
 1 

Share-based compensation:  

should shareholders be worried of a long-term “boomerang effect”? 

 

1- Genesis of the project idea 

In year 2010, US Congress managed to include a pay ratio disclosure mandate into the Dodd-

Frank financial reform Act. The new federal regulation requires publicly traded US 

corporations to disclose, how much their chief executives are making compared with their 

median workers. Intense lobbying against the disclosure delayed its implementation but last 

year the first ratios started to come in 1. A quick glance at those ratios confirmed what was 

expected: all too often it would take a median worker over a millennium to make as much as 

his/her CEO makes in a year.  

Hock Tan is the CEO of Broadcom Ltd (NASDAQ ticker: AVGO), one of the largest semiconductor 

companies in the world with about $110Bn in market capitalization. In year 2017, with over 

$103M in compensation, Hock Tan has been THE highest paid CEO in the world according to 

research firm Equilar 2 and the Wall Street Journal 3. Hock Tan’s compensation is for the 

most part equity-driven through share-based compensation. The highest the share value, the 

highest the pay. Such a package seems therefore ideal for Broadcom shareholders expecting 

strong returns.  

However, that same year, the non-for-profit organization “As You Sow”, leader in 

shareholder advocacy, listed the same Hock Tan in the top 3 most overpaid CEOs of the 

S&P500 4. Hock Tan’s package does not benefit shareholders according to their methodology 

which uses 1) total shareholder return (TSR) and 2) rating of companies where the most 

shares were voted against the CEO pay package. 

A clear discrepancy. 

I happen to know Hock Tan very well. As a former member of the European Executive Board 

of Broadcom, I’ve had multiple dinners and reviews with him over many years.  No one can 

deny he has brought tremendous value to the company with AVGO shares going from $5 pre-

 
1 Source: “The CEO Pay Ratio: Data and Perspectives from the 2018 Proxy Season”, posted by Deb Lifshey on Oct 14, 2018, Harvard Law 

School Forum on Corporate Governance and Financial Regulation 
2 Source: “Equilar 100: CEO Pay at the Largest Companies by Revenue in 2017”, https://www.equilar.com/reports/54-table-highest-paid-

ceos-2018-equilar-100.html 
3 Source: “How Much Do CEOs Make? - A WSJ analysis of 2017 pay for S&P 500 leaders”, May 9, 2018, 

https://www.wsj.com/graphics/ceopay-2018/ 
4 Source: “Here’s one ranking of the 25 most overpaid CEOs in the S&P 500” - https://www.asyousow.org/press-hits/2019/2/22/heres-one-

ranking-of-the-25-most-overpaid-ceos-in-the-sp-500?rq=the%2025%20most%20overpaid%20CEO – MarketWatch Feb 23,  2019. 

 

https://www.equilar.com/reports/54-table-highest-paid-ceos-2018-equilar-100.html
https://www.equilar.com/reports/54-table-highest-paid-ceos-2018-equilar-100.html
https://www.wsj.com/graphics/ceopay-2018/
https://www.asyousow.org/press-hits/2019/2/22/heres-one-ranking-of-the-25-most-overpaid-ceos-in-the-sp-500?rq=the%2025%20most%20overpaid%20CEO
https://www.asyousow.org/press-hits/2019/2/22/heres-one-ranking-of-the-25-most-overpaid-ceos-in-the-sp-500?rq=the%2025%20most%20overpaid%20CEO
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IPO in 2005 to a stunning $320 at peak level this year (32% CAGR), thanks to organic 

growth, strategic M&As and divestments but most importantly relentless execution. 

So, is $103M the right pay for Hock Tan?  

There is of course the obvious ethical dimension for any individual to earn over 1 700 times 

the US median household income 5. But looking beyond those ethical aspects, what should 

constitute the right mix of pay/bonuses/equity for CEOs and Senior Executives? 

If the number one criteria of business performance is shareholder value maximization as 

taught in business schools all over the world 6, why do bonuses tend to be defined mainly 

based on Turnover and/or earnings? Of course, those 2 criteria are typically linked to 

shareholder value creation but why not go to the source and have only shareholder value 

creation as a long-term goal? Hock Tan believes very much in the alignment of the entire 

organization on shareholder value creation. To the extent he had developed early on a “equity 

for all employees” policy, making Broadcom a successful company and many employees 

wealthy in the process. 

Similar to Broadcom, some new flamboyant companies become “Unicorns” while having 

their IPO on the stock market. In the process, many stakeholders become millionaires7. What 

is the impact on the organization? All of a sudden, the wealth of some executives and 

managers reaches a very high threshold. An area that has not been studied, to my knowledge, 

is whether or not that new wealth has an impact on the motivation of the most successful 

people within the company. Are they using that new wealth as an opportunity to relook at 

their life priorities? Over time Millennials will get more and more top executive positions. 

However 73% of them would chose work-life balance over a higher salary according to a 

global study 8. What will they do, once rich? Would they simply some lose interest in their 

job? It might not be the case for the majority as wealth accumulation might remain a priority 

for many executives. However, whatever their age group, some key executives might need to 

find another source of motivation beyond just more and more money.  

Hock Tan is not one of those. Despite making millions of dollars every year and being 

eligible for retirement, like many senior executives, he just keeps going. For those who might 

not be motivated enough to keep going, is the organization then supposed to adjust its 

management style and/or its pay structure and/or its other perks to keep top talents motivated? 

 
5 Source: $60K is the US median household income as defined by US Census Bureau for year 2017. 

https://www.census.gov/library/publications/2018/demo/p60-263.html 
6 Source: “Should Business Schools Peddle Shareholder Value Maximization?”, David Rönnegard & N. Craig Smith, INSEAD Knowledge | 

December 1, 2014 
7 Source: “Who will get rich when ‘unicorns’ go public”, by Stephen Grocer, Grant Gold & Erin Griffith, The New York Times, May 9, 2019 
8 Source : “Millennials Want to Lead. Are They Ready?” by Henrik Bresman & Vinika Rao, INSEAD Knowledge | November 13, 2014 

https://www.census.gov/library/publications/2018/demo/p60-263.html
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The key question for me here is the following. 

Without proper planning, an aggressive equity-based compensation program might end up 

having a “boomerang effect”: Let’s assume big equity rewards end up making some top 

talents very rich. Are additional cash and/or equity rewards the right motivation trigger or did 

you just design some of your top contributors out of the organization by not identifying if they 

are still eager to work despite having already made a small fortune. Once talents, knowledge, 

innovation are gone, value is lost. Retention is key. 

My hypothesis is: the equity-reward mechanism put in place has a counter effect and the 

organization might start losing value if the organization overperforms.  That’s what the 

“boomerang effect” is about. Because it significantly increases retention problems, he 

equity-based compensation program would end up working against the shareholder 

value creation it was designed to create in the first place! 

On June 4th this year, during its Annual Shareholder meeting, luxury goods Group Hermès 

announced that its CEO’s bonus will include CSR related criteria for 10% of the payout 9. The 

criteria used can be summarized as “reduction of industrial energy consumption”, “anchoring 

the organization in its existing local fabric outside big cities”, and “gender equality”. 94% of 

Hermès’ shareholders voted in favor. Maybe that’s the beginning of an entirely new trend 

where shareholder value creation will mean something more than pure value generation. 

Maybe there are ways to offset the “boomerang effect”. 

With the creation of AknaSphere, the company I’ve just registered, and the support of the 

EDBA program of Université Paris-Dauphine, I intend to look into those dimensions and try 

to answer the following questions: 

Is there indeed a long term “boomerang effect” at stake in high performance organizations 

with rich equity-based pay? Is money the primary factor in attracting and retaining top talents 

up to CEO level? If it is, could that change going forward as the pool of CEOs shifts from the 

Baby Boomers to Gen X to Millennials across time? From the firm strategy’s standpoint, 

what new targets should be included in CEO compensation in order to add meaning to their 

role beyond “just” financial performance? What types of CEO compensation packages do 

make sense for shareholders beyond 2020?  

I’m likely to have to narrow down those lines of questioning however based on the idea of a 

potential “boomerang effect”, allow me to investigate here the most relevant research already 

available on the topic of CEO and equity base compensation. 

 
9 Source : « Hermès introduit des critères RSE pour 10% du salaire variable de son dirigeant », Le Figaro Economie, June 4, 2019,  
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2- What reading material contributed to the genesis of the project? 

Note that I have very much enjoyed the reading material mentioned in this section. I’ve also 

sometimes identified some key academic references thanks to the background work of a 

specific scholar. However, I have not read all those key academic references in details yet. 

For example, when Alain Klarsfeld 10 mentions the work of Cyert & March (1963) 11, I’ve 

used his framework with only partial reading of Cyert & March. 

 

So far, I’ve identified the Agency theory as the most obvious conceptual framework to feed 

the analysis. The agency theory is core to CEO compensation topics as one needs to identify 

how shareholders can be sure the CEO is going to maximize their interests and not his/her. 

The agency relationship as defined by Jensen & Meckling (1976 : 308) 12 is “a contract under 

which one or more persons (the principal(s)) engage another person (the agent) to perform 

some service on their behalf which involves delegating some decision making authority to the 

agent”. Therefore, the CEO/shareholder agency relationship defines that the principal (the 

shareholder) empowers the agent (the CEO) with the use of its property rights. Up to the CEO 

to manage that property in full compliance with his/her principal’s interests (Parrat, 2003) 13 

as highlighted by Vigliano (Vigliano, 2007) 14.  

Top executives’ compensation is well researched. One of the first study on the topic dates 

back to year 1925 (Taussig, F.W & W. S. Baker, 1925) 15, and over 300 academic papers on 

that topic have been published as documented by Gomez-Mejia & Wiseman (1997)16. It is 

especially true in the US where the topic has been addressed from multiple angles: 

economics, human resources, accounting, finance and management (O’Reilly, Main & 

Crystal, 1988 17; Main & Johnston, 1993 18), with the agency theory as the core paradigm 

looking at what factors could influence compensation (Vigliano, 2007). 

 
10 Klarsfeld, Alain, (2005) « Approche institutionnelle et rémunération des dirigeants : propositions de voies de recherche », publications de 
Dauphine, https://basepub.dauphine.fr/handle/123456789/3646 
11 Cyert, R.M., March, J.G., (1963), “A behavioral theory of the firm”, London, Prentice-Hall, 332 p. 
12 Jensen, M.C., Meckling, W.M., (1976), “Theory of the Firm: Managerial Behavior, Agency Costs and Ownership Structure,” Journal of 
Financial Economics 3, pp. 305-360. 
13 Parrat, F. (2003), « Le gouvernement d’entreprise », Paris, Dunod, 128p. 
14 Vigliano, Marie-Hélène, (2007) « Contrôle exercé par le Conseil d’administration et Rémunération des dirigeants : réplication de la 
recherche de Boyd (1994) au contexte français. » , https://basepub.dauphine.fr/handle/123456789/2306 
15  Taussig, F.W, W.S. Baker, (1925),“American corporations and their executives: statistical inquiry”, Quarterly Journal of Economics, 3, 1-15 
16 Gomez-Mejia, L. R. et R. M. Wiseman (1997), “Reframing Executive Compensation: An Assessment and Outlook”, Journal of 
Management, 23: 3, 291-374. 
17 O’Reilly, Ch. A. III, B.C. Main et G. S. Crystal (1988), “CEO compensation as a tournament and social comparison: A tale of two theories”, 
Administrative Science Quarterly, 33, 257-274. 
18   Main, B. G. M., J. Johnston (1993), “Remuneration committees and corporate governance”, Accounting and Business Research, 23, 351-
362. 
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The importance of CEOs' perceptions of the linkage between their personal wealth and firm 

wealth (E.J. Zajac, 1990) 19 has confirmed the use of different compensation tools linking the 

two. Share-based compensation is one of them. The obvious reason Compensation 

Committees decided to use share-based awards is the perceived alignment of CEO and 

shareholder goals it triggered and the potential reduction in agency costs that alignment 

brings. Stock-option schemes started spreading outside the US also over 25 years ago. Canada 

was first impacted in the 90s (Magnan, Saint-Onge & Thorne, 1996) 20 . Besides the perceived 

reduction in agency cost, another parameter that has influenced the diffusion of that 

compensation tool is simply benchmarking or, as Klarsfeld highlighted, imitation 21. Top 

executives and board members have indeed a tendency to duplicate processes they believe 

make sense and transfer it from one company to the next. That broad tendency for imitation 

has been researched by Cyert & March (1963) 22. Hence for over 20 years now, in France, 

Stock-Option schemes have also been widespread (Desbrières, Saint-Onge & Magnan, 

2000)23. By continuing to follow blindly those practices without considering changes in the 

XXIst century environment (societal changes, generational changes, customer expectations 

changes), the Compensation Committees might be driving some high-performance 

organizations straight towards the “boomerang effect”. 

However, the agent will follow the shareholders’ interest only if there are incentives to do so. 

Compensation will remain one of those « levers of action» 24. Share-based compensation 

seems like a strong lever as it aligns the (short-term?) interest of both the agent and the 

principal. So, my point is not the exclusion of all share-based compensation but instead a 

search for balance and information. 

If tackled properly, getting rid of the “boomerang effect” risk could significantly reduce the 

agency cost. As a matter of fact, one of the 3 agency costs identified by Jensen & Meckling 

(1976 : 308) is called “monitoring expenditures by the principal” with a footnote clearly 

referring to compensation: “The term monitoring includes more than just measuring or 

observing the behavior of the agent. It includes efforts on the part of the principal to control 

 
19 Zajac, Edward J, (1990), “Ceo selection, succession, compensation and firm performance: A theoretical integration and empirical 
analysis”, Strategic Management Journal, 11:3, 217-230 
20 Magnan, M., Saint-Onge, S., Thorne, L., (1996), « Performance organisationnelle et rémunération des dirigeants : une comparaison 
Canada Etats Unis », Revue canadienne des sciences de l’administration, vol.13, N°2, pp. 102-118. 
21 Klarsfeld, Alain, (2005), op. cit. 
22 Cyert, R.M., March, J.G., (1963), “A behavioral theory of the firm”, London, Prentice-Hall, 332 p. 
23 Desbrières, P., Saint-Onge, S., Magnan, M., (2000), « Les plans d’options sur actions : théorie et pratique », pp.135-160, in Peretti, J.-M., 
Roussel, P., Les rémunérations : politiques et pratiques pour les années 2000, Paris, Vuibert. 
24 Charreaux, G (1994), “La théorie positive de l’agence: une synthèse de la littérature”, in G. Koenig (coord.) “De nouvelles théories pour 
gérer l’entreprise”, Paris : Economica, 61-141. “leviers d’action” tranduit par “levers of action” 
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the behavior of the agent through budget restrictions, compensation policies, operating rules, 

etc.” 25 

Making shareholders aware of the “boomerang effect”, assuming it indeed exists, would 

reduce the ex ante asymmetry of information described by the “agency hypothesis” 

(Eisenhardt, 1989) 26.   The ex ante asymmetry appears when the shareholder does not benefit 

from all relevant information at the time he/she validates the agent’s contract (e.g. at the time 

he/she votes for the CEO compensation package). By understanding what is the long-term 

impact of the share-based compensation given to the CEO and/or the top executives, the 

shareholder increases his/her ability to redefine and regain control of the compensation 

debate. 

In the same spirit, shareholders can agree to add specific new targets as part of the CEO 

compensation instead of an increased share-based compensation as seen previously with 

Hermès Group. That could potentially reduce the “boomerang effect” and it also improves the 

“incentive alignment” (Wiseman, Gomez-Mejia et Fulgate, 2000) 27 i.e. the principal transfers 

some risks to the agent. Indeed, a “Made-in-France” tag on most Hermes products is a must. 

Having an incentive to anchor Hermes’s activities locally instead of outsourcing 

manufacturing to low-cost countries makes strategic sense. Low-cost outsourcing can create 

short term profit improvements however it will negatively impact the group’s strategy over 

the long-term. Therefore, that Hermès incentive is not just valid from a CSR standpoint, it is 

also fully aligned with the strategy of the group. That incentive is clearly of interest for the 

company, the shareholders, the customers, the local community. It becomes a “shared 

value” as defined by Porter & Kramer (2011) 28. 

I very much like Porter & Kramer manifesto to reinvent Capitalism. I do share their views 

that only “few companies have reaped the full productivity benefits” of the shared value 

model, especially when it comes to “employee retention and capability”. Indeed “not all profit 

is equal”. “Profits involving a social purpose represent a higher form of capitalism, one that 

 
25 Jensen, M.C., Meckling, W.M., (1976), “Theory of the Firm: Managerial Behavior, Agency Costs and Ownership Structure,” Journal of 
Financial Economics 3, pp. 305-360. Bolded and underlined by me. 
26 Eisenhardt, K.M. (1989), Agency Theory: An Assessment and Review, Academy of Management Review, 14: 1, 57-74. 
27 Wiseman R.M., L.R. Gomez-Mejia L.R. et M. Fugate (2000), “Rethinking Compensation Risk”, in S.L. Rynes et B. Gerhart (dir) 
“Compensation in Organizations: Current Research and Practice”, San Francisco: Jossey-Bars Publishers, 311-347. 
28 Porter, M. E. & Kramer, M. R. (2011). “Created Shared Value: How to Reinvent Capitalism - and Unleash a Wave of Innovation and 
Growth”. Harvard Business Review, January-February (89), 63-77. 
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creates a positive cycle of company and community prosperity”. My managerial experience 

tells me CSR for the sake of CSR won’t go very far. A “shared value” approach will. 

The more shareholders and top executives become aware of that trend, the more they can 

influence compensation criteria to meet “shared value” goals and therefore reduce the 

“boomerang effect”. As Porter & Kramer said, “in the process, businesses can earn the respect 

of society again”. For CEO compensation it does not necessarily mean a reduction in total 

compensation. Actually, in most developed countries, the compensation gap is increasing 

between on one hand the top executives and on the other hand, the employees (Gomez-Mejia 

et al., 2001) 29. However, rebalancing some compensation criteria to meet socially-acceptable 

goals beyond pure profit might be an easy step to achieve and a smart strategy. 

Even if there are already many different approaches to look at compensation (economic, 

political, symbolic approaches) (Zajac et Westphal, 1997 30; Barkema et Gomez-Mejia, 1998 

31; Magnan et al., 2000 32), why not engage in a new one we would call the “shared value 

approach to compensation” leveraging on Porter & Kramer’s manifesto and which would 

look at whether or not there is a potential long-term “boomerang effect” in share-based 

compensation especially as new generations of CEO come into play and at a time it might be 

more important for a CEO to “earn the respect of society” instead of yet another million 

dollars. 

In that case, there would be a requirement to help organizations disseminate the information 

about the “shared value approach to compensation”. Circling back on Klarsfeld 33, the 

institutional approach provides a framework to understand why already today executive 

compensation decisions in companies might not benefit the shareholders nor the corporate 

strategy but in addition he has found the dissemination tool we are looking for: the 

institutional approach founded by Di Maggio & Powell (1983) 34, shows the importance of 

what they call the “mimetic process” similar to Klarsfeld’s “imitation” we discussed already.  

Very much like for the spread of the Stock-Option schemes in the 90s, if a few highly visible 

 
29 Gomez-Mejia, L.R., Balkin, D., Cardy, D., (2001), Human Resource Management, Prentice Hall. 
30 Zajac, E.J., Westphal, J.D., (1997), “Managerial incentives in organizations: economic, political and symbolic perspectives”, in Zur Schapira 
(dir.), “Organizational decision making”, Cambridge University Press, pp. 133-157. 
31 Barkema, H.G., Gomez-Mejia, L.R., (1998), “Managerial compensation and firm perfor- mance : a general research framework”, Academy 
of Management Journal, vol.41, n°2, pp. 135-145. 
32 Magnan, M., Roussel, P., Saint-Onge, S., Trepo, G., (2000), « La rémunération des dirigeants d’entreprise : débats, enjeux, bilans » in 
Peretti, J.-M., Roussel, P., « Les rémunérations : politiques et pratiques pour les années 2000 », Paris, Vuibert. 
33 Klarsfeld, Alain, (2005) , op. cit. 
34 Di Maggio, P., Powell, W., “The Iron cage revisited, Institutional isomorphism and collective rationality in organizational fields”, American 
Sociological Review, 48, pp. 147-160, (1983) 



 8 

companies start the trend of “shared value approach to compensation”, a complete shift could 

happen within a decade thanks to the strategic value of the approach, thanks to the impulse of 

the mimetic process and thanks to the rise of Millennials in top executive positions from 2020 

onwards. 

3- Getting initial feedback from academics: 

All those ideas would of course require further and deeper analysis but when pitching them to 

a couple of academics around me, I got some very positive feedback and excellent support. 

Here I would like to formally thank: 

 

• Marie José SCOTTO, Ph.D., Enseignant-Chercheur, Responsable du Pôle d'Expertise 

Gestion des Ressources Humaine, Responsable Doubles Diplômes, IPAG Business 

School. She has confirmed to me the Agency Theory is relevant for the project and 

recommended that later on I also open my perspectives by reviewing Resource theory, 

Human capital theory and Motivation theory. Motivation theory, she believes, could 

lead to surprising findings when applied to millennials as they grow into senior 

executives’ positions as we might identify with them some different intrinsic and 

extrinsic motivation factors than with previous generations.  

 

• Anne E. Witte, Ph.D. Professor, Management & Humanities, Assistant Dean, 

International Academic Affairs, Assistant Dean of Study Policies and Standards, 

EDHEC Business School. She mentioned the Paris-Dauphine EDBA program to me in 

the first place. She very much likes the pitch of the “boomerang effect” and the fact 

that I do have access through my professional network to potential privileged 

interviews. She also pointed out the new trend in statistical tools where we now can 

“quantify the qualify”. A point of caution was my enthusiasm to start thinking of 

strategic solutions such as the “shared value approach to compensation”, even before I 

have proven my hypothesis on the “boomerang effect”.  

  

4- Progress on data collection: 

For the success of that project I need to prove there is a retention issue, assess what drives that 

retention issue and understand what role a significant increase in wealth plays in the process 

(retention prevention vs. retention risk). Along the way I should be able to assess whether 

there is a generational dimension to the equation. 
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4.1- Quantitative data: 

Quantitative data on managers, senior executives and CxO level compensation is readily 

available in the market place 35. I could easily source it primarily for a professional usage via 

my company AknaSphere and use the opportunity of such an access to open its spectrum for 

my own research. I also intend to partner with international firms specialized in recruitment 

such as Hays Plc. in order to tap into their database. 

For listed companies, the SEC in the US, the AMF in France and the FSA in the UK are all 

documenting an extremely large amount of data on CEO and top executive compensation.  

My approach is specific and relies on understanding the deeper motivations of top executives 

and the associated retention factor. Therefore, I believe qualitative data might be a much more 

powerful source of information. Thankfully there are new software tools 36 to quantify 

qualitative data especially when leveraging social media platform content. That’s why my 

goal will be to derive significant quantitative data from the qualitative data I intend to collect. 

 

4.2- Qualitative data: 

I’ve already had many informal discussions with peers on the topic of million-dollar-share-

based-compensation vs. goals in life vs. motivation to stay on the top job. However privileged 

interviews within a pre-agreed framework are likely to be required. 

For example, Bryan Ingram 37 took a step down from his COO position and while being an 

identified successor to Hock Tan as future CEO of Broadcom. He resumed his work as Senior 

Vice President and General Manager of Broadcom’s Wireless Semiconductor Division, a 

position not as demanding from an international travel and work-life balance perspective. 

In the same spirit, 18 months ago, I’ve decided to take a step back for running international 

businesses after I met my personal financial goals. 

As I need to go beyond anecdotal stories and build trust to get the relevant information, I 

believe I have a high-quality field of study: I’ve already been co-opted to join the European 

Executive Council (EEC).  “The EEC is an exclusive circle of confidential exchange and 

reflection which gathers the CEOs and top executives of around thirty major multinationals’ 

European headquarters. The EEC grew in 2000 from a recognition that CEOs running the 

European operations of international companies were facing the same range of managerial 

 
35 WaagePro - base de données salariale la plus complète et la plus aboutie du marché https://pro.waage.fr/base-de-donnees-de-salaires 
36 Atlas.it, Qualitative data analysis, https://atlasti.com, or NVIVO, logiciel pour l’analyse de données qualitative, 
http://www.qsrinternational.com/nvivo-french 
37 Bryan Ingram’s profile; https://www.broadcom.com/company/about-us/executives/bryan-ingram 
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issues. The aim of the EEC is to provide a strictly confidential top-level structure for sharing 

hands-on experience between peers.” 38 Through its informal, friendly and yet extremely 

professional set up, the EEC is an open gate to top executives at firms such as ABB, Xerox, 

3SI Group, Schneider Electric, Dupont, Aon, Kone, AIG, United Technologies, Steelcase, 

Mitsui, Sumitomo or Microsoft.  

In addition to the EEC, I do have also an extensive (500+) top executive network most of 

them from the electronics, semiconductor and IT sectors. That could provide additional 

material later on for a paper on an industry specific analysis. 

 

5- What could be the benefits of the study? 

I do have a genuine interest in the findings associated with that project. I would leverage them 

in communication and in raising awareness on the topic as the paradigm shift can be 

significant. 

For example, as an external consultant, I can leverage that expertise with listed companies to 

help their compensation committee better design the next CEO compensation package, saving 

them costs and improving their “shared value” strategy. 

I also believe the “boomerang effect” and the “shared value approach to compensation” 

would be great additions to the Agency theory if they get confirmed. The generational 

approach I recommend might also greatly influence the firm’s organization not just at CxO 

level but throughout the management layers. Indeed, a compensation approach on how to 

consider new expectations from new generations of top executives is still missing today.  

I would be extremely keen to publish some papers and/or join forces with other academics to 

work on papers on those topics for Dauphine in the many years to come.  

In any case, I’m extremely enthusiastic about the “boomerang effect” and the “shared value 

compensation approach” and I’m confident the EDBA program is going to allow me to go a 

lot deeper in the scientific process to assess the validity of that hypothesis.  

 
38 DZA corporate consulting - http://www.dza.fr/2.aspx?sr=1 


