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ABSTRACT 

Historically, Company Secretaries (CS) and Human Resources (HR) departments operated in 

silos—one focused on the letter of the law, the other on the spirit of the people. However, in 

the modern regulatory landscape, these roles have converged. This paper examines how the 

Company Secretary acts as a bridge between the Board of Directors and HR administration. 

By analysing compliance frameworks, employee equity schemes, and ethical governance, the 

research demonstrates that a CS is no longer just a minute-taker but a strategic partner in HR 

administration, ensuring that "people's policies" align with "corporate protocols." This paper 

explores the evolving intersection between corporate governance and human capital 

management. In the Indian regulatory context, the Company Secretary (CS) has transitioned 

from a traditional compliance officer to a strategic advisor. This paper examines the 

integration of CS functions within HR administration, specifically regarding the Companies 

Act 2013, SEBI regulations, and the Prevention of Sexual Harassment (POSH) Act. By 

focusing on an Indian regional case study, the research highlights how the CS-HR partnership 

mitigates legal risks and enhances corporate reputation. 
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1. INTRODUCTION: The Metamorphosis of Governance and Human Capital 

In the contemporary business environment, the definition of "administration" has shifted from 

mere clerical support to strategic navigation. At the heart of this shift lies the Company 

Secretary (CS). Often referred to as the "Corporate Conscience," the CS ensures that an 

organization adheres to statutory and regulatory requirements [1-2]. 

Parallel to this, HR Administration has evolved from payroll processing to managing the 

most significant risk and asset of any firm: its people. The intersection of these two fields is 

where governance meets culture. Whether it is ensuring gender diversity on boards, managing 

Employee Stock Option Plans (ESOPs), or drafting whistleblower policies, the CS plays a 

pivotal role in HR administration [3]. 

n India, the profession is governed by the Institute of Company Secretaries of India 

(ICSI). Under Section 203 of the Companies Act, 2013, the CS is elevated to the status of 

Key Managerial Personnel, placing them on par with the CEO and CFO. This elevation is 

crucial for HR administration because it mandates that the CS oversee not just "paperwork," 

but the ethical and legal framework of employment at the highest levels [4]. 

The Indian HR landscape is currently navigating a transition from fragmented labour laws to 

the new Labor Codes, alongside strict SEBI (Listing Obligations and Disclosure 

Requirements) for public companies. Here, the CS acts as the "interpreter" of these laws for 

the HR department. The significant depth requires a multi-layered analysis of the historical 

evolution, the legal definitions, and the strategic pivot that has brought Company 

Secretaryship (CS) and Human Resources (HR) into the same orbit [5]. 

1.1 The Shifting Paradigm of Corporate Administration 

For decades, the corporate world functioned through a rigid compartmentalization of duties. 

The Boardroom was the domain of the Company Secretary (CS)—the custodian of 

legalities, the master of minutes, and the guardian of the seal. Down the hall, Human 

Resources (HR) operated as the "people's department," managing the complexities of 

payroll, industrial relations, and employee morale. These two worlds rarely collided except 

during executive hiring or large-scale layoffs. 

However, the 21st century has ushered in an era of "Radical Transparency." High-profile 

corporate collapses (from Enron to recent Indian startups) have proven that a failure in 

"people culture" is almost always a failure in "corporate governance." This realization has 

birthed a new organizational architecture where the CS and HR administration are 
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inextricably linked. The CS no longer merely records what the Board says, they ensure that 

what the Board intends is legally and ethically implemented throughout the workforce [6-8]. 

1.2 Defining the "Corporate Conscience" (CS) 

To understand the role of the CS in HR, one must first define the modern CS. In the Indian 

context, the Companies Act, 2013, redefined the CS as a Key Managerial Personnel 

(KMP). This is not a mere title change; it is a fiduciary upgrade. As a KMP, the CS shares the 

same legal platform as the Managing Director and the Chief Financial Officer. 

The CS is tasked with ensuring that the company, as a legal entity, behaves as a "Good 

Corporate Citizen." While the HR department manages the individuals within the company, 

the CS manages the entity's relationship with those individuals. This includes ensuring that 

employment contracts align with the Articles of Association (AoA), that diversity mandates 

are met at the Board level, and that the company’s internal codes of conduct are not just 

posters on a wall but legally enforceable documents [9]. 

1.3 The Evolution of HR Administration 

HR Administration has travelled a long road from "Personnel Management" in the 1970s. 

Modern HR administration is now responsible for: 

 Talent Governance: Ensuring the right people are in the right roles without bias. 

 Compliance Risk: Navigating a labyrinth of labour laws, social security norms, and tax 

implications. 

 Ethical Culture: Driving the "Social" (S) in ESG (Environmental, Social, and 

Governance). 

The "Administration" aspect of HR is no longer just clerical. It is about building a system that 

can withstand regulatory scrutiny. When an HR department fails to properly document a 

termination or misses a statutory filing for a provident fund, the legal liability often falls on 

the company as a whole—which brings it directly into the purview of the Company 

Secretary. 

1.4 The Statutory Nexus: Where Law Meets People 

The convergence of CS and HR is most visible in the statutory requirements of modern law. 

In India, this nexus is governed by three primary pillars [10]: 

 The Companies Act, 2013: Mandates the formation of the Nomination and 

Remuneration Committee (NRC). The CS acts as the secretary to this committee, while the 

HR Head provides the data. Together, they decide how much a CEO should be paid—a 



Copyright@    Page 4 

International Journal Research Publication Analysis  

 
 

decision that is both a human resource strategy and a massive governance disclosure 

requirement. 

 SEBI (LODR) Regulations: For listed companies, the CS must disclose any change in 

senior management to the stock exchanges. HR provides the "who" and "when," but the CS 

manages the "how" and "why" to prevent insider trading or market panic. 

 The POSH Act, 2013: The Prevention of Sexual Harassment at the Workplace is the 

ultimate test of CS-HR synergy. HR manages the sensitivity and training, but the CS ensures 

that the Internal Committee (IC) is legally constituted and that the annual report includes 

the mandatory disclosures. A failure here is both a failure of HR administration and a breach 

of Secretarial Standards. 

1.5 The Advent of ESG and the "Social" Mandate 

Global investors no longer look only at the balance sheet; they look at ESG scores. The "S" 

(Social) component of ESG focuses on how a company treats its people, its diversity ratios, 

and its labour practices. 

 HR’s Role: Collects the data on gender pay gaps, turnover rates, and safety incidents. 

 CS’s Role: Audits this data for accuracy and presents it in the Business Responsibility 

and Sustainability Report (BRSR). 

If HR inflates diversity numbers to look good, and the CS signs off on it without verification, 

the company faces "Greenwashing" or "Social-washing" allegations. This makes the CS a de-

facto auditor of HR administration [11]. 

 

1.6 Problem Statement: The Cost of the Silo Mentality 

The primary motivation for this paper is the rising cost of corporate negligence. When HR 

and CS do not communicate, "Governance Gaps" emerge. Examples include: 

 Backdated ESOPs: Leading to tax fraud and regulatory fines. 

 Improper Board Composition: Failing to meet the "Woman Director" mandate because 

HR didn't source candidates through a governance lens. 

 Unfair Executive Payouts: Resulting in shareholder activism and "Say-on-Pay" 

rejections. 

This paper argues that the Company Secretary is the Strategic Bridge. By embedding 

secretarial oversight into HR administration, a company transforms from a collection of 

employees into a disciplined legal institution [12-13]. 
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1.7 Objectives and Scope of the Paper 

This research aims to: 

 Analyse the specific statutory duties of a CS that overlap with HR functions. 

 Evaluate the role of the CS in managing the Nomination and Remuneration 

Committee. 

 Discuss the CS’s role as an "Ombudsperson" in whistleblower and harassment cases. 

 Provide a performance framework to measure the success of CS-HR integration. 

The scope is primarily focused on Indian Corporate Law, though the principles of 

"Strategic Secretaryship" are applicable globally. We will examine how this partnership 

protects the company from "internal risk"—the most volatile risk of all. 

2. Literature Review 

Academic discourse on corporate governance (Cadbury Report, 1992) initially focused on the 

CS as an officer responsible for the Board’s effectiveness. Conversely, HR literature (Ulrich, 

1997) focused on the "Strategic Partner" model. 

Recent studies suggest a "Convergence Model." Scholars argue that as ESG (Environmental, 

Social, and Governance) metrics become a priority for investors, HR data (the "S") must be 

validated and reported by the CS (the "G"). The literature suggests that the CS provides the 

legal framework within which HR delivers human capital value. 

Indian corporate history, particularly post-Satyam scandal, has emphasized the need for a 

"Check and Balance" system. Literature from the ICSI emphasizes that while HR manages 

the lifecycle of an employee, the CS manages the legal existence of that relationship. 

Scholars like Dr. K.R. Chandratre have argued that in the Indian context, "secretarial audit" 

(Section 204) must include a review of HR-related compliance, such as the constitution of the 

Nomination and Remuneration Committee (NRC) and the Internal Committee (IC) for sexual 

harassment. 

3.The Actual Role of Company Secretary in HR Administration: A Deep-Dive Analysis 

The CS functions as a specialized legal advisor within the HR ecosystem in several key areas: 

 Compliance with Labor Laws: While HR manages the employees, the CS ensures the 

company—as a legal entity—is compliant with the Companies Act, Factories Act, and social 

security regulations. 

 Executive Compensation and Remuneration: The CS guides the Remuneration 

Committee. They ensure that "Fat Cat" bonuses or executive pay packages are within legal 

limits and are transparently disclosed to shareholders. 
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 Employee Stock Option Plans (ESOPs): This is the ultimate overlap. HR designs the 

plan to retain talent, but the CS manages the legalities of share issuance, vesting periods, and 

filing with regulatory bodies. 

 Board Diversity and Inclusion: Modern regulations often mandate a certain percentage 

of women directors or independent directors. The CS works with HR to source, vet, and 

induct these individuals. 

 Internal Disciplinary Proceedings: For high-level executives, the CS often oversees the 

"due process" to prevent wrongful termination lawsuits that could damage the company's 

reputation. 

In an Indian firm, the CS’s HR-related duties are categorized into three pillars: 

A. The NRC and Executive Remuneration 

Under Section 178, the CS coordinates with the Nomination and Remuneration 

Committee. While HR suggests salary benchmarks, the CS ensures that the remuneration for 

Directors and KMPs does not exceed the 11% ceiling of net profits as prescribed by Section 

197 [14]. 

B. POSH Act Compliance 

The Prevention of Sexual Harassment (POSH) Act, 2013, requires every company to have 

an Internal Committee (IC). HR usually leads the IC, but the CS is responsible for ensuring 

the "Annual Compliance Report" is filed and that the Board’s Report contains the necessary 

disclosures regarding harassment complaints. 

C. Secretarial Audit of HR Records 

The CS performs an audit to ensure that the company is maintaining statutory registers 

(Register of Directors, Register of Employee Stock Options, etc.). If HR fails to update the 

register of members after an ESOP exercise, the CS is held liable for the regulatory lapse. 

The modern corporation is no longer a single-cell organism; it is a complex ecosystem where 

"people strategy" and "regulatory compliance" are the twin helices of its DNA. In this 

section, we deconstruct the multidimensional role of the CS within the HR administrative 

framework, specifically focusing on the Indian regulatory landscape under the Companies 

Act, 2013, and SEBI mandates. 

3.1 Architect of the Nomination and Remuneration Committee (NRC) 

One of the most critical structural overlaps occurs within the Nomination and Remuneration 

Committee (NRC). While HR departments are experts at identifying talent and benchmarking 
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salaries, the CS is the architect who ensures the NRC functions within the boundaries of 

Section 178 of the Companies Act. 

 Policy Formulation: The CS assists the NRC in formulating the criteria for determining 

qualifications, positive attributes, and the independence of a director. While HR provides the 

"competency mapping," the CS translates this into a formal "Remuneration Policy" that must 

be disclosed in the Board’s Report. 

 The "Fit and Proper" Framework: In the financial sector especially, the CS ensures that 

HR’s recruitment of senior management meets the "Fit and Proper" criteria mandated by the 

RBI or SEBI. This involves rigorous background checks that go beyond standard HR 

verification, touching upon legal standing and financial integrity [15]. 

3.2 Gatekeeper of Executive Remuneration 

In many organizations, executive pay is a lightning rod for shareholder activism. Here, the 

CS acts as a vital "brake" and "guide" for HR’s compensation strategies [12-14]. 

1. The 11% Ceiling: Under Section 197, the total managerial remuneration payable by a 

public company to its directors and managers cannot exceed 11% of the net profits. HR may 

design an aggressive bonus structure to retain a CEO, but the CS must audit these figures to 

ensure they do not breach this statutory cap. 

2. Clawback Provisions: Modern governance requires "Clawback" clauses where bonuses 

are returned if financial results are later found to be manipulated. The CS works with HR to 

draft these clauses into employment contracts, ensuring they are legally enforceable under 

Indian Contract Law. 

3. Shareholder Approval: When HR proposes a salary that exceeds the prescribed limits, the 

CS must manage the "Postal Ballot" or "General Meeting" process to obtain shareholder 

consent. Without the CS’s administrative precision, the HR’s pay offer remains legally void. 

3.3 The Legal Custodian of Employee Stock Option Plans (ESOPs) 

ESOPs are perhaps the most complex intersection of HR and Secretarial functions. HR views 

ESOPs as a retention tool; the CS views them as a capital issuance. 

 The Lifecycle Management: 

o Granting: HR identifies the "Eligible Employees." The CS ensures that "Promoters" or 

"Independent Directors" are excluded as per SEBI regulations. 

o Vesting: HR tracks performance milestones. The CS ensures that the "Vesting Period" is 

at least one year from the date of grant, as mandated by law. 
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o Exercise: When an employee buys the shares, the CS must manage the Allotment of 

Shares, file Form PAS-3 with the Registrar of Companies (ROC) and update the Register of 

Members. 

 Trust vs. Direct Route: The CS advises HR on whether to manage ESOPs through a 

"Trust" (to avoid dilution) or via direct issuance. This decision has massive tax and 

compliance implications that HR alone cannot navigate [7]. 

3.4 Guardian of Board Diversity and Succession Planning 

Diversity, Equity, and Inclusion (DEI) is a core HR buzzword, but for the CS, it is a mandate. 

 The Woman Director Mandate: Under Section 149(1), specific classes of companies must 

have at least one-woman director. The CS collaborates with HR to scout for qualified women 

professionals, ensuring the search is not just a "box-ticking" exercise but meets the board’s 

skill-gap requirements. 

 Succession Planning: While HR builds the "Leadership Pipeline," the CS ensures the 

Succession Policy is reviewed annually by the Board. They ensure that when a "Key 

Managerial Personnel" (KMP) retires, the replacement is appointed within six months to 

avoid a "Governance Vacuum" and subsequent penalties. 

3.5 The "Vigil Mechanism" and the Ethics Infrastructure 

HR administration often handles "Grievance Redressal," but the CS handles 

"Whistleblowing." * Section 177(9): Every listed company must establish a vigil mechanism 

for directors and employees to report genuine concerns. The CS often acts as the compliance 

officer to whom the whistleblower reports. 

 The CS-HR Tension: If an employee reports a financial fraud perpetrated by the HR 

Head, the CS must have the independence to bypass the HR hierarchy and report directly to 

the Audit Committee. This makes the CS the ultimate safeguard of the organization’s ethical 

"Plumbing." 

 POSH Compliance: Under the Prevention of Sexual Harassment (POSH) Act, the CS 

ensures that the Internal Committee (IC) is legally valid (e.g., has an external member). They 

ensure HR’s training data is accurately captured in the Board’s Report—failing which, the 

company can have its business license revoked [8-9]. 

3.6 Interpreter of the New Labor Codes 

India is currently transitioning from a plethora of old labour laws (Factories Act, Payment of 

Wages Act, etc.) to four new Labor Codes. This transition is a "Legal Minefield" for HR. 
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 The Definition of "Wages": The new codes have a complex definition of wages that 

impacts PF, Gratuity, and Leave Encashment. The CS works with HR to restructure the entire 

"CTC" (Cost to Company) of thousands of employees to ensure that the "Basic Pay" is at 

least 50% of the total remuneration. 

 Standing Orders: The CS helps HR draft "Standing Orders" or "Employment Bylaws" that 

are consistent with both the new Labor Codes and the Companies Act. This prevents a 

scenario where an HR policy contradicts a corporate resolution. 

3.7 Data Privacy and the CS-HR Interface 

With the advent of the Digital Personal Data Protection (DPDP) Act, 2023, HR 

administration is now a high-risk zone. 

 Employee Data as "Personal Data": HR stores biometric data, bank details, and medical 

records. The CS, acting as the Data Privacy Officer (or overseeing one), ensures that HR’s 

data collection forms have the legally required "Consent Clauses." 

 Audit Trail: The CS ensures that HR’s software systems maintain an "Audit Trail" (as 

required by the Ministry of Corporate Affairs) for any changes in employee records that 

might impact the company's financial statements or share capital. 

 

3.8 Summary Table: The Convergence Matrix 

To visualize this 2,000-word expansion, the following table summarizes the integrated roles: 

Function HR’s Administrative Role CS’s Strategic/Legal Role 

Recruitment 
Sourcing, Interviewing, 

Onboarding. 

Vetting "KMP" status and Board "Fit & 

Proper." 

Compensation 
Payroll, Incentives, 

Benchmarking. 

NRC Policy, 11% Cap, Disclosure in Board 

Report. 

Employee 

Equity 

Motivation, Retention, Grant 

Letters. 

ROC Filings, SEBI Compliance, Share 

Allotment. 

Separation 
Exit Interviews, Full & Final 

Settlement. 

Resignation filings (DIR-12), Disclosure to 

Exchanges. 

Ethics/Legal 
Disciplinary actions, Culture 

building. 

Whistleblower Mechanism, POSH 

Disclosure, Legal Audit. 

 

3.9 The "Ombudsperson" Hybrid 

In conclusion of this section, the "Actual Role" of the CS in HR administration is that of an 

Internal Regulator. While HR is tasked with "Employee Happiness," the CS is tasked with 

"Employee Lawfulness." This synergy ensures that the company does not grow at the expense 
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of its legal integrity. The CS provides the procedural discipline that allows HR’s people-

centric initiatives to survive regulatory audits and shareholder scrutiny. 

4. Example: Implementing an ESOP 

To understand the necessity of a CS in HR, consider a tech startup launching an ESOP. 

1. HR’s Role: Determines which developers get how many options to prevent them from 

jumping to a competitor. 

2. The Gap: HR might not know the maximum authorized share capital or the specific 

"Special Resolution" required under corporate law. 

3. The CS’s Role: Drafts the ESOP scheme to be legally sound, ensures the Board approves 

it, files the necessary forms with the Registrar of Companies, and ensures that the "exercise 

of options" doesn't violate insider trading laws. 

Without the CS, HR’s incentive plan could be rendered illegal or result in heavy regulatory 

fines. 

Consider a "Unicorn" startup based in Bangalore. To attract talent from Silicon Valley, the 

HR team offers aggressive Employee Stock Option Plans (ESOPs). 

 The HR Task: Designing a vesting schedule that keeps engineers motivated. 

 The CS Necessity: In India, ESOPs must comply with SEBI (Share Based Employee 

Benefits and Sweat Equity) Regulations. The CS must ensure that "In-principal approval" 

is taken from stock exchanges and that the "Trust Route" vs. "Direct Route for share issuance 

is legally evaluated. Without the CS, the HR’s recruitment tool becomes a "Non-compliance" 

nightmare that can block a future IPO. 

The 2017-2018 Governance Crisis at a Major Indian IT Firm is created. 

Background: A premier Indian IT multinational (referred to as "The Firm") faced a public rift 

between its founders and the Board of Directors. The crux of the issue involved HR 

administration and Executive Governance. 

The Conflict: 

1. Severance Pay: The HR department and the Board approved a high-quantum severance 

package for a departing CFO (nearly ₹17.38 Crores). 

2. The Governance Gap: The Founders argued this was "hush money" and lacked 

transparency. 

3. The CS Role: The Company Secretary was caught between the Board’s decision and the 

Founders' demand for accountability. The CS failed to ensure that the justification for such a 
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high HR payout was documented with the rigor required by Indian Secretarial Standards (SS-

1). 

 

The Breakdown: 

 HR perspective: They viewed it as a contractual obligation to ensure a smooth exit. 

 CS perspective: They treated it as a routine Board approval without flagging the "arm's 

length" concerns or the potential "Related Party Transaction" implications under Section 188. 

The lack of synergy between the CS and HR led to a massive loss of investor confidence, the 

eventual resignation of the CEO, and a total overhaul of the Board. 

Lesson Learned: In India, HR decisions regarding "High-Value Exits" are not just personnel 

matters; they are governance matters. The CS must act as a gatekeeper, ensuring HR's 

contractual promises don't violate the spirit of "Fair Disclosure." 

5.Case Study: The High Cost of the CS-HR Governance Gap the Scenario:  

A hypothetical firm, "NexGen Tech," faced a massive scandal involving workplace 

harassment and unfair executive pay. 

 The Problem: The HR department had documented the complaints, but the information 

never reached the Board. The executive pay was hiked without shareholder approval. 

 The Failure of CS-HR Integration: The Company Secretary at NexGen acted only as a 

"passive recorder." They did not exercise their right to inform the Board of the "S" (Social) 

risks being flagged by HR. 

 The Outcome: When the scandal broke, the stock price plummeted 30%. The lack of a 

CS acting within HR administration to ensure "Whistleblower Policy" compliance led to a 

total governance failure. 

Now it will conduct a comparative analysis of two landmark scenarios in the Indian corporate 

sector. These cases demonstrate the "Governance-HR Paradox": how the failure of the 

Company Secretary (CS) to intervene in HR administrative decisions leads to systemic 

collapse, and how proactive secretarial oversight could have averted disaster. 

The following analysis examines two distinct types of failures: the "Gilded Parachute" 

failure in an established IT giant and the "Founder-Control" failure in the modern startup 

ecosystem. 

Case Study I: The Infosys Severance Pay Controversy (2015-2017) 

The Context: 

Infosys, long considered the "Gold Standard" of Indian corporate governance, faced an 

unprecedented crisis involving the exit of its former CFO, Rajiv Bansal. The HR department, 
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under the direction of the then-Board, agreed to a severance package of nearly ₹17.38 Crore 

($2.5 million)—an amount significantly higher than standard industry practice and the 

executive's employment contract. 

 

The HR-Administration Failure: 

From an HR administrative perspective, the package was viewed as a "separation agreement" 

to ensure a smooth transition and protect trade secrets (non-compete and non-disparagement). 

However, HR treated this as a private contractual matter between the employer and the 

employee. 

The Role (and Failure) of the Company Secretary: 

In this scenario, the CS’s role was to act as the bridge between the Nomination and 

Remuneration Committee (NRC) and the shareholders. The failures were three-fold: 

 Transparency and Disclosure: Under SEBI (LODR) Regulations, such a significant and 

unusual payout to a Key Managerial Personnel (KMP) should have been flagged for its 

"materiality." The CS failed to ensure that the justification for the payout was adequately 

recorded in the Board minutes and disclosed to the stock exchanges in real-time. 

 Documentation of Dissent: It later emerged that some board members had reservations. 

The CS, as the custodian of board proceedings, is responsible for recording dissenting notes. 

The lack of a clear "paper trail" regarding the approval process led to allegations of "hush 

money." 

 Adherence to Secretarial Standards (SS-1): The CS failed to ensure that the NRC’s 

decision-making process was robust enough to withstand the scrutiny of the "Founders" (who 

were now significant shareholders). 

The governance gap led to a public spat between the Founders (led by N.R. Narayana 

Murthy) and the Board. It resulted in the eventual resignation of the CEO and several board 

members, a massive loss in market capitalization, and a fine from the SEBI for failing to seek 

proper approvals. 

Case Study II: The Governance Meltdown in the Indian Startup Ecosystem (The 

BharatPe/Zilingo Paradigm) 

In the "Blitzscaling" era of 2021-2023, several Indian unicorns (most notably BharatPe) faced 

severe allegations of financial irregularities, recruitment scams, and toxic work cultures. 

The HR-Administration Failure: 

In these startups, HR administration was often "Founder-led" rather than "Board-led." 

Reports surfaced of: 
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 Recruitment Scams: Inflated invoices for recruitment agencies that were linked to 

family members of the founders. 

 POSH Violations: A culture of "aggressive growth" that bypassed the Prevention of 

Sexual Harassment (POSH) mandates. 

 Backdated Appointments: Executive contracts that were backdated to benefit from 

ESOP vesting periods. 

The Role (and Absence) of the Company Secretary: 

In many of these startups, the CS was either a junior-level employee with no "seat at the 

table" or a consultant who merely filed forms. 

1. The Oversight of Internal Controls: A CS integrated into HR administration would 

have audited the "Vendor Onboarding" process for recruitment agencies. By failing to check 

for "Related Party Transactions" (Section 188), the CS allowed HR funds to be siphoned. 

2. The Whistleblower Silencing: In many startup failures, employees tried to raise 

concerns but found the "Vigil Mechanism" (Section 177) to be non-existent or managed by 

the very founders they were reporting. The CS failed in their statutory duty to provide a direct 

line to the Audit Committee. 

3. Fictitious Payrolls: Some cases involved "ghost employees" on the payroll. A secretarial 

audit of the Register of Employees (mandated under labour laws and the Companies Act) 

would have caught these discrepancies if the CS had performed a physical or digital 

verification of the HR records. 

The lack of a "Corporate Conscience" (the CS) to check the "People Strategy" (HR) led to 

forensic audits by Sequoia and other VCs, the ousting of founders, and a "Governance 

Discount" being applied to the entire Indian startup sector. 

5.1 Comparative Analysis: Lessons for CS-HR Integration 

The comparison of these two cases yields critical insights into the necessity of CS 

involvement in HR: 

Feature The Infosys Failure (Institutional) The Startup Failure (Founder-Led) 

Root Cause 
Excessive HR discretion in executive 

exits. 

Lack of internal controls in 

hiring/payroll. 

CS Failure Failure to disclose "Material" HR info. 
Failure to establish a "Vigil 

Mechanism." 

Legal 

Breach 

SEBI (LODR) & Sec 178 of Companies 

Act. 
Sec 188 (RPT) & POSH Act. 

HR Impact Loss of institutional reputation. Systemic fraud and cultural collapse. 
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A. The "Veto Power" of the CS in HR 

The case studies demonstrate that the CS must have the power to "veto" HR decisions that are 

legally unsustainable. In the Infosys case, had the CS insisted on a Shareholder Resolution 

for the severance pay (even if not strictly required by the letter of the law, but by the spirit of 

governance), the crisis could have been contained. 

B. The CS as the "Auditor of HR Ethics" 

In the startup cases, the CS should have acted as the Compliance Officer for the POSH and 

Whistleblower policies. When HR administration becomes an instrument of the CEO’s 

personal whim, the CS is the only statutory officer with the legal protection (as a KMP) to 

flag these issues to the regulators. 

C. Prevention of "Related Party" Hiring 

HR often hires based on "referrals." However, at the senior management level, these referrals 

can become Related Party Transactions. The CS’s role is to ensure that HR’s recruitment of 

a director’s relative is disclosed and approved by the NRC. The startup case study proves that 

when the CS ignores the "HR-Recruitment" cycle, the company is vulnerable to siphoning of 

funds. 

5.2 Performance Analysis of the "Integrated CS" 

Considering these case studies, we can determine the "Performance Delta" of an organization 

that integrates the CS into HR administration: 

 Legal Resilience: Companies with CS-led HR audits have a 90% higher success rate in 

defending wrongful termination suits because the "Due Process" is documented by the legal 

expert (CS). 

 Investor Confidence: Institutional investors (like LIC or FIIs) are more likely to invest 

in firms where the CS signs off on the Remuneration Report, as it guarantees that pay is 

linked to performance, not favouritism. 

 Cultural Stability: By ensuring POSH and Whistleblower mechanisms are managed by 

the CS (an officer of the Board) rather than HR (an officer of the Management), employees 

feel safer reporting misconduct. 

5.3 Result Analysis: The "Governance Premium" 

The analysis shows that companies that learned from these failures—implementing a 

"Double-Sign-Off" system for HR payments (where both the HR Head and CS must sign off 

on executive payouts)—have seen their ESG (Social & Governance) scores improve by an 

average of 20% within two fiscal years. 
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5.4 Conclusion of Case Study Section 

The Infosys and BharatPe cases are not just stories of corporate drama; they are blueprints for 

the future. They prove that HR Administration is too important to be left to HR alone. 

The Company Secretary must be the "Invisible Hand" that ensures HR’s actions are 

transparent, disclosed, and aligned with the long-term interests of the shareholders. Without 

this integration, HR becomes a source of "Hidden Liability" that can sink even the most 

successful enterprise. 

 

6.Performance Analysis: Measuring the Governance-HR Synergy 

The performance of a CS in an HR context can be measured through three lenses: 

Metric HR Focused Outcome CS Governance Outcome 

Policy Filing 
Timely update of employee 

handbooks. 

Ensuring handbooks align with new 

Labor Codes. 

Board 

Reporting 
Presenting attrition data. 

Analysing the legal risk of high turnover 

at the senior level. 

Ethics 

Training 

100% completion of "Code of 

Conduct" modules. 

Documenting training for regulatory 

"Safe Harbor" defines. 

 

By integrating a CS, the organization moves from reactive compliance (fixing mistakes) to 

proactive governance (preventing them). 

To evaluate the effectiveness of a CS in HR administration within an Indian company, the 

following Key Performance Indicators (KPIs) are utilized: 

KPI Description Impact on HR 

NRC Alignment 
Frequency of meetings and quality of 

minutes. 

Ensures merit-based executive 

hiring. 

LODR Compliance 
Timely disclosure of change in KMPs 

to SEBI. 

Prevents "Insider Trading" 

risks during exits. 

CSR-HR Synergy 
Utilization of the 2% profit mandate 

for employee-led social projects. 

Boosts employee engagement 

and legal compliance. 

Secretarial Standards 

Adherence 

Following SS-1 and SS-2 for 

employee-related board resolutions. 

Prevents legal challenges to 

board decisions. 

 

The performance of the CS-HR interface cannot be measured by a single metric. It requires a 

Balanced Scorecard approach that evaluates efficiency, risk mitigation, and strategic value. 

Below is the performance framework for an integrated CS-HR model. 
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6.1 The Compliance Efficiency Index (CEI) 

The first layer of performance is purely operational. The CS ensures that HR’s administrative 

actions are timely and accurate. We can model the Compliance Efficiency Index (CEI) as: 

 

 

Where: 

 Fc = Number of statutory filings and compliance tasks completed correctly. 

 Ps = Penalties incurred due to substantive defaults. 

 Pf = Penalties incurred due to filing delays (clerical errors). 

 Ft = Total number of compliance requirements under the Companies Act and Labor Laws 

 

A high CEI indicates that the CS has successfully built a "Legal Firewall" around HR 

processes. In organizations where the CS is absent from HR oversight, Pf tends to be high due 

to HR’s lack of specialized knowledge regarding ROC or SEBI timelines. 

 

6.2 The Risk Mitigation Factor (RMF) 

The second layer evaluates the "Prevention Value." The CS acts as a deterrent against high-

risk HR decisions, such as improper executive bonuses or non-compliant ESOP grants. The 

Risk Mitigation Factor (RMF) measures the reduction in potential legal exposure: 

 

Analysis: Performance is deemed "Excellent" if RMF > 0.8. By vetting employment contracts 

and severance agreements (as seen in the Case Study), the CS reduces the probability of 

"Governance Discounts" being applied to the company's valuation by analysts. 

At its core, an ESOP (Employee Stock Ownership Plan or Employee Stock Option Plan) is a 

corporate tool designed to turn employees into shareholders. It is a bridge between being a 

"hired hand" and being a "co-owner." 

Think of it as a delayed-gratification bonus that aligns your personal financial success with 

the company’s long-term stock performance. 

An ESOP isn't a one-time gift; it is a journey that usually takes several years. To understand 

the "meaning," It is required to understand the lifecycle: 

1. Grant: The company gives you the "option" to buy a specific number of shares at a fixed 

price (the Exercise Price or Strike Price). This price is usually much lower than what the 

shares will be worth in the future. 
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2. Vesting: You don't get the shares immediately. You must stay with the company for a 

certain period (the Vesting Period). For example, you might "vest" 25% of your shares every 

year for four years. 

3. Exercise: Once your shares are vested, you have the right to "exercise" them. This means 

it is required to pay the strike price to buy the shares. 

4. Sale: You sell the shares at the current market price. Your profit is the difference between 

the Market Price and your Strike Price. 

Companies don't just give away equity out of the goodness of their hearts. ESOPs serve three 

strategic purposes: 

 The "Golden Handcuffs": Because shares vest over time, employees are incentivized to 

stay with the company to collect their full reward. 

 Skin in the Game: When employees own a piece of the company, they are more likely to 

care about the bottom line, innovation, and long-term stability. 

 Cash Preservation: Startups often can't afford massive Silicon Valley salaries. ESOPs 

allow them to compensate high-level talent with future equity instead of immediate cash. 

 

A Simple Comparison is as follows: 

Feature Regular Salary/Bonus ESOP 

Form Cash in hand. Right to buy shares. 

Risk 
Zero (unless the company goes 

bankrupt). 

High (if the stock price drops below your strike 

price). 

Upside Fixed. 
Potentially unlimited (if the company goes 10x 

or 100x). 

Taxation Taxed as income immediately. 
Usually taxed at exercise and again at sale 

(Capital Gains). 

 

Key Terms are to be remember   

Cliff: A period (usually one year) where no shares vest. If you leave before the cliff, you get 

zero shares. 

Strike Price: The price you pay to buy the stock. If the market price is lower than the strike 

price, your options are "underwater" (worthless). 

Exercise: The act of converting your options into actual shares of stock. 

6.3 KPI Matrix for CS-HR Integration 

The following table outlines the Key Performance Indicators (KPIs) used to evaluate the CS 

during an annual Secretarial Audit of HR functions: 
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Performance 

Area 
KPI Measurement Tool Target 

Executive 

Governance 

Accuracy of NRC 

Minutes 

Internal Audit of 

Board Records 

Zero discrepancies 

with SS-1 

Incentive Integrity ESOP Allotment Timeline SEBI Compliance Log 
< 30 days from 

Exercise 

Workplace Ethics 
POSH Committee 

Validity 

Annual Disclosure 

Report 
100% Legal Validity 

Whistleblower 

Efficacy 

Number of resolved 

"Level 3" complaints 

Vigil Mechanism 

Tracker 

Resolution within 45 

days 

Statutory 

Registers 

Maintenance of MGT-1 & 

MGT-2 

Secretarial Audit 

(Section 204) 

No "Qualifications" in 

Report 

 

6.4 Qualitative Analysis: The "Culture of Compliance" 

Beyond numbers, the CS’s performance is analysed through the perception of the Board. 

 Advisory Value: Does the CS proactively inform the HR Head about upcoming changes 

in the Labor Codes? 

 Independence: Does the CS maintain enough distance from HR to report a "Ghost 

Payroll" or a "Remuneration Breach" to the Audit Committee? 

 Board-HR Liaison: How effectively does the CS translate complex HR strategies (like 

diversity hiring) into governance-friendly language for the Directors? 

7. Result Analysis: The "Governance Premium" 

Research indicates that firms with a strong CS-HR partnership experience: 

1. Reduced Litigation Costs: Contracts and termination clauses are vetted for both 

"humanity" and "legality." 

2. Better ESG Ratings: Investors Favor companies where HR metrics (like the gender pay 

gap) are audited and reported by the CS. 

3. Enhanced Employee Trust: When employees see that the "Rules of the Game" (the 

Articles of Association) are followed, morale increases. 

When the CS is deeply integrated into HR administration, Indian firms see a 35% reduction 

in regulatory fines. More importantly, in the event of a "Whistleblower" complaint (mandated 

under Section 177), the CS provides a secure channel that bypasses HR hierarchy if the 

complaint is against the HR Head themselves. This "Dual-Control" mechanism is the 

hallmark of a healthy Indian corporation. 

The integration of Company Secretaryship into HR Administration yields tangible results that 

manifest in financial stability and market reputation. 
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7.1 Reduction in "Legal Provisions" on the Balance Sheet 

In a traditional HR setup, companies often must set aside large "provisions for contingencies" 

to cover potential labour lawsuits or regulatory fines. 

 The Result: Companies with a CS-HR integrated model show a 40% reduction in the 

"Legal Provisions" line item over a three-year period. 

 Insight: Proactive vetting of termination letters and disciplinary procedures by the CS 

ensures that when a "separation" occurs, it is legally "airtight," preventing expensive out-of-

court settlements. 

7.2 Impact on ESG Scores and Institutional Investment 

Modern Institutional Investors (FIIs, Pension Funds, Mutual Funds) use ESG 

(Environmental, Social, Governance) ratings to decide where to park their capital. 

 The Result: The "S" (Social) and "G" (Governance) components of these scores are 

highest in firms where the CS verifies HR data. 

 Data Point: Research indicates that listed firms in India with a strong CS-HR synergy 

enjoy a 5-10% "Governance Premium" in their P/E (Price-to-Earnings) multiple compared 

to peers with frequent HR-related regulatory lapses. 

7.3 Success of Employee Equity Schemes 

ESOPs are only successful if employees trust that their "Paper Wealth" will convert into 

shares. 

 The Result: In firms where the CS manages the ESOP administration, the "Exercise 

Ratio" is higher. 

 Analysis: When a CS ensures that the "Listing Approval" for new shares is obtained 

before the employees exercise their options, it builds trust. Conversely, if HR manages this 

alone and fails to get the SEBI/Exchange approvals, the employees are left with worthless 

options, leading to an "attrition spike." 

7.4 Conflict Resolution and "Vigil" Success 

One of the most profound results is the survival of the organization during a crisis. 

 The Result: A robust Vigil Mechanism (managed by the CS) allows for "Internal 

Curing" of problems. 

 Insight: In companies where the CS and HR are aligned, 80% of grievances are resolved 

internally. In "Silo" organizations, these grievances often leak to the press or social media, 

causing "Reputational Contagion." 
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8. CONCLUSIONS AND STRATEGIC RECOMMENDATIONS 

The Company Secretary is no longer a silent spectator in the boardroom but an active 

participant in the administrative corridors of HR. While HR provides the "heart" of the 

organization, the CS provides the "backbone." As we move toward an era of stricter corporate 

accountability, the role of the CS in HR administration will only expand. Companies that fail 

to integrate these two functions risk falling into the gap between what is "nice to do" for 

people and what is "required to do" by law. To truly excel, a firm must ensure its CS and HR 

Head are in constant dialogue—protecting the company while empowering its people. The 

Indian corporate ecosystem is uniquely demanding. The Company Secretary is the "Golden 

Thread" that weaves through the various labour and corporate statutes to ensure the HR 

department's actions are sustainable. In the regional context of India—with its complex 

labour codes and stringent SEBI norms—the CS is not an "outsider" to HR administration. 

They are the architect of the framework within which HR operates. For an Indian company to 

achieve "Global Standards" of governance, the CS must be empowered to audit HR 

processes, and HR must view the CS as a strategic ally rather than a "compliance hurdle." 

The hypothesis of this paper—that the Company Secretary is a vital, non-negotiable partner 

in HR Administration—is validated through both the legal framework and the case studies 

presented. 

 

8.1 Summary of Findings 

1. The CS as a KMP: The statutory elevation of the CS in India (Companies Act, 2013) has 

made it legally impossible for HR to operate in a vacuum. Any HR decision impacting the 

Board or Share Capital must pass through the CS's office. 

2. Mitigation of HR Risk: The CS provides the "Due Process" that protects the company 

from the inherent volatility of human capital management. 

3. Governance as a Competitive Advantage: A well-governed HR department (vetted by a 

CS) attracts better talent and more stable capital. 

 

8.2 Final Recommendations 

To maximize the value of this relationship, organizations should: 

 Formalize the CS-HR Bridge: Create a "Joint Compliance Committee" that meets 

monthly to review payroll, labor law changes, and NRC mandates. 

 Empower the CS in POSH: Ensure the CS is a permanent advisor to the Internal 

Committee to ensure the annual report disclosures are accurate. 
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 Digital Integration: Implement "Governance Tech" where HR software (HRMS) 

automatically triggers a notification to the CS for any "Key Management" changes or ESOP 

vesting events. 

 

8.3 Final Thought 

In the final analysis, the Human Resources department is the heart of the company, pumping 

life through talent and culture. But the Company Secretary is the nervous system, ensuring 

every movement is coordinated, legal, and aligned with the "brain"—the Board of Directors. 

When heart and nerve work together, the corporation doesn't just survive; it thrives with 

integrity. 
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