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ABSTRACT Indian Enterprise stands at a critical juncture where strategic realignment can foster growth,
inclusiveness, and sustainability. By understanding the pulse of the industry, adapting to the decline
in attrition rates, and promoting gender equality, the organization can position itself as a leader in
a changing landscape. It’s an opportune time for action, collaboration, and strategic transformation.
Embracing these changes will not only resonate with current industry trends but also pave the way for
a future that embodies the values of diversity, inclusiveness, efficiency, and growth.

© ARAT 2023. This report has been prepared with a mix of primary and secondary research.

The recent developments in the Indian IT sector present a fascinating picture of a strategic shift in
hiring practices, a decline in attrition rates, and alarming concerns related to gender equality. As Indian
Enterprise positions itself to navigate these trends, a deeper understanding of the landscape is essential.
This report highlights the insights and recommends actionable strategies.

Attrition Rates and Hiring Trends

The term ”attrition rate” refers to the rate at which employees leave a company over a specified period. It
can encompass employees leaving for various reasons, including resignation, retirement, termination, or
other forms of separation from the company. The attrition rate is typically expressed as a percentage of
the total workforce.

The decline in attrition rates in the Indian IT industry during the first quarter of FY24 signifies a broader
trend where fewer employees are leaving their positions across the sector. This decline could be indica-
tive of various underlying factors:

• Improved Employee Satisfaction: A decrease in attrition rates might suggest that employees are more
satisfied with their jobs, work environment, compensation, or company culture. Happier employees
are often less likely to seek opportunities elsewhere.

• Effective Retention Strategies: The company may have implemented effective retention strategies,
such as offering competitive salaries, benefits, or opportunities for growth and development, leading
to a reduction in the number of employees leaving.

• Economic or Market Conditions: Sometimes, a decline in attrition rates can be linked to broader eco-
nomic or market conditions. If the job market is tight or the economy is weak, employees may be less
likely to leave their current positions in search of new opportunities.

• Changes in Company Policies or Practices: Implementations of new policies, such as flexible working
hours, remote work options, or increased focus on employee well-being, might also contribute to a
decline in attrition rates.

• Gender and Diversity Considerations: As seen in the context of the TCS example, understanding the
diverse needs and circumstances of employees, including gender-specific considerations, can also
affect attrition rates.
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In a business context, a decline in attrition rates is often seen as positive, as retaining experienced and
skilled employees can reduce costs associated with recruitment, training, and onboarding, and foster a
more stable and engaged workforce. Here are some insights on Indian IT Leaders:

• Tata Consultancy Services (TCS): TCS’s attrition rate dropped to 17.8% in the April-June quarter, com-
pared to 20.1% in the previous quarter. This shows a focused effort on retaining employees, possibly
through leveraging the capacity built last year.

• Wipro: Wipro’s attrition rate reached an eight-quarter low of 14% between April and June this year.
This indicates a strong trend towards employee retention.

• Infosys: Infosys witnessed a decline in attrition rate to 17.3% from 20.9%. The focus on greater em-
ployee utilization and cost optimization in the upcoming quartersmight have contributed to this trend.

• HCLTech: HCLTech’s attrition rate fell from 19.5% in the last quarter of FY23 to 16.3% in Q1FY24, sig-
nifying efforts to retain staff.

The hiring slowdown in the Indian IT sector during Q1FY24 is also a notable trend that reflects a com-
plex interplay of business strategy, economic considerations, and organizational priorities. It might sig-
nify a more conservative, efficiency-driven approach, focusing on maximizing the existing workforce’s
potential. Here are the possible reasons for it:

• Focus on Utilization: Companies may be focusing on maximizing the productivity and utilization of
their existingworkforce. This is explicitly stated by Infosys, whereCFONilanjan Roymentions focusing
on ”greater employee utilization” for cost optimization.

• Economic Considerations: The hiring slowdown might be aligned with broader economic strategies,
considering the operational efficiency and bottom-line growth. By hiring fewer new employees, com-
panies might be working to reduce overhead costs.

• Strategic Shift: It could be a part of a strategic shift where companies are investing more in upskilling
current employees or leveraging the capacity built in previous years, as mentioned by TCS’s CHRO
Milind Lakkad.

• Impact on Diversity and Inclusion: The hiring slowdown should be examined in conjunction with gen-
der equality and diversity considerations. If not handled thoughtfully, a reduced focus on hiring may
affect efforts to maintain or enhance workplace diversity.

Here are some facts from the data insights and analysis:

• Tata Consultancy Services (TCS): TCS hired only 523 new employees between April and June this year,
compared to 14,136 during the same quarter in the previous year. This significant reduction in new
hires exemplifies the hiring slowdown across the industry.

• Wipro: Wipro’s numbers also reflect this trend, with around 8,000 fewer employees hired in Q1FY24
compared to the same period last year.

• Infosys’s net headcount growth reduced by 7,000 quarter-on-quarter in Q1FY24, signaling a more con-
servative approach to hiring.

• Though the report doesn’t provide exact hiring figures for HCLTech, the total headcount declined
sequentially by 2,506, further contributing to the evidence of a hiring slowdown.

Gender Equality Concerns in Return to Office Policy

As organizationsworldwide grapplewith the transition from remotework to return to the office, an emerg-
ing challenge is coming into focus: the impact of these policies on gender equality. This concern is partic-
ularly evident in the bustling IT industry, where the shift back to the office is revealing some unexpected
consequences.

One major IT firm has openly acknowledged a disconcerting trend in its latest annual report. The
firm’s EVP & CHRO highlighted that the new Return to Office policy has led to higher attrition among
women compared to men. What’s behind this phenomenon?

The answer lies in the way the pandemic has reset domestic arrangements for somewomen, hindering
their ability to return to the workplace even as conditions have improved. This revelation underscores a
significant aspect of gender equality that often goes unnoticed.
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Recent reports have highlighted that the female labor participation rate in one country has shockingly
dropped from 15% to 8.8%. This alarming statistic is a reminder that organizations must critically eval-
uate their policies and support mechanisms. While the decline in female labor participation is complex,
Return to Office policies seem to be playing a role. Such policies might inadvertently disregard the unique
challenges and responsibilities many women face, especially related to caregiving and homemanagement.

An expert in organizational digital transformation points out that equity isn’t synonymous with equal-
ity. It’s about recognizing and addressing the various needs and circumstances of individuals. The same
policy can produce contrasting outcomes for different groups, making it essential to comprehend these
subtleties.

In the context of returning to the office, this insight means recognizing that a universal approach
might disproportionately affect women, leading to unintentional biases that compound existing gender
disparities.

As the world adjusts to post-pandemic realities, there’s a shared responsibility to advocate for equality
and opportunities for all. This includes:

• Flexible Working Arrangements: Embracing hybrid work and flexible options that respect the diverse
needs of the entire workforce.

• Transparent Dialogue: Following the lead of progressive companies in openly discussing the effects of
policies and collaborating on solutions.

• Revising Policies: Ensuring that return-to-office strategies are balanced and equitable, considering
the varying experiences and requirements of all staff members.

The question of gender equality in Return to Office policies is intricate, sensitive, and incredibly rele-
vant in the current work climate. It’s not merely about treating everyone identically; it’s about recognizing
and honoring the differing circumstances that employees may encounter. The IT sector, known for its
innovation and growth, has an opportunity to set a precedent. By fostering open dialogue, supporting
flexibility, and striving for real equity, companies can craft a more inclusive and compassionate work-
place. The lessons gleaned from industry leaders and thoughtful experts can pave the way towards a
future where gender equality is not an ideal but a tangible reality in the professional world. The time for
transformation is here, and the pathway to progress has never been clearer.

ARAT’s Recommendations

1. Flexible Working Arrangements:

• What It Means: This involves offering various working models such as remote work, hybrid schedules,
or flexible hours that cater to the diverse needs of employees.

• Why It’s Important: Since women often bear a disproportionate burden of domestic responsibilities,
flexible working arrangements can help thembalanceworkwith other life commitments. It recognizes
that a rigid 9-to-5 office schedulemay not be suitable for everyone and allows for customization based
on individual needs and circumstances.

• How It Can Be Implemented: Organizations can explore different working models, consult with em-
ployees to understand their preferences, and provide options that align with both business goals and
employee well-being.

2. Transparent Dialogue:

• What It Means: This emphasizes open and honest communication between management and employ-
ees about policies, including how they might affect different demographic groups within the organi-
zation.

• Why It’s Important: Transparency builds trust and understanding. By openly discussing the potential
impacts of a policy, companies can work collaboratively to find solutions that are fair and inclusive.

• How It Can Be Implemented: Regular forums, surveys, or one-on-one discussions can provide plat-
forms for employees to express their concerns and preferences. Leaders must also be willing to listen,
empathize, and act on the feedback received.
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3. Revising Policies:

• What It Means: This recommendation stresses the importance of continually reviewing and adjusting
workplace policies to ensure they are balanced and equitable.

• Why It’s Important: A one-size-fits-all policy may inadvertently disadvantage certain groups, such as
women. Regularly revising these policies ensures that they remain aligned with the evolving needs of
the workforce and the principles of fairness and inclusion.

• How It Can Be Implemented: Organizations can set up regular reviews of policies, involving diverse
perspectives in the evaluation process. By assessing policies through the lenses of different employee
experiences, companies can identify unintended biases or inequalities and make necessary adjust-
ments.

Indian Enterprise stands at a critical juncture where strategic realignment can foster growth, inclu-
siveness, and sustainability. By understanding the pulse of the industry, adapting to the decline in attri-
tion rates, and promoting gender equality, the organization can position itself as a leader in a changing
landscape.

It’s an opportune time for action, collaboration, and strategic transformation. Embracing these changes
will not only resonate with current industry trends but also pave the way for a future that embodies the
values of diversity, inclusiveness, efficiency, and growth.

For more insights and custom report, visit www.arat.co.in
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