
In mid-2016, the government struck
down United Spirits’ proposed pay
packages for CEO Anand Kripalu of
.̀ 6.49 crore as it breached the limit of
15% of profits prescribed under the
Companies Act. USL got sharehol-
ders approval in September 2014 for
the proposal and its appeal to the go-
vernment to reconsider its stance is
currently pending.

Indian laws stipulate that compa-
nies can pay up to 15% of profits in
case of profitable companies while
loss-making companies face a cap
on remuneration. CEO salaries for
them are linked to a percentage of
capital and in many cases the amo-
unts are very low. A turnaround
company which returns to profits
need not seek central government
approval but the picture has got
complicated by inclusion of stock
options as part of the compensation
package. Stock options have increa-
sed the package, pushing it past the
prescribed limit for profitable com-
panies and forcing companies to se-
ek central government approval.
This is what has happened in the ca-
se of USL and Jyothy Laboratories.

“We had applied for the requisite
approval from the central govern-
ment for the excess remuneration,”
a USL spokesperson said. 

“The government, vide letters da-
ted April 28, 2016, did not approve the
company’s application. On May 24,
2016, the company submitted the
applications, along with detailed ex-
planations to reconsider the propo-
sal. The company is awaiting re-
sponse from the government.”

AMENDMENT PENDING
An amendment to the remuneration
clause in the Companies Act is awai-
ting approval in Rajya Sabha. Lok
Sabha has already passed it. Salary,
perquisites and bonus were always a
part of the management compensa-
tion ceiling but the inclusion of
Esops created a problem for many
firms. The demand for relaxing this
rule came from many startup and
infra firms who have a long gesta-
tion period and are prevented from
attracting talents and restricted
from paying top salaries due to in-
sufficient profits. 

The government has now sought to
amend Section 197 of the Act dealing
with managerial remuneration by
way of changes in sub-sections (1),
(3), (9), (10) and (11) and the insertion
of new sub-sections (16) and (17) with
a view to omitting altogether the re-
quirement for government approval

and the imposition of necessary sa-
feguards in the form of additional
disclosures, special resolutions and
auditor certifications, etc. The Parli-
amentary Standing Committee
which reviewed the amendment to
the Act 2013 recommended doing
away with the need for central go-
vernment approval. 

“The ministry has taken too long to
clear this proposal and we had even
hoped that it would look into a one-ti-
me approval to clear the pending list
of remuneration payable,” said the
chairman of a leading conglomera-
te seeking anonymity. A Tata Mo-
tors spokesperson confirmed the is-
sue with CEO compensation. 

“It is true that Tata Motors is in dis-
cussion with ministry of external
affairs on the compensation of MD
of Tata Motors. These talks are go-
ing on smoothly and its application
is under active consideration,” a Ta-
ta Motors spokesperson said. 

Tata Motors’ standalone opera-
tions has been making losses since
2014. In 2013-14, it made a loss of .̀1,178
crore which increased to .̀ 4,418 crore
in 2014-15. In 2016-17, it posted a loss
of .̀ 2,385 crore. Jyothy’s Raghunan-
dan is waiting for his compensation
package of approximately 1% of the
company’s outstanding equity
worth about .̀ 70 crore.

“Our hands are tied until amend-
ments or approvals come in from the
central government. We have been
told that an amendment is likely to
happen soon in Rajya Sabha,” a spo-
kesperson for the company said.

‘GOVT SHOULD HAVE NO SAY’
“Compensation of CEOs should be
the decision of the board, sharehol-
ders and the NRC committee. The
government (or the babus) should
have no say in this,” said Anil Singh-
vi of IiAS. “I find it absurd when go-
vernment tries to play a role in deci-
ding how much CEOs should be pa-
id,” he said.

“The government is just trying to
regulate that public money is re-
sponsibly managed by the publicly
listed firms,” said Ajay Raghavan,
partner, labour and employment
practice advisory, Trilegal. “The di-
rect impact is that if firms are not
doing well, then the leadership team
should be held accountable. Compa-
nies need to go through scrutiny.”

Other companies have also faced
similar problems. Jindal Steel &
Power paid excess managerial re-
muneration of .̀ 7.01 crore to the
chairman and .̀ 62 lakh to the mana-
ging director and chief executive
officer in FY15.

Cap of 15% of Profits
Under Companies Act
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Bengaluru: Last year, Myntra carried out a
social experiment at its workplace. The Beng-
aluru-based online fashion company named
several meeting rooms after renowned wo-
man technologists and leaders from across
the world, to drive better sensitivity towards
gender diversity. Today, meetings are carried
out in rooms named after achievers like com-
puter scientist Barbara Liskov and fashion
designer Coco Chanel.

Earlier this year, Paytm rolled out an email
helpline exclusively for its woman employe-
es. The forum not only helps promptly add-
ress queries, issues and concerns, but also al-
lows senior leaders at the payments and
ecommerce firm to communicate directly
and quickly with female staff.

Myntra and Paytm are not alone in trying to
close the gender diversity gap. Other new-age
companies like Urban Ladder, Go-Jek, Jug-
noo and ShopClues are also putting in place
various initiatives to drive this agenda.

“Research has conclusively proven that
companies with diverse teams are better in
decision-making and perform better finan-
cially. However, there is a trend of startup co-
founders being predominantly male, altho-
ugh our acceptance of women in some sec-
tors like banking is an encouraging sign,”
said Jappreet Sethi, CEO of YoStartups,
which provides consultancy services to new-
age companies.

At hyperlocal startup Jugnoo, almost 40% of

the workforce is female, which the company
is looking to increase further. At the compa-
ny, initiatives towards building gender diver-
sity are driven by feedback from employees.

This year it received feedback from female
employees that they were having difficulty in
striking a balance between work pressure
and taking care of their children who were at

home during the summer vacation. The star-
tup assigned a section of the office as the ‘Mi-
nions’ Play Area’ where employees could ke-
ep their children when they came to work.

At Paytm, the focus is on building an enab-
ling work environment for female employees,
and senior leadership regularly reviews di-
versity numbers across levels.

“We've had daycare facilities in place for mo-
re than a year now to ensure that female emp-
loyees who have become mothers do not have
to drop out of the workforce. Even when they-
’re coming back to work, we offer lots of flexi-
bility in choosing roles and timings so that
they can strike a proper balance between
work and familial responsibilities,” associa-
te vice-president Manav Jain told ET.

Company leaders at Myntra are paying close
attention to sourcing a higher number of wo-
man candidates without influencing the se-
lection process. “An example of this is the
campus hiring at women-only campuses as
well as hiring a significantly higher number
of woman interns and making PPOs (pre-pla-
cement offers) post evaluation,” said Abhis-
hek Sen, vice president of human capital and
consumer experience at Myntra.

The Bengaluru-based startup is also wor-
king towards introducing a transition plan
of up to six months for women returning to
work after a career break. This includes flex-
ible-work options.

A gender-diversity agenda needs to have a
top-down approach, said Babu Vittal, HR he-
ad at ShopClues. “Having a woman co-foun-
der (Radhika Aggarwal) at the helm of things
makes all the difference for us.”

The company is driving the need to increa-
se diversity numbers at fresher- and lateral-
level recruitment, and there are multiple le-
adership development programmes for fe-
male employees in all levels. The Gurgaon-
headquartered ecommerce company has al-
so recently rolled out e-learning capsules to
drive awareness and sensitisation around
gender diversity.

At Go-Jek’s India development centre,
which supports the Indonesia-headquarte-
red startup, employees who refer female can-
didates get double the referral fee given for
male candidates. “When employees refer fe-
male engineers with more than 10 years of ex-
perience, we pay `̀7.5 lakh,” director Sidu
Ponnappa said.

Furniture and home decor startup Urban
Ladder has started driving open discussions
in the workplace — especially with the lea-
dership team — so that they can set goals aro-
und gender sensitisation within their teams.
On the functional leadership front, there are
women spearheading critical functions like
engineering, customer service, branding, in-
terior and decor design.

“We think of ourselves as an egalitarian or-
ganisation with strong feminist values,” said
co-founder Rajiv Srivatsa. The company runs
regular sessions on gender sensitivity trai-
ning and prevention of sexual harassment.

Startups need to get more women early on in
the business with more than just token equity
and representation, said YoStartups' Sethi.
“Even big corporations like Uber have stum-
bled because they did not build enough diver-
sity in the culture early on.”
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When you buy a product from an online mar-
ketplace, have you ever wondered how your
order gets processed among millions of
others? Does it baffle you how some banks
use chatbots to solve customer queries based
on transaction history, or that financial and
portfolio management institutions deploy
sentiment analysis and algorithms to
consistently generate handsome returns for
customers.

In the age of decision sciences, all this and
more can be effortlessly achieved. Thanks to
the quantum advances in technology, today
decision sciences is the cornerstone of suc-
cess in the data-driven world. Decision sci-
ences is helping corporations in BFSI (ban-
king, financial services and insurance),
ecommerce, telecom, transportation and
many such industries process massive amo-
unt of data to leverage their true business
potential.
Sunrise Sectors: As per the Analytics In-

dia Report 2017, big data and decision
sciences are the next sunrise sectors. Analy-
tics revenue is pegged at $2 billion in FY17
whereas startup funding has crossed $700

million in the last two-and-a-half years alo-
ne. The 600-odd analytics firms that exist in
India employ just 90,000 analytics professio-
nals today.

Even though the seemingly infinite poten-
tial of decision sciences outweighs the cost
of investment, big data has been efficiently
harnessed by just a few corporations in In-
dia. Many of them admit that they haven’t
been able to leverage its benefits due to the
shortfall in talent and because of this dearth
of highly skilled human resources, profes-
sionals with big data skills will command
huge salaries.

But the need of the hour is a holistic pro-
gramme that addresses these concerns and
understands the specific requirements to
upskill in this respect.
TimesPro Decision Sciences: TimesPro,

a part of Times Professional Learning, of-
fers three avenues to explore decision scien-
ces as a career through a combination of ba-
sic and advanced-level courses for students
at different levels of understanding and
growth in their careers. So, from the indust-
ry’s perspective, these decision sciences pro-
grammes have been designed keeping in
mind the rapidly changing demands and re-
quirements of the industry.

The three comprehensive programmes —
post-graduate diploma in data science, post-
graduate diploma in advance data sciences
and certificate in advance decision science
— are divided into modules, with a special fo-
cus on all important aspects of artificial in-
telligence (AI), analytics, internet of things,
deep learning and machine learning.
Unique Programme Features: Some pro-

gramme USPs include 100% instructor-led
classroom training, learning on updated
technology platforms from world-class fa-
culty and experienced industry leaders, op-
timum mix of concepts, tools and techniqu-
es, and association with world-renowned

technology partner Nvidia. The many bene-
fits also include placement assistance, case-
study-led problem solving related to indu-
stries such as retail, BFSI, human resources
and healthcare among others along with
capstone projects.
Nvidia Partnership: As an integral part

of this decision sciences programme, TPL
has entered into a strategic collaboration
with Nvidia, a $6.9-billion revenue company
with a market capitalisation of $84 billion.
Nvidia is also known as the ‘AI Computing
Company,’ which helps bring offerings in de-
ep learning and AI to a wider Indian demog-
raphic through the Nvidia Deep Learning
Institute (DLI). DLI offers hands-on training
for developers, data scientists, and resear-
chers looking to solve the world’s most chal-
lenging problems with deep learning thro-
ugh self-paced online labs and instructor-led
workshops.

For more details, visit http://time-
spro.com/data-science-training/post-gra-
duate-diploma-in-advance-data-scien-
ces.php or Call 9820040052

The writer is president of Times Professional
Learning, part of the Times of India group
that publishes ET
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