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Talent Management and Succession Planning at Emerald Fertilizers Limited (EFL) 

EFL was one of India’s leading public sector fertilizer manufacturing companies with a proven 
track record of performance. However, the Annual General Body Meeting of May, 2012 turned 
out to be a ‘wakeup call’ when the institutional investors took to the top management to task for 
lack of robust succession planning. “Why have you not reported the list of our better talent that 
had left us in the past year”, quipped a concerned shareholder. The analysts followed suit and 
questioned the leadership on why it was losing its creative minds. Alarmed, the chairman called a 
meeting of the board of directors in which Ravi Singh, Executive Director of HR made a 
preliminary presentation on the challenges. Chairman turned to Ravi Singh and said, “Ravi, I am 
looking up to you to take this challenge head on. Let us keep our competitive advantage and give 
the competitors a run for their money”. “How dare they poach our talent”, he thundered with an 
uncharacteristic fury. Ravi Singh nodded in acceptance, but as he returned to his office, the 
magnitude of the challenge began to sink in and self-doubt began to raise its ugly head for he had 
heard such bravados before seldom followed by actions.    

In the next two months Ravi Singh and his select task force of top managers from Operations, 
Finance, Marketing and HR met several times to grapple with the problem. It was now 11 p.m. 
on 15th October 2012 and Ravi Singh had just concluded the last meeting with the task force.  He 
had to make concrete recommendations to the board on 21st, he was still quite far from it and 
time ticked away.  

Food and fertilizers are inseparable bedfellows. Ravi Singh who hailed from a small village in 
Bihar knew it better than most. Memories of the scanty rains, wilting crops and dry irrigation 
channels that plagued his family’s farmland were indelibly etched in his mind as much as the 
starving dozens who worked in his family fields. He remembered that during those tough times, 
it was the fertilizers stored in the backyard of his house that helped his family improve their 
produce slowly, perhaps at an excruciatingly painful rate. As fate would have, after graduating 
from the Indian Institute of Technology (IIT), Ravi Singh landed in EFL, a public sector fertilizer 
giant, as an Engineering trainee in the Non-officer cadre.1 Through years of dedication Ravi 
Singh worked his way up the ladder into the Officer cadre and after thirty years of service, had 
become the Executive Director, HR. Ravi Singh sure had come a long way, albeit at a slow pace 
and so had Indian agriculture and fertilizers industry.   

1 FERTILIZERS AND THE INDUSTRY 

Ravi Sing began to revise his presentation and looked at his first slide which read: 

“This is a basic problem, to feed 6.6 billion people. Without chemical fertilizer, forget 
it. The game is over.” -Nobel Laureate Dr. Norman Borlaug, 

He felt impressed and continued to the other slides. Fertilizers was currently responsible for 40 to 
60 percent of the world’s food supply and though United Nations Food and Agriculture 
Organization’s (FAO) predicted a decline in world population in the next decade2, it also foresaw 
a 60 percent higher demand for agricultural products by 2030 with 85% of it attributable to 
demand from developing nations. The predicted fall in food production due to urbanization and 
shrinking of arable land was also a cause of worry.3 Specialists accepted that this dichotomy 
                                                        
1 The non-managerial cadre is usually called non-officer cadre in public sector units. After promotion in the non-
officer hierarchy upto some level, they are called officer cadre.  
2 OECD-FAO Agricultural outlook 2013-22 accessed from 
http://www.indiaenvironmentportal.org.in/files/file/highlights-2013-EN.pdf on August 21, 2013 shows that while the 
agricultural growth is likely to 1.5% per annum, the population growth will decline to 1%. 
3 Accessed through  (http://www.potashcorp.com/media/POT_tfi_brochure.pdf) on Sept 03, 2013. For example, China 
alone lost over 100,000 acres of arable land in 2007 and over a million acres of U.S. agricultural land is lost to 
development uses each year. 
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could only be met by greater productivity per acre which meant all round innovation in fertilizers 
– products, production and utilization.   

For India, fertilizers and agricultural productivity had yet another spin. Indian economy 
depended on agriculture but it had only 14 percent contribute to the GDP. This too was falling 
over the years.4 Yet it sustained the large rural population and a boost in agriculture always 
resulted in greater consumption and growth due to the sheer number which depended on it. It was 
for this reason the fertilizer use per acre of arable land in India had gone up from 152.7 kilogram 
in the period 2003-2007 to 167.2 kilogram in the period 2008-2012.5  Ravi Singh instantly knew 
that low cost fertilizer was not merely a matter of importance; it was its jugular for survival, 
inclusiveness, prosperity and was literally synonymous with national development.  He instantly 
felt a special onus to keep his company competitive and felt reenergized. He knew he had to 
transmit that energy to the board members for without it, the company would fall back as usual 
after a vigorous presentation and discussion.  

Macro Scenario 

Being a Public Sector Enterprise, he knew that the board had many without a deep connect to the 
industry and he knew that he had to get them fired up an revised the content of his next few 
slides. India, once dependent on food import and PL 480 of 1950s6, had come a long way in 
satisfying national food demand thanks to the Green Revolution in the 1970s.7 Fertilizer emerged 
as the key driver of that revolution and was aided by an innovative subsidy scheme started in 
November 1977. Under this scheme the fertilizers were supplied at subsidized price to farmers 
throughout the country and manufacturers were compensated so that they received 12 percent 
post-tax return on the net worth of the unit. Norms were fixed for the consumption of raw 
material, utilities and services, capacity utilization and depreciation. This mechanism, called 
“Retention Scheme” was instituted for nitrogenous fertilizers initially and extended to complex 
fertilizers by 1979.8 The scheme met the twin objective of affordability to farmers and economic 
viability of the industry.9 “But it also laid the foundation for a non-competitive approach to 
production and change”, Ravi Singh thought to himself as he fine-tuned politically correct words 
to convey it.  

He then looked at the data his team had gathered. With deregulation and globalization, 
industrialization and urbanization increased and arable land in India shrunk from 159.8 million 
hectares in 2002 to 158 million in 2009 and continued to shrink10. At the same time, population 
prediction showed a growth to 1400 million by 2026 i.e. an annual growth of 1.2 percent and an 
increase in density of population from the current 313 to 426 persons per square kilometer.11 
Also, this resulted in decrease in large holding and increase in marginal ones (Exhibit 1) which 

                                                        
4 The Economic Times, March 13, 2013 reported that in a written reply to Rajya Sabha (the upper house of India), 
Minister of State for Agriculture Tariq Anwar said that the e contribution of agriculture and allied sector to the GDP of 
the country declined from 14.6 per cent in 2009-10 to 14.5 per cent in 2010-11 and further to 14.1 per cent in 2011-12. 
Accessed on September 01, 2013 through http://articles.economictimes.indiatimes.com/2013-03-
15/news/37744490_1_india-s-gdp-rice-production-foodgrains-production. 
5 Data accessed from World Bank. Accessed on September 02, 2013 from 
http://data.worldbank.org/indicator/AG.CON.FERT.ZS 
6 PL 480 or Public Law 480 is a US scheme that provided food aid to help overseas people suffering from hunger. It is 
also called ‘food for peace’. 
7 Green revolution which increased the Indian agricultural productivity by leaps and bounds commenced sometime in 
the early 1970s. 
8 Nitrogen (N), phosphorous (P), potassium (K), calcium (Ca), magnesium (Mg), and sulphur (S) are the major 
components of fertilizers.  Complex fertilizers are made from a mix of these.  
9 (http://www.oxfamindia.org/sites/default/files/VII.%20Food%20Security%20in%20India-
Performance,%20Challenges%20and%20Policies.pdf) 
10 Based on World Bank report of 2010 accessed from http://www.tradingeconomics.com/india/arable-land-hectares-
wb-data.html on August 10, 2013. 
11Data from the report of the technical group on population projects constituted by the national commission on 
population accessed from https://nrhm-mis.nic.in/UI/Public%20Periodic/Population_Projection_Report_2006.pdf on 
August 12, 2013. 
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affected productivity of land. Fertilizers had to fill this gap. Though this would normally demand 
increased subsidy, the WTO norms India had embraced demanded the opposite.   

He intuitively knew that five decades after the government facilitated the “Green Revolution”, 
the fertilizer industry that was at the center stage of this revolution itself was in crisis.12 High cost 
of production and low return, dependence on imported raw materials accentuated by fluctuating 
currency, challenges imposed by the WTO conditions and capital intensive nature of the industry 
dried up investments and several companies became sick. The fertilizer Public Sector 
Undertakings (PSUs) faced the additional challenge of disinvestment policy by the government. 
Ravi Singh wondered how he could make a compelling argument that talent management and 
succession planning would mitigate these challenges at least partially and more especially the 
challenge of increasing unmet demand.  

Product, Production and Complexities  

Having worked in EFL for so long Ravi Singh knew that the board may not appreciate the 
complexity of this capital intensive industry and need to keep the intuitional investors happy. So 
he decided to give an insight into the value chain of the industry.  

Chemical fertilizers were divided into three types: Straight, Complex/compound and Mixed. 
Straight fertilizers supplied nutrients to a single type of plant while complex fertilizers to more 
than one type of plant and was made by mixing more than one type of macronutrients such as 
phosphorous or potassium. Mixed fertilizers were a combination of the first two to achieve a 
specific level of some nutrient. Urea was an example of straight fertilizer while NPK 15-15-15, 
or Diammonium phosphate (DAP) of complex ones. Nitrogen (N), phosphorous (P), potassium 
(K), calcium (Ca), magnesium (Mg), and Sulphur (S) were the major components of fertilizers 
with N, P and K being the most important ones.  

Though India produced Urea and DAP fertilizers indigenously13, it was insufficient. Moreover, 
the country depended heavily on import of raw materials for this so much so that when the Indian 
rupee fell from 50 to 55 a dollar, the cost of imported DAP fertilizer per ton went up by Rupees 
3,500. Since the government did not raise the prices and the companies did not have good 
hedging skills, they suffered financially. The government had little choice to increase prices since 
the prices of fertilizers were already high and any increase would dissuade farmers from using 
land for agriculture, eventually leading to reduction in agricultural production.14   

The quantity of food grain produced per ton of fertilizer had shown a decreasing trend (Exhibit 
3) and the projection of 12th Five Year Plan indicated that the situation would worsen (Exhibit 4) 
unless innovative products customized to the soil and crop came to the rescue. 

Though India started small by setting up straight fertilizer plants at Ranipet in Tamilnadu, Cochin 
in Kerala and Sindri in Bihar; by 2012, it had come a long way with a string of 37 Straight 
Nitrogenous,  89 Single Super Phosphate and 16 DAP/Complex fertilizer plants spread into  
Public, Private and Cooperative sectors. Despite the impressive increase in production facilities, 
the supply had not kept pace with the consumption and dependence on import increased (Exhibit 
2 and 3). This needed high capital investment.  

Despite the need of capital, higher ROI of other industries decreased access to capital at a time 
when it was most required to upgrade plant, technology and low energy production. PSUs were 
particularly affected because of its large manpower, restrictions on layoffs and fixed costs. The 

                                                        
12 Green revolution which increased the Indian agricultural productivity by leaps and bounds commenced sometime in 
the early 1970s. 
13 Accessed through http://www.dnb.co.in/Chemical_2010/fertiChapter1.asp 
14 Accessed through http://www.thehindu.com/business/time-has-come-to-unbundle-fertilizer-
industry/article2834630.ece          
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annual installed capacity of the private sector in straight and complex fertilizers had been 
growing while that of the public sector continued its comparative stagnation  (Exhibit 5 and 6).    

Reduction of fertilizer subsidy would lead to higher and perhaps unviable prices for farmers and 
stiff competition from global companies in product range, customization and price. 
Environmental issues also plagued the fertilizer industry. The incessant use of nitrogenous 
fertilizers resulted in concentration of Nitrate-N ions into the groundwater, reportedly higher than 
the World Health Organization norms15 and the writing on the wall was clear – more investment 
into R&D. 

Indian fertilizer industries needed a makeover to face this challenge. No one would disagree that 
EFL had to address these gaps as best as they could. He thought that this would make the basis 
for a persuasive argument that to meet these challenges; the company had to attract top talent 
rather than lose it.  

Performance of EFL 

In 2012, EFL commanded 10.2 percent market share. Its products were distributed nationally 
through 5000 plus dealers and E-Choupals.16 Each region had its unique pattern of fertilizer 
demand depending on soil and crop patterns. So, the company offered free soil testing service to 
diagnose soil health and evolve soil and crop specific solutions. It also focused on educating the 
farmers through routine newsletters.  

The company had an annual installed capacity of 600 Megatons though production never crossed 
94 percent of the capacity. Some private sector companies with similar installed capacity had 
achieved 100 percent consistently for the previous five years and had crossed 150 percent at 
times. Some, with lower installed capacity, had consistently crossed 150 percent of the installed 
capacity and had peaked at over 200 percent at times.17  

The company’s production, revenue and profit had been showing steady increase (Exhibit 7).  
However it lagged behind key competitors (Exhibit 8). 

Organization Structure and HR Practices of EFL 

EFL’s employees were divided into two categories: Non-Officer and Officer Cadres. 18  The 
organization was headed by a Chairman and Managing Director (CMD) who doubled up as the 
CEO. Under him there were various department heads who were usually Executive Directors 
(ED). Below the ED, there was Chief General Manager (CGM), General Manager (GM), Deputy 
General Manager (DGM), Assistant General Manager (AGM), Chief Manager (CM), Manager 
and Assistant Manager in the officer cadre. This was not a strict hierarchy and differed in each 
department. Also, it was not uncommon to have more than one CGM, GM etc. in each 
department and the structure was flexible (Exhibit 9). 

Fresh graduates, usually engineers, entered the organization as trainees through an all India 
entrance examination followed by an interview while those with more than five years of 
                                                        
15 Accessed through http://www.krishisewa.com/cms/articles/soil-fertility/257-gw-pollution.html 
16 E-choupals are India based internet platform focused on the Indian farmers. They can get information about the 
market rate, sell and also procure inputs like fertilizers besides doing many actions that internet can do. It is thus a 
universal platform for the farmers of India and is promoted by ITC, Indian FMCG giant.  
17 Data for CIL and ZIL is based on Table 11 of Indian Fertilizer Scenario, 2012 and that of EFL as provided by the 
company.  
18 Non Officer Cadre comprised of unskilled manpower (ward/plant/equipment attendant etc), semiskilled manpower 
(Electrician, Draftsman, Machinist etc) and skilled manpower (mechanical/instrumentation/electrical engineering 
trainees, paramedical, steno/account clerks etc). Officers’ cadre consisted of Assistant Manager, Manager, Deputy 
General Manager (DGM), General Manager (GM), Chief General Manager (CGM), Executive Director (ED), Director 
and Chairman and Managing Director (CMD) in that hierarchical order. There can be some levels such as advisor 
which are created on an as required basis. 
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experience could enter without the examination. Many fresh graduates from reputed institutions 
like the IITs and IIMs 19  found this process cumbersome, as they had entered into these 
prestigious institutions after going through stringent competitive examinations and yet another 
examination sounded bizarre to them especially when more lucrative job offers were available on 
a platter.  

Lateral entry existed on paper but was frowned upon. The company would rather make a transfer 
from one functional area to another and let an inexperienced person handle a job than recruit 
laterally.      

EFL’s annual performance appraisal had been modified lately to resemble 360 degree evaluation. 
It consisted of self-evaluation, evaluation by peers, subordinates and superior (Exhibit 10). There 
was a fixed list of functional and behavioral competencies which was the same from Chief 
Manager to Executive Director; however, the weight for each of these competencies differed 
based on the grade. This new process had met mixed success. Managers were happy to rate their 
subordinates but reluctant to evaluate their superiors, saw it as an official affront and were highly 
apprehensive of the entire process. There were many instances where Ravi Singh had to force 
employees to fill the evaluation of their superiors.  

The company promoted employees on the basis of seniority cum merit. It was mandatory to serve 
a specified minimum service period (MSP) at each level before becoming eligible for promotion 
even if the person had adequate competencies to take on a higher responsibility. The candidates 
meeting the MSP and having no adverse remarks in their annual appraisals formed the pool for 
promotion and then, usually the senior most was promoted though the policy provided for an 
interview which had equal weight as the MSP. This ensured retention but also caused frustration 
to the meritorious ones.  Ravi Singh had first-hand experience when one of his subordinates 
submitted his resignation after missing his promotion for two consecutive years while another 
employee with a lower performance score but longer service was promoted.   

Employees in the Officer cadre were expected to possess a high degree of cross-functional 
knowledge and the company encouraged managers to switch from one department to another. 
For example, a Chief Manager (Marketing) who satisfied the MSP for a DGM position could 
continue working in the Marketing Department and wait for a vacancy or shift as DGM 
(Finance/HR/Technical) in case there was a vacancy in those departments even though he would 
be undertaking those responsibilities for the first time.  

In order to manage the promotions, some hierarchical roles were often created by splitting jobs. 
For example, if there were two DGMs (DGM-HR and DGM-Marketing) eligible for an existing 
vacancy of ‘CGM Finance and IT’, the position would be split into two i.e., ‘CGM Finance’ and 
‘CGM IT’ to make way for promotion of both. Perhaps because of this, EFL claimed that its 
organization structure was highly dynamic. While this could be misused, it could also be 
leveraged to create positions for the talented people and perhaps for lateral entries.  

The PSU sector generally paid below the industry average. Middle management pay in 
comparison to the private sector was significantly lesser. EFL was of course better pay master 
among the PSUs. Like all PSUs, EFL supplemented pay with liberal perks such as company 
housing, life and medical insurances, liberal leave, petrol allowance, free children’s education at 
EFL sponsored schools and innumerable add-on perks for the top management.  

EFL was well known for its Learning and Development initiatives, had excellent facilities and 
more importantly a culture of training. It also sponsored is managers for higher education in 
India and abroad. 

                                                        
19 IITs (Indian Institutes of Technology and IIMs (Indian Institutes of Management) are institutions of international 
repute. Students gain entry to these through examinations which are highly competitive.  
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The company’s turnover was negligible; but what little happened occurred in critical areas. The 
existing workforce, all home grown, was an aging one and lacked external perspective. There 
were factions within the company that felt promotions should be based on ‘son of the soil’20 
concept. Though no one advertised it or spoke of it publically, this was secretly endorsed by a 
few important leaders within the company and they worked tacitly behind the screen to achieve 
their goals.   

2 THE DILEMMA 

The deliberations of the day were long and the team had discussed various models for succession 
planning. First, was ‘planning by position’ where the responsibility of succession to a position 
could be delegated to the person currently holding it. The second was to create a confidential 
‘succession pool’ of talented people with the help of a selection team and the member of this 
pool could be exposed to learning and development to take up various positions.  A third model 
that they could try was a ‘top down’ or ‘bottom up’ one where the employees could be told of the 
future needs of the organization at various levels and each could chart out a career plan for 
himself/herself. They could also go for a hybrid or customized solution.  

A second concern was the depth of issues they had to address. Since, most people looked at EFL 
as a lifelong employment, should succession planning be taken deeper and its seeds sown right at 
the time of selection of fresh candidates or should they start from middle level managers such as 
DGM/AGM/CM?  

A third concern was that some of the existing senior managers who would torpedo this with their 
‘start this after I go’ syndrome. The new succession plan had to have a bullet proofing from this.    

The pros and cons of all these were discussed over the last two months and like every other high 
powered team in the organization, the members had authorized Ravi Singh to take a decision, 
chart out an outline plan and present it to the board. Succession planning was not new to Ravi 
Singh. The organization had spoken of it and attempted it at least a few times as an HR initiative 
with little success. But there was one difference now – this time the shareholders had turned their 
guns on it. 

 

 

 

 

 

 

 

 

 

 

 

 
                                                        
20 Sons of the soil concept is a concept that believes that those from the geography of the organization should be given 
preference over others.  
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Exhibits 

Exhibit 1 – Landholding pattern  

 
Category of holding No of millions  
 1995-96 2000-2001 2005-2006 
Marginal (<I ha) 71.2 76.12 83.70 
Small (1-2 ha) 21.6 22.81 23.93 
Semi Medium (2-4 ha) 14.3 14.09 14.13 
Medium (4-10 ha) 7.1 6.6 6.4 
Large (>10 ha) 1.4 1.23 1.1 
(Extracted from Table 4 of Indian fertilizer scenario 2012 accessed through 
http://fert.nic.in/sites/default/files/indian%20fertilizer%20scenario2012.pdf on January 25, 2014) 

 

Exhibit 2 – Production, consumption, import and food grain production per ton of 
fertilizers in India from 2007-2012 

 

ffff 

Exhibit 3 – An Overview of production, import and consumption of fertilizers 

  2007-08 2008-09 2009-10 2010-11 2011-12 
 Population (Billion) 1.13 1.148 1.166 1.173 1.189 
1 Production of fertilizers 

(in 000’ MT) 
14706 14334 16221 16380 16363 

2 Import (in 000’ MT) 7750 10221 9148 12364 13002 
3 Consumption (in 000’ 

MT) 
22570 24909 26486 28122 27567 

5 Tons of food grain 
produced per ton of 
fertilizer consumption 

10225 9413 8235 8704 9339 

(Extracted from Table 19 of Indian fertilizer scenario 2012 accessed through 
http://fert.nic.in/sites/default/files/indian%20fertilizer%20scenario2012.pdf on January 25, 2014. 
Consumption may not be exactly equal to production plus import.) 
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Exhibit 4 -   All India fertilizer demand forecast of Twelfth Five-Year Plan – 000’ ton 

Year Urea DAP NP/NPKs SSP Total 
2012-13 30347 11559 10291 4288 56485 
2013-14 31192 11784 10577 4682 58235 
2014-15 32029 12002 10861 5091 59983 
2015-16 32858 12212 11142 5513 61725 
2016-17 33677 12413 11420 5948 63458 
 (Extracted from Table 6 of Indian fertilizer scenario 2012 accessed through 
http://fert.nic.in/sites/default/files/indian%20fertilizer%20scenario2012.pdf on January 25, 2014) 

 

Exhibit 5 -   Urea installed capacity and production 

Sector  Installed 
capacity in 
000’ MT 

Production in 000’ MT 
2007-08 2008-09 2009-10 2010-11 2011-12 

Public  5979 5870 5842 6164 6267 6274 
Private  8302 8284 8268 8843 9370 9790 
Cooperative 
 

5418 5703 5810 6104 6242 5919 

(Extracted from Table 10 of Indian fertilizer scenario 2012 accessed through 
http://fert.nic.in/sites/default/files/indian%20fertilizer%20scenario2012.pdf on January 25, 2014) 

 

 

Exhibit 6 -   Complex Fertilizer Installed Capacity and Production 

 Installed 
capacity in 
000’ MT 

Production in 000’ MT 
2007-08 2008-09 2009-10 2010-11 2011-12 

Public Sector 
(total) 

2134 928 1076 1261 1247 1302 

Private Sector 
(total) 

1452 3117 3323 4027 4277 4010 

Cooperative 
(total) 

1635 1804 2448 2749 3201 2457 

EFL (all 
plants) 

661 468 471 503 603 649 

(Extracted from Table 11 of Indian fertilizer scenario 2012 accessed through 
http://fert.nic.in/sites/default/files/indian%20fertilizer%20scenario2012.pdf on January 25, 2014) 
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Exhibit 7 –  

Balance Sheet (Million 
USD)      
  Mar '12 Mar '11 Mar '10 Mar '09 Mar '08 
 
Sources Of Funds 
 

          

Total Share Capital 100.42 100.42 100.42 100.42 100.42 
Equity Share Capital 100.42 100.42 100.42 100.42 100.42 
Reserves 294.48 265.51 233.71 203.93 179.69 
Networth 394.89 365.93 334.12 304.35 280.11 
Secured Loans 59.07 70.69 51.41 24.82 200.95 
Unsecured Loans 162.15 23.65 195.26 234.48 25.38 
Total Debt 221.23 94.33 246.66 259.29 226.33 
Total Liabilities 616.12 460.26 580.78 563.64 506.44 
 
  
 

          

Application Of Funds           
Gross Block 637.26 591.60 567.11 523.33 505.69 
Less: Accum. Depreciation 381.62 357.37 340.06 326.36 313.82 
Net Block 255.64 234.23 227.04 196.97 191.87 
Capital Work in Progress 41.41 25.06 32.24 45.12 20.87 
Investments 0.03 0.03 0.03 3.67 65.47 
Inventories 214.46 97.33 74.55 126.08 157.54 
Sundry Debtors 360.07 162.20 156.35 325.48 207.70 
Cash and Bank Balance 107.84 76.40 15.42 7.30 8.97 
Total Current Assets 682.37 335.93 246.32 458.86 374.21 
Loans and Advances 50.56 92.33 260.01 192.48 52.52 
Fixed Deposits 0.00 0.00 127.43 66.44 0.00 
Total CA, Loans & 
Advances 732.93 428.26 633.76 717.78 426.73 
Current Liabilities 361.05 183.06 271.73 326.13 148.56 
Provisions 52.83 44.26 40.56 73.88 50.22 
Total CL & Provisions 413.89 227.32 312.29 400.01 198.78 
Net Current Assets 319.05 200.94 321.47 317.76 227.95 
Total Assets 616.12 460.26 580.78 563.64 506.44 
This data is disguised to retain the confidentiality of the company, however is 
authentic and sufficient for analysis of the case. 
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Profit & Loss account 
(Million USD)      
  Mar '12 Mar '11 Mar '10 Mar '09 Mar '08 
 
Income 
 

        

Sales Turnover 1,188.97 1,014.55 1,036.98 1,539.01 955.27 
Excise Duty 18.37 12.60 10.06 16.19 16.14 
Net Sales 1,170.60 1,001.95 1,026.92 1,522.82 939.12 
Other Income 30.35 29.05 32.72 21.64 9.91 
Stock Adjustments 84.02 -3.55 -16.82 -70.03 23.65 
Total Income 1,284.97 1,027.45 1,042.82 1,474.43 972.68 
          
Expenditure         

 Raw Materials 748.49 553.20 647.71 858.07 487.45 
Power & Fuel Cost 184.03 158.69 100.49 249.19 235.98 
Employee Cost 73.17 68.70 65.28 69.57 41.49 
Miscellaneous Expenses 176.21 149.73 140.08 202.41 134.40 
Total Expenses 1,181.91 930.32 953.57 1,379.24 899.32 
 
  
 

        

            
PBDIT 103.06 97.13 89.24 95.19 73.37 
Interest 8.98 12.03 12.84 20.15 14.34 
PBDT 94.08 85.10 76.40 75.04 59.02 
Depreciation 29.25 21.44 19.71 15.94 17.71 
Profit Before Tax 64.83 63.66 56.69 59.10 41.31 
Tax 26.05 20.80 20.34 20.77 16.29 
Reported Net Profit 38.78 42.66 36.35 38.33 25.02 
This data is disguised to retain the confidentiality of the company, however is authentic and 
sufficient for analysis of the case. 
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Exhibit 8: 

Production, Revenue, and Profit After Tax of Emerald Fertilizers Limited (Public sector) 

 

Year Production  
(MT) 

Percentage 
increase 
from 
previous 
Year 

Revenue 
(Million 
USD) 

Percentage 
increase 
from 
previous 
year 

PAT 
(million 
USD) 

Percentage 
increase 

2007-
08 

2300 1.82 972.68 
 

46 25.02 
 

6.3 

2008-
09 

2360 2.61 1,474.43 
 

51 38.33 
 

53 

2009-
10 

2509 6.31 1,042.82 
 

(-)29 36.35 
 

(-)5 

2010-
11 

2700 7.61 1,027.45 
 

(-)1.5 42.66 
 

17 

2011-
12 

2101 (-)22.19 1,284.97 
 

25 38.78 
 

(-)9 

This data is disguised to retain the confidentiality of the company, however is authentic and 
sufficient for analysis of the case. 
 

Production, Revenue, and Profit After Tax of Coromandel International Limited (Private 
sector) 

Year Production  
(MT) 

Percentage 
increase 
from 
previous 
Year 

Revenue 
(Million 
USD) 

Percentage 
increase 
from 
previous 
year 

PAT 
(million 
USD) 

Percentage 
increase 

2007-08 1949.7 
 

1.82 683.09 
 

73.5 38.16 
 

108 

2008-09 1989.7 
 

2.05 1812.27 
 

165 90.30 
 

136 

2009-10 2522.3 
 

26.7 1163.62 
 

(-)36 85.17 
 

35.8 

2010-11 2512.7 
 

(-)0.38 1431.44 
 

23 126.33 
 

48.3 

2011-12 2341.1 
 

(-)6.8 1796.25 
 

25.4 126.12 
 

(-)0.17 

ggggg 
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Exhibit 9: Organization Structure (Extracts from the company policy) 

 

Exhibit 10: PROMOTION POLICY (Extracts from the company policy) 

Grade Designation 
E0 Assistant Engineer 
E1 Engineer 
E2 Senior Engineer / Senior Officer 
E3 Deputy Manager 
E4 Manager 
E5 Senior Manager 
E6 Chief Manager 
E7 Deputy General Manager 
E8 General Manager 
E9 Executive Director 

 

Weightage for Promotion 

Grades Performance Appraisal 
Score (PAS) for last 3 years 

Personal Interview 

E0 to E3 (Unit Level 
Promotion)  

 

60 percent  40 percent  

E4 and above (Corporate 
Level Promotion) 

 

45 percent 55 percent 
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ELIGIBILITY/EXPERIENCE IN NEXT BELOW GRADE FOR PROMOTION  

Promotion to 
Grade 

Graduates in Non 
Tech Discipline 

Post graduates in 
Non-tech 
Discipline 

For Graduates in 
Engg./ CA / ICWA / 
regularized in E-1 

grade with PG 
qualification like 

MBA 
 

E0 5 5 - 
E1 2 3 - 
E2 4 3 2 
E3 5 3 3 
E4 3 3 3 
E5 4 4 4 
E6 4 4 4 
E7 4 4 4 
E8 2 2 2 
E9 2 2 2 

 

3 POINTS OF REJECTION  

1. Candidates should not have adverse remarks in performance appraisal for three years 
preceding the promotion.  

2. Should have high score for integrity in the past three years and should not have any pending 
disciplinary cases against him/her.  

*Based on data provided to the case writers by the company 

 

 


