? 

What are the challenges in implementing the WFA policy? 

Have you come across any grievances regarding working remotely, like harassment, discriminations issues etc.: 
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