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EMPLOYEES
EMPLOYEES
EMPLOYEES
A talented, diverse and empowered workforce is at the core of our success. Our Group’s
concerted training and development efforts, coupled with active employee engagement,
augments employee well-being and productivity.

OUR GROWING WORKFORCE 28
Our Group has seen a healthy influx of new
talent in the first-year post-COVID-19. It was
business as usual for the talent acquisition
team with 56,000+ new employees joining
during the reporting period. The total
workforce inclusive of temporary employees
for our Group stands at 1,21,483 (includes
part-time employees hired as insurance
agents), of which 66,424 employees work
at the Indian offices of the Bank (there are
49 employees based out of international
locations). The details of the reporting
boundary of our employee data can be found
in the ESG overview section. Nearly 940 of
our Bank employees changed their roles
through our internal hiring programme, Kotak
FastTrack (out of which 355 were contractual
employees earlier). Our women-focused
recruitment drives also showed success
with the representation of women in our

workforce increasing to 27% at the Bank level
and 28% at the Group level. Further details on
new joinees and workforce breakdown can
be found on page 369 of the ESG data tables
section of this Report.

Our growing workforce in India**
43,965

25,122

55,059

29,429

EMPLOYEE DEVELOPMENT 29
Our Group adopts a holistic approach to
talent management that caters to the overall
development needs of our employees.
We embed fair, inclusive and transparent
practices across the employee management
lifecycle from hiring to retirement. Datadriven people analytics-based tools
are employed for identifying of skilling
requirements, hiring, employee engagement,
employee performance management and
strategic workforce planning. 100% of our
eligible employees underwent performance
reviews during the year, out of which 14%
were elevated to higher positions.30

41,933

49,981

51,689

FY 19

FY 20

FY 21

Bank

66,424

FY 22

Select subsidiaries*

* as described in the reporting boundary
**includes both full-time and part-time employees

Flagship Initiatives for employee development
Digital Readiness Enabler
and Awareness Measure

»

1,20,000+*

Total employees at our Group

66,000+

Full-time employees of
the Bank

28%*

27%

~20.5 lakh
person-hours

~31

Women employees
at our Group

Training on skill upgradation
at the Bank

Women employees
at the Bank

Average training hours
at the Bank

Material topic(s) covered

Promoting employee
health, safety, and
well-being
Promoting diversity, equity,
and inclusion amongst
employees
Enabling learning,
development, and an open
work culture for employees
Capital Linkage

Human
Capital

»

Programme to upgrade
Senior Management’s
technology-focused
skills
Personalised digital
content, tailored to
the unique needs of
employees

Recognition and Career
Enhancement (RACE Reloaded)

»

»

Time bound, transparent
and structured
programme to fast track
career growth of retail
sales force
Incentive opportunities
to boost employee
morale

Kotak Young Leader
Council (KYLC)

»

»

Internal Growth through
Kotak Fast Track

Unique platform for
young employees to
get an opportunity
to become change
makers and thinkers cocreating innovation and
differential thinking

This internal job posting
initiative helps fast track
careers of employees by
leveraging opportunities
within Kotak Mahindra
Group

Chosen few interact
with Kotak Leadership
Team (KLT) and work
as a shadow board to
the Group Management
Council (GMC)
comprising the Top
Management team

Impact on SDGs

*includes 90,000+ full-time employees and 30,000+ part-time employees
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We offer a variety of learning and development
opportunities to our employees encompassing
technical and behavioural training to enhance
competencies. During the pandemic,
training was primarily conducted virtually
and gradually, we aim to transition to hybrid
formats.

and role-ready. We also extend support
for degree programs and certifications
based on the employee aspiration and role
requirements. We have a dedicated external
learning policy that elucidates the process
of employee self-nomination for external
training programmes.

We identify and address four types of training
needs, namely, need of the role, need of
the individual, need of the organisation and
need of the hour. Employees’ eligibility for
participating in these activities depends on
their job role, managerial level and business
needs. These programmes are organised to
enhance and enrich our employee’s career
progression. Customised training courses are
facilitated to ensure employees are upskilled

We have adopted a pull-based learning
approach to empower learners to choose
their learning priorities and participate
in voluntary learning interventions. In
FY 2021‑22, we transitioned our flagship
programme named ‘Learning Affair’ to
a first-of-its-kind virtual reality-based
experience.

HEALTH AND WELL-BEING

Each employee of the
Bank underwent an
average of ~31 personhours of training during
FY 2021-22

We believe that a healthy and engaged
workforce is a key enabler of business
success. Health and well-being initiatives are
vital to retain good talent, maintain employee
satisfaction and address turnover and
absenteeism. We adopted an Occupational,
Health and Safety Management System
(OHSMS) and a Manual in compliance with
ISO 45001:201831, certified by a third-party.
This system has been implemented across six
of our corporate offices. We plan to increase
our scope over the years to include all our
workplaces.
We have instituted OHSMS manuals that set
out a structured framework and action plan

encompassing the scope and responsibilities
with respect to internal audits, reporting
frequency and overall management of
employee well-being32. The OHS management
representative maintains a monitoring plan
that identifies what will be measured, where
and when it should be measured, and what
methods should be used for the same. The
senior management is responsible for the
overall evaluation of our OHS performance
and determining the effectiveness of the
OHSMS during the review.
Systems are in place to ensure consultation
and participation of our employees in the
OHSMS where they contribute towards the
development, planning, implementation,
performance evaluation and actions for

Figure 4: List of flagship training programmes
Orientation and Functional
Knowledge Programmes

Skill Development
Programmes

Managerial Training
Programmes

Transition and
Succession Programmes

»

»
»
»

»
»
»

»
»
»
»

»
»

Company Orientation:
Kotak Orientation for
New Employees (K-One)
Business and Role
Induction-License to
Operate
Cultural OrientationKotak DNA and Code of
Conduct

»

Personal Effectiveness
Personal Productivity
Planning and
Prioritisation
Communication and
Presentation

»

New-Age Managers
First Time Managers
Kotak Young Leader
Council
Digi Q

Quantum Leadership
Managing for Excellence
K-League
Charismatic Leadership

STANDING BY OUR EMPLOYEES
DURING THE SECOND COVID-19
WAVE
We rolled out a series of measures to
enable our employees’ health, well-being
and comfort during the devastating second
wave. Some key initiatives include:

»
»
»

More on our flagship learning initiatives

»
»

»

Quantum Leadership – It is a learning journey to share global
best practices about innovation, linearity to leapfrog, customer
centricity, and transformational leadership.
Digi Q – This is a customised intervention for senior leaders,
which supports them to lead in the banking sector through a
rapid transformation and focused disruption, pivoting on digital
initiatives.
K-League – A light-touch, high-impact learning series
introduced for senior leaders, that offers perspectives on
strategic agility, digital adoption and innovation.

»

»

»
»

KLI conducts leadership development programmes for its middle and senior management. This plan institutes the 3E approach i.e.
Experience, Exposure and Education, wherein activities like workshops and assessments are organised.
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•

Instituted dedicated COVID-19
helpline support via WhatsApp, SMS,
24X7 voice helpline and e-mail

Transfer of employee systems to
internet-first and mobile-first platforms,
ensuring seamless access from home

•

Tied up with 1mg, an online
pharmacy company to provide free
doctor consultation sponsored by us
for any employee who tested positive.
Further, telemedicine services from
Star Health were introduced for
COVID-19 care support

Establishing standard operating
procedures for safety protocols

Launch of Kotak VaxShield portal
to ensure a seamless process for
registration along with tracking the
status of the vaccination
Special leave for COVID-19 positive
employees and reimbursement of
medical cost
Launch of a war room with employee
volunteers to put in place a series of

During FY 2021-22, we instituted several
policies and initiatives to promote the wellbeing of our employees. Remote working,
part-time working and other such policies
are aiding our employees to slowly transition
back to office. We provide term life insurance,
health insurance and group personal accident
insurance to all our employees.

emergency measures including tieups for medical emergency response
services, provision of oxygen cylinders,
isolation facilities, doctor consultation
and telemedicine services and financial
assistance for medical expenses. Some
initiatives undertaken by the war room
were:

Introduction of remote working
allowance to cover work-related
expenses

Vaccination drives free of cost for
our employees and their families and
reimbursement for those who paid for
their vaccinations

improvement33. We encourage all our
employees to report on hazardous situations,
enabling us to take corrective and preventive
action. Periodic fire evacuation drills
and trainings are also conducted for our
employees led by appointed fire wardens
across our large and small offices34. Further,
pre-emptive medical check-ups, in-house
doctor consultations and ambulance facilities
are provided at a few of our large office
locations35.

•

•

Collaborated with hospitals and set
up isolation facilities in select cities
for our employees as well as their
immediate dependents to quarantine
and avail COVID-19 care support
Introduced 24X7 Medical emergency
response services such as
ambulance arrangement, Doctors or
Paramedics on call, COVID-19 bed
or isolation facility identification,
blood or plasma donor identification,

31GRI

diagnostic services, medicine and
equipment delivery arrangements
from StanPlus, India’s largest private
ambulance service provider
•

»

»

»

Facilitated an emotional assistance
program where employees could
reach out to professional counsellors
24X7

Provided need-based special financial
assistance of up to `5 lakh per employee
to COVID-19 infected employees and
their immediate relatives
Fitness allowance through the ‘Health
to the Power Infinity’ programme
(#HumFitKotakHit)

Introduction of the Pandemic
Benevolent Policy for the entire group
which enabled the families of deceased
employees to receive fixed CTC for two
years. Further, our Group’s mediclaim
insurance continued to cover the
enrolled spouse and minor children of
the deceased employees for FY 2021-22.

403-1, GRI 403-7, GRI 403-8 | 32GRI 403-2 | 33GRI 403-4 | 34GRI 403-3 | 35GRI 403-6
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Figure 5: Gender Diversity Initiatives

DIVERSITY AND INCLUSION 36

Launched an internal job posting portal for KWW that is
accessible to all Kotak Mahindra Group companies

Diversity in the workplace is critical to
fuel innovation and enable better decision
making. Our Group recognises the value of a
diverse workforce and is committed to take
initiatives to advance diversity, inclusion and
equity across the organisation.
In FY 2020-21, we constituted a Diversity
and Inclusion Council with leaders from
each of the business segments. This Council
is led by Ms. Shanti Ekambaram, who is a
member of Kotak’s apex executive leadership
body termed as the GMC. The Diversity and
Inclusion Council aims to drive change in
culture, policies, processes and systems to
build an inclusive work environment. The
Council has been instrumental in promoting
diversity by instituting the Diversity, Inclusion
and Equity (DIE) Statement.
A senior member of the HR function has
been appointed as the Diversity Champion
to oversee implementation of the DIE
Statement. Our Human Resources (HR) team
has been entrusted with the responsibility
for the on-ground compliance of this
statement which also involves conducting
annual trainings and generating stakeholder
awareness on diversity issues. In line with

Participated in job fairs that promoted Diversity, Equity and
Inclusion like the India Diversity Forums and WiT Ignite –
Job Fair for Women in the IT Industry

Dedicated recruitment drive for women candidates
Established a leadership pipeline for women talent from
non-banking background
Launched the Kotak Wonder Women (KWW) Returns that reached
out to ex-employees for opportunities

the strengthened commitment to diversity,
we aspire to have women represent at least a
third of our workforce.
Further, we have an Equal Employment
Opportunity Policy which is aligned to the
Rights of Persons with Disabilities Act,
2016. We at the Bank have 14 persons with
disabilities employed in our workforce.
Three of our Group’s largest offices which
have a combined capacity to house more

DIE Statement
We recognise the value of a diverse workforce and aim
to create an inclusive workplace where all employees,
are treated with respect and dignity. To this end, we
are committed to providing equal opportunities to all in
employment, without any discrimination on the grounds of
age, disability, gender, marriage, civil partnership, maternity,
race, ethnicity, social and indigenous origin, nationality,
colour, religion or belief, sexual orientation, socio-economic
status of an individual or other basis prohibited by law. We
are committed to providing a safe, healthy and conducive
work environment for our employees.

36GRI

103-2, GRI 103-3
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than 8,000 employees are equipped with
differently-abled friendly infrastructure. This
helps facilitate access to differently-abled
employees, workers and visitors.

Our Group has continued to strengthen its gender
diversity programmes over the past few years
and there has been a steady improvement in our
diversity.
Percentage of women employees
at the Group (%)*
28
27

In addition, we undertake several initiatives
to promote diversity and inclusion in the
workforce. Certain flagship initiatives have
been listed here.
24

24

FY 19

FY 20

FY 21

FY 22

*includes both full-time and part-time employees

Launched the KWW Wonderful Welcome that greets the women
employees in the organisation, sensitising the workforce
Launched a Special Career Programme for KWW that forecasts a
clear roadmap of career opportunities available in-house
Instituted a New Mother Benefit Policy that supports new
mothers with a fixed allowance to address their child caring
needs for a full year
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Beyond promoting gender diversity, our
Group also believes that age diversity among
employees adds diverse perspectives, and
experiences to the workforce. Moreover,
young employees infuse higher motivation
levels into the work environment. We conduct
dedicated campus recruitment drives to hire
young talent from premier institutes across
the country. Over the past two years, we have
recruited around 400 such students and aim
to groom and nurture future leaders through
our flagship programmes such as Kotak

Young Leaders, Kotak Young Managers and
Kotak Young Bankers.

EMPLOYEE BENEFITS

Figure 5: List of Benefits

We provide various benefits to our full-time
employees, some of which are customised
to select employees based on their grade
and role. The benefits provided to the
employees include accident insurance,
health insurance, parental benefits, provident
fund and gratuity. Details of these benefits
are available in employee specific policies.

Diversity in educational backgrounds of
incoming employees strengthens our inhouse expertise, and we conduct specialised
campus hiring for STEM (Science,
Technology, Engineering, and Mathematics)
talent through our Kotak Young Tech Leader,
Kotak Young Tech Managers and Kotak
Young Tech Bankers programmes. We also
participated in technology-focused events

like the Techfest by IIT-Bombay (Asia’s
Largest Science and Technology Festival) to
attract diverse talent base.
We are committed to further improve gender
diversity through our women-focused talent
management initiatives. To further our
goal of establishing an inclusive workforce,
we intend to encourage recruitment
of differently-abled employees across
businesses.

Remote working allowance and health
and well-being programmes
Internal job opportunities

Part-time working opportunities

Personal emergency loan

Emotional assistance programme

EMPLOYEE ENGAGEMENT

HR practices. Over the last two years, we
partnered with an external global research
and consulting firm, Great Place to Work®
Institute (GPTW) to carry out the annual
employee engagement survey. Since this
partnership, the overall trust impact score
has increased from 69% to 74%. We have
established a standardised process for
implementing an action plan recommended
by the GPTW as shown in figure 3 below.
Through this process, we aim to enhance our
employees’ satisfaction.

Our Group promotes a collaborative and
inclusive work environment. Through our
annual ‘My Kotak My Say’ engagement
survey, we collect feedback from our
employees on our HR practices.

The results of the survey are presented to the
leadership team for strategic integration in
the human resource management strategy.
This process enables quantification and
measurement of employee satisfaction being
translated into continuous improvement in

Great Place to Work®
Institute certified Kotak
Mahindra Bank as 'One
of India's Best Employers
Among Nation-Builders'
in 2021

KLI conducts an Employee Experience
Survey called ‘Umatter’. This process fosters
a healthy work environment and promotes
employee engagement. Some initiatives
taken are employee and alumni referral
programme and ‘DuskaDum’, which is a
connect series with top 10 employees.

Kotak worklife app

Figure 3: Process for implementing action plan recommended by Great Place to Work® Institute (GPTW)
Pandemic benevolent policy

Kotak’s Worklife app: We transitioned
from the employee intranet portal to
launch the Kotak Worklife Mobile app. This
platform provides functionalities, such as
attendance and leave management, team
communication, helpline via chatbot, among
others. Additionally, it provides access
to HRMS, payroll portal, travel bookings,
mediclaim, internal job postings, office seat
bookings, vaccination slot bookings, IT
helpdesk, etc.

Each of our employees is eligible for
availing parental leaves. We introduced a
‘New Mother Benefit Policy’ in FY 202122 to financially support new mothers.
Amongst other benefits, new mothers
can avail flexible working hours and
part-time work facility.

The Bank’s congenial parental
care policies have ensured that the
return-to-work rate is 99% for
our permanent employees

Integrated Annual Report 2021-22

We introduced a ‘New Mother Benefit
Policy’, one-of-its-kind initiative that
provides financial benefit to all KWW
mothers returning to work. New Mother
benefit policy allows new mothers a
fixed amount of `7,500 every month,
payable for a period of 12 months. This
creates a reliable support system for
mothers.

The results and action plan
are presented to our GMC

Manager Scorecards are
shared, and a training session
is conducted along with their
respective HR relationship
managers to help them
interpret data

On acceptance of the plan by
the GMC, the results are then
cascaded to the leaders in
each business segment

Detailed results are conveyed
to the leaders along with their
respective business HR-Heads
through a meeting

Actions are categorised business
segment-wise and made available
on the Trust Impact Portal wherein
more granular details and results are
available

Employee Volunteering at Kotak was
formally launched on our Foundation Day
under the brand name ‘Caring Kotakite’. The
Employee Volunteering Policy allows leave
for up to three days a year for physical or

virtual volunteering. A fully digital platform
allows our employees to enroll for curated
volunteering activities and also post about
their volunteering activities through photos
and videos.
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HUMAN RIGHTS 37
Our Group respects human rights of all our
stakeholders and ensures adherence with
laws safeguarding these universal rights.
We have formulated a Human Rights and
Anti-Discrimination policy that outlines
our commitment to the United Nations’
Universal Declaration of Human Rights, the
International Labor Organisations’ (ILO) core
labour standards and national laws. Our HR
function also oversees the implementation

of this policy. We have zero tolerance for
forced and child labour and support freedom
of association, right to collective bargaining
and equal remuneration. Nearly 3.4% of
our permanent employees (i.e. 1,694) are
members of Employees’ Associations (Indian
Banking Association)40.

committed to undertaking periodic human
rights assessment to identify, assess and
mitigate potential human rights risks. We
cover human rights as part of our Code of
Conduct training and are in the process of
developing a dedicated module on human
rights for our employees.

In FY 2021-22, no human rights grievances
were raised but seven complaints on
workplace discrimination were received,
which have been addressed. We are

PREVENTION OF SEXUAL
HARASSMENT (PoSH)
Our Group has a zero-tolerance policy on sexual
harassment, and we have established systems,
processes and policies to safeguard our women
employees. The policy on Sexual Harassment of
Women at Workplace aims to prevent, prohibit
and redress any misconduct. Further, our Code
of Conduct enables disciplinary action for
sexual harassment irrespective of gender.

AWARDS AND RECOGNITION
We believe in encouraging and appreciating
our exemplary employees through formal
recognition programmes. This motivates
us to stay ahead of the curve and nurture a
driven workforce. Some of our recognition
platforms have been detailed below:

»

K Applaud: This is an online appreciation
platform that encourages our employees
to express gratitude to other employees
and celebrate their achievements. 'Cheers
for Peers' is one of the seven programs
hosted on the platform, where employees
appreciate their peers by sending badges.
Over 1,250 employees received badges in
FY 2021-22

»

»

»

Kudos to Kotakites: This programme
identifies and appreciates employees,
who go above and beyond to deliver
excellent customer-centric performance
in line with our values
Infinity Award: This is an annual
excellence award that celebrates
outstanding performers

Long Service Awards: Acknowledging
loyalty and dedication of our employees;
this appreciates employees, who have
been growing with us for more than five
years

Our Group entities have their individual
recognition programmes. For example, KLI
presents the Managing Director Excellence
Awards annually for its outstanding
employees.

Kotak considers its
people to be the most
valued assets and is
committed to providing
the best opportunities
to them.

In accordance with the requirement of the
Sexual Harassment of Women at Workplace Act,
2013, our Group has set up a dedicated internal
committee. Details of sexual harassment
complaints are provided in the BRSR
disclosure38.

GRIEVANCE MECHANISM 39
Our Group implemented a robust and efficient
grievance redressal mechanism with a defined
escalation matrix. Our employees are made
aware through periodic e-mails and the Code of
Conduct, the different platforms through which
they can raise concerns, the resolution process
and contact details of the grievance officer.
Further, our Group has a Whistle Blower policy
and framework for all our stakeholders to
raise any concerns over a digital platform
that safeguards confidentiality of the whistle
blower’s identity. We also have zero tolerance
for workplace retaliation.

37GRI
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