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"India's automotive sector has done something that few industries anywhere in the world have
managed: it has built excellent workplaces at scale — across OEMSs, component makers, and new
EV entrants — without sacrificing the depth of culture that makes people want to stay."

— WCRC Intelligence Unit, Automotive Sector Assessment, FY2026

Executive Summary

India's Automotive & Auto Components sector enters the 2026 WCRC Culture Crest ranking as one of the standout
employer stories in Indian corporate life. With 30 companies spanning the full value chain — from flagship OEMs to
Tier-1 component suppliers, from century-old engineering conglomerates to two-year-old electric vehicle pioneers —
the sector returns a composite average WCRC Equity Index score of 79.6, placing it third among eight major industry
groups in the 250-company India ranking.

The sector's floor score of 74 — achieved by Tata AutoComp Systems, Endurance Technologies, and Aptiv India — is
itself a mark of distinction. In a 250-company cohort where companies at similar positions in other sectors routinely
score in the 60s, the automotive sector's lowest performers remain Trusted Employers by WCRC designation. Every

single automotive company in the 2026 ranking earns an A-band designation.

This is not coincidence. It is the product of something specific to India's automotive industry: a manufacturing culture
that, over decades, has absorbed the best of global quality management systems — Toyota's TPS, Bosch's quality
frameworks, the structured human capital practices of Germany's Mittelstand — and layered them onto an Indian
cultural foundation of extraordinary depth in Trust & Belonging. The result is a sector that scores consistently high
across every equity pillar, with sub-sector variation that reveals the mechanics of how different employer types
achieve excellence through different paths.

Metric

Sector composite average

Context

3rd of 8 major sectors

Companies in A2 band 13 Score range 82-89
Companies in A3 band 17 Score range 74-81
Companies in B-bands 0 Zero below A3

MNC vs Indian avg gap 1.5 pts (MNCs lead) Narrowest gap of any sector
Sector Trust & Belonging avg 83.0 2nd highest of any sector
EV company average 78.0 New entrant performance
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WCRC ANALYSIS - Executive Summary Assessment

¢ The automotive sector's zero B-band performance is the most significant structural finding in the 2026 ranking. No other
manufacturing-adjacent sector achieves this. It reflects three decades of investment in structured HR practices, quality
management culture, and institutional HR maturity that have made automotive employment — at every level of the value chain
— a benchmark for Indian industry.

& The sector's key challenge is not remediation. It is elevation. The 17 companies in the A3 band have the foundation to reach
A2.The 13 in A2 have the foundation to challenge for Al. The structural question is whether the sector's leaders will make the
final investments — in pay transparency, Al-upskilling infrastructure, and formal Psychological Safety mechanisms — that the Al
threshold requires.

& The EV sub-sector's strong debut — with both Ola Electric and Ather Energy scoring 76 on their first appearance in this
ranking — signals that India's automotive culture is transferring into the new mobility ecosystem. This is a competitive
advantage for the sector as a whole.

Section 1: The Automotive Sector Landscape
1.1 Industry Context & Scope

India's automotive industry is one of the world's largest and most complex manufacturing ecosystems — the third-
largest vehicle market by volume, the world's largest two-wheeler market, and a Tier-1 component export hub serving
global OEMs from Germany to Japan to the United States. The 30 companies in the 2026 WCRC ranking represent the
employer backbone of this ecosystem: the organisations that collectively employ several million direct workers and
indirectly support tens of millions more through supply chain linkages.

They span five distinct employer universes, each with its own people strategy, its own structural equity strengths, and
its own specific opportunity for improvement:

Sub-Sector Companie | Avg Score | Score Range | Defining Equity Characteristic

Indian OEMs . Exceptional Trust & Belonging (avg 91). Culture built over generations.

MNC OEMs 5} 82.0 81-83 Transparency & Accountability leadership (avg 90). Global governance
advantage.

EV Disruptors 2 78.0 76-80 Psychological Safety pioneers (avg 83). New culture architecture from first
principles.

MNC Tier-1 Components 6 78.0 74-84 Equitable Opportunity depth (avg 84). Structured career development at scale.

Indian Tier-1 Components [ 75.8 74-77 Strong belonging (avg 82). Investment in formal equity infrastructure

1.2 The Sector's Competitive Position

The 2026 ranking places the automotive sector third among eight major industry groups, with a composite average of
79.6 — meaningfully above the 250-company national average of 70.8. This position reflects the sector's particular
advantage: the combination of world-class manufacturing quality systems (which produce structural transparency and
process rigour) with deep Indian corporate culture traditions (which produce exceptional Trust & Belonging).

No other manufacturing-adjacent sector comes close to the automotive industry's zero-B-band performance.
Engineering and manufacturing as a whole averages 69.8 — a full ten points below automotive. Infrastructure
averages 68.4. The automotive sector's structural separation from its industrial peers is the most emphatic statement
in the 2026 data about the cumulative value of long-term, consistent investment in workplace equity.
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Figure 1: Automotive Sub-Sector Performance Overview — WCRC Equity Index 2026. All sub-sectors score above the national average of 70.8. The
sector floor (75.8, Indian Tier-1) outperforms the national average by 5 points.

WCRC ANALYSIS - Section 1 — WCRC Analysis

¢ The automotive sector's structural advantage is its manufacturing culture. TPS, Six Sigma, and IATF 16949 quality frameworks
— deployed across the OEM-to-Tier-1 supply chain — create the institutional habits of measurement, transparency, and
structured process that translate directly into high equity scores on the WCRC Transparency & Accountability pillar.

¢ The sector's Trust & Belonging advantage reflects something different: the long tenure and career continuity that
characterises automotive employment in India. Workers who spend 10, 15, or 20 years at Mahindra or Bajaj or TVS build
institutional loyalty that newer sectors — and certainly the fintech companies in this ranking — cannot replicate. This is a
structural competitive advantage in talent retention that the sector should explicitly protect as EV transition disrupts
employment patterns.

¢ Room for growth: The sector's Transparency & Accountability scores, while strong, lag MNC-led sectors. Pay equity audits,
published salary band structures, and formalised career mapping remain opportunities for Indian OEMs and Indian Tier-1
suppliers specifically.

Section 2: Five-Pillar Performance Analysis

2.1 The WCRC Equity Pillar Framework

The WCRC Workplace Evaluation Technique measures workplace equity across five weighted pillars, each capturing a
distinct dimension of the employee experience. The automotive sector's pillar profile is one of the most balanced in
the 250-company cohort — with no single catastrophic pillar weakness and genuine leadership positions on multiple
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dimensions.

Five Pillar Profile — Automotive Sub-Sectors
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Figure 2: Five Pillar Profile — Automotive Sub-Sectors. Indian OEMs lead on Trust & Belonging (91); MNC OEMs lead on Transparency (90); EV
companies lead on Psychological Safety (83).

Psychological Safety (22% weight) — Sector avg: 79

The automotive sector's Psychological Safety score of 79 is above the national average but below the sector's own
highest-potential ceiling. This pillar measures whether employees feel safe to speak truth at work — to flag a quality
concern, to surface a process inefficiency, to tell a manager that a deadline is unrealistic.

EV companies score highest on this pillar (83) — a finding that reflects the startup-influenced culture of Ola Electric
and Ather Energy, where candour and speed of feedback are organisational survival mechanisms. Indian OEMs score
79, reflecting cultures where hierarchy — the cornerstone of Indian automotive workplace structure — creates
selective constraints on upward candour even within organisations that score very high on belonging.

WCRC INSIGHT Psychological Safety is the pillar where the automotive sector's vertical hierarchy creates the greatest
structural risk. The sector's quality culture mitigates this — employees who surface quality concerns are rewarded in
manufacturing environments — but the same freedom does not yet uniformly extend to HR, career, or strategic concerns.
The companies that build formal Speak Up mechanisms will close this gap.

Representation & Inclusion (20% weight) — Sector avg: 80

The automotive sector's Representation & Inclusion score of 80 reflects genuine progress on gender diversity at the
leadership level — particularly at MNC OEMs and component companies with global reporting mandates. Hyundai
India, Toyota Kirloskar, and Bosch India score above 85 on this pillar, reflecting parent-network gender representation
targets applied consistently to India operations.

Indian OEMs score 82 — strong, but with a specific opportunity: the manufacturing floor remains heavily male-
dominated in most Indian automotive plants. The companies that have addressed this — Mahindra & Mahindra's
dedicated women-in-manufacturing initiative is the most documented example — score meaningfully higher on this
pillar than those that have focused representation efforts exclusively on office roles.

WCRC INSIGHT The sector's best Representation & Inclusion performers have one thing in common: active programmes
that extend inclusion to the shop floor, not just the corporate office. The automotive sector's scale advantage — large,
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structured workforces that can absorb targeted diversity programmes without operational disruption — is an asset the
sector has not yet fully deployed

Equitable Opportunity (22% weight) — Sector avg: 83

Equitable Opportunity is the automotive sector's highest-scoring pillar, and the one that most clearly reflects the
influence of structured manufacturing HR practices on workforce equity. At its core, this pillar measures whether the
path from junior to senior is transparent, fair, and accessible to all.

In automotive plants, it frequently is. Grade structures, promotion criteria, and skills matrices — required by quality
management systems and codified in HR policy — produce a level of career transparency that most other sectors do
not achieve. An automotive assembly worker at a Maruti Suzuki or Toyota plant knows, often with precision, what
skills and tenure are required for the next grade. That transparency is equity.

EV companies score highest on this pillar (86), driven by their intense investment in upskilling — both battery
technology and software competencies — that creates demonstrably meritocratic advancement pathways.

WCRC INSIGHT The sector's Al/software transition creates an Equitable Opportunity opportunity of the first order.
Companies that invest in EV and software upskilling for existing manufacturing employees — rather than exclusively
hiring new talent — will score higher on this pillar in 2027 and will build the workforce loyalty that makes technological
transition durable rather than disruptive

Transparency & Accountability (18% weight) — Sector avg: 81

MNC OEMs and MNC Tier-1 component companies dominate this pillar, with scores of 90 and 87 respectively. Global
parent governance frameworks — public pay equity disclosures, executive DEI linkage, independent HR audit
requirements — produce transparency outcomes in India operations that domestic companies have not yet fully
matched.

Indian OEMs score 78 on this pillar — strong in absolute terms, but the sector's most significant relative gap. The
opportunity is specific: pay band disclosure, published promotion criteria documentation, and formal DEI governance
at Board level. Several Indian automotive companies have ESR (Extended Social Responsibility) and BRSR reporting
that contains the raw data for pay equity analysis — but have not yet connected that data to formal HR transparency
commitments.

WCRC INSIGHT The gap between Indian OEM and MNC OEM scores on Transparency & Accountability (78 vs 90) is the most
actionable finding in the automotive sector analysis. The Indian OEMs have the governance infrastructure; they need the
commitment to use it for internal equity transparency, not just external regulatory compliance.

Trust & Belonging (18% weight) — Sector avg: 83

Trust & Belonging is the automotive sector's signature pillar — the dimension on which it most clearly separates from
every other sector in the 250-company ranking. Indian OEMs score 91 on this pillar, second only to the top-scoring
Indian private banks in the entire national cohort.

This score is the product of something that cannot be manufactured quickly: decades of consistent, paternalistic care
for employee welfare — the company housing colonies, the medical facilities, the children's education support, the
anniversary recognitions — that have made working at a Mahindra or Bajaj or TVS or Hero a career identity, not just a
job. Employees at these companies do not merely work there. They belong there.

MNC OEMs score lower on this pillar (76), reflecting the structural distance between global headquarters decisions
and India employee experience that the GCC analysis in the BFSI chapter also identified. EV companies score 81 —
strong for organisations less than five years old, and evidence that belonging can be built quickly when founders invest
in it intentionally.
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Section 3: Company Analysis — The Top
Performers

India's Top 15 Automotive Employers — WCRC Equity Index 2026

Mahindra & Mahindra

#013 TVS Motor Company _ 84 A2
#017 Hero MotoCorp — 83 A2
#020 Maruti Suzuki India — 83 A2
#020 Hyundai Motor India — 83 A2
#034 Eicher Motors — 82 A2

#034 Toyota Kirloskar _ 82 A2

#044 MG Motor India _ 81 A3

#044 Kia India — 81 A3

#044 Ashok Leyland _ 81 A3

#054 Escorts Kubota _ 80 A3

Figure 3: Top 15 Automotive Employers — WCRC Equity Index 2026. Mahindra & Mahindra leads the sector and ranks 5th in the entire 250-
company India ranking. All 15 companies score 80 or above.

3.1 Mahindra & Mahindra — #5 India Overall, #1 Automotive

Mahindra & Mahindra's score of 89 — placing it fifth in the entire 250-company India ranking — is the most emphatic
statement in the automotive sector about what long-term, values-driven people investment produces.

M&M's equity leadership is built on four specific foundations. First: a legacy of employee welfare that predates formal
DEl as a concept — company housing, healthcare, education support, and community infrastructure that have made
Mahindra employment a multi-generational family institution in Nashik, Pune, and Chennai. This produces a Trust &
Belonging score of 97, the highest of any automotive employer and among the highest of any company in the 250-
company cohort.

Second: a genuine and documented commitment to women in manufacturing — not just in corporate roles.
Mahindra's EV Academy has explicitly set targets for women in battery technology and electric powertrain roles, and
its manufacturing plants now have dedicated women's skill development programmes that have meaningfully shifted
the gender composition of the shop floor.

Third: a structured leadership development architecture that gives employees at every level a visible career path. The
Mahindra Leadership University, internal promotion rates that are among the highest in the sector, and explicit career
pathing for blue-collar to white-collar transitions produce Equitable Opportunity scores that consistently outperform
peers.

Fourth: the Group's commitment to transparent ESR and BRSR reporting — including pay equity data disclosure —
which sets the standard for Transparency & Accountability among Indian automotive OEMs.
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WCRC ANALYSIS - WCRC Analysis: Mahindra & Mahindra

¢ M&M's score of 89 reflects a workplace equity philosophy that is authentically integrated into the Group's identity, not
positioned as a compliance or communications exercise. The evidence base — employee survey scores, BRSR disclosures,
independent third-party validation, and longitudinal data on attrition, promotion, and representation — is internally consistent
in a way that distinguishes M&M from peers.

¢ The path to Al Equity Vanguard status runs through two specific investments: a formal pay equity audit with published
results (the Group has the data; it needs the commitment to disclose it), and the extension of its Psychological Safety
infrastructure — robust within technical functions — to HR, finance, and general management functions where candour
constraints remain.

¢ M&M is the automotive sector's clearest candidate for Al designation in the 2027 edition. The investment required is
targeted and achievable.

3.2 Bajaj Auto — #10 India Overall

Bajaj Auto's score of 86 reflects a specific and historically grounded model of employer excellence: operational
precision applied as rigorously to people systems as to manufacturing systems. The Bajaj HR philosophy — structured,
meritocratic, transparent in its criteria even when opaque in its deliberations — produces a workforce that scores very
high on Equitable Opportunity and meaningfully high on Trust & Belonging.

The company's two-wheeler manufacturing culture has produced one of India's most stable and tenured workforces.
Average employment tenure at Bajaj's manufacturing plants is among the highest in the Indian automotive sector. This
stability — the product of competitive compensation, structured career ladders, and the institutional security that a
75-year-old company provides — is the foundation of its Trust & Belonging score of 92.

Bajaj's international orientation — with significant export operations across Asia, Africa, and Latin America — has
brought governance and reporting practices that support its Transparency & Accountability scores. The company's
annual sustainability disclosures are among the most detailed in the Indian two-wheeler segment.

WCRC ANALYSIS - WCRC Analysis: Bajaj Auto

¢ Bajaj Auto's equity profile is characterised by exceptional consistency: no pillar is weak, and the variance between best and
worst pillar is smaller than almost any other company in the automotive cohort. This consistency is itself a form of equity — it
means the employee experience does not depend heavily on which business unit or plant or manager you happen to work for.

¢ The most significant opportunity for Bajaj is Representation & Inclusion at leadership levels. The company's gender diversity
at the manufacturing floor has improved materially in the last three years, but senior management and Board-level
representation targets remain less ambitious than international peers. Closing this gap would move Bajaj from strong A2 to
competitive Al.

3.3 TVS Motor Company — Joint #3 Automotive

TVS Motor Company's score of 84 carries a specific quality that aggregate scores rarely capture: the company has one
of the most consistent employee experience profiles in the sector — meaning the gap between its best-performing
plants and its underperforming ones is narrower than any other automotive OEM in this cohort.

This consistency is the product of TVS's quality culture, which applies the same measurement rigour to HR metrics —
attrition by department, promotion rate by gender, training hours per grade — that it applies to manufacturing defect
rates. The result is that equity is not aspirational at TVS. It is managed.

TVS's EV transition — through TVS iQube and its electric mobility investments — has been paired with the most
explicit workforce reskilling programme of any Indian two-wheeler maker, providing a model for how the sector's
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incumbents should approach the technology transition.

WCRC ANALYSIS - WCRC Analysis: TVS Motor Company

¢ TVS's defining equity characteristic is management system discipline applied to HR. This is unusual and valuable: most
organisations treat HR metrics as secondary to financial metrics; TVS treats them as equivalent. The company's specific
opportunity is Psychological Safety — where the same management discipline that creates consistent performance can, if not
carefully designed, create cultures where surface conformance is valued over genuine candour.

¢ Explicit investment in Speak Up mechanisms and formal psychological safety assessments — applying the same
measurement rigour to safety of voice as to quality of process — would elevate TVS's already strong profile.

3.4 Tata Motors — #13 India Overall

Tata Motors' score of 84 is the most context-rich data point in the automotive sector. The company has navigated, in
the last decade, one of the most complex organisational transformations in Indian corporate history: the integration of
Jaguar Land Rover, the restructuring of its domestic commercial vehicle business, the development of its EV platform
under Tata.ev, and a financial rehabilitation that tested the institutional resilience of its people culture.

That the company emerges from this period with a score of 84 — in the Culture Champion band, with no pillar below
76 — is a testament to the Tata Group's institutional approach to employee welfare. The Group's commitment to
people care is not contingent on financial performance. It is part of the constitutional identity of the institution.

Tata Motors' specific strength is Equitable Opportunity — driven by the structured career development systems of
JLR's HR architecture, applied to India operations, and by the explicit upskilling investment in EV transition that has
made Tata.ev one of India's most internally promoted careers.

Section 4: The EV Transition — Workforce Equity
at an Inflection Point
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EV Disruptors vs Traditional OEMs — Pillar Radar Comparison
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KEY FINDING: EV companies lead on Psychological Safety (+4 vs sector avg). Indian OEMs lead on Trust & Belonging (91). MNC OEMs lead on Transparency (90).

Figure 4: EV Disruptors vs Traditional OEMs — Pillar Radar. EV companies lead on Psychological Safety (83) but trail Indian OEMs on Trust &
Belonging (81 vs 91). MNC OEMs lead all groups on Transparency (90).

4.1 The EV Companies: Strong Foundation, Strategic Opportunity

Ola Electric (#57, score 80) and Ather Energy (#83, score 76) make their first appearance in the WCRC Culture Crest
ranking in 2026, and their debut is genuinely impressive. Both companies score within the A3 (Trusted Employer) band
— an achievement that most companies in other sectors, with decades of institutional history, have yet to reach.
Their Psychological Safety scores (83, the highest of any automotive sub-sector) reflect the startup-origin culture of
these organisations: flat hierarchies, founder accessibility, candour as an organisational survival mechanism, and the
psychological contract of a mission-driven company where employees feel they are building something consequential.
Their Equitable Opportunity scores (86) reflect aggressive upskilling investment — both companies have invested
heavily in battery technology, software engineering, and manufacturing process training as they scale. Employees feel
that their employer is investing in their future, because demonstrably, it is.

The area of greatest development opportunity for EV companies is Trust & Belonging (81). This is not a criticism — an
average of 81 on Trust & Belonging is a strong score for organisations that are, in several cases, less than five years old.
But it reveals the fundamental challenge of culture-building at hypergrowth pace: belonging is built from accumulated
shared experience, institutional consistency, and the quiet signals of an organisation that cares about its people over
time. EV companies are building those signals actively. The score will rise.
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WCRC ANALYSIS - WCRC Analysis: The EV Workforce Transition

¢ The EV companies in this ranking have achieved something significant: they have built equitable workplaces from scratch, in
industries where the technical talent is scarce and the competitive pressure is intense. This is not easy, and it deserves
recognition.

& The strategic question for these companies is whether their equity foundations will scale with their ambitions. The Trust &
Belonging scores of 76—81 are appropriate for their current size and age. They will become strategic liabilities if they do not rise
as the companies grow. The specific risk is the fintech pattern: hypergrowth that deprioritises belonging investment, producing
workforces that feel expedient rather than valued.

¢ The companies in this cohort that avoid the fintech pattern will do so through one specific investment: building institutional
HR infrastructure — structured career ladders, formal psychological safety mechanisms, pay transparency — before scale makes
these harder to retrofit.

¢ Ola Electric's transition from startup to major employer is the defining HR story in India's EV sector. How it manages that
transition will determine whether the EV sector develops the cultural foundations that the Indian automotive industry took 40
years to build, or replicates the talent churn patterns of technology companies that deprioritised equity for velocity.

4.2 The Workforce Equity Bubble Matrix

The EV Transition — Workforce Equity Opportunity Matrix

* High Opportunity + High Safety

EV Disruptors

« Psychological Safety Score

Indian Tier-1

ab Sc!
e

Equitable ortunit re -
INSIGHT: EV disruptors lead on Psychologicaﬂgal ty —%gl:r)nost alu¥e-cri?ical equity pillar for innovation-driven workforces.

Figure 5: EV Transition — Workforce Equity Opportunity Matrix. Bubble size indicates number of companies in each sub-sector. EV companies
occupy the top-right quadrant (high Eq. Opportunity, high Psych. Safety) — the optimal position for innovation-driven growth.

The bubble matrix reveals a striking positioning for EV companies. They are the only sub-sector that simultaneously
scores high on Psychological Safety (the freedom to speak candidly) and Equitable Opportunity (the freedom to
advance fairly). This combination — which WCRC research identifies as the optimal condition for innovation-driven
workforce cultures — positions EV companies as natural attractors for the talent that wants to build the future of
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mobility.

Indian Tier-1 component companies occupy the bottom-left quadrant on both metrics — not because they are poor
employers, but because the specific equity challenges of scale manufacturing (hierarchical structures, seniority-based
progression, conservative risk management) constrain these scores structurally. The path from bottom-left to top-right
runs through the same investments the sector leaders have made: formal career transparency, psychological safety
training for line managers, and pay equity disclosure.

Section 5: MNC and Indian Automotive
Employers — A Near-Parity Analysis

MNC vs Indian Automotive Employers — Pillar Performance
-1

1 )
+14
89 "
.3 87
" 85
83
82
+2
79 79
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I |

Psych. Safety Rep. & Inc Eq. Opportunity Transparency Trust & Belong COMPOSITE
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Figure 6: MNC vs Indian Automotive Employers — Pillar Performance. MNCs lead by 14 points on Transparency & Accountability; Indian companies
lead by 14 points on Trust & Belonging. Overall composite gap: 1.5 points.

5.1 The Story the Composite Hides

India's automotive sector has the narrowest MNC-vs-Indian gap of any major sector in the 250-company ranking.
MNCs average 80.5 on the WCRC Equity Index; Indian companies average 79.0. A difference of 1.5 points —
statistically within rounding range, and the most emphatic evidence in the entire dataset that Indian automotive
companies have built genuine, world-class workplaces that are competitive with the best global employer standards.
But the composite hides a story of equal importance. The pillar data shows that MNCs and Indian companies reach
near-parity through entirely different equity architectures — and that understanding the difference is essential to
knowing where each type of employer should invest next.

Where MNCs Lead: Transparency & Accountability (+14 points)

MNC automotive employers score 89 on Transparency & Accountability; Indian companies score 75. This is the largest
MNC-Indian gap in the sector and reflects the structural reality that global parent governance frameworks — pay
equity reporting, DEI KPI linkage at executive level, independent HR audit requirements — are applied to India
operations by default. An engineer at Bosch India or Toyota Kirloskar or Hyundai Motor India is subject to the same
pay equity review process as their counterpart in Stuttgart or Toyota City or Seoul.
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This is not because MNC employers are more committed to transparency. It is because their governance architecture
demands it, regardless of commitment. The implication for Indian OEMs is direct: the transparency outcomes are
achievable with the governance structures most of them already have. The question is whether to use those
structures for internal equity accountability rather than purely for external regulatory compliance.

Where Indian Companies Lead: Trust & Belonging (+14 points)

Indian automotive companies score 87 on Trust & Belonging; MNC companies score 73. This is among the largest
Indian advantages on any pillar in the entire 250-company ranking, and it reflects something that global governance
frameworks cannot manufacture: the depth of cultural belonging that comes from employing people in communities
where the company has been present for generations.

Mahindra & Mahindra employs the second and third generation of families in Nashik and Pune. Bajaj Auto's plant in
Aurangabad is the largest single employer in the city. TVS Motor Company's presence in Hosur and Mysore represents,
for tens of thousands of families, not just employment but institutional identity. This depth of belonging is a
competitive advantage in talent retention that no amount of MNC governance investment can replicate quickly.

WCRC ANALYSIS - WCRC Analysis: The Near-Parity Finding

¢ The 1.5-point gap between MNC and Indian automotive employers is the automotive sector's most important headline for
Indian corporate leaders: India's best automotive companies are building workplaces that are genuinely competitive with the
world's best employers, without the advantages of global reporting infrastructure, international talent development exposure,
or cross-border governance frameworks.

& This near-parity should not mask the direction of the optimal convergence. Indian OEMs should be borrowing MNC
transparency practices. MNC OEMs should be investing in the belonging infrastructure that Indian companies build naturally.
The companies that successfully cross-pollinate — borrowing what works from each model — will be the sector's Al performers
in the 2027 edition.

¢ Toyota Kirloskar, at #36 with a score of 82, represents the most advanced example of this cross-pollination: TPS quality
culture (structured, transparent, system-driven) combined with genuine investment in the local community belonging that
makes Indian automotive employment distinctive. It is not coincidentally the MNC OEM with the highest Trust & Belonging
score in the cohort.

Section 6: The Component Ecosystem — India’'s
Unsung Equity Story
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INSIGHT: The 2.2-point MNC advantage in components is driven entirely by Transparency (+15 pts). Indian Tier-1 leads on Trust & Belonging (+11 pts).

Figure 7: Automotive Component Ecosystem — Equity Scores 2026. Bosch India (84) leads the component sub-sector. Indian Tier-1 suppliers
average 75.8 — above the national average for any manufacturing employer of comparable scale.

6.1 Bosch India: The Component Sector's Benchmark

Bosch India at #40 (score 84) is the component sector's most complete equity story. The company combines the Bosch
Group's world-class people development systems — structured global career mobility, transparent pay frameworks,
gender diversity targets linked to business unit KPIs — with a genuine investment in the communities it employs from
in Bengaluru, Nashik, Jaipur, and Coimbatore.

Bosch India's score of 90 on Transparency & Accountability is the highest of any component company in the cohort
and reflects the Group's commitment to being measurably honest about its HR outcomes: gender pay gap disclosures,
promotion rate data by grade and gender, training investment per employee — all published in the India Annual
Report with the same rigour applied to financial performance.

Its Equitable Opportunity score of 90 reflects a structured Bosch Internal Qualification (BIQ) system that gives every
employee, from shop floor to senior management, a documented pathway for advancement. This is equity
infrastructure at its most practical.

6.2 The Indian Tier-1 Story: Strong Foundation, Specific Opportunity

India's Tier-1 component manufacturers — Varroc Engineering, Motherson Sumi Wiring India, Minda Industries,
Bharat Forge, Samvardhana Motherson, Exide Industries, Tata AutoComp Systems, and Endurance Technologies —
average 75.8 on the WCRC Equity Index. Every single one of them scores above the national manufacturing average.
This is a sector-within-a-sector success story.

Their strength is Trust & Belonging (average 82), which reflects the same deep-community employer relationships that
define Indian OEMs. Bharat Forge's relationship with Pune, Minda's relationships with its cluster communities,
Endurance Technologies' presence in Aurangabad — these are employer-community bonds of the kind that produce
workforce loyalty at scale.

Their specific growth opportunity is Transparency & Accountability (average 72) — the largest pillar gap relative to
their MNC counterparts (87). The investment required is not financial infrastructure (most have it, through BRSR
obligations) but the institutional decision to use that infrastructure for internal equity transparency. Publishing pay
band structures, setting gender representation targets at management levels, and commissioning independent pay
equity reviews would move this sub-sector 5-8 points on this pillar.
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WCRC ANALYSIS - WCRC Analysis: The Component Ecosystem

¢ The Indian Tier-1 component industry is one of the most underappreciated employer stories in Indian corporate life. These
companies — often positioned as second-tier in the automotive hierarchy — employ some of India's most skilled manufacturing
workers and have built workplace cultures that score above the national average on every pillar. This is not adequately
recognised in the talent market.

¢ The sector's most important collective investment is in employer brand development. The Tier-1 component companies
should be among India's most sought-after employers for manufacturing engineers, quality professionals, and process
specialists. Their current recruiting challenges — particularly relative to software and technology companies — reflect a failure
of employer brand visibility, not a failure of workplace quality.

& Specific opportunity: a joint automotive sector "Employer of Choice" campaign, backed by WCRC Culture Crest data, that
positions India's component industry as the world-class employer it demonstrably is.

Section 7: Trust & Belonging — The Automotive
Sector's Signature Strength

Trust & Belonging — The Automotive Sector's Signature Strength

Mahindra & Mahindra

TVS Motor Company

Hero MotoCorp
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Figure 8: Trust & Belonging Deep Dive — Automotive Sector 2026. Indian OEMs dominate the top of the ranking, led by Mahindra & Mahindra
(97). The 26-point gap between M&M (97) and MNC Tier-1 average (71) is the sector's most instructive structural contrast.

t Fe ion of d des of community dded, long-tenure corporate culture.

7.1 Why Trust & Belonging Is Automotive's Defining Metric

Trust & Belonging scores measure the most human dimension of workplace equity: whether employees feel they
genuinely matter to the organisation that employs them. Not whether they are fairly compensated (Equitable
Opportunity). Not whether the company is honest about its practices (Transparency). Whether they feel, in the most
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basic sense, that they belong somewhere.

Indian automotive OEMs score 91 on this pillar — second only to India's leading private banks in the entire 250-
company cohort. The explanation is cultural and historical, and it runs deep. The large Indian automotive OEMs —
Mahindra, Bajaj, TVS, Hero, Tata Motors, Ashok Leyland — have for decades operated as more than employers. They
have operated as institutional anchors in the communities where they manufacture. Company towns, employee
colonies, school support programmes, healthcare facilities — these are not perks. They are the physical infrastructure
of belonging, built over generations and maintained through cycles of economic change that other employers have
used as reasons to withdraw.

Mahindra & Mahindra's Trust & Belonging score of 97 is the highest of any automotive employer and among the
highest of any company in the 250-company ranking. It is not achieved through a belonging programme. It is achieved
by being the kind of institution that, when a worker's child needs healthcare or a worker's family needs housing
support or a community needs a school, is there — consistently, reliably, across decades.

This is the automotive sector's most important competitive advantage, and it is the one most at risk from the EV
transition. As the industry restructures — shifting from ICE manufacturing to EV assembly, from mechanical skills to
software skills, from large dedicated plants to flexible manufacturing — the community relationships that produce
belonging scores of 91 will be tested. The companies that manage the EV transition while preserving these community
bonds will maintain their talent advantage. The ones that treat restructuring as a license to withdraw from community
investment will discover, within five years, what the data has been trying to say.

"Belonging at 91 is not a number. It is the second-generation Mahindra worker whose father retired
from the same plant. It is the Bajaj engineer who has declined three offers from IT companies
because leaving Aurangabad means leaving everything. It is the TVS assembly worker who
describes her employer with the same word she uses for her family: mine."

— WCRC Field Research Notes, Automotive Sector, FY2026

Section 8: Five Structural Trends — Automotive
Workforce Equity Through 2030

The 2026 data is not a photograph of a static sector. It is a leading indicator of five structural shifts that will determine
who India's most admired automotive employers are at the end of the decade.

TREND 1: The EV Belonging Gap — Culture at Speed

India's EV sector is building workplaces at a pace unprecedented in the automotive industry's history. Ola Electric
went from concept to 10,000+ employees in four years. Ather Energy has tripled its workforce in two. This speed
creates a specific equity challenge that the 2026 data captures precisely: Trust & Belonging scores of 76—81 for
organisations that are, structurally, still in the process of deciding what they want to be.

The five-year trajectory for EV companies in this ranking will be determined by whether they make the belonging
infrastructure investments — company culture codification, long-term employment commitments, community
investment — that their manufacturing scale will eventually require. The companies that treat the manufacturing
expansion as an opportunity to build belonging from the ground up — hiring from local communities, investing in local
infrastructure, creating the conditions for long-tenure employment — will emerge from this decade with Trust &
Belonging scores that rival the traditional OEMs.

TREND SIGNAL India's EV sector is forecast to employ over 300,000 people in direct manufacturing by 2030. The belonging
infrastructure built between now and 2027 will determine the cultural character of those 300,000 workplaces
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TREND 2: The Software Transition — Equitable Upskilling as a Strategic
Imperative

The single biggest equity risk in the automotive sector over the next five years is not pay disparity or representation
gaps or psychological safety deficits. It is the risk that the transition from internal combustion engine manufacturing to
electric and software-defined vehicles will create two classes of automotive worker: those whose skills have been
invested in, and those whose skills have been allowed to become obsolete.

The companies in this ranking that are managing this risk best are the ones with the highest Equitable Opportunity
scores. M&M's EV Academy. TVS's iQube reskilling programme. Tata Motors' structured EV skills matrix. Bosch India's
BIQ qualification framework applied to electrification competencies. These are not talent acquisition strategies. They
are equity investments — the institutional decision to bring existing employees into the new economy rather than
replace them with it.

The Indian Tier-1 component companies face the most acute version of this challenge. Engine components,
transmission systems, exhaust systems — these are the products of companies whose skill bases are most directly
threatened by the EV transition. Bharat Forge's investments in lightweight aerospace components and clean energy
equipment, Exide Industries' pivot to lithium battery technology, Endurance Technologies' diversification into EV-
compatible suspension and braking systems — these strategic moves have HR corollaries that will determine whether
the companies' existing workforces are assets or liabilities in the new ecosystem.

TREND SIGNAL WCRC projects that Equitable Opportunity will be the single most volatile pillar in the automotive sector
over the next three years. Companies that invest in EV upskilling for existing workers will see 8-12 point increases on this
pillar. Companies that choose replacement over upskilling will see corresponding declines — and talent retention challenges
that compound the operational disruption.

TREND 3: The Global Capability Centre Question — Will Automotive
Follow Finance?

India's banking and financial services sector is building global capability centres at extraordinary scale, with the
attendant Trust & Belonging challenges that the BFSI chapter of this report documented. The automotive sector is
now facing the same strategic question, as global OEMs — Hyundai, Toyota, Stellantis, BMW, Volkswagen — expand
their India engineering and technology centres alongside their manufacturing operations.

The WCRC data from automotive GCC-adjacent operations in this ranking (MNC OEM scores) suggests that the
automotive sector has so far avoided the worst of the GCC belonging deficit seen in financial services. This is partly
because automotive MNC operations in India are more deeply integrated with manufacturing — a fundamentally
community-grounded activity — than financial services GCCs, which are primarily delivering analytical and technology
services to geographically distant principals.

But the risk exists. As automotive GCCs grow in Hyderabad, Bengaluru, and Chennai — delivering software
development, connectivity platforms, and Al for ADAS (Advanced Driver Assistance Systems) — the same dynamics
that depress Trust & Belonging scores in financial services GCCs will apply. The automotive sector's best protection is
the manufacturing culture it already has: deploy automotive GCC talent in environments where they feel connected to
real vehicles, real customers, and real communities rather than to abstract technology deliverables for distant
principals.

TREND SIGNAL The automotive sector has a three-year window to establish GCC belonging practices before scale makes

the culture structural. Companies that invest in India-first technology mandates — where the GCC is building the product,
not supporting it — will build belonging that resists the GCC structural deficit.
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TREND 4: The Shop Floor Gender Frontier

India's automotive industry has historically been among the most male-dominated manufacturing environments in the
Indian economy. The 2026 WCRC data shows this is changing — but unevenly, and with significant variation across the
sector that the aggregate Representation & Inclusion score of 80 partially obscures.

The companies at the top of the Representation & Inclusion pillar in this ranking — Maruti Suzuki, Hyundai, Mahindra
— have in common one specific investment: active programmes that extend gender inclusion to the manufacturing
floor rather than limiting it to corporate functions. Maruti Suzuki's all-women manufacturing lines in Gujarat.
Mahindra's EV Academy targeted female engineering recruitment. Hyundai's structured women-in-manufacturing
programme borrowed from the parent company's global practices.

These are not token initiatives. They are structural equity investments that produce measurable operational
outcomes: lower attrition, higher quality performance on precision tasks, and the community-trust effects of visible
female employment in industrial roles. They also produce Representation & Inclusion scores that are 8-10 points
higher than sector peers that have not made similar investments.

The frontier for the next five years is blue-collar gender inclusion: extending the structured support — safe transport,
separate facilities, childcare support, security protocols — that makes manufacturing employment viable and
attractive for women at scale. The companies that build this infrastructure will capture a talent pool that the sector
has historically ignored. The ones that do not will increasingly find that their inclusion commitments are perceived as
corporate rather than genuine.

TREND SIGNAL The Indian government's Make in India and PLI scheme infrastructure is creating new manufacturing
capacity that will require massive talent scale-up. The companies that build the blue-collar gender inclusion infrastructure
now will be positioned to access the female workforce at scale when that capacity comes online.

TREND 5: The Psychological Safety Investment

The automotive sector's 79 Psychological Safety average — its lowest pillar score — is, paradoxically, its most
important opportunity. The manufacturing culture that produces Trust & Belonging scores of 91 also produces,
through its necessary emphasis on hierarchy and standardised process, cultural norms that can limit the candour
required for innovation, for quality escalation, and for the kind of cross-functional challenge that the EV and software
transition demands.

The best automotive companies have understood this tension and are actively managing it. Toyota's Andon cord —
the pull-stop mechanism that gives any assembly worker the authority to halt the production line — is the most
famous institutional embodiment of Psychological Safety in manufacturing culture. It says, in physical form: your
observation matters more than the line rate. The companies in this ranking with the highest Psychological Safety
scores have built analogue Andon cords in their HR systems: Speak Up mechanisms, anonymous concern-raising
channels, manager effectiveness surveys that give employees a formal voice on the quality of their work environment.
The five-year trajectory for automotive Psychological Safety will be determined by whether the sector extends this
culture from the manufacturing quality domain — where it is well-established — to the broader HR and strategic
domain, where it is still developing. The companies that make this extension will be better innovators, better at
catching the errors that become recalls, and better at retaining the talent that has options.

TREND SIGNAL WCRC research shows that a 10-point increase in Psychological Safety is associated with a 23%

improvement in voluntary quality escalation rates — directly relevant to automotive safety and compliance outcomes. The
business case for Psychological Safety investment in automotive is not ethical. It is operational
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Section 9: Complete Automotive Rankings —
India's Most Loved Workplaces 2026

Company Sub-Sector WCRC Designation Type
Mabhindra & Mahindra Auto / Diversified Culture Champion Indian
Bajaj Auto Auto — Two Wheeler Culture Champion Indian
TVS Motor Company Auto — Two Wheeler Culture Champion Indian
Tata Motors Auto — Cars & CV Culture Champion Indian
Bosch India Auto Components / Tech Culture Champion MNC — DE
Hero MotoCorp Auto — Two Wheeler Culture Champion Indian
Maruti Suzuki India Auto — Passenger Vehicles Culture Champion MNC — JP
Hyundai Motor India Auto — Passenger Vehicles Culture Champion MNC — KR
Eicher Motors (Royal Enfield) Auto — Two Wheeler / CV Culture Champion Indian
Toyota Kirloskar Motor Auto — Passenger Vehicles Culture Champion MNC — JP
#044 MG Motor India Auto — Passenger Vehicles | 81 A3 Trusted Employer MNC
#046 Kia India Auto — Passenger Vehicles | 81 A3 Trusted Employer MNC — KR
#050 Ashok Leyland Auto — Commercial 81 A3 Trusted Employer Indian
Vehicles
#054 Escorts Kubota Auto — Tractors / CE 80 A3 Trusted Employer Indian
Ola Electric EV — Two Wheeler m A3 Trusted Employer Indian
#060 Force Motors Auto — Utility / CV 79 A3 Trusted Employer Indian
#063 Continental India Auto Components / Tech 79 A3 Trusted Employer MNC — DE
#066 ZF India Auto Components / 78 A3 Trusted Employer MNC — DE
Drivetrain
#069 Schaeffler India Auto Components / 78 A3 Trusted Employer MNC — DE
Bearings
#072 Varroc Engineering Auto Components 77 A3 Trusted Employer Indian
#074 Motherson Sumi Wiring India Auto Components / Wiring | 77 A3 Trusted Employer Indian
#077 Minda Industries Auto Components 77 A3 Trusted Employer Indian
#080 Bharat Forge Auto Components / Forging | 76 A3 Trusted Employer Indian
Ather Energy EV — Two Wheeler A3 Trusted Employer Indian
#086 Samvardhana Motherson Auto Components — Global | 76 A3 Trusted Employer Indian
#089 Cummins India Engines / Power Solutions 75 A3 Trusted Employer MNC — USA
#092 Exide Industries Auto — Batteries / Storage 75 A3 Trusted Employer Indian
#094 Tata AutoComp Systems Auto Components 74 A3 Trusted Employer Indian
#096 Endurance Technologies Auto Components / 2W 74 A3 Trusted Employer Indian
#099 Aptiv India Auto Components / Elec. 74 A3 Trusted Employer MNC — USA

Sector total: 30 companies -

wcrcleaders.com

11 MNCs - 19 Indian -

Sector average: 79.6 - Zero companies below A3 band
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Section 10: The WCRC Verdict — An Industry
That Has Earned Its Position

India's automotive sector enters the 2026 WCRC Culture Crest ranking as one of the most compelling employer stories
in Indian corporate history — and the data bears this out in every dimension.

Thirty companies. No B-bands. A sector floor of 74 that sits above the national manufacturing average. Trust &
Belonging scores that rival the best employers in any sector in any country. An EV generation that has entered the
workforce equity measurement system with scores that would take most established sectors a decade to achieve. A
component ecosystem that employs millions of workers in genuinely excellent workplaces that the talent market has
not yet fully recognised.

This is a sector that has done something rare: it has built workplace excellence at industrial scale, across the full value
chain from OEM to Tier-2 supplier, and sustained it through the disruptions of demonetisation, COVID, semiconductor
shortages, and the beginning of the EV transition. The discipline required to maintain equity scores of 74—89 across 30
companies and five sub-sectors while navigating those disruptions is not trivial. It deserves recognition.

But the most important thing the WCRC data says about India's automotive sector is not where it is. It is where it can
go.

The path from 79.6 to 85.0 — from a very good sector to an exceptional one — runs through specific, targeted
investments: pay equity disclosure by Indian OEMs, Psychological Safety formalisation across the value chain, EV
belonging infrastructure for the new entrants, and blue-collar gender inclusion at scale. None of these is beyond the
capability of the companies in this ranking. All of them are within reach in the 2027 edition.

The automotive sector has built some of India's best workplaces. The 2026 data makes it possible to see, with
precision, the investments that will make them the world's best.

"The automotive sector's 79.6 sector average tells one story. Its zero B-band performance tells a
more important one. This is an industry that has decided — across its entire value chain — that
equitable workplaces are not a differentiator. They are a standard."
— WCRC Intelligence Unit, Automotive Sector Verdict, August 2026

Full ranking, methodology, and company profiles:
wcrcleaders.com/rankings/indias-most-loved-250-workplaces-2026

culturecrest.work/india-most-loved-250
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