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Information
Technology

CONSUMER CONNECT INITIATIVE

- Drlvmg growth, nurturm_g talent

ment through their Career Chats
programme (where the recr
ment and development teams are
available to talk to employees
about opportunities) and the
courses offered as curated by the
L&D taxm covering tachniosl
training, continuing educati

and caresr development Theyalso
encourage an innovative mindset
with the ‘failure is an option’ men-
tality, ensuring that employees
truly feel empowered in a support-
ive and positive way. Their focus
on ensuring equity and inclusion
in the workplace is also highly
commendable.

WHAT WE LIKE: Wipro is a
company with a strong values
foundation, known as the Spirit of
Wipro (SoW). While there are

many programmes that are clearly
integrated with these values and
underlying principles, one area

11 to 50, these

4

N&*

A A

tile and uncertain world. Some of
the Erogdiaies mtrodu:cd dur-

hat is their
on inclusion and diversity (I&D).
This focus is reflected in their
intent, as well as in their policies
and infrastructure support. I&D is
apart of the company’s strategic
business agenda, inkegn\tcd with
regular business reviews. Leaders
lakc accounlablhly for achieving

ing the
lothe care that Accen!ure extends

\

TECHNOLOGIES INDIA
PRIVATE LIMITED

INDUSTRY: Information

have firmly
fosters success but also priormses the wel

ingethos and desire to help others.

22.VERIZON DATA
SERVICES INDIA PRIVATE
LIMITED

Potable ones include the Mental
Health Ally network, creation of
Digital Hangout destination and
Virtual Village. Under the Mental
Health Ally network,

INDIA HQ: Bengaluru

-heing of their employees

human touch. they

L

a work culture that not only

)

s @

offer generous benefits which are
open to all part- and full-time
employees alike, that are designed
tosupport every aspect of a person’s
lif i dulth

tem with dedicated channels, a
structured approach, tools, and
ol

resources to foster innova

1. BAJAJ FINANCE LIMITED

3
INDUSTRY: Financial Services
and Insurance

INDIA HQ: Pune

WHAT WE LIKE: Bajaj Finance
placesits employees at the centre of
everythingthey do. Therefore, they
ensure that their policies ar
designed and implemented in Ilnc
with employee feedback. Maintain-
ing regular conversations among
managers, HR, and senior leaders
has been identified as a key focus
area, and continues to be
addressed with the utmost rigour
and intent. A variety of programmes
have beenimplemented to facilitate
two-way communication at various
employee touch points. These
include pre-onboarding connects
with candidates, ‘Own My Branch’
initiative, branch visitsby HR, pulse
connect, lendership chat shows
ong many others. These efforts
d«.monsn-an.- the company’s com-

tion across their distributed work-
force. Additionally, there is astrong
focus on creatingan inclusive, equi-
table, culturally competent, sup-
portive, and safe workplace.

32. DOW CHEMICAL
INTERNATIONAL PRIVATE
LIMITED

INDUSTRY: Manufacturing and
Production

‘WHAT WE LIKE: Dow is a com-
pany that has made significant pro-
gress with a clear philosophy and

across white- and
upled with recogni-

'WHAT WE LIKE: Akamai strong-

to reti and beyond. All of
these initiatives exemplify
Cadence’s employee-centric
approach and their dedication to

publishes a 1&D report. They also
implement friendly and support-
ive policies to create an environ-
ment where diverse groups can
thrive. These policies include
g % .

serve as to support
fellow collesgues facing mental
challenges. Digital Hangout des-

diversity and inclusiom employee

y

impact,and le'm\ be
lev

tination provides
resources and content to address
individual needs. Virtual Village

hire
second career women, a generous
parental leave policy, structured
programmes for women employ-

llclpnnls in this pursuit. Of these,
the one area that clea Il‘ly resonates

vices for women employees, grad-
ual return to work policy, flexi
working options for new mothers,

isan latform  with Akamai’s D!

that supports working parents. The company has i a  support for hed ot
This platform connee- i i i

tions between school-aged chil-  in intent in this direction. One of the

dren of .

mater-
nity leave, women development
and mentoring programmes, pol-
icies promotingequal opportunity,

need assistance with remote
learning assignments and older
children of Accenture l.mpluyu.s

i d

other areas that reflect their com-

feedback built in to encourage an
innovative mindset. Internal idea

the prevention of LGBTQ dlscrlmv
ination. The company goes above
and beyond by extending medical
insurance to same-sex partners,
covering expenses arising from
gender-affirming surgeries, pro.
viding inclusive nd

cnlmg workshops and other
means.

16. ERICSSON INDIA
L SERVICES

inno-
‘vation week, incubator programme,
tech sumnit, hackathons, start-up

tives that are creatively designed
nd i ith utmost

prioritising disability inclusion.
All these efforts serve as a testa-
ment to the company’s focus on

13. BARBEQUE-NATION
HOSPITALITV LIMITED

INDIA HQ: Noida
EMPLOYEE STRENGT!

0,327

warmth and Intent.

20.H
INDUSTRY: Information

'WHAT WE LIKE: The purpose,
vision, and values of Ericsson all
come together to form a strong
foundation for the superlative

INDIA HQ:

it provides to its

EMPLOYEE STRENGTH: 7,847

WHAT WE LIKE: Every single
employee of Barbeque Nation
(BBQN) is a firm believer of its
values. BBQN focuses on
trust-building activities through
unique practices, which define the
organisation’s beliefs. A supportive
atmosphere ensures everyone gets
an equal chance for growth and
learning irrespective of their edu-
cational background or years of
experience. Special emphasis and
focus on gender diversity add value
to the culture of the organisation.

14._voIs
INDUSTRY: Information

. The of pro-

INDIA HQ: Bengaluru

WHAT WE LIKE: The HP Way
defines the management style at
the company: which embraces a

aimed at
development, nurturing next-gen
leaders, fostering innovation, and
ensuring fair compensation are all
atestament to the efforts in creat-

form of

where employees have a voice in
decision-making, their opinions
are valued, their careers are nur-
tared, and cors values suo az

efforts is in creating a
workplace of the future by design-

ing working models, policies and
infra to suit the post-pandemic
hybrid culture. Renewed work-

™0

space at the company encourages
collaboration, innovation and
el R B Ere

25. RELIANCE NIPPON LIFE
INSURANCE COMPANY

EMPLOYEE STRENGTH: 10,867

'WHAT WE LIKE: Opportunities
toexperience entrepreneurship are
at the heart of Reliance Nippon's
high-performance culture. The
company ensures that every
employee is provided with the

mbrace an
entrepreneurial mindset by
encouraging employees to think

tion to encourage the same.

28. MR COOPER GROUP INC

plan ns-
forming its culture, One area that

Ly
and a For All nature within their

INDUSTRY: Financial Services

support this, including diversity and

and

[ Chenn:
EMPLOYEE STRENGTH: 1,444

inclusion
rate I&D strategy, a workforce

‘WHAT WE LIKE: The organisa-
tion is committed to building a
Great Place To Work For All culture,
which is evident through various
initiatives. These include diversity,
equity and inclusion-linked perfor-
mance goals for leaders, the publi-
cation of inclusion rcportx the
b

ers, extensive Employee Resource
Groups, mentoring programmes for
new employees, initiatives to sup-
port employees aged 50 and older,
and inclusive leadership training,
among many others. These initi
tives reflect their commitment to
cultivatingand supportingadiverse
group of employees, regardless of

Resource Groups (ERGS 1o drive
this agenda, the presence of DEI
Champions, and ongoing discus-
sions around these topies. The
organisation also offers a range of
retention and pro-

thei

33. ENCORA INNOVATION
LABS INDIA PRIVATE
LIMITED

grammes for women

like owners, st:ll\ls
quo, and take

towards hybrid work and various

to
optimise current processes or
come up with radical
disruptive solutions. This is
quite evident in the robust
innovation ecosystem and a
structured approach to take
deas from ideation to
implementation stage. Forums
to share ideas, councils, FGDs,
cation workshops, task forces,
collaborative spaces, programmes
to connect with customers seeking
suggestions, coupled with a formal
reward and appreciation
mechanism to encourage an

inga positive

17. DHL SUPPLY CHAIN
INDIA PRIVATE LIMITED

are
Insvied The Ho ‘Way and the core
vision of creating a better world for
veryone, everywhere, is what
underlies the People Circle’s (HP
ndia’s people engagement coun-
cil)

EMPLOYEE STRENGTH

WHAT WE LIKE: A strongbrand
with a clear focus on creating a
culturo of diversity and inclusion
is eviden ’s policies

ee experience. Programmes
around instilling the culture and

creates a sense of belonging.

23. HASHEDIN

mindset reﬂect the

employee development.
29. FLIPKART GROUP
PKART INTERNET
PRIVATE LIMITED,
CLEARTRIP, FLIPKART
HEALTH+)
INDUSTRY: Other

WHAT WE LIKE: Encora Innova-
tion Labs aims to create a culture
where all employees are actively
engaged with the company, stay
connected, and have all the neces-
sary systems and tools in place to
work effectively. The journey to
create this culture is guided by a

B
EMPLOYEE STRENGTH: 18,611

WHAT WE LIKE: Flipkart's

the 6 My’s of the Engagement
Framework: my job, my career, my
recognition, myvoim: my commu-
nity, and my wellness. Initiatives

serves as a guiding principle for

intent in creatingand sustainingan

TECHNOI.OGIES

way of life at HP,
Diversity, Equity and Inclusion
(DE&I) initiatives, focus on

and pracllccs are built on a foun-
dation of respect and results, fur-

INDIA HQ: Pune
El

WHAT WELIKE: A halisticview

maximising human potential
“xists within the company. A few
notable programmes aimed at
building belonging for different
groups include the domestic vio-
lence policy, IVF and gender reas-
nment surgery covered under
insurance, a campaign on ‘friends
of LGBTQ', 16-weck leave for
non-birthing parents, and dedicat-
ed hiring drives to hire women and
LGBTQ people. The ‘future ready
workforce’ initiative is an innova-
tive approach to managing the
return to office under-

ther
attributes of head, heart, and guts
thatare aligned with the essentials

Passion, Can Do, an
First-Time attitude. Employees
are not only engaged but also cared
for and valued at every step.

18. MOURI TECH (P)
TED

lighted by i

EMPLOYEE STRENGTH: 2,504

WHAT WE LIKE: Hashedln is a

peopl and

PP A
g care and well-being,

with CSR initiatives, reflect
the core pillars on which the Peo-
ple Cirele’s framework is built.
21 SERVICENOW

OFTWARE DEVELOPMENT

INDIA PRIVATE LIMITED
INDUSTRY: information

ensul

L
INDUSTRY: Information
Technol

EMPLOYEE STRENGTH: 3,684

INDIA HQ:

wnA‘r WE LIKE: At MOURI

‘WHAT WE LIKE: The founder’s
mission and early experiences laid
the foundation for the purpose of

First, Customer Foremost’ drives
to

aimed at creanng a sense of

standing the fea: while being

transparent. Mental Health First
Aldirs i snoties srunilasful pro:
gramme designed to aid em
*)/miental health systamically by
engagingemployees as volunteers.

15. ACCENTURE
SOLUTIONS

I

creating an inclusive and respect-
ful for

nd adapting to new
working stylos to cater to diverse

while also adopting a custom-
er-centric approach to their bus|
ness philosophy, strategy, opera-
tions, and {nnovstion, alining to
become the sted

efforts to foster an inclusive work-

spaces for employee wellness and
i is S

Pnrlncn One area that slands out

pe-
n is paid to inclus

cial attent e
i inclu hmnnmmg

LIMITED

L 1Q: Mumb:
EMPLOYEE STRENGTH: 3,00,000

ic
is evident through efficent sys-
tems and processes with KPI.

metrics around innovation train

on inclusive hiring and uncon-
scious bias, incorporating inclu.
sive language i jol

dnvelopmcnl diversity xnd inclu-
sion among othe! Multiple
trainings, learnmg platforms,

26. HARRISONS

MALAYALAM LIMITED .
INDUSTRY: Agricuiture, Forestry
and Fishing

WHAT WE LIKE: HML focus on
crea an employee-centric
culture is evident through its
extensive focus on employee

and Be

l:\lcnl, and providing a slructurtd
path describe their devel-

opmcnl Fapproach. Their offorts
towards keeping their people
engaged—be it through collabora-
llve projects, new learning oppor-
tunities, or forums to contribute
towards a social cause—are show-
sing an intent to make a strong
impact. Additionally, initiatives to

it the host of communication

the
organisational culture. Their focus

growlh nd. dcvclopmcnl various
channels for appreciation and rec-
ognition, open and honest channels
for bottom-up communication,

ensuring diverse talent and sup-
porting infrastructure, care and

prioritise employees’ well-being,
and eﬂm’ti !h;\! ‘extend beyond the

,and opportu-
nities to collaborate and innovate
sll derived from the pillars of
EVP.

to support and
improve external communities
theughvoluntseringand cutzeach,

the Flipkart has
developed its own industry-first
EVP maturity model, which aims to
integrate EVP into the organisation
in a structured manner, with the
intent to identify the right process-
es, integrate them efficiently, and
track success. All their people pro
cesses were assessed by this model
onapredefined scale, helping them
understand the maturity level of
. Data

suce

dchvermg on !hclr framework.

34. MAHINDRA

IAHINDRA AU'IOMOTIVE &
FARM EQUIPMENT
SECTORS

INDUSTRY: Manufacturing and
Produd'

mb
EMPI.OVEE STIENGY

ch;\nnels for ensuring information
od o

Programmaes for sl emplosaes
acrosslevels, these comprehensive
and inclusive practices strongly
reflect their intent to include

veryone in their

from this exercise, coupled with

internal prioritisation for impact,

helped them design an EVP Inte-

gration Roadmap—a long-term

strustured plan to integrate their
pr

'WHAT WE LIKE: Mahindra AFS
has a purpose to empower stake-
holders, which is branded as the
‘Rise Philosophy’”. This represents

e
benefits, and the best of their
culture. Since most of the workforce

support in terms of policies, allow-
ances, creating a friendly in!
structure for people with disabili-
ties, and sensitivity trainings reflect

'sides on-s
facilities are also extended to
employees’ families. With strong
ties to trade unions, there are
connection forums in place to

and inclusis

24. CADENCE DESIGN
SYSTEMS (INDIA) PRIVATE
LIMITED

d with them.

27. HIL LIMITED - A CK
Bl ROUP COMPANY

INDUSTRY: Information
Technology

promises into

30. SATIN CREDITCARE
NETWORK LIMITED

their to making the
world abetter place through initia-
tives for carbon neutrality, commu-

INDUSTRY: Financial Services
and

nity

tric products and services, and a

focus on powering future-facing
e it o

WHAT WE LIKE: Satin Credit-
care continues to take a peo-
ple-first approach in its employee
engagement and people develop-

EMPLOYEE STRENGTH: 2,999

INDIA HQ:

ment initiatives. The company has
ous : compre

inclusion (as guided by group diver-
sity council, D&1 SPOCs, policle
nterventions to promote inclu-
Sive practices), usage oftechnology
to create future-ready business, and
creating an innovative and entre-
preneurial work culture are some
of the pillars of their philosophy.
Mahindra AFS has initiatives in

EMPLOYEE STRENGTH: 1,598

WHAT WE LIKE

mg

WHAT WE LIKE: HIL's people

ece d(.vclopmcnl—from learning

place de and reinforce this
purpose toall cmployces, ensuring

trainings to
There

quar-  people at the centre of i
ml i ibration ses-  they do. Multip s ploy-  values. Strong initiatives around
‘esponse sions and i i inter- i icatic il

WHAT WE LIKE: Accenture

at every stage of idea sharing and
implementation, and they recog-

viewer shadowing. Also, a strong
innovation culture and two-way

o bulld and retain & diverse work-
multiple employee resource
groups for employees to connect,

Solutions behcvt.s that compas- nise and reward for P and bol'
sion and  critical to ing i i fail-

s agreat ures,which i exists at the company,
work culture, especiallyinavola-  thinking. from a probl 1

Display: 2/3

and be aware of mh
other are some of the initiative:
with the hlghes!

a safe and inclusive environment,
1

and care, which

work-
slmps defining leadership behay-

ees’ families as well. Satin Credit-
care places alot of focus on devel.

iours an hem to

rewards, performance management

systems, and capability-building
d: the

inclusion
policies, and development pro-
grammes customised to suit the
needs of various roles and levels
reflect alignment to values. HIL

Sy S

aximum connect and

impact with customers, keepingin
indi il

in which they ensure al
with their purpose.

>> Ce on page 12
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35. IRIS SOFTWARE

ris is an organ-
isation where leaders actively con-
ute to building a culture that
enables employees to fully realise
th s and ensures that
individual differences are nur-
tured. The organisation values
transparency and believes in bilat-
eral value addition. There is a
shared sense of purpose, where
passion and perseverance towards
achieving higher goals are highly
regarded. Trust plays a central role
in cultivating this culture, which is
fostered through leadership con-
nections, care and support, trans-
parency, and an exceptional
employee experience. Additional-
ly, unique programmes are in place
to develop and drive engagement
within the organisation.

36. THOI‘GHTWORKS
STRY: Information

EMPLOYEE STRENGTH: 4,045

‘WHAT WE LIKE: Thoughtworks
identifies developing and diversity
nd inclusion, amongothers, as key
pillars for maxim man
potential and creatingan impacton
employees. They have implemented

oL

5

the i of the EVP and

grammes that aim to provide clari-
y on career paths, adynamic capa-
bility model that offers growth
opportunities, a career ing

desired behaviours into the com-
pany’s culture. This is achieved

CONSUMER CONNECT INITIATIVE

lcated programmes for high-poten-
tial |nd|v1du'\lv whicl pmvide dif-

Lifestyle
an inclusive work environment
through various initiatives aimed

express and share their ide
suggestions, ensuring fairne:
the application of benefits, and

driven by
nrcv:\lucs./\ddinon’\lly,lheil
‘Sonoran Spirit’ serves as thel

PHOTOS:STOOK

everythingrelated to the organisa
tion that can be enhanced or
improved. This includes working
towards improving the experience
of colleagues and customers
through seeking new knowledge,
acquiringnew skills, exploring new
y;ofwarkmg.z\\llomalmgman»
aal procassesTefiningen
cosses,or introducingentirely new
ideas. The company has various
initiatives such as learning sessions,
knowledge meets, hackathons, and
astructured approach to idea incu-
ation from submission to evalua-
tion and feedback. They also have
learning challenges and formal
mechanisms to recognise success-
ful ideas while providing visibility
and feedback to ideas that did not
reach fruition. These initiatives
collectively showcase the compa-
ny’s strong culture of innovation.

49. LEMON TREE HOTELS
ITED

WH om
their stellar work in mcludlns
opportunity-deprived Indians in
the mainstream, Lemon Tree
Hotels is also making impressive
progress in pursuit of their ESG
agenda while continuing to pro-
e employees with a profession-
ally enriching and rewarding work
experience. The company has
implemented various atives
to develop and empower employ-
ees from the moment they join
and throughout their tenure.
They foster a fun and celebratory
work culture, offer extensive

through

learning ex
are competitively

followed by flagship

E

tool, and tool:
with self-evaluations, goal setting,
and tracking accomplishments.
These programmes demonstrate
their commitment to employee
development. rsity and Inclu-
sionisanother area where Thought-
k:

simulations that create awareness
and promote integration in key

sowH
ed as part of this focus on growth.

areas such as man-

agement, talent management.rec-

ognitions, and learning. These

creative/approaches ensyre that
1

works
practices and
retain, and develop diverse employ-
ces. Some of these practices include
gender pay reviews, policy support
to retain women employees, same-

quired (Edge)

39. INTERCONTINENTAL
HOTELS GROUP

sexpa
ical insurance, a gender-neutral
adoption policy, medical insurance
coverage for gender affirmation and
transition, gender-neutral wash-

WHAT WE Lllflu.»lHG is a peo-

ooms,
and structured interventions to
develop women employees. Addi-
tionally, the company has imple-
s .

at hiring, rets
Al employees, mcludmg diverse
groups. All in all, the company has
apeople-centric culture.

or
connectivity and collaboration also

north star, |nc|
global diversity, om-

well-being to ensure

mitment to lifelong Ic‘\rmng, col-

and engage-
and have implemented

ment,

stem from the Federal Inventory.
b . s i

and feedback
with a high level of

pe
Additionally, Sun Pharma offers in listening to their people and  at the
various for lear 43. S&P GLOBAL gaining a better centre of they do.
and growth to further support e e dorcaentie

in their i 47. BIGBASKET
development. within the This for  (INNOVATIVE RETAIL

WHAT WE LIKE: S&P Global is
a people-first company that has

ces
INDIA HQ: Gurgaon
o

WHAT WE LIKE: PwC could be
the flag bearer in setting the tone

ly
ployee engagement. These

them has been critical in managing
the employee experience.

45. UJJIVAN SMALL
FINANCE BANK LIMITED

INDUSTRY: Finan,
and Insuvan(e

include inspiring people to learn,
il ingin the

‘workpla
chaj

e, guiding people through
ge, and helping them form
i E: of initia-

ty 1nd inclusion (DED). Compre-

to ensure a
experience and foster a sense of
belonging across their diverse and

theinclusion of sign language and
ign l'\ng\mgc u\lorprclur in glob-
town halls, as well as employee
resource groups o facilitate tnciu-
sive communication.

37. CGI INFORMATION
SVSYEMS AND
CONSUL‘IANIS PRIVATE
LIMITED

in their
hotels tirough the THG Gomumit-
ment Audit. This audit serves as
romise to deliver on key aspects of
an engaged workforce. These
aspects are Room to Belong (sup-
porting employees to do their best
work and recognising their efforts
andsuccesses), Room to Grow (pro-
viding opportunities for personal
and professional development),
and koom to Make a Difference

INDUSTR
Technology
INDIA HQ: Bengaluru

inplacetocre-
ate a culture of

tives underlying these focus areas
include a range of learning and

employees from difforent back-
grounds. Inclusive systems, inclu-
sive behaviours, aleader’s commit-
mentand accountability towardsit,
variou to

or-

INDIA HQ:

CONCEPTS PRIVATE
LIMITED)

INDUSTRY: Retail

EMPLOYEE STRENGTH: 17,201

WHAT WE LIKE: Bigbasket

EMPLOYEE STRENGTH: 14,425

'WHAT WE LIKE: Ujjivan believes

he true
drivers of business growth. There-
fore, the company has implemented
initintives to equip thsrm with tha

. tools, and

the and

opp
tunities for establish-
ing a strong communication cul-
ture, ensuring employee well-be-
ing, and frequent connections and

with to

expand puspmms on diversity,
develop an lncluslvc mlndsc and
imbibe inclu a leadership
Sl D&T is beautifally intograted
with most critical people practices
like rewards, employee develop-
ment, and performance manage-
ment. At l’wC, DEI extends to their

name a few. S&P Global also
ognises the importance of defining
the organisation’s true north and

ment are critical for the bank’s
growth and success. To achieve this,
Ujjivan provides multiple training
learning, development oppor-
tunities tailored to the specific
needs and roles of employees at all

and in

the workplace, resulting in a strong

sense of advocacy with the compa

ny. From the induction of new hires

into the company culture to their

ongoing development, providing a
for

warmth and personal touch
These initiatives reflect their

belief in the happiness equation,
which states that *happy employ-
ees = happy customers = happy
investors = happy management’.

R1 RCM GLOBAL

50.R1
PRIVATE LIMITED

space for

INDIA HQ: Gurgaon

¥ bri

believes that staying

aligned with it,
their role and imnzcl on the bigger
picture in a constantly changing
environmentisz |mpor ntasany

per-
Ujjivan plac-
es great importance on avoiding
employee burnout, which they

believe js as critical as achieving

ing their care and well-being, Big-
basket empowers its employee:

evary day. The company places
equal importance on the safety,
v.An:, Jnd well-! bung of both its

EMPLOYEE STRENGTI

17,914

WHAT WE LIKE: CGI's Member

EMPLOYEE STRENGTH: 13,371

'WHAT WE LIKE: The goal of the
R1RCM team is to simplify health-
care. Theyare a group of committed
individuals with diverse back-
grounds, working towards deliver-
ing excellent patient experiences

o3 mswuh p.uuh.xy.

s.ndnrv: n-

to make o= initiatives as well. They part- P That er:
i on cnsunng aninclu- U1| ivan has implemented an impor- Their efforts to maximise and ut
delivers on these aspects through ~ women, LGBTQ, and tant work-li
various i i b ti Having a dedicated adhered to by all functions, along orkplacy
secti . THE BANK with ample well-being initiatives, with rural youth, Bigbasket collab-
people with disa LIMITED to ensure that employees are well
equal

a
hires, fostering connections and
tween

bilities in th
P

the Glob-

| Services

me-
work (MPMF) plays a crucial role

ment progra

nmes, and providing
for

in defining the empl
ence within the organisa
framework, along with its
ated initiatives, ensures lh:\l all
members (as CGI refers to its
employees) are empowered and
treated as full members of the

shnrc their ideas and showe:
their entrepreneurial spirit. The
i divided into two parts—a
wdit that takes place init
Followed by i

lhu scores re

of their

tasly, with progress being tratked

role, tenure, or level. Various initi-
tives, including the i ion of

new hires into the company cul-
ture, recruitment and assignment
processes, growth and develop-
ment opportunities, career plan-

40. SUN PHARMACEUTICAL
INDUSTRIES LIMITED

INDUSTRY: Biotechnology and

al

that half of the population at the
senior level be represented by
women and ‘+' represents local
foe pires other businesses and
their clients towards DEI through
the CEO Action for D&T These are

taken care of in every way. By offe
ing an environment of continuous

using

strong leadership, and a diverse

team. At the centre of the compa-
2 inciples s th

youth from Tural areas (o, asses

R1
nanchor for

erve:

INDIA HQ: Ernakulam
EMPLOYEE STRENGTH: 10,736

way’, which:
all

initiatives spanning other arcas of

'WHAT WE LIKE: Propelled by a
multi-generational, multi-ethnic,

commitment towards D&I.

42. LIFESTYLE
INTERNATIONAL PRIVATE
LIMITED

INDUSTRY: Retai

and multi-ag Fed-
‘eral Bank has practices that focus
on the personal and

tinues to attract and retain talent.
46. BLUE YONDER INDIA
PRIVATE LIMITED

INDUSTRY: Information

roles.

48.TO THE NEW PRIVATE
LIMITED

the
employmant ife Lym the Rl way
guides associates in integrating into
the R1 culture. Thelr culture of

d integ-
nl_y strengthens their relationships
ith

1
EMPLOYEE STRENGTH: 2,154

all
andon foslunng'\cullul e of appre-

WHAT WE LIKE: Of the multiple
T

ciation ang has a
well-established ‘Federal Trust
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with a mission to empower every
person and 0 the
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38. EDELWEISS TOKIO LIFE
INSURANCE COMPANY
LIMITED

INDUSTRY: Finan:
...a Insurance

'WHAT WE LIKE: Sun Pharma is
driven by the purpose of transform-
inghealthcare to provide affordable
solutions for life-threatening
chronic diseases. This purpose
realised through an innovs

mbai
EMPLOVEE STRENGT

WHAT WE LIKE:

capabil-
ity development and growth, and

WHAT WE LIKL' Llf&stylc Inter-
national Pvt. Ltd. provides an
empowering work cultare to its
employees, as reflected in the var-

centred around two-way commu-
nication, ensuring employee
growth and development, and pro-
viding care and well-being to
employess. Initlatives such as

ious training and
career growth avenues that the
company offers at all levels. The
colnp ny encourages and moti-
es innovation through institu-
nalised programmes that have a
systematic process for inviting,

Tokio Life I »

Limited’s (ETLD)
proposition (EVP) ‘Nurturing Tal-
ent, Impacting Lives’ is one of the

ingrained i in the company cunum.
id

e Company i the

value Pls)

for all roles. All meloyccs are
actively involved in this continuous

ture. Others being their purpose,
vision, values, and Edge behav-
iours. Thi was co-created
with employees through one-on-

s and focus group

ions, res
on which the EVP rest:
and i

through dedicated
programmes tailored for shop floor
field workforce, and
. Employees are re:
ed, and even promoted for
their contributions of game-chang-
ingideas. Another key focus area is
the capability development o

s. The compa-

Tl
focus on ensuring learning and
carcer growth through a multitude
of programmes. The Impacting
Lives pillar encompasses the ways
in which emplo
and how they come together to

fference in society. Key

yees are impacted

make a
practices in this area include diver-
sity and inclusion (D&I), recogni-
tion, donations, celebrations,
engagement initiatives, and com-
munications. One notable aspect is
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A and
appreciating ideas. Additionally,

tions, giving them nppouumueuo

T Rl their polunl has
a culture that is deeply
mgnmul in the DNA of every ind.

ENEW,
one that stands out is their commit-
ment to offeringan innovative work
culture, which aligns with their
value of continuous improvement,
which extends beyond le: rnin;, o
improving specific areas
encompacses anything x\nd

ervice providers,
d cach othar. By pro-
m a culture of appreciatio
and trust, the company fost
environment where employees feel
valued and empowered.
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