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Objectives and Context

e Objectives:

— This tool is meant to help score flexi-staffing (FS) companies on their
performance on gender equity, and identify areas of improvement

— This tool focuses on entry-level outsourced roles in general staffing (i.e., all
sectors except IT/ ITeS)

e Context: This tool

— |Is designed to be used by either the companies themselves or independent
evaluators

— Is recommended to be used annually/ bi-annually to track progress
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How to use this tool

¢ Interview someone in the corporate team who has data and information on business
and key HR policies

e lIdeally interview the HR Head of the company, but in some cases, you could also
interview the CEOQO (for small companies) or a COO/ senior HR manager (for large

companies)

Whom to
interview to
score the
organization

e For each parameter, move to the next column only if there is a tick in the current column
(starting with Score 1). This means:
— If all conditions mentioned in Score 1 are met, give a tick in that cell
— If there is no tick in Score 1, stop scoring the parameter and move to the next
parameter
— Ifthereis a tick in Score 1 and all conditions mentioned in Score 2 are met, tick

Score 2 column
- Ifthere is a tick in Score 1 and all conditions mentioned in Score 2 are not met, stop

How to score scoring the parameter and move to the next parameter
the e Ask all questions related to one parameter and then write the column number where you
organization made the last tick, multiplied by the multiplier number if any, in the “Final score” column.
For example,
- If for the parameter “Diversity skilling”, the last tick is on Score 3, write 3 in the
“Final score”

- If you have not given any ticks for the parameter, write 0 in the “Final score”
- If for the parameter “Diversity targets and KPIs”, the last tick is on Score 3 and
multiplier is 2, write 6 (=3x2) in the “Final score”
e Continue the scoring in a similar manner for other parameters
e Add the “Final score” across all parameters to calculate the total score
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Gender Equity Readiness Scorecard (GERS) for flexi-staffing
companies — Outcome

Gender-diversity
in outsourced
roles

What % of your outsourced staff are women?

Tick if >=5% and | Tick if >10% and | Tick if >20% and | Tick if >35%
<=10% <=20% <=35%

Gender-diversity
in male-
dominated
verticals

What % of your outsourced staff across BFSI, logistics, FMCG & FMCD, are
women?

Tick if <=2% Tick if >2% and Tick if >5% and Tick if >10%
<=5% <=10%

X2
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Gender Equity Readiness Scorecard (GERS) for flexi-staffing
companies — Accountability

Diversity
targets and
KPIs

Have you announced
a gender-diversity
target for outsourced
staff (e.g., company-
wide email, press

Have you assigned
gender-diversity KPls
to your leaders and
managers in 2 or more
functions (e.g., BD,

Have you discussed
performance against
gender-diversity KPls
in meetings at least
twice in the last six

Are financial
incentives of your
leaders and managers
linked to gender-
diversity KPIs?

women for your
company, with
recruiters and
managers (e.g., via
trainings, emailers)?

practices/ benefits of
gender diversity, or
related case studies?

retention of men vs.
women) for your
company using data,
and shared the
findings internally?

release)? HR)? months?
Tick if Yes Tick if Yes Tick if Yes Tick if Yes
Diversity Do you have a policy to recognize recruiters In the last one year, Do you provide a
rewards hiring the most women (e.g., via congratulatory | have you rewarded higher per-hire
and emails, certificates, non-cash rewards)? the recruiter hiring the |incentive to recruiters
incentives most women with a for hiring women
cash prize at least compared to men?
once?
Tick if recognized bi- | Tick if recognized Tick if Yes Tick if Yes
annually/ annually monthly/ quarterly
Diversity Have you internally In the last two years, |Have you estimated In the last two years,
benefits shared the qualitative |have you externally the benefits of hiring | have you published
publication |benefits of hiring published best women (e.g., % your gender diversity

numbers externally
(e.g., website, report)?

Tick if Yes

Tick if Yes

Tick if Yes

Tick if Yes

X2

X2
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Gender Equity Readiness Scorecard (GERS) for flexi-staffing
companies — Capability

development

include your gender-
diversity credentials (e.g.,
mandates fulfilled), and/ or
gender-equity benefits for
clients?

pitched gender-diversity to
10% or more of your potential
clients?

you tracked and reviewed
male-to-female ratio by
verticals/ clients in your
internal meetings?

Diversity- Do you have 15% or more |Do you have any owners to | Has the gender-diversity |In the last one year, has the
focused women in your recruiters? | drive gender-diversity owner implemented at gender-diversity owner
teams initiatives for outsourced least two initiatives for conducted a gender-diversity
staff? outsourced staff in the assessment/ audit of your
last one year? company’s performance?
Tick if Yes Tick if Yes Tick if Yes Tick if Yes
Diversity Does your recruiter In the last one year, have you | In the last one year, have |In the last one year, have you
skilling onboarding include content|trained your recruiters at you conducted any conducted any session for
on hiring and retaining least twice to build their skills |training for your business |your leaders/ heads on
women candidates? for hiring and retaining development team on strategies to improve gender
women candidates? pitching gender-equity to | equity/ reduce gender bias?
clients?
Tick if Yes Tick if Yes Tick if Yes Tick if Yes
Business Do your BD collaterals In the last one year, have you | In the last one year, have | In the last one year, have you

shared solutions for improving
infrastructure/ work culture/
job support to boost women'’s
retention, with at least 10% of
your clients?

Tick if Yes

Tick if Yes

Tick if Yes

Tick if Yes

Employee
support

Does your onboarding for
outsourced staff cover
salary break-up, incentive
structure, and social
security benefits (e.g.,
ESIC)?

Do you provide dedicated
support to resolve queries of
new outsourced women staff
(e.g., weekly check-in,
mentor/ buddy assignment,
on-site support staff)?

Do you provide migration-
related support for
outsourced women staff?
(e.g., accommodation,
travel)

Do you have a policy to
provide financial assistance to
outsourced women staff (e.g.,
salary advances, loans)?

Tick if Yes

Tick if Yes

Tick if Yes

Tick if Yes
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FSG aims to create sustainable impact by demonstrating the
profitability of offering inclusive products, services, or practices

To improve opportunities, agency, and choice for families with low
income by working with companies to serve families as customers (and not
with non-profits to serve them as beneficiaries)

- To demonstrate profitability of offering inclusive products, services, or
Vision practices (e.g., housing, education, employment) that benefit families with
low-income

e Run multiyear programs to address barriers that prevent companies
from offering inclusive products, services or practices

e Talk to thousands of families to understand their needs, aspirations,
and challenges

e Talk to hundreds of CXOs and managers to understand their business,
ecosystem, regulatory and operational challenges

Approach e Co-create, pilot and rollout solutions with companies to address

barriers and profitably scale inclusive products, services, or practices

e Publish and disseminate public goods (e.g., primary research, best
practices, business model) to get more companies to offer the product,
service or practice

e Address ecosystem barriers (e.g., policy suggestions) to make the
market more conducive
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There are multiple barriers that prevent the scaling of
industries serving low-income families

e Weak business model e Lack of market information and

e Lack of capital industry know-how (e.g., customer

e Weak proposition to insights, business model)
customers/producers e Absence or ineffectiveness of

standards (e.g., for quality)
e Lack of hard infrastructure

et A

Firm Value Chain Public Goods

e Weak sourcing and ¢ Inhibitory laws, regulations
distribution channels and procedures

e Lack of support service ¢ Inhibitory taxes and
providers subsidies

e Lack of suitable e Adverse intervention by
labor/inputs politicians or officials
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FSG’s multi-year programs have helped address these
barriers and scale 3 inclusive industries

Early Childhood
Education
(2015-2025)

Women'’s livelihoods
(2020-ongoing)

Ownership Housing
(2006-2016)

~ i \
s VT 5 ~ .
= "t T4
. > |
AT ) . -
= 4 J a
= ! . S
= 4
—— 2 , 4 N -
7 <35 -
X K=
\‘\‘;’ S, Bama ‘ \
Y = | s Y - -~

e As of Mar 2024, the ¢ 9 activity-based learning e 20+ partners signed-up

assets under providers signed-up e Partners increased
management (AUM) by e Partners serving >1,100 women’s participation by 6
Affordable Housing schools and providing percentage points in jobs in
fIBaST)c?Z(%FSﬁ') St1°°d at >170,000 children from ~4 years

o bifion low-income families e 2 industries (i.e., Flexi-

e >30,500 affordable access to ABL staffing and logistics)
housing units built e ~33% improvement in doubled the # of women in
across 130+ projects in learning outcomes since jobs from ~121K women to
23 cities between 2018 for children in PIPE ~274K between 2020 and
Jun 2011-Jan 2013 schools 2024

https://www.livemint.com/companies/former-hdfc-employees-set-up-affordable-housing-finance-firm-weaver-services-11722340563630.html
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Since 2006, the IM team has worked to build the low-income
housing (LIH) industry

Industry status
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Mindset barriers

e Demand for LIH
e Designing, marketing and

Housing market in 2006

Very few developers
building LIH

No housing finance
companies (HFCs) lending
to informal’, low-income
customers

Credit assessment of informal
customers

identifying land parcels for LIH
Only government banks
invited to lend for government
housing

Low-income families (LIFs):
— Don’t want small flats
— Won'’t pay maintenance
— Have irregular incomes
— Inflate incomes

Buildings will become

vertical slums

What we did

Incubated 2 HFCs to
serve informal,

low- income customers
Signed up 4
developers to pilot LIH

Conducted research
across the LIH value
chain

Developed and piloted
new business model

Conducted 3000+
customer interviews
to understand needs,
aspirations, willingness
to pay and challenges
to home ownership

Housing market in 2018

130+ LIH projects in 23 cities (as
of 2013)

22 HFCs lent USD 4.1b in loans to
250,000+ LIFs

Business model for informal
customers established

Business model for LIH
established

HFCs invited to lend to big
government housing projects

“We know income bands for various
informal jobs” — HFC managers

LIFs:

— Investing in flats: “My flat is an
asset for my children”

— Are responsible, credit worthy
customers, as indicated
through low NPAs?

Government providing 5% interest
subvention to boost demand
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As a result of PIPE", children across 1100+ APSs? have access to
ABL3 and have shown a 33% improvement in learning outcomes

Impact to date

¢ |dentified, convinced and
signed up 9 partners to
serve the APS market
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Transforming Education
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EDUCATION COMPANY instrument of

e Developed a profitable
business model for the
APS market

e Published tools, best
practices, reports as
open-source resources
at www.fsg.org/pipe

Q APSs using PIPE partner
solutions

752
578

650
405

# of APSs

2018
2019
2022
2023
2024

*schools closed due to COVID*

1181

9 33% improvement since 2018°

36% 43% 507 450, 48%

2018 2019 2020 2023
Questions® answered correctly by

Sr. KG children
I control APSs [l PIPE APSs

% questions

G Collateral developed

. JUN

w

www. ratta-ya-samajh.com

Raised awareness with 180+
organizations

Influenced funders (listed
below) to support the APS

market

avpn
CENTRAL SQUARE

u FOUNDATION
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Since 2020, GLOW" worked with 2 fast-growing industries to
double the number of women in jobs from ~121K to ~274K

* 153k addition women
in jobs in 2 target
industries (logistics,
flexi-staffing)?3

Private sector engagement Industry-specific toolkits

Partnered with 20+ companies

DELHIVErY QUESS
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Gender equity roadmap

labournet  F»LoaisTic

JZ5.2C0MS (OB | 25

Recruitrant » Staffi

and more...

# employed
(‘000)

Addressed challenges by..

v
274

« Demonstrating business benefits
of gender diversity (e.g., higher
retention)

« Shifting manager’s mindset
(through data, pilots etc.)

« Upskilling managers to hire and
retain women

» Helping leaders set realistic
targets

121

Jun 20 Jun 24
I vae Il Female

+ ~20k additional
women in jobs across
10+ partner
companies

and more...
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Disclaimer

This report has been prepared by FSG solely for the
dissemination of information. The reader shall not use
this report for any other purpose and in particular, shall
not use this report in connections with the business
decisions of any third party and advisement purposes.

The report contains analyses that are intended to
provide high-level information on the subject and are
not an exhaustive treatment of the issues. The
analyses in the report are limited by the study
conducted, geographies surveyed, the time allocated,
information made available to FSG, and are dependent
on the assumptions specified in this report.

FSG accepts no responsibility or liability to any party in
respect to this report. It is not intended to be relied
upon as a basis for any decision and the reader should
take decisions only after seeking professional advice

and after carrying out their own due diligence
procedures, as well as detailed analysis to assist them
R E | M A G | N | N G S O C | A L C H A N G E in making informed decisions. This report is not and
should not be construed in any as giving investment
advice or any recommendation by FSG to the reader or
any other party. The reader shall be solely responsible
for any and all decisions (including implications
thereof) made by them on the basis of this report. FSG
shall not be responsible for any loss whatsoever
sustained by any person who relied on this material.

Q0¢e

This work, except for the images used in the report, is
licensed under the Creative Commons Attribution —
NonCommecial-ShareaAlike 3.0 Unported License.
This copyright allows the copying, distribution, and
display of material except for the images — and the
ability to make derivative works out of it — if credit is
given to the authors, indicating if changes were made,
not using the material for commercial purposes and if
those derivatives are distributed under a similar
agreement.

To view a copy of this license, visit:
https://creativecommons.org/licenses/by-nc-sa/3.0/

BOSTON GENEVA MUMBAI SAN FRANCISCO SEATTLE WASHINGTON D,C
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