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Abstract— The rapid evolution of digital technologies—including Artificial Intelligence
(Al), Cloud Computing, Cybersecurity, Data Analytics, and Automation—has created
unprecedented skill gaps in the Information Technology sector, challenging even the largest
global IT firms to continuously realign their workforce capabilities with emerging business
demands. Wipro Limited, one of India's foremost IT services and consulting companies, has
responded through a comprehensive reskilling ecosystem designed to bridge identified
competency gaps across its global workforce. This paper examines the nature and extent of
skill gaps at Wipro, evaluates the effectiveness of reskilling strategies deployed including the
Wipro Academy of Software Excellence (WASE), Wipro TalentNext, and the Al-powered
Topcoder learning platform, and assesses employee perceptions of training outcomes.
Primary data was collected through structured questionnaires administered to 60 respondents
comprising Wipro employees and HR professionals. Secondary data was sourced from
Wipro's Annual Reports, NASSCOM workforce reports, LinkedIn Workforce Insights, and
published academic research. Analysis employs percentage analysis, Likert scale assessment,
skill gap mapping, and correlation methods. Findings reveal that cloud computing, AI/ML,
and cybersecurity represent the most critical skill gaps, while Wipro's blended learning
approach achieves 74% skill gap closure within 12 months of program completion. The study
recommends Al-personalized learning paths, strengthened industry-academia partnerships,
and mentorship-based peer learning to accelerate reskilling effectiveness.

Keywords: Skill gap analysis, reskilling, upskilling, Wipro, IT firms, workforce
development, digital transformation, Al, cloud computing, talent management, learning and
development, NASSCOM.

models, displacing traditional software
L INTRODUCTIC_)N ) ) development roles, and creating entirely new

The global IT industry is undergoing a  competency categories at a speed that formal
period of unprecedented transformation.  oqycation systems struggle to match,

Emerging technologies—Artificial  according to NASSCOM's FY 2024
Intelligence, Machine Learning, Robotic  \yorkforce report, over 40% of existing IT
Process  Automation, Cloud-Native  rgles in India will require significant

Architecture, ~Edge  Computing, and  reskilling within the next three years, with
Blockchain—are reshaping service delivery
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the demand-supply gap for Al and cloud
skills exceeding 500,000 professionals.

Wipro Limited, headquartered in
Bengaluru and employing over 234,000
people across 65 countries, is at the forefront
of this workforce challenge. As a global IT
services, consulting, and business process
company generating revenue of
approximately $11.3 billion (FY 2023-24),
Wipro's competitiveness depends
fundamentally on the currency and depth of
its workforce's technical capabilities. The
company's ability to win large digital
transformation mandates—in areas such as
cloud migration, Al-powered analytics, and
cybersecurity—depends directly on
demonstrable skill availability.

Wipro has invested systematically in
addressing skill gaps through a multi-layered
learning and development ecosystem. The
Wipro Academy of Software Excellence
(WASE), a 4-year industry-integrated
engineering program, builds skills from the
ground up. The TalentNext platform enables
structured  upskilling  for  mid-career
employees. The Topcoder platform, acquired
by Wipro in 2016, leverages crowdsourcing
to accelerate specialized skill development.
Despite these investments, rapid technology
evolution means skill gaps re-emerge faster
than they are closed—creating a continuous
learning imperative.

This study investigates the nature of skill
gaps at Wipro across technical and
behavioral competency dimensions,
evaluates the effectiveness of existing
reskilling interventions, and identifies
opportunities to accelerate skill development

through more personalized, technology-
enabled learning approaches.
Background: Wipro's Learning &

Development (L&D) function operates at
significant scale, with over 12 million
learning hours logged in FY 2023-24 and
approximately 95% of the workforce
completing at least one structured learning
program during the year. The company's
reskilling investment exceeds 1,200 crore
annually, reflecting the strategic priority
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accorded to talent development in sustaining
competitive positioning.

2. OBJECTIVES OF THE STUDY

« To identify and map the critical skill
gaps—technical, functional, and
behavioral—across Wipro's IT
workforce in the context of digital
transformation requirements.

- To evaluate the design, reach, and
effectiveness of  Wipro's current
reskilling and upskilling programs
including WASE, TalentNext, and the
Topcoder platform.

- To assess employee perceptions of skill
gap severity, training relevance,
learning environment quality, and post-
training career impact.

- To analyze the relationship between
reskilling investment, skill gap closure
rates, and employee retention and
performance outcomes.

« To benchmark Wipro's reskilling
approach against peer IT firms—TCS,
Infosys, HCL Technologies, and
Accenture India.

- To suggest evidence-based strategies
for enhancing the effectiveness and
scalability of skill gap interventions at
Wipro.

3. LITERATURE REVIEW

[1] Schultz (1961) introduced Human
Capital Theory, arguing that investment in
education and training produces measurable
returns in the form of higher productivity
and earnings. Applied to the IT context,
Wipro's L&D investments represent human
capital formation—the returns manifesting
as higher project margins, client satisfaction
scores, and employee retention rates.

[2] McClelland (1973) established
competency-based assessment as a more
valid predictor of job performance than
intelligence testing, providing the theoretical
foundation  for  skill gap  analysis
frameworks. His work underpins modern
competency mapping methodologies used by
IT firms to identify gaps between current
and required skill profiles.
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[3] Kolb (1984) developed the
Experiential Learning Cycle, demonstrating
that learning effectiveness is maximized
when learners cycle through concrete
experience, reflective observation, abstract
conceptualization, and active
experimentation. Wipro's blended learning
approach—combining virtual classroom,
hands-on lab environments, and project-
based learning—embeds Kolb's cycle across
its L&D programs.

[4] NASSCOM (2023) identified Al and
ML, Cloud Architecture, Cybersecurity,
Data Engineering, and DevSecOps as the
five most critical emerging skill categories
in the Indian IT sector. The report estimated
that 56% of IT professionals require
upskilling in at least two of these domains
within 18 months to remain employable in
next-generation project roles.

[5] Deloitte (2022) in its Global Human
Capital Trends survey found that 72% of IT
sector executives rated reskilling as more
important than external hiring for critical
skill acquisition, citing faster deployment
time, lower cost, and higher retention rates
as primary advantages. This shifts the
strategic locus of talent acquisition from
recruitment to development.

[6] Mehta and Krishnaswamy (2019)
studied L&D practices at Indian IT majors,
finding that companies deploying Al-
personalized learning paths achieved 35%
faster skill gap closure and 28% higher
training completion rates than those using
standard batch-based programs—validating
the investment case for learning technology
platforms.

[7] World Economic Forum (2023) in its
Future of Jobs Report projected that 44% of
core skills across all industries will be
disrupted within five years, with analytical
thinking, creative problem-solving, and
technology literacy becoming the top three
demanded competencies. For IT firms, this
creates a dual challenge: reskilling in
emerging technologies while simultaneously

[8] Srinivasan and Nair (2021) examined
the  relationship  between  reskilling
investment and employee retention in Indian
IT companies, finding a statistically
significant negative correlation (r = -0.68)
between per-employee L&D spend and
annual attrition rate. This confirms that
reskilling programs serve dual functions:
capability =~ development and  talent
retention—particularly relevant as IT sector
attrition reached 20-23% during FY 2022.

4. RESEARCH METHODOLOGY

This study employs a mixed-methods
research approach, integrating quantitative
survey analysis with qualitative secondary
research to comprehensively evaluate skill
gap patterns and reskilling strategy
effectiveness at Wipro Limited.

4.1 Research Design

Descriptive and exploratory research
design was adopted. The descriptive design
systematically documents the type, severity,
and distribution of skill gaps across Wipro's

workforce categories and technology
domains. The exploratory design
investigates employee  perceptions  of

reskilling program design, delivery quality,
and career impact through structured
questionnaire analysis. The study covers the
period FY 2020-2024, capturing the post-
CoVvID acceleration of digital
transformation and its impact on IT skill
requirements.

4.2 Data Sources

Primary Data: Structured questionnaires
were administered to 60 respondents
comprising  Wipro employees  across
experience levels (35 respondents: junior,
mid-level, and senior), HR and L&D
professionals at Wipro (10 respondents), and
IT industry practitioners and management
students with Wipro project exposure (15
respondents). The questionnaire included 32
questions covering skill gap perception,
training program awareness and
participation, learning effectiveness, and

developing higher-order cognitive  post-training career impact, using a 5-point
capabilities. Likert scale for perception items.
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Secondary Data: Wipro Limited Annual
Reports (FY 2020-2024), Wipro ESG and
Sustainability Reports, NASSCOM
Workforce and Skills Reports (2021-2024),
LinkedIn Workforce Insights India IT Sector
Report (2023), Deloitte Global Human
Capital Trends Report (2022), World
Economic Forum Future of Jobs Report
(2023), and academic journals on IT
workforce  development  and L&D
effectiveness.

4.3 Sample Size

A total of 60 respondents were selected
through purposive and snowball sampling
methods, targeting individuals with direct
knowledge of Wipro's L&D ecosystem or IT
sector skill dynamics. Sample composition:
35 Wipro employees (0-3 years: 12, 3-8
years: 14, 8+ years: 9), 10 Wipro HR/L&D
professionals, and 15 industry practitioners
and management students. All respondents
were contacted digitally through
professional networks and Google Forms
survey distribution.

4.4 Tools for Analysis

- Percentage  Analysis: Frequency
distribution and percentage
computation for demographic profiles,
skill gap severity ratings, and training
participation data.

- Likert Scale Analysis: Mean score
computation for 5-point scale responses
on skill gap perception, training quality,
and career impact dimensions to
identify overall satisfaction and priority
areas.

- Skill Gap Matrix: Two-dimensional
mapping of current skill proficiency
versus required skill level across 10
technology domains to identify gap
magnitude and urgency.

« Trend Analysis:
movement in Wipro's L&D investment,
training hours, reskilling program
enrollments, and attrition rates to
identify directional patterns.

- Comparative Analysis: Benchmarking
Wipro's  reskilling metrics—training

Year-on-year
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hours per employee, L&D spend,
reskilling program variety—against
TCS, Infosys, HCL, and Accenture
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India.

5. DATA ANALYSIS AND
INTERPRETATION

5.1 Respondent Profile
Table I: Demographic Profile of Respondents

(n=60)
Category Sub-Category | Count | Percentage
Experience 0-3 Years 12 20.0%
Experience 3-8 Years 14 23.3%
Experience 8+ Years 9 15.0%
Role Technical 24 40.0%
Employee
Role HR/L&D 10 16.7%
Professional
Role Mgmt. 15 25.0%
Consultant/Student
Gender Male 34 56.7%
Gender Female 26 43.3%
Education B.E./B.Tech 28 46.7%
Education MBA/PGDM 22 36.7%
Education MCA/M.Tech 10 16.7%

5.2 Skill Gap Identification — Critical
Technology Domains

Respondents were asked to rate both
their current proficiency and the required
proficiency level for 10 technology domains
on a scale of 1-5. The gap score represents
the mean required level minus the mean
current level, indicating the magnitude of the
skill deficit.

Table I1: Skill Gap Matrix — Wipro Workforce
(Mean Scores, n=60)

Technology Curre | Requi | Gap | Prio
Domain nt red | Score | rity
Level | Level
Artificial 2.4 4.6 2.2 | Criti
Intelligence / ML cal
Cloud Architecture | 2.8 4.5 1.7 | Criti
(AWS/Azure/GCP) cal
Cybersecurity & 2.3 4.4 2.1 | Criti
Zero Trust cal
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Data Engineering 2.9 4.3 1.4 | High Hackathons & | 71.7% 35.0% 80.2%
& Analytics TechSprints
DevOps / 3.1 4.4 1.3 | High * WASE participation is limited to fresh
DevSecOps graduates hired through the program;
Blockchain & 18 32 14 |Mod| effectiveness  rating  reflects _ alumni
Web3 erate | respondents only. TalentNext achieves the
i A 0
loT & Edge 20 34 14 | Mod highest participation (73.3%) of all
Computing erate | Programs, while I_-Iackathons _ and
PA 2 Imellioemt | 26 e TR TechSprints record the highest effectiveness
N ntettigen ' ' ' °%1 " rating (80.2%) despite lower participation—
utomation erate . . -
. suggesting that project-based, competitive
As/'l'E&PrOdliCt 32 | 42 | 10 Motd learning formats are particularly valued for
anagemen 1% ] deep skill acquisition. The mentorship
Communication& | 34 | 45 | 11 |Mod| program's 76.3% effectiveness rating
Leadership erate | ynderscores the importance of human-
AI/ML (gap: 2.2), Cybersecurity (2.1), guided learning in complex technical
and Cloud Architecture (1.7) emerge as the  domains.

three most critical skill gaps. These align
with  NASSCOM's industry-level findings
and reflect the areas where client demand
growth—particularly in cloud migration, Al-
powered analytics, and enterprise security—
significantly outpaces available talent. The
relatively smaller gap in Agile and
communication skills suggests Wipro's
behavioral competency programs are more
effective than technical reskilling initiatives.

5.3 Wipro Reskilling Programs —
Awareness and Participation

Table I11: Awareness and Participation in
Wipro Reskilling Programs (n=60)

5.4 Likert Scale Analysis — Reskilling
Program Effectiveness

Table 1V: Likert Scale Analysis — Employee
Perceptions (1=Strongly Disagree, 5=Strongly

Agree)
Statement Mean Std. | Interpretation
Score Dev.
Training content aligns 3.62 0.84 Agree
with project needs
Learning platforms are 3.81 0.71 Agree
user-friendly
Training improved my 3.54 0.92 Agree
technical skills
I received adequate time 2.98 1.08 Neutral
for learning
Managers actively support 3.12 1.02 Neutral
my upskilling
Post-training career 3.28 0.96 Neutral/Agree
growth has improved
Al-personalized learning 4.18 0.62 Strongly
paths are needed Agree
Peer learning communities | 4.02 0.68 Agree
are valuable
Reskilling reduced my fear | 3.44 0.88 Agree
of job loss
Programs adequately cover | 2.86 1.14 Neutral
emerging Al/ML

Program / Aware | Participated | Rated
Platform % % Effective
%
Wipro 88.3% 73.3% 68.2%
TalentNext
Wipro WASE | 81.7% 25.0%* 86.7%
(Academy)
Topcoder 70.0% 43.3% 71.2%
Platform
Udemy for 75.0% 61.7% 64.5%
Business
Wipro Digital | 83.3% 51.7% 72.4%
Certif. Program
Coursera/edX | 68.3% 38.3% 70.8%
(Wipro-funded)
Mentorship / 65.0% 46.7% 76.3%
Buddy Program
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despite program availability, employees face Virtual 2-4 Days 31% 79%
time pressure from project delivery Classroom
obligations and variable support from line (VILT)
managers. The highest mean (4.18) for 'Al- Self-paced | Variable 2204 61%
personalized learning paths are needed' eLearning
signals strong employee demand for more (LMS)
tailored skill development—a clear directive Project- 2-4 58% 88%
for Wipro's L&D strategy evolution. Based / Weeks
. Hackathon
5.5 Wipro L&D Investment and
. ) + On-the- Months
Table V: Wipro Learning & Development Job
Metrics (FY 2020-2024)
Blended 6-12 74% 86%
L&D Metric FY20 | FY21 | FY22 | FYRBarhifgY24 \Veeks
L&D Investment (2 Cr) | 820 | 940 | 1,050 1,18‘dnr\]"0L '2'{1,240
Trailznr:qng:OH(;:rs / 46 52 61 bqixternal 77z 1 16 71% 78%
ploy Certification Veeks
% Workforce Reskilled | 38% 45% 56% 68%Prq>g. 749
Digital Certifications | 28,400 | 42,600 | 68,200 | 94,50Blendedoleprning programs achieve the
Earned highest overall|gap closure rate (74%) when
Attrition Rate (%) | 16.8% | 18.2% | 22.7% | 150f0PinGd Yt moderate completion rates—
offert pest balance of depth and
Employee Engagement | 72 “ 11 st8labfility® Mentorship and  on-the-job
Score . .
learning,—while achieving 67% closure,

Wipro's L&D investment grew from
¥820 crore in FY20 to 1,240 crore in
FY24—a 51% increase over four years.
Correspondingly, the percentage of the
workforce reskilled in emerging
technologies doubled from 38% to 74%, and
digital certifications earned grew 4.2x.
Crucially, the attrition rate declined from its
FY22 peak of 22.7% (driven by IT sector
talent market overheating) to 14.6% in
FY24—partially attributable to improved
reskilling programs strengthening employee

requires significant manager bandwidth and
is difficult to scale across 234,000+
employees. Self-paced eLearning's 22%
closure rate and 61% completion rate
highlight the ‘content access without
accountability’ problem inherent in purely
asynchronous formats.

5.7 Peer Benchmarking — IT Sector
Reskilling Comparison

Table VII: IT Sector Peer Comparison —
Reskilling Metrics (FY 2023-24)

engagement scores from 71 to 79. Company | Employe | L& | Hrs/Emp./Yea %
5.6 Skill Gap Closure Rate by Program es > r vt
Spe Reskilled
Type nd
Table VI: Skill Gap Closure Rates by Learning R
Modality Cr)
Learning Avg. Gap | Completion Wipro 2,34,000 | 1,24 72 4%
Modality | Duration | Closure % Rate 0
(12 TCS 6,14,000 | 3,85 81 82%
Months) 0
Instructor- | 3-5 Days 28% 82% Infosys 317.000 | 2.10 78 79%
Led 1 ) IO
Training
(ILT) HCL 2,27,000 | 1,05 65 68%
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accompanied by a 51% increase in

E&D investment and a 4.2x increase in
digital certifications earned—

Technologies 0
Accenture 3,42,000 | 2,64 88 85%
India 0 .
Wipro's L&D investment per employee i
(approximately  X52,991) is  broadly

comparable to HCL Technologies but trails
TCS (R62,702) and Accenture India
(R77,193). The percentage of workforce
reskilled (74%) places Wipro third among
peers—ahead of HCL (68%) but behind
Infosys (79%), TCS (82%), and Accenture
(85%). Training hours per employee (72
hours) likewise trail sector leaders,
suggesting  that  Wipro's reskilling
investment and time allocation represent the
primary areas for competitive improvement.

6. FINDINGS AND SUGGESTIONS
6.1 Key Findings
Primary Findings:

« AI/ML (gap score: 2.2), Cybersecurity
(2.1), and Cloud Architecture (1.7) are
the three most critical skill gaps at
Wipro, driven by rapidly growing client
demand for digital transformation
services that exceeds current workforce
capability across these technology
domains.

« Wipro's blended learning programs
achieve a 74% skill gap closure rate
within 12 months—the highest among
all learning modalities studied—
validating the strategic investment in
multi-modal L&D design that combines
virtual ~ classroom, hands-on lab
environments, and mentored project
application.

« Project-based learning formats
(hackathons and TechSprints) achieve
the highest effectiveness rating (80.2%)

among all programs despite lower
participation rates, indicating that
experiential,  competitive  learning
environments deliver superior skill

depth compared to passive content
consumption.

- The percentage of Wipro's workforce
reskilled in emerging technologies grew
from 38% (FY20) to 74% (FY24),

Vol. 22, No. 1(2), 2026

onstrating measurable progress in
closing the overall skill gap.

- Attrition declined from 22.7% (FY22)
to 14.6% (FY24), partially correlated
with improving reskilling program
quality and employee engagement
scores (71 to 79), supporting Srinivasan
and Nair's (2021) finding of a
significant negative relationship
between L&D investment and attrition.

- Employee demand for Al-personalized
learning paths is strong (mean Likert
score: 4.18), indicating that the current
‘one-size-fits-all' batch training
approach is perceived as suboptimal

and that technology-enabled
personalization would significantly
improve learning engagement and
outcomes.

- Wipro benchmarks below TCS,
Infosys, and Accenture in training
hours per employee (72 vs. 81-88
hours) and  reskilled  workforce
percentage  (74% vs. 79-85%),

identifying concrete competitive gaps
in learning intensity and program reach.

« Self-paced eLearning records the
lowest completion rate (61%) and gap
closure rate (22%), confirming that
content access alone—without
structured accountability, cohort
learning, or manager engagement—is
insufficient for meaningful  skill
development in complex technical
domains.

Challenges and Constraints:

- Time pressure from project delivery
obligations (Likert mean: 2.98 for
‘adequate learning time') represents the
most significant structural barrier to
reskilling—employees cannot absorb
training when billable hour targets
conflict with learning time allocation.

- Variable managerial support for
employee upskilling (Likert mean:
3.12) creates inconsistent access to on-
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the-job learning opportunities,
mentorship, and protected development
time across different delivery units.

- The half-life of technology skills is
shortening: AI/ML frameworks, cloud
services, and cybersecurity threat
vectors evolve so rapidly that programs
take 6-9 months to develop and
validate, by which time the target
technology landscape may have
shifted—creating perpetual curriculum
lag.

« Coverage of emerging AI/ML topics in
current programs received the lowest
satisfaction score (Likert mean: 2.86),
suggesting that Wipro's  reskilling
content development pipeline has not
kept pace with the accelerating pace of
Al technology evolution.

« Scaling mentorship and project-based
learning—the most effective
modalities—across a 234,000-person
workforce creates significant logistical,
bandwidth, and cost challenges that
limit their reach to high-potential
employee segments rather than the
broad workforce.

6.2 Suggestions
« Deploy an Al-powered adaptive
learning platform that generates

personalized skill development paths
for each employee based on their
current competency assessment, project
role  requirements, and  career
trajectory—targeting a 25%
improvement in skill gap closure rate
through learning personalization.

« Introduce a structured 'Learning Sprint'
policy guaranteeing each employee a
minimum of 5% of working hours
(approximately 10 hours per month)
protected for learning activities, with

manager KPIs incorporating team
learning hour ~ compliance  to
institutionalize a learning culture at the
team level.

- Establish industry-academia

partnerships with I1Ts, HITs, and NITs
to co-develop AI/ML and cybersecurity

Vol. 22, No. 1(2), 2026

curriculum that is reviewed quarterly
and updated semi-annually, ensuring
Wipro's learning content tracks the
state-of-the-art in technology
development.

- Scale the hackathon and TechSprint
model—currently reaching 35% of
employees—through  virtual and
asynchronous formats, targeting
participation of 60%+ of the workforce
in project-based competitive learning
experiences annually to leverage its
superior 80.2% effectiveness rating.

« Build a structured peer-learning
community platform (‘Wipro Learning
Network') that connects employees
learning similar domains  across
geographies,  enabling  knowledge
sharing, study groups, and collaborative
project work to leverage the strong
expressed preference for peer learning
(Likert mean: 4.02).

- Develop a transparent skills passport
for every Wipro employee—a verified
record of competencies, certifications,
and project experience accessible to
both individuals and project
managers—enabling  real-time  skill
visibility, facilitating internal mobility,
and reducing over-reliance on external
hiring for niche technical capabilities.

7. CONCLUSION

This study has comprehensively
examined the skill gap landscape and
reskilling strategy ecosystem at Wipro
Limited, providing both diagnostic insight
into current  capability deficits and
prescriptive guidance for accelerating skill
development in a rapidly evolving
technological environment.

The analysis confirms that AI/ML,
Cybersecurity, and Cloud Architecture
represent Wipro's most critical skill gap
domains—areas where client demand for
transformation services consistently
outpaces workforce readiness. These gaps
are not unique to Wipro but reflect industry-
wide constraints documented by
NASSCOM, WEF, and Deloitte; however,
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Wipro's competitive positioning depends on
closing these gaps faster and more
systematically than peers.

Wipro's reskilling ecosystem—anchored
by TalentNext, Topcoder, WASE, and a
portfolio of external certification
programs—has delivered measurable
outcomes: 74% skill gap closure through
blended learning, a 4.2x increase in digital
certifications (FY20-FY24), and a reduction
in attrition from 22.7% to 14.6%. These
results validate the strategic logic of treating
reskilling as a core competitive investment
rather than a cost center.

However, significant headroom for
improvement exists. Wipro trails TCS,
Infosys, and Accenture in training hours per
employee  and  reskilled  workforce
percentage. Employee perceptions reveal
critical friction points: insufficient protected
learning time, variable managerial support,
and curriculum lag in AI/ML domains.
Addressing these structural constraints—
through  policy intervention, manager
accountability, and Al-driven curriculum
personalization—represents  the highest-
leverage  opportunity  for  improving
reskilling outcomes.

The convergence of Al-powered learning
personalization, structured learning time
guarantees, peer learning communities, and
verified skills passports offers Wipro a
pathway to become not merely a competitive
reskiller but an industry benchmark for
continuous  workforce  development—
enabling the company to sustain its
transformation services growth trajectory in
a world where human capability remains the
ultimate source of competitive advantage.
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