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From the 

Pawan Goyal
Chief Business Officer - Naukri.com

The world of tech recruitment is in a state of flux. 
The number of tech job vacancies in India soared 
towards the end of March this year and reached 
fever pitch in the recent months. Not only is 
there a huge demand for new-age tech skills, but 
employees are leaving and shifting their jobs in 
record numbers and companies are witnessing an 
acute talent shortage. This has been aggravated by 
accelerated technology adoption, digital platforms, 
the proliferation of remote working, and other 
innovations that are changing the fundamental 
nature of work and the funding spree is leading 
to the widespread creation of new jobs. All these 
factors have caused the demand for high-quality 
engineering talent in India to skyrocket leaving 
companies scrambling to find skilled talent. 

To compete for the most talented employees, 
businesses are offering candidates exorbitant 
salaries and other enticements. But this is a short-
term vision. In the long term, what matters most 
to employees while choosing their ideal workplace 
will go beyond pay, benefits, and perks. In the 
meantime, there is also a fundamental shift in 
employee perspective and work dynamics that has 
fuelled “the great resignation”. 

Employees are now rethinking their typical work 
life and career choices. As the relationship between 
people and their jobs has changed as a result of 
the pandemic, the new employee value proposition 
(EVP) must evolve to reflect these changes. Speaking 
to Economic Times, Hitesh Oberoi, MD & CEO, Info 
Edge India, says that every traditional organisation 
whether it is a retailer or an airline or a media 
company, wants to go digital and they want to be 
aggressive on digital. This has created a massive 
demand for digital talent but there is a shortage of 
IT professionals in India that can meet the demand.

CBO’S Desk

Hence, companies will have to craft an EVP that 
is human, provides an exceptional life; not just 
work experience, focuses on culture fit and career 
growth to lure quality candidates, and build 
relationships with people who, in turn, will be with 
the organisation for the long haul. 

Our leader in Spotlight for this edition, Richard 
Lobo (Executive Vice President & Head, Human 
Resources, Infosys) touches upon the importance of 
investing in talent sustainability. We have a special 
interview with M. Lakshmanan (CHRO of L&T 
Technology Services) who talks about the recent IT 
hiring boom in India. As a part of this edition, we 
also talked to Bhavana Jain (Director and CHRO) 
and Sebastian Rodriguez (Vice President & Global 
Head of Talent Netcore Cloud) Piyush Somani (MD 
and Chairman of ESDS Software Solution Ltd), 
Satyajit Menon (SVP & Head - People & Culture 
of Hero Vired), Jitendra Agrawal (Global CTO of 
CARS24) and Srikanth Reddy (Manager, Talent 
Acquisition of Progress). 

I’d like to thank our contributors - Mita Brahma 
(Head HR of NIIT), SJ Raj (Senior Vice President 
HR Operations of Newgen Software), Benseley 
Zachariah (Global CHRO of Fulcrum Digital), 
Harshit Chhaya (Associate Director - HR of Avail 
Finance) - for taking the time to share their insights 
about such a burning issue. 

As the war for top talent rages on, employers are 
trying their best to keep up. This is the moment for 
business and HR leadership to up their game by 
looking beyond the jaw-dropping perks and keep in 
mind the sophisticated needs of the employees. 

Happy reading!



5 ALL THINGS TALENT
DECEMBER 2021

HIGHLIGHT

RECRUITER

The Best 
and Worst 
of the Times 
for India’s 
Tech Talent

HIGHLIGHT



6ALL THINGS TALENT
DECEMBER 2021

HIGHLIGHT

RECRUITER

The Best 
and Worst 
of the Times 
for India’s 
Tech Talent

HIGHLIGHT

I
n India, IT firms and tech-
enabled organisations are on a 
hiring spree and are raining jobs 

for techies. But there’s a catch. 
According to an Economic Times 
report, the country's leading firms 
– Infosys, Wipro, TCS, Cognizant, 
and HCL – are planning to hire 
more than 1 lakh freshers this 
fiscal. The irony, however, is that 
most of them are try to attract 
good talent as the demand for 
new-age skills has multiplied and 
most tech professionals are sitting 
on multiple offers who can easily 
command a mark-up of 50-70 
percent on salary while changing 
a job.

Furthermore, the dropout rates 
following offers in the tech sector 
are too high—compared with 
an average of 10-12 percent 
of candidates rejecting an offer 
from one company and taking up 
another in pre-Covid days, the 
number has increased as high as 
55-57 percent post-pandemic for 
certain roles, as per media reports.

In an earlier interaction with 
AllThingsTalent, the founder 
of a housing finance start-up 
company shared how difficult it 
is to attract and retain tech talent 

these days. In the last one year, 
the company’s four top-performing 
tech employees were picked by a 
global mortgage lender for four 
times their salary. “One person 
from VJTI, a tier-2 tech institution, 
was working with us for two 
years. As a company, we believe 
in investing in L&D and employee 
development. But after having 
invested in that talent, that person 
got picked by a big company at a 
whopping 77 lakh. Prior to this, 
he earned Rs 18 lakh. I had no 
comeback,” says the founder.

The rest of the three employees 
also joined the same global 
company. This is just one bizarre 
story. Today, tech professionals 
are juggling with three or more 
job offers simultaneously and 
easily asking for unprecedented 
pay hikes. As hiring experienced 
talent gets highly competitive 
and costlier, big IT companies are 
resorting to hiring freshers like 
never before.

 

Speaking to Economic Times in 
August, Hitesh Oberoi, MD & 
CEO, Info Edge India, says, “More 
than 24 unicorns in the last one 
year, every company has raised 
hundreds of millions of dollars and 
they all want to hire people. But 
they all want to hire very high-
quality talent and that talent is 
limited in number. Therefore, there 
is a massive war for talent in the 
startup space.”

The recent funding boom has left 
many new-age startups flush with 

funds who are wooing candidates 
with exorbitant pay packages, 
flexible work options, employee 
stock options (ESOPs), and 
attractive offerings like bikes, cars, 
referral goodies, joining bonuses to 
name a few.

Since everyone is in a hurry to hire, 
there has emerged a challenge 
on the supply side. According 
to the National Association of 
Software and Services Companies 
(Nasscom), the IT and business 
process management industry in 
India employs around 4.5 million 
employees, while the supply of 
software engineers, data scientists, 
and others remains limited. As 
per a study conducted by Great 
Learning, the Data Science 
Industry is witnessing a massive 
supply gap when it comes to data 
science talent, with 92 percent 
hiring managers having faced the 
shortfall.

But now, the talent shortage is so 
evident that companies are looking 
for leads almost everywhere. 
Ravish Naresh, founder of a 
Fintech startup, Khatabook 
announced his company’s Series 
C funding and active job openings 
on his Twitter account. Many 
information technology companies 
are also looking at other ‘personal’ 
and ‘fun’ social media platforms 
like Instagram where millennials & 
lateral hires are targeted through 
their Instagram page dedicated to 
careers.

 
THE REASON FOR TECH 
BOOM
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As the Covid-19 pandemic 
accelerated digitisation, those 
businesses that were slow to 
adopt tech software during the 
pandemic began rapidly catching 
up. They realised how tech is core 
to sustainability and hiring in the 
new normal as work started to 
be done from home and meetings 
were held virtually. With this, the 
companies essentially crammed a 
decade’s worth of tech adoption 
- virtual and collaboration tools, 
productivity software, automation, 
AI & machine learning - into a 
single whirlwind year.

Non-technology sectors like 
fertiliser and pharmaceutical 
are not behind - a big part of 
the demand for tech products is 
coming from these companies as 
they want to make their operations 
more digital.

Kamal Karanth, Co-founder of 
Xpheno, a specialist staffing 

this year than in any year before 
the pandemic.

As per the Naukri JobSpeak report, 
in October, demand for the IT 
sector continued to soar as the 
sector witnessed a significant 85 
percent Y-O-Y growth led by an 
accelerated pace of digitisation 
post pandemic. The growth 
of the IT-Software sector has 
enabled metro cities to outperform 
their tier-II counterparts in the 
annual growth charts. Bengaluru 
(+84 percent), Hyderabad (+80 
percent), Pune (+69 percent), and 
Chennai (+57 percent) recorded 
the highest Y-O-Y growth in Oct 
’21.

Commenting on the report, 
Pawan Goyal, Chief Business 
Officer, Naukri.com said, “Overall 
hiring activity in India once again 
surpassed pre-pandemic levels 
in Oct’21; Trending at 2523, the 
JobSpeak Index marked a 19% 

company tells YourStory 
that currently, four types of 
organisations are looking to hire 
Indian tech professionals: 1) Indian 
IT and MNC IT (IBM, Accenture, 
etc.); 2) GICs or offshore units of 
large multinationals (Walmart, 
Target, Goldman Sachs, etc.); 3) 
Product companies (Amazon, 
Google, Apple, Facebook, etc.); and 
4) Indian startups.

As demand for technology skills 
skyrocketed and remote work 
became the status quo, this led 
to an increasing demand for tech 
professionals, especially full-stack 
engineers, front-end engineers, 
data engineers, data analysts, data 
scientists, and backend engineers. 
Tech talent made full use of the 
momentum as they could pick and 
choose from a massive pool of job 
opportunities and ask for the best 
and get the best. We can expect 
more new tech jobs to be created 
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CONTINOUS REVIVAL AND RECOVERY

DecNovOctSepAugJulJunMayAprMarFebJan

DecNovOctSepAugJulJunMayAprMarFebJan

2020

2021

2020

2021

Growth in New Job Postings by Recruiters for IT Software Roles (in % YoY)

Growth in New Job Postings by Recruiters Across All Roles (in % YoY)

10.10% 9.48%

-8.39%

-49.00% -53.53%
-41.5% -47.73%

-33.68% -30.28% -21.52% -21.27%

-0.23%
-9.47%

8.92%

43.59%

117.81%

196.50%

160.51%

204.91%

173%

138%

85%

7.02% 4.81%

-17.09%

-61.38% -60.90%

-44.01% -47.05%
-34.27%

-24.98%
-15.08%

-29.88%

-9.65%
-18.55%

-5.21%

25.68%
120.13%

96.98%
109.78%

89%

57%

43.00%

Source: Naukri JobSpeak

Source: Naukri JobSpeak

growth as compared to Oct ’19 
indicating continuous revival and 
recovery.”

Despite growth in hiring activity, 
companies continue to face acute 
talent shortages and a higher 
attrition rate than they had a year 
ago. As companies are hiring more 
than ever before, there will be an 
imbalance between the demand 
and available supply of talent and 
wages will skyrocket in this hot 
labor market.

Almost every organisation has 
transformed into a tech company 
as a result of the pandemic. 
Given the limited talent pool, 
the competition is fierce than 
ever. However, according to a 
report by brokerage firm Anand 
Rathi, attrition in IT companies is 
expected to slow down from the 
fourth quarter (Q4). Many industry 
experts also predict that the tech 
boom will continue in India for the 

next 10-15 years. Only time will 
tell.

However, one thing is for sure: 
it’s a worker's market where tech 
professionals clearly have an 
upper hand today. It will be crucial 
for companies to retain existing 
talent, offer remote work flexibility 
and professional development 
opportunities, leverage technology 
to hire and scale more efficiently, 
and finally use long-term 

incentives like ESOPs, retention 
bonuses, and joining bonuses to 
attract and retain top talent.

It’ll be interesting to see how 
employers will now get creative to 
attract quality talent and keep their 
pipeline full of viable candidates. 
Charles Dickens in his 160-year-
old novel sums it up well, "it was 
the best of times, it was the worst 
of times."
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Richard Lobo leads the people function at Infosys, a global leader in 
next-generation digital services and consulting. He is responsible for creating an 
environment that attracts and builds the talent Infosys needs for the future. He 
has been associated with the people function at Infosys since 2000 and during 
his tenure, Infosys has consistently built innovative people practices. 

SPOTLIGHT

But we also need to remember that skills in demand today 
may not be the same ones in demand tomorrow. The world is 
changing very quickly. You might hit a new equilibrium and 
you might have to look for something else in the future. But 
one thing that we can be sure of is, nobody will take this for 
granted anymore, both the companies and the workforce. It’s 
a good thing from the HR perspective as you are constantly 
looking for people to solve the problems of the future.

Talent 
Sustainability:

Richard Lobo
Executive Vice President & 
Head HR, Infosys

Building Talent 
Leading to 
Value Creation
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happening everywhere in the 
world due to the pandemic. 
Companies are seeing the need 
to invest in digital technology and 
this is a demand they couldn’t 
foresee and plan for. Second, I 
think we had a reasonable amount 
of talent supply disruptions across 
the world, both in terms of the 
shift toward remote working 
and many people moving out of 
the workforce. The third thing I 
feel is the slowdown in terms of 
business momentum. People have 
not made sufficient investments 
for the future in regard to skilling. 
Normally, companies would 
have continuous training and 
skilling programs which would 
have helped. The combination of 
these three has led us to a time 
when the demand situation is at 
the maximum. That is what has 
resulted in a short-term supply 
situation. I don’t see this as a 
long-term issue. It is more of a 
balancing situation for the post-
pandemic boom.  

 

Q. While largely, this 
talent gap is attributed 
to the demand and 
supply mismatch, there 
is also an argument 
that the entire crunch is 
a distribution problem 
and not a pipeline issue. 
What is your take on 
this and why? 

There are new technologies 
and skill requirements that have 
emerged. It is not easy to ramp 

In a candid conversation 
with All Things Talent, 
Richard Lobo, Executive 

Vice President & Head 
Human Resources, Infosys 
talks about the reasons 
behind India’s tech hiring 
boom, the importance 
of investing in talent 
sustainability, creating the 
right talent, the ‘Back to 
Office’ process and various 
skilling initiatives at Infosys.

Q. What do you think 
fuelled this rush for 
talent in the IT sector? 
Is it just a pent-up 
demand or an outcome 
of the pandemic that 
has caused a major 
shift in the way work is 
done these days? 

It’s a combination of factors. First, 
there is a push for technical and 
digital skills across industries 
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up any of these requirements 
suddenly because a few of the 
technologies that the companies 
are using today were not present 
two years back. It takes some time 
to build it. Also, in the last two 
years, enough attention has not 
been paid to skilling and upskilling. 
So, people may not necessarily 
be readily skilled or may not be in 
the place you want. I don't think 
companies could have foreseen 
this. The requirement for new 
skills and the development of new 
technologies has also resulted 
in a talent shortage. When you 
use the term good talent, the 
fundamentals have not changed. 
Nobody hires for the sake of hiring. 
But many times, people are hiring 
with the hope that they can reskill 
and get people ready because the 
steady supply is broken. It is a 
time-dependent thing. You can’t 
accelerate this process beyond a 
point. It is a good time for people 
to look for areas where they can 
repurpose their skills.  

 

You might hit a new equilibrium 
and you might have to look for 
something else in the future. But 
one thing that we can be sure of is, 
nobody will take this for granted 
anymore, both the companies and 
the workforce. It’s a good thing 
from the HR perspective as you 
are constantly looking for people 
to solve the problems of the future.  

  

Q. Some really 
intriguing salary trends 
are being noticed at 
present with premium 
CVs deriving a larger 
pay package. How 
sustainable are these 
pay-outs and have they 
upset the equilibrium? 

What you are seeing is turbulence 
in the market. Whenever that 
happens, you move towards a new 
equilibrium or a new normal. So, 
salaries can go higher if people 
deliver value and skills are in 
demand. I don’t see a problem with 
that. The situation will change if 
they don’t deliver, for example, if 
there is no demand for a particular 
skill, then one must be prepared 
that companies may not want to 
keep the person in their workforce. 
You either have to reskill or find 
other places where he/she is 
useful. I think we have reached 
a point where clients would pay 
higher for certain skill sets in 
demand and companies would pay 
more to acquire the same. Finally, 
the laws of economics will apply to 
this situation as well. People will 

Q. The ‘Great 
Hiring Drive’ has 
also accelerated 
attrition rates (across 
experience levels) as 
potential candidates 
have multiple job offers 
at hand. How do you 
think it can be worked 
on and normalised? 

I look at it as a good problem to 
have. There is demand and the 
world has a huge supply of people, 
though not exactly matched. There 
are enough people who are skilled 
in certain areas or fresh out of the 
university looking for things to do 
and there are companies looking 
for people. An equilibrium will set 
in. It is a question of matching 
talent, training talent, or reskilling 
what you already have. Taking 
a guess, I believe it will take a 
year or so. But we also need to 
remember that skills in demand 
today may not be the same ones 
that will be in demand tomorrow. 
The world is changing very quickly. 

With the pandemic, what 
has happened is that we have 
seen an interest in tier-III cities 
and smaller towns as well. That’s 
a good thing because there is talent 
everywhere now and deployable through 
better communication technology. It will result 
in more investments in infrastructure in terms of 
bandwidth, access, etc.
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not demand more than the value 
of what they deliver. So, it’s not an 
unlimited stretch that you see, as, 
at some point in time, it will even 
out.  

Q. Apart from massive 
salary hikes, several 
companies are going 
the extra mile in 
showering joining gifts. 
Then there’s also the 
ESOP incentive. How do 
you view this practice? 

I think in terms of long-term 
participation in wealth creation, 
taking risks and expecting returns 
from the company one works for, 
is a good thing. Now, the short-
term benefits like joining gifts 
and others, in my opinion, do not 
make much of a difference. They 
might delight a candidate in the 
short term but don’t really add 
any long-term value. Employees 
join a company because they see 
a long-term future, an opportunity 
to build their careers and learn. 
So, any incentives that are long-
term like ESOP, RSU, long-term 
bonuses, etc. are viewed much 
more favourably. Any company 
intending to attract the best people 
can look at the long-term benefits 
in terms of sharing wealth and also 
in terms of offering something in 
relation to learning and building 
one’s career. 

 

Q. What are the 
opportunities and 

challenges a recruiter 
faces in finding the 
right talent? 

There are two challenges. One 
is the sheer pressure of meeting 
requirements in terms of quickly 
filling positions either due to 
attrition or demand. So, recruiters 
across the industries are facing 
this time pressure for quickly 
fulfilling the demands. They are 
also forced to stretch in terms of 
their workloads. I think recruiter 
communities have done really well 
in that context. Apart from that, 
the challenge is also to attract the 
right people for your company. The 
people available may not be the 
people you want to bring to your 
company. So, the next challenge 
for a recruiter is to identify people 
who aren’t necessarily looking out 
for a job but could be the right 
person for the company. That 

requires a little more time. While 
the fundamentals of hiring haven’t 
really changed, a recruiter has 
constraints including severe time 
pressure. It has been a challenging 
year for the recruiters, and I think 
it will continue for a few more 
months. I feel the learnings from 
this will hold the recruitment 
function in very good stead.  

Q. Large IT firms play a 
significant role in fresh 
hiring and training 
a significant pool of 
talent, which then 
becomes a reservoir 
for startup hiring - this 
trend has been more 
pronounced this year. 
How do you view this? 
What are the industry-
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level attritions in the 
1–3 year experience 
segment? 

You must invest in talent 
sustainability and create the 
right talent pipeline for your 
organization. You cannot depend 
on taking people from the talent 
pool built by someone else. Any 
company that is serious about 
sustainable talent will work on 
this systematically. In the case of 
Infosys, through our partnership 
with universities across the world, 
we share our course materials, 
help develop faculty, reach out to 
students to work as interns here, 
give them projects, and conduct 
hackathons for college students. 
We train our entry-level hires for 
four months, and over a period of 
time, they develop into good future 
talent for us and beyond. I know 
many believe in taking shortcuts 
but that’s not how you develop 
strong HR processes.  

This year has seen attrition rates 
increasing across all segments. 
Usually, the attrition in the 2-3 

automation and analytics side 
of HR so you have fewer people 
to handle the routine and more 
people to manage complex issues.  

 

Q. Today, HR is no 
longer a support 
function but a key 
department in every 
organisation. What do 
you think would be the 
next step for this? 

Going ahead, I feel human 
resources need to maintain the 
edge that it has achieved over the 
last few years. Today it is viewed 
as a core function and is part of 
any strategic discussion. In the 
future, HR should focus very 
heavily on employee experience. 
Employees will also demand a high 
level of user experience as they 
are used to such experiences as a 
customer. A lot of investment will 
go into enriching the employee 
experience of the future like 
automation, digital analytics, 
and creating a feeling of a safe 
workplace.  

 

Q. How has Infosys 
prepared for the ‘Back 
To Office’ journey? 

We have taken a cautious 
approach as we don’t want to 
put anybody’s health at risk. Our 
offices are open across the world. 
Right now, it is on a voluntary 
basis. We have encouraged the 
seniors to come in first. Having 

years' experience segment tends 
to be higher because they either 
choose to go for higher studies or 
they join some other company.  

 

Q. Could you give us 
some perspective on 
the size, role and the 
functioning of the HR 
team to the overall 
employee base and how 
they aid the business 
growth of the company? 

We roughly run a ratio of around 
1:400 or 1:500 wherever it’s 
possible in terms of people who 
directly engage with employees. 
But that isn't the only HR 
population we have. We have 
another group of people who 
work very closely with business in 
working out innovative solutions 
for our clients. Today HR is part 
of business solutions as we see 
the demand for people-based 
solutions everywhere. Another 
group works on the digital, 

I think in terms of long-term 
participation in wealth creation, 
taking risks and expecting returns 
from the company one works for, is a 
good thing. Now, the short-term benefits 
like joining gifts and others, in my opinion, 
do not make much of a difference. They might 
delight a candidate in the short term but don’t 
really add long-term value
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said that, we haven’t forced 
anybody to come daily or relocate. 
Over a period, if the situation stays 
stable, infection rates are low, 
and vaccination is higher; we will 
probably have a larger percentage 
of our workforce returning. But 
we might never see the work 
situation revert to pre-pandemic 
time. You will have a mix of people 
who will work out of the office 
while others won’t. Then there 
will be those who will have a 
mix of both. We will see how it 
goes because it isn’t that easy to 
manage a scattered workforce. 
It’s very difficult to predict for the 
long-term because it has been a 
changing pandemic and things will 
evolve. This approach has so far 
worked for us.  

 

Q. From Y2K, GFC, 
and now we have 
successfully navigated 
the Covid crisis. As 
we move towards 
the fag end of the 
pandemic, what is your 
observation on the tech 
talent availability in this 
crisis compared to the 
crisis we faced earlier?  

In terms of the demand situation, 
I think the industry is fortunate 
to go through all the crises with 
a consistent demand cycle. Of 
course, the demand for particular 
skills and technologies has 
changed. Today, the use of 
technology is widespread. So, the 
scope is much wider. I think since 
we were forced to a remote mode 

for a couple of years, demand 
for business solutions based on 
technology has only accelerated. 
That’s why the demand in today’s 
market is much more intense than 
what we witnessed earlier.  

Q. Infosys launched 
an internal talent 
marketplace FLUID 
recently to reskill and 
progress up the value 
chain. There’s also 
Skill Tags and Digital 
Quotient initiatives. 
What have been the key 
learnings from these 
initiatives? Also, what 
prompted Infosys to 
start initiatives of such 
a nature? 

In terms of FLUID, a large company 
like Infosys, matching people's 
aspirations with their skills is a 
constant endeavour and what we 

are trying to do through FLUID is 
have a dynamic talent marketplace. 
Like, how do we dynamically 
handle, skill, reskill situations 
that lead to the creation of an 
internal digital talent marketplace? 
Another thing we did is what we 
call the Skill Tags where we felt 
that certain skills could be paid 
a premium for. So, if someone 
acquires a new skill and gets 
certified, based on the value of 
that skill, we offer them a premium. 
As for Digital Quotient, we wanted 
to see how good people are with 
digital skills to match the demand 
situation of the future. We don’t 
look at these initiatives in isolation, 
but as steps in our journey to 
create an interesting and attractive 
place to work for everyone.  

 Q. Thanks to the 
work from anywhere 
concept, organisations 
are looking towards 
tier-II and III cities for 
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hires. What is your 
observation? 

Infosys had been way ahead 
in this as we opened our first 
development centre in a tier-II city 
almost 30 years ago. With the 
pandemic, what has happened is 
that we have seen an interest in 
tier-III cities and smaller towns as 
well. That’s a good thing because 
there is talent everywhere now 
and deployable through better 
communication technology. It 
will result in more investments 
in infrastructure in terms of 
bandwidth, access, etc. This is 
great for the smaller towns and 
cities in the country. Second, 
people can take advantage of 
living in remote places closer to 
their families. It will also decongest 
some of our larger cities which 
have become almost difficult to live 
in due to numbers. India will thus 
see a boom in terms of smaller 
places developing and giving 
people a better quality of life while 
enabling them to work seamlessly.  

We also need to be professional in 
the sense that we handle security 
and data requirements very 
carefully so that this model can 
continue. The type of demographic 
shift that we are seeing in the 
country in terms of income and 
working population distribution, 
will change the landscapes of 
several smaller towns in the 
country.  

As told to Moumita Bhattacharjee

Year of incorporation: 

Market presence: 

Employee count:  

Workforce pie in 
% (across different 
departments): 

Business operation:  
 
 
 

Any other interesting 
metric: 

1981 

Over 50 countries across 234 locations

2,79,617 (as of September 30, 2021) 

S/W professionals account for 2,64,918 
while sales & support constitute 14,699 
employees. (as of September 30, 2021) 

Infosys is a global leader in next-
generation digital services and 
consulting. We enable clients in more 
than 50 countries to navigate their digital 
transformation. 

39.1 percent of the employees are 
women. Infosys aims to have a gender-
diverse workforce with 45 percent 
women by 2030. 

SNAPSHOT
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RETHINKING 
HIRING 
STRATEGY 
AND TALENT 
RETENTION 
POST-COVID-19
COVID-19 forced an abrupt shift 
to remote hiring and new ways of 
interviewing to onboarding. Talent 
acquisition leaders can make this 
transition a success by restructuring 
their core hiring principles and resetting 
the company culture, which needs to be 
in tune with the changing times. 

S.J. Raj has more than 30 
years of experience in HR. He 
is responsible for Newgen 
Software’s HR strategy and 
global operations. Before 
this, he has worked with 
Eicher Goodearth Ltd., SRF 
Nippondenso Ltd., PCS 
Data Products Ltd., and 
Semiconductor Complex Ltd.

Senior Vice President, HR Operations,  
Newgen Software 

SJ RAJ
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W
e all are very hopeful 
and anxious at the same 
time about how this new 

normal will shape our future. The 
pandemic has impacted all areas 
of our lives, and enterprises have 
been battling the after-effects for 
quite some time now. The message 
that imprinted itself is not entirely 
nouveau though. For organisations 
to thrive, they need to be nimble 
and quickly adapt to the changing 
business environment. This 
was a particularly trying time 
for talent acquisition teams and 
hiring leaders as they used to 
thrive on in-person interaction 
at all points of the hiring journey. 
The window to pause, regroup, 
rethink, and transition to a new 
hiring and talent management 
model was minuscule. As work 
from home became a norm, people 
management processes had 
to quickly transition to remote 
hiring—the complete end-to-
end process from interviewing to 
onboarding.

A study by McKinsey also 
supports that nearly two-thirds 

of organisations have moved 
in-person recruiting events and 
activities to remote settings, and 
40 percent of productivity leaders 
have holistically redesigned their 
entire hiring process.

DOING AWAY WITH 
LEGACY HIRING 
MODELS
 
A safe hiring process became 
the number one priority for 
talent acquisition leaders. 
And the adoption of virtual 
recruitment processes for 
video resumes, testing, video 
proctored interviewing, and 
onboarding became a norm 
across organisations. To make 
this transition, the right technical 
and operational capabilities are 
of paramount importance. And 
the onus lies on talent acquisition 
leaders to make this transition a 
success by restructuring their core 
hiring principles and resetting the 
company culture, which needs to 
be in tune with the changing times. 

HIRING TRENDS THAT 
ARE HERE TO STAY

Hybrid Hiring Model –  
This is the future of recruitment. 
It is the perfect mix of virtual 
and in-person hiring methods 
and combines the best of 
both approaches. Increasingly 
organisations are seeing the 
value of incorporating virtual 
interviews. It introduces flexibility 
to accommodate a candidate's 
time preference, brings about cost 
optimisation, and overall efficiency 
in the process. Remote onboarding 
also has its advantages as new 
employees can navigate online 
resources at their own pace to 
learn about the workplace and the 
company culture. They can also 
engage with company leaders 
through online interactive sessions.

Social Media Engagements 
– Companies are increasingly 
using social media to engage with 
the right crowd. The utilisation 
of chatbots of career pages is 
another tactic that is being used 
to cull out unqualified candidates. 
Companies are posting their job 
openings and inviting applications 
on social platforms.

Location Agnosticism – As 
organisations realised that not 
all their functions and operations 
need the physical presence of 
employees, the limitations posed 
by the geographic location 
of the prospective candidate 
disappeared. Companies are 
now looking at a much bigger 
talent pool, and without the 
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To ensure a holistic 
employee experience, 
restructuring of hiring models 
and adopting trends is not enough. 
Organisations also need to creatively 
manage their talent pool to retain talent, 
avoid performance plateaus, and ensure 
adequate motivation and recognition to sustain 
productivity.
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added budget for relocation 
compensation.

Virtual Hiring Fair – Many 
companies are experimenting with 
virtual hiring fairs, which allows 
them to interact with job seekers 
online and screen applications in 
volume.

To ensure a holistic employee 
experience, restructuring of hiring 
models and adopting trends 
is not enough. Organisations 
also need to creatively manage 
their talent pool to retain talent, 
avoid performance plateaus, and 
ensure adequate motivation and 
recognition to sustain productivity. 

TALENT RETENTION IN 
THE POST PANDEMIC 
WORLD
 
A "Happiness at Work" poll by 
Partners In Leadership confirms 
that when employees are happier 
at work, 85 percent say they take 
more initiative; 73 percent say 
they are better collaborators, and 
48 percent care more about their 
work. 
 

engagement strategy. They need 
to start integrating processes and 
collaborating across functions 
to give a seamless experience to 
the employee. Adoption of new 
engagement channels like social 
media and running campaigns over 
the intranet/internet can be an 
effective way to have interactive 
conversations with employees.

Make Employee 
Communication More 
Engaging - Byte-sized 
communications on messaging 
apps, emails, and other means 
will keep the workforce connected 
by building a culture of trust and 
transparency. Timely modifications 
in HR policies and systems always 
resonate well with employees. 
Organisations can also increase 
the frequency of open houses/
town halls to boost employee 
morale.

Design Holistic 
Performance Management 

The post-pandemic recruitment 
slump has given way to greater 
job opportunities across markets. 
And employee retention needs to 
be a top priority for organisations 
now. They need to adjust their 
lenses and refocus on the talent 
pool. Keeping the current context 
in mind, recruiters need to amp 
up their employee engagement 
strategy. Here are some quick tips:

Reshape Your Employee 
Experience – People 
function teams need to regroup 
and redraw their employee 

Effective performance 
management is a game-changer. 
Organisations need to move away 
from annual reviews and towards a 
continuous performance management 
system.
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– Effective performance 
management is a game-changer. 
Organisations need to move 
away from annual reviews and 
towards a continuous performance 
management system.

Create Innovative Reward 
and Recognition Program 
– Periodic reward and recognition 
programs can boost employee 
morale. The people function needs 
to design innovative recognition 
programs by analysing what drives 
a holistic employee experience 
and how managers can extend the 
reward and recognition culture to 
the virtual workplace.

Ensuring Employee 
Wellbeing Must Be Your 
Prerogative- Stress and 
anxiety are detrimental to positive 
workplace culture. Organisations 
should take proactive measures 
to conduct regular sessions for 
all employees to educate them 
about the importance of taking 
care of their physical and mental 
health. Engaging third-party 
experts, including counsellors and 
fitness coaches, can further boost 
employees' confidence and help 
them maintain a healthy work-life 
balance.

For hiring leaders, the need of the 
hour is to look beyond the obvious 
and reinvent hiring models. Trends 
like hybrid hiring will be an integral 
part of the long-term recruitment 
plans and will be an essential step 
towards building a modern hiring 
strategy. Also, people function 
and business leaders need to 
collaborate for effective talent 
management and retention. 

*Numbers as of March 31, 2021, comprising of consolidated personnel (permanent and 
temporary/contract/casual/third party workers)

Year of incorporation:

Key management 
people: 

Workforce in numbers: 

CAGR of employee 
growth in the 3/5 year 
period: 

Newgen's offerings:  
 
 
 

Employee pie (in 
%) across different 
departments*: 

1992

Diwakar Nigam – Chairman and MD, 
Virender Jeet – CEO, Tarun Nandwani - 
COO

2969

4 percent CAGR growth over 3 year 
period 

Newgen is the leading provider of a 
unified digital transformation platform 
with native process automation, 
content services, and communication 
management capabilities

Delivery group (65%), Product 
development (16%), Sales and marketing 
(10%), Corporate or services & technical 
support (7%), and others (2%).
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M. Lakshmanan is the Chief Human 
Resources Officer at L&T Technology 
Services Limited. He started his career 
in the Public Sector and moved to the 
IT Industry in 1999. He comes with over 
25 years of HR experience and has 
worked for companies like Hexaware, 
Mphasis, and Capgemini.

THE POWER OF 
BUILDING TALENT 
INSTEAD OF BUYING IT
M Lakshmanan in a tête-à-tête with All Things 
Talent talks about the recent IT hiring boom in India, 
the importance of growing talent, the gig economy, 
L&T's skilling programs, and much more.

Chief Human Resources Officer, 
L&T Technology Services

M. LAKSHMANAN
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Q. There is a huge 
conversation around 
the IT hiring boom that 
is happening right now. 
In your opinion, is it 
pent-up demand or 
just the outcome of the 
pandemic? What is your 
understanding of the 
trend? 

Three things are happening 
right now. Firstly, there is pent-
up demand. Secondly, I think 
there is an increased amount of 
offshoring that has happened. 
One of the silver linings of the 
pandemic is that businesses now 
realise that if they can get their 
work done out of Ohio instead 
of San Jose or Cincinnati, then 
they can get the work done out 
of Bangalore or Mysore as well, 
which are relatively cheaper 
options. So I think offshoring has 
started happening in a very big 
way. Thirdly, I think it is the career 
aspirations of employees. As the 
demand for skills increases, the 
opportunities for people have 
gone up manifold, hence, there 
is a migration of talent from one 

company to another. 

However, this is not the first time 
that we are seeing this talent 
migration. It happened twice 
earlier — after the Y2K boom and 
after 9/11, where we saw big 
hiring booms and similarly, we are 
witnessing the same pattern right 
after the pandemic. Therefore, the 
demand is real, but the reasons are 
many.

Q. With companies 
getting work done 
relatively at a cheaper 
rate by hiring global 
talent, how does that 
impact the salary 
trends now and to what 
extent? 

It depends on the company's 
revenue and its affordability to pay. 
I think all business leaders need 
to make changes to their existing 
business model accordingly to 
make sure that their business is 
viable. For example, when we talk 
about how salaries for software 
engineers have dramatically 

changed in the industry, we need 
to consider that the compensation 
level for a software engineering 
role in a product company, IT 
services company, and startup 
company will vary. So, if an 
engineer working in an IT services 
company joins a product services 
company at a higher salary, we 
can't conclude that software 
engineers' salaries have simply 
gone up. There is a temporary 
blip where the salary levels have 
increased, but this will eventually 
even out and come back to 
equilibrium. The compensation 
range will find an equilibrium in the 
next one or two quarters and come 
back to older levels.

Q. In the last one year, 
hiring was volatile and 
led to a huge rise in 
the gig economy. So 
what happens to that 
economy now? Do the 
dynamics change?

India's IT outsourcing wallet share 
has increased. That means there's 
going to be space for everybody 
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There is a temporary blip 
where the salary levels 
have increased, but this will 
eventually even out and come back 
to equilibrium. The compensation range 
will find an equilibrium in the next one or 
two quarters and come back to older levels
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— fresh engineers, experienced 
engineers, and even gig workers. 
The talent shortage will continue 
to be there for another three or 
four quarters, thus making room 
for gig workers. But the important 
point is, the employment models 
will start changing slowly and 
steadily. Now it is no more about 
regular or full-time employees. 
You will now have fixed tenure 
contractors, external contractors, 
contractors for short durations, 
contractors working from remote 
tier-2 tier-3 locations for a finite 
period of time, etc. So we will have 
all kinds of employment models 
coming up and I believe that 
smaller startups will be in a much 
better place to take advantage of 
the changing employment models 
initially. Of course, the larger 
companies will also adapt to it, and 
the faster they do it, the better.

Q. When we talk about 
employment models, is 
there anything new that 
L&T is looking forward 
to?

Q. You also mentioned 
talent shortages. As 
we all know that there 
is a huge demand for 
good talent, but is the 
demand for high-quality 
talent meeting its 
supply?

There's always a demand for high-
quality talent. Period. Quality talent 
has been in demand even during 
the pandemic. If you need ten 
different skills from an individual to 
deliver a particular job, you rarely 
get people having eight out of the 
ten skills, and if you do, you just 
hire that person. But such a person 
is not there so you always settle 
for somebody who has at least five 
or six skills. Therefore, a talent that 
has ten on ten skills is a myth. We 
have to train talent for the rest of 
the skills.

Q. Can you tell us 
about L&T's training 

We at LTTS, are closely observing 
if somebody has cracked the 
new employment models. So far, 
I haven't. I'm still learning and 
watching very closely in terms of 
how these models will emerge 
and how soon they will emerge, 
but I haven't really seen many 
companies fully crack this model 
yet. As soon as that happens, 
LTTS will be prepared and agile in 
adapting to those models.

There are two schools of 
thought on training. One says, 
I want to buy talent when I need it 
and another school of thought says, I 
want to build talent to make sure that it 
is available whenever the business needs it. 
L&T belongs to the second school of thought. 
We believe in investing in talent, developing 
talent, and building talent from within.
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program where you 
hire and groom the 
talent or develop talent 
internally?

There are two schools of thought 
on training. One says, I want to 
buy talent when I need it and 
another school of thought says, I 
want to build talent to make sure 
that it is available whenever the 
business needs it. L&T belongs 
to the second school of thought. 
We believe in investing in talent, 
developing talent, and building 
talent from within. We would like 
to take the option of buying talent 
from the market only when it is 
absolutely necessary. If we are 
venturing into a new business or 
new line of technologies where we 
don't have that skill or expertise, 
then we look for talent in the 
market. But otherwise, we believe 
in building talent rather than 
buying it.

This is due to two reasons. Firstly, 
it is more economical. Secondly, 
internal talent understands the 
culture of the company and how 
things get done better in the 
organisation. But quite often when 
we don't find the right talent ready, 
only then do we step out to hire 
right.

Q. When we talk about 
talent training, there is 
also the skilling part. 
As companies had to 
digitise their operations 
in the last one year, 
how did skilling and 
upskilling needs 
evolved? Are there any 
new skill sets that you 
have observed that have 
emerged in the sector?

One of the best things that we 
did at LTTS before the pandemic 
hit was to build a global virtual 
engineering academy for imparting 
training to employees working 
remotely from different locations. 
The academy is fully staffed with 
a Director, Dean, and full-time 
faculty who are teaching students 
in the colleges but come over to 
our side of the table where they 
create a customised curriculum 
for our requirements. Since they 
know what is being taught in the 
universities, therefore skilling for 
talent has become seamless.

Some of the latest skills that we 
are looking at are, AI/ML, 5G, 
and sustainability which are all 
buzzwords in the IT industry. 
So there's a lot of emphasis and 
investment in building technical 
skills and capabilities in the 
organisation. We hired more than 
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2000 people for the current year 
and we'll hire maybe another 
1000 people in the next quarter. 
Fresher hiring is so high that we 
could not have engaged with new 
joinees with a high-quality skill 
announcement program if we did 
not have a global engineering 
academy. Technology makes it 
seamless to scale and deliver 
the same program for people in 
different parts of India and globally 
as well.

  

Q. How is the 'back to 
office' playing out at 
LTTS? 

We are an engineering services 
company. We are not a typical IT 
services company. We have a lot 
of labs and R&D centers in our 
offices. Laptops are not enough 
to do the kind of work we do. 
We need high-end desktops or 
machines which are capable of 
doing high-end work. We tried to 
create miniature labs and move 
them to home, but by and large, 
we expect most of our employees 
to come at least once or twice a 
week to the office to have better 
access to our servers.

From an Indian context, almost 
1/3 of our employees are coming 
to the office and more than 50 
percent of employees in smaller 
locations like Mysore and Baroda 
are already back in the office. 
A significant portion of our 
employees are fully vaccinated, so 
we are expecting that as we move 
into the Q4 quarter, the numbers 
will further increase.

LTTS where you mentor 
the children of your 
employees?

 We at L&T are really happy that 
we were able to do this program 
at the peak of the pandemic. Our 
managers had to deal with a 
plethora of employee issues like 
bandwidth issues, connectivity 
issues, laptop issues, software 
issues, etc while working remotely. 
They were also dealing with 
their personal problems at home, 
especially their children's career 
issues. So we founded this career 
guidance organisation called 

I also see that the work from home 
or work from anywhere model 
which was more experimental 
in nature before the pandemic 
is becoming mainstream. But I 
still think that it will take quite a 
while before a significant number 
of employees will remotely work. 
Right now, I think people see the 
virtue of working in teams in the 
office.

Q. Can you tell us a 
little bit about the 
career guidance 
program initiated by 

I also see that the work 
from home or work from 
anywhere model which was more 
experimental in nature before the 
pandemic is becoming mainstream. But 
I still think that it will take quite a while 
before a significant number of employees will 
remotely work.
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'Mentoria' and we branded a 
program under it named 'Future 
Powerhouse'. 

Through this program, we try to 
engage students from an early 
age - 9th and 10th standard. We 
want to start positioning L&T as 
a top brand in the minds of young 
people while they're at school. 
It's a thought that's been in the 
organisation for the last few years. 

When the pandemic happened, I 
had the opportunity of rolling out 
this program for our employee's 
children. More than 200+ children 
have gone through this program. 
Typically 90 to 120 minutes 
sessions with expert counsellors 
have opened up a whole vista of 
opportunities for young minds.

Q. Is there a lot of 
reverse migration also 
happening? 

Having worked for the last three 
decades in the industry, I can say 
that talent migration is a one-way 
process. One-way process means 
people from other industries 
coming in. But once they leave the 
industry, very rarely they will come 
back. People from retail, hospitals, 
pharma, banking, insurance, etc 
with some exposure to IT join the 
IT services business and after 
learning new skills for a while, they 
go back to their respective fields.

as told to Bruhadeeswaran R and 
Moumita Bhattacharjee
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Year of incorporation: 

Market presence: 

Growth in workforce: 
 

Workforce pie: 
 

Employee count: 

Hiring pipeline:  

Business operation:  
 
 
 
 
 
 

Any key HR metric: 

2013

Listed in both NSE & BSE

Employee count has increased at 8% 
CAGR since FY18 till Q2FY22

Transportation segment at LTTS has 
the most no of employees, followed by 
Embedded Engineering

17,000+

LTTS plans to hire about 3,200 freshers in 
FY22

L&T Technology Services (LTTS) is a 
global leader in Engineering and R&D 
(ER&D) services. LTTS has multi-vertical 
engineering expertise across five principal 
industries - Transportation & Aerospace, 
Industrial Products, Telecom & Hi-Tech, 
Medical Devices & Healthcare, and Plant 
Engineering.

As of 30th Sept, the female workforce 
comprised 22 percent of total LTTS 
workforce, while the male workforce 
comprised 78 percent.

SNAPSHOT
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Dr. Mita Brahma is the 
HR Head, NIIT Ltd. Her 
experience of more than 30 
years spans the consulting, 
software, banking, and 
education sectors. As 
a senior member of the 
leadership team, Mita is 
responsible for designing 
and executing the people 
strategy at NIIT.

Head HR, NIIT 

MITA BRAHMA

TRAINING AND 
UPSKILLING CAN 
HELP EMPLOYERS 
CURB 'THE GREAT 
RESIGNATION'

Speaking to All Things Talent, Mita 
Brahma, Head HR, NIIT shares her 
thoughts on the emerging skill 
sets post-pandemic, how the need 
for reskilling and upskilling has 
accelerated, and how training can be the 
most effective way to combat the great 
resignation. 
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Q. As the war for 
tech talent continues, 
could you give us 
some overview on its 
impact on the different 
business segments of 
the NIIT and its growth?

There are two chief areas 
of impact for us at NIIT that 
I would like to share. One, 
organisations realise that hiring 
and compensation strategies 
alone would not be meeting their 
talent needs. Organisations need 
to upskill their people in the right 
areas. NIIT is a learning partner of 
choice for several organisations for 
accomplishing this objective.

The second factor is that in the 
emerging technology areas, the 
institutes of formal education are 
not all fully ready with workplace-
relevant curriculum and faculty. 
With NIIT’s expertise in corporate 
learning solutions, it is able to 
deliver programs to students and 
young professionals to bridge this 
gap.

Q. The big tech talent 
boom is great but it 
also asks a pertinent 
question about the 
availability of high-
quality talent. How 
has talent evolved 
or upgraded in this 
present accelerated 
hiring situation?

This is an evolving and dynamic 
situation. A lot of high-quality 
talent has gone remote, and 
flexible. There is a greater focus on 
self-learning. There has also been 
a re-evaluation and re-prioritising 
for balancing personal life and 
health concerns.

High-quality talent can now 
demand work conditions and 
terms that would enable them to 
achieve a balance of purposeful 
work and personal well-being.

Q. What are the various 
new skill sets that have 
emerged in the last 
one year and a half 

which weren't in much 
demand earlier?

Jobs have become more digital. 
As organisations aim for greater 
automation of routine jobs, 
paperless processes, and more 
effective remote working, there is 
a need for a greater understanding 
of technology in all areas. Digital 
marketing, HR automation, user 
experience design are some 
examples of skills in demand. 
Data science skills in all functional 
domains and businesses have 
emerged as extremely important.

At the same time, the human 
dimension of care and concern, 
healthcare, and eldercare have 
acquired great importance too. 
At an individual level, learnability, 
change management, resilience, 
and agility have emerged as critical 
attributes.

Q. How has the need 
for reskilling and 
upskilling talent 
impacted by this hiring 
boom?

The need for reskilling and 
upskilling has remained critical 
and in fact accelerated, during 
the Covid-19 times, and through 
the hiring boom. It has become a 
more distributed and individual-
driven process. With the disruption 
of schools and colleges brought 
about by the pandemic, the 
accessibility and flexibility of 
online learning has emerged as 
a welcome option for individual 
learners in these segments.
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The need for reskilling and 
upskilling has remained critical and 
in fact accelerated, during the Covid-19 
times, and through the hiring boom. It has 
become a more distributed and individual 
driven process.
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Q. Thanks to the work 
from anywhere concept, 
organisations are 
looking towards Tier-
II and Tier-III cities 
for hires. What is your 
observation?

Yes, organisations are looking 
towards talent irrespective of 
location. They are looking beyond 
metros to Tier-II and III cities. 
There is a big increase in remote, 
anywhere, and anytime jobs.

Similarly, individuals are applying 
for remote jobs anywhere on the 
planet. Individual professionals are 
more equipped than ever before, 
to deliver anywhere while living 
someplace else.

Q. What kind of courses 
saw major traction 
during the pandemic in 
terms of the IT sector?

Some of the popular courses 
are in the areas of data science, 
artificial intelligence, machine 
learning, and basic programming. 
These have emerged as common 

skilling of their present 
talent? How does 
NIIT distinguish itself 
compared to other 
EdTech companies in 
the market?

The spending of companies 
for upskilling their talent has 
accelerated. It has also become 
more focussed. The upskilling is 
aimed at closing specific gaps, 
as companies evolve different 
business models and more digital 
methods of doing work.

NIIT distinguishes itself by its 
deep focus on the learner and the 
learning methodology. Our vision 
is lofty: we seek to play a key role 
in the directions and deployment 
of technology and know-how, for 

areas whether we look at research 
reports of IT learning providers, or 
the research reports brought out 
by job platforms.

Q. How has the 
spending of companies 
increased on the 

The spending of companies 
for upskilling their talent has 
accelerated. It has also become more 
focussed. The upskilling is aimed at 
closing specific gaps, as companies evolve 
different business models and more digital 
methods of doing work.
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the benefit of mankind. We are not 
only delivering programs. We wish 
to contribute to society.

Q. What could be a 
possible downside to 
this huge demand for 
tech talent everywhere? 
And how to prepare for 
it or overcome it?

The demand for tech talent has 
grown exponentially in the new 
age areas. The supply side has not 
kept pace with it.

Companies are using multiple 
hikes and retention bonuses to 
hold on to their skilled resources. 
They are resorting to poaching 
and compromising on robust hiring 
practices like reference checks in 
their urgency to hire. This can at 
times lead to costly mistakes.

Another downside is that some 
students do rush into short-term 
workforce skill programs. Deep 
learning immersive courses that 
hone advanced cognitive skills 
require adequate time and expert 
guidance to give results.

Q. From a training 
perspective, can 
companies be 
prepared for the great 
resignation?

Of all the responses to combat 
the great resignation, training is 
the most effective. Companies can 
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design training in the areas most 
required by employees, and to 
meet their upcoming opportunities.

Training results in deployment 
and internal mobility within the 
company. This brings in other 
positive impacts to companies like 
cross-unit engagement among 
people and multiple perspectives 
during discussions. For employees, 
it results in greater belongingness 
to the company.

Q. What is the hiring 
pipeline for NIIT? 

What are the employee 
initiatives that were 
rolled out during the 
pandemic?

At NIIT, we have been fortunate 
to have far lower attrition than 
most other technology-driven 
companies. We are witnessing 
growth in all the business 
segments that we are in. Hence, 
we are currently hiring experts 
in all areas of learning solutions, 
design, and delivery. We have 
a healthy pipeline, and are also 
hiring from campuses to bring 
an infusion of fresh talent to the 
organisation.
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We rolled out several people 
initiatives during the pandemic. 
These were focused on the 
health and wellness of NIITians. 
For instance, we tied up with 
a panel of doctors for medical 
consultation by NIITians and their 
families; we arranged for webinars 
by expert health professionals 
for information, guidance, and 
counselling about Covid-19 and 
related health issues. We arranged 
for grievance counselling.

We held vaccination camps and 
drives for NIITians and their 
families. We had an isolation 
facility and ambulance service 
available at our corporate office.

We rolled out a financial assistance 
program to cover expenses not 
met by the medical insurance 
providers. Most importantly, we 
had several listening sessions with 
NIITinas to share their experiences 
and to get early information about 
their concerns. We faced the 
pandemic together as one family.

Q. How is NIIT 
preparing for `Back to 
Office'?  

During the pandemic, all NIITians 
were enabled to work from home. 
Going forward, several NIITians 
would like to continue with the 
flexibility that the work from 
home provides. Several others are 
missing the social connect that 
face-to-face meetings provide and 
would welcome being back at the 
office. Many others would like to 
work in a hybrid mode.

The role of leaders is to manage 
a balance between these factors 
and work out a plan that is best 
for individuals and organisations. 
Technology allows us anywhere 
and anytime access as well as 
enormous customisation, while we 
work out these options.

The drivers for these decisions 
are similar in NIIT as for other 
organisations: we wish to 
strengthen the organisational 
connect and preserve our culture; 
we want to take care of individual 
NIITians as well as facilitate team 
bonding and effectiveness; we 
have to take care of data privacy 
and security concerns.

Market presence: 

Employee growth:  

Employee count: 

Hiring pipeline: 

Business operation:  
 
 
 
 
 

Any other interesting 
metric: 

NIIT has its presence in over 30 countries

6.22% growth in headcount for Mar'21 
Vs Oct'21

2686

Approx. 450 positions

With a footprint in over 30 countries, 
NIIT offers training and development 
solutions to individuals, enterprises, and 
institutions. NIIT has two main lines of 
business across the globe – Corporate 
Learning Group and Skills & Careers 
Business.

Female employees: 38%; Male 
employees: 62%

SNAPSHOT

Companies are using multiple 
hikes and retention bonuses to hold 
on to their skilled resources. They are 
resorting to poaching and compromising 
on robust hiring practices like reference 
checks in their urgency to hire. This can at times 
lead to costly mistakes.
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Jitendra is the new gen 
thinker and believer of 
technology with over 20 
years of experience. Prior 
to CARS24, he was with 
Hotstar as VP of Engineering. 
An IIT Bombay alumnus, 
he has also worked with 
Lendingkart, Reliance BIG 
Entertainment, Springboard, 
etc.

Global CTO, CARS24 

JITENDRA AGRAWAL

MERITOCRACY AT 
WORK: BUILDING 
A CULTURE THAT 
BREEDS SUCCESS 
In this insightful interview with Jitendra 
Agrawal, Global CTO, CARS24, we 
understand why the auto-tech firm 
believes in building a meritocracy 
culture at work and how organisations 
can bridge the gap between “not 
enough talent” and “company reach” 
by conducting practical and realistic job 
interviews.
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Q. Can you give us 
some background 
on CARS24's global 
aspirations?

CARS24, India's leading 
e-commerce platform for pre-
owned vehicles, is set to disrupt 
the used automobile ecosystem 
around the globe. The company 
has recently launched its business 
in Thailand, Australia, and UAE 
and is ready to launch it in other 
Southeast Asian and Middle East 
countries this year. CARS24 has 
earmarked an investment of over 
$100 million for international 
markets in 2021.

Q. As the company 
expands globally, how 
does CARS24 aim to 
grow its technology 
stack?

We are employing a hub and 
spoke model for our technology 
stack. The core e-commerce and 
data platform are shared by all 

geographies and custom adaptors 
are written for each country/
region. Our platforms and front-
end support internationalisation/
localisation (language) and we will 
continue to add country-specific 
modules.

Q. Being an auto-
tech company, what 
job opportunities 
does it create in the 
geographies that you 
are present in? What 
kind of hiring pipeline is 
there in India and other 
geographies? How 
was your tech hiring in 
numbers in the last 2-3 
years?

CARS24 is a family of 7500+ 
members. Each individual is 
aligned with the company’s 
vision of creating the ‘best in the 
industry’ customer experience. 
Being an auto-tech company, most 
of the tools are made in-house 

from our external products like 
inspection app, auction app, seller 
app/website, buyer app/website, 
etc to internal products like admin 
panel for operations management, 
a lead management tool for retail 
team, visualization panel for 
the sales team, konnect app for 
fulfillment team, etc.

To successfully deliver on 
the highest quality customer 
experience through these tools/ 
technology, the CARS24 tech team 
includes engineers, folks in product 
management/design spread across 
data analytics, ML, and data 
warehousing.

Currently, we are hiring UX 
research, product research, and 
software quality teams across 
geographies. However, as of 
today, all of the development 
teams continue to be built in India 
at the moment. Hence, we are 
in the process of recruiting 100 
engineers in the next one year to 
account for our future business 
and global growth.

CARS24 believes in awarding 
meritocracy and giving all our 
employees the freedom to chart a 
successful career. We run a lean 
team and as a result, many of our 
tech team members have been 
with us for over 2 years. With 
an exceptional leadership team 
in place, we are confident that 
we’ve got the talent to deliver our 
ambitious vision.
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CARS24 believes in awarding 
meritocracy and giving all our 
employees the freedom to chart 
a successful career. We run a lean 
team and as a result, many of our tech 
team members have been with us for over 2 
years. With an exceptional leadership team in 
place, we are confident that we’ve got the talent to 
deliver our ambitious vision.
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In an interview, our team 
would discuss the candidate's 
current work, solve a problem 
that's similar to what they may 
develop at CARS24, and concentrate on 
problems that help us know our future 
team members' understanding of basic and 
advanced concepts.
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Q. What about the 
availability of high-
quality talent? How has 
talent evolved in this 
present accelerated 
hiring situation?

Today’s fresh graduates are more 
prepared for the corporate world 
than graduates of 15 years ago. 
This rapid transformation can be 
accredited to increased awareness 
in engineering colleges and the 
easy availability of professional 
online courses.

However, hiring high-quality talent 
is never easy especially when 
every new hire is expected to be 
better than the current average. 
We have been able to attract some 
really good backend, ML, and 
front-end engineers thanks to our 
branding, category creation, and 
global expansion.

Ensuring the tech team always 
has the opportunity to upskill 
themselves, we promote a learning 
environment within CARS24.

In my opinion, the tech crunch is 
more nuanced than just a shortage 
of the right talent. I believe the 
world is truly becoming flat and 
companies across the globe are 
hiring talented Indian engineers.

However, what can be improved 
upon is the education system and 
having practical and realistic job 
interviews that will help us bridge 
the gap between “not enough 
talent” and “company reach”.

At CARS24, we have some brilliant 
engineers in both React JS and 
React Native teams and when we 
talk about interviews - all of them 
tell me that they had to spend 
multiple weeks to prepare for Data 
Structures and Algorithms (DS/
Algo) rounds but that skill isn't of 
much use in day to day life.

Q. Is the current tech 
hiring crunch in India 
in particular and 
globally, in general, a 
pipeline problem (not 
enough tech talent) or 
a distribution problem 
(companies unclear 
on how to reach out to 
more tech talent)? 



36ALL THINGS TALENT
DECEMBER 2021

That's why our team at CARS24 
changed our interview process and 
we haven't been taking DS Algo 
rounds for front-end positions for 
6+ months. We will continue to 
review and evolve our interviews 
in the coming months.

In an interview, our team would 
discuss the candidate's current 
work, solve a problem that's 
similar to what they may develop 
at CARS24, and concentrate 
on problems that help us know 
our future team members' 
understanding of basic and 
advanced concepts.

Q. What are the various 
new skill sets (wrt tech) 
that have emerged in 
the last one and a half 
years which weren't in 
much demand earlier?

The pandemic accelerated remote 
working due to which newer roles 
in tech came to the forefront. For 
example, community or developer 
evangelists.

Q. When do you expect 
the demand situation to 
come to a reasonable 
level?

I believe this is the new normal. 
Companies will have to invest in 
hiring and upskilling talent.

Indian engineering salaries will 
stabilize in a couple of years, only 

to be disrupted again in another 5 
years.

Q. What could be a 
possible downside to 
this huge demand for 
tech talent everywhere? 
And how to prepare for 
it or overcome it?

We will soon see a positive shift 
in the Indian market. Due to the 
pandemic, many employees moved 
back to their hometowns. This 
remote working format resulted in 
a flat hybrid structure. Hence, this 
might prove to be good for Indian 
markets overall - we will soon 
witness the shift in focus. The 
transition into work from home 
culture will remove focus from 
metro cities and a larger number 
of tier-2 cities will eventually start 

contributing to entrepreneurship in 
the coming years.

Companies will have to work hard 
to earn a developer’s trust. Salary 
alignments, learning budgets, 
work from anywhere is all in line 
with developers’ expectations. 
Companies will also have to dig 
deeper into campus hiring.

Year of incorporation: 

Market presence: 

CAGR of employee 
growth: 

Global employee count: 

Business operation: 

2015

India, Australia, UAE, and Thailand

25 percent for a five year period. 

10,000

CARS24 exists to transform the way 
consumers buy and sell cars - we are an 
e-commerce platform that is leveraging 
technology at every leg of the consumer 
journey to solve genuine pain points and 
deliver a seamless experience.

SNAPSHOT
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CONSTANT LEARNING, INNOVATION, 
AND DEVELOPMENT WILL WIN THE 
GREAT TALENT WAR

Bhavana is a seasoned HR 
leader leading Netcore 
Cloud's HR and leadership 
transformation. She has 
spent over 25 years working 
at the company, playing a 
crucial role in growing it to 
its current strength of 700+ 
Netcorians.

Director and Chief Human 
Resource Officer, Netcore Cloud

BHAVANA JAIN

Sebastian leads the Netcore 
Cloud’s talent function. He 
has been a part of Netcore 
Cloud since 2015. He is 
responsible for building 
the next-generation task 
force encompassing people, 
performance, mandate, and 
culture.

Vice President & Global Head - Talent, 
Netcore Cloud

SEBASTIAN 
RODRIGUEZ
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Q. Netcore Cloud is 
looking to hire from the 
local markets for the 
front end and leverage 
the remote model, as 
per a TOI report. What 
will be your hiring 
strategy for the same? 
What will be your target 
numbers for this?

Sebastian Rodriguez: Over 
the years, there has been a 
rapid proliferation of digital 
mediums which has given us 
an opportunity as a company 
to enhance our specialisation in 
digital engagement and customer 
experience. To that extent, we 
have been hiring people with the 

right skill set both locally and 
globally. While we are hiring from 
the local markets, the current 
remote working models have given 
us an opportunity to hire people 
across geographies and time 
zones. Netcore Cloud is looking 
to hire close to 800 professionals 
by the end of 2022 with a ratio 
of 80:20, split between India and 
international markets respectively. 
For senior roles, our aim is to pick 
the right talent from the ever-
growing SaaS community. We 
also hire young talent from our 
strong network of management 
institutes, engineering colleges, 
and grad schools. We find close to 
40 percent of the talent from these 
networks. The smooth onboarding 
process coupled with learning and 
development programs makes 

Netcore Cloud a great place for the 
young workforce to kick start their 
career. 

Q. Netcore Cloud is 
also looking to hire 
Engineers. In today’s 
time, with a surge in 
tech talent hirings, 
what has been your 
experience so far 
in terms of talent 
availability?

Sebastian Rodriguez: As 
mentioned above, with digital 
acceleration, our partners’ and 
clients' needs are also evolving. 
We have been constantly working 
towards enhancing our product 
suites. To that extent, we have 
been looking for engineers who 
have the zeal to keep up with 
the market dynamics and work 
towards delivering the best.  We 
have a mandate to onboard 180 
engineers in the coming months. 
The market is definitely favourable 
for the candidates. With the value 
proposition that Netcore Cloud 
has to offer, in terms of the tech 
stack, scale, learning in product 
development, etc, we have been 
able to onboard some good talent 
in the recent past. One just needs 
to look at the right sources. We 
look at various sources such as 
Naukri, LinkedIn, and HackerEarth, 
among others. 

Q. What kind of talent 
assessment matrices 
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We use various matrices for 
talent assessment internally. One 
of the metrics that we strongly look 
for is a transformational talent which 
includes attributes like problem-solving, 
efficiency, communication, passion, and self-
direction.

In a conversation with All Things Talent, Bhavana 
Jain, Director and CHRO, and Sebastian Rodriguez, 
VP & Global Head - Talent, Netcore Cloud, discuss 
the company’s hiring strategies, engineering & 
marketing talent shortages and availability, the 
importance of upskilling, and more.
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ESOPs are one of the biggest 
differentiators that Netcore Cloud 
provides to its employees. We believe 
that this gives them an opportunity for 
wealth creation, and in the process develop 
a true sense of belonging to the Netcore 
Cloud family. Today, 25 percent of Netcore Cloud 
is owned by 48 percent of our employees.
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do you have and how 
will that help you find 
the right talent?

Sebastian Rodriguez: We 
use various matrices for talent 
assessment internally. One of 
the metrics that we strongly 
look for is a transformational 
talent which includes attributes 
like problem-solving, efficiency, 
communication, passion, and 
self-direction. We use BEI 
(Behavioural Event Interviewing) 
to assess these qualities. On 
the engineering side, DS & Algo 
(Data Structures and Algorithms) 
tests give a good measure of 
tech talent. We also leverage the 
benefits of an Applicant Tracking 
System (ATS) to conduct our daily 
hiring scrum meets. Since hiring 
funnels are no different from sales 
funnels, at least technically, we 
focus on the funnels and drop 
rates at each stage of the hiring 
funnel. Additionally, a lot of hiring 
managers are continually scouting 
for talent on LinkedIn and Twitter. 

Q. There’s also a great 
tug-of-war going on 
in terms of tech hiring 
with a candidate sitting 
with multiple offers. 
How will you ensure 
that the candidate 
chooses Netcore Cloud 
over others?

Bhavana Jain: The pandemic 
had a profound effect on the IT 

Q. The boom has also 
escalated the salary 
trends exponentially. 
What have you 
observed?

Bhavana Jain: Employers have 
responded to the rising hiring 
activity with higher average 
salaries and benefits. With the 
growing need for digital talent, 
candidates with the right tech 
skills have been seeing a surge 
in demand. This has in turn 
compelled organisations to 
churn out funds to attract the 
right talent and bridge the skill 
gap. Additionally, we have seen 
the evolution of compensation 
structures in terms of companies 
giving joining bonuses, premium-
sized gifts, such as cars, bikes, etc.
ESOPs are one of the biggest 
differentiators that Netcore Cloud 
provides to its employees. We 
believe that this gives them an 
opportunity for wealth creation, 
and in the process develop a true 
sense of belonging to the Netcore 
Cloud family. Today, 25 percent 
of Netcore Cloud is owned by 

and tech fields. The demand for 
tech talent has skyrocketed as 
technology becomes increasingly 
important to business processes. 
Even in the marketing technology 
sector, with the deployment 
of emerging technologies in 
operations/solutions, there has 
been a constant demand for talent 
who are equipped with the right 
skill set. 

At Netcore Cloud, we are 
committed to building a strong 
team of talented individuals. 
Netcore Cloud follows a flat 
organisational structure which 
helps employees with better 
coordination across levels, making 
it easier for decision making 
and increasing the sense of 
responsibility. Netcore Cloud in 
its true entrepreneurial culture 
encourages innovation, learning, 
and growth to help employees to 
bring their ideas to life. Though 
we are an established entity, we 
still work as a startup where we 
encourage our employees to bring 
enthusiasm and innovation to the 
work they do. 
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48 percent of our employees. 
We have seen more extended 
associations with our employees 
than many other organisations 
operating in similar industries. 
Our Netcorians also appreciate 
the open culture that we follow 
and the immense pool of growth 
opportunities they see for 
themselves here.

Q. Netcore Cloud is also 
going for an expansion 
in new geographies. 
What are the key roles 
and responsibilities you 
are looking for now?

Bhavana Jain: Currently, we 
are a strong team of over 700 
employees in India, the European 
Union, the Middle East, Africa, 
and Southeast Asian Countries 
(SEA). We will be hiring over 
800 professionals in India and 
global markets by 2022 across 
various departments, including 
engineering, product, pre-sales, 
and sales, among others. With 
work-from-home becoming the 
norm for most organisations today, 
we will be extending employees 
the opportunity to benefit from 
remote or hybrid work models 
depending on their comfort and 
the nature of their job. We believe 
this will help us strengthen our 
presence and drive market share in 
India and overseas. 

Q. In terms of the 
marketing technology 

sector, what kind of 
talent shortage are you 
noticing, if any? What 
can be done to fill the 
gap?

Bhavana Jain: Marketing 
technology holds enormous 
potential and offers many 
career opportunities for talented 
individuals. Engineering & 
marketing talent shortages 
have been observed due to high 
demand and remote work cultures 
since there are no restrictions 
on location and geographic 
boundaries are expanding. The 
result has been a clear imbalance 
between demand and supply, a 
phenomenon known as ‘Talent 
War’.

To address this challenge and 
fill the talent gap, it’s important 
for organisations to foster a 
culture of constant learning and 
development, and at the same 
time build a value proposition. 
For Netcore Cloud, people are 
at the core. We are working 
towards instilling the core values 
- openness, honesty, commitment, 
and humanity. Netcore Cloud’s 
culture is a blend of ethos and 
knowledge, it develops a sense of 
belonging, personal and cognitive 
growth. People who join Netcore 
Cloud have been associated with 
the company for an average of 5+ 
years, which is beyond the market 
standards. This shows Netcore 
Cloud’s testament to fostering a 
great working culture. IN

TER
VIEW
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Q. The digitisation 
of processes thanks 
to the pandemic has 
increased the need for 
skilling, reskilling, and 
upskilling. How has that 
impacted the marketing 
tech sector in general 
and Netcore Cloud in 
particular?

Bhavana Jain: The growing 
adoption of digital media has 
created a lot of opportunities 
across a range of industries. This is 
also true for marketing technology. 
It provided a huge opportunity 
to establish new products that 
we can offer our clients. This 
also increased the scope for our 
teams to expand their horizon of 
knowledge with the latest skills 
across technology, software, 
trends, and practices. In order to 
deliver innovative and customised 
products and solutions, employees 
need the right skills. 

At Netcore Cloud, we create a 
learning environment that offers 
holistic growth both personally 
and professionally. We have 
curated upskilling programs 
like RISE - a management 
development program to nurture 
individuals showcasing the 
potential of growth and Udaan - a 
program for first-time managers. 
We also provide a need-based 
personalised learning program 
for our employees for a more 
customised approach. Additionally, 
our internal learning management 

Netcorians. Companies must stay 
abreast of the latest trends in the 
marketing sector and choose the 
best medium to engage with their 
audiences. 

system provides Netcorians with 
the training they may need to 
do their work effectively and 
achieve organisational goals. We 
believe that skilling for clients is 
as important as skilling for our 

Name of the company: 

Year of incorporation: 

Founders:

Number of employees: 
 

Business line:  
 
 
 
 
 
 

Hiring pipeline:  

Growth in workforce:  

Differentiating factor 
compared to peers: 
 
 
 
 

Key metric ratios: 

Netcore Cloud

1997

Rajesh Jain

700+ employees in India and global 
markets

Netcore Cloud is a globally recognised 
marTech and CPaaS company. Netcore 
Cloud with its AI-driven marketing 
automation and customer data 
segmentation successfully offers brands 
a granular view of their consumer base 
and therefore drastically elevate the 
consumer’s buying journey

Hiring 800+ professionals in India and 
global markets by 2022

From October 2020 till September 2021, 
we had a total of 300 joinees

- Full stack Martech Solutions that 
enable seamless customer engagement 
campaign 
- Omni Channel Customer Engagement 
- Built for scale, with a focus on revenue 
impact through customer experiences, for 
hyper-growth brands

Average age is around 25-27 years

SNAPSHOT
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Piyush Somani is the MD and 
Chairman, ESDS Software 
Solution Ltd. He has over 
16 years of experience in 
the information technology 
sector. As the founder of the 
Company at the age of 26, 
he has been instrumental 
in expanding the operations 
of the Company in India 
and several international 
markets. 

MD and Chairman, ESDS Software 
Solution Ltd

PIYUSH SOMANI

CLOUD AND 
BEYOND:  
THE RISE OF 
DATA CENTERS 
IN INDIA
Speaking to All Things Talent, Piyush 
Somani, MD and Chairman, ESDS 
Software Solution Ltd., talks about 
ESDS’s journey of growth, increasing 
demand for the data center industry, 
and the tech talent requirements in the 
current market.



44ALL THINGS TALENT
DECEMBER 2021

Q. The flood of funding 
has made working for 
startups aspirational. 
How did the firm, 
founded in 2005, at a 
time when cloud and 
data centers were not 
popular in the country, 
manage to get going 
initially? 

During one of my trips to the UK, I 
saw how the data center business 
was flourishing, and witnessing 
the growth there, I decided to 
replicate the same here in India. 
In 2010, ESDS Internet Services 
Private Limited, engaged in the 
business of providing internet 
services, began its operations. 
However, during its initial days, 
there were certain challenges 
since Indian businesses typically 
weren't online. Upon realising 
this, I traveled extensively across 
the country and visited numerous 
banking & government customers. 
Investments in the domestic 
markets demanded costs, research 
& development, software, and 
hardware. By encashing this 
opportunity, we developed 
eNlight Cloud in 2011, an in-
house developed intelligent cloud 

computing platform, making ESDS 
the first company to offer a true 
‘Make in India’ Cloud in the nation. 

Q. What are some of 
the key highlights in the 
company's 1.5-decade 
journey as it witnessed 
major growth both 
financially as well as on 
the employee side?

In 2005, I started a web hosting 
support business from a row 
house at Nashik with few 
employees. But after that, there 
has been an increase in the 
number of employees, driven by 
factors like expansion in ESDS' 
data center at Nashik and data 
centers at Bengaluru and Navi 
Mumbai. As of June 30, 2021, 
the total number of employees at 
ESDS across all locations was 946.

Q. What kind of 
business opportunity 
does a data center offer 
the country? Besides 

the mandate for data 
localisation, where does 
the country stand in 
terms of the data center 
business globally?  
What is the big picture 
of the country's data 
center requirements?

Data localisation and privacy have 
been a major concern in recent 
times. This is why the Government 
of India is strongly focusing on 
keeping the data within Indian 
geographic boundaries.

The Central Government released 
a comprehensive Draft Data 
Center Policy in November 2020, 
which focuses on the following 
avenues:

• Ease of Doing Business - 
Provide infrastructure status 
to the data center sector, 
simplifying clearances for 
setting up data centers in India, 
and formulation of data center 
Incentivisation Scheme (DCIS) 
for promotion of data center 
parks.

• Enabling a Favourable 
Ecosystem - Ensure reliable 
power, internet connectivity, 
and business continuity, 
recognise data centers as a 
separate category under the 
National Building Code because 
of the requirement of different 
norms with respect to other 
commercial buildings/offices 
and data centers to be declared 
as "essential services," under 
"The Essential Services 
Maintenance Act, 1968." 
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The Government's digitisation 
drive and emphasis on smart cities 
are fuelling the demand for more data 
centers. Further, data localisation law has 
resulted in higher importance for the regional 
data centers.
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• Setting Up Data Center 
SEZs - Setting up at least 4 
data center economic zones 
(DCEZ) in India as a central 
sector scheme and creating an 
ecosystem of hyper-scale data 
centers, cloud service providers, 
IT companies, R&D units, and 
other allied industries.

• Promoting Indigenous 
Technology Development - To 
encourage local manufacturing, 
establishing joint ventures 
with foreign companies, 
human resource development 
by promoting research and 
capacity building.

The data center industry has 
started to gain momentum with 
the attractive investments from 
hyper-scale Cloud providers. 
The increase in the number of 
smartphone users and wireless 
subscribers indicates the deep 
penetration of digital technology, 
enabling firms to shift from 
traditional offering modes to 
'digital' means. The pandemic of 
Covid-19 has further propelled 
data consumption (12 GB per 
user in December 2020), with 
the working class adapting to a 
'work from home' culture, students 
enrolling into online classes 
or tutorials, and e-governance 
initiatives of the Government 
(e-Aadhar, digital KYC, Digi Locker, 
Aarogya Setu, CoWin, etc.). 
The rapid movement from cloud 
computing to edge computing is 
driving the data center industry 
forward as well. The Government's 
digitisation drive and emphasis 
on smart cities are fuelling the 
demand for more data centers. 

its locations. The department-wise 
breakdown can be seen below. 
The technical support team is one 
of the major departments at ESDS, 
accounting for 220 personnel of 
the total employee count. 

Q. What is the scope for 
Green data centers? 

The Government's focus to 
produce renewable energy 
paves the way for investments 
in greenfield data center 
projects. This rise is attributed to 
enterprises aiming to focus on 
green solutions which may play a 
significant role in reducing carbon 
footprint and enhancing process 
efficiency. Our data centers have 
received Green IT Infrastructure 
Award from the Department 
of Industries, Government of 

Further, data localisation law has 
resulted in higher importance for 
the regional data centers.

Q. What kind of hiring 
is needed for data 
centers, particularly 
for ESDS? What is the 
current workforce 
strength, department-
wise?

An individual that is looking to 
build his career in a data center 
must have critical thinking backed 
with technical expertise. Working 
at a data center allows the data 
center staff to leverage a skill set 
that is required for addressing the 
changes in the IT Industry.

As of June 30, 2021, ESDS had 
employed 946 personnel across all 
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Maharashtra at the Maharashtra IT 
Awards, 2010.

Q. What are your 
thoughts on the tech 
talent requirements 
and the current market 
demand? 

One of the key takeaways from 
the ongoing pandemic was 
the demand for digitisation of 
business operations. We saw 
industries across industries taking 
a strategic approach for solving 
their problems and enhancing 
process efficiencies. The 
Government of India is embracing 
Cloud Computing technology 
for expanding its e-governance 
initiatives throughout the 
country. Hence, to modernise 
the operations, companies are 
looking for candidates that are 
agile, creative, and well-versed 
with technological capabilities. 
Skills such as Big Data analytics, 
Artificial Intelligence, Machine 
Learning, and Cybersecurity are 
certain key priorities for recruiters 
from the technology industry.

Q. With the data centers 
business booming 
with players like 
Netmagic, Nxtra, CtrlS, 
and new players like 
Ascendas and Adani 
entering, what are 
your views on talent 
availability, skilling 

requirements, and 
career opportunities?

The HR Team at ESDS is 
constantly on an endeavour to 
enroll the talent in line with the 
corporate mission and vision. 

Data center providers are 

constantly devising ways by which 
they enhance the operability of 
their data centers. Well-trained 
data center staff can be beneficial 
for averting any form of disaster or 
mishaps, be it natural or human-
induced. Data center teams need 
to be careful and alert for all the 
events at the data center facilities.
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Year of incorporation: 

Founders: 

Number of employees: 

Business line:  
 

Workforce pie:  
 
 
 
 
 
 
 
 
 

Differentiating factor:  
 
 
 
 
 

Key metric ratios: 

2005   

Piyush Prakashchandra Somani 

940+ Employees as of June 30, 2021

ESDS Software Solution Ltd. is amongst 
India's leading cloud service and end-to-
end multi-cloud requirements providers.

As on June 30, 2021, the company 
employed 946 personnel. Its largest team 
is technical support (23%), followed by 
sales, presales & marketing (19%) and 
another 18% in R&D (Spochub, cloud 
infrastructure products). International 
operation, service delivery and date 
center operation forms another 25%. 
The rest are HR & Admin, governance 
and compliance, finance and senior 
management.

ESDS has the largest number of 
banking customers in India, including 
more than 400 cooperative banks, 
district cooperative central banks, and 
small banks. (Source: Ken Research). 
ESDS is also a market leader in hosting 
Government Cloud applications.

ESDS’s major locations are based 
at Nashik, Navi Mumbai, New Delhi, 
Bengaluru, and Kolkata. 

SNAPSHOT
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Satyajit Menon is an HR 
leader and talent expert with 
over 20 years of experience 
across domains in consulting, 
outsourcing, and new-
age tech startups, leading 
international teams across 
North America, Europe, and 
Asia for companies such as 
GE, Lehman Brothers, Fidelity, 
and Snapdeal. He currently 
heads the talent function 
for Hero Vired as Senior Vice 
President and Head of People 
& Culture.

SVP & Head, People & Culture, 
Hero Vired 

SATYAJIT MENON

FOSTERING A 
CULTURE OF 
ENTREPRENEURSHIP 
IS WORTH THE 
INVESTMENT

Speaking to All Things Talent on how 
Hero Vired encourages and fosters 
a culture of entrepreneurship and 
learning, Satyajit Menon, SVP & Head, 
People & Culture, Hero Vired discusses 
in detail the need to offer fast-paced 
career growth opportunities, upskilling, 
and wealth creation for employees 
working in the organisation. 
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Q. Hero Group launched 
Hero Vired in April 2021 
in a much-crowded 
edtech space. What 
has been the biggest 
challenge in acquiring 
tech talent in this 
sector?

One of the major challenges in 
acquiring talent today is the offer 
to conversion ratio. From my 
experience, 50 percent of those 
who are offered jobs actually join 
the company. The fact that the 
offers that are being extended 
to candidates are as high as 100 
percent even for skills that are 
not premium or at par with the 
requirement will also become a 
stumbling block in the long run for 
companies. There is an extensive 
emphasis on hiring “ready-made or 
100 percent skill-fit” professionals 
while there is minimal intervention 
on skill-building. 

All of these factors increase 
challenges for others in the 
industry. Additionally, with the 
tech talent shortage, on one hand, 
companies that are hiring for 

specific skills are unable to match 
the actual requirements for the job. 
On the other hand, the premium 
salaries paid to professionals are 
not justified by the skills or role 
they play.

Q. Did the existing 
talent pool help during 
recruitment? 

Candidate interest is high as they 
are excited by the Hero Vired 
story and our mission to keep our 
learners at the center of everything 
we do. We have found that 
external talent is often motivated 
to work with a fast-growing 
startup like Hero Vired rather than 
mature firms in the same sector. 
We offer fast-paced career growth 
opportunities that are linked to 
outcomes and impact, instead 
of years of experience or just 
credentials. We offer multi-tiered 
career ladders for our employees. 
Depending on their interests, they 
can either become subject matter 
experts or lead teams.

Q. What kind of 
compensation and 
benefits were offered to 
hire the right talent?

Hero Vired takes a dynamic 
approach to hiring the right talent 
and rewarding them for their hard 
work. Some of the perks include: 

• A compensation structure 
that is among the best in the 
industry

• Company stocks/equity for our 
top talent

• We reward our employees for 
performance through our bi-
annual appraisal cycle 

• Attractive incentives and prizes 
for revenue teams

• Lucrative payouts for employee 
referrals

• Monthly recognition and 
awards for our top performers

• Medical and general 
hospitalisation benefits for 
employees and their families

• Employees are encouraged to 
focus on results instead of just 
effort or clocking in and out of 
the office

• Leadership workshops for 
women employees

Q. How has Hero 
Vired leveraged the 
reputation and recall 
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We have found that external 
talent is often motivated to work 
with a fast-growing startup like 
Hero Vired rather than mature firms 
in the same sector. We offer fast-paced 
career growth opportunities that are linked 
to outcomes and impact, instead of years of 
experience or just credentials.
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value of its parent 
group in acquiring 
talent?

Our core first principles are 
founded upon a solid foundation of 
core beliefs. These originate from 
our parent company (Hero) when 
acquiring talent. The first principles 
we look for when hiring our talent 
revolves around doing the right 
thing, demonstrating initiative 
and zeal in your work, owning 
your outcomes and having an 
entrepreneurial mindset, showing 
boundless passion, having a 
curious mind, and the spirit of 
winning together.

These first principles are deeply 
rooted in the way we recruit, 
promote, and reward our people.

Q. What are some of 
the talent fixes you 
see during this boom 
time? While there is 
a frenzy for talent 
that organisations are 
looking for, the talent in 
the market may not be 

source talent with basic skills, it 
is important to ensure that they 
can ramp up their skills within the 
first 30-60-90 days in a manner 
that is compatible with the nature 
of the business and the broader 
engineering culture.

Over time, the frenzy of offering 
excessive amounts of money 
to attract talent will subside. 
Companies will look to reduce their 
dependence on competitors and 
peer groups and consider investing 
in talent from other technology 
backgrounds, colleges, and tier-II 
or III universities.

We at Hero Vired, tailor our 
technical assessments to the 
precise needs of the job. We 
select talent based on the degree 
of competency they demonstrate 
with respect to technical, 
functional, and behavioural skills. 

up to the mark. How is 
Hero Vired ensuring the 
people who join them 
are exactly what they 
need?

Since talent is limited, it is 
extremely important for companies 
to consider internal training. 
Although it is beneficial to 

Over time, the frenzy of offering 
excessive amounts of money to 
attract talent will subside. Companies 
will look to reduce their dependence 
on competitors and peer groups and 
consider investing in talent from other 
technology backgrounds, colleges, and tier-II or 
III universities.
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There is a mandatory minimum 
competency score depending 
on the role they will hold. We 
invest in 4-5 rounds of cultural 
and behavioural evaluations and 
about 1-2 rounds of technical 
evaluations. It is essential for 
us to hire Vired-fit talent. We 
then invest and nurture new 
hires through a rigorous training 
program designed to enhance their 
skills over time.

Q. The surge in hirings 
has also led to many 
engineers and others 
getting wooed by 
multiple offers. How are 
you ensuring that the 
right candidate chooses 
Hero Vired over others?

Hero Vired encourages and fosters 
a culture of entrepreneurship 
among its employees. In a 
learning company like ours, the 
platform and opportunities to 
learn are limitless. For instance, 
Hero Vired can be a melting pot 
of interventions for engineers to 
learn and grow. Working with 
Hero Vired also means that one is 
a part of the large global business 
conglomerate (The Hero Group) 
but with an acute startup mindset 
where agility, being lean, the 
rich experience of running big 
companies, and investment in the 
career of our employees are some 
of the many aspects that work in 
our favour.

People joining the initial founding 
team will have the opportunity 
to build their T-shaped career 
(gaining experience throughout 

the company) and create wealth. 
It's not something most people 
have access to. Each of our teams 
spends time and energy meeting 
with every candidate and sharing 
the company's mission and 
values. By doing so, we reinforce 
what Hero Vired stands for and 
what our unique culture and core 
principles mean to us.

Q. Many organisations 
are moving away from 
metros and are turning 
to tier-II and tier-III 
cities for their hiring 
needs. What has been 
Hero Vired’s mediums 
and geographies 
for recruitment? 

IN
TER
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In such cases, how 
much upskilling and 
reskilling is required?

When it comes to finding the right 
talent, we are geography agnostic. 
What one does is more important 
than where one works from. Our 
talent comes from diverse parts 
of the country and we leverage all 
sorts of communication platforms 
to hire the right talent. We offer 
30-day new hire boot camps to 
maximise functional capabilities 
across departments, enabling 
new hires to rapidly improve their 
productivity and efficiency.

Q. How important has 
D&I become in this 
space?

We, at Hero Vired, believe that 
diversity emanates from your 
thoughts and actions. The 
education industry has by design 
provided a strong foundation for 
diversity and inclusion. This has 
made it even more important for 
companies to invest in D&I when 
it comes to hiring faculty, learners, 
and other actors in the learning 

working in the edtech 
space?

• DevOps

•  Frontend/Backend 
Development (both mobile and 
web)

• Full Stack Development

•  UI Development

• Moodle Development (depends 
from platform to platform but 
this would be the popular one)

• QA Automation

•  Product Management

ecosystem. Edtech is an industry 
where the education system and 
technology disruptors can be a 
catalyst towards driving D&I in the 
right direction.

Q. What are the top 
tech skills required for 

Hero Vired encourages 
and fosters a culture of 
entrepreneurship among its 
employees. In a learning company like 
ours, the platform and opportunities to 
learn are limitless.
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Q. What is the 
differentiating factor 
for Hero Vired?

We have curated programs in 
partnership with world-class 
universities like the prestigious 
Massachusetts Institute of 
Technology (USA) to ensure our 
learners receive impactful content. 
90 percent of our sessions are 
instructor-led and expert classes. 
We also offer our learners - 
industry projects, case studies, 
career workshops, discussion 
forums, and a practical hands-on 
experience. Our programs and 
courses have been designed to 
support gamified and interactive 
learning, and are mentor-driven. 
Additionally, each learner gets 
to work with an assigned career 
specialist from the Learner Success 
team to build out their personal 
and professional brand, prepare 
and work on their presentation, 
interviewing, and communication 
skills. 

Q. Why did the group 
venture into this space?

Our goal at Hero Vired is to 
provide effective learning that 
is linked to real job roles in 
domains where there is a visible, 
sustainable, and long-term need. 
With Hero Vired, we want to fill 
this gap and play an active role in 
realising the government’s vision 
of a self-reliant India by training 
professionals for industries, jobs, 
and skills of the future. That’s why 

the group forayed into the edtech 
segment. Our philosophy at Hero 
Vired is to maximise expertise 
and knowledge in online learning, 
skilling, and upskilling, and deliver 
it to students and professionals. 
The group understands the need 
for a skilled workforce that can 
contribute to India's ever-changing 

industrial landscape thanks to 
decades of experience in this 
industry. The proof of this idea is 
in the dissemination of practical 
knowledge that is benchmarked 
with the highest global standards, 
and Hero Vired is a step ahead in 
this direction.
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Name of the company: 

Year of incorporation: 

Year of launch: 

Founders:  

Number of employees: 

Differentiating factor 
compared to peers:  
 
 
 
 

Hiring pipeline:

Key metric ratios:

Hero Vired  

November 2020

April 2021

Akshay Munjal, CEO and Founder, Hero 
Vired

100

Hero Vired is a premium learning 
experience offering industry-relevant 
programs and world-class partnerships. 
We are here to solve the problem of 
employability, skill enhancement, and 
being the catalyst and bridge between 
academia and industry

150 until FY 21-22

Gender - 73 percent male and 23 percent 
female;

Average age - 28-32 years;

10-15 percent of talent belong to tier 2/3 
locations as part of the remote working 
setup but our primary office location is 
in Delhi and the secondary location will 
potentially be in Bangalore

SNAPSHOT
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Srikanth Reddy is a seven-
year veteran of Progress, 
leading the company’s 
talent acquisition efforts in 
India, Singapore, Australia, 
Japan, and Hong Kong. He 
most recently assumed 
responsibility for global 
talent acquisition for the 
chief business unit. He has 
more than a decade of talent 
acquisition experience. 

Manager, Talent Acquisition, 
Progress

SRIKANTH REDDY

THE RISE OF 
INDIA’S TIER-2 
& TIER-3 TECH 
TALENT
In an exclusive interview with All Things 
Talent, Srikanth Reddy, Manager, Talent 
Acquisition, Progress, talks about 
women empowerment initiatives at 
Progress, how remote hiring has opened 
up opportunities for both employees and 
employers, and the emergence of tier-
2 and tier-3 cities as future tech talent 
hubs.
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Q. Can you tell us how 
Progress is hiring 
Indian tech talent in 
the global DevOps and 
DevSecOps space? What 
role does Indian talent 
play for US companies 
compared to other 
countries?

India’s tech talent is spread across 
different sectors, including IT 
services and outsourcing, startups, 
and enterprise software companies 
(large, medium, and small). The 
demand for IT professionals has 
always been on the rise in India 
and in the past months it’s been 
skyrocketing. Over the past few 
years, we have observed a bunch 
of US-based companies who have 
planned to expand their existing 
development centers in India or 
have opened new ones, ramped up 
teams, etc. 

Outside the US, India is home to 
the largest development centers 
of the top technology companies 
and talent works in collaboration 
with teams in the US to achieve 

the company’s mission and vision. 
In both locations, you’ll find 
teams like product development, 
product management, customer-
facing teams, operations. With 
this expansion, tech hiring is 
booming in India. Also, demand 
for talent has gone up as most 
startups and enterprise software 
companies offer very competitive 
remuneration. 

Q. Progress is 
encouraging more 
women in the 
technology space. How 
are you doing this? Can 
you explain the various 
initiatives on this? How 
does it positively impact 
the company’s gender 
ratio – before and 
after? 

The Women in STEM scholarship 
series was launched in 2019 with 
the founding of the “Progress Mary 
Székely Scholarship for Women 
in STEM” in the US. The initiative 

has continued to expand and in 
2021 we introduced the Akanksha 
Scholarship for Women in STEM 
in India. This is a $2,000 four‐year 
renewable scholarship to cover 
tuition, fees, and educational 
expenses for women pursuing an 
undergraduate degree in computer 
science, computer information 
systems, software engineering, 
and/or IT. We want to encourage 
women to choose the STEM field 
for their professional development 
and bring more diversity to the 
workplace. 

In addition to that, we have a 
company-wide Employee Resource 
Group (ERG) – Progress for Her, 
created to empower women at 
Progress. It provides leadership 
and networking opportunities, 
as well as the tools needed to 
create substantial influence both 
in and out of our professional 
network. This year we announced 
International Women’s Day, March 
8, a global holiday for Progress.

Q. How are IT 
companies managing 
virtual hiring at a large 
scale? Can you share 
the process followed 
for this? What is the 
major source of hiring? 
What are the top skills/
experience required by 
the company? 

Through remote hiring, recruiters 
gain access to a wider pool of 
candidates across India which 
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Progress wants to provide more 
opportunities for the aspiring 
technology community in India to 
work with cutting-edge products and 
help the company’s customers and partners 
worldwide to be more successful. Innovation 
is part of our culture and the way we build and 
develop our products.
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means we are opening up another 
wider source/scope to bring the 
best talent aboard. The major 
challenge we used to have was to 
limit the search within the location 
or only access candidates who 
are willing to relocate. For some 
roles, talent is only available in a 
particular location. 

Remote hiring has opened up a 
lot of opportunities for candidates 
to pick their best opportunity 
across India and for employers 
to pick their best talent. With 
remote hiring, there is a lot of 
cost-saving as in-person hiring 
events incur a lot of costs like 
travel, electricity, infrastructure 
cost, internet connection, and 
equipment. Most employers 
are scoping for candidates with 
mid-level experience (3-7 years), 
followed by entry-level to 3 years 
of experience. Enterprise software 
companies (large, medium, and 
small) and startups mostly hire 
in these areas and are high in 
demand – product engineering, 
product management, UX/ visual 
design, data science, analytics, 
cloud security and compliance, 
microservices, cloud-platform 
development, DevOps/Site 
Reliability, DevSecOps, SDET, 
system engineering, customer 
technical services, customer 
success, enterprise sales, IT 
systems, operations, and so on. 

Niche and rare talent that 
companies are looking for include 
full-stack developers, polyglot 
developers, UX/visual designers, 
data scientists, Golang/Python/
Rust/React/Node JS developers, 

When was this rolled 
out? What has been its 
success? What is the 
learning – both in India 
and the US context?

Progress’s R&D centers in 
Hyderabad and Bengaluru are 
strategic innovation hubs, playing 
a key role in the company’s global 

experience in any of the cloud 
service providers (AWS/ GCP/
Azure), system engineering 
developers.

Q. R&D centers focus on 
intrapreneurship and 
in-house innovation. 

This pandemic and remote 
working have opened up a lot of 
opportunities for tier-2 cities like 
Chandigarh, Indore, Vadodara, Kochi, 
Coimbatore, and Trivandrum. Before the 
pandemic, remote working options were rare 
and recruiters used to target the talent from tier-1 
cities as very few were willing to relocate from tier-2 
to tier-1 majorly because of cost of living.
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success. Progress has already 
established teams developing 
industry-leading technologies 
for application development, 
database management, and 
data connectivity, leveraged 
by thousands of enterprises 
worldwide. Progress is now 
looking for talent in the areas of 
product development, product 
management, customer-facing 
teams for its DevOps and 
DevSecOps product portfolio, 
app platform development, 
data connectivity, and database 
management product portfolio. 
Progress wants to provide more 
opportunities for the aspiring 
technology community in India to 
work with cutting-edge products 
and help the company’s customers 

and partners worldwide to be 
more successful. Innovation is part 
of our culture and the way we 
build and develop our products. 

Q. What is your view 
on the current market 
crunch in finding the 
tech talent? When do 
you expect things to get 
back to normal?

Most of the companies had 
paused their hiring plans in 2020 
and most of the candidates were 
not looking to change their jobs 
because of the uncertainty in the 
market. 2021 has opened up a 
lot of opportunities as companies 

across industries started hiring 
aggressively. This resulted in the 
rise of demand for tech talent and 
candidates getting multiple offers. 
However, I believe that this is 
temporary and hiring will get back 
to normal by Q3 or Q4 2022. 

 

Q. What are hiring 
pipelines across cities?

All top metro cities – Bangalore, 
Hyderabad, Chennai, Mumbai, 
Pune – have the largest IT talent 
pool. 

Q. What is your view on 
the talent availability 
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in tier-2 cities? How 
is the long-term trend 
developing?

This pandemic and remote 
working have opened up a 
lot of opportunities for tier-2 
cities like Chandigarh, Indore, 
Vadodara, Kochi, Coimbatore, and 
Trivandrum. Before the pandemic, 
remote working options were rare 
and recruiters used to target the 
talent from tier-1 cities as very 
few were willing to relocate from 
tier-2 to tier-1 majorly because 
of the cost of living. Many were 
not comfortable leaving their 
families and hometown. However, 
work from home and hybrid work 
environments have increased 
productivity, supported work-life 
balance, and enabled opportunities 
to work from their own cities. I 
strongly believe that talent from 
tier-2 and tier-3 cities will be 
emerging as employers are shifting 
towards flexible and remote 
working options.

Q. What has been the 
impact of the ‘Great 
Resignation’ for the 
company?

Progress has been around for 40 
years. The company is a preferred 
employer because of its positive 
work environment based on 
respect, trust, collaboration, and 
the professional opportunities it 
provides. From having multiple 
learning and development 
resources available and the peer-
to-peer recognition platform to 

strategy that Progress 
is rolling out?

We conducted various internal 
surveys and let managers and 
their teams decide what would 
best work for their respective 
organisations, considering the 
nature of their work. Based on 
that, in the post-pandemic future, 
we are planning to introduce 
both a hybrid and a remote way 
of work. We are working on 
preparing our employees to handle 
the challenges and make the most 
of the opportunities in this new 
reality. 

having 30-day paid leave per 
year, casual leave, sick leave, 
and life insurance coverage, 
the company aims to keep its 
employees safe and equip them 
with whatever they need to realise 
their full potential. We invest 
a lot in engaging and retaining 
our employees and making sure 
that they’ve explored all possible 
professional opportunities within 
Progress before moving to another 
company. 

Q. As offices are slowly 
re-opening, what is the 

Year of incorporation: 

Market presence:  

Employee growth:  
 

Workforce pie in %: 
 
 
 
 

Business operation:  
 

Interesting metric: 

1981

Over 15 years in India and 40 years in the 
US

We were approximately 180 employees 
until 2019 and now we are over 360 
employees in Hyderabad and Bangalore 

60% R&D/Engineering/Product teams; 
30% Customer-facing teams; 10% 
Ops teams includes IT, IT Application 
Engineering  People team, Finance, 
Facilities

Progress provides the leading products to 
develop, deploy, and manage high-impact 
business applications

Talent Acquisition team is aiming to build 
diverse pipelines and hire diverse talent 
across the globe 

SNAPSHOT
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For this session, Prashant 
Sharma, Manager – Marketing 
at Info Edge India Ltd, connected 
with two HR leaders:

Harini Sreenivasan –  Business 
Transformation Evangelist and 
Partner at Semcostyle Institute 
India

Atma Godara – Manager, 
Production HR at Netflix 

In this conversation, the 
guests shared insights on bias 
identification, how management 
can play a role in eradicating bias 
and best practices. 

FOCUS
ERADICATING BIAS: 
IDENTIFY & ACT
Bias, a preconceived notion that can go for or 
against individuals. It exists in almost every 
industry but is often taboo. So, in the fifth 
episode of the ATT webinar – Eradicating 
Bias: Identify & Act, we discussed how to 
identify bias and steps to reduce it. 

The ATT monthly webinar aims to bring the 
HR community closer, raise important topics, 
exchange ideas and mutually grow. It is a live 
webinar for people to join in and interact with 
the panellists.
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Q: What has been 
one personal positive 
and one professional 
positive for you since 
the pandemic?

Harini: I'll take the professional 
positive first. What always 
intrigued me in the olden days is 
why some businesses do not think 
of remote or hybrid working? But 
suddenly, when the pandemic 
happened, everybody made it 
possible overnight. When I went 
back and asked these questions 
to the same people, how did you 
make it happen? They said we 
trust our people will work from 
wherever they are. So I think the 
best positive that pandemic gave 
us in the professional world is that 
trust exists. It was somewhere 
dormant. 

Personally, I differentiated 
between my needs and my wants. 
So I'm on my journey towards 
minimalism in whatever way I can.

Atma: The line is blurred between 
the professional and the personal 
side. Professional positive for me 

was working from anywhere. But, 
on the other hand, I am not very 
fond of working in a closed space 
with air conditioners. 

Personal positive is that learning 
has become very accessible. I 
attended many sessions online 
through Zoom or Hangout. The 
best part is we don't have to book 
a hall or set up all the logistics for 
a conversation. 

Q: What's the most 
problematic bias within 
the Indian ecosystem?

Harini: Perception or stereotyping 
is a common bias. For example, 
I am currently mentoring many 
Armed forces veterans to 
transition from uniform to the 
corporate world. The moment their 
resume has the Armed forces in it, 
there is a perception that they will 
make excellent Security or Admin 
Chiefs. People go by the Army 
rank and do not see their core 
domain in the Armed forces. Such 
stereotyping or any perceptions 

related to gender and age become 
beliefs over time. Later beliefs 
become biases. 

Atma: If I have to narrow it down 
to the corporate, confirmation 
bias is very harmful. It starts with 
the hiring and affects the entire 
employee lifecycle management. 
We tend to seek out information 
that supports something we 
already believe.

Q: How do you identify 
one is biased in the 
approach? Also, what 
role does psychometric 
testing have in bias 
eradication?

Harini: I've been an observer 
of people and what I noticed 
is that when no questions are 
asked when someone is doing 
something, or you're not even 
challenging what that person 
says or consistently ignoring 
someone's red flags. These are 
all indicators of bias. You don't 
need a complicated tool to test 

FO
C

U
S

The moment their resume has 
the Armed forces in it, there is 
a perception that they will make 
excellent Security or Admin Chiefs.
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it. You can do that by yourself in 
introspection.

Coming to psychometric tools, I 
have a contrarian view of their 
usage. They were designed for a 
purpose. Psychometric tools help 
to understand behavioural types. 
When we do the psychometric 
test for a team, team members can 
access each other's reports. 

Then, people develop notions 
based on the reports. Notions 
like I am similar to this team 
member, this team member is a 
slow decision-maker. That's where 
even more bias starts. So I don't 
recommend using psychometric 
tools to be indicators of biases. 
Observation of behaviour is the 
best tool.

Q. How can we be 
conscious of gender 
stereotypes in the 
workplace?

Atma: We carry bias from our 
homes or society to work. For 
example, we say women are 
more benign, or women are more 
creative. We also think that men 
are more suitable for a client-
facing role or a sales job. And 
women will probably suit for a 
desk job. So understanding and 
addressing this thing is very 
important, and then we can take 
those small steps. One essential 
thing which we should stop 
doing is asking women if they are 
married or planning a child during 
hiring. 

precisely why I said consistent 
behaviour. If I notice somebody 
nine out of ten times is ignoring 
flaws or being extremely critical. 
Then it could be a bias.

Q: What do you think 
about the role of the 
leadership in handling 
biases? 

Atma: For top management, I think 
first and foremost is accepting 
that we all are biased somewhere. 
Historically, we have not been 
fair to women or certain castes. 
We also don't address people 
who never spoke English in their 
undergrad /postgrad and are 
now struggling. So talk about 
all these issues in the town hall. 
Communication is the key that 
should come from the top end.

Harini: I think leading by example 
is the best way to communicate. 

Q. How do you act 
against someone who 
has discriminatory 
behaviour?

Atma: The first thing we need to 
do here is sensitisation. How do 
we sensitise? Let employees talk 
about the issues they face because 
of gender or other stereotypes. 
Let less privileged ones speak 
about the struggle they face and 
open up with their colleagues. 
When people understand their 
colleague's struggles, they will 
become more sensitive.

Q. Can observation be a 
perception of anybody's 
behaviour?

Harini: It's a great question, 
and it reiterates the point I was 
making. As an observer, I also can 
have perceptions. So, I might not 
notice if someone is biased. That's 
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We can acknowledge our 
own biases and work on them 
consciously. It is one of the best 
ways to convey down the line.

Q. There is always 
a bias between 
performers and non-
performers in the 
organisation. How 
do we motivate non-
performers to perform 
with no bias in treating 
them? 

Harini: Another lovely question. 
The subject of performance 
management is very close to 
my heart. Recency bias is the 
culprit when it comes to bias to 
performance management. We 
start labelling people once they 
have performed well or poorly. As 
one of the practices for countering 
this bias in an organisation, 
I hid historical ratings during 
normalisation.  

Secondly, a manager can also 
tell the team that you are my 
accountability partner. So, if you 
see me getting biased, then point 
it to me.

Q. What is one 
best practice you 
recommend for 
eradicating bias?

Atma: We need to sensitise people 
and create a safe space to talk 

about issues and biases in the long 
term. Also, we can hide names in 
the initial screening during hiring 
for the short term to avoid bias. 

Harini: I suggest two best 
practices. The first one is to hide 
all the names during performance 
management. Another best 
practice is to keep policies neutral 

and straightforward as much as 
possible. For example, even your 
attendance policy should be as 
neutral as possible. The moment 
you start putting a particular time 
in and time out, there is always a 
section of people who might find it 
challenging to make it. Then arises 
a perception leading to bias. 
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23%

Have you been in a conflict resolution situation involving
a stereotype bias in the workplace at any point?

Does your organisation acknowledge the bias problem?

Yes

No

77%

33%

67%

Yes

No

Source: Live Poll

Source: Live Poll
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Benseley Zachariah is the Global CHRO 
at Fulcrum Digital Inc. He comes with 
over 20 years of rich experience across 
HR functions. He has worked for reputed 
IT organisations, namely,  Syntel and 
SQS Group where he held key positions.

INVESTING IN HR 
TECH FOR THE HYBRID 
WORKING MODEL
As organisations shift to hybrid work, technology can 
help companies manage new workforce challenges while 
taking care of the well-being of their employees. For that, 
business leaders will need to rethink their technology 
investments and reset  growth.

Global CHRO, Fulcrum Digital 

BENSELEY ZACHARIAH
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One of the questions that leaders 
across the world are confronted 
with today, is the return to work. 
Companies must be prepared to 
ride the waves of change ahead, 
whether that’s shifting from 
remote work to hybrid to remote 
again, or frequently changing 
in-person protocols to adhere to 
new safety guidelines. The hybrid 
work model has become the ‘new 
normal’ in the way work is done. 
As organisations shift to hybrid 
work, forward-thinking executives 
will think, too, about shifting their 
technology investments. 

TECHNOLOGY IS THE 
OIL THAT THE HYBRID 
MODEL GLIDES ON

Technology can help companies 
manage these new workforce 
challenges while taking care of the 
well-being of their staff. Gartner’s 
Future of Work analysis shows 
that 16 percent of employers are 
using technologies more frequently 
to monitor their employees 
through methods such as virtual 

clocking in and out, tracking work 
computer usage, and monitoring 
employee emails or internal 
communications/chats. While 
some companies track productivity, 
others monitor employee 
engagement and well-being to 
better understand employee 
experience. As organisations are 
increasing their investments in 
technology, one thing is crucial - 
to ensure their systems are agile 
and configurable so they can 
easily grow and change with their 
evolving needs. These systems 
can do much more than improve 
efficiency and reduce manual work. 
There are key touchpoints that 
can be leveraged to improve the 
overall work experience. Compared 
with three years ago, the share of 
companies that have automated 
various human resource functions 
has increased. However, some key 
areas like strategic workforce and 
succession planning, continue to 
be people-driven.

REVAMPING THE ROI 
OUTLOOK WHILE 

CHOOSING HR TECH

In order to make a digital 
transformation program 
successful, there is an increasing 
recognition that systems and 
processes impacting people would 
also require to be addressed. 
However, arriving at the ROI in 
HR tech is not so simple. The 
traditional approach to investing 
in HR tech has been to consider 
factors such as reduction in 
processing time for various tasks 
such as payroll, compliance, leave 
and attendance management, 
and others. Thus the rationale is 
often built around productivity 
enhancement which is important 
but is still subject to debate 
on the quantum of risk versus 
reward as well as the timeframe 
when the outcomes are possible 
to be achieved. As we look to 
the future of business, leaders 
recognise the value of a more 
thorough and detailed analysis of 
their organisational data. HR tech 
is becoming more personalised 
and this will help businesses 
become flexible and adaptable, 
creating platforms that fit their 
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In a true digital 
transformation, the adoption of 
emerging technologies is just one 
part. The bigger goal is developing 
a workforce and culture that hone 
the types of relationships, behaviours, 
and skills that speed innovation and bolster 
experience and the bottom line.
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circumstances much more neatly 
than a ‘cookie cutter’ piece of 
tech. While there are different 
forms of tech being brought into 
the workplace, some places are 
even using the likes of Alexa and 
Google Assistant to offer a basic 
question and answer service. In 
a true digital transformation, the 
adoption of emerging technologies 
is just one part. The bigger goal 
is developing a workforce and 
culture that hone the types of 
relationships, behaviours, and skills 
that speed innovation and bolster 
experience and the bottom line.

INTELLIGENT REMOTE 
WORKING

Hybrid work is the future. 
According to McKinsey & 
Company research, nine out of 
ten organisations will combine 
remote and onsite work. However, 
a hybrid work model needs more 
than a desktop in the office, a 
laptop at home, and an internet 
connection in between. AI can 
be used to improve hiring remote 
workers, but it can also be used 
to improve remote working itself. 
Remote AI will help remote 
workers save a lot of time by 
automating administrative tasks 
they would normally need to 
complete manually. In the coming 
years, artificial intelligence will 
enable a more efficient remote 
workforce and significantly 
increase the work-life balance for 
employees.

• Automation of analytics 
that measures learning 
effectiveness and others

Furthermore, personalised training 
and development programs can be 
executed through AI. For example, 
when a fresher is about to go 
for his/her first client meeting, AI 
can offer a quick synopsis of the 
client’s ‘about us’ page, along with 
some key points on ‘how to make a 
positive first impression’.

DATA SECURITY IS THE 
NEED OF THE HOUR

A digital workplace program 
should not just be an IT initiative. 
It requires collaboration and input 
from various functions, including 
HR, IT, operations, real estate, 

SMARTER TRAINING & 
DEVELOPMENT

MASIE Center, an international 
learning LAB, states that 
employees finish only 15 percent 
of the learning programs that were 
assigned to them. Despite this fact, 
organisations spend billions of 
dollars on employee development 
programs annually. AI-equipped 
learning programs can solve this 
issue through:

• Automation of all the processes 
that save time

• Personalising the learning and 
reinforcement processes that 
boost engagement

• Personalising the learning and 
reinforcement processes, that 
improve completion rates
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and facilities management. Hybrid 
work, as well as remote work, 
increases the surface area for 
cyber-attacks. Enterprises who 
may have thought they could 
survive a year of temporary remote 
work with scant security tools will 
discover hybrid work commands 
the same kinds of risks. Businesses 
are already in the process of 
adapting. According to the 2021 
State of IT report, businesses are 
investing more in cybersecurity. 
For instance, in 2019, 64 percent 
invested in employee security 
training tools; in 2021, 73 percent 
have invested in it or plan to 
invest. Security budgets will likely 
continue to increase as hybrid 
work grows, increasing the surface 
area for cyberattacks. As such, 
smart executives will proactively 
invest in security (rather than 
wait to react to a security issue). 
Network security, considering 
the variety of connections, will be 
especially important.

What used to be a slow-moving 
corporate technology space a 
decade ago is now a $148 billion 
market of HR cloud solutions to 
address the needs for the future 
of work. It’s not the technology 
alone that provides meaningful 
and engaging work experiences—
HR cloud was never meant to be 
the full answer. But technology 
does provide the foundation to 
modernise HR for ways that 
people want to work and for what 
the business needs.
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Year of incorporation- 

Market presence: 

Employee count: 

Hiring pipeline (in 
India):  
 
 
 

Business operation: 
 
 
 
 
 
 
 
 
 
 
 

Interesting metric for 
the company: 

1999

US, UK, India, and Brazil

1200

Fulcrum Digital will hire more than 750 
digital technology specialists this year, a 
100% increase from last year. These will 
be lateral positions, varying from program 
managers, technical architects, data 
engineers to full-stack developers.

Fulcrum Digital is a leading IT services 
and business platform company. We 
partner with global companies from 
diverse industries, including banking 
and financial services, insurance, 
higher education, food services, retail, 
manufacturing, and e-commerce. With 
expertise in digital transformation, 
machine learning, and emerging 
technologies, we offer a consulting-
led, integrated suite of enterprise-
grade software products, services, and 
solutions.

The introduction of the hybrid model has 
helped us work out a model (named as 
the ‘second innings’) of re-inducting some 
of our women employees who had to take 
breaks in their career as they did not have 
the necessary support systems at home 
when they wanted to start a family. 

At a global level, as a part of the hybrid 
model, we have extended our operations 
to multiple countries/ states/regions 
where we do not yet have offices or local 
hubs. 

SNAPSHOT
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SKYROCKETING 
SALARIES, 
BIZZARE PERKS, 
AND EXORBITANT 
JOINING BONUSES 
- A BRAVE NEW 
WORLD OF FINTECH 
HIRING

Despite India’s vast network of 
technologists, hiring has never been 
harder for fintech HRs across the 
country. And with the country’s startup 
boom, the challenges are only set to 
grow.

Harshit Chhaya is the 
Associate Director, HR at 
Avail Finance. Relatively 
young in the corporate life 
cycle, Harshit has close to 5 
years of experience across 
multiple verticals of the 
HR function. An alumnus of 
XLRI Jamshedpur, Harshit 
spent his early career with 
Korn Ferry in Leadership 
Consulting and Executive 
Search. 

Associate Director, HR,  
Avail Finance 

HARSHIT CHHAYA
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I
ndia is home to the third-
largest startup ecosystem in 
the world and it is one of the 

fastest-growing fintech markets 
globally. The fintech boom has 
been particularly visible over the 
last few years. In fact, out of the 
2100+ fintech companies that 
currently exist in India, over 67 
percent of them have been set up 
in the last 5 years (Invest India). 
The widespread proliferation of 
the internet, the Government’s 
push towards digital services, and 
the rise of online e-commerce 
are few among the many reasons 
behind the meteoric rise of these 
companies. Fintech services have 
been widely adopted in the areas 
of consumer lending, investment 
advisory, B2B lending, and digital 
payments. While the sector will 
continue to have a bullish run, it is 
plagued by the problems posed by 
talent acquisition. 

In the UK, a major hub for global 
financial services, an EY survey 
revealed that 42 percent of the 
country’s fintech companies are 
staring at a digital skills shortage 
and that hiring remains among 

their chief concerns. This problem 
isn’t limited just to the UK, India 
too, is no stranger to this problem. 
With candidates fielding multiple 
offers and employers outdoing 
their competition by offering perks 
previously unheard of, hiring wars 
are very real scenarios in the 
fintech industry. 

THE BURGEONING 
DEMAND FOR TECH 
TALENT

Even before the Covid-19 
pandemic, there was a clear 
paradigm shift in the way 
traditional financial institutions 
were operating. The move towards 
digitisation of services was already 
in motion and pandemic-led to an 
ultimate shift in modus operandi. 

• Amid the rapid adoption of 
internet banking, robo advisors, 
AI, cloud computing, and 
blockchain, businesses are 
under continuous pressure 
to develop more tech-savvy 
systems that are better than 
their previous offerings. 

Traditional banking and 
financial entities can thus 
no longer postpone the 
transition to phygital/digital 
modes of operation and have 
resorted to strengthening their 
technological departments.

• All of this has led to companies 
searching for more and more 
technologists who can put 
their skills to good use in the 
financial sector. The demand 
for tech talent is so high that 
Tata Consultancy Services said 
that in the month of July itself, 
it had onboarded 43,000 new 
engineers – an unprecedented 
figure by even Tata’s standards.

• This acute demand has led to 
the talent pool of tech-savvy 
professionals being tapped 
into with increased ferocity and 
the industry is now facing a 
dearth of valuable employees. 
It is no longer an anomaly for 
candidates to have multiple 
offers in hand and accept the 
one that pays them the best. 

• As companies scout for more 
talent from an increasingly 
limited pool of candidates, 
inflated salaries and higher 
dropout rates are extremely 
common. A statistic from 
economic times puts this in 
context: Between Oct’20-
Mar'21 and Apr'21-Sep'21, 
there was a 28-34 percent 
rise in median salary for cloud 
security, data science, Python, 
cloud platform development, 
Java/ Net, e-commerce suite, 
and RPA skills. Companies are 
able to manage these increased 
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This acute demand has led 
to the talent pool of tech-
savvy professionals being tapped 
into with increased ferocity and 
the industry is now facing a dearth 
of valuable employees. It is no longer 
an anomaly for candidates to have multiple 
offers in hand and accept the one that pays 
them the best.
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Now more than ever, 
companies are reluctant 
to hire college graduates and 
prefer industry-ready candidates. 
Hiring and training new talent means 
investing time, money, and resources 
with no guaranteed outcome of long-term 
commitments from candidates who are being 
constantly wooed by the next best offer.
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hiring costs because of the 
consistent demand and the 
ability to leverage the benefits 
of scale.

NURTURING TALENT

This is another facet of the talent 
acquisition dilemma that affects 
both employers and hires. The 
Covid-19 pandemic has led to 
swift changes almost overnight 
and companies have had to 
adapt to digitisation at breakneck 
speed. To put this in perspective, 
according to a survey from Acara 
Solutions, in the Asia-Pacific 
region, 53 percent of customer 
interactions were considered 
digital in July 2020 as compared 
to only 32 percent in December 
2019. Companies thus do not have 
the luxury of time and prefer an 
execution-ready tech team to get 
on board as soon as possible. 

• This has meant that there is 
an increased focus on getting 
the right skill sets in through 
the door instead of building 
skills over time. Companies are 
also experimenting with rapid 
upskilling of their employees 
through interventions such as 
sandboxing, workshops, global 
conferences on the latest tech, 
online interactive courses, and 
in-house learning programs 
specific to an organisation’s 
needs. 

• For employees, this has meant 
a constant need to keep up 
with the latest tech innovations 
in order to stay visible across 
the hiring radar. However, this 

money, and resources with 
no guaranteed outcome of 
long-term commitments from 
candidates who are being 
constantly wooed by the next 
best offer.

CURRENT MARKET, 
HIRING CHANNELS, 

isn’t the case for students at 
colleges and universities who 
are still in the nascent stages of 
their education. 

• Now more than ever, 
companies are reluctant to hire 
college graduates and prefer 
industry-ready candidates. 
Hiring and training new 
talent means investing time, 
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AND TALENT PIPELINE

The rapidly growing talent war has 
led to organisations resorting to 
innovative and slightly subversive 
hiring tactics. 

• Currently, the markets are being 
accommodated and swallowing 
the bitter pill of exorbitant 
costs spikes to attract the 
right talent. According to a 
recent Reuters report, the 
shortage of technologists in 
India has become so dire that 
an unnamed Delhi start-up 
wooed its employees with 
BMW motorbikes and tickets 
to top sporting events. Fintech 
companies continue to bet 
on the scale to offset the cost 
factor of talent investment.

• In terms of hiring tactics, 
referrals are turning out to 
be the next best mode of 
scouting for the right kind of 
talent. Referrals work well 
for fintech companies as it 
ensures a talent pool of similar 
candidates.

• Also, in order to meet tech 
demands quickly without 
actually having to invest in 
hiring and training talent, more 
and more companies are using 
external tech teams on an ad 
hoc basis.

• Also, due to the fierce 
competition in the market, 
companies are resorting to 
making 3-4 offers for the same 
role. Fintech recruiters do this 
because there is a high rate of 
churn among the applicants’ 

pool until the actual date of 
joining..

WAY FORWARD FOR 
NEOBANKS AND THE 
FINTECH SPACE

When it comes to banking and 
finance in India, there have always 
been underserved segments 
of the population. However, 
this doesn’t mean that it has to 
stay this way; from a financial 
standpoint, secondary and tertiary 
population segments have opened 
up tremendously due to the access 
to economical and modern tech 
products and services.  With the 

right knowledge transfer and 
allowing them to understand the 
full array of benefits, it is possible 
to successfully tap into this 
segment. 

Hence, it is possible to serve these 
previously overlooked markets by 
creating the right kind of niche 
products with the help of the 
right kind of talent. However, 
talent acquisition and employee 
retention have been turned into 
a competitive sport of sorts with 
bizarre pay packages, shocking 
perks, and ballooning joining 
bonuses. It is thus a brave new 
world for fintech hiring.

Founders: 

Year of incorporation:

Employee strength: 

Workforce pie (in %) 
across departments: 
 
 
 

Brief description of the 
company’s offering: 

Key differentiating 
factor compared to 
peers: 

Ankush Aggarwal and Tushar 
Mehndiratta

2017

280 employees (150 on-roll)

Tech: 28%, CLM: 6%, Finance: 5%, 
Founder’s Office: 3%, HR, IT & Admin: 
6%, Legal & Compliance: 1%, Marketing: 
3%, MIS: 5%, Collection & Operations: 
27%, Product: 5%, Risk & Data Science: 
10%, Strategy & Planning: 1%

A financial platform for the blue-collared 
workforce of the country

Untapped target segment, deep 
understanding of the target segment, and 
tech expertise to leverage the knowledge
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