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Lodha, India’s Leading Real Estate Developer
Committed to Gender Equality

Women in the Lodha workforce are contributing to India’s journey toward its 2047 goals, helping
build the prosperous nation it promises to be by unlocking the full potential of its women. With a
female labor participation (FLP) rate at 18%, leaders from across Lodha, India’s leading real estate
developer, have a commitment to increase FLP and to demonstrate gender equity through their actions.
Actions include the Head of Sales, in partnership with HR, developing a ‘women in sales leadership
program’ to see more women rising to leadership roles in the company. Several construction heads
mentor graduate engineer trainees, including women, and have supported onboarding female externs to
create professional pathways for women in construction. The Customer Experience department has also
introduced new practices and norms that address the dual responsibilities women manage at work and
home. For instance, team meetings that were previously scheduled in the evenings, are now held earlier,
within office hours to ensure all staff can leave the office on time. These are just some of the many
deliberate actions taken by company leaders to ensure that opportunities and equity for women remain
intact.

Lodha Using Udaiti-Compiled Data for Strategic Decision Making to
Advance FLP

To further its commitment to gender equity and advance female labor participation (FLP), Lodha has
been utilizing data synthesized and shared by the Udaiti Foundation for decision making:

« When Udaiti Foundation released a report showing how 70% of companies have DEl goals and only
around 20% have action plans to reach their goals, Lodha is one such company, with defined DEl
goals. Lodha realized it would better achieve its goals through developing strategies - but in a
company with departments with diverse needs, a one-size-fits-all DEl strategy would not be
effective.

« Lodha was also an early adopter of Udaiti Foundation’s Close the Gender Gap platform, upon its
launch in December 2023, requesting the platform be used to generate a report on FLP in Lodha
with public data.

Taken together, the data and information reported from the Udaiti Foundation gave Lodha
recommendations to refine an ongoing project to establish a female labor participation scorecard. The
scorecard presents key human capital indicators reported in its annual integrated report disaggregated by
departments, gender, age, tenure in the company, and level in the company to have a more nuanced look
at data per department. The report from the Udaiti Foundation spurred internal conversations that
having a scorecard and showing FLP data on core indicators department wide is not enough. To really
move the needle on FLP, each department needs to develop tailored strategies and document actions
and lessons learned, taking up needs for women that resonate with roles, responsibilities and work




culture in their department. In a company like Lodha where departments such as construction
management are extremely different than finance, marketing and legal departments by nature of their
work, developing customized departmental strategies was also thought to tackle differentiated needs
which would be better than a one-size-fits all gender-responsive company-wide strategy for talent
acquisition or learning and development.

The Way Forward

A few select departments with the highest FLP in the company, such as Sales and Customer Experience,
along with departments with potential for growth, such as Procurement, Material Management and
Hospitality, are conducting key informant interviews with the department heads and focus groups with
women from their teams. The interviews and focus groups are helping understand and unpack the
Unnati Scorecard data and all its nuances, and brainstorm ideas for department strategies for women'’s
recruitment and/or increased engagement, learning and development and advancement. These few
selected departments will be finalizing the 2-4 actions for their strategies in the next month. They will
pilot their strategies for 6 months to a year, revisiting the strategies every |, 3 and 6 months to check on
implementation progress against strategies developed.

Lodha serves as an example of how data from the women'’s economic empowerment ecosystem is used
to inform and refine strategic company efforts and initiatives to ensure women'’s increased
representation and needs which are at the forefront of workplace and work culture enhancements -
driving progress towards company-wide and national goals.




