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Executive Summary

To suppress the spread of Caetil, multiple nompharmaceutical interventions were implemented in early

2020, including sociadlistancing measures, travel and movement restrictions, and even stringent city or
countrywide lockdowns. Remote working (or Woftom Home; WFH) became a necessity for a vast

majority of organisations not involved in essential services. Salaam Bombay Foundation (SBF henceforth)
moved toaWFH f or mat in March 2020. This study was unde
on WFH, the effect it had on their work, productivity, health and wellbeing, and the coping strategies
employed by them to overcome challenges. Further, one of the key objectives of this stadsowms

understand, capture and highlight WFH experience f@al@mes based on key factors like gender, family

type and grade structure (job rebnd responsibilitied)

Data on demographic profile of 129 employees who participated in the study indicateajtrély (over

50 percent) of themployees are between-3Q yearof ageand onethird are between 340 years. 56% of
employeesvho participated in the studye female and the remaining 44% are male. Approximately 60%
sampleemployees are pegraduates, and 31% are graduates. WHBb ®f employees are married, 46%
are unmarried. Moreover, 36% employees halvieast one childf which onefourth are single parents.
Threefourth of all employees have beassociated witlfsBF (or SMF) between-% years, 16% for-40
years, and the remnder for 11 years or more. Before WFH was implemented, 15% employees reported
their commute (to and frdjme to bebetween 30 minutes to one hour, 40% reported between 1 to 2 hours,
and 20% reported between 2 to 3 hours. More female employees rep@rtanliis of commute whereas
more male employees reported over three hours of commute. More thaof @@3ployees use train (for
either full or partial commute), 50% use basd39%reported taise taxi.

While 28% employees reported they were happy abWébH, 72% reported being neither happy nor
unhappy, or having mixed feelings. Disaggregation of data based on family type indicates that the percentage
of those in nuclear families who reported being happy is higher than those in joint families. When asked
whet her employees had better productivity during
Omaybed. C oresponsa tdgelingsoon WHHefindings, more of those living in joint families
reported better productivity in comparison to employe@sg in nuclear families. Moreover, a significantly

higher percentagef @rade 5 employees reported better productivity in comparison to grades 3 and 4
employee%

Highly reported positive aspects of WFH were saving time and energy (79%), locatidmilityeaind
independence (75%), and how WFH aided in buildingasifidence and seffrowth to face challenges

alone (73%). Gender analysis indicates that the positive aspects of WFH likely have a more substantial effect

on female employees in comparidom mal e empl oyees. More grade 5 empl
savedd andc odrafiiddbsenme sted ff ace challenges aloned in
Highly reported negative aspects of WFH were higher reliance on smartphones apd (6j3#0), long

working hours (64%) and increased distractianisome during work houf§1%). More female employees

reported family and work pressure as a negative aspect of WFH than male employees. A significantly higher
percentage of grade 3 and 4 eaygles reported long working hours in comparison to grade 5 employees.
However, more grade 5 employees reported reduced or missing continuous direction and guidance indicating

! For employee grade structure and corresponding designations, neliesige Annexure A.

2 For gradewise comparison, data on grades 3 and 4 was combined together for better analysis and interpretation.

3 Grade 3 employees are managers and assistant managers, grade 4 employees are assistant managers and cogrdiwfors, and
employees are primarily field facilitators and team leaders.



that work communication in WFH format has been more stable for employees withgenah
responsibilities in comparison to employees who are field facilitators aoddgwators.

69% employees reported learning new skills, 65% reported spending more time with family and 50%
reported improving health and fitness levels when asitexlit activities outside of work during WFH
However,more male employees reported these activities than female employees. Highly reported aspects of
office that employees miss the most are working and enjoying the learning process together (81%), positive
atmosphere of office space (72%) and time spent wolfeagues (70%). While more grade 3 and 4
employees reported these aspects, more grade 5 employees rapssiadtime spentwith students in

school. Highly reported positive effects of WFH were feeling grateful for being safe at home during the
pandenic, feeling more confident in handling office tasks independeatigt higher efficiency and focus.

Some common negative effects of WFH reported were frequent mood swings and feeling scared due to
covid-19. Over twethird of both male and female employg&ish that WFH continues in the future.

Most common health issues reported by employees were eyes and spine related issues, sudden change in
weight, and sleep related issues. The most common reasons repotteeséhiealth issues were stress

(46%), caual attitude towards health (43%) and untimely lunch and/or dinner hours (41%). A significantly
higher percentage of female employees reported eye related issues (eye fatigue, irritation, pain and dryness)
and spine related issues (backache, neck aateggis) in comparison to male employees. However, 50%
employees reported feeling more fit and healthy and 40% reported better stamina as positive impact of WFH
on health. More male employees reported feeling more fit and healthy whereas more ferodéss egier

stamina.

Common workrelated challenges reported by employees were Hiferlbalance (77%), making work
visible (75%),andburnout (74%) The top three reasons for burnout reported were long working hours,
stress related to high work pressdree to deadlines, and no welite balance. Personal challenges faced

by employees during WFH were being disorganised (52%), trouble getting intoroffideframeafter a

break (51%), family issues (43%) and family interference during office hours (42%). Technical challenges
reported by employees were issues with internet and mobile connectivity, frequentpbissues (64%),

and frequent laptop/desktop issug4%).

Over 90% of employees reported employee friendly WFH policies by HR as a coping strategy implemented
by SBF. Timely and critical support by top management (88%), medical support to staff and family members
(88%), maintaining Happy Minds culture evenm virtual mode (88%), and generating more learning
opportunities (88%) were also highly reported. Coping strategies implemented by employees include staying
selfmotivated (67%), maintaining transparent communication (67%) and effective time mana@@¥gnt (
wherein more female employees implement the aforementioned strategies in comparison to male employees.
65% of employees reported that a hybrid model would work in the future (partial WFH and partial office
based/offield work). Qualitative insights gigest both personal and professional reasons foretsiwnse
professional reasons reported by employees include higher work efficiency and necessity foaséite

work, and personal reasons include saving on resources and safety during the p28demiemployees
reported being unsure but did not elaborate on their reasoning, however, personal reasons like safety and
saving resources remain recurring fastodicatingsome hesitancy towards offibased workAbout15%
employees provided suggestoto make WFH better wherein the most reported were fixed office hours and
keeping Saturdays either narorking or reducingts working hours.

Recommendati ons based on the studydés findings 1incl
mediated by factors like employee grade/job role, gender and family type. Based on the findings, a hybrid
mo d e | would serve as a O6middle groundé to address

specifically for female employees.



. About the study

An unimaginablerirus hasforced the whole world population indoorkike a deck of cards, over last

few monthscountries started to follow suit of physichstancing andvork from home rules and
norms. Moreover, companies willing or being forced dbgngent lockdowns in countries such as
Indiagot closed dowrPost the first lockdownyith extension leading tall subsequent
lockdowns,now where mobility in the cities are having some sense of normalcy due to the lockdown
rules being relaxed in phasemany organisatiorsill prefer to remain shdor the safety of their
employeesConsequently, thiast eight to ninenonths oflockdownhasforced the working population

towardsa newculture of workingirom home.

However, as organisatioase seaig drastic changes in cultures, work boundaries are blurring as
space®f the home are not just for the families anymore, they are for monthly meetings, for trainings
and innumerable zoom calls to ensure stability at work while many atoseitheir dailywages, their
current incomesourcesetc.Employeesappy about beingble to spend more time with their
familiesare struggling to maintain compartmentalised routioe onlyduring officedays but also

onnonworking days.The juggling act across all ggersand roleds a reality if not equal.

Human Resource (HR)teams have been working overtime to ensure work cultures

work optimally where the spectrum of work does not fall in burnout and fatigaey well thought

off strategieby theSBF HR teamoo, haveensureda highly productive yet balanced work life
ratiothroughout the lockdowtherebymakingthe work from homemodel manageable for its
employees.SBF has carved out a unique modefing these unprecedented tinmeg only by
implementing newer employee oriented HR policies but also by ensuring more productivity upholding
t he 6Happy mi rudng the lackdbwnHowever tbevheterogeheous team at SBF comes
with unique experiencdbatneed tadbe captureédnd evaluatetb not onlyensure the work from home
culture is viewed as positive especially during the time when social interactions &edliatialso to

carry forward these valuable learnings to march confidently into the new normal post lockdown.

Moreover, it is important to look at how critical factors like gender and employee roles and grade
structure influence WFH. Past research onHAdeie to Covidl9 suggests thaiccupationsvith high
(and constant) interaction with people are less likely to be able to fit into a remote working format, and

subsequently have a higher risk of job displacement (Baker, 2@2®refore, such occupations and

4 Baker, Marissa G. "Characterizing occupations that cannot work from home: a means to identify susceptible worker ggtips durin
COVID-19 pandemic.MedRxiv(2020).



groups of people may require additional workplace protectmasadjustmenta/herever necessary

and relevantSavi | 4R®@0Menti ons that the adoption of
influenced by factors like dital literacy, technical knowledge, lifelong micro learning, and personal
development, generation gap, etc., which influence the shift from office to remote working. Therefore,
age, education, gender, employee role (and grade structure) are key paiderdevising work from

home or hybrid model workplace policies.

The aim of this studis to encapsulate challenges and experiences of SBF and SMF employees towards
Work from Home (WFH)n the last one year of COVHD9 pandemic (March 2020 to March 2021).

The study is one of the ways the organisation wants to steer process of empirical based policies for its
employees.

OBJECTIVES OF THE STUDY

A To understand the perspective of SBF employees regarding the work from
model

A To understand thehallenges faced by SBF employeksing WFH period from
March 2020 to March 2021.

A To assess the changes in the physical and mental health of employees in th
tenure

A To understand the coping mechanisms of the employees in the work from
model

A Tounderstand whether factors like gender, family type, and employee grade str

influenced WFH experiences for employees differently.

The data was captured with the help of Kobo Collect usingasetfinistered survey during March

April 2021. Thesurvey ensured that the responses collected from respondents were anonymous to
decrease response bias. A total of 129 emplofjsmbk SBF and SMiFout of 148participated irthe

surveyDat a was coll ected on r espondrperdpectivesbimgthee d e mo
current WFH model, health related challenges duidH, work related challenges during WFH, their

coping mechanisms to overcome these challenges, and finally qualitative insights on whether a hybrid

5 Savi |, "©oViDrl® ancwork from home: Digital transformation of the workforréy Journal (TGJL6.2 (2020): 104104.



model (with both, remote workinand in office/on field work) would work, and suggestions on how to

make WFH more productive and comfortable for employees.

This report is structured intive componentsAbout the studydemographic profile of respondents,
findings based omuantitative analysis of data, qualitative insights, and recommendations and
limitations of the studyQuantitative analysis on each aspect that the study investigates further looks
into gender and graegise comparison for a more nuanced understan@ata that is too dispersed

for crosstabulations and advanced analyswe beemadded in the annexure.



Il.  Findings

1. Demographic Profile

Majority of theemployeeespondentfall in the age category of 230 years (53%), followed by 240

years (34%) and 4%0 years (13%Male respondents constitute 44% of the study sample, and female
respondents constitute 56%:.igure 3shows gender disaggregation of respondbytage. Just over

half of male as well as female respondents fall in th8@gears age bracket. More female employees

(17%) fall in the 43150 years age bracket in comparison to male employees (9%).

Percentage of Respondents by Percentage of Respondents by
Age Gender
D
= 21-30 years = 31-40 years = 41-50 years = Male = Female
Figure 1: Demographic profile of employees Figure 2: Demographic profile of employees
age gender

| I
0% 25% 50% 75% 100%

I 21-30 years B 31-40 years B 41-50 years
Figure 3: Gender disaggregati ol



Approximately half of the respondents have completed their-graduatedegree(see figure 4)
followed by 31% who are graduates, 1o arecurrently undergraduates and 9%o have aiploma
degreeFigure 5shows the gender disaggregation of level of education of employees. A significantly
higher percentage of female employees have completsey@aluate level of education (57%) in
comparison to male employees (40%). More male emplogeegraduatef39%) in comparison to

female employees (39%).

Percentage of Respondents by Level of Education
50 4%

= Undergraduate = Graduate = Post Graduate = Diploma = Post Graduate Diploma

Figure 4: Demographic profile of employees by level of education

Male

Female

0% 25% 50% 75% 100%
[ Undergraduate [ Graduate [ Post Graduate [l Diploma [l Post Graduate Diploma

Figure5:Gendedi saggregation of empl oyee

Data on marital status indicates that 50% of emplogggondentare married, and 46% are unmarried.
The remaining reported either being in a relationship, divorced or widowed. It should be noted that
some respondents may have chosen to report as unmarried even if they fall in the othereattiored



categories. Gender disaggregation of family type indicates that more female employees (36%) are living
in a nuclear family than male employees (21%), whsemore male employee&@s) are living in a

joint family than female employees (60%). However, a majority of all employees are currently living
in a joint family. The residence and living situation of employees may change once government

restrictions easand the spread of covi® subsides.

Perentage of Respondents by Marital Status
1% 2%, 1%

= Married = Unmarried = In a Relationship = Divorced = Widow/ Widower

Figure 6: Demographic profile of employees by marital status

Male 21%
0% 25% 50% 75% 100%
Nuclear B Joint B Staying Alone B Other

Figure7: Gender disaggregation of employees by family type

Figure8 depicts employee respondents with childurerein 64% employees do ri@tve any children,
and the remaining 36% respondents do. Of these 36% respondents (46 employees), 27 employees are

not single parestand share their responsibilities towards children with their spouse/partner/family



members. 9% of respondents with childr@ employees) have no support, and 15% have shared
parent al responsibilities. 17% are not singl e

responsibilities alone due to lack of support at home.

Responsibilities towards Children
(n=46)

Employees with
Children

= A single parent with no support

=Yes = No

= A single parent but with shared parental responsibilities with my

. . . spouse/ partner/family members
Figure 8: The figure gives a

separation of employees with and
without children

=NOT a single parent but manag
responsibilities alone due to lack of support at home.

NOT a single parent and shari
spouse/ partner/ family members

Figure 9: Responsibilities towards children (n = 46)

Threefourth of the respondent employees have been working with SBM/SMF for 1 to 5 years, followed
by 16% of employees who have working at the organisation for 6 to 10 years. The remaining 10%

respondents have been working at the organisation for mord@hgaarqsee figure 9)

16 Years
11to 15 WELZN
6to 10 N
ltos s

0% 10% 20% 30% 40% 50% 60% 70% 80%

Figure 10: Number of years employees have been working at SBF/SMF

10



Gender disaggregation of number of years employees have worked at SBF/SMF depicts a higher
percentage of female employees (79%) have been working with SBF between 1 to 5 years in comparison
to male employees (70%). However, more male employees have bdéngmwith SBF for 6i 10

years and 11 15 years. Only female employees (3%; 2 employees in total) have been associated with
SBF for 16 years or more.

Male 70% 18%

Female 79%

0% 25% 50% 75% 100%
1-5 years ¥ 6-10 years B 11-15 years B 16 or more years

Figure 11: Gender disaggregation of number of years employees have been working at S

When asked about time taken commute to work to and fro each day (before the pandemic and
subsequent travel restrictions were put in place), 40% of respondents reported that it takes them between
1 to 2 hours, followed by 20% respondents for whom the daily commute is between 2urs,3ahd

13% respondents for whom the commute is between 3 to 4 hours. Respondents were also asked about
their mode of transportation for commute. Siagaajority of the employees are working from Mumbai

where multiple modes of transportations are regluiteis was a multiple response question. A vast
majority of employees (91%) use train in their daily commute, followed by 47% who use public busses
and 38% who use either a shared taxi or regular@ender disaggregatigfigures 13 and 14)f time

taken to travel depicts that significantly more female employees take betvbhauts to commute

Time Required to Travel to Work

'. = Less than 30 minutes
15%
Between 30 mins and 1
Hour
Between 1 to 2 hours
20% Between 2 to 3 hours
= Between 3 to 4 hours

40% = More than 4 Hours

Fiaure 12: Time taken to travel to work (door to door)
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(49%) in comparison male employees (30%). Howewere male employees take between 3 or more

hours (29%) in comparison to female employees (13%).

"% ————— — 9% I —
108 ——,
— 15%:
— 14%
18% —.
21% —
Female
19% —— S 30%
e 40%;
@ Lessthan 30 min @ 30 min to 1 hour 1-2hows @ 2-3hows
@ 3-4hows @& WMore than 4 hours

Figure 13 and 14: Gender disaggregation of time taken to travel to work (door to doc
employees

Metro 1 1%
Car Pool 8%
Private Bus 8%
Private Car m6%
Taxi YN
Shared Taxi IEEEN28Y60
Public Bus (BEST, NMMT, etg) .61
Train TN

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Figure 15: Mode of transportation used by employees to travel to work (multiple response at
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2. Perspectives about WFH

a. Feelings &out WFH
Figurel6 depi cts respondent empl oyees6 feelings tow
understand which employees are happy or unhappy about WFH, figured 7depict disaggregation

of data based on grade, gender, family type and employees witthoutchildren.

Feelings about WFH

2%

= Happy = Unhappy= Neither Happy nor Unhappy/Mixed Feeling
CA3IdzNBE wmcY 9YLX 285SaQ TS

Gender disaggregation of this data suggests similar trends for both male and female employee
respondent s. However, more female employees (65
having 6émi xed feelings6 ab oldowevel&dtudytby Brynjolfssadl e e mp
and colleagues (20Z0)n perspectives of WFH during Covi® also indicatgthat more men are likely

to commute to work, whereas women reported switching from commuter to remote working status.

When comparing family typespecifically employees who live in a joint family (64%) or nuclear family
(29%), data suggests some differences in feelings about WFH. More of those respondents living in a
joint family report having mixed feelings or being neither happy nor unhappy\adin comparison

with employees who live in nuclear families. Following that trend, more of those employees who are
living in a nuclear family report being happy about WFH in comparison with employees in joint

families.Both, grade and gender disaggregatn of this data suggests that a WFH modglvherein

6 Brynjolfsson, Erik, et alCOVID-19 and remote work: An early look at US dati. w27344. National Bureau of Economic Research,
2020.
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females and those living in a joint family who likely have more household responsibiliticface
some difficulties in a remote working format.

Male 35%
Female 33%
0% 25% 50% 75% 100%
Happy ¥ Unhappy B Ncither/Mixed Feelings
Nuclear 37%

Joint 25%

0% 25% 50% 75% 100%
Happy & Unhappy B /Mixed Feelings

Figures 17 and 18: Gender and family type disaggreg&tisn SY L 28 SSaQ 7F¢
WFH model respectively

While only 36% of sampleemployees have children, figut® depicts similar trends for both, those

who have children and those who do not, suggesting that responsibilities towards chégres be

likely tohavea medi ating effect on empl oyees#@Bowdverel i ngs

when we further disaggregate the data on those with and without children on the basis of family type,
it suggestdhat those with children living in joint families have better productivity than those
without children living in joint families (see figure 2a in annexure).
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Employees S PInIgs,
with Children 30%
Employees pames
without Children 27%
0% 25% 50% 75% 100%
Happy ¥ Unhappy B Neither/Mixed Feelings

CAIdzNBE mapY 9YLX 28SSaQ FSStAy3aa lFoz2dzi O
children

Grade disaggregation for gradéand4 (combined) and 5 indicate that more grade 5 employees are
happy about the WFH model in comparison to grades 3 and 4. Moreover, more grade 3 and 4 employees

report neither happy nor unhappy or mixed feelings in comparison to grade 5 employees.

Grade 5

!
| | _
25% 50% 75% 100%

0%

Happy B Unhappy B Neither/Mixed Feelings

CAIdNB HnY 9YLX 28585Q FSStAiy3a | o2dz
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b. Productivity during WFH in the last one year

Data on whether employee respond@aiseivedbetter productivity during the current WFH model in

the last one year can be seen in figuteso 26. Figure21 shows thanearly 50%respondents think

thatthe WFH model has resulted in better productivity than physically attending office based on their
pastoneyeare x per i ence. However, 18% report Ompned and
third isnot sure whether WFH is necessarily more productive. To better understand this dathepoint,
following figures showcase gender, marital statéamily type, mode of transportation and grade
disaggregation.

Better Productivity in WFH model

= Yes =No = Maybe

CA3dzNBE HmY 9YLX 28S5SaQ
in current WFH model

Whil e more male employees report 6nod6 for bett
empl oyees (15%), more female employees report (
However, approximately halfafll mal e and female sé@éspondbébert serepono
Similar trends can be seen in figure 18 for disaggregation based on marital status wherein approximately
hal f of bot h, married and unmarried respondents
WFH model. Moreunmr r i ed respondents reported 6énobé for
respondents (16%%urprisingly, 53% of those who live in joint families reported better productivity in
comparison to 42% of those in nuclear families. Those in nuclear fantiltiekave a higher percentage

of 6cand6t sayd (37%) and 6nod (21%) in compari st
and 16% for 6nod for bett er Thus,(omtdamiyimayiseraeas n t he
a good support system tolte employee for him to focus upon and perform bettem the WFH

model.
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Male

Female

I

0% 25% 50% T75% 100%
I Yes B No B cCan'tSay

Figure22Y DSYRSNJ RAal 33INB 3l GA 2y @obuctiy difrirgy Eusrén
WFH model

Married

Unmarried

0% 25% 50% 75% 100%

I Yes M No B Can't Say

Figure23¥ al NAGFE &adlF ddza RA&FIINBIALGAZYy 2°
during current WFH model

Nuclear

Joint

I
0% 25% 50% 75% 100%

M Yes B No B Can't Say

Figure2dY Cl YAf & Gel)S RA&FIINBIAFLGAZ2Y 2F SY
current WFH model
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Grade disaggregation of data on better productivity has similar trends to feelings about WFH for grades

3, 4 and 5. More of grade 5 employees reported better productivity in comparison to grade 3 and 4

employees.
Grade 3-4 38%
Grade 5 ST%
]
0% 25% 50% 75% 100%

Yes B No M Can't Say

&b
QX

Figure26.DNJ RS RA &I I3aINBIAF A2y 2F SYLX288SaqQ N
model
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c. Positive Aspects of WFH

Figue27s hows empl oyeesd6 response t o pOverthredfourth as pecf
of all sampledrespondents repogaving time and energy spent in commute or getting {€a&b),

location flexibility and independence (75%), and how the WFH has aided in buildirgpeétience,

selfgrowth and the ability to face challenges alone (73%). Easier to bring up young ctditienis

the least reported positive aspect. This could be due to more than half of all employee respondents not
having any children.

Easier to bring up young children 47%
Better work life balance 50%
Flexible working hours 58%
Adequate family time 59%
Considerable financial savings 61%
Promotes thinking and working independently: 63%

Better health - physical and emotional (due to improved diet, exercise,

0
sleep, family time etc.) 67%
No stress related to travel breakdown, attendance, punctuality'ete 68%
Working with home comfort 71%
Aids self-confidence, self-growth and ability to face challenges alone 73%

Location independence (Fulfilling work responsibilities evenm‘

locations other than Mumbai)

Time and energy saved (no getting ready, no commute required EiIIEEEEEEEEEEY -7

Figure27 Positive aspects experienced by employkesg current WFH modéinultiple response)

Since WFH was introduced and employees have had more opportunity to have flexible working hours

not bound by commute, traffic, office hours, etc., fig2@shows whether flexible working hours as a

positive aspect of WFH results in betseif-reportedoro duct i vi ty based on empl o
of experiencePurwanto et al (2020nlso found common positive aspects of WFH in their sample to

be flexible working hours, saving resources, time and energy spent in commuting, and minimised
commuting inducedtressOf those who reported flexible working hours as a positive aspect of WFH
during pandemi c, 54% report better productivity
wh o r e p dhistmaydsugyest that lack of commuteand a flexible office structure may

contribute to better productivity based on empl o

7 Purwanto, Agus, et al. "Impact of Work From Home (WFH) on Indonesian Teachers Performance During tHEO®andemic: An
Exploratory Study.'International Journal of Advanced Science and Techna?8dy (2020): 623%5244.
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= Yes = No = Can't Say

Figure28: Response to bettgaroductivityby employeesvho reported flexible working
hours as a positive aspeat WFH (n = 102)

Gender Analysis

Figure29 depicts that significantly more female employees (67%) reported time and energy saved as a
positive aspect of WFH in comparison to male employees (54%). A similar trend can be seen for no
stress due to travel, etc., flexible working hours and better kfetdalance when comparing male and
female employees. Since a majority of employees live in joint families, it may be common for female
employees to have other household responsibilities towards family members in comparison to male
employees. Thereforehdse positive aspects likely have a more substantial effect on female
employees

20
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0% 25% 50% 75% 100%
. Agree I Neutral M Disagree

CA3IdzNBE on wSalLkRyasS G2 aidlidSYSyid abz
as a positive aspect of WFH

0% 25% 50% 75% 100%
. Agree I Neutral B Diasgree

CA3IdzNBE omY wSalkyasS (2 aidlidSYSyid &veH

0% 25% 50% 75% 100%
. Agree I Neutral M Disagree

CAIdNE oHY wWSALRYAS{HZF Sabl(syoeE ¢.a5i 22



\
Male 53%

Female m
!
0% 25% 50% 75% 100%
Agree I Neutral B Disagree

Figure33wSalLl2yasS G2 aidl-QSyByRS o0 S\dRad iy Faks
positive aspect of WFH

Grade-wise Analysis

Grade disaggregation of positive aspects of WFH suggests thatgnaole 5 employees reported

dime and energy savedand @ids in self-confidence to face challenges alo6é& comparison to

grade 3 and 4 employeesOn the other hand, more grade 3 and 4 employees reported location
independence and no stress due to travel, attendance and punctuality, in comparison to grade 5
employees. Grade wise response to promotes thinking and working independently as a posdive as

is similar for grade 5 and grade 3 and 4 employees.

Grade 5 80%
i

0% 25% 50% 75% 100%
Agree I Neutral B Disagree

CA3JIdz2NB onY wSalLkRyasS (G2 adlrdaSySyid ac¢i»
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Grade 3-4

Grade 5

0% 25% 50% 75% 100%
. Agree B Neutral B Disagree

CAIdz2NB opY wSalLRyaSOZZTRRBRSEYVSSSghiza! xR
positive aspect of WFH

Grade 3-4

Grade 5

0% 25% 50% 75% 100%
. Agree I Neutral B Disagree

CA3JIdzNB ocY wSalLkyasS (2 adaqrasSySyd a[ 20
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Grade 3-4

Grade 5
0% 25% 50% 75% 100%
© Agree I Neutral
CAIdzNB oTY wSalLkyasS G2 adlrdisSySyid abz
SGiO0dé a || LRAAGAOGS aLsSod 27 2 cCl
Grade 3-4

Grade 5

25%
. Agree

50% 75%

I Neutral

B Disagree
Figure38wSa L2y as

G2 adrasSYSyid atNBY2GSaA
positive aspect of WFH
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d. Negative Aspects of WFH

Figure 39 depicts the negative aspeofsWFH model ageported by employees. Approximately two

third of all employee respondents repbigher reliance on gadgets and long working hours as
negative aspects of WFH Similar to long working hours, unstructured time schedule (5864
overlapping workhome bounddes (54%) are also highly reported. On the other hand, missing
continuous direction from senior authorities is the least reported negative aspect, suggesting that despite
a complete WFH modelyork communication with teams and direction from senior authorities

has been relatively stable for most employees.

Continuous direction/guidance from senior authorities missing or

reduced 34%

Family work pressure more 40%
Lesser collaborative opportunities 41%

Difficult to manage and maintain accountability 41%

Difficult mental detachment from either work or home related
aspects
No particular work space available (desk/ table/chair/ room) just
for working

49%
50%
Unstructured time schedule 53%
Overlapping work home boundaries 54%
Social isolation and loneliness 58%
Increased distractions 61%
Long working hours I -7 O
Higher reliance on smart phones/laptops and similar gad S - Y L7

Figure39: Negative aspects experienced by employees during current WFH model (multiple respol

Gender Analysis

Genderdisaggregation of more family and work pressure as a negative aspect gfuygests similar

trendsto observed for feelings towards WFH, productivity during WFH and flexible hours during WFH,
whereinmore female employee respondents report higher family and work pressure (43%) in
comparison to male employees (35%)Similar trend can be observed for other highly reported
negative aspects, specifically increased distrac
male employees. As mentioned earlier, this is likely due to women having more household and family
responsibiliies in comparison to male employees, and the inability to step away from them during

WFH.
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a negative aspect of WFH
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Male 65%

Female 63%

0% 25% 50% 75% 100%
Agree I Neutral B Disagree
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Grade wise Analysis

A significantly higher percentage of grade 3 and 4 employees (76%) reported long working hours

as a negative aspect of WFH in comparison to grade 5 employdB3%). A similar, although less
pronounced, trend can also be seen for negatives aspects like social isolation and loneliness and
increased directions at home. On the other hand, a higher percentage of grade 5 employees (36%)
reported continuous directioand guidance missing or reduced in comparison to grade 3 and 4
employees (31%) suggesting that the WFH model in term®i communication and direction has

been more stable for employees who have managerial roles in comparison to employees who are

field facilitators. This is an expected effect for employees who primarily work on field and have a
significant shift in their working structure due to the WFH. Trends for employees who reported more
family and work pressure are similar for grades 3 and 4geatte 5. However, a substantial percentage

A

of grade 5 employees reported O6neutral d (32%) inrn
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WFH
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Grade 3-4

Grade 5
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Grade 3-4

Grade 5
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Grade 3-4 41%

Grade 5 39%
0% 25% 50% 75% 100%
Agree I Neutral B Disagree

CA3IdzNBE npY wSallyasS (2 adladSYSyid aFl YAt

Activities apart from work during WFH

Figure50 shows the activities employees engaged in during WFH outside of work. This question was
asked to better understand the i mpact olfe WFH or
balance. More than half of all respondents reported learning new(6Ri%g), spending more time with

family (65%) and improving their overall health and fitness levels (50%).

69% 65%

50%

34%

24%
B = =
| ]

Learn New Spending More Imporving Giving more More Nothing Other
Skills time with Health and time to hobbiesinvolvement in Specific
Family fitness levels  (reading, social worl

gardening, etc) activities/ help
those in need/
distress

Figure50: Employees report the various activities which they have spent their time on apart fror
(multiple response)
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80
70
60
5
4
3
2
1

o O O

21

o O

75
64 67 64
54
47
I I 1
Learn New Skills  Spending time with  Improving health More time in hobbies Social work
family and fitness involvement

m Male mFemale

Figure51: Gender disaggregation of various activities employees spent their time on apart from
(multiple response)

Gendercomparison on top five activities in spare timering WFH suggest that fewer female
employees, across all activities listed, have spare time outside of work in comparison to male
employees. This is likely due to family pressure and responsibilitiespatetein previous graphs
Disaggregation on the basis of family type suggests that while those living in nuclear families have
more time to improve health and fitness, pursue hobbies and involvement in social work in comparison
to joint families, more emndpyees living in joint families reported spending time with their respective

families.

80
70

68 66 66
58

60
50 * 22
40 33 32
30 20
20

0

Learn new skills ~ Spending more time Improving health and Giving more time to More involvement in
with family fitness levels hobbies social work

Row Labels
Nuclear m Joint

Figure52: Family type wise disaggregation of various activities employees spent their time on apal
work (multiple response)
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Aspects of office that employees miss the most

When asked what aspects of working in office do employees miss the most in the current WFH model,
81% reported workig and enjoying the learning process together, followed by 72% reporting positive
atmosphere of office space, and 70% reporting time spent with colleagues during breaks/lunchtime.
About half of the respondents al sfromhome Bimceé &8 d &6 me
significant percentage of employees live in joint families and/or have responsibilities towards children,

a downside of WFH is lack of personal space and time.

90% 81%
80% 20
70%

60%

70%

50%
50%

40%
30%
20%
10%

0%

Working and enjoying the The positive atmosphere Time spent with Me time (Personal space
learning process together of office space colleagues during away from home)
breaks/lunchtime

Figure53 Employeeseasponse to various aspects of office that theythessost (multiple response

Gender comparison of this data point shows that more female employees miss working and enjoying
the learning process together, celebrations in office and a positive atmosphere in office than male
employees, and more male emy®es miss field visits, spending time with students in school and time
spent with colleagues compared to female employ&esie wise comparison suggests that more grade

3 and 4 employees miss working and enjoying the learning process together, figltivisispent with
colleagues and positive atmosphere in office in comparison to grade 5 employees. However,
significantly more grade 5 employees report missing time spent with students in schools in comparison
to grade 3 and 4 employees. This is likelyedo the fact that a majority of grade 5 employees include
field facilitators who are directly involved with beneficiaries, in comparison to grades 3 and 4 which

include more managerial roles and responsibilities and less direct interaction with studehtsls.
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70
59
60 54
50
40 37 34
31 31 29
30 24
21 21
20 14 1
10 I
0
Working and Field visits Spending time  Celebrations in  Time spent with Positive
enjoying learning with students in office colleagues atmosphere of
process together school office

Grade 3-4 mGrade 5
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3. Health related changes during WFH

a. Health issues facediuring WFH

Figure56 depicts health issues faced by employees during WFH. Most employees did not experience
breathing issues, and changes in blood sugar, blood pressure and cholesterol levels. However, more
than half of the respondents reported experieneiyg related issuespine related issues, sudden
change in weight, sleep related issues unexplained pains and nausea, frequent cough and cold, and mild
fever. Of these, eye and spine issues waperienced to a large extent by respondents. This is likely

due to reliance orgadgets (smart phones, tablets and computers) to do all work including
communications, brainstorming and other meetings during WWien asked about the reasons for

these health issues, the top reasons according to respondents were stress (46%0)itedsuairatrds

health (43%) and untimely lunch and/or dinner hours.

m To a Large Extent m To Some Extent m Very Little ® None

Breathing issues/BreathIessnessi?o/

Change in Blood Suser Leve AN Low R
Change in Bflroec;du(_I:‘?’nrfflsuucrtielﬁi\genlg)High/Low or i6o/
Changes in cholesterol IeveIsiS%

Frequent cough and cold/running nosei 15%

Body heaviness/stiffness a 23%

Unexplained paigic(jrclitienaedsasche etc.), nausea 794 26%
Slepp Related suedinsonaliiouble falling
Sudden Changdeeicnrevgzieg)ht (increase or 10% 28%

Spine Relateds[I)sosnudeysl(i?izlcgtgshe, neck ache, 20%%

Eye Related Issues (Eye @ o 5
Fatiguelirritation/pain/dryness etc.) 31% 13% 39%

Figure 56: Health issues reported by employees during WFH
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47% 46%
46%
45%

44% 43%

43%

42% 41%

41%

40%

39%

38%

Stress Casual attitude towards Untimely lunch and/or
health dinner hours

Figure 57: Top reasons for health issues reported by employee

b. Gender Analysis of Key Health Issues Emerged

A significantly higher percentage of female employees reported eye related issues (eye
fatigue, irritation, pain and dryness) and spine related issues (backache, neck ache,
spondylitis) in comparison to male employeesMore female employees reported sleep
related issues, as well, however, the difference between males and females is less pronounced.

Male | 11%

0% 25% 50% 75% 100%

B None

Toalarge extent I To some extent/very little

Figure 58: Gender disaggregation of eye related health issues reported by employees duri
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0% 25% 50% 75% 100%

Toalarge extent I To some extent/very little Il None

Figure 59: Gender disaggregation of spine reldtedlth issues reported by employees durin
WFH

Female

0% 25% 50% 75% 100%
Toalarge extent I To some extent/very little I None

Figure 60: Gender disaggregation of sleep related health issues reported by employees (
WFH
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c. Positive impact of WFH onoverall health

Figure 61 shows50% of all employee respondents reported feeling more fit and happy as a positive
effect of WFH on theioverall health. 40% report having better stamina, and 27% report sound sleep.

However, 17% also report that they do not see any positive impact ofdVEteir health.

Feeling more fit and healthyEEE—

Better Stamina 40%
Sound sleep 27%
Reduced aches and painSHNZ67
| see no positive impactilNI7n
Increased appetite INNEEENENNNIEZN
Other 4%

Figure61: Positive impact of WFH on health according to the employees (multiple respons

58
44
42
37
30 s 28
22 23
I I : II

Better Stamina Feeling more fit andReduced aches andincreased appetite  Sound sleep
healthy pains

70

60

50

40

3

o

2

o

1

o

o

m Male mFemale

Figure62: Gender disaggregationgsitive impact of WFH on health according to the employe:
(multiple response)
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4. Effects of WFH on Employees

Overtwo-third of all respondents repatl positive effects of WFHisted in the survey questionnaire.
On the other hand, approximately 50% or more employees also report negative effects GtafdeH (

figures 37 and 38)Gender diaggregation of the data is presented below aadegwise analysis of
effects of WFH is attached in the annexure

I feel am able to cont ri DEENIMICHEYbIENtNerNt o 24%y wor k i n
I wish WFH (during pandemic) continues in future alSoRNe3Zcmmmmn 37%
I have developed better r e |latlilonsScd%psS@inth my6% o f fi ce col
I have become more or gani sicldsSliNncGeY% WEHIN(dW r i 31866 pandemi c)
| feel more confident of handling office tasks independently nGIWEN78Z0mmm. 22%
I find myself more efficient and focussed N7 22%
I have devel oped a posi tHiVEmatiinigoadenntionwvar da%c hal | engi
| feel more productive in WFH (during pandemic) modelliiiiiiiiiin74% . 26%
I feel grateful for bei ndiiSiaficnaiiggyoimeiaiummimn d6% hi s i nf
I am feeling more energet i NS %MIaVIENNN no33getti ng dre
| feel more happy IEN727— 28%

| feel more relaxed ING7Y0 33%

0% 20% 40% 60% 80%  100%  120%

m To a Large Extent/ To Some Extent = No Effect

| tend to feel tired/exhausted without reasRIIIIIINZO N 51%
| feel stressed due to the uncertainty NS 7% 43%
| have started facing trouble concentrating and/or remembering thiigsIIS2% 48%
I have started facing trouble thinking and/or making decisiGhsSI NS0y 41%
I tend to feel scared due to covid19 infectidAIIIIIIEENGOZ . 40%
I am unable to focus on a particular job at hand due to muIti-taskin_ 23%
many things. 0
I have frequent mood swingSEING2% 38%
| feel sad most of the timeSIIN46% 54%
| feel frustrated at timesEINS7% 43%
WFH (during pandemic) has made me more irritable and restleSSIIIN46% 54%
WFH (during pandemic) has made me somewhat lethargic beir_ 25%
home for days together 0
0% 20% 40% 60% 80% 100% 120%

B To a Large Entent/ To Some Extents No Effect

Figures 63 and 64: Positive and negative effects of WFH reported by employees (multiple resp 4@



a. Gender Analysis of effects of WFH

Gender disaggregation of employees6 resggestsse t o
similar trends across madad female employeeklowever, thalifferences between male and female

empl oyees6 r es pon gdwingtWiH ib & revieus questioerd mard proaourtced

This could be due to the fact that the survey question on productivity was dirdatly eespondents

to assess their productivity, whereas this data point is a component of a multiple response type question
on overall effects of WFH. More than 50% of male and female employee respondents report inability

to focus on a task due to mdieiking as an effect of WFHhowever, aslightly higher percentage of

femaler e s p o rmrapa@tihts B1 Somparison to male employe@ser two-third of male and female

employees wish that WFH continues in the future

Male 26%

Female

2

0% 25% 50% 75% 100%

To a large extent I To some extent B None

CA3dzZNB cpY DSYRSNJ R
Y 2

0% 25% 50% 75% 100%

Aal 33aINBIFGAZ2Y 2F SYLI
RSt ¢

To a large extent I To some extent B None

CA3Jdz2NB ccY DSYRSNJI RA&FIIANBIALIGA2Yy 2F SYLIX :
220 0 KFIYR RdzS G2 Ydzt GAGIE &
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Male 19%

0% 25% 50% 75% 100%
To a large extent I To some extent B None
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5. Challenges faced by employees buring WFH

a. Work related challenges of WFH reported by employees

Work life balance (77%), making work visible (74%) and burn out related to long hours and over
working (74%) are the top work related challenges reported by employees. Other challenges like
stress/anxiety, lack of egressing moments team work coordinatése also highly reported either to

a large extent or to some extefigure 43 shows the top three reasons of burnout.
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Work life balance

Making work visible

Lack of open communication with co-workers leading to declir*_m_
clarity

Lack of constant guidance and direction from person/s you repofto= T g

Difficulty switching off from office work [T eee

Lack of designated work space at honie = e e

Lack of privacy at home
Lack of de-stressing moments during breaks (which used tw

effective in office)

Burn out (related to long hours and over working) R 77 e 2e%

Stress/anxiety A7 29%

Team work and co-ordination challengSHN /7 299 e

Lack of workplace culture/atmosphere at home T e
0% 20% 40% 60% 80% 100% 120%

m To a Large Extent/ To Some Extent m No Effect

Figure 68: Work related challenges during WFH as reported by employees

40%
39%

37%

Long working hours Stress related to high No work life balance
work pressure due to
deadlines

Figure 69: Top three reasons of burnout reporte@omployees
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Reasons for burnout

Reasons for Burnout

No burnout faced during WFH
Separation from family, as | live alone/awa§lcIlA
Long working hours
More housework due to absence of help/suppBlEE 2=y
Health related issueJIIIFZT e
Stress due to financial problems/uncertaintiESHIIFZFIN
Stress due to family level issues/challengESHINNESE ey
No work life balance
Stress related to high work pressure due to deadliiESSHEVA T
Unequitable distribution of work INIEEEEEZEE27amme

0 10 20 30 40 50 60 70 80 90

H Male (%) m Female (%)

Figure 70: Gender disaggregation of reasons for burnout (percentage)

No burnout faced during WFH IEEEET 7
Separation from family, as | live alone/awa§aliRe eIy
Long working hours
More housework due to absence of help/suppoitllZE I A
Health related issueSIINIFZZSNE
Stress due to financial problems/uncertaintieSHIZ Nz
Stress due to family level issues/challengESIEIIN Ty
No work life balance
Stress related to high work pressure due to deadliiESSHIEEIEGEGEEEE -
Unequitable distribution of work INENFZZEEN

0 10 20 30 40 50 60 70 80 90

B Grade 3-4 mGrade 5

Figure 71: Grade disaggregation of reasons for burnout (percentage)
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b. Gender Analysis

To triangulate and further analyse if gender mediates work related challenges like burnout or stress and
anxiety, figuredelowdepict the gender disaggregation of burnout due to long working hours and over
working, and stress/anxiety, respectively. Winilere male employees report burnout to a large extent
(23%) in comparison to female employees (15%), more female employees report burnout to some extent
(58%) in comparison to male employees (5186similar trend can be seen fstress and anxiety and

work life balance, as well.

Male

Female

0% 25% 50% 75% 100%

. Toalargeextent M Tosomeextent W None [ No response

Figure 72: Gender disaggregation of burnout (work related challenges)

Male

Female

0% 25% 50% 75% 100%

Toalarge extent ™ Tosomeextent M None M blank

Figure 73: Gender disaggregation of work life balance (work related challenges)
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Male 21%

Female 18% :

0% 25% 50% 75% 100%

Toalarge extent ™ Tosomeextent W None M blank

Figure 74: Gender disaggregation of stress anxiety (work related challenges)

c. Grade 5 Analysis

Grade comparison of work related challenges suggests that more grade 3 and 4 employees reported
team work coordination as work related challenges to a large extent during WFH in comparison to grade
5 employees by a 4% margin. Significantly more grade 5 employees reported lack of constant guidance
and direction missing/reduced to a large extent or to some extent in comparison to grade 3 and 4
employees. More grade 3 and 4 employees (24%) reported btore@large extent in comparison to

grade 5 employees (17%). However, significantly more grade 5 employees report work life balance

challenges (67%) to some extent in comparison to grade 3 and 4 employees (52%).

Team work and coordination

Grade 3-4 24%

Grade 5

0% 25% 50% 75% 100%

To a large extent [ To some extent B None M blank

Figure 75: Grade disaggregation of teaork and coordination (work related challenges)
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Lack of constant guidance and direction missing or reduced

Grade 3-4

Grade 5

i i
0% 25% 50% 75% 100%

"~ To alarge extent M To some extent M None

Figure 76: Grade disaggregation of lack of constant guidance and direction missing or red
(work related challenges)

Work Life Balance

Grade 3-4 | 14%

Grade5 | 12%

|

0% 25% 50% 75% 100%

~ To alarge extent I To some extent B None B blank

Figure 77: Grade disaggregation of work life balance (work relehtetlenges)
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Grade 3-4

Grade 5

0% 25% 50% 75% 100%

To a large extent I To some extent B None B blank

Figure 78: Grade disaggregation of burnout (work related challenges)

d. Personalchallenges faced by employees

The most common personztiallenges that employees faced during WFH were being disorganised at
home (52%), trouble getting into official mind frame after a break (51%), family issues (43%) and
family interference during office hours (42%kender disaggregation of personal chajksis

presented below and grade disaggregation is attached in the annexure.

60%

52% 51%
50%
43% 42%
40%
30%
20%
10%
0%
Being disorganised at ~ Trouble getting into Family issues (health, Family interference
home official mind frame after  financial, social etc.) during office hours (kids,
a break Sr.citizens, large family

set up)

Figure 79: Top four personal challenges reported by employees during WFH
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Gender disaggregation of personal challenges faced suggestéemate employees faced personal
challenges like trouble getting into official mifichme after a break, family interference during office
hours and inability to cope up with change in comparison to male employees. On the other hand, more
male employees rept being disorganised at home, family issues, long working hours, and poor
personal schedule management than female employees. A significantly higher percentage of male

employees report no personal issues faced in comparison to female employees.

70
60
60
54
49 49
50 a7 46
40 37 36
30 31 32
30 26
25
23 24
20
1111 11
) I I I
0
Being Trouble getting Family issues Family Poor personal Poor time  Inability to cope Long working ~ No personal
disorganised at into official interference schedule management up with change hours issues faced
home mindframe after during office management
break hours

® Male ®mFemale

Figure 80: Gender disaggregation of personal challenges reported by employees d
WFH

e. Technical challenges faced by employees

A majority of employee respondents reported issues of connectivity through internet or mobile network
(88%) as a technicalhellenge faced during WFH. Frequent power cuts and laptop/desktop issues
(along with other software and hardware issues) were also highly reported
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Frequent laptop/desktop issues (software as Wel
hardware issues) >

Issues of connectivity (internet/ mobile networ 88%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Figure 81: Top three technical challenges reported by employees during WFH
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6. Coping Mechanisms Useduring WFH

a. SBF as anorganization: coping strategies during WFH

More than 80% of all respondents agree or strongly agree toofing strategies introduced and
implemented by SBF/SMF as an organisatiottackle challenges faced by employees during WFH.
More than 90% of all respondents agree that employee friendly policies were implemented by the

Human Resources department in the organisation.

m Strongly Disagree/ Disagree” Strongly Agree/ Agree m Neither Agree nor Disagree

Promoting non-work interactions among staff throu §ilto

. ) 81%
informal events, celebrations etc. 12%

Encouraging and promot iM% 60ut of the bo8>io}3 thinkin
to facilitate offline to online transition C14% | ?

Complete trust and freedom to work by the leaders /Mo

and top management 1 10% 83%
Reaching out to/Connecting with families throudi8% —
wellness calls, events, activities etc. 12%
Good and steady technical support-i 87%
Generating more learning opportunities by organisifi§% 88%

webinars, events etc. 9%

Maintaining the fAHappy Mnd cul tured evengdyn Virtu

model 9%
. . 8%
Medical support to staff and family members 88%
8%
. " %
Timely and critical support by top management 88%
9%
. . . FB%
Employee friendly WFH policies by HR vertical 91%
-)0

Figure82Y 9 Y LJX 28S5S8SaQ NBalLkRyasS (G2 O2LMAy3 ai

51



b. SBF employees: coping strategies during WFH

Approximately twethird of respondents reportedaintaining transparent communication and
staying selfmotivated as individuallevel coping strategiesemployed by them. More than 50%
report taking help from HR without hesitation, drawing clear boundaries from home and office
responsibilities, limiting distractions to stay focusam open discussions with family members on
needs and gport.

m Never/ Rarely Always / Often  m Somtimes

Practicing self-care for physical and mental fitness (stay /G ELZM
positive, Meditation, exercise, cooking, reading etc.) p——22%n

. . . 30% |
Taking leaves intermittently as a brea= 40%

Taking help from HR team as and when required with GUESELZM
hesitation L 22%

59%

59%

Promoting non-work interactions among staff throu Gii—i:l7

0,
informal events, celebrations etc. o 26% 46%

Open discussions with family members about needs andii@mkLZM

support L 25% 60%

Maintaining transparent communication (Sorting out issIS&VA%ZME 70
through face to face intmesmam@aggmons wi th co?lﬁ’eagues

Effective Time managemen! 0 60%
S 26%
. | 160, |
Short term planning for you and your team. 55%
S 29%
Drawing clear boundaries between home and offiSSEEEFZE 549
responsibilities T 26% ?
- . . [ /% |
Limiting distractions to stay focuse 57%
. . L 1/9% |
Staying self- motivated 67%
Remaining connected with colleagues to avoid feelingiE——i<7 29%
isolation o 26% 0
. . . N 0% |
Setting a fixed daily schedule and following it stnctx : 57%

Figure83Y 9 VYLJ 228SSaQ NBalLlRyaS (2 edopbydasy 3 ail

52



Gender Analysis

Gender disaggregation of coping strategies implemelmyedmployees suggests tharore female
employees in comparison to male employe@smplement coping strategies such as staying self
motivated, effective time management, maintaining transparent communication, and having
open discussions with family members about needs and supporBignificantly more male
employees (26%) almost never ustaying seHmotivated as a strategy in comparison to female

employees (10%).

Male 26% ’ _
0% 25% 50% 75% 100%

Rarely/Never B Sometimes B Often/Always

Figure 84: Staying seffiotivated as a coping strategy implemented by employees

0% 25% 50% 75% 100%

Rarely/Never ! Sometimes B Often/Always

Figure 85: Effective timmanagement as a coping strategy implemented by
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0% 25% 50% 75% 100%
 Rarely/Never # Sometimes B Often/Always

Figure 86: Maintaining transparent communication as a coping strategy impleme
by employees

Male | 18%

0% 25% 50% 75% 100%
 Rarely/Never ! Sometimes B Often/Always

Figure 87: Open discussion with family members about needs as a coping stra
implemented by employees

54



Grade Analysis

Grade disaggregation of coping strategies employed by employees during WFH suggests that
significantly more of grade 3 and 4 employees often/always use strategies like staymgtiseifed,

effective time management, maintaining transparent communiaatbopen discussion with families

in comparison to grade 5 employees. 79% of grade 3 and 4 employees frequently use staying self
motivated as a strategy in comparison to 61% of grade 5 employees. 66% of grade 3 and 4 employees
use effective timeamanagemenin comparison to 54% of grade 5 employees. A vast majority of grade

3 and 4 employees (83%) maintain transparent communication as a coping strategy to overcome
challenges during WFH in comparison to grade 5 employees (59%). Similarly, 66% of gradé 3 and
employees report open communication with their respective families in comparison to 56% of grade 5

employees.

e s e
| e e

0% 25% 50% 75% 100%
Rarely/Never B Sometimes I Often/Always

Figure 88: Staying satfiotivated as a coping strategy implemented by employees

0% 25% 50% 75% 100%

Rarely/Never I Sometimes B Often/Always

Figure 89: Effective timmanagement as a coping stratggmplemented by employees
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Grade 3-4 1%

Grade 5 14%

0% 25% 50% 75% 100%
Rarely/Never I Sometimes B Often/Always

Figure 90: Maintaining transparent communication as a coping strategy impleme
by employees

Grade 3-4 | “’ﬁ

0% 25% 50% 75% 100%
Rarely/Never I Sometimes B Often/Always

Figure 91: Open discussion with family members about needs as a coping stra
implemented by employees
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Qualitative Insights
Insights on Hybrid Model

Whenaskedaboute mp | o thaughtsod a hybrid working model(work from homeandin office) in
thefuture,65%thoughta hybrid modelwill work whereagust overonefourth of therespondentwere
notsure eitherbecause¢heyaremoreinclinedtowardsa completeWFH model,or becaus¢heywould
prefergoing backto a preeCOVID office format. 7% employeesnine in total, think a hybrid model
may not work in the future. Similar to the reasoningor 6 C a 8 & ytheseemployeesare unsureof
either going back to office or continuing remote working. Qualitative insights on hybrid model
preferencearepresentedbelow

Preference Towards Hybrid Model
in Future

28%

65%

mNo =Yes = Can'Say

Figure 92: Preference towards hybrid model
the future

1. Respondentswho said 6 y evbel askedwhether a hybrid model would

work in the future

Of 84 employeeswho think a hybrid model would work in the future, approximately30% do not
elaborateor commenton why they think this model would work. The remaining70% e mp | oy e e s 6
reasonindgor a hybrid modelhavebeengroupednto four maincategorie®f professionabndpersonal
reasonshigherefficiency, necessityfor office/field work, savingresourcegtime, effort andmoneyin

commute etc.),andsafety.
ProfessionalReasons

Higher Efficiency: Most of thosewho elaborate@n why theythink a hybrid modelwould work report

higherproductivity andoverallwork efficiencyin a hybrid modelwhich would allow themto meetin
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office for ideasharing brainstormingsocializingandtakingothercritical decisionn projects aswell
ascontinueto work from homefor otherdeskbasedasksandsavetime andeffort spentin commute.
Similarly, someemployeeseportthattheywould prefergoingto schoolsandthe communityfor field

work, butthink thata hybrid modelwould work for therestof thetaskswhich canbe doneremotely.

Necessityfor Office/Field Work: Due to SBF/SMFp r o g r astapeasdanultiple stakeholders
involved, a hybrid modelwill be moresuitableaccordingto the respondentfor when office-basedor
onfield work is required Fewemployeeseportalreadyfollowing a hybrid modelwhereintheywork
remotelybut alsoonfield. However,onceschoolsreopenprield work maybe necessaryMoreover,
thosefacing technicaldifficulties during the WFH phasefor instancewith their devicesor wi-fi, may
beableto cometo office andresolvethem.

PersonalReasons

SavingResourcesWhile similarto thehigherefficiencyreasoningsomeemployeeseportedoersonal
advantagesf a hybrid model whereinon dayswherethey canwork from home,they would saveon

thetime, effort andmoneyspentin commute gspeciallyto do taskswhich canbe doneremotelysuch
asdataentry,makingphonecalls,reportwriting, etc. Somesuggesthatthisin turnwill haveapositive

effecton their work-life balancestressandoverallwork productivityandefficiency.

Safety: Not havingto worry abouttheir healthand their family memberstsafety by leaving home
frequentlyduring COVID-19 was alsoreportedas a key reasonasto why employeeghink a hybrid
modelwould work. However,someemployeesgdespitesayingdyes reportconcerngor safetyin the

hybrid modelduring COVID-19 andshowsomehesitancyin working from office or onfield.

i T h r MrHtheinteractionsarelimitedwiththet e a m é&dotesd discussionddeasharing,
brainstormingis less.Generallyonline meetingsare point to point and theytake more energy.

Hybrid modelwill begoodasit will balancethe pointsthatWFHdoesn'tt o v er € 0

i ¥s,of courseit canhappernbecauseave havebeendoingour officework from homefor thelast
oneyear.Andgiventhe currentsituation,our officework is beingdecidedand nowthat schools
are closedagain, we mayhaveto teachstudentsonline again. Andif thereis somefield work,

youhavetogetout . 0

fi Hy bmodetis goodfor our safetyhealthduring pandemidut officevisit [also hecessaryor]

planningduringevent& act i vi ty. . . 0O
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2. Respondentswho said &cand say Gwhen asked whether a hybrid model

would work in the future

Of 129 employeedrom the study, 36 employeeg28%) reportthat they are unsurewhethera hybrid
modelwouldwork in thefuture.While 27 of theseemployee$75%)do notelaboratenwhy theythink
so,theremainingemployeeprimarily reportthe concernsliscusse@bove Safetywhile COVID-19is
still a threatand widespreadn mostpartsof programmemplementationstatesremainsa causefor
concernOntheotherhand,somereporttheneedfor office-basedvork and/orfield-work activitiesand

its impacton programmeeffectiveness.

3. Respondentswho said o Gwhen asked whether a hybrid model would

work in the future

Nine employee$7% of all respondenteporté n wh@naskedvhetherahybridworking modelwould
work in the future. Similar to the reasondor 6 ¢ asa ythéseemployeesare concernedabouttheir

safetyduringCOVID-19. Two employeeseportcompleten office/onfield work.

"Day by day[the threatof] coronais increasingsoit is dangerousogotoo f f i c e é 0

fi Wo r lomarhyprid modeldepend®n howthesituationof COVID-19is whereweare living,

whatthecurrentsituationisinourar e a . 0

i Af €QVIDI don'tthink[we require] WFH becauset is a solutiononly during COVID-1 9 .
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Suggestiondy Employeesto Make WFH Better

Of 129 employees,only 20 (15.5%) provided suggestiondgo make WFH more comfortableand
productivein caset is extendedy afew months A majority of thesesuggestionarefrom respondents
whosaido y dosadybridmodd, primarily fromthosewhoreportedhigherefficiencyandproductivity
in hybrid model.While all suggestionseportedarementionedelow,thetwo recurringsuggestionsre
on having fixed office hours (and associateccommunicationon emails, WhatsApp, etc.) and the

possibility of keeping Saturdays either non-working or reducing working hours.

Suggestions

KeepSaturdaysonworking or half-dayfor betterwork-life balanceandpersonatime.

Office hoursshouldbefixed andall communicationshouldtakeplacewithin thesehours.

Limit WhatsAppmessagesallsetc.to office hours.

All teammemberdo meetin personatleastoncea -weekduringoffice days.

Appraisalsandappreciatiorof high performanceemployeeseedto beconsidered.

A =4 =a =4 =4 =

Monitoring andtrackingof e mp | o atteneandayorking hoursandproductivityonline

throughvirtual platformsmaybedone.

1 Valuableworkshopsgcoursesandlearningfor employeeshouldbe organised.
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Recommendations and Study Limitations

Recommendations

a.

There is a positive attitude towards the WFH model, at an overall level of the organisation.
However, it is essential to see the aspects which each employee in each grade deem
essential. For examplat is essential to understand the reportingladk of better
productivityby Grade 3 employseGrade 3coordinates their teams at all levels and they
might need a system where interactions and reaching out to each team member is easier.
Additionally, the same grade employees report that a hybrid model will work best in the
post COVID era.

More grade 5 employees reported feeling happy about WFH, having better productivity
during WFH, and positive aspects like time and energy saved and aidscorgelence

to face challenges in comparison to grade 3 and 4 employees. Work structure was likely
most disrupted for grade 5 employees like field facilitators and coordinators who work
directly with beneficiaries and other key stakeholders. However, savingsoarces and
building their technological skills to continue work contributed to their perspectives on
WFH. In the future, a hybrid model with dield and WFH tasks may be ma#icientfor

and preferred bgrade 5 employees.

Negative aspects of WFH bkksocial isolation, increased distractions at home, and long
working hours have a significant impact on grade 3 and 4 employees. Since these grades
also reported higher burnout, making provisions to address these effects, which would
likely impact their matal wellbeing as well as work productivity in the longer run, may be
required.

Morefemale employeeare living in nuclear families in comparison to males, whilay
suggestdess shared responsibility for household choFesmily and other household
responsibilities have a significantly greater impact on female employees in comparison to
male employees in terms of welike balance, productivity and general feelings about
WFH. These factors will have to be taken into consideration for any WFH/Hybdelmo
policies.

A hybrid model may al so serve as O6middl e
Positive aspects of WFH are more pronounced for female employees likely because they
can allocate more time to their household responsibilities without having to deal with

exhaustion of commute and travel. On the other hand, more female employees @esd repo
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negative aspects like increased distractions at home and family work pressure, which
suggests that while women have more time and energy to assign to their family
responsibilities, a complete WFH model may also cause hindrdoee to these
responsibities. A hybrid model may be especially beneficial for female employees to
retain positive aspects of WFH, as well as address the challenges of WFH.

Since more male employees have time to learn new skills or take up other hobbies apart
from work than femig responsibilities, again likely due to inequitable household
responsibilities, workshops and online courses can be offered to all employees (with a focus
on female employees) to provide them with an opportunity to cultivate more skills and
hobbiesoutsice of work.

. Health related issues reported by employees need attention with eyes and spine related
issues reported at physical and stress being reported at psychological level by majority of
them

. Challenges faced by employees and coping strategies adpptedm during WFH can
support the HR to build policies and activities around the experiences of employees.
Suggestions provided by employees on making WFH more comfortable and productive, as
well as the qualitative inputs on hybrid model can suppoitiiéo build policies on future
working structure.

The issue of facing burnout which is reported by 40% of all employees would enable
building policies which also separates work from home and creates building holistic
boundariesDifferent strategies may lrequired for employees from different grade

. To understand priorities of each grade, a triangulation technique of grade wise random
interviews or smaller surveys might bring out contexts of employees better especially if the
organisation wants to look atgrade wise polies.

Scoping out perspective of WFH might also be useful, as an organisation who is at their
nascent stages of operating WFH, employees might be still confused/ biased towards

perspective of Opr ediswotki vi tyo, ofl exibilit:
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Limitations

a. Not all employees participated in the survey.

b. Although the survey was anonymous and confidentiality of information was completely
assured, taking into account the external challenging conditions due to COVID19
pandemic, some response bias may be expected particularly w.r.t. sensitive questions, since
the study has been carried ouhiouse (Questions /categories where possibility of response
bias cannot be ruled out have been highlighted in the tool as suggested by the HR team).
Attempts have been made to keep the response bias to the minimum by

1. Ensuing an overall neutral tone to the entire survey instrument

2. Deploying 5 point Likert scale instead of 3 (giving fair and increased opportunity
to report negative responses if any)

3. Using combination of alternate positive, negative and neutral responses/elye
within the categories of the same question.

4. Keeping the survey anonymous and data confidential.
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Annexure

A. Employee Grade Structure and Corresponding Designations

Employee grade structure and corresponding designations

Grade Designation

I CEO

Il Vice Presidento General Manager

i Assistant General Manager Manager

vV/Vv IV - AssistantManager taCoordinator
V- Team Leadeto Facilitator

vV/V Consultant
Field Facilitator

B. Demographic Profile

Employee gradedisaggregation by Age

Frequency
Age Consultant grade 2 Grade 3 Grade 4 Grade 5 Total
21-30 years 1 0 0 2 65 68
31-40 years 4 1 5 13 21 44
41-50 years 2 2 7 2 4 17
Total 7 3 12 17 90 129

Grade disaggregation of number of years employees haworked at SBF/SMF

Frequency
1-5 6-10years 11-15years 16 or more years Grand
years Total
Male 40 10 7 0 57
Female 57 10 3 2 72
Grand 97 20 10 2 129

Total
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Grade disaggregation of number of years employees have worked at SBF/SMF

Frequency
1-5years 6-10years 11-15years 16 or Grand Total
more years
Consultant 7 0 0 0 7
Grade 2 1 1 0 1 3
Grade 3 5 1 5 1 12
Grade 4 6 6 5 0 17
Grade 5 78 12 0 0 90
Grand 97 20 10 2 129
Total
Family Type - Grade Disaggregation
Frequency
Family Type Consultant Grade 2 Grade 3 Grade 4 Grade 5 Grand Total
Nuclear 2 1 4 4 27 38
Joint 5 2 5 12 59 83
Staying Alone 1 1 3 5
Other 2 1 3
Grand Total 7 3 12 17 90 129
Gender disaggregation of employee grade structure
Frequency
Row Labels Male Female Grand Total
Consultant 5 2 7
Grade 2 3 3
Grade 3 6 6 12
Grade 4 11 6 17
Grade 5 35 55 90
Grand Total 57 72 129
Grade disaggregation for family type

Frequency
Row Labels Nuclear Joint Staying Alone Other  Grand Total
Consultant 2 5 7
Grade 2 1 2 3
Grade 3 4 5 1 2 12
Grade 4 4 12 1 17
Grade 5 27 59 3 1 90
Grand Total 38 83 5 129

C. Perspectives on WFH
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Disaggregation based on family type and whether employees have children for better productivity

Frequency
Better Have children No children

Productivity Nuclear Joint | Nuclear Joint Staying Alone Other
Yes 4 22 12 22 3
No 1 3 7 10 2
Can't Say 5 11 9 15 2 1
Total 10 36 28 47 5 3

Table: Better Productivity (Disaggregation on the basis of timeéaken to travel to work pre-covid-19)
Row Labels Yes No Can't Say Grand Total
Less than 30 min 5 2 7
30 min to 1 hour 10 4 5 19
1to 2 hours 24 12 16 52
2 to 3 hours 11 10 26
3 to 4 hours 8 2 7 17
More than 4 hours 5 3 8
Grand Total 63 23 43 129

D. Negative effects of WFH: Grade wise disaggregation
WFH has made me somewhat lethargic
Frequency
Consultant Grade2 Grade3 Grade4 Grade5 Grand Total
To a large extent 9 9
To some extent 2 8 8 44 62
None 3 4 9 37 58
Grand Total 3 12 17 90 129
WFH has made me more irritable and restless
Frequency

Row Labels Consultant Grade2 Grade3 Grade4 Grade5 Grand Total
To a large extent 2 12 14
To some extent 2 2 5 8 28 45
None 5 1 5 9 50 70
Grand Total 12 17 90 129

| feel sad most of the time

Frequency
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Row Labels Consultant Grade2 Grade3 Grade4 Gradeb5 Grand Total
To a large extent 1 1 10 12
To some extent 2 1 4 6 34 47
None 5 2 7 10 46 70
Grand Total 7 3 12 17 90 129
I am unable to focus on a particulartask due to multi-tasking

Frequency
Row Labels Consultant Grade2 Grade3 Grade4 Grade 5 Grand Total
To a large extent 1 1 9 11
To some extent 4 8 8 42 62
None 3 3 3 8 39 56
Grand Total 7 3 12 17 90 129

| feel more scared due to covidléhfection

Frequency
Row Labels Consultant Grade2 Grade3 Grade4 Gradeb Grand Total
To a large extent 1 4 4 13 22
To some extent 4 1 4 7 39 55
None 3 1 4 6 38 52
Grand Total 7 3 12 17 90 129

| have started facing trouble concentrating

Frequency
Row Labels Consultant Grade2 Grade3 Grade4 Gradeb Grand Total
To a large extent 2 2 9 13
To some extent 2 1 7 5 39 54
None 5 2 3 10 42 62
Grand Total 7 3 12 17 90 129

| feel more efficient and focused

Frequency
Row Labels Consultant Grade2 Grade3 Grade4 Grade5 Grand Total
To a large extent 2 4 5 26 37
To some extent 4 1 6 11 42 64
None 1 2 2 1 22 28
Grand Total 7 3 12 17 90 129
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| wish WFH continues in future

Frequency
Row Labels Consultant Grade2 Grade3 Grade4 Grade5 Grand Total
To a large extent 2 1 1 2 20 26
To some extent 3 1 10 10 31 55
None 2 1 1 5 39 48
Grand Total 7 3 12 17 90 129

E. Reasons for Burnout

Table 1: Reasons for Burnout (Gender Disaggregation)

Reasons for burnout Male (%) Female (%) Grand Total (%)
Unequitable distribution of work 32 24 27
Stress related to high work pressure due to deadliness 37 40 39
No work life balance 40 35 37
Stress due to family level issues/challenges 35 32 33
Stress due to financigkoblems/uncertainties 23 28 26
Health related issues 25 32 29
More housework due to absence of help/support 11 25 19
Long working hours 44 38 40
Separation from family, as | live alone/away 9 7 8
No burnout faced during WFH 46 40 43

Table 2: Reasons for Burnout (Grade Disaggregation)

Reasons for Burnout Grade 34 Grade 5 Grand Total
Unequitable distribution of work 24 28 27
Stress related to high work pressure due to deadliness 55 33 39
No work life balance 45 37 37
Stress due to familievel issues/challenges 31 34 33
Stress due to financial problems/uncertainties 21 28 26
Health related issues 24 30 29
More housework due to absence of help/support 21 17 19
Long working hours 41 40 40
Separation from family, as | live alone/away 7 9 8
No burnout faced during WFH 31 44 43
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F. Personal Challenges faced by Employees

Personal challenges faced by employees during WFH

Personal Challenges Frequency
Grade 3 Grade 4 Grade 5

Being disorganised at home 1 4 28
Trouble getting into official mindframe after break 7 4 21
Family issues 6 5 50
Family interference during office hours 5 6 39
Poor personal schedule management 4 4 21
Poor time management 4 4 24
Inability to cope up with change 1 2 8
Long workinghours 3 11 36
No personal issues faced 5 11 43
Grand Total 12 17 90
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