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The Human Resource Chdlenge
Hema Ravichandar,
Senior Vice President — Human Resour ce Devel opment

P. R. Gangpathy: To move on, the next important dakeholder we address is the employee
Hema Ravichander, Head of Human Resource Deveopment, will now wak you through
employee chdlenges atracting, retaning, traning, and motivaing the best and brightest tdent
avalable. Hema is a graduate of IIM, Ahmedabad and has been a human resource professond
for 18 yeas Before joining Infosys firgd in 1992, she was with Mico Bosch and she has dso
been a fredance human resource consultant, during which period she consulted with severd
Indan and multinational software corporations.  Hema Ravichander, Senior Vice-Presdent in
charge of Human Resource Development,

Hema Ravichander: A very good day. People and good people are criticd to this industry.
Recognizing this, we in human resources, believe it is our misson to creste a professondly
competent, happy and prosperous, best in class Infoscion.  In fact, this corporate objective of the
company trandformed for us into our misson daement, which is reinforced and implemented
through a series of processes and intervention which were defined under the “Infoscion
Management Process’. A process which addresses different stages of the life cycle of the
Infoscion, from dtraction and recruitment, through engbling, through deployment, development,
assesgment, and findly rewarding and motivating.  All under the overarching umbrdla of
andyzing, leaning, and improving. Based on the basc concept that every successve day one
must do something alittle better than whet was done on the preceding day.

In the specific context of these times, we continued to see the HR chalenges had been the ahility
to recruit, enable, empower, and retain the best and the brightest. Specificaly to:

a. Create readily deployable taent pool;
b. To do competency based role enabling;
c. Tosudan employee motivation; and
d. To address compensation chdlenges.

As we grow and globdize, we dso beieve it is criticd that these HR sarvices get provided
seamlesdy across geographies, across people, across different roles, and therefore sysems in HR
i.e IT in HR, and process improvement dso become criticd.  In the next few minutes, | will
ek to you about the specific chalenges and wha we in Human Resources Development are
doing to address these.

Deployable tdent pool darts with recruitment and recruitment is, as you dl know, is of two
types Laed hiring continues and is focused a specific, very specific as wel as practice
Specific recruitment across our various development centers.  As far as fresher recruitment goes,
what is heartening to note that in the current campus recruitment cyde ll, Infosys continues to
enjoy dayl daus a most leading engineering colleges, redffirming the fath that the young
bachdors pasing out have in the bet employers satus of this company. Also, this is a
regffirmation of super senior feedback that these placement officers get from Infoscions who
have dready joined them. And findly for batches, which are joining in, (blackout) deployment
of these batches based on our busness requirement as wel as traning infrastructures in the
various development centersis ongoing.
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If you ask software professonds world wide, wha is the one of the biggest factors which
actudly ensures tdent engagement, not redly tdent retention but tadent engagement, they will
come back to you and say that we would like to see a career plan, a career path — “how do we
progress in this company?’ Infoscions are no different, and in employee stifaction surveys, we
have dso got the same feedback that employees wanted to see clearly articulated career paths.
Kesping this agpirdion in mind and to maich the gptitude of Infoscions as dso the busness
requirement, the company has dealy identified sreams and rolls as wdl as competencies is
required in each of them.

Spoecificdly, five key dreams, Project Management, Customer Interface, the Technicd Stream,
the Progran Management Stream and the Domain Consulting Stream.  Going a dep further, in
esch of these, the career ladder of how each of these employees will progress across the stream.
It is dso important to tell the individua what he or she neads to have to peform this particular
role well and to move to the next successve role. The greatest motivetor is when people have
caity in wha is required of ther role Keegping this in mind, both behaviord competencies as
well as technica competencies required of different roles have been outlined. | have placed
before you here the project management dream. Defining dreams, defining roles, and defining
competencies, is only one pat of the dory. The next pat is how do you actudly ensure that
these Infoscions have those competencies that are required to perform these roles, and here
training comesinto play.

There are two streams tha you can redly look a, the normd Infoscions and those who we want
to quickly endble into higher peformance. So, high potentid or potentid agpprasds come into
play, and therefore after that, interventions like training programmes, mentoring, and goprasd
mechaniams to handle, of course, the high potentid employess. Traning in Infosys is on an
integrated continuous bass, and | would like to spend a few minutes to tak to you about the four
types of traning tha we do: Technicad Traning, Qudity Process Traning, Persond
Effectiveness and Management Deveopment Program, and findly like a great management
exponent once sad, “Inventory can be managed but people have to be led,” 0, the Infosys
Leadership System, and how to enable leadership Kills.

The technicad training dats with the fresher training, which is over 14% weeks of integrated
traning, which covers both the technicd, as wdl as the behaviord aspects This is followed
through with middle levd programmes which could be ather planned or on request courses
delivered ether through the cdassoom or an elearning module Over 160 such programmes
exig endbling Infoscion to get on an average eght days of technicd traning per annum per
person, close to 270,000 person days of traning were ddivered last year. The second is the
quaity process traning, which cdosdy mirrors the technicd training and actudly follows the
kind of path of the ladder tha the professonds take through the career — programmes for the
entry leve, software engineer, program andydss, and the program manager. The next is the soft
ills training, which | believe is redly the hardest of dl. These comprise various aspects  The
persond effectiveness is best typified by the Infosys Finishing School, which is an 8 days of
integrated traning which every fresh entrant goes through, to essentidly hdp him trangtion
better into corporate life, comprisng busness etiquettes, busness communication, assartiveness
sills, cusomer <ills ec.  This is continued through with the milestone programme, which
redly addresses milestones in an employees career.  For example, what is it that he or she
requires when he becomes a firg time manager? This is captured in our milestone programme —
“Pravesh’.
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There are progranmes, which essentidly endble the person to pick up his or her devdopment
need, which emerge out of the goprasad process and then track them through to closure and
improve his or her paformance. And findly, we in Infosys bdieve that everybody is here to
ultimatey serve the customer, ether internd or externd, and if that is a given, then there have to
be programmes that enadble the individuas to be C-endbled or customer enabled. And this is the
module of programmes to address this specific need.

Fndly, of course, the Infosys Leadership System, which is an overaching set of intervention
based on leadership competencies which have been identified a this point of time for 150
potentia leaders and will under the auspices of the Infosys Leadership Inditute, which is headed
by Dr. GK. Jayaram, he is here with us today, will be anchoring these programmes across the
150 and later to alarger poal.

Once you have got the people in and enabled them, especidly in these chaotic times it is criticd
tha we sugan employee motivation; and we beieve we cannot do enough of communication.
Communicate, communicate, communicate, is the logo that sometimes we bdieve we follow.
Congant communicaion hgppens to individuds on two dimensons  On the fird dimenson, if it
iS a one-onrone communication, which is essentidly typified by the Managing Director's e-mal,
which goes to every employegs inbox every month on happenings in the company in the
previous month. On a two-way bass they will actudly ligen to employess and then respond to
their concerns, however amdl, however mgor. Ther daification, thar queries we have live
chats, wheress the Managing Director as well as the senior management address employee
gueries every quater for an hour. Town hdls and open houses informad smdl group meetings,
which we cdl the Brown Bag Lunches which are typicdly smdl informd lunch medtings, and of
course practice head and PL mests.

The other essentid point to ensure employee mativation is to enable HR cgpdhilities in line. The
bes HR Manager is the firg line manager. The HRD depatment can a best be a facilitator.
Kegping this premise in mind, enabling fird line managers to address human resources concerns
and issues, and fadlitating them with knowledge as wel as resources to do this is one of the
other activities we have undertaken successfully to sustain employee mativation. In fact, every
practice hes dedicated recruitment dients, dedicated learning and devdopment dients who
worked with the practice heads to ensure that the employees are upto speed.

We bdieve we have a veay proud and vibrant Infosys culture. We will continue to mantain this
This can be maintained a three digtinct levels At the physcd leve, the cafeterias, the gym, the
campus, dl of these are open methods of doing this At the second levd is the culturd dos the
fun dements, the inter-development center meet — Samavesh, that we have dl of these, which
bring in, and even programmes like the Pt Infoscion, which address the children of Infosys
employees. At the find leved is reinforcing the culture of excdlence through our awards of
excdlence, the charman’'s lig for employee dock options, etc., and of course inditutiondizing
innovation and credivity. Findly, we ds0 bdieve tha the need to ligen to the employees and it
is only when we ligen to employees and actudly hep an action item which emerge from these
ligening that we will ga employee commitment and paticipation. For this we have the
employee satidaction and paticipation trend surveys, which we do annudly to cdlect detals
from employees on what they see is critical and then action them. In fact surveys worldwide hed
indicated that people best participate in E-SAT when they redize that the data thet is picked up
from E-SAT is shared with them and then actioned on; and as a demondration of our peoples
credibility in our E-SAT sysem, the participation levels increesed from dose to 28% in 1998 to
71% in 2000.
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Fndly to address the compensation chdlenges The Infosys vdue propostion, finencd vdue
propostion, has dways been three pronged. We have bdieved in competitive compensation, we
have bdieved in asset credtion opportunities and we have bdieved in wedth cregtion
opportunities.  This financid vadue add propostion continues  Sdaies have been aggressvely
linked to peaformance a dl levds incduding the company peaformance incentive, which we
introduced recently in April. At middle and senior management levels there are individud
performance incentive scheme, which kick in over and above the company peformance
incentive. Asset credtion opportunities are essentidly to address the lifestyle of the employee
and they therefore flow through the lifestyle of the employee in terms of darting off the company
housng deposts, two wheder loans four wheder loans, and findly housng loans. And wedth
cregtion opportunity, this of course, through the employee stock option scheme.  While some of
the options may be under water, they continue to be atractive, because essentidly, ESOP has
aways been pogtioned intendly a Infosys and the buy-in has been that this is a long-term
reward propodtion. Also, the vestment patterns are such tha the vesment is back loaded and
this reempheszes the long-term nature of this benefit. And findly of course this is pat of the
whole.

As we grow and as we globdize, it is important that these sarvices are given seamlesdy to
Infoscions in a wide variety of roles and aress, and therefore, it is criticd that we sysematize
these interventions.  Whether it is in recruitment, performance, training, development, oversees
travel, or in the employee data sheet to update the database, sysems have formed a criticd part
of the productivity improvement within HR.

Fndly process orientation, because we need to continuoudy improve, and here, based on the
philosophy of Einden, that if we involve only those people who crested the problem actudly in
the firgd place to solve it, you are not going to make much progress, we have worked with cross-
functiond team, which come together, underd¢and a problem, and then cary it through. In the
annud report, the VisaSxers initigive has been highlighted. This is one successful CFPM
initiative from a couple of more, which HR has underteken. We have some externd accolades to
reinforce the work that we have done. We were declared No. 1 in the Bet Employer Survey of
Busness Today in asocdion with Hewitt Associates in January this year.  As for
reinforcement, we dso got the Bes Employer in the Indian Software Industry Award amongst
the Data Quest and NFO-MBL Research. In July of last year, we were awarded the Best
Organization by HRD Network. We bdieve dl of this renforces the three key vadue adds that
we would like to give to Infoscion, the learning value add, the emotiond vaue add, and the
financid vaue add.

| thank you for your time.

P. R. Gangpathy: Ladies and Gentlemen we have aout 10 minutes for questions. We have Mr.
K. Dinesh who is a Co-Founder and Member of Board, in charge of Qudity, Productivity and
Human Resources to answer your questions over the next 10 minutes.

Paticipant:. Would you throw some color on whether there is a change in the mix of the new
additions that you ae looking a over the next three-quarters because Q1, you added more
number of, in terms of percentage, more number of people coming in & the laed levd, while
we were getting this impresson that there will be more in terms of technicd levd would be
coming in, S0 tha percentage is tha changing right now and any specific areas where you are
recruiting more & the laterd leve, if you could throw some color on that?
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Hema | will teke that quedtion; by technicd | assume you mean fresher. As | have mentioned,
we have phased absorption of freshers depending on our busness requirement and training
infragructure in the various development centers, so this is going on in a phased manner, and we
hold to our commitment of 1500 to 2000 joins during a year. We ae of course, focusng on
latera hiring because thet is very citicd and here we are redly looking a roles, which would be
in the managerid dream for project management, those five dreams, which | mentioned to you —
the project management dream, sdectively in progran management technology dream, doman
conaulting, and cusomer inteface. It could be here, it could be in any of our deveopment
centers.

Paticipant: Let me just ask another one on that. There seems to be a dight change in the
drategy because earlier we have been hearing that the culturd mix and the cultura aspects have
aways been crucid in getting people on board a Infosys. Do you beieve there would be any
further set of chdlenges in getting people a the project management leves which | beieve
would be more a the middle and senior management levd. What kind of chdlenges are you
looking at over there? If thereisachange, if you could specify that from the earlier Srategy?

Hema | did not undergand your take on the culturd aspect, but let me darify, laterd hiring is
adways chdlenging because we recruit the bet and the brighter, and it is a tough compstitive
market. Of course, the fact that Infosys has dability, has dternate career path, has dways
empowered people fad, and moved them into higher roles and our three-pronged attack of
financid vadue has been successful, but the converdon ratios continued to be aggressive, o it
will be achdlenge.

K Dinesh:  But in teems of bringing uniformity in the culture particularly the laterdls, we have
good induction programmes in terms of vidon and vdues. Everyone goes through a good
induction program to know the vison and vaues of this company, culture of this company, and
they are dl adapting to those things. So, | do not see that as a... and recruitment criteria firgt of
al looks a vaue maich a senior levels and at dl levds  So that is how we make sure that the
culture of the company is maintained, but a the same time we are open to new things that come
from outsde a0, SO We need to change them.

(Audio blackout)
Hema Anybody with industry experience could comein and speek.

Paticipant: Could you discuss how the bench is being managed, people on bench, what are they
occupied with currently? Arethere internd projects? Or what exactly is hgppening?

K Dinesh: | would request Mr. Shibuld who manages this to answer that please.

Shibuld:  We have taken up multiple ways of doing this Frd one is tha we ae re-skilling our
people in various technologies There is definitdly a caiching up phase in fact, because the last
few years have been quite tight when it comes to letting people go for traning. So, this is an
opportunity for us to cach up on some of the training lag, which is there. In fact, as pat of the
role based designaion, which Hema just tadked about, we are looking a training compliance as
pat of the growth plan. So it is very important that people go through training. Second is that
we are an organization which believes that processes without sysems are not scdable. We have
approximately 10,000 people today, so we need to implement alot of sysems within Infosys.
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We have done that over the last few years but this is another opportunity for us to catch up on
tha. There ae numbers of sysems beng developed which will dlow us to scde up ad
continue our growth. Third is that we are puting some of these people as pat of exiding
projects to make sure that they get hands-on experience with the cusomer and undergand the
customer’s business o that they can be used as the time changes and the scde-up hgppens. We
are ds0 usng them for other activities like knowledge management and various other things.

Hema Infact dl the sysemsthat | taked about were developed in-house.

Paticipant: So are we going to see that eight days per annum kind of a traning period, are we
going to see that changing subgstantidly because though you discuss the training, if we back-
cdculate from utilization, there would gill be quite some time if you condder that eight days per
annum isthetraining that you need.

Shibuld:  Our current god for utilization is upper 70s and low 80s and the remaning pat does
include various things. It indudes leave, it indudes training, and it includes the bench time So
in that sense, things are not going to change much. We are 4ill aming for upper 70s low 80s as
utilization.

Paticipant: One lagt thing, you sad that some of these people are put on projects  So bascdly
these are unhilled resources on the projects.

Shibuld:  Yes they are not put on projects they are paticipaing in the activities of the project
0 that they underdand the customer and the technology, which we can leverage when the
opportunity comes.

Paticipant: How do you come to tems with the present system of having to recruit from
canpuses one year in advance, now that the environment is not paticulaly conducive to
manpower planning one year in advance, and a related question is that we have heard a lot about
just-irnttime recruitment from the industry, so would like to know your views about that whether
it ispossble, desirable, etc.

Hema Fresher recruitment is dways two-fold; it is jugt in time as wdl as in campus.  In campus
you know how the sysem works. The company that gets there the earlier gets the better pick,
because they have the option of only picking up one job per sudent. So you have to factor both
of these and bdance it within your requirements. There may be some campuses which are
actudly looking a deferring ther placement program, but if you look a dl the leading
technology inditutes, they are continuing holding their dates of July, August and September, but
even if you look a our fresher recruitment last year, it has dways been a baance between
campus aswdl asjug intime. So, what we are doing now is redlly the campus recruitment.

P. R. Gangpathy: Let me add, there are two types of recruitment a the fresher leve, the fird is
of course the long cycle and then there is a short cycle.  The advantage of our deep relationship
modd is that there is a second leved of automatic predictability that is built into your (audio
blackout). So, the long cyde redly is planned on that basis, and the short cyde begins to kick in
once the former plan is in and a more short-term view begins to emerge.  So combination of
those two as well as the rationship model means that it does not present as much of a chalenge
as you might think.
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Paticipant: Wha is the effect of the drop in equity prices on the employer compensgtion in your
ESOPs, | mean, | see a lot of senior people who are in very senior postions in other companies
they are drawing, they have been recruited into Infosys and have drawing lower amounts in
Infosys because this remuneration information is avalable in a lot of companies, so do you think
that the ESOP reduction in vaues is going to have a effect on your ESOP and your entire pay
structure.

K Dinesh: No, | think as Hema presented dready ESOP, we see it as a long term benefit, and
even the way it is back loaded, firs year they get 10% of wha is available, 20%, 30%, 40% is
what they can hop a the end of each year. S0, if your redly look a it the way it is podtioned is,
it is redly a long term benefit. We dill believe it is an atractive propostion and it is seen as an
overdl package that we give.

Paticipant: Just on your, you know, you have used two levers to adjust yoursdf for the dow
down, one is tha you defered campus joining, second thing you have done is performance
rdated sday link, sday hike, tha's | mean, if we go forwad and see tha in another Sx
months of you know tougher market, because as we have discussed in the morning there is very
little to suggest that things are going to pick up; and when they will we have absolutdy no ideg,
s0 what are future levers that your can use beyond these,

K Dinesh:  No, | think as we go dong, we will definitdy learn more from what needs to happen
from the market, but as you can see the performance-based linkage that we have today it Sates,
the increase that we gave last year, 70% of it was reserved towards the performance-based
linkege. So we need look a varying those percentages as we go adong as one of the option and
there are other options we need to definitely learn and implement, but | beieve a this dage we
have enough leverage to continue to maintain even in this difficult market, how to manage our
compensation structures.

P. R. Gangpathy: So, | think we will have to move on. Perhgos you can ask your questionsin
the Q& A that will follow at the end of the day. Thank you Hema and Dinesh.

Hema Thank you.

Dinesh: Thank you.




