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Purpose

The purpose of the succession planning program in the organization is to ensure a
ready supply in internal talent and assess external talent for key positions to assure
the agility and preparedness in the event of a position vacancy. This organization is
fully committed to equal opportunity for all employees, regardless of race, color, creed,
ancestry, marital status, religion, sex, national origin, age, military status, or disability
or any other characteristic protected by law.

The Company recognises that Succession Planning is a continuous process rather
than a onetime event and hence, intends to put in place this Policy that aligns talent
management with the said objective and endeavours to mitigate the critical risks
such as Vacancy, Readiness and Transition risk.

Recognizing that changes in management are inevitable, Star Housing Finance
Ltd.(SHFL) has established a succession plan to provide continuity in leadership and
avoid extended and costly vacancies in key positions. SHFL's succession plan is
designed to identify and prepare candidates for high-level management positions
that become vacant due to retirement, resignation, death or new business
opportunities.

In terms of Securities and Exchange Board of India (Listing Obligations and
Disclosure Requirements) Regulations, 2015, the Board of Directors of the
Corporation is required to oversee the succession planning and shall satisfy
themselves that plans are in place for orderly succession for appointments to the
Board and to the Senior Management. In view of the same, the Company has formulated
and adopted this Succession Planning Policy. This Policy shall be effective with immediate
effect.

2. Objectives

» A Succession Planning Policy is developed to ensure the stability and
accountability of the organization by preparing for an eventual permanent
change in leadership, either planned or unplanned, so as to ensure continuity
support in operations and service when the Executive Chairman, Managing
Director , Senior Management or key business leader leave their positions;

» To prepare a supply of suitably qualified and motivated employees for higher
roles and responsibilities;

» To develop career paths for employees which will facilitate the SHFL'’s ability to
recruit and retain top-performing or high talent employees;

» To develop a diverse pool of candidates, the Board has to assess the
permanent leadership needs of the company to ensure the selection of a
gualified and capable leader who is a good fit for the SHFL’s mission, vision,
and objectives; coupled with the necessary skills for the core business of the
Company;
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» To ensure systematic and long term development of individuals in the KMP and
SMP level to replace when the need arises due to the death, disability,
retirement or any other unexpected occurrence;

» To deliver a message to the SHFL’s employees that they are valuable; and

» To develop reliable assessment procedures and ensure that these procedures
are applied systematically across the Company.

The primary objective of this Policy on Succession Planning is to ensure that
employees are recruited and developed to fill each key role within the Company.
Effective corporate succession planning increases the availability of capable
individuals who are prepared to assume such roles as they become available. The
benefit of succession planning is to reduce the risk associated with loss of experienced
leadership.

Succession Planning

Succession planning is a process of ascertaining the need for filling positions at the
Board, senior management and other key positions. It involves identification for the
said roles, assessment of their potential and developing next generation of leaders as
potential successors for key leadership roles in an organization. The process of
development primarily concentrates on coaching, mentoring and training the identified
employees to assume higher responsibilities when the need arises. The Company has
always endeavored to nurture, train and increase the skill sets of employees at all
levels, with the key objective of ensuring smooth succession without impeding the
performance in current roles and responsibilities.

Responsibilities for Succession Planning

Key positions are identified as follows:
» Executive Chairman;

* Managing Director;

» Executive Directors;

* Non-Executive Directors; and

» Key Senior Management.

The Board with the assistance of the Board Nomination and Remuneration Committee
(“BNRC”), is responsible for succession planning for the Executive Chairman,
Managing Director, Executive Directors, Non-Executive Directors and Key Senior
Management positions.

The Board should consider either to hire or to internally promote the new Executive
Chairman, Managing Director, Executive Directors and Key Senior Management,
when anyone of the mentioned position leaves and to ensure the successor has the
required skills to implement the Company’s strategies.




HOUSING FINANCE
Star fai tofi Bliarosa fai

Whereas, the Executive Chairman is responsible for ensuring a succession plan is in
place for the key positions in the Company with the assistance from the Managing
Director, Executive Directors and Key Senior Management.

Implementation Process
A. Positions at the Directors level:

» The responsibility of ensuring timely replacement for positions of any Director,
lies with the NRC of Directors of the Company.

» For vacancies in the Board, the Supervisory Board (Managing Director and
whole time directors) and the NRC shall identify and recommend name(s) of
the candidate(s) who has the requisite qualifications and attributes for being
considered for such position(s).

» The NRC shall undertake a process of due diligence to determine the suitability
of the person for appointment / re-appointment / continuation as a Director on
the Board, based upon qualification, expertise, track record, integrity and other
fit and proper’ criteria.

> In the event of any unexpected vacancy in the Supervisory Board, NRC shall
meet and appoint a suitable person to take charge of the said position either on
an interim basis or on permanent basis.

B. Positions at the Senior Management and other critical positions:

» The NRC shall review the vacancies, if any, at Senior Management level and
other critical positions and based on such requirements, shall formulate and
adopt an appropriate action plan.

» Such action plan, at the first instance, shall relate to identifying and short listing
an employee within the same location/function or through a lateral transfer of
an employee from another location/function.

> In case of non- availability, the said plan may involve selection of an external
candidate having requisite skills, experience, leadership quality and expertise
deemed necessary for the said position.

» The Supervisory Board shall ensure that the external candidate fits into the
Company’s culture and has the ability to lead by example, work with the team,
motivate them, work congenially with the Members of the Senior Management
and other staff members and demonstrate the ability to significantly contribute
towards achievement of the strategic and business objectives of the
Corporation.
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» It is also extremely important to have a contingent plan in place to deal with

sudden exits at the said Senior Management level.

» The Human Resource Department of the Company on an ongoing basis shall

identify a select pool of employees who can be groomed to occupy senior level
positions in case of any such eventuality and train them adequately.

C. Positions at other levels: ¢

Apart from the key positions mentioned above, it is equally important to have
succession plans, in place, at the functional, branch and regional level, such as
Location Heads, Function Heads at the branches and any other critical position within
the organization.

In the month of January each year the Supervisory Board shall meet the concerned
Members of Senior Management, Functional Heads and Regional Heads to inter alia
review the following:

Identify key positions and incumbents targeted for succession planning. This
will include an analysis of planned retirements and predictable turnover in their
branch/ department.

Identify individuals who possess the potential needed for progression into the
targeted positions of leadership within their branch/ department.

Outline the actions taken to be taken in the next six months to groom identified
individuals to assume a role of elevated responsibility in the future.

Based on such review, the Supervisory Board shall give its consent to
implement the succession plan for the concerned Region/Branch/Function,
within a definite time frame.

PROCEDURES

Talent assessment and succession plan documents for each key employee and
position will be reviewed annually for changes and updates. Key employees
and positions are those which are identified by the organization as exerting
critical influence on organizational activities either operationally, strategically,
or both.

Individual talent assessments will be completed for each key employee to
assess how well individuals are presently equipped for future advancement.
Individual performance appraisals will be completed for each key employee to
assess how well individuals are meeting their current job requirements
Individual development planning will be completed for each key employee to
assist individuals in narrowing the development gap between what they already
know or can do and what they must know or do to qualify for advancement.
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The organization’s succession planning program will rely heavily on the processes
listed above to identify individuals suitable for advancement. The program will work
closely with the leadership development program which is designed to help individuals
identify their career goals and take proactive steps to achieve them.

Succession Planning Committee:

The Managing Director/CEO is responsible for SHFL's succession plan. The Managing
Director/CEO chairs the succession planning committee, which also includes the
general counsel and the departmental heads of human resources and finance.

The Committee would conduct succession planning exercise in two parts. (a) For the
Directors to KMP level; and (b) for the SMP and downwards.

(&) While conducting the exercise for this group, the following specific factors to be
deliberated and documented in a structured manner:

>

YV YVV

>

The present Organisation Structure upto the KMP level with role and
responsibilities and performance reviews of past 3 years of persons holding the
position.

Proposed change in organisation structure /expansion plan for the next 3 years
Gaps (present /likely) in organisation structure

Re-packaging of role and responsibilities on account of growing needs and
change in regulatory landscape.

Matrix of change of Management upto KMP level with next best available
persons of skill and expertise within the organisation (in the span of next 3
years)

Conclusion and recommendation on the above factors to be made to
Nomination & Remuneration Committee for their consideration.

(b) Each January, a succession planning committee meeting will be held. At each
meeting, each division head will:

> Present to the committee a review of the departmental succession plan.

> ldentify key positions and incumbents targeted for succession planning.
This should include an analysis of planned retirements, potential
turnover, etc.

> ldentify individuals who show the potential needed for progression into
the targeted positions and leadership within the company.

> Outline the actions taken in the previous six months to prepare identified
individuals to assume a greater role of responsibility in the future.

By the end of February each year, the committee will approve targeted
candidates.




= By the end of March each year, the committee will approve an outline of actions
that will be taken in the following six months to prepare individuals to assume a
greater role of responsibility in the future.

= The Managing Director/CEO will periodically review updates from senior
management on the development process for each targeted candidate.

The committee establishes a succession plan that identifies critical executive and
management positions, forecasts future vacancies in those positions and identifies
potential managers who would fill vacancies. Vacancies will be filled from within or, in
the event no viable candidate is available, on an "acting” basis while an external
recruitment effort is conducted.

Key Success Factors

» The Board, the MD and senior management support for the succession
planning process. This will give all employees an understanding and emphasis
on the importance of succession planning to the Company;

» The support from the Board of Directors, the Executive Chairman, Executive
Directors and Senior Management are important for the succession planning
process. This will give all employees an understanding and emphasis on the
importance of succession planning to the Company. Adequate time should be
provided to the selected employees for development and mentoring;

» Regular review and update for the succession plan is vital to ensure the
Company has re-evaluated the hiring needs and assess the development
progress of the selected candidates; and

» Not forgetting that succession shall be linked to the Company’s strategic
planning and future investment

Confidentiality

All persons responsible for execution of the Succession Planning Policy shall ensure
confidentiality of the discussions and decisions with regard to the prospective
candidate, except that the information may be shared, if required, with the concerned
candidate in order to prepare him for such elevation.

Policy review

This Policy may be amended, modified or supplemented, from time to time, to ensure
compliance with any amendment, modification or supplementation to the Companies
Act, 2013 and rules made there under, SEBI (Listing Obligations and Disclosure
Requirements) Regulations, 2015, the Securities and Exchange Board of India Act,
1992 and rules/regulations/ guidelines made there under, RBI regulations/guidelines
or any other law and any other regulatory provisions applicable to the Company and/or
its’ business relating to employee/directors’ compensation, issued from time to time.




Any such amendment shall be made by the CEO of the Company, which shall be
ratified at the next meeting of the NRC of the Company, held after such amendment.

The NRC may issue/implement such guidelines, procedures, formats and/or reporting
mechanisms to enforce this Policy as it may deem fit.

Periodic Review: This policy shall be reviewed annually by the Board.

This policy shall stand auto-corrected/amended whenever there are any regulatory amendments
in the Master Direction —Non-Banking Financial Company — Housing Finance Company
(Reserve Bank) Directions, 2021 or any other applicable rules/regulations/acts
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