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The relationship between employers and employees has 
undergone a major shift since the pandemic. With massive 
disruptions across workplaces the world over, both 
employees and their employers had to go back to the drawing 

board to work out the new dynamics of their equation. Consequently, 
work-from-home, hybrid work and the like became terms which came 
to be a part of HR jargon in a changed, post-pandemic world. That 
equation has undergone further alterations as companies seek to 
nurture and retain the best talent in an uncertain and increasingly 
challenging business environment. This is also borne out by the India 
findings of the latest ‘Randstad Workmonitor: The Voice of Talent in 
2024’ report, which demonstrates how preferences of the workforce 
have further changed from just wanting flexibility at work and a work-
life balance. Of course, workplace flexibility remains a very important 
area—the report shows more talent in India prioritise their personal 
life over their work life (65% in India against 60% globally). In fact, 
63% wouldn’t even accept a job if they felt it would negatively impact 
their work-life balance, and 66% wouldn’t hesitate to quit if the job 
prevented them from enjoying their life, the India findings show.   

Aside from this, the big ask from employees is the need to future-
proof their skills. With the advent of AI across businesses, the workforce 
is increasingly opting for organisations that invest in training them in 
skills for the future. Three in five respondents said they wouldn’t accept 
a job or would quit one if it didn’t offer learning opportunities to future-
proof their skills. AI, and IT and tech literacy top the areas they are most 
interested in. Organisations are understanding this and investing in 
their employees, realising that if they don’t, the best talent may look for 
opportunities elsewhere. The Business Today-Taggd annual survey of 
The Best Companies to Work For in India reflects many of these trends. 
The top companies in this year’s list demonstrate a culture of empathy, 
the willingness to invest in and provide flexibility to employees and 
embrace diversity and inclusion as key tenets of their HR strategy.

BT and Taggd reached out to salaried employees across sectors. 
This year, the open online survey had more than 43,000 respondents, 
compared to 35,000-plus last year. They rated the companies of 
choice based on people growth initiatives, well-being initiatives, going 
beyond business, and engagement and connect. The list we bring you 
this year scores high on several of these parameters. ICICI Bank is at  
No. 1, followed by Accenture in India at No. 2 and TCS in third place. The 
list is a stellar line-up of companies that place top priority on employee 
satisfaction and growth, emerging as aspirational workplaces. The 
message from the list is clear: organisations that nurture and help talent 
to grow and give their best are the preferred workplaces of the future.  
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the Future
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From time to time, you will see pages titled “Focus”, “An Impact Feature”, or “Advertorial” in Business Today. 
These are no different from an advertisement and the magazine’s editorial staff is not involved in their 
creation in any way.
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COMETH THE SHOWER
THE SOUTHWEST MONSOON—THE LIFEBLOOD OF INDIA’S 
$4-TRILLION ECONOMY—IS LIKELY TO HIT THE KERALA 
COAST IN EARLY JUNE AND IS EXPECTED TO RECORD 
ABOVE-NORMAL RAINFALL THIS YEAR, POTENTIALLY 
HELPING EASE INFLATIONARY PRESSURES

106%  
Of the long-period 
average (LPA) rainfall the 
country is expected to 
receive this monsoon, 
IMD forecasts

15.1%  
Decline (year-on-year) in live 
storage of water in India’s 150 key 
reservoirs—to 64.6 billion cubic 
metres (BCM) in March 2024 from 
76.1 BCM a year ago 

31%  
The probability of occurrence 
of above-normal rainfall this 
monsoon season compared 
to a likelihood of 30% excess 
rainfall, and 29% normal rainfall

Photo by GETTY IMAGES; Text by PRINCE TYAGI

SOURCE:  CMIE ECONOMIC OUTLOOK, IMD

NOTE : Rainfall <90% of LPA: Deficient; 90-95%: 
Below Normal; 96-104%: Normal; 105-110%: 
Above Normal; and >110%: Excess Rainfall 
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 THE  POINT  

TOP BILLING 45% 75%
NOTHING IN THE CORPORATE WORLD EVOKES AS MUCH INTEREST AS THE PAY 

PACKAGES OF TOP EXECUTIVES. DATA REVEALS THAT CEO SALARIES IN INDIA HAVE 
SEEN STEADY, HIGH SINGLE-DIGIT GROWTH EACH YEAR SINCE PRE-PANDEMIC 

TIMES. NOTABLY, PROMOTER CEO COMPENSATION HAS INCREASED AT A FASTER 
CLIP THAN THAT OF PROFESSIONAL CEOs. LET’S TAKE A CLOSER LOOK:

HEFTY WALLETS

CORNER OFFICE PERKS 

SECOND RUNG

IT’S VARIABLE 

WHO GETS HOW MUCH

(9%)

(14%)

THE AVERAGE CEO COMPENSATION IN INDIA HAS 
INCREASED TO `13.8 CRORE, NEARLY 40% HIGHER 
THAN THE PRE-PANDEMIC YEAR OF 2020

OVER THE PAST FOUR YEARS, THE NUMBER 
OF EXECUTIVES EARNING MORE THAN `20 
CRORE HAS DOUBLED IN THE COUNTRY

CHIEF OPERATING OFFICERS 
AND CHIEF FINANCIAL OFFICERS 
CONTINUE TO EARN THE HIGHEST 
SALARIES AMONG C-SUITE 
EXECUTIVES

FOR PROFESSIONAL CEOs, SHORT-
TERM INCENTIVES AND LONG-TERM 
INCENTIVES ARE MUCH HIGHER, AT 
57% OF THEIR TOTAL PAY 

PROMOTERS OF HERO MOTOCORP 
AND SUN TV NETWORK ARE AMONG 
THE HIGHEST-PAID BUSINESS 
LEADERS IN THE COUNTRY  

By RAHUL OBEROI and PRINCE TYAGI  
Graphics by RAJ VERMA
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NOTE SALARY WITH LONG-TERM INCENTIVES 
SOURCE DELOITTE INDIA EXECUTIVE 
PERFORMANCE AND REWARDS SURVEY 2024

  
SOURCE DELOITTE INDIA EXECUTIVE 
PERFORMANCE AND REWARDS 
SURVEY 2024

  
*WITH LONG-TERM INCENTIVES 
SOURCE DELOITTE INDIA EXECUTIVE 
PERFORMANCE AND REWARDS 
SURVEY 2024

  
NOTE *THIERRY DELAPORTE 
STEPPED DOWN ON APRIL 7, 2024; 
FIGURES ARE FOR FY23  
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NOTE DELOITTE INDIA EXECUTIVE PERFORMANCE AND REWARDS SURVEY 2024, WHICH FOCUSSED ON B2B COMPANIES EXCLUDING PSUs, THE 
SURVEY COVERED 400+ INDIAN FIRMS (MOST OF THEM WITH A TURNOVER OF `1,000+ CRORE) ACROSS SECTORS
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al growth. “However, if the conflict between Iran and Is-
rael continues, it would impact crude oil prices as well as 
trade in case of a blockade of the Strait of Hormuz. India 
also has a trade surplus with Iran, and its exports may 
get impacted,” he says.

Businesses across sectors and sizes seem to have di-
alled down on some of the optimism they had exuded 
earlier and are tightening their belts. Amid subdued 
global demand that is affecting exports 
and causing a slowdown in revenue 
growth for IT firms, companies in the ser-
vices sector registered the sharpest de-
cline in their business confidence at 51.5 
during Q4FY24. On the other hand, light 
industries, which comprise businesses 
related to food products, beverages, tex-
tiles, wood, furniture, paper, publishing, 
and leather, remained the most optimis-
tic with a reading of 56.1. The business 
confidence for all three sectors—ser-
vices, light industry and heavy engineering—remained 
lower than that recorded in the previous quarter.

Similarly, even across business sizes, business con-
fidence took a hit compared to the October-December 
2023 quarter, with small and micro businesses register-
ing more dampened readings of 52.2 and 51.4, respec-
tively.

According to a recent report by QuantEco Research, 

activity momentum may slow in FY25 due to the lagged 
impact of tighter fiscal, monetary, and regulatory poli-
cies, as well as the firming up of input price inflation 
vis-à-vis its deflationary state in FY24. “Although global 
demand conditions appear resilient for now, adverse 
spillover risks from the ongoing geopolitical disturbanc-
es would need to be assessed,” it says, adding that it esti-
mates FY25 GVA (gross value added) and GDP growth at 

6.6% and 6.8%, respectively.
The BCI also revealed that firms re-

main confident about the overall eco-
nomic prospects for their business in the 
current quarter (April-June 2024), with 
a reading of 5.7 on a scale of 10 (slightly 
higher than the 5.5 in the previous quar-
ter), while expectations on hiring condi-
tions are significantly down at 5.1; senti-
ments around profits are also marginally 
down at 5.6 (see graphic).

But worries abound for India Inc. 
and a rate cut by the RBI is not expected anytime soon. 
Only 29% of respondents surveyed are of the view that 
a rate cut may take place in the first half of the current 
financial year by September 2024. With retail inflation 
remaining stubbornly above the 4% mark and the ongo-
ing tensions between Israel and Iran, analysts expect a 
prolonged pause. Inflationary pressures may also con-
tinue in the first quarter of FY25, as 41% of respondents 

least for the time being. This is evident in the 
BT-C Fore Business Confidence Survey of 
500 chief executive officers (CEOs) and chief 
financial officers (CFOs) for the January to 
March 2024 quarter, which dipped margin-
ally from a record high in the October-De-
cember 2023 quarter.  

The Business Confidence Index (BCI) 
dipped to 54.3 in the January-March 2024 
quarter from 56.5 in the previous quarter. It 
was at a similar level (54.1) in the July-Sep-
tember 2023 quarter.

Recent readings of high-frequency indica-
tors, such as GST receipts and exports data, 
suggest that the growth momentum of In-
dia’s economy remains strong. The Reserve 
Bank of India’s (RBI) recent monthly bulletin 
also highlights the sustained global growth 
momentum in the first quarter of 2024 and 
the positive outlook for global trade.

Devendra Kumar Pant, Chief Economist 
at India Ratings and Research, says there is 
unlikely to be a significant slowdown in glob-

 businesses in india are treading cautiously as they navigate 
through an uncertain summer, grappling with ongoing geopo-
litical tensions, muted rural demand, and a pause on policy deci-
sions and investments due to the General Elections. So even as the 
growth predictions for the economy remain around 7% for this fis-
cal (FY25), the record-breaking performance of the equity markets 
and India Inc.’s confidence seem to have abated to some extent, at 
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al growth. “However, if the conflict between Iran and Is-
rael continues, it would impact crude oil prices as well as 
trade in case of a blockade of the Strait of Hormuz. India 
also has a trade surplus with Iran, and its exports may 
get impacted,” he says.

Businesses across sectors and sizes seem to have di-
alled down on some of the optimism they had exuded 
earlier and are tightening their belts. Amid subdued 
global demand that is affecting exports 
and causing a slowdown in revenue 
growth for IT firms, companies in the ser-
vices sector registered the sharpest de-
cline in their business confidence at 51.5 
during Q4FY24. On the other hand, light 
industries, which comprise businesses 
related to food products, beverages, tex-
tiles, wood, furniture, paper, publishing, 
and leather, remained the most optimis-
tic with a reading of 56.1. The business 
confidence for all three sectors—ser-
vices, light industry and heavy engineering—remained 
lower than that recorded in the previous quarter.

Similarly, even across business sizes, business con-
fidence took a hit compared to the October-December 
2023 quarter, with small and micro businesses register-
ing more dampened readings of 52.2 and 51.4, respec-
tively.

According to a recent report by QuantEco Research, 

activity momentum may slow in FY25 due to the lagged 
impact of tighter fiscal, monetary, and regulatory poli-
cies, as well as the firming up of input price inflation 
vis-à-vis its deflationary state in FY24. “Although global 
demand conditions appear resilient for now, adverse 
spillover risks from the ongoing geopolitical disturbanc-
es would need to be assessed,” it says, adding that it esti-
mates FY25 GVA (gross value added) and GDP growth at 

6.6% and 6.8%, respectively.
The BCI also revealed that firms re-

main confident about the overall eco-
nomic prospects for their business in the 
current quarter (April-June 2024), with 
a reading of 5.7 on a scale of 10 (slightly 
higher than the 5.5 in the previous quar-
ter), while expectations on hiring condi-
tions are significantly down at 5.1; senti-
ments around profits are also marginally 
down at 5.6 (see graphic).

But worries abound for India Inc. 
and a rate cut by the RBI is not expected anytime soon. 
Only 29% of respondents surveyed are of the view that 
a rate cut may take place in the first half of the current 
financial year by September 2024. With retail inflation 
remaining stubbornly above the 4% mark and the ongo-
ing tensions between Israel and Iran, analysts expect a 
prolonged pause. Inflationary pressures may also con-
tinue in the first quarter of FY25, as 41% of respondents 

least for the time being. This is evident in the 
BT-C Fore Business Confidence Survey of 
500 chief executive officers (CEOs) and chief 
financial officers (CFOs) for the January to 
March 2024 quarter, which dipped margin-
ally from a record high in the October-De-
cember 2023 quarter.  

The Business Confidence Index (BCI) 
dipped to 54.3 in the January-March 2024 
quarter from 56.5 in the previous quarter. It 
was at a similar level (54.1) in the July-Sep-
tember 2023 quarter.

Recent readings of high-frequency indica-
tors, such as GST receipts and exports data, 
suggest that the growth momentum of In-
dia’s economy remains strong. The Reserve 
Bank of India’s (RBI) recent monthly bulletin 
also highlights the sustained global growth 
momentum in the first quarter of 2024 and 
the positive outlook for global trade.

Devendra Kumar Pant, Chief Economist 
at India Ratings and Research, says there is 
unlikely to be a significant slowdown in glob-

 businesses in india are treading cautiously as they navigate 
through an uncertain summer, grappling with ongoing geopo-
litical tensions, muted rural demand, and a pause on policy deci-
sions and investments due to the General Elections. So even as the 
growth predictions for the economy remain around 7% for this fis-
cal (FY25), the record-breaking performance of the equity markets 
and India Inc.’s confidence seem to have abated to some extent, at 
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are considering raising prices dur-
ing this period.

Other challenges for India Inc. 
centre around concerns about rural 
demand, and only 35% of respon-
dents expect favourable demand 
conditions to continue, with the RBI 
expecting rural demand to pick up. 
Pant notes that weak monsoon rains 
in FY24 impacted rural demand. The 
India Meteorological Department’s 
(IMD) prediction of an above-nor-
mal monsoon this year raises expec-
tations that agri GVA will grow at a 
higher rate. Meanwhile, with infla-
tion likely to trend down, nominal 
wage growth will also increase. All 
this will have a positive impact on 
rural demand,” he says.

QuantEco Research is also of the 
view that despite the anticipated 
moderation, the overall growth 
momentum would stay close to its 
medium-term trend, with support 
from the likelihood of a surplus 
monsoon season later this year. 
The ongoing General Elections also 
loom large on the minds of busi-
nesses, and 73% of those surveyed 
believe that they will impact busi-
ness conditions this quarter.

The coming months could, how-
ever, help revive sentiments if the 
Israel-Iran crisis get resolved. The 
prediction of an above-normal mon-
soon could lift rural demand. The 
formation of a new government by 
June and work on the Union Budget 
could also help India Inc. feel more 
confident about prospects.  

  
@surabhi_prasad

DE-ESCALATION 
IN GEOPOLITICAL 
TENSIONS AND A 
GOOD MONSOON 
COULD REVIVE 
BUSINESS 
SENTIMENTS

  the fourth quarter of 
FY24 has brought happy tidings 
for India Inc. A calculation of 
the results declared till May 6 
shows that consolidated net 
profit rose 30% year-on-year 
(YoY) in Q4FY24, against a 4% 
rise in the year-ago period. The 
top line witnessed a rise of 14% 
YoY to `8.8 lakh crore. 

A total of 28 companies in 
the Nifty 50 index had reported 
their results in Q4FY24 till May 
6. While some of them showed 
resilience and growth, others 
grappled with challenges stem-

ming from economic uncertain-
ties and shifting consumer 
behaviour. 

Let us take a closer look 
at the sectors. The IT sector 
reported a mixed set of results. 
While TCS and Infosys posted 
9.14% and 30% YoY growth, 
respectively, in consolidated 
net profit, to `12,434 crore and 
`7,969 crore, for HCLTech, 
the number was  almost flat at 
0.08% YoY to `3,986 crore. The 
net profit of Tech Mahindra, 
LTIMindtree, and Wipro wit-
nessed a decline of 41%, 1.23% 

Robust Start
Early-bird results for the January-March 2024 
quarter indicate a double-digit growth in 
consolidated profits for India Inc.
BY  RAHUL OBEROI
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and 8% respectively.
“The IT services industry is poised 

to continue moderate revenue growth 
in the near term. However, operating 
profits are expected to improve with 
cost optimisation measures,” says Vinod 
T.P., Research Analyst at Geojit Finan-
cial Services. The gross sales of TCS and 
Infosys rose 3.5% and 1.3%, respectively, 
YoY, while  Tech Mahindra and Wipro 
reported a fall of 6.1% and 4.2% YoY.

Energy-to-telecom behemoth 
Reliance Industries Ltd (RIL) posted a 
1.80% fall in net profit to `18,951 crore 
in Q4FY24 against `19,299 crore in 
Q4FY23. Gross sales increased 10% 
YoY to `2.65 lakh crore. According to 
financial advisory firm YES Securities, 
despite a challenging global environ-
ment and declining petchem margins, 
the oil-to-chemicals segment delivered 
a 3% YoY Ebitda increase on operational 
optimisation. RIL’s capex over FY25 is 
expected to remain elevated given the 
ongoing investment in telecom (5G), 
expansion of retail infrastructure, and 
new energy business.

In the banking and NBFC space, 
Axis Bank posted a consolidated 
profit of `7,599 crore, against a loss 
of `5,361.85 crore in Q4FY23. HDFC 
Bank and ICICI Bank also reported 
a 39.92% and 18.46% YoY rise in net 
profit to `17,622.38 crore and `11,671.52 
crore respectively. Among other major 
Nifty companies, IndusInd Bank, Bajaj 
Finance, Bajaj Finserv, and Shriram 
Finance have posted a rise of 14.96%, 
21.11%, 19.76%, and 56.30%, respec-
tively, in their bottom line figures.

“Overall, we have not seen any [nega-
tive] surprise,” says Saurabh Mukherjea, 
Founder & CIO of Marcellus Investment 
Managers, adding that banking players 
have reported a decent set of numbers. 
“However, we believe that export-ori-
ented companies including manufactur-
ing, specialty chemicals, and pharma 
companies will post good results in the 
forthcoming result seasons. We may see 
some solidity in middle-class consump-
tion themes.”

According to financial services com-
pany Motilal Oswal Financial Services, 
corporate earnings, so far, have been in 

line with their estimates in Q4FY24, 
with the overall performance led by 
heavyweights such as HDFC Bank, 
ICICI Bank, Maruti Suzuki, TCS, and 
Bajaj Finance.

Maruti Suzuki India reported 
47.05% YoY growth in net profit 
at `3,952.30 crore. Bajaj Auto also 
posted 18% YoY growth in net profit at 
`2,011.43 crore.

Ravi Singh, SVP-Retail Research 
at Religare Broking says, “The early 
birds suggest fluctuating input costs 
and stringent emission norms added 
some strain in the automobile sector. 
Companies that invested in electric and 
autonomous tech showcased resilience, 
hinting at a promising future driven by 
innovation and sustainability.”

In the FMCG space, inflation-
ary pressures and shifting consumer 
preferences shaped the landscape. Net 
profit of Hindustan Unilever Ltd (HUL) 
declined 1.61% to `2,558 crore during 
the quarter under review. The bottom 
line of Tata Consumer Products also re-
treated 19.35% YoY to `216.63 crore. On 
the other hand, Nestlé posted 26.81% 
YoY growth in net profit at `934.17 
crore. “HUL continues to disappoint 
as the rural economy is still not on a 
strong footing,” says Siddarth Bhamre, 
Head of Research at Asit C Mehta In-
vestment Intermediates. 

Bhamre adds that while auto compa-
nies so far have shown strong revenue 
YoY growth, barring TCS, most of the 
IT names have been struggling as the 
path to higher growth is still not visible. 
“Earnings are growing at a reasonable 
pace but it’s not broad-based,” he adds. 

Among other major results, Adani 
Ports and Special Economic Zone, 
UltraTech Cement, HDFC Life Insur-
ance, and SBI Life Insurance reported 
a growth of 76%, 35%, 14%, and 4% 
respectively in their net profit. The bot-
tom line of Adani Enterprises slipped 
nearly 38% YoY to `450.58 crore. 

An assessment of 350 companies 
by rating agency CRISIL shows that 
India Inc. is likely to log a 4-6% revenue 
growth in Q4.   

  
@iamrahuloberoi

30
PER CENT

  RISE IN 
CONSOLIDATED 
NET PROFIT OF 
28 NIFTY 50 
COMPANIES 
THAT REPORTED 
RESULTS TILL  
MAY 6

4-6
PER CENT

 REVENUE 
GROWTH INDIA 
INC. IS LIKELY 
TO LOG IN Q4, 
ACCORDING TO 
RATING AGENCY 
CRISIL 

-1.8
PER CENT

 FALL REGISTERED 
BY ENERGY-TO-
TELECOM BEHEMOTH 
RELIANCE 
INDUSTRIES IN ITS 
CONSOLIDATED NET 
PROFIT IN Q4  

9.14 
PER CENT

 GROWTH IN 
CONSOLIDATED NET 
PROFIT REPORTED 
BY TCS AFTER A 3.5% 
GROWTH IN GROSS 
SALES 

THE BIG 
NUMBERS

THE BUZZ

THE BUZZ Final.indd   16 08/05/24   6:25 PM





| 1918 |

Business Today  26 May 2024 Business Today  26 May 2024

identifying successors, Singh says 
this is a far-sighted move. “Family 
settlements are often contentious, 
and this is an instance of how to go 
about keeping everyone happy,” 
says Singh.

Indeed, many family firms that 
are thinking of succession will have 
learnt a lesson or two.  

  
@krishnagopalan 

Singh, Managing Partner at law 
firm Capstone Legal, the strength 
of the Godrej brand is key. About 
the family settlement, he says it 
is a clear message to shareholders 
about the group’s commitment to 
transparency. “Ever since a poten-
tial settlement was spoken of, the 
stock price of the listed companies 
has actually taken off, which is an 
indication of the group’s brand 

value and its image.” The perfor-
mance of the shares was mixed in 
the three days after the split was 
announced. While Godrej Indus-
tries dipped 9.5% between May 1 
and 3, Godrej Properties and Astec 
Lifesciences each fell 3%, and Go-
drej Agrovet and Godrej Consumer 
Products advanced 1.9% and 2.6%, 
respectively.

Commending the group for 

GODREJ ENTERPRISES GROUP (GEG) GODREJ INDUSTRIES GROUP (GIG)

THE NEW GODREJ
HOW THE PROPERTIES HAVE BEEN DIVIDED
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  family settlements can often 
be complicated, especially when 
business is involved. In the case of 
the 127-year-old conglomerate Go-
drej Group, it took over four years to 
conclude.

As part of the agreement, the 
group has been split vertically into 
two entities: Godrej Industries 
Group (GIG) and Godrej Enterpris-
es Group (GEG).

Adi Godrej and his younger 
brother Nadir get the newly formed 
GIG, which will house five listed 
companies—Godrej Industries, Go-

drej Properties, Godrej Consumer 
Products, Godrej Agrovet, and As-
tec Lifesciences. Nadir Godrej will 
be its Chairperson.

The other set of businesses will 
come under GEG, which will have 
the unlisted Godrej & Boyce, its af-
filiates, and a vast land bank in cen-
tral Mumbai’s Vikhroli. That has 
gone to Jamshyd Godrej and his 
sister, Smita Godrej Crishna, both 
cousins of Adi and Nadir Godrej. 
While Jamshyd will be its Chair-
person, 42-year-old Nyrika Holkar, 
Smita Crishna’s daughter, will be the 

Executive Director.
On the GIG side, Adi Godrej’s son 

Pirojsha, 43, who will be Executive 
Vice Chairperson of the group, will 
succeed Nadir as Chairperson in 
August 2026.

In a disclosure to the exchanges 
on April 30, the group spelt out the 
rationale behind the decisions. “The 
third and fourth generations of the 
family branches have diverse inter-
ests and varying perceptions as to, 
amongst others, the strategic direc-
tion, growth, and governance of the 
Godrej Group entities. The family 

branches are desirous of ensuring 
harmony in the future amongst the 
succeeding generations of the Go-
drej family,” it states.

To preserve mutual respect, 
goodwill, amity, and harmony and 
to manage diverse expectations and 
strategic directions desired by each 
family branch, “each branch head 
acting for himself and on behalf of 
the other members of his concerned 
family branch has agreed upon a 
family settlement arrangement by 
way of the family settlement agree-
ment amongst the family branches.”

GODREJ & BOYCE AND 
GODREJ PROPERTIES WILL 
CONTINUE THEIR MOUs FOR 
DEVELOPING  THE LAND 
PARCEL IN MUMBAI

The brand and non-compete 
agreements entered into by the 
family groups pertain to the rights 
for adoption, use, ownership, 
and registration of the Godrej 
brand. “This shall ensure stabil-
ity and continuity of the businesses  
carried out by each family branch 
and maintain harmony amongst  
the family groups,” the exchange fil-
ing notes.

Nitin Potdar, M&A Partner at 
law firm JSA, says the Godrej family 
has been one that is extremely pri-
vate. “They own a very strong brand 
with tremendous equity that spans 
across businesses. For as long as one 
can remember, the family has not 
been known for any serious dispute 
or difference of opinion in the public 
domain, and that has helped to pro-
tect the brand.” 

This is particularly important  
in the Indian context, as many busi-
ness families have had painful and 
acrimonious separations. Potdar 
says the settlement in the Godrej 
Group “appears to have been done 
peacefully, amicably, and paves  
the way for succession planning 
within the group”. He says this is an 
example of how family businesses 
should be managed “and a classic 
case that other Indian businesses 
should follow”.

One of the big areas of interest 
is the land bank of more than 3,000 
acres in Mumbai. A joint press re-
lease put out by Godrej & Boyce, the 
owner-developer, and Godrej Prop-
erties, the development manager, 
said the two companies will contin-
ue their memoranda of understand-
ing for the development of the land.

Godrej Construction, a business 
of Godrej & Boyce, has designed and 
built four phases of Godrej Plati-
num, a residential project with a to-
tal constructed area of one million 
sq. ft, which has been marketed by 
Godrej Properties. Earlier this year, 
a new project named Godrej Vistas 
was successfully launched under 
this arrangement. 

According to Ashish Kumar 

BY  KRISHNA GOPALAN
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Succession 
The Godrej family settlement, which has split the group in 
two, has received a thumbs-up from lawyers
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identifying successors, Singh says 
this is a far-sighted move. “Family 
settlements are often contentious, 
and this is an instance of how to go 
about keeping everyone happy,” 
says Singh.

Indeed, many family firms that 
are thinking of succession will have 
learnt a lesson or two.  

  
@krishnagopalan 

Singh, Managing Partner at law 
firm Capstone Legal, the strength 
of the Godrej brand is key. About 
the family settlement, he says it 
is a clear message to shareholders 
about the group’s commitment to 
transparency. “Ever since a poten-
tial settlement was spoken of, the 
stock price of the listed companies 
has actually taken off, which is an 
indication of the group’s brand 

value and its image.” The perfor-
mance of the shares was mixed in 
the three days after the split was 
announced. While Godrej Indus-
tries dipped 9.5% between May 1 
and 3, Godrej Properties and Astec 
Lifesciences each fell 3%, and Go-
drej Agrovet and Godrej Consumer 
Products advanced 1.9% and 2.6%, 
respectively.
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es Group (GEG).

Adi Godrej and his younger 
brother Nadir get the newly formed 
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Products, Godrej Agrovet, and As-
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come under GEG, which will have 
the unlisted Godrej & Boyce, its af-
filiates, and a vast land bank in cen-
tral Mumbai’s Vikhroli. That has 
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Pirojsha, 43, who will be Executive 
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In a disclosure to the exchanges 
on April 30, the group spelt out the 
rationale behind the decisions. “The 
third and fourth generations of the 
family branches have diverse inter-
ests and varying perceptions as to, 
amongst others, the strategic direc-
tion, growth, and governance of the 
Godrej Group entities. The family 
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succeeding generations of the Go-
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goodwill, amity, and harmony and 
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strategic directions desired by each 
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agreements entered into by the 
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for adoption, use, ownership, 
and registration of the Godrej 
brand. “This shall ensure stabil-
ity and continuity of the businesses  
carried out by each family branch 
and maintain harmony amongst  
the family groups,” the exchange fil-
ing notes.

Nitin Potdar, M&A Partner at 
law firm JSA, says the Godrej family 
has been one that is extremely pri-
vate. “They own a very strong brand 
with tremendous equity that spans 
across businesses. For as long as one 
can remember, the family has not 
been known for any serious dispute 
or difference of opinion in the public 
domain, and that has helped to pro-
tect the brand.” 

This is particularly important  
in the Indian context, as many busi-
ness families have had painful and 
acrimonious separations. Potdar 
says the settlement in the Godrej 
Group “appears to have been done 
peacefully, amicably, and paves  
the way for succession planning 
within the group”. He says this is an 
example of how family businesses 
should be managed “and a classic 
case that other Indian businesses 
should follow”.

One of the big areas of interest 
is the land bank of more than 3,000 
acres in Mumbai. A joint press re-
lease put out by Godrej & Boyce, the 
owner-developer, and Godrej Prop-
erties, the development manager, 
said the two companies will contin-
ue their memoranda of understand-
ing for the development of the land.

Godrej Construction, a business 
of Godrej & Boyce, has designed and 
built four phases of Godrej Plati-
num, a residential project with a to-
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  the reserve bank of India (RBI) has 
a history of taking stringent regulatory 
action against financial institutions to 
safeguard customers’ interests. The lat-
est step taken by the regulator is against 
Kotak Mahindra Bank, prohibiting it from 
onboarding new customers through its 
online and mobile platforms and issuing 
new credit cards. RBI’s decision is rooted 
in concerns over the bank’s IT infrastruc-
ture and risk management practices. 

A week after RBI’s action, joint MD 
K.V.S. Manian stepped down citing plans 

to “pursue other opportunities in the 
financial services space”. Frequent 
tech outages have also been plaguing 
the bank. 

How will the curbs impact Kotak 
Mahindra Bank?

“We think restrictions will impact 
growth, including the dwindling Cur-
rent Account Savings Account ratio 
(down 13%) and new card acquisitions 
(growing at 21% YoY and spends at 
34% YoY). This will lead to earnings 
being hit in the medium term,” says a 
report by Emkay, dated April 24. 

The curbs will be reviewed upon 
completion of an external audit and 
corrective action plan, which usually 
take six to 12 months.

Shivaji Thapliyal, Head of Re-
search and lead analyst at YES Securi-
ties, says, “The ban on new credit card 

issuance has significance since it is a 
part of the strategy to increase share 
of unsecured retail to mid-teens over 
the next few years. The credit card 
book is about 4% of the loan book.”

Kotak Mahindra Bank has issued 
a statement saying, “We want to re-
assure our existing customers of unin-
terrupted services… Our branches 
continue to welcome and onboard 
new customers, providing them with 
the bank’s services, other than issu-
ance of new credit cards.”

The prohibition of onboarding 
through digital channels will also 
affect the expansion of 811 accounts—
online savings accounts—which 
numbered 17.5 million as of FY23. 

Thapliyal said that even though 
the ban on onboarding entails 811 ac-
counts, they have the potential to see 
balance accretion. 

  
@teena_kaushal

The RBI has been taking stringent regulatory 
actions against financial institutions. The latest 
to face the music is Kotak Mahindra Bank

BY TEENA JAIN KAUSHAL
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and US-based Archer Aviation have 
tied up to launch an all-electric air 
taxi service in India by 2026.

Archer Aviation will provide 200 
electric Vertical Take-off and Land-
ing (eVTOL) aircraft, each capable of 
carrying four passengers and a pilot, 
at an approximate cost of $1 billion.

Also in the fray is a Chennai-based 
start-up, The ePlane Company, oper-
ating under Ubifly Technologies. It 
announced the launch of eVTOL air-
craft by March 2025. 

The European Union Aviation 
Safety Authority has prepared rules 
for eVTOL aircraft.

But what will be the cost of such 
rides? Archer Aviation said the Con-
naught Place-Gurugram trip would 
cost about `2,000-3,000, as op-
posed to `500 in app-based taxi ser-
vices for the 30-kilometre journey. 
The initial target audience will be 
commuters in Delhi, Mumbai and 
Bengaluru.

According to The ePlane Com-
pany, it will take only 14 minutes to 
reach a place that takes about 60 
minutes by car and a short-duration 
trip (30-40 minutes) is expected to 
be twice the cost of an app-based 
taxi ride. Founder and CEO Satya 
Chakravarthy says that it will take a 
couple of years to get approval from 
the Directorate General of Civil 
Aviation (DGCA). Archer Aviation is 
also awaiting certification from US 
regulator Federal Aviation Adminis-
tration. After that, it will seek safety 
clearance from the DCGA.

Globally, several countries are 
looking at air taxis. China-based 
Guangzhou EHang Intelligent Tech-
nology Co. Ltd has been able to se-
cure a type certificate for the airwor-
thiness of an eVTOL taxi service.

As more and more players look to 
venture into this new mode of travel, 
commuters can hope for smoother, 
faster rides.  

  
@richajourno

Runway Debut
India is set to get air taxis by 2026, which will cut 
down commute times in cities significantly, and 
provide respite from traffic woes  
BY RICHA SHARMA

  imagine evading the  peak-hour traf-
fic of Bengaluru and covering the 35-km 
odd stretch from the airport to the centre 
of the city in under 10 minutes. Or imagine 
spending just seven minutes to travel to 
Gurugram from Connaught Place in Delhi, 
where driving takes somewhere between 
one and one and a half  hours. This could be 
a reality soon—in fact in around two years’ 
time—when air taxis are set to be intro-
duced in the country. They will cut down 
commuting times significantly, revolution-
ising the experience.

InterGlobe Enterprises, the parent com-
pany of leading airline operator IndiGo, 

AIR TAXIS 

TAKING FLIGHT 
The initial target audience 
for air taxis will be 
commuters in Delhi, 
Mumbai and Bengaluru
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  for nestlé, the Swiss packaged 
foods giant, it feels like history 
repeating itself. Nearly nine years 
after facing scrutiny over the qual-
ity of one of its top-selling products 
in India, there’s a feeling of déjà vu. 
If it was Maggi instant noodles last 
time, now it’s Cerelac infant cereal, 
another prized product. Following 
a recent report by Public Eye, a 
Swiss investigative organisation, 
and the International Baby Food 
Action Network (IBFAN), concerns 
have surfaced about added sugar 
in the popular infant cereal. This 
controversy is one Nestlé India 
would rather have avoided. The re-
port highlights Nestlé’s practice of 

adding sugar to Cerelac in countries 
like India, Thailand, and Ethiopia, 
while selling the same product with-
out added sugar in wealthier nations 
like the UK and Germany. In other 
words, accusations of racism imme-
diately came to the foreground.

Dismissing the accusations, 
Suresh Narayanan, Chairman and 
Managing Director of Nestlé India, 

swiftly addressed the company’s 
stance. During a press briefing, 
Narayanan emphatically refuted 
any suggestion of discriminatory 
practices based on race regarding 
the quality of food products sold by 
the company in Indian and Euro-
pean markets.

“There is no distinction done 
between a child in Europe and a 
child in India or any other part of 
the world. ‘Added sugar’ and ‘no 
added sugar’ products are present in 
Europe as well as in Asia,” he said.

Furthermore, he emphasised 
that the level of additional sugar in 
Cerelac sold in India falls well below 
the permissible limits established 

Déjà vu
How will the latest controversy 
on Cerelac affect Nestlé? 
BY  ARNAB DUTTA

NESTLÉ

INDIAN SPICE 
BRANDS, MDH 
AND EVEREST, 
ARE ALSO UNDER 
SCRUTINY 
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from Nestlé India, along with other 
leading manufacturers, to ascertain 
their quality standards. According 
to sources, FSSAI is procuring sam-
ples of Cerelac from Nestlé India’s 
two manufacturing facilities.

While the final decision is pend-
ing, experts believe that the com-
pany is unlikely to face significant 
threats this time around. However, 
there may be a short-term impact on 
Nestlé’s sales depending on media 
coverage and regulatory actions, 
notes Abneesh Roy, Executive 
Director at Nuvama Institutional 
Equities.

Moreover, with Nestlé India 
commanding over 70% of the infant 
cereal market, competitors may 
seize the opportunity to gain mar-
ket share. During the Maggi crisis, 
for example, the company lost more 
than 10 percentage points in its 
market share to its rivals.

However, Nestlé isn’t the only 
company facing a controversy over 
its products. Adding to this ongoing 
scrutiny of food products, recent 
events have even brought Indian 
spice brands into the spotlight. 
Following bans imposed by Hong 
Kong and Singapore on prod-
ucts from two prominent spice 
brands—MDH and Everest—the 
US Food & Drug Administration 
(FDA) has initiated an investiga-
tion into the composition of these 
manufacturers’ products. Hong 
Kong authorities have prohibited 
the sale of three spice mixes by 
MDH—Madras Curry Powder, 
Sambhar Masala Powder, and Curry 
Powder— along with an Everest 
spice blend, Fish Curry Masala. Al-
legations suggest that certain spice 
blends from these manufacturers 
may contain ethylene oxide, a carci-
nogenic agent commonly found in 
pesticides. According to a USFDA 
spokesperson, the authority “is 
aware of the reports and is gather-
ing additional information about 
the situation”.  

  
@arndutt

by the Food Safety & Standards 
Authority of India (FSSAI), the 
nation’s highest food regulatory 
body. Despite FSSAI permitting 
13.6 gm of sugar per 100 gm of 
product, Cerelac only contains 7.1 
gm.

“There is nothing in this 
product that is potentially of risk 
or any kind of harm to the child. 
The nutritive content of what we 
offer is to take care of the stage of 
development of the child. That is 
the only thing that is compelling us 
to do what we do,” Narayanan said.

This is not the first time that 
Nestlé has found itself in the 
soup. In 2015, the Swiss major 
faced allegations of excessive 
soda ash and the presence of the 
potentially carcinogenic element, 
mono-sodium glutamate (MSG), 
commonly known as Ajinomoto, in 
its instant noodles, Maggi. This led 
to significant loss of sales, amount-
ing to hundreds of crores, as the 
product was banned by the FSSAI 
for several months. Maggi, which is 
a key brand and contributes nearly 
30% to its revenue, was the sole 
category driving incremental vol-
ume sales. Since then, significant 
transformations have taken place.

Narayanan, who was brought 
in from the Philippines during the 
peak of the Maggi controversy to 
oversee operations in India, has 
successfully turned the business 
around. In addition to diversifying 
its product portfolio, Nestlé India 
has expanded its distribution net-
work into rural areas and achieved 
volume growth across its other 
three segments: milk & nutrition, 
confectionery, and beverages. 
Today, Nestlé India boasts annual 
sales of `17,000 crore, compared to 
`7,705 crore in 2015.

Unlike the previous incident, 
this time, however, top officials at 
FSSAI have refrained from making 
public statements against Nestlé’s 
products. Instead, the food regula-
tor has initiated a campaign to 
examine infant formula products 

Nestlé has come under 
scrutiny again, this 

time for its infant ce-
real, Cerelac,  

over concerns about 
added sugar 

This is not the first time 
the Swiss FMCG major 
has come under scru-
tiny for its products. 

The last time was back 
in 2015 for its bestsell-

ing product, Maggi 
noodles

The present controver-
sy erupted after two 
investigative reports 
highlighted Nestlé’s 
practice of adding 
sugar to Cerelac in 
countries like India, 

Thailand, and Ethiopia

Nestlé India’s Chair-
man & MD has refuted 

accusations of discrim-
inatory practices, stat-
ing that both sugar and 
sugar-free versions are 

available globally

Experts predict a 
short-term impact on 

Nestlé’s sales depend-
ing on media coverage 
and regulatory actions
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India’s past experiments with wealth 
and inheritance tax have been less 
than successful, and both of these 
levies were eventually abolished. 

In 1953, India introduced the es-
tate duty tax or inheritance tax to be 
paid when a deceased person’s prop-
erty passed to her successors. The 
tax on property values could reach 
as high as 85% to reduce income in-
equality. Eventually, then Prime 
Minister Rajiv Gandhi abolished it 
in 1985 because the tax collection 
cost was much higher than the actual 
revenue it yielded. Also, it was levied 
along with the wealth tax, creating a 
double tax. Further, there were con-
cerns about many benami properties 
circumventing the tax. In 2015, India 
also abolished its 1% tax on wealth 
over ̀ 30 lakh. Then Finance Minister 
Arun Jaitley replaced the levy with an 
income tax surcharge on the super-
rich (a taxable income of `1 crore+).

Several countries across the 

world, including Italy, Belgium, Ja-
pan, South Korea, France, the UK, 
and the US, have been imposing in-
heritance tax in the range of 4-80%.

“India should continue to focus 
more on alleviation of poverty than 
income inequality and ensure that 
growth priorities are not impeded 

due to the moral hazards of income 
distribution programmes,” says D.K. 
Srivastava, Chief Policy Advisor at 
EY India. He says India should im-
prove human development indica-
tors and prioritise health and educa-
tion to reduce income inequalities.

Sandeep Jhunjhunwala, M&A 

Tax Partner at Nangia Andersen LLP, 
concurs that such taxes are unsuit-
able for India due to social, economic, 
and political factors. “Corporate and 
personal income taxes have seen 
a significant surge in the past few 
years, and there doesn’t seem to be a 
need to introduce a new tax without 
an adequate rationale,” he says, add-
ing that inheritance taxes could have 
significant implications for family-
owned businesses and could create 
economic disequilibrium. He cau-
tions that India should evaluate po-
tential risk areas such as the flight of 
white and intellectual capital, as well 
as the change of residency and tax 
base by HNIs to outside India.

Globally, debates on the efficacy 
of such levies continue on and off, 
and it is only natural that such dis-
cussions are bound to come up peri-
odically in India too. 

@surabhi_prasad
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WEALTH TAX 
HAS NOT HELPED 
INDIA ALLEVIATE 
INEQUALITY IN 
THE PAST

BY  SURABHI

REDISTRIBUTION OF WEALTH

Experts suggest promoting economic growth 
and human development to achieve equity

A Capital Issue

 as campaigning for the Gener-
al Elections continues, discussions 
over the distribution of wealth and 
the possibility of an inheritance tax 
have been raging in public forums, 
social media, and dining rooms, 
bringing back memories of India’s 
flirtation with socialism.  

At the heart of the issue lies the 
vast inequality of incomes in India, 
highlighted in several reports re-

THE BUZZ

which has seen a significant surge 
since the early 2000s. “Between 
2014-15 and 2022-23, the rise of top-
end inequality has been particularly 
pronounced in terms of wealth con-
centration,” the paper said, adding 
that by 2022-23, the top 1% income 
and wealth shares (22.6% and 40.1%) 
are at their highest historical levels, 
and India’s top 1% income share is 
among the very highest in the world.

‘Survival of the Richest: The India 
Supplement’, a 2023 report by Oxfam 
India, also highlighted the widening 
gap between the rich and the poor, 
particularly in the aftermath of the 
pandemic. “The top 1% in India now 
owns more than 40.5% of the total 
wealth in 2021, while the bottom 50% 
of the population (700 million) has 
around 3% of total wealth,” it high-
lighted, and it had sought the imple-
mentation of progressive tax mea-
sures, such as wealth tax. However, 

cently, but experts prescribe a focus 
on economic growth and human de-
velopment as policy panaceas.

A working paper titled ‘Income 
and Wealth Inequality in India, 1922-
2023: The Rise of the Billionaire Raj’ 
authored by economists Nitin Kumar 
Bharti, Lucas Chancel, Thomas Pik-
etty, and Anmol Somanchi in March 
highlighted the increase in inequal-
ity in India from the 1980s onwards, 
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India’s past experiments with wealth 
and inheritance tax have been less 
than successful, and both of these 
levies were eventually abolished. 
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tate duty tax or inheritance tax to be 
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income tax surcharge on the super-
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due to the moral hazards of income 
distribution programmes,” says D.K. 
Srivastava, Chief Policy Advisor at 
EY India. He says India should im-
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tion to reduce income inequalities.

Sandeep Jhunjhunwala, M&A 

Tax Partner at Nangia Andersen LLP, 
concurs that such taxes are unsuit-
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Globally, debates on the efficacy 
of such levies continue on and off, 
and it is only natural that such dis-
cussions are bound to come up peri-
odically in India too. 
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for the past two years, Hindustan 
Unilever Ltd (HUL) has gone to 
business schools specifically look-
ing for graduates inclined towards 
digital commerce. That’s nothing 
unusual, except that traditional 
sales and marketing functions have 
made way for new job descriptions. 
It indicates a changing India where 
many opportunities have forced 
companies regardless of size to 
look for talent but with a difference, 
and this comes forth in the BT-Tag-
gd survey of The Best Companies to 
Work For in India this year. 

Just what is the change? Today’s 
talent—and there’s plenty of that 
in India—is looking for a new set of 
challenges and new-age roles. For 
them, a sales and marketing job is 
passé. For instance, HUL has cre-
ated the position of e-commerce 
manager. Large FMCG companies 
see around 10% of their revenues in 
the digital age coming from e-com-
merce channels, and even the most 
conservative estimates suggest the 
number could touch 30% by the end 
of the decade. Besides, every com-
pany recognises the need to have a 
closer look at their business. That 
has led to the creation of new posi-
tions, with clear job descriptions.

“All this is in line with the change 
we are bringing about in each of our 

businesses,” says Anuradha Razdan, 
Executive Director (HR) and CHRO, 
HUL & Unilever South Asia. 

This process will test the mettle 
of the best companies as the work-
force gets reoriented across levels.

REDEFINING ROLES
This change is recent. Around a 
decade ago, any large organisation 
had a defined set of positions. There 
was a CFO, a CHRO, a CMO, a COO 
and, of course, a CEO. “Today, a 
Chief Data Officer or a Chief In-
formation Security Officer (CISO) 
are realities,” says Aditya Narayan 
Mishra, MD & CEO of recruitment 

and staffing services firm CIEL HR. 
Apart from talent wanting new-age 
roles, they also see the need to spe-
cialise in one area, he adds. 

Earlier, only a CTO would suf-
fice; but in several companies there 
is a need for a CISO as well. “In a lot 
of industries, data protection is an 
important piece and a part of the 
overall boardroom agenda. A gen-
eralist may not fit the bill here in 
an age of such a specialised need,” 
explains Mishra. 

Speaking of new-age sec-
tors—such as companies in the 
tech space—finance is a key role. 
Mishra points out that these firms 
tend to have a Chief Account-
ing Officer as well as a CFO. “For 
these companies, fundraising is a 
big part of their overall business. A 
CFO may be very good with a trea-
sury function, but this is a very dif-
ferent requirement.” 

Likewise, a CHRO is now com-
plemented by a Chief Talent Offi-
cer, who looks after the employer 
brand and areas related to talent 

management but will not oversee, 
say, issues related to payroll.

Digitisation has expedited the 
extent to which technology domi-
nates business functions in a post-
pandemic world. The consensus 
among experts is that what would 
have taken a decade to change, has 
happened in less than two years. 
The thrust on AI and its impact on 
our lives has been profound and 
the stage is set for an extremely dy-
namic future. 

Deepti Sagar, Chief People and 
Experience Officer at consultancy 
Deloitte India, says job profiles 
across levels at her organisation are 
being driven by technological dis-
ruptions, economic advances, and 
a progressive business ecosystem. 

“There are also macro trends 
like a heightened focus on ESG and 
an increasing proportion of Gen 
Z at work. All this means there is a 
significant shift in client demands 
and requirements from profession-
al services,” she says. The result of 
this is a greater focus on newer job 

families and skills. “In the last 12-18 
months, this has further been ac-
celerated by the advent of Gen AI.”

TIME TO REORIENT
But one can’t just bet on tech disrup-
tion. For instance, in many indus-
tries it was believed that technology 
would supersede (and even replace) 
the conventional ways of doing busi-
ness. But that has not been the case. 
For example, edtech flourished at 
one point, but once classrooms were 
back in vogue, its popularity waned. 

Mishra points out that large 
conglomerates like the Tata group, 
Reliance Industries, Aditya Birla 
Group, and the likes of Asian Paints 
and HUL struck up a healthy combi-
nation of both new-age and conven-
tional methods of doing business. 
“The Tatas, for instance, launched 
Cliq and Neu, and even reoriented 
some of their older businesses like 
automobiles. However, it has been 
marked by judiciousness in invest-
ment at all levels.”

A new-age organisation needs 
people across levels to have a bet-
ter understanding of the business. 
Bhavishya Sharma, MD of Athena 
Executive Search & Consulting, 
says a CFO, for instance, must nec-
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sales and marketing functions have 
made way for new job descriptions. 
It indicates a changing India where 
many opportunities have forced 
companies regardless of size to 
look for talent but with a difference, 
and this comes forth in the BT-Tag-
gd survey of The Best Companies to 
Work For in India this year. 

Just what is the change? Today’s 
talent—and there’s plenty of that 
in India—is looking for a new set of 
challenges and new-age roles. For 
them, a sales and marketing job is 
passé. For instance, HUL has cre-
ated the position of e-commerce 
manager. Large FMCG companies 
see around 10% of their revenues in 
the digital age coming from e-com-
merce channels, and even the most 
conservative estimates suggest the 
number could touch 30% by the end 
of the decade. Besides, every com-
pany recognises the need to have a 
closer look at their business. That 
has led to the creation of new posi-
tions, with clear job descriptions.

“All this is in line with the change 
we are bringing about in each of our 

businesses,” says Anuradha Razdan, 
Executive Director (HR) and CHRO, 
HUL & Unilever South Asia. 

This process will test the mettle 
of the best companies as the work-
force gets reoriented across levels.

REDEFINING ROLES
This change is recent. Around a 
decade ago, any large organisation 
had a defined set of positions. There 
was a CFO, a CHRO, a CMO, a COO 
and, of course, a CEO. “Today, a 
Chief Data Officer or a Chief In-
formation Security Officer (CISO) 
are realities,” says Aditya Narayan 
Mishra, MD & CEO of recruitment 

and staffing services firm CIEL HR. 
Apart from talent wanting new-age 
roles, they also see the need to spe-
cialise in one area, he adds. 

Earlier, only a CTO would suf-
fice; but in several companies there 
is a need for a CISO as well. “In a lot 
of industries, data protection is an 
important piece and a part of the 
overall boardroom agenda. A gen-
eralist may not fit the bill here in 
an age of such a specialised need,” 
explains Mishra. 

Speaking of new-age sec-
tors—such as companies in the 
tech space—finance is a key role. 
Mishra points out that these firms 
tend to have a Chief Account-
ing Officer as well as a CFO. “For 
these companies, fundraising is a 
big part of their overall business. A 
CFO may be very good with a trea-
sury function, but this is a very dif-
ferent requirement.” 

Likewise, a CHRO is now com-
plemented by a Chief Talent Offi-
cer, who looks after the employer 
brand and areas related to talent 

management but will not oversee, 
say, issues related to payroll.

Digitisation has expedited the 
extent to which technology domi-
nates business functions in a post-
pandemic world. The consensus 
among experts is that what would 
have taken a decade to change, has 
happened in less than two years. 
The thrust on AI and its impact on 
our lives has been profound and 
the stage is set for an extremely dy-
namic future. 

Deepti Sagar, Chief People and 
Experience Officer at consultancy 
Deloitte India, says job profiles 
across levels at her organisation are 
being driven by technological dis-
ruptions, economic advances, and 
a progressive business ecosystem. 

“There are also macro trends 
like a heightened focus on ESG and 
an increasing proportion of Gen 
Z at work. All this means there is a 
significant shift in client demands 
and requirements from profession-
al services,” she says. The result of 
this is a greater focus on newer job 

families and skills. “In the last 12-18 
months, this has further been ac-
celerated by the advent of Gen AI.”

TIME TO REORIENT
But one can’t just bet on tech disrup-
tion. For instance, in many indus-
tries it was believed that technology 
would supersede (and even replace) 
the conventional ways of doing busi-
ness. But that has not been the case. 
For example, edtech flourished at 
one point, but once classrooms were 
back in vogue, its popularity waned. 

Mishra points out that large 
conglomerates like the Tata group, 
Reliance Industries, Aditya Birla 
Group, and the likes of Asian Paints 
and HUL struck up a healthy combi-
nation of both new-age and conven-
tional methods of doing business. 
“The Tatas, for instance, launched 
Cliq and Neu, and even reoriented 
some of their older businesses like 
automobiles. However, it has been 
marked by judiciousness in invest-
ment at all levels.”

A new-age organisation needs 
people across levels to have a bet-
ter understanding of the business. 
Bhavishya Sharma, MD of Athena 
Executive Search & Consulting, 
says a CFO, for instance, must nec-
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essarily grasp what social media is 
all about and its impact, without 
operating in a silo. The new B2C 
companies run on these fundamen-
tals and that, over time, helps the 
more conventional businesses be-
come more agile, he explains. 

“A large FMCG major today 
needs to look at its channel of dis-
tribution from the perspective of 
adding digitisation attributes. The 
reorientation is not only for the 
freshers off campus, but a reskilling 
across levels is the big theme.” He 
speaks of a large consumer company 
that his organisation works with 
where the requirement was to have a 
gamification of training for its blue-
collar workers. “That was never the 
case before and it is an indication of 
how much things have changed.”

Deloitte’s Sagar highlights how at 
the entry level, jobs related to tech-
nology, AI, creativity, and sustain-
ability are in demand. “At the mid- 
and senior management [levels], 
we are witnessing a greater focus on 
reskilling with a robust understand-
ing of technology. It is pushing them 
to focus a lot more on cognitive, EQ 
(emotional quotient) and leadership 
skills to [get the] best out of the new 
generation and hone future leaders 
in an era of AI,” she explains.

For an organisation, a lot de-
pends on where it is today and the 
industry it is in. While bifurcation 
of functions is very much the “done 
thing” today, a big development can 
radically change how the business 
is viewed. In that context, Sharma 
of Athena cites the example of, 
say, a conventional company on a 

steady growth path, being acquired 
by a private equity fund. “Suddenly, 
areas like cloud service and secu-
rity become very critical. The com-
pany starts to invest in that and the 
composition of the workforce can 
look very different,” he says.

TIME TO REORIENT
While the workforce is changing, 
where are we in terms of the change 
cycle? Ronesh Puri, MD of execu-
tive search firm Executive Access, 
says this is the beginning of a phase 
of much bigger changes. “The op-
portunities lie in the throes of mul-
tiple changes. In the next five years, 
we will see a transformation across 
businesses that will be more pro-
found than what we saw over the 
last two decades.” 

That will happen because India 
is getting a lot of global attention 
and it being the fastest-growing 
major economy makes for a heady 
combination, he says. “The quan-
tum of action has increased mani-
fold across industries and we are 
still in second gear. For companies, 
the bet is on getting it right tomor-
row and to make that possible, it 
needs to lay the foundation today.”

Puri says the need is for trans-
formational leaders who have a 
clear vision of the future. “Com-
panies are looking for talent with 
adaptability, humility, maturity, 
and confidence. The focus is on ex-
ecution skills, people skills and the 
ability to look at the larger picture.” 
Much as strategy will be a key in-
gredient, a sound understanding of 

dle of this disruption, employees 
who have been with an organisation 
for a long time may not gain substan-
tially if they are unable to be a part of 
the change, adds Puri. In the coming 
years, the ability to manage change 
will command even more premium. 
“New blood coming in means chal-
lenging the status quo. A leaner and 
hungrier organisation with a con-
stant focus on reorientation is what 
we are going to see for many years.”

As a result of this transforma-
tion, functions like data entry and 
analytics-led jobs have already been 
replaced, says Deloitte’s Sagar. “We 
see a lot more demand for roles like 
tech architecture, green UI/UX, 
cloud engineering, business experi-
ence, and insights management,” 
she says. “For example, clients can 
deploy Gen AI to design a new-age 
intuitive dashboard but would need 
help from partners like us for deriv-
ing real-time insights and driving 
a value-accretive call to action.” It 
means her clients need to be served 
across the end-to-end transforma-
tion cycle as opposed to just “advise, 
implement or operate cycles”. 

These days, roles and job respon-
sibilities are being aligned with 
global requirements specifically in 
the context where a sizeable portion 
of the tech delivery for global cli-
ents takes place out of India. “There 
could be minor variations to suit the 
local market, but overall, new-age 
job families and skills are aligned 
with global changes,” she says.

That only demonstrates how 
much India Inc. needs to do to get 
the best out of its talent. But to do 
that, companies themselves need 
to continuously go through the pro-
cess of reorientation. There is no 
letting up on that.

In the pages that follow, read 
about how companies are coping 
with these trends.   

@krishnagopalan

the confidence to pull it off,” says 
Sharma. That is an indication of how 
things have changed and are likely 
to change in the times to come.

Puri of Executive Access says 
the need for premium talent will al-
ways remain, and those candidates 
demonstrating a hunger for growth 
will command a higher premium. 
“Nomenclatures will change when 
it comes to job titles but the person 
who can effect change is the one you 
want to recruit,” he says. In the mid-

the market is necessary.
For recruiters, the FMCG sec-

tor was a happy hunting ground for 
talent. Executives from this space 
could easily move to industries like 
telecommunications and insur-
ance, given their experience in sales, 
marketing and distribution. Sharma 
says this will not work anymore. 
People position themselves these 
days as growth experts with expe-
rience across sectors, he says. “Be it 
consumer or automobiles, they have 

“Companies are 
looking for talent 
with adaptability, 
humility, maturity, 
and confidence.  
The focus is on 
execution skills, 
people skills and the 
ability to look at the 
larger picture”

RONESH PURI
MANAGING DIRECTOR, 
EXECUTIVE ACCESS

“For these [new-age 
tech] companies, 
fundraising is a big 
part of their overall 
business. A CFO may 
be very good with a 
treasury function, but 
this is a very different 
requirement”

ADITYA  
NARAYAN MISHRA
MD & CEO, CIEL HR
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all about and its impact, without 
operating in a silo. The new B2C 
companies run on these fundamen-
tals and that, over time, helps the 
more conventional businesses be-
come more agile, he explains. 

“A large FMCG major today 
needs to look at its channel of dis-
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reorientation is not only for the 
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where the requirement was to have a 
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collar workers. “That was never the 
case before and it is an indication of 
how much things have changed.”

Deloitte’s Sagar highlights how at 
the entry level, jobs related to tech-
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we are witnessing a greater focus on 
reskilling with a robust understand-
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to focus a lot more on cognitive, EQ 
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skills to [get the] best out of the new 
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by a private equity fund. “Suddenly, 
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rity become very critical. The com-
pany starts to invest in that and the 
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look very different,” he says.
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says this is the beginning of a phase 
of much bigger changes. “The op-
portunities lie in the throes of mul-
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we will see a transformation across 
businesses that will be more pro-
found than what we saw over the 
last two decades.” 

That will happen because India 
is getting a lot of global attention 
and it being the fastest-growing 
major economy makes for a heady 
combination, he says. “The quan-
tum of action has increased mani-
fold across industries and we are 
still in second gear. For companies, 
the bet is on getting it right tomor-
row and to make that possible, it 
needs to lay the foundation today.”

Puri says the need is for trans-
formational leaders who have a 
clear vision of the future. “Com-
panies are looking for talent with 
adaptability, humility, maturity, 
and confidence. The focus is on ex-
ecution skills, people skills and the 
ability to look at the larger picture.” 
Much as strategy will be a key in-
gredient, a sound understanding of 
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who have been with an organisation 
for a long time may not gain substan-
tially if they are unable to be a part of 
the change, adds Puri. In the coming 
years, the ability to manage change 
will command even more premium. 
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@krishnagopalan

the confidence to pull it off,” says 
Sharma. That is an indication of how 
things have changed and are likely 
to change in the times to come.

Puri of Executive Access says 
the need for premium talent will al-
ways remain, and those candidates 
demonstrating a hunger for growth 
will command a higher premium. 
“Nomenclatures will change when 
it comes to job titles but the person 
who can effect change is the one you 
want to recruit,” he says. In the mid-

the market is necessary.
For recruiters, the FMCG sec-

tor was a happy hunting ground for 
talent. Executives from this space 
could easily move to industries like 
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ance, given their experience in sales, 
marketing and distribution. Sharma 
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People position themselves these 
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“Companies are 
looking for talent 
with adaptability, 
humility, maturity, 
and confidence.  
The focus is on 
execution skills, 
people skills and the 
ability to look at the 
larger picture”

RONESH PURI
MANAGING DIRECTOR, 
EXECUTIVE ACCESS

“For these [new-age 
tech] companies, 
fundraising is a big 
part of their overall 
business. A CFO may 
be very good with a 
treasury function, but 
this is a very different 
requirement”

ADITYA  
NARAYAN MISHRA
MD & CEO, CIEL HR
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A s AlwAys, Business Today and Taggd reached 
out to salaried employees of companies in In-
dia, across sectors, to participate in an open 
online survey. There were more than 43,000 

respondents this year, compared to 35,000-plus last year. 
A certain proportion of respondents were randomly 
called back to cross-check their credentials and to ensure 
the quality of responses were of acceptable standards. 

We asked the respondents to select and rank three 
companies that in their opinion are the best companies to 
work for in India. Rank 1 has a higher weight as compared 
to rank 2. Also, the gap between rank 1 and rank 2 is con-
sidered to be more significant than the gap between rank 
2 and rank 3. This difference was implemented by using 

the 90% rule, wherein rank 2 gets 90% of the weight as 
rank 1, and rank 3 gets 90% of the weight given to rank 2, 
and so on.

Once they picked these firms, respondents were asked 
to rate them on each of these factors—people growth 
initiatives; well-being initiatives; going beyond business; 
and engagement and connect—on a scale of 1-10 (1 being 
low importance, 10 being high importance). Once rank 
scores were computed, the top ranked company was given 
an index score of 100 and the scores of the other compa-
nies were indexed to the top company’s score.

The process resulted in identifying the Top 25 Best 
Companies to Work For in India, and the Top 5 companies 
across 12 sectors.  

 THE TOP 25 BEST COMPANIES TO WORK FOR

HOW WE DID IT

Rank Company Relative 
Scoring 

People Growth 
Initiatives

Well-being  
Initiatives

Going Beyond 
Business

Engagement 
and Connect

1 ICICI Bank   100 9.95 9.96 9.8 9.82

2 Accenture in India   91.9 9.4 9.35 9.23 9.57

3 TCS 87.8 9.15 9.28 9.37 8.92

4 Hindustan Unilever Ltd 85.7 9.2 8 8.5 9.6

5 Larsen & Toubro 82.1 7.88 8.11 9.7 7.49

6 Google India 81.3 7.89 7.99 8.3 7.77

7 HDFC Bank 79.4 7.56 7.82 8.3 8.2

8 Amazon India 79.2 7.59 8.48 7.87 7.76

9 Abbott India 74.3 7.79 7.43 8.9 7.55

10 Axis Bank 72.3 7.87 7.87 7.98 7.85

11 Infosys   70.4 7.83 7.85 8 7.72

12 Microsoft India 68.2 7.84 7.87 7.79 7.85

13 Tata Motors 66.7 7.81 7.84 7.97 7.98

14 Apollo Health & Lifestyle   65.9 7.77 7.84 7.95 7.9

15 Vodafone Idea 64.1 7.73 7.89 7.78 7.74

16 Reliance Industries   62.8 7.78 7.75 7.83 7.72

17 Wipro 61.7 7.73 7.68 7.85 7.76

18 Bharti Airtel 58.1 7.76 7.93 7.64 7.66

19 Mahindra & Mahindra 57.3 7.79 7.75 7.76 7.62

20 Deloitte India 56.3 7.71 7.68 7.6 7.73

21 Kotak Mahindra Bank 55.5 7.64 7.76 7.59 7.66

22 Cognizant Technology Solutions 54.4 7.47 7.55 7.68 7.53

23 GSK India 53.3 7.53 7.6 7.44 7.57

24 State Bank of India 50.1 7.43 7.45 7.4 7.47

25 IBM 48.6 7.33 7.35 7.39 7.3

  AUTO
1 Mahindra & Mahindra
2 Tata Motors
3 Mercedes-Benz India
4 Maruti Suzuki India
5 Honda Motor Co. Ltd

  BFSI
1 ICICI Bank
2 HDFC Bank
3 Axis Bank
4 Kotak Mahindra Bank
5 State Bank of India

  BPO,KPO, AND ITES
1 Accenture in India  
2 Infosys  
3 Wipro  
4 TCS
5 IBM

  CONSTRUCTION
1 Larsen & Toubro Ltd
2 Reliance Infrastructure Ltd
3 Tata Steel
4 Adani Group
5 Shapoorji Pallonji Group

  CORE/ENERGY/MINING

1 ONGC
2 NTPC
3 Reliance Industries Ltd 
4 GAIL
5 Tata Power Company

  ENGINEERING
1 BHEL
2 Larsen & Toubro
3 Siemens Ltd  
4 Bosch  
5 Cummins India

  LOGISTICS
1 DTDC Express
2 Blue Dart Express
3 FedEx Express Services (India)
4 DHL Express (India) 
5 Gati Ltd

  MANUFACTURING
1 Hindustan Unilever Ltd
2 SKF India  
3 Marico
4 Nestlé India
5 Godrej Group

  PHARMA AND  
                    HEALTHCARE

1 Abbott India
2 Apollo Health & Lifestyle  
3 Sun Pharmaceutical Industries Ltd  
4 GSK India
5 Cipla  

  RETAIL
1 Amazon India
2 Aditya Birla Fashion and Retail Ltd
3 Johnson & Johnson
4 Reliance Retail Ltd
5 Flipkart

SOFTWARE, 
                   HARDWARE AND IT

1 Accenture in India 
2 TCS
3 Infosys  
4 Google India
5 Amazon India

  TELECOMMUNICATIONS

1 Vodafone Idea
2 Bharti Airtel
3 Nokia Networks
4 Reliance Jio Infocomm Ltd
5 Tata Communications

RANKINGS 
BY SECTOR

Lists of winners + Methodology.indd   All Pages 08/05/24   1:01 PM
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1 ICICI BANK
TOP ATTRIBUTES

	FAIR AND OBJECTIVE  
PROCESSES AND POLICIES

	GROWTH AND LEARNING OPPORTUNITIES
 JOB SECURITY AND STABILITY

  SPORTING SPIRIT  T.K. Srirang,  
Group Chief Human Resources Officer,  
ICICI Bank, with colleagues

ICICI Bank’s ‘One Bank, One Team’ is proving to be highly 
effective, even seeing interest from outside the country  

BY ANAND ADHIKARI 

BUILDING THE 
DREAM TEAM I t’s a tale as old as 

sports. A highly skilled 
sportsperson, whose abil-
ity is frequently doubted and 
who is overlooked repeat-

edly, storms onto the global stage 
and proves the doubters horribly 
wrong. Perhaps no career bet-
ter captures this arc than that of 
cricketing legend Mohinder Ama-
rnath. He was doubted constantly 

there are times when an employee 
feels overlooked, and wishes to 
reskill and upgrade. Amarnath’s 
journey serves as a compelling nar-
rative of the triumph of will, grit, 
and determination.

In fact, this isn’t the first time 
that the bank has tapped into the 
sporting world. To emphasise the 
importance of teamwork, it invited 
former Indian hockey team captain 
Viren Rasquinha about two years 
ago to discuss how hockey—as it is 
played now—requires continuous 
adaptation, adjustment, and on-
the-fly strategising. The bottom 
line of these HR exercises is to help 
employees excel as a team.

It’s central to MD and CEO 
Sandeep Bakhshi’s strategy of ‘One 
Bank, One Team’. Since Bakhshi 
joined the bank in October 2018, 
the bank’s HR policies have under-
gone a significant overhaul. In the 
process, it has moved away from 
an individual key performance 
indicators-driven model to a team-
based approach.

It is one of only a few large or-
ganisations to have adopted such 
an approach. But it seems to be 
finding resonance elsewhere. In 
fact, the bank was pleasantly sur-
prised this year when it got a call 
from a small bank in the UK inquir-
ing about its ‘One Bank, One Team’ 
model. That bank, too, follows the 

same HR practices.
With four to five years having 

passed since the system was ad-
opted, it is proving highly effec-
tive. “It reinforces the fact that 
we are on the right track,” says 
T.K. Srirang, Group Chief Human 
Resources Officer of ICICI Bank. 
He took over as Joint Managing 
Director of ICICI Securities from 
May this year. “The bank has 
been growing across segments, 
indicating that working as a team 
yields far more value to all of us as 
an institution,” he says.

At the heart of the new system 
is the belief that every employee 
joins the bank to do their best, 
express themselves, and unleash 
their potential. The bank sees its 
role as supporting, enabling, and 
providing the right platform. As 
a result, its 141,000 employees do 
not require constant monitoring 
or individual targets. That ap-
proach has propelled it to the top 
of BT-Taggd’s The Best Compa-
nies to Work For in India list.

TEAM TARGETS
The bank is looking to move be-
yond traditional measures of 
productivity that originate from 
the manufacturing world. Effec-
tively serving customers depends 
on understanding their specific 
needs and the segment they be-
long to. Financial services deal 
with unique customers, and tai-
loring services to meet individual 
needs can always be challenging. 
“Our focus is to ensure that our 
employees consistently uphold 
the values and ethos of the insti-
tution,” says Srirang.

One way to ensure that the 
bank feels that way is through its 
recruitment process. It is also vi-
tal because of the bank’s custom-

BEST COMPANIES TO WORK FOR    ICICI BANK

and dropped from the team, only 
to defy all the odds at the 1983 
World Cup that India won—the 
quintessential ‘comeback man’ of 
Indian sports.

It’s no surprise then that Mum-
bai-headquartered ICICI Bank 
chose to tap into this powerful sto-
ry and invited Amarnath recently 
to have a chat with employees. In 
the fast-changing banking world, 

PHOTO BY MILIND SHELTE
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er 360° banking strategy, which 
requires employees to have multi-
product knowledge and skills. “We 
don’t select people based on their 
functional skills; cultural fit is the 
most important. The bank hires 
for attitude and trains for skill,” 
says Srirang.

At the other end, it has also 
ensured that many of the bank’s 
HR managers have backgrounds 
in business roles. Even when it re-
cruits qualified HR professionals, 
for instance, from top manage-
ment colleges, they are required 
to spend the first six months in a 

business role before transition-
ing to HR. That has meant that all 
functional training programmes 
are conducted by internal train-
ers. When line managers lead 
training sessions, they impart 
knowledge based on their current 
experiences, making the sessions 
highly practical. This is crucial 
because the bank is evolving con-
stantly. “With the evolving needs 
of our customers, our products, 
services, and delivery systems 
need to constantly evolve. Our 
line managers are best suited as 
trainers to ensure that all the em-

ployees are adequately trained,” 
says Srirang.

It has also established councils 
with business managers. These 
councils, led by business leaders 
and HR teams, meet regularly—
at least every quarter—to gather 
feedback on the impact of training.

BRANCHING OUT 
One other aspect that has been 
reshaped is the branch model. 
Branches are typically divided 
into retail, transaction banking, 
and rural branches. Traditionally, 

employees in most bank branches 
focussed primarily on serving 
consumers in the liabilities busi-
ness, mainly current account and 
savings account or CASA deposits. 
The bank has now transformed 
branches into business centres, 
which act as focal points for all 
products and services offered by 
it. The branch manager now un-
derstands both the risk and the 
profit and loss.

As part of its ‘Bank to Bank-
Tech’ journey, the bank continues 
to skill employees through its digi-
tal academy in line with the vision 

of a scaleable, future-ready, and da-
ta-driven organisation. Employees 
from across groups undergo skill-
ing in domains like cloud comput-
ing and artificial intelligence (AI).

The bank’s digital academy has 
15 focus areas. Employees in key 
areas such as technology, product 
design, risk management, and au-
dit undergo internal assessments 
to determine their proficiency—
categorised as L1, L2, or L3, cor-
responding to the requirements of 
their roles. After that, a road map 
for skill improvement is provided to 
employees, and this is also shared 
with board committees to outline 
the skill requirements of the bank. 

The bank is among the first in 
its domain to adopt this practice—
common in many IT companies. 
The bank also collaborates with 
a network of reputed partners, 
including the Institute for Devel-
opment and Research in Banking 
Technology, the International 
Institute of Information Technol-
ogy Bangalore, the online learn-
ing platform Manipal UNext, and 
NIIT University.

It operates a leadership academy, 
focussing on the 800-member lead-
ership team. It has identified five 
key focus areas within the organisa-
tion: data science, technology, de-
sign thinking, project management, 
and adaptive leadership. Each indi-
vidual is required to undergo one 
skilling session every six months. 
Over the next one to two years, the 
bank aims to enrol all of the leader-
ship team in these programmes, en-
suring that each member possesses 
at least basic knowledge and aware-
ness in these skill areas.

It’s pretty evident that at ICICI 
Bank, the focus is on improving 
with the employees.  

  
@anandadhikari

Hire for attitude: It 
believes in 

screening candidates 
for the right attitude 
rather than the skill 
through strong 
industry-academia 
partnerships and 
selective market 
hiring

New-age skills: 
The bank is 

focussing on keeping 

its staff up to date  
with training in  
data science and 
technology as part  
of its Bank to Bank-
Tech journey  

Train for  
skill: It has 

designed  
developmental 
programmes on 
identified future 
competencies

Thought leader-
ship: It also 

engages with  
thought leaders from 
diverse fields

Employee  
care and enabling 

work environment:  
An inclusive and 
caring workplace, 
driven by meritocracy 
and equal opportuni-
ties for all

Key  HR initiatives
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Accenture’s disability inclusion programme is empowering 
employees and creating a new crop of leaders  

BY NAVNEET DUBEY

BREAKING 
BARRIERS 

CRAFTING
LEADERS

R ajesh kini, a 31-year-old with visual impairment, knows that 
true vision transcends the gift of sight. Despite his condition, he 
harbours a dream—to champion accessibility and empower in-
dividuals with visual impairment through digital literacy. Since 
joining Accenture in India in 2019, Kini has been a beneficiary 

of the company’s robust accessibility initiatives, which have only made his 
commitment towards inclusivity stronger. 

Now a member of Accenture’s Accessibility Centre of Excellence team, 
Kini imparts knowledge and provides training on accessibility, striving to 
make virtual and physical spaces accessible to all.

Kini is just one among many who have benefitted from the IT major’s ro-
bust policies towards disability inclusion.

“We are proud of the strides we have made towards disability inclusion. 
In December 2022, we received the National Award for the Empowerment 
of Persons with Disabilities from the President of India. It recognised our 
efforts towards hiring persons with disabilities and enabling their growth 
in a barrier-free work environment,” says Lakshmi C., Managing Director 
and Lead-Human Resources, Accenture in India.

Accenture has fostered an inclusive workplace by implementing flex-
ible work arrangements for employees with disabilities and providing them 
with tailored technology and tools, such as assistive technologies and ergo-
nomic adjustments.

BEST COMPANIES TO WORK FOR    ACCENTURE IN INDIA

2 ACCENTURE IN INDIA
TOP ATTRIBUTES

	FAIR AND OBJECTIVE PROCESSES AND POLICIES
	GROWTH AND LEARNING OPPORTUNITIES
	JOB SECURITY AND STABILITY 

  PEOPLE POWER Lakshmi C.,Managing Director and Lead-Human Resources,  
Accenture in India PHOTOS BY HEMANT MISHRA
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BARRIERS 

CRAFTING
LEADERS

R ajesh kini, a 31-year-old with visual impairment, knows that 
true vision transcends the gift of sight. Despite his condition, he 
harbours a dream—to champion accessibility and empower in-
dividuals with visual impairment through digital literacy. Since 
joining Accenture in India in 2019, Kini has been a beneficiary 

of the company’s robust accessibility initiatives, which have only made his 
commitment towards inclusivity stronger. 

Now a member of Accenture’s Accessibility Centre of Excellence team, 
Kini imparts knowledge and provides training on accessibility, striving to 
make virtual and physical spaces accessible to all.

Kini is just one among many who have benefitted from the IT major’s ro-
bust policies towards disability inclusion.

“We are proud of the strides we have made towards disability inclusion. 
In December 2022, we received the National Award for the Empowerment 
of Persons with Disabilities from the President of India. It recognised our 
efforts towards hiring persons with disabilities and enabling their growth 
in a barrier-free work environment,” says Lakshmi C., Managing Director 
and Lead-Human Resources, Accenture in India.

Accenture has fostered an inclusive workplace by implementing flex-
ible work arrangements for employees with disabilities and providing them 
with tailored technology and tools, such as assistive technologies and ergo-
nomic adjustments.

BEST COMPANIES TO WORK FOR    ACCENTURE IN INDIA

2 ACCENTURE IN INDIA
TOP ATTRIBUTES

	FAIR AND OBJECTIVE PROCESSES AND POLICIES
	GROWTH AND LEARNING OPPORTUNITIES
	JOB SECURITY AND STABILITY 

  PEOPLE POWER Lakshmi C.,Managing Director and Lead-Human Resources,  
Accenture in India PHOTOS BY HEMANT MISHRA

2_Accenture.indd   44-45 08/05/24   2:00 PM



46 |

Business Today  26 May 2024 Business Today  26 May 2024

BEST COMPANIES TO WORK FOR    ACCENTURE IN INDIA

Most importantly, as per the 
company, almost 90% of Accen-
ture’s leadership in India actively 
champions disability inclusion, 
serving as influential advocates 
for these marginalised groups. 

But how does Accenture foster 
this inclusive culture? As Lakshmi 
points out, the company, through 
its network of allies, i.e. other  
Accenture companies in other 
parts of the world, works on this.
Together they have come up with 
initiatives like the Sign Language 
Club, helping disability allies to 
learn and practice sign language, 
in order to amplify their support. 

“In the past two years, we 
have introduced three new em-
ployee resource groups for dis-

ability inclusion—for our people 
with locomotor disabilities, those 
with visual impairment, and our 
neurodivergent people. These 
are self-help groups that help our 
people voice their experiences, 
lean on each other, find solutions 
to shared challenges, and build ca-
maraderie,” says Lakshmi.

Then, Accenture has its India’s 
Abilities Unleashed programme. 
Through this initiative, the com-
pany works towards developing 
both foundational and advanced 
leadership skills among individu-
als with disabilities, and also offers 
a specialised learning curriculum. 

This focus of Accenture in pro-
viding growth and learning op-
portunities for its employees with 

disabilities is one of the key reasons 
for the company being among the 
top firms in the BT-Taggd survey of 
The Best Companies to Work For in 
India in recent years. 

In fact, globally, in FY23, it in-
vested $1.1 billion and 40 million 
hours in the training and devel-
opment of its employees to make 
them future-ready. 

“We have an accessibility-first 
mindset, which is the belief that ev-
ery solution and application should 
be built accessible by design. This 
is vital to creating a genuinely 
barrier-free environment—for our 
people, our clients, and the broader 
community,” says Lakshmi.

What Lakshmi says finds reso-
nance in the achievements of em-
ployees like Anandi Thyagarajan, 
who is a leader in the company’s 
Intelligent Operations Centre 
(AIOC). Thyagarajan has set 
an example for others by being  
open about her immunological dis-
order and the challenges she has to 
undergo. She believes that speak-
ing up about disabilities is impor-
tant and is needed to break the stig-
ma associated with it. Moreover, it 
enables inclusion. Because of the 
support she has received at Accen-
ture, she is now helping people re-
alise that disabilities come in many 
different forms—including those 
that are not apparently visible.

As Lakshmi points out, the work 
culture at Accenture has always 
been oriented towards removing 
barriers to employability.

“Our people regularly volun-
teer their time and experiences to 
build skills and remove barriers to 
employability in our local commu-
nities for underrepresented talent 
who have traditionally lacked ac-
cess to digital skills,” she says. 

  
@imnavneetdubey

Accenture has an 
Accessibility 

Centre, which serves 
as a hub for engage-
ment and collabora-
tion

The company’s 
Skills to Succeed 

programme equips  
1.6 million in India for 
digital jobs, including 
persons with disabili-
ties

Accenture has 
teamed up with 

Microsoft to impart 
digital, cyber and AI 
fluency to undergrad-
uates

Accenture has the 
Abilities Un-

leashed Program, 
which offers custom-
ised leadership skills 
training for individuals 
with disabilities

Many of Accen-
ture’s pro-

grammes now include 
AI and Gen AI to train 
and mentor senior 
women technologists

Accenture’s 
Employee 

Resource Groups have 
a targeted focus on 
inclusion and fosters 
open discussions and 
mutual support

Key  HR initiatives
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W ith scale comes the ambition to grow further. Perhaps few 
companies better illustrate that trait than India’s largest IT 
firm, Tata Consultancy Services (TCS).

To continue growing at such a scale, it is vital to keep an 
eye on the workforce and retain talent, especially in an in-

dustry that is known for high attrition rates. That is a skill TCS has mas-
tered over time.

Milind Lakkad, the company’s Chief Human Resources Officer, points 
to TCS’s 56-year history as evidence of its success. “People have always 
been our key priority from inception. We spend a lot of time and effort 

creating the right systems and con-
tinuously building on the founda-
tion,” he says. With a workforce of 
601,546—35.6% of them are wom-
en—at the end of FY24, one might 
assume that that kind of attention 
is not possible. Lakkad makes it 
clear that the firm retains a “small 
company culture” that helps keep 
the focus.

“We see more leaders emerg-
ing, and that, along with stable 
leadership, works very well. It leads 
to like-minded people who are 
steeped in TCS culture,” says Lak-
kad. This helps communicate the 
company’s message to its diverse 
workforce, which includes people 
from 152 nationalities. “Once we 
get it right on the basic culture 
piece, it becomes easy for anyone 
joining us to grasp it, and, eventu-
ally, they become torchbearers of 
the organisation.”

Through the conversation, one 
loses count of the number of times 
Lakkad mentions the words people 
and culture. According to him, peo-
ple are not resources; they need to 
be looked at as human beings. “Our 
policies are very human-centric at 
all times, and flexible working is 
just one example [of this],” he says. 
That approach involves looking out 
for employees in times of need, be 
it someone who is a new mother or 
one who is expecting a child, some-

one dealing with an ailing parent, 
or someone who has a child study-
ing for the all-critical board exams. 
“All of them are equally important. 
These are parts of our culture that 
have always been there and will 
never change.”

Here is an organisation with a 
massive global footprint, and there 
could be an executive sitting in, say, 
Amsterdam facing an issue. “We 
make no difference, and everyone 
is equally important. Each month, 
there are easily five to 10 such cas-
es, and we need to help them during 
tough times,” Lakkad says.

Lakkad admits that this is an 
ongoing process and can be time-
consuming. “That’s why our ap-
proach to engagement with pur-
pose becomes so critical. We try 
and put ourselves in their shoes to 
understand the issue better,” he 
explains. TCS is a firm believer in 
“integrity, respect for individu-
als, and the need to continuously 
learn.” For every member of its 
workforce, these tenets “are para-
mount and driven through the sys-
tem every day”.

The IT sector is very competi-
tive, and the need for talent can 
hardly be exaggerated. In such a 
situation, it becomes doubly im-
portant to identify star performers 
and reward them to ensure they re-
main with the organisation. “[Star 
performers] are put on accelerated 
career paths. The idea is to link 
one’s learning with career growth,” 
explains Lakkad. That creates a 
vibrant environment within the 
company. It also allows such em-
ployees to determine their own 
career paths. “In the process, the 
kind of engagements or the nature 
of opportunities at a global level 
can change quite dramatically for a 
person,” he adds.

Likewise, someone who is an ex-

expectation of the organisation 
is that the workforce understands 
what it takes to deliver. “At the 
end of the day, nothing is more 
important than getting it right on 
execution. It leads to higher levels 
of stickiness, and as we have seen, 
it becomes the base for repeat 
business.”

But most of all, TCS places 
a premium on trying to ensure 
that an employee feels good and 
wanted. Lakkad stresses the im-
portance of ensuring there is 
enough motivation about getting 
into work each day and that posi-
tivity must permeate across the 
organisation. “The question they 
ask is what is being done to build 
my career. What the person goes 
through must be challenging and 
exciting,” he says.

It is perhaps because of such a 
granular approach that TCS has 
consistently ranked high on BT-
Taggd’s The Best Companies to 
Work For in India list.  

  
@krishnagopalan 

BEST COMPANIES TO WORK FOR    TCS

Despite having a large workforce, TCS has ensured that it 
retains its focus on ensuring their well-being 

BY KRISHNA GOPALAN

Reaching for  
the Stars 

Well-being Initiatives: TCS has 
a Well-being Umbrella provid-

ing end-to-end support offerings 
across diverse associate segments 

TCS Cares: This programme 
provides professional help and 

support, and includes emotional 
support and 24x7 counselling 
services to employees and their 
family members

Fit4Life: Encourages fitness 
and running as a way of life and 

has global sports sponsorships. It 
also has a Yoga Council for holistic 
well-being 

Flexible Work Policies: 
Provides necessary support 

and flexibility to all associates who 
are primary caregivers of young 
children (post-childbirth or 
adoption of a child) 

Key  HR initiatives

pert in a certain sphere gets pulled 
into more critical projects. “The 
expertise in one is identified early, 
and if there is another customer in 
that sector, the person becomes the 
key resource,” he says. It is the ex-
perience that is rewarded, and the 
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firm, Tata Consultancy Services (TCS).
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tered over time.
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tion,” he says. With a workforce of 
601,546—35.6% of them are wom-
en—at the end of FY24, one might 
assume that that kind of attention 
is not possible. Lakkad makes it 
clear that the firm retains a “small 
company culture” that helps keep 
the focus.

“We see more leaders emerg-
ing, and that, along with stable 
leadership, works very well. It leads 
to like-minded people who are 
steeped in TCS culture,” says Lak-
kad. This helps communicate the 
company’s message to its diverse 
workforce, which includes people 
from 152 nationalities. “Once we 
get it right on the basic culture 
piece, it becomes easy for anyone 
joining us to grasp it, and, eventu-
ally, they become torchbearers of 
the organisation.”

Through the conversation, one 
loses count of the number of times 
Lakkad mentions the words people 
and culture. According to him, peo-
ple are not resources; they need to 
be looked at as human beings. “Our 
policies are very human-centric at 
all times, and flexible working is 
just one example [of this],” he says. 
That approach involves looking out 
for employees in times of need, be 
it someone who is a new mother or 
one who is expecting a child, some-

one dealing with an ailing parent, 
or someone who has a child study-
ing for the all-critical board exams. 
“All of them are equally important. 
These are parts of our culture that 
have always been there and will 
never change.”

Here is an organisation with a 
massive global footprint, and there 
could be an executive sitting in, say, 
Amsterdam facing an issue. “We 
make no difference, and everyone 
is equally important. Each month, 
there are easily five to 10 such cas-
es, and we need to help them during 
tough times,” Lakkad says.

Lakkad admits that this is an 
ongoing process and can be time-
consuming. “That’s why our ap-
proach to engagement with pur-
pose becomes so critical. We try 
and put ourselves in their shoes to 
understand the issue better,” he 
explains. TCS is a firm believer in 
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als, and the need to continuously 
learn.” For every member of its 
workforce, these tenets “are para-
mount and driven through the sys-
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situation, it becomes doubly im-
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and reward them to ensure they re-
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one’s learning with career growth,” 
explains Lakkad. That creates a 
vibrant environment within the 
company. It also allows such em-
ployees to determine their own 
career paths. “In the process, the 
kind of engagements or the nature 
of opportunities at a global level 
can change quite dramatically for a 
person,” he adds.

Likewise, someone who is an ex-

expectation of the organisation 
is that the workforce understands 
what it takes to deliver. “At the 
end of the day, nothing is more 
important than getting it right on 
execution. It leads to higher levels 
of stickiness, and as we have seen, 
it becomes the base for repeat 
business.”

But most of all, TCS places 
a premium on trying to ensure 
that an employee feels good and 
wanted. Lakkad stresses the im-
portance of ensuring there is 
enough motivation about getting 
into work each day and that posi-
tivity must permeate across the 
organisation. “The question they 
ask is what is being done to build 
my career. What the person goes 
through must be challenging and 
exciting,” he says.

It is perhaps because of such a 
granular approach that TCS has 
consistently ranked high on BT-
Taggd’s The Best Companies to 
Work For in India list.  
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T he first thing that a 
chuffed Anuradha Raz-
dan tells you is that she 
has completed 25 years at 
FMCG major Hindustan 

Unilever Ltd (HUL). She passed out 
from the prestigious XLRI in Jam-
shedpur in 1999 and joined HUL as a 
management trainee. She has been 
there since. And to be fair to Raz-
dan, a steady career path has helped 
her a great deal. In these years, she 
has grown from a management 
trainee to Executive Director (HR) 
and CHRO, HUL & Unilever South 
Asia. And since we met her in late 
April, it has been announced that 

she would  now move to a global role 
as Unilever’s Chief Reward & Or-
ganisation Development Officer.

“The enduring parts of our cul-
ture have not changed and one of 
that is to be boringly consistent,” 
she says. HUL is a very large or-
ganisation (it ended FY24 with a 
revenue of `62,707 crore and a net 
profit of `10,282 crore), and has an 
enviable set of brands under its um-
brella. According to Razdan, HUL 
is an employer of choice at the Top 
20 B-school campuses in India. 
“People want to be a part of a win-
ning business, and we’re one,” she 
says proudly.

Moving a monolith is not easy 
but HUL, time and again, has 
shown how it can be done. Razdan 
speaks of innovation with its mar-
keting models, supply chain, and 
distribution. “We set the trend and 
constantly create a leadership fac-
tory,” she explains. It cannot be for-
gotten that talent today is very dif-
ferent from, say, a decade ago and 
job options have increased quite 

dramatically, forcing any organ-
isation to up its game all the time. 
“For us the process of talent at-
traction is serious business, and 
we spend a lot of time on that. If 
we get it right there, a lot of things 
fall into place.”

In the last decade or so, the 
FMCG industry has undergone 
significant disruptions, largely 
propelled by technology. Tradi-
tional consumer purchasing be-
haviours, like in-store shopping, 
have shifted towards a situation 
where both the offline purchase 
and online ordering can coex-
ist together. In the face of such 
change, Razdan says that what 
remains unchanged is HUL’s 
dedication to skill-building, de-
spite the unprecedented business 
transformation underway.

“Just look at the spectrum that 
covers general trade, modern 
trade, and e-commerce. The op-
portunity is to make the organ-
isation future-ready, and we will 
do that by upskilling our people 

BEST COMPANIES TO WORK FOR    HUL

For HUL, a motivated workforce leads to multiple  
advantages and the consumer giant is banking on that to bolster growth

BY KRISHNA GOPALAN

KEEPING THE  
SPIRITS HIGH 

4 HUL
TOP ATTRIBUTES

	FAIR AND OBJECTIVE PROCESSES  
AND POLICIES  

	GROWTH AND LEARNING OPPORTUNITIES
	JOB SECURITY AND STABILITY

  FLEXIBILITY FOCUSSED Anuradha Razdan, 
ED (HR) and CHRO, HUL & Unilever South Asia
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across levels,” she says. Apart from 
upskilling, Razdan says that a key 
aspect of leadership grooming is 
also dependent upon the work cul-
ture. And HUL prides itself in be-
ing an open and nurturing space. 
Also, working for a large multi-
national has its own advantages 
and being relocated to different 
markets is one. “The international 
experience is of great importance 
and a key part of the overall leader-
ship grooming process,” she says.

Similarly, HUL prides itself in 

being a gender-diverse organisa-
tion. According to Razdan, women 
account for 46.5% of managerial 
positions. That number was just 
4% in 1999. And like its multiple 
businesses, there are many layers 
to HUL. This March, the compa-
ny introduced the foster/kinship 
caregiver leave policy. 

“By pioneering this initiative, 
we aim to create a supportive eco-
system that values all forms of 
caregiving,” says Razdan. In addi-
tion to offering a range of parental 

support options—parental leave, 
adoption leave, secondary caregiver 
leave—the recent initiative is “a step 
forward to ensure caregivers for fos-
ter children or kinship can balance 
their professional responsibilities 
with their caregiving duties”. 

In line with making jobs flexible, 
both in terms of schedule and place 
of work, HUL has two policies: 
Open2U and U-Work. Open2U is 
a platform that allows expert tal-
ent/gig workers the opportunity to 
work on strategic projects with the 
security and benefits of a full-time 
job. “We primarily use this to get 
experts in for special projects on a 
short-term basis,” she explains.  

In the case of U-Work, HUL 
employees enjoy the best of both 
worlds: the autonomy of contract 
positions paired with the stability 
and perks commonly found in tra-
ditional employment. Under this, 
individuals aren’t confined to a 
single role; they engage in diverse 
assignments and enjoy the freedom 
to pursue personal endeavours be-
tween projects. Regardless of their 
current workload, they receive a 
monthly retainer along with a tai-
lored package of benefits.

HUL, which has consistently 
been among the top names in BT-
Taggd’s The Best Companies to 
Work For in India lists, remains a 
coveted destination for aspiring 
managers. But, it doesn’t dwell on 
past success. In an ever-evolving 
market, strategic refinement is cru-
cial. Central to this evolution is cul-
tivating a positive work culture—
essential for sustained growth. 

And HUL aims to underscore 
this vital message. “We need to be 
viewed as a company that not just 
does well but does good too,” says 
Razdan. 

  
@krishnagopalan

HUL’s Open2U is a 
platform that 

gives expert talent 
and gig workers an 
opportunity to work 
on strategic projects, 
but with the security 
of a full-time job. The 
company uses this 
policy to get experts 
for special projects on 
a short-term basis

Under U-Work, 
HUL employees 

don’t have one single 

role. They are part of 
diverse assignments 
and also enjoy the 
freedom to pursue 
personal endeavours 
between projects. 
They also receive a 
monthly retainer 

HUL has a foster/
kinship caregiver 

leave policy, with the 
aim to prioritise all 
forms of caregiving, 
without making a 
distinction. Under 

this, employees who 
are caregivers for 
foster children or 
kinship have a range 
of support systems 
available 

HUL, which has  
witnessed the 

FMCG market grow 
and change drasti-
cally, also has robust 
skill-building and 
reskilling avenues 
available for its 
employees

Key  HR initiatives
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l &t is an abbreviation for Larsen & Toubro. But for Chief Human Re-
sources Officer (CHRO) C. Jayakumar, 58, L&T is all about “learning 
& training,” as the diversified Indian conglomerate, with interests 
in defence, technology, construction, power, heavy engineering, fi-
nance and railways, among others, provides its employees with op-

portunities to develop skills across segments and climb the corporate ladder.   
“Employees at L&T get purpose and pride while working for the com-

pany because we make things that make India proud. We are the builders of 
the nation. We do landmark projects,” says Jayakumar, while highlighting 
L&T projects like the Statue of Unity, Atal Setu, and the Narendra Modi Sta-
dium. “L&T is also called a ‘Learning & Training’ organisation, as our peo-
ple get challenging assignments because it is not just one company. There 
are different businesses and projects within the company and also within 
India and overseas,” he adds.

The company operates 18-19 training institutes across the country, in-

cluding the Leadership Develop-
ment Academy at Lonavala, which 
has tie-ups with many marquee 
institutions including Harvard, 
INSEAD, and Ross School of Busi-
ness. The company, in partnership 
with institutions like the Indian 
Institutes of Management (IIMs), 
McKinsey, Ross, and INSEAD, also 
runs a seven-step leadership de-
velopment programme to develop 
future leaders.

But the learning and training 
part does not end here. The com-
pany also has technical training 
institutes, project management 
institutes, a rail academy, a tunnel 
academy that even has its own tun-
nel boring machine (TBM), and a 
safety innovation school, among 
other training centres. Then there 
is also the Any Time Learning (ATL) 
programme, which is a digital learn-
ing platform that assumed a lot of 
importance during and after the 
pandemic. The programme also 
has tie-ups with other edtech plat-
forms such as Coursera, SkillSoft 
Percipio, and IPSOS, among oth-
ers. “Most of the people at the top 
today in the L&T group are those 
who have joined and grown with the 
organisation, and they would have 
gone through all the developmental 
initiatives and programmes,” adds 
Jayakumar, who himself has spent 
close to four decades with the group.

“People [often] ask me how I 
have been with one company for 

5 L&T
TOP ATTRIBUTES

	FAIR AND OBJECTIVE PROCESSES  
AND POLICIES  

	GROWTH AND LEARNING OPPORTUNITIES 
	JOB SECURITY AND STABILITY  

  PEOPLE’S MANAGER C. Jayakumar, Group 
Chief Human Resources Officer, L&T

L&T provides its employees with a variety of programmes to help 
them grow professionally and climb the corporate ladder  

BY ASHISH RUKHAIYAR

All About ‘Learning 
& Training’

PHOTOS BY MANDAR DEODHAR
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36 years, and I tell them it is actu-
ally multiple companies…differ-
ent locations, verticals, segments, 
businesses, etc. The organisation 
provides the opportunity to move 
across businesses, locations and 
functions; hence, it is not monoto-
nous. There are different challeng-
es and opportunities that lead to 
all-round development,” he says.

The company places great em-
phasis on learning and training 
programmes, which is evident from 
the fact that Chairman & MD S.N. 
Subrahmanyan (SNS) personally 
mentors select top executives.

Meanwhile, the company has un-
dergone a lot of digital transforma-
tion in HR, with a special focus on 
artificial intelligence (AI) tools. It 
uses AI tools in the initial stages of 
recruitment to identify candidates 
with the right abilities and exper-
tise. The company has automated 
the creation and distribution of cus-
tomised offer letters while ensur-
ing accuracy and rapid delivery by 
automating background checks and 
other pre-employment verification 
processes. This helps HR officials to 
focus on strategic engagement and 
onboarding activities. L&T has also 
strategically deployed AI analytics 
to gauge and analyse employee en-
gagement and satisfaction levels. 
Among other things, AI-powered 
virtual assistants at L&T provide 
employees with immediate access 
to information about HR policies, 
benefits, and other HR-related que-
ries, improving the employee expe-
rience and reducing HR workload.

The prowess of technology and 
data analytics extends beyond HR. 
“In the last six to seven years, SNS 
has put a lot of focus on technology 
and automation. So, data comes to a 
central pool, which helps us in opti-
mum utilisation and better produc-
tivity of all our equipment as well,” 

duced maternity leave for adop-
tion and surrogacy as part of its 
efforts to support working moth-
ers and foster a supportive work 
environment. A mother of twins 
is entitled to three extra months 
of maternity leave at L&T. Post 
pregnancy, a female employee 
is allowed to work from home or 
adopt a hybrid roster for up to six 
months, even as the company has 
introduced new facilities for wom-
en employees in terms of flexibil-
ity, travel allowances, creche facil-
ity, and creche allowance. 

The firm also encourages in-
novation and out-of-the-box 
thinking in a big way. “Risk-taking 
is encouraged. You can commit 
mistakes as well but the more im-
portant part is that you learn from 
your mistakes,” says Jayakumar.

Thanks to all these initiatives, 
L&T has emerged as one of the 
top companies in BT-Taggd’s The 
Best Companies to Work For in 
India ranking this year. 

  
@ashishrukhaiyar

BEST COMPANIES TO WORK FOR    L&T

Big focus on learning and 
training of all employees 

L&T has a Leadership 
Development Academy and 

many technical training institutes  

Tie-ups with domestic and 
international marquee 

B-schools, learning platforms 

Huge digital transformation in 
HR with a focus on AI tools   

Various initiatives launched 
to support working mothers

Key  HR initiatives

says Jayakumar.
In terms of women’s represen-

tation, L&T currently has 4,800 
women employees—8.3% of its to-
tal workforce—with more than 400 
in mid- and senior management. 
The company aims to reach 10% fe-
male representation by 2026.

Further, with the intention of 
developing a healthy pipeline of 
women leaders, L&T has selected 
nearly 500 women employees for 
the Winspire series of leadership 
development programmes in the 
past two and a half years.

The company has recently intro-
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By offering employees multiple ways by which they can work 
and grow, Google has ensured that it gets the best from them

BY NIDHI SINGAL

THE FLEXIBILITY  
TO EXCEL

W hat do the employees of a company that provides answers 
to practically everything search for? Like other profession-
als, they too are looking for a workplace culture that values 
respect and has avenues for personal growth. What is the an-
swer of the company (it’s Google in case you haven’t guessed 

it already) for them? For Google India, it is flexibility in their approach to-
wards how (and where) employees work. And there’s a simple reason why 
Google is doing it.

“For two decades, India has been the crucible where Google’s innovation 
has thrived. We’ve grown our presence across five cities and created a work-
place and culture for India’s best talent to develop many of our global solu-
tions with India’s unique needs at the forefront,” says Sanjay Gupta, Country 

Head & Vice President of Google 
India.  

Driven by this, Google offers cus-
tomised development opportuni-
ties to employees (called Googlers), 
which ranges from formal pro-
grammes to informal learning 
through projects and cross-func-
tional collaborations. For instance, 
full-time employees are eligible for 
the ‘20% Projects’ programme that 
lets them dedicate up to 20% of their 
work time to pursue side projects of 
their choice. 

“This fosters creativity, experi-
mentation, and skill development, 
ultimately benefitting both the indi-
vidual Googler and the company as a 
whole,” says Google India’s Head of 
HR Shraddhanjali Rao. 

While these initiatives give em-
ployees opportunities to explore 
beyond their existing role or put 
their expertise to use within the 
company, Google also encourages 
them to keep learning. “Under the 
Educational Reimbursement pro-
gramme, we offer $3,500 annually 
to eligible Googlers across all levels 
in India to participate in personal or 
business-critical courses to directly 
improve a skill outside of what’s of-
fered at Google,” explains Rao.

While many organisations are 
increasingly focussing on gender 
equality and inclusion, Google has 
gone a step further. “We also take 
concrete steps to reduce bias sys-
temically. For instance, our hiring 

tools are programmed to detect and 
prohibit pronouns when submitting 
candidate feedback, encouraging 
the use of gender-neutral pronouns 
such as they/them,” says Rao. 

Additionally, feedback packets 
are created without identifiers like 
name, surname, or ethnicity, en-
suring the focus remains solely on 
skills, qualifications, and experi-
ence, she adds.

Google has also been working 
towards ensuring fair compensa-
tion for women globally, making 
annual equity adjustments since 
2017. “Every year we run a rigorous 
statistical analysis to make sure all 
new salaries, bonuses and equity 
awards are fair. We leverage data to 
make structured decisions and en-

sure that decisions are taken whilst 
preventing bias and leveraging 
multiple perspectives,” says Rao. 

Google takes into account 
things that should impact pay, such 
as role, level, location and perfor-
mance. “If we find any differences 
in proposed pay between men and 
women globally, we make upward 
adjustments,” she adds.

A key tenet is also how Google 
prioritises employee well-being 
and offers flexibility at work. From 
initiatives such as the option to 
work from any location outside 
their primary work location for 
four weeks a year, to work-from-
anywhere in case of extenuating 
family circumstances for up to 12 
weeks in a rolling 12-month period, 

Google offers several options. 
There’s also carers’ leave for 
each loved one (family member, 
partners, and dependents) per 
lifetime for serious and critical 
illnesses of eight weeks. 

“We also offer three months 
of baby bonding leave for non-
birthing parents and work from 
home of three months for birthing 
mothers post six months of ma-
ternity leave,” says Rao. Google 
also has a ‘Ramp Back Time’ for 
returning mums that allow them 
to work a minimum of 50% of their 
normal weekly working hours, 
while still being paid 100% of their 
normal weekly salary in their first 
two weeks back at work from ma-
ternity leave.

Google also provides equal 
access and coverage through the 
India health insurance policy, 
which is inclusive of all LGBTQ+ 
identities. Its medical insurance 
cover includes domestic part-
ners, while there is a Transgender 
Healthcare Program that sup-
ports Googlers and their depen-
dents who are transitioning by 
helping them find doctors, navi-
gate the healthcare system, pay 
for treatment, and more. 

Google has also adopted a hy-
brid approach to work as it expects 
most employees to spend approxi-
mately three days in the office and 
two days wherever they work best. 

The company also offers op-
portunities to employees to ap-
ply for completely remote work 
based on their respective roles and 
teams’ needs. All these measures 
have contributed to Google In-
dia being a regular among the top 
companies in the BT-Taggd survey 
of The Best Companies to Work 
For in India in recent years.  

  
@nidhisingal

Full-time employ-
ees can dedicate 

up to 20% of their time 
to side projects of their 
choice

Grant of $3,500 
per year for eligible 

employees to undergo 
training courses

Flexibility to work 
from outside 

office, if required, for a 
stipulated period every 
year; ‘Ramp Back Time’ 
for returning mums 

Annual equity 
adjustments since 

2017 to ensure fair 
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women globally

Health insurance 
policy inclusive of 

all LGBTQ+ identities; 
medical insurance 
covers domestic 
partners; Transgender 
Healthcare Program

Key  HR initiatives
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By offering employees multiple ways by which they can work 
and grow, Google has ensured that it gets the best from them

BY NIDHI SINGAL

THE FLEXIBILITY  
TO EXCEL

W hat do the employees of a company that provides answers 
to practically everything search for? Like other profession-
als, they too are looking for a workplace culture that values 
respect and has avenues for personal growth. What is the an-
swer of the company (it’s Google in case you haven’t guessed 

it already) for them? For Google India, it is flexibility in their approach to-
wards how (and where) employees work. And there’s a simple reason why 
Google is doing it.

“For two decades, India has been the crucible where Google’s innovation 
has thrived. We’ve grown our presence across five cities and created a work-
place and culture for India’s best talent to develop many of our global solu-
tions with India’s unique needs at the forefront,” says Sanjay Gupta, Country 

Head & Vice President of Google 
India.  

Driven by this, Google offers cus-
tomised development opportuni-
ties to employees (called Googlers), 
which ranges from formal pro-
grammes to informal learning 
through projects and cross-func-
tional collaborations. For instance, 
full-time employees are eligible for 
the ‘20% Projects’ programme that 
lets them dedicate up to 20% of their 
work time to pursue side projects of 
their choice. 

“This fosters creativity, experi-
mentation, and skill development, 
ultimately benefitting both the indi-
vidual Googler and the company as a 
whole,” says Google India’s Head of 
HR Shraddhanjali Rao. 

While these initiatives give em-
ployees opportunities to explore 
beyond their existing role or put 
their expertise to use within the 
company, Google also encourages 
them to keep learning. “Under the 
Educational Reimbursement pro-
gramme, we offer $3,500 annually 
to eligible Googlers across all levels 
in India to participate in personal or 
business-critical courses to directly 
improve a skill outside of what’s of-
fered at Google,” explains Rao.

While many organisations are 
increasingly focussing on gender 
equality and inclusion, Google has 
gone a step further. “We also take 
concrete steps to reduce bias sys-
temically. For instance, our hiring 

tools are programmed to detect and 
prohibit pronouns when submitting 
candidate feedback, encouraging 
the use of gender-neutral pronouns 
such as they/them,” says Rao. 

Additionally, feedback packets 
are created without identifiers like 
name, surname, or ethnicity, en-
suring the focus remains solely on 
skills, qualifications, and experi-
ence, she adds.

Google has also been working 
towards ensuring fair compensa-
tion for women globally, making 
annual equity adjustments since 
2017. “Every year we run a rigorous 
statistical analysis to make sure all 
new salaries, bonuses and equity 
awards are fair. We leverage data to 
make structured decisions and en-

sure that decisions are taken whilst 
preventing bias and leveraging 
multiple perspectives,” says Rao. 

Google takes into account 
things that should impact pay, such 
as role, level, location and perfor-
mance. “If we find any differences 
in proposed pay between men and 
women globally, we make upward 
adjustments,” she adds.

A key tenet is also how Google 
prioritises employee well-being 
and offers flexibility at work. From 
initiatives such as the option to 
work from any location outside 
their primary work location for 
four weeks a year, to work-from-
anywhere in case of extenuating 
family circumstances for up to 12 
weeks in a rolling 12-month period, 

Google offers several options. 
There’s also carers’ leave for 
each loved one (family member, 
partners, and dependents) per 
lifetime for serious and critical 
illnesses of eight weeks. 

“We also offer three months 
of baby bonding leave for non-
birthing parents and work from 
home of three months for birthing 
mothers post six months of ma-
ternity leave,” says Rao. Google 
also has a ‘Ramp Back Time’ for 
returning mums that allow them 
to work a minimum of 50% of their 
normal weekly working hours, 
while still being paid 100% of their 
normal weekly salary in their first 
two weeks back at work from ma-
ternity leave.

Google also provides equal 
access and coverage through the 
India health insurance policy, 
which is inclusive of all LGBTQ+ 
identities. Its medical insurance 
cover includes domestic part-
ners, while there is a Transgender 
Healthcare Program that sup-
ports Googlers and their depen-
dents who are transitioning by 
helping them find doctors, navi-
gate the healthcare system, pay 
for treatment, and more. 

Google has also adopted a hy-
brid approach to work as it expects 
most employees to spend approxi-
mately three days in the office and 
two days wherever they work best. 

The company also offers op-
portunities to employees to ap-
ply for completely remote work 
based on their respective roles and 
teams’ needs. All these measures 
have contributed to Google In-
dia being a regular among the top 
companies in the BT-Taggd survey 
of The Best Companies to Work 
For in India in recent years.  
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A  chief executive officer (CEO), who interacts with employees 
on the ground often, gets dozens of suggestions and feedback on 
policies. HDFC Bank’s CEO Sashidhar Jagdishan’s expeditions 
(he goes on bus tours of semi-urban and rural branches) spells 
a list of actionable items for Vinay Razdan, the Chief Human Re-

sources Officer. “Many issues can be quickly resolved, some are complicated 
and some are difficult to do because banking is a regulated business with 
governance and risk involved,” says Razdan. The bank, however, has been 
quite successful in implementing many suggestions—from vehicle loan pol-
icy to higher limits for home loans.   

It is already challenging to manage the aspirations of a large workforce of 
over 200,000. The merger of the housing finance company—HDFC Ltd—
with the bank has thrown up many new ones. The mortgage product was pre-
viously exclusively handled by HDFC Ltd, while the bank focussed on other 
financial services products. The mortgage business was structured in such a 
way that lead generation, credit assessment, and disbursements were done 

at the branches. Banking is a more 
centralised function with differ-
ent departments taking care of lead 
generation and credit assessment. 
So, integrating  a niche product with 
a specialised workforce has been a 
tough task.

“The bank has been very sensi-
tive in acknowledging the fact that 
a housing loan differs significantly 
from any other type of loan,” says 
Razdan. The parent firm’s employ-
ees bring a specialised skill set in 
housing loans that weren’t previ-
ously available. “We aim to lever-
age employees’ skills, capabilities, 
and expertise,” says Razdan, whose 
bank has a retail mortgage portfolio 
of `7.72 lakh crore.

The bank is prioritising adjust-
ing its way of working to maintain a 
multi-product focus while respect-
ing employees’ specialised capabili-
ties. It is because of utilising unique 
skill sets and job security and stabil-
ity even at difficult times that HDFC 
Bank has been ranked seventh in 
BT-Taggd’s The Best Companies to 
Work For in India list.

“Housing loans are complex 
products with long tenures and 
evolving credit aspects. Our on-
going effort is to place the talent 
acquired through the merger in 
suitable roles, with the goal of en-
hancing our mortgage business 
rather than solely pushing other 
product sales,” explains Razdan.

In the BT-Taggd survey, the bank 

scored high on job security. Even 
during Covid, the bank maintained 
its compensation, bonus, and pro-
motion cycles at pre-Covid levels. 
“Whatever actions we typically take 
in a normal year, we maintained in 
2020,” says Razdan. This consisten-
cy instilled confidence and a sense 
of security.

In FY24, the bank surprised its 
employees with an ex-gratia pay-
ment worth `1,500 crore. “It is our 
way of trying to say thank you to the 
ground workforce,” said Jagdishan 
in an investor call this April.

THE LEARNING CURVE
In July 2023, the bank introduced 
MPower, a new learning manage-
ment system, and Learning Experi-
ence Platform, hosting rich content, 
in partnership with global players 
like EdCast by Cornerstone, Upside, 
Harvard, Udemy, and Skillsoft. This 
provides access to content across 
areas like leadership, strategy, tech-
nology, banking and finance, etc. 
“This engaging content in a variety 
of formats provides insights and 
contemporary practices that help 
our talent perform well and thrive 
in a rapidly-evolving business land-
scape,” says Razdan.

Through EdCast, the bank pro-
vides a learning experience custom-
ised to individual preferences. For 
example, if a relationship manager 
is travelling between calls and has 
20 minutes to spare, he can log into 
the platform and watch a learning 
video clip tailored to his interests.

Another aspect of learning 
comes from the rotation of portfo-
lios. People are undertaking new 
roles, stepping out of their comfort 
zones, accepting new assignments, 
all while having the safety net of sol-
id organisational systems. “It gives 
them a holistic experience,” Razdan 
adds. Three months after the merg-

into strengthening and enriching 
the experience that each leader 
provides to their team members. 
We have a comprehensive strategy 
for this—nurture, care, collabo-
rate,” Razdan adds. 

Within that framework, the 
bank conducts performance ap-
praisal, development, and care-
related conversations to ensure 
that every person is supported 
and guided appropriately.

“Over the last 20 years, we have 
seen stalwarts who have come and 
gone, but the organisation has 
continued to roll and move for-
ward with a lot of energy and even 
more gusto,” said Jagdishan in the 
investors’ call.

Jagdishan said the company is 
process-driven and process-de-
pendent. 

“It’s an auto engine that will 
chug along in any kind of an envi-
ronment,” he added. 

With that in mind, HDFC Bank 
has clearly created an institutional 
platform with management depth 
that goes beyond the top brass. 

  
@anandadhikari
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7 HDFC BANK
TOP ATTRIBUTES

	FOCUS ON UTILISING UNIQUE SKILL SETS  
	SUPPORT AND GUIDANCE TO EMPLOYEES 
	JOB SECURITY AND STABILITY 

  EVOLVING WITH THE TIMES Vinay Razdan, 
Chief Human Resources Officer, HDFC Bank

The integration of mortgage giant HDFC Ltd with HDFC Bank 
sets the stage for making the best of both worlds 

BY ANAND ADHIKARI

Turning Over a  
New Leaf

MD & CEO’s bus tours to get 
first-hand feedback

Introduced MPower, a new 
learning management system, 

and Learning Experience Platform  

Partnership with EdCast, 
Upside, Harvard, Udemy, and 

Skillsoft for learning initiatives

Relying on gamification to 
simulate real-life conditions 

for learning. Recently, the bank 
rolled out Strategy Lab @ HDFC 
Bank for senior executives

Key  HR initiatives

er became effective in July 2023, the 
bank restructured its top deck.

The bank offers appropriate 
training programmes, including 
formal classroom interventions 
and is also relying on gamification 
to simulate real-life conditions for 
learning. Recently, the bank rolled 
out Strategy Lab @ HDFC Bank 
for its senior executives, curated in 
partnership with BTS, a global strat-
egy execution consulting firm. 

The programme is contextual-
ised through a real-life banking sim-
ulation with elements of strategic 
decision-making.

“A large part of our effort goes 

PHOTOS BY MILIND SHELTE
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A  chief executive officer (CEO), who interacts with employees 
on the ground often, gets dozens of suggestions and feedback on 
policies. HDFC Bank’s CEO Sashidhar Jagdishan’s expeditions 
(he goes on bus tours of semi-urban and rural branches) spells 
a list of actionable items for Vinay Razdan, the Chief Human Re-

sources Officer. “Many issues can be quickly resolved, some are complicated 
and some are difficult to do because banking is a regulated business with 
governance and risk involved,” says Razdan. The bank, however, has been 
quite successful in implementing many suggestions—from vehicle loan pol-
icy to higher limits for home loans.   

It is already challenging to manage the aspirations of a large workforce of 
over 200,000. The merger of the housing finance company—HDFC Ltd—
with the bank has thrown up many new ones. The mortgage product was pre-
viously exclusively handled by HDFC Ltd, while the bank focussed on other 
financial services products. The mortgage business was structured in such a 
way that lead generation, credit assessment, and disbursements were done 

at the branches. Banking is a more 
centralised function with differ-
ent departments taking care of lead 
generation and credit assessment. 
So, integrating  a niche product with 
a specialised workforce has been a 
tough task.

“The bank has been very sensi-
tive in acknowledging the fact that 
a housing loan differs significantly 
from any other type of loan,” says 
Razdan. The parent firm’s employ-
ees bring a specialised skill set in 
housing loans that weren’t previ-
ously available. “We aim to lever-
age employees’ skills, capabilities, 
and expertise,” says Razdan, whose 
bank has a retail mortgage portfolio 
of `7.72 lakh crore.

The bank is prioritising adjust-
ing its way of working to maintain a 
multi-product focus while respect-
ing employees’ specialised capabili-
ties. It is because of utilising unique 
skill sets and job security and stabil-
ity even at difficult times that HDFC 
Bank has been ranked seventh in 
BT-Taggd’s The Best Companies to 
Work For in India list.

“Housing loans are complex 
products with long tenures and 
evolving credit aspects. Our on-
going effort is to place the talent 
acquired through the merger in 
suitable roles, with the goal of en-
hancing our mortgage business 
rather than solely pushing other 
product sales,” explains Razdan.

In the BT-Taggd survey, the bank 

scored high on job security. Even 
during Covid, the bank maintained 
its compensation, bonus, and pro-
motion cycles at pre-Covid levels. 
“Whatever actions we typically take 
in a normal year, we maintained in 
2020,” says Razdan. This consisten-
cy instilled confidence and a sense 
of security.

In FY24, the bank surprised its 
employees with an ex-gratia pay-
ment worth `1,500 crore. “It is our 
way of trying to say thank you to the 
ground workforce,” said Jagdishan 
in an investor call this April.

THE LEARNING CURVE
In July 2023, the bank introduced 
MPower, a new learning manage-
ment system, and Learning Experi-
ence Platform, hosting rich content, 
in partnership with global players 
like EdCast by Cornerstone, Upside, 
Harvard, Udemy, and Skillsoft. This 
provides access to content across 
areas like leadership, strategy, tech-
nology, banking and finance, etc. 
“This engaging content in a variety 
of formats provides insights and 
contemporary practices that help 
our talent perform well and thrive 
in a rapidly-evolving business land-
scape,” says Razdan.

Through EdCast, the bank pro-
vides a learning experience custom-
ised to individual preferences. For 
example, if a relationship manager 
is travelling between calls and has 
20 minutes to spare, he can log into 
the platform and watch a learning 
video clip tailored to his interests.

Another aspect of learning 
comes from the rotation of portfo-
lios. People are undertaking new 
roles, stepping out of their comfort 
zones, accepting new assignments, 
all while having the safety net of sol-
id organisational systems. “It gives 
them a holistic experience,” Razdan 
adds. Three months after the merg-

into strengthening and enriching 
the experience that each leader 
provides to their team members. 
We have a comprehensive strategy 
for this—nurture, care, collabo-
rate,” Razdan adds. 

Within that framework, the 
bank conducts performance ap-
praisal, development, and care-
related conversations to ensure 
that every person is supported 
and guided appropriately.

“Over the last 20 years, we have 
seen stalwarts who have come and 
gone, but the organisation has 
continued to roll and move for-
ward with a lot of energy and even 
more gusto,” said Jagdishan in the 
investors’ call.

Jagdishan said the company is 
process-driven and process-de-
pendent. 

“It’s an auto engine that will 
chug along in any kind of an envi-
ronment,” he added. 

With that in mind, HDFC Bank 
has clearly created an institutional 
platform with management depth 
that goes beyond the top brass. 

  
@anandadhikari

BEST COMPANIES TO WORK FOR    HDFC BANK

7 HDFC BANK
TOP ATTRIBUTES

	FOCUS ON UTILISING UNIQUE SKILL SETS  
	SUPPORT AND GUIDANCE TO EMPLOYEES 
	JOB SECURITY AND STABILITY 

  EVOLVING WITH THE TIMES Vinay Razdan, 
Chief Human Resources Officer, HDFC Bank

The integration of mortgage giant HDFC Ltd with HDFC Bank 
sets the stage for making the best of both worlds 

BY ANAND ADHIKARI

Turning Over a  
New Leaf

MD & CEO’s bus tours to get 
first-hand feedback

Introduced MPower, a new 
learning management system, 

and Learning Experience Platform  

Partnership with EdCast, 
Upside, Harvard, Udemy, and 

Skillsoft for learning initiatives

Relying on gamification to 
simulate real-life conditions 

for learning. Recently, the bank 
rolled out Strategy Lab @ HDFC 
Bank for senior executives

Key  HR initiatives

er became effective in July 2023, the 
bank restructured its top deck.

The bank offers appropriate 
training programmes, including 
formal classroom interventions 
and is also relying on gamification 
to simulate real-life conditions for 
learning. Recently, the bank rolled 
out Strategy Lab @ HDFC Bank 
for its senior executives, curated in 
partnership with BTS, a global strat-
egy execution consulting firm. 

The programme is contextual-
ised through a real-life banking sim-
ulation with elements of strategic 
decision-making.

“A large part of our effort goes 
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Japan, Middle East, Africa, and the 
Emerging Markets. Simultaneous-
ly, Amazon itself has evolved into 
a colossal entity spanning e-com-
merce, media, entertainment, and 
cloud computing. From humble be-
ginnings occupying just one floor, 
Amazon in India now commands 
millions of square feet across hun-
dreds of locations and boasts a 
workforce exceeding 100,000 em-
ployees.

But growth is always accom-
panied by challenges, particularly 
when it comes to managing di-
verse teams operating in disparate 
industries and environments. At 
Amazon India—which is at No. 8 
on BT-Taggd’s The Best Companies 
to Work For in India list this year—
what keeps the ball rolling is the 
company’s approach towards such 
challenges. As Varma puts it, the 
solution has to be simple, scaleable, 
and intuitive. Take its primary HR 
portal, MyHR, for instance. It is a 
one-stop solution for all employee-
related inquiries, with a compre-
hensive suite of features, and helps 
to seamlessly navigate through 
personalised profiles, check shift 
schedules, and request time off, all 
of which is done without any hassle. 

And there are others. In an age 
when mental health issues are in-
creasingly becoming acute, Ama-
zon’s Twill comes in handy. An 

AI-powered platform designed for 
emotional health and well-being, 
Twill is accessible round the clock 
via a mobile app and a web plat-
form. The tool empowers employ-
ees to combat stress and discover 
inner calm. 

Amazon realises that to scale up, 
it needs to attract and retain more 
talent. And this is not easy. But the 
company has come up with various 
programmes, like Amazon Future 
Engineer (AFE), through which it 
reaches out to find the right talent 
from the remotest of places. AFE, 
in fact, hits two birds at one go. 
A comprehensive childhood-to-
career scheme aimed at increasing 
access to computer science educa-
tion for students from underserved 
communities, the AFE programme 
has managed to discover for Ama-
zon some of its talents from the 
hinterlands. The programme has 
already helped more than 1.5 mil-
lion students explore and learn 
computer science across more than 
10,000 schools in India. The tech 
behemoth also has a programme 
only for women, called Amazon 
Women of the World, which is de-
signed to empower and equip wom-
en students enrolled in engineering 
colleges across India with essential 
skills to thrive in the technology 
industry. Meant for freshers who 
could not secure a job at Amazon 
through campus placement, this 
programme offers them a shot at 
the vacancies.

Fostering diversity, particularly 
by empowering women within 
the organisation, represents a key 
objective for any progressive em-
ployer, and Amazon is not an ex-
ception. However, for Amazon, 
diversity transcends mere gender 
representation. “Diversity extends 
far beyond gender,” asserts Varma. 
“It’s about cultivating a spectrum 

of skill sets, experiences, and back-
grounds.” Yet, she emphasises that 
merit remains paramount as well 
for securing a place here, under-
scoring the importance of compe-
tence to exist alongside diversity.

Recognising the significance 
of succession planning in large 
organisations, Varma spearheads 
the newly launched ‘Power of 10’ 
programme. This initiative places 
aspiring women leaders in cohorts 
of 10, facilitating invaluable ex-
changes with senior leadership. 
Through these interactions, par-
ticipants delve into topics spanning 
career growth and leadership skills, 

fostering a culture of continuous 
learning and development.

But what drives Amazon’s 
employees? Varma believes it is 
the culture of encouraging inno-
vation and fostering risk-taking 
abilities. In fact, that is the reason 
why Varma and her colleagues de-
fine the HR division as the ‘peo-
ple, experience and technology’ 
team. The focus is to use technol-
ogy to not only improve custom-
ers’ experiences, but also to make 
Amazon a space that nurtures 
and builds. 

  
@arndutt

I n 2011, when Deepti Varma started her journey with Amazon India, 
it was a time when the American giant was yet to etch its name firmly 
in the Indian market. Despite her senior role at a private healthcare 
firm, Varma was drawn to Amazon by the company’s values, partic-
ularly its ethos of empowering innovation regardless of geography. 

Reflecting on her decision, she fondly recalls, “The mindset of the owner—
giving you the freedom to operate, irrespective of the geography... those are 
some of the qualities that I felt unique.”

Since then, Varma’s trajectory within Amazon has been remarkable. Ini-
tially managing technology teams, she now serves as the Vice President of 
Human Resources, overseeing corporate and Amazon Stores across APAC, 

8 AMAZON INDIA
TOP ATTRIBUTES

	GROWTH AND LEARNING OPPORTUNITIES
	JOB SECURITY AND STABILITY 
	WORKLOAD AND FLEXIBILITY AT WORK

  EMPATHETIC LEADER Deepti Varma,  
Vice President, HR/People eXperience  
and Technology, Amazon Stores India  
& Emerging Markets

BEST COMPANIES TO WORK FOR    AMAZON INDIA

Amazon has 
MyHR, a one-stop 

solution for all 
employee-related 
inquiries

It also has a Wiki 
site, which serves 

as a portal dedicated 
to cataloguing 
comprehensive 

information about 
Amazon for employees

For those seeking 
help related to 

mental health, 
Amazon’s Twill can 
come in handy. Being 
AI-powered, it is 
designed for emo-
tional well-being

Its ‘rekindle’ is an 
initiative to 

provide a launch pad 
to women who have 
taken a break in their 
careers

It also has a 
programme that 

benefits women 
engineering students

Key  HR initiatives

At Amazon India, the core belief has always been this: merit 
and diversity can walk hand-in-hand

BY ARNAB DUTTA
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one-stop solution for all employee-
related inquiries, with a compre-
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to seamlessly navigate through 
personalised profiles, check shift 
schedules, and request time off, all 
of which is done without any hassle. 

And there are others. In an age 
when mental health issues are in-
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talent. And this is not easy. But the 
company has come up with various 
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Engineer (AFE), through which it 
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career scheme aimed at increasing 
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has managed to discover for Ama-
zon some of its talents from the 
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already helped more than 1.5 mil-
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only for women, called Amazon 
Women of the World, which is de-
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colleges across India with essential 
skills to thrive in the technology 
industry. Meant for freshers who 
could not secure a job at Amazon 
through campus placement, this 
programme offers them a shot at 
the vacancies.

Fostering diversity, particularly 
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the organisation, represents a key 
objective for any progressive em-
ployer, and Amazon is not an ex-
ception. However, for Amazon, 
diversity transcends mere gender 
representation. “Diversity extends 
far beyond gender,” asserts Varma. 
“It’s about cultivating a spectrum 

of skill sets, experiences, and back-
grounds.” Yet, she emphasises that 
merit remains paramount as well 
for securing a place here, under-
scoring the importance of compe-
tence to exist alongside diversity.

Recognising the significance 
of succession planning in large 
organisations, Varma spearheads 
the newly launched ‘Power of 10’ 
programme. This initiative places 
aspiring women leaders in cohorts 
of 10, facilitating invaluable ex-
changes with senior leadership. 
Through these interactions, par-
ticipants delve into topics spanning 
career growth and leadership skills, 

fostering a culture of continuous 
learning and development.

But what drives Amazon’s 
employees? Varma believes it is 
the culture of encouraging inno-
vation and fostering risk-taking 
abilities. In fact, that is the reason 
why Varma and her colleagues de-
fine the HR division as the ‘peo-
ple, experience and technology’ 
team. The focus is to use technol-
ogy to not only improve custom-
ers’ experiences, but also to make 
Amazon a space that nurtures 
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it was a time when the American giant was yet to etch its name firmly 
in the Indian market. Despite her senior role at a private healthcare 
firm, Varma was drawn to Amazon by the company’s values, partic-
ularly its ethos of empowering innovation regardless of geography. 

Reflecting on her decision, she fondly recalls, “The mindset of the owner—
giving you the freedom to operate, irrespective of the geography... those are 
some of the qualities that I felt unique.”

Since then, Varma’s trajectory within Amazon has been remarkable. Ini-
tially managing technology teams, she now serves as the Vice President of 
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I magine a workplace where your career flourishes along with your 
well-being, and where innovation thrives in a diverse and inclusive 
environment. That’s what Abbott India Ltd represents for its employ-
ees, and that’s why it is ranked in the Top 10 of BT-Taggd’s The Best 
Companies to Work For in India list.

Abbott’s commitment to its people shines through in its robust HR prac-
tices and a culture built on purpose, growth, and inclusivity. Deepshikha 
Mukerji, Regional HR Director at Abbott India, emphasises this: “Our HR 
practices are in line with our company’s purpose and mission, which is to 
help people live healthier, fuller lives.” This translates into a work environ-
ment that empowers employees and fosters their development, she says.

In addition to offering competitive salaries and benefits, Abbott priori-
tises creating a meaningful work experience. This it does through its well-
defined development process that ensures that employees can upskill and 
grow in their careers. Mukerji elaborates, “We offer development opportu-

nities for employees to strengthen 
and upskill, with access to ap-
propriate training in their profes-
sional and personal journey.” This 
includes training programmes like 
cultivating a growth mindset and 
digital capability building, along 
with the development of market-
specific skills.

It also has an innovative learning 
platform for employees. Through 
virtual and e-learning resources, 
employees can access a comprehen-
sive knowledge base. Plus, “learning 
gigs” on the company’s Career Con-
nect portal offer short-term, cross-
functional projects that enhance 
skill sets and support growth.

“All our initiatives are based on 
ensuring that we help our employ-
ees build purpose-filled careers 
within the organisation. We help 
our people thrive both at work and 
in their personal lives,” says Muke-
rji. To make this happen, the firm 
focusses on employees’ physical, 
mental, social, and financial well-
being, she says.

Mukerji says the firm’s sales 
training, business excellence, and 
learning and development teams 
address specific skills and mar-
ket competence training requests. 
“We believe that development and 
training programmes should go 
beyond business and [we] have cus-
tomised these on various market-
leading topics such as cultivating a 
growth mindset, digital capability 

building, resilience, annual collab-
oration, and strategic planning.”

Underpinning all these initia-
tives is the leveraging of technology 
to streamline processes. In 2020, 
Abbott launched SmaHRty, an AI-
powered HR chatbot that provides 
instant answers to employee que-
ries about policies and benefits. “We 
empower our teams with innovative 
digital tools for a seamless employee 
experience and realised efficiencies. 
The chatbot enables the HR team to 
be more productive with their time 
by streamlining, automating, and 
accelerating the process of resolving 
employees’ queries,” says Mukerji.

To reflect the communities Ab-
bott serves, it has laid emphasis on 
diversity, equity, and inclusion ini-
tiatives. Mukerji says, “As part of 
our global 2030 Sustainability Plan, 
we shared our goal to achieve gen-
der balance across our global man-
agement team with at least 45% fe-
male representation.” Programmes 
like the Women Leaders of Abbott 
(WLA) create a network of female 
employees and provide access to 
mentors, networking opportuni-
ties, and resources for professional 
development. Additionally, initia-
tives like “Happy Feet” are intended 
to provide a supportive environ-
ment for working mothers return-
ing from maternity leave.

There’s also a programme spe-
cifically aimed at women return-
ing from career breaks, the “Ab-
bott Second Careers Engagement 
Program”, that reintegrates them 
into the workforce with flexibility. 
Additionally, it has a pipeline of fu-
ture talent from underrepresented 
groups in STEM fields.

“Another example is the Work-
ing Mothers of Abbott forum, which 
provides support, guidance, expe-
riential learning, and networking 
opportunities to support working 

The company implements 
in-depth talent management 
practices to identify and develop 
successors for critical roles. This 
ensures a smooth transition and 
continued leadership.

With over 12,000 employees, 
Abbott’s India employee strength 
is second only to the US one. It be-
lieves its dedication to employee 
growth and well-being has trans-
lated into healthy business results. 
The revenue of Abbott India, the 
listed entity, grew 9.2% year-
over-year (YoY) to `1,437 crore 
in Q3FY24, while its net profit 
jumped 26% YoY to `311 crore. The 
listed entity only accounts for a 
part of the pharma business. Oth-
er businesses, including nutrition, 
devices and diagnostics, are part 
of privately held companies.

Considering its results, Ab-
bott’s focus on its employees 
might become an example for 
others to follow.  

  
@neetu_csharma

BEST COMPANIES TO WORK FOR    ABBOTT INDIA

9 ABBOTT INDIA
TOP ATTRIBUTES

	FAIR AND OBJECTIVE  
PROCESSES AND POLICIES

	GROWTH AND LEARNING OPPORTUNITIES
	JOB SECURITY AND STABILITY 

  CHANGE MAKER Deepshikha Mukerji, 
Regional HR Director, Abbott India

With a slew of initiatives for its employees, Abbott India is 
working hard to build a diverse and inclusive workforce     

BY NEETU CHANDRA SHARMA

In Keeping With 
The Times 

Listening Strategy: It 
conducts a survey, called 

“Your Voice Counts” to seek 
employee feedback 

Clara Abbott Foundation: It 
offers expert guidance free of 

charge, helping families achieve 
financial independence 

India Wellness Strategy: 
Known as BeStrong, the 

programme addresses the core 
aspects of physical, emotional, 
financial, and social wellness 

Flexible Benefits Programme: 
It offers employees the 

flexibility to choose benefits that 
align with their life stages and 
priorities

Key  HR initiatives

mothers. The aim is to provide the 
means for women to enhance their 
talent and develop professionally,” 
says Mukerji.

To foster an inclusive environ-
ment, Abbott also has employee 
networks like PRIDE and disABIL-
ITY that provide safe spaces for 
LGBTQ+ and differently-abled 
employees to connect, collaborate, 
and advocate for themselves.

PHOTOS BY MANDAR DEODHAR
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Axis Bank, with its initiatives and policies, is striving to make a 
holistic difference to people’s careers and hone their skills too  

BY TEENA JAIN KAUSHAL

FOSTERING 
PLURALISM

A xis bank, the country’s third-largest private sector bank in 
terms of total assets, has been making significant strides not just 
in financial services but also in creating an inclusive and employ-
ee-friendly work environment. One of its key landmarks has been 
the strategic and well-executed acquisition of Citi’s consumer 

banking business in India. The `11,603-crore buy that Axis Bank completed 
on March 1, 2023, meant the integration of Citi’s India team of 3,200 people 
with the lender, and dealing with the cultural differences that typically exist 
between a domestic entity and a foreign one.   

“The integration has progressed extremely well, and we have seen Citi 
employees continue to build their careers with Axis. We have seen them take 

on ambitious roles within both the 
integrated businesses, and in some 
cases, senior leaders have moved 
into large portfolios within the Axis 
system. In all our talent and engage-
ment programmes, we see good 
representation from the Citi team,” 
says Rajkamal Vempati, Presi-
dent & Head-Human Resources at 
Axis Bank. In 2023-24, Axis Bank 
saw its net profit surge to `24,861 
crore from `9,580 crore in FY23, a 
remarkable 160% increase. Mean-
while, its net interest income grew 
16% to `49,894 crore from `42,946 
crore in 2022-23. 

In line with evolving global work 
trends, Axis Bank was the first in 
the banking sector to announce 
a transition to a hybrid working 
model in 2020 with a two-day ros-
ter for non-branch employees at 
large offices. “We took a call early 
in April 2020 that our organisation 
wouldn’t return to the full-time, in-
office model that we were in before 
the pandemic. We have since then 
only reinforced our commitment 
to flexible work. We have launched 
GIG-A-Opportunities offering full-
time virtual and freelancer roles to 
broaden our access to talent wher-
ever it may be,” adds Vempati.

Coupled with the GIG-A initia-
tive, Axis Bank also launched proj-
ect ‘Thrive’ for its employees. “We 
are the first in the banking system 

among the large banks where we 
have launched project ‘Thrive’ with 
a focus on internal careers. Since 
we launched it in April 2023, almost 
4,500 employees have moved jobs 
through our internal talent market-
place, and 25% of them [have been] 
promoted,” says Vempati.

The bank’s numerous initiatives 
aimed at fostering an enriching 
work-life experience have earned it 
a top spot in the BT-Taggd survey of 
The Best Companies to Work For in 
India this year.

Axis Bank further reinforced 
its commitment to equal oppor-
tunities through proactive diver-
sity, equity, and inclusion (DE&I) 
programmes. Initiatives such as 
‘HouseWorkIsWork’, ‘ComeAsY-
ouAre’, and the ‘Pride365 Employee 

Resource Group’ challenge tradi-
tional biases, embrace a pluralistic 
workforce, and foster an innovative 
culture.

“In 2021, Axis Bank announced 
its initiative ‘ComeAsYouAre’—a 
charter of policies and practices for 
employees and customers from the 
LGBTQIA+ community. It listed 
several initiatives that the bank 
undertook to embrace diversity, 
equity, and inclusion. Our compre-
hensive policies and practices for 
the LGBTQIA+ community include 
covering gender-affirming surger-
ies, extending mediclaim benefits 
to partners regardless of gender, 
allowing nominations of partners 
and joint accounts irrespective of 
gender, sexuality, or marital status, 
adopting ‘Mx’ as a [gender neutral] 

honorific,” says Vempati. 
Promoting gender equity, 

women comprise 25% of its 
104,333-strong workforce, with 
Axis Bank aiming for 30% diversi-
ty in the near future. Performance 
metrics are driven by balanced 
scorecards, with more than 70% 
of employees in templated roles, 
where KRAs and deliveries are re-
ported directly from the system.

Vempati adds that the bank 
ensures there is proper mentoring 
across all levels. “Our talent and 
performance philosophy is dif-
ferentiated by a culture of conver-
sations. The MD & CEO person-
ally meets every department head 
across the bank twice a year for a 
development-focussed conversa-
tion, and we have vibrant discus-
sions in our management commit-
tee about what our talent pipeline 
is and the needs of the organisa-
tion twice a year,” she says. This is 
supported by a strong mentoring 
programme which has grown over 
three years—from 50 to 250 men-
tees, Vempati adds.

For its employees to thrive, the 
bank ensures a listening frame-
work, wellness programmes, and 
learning journeys to make a dif-
ference for people in their careers 
and allow them to develop skills.  
“The ability to shape careers at 
the intersection of innovation, 
digital, technology and customer 
experience truly offers our people 
the chance to craft interesting and 
challenging careers. And our posi-
tion as a challenger bank allows in-
dividuals to take on large respon-
sibilities with a variety of learning 
experiences within a single role, 
because we are pushing for trans-
formation in every business and 
function,” says Vempati. 
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Axis Bank, with its initiatives and policies, is striving to make a 
holistic difference to people’s careers and hone their skills too  
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in financial services but also in creating an inclusive and employ-
ee-friendly work environment. One of its key landmarks has been 
the strategic and well-executed acquisition of Citi’s consumer 

banking business in India. The `11,603-crore buy that Axis Bank completed 
on March 1, 2023, meant the integration of Citi’s India team of 3,200 people 
with the lender, and dealing with the cultural differences that typically exist 
between a domestic entity and a foreign one.   
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employees continue to build their careers with Axis. We have seen them take 
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system. In all our talent and engage-
ment programmes, we see good 
representation from the Citi team,” 
says Rajkamal Vempati, Presi-
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remarkable 160% increase. Mean-
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to partners regardless of gender, 
allowing nominations of partners 
and joint accounts irrespective of 
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adopting ‘Mx’ as a [gender neutral] 

honorific,” says Vempati. 
Promoting gender equity, 

women comprise 25% of its 
104,333-strong workforce, with 
Axis Bank aiming for 30% diversi-
ty in the near future. Performance 
metrics are driven by balanced 
scorecards, with more than 70% 
of employees in templated roles, 
where KRAs and deliveries are re-
ported directly from the system.

Vempati adds that the bank 
ensures there is proper mentoring 
across all levels. “Our talent and 
performance philosophy is dif-
ferentiated by a culture of conver-
sations. The MD & CEO person-
ally meets every department head 
across the bank twice a year for a 
development-focussed conversa-
tion, and we have vibrant discus-
sions in our management commit-
tee about what our talent pipeline 
is and the needs of the organisa-
tion twice a year,” she says. This is 
supported by a strong mentoring 
programme which has grown over 
three years—from 50 to 250 men-
tees, Vempati adds.

For its employees to thrive, the 
bank ensures a listening frame-
work, wellness programmes, and 
learning journeys to make a dif-
ference for people in their careers 
and allow them to develop skills.  
“The ability to shape careers at 
the intersection of innovation, 
digital, technology and customer 
experience truly offers our people 
the chance to craft interesting and 
challenging careers. And our posi-
tion as a challenger bank allows in-
dividuals to take on large respon-
sibilities with a variety of learning 
experiences within a single role, 
because we are pushing for trans-
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not so long ago, the ideal work-
place was one that offered a com-
petitive salary. Not anymore. The 
increasing proportion of younger 
millennial and Gen Z employees 
now look beyond financial com-
forts and demand a more holistic 
work life that gives them time to en-
joy other pursuits and the chance to 
learn on the job.

Over the past four years, the 
workplace has seen huge shifts ne-
cessitated by the pandemic, which 
has made remote working the norm. 
These changes have also forced 
recruiters at most Indian firms to 
tweak policies as they look to match 
up to the ambitions of younger em-
ployees and retain talent.

Once seen as western concepts, 
hybrid work, a more inclusive and 
equitable work culture, and, more 
importantly, a focus on upskilling 
employees to keep pace with tech-
nological advancements (like artifi-
cial intelligence and machine learn-
ing) and leadership courses are now 
becoming an integral part of the HR 
talent hunt modules.

There is also more investment in 
office infrastructure and parking 
facilities, four-day work weeks for 
employees who meet their targets 
ahead of schedule, and reworking 
rewards and recognitions for long-
serving employees.

In fact, these are some of the in-
novative strategies being taken up 
by the top firms in this year’s BT-
Taggd survey of The Best Compa-
nies To Work For in India.

WRITING ON THE WALL  
The survey finds that some of these 
perks are also catching on with 
older workers, who now see flex-
ibility as a top priority. About 42% 
of respondents aged 50 and above 
value assignment flexibility the 
most, followed by quality of work 
(39%). Hybrid is the preferred mod-
el overall, but the work-from-home 
(WFH) preference is stronger for 
lower-paid workers. The survey 
found that 42% of those earning 
less than `4 lakh annually prefer 
WFH, compared to 33% of those 
earning above `12 lakh. 

Work-life balance is very impor-
tant for employees. For the majority 
of respondents, the ability to man-

age personal engagements with 
work ranks the highest, followed by 
getting a chance to focus on indi-
vidual and family well-being. This 
signals a rising demand for com-
prehensive well-being initiatives 
extending beyond mere flexibility 
in work hours. 

Upskilling initiatives like train-
ing them in Generative AI (Gen 
AI) are considered a welcome step 
by employees, but less than 50% of 
respondents say their employers 
are training them in Gen AI. One 
out of 10 employees says they have 
not received any support from their 
employer. This suggests a potential 
hurdle for organisations that might 
have begun implementing Gen AI 
but haven’t equipped their work-
force to use it effectively.

Indeed, several talent acquisi-
tion reports highlight three key 
focus areas for today’s recruiters: 
the culture of a 10 to 6 job is being 

replaced by flexible work options 
in several sectors; a more socially 
responsive generation insists on 
prioritising diversity, equity, and 
inclusion (D&I) initiatives; and 
workers continue to prioritise the 
‘future-proofing’ of their skills, 
particularly in light of the wide-
spread adoption of AI. 

Yeshab Giri, Chief Commercial 
Officer of Operational Talent Solu-
tions at talent agency Randstad In-
dia, says millennials and the Gen Z 
are more ambitious, and the onus is 
on companies to create a support-
ive environment for them to grow. 
“Key asks from employees now are 
work-life balance, pay, job security, 
career opportunities and mental 
support, working hour flexibility, 
and skilling and development,” he 
says.

He points out that notions of 
employment and loyalty are also 
changing. “For millennials and Gen 

Zers, the big question is what a job 
offers them in terms of personal 
growth,” says Giri.

A survey by consultancy BCG 
in December 2023 revealed that 
employers need to prioritise and in-
vest to understand what really mat-
ters to their employees as younger 
workers were willing to vote with 
their feet. It found that 26% of In-
dian employees surveyed were at 
risk of leaving the following year. 
“[There] is an urgent need for em-
ployers around the world to help 
their employees find the right bal-
ance between functional drivers 
such as pay and job hours, versus 
emotional factors such as work-
place respect, fairness, and recog-
nition,” said Neetu Chitkara, MD 
and Partner, who leads the People 
and Organisational Practice at con-
sultancy BCG India in the report.

According to World Bank data, 
India has a workforce of 593.7 mil-
lion. Per industry estimates, 90% 
are in the informal sector.

But since employability remains 
a challenge—as many candidates 
do not possess the requisite skill 
sets despite having the educational 
background for it—retaining good 
talent is vital for companies. Oth-
erwise, it could be an uphill task to 
hire the right talent.

SKILL BILL
The biggest challenge both employ-
ees and employers face is the blis-
tering pace of technological change 
that is fundamentally altering 
many jobs. As a result, companies 
have had to work with employees to 
reskill and upskill them.

According to ‘The Randstad 
Workmonitor: The Voice of Tal-
ent in 2024’ report, Indian workers 
continue to prioritise the future-
proofing of their skills, particularly 
in light of the widespread adoption 
of AI. According to the report, the 
Top 5 learning opportunities In-
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 50% organisations give such 

initiatives a rating of 5 out of 5, 
underlining their importance

 Chief among these is ensur-
ing diversity in the recruiting 
teams

 Organisations placed diversity and 
inclusion initiatives very high on their list 
of priorities in the second half of FY24

 There are several strategies that organi-
sations intend to use to promote diversity 
and inclusion
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forts and demand a more holistic 
work life that gives them time to en-
joy other pursuits and the chance to 
learn on the job.

Over the past four years, the 
workplace has seen huge shifts ne-
cessitated by the pandemic, which 
has made remote working the norm. 
These changes have also forced 
recruiters at most Indian firms to 
tweak policies as they look to match 
up to the ambitions of younger em-
ployees and retain talent.

Once seen as western concepts, 
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importantly, a focus on upskilling 
employees to keep pace with tech-
nological advancements (like artifi-
cial intelligence and machine learn-
ing) and leadership courses are now 
becoming an integral part of the HR 
talent hunt modules.

There is also more investment in 
office infrastructure and parking 
facilities, four-day work weeks for 
employees who meet their targets 
ahead of schedule, and reworking 
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In fact, these are some of the in-
novative strategies being taken up 
by the top firms in this year’s BT-
Taggd survey of The Best Compa-
nies To Work For in India.
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of respondents aged 50 and above 
value assignment flexibility the 
most, followed by quality of work 
(39%). Hybrid is the preferred mod-
el overall, but the work-from-home 
(WFH) preference is stronger for 
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found that 42% of those earning 
less than `4 lakh annually prefer 
WFH, compared to 33% of those 
earning above `12 lakh. 
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tant for employees. For the majority 
of respondents, the ability to man-
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work ranks the highest, followed by 
getting a chance to focus on indi-
vidual and family well-being. This 
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prehensive well-being initiatives 
extending beyond mere flexibility 
in work hours. 

Upskilling initiatives like train-
ing them in Generative AI (Gen 
AI) are considered a welcome step 
by employees, but less than 50% of 
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are training them in Gen AI. One 
out of 10 employees says they have 
not received any support from their 
employer. This suggests a potential 
hurdle for organisations that might 
have begun implementing Gen AI 
but haven’t equipped their work-
force to use it effectively.
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particularly in light of the wide-
spread adoption of AI. 

Yeshab Giri, Chief Commercial 
Officer of Operational Talent Solu-
tions at talent agency Randstad In-
dia, says millennials and the Gen Z 
are more ambitious, and the onus is 
on companies to create a support-
ive environment for them to grow. 
“Key asks from employees now are 
work-life balance, pay, job security, 
career opportunities and mental 
support, working hour flexibility, 
and skilling and development,” he 
says.

He points out that notions of 
employment and loyalty are also 
changing. “For millennials and Gen 

Zers, the big question is what a job 
offers them in terms of personal 
growth,” says Giri.

A survey by consultancy BCG 
in December 2023 revealed that 
employers need to prioritise and in-
vest to understand what really mat-
ters to their employees as younger 
workers were willing to vote with 
their feet. It found that 26% of In-
dian employees surveyed were at 
risk of leaving the following year. 
“[There] is an urgent need for em-
ployers around the world to help 
their employees find the right bal-
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such as pay and job hours, versus 
emotional factors such as work-
place respect, fairness, and recog-
nition,” said Neetu Chitkara, MD 
and Partner, who leads the People 
and Organisational Practice at con-
sultancy BCG India in the report.

According to World Bank data, 
India has a workforce of 593.7 mil-
lion. Per industry estimates, 90% 
are in the informal sector.

But since employability remains 
a challenge—as many candidates 
do not possess the requisite skill 
sets despite having the educational 
background for it—retaining good 
talent is vital for companies. Oth-
erwise, it could be an uphill task to 
hire the right talent.
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tering pace of technological change 
that is fundamentally altering 
many jobs. As a result, companies 
have had to work with employees to 
reskill and upskill them.

According to ‘The Randstad 
Workmonitor: The Voice of Tal-
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continue to prioritise the future-
proofing of their skills, particularly 
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dian employees are most interested 
in are AI, IT and tech literacy, data 
science and analytics, program-
ming and coding, and software 
project management.

Ramesh Alluri Reddy, CEO of 
TeamLease Degree Apprentice-
ship, says to retain talent, investing 
in skill development is key because 
India has a very young working 
population with an average age 
well below 30 years. “Even senior 
employees need to be skilled to re-
main relevant. A lot of companies 
are now investing in skill develop-
ment,” he notes.

He says many companies reim-
burse senior employees for any de-
grees and certifications they get. 
“For entry-level talent, there are 
various innovative methods sup-
ported by government policies. 
There is now greater acceptance 
and usage of apprentices in com-
panies as well as work-integrated 

learning programmes,” he adds.
And it’s not just for permanent 

employees. Several staffing compa-
nies that provide temporary work-
ers are also working on reskilling 
and upskilling these employees.

Suchita Dutta, Executive Direc-
tor at the Indian Staffing Federa-
tion (ISF), says staffing companies, 
too, are working on upskilling their 
employees. “For instance, a me-
chanical fitter will have to upskill 

to remain technically knowledge-
able and relevant in the case of au-
tomation,” she points out.

DIVERSITY PLEASE 
Recruiters highlight that employ-
ees favour employers who reflect 
their views, values, and take action 
to improve equity in the workplace.

Randstad’s Giri says new trends 
in hiring include equity, which 
means equitable opportunities 
cutting across all segments of tal-
ent and marginalised communi-
ties, not just women but also people 
with physical disabilities and the 
LGBTQ+ community. “The issue 
is how do we make them comfort-
able and provide a congenial work 
atmosphere? For employees with 
physical disabilities, companies 
also have to ensure proper access to 
workspace areas,” he adds.

Alok Kumar, President at Man-
power, a part of the workforce so-
lutions agency ManpowerGroup, 
says younger workers are keeping 
a close eye on which companies 
celebrate diversity and inclusion. 
“Workplaces that encourage meri-
tocracy and encourage dialogues to 
build a healthy and equitable work-
place shall be preferred by genera-
tions coming into the workforce in 
this decade,” he notes.

With the increasing thrust on 
hiring women returning from 
breaks to take up jobs, many firms 
that traditionally chose to hire men, 

especially in the manufacturing 
sector, are working with women. 
Experts note that this is driven 
by sectors such as automotive and 
electronics. “Women are opening 
up to jobs quite a bit. We have seen 
a 5x increase in the number of 
women being inducted into man-
ufacturing, which has tradition-
ally been a male-led workforce,” 
says TeamLease’s Reddy.

REMOTE WORK
Though some companies insist 
on workers gradually returning 
to offices, hybrid and WFH have 
become irrevocable conditions of 
the modern workplace. 

What’s more, several larger 
firms are looking to hire local, 
non-metro talent with the requi-
site skills. They are even willing 
to pay the same amount as they 
pay employees in metros if the 
candidate meets their criteria.

Giri of Randstad notes that 
most companies (apart from the 
IT sector) are looking at a hybrid 
model of work where employees 
work for two to three days from 
the office. “However, in several 
sectors, WFH is not possible—
such as manufacturing, engineer-
ing, logistics, and retail. Most 
women tend to prefer a hybrid 
mode of working as they are the 
primary carers at home,” he says.

Randstad India has started a 
four-day work week option for 
employees who meet their tar-
gets ahead of schedule. They can 
enjoy a Friday-Sunday weekend 
for the rest of the calendar year. A 
good number of people availed of 
this last year, the firm says.

OTHER BENEFITS
And that’s not all. There are a 
host of other benefits that com-
panies are offering now to keep 
their top workers engaged.

For instance, post-pandemic, 

mental well-being has emerged 
as a key focus area. “Therapy is no 
longer seen as a bad word. With 
the fast pace of modern life and 
living alone in big cities, many 
employees often do not have a 
fallback option. In such cases, 
employers are now stepping in,” 
says a recruiter who did not wish 
to be named.

Dutta of ISF notes that during 
the pandemic, staffing compa-
nies stepped in to help the fami-
lies of workers who passed away. 
“Staffing companies stepped in to 
figure out who was the next best 
person in the family to be skilled 
and brought into the labour force. 
These are very subtle things that 
are being done and are also mo-
tivating people to come into the 
formal workforce,” she highlights.

There are other ways in which 
staffing firms are looking out for 
their employees. Such workers 
often find it challenging to access 
loans as they move from job to job. 
Most staffing companies are try-
ing to ensure that financial servic-
es are accessible to these workers. 
“This category needs financial 
independence and social security 
protection as well. While EPFO 
and ESIC coverage are mandato-
ry, some companies also provide 
them with medical insurance, 
personal accident insurance, and 
death insurance,” Dutta says.

Many others are taking a fresh 
look at office infrastructure as 
well. This means providing ade-
quate parking facilities, breakout 
rooms to de-stress, and nutri-
tious meals.

The Beatles had sung the lines 
‘Money can’t buy me love’ as part 
of their hit song, ‘Can’t Buy Me 
Love’ from the album A Hard 
Day’s Night (1964). Companies are 
waking up to it 60 years later.   

@richajourno, @surabhi_prasad
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BCG REVEALED THAT SHOULD 
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 For millennials, work-life  
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Companies need to adapt to changing times for a strong workforce

By Devashish Sharma 

Evolving Strategies

orce = mass x acceleration. Don’t 
worry. You have not stumbled 
upon a page from a physics jour-
nal. But a few days ago, when I was 
discussing something with my son 
around the applications of this for-

mula, it struck me that while we have known 
this forever—a strong force doesn’t just need 
more mass, but more acceleration too. When 
it comes to our workforce, we often assume 
that those ancient HR policies, tenure-based 
growth and learning mechanisms of our be-
loved hierarchical systems will help us have 
a strong workforce. We forget that while the 
basics need to be in place, some things need 
to change for the workforce to grow—not in 
numbers, but in value and impact.

The shift in our workforce’s preferences, 
from Gen X to Gen Z, reiterates this thought. 
In the past few years, their evolving prefer-
ences have highlighted a dynamic mindset 
that refuses to conform to the age-old defini-
tion of an employee-employer relationship. 

The BT-Taggd annual survey of ‘The Best 
Companies to Work For in India’ yet again 
unveils what those factors are. In this sur-
vey, we engaged with over 43,000 employees 
across 1,600 organisations and 11 industries, 
uncovering the pulse of modern working 
India’s desires. Among the myriad insights, 
four overarching themes have emerged.

TRANSPARENCY: CORNERSTONE 
OF EMPLOYEE SATISFACTION
According to latest findings, a staggering 
70% of Gen Z and millennial workers priori-
tise fair and open processes when selecting 
employers. This demand for transparency 
extends across age groups, with 65% of mil-
lennial employees (30-50 years old) and 60% 
of Gen X (over 50 years) considering it a cru-
cial part of their employment.

FLEXIBILITY TO DRIVE DIVERSITY
Flexibility emerges as a key priority for women employees and 
senior professionals alike. For 38% of women, the ability to flex-
ibly balance work with other responsibilities is paramount, driv-
ing the demand for flexible work arrangements, though men are 
not far behind. One out of three men preferred flexibility in their 
working hours and the place of work. 

Similarly, 42% of Gen X employees seek projects that offer 
them flexibility, signalling a desire for more autonomy. By accom-
modating these needs, organisations can tap into a diverse talent 
pool and foster a culture of inclusivity and empowerment.

EMBRACING THE GIG ECONOMY
The gig economy continues to see massive traction, fuelled by 
government social security initiatives, growing demand in some 
white-collar industries, and the allure of flexibility.

Concerns among employers that gig work usually translates 
to low-quality deliverables and that there is a dearth of skilled gig 
professionals are fading away. Almost 53% of IT professionals plan 
to switch to gig work due to flexibility and pay advantages.

Going the gig way can especially help companies bridge short-
term skill gaps in their workforce in niche fields with wide de-
mand-supply mismatches.

GENERATIVE AI: FROM THREAT TO ALLY
The initial perception of Generative AI as a threat to human jobs 
is fading, replaced by recognition of its potential as a productivity-
enhancing tool. 

However, realising its benefits requires companies to develop 
upskilling and training initiatives—an area where serious heavy 
lifting is needed. Less than 50% of employees mentioned that they 
get training support from their employers, whereas 10% said their 
employers are not supporting them. With the penetration of Gen 
AI, the current state is worrisome, and employers would need to 
do a lot more to empower their employees.

As companies prepare to meet their growth goals, they need 
a stronger workforce. Like the physics equation, our workforce, 
too, has that recipe for success. It is crucial that organisations 
use these insights to attune their people’s practices and policies if 
they are aiming for a stronger workforce.   

  
The writer is CEO and Founding Member, Taggd
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Björn Bender is the Executive Chairman 
& CEO of Rail Europe, one of the world’s 
largest distributors of European train 
tickets. Founded in 1932, the company 
was acquired by Hivest Capital, an 
independent French private equity 
firm, in early 2022. Bender, the face of 
the organisation, is probably the best 
ambassador for train travel in Europe. 
His family is based in Switzerland while 
the 43-year-old works in Paris, and 
every weekend, he makes the four-
hour journey back home by train, a 
mode of transport he finds the most 

convenient. In India, Rail Europe also 
sells tickets through its partners. In an 
interview with Business Today’s Krishna 
Gopalan during his recent visit to India, 
Bender speaks on the ever-increasing 
proportion of Indians travelling by train 
in Europe, the process of choosing 
newer destinations, and key travel 
trends. Edited excerpts:

Q: This is not your first visit to India. What 
are some of the changes that you see?
A: For one, I am not carrying a wallet, nor is there any 
cash in my pocket. I like travelling short distances by 
autorickshaw and about five years ago, all payment 
was made offline. Now, I see the [autorickshaw] driv-
ers with smartphones, checking Instagram. Since I 
make all my bookings on Uber, I don’t pay 10 times the 
price, and the experience is very comfortable.

Q: Are most of your ticket bookings on Rail 
Europe done online today?
A: Yes, digital is a significant change for us. Before 
the pandemic, it was normal to see passengers with 
printouts. There is no concept of a [physical] ticket 

THE BT INTERVIEW

‘‘ It’s possible to have 
a 25% growth out of 
India from now on’’
Rail Europe Executive Chairman & CEO Björn Bender talks about the India market,  

the shift to digital, and the way ahead

PHOTOS BY HARDIK CHHABRA
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anymore. The more important piece is that our agents 
selling tickets don’t do it on a desktop but have moved 
to a cloud-based system.

Q: There’s no fear of losing your ticket?
A: You need to fear only if the phone’s battery runs 
out! Today, you can book your ticket at the train sta-
tion, but 95% of people in Europe are buying it off our 
website or on their mobiles. In countries like Spain 
and France, reserving a seat is mandatory, and it was 
a challenge in the past. Doing that online today is a 
game changer. With one pass, you can move through 
35 countries across Europe, giving you complete 
freedom.

This flexibility is what makes the whole process 
different. You can get a pass for three days or three 
months with unlimited travel. Now, the only additional 
thing is reserving the seat. The pass gives you access to 
all high-speed trains, ferries and some bus connec-
tions too. The objective is to make it simple for the 
traveller. The rail system in Europe is very complex 
since there are state-owned companies with their own 
tariffs. Plus, they don’t sell tickets of other carriers. 
For example, on the Madrid-Barcelona route, there are 
five high-speed carriers, and we are the aggregators. As 
more capacity is added, prices will decrease.

THE BT INTERVIEW

Q: So, it comes down to simplifying the travel 
experience?
A: We give you the pass. We are the broker, and the 
tech platform is our asset. On the supply side, there are 
200 railway providers. Coming to the demand side, 
we serve the travel agencies (offline and online), and a 
vast consumer network. All this has to be done in the 
easiest possible manner.

The online travel agencies get our inventory and 
grow the market for us. In markets like Europe, book-
ings are done through an agent since people travel 
more frequently. Indians travel less but the duration 
is longer. Around 90% of them use online travel agen-
cies and the other 10% use our website. We want to 

grow the business with the B2B guys. They give us 
access to the market and with one interface, they 
get the inventory as opposed to dealing with many 
carriers. This is a real-time process, and they look 
at the inventory the way we do. The way to do it is 
to grow together and it does not matter how the 
traveller makes a booking.

Each market is interesting. In the US, it is domi-
nated by travel agencies and people physically meet-
ing them. We have over 10,000 B2B partners there 
and in India and China, it is dominated by digital 
platforms. In Australia, two-thirds of travellers 
make their booking through travel agencies.

Q: What trends are you seeing specifically 
with reference to Indians travelling to Eu-
rope in, say, choice of destinations?
A: The market is continuously changing. In the 
past, Indians going to Europe would mean going to 
Switzerland. Maybe a lot of that has to do with films 
shot there influencing the decision. Beyond that, the 
preferred destinations would be London and Paris. 
The big change is a lot of Indians now are looking  
at the next set of destinations—it could be Vienna, 

Budapest, the Nordics, or Amsterdam—with the 
desire to discover new things. For instance, Indians 
going to Portugal is a reality and we must recognise 
that. There is a diverse set of travellers from India 
moving across Europe and that is fascinating.  
The learning that we pick up from India is invaluable 
to us.

The Swiss travel pass is still the No. 1 [product] 
on our list. There is also the London-Paris Eurostar 
journey that is very popular. Other aspects that 
Indians like are the ICE and high-speed trains plus 
the night trains as well. The Top 3 destinations have 
remained the same, but a beautiful city like Buda-
pest could work very well as a destination for, say, 
those visiting Europe for the second time.. [they] are 
a lot more adventurous then.

There are a few other things. Group travel was 
always big and that is only getting bigger. That is 
a positive from our point of view since they are 
constantly looking for new things. Like I said earlier, 
travelling once gives them more confidence on how 
to deal with the system and suddenly the desire for 
newer destinations takes off. It is our job to keep 
pace with the new trends.

“When the Eurostar was 
introduced on the London-
Paris route, the number of 
flights was more than 300. 
Today, the number is 150”
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is longer. Around 90% of them use online travel agen-
cies and the other 10% use our website. We want to 

grow the business with the B2B guys. They give us 
access to the market and with one interface, they 
get the inventory as opposed to dealing with many 
carriers. This is a real-time process, and they look 
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nated by travel agencies and people physically meet-
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and in India and China, it is dominated by digital 
platforms. In Australia, two-thirds of travellers 
make their booking through travel agencies.

Q: What trends are you seeing specifically 
with reference to Indians travelling to Eu-
rope in, say, choice of destinations?
A: The market is continuously changing. In the 
past, Indians going to Europe would mean going to 
Switzerland. Maybe a lot of that has to do with films 
shot there influencing the decision. Beyond that, the 
preferred destinations would be London and Paris. 
The big change is a lot of Indians now are looking  
at the next set of destinations—it could be Vienna, 

Budapest, the Nordics, or Amsterdam—with the 
desire to discover new things. For instance, Indians 
going to Portugal is a reality and we must recognise 
that. There is a diverse set of travellers from India 
moving across Europe and that is fascinating.  
The learning that we pick up from India is invaluable 
to us.

The Swiss travel pass is still the No. 1 [product] 
on our list. There is also the London-Paris Eurostar 
journey that is very popular. Other aspects that 
Indians like are the ICE and high-speed trains plus 
the night trains as well. The Top 3 destinations have 
remained the same, but a beautiful city like Buda-
pest could work very well as a destination for, say, 
those visiting Europe for the second time.. [they] are 
a lot more adventurous then.

There are a few other things. Group travel was 
always big and that is only getting bigger. That is 
a positive from our point of view since they are 
constantly looking for new things. Like I said earlier, 
travelling once gives them more confidence on how 
to deal with the system and suddenly the desire for 
newer destinations takes off. It is our job to keep 
pace with the new trends.

“When the Eurostar was 
introduced on the London-
Paris route, the number of 
flights was more than 300. 
Today, the number is 150”
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Q: How do you profile the 
traveller to make sure you 
make the right product 
offering?
A: There is a lot of data avail-
able, but we must be very 
careful with that part... Data 
privacy is a big issue across the 
world, and we constantly look to 
pick up interesting trends. That 
comes from different sources 
apart from our own market 
surveys. Many international 
consultants come out with com-
prehensive reports, and we also 
share a lot of information and 
data with tourism boards. That 
helps us to verify a lot of data 
and eventually make a better 
and more relevant offering to 
the traveller. 

In general, today people 
are travelling a lot more but 
on shorter holidays, especially 
those [travellers] based in 
Europe. A lot of that has to do 
with Covid-19 or the ability to 
work remotely. That means we 
have people taking time out in 
the middle of the week. You can 
take a day off and carry your ski-
ing equipment. In the middle of that, you can also work 
remotely. That was never the case in the past. That is a 
very useful insight for us and with what our own team 
can do on data analytics, it is possible to build on any of 
the nuggets.

Q: How critical is India as a market today for 
Rail Europe?
A: India was always in the Top 5 or Top 6. That has 
changed sharply and today it is the second largest after 
the US. That means, after the US, on a sales number ba-
sis for Rail Europe, we have the second largest number 
of people visiting Europe from India.

Our belief is that it is possible to have a growth of 
25% out of India from now on. India has become the 
second-largest market [for us] at a time when many 
countries are struggling. This is a perfect starting 
point for India to grow even more. While the US is the 
largest, it is now followed by India and from thereon, it 
is South Korea, China and Australia. We were founded 
in the US 90 years ago and that makes the brand very 

strong there. From India’s point of view, the potential 
is huge, and we need to build on that.

We sold 5 million tickets last year—of that India was 
0.5 million and the US was 1.5 million. Most of the rest 
came from Europe, the Asia-Pacific region, Australia 
and the Middle East. I just want to point out here that 
the Middle East has a small population but becomes 
very convenient because of very good air connectivity 
into Europe. It also translates to a huge advantage for 

THE BT INTERVIEW

“Today people are travelling 
a lot more but on shorter 

holidays... A lot of that  
has to do with the ability  

to work remotely”

India. Europe is a highly preferred destination after the 
US, Asia and the Middle East. We hope it remains that 
way for a long time. We are seeing a lot of interest from 
global travellers on wanting to visit Germany and the 
Benelux countries.

We customise our package depending on where the 
traveller comes from. Take the US, where they travel 
more often on shorter trips. Besides, if you live on the 
East Coast, getting to Europe does not involve too 

much flight time. For Indi-
ans, travelling to Europe is 
more family time and could 
be a holiday or a honeymoon. 
They tend to stay longer and 
discover more destinations.

Q: Europe’s rail net-
work is vast and well-
connected. But there 
are also many changes 
that are taking place to 
widen the user base…
A: Yes, there is a lot of work 
that is underway. In the past, 
not enough was invested 
and today sustainability has 
become a big issue. Now, 
train travel is becoming cool 
and ‘flight shaming’ is tak-
ing place. It is now accepted 
that trains are a good mode 
of transport but also calls 
for big investments from 
the European Union. Till 
2030, just the EU will need to 
invest $100 billion on train 
infrastructure. It is a long-
term project but will result 
in more capacity and create a 
better network. 

The demand for train travel is always going to be 
there. It is supply that needs to be created and good 
infrastructure will be of great help. The Eurostar (a 
high-speed rail service in Western Europe) was intro-
duced in the mid-1990s with the London-Paris route. 
The number of flights then on that stretch was more 
than 300. Today, we have more people travelling but 
the number of flights is down to 150. It only shows what 
takes place when you invest in infrastructure. The 
preferred mode of travel for the next many decades will 
be train. In France, there are no domestic flights today 
from Paris to Lyon, where train travel takes two and a 
half hours.

We do 5 million tickets today, but that number can 
really take off. We are at 75% of pre-Covid levels. The 
potential is huge, and it is all about growth. Tickets 
are only a part of it and once you add other elements 
of convenience, the addressable market starts to look 
much larger. 

  
@krishnagopalan

“Before the pandemic, it was 
normal to see passengers with 

printouts… [but today] there 
is no concept of a physical 

ticket anymore”
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BY SURABHI

ALMOST 18 MONTHS AFTER THE SUPREME 
COURT RULING, SUBSCRIBERS WHO OPTED FOR 
A HIGHER PENSION UNDER THE EMPLOYEES’ 
PENSION SCHEME CONTINUE TO WAIT AS THE 
EPFO, FACING A STAFF CRUNCH, TRIES TO 
FIGURE OUT THE MATH 

T H E  W A I T  F O R  H I G H E R  P E N S I O N

THE SUPREME COURT 
IN ITS RULING ON 
NOVEMBER 4, 2022, 
UPHELD THE VALIDITY  
OF THE EPS 
AMENDMENTS OF 2014

IT GAVE FOUR MONTHS 
TO ELIGIBLE EMPLOYEES 

WHO DIDN’T OPT FOR 
HIGHER PENSION  

PRE-2014, TO DO SO 
WITH THEIR EMPLOYERS

EPFO HAD SOUGHT 
APPLICATIONS 
FROM PENSIONERS 
AND SUBSCRIBERS 
FOR HIGHER 
PENSION

EPFO IS CURRENTLY 
PROCESSING  

APPLICATIONS FROM 
PENSIONERS, BUT A 
STAFF CRUNCH HAS 

SLOWED ITS PROGRESS

IT STRUCK DOWN 
THE NEED FOR 

EMPLOYEES’ 
CONTRIBUTION OF 
1.16% FOR HIGHER 

PENSION

ILLUSTRATION BY ANIRBAN GHOSH
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0 
ver 17 months and counting. That’s how long 
members of the Employees’ Pension Scheme 
(EPS) have been waiting to see the implemen-
tation of the November 2022 Supreme Court 
ruling on higher pension. While they still have 
hope, there is little clarity on when the apex 
court’s ruling will be implemented by the Em-
ployees’ Provident Fund Organisation (EPFO), 

which has been processing hundreds of thousands of ap-
plication forms.

In all, the EPFO had received 1.75 million applications 
for higher pension. This includes about 410,000 applica-
tions from pensioners who had retired before September 
1, 2014, and another 1.34 million from members under 
the joint option (where their salaries exceeded the cap of 
`15,000). By December 2023, about 1.17 million applica-
tions were still at various stages of validation by employ-
ers and it is unclear how long it will take to process these. 
EPFO, the retirement fund manager, had also sent out 
more than 42,000 demand notices for additional payment 
by members opting for higher pension to deposit funds 
to meet payments for past dues. “The first leg of the pro-
cess—submitting applications—is now over. The EPFO is 
understood to be processing these applications. Members 
whose applications are found in order in all respects should 
hear about the amount to be transferred from the EPF ac-
count to the EPS sometime soon, if [they have] not heard so 
far,” says Kuldip Kumar, Partner with tax consulting firm 
Mainstay Tax Advisors. 

But on the ground, there has been little progress, leav-
ing many pensioners and subscribers—as well as employ-
ers—with an uncertain future. “The delay in implementa-
tion with regard to the post September 1, 2014, cases has 
been very long and many pensioners are suffering because 
of this. Some have passed away in the interim without get-
ting the benefit,” says pension activist Parveen Kohli. He 
claims that the method of calculation of higher pension for 
these retirees has led to the quantum of pension being re-
duced substantially and many petitions have been filed in 
the high courts over this.

Kumar notes there may be old records involved, and it 
needs to be seen how these applications would be disposed 
of for discrepancies. “There might even be cases where em-
ployers could not validate and verify the old records in the 
absence of details,” he says, adding that he has seen cases 
where employees changed jobs and their accumulated PF 
was not transferred to their new account, or where employ-
ees lack complete details; now those employers have shut 
their businesses or have been taken over by other firms. 
“EPFO should provide some help to such employees or even 
consider alternative methods of verification,” he says.

Several companies and employers’ associations have 

also been in touch with the EPFO to clarify the process-
es and ascertain when the higher pension will be im-
plemented, and the retirement fund manager has also 
been working with them to explain the procedures.

What was the genesis of the issue? For that, one 
needs to go back in time.  

E
eps, launched in 1995, is under the EPFO that runs 
the provident fund scheme for the formal sector. In es-
tablishments that have 20 employees or more, both the 
employer and the employee are mandated to pay 12% of 
the basic salary capped at `15,000 per month to the EPF. 
Of the 12% of the employer’s share, 8.33% is diverted to 
fund the EPS. The centre also contributes 1.16% of the 
monthly wage. A member of the EPS qualifies for pen-
sion after 10 years of service or on attaining the age of 58 
or 60 years. The pension to be paid is based on a formula 
of the period of service and the pensionable salary. But 
a minimum monthly pension of `1,000 is guaranteed to 
all eligible members. By the end of FY23, the EPS had 7.56 
million pensioners and it had disbursed ̀ 21,796.85 crore, 
including pension and withdrawal benefits, that fiscal.

The scheme was amended in September 2014 with 
what experts believe was an aim to expand the coverage 
and ensure higher contributions, as it was running at a 
projected deficit. The amendment changed the cap on 
monthly salary to `15,000 from the earlier `6,500, and 
allowed members along with their employers to contrib-
ute 8.33% of their actual salary (if it exceeded the cap) 
towards EPS. It gave all EPS members, as on September 
1, 2014, six months to opt for the amended scheme. Em-
ployees, who opted for the amended scheme, were also 
required to contribute 1.16% of the monthly salary ex-
ceeding `15,000 towards the pension fund. 

The amendments were contested across states by 
members as there were many who could not opt for the 
new benefits. The Supreme Court in 2022 upheld the 
2014 amendments, enabling subscribers to opt for high-
er pension, but struck down the member contribution 
of 1.16%. The apex court also gave four more months to 
eligible subscribers to opt for higher pension.

Since then, much water has passed under the bridge. 
The EPFO has issued a number of detailed circulars ad-
vising subscribers on how to apply for the higher pension 
and even extended deadlines several times to help them 
procure the required documentation. It has also released 

DECODING EPS 1995
  THE EMPLOYEES’ PENSION SCHEME 

1995 PROVIDES FOR A MONTHLY 
PENSION OF AT LEAST `1,000 TO 
MEMBERS ON RETIREMENT, DEATH, 
OR DUE TO DISABILITY

  MEMBERS RETIRING AT THE  
AGE OF 58 WITH A WAGE CEILING 
OF `15,000 PER MONTH ARE 
ELIGIBLE FOR PENSION AFTER 10 
YEARS OF SERVICE

  ON CESSATION OF EMPLOYMENT 
BEFORE 58 YEARS OF AGE, 
MEMBERS CAN GET AN EARLY 
PENSION AFTER 50 YEARS OF AGE

  EMPLOYEES AND EMPLOYERS 
CONTRIBUTE 12% EACH OF THE 
BASIC WAGES UP TO `15,000 PER 
MONTH TO THE EPFO

  OF THE EMPLOYER’S CONTRIBUTION 
OF 12%, 8.33% GOES TO THE EPS 
AND 3.67% GOES TO THE EPF; THE 
GOVERNMENT PAYS 1.16% OF THE 
BASIC WAGES AS A CONTRIBUTION 
TO THE EPS AS SUBSIDY

RISING NUMBERS
 The EPS had 7.56 million pensioners at the end of 

FY23    The accumulated corpus of the EPFO has 
risen by nearly 98% since 2017-18

NOTE PROVISIONAL DATA FOR 2022-23 FOR 
CONTRIBUTION RECEIVED AND CORPUS AT THE 
END OF FINANCIAL YEAR
SOURCE EPFO DRAFT ANNUAL REPORT

“Officers are 
overburdened, and 
the existing staff 
does not have the 
time to scrutinise so 
many applications. A 
separate division is 
required for this”

“We are holding 
multiple generations 
of PF members’ 
money and all are 
stakeholders. We 
need to protect the 
EPS to protect all their 
interests”

HARBHAJAN SINGH SIDHU
GENERAL SECRETARY, HIND 
MAZDOOR SABHA;  
MEMBER, CBT

SOUGATA ROY CHOUDHURY
EXECUTIVE DIRECTOR, CII; 
MEMBER, CBT
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RISING NUMBERS
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FY23    The accumulated corpus of the EPFO has 
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CONTRIBUTION RECEIVED AND CORPUS AT THE 
END OF FINANCIAL YEAR
SOURCE EPFO DRAFT ANNUAL REPORT

“Officers are 
overburdened, and 
the existing staff 
does not have the 
time to scrutinise so 
many applications. A 
separate division is 
required for this”

“We are holding 
multiple generations 
of PF members’ 
money and all are 
stakeholders. We 
need to protect the 
EPS to protect all their 
interests”

HARBHAJAN SINGH SIDHU
GENERAL SECRETARY, HIND 
MAZDOOR SABHA;  
MEMBER, CBT

SOUGATA ROY CHOUDHURY
EXECUTIVE DIRECTOR, CII; 
MEMBER, CBT
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nine FAQs to guide subscribers on the process, a pension 
calculator for them to assess the higher monthly pension 
they can get, held over 3,000 meetings and has initiated 
the process of validating the applications it has received. 
An actuarial exercise is also on to assess the impact of 
higher pension on the EPS, which has been running at a 
projected deficit for years. But given the huge numbers at 
stake, it has not been a simple exercise.

T
“the epfo is trying to fast-track the implementation of 
the Supreme Court ruling but it can make or break the 
EPS corpus. We are holding multiple generations of PF 
members’ money and all—current and future mem-
bers—are stakeholders. We need to protect the EPS to 
protect all their interests,” says Sougata Roy Choud-
hury, Executive Director of CII and a member of the 
EPFO’s Central Board of Trustees (CBT).

A big concern is the projected deficit in the EPS and 

the impact of the higher pension payout. According to 
the actuarial valuation for FY18 and FY19, the EPS had a 
deficit of `37,326.94 crore, up from a deficit of `15,531.91 
crore in the combined actuarial valuation for FY16 and 
FY17, respectively. While the EPS has not had any cash 
flow problems till date because it has had more receipts 
than outgo since inception, there is a projected deficit 
due to declining contributions by members, and the in-
creasing number of pensioners under the scheme.

CBT, the apex decision-making body of the EPFO 
that is chaired by the Union Labour & Employment 
Minister Bhupender Yadav, has been regularly review-
ing the implementation of the ruling. 

In a status report, the EPFO had underlined that it 
has been its “constant endeavour” to process the appli-
cations expeditiously, while ensuring consistency and 
accuracy, and providing ample opportunity to members 
and pensioners. It also highlighted that there were vari-
ous dimensions to this task, including the fact that many 

employees, pensioners and employers have sought addi-
tional time to furnish requisite details and clarifications.

To assess the impact of higher pension on EPS, an ac-
tuary has been appointed specifically for the purpose of 
evaluating the impact, it had said, adding that this can be 
done once all applications have been processed. Interim 
actuarial evaluations will continue for every 50,000 de-
mand letters issued. Further, as much as 52% of the high-
er wage cases pertain to exempted establishments or pri-
vately managed PF trusts, which pay only a nominal fee 
to the EPFO, and it had called for increasing the charges.

It had also highlighted the huge burden on its work-
force noting that a large proportion of applicants per-
mitted to opt for higher pension are in service and the 
EPFO’s work on this will have to continue. “Therefore, 
there is need for separate staff for pension work in the 
head office as well as those in the field,” it had said, add-
ing there was a need to set up an in-house actuarial team.

The EPFO did not respond to an emailed question-
naire from Business Today on the issues.

Harbhajan Singh Sidhu, General Secretary of trade 
union Hind Mazdoor Sabha and a member of the CBT, 
notes that there is slow progress in scrutinising the ap-
plications as the EPFO does not have adequate infra-
structure. “Officers are overburdened, and the existing 

staff does not have the time to scrutinise so many ap-
plications. A separate division is required for this,” he 
says, adding that the EPFO had about 9,000 vacancies, 
or about 40% of the sanctioned positions, of which about 
4,000 have been filled up recently.

Meanwhile, there also continues to be a long-pend-
ing demand to review the minimum monthly pension 
of `1,000, which was fixed in 2014, with pensioners and 
trade unions calling for at least doubling it. However, 
since the centre has to pay a subsidy for this pension, it 
has not been in favour of such a move.

For now, it seems unlikely that these problems will be 
addressed at one go and stakeholders note that any con-
clusive move will take place only after the General Elec-
tions. But resolving the issue while ensuring the stabil-
ity of the scheme could go a long way in the objective of 
providing social security to its workers. 

  
@surabhi_prasad
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EPFO HAD RECEIVED 1.75 MILLION APPLICA-
TIONS FOR HIGHER PENSION, 1.17 MILLION OF 

WHICH WERE STILL BEING VALIDATED
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WHEN OPTING FOR  

PASSIVE INVESTMENT  
STRATEGIES, INVESTORS  
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FACTORS SUCH AS TRACKING  

ERROR, EXPENSE RATIO,  
AND LIQUIDITY

O
n february 15, 2024, just 
three months after its launch, 
Zerodha Fund House—a 
joint venture between India’s 
largest stockbroking firm 

Zerodha Broking and portfolio investing 
platform smallcase Technologies—at-
tracted 100,000 investors and `500 crore 
in assets under management (AUM). The 
fund house took just 40 more days to 
accomplish the next `500 crore in AUM, 
because of the sharp rally in the market.

But what makes Zerodha Fund House 
such a popular choice among investors 
looking at the mutual fund (MF) route is 
its unwavering focus on passive investing. 
It is India’s only purely passive MF com-
pany. However, the shift towards passive 
investing is evident across the industry. 
According to the Association of Mutual 
Funds in India (AMFI) data, the total 
AUM of all passive funds surged to more 
than `9.34 lakh crore by March 2024, from 
`83,000 crore at the end of FY18—an 11-
fold increase in less than six years.

Passive investing has become increas-
ingly popular in India in recent times. 
This investment style involves creating a 
fund portfolio that closely mirrors a mar-
ket index. It is the opposite of active man-
agement, where a fund manager strives 
to outperform the market using different 
investing strategies. This hands-off ap-
proach of passive investing also results 
in significantly lower costs for investors. 
The average expense ratio of the Top 10 
equity funds stands at 1.94%, compared to 
0.30% for the Top 10 passive funds.

“If an investor is looking to participate 
in the sector’s growth without taking a 
call on the fund manager, then a passively 
managed offering is helpful. Over the past 
few years, investors have been increasingly 
embracing passive strategies, such as 
index funds and exchange-traded funds 
(ETFs), when it comes to exposure to 
benchmark indices. Going forward, this 
trend will gather steam,” says Chintan 
Haria, Principal—Investment Strategy, 
ICICI Prudential AMC. But investors 
should be mindful that passively managed 
strategies do not have the potential to 

INVESTMENT  
OPPORTUNITIES 

PASSIVE INVESTING PROVIDES 
INVESTORS WITH AN ARRAY OF 

OPTIONS, INCLUDING INDEX FUNDS 
AND ETFs, ALLOWING THEM TO INVEST 

ACROSS EQUITIES, FIXED-INCOME, 
COMMODITIES, AND THEMATIC 

SECTORS SUCH AS BANKING,  
IT, AND CONSUMPTION
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generate alpha, he adds.
A study by Motilal Oswal Asset 

Management Company in August 
2023 reveals that at present 61% 
of Indian investors have put their 
money in at least one passive fund, 
underscoring the fast-growing 
adoption of such funds in India. It 
says that passive funds have taken 
centre stage in India over the past 
few years, gaining market share—
from 1.4% of the MF industry’s 
AUM in 2015 to 17% today. 

Sharwan Kumar Goyal, Fund 
Manager and Head-Passive, Arbi-
trage, and Quant strategies at UTI 
AMC, cites low cost and simplicity 
to generate market returns (beta) 
and the fact that retirement funds 
invest 10-15% of annual accretion 
in passive funds as reasons for phe-
nomenal growth in passive funds 
in the past 8-10 years. “We are also 
witnessing strong interest in these 
funds from distributors and retail 
investors in recent times,” he says.

INVESTING STRATEGIES
Passive MF products typically 
come in the form of ETFs and in-
dex funds. Like stocks or debt se-
curities, ETFs are traded on stock 
exchanges and replicate a particu-
lar index. A Nifty ETF that tracks 

ered 10% returns, the ETF return 
should also be similar. There is 
a metric called ‘Tracking Error’, 
which measures how close the 
ETF return is to that of the index. 
“Tracking error indicates how 
closely the fund is replicating the 
underlying benchmark. The small-
er the tracking error, the better the 
investment outcome,” says Haria.

Next, check the expense ratio. 
The lower it is, the better for the 
investor. Then check liquidity. 
Market cap-based ETFs like Nifty, 
Midcap, etc. are more popular and 
have higher volumes. “Liquidity for 
ETFs is like water for fish; it’s criti-
cal that when investors attempt 
to buy an ETF on the exchange, 
there should be sellers, and vice 
versa. There should be sufficient 
trading volume in a particular ETF 
to ensure that the transaction hap-
pens at prices that are close to the 
price displayed on the exchanges,” 
explains Arun Sundaresan, Head-
ETF at Nippon Life India Asset 
Management. “Liquidity, which is 
essentially good trading volume, 
is very important in the context of 
ETFs and would have a direct bear-
ing on returns,” he adds.

Finally, while buying ETFs and 
index funds, consider the overall 
cost of ownership. In addition to 
AMC fees, investors also need to 
pay demat charges, broker com-
missions, and impact fees. Thus, 
ETF investors must be mindful of 
the total cost of ownership, while 
index funds have a bundled cost 
of ownership, meaning investors 
only pay the ‘total expense ratio.’

Given the recent boom in the 
Indian market, these costs may 
prove negligible when weighed 
against the returns from passive 
investing. So, if you are upbeat on 
the markets, passive funds can give 
your portfolio a big boost.   

@teena_kaushal

Can different strategies be 
chosen for passive investing? Yes, 
ETFs allow investors to diversify 
their investments across equi-
ties, fixed-income options, and 
commodities markets. There are 
several funds available within 
each asset class. Investors have 
the option of investing in market 
cap-based funds such as large-
cap, mid-cap, or small-cap. They 
could also play sectors or themes 
like banking, IT, consumption, 
etc., through ETFs.

There are also various strate-
gies available within these asset 
classes. For example, some ETFs 
offer investors the opportunity to 
invest only in government securi-
ties, while others provide expo-
sure to corporate bonds. Several 
innovative strategy ETFs, such as 
dividend yield and value, exist on 
the equity side, enabling investors 
to implement specific strategies.

“While it is true that most of-
ten the interest is limited towards 
benchmark indices-based offer-
ings, at ICICI Prudential AMC, in 
2023, we saw increased traction 
for smart beta strategies like 
momentum, alpha low volume 
and low volume. Also, sectoral 
offerings based on banks and IT 
saw investor interest,” says Haria 
of ICICI Prudential AMC.

Another advantage of ETFs is 
that one can invest more than 10%  
[of their total portfolio] in a stock, 
which is not allowed under equity 
funds. “In the case of ETFs, there’s 
no stock cap,” says Goyal; if the 
index has more than 10% weight, 
an investor can invest more than 
10% in that particular stock.

THE FINE PRINT
There are a few points to keep in 
mind while following the pas-
sive investment strategy. An ETF 
should closely replicate the under-
lying index. If an index has deliv-

the Nifty 50 index, for instance, 
will own the same stocks as the in-
dex and in the same ratio as their 
weighting on the index. Investors 
get to participate in the segments 
of markets they choose. One re-
quires a demat account to invest in 
an ETF. On the other hand, index 
funds are like MFs, and they invest 
in popular indices such as the Nifty 
50 or Sensex 100. Moreover, index 
fund investing does not require 
a demat account. However, they 
have higher expense ratios than 
ETFs, as they are primarily man-
aged by fund managers.

Currently, index funds account 
for 23% of the `9 lakh crore AUM 
of passive funds, ETFs for 74%, 
and fund of funds investing over-
seas for the remaining 3%.

ETFs, according to Goyal, are a 
good choice for those who under-
stand the nuances of secondary 
market investing, are comfortable 
buying stocks, and have a demat 
and trading account, while index 
funds are a good option for those 
who are comfortable investing in 
MF schemes in the traditional way, 
which is through MFs. Although 
from a fund management perspec-
tive, they both help investors 
generate market returns.

INVESTMENT  PASSIVE INVESTING

TOP ETFs 1-year 
returns (%)

Expense 
ratio (%)

AUM  
(` crore)

CPSE ETF 108.30 0.05 36,231.32

Motilal Oswal S&P BSE 
Enhanced Value ETF

97.26 0.3 53.58

Mirae Asset NYSE FANG+ 
ETF FoF - Regular Plan

95.12 0.44 1,441.40

TOP EQUITY FUNDS
Aditya Birla Sun Life PSU 
Equity Fund - Regular Plan

95.88 1.85 3,403.63

SBI PSU Fund 95.79 2.04 1,875.84

Motilal Oswal S&P BSE 
Enhanced Value Index 
Fund - Regular Plan

94.16 1.03 342.57

SCHEME No. of 
schemes 

No. of 
folios 

Net AUM  
(` crore)

Index Funds  208  7,576,546 2,13,657.47

Gold ETF   17  5,060,791 31,223.69

Other ETFs  189 13,767,925 6,64,000.09

Fund of funds  
investing overseas

 55 1,557,288 25,713.37

 Total  469 27,962,550 9,34,594.62

NOTE RETURNS AS OF MAY 2, 2024; AUM AS OF MARCH 31, 2024; EXPENSE 
RATIO AS OF APRIL 30, 2024 SOURCE VALUERESEARCHONLINE

NOTE DATA AS ON MARCH 31, 2024; SOURCE AMFI

PASSIVE VERSUS ACTIVE 
 The average expense ratio of the Top 10 passive funds is 0.30% while 

for the Top 10 equity funds, it is 1.9%

BREAKING IT DOWN
 Passive investing AUM has crossed `9 lakh crore; of that, 23% comes 

from index funds and 74% from ETFs   Gold ETF constitutes 4% of total 
ETF AUM of `6.95 lakh crore
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NOTE DATA AS ON MARCH 31, 2024; SOURCE AMFI
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FASHION BRANDS ARE ENTERING THE RESTAURANT SPACE, AS FOOD 
SEEMS TO HAVE BECOME THE ULTIMATE FASHION STATEMENT

BY  RAAJ SANGHVI

f food was fashion, then it would be called Gag-
gan,” declares the menu at the swanky new Gaggan 
Anand restaurant called Gaggan at Louis Vuitton, 
nestled within the recently opened LV The Place 
Bangkok, a majestic edifice along Ploenchit Road 

in the Thai capital. This latest venture by the French fash-
ion powerhouse promises guests an immersive journey 
into the maison’s universe, complete with a tech-driven 
exhibition, a chic patisserie, an expansive retail space and 
a one-of-a-kind fine-dining experience crafted in collab-
oration with maverick chef Anand. 

Since its grand unveiling in March, the sleek 40-seater 
restaurant has been fully booked, with reservations for 
its 17-course tasting menu, priced at 8,000 bahts (around 

Gaggan at Louis Vuitton, which recently 
opened in Bangkok, is a coming together 
of the French powerhouse with maverick 
Indian chef Gaggan Anand (above)

Haute Couture in 
the Kitchen
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`18,500), pouring in from Louis 
Vuitton’s HNI client base. 

Anand, arguably the most well-
known Indian chef in the world, 
is no stranger to running high-
profile or booked-out restaurants. 
With two Michelin stars to his 
credit and a four-year stint atop 
the Asia’s 50 Best Restaurants list, 
his culinary journey has been well-
documented, including an episode 
on Netflix’s Chef’s Table, which 
earned an Emmy nomination. 

But this collaboration with 
LV is unlike anything he has done 
before. Every aspect of the restau-
rant, from its decor to its table-
ware, has undergone meticulous 
scrutiny and approval from the 
LVMH headquarters in Paris. LV’s 
iconic motifs grace everything 
from plates and glasses to staff 
uniforms, even manifesting in 
the form of embossed ice cubes. 
Meanwhile, the chef, known for his 
quirky fashion sense, has under-
gone a noticeable transformation, 
appearing trimmer and clad in a 
bespoke “greige” ensemble craft-
ed by the fashion house, perfectly 
complementing the restaurant’s 
upscale ambiance.

What truly sets this collabo-
ration apart is its sheer audac-
ity. The menu showcases Anand’s 
signature dishes, now presented 
with a dash of LV flair. From the 
“Yoghurt Explosion” delicately 
perched on a base shaped like the 
brand’s monogram to the “Damier 
Momo,” a mushroom dumpling 
adorned with the iconic Damier 
print, each creation is a testament 
to the fusion of cuisine and cou-
ture. However, in classic Anand 
style, there’s a playful twist; with 
creations like the “Patrani Mac-
chi” wrapped in an LV-embossed 
banana leaf, theatrically torched 
table-side setting the brand logo 
ablaze, and “Lick It Up,” a dish 

served without cutlery, compel-
ling diners to pick up and lick their 
plates clean. While Anand’s un-
orthodox culinary style may seem 
at odds with LV’s conservative 
heritage, it is precisely this amal-
gamation of contrasting cultures 
that breathes an electrifying vital-
ity into the restaurant.

But why did LV opt to collabo-
rate with Anand? Part of the ratio-
nale lies in LV’s recent penchant 
for unconventional partnerships, 
spanning trendy streetwear labels 
like Supreme and eccentric art-
ists like Yayoi Kusama and Takashi 
Murakami, alongside their choice 
of new-age Creative Directors like 
Pharrell Williams and the late Vir-
gil Abloh. Additionally, there’s an 
acknowledgment that food holds 
a certain allure. Chefs are the new 
icons and aligning with their per-
sona allows fashion brands to reso-
nate with diverse demographics 
and entice potential consumers.

The Anand-LV venture rep-
resents just one instance of fash-
ion intersecting with food. Many 
luxury brands have ventured into 
culinary collaborations, such as 
Chanel’s glitzy Beige restaurant 
led by chef Alain Ducasse in Tokyo, 
and Dior’s upcoming Monsieur 
Dior restaurant in Japan, helmed 
by chef Anne-Sophie Pic. Mean-
while, Giorgio Armani boasts its 
own F&B vertical, with more than 
20 outlets, including restaurants 
and cafes worldwide. 

One particularly successful fu-

sion of fashion and food is Gucci’s 
partnership with celebrity chef 
Massimo Bottura. In 2018, Bot-
tura was brought on board to set 
up Gucci Osteria, a contemporary 
Italian eatery nestled adjacent to 
the Gucci Garden and boutique in 
the heart of Florence. The concept 
aimed to blend the sophistication 
and innovation of two iconic Ital-
ian brands, offering guests haute 
cuisine that lived up to Bottura’s 
culinary reputation within a set-
ting tastefully curated by Gucci.

Initially, the restaurant at-

tracted diners who were eager 
to experience Bottura’s culinary 
genius. Those unable to secure a 
table at his three Michelin-starred 
Osteria Francescana, could dine 
at Gucci Osteria for less than half 
the cost. But, over time, Karime 
Lopez, head chef at the restaurant, 
crafted her own culinary identity, 
developing a loyal following and 
drawing in guests for her own dis-
tinctive creations.

This experiment proved so 
successful that the restaurant was 
awarded a Michelin star the fol-
lowing year. Gucci went on to open 
three more such restaurants in cit-
ies such as Tokyo, Seoul and Los 
Angeles, two of which also subse-
quently earned Michelin stars.

Gucci’s collaboration with Bot-
tura, both strategic and personal, 
leveraged the childhood friendship 
between former CEO Marco Biz-
zarri and the famous chef in a mu-
tually beneficial manner. 

Bottura’s deep personal com-
mitment to the project elevated 
the Gucci Osteria brand into an 
extension of his famed Osteria 
Francescana, maintaining the 
same exceptional standards of 
food and service. He personally 
selected and mentored chefs such 
as Lopez and Takahiko Kondo, 
Antonio Iacoviello, Mattia Aga-
zzi and Hyungkyu Jun to lead the 
various branches worldwide. And 
the triumph of Gucci’s collabora-
tion with Bottura epitomises the 
seamless fusion of haute couture 
and haute cuisine.

So, will fashion brands con-
tinue to be a part of the culinary 
industry in the years to come? My 
guess is yes. Food has become the 
ultimate fashion statement, and 
the haute couture revolution in the 
kitchen is just getting started.  

   
@RaajSanghvi

 THE GOOD LIFE  TRENDS  

The Gucci Osteria restaurant in 
Seoul (top), a collaboration between 
Gucci and chef Massimo Bottura

Chefs are the new icons and 
aligning with their persona 
allows fashion brands to resonate 
with diverse demographics and 
entice potential consumers

PHOTOS COURTESY OF GUCCI OSTERIA
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It  s Personal
Mixing work and personal tasks on work machines may be a done 
thing for many, but it makes sense to have a dedicated device for 

your personal needs. Here are two such devices

REDMI PAD SE
 ̀14,999

If you want an 
affordable tablet 

for casual use, this 
consumption 

champion won’t let 
you down

LENOVO  
YOGA 7i 2-IN-1  

 ̀1,02,323
If you want a  

versatile device  
in a compact form 

factor, look no 
further

This Yoga is a stunner. The 2-in-1, 
with its teal-coloured aluminium 
chassis (for which Lenovo charges 
a premium of `1,000), weighs just 
1.49 kg, and is convenient to carry 
around. And since this device is 
from the Yoga line (with its sig-
nature 360-degree hinge), it can 
easily transition from a laptop to a 
tablet, along with tent and stand 
modes, thus catering to diverse 

Apple’s iPad reigns supreme as 
the go-to computing device for 
those seeking portability without 
sacrificing on functionality. What 
the market lacked was a quality yet 
affordable Android alternative—
until the arrival of the Redmi Pad 
SE. This large-screen tablet looks 
premium because of its aluminium 
alloy unibody design, which is just 
7.6-mm thick. Despite it being an 11-
inch tablet, it’s convenient for single-
handed use. 

The screen outputs sharp visuals 
and vibrant colours, making watching 
movies and reading e-books a cinch. 

And with a peak brightness of 400 
nits, outdoor visibility is quite good. 
But what makes the screen stand 
out is a refresh rate of 90Hz, that 
offers smoother scrolling and app 
navigation compared to most other 
tablets in this price range, which 
usually come with a refresh rate of 
60Hz. The quad speakers with Dolby 
Atmos support enhance the watching 

experience; plus, the tablet has a 
headphone jack for private listening.

While the Snapdragon 680 
processor isn’t a top-of-the-line one, 
the Redmi Pad SE handles everyday 
tasks like web browsing, social 
media, and light gaming without 
breaking a sweat. 

The review unit had 8GB of RAM 
and 128GB of onboard storage, 
and while the tablet managed 
multitasking with ease, there were 
occasional app crashes. Though 
the tablet excels at web browsing 
or media consumption, gaming or 
image editing aren’t its forte. 

The 8MP back camera is good 
at scanning documents, while the 
front camera is good for video calls, 

provided you’re in a well-lit place. 
When it comes to battery life, the 
battery is good to go for two days, 
with moderate usage, making it 
the perfect companion for long 
commutes or road trips.  

Available on: mi.com/in

@nidhisingal

tasks with ease. 
What I liked best about the 

device was the ease of use: from 
an extended hinge facilitating 
opening the lid with one hand to a 
well-spaced and backlit keyboard, 
it is these small but significant 
touches that make using the Yoga a 
dream. Powering the butter-smooth 
performance is an Intel Core Ultra 
5 processor and 16GB of RAM; the 

review device came with a 1TB 
SSD, ensuring ample space for 
storage.

The Yoga comes with 
a stylus, which takes its 
productivity chops up by a 
notch, shining the brightest 
when one scribbles and 
sketches in tablet mode. And 
the device’s 14-inch OLED 
screen shows vibrant images, 
making it an excellent display 
not just to consume content, 
but also for creation. And its 
battery lasts for five hours on a 
single charge.

What sets the device apart 
is its dash of AI. With the 
Lenovo AI Engine+, users can 
easily access maximum power, 
switch to battery-saving mode, 
or reduce fan noise with a 
simple keystroke; for video 
calls, the integrated camera 
settings allow adjustments 
to brightness, contrast, 
sharpness, and saturation for 
optimal visuals. Plus, using 
the Lenovo Vantage app, 
users can activate speaker 
noise cancellation to filter 
out background noise while 
emphasising vocals. The 
microphone, too, intelligently 
reduces input noise across 
selected settings. The 
keyboard also features a 
dedicated Microsoft Copilot 
button, offering time-saving 
functionalities at your 
fingertips.   

Available on: lenovo.com/in

 SPECS: WINDOWS 
11 HOME; INTEL CORE 
ULTRA 5; 16GB RAM; 
1TB SSD; 14-INCH 
1920X1200P DISPLAY; 
71W BATTERY; LENOVO 
DIGITAL PEN; HDMI, 
USB A, USB TYPE C, 
HEADPHONE/MIC PORT

REVIEW

BY  NIDHI SINGAL

REVIEW

 SPECS: 11-INCH, 1920X1200P DISPLAY AT 90HZ; 
SNAPDRAGON 680 PROCESSOR; 8GB RAM; 128GB 
STORAGE; 8,000 mAh BATTERY; 8MP/5MP CAMERAS
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n the tranquil depths beneath the surface lies 
a realm ripe for discovery. It’s within this sub-
merged world of marine marvels that Ashok 
Vashist, the Founder and CEO of the cab-
hailing start-up WTiCabs, finds peace. With 50 
dives under his belt, Vashist, a certified scuba 
diver, has ventured into the depths of destina-

tions like the Andamans, Phuket in Thailand, and Bali 
in Indonesia.

For Vashist, scuba diving isn’t just a hobby; it’s a 
family legacy. Inspired by his father’s distinguished 
service in the Indian Navy as both a proficient instruc-
tor and an adept diver and swimmer, Vashist found his 
calling beneath the waves.

“Growing up in coastal areas, I naturally developed 
a profound love for the sea. Therefore, it was only natu-
ral for me to choose scuba diving as my passion, as it 
allows me to explore the depths of the sea, a realm I’ve 
always felt drawn to since childhood,” he says.

Vashist’s inaugural scuba dive took place during 
his certification course on Havelock Island in the 
Andamans. But why did he opt for certification? Vash-
ist’s decision stemmed from his profound affection for 
the ocean and a deep yearning to delve into its depths, 
albeit with assurance and proficiency. Recognising 
that certification would furnish him with the requisite 
expertise and preparation for safe diving, he decided 
to go for it.

“The certification not only boosted my confidence 
as a diver but also opened up opportunities to dive in a 
wider range of locations,” he says.

Vashist has also invested in his diving gear, which 
includes a high-quality wetsuit, fins, mask, regulator, 
and dive computer, that ensures not only ensures 
safety, but also enhances his diving experience.

But what is this deeper connect with the ocean that 
he feels? Vashist points out that scuba diving has given 

him tranquility, and has allowed his mind to be calm. 
“Each dive rejuvenates my spirit and reminds me of 
the profound connection we share with the ocean,”  
he says.

Reflecting on his inaugural scuba diving adventure, 
Vashist reminisces how the crystalline waters and 
kaleidoscopic marine inhabitants together made the 
experience captivating, thereby cementing his ardour 
for diving.

In fact, with experiences spanning both Indian and 
foreign waters, Vashist’s dives provide distinct vantage 

points and interactions with marine life. 
Although each dive possesses its own 
allure, for Vashist, excursions to the An-
damans are of special value. “The sheer 
variety of marine creatures, set against 
pristine underwater vistas, delivers an 
unparalleled experience that never fails 
to leave me awestruck.”

However, embarking on a diving 
adventure isn’t without its hurdles. Like 
any thrilling pursuit, diving presents 
its own set of challenges, some of which 
even Vashist has encountered. “I've 
faced situations such as strong currents 
and limited visibility, but with proper 
training and experience, I’ve learnt to 
remain composed and adapt to safely 
overcome these obstacles.”

Even for seasoned scuba divers like 
Vashist, staying informed about the 
latest diving techniques and safety mea-
sures is paramount. Therefore, he stays 
abreast of developments through repu-
table diving organisations, online re-
sources, and participation in advanced 
training courses whenever feasible.

When asked for advice by those apprehensive 
about their inaugural dive, Vashist offers a reassuring 
response: “Place your trust in the expertise of your 
instructors, concentrate on your breathing, and tackle 
each moment as it arises. Remember, the underwa-
ter realm is tranquil and enchanting, and with the 
right mindset, your first dive can be a transformative 
experience.”

For individuals inspired by Vashist’s journey to pur-
sue diving certification, he emphasises the importance 
of selecting a reputable diving school with experienced 
instructors who prioritise safety and offer compre-
hensive training. “Take your time to learn and master 
the essential skills, and embrace the journey towards 
becoming a certified diver.”  

  
@nidhisingal

VASHIST HAS ALWAYS 
BEEN FASCINATED WITH 
THE OCEAN AND DIVING  
IS A WAY TO FORGE A  
DEEPER CONNECTION 
WITH HIS CHILDHOOD

OCEAN CALLING Ashok Vashist standing 
amidst the vast blue Indian Ocean, preparing 
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WATERWORLD  A photo taken by Vashist 
during a dive, showing his passion for  
marine life 

DEEP BLUE SEA 
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Vashist’s dive, 
showing the 
marine diversity 
of the Andamans 

UNDERSEA ADVENTURES A shot taken during 
one of Vashist’s dives. As a diver, he loves to push 
himself, going deeper into the ocean

INTO THE BLUE
For WTiCabs Founder and CEO Ashok Vashist, scuba diving is not 
just an adventure sport. It is a pathway to connect with the ocean
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‘‘ Challenges are opportunities’’

AMIT JAIN CO-FOUNDER & CEO CARDEKHO GROUP 

CarDekho Group is a digital automotive solutions provider 

with mentorship. We not only strengthened our 
team but also leveraged diverse perspectives to 
thrive in the face of adversity.

How effective was it in resolving this problem? 
The approach of hiring local talent and train-
ing them instead of recruiting from metro cities 
proved to be highly effective. We took the path of 
developing user-centric innovations that birthed 
a flywheel effect and expanded our business foot-
print internationally. Today, CarDekho is a house 
of brands, and the same talent that were once fresh 
graduates now hold C-suite positions. Our com-
mitment to nurture and train our staff played a piv-
otal role in overcoming the challenges.       

—TEAM BT

What was the problem you were grappling with?
When we started CarDekho, the term ‘start-up’ was relatively 
unknown, and the online car research industry was yet to take 
shape. This posed a unique challenge, especially in a Tier II 
city like Jaipur, where finding talent that shared our vision 
and gaining their trust proved to be a daunting task.

Whom did you approach for advice and why?  
The primary sources of advice and support were my fam-
ily and colleagues at CarDekho Group. The biggest sup-
port came from my brother, Anurag, Co-Founder & COO of 
CarDekho Group. In this entrepreneurial journey, we have 
had good times and bad times, but he has been the same 
always—supportive, calm, empathetic, and the best listener. 

What was the advice you received?  
The advice I received from my brother was to make the best 
of the situation and take these challenges as opportunities to 
bring change.  We adopted a collaborative strategy. We chose 
to hire local talent rather than seeking people from Tier I cit-
ies. This decision allowed us to tap into the potential of our 
local workforce in a much frugal way and we nurtured them 
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