
























































Report of theSeventh CPC

the State Legislature frames an Act, Rules can be fram#tel@entral Government or State
Government to regulate the service conditions of employees. The amended Article 312 also
contemplates creation of All India Services common to the Union as well as the States. This is
brief legal background that how servicendition ofthe governmenservants are regulated
under the Indian Constitution.

1.5Sincethe laws are laid down by the Parliament and the Executive has to implement those
laws, the Executive consists of politiedécted representativas well as théureaucracySo

far as politicalelected representativase concerned, they are elected by the people, but the
bureaucracy is recruited under the Rules framed under the Constiftt®elected political
elected representativaad duly recruited burearacy together govern the country.

1.6 Whatshould bethe norms for governance? This has been a moot point through ages and
the norms of the governance have changed from time to ffinve. go to the past history of
ancient India, we have many scriptures which have de#itissues of governance and those
norms are also relevant in the present tiBlemgwat Gita tackles mamganagement issues at
the grassot level and offers feasiblsolutions on the principles of valbased ethics,
enlightened leadership and human quality developnitesdys:
| {r{rRf [18¢p
lpprzZehgpu
| ¥{p lz©zlatp4
| ~1@¥ pr Quépat |
(Ch. I Karmayoga Shloka 21)

It means whatever action a great man performs, common men follow and whatever standards
he sets by exemplary acts, all t h{egsWpegPd pu
h{Pmeaning Awhere there is Dhasucoessdodsbaned i s
in hand with righteousness.

17Chanakyaalso i n his cel ebr at e dmpghasged that the BharfmaAr t h a
Sukti is applicable to both, a ruler and the common man. It is necessary to follow Dharma in
all walks of human life.

1.8 Therefore,if we have a dedicated bureaucracy, then they will provide a good leadership
and good governance.

1.91t is unfortunate that we have lost sight of relevant principles enshrined in our scriptures,
and this has led to a steep decline of ouriathtnative machineryit needs to be resuscitated
by infusing the norms of righteousness.

1.10 During the Mughal period, there was an evolution of administrative system that was
further improved by the British rulers for our country, they framed elaboaates to govern

the country and created an administrative framework, which was adopted and formalised under
thelndian Constitution.

1.11 To get a competent workforce, thgovernmenthas laid down recruitment rules for
recruiting persons who are efficient and compet&atimprove efficiencythe government
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has from time to time constituted Administrative Reforms Commissions to suggest ways and
means to improve efficiency in admingedtion. The Government of India has also, from time

to time, set up various Pay Commissions for improving the pay structure of its employees so
that they can attract better talent to public sertitéhis 2F! century, the global economy has
undergone aast change and it has seriously impacted the living conditions of the salaried
class. The economic value of the salaries paid to them earlier has dimifieeesconomy

has become more and more consumer econdhsrefore, to keep the salary structurehaf
employees viable, it has become necessary to improve the pay structure of their employees so
that better, more competent and talented people could be attracted for governance.

1.12 In this background, theSeventhCentral Pay Commission was constituted and the
government framed certaifierms of Referenctor this CommissionThe salient features of

the terms are to examine and review the existing pay structure and to recommend changes in
the pay, allowances and etffacilities as are desirable and feasible for civil employees as well
as for the Defence Forces, having due regard to the historical and traditional parities. The
framework should be linkedith the need to attract the most suitable talented candidtte to
government service and promote efficiency, accountability and responsibility in the work
culture. In addition, it is to review the norms of bonkeeping in view performance and
productivity, as also examine the existing pension scheme and othemesit benefits. The

terms of reference enjoin that the recommendations should be made keeping in view the
economic conditions and available resources of the country and also the likely impact on the
State Governments. The Terms of Reference also manttee@ommission to make the
recommendations keeping the best global practices and their adaptability and relevance in
Indian conditions. A closer look at the terms of reference reveals, thus, that there are many
newer elements which have broadened the rehtitis Commission.

1.13 Theapproach adopted by the Commission was to reach out to all stakeholders and seek
their inputs in various forms. To start with, a website was set up giving all updated information
about the working of the Commissiofin exhausive questionnaire was prepared, capturing,
inter alia, all the important facets of the terms of reference, for seeking suggestions from the
stakeholders. We wrote ministries/departmenteeking various data on pay and allowances,
staff position, age profile, recruitment rules of cadres etc.

1.14 The Commissiomeceived a large number of representations from various recognised and
unrecognised bodies. The Commission also permitted orainisgsions through the
representativesf these organisations. Visits to remote areas like the border areas in the North,
Leh, Arunachal PradesRann of Kutctand Rajasthan, and to distant parts of the country such
as the nortkeastern region and AndamandaNicobar Islands werandertaken The main
objective of the visits was to have a fit’ind experience of the working conditions and
difficulties attached to various jobs. The Commission visited metros with significant presence
of Central Governmermmpbyees such as Bengaluru, Vishakhapatnam, Mumbai and Kolkata.
After taking oral as well as documentary evidence, the Commission discussed all the issues
which were raised by these representatives, keeping in view the terms of ref@sgpeeour

ToR, we lave to capture the global best practices. Pursuant to this, we interacted with the
Governments of Australia and New Zealand.
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The Modified Assured Career Progression (MACP) scheme has been further mdidi§ied.
expected that the present formulation will address the widespreatistestion prevailing in

the earlier system, in which the gain or progression through the MACP was considered
inadequateThe remuneration package is such that employees would feel that they are valued
and they are fairly paid and their remuneration idess than a person who is similarly situated

in another organisation. While addressing this aspirational need, we are also conscious of the
fact that such employees who have outlived their utility, their services need not be continued,
and the continuarcof such persons in the system should be discouraged.

1.20 Separatgpay matrices foCivilian employeesDefence Forcepersonnel and those of the
Military Nursing Service (MNS) have been prepared, cell by cell, after due diligence and
deliberationsThe structure, which essentially is the same for all segments, has been simplified
so that each employee can find his or her place irptbposedmatrix. All the employees
belonging to various services will proceed according to their respective semdiéats by
earning increment on the basis of mehity disturbance of the matrix structure will have a
serious repercussion on the inter se positioning of various levels in the hierarchy, all of which
have been extensively deliberated upon, along wélsénvice conditions of all the employees
serving in Government of India. Therefore, the importance of not altanpgortion of the

three matricecannot bemphasised enough, as doing so will disturb the parity of the services
and create anomalous sitions.

121 FurthermoretheCo mmi ssi onds | nt er dasdociabons hasirdvdaledv ar i o
that there is a significant lack of standardization across cadres as far as their entry level
gualifications (ELQ), pay scales, nomenclature and promdtarenues are concernethe

approach of this Commission is to bring about uniformity in the ELQs and pay scales while
dealing with cadres with similar job content and responsibility across organisations.

1.221tis also recommended that the matrix may beeviewed periodically without waiting

for the long period of ten yearslt can be reviewed and revised on the basis of the Aykroyd

formula which takes into consideration the changesprices of the commoditiesthat
constitute a common miahodrsBuréaa stkShimla rewietvs ¢ h  t h
periodically. It is suggested that this should be made the basis for revision of that matrix
periodically without waiting for another Pay Commission.

1.23 We have also revised a large number of allowances and made themeateosnt and
rational. Those which have outlived their utility have been discontiniélalso recommend
that each allowance should be placed in public domain as a step towards greater
transparency in governance and ease of administration.

1.24 We have aso kept in view the needs of the pensioners under thpesidionsystem,
(employeeswnho joined before01.01.2004) and suggested some measures to alleviate their
plight. They should also not be left in straitened circumstaMdeshave suggested themoper
fixation in the new pay matrix which will provide them a respectable livihgost the whole
lot of government employees appointed on afiér012004 were unhappy with theew
pensionscheme. While théNational Pension Systenoes not form a padf our Terms of
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Reference, we have recorded the sentisief the affected employees. Tloevgrnment should
take a call and step in to look into their complaints.

1.25 Great dissatisfaction has been expressed with regard to medical facilitiesdyyioe
employees as well as retired personnel. We have suggested certain measures in the appropriate
chapterto take care of medical facilities to serving as well as retired government employees.
The best answer appears to be medical insurance, which wilhlyaeduce financial liability

of the government, but, if well structured, provide quality medical services toNalhave

been informed by the Health Ministry that this is being actively explored by them.

1.26 A seriouggrievance has been made by all services that cadre reviews have not taken place
for years together, which has resulted in great anguish and frustration among the services.
Though it is essentially an administrative matter, it has a serious impact orttnee and
emolument of employees. On account of delay in cadre reviews, many Central Services lag
behind and that gives rise to frustration and ultimately affects governafechave tried to

cover this issue in the appropriate chapter in this reporteAtgesentment and anguish has
been expressed by Central Civil Service officers that they are not getting their legitimate due
vis-arvis All India ServicesTherefore the government should take a call and give them a
proper representation in tigevernmen

1.27 A numberof grievances or so called anomalies have been placed before the Commission.
Many have their roots not in the recommendations made ByitG&C, but in the subsequent
modificationsmadeby the government and the resultant orders issuedtb®ften these

resulted in anomalies, many of which could not be rectified till d&teerever possible we

have tried to remove these anomalies. We also suggest that an appropriate body may be created
to look intoanomaliesif any arising out of the imlgmentation of the recommendations of the
SeventhCPC The body so created may be in position for a period of six months at least so
that if any anomaly arises in implementation of the recommendation of this Commission, it
can be immediately attended tadahe affected persons need not wait for another decade.

1.28 Theterms of referencelgceemphasis on productivity, accountability and performance.
This brings into focus the concept of Performance Related Pay, which has emerged over the
past three Central Pay Commissions. Vh€ PC recommended a framework for performance
pay. In furtherancef this, guidelines were drawn up based on the performance measurement
methodology of the Results Framework Document (RFD). However, at that time, the RFD
system was still being put in place and many departmentsinvire process addopting this
systemAs a result, the scheme on performance pay could not take off. RFD system has taken
firm roots now. We are recommending introduction of Performance Related Pay for all
categories of Central Government employees, based on RFD, Annual Performance Appraisal
Reports and some broad guidelines. We are also of the view that there should not be automatic
payment of bonus and all existing schemes of payment of bonuses should be linked to
productivity. There is no blueprint for enhancing efficiency and productintythe
government. The organization systems in the government are generally largdayeuttil

and complex. Improvement of efficiency and productivity in such a setting depends on a whole
range of extrinsic and intrinsic factors. A large number of isthesswere placed before this
Commission by various Cadf@ssociations related to cadre matters, issues of administrative
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nature, organizational structure etc. The broader issues of efficiency, productivity, excellence
and service delivery should idealbe dealt with administratively by a body such as the
Administrative Reforms Commission or Civil Service Reforms Commission.

1.29 As we have mentioned abowggvernment service is not a contralttis a status. The
employees expect a fair treatment frdfragovernment. The States should play role model for

the servicesln this connection, it will be useful to quote the observations in the case of
Bhupendra Nath Hazarika and another vs. State of Assam _and otherqreported in
2013(2)Sec 516) wherein the Apex Court has observed as fofiows2 ¢ |t shoul d al
be borne in mind that legitimate aspirations of the employees are not guillotined and a
situation is not created where hopes end in desphipe for everyoa is gloriously precious

and that a model employer should not convert it to be deceitful and treacherous by playing a
game of chess with their seniority. A sense of calm sensibility and concerned sincerity should
be reflected in every step. An atmosphdreust has to prevail and when the employees are
absolutely sure that their trust shall not be betrayed and they shall be treated with dignified
fairness then only the concept of good governance can be concrétigesdy no more.

1.30Lastly, we must emhasize thathe government should inspire confidence in mind of civil
servants that they will not be hounded by unnecessary harassment by investigation agencies.
The recent trend of hounding civil servants as criminals for the failure of bona fide dgcisio

is not a happy one. This will discourage the bureaucracy to take bold decisions in fear of being
hounded if such a decision misfires. Any misadventure should not be looked upon with
suspicion unless it has definite criminal intent to benefit eitherdifras someone elsé.this

trend is not checked it will lead to disastrous consequences.

1.31 Thesole consideration with the Commission was to ensure that employees do not suffer
economic hardship so that they can deliver and render the best possible service to the country
and make the governance vibrant and effective.
, .
A

b ‘ /" /

(A.K.Mathur)
Chairman, ? CPC
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General EconomicSituation and Financial  Chapter 2.1
Resources of the Central Government

Section

2.1.1This Commission is required by its Terms of Reference to make its recommendations
keeping in view, inter alia:

i.  the economic conditions in the country and the neefistal prudence;
ii.  the need to ensure that adequate resources are available for development expenditures
and welfare measures;
iii.  the likely impact of the recommendations on the finances of the State Governments,
which usually adopt the recommendations with senodifications.

2.12 The Government folndia (Gol), Economic Survey 20145 is optimistic and bullish
about t haepolifical mandate:for ie@form and a benign external environment have
created a historic moment of opportunity to propel India ordowbledigit growth trajectory.
Decisive shifts in policies controlled by the Centre combined with a persistent, encompassing,
and creative incrementalism in other areas could cumulate to Big Bang reform$he
survey al s o madromaonofic fumdamentdisenave diagnatically improved for the
better, reflected in both temporal and crassintry comparisons. 0OrThis improvement in
macroeconomic performance is expected to impact the fortunes of the economy, principally
through a sustained higheate of growth of GDP.

2.13 In this context the two implications of the positive future growth and macroeconomic
scenario that are of direct interest to fB@mmission are:

1. The incremental fiscal space that will be secured through such improved macro
performance.

2. The constraints imposed by the macro fiscal framework that government will adopt
through to 201718 which will be underpinned by its FRBM legislation.

2.14 The government has two instruments to secure resources for the expenditures that they
must undertake:

a. Revenue Mobilisation

b. Borrowing

2.15 Government spending (like for all other economic agents) can be divided into
consumption (revenue) and investment spendifige fiscal deficit (FD) conceptually
measures the difference between total government spending amdbtoteEbteceipts thereby
indicating the total amount the government needs to borrow to finance its projected

! Conceptually, as is the practice in India, fiscal deficit may measure the difference between total
expenditure and total revenue plus non debt capital receipts.
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expenditure. The revenue deficit (RD) measures the difeeen b et ween gover nme
revenues and its consumption (revenue) expenditure. The core focus of this Commission is on
Pay, Allowances and Pensions (PAP), which is fully revenue expenditure.

Table 1: Macro Fiscal Position of the Centre

201415 | 201415 | 201516
As % of GDP 201314 BE RE BE 201617# | 201718#
Revenue Deficit 3.1 2.9 2.9 2.8 2.4 2.0
Fiscal Deficit 4.4 4.1 4.1 3.9 3.5 3.0
Revenue Expenditur¢{ 12.1 12.2 11.8 10.9
Capital Expenditure 1.7 1.8 1.5 1.7

Source: Budget at a glance, UniBudget of Government of India 2018 and 2015L6.
# Rolling Targets presented in Medium Term Fiscal Policy Statement18)15
BE=Budget Estimates, RE=Revised Estimates.

2.16 Table 1 expresses these key fiscal aggregates as a percentage of GDP s&éefrcam

this table that the Gantends to reduce its overall borrowing for both revenue and capital
expenditure from 4.percentin 201415 to 3percentin 201718. Almost the entire reduction

in fiscal deficit is to be secured by a corresponding réaludh the revenue deficit. This
reduction is sought to be attained largely througintaining the growth of revenue
expenditure, expressed as a percentage of. G, in the current (20186) budget, revenue
expenditure expressed as a percentage of GEBRpected to fall by 0.fercent Such alrop

will need to be maintained (if not increasedf t he government déds mediu
fiscal expenditure targets as expressed in the medium term fiscal policy statement of the Union
Budget 201516 (Tablel) are to be met. The impact of not meeting or revising these targets
will be negativdorl ndi a6 s e ¢ amdadtmfocthisgegasomthahthe government has
repeatedly stressed its commitment to medium term fiscal pruddtitehe medium term
targetsas the basiand backed btheFiscal Responsibility and Budget Management (FRBM)
Legislation.

2.17 The macroeconomic aspiration to deliver double digit growth in the medium term is
underpinned by a concrete commitment to immediately secure reat®idh of at least 7.5
percent In addition the government and the Reserve Bank of India are committed to bringing
down inflation to Gpercentby January 2016 and to a formal long term targetdréent.

The implications of the above are:

2.18 The size of the government sector in the total econpewpressed as a proportion of
GDP, will stay roughly constant over the medium term. This is because the increase in the size
of government (expressed as a percentage of GDP) can only be financed througbase inc

in the revenu&sDP ratio and/or an increase in the-EDP ratio. The latter ought not to
happen; indeed the government is committed to reducing thé P ratio over the medium

term as discussed above. If the Reve@®I¥P ratio is increased then

2Sourcehttp://finmin.nic.in/reports/MPFAgreement28022015.pdf
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a. Theadditional resources wible used to reduce the RD

b. Following the recommendations of the Fourteenth Finance Commission (FFC) the
Centre will get a lower share in the divisible pool of taxes than in thei.pg8
percentin 201516 to 201920 as compared to &rcentin the period 20141 to
201415. This further limits the possibility of a significant increase in net revenue
receipts of the Centre.

2.19 At the same timéhe government has emphatically indicated keyegowment spending
priorities that will involve substantial financing of both current and capital expenditures over
the medium term to fulfil gov easweamaritgéods cor e
and services. Hence, equally it cannot be asduim there will be a reduction in the size of

the government.

2.1.10 Since PAP is entirely revenue expenditure and since rev@Bleratio increases will

first be deployed to reduce the revenue deficit, it follows that there is no fiscal space available
to increase the share of the total spending on PAP other than that afforded by GDP growth.
The share of PAP in total revenue expenditure will, at best, stay constant over the medium
term.

2.1.11 It therefore follows that any increase in PAP that can lsntiad without jeopardising

t he government 6s rmandnrthee médium tegnht mestbequal ¢otthe r s
growth rate of GDP. Of course, due to the peripatetic, decennial, occurrence of the Pay
Commission recommendations this condition cannohéein the initial year of awards the

award has to adjust for many cumulative factors that have negatively impacted the purchasing
power of the PAP over the historical medium term. Even so it is important to ensure that the
increase in the PABDP ratd in the initial year of the award is moderate, so that it stabilizes
over the medium term (provided growth is secured as planned).

Section |

2.1.12 With the above framework in place we can now assess the extent to which the Seventh
CentralPayCo mmi ssi onés recommendations address ma
fiscal prudence and availability of adequate resources for development and welfare
expenditures. Table 2 presents different categories of PAP expenditures as percentages of GDP
over time. It is clear from theable that pay and allowances as a proportion of GDP has
remained fairly stablsince201011,i.e., in the range of 1.8 percent and 2.0 percentaas

the share of pensions, which has ranged betwegme@c@ntand 1percentof GDP.

2.1.13 The Seventh CP@ecommendations can cause macroeconomic stress in two ways:

1. The awards of the previous Pay Commissions, both V as well as thevdlyed
payment of arrears. If awards are made with an arrears component then the cumulative
impact of arrears would temporarily increase government expenditure on PAP, thereby
causing an appreciable shock, albeit for a short time. This shock impacts both fiscal
stability and the price level through demand and supply channels. Howieger,
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SeventhCPC recommendationsentail, at best,paymentsof marginal arrears and
we do not therefore envisage any macroeconomic shock on this score

2. A paycommission award can cause a significant increase in the ratio of PAP to GDP
in the year the award isyplemented. This happens for two reasons:

a. Due to the fact that many allowances are not fully indexed to DA, and some
allowances are not indexed at all, there is some increase in expenditure on PAP
that happens when basic pay and DA are merged.

b. Total govenment spending on PAP increases due to an increase in the real
value of PAP as a consequence pagcommission award.

2.1.14 As we show inTable 2 the cumulative effect of these elements on the award 9f the

CPCwas of the order of 0.7Fercentof GDPin 200310. ThisCommission is of the view that

any macroeconomic impact that exceeded this number would not be fiscally prudent and would

put unduepressure orthe government in terms of discharging its development and welfare
spending responsibilities. Table 2 shows the impact of the proposed recommendations of the
Seventh CP@An arriving at an assessment of the impact, three Scenarios have been considered.
Scenaiolr epr es ent sasuas ufald ws LenaEsshEtionithat we estimate would

prevail in the absence of the pay commission awdednario lirepresents the net impact on

the PARGDP ratio if theCommissionwere to only merge basic pay and D&cenario

represents the full impact of tiseventh CP6s r ecommende d -GDRamtiod on t

2.1.15 The merger of basic pay with DA woutéedto be effected in the sense that this merger

is inevitably carried out when Pay Commissions submit treiommendations. The net
increase as a consequence of the pay commission recommendations is therefore the difference
between the PAISDP ratio inScenaridll andScenaridl i.e.,0.56 percentThe Commission

is of the view that this represents aextremely reasonable increase in the PABDP ratio

in the initial year of award. In future years this ratio will in fact decline, as GDP growth

is expected to bdaster than the growth rate of inflation in future years as projected by

the government andasexplained in Section| above.

2.1.16 The total impact of the Commissioiis recommended award is also less than that of
the VI CPC. As can be seen froifiable 2, the increase in PAPDP ratio (excluding arrears)
in the case of th&l CPCwas 0.7percenof GDP as compared to @percenithe difference
between the PAISDP ratio in the year following the award period) in the case déélventh
CP@s recommendati ons.

2.1.17 In assessing the impact on the capacity of the government to maintain its axgendi

on welfare and development commitments, it would be incorrect to simply look at the ratio of
PAP to total revenue expenditure. This is because the railways are expected to meet their PAP
commitments from their own internal resource generation aneftternt is not appropriate to
include the railways component of PAP in our calculation. We have therefore calculated the
increase in the share of PAP in total revenue expenditure (excluding railways) in the two years
following theVI CPCaward and compagehis with our estimated increase in this ratio in the
year following our award, if thBeventhCPC recommendations are accepted.
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Table 2: Impact of VI CPC and Seventh CPCAwards on Macro-fiscal Statement

(In percentage)

2008 | 2009 | 2010 | 2011 | 2012 | 2013 | 2014 | 2015 Scenario(201617)
Ratios 09 10 11 12 13 14 15 16 | 1] Il
Pay and
Allowances/
GDP 2.05 2.47 | 2.03 1.94 1.92 1.87 1.88 1.86 | 1.84 | 1.3 2.28
Pensions/GDP | 0.84 1.20 | 1.00 0.94 0951 092 | 092 | 091 | 091 | 0.1 1.12
PAP/GDP 2.89 3.67 | 3.04 2.87 286 | 279 | 281 | 277 | 275 | 284 3.40
Increase in
PAP/ GDP 0.77 0.09 0.65
PAP/GDP
(Excluding
Railways) 2.03 2.65 | 2.22 2.10 210 | 203 | 2.04 | 202 | 195 | 2.02 2.41
Increase in
PAP/ GDP 0.62 0.07 | 0.46
PAP/RE
(Excluding
Railways) 14.12 | 18.44 | 16.24 | 16.17 | 16.88 | 16.80| 17.20 | 18.51 | 18.06 | 18.61 | 22.32
Increase in
PAP/RE 4.32 051 425

2.1.18 We find (Table 2) that the rise in estimated share of PAP in total revenue

expenditure (excludingRailways) as a consequence of tigeventh CPCrecommended
award will be 4.25 percentwhich is lower than the corresponding figure for theVl CPC
award which is 4.32percent(Table 2).

2.1.19The Commission has not made any assumptions regarding efficiawvaygs, which

will no doubt be effected as part of the overall government strategy for enhancing
administrative efficiency, and following implementation of the report forthcoming from the
Expenditure ManagemeniCommission. If these reforms are credible, one would expect
efficiency gains to more than pay for these modest increase in theGBRPand PAP
(excluding railways)/RE ratiosThus, we feel that the macroeconomic impact of the

is in conformage with the need for fiscal

recommendations
macroeconomic stability

Assumptions

prudence and

Gross Domestic Product

2.120 The central statistical organization (CSO), Ministry of Statistics and Programme

Implementation (MOSPI) has released the new series of GDP withybas@01112 with
revisions in methodology of estimating national incériwever at the timehe calculabns

for this chapter were made, t8&0 ha not released the back series of GDP based on the new
base yearTheCSQ in its press releaseqs fodnote below)statedfi € | mpr ovement s
above, especially incorporation of new datasets, have resulted in a correction in the level of
GDP, which is likely to affect a wide range of indicators where it is used as a reference point:

3 http://mospi.nic.in/Mospi_New/upload/nad_press_release_30jan15.pdf
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for instancetrends in public expenditure, taxes and public sector debt that are conventionally
analysed in terms of their ratios to nominal GDP. It may be noted that the level of revision in

the present base revision is not large enough to affect any of theseratjoas f i.cdant | y é
theannexure attached to the press release it indicates changes in GDP at the aggregate level.

2.121 After consultation with the Chief Statistician of India, MOSPI, we created the back
series of GDP with new base year assuming thagdlpebetween the two series at the new
base year will remain at least constant for previous years. In addition, we also calculated the
impact ofSeventh CP@ward with the old GDP series for the year 2065and 2016L7 by

using the nominal growth rate tfe new series for these two yearke impact of pay and
allowances on GDP under both series is thereby analysed and the difference between the
estimates of two series is minimal.

2.122 Further, in case of new series, while projecting the GDP for-201&e assumed that
the real growth rate of GDP will be 7p&rcentand inflation will be 4oercentn 201617.

Pay and Allowances

2.123The actual data from Finance Accounts of India for pay and allowances and pensions is
available till 201314. We, theradre, projected the data from 2018 onwards with an annual
growth rate of 11.0percent(an average of PAP from 201D to 201314).

Pensions

2.124The share of pensions in total PAP has been stable sincel@Q0T8us, we maintained
the same share whilestimating the projections for pensions for 2a¥6and estimated the
total pensions under different scenarios as in the case of pay and allowances.

Expenditure

2.125To assess the impact®éventh CP@ward orCentral finances, we considered the total
expenditure and revenue expenditure projections made by FFC. We also analysed the impact
using the Budget estimates for 2016. The budget estimates for 2018 were projected,

using the projections made by FFC for 2aT6over 201516.
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Financial Resources of the Chapter 2.2
State Governments

Impact of Central Pay Commissions on State Finances

221To address the question of I mplications
recommendations on ti&ates, it was necessary to ascertain the fiscal impact of the previous
Commi ssions6 awards on the states. TafdiMt hi s e

Kolkata) was asked to undertakestudy on the subject for ti&eventh CPC

2.22 The broad conclusions of the study indicated that the states on the whole were able to
manage their finances and absorb the fiscal shock caused Wy @RC (relative to previous

Pay Commissions) betteprincipally because of the implemtation of the FRBM Act by the
States.

2.23 The study finds that the macroeconomic impact on states depended on the speed and the
extent to which individual states implemented their pay awards, which varied considerably.

The empirical analysis conducted indicates that the macroeconomicim@@atans 6 f i nanc
tends to taper off in two years in most cases. In this context, it is encouraging to rféttedhtate s 6
finances continue to be reasonably sound at present.

2.24 1t is clear from the study that a significant numbegtaftes follow the recomandations
of theCentralPay Commission. Equally, there is significant pluralityQtates that design their
own pay awards based on the recommendations of theiB@tePay Commissionswhich of
course do consider the recommendations @aeatral Pay Commission and subsequent
Government of India award

2.25 The guestion then is the extent to whibkse findings continue to hold true at present

RBI (2015} reports that the consolidated revenue deficit of all states (budget estimates) is
expected to bg)0.4percenfor the year 2014.5. Further, the Fourteenth Finance Commission

has increased theratio8f at es® share i n the percenffranthel e poo
32 percenthat obtained in the Thirteenth Finance Commission. States as@aavhaxpected

to maintain this healthy trend, particularly since the macroeconomic outlook is now expected

to be better than in the recent past. Cetpaugus, one would expect this situation to remain,

if not improve, in 2015L 6 . St at e s §as a peancentagevwkeGrase State Domestic
Product (GSDP), are also stable atpercentfor three years now.

2.2 6 Notwithstanding this commendable fiscal performance, it is important to see how states
were able to cope with the award of the VI CPC andrtigact of the award on the macro
fiscal fortunes of the individual states

4 State Finances: A Study of Budgets, 2015, Reserve Bank of India
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2.2.7 In the case of Special Category States (SCS) it is generally recognised that these states
would, because of their special circumstances, only secure fiscal consolidatioiticghatid
resources were made available to them over and above their share of revenues from the
divisible pool.Central Governmestdo notin normal casegrovide such assistance. Finance
Commissions take account of this fact by providing such statesrevidmue deficit grants.

Thus, both the 8and 14" Finance Commission awarded revenue deficit grants to most of
these special category states. In addition, these states also receive special purpose grants that
take account their specific cost disabibtiand low revenue base. These efforts have been
broadly successful. The RBI (2015) clarifies that the special category states as a whole have
not been incurring revenue deficit in recent times.

2.28 In the case of the General Category States (GC&¢cent times, only a few states have
consistently faced revenue deficits. We fif@lfle 1) that some states that were normally in
revenue surplus did incur revenue deficits following the implementation of their Pay
Commission awards. However, these statee able to stabilise and return to revenue surplus
within a reasonable period of time. Therefore, there is every reason to expect states that are
currently structurally fiscally prudent and in compliance with FRBM to be able to cope with
the consequenseaf increases in pay allowance and pension (PAP), as long as the level of fiscal
prudence is broadly in line with that of tBeventhCPCrecommendations.

Table 1: Revenue Deficit of General Category States (GCS) (as % of GSDP)

States | 200708 | 200809 | 200910 | 201011 | 20112 | 201213 | 201314 2?;‘515 2?;2)16

Andhra

Pradesh* 0.0 -0.2 -0.3 -0.4 -0.5 -0.2 -0.04 2.7 1.3
Bihar -4.1 -3.1 -1.8 -3.1 -1.9 -1.7 -1.8 1.1 2.6
Chhattisgarh -3.8 -1.9 -0.9 -2.8 -2.3 -1.6 0.4 -1.1 -1.8
Goa -0.8 -0.4 0.4 -2.0 -0.7 0.5 0.7 -0.1 -0.8
Gujarat -0.7 0.0 1.6 1.0 -0.5 -0.8 -0.6 -0.7 -0.7
Haryana -1.5 1.1 1.9 1.1 0.5 1.3 1.0 2.1 1.8
Jharkhand 1.8 -0.7 -2.6 -0.7 -1.1 -0.9 -1.6 -1.9 -2.1
Karnataka -1.4 -0.5 -0.5 -1.0 -1.0 -0.4 -0.1 0.0 -0.1
Kerala 2.2 1.8 2.2 1.4 2.6 2.7 2.8 2.1 1.4
Madhya

Pradesh -3.2 -2.1 -2.4 -2.6 -3.2 -2.1 -1.4 -1.2 -1.0
Maharashtra -2.2 -0.7 0.9 0.1 0.2 0.3 -0.3 -0.8 -0.2
Orissa -3.3 -2.3 -0.7 -2.0 -2.5 -2.3 -1.2 -1.1 -15
Punjab 25 2.2 2.7 2.3 2.7 2.6 2.1 1.8 1.6
Rajasthan -0.8 0.4 1.8 -0.3 -0.8 -0.8 0.2 0.7 -0.1
Tamil Nadu -1.3 -0.4 0.7 0.5 -0.2 -0.2 -0.2 -0.4 -0.4
Uttar Pradesh -0.9 -04 -1.3 -0.6 -1.0 -0.7 -1.1 -3.3 -3.2
West Bengal 2.7 4.3 5.4 3.7 2.8 2.3 2.7 1.3 0.0

Source: State Financeé Study of Budgets, Reserve Bankndfa. The numbers for 201%b
and 201516 are from states budget documents.

Not e: i*o0 Andhra Pradesh her e refers t
formed. Data for 20145 and 201516 is related to the new State of Andhra Pradesh
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2.29 In the case of &tes that have been in chronic revenue deficit there is no doubt that even

the awards with the level of fiscal prudenceSefventh CPQvill cause a fiscal strain to these
states. These states must . idlerefore, just asiintthecaseat ac
of all expenditures that states with chronic revenue deficits undertake, they will have to be
more restrictive in their pay awards than states which have successfully secured fiscal
consolidation.

2.2.10 The FFC has opinedsdollows,i ¢ . t he r ecommendati ons of tF
Commission are likely to be made only by August 2015, and unlike the previous Finance
Commissions, we would not have the benefit of having any material to base our assessments
and projections antb specifically take the impact into account. We have, therefore, adopted

the principle of overall sustainability based on past trends, which should realistically capture

the overall fiscalTmwes,dsawomdounte hSasafibeenedns t al
recommendations at a madiscal level by the FFC.

2.2.11 In this context, it should be borne in mind that the FFC has also provided revenue deficit
grants to states to compensate for cost disabilities and shortfalls in their tax base. Such grants
have been awarded to key states with chronic revenue deficits after a rigorous assessment of
their revenue base and expenditure needs. Hence Sfa¢se have already secured additional
resources from the divisible pool on this account and this shouldefuenable them to
administer pay awards consistent with fiscal prudence and allow them to persist in their path
to fiscal consolidation.

2.2.12 It is also clear from the study by IINKolkata that the pace anichpactof implication

of pay commission awargaries quite substantially across Btates.The States have deployed

a number of options to deal with impact of their pay awards following the awards made by the
Government of India based on the recommendations of the pr&eotislPay Commissions.

The states used the following options:

1 deciding to award lower increases than the Centre,

1 deciding on a date of implementation different from that of the Centre,
1 staggering the payments of arrears suitably,

1 generating additional tax and ntax revenuesand

1 compressing expenditures

2.2.13 On the basis of alve analysis, we conclude thatafs which have successfully
maintained fiscal consolidation will be able to absorb the impact of additional expenditure on
PAP and the fiscal stress on them in so dewogld notexceed thataced by the Governmen

of India. This would requiret&tes to calibrate the speed and the extent of their own award. It
is to be expected that the existing fiscal arrangements that govern the relation beeveen t
Centre and specialategory &tes would continue to holdn the case of general category
States undergoing long term fiscal stress, clearly further structural fiscal reforms are
immediately and urgently required. In these circumstances calibration of pay awards in such
staes would need to be more prudent than c8tates.
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Analysis of Central Government Chapter 3
Personnel

3.1 The Seventh CPC has been mandated by its terms of reference to examine, review and
recommend changes in the principles that govern the emoluments structure for a number of
empl oy e e s Oviz.cCGertrad Gavarnmens employees, those belonging to Allidnd
Services, personnel of Union Territories, officers and employees of then IAdiit and
Accounts Department, Members of Regulatory Bodies, Officers and employees of the Supreme
Court and personnel belonging to the Defence Forces. The focus of the £sonms
primarily on personnel serving tl@@ntralGovernment. Therefore an essential aspect of the
work of the Commission involved obtaining a clear picture of the size, composition and profile
of CentralGovernment personnel.

Background

3.2The lll, IV and V CPCs undertook an analysis of the compositiddenitral Government

personnel. The I CPCi n i ts Chapter titled OEmpl oymen
analysed the distribution of posts among mdgpartmentsdistribution of posts in terms of

classed, Il, Il andlV (as was classified at that time); distribution of posts among permanent

and temporary and distribution of employees according to pay ranges.

33 The v CPC, I n a s e p a mplayreent Qider pttieeCentral i t | e ¢
Government é@nalysed the strength of the ci@entral Governmertiroadly in terms of (a)

distribuion of posts in terms of majdepartments (b) distribution of posts in terms of greups

Group Ag Group B Group Cband Graip 'D6(c) distribution of industrial workers in terms

of major departments and (d) distribution of permanent and temporary posts by major
departments.

34The V CPC in its Chapter titled 6Size of er
the strengtlof the civil Central Governmerttroadly on the lines of the IV CPC, adding greater

details. It concludednter diat hat the statistics did not pr
bureaucracy as a whdid mwevesnoté thdt therate af growththadn o t
been arrested and that tgevernmentif it had the will, couldreduce manpower. It also

supported the trend towards an officer oriented administration.

3.5 The VI CPCReportdid notcarrya separate analysis ©6entral Governmergersonnel.

Approach of this Commission

3.6 The Commission decided to elicit data relating to personnel framabtries/departments

SO as to get a comprehensive view on personnel servingptieenmenin termsof certain

broad attributesl'o do so data on personnel position over time was sought along with their age
profile. Further, in the coakt of implementation of the Nation&ension Systemv.e.f.
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01.01.2004, disaggregation in terms of those recruited deioafterthis eventwas sought.
Information was also obtained regarding expenditure on pay and allowances of personnel
working in the Central Government; extent of deployment of contractual staff and training and
skill development of personnel. The demplate in which information was sought is at Annex

A, B, C, D1 and D2.

3.7 To ensure integrity of data the Commission validated the data on personnel with reference
to other data sources in tgevernmenbn personnebiz., - (a) Expenditure Budget, Vahie

1, Annex 7 of the Ministry of Finance and (b) Censugamfernmenemployees prepared by

the Directorate General of Employment and Training, Ministry of Labour and Employment.
While undertaking this exercise infirmities in data as and where noticedregemeciled in
consultation with theministriegdepartments With regard to expenditure on personnel the
ministriegdepartmentsvere requested to furnish this data after having it vetted by their Chief
Controller of Accounts.

Scope of Analysis

3.8 Based orthe data received, an analysis has been undertaken by the Commission to bring
out the existing position on Central Government civilian personnel and the pointers it provides
to policy makers in thgovernment

Personnelwho are excludedthose
Personnel who are included Within the remit of

those in 7" CPC Outside theRemit of 7" CPC
\% MinistriesDepartments | A Defence Brces U Autonomous Bodies/
Y Attached Gfices Societies
Y Subordinateffices U Bodies receiving grants
from the Consolidated
Fund of India

U GraminDak Sevaks in the
Department of Posts
U Public Sector Companies

3.9 The Commission has obtained data regarding 33.02 @titral Government civil
personnel, inCivil MinistriesDepartments Defence(Civilians), Posts and RailwaysThe
analysis includes 0.77 lakh personnel of Delhi Police, who are paid salaries from the Police
grant of the Ministry of Home Affairs. A separate section has been added on contracted
manpower in thgovernment

Defining a Central GovernmentEmployee

3.10 The Il CPC had attempted to define who i€@ntral Governmergmployee. It stated
t h &l per8ons in the civil services of tientral Governmendr holding civil posts under
thatgovernmenand paid out of the Consolidated Fund of India

® The Commission estimates that the data received by it covers 99 percent of alCentral
Government civilian personnel.
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3.11 TheCommission is in broad agreement with what has been stated in the 11l CPC Report.
For the purposes of is work, the Commission defines €ntral Government employees as

all persons in the civil services of th&€€entral Government or holding civil posts under

that government and paid Salaries out of the Consolidated Fund of India. This however,
does not include such persons appointed to serve Parliament or the Union Judiciary.

Views of Important Stakeholders on CentralGovernment Personnel

3.12 The Commission has received representations/memoranda on issues that broadly involve
the strength, deployment and expenditur€entral Governmergersonnel.

3.13 Joint Consultative Machinery-Staff Side On the size and nature gbvernment the
JCM-Staff Sidehas made the following submissions to the Commission:

i.  Majority of Central Governmenemployees (88 percent) are either industrial or
operational staff and therefore the contention that wage bill @¢méral Government
is for administrative purpose is ill conceived.
ii.  Existence of a large array of personnel employed bgohernmenthrough contract,
pushing a major segment of government functions into informal sector.
iii.  Expenditure on pagndallowances over the years as a percentage of revenue receipts
and revenue expenditunas been falling

Focus Areas of the Commission

3.14 Based on the data provided by thanistries/departmenthie Commission has examined
and analysed trends with regaodfive focus area:

Size ofgovernment Sanctioned Strength and Persons in Position
Personnel in Position, in terms of categories

Personnel in Position, recruited before and on or after 01.01.2004
Age Profile of Central Government Personnel as 0r01.01.2014
Expenditure on Payand Allowances ofCentral Government Rersonnel

aprwbdPRE

3.15 There is a separate Section devotedCmntractual Manpower in the Central
Government.

3.16 To strike a balance between the two ends of aggregation and details, in addition to the
broad totals, particulars of the nine largestistriegdepartmentgplus others has been included

in each Section. In addition, wherever appropriate, instances ofadhees in each category

have been brought out.

Size ofGovernment Sanctioned Strength and Persons in Position

3.17 The Commission has received data fronmistriegdepartmentson the strength of
personnel in thegovernmentat three points of timeviz., 01.01.2006 01.01.2010and
01.01.2014The data on strength of personnetjovernmentas been reviewed and material
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from successive CPC Reports have been put together to bring out the position as has evolved
over time.

Sanctioned Strengthof Governmentover time

3.18 The IV and V CPC Reports provide a picture on the size ajdkkernmenstarting from
1957. With the data available the Commission is able to present a picture on the sanctioned
strength of the Central Government, spanning a 57 year tameeffrom 1957 to 2014.

Total Sanctioned Strength

(in lakh)
1957 | 1971 | 1984 1994 | 2006 | 2014
17.37 | 29.82 | 37.87 | 41.76 | 37.01 | 38.90

3.19 Since the particulars of sanctioned strength available till 1994 excludes Union Territories
(UTs), for purposes atonsistency, the strength shown, in this paragraph, for the years 2006
and 2014 also excludes UTs.

3.20 The breakup of the t¢al sanctioned strength of thee@ral Government personnel in
terms of principaministries/departmentsf thegovernmenturingthe period 1957 to 2014 is
depicted in the graph below.

Sanctioned Strength
18 15.97
13.99 15.05 15.46 15.51
16
14 9.97 12.03 12.28
12 8.75 14.94
10 5.93 7.54 6.05
8 7.23
6 77T 5.85
4 3.93 6.73
2 1.98 2.60
0
1957 1971 1984 1994 2006 2014
No. of regular posts (in lakhs)
COMMUNICATIONS & IT 1.98 3.93 6.84 7.54 271 2.60
RAILWAYS 9.97 13.99 15.05 15.46 15.97 15.51
= DEFENCE (CIVILIAN) 2.6 5.97 7.23 6.73 6.05 5.85
e OTHERS 2.82 5.93 8.75 12.03 12.28 14.94
COMMUNICATIONS & IT RAILWAYS === DEFENCE (CIVILIAN e OTHERS

Notes: (i) Data upto 1994 from V CPC Repdrti i ) Data on 60Ot hersbd6 exclu

Territories for purpose of consistency (iii) For thery2@06, in absence of data frdfdinistry of Health,
data provided for the year 2014 has been adopted.

3.21 The data in the table/graph points to the following:

i. Steady increase till 1994 The sanctioned strength of personnel in the Central
Government increased significantly from 1718khin 1957 t029.82lakhin 1971. The
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pace of growtlslowedthereafter with the sanctioned strength increasing to 3ak®7

in 1984 and 41.7&khin 1994.

Corporatisation after 1994 Some reduction in sanctioned strength of personnel has
been witnessed after 1998came down to 37.0thkhin 2006. The decline subsequent

to 1994 has been on account of the corporatisation in the telecommunications sector
and creation of the PSU Bhasanchar Nigam Limited.

Decline in strength of Railways, CommunicationsThe personnel strength of the
Railways, which accounted for 57 percent of total sanctioned strength in 1957,
gradually declined to 40 percent in 2014. Defence Civilian @ochmunications
segments have also witnessed decline in their share during the period.

Sharp increaseTlhien céaQtehgeorrsyd6 6 Ot her sé has
sanctioned strength from 2.8@kh in 1957 to 14.94akh in 2014. The significant
contributor to this growth has been increase in strength under the Ministry of Home
Affairs from 3.25lakhin 1984 to 9.72akhin 2014.

3.22 The Ministry wise particulars of sanctioned strength, persons in position and vacancies as
on01.01.2014as been detat in Annexl.

Persons in Position withReference to Sanctioned Strength

3.23The total number of regular civilian employees and their distribution in rep@artments
of the Central Government (including Union Territories) in the years 2006, 2010 and 2014 is

as follows:
Table 1. Sanctioned Strength and Persons in Position
(in lakh)
01.01.2006 01.01.2010 01.01.2014
Persons Persons Persons
Sl. Ministry/ Sanctioned in Sanctioned in Sanctioned in
No. | Department Strength Position Strength Position Strength Position
1. Railways 15.97 14.12 15.65 13.71 15.51 13.16
2. MHA incl.
CAPF# 8.02 7.44 9.29 8.13 10.56 9.80
3. Defence (Civil) 6.05 4.51 5.88 4.20 5.85 3.98
4. Posts 2.60 2.18 2.55 1.96 2.50 1.90
5. Revenue 1.34 1.05 1.35 1.03 1.76 0.96
6. IA&AD # 0.66 0.49 0.67 0.45 0.68 0.48
7. Urban
Development 0.48 0.37 0.42 0.30 0.43 0.31
8. Atomic Energy 0.36 0.33 0.37 0.32 0.37 0.32
Health* 0.29 0.21 0.29 0.21 0.29 0.21
10. | Others 2.48 2.04 2.46 1.99 2.52 1.90
Total 38.25 32.74 38.92 32.31 40.49 33.02

#MHA- Ministry of Home Affairs, IA&ADIndian Auditand Accounts Department

*Ministry of Health has provided data only for the year 2014. For consistency these figures
been adoptetbr the years 2006 and 2010.
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3.24 One of the notable aspects of the present deploymé&drdfal Governmergersonnel is

that security related entities (Ministry of Home Affairs/Police and Defence Civilians) form a

large part of civilian employment at 13.78kh as on 01.01.2014. Railways and Posts
performing a commercial function employ another 15.06 lakhopeed. The total Central
Government employment other than those in security related or commercial departments, as

on 01.01.2014 is 4.1Bkh. In fact the number of personnel working in the Secretariat of
ministriesflepartments after excluding independestatutory entities, attached and
subordinate offices will add up to less than thirty thousand T h e O6gowvemmedtsoo f t he
to say, is actually very small for the Government of India, taken as a whole.

3.25Tablel furtherindicates the following:
I.  Persons in position as a percentage of sanctioned strength has fallen from 86 percent in

2006 to 83 percent in 2010 and to 82 percent in 2014.

ii.  During the period 2006 to 2014 every majanistry/department witnessed a decline
in persons in position, with ¢hexception of MHA/Police. The total strength of the
Ministry of Home Affairs withessed an increase from 7l&&h to 9.80 lakh
constituting a growth of 32 percent.

iii.  Excluding Ministry of Home Affairs, the persons in position in the Central Government
declined from 25.2%kh in 2006 to 24.18akh in 2010 and further to 23.2&kh in
2014

3.26 The Ministry wise particulars of persons in position and changes thergng the period
2006 to 2014 are detailed in Annex 2.

International Comparisons

3.27 The size of Central Government across countries is not readily available on a comparable
basis. One large country which has a federal structure for which compaufaibheation is
available is the USA.

Size andDeployment ofPersonnel:USA and India

3.28 Available literature indicates that the size of the-postal civilian workforce for the US
Federal Government in the year 2012 was 2R . This includes civilians working in US
defence establishments. The corresponding persons in position in India for the Central
Government in 2014 was 17.98kh°. The total number of feder@éntral Government
personnel per lakh of population in India @hd US works out to39 and 668 respectively

¢ The strength of CSS (Directors, Under Secretaries, Section Officers, Assistants), CSSS (PPS, PS,
Stenographers), CSCS (LDC and UDC) etc. in September 2015 was 23,860. Added to it would be about
1500 officers in the posts of Secretaries/Additional Secretaries/Joint Secretaries, Directors and Deputy
Secretaries under the Central Staffing Scheme. Some technical posts also exist miaigaies
departments.

" Report of the Government Accountitlyi Office (GAO) on Federal WorkforeeRecent Trends in
Federal Civilian Employment and Compensation, January 2014.

8 Strength of Railways and Posts have been reduced from the total PIP dfgB.02

9 As per the World Bank data, in 2014 the populatibimdia and the USA was $250crore and 31.89

crore respectively.
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3.29 Data from the US Office of Personnel Management, indicates that ddpartments
accounted for a large percentage of #postal civilian employment in the US deleral
Government. The Department Diefence, Department of Veterans Affairs, Department of
Homeland Security and Department of Treasury accounted for 34, 15, 9 and 5 percent
respectively of US federal ngpostal civilian workforce.

3.30 Deployment ofCentral Governmermersonnel (excluding &lways and Posts) in India,
showed an even more pronounced concentration. Tegsetmentaamely Ministry of Home
Affairs, Defence Civilians and Revenue accounted for 55, 22 and 5 percent respectively of the
total persons in position as 0.01.2014

Growth over anEight Year Period

3.31 In case of USA, during the eight year period 2004 through 2012 theowtal civilian

work force grew by 2.fakhfrom 18.8lakhto 21.3lakh, representing an increase of 13 percent.
In case of India, we have considéian eight year period 2006 to 2014 and it has been observed
that nonpostalnonRailways workforce grew from 16.lakh to 18 lakh, representing an
increase of 10 percent.

3.32 In the US, three Agencies, namely (i) Department of Defence (ii) Department of
Homeland Security and (iii) Department of Veteran Affairs accounted for 94 percent of the
growth in the federal workforce during the period 2@ 2. In India, the growth dentral
Governmenpersonnel from 16.kakhto 18lakhduring period from 2002014 was under the
Ministry of Home Affairs, essentially increase in Police.

Summary
3.33 The above points to the following:

a. The size of the Central Government in India, in tewhgersonnel per lakh of
population at 39 was much lower than the US where the corresponding figure is 668.

b. In the US as well as in India, there is a concentration of personnel in a handful of
departmentsmore so in India.

Reasons forSteady Decline in PIP inRecentYears

3.34 The primary reason for the steady decline in the personnel strength Geititeal
Government, other than in Ministry of Home Affairs/Police, are the guidelines issued by the
Department of Personnahd Training in May 2@1 on optimisation of direct recruitment to
civilian postswhich were in operation from May 2001 to March 2009. As per these guidelines
fresh recruitment was to be restricted to one percent of total civilian staff strength and with
three percent of stafétiring each year the manpower reduced by two percent per annum. The
objective was to achieve a reduction of 10 percent in staff strength in five years.

3.35The impact of the instructions on optimisation of direct recruitment to civilian posts was
reviewed in the Report of the VI CPC. It made the following recommendations in para 6.3.10
of i t sTheGoampnossion:hasfiecommended multiskilling ofgbeernmenemployees

which would increase their operational efficiency while simultaneously optimising the staff
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strength.lIt is, however, noted that while rightsizing governmenis necessarygiven the
changes in work process due to technology and consequentiogdof layers, a blanket ban

on filling of vacant posts across the board can impact effective functioxioig flexibility is
required in this policy for effective service delivery and care has to be taken that administrative
delivery structures do néecome hollow or thin in critical areak is, therefore, essential that
thegovernmentevise the Annudbirect Recruitment Plan (ADRP) in terms of which only one
third of the vacancies can be filled ughis instruction has resulted in an aging bureaoyr

which does not easily adapt itself to technology. An active and younger prafoigemment
employment is the need of the hour. Further, strengthening of the cutting edge for efficient
delivery is required.New guidelineswhere reduction in manpoweand levels of fresh
manpowelintakewould be assessed and prioritized by the indivigaaistry or department
keeping its work processes, servidgelivery and functional requirements and budgetary
savings atentre stage should, therefore, be issaed.

3.36 Based on this thgovernmentlecided, in 2009, not to extend the Optimisation Scheme.

Quantum of Recruitment

3.37 The Commission has reviewed the recruitment levels in the Central Government during
the periodd1.01.20060 01.01.2014and the summary position of this review is as under:

Table 2 Post 01.01.2004 Bcruitment

Recruitment Recruitment Recruitment
Sl. Name of Ministry/ As on As on As on between between 2010 | between 2006
No. Department 01.01.2006 | 01.01.2010 | 01.01.2014 20062010 2014 2014
1 Railways 65,288 1,55,917 3,96,260 90,629 2,40,343 3,30,972
MHA including
2 Police 1,02,773 2,42,799 4,65,959 1,40,026 2,23,160 3,63,186
3 Defence (Civil) 38,853 62,094 1,02,303 23,241 40,209 63,450
4 Posts 21,220 29,679 52,263 8,459 22,584 31,043
5 Revenue 6,281 17,913 31,350 11,632 13,438 25,070
6 IA&AD 781 2,417 12,297 1,636 9,880 11,516
Urban
7 Development 272 807 3,980 535 3,173 3,708
8 Atomic Energy 3,211 6,681 9,999 3,470 3,318 6,788
9 Health NA NA NA NA NA NA
Total of Major
ministries/departm
ents 2,38,679 5,18,307 | 10,74,411 2,79,625 5,56,104 8,35,733
10 Others 16,886 24,197 38,917 7,314 14,721 22,031
Grand Total 2,55,565 5,42,504 | 11,13,328 2,86,939 5,70,825 8,57,764

3.38 FromTable 2it is evident that the recruitment of ciGlentral Governmergersonnel rose
sharply from 2.87akhin the four year period 2008010 to 5.71akh in the four year period
2010 to 2014. Railways and Police with a total recruitment ofldkd8during theperiod 2010
to 2014 accounted for 81 percent of all new civilian recruits in the Central Government. While
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no causality can be established between recruitment during the @driodl.2010and
01.01.2014compared to the peridal.01.2006and01.01.2010andthe withdrawal of orders
on the Optimisation Scheme, it is notable that recruitment in the periodafédr.201thas
been significantly higher.

3.39The Commission notes that on an average the intake of new civilian recruits in the Central
Government dung the period 2006 to 2014 has been slightly over a lakh each year. The Report

of the O6Working Group on Labour Force and E
Eleventh Five Year Plan estimated that during the period-2@1Be labour force is prajeed

to increase by 4.46 crore, which translates to an average increase each year of over 89 lakh.
This suggests that the Central Government is at best a marginal source for employment
generation. The quantum of intake of fresh personnel by the CentrarrBoent is an
insignificant percentage of the total entran

3.40 Recruiting AgenciesThe data fronministriegdepartmentsvith regard to recruitments

on or after 01.01.2004 suggests that cedaipartmentsvhich undertake recruitment thrgh

their own dedicated Boardsgencies have shown recruitments of larger numbers. Examples
include Railways, Departmeswf Posts, Atomic Energy, Space etc.

3.41 The Commission has not obtained data on the skill profile o€entral Government
employees. It, however, notes that based on the medium term goals and priorities of the
government a determination of skills and competencies required to meet them, needs to
be made across Central Governmentinistries/departments. This will have implications
both for recruitment policy as well as the size and composition of thgpovernment

Variation in Persons inPosition as perSourcesReporting Data on Personnel

342The V CPC, in its Chapter t iGoverenent@ohtedz e of
to the varied sources that reported on size of the civlliantral Governmenemployees

toget her wi tthese tsdurees Wesecoften taked, not sufficiently comprehensive,
incognate and yield conflicting resutisSThe examinton by this Commission of the existing

data sources confirms the conclusions arrived at by the V CPC.

3.43 The data received froministries/departmentsn the strength of personnel was validated
with reference to two sources of data inglogernmenbn personnel(a) Expenditure Budget,
Volume 1, Annex 7 of the Ministry of Finance and (b) Censugasernmentemployees
prepared by the Directorate General of Employment and Training (DGET), Ministry of Labour
and Employment. The examination of data condirthe view of the V CPC regarding the
guality of data. As an illustration, the position in respect of smmestries/departmenishere

the variation is substantial has been brought out below together with the reasons, arrived at
after review of the numbs.
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Table 3 Variation in Reported Data

As per
Expenditure As per data
Budget As per obtained by
Sl. Ministry/ (Actuals for DGET 7h CPC
No. Department 2014) (2011) (01.01.2014) Remarks
Expenditure Budget datal
Ministry of widely understates the actu
1 | Defence (Civil) 34,483 3,75,309| 3,98,422 | numbers
Expenditure  Budget dat
included data on Gramin D4
Department of Sevaks and hence not a lil
2 | Posts 4,59,948 2,09,047| 1,89,771 | comparison.
Expenditure Budget datal
Ministry of overstated on account (
External inclusion of personnel i
3 | Affairs 10,433 6,398 3,037 | Autonomous Bodies
Expenditure  Budget dat
overstated on account (
Ministry of inclusion of personnel i
Commerceand Autonomous  Bodies an
4 | Industry 9,223 5,345 3,771 | PSUs.

344 While the data of Directorate General of Employment and Training is a closer
approximation of the actuals of personnel as obtained and verified by the Commission, it is
dated. In the case of data on personnel in the Expenditure Budget, available eatiteyear,
variation in numbers with the actuals as obtained by the Commission is substaihleds
testifies.

345 To ensure integrity and availability of consistent data on personnel in the
government the Commission is of the view that the database oresonnel needs to be
standardised on an IT platform, across all civil ministries/departments. This will
facilitate ease in compilation, aggregation and make reliable data readily available to
concerned stakeholders.

Persons in Position inTerms of Categories: Groups A, B and C

3.46 All Central Government civil posts of the Union are categorised under the Central Civil
Services (Classification, Control and Appeal) Rules, 1965. There are currently three categories
of Central GovernmerersonnélGroup A§ Group Béand Group Ca This categorisation

is made by thgovernmenbased on the pay band and grade pay or the pay scales as applicable.

3.47 The data provided by thainistriegdepartmentss consolidated in terms of the three
categories of personnel as geable 4.
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Table 4: Groupwise Distribution of Personnel

Persons in

Sl. Ministry/ Positionas on | Group
No Department 01.01.2014 "Ab Group '‘B6 | Group Cb
8,493 7,283 12,99,912
1. | Railways 13,15,688 (<1) (<1) (99)
16,090 60,162 9,03,862
2. | MHA incl. CAPFs 9,80,114 @) ©) (92)
17,160 59,415 3,21,847
3. | Defence(Civil) 3,98,422 ) (15) (81)
527 6,826 1,82,418
4. | Posts 1,89,771 <1) @ (96)
5827 40,907 49,078
5. | Revenue 95,812 (6) (43) (51)
605 32,105 15,454
6. | IAGAD 48,164 ) 67) (32)
30,665 1539 6967 22159
7. | Urban Development (5) (23) (72)
8,515 12,404 11,411
8. | Atomic Energy 32,330 27) (38) (35)
2997 4972 13092
9. | Health 21,061 (14) (24) (62)
10. | Others 1,89,509 29,748 49,851 1,09,910
Total 33,01,536 91,501 2,80,892 29,29,143

3.48 The fiveministriegdepartmentswith largest percentage iGroup "Abare listed in the
Table5. Thesaministriegdepartmentsre not depicted individually iable4.

Table 5 Largest Population in Group A

Name of Ministry/ Total in Group Total Personnel in %age of PIP in
Department "Ab Position (PIP) Group "Ad
Space 8555 15011 57
ElectronicsandIT 5260 3004 57
New andRenewable Energy 80 187 43
Civil Aviation 396 977 41
External Affairs 1130 3037 37

3.49 Tables 4 and 5 bring out the following:

i.  Of the total 33.02 lakh civilian workforce 89 percent ar&in o u p8 per€et are in
Gr o u pand 3PBdycent are in Groupa
ii.  While 89 percent of civiliarCentral Governmentpersonnel are ilr o u p the Co
Railways, Department of Posts and MHA have a significantly higher proportion in
Gr o u pat 99 @écent, 96 percent a@@ percent respectively.
ili.  Scientific and technical focusedinistries/departmentiave a highpercentage of
Group AdOfficers.

3.50 The Ministrywise particulars of composition of personnel in terms of Gréwp Bo6
and Cobare detailed in Annex 4.
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3.51 The Commission notes that in addition to details on composition of personnel in
terms of the Group Ag§ 'Bdand "Coit would be useful, both for purposes of management
information and decision making, if reliable data on personnel in terms of job familiegs
collected.

Personnel in Position, Rcruited Before or on or After 01.01.2004

3.52 About a decade back tigpvernmennotified the defined contributioNationalPension

System which became effective for all employees enteCiaigiral Governmendn or after
01.01.2004, except those in the three defence forces. Thus, as on date, there are two categories
of serving civilCentral Governmemiersonnel those covered by the earlier defined benefits
schemeviz., pre 01.01.2004 appointees and thosesoed by the defined contribution scheme

viz., those appointed on or after 01.01.2004 (post 01.01.2004 recruits).

3.53 The data provided by thministriegdepartmentsconsolidated in terms of pre and post
01.01.2004 personnel, is indicatedTiable 6. (This does not include personnel of the three
defence forces)

Table 6 Post 01.01.2004 Recruits

Persons in Pre Post Post

Positionason | 01.01.2004 | 01.01.2004 | 01.01.2004

Sl. Ministry/ 01.01.2014 recruits recruits recruits as a

No. Department (in lakh) (in lakh) (in lakh) %age of PIP
1. Railways 13.16 9.20 3.96 30
2. MHA incl. CAPFs 9.80 5.14 4.66 48
3. Defence(Civil) 3.98 2.96 1.02 26
4. Posts 1.90 1.38 0.52 27
5. Revenue 0.96 0.65 0.31 32
6. IA&AD 0.48 0.36 0.12 25
7. Urban Development 0.31 0.27 0.04 13
8. Atomic Energy 0.32 0.22 0.10 31
9. Health 0.21 0.20 0.01 5
10. | Others 1.90 1.50 0.40 21
Total 33.02 21.88 11.14 34

i.  Of the total 11.14 lakh post 01.01.2004 recruits, Ministry of Home Affairs, Railways,
Defenceg(Civilians) and Posts accounted for 10.16 lakh recruits.

ii.  All otherdepartmentsiccounted for 0.98 lakh new recruigbout 9 percent of all new
recruits.

3.54 Post 01.01.200&ecruits andDefined Contribution Pension For all civil recruits in the
Central Governmentecruited on or afted1.012004, thegovernmentind the employee each
make a ten percent contribution of the basic @&y dearness allowantevards the pension
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fund accumulation of the employee. The government contrib@tiéor the defined
contribution pension scheme has be&24 crorein 201+12, 1,200crorein 201213 and
1,600crorein 201314 respectively.

Age Profile of Central Government Personnel as 0r01.01.2014

355 With a view to determining the age profile of personnel serving in the Central
Government, this Commission obtained data of its personnel fromnaaddtry/department

in terms of distinct age groupg., those less than 20 years-20 years, 3@10 years40 to

50 years, 5@0 years and over 60 years.

3.56 Aggregate PositionOf the total 33.02 lakh persons in positias on01.01.2014 the
break up in various age groups is indicated in the pie chart below.

Percentage of Age Profile of Personnel in Position in
Various Age Groups

1

22 3
29 X HnA FYR
¥ on FyR
¥ nn FyR
X pn FyR

22 m Others

26
Note: 60Ot her sb6 accorsandeverfo@yearstolagese bel ow 20

3.57 DisaggregatdPosition: While at an aggregate level, which covers all persons in position

in thegovernmentthe distribution of personnel in various age groups is quite even, this picture
changes significantly when the data is analysed at a disaggregate level. In terms of the breakup
of personnel amongst the largeshistriegdepartments terms of age thergph below brings

out the position.

10 Excluding Railways
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Percentage Of Personnel In Various Age Groups
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# In the age group®thersincludesthose below 20 years and over 60 years of age.

I.  The composition of personnel in the age groupS8@@ears and 380 years is very
substantial amongst personnel in MHA.
ii. Largerdepartmentdike Railways, MHA (Police), Posts and IA&AD had relatively

larger percentages in the-30 years age group comparedotber ministrieswhich
comprise the rest of the smallamistriestlepartment®f thegovernment.

3.58 Pattern with regard to smaller ministrieddepartments On an analysis of the age
composition of personnel, the Commission noted a discernible pattern as regastises/
departmentsvhich were comparatively smalleh review of allministriegdepartmentsvith

persons in positions (PIP) less than 500 was undertaken. The findings pointed to the fact that
in most of theseninistriegdepartmentghe percentage of personnel in the age grou®0

years was significantly lower than in the lardepartments thegovernment

Table 7: Percentage of Personnel in Various Age Groupis

Total (Age Groups)

Ministry /Department PIP 20-30 3040 40-50 50-60
Drinking WaterandSanitation 78 14.1 17.9 29.5 38.5
Panchayati Raj 82 3.7 26.8 31.7 37.8
Food Processinbpdustries 114 3.5 11.4 37.7 47.4
Overseas Indian Affairs 118 4.2 17.8 30.5 47.5
Parliamentary Affairs 123 7.3 21.1 32.5 35.0
Minority Affairs 148 7.4 16.9 32.4 37.8
AYUSH 164 6.1 12.2 30.5 51.2

1 Those below 20 years and above 60 years of age are not included.
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Total (Age Groups)

Ministry /Department PIP 20-30 30-40 40-50 50-60
New andRenewable Energy 187 7.0 12.8 28.3 51.9
Tribal Affairs 197 7.6 19.3 32.0 41.1
Steel 210 2.4 23.8 38.1 35.7
PetroleumandNatural Gas 230 1.7 12.2 26.1 60.0
Central Vigilance Commission 232 10.8 25.9 40.5 22.8
Heavy IndustriesndPublic
Enterprises 246 4.1 9.8 30.1 56.1
Development of NER 259 9.3 154 30.5 43.6
Youth AffairsandSports 281 5.7 28.8 18.9 44.1
Coal 305 3.6 6.5 25.6 64.3
Rural Development 476 3.8 134 38.7 44.1
Social JusticandEmpowerment 492 6.1 26.6 28.4 38.6
Tourism 500 2.8 14.4 65.2 17.6

3.59 Personnel inAge Group of 50to 60: With a view to ascertaining the retirements that
would take place in the coming few years the Commission reviewed the data for all
ministries/departmenis the age group of 50 to 60 years. Of the total 33.02 lakh persons in
position, as 0®1.01.20149.48lakh persons, constituting about 29 percent of personnel were
in the age group of 50 to 60 years.

3.60 Table 8 brings out the position in this regard amongst the largestriegdepartments

Table 8: Proportion of Personnel in 5660 AgeGroup

PIP as on PIP in the age
Sl 01.01.2014 group of 5060 | %age of 5660
No. | Ministry/Department (in lakh) (in lakh) age group in PIP
1. Railways 13.16 4.94 38
2. MHA incl. CAPFs 9.80 0.68 7
3. Defence (Civil) 3.98 1.51 38
4. Posts 1.90 0.79 42
5. Revenue 0.96 0.33 34
6. IA&AD 0.48 0.16 33
7. Urban Development 0.31 0.19 62
8. Atomic Energy 0.32 0.11 34
9. Health 0.21 0.07 33
10. Others 1.86 0.70 38
Total*? 32.98 9.48 29

12Total of PIP in Tabl8 is margindy different from PIP in otherables since data on age growas
not furnished by a fewmninistries/departments
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3.61 Data provided to the Commission indicates an unusually large percentage of personnel in
the 5060 years age group in certaimnistries/departmentg’s percent in Textiles, 64 percent

in Coal, 62 percent in Urban Development, 60 percent in PetrodauhiNatural Gas, 57
percent in Sciencand Technology, 56 percent in Heavy Industry, 52 percent in Hed
Renewable Energy, 51 percent in AYUSH and 50 percent in Power. This is a ready pointer to

the number of retirements that would take place in the nexetms.y

3.62 The Ministry wise particulars of age profile of personnel a®101.2014s detailed in

Annex 5.

363 The Commission notes that losing experienced high level personnel entails
unquantifiable costs as new recruits will require training and on he job skills. At the
same time it presentsministries/departments the opportunity to align their personnel

requirement in line with their current and future challenges.

Expenditure on Payand Allowances on Central Govermment Personnel

3.64 Expendture onpay and allowances ofdbtral Government personnel is specifically
budgeted and accounted for in the books ofgtneernmenunder the head Sal ar i es 6
case of all wil ministriestepartments To ensure integrity of data on expenditure, all
ministrieddepartmerd were requested to ensure that the data being provided was vetted by
their Chief Controller of Accounts.

3.65 The total expenditure on pay andoalances for civil personnel ofeitral Government

in the recent years is brought oufliable9.

Table 9 Expenditure on Pay and Allowances

200708 | 200809 | 200910 | 201011 | 201112 | 201213
Amount( croré 51,664 | 80,110 | 1,07,402| 1,07,550| 1,17,565| 1,29,599
As a percent of GDP 1.04 1.42 1.66 1.38 1.33 1.30

The Commission has obtainedaiéts of expenditure from eachinistry/department for up to
FY 201213. Of the total expenditure on pay and allowances1029,599crore for the
financial year 20123 the break up in terms of the principahistries/departmenis brought

out inTable10.

13 GDP for FY 201112 and 20123 are based on New Series Estimates.
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Table 10: Per Capita Expenditure of Pay and Allowances

Total Per Capita Percentage ofPIP-
Expenditure Expenditure Group wise
on Payand on Payand
PIP ason | Allowancesin | Allowances in A B c
Sl. Ministry/ 01.01.2014 | FY 201213 FY 201213
No. Department (in lakh) (_ crore) (_lakh)
1. Railways 13.16 55,038 4.18 <1| <1 99
2. MHA incl. CAPFs 9.80 29,076 2.97 2 6 92
3. Defence(Civil) 3.98 12,888 3.24 4| 15 81
4. Posts 1.90 7,730 4.07 <1 4 96
5. Revenue 0.96 4,894 5.10 6| 43 51
6. IA&AD 0.48 2,317 4.83 67 32
7. Urban Development| 0.31 1,112 3.59 5| 23 72
8. Atomic Energy 0.32 2,107 6.58 27 | 38 35
9. Health 0.21 1,414 6.73 14| 24 62
10. | Others 1.90 13,023 6.85 16 | 26 58
Total 33.02 1,29,599 3.92 3 9 88

3.66 The expenditure per capita on pay and allowances for@avritral Governmengersonnel
for FY 201213 was 3.92'* lakh per annum

3.67 Five ministriegdepartmerg with highest per capita expenditure on Rand Allowances

Table 11:Ministries with Highest Per Capita Expenditure on Pay and Allowances

Total Per Capita Percentage in
Expenditure Expenditure on Groups

Persons in on Payand Payand
Position as | Allowances in | Allowances in A B c

on FY 201213 FY 201213

Ministry/ Department 01.01.2014 ( crore) ( lakh)
1.| External Affairs# 3,037 1061.45 34.95 37 | 38 | 25

> NewandRenewable

*| Energy 187 19.91 10.65 43 | 19 | 38
3. | Food Processing 114 9.46 8.29 37 | 26 | 37
4. | ElectronicsandIT 5,260 404.31 7.70 57 | 27 | 16
5. | Power 1,044 77.49 7.42 31 | 30 | 39

# Inclusive ofsalaries andillowances paid abroad hence distinct frothers.

3.68 Data on expenditure on pay and allowances for personnel clearly points to a positive
relationship betweeministries/departmentsith most ofworkforce in GroupAdand the per
capita expenditure on pay and allowances.

YpPper capita expenditure
coverage of personnel is around@cent.
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Expenditure on Payand Allowances: Issues for Review

3.69 With regard to expenditure on pay and allowances for personnel in the Central
Government two issues merit specific mention and the Commission is recommending review
of existing arrangements in this regard.

3.70Gramin Dak SevaksExamination of the existing classification of expenditure provisions

of the Department of Posts reveals that expenditure on personnel in respect of pay and
allowances of regula€entral Governmergersonnel serving in treeepartmenas well aghat

of Gr amin Dak Sevaks are c¢l ubbe@inceé GrgrentDaler und
Sevaks are not reckoned as Central Government personnel, expenditure on pay and allowances

of this category of personnel should be distinct from regdntral Govenmentpersonnel.

The Commission accordingly recommends that the Department of Posts budget and
account for remuneration of Gramin Dak6 Sevak
as they are not reckoned a€entral Governmentemployees.

3.71 Expenditure on Allowances At present substantial amount of expenditure is being
incurred by the Central Government on payment of Allowances to its personnel. Allowances
however are not being separately budgeted or accounted for in the booksGentinal
Governmentt hey ar e subsumed. dhis applieseto GivéMinistrie§ Sal ar i
Railways, Defence Services and Posts. Hence the expenditure on Allowances as is available in
some documents like the Expenditure Budget or in publicatibriee Pay Research Unit
(PRU) isat best an approximation. There is a need for transparent and reliable data on
Allowances to be available in public domaifor the purposes of transparency and
availability of information in the public domain, the Commission recommends that a
separate Object head may be created to capture expenditure on Allowancem Civil,

Defence, Railways and Posts.

Contractual Manpower in Government

3.72 The General Financial Rules provide for outsourcing of services in the interest of
economyand efficiency Broad guidance is provided in the Rules on identification of
contractors and the tendering process.

There areghree kinds of contractual appointments:

i.  Tasks of aroutine nature, typically those relating to housekeeping, maintenance, related
activities,data entry, driving, and so on, which are normally bundled and entrusted to
agencies. These agencies then depute the necessary persons to carry out these tasks.

i.  The VI CPC had recommended introduction of contractual appointments for selected
posts particularly those requiring high professional skillder this, suitable persons
from outside could be inducted in tgevernmenbn negotiated salariesholuments.

iii. The third category relates to retirees fragqovernment whose skills, expertise,
knowledye that was acquired while in government service is found to be useful to
governmentand therefore the services of such persons are taken on a contractual basis
for varying lengths of time.
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3.73 The Commission had through its Questionnaire sought #esvof all stakeholders
regarding their experience with outsourcing at various levels igdahiernmen@and whether

there existed a case for streamlining it. The Commission also sought to ascertain if there existed
a clear identification of jobs that can be outsourced.

3.74 Response oMinistries on Contractual Manpower: The response received by the
Commisson on the issue of outsourcing fraministriegdepartmerg has been a mixed one.

The Department of Personnel and Training has stated that with the removal of the category of
Group D employees, those existing therein were to be movedG@p to u pcadre @idough a
process of trainingTherefore unskilled functions in thgovernmentsector would be
contracted from outsourceBhe Ministry of Defence stated that the experience of outsourcing

in conservancy services and transport had been quite goedepartment of Atomic Energy

while supporting outsourcing, recommended that a standard operating procedure may be
introduced through legislative means to enable outsourcing for routine activities like
maintenance, transport services, canteen servicethetagh professional agencies so as to
avoid legal complications and exploitation of persons who have been taken on cdhgact.
Central Board of Direct Taxes (CBDT) also supported outsourcing, though it felt the need for
effecting some streamlininghe Ministry of AYUSH also supported outsourcing of routine
administrative works.

3.75 On the other hand, there were a numbemofistriegdepartmerg whose support for
outsourcing was qualified-he Department of Posts stated that outsourcing in coretmpera

was not suitable since outsourced manpower keep on changing frequently and it is difficult to
train them.They were, however, not against outsourcing for housekeeping, maintenance
related activities, driving staff and secretarial assistaitfoe Depatment of Economic Affairs

was strongly against outsourcing and stated that it should be used in the rarest of rare case for
duties of a peripheral naturehey were clearly against outsourcing of data proces$imgy,
however, did feel that in the moreramonplace functions the experience of outsourcing has
been goodThe Ministry of Power stated that outsourcing could only temporarily supplement
the requirements afovernmentThey noted their concerns with regard to confidentiality and
accountability obutsourced personndlowever, jobs of drivers, multevel tasking staff and

DEO could be outsourced on need basise National Informatics Centre (NIC) was also
against outsourcing stating that it entailed duplication of work done by regular employees.

3.76 Views of JCMStaff Side The JCM-Staff Side has, in its memorandum to the
Commission, strongly opposed outsourcing stating that the existence of a large array of
personnel employed by tlgovernmenthrough contractors is pushing a major segment of
government functions into the informal sector.

3.77 Nature of Deployment:The Commission had sought from afinistriesdepartmers
information with regard to remuneration levels of contacted manpower to ascertain the level
of work being assigned to them. In mostinistriegdepartmerg that have provided
information, it is evident that the nature of jobs being contracted out wen@uofi@e nature,
involving a low level of remuneration. However Department of Electronics and Information
Technology did engage a fair number of contractual personnel at higher levels of
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remuneratioff. Railways and Ministry of Home Affairs also reported ldgment of some
contract personnel with higher remuneration.

3.78 Expenditure on ContractuaManpower:The Commission also sought information from
all ministries/departmentsn expenditure towards engagement of contractual manpower. The
informaion provided is brought out ihable 12.

Table 12 Annual Expenditure on Contractual Manpower

(" incrore)
Annual Expenditure on
Sl Contractual Manpower
No. | Name of Ministry/ Departments (F.Y.201213)

1 Railways 34.94
2 Police incl. CAPFs 25.72
3 Posts 19.55
4 IA&AD 28.47
5 Urban Development 0.99
6 Atomic Energy 9.93
7 Health 26.90
8 Others 153.99
Total 300.49

3.79 While the expenditure incurred on contractual manpower is relatively small compared to
expenditure on Salaries of personnel serving ingtheernmentthey are in their own right
significant and also likely to increase in the coming years. This warraetsrgining the

existing regime governing outsourcing of contracted manpower, as has also been suggested by
someministries

3.80 The responses and data received by the Commission suggests that there is a general
consensus that routine administrative jobs ingbeernmentan continue to be outsourced.

In this regard the Commission is of the view that a clear guidance from thgovemment

on jobs that can and should be contracted out would be appropriate. While doing so the
concerns of confidentiality and accountability may be kept in view. Further, to bring

about continuity and to address the concerns regarding exploitation of contcaual
manpower, uniform guidelinedmodel contract agreements may be devised by the
government

3.81 Earlier in this chaptethe fact that in a number ohinistriegdepartmerg a large
percentage of personnel will be retiring in the near fuhas been brought auLoss of
experienced high level personnel can entail unquantifiable costs as new recruits will require
investment in terms of training, mentoring etc. In this light utilisation of retiring personnel with
suitable skill sets can alse lconsidered.

BRemuner at i50,000 pef mootlvperperson.
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3.82 The Commission is also of the view that a database should be available with the
governmentwhich can enable it to draw upon high level retiring personnel, who have
required capabilities to be utilised through contractual appointments

Conclusions and Recommendations

3.83 The following are the conclusions and recommendations:

vi.

Vii.

viii.

The Commission notes that based on the medium term goals and priorities of the
government a determination of skills and competencies required to meet them,
needs to be made across Central Governmentinistries/departments This will
have implications both for recruitment policy as well as the size and composition
of the government

To ensure integrity and availability of consistent data on personnel in the
government the Commission is of the view that the database on personnel needs
to be standardised on an IT platform, across all civiministries/departments. This
will facilitate ease in compilation, aggregation and make reliable data readily
available to concerned stakeholders.

The Commission notes that in addition to details on composition of personnel in
terms of the Group "A§ B6and "Céit would be useful both for purposes of
managenent information and decision making if reliable data on personnel in
terms of job families is collected.

Retiring personnel in a number ofministries/departments are substantial and this
presents two sets of implications. At one level losing experiencedghi level
personnel entails unquantifiable costs as new recruits will require training and on
the job skills. At the same time it presentsninistries/departmentsthe opportunity

to align their personnel requirement in line with their current and future
challenges.

The Commission recommends that the Department of Posts budget and account
for remuneration of Gramin Dak Sevaks under a head distinct from Salaries, as
they are not reckoned as Central Government employees.

For the purposes of transparency and avé#ability of information in the public
domain, it is recommended that a separate Object head may be created to capture
expenditure on Allowances in Civil, Defence, Railways and Posts.

The Commission is of the view that a clear guidance from thggovernmenton jobs
that can and should be contracted out would be appropriate. While doing so the
concerns of confidentiality and accountability may be kept in view. Further, to
bring about continuity and to address the concerns regarding exploitation of
contractual manpower, uniform guidelinedmodel contract agreements may be
devised by thegovernment

The Commission is also of the view that a database should be available with the
governmentwhich can enable it to draw upon high level retiring personnel, who
have subject matter knowledge, experience and skills to be utilised through
contractual appointments.
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Annexuresto Chapter 3

Annex 1: Sanctioned Strength, Persons in Position and Vacames as on 01.01.2014

Vacancies
Sanctioned Persons in as a percent
Strength as Position Vacancies of
Sl on (PIP) as on as on Sanctioned
No. Name of Ministry/Department 01.01.2014 | 01.01.2014 | 01.01.2014 Strength
1 | Ministry of Agriculture 9,561 7,679 1,882 20
2 | Department of Atomic Energy 36,806 32,330 4,476 12
3 | Ministry of AYUSH 275 162 113 41
4 | Ministry of ChemicalsaandFertilizers 737 570 167 23
5 | Ministry of Civil Aviation 1,757 977 780 44
6 | Ministry of Coal 415 305 110 27
7 | Ministriesof CommerceandIndustry 5,187 3,771 1,416 27
8 | Ministry of Communicationand 2,60,488 1,97,872 62,616 24
Information Technology
of which Department of Posts 2,49,588 1,89,771 59,817 24
9 | Ministry of Consumer Affairs, Foodnd 2,584 1,775 809 31
Public Distribution
10 | Ministry of Corporate Affairs 2,361 1,411 950 40
11 | Ministry of Culture 11,193 7,979 3,214 29
12 | Ministry of Defence (Civil) 5,85,476 3,98,422 1,87,054 32
13 | Ministry of Development of North Easterr 341 259 82 24
Region
14 | Ministry of Drinking Waterand Sanitation 125 78 47 38
15 | Ministry of Earth Sciences 7,398 5,214 2,184 30
16 | Ministry of Environment, Forestnd 4,871 3,083 1,788 37
Climate Change
17 | Ministry of External Affairs 4,577 3,037 1,540 34
18 | Ministry of Finance 1,76,260 95,863 80,397 46
of which
Central Board of Direct Taxes 78,544 42,069 36,475 46
Central Board of Excisand Customs 73,853 50,912 22,941 31
19 | Ministry of Food Processing Industries 149 114 35 23
20 | Ministry of HealthandFamily Welfare 29,463 21,061 8,402 29
21 | Ministry of Heavy IndustrieandPublic 372 246 126 34
Enterprises
22 | Ministry of Home Affairs 9,71,875 9,02,631 69,244 7
23 | Ministry of Human Resources 1,909 1,246 663 35
Development
24 | Ministry of InformationandBroadcasting 6,696 4,485 2,211 33
25 | Ministry of LabourandEmployment 6,816 4,953 1,863 27
26 | Ministry of Law and Justice 2,018 1,416 602 30
27 | Ministry of Micro, SmallandMedium 2,692 1,880 812 30
Enterprises
28 | Ministry of Mines 14,069 9,116 4,953 35
29 | Ministry of Minority Affairs 249 148 101 41
30 | Ministry of NewandRenewable Energy 300 187 113 38
31 | Ministry of Overseas Indian Affairs 188 118 70 37
32 | Ministry of Panchayati Raj 114 82 32 28
33 | Ministry of ParliamentanAffairs 159 123 36 23
34 | Ministry of Personnel Public Grievances 8,776 7,449 1,327 15
andPensions (including CVC)
35 | Ministry of PetroleumrandNatural Gas 301 230 71 24
36 | NITI Aayog 1,836 1,279 557 30
37 | Ministry of Power 1,895 1,044 851 45
38 | Ministry of Road, TranspodndHighways 1,999 1,706 293 15
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Vacancies
Sanctioned Persons in as a percent
Strength as Position Vacancies of
Sl. on (PIP) as on as on Sanctioned
No. Name of Ministry/Department 01.01.2014 | 01.01.2014 | 01.01.2014 Strength
39 | Ministry of Rural Development 653 476 177 27
40 | Ministry of Scienceand Technology 12,503 6,680 5,823 47
41 | Ministry of Shipping 2,934 1,885 1,049 36
42 | Ministry of Social Justiceand 645 492 153 24
Empowerment
43 | Department of Space 18,412 15,011 3,401 18
44 | Ministry of StatisticsandProgramme 5,987 4,198 1,789 30
Implementation
45 | Ministry of Steel 263 210 53 20
46 | Ministry of Textiles 3,789 3,095 694 18
47 | Ministry of Tourism 583 500 83 14
48 | Ministry of Tribal Affairs 307 197 110 36
49 | *Ministry of Urban Development 42,675 30,665 12,010 28
(including Housing and Urban Poverty
Alleviation
50 | Ministry of Water Resources, River 15,697 11,051 4,646 30
DevelopmenaindGanga Rejuvenation
51 | Ministry of WomenandChild 698 519 179 26
Development
52 | Ministry of Youth AffairsandSports 458 281 177 39
53 | Ministry of Railways 15,51,215 13,15,688| 2,35,527 15
54 | Union Public Service Commission 1,990 1,464 526 26
55 | Indian AuditandAccounts Department 68,374 48,164 20,210 30
56 | Election Commission 641 365 276 43
Total (excluding UTsand Delhi Police) 38,90,112 31,61,242 7,28,870 19
AndamanandNicobar Islands 29,915 27,516 2,399 8
Chandigarh 31,153 25,200 5,953 19
Dadra Nagar Haveli 3,761 3,025 736 20
DamanandDiu 3,465 2,316 1,149 33
Lakshadweep 5,765 4,754 1,011 18
Delhi Police 84536 77483 7,053 8
Grand Total 40,48,707 33,01,536| 7,47,171 18

(i) Departmentswithin Ministries with larger than one percent of total Person in Position(PIP’

Central Governmerttave been distinctly included in Annex 1 to 5.

(ii) *Ministry of Urban Development is also the Cadre Controlling Ministry in respect of Persc

in the Ministry of HousigandPoverty Alleviation (HUPA)
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Annex 2: Persons in Position over the Years

Persons in | Persons in Persons in
Position as | Position as Change Position as Change
Sl. on on between on between
No. Name of Ministry/Department | 01.01.2006 | 01.01.2010| 20062010 01.01.2014| 20102014
1 Ministry of Agriculture 9,517 8,388 -1,129 7,679 -709
2 Department of Atomic Energy 32,964 32,170 -794 32,330 160
3 Ministry of AYUSH 162 162 0 162 0
4 Ministry of Chemicalsand
Fertilizers 745 631 -114 570 -61
5 Ministry of Civil Aviation 1,322 1,272 -50 977 -295
6 Ministry of Coal 331 321 -10 305 -16
7 Ministry of Commerceand
Industry 4,680 4,180 -500 3,771 -409
8 Ministry of Communicationand
Information Technology 2,25,418 2,03,251 -22,167 1,97,872 -5,379
of which Department of Posts 2,17,808 1,95,883 -21,925 1,89,771 -6,112
9 Ministry of Consumer Affairs,
FoodandPublic Distribution 2,211 2,015 -196 1,775 -240
10 Ministry of Corporate Affairs 1,519 1,443 -76 1,411 -32
11 Ministry of Culture 7,993 8,084 91 7,979 -105
12 Ministry of Defence (Civil) 4,51,163 4,19,943 -31,220 3,98,422 -21,521
13 Ministry of Development of
North Eastern Region 232 258 26 259 1
14 | Ministry of Drinking Water and
Sanitation 0 67 67 78 11
15 Ministry of EarthSciences 6,732 6,062 -670 5,214 -848
16 Ministry of Environment,
Forests and Climate Change 4,350 5,081 731 3,083 -1,998
17 Ministry of External Affairs 1,806 2,792 986 3,037 245
18 Ministry of Finance 1,05,193 1,02,957 -2,236 95,863 -7,094
of which
Central Board of Direct Taxes 43,157 42,346 -811 42,069 =277
Central Board of Excisand
Customs 58,338 57,315 -1,023 50,912 -6,403
19 Ministry of Food Processing
Industries 229 111 -118 114 3
20 Ministry of Healthand Family
Welfare # 21,061 21,061 0 21,061 0
21 Ministry of Heavy Industrieand
Public Enterprises 284 299 15 246 -53
22 Ministry of Home Affairs
(including Delhi Police) 7,44,067 8,13,051 68,984 9,80,114 1,67,063
23 Ministry of Human Resource
Development 1,640 1,460 -180 1,246 -214
24 | Ministry of Informationand
Broadcasting 5,528 5,013 -515 4,485 -528
25 Ministry of Labour And
Employment 6,001 5,183 -818 4,953 -230
26 Ministry of Law and Justice 1,683 1,544 -139 1,416 -128
27 Ministry of Micro, Small And
MediumEnterprises 1,933 1,927 -6 1,880 -47
28 Ministry of Mines 12,214 10,081 -2,133 9,116 -965
29 Ministry of Minority Affairs 186 163 -23 148 -15
30 Ministry of New And Renewable
Energy 256 262 6 187 -75
31 Ministry of Overseas Indian
Affairs 146 146 0 118 -28
32 Ministry of Panchayati Raj 52 78 26 82 4
33 Ministry of Parliamentary
Affairs 149 129 -20 123 -6
34 Ministry of Personnel, Public
GrievancesndPensions
(including CVC) 6,663 6,988 325 7,449 461
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Personsin | Persons in Persons in
Position as | Position as Change Position as Change

Sl. on on between on between
No. Name of Ministry/Department | 01.01.2006 | 01.01.2010| 20062010 01.01.2014| 20102014
35 Ministry of Petroleum and

Natural Gas 269 264 -5 230 -34
36 NITI Aayog 1,496 1,362 -134 1,279 -83
37 Ministry of Power 1,768 1,343 -425 1,044 -299
38 Ministry of Road, Transpodnd

Highways 3,265 1,334 -1,931 1,706 372
39 Ministry of Rural Development 599 510 -89 476 -34
40 Ministry of Scienceand

Technology 10,173 8,346 -1,827 6,680 -1,666
41 Ministry of Shipping 2,701 2,207 -494 1,885 -322
42 Ministry of Social Justicand

Empowerment 536 516 -20 492 -24
43 Department of Space 14,679 14,780 101 15,011 231
44 Ministry of Statisticsand

Programme Implementation 4,619 4,077 -542 4,198 121
45 Ministry of Steel 199 250 51 210 -40
46 Ministry of Textiles 5,097 4,990 -107 3,095 -1,895
47 Ministry of Tourism 579 560 -19 500 -60
48 Ministry of Tribal Affairs 216 219 3 197 -22
49 | AndamanandNicobar Islands 23,661 26,377 2,716 27,516 1,139
50 | Chandigarh 19,371 24,308 4,937 25,200 892
51 Dadra Nagar Haveli 2,860 3,266 406 3,025 -241
52 DamanandDiu 2,839 2,371 -468 2,316 -55
53 Lakshadweep 5,472 5,316 -156 4,754 -562
54 | *Ministry of Urban

Development (including

Housing and Urban Poverty

Alleviation) 36,517 29,970 -6,547 30,665 695
55 Ministry of Water Resources,

River DevelopmenandGanga

Rejuvenation 14,164 12,500 -1,664 11,051 -1,449
56 Ministry of Womenand Child

Development 645 572 -73 519 -53
57 Ministry of Youth Affairsand

Sports 350 337 -13 281 -56
58 Ministry of Railways 14,11,913| 13,71,133 -40,780 13,15,688 -55,445
59 Union Public Service

Commission 1,718 1,651 -67 1,464 -187
60 Indian Audit andAccounts

Department 49,283 45,478 -3,805 48,164 2,686
61 Election Commission 327 319 -8 365 46

GRAND TOTAL 32,73,746| 32,30,929 -42,817 | 33,01,536 70,607

#Ministry of Health has provided data only for the year 2014. For consistency these figurbésbawaslopted

for the years 2006 and 2010

*Ministry of Urban Development is also the Cadre Controlling Ministry in respect of Personnel in the Mi
of Housingand Poverty Alleviation (HUPA)
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Annex 3: Post 01.01.2004 Recruitment ovehe Post 01.01.2004 Recruitment over the Years

Post Post Post
01.01.2004 | 01.01.2004 01.01.2004
Recruits, Recruits, Recruitment Recruits, Recruitment
Sl. Name of Ministry/ as on as on between as on between
No. Department 01.01.2006 | 01.01.2010 20062010 01.01.2014 20102014
1 Ministry of Agriculture 839 984 145 1,359 375
2 Department of Atomic
Energy 3,211 6,681 3,470 9,999 3,318
3 Ministry of AYUSH 0 4 4 4 0
4 Ministry of Chemicalsand
Fertilizers 3 27 24 70 43
5 Ministry of Civil Aviation 9 23 14 49 26
6 Ministry of Coal 3 7 4 12 5
7 Ministry of Commerceand
Industry 98 206 108 410 204
8 Ministry of Communications
andInformation Technology 21,320 30,315 8,995 53,586 23,271
of which Department of Post| 21,220 29,679 8,459 52,263 22,584
9 Ministry of Consumer
Affairs, FoodandPublic
Distribution 35 148 113 293 145
10 | Ministry of Corporate Affairs 90 117 27 335 218
11 | Ministry of Culture 461 851 390 1,235 384
12 | Defence (Civil) 38,853 62,094 23,241 1,02,303 40,209
13 | Ministry of Development of
North Eastern Region 13 21 8 44 23
14 | Ministry of Drinking Water
and Sanitation 0 67 67 78 11
15 | Ministry of Earth Sciences 51 93 42 144 51
16 | Ministry of Environment ,
Forests and Climate Change 97 394 297 875 481
17 | Ministry of External Affairs 256 396 140 966 570
18 | Ministry of Finance 6,281 17,913 11,632 31,351 13,438
of which
Central Board of Direct
Taxes 2,398 7,058 4,660 11,686 4,628
Central Board of Excisand
Customs 3,740 10,577 6,837 19,069 8,492
19 | Ministry of Food Processing
Industries 0 1 1 10 9
20 | Ministry of Healthand
Family Welfare 0 699 699
21 | Ministry of Heavy Industries
andPublic Enterprises 0 4 4 8 4
22 | Ministry of Home Affairs
(including Delhi Police) 1,02,773 2,42,799 1,40,026 4,65,959 2,23,160
23 | Ministry of Human Resource
Development 176 180 4 238 58
24 | Ministry of Informationand
Broadcasting 1,231 1,211 -20 1,135 -76
25 | Ministry of Labour And
Employment 456 595 139 835 240
26 | Ministry of Law and Justice 0 0 0 0 0
27 | Ministry of Micro, Small
And Medium Enterprises 183 79 -104 140 61
28 | Ministry of Mines 288 764 476 2,404 1,640
29 | Ministry of Minority Affairs 6 9 3 7 -2
30 | Ministry of New and
Renewable Energy 0 0 0 34 34
31 | Ministry of Overseas Indian
Affairs 0 19 19 18 -1
32 | Ministry of Panchayati Raj 0 4 4 10 6
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Post Post Post
01.01.2004 | 01.01.2004 01.01.2004
Recruits, Recruits, Recruitment Recruits, Recruitment

Sl. Name of Ministry/ as on as on between as on between
No. Department 01.01.2006 | 01.01.2010 20062010 01.01.2014 20102014
33 | Ministry of Parliamentary

Affairs 5 10 5 20 10
34 | Ministry of Personnel, Public

GrievancesandPensions

(including CVC) 184 1,051 867 1,773 722
35 | Ministry of Petroleum and

Natural Gas 15 15 0 21 6
36 | NITI Aayog 443 537 94 640 103
37 | Ministry of Power 12 127 115 198 71
38 | Ministry of Road Transport

andHighways 1,541 221 -1,320 365 144
39 | Ministry of Rural

Development 4 27 23 66 39
40 | Ministry of Scienceand

Technology 495 717 222 700 -17
41 | Ministry of Shipping 288 424 136 487 63
42 | Ministry of Social Justice

andEmpowerment 1 5 4 74 69
43 | Department of Space 1,676 3,617 1,941 5,696 2,079
44 | Ministry of Statisticsaand

Programme Implementation 771 1,059 288 1,692 633
45 | Ministry of Steel 6 5 -1 7 2
46 | Ministry of Textiles 159 225 66 364 139
47 | Ministry of Tourism 0 0 0 85 85
48 | Ministry of Tribal Affairs 48 51 3 29 -22
49 | AndamanandNicobar

Islands 2,171 2,299 128 4,362 2,063
50 | Chandigarh 620 2,033 1,413 2,743 710
51 | Dadra NagaHaveli 56 521 465 379 -142
52 | DamanandDiu 1,786 1,467 -319 1,475 8
53 | Lakshadweep 1,592 1,370 -222 1,831 461
54 | Ministry of Urban

Development (including

Housing and Urban Poverty

Alleviation) 272 807 535 3,980 3,173
55 | *Ministry of Water

Resources, River

DevelopmenandGanga

Rejuvenation 541 1,387 846 2,722 1,335
56 | Ministry of Womenand

Child Development 4 15 11 74 59
57 | Ministry of Youth Affairs

andSports 1 3 2 19 16
58 | Ministry of Railways 65,288 1,55,917 90,629 3,96,260 2,40,343
59 | Union Public Service

Commission 50 137 87 274 137
60 | Indian Audit and Accounts

Department 781 2,417 1,636 12,297 9,880
61 | Election Commission 22 34 12 86 52

Grand Total 2,55,565 5,42,504 2,86,939 11,13,329 5,70,825

*Ministry of Urban Development is also the Cadre Controlling Ministry in respect of Personnel in the Ministry of Hc
andPoverty Alleviation (HUPA)
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Annex 4 Composition of Personnel in various Groups @4 ‘B "C9

Sl. Name ofMinistry/ Persons in Position (PIP) as on 01.01.2014 Percentage of Total
No. Department Gr. A Gr.B Gr.C Total Gr. A Gr.B Gr.C
1 | Ministry of Agriculture 606 2,123 4,950 7,679 8 28 64

2 | Department of Atomic

Energy 8,515| 12,404 11,411 32,330 27 38 35
3 | Ministry of AYUSH 59 42 61 162 36 26 38
4 | Ministry of Chemicals

andFertilizers 91 191 288 570 16 34 51
5 | Ministry of Civil

Aviation 396 163 418 977 41 17 43
6 | Ministry of Coal 40 102 163 305 13 33 53
7 | Ministry of Commerce

andIndustry 802 1,171 1,798 3,771 21 31 48
8 | Ministry of

Communicationgnd

Information Technology | 4,395 8,980 | 1,84,497| 1,97,872 2 5 93

of which Department of

Posts 527 6,826 | 1,82,418| 1,89,771 0 4 96

9 | Ministry of Consumer
Affairs, FoodandPublic

Distribution 227 527 1,021 1,775 13 30 58
10 | Ministry of Corporate

Affairs 385 488 538 1,411 27 35 38
11 | Ministry of Culture 241 872 6,866 7,979 3 11 86
12 | Ministry of

Defence(Civil) 17,160| 59,415| 3,21,847| 3,98,422 4 15 81

13 | Ministry of
Development of North

Eastern Region 54 86 119 259 21 33 46
14 | Ministry of Drinking

WaterandSanitation 19 40 19 78 24 51 24
15 | Ministry of Earth

Sciences 313 2,975 1,926 5,214 6 57 37

16 | Ministry of
Environment, Forests

andClimate Change 665 707 1,711 3,083 22 23 55
17 | Ministry of External

Affairs 1,130 1,156 751 3,037 37 38 25
18 | Ministry of Finance 5,847 | 40,925 49,091 95,863 6 43 51

of which

Central Board of Direct

Taxes 3,375 5,765 32,929 42,069 8 14 78

Central Board of Excise

and Customs 2,056 | 34,150 14,706 50,912 4 67 29
19 | Ministry of Food

Processing Industries 42 30 42 114 37 26 37
20 | Ministry of Healthand

Family Welfare 2,997 4,972 13,092 21,061 14 24 62

21 | Ministry of Heavy
IndustriesandPublic
Enterprises 69 80 97 246 28 33 39
22 | Ministry of Home
Affairs (including Delhi

Police) 16,090| 60,162| 9,03,862| 9,80,114 2 6 92
23 | Ministry of Human
Resource Development 215 509 522 1,246 17 41 42
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Sl Name ofMinistry/ Persons in Position (PIP) as on 01.01.2014 Percentage of Total
No. Department Gr. A Gr.B Gr.C Total Gr. A Gr.B Gr.C
24 | Ministry of Information

andBroadcasting 304 958 3,223 4,485 7 21 72
25 | Ministry of Labourand

Employment 826 895 3,232 4,953 17 18 65
26 | Ministry of Law and

Justice 190 412 814 1,416 13 29 58
27 | Ministry of Micro, Small

andMedium Enterprises 240 618 1,022 1,880 13 33 54
28 | Ministry of Mines 2,483 692 5,941 9,116 27 8 65
29 | Ministry of Minority

Affairs 38 48 62 148 26 32 42
30 | Ministry of Newand

Renewable Energy 80 35 72 187 43 19 39
31 | Ministry of Overseas

Indian Affairs 26 40 52 118 22 34 44
32 | Ministry of Panchayati

Raj 30 31 21 82 37 38 26
33 | Ministry of

ParliamentanAffairs 21 39 63 123 17 32 51
34 | Ministry of Personnel,

Public Grievanceand

Pensions (including

CVC) 855 1,978 4,616 7,449 11 27 62
35 | Ministry of Petroleum

andNatural Gas 51 103 76 230 22 45 33
36 | NITI Aayog 391 423 465 1,279 31 33 36
37 | Ministry of Power 323 313 408 1,044 31 30 39
38 | Ministry of Road

TransporiandHighways 303 438 965 1,706 18 26 57
39 | Ministry of Rural

Development 117 203 156 476 25 43 33
40 | Ministry of Scienceand

Technology 402 2,059 4,219 6,680 6 31 63
41 | Ministry of Shipping 185 560 1,140 1,885 10 30 60
42 | Ministry of Social

Justiceand

Empowerment 83 163 246 492 17 33 50
43 | Department of Space 8,555 3,416 3,040 15,011 57 23 20
44 | Ministry of Statisticsand

Programme

Implementation 393 2,842 963 4,198 9 68 23
45 | Ministry of Steel 39 86 85 210 19 41 40
46 | Ministry of Textiles 145 749 2,201 3,095 5 24 71
47 | Ministry of Tourism 64 103 333 500 13 21 67
48 | Ministry of Tribal

Affairs 49 62 86 197 25 31 44
49 | AndamanandNicobar

Islands 614 7,351 19,551 27,516 2 27 71
50 | Chandigarh 1,975 3,925 19,300 25,200 8 16 77
51 | Dadra Nagar Haveli 47 1,902 1,076 3,025 2 63 36
52 | DamanandDiu 56 1,371 889 2,316 2 59 38
53 | Lakshadweep 40 1,288 3,426 4,754 1 27 72
54 | *Ministry of Urban

Development (including

Housing and Urban

Poverty Alleviation) 1,539 6,967 22,159 30,665 5 23 72

47 Index



Report of theSeventh CPC

Sl Name ofMinistry/ Persons in Position (PIP) as on 01.01.2014 Percentage of Total
No. Department Gr. A Gr.B Gr.C Total Gr. A Gr.B Gr.C
55 | Ministry of Water

Resources, River

DevelopmenandGanga

Rejuvenation 1,237 2,391 7,423 11,051 11 22 67
56 | Ministry of Womenand

Child Development 82 154 283 519 16 30 55
57 | Ministry of Youth

Affairs andSports 35 87 159 281 12 31 57
58 | Ministry of Railways 8,493 7,283 | 12,99,912| 13,15,688| <1 <1 99
59 | Union Public Service

Commission 157 527 780 1,464 11 36 53
60 | Indian Auditand

Accounts Department 605 32,105 15,454 48,164 1 67 32
61 | Election Commission 70 155 140 365 19 42 38

GRAND TOTAL 91,501 | 2,80,892| 29,29,143| 33,01,536 3 9 89

*Ministry of Urban Development is also the Cadre Controlling Ministry in respect of Personnel in the Mi
of Housingand Poverty Alleviation (HUPA)
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Annex 5: Age Profile of Persons in Position as on 01.01.2014

Sl O 20 |0 30 O 40 O 50
No. Name of Ministry/ Department <30yrs. | <40yrs. | <50yrs. | <60 yrs. | Others Total
1 | Ministry of Agriculture 837 1,012| 2,530| 3,298 2 7,679
2 | Department oAtomic Energy 4,177 7,735 9,228 | 11,136 54 32,330
3 Ministry of AYUSH 10 20 50 84 0 164
4 | Ministry of Chemicalsand
Fertilizers 47 106 220 197 0 570
5 | Ministry of Civil Aviation 161 88 288 439 1 977
6 | Ministry of Coal 11 20 78 196 0 305
7 | Ministry of Commerceand
Industry 118 486 1,337 1,830 0 3,771
8 | Ministry of Communications
andInformation Technology 28,833| 30,140| 54,632| 80,933 493 | 1,95,031
of which Department of Posts 28,370| 29,333| 52,289| 79,295 484 | 1,89,771
9 | Ministry of Consumer Affairs,
FoodandPublic Distribution 197 247 515 817 0 1,776
10 | Ministry of Corporate Affairs 161 337 499 411 3 1,411
11 | Ministry of Culture 325 1,504 2,647 3,502 1 7,979
12 | Ministry of Defence (Civil) 48,849 | 91,303 1,06,256| 1,51,161 853 | 3,98,422
13 | Ministry of Development of
North Eastern Region 24 40 79 113 3 259
14 | Ministry of Drinking Waterand
Sanitation 11 14 23 30 0 78
15 | Ministry of Earth Sciences 309 370 2,274 2,258 3 5,214
16 | Ministry of Environment,
ForestsandClimate Change 78 458 1,390 1,154 3 3,083
17 | Ministry of External Affairs 282 495 1,060 1,200 0 3,037
18 | Ministry of Finance 9,603 | 16,877| 36,019| 33,307 57 95,863
of which
Central Board of Direct Taxes 4,987 7,593 | 16,339| 13,132 18 42,069
Central Board of Excisand
Customs 4,375 8,863 | 18,634| 19,040 0 50,912
19 | Ministry of Food Processing
Industries 4 13 43 54 0 114
20 | Ministry of HealthandFamily
Welfare 2,019 3,982 7,225 7,296 539 21,061
21 | Ministry of Heavy Industries
andPublic Enterprises 10 24 74 138 0 246
22 | Ministry of Home Affairs
(including Delhi Police) 3,94,548| 2,59,660]| 2,43,913| 67,933 14,060| 9,80,114
23 | Ministry of Human Resource
Development 77 138 405 626 0 1,246
24 | Ministry of Informationand
Broadcasting 313 599 1,566 2,004 3 4,485
25 | Ministry of Labourand
Employment 342 962 1,671 1,948 30 4,953
26 | Ministry of Law and Justice 83 337 459 513 24 1,416
27 | Ministry of Micro, Smalland
Medium Enterprises 78 452 668 685 0 1,883
28 | Ministry of Mines 1,069 1,327 2,495 4,223 2 9,116
29 | Ministry of Minority Affairs 11 25 48 56 8 148
30 | Ministry of Newand
Renewable Energy 13 24 53 97 0 187
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31 | Ministry of Overseas Indian

Affairs 5 21 36 56 0 118
32 | Ministry of Panchayati Raj 3 22 26 31 0 82
33 | Ministry of Parliamentary

Affairs 9 26 40 43 5 123
34 | Ministry of Personnel, Public

Grievances and Pensions

(including CVC) 652 1,675 3,313 1,794 15 7,449
35 | Ministry of Petroleurmand

Natural Gas 4 28 60 138 0 230
36 | NITI Aayog 1,279
37 | Ministry of Power 69 125 326 523 1 1,044
38 | Ministry of Road, Transport

andHighways 108 417 620 557 4 1,706
39 | Ministry of Rural Development 18 64 184 210 0 476
40 | Ministry of Scienceand

Technology 212 1,050 1,628 3,787 3 6,680
41 | Ministry of Shipping 119 291 796 679 0 1,885
42 | Ministry of Social Justicand

Empowerment 30 131 140 190 1 492
43 | Department of Space 2854| 3993| 3196| 4,764| 204| 15011
44 | Ministry of Statisticsand

Programme Implementation 842 702 1,030 1,624 0 4,198
45 | Ministry of Steel 5 50 80 75 0 210
46 | Ministry of Textiles 61 258 448 2,328 0 3,095
47 | Ministry of Tourism 14 72 326 88 0 500
48 | Ministry of Tribal Affairs 15 38 63 81 0 197
49 | AndamanandNicobar Islands 3,074 7,196 | 10,113 7,101 32 27,516
50 | Chandigarh 5,215 4,940 7,910 7,004 131 25,200
51 | Dadra Nagar Haveli 220 522 1,207 1,070 6 3,025
52 | DamanandDiu 451 674 845 346 2,316
53 | Lakshadweep 519 1,166 1,451 1,618 0 4,754
54 | *Ministry of Urban

Development (including

HousingandUrban Poverty

Alleviation) 1,371 2,212 8,120 | 18,962 0 30,665
55 | Ministry of Water Resources,

River DevelopmenandGanga

Rejuvenation 724 1,077 3,239 6,011 0 11,051
56 | Ministry of WomenandChild

Development 52 70 149 248 0 519
57 | Ministry of Youth Affairsand

Sports 16 81 53 124 7 281
58 | Ministry of Railways 2,16,355| 2,80,517| 3,20,262| 4,93,609| 4,945 | 13,15,688
59 | Union Public Service

Commission 149 156 522 634 3 1,464
60 | Indian AuditandAccounts

Department 7,087 8,233 | 16,616| 16,188 40 48,164
61 | Election Commission 49 87 164 64 1 365

GRAND TOTAL 7,32,902| 7,34,689| 8,60,708| 9,47,586| 21,537 | 32,98,701

*Ministry of Urban Development is also the Cadre Controlling Ministry in respect of Personnel in the Mi
of Housingand Poverty Alleviation (HUPA)
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Annex A: Data Template for ministries/departmentsissued from 7th Central CPC (CPC)

Data on Personnel

Name of Ministry/ Department

Personnel- Disaggreqgate:

Group Particulars 01-01-20064 01-01-2010 01-01-2014
Group A Sanctioned Strength
Group A Number in position
Group A Recruited prior to 01.01.2004
Group A Recruited on and after 01.01.2004
Group A Vacancy
Group B Sanctioned Strength
Group B Number in position
Group B Recruited prior to 01.01.2004
Group B Recruited on and after 01.01.2004
Group B Vacancy
Group C Sanctioned Strength
Group C Number in position - -
Group C Recruited prior to 01.01.2004
Group C Recruited on and after 01.01.2004
Group C Vacancy - -
All Groups Sanctioned Strength
All Groups Number in position
All Groups Recruited prior to 01.01.2004 - -
All Groups Recruited on and after 01.01.2004 - -
All Groups Vacancy - -

Note = [ For 1/1/2006 data on Group C and D may be clubbed together.
Age profile of employees (All Groups¥

below.

Of the totalnumber of personnel in position as on 1/1/2014 in the Table &bove
Those less than 20 years of age :
20 or more but less than 30 years of age
30 or more but less than 40 years of age
40 or more but less than 50 years of age

50 or morebut less than 60 years of age :
60 or more years of age :
Note= * In case of mismatch between G30 and E38, indicate the reason for the same in the Remarks/ Clarificati

Autonomous Bodies under the Ministry/ Department (As on 1/1/2014):

Number of Central Autonomous Bodies
No of personnel in Central Autonomous Bodies

Remarks/Clarifications if any with regard to data in Annex A (50 words):
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Annex B: Data Template for Ministries/Departments|ssued fromSeventh Central PayCommission

Data on Expenditure onSalaries and allowances

(in~ lakh)

Particulars

FY 201011

FY 201112

FY 201213

. Total Plan expenditure

. Plan expenditure dBalaries and allowances

. Total Non Plan expenditure

. Non Plan expenditure @alaries and allowances

. Total expenditure (1+3)

. Total expenditure o8alaries and allowancéa+4)

N[OOI WIN| -

. Expenditure on Grants in aid Salaries

Autonomous Bodies

Grants in aid Salaries paid Central Autonomous Bodies

(in~ lakh)

Particulars

FY 201011

FY 201112

FY 201213

Grants in aid Salaries

6 Sal ar dGerssin aal Salaries6

by the concerned Principal CCA/ CCA

Note: 1. Salary data should be based on Object heads

2. Expenditure figures for Civihinistriesshould be based on figures providec

Remarks/Clarifications if any with regard to data in Annex B (50 words):

Annex C. Data Template for Ministries/Departments | ssued fromSeventh Central Pay Commission

Data on Contractual Manpower:

Ministriestlepartmentfiave, in the recent past, outsourced various services through manpower engaged |
contractual basis. In this regard the following data is sought:

Data onContractual Manpower

FY 201011

FY 201112

FY 201213

(a) to (d)

1. Man months of deployment at various remuneration lev

1.(a) 10,000 and less per month#

1.(b) From 10,001 to 20,000 per month#

1.(c) From 20,001 to 50,000 per month#

1.(d) Over 50,000 per month#

2. Expenditure incurred on contract manpowetgkin)

service tax.
provided by the concerned Principal CCA/ CCA.

incurred :

Note: 1. # Theemuneration figures should be exclusive of

Object head to which expenditure on contractual manpowd

2. Expenditure figures for Civihinistriesshould be based on figures

Remarks/Clarifications if any with regard to data in Annex C (50 words):

52

Index


file:///F:/Data%20Templates%20uploaded%20by%20NIC/Annexure_C-%20Contractual%20Manpower.xls%23RANGE!_ftn1

Report of theSeventh CPC

Annex D1 Data Template for Ministries/Departments | ssued fromSeventh Central Pay Commission

Data on Training of Employees:

Number in Position
as on 01.01.2014

Number of posts identified
for core competencies

Number of posts
identified for
specialised
competencies

Numbers trained during 201213

Numbers trained during 2013
14

For core
competencies

For specialised
competencies

For core
competencies

For
specialised
competencies

Group
A

Group
B

Group
C

Total

Remarks/Clarifications if any with regard to data in Annex D1 (50 words):

Annex D2: Data Template for Ministries/Departments | ssued fromSeventh Central Pay Commission

Statement providing details of Training (Category of Posts wise):

Training Budget for 20134 (where such budget exist§) in | akh)
Actual Budget utilisation for 20134 ( i Il akh)
. - Status of creation of training Monitoring and
Formulation of Training Plans )
Infrastructure evaluation
Evaluation of
b Statt f
Category of Whether Physical No of In Database Kammﬁ d?:? tr;r?iri:
Posts Traini Annual Core Specialized Training centralized infrastructure house of :nrfa Y (I ) objectives met
PII':rTg Training competencies competencies cell Training created Fully faculty/ personnel a(mt)e/ary fully (F)/
YIN) Plan identified identified created Institute(s) (F)/ Partially Master trained Quarterl Partially(P)/
( (Y/N) (YIN) (Y/N) (YIN) exists (P)/ Not yet trainers/ maintained /M KI Not
(Y/N) (N) Instructors (Y/N) (Q)f Monthly substantial
(M)/ Not done )
(N)
-1 -2 -3 -4 -5 -6 -7 -8 -9 -10 -11 -12

Remarks/Clarifications if any with regard to data in Annex D2 (50 words):
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Principles of Pay Determination Chapter 4.1

4.1.1 The Seventh CPChas been set up at a time of many noticeable changes on the
governance front.The principal role of thgovernmenas the prime facilitator has gained firm
ground. EGovernance has made considerable progress, facilitating communication and
improving coordination of authorities at different tiers of government. There is a specific
emphasis oMinimum Government and Miamum Governangeharping on the concept of a
leaner bureaucracy with more skilled people. There is also a definite need to harmonize the
functioning of the Central Government with the demands of the emerging global economic
scenario. This Commission had keep all these factors while finalizing the compensation
structure for the Central Government employees.

Compensation $ructure in a Government Setting

4.12 Employee compensation is an important element of government functionindn
general, the levelra structure of compensation should aim to achieve four objectives: (i) pay
should be sufficient to attract and retain high quality staff; (i) pay should motivate staff to
work hard; (iii) pay policy should induce other human resource management redoch(s;)

pay should be set at a level to ensure long term fiscal sustainability.

Our Terms of Reference (ToRs)

4.13 The ToRs of the Seventh CPC broadly revolve around these objective$he
Commission has been mandatedbte x a mi n e , r evi enmend changes thaga a n d
are desirable and feasible regarding the principles that should govern the emoluments
structure including pay, allowances and other facilities/benefits, in cash or kind, having
regard to rationalization and simplification therein as wels the specialized needs of various
departmens 6

4.14 In carrying out the above, the remaining terms of reference laid down certain pointers.
These include:
1 dn so far as the defence forces are concerned the historical and traditional parities
with due emphasis on aspects unique to defence personnel is required to be kept in
mi nd. 6
T 6The framework in the emoluments structur
to attract the most suitable talent to government service, promote efficiency,
accountabiity and responsibility in the work culture, and foster excellence in the
public governance system.. .0
1 The recommendations have to be made keeping in trieveconomic conditions in
the country and neasasxftohre fniesecda It op reundseunrcee ¢

resources are available for devel opment al
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T Al so to be kthepprevailing emoluneents strigctured and retirement
benefits available to employees of the Central Public Sector &Jndt a kas algps 0
@he best global practices and their adaptability and relevance in Indian conditiofs

Challengesbefore this Commission

4.15 The real challenge before this Commission is to provide a pay structure which is
competitive yet affordableftaactive yet acceptable, forward looking yet adaptable, simple yet
rational, and one which matches with the current secamomic and political conditions as
well as the changing perception of the overall administrative machinery and the public
governane system.

4.16 One of the peculiarities of the Indian civil structure and the pay structure that has

been in vogue is the high degree of emphasis on uniformity and relativityin interacting

with various associations, federations, heads of institutvaomst has clearly come across is the
prevalence of historical equations across the various cadrgsvernment Disturbances
caused in any of these have an immediate and very vocal effect by way of strident demands in
restoring earlier parities. Extensilitigation has come to be the norm. The second issue relates
to ease of administration. A simple structure with rules of fixation that are easy to understand
and apply would take away the possibility of either inadvertent errors or any element of
arbitrariness. This Commission has, therefore set simplicity and complete transparency as a
basic guiding principle.

417From the employeesd perspective, the upp
emoluments should appropriately reflect the qualifications ad the skill sets that each

individual brings to this system. Apart from being fair and adequate, what is crucial is that

the pay structure should correctly reflect the relative positions in the hierarchy. In its
deliberations, the Commission has fouhdttthe preponderance of grievances relates to the
emoluments drawn by others as opposite to what is received by oneself. Due care, therefore,
has been given to the aspect of equity.

4.18 Over the years, due to downsizing of bureaucracy, issues relating diminishing or

in some cases noB X i st ent promoti onal avenues have
motivational levels. To address this problem, various schemes of assured career progression
have been introduced by previoBsy Commissions. It is now one dii¢ major aspirational
challenges spurring work efficiency and whickeeds to be acknowledged by thayP
Commission. The emoluments structure is now expected to provide scope for career
advancement by way of financialpgradationat reasonable intervals so as to keep the
workforce motivated.

Approach of this Commission

4.19 The efforts of the Commission have been to devise a pay structure to address all the
above listed issues and concernSpecial emphasis has been laid on desigg a pay matrix

which is simple, transparent, predictable and easily comprehensibleDuring their
interactions with the Commission, the stakeholders placed many demands, ranging from
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common entry pay, rationalization of the existing grade pay struconemon treatment of

like cadres, transparent pay structure as also increasing the frequency of the MACP. The new
pay matrix incorporates all these features: subsuming the grade pay, the rationalized matrix
presents the whole universe of pay levels in amnele chart. The levels have been rationalized

too, displaying a logical pay progression. Employees would be able to see their pay level, where
they fit in and how they are likely to progress over their career span. The Commission has also
recommended siniied procedures for computation of pension.

4.1.10 On the same pattern, the entire structure of Allowances has been reviewed,
rationalized and simplified. Inter-departmental and intévinisterial disparities regarding
payment of various allowances haveeh sought to be removed as far as possible. An
innovative Risk and Hardship Matrix has been proposed. Also, the Commission recommends
that each allowance should be put in the public domain as a step towards greater transparency
in governance.

4.1.11 The pay matrix addresses the important issue of adequacy of the compensation
structure. The Commission observes that the purpose of pay is to compensate the employees
for work done, to motivate them to perform well. The purposes also inattrdeting talent

to government service and also retaining themthus avoiding the need for expensive
recruitment and training for replacement.

4.1.12 Ideally speaking, the compensation package should be a well defined function of
prescribed educational and other entrywele qualifications, job content, roles and
responsibilities attached to the position etc. However, this is a difficult task, especially in a
government setting, which has hundreds of organizations and plethora of jobTiutes.
Commission has, to the extanpossible, while dealing with individual cadres, attempted

to bring about uniformity in their qualification and pay structure. This should ameliorate

grievances of many O6commond cadres across ofr

4.1.13 The Commission has also analysed the imptant question of whether wages are
sufficient to attract and retain qualified staff. One way to address this question is to compare
wages in government sector positions with wages for comparable positions in the private
sector. This presumes that if waga the government sector are too far below private sector
wages, the government sector will have difficulty attracting and retaining the sort of staff it
requires. In their presentations before the Commission, many associations brought out this
aspect hghlighting, inter alia, that the compensation pattern in the private sector is more
remunerative. Although private sector wage comparators are difficult to obtain, the
Commission feels that this could be the case in respect of only a few specializedisegh®en
results of the IIM, Ahmedabad study on comparing job families betweeagottegnmentand
private/public sector has brought out the fact that while at lower levels salaneadrdéower

in the private sectoas compared tgovernment jobs, at thHaghest echelons of governance,

the compensatiom governmenis nowhere comparable to their counterparts in the private/
public sector.

4.1.14 But a mere comparison of the salaries should not form the benchmark for remuneration,
it is to be viewed keepg in mind the uniqueness inherent in the government in terms of

57 Index



Report of theSeventh CPC

security of tenure, assured prospects of financial progression even when no promotional
avenues exist, leave and pensionary privileges which are not available to their counterparts in
the private/public sector.

4.1.15 Having said this, there is no denying that officers at higher level shoulder maximum
responsibility and accountability and hence should be compensated accordingly. In light of
this, the Commission has accorded slightly highdexof rationalisation at level of Senior
Administrative Grade and above.

4.1.16 The Commission notes that government employees are entitled to a host of tangible and
non tangible benefitsfrom job security, inflation indexed salary, assured prospedisaoicial
progressionto name a few. It may be difficult to monetize some of thesetaagibles. That

the government jobs retain their charm is evident from the increasing number of qualified
candidates per advertised vacancy as well as from the looverrrates among recent recruits.

4.1.17 The Commission has adopted an innovative design to make the remuneration
structure attractive. It has adopted the need based minimum wage formula for designing the
pay matrix. The rationalization of pay levels has been done keeping this minimum pay as the
base for all calculations. It has been recommended that the minimum pay at each level will be
the entry pay for direct recruits for those levels. Each level has been placed equidistantly. The
various stages within a level moves upwards at the ratgefcgntper annum. Owing to this
rationalization, the quantum of increase in pay on promotitieredn regular basis or through

the MACP, is likely to be substantial. This design will make the existing remuneration pattern
in the government more attractive.

4.1.18 The basis for calculation of minimum and maximum pay, rate of pay progression across
levels, basis for rationalisation and uniform approach towards fixation of pay have been clearly
spelt out to leave no room for ambiguity or conjecture.

4.1.19 Historically, the qualification and skill set required as well as roles and responsibilities
discharged at various levels in the overall hierarchy have been central to the basis for pay
grading. The rationalisation index has been applied keeping this principle in mind.

4.120 There is uniformity in fixation of pay whether at entry level or on proonodr at the

time of migrating from one pay regime to another. The new pay structure will bring out clearly
what the total emol uments wil|l be at a giver
of pay progression will also be stated upfront fasemxg as well as new entrants.

4.121 Since, substantial delayering had already been attempted by the previous Pay
Commissions, this Commission is not removing any levels, but to simplify the pay structure,
the grades pay have been subsumed in the pay tmaform distinct levels. The new pay
structure is a construct in the matrix format and provides open ended progression in pay at all
levels.

4.122 One recurrent theme in the representations of various associations relates to
6equi tydo oforEQqRaU a Vuedykiyedemuneration package should establish
horizontal equity: employees should feel that their pay is comparable with the remuneration
structure of similarly placed positions outside their organization. The employees should also
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feel that the pay structure shows linear progression pattern and thus the notion of vertical equity
is also maintained. The Pay Matrix addresses these issues as welloifimissionhas
designed the pay structure in such a manner that the pay progressionsesctgnimportance

of vertical relativities an@lsoassigns a reasonable basis to such progression. This has been
done by assigning a uniform fitment fact§r2.57.

4.123 The Commission feels that there is strong need to create a culture of performance
government from establishing standards of performance, to measuring, and promoting people
based on performance. To emphasize on the culture of performance, the Commission has
recommended that all the nperformers in the system should be phasedafiat 20 years.

The Commission has recommended that Performance Related Pay should be introduced in the
government and that all Bonus payments should necessarily be linked with productivity.
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Determination of Minimum Pay Chapter 4.2

Introduction

4.2.1 The estimation of minimum pay in government is the first step towards building its pay

structure. In doing so, the approach is to ascertain, by using the most logical and kcceptab

methodology, what the lowest ranked staff in government needs to be paid to enable him to
meet the minimum expenditure needs for himself and his family in a dignified manner.

Minimum Pay Estimated by the V and VI CPC

4.2.2 In making this assessmegatious methodologies are possible, and have been considered

by different Pay Commissions.he V CPC adopted the 6Constant
to estimate the minimum pay. This approach is based on the principle that the real minimum
pay must grow inrandem with real per capita income so that the compensation of government
staff is not independent of the economic realities of the couAtgordingly the V CPC
proceeded from the minimum pay of50 estimated by the IV CPC as on 01.01.1986 and
added tatthe DAof 1,110 t o arrive at the oOplBG0@asxeonpr ot e
01.01.1996. To this a step up of 3pe&Fcentvas applied, the percentage being the real increase

in the per capita income (per capita net national product at factodooistyy the period 1986

95. After rounding off, the minimum pay was arrived 2440 as on 01.01.1996, which was
subsequently increased t3,550 at the implementation stage.

4.2.3To estimate the minimum pay in the government, the VI CPC used the norms set by the
15" Indian Labor Conference (ILC) in 1957 to determine the +i@esgd minimum wage for a
single industrial worker. The norms set by the ILC are as below:

i. A needbased minimm wage for a single worker should cover all the needs of a
workero6s family. The normative family is
below the age of 14. With the husband assigned 1 unit, wife, 0.8 unit and two children,
0.6 units each, the mimum wage needs to address 3 consumption units;

ii.  The food requirement per consumption unit is shown in the Annexure to this chapter.
The specifications were derived from the recommendations of Dr. Wallace Aykroyd,
the noted nutritionistwhich stated thaan average Indian adult engaged in moderate
activity should, on a daily basis, consume 2,700 calories comprising 65 grams of protein
and around 480 grams of fatDr Aykroyd had further pointed out that animal proteins,
such as milk, eggs, fish, liver angeat, are biologically more efficient than vegetable
proteins and suggested that they should form at leadtftimef the total protein intake;

iii.  The clothing requirements should be based on per capita consumption of 18 yards per
annum, which gives 72 yas per annum (5.5 meters per month) for the average
workerds family. The 18 ILC also specified the associated consumption of detergents,
which can be seen in the Annexure;
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iv.  For housing, the rent corresponding to the minimum area provided under the
governnents industrial housing schemes is to be taken. THelllS kept it at 7.5
percentof the total minimum wage;

v. Fuel, lighting and other items of expenditure should constitute an additiopat@ht
of the total minimum wage.

4.2.4 The VI CPC considereatiditional components of expenditure to cover for children
education, medical treatment, recreation, festivals and ceremonies. This followed from the
Supr eme Cour tRamakos BréttivVe \Workmeasetohl891 for determination of
minimum wageof an industrial worker. The Supreme Court had prescribed this amount at 25
percentof the total minimum wage calculated from the first five components. However, in
considering this additional component the VI CPC took note of the educational allowance and
medical facilities being provided by the government. Based on its calculations the VI CPC
arrived at a minimum wage 05,479. This was enhanced by aboup22cento 6,660, which

was recommended as the minimum pay in the government. The enhancenmnéifiedube

skill factor that Group D staff would acquire through training, upon their mergeGirttop

© Cltimately, at the implementation stage, the minimum pay was fixed @20 per month

on 01.01.2006.

Demand made by JCMStaff Side to the Commis®n

4.2.5 In its representation the JE3taff Side has submitted that the Commission must

det er mi nbasedamindmura gagéstimated entirely from the ILC norms and factoring

in the 1991 ruling of the Supreme Court to provide for education, medicegation, festivals

and ceremonies. In addition they have also sought the inclusion of a quantified skill factor on
the |lines of the VI CPCb6bs approach Gmoup addr e
* C dhey have further stated that unlike tevious CPCs, the Commission should not

exclude any of the seven components (five ILS components + additionger2g&nt
provisioning + skill factor) on the apprehension that it would impose a heavy financial burden

on the government.

4.2.6 Based on thewvious components of the ILC norms and the subsequent additions the JCM
-Staff Sidehas reported that the minimum pay should 28000 per month, as on 01.01.2014,

the date from which it wants the Commissi on
pricesused for the calculation are stated to be the retail prices prevailing in New Delhi,
Mumbai, Chennai, Kolkata, Hyderabad, Bhubaneswar, Trivandrum and Bangalore, as on
01.01.2014. The JCMtaff Side has argued that this estimation of minimum pay is stih®

lower side. This is on the basis of their argument that théLTSnorms needo be revised for

including old and dependent parents as additional consumption units.

Approach of the Commission

4.2.7 The 18 ILC norms were formulated in 1957. As &udhe | CPC, which gave its
recommendations in 1948, pdated the sam&he 1l CPC did make an initial assessment using
the ILC norms. However, it moderated the minimum pay so calculated in line with the then
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prevailing per capita income. The Il CR@opted a modified version of the norms to calculate

the minimum pay. The IV CPC estimated the minimum pay by applying the growth of total
emoluments index on the minimum pay estimated by the Ill CPC. As already discussed, the V
CPC estimated the minimunapy t hr ough t he &éConstant Rel at i
VI CPC adopted the IBILC norms to arrive at a base figure, to which was added additional

25 percentfor various additional items plus the skill factor. The Commission has thus noted
that diretly or indirectly, the ILC norms have always been at the core of the minimum pay
calculations made by the previosy Commissions. The Commission is also of the view that

the ILC norms, along with other supplements (the entire set of seven compomerits) lzest
approach to estimating the minimum pay as it is a b@sgéd wage calculation that directly
costs the requirements, normatively prescribed to ensure a healthy and a dignified standard of
living.

4.2.8 The Commission has estimated the minimuyn(thee calculations for which have been

tabulated in the Annexure) through the following steps:

Step 1: The food, clothing and detergent products listed and their respective guantities
specified by the 151LC have been adopted. These quantities indittetemonthly
consumption of the listed products by a family comprising three consumption units.
[Foreg.f or the product oO6Dal é the quantity
grams per consumption unit per day. The monthly consumption of Dal by a
consunption unit thus works out to 2.4 kg (80 x 30). Accordingly the monthly
consumption of Dal by a family comprising 3 units is 7.2 kgs (2.4 x 3).]

Step 2: The quantities have been multiplied by their respective product prices to arrive at
product wise cost. Ae price adopted for each product is the average of prices of
various items that are included in the product. The price of an item is the average of
its prices prevailing in each month from July, 2Qlishe, 2015.4t monthly family
consumption of 7.2 kg hCommission has estimated the monthly expenditure on Dal
at 704.44 after calculating the price of Dal &7.84 per kg. The price of Dal has
been calculated as the average of prices of Toor, Urad and Moong Dal items specified
under the product Dal and wée prices have been determined3at 86, 109.66 and

96.00 respectively. The prices of these three Dal items are the twelve monthly
average prices for the period July, 2014ne, 2015.]
The prices of all items have been sourced from Labor Bureau, SAih@ae prices
are used in the calculation of the CfAlV) and subsequently the calculation of
Dearness Allowance. In the current exercise the prices of all items are for the period
July 2014June 2015 and have been used in the calculation of DA apdrt@nt
operative from 01.07.2015.

Step 3: The cost of food, clothing and detergent products obtained from Step 2 has been
divided by 0.8o0 arrive at a totalof which 20percentprovides for fuel and lighting
expenses. This addresses the fifth compomeaé¢r para 4.2.3. The fourth component
on housing under para 4.2.3 has not been addressed at this stage as its quantification
at the final stage of pay estimation is considered more appropriate by the Commission.

Step 4. The cost estimated from Step 3disided by 0.8%0 arrive at a total, of which 15
percenis towards recreation, ceremonies and festivities. The prescribed provision of
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25 percento cover education, recreation, ceremonies, festivals and medical expenses
has been modated to 15percentbecauseexpenses on educational and medical
necessities are being separately provided for through relevant allowances and
facilities and thus need not be provided hdit@s partially addresses the first of the

two components outside the™B.C norms.

Step 5: The cost estimated from Step 4 is increased bpe&tBentto account for the skill
factor, following the reasoning that there is no unskilled staff in the government after
the merger of Group D staff i r o u p This @dulresses the second of the two
components outside the 8.C norms.

Step 6: The cost estimated from Step 5 is divided by 0.97 to arrive at a abtahich 3
percentprovides for housing expenses. This is done in view of the observation that
license fees for government accommodation is ab@etr&ntof the total pay. This
addresses the fourth component stated under para 3 but partially so, d8 @ 15
norms hadixed the housing provision at 7pgrcent

Step 7: The cost estimated from Step 6 is as on 1,30¢5 when the DA was 1J$ercent
The DA is assumed to be 1pBrcentas on 1 Januarg016, the day from which the
Commission expects its recommendations to be implemented by the government.
Accordingly the cost estimated from Step 6 has been increased pmrcant
(2.25/2.19 = 1.027 or nearly 3%).

4.2.9 The cost estimated from Step 7 éxtrrounded off to 18,000, which is the minimum

pay being recommended by the Commission, operative from 01.01.2016. This is 2.57 times the
minimum pay of 7000 f i xed by the government whi | e
recommendations from 01.01.2006. Aatiagly, basic pay at any level on 01.01.2016 (pay in

the pay band + grade pay) would need to be multiplied by 2.57 to fix the pay of an employee

in the new pay structure. Of this multiple, 2.25 provides for merging of basic pay with DA,
assumed at 12%erent on 01.01.2016, while the balance is the real increase being
recommended by the Commission. The real increase works out tperdeht(2.57+2.25 =

1.142). The following table shows theal increase given by each CPG¥@rnment over the

previously seminimum pay:

(in percent)

I CPC 14.2
Il CPC 20.6
IV CPC 27.6
V CPC 31.0
VI CPC 54.0
VII CPC 14.3

4.2.10 The real pay in government is protected by providing Dearness Allowance (DA), which
is that percentage of pay by which the CRBW)® increases over a fixed base value.

16 CPI(IW) is Consumer Price Index for Industrial Workers maintained by Labour Bureau, Shimla
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Consequently the absolute amount of DA keepgrowing with every point increase in CPI
(IW). On the other hand the real value of the industrial minimum wage is protected by
providing Variable Dearness Allowance (VDA)high is afixedamount of money given per
point increase in CRIW) as notified by the Chief Labour Commissioner (central sphere) from
time to time. Consequently, over a period of time, the minimum pay + DA in government
becomes larger than the minimumgeat+ VDA in the private sector even though the basic
minimum wage in both the sectors is calculated on the basis of thik.@5norms. As on
01.01.2015 the minimum pay in government wh4910 whereas minimum wage for a skilled
worker was in the range 08,0000 11,000 per month.

4.2.11 Besides DA, government provides house rent, transport, location and function specific
allowances besides Leave Travel Allowance (LTA) which, along withdke Ipay, constitute

the gross pay of a government employee. If one were to only take HRApatr&htof the

basic pay and transport allowance 4D0+DA, as are admissible in A1/A class cities, together
with educational allowances for two children ag tlate of 1,500 per month, the gross pay
further increases t020,870 (20870 = 14910 +2100+860+3000) as on 01.01.2015. In addition
government gives a host of other benefits that can be measured under the CT@® (Cost
Government of an employee) concepbririthese numbers it is clear that benefits given to the
lowest ranked government employees, whether monetized or not, are significantly higher than
the minimum basic pay and also much higher than the emoluments of skilled industrial
workers.

4.2.12To obtan a comparative picture of the salaries paid in the government with that in the
private sector enterprises the Commission engaged the Indian Institute of Management,
Ahmedabad to conduct a study. According to the study the total emoluments of a General
Helper, who is the lowest ranked employee in the governme®j579, more than two times
the emoluments of a General Helper in the private sector organizations survegdDét

9,500.

4.2.13 After considering all relevant factors the Commission iseo¥tew that the minimum

pay in government recommended &t8000 per monthw.e.f. 01.01.2016, is fair and
reasonable and one which, along with other allowances and facilities, would ensure a decent
standard of living for the lowest ranked emyde in theCentral Government
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Annexure to Chapter 4.2

Calculation of Minimum Pay as on 01.01.2016 by the Commission
Price/
Per day Per month Unit Expenses
PCU Unit 3 PCU Unit () ()
1. | Rice/Wheat 475 gm 42.75 kg 25.93 1108.30
2. | Dal (Toor/Urad/Moong) 80 gm 7.20 kg 97.84 704.44
3. | Raw Vegetables 100 gm 9.00 kg 58.48 526.28
4. | Green Vegetables 125 gm 11.25 kg 38.12 428.85
5. | Other Vegetables 75 gm 6.75 kg 32.80 221.42
6. | Fruits 120 gm 10.80 kg 64.16 692.93
7. | Milk 200 ml 18.00 litre 37.74 679.26
8. | Sugar/Jaggery 56 gm 5.04 kg 37.40 188.48
9. | Edible Qil 40 gm 3.60 kg 114.02 410.46
10. | Fish 2.50 kg 268.38 670.95
11. | Meat 5.00 kg 400.90 2004.51
12. | Egg 90.00 no. 4.27 383.98
13. | Detergents etc /month 291.31 291.31
14. | Clothing 5.50 ‘ meter 164.88 906.83
15. Total (1-14) 9217.99
16. Fuel, Electricity, Water Charge 2304.50
17. Total-(15) divided by 0.8 11522.49
18. Marriage, Recreation, Festivals, ef] 2033.38
19. Total-(17) divided by 0.85 13555.87
20. Provide for Skill by adding 25% to (19 3388.97
21. Sum (19+20) 16944.84
22. Housing @ 524.07
23. Total-Divide no.21 by 0.97 17468.91
24, Step up of 3% on No.23 as DA is projected at 125% on 01.01.] 524.07
25, Final Minimum Payas on 01.01.2016 (23+24 17992.98
26. Rounding off 18000
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Pay Structure (Civilian Employees) Chapter 5.1

Historical Perspective onPay: The Trends so far

5.11 The thrust of all the previousal Commissions has been to propose an improvement in

t he pay st r usimpliicateon andg rationaligatiom.f Bhe most visible results of

this exercise are evident in terms of reduction in number of pay scales as well as the
compressiorratio. Traditionally,compressiorratio has been taken as a ratio of maximum
salary drawn by the Secretary to Governmenhdfa to minimum salary drawn by the lowest
functionary in the governmentable 1 below brings out the trend in pay structure in the
governmenbf India over the years:

Table 1: Pay Structure

Minimum Maximum
Central Pay Salary Salary Compression | Number of Pay
Commission (CPC) () () Ratio Scales
| CPC (194647) 55 2000 1:36.4 150A 30
Il CPC (195%59) 80 3000 1:37.5 500A 140
[l CPC (197273) 196 3500 1:17.9 500A 80
IV CPC (198386) 750 8000 1:10.7 153A 36
V CPC (199497) 2550 26000 1:10.2 51A 34
35A 19
[4 PBs with
15 GPs+ 4
VI CPC (200608) 7000 80000 1:11.4 distinct scales]

5.12 It can be seen from the table above that successive Pay Commissions have consciously
tried to reduce the number of pay scales even though they tended to increase during the
intervening period between any two Pay Commissions. There were, however, naaignifi
changes in the pay structure per se untillYh€PC, when the concept of running pay scales

was introduced in a limited way in respect of Defence fofemsothers, individual pay scales
continued till thev CPC It was the VI CPC which recommendeahning pay bands for both
Civilians as well as Defence forces. This was coupled with the introduction of the concept of
Grade Pay as a level differentiator. Another new feature was the calculation of the annual
increment on percentage basis. Prior to YIGZ the increment was a flat sum, depending on

the pay scale. The effort at compression of levels was carried forward by the VI CPC, which
reduced the existing 35 levelsi8. Another radical measure was the doing awdlg 6 Gr 0 u p
Doéas a category and glament ofo G r @upprsonnel i Gr «Coafier appropriate training
whenever necessarklence, it can be seen that the simplification process set in motion by
previous Pay Commissions acted as a precursor for progressive rationalisation by the
subsequenCommissions.
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Terms of Reference withregards to thePay Structure before theSeventh CPC

5130ne of the Terms of Ref er en toexahifieO&jew,bef or
evolve and recommend changes that are desirable and feasible regardprintigles that

should govern the emoluments structure including pay, allowances and other facilities and
benefits in cash or kind having regard to ra

5.14 Further, it is expected that the recommendations onahetpucture should ensure that

the framework for an e mothewmenetodtisact tha most suitable e 1 s
talent togovernmenservice, promote efficiency, accountability and responsibility in the work
culture, and foster excellence ithe public governance system to respond to complex
challenges of modern administration and rapid political, social, economic and technological
changes, with due regard to expectations of

5.15 The Commission has endeavored to incorpofaeabove principles while devising the

new pay structure. The approach of the Commission has been to ensure that the emolument
structure is in consonance with the nature of work, role and responsibilities and accountability
involved at various levels of the hierarchyeGovernment of India. The value that individual
employees are expected to bring to the job, by way of rei@durcational qualifications, skill

sets and experience are also important considerations. Internal equity, yf walaries
payable at comparable levels within the organization, are also important considerations.

Existing System

5.16 The new paradigmfaunning pay bands was brought in by the VI CPC primarily to
address the problem of stagnation faced in the earlier regime. Until then the limited span of
individual pay scales resulted in employees reaching the maximum of the scale and stagnating
until their next regular promotioif.o alleviate the situation, often new posts were created even
when no functional justification existed. This led to proliferation of levels and unwarranted
increase in financial liability. Frequent movement from one scale evhen also led to
problems in pay fixation of seniors who, in some cases, ended up drawing lesser pay than their
juniors.

5.1.7 At the time of constitution of the VI CPC there were about 35 standard pay scales in
existence. Many of these pre revised scales were merged by the VI CPC to drigeaales

spread across four distinct Pay bands along withstinct scales includingne Apex scale

(fixed) for Secretary/equivalent and one scale for Cabinet Secretary/equivalent (fixed). The
concept of Grade pay was intended as a fitment benefit but it also served as a level determiner
within a pay band.

5.18 Following implementation othe VI CPC recommendations, the pay structure in the
Civilian set up consists of four pay bands with 15 levels of grade pay, along with four
standalone scales viz., the HAG scale, HAG+ scale, Apex scale (fixed) and the scale of Cabinet
Secretary (fixed) ashown below inrable 2:
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Table 2: Present Pay Structure (Civilian)*

Pay Band 15200 20200)

Grade Pay 1800 1900 2000 2400 2800
Pay Band 29300-34800)

Grade Pay 4200 4600 4800 5400
Pay Band 31560339100)

Grade Pay 5400 6600 7600
Pay Band 43740067000)

Grade Pay 8700 8900 10000

HAG (6700679000)

HAG+ (7550080000)

Apex 80000 (fixed)
Cabinet Secretary 90000 (fixed)

*For the Defence Forces the structure is identical, with only minor variations with re
to certain grade pay levels.

5.19 The pay structure as it stands today is fairly compact and manageable.

5.1.10 As has been mentioned earlier the VI CPC introduced several new features in the overall
structure for determination of pay and allowances. In the course of implementatiten,
according approvals, thgovernmentin some cases, departed from the recommendations of
the Pay Commission.

5.1.11 Since the concept of running pay bands coupled with grade wagnovel, this
Commission, at the outset, sought feedback from allestolders regarding the existing pay
structure before deciding whether to continue with the existing pay structure or to devise a new
pay model.

Key DemandsReceived

5.1.12 Consequent to receipt of feedback from various stakeholders as part of the response to

the questionnaire circulated by the Commission as well as memoranda submitted by various

Association/Federations and during oral evidence, the major issues which baverdeght

to the notice of the Commission in respect of the pay structure are discussed below seriatim:

a. Grade pay As mentioned earlier, the grade pay was in the nature of a fitment benefit

and was computed at 40 percent of the maximum ofguised payscale. This was
also meant to delineate the hierarchy in any cadre. The issue raised by various groups
of employees is that the methodology that was adopted in arriving at the grade pay
values resulted in the difference in grade pay between adjacent leoklbeing
uniform. This in itself has caused resentment particularly at the lower levels. The
guantum of difference between successive grade pays wéilgs pay bands too. For
example in Pay Bantl, the difference between successive Grade payibetween
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GP 2000 and GP 2400 and onfy00 between GP 1800 and GP 1900. A large number

of stakeholders have represented that the benefit accruing from progression either
through MACP or from regular promotion was miniscule, especially in Pay Bands 1
and 2.As per the rules on pay fixation a promotion or financial upgrade by way of
MACP fetches one increment plus the difference of grade pay and a low differential in
grade pay presently results in only a nominal increase in pay. Consequently, there have
beennumerous demands for rationalisation of the grade pay structure.

b. Pay bands Employees have pointed out that while moving from one pay band to
another the difference between successive pay bands is also not uniform and the
variation is much more remarkable between Pay bands 3 and 4. This has led to
significant difference in bené$i accruing on account of fixation of pay (and of pension)
for persons in adjacent pay bands. As a result, there have been déraandeme
guartergor going back to the system of individual pay scaled from some othdo
move towards an open ended/séructure.

c. Uniform Fitment factor. The fitment recommended by the VI CPC was in the form of
grade pay. Any inconsistency in the computation of grade pay or in the spacing between
pay bands has a direct bearing on the quantum of fitment benefit. Thetleésreissues
have also been raised by numerous stakeholders. It has been demanded by a majority
of the stakeholders that there should be a single fitment factor which should be
uniformly applied for all employees.

d. Entry Pay. Entry to any pay band couldtteer be through an upward movement from
a lower pay band or through direct entry. While the pay of persons moving from a lower
pay band to a higher onen promotionwould be regulated by the pay fixation
formulation prescribed (pay was fixed at the minmmaif the pay band plus grade pay),
the VI CPC had recommended a separate entry pay for new recruits, taking into account
the length of qualifying service prescribed by Department of Personnel and Training
(DoPT) for movement from the first grade in the gagnd to the grade in which
recruitment was being made. The resultant formulation was such that it led to many
situations where direct recruits drew higher pay as compared to personnel who reached
that stage through promotion. Demands have been receiwad Mfnany staff
associations and employees for removal of this disparity.

e. MACP: In almost all the memoranda received in the Commission, the inadequacy of
the benefit accruing from the present MACP formulation has been underste et
the existing dispemsion, upward movement in this scheme is through the grade pay
hierarchy and the financial benefit as a result of this progression is equivalent to one
increment plus the difference in grade pay between the existing and nexitlaasl.
been stated by guloyees that this amount is very meagre especially when the
difference in grade pay is as low as00. Further, progression through the MACP
scheme can take place only when ten years have lapsed after the previous
promotion/MACP upgrade, making the position ewtarker Comparisons are also
made of the MACP introduced post VI CPC with the ACP scheme uintezbipost V
CPC. In the case of earlier ACP scheme, although it was available with lesser frequency
i.e., after the passage of 12 and 24 years of service, the upgrade that was given was in
the promotional hierarchy. Therefore the monetary benefit to thiogee was sizeable
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as compared to that under the present MACP. Numerous demands have therefore been
received in the Commission to rationalize the progression of grade pay, to increase the
frequency of administering MACP and to make the progression fetleygromotional

instead othe grade pay hierarchy.

New PayStructure

5.1.13 Although the VI CPC had mentioned that grade pay would be equivalent to 40 percent
of the maximum of the preevised scale and that the grade pay will constitute the actual
fitment, yet the computation varied greathfter the implementation of recommendations, the
difference became more pronounced in Pay Band 4 as compared to the other three pay bands.
This resulted in varying fitment factors for various levels and promotiomedfibe that were
perceived to be rather differentiated. The same pattern was discernible in the pension fixation
too.

5.1.14 After analysing the issues brought out by various stakeholders, this Commission is
suggesting a new pay model that is expetdewt only address the existing problems but will
also establish a rationalised system which is transparent and simple to use.

5.1.15 To begin with, tle system of Pay Bands and Gr&dg/ has been dispensed with and the
new functional levels being proposed have been arrived at by merging the grade pay with the
pay in the pay band. All of the existing levels have been subsumed in the new structure; no
new level has been introduced nashany existing level been dispensed with.

5.1.16The pay structures in vogue, by way of pay scales or pay bands, indicate the definite
boundaries within which the pay of an individual could lie. It is however difficult to ascertain

the exact pay of amdividual at any given point of time. Further, the way the pay progression
would fan out over a period of time was also not evident. Since various cadres are designed
differently the relative pay progression also varies. The Commission believes thavany n
entrant to a service would wish to be able to make a reasonable and informed assessment of
how his/her career path would traverse and how the emoluments will progress alongside. The
new pay structure has been devised in the form of a pay matrix tod@racemplete
transparency regarding pay progression.

5.1.17The Commission has designed the new pay matrix keeping in view the vast opportunities
that have opened up outsig®vernmentover the last three decades, generating greater
competition for human e®urces and the need to attract and retain the best available talent in
governmentservices.The nomenclature being used in the new pay matrix assigns levels in
place oferstwhile grade pay andable 3 below brings out the new dispensation for various
graces pay pertaining to Civil, Defence and MNS.
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Table 3: Levels as per the Pay Matrix

Existing Pay | Existing levels of| Available New Levels
Bands Grade Pay for*
1800 C 1
1900 C 2
PB-1 2000 C,D 3
2400 C 4
2800 C,D 5
3400 D 5A
4200 C,D 6
PB-2 4600 C,D 7
4800 C,D 8
5400 C 9
5400 C,D,M 10
5700 M 10A
6100 D 10B
PB3 6100 M 10B
6600 C,D,M 11
7600 C 12
7600 M 12
8000 D 12A
8400 M 12B
8700 C 13
PB-4 8700 D 13
8900 C 13A
8900 D 13A
9000 M 13B
10000 14
HAG 15
HAG+ 16
Apex 17
Cabinet Secretary, Defence Chiefs 18

*C: Civil; D: Defence; M: Military Nursing Service (MNS)

5.1.18 Prior to VI CPC there were Paycales. The VI CPC had recommended running Pay

Bands with Grade Pay as status determiner. The Seventh C&omsmending a Pay matrix
with distinct Pay Levels. Thedvel would henceforth be the status determiner.

5.1.19 Since the existinggy bands cover specifgroups of employees such as-PBr Group

* Ceabnployees, PR for Group Béemployees and PB onwards foiGroup Ademployees,
any promotion from one pay band to anotiseakin to movement from oneayp to the other.
These are significant jumps in the career hierarchy in the Government oRat@nalisation

has been done to ensure thatqhantum of jump, in financial terms, between these pay bands

S
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Table 4. Rationalisation Applied in the Present Pay Structure

Pay Band 1 (5200 20200)

Grade Pay 1800 1900 2000 2400 2800
Current Entry Pay | 7000 7730 8460 9910 11360
Rationalised 7000*(2.57) 7730%(2.57) 8460*(2.57) 9910*%(2.57) | 11360%*(2.57)
Entry Pay =18000 =19900 =21700 =25500 =29200
(2.57)

Pay Band 2 (9300-34800)

Grade Pay 4200 4600 4800 5400

Current Entry Pay | 13500 17140 18150 20280

Rationalised 13500%(2.62) | 17140*(2.62) 18150%(2.62) 20280(2.62)

Entry Pay =35400 =44900 =47600 =53100

(2.62)

Pay Band 3 (1560039100)

Grade Pay 5400 6600 7600

Current Entry Pay | 21000 25350 29500

Rationalised 21000%(2.67) | 25350%(2.67) 29500%(2.67)

Entry Pay =56100 =67700 =78800

(2.67)

PayBand 4 (3740067000)

Grade Pay 8700 8900 10000

Current Entry Pay | 46100 49100 53000

Rationalised 46100*%(2.57) | 49100%(2.67) 53000%(2.72)

Entry Pay =118500 =131100 =144200

(2.57/2.67/2.72)

HAG (6700679000)

Current Entry Pay | 67000

Rationalised 67000%(2.72)

Entry Pay (2.72) =182200

HAG+ (7550680000)

Current Entry Pay | 75500

Rationalised 75500 *(2.72)

Entry Pay (2.72) =205400

Apex 80000 (fixed)

Rationalised Pay | 80000*2.81

(2.81) =225000

Cabinet Secretary | 90000 (fixed)

Rationalised Pay | 90000*2.78

(2.78) =250000

A In the existing system no entry pay has been prescribign &vel ofGP 5400 PB-2). Therefore a logical

figure has been interpolated hebased on the fitment table issued by Government of India post VI

recommendations.
5.120While a carefully calibrated gradation has been adopted as the levels progress upwards,
it would be seen that two levels, corresponding#8700 andGP 10000 witness a slight
departure.

i. In the existing system there is a disproportionate increasetiy gay at the level
pertaining toGP 8700. To address this, the proposed increase at this level has been
moderated.

ii.  In so far asGP 10000 is concerned, this represents the Senior Administrative Grade,
which carries a significantly higher degree of responsibility and accountaBiityer,
the levels of SAG and above are those which are involved in policy formulation.

iii.  Hence, in recagition of the same, the entry pay pertaining#®10000 as well as that
of HAG and HAG+ has been enhanced by a multiple of 2.72.
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iv.  The Apex pay of Secretary/equivalent and pay of G&tifecretargfuivalent has been
fixed by applying indices of 2.81 and73.respectivelyThe rationalised entry pay so
arrived has been used in devising the new pay matrix.

5.121 The pay matrix comprises two dimensiotdas aii h o r i z o n tirawhichreach g e 0
level correspondsto@f uncti onal r o laed hasrbeen dssgneld thenbessr ¢ h'y 6
1,2, and 3 and so on till 18hefiv er t i c afor eaclalevgl demoteaspay pr ogr essi
within that level. These indicate the steps of annual financial progression of three percent
within each level. The starting point of the matrix is the minimum pay which has been arrived
based on 1BILC norms or the Aykroyd formula. This has alreadyrbegplained irChapter

4.2

5.122 On recruitment, an employee joins at a particular level and progresses within the level
as per the vertical rang&he movement is usually on an annual basis, based on annual
increments till tie time of their next promotion.

5.123When the employee receives a promotion or afnantional financial upgrade, he/she
progresses one level ahead on the horizontal range.

5.124 The pay matrix will help chart out the likely path of pay progressiongatbe career

ladder of any employee. For example, it can be clearly made out that an employee who does
not have any promotional prospects in his cadre will be able to traverse tltdaght three
levelssolely by means of assured financial progression or MACP, assuming a career span of
30 years or more.

5.125 The new pay matrix for civilian employees is brought oukable 5
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Table 5: Pay Matrix (Civilian Employees)

67000 | 75500
Pay Band 520020200 930034800 1560639100 3740067000 79000 80000 80000 | 90000
Grade Pay 1800 1900 2000 2400 2800 4200 4600 4800 5400 5400 6600 7600 8700 8900 10000
Entry Pay (EP) 7000 | 7730| 8460 | 9910 | 11360| 13500| 17140| 18150| 20280 | 21000| 25350| 29500| 46100| 49100| 53000( 67000( 75500( 80000 | 90000
Level 1 2 3 4 5 6 7 8 9 10 11 12 13 13A 14 15 16 17 18
Index 2.57 2.57 2.57 2.57 2.57 2.62 2.62 2.62 2.62 2.67 2.67 2.67 2.57 2.67 2.72 2.72 2.72 2.81 2.78
1 18000 | 19900 | 21700 | 25500 | 29200 | 35400 | 44900 | 47600 | 53100| 56100 67700 | 78800 | 118500 | 131100 | 144200 | 182200 | 205400 | 225000 | 250000
2 18500 | 20500 | 22400 | 26300 | 30100 | 36500 | 46200 49000| 54700| 57800| 69700 | 81200 | 122100 | 135000 | 148500 | 187700 | 211600
3 19100 | 21100 | 23100 | 27100 | 31000 | 37600 | 47600 | 50500 | 56300 | 59500 | 71800 | 83600 | 125800 | 139100 | 153000 | 193300 | 217900
4 19700 | 21700 | 23800 | 27900 | 31900 | 38700 | 49000 | s52000| 58000 | 61300 74000 | 86100 | 129600 | 143300 | 157600 | 199100 | 224400
5 20300 | 22400 | 24500 | 28700 | 32900 | 39900 | 50500 | 53600 | 59700 63100 | 76200 | 88700 | 133500 | 147600 | 162300 | 205100
6 20900 | 23100 | 25200 | 29600 | 33900 | 41100 52000| 55200| 61500 65000 | 78500 | 91400 | 137500 | 152000 | 167200 | 211300
7 21500 | 23800 | 26000 | 30500 | 34900 | 42300 53600| 56900| 63300] 67000 80900 | 94100 | 141600 156600 | 172200| 217600
8 22100 | 24500 | 26800 | 31400 | 35900 | 43600 | 55200| 58600 | 65200] 69000 | 83300 | 96900 | 145800 | 161300 | 177400 | 224100
9 22800 | 25200 | 27600 | 32300 | 37000 | 44900 | 56900 | 60400 | 67200 71100| 85800 | 99800 | 150200 | 166100 | 182700
10 23500 | 26000 | 28400 | 33300 | 38100 | 46200 58600| 62200| 69200 73200| 88400 | 102800| 154700 | 171100 | 188200
11 24200 | 26800 | 29300 | 34300 | 39200 | 47600 60400| 64100| 71300 75400 | 91100| 105900 | 159300 | 176200 | 193800
12 24900 | 27600 | 30200 | 35300 | 40400 | 49000 | 62200| 66000| 73400 77700| 93800 | 109100| 164100 181500 | 199600
13 25600 | 28400 | 31100 | 36400 | 41600 | 50500 | 64100| 68000| 75600 80000 | 96600 | 112400| 169000 | 186900 | 205600
14 26400 | 29300 | 32000 | 37500 | 42800 | 52000 66000 | 70000 | 77900 | 82400 | 99500 | 115800 | 174100 192500 | 211800
15 27200 | 30200 | 33000 | 38600 | 44100| 53600 68000| 72100| 80200 84900 | 102500 | 119300 | 179300 | 198300 | 218200
16 28000 | 31100 | 34000 | 39800 | 45400 | 55200 70000 | 74300| 82600 87400 105600 | 122900 | 184700 204200
17 28800 | 32000 | 35000 | 41000 | 46800 | 56900 72100| 76500 | 85100 90000 | 108800 | 126600 | 190200 210300
18 29700 | 33000 | 36100 | 42200 | 48200 | 58600 74300| 78800| 87700 92700 | 112100 | 130400 | 195900 | 216600
19 30600 | 34000 | 37200 | 43500 | 49600 | 60400 76500 | 81200| 90300| 95500 | 115500 | 134300 | 201800
20 31500 | 35000 | 38300 | 44800 | 51100| 62200 78800| 83600 | 93000 98400 | 119000 | 138300 | 207900
21 32400 | 36100 | 39400 | 46100 | 52600 | 64100 81200| 86100| 95800 101400 | 122600 | 142400 | 214100
22 33400 | 37200 | 40600 | 47500 | 54200 | 66000 | 83600 | 88700| 98700| 104400 | 126300 | 146700
23 34400 | 38300 | 41800 | 48900 | 55800 | 68000 | 86100| 91400| 101700| 107500 | 130100 | 151100
24 35400 | 39400 | 43100 | 50400 | 57500 | 70000 | 88700 | 94100| 104800| 110700 | 134000 | 155600
25 36500 | 40600 | 44400 | 51900 | 59200 | 72100 | 91400 | 96900 | 107900| 114000 | 138000 | 160300
26 37600 | 41800 | 45700 | 53500 | 61000 | 74300 | 94100| 99800 | 111100| 117400 142100 | 165100
27 38700 | 43100 | 47100 | 55100 | 62800 | 76500 | 96900 | 102800 | 114400| 120900 | 146400 | 170100
28 39900 | 44400 | 48500 | 56800 | 64700 | 78800 | 99800 | 105900 | 117800| 124500 | 150800 | 175200
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67000 | 75500
Pay Band 520020200 930034800 1560039100 3740067000 79000 | 80000 80000 | 90000
Grade Pay 1800 | 1900 | 2000 | 2400 2800 4200 4600 4800 5400 5400 6600 7600 8700 8900 | 10000
Entry Pay (EP) 7000 | 7730| 8460 | 9910 | 11360 | 13500| 17140| 18150| 20280| 21000| 25350| 29500| 46100| 49100| 53000| 67000| 75500| 80000| 90000
Level 1 2 3 4 5 6 7 8 9 10 11 12 13 13A 14 15 16 17 18
Index 2.57 2.57 2.57 2.57 2.57 2.62 2.62 2.62 2.62 2.67 2.67 2.67 2.57 2.67 2.72 2.72 2.72 2.81 2.78
29 41100 | 45700 | 50000 | 58500 | 66600 | 81200 | 102800 | 109100| 121300 | 128200| 155300 | 180500
30 42300 | 47100 | 51500 | 60300 | 68600 | 83600 | 105900 | 112400 | 124900 | 132000 | 160000 | 185900
31 43600 | 48500 | 53000 | 62100 | 70700 | 86100 | 109100 | 115800 | 128600 | 136000 | 164800 | 191500
32 44900 | 50000 | 54600 | 64000 | 72800 | 88700 | 112400 | 119300| 132500 | 140100 | 169700 | 197200
33 46200 | 51500 | 56200 | 65900 | 75000 | 91400 | 115800 | 122900 | 136500 | 144300 | 174800 | 203100
34 47600 | 53000 | 57900 | 67900 | 77300 | 94100 | 119300 | 126600 | 140600 | 148600 | 180000 | 209200
35 49000 | 54600 | 59600 | 69900 | 79600 | 96900 | 122900 | 130400 | 144800 | 153100| 185400
36 50500 | 56200 | 61400 | 72000 | 82000 | 99800 | 126600 | 134300| 149100| 157700 | 191000
37 52000 | 57900 | 63200 | 74200 | 84500 | 102800 | 130400 | 138300| 153600 | 162400 | 196700
33 53600 | 59600 | 65100 | 76400 | 87000 | 105900 | 134300 | 142400 | 158200 | 167300 | 202600
39 55200 | 61400 | 67100 | 78700 | 89600 | 109100 | 138300 | 146700 | 162900 | 172300 | 208700
40 56900 | 63200 | 69100 | 81100 | 92300 | 112400 | 142400 | 151100| 167800 | 177500
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Minimum Pay

5.1.26The JCM-Staff Side in their memorandum, have proposed thaniir@mum salary, at

the lowest level, should be determined using a need based approach. They have proposed that
the minimum wage for a single workiee based on the norms set by th& Ifilian Labour
Conference, with certain additions to the same. Themum pay as suggested in the
memorandum is 26,000, which is around 3.7 times the existing minimum salary7@f00.

While the broad approach is similar, the specifics do vary and the Commission has, based on
needbased minimum wage for a single worker wahily as defined in the Aykroyd formula,
computed the minimum pay at8,000. Details on the computation of minimum pay have been
brought out inChapter 4.2

Fitment

5.127 The starting point for the first level of the matrix has been setl&000. This
corresponds to the starting pay at000, which is the beginning &B-1 viz., 5,200 +GP

1800, which prevailed 0r01.01.2006, the date of implementation of the VI CPC
recmmmendations. Hence the starting point now proposed is 2.57 times of what was prevailing
on 01.01.2006.This fitment factor of 2.57 is being proposed to be applied uniformly for

all employees It includes a factor of 2.25 on account of DA neutralisatisayming that the

rate of Dearness Allowance would be J#5centat the time of implementation of the new
pay. Accordingly, the actual raise/fitment being recommended is 14.29 percent.

Pay Fixation in the New Pay Structure

5.128 The fitment of each employee in the new pay matrix is proposed to be done by
multiplying his/herbasic payon the date of implementation by a factor of 2.57. The figure so

arrived at is to be located in the new pay matiixthe level that corresponds tothe

empl oyeeobs grade pay on ,texrept ind@see wheré thei mp | e |
Commission has recommended a change in the existing grade p#ythe identical figure is

not available in the given level, the next higher figure closest to it would Inethpay of the

concerned employee. A couple of examples are detailed below to make the process amply clear.

5.129The pay in the new pay matrix is to be fixed in the following manner:

Step 1 Identify Basic Pay (Pay in the pay band plus Grade Pay) drgwan employee as on

the date of i mplementation. This figure is O
Step2Mul t i pl y ¢raubhdofivtd thenneaestbupea,n d obt ai.n resul t ¢
Step 3 The figure so arrived ate., 6 Bor the next higher figure closest to it in the Level

assgned to his/her grade payill be the new pay in the new pay matrir case the value of

0BO6 i s | ess t hanLevelhthen teetpawillthe equal topthe wtartond pay di e

that level
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Example |

i.  For example an employéeis presently drawing Basic Pay d55,040 (Pay in the Pay
Band 46340 + Grade Pay3700 = 55040). After multiplying 55,040 with 2.57, a
figure of 1,41,452.80isarrivedatT hi s i s r o483 d off to 1
ii.  The level corresponding B8P 8700 is levell3, as may be seen frohable 4 which
gives the full corrgsondence between existing Gradéay and the new Levels being
proposed.
iii.  Inthe column for level 3, the figure closest tdl,41,453 is 1,41,600.
iv. ~ Hence thepay of employedd will be fixed at 1,41,600 in levell3 in the new pay
matrix as shown below:

Table 6. Pay Fixation

GP 8700 GP 8900 GP 10000
Levell3 Level 1A Level 14
118500 131100 144200
122100 135000 148500
125800 139100 153000
129600 143300 157600
133500 147600 162300
137500 152000 167200
141600 156600 172200
145800 161300 177400
150200 166100 182700

5.1.30 As part of its recommendations@ommission has recommended ampgradationor
downgrade in the level of a particular post, the person would be placed in the level
corresponding to the newly recommended grade pay.

Example I

i.  Take the case of an employee T in GP 4200, drawingfpa0,000in PB-2. The Basic
Payis 24,200(20,000+4200) | f t her e was to be no chang
would have been as explained inafmple |above After multiplying by 2.57, the
amount fetched viz.,62,194woul d have Dbeen | ocated in Lt
have been fixed ihevel 6 at 62,200

i.  However, assuming that the Commission has recommended that the post occupied by
T should be placed one level highem GP 4600. T6s ba&a&6okx pay
(20000 + 4600). Multiplying this by 2.57 would fetch3,222.

ili.  Thisvaluewould have to be located in the matrix in Level 7 (the upgraded level of T).

iv.  Inthe column for Level 763,222 lies between 62200 and 64100. Accordingly, thie pa
of T will be fixed in Level 7at 64,100

78 Index



Report of theSeventh CPC

Entry Pay

5.131The Commission has received numesoepresentations on the issue of fixation of entry

pay for direct recruitata levelhigher tharthose promoted into the same level from below. In

the existing system, the entry pay for new or direct recruits takes into consideration the
weightage giverto qualifying service prescribed by DoPT, whereas for those reaching the
grade through promotion from lower grade, the entry pay is fixed at the minimum of the pay
band plus grade pay corresponding to the new grade. The entry pay therefore varies, and is
different for those entering a lewvdifectly and those getting promoted into it. There have been
demands for a uniform entry pay for all.

5.132 In the new pay matrix, it is proposed that direct recruits start at the minimum pay

corresponding to the levé which recruitment is made, which will be the first cell of each

level. For example a person entering sex\vas a direct recruit at levdlwill get a pay of
21,700, at leveB of 47,600, at levellO of 56,100 and so on.

5.133 For those who have ba promoted from the previous level, the fixation of pay in the
new level will depend on the pay they were already drawing in the previous level. For instance,
if a person who was drawin@6,000 in level 3 gets a promotion to levkl his pay fixation

will be as shown iifable7:

Table 7: Entry Pay

L3 L4 L5 L6 L7 L8
21700 25500 29200 35400 44900 47600
22400 26300 30100 36500 46200 49000
23100 27100 31000 37600 47600 50500
23800 27900 31900 38700 49000 52000
24500 28700 32900 39900 50500 53600
25200 29600 33900 41100 52000 55200

26000 30500 34900 42300 53600 56900
26800 31400 35900 43600 55200 58600
27600 32300 37000 44900 56900 60400
28400 33300 38100 46200 58600 62200
29300 34300 39200 47600 60400 64100
30200 35300 40400 49000 62200 66000
31100 36400 41600 50500 64100 68000

Step 1:After grant of one increment in lev@lthe pay increases t@6,800 in level3

itself.
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Step 2:Locate the equal or next highamount in level which in this case will be
27,100. Hence theew pay on promotion from level level 3 to levelill be fixed at
27,100.

5.134In case of a direct recruit to level L4 the entry pay will ediat the start of the level
L4i.e.,at 25500.

5.135To take another example, if a person dravBagicPay of, say, 40,400 in levelL5 is
promoted to L7, the steps to arriving at his pay on promotion will be to first add one increment
within level L5 to arrive at 41,600, and then fix the pay a44,900 in level L7 as 44,900 is

the nearest, next higher figure 1,600 in the column of figures for level L7.

5.136 Although the rationalisation has been done with utmost care to ensure minimum
bunching at most levels, however if situation does arise whenever more thamages ate
bunched together, one additional incremequial to 3percentmay be giverfor every two
stages bunchednd pay fixed in the subsequent cell in the pay matrix.

5.137 For instance, if two persons drawing pay 68,000 and 54,590 in theGP 10000 are
to be fitted in the new pay matrix, the person drawing payb8f000 on multiplication by a
factor of 2.57 will expect a pay corresponding 136,210 and the person drawing pay of

54,590 on multiplication by a factor of 2.57 will expect a mayresponding to 1,40,296.
Revised pay of both should ideally brdd in the first cell of level5 in the pay of 1,44,200
but to avoid bunching the person drawing pay®£,590 wil get fixed in second cell of level
15 in the pay of 1,48,500.

Annual Increment

5.138The rate of annual increment is being retained at 3 percent.

Span of EachLevel

5.139 In the true spirit of having open endpdy scales the span of levels 11tb has been

kept at 40 years. This has been done to ensure thatgmasten takes place. However, level

12 and beyond, the span of successive levels has been reduced so that the maximum at each
level is lower than the maximum pay at the subsequent level. This has been done as a result of
capping of maximum pay at HAG+ (lel16) at a lower stages compared to the Apex pay at

level 17. Since Apex pay at leveY is fixed at 2,25,000, a person residing in the previous

level (level 16) should not draw equivalent or more than the apex pay, the maximum pay has
been restricted t02,24,400. Similarly the pocess has been followed until levdl keeping in

mind the maximum pay drawn by the person in the next higher level. Accordimgipain of

levels beyond levell progressivelyeduces from 39 years at level 11 to 4 years at [Evek

is important to note that the epoints of any colummo not signify the end points of any
traditional pay scale. Hence in any kind of calculationclwhattempts to work with the
Amaxi mum pay of a particular pay scaleodo it w
last figure of the column to be so. As has been stated earlier in this paragraph the column spans
have been kept at 40 to cater sygpns who may enter a particular level at any stage and may
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have resided in the level for a fair length of timhee endpoints of the column, representing
the possible highest and lowest pay in that leway not be treated as the maximum and
minimum of any closed pay scaleas used to prevail prior to the implementation of the VI
CPC.

CompressionRatio

5.140This Commission has felt that comparison of entry pay of the lowest functionary in the
government with the highest pay drawn by the Secretary to Government of India is not
appropriate The comparison should be like to like while calculatingdbmpressiorratio.
Accordingly, the lowest pay at entry level®fr o u pshouldb@& compared with the entry pay

of Group 'Ad to arrive at thecompression ratioThis Commission has recommendad
minimum pay of 18,000 at entry level i r o u pand 58,800 as entrypay atGroup Ad

level. The compression ratiois thus arrived at 1: 3.12 which signifies that a&roup "A6

officer entering the government on direct recruitment basis gets roughly three times the pay
drawn by aGr o u devel fGn@tionary at their entry level.

5.141 Similarly comparisons can be made between maximung [#,800) of any employee
who has joined in level and renderedS3years of service and received pay progression solely
by way of MACPwith the maximum payo f 2 ,deawn, b@Qradup "Adofficer at Apex
level (levell7),the compression ratioworks out to be1:3.96 Since the maximum pay drawn
for different officials will depend on their age of entry, promotional prospects in their
services/cadeand individual performance, the minimum pay at entry levebmsidereca
better comparator.

Date of Effect

5.142 The various associations of th@CM-Staff Side have demanded that the
recommendations of this Commission should be implementedf. 01.01.2014. Their
argument is that there has been substantial erosion in the value of wages owing&rgemn

of DA, which has crossed the 1@@rcentmark in January 2014. They have also demanded
wage revision after every five years, instead of thegredecennial exercise.

5.143However, itis to be noted that this Commission was constituted in year 2014, well before
the completion of ten years since the implementation of the VI CPC recommendations, which
were made effective 001.01.2006. As a redt) its recommendations would be available for
consideration before the ten year period gets ovélldi.2016. The Commission does not
agree with the demand of early implementation of revised pay str@tdreecommends that
thedate of effect should b&1.01.2016

Modified Assured Career Progression (MACP)

5.144 Although a number of demands were received for increasing the frequency of MACP
as well as to enhance the financial benefit accruing out of it, this Commission feels that the
inherent issues ithe existing pay structure owing to which there was widespread resentment
have been set right by way of rationalisation of pay levels, abolition of pay band and grade pay
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and introduction of a matrix based open pay structure. Hence, there is no justificat
increasing the frequency of MACP and it will continue to be administered at 10, 20 and 30
years as before. In the new Pay matrix, the employees will move to the immediate next level
in the hierarchy. Fixation of pay will follow the same principdetiaat for a regular promotion

in the pay matrix. MACP will continue to be applicable to all employees up to HAG level
except members drgansed Group "Ad Services where initial promotions up to NFSG are
time bound and hence assured.

5.145 There is, howver, one significant aspect where this Commission feels that a change is
required. This is with regard to the benchmark for performance appraisal for MACP as well as

for regular promotionThe Commission recommends that this benchmark, in the interest

ofi mproving performance | evel, be. Meadditamced f
introduction of more stringent criteria such as clearing of departmental examinations or
mandatory training before grant of MACP can alsetesideredy thegovernment

Withholding Annual Increments ofNon-performers after 20 Years

5.146 There is a widespread perception that increments as well as upwaetnent in the
hierarchy happeas a matter of course. The perception isghant ofMACP, although subject

to the enployee attaining the laid down threshold of performance, is taken for granted. This
Commission believes that employees who do not meet the laid down performance criterion
shouldnot be allowed to eafmiture annual increments. The Commission is thergfhamposing
withholding of annual increments in the case of those employees who are not able to meet the
benchmark either for MACP or a regular promotion within the first 20 years of their service.
This will act as a deterrefior complacent and inefficieremployeesHowever, since this is

not a penalty, the norms for penal action in disciplinary cases involving withholding increments
will not be applicable in such cas@is will be treated as afefficiency bao. Additionally,

for such employees theo®uld be an option to leave service on similar terms and conditions
as prescribed for voluntary retirement.

Benefits ofMigrating to a New System

5.147 The following benefits are expected to accrue by migrating to the new system:

a. The issues raised by vatis stakeholders in respect of the existing pay structure have
been addressed by subsuming of grade pay and pay bands into one composite level.

b. Thecorrection of variable spacing between adjacent grade pay and pay bands by way
of rationalisatiorhas beenféected The disparity betweedB-3 andPB-4 has been set
right by the process of normalisation. This will also hatjuress the demands for
upgradation of grade pay received in the Commission solely on grounds of disparity
between various pay bands

c. The fixation of revised pay has been greatly simplified in the new pay matrix and will
not involve further calculations. The basic pay being drawn by any person on the date
of implementation is to be multiplied by a factor of 2.57 and the figure so obtairied wil
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be matched for the closest figure in the level pertaining to his/her existing grade pay
and fixed there.

d. The issue of differential entry pay has been resolved.

e. The employee can traverse both vertically within a level in the new pay matrix by way
of annué progression, and horizontally across levels by waWACP as well as on
regular promotionThis will enable him/her to visualise the career path across levels
and span of service.

f. The new matrix will provide greater visibility and transparency witheesfo actual

pay drawn as compared to the earlier system of pay scales or pay bands. It will also

depict the exact amount payable to a person in relation to number of years spent in

service in each level.

The new pay matrix is expected to l@asy to admiister.

In line with the principle of greater transparency, the new pay matrix will provide an

unambiguous and complete view of the pay system in the Government of India.

i. The pay matrix can be gainfully analysed to provide crucial data on trends in pay
progression, number of personnel populating each level, number of personnel entering
and retiring at various levels, promotional trends of various cadres, financial outgo at
various levelsand so on. Hence, it can act as a powerful tool to bring in fiakanc
management reforms.

= Q@

5.1.48 Similar pay matrices haveeendesignedor the personnel oflefence forces and the
MNS so as to ensure uniformity in pay structures.

5.1.49The Commission, after its interaction with the authoritie&usdtralia and New Zealand,

feels that India should also have a permanent Remuneration Authority that should review the

pay structure based on job roles evaluation, remuneration prevailing in the market for
comparable job profiles, general working of thersmmy, etc. within a given budgetary outlay.

With this, the pay structure could be revised periodically, at more regular intervals, say
annually, without putting an undue burden on the public exchequer every ten years, as is the
case now. Such a periodeview may have many possible fallouts: impact of revision of wages
could be easily absorbed in each yeards bud:
take place, leading to greater employee satisfaction. In the backdrop of annual revisions, the
preent system of biannual revision of DA could also be dispensed with.
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SomeAdditional lllustrative Examples in Respect ofPay Fixation in the New Pay M atrix

5.1.50Normal Fitment

Ms. ABC is presently drawing a Basic Pay

Pay Band 520020200
12560 in GP 2400. For Normditment, her|
Basic Pay will first be multiplied by a factor ( | 7P | 1%00| 1%00] 2000] 2400| 2%
2.57 and then roundeaff to the nearest Rupe{ | ~(p)~ | 7000| 7730 | 8460 | 9910 | 11360
In this case 12560 x 2.57 =,279.20, which will Levels 1 2 3 4 5
be roundeeff to 32279. She will then bg
. . . Index 2.57 2.57 2.57 2.57 2.57
placed in the Pay Matrix in the Leyv
correspondingo GP 2400 (Level 4 in this cas 1 18000 | 19900 | 21700 | 25500 | 29200
in a cell either equal to or next higher ©82,279. 2 18500 | 20500 | 22400 | 26300 | 30100
In this case, her salary will be fixed &2,300. 3 19100 | 21100 | 23100 | 27100 | 31000
4 19700 | 21700 | 23800 27900 | 31900
5 20300 | 22400 | 24500 28700 | 32900
6 20900 | 23100 | 25200 29600 | 33900
7 21500 | 23800 | 26000 30500 | 34900
8 22100 | 24500 | 26800 31400 | 35900
9 22800 | 25200 | 27600 | 32300 | 37000
10 23500 | 26000 | 28400 33300 | 38100
11 24200 | 26800 | 29300 34300 | 39200
5.1.51Upgraded by Seventh CPC
Suppose, Ms. ABC, who is presently drawin{ | pa gand 520020200
Basic Pay of 12560 in GP 240010160+2400)
is upgraded to GP 2800 as a result of Sev GradePay | 1600 1900 | 2000| 24%0 2600
CPCo6s recommendati on|| " | 7000| 7730| 80| se10| 11360
be in two steps: Levels 1 2 3 4 5
1. The new basic pay will be computs
. Index 2.57 2.57 2.57 2.57 2.57
using the upgraded grade paye pay
arrived W|” be as fO”OWS: 1 18000 | 19900 | 21700 | 25500 29200
Basic Pay: 0160+2800=12960. 2 18500 | 20500 | 22400 | 26300 | 30100
2. Then this value will be multiplied by 3 19100 | 21100 | 23100 | 27100 | 31000
factor of 2.57 and then roundedf to the 4 19700 | 21700 | 23800 | 27900 | 31900
nearest Rupee. In this case 12960 x 2 5 20300 | 22400 | 24500 | 28700 | 32900
= 33307.20, which will be roundediff o 20000 | 23100 | 25200 | 29600 | 33900
to 33,307. She will then be placed in't . 21500 | 23800 | 26000 | 30500 | 34900

Pay Matrix in the Level corresponding
her upgrded Grade Pay, i.e. GP 28
(Level 5inthis case) in a cell either eq
to or next higher t033,307. In this case
her salary will be fixed at33,900.
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5.1.52Promotion/MACP

Suppose, Ms. ABC, who, after having been fiY | . gnq 520020200
in the Pay Matrix, is drawing a Basic Pay of
28,700in Level 4. She is upgraded to Level 5 | ©dePay | 18001 1900 2000 ~ 2400 2800
(either regular promotion or through MACP). E“Egp';ay 7000 | 7730 | 8460 9910 | 11360
Then her salary will be fixed in the following
manner: Levels 1 2 3 4 5
1. She will first be given one increment in Index 257 | 257 | 257 | 257 257
her current Level 4 (t029,600in this
1 18000 | 19900 | 21700 25500 29200
case).
2. Then she will be placed ineH_evel 5 at 2 18500 | 20500 | 22400| 26300 | 30100
a Level equal to or next higher compat 3 19100 | 21100 | 23100 | 27100 | 31000
to 29,600, which comes t030,100in 4 19700 | 21700 | 23800 | 27900 | 31900
this case. 5 20300 | 22400 | 24500 | 28700| 32900
6 20900 | 23100 | 25200 | 29600 33900
7 21500 | 23800 | 26000 30500 34900
5.1.53Annual Increment
Suppose, Ms. ABC, who, after having been Pay Band 520020200
fixed in the Pay Matrix, is drawing a Basic Pa
of 32300 in Level 4. When she gets an anny GradePay | 1800 1900 2000 2400 | 2800
increment on %of July, she will just move one| | ='Zp)™ | 7000| 7730| 8460 | 9910 | 11360
stage down in the same Level. Hence, after Levels 1 9 3 4 5
increment, her pay will be33,300.
Index 2.57 2.57 2.57 2.57 2.57
1 18000 | 19900 | 21700 25500 | 29200
2 18500 | 20500 | 22400 26300 | 30100
3 19100 | 21100 | 23100 27100 | 31000
4 19700 | 21700 | 23800 27900 | 31900
5 20300 | 22400 | 24500 28700 | 32900
6 20900 | 23100 | 25200 29600 | 33900
7 21500 | 23800 | 26000 30500 | 34900
8 22100 | 24500 | 26800 31400 | 35900
9 22800 | 25200 | 27600 | 32300/ 37000
Q
10 23500 | 26000 | 28400 | 33300 38100
11 24200 | 26800 | 29300 34300 | 39200
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Pay Structure (Defence Forces Chapter 5.2
Personnel)

5.2.1The Defence Services in their Joint Services Memorandum have contended that the
emoluments in the Defence Services should stand a fair comparison with what is available in
the Civil Services, otherwise the Defence Services will be denied their legitimate share of the
available talent pool.

5.22 The Commissioras devisé pay matrcesfor civil and defence forces personnafter
wide ranging feedback from multiple stakehold@itse common aspects of the two matrices
and the unique elements in the defence pay matrix are outlined in the succeeding paragraphs.

General Approach to the PayMatrices: Civil and Defence

5.23 Pay levels hee been set out in a pay matregparately for civilian and defence forces
personnel. The Commission has evolved a fresh approach by merging the grade pay and pay
bands into distinct pay levels. The approesyarding the pay leveandpaymatrix has been
explained inChapter 5.1Some of the major points in the pay matwhich have a common
bearingon civilian and defence forces personnel, are highlighted below.

5.24 Pay Bandsand Grade Pay Pay Bandsand Grade Pays have been dispensed with and
the new functional levels have been arrived at by merginGtagePay in thePay Band. All
the existing levels have been subsumed in the new structure.

5.25 Entry Pay: The entry payor various ranks of defence forces personnel, other than MNS
Offices, has been arrived at on the same premise, as has been done in the case of civilian. As
an illustration, entry pay for a Captain has been arrived at as follows:

Entry pay in existing pagand + (Residency Period for promotion to Captain from Lieutenant
x annual increment) +rgde pay of the rank of Captain

=15,60068002+x 6,100 = 22,960.

5.26 An exception to this approach has been made in the case of Brigadiers/equivalers wher
pay for the rank has been arrived at as per the fitment table notified by the Ministry of Defence
through its Special Army Instructions of October 2008.

5.2.7 Fitment: The starting point of a Sepoy (and equivalent), the entry level personnel in the
deferce forces, has been fixed in the Defence Pay Matri Bf00. The starting point in the
existing pay structure is8,460 for a Sepdgquivalent. The fitment in the new matrix is
essentially a multiple factor of 2.57. This multiple is the ratio of themawmum pay arrived

at by the Commission 18,000) and the existing minimum pay (000).The fitment factor is
being applied uniformly to all employees. It includes a factor of 2.25 to account for DA
neutralisation, assuming that the rate of Dearnessvalhce would be 12Bercentat the time

of implementation of the new pay as on 01.01.2016. The actual raise/fitment being

86 Index



Report of theSeventh CPC

recommended by the Commission is 14p28cent An identical fitment of 2.57 has also been
applied to the existing rates of Militaryefvice Pay (MSP), applicable to defence forces
personnel only.

5.28 Rationalisation A n 0i ndex of rat i on alwhils anaking n 6 h a
enhancement of levels frona?Band 1 to 2, 2 to 3 andddwards on the premise that role,
responsibility andccountability increases at each step in the hierarchy. At the ex¥&idg

this index is 2.57, increasing to 2.62 for personndPB2 and further to 2.67 fronPB-3.
Recognising the significantly higher degree of responsibility and accountabillgyels
corresponding to Senior Administrative Grade, the entry pay is recommended for enhancement

by a multiple of 2.72. The same multiple is also being applied at the HAG and HAG+ levels.

At the apex level the index applied is 2.81 and for the Servicef$Z@abinet Secretary the

index has been fixed at 2.78.

5.29 As noted inChapter 5.1dealing with the Civian pay matrix, marked increase was
accorded talirectors in the GP 8700 at the stage of implementation of theP& Report.
Accordingly in the matrix the rationalisation index applied at this level has been fixed at 2.57,
lower than the index of 2.67 applied to existing-PBfficers. A similar formulation has
necessarily to be applied to the defence pay matrix dnecei¢utenant Colonels also received

a marked increase in their pay level, post VI CPC recommendations. Since the defence services
have an additional level in the existiR@-4 and there is a common pay level for SAG level
officers in Defence and Civil, (hCommission has applied the rationalisation index of 2.57
also to the officers in the rank of Colonel @ribadier and their equivalent.

5.2.10 MACP: The Commission is not recommending an increase in the number of MACPs.
For defence forces personnel thugl continue to be administered at 8, 16 and 24 years as
before. In the new pay matrix defence forces personnel will move to the immediate next pay
level in the hierarchy. Fixation of pay will follow the same principle as that for a regular
promotion inthe pay matrix.

5.2.11 Equivalence inPay Levels forCertain Levels The starting pay level for officers at
Group Adentry level is identical at56,100 in the case of both civilian and defence service
officers. Similarly the pay of the Major General almint Secretary and equivalent officers
and those aboveig., Lieutenant General (in HAG, HAG+, Apex) and Chief of each defence
service] has been kept identical with their civilian counterparts. Identical pay levels has been
devised for JCO/ORs and theivilian counterparts corresponding to the existing pay bands
and grade pay.

Defence Pay Matrix: Some Distinct Aspects

5.2.12 For defence forces personnel, there are two separate matrices, one for the Service
Officers and JCO/O&and another for the Militg Nursing Officers. The existing ranks among
Officers and JCO/ORs in the Defence Forces personnel has been kept in view while devising
the matrix. There are a number of common strands in the Civil and Defence Pay Matrices,
indeed the principles and phitgzhy on which they are based are identical. In the case of the
pay matrix for Military Nursing Officers (MNS), the Commission has adopted an approach
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that blends elements of the principles and philosophy adopted in devising the pay matrices
with the existing uniqueness in the pay structure of MNS officers. Some of the unique elements
that merit mention in the defence Rdgtrix have been outlined below:

5.2.13 Commencement of Matrix The commencement of the Defence Pay Matrix for
combatants correspositb the existing GP 2000, which is the induction level for Sepoys and
equivalent.

5.2.14 More Compact The Pay Matrix designed for the defence forces personnel is more
compact than the civil pay matrix keeping in view the number of levels, age and ratireme
profile of the service personndtor example, the term of engagement of various ranks of
JCOs/ORs are fixed and of shorter duration. Service Officers on the other hand are given time
scale promotion upto the rank of Colonel and Equivalent and wikfibver move, from one

pay level to another, in accordance with the stipulated time frame.

5.2.15 Pay LevelsUnique to DefenceForcesPersonnel Pay levels corresponding to the
existing GP 3400, GP 5700, GP 6100, GP 6600, GP 7600, GP 8000, GP 8400, GprB700,
8900 and GP 9000 are unique to defence forces personnel. The minimum pay corresponding
to each of these pay levels takes iat@ountthe normative residency period of the various
ranks of officers.

5.2.16 The Commission emphasises that the siaycture designed by it for the defence forces
personnel has been done keeping in view (a) some of the aspects in their rank structure unique
to them and (b) pay structure is not intended to determine the status of the persegmil vis

their counterpds on the civil side.
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Pay Matrix (Defence Forces PersonnelExcept MNS)

67000 | 75500
Pay Band 520020200 930034800 1560639100 3740067000 79000 80000 80000 90000
Grade Pay 2000 2400 2800 3400 | 4200 4600 4800 5400 5400 6100 6600 8000 8700 8900 10000
Entry Pay (EP) 8460 9910 | 11360 | 12700 | 13500 17140 | 18150 20280 21000 22960 2598 45400 | 48900 52290 53000 67000 75500 80000 90000
Level 3 4 5 5A 6 7 8 9 10 10B 11 12A 13 13A 14 15 16 17 18
Index 2.57 2.57 2.57 2.62 2.62 2.62 2.62 2.62 2.67 2.67 2.67 2.57 2.57 2.57 2.72 2.72 2.72 2.81 2.78
1 21700 | 25500 | 29200 | 33300 | 35400 | 44900 | 47600| 53100| 56100| 61300| 69400| 116700| 125700| 134400| 144200| 182200 | 205400 | 225000| 250000
2 22400 | 26300 | 30100 | 34300 | 36500 | 46200 | 49000| 54700| 57800| 63100| 71500| 120200 129500| 138400| 148500| 187700 | 211600
3 23100 | 27100 | 31000 | 35300 | 37600 | 47600 | 50500| 56300| 59500| 65000| 73600| 123800| 133400| 142600| 153000| 193300 | 217900
4 23800 | 27900 | 31900 | 36400 | 38700 | 49000 | 52000| 58000| 61300| 67000| 75800| 127500 137400| 146900| 157600| 199100 | 224400
5 24500 | 28700 | 32900 | 37500 | 39900 | 50500 | 53600| 59700| 63100| 69000| 78100| 131300 141500| 151300| 162300| 205100
6 25200 | 29600 | 33900 | 38600 | 41100 | 52000 | 55200| 61500| 65000| 71100| 80400| 135200 145700| 155800| 167200| 211300
7 26000 | 30500 | 34900 | 39800 | 42300 | 53600 | 56900| 63300| 67000| 73200| 82800| 139300 150100| 160500| 172200| 217600
8 26800 | 31400 | 35900 | 41000 43600 | 55200 | 58600 | 65200| 69000| 75400| 85300| 143500 154600| 165300| 177400| 224100
9 27600 | 32300 | 37000 | 42200 | 44900 | 56900 | 60400| 67200| 71100| 77700| 87900| 147800 159200| 170300| 182700
10 28400 | 33300 | 38100 | 43500 | 46200 | 58600 | 62200 | 69200| 73200| 80000| 90500| 152200 164000| 175400| 188200
11 29300 | 34300 | 39200 | 44800 | 47600 | 60400 | 64100| 71300| 75400| 82400| 93200| 156800 168900| 180700| 193800
12 30200 | 35300 | 40400 | 46100 | 49000 | 62200 | 66000| 73400| 77700| 84900| 96000 | 161500| 174000| 186100 | 199600
13 31100 | 36400 | 41600 | 47500 | 50500 | 64100 | 68000| 75600| 80000| 87400| 98900 | 166300| 179200| 191700| 205600
14 32000 | 37500 | 42800 | 48900 | 52000 | 66000 | 70000| 77900| 82400| 90000| 101900 171300| 184600| 197500 | 211800
15 33000 | 38600 | 44100 | 50400 | 53600 | 68000 | 72100| 80200 | 84900| 92700| 105000 176400| 190100 218200
16 34000 | 39800 | 45400 | 51900 | 55200 | 70000 | 74300| 82600| 87400| 95500| 108200 181700| 195800
17 35000 | 41000 | 46800 | 53500 | 56900 | 72100 | 76500| 85100| 90000 | 98400| 111400 187200
18 36100 | 42200 | 48200 | 55100 | 58600 | 74300 | 78800| 87700| 92700 | 101400| 114700| 192800
19 37200 | 43500 | 49600 | 56800 | 60400 | 76500 | 81200 | 90300| 95500 104400| 118100
20 38300 | 44800 | 51100 | 58500 | 62200 | 78800 | 83600 | 93000| 98400 107500| 121600
21 39400 | 46100 | 52600 | 60300 | 64100 | 81200 | 86100 | 95800| 101400 110700| 125200
22 40600 | 47500 | 54200 | 62100 | 66000 | 83600 | 88700 | 98700 | 104400| 114000| 129000
23 41800 | 48900 | 55800 | 64000 | 68000 | 86100 | 91400 | 101700| 107500 | 117400| 132900
24 43100 | 50400 | 57500 | 65900 | 70000 | 88700 | 94100 | 104800 | 110700 | 120900| 136900
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Matrix for Military Nursing Service (MNS) Officers

5.2.17 In the design of the pay matrix for Military Nursing Service (MNS) Officers, the
Commission has kept in view the approach followed by previous Pay Commiasiaetias
historical and traditionaklativities between the Armed Forces Officers and Military Nursing
Service Officersin particular the pay scalegade pay based on the V and G C Reports
were kept in view.

Pay Structure of DefenceOfficers and Military Nursing Service Officers over time
Rank V CPC VI CPC
Army MNS Army MNS
Lieutenant | 8250300-10050 | 8000-300-9500 GP 5400(PB-3) GP 5400 (PB3)
RP=Nil RP=Nil MSP= 600Q0MSP= 420
Captain 960030011400 | 940030012100 | GP 6100 GP 5700
RP= 400 RP=Nil MSP= 6000MSP= 420
Major 1160032514850 | 1120630014800 | GP 6600 GP 6100
RP= 1200 |RP=NIl MSP= 600QMSP= 420
Lieutenant | 1350640017100 | 12800300-15200 | GP 8000 GP 6600
Colonel RP= 1600 |RP=NIl MSP= 600QMSP= 420
Colonel 1510045017350 | 1340630015500 | GP 8700 GP 7600
RP= 2000 |RP=NIl MSP= 600QMSP= 420
Brigadier 1670045018050 | 1470630016200 | GP 8900 GP 8400
RP= 2400 |RP=NIl MSP= 600Q0MSP= 420
Major 18400500-22400 | 1640045020000 | GP 10000 GP 9000
Gereral RP subsumed ir MSP subsumed it MSP subsumed if
Pay Pay Pay

RP- Rank Pay; MSPMilitary Service Pay

Military Nursing Service (MNS) Officers Pay Matrix

5.2.18 Accordingly, the following Pay matrix for Military Nursing Service (MNS) Officers is

recommended by the Commission:
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Pay Matrix (MNS)

Pay Band 1560039100 3740667000
Grade Pay | 5400 5700 6100 6600 7600 8400 9000
Level 10 10A 10B 11 12 12B 13B

1 56100 | 59000 | 64100 | 96300 | 109800 | 119700 | 129800
2 57800 | 60800 | 69900 | 99200 | 112900 | 123300 | 133700
3 59500 | 62600 | 72000 | 102200 | 116300 | 127000 | 137700
4 61300 | 64500 | 74200 | 105300 | 119800 | 130800 | 141800
5 63100 | 66400 | 76400 | 108500 | 123400 | 134700 | 146100
6 65000 | 68400 | 78700 | 111800 | 127100 | 138700 | 150500
7 67000 | 70500 | 81100 | 115200 | 130900 | 142900 | 155000
8 69000 | 72600 | 83500 | 118700 | 134800 | 147200 | 159700
9 71100 | 74800 | 86000 | 122300 | 138800 | 151600 | 164500
10 73200 | 77000 | 88600 | 126000 | 143000 | 156100 | 169400
11 75400 | 79300 | 91300 | 129800 | 147300 | 160800 | 174500
12 77700 | 81700 | 94000 | 133700 | 151700 | 165600 | 179700
13 80000 | 84200 | 96800 | 137700 | 156300 | 170600 | 185100
14 82400 | 86700 | 99700 | 141800 | 161000 | 175700 | 190700
15 84900 | 89300 | 102700 | 146100 | 165800 | 181000 | 196400
16 87400 | 92000 | 105800 | 150500 | 170800
17 90000 | 94800 | 109000 | 155000 | 175900
18 92700 | 97600 | 112300 | 159700
19 95500 | 100500 | 115700 | 164500
20 98400 | 103500 | 119200 | 169400
21 101400 | 106600 | 122800 | 174500
22 104400 | 109800 | 126500
23 107500 | 113100 | 130300
24 110700 | 116500 | 134200

5.2.19 As indicated earlier in the case of the Defence Pay Matrix, the Commiesadopted

an approach that blends elements of the principles and philosophy adopted in devising the
matrices for civil and defence forces personnel with the existing uniqueness in the pay structure
of MNS officers.

5.220 Therefore while the minimum pat the entry level for MNS officers is identical with
their civil and defence counterparts, as is the application of the fitment in pay for officers
migrating into the matrix, the Commission has had to adopt a different approach while
determining minimunpay corresponding to the existing grade pays other than GP 5400 (PB
3). In doing so, the Commission has adopted a formulation as under:

Minimum Pay for a Rank in MNS= (Minimum Pay for that Rank in Defence Pay Matrix
(Grade Pay of the Rank in MN8kradePay of that Rank in the Serviges

ForexampleMinimum Pay for Colonel in MNS= (1250D) x (7600)/8700= 1,09807.This
has been approximated t&,09,.800 in the Matrix.
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5.221 While this formulation has been adopted for all ranks of MNS officers, tweptions
have been made for purposes of rationalising the pay structure:

i. In the case of Captainghe Commission has moderatéte minimum pay level
upwards to 59,0087, to avoid bunching of minimum pay of MNS Lieutenant and
Captain.

ii. Inthe case oBrigadiers some moderation downwards from the figure arrived at by the
formula ( 1,26,800) has been effected to provide suitable differential in the minimum
of the pay level between Brigadier and Major General of MNS. Hence theamt
of the minimum ofthe pay levels of Colonel and Major General vi4.,,19,700 has
been taken as the minimum pay for the Brigadier of MNS.

Military Service Pay (MSP)

5.222The defence forces personrieladditioan to their pay as per the Matricaisove will be

entitled topayment of Military Service Pdwpr all ranks up to and inclusive of Brigadiers and
their equivalents. The Commission recommends an MSP for the four categories of Defence
forces personnel atl5,500 for the Service Officers10,800 for Nursing Officers,5,200 for
JCO/ORs, and 3,600 for Non Combatants (Enrolled) in the Air Force per month. MSP will
continue tobe reckonedasBasic Pay for purposes of Dearness Allowance, as also in the
computation of pension.Military Service Pay will however not be coudtéor purpses of

House Rent Allowance, Composite Transfer Geartt Annuallncrement

17 Without moderation upwards, by use of formula, the minimumfpag Captain of MNS would be
57280,whi ch woul d Db56,100 the minimorh pay a thet lavel of an MNS Lieutenant.
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Annexto Chapter 5.2

Annex: Levels as per the Pay Matrix
Existing Pay | Existing levels of | Available

Bands Grade Pay for* New Levels

1800 C 1

1900 C 2

PB-1 2000 C,D 3

2400 C 4

2800 C,D 5

3400 D 5A

4200 C,D 6

PB-2 4600 C,D 7

4800 C,D 8

5400 C 9

5400 C,D,M 10

5700 M 10A

6100 D 10B

PB-3 6100 M 10B

6600 C,D.M 11

7600 C 12

7600 M 12

8000 D 12A

8400 M 12B

8700 C 13

PB-4 8700 D 13

8900 C 13A

8900 D 13A

9000 M 13B

10000 14

HAG 15

HAG+ 16

Apex 17

Cabinet Secretary, Defence Chiefs 18

*C: Civil; D: Defence; M: Military Nursing Service (MNS)
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Background and Approach to Pay Chapter 6.1
Related Issues of Defence Personn

General

6.1.1The role of Defence Forces in a representative democracy is rodtesl pninciple of
civilian control of the armed forces and the supremacy of civilian institutions based on popular
sovereigntyThe Defence Forces in any democracy have responsiioitithe defence of the
country, performance of search and rescue missipreviding assistance in disasters/
accidents, assisting civil authorities in case of emergencies and for internal s@suntgny
representative democracy, the defence forcésdiaare subject to parliamentary control and

to judicial scrutiny in ddition to external audit by the CAG.

Historical Perspective on Pay Commissions

Terms of Reference throughiarious Commissions

6.12 The SeventtCPC has the distinctiveness of a separate term of reference for defence
service personnel together with a wider mandate to review, evolve and recommend changes in
the principles that should govern the emolument structure.

6.13 The remit of successive Pay Cuomssions with regard to pay related issues for the
defence forces personnel has been varied in terms of its focus as brought out below.

1 A separate term of reference for defence service personnel has been notified only in the
case of théV and SeventiCPCs

1 Whilethe IVandVCPGs wer e t o seuctaredi md tehmolfument s o
forces pempiadpesoelr,eltahtee nif t o structure of
emphasis in the terms of reference of\thend SeventiCPCs

1 The SeventlCPChas also been mandated to review the principles and structure of
emol uments of d e f e havimg regaedr to the leistonra arslo n n e |
traditional parities. 0

Approach through \arious Committees/Commissions

6.14 The approaches adopted by succesSimmmitteeACommissions with regard to the pay
structure of defence service personnel are outlindalote1:
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Table 1: Approach followed by Successive Pay Commissions

Sl.

No.

Committee/
Commission

Approach

Post War Pay
Committee

a)

The basic principle followed
rates of pay under thgovernrmenand of an o6al |
Pay 6

For pay of Service officers, a broad relativity was established
Officers of Class | Central Services ahe indian Police Service.
For devising pay of PBORs, a fully trained infantry soldier with th
yearsoO6 service was equated to

the Central Pay Commission.

Raghuramaiah
Committee

It accepted the parallel betweBrefence Service Officers and Clas
Service of the Central Government, particularly the Indian Pg
Service.

For the infantry soldier it accepted the parallel with the ssitlied
industrial worker.

[l CPC

It held that the relativities between seamen and their civiliar
analogue can only be in broad terms because of the subst
differences in their roles and conditions of service.

The Commission noted that there was no justification for continu
of the Special Disturbance Allowance. It didt, however, recommen
total abolition of this allowance since it had existed for a long tim
instead recommended a higher starting salary for commissi
officers as compared to those in civilian Class | service.

The Commission equated the pay &fly trained Infantry soldier with
three years of service with
skilledbé and O6skilledd wor kma
into it.

IV CPC

The Commission noted that the pay structure for the armeesfi
should provide a reasonable pay progression to Officers of Servig
recommended an integrated pay scale with Rank Pay, covering &
of 28 years for certain level of officers.
The Commission noted that the duties and responsibilities @
infantry soldieg are such that he cannloé compared with any othg
category of employees.

V CPC

b)

The Commission observed that the pay structure is required |
evolved on the basis of broad comparability with civilian pay scalg
as to ensure that tteeheme of remuneration for these two catego
is not very dissimilar.

The Commission did not favour a separate dispensation for A
Forces personnel and felt that a better method would be to pr
explicit compensation in the regular pay scales. Toenmission,
accordingly, recommended abolition of integrated pay scales
regular pay scales with rank pay with progression in pay b
provided by the mechanism of ACP Scheme.

The Commission agreed with the approachlbfCP C t h a't
inclusive salary6 may not be
therefore recommended continuance of all existing concessions g
edge in starting scale to compensate for special features of militar
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Sl. Committee/
No. | Commission Approach
6 VI CPC a) The Commission imbduced running pay bands for defence for

personnel also at par with that for Civilians. This was to give effe
the recommendation regarding absorption of all Short Sef
Commissioned Officers (SSCOs) and JCOs/ORs at appropriate
in the Cental Armed Police Forces (CAPFs) and other Defe
Civilian Organisations.

b) The edge enjoyed by Defence forces over the civilian scales was
in the form of a separate element yMilitary Service Pay.

¢) Common pay scales were granted to JCOs/OR®-byganising the
existing three groupfX, Y and Z) into two groups (X and YX-Pay
o f ,400Jer month was granted for JCOs/ORs of X group.

Procedure Adopted By theSeventh CPC

6.15 The Commission has examined the issues posed in relation to theealébeces
personnel keeping in view the terms of reference as also the complexities of the sector.

6.16 The Defencé&ervices submitted to the Commission a Joint Services Memorandum (JSM)
in August 2014 and an Addendum to the JSM in May 2015. These contained proposals on pay,
allowances, pensions and conditions of service in relation to defence forces personnel. The
Commission obtained the views of the Ministry of Defence and Department8eBExcemen
Welfare on a range of issues contained in the JSM. A series of discussieassa held with

the representatives of the Pay Commission Cell of the Services. The Canrbissefited

from exchanges and interactions with multiple stakeholdées Ministry of Defence, the
Defence Services, the Department of-&&rvicemen Welfare, the Controller General of
Defence Accounts etc. In addition, on issues of common interesigthie of the Department

of Personnel and Training as also those of the Ministry of Home Affairs were obtained. The
Commission thus was able to draw upon the views of the key stakeholders within the
governmentvith regard to issues posed by the DefenceiSes.

6.17 The Institutefor Defence Studies and Analyses (IDSA) was also commissioned to
undert ake aNatare, Quiantumaml Confpanents of Defence Expenditure and
Defence Pensions dhe purpose of this engagement was to obtain an indepeedeiitaick

from a nonpartisan body dedicated to research and pwlidefence and security, with
particular reference to pay, pension and defence expenditure in India and comparable
countries.

6.18 In addition the Commission sought to obtain a finstnd @preciation of the conditions
under which the defence service personnel operate. It visited a number of locations in and
around Leh, Vishakapatnam, Mumbai, AndamadNicobar Islands, Jodhpur and the North
East. In the course of these visits the Commissiteracted with all categories of defence
forces personnel. The Commission was able to familiarise itself, first hand, with the working
conditions unique to defence service personnel.
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6.19 Chapter$.2, 6.1and6.2are devoted to issues relating to pay of defence forces personnel.
Allowances and pensions of defence service personnel are covehdpter 8and Chapter
10.20f the Reportespectively

Overview of Defence Expenditure

6.1.10 Before approaching the subject of pay for defence forces personnel it would be useful
to have a broad overview of defence expenditure, of which expenditure on pay and allowances
of defence forces personnel is an important constituent. Provision of finascarces for the
defence services, which is the single largest employ€reotral Governmenpersonnel, is

made under the Non Plan Budget of the Government of India. Defence currently ranks at third
place in terms of expenditure of the Union Government following Interest Payments and
Subsidies. In addition to provisions for the Army, Air Forcd Biavy, funds are also provided

for meeting the capital needs of the Services and for research and development.

6.1.11 As mentioned earlier, trieeventh CP®ad commissioned the IDSA to analyse, among
other issues, the pattern of defence expenditure ia bwkr the period 19996 to 201314 as
also the pattern of defence expenditure in neighbouring countries.

Pattern of Defence Expenditure in Indi&

6.1.12 An examination of the pattern of defence expenditure over the period covering the mid
nineties to ¥ 201213 reveals:

a. Defence Expenditure as a percentage of GDP has declined from 2.19 ped&9%
96 to 1.80 percent in 20113.

b. As a percentage @entral Governmerdgxpenditure defence expenditure has declined
from 14.50 percent in 19996 to 12.89 pesent in 201213.

c. Defence capital expenditure as a percentage of total defence expenditure has shown an
increase from around 25 percent in later half of the 1990s to over 40 percent in the
recent years

d. The share of expenditure on defence modernisaticapascentage of defence capital
expenditure, in the period from 1996 to 201213, has been in the broad range of
eighty to ninety percent.

Defence Expenditure irBelectCountries

6.1.13 IDSA has analysed defence expenditure across a selection of te#nein terms of
personnel expenditure, operatiomd maintenance expenditure and expenditure on
procuremenandinfrastructuré®. The breakup of defence expenditure in terms of theseethre
components is brought out Trable 2:

18 Defence expenditure does not include expenditure on defence pensions.
191DSA in its Report has stated that it has collected data from primary sources in thedpoigin.
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Table 2 DefenceExpenditure In Selected Countries, Component Wise
As Percentage of Total Defence Expenditure

Operation and
Personnel Maintenance |Equipment Procurement
Sl Expenditure Expenditure And Infrastructure/
No. | Country | Year (and rank#) (and rank) Construction (and rank)
1 | USA. | 2007 25.59 (10) 33.75(2) 40.66(2)
2012 26.71(10) 37.56(2) 35.73(2)
2 UK 2007 39.00(5) 33.52(3) 27.30(6)
2012 33.60(9) 38.20(1) 24.80(9)
3 | France | 2007 55.00(1) 18.98(10) 26.02(8)
2012 49.10(2) 16.90(9) 34.00(3)
4 |Germany| 2007 55.00(1) 25.49(8) 19.05(10)
2012 46.40(3) 31.30(4) 22.30(10)
5 | Japan | 2007 43.95(3) 31.81(5) 24.53(9)
2012 44.56(4) 22.97(7) 33.24(5)
6 | South | 2007 39.58(4) 33.15(4) 27.27(7)
Korea | o610% | 41.00(7) 28.21(5) 30.79(6)
7 | Russia | 2007 32.30(8) 30.50(6) 37.20(4)
2012 52.20(1) 19.40(8) 28.40(8)
8 | China | 2007 33.76(7) 34.05(1) 32.19(5)
2012 34.87(8) 31.88(3) 33.25(4)
9 | Pakistan| 2009* 36.61(6) 25.77(7) 37.62(3)
2012 43.98(5) 25.69(6) 30.33(7)
10 | India | 2007 27.55(9) 25.21(9) 47.24(1)
2012 41.12(6) 15.26(10) 43.62(1)
Note:

6.1.14 Notablefrom the data on the ten countries which IDSA has provided on component

# Rank interse of the ten countries for the concerned year, in paranthesis
*In these countries data for the relevant years was not available
Data in the table is based on the Report of IDSA.

wise expenditure in defence is:

a.

India ranks at the first place among the ten countries in both-88rsand 201-2on
expenditure on procurement and infrastructure as percentagéeatd expenditure.

In so far as expenditure on operatammaintenance is concerned, India finds itself

at low ninth place in 2007 and tenth place in 2012.

Expenditure on personnel in the ten selected countries for which data was reported by
the IDSA ranged from 25.59 percent to 55 percent in 2007 and from 26.71 percent

and 52.20 percent in 2012 of the total defence expenditure.
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d. France and Germany, which had the largest expenditure on personnel as a percentage
of defence expenditure in 2007, were ableffect reduction in their shares in 2012.

On the other hand, Russia, India and Pakistan witnessed the sharpest increase in share
of expenditure on personnel as a percentage of defence expenditure between 2007 and
2012.

e. In India expenditure on personnel as a percentage of total defence expenditure
witnessed a sharp increase from 27.55 percent in 2007 to 41.12 percent in 2012,
reflecting the impact of implementation of tkié CPC Report. The conclusion that
increased expeliture on personnel has been at the expense of operational and
maintenance expenditure which declined from 25.21 percent in 2007 to 15.26 percent
in 2012, is inescapable.

Defence Pay & Allowance as % Of Defence
Expenditure

42.65

2007-08 200809 200910 201011 2011-12 2012-13

6.1.15 One of the explanatiorisr the larger expenditure on personnel in Indiaanss others

is the relative mix of the strength of the forces that constitute the Defence force of the country.
The Army is a manpower intensive service while the Navy and the Air Force are weapon
plattorm based services. They are capital intensive and the O&M expenditure in their case is
higher.

6.1.16 IDSA has reported that the share of the Army in the total personnel strength of the
Armed Forces in India is 85.25 percent while those in the US andrgiB89.3 percent and

58.92 percent respectively. This is confirmed when one views pay and allowances expenditure
as a percentage of revenue expenditure separately for the Army, Air Force and Navy in India.
For instance, in the case of Army, expenditurepag and allowances FY 2043 was 65
percent of its revenue expenditure. The corresponding percentages for the Air Force and Navy
were 46 percent and 43 percent respectively.

6.1.17 What is evident is that the Indian armed forces are manpower intensiviecaefbre

the substantial increases in pay and allowances, based on the recommendationsGR e
have translated into a sharp increasexpenditure on personnel as a percentage of total
defence expenditure from 27.55 percent in 2007 to 41.12rgenc2012.
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Expenditure on Defence Pay and Allowances

6.1.18 As brought out infable 2, expenditure on pay and allowances constitutes a significant
proportion of total defence expenditure in India share is far larger than in countries like the
US andUK. The growing percentage reflects the fact that it has had to absorb the impact of

increases in them based on the recommendations of Pay Commissions. The Commission has
had the pay and expenditure on defence forces personnel analysed for a twentyeysaati

Impact of V and VI CPCs in DefenceRevenueExpenditure

6.1.19 The Pay Commission, in its assignment to IDSA, had sought an analysis of the impact

of the implementation of thé andVI CPCs 6

recommendati ons

of defenceexpenditure and the time frame in whitkvas absorbed.

on

t he

6.120 The IDSA has worked out the share of expenditure on pay and allowance to defence
revenue expatiture. This is broght out inTable 3:

Table 3 Defence Revenue expenditure and share of Pay addlowances

(" incrore)

Sl Year Revenue Payand % Share of Payand
No. Expenditure Allowances Allowances
1 2 3 4 5

2 201314 118730 68384 57.60

3 201213 106743 62981 59.00
4 201112 97355 55387 56.89

5 201011 86920 49098 56.49

6 200910 83827 50978 60.81

7 200809 67873 34407 50.69

8 200708 51357 21366 41.60

9 200607 49270 19823 40.23
10 200506 46185 18815 40.74
11 200405 42107 17812 42.30
12 200304 41012 16484 40.19
13 200203 39248 16128 41.09
14 200102 36608 15254 41.67
15 200001 35230 14742 41.84
16 199900 34232 13741 40.14
17 199899 28470 12709 44.64
18 199798 24468 11120 45.45
19 199697 20573 8397 40.81
20 199596 18664 7478 40.07

Note: In bold are years when recommendations of V and VI CPCs took effect.
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a. The implementation of theé CPCentailed payment of arrears. The first instalment of
arrears was paid in 1998 and the second instalment in 19898

b. In these two years the share of Rend Allowances, which was 481 percent of the
revenue expenditure prior to the implementatio’’VoEPC increased to around 45
percent.

c. Inthe subsequent years the share reverted to a range of 40 to 42 percent, and remained
in this range till year 20008.

d. Post the implementation ofl CPC this share of expenditure on personnel to total
defencerevenue expenditure has increased sharply from 41.6 percent HD8Q0As
much as 60.81 percent in 2000.

e. After falling marginally in 201611 and 201412, it hasbeen observed that the share of
expenditure on personnel has been in the region &85@ercent of total revenue
expenditure.

6.121 As indicated inTable2 the sharp increase in pay and allowance has been at expense of
operational and maintenance expenditure, which is also of revenue nature. Further unlike what
is observed after thg CPC recommendations were fully implemented, in the period after
implementabn of theVI CPC Report the relative share of expenditure on personnel has not
witnessed any perceptible decline. There appears, in fact, to have been a structural shift in the
composition of defence expenditure 20lDonwards. At the same time it mayrbentioned

the pace ofjrowth of revenue expenditure by itself has been lower than growth in pay and
allowances of defence personnel, particularly after FY 2187

6.122 The findings of IDSA on the pattern of defence expenditure brings to fore themeed t
balance the requirements of the defence forces with the availability of resources. The
Commission recognises the need to calibrate growth in expenditure on pay and allowances for
defence forces personnel so as to ensure that the composition of defewlitexe between

capital and revenue and within revenue between pay and allowances and others is not skewed
S0 as to adversely affect the operational and strategic objectives of the defence forces.

Proposals on Pay Determination

6.123 The Defence Serges, in their Joint Services Memorandum, have contended that the
emoluments in the Defence Services should stand a fair comparison with what is available in
the Civil Services, otherwise the Defence Services will be denied their legitimate share of the
avdlable talent pool.In their view the two major pillars of any sound pay system are
comprehensibility and adequacy.

6.124 The Defence Services have adopted a per capita income approach to arrive at a
Minimum Wageof 28,000. With regard to theompressiorratio, while noting that the
existing ratio between the lowest pajdvernmentemployee and the highest is 11.43, the
Services have contended that this ratio should increase to a mifriud¥. The argument

for this is that at present there are anomalies in higher aitfusenior officers stagnating

and junior officers drawing higher pay than their seniors. The decompression suggested is
expected to iron this out.
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Approach to Pay Determination for Defence Brces Personnel

6.125 The approach of th&eventh CPQn the determination of pay of Defence forces
personnel has been guided by the terms of reference set out. The terms of reference, among
others, required that tHgeventh CPC Toflexamine, review, ewa and recommend changes

that are desirable and feasible regarding the principles that should govern the emoluments
structure, concessions and facilities/benefits, in cash or kind, as well as the retirement benefits
of the personnel belonging to the Defenéorces, having regard to the historical and
traditional parities, with due empidasi woohk
out the framework for an emoluments structure linked with the need to attract the most suitable
talent togovernmenservice, promote efficiency, accountability and responsibility in the work
culture, and foster excellence in the public governance system to respond to the complex
challenges of modern administration and the rapid political, social, economic and
technolmical changes, with due regard to expectations of stakeholders, and to recommend
appropriate training and capacity building through a competency based framework

6.126 The Commissionin Chapter 4has already set out the overarching principles for pay
determination and the approach of 8&venth CP@ the matter. The basis for determination

of minimum wage; minimum to maximum ratio; rate of annual increment have already been
detailed in the releant Chapters of the Report.

6.127 Within these broad contours, the approach for determination of pay and allowances for
defence forcesgrsonnel rests on the following:

i. Pay structure as evolved for the Defence Services should be broadly comparable
with the civilian pay structure.

i. The edge in pay, to compensate the unique aspects of defence service, has been
provided by way of the Military Service Pay, for personnel upto the level of
Brigadierandequivalent.

iii.  Providing a relatively advantageous pay outgaiefence forces personnel by way
of a defined benefit pension scheme, which entails no contribution as distinct from
a defined contribution scheme which entails a monthly contribution by each official
as applies to all othéentral Governmergersonnel.

iv.  Risk and hardship borne by defence service personnel, indeed for all categories,
will be compensated by way of Allowances.

v. Provide an emoluments framework for the Defence forces personnel, in particular
JCOs/ORs, keeping in view their medium term skilluiegments.

Military Service Pay

6.128 Taking note of the specific problems faced by Defence Forces personnel (viz., Army,
Navy and Air Force) on account of rigours of military life, tie CPC recommended an
additional, separate element of pay for the Defence Forces called Military Service Pay (MSP).
The VI CPC also intended, it was in fact so articulated, that the edge previously enjoyed by
the Defence Forces, over the civilian scales wdd replaced by the MSP.
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6.129 Para 2.3.12 (page 76) of tie CP C Repor t i Mheedge emjbyeddbythe at e s
Defence Forces over the civilian scales will, after suitable enhancement to meet the genuine
aspirations of the Defence Forces, be giasa separate element called Military Service .Bay

6.130 This Commission has received several requests from various entities, notably the
CAPFs, for grant of a pay akin to the MSP. The Commission has taken note of these demands
as also the contention tiie Services. The very fact that various segments of government
employees continue to raise this demand suggests that there is need to exsassessand

spdl out conclusively whathe Military Service Pay seeks to compensate.

6.131 The Commission,after careful consideration of the matter, notes that there are
exclusive elements that distinguish the Defence forces personnel from all other
governmentemployees. The intangible aspects linked to the special conditions of service
experienced by them sethem apart from civilian employees. Defence forces personnel
are expected to conduct full spectrum operations in operational environments which are
characterised by extreme complexity and may
territorial boundaries . Defence forces personnel are trained for war like situations with
highly sophisticated war machinery. They have to keep themselves posted in modern
warfare. The military institutions are a key symbol of national pride. Further, the
superannuation of def@ce personnel, particularly Other Ranks (ORs) at a younger age,

is also a factor that has been considered. The Commission has therefore taken a conscious
decision that the Military Service Pay, which is a compensation for the various aspects
described aboe and for the edge historically enjoyed by the Defence Forces over the
civilian scales, will be admissible to the Defence Forces personnel only.
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Cadres of Defence ForceRersonnel

Chapter 6.z

6.2.1India shares land and maritime boundaries with eleven countries. It pursues a robust
defence strategy which aims to address the wide spectrum of security challenges faced by the
country. It is guided by the principle of building strength through strateganomy and self

reliance.

6.22 Defence forces personnel span the Army, Navy and Air Force. They are a distinct

category from Defence Civilian personnel. T9eevice wise and category wise (officers and
Junior Commissioned Officers (JCQB)dOther Rank (OR)) breakup of the defence forces

personnel in position as on 01.01.2014 is indicated below

Army Air Force Navy Total
Officers 44,727 12,241 9,722 66,690
JCOs/ORs 11,19,226 1,40,611 59,644 13,19,481
Total 11,63,953 1,52,852 69,366 13,86,171

6.23 Of the totalCentral Governmennanpower of around 4lakh, personnel belonging to

the defence forces form a significant proportiminnearly 29.49 percentn fact, as on
01.012014 the defence service personnel, numbering 13.86 lakh, formed the single largest
group ofCentral Governmergmployees.

6.24 The Defence Services have highlighted the wide spectrum of threats ranging from the

conventional to the asymmetric and the né&mdmanpower suited to variations of warfare

including netcentric warfare, information warfare, electronic warfare, space based warfare etc.
They have brought out the need for higher technological threshold among the combatants and
also the ability to adorb modern technology that is constantly evolving.

6.25 Keeping in view the size, importance and evolving manpower needs of the defence
services and the remit of the Commission, the structure as also the pay related issues raised
with regard to variousadres of defence forces personnel have been examined in this Chapter.

Analysis of the Officer Cadre

6.26 The cadre structure of the Defence Forces is highly command and rank oriented. The

bulk of the officers are at the lower end of the pyramid, sigimificantly smaller numbers at

the vertex.

6.2.7 In the Army, the officer cadre is an amalgam of the two functional branches viz., Arms
and Services. The Arms branch comprises the combat element viz., Infantry, Armoured Corps,
Artillery, etc. The Service comprise combat support providing the logistic and maintenance
support viz., the Army Service Corps, Army Ordnance Corps, Corps of Electronics and
Engineer s,
Executive, Engineang, Electrical and Education branches. The officer cadre in the Indian Air
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Force consists of Flying Branch and Ground Duties Branches (Technical asiteSlamical).

The Army Medical Corps (AMC) and Army Dental Corps comprise Medical/Dental officers
as wel as NonTechnical officers. They are commissioned into the Army and seconded to the
Navy and Air Force depending upon individual service requirements.

Shortage of Officers

6.28 The Services, in the Joint Services Memorandum, have contended that tseseaexi
shortage of officers in the defence forcEsom the data provided to the Commission, it is
evident that the shortage with reference to the sanctioned strength of officers in the case of the
Indian Air Force was negligible at under fquercent Inthe case of Navy the shortage was

17 percentand about 2®ercentin the case of Army. The tabkelowbrings out the position

of shortages of officers in the Ar#yover time.

Sanctioned Shortage as¥age of
Strength In Position | Shortage Sanctioned Strength

As per V CPC Report 44,643 32,643 12,0063 26.88

As on01.062014 49,196 38,040 11,156 22.67

6.29 The Commission notes that in absolute terms the shortage in the officer cadre in the Army
has remained relatively unchanged over this period of (nearly) two decadepereiatage

of sanctioned strengththe shortage of officers in the Army has declinedharginally from

under 27 percent in the midnineties to less than 23 percent in June 2014

Cadre Structure

6.2.10 The Services have contended that there is an urgent requirement for the Defence Forces
to undertake periodic cadre reviews to remain curretheir manpower structuring, and to
enable the forces to adapt to the changing operational scenario at all times, without affecting
the pyramidal structure in the Services. The Commission recognises the importance of cadre
reviews in aligning a service tthe ever changing organisational needs and to maintain
congruence between functional needs and legitimate aspirations of its officers.

6.2.11 To ascertain the position with reference to middle and senior level positions in the three
Services the Commissiocalled for additional information in this regard. Based on
examination of the data provided it is evident thatgtreernmentas indeed been reviewing

and sanctioning a large number of posts at the middle and senior level positions in the three
Services The graphs below bring out the growth in sanctioned posts for select aarike

level of Colonels and above in the Army, Air Force and Navy for the period 1970 to 2014.

20 Excludes officers in the Army Medical Corps (AMC) and Army Dental Corps (ADC)
21 Para 147.2 of the V CPC Report

22Derived from sanctioned strength and shortage figures.

23 para 144.2 of the V CPC Report
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Lt Generals and their Equivalent in Services
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6.2.12 The Army has witnessed an increase in the number of poStafels and Brigadiers

that is over nine times and in that of Major Generals and Lieutenant Generals that is nearly
four times during the period 1970 to 2014. The growth in sanctioned posts at the level
corresponding to Colonels and Brigadiers in theFairce and Navy has also been substantial,
though less pronounced than in the case of the Army. However, at the levels corresponding to
Major General and Lieutenant General, the Air Force and Navy have witnessed sharper
increases in sanctioned posts thanAnmy.

6.2.13 Thus, notwithstanding the cadre structure of the Defence Forces, which is highly
command and rank oriented with a relatively smaller number of officers at the vertex, the
governmenthas been augmenting middle and senior level positions inglArmed Forces,
steadily over time.

Pay Parity for Officers: A Review over Time

6.2.14 The terms of reference require the Commission to take due note of the historical and
traditional parities in the emolument structure as far as the defence forces personnel are
concerned.

6.2.15 The Services, in their Memorandum, have stated that theyahasgs enjoyed an edge

in pay in form of higher starting salary, ever since the Ill CPC. The emolument structure of
civil service officers and defence officers, over a thirty eight year service period, has been
analysed. A simulation of the pay progressizased on normative residency for defence
servicé* and civil service officers has been worked out. The total Pay in the case of Defence
Service offcers is inclusive of Rank Payilitary Service Pay but exclusive of Dearness
Allowance. Similarly for civilan officers total pay excludes dearness allowaRaeeach Pay
Commission the pay structure used for the simulation is based on what hasbssedy

“Data on pay progression in case of Service Offi
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the government (as distinct to what was recommended). The graphs below bring out the pay
trajectories for Defence and Civil Service Officers from ftlieto theVl CPCs.

I CPC

Pay Progression of Service Officer
vis-a-vis Civilian Group A Officer
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6.2.16 Post Il CPC, Service officers began their career with a slight edge over the civil service
officers From the fourteenth to twengjighth year of service, however, tbiwilian officers

were substantially better placed in terms of their payavis their defence counterparts with
similar number of years of service. Pay of civil service officers was higlyeas much as 14

to S percent in this period. Between the tweninth and thirtysecond year of service defence
and civilian officers were identically placed; thereafter civilian officers edged past their
defence counterparts.

IV CPC
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6.2.17 Post the IV CPC, Service officers continued to begin their career wighaexige over
the civil service officers. Civiterviceofficers, however, edged past deferseevice officers
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after the first few years of service, though the difference in pay, as a percentage, reduced after
some years of service and, was in any casel when compared with what it was in 1ll CPC
period. The civil service officer commanded a pay differential over their defence counterparts
between the fourteenth and thiftyst year of service that ranged frdnpercent t®2 percent

The difference \as most between tleghteenth and twentyears.

VvV CPC
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6.2.18 Post the V CPC, Service officers continued to begin their career with a slight edge over
the civil service officers. However, the advantage that civil service officers enjoyed in terms
of pay differential upto the IV CPC, now appears much later, only thiteyeventeentlyear

of service. Between the first arsdventeenttyear of service the defence service officers
enjoyed an edge in pay that ranged fr8no 23 percent over their civilian counterparts.
Civilian officers edged past their defence countdgpfaom theeighteenthyear of service.
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VI CPC
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6.2.19 The post VI CPC pay structure marks a complete departure from the &arier
Commissions as far as theayp parity between civilian and fi#ace service officers is
concerned. Not only has the startpay of a defence officers been placed substantially higher
at 2 percentmore than his/her civilian counterpart, this gap continues to remain wide at over
20 percentfor the first nine years of servictn fact the pay of defence service officers
remains uninterruptedly higher for a thirty -two year period. Thereafter pay of defence

and civil service officers are at par.

6.220 Benefits in cash and kind The analysis of pay parity of defence service and civil
service officers has been undertaken with refeed¢o Pay and Military Service Pay/Rank Pay.

It does not take into account allowances, which are intended tpermate for specific
hardshipgisks that officers face in the discharge of their duties. The analysis of pay also does
not account for otherdmefits in cash and kind admissible to defence service officers. These
include (a) free rations or ration money allowance in lieu of free rations (b) tax concession
available in Canteen Store Depots (c) military concession vouchers for travel in Raihdays a
by air (d) free electricity upto 100 units each month (e) concessions on water charges.

6.221 Summary The intertemporal trends in pay of civil service and defence service officers
may be summarised as below:

6.222 Initial years

i.  The edge in initial @y for defence service officers which wapéfcentpostlll CPC,
fell marginally to 4percentand 3percentin thelV and V CPC respectively, has post
VI CPC increased sharply to p@rcent
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ii.  For post 01.01.2004 recruits, not only has the edge increased very significantly in
favour of Defence service Officers, they have also been placed at a relative advantage
in terms of their net pay since they are not required to contribute for their panysion
benefits unlike their civilian counterparts. Taking this fact into account the pay
differential increases fror®9 percent to 43 percent.

6.223 Later years

I. In the later years of service, civilian officers have tended to overtake the Defence
Service oficers and in the Il CPC period the civilian edgasamost pronounced as
much as 35ercentin the eighteenthyear. With successive Pay Commissions the
overtaking happened later and later and the gap progressively reduced.

ii.  However, for post 01.01.2004 officers the differential in net pay for defence service
officers, across the time horizon is effectively higher, in view of thetlfetthey are
not required to contribute for their pensionery benefits unlike their civilian
counterparts.

Pay of Defence Forces Personnel iBelect Countries

6.224 One of the terms of reference of the study assigned by the Commission to IDSA was to
compare the salary structure of personnel in the Indian Defence Forces with that of similar
personnel in other countries. IDSA, in its report, has been able to provide to the Commission
pay related comparisons for three countrladia, UK and USA on purchasing power parity
(PPP) basis. A comparative table indicating the monthly basic salamn dina officers and
JCO/ORs in the defence services in these countries is given below:

Comparison Based on Purchasing Power Parity (PPP)

®
Country
Rank USA UK India®
General/ Equivaleht 15,125 22,489 11,710
Colonel/ Equivalerit 9,625 10,275 8,367
Lieutenant Colonel/ Equivalenht 7,500 8,176 6,866
5,412
Subedar Major/ Equivaleht 7,509 5,703 4,097
Sepoy/ Equivaleat 1,416 1,725 1,361
Notes:
1 For Officers at Pay grade @ to O-10 in USA Defence Forces, basic pay is restricted to $1.
per month.

2Colonel/Equivalent in Zlyear of service.

®Lieutenant Colonel/Equivalent in 14ear of service.

“The pay for Subedar Major/Equivalent is taken the maximum < B 34,800.

>The pay for Sepoy/Equivalent is taken the entry pay for Seggog,460.

6and7 Eor™ 34,800 the top of the band in PB the PPP equivalent is5812. The highest sta
actually reached was23,770. Taking an additional increment due in 2015, the highest that
in the Armed Forces may reach 24,690 (#,097)

8The pay for India includeBA computed at 10percent
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6.225 The GDP per capita in comparable purchasing power parity (PPP) terms, for the year
2014 as per the World Baftifor the three countries is indicated at Sl. No. 1 ofalhée below.
Juxtaposedre the salaries of defence personnel on an annual basis for the three countries being
comparedThese are based on what has been reported by IDSA.

(in current international $)

Sl. No USA UK India

1. |Per capita per annunt® 54,630 39,137 5,833

2. |GeneralEquivalent 1,81,500 2,69,868 1,40,520
Ratio of Salary to per capita income (R

2/ Row 1) 3.32 6.90 24.09

3. |Colonel/ Equivalent 1,15,500 1,23,300 1,00,404
Ratio of Salary to per capita income (R

3/ Row 1) 2.11 3.15 17.21

4. |Lieutenant ColonelEquivalent 90,000 98,112 82,392
Ratio of Salary to per capita income (R

4/ Row 1) 1.65 2.51 14.13

5. [Subedar Major/ Equivalent 64,944/

90,108 68,436 49,164
Ratio of Salary to per capita income (R

5/ Row 1) 1.65 1.75 | 11.13/8.43

6. |Sepoy/ Equivalent 16,992 20,700 16,332
Ratio of Salary to per capita income (R

6/ Row 1) 0.31 0.53 2.80

6.226 The tables above point to the fact that defence service officers and JCO/ORs in
India, based on VI CPC p# scales, are placed quite weilh terms of pay, even in relation

to defence personnel in countries like US and UK, where the GDP per capita in PPP terms
for the country as a whole is significantly higher than that of India 9.4 times in the case
of US and 6.7 times in the case of UK.

6.227 These conclusions are equally applicable to Civilian employees who are similarly
placed.

6.228 The above analysis does not take into account the augmentation of pay being
recommenddby this Pay Commission.

Proposals wth Regard to Pay Structure ofOfficers

ReFixation of Grades/Pay Scales of Defence Services

6.229 In the Joint Services Memorandum, the Services have contended that in the VI CPC
recommendation thgradepay for certain ranks had been artificially depressed as Rank Pay
was not beemaken into consideration while determining the top of the pay scales of various
ranks. Their contention therefore is that Grade Pays associated with CapiflQ)( Major

( 6600), Lieutenant Colonel 8000), Colonel (8700) and Brigadier 8900) need upwd

2 Weblink: http://data.worldbank.org/indicator/NY.GDP.PCAP.PP.CD
26 GDP per capitaPPP (current international $)
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revision. Accordingly, the Services have sought revision inGRsto 6600 for Captain,
7600 for Major, 8700 for Lieutenant Colonel9000 for Colonel and9500 to Brigadier.

Analysis and Recommendations

6.230 The Commission notes that this issuas deliberated upon in the discussion after the

VI CPC Report at various levels in tgevernmentThe Commission has taken note of the fact
that the Committee of Secretaries (COS) in 2008 did not accept the merger of Rank Pay in
Basic Pay. Subsequentlyhile examining draft service instructions for pay revision, Ministry

of Finance also did not approve the merger of Rank Pay with Basic Pay and observed that Pre
revised Scales and Rank Pay should be shown distinctly in two separate columns in pay
fixation tables. Service instructions were issued accordinglygdhernmendi s s et t | ed vi
that the stand of Armed Forces for merger of Rank Pay with Pay Scale for determining Grade
Pay is not correatvhich has aso been upheld by the Apex Courhe Commissn agrees

with this view, and holds that there is no case for revision in the grade pays by taking
Rank Pay into consideration while determining the top of the pay scales of certain ranks

Initial Pay Fixation of Lt. Colonel, Colonel and Brigadi¢Equivalent

6.231 The Services have contended that the replacement scales grdnigddnant Colonel
and Colongkquivalent by thegovernmentwere depressed by one increment and that of
Brigadier/equivalent by two increments. They have attributedi#gpsession to the initial pay
fixation having been done with reference t®28 scale of V CPC for Lt. Colorn€olonel and
that of Brigadiequivalent to the 26 scale.

Analysis and Recommendations

6.232The Commission sought the views of the Ministhpefence in the matter. Ministry of

Defence has stated that the Services have based their case on the premise that Rank Pay should
be merged with Basic Pay before fixation of pay. As has already been noted above the accepted
and settled view is that of Rl Pay should not be merged in Basic Pay. Here again, the
Commission agrees with the view of the government and is of the view that the replacement
scales granted to Lt. Colonahd Colonel/equivalent by the government are not depressed.
Therefore nochange is warranted.

Grant of Non Functional Upgradation (NFU) to Defence Service Officers

6.233In the Joint Services Memorandum, the Defence Services have pointed out ¥at the
CPC in its Report, extended Ndrunctional Upgradation t@rganisedGroup6 AServices.

Such benefit was however not granted to the Defence Service Officers, which, in their view is
an anomaly. It has been pointed out by the Defence Services that the grant ofOtgahised

Gr o u pSerdickin Ministry of Defence which omde alongside the defence forces like
MES, Border Road Organisation, and Survey of India etc. has created command, control and
functional problems.

Analysis and Recommendations

6.234 The deliberations in the context of whether NFU, presently availaldeganisedsroup
O0A6 services, should be al | oweGhapten7.3the aspectn u e
of grant of Norfunctionalupgradatiornto officers of the Defence Forces was also discussed at
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length. After considering the various aspects the Chairman felt that NFU should be allowed to
continuesince it has existefbr the last 10 years and is being availed by allQhganisedsroup
0OA6 Services. Therefore théa Chairman did not

6.235 Further, with a view to ameliorate the difficulties faced by the officers owing to stagnation
at various levels, the Chairman felt thfU should be extended to the officers of the Defence
forces and CAPFs (including ICG) as well. The mannein which NFU is to be regulated in

the Defence Forces is discussed @hapter 11.22

6.236 Shri Vivek Rae and Dr. Rathin Roy, Members, Seventh CPC, have not agreed with

the views of the Chairman. They are of the consideredew that NFU till SAG and HAG

level, granted toOrganisedGr oup 6 Ad Services, should be wi
supported extension of NFU to Defence Forces and CAPFs, including ICGhe rationale for

their views has been elaborated in paras 7.8207.3.30 of th€hapter7.3on Central Services,
Group O6A06 and is not being repeated here.

Pay for ReEmployed Officers

6.237 The pay of reemployed pensioners is usually fixed adopting the general principle of
Opay pm@a muuisoné, taking into account the | ast
his case. If a person retires on superannuation aneeimpyed thereafter, full pension is
deducted from the pay fixed on-eeployment. In the case of pensionertsrirgy before
attaining the age of 55 years and who aremployed, pension (including PEG and other
forms of retirement benefits) is O6ignored?d
rules.

6.238 In the case of remployed Brigadiers, sindbey retire on completion of 56 years of

age, the deduction of pension is full, as in
demand of the Services is that the ignorable portion of the pension be made admissible to re
employed Brigadiers aseN.

6.239 The Commission notes that the CCS (Revised Pay) Rules 2008, governing persons re
employed ingovernmentservice are uniformly applicable to Civil as well as Defence
personnel. As such t@ommission does not agree with the relaxation being sght for

only one category of reemployed Defence service Officers, when the orders have general
applicability across all retired personnel.

Select Rank Promotion Incentive

6.240 The Services have sought a Select Promotion Incentive equivaleqetaéntof the
Pay (Pay in Pay Band + Grade Pay+ MSP) per month, to be granted to all select Ranks from
Colonel to Lieutenant Generals.

6.241 The proposal of the Services has been considered by the Commission. Selection Posts
are by no means unique tceetbefence Services. A number of posts for Civilian officers are
Asel ectiond posts. Further the Commission h
ranks in the Services a distinctly higher payaigs their juniors, hence the higher ranks stand
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acequately incentivised. Th€ommission is therefore unable to agree to a separate
incentive scheme for a certain category of officers in the Services

Placing Lieutenant Generals in Pre revised HAG+

6.242 Defence Services in their memorandum and suppiéang submission before the
Seventh CPMave contended that the position of Lieutenant General has been continuously
degraded since tHd CPC on account of upgrading the Head of State Police from IGP to DGP
and giving the pay scales of ADG to Lieuten&@unerals. They have sought placing of all
Lieutenant General and equivalent officers in the HAG + scalg,%0080,000).

6.243 The Commission has sought and received the views of the Ministry of Defence in this

regard. The Ministry has pointed out thautenant Generals in Armed Forces were equated

to Additional Secretaries on the civilian side and prior to VI CPC, both wete srale of
22,40024,500. Further there is no comparison of Lieutenant General with Officers on

Civilian side as those in ¢HAG+ scale had a higher pay scale 24,05026,000 prior to VI

CPC. The Commission notes that this demand has been made at earlier points in time and, after

due deliberation, it was decided to grant the higher pay scale (HAG+) to 1/3rd of the

Lieutenmt Gener al s/ equivalent. Ar 80yOOOLveasifortherder s 0

granted, on a nefunctional basis, to a certain numbers of Lieutenant General level officers.

6.244 The Commission therefore does not see any justification in further scaling up all
Lieutenant Generals to the HAG+ grade.

Grant of Apex scales to Heads of Training Institutions

6.245 The Services in their supplementary submission to the Commission hagbt so
placement of heads of certain training institutions of the Services in the Apex scale, in
recognition of the importance being accorded to training by the Services.

6.246 The recommendations regarding trainingare contained in Chapter 14.

Short Service Commissioned Officers

6.247 The Short Service Commission (SSC) scheme in the Armed Forces was introduced in
1964 replacing the Emergency Commissioned Officer Scheme, which existed since 1962. The
tenure for SSC officers wdise years and they were eligible for permanent commission in the
fifth year of service. In 1971 the SSC officers were given the option to continue for another
five years, beyond the initial five years. In 1993 the SSC scheme was extended to technical
armsand to nortechnical arms in 1998. In 2004 the SSC officers were given the option to
continue for another four years, beyond the period of five plug/éaes. In 2006 the Scheme

was modified yet again, and the option to exit was made available onlyeirteinth and
fourteenth year, with the eligibility for permanent commission to be exercised in the tenth year
of service.

6.248 The Services, in the Joint Services Memorandum, have stated that given the steep
pyramidal structure of the forces, there ifigh rate of supersession at the stage of the

promotions to the first select rank. They have pointed out that an effective way to address this
problem is by increasing the strength of the support cadre, primarily the Short Service
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Commission. This woulthalance the ratio between regular cadres and support cadres and
correct the existing skew towards regular cadres. To achieve this, in their view, the SSC needs
to be made more attractive.

Present Position

6.249 Currently, in the Armed Forces, Short Service Commission to officers is granted for a
maximum period of 14 years, an initial period of ten years extendable by a further period of
four years. Male Officers who are suitable can be considered for grantrrofnent
commission in the tenth year of th&ihort Service Commission

6.250The present entitlement, on exit, is 10 months and 14 months of reckonable emoluments
for those completing ten and fourteen years of service respectively.

6.251 The Directorad General Resettlement in the Department ofSErvicemen provides

for resettlementraining for serving officersétired officers and released officers. Short
Service Commissiofficers, on completion of ten/fourteen years of contractual service, are
eligible for undergoing resettlement training courses. Towards this end there are currently a
number of short term training programmes being conducted in reputed management institutes.

Proposal of the Services

6.252 The Services have stated that SSC shd@dnade more attractive, so that larger
numbers opt for this entry. The measures recommended towards this are as follow:

a. Severance Compensation (two monthsd pay
mont hsé pay beyond 10 years to 14 years.
b. Gr ant osfi oonParlo fEeElshancement Training Leavedod
opting for an extension of another five years.
c. Concessions for appearing in Civil Service Examination viz:
i.  Reduction in the number of papers from eight to four.
ii.  Introduction of Military Soence as optional subject.
iii.  Age relaxation of five years for SSC Officers.

d. Lateral induction into Para Military Forces/Central Police Organisations to be
considered.

Analysis and Recommendations

6.253 The Commission has examined the matter in the context of the cadre structure of the
Armed Forces, the pattern of recruitment of officers through various streams and the available
options for Short Service Commission@flicers.

6.254 Cadre Structure The need to strike a healthy balance between the organizational
requirements and career progression in the Armed Forces has been articulated in the Joint
Services Memorandum. All the three Services have pointed to the steep pyramidal cadre
structure. In theliscussion on the cadre structure of the Armed Forces the ratio of Permanent
Commissioned Officers to Short Service Commissioned Officers is important.

117 Index



Report of theSeventh CPC

6.255The Commission, based on the data provided to it, notes that the existing cadre of Armed
Forces @ficers is primarily manned bPermanentCommissionedOfficers. Short Service
Commissioned Officers have an exit option that is not particularly attractive and a large
number of these officers are absorbed into the permanent commission stream. T has t
important implications(a) the former reduces the attraction $ort Service Commissicas

a career option for the youth and (b) the latter impacts the age profile of the officers in the
Armed Forces.

6.256 Compensation Packagelf'he Commission notes the demand made is for doubling of

the existing compensation package of one mon
year of service by a SSC Officer. In the case of officers in the public sector opting for voluntary
retiremem/voluntary separation, they are paid one and a half months emoluments for each
completed year of service.

6.257Way Forward To address these issues, the Commission is of the view that the package,
particularly the exit options, available for officerhavare orShort Service Commissiareeds

to be bolstered. This will, in the view of the Commission, lead to multiple benh¢fjsnake

Short Service Commissi@n attractive option for the youth (b) it will lead to increased intake

of Short Service Comission Officers as compared to permanent commissioned officers (c)
attractive exit options will encourage short service commissioned officers to avail the options
and shift to other careers rather than linger in the forces attempting to get permanent
commssion (d) this in turn improve the promotional avenues for permanent commissioned
officers (e) it will also provide industry and other sectors a young crop of well trained and
disciplined officers at the middle management level.

6.258 Overall, from a natinal perspective it would result in the optimal deployment of the
countryodés young work force.

6.259 With regard to the compensation package, the Commission is of the view that it needs
to be made more attractive. At the same time, to incentivise eat)ytlex package being
recommended is graded so as to provide greater benefit to the SSC officers exiting early. For
those exiting at seven years the package has been scaled up to the level of what is applicable
to officers taking VRS in public sector coampes.

6.260The Commission notes the thrust of goernmentowards facilitating investment and
promoting innovation and industry. A steady availability of young, disciplined officers from
the Armed forces, whose skill have been upgraded to meeh#ilerges of the expanding
economy, would be highly beneficial for the country. Hence the Commission is of the view
that SSC officers, be provided the opportunity to pursue a management or technical course,
fully funded by thegovernment It is suggestethat a tie up with reputed management and
technical institutes, preferably IIMs and IITs, maybe undertaken for this purpose.

6.261 The Commission is, accordingly, recommending the following specifically in the
context of Short Service Commissioned Offsce

6.262 Exit Options The Commission recommends that the SSC officers should be
allowed to exit at any time between seven years and ten years of service instead of the
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existing exit option at ten and fourteen years. The option for permanent commission
should be exercised in the seventh year, instead of the tenth year as it exists today.

6.263 Package for those exiting:

Terminal Gratuity: Uniform 10.5 months of reckonalle emoluments, for exit any time
between seven years and ten years.

Training: Fully funded (a) one year Executive Programme at premier management
institute or (b) M. Tech programme from premier technology institute.

An Officer opting for any of the fully funded programmes as listed above, should stand
relieved from the Armed Forces when he goes to join the programme.

Concession towards Civil Service ExaminatidRelaxation in age by five years.

Junior Commissioned Officers (JCO)/ Other Ranks (OR)

6.264 Jurior Commissioned Officers (JCO) and Other Ranks (OR) numbeddkh2cross
the three Services. JCOs/ORs can be broadly categorised in terms of their roles and skills.

Roles

6.265Army: With a strength of approximately 1dkh, the Indian Army is one dhe largest
professional volunteer land forces in the world. The cadre of the Army consists of:
I.  Combat Arms (Armoured Corps, Artillery, Infantry and Mechanised Infantry)
ii.  Combat Support Arms (Engineers and Signals)
iii.  Specialised Cadres (AMC, ADC, RVC, AEC, ®and APS)
iv.  Logistic and Maintenance Services (ASC, AOC, EME and Pioneers)

6.266 Air Force: 6 Ai r mend6 <comprise all/l ranks of c o mt
officers in the IAF. They perform a variety of functions ranging from aircrew duties on board
helicopters and transport aircraft, maintenance of the most sophisticated and complex aircratft,
radar, weapons and other equipment, secretariat and administrative duties involving
maintenance of accounts of cash and stores, personnel documents, cateipiomedawd

medical care.

6.267Navy: Every sailor is basically a seaman, irrespective of the branch to which he belongs
or his trade specialisation. Seamanship duties comprise ship husbandry, hull maintenance,
handling of small arms and ammunition, eleaey store keeping, boat handling, firefighting,
nuclear, biological and damage control as also-&iidt besides being proficient in a host of
other seamanship activities such as anetank, ropework, replenishment of fuel etc.

Skills

6.268 Everysoldier is allotted a trade which becomes intrinsically linked to his subsequent
career progression. There are numerous trades in the Army, Navy and Air Force. These have
been grouped in two pay groups X and Y, as detailed in the table below:
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Total Number of Trades and %age of Total
Services Strength
X Y
Army 28 (2.58%) 96 (97.42%)
Navy 11 (12.00%) 42 (88.00%)
Air Force 23 (47.72%) 28 (52.28%)

6.269The trades grouped under X require higher entry level qualification (Class XII). Entrants
in group X also receive more intensive training. As against this entry level qualification for
group Y is Class X only and the training imparted is also less intensive. Those in group X are
accorded a specific amount as 6X06 pay.

Proposals with Regard to Pay 8ucture of JCOs/ORs

Common Pay Scale for X, Y ariarstwhile ZPay Groups

6.2.70As mentioned earlier, JCA3Rs in the Services are presently organised into two groups.

Prior to the VI CPC they were in three grouwpz., X, Y and Z. Based on the recommendations

of the VI CPC, group Z was merged with Y. Generally the entry level qualification of X group
personnel is class Xll+diploma in engineer:i.|
class XIl. Thequalit at i on requirement of the erstwhile
to class XIl when it was merged with Group Y. With effect fl@x01.2006, groups X and Y

have been given a common pay scale, i.e., they are at the same notches in Pay Bands 1 and 2
and receive the same grade papaywitbh bhesdis
X.

6.2.71 The Services have contended that thgraping detailed above resulted in situations

where seniors (Pf2006) in Y group who were earlier drawingtal pay which was more

compared to that of juniors (PE®06) in the X group, are now drawing lesser pay. To address

this the Serdes have sought upgradationadfin-s er vi ce JCOs/ OR of Gr ol
(Pre 2006) tothe besto f Gr oup b tKedrespectiaghndk,sretaining their annual
increments in the scale as @h012006.

6.2.72 The Commission has carefully considered the demand for upgrdtlifg@s/ORs of
Groups Y and Z (fe-2006) to the best of Group X. It notes that the main purpbsstaining

the two Groups of X and Y along with-pay for the former is to recognize the premium
attached to the higher entry level qualifications of Group X. If all personnel in Groups Y and
Z (Pre-2006) are upgraded to the best of Group X scalegymigtwould it involve a fitment

to them that was higher than intended, it would also dilute the measure taken by the VI CPC
to recognise the higher qualification. It is felt that the emphasis placed by the Services and VI
CPC on skilled manpower and higheducational/technological threshold was entirely
appropriate and that such a dilution is not desiraiiie. Commission is therefore unable to
accede to the demand made with regard to a common pay scale
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Parity of Pay with Civilians

6.2.73 The Serviceshave sought a review of pay scales of JCOs/ORs in certain select
categories with the objective of enhancement of their Grade Pay to bring them at par with their
civil counterparts. The category of personnel for which the review in pay scales have been
soudht is detailed below:

(i) Sepoy and equivalent scale to maintain existing edge with Constable of CAPF

As a starting point, the Services have indicated the comparative scales of a Sepoy with
a CAPF Constable, since BPC:

CPC Pay of Sepoy Pay of CAPF Constable
I\ 950151010620-1170 8251200
Vv 325070-4300 30504590
Vi GP 2000 GP 2000

Analysis and Recommendations

The Commission has examined the matter amd ke view that there is no reason
to disturb the relativities between Sepoys and Constabl@s CAPF for the following
reasons:

a. The entry level qualification for a Sepoy and a Constable in CAPF are identical
viz. Class XII.

b. Since the implementation of the VI CPC recommendations, Sepoys are in
receipt of a Military Service Pay (MSB) 2,000 per month. At the entry level
this component of pay provides a differential of 27p@rcentto a Sepoy vis
avis a Constable in CAPF.

c. This Commission is also recommending enhancement in the Military Service
Pay (MSP) for the Sepoys t&,200 per mort.

As has been clearly enunciated later in this Chapter, the MSP being paid to Service
personnel i n it s eahdfthereforesedkingtanytaédgional édge 06 e d g €
beyond MSP is not justified and cannot be agreed to

(i) Havildar and equivalent scak due to changes in Master Craftsmen Scale
The Services have pointed out that the ppgradatiorof Artisans has been effected
by the Ministry of Defence in June 2014 whereby the following revised scales have
been introduced:

Designation From Grade Pay | To Grade Pay
Skilled (Artisan) 1800 1900
Highly Skilled (Artisan)Grade Il 1900 2400
Highly Skilled (Artisan)Grade | 2400 2800
Master Craftsman 2800 4200
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Prior to this, Master Craftsman, at GP 2800 was at par with Havildar and the unilateral
upgradation of Master Craftsman has created an anomaly, as stated by the Services.
They have accordingly sought @R00 for Havildar and equivalent.

Analysis and Recommendations

The Commission sought the views of Ministry of Defence in this regard. Tiethy

has stated that an upgrade in respect of one set of employees cannot be cited as a basis
for similar upgrade for other employees especially where conditions of service
rendered are entirely different and the services functions and duties arepatable.

It was further stated that in many cases armed forces may have a higher pay scale/grade
pay which cannot be a criterion for upgradation of pay of civilian personnel.

The Commission notes that subsequent to the recommendations of the VI CPC the
cadre structureof ArtisanWorkshop staff was reviewed by tigevernmentand new

levels were created in the cadre structure. Tier alia entailed upgradation in the
scale of Master Craftsmen. The Commission is also of the considered view that pay
alone @annot be a determining factor for drawing functional equivalence between two
sets of employees, more so when the comparison is between defence and civilian
personnel who are guided by different service conditions. These service conditions
have been furthealtered for civilian personnel since 01.01.2004, who have been
moved from a defined benefits system of Pension to a defined contributidn viesv

of the above the Commission does not agree with the demand for upgrade of
Havildar and equivalent to GP £200.

(iif) Naib Subedar and equivalent scaléue to changes irAssistant Scale
The Services have sought parity between Naib Subedar and Assistants serving in the
Central Secretariat Headquarter and in the Armed Forces Headquarters. It has been
stated that thgpay of Assistants of the CSS were upgraded with effect from 15
September2006, without waiting for the report of the VI CPC. They further note that
the VI CPC recommended merger of four civil pay scale8 (& S12) and fixed the
same Gade Pg of 4,200 for both Naib Subedar and Assistants in CSS and Armed
Forces Headquarters. Post VI CPC, the Grade Pay of Assistants in CSS was upgraded
to 4,600. This was also extended to Assistants in AFHQ, thereby affecting the pay
parities with Naib Subedar.

Analysis and Recommendations

As stated earlier, the Commission is of the considered view that pay alone cannot be a
determining factor for drawing functional equivalence between two sets of employees,
more so when the comparison is between defence and cipdiesonnel who are
guided by disparate service conditions, as already detailed dabei@w of the above,

the proposal is not found justified.
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Rationalisation of Trades/Pay groups

6.2.74Background: As per the existing system of trade structure for JO&s/in the Defence
Services every soldier is allotted a trade which becomes intrinsically linked to his subsequent
career progression. The numerous trades of the Army, Navy and Air Force have been
rationalised from eight to two Pay Groups based on recomtatiens made by the successive
Pay Commissions and Comiieies. These are detailed below:

Pay Commissions/Committee Pay Groups Total Number
Post War Pay Committee A B, C D, E F G,H 8
Il CPC A B, CDE 5
IV CPC A B, CDE 5
V CPC X, Y, Z 3
VI CPC X, Y 2

6.2.75Proposal of ServicesThe Services in the JSM have alluded to the fact that the VI CPC,
while revising the cadre structure, merged G
to all JCOs/ORs enrolled poB1.012006. Howeverthe proposal for initial and kservice
upgradationis stated to have remained unaddressed. To address this initial-seioe
upgradationthe Services have proposed thattrades acelrea s si fi ed based on
Systemd6 awar di nentrydevet edweationgyhatifieagoa (3@%), technical and
tactical proficiency (40%), leadership skills (10%), risk profile (10%) and working
environment (10%). Based on the above attributes and scores, the trades are proposed to be
allocated to Group X ahGroup Y and in service upgradation linked to points and number of
years served. tgerviceupgradatiorof JCOs/ORs has also been proposed from Group Y to
group X on successful completion of a Diploma of minimum one year duration, which is
recognised by Central/State Education Boards/University or minimum one year of organised
training at the level of Unibr Formation which may be cumulative and not necessarily
continuous and may include courses attended in a training establishment.

Analysis and Recommendations

6.2.76 The Commission has examined the matter at length. It has obtained from the Services
details about what exactly characterizes the
way of the entry level qualification threshold and the training impartedpith&e is captured

in thetable below:

Group 06X0
Entry Level Qualification Training Period (in weeks)
Service Minimum Level Minimum# Maximum#
Army Class X 34 104
Navy Class XII 117 130
Air Force Class XII 88 88
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Group O6YO
Entry Level Qualification Training Period (in weeks)
Service Minimum Level Minimum# Maximum#
Army Class VI 16 182
Navy Class X 25 77
Air Force Class X 72 76
#The training imparted in both Group:

minimum/maximum trainingeriod captured in thisable denotes the lowest/highe
duration currently required for any of the trades in the given Group.

6.2.77 Thetable brings out the following:

1 The minimum entry level qualification in the Air Force and Navy is considerably
hi gher than that in the Army, for Group 0
1 There is great disparity in the duration of training considered necessary.

6.2.78 It has also been noted that in the Air Force and Navy it is essential to obtain a
gualification equivalet to a Diploma in Engineering prior to attestation/mustering in all
technical trades under Group 06X6. On the oth
trades which are equated to Class X or Class XllI only. In all, it is obvious that there is
consderable lack of standardization, which needs to be addressed. Ideally such a
standardisation exercise must be benchmarked and undertaken by a body which also consists

of external experts from relevant accreditation authorities/agencies.

Good practices inthe Navy:

1 Only Technical Trades with AICTE recognised diploma are placed in X Group,
All other Trades are placed in Y Group.

1 In-service personnel in the Navy can migrate from Y Group to X Group under
Navy Entry Artificer Scheme and Mechanician Course Scheme subject tq
completion of a AICTE approved diploma course.

6.2.79The Commission is of the view that as part of such a standardisation exercise all X
trades should mandatorily involve obtaining a qualification which is equivalent of a
diploma in engineering (recognised byAICTE).

6.280 In a separate submission to the Commission the Services have stated that with induction
and acquisition of high technology equipment and weapons system a highly skilled manpower
has become necessary. In the contexthainge in nature of warfare mention has been made

of operations involving infdech, cyber space, satellites and sensors, all of which need high
calibre and qualified human resource. These, in their view, require a higher technological
threshold among theombatants.

6.281 The requirement of a higher technological threshold therefore needs to be addressed and
the Commi ssionds concern would be how best 1
incentives for it.
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6.282 The medium term strategic objees of the Services requiring a higher calibre and
gualified human resource will not get served by the Point Rating System proposed by the
Services. Neither can a higher technological threshold be achieved by merely completing
specified number of years sérvice or by orgainsed trainings at the level of the Umitiew

of this the Commission is unable to agree with the proposal of the Servicég the same

time if the Services feel the need to provide opportunities to JCOs/ORs whereby they can
migratefrom Y trades to X trades, this may be permitted subject to the concerned personnel
undertaking a training programme whereby he obtains a qualification equivalent to a diploma
in engineering, or its equivalent, which is the requirement for all X techinézcids in the Air

Force and Navy and many of X trades in the Army.

6.283 The Commission, taking note of the widvariation in the educationahining
requirement of X pay groups, as it exists today, has made specific recommendations regarding
their pay n the section dealing with Group X pay of this Chapter.

Assured Career Progression

6.284 The Services have sought four financipgradatios under MACP scheme at 6, 12, 18
and 24 years of service or on completion of six years of continuous servicedissade Pay.

It has been stated that f@rcentof the soldiers (i.e., Sepoys and Naiks) are deprived of the
third financialupgradatioron account of an early retirement.

Analysis and Recommendations

6.285 The Commission has considered the demand and notes that as it is the existing scheme
of MACP for the Defence forces personnel, at 8, 16 and 24 years of service, is more beneficial
than the one on the civilian side, which is spaced at 10, 20 and 30 Tka aspect of early
retirement of the defence services personnel is therefore already factored in. Further, no
revision in the MACP scheme is intended on the Civilian side. Keeping these facts in view the
Commission is unable to recommend any changes the MACP scheme insofar as
Defence Service personnel are concerned.

Group O6X06 Pay

6.286Gr oup 6X06 pay for JCOs/ ORs and equival ent
times from the existing rate of,,400 per monthin the context of change in natwkwarfare

the requirement of a higher technological threshold has been emphasised by the Services.

Analysis and Recommendations

6.287 The Commission has taken due note of the emphasis being placed on skilled manpower
with higher educational and technological thresholds. While determining X pay for X group of
JCOs/ORs the VI CPC considered the relativity of some of the grades of JCOs/GRsp

X with diploma holders in engineering on the civil side. In case of civilians, posts requiring
minimum qualification of diploma in engineering are placed in GP 4200 and in defence forces,
some of the posts in X group whose minimum qualificatiold leguivalent to diploma in
engineering are placed in GP 2800. The element of X group pay was therefore fikd@@t

The Commission has examined the existing educational and training requirements of X pay
personnel and haareadynoted the wide variain that exists in the three Services in this
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regard. It has therefore recommended that all X trades should mandatorily involve obtaining a
gualification which is equivalent of a diploma in engineering (recognised by AICTE).

6.288 The approach adopteg the VI CPC in determining X pay is agreed with. At the same
time the incentive structure needs to have a bearing with the qualifications.
Accordingly, thisCommission recommends:

I. X payfor JCOs/ORs in Group X at 6,200 per monthfor all X trades whichnivolve
obtaining a qualification which is equivalent of a diploma recognised by AITHIE
amount is the difference in the minimum of the Pay level 6 (corresponding to Grade
Pay of 4200 in VI CPC), and Pay level 5 (corresponding to Grade Pa38&0 inVI
CPQC).

ii. X pay for JCOs/ORs in Group X at 3,600per month (standard fitment of 2.57 on
the existing X pay of 1,400), for those currently in X pay, but not having a technical
gualification recognised by AICTE.

Pay Scales of Honorary Commissioned Officers

6.289 In the Defence Forces, Honorary Commission is awarded in recognition of meritorious
service to serving JCOs in the Army and their equivalent in the other two Services. The
Honorary Commissiors given in recognition of selfless service of the higloeder to elevate

their status and prestige.

6.290 Subedar/Subedar Major and equivalent atttmorary Commissionare granted
Honorary Lieutenant /Honorary Captain and equivalent ranks. OrHbearary Commissign
their pay is fixed in GP 5400 (PB) in the case of Honorary Lieutenant or GP 6100 in the case
of Honorary Captain. In addition they are granted a MSF®00 per month. Presently the
pay of Honorary Lieutenant and Honorary Captain is not to be less 18580 and 20,190
respectively.

Analysis and Recommendations

6.291 The total number of Honorary Lieutenant and Honorary Captain and their equivalent
awarded in the years 2013 and 2014, as reported by the Services, is tabulated below:

Year Service Honorary Honorary
Commissioned Commissioned
Lieutenant Captain
2013 Army 2085 543
Navy 162 49
Air Force 482 120
Total 2729 712
2014 Army 2200 540
Navy 101 33
Air Force 458 120
Total 2759 693
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6.292 The Commission, taking note of the existing frameworkdohorary Commission
recommends that théunior Commissioned Officers on their promotion as Honorary
Lieutenant or Honorary Captain shall be placed in the pay levelO and pay level10B

respectively. They will, in addition be paid Military Service Pay of 15,500 per month on
par with that payable to all the Commissioned officers.

Grant of First Annual Increment in Recruits Pay

6.293 The main demand of the Services in this connection is that the existing stipulation that
next increment will be granted from the date of attestadbr mustering be done away with.
They have pointed out that trades whose skill requirements are low and whose entry level
gualifications are lower invariably get attested or mustered earlier and thus are entitled to the
next annual increment earlier therades whose training period is longer.

Analysis and Recommendations

6.294 The Commission is of the view that grant of next increment in the case of recruits should
not place those with higher entry level qualifications at a disadvantageCdrhenission
accordingly recommends that the date of enrolment should be reckoned for the purposes

of first increment for all recruits who are finally successfully attested/mustered

Grant of Financial Upgradation under MACP to the DS@ersonnel

6.295 The proposal of the Services is that the benefit of MACP should be extended to the
Defence Security Corps (DSC), on the grounds that they have been implemented for all
governmenemployees including defence forces personnel except DSC personnel.

6.296 To advance their case it has been contended thdddfsnce Forces Personnel re
enrolled into DSC are treated as a fresh intake for pay and allowances and do not carry forward
the financial and other benefits availed in the former service and are placedow#st pay

scale in the Pay Band. There is very limited scope for promotion in DSC due to restricted rank
structure. Hence, denial of the finanaigigradatiorunder MACP Scheme to DSC Personnel,

in their view, is totally unjustified.

Analysis and Reconendations

6.297 The Commission notes that Defence Security Corps personnel provide cover to the
defence installations of the three Services and to civil establishments under the Ministry of
Defence. Such personnel areemaployed from amongst retired JOORs. The benefits of
MACPS for civilian personnel is at intervals of 10, 20 and 30 years of continuous regular
service. For defence forces personnel three financial upgradations through MACPS are
possible in a career span at intervals of 8, 16 and 24 géaervice.

6.298 Since Defence Security Corps personnel are personnel under the Army, they may
also be permitted the benefit of MACP. However this benefit should be limited to a total

of three upgrades in the entire service career, both during regulaemployment and in

the course of reemployment as defence service corps personnel. As they are defence forces
personnel the benefit of MACP may be extended to them after a period of eight years
from their date of re-employment, in case they do not get a proation.
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Pay Structure of Non Combatant (Enrolled)

6.299Military Service Pay (MSP) at the same rates as applicable to JCOs/ORs has been sought
for the Non Combatant (Enrolled) by the Services. The Services have indicated that Non
Combatants (enrolled) in the Air Force are the only category ctaorbatants irthe three
Services. The existing rate of MSP for Non Combatant (Enrolled) in the Air Forded&0

per month, which is half the rate of other JCOs/ORs.

Analysis and Recommendations

6.2100 The Commission notes that Non Combatants (enrolled) in the AteFare enrolled
under the Air Force Act, 1950 and are liable to military discipline. At the same time they are
distinct from regular combatants. Keeping in view their distinctive position as also with a view
to reducing the multiplicity of rates/amounté MSP to be paid to various categories of
personnel in the Armed Forcahe Commission recommends MSP for Non Combatants
(Enrolled) at the rate of 70 percent of combatantsMilitary Nursing Service Officers are
also being paid MSP at the rate of 70 perocénhe Defence Service Officers.

6.2.101 Accordingly, the Commission recommends &mhancement of MSPfor Non
Combatant (Enrolled) in the Air Foré®m the existing rate of 1,000 per month to 3,600
per month.

Proposals with Regard to Military ServicePay

6.2.102 Military Service Pay (MSP) paid to defence forces personnel is based on the
recommendations made by the VI CPC and constitutes a distinct aspect of the emolument
structure of the defence forces personnel. Prior to the Ill CPC defence séificees avere

paid a oO6Speci al Di sturbance Al l owanced, whic
t hereby pr ovi-aiisrhgir cwillan dountdrgaetd The iemmendations of the

IV and V CPCs brought in the Rank Pay for officers inrdmks from Captain to Brigadiers.

The VI CPC recommended the MSP and it was granted, in addition to select rank of officers,

to all Lieutenants, JCOs/ORs and Military Nursing Service Officers (except Major Generals).

6.2.103 The Services, while presentirtbeir case for Military Service Pay, have drawn
attention to its historical basis viz., the special conditions of military life (as compared to
normal civilian employment) which include disadvantages such as the liability to danger, being
subject to highelevels of discipline, separation from home and family, turbulence and the
shorter span of employment. In justifying their demands for MSP the Services have pointed
to the intensity of commitments of the Defence Services in combating proxy war, oferation
along the Line of Control, disaster relief, aid to civil authorities, protection of our assets in the
high seas, security of our air space, United Nations (UN) obligations and out of area
contingencies.

6.2.104 To make their case for Military Service Pdne Services have also referred to (a)
nature of the jobjob security; career prospects; degree of autonomy; restriction of fundamental
rights; training; adventurandtravel (b) after effects of the jelthreat to life; hours of work;
leave; separatiorirom home and family; turbulence; effect of continuous exposure to
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hazardous situations; isolati@md deprivation and (c) social aspects of the-jofividual
rights; stress at work; support to personnel and families.

6.2.105 The Defence Services havede the following demands:
I.  MSP be granted to all officers and all JCOs/OR of the Defence Services at graded
rates.
i. MSP granted must be distinguished from th
iii.  MSP be considered for annual increments and
iv.  MSP for MNS officers be graetl at 70 percent of the rate proposed for equivalent
rank of Defence Service Officers.

Analysis and Recommendations

6.2.106 As regards some of the circumstances listed by the Services to advance their case such
as restriction of fundamental rights, separatfrom home and family; turbulence; effect of
continuous exposure to hazardous situations; isolation and deprivation, threat to life; hours of
work; leave, individual rights; stress at work; support to personnel and families, career
prospects; degree alitonomy do affect defence service personnel in varying degrees but are
by no means unique only to them. Many of the circumstances listed could, in varying degrees,
be applicable to personnel in Central Armed Police Forces as also in certain circunistances
civil posts. Further risk and hardship, as brought out by the Services, are being compensated
by way of specific Risk and Hardship Allowances.

6.2.107 The Commission has however, taking note of the unique aspects of their role, taken a
conscious decisiothat thatMilitary Service Pay will be admissible to the Defence forces
personnel only. In Chapter 6.1the rationale for payment of MSP to the defence forces
personnel has been enunciated.

6.2.108 The recommendations of the @mission regarding the rate of MSP as applicable to
the Service officers, MNS officers and JCOs/ORs has been detaitdéadpter 5.2The revised

rates per month being recommended by the Commissiori&rg00 for officers, 10,800 for
Military Nursing Service Officers 5,200 for JCOs/ORs and3,600 for Non Combatant
(Enrolled) in the Air Force. The recommendations of the Commission with reference to other
demands relating to MSP are discussed in the succeeding paragraphs.

6.2.109 This Commission has received several requests from various entities, notably the
CAPFs, for grant of a pay akin to the MSP. The Commission has taken note of these demands
as also the contention of the Services. The very fact that various segmepignfment
employees continue to raise this demand suggests that there is need to exeamsessand

spell out conclusively what exactly the Military Service Pay seeks to compensate.

6.2.110 The Commission, after careful consideration of the matter, notes that there are
exclusive elements that distinguish the Defence forces personnel from all other
governmentemployees. The intangible aspects linked to the special conditions of service
experienced by them set them apart from civilian employees. Defence forces personnel

are expected to conduct full spectrum operations in operational environments which are
characterised by extreme complexity and may
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6.2.115 MSP to bedistinguishedf r oHd g &The V CPC, after deliberating on the issue of

Military Service Pay, did not recommend granting it. It recommended continuance of all
existingconcessions and also recommended an edge in the starting pay scale. The VI CPC
introduced the Military Service Pay for all Officers up to the level of Brigadiers, without
reducing the existing concessioiitie VI CPC went on to state upfront that MSP tituies

the O6edged being provided to the defence f
Commission taking note of the evolving pay structure of the defence forces personnel and what

has been averred by the VI Cin agreement with it and is ofthe view that MSP is the
6edged being provided t.o the defence forces

6.2.116 MSP to MNS Officers: The Commission has taken note of the proposals of the
Defence Services and has recommended a separate rate of MSP for Military Nursing Service
Officers.The rates of MSP for Military Nursing Service Officers have been revised by a

factor of 2.57 from theexisting 4,200 per month to 10,800 per monthThe revision factor

is identical to what is being recommended in the case of Service officers.

6.2.117 Reckoning MSP The Commission has received a demand from the services for
considering MSP for purposed annual incrementsThe Commission recommends that
MSP shall not be reckoned for regulating (a) House Rent Allowance (b) Annual
Increment and (c) Composite Trarsfer Grant.

Lateral Movement/Resettlement of Defence Forces Personnel

6.2.118The Services in their Memorandum to the Commission have pressed the case for lateral
movement of defence forces personnel into CAPFs and Defence Civil Organisations. In the
context of the truncated service of defence forces personnel it has been cottiahaheoh
availability of lateral transfer / resettlement leads to a serious disparity when it comes to life
time earnings vigrvis other services. To advance their case they have pointed to the large
annual savings that this scheme will lead to by wayrahing, pension payments and the
process of recruitment. They have also drawn attention to the recommendationg GRe

VI CPC, Standing Committee of Defence, in this regard.

Analysis and Recommendations

6.2.119Recommendations ofV and VI CPCs. The Commission notes that thé CPC
recommended an increase in percentage of res
Police Organisation (CPOs) to 25 percent and lateral transfer to this extent. In addition, the
Commission had suggested that 25cpat posts of Assistant Commandants in CPOs should

also be filled in the same manner and pay and seniority be similarly protected. Towards this
end it further suggested setting up of a Joint Recruitment Board consisting of representatives
of CPOs and ArmeBorces Headquarters so as to jointly select officers/men who would render
seven yearso6 service in the Armed Forces to
that proper quality of personnel suitable for both Service and CPOs were recruged. Th

CPC recommended that all recruitments to the posts of Short Service Commissioned Officers
and Personnel Below Officers Ranks in the Defence Forces, CPOs and various defence civilian
organisation should be made with the selected candidates senvadtyimtthe defence Forces
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for some period before being laterally shifted to CPOs and defence civilian organizations. The
lateral shift to a specific CPO or a defence civilian organization would depend on the
availability of posts as well as the choicelanedical fithess of the concerned Defence Forces
personnel. The Commission recommended that seniority shall be fully protected during the
lateral shift to CPOs/defence civilian organisations and such personnel will continue to be
governed by the pensiorcteeme which governed them during their tenure in the Defence
Forces. Consequently, they were to fall outside the purview of the New Pension Scheme.

6.2.120 Institutional Arrangements for Ex-Servicemen (ESM): As per the existing
allocation of work, all maérs relating to armed forces veterans are the responsibility of the
Department of ExServicemen Welfare. These inclupgee and posts retirement training; re
employment, selemployment, health and medical care of ESM pensioners and their
dependents and admstration of armed forces pension regulatiofiise Department has two
Divisions viz., the Resettlement Division and the Pension Division and has 3 attached offices
namely (i)Secretariat of Kedriya Sainik Board (KSBYii) Directorate General (Resettlement)
(DGR) and (iii) Ex-servicemen Contributory Health Scheme (ECHS) Organisation.

6.2.121The Kendriya Sainik Board (KSB) is responsible for the welfare of theeExcemen

and their dependents and also for administration of welfare funds. The KSB is assisted in its
task by 32 Rajya Sainik Boards (RSBs) and 392 Zila Sainik Boards (ZSBs), avhicimder

the administrative control of respective State Governments/ Union Territory Administrations.

6.2.122The Commission notes that as on 01.01.201ete were over 18.6 lakh defence forces
pensioners. The Department of-Bervicemen Welfare and tres within it are currently
focused on (a) undertaking training programmes (b) providing medical grant, disabled grant,
house repair grant, marriage grant, penury grant, orphan grant etc. Training for JCO/ORs is
organised in Regimental Centres covemaaér number of personnel but are for a shorter
duration of four weeks. Trainings in outside Institutes across the country range from 4 weeks
to 52 weeks but cover smaller number of personnel. In any case they do not cater for the total
number of retireeBom the three defence services.

6.2.123Practices in select countriesMost western countries have had a policy of conscription
and some like Russia, South Korea & Israel are still following it. Some of them, post second
world war/ cold war have changeder to volunteer basis for enlistment. They have adopted
policies that best suit their demographic and economic profile. As regards engagement, the
initial term for enlistment in US is 8 years with flexibility given to each service for reducing it.

In UK the term is 12 years. In the US to qualify for benefit of pension defence forces personnel
need to serve for 20 years. Consequently, only about 19 percent of active duty service members
retire from military with pension. For those exiting the Armed Fonceke US there exists a
regime of affirmative action in the form of eligibility criteria for government contracts.
Training is also mandated to be provided to veterans to equip them for their gainful
employment in civil life after completion of their &tment term. Provision of tax incentives

to incentivise employment of veterans is also availablsingle, unified federal webased
employment portal for veterans to access information on federal programs and activities
concerning Vet erapoprent bemglits, ang tragnimg also exists.
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6.2.124To review the present position with regard to lateral movemergmm@oyment
opportunities for defence forces personnel, the Commission took note of the submission made
by the Services, throughg¢ldSM, and also sought further inputs from the Ministry of Defence,
Ministry of Home Affairs and the Services in this regard.

6.2.125Retirees from the Defence Forced he total number of retirements of Defence Forces
personnel over a three year periothisulated below:

Financial Year Officers JCOs/ORs Total
201212 1,626 48,201 49,827
201213 1,643 53,446 55,089
201314 1,606 55,901 57,507

6.2.1261t is apparent from above table that the number of retirees in defence forces is
substantial. The Commission, based on disaggregate data received by it for FMI206&&s

that over 70 percent of personnel retiring from the defence forces are in theofeddpoys,

Naiks and Havildars (& their equivalents). As brought out in Chapter 10.2 these categories of
Other Ranks retire at a relatively early age even when compared to JCOs within the Services.
It is this category of retirees, in particular Sepoymt tneed special focus in terms of
possibilities of reemployment/ lateral movement.

6.2.127Recruitment in CAPFs. To ascertain the possibility of lateral movement/ induction
into the CAPFs, the Commission sought feedback from the Ministry of Home Afféies.
recruitment over a three year period in the CAPFs and numbersdrizicemen (ESM) vig-

vis positions reserved for them at various levels in CAPFs are shown below:

Financial Officers Other Ranks
Year

ESM Others ESM Others

SI Constables| Sl Constables

201312 1 683 85 144 1799 76,113
201213 0 689 93 45 2,353 54,922
201314 2 611 105 42 2,123 28,362

6.2.128 The table abovmoints to a sharp decline in the total recruitment each year in the
CAPFs taken as a whole over the three year period. Further as broughChaipter 3 the
composition of personnel in MHA / CAPFs in the age groups eé8®§ears and 310 years

is substantial. Similarly the percentage in the age group of over 50 years is relatively small.
The Commission also notes that in most CAPFs the persons in position is now very close to
the sanctioned strength. These facts taken togath@y that the recruitment possibilities
within the CAPFs will be lower in the coming years, unless the Government plans a major
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manpower expansion by creation of new polte tablealso points to the fact that recruitment
of Ex-servicemen at variousVels is insignificant vis-vis Others in the CAPFs.

Category of
Rank Reserved Position| ESM in Position

Personnel
Other Ranks| Constables 62337 1862
Head Constables 11573 782
Assistant Sub Inspectc 5654 286
Sub Inspector 4565 330
Inspector 1126 84
Subedar Major 53 0
Officers Assistant Commandan 463 0
Deputy Commandant 156 0
Commandant(JG) 31 0
Commandant 30 1
DIG 12 8
IG 0 0
ADG 0 0

6.2.129The Commission notes that in a number of CAPFs there exists a reservation of 10
percent of posts in the case of Other Ranks fé8@wicemen. In case of BSF this reservation

of 10 percent extends upto the level of Commandants. Data provided by theyMihistme

Affairs as detailed ithe above tablandicates that the number of ervicemen in position is

very low compared to what is reserved for them at various levels in the CAPFs. In this regard
the V CPC in its report, while noting the under utitisa of reserved vacancies for £x
servicemen, attributed it to two reaserf{y Ex-servicemen after putting in number of years in
Armed Forces already earn pension and prefer to stay nearer their home place and (ii) no benefit
of seniority is granted fomilitary service rendered. The fact that even when reservation is
provided and there are not enough takers for them amongstrgicemen calls for a rethink

on how the issue needs to be addressed in terms of an appropriate incentive structure.
Separatelyn Chapter 8he Commission has recommended a liberalised regime of allowances
for CAPF personnel, in particular with regard to HRA and Risk and Hardship Allowances. The
Commission is also aware that the age of entrants into CA&¥¢s to be kept in view given

the nature of operations they undertake. Lateral entrants into CAPFs therefore, as distinct from
those joining Defence Civilian organisations etc., should be of a younger age. The Commission
is therefore making recommendatsodistinctly for CAPFs and for other entities to which
defence service personnel can be inducted. The objective of the Commission is that the
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Government should be able to reap multiple benefiisprovide life long employment to
Sepoys who opt into CAP&n completion of seven years. (ii) provide the Services with a
even more youthful profile and (iii) make a decisive impact on the Governments pension and
salary expenditure for Defence forces and CAPFs taken as a whole.

6.2.130Possibilities within Defence Civilian/ civilian entities under Ministry of Defence
Chapter 3of the Report points to the fact that Defence Civilians are substantial in number.
Recruitments in defence civilian organisations, at a little over 60,000pkeamemodest during

the period 2006 to 2014. Civilians span a number of entities like Ordnance Factories, DRDO,
Naval Dockyards, Military Engineering Service, Border Road Organisation, Base Repair
Depots etc. Personnel in these organisations work sideleynsth the Services or for the
Services and therefore are familiar with the nature of each others work. -Slefcemen,
irrespective of the number of years of service and rank, therefore, in the view of the
Commission are suitable for lateral movementhese organisations.

6.2.131Possibilities within Services The Commission iChapter 11.1has drawn attention

to the need for the Services to focus on core areas. Currently there is a substantial percentage
of service pesonnel assigned to non core functions. A delineation of these and the gainful
deployment of ExServicemen can be considered. Indeed there exist possibilities for lateral
entry of retiring defence forces personnel within the Services in entities likelthmi&trative,
Logistic and Accounts branches etc. of the Air Force and Logistics and Engineering Branches
etc. of the Navy. In the case of the Core of Engineers in Army the Commission notes that
approximately 50 percent officers and 25 percent of JCOs/@Bsposted in Military
Engineering Service and Border Road Organisation. Similar possibilities exist in the Army in
case of specialised cadres, logistics and maintenance a8driéicemen Contributory Health
Scheme (ECHS) organisation. As distinct frora Eighting Arms, personnel serving in these
Support entities in static formations can be sourced, to a considerable extent, from Ex
Servicemen.

6.2.132Employment in Central Government and others:The Ministry of Defence in its
response to the Commissibas pointed out that the reservation of&&rvicemen in Central
Government Ministries/ Departments is 10 percent for group C and 20 percent for group D
posts. For CPSUs and Banks it is 14.5 percent for Group C and 24.5 percent for Group D posts.
From the data made available to the Commission it transpires that within the Central
Government Departments, Central PSUs and Banks the deploymentS#rdgemen has

been far short of what has been reserved for them. The Commission is of the view that greater
thrust is needed in this regard.

6.2.133 Possibilities arising out of defence industrialisation The initiative of the
Government towards bolstering manufacturing, including in the defence sector together with
Public Private Partnership (PPP) and opportesitihat are presented by defence offset
obligations will require a complement of skilled and experience personnel both in the public
sector and the private sector. The Services, at all levels, and in particular in the Air Force and
Navy have a large comptee n t of technical and skilled pe
thrust towards strengthening the defence manufacturing base in India, both in the public and
private sector the services of such experienced and skilled personnel would be of great benefit.
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Towards this end a database of skilled and experienced personnel would be useful. Further,
given the requirements of the industry as it develops, the focus should be towards suitable
dovetailing of skills for the other retiring ORs. The Government togetharimdustry based

on user needs should devise package/ training modules for such retiring defence forces
personnel.

6.2.134Conclusions and Recommendationsthe scheme of lateral entry needs to be viewed

in the context of the retirements taking place i@ Services, the absorption capacity in the
CAPFs and the issues that have held back the scheme from being implemented. There are other
factors, some of which have been outlined by the Fifth CPC that keege®icemen from

taking up vacancies that areeesed for them in CAPFs. There is also a distinction that needs

to be made with regard to the age profile of personnel #rabe absorbed in CAPFs and in
otherentities.The Commission keeping in view the above recommends:

For Central Armed Policg~orces:

a) The primary focus of the Government with regard to lateral entry as far as CAPFs
are concerned should be on personnel retiring from the ranks of Sepoys (& their
equivalents), as distinct from Officers and JCOs.

b) Sepoys on completion of seven yeasgrvice in the Services should be allowed to
(i) continue in Services or (ii) laterally move into CAPFs. Such an option may be
exercised in the sixth year of service. In case of the latter seniority and pay of the
personnel should stand protected. While dag so the Military Service Pay shall
also be taken into account so that there is no drop in salary. At the same time, on
joining the CAPF he will not be entitled to Military Service Pay.

c) For those exiting the Services in seven years and joining a CAPF, par with SSC
officers, the Commission recommends a one time lump sum amount to be paid
which is 10.5 times the last pay drawn. Once they opt into the CAPFs they shall
continue upto the retirement age and be covered iso far as their pensionery
benefits ae concerned under the New Pension system.

d) Effort of the Government should be to ensure that vacancies of Constables in the
CAPFs is filled entirely from Sepoys exiting in seven years.

For entities, Other than CAPFs

e) Delineation of core and non core funcons within the Services and lateral entry of
defence forces personnel, to entities within the Services like the Administrative,
Logistic and Accounts branches etc. of the Air Force; Logistics and Engineering
Branches etc. of the Navy and in specialised caa$, logistics and maintenance and
Ex-Servicemen Contributory Health Scheme (ECHS) organisation in the Army.
This option should be available for all defence forces personnel, irrespective of the
number of years of service.

f) Lateral entry of retiing defence forces personnel to Defence Civilians
organisations like Ordnance Factories, DRDO, Naval Dockyards, Military
Engineering Service, Border Road Organisation, Base Repair Depots etc. This
option should be available for all defence forces personnel, irrespeat of the
number of years of service.
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g) Filling of reserved vacancies for ExServicemen in Central Government
Ministries/ Departments, Central PSUs and Banks needs to be given a thrust. The
percentages of reservation for Group C needs to be revised upwaritslight of the
fact that the Group D, which had a higher percentage of reservation has been
merged with Group C.

h) In case the Government raises new special forces which involves security /
protection, retiring defence forces personnel should be accordedigrity.

i) Entities tasked with looking after exservicemen welfare and resettlement at the
Central, State and District level should be manned by E$ervicemen.

Institutional Framework

J) The existing institutional framework for dealing with issues relating to Ex-
Servicemen should be completely revamped with a view @) re-orienting the
focus of the Government towards the outcome of gainful employment of the
maximum number of retirees, and(ii) synergising the entities tasked with ex
servicemen welfare andesettlement in the Centre and in the States/ Districts by
their functional and administrative integration. The Commission, therefore,
recommends that the Department of Sainik Welfare and Zilla Sainik Welfare
offices should be functionally and administratvely integrated with and controlled
by the Department of ExServicemen Welfare, Ministry of Defence. The
integrated administrative mechanism will ensure that all activities related with the
welfare of Ex-Servicemen are controlled by the Central Governmeninstead of
leaving it to State Governments. The Commission further recommends that these
institutions/offices should be manned by EsServicemen only. It will be their
responsibility to liaise with the concerned agencies of the State Governments to
secure he benefits extended by the latter towards the welfare of E®ervicemen.

Others

k) A central online IT Application may be developed by Director General of
Resettlement’ in consultation with prospective employers to provide
comprehensive updated information onretiring defence forces personnel which
harmonises with the user need#\ mobile based application may also be developed
using same database of Central IT application for optimal leveraging of data
amongst all stakeholders especially Egervicemen.

[) For facilitating a seamless absorption in industry, in particular defence
manufacturing, Government together with industry should devise package/
training modules for such retiring defence forces personnel.

27 Details on retiring defence forces personnel will be available with all Record Offices, Principal
Controller of Defence Accoun{®fficers), Navy Pension Celhir Force Record Office, Rajya Sainik
Board etc.
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Headquarters Organisatiorns Chapter 7.1
iIn Government of India and
Office Staff in Field Offices

Headquarters Services

Introduction

7.1.1 The headquarters organisation comprises the Secretariats omithistries and
departmentsf the Government of India. Most of the middle level posts are held by the officers
of Central Secretariat Service as also a few administrative posts at the senior level. In the
Ministry of Railways, similar positions are held by the Railway Board Se@etervice, in

the Ministry of Defence they are held by the Armed Forces Headquarter Service and in the
Ministry of External Affairs the same are held by the Indian Foreign Service (B) officers.

7.1.2 The organisational hierarchy of all the headquarter services by and large includes the
following levels with corresponding GP:

Level Grade Pay
Selection Grade 10000
Director 8700
Dy. Secretary 7600
Under Secretary 6600
4800
Section Officer [after four years GP 5400 (PB)]
Assistant 4600

7.1.3 The headquarter services provide a permanent bureaucratic set up which assists in
establishment and administration, policy formulation and monitoring and review of the
implementation of policies/schemes of variouigistriesanddepartments

Demands

7.1.4The pay related demands of various headquarter services are as follows:

a) At least five financialpgradatios/promotions in the promotional hierarchyregular
intervals have been demanded: time bound promotions at 5, 9, 13 years of service to
CSSoffice s aft er t h e gntheesame pattetdrasothaipgiven o Officers of
theGroup Adservices and in case promotional posts are not availabldunotioning
payupgradatiorto the next promotional grade. These demdral® been made on the
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b)

grourds that it will attract a talented pool in the CSS at the entry level as well as create
motivation for the serving officers.

Analysis and Recommendations

The Commission notes that the MACP schemeyts very nomenclature is intended
to provide assured career progression so thatjovernment employees do not
stagnate. The Commission is recommending continuance of the existing MACP
Scheme. As regards the grant of time bound promotions at 9,13,17 yearsto CSS
officers on the analogy ofGroup "AdServices, this cannot be accepted as the entry
level induction of CSS is inGr o u p and tBedefore it cannot be compared with
Group "AdServices.

Demand has been made for entry Grade Pay400 (PB3) for Section Officers on

the ground that there must be one pay for one post in a cadre and that the minimum
residency perioaf eight yearsn the grade is very longimilar demands have been
received from the Stenographers cadres too.

Analysis and Reconmandations

The post of Section officer (SO) is a promotion post for Assistant (GP 4600). Initially,
on promotion, the SO is at GP 4800 and after four years is entitled tefanational
upgrade to GP 5400 (PB, effectively two levels higher. Hence tistipulated
residency period of eight years at the level of SO is distributed in two parts, four years
in GP 4800 and the balance four in GP 5400-8PBThe current position is that the
average time spent at the higher level is aroufd/&ars.

The Commission observes that the current progression from GP 4600 to GP 4800
on promotion as Section Officer is an appropriate upgrade and does not find any
justification for placing the entry level to SOat a higher level. In so far as the non
functional upgrade isconcerned, in the newly restructured pay matrix the earlier
situation of a common grade pay.e.,5400 prevailing in PB2 and PB3 has now been
rationalised. Accordingly, the nonfunctional upgrade will henceforth be fromlevel

8 tolevel 9 In the case ofall such cadres/services where non functional upgradation
is presently available across two levels, for example, from GP 4800 to GP 5400(PB
3) the same will now be available across only one level for example, from GP 4800
to GP 5400 (PB2) or in the new mnatrix from level 8 to level 9.

Various headquarter/stenographer services have demanded placement of GP 7600 in
PB-4 for the post of Deputy Secretary or alternatively, grant of GP 8000-ih &Bin

the case of Lt Colonel in the Indian Army. This demaniiaised on the ground that in

the existing dispensation, there is a considerable gap in pay in betweearfeB°R4.

Since the Deputy Secretary resides inr3&8nd the Director in PB, and the hierarchy

does not require Deputy Secretary to report to tinecior, this demand has been made.
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Analysis and Recommendations

In the newly proposed rationalised pay matrix recommended by this Commission
the skewed spacing between pay bands has been moderated and pay levels have
been equitably placed. Thereforethere is no need for any other measure in this
regard.

d) Demand has been received from various headquarter services for allowing the post of
Director be made NFSG as against promotional fést.CSS has argued that the cadre
review Committee in the CSS ranmended that the residency period for promotion to
Director Grade be set at ten years combined approved service as Under Secretary and
Deputy Secretary with minimum thr &lee year s
existing residency period for promoti from Under Secretary toeputy Secretary is
five years and fronDeputySecretary to Director is also five years.

Analysis and Recommendations

The Commission notes that the post of Director in the headquarter services is a
promotional one with a higher gade pay. The headquarter services are not
comparable with All India Group "Adservice and hence the demand for NFSG for
the post of Director is not supported. The Commission recommends no change in
the present dispensation.

e) It has been demanded that pessappointed to a particular post either on direct
recruitment or on promotion should have their pay fixed at the sameTeishas been
sought on the ground that no junior should draw more pay than his senior in &sadre.
against this, presently newtecruited Assistants of CSS are getting higher pay than
Assistants promoted after implementation of the VI CPC.

Analysis and Recommendations

In so far as one fixation of pay for one post is concerned, it may be mentioned that the
VI CPC recommended exdive pay bands for direct entry into posts with different
grade pays attached to them and hence there was a difference of total pay in respect of
a direct recruit in comparison to a person promoted to that grade.

In the new pay matrix proposed by this Commnssion, it has been recommended
that the first cell in each level in the matrix would be the entry pay for fresh/ direct
recruits. The pay of a person who moves from a lower grade to higher grade is to
be fixed with respect to the pay being drawn by him/heat the time of promotion.
The details of fixation of pay on promotion has been dealt with in detail in the
Chapter 5.1 The proposed system is expected to eliminate the existing anomaly.

f) The AFHQS (LDCE) officers have demandednoduction of the scheme of Limited
Departmental Competitive Examination in the Section Officer grade. It has been stated
that as per the AFHQ Civil Service Rule 2001, the posts of Section Officers used to be
filled 20 percent by direct recruitment, 40 percent by seniority and 40 percent through
LDCE. The LDCE was introduced in AFHQ Civil Service Rule 2001 on the
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recommendation of the CPC, following a similar LDCE pattern in CSS since 1962.
Subsequently, a comttee of senior officers on cadre review/restructuring
recommended abolition of LDCE at the level of Section Officer and stoppage of direct
recruitment in the Assistant Grade. This was in view of the fact that the existing 40
percent quota of LDCE which wameant to provide accelerated promotion to direct
recruits Assistants was to be abolished and hence there would be no direct recruitment
at Assistant level. The above recommendations of the Committee were implemented.
Recruitment of Section Officer theffeer has been 50 percent by direct recruitment and

50 percent by promotion, with complete scrapping of the element of LDCE. However,
50 percent direct recruitment quota in the Assistant Grade was retained. It has been
demanded that the element of direcruitment in the Section Officer grade be removed
and consequently 50 percent vacancies in the grade be filled up by promotion on
seniority and remaining 50 percent through LDCE among the Assistants/Personal
Assistants serving in AFHQ.

Analysis and Recommeations

Given the overall parity of posts between the CSS and AFHQS at the level of

Assistant and SO, the demand for restoration of the LDCE scheme on the same
pattern as available in the CSS seems justified. However, the Commission feels that
the issue mised is essentially administrative in nature and hence no specific

recommendations can be made in this regard.

g) Demand has been raised regarding extension of Non Functional Upgradation (NFU) to
AFHQS officers. It has beenated that althougboPT has clafied that the benefit of
NFU will be available td&s r o u pofficerB idducted int®rganisedsroup AdService,
the same has not been extended to AFHQS officers.

Analysis and Recommendations

The Commission feels since the orders on NFU have already begpelt out, no
further recommendations on the issue are required.

h) AFHQS has demanded that their officers should be allowed to serve in Ministry of
Defence either by earmarking certain percentage of posts up to the grade of Deputy
Secretary/Director or by ass posting of CSS officers to posts belonging to Integrated
Headquarters of MoD which are currently occupied by AFHQS officers.

Analysis and Recommendations

The issue has been discussed for several years at various fora and as part of the V CPC
recommends@ons. The V CPC did not recommend participation of AFHQS officers in

the Central Staffing Scheme however earmarked few posts at the level of Under
Secretary and Section Officer in Ministry of Defence for members of this service. Even
after several iteratins, the recommendations could not be implemented.

Owing to the fact that various headquarter services are performing similar
functions in various secretariats,the Commission is of the view that such a vast
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resource pool of officers should be allowed to ave laterally and occupy posts in
other secretariats on deputation basis. This will not only enrich the service officers
but also bring about harmonisation among services. Later if found feasible these
services may also be merged.

i) There has been demandrfrall headquarter services to extend all recommendations
made in respect of CSS to them as well.

Analysis and Recommendations

The Commission recommends parity between comparable posts in the CSS and
other headquarter services in the matter of pay structureThe replacement pay
available at all levels to CSS officers will be applicablenutatis mutandisto their
counterparts in the AFHQS, RBSS, IFS (B) as well those organisations who
maintain pay parity with CSS.

J) Issue of parity of field functionaries with the Assistants of the CSSIt has been
demanded that CSS be allowed to retain al
have claimed parity with CS8.has been argued by the CSS that parity among various
posts and services to be considered on long established principles of classification of
posts, duties and responsibilities, their hierarchical structure, historical parity, mode of
recruitment as well as minimum qualification for recruitment at entry level as well as
levd. Historically, various services in the Secretariat have had an edge over analogous
posts in the field offices. The CSS has, in its memorandum, demanded that this edge
over other services be retained. This has been justified on various grounds, keytamongs
which is that office staff in the Secretariat perform complex duties and are involved in
analysing issues with policy implications whereas their counter parts in field offices
perform routine work relating to matters concerning personnel and general
admnistration, and so on. Apart from retention of the edge, the CSS memorandum also
seeks a change in the mode of recruitment. It has been argued that up until 1987, directly
recruited Assistants of the CSS were selected through an examination conduceed by th
UPSC and other categories of employees falling uBdero u pvere r€cduited through
the Staff Selection Commission [SSC]. In 1987, recruitment of Assistants to the CSS
was also brought under the SSC and is now carried out through a common examination
called the Combined Graduate Level Exam (CGLE) and an All India Merit List.

Analysis and Recommendations

The VI CPC had gone into this issue in considerable detail. It had noted that while at an
earlier point in time it may well have been the case that those in the Secretariat ended
up performing more complex duties relating to policy formulation, but operiad of

time things had changed. It had noted that there was an increasing emphasis on
strengthening the delivery lines and with growing decentralization, the importance of
delivery points in the field cannot be understated. Therefore, in its thewme had

come to grant parity between similarly placed personnel employed in field offices

and in the Secretariat and that this parity would need to be absolute till the grade

of Assistant The VI CPC had noted that beyond this, it would not be possildeenr
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justified to grant complete parity because the hierarchy and career progression would
need to be different. Although the recommendation of the VI CPC was accepted in the
first instance, a year down the line the Grade Pay of Assistants was increased fr

4200 to 4600, thereby squarely going back to the original position in which the
Assistants in the Headquarters resided at one level higher than those in the field. In fact
this latest modification follows a consistent pattern seen over the decadgss Th
elucidated in the table below:

Table 1: Upgradation of Pay of Assistant over Successive Pay Commissior
Pay Scale as
I nitially
Recommended Pay Sale asRevised byGovernment
Post: Dates (when issued
Assistant Date Scale and when effective) Scale
31.7.90, but effectiverom
IV CPC 1.1.1986 14002660 | 1.1.86 16402900
25.9.2006, effectivérom
V CPC 1.1.1996 55009000 | 15.9.2006 650010500
August 2008, bugeffective
VI CPC 1.1.2006 GP 4200 | from 1.1.2006 GP 4600

It may be seen from the above talttat the recommendations of successive Pay
Commissions with regard to pay of Assistants, even if initially implemented, has
invariably been modified at a later point and they have been placed at one higher level.
As a corollary to this, the level of Sedati®fficers also is at one level higher than that

of SOs in the field.

While notifying the most recent upgrade in August 2008, the order states that the
Assistants in Headquarters are required to be igihehlevel sincéthere is an element

of direct recuitment in their case and that too, through an-lalia Competitive
Examinationd

The Commission notes that certain inherent contradictions prevail. The first relates to
the Common Grade Level Examination (CGLE) through which selections are carried
out by the SSC for a range of positions, at varying levels of grade pay. No doubt the
examination process is a graded one, with applicants for certain positions having to
undergo two written examinations as well as an interview and for certain other positions
only two written examinations. But in the case of Assistants for CSS and Assistants for
certain other organisations, the examination process is common although the grade pay
for the two sets are different. This then brings about a situation where tho$ewedth
grade pay continuously demand parity with the others while those with higher grade pay
seek to set themselves apart. The categorical observations of @eC/thathe time

had come to grant parity between similarly placed personnel employed fielthe
offices and in the Secretariat are echiogthis Commissiopwhichsees merit in placing

all Assistants recruited through the CGLE, whether working in the field offices or in
headquarters, at the same level.
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The Commissionaccordingly strongly recommends parity in pay between the field
staff and headquarter staff up to the rank of Assistants on two grounddirstly the
field staff are recruited through the same examination and they follow the same
rigour as the Assistants of CSS and secondly therg mo difference in the nature of
functions discharged by both. Therefore to bring in parity as envisaged by the VI
CPC, this Commission recommends bringing the level of Assistants of CSS at par
with those in the field offices who are presently drawin@sP 4200. Accordingly, in
the new pay matrix the Assistants of both Headquarters as well as field will come
to lie in Level 6 in the pay matrix corresponding to pre revisedsP 4200 and pay
fixed accordingly. Similarly the corresponding posts in the Stenograpirs cadre
will also follow similar pay parity between field and headquarter staff. The pay of
those Assistants/Stenographer who have in the past, been given higher Grade pay
would be protected.

Recently, through agovernmentor der si mi | ar alsodecgexterided pay 0
to the Upper Division Clerks belonging to CSS in the Secretariat by way of grant

of non-functional selection grade to GP 4200 (available to 30 percent of UDCs). It

is expected to lead to further resentment at the level of UDCs in the liieas well as

with other non-secretariat posts with which they had parity before. Since as per

the recommendation of this Commission, Assistants have now come to lie in Level

6 of the pay matrix which corresponds to pre revised GP 4200, this Commission
recommends withdrawal of nonfunctional selection grade to GP 4200 in respect

of Upper Division Clerks belonging to CSS.

Stenographers Services

The Central Secretariat Stenographer Service (CSSS)/ Armed Forces Headquarters
Stenographers Service (AFHQSS)

7.1.5TheCSSS/AFHQS<consists of the following grades:

Level Grade Pay
Principal Staff Officer 8700
Sr. PPS 7600
PPS 6600
PS 4800
Stenographer Grae@ 4600
Stenographer Graee 2400

7.1.6The demands of CSSS aABHQ Stenographers Service are:

a) Merger of headquarters services with their counterparts in the Stenographer cadre with
full parity and uniform designation and introduction of Executive Assistant Scheme. In
the justification for merger, the recommendation of the VI CPC vide paras 30l.10 t
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b)

3.1.12 have been referred to, where the Commission observedliai¢hat there is no
justification for maintaining a distinct Stenographer cadre in gowernmentoffice.
Instead, emphasis should be on recruiting multi skilled personnel at Assstznio

be designated as Executive Assistants who will discharge the functions of present day
Assistant besides performing all the Stenographic functioms.VI CPC had justified

the need for a unified cadre and common recruitment on the basis of aesutingi
secretariat functioning would become more IT oriented in future reducing reliance on
personal staffThe CSSSand AFHQSS officeré Associatiors have raised demarsl
relating to merger of present incumbents of CSS/AFHQCS and CSSS/AFHQSS with
full parity and uniform designation.

The DoPT has referred to propose EA scheme to this Commission.
Analysis and Recommendations

The issue has been deliberated in DoPT severastiReports of the distssions
indicate that although the CSS Associations are strongly opposed to such merger
between CSS and CS38Bey are not averse to introduction of the Executive Assistant
SchemeThe DoPT itself appears to have not found it feasiblview of thenature of

work, duties and responsibilities of the members of CSS and G&8&ifferent.

In view of the fact that several detailed deliberations have already taken place in DoPT
as well as in the meeting of the COS okllarch, 2013 wheein various aspects of the
scheme have been examined threadbare in presence of all the stakeholders, the issue of
merger of CSS and CSSS cadre remains an administrative reform issue to be dealt with
by the administrative Ministry. The Commissignmakingno recommendation in this

regard.

A demand has been received regarding provision of promotional channel to the grade
of Joint Secretary in CSSS stating that such creation is essential to bring full parity (in
grade) between CSS and CSSS. It has also &egred that this would ensure career
progression for PSOs, who have no promotional avenues even after completing five or
more years of approved service in the grade.

Analysis and Recommendations

As regards demand for-gitu promotion of PSO to the rank of Joint Secretary and
demand for creation of the post of JS for removal of stagnation and career progression
of CSSS Cadre beyond the level of PSO is concerned, it is stated that these issues are
purely administrative in nature and can be dealt with through the process of cadre
review. Hence, the Commissi@imaking no recommendation in this regard.

A demand for creation of additional posts in the grade of Sr. PPS (GP 7600) and PPS
(GP 6600) hasden received on the ground that these additional creations will facilitate
smooth merger of present incumbents of CSSS and CSS.
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Analysis and Recommendations

The demand for creation of addiional posts in the grade of SrPPS and PPS is
linked to the demand of cadre merger, hence it is for the cadre controlling
authority i.e.,the DoPT to decide the issue in its entirety.

d) The AFHQSS hademanded grant of two increments at par with CSS/CE8® éime
of promotion from G600 to GP 7600 for parity.

Analysisand Recommendations

The Commission finds no merit in continuation of two increments for CSS/CSSS
and hence recommends abolition of the same.
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All India Services Chapter 7.2

Introduction

7.2.1The Indian Administrative Service (IAS), the Indian Police Service (IPS) and the Indian
Forest Servic€lFoS) constitute the All India Services (AlS). The IAS and IPS were initially
constituted under provisions of Section 263 of the Government of Indjal®85 and then
weredeemedo be Services created by the Parliament of India in terms of Article 312 of the
Constitution. The Indian Forest Service, was constituted under the All India Services Act 1951
by the Government of Indid. h &ll India Services Act, 1951 empowers thevernmento

make rules for the regulation of recruitment, and the conditions of service of persons appointed
to the All India Services common to the Union and the States.

7.2.2A feature common to the All Indiae®vices is that the members of these services are
recruited by the Centre, but their services are placed under various State cadres, and they have
to serve both under the State as well as at the Centre.

7.2.3 Presently, recruitment to the IAS and IPS isried out through the Civil Services
Examination conducted annually by the Union Public Service Commis&sanuitment to the

IFoS is through the Indian Forest Service Examination, also conducted by the UPSC annually.
From the examination year 2013 onwgrd screening mechanism has been introduced for
IFoS through Civil Services (Preliminary) Examinatidierefore, candidates applying for
Indian Forest Service Examination are required to appear in the Civil Services (Preliminary)
Examination and qualifihe same for going to the second stage of Indian Forest Service (Main)
Examination, which consists of a written examination and interview, a pattern akin to the Civil
Services Examination.

7.2.4AlS officers are recruited and trained by the Central Goventjrand then allotted to
different State cadre3here are now 25 State cadres including three joint cadres, namely, (i)
Assam and Meghalaya, (ii) Manipur and Tripura, and (iii) Arunachal Pradesh, Goa, Mizoram
and the Union Territories (AGMUT).

Indian Administrative Service (IAS)

7.2.5As per information available on DoPT website, the sanctioned strength of IAS as on
01.01.2013 was 6217 comprisidg13 posts to be filled by direct recruits and 1904 posts to
be filled by promotion/appointment of State Ci8iervices officers/ Noistate Civil Service
officers.

Demands of the Indian Civiland Administrative Service (Central) Association

7.2.6In their memorandum to the Commission, the Indian Civil and Administrative Service
(Central) Association has raised gemands as follows:
a. Demand for retention of distinct 6béedge I
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Demands related to O0two year edgebo
Demand for benchmarking pay of IAS with the Private sector salaries

Demand for separate exam/papers for recruitment of the IAS

Demand forabolition of Grade Pay of 8900 and HAG+ available to IPS and IFoS as it
is nullifying the initial edge given to the IAS

f. Demand for Special Govesince and enablement allowancamp office dbwance,
research angrofessional development allowance dradd duty allowance

® oo

Demand for Retention ofDi st EdgeibPag 6 i n t he | AS

7.27The Association in its memorandum has soli
position is unique and that the Service needs to be differentiated from the rest of the
bureaucracy in more ways than one. The association feels that narrowing the gap thetween

IAS and other AIS and Central Group6Ser vi ces wi | | be detri meni
economic growth and development.

Background

7.2.8As per the extant rules the Indian Administrative Service and the Indian Foreign Service
(which is a Central GroupAdSer vi ce) are accorded a pay adyv
grades, viz., the Senior Time Scale, Junior Administrative Grade and Selection Grade in the
form of two additional increments @ 3 percent each, over and above the promotional
increment.Both the Services have traditionally enjoyedthis edge visavis other AIS and

Central Services, which has continued right from the time of the | CPC with varying amounts.

Prior to the implementation of the Kothari Commission recommendatibasscheme of
examination was so designed that&s or Indian Foreign Service (IFS) aspiraad to appear

for two additional papers with at least one paper from outside the field of his special study at
the University unless t he ceasrindwodubjeces. Thusdnd Ma s
IAS/IFS candidate had to appear in five papers as opposed to three papers in the case of Central
Service aspirants or two by the Indian Police Service aspirdotsever, the examination

pattern, post 1979, became uniformddirServices.

7.2.90ther All India Services and various Central Services have all along been demanding
parity with the IAS (and the IFS) and for removal of this conventional edge in pay and
promotions. This demand is being put forth since the time d?@ 6ut the edge has continued.

7.2.10 The argument for continuance of edge has been thatotaeof IAS is still very
important in the overall scheme of governance and that they have afunational and
integrating role in the administrative framewoftke previous CPCs have retained this edge
on the same premise.

7.2.11The Il CPCconcluded that the higher pay scales for the IAS and the Indian Foreign
Service were justified as long as the criteria for selection to these services were higher and
these srvices were getting as a rule, recruits of higher standard. The Ill CPC stated that it
would not be a feasible proposition to have identical scales of pay for the IAS and the Central
Class | Services. It felt that it would not be correct to accept artrfje demand for parity

with the IAS based upon the equivalence or otherwise of the standard of the initial examination
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without reference to the duties and responsibilities entrusted to the members of the different
services, the demands uponthem dudmgti r car eer s, and otthaer r el ¢
over the years, and depending on the prevailing situation, there might be a case for gradual
narrowing of the differences even furttel he Commi ssi on al sth went
reaching thisconclusion we have given due weight to our assessment of the relative duties and
responsibilities and the consequent need to attract the better quality of candidates into the IAS
because of our present stage of development. There is a case for the gesemnaties taking

on the roles of innovator and improviser in spheres where the specialist services have yet to

be constituted. With maturity it may well be that this role will diminish in importaddeer

considering various aspects, the 11l CPC retdithe edge for IAS.

7.2.12The IV CPC suggested improvements for those services which sought parity with the
IAS in their pay scales and career progression and mentioned that such steps will reduce
disparity and bring the services closer together withparable prospectsiowever, the IV

CPC retained the edge for the IAS. TWe&CPC also dealt with the issue of parity and stated

t h dhe offiters of the AIS and Central Services are similar in all respects except two major
features. The officers of Centr&rvices are also generalist administrators but they are
confined to a single department, while AIS officers can be posted to a number of departments.
Secondly, the AIS officers have experience of functioning at the block, sub division, district,
division, state and Centre, while Central services officers move up only in the line hierarchy
of their own department. The reasonable argument that has some weight is that there should
be better career progression for the IPS and Central serviced to@d f t idering the master

in totality theV CPC proposed continuation thfeedge for IAS in pay and empanelment under

the Central staffing scheme.

7.2.13The VI CPC held the following view onthe issateT he r ol e of | AS i s st
in the overall sceme of governance. They have an important coordinating,-fuatttional

and integrating role in the administrative framework with wide experience of working across
various levels in diverse areas governmentThey hold important field level posts at the

district level and at the cutting edge at the start of their careers with critical decision making

and crisis management responsibilities. The leadership function, the strategic, coordinating
and integrative role at this level requires the best talenilabke. The existing position would,
therefore, need to be maintained. It will ensure that IAS officers near the beginning of their
career are given slightly higher remuneration-gisis other services and act as an incentive

for the brightest candidatés enter this service. This is essential as the initial postings of IAS
officers are generally to small places, they face frequent transfers and the pulls and pressures
they have to stand upto early in their career are much more intense. The slight ¢dge in
initial stages of their career would, to an

7.2.14Under the previous CPC pay regimes the edge for the IAS in STS, JAG and NFSG pay
scale was given through slightly higher pay scales roughly equivalent t@dditonal
increments. Dearness Allowance and Dearness Pay was additionally payable on this edge, but
it was not countedor annual increment. The VI CPC introduced running pay bands and
recommended that increments would be payable as percentage offfayay band and grade

pay thereon. Therefore, the edge would also count for increments. In view of this, the VI CPC
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felt the need to calibrate the edge appropriately. It, therefore, recommended slightly higher
grade pay for the IAS at the levels of sertiare scale, junior administrative grade and on
NFSG. These grade pays exceeded the grade pay for other servied¥Oat STS, 900 at

JAG and 700 at the NFSG levels.

7.2.15 At the stage of implementation of the VI CPC recommendationsgdliernment
decided that the edge accorded tol#8 and IFSwvould continue in the form dfvo additional

increments @ 3 percent each over their basic pay at three promotionali.stagesmotion

to the Senior Time Scale (STS), to the Junior Administrative Grad8)(aAd at the Non
Functional Selection Grade (NFSG).

7.2.16The various Central Services have contended that this edge given to the IAS and the

|l FS is iniquitous and viol at e s ®heythave intednci p | €
out that the Civil Services Examination (CSE) conducted by the UPSC is an examination that

is common for recruitment to around G3oup "Ad Services and that the choice of Service
exercised by the candidates is based upon very manydaltts not necessary that only the

top-most go to the IAS. It has also been pointed out that officarsost of the Services are,

in their early years, posted to small places and are subjected to many transfers. Therefore, the
grant of the edge is seas unfair.

Analysis and Recommendations

7.2.17 The Commission deliberategh various aspects as whether there is a case for
retaining such an edgH.so, at which levels is it needed; and thirdly, who all should be the
recipientsThe Commission hower was not able to arrive atconsensus view on the matter.

7.2.18The Chairman is of the view thatthe fundamental principle for determining the
remuneration for any position is that it should be based on the complexity and difficulty
of the duties andresponsibility of the job in question.The criticality of functions at the
district administration level holds good equally for the IAS, IPS as well as the IFoS.
Therefore, some additional remuneration, in the early stages of their career indeed is
justifi ed not only for the IAS but also for the IPS and IFoS.

7.2.19Therefore, the edge presently accorded to the Indian Administrative Service at
three grades mainly Senior Time Scale, Junior Administrative Grade and Selection
Grade may continue in the form oftwo additional increments @ 3 percent each in the
proposed pay matrix. The same is being recommended for Indian Police Service and
Indian Forest Service as well. In so far as the Indian Foreign Service is concerned, the
existing dispensation shall continue

7.2.20Shri.Vivek Rae, Member, Seventh CPC is of the view that the financial edge for
IAS and IFS is fully justified as elaborated below:

a) The edge in terms of higher pay scale or two additional increments has been available to
the IAS visavis other AllIndia Services (AIS) and Centr@roup A Services since
the time of the | CPC (1947). The edge for IAS-&gis other services from Ill CPC
onwards has been as under:
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Grade Service [l CPC IV CPC V CPC VI CPC
JTS IAS 700-1300 22004000 800013500
IPS 700-1300 22004000 800013500
IFoS 700-1300 22004000 800013500
Group A 700-1300 22004000 800013500
STS IAS 12002000 32004750 1065015850 *
IPS 12001700 30004500 1000015200
IFoS 11001600 30004500 1000015200
Group A 11001600 30004500 1000615200
JAG IAS - 39505000 12750616500 *
IPS - 37005000 1200016500
IFoS - 37005000 1200016500
Group A 15002000 37005000 1200016500
NFSG | IAS 20002250 48005700 15100618300 *
IPS 18002000 45005700 1430018300
IFoS 16501800 41005300 1430018300
Group A 20002250 45005700 1430018300

* Two additional increments
** No edge at JTS level.

b) The rationale for this financial edge for IAS in the early stages of their career has been
examined repeatedly by successive CPCs over the last six decades, due to demand for
parity by IPS, IFoS and Centr@roup AdServices. A brief historical backgrouisd
necessary for proper appreciation of the position.

c) The Il CPC (1973) examined the field functoof IAS and observed thafi | t i s
generally recognised that for the IAS officer the post of Collector and District
Magistrate is basic, and constitutes a vital stage in his career.gbkiernmenhas
always attached importance to the holding of district charges by regular recolgis s
to build up their executive ability quickly and to develop to the full all the potentialities
they have. It is in this post that an IAS officer getsinequalled opportunitgf living
and working among the people, participating in planning and im@igation of
developmental programmes, working with the Panchayati Raj institutions,
coordinating the activities ofgovernmentdepartments in the district and dealing
directly with problems of law and order. In the foreseeable future, however, rapid the
pace of industrialization might be, the rural and seimban countryside will still retain
its overwhelming importance and tgevernmentvill have to concern itself with the
problems of this area.

d) We collected the latest information from the various Statee@ments regarding the
duties and responsibilities of Collectors of districts. Our analysis shows that the job of
the collector over the years has become more difficult and complex. The Collector
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continues to be responsible for law and order and theiticachl revenue and
regulatory functions, while his work on th@anning and development side has
increased manifoldHis work on the judicial side has diminished, however, with the
separation of the judiciary from the executive. The various State Govesihee/e
emphasisedn particular, the important role that Collectors play @aoordinatingthe
activities of the different government departments at the district level. Collectors
continue to perform various major administrative tasks in addition, likedhduct of
elections and census civil defence distribution of essentialand controlled
commoditiesand theorganization of relief measures times ofdrought and floods
Besides natural calamities, other upheavals have their impact on the work of the
District Officer. There have been large influxes of displaced persons into the border
districts since Independence, the last such having occurred in 1971. Problems resulting
from war and its aftermath, displaced persons, land reforms, etc. all impingethupo
work of the District Officer. The States have also informed us that the size of a

Coll ectords job has acquired new di mensi o
and the Collectors have now to spend considerable time in consulting and gwading
of ficial bodies and in enlisting public

schemes sponsored by thevernmentWe feel that there has been no diminution in
the level of the duties and responsibilities attaching to the post of Collector.Hframyt
these are now more onerous and complex than at the time of the Il CPC. The experience
gained by a District Officer gives him an intimate knowledge of men and affairs and
enables him to handle complex situations. It also gives him an insight intanhuma
problems and relations and his approach to administrative matters bearing the impress
of this knowledge is Iikely to be more ac
e) The Illl CPC (1973) further observed th@tT he St at e Government s
Ministers of States are dhe unanimous view that the pay scales for the Indian
Administrative Service should continue to be higher than the pay scales prescribed for
the Class 1 Central Services generally. The grounds adduced by thenmwere
onerous responsibilitiesentrusted tothe IAS officers in State administration
particularly for inducting persons of a higher calibre into the IAS. A Chief Minister,
who was previously a member of the Council of Ministers at the Centre and had,
therefore, seen the work of both categories ffit@rs, was specifically asked to
comment on the issue and he was of the view thdAfefficers have to shoulder
higher responsibilitieshan the other Services and, therefore, should be given a higher
grade. 0
f)  With regard to the State Secretariat, h&CPC, while elaborating on the challenges
of decision making at the State Secretariat level, observed that vi ng r egar d t
functions of the Secretariat which call for certain qualities of mind and mature
judgement, and involve intglepartmenthconsiderations, we are of the view that the
lead under the pay scale which we are proposing for the Collector and District
Magistrate would also be justified for the Secretariat appointments in the State
Governments held by these officers. o
g) Even though these views were recorded by the Ill CPC in the 1970s, they remain,
equally, if not more, relevant today. At the field level, IAS officers also increasingly

153 Index



Report of theSeventh CPC

play a key role in meeting the challenges of urbanization in their capacity as Municipa
Commissioners and Chief Executives of Urban Development Authorities, and Water
Supply, Power and Transport utilities. The diversity, complexity and challenge of their
responsibilities continues to remain unmatched and provides unparalleled opportunities
to develop multiple skill sets relating to execution, coordination, leadership, crisis
management, and policy making across a wide variety of domains.

h) With regard to the IPS, the Ill CPC observBdT he mai n demand of th
Service (Central) Asgiation is that the IPS should be equated réarkrank with the
IAS. According to the scheme proposed by them, they would like the Superintendent of
Police to be equated to the District Magistrate, the DIG of Police to a Divisional
Commissioner and thésl of Police to the Chief Secretary. The Association has also
highlighted the special working conditions and liabilities attaching to a career in the
Indian Police Service, vizthe high degree of personal risk and professional hazards,
arduous nature ofuties and the sense of uncertainty arising from political situation.
The Association has emphasised the poor promotion prospects in the Service as
compared to the I AS and Cl a#lthoudh severaht r a |
witnesses suggested an impment in the IPS pay scales, the majority of the
witnesses, including a retired senior police officer, expressed the view thante
of responsibilities of the Collector and District Magistrate was wider than that of the
Superintendent of Policand assuch some differential should be maintained between
the pay scales prescribed for the two. The State Governments have also suggested
improvements in the IPS pay scales, but they are not in favour of parity with théIAS

Al n all t hes enlpPSoofiicer, e has to displayegdalitiesoof leadership,
alertness, integrity, setfonfidence and tact and a knowledge of human character and
soci al pr obl e rm\&génever féebthat it would not be appropriate to

provide a long senior scale likbat of the IAS becaugke range of jobs held by IAS
officers in the senior scale is much widecluding as it does such jobs as those of
District Magistrates, heads of departments and senior positions in the Secretariat.

i) Broadly similar observations & made by the Ill CPC about Indian Forest Service
(IFoS), whose pay scales were lower than IPS till IV CPC, but have been on par with
IPS since th&/ CPC.

J) While considering the matter, the IV CPC (1986) obserivedle have heard ¢t h
expressed by son@ the Chief Ministers and all of them have spoken from their
experience and recognised the important role played by officers belonging to IAS in
the State administration. They have expressed views about parity in the pay scales
among the all India serves. While most of them were in favour of maintaining the
existing relativities, some of them felt that disparities could be narrowed down to some
extent. We have kept these observations in view while recommending the pay scales
given in Chapter 8.0

k) While considering the matter, thé CPC (19962 005) obser vWedhomwas f ol
come to the difficult area of relations between the IAS and the other services. Most of
the Associations of the IPS and Central Services have spent a lot of time and effort in
trying to explain as to why there should be absolute parity betweeA$harld these
services, in terms of pay scales, career progression and Central deputation. It would
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