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1. Introduction: 

This Nomination cum Remuneration Policy (“Policy”) has been formulated pursuant to 
Section 178 of the Companies Act, 2013 read with applicable rules made thereunder 
(collectively, the “Act”) and the SEBI (Listing Obligations and Disclosure Requirements) 
Regulations, 2015 (“SEBI Listing Regulations”), as amended from time to time.  

The Policy is intended to set out criteria to pay equitable remuneration to the Directors, 
Key Managerial Personnel (KMP), senior management (as defined below) and other 
employees of the Company and to harmonize the aspirations of human resources with 
the goals of the Company. 

2. Objective and purpose: 

Remuneration policy of the Company is designed to create a high-performance culture. It 
enables the Company to attract, retain and motivate employees to achieve results. The 
Company’s philosophy for remuneration of Directors, Key Managerial Personnel and all 
other employees is based on the commitment of fostering a culture of leadership with 
trust. The Company has adopted a Policy for remuneration of Directors, Key 
Managerial Personnel and other employees, which is aligned to this philosophy. 

The key factors considered in formulating the Policy are as under: 

 To attract, retain and motivate qualified and competent individuals as Director, 
Key Managerial and other employee levels to carry out company’s business 
operations as assigned to them. 

 To ensure payment of salaries and perks that are comparable to market salary 
levels so as to remain competitive in the industry. 

 To revise the remuneration of its employees periodically for their performance, 
potential and value addition after systematic assessment of such performance 
and potential. To ensure disbursal of salary and perks in total compliance to the 
applicable statutory provisions and prevailing tax laws of the Country. 



 

In order to meet the above objectives, the company undertakes various processes in 
an ongoing manner such as conducting of salary surveys, periodic review of its 
performance appraisal and reward systems, institution of incentive schemes, 
providing skill and competency development to its manpower on a regular basis. 
 

3. Definitions  

a. ‘Board’ means the Board of Directors of the Company.  

b. ‘Directors’ means the Directors of the Company.  

c. ‘Committee’ means the Nomination and Remuneration Committee of the 
Company as constituted or re-constituted by the Board, in accordance with the 
Companies Act, 2013 and applicable SEBI Listing Regulations.  

d. ‘Company’ means Satia Industries Limited.  

e. ‘Independent Director’ means a Director referred to in Section 149(6) of the 
Companies Act, 2013 and rules.  

f. ‘Key Managerial Personnel (KMP)’ means:  
 the Chief Executive Officer or the managing director or the manager;  
 the Company Secretary;  
 the whole-time director;  
 the Chief Financial Officer;  
 such other officer, not more than one level below the directors who is in 

whole-time employment, designated as key managerial personnel by the 
Board;  

 such other officer as may be prescribed.  

g. ‘Senior Management’ shall mean officers/personnel of the listed entity who are 
members of its core management team, excluding Board of Directors and shall 
also comprise all the members of the management one level below the Chief 
Executive Officer or Managing Director or Whole Time Director or Manager 
(including Chief Executive Officer and Manager, in case they are not part of the 
Board of Directors) and shall specifically include the functional heads, by 
whatever name called and the persons identified and designated as key 
managerial personnel, other than the board of directors, by the listed entity .  

Unless the context otherwise requires, words and expressions used in this Policy 
and not defined herein but defined in the Companies Act, 2013 and SEBI Listing 
Regulations as may be amended from time to time shall have the meaning 



 

respectively assigned to them therein. 

 
4. Constitution of the nomination and remuneration committee  

The Board has constituted the “Nomination and Remuneration Committee” 
(“Committee”) of the Board in line with the requirements under the Companies Act, 
2013 (“Act”) and Regulation 19 of the SEBI (Listing Obligations and Disclosure 
Requirements) Regulations, 2015 (“SEBI Listing Regulations”).  

The Committee shall consist of 3 (three) or more non-executive directors out of 
which at least 2/3 of the directors shall be independent directors. The Chairperson of 
the Nomination and Remuneration Committee shall be an Independent Director. 
The Chairperson of the listed entity, whether executive or non-executive, may be 
appointed as a member of the Nomination and Remuneration Committee and shall 
not chair such Committee.  

The Board has authority to re-constitute this Committee from time to time. 

4A. Matters to be dealt with, perused and recommended to the Board by the 
Nomination and Remuneration Committee  

The following matters shall be dealt with by the Committee:  

a) Formulation of the criteria for determining qualifications, positive attributes and 
independence of a director and recommend to the Board a policy, relating to the 
remuneration of the directors, key managerial personnel and other employees;  

b) Formulation of criteria for evaluation of Independent Directors and the Board;  

c) Devising a policy on Board diversity;  

d) Identifying persons who qualify to become directors or who may be appointed in 
senior management in accordance with the criteria laid down, recommend to the 
Board their appointment and removal and shall carry out evaluation of every 
director’s performance;  

e) Analysing, monitoring and reviewing various human resource and compensation 
matters;  

f) Determining our Company’s policy on specific remuneration packages for 
Executive Directors including pension rights and any compensation payment, and 
determining remuneration packages of such Directors;  

g) Determine compensation levels payable to the senior management personnel and 
other staff (as deemed necessary), which shall be market-related, usually 
consisting of a fixed and variable component;  

h) Reviewing and approving compensation strategy from time to time in the context 



 

of the then current Indian market in accordance with applicable laws;  

i) To perform such functions as are required to be performed by the compensation 
committee under the Securities and Exchange Board of India (Share Based 
Employee Benefits and Sweat Equity) Regulations, 2021;  

j) Whether to extend or continue the term of appointment of the independent 
director, on the basis of the report of performance evaluation of Independent 
Directors;  

k) To perform such other activities as may be delegated by the Board of Directors 
and/or are statutorily prescribed under any law to be attended to by such 
committee;  

l) Implementation of decisions regarding allotment of ESOP Shares;  

m) Recommend to the Board, all remuneration, in whatever form, payable to 
directors and senior management;  

n) To satisfy itself with regard to succession planning, that the processes and plans 
are in place with regard to the Board & senior management;  

o) To perform such functions or duties as may be prescribed under the Companies 
Act, 2013, the SEBI Listing Regulations and any other applicable laws from time to 
time and discharge such other functions as may be specifically delegated to the 
Committee by the Board from time to time 

 
For the purpose of identifying suitable candidates, the Committee may: - 

 Use the services of external agencies, if required;
 Consider candidates from a wide range of backgrounds, having due regard 

to diversity; and
 consider the time commitments of the candidates.

 
4B. Appointment and removal of Directors, KMP and Senior Management 
 
Criteria for recommending a person to become Director, The Committee shall 
take into consideration the following criteria of qualification, positive attributes 
and independence for recommending to the Board for appointment of a Director: 

1. Qualification & Experience: 

The incumbent shall possess appropriate skills, experience and knowledge in 
one or more fields of finance, law, management, sales & marketing, operations, 
research, corporate governance, education, community service or other 
disciplines. 



 

2. Qualities: 

The incumbent Director may possess one or more of the following 
attributes/qualities: - Respect for and strong willingness to imbibe the 
Company’s Core Values - Honesty and professional integrity. - Strategic 
capability with business vision. - Entrepreneurial spirit and track record of 
achievement. - Ability to be independent and capable of lateral thinking. - 
Reasonable financial expertise. - Have contacts in fields of the 
business/corporate world/Finance/Chambers of commerce & industry. - Can 
effectively review and challenge the performance of management. 

 
3. In case the proposed appointee is an Independent Director, he should fulfil 

the criteria for appointment as Independent Director as per the provisions of 
the Act, SEBI Listing Regulations and other applicable laws & regulations. The 
proposed appointee should have the capabilities identified in the description 
of the role and capabilities required of an independent director as may be 
prepared by the Committee. ‘He’ or ‘his’ as mentioned in this Policy includes 
any gender. 

 
4. The incumbent should not be disqualified for appointment as Director 

pursuant to the provisions of the Act or other applicable laws & regulations. 

5. Directors Remuneration 

The Committee will approve the fixed remuneration to Executive Directors subject to 
the provisions of the Act, Listing Regulations and other applicable laws & regulations. 
Commission to the Executive Directors, if any, will be recommended by the Committee 
to the Board for approval. The Committee/Board shall periodically review the 
remuneration of such Directors in relation to other comparable companies and other 
factors like performance of the Company etc. as deemed appropriate. 

The Committee will recommend to the Board appropriate fees / commission to the 
nonexecutive directors for its approval. The Committee / Board shall inter alia, consider 
level of remuneration /commission payable by other comparable companies, time 
devoted, experience, providing guidance on strategic matters and such other factors as 
it may deem fit. 

6.  Performance Evaluation 
 
Performance evaluation of Executive Directors, Non-executive & Non-Independent 
Directors, Independent Directors, Board as a whole, Board Committees and their 
members and Chairman shall be carried out in following manner: 
 



 

a) Performance evaluation of all individual Directors: It shall be done annually by the 
Nomination and Remuneration Committee (NRC) as per the structure of performance 
evaluation. The outcome of the evaluation shall be shared by the Chairman of NRC 
with the Board. 
 

b) Performance evaluation of Independent Directors: It shall be done, annually and at the 
time of their re-appointment, by NRC for recommending to the Board whether to extend 
or continue the term of appointment of independent directors. Based upon the 
recommendations of the NRC, the Board of Directors shall decide to continue 
their appointment or consider them for reappointment. 
 
The performance evaluation of independent directors, in addition to feedback 
received from NRC, shall be done by the entire Board of Directors, excluding the 
director being evaluated as per the structure of performance. 
 

c) Performance evaluation of Non-Executive & Non- Independent Directors: It shall be 
done annually by NRC for recommending to the Board whether to extend or continue 
the term of appointment of non-executive & non-independent Directors. 

d) Performance evaluation of the Board of Directors: Board shall evaluate its own 
performance on criteria. 

e) Performance evaluation of Board Committees: The Board shall review the 
performance of all its committees annually. 

f) Performance evaluation of Chairman: The Board shall review the performance of 
Chairman annually. 

g) Performance evaluation by independent directors at their separate meeting: The 
Independent Directors in their separate meeting shall review performance of non- 
independent directors, Board as a whole, the Chairman of the company, taking into 
account the views of executive directors and non-executive directors. 

The Chairman of meeting of Independent Directors or one selected by independent 
Directors shall share outcome of their abovementioned evaluations with the Chairman 
of the Board. 
 
Chairman of the Board shall be responsible for giving feedback as and when required as 
a result of performance evaluation above and guide on preparation of a suitable action 
plan, if required. 
 
7. Board Diversity 
The Committee in its nomination process and while making recommendations to the 
Board shall endeavour to have an optimum and ideal combination of Directors from a 



 

diverse mixture of skills, professional & industry backgrounds, age, sexual orientation, 
physical disabilities, family status, religious beliefs, political beliefs, nationality, 
geographical experience &expertise, gender, tenure, ethnicity and diversity of 
thought. The Committee shall operate on the premise that a diverse and inclusive 
Board will be able to leverage different skills and perspectives which is essential for 
achieving long- term growth and development. The Committee shall set out the criteria 
for determining qualifications, positive attributes and independence while 
evaluating a person for appointment /re- appointment as Director with no 
discrimination on the grounds of ethnicity, nationality, gender or race or any other 
such factor. While reviewing the composition of the Board, the Committee will 
consider the benefits of all aspects of diversity including, but not limited to, those 
described above, to the extent feasible/possible. 
 

8. Elegibility Criteria & Remuneration of Key Managerial Personnel 
and other Senior Management Personnel 

 
The eligibility criteria for appointment of key managerial personnel and other 
senior management personnel shall vary for different positions depending upon the 
job description of the relevant position. In particular, the position of key managerial 
personnel shall be filled by senior personnel having relevant qualifications and 
experience. The Compensation structure for key managerial personnel and other 
senior management personnel shall be as per Company’s remuneration structure 
taking into account factors such as level of experience, qualification and suitability 
which shall be reasonable and sufficient to attract, retain and motivate them. The 
remuneration would be linked to appropriate performance benchmarks. The 
remuneration may consist of fixed and incentive pay reflecting short and long-term 
performance objectives appropriate to the working of the Company and its goals. 
 
Succession plan for the Board and Senior Management  
 

a. Succession plan for the Board:  
The Committee shall determine the suitability of every person who is being 
considered for appointment or re-appointment as a director based on his/ 
her educational qualification, experience, track record and contribution to 
the Board, as applicable, and every such person shall meet the ‘fit and 
proper’ criteria as may be stipulated by the Committee , from time to time, 
and accordingly any appointment or re-appointment of a director shall be 
subject to prior approval / recommendation by the Committee.  

 
b. Succession plan for the Senior Management:  

The human resource department of the Company (the “HR”) shall 
periodically review and consider the list of Senior Management due for 



 

retirement/ attrition within the year. HR shall also consider the new 
vacancies that may arise because of business needs/ up-gradation of 
department(s)/ regional office(s). Considering the above, HR shall assess the 
availability, internally and / or externally as the case may be, of suitable 
candidates for the Company’s future growth and development.  

 
Further, based on the recommendation of the managing director and/or the chief 
executive officer, the HR: 
 

i. shall evaluate the incumbent after considering all relevant criteria like 
experience, age, health, leadership quality etc., and recommend whether the 
concerned individual (i) be granted an extension in term/ service; or (ii) be 
replaced with an identified internal or external candidate;  

ii. shall identify the competency requirements of the key positions, assess 
potential candidates, and develop required competency through planned 
development and learning initiatives. HR may utilise the services of 
professional search firms to assist in identifying and evaluating potential 
candidates;  

iii. may recommend to appoint other suitable external candidate(s) as special 
recruitment in Senior Management based on the profiles and competency in 
order to provide a continuous flow of talented people to meet the 
organisational needs;  

iv. the prevailing promotion/ transfer policy or related policy of the Company 
shall be designed in such a way that the existing/ proposed Senior 
Management shall get allround exposure in various domains to facilitate 
career progression, prepare them for administrative responsibilities and to 
discharge their functions effectively in senior positions;  

v. every member of the Senior Management shall always endeavour to add 
capability inhouse and mentor officials with potential working under him/ 
her to handle his responsibility in his/ her absence by exposing him/ her to 
all aspects of work being handled by him/ her; 

vi. in addition to the above, the appointment of key managerial personnel as 
defined under Section 2(51) of the Companies Act shall be made in 
compliance with the applicable provisions of the Companies Act, read with 
the SEBI Listing Regulations. 

 
 
 



 

 

9. Amendment(s)/Modification 

In case of any subsequent changes in the provisions of the Act or SEBI Listing 
Regulations which makes any of the provisions in the Policy inconsistent with the 
Act or SEBI Listing Regulations, then the provisions of the Act or SEBI Listing 
Regulations will prevail over the Policy and the provisions in the Policy would be 
modified in due course to make it consistent with laws. 


