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1. BACKGROUND 
 

SEBI requires listed companies to have a succession policy under RegulaƟon 17(4) of the SEBI (LisƟng ObligaƟons and 
Disclosure Requirements) RegulaƟons, 2015, as amended (referred to as the "SEBI LisƟng RegulaƟons"). Although 
this specific regulaƟon does not apply to companies listed on the SME (Small and Medium Enterprises) Plaƞorm of 
the stock exchange, our Company has voluntarily adopted this ‘Policy on Succession Planning for the board and senior 
management’ as part of its commitment to good corporate governance. The purpose of this policy is to ensure that 
there are no disrupƟons in leadership that could negaƟvely affect investors or the Company’s performance. It 
provides a clear plan for the smooth transiƟon and replacement of key execuƟves in case of any unforeseen 
vacancies. By adopƟng this policy, the Company aims to be prepared for any sudden leadership changes and to 
maintain business conƟnuity and stakeholder confidence. 
 
Succession planning is an essenƟal component to the efficient operaƟon and growth of any business. Succession 
planning is a tool for an organizaƟon to ensure its conƟnued effecƟve performance through leadership conƟnuity. A 
good succession planning program aims to idenƟfy high growth individuals, train them and feed the pipelines with 
talents. 
 
Trimoorty Foamtech Limited (the “Company”) recognises the importance of the process to succession planning to 
provide for conƟnuity in the smooth funcƟoning of the Company. There are certain posiƟons in the Company that 
are key to its current and future growth. It is, therefore, important that these posiƟons are assigned to duly skilled 
and best possible incumbents. It is criƟcal to fill any vacancy(ies) in such posiƟon(s) well in Ɵme to avoid any 
leadership gap. The Company has therefore put in place a policy on Succession Planning for the board and senior 
management (the “Policy”). 
 
The board of directors of the Company (“Board”) adopted the Policy vide its meeƟng held on 12th September,2025 
The Policy shall come into force with effect from the date, SEBI LisƟng RegulaƟons takes effect with respect to the 
Company. 
 
2. OBJECTIVES 
  
a. To idenƟfy and nominate suitable candidates for the approval of the Board to fill any vacancy(ies) which may 

arise in the Board, from Ɵme to Ɵme. 
 

b. To idenƟfy the competency requirements of criƟcal and key posiƟons in the Company, assess potenƟal 
candidates and develop required competency through planned development and learning iniƟaƟves. 

 
c. To idenƟfy the key job incumbents in Senior Management (defined below) and recommend whether the 

concerned individual: (a) be granted an extension in term / service; or (b) be replaced with an idenƟfied internal 
or external candidate or recruit other suitable candidate(s). 

 
d. To ensure the systemaƟc and long-term development of individuals in the Senior Management level and to 

replace when the need arises due to resignaƟons, death, disabiliƟes, reƟrements, and other unexpected 
occurrences. 

  
3. Applicability of the Policy 

 
The Policy shall be applicable for succession planning of the members of the Board, Senior Management and any 
other posiƟons within the Company at the discreƟon of the managing director and / or the chief execuƟve officer in 
consultaƟon with the Board. 
 
ExplanaƟon: The term “Senior Management” shall mean the officers and personnel of the Company who are 
members of its core management team, excluding the Board of Directors, and shall also comprise all the members 
of the management one level below the chief execuƟve officer or managing director or whole Ɵme director or 
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manager (including chief execuƟve officer and manager, in case they are not part of the Board) and shall specifically 
include the funcƟonal heads, by whatever name called and the company secretary and the chief financial officer.  
 
4. Succession plan for the Board and Senior Management 

 
The NominaƟon and RemuneraƟon CommiƩee of the Board (the “CommiƩee”) shall review the leadership needs of 
the Company, from Ɵme to Ɵme. 
 
a. Succession plan for the Board: 
 
The CommiƩee shall determine the suitability of every person who is being considered for appointment or re-
appointment as a director based on his / her educaƟonal qualificaƟon, experience, track record and contribuƟon to 
the Board, as applicable, and every such person shall meet the ‘fit and proper’ criteria as may be sƟpulated by the 
CommiƩee, from Ɵme to Ɵme, and accordingly any appointment or re-appointment of a director shall be subject to 
prior approval / recommendaƟon by the CommiƩee. 
 
The Company has also framed a NominaƟon and RemuneraƟon Policy and will formulate a policy on diversity of the 
Board to guide the Board in relaƟon to the appointment / reappointment / removal of the directors to ensure 
adequate diversity in the board to make good use of the varied skills, regional and industry experience, background, 
gender, and other qualiƟes of the directors. Accordingly, the appointment / re-appointment / removal and tenure of 
Directors shall be governed by the provisions of the NominaƟon and RemuneraƟon Policy. 
 
b. Succession plan for the Senior Management: 

  
The human resource department of the Company (the “HR”) shall periodically review and consider the list of 
members of the Senior Management due for reƟrement / aƩriƟon within the year. HR shall also consider the new 
vacancies that may arise because of business needs / upgradaƟon 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 recommendaƟon of the managing director and / or the chief execuƟve officer, the HR:  
 
i. shall evaluate the incumbent aŌer 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 idenƟfied internal or external candidate. 
 

ii. shall idenƟfy the competency requirements of the key posiƟons, assess potenƟal candidates and develop 
required competency through planned development and learning iniƟaƟves. HR may uƟlise the services of 
professional search firms to assist in idenƟfying and evaluaƟng potenƟal candidates. 

 
iii. may recommend appoinƟng other suitable external candidate(s) as special recruitment in Senior Management 

based on the profiles and competency in order to provide a conƟnuous flow of talented people to meet the 
organisaƟonal needs. 

 
iv. the prevailing promoƟon / transfer policy or related policy of the Company shall be designed in such a way that 

the exisƟng / proposed Senior Management shall get all-round exposure in various domains to facilitate career 
progression, prepare them for administraƟve responsibiliƟes and to discharge their funcƟons effecƟvely in senior 
posiƟons. 

v. every member of the Senior Management shall always endeavour to add capability inhouse and mentor officials 
with potenƟal working under him / her to handle their responsibility in his / her absence by exposing him / her 
to all aspects of work being handled by him/ her. 
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vi. in addiƟon to the above, the appointment of key managerial personnel as defined under SecƟon 2(51) of the 
Companies Act shall be made in compliance with the applicable provisions of the Companies Act, read with the 
SEBI LisƟng RegulaƟons. 

 
5. Emergency succession or temporary change 

 
If a director’s slot/ Senior Management’s posiƟon suddenly becomes vacant by reason of death or other 
unanƟcipated occurrence, the CommiƩee shall convene a special meeƟng as early as possible to implement the 
process described herein, subject to the necessity involved. 
 
For a temporary change in execuƟve leadership (i.e., illness or leave of absence for long Ɵme), the immediate junior 
officer, reporƟng to such execuƟve, shall take charge in place of his/ her senior unƟl the senior execuƟve re-joins the 
office or if he/ she is not competent in the view of the CommiƩee, then such other person who is competent to take 
the charge as may be decided by the CommiƩee will take charge unƟl the senior execuƟve re-joins the office. 
 
6. Conflict in Policy 
 
In the event of any conflict between the Companies Act or the SEBI LisƟng regulaƟons or any other statutory 
enactments (“RegulaƟons”) and the provisions of this Policy, the RegulaƟons shall prevail over this Policy. 
 
7. Amendments 
 
Any subsequent amendment / modificaƟon in the Companies Act, SEBI LisƟng RegulaƟons and / or other applicable 
laws, not being consistent with the provisions laid down under this Policy, then such amendment(s), clarificaƟon(s), 
circular(s), etc. shall prevail upon the provisions in this Policy and this Policy shall stand amended accordingly. 
 
8. ConfidenƟality  
All persons responsible for execuƟon of this Policy shall ensure confidenƟality of the discussions and decisions with 
regard to the prospecƟve candidate, except that the informaƟon may be shared, if required, with the concerned 
candidate in order to prepare him/ her for such elevaƟon. 
 
9. Review of Policy 

 
The Board has the power to review this Policy, from Ɵme to Ɵme, on the recommendaƟon of the CommiƩee.  


