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INTRODUCTION 

The Government of India appointed the Fourth Central Pay Commission consisting of 
the following,- . · 

1. Chairman - Shrilustice P N. Shinghal 

2. Member - Prof. M.V. Mathur 

3. Merlzber - ShriJ.P. Kacker 

4. Member - Dr. Gopal Das Nag 

5. Member-Secretary - Shri AK. Majumdar 

The terms of reference of the Commission are given in annexes 1.1 to 1.3. It was required 
to make its recommendations as soon as practicable. 

The Commission's report is divided into two parts: the first part covers matters relating 
to structure of emoluments, allowances, conditions of service of _central government 
employees including union territorie,s, members of all-India services and personnel 
belonging to armed forces. The second part will deal with the pension structure for 
pensioners- both past and future, and the death-cum-retirement benefits for all categories 
of employees. 

The first part of the report has 33 chapters and is divided into four volumes. Volume I 
covers chapters 1 to 7 where we have examined the scope and content of our report and 
basic issues relating to pay determination. Volume II covers chapters 8 to12: In chapter 8 
we have set out our recommendations regarding the proposed pay structure for civilian 
government employees. The pay scales of some specific posts under ministries and 
departments and the all-India services have been discussed in the remaining chapters of the 
volume. Volume III covering chapters 13 to 26 deals with allowances, benefits and 
facilities like compensation for price rise, housing and house rent allowance, special 
compensatory allowances, travelling allowance and matters relating to other conditions of 
service of government employees. Volume IV covering chapters 27 to 33 deals with 
employees of union territories and armed forces personnel. Matters relating to fixation of 
pay in the proposed sc-ales, date of effect and estimated cost of our recommendations and 
our views on certain general matters relating to efficiency in puQlic service, with a summary 
of the main recommendations and conclusions have also been dealt with in this volume. 

It is a matter of great regret that at the concluding stage of our deliberations two 
distinguished members of the Commission are not with us. Dr. Gopal Das Nag and Shri 
J.P. Kacker passed away on April25, and May 21, 1986. Dr. Nag was an eminerit public 
worker and had vast experience in the field of public administration and labour relations. 
Shri Kacker who was a distinguished civil servant and long experience on the defence and 
the civil side of the administration. Both of them made valuable contribution in our 
deliberations and were associated with all our decisions, which were in fact unanimous. 
We had the guidance of the two members all through, while finalising the .drafts of most of 
the chapters. It is a tragedy that they are not with us in signing the report and we are l~ft 
with the poor consolation of paying our homage to them. We worked as a team, w1th 
mutual understanding and goodwill, and reached agreement on all the difficult and 
debatable points concerning our field of work. 



CHAPTER 1. 

SCOPE OF THE REPORT 

1.1 The Finance Minister· made an announcement in his budget speech in the Lok s·abha on 
February 28, ·t983, about the appointment of the Fourth Central Pay Commission, He stated that the 
govemme_nt employees h~d suggested ·"some time ago thai the government ntdy appoint a Pay Body for 
revising pay sc~les".-He referred to the change in the conditions since thereport of the'Third Pay 
Commission in 1973, the steady growth of employment under the central government, the changes in 

- the relativities in the emoluments of the employees of departments in ter-se and "also vis~a-vis other 
employees", the revision_of pay scales and other benefits-of State government employees, and 
expressed the feeling that it would be appropriate to appoint the Fourth Central Pay Commission .. He 
wanted to consult representatives of the employees before settling the ten:ns of reference of the Pay 
Commission and stated that the membership of the Commission and the · terms of reference would be 
announced as soon as possible: , . · · · · · · 

. 1.2. This was followed by~ statement of the Finan~e Minist~ron Juiy 26; 1983, in. the Lok Sabha 
that, after consultation with the Staff Side of the Joint Corisultativ~ Machinery, the terms of reference 
of the Fourth Central Pay Commission were to be as_ follows,-:- · ·· · 

"(1) To examine the present structure of e~luments and conditions ofservice, taking into account 
· · the total packet of benefits, including deaih-cum.retirement benefits,available to the following 

categories of Government employees and to suggest changes which may he '[lesirable and 
· feasible:- . . , · · . . . · ; · . · · . · · · •. . . 

(i) Central Government employees- industrial and non-industrial: 

(ii) Personnel belonging to the All India S~rviCes .. 

(iii) Employees of the Union Territories. . . 

J ·, · .. 

. .•. '1 . .' 

(2) To ~amine the present structure of emoluments taking into account the total packet 'ofbe'ne,rits 
in cash and kin4 including death-cum-retirement benefits available to Armed Forces personnel 

-a'nd to suggest changes which may be desirable and feasible; having'regard to their temis.and 
conditions of service. · · · · 

(3) To examine the variety of all~wancesand benefits In kind that are prt;sentlyavciilable to the 
·employees in addition to pay and to suggest rationalisation and simplification thereof with a 
view to promoting efficiency in administration: . · · · · · · 

(4)'To make recommendations on the above having regard, among other releva'ntfaciors, to the 
prevc#ling pay structure under the Public Sector Undertakings, State Governments, etc., 
economic conditions in the country, the resources of the Central Government and the demands 
thereon such as those on account of developmentalplanning, defence and national security ... ·. 

• • 4 ' 

1.3. The Minister expressed the hope that the Commission would be able to complete its onerous 
task as early as possible. A Resolution io thateffect'(No.5(56)E.III/83 dated July 29,1983)* was 
notified by the Ministry of·.Finance;· Department of Expenditure. It was stated in it that the 
Commission will make its recommendations as soon as practicable and that "it may consider, if 
necessary, sending reports on any of the matters as and w/Um the recommendations are finalised." 

1.4. The Commission ~arne into existence on September 1, 1983. Unlike the Third Pay 
Commission which had all whole-time members, our Coinrnission had three part-time members. 

· Unfortunately two of the distinguished members, Dr. Gopal Das Nag and Shri J.P. Kacker passed 
away on April25 and May 21, 1986. 

*Annexe 1.1. 
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1.5 Later', by Resolution No.5(56)-E.III/83 February 16, 1985**, sub-paragraph (5) was added 
under paragraph 2 of the earlier Resolution so as to amend the terms of reference as under,-

"(5) In case the need for consideration of relief of an interim character arises during the 
course of deliberations of the' Commission, the Commission may consider the demand for relief 
of interim character and make its recommendations thereon taking into account the interim relief 

. already sanctioned by the Government in the Ministry of Finance (Department Expenditure)'s 
O.M. No.7(39)/E.III/83 dated the 2nd August, 1983. In the event of the Commission 
recommending any interim relief, the date from which this relief should take effect may also be 
indicated by the Commi~sion." 

1.6. Subsequently, the terms of reference of the Commission were further amended to include past 
pensioners, within its scope of work under Resolution No.5(56)-E.III/83 dated November 8, 1985*, 
by adding a new paragraph 2(A) below paragraph 2(5) of the earlier Resolution,, as follows,-

"2(A): To examine, with a view to having a proper pension structure /or pensioners-,- both past 
and future-the existing pension structure,· including death-cum-retirement benefits, and make 
recommendations which may be desirable and feasible having regard, among other relevant 
factors, to the retirement benefits available to employees of the Public Sector Undertakings, 
State Governments, etc., economic conditions in the country, the resources of the Central 

' Government and the demands thereon such as those on account of developmental planning, 
defence and national security." · 

1.7. There was. some difference in the terms of reference of the third an4 the fourth Pay 
Commissions.· One such difference was that while the Third Pay Commission was specifically 
required to examine the demand of the employees for a need based minimum wage based on 

· recommendations of the 15th Indian Labour Conference, there was no such mention in the terms of the 
Fourth Pay Commission. The other difference in the terms of the two Commissions was that while the 

. Third Pay Commission was required to enquire into and make recommendations on the principles 
which should govern the structure of emoluments• and conditions of service of central government 
employees, there was no such provision in the terms ofreferenceofthe Fourth Pay Commission. The 
Commission took the. view. that the omission did not mean that it should proceed to examine the 
problem without &terinining or evolving such principles. ·we .theref9re enquired into and evolved the 
principles or what we have called the factors for pay determination for our guidance. Unlike the Third 
Pay Commission, the FoUrth Pay Commission has specifically been asked to examine the variety of 
allowances and benefits in kind that are presently available to the employees in addition to pay and to 
suggest rationalisation and simplification thereof with a view to promoting efficiency in administration. 
The .Third Pay Commission •all the same· examined this aspect of the matter, but the Fourth Pay 
Commission took specific note of the requirement and has made an effort to rationalise and simplify the 
allo~ances. and other .benefits of goyernment employees .. It may also be mentione.d that while the 
Third Pa:y Commission was requifed . to make its recommendations. having regard, among other 
relevant factors, to the reJ>ercussions of its recommendations on the, finances of the State governments, 
public sector·undertakings, local bodies, etc., the fourth Pay Commission is required to make its 
recommendations having regard, among other relevant factors, to the prevailing pay structure under the 
public sector undertakings, state governme.nts, etc. · This variation was taken note of by the 
commission in its deliberations: Further; unlike the Third Pay Commission, we were specifically 
required under the terms of our reference to exami'ne the pension structure for pensioners -both past 
and future. · 

1.8. In terms of paragraph 3 of the Resolution appointing the Fourth Pay commission, the 
Commission was left to devise its own procedure and to appoint such advisers, in~titutional 
consultants and experts as it might consider necessry for any particular purpose. It was also enabled to 
call for such information and take such evidence as it might consider necessary. 

*Annexe 1.3. **Annexe 1.2. 
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1.9. As has been stated in our terms of reference, we are required to examine the present structure 
of emoluments and conditions of service available to central government employees - industrial and 
non-industrial- and others. The point for consideration at the threshold is what exactly is meant by 
"Central govenpnent employees". 

·uo. The expression "Central government employees" has ~ot been d~fuied in the Con~titution or· 
any other law. That may be so because it is a simple expression which does not seem to require a 
definition. Our purpose in considering the meaning of the expression at ~every ·outset, is to say wpat 
posts it may b~ said to cover for purposes of our enquiry and report.· · · · 

1.11. The matter engaged the attention of the Third Pay Corruiussion also, and it considered" aO 
persons in the civil services of the Central government or holding civil posts under that government, 
and paid out of the Consolidated Fund of !ndia, to be Central government employees". It however. 
excluded the seven categories of posts 'mentioned in paragraph 5 of chapter 1 o~ its report from 1ts 
purview for reasons mentioned in paragraphs 6 to 8. The view taken by the Third Pay Conirnission· 
appears to be correct and we are glad to foll,ow it, except _for a l~ttle m~c.~~()n: ~ ... ,. . , . . .1 

1.12. It appears to us.that the expressl.on "Centralgovernment:tlmploYeii's"'covers an such 
employees, and not merely those in the "civil" services of the central government or holding ''Civil'' · 
posts under that government, for the simple reason that there'is:~no ·such're~trictive or exclusive 
qualification in the expression itself. A member of the defence 'serviCe is 'therefore' also a central" 
government employee, although his case may fall under another category of employees. for purposes of 
the terms of reference, and require a: ~eparate 'arid· differen( consideration; • ·It 'tp.ay. be that 'central 
government employees (industrial and non-industrial), and employees ofUiiion~erritories have been 
mentioned in separate categories in, paragraph 2(1) of our teqns of referen~e, but that appears to be a 
matter pf convenience and not for distinguishing the later· category from. the ca~egory' o(c~ntrft~ 
government employees, We have therefore taken the vie·~-.that the ~xpression ··cen{ral government 
employees' covers all employees of that government' but we :have;~ all. th~ s~e~ c(msidered,

1

'ciytl; 
employees of the central government 'as 'a C

1

ategoi-y' apart from the defence serV,iCes' because· of the 
difference .in the terms 0~ our reference in' regard tO the, _SCOp<f 9~ o# enquil): ~l,atlpg t<? t_!le. d!!~e_n~e. 
services, and also because of the diff~rencein, ~e ~atu.r~. of ~e.~qn.s and, ~o.n~ti~~ of.~~~e,.s~~~es. 1 

· 1.13. But all central government employees· will not fall within the scope of our terms of reference• 
if there is reason for their exclusion: Thus~ the following·categ<:>ries'of employees'who are governed 
by specific provisions of the Constitution·, are excluded from our purview,~ L.! ... : i'T•/:.i I_C'l : ·: j 

· (i) EmployeesoftheSupremeCourtandtheDelhiliighCourt; ·· 'c.;.!: .i,.o 1 _,r_·~ ~:>.· ;,., 
(ii) Employees of the Secretariats of both Houses of Parliament. · " t!· ·O "··~·::~u, 1 

1.14. · Sometimes ·government enter into special contracts of service Witli: individuals: <In such
cases, conditions of service, as given in the terms ofagreement, provide for<the pay, theJtenure :of 
employment, the right to terminal benefits; etc. Sometimes the terms 'also' provide for the·applicatjori 
of government rules in certain matters .. Staff artistes of All India Radio and Doordarshan appointed on, 
contract terms fall in this category. We have taken note of clause. (2) of aiticle 310 of the .Constitution 
which makes it clear that contract employees may also be appointed to posts in civil serviCes' or against 
civil posts. The Supreme Court have ruled in Roshanlal V /s Union of India* that although government 
service is in its origin contractual because there is an offer of appointment and acceptance thereof, .once 
he is appointed to his post, the government employee acquires a status and his rights and .obligations 
are no longer determined by consent of parties but by statute or statutory rules which can be framed .or 
altered unilaterally by the government. On the other hand, where the conoitions of · service:are 
embodied in a contract of service, unilateral decision affecting them may not be ·permissible. 
Government employees serving under a contract are therefore a class apart and we are ~ot co?cerned 
with their conditions of service or structure of emoluments and have left them out of consideration. · __________ ___,; ______ .;.,_ ___________ ........,__,..":"""\',.,....., ~ ) .... 

*(1967) AJ.R.S.C. 1889 . , \ •· I· .. ·,' 
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1.15. A large· number of personnel termed "casual·labour" are. employed und~ various. 
Ministries/DepartmentS of govemmenL Such persons are not treated as regular-government employees 
and the conditions of serxice applicable· to regular government employees do not apply to them. ·The 
Supreme Court in its judgement in State of Assam and others V/s Shri Kanak Chandra Dutta, have 
ruled that a casual labourer is not the holder of a post under the governmenL He wiU not qualify as a 
government employee. There are also part-time employees who work for some hours every day and 
their remuneration is generally determined proportionately with reference to the wages of casual 
workers employed for a whole day. We have excluded casual and part-time employees also from our 
purview. · · · \ 

1.16. The Mirrlstry of External Affairs recruit stafflocally in various missions abroad to meet their 
requiremenL The remuneration of the locally recruited staff is generally regylated with reference to the 
local conditions. Such employees are also therefore a class apart and we have decided.to leave them 
out of consideration. · 

1.17. A letter.wa8 received from the Ministry of Communications (P&T Bo!lfd)* for exclusion of 
the extra-departmental e~ployees, numbering about 3lakh, from the purview of our enquiry. It was 
stated that the system of extra-departmental agents was peculiar to· the Pc%T organisation and was 
designed to extend postal facilities in iurai and backward areas where opening of regular departmental 
post offices was not justified due to inadequate workload. The remuneration and.the conditions of 
service of extra-departmental agents were also different from those of regular government employees .. 
The third pay Commission accepted the view that the extra-departmental agents were not holders of 
civil posts and decided to exclude them from its purview. 

1.18. The matter is however beyond controverSy after the decision of the. Supreme Court in 
Gokulananda Das's case** where it has been declared that an extra-departmental agent is nota casual 
worker but "holds a post under the administrative control of the State" and that while such a post is 
outside the. regular civil services, there is no doubt that it is a post under the "State". In'view of this 
pronouncement, we were unable to accept the contention that extra-departmental employees were 
outside the purview of the terms of our Commission. They no doubt have their own peculiar 
conditiQns of service and, in that sense, their case is somewhat special. We therefore could not 
exclude them from our consideration, but we accepted the government's suggestion for the setting up 
of a One-man Committee to look into their conditions of service as was done by the Second and the 
Third Pay Commissions. Accordingly, a One-man Coinmittee under.Shri R.R. Savoor was set up 
vide DGP&T's Resolution No.6-29/83.PE.ll dated 5.11.1984. We were kept informed of the 
progress of its work. •, 

. . 

1.19- There is no defmition of"conditions of service" which we are required to examine under the 
terms of our reference. Such matters have been dealt with in service rules like Fundamental Rules, 
Supplementary Rules and Civil Services Regulations. While examining the conditions of service of 
government employt;es, the Second Central Pay Cominission did not restrict itself to the provisions of · 
the rules, but adopted a wider interpretation for the expression "conditions of service" to cover all 
matters which had a bearing on the contentment, morale and efficiency of the employees. The Third 
Central Pay Commission, however, adopted a limited interpretation of the term "conditions of service" 
and chose to exclude certain matters from its inquiry for reasons given in the reporL In our view, the 
meaning and scope of the term "conditions of service" may be said to include not only the regulatory 
aspect of a service and its emolllD.l~nts, but also all other matters bearing on the service of an employee 
including the terminal benefits. We have, therefore, examined the matters which arose for our 
consideration and made our recommendations accordingly. 

1(1967) 1 S.C.R. 679 
*Government of India, Ministry ofComrnurdcation's letter No.6-29183-PEJI dated 14.7.1983. 
**(1977) AJ.R. Vol. 64 S.C. 1967. 
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1.20 .Initially we received infonrtation about the matters within our purview from the concerned 
Ministries/Departments of the govemmenL Subsequently, furth~r information on these issues was . 
obtained from other sources ... Since some of these matters are being reviewed by government from · 
time tO time, it may be that latest information on them niay _nothave been available ,to us at the time·of 
our deliberations. · · · · - ' · · . · . · ·· .' · ·. · · · · · 

·. 1.21 Matters relating tO the all-.inwa services, employees or"the Union Terrltorles and Pet-so~el 
belonging to Armed Forces have been dealt with .in chaP.~ 12, ~7 and 28 respectively .. · . . · .. ·· ·. ·. ·. :· · 

. 1.22 Representations .macte before ~s, in writing -and duritig diseus~ion5~ related tO an ~~ts of 
employment in government including pay scaJes~ allowances and benefits as also the various regulatory 
provisions. The existing provisions in respect of all these matters have evolved over a considerable · 
period of time and ·these were subjected to scrutiny_ by the ~vious ~ <;en~ ~ay Co~si~.ns. 
We have recommended changes wherever necessary. Some of these reqwre continuous momtonng 
and government liave been constituti:Dg conulrlttees from time to~ to look.intO them. Recently, a 
committee in the Department of Expenditure was constituted* to review the existing fmancial and 
treasury rules with a view, inter alia, to simplify and rationalise the· rules. ·.We have therefore confmed · 
ourselves mostly to the substantive issues which were raised for· our consideration.'' · · > · · · 

*Vide Gover1111U!~ of india, MiiUstry of FUuuu:e OM.No.F23(3)-E.Il(A)·~ tiui 12thJuly.19Bs • . 
'. J 
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ANNEXE-1.1 
(See paragraph 1.3) 

(PUBLISHED IN THE GAZEITE OF INDIA EXTRAORDINARY 

PART-I- SECI'ION 1) 

MINISTRY OF FINANCE 

DEPARTMENT OF EXPENDITURE 

RESOLUTION 
New Delhi, the 29th July 1983 

Sravana 7, 1905 (SAKA) 

No.5(56)E-III/83. The Government of India have been considering for some time past the changes 
that have taken place in the relativities of the structure of emoluments of Government employees over 
the years. Conditions have also changed in several respects since the last Pay Commission made its 
Report in 1973. Accordingly, it has been decided to appoint the Fourth Central Pay Commission 
consisting of the following:-

1. Chairman - s·hri Justice P.N. Shinghal 

2. Member - Prof. M. V. Mathur 

3. Member - Sbri J.P. Kacker 

4. Member - Shri Gopal Das Nag· 

5. Member-secretary - Shri A.K. Majumdar 

2. The terms of reference of the Commission will be as follows:-

(1) To examine the present structure of emoluments and conditions of service, taking into account 
the total packet of benefits, including death-cum-retirement benefits, available to the following 
categories of Government employees and to suggest changes which may be desirable and 
feasible:-

(i) Central Government e~ployees- industrial and non-industrial 

(ii) Personnel belonging to the All India Services. 

(iii) Employees of the Union Territories. 

(2) To examine the present structu~ of emoluments taking into account the total packet of benefits 
i_n cash and kind including death-cum-retirement benefits available to Armed Forces pe~onnel 
and to suggest changes which may be desirable and feasible, having regard to their terms and 
conditions of services. 

(3) To examine the variety of allowances and benefits in kind that. are presently available to the -
employees in addition to pay and to suggest rationalisation and simplification thereof with a 
view to proJDoting efficiency in adritinistration. 

(4) To make recommendations on the above having regard, among other relevant factors, to the 
prevailing pay structure under the Public· Sector Undertakings, State Governments, etc., 
economic conditions in the country, the resources of the Central Government and the demands 
thereon such as those on. account of developmental planning, defence and national security. 

3. The Commission will devise its own procedure and may appoint such Advisers, institutional 
consultants and experts as it may consider necessary for any particular purpose. It may call for such 
information and take such evidence as it may consider .. necessary. Ministries and Departments of the 
Government of India will furnish such information and documents and other assistance as may be 
required by the Commission. The Government of India trust that State Governments, Service 
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Associations and others concerned will extend to the Commission their fullest co-operation and 
assistance. 

. 4 ... The Co~ssion will make its recommendations· as soon as practicable. 'fi may tonsider, if 
necessary, sending reports on any of the; matters as and when the r-ecommendations are fmalised. 

Ordered that the Resolu~on be published in the Gazette of India. 

Ordered also· that a copy of the Resolution be communicated to the Ministries/Departments of the 
Government of India, State Governments/Administrations of Union Territories and all others 
concerned. 

Sdl-

" · (P.ICKaul) . , 
·Secretary to the Government of India 

. ' I. ' . o 

., ' 

ANNEXE -1.2 . 
. . . JSee paragraph 15) 

(fO BE PUBLISHED.INTHE GAZETTE OF INDIA EXTRAORDINARY : .. 
P~T 1- SECfiON 1 

' . 

MINISTRY OF FINANCE . . . 

DEPARTMENT OF EXPENDITURE 

RESOLUTION 

· .Ne~ Dellii,'the 16th Feb., 1985. ,.. . 

.... · .MAGHA27, 190(), 

No~5(56)-E.III/83. The ·Government of India have decided that the ·Terms of Reference of the . 
Fourth Central Pay Commissio_n as contained in this Ministry's Resolution of even number dated the 
29th July, 1983 shall be amended by addition· of a. new sub-p.ara (5) under para 2 of the Resol~tion as 
under:- · · ' 

"(5) I.n case th~ peed for consideration ofreUef of an interim character arises during the 
course of deliberations of the Commission, the Commission ft11JY consider th~ demand for relief 
Of interim charactetr and ~e its recommendations. thereon taking into account the _interim relief 
already sanctioned by the Government in the M~nistry of Finance (Department of 
Expenditure)'s O.M .. No.7(39)/E.III/83 dated the 2nd August, 1983>-'In the event of the 
Commission recommending any interim relief, the date from which this retief .s/wuld take effect 

· ft11JY also be indicated by the Commission." ' · ·- ' · 

Ordered that the Resolution be published in the Gazette of India. 

Ordered also thai a copy of the Resolution·,be.communicated:-to_fh~,.Fourth -c~~tral .Pay· 
Commission, Ministries/Departments of the Government of India; .State GovernrtJ.ents/ Admimstrations 
ofUnio~ Territories and all others concerned. 

... ""' 

. .· 
Sdl~ 

(S. Venkitaramanan) 
Secretary to the Government of India 
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ANNExE-1.3 
(See paragraph 1.6) 

(TO BE PUBLISHED IN THE GAZETTE OF INDIA EXTRAORDlNARY 

PART I - SECTION 1) 

MINISTRY OF FINANCE 

DEPAR1MENT OF EXPENDITURE 

RESOLUTION 

New Delhi, the 8th November, 1985 

17th Kartika, 1907 

No.S(56)-E.IW83. The Government of India have decided that the Terms of Reference of the 
Fourth Central Pay Commission as contained in this Ministry's Resolution of even number dated 29th 
July, 1983 as amended vide this Ministry's Resolution of even number dated 16th February, 1985 
shall_be further amended by addition of a new. para 2(A) below para 2(5) of the Resolution as under:-

"2(A).· To examine, with a view to having a proper pension structure for pensioners- both past 
an4future- the existing pension structure; inclUding death-cum- retirement benefits, and make 
recommendations wh{ch may be desirable and feasible having regard, among other releVant 
factors, to the retirement benefits available to employees of the Public SeFtor Undertiikings; 
State Governments e.tc., economic conditions in the'country, the resources of the Central 
Government and the demands thereon. -such as those on account of developmental planning, 
defence and national security." 

Ord~ that the Resolution be published in the Gazette of India. 

Ordered· also that a copy of the Resolution be .communicated to the Fourth. Central Pay · 
Cpmmission, Ministries/Departments of the Government of India, State Governments/Administrations 
of Union Territories and all others concerned. 

Sd/

(S.Venki~) 
Secretary to the GoveJD,tnent of India 



CHAPTER 2 

PROCEDuREOFWORK 

2.1 although the·constitution of the Commission was announced iri Parliament on July 29, 1983, it 
came into existence on September 1, 1983. The first meeting of the Commission was held on 
September 6, 1983, when a decision was taken to issue a public notice* inviting all associations, 
unions, institutions, other organisations and interested persons to send memoranda containing their 
.views on matters covered by the terms of its reference by November 15, 1983~ The memoranda were 
to be sent to the pre~cribed post box number as the office of the Commission was located temporarily · 
in a small portion ofLok Nayak Bhawan, and was to move to Vigyan Bhawan Annexe but could not 
do so until February,-1984. ·. The public notice was published in leading newspapers between 
September 20, and October 1. In view of several requests from unions and associations of central 
government employees, the last date for receipt of memoranda was extended to december 31, 1983, 
after due publicity. In all, 8500 memoranda were received in response to the public notice. Of these, 
2175 memoranda were from unions and associations 9~ government employees. · 

2.2. A preliminary study of the memoranda was made to identify the issues covered by our terms 
of reference. We accordingly drew up a questionnaire** which was circulated in the month of April, 
1984, requesting for replies by June 15, 1984. Copies of the questionnaire were sent to more than 
2400 parties including unions and associations of central government employees, Chief Secretaries to 

· state governments and Union Territory administrations, labour leaders, eminent economists, scientists, 
lawyers, industrialists, public men, vice-chancellors of Universities and managements of some public 
sector undertakings. Copies of the questionnaire were also sent to Secretaries of the · 
ministries/departments of the Government of India and other heads of departments requesting them for 
personal views on questions o(interest to them. We received replies from 701 service associations, 8 
state governments and administrations of 8 Union Territories. Views of 112 Secretaries and other 
important persons including heads of departments, and some retired civil and defence service officers, 
were also received by us. 

2.3 To expedite the supply of information required by us and for tendering oral evidence by 
official witnesses, government issued the following instructions,- · 

(i) While the final views of government could not be given, Secretaries may, if they so desire, 
give their personal views in the light of their own knowledge and experience. 

(ii) Other secretariat officers e.g. Additional Secretaries, Joint Secretaries; Deputy Secretaries or 
Under Secretaries as well as Heads of Departments may submit their views· on matters falling 
within their sphere of work. They may also give evidence orally after obtaining prior approval. 

(iii) Government employees may appear before the Commission on behalf of service associations 
without prior permission of the government and .submit memoranda individually to the 
Commission on matters other than individual grievances. 

(iv)Ministries/departments of Government of India should furnish all necessary factual information 
asked for by the Commission. They should indicate the reasons for decisions taken by the 
government in the past, or the circumstances in which certain actions were taken, so as to help 
the Commission in understanding the policy of the government. 

· 2.4 In September, 1983, we had requested the ministries/departments to nominate a liaison officer 
for each department for effective liaison with the Commission, particularly for compilation of basic 
statistical data. Periodical meetings were held with the liaison officers of various departments of the 
government to ensure correct and complete supply .of basic staff statistics and other information. 

*Annexe 2.1. **Annexe 2.2 

9 
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2.5 We found that information was not available about the number of pay scales and posts, etc., 
with the Department of Expenditure or other offices. We therefore requested all ministries/departments 
of the government, as also the Union Territory administrations, in March, 1984, to furnish information 
by May 31, 1984, in a printed proforma* devised for the purpose. To ensure speedy and accurate 
processing of that voluminous data, we decided to computerize it and took technical assistance from the 
National Informatics Centre (NIC) of the Department of Electronics. 

2.6 The necessary information was received by November, 1984, and it was processed by the 
NIC. Major computerised tables regarding number of employees, posts,. pay scales, etc., were 
generated by April, 1985. 

. \ " 

2.7 In the meantime, we wrote to the ministries/departments of the central government in 
December, 1983, to apprise the Commission of any difficulty that might lui.ve been experienced during 
the past few years in making recruitment to vacant posts, problem of stagnation due to lack of 

. · promotional prospects in any cadre or post, and categories of postS where retention of personnel posed 
any problem, etc. Ministries were also requested in June, '1984, to send information regarding non
regular establishments like work-charged employees, persons employed by government on contract, 
part-time employees, casual labour and other staff paid from contingency. · 

- ~ -

2.8 We also made a request to some public sector undertakings, banks and insurance corporations 
in October, 1983; for information on pay scales, allowances, retirement and 9ther benefits admissible 
to their employees.- Some information was received by July, 1985. · · ' · · · . 

2.9. The state governments were requested in June, 1984, to supply detailed informatio~ 
regarding pay and allowances admissible to their employees in the prescribed proforma Some 
information was received by July, 1985. 

2.10. We wrote to Federation of Indian Chambers of Commerce and Industry, and some research 
organisations, asking for information regari:iing structure of emoluments, benefits, etc., enjoyed by the 
employees in the private sector organisations. The response was, however, very poor as we could not 
obtain any!hing beyond basic information about pay and dearness allowance in respect of a handful of 
industrial organisations. . _.-, · -~ · -~ '"~ _. ·· · _ _ 

. 2.11. In ~ew of the amen~ent.io the·te~ ~f. our reference requiring us to examine,the ~nsioii -
structure for all pensioners~ \Ye .issued a public' notice inviting all associations, unions, ~stitutions~ 
other organisations and interested individuals to send memoranaa containing their views on matters 
regarding pension stnicture, .as indicated in the newly added paragraph 2(A) to our terms of reference 
vide Government of India Resolution No;5(56)/E.lll/83 dated November 8, 1985 . 

.. ,:.... . . 
2.12 We thought of having .:adVice. of some of the ·professional ·institutions on wage and salary 

matters. We wanted to know if any study hadheen undertaken on salaries and wages of employees in 
· general, and on problems of pay of central government employees in particular.' But no such studies_ 
were available. · ·•· 

· 2.13. We visited sqme central government organisations and industrial establishments under the 
Railways, Posts _and Telegraphs, Defence, Meteorology, Space and other departments. We visited the 
Union Territories of Andamans & Nicobar Islands, Pondicherry, Goa, Mizoram and Delhi, and at each 
place a large number of representatives of employees, individually, and on behalf of their 
unions/associations, apprised us of their problems. As our terms specifically made a reference to the 
prevailing pay structure under the public sector undertakings and state governments as one of the 
factors to be taken into consideration by ,_us, we .visited -some public sector undertaking~ to inform 
ourselves of the conditions of service of. tlie employees of those organisations. We also -held 
discussions with state governments .during our visit to some of the state capitals where associations of 
the all-India services were also heard. Annexe 2.4is the list of es~blishments visited by us. 

*Annexe 2.3. 
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2.14 We started recording oral evidence of representatives of. unions and associations from 
March, 1985, which continued upto August, 1985. During that period, representatives of Staff Side in 
the National Council (JCM), the Federations for the Railways, Posts and Telegraphs, and defence 
civilian employees, as also 304 other unions and associations gave evidence before the Commission. 
The discussions with the Staff Side in the National Council (JCM) were on issues contained in their 
joint memoranda and replies to our questionnaire .. The discussions related to matters like parity of pay 
scales between employees of the central government and public sector.undertak:ings, hours of work, 
dearness allowance, house rent allowance, city compensato!Y .allowance, rationalisation of pay scales, 
pay fixation in the revised scales and retirement benefits,' etc. ·The Federations for Posts and 
Telegraphs, Railways, civilian employees in defence and the other. unions and associations 
representing different categories of employees piscussed matters relating to pay scales, prospects of 
promotion and other conditions of service of employees in the respective organisations. Annexe 2.5 js · . 
the list of unions and associations which gave oral evidence before the c;omrnissio~. _ · 

.. 
· 2.15 . .We also. had discussio~s with some persoris.eminent.irf tlie_.fielci.oii~dustry, economies, 

science, medicine, administration, law, etc. The substantive issue~. mentioned in our questionnarre 
provided the basis for the discussions.· The list of prominent persons with whom we had discussions. 
is at Annexe 2.6. · · .- · · · · · 

. . . '· .. 

. . 2.16 .• We held discussions with Secretari~s- to.the Governme~t of ~ndia~ inciuding tfie Cabine~ 
Secretary, some heads· of departments,- ana the Chiefs of the three wings bf the defence forces," i.e .. 
Army, Navy and Air Force. A list of those who participated i~ these discussions is at Annexe 2.7. · · 
The discussions which began in September, 1985 went upto February, 1986. · · 

2.17. We were required by 1he terms of our refe;I"ence to make recommendations having regard, 
among other relevant factors, to the prevailing pay strvcture und,er the State g~>Vernments. We therefore 
held discussions with officers of some of the state governments at their respective capitals in the course 
of our visits to central government organisations. We invited the ·chief Ministers of all the States for 
discussions at Delhi on some of the important issues. The Chief Ministers of Himachal Pradesh, 
Orissa, Manipur, Assam, Tripura, Gujarat and Nagaland and the Finance Ministers ofHaryana, Tarnil:
N adu and Sikkirn made it convenient to c9me for discussions, and the· Chjef Secretaries of the. 
remaining States attended the.discussions·with the Commission. Alist of the state governments with 
whome discussions were held at Delh1 is at Annexe"2.8.. . . I" . •. . • . ' .. 

2'.18. We took the help of consultants, for short periods, for in~depth exarninati6n of some "of the 
matters in our terms of reference. Professor B.B. Bhattacharya 'of the Institute of Economic Growth, 
Delhi, was appointed part-time consultant for examination of certain economic and fmancial matters. 
Shri S.P. Gugnani, a retired officer of. Indian Audit and Accounts Service, was appointed part-time 
consUltant to study the evolution of the total remUneration packet of employees in some public sector 
undertakings including banks, and to compare it with posts in central government service. We also 
availed of the services of advisers who assisted us with their technical knowledge and experience in 
formulating our views on matters relating to Railways and Post and Telegraph employees. Shri C.M. 
Malik, a retired General Manger, was appointed adviser for matters relating to Railways and S~ Shiva 
Nath, a retired Member of P&T Board, for matters relating to Post and Telegraph employees. l.t 
Genl. S.P. Malhotra ((retd.) was approved for appointment as adviser for matters· relating to armed 
forces personnel. However, he did not find it possible to take up the assignment. Lt. Genl. M.L. 
Chibber (reul) was appointed part-time consultant oil matters relating to arrn~<fforces personnel. 

2.19.· After the setting up of -the Commission, the government specificallyxeferred* the following 
issues for oirr special consideration,- . . · · · · 

. "(1). Wage Parity. · 

* Vide Ministrry of Home Affairs, Department of Personnel & Administrative Reforms letter No.3/J0/83-JCA dated 
26.9.1983. 
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(2) PaymentofGratuity. 

(3) Revision of rates of HRA and CCA. 

(4) Pension and conditions of service before retirement. . . 
(5) Pay scales of Class IV employees. 

(6) Conveyance Allowance. 

(7) Enhancement of H(lA admissible ai Hill Stations. 

(8) Increase in the Family Pension Scheme, 1964." 

We were told that the demands of the Staff Side in the National Council (JCM) on those items had been 
pending in the National Council and that they were taken out of the forum of the National Council of 
JCM on reference to us. Government also indicated that while deciding to refer those items for our 
consideration, the Staff Side had urged that as they had been pending in the Naitonal Council for long, 
they might be given some special treatment. It was also stated that two items, viz. HRA/CCA and 
Wage Parity, hadbeen sent to us for specific consideration and action. We received references from 
different ministries/departments of .the Goveriunent of India regarding issues covered by our terms of 
reference which were pending in the respective departmental councils. We have examined the 
references received from ministries/departments while stating our views, in the concerned chapters of 
our report. We have also considered some of the awards of the Board of Arbitrations which were 
brought to our notice. : 

2.20. We requested the Ministry of External Affairs to obtain information from governments 
abroad, regarding pay structure, allowance, other benefits including pension, etc., of those countries. 
Factual information on some matters was received from Japan, Thailand, Pakistan, U.K., U.S.A., Sri 
Lanka. Bangladesh, U.S.S.R., Kenya and Nigeria. 

2.21. The terms of reference of the Commission were amended by Ministry of Finance Resolution 
of February 16, 1985. The purpose of amendment was to enable the Commission to consider the 
demand for relief of an interim character. After consideration of the matter we sent a report* on interim 
relief on March 29, 1985. Government accepted and ·implemented the recommendations in our report 
on interim relief. · · 

2.22. We spent 70 days on oral evidence of the representatives of various unions and associations 
of government employees, 56 days in discussions with secretaries and other officers of central 
government and wi~ state governments .. Our discussions with other persons took 10 days. Our 
meetings for deliberations on various issues were spread over 206 days. · 

•• Annexe 2.9. 
' 
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FOURTII CENTRAL PAY COMMISSION 
PUBUC NOTICE 

ANNEXE2.1 
(See paragraph 2.1) 

The Government of India have appointed the Fourth Central Pay Coinmlssion with the following 
terms of reference as notified in the Gazette of India Extraordinary No.125 <fated 29.7.1983:-~:, . 

(1) To examine the present structUre of emoluments and condition~ of service~ taking intO account 
the total packet of benefits, including death-cum-retirement benefits, available to the following 
categories of Government employees and to suggest changes which may be desirable and 
feasible:- . . · · . · · · . · 

(i) Central Government employees -industrial and non-industrial ' · . 

(ii) ~ersonnel belonging to the All India Services 

(iii) Employees of the Union Territories : ~ . 
'•.. . .I 

(2) To.· examine the present structure of emoluments taking into account the total packet of benefits 
in cash and kind including death-cum-retirement benefits available to Armed forces Personnel 

· and to suggest changes which may be desirable and feasible, hav:ing regard to their terms and 
conditiolll> of service. . . . . . : 

(3) To examine the variety of allowances and benefits in kind that are presently available to the 
employees in addition to pay and to suggest rationalisation and simplification thereof with a · 
view to promoting efficiency in administration. · · · · 

(4) To make recommendations on the above having regard, among other.relevant factors, to the 
prevailing pay structute under the Public Sector Undertakings, State Governments,· etc.,; 
economic conditions in the country, the resources of the Central Government and the demands 
thereon, such as those on account of developmental planning, defence and national securi!J· · . 

The Commission invites all associations, unions, institutions, other organisations and futerested 
individuals to send memoranda containing their views on the aforesaid matters, dealing with each 
subject separately, numbering the paragraphs. 'ren copies of such memoranda may be sent to the 
Member-Secretary, Fourth Central Pay Commission, Post Box No.28, New Delhi-110001, so as to 
reach him on or before November 15, 1983._ · · · · : : · · · . 

davp83/263 

Sdl.;. . 
(A.K. Majumdar) 

· ·Member-Secretary 
fourth Central Pay Commission 

GOVERNMENT OF INDIA 

FOUR Til CENTRAL PAY COMMISSION. 

VIGYAN BHA VAN ANNEXE. 

NEW DELHI 

IN'IRODUCfiON 

ANNEXE2.2 
(See paragraph 2.2) 

. \~ :. .. 

This Questionnaire is .intended to elicit views on matters before the Commission and has ·five
sections comprising 124 questions. To facilitate reply, the terms of reference of the Commission are 
given below: · · · · · 
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(1) To examine the p~ese1;1t ·structure of emolum~nts and conditions of service, taking into account 
, · the total packet of benefits; inCluding death-cum-retirement benefits, available to the following· 

categories of Government employees and to suggest changes which may be desirable and 
feasible:- · 

(i) · Central Government employees ~.industrial and non-industrial 

(ii) Personnel belonging to the All India Services . 

· (ill) Employees of the Union Territories .. , . · .. , · _ .. ·. · - · . . . 
. . . ' ·- . : . . . .. ~ :·: • -~ ·. .~· .. . . : · ... --; 4.--- ·~ . -· ' -- . 

(2) To examine the present structure of emoluments taking into account the total packet of benefits 
in cash and kind including death-cum-retirement benefits available to Armed Forces Personnel 
and to suggest changes which may be desirable and feasible, having regard to their terms and 
conditions of service. · 

(3) To examine the v.ariety of allowances and benefits in kind that are presently available to the 
employees in addition to pay and to suggest rationalisation and simplification thereof with a 
vi~w to promoting efficiency in administration. · · 

( 4) To make recommendations on the above having regard, amOJ1g other relevant factors, to the 
prevailing pay structure under the Public Sector Undertakings, State Governments, etc., 
economic conditions in the country, the resources of the Central Government and the demands 
thereon, such as those on account of developmental planning, defence and national security. 

I . . . i 
Reply (in duplicate) to each question may be sef!.t on a separate sheet of paper. 

While sending reply, in~ormation on the following points may also be furnished along with QOth 
copies of the reply: · 

. * Name and address: clearly-indicating if individual, service association/organisation. 

* Service associations should also indicate the strength of their membership. 

* Name of the central organisation/federation to which service associations are affiliated should. 
also be indicated. · 

. . ' ... 

* Individual may please indicate occupation or profession. 

QUESTIONNAIRE 

GENERAL 

·l. {a) What is your asses.sment of the state of the national economy? 

· _ (b) Can 'it bear additionalimanCial burden by way of revision of the structure of emohiments of 
· the Central government employees at the existing level of.prices? If so, to what extent? 

Jc) Do you think that the economy can bear the burden of higher remuneration to Government· 
· employees having regard to the demands-for developmental planning, defence and national 

security? 

2. (a) What is your assessment of the resources of the Central government? Is it possible to 
aug~ent them to any ap,preciab,~~,,e,xt_~~J withou~ ~uch disturbance to the economy and 
causmg undue hardship to the public1 . · · . 

(b) If so, how much additional funds could be made available and how? 

3; (a) Is it fair or reaso~able·to say that the concept of capacity to pay should not apply to 
· ·government as it can al~ays raise revenue by taxation? 

(b) Can you suggest a practical and reliable method for assessing the government's capacity to 
· pay its employees, ori -the basis of the existing tax structure? 
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4. Would you suggest investment of any increase that may be made in emoluments; ·in funds 
yielding interest at a satisfactory rate?. · · · · · 

S. (a) Do you agree with the view that while government employees ha~~· their ~1~ and 
aspirations, the public have the right to feel satisfied that they are getting their money's 
worth from their service? · · 

(b) Do you agree that the pay system should ensure reconciliation of hational, econoinic.and 
fmancial considerations with the cost of pay settlement? . _· _ · . _ . . · : _ ~ · · 

6. Is it not true that there is full and equal opportunity and treatment 'ir} public selvic~ of the . 
_Central government irrespective of sex in recruitment, promotion, careeidevelopment,· 
working conditions~ remuneration and social security? · · · 

7. Are you in favour of the system of adjustable work schedules, mainly for the benefit of 
women employees? · ., 

8. (a) Is it possible to evolve a suitable methodology for determining equivalence of posts in 
government service and elsewhere? 

.•.••.• J 

(b) A government employee has the advantage of several direct and indirect benefits on 
account of his service (besides pay and allowances) e.g. security of tenure, respectable 
livelihood, retirement benefits, opportunity for adjustment or transfer in: a difficult situation, 
etc. which are not available elsewhere. Does it tilt the scale in favour of government 
employment? ·. r .· . c : . , 

(c) Is it true that employment in government is welcomed as it provides· a greater sense of 
social fulfilment and that to overcome this and other favourable factors.' _business 
organisations deliberately design their salary structure attractively without much regard tq 
the basic requirements of the work? ' · · · 

' '' 
(d) Do you agree that government service has certain specific tasks of itS own for which no 

comparable activities can really be found in the public and private sector undertakings? 

9. (a) While the Third Pay Commission was required to make its recommendations having 
regard. among other relevant factors, to the repercussions on the fin!lnces of the State 
gdvernments, public sector undertakings, local bodies, etc., the presen~ Commission is 
required to make its recommendations having regard, among other relevant factors, to the 
prevailing pay structure under the public sector undertakings and the State governments, --

. etc. Do you think the difference is significant? . . , 

(b) Can it really be said to raise the question of 'parity' in the pay scales? 

(c) Ifso-

(i) how should suclr parity be worked out? 

(ii) what "levels" would you suggest for establishing equivalence? _ . 

10. (a) Would you suggest that there should be a broad parity in the salaries at comparable levels 
for employees in Central government, State governments and public sector undertakings? 
Or do you think that there is justification for the disparity in the pay scales? If not, what is 
your suggestion for removing it? 

(b) Will "internal relativities" (between those responsible for administering the Service and the 
individual Civil Servant) be a satisfactory criterion for salary fixation besides ''fair 
comparison" ? 

11. (a) The terms of reference of the present Pay Commission do not specifically require it to 
enquire into and make recommendations on the principles which should govern the 
structure of emoluments and conditions of service of Central government employees. That 
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. . . . 

does npt, h~wcrver, mean that .the Co~ssion should proceed to examine the problem 
without determining such principles .. What principles would. you suggest for the 
Commission to follow? · · 

(b) ·:oo you.agree that the goveniing principl~ for any pay syste~ should be toensure.that the 
· government pays its employees enough to recruit, retain and motivate them to perform their 
·duties efficiently and honestly? .. 

(c) Do you also agree that the pay system should encourage better management iri Civil service 
· while meeting the reasonable aspiration of employees for fair treatment? · . 

(d) Will it not be a workable prlncipleto follow :that the pay settlem~l}tsshouldbe &~ch ~s to 
. · reduce as far a8 possible the risk of .conflict between the employe~ ~d the .employee? · 

• .. (e). Should difference~ in 'non-salary' advantages or the 'non-pqy' benefits. in government 
· service and other services not continue to be taken into accmmt in settlitig the emoluments 

. of government employees? · · · · · 

·: 12 .. · .··How do you reconcile the need_ to increase the remuneration ofgovernment employees with 
the t;equiremeilt to· augment eltlployment opportunities in the co~.~:n~? · · 

• . • • • • • • < • 

13; (a) . Do you have any Sp¢f;ific suggestion for effecting economy in Government expenditUre so 
. that the net effect of !rtcreased emoluments for goveimn~nt employees irulY be kept within 
·reasonable limits?. · · · · 

: (b) . Should the system. of part-time work be intrQduted where necessary or economical? . 

(c} ' Do you .have any objection if modem te~hnological progress· is availed ·of, where 
. . .. advantageous~ to reduce the cost of a service? ' . . .. . ' 

14. A view has been expressed that :htstead of undertaking a periodic revision •or pay and, 
allowances of Government employe.es.at'ter long intervals, there· should be a permanent. 
body entrusted with the responsibility of reviewing the pay and allowances and other 
conditions of se~ice of government employees on a continuing basis. Do you agree? If . 
so, what matters could be entrusted~ such a j)ermanent body? . 

. 15 .. It haS been lirged that over the years the expenditure on pay and allowances of Central 

17. (a) 

· government employees has been going down as a percentage of the total revenue and 
· revenue expenditure of the Central government and there is scope for improving the 
structure of emoluments of government employees. Do you agree? If so, give the 
necessary details. What percentage would you consider appropriate in. this regard? 

To which price index level the pay structure to l;>e recommended by the Commission 
should be related? The twelve monthly average of all India Consumer Price Index 
Number for Iridustrial Workers (General) (1960=100) reached the level of 528 for the 
period ended December 1983. 

:It· has. been suggested that since most. of the allowances paid to Central. government 
employees are compensatory in nature, these shOuld be exempted from the purview·of 
income tax. What are your views in this regard? Would this be permissible as against a 
cha:llenge of discrimination? 

(p) · Do you think there is justification for the suggestion that all govei?ment ~mployec;s, or 
any section of employees, may be exempted a:! together from ~e purview of ~come tax, or 
that a simplified index-linked income tax scheme may be deVIsed for the salaned class as a 
whole? 

18. (a) A view has been expressed that in the scheme of socia:I .values, workshop and t~chnical 
staff should rank higher than corresponding clerica:I staff 1f adequate supply of skill has to 

. be ensured for the future growing needs of the economy. Do you agree? 
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(b) Do you agree that at the upperend,the relative position o(scientists' and techiiocratsvis-a~ 
vis the administrators should be reiuljusted'? · · · '· . 

19. (a) Is there a subsisting sharp difference in the pay scates ·of thei.A;s; and other'All India: 
and Group 'A' Services'? · · · · .. ·· ·· 

(b) If so, what modifications would be desirable? 

20. (a) Is it correct to say that Indian Police Service is not able .to attract or retain the mosi eligible 
young men, and is given low preference'? · 

. . . 

· (b) If so, what are your suggestions for making the service more attractive'? · · · · · 

21. It has been urged that promoti~n pro~~ctS in different all India .Services and Qroup ;A,c 
Central Services, both technical and non-technical~ should broadly be the 'same .. If so; . 

' what specific measures would you suggest (or achieving similarity?_ . . '. 
. . . . . .. . ( -· . ' il . . ! • 

22. (a) · Government have encouraged creation of 01,ore avenues of promotion -~here necessary~-
Could it be said to be pr<:>per to_ go t6 the extent of prolifera~ng the authority at the .head of . 
the service, • by .creating several posts of equal rank? ·. · · ·:. '. ' ' · · , · · · 

(b) . Has such· a tendency weakened the head of the d~parlm~nt.'or .of the f~rc~:: and has it. · 
lessened the importance of his office? · ! , • · · '· -· · · •· :_.: _ .. ,; · _. ·' -: ~ ·. _ 

(c) Has it not depriyed government of the benefit of effective control by orie; apex 'authority?' c . . . . . . . ' 
• ' • . • ' • • -. - •• • • ~' '_.: ': .' ••. ' • . .... .i : ', .J ,.., ... •'. • . 

· · · 23. (a) · Po you think the present arrangements for cadre management o_f. service~· a..-e satisfactory? ·· ·. 
. • · . . •. . - _.. ' . • •. ,. f .--, . ,~ t- • - · •• • ·r r· ~ 1 • ~-. 

(b) Are the present aaangements for cadre revie~ or'se'rvices satishictoryi ' ' . ·. . ·. . '. 
' • ' ·, • ._' • < • ". ·~ , : ..... • ·, , • • •• ·, ·.! ;,: ,c·,;,-!'. .. .'~1 ~·,» C1!l._' I (>,_! .1-[ • 

24. (a) ·Do you think it is.necessary to make the post ofmessengermo~:u_s~flll)y_~l1tDJS~ng to·. 
him not only tlie dut)' of running errands, opening mail, distributing .mail, etc,, but also. 
operating minor office-machines and other minor clericafwork?' .. ' -_·· ' ' .. { ·, .. :. ·. ·. ' 

. · . '.p- ~.· .. C '_I.'·,<._-.. ·,' :: . .'l ·~.·J •:,··.:~; __ ,:.'; ,- .. :-)'). 

(b) Do you not agree that doing so will equip tile messenger better and enable him to i~pro~~. -
·• lllsprospectsforpro~otion? ,·, .. .'· , -~ -· ·I ·/''' 1

1 .~i:.··:,~-/--'~::·'~\1 : .•. 

25~ · A view has been expressed that it is not feasible to.cqmpar~ posts atvarious)evelsi_n,.. 
Government with those in publi~ _sector undertakings- as. the' du~es ~d. respon'sibilities, . 
structure, promotion prospectS~ etc. differ and as such a comparison should b(fvalid only 

_ at the point 9f entry for some selected. posts such- as .. Jn~ssengers, clerk!!/typists,~ 
-stenographers, staff car drivers anq telepp~ne OJXrl,Cltors.. '"Wh~;tt)lT~:Y,our_;vie\VsJ _., . . . : '· 

26. · · A view has been expressed that ~tthe_ start o(a ~areer,'.th_e etAOh.J:ments and othet:~ 
. advantages under the Government should approximate fairly cl()sely to what.a. person with 
similar qualifications, aptitude and training can obtain from a good employer in the private -· 
sector. -Do you subscrij>e to this view?.·· · · · 

If not, would you favour such a comparison ~ith the publiC'' sector? . . - . ,' ~- ' 

27 .·(a) .What sho~ld be the ~ormal promotional prospects for~ ~~~emment e!J1ployee1: _· . 

. --(b)· It has been urged ihat atleast two pr~moti~ns itl aservice career should be. assured to. a 
government employee. At the same time, it has been urged tha~ long ,time-scalc:s of pay. 
should be prescribed embracing different level~ of resP9nsibility: · Is it possible to 
reconcile theSe views? · · · '· · ' ·· · · · " · · · ' · , 

<c>' ~·~ h~~ ~Y y~-Qf ~ervice .sh~uldan ~~pl~y~-h~~e hi~t~tpro~otiQ~ ?. ~;: · 

.. 78; : . ': ' Tii~ mWmmii. salary (inclusive of basiC. pay. d~Wte~~ ·_ aitowance; additioriai dearne-ss . ·_ 
allowance, and interim relief) of a messenger/unskilled worker in Central government is .. · 
Rs.S32/~ p.m. It has been urged that this is lower than the minimum s~lary available in 
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. . . 

some of the public. sector undertakings where it is Rs.SOO/• or more permonth. What 
. minimum salarywould you consider reasonable for a Central government employee? 

29, .· · The starting salary (inclusive of basic pay, dearness allowance, additional dearness 
allowance and interim relief) of a Group 'A' officer in the service of theCentral 
government is Rs.1530/..: p.m. A. view has been. expressed that the service has lost 

·. attractiveness and better candidates are seeking employment in non-governmental sector:. 
If you agree, what starting salary would.be reasonable to make the service· more attractive? 

30. 

.. 31. 

The present maximum salary (inclusive of basic pay, ad hoc dearness allowance and 
interim relief) in Central government service is Rs.5400/- p.m. PQ you think it should be 
increased appreciably? If so, to what extent? 

; . The present disparity ratio- betw~n the lowest and the highest sillaries in government 
· service is about l : 10 (pre-tax) and 1 : 7.4 (post-tax). What should be the reasonable 
disparity ratio?· -_ ·· · - · · · . . 

:. .. . . ,· . . . - . 

. It is said that e~ploynient under the Centred government haS lost much of its attractiveness 
and that the quality ·of the candidates taking the U.P.S.C. competitive examinations has 

, . deteriorated. . Do youagree? . · . , · · · 

If s~, ~hat are;your ~u~estio~s for hnproving the auracti~eness o(Jhe SerVfces ? 

·_ ·33 •. ·_ .. In certai.n<departments,ihe sanie levet·of posts are filled by ~nembers of both Group 'A' 
· .. and Group 'B' Services. Do you considet this to be a satis.factor:y arrangement? . 
. ·lt~o~·\vhat ~o~ld be hte '~~~ ~ol~tlon ? · · · · ~ ' · · · · ·- · · ·. · 

34. (a)·-_ Would you tecomme~d difect recruitment a~ intermediate lev~IS.of ser:Vicein.order to 
;·;;~~:.:Jnfuseft~~~e~tT'~.: ·> · .. · -~ .. ~. ·_.< ·. : ·. : _- . ' :-· · 
. :· .. (b) ... ·Do you tliiDk such a course woUld affect the. promotion prOSPeCts of existing employees·. 

·.· : arid reduce the attractiveness of the service? · · 
~--_ :·:_.. -:. .. ~ ' . ' 

: 35~ ·. What steps' do you recominend for enabling the e~ployees in lo~erpay sc8Iesto 'improve 
·.• · . ~ . their qualifications in order to secure entry in higher posts/services as and when possible? 

. . ; r_·.: .. - .;'• -· ) ~- : _·-. _ ,_;_.:._, _ · . ·_.,.- - , . , _ . . • _ .: . , ~ - · • _ ' · - · _ ·. · : - : -·. ·_· • , _ · ·:_ ' · •· - ·_ 

· 36 .. ;: . Do you agree with. the view tl,lat the paf.and allowance~ of employees. in all Union 
· ;,; . ::. ~erritori~s~~oul"'be,~OJ:lll,atequivalenpevelsofpastS?.. . , .. . , 

. 3 7i '·: -; ,: :wJlat are your-views in regard to the special pattern of compensation for locill conditions in 
. , ·· _. Andairian andNicobat.and Lakshadweep islands and m.· Arunacbal Pradesh and Mizoram.? 

. . . 3 s:.!. '_D<>·you have ·~y co~entS on any other matter falling within the terms of reference of the . 
: ' ! ' ~oriunissi<?ri but not covered by this questionnaire?· - · ·: · 

·~', .. ·. · .... j . ' ./ : . • PAYSI'RUCI'URE 

39. . Are you aware of any anomalies in the existing pay scales in any department or office vis
a-vis pay scales for similar categories in other departments or offices?. If so, please specify . 
the same and give your views for removing them. · · ·· 

40~; It has b'een urged th_at the existing twes. of pay fixation do not provide any substantial 
. benefit on 'promotio~.- What aie:your 'suggestions in this regard?' .... ' . : . : . 

4 f. :; . . . It h~ b~n argued that the tki>ilitY. of some Centrai go~e~en;e~plo~~· t~ serve 
anywhere in India causes considerable difficUlties .. Do you think this factOr should be 
reflecied in the pay scale? Or, should a separate allowance be granted for it? If as an 

. : , allowance, would yQu prefer it to be at a monthly rate or as a lump sum payment at the 
.. time of transfer?.: . · 
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_ ..... 
42 ... (a) Wha:t are yo~ views on the existing sy~temof i,nck.U~t in ·a long s~aie ~fpay, itS rate and ·.: . 
. . periodicity?.·.. . . . .. · · •... _ •. · -~.-: ... ·· _ _;-:.·- . ; .<-.··~: .· : .-. :: .. ·. :'·, 

(b) Should increment be granted at a fiXed rate or as a percentage of pay?· · -· · · · · 

· (c) I~ has beeri ~ugg~ted that the ex~tiDg system of Vcmting in~meni.fro~ tlie f~t of the . 
· month creates avoidable work. Would you favounidOpting .fll'St of,Jaituary and fll'St of. . 
. July as the onlydates for granting increment in a year? · . , · · . . . · · . ·:· · . 

. ~B. (a) It has been lirged that effiCiency·b~ in pay ~~ales do ti~t·~~~ any-~s~M p~~e ~dare 
· . . sometimes used for victimising an employee. Do you agree? ·•- ·.· .. · ·.· : ' · · · .. · _· . 

· (b) How else can an employee ~made to discharg~ his duties satisfact<>~; ~d nutintain 
· discipline~ in cases where he is not so deliriquent as to justify disciplinary action,?. . . · 

44 .. (a) Stagnation has been highlightetl as a problem. Wh~t is. your ~~ncept ~is~~~tiori? D~s ·· 
it mean lack of avenue for promotion ornop;.availability of increment? "What solution do 
you suggest for the problem 1 · · · · · · · · · · ·.. .. ·· .. 

. .. ·. . .. . • -· . . . . <"': ·:. ··:·'; ,, :·;:. ·: -.: ! . •' -· .' · .. 

(b) Do you consider ~ant of;'~tagnation increment'~ aS-ari effective means of_ providing ~llef .··. · .. 
·• _ .. · · · to an employee ? What criterion woUld you suggest for allowirig such _iricrement 1· Should :_. 
· _. .. ·. thecriterionbeuniformlyipplieableatalllevelsofpay? ·· .·:._ .. :' · ~· ··<·;·· . .:. :: ··. _.·_-.·. · 
45. · ~the existing differentials ht p~y ~ales.of e~ployees }Vor~g iD tii;Secre~~ and .· . 

attached offices on the one Jum~ and their co1mteipartS jn the sub<>rditiate pffices on the 
other, justified? lf not, what is the reiriedy ? . · ·. ". · : :· · .~:·: · · ·: • ... ·: · .. : . . · . 

r•. o. • ;:,.'·.i ~ .. I I' >-:.•, ~- ·,,,', .... ;.:··";':··.: :,:,~-.. ; ... ;;.<.","·' 
1
: ·~··.····:.~.·:.·:~··~· ~ ""f\:·~.~.,;•.t~'.·~·.:(/:~:~.~. i i· .. ::, ',· ._ .. ,. '_, 

·. 46. . What avenue of:promotiori w()uld y()u suggest for.isolated posts which,.QO not hav~ anY. · .. 
· , iegular promotion.channe11 : · . :;·~: ,· •• · · ... · · · : : , . ·.· .. _. :·. ::< ·· >.'· ; :. < · ' 

47.• . Jt haS bee~ s~gge~ted ui~ the ~c~e~.ofpay ~fthe aliindla SeM~e5'~ci Qrpup':A· Central ·: · . 
. . sel:Vices should be uirlf()rni . no· you agree With thiS' vie~ .havirig regard tO the ~1~ and the •. ·: ·, 

•· duties and responsibilities 'of the officers of the different SerVices ~ :;~ ·• .. _, , _:. _;.. :. · . 
• • • . • ·• . . •• ·• • ~. '~· .. a. . ..,~.,;,.,i..-::·:~·;· :=:; . . . •. ·: ... ~-~--~·:<:- ·; .. ·_ .. , .' . 

4~, · It has been lirged that technoc.i:ats arid scieiltists'should receive highe-:.reeognition for their_ · 
. qualificiltions and some~ hat higher .scales-of pay_ shoUld be alloWed tQ them, than for. the 
~India and other Group 'A' Semces.· DO you agree?·:···.:·-:. . .. : .· ~; : > .; · .. e-

. . . .. ·· . ·.: _.:. . ~-- .·.:·· ··~--- :·· · .. · .. :·.;~, .. .-(··:.• _:,~-:.I,~,'' .. ·• •. :_: .. -·.'\; .. .,_~·-.:-:·.·· .• : •. _.'· .;· ._: ...•.. · .... 
. 49. (a) Do you think governmentservices'should be so organise(hnd managed, as to cultivate and .. 

' r . . ' develop a high degree of professionalis~ ~.g. administrative· sldl! •!n s~ial field of action·. 
andkno~ledgeof~~ ~~~ject~~f?~: .. :· ,'·.· ·:·:: :.:.:.~.: _···:, · .,~·.:. :~{\,:'·. ·;,·:•·, :·.:· · ·• ··_ · 

'(b) Will it be useful if posts. atthe top levels are .filled by pers~nsf<?Uri~ .~~ 1>e P';OSf S\lit:able ·. 
. acoor:g r the exigencies of work; regardless of whether theyat7 ~ener~\.sts, ~!: . .· . 
~~ ts_ ',' . .,·~·- ··.·,. -.... ~-,_< .. ··.; : .... --~·f•, .·' ~-- .t -•. · :' .· 

50. At present the Heads of Departments like Chief Engineers, Commissioners of Income Tax, 
Chief Operating Superintendents (Railways), Post Masters General, Accountants General, 
etc. are in two scales ...;Rs.225~2500 and Rs.250Q-2750. Do you think that having · 
regard to the duties and responsibilities of the officers at thaUevel, there is ~ case for · · 
equating all the posts to Commissioner ,in States andJoin~Sect;et:a.l}',;t~.~e ~~n~,~ · 

. ' . . 

51. Would you recommend fiXed pays for posts at senior le~els}.e.-JointSecretaries ~4· 
above? Or should appropriate time-scales be prescribed. even at those leve~? . . . . . · 

' \ . • • . 1 • • ' • • ; • ' ~ \ • ' 

S 2. (a) Do you think there is a case for the highest posts in various scientific, engineering and 
. . other technical services being given the highest pay i.e. pay of a Secretary _to the Central 
· .· government? ' ~ · '_·. ·; .. · · · .· . ;, : · · ·:·. .· . ;. ---~: . .' :.·.::,; > '.: ·.,. 

(b) S~ould this not depettd on the nature of work and ~e resix>risibilities Of the 'post? .. 
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(b) Some countries have dra\y~ lll), a·Ust ofth~ most~eriotis breaches of disciplirlewithout . ' . 
__ ·. ·• ,makingitcomprebensive •. Areyou•irtfavouro_fanysucnaction? ::-··.·.• •· _ :· :.' • ·' -· '· 

.·.(c):· Ai'e Y~il-ilt favour.~f _lhe~-~~-w ~diat:~~~blic ~mpi~Y.~~;s· ~o~Juct r~nowm8 ~dplin~ ac~on·_ 
.· · should also be taken lilf9_ consideration where reqUired, to ameliorate the eatlier action? .. _· _.· . · 

. 62~ . 'Wliat ~ )'0~ vie~~- in. regard to.-t1t~ ,rUilci~C>ni~g ~f tb~ eiisting $~h~~~-fo~Jo~i ~onsul~~v~ ·i ~ . 

. · ; :. Machinery-and Compul~ry Arbttr_ationJotGoveroiilent Employees, and.the Pel'lll3neilt . ::: . · . 
. ,-_::_~e~oua~sMachinery?::-~,.:;:·· ·:;:::.· ··-~~=:·;·_:c '• ·:. · ·· ·--~·.,·_. (.,•., •·····. · · 
. 63~ .. _noes the grant of quasi~~nnanerit sta.tus s~rv¢ any useful purpose?· What are yo~ vi~ws ~out.,· 
· •· Its continuance? •.· ..... ·. _; - . :: .· • · '. ·.•·:· .. · • .. ·.: ~ ,· : .. · . · . · ·. . . ·. 

) . .·-,., .. ·-.· '·~··= .,··:-' ... . • '· ··:.-·_ .(' ~::·--.·•_'.··:·>·'.··· .. ·, . . r:.·- .,. :r~,_.··-~·>;·. 

64 .. · Deames~ all~wanc~ is-~~ .pr~sent payahle'tQ Centrllt govemm~nremployees-~n eveiy s·:Jx>int' 
· . increase in the 12 monthly average of the all Iridia CQruiumer Piice Index: Number for Industria:!· 

·.·. _ :· W9rkeri (General) (196(}.::100)~ Ifyo~··are m favour oftoritfuuariceof.dearness allowi!,nce; whit 
.. ;modificatioit;i( any,would yo~isuggest in the 'tinie' and·'point~Jactors,? -<~ ·. ·~ . ~-- ., · ... ' :;·, ~>: •.. ·. 

···~ :_:-.- .·_-·._ --~---·'_-_· .. __ ... ,· __ ·~- ·' --. __ ... _.·-· ,._:· :_.: __ ,· -.'···: : .• ::·_;·;..·--;·-.:_-·_.,--:~_~:';··:·._;-.;'~;.:..·_~--~- .. -: .. ~ ~-. ''.'~o_····~,---_,.·: . • '_-··:_. -· 

6S~. ··._It bas been· suggested tha:t grant o( ~e~e~s allo\,Van~~ :should b~ ··autonla:tic on th~: aver.1ge, 
:'::·,~ ·' co~UJ!lCl pxjce ~dex nu~'* reacJll.ng the presc.rl:b;ed l~vek: Dc;fyou _agree· ~r: . · ··r .. ' : < · : ·. 
6~:-···ltluls))~n· Urg~ tit:a~ sirlce d~amess'~~~ari~e is:fu~ri(i¢'•t()•pr(}~~th~:reid_ inc~~-~f~alaried"_ 
: : .. ·employees, neutralisation should be:llupdre~ per ¢ent f'Qr an:categori¢s ot employees. -Do yott: 
· · .... •.-think',this would be possible wi~ '1be resQ~e$ ·of 1he Central-go.veminerit and the 'demands. · 

• · ·.thereonfordevelopmen~plannmg;defence~dnaiioriat"securiti'?: _· : . .-::' .. ( ~, .. ,_- - • · 
-·· ~:-.·-._ •. ·.-.·- :·-· -: _- .. : __ • .·_.. _·' .• _. ·.- ' '-~-- _· ·_ ·:;-_ _.. :._· _--·. ··, -.-.. :- ~' . :'_ . _·. -·~ .:· -·.·.:-·· · ..• -.. : ·· .. -_ .'l:·_ .• :. ,· .. ·. '·. ~. ·, '' ~. ; ,• . -._ 

6.1.~. ·A s~ggestion bas ~ tt1ade that in ord~r to .. rec.tu~e <,>ffic~ ~Qrk an(\to ~n&w:e proper budgetary . 
. . . a:tlocatic;m, dea:iness ~owance shoUld be'gritilted only ,on~' aye~~ neu~~ tbe.~ffect of price . 

increase during the previous year. -Wluit a:re your. views in this regard?.> ..•.•. : .. ·. ' .··. : · .. · .•. '. . 
·, .- --.. .·.; _: ·_,, ... ~ ··. ___ .-~ '_ :_•· ·-· .. ·· -':: ... .-: ... '. :.-._.:• : .... _ ... _~,-, ··. -.. ·_ ;. __ ... ' .!- ._·,_ ' '. _·._- . ··~ .•. 

68. Population is the basis. for .Classific.ation .of places for graJ:ttof House Rent·. Allowance. and · 
Compensatory (City) Allowance~· ltbas been urged ibat there are places wbicb do not qua:lify at · 

. presentalthougb they are equally _expensive. What altem.ative basi~ wpuJ,d l>emOre Suitable J . 
. . . . -. •. ' .· .·' ·-.. • '·_,- -~_:·-·· _ _.,. _.·_" ·.·---~-- : .......... , .. -.·.: .. _ _. •. :· .. .-;·:·:.--~ ·:_-~::·_;··~_.-::.·.·_,_.J_.·. ·. \." -._ . 

69 .. · (a) The existing rates of House RenfAllowance:are as _fo~l~ws ;7 ,·,. > ,"·:;.:· .0:: · _:. . . > · .. · · :· 
'A', Bt:and Bi. Class Citiesl$.%',ofpaysubjeettoa.niaxim:un.lofl{S.~po;~_permens~m. 
'C', Cla~s Citie~ :. .· : . ; 7.5% oi pay ~subjeed<>".a maXiin~m o(RS.200/~ -per mensem. 

. ·. Jt b~ been urged th~t iliese r~~~ ot !I.i{A; ~d the :c~ilin~J -~ ~C1~ua~· anci s~outd be 
.revised. ' What are your views ? . . ' . ' ,· ; ; . ' . . :' :- ' :. . ~i .; ; ; >'. : . . : . <· :; ;; '' ·. . 

. (b) It bas been represented that bouse rent is quite bigb J.n; soriie snialler·cities, <;>(in ·some ~. 
areas, and that it should be permissible,.wbei'e necessary;tO.-grant hol!-Se rent a:llowance.m · 
such places on a careful study_ofthe local proble~ DOy~u agree?. • . . ; . ., . .-.· · · .: 

70. At present government elllplo~ees ar~ group.ed .intri· ~f~r~~t p~y: ranges for. ~otiV;~t of . 
government accommodation .. It has been suggested that the .same pay ranges may l>e adopted for 
grant of house rent allowance in different cities and for this pUrpose bouse rent allowance should 
be a ftxed amount for each pay range instead of being a percentage .of pay. ·What are rour views 
in the matter ? · · · · · · · · · 

,. ' 

71. At present Central government employees are granted Compensatory (City) Allowance genera:Ily 
in cities/towns with a population of 4 lakhs and above and the amount ranges from Rs.6.50 to 
Rs.75/~ p.m. Employees are also eligible for House Rent Allowance in th~e places. Would Y_?U 
favour continuance of C.C.~. as a separate element or would ~ou favour grant o~ ~ne ~om~stte 
allowance in lieu of H.R.A. and C.C.A. to compensate for the mcreased cost, of livmg m vanous 
cities/towns/areas ? · · 
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72. . (a) It has been. stated that the c~t of living in sonie snialler places. is as much, if not more, as in 
bigger citieS and it has been suggested that Compensatory Allowance may be paid at all 
places. Do y9u agree ? ·. . . · . · . . · . .. . . • ·.. . .. . . .• . . · 

· (b) Since dearness allowance is expected to take care of rise in prices, is ~e payment of 
, C.C.A. justified ? . . . . _· . . . . . 

73. (a) It has beCn 'urged that iit somedti~ government elnployees have to travellong distances to. 
attend office and should be paid conveyance allowance. Do you agree ? . 

. (b) It has also been urged that in areas where government offices are locaied at considerable 
. distance from the place of residence of an employee, and the means of public transjxnt. 

are wholly insufficient and very expensive, and the terrain is difficult, the cost of 
. travel should be subsidised. Do you think the request is reasonable ? · 

. 7 4. (a). It has been .urged_ that the ex~ting transfer gran~ ~d-baggage allowance admissible to an . 
. 'employee on transfer are _inadequate and need upward revision. What revised rates 

would be reasonable for different categories of employees '1 · · ' .. ·· · · · . 
. (b) Do you think the rates of traveling and daily allowances on tour require modification '1 If so, 

what would you suggest as proper allowance·? . · · . . .. 

75. It has b~en urg~·thai gov~mment employees should be rei.tilb~ed iD full.for travel to home 
town once in a block of two years. Further, if an employee exchanges the home town facility . 

· in favour of travel to any place in India (in a block of4 years), it has been suggested that he: 
may, in lieu thereof, be paid a lump sum amount to avoid abuse of the existing facility. What 
are your views in the matter '1 How would you like io modify the scheme so that it may serve 
the intended purpose '1. · · 

76. ·· Will it be desirable to provide insurance cover against bodily injury to those employees who 
run a high risk of violence by criminals in the discharge of their duties '1 

· 77~ (a) At present the scheme for grant of children's education allowance, reimbursement of tuition 
fee,and subsidy for purchase of books, provide fmancial assistance for the school · 
education of the children of government employees getting pay upto Rs.l200/-p.m. It has 

· been urged that the schemes may be extended to cover university education and be 
applicable to all government employees irrespective of pay. What are your views in 
regard to these suggestions ? 

(b) Would you favour replacement of the existing three schemes by an annual lump sum 
education grant '1 If so, what amount would you consider reasonable for the purpose '1 

- 7 8. There is a scheme for payment of hostel subsidy for children of government employees who 
·are transferred from one station to another in certain circumstances. The maximum amount of 
hostel subsidy per month is Rs.60/- per child for those staying-in hostels of recognised 
schools. What are your views on the scheme '1 

79. Have you any suggestion with regard to the admissiblity of the following allowances to Central 
government employees '1 

(i) Hill Compensatory Allowance. 
(ii) Winter Allowance. 
(iii) Bad Climate Allowance. 
(iv) Remote Locality Allowance. 
(v) Project Allowance. 
(vi) Risk Allowance. 

80. Should there be a scheme for grant of incentive bonus in specified services or sectors on the 
basis of increased output (capable of physical verification) and financially advantageous sci~ntific 
research technology '1 · 



23 

81. It has been stated that the existing scheme ~f medical reimbursement is open to abuse and' in its 
place an. allowance either as a percentage of pay or at flat rate may be ~ante~ to the_ employees. 
If you agree, what amount would you suggest? ·, . . . . .· ·. · ·. . ·. · . . . . · . 

82: Are the facilities available to empi~yees under Central G~vernment Health Scheme satisfactory ? . 
What is your suggestion in the matter ? · •· · - · _ : ·· - ·. , : · : · · " · · : 

. ' . ' . -
83. · Go~emment servants covered by the Centtal·aovemmerit ·Health Scheme :are'·requiied to' 

· contribute towar4s the scheme. ·· How~v:er,: ttQ ~uch contribution is Pl1Ya~le by ihe employees . 
·· who are covered by the.Medical Reimbur8en:tentScheme ... What in yoiJ.r opiniQ~is the rationable . 

for this distinction ? Would you favour ihe ii:ltrOOlJCtion· of a ~ontributory medical insurance· 
scheme for a1l employees ? ; . . . . . . .·· .·.· ... · .·; . ··. ' . : . . - ... ': : .. 

·. 84. (a) At ptesentearned leave can be accumula~d upto a maximumofiSOdays::It pas b~n· 
sugge~te4 that there should be no sue~ r~striction .. What are Y,Our vi~ws _? ' ., . . 

(b) It hasalso b~n suggested that the quant~m ofe~ed ieave may be increased from the 
.. existing 30 days to 40 days· in a year ... If $o, should this Increase not 'be in lie\l of . . . . .. 
theexistingentitlementofhalf-pay leave? · .. · · :. ;~ .. · ·: -' ·· .. ; .. :_·. · .,~_ ._ ... 

85 .. At'present eaniedleave is anciwe~'t(;be e~~aShed~niY' ~t-:the ·tini~ ~fietk.~k,e~L-H!ha$'·been. 
·. suggested that _50 per eent of the earned leave' admissible in a year :maY be allowed to be encashed . 

. · . during servite~ If you ~e in favour of such encashinent, what conditions should b~ stipulated to 
. ·• • · erisure that the ba5ic purpo~ ofleaveis _n(>tdefeated 1 . · ·.' :. · · . '· ·: ~- '' .· ; · ·. ~ "..: : · · 

. ·._ 86. :_ The leaV'e e~titlements.ofindustrial employe~s are generallygovenied by_FactoriesActanddiffer 
. . from those of the non--industrial employees, Suggesttons have bee~ ID!lde that the. industri~~·· 

· · employees _inay be brought on a par with non-industril:ll employees.·~ the .matter Qf .leave 
·. · · entitlements.·. Would you favour thesuggestion ? . ·. · · .. . . · : ; , t., · · 
.• ; .~ ·--.' . . . . l· • . . - . . . \ •' ' ... • -~ .• -. • . ' . - < ,• .• ; ' ·:. • . •• 

8 7. . lt has been urged that adoption of the same pay limits as· prescribed 'under the Payment of.Bonus · . 
·. . . Act, 1965, for regulation of Productivity Linked Bonus under government has operated .to the. 
· : . · disadvantage of certain classes of employees. Do you agree ?_ If so;·w~at are ·your ~uggestions 

·in the maters ? .. ·. . . . . . .. ·. ' . ' '·.. . . ' . : . .. . ' ... •· ·... . ·- . . 

88, All.C~ntral ~ovemment employeeS di~~~~g: emola~e~t~ ~pt6 Rs.l~OO/- p.m., who are not. 
·.· ' .. covered by the existing Productivity Linked Bonus Schemes~ have been gra!_lted 15 .day's'-' 

emoluments as ad hoc bonus for 1982-83. What are your views in the matter? . .- .. ' : · 
·f; . 

. · 89 .. · Do you have any suggestions in ·regard to the following : . , 
(a) C~teenr~Uity ; •. • · . . . ·. . . · -" · 
(b) Union and protective clothing ; , ... ' ; .: , ' : : ' 
(c) Washing allowance; and · · ·• -:, .. -. " i. 

(d).· Otherwelfaemeasures. . . . . . 
· . 90._ (a) Should ni~e go~e~~nt employees-~give~ leave·~o post-~atal i.mw;·~spQn.sibmtie~.? -~. ··. : 

(b) If so, what should be the maximum duration of such Jeave for :rpale employees ?_ , , .. ·:: ., · .. . 
(c) Shouid such .leave be admissible ·in broken spells to suit ihe rieeds of an indivi_dpal . -~ . , ..... , , . 

employees ? . . . ' ' 

. : 91. Hav~ you any s~ggestion t~ make ~ith regard to (a) houis of work and (b) holidays ? · . ; ·: , .. · 

92.; Do you think g~vemment should p;ovide fa~ilities like day~care centres fo_r children of 
1 -employees? · ·' · . · . · .. 

93. (a) A large number of countries tend to restrict "overtime" either by s~tting a maximuin}~ton . 
paid extra hours or by applying a general policy designed ~ practic~ to keep to ~ nurumum 
the number of hours worked iii excess of normal hours. It IS also srud that overtime . 
generates indiscipline. What are your views ? · · 
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(b) It is not necessary in public interest that an employee. put on overtime should be required to 
maintain a daily diary of work, and overtime should be allowed only if he exceeds the noim 

• prescribed for his day's out-turn ? · . · . . 
(c) Will itnoi helpifwork schedules are properly adjusted; to the extent necessary, in 

·· . departments and offices where overtinle is frequent.7 · . . 
(d) Should .the existing rules or regulations governing overtime be made more restrictive? . 

94. · (a)\_Do you ihink the present arrangement for night duty allowance is satisfactory ? 
. (b) Should such an allowance be admissible to gazetted officers also ? · 

95. Employe~s availing L.T.C. to any place in India.have generally to stay inhotels;w4icli are 
expensive. It has been sugested that some holiday homes may .be constructed by government~ 

· over a period of time, in different parts of the country for use by employees. Is this a practicable 
. suggestion and will its benefits to the employees outweigh the expenditure ? . . 

· 96. . (a) It lias been urged that the existing ceiliil.gs for house building advance are iDadequate. What 
. .· . limits would you ~uggest ? . . . ' ... · . . •. . . . . . . . . . . 
· .. (b) What other method woufd you suggest for providin~ a house for a government employee 

· . when he retiresfromservice.? . · . . . . . 
. (c) Could you suggest a scheme for house builcJingfor governmentemployees who may be 

· · willing to subscribe to it, linking it with life insurance~ group insurance or provident fund ? . .. . ·- . . . . . . . . 

·. 97,.· Sliggestion has. been made'that.theamount of advance admissible to a governnientservantfor. 
purchase of a vehicle shoulcJ be equal to the ac~ual cost of the vehicle. Would you support this' 

• view ? What should in your view be the revised ceilings for biCycle, scooter, motorcycle and 
· 'motor car ? · · · · · · · · · · 

. 9 8~ • It: is said. tlia~ due to exofbitan~. ren'ts, ii is becoming iricreasingly difficuit for 'g~vemment 
employees to obtain suitable residential aecommodation. The amount of house rent allowance is 
meagre and the existing pool of government accommodation is inadequate. A suggestion has 

.· ·therefore been made that in the housing programmes of government o~ed /controlled age!lcies, 
.. · a large percentage of houses should be earmarked for allotment to government employees and the · 

.··cost recovered in ~asy instalments •. Government may ensure that such facilitie~ are not misused 
. by providing forfeit~. ~d other penal clauses.- What are yotir views i:o the matter ? . 

' . ·.: ·.· DEATH-CUM-RE'I'ffiEMENT BENEmS 

.. 99 .. · The existing age ot r~tirement ()(government employees in general is 58 years ... Are you in 
. . . favour ·of any change ? lfso, give reasons; · . . · . . . . . . 

.100 .. It has been' ~ged that e~plC>yees who continue in service in a temporary capacity for a number of 
. . · years, should be given the same benefits as ·admissible to permanent employees. What. are your 

views ? What period you would consider appropriate for grant of such a benefit ? 
101 .. It has been s~ggested that government employees may be permitted to retirC yoluntarily after 15 

. ·· years of service instead 9f 20 years of service as at present. What are your v1ews .? . . · . · · 
102. At present Pension: is· calculated with refere~ce to the a~erag~ emolu,men~ of the last 10 mo~ths · 

. of service whereas· gratuity is based on the last pay drawn, Should pens10n be a,tso determmed 
with reference to the last paydrawn 1 . · . . . 

103, Should the existing ceilirigs on the. ainount of pension and gratuity contiriue.? If riot, what in 
your opinion should be the revised ceilings, if any, . · · · . . · . 

104. In some foreigri countries, pension is about 70 Per cent or more of the pay dra\vn at the time of 
.· ·retirement, but the pension schemes are contributory. Woul~ yo? suggest enhancement of the 

·existing limits, of pension coupled with the necessary contribution from the employee to the 
.. pension scheme ? . · .· . ·· . · · . . · .· · . 

105. What are your views ~bout the relative. attractiveness of th~ exi.sting J:)ension scheme and ~e 
. Contributory Provident ;Fund scheme ~i~h.ma~hing col)tnbution ~y government? Which. 
scheme would you favour. and why ? 
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106. It has been urged t!tat the existing famlly pension rate$ ~inadequate~ What improvements .. 
· would you suggest m the rates ? .. · . . ·. . . · . . . 

107. Should ~pedal f~y cover against death by violence or accide~t attributable to s~ce be'given · 
to certain categones of employees ? H so, at what rate ? . · · . _· · · · . 

... . . . 

108. It h~ been urged that gov~nt employees on retirement may be gi~en deamess~ano~~ce ·~J · 
penSIOn at the same ra~e as servmg employees. What are your views? · · ·.. · · · .. · ' · 

109. At presen~ govemme~t employees on permanent absorption ht public Se~tor undertaldngs iri. 
public interest are allowed full commutation of pension· for the service rendered. under 
government.· In case of retirement from government service, commutation is permissible for. 
one-third of the pension. would you suggest enhancement of this limit. H you are in favour of 
more commutation, would you recommend payment of part of the commuted value in the form 

- of special pension bonds with a specified period of maturity to avoid.undue strain on government 
finances and public economy ? . . · · . · · . . c -· 

110. It has been suggested that the comm~ted val~e of pen~o~ shotild·be. restored to.the pensioner~d · . 
the expiiy of the period for which commuted value was worked out.. Is this demand reasonable · · 
considering that while drawing commutation tables both the death rate and expectancy of life of · 
pensioners are taken into account? - · . · . , .. . ~ . _ . .-. ···• . · .:.;. · . . ; •· · ._, · . . . 

111. Have you any suggestion for improve~t of the existing Group Insurance SCheme ·awlicabie to . 
centralgovernmentemployee~ ?. _ . _•.. . _ . .- . ; : ·-~ > .. • · ... < · :., . ~ ·. 

112. (a) Are you in favour of continuanCe of the existing provident fund scheme?: .·· · <·· . : c ~.. · • ' • 

(b) H so, what improvements would you ~uggest in the scheme? .. · · ~-._-,_, : ........... -~· .. 
(c) What would be a reasonable rate of interest on the provident fund after taking intO acc~unt the . 

benefitsaccruingfromit? · . . . · ·.·. · _:. · -... · · .. ·. ·· .-: :. :· .. :··. : 
(d) Would it help if a trust iS created by government to maDage the. entire amoimt of provident · fund? . ' . . . 

113. At present all government employee~ are required to contrib~te compulsorily to the provident . 
fund at 6 per cent of pay; Over the years; schemes for grant of· family pension, death~um..: 
retirement gratuity and group insurance have been intrOduced which provide relief to th~ family . 
in-the event of untimely death of the employee• ·Would you recommend ·eontinuance of the 
compulsory provident fund scheme in its present form. H not, for which category of employees. 
would you favour its discontinuance 7· · · · ·· 1 

: . · 1 . • 
. . . . .. .. ,. : ; '.: . : ._· · .. •) .. 

114. It has been suggested that the pensionary benefits ·of central·govemmerit employees. _can. be 
substantially improved through operation of a pension fund to which gov~~ent sho":ld 
contribute annually at a ftxed percentage of the employee's pay.· What are your vtews ? · · . · . 

ARMED FORCFS 
115. What steps would you suggest to make the Defence Services rti.ore attractive ? · · · _. 
116. (a) A view has been expressed that the most practical and equitable method for dete~g 

defence service · pays would be on the basis offair comparison with pays_fixed fo~_the c1vilian 
employees of the Central government. Do you agree ? . · . · · 
(b) lf not, would you suggest any other basis for determining the pay in defence service ? . 

117. At present there is a relativity between th~ pay of Service officers and the officers o~ Group 'A' . 
Services and the Indian Police Service. It has been suggested that the pay of Sem.ce off!cers 
should be determined independently with reference to salaries in the public sector undertakings. 
1f you agree with this view, please indicate the comparators in non-government emp~oyement for_ 
determination of the pay of Service officers and how the same should be worked out.. 

118. How should the pay of a trained infantry soldier be determined ? . 
119. The Third Pay Commission had considered an clement equal to S per cent of the pay of a sol~er 

as a reasonable compensation for "x" factor which represents the average degree of hardship, 
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turbulence, hazards, etc. inherent in service life. In respect of 'home saving element' on account 
of the provision of free services like food, clothing and accommodation to soldiers, the 
Commission had considered a deduction of the order of 20 per cent to be fair and reasonable. 
Have you any suggestion in regard to the reasonableness of the quantum of these two elements in 
the present day conditions ? . 

120. Officers up to the rank of Colonel in the Army and equivalent ranks in Air Force and Navy are 
now provided with free rations. ·Do you think that the concept of 'home sving element' would 
equally_ apply in the case of officers who are provioed with free rations ? If so, in what manner ? 

(i) How much fmancial benefit does it provide.? · · 
(ii) Would you prefer monthly cash allowance in place of free rations ? 

121.. What shouid be the relationship between the scales of pay of an infantry soldier, constables of 
· . Border Security_Force, the Central Reserve Police, the Central Industrial Security Force and a 

police constable, taking into account their respective duties, ~rms of engagement and the age of 
superannuation ? 

122.(a) Service personnel beiow officer rarik' have generally a short period Qf service. Do you think 
their pensions are adequate ? · 

. (b) Should posts be reserved for all ex-service men, if otherwise suitable, in Central Police 
Organisations~ public sector undertakings and State Police Organisations ? 

123. What are your suggestions about the variouS types of pensionary benefits of Armed Forces 
personnel having regard to their terms and conditions of service ? · · · 

. 124. (a) Armed Forces personnel are allowed certain special types of pay, allowances and benefits in 
·cash and kind having regard to their terms and conditions of service. What are your vie~s 
on them? · · · · · 

·. (b) What are your suggestions for rationalisation llnd simplification of the total pay packet so 
as to promote effteiency ? · 

ANNEXE2.3 
. (See paragraph 2.5) · 

. · .. · .·. FOURTHCENTRALPAYCOMMISSION . . . · ·. 
Schedule for furnishing dita by Regular Establishments (Permanent and Temporary) of Central 
Government as ori 1.1.1984. . · · · 
PLEASE READ THE GUIDELINES BEFORE FD.LING TillS SCHEDULE 
DONO'l'FILLTHEBLANKCODECAGES. 

1.1 Name ofMinistry/DepartlnCnt . I 

1.2 Name of Organisation l 

1.3 Status of Organisation . ' ·. · 
(please tickmark the applicable item, say 1 or 2 or 3,) 

SeCretariat proper 
Attached 
Subordinate 

l l 
CODE 

l l 
CODE. 

m 3 . 

Others ·m 
2.1 Des~tion of the category of post in full 

(in CAPITAL I..ETI'EKS) · · l l l l I l 
l CODE 

l 

l l I 
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2.2 Group to which P9St belorigs ·. ,: <: .. , · · ·. ; :. · . ·· ·· · '· ., · · 
(Please dckmark the applicable item, say 1' or 2 or'3,) .· · . . . . 

; Oroup A .. . ... · . :' · ··· - · . > · "· [IJ · 

:::~ . ··· ·· · : Hi. 
·<_qtOupD .. ·.... ··. -. <,[il .: . 

. · Unclassified · · .. · .. · · '· · .· • · · · ~ '· [2} ~ 
• _I • 

-· (in full inclUding .rate ofincrem~mtand ejfi~nCj,Jiai:.y: ': · · .. ' :.- .: . .- ; ,; , :· ••. COPE •. , "'· .. -
3.2 .Total posts sancticined ; '·· ··>·• /•:,:.. :. ·· - - ·. • : ' ·· . .- < · ..• 
3.2i Periruiiient posis · · · · · · · · . .._..;..,...;~...;.,.. ............ --..,.;,,_,..._..;.;..,... __ _ 

3.22TemP<>iiu-YIX>sts. ··,·· : ... .,_._, ,_,,~ ... ____ ..... - .. -.·~1 __ : ___ _ 

3.3 Numberinp(>sition · . 
3.4 &eDW-icS cuait)r> ·· · .. 

' I .. ·:~ ... . ' '·. . 

•:'\. 
. ·' :~ 

. .. 
. -

4. Category of post is . . . ·. .·· .. :. : · · · · • · :.. · ..... · · · · · · ... 
(Please tic/Qiiark the applicable item; say)or2i}r3)''· ·,. · ~--~·;·: ~·-·--.- .... ~.-- · · ·--.~ .. ---·- ·' ... · 
Non~indUstrw . . . . . . . . . : . : [il '· · ~) · · 
If indusirial . ·· .. -- . ' ··- - - - -.. . 

lnWorkshop.coveredu~derFaetorles··A~tl~4i; ... -:_, .::-··· ::~ :,:·· .. :·.:':@'_ \.; .· .. r. . •• • 

InRunnmgsltedk..Railways; ·' ... , ,. ~ •..•.. .-.:.: ··>~ · .,': · .... ..· ffi·· '· ... 
. Other Artisan Groups not coveTed.... . , . .. ........ ·. . .. . -- . ~·- . , . .. - .. :·· - . . .. __ , ... -. 

in2 and3 ·abo~e4 · · :. · : _,, .. · ,, .. ':.. ·,._ .. 
; .... ..,:. -~·' . -: . :.. .. ·. ·, . 

·s. SpecialPayandAllowances · :····· ·· - ·· -.. . . · . 
. . . ' . . ' ·' ..... ·- ' ... ' . . .· . . . ' :·' (· 

(ExCl~ding DA, ADA, ~. CCA, other <:;om~nsatolj allowances ,and allowances ~uch ~s. 
R~g allo~ance,lncantive ~Qwance, ProJect allQwance, etc.) . . · <' • _ . . . ·. . ·.· . . 

. . : ·•. . ' . :· ,. . ., 

Nature of Special Pay/Ailowance · Rate of Special Payf}Jlowanee (In Rupees) No.: of .,:Osts • 
. , .• ·: . . :- : '-·· .: . . ·.' . . . ,.,1 

•, •• 'I 

.1. .· 2. .3: 1 .. ..;' •. 

1. Special pay 

2. Non-Practising ~owance 
__ _.:._.-_ _;__ ____ ~.;..;._.;_--+--.....,..:.-~------~~ ... 

3. Others (Like Machine Allowance, 
Flying-Pay etc.) Please specify. 

6. Method of recrUibnent prescribed and pei'centage. of posts tc;; be filled by each method.· 
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Ple~e tickniark the appiicable column and give deuiils . 
. . (Please czttach ~ C(Jpy oiRecridtme;t Rules). 

.. · Me~odofRecitrltment · ... -
., ~;,:··.·.: .. ·.·.· 

' : -~-' . .. ·.-

-_ 1. Directby_¢omPetitiv~ e~amination,Selection, ~tc. ;_ 

. . - -. _·._ .' ·.· . . . . -. . . . --. ' ·' . '·. · . 

: ,'· 

-Proportion(%) 
-.2.-

·. ·.;·. 

: ;_·_ .. 

7. _ F.~er. d.·es 'i8,tia.·tions .. ~d. ·~. -cales.of{)ay. :of posts fr<>ID,whi···· ·ch pl'()motidnsare. -.- made.- -. . .. ~-

PleasementwnDeszgnatwns.wzthScales. __ . --· .. ··-·.···-.. · . · .. ·.·- .-· .. - .. :.'. _,, _ 
. . ... . . ·. __ , . '. . _-_ . - ,. . - ·- . - .. ' ... ' - ,_ ., . ' . '·· . 

_ .. ·_-_·-.: · ... '".. . _· scateQfPai ·: :_- -: · _·. · 

• (1) .• , .-. 

(2) .-
. ·:·· .. 

. .. . 
··-.· ... ·-· 

--. :-

-.·:- ... 

:·\ ·._ ... _. 

'(3)' .. : . ·. -~~ . -. '( . ·. . ; ' . . 

. . ·· ... • ;.--- 2:_,- ·, ·- . .• ~.. : . 

. ·. ·,_ 
. • ~ . ' •. f' . 

• of•. 
', ·. 

. -. ~. ~,·-··. -'; 
' '- .•. '~-

:- .•. . .., . -.. 
· .. _· .. 

' -

.· -. . ' .. : . . . -~ . ~ . . .·• 

Occ~pational ~oups for Tecmrlc~fessional Posts only with highest qualification prescribed 
for direct recru1tment, where applicable. - . . . · · -· -
(Please tickmark the applicdbfe items in the_tab_le below, StlJ. ~1 or02, and 1 or2,) . 

- . 
Occupati()nal Grou~ · · _Essential Qualification for Direc~ RecrUitment -

· Item , DeScription . ltem De8ciiption 

. 1 -

IQI] -· Scientific. 
J 02}: _-- Engineering 

~T ·M~at· 
I 04 J -. _ Ec<>Qomics/Statistics · 

I osl' . Accountancy, . 

. · ~ · . _Teaching 

co 
[II 

... : . .[!]', _·,-
.··w·· 

lQZ] Law.. [I] 
i 08] Informatics [Electronic Data Process~ g)[!} -. 

·- .. Doctorate 
M. Phili 

. Post Graduate Degree, · 
Member, Iristitute of Chartered 

. Accountants/Cost and Works · 
. Accountants/Company• 
Secretaries or Equivatent 

· Graduate Degree . · . 

·, ·:. 

. Degree in Engineering/Technology or · 
Equivalent · · 

Degree in Medical Science 

Under Graduate Diploma inEngineerin&/ 
· Technolo,gy or Equivalent · · 



. · 
· Occupational Gl'Oup . · · 

Item .. · · . Description 

l .. 

09 . Others [SpCclfyl 
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ESsentialQUalificati~ fOt DireCt ReCruitment>· · · · < · 
, .. •·. Item::.· .·· ·· .. · .. ·.:·_:.·,,;:; .. ',Description.·.,·.·:::.: 

': . -. -~ 

. . . ;.: ~9 . .. · · .Oth~r$ (SPecifyl. : . : ... • 

• _.- •• :; .... _-,;.1·': ~ ~-:_ :···:~~-~.1 

9; . DetailS of Qualifications & ~perience pl-escribed,for I)iiec~ RecrUitn1~~.if ~pplicable .. ·.<· · :_ · . 
·.; _:· .. 

., 
••• J 

,- ,b, • ••. 

·. ••· I 

.. · .. .. _., . . _; : 

. EssentiaL . · 

. ~ .· . 

. ... . .. 

•.. . . 

Desirable 

. : .· 
. ;' J•; •• '. . ,, ;" 

' . -~ .. _. ·,_ • ':_.,j_ ;: ._:_.~_;· ~::·:-·;~!--~;-·,· . ,\:·:~:::~:.-;.;1 

.... • .... • ' .. ... : .... t .. .. '.' :. '~-, 
•' ' ~ ' > ' o I : ,. : .... _· 

10. Duties llf\4Resprinsibilities. . · .. : .. : -.· . --.· > • '· ·• :t· '> ?: .. i. · .. 1 · •· :. .. : • 

. Please indicate main dlities at)d responsibilities of categQries of pO!lts. ~pe~~ ~four prg~~atio~ 
.excb1ding.thefollowing; .~·:-···.':·:- •. ··>·: .. •• .· .. ··~- ·.••.'· •; \,;·...::o:,r~·>·.;,;:<, 

. {a) Postsen~adred~organisedservices;. · : ., ; .. • .:. (; :.,.~ ....... ,·. , . .r 
·· (b).· .. · Common categories like Lower Division Clerks, Upper Division Sie~ks, Sten?~a.p~~t.~· 

S~fCarDrivers, etc. · · · - .. · · · · · · · 
· (c) Secretariat posts like Secretary/Joint Secretary, etc. . ... 
· (d) Re8earch Posts in Scientific and Technical Organisation; . . ·. ' 

. ~ ' , . I ' .·' ; 

(e) Teachers and Doctors. 



FOURTH CENTRAL PAY COMMISSION 
' -

GUIDELINES FOR FILLING THE SCHEDULE FOR FUaNISHING DATA BY REGULAR 
ESTABLISHMENTSOF~GOVERNMENT .. 

Infonnation should be funP.shed orily.in respect-of RegUlar Government Orgarusations and NOT 
. for Autonomous organisaticm.s or Public Undertakings.. . . . . . . . . 

· I~o~tl~n sh6~td pertahl·~nly .. to the. regular· sWr. : Piease dQ not fill schedul~- for-th~ lum~regular 
establishments like casual labour, :)York clrargcd staff, extra departmental agentS, staff employed on 
contract basis, etc. . , · • · ··~;· .. :. ·:~> ·' .' ·.: . , , . . ~ ··:. : :_·: <. . . . . 

1 
. _ 

. ·OMISSIONS/ERRORS JN:ntBJNFORMATibN GIVEN IN THE SCHEDULE OR ITS LATE 
RECEIPT IN THE COMMISSlON MAY RESULT .IN INCOMPLETE EY ALUA TION OF THE 

. AFFECTED CATEGORIES OF POSTS. :THEREFORE .PLEASE READ THE GUIDELINES. 
· CAREFUlLY ANI) ~:~~ScHEn~ACCORD1NGT(l11IESE GUII>ELINES. . ,· ·. 

General ~ :· , , :, _.·· ·,: _:;,; .\ . . . . ~ _ ~ . . . . , . . ·. ·: : . . . 
·EXCEPT FOR. ITEM~:3.3-''NuMBE_R·IN·rosmo:N~-ALL OniER ENTRIES. ·SHOULD 

· PERTAIN TO POSTS AND'NOTTO PERSONS HOLDING TIJE·POSTS~ . - , ~ : ·. : - ' ' - ' ' . . . -:· . . . 

Please fill a separate schedule( or .eaph -c~t~gqry of po~is for the secretariat!Orgatiisation as a whole .. 
Posts carrying the same designatioti' and the sam¢ scale of pay· should be treated as in one category .. 
Posts with ~ferent designaf;ionsJroni seParate categories~ Posts·cairying the, same designation but 
having different scales of pay e.g. :Stenographers' in RsA25-800, ·also fonn separate categories. 

. . ·-· · .. ' . . . . .. 

Inforrrtatioti in reg~ to orgar.fsations which ha~e field unitslsuh-'offtces in different places, as for 
· instance, National Savings.Organisation;-Registrar of Companies, Directorate of Marketing & 

Inspection, All. India Radio, etc.; should be <:ollected and bunched category-wise by the Headquarters 
in the flrstinstance and then sent toComniission for the Organisation as a whole; Similarly in the case 
of Railways, infonnation tnaybe collected at die level ofthe Zonal Railways, in the case of Posts & ·. 

· Telegraphs at the level of the PO&ts & Telegraph Circles, in the case of lrieome Tax Officers at thelevel . 
. of Income l'ai Commissioner$; etc: However, the Secretariat of each Ministry/Department s!lould be 

treated as· a separate unit and infonriation fUrnished for the Seeretariat as a whole. 

' Although the entii-e info~ati6n pertaining't~ an Or~anisaticin/S~cretariat' should b~ sent to the 
.Commission in one batch~ the schedules should be so arranged that_posts iii Group 'A', Group 'B', 
Group 'C', Group 'D' and unclassified posts in Noi\-Industiial and iridustrlal categories are made into 
separate bunches and stitched _together hi a book fo~. . ' · · · · · ·· · · · · · · 

. · -.. To ensure against om.issi~~s ·atid schtdutes g~itlng nrlsplaced a <:h~k list ~liould be prepared 
Group-wise for Non-Industrial and hidustrial PQsts separat¢ly jn respect .of each' organisation in the 
following fonn striking a total below column 4 and sent along with the itiforn:ui.tioii ~ . . ' . 

· .. NameofOrganisati
0
ri :' ·· ·_ .·· · · · · · _· -~ .. ''. '~ ~-_·:::~-,~·;:: ... · :· > ·: : · · . ·. · 

Number of Schedules sent •_. ' · · :. · 
. (Groupwis~. as given below)' . _ . __ 

.• 1 

-Group A 
GroupB· 
Group C . 

· GroupD 
Unclassified 

. ·. : 

' ' . :-··:'.1..;·_, .· -·· .· .. , .. ··· . 

' , . .-_.! ·_ . . . ' •. ·. . ~ 

• ·Industrial . • 'j _:::. · :·1fon-IriaustrmJ. · 
2 '. . 3 . -~ . . ·- . 

,· .. __ ,.- _ _., 

··-. .. . .. -. 

.:·_: _.: . 

3o·_ ·_. -· 
.. ·. 

·.Total:. · 
.\., ... 

~ .. 
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Each schedule should be filled and furnished in the printed form to the· Commission. ··The 
Organisation should also keep an extra copy and carefully preserve the same for future use as also to 
furnish any clarifications that might be required by the Commission at a later date.. . ' .. 

PLEASEDONOTUSEABBREVIATIONS. Pl.EAsEooNCrrFRL .. J,·-: ""' '· 
TilE BLANK 'CODE' CAGEs. . ,_ -- . -

• . , . • f ' • r . 
Please write the number of posts filled out of the total sanctioned strength against item 3.3~. rms 

IS THE ONLY ENTRY WHICH PERTAINS TO PERSONS BOWING THE POSI'S. ' ; 

The numbers written against above items should also include numbers indicated ~ndet i~m · 6 
'Special Pay and Allowances'. . .. , . 

If any infol'II¥ltion is not available, the words 'NA' should invariably be entered against 
appropriate items. · · · -- . ._ , . · · ~ ;. ·_-,J- ~-~ ·::.: ~ . .. : . _ 

Where payment is made on piece rate basis, only the prescribed scale of Pay of the fosts and Nar 
the piece rate should be given under item 3.1. · · ·· · '. · \ · · ' 

When a post is tenable by a person on deputation from· Stat~ Go~ernmenCor some bther 
department, ~nly the scale of pay of the post should be given and NOT what the incumbent ·may b'e 
drawing or be entitled to. ~ -. ~· ~' : ·, ' ·: } ,_ ' (; ., 

If in any particular case the scale of pay or fixed pay given under item 3.1 is in the nature of 
stipend for apprenticeship or an Honorarium, this fact should be indicated in the Remarks under item 
3.4. . ,_. . ·. . 

Normally the number in position should not exceed the authorised strengtlL In some parpcutar 
organisations some posts may be filled against .sanctioned strength for some different. designations. 
For example if some posts of Lower Division Clerks hav~ been filled in a particular organisation in lieu 

. of posts of Upper Division Clerks sanctioned, the number of Lower Division Clerks in pO'sition may 
be more than the sanctioned posts, whereas the total number of sanctioned posts 'of Lower Division· 
Clerks and Upper Division Clerks taken together will not be less than the total number of Lower 
Division Clerks and Upper Division Clerks in position together. ID. such cases position shoUld be 
clarified in the Remarks under item 3.4. · · ' · · ~ ' · 1 . ..~ 

Item 4 Non-Industrial and Industrial Posts 
. . . '. •. '~ . ' 

For posts in Non-Industrial Establishmen~ which are industrial by their job contents like 
Electricians, Carpenters, please tickmark entry w Other Artisan Groups not co~ered _in (2) and (3) 
above. . ·-' 

. Item Ll Minim'y/Department '. 
Please write full name of the Ministry/Department under this item. 

) ' 
Item 1.2 Organisation 

Please write full name of the Organisation under this item. 

Item 1.3 Status of Organisation 

. ' 

' . 
• J 

-: t . '.. • 

. ·, 

Organisations other than proper Secretaria~ attached and subordinate Offices, such as 
Commissions, Panels, etc. should be indicated against "Others" [2] . 
Item 2.1 Designation 

Please write full designation of the catego~ of post in CAPITAL LETTERS indicating in ~e 
bracket the functions/fields such as Inspector (Cooperative), Assistant Engineer (Electrical), Section 
Officer (Mechanical). Omnibus categorisation like Senior Administrative grade, Group D Staff, etc., 
should not be given. Individual designations must invariably be ·given in the schedule. · 
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Item 2.2 Group of Post 

In. certain 'organisations1 some posts may not be classified under any group viz. Group A, Group · 
B; Group C, and Group D. Such ·unclassified posts in the regular establishments should be 

. tickmarked as item l2Jagainst unclassified in the schedule. . . . . . . 

It~ni 3.1to 3.4 S~e of Pay, Posts sanCtioned and in position 

Please Writ.e full scale of pay with different increment rates and stages of Efficiency Bars, if any, 
:uhderitem 3.1. " · · 

Please write total number of sanctioned posts-against item 3.2. 

Pl~C!Se break the total number ~f sanctioned posts mto number of Permanent ~d Temporary Posts 
·and write these break ups against. item 3.21 and 3.22 .respectively: · · 

. •• ' I • • 

Item. 5 Special Pay and Allowan~ · i • 
,- • . I 

. This item wiU·be'fillect only if SOf!le.or ~ ih~ sanctioned posts carry a.Sl'Cci~·Pay 9~ Allowance . 
like.Non-;Practicing Allowance, etc .. ·, .. . ; . 

. Other .. Aliowances like liRA~ CCA, Compensa~ry Allowance; Incentive · Ajlo.~ance, Running 
Allowance, Project Allowance etc. should not be includ¢. ·. ·. · · · ,. · 

: . ~ ·. ' ' . - . : . . . . . . . ' . ' .. . ·. . . ' . . . 
. Please write nature of the Special Pay/ Allowance un(ler appropriate entry~ ; · · 

.It~~~Metbodo'.R~~·:.·~::· ..... ·.. . .... ::. ·.. . . . ·~.:; . . . 
. The J:ntries here should be made on the basis of recruitment rules and promotion regulations, 

· COPIES OF WHICH SHOULlJ· ALsO BE FURNISHEIJ. Where alternative sources ohecruitrnen( 
. are pr~~ided, for e.xample; proin9tion, faillng ~hlch direei: r~ruitment, the entry shouid be tilled ori 

the tiasis of the first prescnbed source ofrecruitment. ·Where parallel sources ofrecruitment are 
. presc~bed, those should be. indicated and the prqporiion of the. vacancies falling in, the direct 
rect:Wtment.quota~ promotion quota, e~ .• should be indicated as percentages in column 2. 

Ite~ 7:F~der d~ignations and ~e of pay for promotion . . ... . .. . 
Feeder designations should be given 

in coJumn 2 11hould be given in full. 

Item 8 Colu~ 1 Occul>atioruil Group 

in column. r for posts filled by promotion .. The scale of pay 

. Indicate here the occupational group of Technical and Professional P<>sts which:¥C filled by direct 
·recruitment only. For posts like Veterinary·Surgeon which fall under Group · f6.21 . others, pleas~ 
. write the Occupatiomil Group of the past below lQ2I . PL~A_SE DO NOT MAll.~ MORE THAN .. 
()NE OCCUPATIONAL GROUP. , . . . . . . · 

. . • the occupational group of any ca~egory of posts will be determined by the wqrk;responsibilities 
~nvolved. · · • . . , . 

. . SCIENTIFIC OCCUPATIONAL GROUP. : This group will cover posts whose work 
responsibilities involve Research and Development in Scientific and Technical fields including routine 
scientific work in laboratories. ' · · · · · · · 

Item 5 Sp~cial Pay and Allow~nces · 
j - -, : • '- } •' ' > ' ! • • ' I ' 

This item will be filJed only if so~e or all the sanctioned posts carry a Special Pay· or Allowance 
like Non-Practicing Allowance, etcl' , ·( :. · . . . · . . · 

.· 
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Other Allowances like liRA, CCA, Compensatory ~Allowance, Incentive Allowance, Running 
Allowance, Project Allowance, etc., should not be included. · · . . · ·. · . . · . . . . 

Please write nature of the Special Pay/~owance under appropriate entry. , . , · . . · 
Item 6 Method of Recruitment • 

The entries here 'should be made on the basis of recruitment rules and promotion regulationS, COPIES; 
OF WHICH SHOUW ALSO BE FURNISHED. Where alternative sources of recruitment are 
provided, for example, promotion, failing which direct recruitment, the entry should be filled on the 
basis of the fU'St prescribed source of ,recruitmenL Where parallel sources of recruitment are· 
prescribed, those should be indicated 'and the proportion of the vacancies falling _in the direct: 
recruitment quota, promotibn quota etc. sJlowd be indicated as percenta$es in colu~ 2:- ·~ . :· , ; , . ~ 

- . . 
Item 7 Feeder designations and scale or pay for promotion · 

Feeder designations should be given in column 1 for posts filled by promotion. 'The scales of pay 
in column 2 should be given in full. · 

Item 8 Colu~ ~1 Occupational Group .. 

Indicate here the occupational group ofTechnicai and Profession31 posts whlch· are filled by direct 
recruitment only.~ .• For posts like Veterinary srO/jn which fall under Group I 091 others, please write 
the Occupational Group of the post below.. ... PLEASE DO NaT MARK MORE THAN ONE · 
OCCUPATIONALGROUP. ·· . · · l. ' 

.-·· ~ : • • .• ·.·;. t- • : •• . . ·" ~ :~-/'-~-·"··· _;_ 

The occupational group of any category of posts will. be de~ed by the; work respons.ibilities 
involved. .. · · . .. .. , . ,, . · : . .. ·J. • ·, •• ••• ; ' .u 

. '1. 1 T"' 

SCIENTIFIC OCCUPATIONAL GROUP : This group Will covei }x>sts whose work 
responsibilities involve Research and Development in Scientific and Technical fields iDcluding_routine . 
scientific work in laboratories. 

1 
• . , _ · :.. ' • • • • • • 

• 0 0 
•' 'I ~ • 0 ~ \ ·~ • • I f t 

. ENGINEERING OCCUPATIONAL GROUP: This group will cover posts who~e wor~ 
· responsibilities involve production construction, siuve'y, exploration and othe(\Vork in eng¥tee~g 

fields. · " ' · · · · . ;· : 
' · , , • r; 

I ' . • 

. MEDICAL.~ OCCUPATIONAL GROUP : ·This group will cover posts 'whose work 
responsibilities involve human treatment in Medical'and Surgical fields.(Veterinary Surgeons w~ll 
come under~ other and not in Medical Occupational Group). · : .. · _ ·. ·. · • 

.. • ' • • _J l .. . ~ ~ 

,. ' 
i ... ' , ' ' I .. 

TEACHING OCCUPATIONAL GROUP : This group will cover posts whose work 
responsibilities involve teaching, including that in ~ngineering and Medical Institutions. · · 

INFORMATICS (ELECTRONIC· DATA PROCESSING'~-. 
• J 

. ' 

OCCUPATIONAL GROUP: This group will cover posts whose work responsibilities invoive 
Software, Hardwar~ and related area like Computer Programming, Systems Software Development 
and Maintenance, Systems Analysis and Design, lnformatioii' Services and Management based on: 
Electric Data Processing. · 

Item 8 Column l Essential Qualifications for Direct Recruitment ; · " : ~ 
. ..:lilo • I ' \ • I' ~ 

Please tickmark essential qualification for direct recruitment fu Column 2. If alternate essential_ 
qualifications are prescribed for direct recruitment, please tickmark the highest qualification only in 
Column 2. For the pur-pose of filling this schedule. the qualifications, both General and 
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Professional, have been arranged in descending order from the top. For example M.Phill appearing in 
second place may be treated as higher than Post Graduate Degree appearing in third place~ and so on . 

Item 9 Qualifications and Experience for Direct Recruitment · 

If there are more than one set of Essential/Desirable Qualifications and Experience, please write all. 
the alternatives. 

. Item 10 Duties and Resp.onsibilities 
. . ', i . . . 

While filling this item, please note carefully the categories of posts which are excluded. 

' Please give a broad indication of the technical, supervisory and fmancial ~~ponsibilities~ etc. of the 
post special to your organisation. · · · · · · · ' · · · 

. ' 

; .. 
, . . ANNEXE 2.4 . 

·' · (See_paragraph2.13) 

~IS:r OF. ESTABLISHMENTS VISITED: BY T_HE COMMISSION _ 

1. Gun & Shell Factory, Cossipore, Calcutta. · · · · · 
2. U.T. Administration of Andaman & Nicobar Islands.· · 
3. Land Customs Organisation riear Calcutta. 
4. . All India Institute of Hygiene arid Public Health, Calcutta. 

· 5. ·· ·Rifle Factory, lshapore, Calcutta.. ' '· . · . · ' · r 

6. M & S Factory, Ishapore, Calcutta. 
7. Botanical Survey of India, Calcutta.,. . 

· 8. Diesel Locomotive Works~ Varanasi. · · . , · .. ·. . 
9. Office of the Divisional Railway Manager: Mugruil Sarin. . ' 

10. Marshalling Yard, Mughal Sarai. ' . -
ll." ... :Signalling Cabin, ~ughal Sarai. . . _ _: ~; ,, "· 
12; . .. . P & T Directorate, Sanchar Bhawan, New Delhi, .. , 
13 ... 'Rajpath TelephoneExchange,NewDelhi.· · .. · ... · ' 
14. · Kidwai Bhawan Telephone Exchange, New Delhi. 
1.5.. • Indraprastha Head Post Office, New Delhi. .. · ,. . 

. 16. · ·~ Eastern Court Sub-Post Office, New Delhi., : 
17. Integral Coach Fac'toiy, Perambur. . · -, : 
18. ~·Heavy Vehicle Factory, Avadi. ·· · 

·19. · Madras Airport Sorting Office (P&T), Madras. 

{; 

' .. 

20. Central Telegraph Office, Madras. _ . , 
21. " Office•of the PostmaSter General, Madras. . .: · . · • ..! ' >. ~ : i · ".' . 
22. ' Office of Regional Direetot; Regional Meteo'rologicill Centre, Madnis~ ' · · 

.... · .... 

23. Union Territory ofP~ndicherry. ,·.I (' ' .. :.< .. l :' r. ( ~ t '.' ~ i 'i . . ' . . • . 

24. Jawaharlal Institute of Post Graduate Medicine an'd Educational Research, Pondicherry (Min • 
. ofHealthandFamilyWelfa,re).; !J"••!: ,- ;·.:•:···.~··:.f.' . ·::--':~ 

25·. Bharat Electronics Ltd., Bangalore. ·. ; ., ~ . . I._ · :. : .I 1.. . . _ :.. : · 

26. · · Air Defence. 9rc>und Envirf>nment Syste~ ~~g lnsti~~~ Bangalore~ • 
27~ · Department of Space, Bangalore. · '· · 
28. Satellite Centre of Indian Space Research Organisation, Bangal~re~ 
29. Indian Telephone Industries (ITI), Bangalore~ . ~: · t. _, · ' : ; · . . . 
30. Hindus tan Aeronautics Ltd., Bangalore. . . . 
31. Electronics & Radar Development Establishment, (LRDE), Bimgalore. 
32. Various shore and floating establishments of the Navy, Bombay. · ' · 
33. ·Government of India Mint, ;Bombay';· , · : ·. \.\ '•· ·, . I \ 

. ! 

. .,. ,, 
.. : . 

uL -·, 



34. 
'35. 
36_. 
37. 
38. 
38. 
39. 
40. 
41. 
42. 
43. 
44. 
45. 
46. 

47. 
48.-
49. 
so. 
51. 
52. 
53. 
54. 
ss. 
56. 
51 . . 
58. 
59. 
60. 
61. 
62. 
63. 
64. 
65. 

66. 
67. 

1. 
2. 
3. 
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Naval Dockyard, Bombay. , . • · · . ) .. , L, _. __ ; •.•.. 

Office of the Collector of Customs, Bombay. · . . , · , , ! , 
Customs Establishments at the Dockyard, Bombay.:. . . , .. _ . , , _. n : . . <~ :) Cl 
Establishment of the Overseas Communication Service, Bombay •... ·. ~- , .. , .. _: <; -~ 
Establishment of the Overseas Communication ~eryice, Bom)?ay; ... 1 • • .,-: •• , ) 

Coast Guard Establishment, Bombay.. : _; . , ,_ -} _ · --) " . \ , , . ,. , .. :~ : ·' : 
U.T. Administration of Goa, Daman & Diu, Panjim. · 
Army establishments in North-East Sector, Mizoram. r.. ! ;,J\d. •• ' :) ~,. I, a!;>:r:.: -~ 
EstablishmentsofBorderRoads,Mizoram. · n- ·. '?:~ .i---r;: L\::.t u, .I l 
AirForceEstablishnlent, Kumbhigram(Siichar),_ ·. :r · )/, <:' .• -"~ -,;·, L' :. ; r;:jt,:;, .:--
Headquarters, Eastern Coplniand (Army), Calcutta!. ·n ,;', ~· :ru:r. ·• :.~•:1~ 1 '' • ., -._r, T :·, q .1: I 
UT Admini. tr ti' Mi . :' I ._.)'21j'Ji.·() C!:·:~;.',lf');-; )..-,_:_)'1 VI -~1 . . s a on, zoram. . . ' . . . . • . .. ' ~. ' . r 

IntelligenceBureauEstablishment,Miwram.''" · · 1 1 -~ .. J.l.- · r .• ·~·: •.. ··?.J,LT .n 
Army Establishments in the forward areas 'of~orthem:Comrnand'hnd stiltiJestablishiri'ents it 
Ambala under Western Cortunand -· · · · · · ~ .. '· > .,. · '· A1• ~n:1 r: 1:.: .• -,,,,Jmi.v•; ;'')I \ l 
Air Force Establishments, Chandigm:h & ~hafa;\ ~~,~ :••: ~r;r :,d ;~' :.-JA Ide ;'I t;[Ld ~: ~~ -~~ t 

MarutiUdyogLtd Gurgaon. · .. ' · ~-- ···• '>'.->'l\;,J:.• .. '-1 (':,,;j~~?,.·t5il(irlq:::;;; .ru 
SteelAuthorityoffudiaLtd.,NewDelhi. ·. ' ' -· ...... :1r;_.,.,._,1 • ··.;·~d.1~uib:·J<:J, .C~ 

• • • I • ' '. • • ~,•t !•. f" ''' ' • .. . - ~\ ' :f. 'I 'I A l .~ AlllndiaRadio NewDelhi. \ I ··.'' ·" • ' ' ... -~t<'· 'uJ' I . :. 

• t . •. ' • . '·.·.,~">- .... j .. A'Jr')'•·•'- t"A ' ... r: Intelligence Bureau Establishment, New Delhi. . .. ~ . ' ."' ' J ~ ~ ~ '· r G ~\ .... '. : ·~·.:[I '', . ~ 
' ' 1 ·<·· )· ''I')"''. '''1\ 'l~"l .,,. ···-'! ...... l)oordarshan,NewDelhi. · : · · ·- · · · ·'"I-· •,~>•· " 1 .. u'''····-·:.:. """' !1 .. :· t'"t·" -_,_,. 

Office of the Regional Director, 'Geologfdal Surveyof tndia~)ai~hlf ·'): J.; n )<!.2 A r t Ln f ! r 1-. - • " 
Army Establishments, "Rajasthan Sector .. . i .. ·.l J 'J1,c:~ rL.• l·J~2~\ ~-;:y·n2 li;Jzc.~ rt£:!wl _?i 
Air Force Establishment, Jodhpur.1.:· · · • • ·,..., '·. · _ .. ,.: .-_-. ~ ~~ • ~ '] ~ r·\'•.; 1 ,_,·,~r; :w .<~·:ub 1 .-u:-.~~r.r_ · _,;.-. 

• ' ' ·]· .... ·''··r•l'·'·n,·f'•'J''"E·'··[(f/ r-(" BorderRoadEstablishments,Jaisillmei; •·· '.u ·' ·" "· <••·, · ·~' "' -'-'··-·--'·, :-·'::• • ' ·1
-

B.S.F. Establishments, Jaisalmer and, BhuJ!· 11
!'' 

3 .·' .·-<1 1· •d.sd ·~ ;-rlqt,.;:_ ~· ~i ·'· di'?~; -·~~ 
Office of the CentralExcise Dq)artment; Udaipur:.J(;;r: ;-,-. L•." ... rr:;,,:-wt.;,;·~.::.-~ EX'''' r•jc.u --
Central Reserve Police Force Establishment, Delhi:'1' J ( ~·,-(·;;·pd ·J,'~::i<:pb • L'{ti:. ·~rid ·ur. 
Office of Chief SecretarY, Pelhl A~istration.' · · _ ·~·:·: ' ·::;· _·_ ·~ >)l a;.:-,_.:;F:J '~'~'•'·~t · 1 f. 
MetroRailProject,Calclutta · ·. · · 'Pr,,;-.,_,.. __ ,;·h ?n::;·;,;_J_nJ ··' :.'.Hc:·"·n:a-JJcr:~·~·=-'"Jf .P: 
CoalLOadingOperationin'ilib'so~th~~asteh?~~kY:t;s~s_oi:.J:·~u ;.;1 J, ~:'.'-'~ :~-r.r:: :'A _u 
Railway Workshop and Hospital, Kharagpur.L: 1 

"._ ~;' ;·.; !.''. · · ·:.':·t~· '::~.'" ~ ... '.':_r: tl:'; ~F: 
Border Roads Organisation, Projects ~ourtdJps,hiina~~·.J:'~ ·~;. ~ ,, . 1_ t;) ···::.:~·1, 1 ~'·'· r.--~; · -~~ 
Winter Craft Wing of the High Altitude Defence and Siirvlval Academy of lndQ-Ttbetan Border 
Police,Auli. ·. • ··' -;-;1·-·-··· ·. ---_:,,··--~·;~~---·.\.:.~';:·:·.~<~:~~:·,.·: 1,_1~ ,\( 
Indo-Tibetan Border Police post at Mana and fol)Vard posts of,ijil.d Ba~on/M:ant.· L ~ ~ · ~ ~ 
Research, Designs and Standar~ Org~sati~n ofF~~ ~~~ay!, -~~~~~~~- ;~.~~-~,· >~ _, i;> 

, ) ,.._ ·"' · .:· -~. J~:~r: -A.N' · ''xk'is _r: 
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· Drawing Staff Association, Ministry of Irrigation, its Attached and Subordinate Offices, 
New Delhi. · · · . · . ·, · . · · · . · · , . 
Faraka Barrage Project Workers Union·~ F~a Barrage. · 
.cen~al Water & Power Commission Engmeers Clasas ll Association, New Delhi. 
.Scientists Of{icers Group ')J' Ass9eiatiqn~ Pune. 
Senior Technical Staff Association, Mtirshidabad . . . . . 
Central.Water & Power Engineering.· .Services Grc:)up 'A' Association, New DeihL · 

, I· . • 

t • •• • 

. , nepitrtment of Atomic Energy ·. - . : : .. ·. . . . · · 
291. · AtomicEnergy Workers StaffUniontBARC• Bombay. · 

· 292. ·. Bhaba Atomic Research Central Officers Association, Bombay. 
. - ' ... . : .. 

' · _ Department of Electronics . . 
· 293 .... Association of Scientific & Technical0fficer8,Srih,arikota. 

' . . . . . . ' ' 

·, . . . •· --

Department of Ocean Development · · · . . 
294. The Central Government Fishing Seamen's Association, Cochin. 
29.$, ·. lndo-Norweigian Project Employees Association, Cochin. . 

DeparbnentofSpace 
296. ·. · Space Engineers Association, Trivandrum.· · , · 
297; Scientific & Technical Officers Association, New Delhi. 

298 . 
. 299. 
300.'· 

' .. 301. 

'. . ·,., ' . . . 

Uni~ Territory ofMizoram · 
Circle Assistants Associa.tion. · ! · 

Field Staff (Revenue) Association .. 
Staff of Labour & Employmept.,'' : 
Staff of Home Guards. · · ' ' 

.• ... 
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:· At,i" ~~~ia-~Services . . _ __ . · : . · _ . : _ i- . __ 

.. 'lqdian Administrative Service (Central).Association,New Delhi. .. ·· 
Indian Police Service (Central) Association; New Delhi. · ·: .. 
Incfiru:\·I:orest Service Association, New. Delh,i. , · · 

•• .' ' ~ ·.,' ·;; _J ' • ~ ' ' ~ • I t •. \ ,'- • 
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.~ers · . ~. . : , . ·: · · . · -~ . . :, · . . . ~. · .- . . .. -
305. :Staff Side, National Council of Join.t Consul~tive.Machiriery, New DeihL· 
306. . Na~onal Organisation ofGovernment Empiqyees, New Delhi. · · . · 
307. Government Employees National Federation~ New Delhi. . · ·· 
308. AU India Corlfederation of Central Government Officers Associatitin, New Delhi. 
309. . All India Ce~tral Government Non-S~retariat Stenog~phers Forum, Calcutta·. 
310. Central Government Staff Car Drivers Association, Madras.· ·. · · · · · · ... · 
311. Federation of Central Secretariat and Allied Offices Employees, New Delhi. 
312. Del~ Vetdmar:y Association, DeJ¥. ; · : . . · · / · . , · ; 

', 
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• · i ·. (Seeparagraph2.15) 

':· LISI'OFPRO~~ERSONSwHOPARTiai>ATED .... ·: 
-:,·: , INDISCUSSION~'wrrHTHECOMM.JSSION .. ; . 

~ .. { 
' : • ' • ' ' • •• y . .;· • •• ' .• ·'-' • 

Dr .. Bharat Sitigh, Vice Ch~cellor1 Roorkee University, Roorkee. . , : ... 
Shri L~K. Jha, Adviser to the Prime Minis.ter of India, New Delhi. .. ··. · •· . . 

' Shri G.c. Singh vi, Director, v allabh Bhai Patel National Police-Academy; Hycierabad. ; 
· Shri R.N. Cqopra, Director, Lat Bahadur Shastri Na~onal Academy of Adrmnistration; · . 
· Mussorie; . . . ,. ·,·. ~ · . . • · . ~: ; . · 

Miss Usha ¥eqra, Registrar, Delhi High Court, Delhi:.:. • . ·:.' . · ·. · · 
Shri R.N. Malhotra, Governor, Reserve ·Bank oflnc:lii, BombaY:·. •. . ' · · '., · 
Prof. M.G.K .• Men·ori, Member, Phuming c;ommissio"n, New Delhi.·. . ' ·· ·. · 
Shri K.F. Rustomj1, 'oireetor General (Retd:) Border Security Force,'Ne~ Del.hi.,. .. • : · 
Shri G.C.L. Joneja,.Secretary (Retd.), New Delhi. . · ~ . · · ·' · ~ . 
Prof. Ishwar Dayal, 'Director, Institute ofMinageJ;Ilent, Lucknow. · _..~ _ · ".. · .. 
Shri C. Ramanujam,'President INTUC, Madras.: :·. . . .• . · · ' · · 
Shri Inder Malhotra; Journalist, New Delhi. · . · · ~ . . . · .. :· · · 
Shri A.V. Poulose, Financial Commissioner (Retd.)~ Rirllway Board, NewOelh_i. ·. 
Shri Manliar Bhai Mehta, President, ~haratiya Mazdoo( Sangh, Bombay. .· . · · ' 
Air Chief Marshal, (Retd.) O,P. Mehra; Governor of Rajasthan, Jaipur. ' · 
General G.C.- Bewoor (Retd.), Pune. ' · · · • · · · 
Admiral ~.L. Pereir~ (Retd.), New Delhi. . . . :.. . . 
Air Marshal H. C. Dewan (Retd.), New Delpi. · . : ' .·. . · · . · · · 
Prof. D.T. Lakqawala,,Sardar Patel Institute'ofEcononii.cs and·Socjal ;Research; Ahmedabad. 
Shri S.Y. Ranade, Secretary (Retd.), Bombay. ·. · · 
Shri H.N. Ray, Secretary (Retd.), New Delhi. . . . 
Shri U.C. Agarwal, Chief Vigihince Commissioner: · · ._.. · 
Shri A.D. Pisharody, Retd, Member, P&T Board, New. Delhf. . 
Shri N.Y. Shenoi, Secretary (Retd.), Ministry of Contrtuinicati9ns . 
Delegates from All India Trade Union Congress,' New Delhi. · · · 
Prof. R.C;'Mehroira, University-of Rajasthan. 
Shri H.K. :L.·· Capoor, Chairman, U.P.S.C. 
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ANNEXE 2.7 
(See Paragraph 2.16) 

LISf OF SECRETARIES TO THE GOvERNMENT OF INDIA," OTHER HEADS OF 
DEPARTMENTS AND CHIEFS OF THE DEFENCE FORCES WHO PARTICIPATED IN 

, , DISCU~_SIONS.WITH THE COMMISSION·. . 

1. Shri S.S. Gill; Secretary, Ministry of Information and.Brqadcasting .. 
2. Shri H.A. Barari, Director, Intelligence Bureau~ · · -~ · • 
3. Dr. S.S. Sidhu, Secretary, Ministry of Civil Aviation.· 
4. Shrl T.GL. lyer, Director General, C.R.P.F. ' . . 
5 .. · Shri O.P. Bhutani, Director General, I:.T.B.P. . .. 
6. Shri D.M. Misra, Director General; C.I.S.F. · . . . 

~ ..... 

7. . Shri S.S. bhanoa, Secretary, Ministry of Health and Family Welfare .. 
8. . ShriB.S~ Shekhon, Secretary, Ministry of Law and Justice. .' 
9. Shri R.C. Kapila,. Additi,onal Secretary, Department of Supply. · 
1 0; .. Shri V _J(·. Dhar, Secretary, DepartmenJ of Company Affairs. 
1 L Shri l.A. Kalyanakris.hnan, Secretary, Ministry ofWelfar~.' 
12.· . Dr. Raja Ramanna, Secretary, Departmept of Atomic Energy.·. 

· 13. Shri T.V. Vijayasekharan, Secret;uy, Department of Food. · .·. 
14. Shri K.C. Pandeya, Secretary, Department of Civil Supplies. 
15. Shri Peri Shastri, Secretary, Legislative Department, Ministry of Law and Jus"tice. 

:' 16: 'Shri Ramesh Chandra, Secretary; Ministry of Works andH0using. .· . 
· 17. Shri M.M. Kohli, Secretary, Department of Power. ·• 
. 18. Shri .K.N. Singh, Secretary, Department of'Statistics. 
19: ShriRomesh Bhandari, Secretary, Ministry ofExtemal,Affairs. 
20. · Shri P.E. Menon, DireCtor General, Assam Rifles. . . . . • . · 
21. Shri V,C. Pandey, Secretary, Departm~nt of Revenue. · . .. 
22 .. Shri Prem Kumar, Secretary, Ministry of Commerce. 
23 ... Shri M.C. Mishra, Dii-ector General, Borger Security Force. 

· 24. · Shri M.G. Katre, Director General, Central Bureau•of Investigations. 
· · · 25 .. ·. Shri Ramaswamy R. lyer, Secretary, Ministry of lirigation . .. , . _ 

· · 26 .. · Shri P.N'. Ramanathan, Collector, Union Territory. of Dadra & Nagar Ray eli .. ' · 
.. ·. · 27. · Shri S.R Vijaykar., Secretary, Department of ElectroniCs... . . ··:;' · 

. 28. Shri Y.~ •. Das, Secretary,Departmentof.Culture. . · 
· 29. Shri ~.D, Srivastava, Secretary, Department of Industria1. Qevelopment. 

. . ~ 30. ~ Kum. KusumLatha Mittal, Secretary, Department bf Official Languages. · · 
. 31. Shri H.M.S. Bhatnagar, Secretary, Mini~ try of. Labour.-. · . . ' ~ · 

32; · Shri Harbans Singh, Secretary,Department of Public Enterprises. 
33.· Prof. Yash Pal, Secretary, Ministry of Science and Technology~ 
34. Dr. S.Z Qasim,· Secretary~ Department of Ocean Development 
35. Shri T.N .. Seshan, Secretary, Environment, Forest & Wild Life. . 

. 36, . Vice A~al Shri U.S. Khurana, Director General, Coa,st Guards. 
37; Slui D. Bandyopadhyay, Secretary, Department ofRutal Development. 
38. Major General J.C. Sachdeva, Pirector General, Border Roads~ · 

· . 39. . Dr. Bimal Jalan, Secretary, Department of Banking .. ·· · · 
40. · Shri P.P. Nayyar, Secretary, Departme11t of Surface Transport. 

. 41. · Shri S.C. V aish, Chief Secretary, Arunachal Pradesh. ,, 
42. Shri Jagdish Sagar, Administrator, Union Territory·ofL3fshad\Yeep.-

. 43. Shri J.C. Marwaha, Pii-ector General, Ordnance.Factories. · 

. 44 .. · Shri R. Ganapati, Secretary; Dep~ent of Ex~nditure. , 
' • ' '.: ' ' ' I .- • ' • •' 

., 
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45. · · Lt. Gen.llC. Purl, Director General~ Aimed~Forces Medical SerV-ices.· · 
46. Shri Mahesh war Dayal, Secretary, Department of Non-Conventional Energy; ... 
47. Shri P.C. Jain, Secretary,Departinent of Defence Production._ · · ~ · _ . . 

- 48. Shri V.S. Animfchalam, Secretary, Department of Defence Research arid Development. · 
49. Vice Admiral S.M. Gadihoke·, Chief of Naval Personnel. :· . ·. • . · • · . . 
50. Shri Thomas-Kora, Secretary, Department of'Telecommuriications. · · 
51. Shri K.R. Murthy, Secretary, Department ot,Posts. . • .• 
52. Admiral R.H. Tahiliani, Chiefof the. Naval Staff. · • 
53. Shri Prakash Narain, Chairman; Railway Board 

·54. Lt. General S. ·Majuttldar, Adjutant General: 
55. General' AS. Vaidya, Chief o(the Ai111Y Staff: . ·· _ _ 
.56. Shri K. Ramanujam, Secretary, Department of Personnel & Training; 

• 
57. Air Marshal M.L Sethi, Air Officer in:..charge of A~stiati<?ri. · · ...• 
58.: Shri T:N; Chaturvedi, Comptroller and_ Auditor General of India .. ';· 
59. - Shri Subramiurlru:n;Secrei:ary, Departiilent of Agriculture. · · . · ·. , -
60~ Air Chief Marshal D.A. La Fontaine, Chief o(Air .Staff~ ·· · .... ;,. _ · -.. · ,._ · ~-
61. ShriR. Venkataranuin·, .Controller General o(Defence Accqunts; ' : : · · · · 
62. Sliri C.G. Somaiah, Secretary~ Ministry of Planning. • . .. _ . , .• 

- .. · 63; Shii B.K." Rao, Secretary 1 Department of Mines.• · : · . ;. ~ . ~·, · .. . 
64. . Prof. U .R. Rao, Secretary, Department of Spacei. ·. · . , .;· : :· ... · .. ;- _· ·- , · • 
65; .i S~ Anand Sarup, Secretary, Qep~erit o(Edtication .. ,. · • : :. • · _·; ,. . _-
66. Shri R.D. Pradhan, Secretary, Department of Internal Se~unty .. , -.- • 

...... 

67: . Kumari Roma Majumdar, Secretary, DepartrilentofWo~en's.Welfare .. - · · · ~- .... ,. 

68. ·_ Shri S. Venkitaramaium;;)ecretary, Ministry of Finance .. : · ~ . ·; · --~ \. ;_ · · • 
69. -. Shri S.K. Bh<}.tnagar,·Defel}cC.Seciewy~ -: ._ ~--. · :. , • • · •. -· : .- '!., • 
70. -Shri'I>.K Kaul, Gab~net:Secretary;~ · .. · '- ·•'··· · · · ·;: . .; .;: : ·' - · - ,. 

'' • ·• .. '· .· ... -.· • .\ .. -. ~-~ _-_.·· .. _ANNE~E2.s: 
. . . _ . - .. .. ~ . . . . _ . . . ·. _ .. ·- •· ~ {Sti'eParagrdph2~17Y 

:.' ' -..., .. ·~ ' :_ ~. f. . :. 0
• , ,; , ' • ' :' • U. . 1 • •. • " ... 

~ ·LIST OF STATE GOVERNME!WSWITH WHOM DISCUSSIONS WERE HELD ATDELID· 

L . Andhra ;IJ:-adesh' 
2'· · Assam·. ., 
3. · Bihar·,_. . ... 

. - ' . .. .. 
4:- .. Gujarat • • • · ' . 
'5. Haryana . ·· •. '-:_.": 
6. . Himachal Pradesh:·' 
.1. · Jainmu and·Kashmii 
8. · · Karnatalql 
9'. · Kerala • 
·10. MadhyaP.radesQ. 
11. Maharashtra 
12. Manipur 

· 13. Meghalaya · 
14. . Nagaland· .. 

. 15. Orissa · 
16. Punjab 
17. Rajasthan 
18. SikkiJr1. -
19. TamilNadu 
20. Tripura . 
21. Uttar Pradesh 
22. Wes~ B.engal 

~ I < 0 .. 0 ~ 0 ", 0 

.• 'l .··. 

.. .. .. ·~· : ' ; 
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• I' ·'· 
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Govem~nt 9flndia 

).<'ourth Central Pay Con~i(m 

Report on Interim Re~ief. . . 

Annexe2.9 
(See,parag~aph 22 I) 

The tenns of reference. of the Commission were amended by Ministry of Finance, Department of 
Expenditure, Resolution No. 5(56).-E.IW83 ~ated February 16; 1985, by addition of a rie~ sub-para 

. (5) unper para 2 of ~at Ministry's earlier Resol~tion of even number dated July 29, 1983. The purpose 
of the amendment was to enable the Commission to .consider .the demand for relief of an intet-im 
character 3.1.1d make its recommendations thereon. . • 
. . . ~ . _.. . . . . ~ . ' .. 

- · . ,2. The Commission has examined the question. whether the need for consideration of relief of an . · 
· · interim character has arisen during the course of its deliberations and, for that purpose, it has · 

con~idered the demands made in respect of it, after duly taking into account the interim relief whic~ has 
been sanctioned by government in their O.M. No. 7(39)-E.III/83 dated August 2, 1983. ' 

0 _... - • • 
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5. After taking all relevant factors into account, the Commission recommends that all Central 
government employees, personnel belonging to All India Services, employees of Union ,Terri~ories, 
and Armed Forces personnel, may be given interim. relief at the rate of 10 per cent of basic pay subject 
to a minimum ofRs.50/- p.m. The expressi<;m basic pay puty have the meaning given in F.R. 9(21) (a) .. 
(i), and non-practising allowance, wherever admissible to government doctors, may be included in that ' 
expression, but it may not include special pay, deputation pay, special allowance or any addition to pay 
under any other nomenclature. This interim relief may be paid with ef~ect from March 1, "1985. It may .. 
be taken into account for determining the retirement benefits, but not fo~ ,ll:DY other plifposer . .. · 

. . " . I ' { · - :: ·; , · ~ ~-.- ~ . , . i . 

6. The interlm relief recommended above is estimated to cost about Rs.327 crores in a full' year · 
inclusive of expenditure on Armed ~orces personnel and the etnl'loye~s. ~. Cpi~n. -r:~~top~s, ·.. · 

sdf.:. 
.,.·· !·: . ·;· /.:-.. "- . .' i~'/1: _ <' r. _1· • 

• 

Sdi
ProfM.V. Mathur 

Member . 

. . 
. Sdi-

1Jr. Gopal Das Nag 
Member 

Justice P N. Shinghal 
.Chairman..· 

.. ) ~..:.: ~- 1·1-~ .. { , ..... ;rr~l·:.:· 

.. 

' , •.• · Sdl-' l • I ~ 

..... \ . · .. ··' .·.:·· .. . c./.P.Kacker · 
. ·. Member 

. . ~------- -----------~-- ----·------
.•. \ ' ... J. 

----·--- ·- . 
(_' ~ r: ... 1 

New Delhi~ dated March 29, 1985. 
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CHAPI'ER3 

CIVIL EMPLOYMENfUNDER 1HE CENTRAL GOVERNMENf 

3.'1. We-have examined in this chapter the trend of employment of civilian personnel under the 
central goverilJilent including Union Territories. The total number of regular civilian employees under 
the central government (excluding Union Territories) has gone up from 17.37lakh in 1957 to 29.82 
lakh in 1971 and to 37.87lakh as on January 1, 1984. The employment of civilian personnel in Union 
Territories went up from about 1.60 lakh in 1970'to about 2.25lakh as on 1.1.1984. The table below 
gives details of the number of regular P<?Sts and their distribution in major departments of central 
government in 1957, 1971 and 1984 :-

' 

Tablel 

DistribUtion of Posts by Major Deparbnents 

·Ministry/Department . · No. of regular posts (in lakh) 

Railways 

Posts & 
Telegraphs 

Defence 

Others 

Total 

1957• 

9.97 
(57.4) 

1.98 
(11.4) 

2.60 
(15.0) 

2.82 
(16.2) 

. 17.~37 
uoo;o) 

1971* 

13.99 
(46.9) 

3.93 
(13.2) 

5.97 
(20.0) 

5.93 
(19.9) 

29.82 
(100.0) 

(Figures in.brackets are percentages to total) 

1984** 

15.05 
(39.7) 

6.84 
(18.1) 

7.23 
(19.1) 

8.75 
(23.1) 

37.87 
(100.0) 

Percentage increase 

In 1971* In 1984 
over 1957 over 1957 

40.3 7.6 

'' 
98.5 73.3 

129.6 21.1 

110.3 47.6 

71.7 27.0 

• 

It will be seen that while regular civilian employment in central govemptent rose by 71.7 per cent 
between 1957and 1971, the growth during the years 1971 and 1984 was 27.0 per cent i.e. relatively 
slower than in the earlier period. The number of additional posts created duP1lg 1957 and 1971 was 
12.45 lakh and during the period 1971-84 the additional pos~s created were 8.05 lakh. Of the 8.05 
lakh additional posts created during the period 1971 to 1984, 1.96lakh were in the Railways, 2.91 
lakh in thf} P&T, 1.26 lakh in Defence and the remaining 2.82 lakh in 

*Chapter 3 -Third Pay Commission Report ' 
·**Based on diJ.tafumished by ministries/departments. 
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other departments. The percentage increase in employment in Railways, P&T, Defence and other· 
ministries was 7.6, 73.3, 21.1 and 47.6 respectively. Thus, the growth in the Department of Posts and 
Telegraphs was the highest, followed by that in other ministries/departments and Defence. The growth 
of employment in Railways at 7.6 per tent was the lowest. · · . 

3.2.Regarding the relative share of major de~ts in total central gov~nt employment, the 
table shows that Railways, which accounted for 57.4 per cent of the total employment in 1957, had a 
share of 46.9 per cent in 1971 and 39.7 per cent in 1984 respectively. On the other hand, the share of 
employment in the P&T steadily rose from 11.4 per cent in 1957 to 13.2 per cent in 1971 and to 18.1 
per cent in 1984. The share of employment in other ministries/departments .also showed a steadily 
increasing trend, the percentages for 1:957, 1971· and 1984 being 16.2, 19.9 and 23.1 respectively. 
However, the Defence accounted for 15.0 per cent, 20.0 per cent and 19.~ per. cent of total 
employntent in the years 1957, 1971 and 1984 respectively, indicating that their slulre has more or less 
stabilised after 1971 even though the absolute number of-Defence civilians has been increasing during 
this period. . . . ' 

. . I -
3.3.The various posts under the central government are ordinarily claSsified in~ four

1

groups·as 
·under:- · · · · 

' I ; 

SL No. Description of posts · Classification of posts 
• p f I 

1 • 2 . 3 

·-~ : - f 

1. Central civil posts carrying a pay or scale of pay ! Group A I 
.with a maximum of not less than Rs.13QOJ.:.: • - , ' i ~ : 

2. Central civil posts carrying a pay or scale of pay with Group B 
a maximum of not less than Rs.9001- but less than Rs.1300/-

3. Central civil posts carrying a pay or scale of pay with a 
maximum of over Rs.290/- but less than Rs.900/- ' ' 

4. Central civil posts carrying a pay or scale of pay the 
maximum of whicll is Rs.290J., or less. 

'Groupe' 

·GroupD 1
:' 

There are certain posts which have been categorised differently, for example, posts of pos~en .and 
stamp vendors in Postal Department, which are in the pay scale ofRs.210-290, have been categonsed 
as group 'C' posts. 

-· ' 

3.4. The groupwise distribution of posts between various departments at the time of the Third Pay 
Commission and in 1984 has been shown in Table II. It ~Y be noted that prior to the Third Pay 
Commission, various posts in the central government were categorised. into classes I, II, m and IV· as 
against the.present classification into groups 'A', 'B', 'C' and 'D' as recommended ~Y. th~t 
Commission. The two sets of classifications are not strictly comparable because the one extstiDg ~ 
1971 was based on the pre-revised scales of pay. Table II indicates the directional changes m 
groupwise distribution of posts between 1971 and 1984. 



. Group Railways· 
"""'197=-=-1 ----=-1=984,....._-_ -=P.:.-er....;..ce_nt,.........

age 
iDcreasel 

·;., decrease 

A 37. n 1os.1 . 
~0.3) (0:~ 

B 38 · 36 
(0.3) (O.i) 

c 5914 8144. 
(42.2) (54:2) 

D 7997 6790 
(57.2) (45.1) 

Total 139"o6 ~.~, 
(100.0) (100.0) 

-5.3 

37.7 

7.6 

Table-R 
.. 

Dimibution of Pasts by Groups and by Major Departments in 1971 and 1.984 

P&T 

11 36 
(0.3) (0.5). 

(Figures in hUndred) 

Defence ' Total 
Percent- 1971-
age 

1984 Pecent- 1971 1984 Per
centage 
increase/ 
dea"ease 

1971 1984 Percent
age 
increase/ 
decrease 

increase} 

decrease 

227.3 67 117 
(1.1) {L6) 

age 
ilaease 
decrease 

74.6 226 . . 450 ·99.1 . 341 680 99.4 
(3.9) (~2) (1.2) . (1.8) 

30 99 230.0 63 88 39.7 330 577 74.8 461 800 73.5 
(0.8) (1.5) {1.1) . (1~2) (5.7) (6.7) (1.6) (2.1) 

"3081 . 5410. 
(79.5) (79.6) . 

.. 

751 1247 
(19.4) (18.4) 

3zu3 6'192 
(100.0) (100.0) . 

15.6. 2336 341~ . ' 
. (39.1). . (47.3) 

46.4 4119 5896 43.1. 15450 228~ 48.0 
{71.1). (68.7). . (52.1) (60.7) 

...__ ' 
66.0 .. 3506 . 36ll 3.0 1121 1661 48.2 13375 13309 -0.5 

(58.7), (49.9) . (19.3) (19.4) . (45.1) (35.4) 

75.4 -5972 .--7ill _____ 1i.1 ___ .5796-. &584\48.1 29627 37~ 17.1 
(100.0) (100.0): (100.0) (100.0} (100.0) (100.0) 

Note:- 1. Does not inc~ unclassified c~c;ries. 
2. Figures in brackets are percentages to totaL 
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3.5. It will be seen that the number of group 'A' posts in 1984 was almost twice the nowtber in 
1971. Departmentwise analysis f,hows that the number of group 'A' posts in Railways and in other 
ministries/departments more than: doubled during the period 1971 to 1984 while the increase 'l'l P&T 
was more than 200 per cent The increase of 74.6 per cent _in the case of Defence was somewhltt lower. 
The number of group 'B' and 'C' posts in central government as a_ whole, during this period, also 
increased by 73.5 and 48.0 per cent respectively. In absolute terms, while majority .of the increase in· 
group 'B' posts was accounted for by the increase in oth~ ministries/departments, P&T accoo:n.ted for 
the major increase in group 'C' posts, followed by Defence. IJowever, the maximum percentage 
increase in both group 'B' and 'C' posts was registered by P&T, and the minimum by Railways. It -
will appear from Table n that the number of group 'D' posts registered a marginal decline (by half a · 
per cent) during the years 1971 and 1984. In abs6lute terms, there were about 6,600 fewer group 'D' 
posts in 1984 than in 1971. lnspite of an overall reduction in group 'D' posts, the number of such 
posts in P&T and other ministries registered sizeabl~ increase of 66.0 pex: cent and 48.2 per cent 
respectively. The increase in group 'D' posts for Defence was 3 per cent. However, these increases 
(s~ in the case of P&T and other ministries and marginal in the case 9f Defence) were more than. 
offset by substantial decrease in the number of group 'D' posts under. the Ministry of Railways, 
primarily due to reviews of group 'C' and 'D' cadres between 1971 andl984. These reviews resulted 

· in large scale conversionlupgradation of group 'D' posts into group 'C'. 

3.6. The central government departments also employ non~regular staff e.'g. workcharged siaff, 
casual workers, part-time and contract employees, as well as other non-classified. staff paid f!.om 
contingencies. These have not been included in the data' given in Table U. In 1984, the number of such 
non-1-'Cgular employees was 4. 78 lakh, ou~ of which casual workers, who were mostly engaged on 
group 'D' jobs, were 2.65 lakh. 'Railways employed the maximum number of casual workers followed 
by P&T, the numbers being 1.43 1akh and 0.76, lakh respectively. The remaining departments 
employed relatively fewer casual workers. - · 

. ,. - . , 
3.7. The increase in the number of groups 'A', 'B' and 'C' posts, for all the central''government 

departments taken together, was 99.4 per cent; 73.5 per cent and 48.0 per cent respecti\rely in 1984 
over 1971. However, there was a 0.5 per cent decline in group 'D' posts. The additional posts a~ 
higher levels were thus created at a much faster rate than at the lower levels. It may·b&entioned that 
the above trend was observed in all the major depatments except Railways during 1971-1984. Similar 

- trend for overall growth of groupwise posts was observed by the Third Pay Commission also. .. 

3.8; Relatively, creation of more senior and middle level posts as compared to lo~er level posts< 
has resulted in progressively increasing share of these posts in total employment. Table U shows that'· 
groups 'A', 'B' and 'C' posts aecounted for 1.8, 2.1 and 60.7 per cent respectively of the total central. 
government posts in 1984, while corresponding shares of these categories in 1971 was only 1.2,1.6 · 
and 52.1 per cent respectively. As a consequence, the proportion·of group 'D' posts to the total posts· 
declined from 45.1 per cent in 1971 to 35.4 per cent in 1984. The above trend depicting increa~ed 
share of posts in groups 'A', 'B' and 'C' in the total employment was noticed in almost all the maJor 
departments. . 

3.9. Of the total of about 68,000 group 'A' posts, as many as 31,825_ were enc~ed in v~o~s 
organised services other than the three all-India services. There has, however, been an ~creas~ m ~e 
number of organised services. The number of group 'A' services (including the all-India services~ m 
1984, was 49 as against 30 in 1971. Some of these services are small in size. For example, the Indian, 
Salt Service has a strength of 11 and Central Legal Service of 70 ·posts. In fact there are only_ 20 
services with a cadre strength exceeding 500. While all the engineering services ~e? together ha~e a 
strength of about 10,000 i.e. 15.0'per cent of the total group 'A' posts, the .group A central services , 
(recruited througJl Civil Services examinations) account ~or about 9,000, 1.e. 13.4 per cent of group _ 
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'A' posts; The cadre ~trength for the Indian Economic Service and Indian Statistical Service is about 
600 and 560 ,-espectively. The Central Health Service has a cadre strength of about 3500. 

3.10. Officers of all-India services work both under the central government and the governments 
of the States to which they are allotted. A central deputation quota is provided in each all-India service. 
Table ill below give.s the authorised strength, the central deputation quota and the number of officers 
actually on deputation to the central government in respect of the all-India services as on January 1, 
1984, ·.I . 

. Tablelii 

Strength of the aU-India serviceS on Janiaary 1, 1984 
J -· . .. ' • 

Service ·Authorised tenti'al deputation · Number of deputation 
strength · . reserve ·to central government 

Indian Administrative Service 
Indian Police· Service 
Indian Forest Service 

5047 
2679. 
2006 

948 
. 538 

216 

71'1 
411 
93. 

· 3.11. · Of the tot3I central governlnent employees.numbering about 37.91akh u1t984, 29.1 per 
cent were in administrative, technical, professional and clerical groups. In 1971, the above categories 

·constituted 24.8 Per cent of the total employment. The distribution of postSm the different groups was. 
·as follows in 1984 :- . . · · . · · · · · · · · · 

. .. 

Table IV 

Group_ .· 

1. Administrative . . · · · · . . 
2. Technical and professionat (engineers, · 

doctors, scientists, etc.) . · · .' . ; · : 
3, Oerical incluc:titlg supervisory (storekeepers, 

accounts clerks, etc.) 
4. Production process workers (industrial) 
s.. OtherS like tranSport and communication 

workers, production and related workers·, . 
in DOn-indUStrial establishments and unsldlled 
workers. 

Total 

Number. 

28120 
373493 

.701346 

905515 
1778594 

3787068 

I. 

P~tage of total 

. 0.7 
9.9 

18.5 

23.9 
47.0 

100.0 

There were 9.061akh industrial workers accounticig for about 24 per cent of the total employment. 
·Of these, 27 per cent belonged to _the unskilled categ<Scy, 22 per.cent to the se~-skilled, 36 per cent to 
·the skilled and the remaining. 20 per cent. to the highly sklled ca,tegory. The percentage of unskilled, 
semi-skilled, skilled· and highly skilled caiegories amongst the industrial workers in 1971 was 27, 24, 
39 and 10 respectively. This indicates that there has been a shift towards highly skilled workers 
between 1971 ancll984. · 
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3.12 .. Over 90 per cent of the industrial workers were-employed in Railways and in Defence 
establishments. The table below gives the changes, between 1971 and 1984 in the number ·of 
industrial workers employed in the major depatments. · ' · 

TableV 

D&ributioo ClflndJSrial Workers by Major Departments 
· (figures in '000) 

Ministry/Department 

· Railways 
P&T 
Defence 
Others 

1971 

361 (50.4) 
6 (0.8) ! : ' • 

310 (43.3) . ; 
·39 (5.S) 

716 (100.0). 

- · 49n54.2) · · 
1 • ., • , 12 (1.3) r· t 

-·.::c·t, 351 (38~7).·. 
' '52 (5.8) ' 

... 906 (100.0) . · .. •_.; 

.:f 

3.13. Industrial workers are employed either in workshops or in Railway sheets or as artisans: ~The 
groupwise distnoution of industrial workers by the type of employment is shown below :- .. 

. --~-. \ .. 

I--·-·· 

Groupwise distribution of industrial workers by type ~r employment 
. - -·· v-~ .. - ... . . .... _ -~ 

Group 
I ~- , .- 1 'l • ~ \ 

Working in . Total iD.dustrlal· ·' '. 
Railway Shed · · ··worker · --· 

Workshop Artisans 

'C' 301608 141228 · 74532 · . . .. ' · · : 517368.'''< . · . 
'D' '199181 · ·141321 26212 · · ~ · ,· .. :1: ~: '366714 J. 

1 ..: -

Others 21206 191 . 36 -;.~1 ! (~:· l;"; .•::: ;<'21433' .. 

j 
• . • 

Tdal 521995 ·· -282740 100780 · · · : · : i 905515' ~ 
. . . • ' - . . . ... - ' ... ; -- ._· ( -.. ·- . ~-:::r : -~ . 

3.14. As mentioned earlier, group 'C' and group 'D' employees taken together.num~ 361ak:h 
ie. 96.1 per cent of the total central government posts as on January·. I, .1.984. ·A large number. of · 
employees belonged to common categ~ries like peons, chowkidars, sweepers~. lower diyision clerks, 
etc. The common categories with sizeable numbers were (i) peons/messenge~, etc~. 1)~01lakh),.(ii) 
chowkidars/watchmen (43615), (iii) mazdoorsllabourersllascarslbadgelbox boys, etc. (140830), (iv) 
sweepers/cleanerslsafaiwalas (92620). The above four categories accounted for 28.4 pet: cent of group 
'D' posts. There were posts peculiar to soJile departments such as gangmenlgangmates, etc. in 
Railways, numbering 1.44lakh and khalasis (predominantly employed by Railways) numbering 1.97 
lakh. There were 1.63 lakh postmasters and postmen, etc. employed in P&T; Police personnel like 
constablCJ, rakshaks, police inspectors were over 3.58 lakh. Lower division clCfks; upper division 
clerks, commecial clerks and other clerical categories were about 2.96lakh. As was observed by the 
Third Pay Commission, the above data showed that .the bulk of S}le ce~~;tral. government employees 
continued to be engaged in the provision of services in the transport and the coinmunication sectors and 
in maintaining law and order. · · · · · ' · -~ ' ' · 

. . ' -.,, ' 

3.15. The proportion of permaneitt posts in the central government has continued to rise during the 
period 1971~84. The permanent posts constituted 67.4 per cent of the total in 1957, 74.9 per cent. if1 
1971 and 80.8 per cent in 1984. The comparative position of pennanent and temporary posts in maJOr
organisations under the central government for the years 1971 and 1984 has been s~sed in Table 
VII. · 
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TABLE VII 

Distribution of permanent and temporary posts by major departments 

1971 1984 

Permanent Temporary Total Permanent Temporary Total Filled Pe,rcentage of filled 
in posts in posts to Total 

{ . . 

Railw<.. s 12.445 1,542 13987 . 13918 1128 15047 14148 94.0 
(89.0) ' . (11.0) '(92.5) 

·Posts t;-.. 
Telegr:tphs 3098 836 3934 5107 1728 6835 6369 93.2 

(78.7) (21.3) 
. '· .. (74.7) (25,3) 

Defenc·· 3126. 2845. 5971· 5153 . 2082 7235 . 6291 86.9 
(52.4) (47.6) .. (71.2) (28.8) :' 

Others 3659 2266 5925 6409 2344 8753 7p36 87.2 
(61.8) (38.2) (73.2). (26.8) 

TOTAL: 22328 7489 29817 30589 7282 37871 34444 .· 91.0 
(74.9) (25.1). (80.8) (19.2) 

i-·· 

It' ill be seen that in 1984, the percentage of permanent po~~ was the highest}.!! the Railways 
follow d by P&T and other ministries. It was the lowest in defence although the. percentage .of 
.·perma;·entposts in defence went up from52-4_percentin 1971 to 71.~ percent in 1984. · 

3. i 6 .. The-previous pay Commissions rationauseci'tlie pay structure by brlngitlg down the number 
of pay ~cales., but the proliferation of pay scales continued. Several pay scales were created in between 

· the constitution of the different Pay Cominissions. For' example, the Second Pay Commission 
· ·.recommended 140 pay scales but there were 536 pay scales in existence at the time of the. Third Pay 
· . Commission. The Third Pay Commission rationalised and classified all posts in 80 scales. However, 1 

. we find that at least 70 more scales have been introduced after the Third Pay Commission's report.' 
• Even s•), the basic pay structQre has. been maintained in as much as about 97.8 per cent of't~e posts in· 
central government and Union Territories (excluding UT of Chandigarh) contiue to be in the scales 
introduced on the basis of recommendations of that Commission. · 

3.17 .A list of scales of pay having 1,oo0 .posts· or more under central government and UT and .. 
introdt: ced on the basis of the recommendations o( the Third Pay Commission is given in Table VIII. 

. . '· . L-
.. : 

' 
· Tabtevm• 

Distribution of posts in major ~es of p~y i.e. scaies with more than 1000 posts each, (as on January 
· 1, 1984) introduced on the basis of the recommendations of the Third Pay Commission · 

· S.No. Scale of Pay (Rs) No. of posts 

l. '• . 196-3-232 . . 697947 
2! .· . . 200-3-212~4-240 42487 

'I 

*J!ased (''data furnished by lrUnistriesldepartwumts and union territory administrations. 



S.No. 

3. 
4. 
5. 
6. 
7. 
8. 
9. 
.10. 
11. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 
19. 
20.· 
21. .· 
22. 
23. 
24. 
25. 
26. 
27. 
28. 
29. 
30. 
31~ 
32. ( 
33. 
34 .. 
35. 

. 36. 
37 •. 
38. 
39. 
40. 
41. 
42. 
43: 
44. 
45. 
46. 
47. 
48 .. 

Total numberof posts in 48 scales 
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Scale of Pay (Rs) 

I· 

200-3-206-4-250 
210-4-250-5-270 
210-4-250-5-290 
225-5-260-6-308 
'225-5-260-6-326-8-350 I 

260-6-326-8-350 
260-6-326-8-390-10-400 
260-8-340-10-430 
260-8-340-10-360-12~480 
290-6-326-8-350 
290-6-326-8-390-1 0-400' 
320-6-326-8-390-10-400 
330-8-370-10-480 . 
330-10-380-12-500-15-560 
380-12-500-15-530 . 
380-12-500-15-560 . 
380-12-440-15-560-20-640 
425-15-560-20-600 
425-15-560-20-640. 

, .. 

. 425-15-560-20-700 
425-15-560-20-700-25-750 
425-15-560-20-700-25-800 
455-15-560-20-700 
470-15-530-20-650-25-750 
550-20-650-25-700 
550-20-650-25-750-
550-20-650-25-800 
500-20-700-25-900 
550-25-750.:30-9oo· 
650-30-740-35-880-40-960 
650-30-7~35-880-40-1040 
650-30-740-35-880-40-1200 
700-30-760-35-900 
775-35-880-40-1000 
840-40-10405959 
840-40-12007056 . 
700-40-1100-50-1300 
700-40-1100-50-1600 
1100-50-160022606 
1100-50-1500-60-1800 
1200-50-16001394 . 
1200-59-17001498· 
1500-60-1800-100-2000 
1800-100-2000-12512-2250 
2000-125/2-2250 
2500-125/2-2750 

. ' 

No. of posts 

' 226054 
469523 
204847 

. ' 75651 
3701'. 

.121477 : 
529372 

26836 
238611 

.. 25700 
14122 
14414 
18170 

310096 
1070 

129852 
6330 

18359 
117599 
150995 
10346 

'. 41827 
25441 

8290 
7662 

57252 
. 2473 
19550 
42261 

. 3401 
7245 

43173 
. 25591 

1077 . 

24477 
2247 

1360 

8947 
-1397 
1151 
1214 

3917915 
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Union Territories ·, 

.. : 3.18. There are ~e Union Tenitories viz. Andarnan and Nicobar I!llands, Arunachal Pradesh, 
·. C~andigarh, Dadra and Nagar Haveli, Delhi, Goa, Daman an~ Diu, Lakshadweep, Mizoram and 

Pondicherry.. Comparable ~ta ori total employment in Union Territories for the years 1971 and 1984. 
are not available primarily because the number of Union Territories has changed. On the basis of the . 
information given in the rewrt of the Third Pay Commission. i& is estimated that the number of posts 

. in the above mentioned 9 ·union Territories would have been anjund ·1.60 lakh in the middle of 1970 . 

. , As against this, the total number of posts in all Uni911 Territories as on January 1, 1984 was about 
· .:2.25 lakh. Thus employment in Unio~ Territories has gone up by approximately 41 per cent betweeq · 
:· •1970 and· 1984: Of the 2.25 lakh posts, about 4 per cent were in the industrial category. While groups 

''A' and 'B' posts accounted for 1.7 and 3.0 per cent of the total employment, 69.2 and 26.0 per cen.t 
. ·of the total posts were in groups 'C' and 'D'. The percentage of group 'D' posts in the Union · 

·Territories was lower than in the central government Temporary .posts in Union Tenitories were about 
40.0 per cent of_the to~; which was more than in the central government: 

, i' 3.19.We have left Chandigarh out of~ cons~ in view. of the policy. announced by the. 
1 central government to transfer Cbandigarh. to Punjab. . · · · . 
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.ECONOMIC BACKGROUND. 

· 4.1.We are req~ lO riwce our recommendations having regard, among other televant factors, to 
economic conditions in the country, the resources of the central government and the demands 'thereon, 
such as th~se on account of developmental planniJlllg, defence and national security. Afi>resent, the 
economy appears to be in ~asonably good sha~. The long term perspective for the economy ,is also 
encouraging. In this chapter we shall fli'St _review the performance of the ec_onomy' ·during the· Sixth 

' Plan period and then d~al with lorig te(Jll trends in the economy with emphasis on the 'antiCipated 
growth during the Seventh Five Year ~lan, trends in the wage bill and financial resources of the central 
government . . . · . < . · .. ' · · . . . · : ·.. , · -- .. . · 

• • • . -' • • • ' t • J • • ._· .- ' 

4.2.The perf~rmance of the Indian economy during the Sixth Plan (1980-81 to 1984-85) can be 
regarded as very satisfactory, notwithstanding the fact that the Plan started in a rather difficult situation 
with a low economic base. During the year 1~9-80, which was the base for the Sixth Five Year Plan,· 
both food and agricultural-production had dropped from the previou~ levels by 16.&* per cent and 
15.2* per cent respectively. Industrial production had registered a negative growth rate of 1.4* ·per 
cent in that year. As a result,::tlreGross National Product (GNP) ·in 1979!80 fell by 4.1 per: cent. 
Further, the Plan had begwi ori a highly inflationary condition with the wholesale price index having 
gone up by21.4 percent in 1979-80. · · , . , : ·, • - .; - .. 

. 4.3.During th~ Sixth Five Year Plan, the average rate of growth for the agriculiUral sector w~ .. · .... 
4.3** per cent per annum as against the target of 3.8 •• per cent per annum. IIi con~t, the industrial 
sector grew at the rate of 3-.7** per cent per annum only as agaipst the anticipated growth rate of 6.9** 
per cent per annu~ The performance of other sectors was better than anticipated.Jhe shortfall iq the. 
growth of the industrial sector was made up by the agricultural and other sector& and thus the overall\ 
growth was at the anticipated rate of 5.2* per cent per annum. Since the economy ori a long terni basis 
has been growing at only 3.5 per cent per year, _the performance.of the Sixth Plan should be considered. 
a. distinct impro~eme.nt o~er the past long term P;erformance. . , · \ . . ·.; : . ·:. ·. · • . ·, · · : : ' · ··,,-.· 

4.4,Within the agricultural sector, the production targets were achieved for most trops and th_~re1 .. 

was no serious shortfall in the production of foodgrains: The average annual producti9n o~ rice and 
wheat during the Sixth Plan .was 55** and 41** million tonnes tespectively which was 1.4** -~d 31 ** .. 
per cent higher than the average annual production of these two crops during the Fif~ Five Year P~an . · 
periOd.- The average pro4uttion ·of pulses also showed some improvement.** ,A notable feature of 
agricultural development is the dam~ning of'the'adverseeffect of incleiJlent weather'on agricul~al. 
output. However, even now agricultural outpui fluctuates very significantly from year to year mamly 
due to its con~ued dependence on weather. The main reason for shortfall in the industrial productio? 
appears to be, as in the previous plans, shortage of power· and key inputs. However~ the. cru~e ;oil 
production in the country has increased from 11.8*** million tonnes in 1979-80 to 29 *** mill10n 
tonnes in 1984-85 leading to substantial cuts in the imports of crude oil and a s~lVing in foreign 
exchange. ' ' . . . " . 

. I • I 

4.5. As, mentioned earlier, the Sixth Plan had begim in a difficult situation. The shortfalli in output 
' and income during 1979-80 had brought down the saving rate from 24.7 per cent in 1978-7~ to 23.0 
per cent in 1979-80. This ra~ did not ~uch the 1978-79 level tbroughout the Sixth Plan penod. As.a 

• Seventh Five Year Plan Vol.1, Chapter 1, Table 1.1 p.1. I 
•• Based on Economic Survey 1985-86, Chapter 2, Table 2J p.6 ' ' 
••• Economic Survey,l985--B6, Chapter 3, Table 3.5, p.24 . Economic Survey Appendix Table 1.3 p.107.-
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result, n~itlier the·~~'" investment nor the public sector outlay targets were achieved. The proportion of 
tax):evenue to Gro~s~. . mestic Product (GDP) varied between 15.6 to 16.7 per cent between the years 
1980 and 1985.* Qn! he other hand, the government had to provide for subsidies and interest 
pay~ents at increa~~ly higher rates than ever before. It is remarkable that despite the shortfall in 

. inve~tment, the phys'tcal targets in all the sectors except the industrial sector were exceeded and th~ 
overall ~oE~iny:si{w at the anticipated rate. _ ' . · . _ . 

· 4.6.The scenario with regard to the balance of payments and trade deficits was rather discouraging 
. throughout the Sixth Plan period. Although foreign exchange reserves including gold and Special 
Drawing Right have increased from Rs.5918** crore in 1979-80 to Rs.7208** crore in 19.84-85, the 

. ,rise was mainly on account of a big International Monetary Fund (IMF) loan. There have been 
. trade*** deficits in all the y~ of the Sixth Plan but the redeeming feature has been that these deficits 
. have not g~ in absolute terms and have therefore actually declined as a petentage of GDP. 

. . 
4. 7.The wholesale price index between the years 1971-85 rose at an average rate of 9.3 per cent 

per year. In contrast, the rise in this index during the last four years or the Sixth Five Year Plan at 7.1 
· per cent per annum was significantly lower. In the year 1985-86 the wholesale price index rose even at 

a slower rate of 5. 7 per cent. Although the rising price spiral seems to have been arrested, poverty and 
· unemployment continue to be the bane of Indian economy. According to the Planning- Commission, the 

percentage of population below the poverty line has declined from 48.3 in 1977-78 to 36.9 per cent in 
1984-85*. Howev~r, the nuinber of people below the poverty line was estimated at about well oyer 
273 million iil1984-85 and this number is expected to be at least 210 million even in 1989-90.** 
Employment in the organised sector has:increased on an average by less than 2** per cent per annum 
during the Sixth Plan. However, public sector has witnessed a faster growth of employment, the figure 
]Jeing 3** per cent per annum. The most disturbing feature of the employment scene is that growth in 
the number of jobs in th~ private sector has been very minimal. The sector employed 72.3** lakh 
persons in 1980 _and just about one lakh more, i.e., 73.4** lakh in 1984. The dismal growth of 
employment in the organised private sector is a matter of serious concern since it puts extra burden on 
the public sector to absorb the additional manpower. 

. . . 

4.8.W~ have noted that the economy has performed well in the Sixth Plan. We shall now review 
the long term trends in the economy relating to national income, employment and prices. . 

4.9.The data on growth trends in real national income, per capita national income, agricultural. ·. 
production and industrial production are given in annexe 4.1. It is seen from this annexe that the long 
term rate of growth of real national income for the period 1~51-1985 has been 3.8 per cent per annum. 
For the period 1970-85, the rate is a little higher at 4.0 :Per cent per annum. However, there have been 
considerably variations in growth rates between different plans. Growth rates of agric;uJtural and 
industrial productions also varied widely between plans. While the Sixth Plan performed best in terms 
of agricultural production, its performance ~ industrial production has been very poor. It is often held 
that slow agricultural growth is a constraint to faster industrial growth due to both forward and 
backward linkages between the two. During the last two plans, ~e agricultural growth rates have been 
quite good and yet the indu~trial growth rate co~tinues to be m:uch below potential . . 

4.10.Although the long term growth rate of real national income is quite impressive, the per capita 
real income has increased only modestly, by_abQ.ut 1.5 per cent per annum. The main reason for this is 
the high growth rate of population. With such low rate of growth of per capita real income, the trickle
down effect of growth on poverty would be very little, arid t}lerefo~ the incidence of poverty continues 
tq be very high even. now. · · · · · · . . . 

* Economic Survey,l985-86 Chapter 6, Table 6.2, p.64 •• Economic Slli'Vey, 1985-86, AppendU, Table 6.1, p.157 
••• Economic Survey, 1985-86, Appendix, Table 6.2, p.l58 See Annex. 4.2. 
• Seventh Five Year Plan, Vol.}, Table 3.6, p.33 
•••Economic Survey 1985-86, AppendU Tables 3J & 3.2 pp.141-143. 
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4.11. The differential growth of various sectors has changed the composition of GOP. The 
agriculture sector contributes less to GOP now and the contribution of other sectors e.g. industries 
and services sectors bas steadily grown. Although the share of agriculture in GOP has declined 
considerab:y over the years, agriculture continues to be the most crucial sector in the economy. The 
success of a_¢culture is required not only for growth of GOP but also for stabilising prices and 
providing in~reased employment. It has been observed that the behaviour of general price level 
depended criticlfily on relative supply-demand position of agricultural goods in general and of 
foodgr:lins in particular. Agriculture also provides raw materials for many consumer goods industri'es, 
e.g. jute, sugar, cotton textiles, vegetable oils, and tobacco. A notable feature of the Indian 
economy is that even though share of agriculture in GOP has fallen from 60 to 35* per cent between 
the First and the Sixth Plans, there has b~n no corresponding shift in occupational pattern. The 
census figures show that the share of agriculture in total employment has been virtually stable around 

. 70 per cent throughout the planning era. The relatively slow growth of non-agricultural employment 
has led in recent years to special emphasis on employment generation in agricultural sector ~ough 
employment programmes like Integrated Rural Development Programme and National Rural 
Employment Programme. It is. estlmated that the bulk of the additional employment created in the 
Sixth Plan was in agricultural and allied activities. The Seventh Plan also aims at a similar strategy of · · 
employment generation. · 

4.12 The long term beha\jour of employment in organised sector shows vide table below that 
employment in the public sector has grown much faster than the private sector. Between the years 
1961 and 1984, total.employment in the public sector has been more than doubled from 71lakh to 
1691akb. In the organised private sector, employment during this period has grown less than 50 per · 
cent frm 50 to 73 lakh. As a result of this differential rate of growth, the share of public sector 
employment in the organised sector has increased from less than 60 per cent in 1961 to more than 70. 
per cent in 1984. As mentioned earlier, the slow growth of employment in the private sector puts 
increased pressure on the public sector to generate extra jobs. · · 

Table showing employment in organised sector .. 
(Lakh of persons as at the end of March) 

Sector 1961 1966 1971 1976 1981 1984 

Public ~' 

Industry* 13. 19 23 34 41 44 
Social and 

.. 

Community " 
.. 

Services 37 so S6 66 74 80 1 
. ~ \ 

Others 21 2S 28 33 40 45 
Tdal 71 94 107 133 155 .169 
Private 
Industry* 39 47 45 44 48 47 
Social and 
Community 
·Services 3 8 10 11 '12 13 .. 

Others 8 13 12 13 14. 13 
. Tdal 50 68 67 68 '74 73 

4.13. The indices of whole sale prices with 1970-71 base and of All India Consu~erPrice Index 
Number for Industrial Workers (CPI) also converted to 1970-71 ~ase (actu~ base bemg 1~60:;100) 
are given in annexe 4.2 for the years 1970-71 to 1985-86. The mcrease m wholesale pnce m~ex 
(WPI) during the period under review works out to an average of 9.3 per cent per annu~. Steep nse 
in this index was observed in 1973-74 and 1974-75. The rise in the wholesale pnces over the 
previous years was 20.2 · per cent and 25.2 · per cent 

· •Based 011 dJJia ill differenl issues ofNadolllll AccoWIIS Stalistics.published by Ce11tral Statistical Organisa1io11. 
· *Incllllks mining, mt~~~ufaci!Uing, eleclricily, conslrtu:tioll twl water. . . 
So~~rce: Gowl'lllfVnl oflndUJ-Economic Survcy,l977-78 QIII/.198S..IJ6 Appendi:Jl Table 3J Qlll/. 3.3 (pp.1~2 Qlll/.143). 
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respectively~ The increasing price spiral had taken a pause, in fact it moved downward, in ihe_year 
1975-76. In general, the rise in prices was rather low .in the subsequent three years as well with Jio 
change in prices in the year 1978-79. Nonetheless, the annual average growth rate of whol~sale 
prices m the quinquennium 1975-80 was about 4.7 per cenl In the next quipquennium 1980-85, the 
price rise was even higher at 9.3 per cenl However, this larg~fjgJJI'e is attributa._ble to_ a h~vy rise in 

· WPI iri the'· very fmt year of the Sixth Five Year Plan, viz, 1980~81. There is evidence ili,at inflation 
·is being contained within ·reasonable limits since 1981. The average price· rise duririg the years _1981:t 
85 works out to 7.1 per cent According to current estimates the price rise or the rate of inflation is 
expected to stab~se between 5-6 per cent per annum. · .. : ; 

. . . . . ~ 

4.14: Annexe 4.2 also contains data on average CPI together with the number of instalnients Qf 
dearness allowance (DA) that became due in various years. It is to be noted thatwhile the :iilflation 
rate in 1981-82 was drastically lower than in the previous year dt3 per cent as agairist 18.2 ~cent),. 

· -.th~ CPI increased at a faster rate than in the previous year (12.5. per cent against 1 iA per cent). 
Simiiarly, in the year 1982-83,while the inflation rate again dropped steeply (from 9.3 pe~ cent in 

· 1981-82 to 2.6 per cent in 1982~83), the rate of increase in CPI did not come down very muchJ ;'Also, 
. ~e fmd that even duririg the four years 198J-85 when th~average price rise was 7.1_pe_ r cent Per 

annum, there were 22 instalments of D.A. We have to g!Jard against such a situation during the 
_Sevellth Plan pex;iod. . . . 

4:15. -The Seventh Plan aims at a macro growth target of S* per cent per annum. With population 
growing- at 1.9** per cel)t per annum, the per capita real income is ~xpected to rise by about 3.0 i>er: 
cent per annum .. This is in line with th~ growth rate achieved 'in the Sixth Plan and ~ell above the 
long term growth rate. Agricultural output in the Seventh PI~ is expected to grow at niore or less the 
sm~:e·rate as actual gr~wth in the Sixth Plan. Industry and infrastructural facilities;are,however, 

· projected to grow- much Jaster than actual rates in the Sixth Plan. The Seventh Plan' lays special 
emphasis on. g~neration 9f productive employment, particularly in the rural sector. Employment is 
stipulated to grow at 4.0*** per cent per annum which is more than one and a half time the rate of 

··growth of labour force of 2.6*** per cent per annum. Employment generation, particularly among 
poor households, would increase demand for food and other mass consumption goods ptucl) more 
rapidly' than before. It is imperative that the supply of foodgrains and other wage goods increases in 

-· relation to demand, so that inf'fution is contained. : · · · · 

· 4._16.' It is too early to judge the progress of the Seventh Plan. According to Government of 
India's, Economic Survey, 1985-86"The year 1985-86 has seen a successful start to the Seventh Five 
Year Plan" :. £ 'The Survey indicates about 4.5 to 5.0* per cent rate. of growth of G~ at 1970-71 
prices; which is consistent with the Seventh Plan objectives. Agricultural production is expected to be 

. . 3.0* per cent above last year, and the industrial production is show.ing a substantial increase in rate of 
· growtli: from 5.5* per cent average. rate of growth in the Sixth Plan to 6.6* per cent in 1985-86. In 

. the 'first ten months of.the year 1985-86 the increase in wholesale prices has been the lowest for the
las~ seven y'ears. Anoth_er notable achievement of the year is the sharp rise i~ tax revenues and 

· particularly direct tax revenue whith has been sluggish during the'past several years; The growth 
tate in most. of the key infra-structural sectors is higher in 1985-86 than in the prevjous years, and 
substantially higher than the average annual growth rate recorded in the Sixth Plan. The improvement 

. in .thermal (including nuclear) power generation has been quite spectacular, with. a growth rate of 
· 15.5** percent in April- December, 1985 over the corresponding period in 1984. Movement by 

railways has shown a very high growth rate this year with revenue earning goods traffic increasing by 
1 9.1"'~ per cent (April-becember 1985 over the corresponding period in 1984) which is more than 
. twice the annual average growth rate in the Sixth Plan. Position in regard to foOd-stocks is quite 
comfortable and this would provide adequate opportunities to expand anti-poverty programmes, and 
also serve as a valuable hedge against inflationary pressures in the economy. · · . . ' 

• Seventh Five Year Plan Vol.l paragraph3.17,p.25 """ Seventh Five Year Plan Vol.1 Table 2.1,p.ll. 
•••Seventh Five Year Plan Vo.l paragraph 3.29, p.33. . · £ Economic Survey 1985-86, Chapter 1, p.1 
• Economic Survey 1985-86, Chapter 1, p.1 · •• Economic Survey 1985-86. Table 3.1, p.19. 
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4.17. The available'infonnation sugg~sts that the economy is now ~ised f~r a medium-term 
growth at 5.0 per cent per annum. Since the agricultural cycles are now dampened, the growth will 
be relatively more steady than before. The comfortable food stock with the government together with 
the falling price of petroleum products in international market would contain the grc)wth of price level 
~the econ?my, and hence the infl~tion rate may not exceed tolerable limit of ~~6 per cent per an~um. 
Smce the infra-structural sector ts currently growing at a healthy rate, the manufacturing output 
growth rate should also pick up and achieve the target level in the near future. There are,'however,·a 
few critical problems such as stagnancy of domestic savings arid invesbri.ent raies, and unfavourable · , 
balance of trade. These problems will need to be tackled effectively both through incentives and better 
management. · · · · 

• 
4.18. During the y~ar 1985-86 a number of major Po~cy initiatives wer'e taken. to boost econoniic · 

growth, re-vitalise industry and provide a new direction to fiscal policy. The aim of these_policits is 
to modernise industry, upgrade technology and introduce Ill element of competition in the domestic . 

. · maxket. The industrial licensing policy was sirnplifie4, the restrictions on the expansion of capacity 
were lifted ~d the assets limit for coverage under. Monop<>lies and Restrictive Trade Practices 
(MRTP) Act was raised. The long term fiscal policy was announced with the intention of stablising 
personal income tax and wealth tax rates, The long term fiscat .policy has also proposed modification I 
in indirect tax structure, some of which have already been introdueed in 1'986-81 bu~get for the 
central government. It is too early to assess the ovCran impact of all these j>Qlici~ .. Much would .. 
depend on how these policies are actually imple~ented. If the avow~ stress on improving 
productivity a¢ efficiency materialises, the economy~ bouru;t to grow faster than before~ · 

:4.19: The civilian employment in the central gQvchmnent has gone up from about-3013kh in .. 
. 1974-75 to about 36.9lakh in 1984-85, thus registering an increase of 23.0 pet; cenn1uring the 

aforementioned span of eleven years.( During the same period, the wage bill for· the civilian . 
employees of the central government regiStered an increase of 216.3 per cent, froni Rs. 1468. crore in 
'1974-75 toRs. 4644 crore in 19$4-85. Th~ differenticil in .the two growth rate's can. be attributed to · 
improvement in the wage tevels effected by payment of additional dearness allowance instalmt:nts 
from time to time, annual increments and consequential ipcrease in allowanc_es. · · :· · · . . ·. ' 

4.20. Several associations/unions including the staff side in the National Council (JCM) have, m. 
·their memoranda to' the Commission, drawn attention to the declining ratios. of wage bill" of the central . 
. government to total revenue reccipts/expet\diture and have afgued that there is ~OPe for raising wage· 
levels of central'govemment employees without placing an undue strain on the fmances of the 
government. We fmd.from annexe 4.3 that the ratio of wage bill to revenue. expenditure has, by and. 
large,~ declining ever since 1960-61. This appearS to be a natural tendency in a develc;>ping · 
economy actively involved in large scale programmes for building up infrastructural facilities and 
providing for expanding social and community services as :well as economic services.· Commitments .. 

. on account of defence requirements have also been inevi~ble. · All this necessarily irnpUes. that 
revenue expenditure woUld grow at a faster face and the ratio,ofwage bill to total revenue expenditure 

' would decline. . . . · · · · · . · · 

4.21. The Third Pay Commission had also examinect the progression in real emolu.ments fr?m the 
year 1960 to the year 1972 for-a few selected categories of employees and had shown that while real 
emoluments of a peon in 1972 were higher by 5 per cent as compared to the real emoluments in 1960, 
the real emoluments of all other categories of emploY.ees had erOded-the severity of erosion inC!'easing 
at higher levels. Their analysis was carried out using. the f~ed basic pay for ~ach'of the different 
categories of.employees. · .' · ' · · 

4.2~. The re3.t. income of government employees depends ~it basic pay, increments; promoti?ns, 
income-~ liability, if any; and of course, on changes in price level. In annexe 4.4, we ha~e g1ven 
trends in emoluments of a few categories of employees on the assumption that each one of. them 
started his career on Apri11, 1973, at the minimum. basic pay :and earned normal increment_s m the 
scale of pay. The movement of CPI and per capita net national product (NNP) at curretlt pnces. are 
also given there. It is seen that increase in emoluments for all categories of employees. upto the level 
of section officer has taken place at a rate higher than the rates of increase in both the CPI and per 
capita NNP. While during the years 1973-74 to 1985-86, the growth in CPI and~ cap!ta NNP has 

"* ... · . 
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'been 148.0 and 177.5 per cent respectively, the emoluments of peon, lower division clerk, assistant 
and section officer have increased by 263.3, 271.2, 259.5 and 279.0 per cent' respectively. The 
group ' A ' officers in the junior time scale of pay (Rs. 700-1300) would also be similarly placed. 
Even at the level of minimum emoluments, i.e. Rs. 196 per mensem the growth during this period has. 
been 209.7 per cent. In other words, these employees have not only been compensated for increases 
in price level but have also received more than average increase in per capita real incomes. The 
categories of peon, lower division clerk, assistant and those in equivalent scales of pay account for 
94.4 per cent of total civilian central government employees. In the normal course, th~se employees , 
are not subject to any i_ncome tax. The employees in higher pay-scales upto the junior time scale 
'A '1evel account for an additional4.4. per cent of civilian central government employees and most of 
them are subject to marginal income tax. 

4.23. ' In annexe 4.5, we have given similar analysis for selected categories of posts at senior 
level. Pay scales for these categories cover a span of not more than 11 years; the two top categories 
are on fixed pay. During the years 1973-74 to 1985-86, the emoluments inclusiye of increments 
(wherever applicable) of Director, Joint Secretary, A~tional Secretary and Secretary rose by 123.3, 
122;0, 94.2 and 82.1 per cent respectively as against rise in CPI and per capita NNP of 148.0 and· 
177.5 per cent respectively. The group 'A' officer in the senior time scale was also in a similar 
situation for most of these years: All these officers are normally subject to income tax. Appropriate 
steps to remedy the ·situation are ,therefore warranted. Officers belonging to categories seenior class I 
_and above accQunt for 1.2 per cent of total civilian central gqvernment employees.· 

~- 4.24. We have already noted that the economy has made considerable progress during the last siX 
or seven years and is now well poised for stable growth in real income at about 5 per cent per annum. 
However, the Sixth Plan faced somewhat of a resource crunch and the government during that period 
had to. resort to additional market borrowings and additional resoqrce mobilisation of higher 
magrutudes than originally en'visage4- Even so, the uncovered gap or deficit was 1ubstantively higher 

· than anticipated. The primary reasons for this large deficit appear to be increased-expenditure on 
revenue account and shortfalls in contributions of public enterprises. The increased attention that had 
to be paid to law and order situation.and defence preparedness aggravated the resource posi~on in the 
Sixth Plan. These factors continue. We shall examine in this section the pattern of fmancing of the 
Sixth and the Seventh Plans 'Yith a view. to assessing the resource availability. for incurring extra 

· expenditure on account of our recommendations. The scheme of fmancing .for ~;he fwo plans is 
pre_sented in annexe 4.6. · _ · 

. . . . . . . . 

4.25. It may bee seen therefrom that balances from current revenues at 197~80 rate$ which were . 
expected.to contribute Rs. 14,478 crore to the Sixth Plan fmancing are estimated to have contributed 
Qnly _Rs. 1,893 crore. The government took all possible steps to 'meet the gap through additional 
resource mobilisation which contributed Rs.32,970 crore to the Sixth Plan fmancing in contrast to the 

. anticipated figure ofRs. 21,302 crores. Inspite of steep increase in additional resource mobilisation, 
the government had to take recourse to heavier doses of deficit financing-Rs. 15,684'crore as against 
the original estimate of Rs. 5000 crore. Increased resort had to be taken to market borrowings a8 
well. The three items, viz., additional resource mobilisation, deficit financing and rharket borrowings. 
put together contributed 64 per cent of the Sixth Plan outlay. The Seventh Plan envisages to raise 
resources from these items at slightly lower levels, the anticipated percentages being 24.8,7.8 and 
17.0 respectively i.e. 49.6 per cent of the Seventh Plan outlay. We do not visuali~e any partic1:1lar 
.difficulty in these targets being met · . · · · : · · 

. . . : 

4.26. An analysis of central budget reveals that revenue expenditure of central government has 
exceeded the revenue receipts _since the year 1979-80 vide annexe 4.7 and hence there is no room for 
financing the Plan. from this source. In fact, market borrowings and deficit financing have to be 
resorted to meet even the revenue expenditure of central government. The market borrowings 
together with external loans are rising at such a rapid rate that interest liabilities now constitute the 
second largest item of expenditure .. During the decade 1975-85, the interest payments have risen 
almost five-fold, from Rs. 1,228 crore in 1975-76 toRs. 5,974 crore in 1984-85. The interest 
Pilyments have increased during the decade under reference by 386 per cent In contrast, revenue 
expenditure grew by 288 per cent, and the total expenditure by 264 per cent during the sa~e period. 

. . . 
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In the Seventh Plan period, the interest payments have been put at Rs. 46,222 crore which Win make 
it the largest single item of expenditure. The increasing reliance on borrowing for plan fmancing can 
lead to serious budgetary problems in future. : .... . . : · · , · · ·. . . 

4.27. Apart from interest payments, two major items of revenue expenditUre Contributing to its 
faster growth vis-a-vis growth in revenue receipts are expenditures on defence and subsidies.· The 
defence expenditure on revenue account has increased from Rs. 2251 crore in 1975-76 toRs. 6399 
crore in 198+85 i.e. by about 184 per cent. As things stand at present, there does not appear to. be 
anx ·scope for pruning the size of our defence expenditure. Subsidies on food, indigenous fertilisers 
an~ loans to weaker sections were earlier anticipated to cost the exchequer an amount of Rs. 2,517* 
crore in 1985-86 but according to revised estimates, the expenditure on these subsidies has gone up to 
Rs. 3,586* crore. }n the year 1986-87 the subsidies on these three items will involve an expenditure 
of Rs. 3, 737* crore. In yiew of large investments in the agricultural sector and also because 
agricultural incomes are tax exempt, there may be a case for effecting reduction in food and fertiliser 
subsidies. · · · 

•· 

4.28. We have noted earlier that the targets set by the s·eve~th Five Year Plan fo~raisbtg 
resources through additional resource mobilisation, market borrowings an~ defici~ fmancing appear 
reasonable. The pattern of financing of the Seventh five Year Plan projects that there will be a 
shortfall on the current revenue account by an ~ount of RS. 5249 crore during the years 1985-90. 
On the face .of it, this magnitude. of shortfall appears to be manageable. However, the details of 
balances from current revenues during 1985-90 for the central government alone given in an11exe .4.8 
bring out a very high figure ofRs. ·12,001 crore of shortfalls in central revenue receipts over non~plan 
revenue expenditure. Great expectations have been' laid on the possibility of.improvements in.the 
performance of central public enterprises including the departmentally run enterprises. It is expected 
that these enterprises will make a net contribution of Rs. 35,485 crore tjHhe Seventh five-year plan 
financing. Since the state enterprises are expected to incur a net loss of Rs. ·t,96~* trore,_ it implies 
that a contribution ofRs. 37,454 crore is expected tO come from public_'undertakings aiid departmental 
enterprises belonging to the central sector, The analysis of the fmancing of the Sixth Plan reveals that 
these enterprises had contributed Rs .. 18,118. crore inclusive of Rs; 5,700 crore raised through 
additrional resource mobilisation. Thus, the contribution of central public enterprises is expected to 
increase from Rs. 18,118·~rore toRs. 37,454 crore, i.e. by about 107 per cent. An increase of this 
magnitude can be realised provided the government closely monitors the performance and efficiency 
of these enterprises and brings about necessary organisational changes with a view to ensuring th~ 
desired results are achieved. · , · · · · .... · ' · · ~ 

1; .. . ' .. , f.. • t . ·~ ~ ; ·~·.- . 

4.29. The review of the preceding decade shows that inflation has been one of the p~ f~tors 
for cost escalation of different items even though lately the inflation rate has been contained and is 
expected to remain so in future. The decade of seventies faced heayy inflationary pressures in five 
different years viz., 1972-73, 1973-74, 1974-75, 1979-80 and 1980-81. In these years, WPI went 
up by 10.0, 20.2, 25.2, 17.1 and 18.2 per cent respectively. This n'aturally escalated both plan and 
no~-plan expenditure including that on salaries and wages. • The expenditure on ~arne~s allo~anc~ 
which was Rs. 275 crore in 1974-75 increased toRs. 1517 crore in 1982-83*. Iil subsequent y~ 
that amount has gone up further in view of more instalments of dearness allowance. The annu~ 
liabilities of the state governments and local bodies would have registered similar increases· m 
expenditure on account of inflation. 

4.30. The balance of payments position is a cause for concern. As noted earlier, it was rather 
discouraging during the Sixth Plan period. According to the latest Economic Survey, the situation 
during 1985-86 may have worsened since imports have increased by about 25 per cent during the first 
six months of 1985-86 while exportsrave marginally declined. The trade deficit will 

\ 

• Explana1ory memorandum on tM Central Government Budget for 1986-87, p.47 • Snentla Pltu1, Vol. 1, Table 
4.Jl,p.53. 
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have to be adequately contained during the Seventh Plan period by more rapid growth of exports and 
diversification and deepening of efficient import substitution. The external debt position also will 
have to be closely kept under observation in view of mounting obligations on account of interest 
charges and repayment of principal amount All this is not an easy task. 

4.31. On the revenue side, tax revenues have been rather sluggish in recent years with proportion 
of direct taxes in total tax revenue declining. The lack of buoyancy in the income tax revenue is 
basically attributable to narrow coverage of the ,taxable population, numerous exemptions and 
-deductions_ and widespread evasion. The total number of income-tax payers has remained steady at 
about 4 million for many years inspite of the fact that tremendous strides have been made by the 
economy. A large number of unincorporated enterprises have remained out of the tax net -There is 

. reason to believe that rationalisation of tax structure combined with strict enforcement of tax laws can 
yield rich dividends. The government have initiated action in the direction of rationalisation of tax 
structure and a long-term fiscal policy has been announced. Some of these rationalisation measures 
were introduced in the last budget · Simultaneously, the government are making vigorous efforts to 
arrest the phenomenon of tax evasion. These efforts have already yielded results and the revised 
figures for 1985-86 reveal that direct tax revenues have substantially picked up. Similar measures to 
plug loopholes in various rules and for arresting evasio~ of indirect taxes p~cularly customs and 
excise duties also have potentiality to give rich dividends. Thus, we feel that both tax and non-tax 
revenues will stabilise at higher levels. 

4.32. The foregoing analysis brings out that revenue expenditure of central government is. not 
being wholly met from its revenue receipts and the position in this regard is not going to change iii the 
years ahead. However, there are some hopeful signs which may help in easing the revenue crunch. 
As mentioned earlier, the government is expecting considerable improvements in the performance of 
the public sector units. It also appears that targets of additional resource mobilisation and market 

· borrowings set forth in the Seventh plan can be achieved. The recent efforts made in the direction of 
tightening up .of collections of income tax, customs, excise, etc. may augment ~venue receipts 
considerably. It may also be noted that.barring totally unforseen circumstances, we are not likely to 
face any serious difficulty on the price front In India, the behaviour of prices is int:imiltely linked 
with ~ availability of foodgrains. Recent trends in food and agricultural production show that those 
sectors are becoming increasingly independent of the vagaries of y.reather. Therefore •. the comfortable 
food stock position that we are curiently having is not likely to be disturbed. The inflation rate which 
had been contained during the last four years of the Sixth Plan will hopefully remain so as envisaged 
in the Seventll Plan document With the price si~ation under contro~ the various estimates for 
financing the Seventh Plan in all probability will not go awry. 

· - 4.33. Though the current position and projections of the economy are a mixture of light and 
.shade, jj is necessary for the government to meet reasonable aspirations of its employees. We are of 
. the view that well-contented employees will be bettet motivated to improve their performance and 
productivity which will ultimately lead to increased national output The development persFti.ye 
(()wards the year 2000 presented by the Planning Commission makes us reasonably optimistic abont 

. our long term growth. We have ~tall these factors in view while recommending the structure'of 
·emoluments for central gov~t employees •. 

•varioulsn.• orBrocluiTe 011 Pay and Allowancu cf Celllral G~lll Employu6"· • Departmelll cfExpel'ldillue. 
New Deihl. 
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(1) (2) (3) (4) (5) (6) 

1974-75 174.9.· 25.2 171.1 27.0 9 
1975-76 173.0 (-)1.1 . ·. "~ 

168.6 (-)1.5 
1976-77 176.6 2.1 ' 162.3' (-)3.9 
-1977-78 185.8 . 5.2 '174,8 7.7 1 
1978-79 185.8 0.0 . 178.7 2.2· 1 
1979-8Q 217.6 17.1 193.9. 8.5 3 
1980-81 '257.3 18.2 216.1 11.4 5 
'1981-82 281.3 9.3 ' 243.1 12.5 6 
1982-83 288.7 2.6. . '261.8' . 7.7 5 
1983-84 316.0 9~5 ~ 294.9 12.7 7 
1984-85 .338.4 ~;1 314.0 6.5 5 
1985-86 357. 7* '5.7 *· 334.1* '6.4 *. '• 4 
191l-8:S 9.3 ) 8.8 ) 
1975-80 4.7 ): 2.6 ) :; } 

198Q-85 9.3 ) ~· 10.2 ) 'B' 

1981-85 ' 7.1 ) ' 9.9 )l 

Source: Economic: Survey 1985-86 Appendix Table 5.1 page 153 for Col (2) and Ajpendix table 5.3 page 155 for-' .. :: J ) 

derivations ~n Col. (4). · · t. , ' 

'A' amd 'B' have been calculated from data iii this table. . . . . ' · ~ } 
* The_se' ~e our calculations based on data issu(!d by office of the Economic Adviser and Labour Bureau. . ·• 

·.' 
. '. 

~ J ) 

J . . . ~ 
' .. ··-

• •. lo. 

' ~. 

.-1;'; •' 
·,. l; 

ANNEXE4.3 
.. _. . '· , .. ·. , .. \• . . . . . . . (Seeparagraph4)0) ' 

. :Wage BPI and ifs relationship with Revenue Receipts'Expenditure 

Wages & Salaries , Total Revenue. · Total Revenue. · Wa~ bill as a ~rccnm~ of 
Year Bill Receipts Expenditure " Revenue Revenue 

(Rs. crore) (Rs. crore) (Rs. crore) ·Receipts Expenditure 

(1) ,~) (3) (4) (5) (6) 

1960-61 417 1297 1246 32.2 33.5 
1965-66 754 . 3022 2703 25.0 27.9 
197()-71 1186 4354 4191 27.2 28.3 
1975-76 1887- \ 8075 7189 23.4 26.3 
1976-77 i926 ·' 8739 8440 22.0 22.8 
1977-78 '2019 ': ., 9792 '9362 20.6 21.6 
1978-;79 2153 f •. ~. 11240 .10948 .. 19.2 19.7 i -~ ' 

1979-80 'l 2427'' c' .: 11340. < :. -~ •\ ;, .,12034 ·- ' ! 21.4 . 20.2 
1980-81 2761 ,_. ~ 12829 

' '.14544 21.5 19.0 
1981-82, ., 3183 15574• 15868 20.4 20.1 
1982-83 . -~ .. 3594. 18091-- 19346 19.9 ... 18.6 
1983-84;. ,, '4421'' :' . / : 20493 22890 21.6 19.3 

Source: ' (1) Third Pay Commission Report, Chapter 4, tableW for data for years 1960-61 to 197~71. 
· · · (ii) Figures of total revenlll! receiptslexpendJtureforiM years 1975-76 to 1983-84 IDUnfrom' 

Explanatory Memorendum.,on the Budget of the Central Government for 1986-87'. 
(Ui) Wa_s~ bill data for years 1975-76 to 1983-114 from 'Bt:ochure on Pay and Allowances of Central 
. . Ciovernment empJoyees, Depar~nt ofExpendlturl,_various isslll!s. · 
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'. ·ANNEXE 4.4; 
• (See paragraph_4~2) ;. 

Trends in Emoluments in respect of certaiD selected categqries of~ average , ·. , ; 
AICPI and the per capita NNP for the years 1973-74 to 1.9f$-86 ' ' · . : 1· . · • • 

' - ' ' I ... I I"' • 

Year . Minimum Peon lDC Assistant Section.. AICPI · .Per capita ~ 
Rs.196 (Rs.196-232) (Rs.260-400) (Rs.425-800) .Officer . · , · NNP (At •. : 

· ( Rs.65~!2oo> ,· ~·. _cmreni -~: : 

(1) '(2) (3) 

1973-74 2587 2587 
1974-75 3246 3292 
1975-76 3619 3721 
1976-77 3619 3733 
1977-78 3643 3820 
i978-79 3744 4021 
1979-80 3924 4276 
1980-81 4348 4804 
1981-82 4905 5496 
1982-83 5391 6123 
1983-84 6439 7338 
1984-85 7201 8294 
1985-86 8011 9399 

Percentage growth from 
**a) 1973-74 

to. 
1982-83) 108.4 136.7 
b) 1973-

74to 
1985-86 209.7 263.3 

(4)· 

3432 
4402 

' 5010. 
5063 
5.216 !:: ~ -? 

. -5518- - . 
5892 
6642' 
7609 
8496 

10115 
11442 

·12739 

147.6 

271.2 

,. 
' ' . ( ' 

• J 

(5) (6) 

5483 ' . '8385 
6772 10465 
7618; 11886' ·'- ·. 
7798 . 12277 . 
8102 .J 12941 .:~.: 
8614 . 13933-- . 
9239 14763 

. ·10360 . 17066 
11805 '19765'' ··. 
13171 22123 
15460 25660 

·17556 28604 
19711 31776 

140.2 163.8 

i 1:' .·. -. J 

259.5 279.0 

.. -,;·pn"ces, · ··• .. ' ~ " ~- ·' ~ . ~ 

i ' ~ '- :.. '.. . . . ! 
.•. (7) "'(8) . .. '\ 

. .. "· - ,.-. .. .... 
250' '870• , .. " .. 
317 . ·ioo4f] l-\ 
313 : ; r 1026 :.. ~-:: r 
301 l079 .· : I · 

• r , ' . P 324 ' < L 1194 ' l (., 

. . - 331---1253-
... 360' . 1336 • 
' ' 401 •.. ' 1558 
. ''451' . 0 ''1739 •• 

486 1882 
547 2180 . 
582 2344 
620 2414 • 

94.4 116.3 

148.0 177.5 

• Per capita NNP for 1985-86 is estiinaUd assuming a growth rate of 3 per ce111--
•• Before gra111 of dther of the two 1111erim Reliefs. . 

. '· . ' . ~ 

.. , } 

------ -- -· ---- -- ------
- . ' ( 

' ' 
. '1 · ANNEXE 4.5 I 

.· . :· ·. (s;~paragraph4.23). r:. 
). 

Trends in emoluments in respect of certain selected categories of senior~ av~e . 
· AICP and per capita NNP for the years 1973-74 to 1985-96 . ·,. , · · - ' 

• J ·' .... 

Year Senior Director -:Joint Additional Secretary · AICPI Per capita " ; •1 .. 
time (Rs.2000-2250) Secretary Secretary (Rs.3500/- ) ' · · NNP at · : · . ·,-, : ~ 
scale (Rs.2500- (Rs.3000/-) .. ···• · · · currentprices·:: 

(Rs.1100-1600) 2750) · '· · · ·' '.·,~ . : r;r 

"""'(1.,....) ---(=2);----..,(=3)---~(4~) ----:(5:-:-)--~(7.:6)----;:;;(7~) -:-_. ---(""8) • .. If 

1973-74 13402 
1974-75 15739 
1975-76 18516 
1976-77 18876 

24486 
26751 
28800 
28800 

30000 
30000 
31500 
31500 

36000 ' 42000 250 870 
36000 42000 317 1004 
36000 ' 42000 · .. : 313 . : J. '.1026 

' 36000 42000 301· :- ' 1079. 
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(1) . (2) (3) (4) (5) (6) (7) ( 8) 

1977•78 19597 28800 33000 36000 42000 324 1194 
1978-79 20640 29680 33600 36600 42600 331 1253 
1979-80 21870. 31890 - 35550 38700 44700 360 1336 
1980-81 24150 33510. 38250 41250 47250 401 1558 
1981-82 26910 36855 ... 43650 46650 52650 451 1739 
1982-83 29535 42525 52050 55050 61050 486 1882 

I 1983•84 33470 46437 56650 59650 65650 547 2180 
1984-85 36100' 50025 60875 63900 69950 582 2344 
1985-86 . 3~360" . "54688 '66600 69900 76500 620 2414 * 
Percentage groWth from 
**a)1973---

. 74to 1982- -- i 
1983 . 112.4 73.7. 73.5 52.9. -- . 

. ' 
45.4 94.4 116.3. 

b) 1973-74 . 
' - ., l17.5' to 1985-86 __ 183.~ 123.~ 122.0 94.2 . J', 82.1 i48.0 

: .. . 
. • Per capita NNP for 1985-86 is estimate~( G,fSiuning a growth rate of 3 per cent. 

. . ••. Before griN 'of eitltu of tlw two Jnterinl Reliefs; · 
• • . • '. 'J ' •,· 

l ( - ' . 
! · .• 

· .. 

. .. . ANNEXE4.6 
(See paragraphS 4.24 and 4.25) 

PaUem pfFinandng the Public Sector Plan Outlay . 

(Rs. crore) 

Sixth P1an 1980-85 Seventh Plan 1985-

Original Latest 
Estimates . Estimates 

1. Balance from CUITent revenue 14,478 1,893 (-)5,249 
2. Conttibution of Public Enterprises 9,395 5,810 35,485· 
3. Market Borrowings .19,500 22,120 30,562 
4. sman Savings . 6,463 9,912 17,916 
5. Provident Funds 3,702 3,956 7,327 
6. Term loans from fmancial institutions 2,722 2,582 4,639 
7. Miscellaneous capital Receipts (Net) 4,009 7,3§5 12,618 
8. Inflow of foreign resources 9,929 8,529 18,000 
;~. Drawing down of foreign exchange reserves 1,000 
110. Deficit financing/uncovered gap 5,000 15,684 14,000 
11. Additional resouree mobilisation 21,302 32,970 44,702 

Total 97,500 1,10,821 1,80,000 

Source: Seventh Five Year Plan 1985-90, VolJ. . 
Planning Commission, 1985. Tables 4.7 and 4.8, Pages 49 and 52 



ANNEXE4.7 
(SEE PARAGRAPH 4.26) 

RE~ RECEIPIS & REVENUEEXPEND:mJRE OF 'DIE CENTRAL GOVERNMENT 
(Rs. crore) 

1975-76 1976-77 1977-78 1978-79 1979-80 1980-81 1981-82 1982-83 1983-M 1984-S.S 

I. Revenue Re<:eipcs 

Total Revenue Receipcs 8075.42 8738.93 9792.09 11239.94 11339.54 12828.57 ' 15574.19 18091.30 20492.58 24383.69 

n. Revenue Expenditure : 

i) Developmenlal i. 

Expenditure 2156.95 3161.89 3646.04 4512.24 5044.01 5614.39 6523.86 7921.43 9444.66 119089.42 

ii) DcfcDc:e 
Expenditure 2251.14 2347.20 2385.94 2613.94 3093.61 3540.38 4167.23 4881.73 5666.70 6399.25 

ill) Other Expendilure 2780.44 2931.39 3330.31 3821.48 3896.02 5388.84 5176.64 6542.47 m8.ss 9572.58 
. 0\ 
\Q• 

, . 
of wbidllnterest ..... . ... 
Paymem 1221.16 1374.44 1521.34 1828.97 ' 2209.86 2656.40 3194.68 3973~68 4795.46 5914.50 
Total ReveDUe 
Expenditure 7188.53 8440.48 9362.29 10947.62 12033.64 14543.61 · 15867.73 19345 .. 63 42890.24 27881.25 

.., 

Surplus(+) . . ·-
Deficit(-) I-n (+)886.89 (+)298.45 (+)429.80 :i· (+)1292.32 (-)694.10 (-)715.04 (·)293.54 (~)1254.33 (-)2397.66 . (-)3497 . .56 

\~~. . . -. ··: ~) .. . :, . . '· 
' Sourc~.· Exp~ Memorandum on the Budget of the Central Gover~entfo;}~86-87,pages 124-125_ •. ·. ' . 

'\ \. . . . . . . . . . .. 
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Balance from Current Revenues- Centre (1985-90) 

ANNEXE4.8 
(See,paragraph 4.28) 

. I. Revenue receipts 

1. Tax revenues (gross) 

2. Less; States' Share o(Central Taxex 
.- i '. 

3. Tax revenue (net) 

1 4. Non-tax revenues ... 

I :··. 
. ' 

Total revenue reCeipts: 
'· 

II. Non-Plan revenue, ei~nditure' 
0 

.~· 
1 

1. Interest payments. 
•·· 

(. 
..... 

2. Subsidies c I i 
! 

('. 

- I - 1 . , ... 
3'. Defence 

. '·· I ~ 
'-. " ', 

4. Other non-devCiopment exi>enditure ':'.:; ' -· 
I ., 

5. ~a1nie~ance exPenditure oo. sJth Pian Sch~m~~ · 

6. --Grants to Stat~s; Uruon Tebtopes and Local bodies 
. . ' (- t I . •"• .. I . _, -

7. 
~- I,.: '."' .~. 

Grants_ to-fQ.retgq. GQye~~nts. ., 

~: :-1 :,:.. 1·.:. 
Totalnon-plan revenue expenditure 

•I - I ...... . . ,,... . 
• t .• ' ..... 

~- .. ) III. Balance from curre~t rerfnues (I-ii) . - c- ~~' 

- - I ·---- I ... 1·~-
C'h ',, 

(Rs crore at 1984-85 prices) . 

Amount 

138,941 

(-)36,087. 

102,854 

35,545 

r 138,39? 

46,222 

16,805 
' 

'- 45,000 
. : 

·;..._ '; 33,9q 
f '; 

1,684 

6,13~ 
.. 
. ' 653 

150,410 

(-)12,011 
.. 

Source: Seventh Five :fear Plein 1985-90, fol. i Planning C~mmission,l985 Table 49 ,Pages 52-53, 



CHAPTER 5 

PAYSTRUCI'URE UNDER PUBUC SECfOR UNDERTAKINGS 

S.l. We are required to examine and suggest changes in the present structure of em~lumentS me( 
conditions of service of central government employees having regard, among.other relevant factors, to 
the prevailing pay structure under the public sector under-takings, state 'governments, etc. ·The unions. 
and associations of central government employees have generally interpreted this to imply that there 
should be parity in wages of central government employees with employees of the public sector 
undertaking~. It has therefore been urged that such a parity should be brought about by raising the 
emoluments at the lowest level in the central government to bring them to the level of salaries in th~ 
public sector undertakings and the pay structure 'should be built up- accor~gly: Jn theit; 
memorandum, the Staff Side in the National Council (JCM) have pointed out that the general principle 
that the central government service remuneration should be comparable with that paid for similar work 
in other sectors, particularly the public sector, has' to be recognised as a principle of wage 
determination. - ~ ' . ' 

. ( - ~~ . . .. . . . . ··; ' . -, 

5.2. The term •public sector undertaking" referred to in our terms of reference has not been 
defmed. The Fourth Schedule of the Rules of Procedure and Conduct of Business' in Lok Sabh~ 

-includes a list of public undertakings which are either "Government Companies" 'under 'the 
Companies Act or undertakings established under the Central Acts:, The Bureau of Public Enterprises 
in its Annual Survey covers not only undertakings which come within .the pUrview of the Committee 

·on Public Undertakings of Parliament, but also some other commercial and industrial enterprises of 
governmenL Banking companies, Reserve Bank of India, State Bank of India and other financial 
institutions are not included in the fourth schedule and are also not covered by the survey of Bureau of 
Public Enterprises. The central government employees, while making their repres~ntations, have 
however referred to all these organisations as public sector undertakings for comparison of their 
emoluments. For purposes of our enquiry and report, we have _also interpreted the expression "public 
sector undertaking" , in our terms of reference liberally so as to covefall such undertakings. · ~ . 

~ _• ,. • •,' , . t~ l ~ ' - ~· I · ~ 

S.3. The public sector is important both in terms of manpower emplQyed and its potential. 
According to the annual survey of public enterprises . (l 984-85), there are. at· present 207 
manufacturing and service enterprise~ and the capital employed by them is about Rs.36,000 crore . 

. The total labour force currently employed in the under-taking is about 21.llakh. During the period 
1973-85, the employment in the public sector increased by about 60 pei: cent as against 26 per cent 
growth under the central governmenL The Capital employed in p11blic sector during the same period 
went up by about six times. The profitability proflle of the public enterprised is given in annexe 5.1. · 

5.4. About 190 public sector undertakings have been established as joint stock 'co_mpanies ~nci~r' 
the Indian Companies Act, 1956, and the others are statutory corporations set up under Acts of 
ParliamenL There is delegation of powers to the Board of Directors 'of each unit and there is a list of 
items (varying from enterprise to enterprise) for which approval of government is requ~ed, and these 
are mentioned in the Articles of Association of the undertakings. - - '·- ' 

5.5. As the main demand of central government employees is for parity with public sector, 
undertakings it may be useful to mention hOw the pay structure has evolvetd in these organisations.: 
Initially, the pay scales and the other terms and conditions of service of employees in the public sector. 
undertakings were broadly comparable with those in central govemmenL For example, the State 
Trading Corporation (STC), which was set up in October, 1963, prescribed the central government 
pay scales and conditions of service for its employees. It was somewhere in 1969 that STC entered 
into an agreement with the unions and adopted a pay structure which ~as different from the pay 
structure under the central government Similarly, Bharat Heavy Electricals Ltd. (BHEL) w~s. set up 
in November, 1964, and its employees were given central government pay scales and condtuons of 
service. BHEL thereafter finalised a wage agreement in 1968 when a new pay structure was evolved. 

71 
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5.6. The Second Pay Commission observed that, on the whole, the pay of a lower division clerk 
in government service at that time did not compare unfavourably with the corresponding rate in 
outside employment like Life Insurance Corporation and State Bank of India. The position however 
changed by 1970. The Third Pay Commission also compared the emoluments under central 
government and nationalised class 'A' banks and Reserve Bank of India for two categories of posts 
viz., peon/messenger and clerk/typist. ·It found that for both these categories the ~moluments under 
central government did not compare favourably with those of the banks. The Commission noted with 
concern the phenomenon of widen~g disparity in emoluments between the central government and 
public sector employees which often. permitted the undertakings to outbid the government with the 
government's own money. The only reason why even the losing concerns were able to increase 
wages· wa~ the backing provided by the central government and its tax revenues. The Commission 
recoJ:JUileQ~~4. that a common wage policy should be evolved for PU:blic sector undertakings, and an 
effcx:tive COQ~ating machinery. should be established to ensure that pay scales of public sector 
~gs w~JC fixed with due regard to possible repercussi~ns on other public sector undertakings 
and ~n the government's own scales of pay. No effective action was however taken on those· 

· rec~~tions of the Third Pay Commission. 

5. 7 .. After the report of the. ThintPay Commission, the disparity in emoluments of employees in 
public sector an~ central government widened further. We have attempted to compare the emoluments 
in the two sectors for three categories of posts e.g., peon/messenger; IDC/typist and staff driver 
whose duties are somewhat comparable. We f'md that. a peon /messenger. in all public sector 
undertakings, except those following central government pattern, was getting higher emoluments in 
comperison to the emoluments under the central government. · The emoluments of a peon under 
central government were ab®l Rs:692 per month as on January 1, 1986. In the public sector 
undertakings, at the minimum;pf the scale~: the difference ranged from RS.100 to about Rs.330 per 
month. · - · · 

5.8 .. The comparison of emoluments for the staff car driver and IDC/typist brings out a similar 
difference. 'The emoluments at the minimum of the scale for staff car driver in these undertakings 
exceed those in central govemment.-~y amounts ranging from about Rs.25/_. to about Rs.485 per 
month and those for IDC/typist·exceed by amounts varying from Rs.5 to about Rs.250 per month . 

. , 
.·5.9. The disparities have.lgrown over the ,years despite, attempts to control them. The 

government have issued, from-time to time, executive instructiol)s to the public enterprises that no 
revis~on of pay scales and allowances should be carried out by them unless i~ has been specifically 
approved by the administrative ministry,· the Ministry of Finanee and the bureau of public enterprises. 
The first instruction in this regard was issued in October, 1971. · It was stated that there should be no 
general revision of wages 011.increase in' fringe benefits in the public enterprises without prior 
consultation with the central government.· This was followed by another instruction in December, 
1972 which laid down the procedure and guideliries for examination of proposals for revision of pay 
scales. It was, inter alia, directed that proposals for increase would require Cabinet approval. The 
implication of proposals for wage increase in terms of financial costs, the impact on profitability and
the production of the unit, and the impact on other units in ·the same industry were to be brought out at 
the time the proposal was sen~ for government approval. The managements were also advised to 
undertake prior consultation, where necessary, with the chief executives of other corresponding units 
in the industry. Instructions were issued again in July 1983 drawing attention to the fact that some 
undertakings had negotiated and signed agreements with their workers' representatives without 
obtaining the approval required under the December 1972 instructions. The earlier instructions were 
reiterated. The instructions do not however appear to have been followed by the concerned 
ministries/departments. If the instructions had been followed and the recommendations of the Third 
Pay Commission implemented; the disparities would have been contained. · 

. . ' . . ' . . 

' 5.10. The emoluments within the public sector under-takings also vary widely. It appears that 
undertakings following the central government pay and delU'lless allowance pattern are ofter paying 
similar or less emoluments to their employees than the government. Those following the central pay 
scales and industrial dearness allowance pattern are, in some cases, paying even less. But many other 
undertakings are paying significantly higher e~oluments. Public sector is not thus a homogenous 
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unit or group for comparison of emoluments.' This has made comparison extremely difficult: 'The 
undertakings o~ central pay pattern are about 70, and employ .. more than 5 ·lakh employees. TJleii'. 
number and pay scales cannot be considered insignificant · It will not therefore be fair to confine the 
comperison to employees of undertakings paying much higher wages: · · · .. · , ·: ·. 0 · · ·. · • ·· ~ 

' - I i . . . . : I _; ' ,-.' : . I . : • • ' ' .\ -~ . : ' l .,. .... _; ' • ' '1.! -~- . ~: .-· 

5.11. It appears that the employees in some of the public sector undertakings are able to secw-e, 
higher wages and better conditio~s of service as-~ result of frequent wage, negotiations/agreeine~~ 
through collective bargaining. While the central government has. been re:v!sing ~e pay Sti"\Jct,ure p~ i,t~ 
employees after a decade or so, wage revisions in the public sector are carried out once in fotityears. 
There have been three wage agreements in almost all units be~een the years 1973 and 1983_. On each 
occasion when new agreements· were signed,: substantial wage increases were· made~ r; The pay 
structure was not only adjusted for increases m the cost of living d~;~ring the intervenmg periOd; but 
amounts were also added to evolve new pay scales: The incrc!as~:in: the second agreemerit'ranged 
between Rs. 70 and Rs~ 200 per month at the' minimum of the ·lOwest scale arid the correspOnding 
increases in the third agreement varied from Rs.270 to Rs:400 Per month! • · : . : .··. · · ·; -~ · · : · · ·;' · i ·•. ·l 

• ; , O I ~- ' • ."~ 1 ~~ "}'.'_, )· • • _' ~- · i ·. ' ~-: 0
, :·: .--, 

5.12. The consequences of wage negotiations for up-ward revision of pay every four years or so 
can be seen from the trends in the growth rate of average per capita emoluments 'of p~bli2 1sector 
employees. The per capita emoluments of public sector employees went up from Rs: 54~0-iti 1970-~ 
71 toRs. 24,300 in 1984-85 registering an increase of about 344 l>er.cent; During' the same' penOd~t 
the consumer price index increased by about 214 per ce~tand the per capiti{nailcirial'fncome (a~ 
current prices) increased by about 270 per cent Thus the emolument~ . of .public. see tor eiriplQyees 
appear to have grown at a rate higher than the rate of gtV\_Vth of the econo,my.'. . .· ': ... j J ;; ; - • ' .. 1 • t:. .. 

,' • - , ' 1 

1 
I' ," I ~ 1 ·: _j ,f' ;J;' :.,:(~ ~:-.·,_. -t:~ ... r ~'j'f: , • ~- '' 

5.13~ It also appe~ that there is, s~metimes, yery little, co-relatiC?~\ b~t~eep1 .the, ~ag~ ~evel~. ~ 
public sector undertakings m.td their profitability .. · ~orne under-takings bavib~~ ip~uffing .losses 
continuously, and yet freque,rit wage ~visions ~av!f pee~~~ncie~en, g~y,ing .s s~~i~ ~age increases) 
to the employees . .It seems no serious effort has beeJl made t~ .keeP. iin ~ie~ .. -~ 'pr¥u~yity .an4. the 
capacity to pay, while revising the einohimeiJts. Ano,ther ci:iti~i.~Jl} :~~_NchJtas, <,>fte_!\ p~~n tpade, an4, 
has .been urged for our consideration, ts ·that public.~ector orga~i~ationJi _loo~ ,~}osely: a,t ea~h, 9ther 
when determiriing their pay and that' gives pse to a vicious ~ircle,. Je.a~iing to pay SJ?riaJ .~ .~qb~c. s~tor 
undertakings are sometimes established or created .~ecause Qf g<?.v~rnmc;m_t's_ desi!~ ~~ P!Ovjde be~efl~; 
to the public. They are also sometimes able io secure certain concessi9ns .iffi9. ~~c:PJtj~~ ,a,nd ,h~v~~r 
when successful, developed-monopolistic tendencies. ·T4ey tend to acquire a sense of ~ell being 
even when it is not justified by their performance and it has been urged before us .by some 
independent witnesses that such undertakings tend to acquire a liberal attitude towards their employees 
and sometimes resort to price hike which is passed on to the consumer to provide the much required 
fmance. Criticism of this nature cannot be rejected outright We have, all the same, not taken it as of 
general application. •But what cannot be denied and has to be taken note of, is that government 
departments have to function under strict financial constraints. It has also been pointed out that the 
general level of remuneration in public sector undertakings is not only out of tune with the wages in 
agricultural sector, but in some cases it is even higher than the manufacturing sector. The public 
sector undertakings paying higher emoluments have thus emerged as a 'high wage island' in th~ 
economy. H the salaries of central government employees at the lowest level are to be revised to the 
level obtaining in these public unde~gs, it will amount to an increase of about Rs.320 per month 

· over, the present. emolume_ntS. · lf'.the s-~e orde(of i,i.lcrease is to be given to other employees to 
maintain the existing differentials, it will 'involve an additional financial burden of about Rs.2000/-

. crore per annum on this aecount alone. · · · ·· 
: . . • . ·. ~ ... • : ' . : . . ... . . . ..•• ~ • . . . . • :·I: 

. 5.14. 'The public sector undertaldiig~ ;pay-rollieif employee.s a 'Variety of all<?wances and provide 
~:"'various fac~fies: 'Some'of the allowap.ces' are ~~ s~~--aS admissible· to government employees, but 
· ·. at differe!lt rates~ Th_ere are several types of npii:p!(y tienefits such'as provision of conveyance or 
• .. payment for it, subsidy for tea of ltinch, which ai~ nofgenerally available to government employees. 

In regard "to the working hours, leave enti~lement ~d holidax$,Jiie government employees generally 
have an advantage. The employees in the public sector unde$kblgs are covered by the contributory 
provident f1p1d and gratuity schemes. With the improvements in the pension schemes applicable to 

· · gov~rnment employees, the retirement benefits admissible to them are considered better than in public 
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sector undertakings where pension schemes have not been introduced. There are thus several 
differences in the packet .of total benefits and emoluments of the employees. It is not therefore 
feasible to undertake a comparison of the em<?luments available t<;>. central government employees and 
those working in the public sector undertakings_ as it raises several conceptual issues and other 
difficulties, particufijlfly in the matter of computation of non-pay or indirect benefits and their 
conversion into monetacy term.s. Even though the emoluments of posts at certain levels in the public 
sector undertakings are generally higher, there is no evidence of movement of any category of 
emptloyees from government to the public sector. · 

- - '' 

~.15- The main demand of the employees is for parity at the lowest level where the job content, 
duties apd responsibilities are said to be similar. However, it appears that the job content of even a 
peon/messenger in the central government may not l>e similar in all respects with that in the public 
sector undel'UJlcings for a variety of reasons. For instance, there are differences in the working hours 
and the numbers of employees. There are also differences due to combination of tasks. In some of 
the undertakings, a typist is required to know shorthand also a;nd a telex/telephone operator 
combines the work of a receptionist . . . . . . - - . , - , - ,_ rr . r : 

5.16. 1There are several organisations and administrativ_e-units, etc. in the .administrative 
·machinery of government for doing specific regulatory, developmental and other _functions. All this 
had led to the evolution ~fan administrative structure over the years. The hdministration of the ceniral 
government has therefore acquired its own distinctiveness. There are organised services and cadres 
~th their own hierarchy, suited to the roles assigned to theJIL There ~ also well defm~ methods of 
rec~tment at different levels through competitive examinations, departmental promotions, etc. The: 
duties and responsibilities of the functionaries at various levels are unique and difficult to compare 
with outside employ~ment 1he employment in government has itS own status and security. The pay 
structure for the employees of such a vast and complex organisation cannot be based on a simple 
comparison of the pay scales of posts at the lowest level in the public sector Undertakings.: ~e public] 
sector undertakings have been created by govemment for specified purposes, and have adopted their· 
own pay structure. The nature of work there and the conditions of service are different · The pay 
structure and the conditions of service of the central government employees have to be determined on 
their own merits. The structUre of emolumentS in public settor undertakings is no doubt relevant for 
the purpose of .forming our'views about the emoluments of central government employees ~d we 
have kept it in view while formulating our proposals. . . . . . ' 

,· ,• 
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PAYSfRUCI'URE UNDERSTATE GO~ 

6.1. The number of employees under the state governments is more than the number of civilian 
employees under the central government, tt.lhile the number of civilian employees in the centrtal 
,government rose from 28.4lakh in 1971 to 32.91~ in 1983, the number of state government 
employees increased from 4Z.2lakh to 60.31al41 during the same period, representing an increase of 
about 16 per cent for central government and 43 'F cent for state governments.· The central and state 
government employees are sometim,es · requi!ed to work together in the formulation and 
implementation of development programmes ana:ofher activities and there is interaction among them 
at various levels. Most of the state government ~mp~oy~ belong to organised services~ 

6.2; According to our terms· of reference;w~ are' required to make our recommendations having 
regard, inter alia, to the prevailing pay structure under the state governments. We have received 
in:formation from the state govemments abOut thel>ay scales' of different categories of posts, 
allowances, retirement benefits of employees and other relevant conditi:>ns of service~ We had sent 
copies of our questionn~ to them for eliciting the# comments. During our visits to some of the state 
capitals, we had discussions with the officers of the state governments on matters relating to our 
work. "ne local associations of the all-India ~rvices also met us during those visits~ Later, we 

. invited the Chief Ministers of states for discussion with Us in Delhi. The discussions covered subjectS 
like scales of pay, dearness allowance, other alowances~ all-India services, other conditions of service 
and retirement benefits. The information furnished by the state governnments and the discussions we 
had with the Chief Ministers and Ministers of state governments arid their officers, were very useful 
in our deliberations. i '.; · · · · · -~ · ·-· 

6.3 ·The pay structures of state go~ernment ~mplpyees have bee~ subjecte4, to periodical revision 
by respective state pay commissions. All the s~~(¢xcept Hiniachal_Pradesh, which has been 
following Punjab pattern, set up at least one pay coiJUI).i_ssionlcomitiittee o~ appointed a pay revision 
commissioner after 1973. In some states, the revision of pay scalej has been done more than once 
during the period 1973 to 1985. The Kerala and Tan1il Nadu pay commissions gave their_reports in 
·1984 and 1985. While the existing pay structure of central government employees is related to index 
average 200(1960=100), in the states the pay structure is related to different index levels from 200to 
568 (1960=100). The government ofMaharashtra has decided to adopt; to the extent possible, the 
recommendations of the Central Pay <:;oriunission for application to the~ own employees instead of 
apointing a pay commission. . 1 : , i 1 

6.4 There are difficulties in comparing the structure .of emoluments 'of central and state 
governments. The nature of work and ;responsibilities of employees working in central and state 
governments differ in several ;respectsJ In fact there are organisations which are peculiar to the 
central government like Railways, ordnance factories and Post and Telecommunications departments._ 
The pay scales of employees in central and state governments are therefore comparabl~ only for some 
categories of posts. Even so, a mere c~mparison of the pay scales may no~ be appropriate as these 
have been revised in some of the states with reference to different index levels. ·It is therefore 
necessary to take into account the total ~moluments inclusive of pay, dearness allowance, interim 

li f t ' . ' 
ree,ec. .j -.... · .· :: 1 

~.5 We have compared a few posts, and found that a matric and graduate trained teacher, staff car 
driver, staff nurse and medical officer in the state governments are generally paid less at the minimum 
of the pay scale and only in a few cases their emoluments at the maximum of the scale exceed those 
under the central government . On the1 other handt LDC , constable, head ~onstable, telephone 
operator and midwife are getting higher'emolulJ1ents in some of the states, both at the minimum and at 
the maximum of the pay scales, than tho&e undet the centre. In most of the states, a peon/messenger 
gets lower emoluments at the minin1um of the scale compared to a peon in the central government, but 
at the maximum of the scale, the emoluments are higher in some of the states. The higher emoluments 
at the maximum of the scale in some of the states are due to longer span of pay scales e.g. for the post 
of a peon in West Bengal, the span of the scale is 28 years and it is 30 years for a constable in 
Rajasthan. 

7~·.· 
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6.6. We find that there is no unifornity in the pattern of pay scllles applicable to different 
categories of posts under state governments. For example, while some states have equated a staff 
nurse and a stenographer, others pay more to the stenographer than to the staff nurse. Similarly, 
while some states have equated a constable with a clerkltypis~ that is not so in other states. In some · 
of the states, a clerk/typist has an edge over a staff car driver, while that is not so in other states. The 
relativities between these categories of posts are also different in the central government, and 
therefore comparison becomes difficult. . . .. ·.. · .. ' . . . . · · . 

6. 7 The Second Pay Commission was generally of .the view· that salaries of employees under state 
governments should be determined on the basis ()f the financial' resources of the states. and the 
economic situation, etc. The Sixth Finance Commission recommen(JedJldditional provision of funds .. 
to those states which were paying lower emoluments than all states' average as on January 1,1972 to 
enable them to raise the emoluments of their employees. The. Seventh and the Eighth Finance 
Commissions suggested a similar approach .. Some of the state pay commissions have ~xpressed the 
view that salaries under central government could be higher in view of all-India transf~r liability Qf 
centr(at government employee~, It may generally be said that the state govern}llnents hav~ been trying 
to improve their pay scales as and whel) necessary~". , . · 

6.8 The state governments have made eff~to reduce the number of pay scales while,revising 
the same. The number of pay scales in some ()f.·the states are; Andhra Pradesh (30), Assam (33), 
Bihar (22), J&K (26), Karnataka(19), Kerala(27),.: Madhya Pradesh· (23), Maharashtra (31), 
Meghalaya(28), Rajasthan(31 ), Sikkim(2), Tamil N adu(17),. Pttar Pradesh (29) and West Bengal 
(29). 

. . . . . . . . . 
-~ . . .- ' · .. - ~- .. 

6.9 All the state governmentS give compensation for increase in th~ cost ofli~g in the form of 
dearness allowance more or less on the cental governmentpattern. Fffowever, there ar~ ·several states 
which do not give full ~eutralisation for the increase. ~ cost of l!vi~g even t<? their .lowest paid 
employees. But some states provide more than 100 per qnt neutralisatiOn to therr empl~yees at the 
lowest leveL The percentage of neutralisati()n is well over 40 per cent for the employees iti the highest 
pay bracket in some states. A few states have introduced a slab system for payment of dearness · 
allowance. ·. · · ·. · · · · ' • · . : . ' 

. 6.10. In regaid to the other conditions of service, we find that there are differences between the 
central and state government employees._ For example, many states are permitting enc~ent of 
leave to their employees during service. The amount of leave which can be encashed ranges from 15 
to 30 days in a block of 2 years. Most of the states do not have a system of payment of overtime 
allowance. For a few categories of employees who are required to work at odd hours; such as staf( 
car driver, some states are giving special pay: and a few others have adopted a system of staggered 
working hours. The number ofholidays_aviihble t6 State gove111inent employees is generally more 
than that under the cenifl government. . ·· ' · :~ ' · ·· . . · · · ' . · . 

' .. ·,., J. . • 

6.11 It appears that the pay structure and cond.itiolls of set1vice of state government employees 
have been determined by each state independently and with reference to its re~uirements. There is no 
uniformity in the pattern of scales of pay for vario~s categories.ofposts, The relativities which have 
been established between different categories of posts ~s(> d.i(fer, .from one state to·another. Then 
there are differences in regard to allowances, death-ci.un-retirefuent benefits and other facilities 
admissible to employees of the state governments· and the centr~ g~vernmept. 

. . . . . ' '. . . . -.~ l ... 

. 6.12 During our discussions, the Chief Ministers"and Miri.isters of state governments suggested 
that while making our recommendations iri reg~d to the pay structure of central government 
employees, we should.iake into account thei.J.: reper9ussions on state government. In particular, they 
emphasised that since most of the state governments are broadly following the central pattern for grant 
of dearness allowance to their employees, the frequency of payment of dearness allowance should be 
so regulated that it may be possible to have proper budgetary planning.· "Some of the state 
governments also suggested that the state governments should be consulted before sanctioning 
dearness allowance to the central government employc:es. ,Most of the State governments were against 
continuance of any scheme of overtime allowance .. 1 .: ;. 1• . . 

6.13 The struc\ture ofpay,and emoluments o;.s!att1,~overnments has evolved over a peri~ of 
time and efforts have also been made by them to rationalise it. We have kept in view the prevru.bng 
pay structure under the state governments while formulating our recommendations in l'lr8~ to the 
structure of emoluments and condition of service of central government employees. 



.CHAPI'ER 7 
PAYDEI'ERMINATION 

· 7.1. Pay determination is the primary task of a pay commission. It is of such magnitude· and 
complexity and has such far reaching consequences that governments setting up such commissions 
have often thought it' advisab~e to state iri their terms of reference that they shall examine the 
principles which should govern the structure of emoluments of the employees. That serves a dual 
purpose: it enables the commission to determine those principles at the very outset and to follow them 
all through, and it enables the government and the employees to know on what principles the 
commission's report h~ been founded. · · 

7.2. The resolution appointing the First Pay Commission required them to enquire into and report 
on, inter alia, "the principles _on which the remuneration of industrial workers and daily rated 
employ~ of government should be based ", but did not otherwise refer to the principles of salary 
determination for the other employees. Even so, they dealt with the "principles" as a whole. The 
terms of reference of the Second Pay Commission required them to "examine the principles which 
should govern the structure of emoluments and conditions of service of the Central Government 
employees". Those terms were therefore wider and pervasive. The terms of reference of the Thir4 
Pay Commission also required them to enquire into and make recommendations on "the principles. 
which should govern the structure of emoluments and conditions of service of Central Government 
employees", 

7.3. It would thus ap!Jear that all the earlier Coriunissions were required to examine and mention 
the principles of pay determination. There is no such specific requirement in our terms of reference. 
That, however, would not matter because when we are reqttired to examine the present struucture of 
emoluments and conditions of service and to suggest changes in the existing structure as well as to 
rationalise and· simplify the allowances and benefits in kind in order to promote efficiency in 
administration, having regard to the other factors mentioned in the terms ofreference, it is necesary 
that we should set out certain principles, or what may less ambitiously be called factors, which will 
govern our recommendations. That in fact is a basic and a foundational.requirement if we have to deal 
with our problems with ease and speed and if ourrecorilinendations have to.carry conviction with the 
government and the very large number of its employees for whom this exercise has been undertaken; 
That being so, it is as well that we should enunciate and enumerate the basic factors at the very 
outset. t: ~ .' !:. • . . • \ . . ( . . . - . i : 

.. 7 .4. This, in turn, ~ed us t6 think how we should describe the heading of th~ cha~r or the items. 
which" will go to formulate or make up the points which will. govern our thin'king. If we may be 
permited to say so, the Third Pay Commission used various expressions to describe what they
wanted to convey: They thus used the expressions "characteristics",requirements", "criterion", 
"principles", "basic principles", "guidelines", "approach", etc. to describe what weighed with them in 
finalising their views and making their recommendations: They had however no difficulty in giving 
the heading "Principles of Pay Determination" to the chaper (No.5) as a whole for, as we have said, 
their terms of reference required them to enquire into and make recommendations on the "principles" 
as such. In the absence of any such constraint, we are content with mentioning the factors which have· 
guided us in our deliberations, and are content to let this chapter go under the rubric "Pay 
Determination". What we have mentioned in the chapter are what we have thought of as the factors 
which are to guide us in our task. 

' 
7.5. In proceeding to do so, it will be convenient to refer to what the predecessor Commissions 

chose as their "principles" for pay determination. 
l 

7.6. The First. Pay Commission thought it be~tto start with the "broad principkes'' enunciated by 
the Islingto~ Commission of 1915. The law of.supply and demand which was to result in securing 
the cheapest services, was not approved by the Islington Commission and its rigour was softened by 

7R 
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resort to the concept of responsibility attached to the post and the necessity of pi acing officers beyond 
the reach of temptation. Even so, the Islington Commission took the view that government should 
pay so much and so much only to its employ4" as was necessary to obtain recruits of the right stamp 
and to maintain them in such degree of comfort and dignity as would shield them from temptation and 
keep them efficient for the term of their services. That principle was criticised as Ricardian in spirit 
and based on the capitalistic outlook of the nineteenth century. The First Pay Commission therefore 
thought that the application of some "moral principle" was expected when the government happened 
to be the employer. Even while appreciating that business considerations were not paramount in the 
running of a government, the Commission took the view that the influence of the law of supply and 
demand could not be ignored wholly !J1 fixing the salaries of public servants. The Commission 
observed that the ''fairness and adequacy" of the salary proposed must be judged from the standpoint 
"not only of the employees but also of the employer and the .community". On that principle, the 
Commission was led to think that the test formulated by Islington had only to be "liberally interpreted 
to suit the conditions of the present day and to be qualified by the condition that" iri no case should a 
man's pay be less than a "living wage". The subsequent observations of the Commission show that 
its concept of living wage was quite akin to "minimum wage". 

7.7. As we have stated, the terms of reference of ~he Second Pay Com~issio~ required ·it to 
examine the principles which were to govern the stnicture of emoluments and conditions of service of 
all central government employees. The principles were thus to have awideror pervasive application 
in the deliberations of that Commission. It reached the conclusion that the minimum wage or salary 
should not be determined "merely on economic considerations, but should satisfy also a socfal test
both because of its intrinsic validity and because of its bearing on. efficiency" . . It thought that a 
"combination of social and economic considerations [was ] appropriate also in the determination of 
the highest salaries". ' 

7 .8. As in the case of the Second Pay Commission, ,the terms of reference of the Third Pay 
Commission also required it to enquire into and make recommendations on the principles which 
should govern the structure of emoluments and conditions of service of the employees. , There was 
however one important difference. It was specifically stated in Paragraph 2 (vii) of the terms of 

- reference that having regard to all relevant factors, that Commission may, while enquiring into the 
level of minimum remuneration, examine the employees' demand for a need - based minimum wage 
based on the recommendations of the 15th Indian Labour Conference. 

7.9. The Third Pay Commission took note of 'the discussion of the principles of pay' 
determination in the reports of the earlier two Commissions and felt that a reappraisal of the 
principles was fully justified by the changed circumstances. We are in the fortunate po!;ition of not 
only gaining from the views of the first two Commissions but also from the full and detailed 
discussion of the principles in the report of the Third Pay Commission. We think ~t wnt ~ 
advantageous to refer to some length to what the Third Pay Commission has stated for there is much 
in it with which we are in agreement · · ' · 

7.10. The Third Pay Commission made a reference* to three major requirements of a sound pay 
policy, viz. inclusivness, comprehensibility and adequacy and drew in that connection on the 

. Handbook** of Civil Service Laws and Practices (U.N. 1966) p.85. They then proceeded to outline 
their approach to the task of devising the pay structure for central government employees and the 
principles they had kept in view. In doing so they made some observations on. "well-known 
principles" for pay determination. Speaking briefly, they expressed*** the view that while 
disproportionate importance should not be attached to private sector salaries, it was nevertheless 
necessary to take note of the rates of pay and other conditions of service prevalent outside 
government as a "corrective". They also expressed the view that supply and demand conditions "th 
have relevance though they are subject to several qualifications". In particular, they pointed out that 
since the supply of unskilled labour was abundant, the wages to be paid to such workers should .be 
ralated to essential physiological needs rather than to conditions of supply and demand. ~ey · 
however rejected the principle that government should act as a "model employer" and took the v1ew 
that it could certainly "try to attain the more modest objective of being a 'good employer' ". 

• Cli0pter3, Paragraph 3 ofReport. h 6611802 ih CliQjjter 3, Paragraph 89. 
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7 .11. The Commission then proceeded to formulate their "concrete principles which could be 
used as practical guidelines for the purposes of pay determination"£. They started by saying that it 
would lead to rigidity if they were to attempt to formulate one single principle encompassing the 

. entire gamut of central government employees and found ~t adyisable to "bear in mind several 
principles and conditions· when recommending scales of pay for. different posts and services ". 
They stated that though the principles formulated by them "were gener~lly applicable in most cases", 

. they "may have had to deviate froni some pf [those] principles in other cases" having regard to'the 
f;tct that they were not writing on a clean slate and were dealing with a massive organisation which 
had already developed along particular lines. 

7.12. That Commission was thus of the view that government being the dominant employer-
. I should formulate its own principles of wage determination suited to its needs, the true test being 
/whether government service was "attracting and retaining the persons it needs and they [were] 
I reasonably satisfied with the pay and other conditionS of servfce taken as a whole." The 
: Commission then proceeded to flx the minimum wage as their frrst point for consideration for they 
;··were required by their terms of reference to do so while enquiring into the level of minimum. 
- · remuheration. The Conimissi9n indicated in Chapter 6 of their report the reason why the minimum. 

· wage should be flXed according to "social norms so as· to ensure a reasonable standard of living 
without adhering to conditions of supply and demand". They added that since the "minimum" was 
bemg fixed somewhat higher than what it previously was, it should not constitute a floor upon which 
a new wage edffice would be tiuilt incorporating equi-proportionate increases at all the higher levels. 

· For the upper ranges of salaries, the Commission set a limit tiy consideration of social acceptabilitY, 
in,t:hiding the reduction of disparities in income. For the intermediate levels, they found that the 

. principle of equal pay for equal work taken broadly would cover the range of pay. It also seemed to 
. the Commi.ssion that in the absence of any distinguishing features, employees of the central 
· government in different branches should be paid equally if their work was adjudged to be of equal 

· value. For doing so, the Commission specified the factors on the basis of which comparisons were to 
be camed out. They were also of the view that the difficulty and complexity of the task to be 

. performed, as- well as the ·respo~sibility undertaken, should be given considerable weight in
determining the scale of pay. They expressed themselves in favour of reducing the large number of 

_pay scales and to establish equitable relativities not only vertically but also horizontally. They 
· however took care .to mention that a relatively large number of grades may be necessary to provide 

· .. pro\llotional outlets. , : . 

. . 7!13. As regards the Qrganised Services, particularly the all-India Services, the Commission 
stated that the primary consideration in fuing ~e time scales should be to ensure that tlie terms 
·offered were attractive enough for persons of the requisite calibre who·were leaving the Universities 
to make a life-time career out of government service. At the upper level, the Commission observed 
that ~rsons who were required to possess specified post-graduate qualiflcations or to undergo highly 

·specialised professional training for the due discharge of their duties, should be adequately 
remunerated and their pensionary benefits safeguarded keeping in view the additional time and money 
spent by them in acquiring those qualiflcations. For those categories of employees.whose traiiiiitg 

· ; and.talents were readily marketable abroad, the Commission thought of matching the terms available 
abroad to some extent. They also expressed the view that the relatively favountble treatment given to · 

· . white coller employees may be discounted and a premium allowed to professional and technical men 
so· as to encourage prospective candidates to acquire additional knowledge and skill. · 

, 7.14. We have mentioned the principles or views of the Third Pay Commission at some length 
because theirs' is the prevailing report and also because they are quite suitable. Even so, some 
changes have taken place in the perspective since then, so as to require a reappraisal of the factors 
which should weigh in pay determination. . 

7.15. The Preamble to our Constitution which contained the solemn resolution to constitute our 
· _country intO a "Sovereign Democratic Republic" was amended by the Constitution (Forty-second · 

£ , Chapter 5, Paragraph 90. 



81 

Amendment) Act, 1976, with effect from January 3, 1977. The words 'SOCIALIST SECULAR" 
"and integrity" were added by section 2. Since the Preamble is a part of the Constitution as declared 
by the Supreme Court in Kesavananda v. Kerilla, * the amendment made a visible change in the 
complexion of the Constitution. It is true that, as has been observed by Chinnappa Reddy J., in· 
Sanjeev Coke v. Bharat Coking,** although the word "Socialist" was introduce4 into the Preamble 
by a late amendment, socialism had always been the goal as was evident from the Directive 
Principles of State Policy. The amendment, however, "emphasised the urgency" of that goal. It 
expressed a concern for the social welfare of the oppressed, the unfortunate and the disadvantaged. · 
Again in D.S. Nakara v. Union,*** the Supreme Court considered the implications of Socialist 
Republic and stated that the objective was to strive to set up a vibrant "throbbing socialist welfare 
society" in place of a "wholly feudal exploited" society. 

7.16. The word "socialist" has not been defmed in the Constitution, but it is a word of great 
importance for by itself it has become the centre of the hopes and aspirations of us all - a beacon to . 
guide and inspire all that is enshrined in the articles of the Con~titfution. It proclaimed the country's . 
determination to free us all, without distinction of any kind, from all forms of exploitation. .To the , 
worker or the employee, it was the ~atest assurance of his right- a right which did not have to be 
found in the part dealing with Fundamental Rights", but whjch inhered to the very fabric of the 
Constitution, by virture of the tallest and noblest of the people's resolution. The least that can be said 
is that socialism pronounced that the "common good" ()fall citizens, and "welfare State", were 
concepts on which the people of India had takeri a solellll\ stand to base their supreme charter. It is 
true that articles 23 and 24 of the Constitution guaranteed the fundamental right against exploitation, 
but if the evil did not go that far, or fell short of what the articles prohibited, it was still possible to 
invoke the Constitution as such. The amendment of the Preamble was therefore a matter of supreme 
importance to the working class, for the concepts of common good and welfare State ushered in tJte 
concept that pay or emoluments of an employee . were not merely personal to him .but had an: element 
of social content. To say the least, it justifies, if _any justification is neces.sary a reappraisal of the 
factors which should go into pay determination. . ! ·. . · • ~ · : · • ' • '. · •.. · 

7.17. We may as well refer here to the "Directive Principles of State Poiicy" contained in Part IV. 
of the Constitution. Article 38 thereof directed that the State shall strive to promote the welfare of the · 
people by securing and protecting as effectively as it may a social order in which justice, social1 
economic and political, shall inform all the institutions of the national life. But as was stated in article 
37, the PJ'Q\'ision could not be enforced by any Court even though the principle was fundamental in 
the governance of the country, and the State was enjoined to apply it in making laws. :After the 
amendment to the Preamble, there was nothing to inhibit a citizen from seeking redress on the p>und 
that what be was asking was his due in a "Socialist" State. · 

· 7.18. Thb Third Pay Commission took note of the concePt of equal pay for equal work as a principle .. 
·· : for determining the salaries of government employees and considered the provisions of clause (d) of . 

··article 39 in the DireCtive Principles part of the. Constitution. They directed their attention to the 
' · ··question of "fait c!'_mparison" - particularly with reference to the public· sector undertakings - and ' 

·. ~ 'found_that tliey were··yaced with a dilemma". We shall return to that part of the mater later. Our · 
· • ' purpoSe here is to point out that the Third Pay Commission did not deal with the direction about ·. 
• • . . II living wage" "f<)r woi:ICers, contained in article 43. They made a referenc~ to Hindus tan Antibiotics I 
·.. 1cHay· that the eortcepis ·of minimum wage, need-based. wage, fait-wage and living wage,. though 
· · : accidentally tvt>lved '·m industrial adjudication relating to industries born in the private sector, applied · 

··- · ·.· tqo:ally to iildustrie§ ufthe public sector, and that the directive principles of the Constitution did not 
. .. ..coonfel'ianct the irividiotis distinction which was sought to be made on the basis of the character of the _ 

: employer. If we1hay venture to say so, the direction in article 43 is more ·far reaching. . .. ~ . . 

•[1973} III{JI' 1:S.C.R. ..[1983} 1 S.C.R.1000.p.1023 *••t1983} 2 S.C.R.Jl65.p. !89 
I /1967} 1 S.CJl:652 · . .· : 
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The article provides as follows, -

"43. Living wage, etc., for workers, - The State shall endeavour to secure, by suitable 
legislation or economic organisation or in any other way, ~o all workers, agricultural, industrial or 
otherwise, work, a living wage, conditions of work ensuring a decent standard of life and full 
enjoyment of leisure and social and cultural opportunities and, in particular, the State shall 
endeavour to promote cottage industries on an individual or co-operative basis in rural areas." 

The State has thus been directed to endeavour to secure a living wage and conditions of work 
ensuring a decent standard of life, etc. to all workers. 

. ' 
7.19. It is true that, as we have said, article 37 of the Constitution says that such a direction shall 

not be enforceable by any court, but the directive principles, all the same, have their own importance. 
As has been stated in Constitutional Law of India by H.M; Seervai, third edition, at page 1577, the 
''prinCipal object in enacting the directive principles appears to have been to set standards of 
achievements before the legisl~ture and the executive, t~ local and other authorities, by which their 
success or failure could be judged.:' SeerVai has referred to Sir B.N: Rau's article in The Hindu of 
August 194_8 which described Directive Principles as "moral precepts." 

. 7 .20. Dealing with the practical consequenc~~. of fgnoming the directi~e principles, · Seervai * has 
stated as follows , - . · 

"The practical consequences of directive principles being ignored or not being properly, or wisely 
applied would be, first, that the people of India would be depriv¢ of the benefit which an: 
application of the directive principles in framing laws and in taking executive action, were 
intended to confer on them. Secondly, running through the discussions on directive. principles 
vis-a-vis fundamental rights is 'the idea thar if people lost hope because the promises of 
improvement in their lot held out to them in the directive principles had not been fulfilled, the 
Constitution would, be subverted." · 

'o 

7.21. As has been stated by Granville Austin in his book ,·The Iiulian Constitution: Cornerstone 
of a Nation", "The Fundamental Rights and Directive PrinciPles hiuJ. their roots deep in the struggle 
for independence. And they were included in the Constitution in the hope and expectation that one 
day the tree of true liberty would bloom in India. " When that day would dawn, 'will dc;pend on the 
moral character and sense of duty of persons to whom the directives have been addressed. . 

7 .22. The direction of article 43 is therefore of great value. · It is true that a8 has ~en held in 
Reserve Bank Employees Association v. Reserve Bank, ** "our political aim is 'living wage' tho~gh 
in actual practice living wage has been an ideal which has eluded our efforts like an ever receding 
horizon and will so remain for some time to come." It has further been pointed out in Standard Vacum 
Refining Co.,** * that the "concept of a living wage is not a static concept,· it is expan_ding a~ the 
nUmber of its constituents and their respective contents are bound to expand and wzden wzth the 
development and growth of national economy." But it is nonetheless a concept which is capable of -
·achievement one day. We content ourselves by saying that the directive in article 43 for "securing" a. 
"living wage" is an endeadvour which the State must make. However elusive the ~oal or the 
objective, it is the duty of the State to try to reach it, or at least to make an honest and pers1stent effort 
to inch towards it. It will be recalled that even when our Constitution was in draft stage, the· 
Committee on Fair wages referred to the preamble to the Constitution of the International Labour 
Organisation which laid stress on the need to provide a "living wage", and said that our own draft 
Constitution enjoined the State to secure it, so that the attainni~nt of the living wage was our own . 
objective. It should, therefore inspire our effort whenever and wherever the question of emoluments 
for the workers arises for consideration. As the Third Pay Commission was required by the terms of 
its reference to examine the employees' demand for a need-based minimum wage based on ~e 
recomendations of the 15th Indian Labour Conference, it devoted a whole chapter (Chapter 6) to 1ts 

, ' , • I 

----------------------~--------------------------~------------------

• Constitutional Law of India, H.M. Seervai p. 1617, paragraph 17 .53 . 
. ••· [1966] I S.C.R. 25, p.48 . . 1 • ' 
••• A.I.R. 1961 S.C. 895 
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determina!ion and kept in view the low per capita income of the country, the acute unemployment · 
situation , the state of the finances, and considered it supremely intportannhaf the ''maximum 
restraint" should be exercised in devising the new pay structure. As our terms of .reference are 
different (to the extent mentioned earlier), we have ventured to examine the concept of pay . 
determinatic-.n within their c~nfines, with a desire, wherever necessary, to improve the lot of the 
employees. · · · · 

7.23. It may be mentioned that, as was stated by the Finance Minister in his speech 'in the LOk 
Sabha on February 28, 1983, to which reference has been made earlier, changes have taken place in . 
the "conditions" in several respects. The. employment under the central government has grown 
steadily larger. Changes have also taken place in the relativities in the . emoluments of the employc:;es. 
of departments inter-se and also vis-a-vis other employees .. Sev¢ral State governments have .. 
substantially revised the pay scales and other benefits of their employees. These are other reasons ' 
why it is ne~essary for us to .reappraise and redetermine· some of the. factors. to be taken· into· 
consideration~ thetaskofpaydetermination .. · , · . '.. . ·. '.; ·. 

1
• . _- • '·: ._:·~ 

7.24. · As is well known, next to rainfall, the most important factor contributing to the happiness · 
of people in our country is efficient administration. And that cannot be secured without a satisfactory · 
pay system. Equally well known is the fact that a pay' system involves expenditure, fot'the cost of • 
. em. ployees is the product of their numbers and t. heir pay. S. o high.er emolu3nts in a. d. evelop.1n.g .' 
country like ours, can be worked out and come within reach by reducing the n mber of employees 
wherever possible. That is, however, an exercise which we· cannot undertake fo it may well be said · 
to relate to the domain of administrative reform. But, even so, we cannot ref ain from observing· • 
that, speaking generally, there are more employes than necessary in several depa\tments and offices i. 
of the central government. A careful exer~ise has therefore to be undertaken to ~educe the surplus ' 
·staff in the best manner so thar some funds may be available to meet a part of additional expenditure 
to be incurred by governmeat on account of our recommendations. So far as we are concerned, we , 
shall undertake the task of pay determination for all the central government employees ·on the ,ba8is _of., 
their existing numbers and we shall deal with the problem of pay determination .}V~tq the pervading 

1 

desire to improve administrative efficiency by giving proper emoluments to the employees as far as ·, 
possible and improving their conditions of work and service wherever necessarY'. · · · . , · , , · · ' ·· ., . . . 

7.25. The State is no doubt the biggest employer. As has been stated in Chaper 3, the central· 
government employes 40.12lakh civilian persons. The question whether the State is a "model"' 
employer also, has arisen for consideration as it has been raised by some associations , · ' . · ' · · · 

' -- , . , . ' . • ,- . I ... ; ... : j • • ~. , , 

· · 7.26: The matter was raised for the consideration of the earlier Pay Commissions also. The First 
P.ay Cominission took the view that it was too vague a theory to· furnish a practical test and that it · 
wou1d II not be fair tO the COuntry tO encourage a claim by civil ServantS tO be treated better than tthe!r : 
feltow countrymen". Reference in that connection was made to Tomlin Commission's Report (para. r 
312). But that may not, by itself, be sufficient to reject the contention that the g()vernment should ac~. 
as a 'model employer', for the theory of model employer could always_ be given concrete shape, and. 
it could always be claimed that the fa_te of government's employees must not always be tied to ~e.' 
level of the lowest of their fellow countrymen . It may well be said that what a,model e~ployer IS 

expected to do is to. set the pace in so far ~s the emoluments and ~ondit~ons of seryic~ 'of its employees .•. 
are concerned, or that it is expected to have a look at what is bemg patd elsewhere. The Second Pay , 
Commission took the view that the concept might expose government to the "criticism of 
extravagence". They also took the view that it was enough if the "social principles and stan,dards 
which the governmen't [liad] laid down for, or recommended to, employers gener_glly" were.taken 
into account in determining the emoluments and conditions of service of government employees ,but , 
they went on to observe further that the central government could not speak in, two voices and, 
having adopted a particular labour policy, it had to abide by that polic;y in its own role' as an employer. 
That led the·Commission to go to the extent of saying that legislation regarding minimum wa~es, 

· hours of work, overtime, etc. should be equally binding in government offices as they ~ere outsi~e. 
The Third Pay Commission pointed out that the wide gap in emoluments between certam categones 
of central government employees and employes of" reputed concerns" in the pri~ate sec to~ may not 
be closed having regard to the government's resources. They therefore agreed with, the view taken 
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by the First Pay Comm'ission and rejected the "model employer principle". They held that 
government could certainly try to attain the more modest objective of being a 'good employer'.": 

7.27. As we have said, it is not possible for us to agree with the reason given by the First Pay 
Commission for rejecting the suggestion that government should act as a model employer. We are 
also unable to agree with the view of the Second Pay Commission that the concept of model employer 
was linked with higher wages or salaries or that government was necessarily. bound by the labour 
policy for outside employment. A model employer need not necessarily pay higher wages than other 
good employers. · · 

7.28. "Model", in the sense in which it is being used here, means a "standard, pattern, of 
excellence, an example, copy, to be followed and imitated". A 'model' is therefore above the 
ordinary, or above that which is the minimum, or higher than what others are content with or what is 
good enough to serve their purp<ise. The concept of superiority inhere~ in that which is held out as a 
model. In that sense, the concept of a model employer may, to say the least, borrow from the 
elusiveness of the concept of living wage to which we have referred earlier. It may in fact well be 
said that a model employer is expected to fulfil the direction of article 43 of the Constitution for 
securing a 'living wage' and conditions of work ensuring a decent standard of life and full enjoyment 
of leisure, etc. The concept is therefore ever elusive for it advances, as •.it should, with the prosperity 
of the economy or the State : That being so, there is no ·escape from the conclusion that, as things 
stand at present, the principle of model employer is difficult to adopt as concept for determining the 
pay of central government employes. Thereis, however, no reason why -the State should not play 
the role of a good employer in the field of pay determination, for a dispensati9n or a role which is not: 
a 'model' may still be good in the circumstances in which it is expounded oqmdertaken, and serve 
the purpose. · · · 

7.29. 'Pay deterinination' is ·a mixture of the effort to settle the principles as well as the system 
on which it is based and implemented. The ne~d for it arises for the simple reason that without it the 
normal rule of S)Jpply and demand would operate harshly in a developing economy like ours - . 
particularly as the central government is virtually in the position of a monopolist employer in 
several fields, in an overflowing labolir market. .If the inexorable law of supply ·ann demand wert~ to 
operate, the employer; in a country like ours, would give n~ more than starvation wage to as many as 
possible. Our predecessor Commissions were aware of that possibility and took care to guard against 
it by applying the necessary brakes in the application of,the conditions of supply and demand. But 

· why should the State think of applying the brakes ? The answer is that it wants to look to the welfare 
of its people and to safeguard it as much as possible. And, the more advanced a State is, the more it 
provides for the welfare of its people. The desire to provide more and more protection or welfare 
measures, leads to the evolution of finer concepts like minimum wage, need-based minimum wage, 
fair wage and living wage, hours of work, equal pay for equal work, grant of bonus, provision of 
incentives and the .development of a national consciousness for an all out national effort to secure 
"justice, social, economic and political" for which our people had resolved to constitute our country _ 
into a Socialist State. All this, and more, has been set out in Crown Aluminium Works* and Standard 
Vacuum Refming Company. ** Wage structure has acquired a socio-economic aspect becase of the 

· advent of the doctrine. of Welfare State. Iti~ therefore necessary to examine the principles, or 
considerations, or factors as. we have called them, which should determine the pay 9f the State's own 
employees. · 

. 7.30. As we have said, the central govenjment it the largest single employer in the country. In 
that sense, it is often considered a'pace sett~r of the pay philosophy of the country. At any rate the 
impact of the pay structure · 9f the centr~l government is felt on the pay structures of State_ 
governments, local bodies, autonomous . instHutions and public sector undertakings, etc. This is yet 
another reason why the factors for pay determination should be satisfactory and should not operate 
to the detriment of the other employees or the eJTlployers, and should be fair and just. In fact, as our : ·. 
terms of reference require, what we are able 'to r~commend should have regard to the prevailing pay . 
structure under the public. sector undertakings and State governments, etc ... and the· 

• AIR 1958 S.C. 30 • •• AIR 1961 S.C. 895. 



economic conditions in the cou'nqy. apart from govcrnment•s resourtes and demands lib those oa 
account of developmental plannin& defence and national security. 

7.31. As is well known. some private sector undertakings offer emoluments and terms and 
conditions of service which are quite attractive. When such offers come ~ reputed firms or 
companies of considerable standing. they are able to· attract some of the best available talent in the 
employment market because government with its other weighty responsibilities and constraints. is 
not able to cimpete in that market. It may be that our terms of refen:ncc do not specif"JCally require us 
to consider such a situation, or to have reg~ while making our recommendations to the prevailing 
pay structure in the private sector undertakings. but a Commission such as ours cannot disregard it 
altogether. What importance or weight we attach to it. is a different matter. and is for our judgment. 
But the extent of the impact of those higher or more attractive terms on the standard of the pubiic 
administration. is a matter to ponder over - particularly the possibility ot its corroding or diminishing 
the standard of the administration. The Third Pay Commission examined this aspect of the matter 
and we think it will be enough if we were to extract the following observations in paragraph 70 of 
their report. ~ _ · · 

' . 
•A dispirited public service can nneT be expected to fiinctio11 satisfactorily and to rise to the 
occasio11. whet~ a crisis OCCIATS. It should not be forgotten. as pointedly referred to agaill by the 
Priestley Comniis.sio11. t1r4t the process of tkterioratio11 arising from a sense of grievena 011 the 
part of the staff may be a slow OM, partioularly ill a service with higla tradilions.· By the time the 
tendency IMIIifests ilself, irrqJairable demage · 

may have bee11 doM. We may add tlaat becmue of (M cadre system, t1ae full impact of 
detmoratio11 ill the calibre and the conrpetena of the MW nauiu will befolt by the coU(IIry after 
a time lag of20-2S yean, whe11 t1aey will be moving to the top and playing a vital role ill the 
g~ of the COIUili'Y, o.s during the interval, their senior ~lkagues may be slrouldering the 
b11Tde11. At tlr4t stage, restoratio11 of administrative standtuds, may be well nigla impo.ssible ill 
the shof't time, as public .rei-vants ill the top echelons toJ:s time to train and to 1tllliJire•. " 

The pay structure has therefore to be satisfactory all through and has to J»c formulated on a 
consideration of all the relevant factors. · .. . 

7.32. At the same time. it is necessary to revise the pay scales as and when· necessary. The 
aim of such revision is not only to take note of changes that may have taken place in the relevant facts 
and circumstances bearing on pay sCales. but also to n:ctify or fill any errors or omissions that may 
have occcured in the eArlier pay determination. Where pay revisions are announced at specified 
periods of time. that giyes hope to the employees who can look forward to a better deal on the next 
occasion. Periodic revision or review of pay scales thus serves to avoid conflict with the employer 
and enables the employees to prepare. with the reasonable hope that their grievances and claims 
would be gone into once again in a determined and honest manner. It generates the sense that there 
is hope for them in ~e to come and that it would be unnecessary to take the path of agitation or 
confrontation. The terms of reference of such review bodies are often decided in consultation with 
n:Pn:sentatives of employees so that matters agitating their minds. or of particular interest to them. 
may fall within the purview of the review body and be adjudged in a satisfactory manner. 

7.33. But what is satisfactory. is a subjective as well a5 an objective concept. It is subjective in 
the sense and to the extent that what is satisfactory from the employee•s point of view may not be 
considered satisfactory by the employer even on an hon~t aJ?praisal of the matter. It is objective in 
the sense that employees and employers having balanced. fm and honest view points and approach, 
can always agree on the basic or more important points which go into the determination of pay 
structure. We are here concerned with the objective concept. 

7.34. As has been succinctly put in "Pay Policies for the Fllllln·.• ·p, dete'!"f~o" is 
complex. Economic forces have to be perceived, interpreted and translated tnlf! decuw11 • The 
complexity of the task gets further compounded where the pay body has to deal with a large num~ 
of different, and often divergentservices and posts. • But what may be s11d 

• Pay polU:~sfor IM Fill we, p.lll (£d. by f)qd Robiluolc tutd Ka MayllllwJ 
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to be the "three major requirements of a sound pay system, as stated in the Handbook** of Civil 
Service Laws and Practices", are inclusiveness, comprehensibility and adequacy. The Third Pay 
Commission dealt with them at length and we need not examine these characteristics of a sound pay 
structure again, beyond saying that we have taken them into consideration all along our effort to find 
suitable pay scales for employees of the central government. But given the three major requirements, 
the question is what shaould be the proper wage and, more fundamental still, what should be the 
yardstick for determining pay . 

7.35. As a 'first finding, it may be quite fair to say that pay should equal the value of the work 
done by the employee. But our Constitution does not provide for it either by way of a fundamental 
right or as a directive principle of State policy. All that has been stated in article 39(d) is that the State 
shall, in particular, direct its policy towards securing "that there is equal pay for equal work for both 
men and women". The scope and meaning of the provision has been considered in Randhir 
Singh*** v. Union of India where, on construing articles 14 and 16 in the light of the preamble and 
article 39 (d) of the Constitution the Supreme Court has observed that the principle of 'Equal Pay for 
Equal work' is deducible from them and may be properly applied to cas~s of unequal scales of pay 
based on no classification or irrational classification though, those drawing the scales of pay do 
identical work under the same employer. At any rate, it cannot be gainsaid that the requirement that 
pay should be equal to the value of the work, is a truism which should, speaking broadly, hold the 
field. • -~ 

7.36. But how is value of work to be determined? It.can be examined in relation to the value 
assigned to another man's work of a similar natUre or, speaking more precisely, by comparison with 
that other man's work. Or it may be determined in absolute terms. The former mode contains arl 
element of objectivity, while the latter is subjective. The method of comparison is therefore likely to 
give more satisfaction, and has been the subject of scrutiny for quite some time •.. 

. ' . ( ' , 

7.37. As far back as 1931, the Tomlin Royal <;:ommission of U.K. stated that they were satisfied 
that broad general comparisons between classes in the service and outside occupations are possible 
and should be made. In 1955, the Priestley Commissiol!* recommended that civil service pay should 
be based on the primary principle of '1air conqjarison with the current remuneration of outside staffs 

. employed on broadly comparable work, taking account of differences in other conditions of service". 
The Fulton Committee**, while proposing a "new str~e", reiterated the principle as follows,-

"The pay for posts should continue to reflect the rate for the job on tlie basis of fair comparison 
with market rates for jobs of comparable responsibility and authority outside the Service" • 

. 7.38. The White Paper*** of 1969.in U.K. was critical of the use of comparisons by themselves 
as gr~unds for increasing wages and salaries for fear of inflationary result. The Third Pay 
~ommission **** took note of all those developments and recommended that disproportionate 
unpo~ce should not be given to private sector salaries and went on to observe as follows,-

''We think that the uncritical use of such comparison without considering the work content and the · 
totality of.the prevailing circumstances would be unjustified ..• the tendency for such wage 
increases to touch off further increases by if process of'leap fragging' is real". 

7.39. We have had the advantage of all these studies and views. In addition, we have looked into 
!11~ report of the Megaw Committee which inquired into civil service pay in U.K. and gave its report 
m 1982. Commenting on the "pay research system" as the basis of the primary principle of 
comparison, the Megaw Commit~ee ' sai~ as follows, - ' · . 

.. . the primary principle of fair comparison no longer appears capable of sustaining virtually by 
itselfa civil service pay determination system. This is not to say that fair comparison has no part to 
play. It has a part, but not the completely dominatin~ part that it had under the pay research system". ., 

•• U~N. 661/. H.2 •••AIR 1982 S.C. 879 • AIR 1982 S.C. 879 •• The Civils~rvlc~. Vol./,p.70 
) ' .· 

••• CQmlllld No. 4237 paragraphs 90 and 95 ••••Report of Third Pay Commission, Chapl~r S, pagragrapla 68 
g Inquiry into Civil Serdvice Pay, Vol. I, paragraph 86 
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"After referring to the importance of 'internal relativities'; the requirement of recruiting and retaining 
an efficient staff, the fmancial and economic restraints, the management needs, the inflationary effect 
on pay of the comparison based system, the Megaw Committee ,, concluded its views like this, - -~ 

•.. . 
"For the reasons we have given we have.concluded that the way in which the pay research system 
made and used pay comparisons contained a number of important flaws. We have also concluded 
that the system based almost exclusively on the priniiple of fair comparison is no longer adequate 
to achieve the Priestley Commission's aim of civil"servants' remuneration being thought to be fair 
by themselves and by the community they serve. It is inadequate both because comparisons do 
not admit of the precision aimed at under the pay research system, and because the system failed 
to make provision for a number of factors which are now seen to be important aspects of the 
remuneration of civil servants, and therefore of its fairness." 

The Megaw Committee gave its reasons for its further fmding that civil service was a "very different" 
kind of organisation and thC! pay determination· system for that service must "differ in important 
respects from those prevailing in the private sector". Comparisons are hard to make, because of the 
difficulty of comparators and the reeourse, unwittingly, to the subjective element. ,·While therefore 
comparisons are useful, they have a limited purpose and applicabilitY. :With this resqvation, we 
propose to make use of 'comparison' as a factor for pay determination as far as P<>ssible~ ' 

. . . ' . .· ' ' . ·.~ . . ' ' 

7AO. Another consideration in determining pay is the level of productivity of the post or service. 
As is obvious, increase in emoluments has to be justified_by those who ask for it, and one justifiable 
basis for the demand can be any claim' for higher productivity. But' while such a basis is often 
considered satisfactory for employments where productivity can be meaSured or is. capable of being 
ascertained, it would not work in-the case of government's administrative machinery where that is 
obviously not possible, As is noticed easily, there·- is considerable difference in the nature of 
employment in the private sector, the public sector and the government. The objectives behind each 
one of these is appreciably different and that brings about substantial change in the attitude of the 
employer and the employee as well as the outtum of work. For instance, public service is one real 
and laudable motive in governmental employment, but an employee in an industrial or commercial 
enterprise or undertaking is concerned with what he achieves and is able to produce. The employer's 
attitude is also therefore different. So a method of pay determination which is suitable for one type of 
employment may not suit the other. At any rate, the concept of productivity linked wages may n~t 
suit an employment under the State which is governmental in the sense of being unrelated to a large 
extent to industrial or commercial output. ' 

7.41. The pay structure of empl~yees cannot therefore be dete~~ by ~ ru~e of thumb, or by a 
formula of universal application. It has to be co-related to the nature and culture of the ~mploymen~ 
the degree of satisfaction it generates - both to the emplo~s and to the others -, the !Otality of_ what tt 
takes and what it gives to the employes, the resources of the employer,· the public as~essment an~ 
satisfaction with the service rendered, etc. -Quite often, the outlook of the employer or the care tt 
takes of the employee's welfare, or its absence, go collectively to determine, the remuneration. The · 
decision about pay has therefore to be judgmental and not merely arithmetical or mechanical. It has 
to be a somewhat subjective decision, but it is based on fair and sound evaluation of the rel~vant data-. , 
With the fairest possible mind. All in all, the factors which go in the determination of pay liave to be· 
reasonable if the result is to be satisfactory to all concerned. 1 

· -' • • · ' · 
I 

7.42. Having expressed out views on~e general aspects of pay determin-ation, we shall proCeed 
to mention some simple and broad fact?rs which appear to be satisfactory and adequate for our 
purpose. · · 

7.43. As has been said time and again, the pay of a post should be such as to attract persons of 
the required qualifications ~Utd calibre to fill it. A lesser bargain would be disadvantageous 

fl Inquiry inlo Civil Service Pay, Vol./, paragraph 78 
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immediately as well as in: the long ru~. But the element of pay would not, by itself, be decisive of 
what govern~ent has to offer at the counter.' Fringe benefits like allowances, facilities, terminal 
benefits, all go to make up the pay packet Then there are the other conditions of service like security 
of tenure, the welfare measures adopted by the government for the benefit of its employees which are 
of considerable value. Even the social status or regard which the employment carries in society, or 
the authority of the post, may weigh with a candidate m making his choice. 

7.44. The pay should be sufficient and satisfactory enough to motivate the employee for the 
efficient performance of his duties and responsibilities with a sense of rectitude. Efficiency of an 
employee often reflects the efficiency of the administrative wing to which he belongs. It is in 
government's interest to make him contented so that he gives his best in his field of service and 
discharges his duty honestly. A dishonest employee not only sells his authority away, he se~ a 
wrong example, undermines the 'value of his office, does injustice tO others 3J1.d very often puts 
government to fmancialloss for a pittance. 

7.45. A.t any rate, the remuneration of the employee should be such as not to make him 
dissatisfied or generate a feeling of dee~seated unfairness so as to drive him to seeking employment 
elsewhere. He should feel reasonably satisfied with what he gets and not be restive for a change. A 
dissatisfied person will not like to employ himself whole-heartedly in the discharge of his work and 
would be wasting some of his time and energy in seeking another employment The salary should 
therefore be satisfactory enough to retain him in his job and encourage him to seek his promotional 
career in his service. 

7.46. The salary structure should be coherent and should adequately reflect dthe substantial 
differences in the nature and responsibilities of the various posts. It whould provide satisfactory 
incentives to performance and promotion. The classification of posts should therefore be made 
carefully. There should be well defmed career prospects and employees should feel reassured that 
they can look forward to promotions, and that, in the meantime, or in addition to satisfactory, career 
prospects, they can, where possible, avail of incentives based on performance. So when an employee · 
enters service, he Il)ay have something to look forward to. There is aspiration in a new entrant for 
brighter prospects and the desire to reach his height would not only prompt him to put in his best, but 
also to outshine the others. Moreover the coherence of the structure would serve to assure him of 
what would be within his reach. At the same time, the gradation of the scale on the basis of 
responsibility of the post, would make it reasonable and compatible with his work and output 

7.47. Another requirement of a satisfactory structure of emoluments is that it should enable the 
employee to lead simple life at a level or standard considered satisfactory by him and his likes and the 
society where he belongs. It should not be derogatory to his work and responsibilities. An unduly 

. depressed pay will deprive the holder of the post to which it is attached of a sense of dignity or 
standing which may often reflect on his efficiency or capacity to deal with others. The level of 
satisfaction will no doubt differ from grade to grade or service, but unl~ss it is reasonably 
satisfactory, it will not be conducive to efficient work or provide the social status which goes with 
government employment 'The society also_ expects or evolves certain norms for adjudging a post, and 
that should have some relevance to the scale of pay. 

7.48. The pay scale has to be such that it may not give rise to a sense of deprivation or 
frustration in the employee on comparing his lot with his compeers. Even where the emoluments are 
lesser, it may well be that, taking all the factors or points into consideration, he is not worse off than 
others. The effort should be to provide, as far as possible; comparable emoluments for comparable 
work. · 

· 7.49. Comparability is, of course, no other than determination of pay by reference to what other 
services are paid. But efforts to rationalise or pre-determine . the true components of "comparability' 
have not been successful even in England where help from Management Consultants was readily 
available. Then the other defect of the comparability system is that it is not related to performance. 
So even though comparability has a role . to play in pay determination, the comparators should be 
chosen carefully and benefits, whether visible or invisible, and whether during or after service, 
should be quantified and an overall and just judgmental view taken of the end product. 



89 

7.50. We h~ve deait ~th the ~riterion of comp~uibility earlier and. how it is not satisfactory as 
an absolute factor f9r.f1Xing the governmental pay struc.ture by comparison with that prevailing in the 
private sector. The reason is that. speaking generally, a market price cannot. normally, be assigned to 
the value of work in the public services.· But comparisons should nonetheless be used in determining 
pay of government employees although they should have a much lesser value or influence than is 
claimed for them as a!'traditional" argument for pay ·increase .. w~ may refer here to the View 
ej{pressed by the Megaw Committee in its report of the inquiry into the principles and the ·system by 
which the remuneration of the non-industrial civil service should be detep:nined that "the pay 
determination system for the civil service must, in our view, differ in important respects from those 
prevailing in the private sector". We shall deal wi,th comparisons with public sector job~ in a separate. 
chapter. . _ . . · . 

7.51. But pay scales ~e not decisive of what the employees receive as their real emoluments. ~ 
The sum total of all the benefits received by the employee should therefore be added up to work out 
what he gets. Thus direct and indirect benefits Wee allowances (of various types), housing facility or· 
allowance in lieu thereof, educational facilities for children, medical facilities; terminal. benefits .and 
other welfare measures should go to make · emoluments a comprehensive packet. Wherever 
necessary, such payments and facilities may be increased or sUitably revised from time to ti)ne .. ·• · 

7 .52. The effort should be to generate in the employees a pervading feelfug that he is serving an 
employer which has a genuine desire to look after him not only during the tenure of his employment 
but thereafter also. · An employee who feels that the employer,cares for his welfare; .will feel 
contented and secure and give his best to his service. So also, the employee should have the feeling · 
that if his job has any genuine special difficulties, problems or hazards, they will be looked lifter and 
remedied or compensated as far as possible: · · · · · · · · · · · · 

I • 

7.53. Another, and a more important asurance to the employee should be that his emoluments 
will not erode by increases in the cost of living~ and government will· make an effort to provide as 
much relief as possible when the degree of tolerance is exceeded. Failure to do so will give rise to a 
sense of insecurity in the employee for he will not know what the future has in store for him, by dint 
of factors and circumstances, and their interplay, over which he has no control, by way 9f increase in 
the cost of living by inflation. To save him from that predicament. consumption has to be provided 
for not only in the present but also in the future. It is also necessary that a scientific fand defmed 
fonnula for it should be fonnulated well in advance.. Not to do so will, in practical terms, amount to,. 
unjustified depression of pay scales, thereby giving rise to a kind of pay revision which is wholly to.·. 
the disadvantage of the employee and was not within the cpntemplation of parties. . . , . · 

7.54. It has not been possible for us to ascertain how many pay scales were in existence. when· 
the First Pay Commission was set up, but we know that 156 scales of pay were recommended by that 

. Commission. It so happened, however, that there were 517 pay scales when the ·Second Pay I 
Commission was constituted and that Commission reduced the number to 140. Once again, the:' 
number of pay scales rose, and this time to 536 when· the Third Pay Commission was appointed,~ 
and it reduced the scales to 80. It will thus appear that all the earlier Pay Commissions thought it! 
necessary tO reduce the number of pay scales, and did so with much effort and care. But the number · 
rose every time, after the Commissions' reports. It cannot be doubted that the earlier Commissions I 
rightly thGught that the number of pay scales had to be rationalised and reduce4- where necessary, but: 
we are constrained to say that the number was allowed to rise each time. In our case, we fmd that\ 
instead of the 80 pay scales recommended by the Third Pay Commission, there are 153 pay scales in 1 

existence today. · 

7.55. That led us to wonder whether there was something so defective or unwise in the concept 
of reducing the pay scales that it was given up or, in fact reversed, after each Pay Commission had 
turned its back on the work. The increase was mainly in respect of posts in the Assam Rifles under 
the Ministry of Home Affairs for which the Third Pay Cotiunission did not make any , 
recommendations, and for the Coast Guard under the Ministry of Defence which came ~to existence . 
after the Third Pay Commission. For the~ organisations, 44 scales were prescribed. In addition 29 • 
scales were introduced for about 42,000 posts in different organisations .under central government and· \ 
another 9 scales for posts in the Union Territory administrations.· ' · · 
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7.56. This makes it clear.that the increases were not made on acco~nt of disagreement with the 
effort to minimise the number of pay scales. We have therefore thought it desirable to pursue the 
effort of the earlier Pay Commissions in reducing the number of pay scales, for that appears to be 
necessary to rationalise and simplify the pay structure as much as possible. 

7.57. It may be worthwhile referring to the following view expressed in the matter in the 
"Handbook of Civil Service Laws and Practices",*-

"A few grades with clearly defined differences of responsibilities, co"esponding to different 
scales of pay, will be acceptable, but posts graded and paid differently yet without discernable 
differentiation of duties can have an adverse effect on morale ... A further source of trouble is that 
if grades tb not relate to recognizable difference in duties, departmental applications for regrading 
multiply, and central control of of regrading becomes iimpossiblil'. 

Grades often lead to tl}e creation of scales· of pay and what holds good as a criterion in the case of 
scales of pay. · 

( 

1.58. The question of disparity ratio between the minimum and the maximum pay is also 
important. The maximum pre-tax salary in our country in 1947-48 (First Pay Commission) and 
1969-'W (Second Pay Commission) was Rs.3,000/- in the case of the central government employes. 
It was raised to Rs.3,500/- in 1965 and that was maintained by the Third Pay Commission. The 
minimum salary was Rs.55/-, Rs.80/- and Rs.196- on implementation of the reports of the previous 
three Pay Commissions. The disparity in pay (post tax) which was 41.2 in 1947-48,28.5 in 1959-
60, and 11.9 after the Third Pay Commission report will be reduced to 9.15 with reference to the pay 
scales recommended by us. We are of the view that an effort should be made not only to reduce the 
number of pay scales, but also to reduce the disparity between the minimum and the maximum scales 
of pay. 

7 .59.' But pay scales may not always be enough to fit in every kind or category of employment 
We think that a suitable system of 'special pay' or allowances can take care of such cases. It is, at 
the same time, necessary that the benefit should be kept to the minimum, otherwise it will distort the 
pay scales themselves. · · 

. 7.60. Then there should be. a system of performance -related pay at all but the most senior levels 
of service. This was recommended by the Megaw .Committee.* The increments in scales of pay may 
thus be admissible only to those who give fully satisfactory service. For this purpose, the defmition 
of satisfactory service may be provided in.the Service rules. Staff marketlnnot quite adequate" or 
"unsatisfactory" should not receive increments. And an employee who gives consistent excellent 
perfonnance should be considered for a limited number of non-pensionable cash benefits or increment 
at. dQuble the rate. Reference in this connection may also be made to the Report of the Study Group · . 
on Wilges, incomes and prices. A suitable and defmed criterion may be formulated for perfonnance 
evaluation including such factors as improved output, efficiency, quality of work, reduction of paper 
work, saving in cost, timing of performance, achieving of targets, etc. Such ratings may be mad~ 
annually by a cornrni~·of officers. The· necessary steps may be taken to ensure that the ratings· are 
done objectively and fearlessly. We also strongly support the view of the Third Pay Commission that 
even though in the governmental sector the bulk of ernloyees are engaged on administrative and 
regulatory functions "where the link with productivity is extremelytenuousn, "gover~nt can, and 
should, forge stronger links than are prevalent now between the performance of a government 
employee and the pay he draws". Not. much attention has been paid to this suggestion, and we 
strongly urge that this should be done now so that employees may realise that the only way to make 
a sucess of their career is to give their best to the service. 

. · y.61. A ~ro~ounced, objective and well-defmed policy of promotion can also go a long way in 
ad~ng to the we1ght of the pay structure. Mter all no governrn~nt employee thinks of retiring from 

· ~e. post fr~m w?ich he starts. ~ven ~the initial pay is not attractive enough, but the prospects of 

•· U.N. 66 II .. H.2, page 49. 
,• . . 

; 
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advancement are satisfactory' he will join and work for the future. Promotion ·is therefore really a 
concept in the structuring of pay scales. We hold so dearly to the concept that we· recommend a 
regular right of appeal where a pro·;notion is refused. We shall return to it in a separate chapter. . ' . 

7.62. It is the product of history that no pay structure i' accepted today as satisfactory if it·: 
disregar~, or has the effect of undoing, what has come to be known as 'internal relativities'. The 
Priestley Commission•• gave 'fair comparison' the greatest importance and treated it as the 
primary principle, treating 'internal relativities' including vertical and horizontal relativities, as 
secondary. Broadly speaking, internal relativities reflect the filnctional relationship between grades 
or classes having regard to their duties, qualifications and the value of work. When the Mcgaw 
Committee was set up to inquire into civil service pay in U.K. in 1981, and was charged with the 
duty to consider and make recommendations on the principles and the·system for determination of· 
remuneration, it reported ••• that Priestley's 'primary principle'-of fair comparison was not capable 
of 'sustaining virtually by itself a civil service pay determination system although it had a part to play 
in iL It attached greater importance to internal relativities and dealt with .its importance at length. . 

I • 

It's main suggestion•••• was as follows ,-. . . 

" We suggest that the means of adjusting internal relativities will be providet!_by the pay bandS; 
"benchmark" jobs and job evaluation which we have proposed for use in making comparisonS: 
The introduction of pay bands on the basis of present relativities would establish the initial poi~ 
of reference. The 'benchmark' jobs would be selected and evaluated with an eye on their use ai 
indicators of job weight in grades and pay bands when questions of changing relativities arose. 
Normally relativities within pay· bands would r~main cdnstant from year to year, the pay of all 
grades in the band moving in step". · 

There is much in what the Mcgaw cOmmittee has reported. Employees, it seems, are enamo~ of . 
'internal relativities' and have sometimes pressed for their pre-emptive consideration as a factor in 
pay determination. We are not convinced that this should be the foremost consideration. ·~at we; 
consider satisfactory it to give proper consideration to well established; rational and coherent internal· 
relativities and to uphold them where necessary. We do not, however, think that where there~ · 
other important considerations, the relativities should. be decisive of the scale of pay to which the · 
employee will be entitled. It has to be appreciated that where an effott is made to reduce the scales of 
pay, it sometimes becomes inevitable that internal relativjties should be affected, but we will like,~ 
maintain them as far as possible. · . · 

• I'· 

7.63. We may as well mention that during our study of the work and problems· of our 
Commission wo found that there were a few rare cases where relief to an employee was notlikely to· 
be available under the existing rules, regulations or instructions. We have considered ourselves tree;· · 
in such cases, to suggest suitable remedial action even if it relates to a single individual, subject, ofl-.... 
course, to the basic requirement that there are good and adequate reasons for doing so and those · 
reasons are set out in the recommendation. 

7 .64. It has to be remembered that public employment has a place and importance of its OWn in a 
democratic and republican set up; for there the entire machinery of the government functions for 
public welfare and not for the benefit or convenience of any penon or pe~ons. Our Constitution 
deals with cer~n important aspects of public services including the emph11.sis on equality of 
opportunity in matters of public employment (ArL 16), and a whole Part (XIV) deals with ser,:ices 
under the Union and the States. Public employment has to abide by that mandate~ere is no ;room, 
in the administrative set up of a country like ours, for posts b.eing created or bel or the benefit of 
an employee or class of employees. Every p~blic ~ffice or post is for public g . 'and setvice, and .. 
should be created, filled and held on that bas1s. It 1s equally nece~, for apparent reasons, that no · 
post should be created, filled or held unless it is necessary and useful. That is why there is a whole 
system of creating and maintaining a cadr~ of posts where, under the service rules, . . 
• UJ/.66 U .H.2 , page 49. ••Royal Commission on the Civil Service paragraphs 87 and 112. 
- Inquiry into Civil Service Pay, VoiJ, paragraph 78 ••••Inquiry into Civil Service Pay, VoiJ, par.agraph 198 
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the number of posts. is specified. We find, however, that some posts have been created and fllled for 
other considerations, or in excess of the cadre strength. It has been admitted before us by official 
witnesses of several State governments that posts like those of Director General of Police have been 
created in excess of the prescribed number as ex ..:Cadre posts or as temporary additions to cadre posts. 
Several reasons have been given for such a development For instance, we have. been told that some 
posts in the scale of pay prescribed for Chief Secretary or Director General of Police were created to 
transfer t}te incumbent of the post to an equivalent post and fill the post by appointing an officer 
enjoying the confidence of the government It was urged that such posts are of great administrative 
importance and have to be held by persons in whom the government reposes confidence. We have 
also been told that sometimes a Chief Secretary or Director General of Police had to be displaced 
because some one, who was senior to him and was on ,deputation, was reverting and had the 
reasonable expectation to fill the post held by his junior. Another reason given for proliferation of 
posts was the so called attempt to relieve stagnation . _ 

7.65. It appears to us, however, that this should not be permissible for at least two basic reasons. 
Public offices, as we have pointed out,. have to be held in the best interest of the public and in 
accordance with the service rules. It is equally necessary that the importance and authority of the post 
at the apex should not be diluted or diminished if it has to serve the-purpose for which it has been 

_ created. If therefore a Chief Minister or the government fmd that a person holding the post of Chief 
Secretary or Director General of Police is not doing so with full justification, he may be dealq{ with in 
accordance with the relevant service rules. Similarly, if a senior officer has to revert to a State cadre 
or from an ex-cadre post and is suitable to fill the post held by his junior, there is no reason why the 
junior officer should not make room for him and go to a lower post Both the government and the 
officer have to appreciate that public offices cannot be filled or held on personal considerations .. 
Proliferation of posts is undesirable and should be avoided. Where more posts than one are 
necessary, action should be taken to increase the cadre strenght for strong public reasons by making 
the necessary amendment in the sezyice rules. We have kept this {actor in view. 

. -- - -

7.66. The emoluments of the central government employees come out of its exchequer. It can 
only pay what it has, and that brings into play the factor of 'fmancial constraints'. Paragraph 3 (4) of 
our terms of reference in fact expressly provides that we shall make our recommendations having 
regard, among other relevant factors, to the 'economic conditions' in the country, the resources of 
the central government and the demands thereon such as those on account of developmental planning, 
defence and national security. These are therefore the limitations within which ·the factors for pay 
determination have to be framed and broutht into operation. It may be of interest to point out here 
that in United Kingdom while the Priestley Commission reported in 1955 and brought into play the 
primary principle of fair comparison for pay determination, it became difficult to work it and 
government had to override the Civil Service Pay Agreements which emerged out of the Priestley 
report or to modify settlements reached under them on grounds of national policy. Incomes policies 
intervened. In 1979-80, pay settlements were staged or deferred to contain the cost within cash limits· 
and in 1981 the pay research procedures were suspended. Government fmally withdrew from the 
civil service pay agreements. Government told the Unions that in the prevailing economic 
circumstances the cash limits on public expenditure would be tightly constrained and that it could not 
agree to arbitration on the total cost of settlement That led to conflict and ultimately the 25 years old 
Priestley system was ordered to be reviewed by a Committee under the Chairmanship of Sir John -
Megaw. · · · . 

7.67. Thr capacity of the employer to pay its employee is therefore a factor to reckon and we 
have given it due importance and consideration. At the same time, we are mindful of the other basic 
requirement that the emoluments of the employees should be such as not to impair government's 
efficiency crven in the long run. We have examined the matter in chapter 4. 

· 7.68. Bht it can also not be gainsaid that th_e publlc is vitally interested in the emoluments of its 
employees. It pays for them and is also the recipient of what the employees give in re~. The 
fairness of the payments has therefore to satisfy a double test It has to ba fair from the pomt of 
employees as well as the people they serve. 

7.69. We have taken all these factors into consideration in drawing up our recommendations. 



···-·voLUME II 

INTRODUCTION·· 
·..... ' 

This'·volume includes ch~pters ~to }2; IK chapter 8 we have ~ade: o~r. 
recommendations regarding the proposed pay scales for civili~ govelnment 
employees whichwill apply't0 all posts except those specified in chapters 9 to ' · 
12, and chapter 27 of volume ·IV where • we.· have made· some. specific, 
recommendations for revision qf pay . scales and other related matters> 1n 
chapters 9 and 10, we have dealt with some ofth~ p()Sts in central secretariat·.· 
and ministries and departments' and in chapter )1 wi_th certain' categories of. 
posts like workshop staff, teachers, ~d para medicalstat'f.'_Chapter12 deals' 
with the all-India services. . . . . . . ·. . . . . . . 



CHAPTER 8 
PROPOSED PAY STRUCTURE OF CIVILIAN EMPLOYEES . . . . 

8.1. The existing pay structure for civilian employees in central government is broadly based on 
the recommendations of the Third Pay Commission. The Commission had. recommended eighty · 
scales of pay for civil posts under the central government. The pay structure was related to-the index 
average 200 (1960=100). The minimum remuneration ofRs.185/- recommended by the Comn1issio~ 
was modified to Rs.196/- ab initio at the time of implementation. of the Commission'~ 
recommendations. The Commission did not recommend any change m the then existitlg maximum 
salary of Rs.3500/- which was fixed by government in 1965.. · · · · 

8.2. Government employees have been compensated for the.increase in cost ofJiving over the 
index average 200 in varying degrees by the scheme of dearness allowance. With effect from June f; 
1983, government also sanctioned interim relief .at the fqpowing r_ate~,- ·, , :, , . .• ; 

Pay range _ . Amount of inteririuelief :· , , · , . · 

Rs.(p.m.) (Rs. p.m1) 
1 

• 

Pay below 300/- 50 · · · · 
300/- and above but below 700/- 60'· · ·· .· ... , ... ( -··· 

700 and above but below 1600 : 70; . . : ·.:. : : 0 "l 

1600 and above but below 2250 80 . · .. 
Above 2250 .. 100 

Subsequently, as recommended by us, interim relief at the rate of 10 per c. entofbas. ~.c pa.·y· :s_ ub·~.ec.·t to a { 
minimum ofRs.50/- was also granted to all government employees with effect from Marc})~. 1~85. 
Taking into account the dearness allowance and the two instalments of interim relief, the mini.J:num 
remuneration of a government employee is Rs:691. 70 at index average 608. · · · - · ·· · · • ·' · · · ~ 

• ' , ,- . ~ ' • ~ • - I ' t • ;• .··:, wl., -.· c 1 -~ 5 I .':~ 

8.3. The general demand of government employees for wage parity witJl the eoiployees'ofpublic 
sector undertakaings has been discussed in chapter 5. While we have not found it possible td accede 
to the demand, we have kept the pay structure of public sector undertakings in view·. Tlie' earlier' pay 

. commissions had suggested a certain level of minimum remuneration, taking into accountall_rele,vant 
factors at the time of their recommendations. It may be useful to indicate,the value ofth~.minim~m 
remuneration recommendect by the previous pay commissio~s at index average 608 · (1~60= 1QO),:.... _1 . . .. - ' . 
Minimum remuneration Index to which related value at Index .... ! :. 

(In terms of current index average 608 

Rs.p.m. 
55 
80 

with 1960=100) (1960=100) 

65 
. 9.S 

., Rs.p.m; 
514 .. 

. 512 ' 
First Pay Commission 
Second Pay Commission 
Third Pay Commission 
i) as recommended 185 200 562 ; r • 
ii) as modified by Government 196 200 596 . , :, ~ I 

The minimum remuneration could also be considered in relation to the increase in· the per capita 
national income over the years. The per capita natio~al income (at cUrrent prices) went up from 
Rs.870/- in 1973-74 to Rs.2 344/- in 1984-85 (quick estimates) thereby" registering an incr~ase of 
169.4 per cent. If the same p~rcentage were to be applied to the minimum remuneration ofRs.196/-, I 

the amount would come to about Rs.528/- in 1984-85. 

8.4. The existing minimum emoluments of about Rs.692/.;..at index avera~e .608 not only provide . 
full neutralisation of the price rise since the report of the Third Pay Conumss1on .but also a further 
increase in emoluments. The existing emoluments of employees u~der central government at the 

95 
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lowest level arc higher than the emoluments under the state governments. The representatives of the 
state governments emphasized during discussions that any revision of the minimum remuneration of 
central government employees will have repercussions on the emoluments of state government 
employees at this level and this factor should be duly considered by us while niaking our 
recommendations. While the central government, as an employer, has responsibility towards its own 
employees, it has eve~ greater responsibility to J,mprove the lot of the backward and econoJn!cally 
weaker sections of society for which adequate resources have to be provid~ . 

8.5. In determining the pay of central. government employees at the low~st level, we have taken 
into consideration the various factors mentioned in the preceding paragraphs. We have also taken 
note of the prevailing pay structure in different sectors of employment, the economic conditions in the 
country, the resources of the central government and the demands for development and defence. The 
other factors for pay determination have been mentioned elsewhere. We have reached the conclusion 
that salary at the lowest level should be ftxed at Rs.750/- per month at index average 608 (1960=100), 
This average was reached for the period ended December 31, 1985 of the 12 monthly average of All 
India Average Consumer Price Index NumberOf Industrial Workers (General). We have taken this as 
the basis for evolving the pay structure. · 

8.6. The eighty scales of pay recommended by Third Pay Commission have gone up to 153. 
there. is a general demand from all quarters including staff associations for reduction in the number of 
scales of pay. The Staff Side in the National Council (JCM) has suggested the following ten scales 
for groups C and D staff who are at present distributed in about 58 scales of pay,-

i. Rs.950-20-1070-25-1220-30-1370 
2. Rs.1000-25-1225-30-1465 
3. Rs.105Q-25-1150-30-1390-35-1565 
4. Rs.ll00-30-1280-35-1490-40-1690 
5. Rs.1200-35-1410-40-1650-45-1875 
6. Rs.1350-45-1620-55-1950-65-2275 
7. Rs.1450:-55-1780-65-2170-75.-2545 
8. Rs.1550-65-1940-75-2390-85-2730 
9. Rs.1650-75-2025-85-2450-105~2870 
10. Rs.1750-85-2175-105-3015 

The above scales are related to index 600 (1960=100). The pay scales suggested by the Staff Side in 
their joint m~Jt?randum were related to index 500 and the above scales were proposed by them at the 
time of oral evidence. The Staff Side did not suggest the manner in which the groups C and D 
employees in the existing 58 scales were to be fitted in the proposed ten scales and left the matter to be . 
projected by the unions and associations representing various categories of employ~es. __ . . . 

· 8.7. The unions and associations have emphasized in their memoranda the importan~e of 
horizontal and vertical relativities among .different categories of staff as reflected in pay scales in the 
same department and also between different departments. Even cases.of small diffetjgepes in pay 
scales which were rationalized by the previous pay commissions have been cited as anomalies 
requiring rectification. The relativities between major cadres or categories of posts which are based 
on functional differentiations have to be continued. Any scheme of rationalisation of pay scales by 
reducing their number will result in broad-banding or grouping of posts in different scales. In such 
a scheme, some employees may benefit to a greater extent as a result <>f broad-banding of scales. But 
then, no exercise in rationalization, within the existing system of ove'flapping scales, can ensure 
1,1niform benefit for all employees. We have, however, endeavoured to maintain the existing· 
relativities between major categories of posts while rationalising the pay scales. 

8.8. The central government civilian employees numbering nearly 40 lakh are at present 
distributed in about 153 scales of pay_. this pay structure has evolved over a period of time. 
However, many of these scales are only marginally different. • The representatives of the various 
ministries/departments with whom we had discussions were also of the same view. MoM of the 
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respondents to our questionnMib were in favour of reducing the number of scales .. We have, 
therefore, attempted to reduce th~~umber of pay scales taking into account the qualifications, duties 
and responsibilities of posts, functional requirements and othe~ relevant consi~rations. 

8.9. Due to reduction in the number of pay scales, some of the existing scales of pay with 
different minimum or maximum pay and different rates of increment have been broad-banded and 
replaced by a single ·scale. We have trfled to ensure that the existing employees do not suffer because 
of this. In some cases·, the introduction. of the rationalised pay scales requires re~adjustment to 
maintain the existing relativities. We haye examined such cases in the chapters on the concerned 
ministries and made our recommendations. In those chapters, we have also dealt with cases where 
we have found it necessary to reco~end a higher pay scale for a post or posts. The . revised scales 
of pay recommended by us in this ~pter shall apply to all posts other than those for which specific 
recommendations have been made by us elsewhere. · · . . · · 

8.10. The unions and associations have drawn attention to the problem of stagnation, particularly 
in scales with shorter spans. Requests have also been made by various sections of the employees for 
time bound promotions for almost all services and posts. The problem of stagnation is greater for· 
isolated posts where there are no promotional avenues. The revised scales recommended by us have, 
therefore, been elongated with efficiency bars wherever necessary. It is expected that even some of 
those employees who are presently stagnating at the maximum of their scales will earn increments for . 
a few years after the introduction of the revised scales. In prescribing the spans for the different 
scales, we have generally ensured that the entry grades have longer spans than promotiomil scales. 
With the elongation of pay scales, there is need for training at different levels, This as~t has been 
dealt with in chapter 29. · · · ' 

8.11. There is multiplicity of designations in government organisation, without much regard to 
the duties and responsibilities oi the posts. This has given rise to demands for equiility in pay scales . 
of posts which have similat-designations but are in fact not comparable in terms o~ duties and 
responsibilities, qualifications, etc. We suggest that the designationS of posts rilay J>e standardised so 
that as far as possible their duties and responsibilities ~y be duly reflected and designations may b~ · 
uniformly applicable. When this is done, posts carr}'ing a particular designation ~11 hav~ the same 
scale of pay in all departments. · · · · · · · · 

8.12. While dealing with rationalisation of pay scales, we have mentioned some categories. of 
posts by way of illustration. These are not exhaustive~ In the paragraphs that follow w~ have 
diccussed various existing scales of pay for. different groups of posts and have also indicated the 
proposed scales of pay for them. · · · 

Group D Posts 
. ~ 

8.13. Posts in group D which account for about 41.7 per cent of the posts under the centi!! 
.government, are in 18 scales of pay. Eight of these scales of pay are for posts in Assam Rifles and . 
coast Guard which have been dealt with in the cl\apters on the respective ministries. the remaining 
group D posts are in the following 10 scales of pay,- · · · 

1. Rs.160-2-170 
· 2. Rs.180(flxed) 

3. Rs.196-3-232 
4. Rs.200-3-212-4-240 
5. Rs.200-3-206-4-250 
6. Rs.200-3-212-4-240-5-250 
7. Rs.210-4-250 
8- Rs.210-4-250-5-270 
9. Rs.210-4-270 
10. Rs.210-4-250-5-290 
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(a) Rs~l60-#7o; (b) Rs.l80(fixed); (c) Rs.l96-3-232; 
(d) Rs.200-3-212-4,-240(Selection Grade) 

8.14. The pay scale of Rs.196-232 is applicable to poists of peon, farash, sweeper, mazd9or, 
helper, chowkidar, mali, unskilled worker, etc. There are, however, two scales i.e. Rs.160-170 and 
Rs:180 (fixed) which are lower than this scale. The scale of Rs.160-170 applies mostly to under-age 
employees in the directorate general of ordnance factories, appointed on compassionate grounds, who 
are not required to put in the same hours of work as regular employees. We.have been informed that 
this arrangement is being reviewed. We recommend that these employees may be allowed the 
minimum of the lowest scale of pay recommended by us until they are brought over on the regular 
scale after attaining the prescribed age of recruitment. Posts on.pay of Rs.180/- (fixed) are of 
workers~cum-helpers in the union territory ofMizoram. We have been informed that these workers 
are now on par with other group~ staff in the scale. ofRs.l96-232 and may be given the same scale. 

8.15. A selection grade in the scale ofRs.200-240 is availabi~ for some of the posts in the scale 
of Rs.196-232. The existing scale of Rs.196-232 has a span of 13 years. As opportunities for 
promotion are not available to many of the posts at this level, a selection grade was provided which, 
however, has not been applied to all categories of posts. To bpng about uniformity, we recommend 
thar all posts in the existing scale of Rs.196-232 and the sel~tion grade of Rs.200-240, where 
existing, may be merged and given the scale ofRs.750-8-790-EB-10-940. This scale will also apply 
to posts on pay ofRs.180(fixed). 

(a) Rs.200-3-206-4- 250; (b) Rs.200-3-212-4-240-5-250; (c) Rs.210-4-250; 
(d) Rs.200-3-212-4-240 

8.16 There are at present three scales having the same rnaxiinum ofRs.250; Rs.200-250 at (a) for 
posts like daftry, jamadar, gangrnan,- cook, etc., Rs.200-250 at (b) for posts of porter, khalasi 
(stores), bearer and safaiwala grade A etc. in the Railways, and Rs.210-250 at (c) for a few other 
posts. The mode of appointment to all these scales is generally by promotion from the scale of 
Rs.196-232, with a few exceptions for the first scale where some tradesmen are diiectly recruited. 
The scale ofRs.200-240 at (d) also covers posts like sample taker, lampman and valvernan which are 
filled by promotion from the scale Qf Rs.196-232. we recommend that these. four scales may be 
grouped together and given the scale ofRs.775-10-965-EB-12-1025. 

(a) Rs.210-4-250-5-270; (b) Rs.210-4-270; (c) Rs.210-4-250~5-290 

8.17. There are two scales starting with Rs.210 and ending. with the maximum ofRs.270 but 
carrying different rates of increments, viz., Rs.210-4-270 and Rs.210-4-250-5-270. The scale of 
Rs.210-270 at (b) is assigned to a few posts in the union territories only. The scale ofRs.210-270 at 
(a) is a direct recruitment scale for posts like trollyman and coach attendant in the Railways and notice 
server in department of revenue. It is also a promotion scale for posts in the existing scales of 
Rs.196-232 and Rs.200-250. The scale of Rs.210-290 at (c) was recommended by the Third Pay 
Commission for semi-skilled artisans. However, this scale is now available for some non-industrial 
posts also. Having regard to the nature of duties and responsibilities of posts of industrial and non
industrial workers at this level, we recommend that posts in the existing two scales of Rs.210-270 
and the scale ofRs.210-290 may be placed in the scale ofRs.800-12-920-EB-15-1Q70-20-1150. 

8.18. The scale ofRs.210-270 also covers posts like postman, mail guard, lineman and wireman 
in posts and telecommunications departments and constables in central police organisations which 
have been dealt with elsewhere. 

Scales of pay for group C and group B' posts 

8.19. Posts in group C and group B which account for about 52.6 per cent of.the posts u?der 
central government are in 87 scales of pay. "Of these, ~4 scales of pay are for ~sts m. ~ss~ Rifles 
and Coast Guard which have been dealt with in the chapters on the respe~tive rntrustnes. The 
remaining group C and group B posts are in the following 53 sca~les ofpay,-

1. Rs.225-5-260-6-308 
2. Rs.225-5-260-6-326-8-350 
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3. Rs.260-6-326-8..:350 
4. Rs.260-6-326-8-390-1 0-400 
5. Rs.290-6-326-8-350 
6. Rs-.260-8-340.,10-430 
7. Rs.290-6-326-8-390-10-400 · 

' . \ 

8. Rs.260-8-340-10-360-12-480 
9. Rs.290-8-370-10-480 
10. Rs.290-10-350-12-410-15~ 500 · 
11. R.s.~20-6-32&.8:.390-10-400 
12. Rs.290-8-330-10-380-12-500-15-560. 
·13. Rs.330-8-37(}10-450 · 
14; Rs.330-8-370-10-480 
15. Rs.330-8-370-10-500-15-530 

I . / 

16. Rs.330-10-380-12-500-15-560 · 
17. Rs.330-10-35~380-15-560-
18. Rs.380-12-500~15-530. · 
19. Rs.380-12-500-15-560 
20. Rs.380-12-440-15-560,.20-620 

\ 

21. Rs.380-12-440-15-560-20-640. 
22. RsA00-15-580-20-900 .. 
23. Rs.425-15-560-20-600 · 
24. Rs.470-15-560-20-580 
25. Rs.425-15-560-20-640 
26. Rs.425-15-560-20-70o 
27. Rs.530,.20-630 
28. Rs.455-15-560-20-700 
29. Rs.42S-15-560~20-700:-25-:750. . , 
30. Rs.425-15-560'-20-700-25-800. '•ii 

31. Rs.440-15-560-20-700-25-750 
32. Rs.440-20-:500-25-750 . ; ' 
33. Rs.470-15-530-20-650-25-7SO 
34. Rs.530-20~610 
35. Rs.550-20-650-25-700 
36. RS.550-20-650-25-750 
37. Rs.550-20-650-25-800 
38. Rs.550-25-750 . ' 
39. Rs.500-20-700-25-900 
40. Rs.500-25-750-30-900 
4.1. Rs.550-20-650·25-750-30-900 

· 42. Rs.550-25-900 . , ... '. 

43. Rs.550-25-750-30~900 
44. Rs.650-30-710 
45. Rs.650-30-740-35-880-40-960 
46. Rs.700-30-'i60-35-900 
47. Rs.740-35-880 
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48. Rs.650-30-740-3S-880-40-,040 
49. Rs.775-35-880-40-1000 · 
so:·Rs.650-30-740-35-880-40-I200 
51. Rs.650-45-1100-50-1200 
52. Rs.840-40-1040 
53. Rs.840-40-1200 

(a) Rs.225-5-260-6-308 
· 8.20. The pay scale of Rs.225-308 is applicable to posts like record · keeper, junior gestetner 

operator, permanent way-mate, cabinman in the railways and some categories of artisan staff which 
are generally filled by promotion. There are also posts of matriculate constable, security assistant in 
the intelligence bureau, junior deck-hand in agriculture and co-operation, book-binder in department 
of culture, etc., for which there is direct recruitment in this scale of pay. We recommend the scale of. 
Rs.825-15-900-EB-20-1200 for all these posts: 

(a) Rs.225-5-260-6-326-8-350; (b) Rs.260-6-326-8-350 
8.21. There are two scales ending at Rs. 350, viz. Rs.225-350 an4,Rs.260-350. There are only 

a few posts in the scale of Rs.22$-350 like special record attendant in the department of culture which 
are filled generally by promotion from the lower scales. The scale of Rs.260-350 covers posts of 
selection grade postmen, mail overseer and head postmen in postal department which are promotion 
posts from the scales of Rs.210-270 and Rs.210-290. There are some posts in this scale like junior 
intelligence officer, grade n in intelligence b)ll'eau and tradesmen grade 'A' in atomic energy for 

· which appointment is made partially by direct recruitment of matriculates. Keeping in view the 
. comparability of posts in the scales of Rs. 260-350 and Rs.225-350, we recommend that they may be 
placed in the scale ofRs.950-20-'1150-EB-25-1400. 

8.22. The scale of Rs.260-350 is also applicable to skilled workers in workshops and other 
artisan staff as motor vehicle drivers for which separate recommendations'have been made in chapter 
11. . 

· (a) Rs.260-6-326-8-390-10-400; (b)· Rs.290-6-326-8-350 

· I 8.23. The scale of Rs.260-400 is applicable to posts like LDC, typist, cabinman grade I and 
pointsman grade 'A' ;in the railways; storekeeper in the Defence Ministry and staff car driver. In 
many cases, the appointment at this level is by direct recuritment with matriculation as the prescribed 
qualification. This scale is also presently applicable to skilled workers fn the workshops. 'There is 
direct recuritment to posts in this scale from amongst those having necessary trade certificate, and 
promotion from the scale ofRs.210-290. 

~- · \~.24. The scale of Rs.290-350 is pre-dominantly in the railways for running staff like fireman, 
assistant driver and driver shunting engine who are promoted from the scale of Rs.210-270 or 
Rs.260-350. Having regard to the duties and responsibilities of posts at this level we recommend that 
all posts in the existing scales ofRs.260-400 and Rs.29o-350 may be placed in the scale ofRs.950-
20-1150-EB-25-1500. For skilled workers and other artisan staff in this scale, we have made • 
recOmmendations in_chapter 11. · 

(a) Rs.260-8-340-10-430; (b) Rs.290-6-326-8-390-10-400 

8.25. CQmmercial clerks in the railways who were placed slightly above the lower division clerk 
by the last Pay Commission constitute the bulk of posts in the scale of Rs.260-430. Tracer, 
laboratory assistant and cable.:jointer in Department of Telecommunications are some other categories 
of po~ts in this scale. These posts are filled partly by promotion from lower posts and partly by direct 
recru1tment. 

8.26. there aie a few posts like senior deckhand in the scale of Rs.290-400. We recommend 
that the two scales viz~ Rs.260-430 and Rs.290-400 may be grouped and given the scale of Rs.975-
25-1150-EB-30-1540 · . 

8.27. The scale of Rs.290~400 is pre-dominantly a promotional scale for the running staff in 
tail ways which has been dealt with in chapter 10. 
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(a) Rs.260-8-340-10-360-12-480 

8.28. There are about 2.4lakh employees· in the payscale ofRs.260-480 mainly in the postal and 
telecommunications departments on posts like postal assistant. telephone operator~ sorter, telegraph 
assistant and signaller. This scale is higher than the scale of pay of lower division clerk and 
commercial clerk. A few other categories li1:e drilling assistant in geological survey of India and 
swifeh board operator in the Ministry of Defence are also covered by this scale. Keeping in view the 
large number of posts in this seal~, the relativities at this level and other relevant factors, we 
recommend the scale ofRs.975-25-1150-EB-30-1660 for posts in this scale .. 

(a) Rs.320-6-326-8-390-10-400 

8.29. The scale of Rs.320-400 is available primarily to the workshop/artisan staff in the upper 
level of the skilled category, the lower level being placed in Rs.260-350, for which we have made 
separate recommendations in chapter 11. 

8.30. The scale of Rs.320-400 is also applicable to driver of heavy vehicle, fireman leading hand 
under the Ministry of Defence, assistant in mints under 'department of economic affairs, etc. 
Appointment to these posts is both by promotion and direct recruitment. the scale of Rs.260-350 
being the predominant feeder scale. ·For posts in the scale ofRs.320-400, we recommend the scale of 
Rs.1150-25-1500. . " - . · 

(a) Rs.330-8-370-10-450; (b) Rs~J~0-8-370-10-480; (c) Rs.290-8-370-10-480 · 

8.31. The posts iri the scale of Rs.330-480 cover the lower l~vel of highly. skilled 
workshop/artisan staff. These are IJlOStly filled by promotion from the scale ofRs.260-400, and, in a 

·few cases, from Rs.210-290. Some of the other posts in this scale are those of shunting jamadar in. · 
the railways, line inspector in the telecommunications department. junior intelligence officer grade I 
and teChnician in all India radio, and appointment to these posts is also inade by promotion from the 
scale of Rs.260-350 or Rs.260-400. There is !llso direct recruitment for some categories of posts. 
There is another scale'beginning with RS.330 viz. Rs.330-450 at (a) covering a fe~ categories of. 
posts like fire surveyor in the Defence Ministry wflich are filled by promotion from the scale o~ 
Rs.210-270 or Rs.260-400~ We do not fmd justification for continuing this· scale for a few posts. 
We, therefore, recommend the scale ofRs.1200-30-1440-EB-30-1800 for all categories of posts 
presently covered by the scales of Rs.330-450 and Rs.330-480. There are a few posts in the scale of. 
Rs.290-480 in union territories which have been considered in the relevant chapta.. 

(a) Rs.330-10-380-12-500-15-560 
(b) Rs.330-10-350-380-15~560 
(c) Rs.330-8-370-10-500-15-530 
(d) Rs.290-8-330-10-~80-12-500-15-560 
(e) Rs •. 290-10-350-12-410-15-500 . 
8.32. There are about 3 lakh employees in the pay scale of Rs.330-560 at (a). . The major 

' category of posts covered in this scale are upper divisic:m clerk, senior clerk in railways, accountant 
and junior auditor under C&AG, auditor in defence accounts and junior accountant in P&T 
departments. Appointment. to these posts is partly by promotioB from the scale of Rs.260-400 and 
t>~ by direct recruitment for which degree of a recognised university is the' prescribed qualifi~ation. 

8.33. The 5cale of Rs.330-560 at (b) with ·the same minimum and maXimum but with slight 
difference in the rate of increments was introduced subsequent to the report of the Third Pay 
Commission for primary school and other teachers. The scale of Rs.330-530 is also a scale 
introduced subsequent to the ~rt of the Third Pay Commission. The main posts covvered by this 
scale are railway guards grade C who are promoted from the scales of Rs.225-308, Rs.260-400 and· 
Rs.260-430. The scale of~.290-S60 covers a few other posts like teachers in the Ministry of Home 
Affairs and Ministry of Labour, assistant photographer, printet developer and printer grade I in the 
Defence Ministry, assistant locust warning officer IUld deputy forest ranger in the Ministry of 
Agriculture and Co-operation and bromide printer in Ministry of Information and Broadcasting. 
Appointment to these posts is mainly by promotion from the scales of Rs.260-350, Rs.260-43~ m,d 
Rs.260-400. There is an element of direct recruitment also for which the educational qualification IS 
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'matriculation. Like the two scales beginning with Rs.330 which were introduced subsequent to the 
report of the Third Pay Commission, the categories covered by the scale of Rs.290-560 also comprise 
posts which are filled mostly by promotion from the scales of Rs.260-400-and Rs.260-430. The 
scale ofR~.290-500 at (e) covers a few posts oflaboratory assistant in some departments. There are 
also a few postS in union territories in this scale. We do not fJ,11d any special feature to justify ~e 
continuance of five different scales of pay at this level. We, therefore, recoinmend the scale of 
Rs.1200-30-1560-EB-40-2040 for posts in the•two scales ofRs.330-560 at (a) and (b) and the three 
scales ofRs.330-530 at (c), Rs.290~560 at (d) and Rs.290-500 at (e). 

(a) Rs.380-12-500-15-530; (b) Rs.380-12-50.0-15-560 

8.34. The scale of Rs.380-560 is applicable to posts of higher level of highly skilled 
workshop/artisan staff appointed mostly by promotion from the lower level of highly skilled staff in 
the scale of Rs.330-480 or from the scale of Rs.260-400 .. The posts of inspector telephone, auto
exchange assistant and transmission assistant m telecommunications department, supervisor 
(technical) and discharge mechanic in the Defence Ministry, scientific posts like senior observer 
(Met), junior scientific assistant grade IT in Defence (DGI) and senior technician in fill India radio 'are 
also in this scale. Appointment to posts in these categories are partly by promotion from the sc.ale of 
Rs.260-350, Rs.260-400 and Rs.260-480 and partly by direct recruitment of those with a degree or 
diploma. The scale of Rs.380-530 is available for a few posts mostly in telecommunications 

· department for categories like transmission ¥ss~stant, assistant telegraph master, cable splicer and 
cable jointer and appointment to these posts is made by promotion, mostly from the scales of Rs.260-
400, Rs.260-480 and Rs.330-480. There is a broad comparability in the duties and responsibilities 
as also the method of appointment for the categories coveted by the two scales, viz., Rs.380-530 and 

. Rs.380-560. We,. therefore, recommend the scale ofRs.1320-30-1560-:EB-40-2040forposts in the 
scales of Rs.380-530 and Rs.380-560. · · · 

(a) Rs.380-12-440-15-560-20-620; (b) Rs.380-12-440-15-560-20-640; 
(c) Rs.425-15-560-20-600; (d) Rs.470-15-560-20-580 

8.35. There are two other scales with a starting pay of Rs.380. with the 'mruilinum going above 
Rs.600/- viz., Rs.380-640 and Rs.380-620. The bulk of the posts in the scale of Rs.380-640 are tax 
assistant in the department of revenue, appointment to which is made by promotion from the scale of 
Rs.330-560. Certain other posts like senior librarian in all India radio, ciphe~ operator in the 
department of revenue, instructor (technical) in 'the Ministry of Defence, fmger print examiner in the 
Department of Railways and junior technical assistant (library) in the national library are also in this 
scale. Some of these posts are filled by direct recruitment. The scale of Rs.380-620 covers a few 
other posts iike,post office and RMS accountant in the department of posts where appointment is 
made by promotion from the· scale of Rs.260-480. There are two other scales which can be 
consi~ered in this group viz. Rs.425-600 andRs.470-580. · 

8.36. The scale of Rs.425-600 is pre~domhtantly a promotional scale for categories like assistant 
central intelligence officer grade II in the Ministry of Home Affairs, tradesman, record keeper and_ • 
photography re-toucher and litho machine printer in survey of India to which promotion is ·from the 
scales of Rs.330-560, Rs.330-480 and Rs.260-430. In some cases, there is also direct recrutment. 
The scale ofRs.470-580 is selection grade for a few posts of laboratory attendant. · . 

8.37. We think that all these posts c~n 'be conveniently grouped together and given a co~on 
scale of pay. We recommend the scale ofRs.1350-30-1440-40-1800-EB-50-2200 for posts in the 
scales of Rs.380-640, Rs.380-620, Rs.425-600 and Rs.470-580. · · 

(a)·. Rs.425-15-560-20-640; (b). Rs.425-15-560-20-700 
(c) Rs.455-15-560-20-700;' (d) ,Rs.530-20-610 
8.38. there are two other scales beginning with a starting pay of Rs.425, viz. Rs. 425-640 and 

Rs.425-700 which are identicru except for their span. The scale of Rs.425-640 is the selection grade 
for posts of postal assistant, telephone operator and telegraph supervisor in posts and 
telecommunications departments. In the railways, station master, head booking clerk, head parcel 
clerk and head ticket collector are in this scale and appointment to these is on promotion from the 
scale of Rs.330-560. The duties of these posts are generally supervisory. The other scale of 



Rs.425-700 covers categories like juniior engineer in telecommunication, CPWD, etc., -head clerk, 
train examiner and chargemen grade'D in the railways and chargemen (Engg.) gliade IT. Appointment 
to Qtese categories of posts is by and large on pr.omotion from the scales of Rs.260-480 and Rs.330- · 
560. In some of the categories, however , like junior engineer in telecommunications and CPWD and 

. superintendent in directorate general' boarder roads (DGBR), appointment is also made by direct 
recrui~ent Categories like tradesman grade 'E' and scientific assistant grade 'A' in atomic energy 
department, senior charge~en i? Minisn;y of Pefence are also covered by this-scale. The duties of 
these posts are also superv1sory m nature. . · : · 

8.39. The scale of Rs.455"' 700 is predominantly for posts of station master, chief booking clerk, 
assistant yard master, assistant station m.aster in the railways and appointment to these categories is 
made by promotion from the' scale of Rs.425-640 and in som~ cases from the scale of Rs.330-560. 
Their<iuties include inspection and maibtenanc~ of service withi~ the assigned working unit and are 
generally supervisory in natu,re,. Keeping in view the lc;vels from which promotions are made to 
these posts as also the broadly comparatlle supervisory duties, we recommend that posts in the scales 

, of Rs.425-640, Rs.425-700 and Rs.455-700 may be given the scale of Rs.l400-40-UOO-EB-50-
2300. The scale ofRs.530-610 applicable to some posts oflaboratory assistant in the railways and 
union territories has been dealt with elsewhere. -

(a) Rs.530-20-630 · · 
1 

1 I, . - · ' · 
8.40. The scale of Rs.530-630 which was Introduced as 'a selecti~n ~ade fo~ 'primary school 

teachers subsequent to the Third Pay Cpmrnission rei>ort has been separately discussed in chapter 11. 
:(a) Rs.425-15-560-20-700~25·800.; : (b) Rs.425~i5-560-20-70-0-25-7SO; ·(c) 
Rs.440-15-560-20-700·25-750; (d) ~s.470-15~530-20-650·25-750; (e) Rs.440-
20-500-25-750 • t' . . I ' I ' • . 

: ' · . _ . ~ ' : I ' - ' ; : . ' ' i 

8.41. The scale of Rs.425-MO ·covers posts of assistant-and· stenographer. jn different 
minis~e~/departments, a~ditor under C&AG, etc. The recruitment is either through competitive 
exammation or by promotion from the scale of Rs.330-560. · · . · . 

' . . . . . . ' 
8.42. There are three other scales which are segments of the scale of Rs.425-800 and these are 

Rs.425-750, Rs.440-750 at (c) and Rs.440-750 at (e). The categories of posts covered by the scale 
of Rs.4Z,S-750 are engineering assistant in doordarshan and all India radio, selection grade inspector 
of telegraph and assistant superintendent (telegraph and telephone) in P&T and stock veruier in 
railways. The scale of Rs.440-750 at (c) and the scale of Rs.440-750 at (e) are for trained graduate 
teachers, the scale ofRs. 4407 750 at (e) having been introduced subsequent to the report of the Third' 
Pay Commission, appointinent to all these posts is partly by promotion from the scales of Rs.330-560 
and Rs.425-640 and partly by direct recruitment - · · · · · ·. . "- ·- · · : 

• , '. I;_·: ! , ' .. _.' 1 

· 8.43. The scale of Rs.470-750 covers categories of posts like scientific assistant in departments; 
of atomic energy and space, tradesman in the department of space, section controller in the railways, 
assistant foreman in the department of energy and grade IV officers of the central information service. 
(CIS). Appointment to these categories of posts is mostly by promotion from the level ofRs.330-
560 and Rs.425-700. There is also direct recruitment for certain categories of posts like reporter in all. 
India radio, scientific assistant in department of space and for grade IV of CIS. · · · · 

8.44. Considering the 'duties and responsibilities of these ~sts and th~. fact that promotions to . 
these are made from more or less similar levels, we rcrcommend that all categories·of posts presently 
covered by the scales of (a) Rs.425-800; (b) Rs.425 ... 750; (c) Rs.440-750; (d)'-Rs.470-750 and (e) 
Rs.440-750 may be grouped together and given the scale of Rs.1400-40-f600-50-2300-EB-60-
2600. In respect of the categories of posts in the scale of Rs.470-750 where ,graduates in science are 
directly recruited, we recommen~ that a suitable higher start may be given in the scale of~s.1400-40-
1600-50-2300-EB-60-2600. 

(a) Rs.550-20-650-25-800; (b) Rs.550-20-650-25-750; ·(c) Rs.550-20-650-25···· 
700; (d) Rs.550-25-750 ·· . 

8.45. There are four scales of pay which start at Rs.550 viz. Rs.550-800; Rs.550-750 at (b) ; 
Rs.550-700 and Rs.550-750 at (d). The scale of Rs.550-800 covers posts of control inspector in 
security press and junior printing supervisor under the department of economi.c affairs and pattern 
maker-cum-designer in the handloom directorate, etc. Appointment to these posts is mostly by 
promotion from the scales of Rs.425-640 or Rs.425-700. ·The' other two scales starting at Rs.550 are 



104 
. . 

segments of this scale with a shorter span. The scale ofRs.550-750 at (b) is presently.available for. 
categories like chargeman grade I and foreman under the Ministry of Defence, chief clerk, deputy 
station superintendent and office superintendent grade II in the railways and senior telegraph 
supervisor in P&T. Appointment to these posts is 'predominantly by promotion from the scales of Rs. 
425-640 and Rs.:425-700 .. There is also direct recruitment of degree holders in engineering in a few 
cases. The scale of Rs.550-700 is predominantly available for categories like dirver grade 'A', senior 
chief commercial. clerk, motorman, head draftsman and storekeeper grade II in the railwyas, office 
superintendent in P&T and mines surveyor under the directorate of mines safety. All these posts are 
filled by promotion from the scales of Rs.425-640 and Rs.425-700. The scale of Rs.550-750 at (d) 
was introduced subsequent to the report of the Third Pay Commission and is available for categories 
of posts lil~e subedar in mobile civil emergency force under Ministry of Home Affairs and senior artist 

. in CSO; appointment is also by promotion from posts in the scale ()f Rs.425-700. In the case of 
subedar in m~bile civil emergency force, promotion is from the level of mu'b subedar in the scale of 
Rs.380-560. The duties and responsibilities of these categories of posts are comparable, and these 
are promotional posts for employees in the scales of Rs.425-640 and Rs.425-700 and in a very few 
cases for employees in the lower sc~le of Rs.380-560. We recommend that posts in the scales of (a) . 

. Rs.550-800; ·(b) Rs.550-750; (c) Rs.550-700 and (d) Rs.550-750 may be given the scale of 
Rs.l600-50-2300-EB-60-2660. · 

(a) Rs.400-15-580-20-900; (b) Rs.500-l0-700-25-900; (c) Rs.S00-25-750-30- · 
900; . . 

(d) Rs.550-20-650-25-750-30-900; (e) Rs~550-25-900 and (f) Rs.550-25-750-
30-900. . . 

" 
8.46. There are a few pos~ fn ·the scale of Rs.400-ooO under the Ministry 'of Health which have 

been dealt with in the relevant chapter. There are at present'two scales ranging between Rs.500 and 
Rs.900 viz: Rs.S00-900 at (b) and Rs.500-99Q at (c) and thfee scales ranging betWeen Rs.550 and 
Rs.900 'viz. Rs.550-900 at (d), Rs.550-900 at (e) and Rs.550-900 at (f). The scale of Rs.S00-900 at 
(b) is applicable for posts of income-tax inspector; section officer in P&T, railways and all other 
departmental accounts organisations~ Appointlnent to these categories is almost entirely by 
promotion, generally from the level of Rs.330-56Q-. and Rs.425-700 on passing the SAS ~r equivalent 
exarninatic;m. ·The st:ale of Rs.S00-900 at (c) was introduced subsequent to the report of the Third Pay 

. Commission and only a few categories like junior field officer in DGS&D, senior technical assistant 
in the department of mines, scientific assistant grade B. in department of electonics are pressently 

. covered b!~this scale. Appointinent to all these categories is partly by promotion from the scales of 
Rs.330-5ou'; Rs.425-700 and Rs.550-700 and in some case.s by direct recruitment. The· scale of 
Rs.550-900 at (d) is also a new scale which was introduced after the report of the Third Pay 
Commission and presently covers only a few posts· like senior stenographer in the railways, and 

· appointment to these posts is by promotion from the scale of Rs.425-700. The scale of Rs.SS0-900 
at (e) is another new scale covering few posts like stenographer grade I 4t the ministry of defence. 
These are also promotional posts for stenographer from the scale of Rs.425-700. The scale of 
Rs.550-900 at (f) is mostly available for the scientific and technical staff in different government 
organisations. These posts include senior scientific-assistant in departments of defence and atomic 
enerfgy, senior engineering assistant in all India radio and professional assistant in civil aviation, 
selection grade junior engineer and assistant superintendent post offices in P&T, superintendent 
statis~ics in NSO and superintendent grade I in defence. While a majority of these posts are filled by 
promotion from the scales of Rs.425-700 and Rs.470-750, there is some direct recruitment for posts 
like senior scientific assistant in defence, professional assistant in civil aviation. All the posts in the 
scale of Rs.500-900 at (b); Rs.S00-900 at (c); Rs.550-900 at (d); Rs.550-900 at (e) and Rs.SS0-900 
at (f) can be conveniently grouped together and given the scale ofRs.l~0-60-2600-EB-75-2900. 

· (a) Rs.650-30:740-35-880-40-960; (b) Rs.700-30-760-35-900; (c) Rs.650-30· 
740-35-880-40-1040; (d) Rs.7.40-35~880 and (e) Rs.775-35-880-40-1000 

8.47. The scale ·of Rs.650-96U .cov~rs categories like asststimt training officer a~d labour 
enforcemnt officer under ministry of labour, scientific officer, assistant personnel officer and assistant 
accounts officer under the department of atomic energy, administrative officer, grade·ITI and civilian 

.. . ·- . 
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officer. grade m under the ministry of defence. assistant education offker under the ministry of 
education. Appointment to these posts is mostly by promotion from the. acales of Rs.425-700; 
Rs.425-800; Rs.S50-750 and Rs.S50-900. There is also provision for direct ~tment for some 
posts of labour enforcement officer and assistant education officer. The scale of Rs.700-900 is 
essentially a promotional scale for posts in the scale of Rs.S50-750 like station superintendent, office 
superintendent, chief ticket inspector. deputy chief controller. chief draftsman in railways and 
assistant foreman and chief draftsman in defence and office sUperintendent in ihe department of 
revenue. The scale of Rs.650-1040 is applicable to posts of assistant audit officer in the C&AG's 
office who are promoted from the scale of Rs.S00-900. Stenographers grade B in ministries and 
departments are also promoted to this scale from posts in the scale of Rs.425-800. 

8.48. The scale ofRs.775-1000 covers the seleetion grade posts for categories like section officer 
(Accounts), inspector station accounts, inspector stores accounts in railways, junior accounts ofij.cer 
in_ P&T • Appointment to these posts is almost entirely by promotion from the scale of Rs.S00-900 
and the initial stage of the scale of Rs. 775-1000 may not be applicable to those promoted to this 
scale. In view of this and the similarity in the method of appointment to the posts'in the11 s~es~ we 
recommend thaJ tho ic:ales ofRs.650-960, Rs.700-900, Rs.650-1040 and Rs.775-1000 may be-given 
the common scale of ~2000-60-2300-EB-75-3200. The scale of Rs. 740-880 is the ~election grade 
for posts of graduate teacher and the scale of Rs. 775-1000 which also is·selection grade for teachers 
have been dealt with in chapter 11. 

Rs.650-30-710 

8.49f'Ibe scale of Rs.650-7l0 covers posts of resident medical registrar under the cen~ 
government and the union territories. We recommend that the posts in this scale may be placed in the 
scale of Rs.2000-60-2120. . . · , 

(a) Rs.650-30-740-3S-880-40-1200 (b) Rs.6S0-4S-1100-50-1200 . 

8.50. There·are two scales of Rs.650-1200 with different rate of increment viz. Rs.650-1200 at 
(a) and Rs.650-1200 at (b). The scale ofRs.650-1200 at (a) is the present standard scale for group B · 
posts like section officer in central secretariat, superintendent excise and customs, appraiser 
(customs), assistant engineer in P&T, railways, defence and CPWD, junior scientific Qfficer in· 
defence and grade A of central secretariat stenographers' service. 'The civil and police services 
(grdup B) in union territories are .also in this scale. Appoinbnent to these categories· of posts is both· 
by promotion mp dirrect rec:ruibnenl· We recommend that the above two scales at (a) and (b) should 
be merged and Pven the scale ofRs.2000-60-2300-~-75-3200-100-3500. · 

(a) Rs.840-40-1200 (b) Rs.840-~0-1040 

8.51. The scale of Rs.840-1200 is predominantly a promotional scale for posts in the scale of 
Rs.500-900, Rs.775-1000 and Rs.650-960 and covers categories of posts like accounts officer in 
various central government deparbnents, audit officers in the office of the C&AG, public prosecutor 
in CBI and principal forman in the railways. There is another scale of Rs.840-1040 which is a 
segment of the scale of Rs.840-1200 and is available for posts like foreman in defence (DGI), 
controller, shop superintendent, senior inspector and some other posts in the railways. Appointment 
to these posts is also by promotion from the scale.of Rs.700-900 and Rs.SS0-750 except in the case 
of foreman in DGI where some posts are filled by direct recrutiment The posts in these scales are the 
highest group B posts and we are in favour of having a single scale at this level and recommend that 
the posts in th~ t)vo scales at (a) and (b) may_ be given th~ scale ofRs.2375-75-3200-EB-100-3500. 

Scales of pay for group A. posts and services 

8.52. Group A posts numbering about 70,000 are presently covered by 47 scales of pay. these 
include three fast-track scales peculiar to the deparbnent of atomic energy and two scales in the coast 
guard organisation which have been dealt with in the relevant chapters. The remaining 42 scales of 
pay are given below,- .. · · · 

S.No. Scale of pay 
1. Rs.700-40-1100-50-1300 



2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 
19. 
20. 
21. 
22. 
23. 
24. 
25. 
26. 
27. 
28. 
29. 
30. 
31. 
32. 
33. 
34. 
35. 
36 .. 
37. 
38. 

-39. 
40. 
41. 

.. 42. 

Rs.700-40-1100-50-1600 
Rs.900-40-1100-50-1400 
Rs.11 00-50-1500 
Rs.1100-50-1600 
Rs.1100-50-1300-60-1600 
Rs.1 1'00-50~ 1500-60-1800 
Rs.1200-50-1600 
Rs.1200-50-1700 
Rs.1200-60-1800 
Rs.1200-50-1300-60-1800 
Rs.1200-50-1300-60-1900 
Rs.1200-50-1300-60-1900-100-2000 
Rs.1200-100-2000 
Rs.1300-50-1700 
Rs.1300-50-1800 
Rs.1500-50-1800 
Rs.1500-50-1800-100-2000 
Rs.1500-60-1800 

. Rs. 1500-80-1900-100-2000 . 
Rs.1500-100-2000 
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.. Rs.1500-60-1800-100-2000 
Rs.1500-60-1800-100-2000-125/2-2500 
Rs.1600-100-2000 · 

· Rs.1650-75-1800 
Rs.1800(flxed) 
Rs.1800-100-2000 
Rs.1800-100~2000-125/2-2250 
Rs.2000-1~5/2-2250 
Rs.2000-125/2-2500 
Rs.2250-125/2-2500 
Rs.2250-J 25/2-2750 
Rs.2500/- (flxed) • 
Rs.2500-125/2.-2750 
Rs.2500-125/2-3000 
Rs.2500-100-3000 
Rs.2750/- (flxed) 
Rs.3000/- (flxed) . 
Rs.3000-100-3500 · 
Rs.3250/-: (flxed) 
Rs.3500/- (flxed) 
Rs.4QOO/- (flxed)· 

. ' 
8.53. · About 42,000 group A posts are. covered by 49 organised services mentioned in the 

Annexe 8.1. Recruitment to.the Indian Administrative Service(IAS), Indian Police Service (IPS), 
Indian Foreign Service (IFS).and group-A central set:Vices like Indian /Audit and Accounts Service 
(IA&AS), Indian Defence-Accounts Service (IDAS), Indian Postal Service (IPS), Indian Railway 
Accounts Service(IRAS), is through the civil services examination conducted annually by UPSC: 
Similarly, recruitment to the engineering group of.services like Indian Telecommunication Service 
(ITS), ~dian Railway Service of Engineers (IRSE), Indian Ordance Factories Service (IOFS) and the 
medical services is made by UPSC through the engineering services examination and combined 
medical services examination respectively. Appointments to other group A services also follow the 
general pattern of direct recruitment through UPSC. In respect of some of these services, like Indian. 
Economic Service (IES), Indian Statistical Service (ISS) and the Indian Forest Service (IPS), UPSC 
holds separate competitive examinations. ' . ' 
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8.54. Initial appointment to almost all·the services covered by the civil services examination~ 
engineering services examination and combined medical services, examination, and other group A 
posts is to the junior time scale {Rs.700-1300). Promotion from this scale is to posts in the seniot 
time scale of Rs.1200-2000 for the lAS and IFS, Rs.1200-1700 for the Indian Police Service and·. 
Rs.1100-1600 for the remaining group A service.slposts. The next two scales of pay of Rs.1500-
2000 and Rs.2000-2250 are the junior administrative giade (JAG) and the selection grade (SG) of the 
JAG for central services. The scale of Rs.2000-2250 is the SG for lAS also. The SG of IPS (police) 
is Rs.1800-2000, and it is Rs.1650-1800 for the IFS (forest). The posts in the senior administrative , 
grade (SAG) of the Central Services are in two scales of Rs.2250-2500 for level-II and Rs.2500- ,. 
2750 for level-I. In the lAS the posts in th~ super time scale are in the scale of Rs.2500-2750. In the· 
IPS (police) posts above the SG are in the scales ofRs.2000-2250 (level-m and Rs.2250-2500(1evel-: · 
1). In the IFS (forest) the posts at this level are in the scales ofRs.1800-2000 (levet-m and Rs.2000-
2250 (Ievel-I) .. The next higher le-.:el posts in IPS. (police) and IFS (forest) are in-the scale of 
Rs.2500-2750. : . . . . ·; . ·. 

8.55. There are some exceptions to the general pattern discussed above for group A Central ' 
Seryjces. For example. in the Indian Le_&al Service, the direct J:ecrutiment is at the level of posts in the 
scaJe.ofRs.1200-1600. In the Compaqy Law Board Service and Overseas Communications Service; 
thefe is an additional level in the scale ~f Rs.1300-1700 between the senior time scale (Rs.11 00-1600) 
and JAG (Rs.1500-2000). In the Indian Statistical Service and Indian Economic Service, posts above 
the senior time scale· are in two scales ofRS.1500-1800 and Rs.1800-2000. The pattern of pay scales 
for the Central Health Service, Railway Medical Service and the Indian Ordnance Factories Health 
Service ~ also different from the pay·structure generally prevailing in group A Central Services. . : , i 

' . ' ' 

8.56. As has been mentioned earljer, we have tried to reduce the number of pay scales of group A. 
posis by regrouping them, as discussec:J iJJ,the succeeding paragraphs. · 

(a) Rs.700-40-1100-50-1300; (b) Rs.700-40-1100-50-1600; : (c) Rs.900-4~-· 
1100-50-1400 . . . . 

8.57. The scale of Rs.70Q.1300 is the entry scale for direct recruits in group A organised services . 
. and for all other group A posts. Appointments at this level by promotion are JDOstly from posts in the 

scales of Rs.650-1200 and Rs.840-1200. The promoted officers generally reach the maximum of the. 
scale SdOn after promotion as it is only slightly above the maximum of the group p scale. The scale. 
of Rs. 700-1600 is applicable to J_Dedical offi~ers in the railwasys and lecturers in some of the training_ 
establishments. Posts of assistant professor in Lal Bahadur Shastri Academy of Administration are 
also in this scale. Majority of the posts in the scale of Rs.900-1400 are under the Ministry of 
Information and Broadcasting and these are proposed to be given the scale of Rs.700-1300 on 
formation of the Indian Broadcasting Programme Service. There are also posts of senior public, 
prosecutor in Central Bureau of Investigation in this scale. We are of the view that the ei_ttry scale for 
all group A services and posts should be the same. The existing span of 15 years of this scale needs 
to be elongated to provide·incentive to those who are promoted from group B posts.· We therefore 
recommend that the categories of posts covered by the scales of pay ofRs.700-1300, Rs.700-1600 
and Rs.900-1400 may be given the scale of .Rs.2200-75-2800-EB-100-4000 which has a span of 21 

Y
~ . . . 

. ' . 
<a>. R!.U00'-50-1SOO; · (b) R~.uoo-so-i6oo; <~> · Rs.uoo-50-1300-6o:1600;. (d) 
Rs.1200-50-1600; (e) Rs.ll00-50-1700; (f) Rs.1300-50-1800; (g) Rs.U00-50"' 
1500-60-1800; (h) Rs.1200-50-1500-60-18QO; and (i) Rs.ll00-60-1800 

8.58. The scale of ~s.li.00-1500 covers posts of senior intelligence officer in Intelligence 
Bureau accounts officer and senior interpreter .in other departments. The scale of Rs.11 00-1600 at 
(b) is the senior time scale for organised group A services and s~~ and covers about 66 per cent of 
the posts at this level. The scale of Rs.ll00-1600 at (c). mtroduced subsequent to the 
recommendations of the Third Pay Commission applies to about 10 posts only. The scale of 
Rs.1200-1600 is primarily assigned to posts of under secretary i;D the. central secretariat. The scale ~f 
Rs 1200-1700 is mainly the senior time scale of the IPS(pobce). The scale of Rs.1300:'1800 ·~ 
applicable to the post of competent authority in the Land and Building Department 10 Delht 
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Administrastion which is filled'by promotion from the scale ofRS'.650-1200. The scale ofRs.llOO-
.. 1800 is applicable to divisional medical officer in the railways and development officer in the Ministry 
·of Industrial Developl1lent, appointments to which are primarily by promotion from the scales of 
Rs.650-1200 and Rs. 700-1300. Posts of medical specialist (grade-II), which are also in the scale of 
Rs.ll00-1800, have been dealt with separately.: There are two scales with identical minimum and 
maximum pay ofRs.1200 and Rs.1800 respectively. The scale ofRs.1200-1800 at (h) covers a few 
posts only like those of senior lecturer (science) under DO, Shipping and a few posts in the marine 
establishments .. While appointments to the posts of.senior lecturer under DO, Shipping are entirely 
by promotion from the scale of Rs. 700-1300, for other catergories of posts in this scale, the mode <>f 
appointment is b}' direct recruitment.· The other scale of Rs.1200-1800 at (i).is for one post which is 
also in the maririe establishment. ·We do not fmd justification for continuing the existirtg differences 
in the starting pay ofRs.1100 for some services and Rs.1200 for others at the senior time seal~ level 
We are of the view that the senior time scale for police, forest, engineering, scientific, medical and 
other central services sh~uld be the_same .. The senior time scale for lAS and Indian Foreign Service 
has been considered separately., Taking all factors into account, we recommend that the scales of (a) 
Rs.ll00-1500; (b) Rs.ll00-1600; (c) Rs.ll00-1600; (d) Rs.1200-1600; (e) Rs.1200-1700; (f) 
Rs.1300-1800; (g) Rs.ll00-1800; (h~ Rs.1200-1800 and (i) Rs.1200-1800 may be grouped and 
given the scale ofRs.3000-100-3500-125-4500 : . . . 

(a) Rs.1200-50-1300-60-1900; (b) Rs.1200_-100-2000; (c) Rs.1200-50-1300-60-
1900-100-2000; and (d) Rs.1300-SO-poo 

8.59. The scale of Rs.1200-l900 at (a) is a I)ew scale which was introduced after the report of 
the Third Pay Coriunission and is applicable to posts of LReader like those in La1 Bahadur Shastri 

. Academy of Administration. There are two scale with identical minimum (Rs.1200) and maximum 
(Rs.2000) with different rates of increment. While the scale of Rs.1200-2000 at (b) covers only one 

·post, the scale ofRs.1200-2000 at (c) is predominantly for posts in the senior time scale of lAS and 
the Indian Foreign Service. It covers tile senior time scalse and the JAG of central services. Keeping · 
in vie,w the functional requirements of the lAS and the Indian Foreign Service, the senior time scale 
with a longer span may continue for these services. The scale ofRs.1300-1700 at (d) covers posts in 
some of the organised services like Overseas Communications Service, and a number of other posts 
in different ministries. In most cases, these posts are filled by promotion from posts in the scale of 
Rs.ll 00-1600. We feel that in the ·interest of rationalisation of scales it should be examined if this 
additional level provided by the ,scale of Rs.1300-17oo could be abolished and merged either with 
P,psts in the senior t~me scale orlAG depending upon the duties of the posts, etc. Until such review, 
tlie ~osts in this scale can be grouped with those in the scales discussed here. , We accordingly 
recommend that posts in the scales of (a) Rs.1200-1900; (b) Rs.1200-2000; (c) Rs.1200-2000 and 
(d) Rs.1300~t700 may be given the scale ofRs.3000-100-3500-125-5000. · 

. . 

(a} Rs.1500-50-1800; (b) Rs.1500-60-1800; (c) Rs.1500-80-1900-100-2000; (d) 
Rs.1500-50-1800-100-2000;. (e) Rs.lS00-60-1800-100-2000; (f) Rs.lS00-100-
2000; and (g) Rs.1600-100-2000 •. 

. · ,8.60. There are two scales with the same minimum (Rs.1500) and maximum ·(Rs.1800) with 
difference in the rate of increment. There are only three posts in the scale of Rs.1500-1800 at (a). 
The scale of Rs.1500-1800 at (b) is ·available for the Indian Statistical Service, Indian Economic 
Service, Indian Naval Armament Service, and posts in the Central Revenue Chemical Service. Other 
po&ts like senior civilian staff officer in defence, deputy director (communication) and controller of 
aerodrome in civil aviation department, deputy director (zoology) in department of environment and 
deputy director survey of India are also in this scale. Appointment to most of these posts is by 
promotion from the scale of Rs.11 00-1600 and also by direct recruitment to some extent. The scale 
of Rs;1500-1800 at (b) is a segment of the JAG (Rs.l500-2000) and suggestions have been made 
for uniformity in the scales of pay at this level. Considering the duties and responsibilities of these. 

· posts, the s·uggestion for a uniform scale appears to be reasonable. There are four scales having 
identical minimum and maximum of Rs.1500/- and Rs.2000/- respectively. The scale of Rs.l.SQO. 
2000 at (e) is_the predominant scale covering posts in the JAG of the organised central services. 
While more t;~tan 75 per cent of the posts in the scale are covered by the organised serviceslstrem:ns-

, . 
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there are categories like Scientific Officer in Atomic Enerfgy and Space, and Chief Technologist in 
Food which are also covered by this scale. Appointments to these posts are mostly by promotion 
from the seal~ of Rs.ll 00-1600 with provision for direct recruitment in some cases. This scale also 
covers posts of deputy secretary in the central secretariat and equivalent posts. Posts of chief medical 
officer in Central Health Service and equivalent posts in other medical services are also in this scale. 
The other three scales with identical minimum and maximum pay i.e. Rs.1500-2000 at (c); Rs.1500-
2000.at (d); and Rs.1500-2000 at (f) are variants of the scale ofRs.1500-2000 at (e) with only minor 
difference in the rates of increment, and the number of posts covered by these three scales 'are very 
few. The scale ofRs.1600-2000 at (g) applies to only one post We are of the view that posts at this 
level in the marginally different scales can be conveniently placed ,in a common scale. We accordingly 
recommend that po~ts in the scales of (a) Rs.1500-1800; (b) Rs.1500-1800; (c) Rs.1500-2000; (d) 
Rs.1500-2000; (e) Rs.1500-2000; (f) Rs.1500-2000 and (g) Rs.l600- ~000 may be given the scale 
of Rs.3700-125-4700-150-5000. . · ·-~., · · · ~ · · · 

(a) -Rs~1650-75-1800; (b) Rs.1s·oo (fixed); (c), Rs~1~0~-100-2ooo;~ .a~~ (d) 
Rs.1800-100 2000-125/2-2250. . - . · . . . . 

8.61. The scale ofRs.1650-1800 at (a) is the selec~on grade for Indian Forest Service>~ pay 
ofRs.1800/- at (b) which is now peculiar to central police organisations corresponds to the earlier 
selection grade ofiPS(police) which was subsequently revised. The scale ofRs.1800-2000 at (c) is 
the selection grade for the IPS (police). It is also applicable to posts like director of communication 
in Civil Aviation Department and some posts of joint commissioner under Ministry of Agriculture.· 
The scale ofRs.1800-2000 is also applicable to posts of conserv~tor of forests levelJiin IFS (forest) · 
and has b_een discussed separately. The scale ofRs .. 1800-2250 at (d) is predominantly in vogue in 
scientific departments covering posts like scientist gradeD'. deputy chief scientific Qfficer ~defence, 
_joint.director (re_se~ch) in.irrigation,_ scientific ~fficer/engineer in. atomic energy ~nd spape, 
appot_ntments.to which are mostly made by prom9tton from the scale of Rs.1500-2000. Posts/ of · 
11J,edical specialist which are also covered by this scale have been dealt with elsewhere. Considering 
the broad comparability_ of the duties and r~sponsibilities of posts covered by these four scales, we.· 

. recommend that posts in the scales of (a) Rs.1650-1800; (b) Rs.1800 (fixed); (c) Rs.l800-2000, and · 
(d) Rs.1800-2250 may be given the scale ofRs.4100-125-4850.:150-5300. · 

(a) Rs.1500-60-1800-100-2000-125/2-2500; (b) .Rs.2000-125i2~2500; · and· (c) 
Rs.2000-125/2-2250. · · . ·· · · · · · · ' 

8.62. The scale ofRs.1500-2500 covers teaching posts like those of principal and vice-principal 
under Defence Ministry, director (language specialist) in -Ministry of Education and professor in Lal 
Bahadur Sh~t;ri Academy of Administration. In addi~on, ~ere are a few posts of scientific attac~e 
llnder the Department of Sciennce and Technology m thts scale. The scale of Rs.2000~25p0 ts 
predominantly available to posts in scientific departments. The scale of Rs.2000-2250 apphes to. 
posts in the ~election gr~de of ~S,. engineering, .medic~ .and other cent;rl se!"'ices; This scale also. 
covers other posts like drrector m centrfal secretariat, additional legal advtser m Department of Legal 
AffairS, Chairman, Railway Service Commission, ~etor (census) in the Ministry of Home Aff~s.' 
Appointments to these posts are mostly by promotion from the s~ale of Rs.1500-2000. Havmg 
regard to the duties and responsibilities of posts at this· level, we recoJll!llend that. the scales_ of (a) 
Rs.1500-2500; (b) Rs.2000-2500, .and (c) Rs.2000-225Q may be grou~d and gtven the scale of 
Rs.4500-150-~700. · · · · · · · 

·. Rs.2250-.125/2--2500 · 

- . 8.63. The scale of Rs.2250-2500, covers posts in the senicir adminstrative..grade (level-H) in 
organised services and has been dealt with separately. It al~o applies to posts like deputy chief 
surveyor, deputy nautical adviser and ship superintendent in the department of surface transport, chief 
technical examiner in department of personnel and additional director in department of environment, 
We recommend the scale· of Rs.5100-150-5700 for posts in the scale of Rs.2250-2500. 

Rs.2250-1l5/2-27SO 

8:64. ·The scale of Rs.2250-2750 mostly applies to scientific posts like scientist/engineer '0' in 
the Departments of Space, f.tomic Energy and El~tronics. · Appointments to these posts are generally 

.. ~ .. . .. 
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by promotion from the scale ofRs.2000-2500. We recommend the, scale ofRs.5100-150-6300-220-
6700 for posts in the scale of Rs.2250-2750. 

(a) Rs.2250/--125/2-2500; (b) Rs.2500-125/2-2750; (c) Rs.2500/- (fixed); and 
(d) Rs.2750/-(fixed). : • 

8.65 The scales of Rs.2250-2500 and Rs.2500-2750 apply to posts of heads of departmeqts in 
the senior administrative grade (SAG) level-II a~d level-! respectively in the organised medical, 
engineering and other central servic~. The se~le 9f Rs.2500-2750 i~ a~so applicabl~ to posts .of joi,rit 
secretary to the Government of India and. equ1valent posts, Comm1ss10ner of States, IG police; and 
chief conservator of forests. It has been suggested that, h~ving regard to the importance and duties of ~ 
the posts of accountant general, commissioner of income-tax, chief engineer, chief operatlng 
superintendent, post master general, controller of defence accounts, general manager (Telephone),. 
medical superintendent and equivalent posts, these should be in one scale of Rs.2500-2750 at the 
SAG level. We have been informed that functionally the pc)sts i,n the two levels are interchangeable· 
and involve similar duties and responsibilities. Considering all relevant factors, we agree that the · 
posts in the SAG level-~ (Rs.2250-2500) and level-! (Rs.2500-:2750~ in the organised central 
services should be merged and given the scale of Rs.5900-200-6700. The posts of joint secretary ~ 
Government of India, commissioner in states, IG police, chief conservator of forests and other pasts 
in the scale of Rs. 2500-2750 may also be given the scale of Rs.5900-200-6700. There ar~:two 
posts of chairman, commission for scientific and technical terminology and chairnuin, forward market 
commission on pay of Rs.2500/- (fixed). We recommend the sc,ale of Rs.5900-200-6700 for these 
posts also. There is one post of Director General,.defence lands and contonment service in the PflY of 
Rs.2750/- (fixed) which has been dealt with elsewhere, , . 

. 1 

(a) Rs.2500-125/2-3000; (b) Rs.2500-100-3000. · ! 

8.66 The scale of Rs.2500-3000 at (a) is mostly prevailing hi scientific ·departments for 
categories of posts like chief controllers (R&D), scientific officer/scientist 'H' in department of 
defence research and deyelopment, atomic energy and space. This scale and the other scale at (b) is 
also available for a few other posts' like commissioner, railway safety, in Department of Civil· 
Aviation, adviser in Planning Commission, economic and statistical advisers in. some ministries and 
controller. of insutance in Department .of Econ9mic Affairs. Considering the needs of the scientific 
departments, and the level of responsibilities ~f tQe pasts in other dep~ents, we recommend that 
the posts in the two scales of Rs.2500-3000 m~y be placed in the scale of ~s.S900-200-73~. 

Rs.3000/- (fixed) 
1 

I i ' 

8.67. The pay of Rs.3000(fixed) is for pqs~ of additional secretary to the Government of India 
and other equivalent posts like adviser (railway board)~ nautical adviser and chief surveyor .'in 
Directorate of Shipping. Considering th~' duties and responsibilities of posts at this level, we 
recomlfiend that posts on pay of Rs.3000/-· (fixed) may be given the pay of Rs. 7300/-(fixed). · 

' 
Rs.3000-100-3500 

8.68. The scale of Rs.300Q~3500 is fot posts ·like chief coinmissioner of railway safety in the 
ministry of civil aviation, director genera~'(roads) in Department of Surface Transport and general 
manager railways. Considering their dutie.s, we recommend the pay scale ofRs.7300-200-7500-250-
8000 for posts in the scale of Rs.3000-3500. 

' 
Rs.3250(fixed) . . . 

8.69. The pay of Rs-:3250/-(fixed)~is' mainly for posts of heads ·of central police organisations like 
Boarder Security Force, Central Res~rve Police Force and Indo;Tibetan Border Police. We 
reco~end that posts on the pay of R~:3250/~ may be given pay of Rs. 7600/- (fixed). · 

Rs. 3500/- (fixed)·. 

8.70 The pay of Rs.3500/~ (f~~ed) is for posts of secretary to Government. of India, chief 
secretary of states and equivalent' pasts. A few other posts like those of Director General, Ordance 
Factories, Director, Intelligence·Bureau, and Director General, Health Services are also on this pay. 
We recommend the pay of Rs.8000/-(fixed ) for this ·level of posts.· · 

' .. . . 
,•. 
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Rs.4000/- (fixed) 

8.71. 'Th~ P<>st of Chairman, Atomic Energy Comission is the onl}i ~ivilian 1'9St at presen~.on 
pay ofRs.4000/- (fixed). We recommend the pay ofRs.9000/- (fixed) for this posL 11 · ~ ,,, 1:;··\ ''- r')~~-.:~.--·_-j·,f('i::~-~~ 

8. 72. As a result of the rationalisation of pay scales recommended by u,s, ·the. number of pay 
!>Cales for eivilian employees ~ central government, including those applicable t9 Assam Rifles and 
•Coast Guard, will be reduced from 153 to 36. While in respect of group D jx>sts )he number will be 
reduced from the existing 17 ·scales to 3 scales of pay, in respect ofposts in, group' B and C we have 
rationalised the existing 89 scales of pay into 18. In respect of group . A posts .. the 44 scales of pay, 
leaving aside the three fast-track scales peculiar to the Pepartment ofAtonuc _p~ergy, have beeJ;t 
rationalised into 15 scales. The scales recommended by us adequately refle_ct th~ pis tinct differences · 
~ resp<:?nsibility at various levels in government and it should be possibl~ to place any post created in 
future in one or the other scale recommended by us. In this way Jt shoul4 be possible to avoid aily-
proliferationofscalesinfuture. .-.-.. ,::::_-::- --~'-· ', ; ... ' ·~, ': 

8. 73. The thirty six _scales of pay reeoirunended b~ ~~~ -~_::.: . , , '· -_,. : ! ~ ,.:·; · · ·; ~~ ;;" ~. Jf ,J . : 
SI.No. Rs. '•' . .. I; · ·· -n ·' 
1. 750-8-790-EB-10-940 
2. 775-10-965-EB-12-1025 
3. 800-12-920-EB-15-1070-20-1150 
4. 825-15-900-EB-20-1200 
5. 950-20-1150-EB-25-1400- · 
6. 950-20-1150-EB-25-1500 
7. 975-25-1150-EB-30-1540 
8. 975-25-1150-EB-30-1660 
9. 1150-25-1500 .• ' 
10. 1200-30-1440-EB-30-1800 
11. 1200-30-1560-EB-40-2040 
12. 1320-30-1560-EB-40-2040 
13. 1350-30-1440-40-1800-EB-50-2200 
14. 1400-40-1800-EB-50-2300 :· ._. ·. <;. 
15. 1400-40-1600-50-2300-EB-60-2600 . 
16. 1600-50-23QO-EB .. 60-2660 
17. 1640-60-2600-EB-75-2900 
18. 2000-60-2300-EB-75-3200 · · .: .,1:: • 
19. 2000-60-2300-EB-75-3200-100-3500 --
20. 2000-60-2120 
21. 2375-75-3200-EB-100-3500 ( . 

22. 2200-75-2800-EB-100-4000 
23. 3000-100-3500-125-4500 
24. 3000-100-3500-125-5000 
25. 3700-125-4700-150-5000 1. ~ 

26. 4100-125-4850-150-5300 
27. 4500-150-5700 
28. 5100-150-5700 
29. 5900-200-6700 
30. 5100-150-6300-200-6700 
31. 5900-200-7300 
32. 7300/-(fixed) 
33. 7300-200-7500-250-8000 
34. 7600/- (fixed) 
35. 8000/-(ftxed) 
36. 9000/- (ftxed) 
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Name of service 

ANNEXE 8.1 
(See paragraph 8.53) 

Services recruited through the Civil Services Examination 

Indian Administrative Service 
Indian Police Service 
Indian Foreign Service 
Indian Postal Service 
Indian P&T Accounts & Finance Service 
Indian Railway Accounts Service 
Indian Railway Traffic Service 
Indian Railway Personnel Service 
Indian Defence Accounts Service 
Defence Lands & Cantonment Service 
Indian Ordnance Factories Service (Non-technical) 
Indian Audit and Accounts Service · · 
Central Information Service 
Indian Income-tax Service 
Indian Customs & Central Excise Service 
Indian Civil Accounts Service 
Central Trade Service . 
Services recruited through the _Engineering Services Examination 
Indian Telecommunication Service · •- -~ ' .. · ·• · .~ · · · 
Indian Railway Service of Electrical Engineers . 
Indian Railway Service of Signal Engineers.· 
Indian Railway Service of Mechanical Engin~ 
Indian Railway Service of Engineers 
Indian Railway Stores Service 
Military Engineering Service 
Indian Naval Armament Service 
Indian Ordnance Factories Service(Technical) · 
Central Power Engineering Service · · 
Indian Inspection Service 
Indian Supply Service 
Central Electrical & Mechanical Engineering Setvice 
Central Engineering Service 
Central Water Engineering LService 

· Central Engineering Service (Roads) 
Indian Broadcasting (Engs.) Service 
Border Roads Engineering Service 
Overseas Communication LSetvice. 
Se~vices recruited through the Combined Medical Services Examination_ 
Railway medical Service · . ' · 

· Central Health !Service 
·Indian Ordnance Factories Health Service 
Other Services recruited through UPSC 
Indian Forest Service ~· . · 
Indian Cost Accounts Service 
Indian Economic Service 
Indian Statistical Service 
Defence Research and Development Service 
Defence Aeronautical Quality Assurance Service . 
Defence Quality Assurance Service 
Central Legal Service 
Company Law Board Service 
Indian Salt Service. 
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CHAPTER 9 . } ' ~ 1 

.CENT~J\.L SECRETARIAT. 

9.1. The central government is organised into different ministriesand department~.' These are 
the highest policy making and implementing authorities. responsible' for #ficieJ;tt worldng of the 
goveml_llent. The number of ministries and departments over the years has gone up to 71 from 51 in 
1973, 25-in 1957 and 18 in 1947. ' · : -

9.2. Under the-present set-up each ministry/department has a Secretariat to assist'th~ :Minister ,in 
policy formulation, monitoring, apprais6J, and review of the programmes and plans ofthe ministry. 
In addition there are non-secretariat organistions having the status of attached or subordinate offices 
.!Jnder the ministry/department. ·; , , -. : :.; r , :, .. _ ·,· ~ .. ~ -:: . :f.· 

9.3. According to article 77 of the Constitution, all executive action of'the G~vetiim~~t of India 
shall be expressed to be taken in the name of the President and the orders and' other instrumentS made 
and executed in the name of the President shall be duly authenticate<il The. rules inade urider the 'said 
articlle specify the officials who can authenticate such orders and instruments. The ·general principle 
followed is that all secretariat officers upto a certain level~ given this power.· · · • : · · 
. ' . ' : ' ~ .. " . ) ~· ' ~ • ' r. t '' .- ....... j '~- • ' •. • ' • 

9.4. Secretary to the ministry/department functions as the principal ~dv~ser i() 'the Mini~(er arid is 
responsible for the implementation of the policy and programme of the 'ministry/department~ He is 
the administrative head of the ministry/~epartmen~ and is assisted ,by supporting staffat different· 
levels . . . I • . . . . ' .• . • • • • . • • ' ' <' r' t ' : f ;.,. I r' . ' 

• , • , 
1 

; • , , •. • .. , ._) : _r , • • .' .• • • 1 _ •• 

• . . , .. ~ . , -- ,_., .< ~- • _·:·)--.I', ... ,; • .--·~ :-: ·t'"O··\'··. :' 

· 9.5 .. Secretariat posts are manned by officeJS fro~ all~I~~~a ~~rvices~)gro,up t.·centratseryices :on; 
deputatio}n, and by members of Central Secretan~t Serv1ce' (CSS). ··The members of CSS are 
attached to the ministry/departme~t ~f.th~cen~ai g~ye,rnmen~ and provide continuity in the work of 
the secretariat. · · · · 

9.6. Secretariat posts in tlie Ministries of ExiernaC Atrafrs-:l.aw &-i~sti~~~Dep~~e~ts of 
Company Affairs and Railways are gener~lly.qeld; by office~ of lheir,respective services and are dealt 
wit}) separately. · ! • - --·- - - • · · - -- ·-- -- ------ - -- - · --

9.7. Central staffing scheme for manning senior administrative posts ~a~~ih~o<iuced from the 
yearl957. The scheme covers all posts of and ab§ve the rank ofdeput.Ysecreiary in the Government 
of India. In accordi",mce with the scheme formulated for this purpose, the senior administrative posts. 
at the centre are orcil.narily manned by officers of one or other of the following categories, - · 

(a) Officers borrowed from the state cadres of the all-India services and other Class I services of 
the States on tenure deputation; · · . · : ··. · 

' I • \ ' 'I ' . • I \ -~ \.: . 

(b) Officers borrowed on tenure deputation from Central group A services including officers 
serving in public sector undertakings; . ( ;, , 

(c) Officers of CSS; 

(d) State civil servic~ officers whose names are include4 in the select list; and 

(e) State civil service officers other than those meritionedin (d) in consultation with the UPSC in 
each case. · 

' . ' . ., . . '· ,. ~ ' . ' ' .. . . 

9.8. At present the normal tenure of deputation for posts covered by the central staffing scheme is 
3 years, 4 years and 5 years for posts at the levels of under secretary, cieputy secretary and of and. 
above the level of director respectively. In case a joint secretary is promotec;l as additional secretary, 
the tenure is so regulated as to give a minimum period of 3 years at the level of additional secretary. 

9.9. In the scheme an eligibility criterion has also been prescribed for ~election of office~ for 
filling posts of the central government on tenure deputation from all-India s~rvices and ·vanous 
central services. Initially the Central Establishment Board y.ras set up for operatmg the scheme and 

1 1 3 
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to advise the Ministry of Home Affairs in the matter of selection of officers for tenure deputation at 
the centre. In 1970, in place of the earlier board, two boards, namely, the Senior Selection Board 
(SSB) and the Central Establishment Board (CEB) were constituted to advise the Department of 
Personnel and Training for staffing administrative posts of and above the rank of under secretary to 
the Government of India. · 

9.10. The SSB consists of 5 members including the.chairman. Cabinet Secretary is Chairman, 
Secretary, Department ·of Personnel and Training, member and Establishment Officer to the 
Government 'of India is Member-Secretary of the board. J'he other members of the board are two 
other secretaries to. the Government of India .. There is a suitaBle system Qfrotation of these members: 

9.11. CEB consists of 5 members .including the chairman and the: member-secretary.· The· 
Secretary, Department of Personnel and Training, is the Chairman and Establishment . Officer is the 
Member-secretary. Other members of .the board are 3 oth~r secretaries to the Government of India 
appointed by rotation. · . , · · 

9.12. SSB makes recommendations for appointment to posts of joint secretary and other 
equivalent posts. CEB is responsible for recommending selection for and appointment to all posts of 
and above the rank of tinder secretary but below the level of joint sec~;etary . 

. 9.i3. The Confederati~n ofcentlal government officersassociatiops; the cen~ secretariat group 
A officers association and the IPS (<;entral) association have represented that their services do not 
have fair share of senior. administrative posts in the central secretariat.· Tlie confederation has 
sugested that posts under the central staffing scheme should be available to different services on 
equitable basis and a quota inay be fixed for each service for the purpose •. ·,' , . . ' . 

. 9 .14.' ; Senior posts. of. the tank of -deputy. secr~tary and above in· the central · secretariat ar~ 
included in the central staffmg scheme. l'he position regarding induction of officers of all-India 
services~ central ·secretariat service and other central se~ices at the level of. deputy secretary or above 
in the central secretariat m 1972 and 1984 is given in the table below. : . . . -- - - . 1• . . ' ' '' ' . ' . . . . . . . 

Table as on Januar>: 1, 1984 

l . ~ -

lAS .Group 'A' Central Services ·css Total 

*1972 **1984' . *1972 **1984 

Secretaty 30 (4.4) . 36 (4.1)' 15 (2.2) ' 2S (2.8) 
Additional 20 (2.9) · 27 (3.1) - _l~ (1.6) 38 (4.3) 
Secretaty · 
Joint · 

- Secreuicy_ 
Director 
Deputy 

~ .. ; ., . 
·. 86 {12.6) 135 (15.4)' 
81 (11.9) 106 (12.1) 

60 (8.8) 50 (5.7) 
39 (5.7) 88 (19.0) . 

Secretaty 108 (15.8)' . 74 (8.4) · 96 (14.0) -71 (8.2) 

Total 325 - . 378 221 

Percentage 47.6 43.1 32.3 31.0. 

*J972 **1984 

1 (0.1) 1 (0.1) 

*1972. . **1984 

.45 (6.6) .. 61 (6.9) 
-32 (4.7): ' 66 (7.5) 

- ' -

23 (3.4) 7 (0.8) 169 (24.7) 192 (21.9) 
88 <2.6> _ 38 (4.3> 138 (20.2> 232 <26.4r 

96 (14.0) 182 (20.7) 300 (43.8) 327 (37.3) 

. ' . 684 878 138 218 
• j ,·. 

• J • 

20.1 25.9 
' 

100.0, 1 ~ 100.0 

· • J972figures based on Third Pay Commission's Report 
•• 1984 figures furnished by the Department of Personnel and Trtlining _ 

9 .15. We have c~nsidered the procedure for selection and appointment of senior officers for filling 
posts of central government on deputation from different services. While the procedure for making the 
selection from the eligible officers does not seem to require any change, we suggest that the SSB and 
CEB may co.ntinue to have 5 me~bers each, including the Chairman. The SSB may 



thus consist of the Cabinet Secretary; Secretary, Department of Personnel and Trainiflg and tlu,'ee 
other secretaries from three different organised services by rotation. If any sizable organised 
services does not have an officer of that rank for such appointment and the Cabinet Secretary 
decides that the service has its turn for representaion by rotation, he may appoint a senior office.r on' 
the Board. The Establishment Officer may be the Secretary of the Board. CEB may be ~onstituied 
with Secretary, Department of Personnel and Training as Chairman, the Establishment Officer as 
Member-Secretary and the other members on the pattern suggested for SSB... · ·: · · ' · 

. 9.16. There are three central secretariat services , (1) Central Secretariat .Service· (CSS), (2) . 
Central Secretariat Stenographers Service (CSSS) and '(3) Central Secretariat' Clerical Service 
(CSCS). The ministries/ departments of the . Government of India and theit attached offices. 
participating in the'CSS scheme draw their requirement of ministeriai pe.rsonrtel from these' three 
secretariat services: The Mini~ try of Ext~mal Affairs and Railway Board have constituted their own· 
secretariat services and are not participating ffi. the CSS scheme. These have been discussed, separately. 
in their respective chapeters. · 

I . . . . . . . ' . . . , ' . . <: , '. , • . . • , .• • 

. 9.17. The Central Secretariat Service (CS~) was initially constituted in l9Sh·.lts iules were~ 
. framed later which came into. f9rce with effect from October, 1;. 1962. The css officers at .the middle: . 

' . ·and lower management levels of the administrative machinery are responsible for assisting in the 
formulation ·and implementation of policies conceining subjects which are th~ resP<>nsibility of the; 
centre .. The· service is inean~ for manning the }iost of assistants,· section officers, most of the posts of · 

· under secretaries and some posts of deputy secretaries and higher pcists in the lnain secretariat and .· 
posts of equivalent grades in ~e participating attached offices. As onJanuaij,1,1984, CSSofficers · 
were ho~~g 653 posts of under secretar>:,.2p posts ofdeputy,~~cretar)', 50 po~tS ofdiree_tors~ 1,1• 
posts of JOmt secretary.and one post of additio.nal.secretary.. . : · ·,, .·· : .. , .: : :. · . : ·, .. • . · .. · .. _ · 

· .. 9. is. The cadre structure. and scate!i of pay of the various giadeS of the Ceniral Secretariat Service 
as on January 1, 1984\veieasunder,- · ·, .·. · ·, · · · · · ·; .· - : · ~ '·• ·•. · ·: :. ·· ·.:··· •: 

I:' 

; De~ign~tion , . ., .. No. of Post~/ . . . ·~sca.le ·: .'., , .. ~ , ; ·,··' . : .· 
.. , · · '(Rs.) .· .. . · · 

Deputy.Secretary 
and equivalent~ · ' 

. . . .. · .. r ~ .. : 
. Under Secretary . 

and equivalent .. · . 

.217 1500-2000 '· :. ! 
··.-::·--·-•r. . ! . -. : .• .... . -· : ~ ' ,, ..... 

; 

,653 •' '.1200-1600 .. : •., j • 

.- ... ') :-··. ·,, .. 1. 
. . ; 

. -~ ~ ' '. ; 

Secti~Offi~r. .. i 2125·. · '.·. • 650(710)-120()"; ·. · · · 
ASsistant . · · · · 4653 · · · ·425-800 · - -:: · ··· " ~' · .-: ·. 

9.19. The cOnfederation of central secretariat service associations lias stated that al~ge n~ber' ·. 
of directly tecruited assistants are stagnating at the maximum of the section officer's pay scale. It has . 
been suggested that the 'scale of pay of assistants should therefore be increi!-sed to R.s.650-:1 01<), their 
designation be changed as staff officers and their status raised from group. 'B' non-gazetted to Group. 
B gazetted. They have· also· suggested that direct recruitment at section officers' level may be 
dispensed with and the quota should.~ merged with the promotion quota. . · • . . · 

9.20. The confederation has further ~uggested tJtat'group A j~or scaie should be given to section. · 
officers to mitigate the hardship caused by merger of erstwhile grade II ( group A) section officers 
with grade m (Group B) section officers on the recommendations of the Second Pay'Commission, 
and that all posts of Jlllder secretary should be filled by the CSS Officers except a· few required as 

· · training posts for deputationists or needed for specialised jobs from central services and all-India 
services. · · _ . 

9.21. For under secretaiies (grade I ·of the CSS), the confederation has sugge~ted that the 
differential of Rs.200/~ between the minimum of the pay scale of group A. officers of the central 
services and under secretaries of the CSS should be restored.. Alternatively, both may be allowed the 
same scales ofpay with. the special pay now allowed to non-CSS officers on their appointement as' 
under secretary. · · 

9.22. For de~uty secretaries, they have suggested that the pay scale with maxim~rtl !lf selection 
grade of junior administrative grade of central services should be prescribed for the selection grade of . . 
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the CSS with a view to maintaining parity amongst the different services. The financial benefit of 
Rs. 150(- per month presently , given to the under sec~etaries on promotion to the rank of deputy 
secretaries should be enhanced to Rs.300. Posts of drrector's rank should be made the selection 
grade of CSS and included in the cadre· and treated as equivalent to level II of the senior 
administrative grade. . · . . . . · . · , . . 

9.23. Other suggestions made by, the confederation of CSS associations and CSS group A 
officers association are that-

. . (i) All posts of deputy ·secretary in the central secretariat and 50 per cent posts of joint 
secretary and equivalent should be reserved for CSS officers. They should also b.e 
considered for additionalsecretaJ:ies/secretaries and equivalent posts, · · 

(ii) CSS .officers empanelled for appointment as under secret~ and above should be nominated. 
straightaway for appointment without any delay after the issue of the select list, and · 

(iii) Cadre review·s 6f the CSS should be undertaken regularly as in the case of other s_eivices. 

It has also been urged that the present system of considering private secretary (grade A of the CSS~) 
for promotion to the post of under secretary should be dispensed with as it is affecting adversely their 
promotion prospects in the CSS. This aspect has been ·dealt with by us later~' · . 

· 9.24;': Posts of section officer are filled partly by direct recruitmertt 'through civil serVi~es 
examination while those of directly recruited assitants are through a separate examination, both 
conducted by UPSC. ln·our opinion direct recruitment at both the levels is necessary in 'the interest 
-of efficiency and should be continued. · . .. . ' ,, · . 

' ' • • • , • • , ' 0 ' < ' ' ' ; I \ ' ~ • 

, 9.25. The fixation of pay on promotion fro~ th_e grade· of section officer to under secretary' and 
from the grade 'of under secretary, to deputy _secretary in the CSS and Railw~y. Board Secretariat 
Service is regulated by special orders, according to which a minimum increase of Rs. 100 in the case 
of promotion from section officer to under secretary and Rs. 150 in the case of promotion from under 
secretary to deputy secretary is ensured. In the revised scales reconu:nenc;ied by us, ~ere will .. be no. 
need to provide for a minimum increase on promotion from the post of section officer to the post of 

·. under secretary. In the case of promotion from the post of under secretary· to deputy secretary, we 
recommend that this amount may be increased from Rs. 150 to Rs.250. · · 

. : I \ •.:· "·'" ~.: ·.' ·;'i . ; • .... 

9.26. It is not p<)~sible to lay d9wn any fixed percentage for' s~lecti~n_ 9f.CSS officer for 
promotion as deputY secretary as. suitablility for the job is the criterion for appointment. Posts of 
director are filled by officerS> belonging not only to CSS but from all-India and, central services. 
These posts cannot be encadered for the benefit of one service only. , ·., .: . ) '-'···· 

9.').7. We have b~eri informed that posting o(officers included in the selec.t list :of grade I (under 
secretary) is now being made· according to a new procedure, which appears to be satisfactory. 

9.28 .. There are ~0 assistants.· who are engaged whole-time on parliamentary work. (parliament 
assis~nts) and <iraw a. speciaL1.alfowance ofRs.200/- per month. · This allowance is: in lieu of 
.overtime allowan,ce and,i& admissible only during the calender month in which Parliament is in 
session for at least-15 day&\'- .Mon~hs with shorter periods are,ignored for the purpose of payment of 

. this allo.wance. Parliament,wori{,•Jjt ministries/departme~ts commences about a fortnight before· the
:. · · ses~io~·· and continues ·a few,.day~ a~t~r . the session. In between the sessions also, a parlia~ent 
. · · asSlStant• . has .to take·. fellow· upi,,actlOn on draft reports and other matters connected w1th vanous 

. parliamentary! co~tt~~~: ~~ p~r~procedure laid down in this regard. In view of this, it has be~n 
. suggested that'parliametlt'assistlliits may be allowed to ·draw special allowance which is in lieu of 

:·.,. :. ov~rtiine allowancedltroughaut t);le year and the rate of allowance may be improved2 While we do 
· not rec0mtriend any change in,the;histing conditions for 'the grant of the allowance~ we suggest that 

... 'it~ rate :max be increased fro1ll'R~: 200/- to Rs.300/-, After c~eful consideration, we could not find 
~ . ' .ade9~ate reason for·~cceptin!}the'bther suggestions. ' . ' . . 

. • , , · 9:29: .:Jlie'Ceng-al ~ectetaria~J~lerical S~rJice (CSCS) is· one of the three s.ervices included In the 
. . central ·secretariat servie'~'seftetn.e~ The service was constituted along with the CSS during the year. 

195 ~· buf.its rulesi\Vei~e-ftamed late-r and came into force on November!, 1962. · .· · · · 

< 9.30; The·C·s2s-~is,Iriea~t> f<Dr ·staffing the clerical cad~es of the ce~tral secretariat and its 
· · . par.tici~il:tlM- ~~ached£.~ffl~s. ~here are about J 2000 post~ of upper division (UDC), and ~ower 

.. division· clerks (LOCJ m·the servtce. The authonsed permanent stretlgth of the grades 1s rev1ewed 
· annually by ~~ r~spective cadr~ authorities since these ~rades fut:lction on a de-centralised basis. 

' ~. . 
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. 9.3~ .. Ninety_pe~ cent of the vacancies of lower division clerks are f"llled on the basis of a 
competitive ex~ation held by th~ Staff Selection Commission (SSC). The remaining 10 per cent 
pos~. are. filled 1ll equal pr~portion from group D employees working in the ministries and, 
partiCipating ~ffices On th~ basts ~fa competitivp examination held by the SSC and by promotion of ·, 
those ~ucationally qualified wtth S years of approved service. The posts of UDC are filled by 
promotion of LD~. Twenty five per· cent of the vacancies are filled on the basis of a limited 
departmental ex~ation ~eld by the sse and the remaining 75 per cent by promotion on seniority
cum-fitness b.aSt~. UDC ~tth ~ years of app1·oved service are eligible for promotion to SO per cent 
of the vacanctes m the asslStant s grade on the basis of seniority-cum-fitness. ~ · · 

. 9.32. The Federation of central secretariat and allied offices employees' ·haS "suggested that 
highter scale of pay should be given to LDCs in the secretariat and the posts of UDCs should be 
upgraded as assistants to provide better promQtion opportunities to them. 

~-~3. P?sts of l!DC provide promotion avenues to LDC and are also necessary as a functional 
administrative requ1rement. They should therefore continue • · : · · · 

9.34. Recruitment to the posts ofLDC other than by promotioo in the secretariat and other offtceS 
is made on the basis of a common competitive examination held by the SSC. It has been brought to 
notice ~t a high percentage of candidates selected as LDCs do not join because of delay in offering 
the appomtments. The procedure may be streamlined to reduce the time lag· between examination 
and issue of letter of appointment. . · · 

9.35. One of the common suggestions made ·by group B and C employees of the CSS, CSSS and 
CSCS is that their cadres, which are at present decentralised, should be centralised in the Department 
of Personnel with a view to improving their management and also to bring about uniformity in 
promotion prospects. Under the ''Zoning Scheme" introduced in 1969, regular and long term 
promotions to the various grades can be made only from amongst officers who are within the range 
of seniority specified by the p<)P&AR in consultation with the Central Secretariat Service Board. 
Every year each ministry/department gives promotions to those persons working in that 
ministry/department who are covered by the range of seniority"' If persons within the zones are not 
available in the cadre for promotion acording to the range, the vacancies have to be reported to the 
OOP&AR for being filled by persons from other cadres who are within the range of seniority but who 
cannot get promotion in their own cadres- for want of vacancies. In this way, while the services 
containue to be managed on decentralised basis, the inequities in promotions are not allowed to go 
beyond a limited extent. The scheme, no doubt, successfully takes care of the regular and long term 
promotions but it does not envisage any control over ad hoc promotions made by the respective 
ministries/departments against short-term vacancies. OOP&AR may, therefore, define more precisely 
what should be considered as 'short term' vacancy so that no one may continue to be on ad hoc 
promotion for long period. 

9.36. The Central Secretariat Stenographers ·service (CSSS) is one of the three central 
secretaariat services. The service was constituted in 1951 to man all posts of stenographen in the 
central secretariat and attached offices. The cadre structure of the service has undelgone changes as a , 
result of the recommc;ndaations of Pay Commissions and other review bodies. · · 

9.37. The service rules which are presently applicable to diferent grades of posts of CSSS tame 
into force with effect from August 1, 1969. The rules as amended on implementation of the 
recommendations of the Third Pay Commission provide for four grades of stenographers in the 
Central Secretariat. The four grades are • Rs. 330-560 (grade D), Rs.425-800 (grade C), Rs.650-
1040 (grade B) and Rs.650-1200 (grade A) • The total strength of the service is about 5800. 

9.38. Various associations of the CSSS have made the suggestion that the service may be 
restructured and treated on par with the CSS upto the level of section officers. To achieve this, it has 
been suggested that there should be only three regular grades in the CSSS viz., grade I (merged A & 
B ) grade ll (existing grade C) and grade ill (existing grade D) and these grades should carry the 
sam~ pay scales status and promotion prospects as those of section officers, assistants and UDCs of 
the CSS respectively. They have also sugges~ that the JX?S~ of private ~tari~additional private 
secretaries to ministers and members of Plann~g Commtsston, etc., whtch are m the pay scales of 
Rs.ll00-1600, Rs.840-1200, be placed in the scales ofRs.1200-1600 (under s~tary-grade I of 
CSS) and declared as "included" posts reserved for members of the CSSS at appropnate levels. 

9.39. At present stenographers A & B (Gazetted) have common starting pay with difference only 
at the maXimum of the scale. Grade B stenographers are promoted to grade A posts. We are of the 
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view that it will be desirable to merge the grades A·& B of the service so as to bring about parity 
with CSS at this level. We accordingly recommend the scale ofRs.2000-3500 for posts in grade A 
(Rs.650-1200) and grade B (Rs.650-1040). To provide further satisfactory promotional avenues for 
the members of CSSS, we recommend that pasts of private secretaries to Secretaries to Government 
of India and equivalent officers may be upgraded and given the scale ofRs. 3000-4500. For grades 
C &D of the service, the scales. of pay ofRs.1400-2600 andRs. Rs.1200-2040 may apply. 

9.40 the suggestion of the CSSS association that posts of private secretaries/additional privaste 
secretarries to members Qf Planning Commission and ministers, etc. which are in the pay scale of 
Rs.840-1200 and Rs.ll00-1600 may be reserved for members of the CSSS at appropriate levels may 
be examined by DOP&R. 

:, 9.41. With the inclusion of posts in the scale of Rs.l200-1800 in CSSS~ we consider that it may 
be desirable to prescribe that the existing qualifications for direct recruitment to grade C of the 

· service,. which is matriculation/SSe with proficiency in stenography, may be raised to graduation 
. with proficiency in stenography. DOP&AR may ex~e the matter. · 

. . ·9.42 There are stenographers working in other organisations which are not participating in the 
Central Secretariat Stenographers' Scheme but where the posts are in comparable· grades and pay . 

. scales and the method of their recruitment through open competitive examination is also the same, we 
·recommend that stenographers in these organisations like Department of Railways, Ministry of 
External Affairs, may be placed in the same grades of pay as have been recommended for CSSS. 

9.43. !Jl o~erposts may be given the revised scales of pay as{. recommended in Chapter 8. 
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. CHAPTER tO. .. I ; ·' '.• ' •. · 

. MiNISTRIES AND DEPART~1ENTS': ll ~ [;,p;:: ~t 

, 10.1. The scales of pay recommended in chapter ·8 w'm·apply to: all posts ,dtJ'tet tha~\ti~se .for 
whie<h specific· recommendations. have been made by us. In this chapter ,we have :discuss~d some 
categories of.post in dU:ferentministries, ~epartments and organisati.o~~ and ,~ave.:f.ii~de spec~fi.~ 
recommendations regardmg proposed scales ofpay: ·The scales of pay recomriiend~'in ~his chapte~ 
will apply to these posts. · - .. · · J." · · ~ · · ~ ' · ~ 

' • r • '.. ~ .!J ,~:j•.:_;,-} ~· j;;·i ,; /{ .(i \.~! 
. I. Mini~t!,Y)>f A~ric~Jture . · · . . . . · , 1:1 

. ' . ' ' ••. ir ... ,· •• ,, 1;., '-'.1 . , 
· 10.2. · Ministry of Agriculture con~ists of Departments,.of. Agriculture and· Co-operation; 

Agricultural Research and Education, Rural Develop~ent . and Fertilisers and ~S, 1esponsible for 
formulation and implementationofnatio~al policies and programmes 'aimecta~ achieving agricultural) 
growth and rural_ development through optimum utilisation ,of the country's.land~ son: plant; _aniplal; 
dairy and fishery resoln'ces.: It is also concerned with coordinating research, educatioi1 anq extension: 
services in agriculture. The ministry has about 16,000 posts in different scale~ of; pay: '· . ' -· :·.' · · · ~ ~ : 

• , , • • , •. - 1 1• • • . • :·r .· ..... '· ~~,. .. J ....... ·~ 1 • ..__ - • 

Department of'Ag~iculture. and Co-op~r~tion '· . . · . .·· •.. . ; . · .. -., _ .. t •: c: . ·. ; ··-

10.3. In the Pep~~~t ~f Agnculture and Co-oper~ti~n, there are group A techftichl pbsts in the~ 
various divisions dealing with subjects like animal husbandry;dairy, crops; extensiori,"fisheries,soil'• 
conservation, fertil!sers .and seeds .. The posts are in 10 differentpay.scales' and cartyiLdifferenf 
designations. · · , . · ·· · < · . ·- · ~J·~· • ' :. : · · · · • ·· · ' 

• ' e e e '· , ' I , . ' ~ . ' I • - . ' ; . ; ' , ' , ' ! ' ' ' ' ' • 

It has been urged by the off1cers assoc1ation that the pay scales of deputy commissioner and joint" 
commissioner are.lower, tpan th,ose.of comparable posts under .the Ind.ian Council of AgricultUral 
Research (ICAR). It has been suggested .that the. technical posts at headquarters of the Depaitment of·. 
Agriculture and Co-operation may be given th~ pay scales applicable to scientists in,ICAR. Ministry of 
Agriculture has also pointed out that there are too many levels for these group A 'posts ·which should be 
reduced by merging posts in the. scales.ofRs.2000-2250, Rs.2000-2500 and Rs;2250~2500 into one 
level ofRs.2000-2500 and }'9Sts in the scales ofRs.1500-1800 and Rs.p00-1700 ~to~e scaie of 
Rs.lS00-2000. Taking all these factors ·and the suggestions of the department intO cons'ideratfon, we 
recommend that deputy commissioners/specialists/joint directors· (Rs•13004700) -and :cieputy 
commissioners/directors (Rs.1500~ 1800) may be given the 'scale\ of· .Rs:-370Q.:5000', joint 
commissioners (Rs.2000-2250), SP.ecialists in different disciplines (Rs.2000-2500}\and additional 
commissioners/development officer, fisheries (Rs.2250-2500) may be given th~ scale' ·of Rs.4500-
5700, and commissioner, agriculture/commissioner, animal husbandry (Rs.2500-3000) may be given 
the pay of Rs. 7~00 fixed. . 

10.4. Directorate of Agricultural Aviation is p,rimarily concerned wit~ aeria~ :s~;~Yl~i pf,) 
insecticides, pesticides, etc., on standing crops, plantations, forests .and locust infe~.tec[desert ar~il.~·'. 
The group A technical posts in this organisation, other than,those belonging-,to.tlte engipee~il)g 
category, are in the pay scale of Rs.2000-2250, Rs.1800-2000 and Rs.1500-1800 .. The associati~:m of! 
officers of the Agriculturl Aviation Directorate have .stated that the pay scales ofjunior and sen~ or pilots , 
(Rs.lS00-1800 and Rs.1800-2000 respectively) in that directorate are lower than those of pilo~$ in., 
other government departments and air corporations and should be improved.'. They have also. requested. ' 
for increased flying pay, pre-flying meals and qualification pay on the pattern ~ppl~cable to pilots of .. 
Indian Air Force (IAF). It has been stated that agricultural flying is more risk-prone, as aerial spraying 
of pesticides over crops and forests requires very low and precision flying .which is difficult and 
hazardous. The accident rate in agricultural a~iation is stated to be high. Taking into consideration all 
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the aspects we recommend that the following posts in this directorate may be given the pay scales 
indicated belolw,:

Designation of post 

1 

DireCtor of agricultural av1atton 
Director (fraining) 
Chief of operation (Fixed wing) 
Chief of operation (Rotary wing) · 
Senior pilot (Fixed wing & Helicopter wing) · 
Junior pilot (Fixed wing and helicopter wing) 

Proposed pay scale 

2 

Rs.5100-6700 

Rs.4500-5700 

Rs.4100-5.300 

· . 10.5 Flying pay is presently admissible to these pilots at Rs.375/- per month. This is at the same 
level at which it was admissible to the IAF pilots earlier. The flying pay in IAF was subseqnently 
raised to Rs. 750/- per month. We recommend that the flying pay. of pilots in th~ Agricultural Aviation 
Directorate may be brought on par with the flying pay admissible to IAF pilots subject to the conditions 
applicable to theni. · 

10.6. We have been informed that pre-flight meals are already being provided to agricultural pilots 
as for the lAP pilots. We recommend continuance of the concession on par with lAP pilots. We do 
not fmd any justificatio~ for grant of qualification pay to the pilots. · ·· · · 

10. 7. For the maintenance, repair and ~fficient functiorilitg of the airciaft, the Agricultural Aviation 
Direcotrate has a seaprate wing of aviation engineers in the pay scales of Rs.1800-2000; Rs.1500-
1800~ Rs.1100-1600 and Rs.700-1300. Many of the above posts are stated to be vacant.· Ministry of 
Agriculture has stated that non availabilitY of adequate work force of engineers has been the biggest 
constraint in the efficient working of the Directorate of Agriculture Aviation; It has been stated that the 
existing pay scales of the aircraft maintenance engineers in Agriculture Ministry are so unattractive that 
UPSC. has not been able ~o recommend (fandidates for filling these posts. UPSC has atso reported in 
its ann~al reports to Parliament f~r two consecutive years that the low pay scale for these posts were 
acting as disincentive for properly qualified persons to come forward. The Ministry of Agriculture has 
therefore reCommended that the existing pay scales of the aircraft maintenanCe engineers in Directorate 
of Agricultural Aviation may be improved substantially. · ' 

' . . - . . 

10.8 We recognise the need to improve the existing pay scales of engineers in Agricultural 
Aviation Directorate and recommend the following pay scales 'for these posts,-' · · : · · · '· · · · 

: '\ o I ' ' L ' •' 

Designation of post Proposed pay scales · 

. · <;:hief engineer Rs.4500-5700 

Depuo/ chief engineer 

. . . . Senior aircaraft maintenance engineerl · 
;Helicopter engineer/Senior radio 
engineer/Superintendent certificate of. . 
. airworthiness (Workshop) 
Junior aircraft engineer/Radio engineer . 

Rs.4100-5300 

Rs.3700-5000 · 

Rs.3000-4500 

10.9 There are 19 posts of field officer in .the Directorate of Agricultural Aviation in the pay scale 
. of -~s.550.;900~;. ·The· main duty Of these officers is to select suitable sites for landing of the aircraft 

-.. ·. durmg spray}n.g operation. 
1 
As per the recruitme.~t ru.les, the incumbents of these posts are required to 

possess a rmmmum of 250 hours of flying experience, but they are not required to fly aircraft. We 
understand that th~ 'recruitment rules for these posts are being amended so as to remove the requirement 
. of flying experience. Since these field officers with mh,1imum 250 hours of flying experience have no 
promotional avenues, the Ministry of Agriculture has been considering the question of imparting 
further training to the existing officers in flying so that such of them who fulfil the prescrib.ed standard 
could be appointed as junior pilots. Further necessary action may be taken by the Ministry to utilise 
the existing officers having flying experience. Since the present field officers posses the minimum 
flying experience of 250 hours. but have no promotional ave~ues, we recommend the scale of Rs.2000 .. 

' 
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3500 for these posts. After amendment of the recruitment rules, the pay scale for the i>osts may be 
detennined by the ministry keeping in view the fact that the scale ofRs.2000-3500 has be~n suggested 
by us for those possessing the flying experience of 250 hours. - _ , 1 : .. - : ·: 

10.10. In the Delhi Milk Scheme(DMS) there are 167 posts of cash clerks iiJ! th~ pay seal~ of 
Rs.290-400, whose main function is to collect cash from milk booths. It has been stated thal the cash 
clerks have to start work from early morning and have to work on holidays also. ·their duties are also 
stated to involve risks in carrying cash and they have no promotional avenues.· It has been urged that 
their pay scale should be raised to that of UDC. We are unable to accept the suggestion but 
recommend the scale ofRs.1200-1800 for these posts. . _ : • - - J • --

. . " . .,.i, 
1 0.11. Cold storage workers in the DMS, ·who are required to work in· rooms kepi at low , 

temperature, are paid a cold storage allowance of Rs.20/- per month. this allowance was introduced in 
1966 at Rs.10/- per month which was raised to Rs.20/- in 1975. Ministry of Agriculture has proposed 
that the rate may be incresed to Rs.30l- per month. The ministry has further suggested that boiler · 
house workers who are paid a special allowance at Rs.lO/- per month may be paid Rs.30~1 per month. : 
We accept these suggestions and recommend that the rates of cold storage and boiler house allowances · 
may be rctised to Rs.30/- per month. · , , :" t ' · : 1 · 

1 0.12. Heavy vehicle drivers in DMS are paid special pay of Rs.2S/- per month for perf~rming 
additional duties of distribution of milk and milk products. The amount of special pay was fixed in r 
1966 which has been proposed by the Ministry of Agriculture to be raised to Rs.50/-· per month. We - -
accept the suggestion and recommend accordingly. '· ',. - -· ' · -· '· . ,. ! 

' ' . ' . • ' : • c ' ) ; ) • - .. •. ' ; • .. . -

10.13. The All India Soil and Land Use Survey is headed by an officer destgnated as Project 
Officer in the pay scale of Rs.1500-1800. Apart from his technical duties such as programme 
formulation for carrying out surveyr, preparation of reports and providing proeessed data to various'.' 
user agencies, the project officer bas to work as head of an organisation which already _has three other ~ 
officers in the grade of Rs.1500-1800. It has also been stated that he acts _as the national director with 
the UNDP/F AO projects in application of remote-sensing. The Ministry of Agriculture bas therefore 
suggested an improvement in the pay scale. Having regard to all these considerations, we recommend .. 
the scale of Rs.4100-5300 for this post. Government may also consider altering his designation· to_ 
suitably reflect his duties and responsibilities. .'. - . ' ·- _- " . . , . _ · . , 

'' ';, t. ' I. . 

1 0.14. There is a post of director in the directorate of Cocoa, Arecanut and Spices Development, 1 

Calicut, in the pay scale of Rs.1300-1700. Directors in other commodity development directorates are . 1 

in the pay scale ofRs.1500-1800. It has been stated that the duties and responsibilities entrusted to:2 
director, cocoa, arecanut and spices development, Calicut are in no way less than those.of other 
directors. We recommend that the post of director, cocoa, arecanut and spices de~elopment, Calicut 
may be given the scale ofRs.3700-5000. ' · ' · · ' ."- ·: 

·1 1 I : .- •, , . ~ 

10.15. In the regional stations for forage production and demonstration and in central cattle . 
breeding farms under the animal husbandry division, there are posts of fieldman in the pay scales of 
Rs.260-350, Rs.260-400, Rs.260-430 and Rs.330-560. The duty of fietdman is to supervise the field 
operations and to conduct demonstrations in the farmer's fields. The qualifications for recruitment to 
all these posts are matriculation with a certificate of training in agriculture at a recognised institute 
followed by at least one year's experience at an agricultural farm. It has been urged that since all the 
fieldmen perform identical duties and have the same recruitment qualifications, they should be in the 
same scale of Rs.330-560. We agree and recommend that field-men may be, given. the scale of 
Rs 1200-2040 ' I • . . . . . ' 

• • • · : · , , t: · n. 

10.16. There are a number of locust out-posts situated close to the l.ndo-Pak border in Rajsasthan, ··
where the staff of the locust warning organisation are stationed.. :They-work in the desert terrain for . 
detection and control of desert locusL The pest can be tackled only in the evenings and nights when it -
settles down and the staff have therefore to be vjgijant. The area is stated to be dangerous, completly 
uninhabited and lacking elementary facilities. · It has been urged ihat the staff may .be paid some -
compensation for the difficult nature of their duties. Taking into account the duties and the local 
conditions in which they have to operate, we recommend payment of compensatory allowan~e to the 
concerned staff at rates indicated below,-
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Pay range Amount of compensatory allowance 

JJasic pay below Rs.950/-
Basic pay Rs.950/- and above but below Rs.1500/
Basic pay Rs.1500/- and above but below Rs.2000/.
Basic pay Rs.2000/- arid above but below Rs.3000 
Basic pay Rs.3000/- and above · 

(Rs.) 
20/-
40/
(/J/-
80/-
100/-

. ~0.17, . The marine staff serving in the fishing vessels of the fisheries organisations of Department 
of Agriculture & Rural Development are presently· paid messing allowance at the rate of Rs.l 0/- per 
day for crew and Rs.17.50 per day for officers. A high sea allowance ranging from Rs.lOO/- to 
Rs.200/- per mensem is also admissible to the crew and officers of deep sea fishing vessels. it has 
been urged that the rates·ofmessing allowance and high sea allowance may be improved keeping in 
view the rise in price level. The rates of both these allowances were last fixed in May, .1982. We 
recommend that the rates of messing allowance may be increased to Rs, 15/- per day for the crew and 
Rs.25/- per day for the officers. The existing rates of high sea allowance may also be increased by 50 
per cent for the crew and officers of deep sea fishing vessels. 

Department of Rural Development 

10.18. In the Directorate of Marketing and Inspection, which is an attached office of the 
Department of Rural Development, there are posts of joint agricultural marketing adviser (Rs.1800- · 
2000), deputy agricultural marketing adviser (Rs.l300-1700), senior marketing officer (Rs.ll00-
1600), deputy s.enior marketing officer (Rs.700-1300),"marketing officer (Rs.650-1200) and assistant 
marketing officer (Rs.550-900). the above posts belong to four separate divisions specialising in 
general agriculture produce," live~stock and live~st<>ck products, oils and fats and cold storage and 
refrigeration·,. Depending upon the division, the educational qualifications have been prescribed for the 
posts in vanous disciplines. The mode of recruitment of assistant marketing offcer is entirely by direct 
recruitment through the UPSC on the basis of an all India written ·examination/interview. _ The . 
Departmment of Rural Development has stated that all field operations connected with grading and 
services are can:i.ed out with the assistance of assistant marketing officers,. These officers also head 
the field formations of the directorate of Marketing and ,Inspection. Their duties inter alia include 
inspection of the premises of agmark packers and canjing out inspections at different points. It has .. 
been urged that keeping in view the recruitment qualifications and duties and responsibilities attached to 
these pos!5, they may be placed in the scale of Rs.650-1200. It has al~o been suggested that posts in .. 
the other scales may also be rationalised and there should be oruy four levels in place of the existing 
six: The department has also proposed change of the designations. We have examined the matter and 
recommend the following pay scales for thrse posts,- ' " · 

. . . ' . . . . f • . ' -. • -,·" !'., ._ 

· - · Designation of post 
Assistant marketing officer 
Marketing officer and Deppty Senior 
marketing officer · . 
Senior marketing officer and ·neputy agricultural · 
marketing adviser . _ , 
Joint agricultural marketing adviser 

The designations may be suitably changed: 

Proposed pay· scal~s 
· Rs.2000-3500 .. ' 

· Rs.2200-4000 
.. 

Rs.3000-5000 
Rs.4100-5300, · 

'· . 

' , · ·: 1 , l. ' • 

10.19. The Directorate of Marketing and Inspection is headed by an agricultural marketing adviser 
in the pay scale Of Rs.2000-2250. It has been· pointed out that the National Commission on 
Agriculture had reeomniended the ·pay of Rs.30001- for this post It has also been stated that over the 
-years the organisation under the agricultural marketing adviser has grown enorniously which has 
increased the duties and responsibilities of the post It has th~refore been suggested that the post of 
agricultural marketing adviser. in~y be upgraded cpmmensurate with its role and duties. We 
recommend that this post may be given· the pay scale of Rs.S~()0-6700. . , 

1 0.20. The PoSts in fue Deparbnents of :Fertilise~- flJld Agri~ultural Research and Education are 
covered by pay scales recommended by us in chapter 8. 
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IL Ministry of Commerce 

10.21. The Ministry of Commerce consists of,

i) Department of Commerce and 

ii) Department of Supply 

Department of Commerce 

10.22. The Department of Commerce deals with the country's external trade, commercial relations 
with other countries, state trading, trade promotion measures, and regulation of certain export-oriented· 
industries as also commodities such as tea, coffee, rubber, tobacco and cardamom. ·The department 
is also responsible for fonnulation of the country's import-export policy and maintairung control over 
foreign trade. The department has also to deal with international agencies connected with commercial 
policy, such as UNCfAD, ESCAP, ECA, ECIA. EEC, EfTA, GAIT. It is organised into various 
territorial and functional divisions. There are about 4700 posts in the ten organisation under the . 

. department · . , . 

10.23. The Import-Export Trade Control Organisation which is an attached office of the Ministry' 
of Commerce, is responsible for the execution of the import and export policies fonnulated by the 
ministry. It has 23 regional offices spread over the country. · The export promotion officers a~ 
Bombay, Calcutta, Madras, Cochin, Nagpur and Pune are also functioning under the administrative 
control of the regional joint chief controller of importsand exports oi:' deputy chief controller of imports 
and exports. · · · ·· · 

• ) ' j ... ·- J. 

10.24. The Central Trade Service (CfS) group A was constituted in August, 1977, to nian this. 
organisation. The cadre strength of flle service is about ~80. . . ..· · .. . . · ~ ·. · .. i ~ :. ! '·{; ·~~ ·, . · .~ !/·. ·.: .', / 

10.25. The CTS Officers' Association has suggested that super time_scale may be given to, the 
joint chief controllers of imports and exports in the major ports of Bombay, Calcutta, Madras and. 
Delhi. We have considered the matter. The cadre strength of Central Trade Service group A is about· 
180. Keeping in view the cadre structure of the service and the work load of the regional offices at 
Bombay, Calcutta, Madras and Delhi, we recommend that posts of joint chief controller of imports and 
exports in these faur offices may be given the pay scale ofRs.4500-5700. ·we also recommend that: 
the post of additional chief controller of imports and expoqs may be encadred in the Central Trade 
Service. · ·· · · · -

. j 

Department. of Supply •, 

10.26. The Department Supply is essentially a central purchase organisation through which 
government arranges requirement of a major Portion of its requirement of stores except items like 
food, ammunition, armaments and items which are exclusively· required by certain 
ministries/departments. Broadly speaking, the functions of the Department of Supply are purchase, 
inspection, disposal of surplus stores, etc. It also makes purchase on behalf 1 of. those state; 
governments, public sector undertakings and. quasi-pubUc bodies, etc., who want' to avail of its 
services. There are about 7600 posts in this department · ·· · · · ' : 

.. ) 

10.27. 'The two main organisations of the department of Suppl? ~-

i) Directorate General of Supplies & Disposals (DOS·& D); and · . . ' .· 
ii) National Test House 

DGS & D is government's central purchase organisation .. it is -cd by officers of two ser~·i.ce~ -
the Indian Supply Service (ISS) and Indian Inspection Se~ice; (II~) •. -While ISS. is primarily 
concerned with the procurement of stores on behalf of diffet:ent inden!ors, J)le ns checks the quality of 
the material. These services were constituted in 1961 and their pay structures ~onfonn to that of other 
group A cenlr.!l services. Direct recruitment to grade-ill (Rs.700-13()()) of these two servic~s is made 
through engineering sen:ices examination cond~~:c~d by ~~ U~o~ .P~blig Service Commission. 
. 10.28 .. The DGS &_ D officers association has sugg~sted that.the,pnst of Director General (supply 

& disposal) !ihould be exclusivety reserved for lndiari Supply ~ervicelladian Inspection Service apd 
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equated to that of Secretary to the Government of India. The post is, at present, equivalent to joint 
secretary. Looking to the duties and responsibilities of the post, we suggest that the director general 
may be in the pay Rs.7300/- (fixed) and the post may be filled by promotion of officers of Indian 
Supply Service or Indian Inspect; on Service. 

10.29. The association has represented that officers of ISS/liS sho~ld be promoted from the 
junior administrative· grade to senior administrative grade level-II. Keeping in view the structure of the 
organisation we propose that the post of DDG's may 'be placed in the pay scale of Rs.4500-5700 and 
additional DG who are at present in two different scales of pay may be given the scale ofRs.5900-
6700. . 

10.30. The Directorate General of Supplies & Disposals has suggested upgradation of o~e vacant 
post of crane driver in the remount transit depot under the control ofDS & D, Calcutta, from pay scale 
of Rs.320-400 to Rs.425-600 due. to recruitment difficulties. The Department of Supply has 
supported the proposal. In view· of the special difficulties pointed out by the department, we. 
recommend that this post may be given the scale ofRs.1350-2200. · '· · · 

Ill. Ministry of Communications . , . 

1 0.31. The Ministry of Communications consisted of two wings : (i) the Ministry (Main) and (ii) 
Posts and Telegraphs Board, till the end of 1984. In January, 1985, the secretariate set up of the 
Ministry of Communications was reorganised resulting in bifurcation of the P & T Department into 
two separate departments, viz., Department ofPosts and Department of Telecommunications. The P 
& T Board was also split into two separate Boards- Postal Services Boards and Telecommunication 
Boards, with the Secretary of tbe Department as Chairman of the concerned Board .. The Overseas 
Communications Service, Wireless Planning and Coordination Wing and factory sections of the 
Ministry (Main) have been merged with the Department of Telecommunications. · · 

. · ·1 0.32. The two directorates -postal and telecommunication - now function as directorates of their 
respective departments and together provide the secretariat for the Ministry of Communications. The 
Department of Posts functions through the Postal Services Board which has the Secretary (Posts) as. its 
chairman and four other members. Similarly, the Department of Telecommunications functions 
through the Telecommunication Board which has Secretary (Telecommunications) as its chairman and 
five other members. In both the Boards, members have the status of ex-officio additional secretary to 
the Government of India. 

10.33. The administrative units below the two directorates can be proadly classified into 
administrative offices and operative offices on the basis of difference in the nature of work. lrt is the 
operative offices liice the post office, railway mail service (RMS) mail office, telegraph office and the 
teleph_one exchange which provide the postal and telecommunication services to the public. The 

. a~ministrative offices are concerned with all matters of management, both personnel and material, in 
connection with the respective services. · 

Department of Posts . . 
I ' ' ' . . • 

10.34. The Department of Posts, with a strength of about 3lakh employees, is one of the major 
departments of the central government. I~ functions through the. Postal Services Boardand is 
responsible for the operation, maintenance and development of postal services throughout the country. 
It is also responsible for certain~agency functions in respect of the post office savings bank, national . 
savings certificates, postal life insurance and collection of customs duty on postal articles on behalf of 
other departments of the Government of India. The administrative set up of the department is divided 
into a number of territorial and functional units. · 

. ,/ :-.' '' ::• ·''· ·~ ... ; ~· ...... ,: ·-: 
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of Senior Deputy Director General in the Scale of Rs.2500-2700 with special pay of Rs.250/- per 
month may be given the pay of Rs.7300/-(flxed) without any special-pay. : ·· . .. . . . · . ··t 

10.37. Postmasters' Service group A, includes ·posts of presidency postmaster (Rs.1300-1700) 
and deputy presidency postmaster (Rs.900-1400) in Calcutta a,nd Bombay.: It has been suggested that 
the posts of presidency postmasters Bombay and Calcutta may be upgraded to the junior administrative 
grade taking into account their duties in the two metropolitan cities. We agree and recommend the pay 
scale ofRs.3700-5000 for these. posts. We also reco~end the pay scale ofRs.2200-4000 for the 
posts of deputy presidency postmaster. · !-, . • _ . • c • : • • 1 

. . , ' - I , . • ' , f , . 
1 

f ;. •·• ·, , I 

10.38. The personnel stru~tw:e of post offlce and RMS tuns parallel up to the group C supervisory. 
level represented by the categories of assistant superintendent and Jtigh~r . selection grade postmaster 
on the postal side and assistant su~ru,ttendent and higher .selection grade head records offlcer in RMS .. 
Thereafter the two streams converge in the cadre ~f superiDtendent -or post offlce/RMS in. the Posta), · 
Superintendents Service group B. The postal stream bas an additional avenue of promotion to the 
cadre ofPostmasters Dervice group B·. ';l'o meet the opetational requirements more efflciently, and to 
provide greater fl.exibility in deployment of personnel, the department is in favour of merger of these' 
two streams at various levels with common recrui~nt, :We ~ve kept this in views. ·. ·' ·-.. L • -~ 

. . . • . ·.· ., I ' . ' . . .. 

10.39. Postal Superlntendents Service (PSS) group B and .Po&tmasters Service group B, both are 
in the scale ofRS.650-1200. RecJ:Uitment to PSS group B.is en~ly, by promotion from the cadres of. 
assistant superintendents and inspectors of post offlces (IPQ)/RMS (IRMS) and they have an avenue 
of promotion to 40 per cent of the vacancies in the Indian PoStal SerVice .. · · . ' · · · ·; ·; 1

• • : • . " . 
. -· . - . . ·- ; . . . . r . . ~. ' , . . ' -. .1 ~ . • . 

10.40. RecJ:Uitment to Postmasters Service group B is also entirely by promotion from the cadre 
of assistant superJ.ntendent and insPe<:tore of post offlces and from th~ higher selectiQri gtade HSG n. 
and HSG I postmasters of gen~ lirte. · · · _' ~ 7~: ·~ · ., ·-: 

10.41. Thedepartment has proposed merger of the two cadres of PSS group B.an~ postma~ters 
. group B as this will provide flexibility in postings, apart from providing varied_ exJX:rience ~o th~ 

officers. The associations of employees have expressed different views in this respect. ~e.are of the. 
view that there should be a common feeder group B Service for promotion to .the IPS and are therefore

. in favour of the merger of the two cadres of PSS group B' and postmasters group B ·into one service. 
Department truiy also consider having direct recruitment to some extent at this level. : . · ·. ; 

1 0.42. Inspect~rs of post offices· in' the scale of Rs.425-700 hold charge of sub-di vjsions ~d thek 
duties mainly involve inspection of sub-post officers and branch post offlces. They also function as 
appointing authority· for group D and extra departme~tal staff and are vested with disciplinary p(>wers, 
in respect of these categories of staff. The inspectors of the RMS ·have· similar au ties anci. 
responsibilities. The assistant superintendents (Rs.550-900) both' i'n post 'offlce arid RMS - are; 
employed in group A anc:tlarger group B divisions to assist in general administration and for inspection 
of various offlces and periodical review of arrangements for ~1 transmission. · ,, 

. I . ,- . . I i ' . . ' ' ~ ' ' . ' 

10.43. Associations of inspectors and assistant superintendents of Post offices and RMS have· 
requested for better pay scales in view of the arduous nature of their duties and the detailed syllabus for 
the examination through which they have to qualify. . · .· · · 

,. ,. . 

10.44. The Department has proposed merger of the IPO and lRM cadres and ASPO and ASRM 
_ cadres. It has been pointed out that the duties and responsibilities of the two cadres are similar. We 

find that the pattern of recruitment for posts of inspector in other central government organisations like 
customs and central excise and income-tax, provides for direct recruitment through staff selection 
commission at this level. However, in the postal department, there is no direct recruitment above ther 
level of postal and sorting assistants, or at group B level. Even for the posts of postal and sorting 
assistant, appointment is not through any competitive examination but is based on marks secured in the 
matriculation examination. In other government departments there is generally direct recruitment 
based on competitive examination at clerical level. In the interest of efflciency of service it is 
necessary to introduce an element of direct recrruitment at the level of inspectors/assistant 
superintendents through the staff selection commiss.ion, and we recommend accordingly. If this is 
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done and the two cadres are merged, government may examine what scale of pay will then be suitable 
for these posts. Till this is done the scales recommended by us in chapter 8 will apply. · 

10.45. Postal assistants in the scale of Rs.260-480 are recruited in equal proportion by promotion 
of departmental employees from lower grades on the basis of departmental test and by direct 
recruitment with matriculation as the minimum prescribed qualification. The sorting assistants in the 
scale of Rs.260-400 in RMS are recruited similarly. The two federations of postal employees have 
asked for parity of postal assistants with the upper division clerks as their duties are of a varied nature 
involving public dealing, handling of of cash and valuables, consolidation of accounts, longer 
working hours, etc ... We have been informed that the department is also considering raising the 
minimum educational qualification for direct recruits to the posts from matriculation to higher 
secondary. The association of sorting assistants has urges that this cadre should not be considered on 
par with general clerical grades and that in view of their arduous work, night duty, etc., they ·should 
have a higher scale of pay. 

10.46. The e~isting pay scales for postal assistants and sorting assistants is higher·than that of 
LDC and commercial clerks in the Railways.· The existing parity of scale between the postal assistants 
and sorting assistants is in the interest of postal operations and we do not see any reason for changing 
the existing relativities which may therefore continue. 

10.47. We understand that the department has already appointed aCommittee to considerthe 
modalities of merging the two cadres of postal assistants and sorting assistants. Similarly, 
departmental committees are examining the cadre struCt\ll'es of inspectors and assistant superintendents . 
in the post office and RMS. We feel that instead of a piece-meal and fragmented approach, cadre re
structuring should be comprehensive to take care of all relevant aspects and safeguard, as far as 
possible, the career interests of those who are already working in these cadres, in respect of their 
prospects of promotion etc. 

10.48. Post office and RMS accountants are appointed on the basis of a qualifying examination 
from clerical candidates. When appointed as accountants they are paid a special pay of Rs.45/- p.m. 
The accountants' association nas urged the constitution of a separate cadre of PO/RMS accountants. 
We understand that a separate cadre for the PO/RMS accountants which was formed earlier, was not 
found to be viable and. was therefore discontinueci We do not find justification for creation of a 
separate cadre. ·In respect of spe(:ial pay, our general recommendation in this regard in chapter 24 will 
appply. · 

10.49. Postmen, village postmen and stamp vendors in the scale of Rs.210-270 form a single 
cadre and ae inter-changeable posts. The qualification for direct recruitment is middle standard 
examination. But for vacancies filled by promotion of departmental employees on the basis of a test, 
the qualification of maddle pass is not insisted upon. · · · 

_ 10.50. Postmen (including village postmen and stamp vendors) have avenues of promotion in 
their own line by seniority-cum-fitness to posts in the scale of Rs.260-350 (head postmen, sorting 
postmen, etc. ). In addition, they are eligible for promotion to 50 per cent of the vacancies in clerical 
grcide in the postal branch on the basis of a competitive examination. There is no age limit or 
restriction on the number of chances to be availed of and no minimum educational qualification has 
been prescribed. A special allowance of Rs.25/- per month is paid to about 10 per cent of the posts of 
head postman/sorting postman/mail overseer. 

1 0.51. The association of postmen has stated that they have been unjustifiably equated with the 
lower level of semi-skilled workers without proper evaluation of the arduous and multifarious nature 
of their duties and responsibilities. They have urged that considering their arduous duties, and the 
initiative and tact required for discharging the duties ofpostmen, they should be classified as "skilled". 
They have also asked for raising the level of educational qualification ofpostmen. The department has 
suggested that with the general increase in the standard of education, as also the increasing complexity 
of work, it will be advantageous in future to have matriculation as the minimum qualification for 
postmen. The duties of postmen involve tact, initiative, skill and a sense of responsibilitr and 
accountability for which penalities have been prescribed in the Post Office Act for default m ~e 
discharge of duties. Taking all these factors into account, we recommend that the postmen be placed m 
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the scale of Rs.825-1200. The qualification for direct recruitment may be raised to matriculation as 
proposed by the department. 

10.52. The mail &uards (Rs.210-270) and head mail guards (Rs.260-350) m:e employed in the 
RMS transit sec~ons and mail offices for work connected with the receipt. custody and despatch of 
closed mail~. The RMS staff associations have emphasized Ple need for retaining the existing parity 
between postmen and mail guards. We recommend the same scale of Rs.825-1200 for the mail 
guards. · 

10.53. ~ere is a post of machineman (rota print operator) in the Calcutta Postal Stores Depot in 
the scale of Rs.330-480. It has been represented that posts with similar duties in other departments 
have been placed in higher pay scales. We recommend that rota print operator may abe given the scale 
of Rs.1350-2200. 

10.54. There is a post of cash overseer'in the.Postal Directorate in the scale of Rs.225-308, 
whereas such postS elsewhere in the department are in the scale of Rs. 260-350. The department has 
recommended parity of pay scales for all such posts. We agree and recommend that the post of cash 
overseer in the Postal Directorate may be placed in the scale of Rs.950-1400. 

10.55. Posts of senior manager (mail motor) at Bombay, Calcutta and Madias are given special 
pay of Rs.150/- per month for additional charge of postal machine repair organisations. The 
department has propsed that special allowance of Rs.100/- per month maY, be given to the posts of 
manager (mail motor) in A and B1 class cities where they are also supervising the work relating to 
repair of postal machines in addition to their normal duties. We agree and recomend accordings. 

10.56. The Department ofP~sts, like the Department of Telecommunications (which was fopxierly 
known as the Department of Telegraphs), is one of the oldest department s of the Government of 
India. It is als~ one of the biggest service departments and plays a vital role in the socio-economic life 
of the community. Its legislative base dates back to 1898 when the Indian Post Officer Act was 
passed. P & T has recently been bifurcated, and it.ltas also become necessary to re-organise the 
railway mail service. In keeping with these changes, we think that there is need for proper planning 
and management of manpower to keep pace with the challenge of modern times and requirements. We 
therefore recommend that postal services and personnel management may be reviewed by acommittee 
to be specially set up for the purpose so that it may be possible to achieve postal excellence and give 
satisfaction to those employed in the cast infra-structure of the department. 

Department of Telecommunications 

10.57. Department of Telecommunications with about 3.8 lakh employees is responsible for the 
extension, operation and maintenance of the telephone and telegraph services in the ~Ountry. · 'l'he 
activities of the department include development of new technology and manufacture of equipment 
connnected with the telecommunication services and construction and operation of earch stations in 
connection with satellite communication. ' 

10.58. The Telecommunication Board has a chairman in the rank of secretary to government and • 
five members who are ex-officio additional secretaries. Except for the posts of chairman and member 
(fmance), the posts of other members are encadred in the Indian Telecommunications Service (ITS) 
group A. There are at present SO field units headed by general managers in senior administrative 
grade. A division under a divisional engineer constitutes the primary unit in the administrative and 
accounts set up .and is responsible for installation, operation and maintenance of telecommunication 
service. · · 

10.59. The indian Telecommunications Service (ITS) group A is one of the engineering services 
to which recruitment is made through the engineering services examination held by Union Public 
Services Commission (UPSC). The service has a cadre strength of about 2500 officers and its pay 
structure conforms to the general pattern applicable to other group A engineering services. Our . 
recommendations in chapter 8 will apply to posts in ITS. 

10.60. It has been suggested that the Telecommunication Board should be brought on par with the 
Railway ~oard as the telecommunication org~isa,tion is much bigger than what Railway was some 
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year back. It has been stated that this will provide adequate scope for growth in years to come and 
also enable delegation of sufficient powers to field units. We fmd that the Mahanagar Telephone 
Nigam Ltd. has been set up with effect from April1,1986, for providing telecommunication service in 
the metro-politan cities of Bombay and Delhi, and a re-organisation of the Overseas Communications 
Service has also been completed. These changes will affect the working of the board. Keeping in view 
the cadre strength of the service, its role and functions, we recommend that the members of the 

·'Telecommunication Board may be given the scale ofRs.7300-8000. 
' 

10.61. There are at present four posts in the senior administrative grade of the ITS with special 
pay ofRs.250/-. Taking into account the duties and responsibilities of the members of the service, and 
to meet their aspirations, we recommend a total of eight posts, inclusive of those now having special 
pay ofRs.250/- per month which may be given the pay ofRs.7300/- (fixed) without any special pay 

10.62. In the telecommunications research centre there are 19 officers who were directly recruited 
for research and development work. Eleven of these officers are in the scale of Rs.1500-2000 and the 
rest are in the scale ofRs.ll00-1600. There has been no recruitment after 1975. 

10.63. The association of these directly recruited officers has asked for parity in promotional 
- prospects with ITS officers. The method of recruitment and the duties of these officers are different 

from those of ITS officers. We recommend that to provide some promotional prospects, two of the 
posts in the existing scale ofRs.1500-2000 may be placed in the selection gr~de ofRs.4500-5700. 

10.64. Teleco.nfiriunication Engineering Service group B comprises posts of assistant director, 
assistant engineer, sub-divisional officer and commercial officer, etc. in the scale of Rs.650-1200. 
There is no direct recruitment at this level and there is avenue of promotion to ITS. The association of 
promoted officers has represented that group B officers, on ad hoc promotion to group A senior time 
scale posts, have to continue as "holding charge" divisional engineer for a long time without 
regulariSation of their promotion and that period is not taken into account for future promotion. We 
have been informed that group B officers, on promotion to ITS, are notionally fixed in junior time 
scale for the purpose of seniority with respect to direct recruits as per the present quota system. But 
functionally they are placed directly in the senior time scale as the posts in that scale are more than in 
the junior scale and they continue on ad hoc basis for some years until the corresponding direct recruit 
after completing prescribed service in junior time scale i~ promoted to the senior time scale. They are, 
however, given special benefit in pay fixation. We have considered the matter. It appears to us that in 
view of the provisions in the service rules, it is not really a case for regularisation of promotion but of 
determination of inter-se-seniority which again is governed by the rules and orders issued by 
sovernm.ent and does not call for any change. . . 

10.65. P&T Accounts and Finance Service group A has a cadre strength of 230 officers and the 
pay scales corre~pond to those in other group A central services. The department has recommended 
that from the point of view of career management and efficiency of service, this service should have a 

-post of the rank of additional secretary in its cadre. Keeping in view the total cadr~ strength of the 
service and other relevant considerations, we recommend that the post of deputy director general in the 
·senior administrative grade of the service with special pay of Rs.250/- may be given the -pay of 
Rs.7300/- (fixed) without any special pay. 

10.66. There are about 61,000 telephone operators in the scale ofRs.260-480. While 2() per cent 
of the posts are filled by promotion through competitive test, the remaining posts are filled by direct 
recruitment, the prescribed qualification being matriculation. The unions affiliated to the federation of 
national P&Temployees have suggested different scales of pay for telep~one operator and they are in 
favour of maintaining the existing parity of scale between telephone operator and time scale clerk. All 
India telephone traffic employees association has,however, suggested that in view of the onerous 
duties and responsibilities, the telephone operator should not be clubbed with other P&T cadres. The 

· present scale of Rs.260-480 for telephone operator and allied cadres is the same as for the principal 
operative cadres in Department of Posts having comparable work and responsibilities. The existing 
relativities in the two departments at this level may, therefpre, continue~ ' · 

10.67. The telecommunication engineering staff comprises categories like lineman!wU:e~an 
(Rs.210-270), teChnician (Rs.260-480~, telephone inspector/auto exchange assistant/transnusston 
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assistant/wireless operator (Rs.380-S60) and junior engineer (Rs.425-700): We have been intoimed 
that based on the recommendations of Sarin 'Committee on Telecommunication, a study of the technical 
cadres of the department was undertaken.· As result, a. scheme of rationalisation has been evolved that 
provided for laying do~ higher qualification for recruitment, commensurate with the skill required 
for the job and with better pay scales. The skill required for the job and with better pay scales. The 
staffmg norms are also proposed to be tightened so as to bring down eventually the staff (elephone· 
ratio. It is proposed that below the level of junior engineer, there should be a cadre of 'technical 
assistant for indoor equipment and another cadre of technician for outdoot plant maintenance. The 
scheme of rationalisation: which involves basic changes, is said to be under consideration of 
governmenL We recognise that technology in the field of telecommunications is changing rapidly and 
it is necessary for the department to have trained manpower of requisite calibre. It would also be 
necessary to train the existing manpower suitably to ~'able to cope With the changing requirements. 
As the proposed scheme will not only affect various cadres within the department but Will also disturb 
relativities vis-a-vis/comparable cadres in Department of Posts and elsewhere, this aspect should be 
kept in view by· government in any scheme of rationalisation affecting the major cadres. · 

I 

10.68; The association of junior engineers has represented that their pay scale should be raised 
fr~m !4.425-70? ~ Rs.~S0-9_00\ as the earlier qualifi~atio~ of dip~oma in ~ngineering has n~w been 
ra~.sed to degree m m engmeenng or first class degree m science wtth physics and mathematics. The 
junior engineers have a selection grade in the sc~e of Rs.SS0-900. The department is also in favour of 
up gradation of the pay scale on the ground that with rapid development in technology, the duties and 
responsibilities of junior engineers wil require more skill. The posts of junior engineer in. 
telecommunication department are at present in the same pay scale as similar posts in other engineering 
departments. We are told, how~ver, that their duties and responsibilities will become more complex 
and technical with the ·proposed r,!ltionalisation of the multiple technical cadres into twO levels of 
technical assistant and technician. As the duties and responsibilities.of junior engineers are likely to 
undergo changes, government may examine what scale of pay will be suitable for these posts. TiU 
than the eXisting relativities at this level may continue. · 

10.69. I:.inemen and Wiremen have represented that their work involves skill and is techniccll in 
nature .and this should be duly reflected in their pa:y scale. They have also asked for parity wi_th 
linemen in the railways. Historically, the category of linemen/wiremen have been on pat with postmen 
in the Department of Posts for whom we have recommended the scale of Rs.8JS-1200~ We, 
therefore, recommend that posts of linemen and wiremen now in- the scale of Rs:210-270 may be 

·placed in the scale of Rs.825-1200. .We are also of the view that the recruitment qualification of 
lineman and wireman should be raised. 

10.70. In the operative cadres in the telegraph traffic wing there are posts of telegraph assistant ' 
and telegraphist in the scale of Rs.260-480. The association affiliated to the natiOnat.federadon of the 
P&T employees has represented that there has been no appreciation of the skill, arduousness~of round
the-clock duties, health hazards, etc., of the telegraphist On the other hand, it has been suggested that 
the UDC's scale of pay may be given to the telegraphist. Taking into. account. the duties and , 
responsibilities of the posts at this level, we are of the. view that the posts of telegraphist and telegraph 
assistant may continue to be on par. · 

10.71. The Advanced Level Telecommunication Training Centre is-a modern training centre in the 
. field of high technology. We have been told that there are some difficulties in attracting suitable 
officers to serve on the faculty of the centre. We recommend that the instrudtions contained in· 
Department of Personnel and Training O.M. No. i2017/2/86-Trg.(TNP) dated February 7, 1986 may 
be made applicable to the centre. ._ 

10.72. There are five telecommunication factories with a strength of about 80 group A officers. 
Recruitment at this level is through the engineering services examination. 'fhere are three posts of 
general manager in the scale of Rs.2250-2500 and eleven posts of manager/deputy general manager in 
the scale ofRs.1500-1800. In line with our recommendations for group A services, we recommend 
that two posts of manager/deputy general manager may be in the selection grade ofRs.4500-5700. We 
also recommend that the general managers of the. three factories tnay be given the scale of Rs.5900-
6700. 
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10.73. All India P&T industrial workers union and the P&T mazdoor union have represented,that 
since the telecommunication stores organisation is not involved in manufature of any item, the posts in 
this organisation should not be classified as industrial. We have been informed that the demand for 
converting ·these posts into non-industrial categories was examined by a departmental Expert 
Committee and after due. consideration the department decided not to make any change in status of 
these posts. -

Civil Engineering Wing 

10.74. Three branches, viz., civil engineering, electrical engineering and architecture make up the 
civil engineering ·wing w.hich looks after the civil engineering needs of both the Departments of 
Telecommunications and Posts. Posts in each of the three branch Rs.2500-2750 at the headquarters 
which is open to all the three branches. Civil wi~g engineers association has represented for 
constitution of an organised service to provide better promotional opportunities. We have been 
informed thjlt constitution of a-service is already under consideration of the government We 
recommend early finalisation of the matter so that thi~ service may be on par with other organiseq 
engineering services. Keeping in view the cadre strength, their role and functions, we recommend that 
the post in the scale of Rs.2500-2750 at the headquarters may be upgraded and given the pay of 
Rs.7300/-(ftxed). We also recommend that three posts in the senior administrative grade (Level m 

· seal€; ofRs.2250-2500may be upgraded to Rs.5900-6700, one for each branch i.e. civil engineering, 
electrical engineering and architecture. 

·Wireless planning and coordination wing 

10.75. Wireless planning and co-ordination wing (WPC) is entrusted with the task of planning 
and coordinating the use of radio frequency spectrum and ge~stationary saiellite orbit It has a 
coordinating role in highly technical radio regulatory matters and also ensures that contending 
requirements of various wireless users in the country are kept within the frame-work of national . 
interst The organisation also looks after national interest in the sphere of international network of 
·wireless communication. The organisation has a strength of about 700. Having regard to the role and 
importance of the organisation, we recommend that the wirelessadviser in the scale of Rs.2250-2750 

. may be given the :gay ofRs.7300/·(ftxed). We also suggest that this post should be made available to 
the members of the organisation to meet theh:legitimate aspirations. 

10.76. There is one post each of direc~or (Rs.2000-2250) and joint wireless adviser (Rs.18()().. 
2250) which are filled by promotion from (ieputy director (Rs.150Q..l800). We recommend the pay 
scale of Rs.4500-5700 for the posts of dir~tor and joint wirel~ss ad~ser. · · 

Overseas Communications Service (OCS) . ~ 

10.77 The Overseas Communication Service is ·~sponsible for the establishment, maintenance and 
operation of the country's external telecomunication services. This organisation has been converted 
into .a public sector undertaking - Videsh Sanchar Nigam Ltd: ..: with. effect from April 1,1986. The 
pay ·scales· of posts in this organisation conform to the general. pattern of pay sc~es and our. 
recommendatio~ in chapter 8 will apply to them subject to such orders as may be fmally passed b)' 
government · · 

Out-station allowance 

10.78 The outstation allowance is admissible to RMS staff employed in the RMS sections in 
running trains, where the period of their absence from headquarters in connection with' such duties 
exceeds 6 hours. The rates of outstation allowance are fixed as a percentage of the rates of daily 
allowance. The federations have stated that there has been delay in revising the rates of outstation 
allowance, and they have also asked for payment of outstation allowance at the same rate as daily 
allowance. Since the outstation allowance is linked to daily allowance, we recommend that its 
revision should be made effective from the same date from which the rates of daily allowance are · 
revised. We do not fmd any justification for the grant of outstation allowance at the same rate as daily 
allowance and the present practice of payin~· it as a fixed percentage of daily allowance may continue. 
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Night halt allowance 

10.79. Certain categories of staff, viz., mail/cash overseer, village postman, lineman and runner 
whose duties involve regular traw.:lling on their respective beats, are granted night halt allowance when 
they spend the night away from the headquarters on such duty. This allowance is given in lieu of the 
usual travelling allowance, and its rate is fixed as a percentage of the normal rate of daily allowance for 
the concerned category of staff. The P&T unions have represented for payment of full daily 
alalowance as night halt allowanct to these categories of staff. We find that the Board of Arbitration 
rejected the demand and favoured paymenf of night halt allowance at a rate equal to a fixed percentage 
of the daily allowance. This may continue. 

Test and non-test categories of posts 

10.80. Among the group D posts.in P&T~ those in the scale ofRs.196-232have been classified 
into test. and non-test categories. The distinction is based mainly on the literacy qualifications 
prescribed for recruitment The non-test category staff have to qualify in literacy test before they are 
transferred to the test category, as and when vacancies become available. The P&T federations have 
represented that the operative group D (test category) staff perform responsible duties which cannot be 
termed as unskilled and that they should be'equated with the lowest semi-skilled category. They have 
also urged that the test category posts are promotional posts for non-test category, and .hence these 
scales should be higher than the scales for the non-test category staff. It is difficult to accept the 
contention that transfer from the non-test category to test category on passing a literacy test is 
equivalent to promotion. Similar posts exist in almost all depll!1ments of government and considering 

' their duties and responsibilities, we do not fmd any justification for providing two separate scales of 
pay for these two categories of posts. Governmen_t may, however, examine whether any ,useful 
purpose is being served by continuing the distinction between test and non-test categories in these days 
when educated persons are availabl~. · : 

IV. Ministry of Defence 

10.81. The Ministry of Defence has the following three departments,- ,. 

(i) DepartmentofDefence; · · . 
. (ii) · Department ofDefen~e Production and Supplies; and· 
(iii) Department of~fence Research and Development, · ' ,· 

A large number of civilians are employed in the various units and formations under. the three 
Services Head-quarters and other organisations like Directorate General of Ordinance Factories 
(DGOF), Directorate General of Inspection (DGI), Defence Research and Development Organisations. 
(DRDO) and Defence Accounts Department (DAD). The number of civilian working in the different.: 
organisations in the Defence Ministry including DGOF is about 7.25 lakh, which includes 1.6 lakh 1 

industrial workers under DGOP. · 

Department of Defence 

10.82. We have considered the -suggestions in respect of the pay scales and promotion proSpects· 
of the following staff in the army headquarters who deal with work of. a special 'nature, and 

· recommend that their pay scales may be revised as under,- · . . , · . r : 
Proposed.. . 

Designation Pay Scale (R~) ·· .... 

Supervisory examiner (ordinary grade including selection grade) 2000-35od · · 
Civilian interpreter . . 1600-2660· · 
Examiner (ordinary grade including selection grade) 1600-2660 
Assistant examiner 1400-2300 · 
Packer (ordinary grade including selection grade) 775-1025. 

1 0.83. Officers of the Armed Forces Headquarters Ci'vil Service (AFHQCS) hold civilian posts in 
the three service headquarters and inter-service organisations. There is parity of pay scales between 
the Central'Secretariat Service (CSS) and AFHQCS at the level of assistant and assistant civilian ataff 
officer/section officer. But at the level of under secretary/civilian staff officer and deputy 
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secretary/senior civilian staff officer the pay scales are different. The method of recruitment to this 
service is the same as for CSS. We have considered the duties and responsibilities of officers in the 
CSS and AFHQCS at corresponding levels and are of the view that the parity which exists between 
the two 'services at cel1ain levels should be extended upto the level of senior civilian staff officer. We 
accordingly recommend that the four grades in the AFHQCS may be given the same pay scales as in 
css. 

10.84. It has been suggested that officers of AFHQCS should have opportunities for promotion to 
higher posts. We have been informed that the Ministry of Defence had initiated cadre review of the 
service and one of the proposals was to identify and include posts at the level of Rs.2000.:'2250 in 
AFHQCS. We recommend that some posts at this level may be identified and made available to the 
members of the service with due regard to the cadre strength. 

10.85. The director, school of foreign language, is in the pay scale ofRs.1500-1800. It has been 
suggested that the pay scale should be improved. Keeping in view the duties and responsibilities of 
the post, we :t:eeommend the pay scale of Rs.4100-5300 for the director. 

10.86. We have been informed that prior to Third Pay Commission the post of assistant director 
and the photographic officer in the armed forces film and photo division carried different scales of pay. 
It has also been brought to notice that prescribing the same scale of Rs.650-1200 for the assistant 
director and the photographic officer has created administrative problems sine~ the photographic officer 
has to take directions from the assistant director. In view of this we recommend that assistant director 
may be given the scale of Rs.2200-4000. 

10.87. There are two posts of principal 'research officer in the scale of Rs.i300-1700 in crypto 
analysis wing which are filled by promotion from senior research officer in the scale of Rs. 1100-
.1600. We recommend that this post may be given the pay scale ofRs.3700-5000. 

10.88. In the Military Farms Department, there are posts of deputy assistant director in the scale of 
Rs.840-1200 which are filled by promotion from fa(ID. officer in the scale of Rs.650-1200. We 
recommend that the post of deputy assistant director may be given the scale of Rs.2200-4000 . 

• 
10.89. In Electrical and Mechanical Engineering Corps (EME Corps), there are about 100 posts of 

civilian workshop officer in different scales of pay. The recruitment is through the engineering 
services examination conducted by UPSC. These posts have not yet been constituted into an 
organised group A service. In line with our general recommendations for engineering services, we 
recommend !Qat the post of workshop superintendent ((selection grade) in the pay scale of Rs.180Q.. 
2000 may be given the scale of Rs.4500-5700. 

10.90. Military Engineering Service (MES) is the construction agency for the works services of 
army, navy, air force and also of ordnance factories and R&D establishment The officers cadre is 
included in MES which is an organised group A engineering service. The service bas three cadres, 
namely, engineering, surveying and architecture. The pay scales are comparable with the other 
organised engineering services. There are posts of deputy chief engineer in MES in the scale of 
Rs.1500-2000 :with special pay of Rs.200/- per month. We do not fmd a similar level of post with 
special pay in other engineering services. The department may examine whether a separate level of -
post with the designation of deputy chief engineer is necessary or superintending engineer in the 
selection grade could be appointed to the post 

. 10.91. We fmd that in MES there is no post above the level of chief engineer .. The service has a 
cadre strength of about 1500 civilian officers who are recruited through the engineering services 
examination conducted by the UPSC. We are of the view that the career opportunities in MES should 
be comparable with other engineering services under the central government We recommend that one 
post of chief engineer may be upgraded and given the pay ofRs.7300/- (ficed) which may be filled.by 
a civilian officer of MES. The post may be suitably designated. · 

10.92 The following technical training institutions impart technical education at the graduate and 
post-graduate levels in different engineering disciplines,- · · 

1. College of military engineering, Pune. . 
2. Military college of telecommunication engineering, Mhow. 
3. Military college of electronics f1Jld mechanical engineering, Secunderabad 
4. Electrical and mechnical engineering school,Baroda. 
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It has been stated that proposals for improving the scales of pay of teaching staff in the armed 

forces technical training instituations have been under consideration for some time. We have been 
infon'led that a committee constituted for the purpose accepted the requirement of the teaching staff in 
the armed forces technical institutions to be of the same category as other technical institutions in the 
country and suggested improvement in their pay scales. The committee also recommended that the 
qualifications of the staff in these institutions should be on par with the qualifications prescribed by the 
all India council of technical education. We agree with the recommendations and suggest that the posts 
of assistant professor (Rs.11 00-1600) in the armed forces technical institutions may be given the scale 
of Rs.3000-5000. For the posts of professor (Rs.1500-1800/1500-2000) and professor in the 
selection grade(Rs.1800-2000), we recommend the scale ofRs.4500-5700. We also recommend that 
the above scales of pay will be admissible subject to the prescription of the same qualifications and 
experience, etc. as laid down by the all India council of technical education. 

10.93. Naval armament supply organisation is responsible for procurement, maintenance and 
supply of ordnance items and ammunition to Indian Navy. The officers cadre in this organisation is 
consituted in an orginised group A service called Indian· Naval Armament Service (INAS) with a 
strength of about 70 officers. The pattern of pay scales applicable to other engineering services has not 
been extended to INAS although the recruitment is through the engineering services examination 
conducted by UPSC. We recommend that the posts of naval armament supply officer in the ordinary 
and selection grades may be merged and given the scale ofRs.3700-5000. 

The post of senior naval stores officer (Rs.1300-1700) and joint director naval stores (Rs.1500-
1800) may be merged and given the scale ofRs.3700-5000. For the post of directorlogistic support 
(Rs.1800-2000), we recommend the scale ofRs.4500-5700. · 

10.94. There are posts of principal design officer engineering, construction and electrical in navy 
in the pay scale of Rs.1300-1700. These posts are filled from the senior design officers grade I of the 
respective branches in the scale of Rs.U00-1600. Fifty per cent of the posts are filled by direct 
recruitment from amongst engineers having degree in mechanical/marine/~lectrical and naval 
architecture with 8 years practical experiecnce in design, installation and construction. Keeping in 
view the qualifications and specialised nature of work, we recommend that these posts may be placed 
in the scale of Rs.3700-5000. 

10.95. For providing necessary support and back up facilities to the naval ships in the base ports, 
there are a number of yard crafts (tugs, oil tankers, ferry boats, etc.) which are manned entirely by 
civilian personneL Naval headquarters have poin'ted out that number of posts remain unfilled which 
is adversely affecting the support services to the operational fleet ships. They have therefore suggested 
an improvement in the pay scales. Having regard to ~e difficulties in filling up the posts and keeping 
in view the operational requirements, we consider it necessary to improve the scales of pay for some of 
these posts. We recommend the following scales of pay,-

Designation - Proposed scale ot Pay (Rs.) 
1. Master (Oil tanker) 2000-3200 
2. Master grade I 1600-2660 
3. Master grade ll 1400-2300 
4. Engine driver class I 1400-2300 
5. Engine driver class 11/syrang of lascar . 1320-2040 
6. Engine driver class ill 1200-1800 

10.96. The photo printers grade I in the naval headquarters (Rs.290-560) who are required to 
operate zerox machines have represented for parity of pay scale with zerox operator in the Directorate 
of Standardization (Rs.425-600) and machine operator (zerox) (Rs.425-600) in the air headquarters. 
We are informed that the duties of photo printers grade I in the naval headquarters are comparable with 
machinelzerox operators in these organisations under the Ministry of Defence. We recommend that the 
posts of photo printer grade I in the naval headquarters in the scale of Rs.290-560, may be given the 
scale of Rs.l350-2200. The designation of the posts may also be changed. 
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10.97. The Defence Lands and Cantonment Service has cadre strength of about 250 officers 
recruited through the civil services examination conducted by UPSC. It has been suggested that the 
-post of director general, Defence Lands & Cantonment which is on the pay ofRs.2750 (flxed) may be 
given the pay ofRs.3000/- (fixed). We accordingly recommend that the post may be given the pay of 
Rs. 7300/- (fixed). 

10.98. Under the Directorate General of Armed Forces Medical Services, there is an artificial 
limbo centre at Pune, which is engaged in the specialised fl~ld of production, fitting and training in the 
\lie of prosthoses and orthoses and other rehabilitation equipment. It has been suggested that the pay 
scales of the posts in the centre should compare with the pay scales of similar posts in all India institute 
of physical medicine and rehabilitation, under the Ministry of Health. The work done in the institute is 
mainly research, training and treatment while the artificial limb centre, Pune, is essentially a production 
-.nit. llaving regard to the specialised nature of work in the artificial limbo centre, we recommend that 
the pay scales of the following posts· may be revised as given below,-

Designation 

1. Chief limb fitter 
2. Supervisor (Tech.) grade I 
3. Supervisor (Tech.) grade II 
4. Limb fitter 
5. Limb maker carpenter 
6. Limb maker leather fabric 
7. Boot shoe maker 
8. Leading hand technician 1200-1800 
9. Bench fitter 
10. Arm training.instructor 
11. Leg training instructor 

10.99. Armed forces medical college, Pune, imparts post-graduate training to service officers and 
is a major source for recruiting doctors in army medical corps.· We recommend that teaching posts in. 
the scale of Rs.1800-2250 may be given the pay scale of Rs.4500-5700 and those in the scale of 
:2s.1100-1800 may be given the scale ofRs:3000-5000 .. 

10.100. F~r security of defence depots and installations, there is a· cadre of civilian assistant 
security officers with 67 posts. Recruitment to these posts was made through UPSC. ·We understand 
that there was proposal to merge the cadre of civilian assistant security offlcer with the defence , 
security corps. This, however, has not yet materialised. Having regard to.the qualifications for 
recruitment and the responsibilities of the post,. we recommend that the post of civilian assistant
security ofQcer (Rs.SS0-900) may be givcen the scale ofRs.2000-3500 and.theposts in the scale of. 
Rs.775-1200 may be given the scale ofRs.2200-4000. ' 

. Department' of Defence Production 

10.101. The Department of Defence PrOduction has under it the directorate general of <?rdnance 
factories which is responsible for administration, direction and control of 34 ordnance factone~ .. The 
ordnance factories organisation comprises the ordnance factory h<>ard (OFB) at Calcutta,.the additional 
director generals of ordnance factories at Kanpur and Avadi and 34 ordnance factones headed ~y 
general managers. The ordnance factories organisation· was recognised in 1979 and the board With 
director general as chairman and 7 full time members was set up. 

10.102. The director general of ordnance factories (DGOF) and chairman of OFB is the 
administrative head of the ordnance factories organisation and functions as its chief executive. The 
Department of Defence Production has delegated power for administration of the ordnance factories to 
the board. The pay of the posts of members in OFB and additional director generals at Kanpur and 
Avadi is Rs.3000/- (fixed). Having regard to the duties and responsibilities of these posts, we 
recommend that posts of members and additional director generals may be given the scale of Rs. 7300-
8000. 
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10.103. The officen cadre in the ordance factories is included in the Indian Ordnance Factories 

Service (IOFS), technical and non-technical with a strength of about 1400 officers. The service is 
multi-disciplinary, comprising engineers, metallurgists, chemists, etc. The admini$trative officers are 
included in the IOFS (Non-tet:h.). Recruitment to the non-technical service is thrOugh the civil services · 
examination. Recruitment to technical posts is through the engineering services examination as well as 
directly through UPSC. The. grade structure. of the IOFS, tec~al and non-tecbnical, is similar to tht 
other organised engineering and central services. 

10.1<>4. ·While in other engineering services there is a selection grade ofRa.lQ».2lSO, the posts 
· at this leyel in ordnance factories are treated as promotion posts of joint general manger. We ~ve been 

informed that department would like to retain this level in large ordnance factories, It is for 
government to consider whether the scale of Rs.2000-2250 should be utilised as a selection grade as in 
other engineering services or may continue to be ope~ted as a separate functional level for joint general 
manager in the ordnance facto~es. We however, suggest that these posts may be given the scale of 
Rs.4500-5700 and they may be created on the. aame basis as adopted for creating selection grade in 
other engineering services. · · · 

' · 10.105. It has been represented that the responsibilities of general mangen in certain large · 
ordnance factories are broadly comparable with the duties and responsibilities of general managers in 
the railway production units, who are in a higher scale of pay. Taking into account file turn over, 
duties and responsibilities of general managers in the large ordnance factories, we ~of dte View thaf 
fourpqsts of general managers may be given ·the pay of Rs.73001- (fixed). ·Government may identify . 
. the four posts and redesignate them if considered necessary. · · · · ·. . · . . . · 

' • • • . • • • i • • • ' • . .. • • 

10.106. The medical facilities for employees of ordnance factories and their families are provided 
by the Iridian Ordnance Factories Health Services (IOFHS). ·There are 23. hospitals, 33. estate 
dispensaries and 33 dispensaries' inside the factories. The medical officers working. in. these 
hospitals/diSpensaries be\ong to ·the IOFHS which has a strength of250 mediCal officers~ · 

) ' - ' .- . - , -. .. 

10.107. There is a director health services at the'head-quarters in the sCale ofRs.2250-2500. It 
has been recommended tha~ the pay of the post may be raised as this is the highest post U. the ~ce. 
Taking into consideration the cadre structure, limited prospects of promotion, we agree that the post of 
director may be given pay of Rs. 7300/-(fixed). · · 

. . . 
10.108. IOFHS had no cadre ofspecialists, Recently about 40 posts ofspecialists in 6 different 

disciplines have been created in the pay scales ofRs.Il00-1800 and Rs.1500-2000 .. ~t: these posts 
we recommed the pay scales of Rs.3000-5000 and Rs;4500-5700 respectively to bring them on par 
with CHS. We further recommend that for further strengthening the specialist cadre, two posts of 
senior specialists/consultants may be created by upgrading two existing posts and given the pay scale 
of Rs.5900-6700. These posts should be given. to medical officers/specialists 'Yith outs~ding 
performance. · · · 

: l0,109. The assisljmt f-oreman in the technicjl} ~adre .is in the scale of Rs.700-900~; whereas the · 
assistant foreman (non-technical) is in the scale ofRs.SS0-750 with Rs.100/- as special pay. There is 

· little justification for this difference and we recommend that the post of assistant foreman (non
technical) in the scale of Rs.550-750 with special pay of Rs.100/- may be given the s~ale of pay of 
Rs.2000-3200 without special pay .. The post may be sui~bly redesignated. . 

10.110. Supervisor 'A' (non-tech.) is in the scale of Rs.425-640 and is promoted to the post of 
Chargeman grade II (non-technical) in the scale of Rs.425-700. In the technical cadre the posts of 
supervisor (Rs.425-640) have been merged with chargeman grade II (Rs.425-700). We recommend 
that the posts of superviso~ 'A1 (non-technical) and chargeman grade n (non-technic~) may also be 
merged. 

. 10.111. It has been broug~t to notice that the pay scales of certain industrial trades in heavy 
vehicle factory (HVF) Avadi ar~ lower compared to the pay scales of similar trades in other ordnance 
factories. The disparities ~ithin the same organisation should be corrected and we ·recommend that 
such trades in the HVF Avadi may be brought over to the scales of pay applicable to these trades in 
other ordnance factories as advised by the anomalies committed, 1984. · ·. · · 
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Department of Defence Research and Development 

10.112. In 1979, the then existing Defence Science Service was split intp the following three 
services,-

1. Defence Research and Development Service (DRDS) under Defence Research and 
Development Organisation. 

2. Defence Quality Assurance Service (DQAS), under director general of inspection. 

3. Defence Aeronautical Quality Assurance Service (DAQ-!'\S), under Directorate of technical 
development and producti9n (Air). 

The pay structure of these services broadly corresponds to that of other scientific services. 

10.113. At present there is a system of flexible complementing in DRDS which is applicable for 
pqsts upto the pay scale of Rs.1800-2250. It has been suggested that flexible complementing may be 
e~tended to the next higher scale of Rs.2000..:2500. We have considered the suggestion and. 
recommend that flexible complementing in DRDS may be extened to posts in the scale of Rs.4500-
5700 also. In order to attract, retain and motivate scientists, we suggest that the pay scale ofRs5900-
7300 may be given to those scientists whose work has been assessed and found to be outstanding . 

. 10.114. The vehicle research & development establishment (VRDE) under DRDO is engaged in 
inspection, testing and evaluation of vehicles. There are 15 posts of driver (Test & proof) in the scale 
of Rs.320-400 in this establishment which are filled by· promotion from driver grade II in the scale of 
Rs.260-350. It has been stated that driver (Test & proof) are engaged on duties of flled trials involving 
risks and hazards as compared to oth~r MT drivers.· We agree and recommend that the posts of driver 
(Test & proof) in VRDE may be given the scale ofRs.1200-1800. 

10:115. Defence accounts department is entrusted 'with fue accounting and audlt functions in 
respect of the Ministry of Defence, army, 11avy and -air force, ordnance factories, DRDO, etc. The 
Indian Defence Accounts Service is an organised group 'A'.service with a strength of about 250 
officers. Recruitment to the service is through the civil services examination.conducted by UPSC. 
The controller general of defence accounts (CGDA) as head of the department is responsible for 
administering the organisation with about 30,000 officers and staff and -800 sub-offices spread all over 
the country. Keeping in view the role and functions of the department and responsibilities at the level 
ofCGDA, V(erecommend that the postofCGDA may be given the pay ofRs.7600/- (fix¢) as.against · 
Rs.3000/- at present. There are three posts of aditional CGDA or equivalent in the scale of Rs.2500-
2750 with special pay of Rs.250/- per month. We recommend the pay of Rs. 7300/-. (fixed) for these 
posts ~ithout special pay. 

10.116. The finance division of the Ministry of Defence is headed by fmancial adviser who 
exercises financial control over the proposals involving expenditure from the Defence budget. He_ is 
also responsible for internal audit and accounting of the defence expenditure and this responsibility is 
discharged through CGDA. Keeping in view the role ofthe fmancial adviser, we recommend that the 
pay of the post of fmancial adviser may be revised from Rs.3000-3500 to Rs.8000/- (fiXed). The post 
should be held by members of Indian Defence Accounts Service. 

Fire Fighting Staff · 

10.117. The Ministry of Defence which employs, the largest number of fire fighting staff has 
fireman at the lowest level in the pay scale of Rs.200-250. It has been suggested that fireman in 
ordnance factories and other organisations under the Ministry of Defence should at least be equated to a 
semi-skilled worker. We have taken note of the duties of the fire fighting personnel in the different 
organisations of the Defence Ministry and are of the view that rtheir pay scales need some 
improvement. We accordingly recommend that the fireman grade II who are at present in the pay scale 
of Rs.200-250 in the organisations under Ministry of Defence may be placed in the scale of Rs.SCl0-
1150 and fireman grade I in the existing scale of Rs.210-270 may be placed in the scale of Rs.82S-
1200. 
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During oral evidenc;e, the all India defence flre staff association had. suggested a merger of fll'eman 
grade ll and grade I. Since the posts offll'eman grade I provide promotional ~venue for fll'eman grade 
n, we are not in favour of merger. 

Store Keeping Staff 

10.118. The organisations under the Ministry of Defence Accounts for about 62 per cent of the 
total posts of store keepers in various ministries/departments. The store keepers are employed in 
ordnance factories, repair and maintenance workshops, vehicle deposts, command ordnance deposts,. 
military engineering service and the repair workshops in navy, air force, etc. 

10.119. The majority of group 'C' store keeping staff under the Defence Ministry are distributed 
in flve scales of pay. However, there is no uniformity in the structure of pay scales for store keeping 
staff in different organisations un~er the Ministry. While the scales ofRs.260-400 and Rs.330-560 
exist in all the organisations under the Ministry, this is not so in the case of the other scales of pay. It 
has been represented that the store keeping staff in the different organisations under the Defence 
Ministry should be on a common pattern of scales of pay and the existing anomalies should be 
removed. The all India defence employees federation in their memorandum have suggested a scheme 
of rationalisation of the. store keeping posts into 6 scales of pay. In our opinion the number. of pay 
scales would depend upon the functional requirements of each organisation and there cannot be a pre
determined pattern in this regard. A few changes are, however, necessary' in the existing pay scales of 
the store keeping staff under .the Ministry of Defence as discussed below:..:.. · · · · 

(i) In EME Corps there are 29 posts of store keepers (SG) ·in the scale of Rs.330-480 which · 
are filled by promotion from store keepers in the scale of Rs.260-400. To bring about 
uniformity at this }evel in the various organisations, the posts in the existing selection grade 
may be merged·with the posts of senior store keeper and placed in the scale of ~~.1200-
2040 . . .. ' . ·. ' 

(ii) 

(iii) 

(iv) 

(v) 

J • 

There are 396 posts of senior store keepers in the scale of Rs.425-600 in air force. These 
posts are filled by promotion from store keepers in the scale of Rs.330-560. The next 
higher promotional posts at this level in other defence organisations are in the scale of 
Rs.455-700. We recommend that the posts of senior store keepers in the scale. of Rs.425 .. 
600 may be upgraded to the scale applicable to superintendient of stores which is Rs.1400-
2300. . 

There are 17 posts of senior store keepers (SG) in the scale of Rs.425-600 in. the DGI. 
These posts are filled by promotion from senior store keepers in the scale ofRs.330-560, 
For the reason given in respect of similar posts in air. force, we recommend that the post o( 
senior store keeper (SG) in the scale ofRs.425-600 may be upgraded to the scale applicable 

· to superintendent of stores which is Rs.1400-2300. · · 

In the Military Engineering Service the posts of supervisor barrack & stores (B&S) grade I 
in the scale of Rs.470-750 are filled by promotion from supervisor B&S gnide II in .the 
scale of Rs.330-560. The pay scale of Rs.470-750 which appears to cover the span of two 
scales of pay, viz. Rs.425-700 and Rs.550-750 was specifically recommended by Third 
Pay Commission. A separate level of Rs.550-750, does not, therefore, exist in the case of 
the B&S cadre in MES. A detailed examination of the work of the B&S Branch will be 
necessary to decide whether this cadre in MES should follow the pattern of other stores 
organisations under the Ministry. Goyernment may examine the matter. Pending such a 
review, the post of B&S supervisor grade I in the scale of Rs.470-750 may be placed in the 
scale ofRs.1400-2600. · ' 

In the DGOF the pay scales of store keeping staff at ce~n levels correspond to the pay' 
scales applicable to the technical categories. The post of supetvisor 'A' in the store keeping 
cadre is in the scale of Rs.425-640 and is filled by promotion from the post of supervisor 
'B' in the scale of Rs.330-560. Twenty per cent of the posts of supervisor 'A' (non-tech.) 
are filled by direct recruitment from amongst graduates. The post of supervisor 'A' ~ the 
technical cadre has since been merged in the grade of chargeman grad II and placed 1n the 
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· I scale of Rs.425-700. To bring about' unifonnity at this level between the technical and non
. technical posts, we re<;ornmend that the posts of supervisor 'A' (non-tech.) in the scale of 

Rs.425-640 in the store keeping cadre may also be merged with those of chargeman grade 
.. n (non-tech.) in the scale ofRs.425-700 and placed in the scale of Rs.1400-2300; . 

With the merger of supervisor ?•·' (non-tech.) and chargemean grade n, the post of 
supervisor 'B' (non-tech.) in the scale of Rs.330-56<? may be su.itably redesignated. 

1 
There are 210 posts of assistant store hqlder in the scale of Rs.S.SO.. 750 which are filled by 
promotion from chargeman ~rade I (rtQn-tech.) which also is in the scale of Rs. 550-750. 
It has been pointed out that thisseparate level of supervision is not require4 as there is not 
much difference in the functions .of chargeman grade I and a,ssistant stote holder. We 
suggest that the post of assistant store holder and charge~ grade I may be merged and 
given the scale of Rs.1600-2660. · · 

· ·National .Cadet Corps 

· 10.120. National Cadet Corps (NCC) was established in 1948 by Act No.XXXI of 1948; It is 
constituted in a Statein one or more unitS of the corps, members· of which are recruited from amongst 
students of a university or school. . The aims. of the NCC are as follows:..:.· 

i) Devel~ment of leadership, ~h~acu;r, comradeship, spirit of sports~shiv and ~e ideal 
of servtce; . · · · : · ·· · . . · · · · 

ii) . · Creati~ of a force of disciplined and trained manpower, ' · 

ill) PrO~cliDg training to develop offl~~r-like qualities. . . 
, . f. ' ' -:·_ -~ : . . _.' . . . . 

NCC is h~ad~ by a directoJ.: general in the rank of lieutenant ge~eral. The organisation is divided 
·into 16 directorates, ea~h cpntrolling a number of group headquarters with 6-8 Units under the . 
. ~o~and. of each group headquarters. Each such unit of NCC gives coverage to a nutp.ber of 
ed~e~:tional institutions. · 1 • • • •.·. · • • . • · 1 

. . • Boys ~·girls in schools ftom clasi vm onwards are enrolled in juni6~ division of NCC and at . 
college level the7 are enrolled in different wings of senior division. These divisions are divided into 
army~ navy, air wings and girls' division:· ' · · · · · 

.· 10.121. NCCis manned byregular cwnnus~ianed.officers drawn from army, navy and air fo~e 
and also. by a cadre of whole time officers. There is also induction of junior commissioned officers 
(JCc;>s) and other ranks in'NCG·on tenure b~sis. :While on deputation to NCC, regular service 

· •officers, JCOs ·and other ranks continue to be governed. by the tenns and conditions applicable to them 
·as ·members of the al'lned foiais. · · · · · · · · · · · 

I . ·.· .. 10.~122. The whole time ~e andfenwe NCq office~ recruited for service in NCC are gov~m~ 
by the NCC Act. and rules and are granted commission in NCC. Even after grant of commission m 
NCC, the. whole time NCC officers and .the regular service officers drawn on deputation from iumy 
navy and air force· are not on par in the rna~ of pay icali:$~ allowances and benefits. . . 

. . . . . . 
·10.123.· Fresh recruitment to the cadre ofNCC whole time officers from the civilian sources was' 

· stopped in 1974 and a decision has been taken that ln future the posts of whole time male officers will 
. be fll~ed by regular service officers. ·A pr9l)Osal is undei consideration for absorbing NCc; whole ~ 
male officers in the special list Comlnission. We were infonned under Defence Ministry's letter of 
20.6.86 that this had not been agreed to so far. If the government decide to include the NCC whole 
time ~ale officers in the special list, they will be on par with regular service officers of the special list 
in tl,te matter of pay scales, allowances, etc. 

. 10 .. 124; Th~ whole time offieers in NCC are at present allowed the pay scales of army reduced by 
Rs.50/- at the minimum. Since the question of including the Nee whole time male officers in the 
special list commission is engaging the attention of government, we recommend that 'the existing ' 
correspondence between·the pay scales of the regular service officers and the NCC whole time' officers 
may be continued until a f'mal decision is taken in the matter.. The pay scales of NCC whole ,time 

. . . ' - . 
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officers may suitably be revised by government on the basis of the pay scales recommended by us for 
corresponding ranks in the army. . .· . · · 

. . . I . . 

10.12~. There are 578 NCC "·hole tinie officers including 29 whole time female officers in the 
army wing of NCC. If government decide to inClude the whole time male NCC officers in the special 
list commission ·of the army, the 29 female officers will still be left out. The Defence Ministry has 
suggested that when the whole time male officers w:e given the spetiallist commission, female officers· 
may be compensated by bringing their pay 'scales, allowances and facilities on par with the whole time 
NCC male officers on their inclusion in the special list commission. We agree and recommend 
accordingly. · · · . 

10.126. We have received a proposal rega.rd.ing'improvement in terms and conditi~ns of the girl 
cadet instructors. Training to the NGC cadets.is imparted by theJCOs/NCOs drawn from the ~ed 
force.s on tenure appointments in the NCC, , For ilnparting ljraining to girl cadets, the -~ces of the . 
JCOs and NCOs drawn from three services are not utilised and for this purpose 20 per cent of the · 
pennanent instructional posts are filled directly for,appointment as girl cadet instructors. · :lbe details of 
the existing posts of girl cadet instructors are indicated below:- ' 

. . Designation No: of posts . Pay seale . 

Sergeant major instructor · 157 Rs.245-325 

Under Officer instructor .78 · Rs.355-455 
• . l . 

. . . . . . . ' . . I 

The above scales of pay for girl cadet instructors ~ less by Rs.S/- at minimum of .the pay scales 
applicable to JCOs/NCOs in group D' of the army. As recommended by us iii case of the NCC whole 
time officers, the correspondence between the pay scale of the JCOs/NCOs .of the artny and the girl 
cadet instructors may continire, and their ~cates may be suitable determined by government on the basis 
of pay scales of corresponding ranks in the army. · .. , . · 
. t ' f I I 

10.127. In regard to the entitlements oftheNCC whole time officers and the giri cadetinstrUctors 
. in the matter of leave, leave travel concession, rations~ etc.; we do not recommend any change in the 
existing position. However, outfit allowance an4 lO.t maintenance allowance forNCC offiCers may be · 
at the same rates as recommended by us for officers ~f cen~ police organisations. . ·. · 

10.128. The post of director (Personnel) iii the headqu~rs office of director generat NCC is at 
present in the scale of Rs.1500-1800. We have ~n lnf'onned that the post has all along been held by 
officers belonging to the cadre of senior civilian staff officers of the AFHQ CiVil Service.· We 
recommend that the post of director (Personnel) ~ NCC may be given the scale of Rs.4100-5300. · 

10.129. Posts of civilian gliding ins~cton in NCc are in the scale of Rs.63~960.: W.e have 
examined the qualifications for recruitemnt as well as duties and responsibilities attached to the post 
which are eomparable with those of the civilian gliding instructors in Civil Aviation DepartDient. We 
therefore recommend that the civilian gliding instructors in NCC now in the scale of Ra.6S0-960 may 
be pvcn the~ ofRs.2200-4000. · 

Coast Guard 
10.130. The coast guard was constituted as an armed force of the Vnion under the Coast Guard 

Act, 1978 for ensuring the security of the maritime zones of India. . The members of. the coast guard 
are subject to the Coast Guard Act which is based on the Navy Act, 1957. At its inception the coast . 
guard was manned by naval personnel on deputation. In order to reduce the dependence on navy in a 
phased manner, direct recruitment of officers and sailors !'.as started in 1?80 but the dependence~ 
navy for trained manpower continues. The terms and conditions of deputation of personnel of defence 
services to. coast guard are governed ~y separate orders. , 

10.131. Thecoastguardhas a streng~ of about 1800 personnel.in.41 scales of pay. Theotr'JCCrs 
of the coast guard arc in two main branches, namely, Jhe general duties and the tecJ:mical branches. An 
aviation branch has been added from July, 1983. In the matter of rank struc~ and par ~es. the 
officers' cadre in the coast guard generally correspon~ t~ o~er c~~ po~c~ org~ations like 
border security force. A suggestion was made that keepmg m vtew the similarity m functi~ and the 

\ . 
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inter-action which the coast guard has with the navy, the pay scales of the coast gu;u-d officers should 
be similar to the pay scales of the officers in the navy. We have examined the role, duties and 
responsibilities of the coast guard personnel and consider that the existing correspondence in the matter 
of pay scales between the coast guard officers and the officers in other central police organisations 
should continue. Keeping in view the pay scales recommended by Us for the central police 
organisations, the pay scales of the coast guard officers may be revised as under,-

Designation of the post Present scale Proposed scale 

Assistant commandant Rs. 700-1300 Rs.2200-4000 
Deputy commandant Rs.1200-1700 Rs.3000-4500 
Commandant Rs.1200-1700+Special Rs.4100-5300 

Deputy inspector general 
Inspector general . 
Director general 

pay ofRs.100/- p.m. 
Rs.2000-2250 
Rs.2500-2750 
Rs.3000/- (fixed) 

Rs.4500-5700 
Rs.5900-6700 
Rs.7600/- (fixed) 

10.132. The coast guard officers in the aviation branc.h have been given a higher start and their pay 
scales are as under:-

Assistant commandant 
Deputy commandant 
Commandant 

Existing Scale 

Rs.770-1370 
Rs.1280-1780 
Rs.1280-1780 with special pay ofRs.100/- permon·th 

The existing practice of giving higher start in the aviation branch appears to be based on the practice in 
the navy where the officers in the naval aviation ~ranch draw higher.starting salary as compared to 
other officers in the general list In line with our recommendations for navy, we suggest that the 
existing practice of giving higher start to officers in the aviation branch may be discontinued and the 
pay Scales for the aviation branch at the level of assistant commandant, deputy commandant and 
commandant may be the same as recommended by us for other officers of coast guar4 at corresponding 
levels. 1· 

10.133. Special pay at the rates of Rs.75/- and Rs.SO per month is admissible to officers of the 
rank of commandant and deputy/assistant commandant, respectively, in command of coast guard 
ships. Our general recommendations on special pay will apply. 

10.134. Officers posted to coast guard ships are paid compensatory allowance at the rate of 
Rs.100/- per month for coiiUIUmdant and Rs.SO/-. per month for deputy commandant nis may 
continue .at the existing rates and subject to existing conditions governing its grant 

10.135. The subordinate officers and sailors in the coast guard are distributed in three main 
branches, viz. general duty branch, technical branch and domestic branch. An aviation branch has als5> 
been added recently. There are six ranks with designations of navik, uttam navik, pradhan navik, 
adhikari, uttam adhikari and pradhan adhikari in general duty, domestic and aviation branches. In the 
case of technical bran~h, the designations of the six ranks are yantrik, uttam yantrik, pradhan yantrik 
sahayak engineer, uttam sahayak engineer and pradhan sahayak engineer. · · 

10.136. The existing pay scales of the coast guard personnel below officer rank were evolved by 
suitable adjustments in the pay scales of corresponding naval ranks. The pay scales for the different 
branches in the coast guard have beeri determined with reference to corresponding ranks in the relevant 
pay groups in the navy as indicated below,-

Coast guard 
Domestic branch 
General duty branch 

Technical branch 

Aviation branch 

Navy 
I 

groupe 

groupB 
group A 
Aviation branch 
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In the case of domestic branch and the general duty branch in the coast guard the difference in the pay 
scales exists only at the level of navik and uttam navik. The pay scales for the other ranks in both the 
branches are the same. · .. · · · · . ' · 

10.137. We have considered the question whether the pay scales for subOrdinates and sailors in 
the coast guard spould correspond to the pay scales for comparable rank• in navy or· to central police 
organisations like border security force. The pay scales of the coast guard officers have ,been 
determined on the basis of pay scales applicable to officers m the BSF. It will therefore be appropriate 
if the pay scales for the subsordinates and sailors also correspond to tho.se in. the central police 
organisations. The role of navy is different and therefore its scales of pay will not be applicable to 
coast guard personnel. We have consi~ered the qualifications prescribed for recruitment in the 
different branches of the coast guard and also their duties and responsibilities. We recommend the. 
following scales of pay for subordinates and sailors in the different branches of coast guard,- · · 

Rank. 

Navik 
Uttamnavik 
Pradhan navik 
Adhikari 
Uttam adhikari 
Pradhan adhikari 

Yantrik 
Uttam yantrik 

, Pradhan yantrik 
Sahayak engineer 
Uttam sahayak engineer .· 

· · Pradhan sahayak engineer· 

. ' ' 

Proposed scale of pa~ (Rs.) . 

Domestic branch and general duty branch Aviation branch 

"1 _,-. 

825-1200 . . . .. ' '• ~ 
950-1400' ;".- .•.• , ' . 
950-1500 

1400-2300 
1640-2900· .• 
2000-3200 

. ~ . 

Technical branch 
950-1500. 

" 1200-1800 
' . ; 1400-2300. 
' : .. 1640~2900 f ; 

' . 2000-3200 .. . ' 
I .,_ ' .. 

·950-1400 . ' . : 
' 950-1500 .. ' .. ~; 

. '1200-1800 
·_, ·1400-2300 

•' -·' .. 1640-2900 ' 
. ' . 2000-3200 ' 

:J 2000-35001
'. " 

T "' r : ; ,:· ~ "'-• • • ~ , I~ 

. ' • - . -' ' • '• '• • ' _1 ': ~ { ·- (; .-: ' I :1 ""' ·.: . -I /. .. '\, 

10.138. It h~ been suggested that there should be parity betwc:en ~e coast g\iar~ andc the naYY.Jn 
the matter of ration and other allowances such as outfit allowance, kit mamtenance allowance and some 
other allowances which are peculiar to sea service, like diving allowance and dip money. The existing 
scale of rations for the coast guard officers, subordinates and sailors is lower than for naval personnel. 
We suggest that government may periodically review the rates of ration allowance .. We do not, 
however, recommend any change either in the scales of rations or modification of the existing 
conditions governing its grant .. We also do not find adequate justification for parity with navy in 
regard to allowances like outfit allowance and kit maintenance allowance.· Government may review the 
rates of outfit allowance and kit maintenance allowance for coast guard officers keeping in view our 
recommendations in this regard in chapter 26. In the matter of other allowances which are peculiar to 
sea service like diving allowance/dip money/hardlying money, flying pay, we suggest that the existing 
parity between the coast guard and the navy continue and the rates recommended by us for the naval 
officers/sailors may be extended to corresponding ranks in the coast guard. · · 

10.139. We have examined the entitlement of the coast guard officers, subordinates and sailors for 
other benefits and facilities and do not recommend any change except in regard to the leave 
entitlements. While the entitlement for leave may remain at 45 days per year, the coast guard personnel 
may be allowed accumulation of leave upto 160 days as against 120 days at present ; 

V. Ministry of Energy 

10.140. The ministry of Energy comprises departments of Coal, Power and Non-Conventional 
energy sources. 
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Department of Coal 
.10.141. The Department of Coal in the Ministry of Energy is responsible far au matters relatirig.to 

pro<b,tction, distribution and pricing of coal in India including development and exploitation of coal and· 
lignite deposits. The department including offices under. its control has a total strength of about 4200 . 
posts. · • -

10.142. The Coal Controller's OrgaDisation with its headquarters· at Calcutta is responsible for. 
conservation, development, movemen't and distribution of coW: as atso for collection of data in respect 
of production, despatches, etc. It has been pointed out that three categories of posts viz., joint deputy 

. ~ontroller, coal superintendent and deputy coal superintendent are in the same pay scale of Rs.1500-
1800. This .is a ~tter which may be examined by the department for neceSsary action. · 

10.143. The Department of Power is responsible for polic;y.;formulation, planDing, processing of .. 
projeCts and administration anci enactment of legislation in regard to power generation, transmission 
and distri~ution. The depa11,Jnent has a total staff of about 3,000, of which about 2700 posts are under· 
the Cen~ Electricity Authority (CEA). . · · -

10.144. The department also administers the Central :Power Engineering Service (CPES) to which 
recruitment is made through the engineeririg services examination conducted by the UPSC. 'The 
service has a cadre strength of about 580 officers. There are posts o~ deputy chief engineer in the 

, service in the pay scale of Rs.2000-22SO. Posts at thi$ level in most of the other engineering services 
~ treated a5 selection grade posts. The. department may examine whether· posts· ~·this level are 
necessary and should be continued or they should be treated as selection grade posts as in other· 
engineering services. Department may also consider reViewing the complement of posts in the junior 
and senior.time scales of the se~ice so as to make the promotion prospects comparable with other 

· engineering services at this level. · · 

10.145. "It has been represen~d that the promotion prospects fotmembers of CPES should be 
improved .• In the Centtal Water Engineering Service (CWESj whicll is similar to CPES, we note that 

· fifty per cent of the posts .of members in the pay stale of Rs.3000 (fixed) are available to the members 
o{ the service. The department may txamine the qu~stion of inaking a ·similar provision in regard to · 
posts of members of CEA so as to improve the promotion prospects of CPES. It has further been 
represented that the exisP.ng promotion quota for posts at the junior time sCale level may be increased. 
As there are a large number of vacancies, the department may e,xamine the question of increasing the 
promotion quota. · 

.· Dep~rtment of Non-Conventional En.ergy Sources . 
. l0.146 •. The Department of Non-conventional Energy Sotm;es waS creaied in 1982 with a View. 
to exploring altern~tive sources of energy from bio-g~; SQlar devices, etc. and for their extensi()D and 
commercialisatio11. · It is treated as a scientific department and has about 350 posts. · 

10.147 •. ·The scales of pay attached to the scientific, administrative and auxiliary posts-~ this 
department follow the general pattern discussed in chapter 8. We recommend that the various posts in 
the department may be given the corresponding scales of pay recommended there. We fmd that in 
some cases recruitment rules for posts have not yet been finalised which may be done as early as 
possible. ' · · 

VI •. Ministry of Environment and Forests· 
• • • -h ·- ,- ' "••' - .... -

Departmen~ of -Enviro~ment, Forests and Wildlife 
• • j 

1Q.148.' Department of Environment, Forests and :Wildlife is concetned with all matters relating to 
environment and ecology, flora and fauna wealth of the country. The forest research institute and 
colleges (FRI), botanical survey of India (BSI), zoological survey of India (ZSI), national museum of 
natural history (NMNH), are some of the important organisatio~· under it" with a staff of about 7,000. 

/ 
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10.149. Some of the posts in the forest wing of the secretariat of the department and in FRi forest 
survey o~ India, lo.gging develop~ent institute and Directorate of Lac Development, tho~gh not 
enca~ m the Indian Fon:st Serv1ce, are manned by IFS officers under the senior staffing scheme of 
the serv1ce on tenure bas1s. These posts may be given the scales recommended by .us for the 
corresponding grades in the Indian Forest Service. . · , · . . ' ·., · 

10.150. There are 7 posts of senior environmental officer in the scale ofRs.1300-1700 in the 
secretariat which are filled partly by promotion from posts in the scale ofRs.ll00-1600 and partly by 
direct recruitment. The posts in the next higher grade ofprincipal scientific officer i~ the scale of 
Rs.1500-2000 are also filled partly by promotion from senior environmental officer and partly by 
direct recruitment Qualifications prescribed for direct recruitment for th~ senior environmental officer . 
and principal scientific officer are the same. We therefore recommend that the posts of senior 
environmental officer may be merged with those of principal scientific officer. '. . . . ' 

10.151. The Director, ZSI, is in the. scale of Rs.2000-2500. It has been propQsed.by the 
Department that the scale of pay for this post should be brought on par with the Pay scale of-the post 
of Director, BSI. We are in agreement with the proposal and recommend that the post ofDirector, ZSI 
may be given the scale of Rs.5900-7300. 

10.152. Herbarium Oeaners in th~ BSI were transferred from the Government of West Bengalin 
two batches. While the fJISt batch is at present irt the scale of Rs.196-232, the second batch is in the 
scale ofRs.200-2SO. Their duties are similar. We recommend that the posts in the tWo scale$ may be 
merged and given the scale ofRs.775-102S and redesign.ated. : ' · 

10.153. In FRI, there is a post of senior foreman (Printing) in the sca1e of Rs.4~5-700, -.vhich is 
filled by promotion from the post of printing foreman in the scale ofRs.425-640 .. We recommend that 
the post of senior foreman (Printing) may be given the scale of Rs.1600-2660. There is a post of 
senior proof reader in the scale of Rs.330-560, which is fllled by promotion from the post ·of ptoof 
reader in the scale of Rs.330-480. We recommend that the post of senior proof reader may be given 
the scale ofRs.1320-2040. · . ' 

VII. Ministry of External Affairs . . . . . 
. . . '. '' ' - '•, I;· 

10.154. Ministry of External Affairs has a sanctioned strength of 5763 posts. We propo,se to d~al. 
· with the following two categories ofposts:-

i) Posts belonging to the Organised Services, i.~. Indian Foreign Service (IFS) (A), IFS. (B); 
and 

ii) Posts peculiar to the Ministry of External Affair$~ 
10.155. The pay structure of the IFS (A) is quite similar to that of the lAS. It has a cadre strength 

of 568. Officers of the IFS (A) when posted abroad receive foreign allowance, additional foreign 
allowance and representational.grant, in addition to other allowances. ln India, they receive' such 
allowances as are admissible to other officers belonging to group A Services at comparable levels. 

10.156. It has been' stated on behalf of the IFS (A) officers association th'at the· service should be 
made more attractive. ·They have suggested improvements in foreign allowance, educational facilities. 
and allotment of accommodation on return to lddia from postings abroad. . · 

10.157. Ministry of-external Affairs has devised a roster system of inspections which· would 
ensure examination of the adequacy of the foreign allowance periodically. We recommend that the 
inspections should be done regularly and allowances adjusted periodically. · -

10.158. The present arrangement for children's education is that in respect of schools on the 
approved panel of the ministry, the embassy/mission reimburses school fee, admission fee, registration 
fee in full for two children between the ages of 5 and 18, of all employees posted abroad and recovers 
Rs.100/- per month per child from them. Within the country they are eligible for reimbursement of 
education fee and hostel fee. Improvements in the general schemes of educational assistance to central 
government employees have been recommended by us in chapter 15. Ministry of External Affairs may · 
revise the allowance applicable to the foreign service employees accordingly. 
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10.159. We recommend that pool accommodation may be placed at the disposal of Ministry of 
External Affairs for allotment to the eligible officers when they are posted back to India. This will 
mitigate the difficulties faced by these officers. 

10.160. The association representing IPS (B) officers has suggested that the service should be 
integrated with IPS(A). As IPS(B) is the feeder category for promotion to IPS (A), it will not be 
desirable to disturb the existing arrangement. It has also been urged that an IPS(B) officer is being 
discriminated against as he does not get special pay admissible to an IPS(A) officer when working as 

· under secretary or deputy secretay in the ministry. The grades of pay scales ofiPS(B) are on the same 
pattern ns Central Secretariat Service. Central Secretariat Service officers are not entitled to any 
special pay in siinilar circumstances. We are, therefore, unable to accept this suggestion. 

10.161. The aSsbciation representing IPS (B) officerS has requested for improvement of promotion 
opportunities. With the revision of the cadre in 1985, a number of additional posts in IPS(A) have 
become available for promotion of IPS(B) officers. However; Ministry of External Affairs may 
undertake regular cadre reviews in future. · 

10.16l It has been suggested that the posts of public relations officers (PROs) which are at 
present it1 the pay scale of Rs.650-1200 should be placed in the higher scale of Rs.70Q-1300. The 
PROs exetcise statutory powers to issue a passport in the absence of the passport officer. They also 
perfom exec1,1tive functions and act as the bead of office in addition to their normal duties. Another 
important functional responsibility is liaison with the state government. we agree with the suggestion 
and recommend tha~ the post of PRO in the passport office may be placed in the pay scaie of Rs.2200-
4000. With the revisloh of the pay scale we also suggest that direct recruitment to these posts should 
be made throush the Union Public Service Commission. . ·. . , . 

10.163. It has also been suggested that the superintenden~ in the scale ofRs.55Q-900 in passport 
offices in the group B gazetted post should be placed in the higher scale ofRs.65Q-1200. We have 
dealt with the question of pay scales in the subordinate offices in chapter 11. The· pay scales of these 
posts may be determined accordingly. 

10.164. Technical assistants in the telegraph branch of the Ministry of External Affairs have asked 
for an avenue of promotion since they do not have· any higher posts in their sphere of work. We 
recommend that they may be made eligible for the limited departmental examination for promotion to 
the post of cipher assistant alongwith LDCIUDC/stenographer. · · -

VIII, Ministry of Finance 

- 10.165. Ministry of Finance has three departments naniely, ~partment of Economic Affairs, 
DepartJnent of Expenditure arid Department of Revenue. 

Department of Economic Affairs 

10.166. The Department of Economic Affairs (DEA) is primarily concerned with monitoring 
current economic trends and advising government on all matters having a bearing on internal and 
external economic management, including the working of commercial banks, term-lending institutions, 
currency and coinage, external assistance, etc.· the preparation of the budget of the Union of India and 
its presentation to Parliament is also the responsibility of this department. There are about 24,000 
posts under DEA including the National Savings Organisation (NSO), Mints and Presses. DEA is also 
the cadre controlling authority for the Indian Economic Service. 

· 10.167. There is a post of Chief Economic Advise; (CEA) in DEA in the pay scale of Rs.3000-
3500. The CEA is charged with the responsibility of assisting and advising government on all 
important economic palicy matters. The incumbent of this post is generally an eminent economist with 
a distinguished record of independent research and administrative experience. Keeping in view the 
important role and responsibilities of CEA, we recommend the pay of Rs.8000/- (fixed) for this posL 
We also suggest that members of Indian Economic Service may also be considered for this post if 
found suitable. 
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10.168. The NSO is r~spoiisible for the mobilisation of small' savings .. While in .1975-76 the 
collections were Rs.393 crore, the estimate for 1985-86 is Rs.3900 crore. It has been stated that the 
responsibilities ancl work -load sh<>uldered by officers of the organisation have increased considerably. 
It has. th~refore been urged b)' th~ associations of ~mployees that the pay scale.~ of officers in the 
orgamsation at all. levels shout~ be Improved substantially. ' · . . · '. . . 

10.169. The posts of cqstrict savings officer (DSO) which are intQe pay scale ofRs.425-700 with 
a selection grade of Rs.550-aoo, are filled to the extent of 90 per cent by direct recruitment. It has 
been stated that DSO is primarily responsible for the efficient functioning of the savings movement and 
for achieving targets o( siJUl]l savings collections flxed for the district. For this .purpose. he has to keep 
liaison with the state and central government offlcers. It has accordingly been urged that the pay scale' 
of DSO should be raised. We agree and recommend the scale of Rs.1400-2§00 for DSO. The present 
district savings officers who are in the scale ofRs.SS0-800 may be given the sc~ ~fRs.164~2900. 

10.170. The need for improying the pay scales of other posts in. the organisation has also been · 
emphasised. The deputy regional directors (Rs.650-1200) function in the regional offices 'and ass1st in 
assessing the savings potential, frami~g targets and implementing programmes .. The assistant regiohal 
directors (Rs.550~900) function at the divisional level and supervise the work of 4 to 6 DSOs and are· 
primarily responsible for small savings effort in the division. We think that these.two levels ,of pos~s · 
should be combined so that there is greater flexibility in deployment betwee~ th~.field and· 
headquarters. Accordingly we recommend ,the pay scale of Rs.2000-3500 for the posts ~of deputy' · 
regional director and assistant regional director. The pay scales for posts of a few other levels 'also 
need improvement. Wr recommend the pay scale of Rs.3700-5000 for the post Of deputy national · 
savings commissioner and Rs.4500-5700 for joint national savings commissioner. · .'·. · 

10.171. The NSO employoes have also represented that the existing inceJ?.tives adinissible to them. 
for mobilising savings are not adequate and need improvement. The incentives are admissible only to 
DSOs who are directly involve_d in promotional work. The annual cash incentive award ranges from . 
Rs.250/- to Rs. 750/- depending on the performance 'of DSOs on various items- of work for which .. 
targets.are fixed and points-1\ssigned to measure the performance. The rates o~incentive.awar~ were· 
. revised in 1985 and do not call for any change. . . . . . . . . 

10.172. There are 8 industrial units-4 mints·and 4 pressess- under the administrative control of 
DEA. We understand that the government have recently taken a decision to set up a new minfat Noida 
and a new note press at Panagarh in· W.est Bengal. While a post of general manager has been created. 
by government for preparation ofa de~ed project report for the new mint at Noida, an OSD (Press)' 
has been appointed for preparation of feasibility report for the new note press. All mints/presses are at , 
present headed by officers of the rank of general manager whose functions are similar 'in nature. 
However, while the general manager, India Security Press, Nasik and OSD(Press) are in the pay scale 
o!Rs.2500-2750, all other posts of general manager are in the pay scale ofRs.200072500. It has been 
urged that there is no rationale for PJltting the general managers in two different pay·scales as the 
functions of all of them are similar: Ute department has suggested the pay scale of Rs.2500-2750 for 
all these posts. We accept this suggstipn and recommend the scale of Rs,5900-6700 for all the posts 
of general manager. · 

10.173. Bombay and Calcutta mints have their own security arrangements. It h~ been urged that 
the security staff may be given the pay scales which are applicable to central industrial s~curity force 
personnel. We have considered the matter and rcommend the follpwing pay scales for them, .. · 

S.No. Designation Proposed pay scale(Rs.) 
1. Security Guard 825-1200 
2. Senior Security Guard 950-1400 
3. Head Security Guard 950-1500 
4. Assistant Sub-inspector 1200-1800 
5. Sub-Inspector 1400-2300 
6. Inspector 1640-2900 

. i0.174. The normal working hours for the mints and presses are 44 hours per. week. However, 
except for the Security Paper Mill, Hoshangabad, which ia working in three shifts, all other units are 

. ""·· 
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functioning ori extended working hours, which range from 54 to 66 hours per week. For these 
. extended hours of work, the workers are given overtime allowance and incentive payment which 
presently wru;Jc out to about 140 per c:!ent of their emoluments. The gazetted officers are, however, 
p~d a special allowance at following rates to compensate them for th~ extended working hours,-

Officers working at shop floor: 15 per cent of·basic pay subject to a ceiling ofRs.200/-
. per month. · 

Others . : . 1 per cent of basic pay subject to a ceiling ofRs.100/-
. permonth. 

It has been represented by the associations of officers in mints and presses that their net pay packets are 
lower than those of the operatives .. In addition to overtime and incentive pay~ent, the workers also get 
productivity linked/ad hoc bonus which is genrally not paid to officers. It has, therefore, been urged 
that the rates of special allowance presently admissible to officers ~hould be substantially raised and 
they may also be made eligi~le to incentive payment on the same pattern as admissible to workers. 

10.175. The gazetted Officers in mints and presses have to work for 9 to 11 hours along with tlte 
_workers and are required to be associated with the production effort all through. ·In the peculiar 
circumstances prevailing in these production units and with due regard to the views expressed by the 
department, we are inclined to agree that this should be treated as a special case .. We therefore· 
reco~end that the amountS of special allowance and incentive payment may be raised. 
We recommend that officers working in shifts of different c:Jurations may be paid special allowance at 
fixed rates as indicated below,.,·. · 

Shop floor officers (Rs.p.m.) Other officers· (Rs.p.m.) 

Officers working 9 hours shift· 
Officers working 10 hours shift 
Officers working 11 hourS shift 

300/-
400/-
5001-

200/-
300/-
4001-

10.176. Under the existing incentive scheme applicable to mints and presses gazetted officers 
drawing· emoluments upto Rs.2500/- are allowed incentive payment upto 15 percent of basic pay. For 
the purpose of computa_tio11 of incentive payments, the emoluments are taken at R5.l600/- for those 
whose emoluments exceed this limit but do not exceed Rs.2500f:-. Taking all factors into account, we 
recommend that shop ·floor gazetted officers in mints and presses may be allowed incentive payment at 
a fixed amount of Rs.300/- per month so long as the workers _are allowed incentive payment at the rate 
of 15 per cent or more' of their emoluments. If the industrial workers are allowed payment at less than 
15 per _ cent of. emoluments in any month, the payment to gazetted officers should be 
proportionately reduced .. The incentive payment to all other officers should be at the rate ofRs.200/-
per month subject to the same conditions. · , • 

-10.177 .. The ~pecial allowance ,ilnd incentive paymept re~o~mended by us may be paid to all 
offi~ers without any pay limit. · · · · 

10.178. we: hope that with the coming into p~oductlon of the riew mint at N~ida and the new note 
·press, it will soon be possible to observe normal working hours in the mints and presses:. It is not a 
healthy practice to observe exten<;led working hours on a long term basis with extra payments to 
workers and officers. Additional shifts ~hould be run rather than employing workers on overtime and 
incentive scltemes which cause distortions and imbaiances in the structure of emoluments and create 

· various difficulties in personnel administration. ,... . 

In-dian Economic Service _ 
. ro. i 79 .. · The DBA .is the cadre controlling authority of ~e Indian Econontic SerVice (IES), w~ch 

is gioup A Central Service. There are about 600 officers in the. service ~stributed in four grades v1z., 
·Rs..:700-1300 (grade IV), Rs.ll00-1600 (grade lll), Rs.lS00-1800 (grade II) artd Rs.1800-2000 
(grade· I). A selection grade of Rs.2000-2250 has been introduced for 20 per cent posts of the 
combined strength of grade I and II but the number has been limited to SO per cent of the strength of 
grade 1 posts. Some higher ex-cadre posts above the selecti~n grade level are also held by members Qf 
the service. · 
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10.180. The IES association has suggested abolition of lateral entry iii the service. It was in 

pursuance of the recommendation of the Third Pay Commission that direct recruitment at grade III level 
was dispensed with and was reduct;d to 25 per cent at grade II level. However, direct recruitment has 
been continued at grade I level although the Third Pay Commission considered it to be unneccessary. 
In orde~ to attract talent to this ·organised service to which. recruitment' is being made through 
competitive examination conducted by the Union Public Service Commission, we think it necessary to 
provide reasonable career opportunities. We are therefore not in favour of lateral entry up to grade I of 
the service. · · · 

10.181. In all organised group A central services there isajunior administrative grade in the scale· 
ofRs.l500-2000 above the senior time scale. In the IES, however, posts.at this level are distributed in 
two pay scales of Rs.1500-1800 and'Rs.1800-2000. We are of the view thatthe grade structure of 
this service shduld be brought in line with other organised group A servic.es. We accordingly 
recommend that grade II and grade I may be merged and given the 'revised scale of Rs.3700-5000 .. 
Posts in other scales of pay and the selection grade posts may be given the scales of pay recommended 
in chapter 8. · · · 

10.182. It.has been brought to notice that there are no cadre posts in the service beyond grade-! 
and this has led to frustration. There are, however, some ex:.cadre posts in higher grades which are· 
held by members of the service. The association has suggested encadering of·all these posts to 
improve career progression. We fmd merit in this suggestion. We have already recommended that the 
post of Chief Economic Adviser may be fllled by members of IES if found suitable. The need for 
providing a few postS iti the scale of Rs.5900-6700 for members of the service may be examined by 
the government · · · · · · '· · 

10.183. At present mos.t of the fee(ler posts recognised in vario'!ls· riunistri~sldepru:tm~Il.~. ~or· 
promotion to grade-IV-level of IES in group B are in the pay scale of Rs.550-900 with gazet~non- : 
gazetted status. However, in some ministries/departments there exist two pay scales for _these 
recognised feeder posts viz: -Rs.650-1200 and Rs.550-900. In the integrated list of the incun:J,bents of 
these posts prepared by the respective cadre authorities, the principle followed is that the holders of 
posts in the pay scale of Rs.650-1200 are placed enbloc above the person in the ~ower pay. seale i.e. 
Rs.550-900. There is provision for direct recruitment ~o the posts in the pay scale of Rs.5S0-900 and · 
posts in the pay scale of Rs.650-1200 are promotional posts for those iri the lower level. .. The 
qualification prescribed for direct recruitment is pQst-gtaduate d~gree in economics/commerce.· 1?le; 
promotion quota for feeder posts to grade-IV level of IES was increased from 25· per cent to 40 per· 
cent from August 15, 1981. . L •• ,• .J : '· • .• . •..• 

·io.184 .. The strength of the recognised feeder posts for promotion to grade-IV level of tndiail 
Econo~c Service is 328 out of which 4 are in the scale of ~s.650-1200. The sanctioned st:rength of .. 
grade-IV leyel of the IES was 355. , . · . ·;: 

'' ' 1 •' 

· 10.185. From tim~ to time. holder~ of feeder posts in various ministriestd'epa.rttnents ':Were. 
promoted .on ad hoc basts to offictate agwnst grade-IV cadre posts of IES •. Jn a recent judgment ~ssed 
by the Supreme Court on February 11, 1986, the Union Government has been directed ''to treat all· • 
persons (ad hoc promotees) who are stated to have been promoted ira this case to several posts in . 
grade-TV_ in ~ach .of the two services contrary to t~ /lutes til~ now _as /r(lving been regul~rly appointed · 
to the said posts 1n grade-IV under R14le 8(1) (a) (u)and ass1gn them seniorit)' in the cadre·with effect . 
from the datu from whch they are continuously officiating in the said posts", · · · 

10.186. It has been suggested that promotion quota to grade-IV l~vel o~iEs may be increased and 
all recognised feeder posts may be placed in a common pay scale of Rs.6SO-l200. · · ' 

' . .. . . . . 

10.187. We fmd that the' posts in pay scale ofRs,.650-1200 are filled by promotion from posts in 
the scale of pay of Rs.SS0-900. At present the posts in the scale of Rs.650-1200 are too few to . 
provide adequate promotion opportunities. W~ therefore recoi:runend that adequate number of posts in 
Rs.650-1200 may be provided to serve as an effective ~tage of promotion to grade IV ofiES. We do 
not agree to the increase of promotion quota beyond ~0 per ce~t for feeder posts to gr{lde IV of IES. 
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Department of ,Expenditure 

10.188. The Department of Expenditure is concemed with the assessment of resources for central 
and states plans, investment planning in central sector, and administration and regulation of various 
financial and service rules. The department has alSo Under its control, Cost Accounts Organisation, 
Staff Inspection Unit and Controller General of Accounts. There are about 1200 posts under the 
department · 

10:189. The Cost Accounts Organisatidn is headed by chief adviser (Cost) and the posts are 
manned by officers of Indian Cost Accounts Service which was constituted in 1978. The cadre 
strength is about 125 and pay scales of the servic;e cortespond to those of other group A services. The 
association of Indian cost accounts service officers htls urged that because of the difficult professional 
examination, shortage of qualified personnel and rising demand for qllalified cost accountants in public 
and private undertakings, their pay scales should be similar to those of officers in the Indian Legal 
Service. They have also referred to acute stagnation in the service. The other suggestion is for· 
payment of headquarters special pay. · · · 

10.190. We have been informed that a cadre review of the service was carried out sometime back 
arid as a result some additional posts at higher levels have been .sanctioned for the service which will 
improve the promotion prospects. We hav~ examined the suggestion for parity with Indian Legal 

' Service. The comparison of the service with the Indian Legal Service is not apt as the nature of work 
· and the levels at which it is handled are ,different itt the two services. · . 

10.191. We have also examined the request for grant of headquarters special pay to officers of the 
service. Normally, headquarters orgaqisation of a service is meant for policy formulation, planning 
and monitoring. This is not so in .the cas.e.of the headijuarters organisation under chief adviser (cost).· 
The cost accounts officers whether posted in other departments or in the cost accounts branch of the 
Department of Expenditure, perform more or less the same basic functions. We therefore do not fm!l 
justification for the grant of headquarters special pay to officers of the s,ervice on posting to the cost 
accounts branch. 

· .10.192. The staff inspection'unit (SIU) has been established for the purpose of evolving work 
norms and securing economy in staff in various departments/offices consistent with administrative 
efficiency .. The technical posts in the StU are those of technical assistant, junior analyst, senior analyst 
and joint director. While the post of technical assistant is filled by transfer on deputation from other 
cadres, the posts at higher levels afre filled partly by promotion and partly by transfer on deputation. 

. . ' 

10~ 193. It has been urged that promotion prospects for officers iit SIU are inadequate, particularly 
at the level of senior analyst We understand that isolated posts carrying identical pay scales and with 
comparable duties and responsibilities exist in other ministries/departments. We recommend that 
goveri}ment may place all these posts in a common cadre and provide posts at different level to improve 
their promotion prospects.· · · · 1 

• 

10.194. The Controller General of Accounts ·is the chief accounting authority of the civil 
depa,rtments of the central governinen~ and is responsible for preparation of both the finance accounts 
and approproation accounts of the Union Government. At group A level, the organisation is manned. 
by officers of the Indian Civil Accounts Service (ICAS), which was initially constituted by transfer of 
·Offi(lers from the Indian Audit and Accounts Service consequent upon departmentalisation of accounts 
in ·th~ ministries/departments. The ICAS has a ~trength of about 175 office~s and its pay structure 
corresponds to that of other group A services . 

. 10.195. The post of Controller General of Accounts (CGA) is on the pay of Rs.3000/-. It has 
been .urged by ICAS association that keeping in view the size of the·organisation and the duties and 
responsibilities, the post of CGA may be given the pay of Rs.3500/-. It has also been stated that a 
speCial pay of Rs.250/- is attached to two posts of joint CGA and accordingly these posts already draw 
pay equal to that of CGA. As .the post of CGA is the highest cadre post available .to the members of 
ICAS, we recommend the payofRs.7600/- (fixed) for this post. For the two posts of joint CGA in 
the pay scale of Rs.2500-2750 with special pay of Rs.250/-, we recommend the pay of Rs.7300/-
(fixed) without special pay. · · 
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10.196. The associations of employees of groups Band c· staff under the ·eGA have urged tha( 
they may be given· the same pay scales as are ·applicable to officers and staff of vaiious central 
secretariat services. Traditionally the accounts staff have.been given pay scales different from those· 
applicable to ther central secretariat staff. The employees have in fact to be compared .with similat 
employees in other accounts organisations. We have discussed the pay scales of the accounts staff 
under CGA in chapter 11. · · ' · · · 

~· . . ; ; : 
Department of Revenue , . · i 

10.197. The Department of Revenue has two statutory boards~ Central Board of Direct Taxes 
(CBDT) and Central Board of Excise and Customs (CBEC)t to deal with all matters relating to direct' 
and indirect taxes respectively. There is a Settlement Commission which is vested with powers to 
settle complicated income-tax and wealth·tax cases. There are about t.10 lakh posts under the 
department. : . · · · · · · · · · · · · 

• • .• ,,-; • . I j ' "' : , :.to_ 01 • • ! ' ; ' -~ : -' ' ' - • ; 
1 

~ ':.; • '.- ~~.: 
10.198. The group A posts irt the Iricome-Tax and Customs and Central Excise Departments are 

manned mainly by. the officers of Indian Revenue Service (Income-tax) and Indian Customs: and 
Central Excise Service which have a strength of about 2800 ·and 1250 officers tespectively; ···At the. 
highest level; the posts in the department ~~- · · . · . · · : · · · ') · '·· · · : ·~ · · · ' · 

• . ~ . . /_,:I_ t ) 'i(_,;; -.. -~- ~- I '. 1 

SI.No. Des1gnatlon · . ;Existing scale of pay (Rs.? 
1. Chairman, Settlement Commission: :. · ·. j · • · · · • ;: . ..~ ~ • • ! .. : • • • · 

2, 
3. 

(Income-tax/Wealth-tax) · · · 3500/-: ·. · ' ; · 
· Chairman, CBDT/CBEC 3250/~ c -

,, 
Member, Settlement C:onunisaion ~ ' · · · - · · 
(Income-tax/Wealth-tax) 3000(,; : , .!: ·' · •:, · -,· 

4. ~. Member~CBPT/CBEC: ~ ~3000/·:·.- _;"!"·-::~ \,-•.. , ., .•. 
• . ' J • ~ • I ' ' ' ~- • ' - •, ' ~ . ' '-. ' : ' ' "; • . . J 

10.199. The associations representing group A' officers of Income-tax and CustOms & Excise 
Services have urged that keeping iri view the responsibilities devolving on the chairman/members o( 
the boards, the posts should be upgraded.· These. are the highest posts held by members of.these . 
services. It has also been stated that the promotional aveiuies for these servi~s llUlY be improved with, 
due regard to their cadre strength. · · · . . , ·· . . · . . , · . . ; ; . . . · . . , 

• • , . . .. , , ,) , \. . l .. • . . ' · ••· 

10.200. Keeping in view the role and responsibilities of the posts of chairman and members of the· 
two boards, we recommend that chairman may be given the pay of Rs.800/- (fixed) and members may; 
be given the. pay scale of Rs .. 7300-8000. We also recommend that these posts may be encadied in the 
respective services. · · ' ' _ · · 

We also recommend the pay scale of Rs. 7300-8000 for the· Members of Settlement Coinrirlssion. 

10.20t'. A fe'w posts in the senior administrative grade (level I) of these-services have been' 
designated as chief commissioner of income-tax and principal collector of customs and central excise· · 
and given special pay of Rs.250/- ~r mont~. It has been sta~d that, apart 'from cO:ordinating and 
supervising the work of the respective zonal commissioners/collectors, certain powers earlier exercised 
by the boards have been delegated to thelll. It has been suggested that all these posts may be given the; 
pay of an additional secretary. We recommend that posts in the existing scale of Rs.2S00-2750 with· 
special pay ofRs.250/- in the two services may be given pay ofRs.7300/- (fixed) per month without 
special pay. Having regard to the importance of the work, the responsibilities of the members of these 
services, and to provide satisfactory promotion prospects to them, we recommend that the number of 
posts on pay ofRs.7300/- (fixed) may be raised to 20 in Indian Revenue Service (Income-tax) and 8. in 
Indian Customs and Central Excise Service. Department may identify the posts and take necessary· 
action in the matter. - . · · · · · 

I 

10.202. At group C level the executive posts are inspector of income-tax (Rs.S00-900) and 
inspector of central excise/examiner/preventive officer (Rs.425-800 with a selection grade in the scale 
of Rs.550-900). For all the above posts the Third Pay Commission had recommended a uniform scale· 
of Rs.425-800 on the consideration that their duties and responsibilities were comparable. The 
min~mum qualification for recruitment to all these posts is a university degree and direct recruitment is 
through the Staff Selection Commission. However, the pay scale of the post of inspector of income-
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tax has subsequently been revised to Rs.S00-900. as a result of an award of the Board of Arbitration. 
The main consideration for .upward revision of ~e pay scale of inspectors of income-tax is said to be 
delegation of certain powers to them under the summary assessment scheme. The associations 
representing inspectors of central excise, examiners and preventive officers have also increased 
substantially over the years and they have therefore urged restoration of the original parity with the pay 
scale of inspector of income-tax. We h~ve been informed that the duties and responsibilities of the 
functionaries on the customs and excise side are no less onerous than those of inspector of income-tax. 
It has aiso been pointed out that the wor~ performed by inspectors of excise/examiners/preventive 
officers is technical and requires upd~ting of knowledge consistent with a change in the industrial 
structure, manufacturing process, tariff rates, import/export policy, etc. The minimum qualification 
and the method of direct recruitment for all these posts is the same and their duties and responsibilities 
are also comparable. We therefore recommend the scale of Rs.1640-2900 for the posts of inspector of 
income-tax, inspector of central excise, preventive officer and examiner. With this revision of the pay 
scale, there should be no selection grade for any of the above posts. 

10.203. It is unusual that superintendent grade I.in the scale ofRs.700-900 should be eligible for 
promotion as inspector of income~ tax. It may be mentioned that on the customs and excise sides there 

·is no such provision. Superintendent grade-I may not therefore be a feeder post for promotion to the 
post of inspector of income-tax. . 

10.204. There are about 6000 posts of upper division clerk in the customs and central excise 
department, who are deployed either for performing the normal house-keeping functions or on 
technical work such as valuation, classification, revenue audit, adjudication· and appeals, drawback, 
and refund of duty. The numb~r of UDCs perfonning the latter type of duties is stated to be about 50 
per ·cent of the total strength. It has been pointed out that with the advancement of industrialisation in· 
the country there has been qualitative change in the pattern of work and the nature of duties of UDCs 
working on the technical side. Accordingly it has been requested that a new cadre of tax assistant 
should be created on the lines of a similar cadre in income-tax department. The Direct Taxes Enquiry 
. Committee had recommended that one· third of the total strength of UDCs in the Iricome-taX Department 
should be placed in a higher cadre of tax assistant to provide more experienced and competent 
ministerial staff to deal with impOrtant matters, particularly in the company and investigation circles. A 
cadre of tax assistant in the pay scale o( Rs.380-640 was created in 1978 and the total number of posts 
of UDCs which were initially placed in this grade was about 4200. Subsequently, this strength has 
been raised to 4700 posts. Only those UDCs who have rendered a minimum service of3 years in that· 
grade and have secured at least 40 per cent marks-in income-tax inspectors departmental examinations 
are eligible for consideration for promotion to l}le post of tax assistant. 

. 10.205. The cadre c:if tax assistant is intended to provide more experienced and competent staff to 
deal with important aspects of clerical work in the income-tax department. We agree with the 
suggestion ~f CBEC that there is need for creating a similar cadre of tax assistant in the Customs and 
Cen~ Excise Department also in the present day conditions on the same pattern as on the income-tax 
side. We a~cordingly recommended that one-~d of the total posts of UDC in both these departments 
may be placed in the cadre of tax assistant who may be utilised for technical work involving higher 
responsibility. The posts may be filled on selection b'asis and a suitable system of selection based on 
an examination as on the income-tax side nu1y be prescribed for fllling the posts of tax assistant in the 

· Customs and Central Excise Departments also in the same scale of Rs.1350-2200. 
t' I ' ' 

10.2()6. ··We note that there is direct .recruitment to the extent of 66 per cent of the posts for 
examiner (C.u~toms), 75 per cent for preventive officer and inspector of central excise but P~Y 33 per 
cent for the posts of. inspector of income-tax. Since there is no direct recruitment at group B leve.l in 
the Incom~~tax Department, we think that the percentage of direct recruitment at the level of inspector 
of income-iax may be suitably increased . · ·. · 

·'· 1. 

10.207 .. The posts peculiar to Customs and Excise Departments in group D are Sepoy Grade ll 
· (Rs.19~232), Sepoy Grade I (Rs.200-240)~ Havildar- ordinary grade (Rs.200-250) and Havildar
selection ·grade (Rs.210-270). It has been urged by the federation of group D employees that the 
existing· pay scales attached to the above posts are not commensurate ·with their duties and 
respon'sibilities.i The sepoys and havildars perform functions like stock-checking, verification of 

• l · .•• : • •• 

. . 
. . r. . . 
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excisable goods, gathering of intelligence· and: conducting of road blocks,. etc;,.. tffey afsi).peifonn 
guard duties and take part in raids, rummaging, etc~ ·Therefore, the very natu~ o( tlieit' dutfes involves · 
certain occupational hazards. ·They are also ~ained! in. the hse of fire arm~. although onfy about 1S per 
cent of the total strength are actually required to handle> fire arms. · Further t sepoys have also to 
conform to the prescribed physical standard! and, qualify in a physicaL test It has therefore been urged 
that the pay scales of sepoys and havildar.s. should be eq~valen~ to those. o( Rakshak afK! Head' 
Rakshak respectively in the railway protection\ (ore~; ~ . . ~- . . . · ' , . . . 

10.208. The railway protection force is an aimed force af the union underrtfle-Railway Protection• 
Force Act A comparison of sepoys in customs and central. excise with personnel of railway protection 
force would n~t therefore be appropriate. However having, regard t() the duties o~ sepG_>ys i~ customs, 
and central excise we recommend the following pay scales for these posts,:.. · · 

. Designation of' post . Prop~se.d .scale. o(pay~ ,,. 

Sepoy (Grade ll and I) 
Hav.ildar (Ordinary) 
Havildm! (SG) ... 

R,.~ ·; ~ ;: ··_ ~ :. :· .. ;; J ~ ·.~.: 

775-1025 j . . ·" .. 

800-1150 
825-1200 . 

At present sepoys who are required to bear anns.are gjven a s.pecial pay ofRs.lO/~'per month~ ·we 
recommend this arnountto be raised to Rs.20Jr- per month·. . . ; · · · . . ' - ·. ) ~ '-1 

.: . • : • · • : 

10.209 .. The 'association of prev~nlive se~ice offi~ers have 'urge~ that th~ ~~tJ ~trd~~g~g. 
allowance should be improved· and the entime ainoun.t should be tre.ated as spedhl pay; The rates of 
rummaging allowance have been raised by ~vemment w.ith effect fr.om October 17~ 1985 and part of 
the revised allowance has also beeri treared as specia.Ji pay in~cate.d below • ., ·· · · · ': . 

t • • • \ '. 1_.. __ ! •. ~: ~:~. ('~·' ~ .. :..1"'"' 

Designation Special pay Com~t · 
Superintendentof customs Rs.75/-
Preventive officer (SG) . Rs. 75/-
Preventive offJ.Cel' (OG) · Rs.60/-
Group D staff Rs.20/-

, . , . ' ., ' ' • . I : .. : • '' - ~)f: ·. I :• , ~ : . . -:- -':: • 

Compensation for working overtJ.me ·.Total· . : 
Rs...t251-:- · , 
Rs.iOO/-· 
Rs •. 901-t 
Rs;. 30/-. 

Rs.200/:
Rs.l75/

• , ,, .Rs.i50/..,: 
) , . Rs. ~50/-

. . . . ' . . ., ' ·'. 
We do not recommend any change in the rates offlllllDUlging· allowance in respect of superintendent of 
customs and group D staff. However~ as we have-recommended one scale o( pay for preventive 
officers, rummaging allowance may be paid_ to them at the rate ~f R.s.175/- presently applicable .to 
preventive officer (SG). ' 

10.210. At present the chairman and members of thC Settlement ComDussioii hold apJ)olritinent for: 
a period of 3 years or till they attain the age of 60 years, whichever is earlier; ·It has been brought to' 
notice that this tenure is short and none of the chairmen or members have held office for more than. 2: 
years or so. It has therefore been suggested that chairman and memhets may continue for 5 years or 
till they attain the age of 62 years, whichever is earlier; · We agree to this suggestion'.' ., • . ' ' · · ' . 

10.211. There are 15 chemical laboratories under the Central Boorl!l.ofExcise & Customs-;,hlch 
are spread all over India. The functions of these laboratories· include analysis 9f samples of various 
varieties of materials for their identity, composition and purity to enat!J.e ·the department to classify the 
goods for purposes of customs tariff, cerltrtal excise tariff, import and export trade control policy' 
drawback rules, etc. The laboratories also offer technical opinion at various stages. They are also: 
associated with manufacture of opium alkaloid and their derivatives and salts, analysis and samples for 
export of opium. testing of petroleum products and analysis of narcotic dru-gs. The chemical: 
laboratories are manned by officers of Central Revenues Chemical Service in various grades. · 

10.212. The post of chief chemist (Rs.2000-2500) is filled by ·promotion from deputy chief 
chemist (Rs.1500-1800) which in turn is fllled by promotion from the grade of chemical examiner 
(Grade I) (Rs.ll00-1600). The other posts excepting the post of chemical assistant grade II (Rs.425-
700) arc filled partly by promotion and p~y by direct recruitment. The posts of chemical assistant 
grade II are filled only by direct recruitment, the .prescribed qualifications being M.Sc. (Chemistry) or 
B.Sc. (Hons) with chemistry. · 
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10.213 . .It has been suggested that the post of chief chemist may be equated with that of collector 
of customes/central excise and the chemical assistant grade I (Rs.550-900) and grade ll may be merged 
and given the pay scale applicable to grade L It has also been suggested that 25 per cent of the posts of 
deputy chief chemist subject to a minimum of two posts may be upgraded to a selection grade and that 
there should be no direct recruitment in the grade of chemical examiner. 

10.214. Keeping in view the nature of duties and responsibilities of the post of chief chemist we 
recommend the' pay scale of Rs.5900-6700 for it We also recommend that two posts of deputy chief 
chemist may be given the scale ofRs.4500-5700. · · 

.. 10.215. At present there is direct recruitment to the extent of 25 per cent at the level of chemical 
examiner grade L The prescribed qualification for direct recruitment is M.Sc.(Chemistry) with 5 years 
experience as against 3 years for posts in the scale of Rs.700-1300. Having regard to the cadre 
structure and to. improve the promotion prospects, we recommend that there should be no direct 
recruitment ai the level of chemical examiner-grade L We do not suggest merger of the posts of 
chemical assistant grade I and grade ll. · 

10.216. The Direetorate of Enforcement is mainly concerned with the enforcement of the 
provisions of the Foreign Exchange Regulation Act (FERA). Its functions include collection of 
intelligence relating to foreign exchange offmces, confiscation of currency, leavying of penalty and 
prosecuting the 'offenders. There is a post of deputy legal actviser in the pay scale of Rs.1300-1700 
which is·filled by promotion from assistant legal adviset in the pay scale of Rs.ll00-1600. We 
recommend the pay scale of Rs.3700-?000 for the post of deputy legal adViser. · : . 

_ . 10.21?. _ Assi~tant enforcen:tent officers in the pay scale of Rs.425·600 are required not only to 
_ investigate into matters against· individuals, companies (including multi-nationals) and FERA 
companies, but also cairy out searches of preniises and seizure of documents including currency. 
They have also. tO undertake detention of individuals and confiscation of properties.of j:>ersons_vio~ting 
the provision$ o(FERJ\. in.v.ie~ <>f their onerous d¥ties~ it bas been ilrged that they may be·given the 
same pay· scale~ applicable to inspector of income-tax/inspector-of central excise/preve!)tive officer. 
We agree and recommend the pay scal~f Rs.1640-2900 for these posts .. Iri order to bring about 
uniformity in the standard of recruitment of officers at this lvel, it will be desirable-If assistant 
enforcement c:>fficers are recruited in the same manner as other posts of inspectors and equivalent under 
the DepartriJ.ent of Revenue. . _ 

10.218. ·There are posts of inquiry offJ.Cer and technical assistant in the Settl~ment Commission in 
the pay scale of Rs.425-800 for which the normal channel of recruitment is deputation from amongst 
tax assistant and inspector of Income-tax Department Department of Revenue has recommended that_ 
these posts nfay be given the same pay scale as for inspectors ofjncome-tax. · We agree and· 
reconimend accordingly. . . 

IX. Min~stry of food and Civil Supplies · , -· 

This ministry -has under it two departments. viz. DepartlJlent of Food and :ikpartment of Civil 
Supplies. · · · 

De,partment of Food' 

10.219 The Department ofF~ is responsible for .formulation and implem~ntation of national 
policies on procurement; import, movement, distribution and buffer stocking of foodgrains, provision 
and promotion of scientific storage at all levels; the department also deals with the development of 
sugar industry as also of fruit and vegetable proeessing Industry, purchase of foodstuffs and allied 
products for meeting defence requirements and entering into treaties and agreements with foreign 

· countries in respect of foodgrains and certain other foodstuffs. The department including its 
subordinate and attached offices has a total strength of about 3000 posts. · · · . 

- -10.220. It has been represented by the technical officers in ~epartment of F~ that their· 
promotion prospects are poor and they should be equated with scientific cadres in CSIR, ICAR and 
ICMR. Organisations which should be treated as scientific are normally identified by the Scientific 
Advisory Conunittee of the Cab~el We have been informed that a proposal for ~gorising National 
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Sugar Institute an office under the department as a scientific organisation is under consideration. The 
department may examine which organisations/cadres should be treated as scientific. after due · 
consideration by the !lppropriate auth~rities: · · . . , _· · · . · · · . . . . . 

10.221. The Directorate of Sugar is concerned with production, distribution and trade in respect of 
sugar and development of sugar industry. The staffing pattern in the Directorate of Sugar i~ similar to 
that prevailing in the Directorate of V anaspati, Oil & Fats in the Department of qvilSupplies. In that 
Directorate, we are recommmending merger of the levels' of deputy chief director' and direcior, which 
are equivalent to the post of additional chiefdireetor(Rs.1800-2000) and director (Rs.1500-1800) in 
the Sugar Directorate. Apart from the staffing pattern; the functions ·of the two organisations are 
similar and in fact, there used to be only one directorate dealing with both the subjects. Parity iri the 
pay structure of the two directorates will be desirable.-- We recommend that the posts of additional chief 
director and directors may be combined and given he scale of Rs.3700-5000 and their designation 
should be suitably ~<><:J.ifie~ . ·· ; _- · · , · · .. · ._. . : , · . • .. 

10.222. nie NSI located at Kanpur undertakes research studies pertaiil~g to sugM technology, 
sugar engineering and sugar chemistry. Besides, the institute imparts training in the above fields and 
provides facilities for research work for Ph. D. In view of the importance of the institute and the 
teaching_ and research work conducted there, we recomniend the following sc~es of pay for the teching 
posts mentioned below in NSI,-

Designation Proposed .scale (RS.) · • __ J "'. , 

Director (Rs~2000-2500) 5900-6700 . . . _ , . 
Professor (Rs.1500-2000) 4500-5700 , r· ,;) : , :: ..... 
Assisstant Professor

1 
,·· .· · · \ • .'. 1 · 

(Rs.H00-1600). ,, . . 3~5000 · · 
Lecturer (Rs.650~ i200) · 22004000 · .· 

. ; .. - . '\ . ... - .. 

'. 

· 10.223. There are 16 pos~ of .field investigators in the diet and survey unit of the Food and 
Nutrition Board iil the pay scale ofRs.380-640. It has beenrepresented ~at,_ since ~~estigators in the_ 
field operations division of the NSSO who_ were also in the· scale of ;Rs.380-~0 ~av~ recently been 
upgraded top Rs.425-700, the field investigators in diet and survey unit may also be given the 'Scale of 
Rs.425-700. The department has suppqrted the proposal for the above upgradation not only in respect 
of field investigators carrying out statistical work but also for others: · We have examined the entry· 
qualiflcation for the post of field investigators in the NSSo and iri the diet 'and siuvey unit and fmd that . 
almost all the posts in both the organisatiOns are dit;ect entry PQSts with similar entry qualifications e.g. · 
a degree in mathematics or statistics. We 'recommend that field investigators in fhe diet and suryey_ unit 
in ~e scale ofRs.38Q-640 may be given ~e scale ofRs~I.400-23~.. : .. -· · · · · ·· 

. ~. ·r .. , . . • ~. . · • ..r, • . ·: />~ 
· Department of Civil Supplies . · , ,, . . , 1 • • ' f ~- : • 

10.224. The Departnient of Civil Supplies is responsible for the public c:iistribu~on system, 
. mOnitoring of prices and availability of essential cominoditi~s; co-ordinated managem~rit (>f ~ble oils 
economy, control of future trading and matters relating to· weights and, ineasures, ·-Th~ .dep;q1ment and 
its offices have a total strength of ~bout650 pasts. · ·. · . .. · · - . . . ·. ' .·· · ·:; · : .. · · . · 

. · •... .-- ',·.' : ·.1, • .• ·_ •• '-' ·•.'".' ·• '·'· .•. ~·~· 1 .._.' ·:' ,_.~:.···~ ·• -.
1

r •.•. .' · ... .' .•. : .. ~ 

.. 10.225. In the DirectOrate o(V anaspati~ Vegetabl¢ Oils & Fats, there is one 'prist of deputy· chief_ 
director (Rs.l800-2000)'whicli i~ filled bypr~moti()il from the~st't>f directo~'(R$.1'~00-1800) with 

· three years experience~ It hils been suggested that it will be desirable to combine the .tWQ levels; We 
agree with the suggestion and recOmmend that 4eput}i chief~tdr and direciOr' niay be givefi the scale 
ofRs.3700-5000 ~dth¢'l'(?stsui~bly ri:d~sign~~· .. · . ' ·:. : ·-. :. :> .· :· ·, < .... > .- • . ' -~ · 

·. 10.22~. In the Indian. In:sti~te of Legal ·Metrolo~y; thbre ·aie -~posts. ofassi~~t prOfessor in 
the scale ofRs.700-1300 and one pc;~st of le;cturer ,in the scale ofRs.650-12oo.- It has been suggested 
that the posts of assistant professor- and ·lecturer may be. merged. . For_ the post • of lecturer _the.· 
qualifications are a second class M.Sc. degree or a degree in engineering with 2 years teaching/practical 
experience in. standardisation and calibratiqn of metrological items. _ Considerin~ this, 'Ye agree ~th· 
the suggestion and recom:mend that the posts oflecturer and assistant professor may·be gn~en the scale 
of Rs;2200-4000. · · · 
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X. ~1\'linistry of Health and Famil)' 'Welfare 

1 O.Z27; The Ministry of Health and Family Welfare; consists of the D~partment of Health (DOH) 
.ancJ the Department of Family Welfare (DFW). There are 22 offices under the ministry with about 
28i000 posts. · 

10.228. There are about 6000 civilian medical-officers in central government belonging to. 
allopatl1y, homeopathy and the indigenous systems of medici?e. 

10~29. Officers of the allopathic syste~ of,medicine belong to three organised health services, the 
CentrafHealth. Service (CHS), Railway Medical Service (RMS) and the Indian Ordnance Factories 

" ;}Iealth .Service (IOFHS). R~cruitment to these services is on the· basis· of a combined medical services 
-examination conducted by the UPSC. We have dealt with RMS and IOFHS elsewhere. 

10.230. CHS has ~bout 3600 officers in different:grades. Doctors in CHS work in medical 
,co1leges, hospitals, dispensaries and poly-clinics functioning under the central government health 
scheme{CGHS). The service which was·restructuredin 11982 has.four-streams,-. · · : · 

; ' ...a) :General duty officers (GDO) 
:b) "J:eching specialists 

. . :c) ~on-teaching specialists . 
::d) ·Pub1ic health officers . 

10.231. 'The central health service officers association has represertted tha(promotion prospects ip 
GDO .cl!dre ·are poor. We suggest that'the service•may~be sl.iitable restructured by having adequate 
n.umber o0f :pDsts .at different levels 1 to provide· satisfactorr . career progression . to officers ·of this 
category. 'T.heWstin.g pay scales of GDO cadre ~ortforms tothe,pay scales of< other group A organised 
services.;and.our:recommendations in:chapter 8·wlllapply'to the officers:inthis cadre. · 

W::m. . The. 'Specialist off'u;~rs association· of CHS has . also represertteti 'that ·the ;promotion 
opportunities in the .specialists cadre are'inadequate and thete. is prol>lem of stagnation. There·are two 
categeries of speCialists viz. (i) those on the~teaching·~ide, ana·(ii)'the·others inclutling·public•health 
officers. Considering the importance of. the,work of,the--specialists·we:recommend·.thefoJ.l.G.wing scales 
~~~~~· . . . . 

Existing scale 
Rs. 1100-1800 

· Rs. 1800-2250 

Proposed Scale 
Rs. 3000-5000. 
Rs. -4500-5700 

' . 

.- .. _,.,.; 

i0.233. ·we have recommended th'e scale ofRs.5900·6700. forposts in levei-n (Rs.2250-2500) 
and leyel-1 (Rs.2500-2750) 'f<>r all organised ·services; 'We recommend the same'forposts in··supertime 
grade-II (Rs.2250-2500) and 'S:up·ertime grade-I (Rs.2500~'2750) in CHS) 

. . ' • • I 

.10.234. Keeping in view <the numbers of officers in the CHS and to provide.a Ptoper.cadre 
structuFe, we recommend (hat four corisultantstprofessors who have done outstanding work may be 
considered for grant of the pay of Rs.7300/- (fixed). ·We also·recommend. that ten additional posts of 
consultants/professors may !be roreate<i· in' the pay scale ·ofR~~5900-6700 

10.235. The remaining group A and group B posts.of allopathic doctorS' .. are discussed in 
chapter 11. · · · · ' ·· 

10.236. The Ministry ·of Health and Family Welfare has suggested enhancement of the allowance 
of the post-graduate allowance 1to Rs.100/- per month fo~ post-graduate diploma holders and Rs.200/ .. 
per month for post-graduate degree holders. We agree with the suggestion and recommend that post 
graduate diploma allowance be increased to Rs.100/- per month and post-graduate degree allowance to 
Rs.200/- per month: This however will not be admissible when possession of post-graduate 
qualification has been prescribed for recruitment to the post. · 

, 10.237. The non medical 'teaching staff of the All India Institute of Hygiene and Public Health, 
Jawaharlal Institute of Post-graduate Medical Education and Research and Lady ~ardinge Medical 
College and Hospital have .represented that there, is diffemce in the pay scales of non-medical and 
medical teaching staff. They have suggested that pay scales fixed for the posts should be the same 
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both for the medical and non-medical teachers. There appears to be considerable force in this 
contention. The role of the two categories of teachers is not only. comparable but is also 
complementary and the one cannot be said to be less important than the other. We therefore 
recommend that the pay scales of non-medical teaching staff of the medical teaching institutions under 
the central gt~vernment should be the same as for the meaical teaching staff. Accordingly w~ 
recommend the following scales of pay fot the posts mentioned below:.. · _ _. · · · 

• . ' . J': 

Name of Institution 

JIPMER/AIIHPH 

Name of the post 

Professor (Rs.1S00-2000) 
Associate Professor · · 
(Rs.1300-1700) 
Assistant Professor _ 
~s.1100-l600) 

. Proposed pay· scale 
Rs. 

4SOQ-5700 _ . 

3700-SOOQ 

3ooo-sooo' . 
• l 1' • 

10.238. There is a post of vice-principal in Raj Kumari Amrit Kaur College of Nursing (RAK) iil 
the pay scale ofRs.700-1300 with special pay ofRs.150/-. The principal of the college is in the pay 
scale of Rs.1200-1600 .. There is also a post of professor of nursing in the pay scale of Rs.11 00-1600. 
The ministry has suggested improvement in the pay scales· of these posts. We recommend the pay 
scale of Rs.3000-4500 without any special pay for'_the \dee-principal arid E,s.3000-5.000 for ,the 
professor. For the post of principal, we recommend the pay scale ofRs.3700-5000; · ·- , .·· .•• : 

. ·' ' • ' • ~ -' • f. ' (,.... - • • 

· 10.239. Wehaveconsideredthepayscalesofnursingstaffinchapterll; ·. ·· ·; •:. :.> 

10.240. Director biological laboratory and animal house (BLAH) under DGHS is'In the scale of 
Rs.1300-1700. It has been suggested that the post may be upgraded, 'as functions of director are 
similar to those of other directors under the MinistrY of Health. -.The Ministry of Health arid Family 
Welfare has also suggested parity in pay· scales. We recommend that the post of directOr;. BLAH may 
be given the pay scale of-Rs.3700-SOQO. I • ' • i ' ; ... ' : . ".'; ·:' : 

· - · _ . • '. · . . , . · • r I ·, • r r '· -, -. ; . - , • ~ 

10.241. There are two food laboratories functioning Ullder the prevention of food ad\llteration ac~ 
under the central government, namely, central food laboratory,. Calcutta, and food research an.Q 
standardization ~boratory, Ghaziabad, under DQHS. 

. . 
Director, central food laboratory, Calcutta is in the pay scale of Rs.2000:-2SOO whereas -~~ 

director, food research and standardization laboratory is in the scale of Rs.1500.:2ooo.· The ministry 
has favoured a common scale for the two posts. We agree and reconiniend the scale of pay of 
Rs.4500-5700 for the post of director, food research and standardization laboratory, Ghaziabad. ·The 
recruitment rules for the post should be similar to the post of director, central food laboratory, Calcutta. 

10.242. The medical social worker. (MSW) is trained 'to help patients and their families with 
problems that may accompany illness or inhibit recovecy and rehabilitation; He works mainly in 
hospitals. The Indian association of trained social workers has· represented that though. MSW 
possesses post-graduate qualification the recruitment is in the group C scale of Rs.42S-700 and in most 
cases there is no channel for promotion. The association has therefore suggested that there should be 
two grades in the pay scales of Rs.650-1200 and Rs.1100-1600 for this cadre, initial recruitment being 
in the scale of Rs.650-1200. 

10.243 There are about SO posts of MSW in the scale of Rs.425-700 in different 
ministries/departments. _ The recruitment qualification for MSW is bachelor's degree with diplo~a in 
social work of two years duration which is considered equivalent to post graduate qualification, 
Accordingly, we recommend the scale ofRs.1600-2660 for this post. · · 

10.244. The posts of radiographers and pharmacists are discussed in chapter 11. 

10.245. There is one post of physicist in Safdarjang hospital which is a non-medical post'in the 
scale of Rs.650-1200. Besides estimating radiation output measurements from therapy machines used 
for cancer treatment, the physicist is also an essential member of the cancer treatment team along with 
the rariotherapist, the surgeon and the pathologist. · 
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10.246. In view of the technological advance in the treatment of cancer with the help of highly 

sophisticated medical equipments the post of physicist has become important. We have examined the 
matter and recommend that the post of physicist may be given the scale of Rs.3000-4500. 

10.247. There is one post eac~ ofheiUth educator in. scale ofRs.400-900 at the Regional Leprosy' 
Training Centres ofAska and Raipur respectively. These posts are filled by direct recruitment and. the 
prescribe4 qualifica~on is graduate with diploma· in health education or social work and three years 
experience. We recoi'nmend the scale of Rs.1640-2900 for the posts of health educator. 

10.248. In the MinistrY of Health and Family Welfare there are 150 posts ofiSM and homeopathy 
physicians. · 

The associations representing the indigenous system of medicine have brought to notice that 
previously the medical officers of the ISM were getting the sc~e of Rs.650-1200 which was given to 
allopathic doctors. When the allopathic. doctors were brought under CHS, the1r scale of pay was 
revised to Rs.700-1300 but the officers ofiSM continued in the scale ofRs.650-1200. They have 
pointed out that the entrace qualification and the nature and duration of their degree course are 
comparable toMBBS course. , .. ': , · , , , · ·· · , '· . '.: · ' · 

• • - .- .r • . : ·,;; .. . ; , , , • • , · • -r , • · , ~ ,... . • 1 • , . • , . 

10.249.- It would thus appear that ISM/Homeopathy phys1c1ans possessmg,degree qualifications · 
are at a disadvan.tage as compared to allopathic doctors because the allopathic doctors were included in 
the central health service. We recominend the posts in the existilig scale.ofRs.650-'1200 may be given 
. the scale of Rs.2200-4000 if the incumbents'' are degree holders in' ayurvedic, 'sidh~ unani. and 
homeopathic systems of medicine. The method of recruitment of ISM/Homeopathy degree physicians 
should be brought on the central health service pattern. · · -

· . 10.250 .The homeopathic pharmacopoeia laboratory {HpL) established in 1975.functions as a 
standard setting-cum-drug testing laboratory, for homeopathic medi~ines at nationallevelJ Director, 
HPL is, in. the pay scale of .Rs.1300-1700, .whereas~ .the directors central Indian pharmacopoeia 
laboratory ~d pharmacopoeia laboratory for Indian medicine are in the pay scale of Rs.1500..,2000. 
The Ministry of Health and Family Welfare has suggested parity in their scales of pay. We agree and 
recommend that the post of director homeopathic pharmacopoeia laboratory may.be given the par, scale 
··fR'3700~5000 .. , ........ ·: · ' v .. ·•; · · ...... · ·

1 ··- • ·•· · ·• '··· · 0 ' ~-~ • > •- 0
' , I .. 1 ° ) , v·:, ! ··:· ~~-. .1 r :.. " .1 ~ ! ' :• : '.;~ ,. ; : r 

1 
', • ' ', ;-~ ._. ; '.' .- • ¥: - i 1:. I • 

; . ·· .. ' ·'-...... ' ·' . I • I,·· ,,,,I 
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XI •. ·Mini~try of Ho~e ·Affairs ' ··, i ·. • · ' • · · .I c • 
't . ' ' ' . ' ' . •. • . > I ·~ • . • ~ • · \ 

·. · 10.251.: Ministry of Home Affairs as re-organised during 1985 has the Department oflnternal 
Security, the Department of .States, the Department of Official Language and the Department of Home. · 
There are aJ>out 3.25lakh posts under the ~trY~ , · : . , , ... : , . t _ , ; 

· . · 10,252. The Department of Internal Security deals with matter8 connected. with police, law and 
order ar1d rehabilitation and resettlement. Department of States is concerned with relations between the 
central government and state governments, inter state relations and administration of Union 
TerritOries .. • The Department of Official Language is responsible for implementation of the provisions 

.• of Official Language· Act relating tO use of Hindi a8 the official language of the Union~ ·The :Qepartment 
·. pfHome deals with all matters relating to: census of population; registration of.foreigners. ·and matters 
' relati~g ~0 rehabilitation of displaced persons: The ~stry is ~the cadie contr()~l)g authority for the 

·. · Indian Police ~~rvi~e (IPS), Indian Frontier Admiitisliative. SerVice (IF AS) and alsc) deals with Central 
Police , 9rganisations; namely, Border Se~urity Force (BSF); Ind~ Tibe~ Border Police (ITBP),. · 
Central Industrial SecuritY Force· (CISF), Assam Rifles (AR) arid Central Reserve Police Force 
(CRPF). .It has· also urider it Intelligence Bureau·. (IB), Bj,Jreau of Police Research and 
Development(BPRD), Sardar. Vallabhbhai Patel National Police Academy and North Eastern Police 
Academy. IPS has been dealt with in the chapter on all-India services. · 

10.253. m is headed by.a director on the pay of Rs.3SOO/-. Government have issued orders in · 
January and May· 1986, revising the pay scales, deputation allowance, special pay and other· 
allowances. of a large number of posts in m. In view of these recent orders, we .do not wish to make 
any recommendations .on these matters: . · 
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10.254. The secretariat security organisation is entrUsted with the security of the various office 
buildings in the ministries/departments of the central government Nearly 50 per cenf of the force is 
manned by released armed forces personnel re,-eptploy~ in Vte force;· We suggest thai .the organisation 
may be manned by only released armed forces personnel. , . . . . .. · • . · 
Central Police Organisations ' · .·, 1 

• .·.: ·.• ,··: 
. . 

10.255. There are five central police organisations (CPOs) under the Ministry of Home Affairs, 
namely, the Border Security Force (BSF), Indo-Tib~tan Border Police (ITBP) arid Assam~.' Rifles 
(AR), Central Reserve Police Force (CRPF) and Central Industrial Security Force (CISF) . · There are . 
two other similar organisations, namely, Coast Guard and Railway Protection Force (RPF) under the 
ministries of Defence and Transport respectively :which have been dealt · with elsewhere~ 
BSF,ITBP,CRPF and CISF became armed forces of the' union by Acts of Parliament All ,these 
forces have been assigned specific tasks and role. It has been suggested that there. should b~ 
uniformity in the pay scales in all central ·police prgm,isatio~s. ITBP has asked for parity ~ith ~y. a~ 
they are sometimes deployed ahead of the army and in operations they work along with the army. The· 
role of the army and the central police organisations are, however, different and we do:not..find 
justification for parity in the pay scales. We, _however, agree that CPOs should have broadly common 
pay scales. We are also of the opinion that the direct recruitment at the level of assistant commandant 
and equivalent posts in all these forces should be made only through UPSC. It will, be desirable to 

· have uniformity in . standards and selection procedure . at other levels also wh,ere _there, is direct 
recruitment We recommend that the scales of pay for the following posts may be revised as u~der,- · 

f • ' ,.. • • ~ .. • . ' • 'i ' 

BSF ·' . .. ... 
, , ,• ~ I I ' 

Rank ' Proposed scalcf . 
(Rs.).. .... ; ·: 

A Officers· . 
1. Director General · 
2. Inspector-General 
3. Dy; Inspector-General* 

.... ..,,.·,.,; ,, . ,. : 
(Rs.3250 (fixed) . 7600/- (fixed) '(, · ·• · · 

'., (Rs.2500-2750) .·. · · 5900-6700, · · · '' ·: . . ·· 
Rs.2000-2250+ Spl. pay Rs.lQO/-. 4500-5700 . 

\ ! r_ :; • : . (Withoutspt pay) . 
4. Addl. Dy.lnspectorGeneral* · Rs.1800-2000' + Spl. pay Rs.IOO/• ' · ·. : _, ·· ' ·- 1 : : •. : 

5. Commandant(SelectionGrade)* Rs.1800/-(fixed)+Spl.payRs.100/- ' .... ;;-.. , .' 
6. Commandant (Non-Selection Grade)"' (Rs.1200.1700 + Spl. pay 4100-5300 _ 

(without sptpay)' ··:: 
7. Second-in-Command* .: Rs.1200-1700 + Spl. pt-y Rs.lOO/- . ' ' ·-:. · ·. 
8. Deputy Commandant* (Rs.1200-1700) 3000-4500 
9. Asstt. Commandant* (Rs.700-1300): 2200-4000- .• 

. . . . . . . "] ... ".: ··~ : . 
*Or equivalent posts in Headquarters & Training Institutions. , 

B. ·other Personnel 
1. Subedar Major · 

2. Inspector/Subedai 
3. Sub-Inspector , 
4. Asstt. Sub-Inspector 
5. Head Constable 
6. Naik 
7. LanceNaik. 

8. Constable 
9. followers 

ITBP 

A. Officers 
1. Director general 
2. Dy. Inspector-General 
3. Commarvtant* · 

, (Rs.550-750 + Spl. Pay 
Rs.60/-. . 
Rs.550-750 · 
Rs.380-560 
Rs.330-480 
Rs.260-350 . 
Rs.225-308 
. Rs.210-270 + spl. pay · 
Rs.5/-. 
Rs,210-270 · · 

(i.) 196-232 (ii) 220-240 Selection Grade; 
' . . . ' 

Rs.3000-3250 (fixed) . 
Rs.2000-2250 · .. 
Rs.1200-1700 + spl. pay 
Rs.100/-. 

2000~~200 ,, .. ·:~. i 
(witl;l«;~ut any spl. pay: 
1640;:2900 . ' 
1400-2300 ., 1 

• :'' -· 

1200-1800 ' .. ' ' 
. 950~1500 

950-1400 . : . 
825-1200 + spt.' · · 

' pay of Rs.1.5/- · . 
825-1200 . . ' : 

'750-940, . 

·, 16oo1- (fixed) ·• 
4500-5700 

. 4100-5300• 
(without spl. pay) 
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Rank 

4. Asstt. Commandant* (Rs.1200-1700) 
5. Company Commander* Rs. 700-1300 
6. Asstt. Company Commander Rs.650-960 
* Or equivalent post at H eadquartersfl'raining Institutions. 

B. 'Other Personnel 
1. Subedar Major 

2. ·subedar (Senior) 
3. Subedarllnspector: . · 
4. Sub-Inspector 
5. Head Constable 
6. 'Naik .. 
7. Lance Naik I 

8. Constable 

CRPF 

A. Omcers 
1. Director G~neral 
2. . Inspector General 
3. Dy.lnspectorGeneral 

4. Addl.Dy.lnspeetor General* 

5. Commandant (Selection Grade)* 

6. Commandant (Non-Selection 
Grade)* 

7. Second-in Command* 

Rs.550-750 + Spl. pay . 
Rs.60175 . 
Rs.550-900 · ~ . 

. · Rs.550-750 
Rs.380-560 
Rs.260-350 
Rs.225-308 
Rs.210-270 + Spl.pay Rs.5/-

Rs.210-270 

Rs.3250/~ (fixed) 
Rs.2500-2750 
Rs.2000-2250 + Spl.pay 
·Rs.IOO 
Rs.l800-2000 + Spl. pay 
Rs.100/-. · . 
Rs.1800/-(fixed) + Spl.pay 
Rs.100f>.; 
Rs.1200-1700 + Spl. pay 
Rs.100/-. 
Rs.120Q-1700 + Spt. pay· 
Rs.100/-. ' 

8. Asstt. Commandant* Rs.1200-1700 
· 9. Dy. Superintendent Police* . , . Rs. 700-1300 ! . 

*Or equivalent post at Headquartersfl'raining Institutions. · . 

B. Other Personnel 
1. Subedar Major 

2. Inspector · 
3. ~Sub-Inspector 
4. Asstt.Sub-lnspector 
5. ·Head Constable 
6. Naik 
7. Lance Naik . 

8. Constable · 
9. Followers · 

CISF 
A. Officers 
1. Director General 
2. Inspector General 
3, Dy .Inspector General 
4. Commandant* 

Asstt.lnspector General 

5. Dy. Commandant* 
6. AssttCommandant* 

. 
'.I 

Rs.550-750 + Spl. pay 
Rs.50/-. · 
Rs.550-750 
Rs.380-560 
Rs.330-480 
Rs.260-350 
Rs.225-308 
Rs.210-270 + Spl. pay 
Rs.5/- · · 
Rs.210-270 
(i) Rs.196-232 
(ii)Rs.210-270(SG) 

Rs.3250/-(fixed) 
Rs.2500-2750 
Rs.2000-2250 
Rs.1200-1700(IPS) 
Rs.11 00-1600(Non-IPS) 
+ Spl.pay Rs.150/-
+ Spl.pay Rs.200/- for AIG 
Rs.}l 00-1600(Non-IPS) 
Rs.650-1200 + Spl.pay 

Proposed scale 
(Rs.) 

3000-4500 
2200-4000 
2000-3500 

2000-3200 
(Without spl. pay) 
1640-2900 
1640-2900 
1400-2300 ' 
950-1500 . 
950-1400 -
825-1200 +Spl. pay 
Rs.15/· 
825-1200 

· ·7600 (fixed) 
5900~6700. 
4500-5700 
(without spl.pay) 

.4100-5300 
(without spl.pay) · 
4100-5300 
(without spl. pay) 
4100-5300 . 
(without spl. pay) 
4100-5300. 
(without spl. pay) 
3000-4500 . 

'.2200-4000 

2000-3200 
(Without spl.pay) 
1640-2900 
1400-2300 
1200-1800 
950-1500 
950-1400 
825-1200 + Spl. 
pay Rs.15/-
825-1200 
750-940 
800-1150 

7600 (fixed) 
5900-6700 
4500-5700 

4100-5300 
(Without spl.pay) 

3000-4500 
2200-4000 
(Without spl.pay) 
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Rank · Proposed scale (Rs.) 

7. Dy.Superintendent Police Rs.650-1200 

*Or equivalent post at Headquarters/Training InstitUtions. 

2200-4000 
(Without spl.pay) 

B. Other Personnel 
1. Inspector Rs.550-750 1640-2900 
2. Sub-Inspector Rs.380-560 · 1400-2300 

Rs.330-480 1200-1800 
'Rs.260-350 · 950-1500 

3. Asstt.Sub Inspector 
4. Head Constable 
5. Naik Rs.225-308 950-1400 

Rs.210-270 + Spl.pay 825-1200 + · 
Rs.5/-. . . · Spl.pay Rs.15/-
Rs.210-270 · 825-1200 · 

6. Lance Naik 

7. Constable 
8. Followers Rs.200-250 · i. ; x 775-1025 

Rs.210-270 800-1150 
Rs.210-290 800-1150 · 

No special pay will be admissible with the revised scales of pay. There was a suggestion that separate 
pay scales should be prescribed for lance naik and subedar major. We have not suggested any change 
for lance naik which will carry constable's pay scale plus special pay of Rs.l5/- per month. Silbedar 
major is the highest non-gazetted post in these organisations and carries heavy responsibility and duty; 
Therefore, we recommend that instead of the present scale of Rs.550-750 plus special pay-of 
Rs.50/60, this post may be given the scale ofRs.2000-3200. . . f 

10.256. The existing pay scales of Assam Rifles were .derived from th~ pay scales: of 
corresponding ranks in the army. It has been suggested that in the eventuality of the posts of the level 
of Additional Deputy Inspector .General and Deputy Inspector General be~ng filled.by cadre officers, 
suitable pay scales may be recommended for them. We have taken the view that the pay scales in 
CPO's should be uniform. Accordingly we recommend the following pay scales fC)~_posts in Assam 
Rifles,- ·. - - · · · ... ' ·· · 

Rank Prop(>sed scale{RS:)'.,. · •· •' '·· · 

A. Officers 
1. Director General £ 7600/-(ftxed) 
2. Dy .Inspector General£ 
3. Additional Deputy Inspector General_£ 
4. Commandant*£ 

4500-5700 
4100-5300wi~out special pay 

5. Dy.Commandant *$ 
6. Assistant Commandant$ 
B. Other Personnel (General Duty) 
1. Subedar Major 
2. Subedar 
3. Naib Subedar 
4. Havildar 

5. Naik 
6. Lance Naik 

7. Sepoy/Rifleman 
8. Followers (i) 

(ii) 
. (iii) 

* Or equivaJent posts at Hqrs. etc. 

· Rs.1200-1700 +Spl.pay 
Rs.100/- . . 
Rs.1200-1700 
(Rs. 700-1300) 

· Rs.650-750 
Rs.460-580 
Rs.350-440 
Rs.245-325 

Rs.210-286 
Rs.195-255 
Rs.15/-. 
Rs.195-255 
Rs.185-24.$ 
Rs.196-232 
Rs.200-250 

3000-4500 
2200-4000 

2000-3200 
1640-2900-
1400-2300 
950-1500 

950-1400 
825-1200 +Spl.pay 

825-1200 
750-940 
750-940 
775-1025 

£ These post at present are manned only by Army Officers on depution. 
$ These posts are also filled by Army officers on deputation. 

... 
•' 
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10.257. With the application of uniform pay scales of CPO to Assam rifles the present practice of 
giving classification pay, good service pay and appointment pay which is not applicable in the 

• BSF,CRPF and other organisations, should be discontinued in Assam Rifles. 

10.258. In order to have a uniform code of discipline in the forces, ministerial staff has been 
combatised. The non-gazetted ministerial staff belonging to groups B,C and D in CPO has been 
combatised and given general duty ranks and allowances like ration allowance, free uniform, washing 
allowance, compensation in lieu of quarter, etc. In BSF and CRPF pay scales applicable to the 
corresponding general duty ranks have not been given. Due to combatisation the retirement age gets 
reduced by three years in respect of group B and C non-gazetted employees and by five years in 
respect of group D employees in BSF and CRPF. These two organisations have suggested that the age 
of superannuation may be retained at 58 years even after combatisation. Ministry of Home Affairs 
have referred the matter for the Commission's consideration. We are of the view that it is desirable that 
after combatisation all its consequences should follow and we recomend accordingly. 

10.259. It has been represented that medical, officers in CPO are required to work in difficult 
·· areas and their promotion prospects are inadequate. We agree and are of the view that it is necessary to 

improve their career prospects. The department concerned should reexamine the question of career 
progression of these officers at an early date and so restructure the service that the officer may have the 
same prospects of promotion which are available to medical officers of the same grade in CHS. They 
will draw such allowances as may be admissible to general duty officers of the force concerned. 

10.260. Commandants/second-in-command and deputy commandants in BSF,ITBP and CRPF 
are in receipt of compensatory allowance at the rate of Rs.100/- and Rs.SO/- per month respectively 
on their posting in battalions. Similarly, cadre officers of the rank of deputy commandants in Assam 
Rifles also get this allowance at the rate of Rs.SO/-per month on their posting in battalions. It has been 
suggested that the rates of compensatory allowance may be enhanced. We have considered the matter 
and recommend that the allowance may continue at the existing rates. It may be made admissible to 
cadre officers of the rank of commandants of Assam Rifles. · 

10.261. Non-gazetted combatants and combatised personnel of CPOs are in receipt of rations or 
cash allowance in lieu thereof. However, they are required to make as small contribution towards it. 
It has been suggested that the scale of rations should be revised to bring it on per with the scale of 
rations given to army personnel without any recovery on that account It has also been suggested that 
the officers in CPOs should be given free rations or cash allowance in lieu thereof .. We have 
considered the matter and are of the view that the existing scale of rations ~o not require any change. 
The scaies of rations are determined by an expert committee taking all relevant factors into account. 
We have however recommended that the procedure of recovering a small amount from the employees 
towards the rations should be discontinued. We are not in favour of making any change in the 

_ entitlement of rations or ration money to any category of officers. We have noted that the amount of 
ration money is subjected to review by government. We suggest that while undertaking such review 

- government may also decide what changes, if any, should be made with regard to classifiGation of 
areas. 

10.262. At present a detachment allowance in BSF and CRPF i~> admissible to non-gazeted 
combatised personnel. This allowance is allowed at half the rate beyond 30 days of absence on tour 
from headquarters. V'{e have made some recommendations regarding drawal of daily allowance and the 
rates thereof for employees on tour. These may be taken into consideration by government for fixing 
the rates of detachment allowance for BSF and CRPF. 

. 10.263. Non-gazetted combatised personnel are entitled to special pay for proficiency in different 
trad~s and the rates. of s~ch special pay differ with the trade and rank of such personnel. The rates of 
spec!al pay were ftxe~ m 1?73. Sug~estions have been made for revision of the existing rates of 
spectal pa! and for umformtty regardmg its admissibility for specific trades in different CPOs. We 
have constdered the matter and recommend that the existing rates of special pay admissible for various 
trades may be doubled. We also recommend that the trades for which special pays are admissible 
should be uniform in all the CPOs. 
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10.264. The non-gazetted combatised personnel in CPOs are in recipts of instructoral allowance at · 
the rates ranging from Rs.10 to Rs.75 per month on their postings to training institutions of their 
forces. The rates of this allowance differ amongst the organisations. It has been suggested that these 
rates should be enhanced to attract suitable talent to the training institutions. Depardtment of Pet~onnel 
& Training in their Order of February 7, 1986 have advised all organisations to draw ·suitable sch~mes 
of incentives for the personnel posted to the training institutions. The Department may draw up 
suitable schemes and take further necessary action. · 

10.265. Non-gazetted combatised personnel in ITBP are entitled to special pay for shouldering 
arduous and difficult duties and responsibilities which are peculiar to 'the organisation. It has been 
suggested that the rates of this special pay may be revised and it may be termed as organisational 
special pay in order to differentiate it from other special pays. The Department has favoured 
continuation of this element of special pay to the non-gazetted combatised personnel of ITBP. We 
agree and recommend that the rates of special pay may be doubled and the special pay . may be called 
ordganisational special pay (osp). · 

10.266. The existing rank-wise coverage of non-gazetted coinbatised personnel in different CPOs 
for entitlement of compensation in lieu of rent free quarter (CILQ) were prescribed by the government ·~ 
in 1980. The suggestion that all non-gazetted married personnel in CPOs may be made eligible for 
CILQ is an administrative matter~~ may be considered by government . . . . . r • · • . 

10.267. We have recommended revision of house rent allowance (liRA) in chapter 14. Taking 
these into consideration government may determine the rates of CILQ for those who are entitled to it in 
theCPOs. 

10.268. Frontier allo~ance is admissible to officers and other personnel of ITBP deployed in 
specified areas of Jammu and J<ashmir, Himachal Pradesh and Uttar Pradesh: Ar{allowance of a 
somewhat similar nature is admissible to other central government employes in some of these areas. 
We recommend that frontier allowance may be discontinued and replaced by special compensatory 
allowances recommended by us in chapter 17. 

10.269. Funeral allowance is admissible to non-gazetted personnel in CPOs in the event of death 
of a person at the unit headquarters or at the place of duty to help his family to 'meet the funeral 
expenses. Its rates vary from force to force ranging between Rs. 100 to Rs.250. · It has been 
suggested that the amount admissible at present is not sufficient to meet the. funeral cost;· It may 
therefore be increased. We recommend that the rate of funeral allowance may be in~reased Jo Rs.500 
in all CPOs. ' 

10.270. At present hair cutting allowance is admissible to the non-gazetted members of the forces 
at the rate of Rs.2/- per month in case service barbers are not available. It has been suggested that this 
rate may'be suitably increased. We recommend that the allowance may be incr~ased.~ Rs.5/- per 
month. 

10.271. At present subsistance allowance is admissible to Junior commissioned officers (JCOs) 
and other ranks (ORs) in Assam Rifles at the rate of Rs.60 per month in case of imprisonment of a 
person in military custody as he ceases to be under' suspension. It has been. suggested thai this rate 
rna~ be suitably increased to help the family of such a person. We recommend .that the rate of 
subsistence allowance may be increased to Rs.200/- per month. · 

10.272. JCOs and other ranks in Assam Rifles are entitled to draw toilet soap allowance at the rate 
of Rs.2/- per month in the event of their being in civil custody, awaiting trial. It has been suggested 
that the rate of existing allowance may be suitably increased. We recommend that the rate of soap 
allowance may be increased to Rs.10/- per month. 

10.273. The Bureau of Police Research and Development (BPR&D) was set up in August, 1970, 
with a view to taking active interest in the modernisation of the police forces in the country, promoting 
a systematic study of police problems in changing society and bringing about a rapid application of 
science and teChnology to the methods and techniques of police functioning. 
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10.274. BPR&D is an attached office with the following field orgzanisations,-

(i) Government examiner of questioned documents located at Simla, Calcutta and Hyderabad; 
(GEQD) 

(ii) Central Forensic Science Laboratory at Chandigarh, Calcutta and Hyderabad; (CFSL) 

(iii) Institute of Criminology & Forensic Science; (IC&FS) and 

(iv) Central Detective Training School, (CDTS) 

These organisations provide facilities for examination of crime exhibits for expert opinion m cases 
forwarded by police and other departments of the Government of India, CBI, armed forces, state 
governments, law courts, banks and various other public sector undertakings, besides imparting in
service training to officers of the crime investigative agencies of the government 

10.275. Officers of GEQD are primarily responsible for giving expert opinion on the 
identification of hand-writing, detection of forgery, examination of printed matter, seal impression, 

. alteration and obliteration in the documents, establishment of the age of documents, examination of 
writing implements, such as ink, etc. GEQD have also to give opinions on the above matters in 
courts or to the organisations concerned in writing. In giving oral evidence, the officers of GEQD 
appear in lower as well as· higher courts, general court martials, administrative tribunals, enquiry 
commissions, Central Vigilance Commissions, etc. A heavy responsibility lies on the officerS of this 
organisation as they tender crucial evidence in many types of cases · including embezzlements, 
forgeries, murders, etc. The. cadre of officers in GEQD consists of 3 posts of examiner (Rs. 1100-
1600), 14 posts of asstt examiner (Rs.700-1300) and 17 posts of asstt central intelligence officer 
(Rs.550-900) with a special pay ofRs.75/- p.m.. · 

10.276. The Director General, BPR&D has suggested that officers of GEQD deserve higher pay 
scales in view of their role in the detecion of ever increasing number of crimes. Minimum educational 
qualification of a d~ument examiner at the lowest level of assistant ·central intellignce officer is a 
Master's degree in Physics or chemistry followed by ~years theo~etical and practical training.- Junior 
scientific ·officer in forensic science laboratory is in the pay scale of Rs.650-1200 with identical 
qualifications. Both ~ entry grades in their respective c~. · · · 

. 10.277. We h_ave' considered the matter and recomend that posts of asstt. central intelligence 
oficers presently in the scale ofRs.550-900 with special pay ofRs.75/- may be given the pay scale of 
Rs. 2000-3500 without special pay. The posts of government examiner of questioned document may 
be in the pay scale of Rs.3700-5000. 

Department of Official Language 

- 10.278. Department ofOffical Language was set up in 1975 as an independentdepartm~nt of the 
Ministry of Home Affairs and given responsibility for all matters relating to implementation of official 
language policy of the government and the Hindi teaching scheme for the central government 
employees including those in public sector and autonomous organisation. 

10.279 .. The implementation of official language policy of the government by the various 
ministries, depaitments and offices is overseen by the Department of Official Language through the 
Central Secretariat Official Language Service (CSOLS) and incumbents of other Hindi posts in ~e 
various organisations. The CSOL Service was constituted for group C posts in 1981 and for groups A 
and B in 1983. The Department of Official Language is the cadre authority of the CSOLS. There are 
about 600 posts in the service. Posts in the Hindi teaching scheme are meant for imparting ~orking 
know~edge of Hindi to central government employees. 

10.280. It has been suggested by the members of the service that junior translators (Rs.425-700) 
of the service should be given a higher scale of pay than assistants in CSS, as they are required to 
possess Master's Degree in Hindi whereas the assistants posses Bachelor's degree. Even so, they 
have been given group 'C' status and pay scale of Rs.425-700 while ·Assistants of CSS are 
classified as group B and are given the scale of Rs.425-800. In view of the higher qualifications 
required for the entry grade of junior hindi translator, we recommend that this post may be given the 
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scale ofRs.1400-2600. For the post of senior Hindi translator (Rs.550-800), we recommend the 
scale ofRs.1640-2900. 

10.281. Training in Hindi of all central government employees except those belonging to a' few 
specified categorie.s has been made compulsory according to the President's Order of .April27,1960.: 
The Hindi teaching scheme in a skeleton from commenced right from early, fifties under the Ministry 
of Home Affairs and acquired its present shape on the recommendations of a review committee headed 
by secretary, official ·language, in 1974-75. For teaching Hindi, there are 156 centres and for 
imparting training in Hindi typing and stenography. There are 25 centres in 19 major cities. _ . · 

. 10.282. There are about 2400 posts of Hindi offi~ers and staff in 20 pay sciles ~~istin~i~ the, 
various ministries/departments for intplementa_tion of Official_ Language policy of tht? government, 
These posts are not included in the CSOLS. The recruitment rules for . these_ posts have beeq 
framed by the respective departments. We suggest that the Department of Official Language may 
prepare model rules for all these pOStS SCa~tered in various non-participating offices with a vjew tq 
bringing uniformity in the recl'\litment procedure, pay structure and, to the extent possiQle, their 
service ·prospects. This would ensure availability of men of goOd calibre to the departm~nts for 
handling Hindi work in different offices connected with Official Language policy oftheUtiion., : 

XII. Ministry of Human Resource Development 
.. .... ' 

10.283. The Ministry of Human Resource Development consists of five departments, namely 
Depax:tment of Education, Department of Youth Affairs and Sports, Department of Arts, Department of 
Culture and Department of Women and Child Development. There are about '13,000 p(>sts tinder the 
Ministry. 

Department of Education 
: I j t • 

10:284. The Department of Education deals with education policy in all its. aspects. There are 
2767 posts in the department and offices under it :. ·~

1 

• · •· • ~. ; 
. - _., -

10.285. Director, Central Hindi Directorate (Clm) is in the pay scale ofRs.l800-2250 and' 
director Bureau for Promotion of Urdu (BPU) is in the pay scale of Rs.2000.,2250. ,,The Ministry has 
recommended. that there should be parity in the pay scales of these posts .. We agree and recommend 
that director (CHD) and director (BPU) may be given the pay scale of Rs.4500-5700;_ .· · 

Department of Culture 
10.286. The Department of Culture is responsible for the propagation, preservation 'and 

conservation' of the cultural heritage of the country. The department has underit two attached offic~s, 
i.e. The Archaeological Survey of India (ASI) and the National Archives of India· (NAI) and six: · 
subordinate offices, National Museum, National Gallery of Modern Art, Anthropological Sur-Vey of 
India, National Library, Central Reference Library and National Research Laboratory for conservatio( 
ofculturalpropeey. Thereare9180 postsinthedepartment · :

1

• • ·-'"""·-·--

10.287. ASI and the National Museum are two ~mporuint organisations under the Departme~t of 
Culture. Keeping in view the nature and importance of these organisati9ns, we _recommend that the 
director general of ASI and the director of National Museum who m:e now in the p~y scale of Rs.250Q-· 
3000 may be given the pay ofRs.7300/- (fixed). . . · ·: 1 · _ • •• • ' •• ·": , • •. -. -~ 

. . ' .. . . . . ~ ., ·! 

10.288. The Anthropological Survey of India, a scientific organisation, is one_of_the major research~ 
institutions under the Department of Culture. It has been suggested that the post of director, 
Anthropological Survey of India, may be upgraded from the present scale of Rs.2000-2500; In view 
of the importance of the post we recommend that the director may be given the pay scale of Rs.5900-
7300. . ' . . 

• I 

10.289. Director, National Archives is at present in .the pay scale of Rs.1800-2250. The 
Department of Culture haS proposed that the director may be placed in the scale ofRs.2500-2750. We 
agree and recommed that the director may be given the pay scale of Rs.5900-6700. 

10.290. The Department of Culture has proposed the merger of the pay scales of Rs.425-700 and 
Rs.550-900 of the posts of technical, assistants and senior technical assistants in the Department of 
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Culture in view of the high educational qualifications prescribed for them. Technical assistants and 
senior technical assistants both assist higher officers in their work and their duties and responsibilities 
are quite similar. Considering their qualifications, responsibilities and duties, we feel that posts in the 
scale of Rs.425-700 may be upgraded and merged with the posts in the scale of Rs.550-900 and 
suitably redesignated. The revised scale ofRs.1640-2900 will apply to these posts. 

10.291. The Deputy Director (Physical) and the Deputy Director (Cultw:aJ.) in the Anthropological 
Survey of India are in the pay scale of Rs.1300-1700. These posts are filled 50 per cent by direct 
recruitment and 50 per cent by promotion from the post of superintendent anthropologist in the pay 
scale ofRs.1100-1600. The post of chief epigraphist in the Archaeological Survey of India is also in 
the pay scale of Rs.1300-1700 and is filled by promotion from the level of superintendent epigraphist 
in the pay scale of Rs.ll00-1600. The deputy director (Archives) as also the chief of repair and 
conservation in the National-Archives of India are in the pay scale ofRs.1300-1700. They are also 
promoted from posts in the pay scale of Rs.ll00-1600. These posts may be given the pay scale of 
Rs.3700-5000. In view of this the joint director (Rs.1500-2000) may be given the pay scaie of 
Rs.41 00-5300. 

10.292. Posts in the Departments of Youth Affairs and Sports, Arts and Women and Child 
Development are covered by pay scales recoll11lWnded by us in chapter 8. 

XIIL Ministry of Industry 

10.293. The Ministry of Industry comprises the Departments of Industrial Development, Company 
Affairs, Chemicals and Petro-chemicals and Public Enterprises. 

Department of Industrial Development 

10.294. The Department of Industrial Development is responsible for the formulationand 
_implementation of promotional and regulatory measures for the development of industrial'sector in 
accordance with national priorities and socio-economic objectives. While the department deals with the 
government's industrial policy, individual administrative ministries are in chru:ge of development of 
specific industries. It is also concerned with the promotion and development' of certain specific 
sectors of industry such as J;landicrafts, handlooms and small scale and village industries. There are 
8773 posts under this department. 

10.295. The department has suggested that the post of assistant secretary-cum-~dministrative 
officer in the Bureau of Industrial Costs and Prices (BICP) may. be upgraded from Rs.840-1200 to 
Rs.llQ0-1600 as in addition to the administrative work he has to oversee the secretariat work. The 
staff inspection unit of the Ministry of Finance has also supported the proposal. We agree and 
recommend that the assistant secretary-cum-administrative officer may be given the revised pay scale of 
Rs.2200-4000. · 

10.296. The controller general of patents, designs and trade marks, Bombay, has suggested thaf 
the admipistrative· officer (Rs.650-960) in the patent office may be given the Pay scale of the 
administrative officer (Rs.650-1200) in the trade marks registry as the duties and responsibilities of the 
administrative officer in these two organisations . are identical. The ministry has supported the 
proposal. We agree and recommend that the administrative officer in the patent office may be given the 
scale of Rs.2000-3500. 

10.297. The department has proposed the upgradation of the post of joint controller of patents and 
designs and joint registrar of trade marks registry and deputy chief executive officer in the patent 
information service from the existing pay scale of Rs.lSQ0-2000 to Rs.2000-2500. The pay scale of 
controller general of patents, designs and trade marks was revised twice, first from Rs.2000-2500 to 
Rs.2500-2750 and then to Rs.2500-3000. The scales of pay of other posts were not revised. Thus 
there is a wide gap between the pay scale of controller general and the joint controllers. Keeping in 
view the qualifications and experience required for appointment to these posts, we agree and 
recommend that the joint controller of patents and designs and the joint registrar of trade marks 
registry may be given the pay scale ofRs. 4500-5700. 
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10.298. The department has also suggested that the pay scales of the post of deputy controller 'of 
patents and designs and deputy registrar of trademarks registry may be upgraded from the existing. 
scale ofRs.1300-1700 to Rs.1500-2000 as they are promoted from the pay scale ofRs.ll00-1600 to 
these posts. We agree and recommend that the deputy controller of patents and designs and the deputy 
registrar of trade marks registry may be given the scale of Rs.3700-5000. 

10.299. The technical gazetted officers association of Director General Technical Development 
(DGID) has suggested the constitution of an organised service in DGID as recommended by the Third 
Pay Commission. The ministry has stated that the 'constitution of an organised service for technical 
gazetted officers ofDGID has been held up due to various administrative and technical reasons. The 
matter may be further examined by the department 

10.300. The association representing officers of Small Scale Industries Development Organisation 
(SSIDO)has brought to notice the anomaly in their pay structure as compared to similar posts in the 
pGID. They have therefore suggested that officers of SSIDO may be given the pay scales of officers 
of DGID. The department has suggested that the posts of director grade-I (Rs.1500-2000) and 
director grade-IT (Rs.1300-1700) who are performing similar duties may be merged and given the pay 
scale ofRs.lS00-2000. They hav.e also suggested merging the grades of assistant director grade-! 
(Rs.700-1300) and grade-IT (Rs.650-960). We have examined the proposals and recommend the scale 
of Rs.3700-5000 for directors (Grade I and IT). We however do not agree with the proposal for 
merging assistant director Grade-I and Grade-IT but recommend upradation of the pay scale of assistant 
director Grade-n from Rs.650-960 to Rs.2000-3500. 

10.301. The department has proposed that the pay scale of deputy/regional development 
commissioner for cement may be revised from Rs.1300-1700 to Rs.1500-2000 and the pay scale of 
joint development commissioner cement may be revised from Rs.1500-2000 to Rs.2000-2250. We 
recommend the pay scale of Rs.3700-5000 for deputy/regional development commissioner and the 
scale ofRs.4500-5700 for the post of joint development commissioner for cement . 

10.302. The gazetted officers association of the office of chief controller·of explosives has 
suggested the grant of risk/hazard allowance to officers as they have to deal with explosives· of various · 

· kinds. The matter may be examined.in accordance with the procedure suggested by us in chapter 17. 

10.303. The Department of Company Affairs deals with matters relating to the admi~istration of 
the Companies Act, Monopolies and Restrictive Trade Practices Act, Chartered Accountants Act, Cost 
and Works Accountants Act, Company Secretaries Act and is also responsible for discharging the 
functions of the central government relating to the Partnership Act The department has a total strength 
of 2023 officers. · · 

10.304. The department of Company Affairs has suggested some changes in the structure and 
recruitment rules to make the Central Company Law Service (CCLS) more viable. and comparable to 
other organised group I) central services. · · 

10.305. After taking note of all relevant facts, we recommend that grade-IT (Rs.1300-1700) and 
grade-I (Rs.1500-2000) may be merged and given the scales ofRs.3700-5000. 

10.306. The posts in the Departments of Chemicals and P~tro Chemicals and also in Department 
of Public Enterprises are covered by our recommendations in chapter 8. 

XIV. Ministry of Information and Broadcasting 
10.307. The Ministry of Information and Broadcasting (I&B) has several units under it such as 

All India Radio (AIR), Doordarshan, Press Information Bureau (PIB), Films Divison (FD), 
Directorate of Advertising and Visual Publicity (DA VP) and Directorate of Field Publicity (DFP). 
There are about 28,000 posts under the Ministry. · 

10.308. Ministry of I&B is the cadre controlling authority for the Indian Broadcasting (Engineers) 
Service (IBES) and Central Information Service (CIS). Scales of pay for these services have been 
dealt with in chapter 8. Government have also decided to constitute programme management ~d 
programme production posts in AIR and Doordarshan into an organised service to be called Ind1an 
Broadcasting (Programme) Service on the lines of other central group A services. 
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10.309. The posts of director general, AIR and director general, doordarshan are on a fixed pay of 
Rs.3000/-. Considering their duties and responsibilities we recommend that the posts may be given 
the pay of Rs.7600/-(fixed). 

10.310. The post of engineer-in-chief in IBES is in the scale of Rs.2500-3000. The duties and 
responsibilities of the post have increased considerably with the expansion of television and radio 
network. We recommend that the post may be given the pay ofRs.7300/-(fixed). 

10.311. There are 4 posts of foreign language monitor in the scale of Rs. 700-1300. It has been 
represented that at present there is no avenue for promotion. We have been informed by the 
department that it is proposed to include these posts in the CIS and that will improve their promotion 
prospects. 

10.312. The pay of the post of principal information officer is Rs.3000/-(fixed). This is the 
highest post in CIS and considering its increasing responsibilities, we recommend that it may be given 
the pay ofRs.7600/-(ftxed). 

10.313. There is one post each of deputy chief Visualiser, chief exhibition officer, deputy director 
(Printed Publicity), deputy director(Qut~door Publicity) and deputy director (Mass Mailing) in the scale 
ofRs.1300-1700 in DA VP. While there is direct recruitment to the post of chief exhibition officer, the 
other posts are filled by promotion from the scale of Rs.ll00-1600. These posts have no further 
avenues of promotion for them. It has been represented tha~ the scale needs improvement to bring it to 
the level of the junior administrative grade as in other services. We agree and recommend that these 
posts may be giventhe scale ofRs.3700-5000. · 

10.314. The post of director~ photo division is in the scale of Rs.1300-1700. It has been· 
represented that the scale of pay of the post should be revised to the level of deputy secretary to 
government so that there may be proper delegation of powers to the head of the department There are 
a number of officers in the scale ofRs.ll00-1600 working under him. We recommend that the post 
may be given the scale of Rs.3700-5000. 

10.315. The posts of field publicity officer in DFP are in the scale ofRs.650-1200. There are 77 
posts of field publicity officer (Border) which are not encadred in CIS and are filled by direct 
recruitment It has been represented by field pubUcity officers (Border) that they have not been 
included in CIS wh~reas other posts 'Xith similar duties are included in that service. There is some 
meritin their representation and we suggest that the ministry may consider including these posts in 
CIS. 

10.316. The post of director, song anddrama division, is in the scale· of Rs.1800-2000. It has 
been brought to notice that the ministry has experienced difficulties in making recruitment to the post in 
the present scale of pay and improvement of pay scale has been suggested. We recommend that the 
post may be given the scale of Rs.4500-5700. 

10:317. It has been suggested by the Ministry that the pay scale of posts of manager and ·producer 
(Rs.550-900) may-be improved. We recommend that pay scale ofRs.2000-3200 for them. For the 
post of assistant director (Rs.650-960), we recomme~d the scale of Rs.2000-3500). 

10.318. There are 2 posts of joint chief producer in films division in the scale ofRs.lS00-2000. 
It has been suggested that the responsibilities of these posts have increased and the pay scales should 

. be improved. We recommend the pay scale of Rs.4500-5700 for the two posts. 

10.319. At present there are three categories of technical staff in the films division who are 
involved in film-making, viz.cameraman, recordist and editor. they have to work together as a team. 
The pay scales of the posts are however different. The ministry has recommended that, taking into 
account the techical nature of the work, there is need for uniformity in the scale of pay of these posts at 
different levels. there is justification for this view and we recommend the following uniform pay 
scales for the posts,- . 

·Chief cameraman/Cameraman(CFU) Chief recordist/Chief editor 
Cameraman/Recordist/Editor 
Assistant cameraman/ Assistant recordist/ Assistant editor grade I 

Rs.2375-3500 
Rs.2000-3200 
Rs.1400-2300 
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There are posts of story illustrator; assistant layout artist andjlssistant background artist in the 
films division in the scale of Rs.455-700. These posts are. filled on promotion by artist grade I in the 

· scale of Rs.425-640. Keeping this in view We recorfuri.end the scale of 1600-2660 for these posts. 

10.320. We note that the set up iri doordarshan is somewhat different fom the films division. 
There may be reasons for the difference. We have recommended the pay scales for posts in the films 
division. Keeping these scales in view, the ministry may examine and prescribe the pay scales for 
comparable posts in doordarshan. Till then, the posts in doordarshan may be given the pay scales 
recommended in chapter 8. 

XV. Ministry of Labour 

10.321. The Ministry of Labour deals with industrial relations, wages, employment, welfare of 
labour and sociai security of worknien, etc. ·in regatd to industries with which the central government 
is concerned and the laying down of national policy,· It is also responsible for the implementation of 
the laws relating to labour, safety in mines, and'adniinistration of welfare funds for workers in mines. 
It functions as the ncidal organisation for all activities relating to the International Labour Organisation 
(ILO). There are 9637 posts in the miriistry and its four attached and twenty two subordinate offices. 

10.322. The Directorate General of Employment and Training (DGE&T) is the apex organisation 
responsible for development and coordination at national level of programmes relating to employment 
service and vocational training scheme; The ministry has suggested that the technical posts in the 
organisation may be given the scles of pay of other engineering services as their qua~ifications and 
responsibilities are similar ... They have also to shonlder the responsibility .of teaching, training and 
guiding senior officers from the industry and state governments. The ministry has.suggested that the 
scales of pay of directors of training should be higher than the ·scale of pay of state directors'who are at 
present in the pay scaie ofRs.225~2500 in some states. The ministry has also intimated that they are 
considering the formation of a central engineering service for group A officers of DGE&T on ~e 
patern of organised group A engin~nng services. A:t this stage we recommend that the posts of joirit 
director/principal of Central Traifflng Institute' (Rs.1300-1700) may be given the scale of Rs.3700-
5000. . . 

"10.323. The assistant training officer class ll is a non-gazetted post in the scale. of Rs.650-960. 
While 75 per cent of the posts are filled by promotion- from the cadre of vocational instructor in the pay 
scale or Rs.440-750, 25 per cent ate ditectly recruifed. The training officer is a gazetted class ll post 
in the pay scale of Rs.650-1200' fiiled up by 100 per cent promotion from .the cadre of assistant 
training officers. The ministry has brought to notice. that the recruitment qualifications and experience 
as also the duties and responsibilities of assistant traMing officers and trainil1g officers are more or less 
the same and hence these two posts may be merge&· We agree thatpost of assistant training officer 
and training officet may be merged and given the scate ofRs.2000-3SOO and suitably redesignated 

· 10.324. The directorate' general of factory advice service and labour institutes (F ASU) looks after 
research, training and advisory' functions of industriaf safety and enforcement of safety in docks. The 
ministry has brought to notice tha~ all officers of the organisation are technically qualified personnel · 
either in the engineering diseiplii\e' or. other related fields and are required to possess industrial 
exj>erience of tWo to seven years at the time of initial• ~ecruitmenL They have made a mention of some 
difficulty in recruitment and retention of officers. We have examined the matter and recommend that 
the post of director general (Rs.2250-2500) may be givben the pay scale of Rs.5900-6700 and deputy 
director general (Rs.1800-2000), the pay scale of ~.4500-5700. The posts of directors (Rs.1500-
1800) and joint directorS (Rs.1300-1700) may be merged and given the s9ale of pay Rs:3700-5000. 

10.325. The director general mines safety (DGMS) deals with enforcement ~f the provisions of 
Mines Act, 1952, and the rules and regUlations made thereunder. Association of the officers of DGMS 
as also the ministry have brought to notice the persistent difficulties faced in the recruitment and 
retention· of officers. In view of this, the pay scales were revis~ in 1983. Direct recruitment in 
DGMS is now made at the level of deputy director in the pay. scale of Rs.1500-1800. The 
Kumaramangalam committee in its report recommended that the director general of mines safety 
should be ex-officio additional secretary to the Government of India. The Ministry of Labour has 
accepted this recommendation and proposed that the pay scale of the director general may be improved 
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further from Rs.2500-2750 to Rs.3oOO-..:(fued). They have also suggested upgradation of posts at 
other levels. We agree and recommend that the director general mines safety (Rs.2500-2750) may be 
given the pay ofRs.7300/-(fued) and the deputy director general (Rs.2250-2500), may be given the 
pay scale of Rs.5900-6700, directors (Rs.2000-2250) may be given the pay scale of Rs.4500-5700. 
We further recommend that the posts of deputy directors in the scale ofRs.1500-1800 andRs.1800-
2000 may be merged and given the scale ofRs.3700-5000. 

10.326. The association of chainmen in DGMS has suggested that the chainmen who are in the 
pay scale of Rs.196-232 may be given ihe higher pay scale of Rs.210-290 on par with chainmen of 
Indian bureau of Mines who are doing similar work. We agree and recommend that the chainmen in 
DGMS may be given the scale ofRs.800-1150. · 

10.327. The associations representing the officers and staff of the DGMS as also the ministry 
have suggested the grant of hazardous allowance and underground allowance. It appears to us that the 
suggestion has merit. We suggest that government may appoint~ task force to determine the rate of 
the allowance.and the categories of employees to be entitled to it. · 

XVI. Ministry of Law and Justice 
10.328. The Ministry of Law and Justice con~ists of (i) Department of Legal Mfairs (ii) 

Legislative Department and (iii) Department of Justice. The ministry is responsible for giving legal 
advice to the central government, drafting of legislation and matters relating to judges of the Supreme 
Court and High Courts. There are about 2200 posts m the ministry. The ministry also controls the 
official language wing (OL W) and is the cadre controlling authori~ of the Indian Legal Service (ILS). 

10.329. The ILS consists of two distinct cadres, one. dealing with advi~, under the Department of. 
Legal Mfairs, and the other wirth drafting under the Legislative Department There are 60 posts in the 

· service in four scales of pay viz. Rs.1200-1600, Rs.1500-2000, Rs.2000-2250 and Rs.2500-2750. 
These are comparable to the pay scales of other group A central services at apPropriate levels and our 
recommendation in. chapter 8 will apply .to these posts. · . 

10.330. Group A officers of OLW have suggested inclusion of their posts in the ILS. The. 
Ministry of Law and Justice is in favour of this suggestion. This is a mater which may be decided by 
governm~nt. · · 

10.331. In the Department of Legal Affairs, there are 12 posts of junior central government 
advocates in the pay scale of Rs.840-1200 in the branch secretariat at Calcutta. They have represented 
that they do not have any promotional avenues as they are not eligible for promotion to the post of . 
central government advocate in the scale of Rs.2000-2500 which are filled by direct recruitment . We 
have considered the matter and recommend that 2 posts of junior central government advocates may ~ 
giyen the scale of pay of Rs.3000-4500 and they may be filled by promotion accoring to a well defmed 
selection procedure to be laid down by the department. · 

·10.332. There are 32· posts bf assistant (Legal) in the pay scale of Rs.425-800. They have 
requested that .they may be given the pay scale of Rs.650-960. The qualification prescribed for 
recruitment to the post is degree in law with at least three years experience of legal work. The 
department of legal affairs is facing difficulty in recruitment and retention of assistant (Legal). They 
have therefore suggested improvement in their pay scale. We have considered the matter and 
recommend that the assistant (Legal) may be given the pay scale ofRs.1640--2900. 

· 10.333. Employees association of the Department of Legal Affairs has drawn attention to the 
problem of stagnation that exists in the case of court clerks. For 93 posts of court clerks in the pay 
scale of Rs.260-400, there are nine posts of legal assistants (bill of costs) in the pay scale of Rs.425-
700 available for promotion. At present, there are no posts of senior court clerks in the department 
Introduction of posts at this level will improve ·the career prospects of court clerks and we suggest that 
the ministry may convert some posts of court clerks in the existing pay scales of Rs.260-400 to the 
higher pay scale and suitably redesignate these posts. 

·10.334. There are two posts of superintendent (Printing) in the pay scale of Rs.650-1200. The 
posts of superintendent (Legal) are in the pay scale ofRs.840-1200. The ministry has suggested that 
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there should be parity in pay scales of superintendents. We agree and recommend that superintendent 
(Printing) may be given the pay scale ofRs.2375-3500. ·· · 

10.335. There are 35 posts of bilingual stenographers (Rs.42S-800) in the Ministry of Law and 
Jqstiee. The bilingual stenographers association has suggested higher scale of pay for them ali they 
possess higher standard of proficiency, calibre, skill and perform duties which are more arduous than 
those of unilingual stenographers. The association has also pointed out that there is no scOJ)e for 
promotion because all the posts are ex-cadre·and persons working in theSe posts are not eligible to 
compete f9f departmental/UPSC competitf,ve examinatiOns. They have also been excluded from the 
recently formulated central Secretariat offiCial language service (CSOLS). There is only one post of 
Senior personnel assistant in the pay scale ofRs. 650-1040 available for their promotion. As a res~t · 
they have to face stagnation. The ministry has also'reported .~J.CUJ.ty in ~tment at:td retendtion of 
bilingual stenograp~. . · ' : . · · · ·' . · · I • c • • • · • • , • · · ; 

. i • : • • - \ • ·: • • • . . ' . J 

10.336. A separate service of bilingual stenographers on_the: lines of central secretariat 
stenographers service (CSSS), as suggested by_ the bilingual stenographers association will not be 
viable. Taking all aspects of the matter into consideration we iecQmmend that bilingual stenographers 
may be included in the central secretariat stenographers .service with an atlowance of Rs.SQ/- per 
mensem for .tested proficiency in each additional language. · · .· · . · · · ·' · · ·' · . · , · ' . • 

.' . ' ' ' ' ./ J . ; i' . '. 

10._337. Posts in the legislative ~ent and the Department of Justice follow the scheme of 
revised scales of pay recommended in chapter 8. · ' 

XVII. Ministry or Personnel, Public Grievances and Pensions ·· ·' ' ( ) · ·' 
10.338. The Ministry ofP~l, Public Grievances ancfPensions consistS of~ departments 

namely- (i) J;>epartment of~eisonnel and Training, (ii) Department of Administratiy~ Reforms and 
Public Grievances and (ii) Department Pension and pensioners~elfare. There are abOut 7000 posts in 
the ministry. · ' · , · · · · . · . · · 

. . ~ . . . ... ,- . . . 

10.339. The ministry deals with policy relating to all service matters. It is the cadre controlling 
authority of the Indian Administrative Service and the central secretariat, services.• :The; Indian 
Administrative Service has been dealt with in the chapter on all;-India services. ThC ministrY also deals 
with matters connectred with administrative vigilance and criminal investigation with the help of 
Centrral Bureau of Investigation (CBI). It is responsible· for adininistraive' mattenl relating to 
administrative tnbuDals and staff selection commission. ' . · ' ·/ < '' ·: , ... " '· · • · · I •. • 

• . • . :. ' "T' ~ • v • j } 

10.340. There are two training institutes, namely, the La1 Bahadur Shastri National Academy of 
Administration, Mussosorie, and the Institute of Secretariat Training ·and niailagement, New Delhi. 
While the former provides training to personnel recruited to all-India services arid the central services. 

· the latter is mainly responsible for providing training to J}lose recruited ~ ,the~ c~ntral ~ecretariat 
services. · · ... · · · .. ,· · ., ,,. , ::· ... ·•· .. 

10.341. We have separately considered the paystructure of centralpoli~e organisations.under 
Ministry of Home Affairs. Pay scales of posts in the Centnll Bureau of Investigation, (CBI) are 
comparable with thein. Our recommendations regarding pay sCales of c~tral),olice' orglmi,sati<f1S, will 

. apply to CBI. · · · · · .. I .. : .~ · • · · I 

· 10.342. It has been represented that promotion opportunities 9f ,officers reeruited cfuectly~ CBJ . 
are unsatisfactory .. For 18 posts of superintendent ofpolice belonging to th~ cadre of CBI, _there III¥. 

_ two posts of DIG in the pro~otion quota..Vfe recommend that the promotion/. prospects o~ these 
officers should be adequately IID.proved and, if necessary, the number and rank ofoffices commg on. 
deputation may be suitable adjusted. · · · - · 

10.343. The pay of the postofnnector, CBI, is Rs.3250/-(flxed). It has been suggested that the 
duties of director CBI are comparable with those of director, lB. We agree and recommend that the 
post of director CBI may be given the pay ofRs.80001-(fixed). 

10.344. A sizeable number of posts in CBI are filled by bringing officers on deputation from s~te 
governments. In order to attract officers from state PQlice forces, there is provision for granting 
deputation allowance and special pay to police officers upto the rank of deputy superintendent of 
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police. Officers on deputation front" IPS cadres~ given special pay at the rates prescribed in IPS pay 
rules. . . , .... · . · · · 

10.345. The matter of.special'pay has be~n (;onsidered by us elsewhere. Director CBI has 
emphasised the need for continuing _the existing system and.has in fact proposed substantial upward 
revision in the rates of special pay and deputation i!Uowance to all officers coming on deputatiOn to the 
~BI since it is ?therw~se very diffic1.1lt to get ad~qyate .number of su~table persons on depu.tation. .In 
v1ew of these difficulties, we recommend the continuation of deputation allowance along wlth spec1al 
pay rates of deputation allowa:ni:e· .were revised by the government in January, J986, which may 
continue. · · · 

10.346. There is a post of curator in the saal~ pfRs.425-700. Essential qualifications for the post 
are master's degree in Indian history and diplom~ in mu!leology from a recognised univ~rsity. It has 
been suggested that the pay scale of this post may be jmproved. In view of qualifications prescribed, 
we agree to the suggestion for placing this post iq p~y scale ofRs.1640-2900. · 

10.347. The Lal Bahadur Shastri National Ag~~emy of Administration is an institution of national 
significance and its role will continue to grow with increasing emphasis on training at higher levels of
administration. Government may consider givin3 a higher statys lo the academy by declaring it as an 
institute of national importrance and introducing advanced c~>Urses. of professional and specialised 
studies in different branches of mamigement and ~JTiinistration. We have not~ that government have · 
revised the pay ~cale_s: of as sis tan~ professor, re~g~r ~d prQ{essor. They will get the scales of pay '!I 

recommended by us in chapter ~· . . . : . 

10.348. It has .been represented ·that the language instructor in tl\~ academy who has to_ teach two . 
languages is in the pay scale of Rs.440-750 and gpes not \\~we {>,J;"Omotional avenue. Hindi instructor 
in the academy is ·in the scale of Rs.550-900. T\1,~ qualifications for both the posts are similar. The 
nature of the duties are comparable. V! e have considerecl the matter and recommend the scale of pay of 
Rs.1640-2900 for reginaqanguage instructor. · . _ . - ·_ 

.. '; . 

XVIII. ~liiils~ry of. Pl~ftnf~·g .' · 
10.349. '.Ministry· o(.Planning"consists of tb,~ Depal1m,ent of Planning and the Department' of 

Statistics. -Besides there. is_ the J;'~anning Commis.s.lo.n a separate entity which is the his\t~t body ~t the 
nat~onallevel de~ling ·w~ the f~~ulation, moJ;l\toring and evaluation of deve\opment ~laos fo~ the 
entire countly;. · ·. · · · · · ·· · · • . · . · . . - .. . . ' . . . ~ . . 

The Department of Statistics is responsible fo~ coordination of all s~tistical ~ct,i;vlt\es at th~ cel.l.tre 
. and for collection and processing of socio-econom,i,~ ~-ta required fo{ plan focmulat!QR. · 

:Oe Department of Statistics has under its c<mtrOl the Central ~~tis tic~ Organjsation (CSO) and 
National Sample Survey Organisation (NSSO). · .. 

There are about 9000 posts in the ministry. 

10.350. The· Department of Statistics is the ~~dre cot;tqolling a~thority of th~ IndilUl Statistical 
Services (ISS) which is ·a group A central serv~ce .. TherQ are about 600 of~cers in the service 
distributed in four grades viz., Rs.700-1300 (g.r~de IV), Rs.1100-1600 (grade ill), Rs.1500-1800 
(grade ll) and Rs.1800-2000 (grade 1)._ A selec~ori grade of Rs. 2000-2250 has been introduced for 
20 per cent posts of the combined strength of graciQ I and n but the number has been. limited to 50 per 
cent of the strength of grade I posts. Some higher,:. ex..ca<,ire posts above the selection grade level are 
also held by M~mbers of the service. · 

10.35 L The Indian statistical service associa#on hilS suggested aboiition of lateral entry in the 
ISS; It was in puprstiance· of .the ~commendations of the Third Pay Commission that direct 
recruitment at grade III level was dispensed witl:t, and was reduced to 25 per cent at grade n level. 
However, direct recruitment has been continued 11-~ grade I level although the Third Pay Commission 
considered it to be unnecessary., In ord'?f to attract talent to this organised service to which recruitment 
is being made through a competitiv~ examination conducted by UPSC, we think' it necessary to 
provide reasonable ~pportuni.ties. We are not in favour of lateral entry upto grade I of the service. 
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10.352. In all org~sed group A centnil services there is junior administrative grade in the scale of 

Rs.1500-2000 above the senior time scale. In Indian Statistical Servicef, however, posts ftt this level 
are distributed in tw~ pay s~ales of Rs.1500-18~ an.d Rs .. 1800-2000. "W_e/ are of the v.ie~ that the 
grades structure of this servtce should be brough~ m lme wtth other orgarused group A servtces. We. 
accordingly rP..commentd that grade II and grade I may be merged and given the revised scale of 
Rs.3700-50Q0. PostS in other scales of pay and the selection grade posts may be.. given the revised 
scales of pay recommerided in chapter 8. · • . · · 

10.353. It has been ~~bught to norlce that th~re are no cadre posts.in the service beyond grade l 
and this has led to frust,f.ltion. There are, however, some ex-cadre posts in higher grades which are 
held by membersof the}service. The association has suggested encad&ing of all these posts .to 
improve carre[progression. We fuid merit in tQi& suggestion and recommend that the posts of director 
general (DG), Central 'Statistical Organisatio11 apq chief executive officer, National Sample Survey 
Organisation may be e'ncadred, in the service. ·As, the DG, CSO will be the highest cadre post of the 
service, we recommeri,d that the pay of the po~t may be .revised from Rs.3000/- fixed to Rs.8000/
fixed. The need for providing a few post the scale of Rs.5900-6700 for the members of the service 
may also ·be examined by Government. · · · · . · · · · ' 

10.354:. At preljent most of the feeder posts recognised in ~arious ministriesidepartments. for 
promotion to grade IV level of Indian Statistical Service are group B posts which are borne on the pay 
scale of Rs.550-900 with gazetted/non-gazetted status. However, in some ministries/departments 
there exist two pay sca\es for these recognised feeder posts viz; Rs.650-1200 and Rs.550-900 .. In the 
integrated list of the incumbents of these posts prepared by the respective cadre authorities, the 
principle followed is that holders' of posts on the pay scale ofRs.650-1200 are placed en~block above 
the persons on the lower scale i.e. Rs.550-900. There is provision for direct recruitment to the posts 
in the pay scale of Rs.550-900.and posts in the pay scale of Rs.650-1200 are promotion posts· frotn 
the lower level. The qualifications prescribed for .direct recruitment posts are post~gra4uate degree in 
mathematics/statistics or economic/commerce (with statistics). The promotion quota for the feeder 
posts to grade IV level of ISS was increased from125 to 40 per cent from' August 15, 1981, 

10.355. The strength of the recognised feeder posts for promotion to grade IV lev~i ofJndi~n 
Statistical Service is 322 out of which 19 are in tl1~ pay scale of Rs.650-1200~ The sanctioned strength 
of the grade IV level is 328. . 

10.356. From tirite to time the holders of f~eder posts in various ministries/departments wet~ 
promoted on ad-hoc basis to officiate against grade IV cadre posts oflndian Econmfic ~ervice and the· 
indian Statistical Service. In a recent judgement passed by the Supreme Court on -rebruary 11, ~986, 
the Union Government has been directed "to treat all persons (ad-hoc promotees.)who are stated to 
have been promoted iii this case to several posts in grade IV in this service contrary to the Rule till now 
as having been regularly appointed to the said posts in grade IV under Rule 8(1 )(a)(ii). and ,assign them 
seniority in the cadre with effect from the dates from which they are continuous!)' officating in the said · 
posts". · 

10.357 .. It has been suggested t~ us that the promotion quota for feeder ~s~. to ~radeiV ievel of 
ISS may be mcreased and all recogrused feeder posts may be placed in a common pay'~cale of Rs.650-
1200 . . . . . 

' e Ill • • • r .; liO • 

10.358. We ftnd that posts in the pay scale ofRs.650-1200 ~e pro~otion pOSts f~f)Jn posts in the · 
scale o~Rs.550-900 •. ~t present the posts in ~e scale of Rs.650-~00 are too few to p~yide adequate 
promotion opportunities. We therefore recommend that adequate number of posts in ~s.2000-3500 
~y be provided to serve as effective stage of promotion to grade IV of the service. W¢.lpo not agree 
to the _increase of promotion quota beyond 40_per cent for feeder posts to grade IV level of1ISS. · 

10.359. At present the pay scale of assistant superintendent in NSSO, Department oftl)iatistics, is 
Rs.470-750. It is a promotion post from the level of investigatOr on the pay scale of RsA~-100. The 
pay scale for the post of investigator was recommended by the Thud Pay Commission as ~s.3B0-640 
which was subsequently revised to Rs.425-700 from Mayl, 1982, on the basis of an award given by 
the Board of Arbitration. · 
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. 10.360. The sanctioned strength of assistant superintendent is 1720. The next higher post for the 

assi~tant superintendent is in the pay scale of Rs.SS0-900 which is a feeder post to· grade IV level of 
Indian Statistical Service•. The sanctioned strength of posts of superintendents in NSSO is 376. 

10.361. The duties and responsibilities of assistant superintendent in NSSO are to carry out 
field/special studies and submit reports, observe crop cutting experiments and provide technical 
guidance to the primary workers, to atten9. to field work in connection with various studies including 
annual survey of industries and to,guide and supervise the work of junior staff. It has been suggested 
that (a) the pay scale of assistant superintendent in NSSO may be revised from Rs. 470-750 to 
Rs.SS0-900 in view of heavy duties and responsibilities at this level and also on account of prevalent 
stagnation and (b) the post of assistant superintendent may be merged with the post of superintendent 
inNSSO. 

' 
10.362. We have considered the matter and recommend that the post of assistant superintendent in 

NSSO may be placed in the pay scale of Rs.l600-2660. We do not agree to the merger of this post 
with the higher level post of superintendent iti NSSO. it1 view of the functional necessity at this level 
reported to us by the Department of Statistics. · · 

.. XIX. Ministry of Science and Technology 
10.363. Ministry of Science and Technology is concerned with formulation of policy and 

guidelines on science and technology and coordination of matters in this field. The important scientific 
organisations under the ministry are the Survey of India, India Meteorological Department (IMD) and 
National Atlas Thematic and Mapping OrgaJlisation (NA1MO). The ministry and its constitutent Units 
are treated as scientific organisations and there are about 26,700 posts. 

10.364. There are about 300 group A posts in the Survey of India, of which a large number are 
held by army officers second from corps of· engineers. The remaining posts are held by civilian 
officers. Army officers working in the Survey of India; continue to retain their lien in the army and 
therr pay is regulated under a special formula. As result, an aqny office~ in Survey of India draws 
much higher pay than his civilian counterpart in the same grade and even iri higher grades. The Third 
Pay Commission examined the matter and recoJ:nmended regulation of pay of army officers under 
normal deputation terms and maintenance of separate seniority lists for civilian and army officers. But 
those recommendations were not implemented. We have been infornied that government is 
considering changes in the recruitment rules to provide for recruitment to SO per cent of posts at the 
level of deputy superintending surveyor (Rs.700-l300) through engineering services·examination 
conducted by UPSC. It is also propo6ed to increase the intake of civilian officers from the present 
level of SO per cent to 80 per cenl We are of the view .that there should be separate seniority lists for 
civilian and army officers, and the army officers .who are absorbed in the ~urvey of India should not 
have any lien in the corps of engmeers for purposes of pay, seniority, etc. Once they are absorbed, 
they should look for a career only iri the Survey of India. The disparities which have persisted for 
many years should be removed by revising the service rules· on the lines suggested by us. It may_ be. 
mentioned that the matter came up before the Supreme Court and it was observed by the Hon'ble Court 
that the discontent among civilian officers should not be ignored. We hope that the suggestions made 
by us will remove the disparities and early action may be taken on them. 

10.36S. The posts of director in the Survey of India are at present in two scales, selection grade 
(R~.2000-22SO) and ordinary grade (Rs.1800-2000). These posts are filled by promotion from the 
p<)st of deputy director in the scille of Rs.lS00-1800. We recommend that the two grades for director 
may be merged and given the scale ofRs.4SOO-S700. · 

10.366. The post of ~urveyor general is in the pay scale of Rs.2So0-27SO. Looking to th~ 
importance of the post and the sj~ of the organisation, we recommend the pay scale of Rs.S900-7300 
foril 

• .a •• • •• 

10.367. The scales,9f P!lY.of division I employees in the ordinary grade of surveyor, survey 
assistant, draftsman, I!C}eritific'assistan~ fllld geodetic computer has recently been revised from Rs.42S-
700 to Rs.425-7SO .. J.t,.his'heen suggested that there are two other comparable categories, namely 
engraver and technical assistant ~~p-reproduction) in the ~cale of Rs.42S-700 which should also be 
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given the same scale. We agree and reco~d that these two categories of posts may ~ given the 
scale of Rs.l400-2600. 

10.368. Some of. the group C and Group D staff, who are rendered surplus during non-field 
season, which sometimes extendS overS months, are granted departmental leave. Leave salary for the 
first three months is disbursed every month but thereafter if is paid. only when the employee reports 
back for duty for the next field season. . It has been represented that the leave salary should be paid 
evecy month even beyond the first three months. We agree and recommend that leave salary may be 
paid every month upto a period of six months instead of three months. 

10.369. IMD has about 8000 post and there are five regional meteorological centres under it 
While one of the regional centres is headed by a deputy director general in the scale ofRs.2000-2250, 
the other four regional directors are in the scale ofRs.1500-2000. They supervise the work of other 
directors who are also having the same scale of pay. It has been suggested that the regional directors 
may be upgraded to the level of deputy director general. We agree and recommend that the 4 posts of 
regional directors in the scale of Rs. 1500-2000 may be, upgraded to the level of deputy .dinictor 
general and given the pay scale ofRs.4S00-5700. 

( . 
10.370. The pay of the post of director general, IMD is Rs.3000/-(ftxed).- Considering the role 

and importance· of the organisation and the responsibilities of· the post of director general, we . 
recommend the pay or Rs.7600/- (ftxed) for the post 

10.371. The posts of obserVer in the scale of Rs.26o-430 ·are filled 100 per cent by direct· 
recruitment from amongst matriculates. It has bee'n stated that most of the observerso'with their J.irtlited 
knowledge and inadequate experience are unable to cope with the technical. aspects of the work 
entrusted to them. The department is in favour of phasing oqt the cadre of observer. · Department may 
consider providing suitable in-service training tO upgrade the skill of the existing inc\lmbents. · Furth~r 
recruitment to the posts of observer should be discontinued and future recruitment should be of 
graduates in science in the scale of pay admissible to senior observers. · · · 

. . .. . .. ··-' . ,, 

10.372. At present the posts of assistant meteorologist (Rs.650-1200) ar~ filled by promotion. To 
improve the quality of service at this level, we suggest that the department may examine the desirability 
of filling some of these posts by direct recruitment · ' · · ·, · · ' 

i ~ ·, ; • 1 

10.373. The postof director, NA TMO is in the .scale of pay of_Rs.2000-2250, In yiew o(the 
importance of the post and the recommendation which has been made to upgrade it _we recommend that 
the post may be given the scale of Rs.5900-7300. 

10.374. There are 35 posts ofjuniorresearch.assistantin the scale ofRS.550-800which are filled 
100 per cent by direct recruitment an~ the qualification prescribed is master's degree in geography. 
The promotional post is senior research assistant in the scale of Rs.550-900 for which also the 
qualification for direct recruitment is the same with some training and experience in research work . 
Considering the broad comparability of the work at the two levels, we recomme~d .that the. posts of 
junior research assistant may be merged with the posts of senior research assistant and given the pay 
scale of Rs. 1640-2900. The post may be redesignated. · 

XX. Ministry of Steel and Mines 
10.375. The Ministry of Steel and Mines has two Departments under it, namely, the Department 

of Steel and the Department of Mines. · 

10.376 .. The Department of Steel is responsible for planning and implementation ofpolicie~ for 
production, distribution, import and export of iron and steel. There are about 750 posts in the 
department of Steel including the office of the Iron and Steel Controller. 

' Department of Mines 
10.377. The Department of Mines is responsible for survey and exploration of minerals, other 

than natural gas, petroleum and atomic minerals, mining and metallurgy of non-ferrours metals and 
administration of Mines Minerals (Regulation and Development) Act, 1957. The department has three 
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offices under it, namely, the Geologic.al Survey of India (GSI), the Indian Bureau of Mines (IBM) and 
Controller of Mining Leases (CML). There are about 20,000 posts under the department 

10.318. GSI is primarily responsible for geological mapping, geo-physical survey, mineral 
investigation including off-shore mineral exploration, geotechnical investigation, etc. The working of 
the organisation was examined by a review committee which made several recommendations pertaining 
to the administrative, financial, and policy planning structure and procedures in the GSI. In line with 
those recommendations, government constituted a board of management for the GSI in 1978 which is 
the policy-making and sanctioning authority for GSI. In pursuance of the recommendations of the 
view corfimittee, posts at senior levels were also created to improve the chain of command and to 
provide better organisational design. There are about 18,000 posts in GSI of which about 2600 are 

. group A posts distributed in various disciplines like geology, geophysics and geo-chemistry. 

10.379. The associations representing officers of GSI having requested for upgradation of the pay 
scales of the posts of director general and senior deputy director general. It has also been suggested 
that direct entry should be permissible only at the level of Junior time scale and there should be no 
direct recruitment to posts in the senior time scale. It has also been pointed out that there is direct 
recruitment at successive levels 'with broadly similar qualifications which should be modified to 
improve the promotional prospects of direct recruits. · 

10.380; We have considered the suggestions. GSI is a large multi-disciplinary scientific 
organisation. Having regard to this and the duties and responsibilities of the director general, we · 
recommend that DG, GSI, who is at present on a pay of Rs.3000/-(fixed) may be given the pay of 
Rs,8000/-(fixed). We also recommend that three of .the e~isting posts in the senior administrative 
grade in the department may be upgraded and given the pay of Rs. 7300/-(ftxed). The posts may be· 
suitably designated and officers belonging to different disciplines in GSI may be considered for these 
posts .. We also recommend that posts in the two levels of senior administrative grade in the scales of 
Rs.2250-2500' and Rs.2500-2750 may be merged and given the scale of Rs.5900-6700. Our 
recommendatins in regard to selection grade in the scale of Rs.4500-5700 for ·other services will apply 

· to officers in GSI also: 

10.381. There is no uniformity in regard to direct recruitment to senior time scale posts in the 
different branches of GSI. While there is no direct recruitment at this level in the geology, minerology 
and drilling streams, there is direct recruitment to the extent of 25 per cent in the geo-chemist, geo
physics and instrumentation branches. Since there is direct recruitment to the extent of SO per cent in 
lower posts in the scale of Rs. 700-1300, the department may consider whether direct reCruitment at the 
level of senior time scale posts could be dispensed with. 

10.382. The administrative officers' association has represented that the post of regional 
administrative officer (Rs.l300-1700) should be given the pay scale of Rs~ 1500-2000 as applicable to 
directors in other streams. These posts are filled by promotion from the posts of senior administrative 
officer (Rs.ll00-1600). Wetecommend the scale ofRs.3700-5000 for these posts. 

10.383. While pOSts of senior technicat assistant in the scientific disciplines in the department are 
in the pay scale of Rs.550-900, the posts of senior technical assistant (Mining) are in the scale of 
Rs.550-750. There is direct recruitment to 25 per cent of these posts from degree holders in mining 
engineering and the remaining posts are filled by promotion from the posts of junior technical assistant 
(Rs.425-700). We recommend the scale ofRs.1640-2900 forrthe posts of senior technical assistant 
(Mining). 

10.384. There are 12 posts of artist in the scale of Rs.650-1200 and one post in the scale of 
Rs.650-960, all of which are filled by promotion from posts in the scale of Rs.550-900. We 
recommend the scale ofRs.2000-3500 for the post in the scale ofRs.650-960. 

10.385. There are six posts of translator (Foreign language) in the scale ofRs.650-9ro for which 
the qualification is a degree with knowledge of the concerned foreign language. Having regard to the 
qualifications and duties of the posts, we recommend the scale of Rs.2000-3500 for them. 

10.386. IBM is a multi-disciplinary scientific and technical organisation responsible for 
conservation and systematic development of mineral resources, statutory inspection of functions 
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envisaged by the Mines and Minerals(Regulation and Development) Act, 1957, and administration of 
the Mineral Conservation and Development Rules, 1958. IDM with its headquarters at Nagpur and 12 
regional offices, has a total staff of about 1,700. . · · . · · 

· 10.387. The ass~iation of mining engineers ofiDM has requested for parity in their pay scales 
with mining engineers in the Directorate General of Mines Safety (DGMS) under the Ministry of 
Labour. It has bee~ painted out that IDM is a multi-functional organisation and there should be parity 
between the mining engineers employed in the two principal organisations under the governrrienL The 
organisational structure of IDM was recently examined by the IDM Review Committee and, in 
pursuance of its recommendations, the pay scale of the head of the organisation was revised from 
Rs.2250-2500 to Rs.2500-2750 in August 1985. 

10.388. We have considered the matter. There are differences in the organisational structUres of 
IDM and DGMS. Taking note of this, and the other relevant factors, we recommend ·that pay scales of 
the following posts in IDM may be revised as un~,- · 

Sl. No. Designation 

1. 
2. 
3. 
4. 

Controller general (Rs.2500-2750) 
Chief controller (Rs 2250-2500) 
Regional controller of mines (Rs.1500-2000) · 

· Deputy controller of mines (Rs.1200-1700) 

Proposed pay, scale_· 
, · (Rs.) · 
·1300/- (fixed) 
5900-6700 . 
;4100-5300 
3700-5000. . . 

10.389. The department has emphasised that inter .se relativity of the officers belonging to the 
various disciplines in IDM should be maintained. We agree and recommend that the following posts 
may ~ given the pay scales indicclted against them,-

SI. No. Designation 

1. 
2. 

3. 

Director ore dressing (Rs. 2250-2500) 
Superintending mining gealogist Superintending ore 
dressing officer SuperinateQding mineral Economist 
(lnterlligence) (Rs.1500-2000) 
Regional rilining geologist Ore dressing officer Mineral · 
Economist (Geo-Group Intelligence) (Rs.1300-1700) 

. . 
Proposed pay scale 

-. (Rs.) 
. 5900-6700 
·. 4100-5300 . 

·' 

3700-5000 L 

' 
10.390. The posts of senior technical assistant (Mining) in the scale ofRs.550-750 have a 

selection grade in the scale ofRs.700-900. We recommend that these two grades may be merged and 
given the scale ofRs.1640-2900. 

10.391. There are 'pasts of laboratory assistant (Rs.380-560) and pilot plant assis~t (Lab.) in the 
scale of Rs.330-560 which are filled by promotion from senior lebo{atory attendant (Rs.260-400). 
Both these categories are eligible for promotion to the post of junior technical assistant in the scale of 
Rs.425-700. We recommend the pay scale ofRs.1320-2040 for these pOsts. · .. 

10.392. There are posts of administrative officer (Rs.840-1200) whif::h are filled by promotion to 
tlie extend of 50 per cent from assistant ~~tive officer (Rs.650-1200). We recommend the pay 
scale of Rs.2200-4000 for the posts of administrative officer. . · 

XXI.. Ministry of Textiles . 
10.393. The Ministry of Textiles deals with matters relating to textileS- (cotton, silk. woollen, jute 

and handicrafts, etc.). The following offices are functioning under the ~trty,- . 

Attached Offices ·. 
i) Off"J.Ce of the development commissioner for handlooms; 
ii) OffJ.Ce of the development commissioner for handicrafts; 
subordinate Offices 
i) Office of the textile commissioner; 
ii) Office of the jute commissioner. . 
The total number of posts in the ministry is about 5400. 
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10.394. Under the development commissioner for handlooms, there are 23 ix>sts.of technical 

assistants (Dyeing) in the weavers' service centres. The ministry has suggested that the existing pay 
scale of this post may be revised from Rs.550-8QO to Rs.SS0-900 as applicable to technical 
superintendents. These are supervisory posts in the _Dyeing section. The qualifications prescribed for 
the posts of technical assistant (Dyeing) and technical superintendents as also the job responsibilities 
.are comparable. We agree and recommend that the posts of technical assistant (Dyeing) may be given 
the scale ofRs.1640-2900. . · · 

10.395. There are 4 posts each of weaving instructor/demonstrator in the pay scale ofRs.260-400 
in the Indian Institute ofHandloom Technology. The ministry has suggested that these posts may be 

: upgraded to the pay scale of Rs.330-560 .as applicable to weaving assistant, in weavers' service 
centres. The weaving instructors/demonstrators are matriculates with diploma in handloom technology 
and have to teach and demonstrate to trainees. Taking this into accou:r:tt we recommend that weaving 
instructors/demonstrators may be given the pay scale ofRs.1200-2040. 

'xxn. Ministry of Transport 
. . 

10.396. The Mini.stry of Transport comparises Department of Railways, Department of Civil 
A viatioil, and Department of Surface Transport. 

Department of Railways 

10.397. The Department of Railways in the Ministry of TranspOrt is ihe largest department of the 
governmeni of India employing more than 15 lakh employees. The Railway-Board is responsible for 
the administration and management of Railways. The Board consists of a Chairman, and five 
members, including the Financial Commissioner, who function as ex-officio secretary to the 
government Secretary, Railway Board, is head of the railway secretariat The Board is assisted by 
three advisers who exercise the powers of the members of the Board in their re-spective spheres, except 
for matters of policy which require the Board's specific approval. · 

10.398. Posts of Chairman and members of the Board except the post ofF~ancial Commissioner 
are fillet! by officers from the railway services. It has been represented by officers of the Indian 
·Railway Accounts Service (IRAS) that in the context of the specialised professional role which 
members of the service are called upon to play in the day-~-day work, the post of Financial 
Commissioner should be a cadre posts of IRAS. They have. also pointed out that there are inadequate 
avenues of promotion for senior officers of1the service. It has been stated that the Financial 
Commissioner (Railways) has a special status as the representative of the Ministry' of Finance in the 
Department of Railways and that indepth knowledge of the multi-disciplinary working of the railways 

· is- essential for the posts. Members of IRAS are well equipped to discharge this role. The Railway 
Reforms Committee has suggested that preference should be given to IRAS officers if the merits are 
aomparable. We are of the opinion that the post of Financial Commissioner should be filled by an 
officer of IRAS. · · · · -

' 10.399. Department of Railways controls 10 organised serviCes of railway officers of which five 
relate to engineering. In addition, there is a separate Railway Board Secretariat Service (RBSS). The 
. federation of railway officers has referred to the responsibilities shouldered by officers of the different 

. services in the railways which operate found the clock throughout the year, and the disparity in the 
. career prospects of officers including the medical officers. In our opinion the number of higher level 
posts in a multi-service organisation like the Railways should be fairly distributed among the differen~ 
services. The Department of Railways may review the position from time to time. 

· 10.400. The staff in the Railway Board is drawn from Railway Board Secretariat Clerical Service 
(RBSCS) and Railway Board Secretariat Stenographers Service (RBSSS) organised on the lines of the 
corresponding Central Secretariat Services. In addition, there is a separate Railway Board Secretariat 
Service (RBSS) for manning posts of assistant, section officer, deputy director and joint director. 
Officers of the different railway services are also considered for posting in the board at the level of joint 
directors and above. The designations of posts in the board are different from other departments of 
government. · · 
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10.401. It has been suggested that oft"JCers ofRBSS may be made eligible for promotion to higher 
posts in the Secretariat of the Railway Board. We agree and recommend accordingly. 

· 10.402. At present there are 18 posts of Additional General Manager in the pay scale ofRs.2500- · 
2750 with a special pay of Rs.250/-.. A suggestio~ was made that the posts should be abolished and 
posts of Principal heads of departmcmis may be created instead. We are of the view that this is a mauei 
for government to decide. For ~e post of Additional General Manager, we recommend the pay of ·. 
Rs. 7300/- (fixed) without any special pay. 

10.403. There are about 2400 offiCers in the Railway Medical Service (RMS). RMS, at present, 
makes recruitment of doctors at the levels of assistant divisional ~cal officer (Rs.100-169Q) and 

· divisional. medical officer (Rs.1100-1800): The department has informed that it has been decided tO . 
stop direct recruitment at the level of divisional medical officer. Unlike the other two organised h~th 
services (CHS and IOFHS), RMS bas no separate cadro of specialists and doctors possessing post. 
.:graduate qualifications work as specialists. The present cadre structure in RMS does not proVide 
enough opportunities of pomotion to officers of this service. The "SerVice requires reorganisation with 
adequate number of posts at different levels,. including creation of posts of specialists wherever! 
necessary. The question of having two or three posts in the pay of Rs. 7300/- (fiXed) may also be . 
considered by govenunent. Pending such re-organisation of the service; we recommend that the 
officers ofRMS may be given the scales of pay recommended by us in c~pter 8. · · · .. · · .. 

10.404. · The Director Oeneral who is at present on the pay of Rs.3000/- is in charge 'of a large 
medical service spread all over the country. Looking to the duties of the post, we recommend that it 
may be given the pay scale of Rs.7300-8000. 

· 10.405. All India Railwaymens Federation (AIRF) and National Federation'oflndian Railwaymen · 
(NFIR) referred to the difficulties· experienced by the railway employees on account of application of 
the principle of common and uncommon ca~gories. They stated that "simply ~ause designations are 
common and general description. of duties is siiriilar it is absolutely unfair to treat the staff belonging to · 
the slime category in different departments as alike forgetting a more _important factor viz., the 
conditions of work and service:. In making our recommendations, we have taken note of the 
importance and the special features of the railways. · · ' 

10.406. Another issue on which emphasis was laid by both the federations r~lated to the 
comparability of the railways and the public sector. We have dealt with the matter elsewhere. 

. 10.407. There is proliferation of designations on the railways. While some progress has been 
made in standardisation-of designations, the work is yet to be completed for a number of posts in 
different Oepartments of railways. Reduction of categories and re-grouping of the posts on the basis of 
functional need and duties and responsibilities may be taken up em a priority basis .. For a proper cadre 
planning and career progression, multi-functional categories may be useful. For instance, the need for 
having typists as a separate category may have~ be reviewed. . · . : · . . .. · ; · . 

10.408. The problem of staft"mg in a complex organisation like railways has been dealt with by 
prescribing perpentages of posts at different levels for various categories. This is being reviewed 
periodically. This has impoved the career prospects of the emplpyees. · 

10.409. There is a separate cash and pay departnient hi the railways' With cashiers and shroffs 
constituting distinct categories. Railways have a system of payment of honorarium for cash 
disbursements in accordanccwith prescribed norms which differ from railway to railway. Even very 
large payments arc made in cash. As against this, ca5hiers in the ministries/departments are paid 
special pay based on the quantulll of cash handled by them. In some cases in the railway·s_, the 
honorarium received in a year far exceeds the salary. The department may consider adopting a scheme 
for grant of special allowance for this category of posts as recommended by us in chapter11 with such 
modifications as may be ncecssmy, or adopt some other suitable method. 

10.410. Research Designs and Standards Organisation (RDSO) functions as 'technical adviser and 
consultant to the Railway Boant, the zonal railways, the production units and also the public and 
private sector undertakings in respect of designs and standardisation of railway equipment Director 
General, RDSO has the status of a general manager of the railways. Senior posts of joint director and 
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above are filled mostly by drawing officers from the various railway services on tenure basis. RDSO 
has its own cadre of non-gazetted staff. Group B officers in RDSO have promotional avenues to 
group A posts on a pattern more or less similar to the one prevalent in the zonal railways. 

· 10.411. Various u~ions and associations representing different categories of staff working in 
lU)SO have expressed their views regarding the status of RDSO in support of their claims ,for higher 
pay scales. Suggestions ranged from treating them as ministry level staff, to industrial workers. 
Another suggestion was to treat RDSO as a scientific organisation and the employees working in 
RDSO as scientific staff for determining their pay scales. Department of Rail\Yays have stated that 
RDSO is an attached office of the department. The Lucknow Bench of the Allahabad High Court has 
held in a case that the employees working in RDSO are to be treated on par with employees of the zonal 
railways viz., employees of a subordinate office. The Allahabad High Court has, however, taken a 
different view in another case. We understand that the Department of Railways have filed a petition in 
the Supreme Court in respect of the decision of the Lucknow Bench and the matter is 'sub judice'. 

10.412. As tegards the suggestion for treating RDSO as a scie~tific organisation anq the 
employees working in it as scientific staff for the purposes of pay scales, we are inclined to think that it 
is a matter for .the departmen~ concerned to examine and take a decision. 

·. l0.413. RDSO class ID employees' association as also the sen,ior subordinates association have 
suggested that the scales of pay of senior design assistants and senior research assistants may be 
equated. The matter has been reviewed by the railways on more than one occasion and no change 
appears to be call~ for. · : ' 

10.414. There are 16 Railway Recruitment Boards (previously known as Railway Service 
Commissions). Each recruitment board consists of. a chairman in the pay scale of Rs.2000-2250, 
member-secretary in the scale ofRs.1500-2000 and an assistant secretary in the scale ofRs.650-1200. 

10.415. Department of Railways have framed recruitment rules in consultation with UPSC for the 
.appointment of chairman, member-secretaries and assistant secretary of the Recruitment Boards. 
Chairman of these· boards are selected from (i) retired railway/government officers; Ex-members of 
Parliament; '(iii) Men of repute Niz., educationists, eminent lawyers, etc. and (iv) officers of the 
central/state governments/railways. Member-secretaries are selected from a panel of officers of the 
Railway Board Secretariat Service and zonal railways. Assistant secretaries are on deputation from 
section officers/permanent assi~tants of the Railway Board Secretariat Service and stenographers grade 
B of the Railway Board Secretariat Stenographers Service with 8 years service. UPSC is associated 
with all the selections. 

10.416. The high level Committee on Railway Reforms has recommdned that a Recruitment Board 
should consist of a chairman, assisted by a full-fledged member, instead of the existing member
sec-retary and a secretary to the Board in place of the existing assistant secretary and that these officers 
should be of adequate status having regard to the responsibilities devolving on the boards. · 

10.417. As and when government take a .decision on the suggestion of the Railway Reforms 
Committee and the set pp is restructured, in consultation with UPSC, the posts in the revised set up 
may be given such scales as may be considered appropriate. In the meantime the existing posts may be 
·given the appropriate revised scales recommended in chapter 8. 

10.418. Extensive training facilities have been created ~n the railways to enable them to organise 
~nd undertake training of all categories of staff to improve their skill and abilities and to keep them, 
abreast of the technological changes. The in house training facilities for officers are organised mainly 

· in the four centralised training institutions viz., Railway Staff College, Vadodara, Indian Railways 
Institute of Advanced Track Technology, Pune, Indian Railways Institute of Signal Engineering and 
Tele-communication Secunderabad, and Indian Railways Institute of Mechanical and Electrical 
Engineering, Jarnalpu'r. The latter three institutions have a specialised approach for certain dis~iplines 
like civil engineering, signal and mechanical engineering. Railway Staff College, Vadodara, ~mparts 
training in general management to all officers of Indian Railways. A variety of courses of d1fferent 
types viz., foundational/induction training, management' development programmes, executive 
development programmes, refresher courses, promotional trainipg, other customer-oriented training 
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courses; etc. are conducted in these institutions. In addition to these, railways also make use of 
facilities available elsewhere in the country, including those organised by the Department of Personnel 
and Training, professional institutions like the Indian Institute of Management, Ahmedabad, and Indian 
Institute of Public Administration. Some of the officers are also sent for training abroad under various 
Aid schemes under the Colombo Plan, UNDP, etc. 

10.419. Barring a few posts of instructor/senior instructor in the training institution'at Jamalpui 
for which direct rec!lf.itment of engineering graduates is made, other posts of lecturer/instructor in 
training institutions·are filled by ~ansferring officers of suitable disciplines and experience from 
different cadres of the railways. 

10.420. Some benefits are likely to be available to the instructorS/trainers in these institutions as a 
result of the guidelines issued by the Department of Personnel· and Training in their· Office 
Memorandum No.12017/2/86-Trg (T &P) dated February 7, 1986, providing incentives in the form of 
direct and indirect benefits upto 30 per cent of gross emoluments for those in training assignments of 
group A officers. · · · · 

10.421. Having regard t~ duties and ies~sibili.tie~ of tfie'post, views ·of Departm~t of Railways 
and other relevant factors, we recommend that the Principal of the Staff College, V adodara, may be 
given the scale ofRs.7300-8000 as against the eXisting payofRs.3000/- (fixed). Principal and staff . 
of other institutions may be given the appropriate revised scales recommended in chapter ~. · . · 

\ . ~ ~ - . . .. _.. . . . . ~ . . - . ' . 

10.422. In addition to training of officers, the specialised institutions at Pune, Secunderabad and 
Jamalpur also undertake courses of training for groups C and D staff of respective disciplines. Besides 
these institutions, there are a number of zonal training schools on different wnal railways where posts 
of instructor are treated as ex- cadre posts and are generally filled from amongst the volunteers of 
different categories of staff in the respective departments either on the basis of sele~tion or suitability 
test Since it has not been considered desirable to have a separate cadre ·of instuctors in the present 
scheme, the staff seek their avenues of promotion in theit parent cadre. They are entitled to draw grade 
pay or their pay· along with' special pay which is. a percentage of their basic pay.. At present the 
instructors are given scales ranging from Rs.260-400 to Rs.700-900 .. -{\.s mo~ and more s,pphisticated, 
equipment is being used by the railways, it is necessary that the instructors in tr~g sch~l~ for 
categories C and D should be of requisite technical competence. With the adoption of mechanical 
maintenance ofpermanent way, sophisticated signal and telecommunication equipment, improved data 
control system and increasing use of computers, etc., proper training of manpower has assumed· 
special significance. We therefore suggest that the Department of Railways ~Y suitably ~-strtK:ture 

. the posts of instrqctors in different institutions in such a manner that preferably the~. ate tf:le following 
three ·scales of pay for them,- · · 

(i) Rs.1400-2300; (ii) Rs.2000-3200; and (iii) Rs.23'7S-3SOO. .. -... 
10.423. There has been large scale expansion of coinputerisation in the railways. :New areas 

L,cluding passenger reservation have been added. :t'he railways ·.have planned ·for a major 
computerisation programme involving an investment of nearly a thousand crores. · ·· · ·· : 

. . . . ! . . . . . . . 

10.424. Electronic data processing staff (EDP) comprises of several categories working in data 
centres viz., (i) punch room staff (ii) console operators (iii) programmers and (iv) input output 
superintendents. The posts of input output superintendents are treated as ex-cadre anci are filled by 
taking staff from the different departments of the railways. 

10.425. The railways have suggested improvements in the scale of pay ofEDP-staffat the level of 
punch operators and assistant programmers. Punch operators at present are in two pay scales viz., 
Rs.260-400 and Rs.330-S60 with a special pay of Rs.20/- per month attached to both the scales. · A . 
decision has also been taken by the railways to recruit only graduates for these posts in future and give 
them necessay training. In the case of assistant programmers the suggestion is to merge the special pay 
of Rs.12S/- per month with their scale of Rs.6S0-960. Request has also been made for provisi~ of 
posts in scale of Rs.6S0-1200 to EDP staff to provide avenues of promotion to assistant programmcn. 
senior console operators and data processing superintendents. · 
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10.426. Having regard to the.nature of work and growing demand for this category of employees, 
we recommend the following s~ales of pay for EDP staffin the railways, inclusive of special pay,- · 

Designation 

Punch Room Cadre 
Junior punch/verifying operator (Rs.260-400 + SP of Rs.20/- per month) 
Senior punch/verifying operator (Rs.33(}.560 + SJ> of Rs.20/- per month) 
Head punch operatot (Rs.425-700) · . · 
General [punch room supervisor (Rs.550-750) 
Data processing superintendent (Rs. 700-900) 

Console operators 
Junior console operatOrs (Rs.550-750) 
Senior console operators (Rs.650-960) _ 
Senior console operator-in charge (Rs.650-960 + SP of Rs.lOO/- per month) . 

·Programmers 
Assistant programmers (Rs.650-960 + SP of Rs.l25/- per month) 

Proposed scale 
Rs. 

-1350.:2200 
1400-2300 
1600-2660 
2000-3200 

. 1600-2660 
2000-3200 
2375-3500 

2375-3500 

.. 

10.427. The benefit of revised pay ·scale of Rs.1350-2200 to those punch operat9rs/verifying 
operators in the pay scale of Rs.260-400 with special pay of Rs.20/- per month may be extende~ by 
the department after updating their qualifications. :Department of Railways has suggested extension of 
scale qf pay of Rs.2000-~500 to the punch room staff an~ also reclassification of some of posts in data 
centre~ gazetted group B. We agree to the suggestion and the department may take necessary action. 

10.428. Some of the zonal railways and production units have a separate cadre of shipping 
inspectors whose main duty is to deal with customs and port trust authorities and shipping companies 
for .c~arance of imported stores and their despatch to ultimate consignees. They are also involved in 
the procurement and distribution of indigenous free supply items against countracts entered into by the· 
Department of Railways, to various wag0n builders and railway workshops all over India. 

10.429~ The cadre consists of appro!umately 60 posts of which 45 are in Eastern Railway. The 
· Third Pay Co_mmission did not make any specific recommendation for this category of employees who 
are in three pay scales, viz., Rs.425-640, Rs.455-700 and Rs.550-750. · · 

. . ' . 

10.430. The i>osts of ~hipping inspectors are filled from amongst the clerical staff of the stores 
department by suitability test After appointment as shipping inspectors, the staff have to seek further 
promotion only in the same cadre and they are not ~verted to their parent cadre. While in the parent 
cadre viz., the ministerial staff, employees have opportunity of promotion to the scale of Rs. 700-900, 
the shipping inspectors have no s~ch prospects. · 

10.431. Having regard to the nature of duties and the scale of pay and stucture of posts adopted 
for qther non-technical inspectorial categories on the railways, posts of shipping inspectors in scales of 
pay of Rs.425-640 and Rs.455-700 may be merged and given the_ revised scale of Rs.1400-2300. 
Shipping inspectors in Rs.550-750 may be given the scale ofRs.1600-2660. 

· . 10.432. In order to improve the promotion prospects of the shipping inspectors, the department 
may provide a few posts in the scale of Rs.2000-3200. 

. 10.433. There ate about 1700 posts ofpharmacists'in the pay scales ofRs.330-560, Rs.425.,640, 
Rs.455-700 and Rs.550-750. In line with our recommendations for similar posts under the Ministry 

. of Health and FamilyJVelfare, we recommend the pay scale of Rs.1350-2200 for posts in the scale of 
Rs.330-560 and the scale of Rs.1400- 2600 for posts in the scales of Rs.425-640 and Rs.455-700. 
For the posts in the scale of Rs.550-750, we recommend pay scale of Rs.1640-2900. . 

10.434. There are about 145 posts of radiographers/technical assistant and X-ray technician in the 
scales of Rs.330-560 and Rs.425-640. In accordance with our recommendation for -similar posts in 
the Ministry of Health and Family Welfare, we recommend that pay scales of Rs.1350-2200 for the 
posts in the scale ofRs.330-560 and Rs.1400-2600 forth~ posts in th~ scale ofRs.42S-64Q. . 
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10.4~5. A suggestion has been ~ived fr0111 the bepartment of Railways for re-structuring group 
C posts m personnel department to bnng it on a comparable level to that ~f accounts department so that 
qualitative improvement in the work can be achieved by a more professionalised approach. Modalities 
of such a change are yet to be worked out by the department The department may take steps as 
considered necessary to improve the efficiency of administration. . . . · 

10.436. Railways have a separate cadre of typists in pay scales ranging from Rs.260-400 and 
Rs. 700-900 .. The minimum qualification for ~tment. to the lowest grade of typist is matriculation 
with proficiency in typing at the rate of 40 words per minute. It has been suggested that the typists' 
cadre may· be merged with the clerical cadre. This is an administrative mattc;r and it is for. the 
Department of Railways to take appropriate action. They may consider absorbing them itl the . 
stenographers cadre also if the typists acquire the requisite qualifications. · · · · · 

10.437. The security needs of the Railways are niet:by· the Railway Protection Force (RPF) 
constituted under the provisions of the Railway Protection Force Act, 1957. .The Force consists of 4 . 
branches, viz., (i) executive branch; (ii) fire branch; (iii) prosecution branch and (iv) armed unit 
designated as Railway Protection Special Force. · . . . . . 

\ . 

10.438. The set-up has been re-organised vesting additional powers and responsibilities on Ute 
Force to make its functioning more effective.: The amendment made by the Railway Protec~on Force 
(Amendment) Act, 1985, has ·increased the scope and functions of ~F and has given it the status of 
an armed force of the Union. The Department of Railways and associations of RPF have suggested 
that the pay scales of Border Security Force and Central Reser\re Police Force may be made applicable 
to RPF. . · · .·. . · · · 

10.439 .. As the ·RPF is now an armed force of the Union." ·we think that the scales' ~f pay should 
correspond to those of the central police organisations (CPO) .. Ac~ordingly we recommend that the 
.existing scales of pay of the posts of .assistant commanda:n.t and above may be revised as follows;-

Designation ' . Proposed scale:. r · . 

Rs. · . · .. ~_. 

Director General (Rs.3000/- fixed) • 7600/-(flxed) . 
Inspector General (Rs.2500-2750) 5900-6700 · · 
Deputy Inspector General (Rs.2250-2500) (Rs.2000-2250) 4500-5700 ' . · · ·; ;~ · 
Senior Commandant (Hq.) (J.U.1500-2000) 4100-5300 
Assistant Inspector General.(Rs.1200-1700) 3000-4500 · 
Commandant (Rs.ll00-1600) · 
Assistant Commandant (Rs.700-1300) Rs.600-1200) · · · 2200-4000 ·· ' 
Special pay attached to some of the posts at present will not be· admissible with the proposed scales of 
pay. With.this revision, direct recruitment to the post of asssistant command should be made only 
through UPSC. . -.. 

. . . 
. 10.440. The scales of pay of the posts mentioned below ~Y be revised as follows:'" · 

Designation Proposed scale 
· Rs. 

Inspector grade I (Rs. 700-900) 2000-3200 
Inspector grade II (Rs.470-750) i640-2900 . 

. Sub-inspector (Rs.330-560) 1400-2300 
Assistant Sub~inspector (Rs.260-400) 1200-1800 
Head constable (Rs.225-308) 950-1500 
Naik (Rs.210-270) · 950.:1400 
Constable (Rs.200-240) 1 825-1200 

Special pay attached to so~e of the posts at present will not be admissible with the proposed scales of 
pay. . . . 

10.441. With the revision ~f scales of pay of RPF to the level of BSF/CRPF, the educational 
qualifications for recruitment at various levels should be revised correspondingly. 

10.442. The pay scales of other posts.in RPF will be the scales recommended in chapter 8. 
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10.443. As the pay scales of RPF are to be o~ par with BSF/CRPF, the night duty allowance, 
extra duty allowance, cash compensation in lieu of holidays/rest, etc., which are not payable to 
BSF/CRPF, should be discontinued. 

10.444.· The running staff in the Railways comprises categories of staff who are actually involved 
in the movement of trains/locomotives i.e. running duties. They are classified as loco and traffic 
running staff. Thjvers, motormen, shunters, frremen, diesel assistants and assistant electrical drivers 
form the loco running staff. The traffic running staff consists of guards and assistant guards . 

. 10.445. It has been represented to us by federations/unions/associations that the loco running 
supervisors, loco instructors, engine cleaners, station masters/assistant station masters and travelling 
ticket examiners should be included in the category of running staff.· We have considered these . 

· requests with due regard to the criteria adopted for classification of running staff. We are unable to 
agree to any addition to the category of running staff. 

-10.446. The loco/traffic running staff have requested that they should be classified as 'intensive' 
as against the existing classification of 'continuous' under the Hours of Employment Regulation. This 
demand has already been examined and rejected by a number of committees including the Committee 
on Running Allowance, 1980. We are also of the view that the present classification does not call for. 
anychange. · 

10.447. Higher level posts in loco running categories are purely promotional. Engine cleaners 
with very little educational qualification form the base leveL . We feel that there is a case for 
introduction of some direct recruitment of qualified candidaters with 10+2 qualification at the level of _ 
firemen Ndiesel assistants/assistant electrical drivers. In case a diploma holder is appointed he may be 
given advance increaments as suggested elsewhere. These direct recruits should be given intensive 

· training before _they are posted on the job. To begin with, the quota of direct recruitment may b~ 25 per 
cent, to be increased later depending on the experience gained. · · · 

10.448. It has come to notice that in the guards category there is no stage for selection after 
recruitment in the scale of Rs.330-530. The Department of Railways may examine the desirability of 
introducing at least one stage in the guards career where selection process may be. involved:-

10.449. We have received several suggestions from the federations and individual associations 
regarding revi~ion of pay scales of run¢ng staff. Railways have also proposed revision of pay scales 
and change of designations. We have considered these suggestions and recommend that the existing 
scales of pay and designations should be revised as follows:- · 

. Existing Designation Designation suggested by . Proposed scale of pay 
Railway Board · · 

1 2 -3 
. 1, Loco Running Starr . 

Driver 'A' special for superfast, maiVexpress Mail driver-for superfast & 
and passenger trains above 250 Kms. and maiVexpress only. 
motor men. (Ra.700-900 SG) (Rs.550-750) 
Driver A • · Passenger Driver • 
Passenger trains below 250 Kms: llJ1d for all passenger trains and 
Motormen. (Rs.S50-700) motormen 

·Driver B and C Goods driver - · 
for goods trains (Rs.425-640) (Rs.330-560) for all goods trainli 

Shunters 
(Rs.330-560) (Rs.290-400) 

. Firemen A/Diesel 

assistant/Assistant elec. driver 
(Rs~290-350 with SP of Rs.15/-) 

_ Firemen B (Shunting engines only) 
(Rs.260-3SO) 

Shunters 

First fireman/D.iesel assitant 
and electric assistant 

1640-2900 

1600-2660 

1350-2200 

1200-2040 

950-1500 
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1 2 .. · ... · :3; .. ,,(, 

Firemen C Second Fireman , .. , , 1 ,, :_, r • ··, •. 

(Rs.260-350) (Rs.210-270) 825-1200 
• J ( ,: 

2. Traffic running staff,.. .Mail guard.- , .. , 1 ,· ._ •• ,.: <"··, : 
Guard A special- for superfast, mail/ for superfast and maiVexpress 1400-f~OO, ;, , , ... ;_, 

express and passenger trains above 250 kms. trains only .·l . .: ',i; r ... _,. . 
and EMU (Rs.4~5-700 SG) (Rs.425"640) 
Guard A - ·· · · · · · ' ' Passenger ;guard -' ·.. ·" ' ; · ·:·: !. ' · ··' 

passenger trains below 250 kms. and EMU for all' passenger trains and EMUs · · 13S0-2200 ,' " · ·"1 

(Rs.425-600) · ' : ' . . : ' ' • · · I · : : , · ·: • t ; ·" c, ·: : • _.;!: 

Guard Band C Goods guard -· · · ,. :. ' · · 
for goods trains (Rs.330-560) (Rs.3~0-5~0) for all good!! traillSc' .. , .. : :. ·1~00~?040 r ·.· · ('I. 
Assistant guar~ brakesman · . As~istant; guard/brakesman. '·) " . , 1 :: :. · ·1 

(Rs.260-350 SG) (Rs.225.-308), 1 • , , .. ,.. • • ••• 9_50~1400 , . 

10.450. Power ·cOntrollers,loco inspectdr,, fuel 'i~spectors' aiid loco, forerp~n are allied' categorie~ 
of staff drawn from the running staff.: ·They' are 'mainly in'3 scales' 'of pay' viz.; ·Rsj50~750, Rs.~OO~ 
900 and Rs.840-1040. The major grievance of this category ·is that on profuoti6n.tci~these'posts theii· 
emoluments are reduced. This is so because they cease to be eligible for running allowance/It has 
been pointed out that this has made it difficult to get experienced drivers of desired competence for 
these posts: · · · ··· · .;..TA l_:n.l 1.·, ,· ··' · , ··•. 

10.451. w; have considered the matter and are of the' op1~i~ri 'that p~y ·sdles bf thes6 posts 
should be higher than the scale of pay of drivers. It maythd..\iever;\Veil'be that the'{otal'_~mol~ments 
of drivers may be more. _We accordingly recommdid the following scale(~f yay f~~ ,thes~~ ~s~s!_~;.',~ 

Designations I ' • : ~Proposed scale~'~f I pay '. ~ .. ; : ;· .. -' i .. '' 
.. ,, ~':.~.·(;1 :· .. ·.:·as.· : : . ·;,. 7 _&..-'· .... __ .. ·-· 

Power controller, Traction power controller, Loco inspector/' · · ~ ' -' '!: . i I .. ·.. - . · ' 
foreman/Fuel inspector (Rs.840-1040) · · .. l .· ·~ ., 2375.:3500, · .;· ·•, ·: :., .. ,:. ·· · 
(Rs. 700-900) (Rs.550-750) ! ·' · ·. : · : 2000-3200 ', ' · ~ " ·~ ' ' · . 
(Rs.425-700) (Rs.4.25-640) These are deviatioi).s. To ·be :dis-continued. : 

' 
10.452. Loco instructors will get the scates as in chapter 8. ' '' ,, . ~ :' r.. '. 

. . . : . ' } ' . . . ' . . :. t ; . . /.:. . ~!: -':: ~; 
10.453. Running allowance is granted with reference.tq the quantum of work ~ea~ured i~ teun~ 

of kilometres of running. It is paid in lieu of travelling allowance/daily allowance and i~clut;ies ~9 
element of pay also. In addition to the running allowance, running staff are entitled to certain other 
allowances, like allowances in lieu of kilometrage (ALM), breach of rest allowance; outstation 
detention allowance, allowance in lieu of running room facilities and waiting··duty allowance. · · : · ' ' 

10.454. At present 30 per cenf of running allowance ~s treated as pay fo; leave salary; .medical 
assistance, educational assistance, house rent allowance~ fixation of pay, entitlement of passes, 
privilege ticket orders, etc. For retirement benefits, 55 per cent of the allowance is treated as pay anq 
for income-tax purpose it is 10 per cenL : · ·. · 

10.455. The federations' of railway employees have not suggest~d any change in the existing 
scheme of running allowance. Associations of loco and traffic running staff have, hpwever, 
suggested that 75 per cent of running allowance should be treated as pay. · 

10.456. Various aspects of this allowance including its developmentover the years have been 
considered by us. It has been brought to notice that the practice of including a pay element in the 
running allowance acts as an incentive to _the running staff and should be continued. We are inclineci 
to agree. However, there appears to be a case for examining whether the existing system of treating, 

- varying percentages of running allowance as pay for different purposes could be rationalised. 

10.457. The rates of running allowance were reviewed in 1980. Since then changes have taken 
place in the traction and transportation pattern, average kilometrage covered by the running staff and 
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their internal relativities, etc. Having regard to these and the proposed scales of pay, travelling 
allowance and daily allowance, it is necessary that the matter should~ examined expeditiously by an 
expert Committee. Till then the existing rates of running allowance may continue. 

10.458. Gangmen represent an important operational category peculiar to ·the railways. The 
federations an<;J unions have highlighted problems of this category where most of the staff are in group 
D scales of pay. · , · 

10.459. The basic formation of a permanent way gang on the railways ~onsists of one mate, one 
keyman and 10-14 gangmen, and this structure is .said to be necessary. Certain percentage 
distribution of posts in the category of keyman and gang mate has been introduced by the railways but 
these are admitted by railways to be against the spirit of functional linkage between scales of pay and 
the hierarchical levels, which is specially required in an operating category. · 

10.460. In fact and in substance both of them now suggest going back to status quo ante which 
was disturbed by the cadre review of 1978. It is in these ciicumstances that we are agreeing to the 
proposal of the Department of Railways for merging the posts of keymen (Rs.210-270) with senior 
keymen (Rs.225-308) and gang mate (Rs.225-308) with senior gang mate (Rs.260-400). We 
accordingly .recommend that keymen and senor keymen may ,be· given the scale o( pay of Rs.825-1200 · 
and gang mate.and senior gang mate ,the scale. 9f pay of,Rs.950-1400:,.:pepar-tment may suitably 
redesignate the posts. . · 

Department of ·civil Aviation. ; i' 

10.461. The Department of Civil Aviation is responsible for air traffic control and aeronautical 
cqmmunication services ~ <;ivil air transport, formulation and enf~rc~ment of air transport regulations 
including safety requirements, investigation .of accidents. There are abput 10,500 posts under the·. 
department and its organisations. · · ~ · · . · · · · . · · · · 

10.462. The technicai posts under the Directorate General of.Civil Aviation (DGCA) are · 
organised in 'different streams such as air routes and aerodrome, aeronautical communication and 
aeronautical inspection. Recruitment to engineering· stream is through the engineering services 
examination conducted by UPSC. Most of the functions at present performed by DGCA have been 
entrusted to the· National Airports Authority which has been set up under the Nationa! Airports 
AuthorityAct, 1985. · 

10.463. The Commission of Railway Safety which is responsible for enquiring into railway 
accidents in this department is under the Chief Commissioner of Railway Safety who acts as the 
Principal Technical Adviser to the governthent· on adoption of various measures connected with safety 
of f3ilway operations. ' . . . ; .. '' . ·. . . ,._ 

De-partment of Surface Transport 
' ) ~ . : 

·,. ':. 
-

. . 10.464~ Department of Surface Transport.deals with matters relating to national highways, 
shipping including ship building and ship repairs, ports, light houses and light ships, and inter-state 
transport. Some of the major .organisations under the: department are Inland Water Transport 
Directorate, Directorate General of Shipping, Directorate General of Lighthouses and Ught ships, and 
Andaman and Lakshadweep Harbour works. Government have already decided to constitute a 
National Waterways Authority as a· statutory corporation in place of the existing Inland Water 
Transport Directorate. There are about 5500 posts under the departrilent . . · ' . 

. 10.465. Group 'A'; engineering postS i~ the roads wing of the department are manned by. officers 
of Central Engineering Service (Roads) to which recruitment is made through' the engineering services 
examination conducted by UPSC.' The service has about 230 officers.' The post of Director General 
is in the scale of Rs.3000-3500 and the two posts of additional DG are in the scale of Rs.2500-3000. 
For this organised service, we think it will be reasonable to prescribe the pay of Rs. 7300 (fixed) for 
the posts of additional DG as there will be several service officers of the rank of chief engineer. It will 
also be desirable to encadre the posts of DG and additional DG in the service. We recommend 
accordingly. 
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10.466. There is a post of deputy development adviser (Ports) in the sca1e of RS.225d-2500. We 
have been informed that duties of the post involve matters connected with development and planning 
of ports and security of various projects in the ports: The post i$" filled by promotion from the post of 
director in the ~cale of Rs.1500-2000. The department h,as recommended upgradation of this post to 
the level of chief engmeer. We agree and recommend that the post of deputy development adviser 
(Ports) may be given the scale ofRs.5900-6700. · . . · . ·. . ... : , · •.. ·, 

10.467. There is a post of chief engineer-cum-adniinistrator.Andaman &,Laks_had\;Veep Jtarbour 
works in the scale of Rs.2000-2250. The department has stated that .the, duties_ of th~pos~ are pot less 
than those of a. chief engineer and in addition he has also to function as an administrator of Qte project 
We recommend the scale ofRs.5900-6700 for this post. . . . .. · 

10.468. Group 'A' posts above ~nior time'~caie i~tll'i Department od:.ig~~·~ouse~ andiight 
Ships are director in the scale of Rs.1300-1700, depu.ty directo~ genera} in the_ scal~.of Rs.1~00-2000 
and director general in the scale of Rs.2000-,2500~ .. The appointme~t~ t~ ~ese posts are made by 
promotion from the respective lower levels. Considering the importance of the post of director 
general, we accept the recommendation for its.~upgradation .. The p()st may &;. given the scale of 
Rs.5900-6700. We also recommend that the post of deputy direCtOr general may .be given th~ .s~ale of 
Rs.4500-5700 and the post o~ director may be giv~n the scale ofRs.37~509Q~··. r;>! ~; _ '~. , ·, . ·; ·, . ' .__ - -

10.469. There areS posts of technician (selection grade) in the scale of Rs.455~700 which are 
filled by promotion from posts in the scale of Rs.425-700. We.recommend.thatthe post~ of 
technician(selectiongrade)maybegiventhescaleofRs.1600-2660) .. - · .. ·c · ·-· '.:, •. 

,,, f t • • c. ' I J ' ' 

10.470. Posts of assistant light keeper and head light keeper employed in modem· light houses are 
in the scales of Rs.380-560 and Rs.425·700 respectively. There is also a selection grade for the head 
light keeper in the scale of Rs;SS0-900. ~.The posts of assistant light keeper are partly filled by direct 
recruitment and the essential quallficaion is diploma in mechanical/electrical/radio engineering with 

. some experience. Considering this we recommend that the post of assistant light keepe~ in the scale of' 
Rs.380-560 may be given the scale of Rs.1400-2300. We also recO'mmend that the ordinary and 
selection grades for the head light keeper may be merged and given the scale ofRs.1640-290Q~ ·. · . • 

. • • • . ' . ' ,.'- ' ' •' "i ' '; ·I., ·, : :..,, :d ~-:! i : I - "1 
Border Roads Orgam&abon . . . . . . . , . . · ' , . · . · . · . · , - . . ' ; . . ~.. . . ' ' .._ ...... . . ', ~ . . . . . . . . 

10.471. The Border Roads Development Board was set up in March, 1960", for developing road 
systems in the border areas for economic development arid to mee~ the defence needs for dePendable· 
roads. The Directorate General, Border Roads (DGBR) which was 'created" in~ April', 1960~ is; 
responsible for giving advice on technical matters to the Border Roads Development Board. The 

. agency tQ departmentally execute road construction work under DGBR is. known as General ;Reserve 
Engineering Force (GREF). · · · · · · , · · 

· 10.472. GREF is a civilian construction agen~y and the members of the force are g~vemed by the 
provisions of Central Civil Services (Classification, Control & Appeal) Rules, 1965. They !Ire also 
subject to certain provisions of Army Act, 1950 and the Army Rules, 1954 and, therefore, in _the 
matter of discipline, they are governed by the relevant provisions of the Army Act The matter 
regarding applicabilicy of the Army Act and army rules to the members of GREF, had come up before . 
the Supreme Court recently who came to the conclusion that "GREF is an integral part of Armed 
Forces for the purpose of Article 33 of the Constitution ofJndia:. The~~upieme Court in their 
judgmentofMay,1983, also made the following obseryations,- · - · · · · · 

"In case it is found that the terms and conditions of service of officers atid men in GREF directly 
recruited or taken on deputation are in any way less favourable than those of Army personnel 
appoi111ed to the same equivalent posts in GREF, the Central Goveri'U'I'Ien~ might well consider the · 
feasibility of taking steps for ensuring that the disparity, if any, betwe~n the terms and conditions 
of service such as salary, allowances and rations, etc. of army personnel posted in GREF l/nits 
and other officers and men of GREF, is removed". · 

10.473. To give effect to the directions of the Supreme Court, government issued an order on.· 
August 14, 1985, declaring GREF to be an integral part of armed forces of India. We have been 
informed that these orders do not imply that GREF personnel should be treated on par with the armed ~ 
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forces for the purpose of pay, allowances and facilities. It has, however, been suggested that since 
they work under hard and difficult' conditions,. GREF personnel should be given suitable 
compensations and facilities. It.has been noted that after issue of above orders, free rations have been 
sanctioned t9 GREF personnel serving in static units. In our examination of matters relating to border 
roads organisation, we have kept. in view the above observations of the Supreme Court. 

10:474. The officers in the GREF fall in the following three broad categories,-

i) Civil & mechanical.enghteers · 
ii) Administrtive & stores officers 
iii) Medical officers 

,, . 

The posts of the civil & mechanic~ engineers are constituted in an organised group 'A' service 
known as Border Road Engineering SerVice, recruitment to .which is ;made .through Engineering 
Services Examination conducted by UPSC. The grade structure of the Border Road Engineering 
Service has been recently revised to correspond to that of other engineering serVices. Chief engineers. 
grade II and grade I who were in the scales·of Rs.2000-2250 and Rs.2250-2500 respectively, have 
been given the scales ofRs.2250-2500 and Rs.2500-2750' in October, 1984 corresponding to the 
senior administrative grade levels II and I in other engineering serVices. A selection grade in the scale 
of Rs.2000-2250 has also been created. We reeommend the same pay· scales for the Border Road 
Engineering Service (both for civil and mechanical), as for other enginee?ng services. ~ i : 

10.475. It has .been represented that under the existing manning policy in GREF. a large' 
percentage of officers are drawn from the army which adversely affects the promotion prospects of 
officers directly recruited to the Border Road Engineering Service. This is said io be an operational 
necessity. At the same time, it has: been .brought to .our notice that due to unattractiveness of the 
service, a number of candidates recommended by the UPSC:do not actually join the service. A cadre 
review was carried out recen.tly and it is proposed to, increase the percentage of posts· available to 
GREF officers fr~ni the level of assistant executive engineer to chief engineer grade I. We are of the 
view that at the level of chief engineer, the number of posts available for GREF officers should not be 
less than 50 per cent'as against25 per cent at present, and recomniend accordingly. We·also 
recommend th.at the number of posts at the levels of assistant executive engineer and executive 
engineer should be suitably adjusted so that directly recruited officers to the Border Road Engineering 
Service are promoted to the senior time scale in about six years or so as in most other organised 
engineering services. We also suggest that the post ofDGBR, may be upgraded and given the pay of 
Rs.7300/- (fixed). We further propose that there may be a post on pay of Rs.7300/- (fixed) which 
should be available fO civilian officers of Border Road Engineering Service. ; 

10.476; The :Administr~tt1ve '&stores cadre 'coilsists <>f"ix>s~ in the following' scales' of pciy,- ·. 

i) CivilianOfficerGr.m Rs.650-960 , ... 
ii) Civilian Officer Gr.ll Rs. 700-1300 ··. -
(iii) Civilian Officer Gr. I Rs.ll00-1600 

•, ,, \ I J 

There are also 6 posts in selection grade in the scale of Rs.1300-1700 for the Civilian officers 
grade I, which were created after the recommendations of Third Pay Commission. 

10.477. It has been proposed that' the Civilian officer grade ill should be given the group 'B' 
scale of Rs.650-1200 and the posts of Civilian officer grade I (designated as staff officer in the 11 
Pr~jects under the respective chief engineer) should be upgraded to the level of superintending 
Eng~neers in the scale of.Rs.lS00-2000. We have examined this proposal and keeping in view the 

· existing method of recruitment to the posts of Civilian officer grade m, we do not consider that any 
change is necessary. · , 

10.478: The posts of civilian 'officer grade I we~e being fllled upto 40 per cent by direct 
recruitment through UPSC and this has resulted in large number of officers stagnating in the same 

• scale to which they were recruited in the ab~cc of any higher post.' The selection grade of Rs.1300-
1700 has not given adequate ~elief to the directly recruited off'J.Cers as the number of posts in this grade 
are limited. Keeping .in view the duties at the level of civilian officer grade I and also the need for 
removing stagnation, we recommend that the posts of civilian off'teer grade I in the scale ofRs.llOO-
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1600 may be placed in the scale of Rs.3000-4500 and those in the seleetion grade in lhe scale of 
Rs.3700-5000. 

10.479. The posts of supervisors (non-tech) grades I and II are in the same pay scale of Rs.330-
480: The ~de I pos~ ~ filled upto 40 ~r cent from am?ngst graduates possessing NCC 'C' 
certificate anc. the remammg posts are filled etther from supervtsors grade II or by deputation .. Since 
the post of supervisor grade I is a promotional post for supervisor grade n, we recommend that the 
post of supervisor grade I may be in the scale ofRs.1320-2040 and supervisor grade n may be in the 
scale ofRs.1200-1800. · ·: ' 

10.480. The posts of supervisor (Stores) grade I and supervisor (Stores) grade II are in the pay 
scales of Rs.47~ 750 and Rs.33~560, respectively. These scales are similar to the scales applicable 
to barrack & stores cadre in the MES. As suggested for MES, we recommend that the posts of 
supe~sor (Stores) grade I may be in the scale of Rs.1400-2600. Government may, however, 
examme whether the nature of duties in GREF justify two separate levels in the existing scales of 
Rs.425-700 and Rs.S5~ 750 or the posts at this level should conform to the general pattern in other 
organisations under Ministry of Defence. · · · 

10.481. The group 'C' engineering posts in GREF. are in the following scates,-

Designation 
Superintendent Barracks and 
roads grade I 
Superintendent barracks & 
roads grade n 

Pay scale Designation 
Rs.55~ 750 Superintendent electrical & 

mechanical grade I 
• Rs.425-700 Superintendent electrical & 

mechanical grade n 

Pay scale 
Rs.550-750 

Rs.425-700 
.• I 

10.482. The qualifications for recruitment as well as duties and responsibilities of these posts 
compare with similar posts in other organisations like junior engineer in CPWD, ~ & RCa~ in MES 
and inspeckr of works cadre in Railways. The posts in the scale of Rs.425-700 in other departments 
are elipble fc:r promotion to posts/selection grade in the scale of Rs.SS0-900, but in the case of GREF 
the posts of superintendent B&R grade rand E&M grade-I have been placed in the scale of Rs.550-
750. We recommend that these posts in the scale of Rs.550-750 may be placed in 'the scale of 
Rs.1640,.2900 to bring uniformity at this level in various organisations. · · 

; j' ••J I' . 

10.483. There are 218 posts of road roller drivers in the scale of Rs.210-290. These posts are· 
filled,by promotion upto 80 per cent from pioneers (Rs.196-232) with S years service and mates 
(Rs.200-250) with 3 years service, subject to passing of trade test, and 20 per cent of the posts are 
filled by promotion of drillers (Rs.210-270) with 3 years service. The qualifications for direct 
recruitment are middle pass with a civil driving licence for medium vehicles. We fmd that the road 
roller drivers in CPWD and MES are in higher scales of pay. Taking into account the duties,'method 
of rcctuitment, etc., of the road roller drivers in GREF, we recommend that the road roller drivers in 
the scale ofRs.21~290 may be given the scale ofRs.950-1500. We also recommend the same scale 
of pay fc:r operators excavating machinery who are in the existing scale of Rs.260-350. , . .. · · · .. 

10.484. The pioneers constitute about 50 per cent of the G~ strength. Th~se po~ts are in ~e 
scale of Rs.196-232 and are classified as group 'D'. The pioneers are recrutted directly wtth 
minimum qualifiCation of 5th standird. Having regard to the fact that the GREF has been de_clared ~ 
integral part of the armed forces, we have examined the relati~ty between the pay scales o~pto~ m 
GREF and other construction workers like gangman in Railways. We have also kept m VIew the 
diffiCult conditions under which the pioneers have to perform the~ duties of road constructio~ and 
have come to the conclusion that the pay scale of pioneers needs unprove~L We accordingly, 
recommend that the pioneers now irt he scale of Rs.196-232 may be placed m the scale of Rs. 775-

1025. 
10.485. We have examined in detail entitlements of the GREF personnel for .various allo~ances 

and facilities. As regards rations/ration allowance, government may ~~tcally ex~ne the 
adeq ocberwise of the scales of rations and ration allowance keeping m VIew the functional an~ 
operati~ requirements. As for outfit allowance~ both initial and renewal, and also the kit 
maintenance allowance, we arc of the view that GREF should draw these allowances at the same rates 
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as applicable to the members of other central police organisations like BSF. Such of the allowances 
and facilities which are admissible to GREF personnel at the rates applicable to other civilians, may 
continue to be paid on the same basis. · 

10.486. There is a system of grant of special compensatory allowances to GREF personnel 
posted in difficult areas since 1961. The allowance is admissible at a unifoim rate in the specified 
.areas all ove.r the country. The existing rates are indicated below,-
Category of Officer · Rate 
Group 'A' 25% of pay 
Group 'B' 25% of pay 
Group 'C' 30% in certain areas and 

Group 'D' 
35% in other.areas 
30% in certain areas and 
35% in other areas 

· Minimum 
R~.250/
Rs.200/-

·. ·· Rs. 75/-

'. 
Rs. 50/-

Maximum 
. Rs.400/

Rs.250/-

Rs.200/-· 

Rs.200/-

10.487. It has been brought to notice that in certain areas where the civili~m government employees 
have been sanctioned special compensatory allowance, the same has not been extended to GREF 
personnel. It has therefore been suggested that -(iJn those areas where GREF personnel are not 
entitled to special compensatory allowance but the civilian employees are getting it, GREF persor:mel 
should also be given the ~pecial compensatory allowance on the same basis a~ civilian employees. 

(ii) In those areas where GREF personnel have beer{ drawing special compensatory allowance at 
the rates specified above, the rates may be revised as follows,-

Category Proposed percentage of allowance Minimum 
Group 'A' 33-1/3' Rs.I500/~ 
Group 'B' 1· 33-1/3 · Rs.I200/-
Group 'C' 40 in certain areas and 50 in other areas Rs.550/-. 
Group 'D' 40 in certain areas and 50 in other areas Rs.500/-. . 

Maximum 
Rs.2500/
Rs.1500/- · 
Rs.1200/
Rs.700/-

10.488. The speCial compensatory allowances are sanctioned to compensate for the rigours oflife 
in difficult areas. The entitlement of GREF personnel for such allowances should be the same as for 
civilian government employees. We, accordingly recommend that in all such areas where civilian 
central government ~mployees are drawing special compensatory allowance, for which revised rates 
have been recommended by us in chapter 17, the allowance may be extended to GREF personnel on 
the same rates, tenns and conditions. 

10.489. GREF personnel are drawing speeial compensatory allowance in some areas where other 
.iivilian government employees do not get'such allowance. We recommend that these areas should be 
indu~ed in the list of areas for grant of special compensatory allowance so that civilian employees as 
well as GREF personnel draw the allowance on uniform basis. . . · : · . · 

10.490. The special compensatory allowance admissible to GREF personnel has not been 
extended to pion~rs and allied categories who constitute ~ulk of the force~ 'There is no justification for 
their exclusion as they work in the same.difficult conditions as other members of GREF. We 
accordingly recommend that pioneers and allied categories in GREF may also be allowed special 
compensatory allowance on the same basis as other central government civilian employees. 

· 10.4 91. Director General Border Roads. has stated that there is no extra compensation available to 
GREF personnel for the peculiar conditions of work and has suggested that a special allowance to all 
GREF personnel know as "GREF Service Pay" may be granted. In our view there is no justification 
for sanction of GREF pay since compensation for difficult working conditions is already granted in the 
form of free rations, special compensatory allowance, etc. 

XXIII. Ministry of Urban Development 

10.492. The Ministry of Urban Development has two main functions. It is responsible fCll' the 
construction and maintenance of all buildings of the centril.l government excluding those under the 
ministries of Defence and Communications and the Department of Railways. It also looks after the 
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management. of central gove~ent lands. The other function is broad formulation:of policy and 
programmes m the areas of housmg, urban development and water supply.- : - ~, '• ·, . . · :.: ' . . · 

10.493. There are nine attached and subordinate offices ~f the · ITliriistry and thes~ along ~ith the 
ministry have about46000 posts. . . . · · ., . .. : ·: · . · . · .. 

· · .10.494. The ministry is the cadre controlling authority for the Central Engineedng Service (CES) 
· wht~h has a strength of about 570 officers. · · : · · . . · · . ; 

Keeping in view the organisation and cadre structure of th~·crs we reco~end!that the post of 
Director Gep.eral (Works) which is at present in the pay scale of Rs:3C1oo-3500 niay be given the pay 
of Rs.8000/- (fixed). There are two posts of Additional Director General (Works) in the scale of 
Rs.2500-2750 with special pay ofRs.250/- per month. We recommend the pay ofRs.7300/- (fixed} 
for these two posts, without special pay. ·· · ·: · · i :.J 

10.495. It has bee~ represented that the pay scales of lift operato~· in central public work~ 
department is low and should be revised. It has also been pointed out that there is no promotion 
opportunity for them. The matter has been under consideration of government~ for some. time., Th~ 
Ministry of Urban Dev~lopment has suggested· that expensive hig~ speed, lifts of.L? ,metres/s~onq 
require greater skill in operation and the pay scale of Rs.260-400 may be given to 'oi>erators pf such 
lifts. We agree with the suggestion and recommend that lift operators may be Classified by tlui rillnistry 
into grade-I and grade-II on the basis of a suitable criteria and given the pay scales of Rs.950:.:.1500 
and Rs.S00-1150 respectively. · · · · · · · ·. · ; : · · . 

• .r , ·_ · 

10.496 .. There are a large number of employees kept on work charged estibli~lt~eQt'in central. 
Public Works -Department, Railways, Posts and Telecommunication Departments~ and some·'other 
organisations covering seve~l categories of employees ind.ustrial a8~ell as. non-industrial. >Th. e pay 

·scales of posts under work charged establishments .general~y 1 ~.orrespon~;· 1to. P?St~ in 
·ministries/departments. The work charged staff may be given appropriate scales o~ pay !~~~nu:n~pde(i 
by us in chapte~ 8 and other chapters relating to mini~ tries and workshop staff. · ·: : : •; ul , ·: ,·, , i . : : 

XXIV. Ministry of Water Resources ' ' ,., · . , : .' J ':; ,,;.:, •• 

: - \ f :- I • ' ' j ' ; .• ' ' ' . ' ~~ I . . '· ' ' _.. ' 
10.497. The Ministry of Water Resources is respi>nsible for the policies and programmes for the 

development and regulation of country's water: resources, both surface and ground. ·The total'm.imber 
of posts under the ministry is about 16,500. 'The Central Water Commission has a Chairnian and five 

me:~~~. ~~·Central Wa~r ·~ngineering Se~ce (CWES) isund~r dle·~~~ny: ~nd ~ ~ut.;SO ~fficers. ,' 
• • i - -· j ·- '; 

. 10.499_. It ),las been represented by the central water and power engineering services (group A) 
associatiot:t that th.e prospects of promotion in the services are poor with the result that th((re have been 
a large nUIIlber of resignations. The department may examine the number of posts .at different levels in 
the service so as 10· make 'it comparable with other engineering services. · · · · 

. 10.500. It h~ been represent~d that the grade structure of 'sci~ntific and technical officers irt 
Central Ground Water Board (CGWB) should be comparable with that of the. Geological Surv~f 
India of which they. were a part earlier. We have been informed that CGWB has since been ~1 . a 
scientific organisation and proposals for reorganisation of the Boaro and review of the officers ca . 
at different levels· are .under the ·consideration of government. We suggest that the recommendations 
made by us for p(>sts in Geological Survey of India may be kept in view while doing so. 

XXV •. Ministry of Welfare 

10.501. The Ministry of Welfare is concerned with matters relating to general social welfare, child 
welfare and welfare of scheduled castes, scheduled tribes and backward classes. There are four 
subordinate offices under the miilistry namely: National Institute of Social Defence, Model Schoolfor 
Mentally Deficient Children, Training Centre for Adult Deaf, and School for Partially Deaf Cliildren. 
The total number of posts in the ministry and its subordinate offices is about 530. 

10.502. The ministry has suggested upgradation of the post of director, Training Centre for :A~dlt 
Deaf, Hyderabad from Rs.900-1400 to Rs.1100-1600 to bring it on par with the principals of similar 

. . 
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institutes under the ministry as their recruitment qualifications, duties and responsibilities are 
comparable. We agree and recommend that the director, Training Centre for Adult Deaf, Hyderabad, 
may be given the scale of Rs.3000-4500. · 

' ,, ' I 

XXVI. Department of Atomic Energy 

10.503. The Department of Atomic Energy is responsible for development of atomic energy for 
peaceful purposes. The secretary of the department is also the. chairman of the Atomic Energy 
Commission. The department has 16 units under it. The staff is broadly divided into three categories 
namely, scientific/technical, administrative aJ1d auxiliary.. . · · · ' ; , · · 

_ 10.504. The department has adopted a system of fast track pay scales for scientists at three levels, 
viz.,. scientific. officer .'C' (Rs. 750-50-1 000), scientific officer D' (Rs.ll 00-70-1450) and scientific 
officer 'E' (Rs.1500-80~ 1900). These were introduced to give encouragement to scientists showing 
outstanding abilities for research and leadership. The Bhabha atomic research centre officers 
association has represented that the. fast track scales should be discontinued as they no longer serve any 
purpose. The department is, however; in favour of continuing "the ·system as it provides 
encouragement and motivation to young scientists. This may be continued .. The scientific/technical 
staff have also a merit promotion sch~me based on periodical review of performance. We have been 
informed that the' scheme is working satisfactorily. '· ' . . . . 

. ' ' ' . ' ' 

l 0.505. The atomic energy workers and staff union has asked for grant of radiation allowance as a 
compensation for exposure to radiation risks. We have been informed that adequate monitoring is 
being done by the department to ensure that the exposure does not go beyond Permissible intematiorlal 
standards. There is therefore no justification for the grant of any speCiat itllowance on thi& account. 

, ' I ' , . ' 

XXVII .. Department of Electronics 

, 10.506. The Department of Electronics deals with the promotion and development of technology 
in the field of electronics and f<;>rmulates polici~s for the rapid, balanced and integrated growth of 
electronics on a self-reliant basis. It is treated as a scientific department and has about 1800 posts: The 
scientific and t~hnical posts in the department and organisations under it have the standard pattern of 
pay scales applicable to other scientific ministries and departments. 

10.507. There is one post of economic adviser. in_ the scale <;>f Rs.2250-2750. Duties involve 
economic appraisal of projects, planning activities and formulation of finanCial policies for the 
industry. The pay scale ofRs.2250-2750 is generally applicable to scientific posts. Considering the 
nature of duties and responsibilities of the post of economic adviser we recommend that it may be 
given the scale ofRs.5900-6700. 

· XXVIII. Department of Space 
. . . . . ' I 

10.508. The Department of Space which was established in 1972 as a scientific organisation, is 
responsible for all matters relating to space science and technology and its application. The department 
is assisted in its· task by the Indian space research organisation (ISRO) with a number of units at 
different places. There are about 15,200 post,s under the department· •. · . · 

10.509. The posts in the department of space and ISRO are organised into scientific, technical and 
administrative streams. All the scientific and technical staff are governed by a merit promotion scheme 
based on periodical performance review. We have been told that the scheme has been operating 
satisfactorily. The scales of pay of posts in t.he department conform to the general pattern of pay scales 
discussed in chapter 8. Our recommendations regarding proposed scales of pay will apply to these posts. 

1 0.5.1 0. The pay of the post of Secretary, department of space is Rs.3500 (fixed). The Secretary 
is also chai_rman of the space commission. It has been suggested that the post of Chairman, space 
commission, should be on par with the post of Chairman, atomic energy commission, which is on pay 
of Rs.4000/- (fixed). It has also been pointed out that pay" of Rs.4000/- (fixed) was given on a 
personal basis to the previous incumbent of the post of Chairman, space commission. Government 
may consider whether, having regard to the duties and responsibilities, the two posts should be on 
par. 
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XXIX. Cabinet Secretariat 

10.511. The Cabinet Secretariat has three wings with a total of about 500 posts. All these are 
generally manned by officers from organised services. The Cabinet Secretary ranks highest amongst 
officers of the central government He has a very important role as coordinator at the inter-ministerial 
level. In view of the importance of the duties and responsibilities of the post, we recommend the pay 
of Rs.9000/- (fixed) for it 

XXX. President's Secretariat 

10.512. The President's Secretariat is headed by the Secretary to the President. There are about 
330 posts in the secretariat The pay scale of the telephone operator in ~ashtrapati Bhavan is Rs.260-
400 with a selection grade of Rs.330-480. Considering the importance of the. work and the high 
degree of efficiency required we recommend the scale of Rs.975-1660 for the posts of telephone 
operators. There will be no post in the selection grade. The post of officer-in-charge, Rashtrapati 
Bhavan exchange which is in the scale of Rs.425-640 may be given the scale of Rs.1600-2660. 
Chaudharies, carpenters and machine operators in the pay scale ofRs.260-350 may be given the scale 
of Rs.950-1500 as in the Central Public Works Department 

XXXL Other Ministries, Departments and Organisations ''' 

10.513. In the ministries, departments and organisations mentioned hereafter, all existing pOStS are 
covered by' the scales of pay discussed in chapter 8. Our recommendations regarding proposed scales 
given in chapter 8 will apply to all these posts. · · · ' 

Ministry of Parliamentary Affairs 
Ministry of Petroleum and Natural Gas 
Ministry of Programme lmplemenation 
Ministry of Tourism 
Department of Ocean Development 
Vice President's Secretariat 
Prime Minister's Office 
Union Public Service Commission 
Central Vigilance Commission 

XXXll. Indian Audit and Accounts Department · . · 

10.514. The Indian Audit and Accounts Department (IAAD), which functions directly unde~ the 
Comptroller and Auditor General of India (C&AG), is concerned with accounting. (including 
accounting and authorisation of entitlements of government employees) and audit functions tif the. 
Union and State Governments. The Department has, however, been giving up accounting functions 
over the years. The process started with the transfer of accounts of the railways, defence services, 
postal and telecommunication services to the concerned departments. With ~e amendinenfto ~e 
comptroller and Auditor General's Act in 1976, the process was completed in respect of Union 
transactions as the accounting work relating to various central government departments was taken over 
by the concerned departments. The accounting functions (including entitlement functions i.e., 
provident fund, gazefted audit department and pension claims) are, however, still being perfonned by. 
IAAD in 27 states and Union Territories. 

10.S1S. The group A posts in IAAD are manned by officers of the Indian Audit.and Accounts 
Senice (lA & AS) which bas a cadre strength of about 830 officers. The pay scales apPlicable to lA & 
·AS are similar to those in other group 'A' central services. Recently a cadre review of the service was 
conducted which resulted in the following changes at senior levels,-

(i) The post of Chairman, Audit Board and ex-officio additional deputy comptroller and auditor 
general (Commercial) which was earlier in the pay scale ofRs.2500-3000 was upgraded to that 
of Deputy Comptroller and Auditor General of India (Commercial)-cum-Chainnan, ,Audit 
Board on pay ofRs.3250/- (ftxed). 

(ii) Three posts of additional deputy comptrollers and auditor general, which were in the pay scale· 
ofRs.2500-3000 were allowed in addition a special pay of Rs.2501- per month. 
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(iii) Eight posts of senior administrative grade Level I (Rs.2500-2750) were designated as principal 
accountant general/principal director of audit and given a special pay ofRs.250/- per month. 

10.516. The association representing lA & AS officers has suggested that the post of deputy.C & 
AG should be upgraded to the level of Secretary to government and the posts of accountant general 
should also be upgraded as they' have to deal with senior officers under the state governments. C & 
AG has also pointed out that the accountants general in the states represent the C & AG of India and . 
discharge all the functions on his behalf under his overall guidance and it is l).ecessary that they are 
given adequate status in terms of pay and there should be only one level of posts for them 
corresponding to Rs.2500-2750. It has ai.sc been suggested that the principal accountant general who 
will be in overall charge of auditing and accounting in the state may be given pay ofRs.3000/- (fixed). 

,. For the post of deputy C & AG which is the highest cadre post for the members of the service, C & 
AG has recommended the pay admissible to Secretary to Government of India. 

10.517. We have considered the suggestions of C & AG and recommend the following scales of 
. pay for the higher posts. in the service,
Designation of post 
Principal Accountant General/Principal 
Director of Audit 
Additional deputy Comptroller and 
Auditor General 
Dy. Comptroller and Auditor General 
(Commercial)-cum-Chairman, Audit Board 
Deputy comptroller and auditor general 

No. of. posts 

8 
3 

1 
1 

1 
l. 
1 
1 

ProposedPay scale Rs. 
7300 (fixed) 
(without special pay) 

7600 (fixed) • 
(without special pay) 

8000 (fixed) 

10.518. The Third Pay Commission recommended common scales of pay for various categories 
of posts in the IAAD without distinction between accounting and audit work. However, with efect 
from March 1, 1984, there has been a restructuring of IAAD into two separate cadres- audit cadre and 
accounts and establishment cadre. This was done because the duties and responsibilities of the staff 
engaged on statutory were considered more important While the staff in the audit wing has been given 
higher pay scales, the remaining staff on the accounts side continue to be on the same pay scales as 
were applicable prior to separation of cadres. The number of posts which after restructuring of the two 
cadres have been transferred to the audit and accounts wings together with their designations and pay 
scales are indicated in the table. below:-

.Audit side 

Designation 

Audit officer 

Asstt. audit officer 

Section Officer (Audit) 

Senior auditor 

Junior auditor 

Accounts side 

Accounts Officer 

Selection Grade Section Officer (Accounts) 

Section officer (Accounts) 

Senior accountant 

Accountant 

Table 

· Pay scales Net. of posts 

Rs.840-1200 plus 

Rs.100 ad hoc special allowance 2901 

Rs.650-1040. 6546 

Rs.500-900 1724 

Rs.425-800 13374 

Rs.330-560 3344 

Rs.840-1200 461 

Rs.775-1000 167 

Rs.S00-900 1751 

Rs.425-700 1802 

Rs.330-560 9921 
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The posts of junior auditor are filled to _the extent of 25 per cent by promotion from LDCs and the 
balance 75 per cent through COmPetitive examination held by the Staff Selectiorr Commission. Post of 
senior auditor are filled by promotion from junior auditors with 3 y~ service who have passed the 
departmental examination for auditors. Posts of aCcountant are filled to the extent of SO per cent by 
promotion of LDCs with service of 5 years or more and the balance through a departmental 
·examination of LDCs with 3 years' service. It has been stated that consequent upon restructuring, the 
posts ~d personnel in the audit and accounts sides are distinct and separate and are no longer 
interchangeable. 

10.519. In the combined cadre ofiAAD there were-three levels of posts i.e. accounts officer 
(Rs.840-1200), section officer (Rs.S00-900) with a selection grade of Rs.77S-1000, and UDC 
(Rs.330-S60) with a selection grade Rs.42S-700. In the revised set up, about 86 per cent of the posts 
of aceounts officer, 81 per cent of section offlCCl' and 59 per cent of the UDC have been taken to the 
Audit Wing. All posts of accounts officer in that wing (redesignated as Audit Officer) have been given 
an ad hoc special allowance of Rs.100/- in addition to the pay scale of Rs~840-1200. However, the 
grades of section officer and UDC have further been divided into o/.'O grades each with 80 per cent of 
posts in the higher grade and 20 per cent in the lower grade. These are assistant audit officer (Rs.6S0-
1040)/section officer (Rs.S00-900) and senior auditor (Rs.42S-800)1junior auditor (Rs.330-S60). 

10.520. ·The existing pay scales of posts in IAAD, both in the audit and accounts wings conform 
to the pay. ~ales discussed in chapter 8. The scales of pay recommended there will apply to these 
posts except in the case of senior accountant (Rs.425-700) on the accounts side, which may be given 
the scale ofRs.1400-2600. Audit officers have been allowed a special ad hoc allowance ofRs.100/
per month by government in September, 1985 pending our report. :we do not find adequate 
justification for continuance of this ap.owance with the revised scales of pay recommended by us. 

10.521. Divisional accountants perform accounting duties in the public works and other similar 
departments of state governments. While in 13 'tates the cadre is controlled by the accountants 
general, in the remaining states they are entirely under the administrtative control of the state_ 
governments concerned. The existing pay scales of divisional accountants which are based on Third 
Pay Commission's recommendations are divisional accountant- ordinary grade (Rs.42S~750) and 
divisional accountant- selection grade (Rs.SS~800). 

10.522. The associations of divisional accountants have urged that their cadres in all states and 
central ministries should be taken over by the IAAD and they should be given not only the central 
scales of pay but all other allowances and benefits at central rates. They have also requested that the· 
divisional accountants should be provided adequate promotional avenues. They have asked for a three 
tier pay structure begining with group B gazetted level and ending at senior group 'A' level · · 

10.523. It has been pointed out by C & AG that for histrorical and traditional resons the cadre is 
controlled by IAAD in some of the states. It has been stated that on the basis of their duties. and 
functions, divisional accountants should be considered as discharging functions relating to the acco1p1ts 
of public work and other similar departments of the state government for and on behalf of th.e state 
administration. Their duties do not flow from anY of the constitutional functions devolving on the C & 
AG. It has also been. pointed out that it has not been possible to provide promotional avenues to the 
divisional accountants in accountant general's offices because of its adverse impact on the career 
prospects of the staff in these offices. C & AG's view is that divisional accountants should be 
provided promotional avenues for appointment to suitable posts in the state accounts service, where,ver 
they exist or they could be considered for appointment against suitable higher level fmance and 
accounts posts in the offices of superitcnding engineers and chief engineers. · · 

10.524. The basic fact, however, remains that divisional accountants are recruited by the 
Government of India and are its employees.• It is, therefore, appropriate that govem~t s~ould 
provide for their career progression in service. We suggest that the number of posts m the higher 
grade may be raised to so- per cent of the total strength of divisional accountants. The existing 
selection grade may be treated as a higher promotional grade and given t,he scale of Rs.1640-2900. 
They should also be provided promotional avenues in the offices of accountants general to posts 9f 
accounts offlCCl'S in the scale ofRa.2375-3SOO. 



CHAPfERll 
OTIIERCATEGORIFSOFSTAFF. 

L. Engineering Staff 
. . 

11.1 There are about 13,600 group B gazetted engineering posts of which the majority is in the scale of 
Rs.~so~ 1200 .. The scales of pay recommended by us in chapter 8 will be applicable to these posts. 

11.2 Group B gazetted engineering officers most1y assist the group A officers .. The main demand ()f 
associations of group B gazetted engineering officers has been for the merger of group B pqsts with group A. 
The rail way association has specifically represented that group B and junior scale group A officers perfonn the 
same duties with similar responsibilities and therefore these two scales should be merged on the principle of equal 
pay for equal work. We have carefully considered the matter. We note that this matter was also considered by' 
the Third Pay Commission who did not find any justification for such a merger. In our existing scheme, group B 
posts mainly serve as promotional avenues for group C posts and only insignificant percentage· of direct 
recruitment to group B posts takes place., We would not like to change the existing structure as it ~s withstood 
the test of time. We feel that the classification of group ~ and junior scale (group A) is justified and it is not 
repu~t to any particular. principle. ' . . · · . . • . . . , . , • : . . 

11.3 The group B officers federation· from the railways represented that while a percentage of posts (40 per 
cent) is reserved for promotion of group B officers to junior scale group A posts, no such percentage is fixed in 
the higher posts and group B officers cannot rise to higher levels. They have, therefore, suggested that a 
percentage of posts should be eannarked for promotee officers for promotion to higher level posts, viz., junior 
administrative grade and above. We have carefully considered the matter. Group B promotee officers on 
promotion to group A posts/services are merged in the common pool of group A officers and are eligible for 
further promotion along with group A officers on the basis of their length of service in group A and merit, on par 
with directly recruited group A officers. We therefore find no justification for eannarking a percentage of higher 
posts for promotee officers. · . 

11.4. The total num:ber of non-gazetted engineering posts cOming undet common Categories, including those 
of draftsman and ferro printer, is a little over llakh as on January 1, 1984. This, however, does not include the 
workshop supervisory staff. The number of posts has increased by 64 per cent since the report of the Third Pay 
Commission. Annexe 11.1 gives the departmentwise distribution of these posts in dominant scales of pay. 

. 11.5. As is seen from annexe 11.1 approximately 51 per cent of the posts are in the scale of Rs.425-700, the. 
bulk of which is concentrated in P & T. About 28 per cent of posts are in the scale of Rs.330-560, Rs.550-750 ' 
and.Rs.550-900. The remaining 21 per cent are distributed in 27 scales of pay. A variety of designations such 
as epgineers, overseers, supervisors, technical assistants, engineering assistants, inspectors, have been used for 
the same.scale of pay .. The posts in the scale ofRs.425-700 are filled by direct recruitment and promotion from 
lower categories and the qualification for direct recruitment varies from diploma in engineering to degree in 
engineering or B..Sc. first class. · · · · · · 

11.6. We find that for postS in the same scale of pay, some departments/nrlnistries and in some cases, some. 
departments in the same ministry, have prescribed different qualifications for recruitment with the result that there, 
is no uniformitY. For instance, for recruitment in the following scales of pay various departments/ministries have 
prescribed the following qualifications,- . _ · ' · . . \ .. . 
Scale Rs. Engineering Degree qualification Diploma in Engineering qualificatiof! 
700-900 Railways · Mines . 
550-900 Water Resources, Rural Development,. · Mines, Science & Technology 

Communications, P&T, Defence, Economic 

550.:150 

425-700 

425-640 

Affairs, Urban Development, etc. 
Mines, Industrial Development,Defence, 
Power, Railways. 
Water Resources, P&T, Surface Transport, 
Industrial Devel<;>pment, Urban Development. 

Economic Affairs 

194 

Mines, Defence, Agriculture, 
Surface Transport . 
Water Resources, P&T, Surface 
TranspOrt, Gommunications, 
Defence,Info'rmation & 
.Broadcasting, Railways, etc. · 
Mines. . ---
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11.7 The junior engineers associations in the CPWD and elsewhere have ~epresented. th~t1 
the 

draftsmen grade I in scale of Rs.425-700 had been traditionally equated to junior engineers in the scale 
of Rs.425-700. Subsequently, after Third Pay Commission, the scale of pay of draftsmen grade I was .. 
revised from Rs.425-700 to Rs.SS0-50 on the basis of an award of the Board of Arbitration and the' 
traditional relativity is said to have been lost. It has been urged that the pay scales of junior engineers · 
should therefore be raised to Rr..SS0-150. The Ministry of Urban Development suggested, on the 
basis of the recommendation of an expert body appointed by it, bifurcation of the cadre of junior 
engineers into two segrnents with SO per cent in the scale of Rs.42S-700 and the other 50 per cent in 
the scale of Rs.SS0-900. It was indicated that while direct recruitment in the scale of Rs.425-700. 
could continue to be from diploma holders, recruitment to 25 per cent posts in the scale ofRs.SS0~900 ~ 
could be made from graduate engineers in order to encourage theni' to come forward for direct· 
recruitment and continue in service. Representations were also received from graduate junior engineers ' 
for a better pay scale on the ground that while they were initially recruited, there was a provision for~ 
advance increments in their recruitment rules which was· subsequently done away with." There 1s .• , 
however, strong opposition to giving them_ a better scalefrom .othet: ju~ior engineers who are. 
predominantly diploma holders. · · · · · · · ' " · ' · " · ·· " .. ' ' · · ' 

0 t: ' '•' ' •' ,· j ' • A Af' -. ':-\ ' • \ ' 

11.8 The P&T Department have also suggested an upward revision ofpay scale. of junior_ 
engineers from Rs.425-700 to Rs.SS0-900 in view of the fact that the recruitment qualifications have' 
been changed from diploma in ·engineering tQ fll'St class B.Sc. with physics and mathematics with 60 
per cent marks, or an engineering degree. .. . . . ' • . ·3 • · . ·· • .- ·' . . · · . .. · 

':'' : -~:-I ~ . ·~ ~:t .- : .. , ~, I . . ~ 

11.9. We have considered the matter. , We feel that these suggestions' actually relate _to job 
evaluation to determine relative worth of charge of different posts;~ )t is not possibl~ for ·u!! to~ 
undertake this work. At a certain point of time a post in an establishment may have equation to a post . 
in another establishment, but due to changes brought about by modet:nisation, change .in the pattern of , 
work, etc. it may have been necessary to regard the post and the question 'of maintaining pario/ · ~ay 
not really arise. We therefore do not agree that the partities· wherever they are said to be, should 
always be maintained. It may be mentioned that the scales of pay of different levels of diaftsnien were 
revised upwards on the basis of an Arbitration award to remove 'certain grievances arising out of· 
implementation of Third Pay Commission's recommendations. · Revision of pay scilles of draftsmen 
does not therefore entitle the junior engineers to ask for similar benefits .. , · · .. 

• ·' _, _, , 1 • , , • I _; , & 

11.10 We fmd that as against 6409 and 21699 junior engineers pOsts in the Urban development 
and P&T respectively, there are only 820 and 3607 posts of selection grade of junior engineers 
(Rs.SS0-900) respectively constituting 12 per cent and 16 per cent posts in the upper level. There are 
no other posts in between or at higher levels to which junior engineers can go up except the gazetted . 
posts of assistant engineers. Having regard to th~ existing promotion prospects and duties and~ 
responsibilities of junior engineers, we would suggest that the existi~g selection grade should be 
abolished and nuide a promotional grade for junior engineers. Posts in this grade may be sui~bly. 
redesignated. The number of posts at the two levels may be as recommen~ by.~ ~t. ... : .. 

11.11. The Third Pay Co~ssion had envisaged direct recruitment of draftsmen against the S · 
standard scales recommended by it indicating ag~st each scale the qualifications fo_r ~t ~tmc:nt 
varying from matriculation plus one year's ~xpenence at the botto~ level to degree 111 engmeenng With 
experience for the higher grades. The Commission, however, did not lay down any percenta$e for 
direct recruitment. At present there is no uniform policy regarding direct recruitment and promooon of 
draftsmen at different levels in various ministries/departtnents. · ' · : · • 

11.12. Majority of the draftsmen are distljbuted in the S standard scales recoJillllCiided by the 
Third Pay Commission as indicated below,- . . ~. 

i) Rs.700-900 
ii) Rs.SS0-750 
iii) Rs.42S-700 
iv) Rs.330-S60 
v) Rs.260-430 

No.qfslldf 

1219 
2803. 
5222'. 
7224 
3953 

20421 ... 
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11.13. In March 1984, government issued orders for revision of pay scales of draftsmen in all 
govemment of India offices on the basis of an award given by the Board o( Arbitration in respect of 
draftsmen of central Public Works Departments. As per these orders, the draftsmen were to be placed 
in the following three scales in all government offices provided the recruitment qualifications were 
similar to those prescribed for draftsmen of CPWD,-

i) draftsman, grade I 
ii) draftsman, grade n . 
iii) drafts~an. grade m 

Rs.550-750 
Rs.425-700 

· Rs.330-560 

In addition, there are posts of draftsmen in the higher scates of Rs. 700-900 in some departments and · 
the pay scale ofRs.840-1040 is applicable to a few posts in railway production units only. The Board 
of Arbitration has also given an award in. August, 1985 for grant of pay scale of Rs.840-1040 to 
draftsmen working in the Research and Development Organisation and the Directorate General. of 
Inspection under Ministry of defence. The demand for introduction of the same scale of pay in respect 
of draftsmen working in other organisations of the Ministry of Defence has been rejected by the Board. 
The award of the Board of Arbitration is under consideration. · 

11.14. Apart from the above scales of pay, the remaining posts of draftsmen are distributed in 
other scales of pay also and the instrUctions issued by government in March, 1984 do not cover them. 

11.15~ After taking into consideration all the relevant factors and the reVisions of pay scales of 
draftsmen which would have been carried out in different ministries/departments in pursuance of 
government orders of March 1984, we recommend that draftsmen in the existing scale of Rs.330-560, 
Rs.425~700, Rs. 550-750 and Rs. 700-900 may be given the appropriate replacement scales proposed 
in chapter 8. The few posts of draftsmen in the scale ofRs.840-1040 and all P9St8 ori other scales of 
pay may be similarly placed in the scales proposed in chapter 8. Draftsmen who ~_not at present in 
the above scales of pay may be given the reVised scales· suggested in chapter 8 in the first instance and 
then refitted by the ministries and departments into. one of the four appropriate scales given above. 

11.16. At present there are . about 1500 posts of ferro printers spread over 20 
ministries/departments in 10 scales of pay. The Third Pay Commission had recommended the 
following five scales of pay for this category,-

Rs.185-220 (modified Rs.196-232) 
Rs.200-280 · (modifte<i Rs.210-290) 
Rs.225-308 
Rs.260-430 
Rs.330-480 

Most o! the employees are in the Ministry of Defence and Department of Railways. 

11.17. In chapter 8 we have broadbanded several scales and proposed new scales. The new 
scales indicated there may be adopted for this category of employees also. In future the cadre structure 
for this category should be so regulated that employees belpnging to this category are fitted into the-
following scales ofpay ,- · 

i) · Rs. 750-940 - By transfer 
ii) Rs.800-1150 - 50 per cent by p~motion. . . .. : 

· 50 per cent with qualiftcations as semi-skilled m qualifted. 
-By promotion. iii) Rs:825-1200 

iv} Rs.975-1540 

n. Workshop staff · 

-By promotion. 

11.18. We are required to deal both with the industrial and non-industrial categories of staff. At 
present, about 8.38 ·lakh industrial staff are working in ordnance factories, production units, 
workshops, wagon carriage depots, loco ninning sheds, etc. Those working in these establishments 
are generally referred to as workshop staff or artisan staff. In addition there are about 60,000 
supervisory posts in the industrial category. The workshop staff, who account for about 22 per cent of 
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the central government employees, are at present distributed in 20 different scales of pay ranging from 
Rs.196-232 to Rs.425-640. Eleven of those scales cover about 8.3lakh employees and the remaining 
9 scales account for about 8,000 employees. The main 11 scales of pay and the number of employees 
are given in· table I. . . .· . 

Table I 

Existin 
Scale g Number of employees 

Railways Defence P&T Others 
.. 

196- 232 . 86,417 1,09,763 1,634 .. 6,506 
200-240 1,784 587 
210-270 2,288 I . --· 324 
210-290 .96,804 . 59,997 . 2,194 5192 
225-308 ' . ' 1,778 . -- 2,774 
260-350 . 5,818 258.' I ~- 8,663· 
260-400 1,70,578 . 1,13,584 2,285 ' 5,611 
320-400 386 

221.":' 
4,712" 

330-480 56,681 . 17,303 
1 

.. 5,068- . 
380-560 45,571 '13,880 

. ; 
182 

. ,.:· 
~.598 

425-640 575 
. , .... ·r -· 706 . -

'' •' 
. ,· r 

TOTAL: 4,56,051 3,27,156 6,774 ·' ~ 1.-' f 43,741 
,·., .-.,-t • 

GRAND TOTAL: 8,33,722 

11.19 We have received several suggestions from federations/associations of workshop 
employees regarding reduction in the number of scales of pay and their improvement It has also been 
repres~ted that as all jobs in workshops need a certain minimum amount of skiil, the present system 
of employing workers at the unskilled level is not justified and that the lowest scale of pay to workshop 
staff should be that of a semi-skilled worker. The suggestion requires creation of a category of basic 
tradernen in workshops replacing the unskilled and semi-skilled employees. Having regard tq the 

'need for skill formation and work requirrnent in different departrilental production units and ordnance' 
factories, we do not think it is possible to dispense with recruitment at the unskilled lev~l.-· It will take 
some time for an unskilled worker to acquire some skill before he could be considered as semi-skilled. 
No change is therefore called for in this respect The well established system of categorisation of 
workshop staff into unskilled, semi-skilled, skilled, highly skilled and master ,craftsmen, ~ay 
continue. Merger of the two highly skilled grades, which has been suggested, is not justified having 
regard to work requirements and may also adversely affect the promotion prospects of workshop staff 
at the skilled leveL. We are therefore unable to ace~ the suggestion. 

11.20. The scale of Rs.225-308 was suggested as an interim arrangement by the Third Pay· 
Commission for the then existing scales ofRs.100-130 and Rs.100-142 pending re-classification of 
the posts into semi-skilled_ or skilled. But posts in this scale are still continuing. We recommend that 
different minis~s/departments should review the posts and suitably re-classify them at the appropriate 
level and adopt one of the standard scales for the workshop staff. Pending such review, the posts in 
the existing pay scale ofRs.225-308 shbuld be giveQ the revised scale of pay recommended by us. 

11.21. At tho skilled level, there are three scales of pay, Rs.260-350, Rs.3i0-400 and Rs.260-
400. While some organisations have skilled workers in the scales of pay of Rs.260-3~0 an~ Rs.32~ 
400, others have adopted the pay scale of Rs.260-400. It will be desirable to have unifonmty at th1s 
level of posts in different organisations and we therefore recommend that posts in "the ·pay scales of 
Rs.260-350, Rs.260-400 and Rs.320-400 may be placed in the pay scale of Rs.950-1500. 

11.22. In railways, the workshop staff of different categories have been distrib"uted a~ different 
levels of posts on a percentage basis. This is said to have been done on a functional bas1s and has 
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brought about a reasonable degree of career progression for the employees. The system has been 
.adopted in defence production units/establishments to some extent. In the course of evidence, as also 
during our visits to defence establishments, associations of employees represented that higher pre
determined percentages of posts at different levels, and higher pay scales for same level df posts in the 
railways, have created wide differentials in the emoluments of comparable posts in the defence and 

· railway units. The Third Pay commission pad suggested eventual fitment of different categories into 
the revised scales on the basis of the recommendations of expert bodies after cautious adoption of job 
evaluation techniques over a limited sphere- particularly for industrial and fairly standard jobs. We 
were informed that unplementation of this scheme has not given much satisfaction. Since the 
distribution of posts in different organisations is made on the basis of work requirment and after a 
review o(the work content, etc., it may neither be possible nor desirable to prescribe a uniform 
·structure to be followed by all departments. That will have to be done after a careful examination of all 
relevant aspects by the ministries/departments concerned. We however strongly emphasise the need 
for.having_ a central coordinating machinery in the Ministry 9f Finance so that a uniform approach may 
be adopted by different ministries/departments while refitting the workshop employees into the 
different scales of pay suggested by us hereafter. · 

11.23. Requests have been made for creation of posts in the grade of master craftsman to enable 
skilled artisans to continue to work in their li.D.e without having to become supervisors. some 
associations have requested for equating the scale of master craftsman (Rs.425-640) with that 6f 
chargeman ·(Rs.425-700). The scale of master craftsman is the terminal grade for worlqnan. The 
normal channel of promotion of highly skilled grade I staff is either to the supervisory grade of 
Rs.425-700 or to the master craftsman scale of Rs.425-640. The lower maximum in the scale of 
master crafesman acts as a disincentive for the skilled worker to continue as master craftsman and he 

· looks forward to· his appointment as supervisor. We therefore recommend that the scale of master 
craftsman may be revised to Rs.1400-2300. 

. . . 

11.24~ After considering all relevant aspects of the m,atter we recommend that the pay scales for 
workshop staff should be as follows:- · · 

Cat~gory of post Proposed scale of pay (Rs.) 

Unskilled 
·(Rs.196-:232) 

Semi-skilled · 
(Rs.210-270) 
(Rs.210-290) 

Skilled 
(Rs.260-350) 
(Rs.260~400) 

(Rs.320-400) 

Highly Skilled Grade n 
(Rs.330-480) 

Highly Skilled grade I 
(Rs.380-560) 

Master Craftsman 
(Rs.425-640) 

750-940 

800:.1150 

950-1500 

1200-1800 

1320-2040 

1400-2300 
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11.25. The distribution of posts of technical supervisors in the various organisations is mainly in 
the scales of pay given in table IT. 

Existing Scale 

380-560 
425-600 
425-640 
425-700 

.-455-700 
550-700 
550-800 
550-900 
650-960 
700-900 
840-1040 
840-1200 

Railways 

6709 

9946 

6854 

3195 
1494 

79 

28277 

Tablell 

Defence 

7289 

10654 

5481 

12 
5 

3579 
2570 

57 

29647 

P&T 

285 

117 

402 

Others Total 

295 14578 
177 

., . 

. 177 
179 . 179 
290 --21007 
140 140_ 

' 78 12413 
71 - 71 . 

493 505 
2 7 

·6 6780; 
4064 

1 . 137 

1732 60058 

11.26. Majority of the posts are in the four scales ofRs.380-560: Rs.425-700, Rs.550.:750 and 
h~~ . . ' 

' . 
11.27. Posts in the scale of Rs.380-560 form the lowest supervisory level. Oiieet recroitment of 

diploma holders is resorted to a limited extent in certain defence units. Since Rs.380:560 is also the 
scale of highly skilled grade I employees, a request has been made for upgradation.'o~ J)osts at thi~ 
level. Of the major departrments, railways alone have· a lower supervisory scale of Rs.330-480 for 
mistris. We understand that mistris working in certain 'seleeted areas like loco and electric' multiple unit 
car sheds, where they are in independent charge and supervise highly skilled artisans, are ·given 
special pay of Rs.35/-per month. Takitig note of these facts, we are of the view that in all departments 
the lowest supervisory level should be in the scale of Rs.1400-2300. The work content of mistris in. 
the scale of Rs.330-480 should be reviewed by railways. Those who are basically workers shoultd 1 
be placed in the highly skilled grade (Rs.1200-1800) and the others who can \le clearly identified as// 
supervisors may be given the scale ofRs.1400-2300. · . · . ' ·. -

11.28. Keeping in view the staffmg pattern in the workshop we recommend, the following paY, 

sc~e~ for technical superviso!S;- . d . ..."J 
Existing Scale Proposed scale of pay ~ i ~ 

Rs.380-560. 
Rs.380-640 
Rs.425-600 
Rs.425-640 
Rs.425-700 
Rs.455-700 
-Rs.550-750~ 
Rs.550-800 

~ 
Rs.1400-23~. 

Rs.1600-2660 

Rs.2000-3200 
Rs.700-900 
Rs.650-960 
Rs.840-1040 l 
Rs.840-1200 J- . . Rs.2375-3500 . 

11.29. Different schemes of incentive payment i.e., payment by re~ults for the output by the 
employees in industrial establishment of government, are in operation: Bastcally, all the schemes ha~e 
a common approach. The basic wages of the workers are guaranteed m all the schemes. The output m 
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excess of that which an average worker can turn out, qualifies for extra payment as incentive. In all the 
establishments, a ceiling is presribed for incentive payments which varies from 50 per cent (in the case 
of Railways) to 75 per cent (in the case of Defence establishments) of the basis wa~es. · 

I 11.30. St1ggestions received from different associations/federations regarding incentive scheme ' 
mainly relate to their extension to other areas, enhancing the ceiling limit and taking actual wages, . 
inlcuding allowances, into consideration for calculation of incentive payment.. We fmd that although 
substantial changes have taken· place due to modernisation and introduction of sophisticated 
technologies in workshops, establishments, etc., these incentive schemes have not been suitably 
revi~wed. Unless such reviews are carried out periodically, the schemes may not have the desired 
effect. In fact, in a particular case, the additional output may not really be due to the effort of the 
workman so as to justify payiD;ent by way of incentive but may be the result of introduction of more 
modern technology. We are theref<:>re unable to recommend any change in the schemes until they have 
been carefully reviewed. Care should be taken to ensure that the increased output claimed by the 
employee is capable of ve~cation and is clearly q~antifiable. 

11.31. Technical supervisors in defence establishments-are allowed overtime payments. The 
Third Pay Commission desired that the system should be reviewed and payment of overtime. to 
technical supervisors should be discontinued. This has not been done.· We reiterate the 
recommendation of the Third Pay Commission and suggest that such paynient should be discontinu~ . 

. m. ·Office Staff working in Orgariisations Outside the Secretariat . . . 
11.32. ·The organisations outside the secretariat are either attached or subordinate offices under the 

Government of India. The office staff in subordinate organisations have pay scales different from 
those available to the central secretariat staff and the attached offices participating in the Central . 
Secretariat Services. The work handled by the subordinate · and attiched.offices is somewhat differen~ 
from the work done in the central secretarial· While the staff in the miiiistries deal.mainly with policy . 
formulation; the attached offices are concerned with matters pertaining tO ilnplementation of the poli~ies · . 
formulated oy the ministries. Th~ subordinate office staff function as field agency for execution of the 
various schemes _and programmes of the governmen~ - .. · . . : · . · · ' · . ·. . · 

· ·11.33. Recruitment iii these -organisations is mostly at the level oflower division clerk (LOC). 
There is no direct recruitment at higher levels except in a few organisations where upper division clerks 
(UDC) are recruited. directly. The pay scales of the LDC and UDC are cormilon.for all. offices. There . 
are about 26000 clerical supervisory posts' in 15 designations and 16 different pay scales.· The posts in . 
these organisations are generally classified as group C non-gazette<L In the central secretariat the · · 

. clerical supervisory post is at the level of section officer: It has been suggested that pay scales at 
supervisory levels of clerical staff should be the same in all offices of Government of India. We fmd 

·:that there is considerable difference in educational qualifications, levels of recruitment and methods, · 
duties and responsibilities of the posts between these organisations. While we do not fmd it pos~ible · 
to recommend parhy in the pay scales, we are of the opinion that there is need for bringing some 
uniformity in the scales of pay below the level Rs.650-1200 and also in the designations of 
s1,1pervisory level posts in offices outside the central secretarial Goverrunent may review the position 
keeping in view the present levels, duti~s and responsibilities of the i>osts in supervisory level and 

. other relevant factors. The three standard levels of supervisory posts may be in scales of Rs.1400- . 
. 2300, Rs.1640-2900 and Rs.2000-3200 with suitable designations. Until then, the scales of pay 
recommended in chapter 8 may apply. The supervisory accounts staff in these ·organisations are dealf 

· with separately. · · · 

11.34. There are about 4iOOO stenographers mainly in the three scales of pay viz. Rs.330-560 
. (grade Ill), Rs.425-700 (grade II) and Rs.550-900 (grade I) in these offices. It has been pointed out 
that as the post of stenographer is linked with the status of the officer concerned and since the number 

· of posts of officers in subordinate offices is small, there is stagnation in the grades of stenographers. 
We find that the promotion prospects of the stenographers in these organisations need some 
improvement. We are therefore in favour of introduCing a higher level of post for stenographers in 

· these _organisations, for being attached to officers of senior administrative grade and equivalent posts. 
. . 
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We recommend that these posts ~y be created in the scale ofRs.2000-3200 by suitably upgrading the 
required number of posts of stenographers from the lower grades. · . , · 

IV. Accounts Staff 

1 L35. There are about 65,000 posts of accounts staff in groups B and C working in differe~t 
departments/offices of Government of India. The posts are in different pay scales and designations. 
However, there are organised accounts cadres under controller General of Defence Accounts (CGDA),. 
Controller General of Accounts (CGA), Railways and Departments of Posts and Telecommunications .. 
. The accounts posts in the organised cadres are in the following pay scales,- · 

Sl.No: . DesignatiOn 

1. 
2. 

1 2 

Auditor/Clerk grade 1/Junior accountant/Senior accounts clerk · 
Auditor (SG)/Clerk grade I (SG)/Senior accouumt/Senior accounts 
clerk(SG) 

. '- '• 

.. -.... 

'Rs:330-560_'· 
...• RsA25-700 .. 

3. Sub-head · ' : Rs.42s: 700 . 
Sub-head (SG) Rs.550-750 

4. Section officer/ Accoutnat/Junior accouants officer Rs.S00-900 
5. Section officer (SG)I Accountant (SG)/Junior accounts officer (SG) Rs.775-1 000 
6. Accounts officer/Assistant accounts officer/Pay & accounts officer ~s.840~.l200 

The pay scales ofRs.425-700 (except for sub-heads iii Railways) and. Rs.775-1000.are generally 
treated as s_election grades. In Railways .the pay scale. of Rs.425-700 is operated. both as a selection· 
grade and as a functional grade applicable to sub-heads •. There is also a selection grade for sub-heads 
in the scale of Rs.550-750. In Railways there are also posts of Travelling Inspector of Accounts, 
Inspector of Station Accounts and Inspector of Stores Accounts (Rs.500-900) with a selection grade of · 
Rs.775,.1000, which have a common c~ with other accounts posts. · · ·· 

· 11.36. The main demand of the aSsociations of accounts staff under CGDA, CGA, ~ways and · · 
Departrments of Posts and Telecommunications is that their pay scales should be the saine as for the 
staff in the Indian Audit and Accounts Department (IA&AD). They have poiiited out that there was 
parity all along, which was disturbed in March, 1984 when there was a restructuring of IA&AD into 
two separate cadres, i,e, a.udjt cadre and accounts & establishment. cadre. · As a result, higher pay. 
scales were given to 80 per cent of the staff on the audit side. They have also claimed that the ·duties · 
and responsibilities performed by them and the staff on the audit side of IA&AD are comparable. The 
All India Defence Accounts Association had also flled a writ petition in the Supreme Court requesting 
the Hon'ble Court to direct the government for bringing the pay scales of auditors and section offic~ 
working in the Defence Accounts Department at par with those in the IA&AD. The writ petition was 
however allowed to be withdrawn by the Supreme Court as both the parties agreed that the questions · 
raised in the petition would be better decided by this Commission. The ~sociation subsequently 
made their submission before us both in writing and orally. 

11.37. Some of the official witnesses have also emphasised the need for parity in·pay scales 
between IA&AD and other departments. The Controller General of Defence. Aecounts has stated th.at ·. 
the nature of duties and responsibilities assigned to the auditors and sectiQ.n officers of the defence 
accounts department is an integrated one combining audit, payment, accounting, fmancial advice and 
allied functions. He has therefore suggested that, having regard to the complexity aiid arduous nature 
of the jobs, they should be given the highest scale of pay given to the corresponding staff in IA&AD. 
The Controller General of Accounts has stated that the statutory audit functions performed by the staff 
of IA&AD are in no way unique as the internal audit functions of the civil accounts staff under his 
organisation include most of the audit functions performed by the statutory audit staff. Railway have 
pointed out that their accouants cadre had a traditional parity with audit which should be maintained 
considering the diversity, nature and quality of their work. The Departments of P&T have suggested· 
that whatever pay scales are given to the accounts staff in other depar:tments, should be given to the 
accounts staff in these departments also. 
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11.38. We have considered the matter. There has all along been parity between the staff in the 
IA&AD and accounts staff of other departments, which has been disturbed by restructuring IA&AD 
into two separate cadres viz., audit cadre and accounts and establishment cadre and giving higher pay 
scales to a, major portion of staff on the audit side. The audit and accounts functions are 
complementary to each other and are generally performed in many government offices in an integrated 
manner which is necessary for their effective functioning. The staff in these offices perform functions 
of internal check and audit suited to the requirements of each organisation which are equally important 
There is direct recruitment in the scale of Rs.330-560 in all the audit and accounts cadres through 
Staff Selection Co~ssion/Railway Rec.ruitment Boards from amongst univerSity graduates. We are 
therefore of the view that there should be broad parity in the pay scales of the staff in IA&AD and other 
accounts organisations. Accordingly, we recommend that the posts in the pay scale of Rs.425-700 in 
the organised accounts cadres may be given the scale ofRs.1400-2600. In the Railways, this will 
apply to the posts of sub-head in both the ordinary and selection grades. We also recommend that this 
should be treated in future as a functional grade requiring promotion as per normal procedure. The 
proposed scale ofRs.2000-3200 of section officer may also be. treated as a functional grade. With the 
proposed scales, there will be no selection grades for any of the posts. As regards the number of posts 
in the functional scales of Rs.1400-2600 and Rs.2000-3200, we note that about 53 per cent of the total 

. posts of junior/senior auditor and 66 per cent of the total posts of ordinary and selection grade of 
section officer in IA&AD are in the respective higher scales. Goverment may decide the number of 
posts to be placed in the scales of (i) Rs.1400-2600 and (ii) Rs.2000-3200 in the other organised 
accounts cadres taking this factor into consideration. All other accounts posts may be given the scales 
recommended. in chapter 8. . , · · · 

V. Teaching staff 

1 i.39. There are more than 50,000 teaching staff employed in primary, middle, secondary and 
higher/senior secondary schools run by the ministries of the Government of India and 
Administrations of Union Territories (UT). They are distributed in 21 scales of pay. In UT there are 
about 12,000 primary school teachers {PST), 20,000 trained graduate teachers (TGT) and 6,000 post
graduate teachers {PGT). In addition, there are 784 posts of vice-principal and 460 posts of principal 
of secondary and higher secondary schools . 

. 11.40. Associations representing teachers in UT have stated that there is considerable stagnation in 
Ule category of teachers. There is very little opportunity of promotion for teachers. Posts of 
headmaster, principal and vice-principal are very few. The existing pay scales and the selection 
grades have not provided ~uich relief and most of the associations have asked for longer scales and 
annual stagnation increments. 

. 1lA 1; ·There are nol'IOfllly 3levels of entry for teachers Viz., primary, secondary and senior/higher 
secondary. Corresponding to these.levels, the recruitment qualifications generally are as follows,-

Priinary school teach~rs · . ; Matriculation or its equivalent with basic training or Diploma in 
. · education or 1 year Teachers training certificate course. 

Graduate or secondary school teacher Bachelor's degree with degree or diploma in education. 
Post-gradeuate or higher/Senior Master's degree with degree or Diploma in education. 
secondary school teachers 

·At present. there are no well defmed promotion "channels and they differ from organisation to 
organisation However~ broadly speaking the posts of head master, vice-principal, and principal are 
generally filled by pro:q1otion of graduate or post-graduate teachers. In general, there is one selection 
grade available by way of promotion at each level. . · · 

. 11.42. For the three entry levels of matriculate trained, graduate trained and post-graduate trained 
teachers, the pay scales are Rs.330-560, 440-750 and 550-900. The promotion grades of teachers at 
the _levels of head masteis, vice:-principals and principals have the pay scales of Rs.650-1200, 
Rs.ll00-1600 and Rs.1Z00-1600. These six scales cover about 48,000 teachers out of 50,000 
employed by the central government For these posts we recommend the following scales of pay,-

. PST . Rs.1200-2040 
TOT/Headmaster Rs.1400-2600 
PGTNice-Principal Rs.1640-2900 
Vice-J»i!!cipaliHeadmaster Rs.2000-3500 

.. Princ1pal Rs.3000-4500 
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There are more than 2,000 teachers who are in the other scales. It will be desirable to place all teache~ 
in the above scales if they have the prescribed qualifications. We recommend that those teachers who 
are not in these scales of pay may be given these scales after ensuring that they have the prescribed 
qualifications. Those who do not possess these qualifications may be given only the corresponding 
revised scales of pay recommended by us in chapter 8. 

11.43. The three selection grades for teachers are Rs.530-630, Rs.740-880 and Rs.775~1oo0 for 
primary school, trained graduate teacher/headmaster, primary school and post-gr~duate 
teacher/headmaster, niiddle school respectively. These are different from the entry scales. It has been 
reported· that the national commissiion on teachers under the chairmanship.of Professor D.P .. 
Chattopadhyaya has given its report to government on the pay structure of teachers and the same is 
under consideration. Keeping this in view we have not suggested any changes in their pay scales 
except simplification of the selection grade which we recommen~ as follows,- · 

PST Rs.1400-2600 
TOT Rs.1640-2900 
POT Rs.2000-3500 

VL Electronic Data Procesgng Staff 

11.44. There are about 4000 posts of Electronic Data Processing (EDP) staff in 21 
ministries/departments. They are in 14 pay sca_les at different leyels from RS.260-400 to Rs.650-960. 
Spe~ial pay of Rs.20/- is given with some of these posts. There are a large number of EDP posts at 
diffe~nt levels in the National Informatics Centre (NIC), Department of Electronics, Registrar General 
of India (Ministry of Home Affairs), Ministry of Defence, ?Ianning Commission and Department of 
Statistics. EDJ> posts in the Department of Railways have been dealt with in chapter 10. 

11.45. It ha8 been suggested that there should be a regularly constituted service for staff engaged 
on EDP work. While we agree with the suggestion, we. thiilk that at this stage of development, a. 
separate cadre of EDP officers may not be feasible. In fact due to. rapid development of 
computerisation in administration, existing employees should be exposed to this discipline so·that their 
skills get upgraded for. switchover to the new technology of work. However, as a long term policy it 
will be desirable to develop a cadre of experienced employees trained in EDP and other related areas of 
work. We are of the view ~at the Department of Electonics should examine the matter and suggest 
reorganisation of the existing posts and prescribe uniform pay scales and designations in consultation 
with the Department of Personnel. Until then the pay scales and special pays recommended by us in 
chapters 8 and 24 will apply to these posts. · · 

i. 

vn Laboratory Technicians 
. . . 

11.46. There are posts of laboratory assistant under the Ministry of Defence in the scale of 
Rs.290-500. These are filled from amongst those who have passed higher secondary/intermediate 
with science with some experience .. We recommend that these posts may be given the scale. of 
Rs.J200-2040. · 

1 

11.47. There is one post of laboratory assistant.in the scale of Rs.530-610 (Selection Grade) in 
Chittaranjan Locomotive Works under the Railways, which is filled by promotion from post in the 
scale of Rs.330-530. We recommend that selection grade post may be given tile scale of Rs.1400-
2300. . . ! 

11.48. There are posts of laboratory assistant in_ different organisations undeJ;' the Railways in the 
scale of Rs.290-500. They are filled by those who have passed higher secondary/intermediate 
examination with science and have one year experience. These postS may be given the scale of 
Rs.1200-2040. · ~ · ·~ 

. 11.49. In the Directorate of Marketing and Inspection there are posts of laboratory assistant in the 
scale of Rs.380-560 and posts of junior chemist in the scale of Rs.425-700. The posts of laboratory 
assistant are generally filled by direct recruits with degree in chemistry. The ~ts of j~or ch~mist are 
also filled by direct recruits with post-graduate degree or B.Sc.(Honours) m chemtstry w1th some 
experience. It has been stated by tfie department that junior chemist ~Qtd laboratory assistant are trea~ 
as working chemists and their duties are comparable. They have suggested merger of both grades m 
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the scale of Rs.425-700. We agree and recommend that the· posts of laboratory assistant and junior · 
che~t may be given the scale ofRs.1400-2300. . · : · . 

' . . ) 

11.50. There are posts of labo~atory attendant in, the Central Revenue Control Laboratories in the 
scale of Rs.225,;308. These posts are filled by direct recruitment from amongst matric\llates witli 
s~ience. It has been stated that non':' matriculates are no longer being recruited. An expert committee 
appointed by government has also recommended ~provement in the scale of pay. We recommend that 

. posts of laboratory attendant in the ordinary grade (Rs.225-308) and selection grade (Rs.260-350) may 
be merged and given the scale ofRs.950-1400. · · 

vm. Receptionist 
11.S 1. There are two organised cadres of receptionists in central government- one controlled by 

. the Ministry of Home Affairs and the other under the Ministry of Defence. There are 221 .posts of 
receptionists in these cadres spread over 9 scales of pay. Four of these scal~s, viz. Rs.260-400, 330-
560, 425-600 and 425-700 account for 208 posts. While generally there is direct recruitment iQ the · 
scale of Rs.260-400 and Rs.330-560, the posts in the higher scales are mostly filled by promotion. 
There is no uniformity either in regard to the qualifications prescribed for direct recruitment or in the 
designation of the posts · · 

11.52. The Reception Organisation Employees' Association of Ministry of Home Affairs has 
represented for merger of the posts of r.eceiptionists with the Central Secretariat Service for better 

· promotion prospects. Such employees under the Ministry of Defence have requested for higher pay 
scales to bring them on par with corresponding grades in Armed Forces Headquarters Service. 

11.53. We have been informed that the -duties and responsibilities of receptionists and members of 
Central Secretariat Service are not comparable. We consider that work of receptionist is not such that 
those recruited for the secretariat clerical service cannot perfo~ it after some training. The present 
practice of appointing lower division clerks and upper division clerks with some experience to these 
posts lends support to this view. We also see no difficulty in including the existing incumbents of 
these posts ~ these two services. The posts of receptionist may therefore be held by the memberS of 
Central Secretariat Clerical SerYice and Armed Forces Headquarters Service. In the meantime, the 
revised scales recommended by us in chapter 8 would apply to these. posts. 

IX. Cashier 

11.54. At present cashiers are getting special pay at the following rates for handling cash,-

Amount of average monthly cash handled Rate of special pay 

Upto Rs.4,000 . Rs.10/-
Rs.4,001/- to Rs.20,000 Rs.20/-
Rs.20,0011- to Rs.50,000 Rs.30/-
Rs.50,001!- to Rs.1,00,000 Rs.40/-
0ver Rs.l,OO,OOO Rs.50/-

:nes~ rates do not apply where there is a regular cadre of cashiers in different grades as, for example, 
m Railways. A suggestion has been made that cashiers should be placed in the clerical supervisory 
grade as they generally perform duties involving higher responsibilities. Some unions have urged that 
the rate~ of ~pecial pay to cashiers should be substantially raised. It has also been suggested that the 
expendit~e ~curred by cashiers on fidelity bonds for furnishing security under the provisions of 
Gne~ Fmanctal Rules (GFR) should be reimbursed. . • 

11.55. Since !he duties and responsibilities attached to the posts of cashiers as also the cash 
handl~ by them differ from office ~ office, it is not possible to place all posts of cashier in the clerical 
~uperv1sory grade. Under th~ prov1sions of GFR 274 the security to be furnished by a cashier can be 
m the form .of cash or promissory notes, national savings certificates, deposit receipts of scheduled 
banks, fidelity bond, etc. In view of this we do not think it necessary to reimburse the expenditure to 
those who furnish security in the form of a fidelity bond.. . , 
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i 1.~6: The existing rates of. special pay were fixed on the b~is of recpmmendations of Third Pay 
Conuruss1on and need to be rev1ewed. We reco~end that spec1al pay at the following rates may be 
paid to cashiers,- · 

Amount of average monthly cash handled Rate of special pay per month 

Upto Rs. 75,000 . 
Over Rs.75,000/- and upto Rs.2,00,000/-
0ver Rs.3,00,000/- and upto Rs.5,00,000 
Over Rs.5,00,000/-

X. Library staff 

Rs.50/
Rs.75/
Rs.100/
Rs.125/-

11.57. There are 1943 librarians spread over different department of the Government of India. 
The departments of Education, Culture, Railways and the Ministries of Defence, Information and 
Broadcasting employ about 49 per cent of them. · 

11.58. · Almost every department of Government of India has a library with at least one post of 
librarian. There is no adequate channel of promotion. It is only in the· Department of Culture, 
Education; Railways and Ministry of Defence that there is a hierarchy providing some prospects of 
promotion. 

11.59. About 60 per cent posts of librarian are in the pay scales of Rs.260-430, 330-560, 425-
700, 550-900 and 650-1200. The remaining posts· are spread over some 20 other scales. There are 
posts in the pay scales of Rs.ll0-290, 210-270, 200-250_and 196--232 which are· for. library 
attendants and junior library attendants. ' 

11.60. There is no uniformity in the recruitment qualifications and posts with identical 
designations do not always have the same qualifications. We fmd that for the existing pay scale of 
Rs.650-1200 the recruitment qualifications 'lary froin bachelor's degree and degree/diploma in LibrarY 
Science and experience, to master's degree with degree/diploma in Library Science and experience. · 
The qualifications for direct recruitment in the pay scale of Rs.260-430 are generally a high· school 
certificate with one year certificate of library science. Graduate with degree or diploma in Library 
Science are recruited in the pay scale ofRsA25:.7oo. Post-graduate with degree/diploma in Library · 
Science are recruited in the pay scale of Rs. 700-1300. ·· Post-graduate with 7 years experience· are. 
recruited in the pay scale ofRs.ll00-1600 and (hose with more than 10 years experience in the pay~ 
scale of Rs.2000-2250. · : · · 

11.61. The professional associations of the librarians, including the Government. of India 
Librarian Association, have urged that multiplicity of entry points should be dispen~ed with an 
restricted to one or two points. They have also suggested rationalisation of recruitment qualifications , 
so that posts in similar scales of pay may have comparable qualifications;. A suggestion has also been 
made for the formation of a centralised cadre of libratians. · · 

" 11.62. The Department of Culture has propsoo that posts of librarians should be given ·the pay 
se;des recommended for librarians in the universities and colleges, as the qualifications and nature of 
w~rk are comparable. · · · 

11.63. There are difficulties in reclassifylng the posts of librarians and specifying their 
qualifications and recruitment levels. The pay scales, qualiflc~tions and recruitment levels of 
responsibijity will really depend on several factors. mainly on the size of the library. its character and 
importance. ·'To draw up suitable proposals in this regard a committee may be constituted to undertake· 
this. work. Pending such a review by the Committee, we recommend that librarians and library sttaff 
may be given the revised scales of pay proposed .in chapter 8. · · · 

XL Motor Vfhicie driver 

11.64. At present staff car drivers ~ central secretariat are in the pay scale of Rs.260-400. In 
other offices. the driven of light motor vehicles are in the scale of Rs.260-350 and drivers of heavy 
vehicles are in the pay scale of Rs.3~0-400. In organisations where there is a composite fleet 
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comprising both light and heavy vehicles, the drivers are in the pay scale of Rs.260-400. The central 
government staff car drivers association has represented that the disparity in the pay scales of drivers in 
ministries and other offices should be removed. We agree and reeommend that drivers of motor 
vehicles including staff cars in the existing scales_of Rs.260-350 and Rs.260-400 in all offices of 
government may be placed in the scale of Rs.950-1500. · 

xrr.cookandbearer 

11.65. Cook and cook bearer along with butler, bearer, attendant, waiter, etc., form a common 
category of about 27,f$)0 employees. There are about 18,000 employees in the cook and cook bearers 
categ6iy and most of them are in five scales _ofpaY...Yi.~..._Rs.196-232,·200-250, 210-270,260-400 and. 
Rs.330-480. Butlers, bearers, waiters and related workers are mostly in the scale of Rs.196-232, 
200-250 and Rs.210-290. There is n~u;prrelation between the designations adopted in the different 
departmen~/ministries and the existing scales of pay. . 

11.66. Keeping in view the need to improve the service, ~e recommend the following scales of 
pay for them,- . 

Sl.No. E:xist~g scale Proposed scale 
Rs. Rs. 

1. 

2. 
3. 

4. 
5. 

6 .. 
7. 

196-232 
200-240 
200-250 
210-270 
210-290 
225:308 
260-350 
260-400 
290-400 
320-400 

.330-480 
380:-560 

L .. 

750-940 
750-940 

. 775-1025 
800-1150 
800-1150 
825-1200 
950-1500 
950-1500 
950-1500 
950-1500 
1200-1800 
1320-2040 

11.67 It is desiraMe that .there should be substantial impro~ement in the quality of food and · 
c~~ng. It is therefore, suggested ih~t the present recruitment standards should be reviewed to enable 
appointment of properly trained and qualified personnel. · · · ' _, 

11.68. As in the case of workshop staff, scale ofR~.225-308 should be phased out by different 
departments on a proper review of the work content of the staff so that they get adjusted in either the 
scale of Rs.800-1159 or Rs.950-1500 depending upon their skills. All other posts may be given the 
scales of pay ~ommendedby ~sin chapter 8~. .· , . · . : 

' - ,- . 

XIII. Printing staff · 1 ' 

1l.69. Printing staff (othe; tha~ the staff of securlty presses under the Departtnent of Economic 
Affairs) numbering about 13,000 are distributed over 24 pay scales in 22 ministries/departments. The 
Ministries of Urban Development, Transport, Finance, Science and Technology are the major 
employees of printing staff. :The pay scales of printing staff are more or less similar to those of 
workshop staff. · · · · · 

i i.70. Federatio~s and as~ociations of press workers have suggested higher classification for 
alniost all categories 'of press workers. They have also suggested that wage differentials of semi-· 
skilled, skilled, highly skilled and supervisory categories may be 50, 100, 150 and 200 per. ce~t 
respectively over the unskilled employees. The Department of economic Affairs has asked for panty m 
the pay scales of workers in the Budget Press with reference to the workers of the Govvernmen~ of 
India presses under the Directorate of Printing as the duties attached to the posts and the nature of JOb 
of workers in these presses are said to be the same. Since their press is small and the staff arc not 
transferable, the avenues of promotion are limited, unlike the Government of India presses. This has 
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resulted in stagnation of staff in various grades of the Budget Press. They have therefore suggested 
revision of pay scales of 8 categories of staff in their press. 

11.71. We have considered the matter and taken note of the. fact that the earlier pay commissions 
considered the press staff as being akin to the generality of the wsorkshop staff except that a distinction 
was made in respect of proof readers, etc. of the reading branch whose job was found to be somewhat 
different The Committees appointed on the basis of the recomme_ndations of the earlier Commissions 
had also made an attempt to c~assify the different jobs in the various. printing trade under the unskilled, 
semi-skilled, skilled and highly skilled categories as obtaining in engineering and other technical trades 
in industry, and government revised certain scales in pursuanctt gf the recommendations of those 
committees. We feel that the appropriate course would be to reclassify and remunerate the various jobs· 
in the presses broadly in accordance with the scheme we are. proposing for the other workers iq the 
workshops by an inter-departmental committee consisting of representatives from all the major 
ministries employing printing staff. The Committee may look. into all the relevant aspects like 
reclassification of posts, promotion channels and other related. matters so that there 'may be uninformity~ 
in the classific~tion, pay scales, etc. of printing staff. _ TilJ. then, the revised scales of pay 
recommended in chapter 8 may apply. · · · 

XIV. Medical officers 

11. 72. There are about 344 group A posts of allopathic doctors in various ministriesidepaitments 
not belonging to the organised health services. They may be given the replacement scales prescribed 
for general duty officers of the Central Health Service. -

11.73. There are about 120 posts of group B allopathic Doctors in various ministries/departrrients 
in the pay scales of Rs.650-1200 and Rs.650-960 for which the qualifications for recruitment is 
MBBS degree. We recommend thD.t these posts may be upgraded and given the pay scale of Rs.2200-· 
4000. 

11.74 The total number of posts of dental surgeons in the Government of India is 65. Of these, 
45 are in the Ministry of Health and Family Welfare and 17 in the Department of Railways and three in· 
the Department of Coal. These dental surgeons do not belong to any organised service., Until 1984, 
they were considered non-medical ·when the Ministry of Health and Family Welfare reviewed the 
position and declared the post of' dental surgeon' a medical post Most of the-posts of the dental; 
surgeons are in the scale of Rs.650-1200. ' - . 

. . ·, ' . ~. ·.' . . .. 
11.75. It has been reprsented that there should. be. parif.)l in pay scales and s~tus of dental 

surgeons and allopathic doctors because the nature of the duties, duration . and contC?~t of their. 
repsective course, are comparable. Internship, which, was previously not compulsory for dental: 
surgeons, has been made ·compulsory from 1984:. The Ministry of Health and Family W ~lfare has 
recommended such parity. - . · _ . . · 

' ' ' 

11.76. The promotion prospects' of dental surgeons. aro said to be poor~ and it bas 'been 
represented that these should be comparable with general duty officers of Cen~ Health Service. 

11.77. There is no significant difference between the levels. of minimum qualifications, course 
content i\lld period of internship, etc. in BDS and MBBS course. Taking all relevant factors into 
consideration, we recommend that dental surgeons may be included in Central Health Service/Railway 
Medical Service and given the pay scales applicable to general duty officers of these services.: With 
such inclusion in the respective medical services, we recommend that recruitment to the posts of den~ 
surgeons may also be made through a competitive examination. - · 

11. 78. We recommend the following pay scales for dental surge()ns,-: 

Existing scale Proposed scale 

Rs. Rs. 
650-1200 . 22()(),.4000 
900-1400 3000-4500 
1100-1600 3000-4500 
1300-1700 3700-SOOO 
1800-2250 4100-5300 
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11.79. At present the highest post available to dental surgeon is in the pay scale ofRs.1800-2250 
in the Ministry of Health and Family Welfare. We recommend that one post in the scale ofRs.5900-
6700 should be provided for dental surgeons in Central Health Service. . · · 

' . . . . . . 

XV. Para-medical staff 

11.80 There are about 200 pos~ of radiographers and X-ray technicians iri central government 
· (excluding railways). They are in the scale of Rs.330-560 with·a selection grade ofRs.425~640. 
· There are a few l'Osts of X~ray technicians in the scale ofRs.425-7oo .. · · 

11.81. Th~re are about 2400 posts of pharmacist in the c~ntral government (excluding railways). 
Pha.rrilacists are recruited in the pay scale ofRs.330-560 with a selection grade ofRs.425-640. 

11.82. Associations representing the above categories of posts have represenled that there are no 
opportunities of promotion available to them. Consideiing the recruitment qualific~tions and the duties 
and responsibilities of the posts, we recommend that pharmacists and radiographerS, including X-ray 
Technicains, in the scale of Rs.3.30-560 may be given the scale of Rs.1350-2200 and those in the 
scales ofRs.425-640 and Rs.425-700 may be given the scale ofRs.1400-2600 .. Fot:impi-oving the. 

'promotion prospects, we recommend that ministry may examine the desirability of a few higher level 1 

posts in the pay scale ofRs.1640-2900. · 

11.83. There are over 7,000.civilian nurses in the empl~yment of central 'government posted in · 
. hospitals, .dispensaries and other health-care centres. We have dealt with the nursing staff employed in 

armed forces separately. Majority of nurses. are employed in the Departments of Health, Railways and 
Defence production, · 

11.84. The Trained Nurses Association has asked for revision of their pay scales, as they have to: 
undergo 3-1/2 years tq 4 years of special training after high school.. Besides, they work under difficult' 
conditions. · 

· . 11.85. The auxiliaiy nurse arid midWife (ANM) are m the pay scales of Rs .. 260-350 and Rs.260-
400.. . . . . '· 

. The Department of Railways hav~ decided that the auxiliary nurse&~cum~midwives possession the 
prescribed minimum qualificationS for entry into nuismg traiiling institutewould be sponsored by the 
Railways for training at the Railway's eost to make them eligibl~ for promotio~ as staff ~urses. · · 

11.86. Taking note of the qualifications presCribed for the posts, we recomrilend that ANM in the 
scales ofRs.260 -350 and Rs.260-400 may be given the scate of Rs.975-1540. There shou14 be a 
promotional grade in the scale of Rs.1200-2040 for theiiL This will also apply to the selection grade 
ANM in railway who are in the seale ofRs.320-400. The special pay ofRs.35/- will not be admissible. 
iii the railways to ANMs in the scale ofRs.1200-2040. · • ,. · 

· 11.87. There are about 4,600 staff nurses in the central government. Recruitment to the post of 
staff nurse is in the scales of Rs.425-640 'arid Rs.425-700. The· next level of promotion for them is 
generally the post of nursing sister in · the pay scale of Rs.455-700. ·It has been represented that it 
takes about 15 to 20 yean for a staff nurse to be promoted to the post of nursing sister. The nursing 
sister is incharge of a ward and supervises the work of staff nurses. Taking into account the nature 
and responsibility. of work, we recommend that the staff nurses in the scales. of Rs.425-640 and 
Rs.425-700 may be given the scale of pay ofRs:1400-2600. The nursing sister in the scales of pay of 

· Rs.455-700, 470-750 and Rs.550-700 may be given the scale of pay ofRs.1640-2900. · · . 

11.88. There are about 400 superviso~ po~ts for. nursing staff in the pay . scales of Rs.550-750, 
Rs.550-90Q, Rs.650-960 and Rs. 700-900. As their duties· are broadly comparable, we recommend 
the scale of Rs.2000-3200 for them.· . :- · · 

11.89. The nursing adviser, Ministry of Health and Family Welfare is responsible for advising the 
government on all matters pertaining to the development of career and profession of nurses. This is the 
highest post in the hierarchy of civilian nurses. The present scale of nursing adviser is Rs.1300-1700. 
Takipg note of the duties and responsibilities of the post, we recommend the scale of pay of Rs.3700-
5000 for it. 
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11.90. Similarly, there are about 70 posts of nurses on the teaching side in the nursing college and 
schools in the scales of Rs.425-640, Rs.455-700, 550-750, 550-900, 650-960 and 700-900. For 
posts in the scale of Rs.42S-640, we recommend the scale of Rs.1400-2600. For posts in the scale of 
Rs.455-700, we recommend the scale ofRs.1640-2900. For the other posts which are in the scales or 
Rs.550-900, 550-750, 650--960 and 700-900, we recommend the scale of Rs.2000-3200. The 
remaining posts may be given the scales of pay recommended in chapter 8. 

XVL Veterinary officers . : 

11.91. There are about 150 veterinary officers with degree in veterinary science in the Ministries 
of Agriculture and Rural Development, Health and Family Welfare, Home, Environment and Forests. 
In additon, there are a large number of veterinary offiCerS working in U.T. 

11.92. There are different scales of pay prescribed for veterinary officers. in different departments 
of the central govennent and U.T. · · 

11.93. A writ petition was filed in the Supreme Court (No.9080 of 1983) by the Delhi Veterinary 
Association alleging violation of articles 14 and 16 of the Constitution on the ground that the scale of 
pay of veterinary officer . was lower than that of the veterinary asSistant surgeon employed by the 
U.T. of Chandigarh or by the central government in the Indo Tibetan Border Police (ITBP) and the 
Border Security Force (BSF). Their Lordships of the Supreme Court specifically stated in their Order 
dated April 12, 1984, on the writ petition that, on the basis of the allegations, the petitioners had 
prayed that" a direction should be issued to the Respondents to treat the Veterinary Assistant Surgeons 
of .the Delhi Administration at par with the Veterinary. Assistant. Surgeons of Chandigarh · 
administration, ITBP and BSF'. Their Lordships made an Order leaving' the matter to be decided by 
government on the basis of the recommendations of _the Fourth Central Pay Commission~ , 

. 11.94. It has been brought to ;otice that it is difficult to attract and retiin veterinaty officerS with~ 
degree in veterinary science in the pay scales of Rs.42S-700 and Rs.S50-900. There ~s no uniformitY. 
in the seal~ ofRs.42S-700 and Rs.S50-900. There is no uniformity in the scales of pay of veterinary 
graduates. The pay scales differ from one organisation to another. For instance, the scales of pay in 
BSF/ITBP (Rs.650-1200) ·is different from the scales of pay in Delhi Administration and other UT 
for comparable posts. There is thus need to make the pay scale more attractive and to bring about · 
uniformity as far as possible. We therefore recommend that all posts for which a degree in verterinary 
science is the minimum qualification, should be in the scale of ~.2000-3500. Keeping in view this 
general recommendation government/Union Territory Administr.itions may identify the posts for which 
degree in veterinary scienc~ is the minimum qualification and give the pay Scale ofRs.2000-3500 fot 
such posts in the central government and U.T.. · 

11.95. The association of veterinary officers have asked for NPA. Mfuistry of Agriculture ati'd, 
Rural Development has brought to notice that many states and some UTs have already granted NP A to 
P,e veterinary graduates and has suggested grant of NP A to them. Commissioned officers of the 
Remount Veterinary Corps are also getting NPA. In these circumstances, we are inclined to agree and 
recommend payment of NP A. It has not been possible for us to recommend a proper seheme for grant 
of NP A to offiCerS at different levels with due regard to the nature of duties. Government may identify 
the posts for the grant ofNP A at different levels and fiX the amount of the allowance and the terms and 
conditions for its payment · 
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ANNEXURE 11.1 
(See paragraphs 11.4 & 11.5) 

No. •ofnon•gazette~_ Engineering Pusts 

Scale Defence Railways 'P.:&T •Urban I&B Water Others Total· 
(Rs.) ~ Developmemt Resources 

840,1200 ~ ·- 59 59 
840-1040. 590 ,·, 

•' 590 
700-900 524. 3266 9 80 149 ' .. 4028 
650-1040 I 22 6 28 
650-960 128 8 136 
5~0-900 2578 3607 820 976 194 1082 9257 
550-800 8 .. .. 45 53 
550-750 2288 ·7619 ::86 I , ·410; '' 18 142 295 10828 
550~700 ~ ' '· '14~ . ·- 25 170 
470-750 · •. • - - ~ '266: 266 
455-700 - -· 10 10 

'' 
440-750 68 68; 
425-800' ·-- 4·' : '~ .. L 5 '" 9' ' -·;:. 

''~'2o9'~ 425-750 ' - . - 1162 1371 
425-700 6589 11347. 22034 7006· 122 1457 ·t756. · · 50911 
425-640 

.·1 '(~ - 3 ' 18 ·, 
·, '21 '',' I j < J' .: (' ,. ) ( J j' '· 

4i5-600~~--· ''• ·- ~ 
,. - ~ :.2970 2970 

380-640. : 
'.' 

27 ,1 I ~ , ' - -:) ::•iJf:<l (., .. t 1 
: - ! ! - ,26 

38d-56o' · ·· 
~ , J I ~ 

1662 ·, 3 .... ~ .!'~i• ~ ,., ·. '., 465. 31 . 2161 
330-560 3236 

. ' 

' 1298, :S35 1689 548 1349 8655 ,., 
330-480, ·- . ' ~ 886 30· 916 
320-400 ' 69 69 .-
260-480 .,· ' ' . .-,r. 996 .... ·to, 106 
~60~430 ' '"2824 

' '· 
1530 .. ;318 25 .. 481 442 5620 

260-400. 3 '.,: ,; · . .9&~.,: ~- '; ~·· -· . 3,· 41 166 
260-350 ~36 

' < I 

: t -. 63 56 ' 255 
225~308 517 119 '190 66 67- '959 
210-290' .. 208 t96' 1 . 1 1 . 407 
210~270 '· 1 ',: < i 4 1 6 ... 
Z<p-250 '. ·- '1 : '·- 1 
196-232 ( .' .54 i1 ' ,, 

2 S7 
' ' 

..... , j; 

20,~~ 26,283 26;859 10,178 ' 4,229 ' 2,980 9,084 1,00,180 
., 

" 
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CHAPTER12 
ALL-INDIA SERVICES. 

12.1. There are three all-India services, namely, Indian. Admi.ilistrative Service (IAS),.Indian 
Police Service (IPS) and Indian Forest Service (IFS).' lAS and IPS were initially ,constituted under the 
enabling provisions of section 263 of the Govern}llent of India Act, 1,935., and by virtue o( ~ticle 31 i 
(2) of the Constitution, they were deemed to be services created 'by iPatliament under this· article as all
india seniices. IFS was created as·an:all-India seniice.in 1966. The.All-India Service$· Act, 195~~ 
empowers the central government to make rules and regulations in consultation with state governments 
for recruitment and conditons of service. of persons appointed to .the aU:-India ·services. Rules have 
been made under this Act, regulating the conditons ·of service of all-India serVice 'officers:·and 
specifying the powers of central government and state goveqtments. . , .· .· , . . , , ·~ _; r -~ r 

12.2. The principal object of constituting the all-India services was'to enable direct rec~itment"on 
all-India basis through 'competitive exaniinations held by UPSC' to bring about unifortriity' l:n'the 
standard of administration throughout the country, and to build up a 'cadre ·of .experienced and trained 
officers for manning the top level posts. ' · · _ , · · · " ': · ·· ·; 

- . . , ' ' : '. . I '' .... ' ."_ ·-. :..... ~ ~; :,, •' ~ ;! ' ";."' 
12.3. There are about 5000 officers in lAS in scales of pay ·of Rs:700-1300 {junior scale), 

Rs.1200-2000 (senior scale), Rs.2000-2250 (selection grade), and supertime scale posts i~ t~e~ca1e of 
Rs.2500-2750, and pay ofRs.3000/ .. and Rs.3500/-'. · · ' ,, . ' ·: ·' t'I)_LJ'~ ; n,;r:J 

• . . ·- ·_ _:. . ,._ .. ) ·-· -~~ .-1·Jdo~-;_ l.J :.l.i~./:::,i) 

12.4. Recruitment to the service is also made by promotion 9f state ~h:illadntilJ.istra!iy~ ~e!Yic~ 
officers and officers working in state government who are not members of -state civil/administrative 
services. Promotion of officers is limited to one-thlfd of the' senioi<duiY' posts and the centrai' 
deputation reserve. Forty per cent of senior duty posts constitute the'centraLdeputiltiOn~eserve~ ~ 

12.5. The Third Pay Commission did riot recommend any changd m lhe pay .. a:t the level 'of posts of 
Joint Secretary and above. The pay·of these posts was ilast revised in 11.'965 .. No changes have been 
made in the pay scal~s or special pay ~dmissible to lAS officer~ after ill\Plementation of. the 
recommendations of ~e ~ray, Commis~ion~ although some changes have been made in the case of 
the IPS and IFS. · . . . , . - . · 

• • • • f ~· • 

12.6 .. Associations of lAS officers hav~ pointed ou~ :tha~ ·~th ~~-continuous lise o_f, r;:Qnsumer 
price index, the,. ,real income of officers. has appreciably gone down. !he ratio of minimum and 
maximum salary of central government employees which was 1:19 when :the "fhird Pay Compljssion 
submitted its report is reduced to 1:7 (post tax).· The present scheme of dearness allowancehas'alsQ 
adversely affected the emoluments. ' If such a trend were to continue, it1 would .itdversely:mfect ~t~~ 
efficiency of the administration and have serious'consequences. It would also ~n '(he long ru_rl;' affe~~ 
the morale of the officers. We are of the view that the pay scales should be such ·as to attrclct _and retain 
a fair share of the country's best talent and motivate theni to continue in serv'ice and ..Contribute their 
best. It is also necessary that officers should be satisfied with their career progt;ession.' · ·' ' ·_ · ~ ;, 

12. 7. A number of state governments J:tave improved the pay s~ales of thek civ~ secyice officers 
in recent years. In many states, this has created an anomalous situation.· Jbe state go~~~ments must 
ensure that the pay scales of feeder services to the lAS are not higher than the pay scllle of lAS. At 
the same time we recognise that there are several civil serviCe officers promoted t<?.IAS after15-:-20 
years who do not get the benefit of higher pay. To Temove difficulty in pay fixation of promote~ 
officers we suggest that pay drawn in the feeder service may be protected as personal pay on 
promoti~n to lAS without adjusting it against future increments until sucli' time as the officer is' 
promoted to the supertime scale. Government may examine the suggestion and, if necessary~ amend 
therules. ' , · .• . .· .. 

12.8. We have heard the views expressed by some of the ChiefMinisten, and all ?f themba!e 
spoken from their experience iUl'l tec<>gnised the important role played by officers belongmg to lAS m 

" 
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the state administration. They have expreSsed views about parity in the pay scales among the all-India 
. services. While most of them were in favour of maintaining the existing relativities, some of them felt 
that disparities could be narrowed down to some extenl We have kept these observations in view 
while recommending the pay scales given in Chapter 8. 

12.9. There is a general suggestion by associations of engineering services-and several other 
services, for parity with lAS in regard to pay scales and promotion prospects. We have recommended 
pay scales for members of the organised services and also suggested improvements in their career 
progression. Undoubtedly this will reduce the disparity and bring the services closer together with 
comparabl~ prospects. · · · 

12.10. There are about 2700 members of the IPS in the pay, scales ofRs.700-1300 (junior scale), 
Rs.1200-1700 (senior scale), and Rs.1800-2000 (selection grade).· The scales of pay ofRs.2000-
2250, 2250-2500, Rs.2500-:2750 and pay of Rs.3000 (fixed) are treated as supertime scales. IPS 
officers are also appointed ·to posts under the central government carrying pay of Rs.3250/- (fiXe(!) and 
Rs.3500/- (fiXed). 

12.11. Some posts were created in the pay scales which were higher than those recommended by 
the Third Pay Commission, since .. 1973. In 16 States. cadre posts of Director General (DG) of Police 
at a fiXed pay of Rs.3000/-, and_29 ex-cadre posts of DG .were reported to have been created. 
Selection Grade C?f IPS was alsorevised (rom Rs.1 ~00 (fiXed) to Rs.1800-2000. In addition, the level 
of Additional Inspector General was replaced by Deputy lnspector General (DIG) Level I with the pay 
scale ofRs.2250-2500 while. the post c;>fDIG Level Uwas placed in the scale ofRs.2000-2250 •... 

, • - ' • ' ' ...,. ' • • I 

_12.12 .. With the upgradation of th~ post of Inspector General (IG) incharge of the state police tO 
that ofDG (P) in 1982, in most states, and abolition of the rank and designation of Additonal Inspector 
General of Police and simultaneous creation of DIG Level I and ll, the guidelines issued in 1976 in 
respect of zone of consideration for promotion to the selection grade·and supertime scale have been 
revised with effect from January 1~ 1986 as given below:-
1 • - • • • 7i. . '. . ' ... . . . . 

1. :f2or proiD:otion to the Levert ll grade of DIG - Officcrrs who have completed 16 years of service 

2 .. _For promotion to the Level I ~rade _of DIG- _Officers who have put in at least 2 years service in Level ll 
. : . . grade of DIG and have completed 18 years of service 

3. For promotion to the grade ofiGP · ·· l · · officers whO have put in at least s years service in Level 
·w Level I grade of DIG and have completed 21 years of 
service 

4. For pro~otion to the grade of riG &:. IG})., IGP who have put in at least 4 years of service in the rank 
- ! ~ •• • • ' . and have completed 30 years of service. 

- . ·'· \;,·.~ _, .. .. . . • .. ' j .l '- -~ -: t'_,~:: --. : . _; _·. .-
. 12.13. At present the cadre review committee of the IPS does not have a member from the semce. 

Wei-ecOnlincmd that a member of the IPS should be niade a member of the cadre review committee for 
~S state· cadres~_ S~tes have been revising the p~y scaies of their police service officers according to 
their needs and considerations.. To remove difficulty in pay fiXation of promoted officers, we suggest 
that pay drawn on promotion. to IPS may. be protected as personal pay without adjusting it against 
future increments until such tiole as the officer is promoted to the supertime scale •. Government may 
examine the suggestion and, "if n~ssary, ~nd the' rules. . . . 

. 12.14. Th~re are at present two levels of posts of DIG. Levell is in the scale of Rs.2250-2500 
and Level II is in the .scale. of RsJ000-2250., .The duties and responsibilities of the posts are 

. oomparable and we reconuneJ1d merger of these levels of posts by a common scale of pay of Rs.2000-
2500. We suggest that in some of the bigger States, the p(>st ofDG(P) may be upgraded and given 
the pay of Rs.3250/- (fiXed). ·We have recommended the upgradation of posts in the central police · 
org_anisations and also of Director, Central Bureau of Investigation. 

· 12.15. There are about 2000 posts in IFS. The services has scales of pay ofRs.700-1300 (junior 
scale), Rs.ll00-1600 (senior scale), Rs.1650-1800 (selection grade), Rs.1800-2000 (Level n of the 
Conservator of Forests), Rs.2000-2250 (Level I of Conservator of Forests) and higher scales of 
Rs.2250-.2500 and Rs.2500-2750. . 
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12.16. In som~ states where there is more than one post of Chief Conservator, senior most officer 
in the scale of Rs.2500-2750 is designated as Principal Chi~f Conserva~r of Forests on pay of 
Rs.3000/- (flXecd).. . . . · 

12.17 •. The associations of officers of the serVice have emphasised that there is need to make the 
service more attractive. . . 

12.18. We have considered the suggestion for parity with lAS and IPS. -Promotion prospects of 
the IFS officers can be improved by reducing the levels of posts in the service. We recommend the 
following scales of pay after merging ~e two levels of posts of Conservator of Forests and one of 
Additional Chief Conservator of Forests,-. . 
Post Existing scale of pay Proposed scale of pay 

Deputy Consetvator of Forest (S.G) Rs.1650-75-1800 

ConservatorofForests (i) Rs.1800-100-2000· 
(ii) Rs.2000-125/2-2250 

Additional Chief Conservator of Forests Rs.2250-125/2-2500 

Rs.4100-5300 

.. Rs.4500-5700 

Rs.4500-5700 

Rs.4500-5700 

12.19. Considering the structUre of the service, we recommend that the pay scale of Rs.3000-
3500 for the post of IG of Forests at the centre may be revised and given the pay of Rs.8000/- (fixed). 

· The post of Chief Conservator of Forests should be in the scale of pal. of Rs.5900-6700. In bigger 
states there may be a post of Principal Chief Conservator of Forersts in the pay scale of Rs. 7600/
(flXed) wherever state Government consider it necessary to have a post at that leveL, In other States, 
this post may carry the pay of Rs. 7300/- (fl.Xed). · · 



VOLUME ill 

INTRODUCI10N 

This volume contains chapters 13 to 26 in which we have dealt with 
various allowances 3}ld benefits like compensation for price rise, housing · 
facilities.and house rent allowance, compensatory allowances, travelling 
allowance, educational and medical facilities. Our recommendations on 
matters like age of superannuation, promotion policy, special pay, leave 
entitlement and welfare measures are also given in this volume. Some of the 
recommendations made in this volume will apply to civilian employees and 
armed forces personnel. 



. ' CHAPrER 13 

COMPENSATION FOR J>lUCE RISE 

13.1 .. Dearness allowance which is being paid at present is in the nature of~ ~omperisatory 
payment to employees for erosion in the re~l value of ili,eir salaries resulting from price !ise .. The 
allowance has been in existence for about four decades ~d now covers almost all employees in the 
organised sector. Accordingly ,1 it has emerged as an important area of pay administration having 
fmancial, economic and administrative implications. Over the years, there have been many changes in 

·the policy for payment of deap1ess allowance, particularly with regard to coverage of employees; 
percentage of neutralisation for different categories, periodicity of'payment, etc. :The dearness· 

· allowance presently paid to the central government employees is based on the recommendations of the 
Third Pay Commission as modified by_government from pm.e to time .. · . , . , . c 

• , ' ' ' l 1 , ; •' , ' I ~ ! , ~ , • , :·' • ', : , ~ -, • • 

13.2. The salary structure recommended by the Third Pay Commission ·was related to.12-monthly 
average 200 of the All India Average Consumer Price Index Numb. er for Industtmi Workers (General) 
(1960=100) The Commissio~ recommended that dearness allowance should be given with reference 
to every 8 point incPse above the inqex average of 200. 'J'he upper pay limit for grant of deainess 
allowance was recommend~d by the Commission at Rs.2250/- per ~on~ .• For purposes of grant of 
dearness allowance~ employees were divided into three pay 'groups i.e. those drawing pay upto 
Rs.900/-, those above Rs.900/- and upto Rs.1600/- and upto Rs.2250/- per inonth. The first 
instalment of dearness allowance for 8 point rise in the index average was to be allowed only to the 
flrst category of employees. on the index average rising by 16 points; in addition to the employees in 
the flrst category, the employees in the second category were also to be .covered and paid dearness 
allowance on the entire increase of 16 points. Similarly; when the index avarage rose by 24 points, the 
third category of employees were to be covered in addition to the employees belonging to the first two. 
categories and paid dearness allowance for the entire price rise of 24 points. The above cycle was to be 
repeated in case of further increase in prices. The rates of dearness allowance recommended by th~ 
Commission were as follows:- · 

Pay range Rate of dearness allowance for every 8. point increase . . · 

Upto Rs.300/• 

Above Rs.300/-

3.5 per cent of pay subject to a minimum of Rs. 71-
and a maximum ofRs.10/- per m()nth .. 

2.5 per cent of pay subject to a minimum of Rs.10/-' 
and a maximum ofRs.20/- per month · · 

The above rates of dearness allowance provided a n~utralisation of about 95 per cent on the lowest 
pay ofRs.185/- per month recommended by the Commission (subsequently revised by the government 
to Rs.196/- per month) and the neutralisation percentage went on declining for higher pay leyels so that 
in respect of the employees drawing pay between Rs.1600/- and 2250/· per month it worked out to 
about 30 per cent or less. The Commission also reco~ended that on the price level rising above the 
12-monthly average of272 (1960=100), government should review the position and decide whether 
the dearness allowance scheme should be extended further or the pay scales should be revis~d . 

) 

13.3. The rates of dearness allowance recommended by the .Commission were modified by 
government ab initio after discussion with representatives of Staff Side in the National Council (JCM) 
as indicated below:- · ' 

Pay range · Rate for every 8 point increase 

Upto Rs.300/- 4 per cent of pay 

Above Rs.300/- 3 per cent of pay subject to a minimiun ofRs.12/
and a maximum of Rs,271- per month. 

216 
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. Dearness allowance at the above rates was paid upto index average 272. Subsequently, the rates 
were revised in August, 1974, and dearness allowance at the rates recommended by the Third Pay 
Commission was paic:t upto index average 312. Later, after discussion with the Staff Side in the 

. National Council (JCM), the rates were further revised in March, 1979, and the revised rates were as 
.follows:- · ' ··· · 

Pay range Rate for every 8 point increase 

Upto Rs.400/- . 
· Above Rs.400/-

4 per cent of pay 
3 per cent of pay subject to a minimum of Rs.l6/
and a maximum ofRs.30/- per month. · 

.. The above rates provide a neutralistion of 100 per cent to employees drawing pay upto Rs.400/
•per month ·and 75 per cent to those ~awing pay upto Rs.lOOO/- per month after which the 
neutralisation went on de<;reasmg. . · 

·. 13.4. In March, 1982, government revised the dearness allowance paid to senior officers. The 
salaries of posts at the level of Joint Secretary and above and equivalent thereto were revised in 1965 

: and Third, Pay Commission suggested no change therein. Initially they were given an ad hoc dearness 
allowance of Rs.150/- with effect from December 1, 1978 which continued thereafter for every rise of 

· 24 points in the index average. Since this partial compensation was not commensurate with the rise"in 
. prices, government decided, as a one time measure, to raise the level of neutralisation to about 45 per 
cent at the level of Joint Secretary and equivalent posts. This resulted in raising the dearnes~ allowance 
payable to officers drawing pay ofRs.2750/- and above from Rs.900/- to Rs.1500/- with effect:from 
January 1, 1982. The above level of neutralisation for senior officers is now being maintained by 
granting suitable increase in dearness allowance subject to a maximum ofRs.150/- on every increase of 
~4 points in the index average. when dearness allowance becomes due under the present scheme, a 
specific decision is taken by government for its payment 

13.5. Government decided on three occasions to treat part of dearness allowance as dearness pay 
for certain purposes more particularly to provide relief in the matter of death-cum-retirement benefits to 
retiring employees. The first 9 instalments of dearness allowance paid upto index average 272 were 
treated as dearness pay with effect from September 30, 1977 to be reckoned as pay for retirement 
benefits ~n1y. Subs~quently, 6 more instalments of dearness allowance upto index average 320 were 
treated as' dearness pay with effect from January 31, 1982 for retirement benefits. Government also 
decided that the above dearness pay would count as pay for purposes ofgrant of house rent allowance 
and compensatory (city) allowance from February 1, 1982. Later; government decided to treat 31 
more instalments of dearness allowance granted upto index average 568 as pay with effect from March 
31, 1985 for retirement benefits only. · 

. . _13.6. Since January 1, 1973 (i.e., the date from which the revised pay scales recommended by the 
·Third Pay Commission were implemented) 51 instalments of dearness allowance have fallen due and 
have been paid covering price rise upto index average 608 which was reached with the 12-monthly 
average for December, 1985. · · · 

.. 
Financial year 

1973-74 
1974-75 
1975-76 
1976-77 
1977-78· 
1978-79 
1979-80 

.·1980-81 
1981-82 
1982-83 
1983-84" 
1984-85 
1985-86(Upto January, 1986) 

,. 

Table I· 
Number of instalments of dearness allowance paid 

5 
"·9 

.:. 

l 
1 
3 
5 
6 
5 
7 
5 
4 

51 
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The percentage of neutralisation provided to the government employees under the e~sting dearness 
allowance' scheme for a 8 point increase in index average is as follows:- · · . . . 

Pay(Rs.) Perce~tage of neutralisation 

196 100 

300 100 

400 100 

1000 75 ·. 

2250 45 

2750 45 

3500 35 ·' '.'' 

The overall neutralisation rflllges between 124 .and 42 per cent at index av:erage .. 608 after ta:idrig into 
account the two instalments of interim relief. · . · · · · , · · · · · · · · 1 :. • .. • • · • •l •• · 

• ~ f'. r : . ,., --. ~. • _. • _, ., "'1 

13.7. The state governments also compensate their employees f~r prlce rise :in the form of 
dearness allowance, which. is granted by them more or less on the same pattern as followed.by·the 
central government since the pay scales of state government employees are linked to· different ~de~ 
levels, the actual rates of dearness allowance paid by them are different from those payable to central 
government employees. · · · · · · · · 

~ •• ·; •1 :~· "_-: • V 1-· . ~ I 

13.8. In public sector undertakings, dearness allowance payable to the employees has been raised 
from Rs.1.30 to Rs.1.65 per po~t with effect from April1, 1983; We have been informed that this 
neutralises the minimum wage in steel industry and a number of ~ajor industries like Coal, Bharat 
Heav:y Electrical& Ltd. and Bangalore-based enterprises to the extent of a little more tqan 100 per cel}t 

13.9. Each instalment of dearness allowance to central goverriment employees costs about Rs. 72 
crore per annum. It has been intimated th~t the total expenditure on 28 instalments of dearness 
allowance which fell due during the Sixth Plan was about Rs. 5,200 crore for the Centre and ove~ 
Rs.10,000 crore for the States which generally follow the central dearness allowance formula. This 
constituted about 45 per cent of the total additional resource mobilisation of about Rs.34,000 crore (in 
current prices) under taken by the Centre and. the States during the Sixth Plan period. ' 

' \ . ' t •.•. 

13.10. It has been suggested by the Staff Side in the National Council (JCM) that the time and 
point factors in the existing scheme of dearness allowance should be reduced from 12 months and 8 
points to 6 months and 4 points respectively. They have also requested that the employees should be 
given full neutralisation for price rise and payment of dearness allowance should be automatic; They 
have further stated that when the cost of livitig index exceeds by 2S per cen~ over the index at which the 
pay scales have been prescribed, that portion of dearness allowance should be treated as dearness pay 
for all purposes. Similar request has been made by other associations of employees. It has also been 
represented that there should be no tapering of neutralisation at higher levels. The existing scheme of 
dearness allowance provides a neutralisation of about 35 per cent only at the highest level which they 
feel is inadequate in an inflationary situation. The work involved in the payment of fresh instalments· 
of dearness allowance is considerable and affects the budgetary alloc~ti,ons. It has therefore been 
suggested that dearness allowance may be revised once a year. 

13.11. The present dearness allowance formula was evolved in 1973 when the 12-monthly index 
average (1960=100) was 200. At that level, a 4 per cent rise in prices resulted in 8-point increase in 
the index average. The index. average has reached 608 in Dec~mber, 1985. Hence. at this level the 
index average will go up by 8 points with only about 1.3 per cent· rise in prices. The Third Pay 
Commission had. recommended that government should review the position when the index average 
reached 272 and decided whether the dearness allowance should be extended further or the pay scales 
should be revised. Although a review of the rates of dearness allowance was undertaken by 
government sometiine in 1975, the payment of dearness allowance continued on the basis of every 8 
point increase in the index average. As may be seen from the table in paragraph 13.6, except for the , : 
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· relatively stable period from 1975-76 to 1978-79, dearness allowance instalments ranging from 3 to 9 
have been paid every year .. It is estimated that ifthere. is 8 per~cent inflation in future, more than 6 
instalments of dearness would be falling due every year . As the uency of payment of dearness 
allowance cannot be foreseen, the budget estimates made- at tbe be · · g of the financial year get UP.Set 
if the amount.of dearness allowance paid during.the fm-~cial year exceeds the amount for which 
provision was made in the budget. This aspect h;!s been stressed b~fore us by the representatives of 
almost all the-state governments. The reduction in the time and ppint factors suggested by the 
associations will mean more frequent adjustments in dearness allowance, 'more uncertainty in 
budgetary planning; apart from additional administrative work. we are therefore unable to agree to the 
suggestion for reducing the time and point factors in the existing dearness allowance fonnula. We are 
also ofthe view that the sche~e shOuld be modified for better budgetary planning. · ·. · · 

13.12. ·Prior to the Third Pay Commission, dearness allowance was generally viewed as a 
· compensation against the price rise which was c~nsidered to be a temporary phenomenon as the prices 
were expected to stabilise. Accordingly, the various commissions and committees appointed by 
government recommended compensation mainly to low paid employees who, according to them were 
likely to be more affected by the price rise. · The Third Pay Commission, however, observed that 
dearness allowance should be treated as a compensation tQ the wage earners and salaried employees 
against rise in prices over the index level to which the· pay structure was related. It therefore 
recommended a formula which provided compensation to all employees excepting those getting pay 
above Rs.2250/-, the percentage of neutralisation being Jtigher at lower pay levels. 

13.13. Prices have risen a.great deal after January 1,1973~ Since· the neutralisation a11owed to 
employees at various levels has been different, the relativity among various pay levels determined by 
the Commission has been disturbed. The table below indicates the changes in the disparity ratios over 
they~ between the minimum and maximum_ salary. - · · 

'l'ablell 

I;>ate Index Average Minimum salary -·Miirlmum salary of group 'A' Dispap.ty ratio 

·As on 
January 1,1973 200 ... 196 . 700 

As on 
January 1, 1986 608 691 1894 

Date lr).dex Average Minimum sala,ty. MaXimum salary 

As on 
january 1,1973 200 19~ 3500 

.As on 
January 1,1986 - 608 691 6500" 

1:3.6 

1:2.7 

Disparity ratio 

1:17.8 

1:9.4 

Note: Salary includes basic pay, dearness pay/additional dearness allowance/ad hoc dearness 
allowance/interim · · 

relief. 

13.14. In some other cowitries, ~ompensation for price rise is through wage increase on an annual 
basis. Ho:wever, under the scheme applicable to central government ~mployees , compensation is in 
the form of periodical payments of dearness allowance. While dearness allowance compensates 
serving employees for price rise, its benefit is not available to retiring employees unless it is trea~ed as 
dearness pay for retirement benefits. With effect from March 31,1985, dearness allowance up to mdex 
average 568 is treated as pay for retirement benefits. 
· . 13.15. As stated earlier, dearQess allowance becomes due for payment frequently at present Vfe 
are of the view that compensation for price rise should be sanctioned only twice a year, payable With 
the salary for March and September. For purposes of compensation, the increase in 12-monthly 

. average of index during the periods ending December and June over the index av~age of 608 
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(1960=100) should be taken into account The above arrangement will enable goveriunent to make! 
suitable provision in the main budget for the compensation to be given ·with pay for March and in the 
supplementary budget for that to be given with pay for September. · · 

13.16. We are also of the view that the compensation should provide full neutralisation of price' · 
rise to employees drawing basic pay upto Rs.3500/-, 75 per cent to those getting basic pay between I 
Rs.35011- and 6000/- and 65 per cent to those getting basic pay above Rs.6000/- subject to marginal i 

adjustments. This compensation may continue to be shown as a distinct element of remuneration. 

13.17. In order to simplify the administrative and accounting work, the percentage ofprice 
increase for the six-monthly period should be calculated in whole numbers over the index average 608. 
The rate of compensation to the employees should als~ be expressed in whole numbers only. For 
example, if the index average has gone up by 15.13 per. cent over index average 608 in a particular six
monthly period, this may be taken as 15 per cent increase in prices and employees getting basic pay 
upto Rs.3500/- may be given compensation of 15 per cent, those between Rs. 35011- and 6000/- of 11 
per cent and those above Rs.6000/- of 9 per cent. In this.system the fractions will be taken care of in 
s~bsequent periods. · · · · · 

· 13.18. We have recommended that compensation-for price rise should be sanctioned twice a year. 
This would ensure that there would be no uncertainty iJ?. the minds of government employees in_ regard 
to the periodicity of grant of compensation.· We realise that there may be situations when government 
may not find it possible to sanction the compensation for price .rise according to the scheme 
recommended by us. We are of the view that in such situations, the restraint, if any • should apply· 
to the entire organised sector including central government employees. . 

13.19. Presently the All India Average Consumer Price Index Numbers for Industra'h Workers 
(General) (1960=100)is being used for purposes of grant of dearness alowance to central gbvernment 
employees. It has been pointed out that this index does not truly represent the consumption pattern of 
all central government employees and should be replaced by an index , specially prepared f~r the. . 
purpose. On the other hand, it has been argued that the consumption pattern of a large number of 
central government employees in the lower pay ranges is broadly comparable·with that of workers in 
industrial and manufacturing organisations. government may therefore examine whether a more 
suitable index could be prepared for gove11llllent employees taking into account theit consumption 
pattern and other relevant factors. Till a new index is approved by goveilllll.ent, the present index with 
1960 base may co~tinue to be used for grant of compensati~n for price rise to central government 
employees. · · · • · · :' · . : . . 

13.20. Based on the considerations mentioned above our recommendations with regard to grant of 
compensation to central government employees for price rise rna~ be summed up as follows:- · 

(i) Till a new index is a~RI'oved bf gove~ent, the All India Average Co~s.umer Price Index 
Numbers for Indus~ Workers (General) (Base 1960=100) may continue to be used for 
grant of compensation to employees for price rise. · · : . . . · 

(ii) Compensation may be paid for the price increase above the twelve monthly index average 
of 608 (1960=100), to which the pay scales recommend~ by us are related. , · . 

(iii) Compensation may be sanctioned .l\Yice a year payable with the salary for March and 
September. , - ~ . . , · 

(iv) ·The percentage increase in the twelve monthlr average of the above index for th~ periods 
· · ending December and June each year over mdex average 608 may be taken m whole. 
· ·numbers only with fractions carried forward. . • .: • · · ~ · · · · 

' (v) . The rate of compensation to the employees over the b.a8ic ~ay at index average 608 may 
also be in whole numbers with fractions carried forward. · -

(vi) ·Employees drawing basic pay upto Rs.3500/- may be a]l>wed 100 per cent neutralisation, 
those between Rs.3501 and 6000 be allowed 75 per cent and those above Rs.6000 b~ 
allowed 65 per cent subjeCt to marginal adjustments. . · /. 

(vii) Th~ compensation may continue to be shown as a distinc~ element ofremuncratiort>/ 

·A table illustrarting how the compensation should be worked out is Annexc 13.1. 
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CHAPl'ER14 ·. ' 
HOUSING FACILITIES AND HOUSE RENT Ai..LoWANCE ·. 

' . I , 

14.1. Housing has been mentioned as one of~ most impprtant felt needs of the country in the · 
Seventh Five-Year Plan. According to that document the shortage of dwelling units at the beginning of 
the Seventh Five-Year Plan was about 24.7 million. In addition, the 'anticipated increase iri population· 
during 1985-90 would generate roughly an aBditional requirement of 16.2 million units. As the eost of 
constructing houses is rising continuously, the overall housing ~ituation in the country may continue to 
be difficult for a very long period, which in its tum will have ari irbpact on rents. In their memoranda 
and during discussions with us, the associations 'of g:ovemment employees have drawn attention to the 
inadequacy of government-owned residential accommodation and the difficulties experienced iri 
securing suitable accommodation at reasonable rents. The difficulties are greater in the case of 
employees who are transferred from one place to another. It has .therefore been urged that all possible · 
effort should be made to enlarge the pool of residential accommodation to meet the shortage and in the 
meantime adequate allowance should be given to the employees for hiring residehtial accommodation. 

14.2. Government have not found it possil?le to pro~ide resfdentid accommodati~n·to aU theii' 
civilian employees~ Acco~odation has hOwever been provided.to certain categories of essential staff 
in view of the special nature of their duties. Efforts have also been made to. provide residential 

· accommodation in some larger toWns where there is ll.concentration of central government employeea. 
In such cases government recove~ from the employees rent which· is limited to standard rent of the 
accommodation or 10 per cent of the employee's pay; whichever ·is less: The rent recovery in the 
case of employees drawing. pay below ~s.300/:.·p.m. is 7-1/2 per cent of pay or standarc1 rent, 
whichever is less. It appears that government have provided residential acconunodation to about 2S per 
cent of the employees. · · · 

14.3. Since the rent charged for govemmen~ accommodation.is low,employees look forward~ 
such accommodation. It however does not appear to be feasible t9 provide accommodation to all as the' 
cost is likely to exceed Rs.20,000 crore at ~e current level of prices and constructioq will take many, 
years. · · · 

14.4. The task of providing housing facilities fof central goyiemment employees is therefore 
particularly difficult. It is unlikely that satisfaction level for govtrnment residential accommodation 
will improve appreciably in the near future. GovernJ1le_nt employees will therefore have to depend 
upon private accommodation which is already in short supply. <;:>ne ofthe ways in which the situation · 
can be eased is to encourage the employees to acquire their own houses. . · . ., . · ~ , . · . 

. . . ... . 
14.5. The facilities which can be prpvided to government employees for building or acqtW"ing a · 

house of their own are broadly of ~vyo kinds viz., (i) fiqancial assistance and (ii) organisational and 
infrastructural assistance. Presently, the following sources· of financi.al assistance are available· to' 
government employees for house building purposes,~ .. · , _ · . ·, : · · 

(a) advance under the house building advance scheme of the central goyermilent. ..... 

(b) advance and non-refundable withdrawal ~om provident funds. 

(c) loans from recognised fmancial institutions:;: . . • . , . 
14.6. Government employees are eligible for grant of advances under the house buildin'g advance 

scheme for construction/acquisition of a house, ready built flat etc. subject to .stipulated conditions. 
The maximum limit for grant of advance under this· acheme was raised from Rs. 70,000 to Rs.1.25 
lakh in April, 1984. This is inadequate at the present levd of cost of construction. We suggest that the 
amount of advance should be related to the prevai'ling:cost of construction of the accom!Jlodation to 
which an employee is entitled. The scheme of advances . should therefore be reviewed periodically. 

Z7,.~~ ... , . 
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14. 7. Interest on house building advance which was previously at a slab rate ranging from 7 p¢r 
c:ent to 12 per cent has been modified to simplify the calculations and the following unifonn rates dt 
interest have been introduced in November, 1985,- · 

(i) Uthe sanctioned amount ofHBA is.upto Rs.25,000/

(ii) · If the sanctioned amount ofHBA is upto Rs.50,00Q/-
~ I • . . ' t 

7 per. cent 

7-'112 pef cent 

. (iii) If the sanetioned amount of HBA is upto Rs. 75,0oo/- · . a per cerit 
. 1 • . • . ; . • • 

(i.v) If the s~tioned amount of HBA is upto Rs.l.OO lakh _ 8..:112 per cent 

-(v) If the sanctioned,amount ofHBA is upto Rs.1.25lalch _ . 9 percent , 

. · i4.'8. nee avai~itity of funds for house building' adv~ces increased from about Rs.29 crbre in 
1977-78 to Rs.60 crore .in 1985-86, which did not even cover the increased cost of,constructiod. 
Looking to the magnitude of the problem, we ar~ of the view that the ·provision of funds should be 
commensurate with the requirement of employees who want to acquire or build houses of their own. 
~ecessary priority in the allocatio~ of sufficien~ funds in the budget should ~erefore bergiven for this· · 
purpose. . . . . . . !, .' . , . . ~ 

. . ' 

. 14.9. We havo separately recommended liberalisation .of With~ra~als from provident (und for 
house buil~ purpos€fs in c}lapter 20. • · '- · .: . . ·,' . . ·· ·. · :. · 1 

• 
. . . . . . 

_14.10. Tha quantum of assistance for house building ·from r~cog¢sed finan~ial institutiot\s is 
determined by them on the merits of each case. Government have rece~tly made-the following 
provisions in this respect,-

(i) employees; .who have dr~wn · HBA from go~ern:t:nent and have mort¢gaged the property 
· acquire~ including houses under construction. in .favour of the President as a security for the 

said advanct; can be permitted to create a second charge on the property in favour of the 
. financial institutions from whom they obtain additional loan. . . . . . 

(ii) employees can as~i~ their interest in the insurance ~over and/or acc~mulation in the saving 
·.fund under the central government employees insurance scheme toifie recognised imancial 
institution as an a~ditional security for obtaining the additional loan. · 

· 14.11: T.otal assistance .under the house building advance scheme, non-refundable with,drawal 
- from provident fund and assistance from other government sources is not allowed to exceed the 
ceilin~ mentioned below/Or the cost of constructing br acquiring a house,_ excluding the cost of the 
plot,- · · 

-
Category Ceiling 

(i), For employees wh()se 100 months' basic pay is upto Rs.80,00Q/7 .: Rs.1.25 lakh 
' . . . ; 

(ii) For employees whos~ foo months' .basic pay is above Rs.80,000/-
but upto Rs.1,70,000 ·. : · Rs. 2.00 lakh 

(iii) For employees whose 100 months' basic pay exceeds Rs.l,70,9QO/- Rs.3.00 lakh . . ~ . 

The above. ceilings which are in operation since April, 1984may tie tevised by government i~ view of 
the revisioh of pay scales and thereafter as and when necessary to make thein realistic.: 

. . ' I J ' - '• ' ' • • 

14.12,..,TheQ"ganisatjonal and inftastrn.cturalass.istarice to government employees who W!pltto 
build theit~own hous;scoufd be on tiie following tlnes,":' · · · · · 

· (i) creation of a special agency under government for constructing houses on behalf of employees,· 
(ii) allotment ofland at con~essional rates, . . . . . . . ! 
(iii) allotmentpf cement and steel ihiough special quota at co~~essional rates •. 

14.13. No such special facilities are at present avai,able 'tO' central government employees. 
However sorne pf them have {ormed co-operative gro'up housing societies; but they do not have any-
special facility in this regard. . : . . . r . • . .• ' 
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14.14. We understand that !}te· questiori of .setting up a regi~tered so<t,iety to implement an· 
ownership housing scheme for central government employees to be financed out of the ful'lds 
accumulated under the central government employees' group insurance scheme was considered by a 
committee comprising representatives of conc~rn~ ~stries/dep~ents. The committee examined 
the question of setting up of a registered body to undertake constrUction of houses under a 'self 
financing housing scheme' for different groups of employees in Delhi. ·nelhi Development AuthQrity . 

· was to identify land for the purpose and HUDCO was to .. be engag~~ as consultant tO ~mplement the 
scheme on a turn-key basis.· Howev~, since this would have meant setting up of another government 

. agency for construction of housing involving substantial administrative expenditure, the scheme was 
given 1,1p. Instead, it was decided to utilise the funds under the central government employees' group 
insWclilce scheme to the extent possible to augment the amounts: avail_able for house building advance. 
While this is a step in the right ~tion, we reCOJPlllend that government should also provide facilities 
J>y way of allotment of land at concessional-rates. at different places and allocation ·of cement and ste~l 
through special quota at controlled rates to government employees or their group, hol,lsing societies. 

• ' . . • . l t : .. . ~ . ~ ,! ' ' ' 

14JS. In its Report No. 11 on 'Rent Control', the Economic and Administrative Reforms 
Commission has dealt with the question <>f rent control in detail. While pointing out the flaws in. the 

. existing .tenancy laws, the Commission has also made a number Of recommendations regarding 
·housing in generaL The purpose of thes~ recommendations primarily is to encourage private 
constructi~n of houses with maximjlm infrastru~tural facilities to be i>rovided by the goyern~ent. That 

. .may help in easing the general housing sitUati~n in the countJ'Y.'. . . 
' . 

. : 14.16. We fmd that a number 'of government and quasi-gove~entagencies which are engag~d in . 
house building activities., recewe- substantial fman¢ial assistance from central government. . A few' of 
them are reserving some house~ for allotment to serVing or retiring central govelllment ~mployees, 

.. This is however. not being done by most of the othef agencies. It is recommended .that while 
:providing assistance .to these agencies it should be stipulated· that a reasonable percentage of houses 
~onstructed by them shall be reserved for allotme:ztt to central government employees on ownership 
basis. This will help in easing the housing problem to some extent f~r central government employees .. .. . •. . - . ' 

. -, 

. · ,14.17. Government employees generally are in a position to construct a house only after they 
have put in 15 to 20 years of service and have some savings for nec~ssaiy initial investment. -In many 
·cases~ however, such savings either do not materialise or are utilised ot~erwise. ·We therefore 
reconunend that government should introduce a scheme whereby employees are encouraged to make 
some savings for acquiring a house. A broad outline of the scheme has been given·in the annexe 14.1. 
We also recommend that the accumulations in the fund under the propo'sed scheme should carry a rate , 
of interest which is one per cent more than the Interest on accumulation in Gl'F. We also recominend . 
tbat government may, as ~ gesture of goodwill.to the employees, contribute another one per cen~ of th~ 
.accumulated amount at tlie time of final withqrawal. · · . . · ' . . . · 

14.18. The Third Pay Cominission had inter. ali~ made the follo'Ying reeomrtiendation~ ~n· 
. housing am:1 bOuse rent allowanc;e,-:- · · . ' · . ' . 

(i) Govemment should take houses on long I~ and make resklemial accommodation available to 
itS~ mrpayment oflO percept of their pay. ; . . . . . . · 

(ii) OGver:tJltltllt sltould lay down apprtlpriate rate& of HKA for different cities and towns not .on 
the criterion of popalation but oo the basis of prcwiUhg levels of rent. Alternatively, notional 
raa fordifferent~of ~ meaua~ in specifi~pay groups shouia 
beW440\fm foldiftera4~ "l'b~ between the actual rents paid and-10 
;per cent of the pay sllouk! be r.e.imbuned pro'Yided. tDe a:tual does not exceed die notional rent;
wbeze it dOes-,. the exteot of roimburscment will bDflrDited to the difference between the notional 
rent and the 10 per cent of the )lay. . · . . · 

14.19. The above suggestimm were essentially of a lmia·term nature. The Commission therefor.~ 
reconuncnded revision of the rates 'Of HRA which were- to be applied immediately~ . Gove~~ent 
revised the rates of HRA as recommended by the· Coinmission. But the other tvio recommendations 
remained unimplemented. · · • 
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. 14.20. rhtl recomm~ndatl~hs made in the pr~ceding paragraphs will take time in their 

implementation. We are· h_owover aware of the pressing ~~d. to provide- i.mmediate relief to the 
employees in the form of increased hquse rent allowance. . .. . . · 

· _· 14.21. House rent allowance (HRA).is paid to central govei:'nment employees to compensate them 
partly for the specially high r~nts which they have to pay for hired residential accommodation in big 
cities. HRA is paid at different rate~ in different cities and for this purpose cities have been classified 
:with reference to population. )he existing criteria fohlassification of cities is as given below;.:. 

' ' . . 

:Population of city Classification 

Over 16 lakh · A 

Above 8 but not exceeding 16lakh .B 1 

Above 4 but not exceeding 8 lakh B 2 
~bove 50,000 but not exce~diti~f41aklt'u: ;:. '=i ,,,, .~l. :J.tic· l: ,,:. ,; .. : .··~ 

Except for a few places governed by special orders,_HRA is _not: paid in unclassified cities. 

14.22 The rate~ of liRA payable io tfi~ emplQyee~ in diff~re~t cirles are as follo~s,-
• I ' 'I ', ' ' • , • 

Class ofcity/town- Rate of HRA · 

A,B i and B 2 15 per ~ent of pay subjec;t to a ~aximum of. Rs.400/- p.m,. 
' ~ ' . : .. 

C Class~· 7-1/2 per cent of pay subject to a maximum of Rs.200/- p.m. 

For claiming HRA,_employees are required to produce rent receipts. Out of the totat rent paid, an 
amount equal to. 10 per cent of the employee's pay is deducted and the balance is reimbursed subject to 
the ceilings mentioned aboye .. However, in case of employees whose pay plus Dearness Pay (upto 
index average 320) does not exceed Rs.1069/-, HRA is paid without production of rent receipts. HRA 
is not admissible to employees who are provided with government accommodatiort . . 

, 14.23. The Staff SideiD. the National CounCil (JCM)_have urgedpaymentofHRA on the basis of 
notional rents for different types of accommodation which should be laid down for specified pay . 
groups for each city after stuc;lying actual conditions as recqmmended by the Third Pay Commission. 
According to them HRA should be the difference of prevalent market rent of accommodation tD which 
an employee is entitled and lOper cent of .. bis pay .. They have also suggested that pendiag grant of· 
HRA on the basis of assessed rent as recommended by the Third Pay Commission, it may be paid at 
the fQllowing rates as an interim measure, .:.. . . . '.' . . . 

. ' -A Class cities ·. . w • 25 per cent ~fpay · , 
. ' ' . . :~ 

. . . B 1 aass titles 20per cent of.pay 

· · B 2 Classcities · - · .15 per ce11t of pay · 

C OiW citie1 · 10 per ceflt of pay_ 
.:·· 

' . Unclassified cities 7-1/2 per· cent of pay 

Some other unions have also suggested increase in rates ·of HRA and its payment in all places. It has 
also been brought to our ,notice that the existing procedure for payment of HRA involves a lot. of 

· administrative work and it should be rationalised and simplified~· · 

. · 14.24. We have giv~n careful' (:Onsideration to the·. ~atte~. · The. Third Pay Commis~ion's 
recommendation for taking houses on long lease for allotment to government employees has-already 
been r~iterated by us. Our suggestions for modification and rationalisation of the present ~cheme of 
HRA have been discussed 1n the following paragraphs.. . -: ·. · 

14.25. At present, there are two. rates of HRA, one applicable to A, B 1 and B 2 Class cities and 
the other to C class cities. The classification of cities is with reference to P<?Pulation. As regards 
classification of. cities for payment of HRA it has not been possible so far to evolve a ~tter alternative. 
It is well known that rentals· are generally higher in bigger cities comp~ed: to smaller cities. The . ' . . 
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existing system of paymenl ot HitA wHfl reference ta c1assif'~ of citlea based of population may 
'therefore continue. The cities may al11o continu~~to be grouped: itlto the existing ~· classes viz. A 
B 1 and B2, C and unclassified cities. As house renis have tisen. in all places, there Isla genuine need 
for grant of HRA in unclassified citiesltownl also; where it is not a4missible at present 

14.26. The rates and the procedure for grant of BRA require modmcation~. ·At present, liRA is 
required to be calculated sep<U'Iltely for each employee with reference to the pay llrawn by him from 
time to time within the preicrlbed ceiling and is based on the rent actually paid · by him. whenever 
there is any change either in pay or in the;rent. the amount:ofHRA is required to be recalculated. ·This 
involves avoidable administrative and accounting work. The entitlement of various categories of 
government employees for allotmq~t of government accommodation is governed by their pay. We 
suggest that the payment of liRA to government employee should be related to the type of government 
accommodation to which they are entitled on the basis of the pay ranges. Under this arraRgement a 
fixed amount of HRA should be.-admissible to an employee entitled to a particular tjpe of 
accommodation and this would llQtc:bange until there is a change in his entitlement We -. . are of the 
view that this arrangement will si.Jwlj.fy the procedure for grant of ;HRA and will be more rational.· '_ 

• ~ ; ' • - • : tl • • - c. • -· .:. ~- - ; - . 

14.27. We recommend that ~~loyees may be grouped irt the following pay ranges for purposes 
of grant of house rent allowance ~entitlement to govenunettt accommodation.·. The employees may 
be paid HRA at three different ra~ based on classification of cities-. The amoUDt of HRA in different 
classes of cities may be as foUo\VS:-

Type of accom- . Pay rapge Ul 
modation to which proposed scales 
entitled for ~Jitlement · · 

A 
B 
c 
D 
E. 

E1 
E2 
E3 

1 • ~ 2 ' 

750-949. 
950-1499 
1500.2799· 
2800.;3599 . 
36()().;4499 . 
4500-6699 
6700.11.99 
7300 and above 

. ·' 

.. 

.. 

Amount of flouse rent allowance payable in 
A,B1 and . · C class · Unclassfied · 
112 class citfes · · cities· · ' ~ . . . pl~ · 

3 -~~ : a : :. s · 
150 .· . 70' .•. 30-

.. 250. 120 so 
'450 

·- ~ .. 
220 ' -. 100 1 

600 
.. 300' ''ISO 

., 

80Q. 400 ' ~ . ~ 200 
... ... . 

1000 ·sao : .. 300 . .} f. ·. : ; 

At present employees getting pay plus de~ess pay upto-Rs.l,069/- are exempt from producing any 
rent receipt for claiming HRA and they constitute about 96.3 per cent of _the total number of employees. 
This was done because of the difficulties in obtaining rent receipts from landlor~ and the work 

· involved in their verification. It has been represented that such a difficulty is being experienced by 
other employees also. We recommend that HRA at the above rates IJlllY be paid to all employees 
(other than those provided government ·owned/hired aceommodation) without requiring them to 
produce rent receipts. They should, however, be required to furnish a certific~te te the effect that they -
are incurring some expenditure on rent/ccmtributing towards rent HRA at the above ral61 may also be 
paid to government employees living in their own houses-subject to their. furnishing a certificate that 
they are paying/contributing towards bouse or property tax or maintenatree of the house. The other 
conditions at present applicable for the gttant of HRA in eases- where a. government employee shares 
government· accommodation allottectrent free to anodler govemme,pt employee or resides in 
govemment accommodation allotted to his parents, soa, daughtct,. _or husband, shall continue to , 
be applicable. . .L 

14.28. HRA has been sanctioned \Ulder special orders for a few p~~es and some hill stations. For 
example, employees working in areq covered by Fandabad Comple~. Qhaziabad Manicipality, New 
Bombay/Panvel/Uran and iD ShiDoua (apto a specified pay range)af~ pi\,id HRA at the rate of 1_5 per 
cent Of pay. · In some othet places Ukc Shimla. Guwahati, Imphal:. Gotacamund, Mount Abu and 
Kalimpong HRA is_paid at:7-1/l JX\f'c:cnt ofpa.y. Thore ~c s~m~·-~1 ~ations like Kbdaikanal, 

.. ~ ~,. .. ~ ' .. . .. 
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Mussoofie, NaianitaJ, Pachmarhi and Chakrata where the ra~ is 5 per cent of pay. 'fl\ere are· al&o 
restrictions in some cases on the limit of pay upto which HRA is given. We recommend that in air 
places where HRA .is presently admissible at 15 per eent of pay, the same .rna}" be paid at the rates · 
recornJnended by us for A,B 1 and B2 class cities. In other c~es covered by -speeial orders, HRA may 
be p~a at the rate reeommended by us for C class cities. In both ()lese cases, there should~ no upper . 
pay ljmit for paymept of HRA. . · · 

I ' 

. )4.29.· In the U~on Territory of Goa, Daman, and Diu HRA is being paid at 7·111 percent of pay 
unqer special orders, which are subject to review annually. The allowance waslaat aanctioned upto 
Fetfruary 28, 1987. We recommend that so long as government continues to extend paym¢nt of HRA 
in/the Union Territory .of Goa, Daman and Diu ·under specJ.al orders,. it may be paid at rates 
re.bommended by ps for.C class cities. · ,, 

! . . ' , I f • • 

/ 14.30 .. We may now deal with a .few other matters relating w the provision and allotment of 
jovernrnent accommodation. ·As mentioned earlier, ge>vemment IJ,Ccommodation is .at present available · 

/oabout 25 per cent of central goyernment e~ployees:only. We feel that steps should be taken to 
increase. the lev.el of satisfaction to as high a percentage as possible and,' for this purpose, a phased 

; programme of construction should be drawn up for. various pl~ces where such accommodation is. 
considered necessary. There should be an adequate provisipn of funds and planned construction 
progr.unrnes should be taken up on high priority basis. · 

• 14.31. A limited hostel acconunodati9n is at pr~sent available for allottnent to central goveriunent 
· employees in New Delhi and a few other places, but this is C<?nfltled to those drawhi.g pay of Rs. 1(X,)Ir 
· and above for single room accommodadon and Rs.1000/- and above for double ~m accommodad.on. 
· We recommend provisipn of hostel accommodation 'on a much large~ scale for easing the acute 

shortage of accommodation in various cities/town~. O~vemment may .consider going. in fot 
construction of more hostel accommodation at ~ places where there is concentJ:ation o( central 
government employees. · · · 

14.32.· ~nd~r the exis~ing ~les rent for. ~ovemment. ac~ommodation other than hostel 
acconu'nodatiol) as recovered at 10 per cent of ~oluments (bas1c pay plus dearness pay upto 320 
points CPI) or sian. dard rent ofthe bouse, which vrr is._ less. In the cas.e of employees in receipt. of 
pay below Rs.300/-.the ~overy is made at 7-~/2 ~ ~nt of emo~um:ents or s~dard rent, whi~hever· 
1s less.· Thus, cons1derable accounting work 1s r~u~d for calculating rent m each case. This also 
leads to disparities in recovery of rent among compSfable employees ·in occupation of the same type of 
accommodation in different stations and in different 'localities at the same &tation. We are of the view 
that rent fo"t government aecommoclation should be1recovered at a flat rate' with reference to type of 
accommodation allotte4 to the employee and the rate should be uniformly applicable throughout India. . 
This will not onJy dispense· with avoidable accounting .work but will also bring about uniformity in rent 
recovery from the employees (or the same type of acco~tion in all places:- We recommend that 
·government may examfu.e the matter and take a decision. .;, . .. . . · ' . . · ·. · . 

. . . ~ . . . . . . 
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, Annexe 14.~ 
. . (Se4paragraph'J4:~7) 

·A BROAD OUI'LINE OF Tilt CENI'RAL.GOVERNMENT EMPLOYEES HOUSING FUr{D 

1. . A 'Funtr may be created to be known as Central Govemtnent Employees' Hoftsing Fu~cL 
~· The 'Fund' may have four·rates of monthly contribution as given below:- · 

Category Monthly contribution 
A": Rs.200/- per month 

.B Rs.150/- per month i . 

c •.· Rs.l()()f:. per month 

D .· Rs. 50 per month . . 
For each category the period cont\ibution mayJ>e 120 months, 180 months, 300 months or 3()0. 
months as ~nay be selected by the employees. · . : ~· . ' · · · 

~- The contributions to the 'Fund' should carr-Y. intetest at .a rate which "is. one pe~ cent aboye that 
awlicable k> Provident F~nd, i.e. 13 per_ c~t ~t p~sent . · i . . . . . . . 

4. ·The maturity nlue for each cate'ory and the pepod selected may ~e woJ:ked out c;>n the basis ·of 
· interest at 11 per cent per aimum. · · . · , . . . . · · . . 

• •. • I. . • 

~- The CQntribution to the 'Fund' shOuld be eligible for all the tax benefits available for subscription~ · 
to ProTident Fund · : · · . · 

I . 

6. ~e eategocy and the period of contribution should be selected"by. an employee keeping in view the 
remaining period of service or the .period after which he desires .to acquire ~e l:(ouse and the 
amount likely to be needed by him for that purpose. The ·paging capacity of the emplbyee may ' 
also be taken into account before perrtrltfing him. to select the 'category and the J)eriod of 
contribution. · · • · 

7. Membership of the 'Fund' may be voluntary, but once an ~tnployee joins the 'Fund', he should 
not be allowed to withdraw or change the category and the period of contribution until the maturity 
period except in the event of his ceasing to be iti service by resignation, r<:movalldismissal, death or 
permanent transfer to a body or organisation outside th<j 'gov~rnment . · . , . 

· 8. The 'Fund' may be managed ·pn the same lines as the Centrat Government Employees' ·oroup. 
Insurance Schem«f and record of. contributions, etc. ~'!intained ~n similar basis. · 

9. On expiry of period of contribution, the maturity yalue may be paid to the employee for building or . 
acquiring a house. At the time ef payment of. the balance on maturity, an addition,.al interest of one · 
per cent may be given on the total amount in !Jl{ account of.the employee: 

10. In the event of the employee ceasmg to be; iii serVice before the maturity period, the· surrender value~ 
for the completed years of the categqry· and the period of contribution preceding the date.of leaving 
the service, together with the actw.rf amo~nt of c~ntribu!ion for the current year in which he ceases 
to be in service may be paid j9·~ employee or. hts nommee as the case may be. . ; . .· . 

. l 

.11. No advance from th~.~M ' s~CW"ld b~ r,~tted for an~ purpose. •.• . . •.. - .. 



CHAPfER15 . 

. S~ FOR EDUCATIONAI/ASSlSTANct . 
• . .•• 1 . -- ' • 

. 15.1. Oovernment ptovides educational assistance for the education of children of central 
government employees u~det:the privisions of Central Givll Services (Edu~mtional Assistance) Orders, 
1983. The assistance is provided by way of reimbursement of tuition fee, children's edueational 
allowance~ subsidy for ·purchase of books and hostel sulrsidy. In addition, there are kendriya 
vidyalayas which cater to the educational needs of transferable central govemment employees including 
Armed Forces personnel. The 11U-tnber of civilian beneficiaries of the schemes for educational 
assistance and the expenditure thereon:.during 198~-84 is "gi~h in tl:l.e table 'below; . - · 

Table· · .. 

Scheme 

Reimbursement of tuition fee • 

Children's educational allowance 
.("" 

Payment of hostel subsidy 

Subsidy for purchase of ·books 

Number of.Beneficiaries 

(in latch) 

. . 1.91 

0.60 

.005 

. 0.15 

~-

Expemliture during 1983~84 

(Rs, in lakh) . 

348.00 

350.00 
' 
2.00 

o:Jt 
While the' scheme for .reirill>Ur.sement of .tuition fee is of seneral applica:bilitY, the other schemes are· 

priinarily intended. to. cate~ to the .needs pf transferable, government employees. The educational 
assistance under these schemes is admissible to· a government employee for not more than three 
children at a time. The essentialfeatures of these scllemes by andJarge:continue to be the same as 
recommended by the Third Pay Commission. · 

15.2. Presently, the scheme .for .payment of hostel subsidy' is applicable to all categories of 
employees without any,.upper.pay limit. However, in resp~~t of tbe schemes for reimbursement of 
tuition fee/.children 's educational allowance and subsidy for p\)rchas-e\'>r books, the benefit is available 
to employees drawing pay up to Rs.l ,200/-. per month and Rs.l,tiOO/- per month respectively. In 
respect of Armed Forces'personne1; reimbursement of tuitiol) fee it admissible without any pay limit. 
In !heir joint proposals, the three Services ~have proposed that nb pay lilhit be fixed for admissibility for 
children's educational allowance and subsidy for purchase of books. It has been urged by a large· 
sec_tion of employees also that.the existing pay. limit forcproyiding -assistance under the schemes of 
educational assistance should be removeq . .It has been pointed out that due to considerable price rise 
over the years; the pay diffemtials among various categories bf employees have eroded. Further; the 
prices of school books, stationery, uniform, etc. -have gone up So much that even employees .in upper 
pay brackets are feeling the pinch of rising cost of educatiotL There is considerable force in these . · 
representations and we recommend that, in addition to the selie'me for payment of hostel subsidy, the 
assistance under schemes-of reimbursement of tuition feet· ':thildr.en's ~.ducational allowance and· 
subsidy for"purchase of books may also be given to all employe~s without 'any pay limit. 

15.3- The Staff Side in the National Council (JCM) have. urged that for-higher education in a 
university o,r far professional studies, there should be a ~ystem of reimbU(Sing the tuition fee actually. · 
charged without any ceiling. A similar suggestion bas been made by some other unions of 
employees. We are of ~e opinion, however, that at the present s~e of development of the country it 
will be enough to provide assistance up to the schoo1level. 

15.4 Suggestions have also be_en made that assistance nnder the various schemes may be given to 
all employees without linki.ng jt-to~lheir .trans(er. The Staff Side in the National Council (JCM) have 
suggested payment of a fixed ~llowance.at the rate '()fRs.35/- permonth,per child ~\th a maximu~ of 
Rs.lOO/- per month for eachemployee.to meet-the partial cost o~stationery, books, transport, etc. In · 

• . , __ • ~. f 
;· . . ~. 

:• 2 ·2.9· 
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their joint proposals, the three Services have proposed that paymeni of,hostel'subsidy should.not .be 
linked to transfer. They have also proposed that an annual allowance may be paid for purchase of text. 
books at the rate of Rs.100/- per child for school going children and Rs.200/- for college going 
children. The very purpose of the schemes for payment of children's educational allowance, hostel 
subsidy and subsidy for purchase of books is to provide ~orne l,lelp to transferable governnie~t 
employees who, face problems in the education of their' children on 'th~ir~sfer to ne'Y stations. Ther~ 
is no justification for extending the benefit of the schemes to employees who. are not transferred and d<;> 
not therefore face such pr9ble~. .. · · · . . · .. ' '~·:\ '! 1• : . . · .: 

15.5. At present the tuition fee payable and actually paid by government employee. for his 
children is reimbursable s'lloject to specified conditions up. to the folloWing limits: • · · . . 

a) Class VI to VITI- Rs. 51- per mo'nth ·'' J • 

b) Class IX to XII -fees approved by kendriya vidyalayas. 

We have been informed that the fees charged by kendriya vfdyalayas presently are a8 follows: 
• • ' t • • . •, - • ~ • .. : J : : • 

.class · Basic pay upto Rs.2,000/-

IX and X · Rs.15/- per month· 
.·-.' I 

XI and XII Rs.20/- plus Rs.5/- science fee for those ,offering scienc~· subjects.·,. 
• •• I ,t . . . . -' , . . . _I 

Tution fee includes science fee, laboratory fee, subject .fee charged. for agt}culture,as an electiv~ 
additional subject, and any fee charged for subjects like music which 'are taught as part of the regular 
school curriculum/. Tuition fee does not, ,however, 'include libr¥1 fee,'games}~. admission fee, 
extra-curricular/activity fee, etc. In the case·ofphysically handicapped ormentally retarded children, 
fees actually paid are reimburS'ed if the institute in whic~ th~ child is studylrig is a recognised pne and 
the fees are approved by government. ·However, if the fees .' chilrged by such institutions' are not 
approved by government, fee up to a ceiling ofRs.20/-'per month is :reimbursable~· >:-~ c:'· • · · . ·· 

, I ' , . I 1 , ' r .' , _.1 ' ' ·: '', --;,; .• ~ ' .. .•· 'r:, ~ :... l .~ r: ~ ·_.' • ~ , 
15.6. Under the scheme of reimbursement oftuition fee, fees actul:illy chargeQ,,byschools are 

reimbursed subject to specified limits. In the joint p~oposals, the three Services .have proposed that th~ 
quantum of reimbursement of tuition fees· should ~e actual, subject to the maximum of loc~, Services 
Schools' rates (managed by Services). ·sitice the :rates oftuiti<?n,fee.differ frozn ~~_te. t()_~tate, and 
sometimes from school to school, consider~ble administrative ~nd accmmting wQr~.isJ.11volyed in. the 
verification of the claims and payment thereof: ,we. feel that there is need foqati9!l!llizaQ.on anq 
simplification of procedure relating to these payments. Accordingly1 we, recommend tha~ 
reimbursement of tuition fee as defmed under the existing rules may be mad~ at the folloyying ,fl:at rates 
so long as the same is payable and actually paid by a government employee for the ed~cation_of his · 
children in a recognised school,- · · · · · · · . , ~) .~ . 

Class 

X and below 

XI and XII 

Amount of reimbursement 

Rs.20 per month per ~hild 

Rs.25 per month per child 
.. ·r ·.,.: '•. 

- '; ·: '"· 
We also recommend that reimbursement of tuition fee at the above rates may be tp.ade in cases where 
children are studying under the recognised open school system. We further recommend.tha_t in the 
easy of physically handicapped or mentally retarded children of gove~ent employees·, the ceiling of. 
Rs.20/- per month where applicable may be raised to Rs.50/- per month. .- · , : _' 

15.7. Children's educational allowance is a~issibl~ to a ·government employee when he is 
compelled to send his child to a school away from the station at which he is posted/residing owing to 
the absence of a school of requisite standard at that station or when the child is denied admission in 
such a school due to there being no vacancy or for any other reason. The rates of the allowance are at 
present as follows: · . · - · 

Primary classes Rs:15/~ per month per child 

Secondary/Higher Secondary classes - Rs.20/- per month per child 
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· 15.8 Associations of einplq_(yees have urged that the children's educational allowance may be paid · 
to the employees without linking it to the availability of a school of requisite standard at the place.of 
posting or non-availability of accommodation in such a school. Prior to the Third Pay Commission's 
report, the children's educational allowance was admissible if ~e children of the employee were. 
studying at a place other than the place of his posting. The allowance was admissible even in cases 
where the employee kept his. children at a place o~er than the place of his posting for his own 
convenience. However, in the railways, the allowanc~ wa~ admissible only if the employee was 
compelled by the absence of proper schooling facility at the place of his posting to keep his children at 
a different station. The Third Pay Commission recommended that the principle followed by the 
Railways may be ado_med..in respect of other government employees also. At present the employees.
who are transferreaffOm one place to another are put to considerable difficulties on account of change 

__in themedium of instruction, curriculum, etc. There are also instances where students studying in a · 
particular school in senior classes are required to take board examinations~ It will not be in the interest 
of their studies ~o cause any dislocation. In such cases, the employees have no option but to continue 
the education of their children at the old station and incur additional expenditure.: We therefore 
recommend that in case of transfer from one station to another, if the employees have to keep their 
children at the old station for board examination in the interest of continuity of their studies, they may 

·.be paid children's educational allowance without insisting on any other condition. In all other cases , 
~e existing conditions for the grant of the allowance may contiriue. -

15.9. The existing rates of children's educational allowance which were prescribed by the Third 
. Pay Commission more than a: decade ago, require a review. We recommend that for administrative 
convenience and simplicity in accounting, children's educational allowance may be paid at a uniform 
rate of Rs.SO/- per month per child for primary, secondary and higher secondary classes .. · 

15.10. A g9vernment employee is eligible to the grant of subsidy at the rate ofRs.60/- per month 
per child if, because of his transfer, he is obliged to keep his children in the hostel of a residential 
school away from the station at which he is posted or is residing. In reply to the questionnaire the 
Staff Side in the National Council (JCM) have urged that the amount of subsidy should be increased so 
as to meet the full cost In their joint proposals~ the Services have suggested that for children residing 
in hostel, full hostel charges may be reimbursed on production of receipts. Some of the associations · 
have also pointed out that the present condition for the grant of the subsidy is rather stringent as the 
hostel subsidy can be allowed in those cases only where the employee has admitted his ~h,ildren in the 
hostel of a residential school after his tranfer. It has been pointed out that in may cases trap.sfer takes 
place in the middle of an academic· session when admission of children to residential schools is not 
possible. In some cases, the employees foresee their transfer and admit their children to residential 
schools in anticipation of such transfer or admit them during ltbe academic session subsequent to 
transfer.· We therefore recommend that the ~ostel subsidy may be paid from the.effective date of 

\ 

transfer even if the children of the employee are already admitted to the hostel of a residential school. 
The existing rate of hostel subsidy of Rs.60/- per month per child which was fixed more than 10 years 
ago needs revisjon and we recommend that this may be raised toRs. ~50/- per month per child. -

. 15.11. When an employee is transferred from op~ station to another in the middle of an acade~c 
session and, as a result, shifts his children to a school requiring purchase of a new set of books, he ts 

. at present granted a subsidy at the following rates:- _ ... 

Primary classes 

Secondary classes 

Jligher Secondary classes 

Rs. 20/- per child 

Rs.40/..: per child 

Rs.60/- per child 
Representations have been made for increasing the amounts as the cost of books has gone up. We 
recommend that the subsidy for purchase of books may be raised to Rs.120/- for secondary/higher 
secondarY cl_asses and to Rs.SO/- per child for other classes. 

15.12. We also recommend that the·beneflt of all the schemes of educational assistance, whether 
separately or in conjunction, may be admissible for two children only. This will be in consonance 



232 

. with the national objective of a small family. In their joint proposals, the Services have also proposed I 
that the educational concession may be restricted to two children. · · 

15.13. The scheme of kendriya vidyalayas with common syllabus and medium of instruction 
caters to the educational needs of children of transferable· central government employees including 
Armed Forces personnel. As on April 30, 1984, there were 450 kendriya vidyalayas spread all over 
the countrY with a total enrolment of 3,38,671. Education is free in kendriya vidyalayas upto vm 
standard. However, tuition fee at varying rates is charged from students of Class IX to XII depending _· 
upon the income of the parents. 'As per the rules laid down by. kendriya vidyalaya sangathan, top 
priority for admission is given to children of transferable central govel'llll1ent employees including 
personnel of Armed Forces, central police organisations, Bo,roer Roads Organisation and members of 
all-India services. It has been represented that in spite of the above provision, children oftransferable 
central government empJoyees often are unable to sec~re admission to kendriya yidyalayas.. We 
reconimend that government should open more kendriya vidyalayas to meet th~ educational needs of. 
children of transferable central government employees and the vidyalayas should .continue to give 
preference to the children of such employees and members. of all-India services and should admit other ~ 
students only when the seats are surplus. We also recommend that where a government employee is ' 
transferred in the middle of an academic session, all possible effort~ should be·made by the kendriya:0 
vidyalayas to accommodate his children. The n~mber of kendriya vidyalayas with .hostel 'facilities~~ 
should also. be increased and, wherever necessary, hostels for gi,rls maY. also· be. opened by :the:. 
kendriyavidyalayasanJ!;athan.. , , · , ......... ~,, r:ru]<.•T.>Ji:>·.·-' t.-:-:.: 



CHAPTER16 
MEDICAL FACll.JTIFS 

16.1. The ~entral government civiliari employees and their families are provided medical facilitie; 
under the following schemes,.:.. 

i) Central gover:nment health ~cheme (CGHS) 

ii) Medical reimbursement scheme (MRS) under the Central SerVices (Medical Attendance) rules, 
1944. . 

iii) Rail~ay medi~a,r sche~~ (RMS)~ : L,. , • : ·- . _ 

The Central Government Health Scheme'started in-1954, covers employees in Delhi,' Bombay,' 
Calcutta,• Pat.tia, Madras, Ahmedabad; Allahabad, Hydetabad, Nagpur, Bangalore, Pune, Jaipur, 
Kanpur, Meerut, Ghaziabad, Faridabad ·and Lucknow .J · The facilities under the scheme include 
outpatienL care provided J. through t a network of' allopathic/ayurvedic/homeopathic/unani 
dispensaries/units, • supply· of• medicine, laboratozy and x-ray- investigations,· domiciliary· Visits, 
emergency-treatment and post natal care for women, advice on family ·welfare', speCialists' consultation 
and hopsitalisatiot;t at government and other recognised 'hospitals. The· scheme· also covers retired 
central government employees and widows of such employees in receipt of family pension. 

16.2. The medical re-imbursement scheme is applicable to those employees who are not covered 
under ~e CGHS or the RMS. Under this scheme, government notifies authorised medical attendants 
who may be doctors working in the state government/municipal hospital and other medical practioners; 
Expenses incurred on medical treatment as admissi~le are reimbursed under ~is scheme on production 
of vouchers duly certified by the authorised medical attendant 

16.3. Railway employees are entitled to medical attendance and treatment free of charge in railway 
hospitals, health units or consulting rooms maintained by the authorised medical attendants nominated 
under the scheme. In cases of emergency, the employees are also entitled to obtain treatment in any 
hospital or heillth units maintained by central or state government or local authority. 

16.4. Retired railway employees are permitted to avail medical attendance and treatment facilities 
by joining the "Retired Railway Employees Contributory Health Scheme". The benefit of this scheme 
is limited to outdoor treatment of retired employees and their spouses and can be availed of at any of 
the authorised hospitals. 

16.5. The Staff Side in the National Council (JCM) suggested a fixed medical allowance at the rate 
of Rs.50/- per month to meet the cost of outdoor treatment as an alternative for the medical 
teimbursement scheme. They have also suggested that the existing facilities for indoor treatment 
should continue.- Suggestions have also been received for improving the functioning of CGHS and 
expansion of RMS. 

16.6. When the Second Pay Commission recommended the adoption of the contributory health 
service scheme, it visualised that this scheme would eventually develop into a comprehensive national 
health service. CGHS was considered as a pilot project for such a national service. Subsequent 
development of CGHS was therefore planned and executed around this ideal. In some of the 
dispensaries the facility has been thrown open to the general public ~s well. The main advan~g: of 
CGHS is in making available medical care of a reasonable standard at a low cost to the benefict~es, 
The scheme, however, has some shortcomings which appear to be mainly due to poor doctor-patient 
ratio and non-availability of medicines. Dissatisfaction has been expressed regarding the quality of 
medicines suplied. These short comings are neither endemic nor insurmountable. the scheme should 
be streamlined, improved and expanded by providing additional funds. 

16.7. The present rate of contribution by employees ranges from Rs.6/- to Rs.144/- per annum. 
About 87 per cent of the total beneficiaries contribute less than Rs.45/- per annum. The average 

2 33 
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expenditure incurred under this scheme per family is about Rs.360/- per annu~ We fmd that the rates 
have not been revised since "1964, when the scheme was first introduced. Keepin_g in view the revised 
pay scales recommended by us, we suggest the' rates of contribution by the employees may be revised 
as follows,- · · 

PayrangP.S 
~-----

Rs.5100 and above 
Rs.2800 and above but less than Rs.5100 
Rs.1900 and above but less than Rs.2800 
Rs. 1400'and above but less than Rs.l900 
Rs.llOO and above but less than Rs.1400 
Below Rs.1100 

Rate{Rs.) per month 

25 
20 
15 
10 
5 

. 2 

. ' 

· · · . · /c'j LO:i1./J .!.'; { 
:rttese rateS. may alSO appl_r~~?.~nSiO~~~.. . : . ' , {;) :I)''.:') ,·; __ '; ; . 1 ;l ~ f. •;·,; ,c~ 1 >) 1 'I (/:f)~ 

. 16.8. We have also considered.~s an altetnative,to MRS,: the dntroduc'tion' of a health:insurance 
scheme for the employees. In 1984, the general insurailce .. comp'aiiieS' introduced a health insunm6~ 
scheme, under which reimbursement of expenses. is J,nade for medical treatment. lt is difficult to. take :a· 
view ,at this stage whether the schern~j;an_ pmvide_satisfactory medicaLcoverage to g6vemmen'i 
employees who are spread all over the country. The government may examine th,e f~asibili!f_and 
modalities .of an insurance scheme for govemrnent employees in lieu ''Of the MRS~' I (I . 1'1 

~ . -. ' ' , ' ' • • ' : ' '· :·1 ~ ·' f I , ·, 7J'.f' . ~ ; ~- ~ 1 :.. ...: <( : •. ~ ( ~ . . . 
16.9. We recognise that employees 'Covered by MRS are experiencing difficulties as regards the 

treatment and reimbursement of expenses fucurred by them. There js also considerable administrative 
and accoul).ting work involy~~ ~·the settlement of plaims. y ~~ii~- t.cifi(ii'9f1 ~a) practices in the 
scheme have also been broughho'o\lt notice .. We~Jherefore, recommend grant of a ftxed medical 
allowanc~ of,Rs.2?(:- per, montl!.fQ(o~t'd~9r'treatment to all ~mp~().Y.e~s~,~.()v~re£1 by MR.Sa The 
expenses 'inc~~~~~· spe~ial diseas~s-~(ca~cer, d~abetes, menw qi~eases~ polio.myelitis, tubercular 
diseases and leprosy} and hospitalisation may continue to be ~imbursed to all employees as at Present 

de th 
- - 1 _ .- 1 •·· . ·r -•"" -. - .... t~• ... r,\J ~-·- .... ,, .. J.~ ,· 1 ~.t (l 1 ~ _) UD t CSCheme~ .t •• )·,., ~ j!L.:····:I F· "". \· -.~ .") Jd. · .... • 1 .' ~- -- ,·J.'. ', ·.·: ''"" ..... ~~... ~> \.~-' "-~·.-J "1: .. ~ 

'• ,f .J._, ·.-.. • "·,\'·'".··, ~ .. , •. 1;_-.·:~'d••G'.:r·· .. ,'.~r)')!_ .. :.;:·:"L.'~C~-:"(J3ftt)'~·.b.LJ!(!J::iJ".:>< 

~- ~6.10. Parents; s~sters, 'fidowed sisters~ ~or ~rothet:s,~d, c~i~dr~n JIJ~ dee~e4 to b.e; wholly 
depende~t: on the govei:nq1,~nt e111;pl~yee ,if they

1
are res,id~ng ,with qpn "all4. if. t)l,eir; ip.corne", from, Jill 

sources_ including pension and pension equivalent of DCRG benefits is-less. than. R§.~5Q/n P-.llj; Staf{ 
Side m.~e N.ational C?uncil (JCM) an?, ,other as,s9f!a~o~~. h~~e1 u~g€1?r~~~ th.~ p~~e':':~ jnc~~r l~t/or 
detenrumng dependency'should'·be rats~d~: We a~ed wttll the. suggestiOn and reco~ef1a that th_e 
income limit may no\V.be fixed atRs.5QO'f.:lr<~fu/ r; • .: I JJ ) ~''IJ ; '. ; ;r;; r . ';''•'t c! !') ;:'.' ·' <'• 1l '·~ !:tl 

- · Y · l • J ' ... _: i:; ·1 .. , :, :.~Lfc:~ti:?r;f ' .: ·~-! · .. ·•. :~ j;; ·1rl ·. CC· :~.:)~ ;~_;:..;; .. ~-LtJ t~t _. .. ? !'.tfLO)d0fJ;: 



CHAPI'ER 17 
COMPENSATORY ALLOWANCES 

(I) Compensatory (city) allowariee . . 

17.1. Central government employees are at present granted a compensatory (city) allowance 
(CCA) to compensate· for the high cost of living in the bigger cities. The classification of cities for 
purposes of grant of CCA is with reference to population within the urban agglomeration of the 
city/town. The existing rates of CCA are as given below;~ · · · · 

· Classofcity PayperiiDlth Rate·orallowance 
_.., 

A i) Below Rs.250/- 6.5 per cent of pay subject to a maximum of Rs.l2/-. 
ii) Rs.250/- and above . . 6 per cent of pay subject to a minimum of Rs.l6.20 and a 

· maximum ofRs.75/-. · · \ 
B-1 i) Below Rs.3~0/- · 5 per cent of pay. . . . 

ii) Rs.330/- and above 4.5 per cent of pay subject to a minimum ofRs.l6.45 and 
· · a maximum of Rs.SOI-. . . . 

B-2 i) Below Rs.l069/- 3.5 per cent of pay subject to a maximum of Rs~ 10/-. 
ii) Rs.l069/- and above Amount by which pay falls short ofRs~l07.8/~ .. 

~ • , , , ! . I 1 • l , '·-- • ~, • i ' ' ' 

· CCA is presently admissible to about 56 per cent of central government employees. On the basis of a 
special study on comparative costliness carried out in respect of 26 centres for which statistical data 
was available with the Labour Bureau and Central ~tatistical Organisation, and after considering all 
relevant factors, government sanctioned·. payment of CCA 'in 1979 in 14 other places at the rates 
applicable in B-2 class cities. · " · ; · · · · .. • ·· · · · 

• . ' ' t ' ' ' . 

17.2. It has been represented that the rates ofCCA should be enhanced as there has been a steep 
rise in the cost of living in various cities. It has also been pointed out that the population criteria for 
classification of citi.es has many shortcomings and the classification should appropriately be with 
reference to the relative costlinesss of cities. The Staff Side in the National Council (JCM) have 
suggested that the rates of CCA may be as follows,-

A Oass cities 10 per cent of pay 
B-1 Oass cities 8 per cent of pay 
B-2 Oass cities 6 per ~nt of pay 
C Oass cities S per cent of pay 

. -· 

It has also bee~ suggested that there should be no ceiling on the amount of CCA for at least the non
gazetted staff. 

17.3. Classifying cities on the basis of their comparative costliness is a complicated and time 
consuming process. Even the limited· study which was done in the past, took considerable time and 
was possible in respect of a few cities only for which some data was already· available. It may be 
difficult to carry out a special study in respect of all cities and to~s .in the country to determine th_eir 
relat,ive costliness; Moreover, the costliness of places is likely {()·vary from time to time depe~ding 
upon the growth of industries and availability of various goods and sezyices. It has also been pomted .. 
out that many of the bigger cities which have a-well established marketing and transport system may 

· not really be costlier than smaller cities which are not properly developed or are isolated. The· 
suggestion that CCA should be paid at all places is difficult to accept as increases in the general cost of 
living are compensated by the scheme of payment of dearness allowance from time to time. We have 

235 
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~eparately rec~mmended a·regular scheme for comp~nsation for price rise and have also suggested 
Improvements m the rates of house rent allowance and Its payment at all places. . . . . · 

17.4. Having regard t~ all these, ther~ is l~ttle.justifica~on f?r anr modification of the existing 
scheme. However,. there IS need for ratiOnalisation and simplification of the existing system of 
payment of CCA. We recommend that CCA may be paid to government employees. in the various pay 
ranges at the fixed rates mentioned below,- . , : · .· . . 

Pay Range (Basic pay) Amount of CCA in Class of Cities _(Rs: p.m.) 

Below Rs.950/-
Rs.950/- and above but below Rs.1500 
Rs.1500/- and above but below Rs.2000/
Rs.2000 and above 

(IT) Special Compensatory Allowances 

A B-1 B-2.· 
. 30 25 20 •' 

45 35 '20 
75 50 20 

100 75 20 
r. 

. .'' . .. . . . ·. 

17.5. Central government employees are at present eligible for payment of the following 
compensatory allowances on account of peculiar local difficulties,- . . · · . · . · · · ' . · . 

0 L , ,l , 7- :0 

(i) . Hill compensatory allowance; . . . 
(ii) Winter allowance; 
(iii) Special Compensatory Allowances such as border area allowance, remote localitY allowance~ 

difficult area allowance and disturbed area allowance; 
(iv) Bad climate allowance; 
(v) Tribal area allowance/scheduled area alJ.owance/agency allowance; and.· ·· 
(vi) Project allowance. ••. · · · : . . . . . 

17.6. Hill Compensatory Allowance (HCA) and Winter Allowance (W A) are granted to employees 
as a compensation for higher cost of living at hill station~ and for meeting the additional ~xpenditure on 
fuel, warm clothing, etc. The .existing rates of these allowance are as follows,- · · ·. - ' . . ' 

. Hill Compen
satory 
Allowance 

Winter 
Allowance 

Hill Stations situated at a height of 
1500 metres or more · 

· Hill Stations situated at a height of 
1000 metres or more but less than lSOO metre 

· Pay below - 6.5 per cent of pay; ' Pay below - 5 per cent of pay 
Rs.250/- Minimum- Rs.12/- Rs.330/-

Rs.250/- and . 6 per cent of pay; · Rs.330/- and · . 4.5 per cent of pay; 
above 

Pay btilow
Rs.250/
Rs.250/- to 
Rs.l250/-

Minimum- Rs.16.20 above Minimum - Rs.16.45; 
Maximum- Rs.75/- Maximum- Rs.50/-. 

1 6.5 per cent of pay; Pay below·- 5 per cent of pay 
Minimum- Rs.15/-:- Rs.330/- · Minimum- Rs.lO/_. 
6 per cent of pay; · . Rs.330/- to - 4.5 per cent of pay; 
Minimum- Rs.l6.20 Rs.l250/- Mii'limum- Rs.l6.45; 
Maximum - Rs.40/- Maximum- Rs.25/-

While HCA is admissible throughout the year, W A is admissible for six months at places n6rth of 
Tropic of Cancer and for four months at places south of it. · . . 

17.7. It has been represented that the W A should also be allowed throughout the y~ar.; It has also 
been suggested that places located between two hills which do not satisfy .the present criterion of.height 
for HCA should also be covered, as. such places are reached only after negotiating the surrounding 
high hills. The cost of living in these places is said to·be as.high as at hill stations. . 

1 i.s. There are at pr~sent two different r~~s for HCA and WA ~epending upon the _height of the 
hill station. The difference Between the two rates is, however, rnargmal. The pay ranges forgrant of 
the two allowances under the respective rates are 8Iso not uniform. Similarly there is not much 
justifiCation for permitting payment of W A for four months at places to the south of Tropic of Cancer 
and for six months to its north. To simplify the payment of these allowances, we suggest that a 
composite allowance inclusive of the p~sent HCA and W A should be allowed throughout the year at 
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all places where HCA is admissible at present. The rates of the composite allowance at all places 
where HCA is presently admissible may be as follows:-- · · · · ' · · · · · · · · · · . 

'I ' I I ; 

Basic pay 
,._. Below.Rs.950/

Rs.950/- and above but 
1
_ • below Rs.1500/- , ·; .· 

Rs.1SOO/- and abo~e but 
below Rs.2000/-· 
Rs.2ooo· and above 

. '· 
Kate of composite HCA per month (Rs.) 

50 

70 

120 
150 

''_! 

We also recommend that government may consider extending the composite HCA to places surrounded 
by hills b~t not qualifying for the allowance under the existing height criterion ifthese are ·not already 
covered by the scheme for grant of special compensatory 'allowance and if the conditions there are 
comparable with those of adjoining hill stati~ns. ' 

17.9. Special compensatory allowances in the nature of border area'allowance, :~emote locality 
allowance and difficult area allowance are granted to central government employees 'at certain places · 
because of exceptionally difficult local conditions. There are at present 23 different sets of rates of 
special compensatory allowance ranging from Rs.10 to Rs.550 per month as given in the Table on the 
following pages~ 

Sl.No. Areas 

1.. Little Andaman, Nicobar and 
Narcondum Islands 

Existing rates of Special Compensatory Allowance per month 

30 per cent of pay to all employees with a. maximum of 
Rs.400/- plus compensatory allowance at 12-1/2 Jier;ce~t of 

· · • pay t9 all employees with maximum ofRs.150/-. · 
· 2. North and Middle Andamans .. · 

3. Throughout Lakshadweep & 
Minicoy Islands 

4. Difficult areas of Arunachal 
Pradesh 

-5. - Following areas in Himachaf .: 
Pradesh,- · · 
a) Pangi Sub-Division of Chamba 

District; 

b) BharamourTehsil ofChamba 
· . , 1 • District; · , _ 

c) ~ul and Spiti District; 
d) . Kinnaur District; 

'· • · e) . Dodra " Kawar area of Rohru 

· 2S per cent of pay to all employees with maximum .of Rs.350/• 
plus compensatory allowance at 12-1/2 per cent ofpay with 
maximum ofRs.150/-. . . . . 
35 per cent of pay to all employees with maximum of Rs.400/-

, plus compensatory allowance at -10 per cent of pay with 
maximum ofRs'.150/-. · - · ' · 
Pay upto Rs.500 - · ·' , 35 per cent of pay; 
Pay above Rs.500 - 35 per cent of pay;, 

' ' . . Minimuin Rs.2SO/-
. Maximum Rs.400/-. 

Rs.100/-

'Pay Rs.261-650 ·50 percent of pay; 
·Maximum Rs.150/~ · ' · '',' 

. Pay above Rs.650/- Rs.200/-
' ' 

· · Tehsii,- Parganas of Pandrabis 
, ~d Atharabis, Gram Panchayats · 
of Munish, Derkali and Kashapat 

, .· • ! of Ram pur Tehsil of Sirilla District; 
f) · Pargana of Pa.tldrabis of Kulu District; 
g), Chhota Bahngal and Bara Bhangal 

area of 
Palampur Sub-Division of Kangra . 
District · : 
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SI.No. Areas Existing rates of Special C'mnpen.-.uory Allowan.::e per month 
-----------'--------~--------------- . --- ---------L 

I 

6. Chimptuipui District of Mizomm and 
areas beyond 

. 25 Km. from Lung;tli town in Lung!ei 
District of Mit.or:un 

7. Zanskarin Leh District in Jammu 
&Kashmir 

8. Following areas in Janunu 
. & Kashmir,. • 

i) Niabat Bani, U>hi, Malhar and 
Macchodi in Kathua District; 

ii) Dudu Basantgarb, Lander 
Bhamag Illaqa, 
Thabakote, Nagote in 

. Udhampur District; 
iit") All areas in T~hsil Mahc>re 

except those in S.No.17(a) 
in Udhampur Disbict; 

iv) Illaqas of Padder in Kishtwar 
Tehsil and Niabat Nowgam in 
Kishtwar Tehsil of Doda Disbict; 

v) Noyama and Nobre ofLeh District; 
vi) EQtire Gurez-Niabat, Tangdar 

Sub-Division and Keran Illaqa of 
Banimulla District. 

9. Followingareasoi'Himachal 
Pradesh,-

. a) Gram Panchayat Deothi (faklech 
area) ·and Parganas of Chhaibis, 
Naubis, Sarahan and Barabis of 
RarnpurTeh$il of Simla District; 

b) Chhuhar Valley of Joginder-nagar 
Tehsil of Mandi Disbict; 

c) Mangal P~yat area of Solan 
District; 

d) Cuter-8eraj and Malana Panchayat 
area of Kulu District. 

10. FollowingareasofUttar 
Pradesh,-

a) Dharachula; 
b) Munsiyari; 
c) Joshimath; and 
d) Bhatwari Development Blocks. 

(except Disbict headquarters 
of Uuarkashi). 

Pay upto Rs.260/
Pay Rs.261-~50 

Pay above Rs.261-650/
Pay upto Rs.260/-

Pay Rs.261-650 

Pay above ~s.650/-

Sam•aaat Serial No. 8 

Same as at Serial No. 8. 

. I 

Rs.90i-
45 per cent of pay; 
!\taximum Rs.l.'\0/-. 
Rs.190/-. , l·. 

Rs.70/- · r 

.35 per cent of pay; 
• Maximum Rs.l20/~. · 

- J 

. . 

Rs.150/-. 
,. 
' 

.-. J'•; 

-, 



Sl.No. Areas 

11. Throughout Arunachal Pradesh other 
than areas covered by 4 above . 

12. Throughout Nagaland 
13. Throughout Sikkim 
14. South Andaman (including 

Port Blair) 

15. Throughout Lunglei District 
excluding areas beyond 2S Km. . 

from Lunglei town) of Mizoram. 

16. Difficult areas of Tripura 

17. · Following areas in Jammu & 
Kashmir,- . . . 
a) Areas upto Goel from Kamban · 

side and areas upto Arnas from 
Keasi side in Tehsil Mahore 
of Udhampur District; 

b >. All places in Leh DistriCt other 
than those 
oovered in 7 and 8 above; 

c) Matchil1 in BaramUna District 

18. Throughout Aisawl District of 
' Mizoram '! 

19. Throughout Tripura except areas 
at 16above 

~0. . Throughout Manipur 

21. Following areas of Himachal 
Preadesh State,-

a) Janjehli BlOck of Chachiot 
Tehsil ofMandi District; 

b) Chopal Tehsil of Simla District; 
c) · T~-Giri Tract of Sinnur District; 
d) Churah Tehsil of Chamba District; 
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Existing rates of Special Compensatory Allowance per month 

Pay below Rs.500/
Pay Rs.500-649 

Pay Rs.650 and above 

· Same as at Serial No.11. 

2S jler cent of pay; 
2S per cent of pay with . 
Minimum Rs.150 
2S per cent of pay with . 

. Minimum Rs.225/- and 
Maximum Rs.400/-. . , 

2S per cent of pay to all employees with maximum of Rs.400/-. 
20 per cent of pay to all employees with maximum of 
Rs.300/-plus compensatory allowance at 12-1/2 per cent of 
pay with Maximum ofRs.150/-. 

. . 2S per ce~t o_f pay to all employees with Maximum of Rs.22S/-.( 

2S per cent of pay to all employees with Minimum of 
Rs.50/- and Maximum ofRs.150/-. 

Pay upto Rs.260/
Pay Rs.261-650 

Pay above Rs.65~/:-

Rs.50/-; . 
2S per cent of pay With 
Maximtim Rs.100/-. 

Rs.120/-. 

20 per ceni: of pay to all employees with Maximum of . 
Rs.175/-•... 
Pay upto Rs.26Q/.,. 
Pay above Rs.260/-, 

Same as at Serial No.19.· 

Rs.40/-
. 15 per cent of pay with 

Maximum Rs.150/-. : 
·., 

20 per cent of pay tO all employees 'wiih Maxim~ of Rs._lOO/-
/ 

e) Kunr Panchayat an.d Belaj Pargana of 
Champa Tehsil of Chamba District 

· 22. Following areas of Jammu·& 
Kashmir State,-

Pay.upto Rs.260/-

Areas in Poonch and Rajouri Districts Pay Rs.261-650/-
excluding the towns of Poonch and 
Rajouri and Sunderbani and other 
Urban ax:eas in the two districts Pay bove Rs.650/-

Rs.40/-

20 per cent of pay with 
Maximum ofRs.85/-.: 

Rs.llO/-. · 

' 
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SI.No. Existing rate~ of Special Compensatory Allowance per monthr, 
. . . 'I-

23. Following areas in Janunu & 
Kaslunir State,-· ··Pay upto Rs.260/- . Rs.35/-: .. ' ., . ._, '. 

. . .. j . I · •. ,., .. "' !.. IJ. s (. 
Areas not included in 7, 8, 17 and 
22 above but which are within the 
distance of 8 Km. from the line of 
actual control or at places which may 
be declared as qualifying for border 
allowance from time to time by the 
State Government for their own staff;· 

;11 
ray Rs·26l--650. 

Pa~ above Rs.650/-

I .. 

. . 1 - ' . j_· • ' t).' ~ . 
15 per cent of pay with, .. . . , 
~MaximumofRs.70/-. · .. · : 
Rs.100/-. . ·: ' :,; ·.. . · '_; • 

~ '(_ ~ L; :-~ r .:_·i.-~t i .• ~1 

. I . . ~- . ~ _ .. ·/1· 1 { _ • :! L· ..-: ·~_-1 ~ ... .-:: __ : .• ~~:~).-: . .i. ~~~·.i ~~.~tAw 
24

• ~=§=in~~~ d ·:. ; ; 1 i .:SameasatSerialNo;23.J:~,,~,- ,:.~•-'J r.~~:' ,-,.~, '.? ~l.r! 
Areas other than those covered in I. •· · J · '· · · ' ' ... ; .-1 :~- :,,, ·c. 

1
; •· .. ·(t.;;o ·.:...:YI ;·r ' , .. .; ... ~ l 

10inthe borderdistrictofUttarkashi,. ~.I ',_·~ ... ) • .; : •• {d L ~i·J:;, ,:1!.·":;. n ·t :.·; 
Chamoli and Pithoragarll; including ' ·I ·•· ·. '· · ., .•.. , ·:r :; • 1 , ·,-- :: c; • : .; •· Jl ~ ,-, ". · t;,.. :·lx~ 
District Headquarters ofUttarkashi,. ·, ., ._ : ·. I ;1 . ; ..... : : .:.:•' J. ',· , I-; , :.-:. ,:J y,: ;·, 1~ : ·:il ~-\'/ 
butexcludingChampavatTehsilof, , , · ,, ... , .... 1 •. :.: •• ; .,, i. i .1 "'T ,l :i :;,·-. 1 ; ,-1 '· Pithoragarh District. · . ' · ' . · ' · ·: ' · ·· .' . · '· .' ··;· . ·' · '-'' '~- . · _· .. j. • • ; .. ' 

25. . Manali-Ujbi area, Parvati' and Lagg I . L 6 per cent of pay t6 all employee~ With MaXlliitinl'of IU.46/:' <:; ~I') 
Valley-and BanjarBlock ofKulu · · ' · • · . · · · ' :. '·'' ' ' ''·' c.~_. "'""'"': ·-~ :;,:X·l .. : ·' 'l·'l· ': 
District in Himachal Pradesh State . 1' z ~ d m J : < .. 

26. Throughout Assam· and Meghalaya , . ~ per cent of pay to all employees \,\lith Maxi~l.!m of, Rs.SOl-, 
, · _· 1 ~. _;.· ·.·' '.,. •'-•)1 I • ft\l.\ .. •.a} .,;.)!ltJ'I,I!- \_. ;Jl.'••.l..~!.l .. '-~ .t--1,\J 

17.10. The basis ~or prescrib~g the different rates. of.~es~ allQwance~ j~ no~ q'Qite cle~ and.this' 
has given rise to competing claims for payment of allowances at ,Ugher rateS.J,\Ve fmd tha~ in _the case. 
of the Island territories, while tlte compensatory allowance ~s paid at th~ rate· of 12,.1/2, per cent in; 
Andaman & Nicobar Islands, it is paid at the rate of 10 per cent in Lakshadweep &,Minicoy ,Islands ... 
However, the rate of the special allowance is 35 per cent in Lakshadweep & Miirlcoy Islands· and it 
varies from 20 to 30 per cent in Andaman & Nicobar Islands. Similarly~ while iri the difficult areas of 
Arunachal Pradesh the allowance is paid at the rate of30 per cent subject to a maximumofRs:400/~, it 
is paid at 50 per cent in some areas of Himachal Pradesh, 45 per cent. in, some areas in Leh District of 
Jammu & Kashmir, 35 per cent in some areas of J~u & Kashmir and Uttar Pradesh and,at 3Q per 
cent in some districts of Mizoram. ·In other difficult areas the rates are 15 per cent, 20 per cent or 25 
per cent. The allowance is paid at the rate of 5 per cent subject to a maximum of Rs.50 throughout' 
AssamandMeghalaya., ... · .... ' :. ;, ,:::-' .: .... _. •rll ''' :.·,~ i·: ~- · ''. 'Lr!':'<'''-~·· ,: 

._ ~ • , ( • • 1 . _ :, •• ;. _.., • ~~ • ,- • .. • • • r :1 .·' . ~ -, .- ,.i 

17.11. There is need for rationalising the rates of these allowances so as to bring about some 
unifonnity in them for places with broadly .similar local difficulties, conditions, etc. w the case, of the 
Island territories, it will be desirable to have one composite compensatory allowance instead of two 
different types of allowances. Moreover, these allo~ances shout~ be paid at flatrates~· Keeping in 
view the pay scales recommended by us, we recommend the following rates for thes~, allowance~,·~-- . 

t . , , ' ' I , ' . . 1 , ' , ~ · .J 

Sl. . Areas . I •. 

No; 

1. Areas listed at S.Nos.1 to 10 of 
the Table given at paragraph 17.9 

2. Areas listed at S.Nos.11 to 17 of 
· ...the Table given at pamgraph 17.9 
3. Areas listed at S.Nos. 18 to 24 of 

the Table given at paragraph 17.9 
4. Areas listed at S.Nos. 25 and 26 of 

the Table given at paragmph 17.9 

. . 
. •• ·,.' ), ' II "• -11-·i:··'' 

·'. Rates of Special Compensatory Allowance per month (Rs.)l" 

Basic Pay 
. ·below, 
Rs.950/-

150 

,. 

125 

75. 

20' 

Basic Pay of ' Basic pay of Basic pay of· 
Rs.950/- & Rs.1500/• & Rs.2000/- & · 
above but above but . above but . . 
below below , below ~· , • . , .· 
Rs,1500 . ·, Rs.~OOQ.: '· Rs.~OOO,:;~,·t . 

250 .. :350 ·. . .. 500 •.. ~ 

Basic pay of . 
Rs.3ooo ·; 
andabove · 

: .. 

650 
':-J ,, 

' : ; 

200 

150 

40 

• I • 

275 

225 
' . l 

60 
' I ~. ; -' 

. it'•'(~~ 

,, 

i ,; 

'I •' 

.._:~J- ' 

·,37~ i 

100 
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17, t 2. I~ addition to Mizoram Compensatory Allowanee the emP'oyees are also at prl!sent getting 
a D~sturbed Area Allowance throughout Miwram at the following rates,- · 

Pay below Rs.270/· _ Rs.45 per month 
Rs.270/- and above but below Rs.450/- Rs.55 per month 
Rs.450/- and above but below Rs.800/- Rs.65 per m9nth 
Rs.800 and above but below Rs.l,lOO · Rs.75 per month 
Rs.1,1o0 and above. but below Rs.1,500 Rs.lOO per month 
Rs.1,500 and above Rs.l50 per month 

The need for continuance of the allowance and the rates thereof may be re-examined by government 
1aPng into account the revised rates of special compensatory allowance suggested by us. 

17 .13. .Since special compensatory allowances are· granted for difficult local conditions in various 
places, it is necessary that the need for continuance of all these allowances and their grouping should 
be periodically reviewed by the government. We also recomq1end that if it is .considered necessary to 
extend any of these allowances to any new area,, .that may be done on one of the rates suggested QY us. 
We find tha~ for Border Roads Organisation there are some areas where a special compensatory 
allowance ·i~ being paid but these areas are not included in the list for other central government 
ernploye¢s., ·.we suggest, the iQclusion of, these areas also in the list of areas for grant of special 
co111p(insatocy allowances so that civilian employees as well as GREF i>ersonnel draw the allowance on 
uniforni basis. · · · · · . . · 

17 .14. Bad dii:nate Allowance (BCA) is granted to central government employees to compensate 
them for.the rigo~~ of service in areas which have a bad climate. The ~llowance is granted at tllose 
places which are declared by state governments concerned as bad climat~ are~~ for grant of allowance 
to their staff. The rates of BCA for central government employees aie, however, 'different. The 
existin~ ;fates are ~ follows:- · · 

: Pay below'I~.s.330/.. . 5 per cent of pay . . . . . 
... Pay R~.330/- to 4.5 ~r cent of pay subject to minimum of Rs.l6.45 with inarginal 
. · Rs.9Dq/- · · adjust~ents. . · . 

t. It has been represented that the :a.CA should be admissible adhe same tat~ ~for state government 
employees .. We are \.mabie to agree as the structure of pay and allowances differs. We, therefore, 
recommend payment of BCA on· the existing criteria without, however, any upper pay limit We 
recommend the; following rates for bad climate allowance: · 

,, I • • 

Pay Range . .' Rate of Bad Climate Allo~ance per month (Rs.) I . . . . 
Baste Pay below ~s.950/- . . . . . . . 20 
Ba~ic Pay Rs.~SO/- and above but below·Rs.1500 40 
Basic Pay Rs.1500 and ·above· but below Rs.2000 60 · 

,·. 

Basic Pay Rs.2000 and above but. below Rs.3000 80. 
_ Basic Pay Rs.3000 and abQ.ve '·'- . 100 

· ·. ·. 1?.15, Tribal Area Allowance (TAA) has been granted to central goverhment employees in a few 
p~c~. od the· basis of grant of 'similar allowance by the respective state governm~nts ~o their. 

' emplbvc;es. 'The rate~ of the allowance for the central g. overnment employees are, however, different 
and ralts.e from Rs.20/- to Rs.50/- per month .. We recommend that the rates for this allowance should 
be the &arne-as reCommended by us fot BCA. . - . . 

, · ·17:16 •. We are informed that the TAA has recently been sanctioned in a few~laces by some state 
·governments to their employees but it has not beert extended to .central government employees in those 
areas. The TAA is intended as an incentive for posting in tribal areas and we recommend its extension 
to c~n~al government employees in areas where j.t has been sanctioned by jtate governments. 

· ·17. i 1·. Central government employees working at undeveloped and out of the way places· in 
connection with construction of major projects are granted a projecUcoristruction allowance, which is 
primaply iiJ.tended to compensate them for lack of amenities such as housing, schools, market, 

. dispensaries at the project sites .. l'he allowance is withdrawn in a phased manner as and when these 
I. 
l 
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amenities become avail~ble,.at or near the .project site. ~u~delines for the gt:an~ ofproject allowance and 
the procedure 'for sanctlOmng the. sa tnt; were .~>treamhneq b.x .~h,~ government .in fllid-seventie~; ,The 
project ~owance has also subsequently ~een exten~ed to ~on-p~oject et?ployees-located in project 
areas, at SO pe~ cent of the rates admlsstbl.e to prOJect employees. 'rhe' e~is~irig rates· of project 
allowancb an: as follows:- · · ' - · · · · · · ', · .. · · ·• :-' 

Pay Range _ · R,atesperlnonth. · · '· i ,. : ·: •' ':'·, ,··:···.,-

Upto R.s.600/~ 15 per cent of basic ·pay, . ' .. ~ . _ ! -.;: . , " ·j ' • 

Rs.601 toRs.700· Rs.lOO · ·, ' · .. , 1 . "· • 

,Rs~701 to Rs.1450.: Rs.125 . ·.• , .. ~.! .. • .~ ••... _ · •• ~., .-~.~ 
Rs.1451 toRs.1750 Rs.l50 · .:. : ~ .· ·.; .. ~. ... , ·. . .. ,, ; : ·. ;· _·:.:il :I .·J 

I Above R$.17SO ' ;Margi..t)al adj~s~~n~ ~p_tq~s;l~~:-. ·.i.f :: n 'JS:. \; ' 

·We do not recommend any change in the existing guidelines regulating grant6fptbject.allowance,. 
but recommend that the rates may be revised as follows:- .. · ; ... ·· .· .. i 

' . j • r, ' • _,I • • _, • :' ~ ~ ·,' I •; ••- <- • ~~; l. ,;•' , : ·• <j > .... -::. • > _; ~ ' 

· Pay Range ' · ·· Rates of Project Allowance.permonth ,(~s!)· , 1. -~ 

Basic Pay below Rs.950l· · · ' ·75 ~' ' · ' · · ,. · '·- 1~.) 
Basic Pay ofRs . .950 and above but below Rs.l500 150 .-.:.·;~. 1 •_:t>!' ~ ·:. ; ;,i:. :.:.··~·•.i 

. ' . 
. BasicPayofRs.1500andabovebutbelowRs.2000: , : 225.r:;. ' .. ·.·:~: !.',/ .. ; ::; r 
Basic Pay ofRs.2000 and above but below Rs.3000. ;300 . · · . •. L.: 'Ji') ~,.r; <~-<·.' y 1 

Basic Pay ofRs.3000 an~ above 37S · . . ; , · / :J b;r; ~ : : .. · 
. . ... 

·(Ill) Risk Allowance ·~-· ,.~·' ~~_.\ ~- . :c: __ .. ·~ _.·; ·_; ·r .. /l_ (\ r~ 

.. 17.18. Risk Allowance is being given at different rates to certain categories 'of central government 
civilian employees whose normal duties involve special risks. · · · · : l ·. : • · :. · • .-·. •. ;;; • < ; i: · . 

. - . ' ., . . • ·_ - '· ._ ! j .. ~· • ·:· • ... ' " 1 i._ ...... __ ,.:.:,, ••. .j \;, \ Lo ... 

17.19. 'rhe Third Pay Conunission increaSed special pay of Class-IY staff whc;ise normal.c;lqti~s. 
invplved special risks from Rs.3/- per'month to Rs.lO/:.: per month.' :They. also..identified .two .mor~ · 
categories of employees· who were already in receipt of special pay and raised if to RdO/~ per month .. 
These categories were (i) those engaged on duties involving ·greater hazards or w_hose health was 1\able 

, tO be. adversely affected in graduated degrees <?Ver,: a prolonged -period'bec~use bftthe ·particula~ 
avocation; and (ii) those employed in unpleasant or uncongenial occ·upati<,>ns:·like sweepet$ ~n 

, Railways, doirtg the following jobs,:.' ,· · c · • · .r; '· .:. · ::. · · . _ , · I 
.. : .i (1 : :.~._., ~- '' ~ . 

(J.) working in wtderground drains; · · · · ·' .· · 
(ii} cleaning sewer lines; . · · •· ' · .. ; ;.~· ·>, ' · .. :~' T, 
(ili) working in trenching grounds; 'and. .: __ ;,, . "' "~ .li'~ ; r: .. '<'c, ~:::~ . , , 
(iv) working in infectious diseases hqspitals~ . : · . j • , • '. • :; ·~ ','. • ". 

. • ' . - . . -· .· .. • ; .. ' ... · .. ..-·-:t ~· ..... l-1 • .!~)~··.·· ,\·~.t l 
They also suggested that government should appoint a committee .to examine .the. fea~ibUity of 

tationalising the grant of the allowance to .certain categories of employ~es.' who. w~re. ;in receip~ of 
allowance~ of this nature. . : .. :. - , ), .. 

17 .20. The Government of India' cohstituted a corimiittee iri the Ministry of Finane'e, tO examine 
the feasibility of rationalising payments which were ir:t ,the n~ture pLrisk all9wance, and.ther~after 
granted a flat rate of allowance varying from R$.15 per month .to Rs.25 per mQnth. _ Tht supervis~s 
and gazetted officers continue to draw allowance at rates ranging from Rs.45 per month to Rs.lOO per 
month. .. · :. · :· · · 

_J • 1 r .. , .. I .• • . 

. . 17.21. Several suggestions have been reeeived for grant of risk allowance mainly to th~ following 
~ategories of employees,- ' t ' . . ' 

• (i) Employees working in factories and industries where their duties involve risks;:·· · . · '·· 
(ii) medical and para-medical staff in the hosp1tals, laboratories handling patients with infectious 

diseases/poisonous chemicals and drugs; . . . _ 
(ili) working in the Government of India presses including compositors and other categories; 1 

(iv) veterinarians exposed to various health hazards while treating infected animals; and · · 
(v) scientists who are exposed to risks. . 1 • 



. ·. 243 . ., ~ 

. Suggestions have also been made regarding the amount of allowance varying from 10 per cent to 
40 per cent of basic pay or for fixed amounts ranging between Rs.20/- and Rs.500/- per month. . · 

. . ' . ' , . , ' I·. . ' . , . 

. 17 .22. Insurance cover against bodily injuries to those employees who are '?Xpos,ed to risks in, ihe 
discharge of their duties has also been suggested. Policemen, para~itary,, a~d armed forces 
personnel, J;Deteorologists who deal with equipments like radars, hydrogen gas generators, customs 
inspectors, railway drivers, firemen, guards, travelling ticket examiners and gangmen on night patrol 
duties, central excise and customs employees doing field duty, intelligence personnel, income tax 
officers and staff carrying out raids, railway traffic inspectors, members of the customs preventive 
service who deal with smugglers and bailiffs who are responsible for collecting decreed amount, have· 
been suggefsted for coverage under an insurance scheme. 

· 17.23. The Ministry1ofDefence and ·Department of Railways have proposals under their 
consideration to rationalise grant of allowance for all ca~gories of employees who are exposed to 
hazards. · · . . .. ·. . · . . 

We feel that the matter should be examined by an expert committee to be appointed by ·government 
for the purpose. · The committee should not only examine the need for grant of allowance for different 
categories of employees, but a}so its adequacy. In the meantime, we recommend. a 100 per cent 
increase in the existing rates. 1 .' . · • , ~ • • : • • • 

1
' •. · · • . 

17 .24. We have also examined the question of providing an insurance cover .in cases ·where 
employees are exposed to risks.· It appears that the existing extra-ordinary pension rules coyer such 
risks and it is not necessary to take a separate insurance policy for this purpose~. • · 

(IV) Non-Practising Allowance 
-

17 ~25. Medical officers, who are in the whole time employment of the central government, are not 
permitted private practice at present; instead they are entitled to non-practising allowance (NPA). The 
Railway doctors are permitted restricted private practice among family members and dependent 
relatives of railway employees or passengers who fall ill while travelling and outsiders who may.be 
admitted to railway hospitals .. They are entitled to NP A at reduced rates. Different amounts of NP A 
are admissible for medical officers of Central Health Service, Railway Medical ~ervice, Indian ~ce 
Factories Health Service and for practitioners of Indigenous System of Medicine (ISM). Even within a 
service, there are different pay classification~ for entitlement ofNP A. The amount of NP A ranges 
from Rs. 75/- per month to Rs.600/- per month. NP A is not granted to non-clinical posts of ISM in the 
research councils and to. some ISM physicians working in UT. It is also not admissible for do~tors 
holding purely administrative posts. · - · · · · · 

. 17.26. Suggestions: have been received from engineers~ architects, accountants, la\Vyers for 
granting NPA to them. 'R.equ~~ts have also been received from para-medical and nursing staff for grant 

· . o(NP A to them. We are not in favour of granting NP A to them. 
· 17.27. Since ISM physicians in the''central government are alre~dy getting NP A, we recommend 
that ISM physicians in UT may also be given NP f\~ · ·. · · ' • 
· ·17.28. We recommend that payment Of NPA may be extended to all other medical officers for 
whom a degree in medical science is prescribed as essential qualification. · .. 

17 .29. We recommend that. the rate~ of NP A may be rev.ised as follows:, 
S.No. Proposed Scale (Rs.) Pll>' range in the proposed scale. ~roposed rate ofNPA (Rs.p.m.) 

~ 

2. 
3.; 
~. 

5. 
6. 
7. 
8. 
9. 
10. 
11. 
12. 

1400-2300 
. (Medical officers of ISM) 
2000-3500 

. 2200-4000 
30Q0-4500 

3000-5000 
· 3700-5000 
. 4100-5300 . 

4500-5700 
5900-6700 
7300 (fixed) 
7300-8000 
8000 (fixed) 

. ' ' 
All 125 

(i) Below Rs.3ooo 250 · 
(ii) Rs.3000 and above upto Rs.4000 '400 
(iii) Above Rs.4000 550 

15Q; 



CHAPTER 18 
TRAVELLING ALLOWANCE AND LEAVE TRAVEL CONCESSION'~- ;7 

i8.1 Travelling allowance (TA) i~ paid to a gove~ment empl~yee·t~·cov~r,the ~xpen~es whi~h he, 
incurs in travelling on tour or transfer in the interest of public service. It is given in the form of cost of 
travelling, daily allowance (DA), conveyance allowance (CA) or permanent travelling allowance (PTA) 
and mileage allowance. The basic principle on which the rates of TA/DA are determined is that it 
should not be a source of profino the government employee, but should be. sufficient to meet his, 
reasonable expenses. · · · · ' - ' ' · - ' · · ~ · ' · '· ,. :' 

18.2.· At present employees are gro~ped into four grades. for.'the purpose of:TAIDA~:. Thes~ 
grades, however, have 13 pay ranges for purpose of DA and 6 -pay ranges for entitlement of TA on 
transfer. The entitlement for class of travel based on pay range is also. different. , IJ wiU be desirable to~ 
make the groupings by pay range simple and uniform for various purposes relating to payment of TA 
and DA. We accordingly recommend the grouping of employees into the following pay ranges,~ · ' 

(i) Rs.5100andabove. · · ·' · "'·' · ··' l<~,;- .,.; · •·~ 

(ii) Rs.2800andabovebutlessthanRs.5100. · '· · r · ·1 ~--~ 't · ·· '·1 •· 

(iii) .Rs.1900 and above butless than Rs.2800. ' · ' · ' 
(iv) Rs.1400 and above but less. than Rs;1900. 1 

• ( • :: • ; ' c • : · 
(v) Rs.1100andabovebutlessthahRs.1400.' 1 

· · '· .: ' -' ·•--"~-. · '' r·_, • · ., 

(vi) Below Rs.llOO/-. _ _ _ _ _ _______ _ _ ::. _____________ _ 
• ' ' • . - I : •', • ' ~ .J, .. ,, .. r • . • 'I fl. 

18.3. The Staff Side in the National Council (JCM) as also associations 'and individuals have 
represented that the present rates of daily allowance are inadequate and should be improved. These 
rates were last revised by government on January 6, 1983. Considering the increase m the_e~penditure 
which government employees have to incur while on tour, we agree that it is necessary to revise the 
rates of· daily allowance. We ·recommend the rate of daily allowance .mentioned--below;· tlie 
classification of cities and .localities for the purpose_ will be the same as decided by the JVii,nistrY, of 
Finance from time to time.' ~ · . . · . · . . · . •. •r • , , 1 • • 

,, . ,• • -{ 1' , I •'I l_ • -

Pay Range · · · Localities other than\1 • • B-1 Class cities and A-Class cities ancV'· 
· · .. · those mentioned in ·.. expensive localities specially expensive>:. 

,. '·-: · · Cols. 3 & 4 -' 1 ·l · · localities:> ; .,. •. ; :1:., 

(1) . '• - ··- -- - . (2) (3) - - .... -- ·• (4)·: ' . 

Rs.5100 and above 
Rs.2800 and above but less than 
Rs.5100 
Rs.1900 and above but less than: 
Rs.2800 
Rs.1400 and above but less than 
Rs.1900 · · . ·· 

Rs.1100 and above but less than 
Rs.1400 · 
Below Rs.llOO. 

I ,, 

50: 
_,, . 

; ;- 40); :.: 

'35 . 

30 
20 

60 ·,, .. '; .• -.,._ .. '75 
I \, • ', (__ 1 ~ . • ':J - I Ul. 

. (, 

'.SQ 
'··45::: ''-, ... ,,.55 

l ; I '' 'I j \( r._ , '' ,' 

. r 

. , j I ~ 40 ; ... 
25 :: ' " ,, 

·.··;;'50 ,. ' 
'':_I . 35!. 

I ~ 

.l 

18.4. We also recommend the following rates of daily allowance wheri employees stay in hotel or 
other establishment providing board and/or lodging at scheduled, tariffs,• · : - : ' ~ · · · 
Rs.5100 and above · . 135 150 1'75 •; 
Rs.2800 and above but less than t 
Rs.5100 . 105 120 . 150. 
'Rs.1900 and-above but less than 
Rs.2800 
Rs .. 1400 and above but less than 
Rs.1900 

75 

50-. 

244 

90 125 

,80 
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(1) . %· ,{ (2) (3) (4) 

Rs.HOO and a'j;6ve but less than 
.Rs.l400. /.'/ · 40 · 50 65 
~Below -R.s.-1100. . is 30 40 

I 8:5: . At prescndYA at aPJitceour:s;de Headquarters for a continuous halt upto 30 days or mo!e 
during tour/temporary transfer/training is paid as follows,-
. (i) first 30 days Full daily allowance 

(ii) beyond 30 days · · Half daily allowance upto 180 days 1 

(iii) beyond 180 days Nil · 

It has been suggested that the existing scheme of scaling do\Vn of daily allo~ance causes pardship in 
c~ses where employees have to be on tour beyond 30 days in the interesi of work. ,We have 
considered the matter and recommend that full DA may be given upto 180'day.s. 'In case.s where 
ptolonged stay is envisaged at the temporary duty station beyond 180 dayt; the appropriate course 
would be to issue the necessary transfer order; • · . · . · · 

18.6.. Conveyance allowance is payable inc;mthiy to a~ employee who· is required to tr~vel 
extensively at, or within a short distance of his headquarters subject.'to prescribed conditions. It has 
been represented that the rates of conveyance 'allowance should be revised in the light of increase in the 
piice of petroleum products, vehicles, and rise in the maintenance costs of vehicles. The rates were 
last revised in February, 1981. The price increase has been. substan~i~l and. w.e recoJDJIKm.d that the 
rates of conveyjilllce allowance may be revised as mentioned l>elow,~ · ·. · · . . .- · · ; . . . ' ' . ~ . . . . 

Average monthly ~vel OR. 

official duty 

. . 1 

2ot-300Km 
301-450 Km 
451.-600~~ 
601·800Km 
Abqve 800 Km. 

. Proposed rates1)f conveyance allow~~ for J~ys \>y 

Owned Motor car· 
2 

· Rs. 
·36oJ.:p.m. 
4501- p.m. 

~ SSOI~tP·m· · 
. , :·'l, r6SO/-.p.m ... 

8001· ~.m. 

. '·j 

r 
' ,_ 

. -.~a. 
1001- p,Ql. 
130/· p.m., 

.1701· P.n_l. 
. ~001· p.m. 
~3QI .. p.lll,. 

O~er conditions of drawal of conveyance allowance will ~ontinue to apply. • . . , . 

t 

J8.7. The Staff side in the National Council (JCM)has suggested revision of. the tate of cycle 
allowance which is Rs.8/- per mensem~ The rate was last revised in 1979. We recommend tbatittp.ay 
be raised to Rs:20/- per mensem· iubject to the existing conditions. · 

18.8. At present road mileage allowance is paid to the employees at speeitied ·rates. It bas been r 
suggested that for journeys by hired conveyance and public transport, tho actual charges at the 
scheduled tariff rates should be reimbutied. We recommend that the rates of miJeage allowance may 
be revised by government with due regard to the rates prescribed for Delhi by the competent authoiity. . \_. .. .. - . 

. 1 8.9. Taking into consideration the pay ranges recommended.by us, the eJ!tit,lements for journey 
by rail on tour and transfer may be revised as under,- . . · .. · · " 

Pay range · ! Tmvel entitlement · ·• 

Rs.5100 and above First Class AC 
Rs.2800 and above but less than Rs.SIOO AC two tier sleeper/First Class 
R's.1900 and above but less than Rs.2800 First class! AC Chair-Car 

. Rs.1400 and above but less than Rs.l90Q First Class/AC Chair-Car 
Rs.llOO and above but less than Rs.l400 Second Class (Sleeper) 
aeiow Rs.llOO. Second Class (Sleeper) 
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18.10. No change appears to be called for in 'regard to travel by air except that we suggest that 
Additional Secretary to the Government of India and officers of equivalent rank may be allowed to 
travel by the executive class within the country.. · . , _ 

18.11. The Staff Side in the National Council (JD.:f) has suggested that the income ceiling of 
Rs.250/.- per mensem for dependant .re~atives ~ay be raised to ~s.500/-:- per menseni We accept the 
suggestion and recommend that the lmut be rrused from Rs.250/- to Rs.500/-. · . . .; L :. . 

. ..r ~ --. -- . 

18.12. A government servant transporting personal goods by road between places ·~ormected by 
rail can draw actual expenses but not exceeding the amount which would have been admissible had he 
taken the m~um admissible quantity of personal effects by goods train. It has been represented that 
it is more convenient to carry goods by road transport even between places connected. by' raiL· But 
since road transport is more expensive, it is difficult to avail of it.. Transportation of personal effects 
by rail ~y also involve transhipment and cause delays. Vf e reco~end that for carriage of personal 
effects by road between places connected by rail, the government employees may be reimbursed the 
actual expenditure on transportation of personal effects by road or the amougt admissible on 
transportation by railway and ah additional amount of not more than 25 per cent thereof, whichever is 
less. - · · · · · 

' • • " \ ft ; 

18.13. It has also been represented that the presen,t rates'ofrei~bursementfor transportation of 
goods between places not connected by rail, are not adequate and neeq improvement.' Wer recommend 
that the existing rates which were fixed in 1981 nui.y be doubled:-' · . · · ·· ' · ' ·· :.: 

18.14. At present, on tral}sfer, one fare is paid to the government employee and members of his 
family. But more often than not he has to travel ahead to joiil duty and .. after arranging~for 
accommodation, or after the children's academic year is over, he has to return to the old station of duty 
to bring his family and transport t'ersonal effects. It has been suggested ·that· an ex:nployee should, 
therefore, be entitled to three fares for travel to and fro from the nevi station while his family' may 
continue to be entitled to one fare. The suggestion has merit. We recommend that an employee may 
be allowed an additional fare by the entitled class for both onward and return jouney; in addition to the 
normal transfer TA entitlement, if he has to leave his family behind because of non.:availability of 
government residential accommodation at the new place of posting. 

18.15. Government have revised the transfer TA entitlements in January, 1986. With the revision 
of pay scales we recommend that lumpsum transfer grant and packing allowance may be revised as 
follows,-

Piiyrange 

Rs.51 00 and above 
Rs.2800 and above but less than Rs.5100. 
Rs.1900 and above but less than Rs.2800. 
Rs.1400 and above but less than Rs.1900. 
Rs.1100 and above but less than Rs.1400. 
Below Rs.llOO. 

Lumpsum transfer grant 

Rs. 
4000/-
3000/-
1500/-
1000/-
600/-
450/-

Packing allowance 
Rs. 
1500/-
1200/-
900/-
600/-
6001-
4501-

18.16. There is a scheme of travel assistance for children of central government employees during 
approved vacations subject to stipulated conditions. This may continue except that the present 
restriction of 150 Km may be dispensed with. 

18.17. We have rationalised and enhanced the rates ofT AIDA" for government employees. V:Je 
recommend that the rates may be reviewed by government periodically and revised as and when 
necessary. 

Leave Travel Concession 
18.18. The Leave Travel Concession (LTC) admissible to civilian employees of the central 

government other than Railway employees, consists of two schemes. Under the first scheme 
government meets the c·ost of travel to declared home town of the employee once in a block of two 
years. Under the second scheme which was suggested by the Third Pay Commission, the government 
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have permitted every employee to avail of the LTC for journey to any place in India in lieu of journey 
.to home town once in a block of four years. · · 

18.19. The main suggestions made by the unions and service associations of non-railway civilian 
employees are as follows,- · - . 

(i) The definition of 'Family' may be liberalised to include dependent b~thers and sisters who 
have attained majority as also parents who are in recipt of a pension below Rs.800/- per 
month. · 

(ii) Home town journey may be fully reimbursed and no deduction should be made for the initial 
160/400 Km. 

(iii) Yearly home town journey and anywhere-in-India LTC in a block of 213 years may be 
. allowed. ' 

(iv) Daily Allowance or some other allowance may be granted to meet the expenditure on 
incidentals and for board and lodging. . · 

· (v) Board and lodging facilities at concessional rates may be provided at important touriSt places 
and hill stations. ' 

(vi) LTC to anywhere in India should be allowed to be encashed to avoid alleged malpractices. 

18.20. Government of India have already modified the LTC rules providing for full 
reimbursement in respect of LTC for journey to home town once in a block of 2 y~· without any 
restriction in regard to the fli'St 400/160 Km. Those whose home towns are situated within a distance 
of 400/160 Km. have now become eligible for reimbursement under LTC. Provision for undertaking 
journey iri privately owned vehicles and private cares has been withdrawn. This will minimise misuse . 
and malpractices to a considerable exten~ . 

18.21. Encashment of LTC to anywhere in India would defeat the purpose for which it was 
recommended by the Third Pay Coxrupission. · · 

18.22. We have also considered the other suggestions made· by unions and-assbciafions. We feel 
that rules ·of LTC to home town and anywhere in India as modified by the government are suitable and 
do not require any change. - · · · · 



CHAPfER 19 
AGE OF SUPERANNUATION AND VOLUNTARY RETIREMENf 

19.1. The age of superannuation for central government civilian employees is 58 years except for 
the following categories,- · 

(i) scientific and technical personnel under the Departments of Atomic Energy and Space and 
Defence Research and Development Organisation who retire on attaining the age of 60 years, 

(ii) group D staff and workmen are retained in service upto the age of. 60 years except in the 
following cases,- , . · · 

a) In the Railways the group D staff with a few exceptions retire at the age of 58 years. 
However, the age of superannuation for group D staff recruited in the Railways prior to 
December 1, 1962 is as follows,-

(1) employees for whom the age of superannuation was 60 years prior to December l, 
1962, are allowed to continue in service up to. that age. · . 

(2) group D staff who had no prescribed age and were allowed to serve as long as they 
·were medically fit, continue to enjoy the same benefit. 

- ·r , ' 

b) group D employees of the Se~retariat Security Force who entered service. on or after' 
September 15, 1969, retire on attaining the age of 58 years. . 

(iii) the age of superannuation is 55 years for police personnel upto the rank of commandant in t~e 
Border Security Force (BSF), Indo-Tibetan Border Police (ITBP) and Central Reserve Police 
Force (CRPF). In Assam Rifles, Railway Protection Force (RPF) and Central Industrial, 
Security Force (CISF) the age of superannuation is 58 years. , ·· . · 

(iv) In the Coast Guard organisation, officers below the rank of commandant and subordinates and 
sailors retire on attaining the age of 55 years: However, enrolled followers are initially taken) 
for 15 years on cOmpletion of which further extensions, each of 5 years' duration or such 
shorter period as will take the individual to the age of 55 years, are given, · ·· · · · 

(v) whole-time officers of the National Cadet Corps who have been granted permanent 
commission retire at the age of 55 years. However girl cadet instructors retire at the age of 52 
years, . 

(vi) teachers in general retire on attaining the age of 60 years. 

19.2. The age of superannuation for state government employees is also 58 years in most of the 
states. It is 55 years in a few states. In regard to group D employees under the state governments, the 
age of retirement i~ eithe~ the same as for other employees or hi?her, up to 60 yeari. ; · ; 

19.3. It has been urged by some associations that the age of superannuation for all employees 
should be raised to 60 years as with better health care facilities life expectation has increased and 
employees continue to be fit and efficient even after they have crossed the age of 58 years. Further, 
with changes in social norms and emphasis on family welfare, there are late marriages with the result 
that employees are unable to discharge the responsibility of settling their children by the age of 58 
years. In respect of scientific and technical personnel it has been stated that in order to make the 
maximum use of such personnel, it would be beneficial if their expertise and services could be utilised 
for a longer period. They have also pointed out that in organisations like Council fo Scientific and 
Industrial Research and Indian Council of Agricultural Research, scientific and technical personnel 
retire at the age of 60 and it will be desirable to raise the age of superannuation of such employees to 
60 years in government departments. It has also been stated that scientists/technologists and medical 
offlcers start their careers at a higher age after completing professional studies and they should 
therefore be retained in service for a longer period so that they may become eligible for full pensionary 
benefits. 
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19.4. The suggestion for raising the age of superannuation to 60 years for government employees 
has .received our careful consideration. Expectation of life over the years has been going up in the 
country as is borne out by the following information,-

Male 
Female 

1951-61 

41.9 yrs. 
40.6 yrs. 

Tablel* 

Expectation of life at birth 

1961-71 

46.4 yrs. 
44.7 yrs. 

1971-81 

50.9 yrs. 
50.0 yrs. 

1980 

54.1 yrs. 
54.7 yrs. 

, . 

19.5. The trend of improved life expectation has been observed among central government 
employees also. The earlier ·pay commissions had collected information about survivals after 
retirement for selected categories of government employees. We have received similar information 
form the Railways arid Defence (for civilian employees). A comparison with the earlier information is 
given in Table II. 

*Source: Report of the Expert Committee on Population, Office of the Registrar General. 

Tablell 

Category Total No. Casualities Surviv.ors Percentage Total No. Casualities Survivors Percentage 
of of penSions upto 1970 of survivors of pensions upto 1980 of survivors 
pensioners sanction¢ 

. / 

sanctioned 
in 1960 in 1970 

Gazetted 
Officers 595 68 527 88.57 312 21 -_291 93.27 
Groupe 3044 .. 551 . 2493 · 8L89 4254 476 ·'3781. 88.88 
GroupD 776 .. 181 

.. 
595 76.67 2645 291 2354 89.00 

. • I . . 

19.6 .. There is thus a trend of hlgher expectation of life at birth and of survival for longer period 
after retir~menl There is_ also some weight in the argument about longer time spent in acquiring higher 
qualificafions before entering government service. At the same time it has to be appreciated that in a 

-developing economy there is need to provide employment opportunities to a growing .number of 
educated and skilled personnel. At the present stage of development of our economy we do.not 
recommend any change in the existing age of superannuation of 58 years for central government 
employees. · · · · · 

• -· . ·J 

19.7. As regards lack of uniformity in the age of superannuation among different categorie~ of 
government employees, the Third Pay Commission pointed out that while group D staff in Railways 
(with a few exceptions) retired at 58, the age of superannuation for group D employees. outside 

· Railways was 60 years. They recommended that government should look into the matter and remove 
the lack of uniformity in regard to age of superannuation for group D staff in different government 
departments as circumstances· permit. As the disparity continues to exist, we reiterate the 
recommendation of the Third Pay Commission. 

- 19.8. In regard to scientific and technical personnel, the age of superannuation is 60 years in the 
Departments of Atomic Energy a,nd Space and Defence Research & Development Organisation and 58 
years in other organisations . We recommend that government may look into the matter and consider 
whether there is need for uniformity -among various scientific departments in this respect taking into. 
account the requirements of the organisations, neeel to retain suitable persons and other relevant 
considerations. In any case we are of the opinion that even in the case of scientific and technical 
personnel, who can continue in service up to 60 years of age under the existing orders, there should be 
a proper scrutiny before they are allowed to continue beyond 58 years. -
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19.9. This brings us to disparity in the age of superannuation of personnel of the central police 
organisations and other similar forces. The rationale for prescribing the age of superannuation as 55 
years up ~o the level of Commandant ~n BSF, !-'fBP, C~F, Co~st Guard and NCC, and 58 years in 
Assam Rifles, RPF, CISF and Secretariat Secunty Force IS not qu1te clear. It has been pointed out that 
the personnel of Assam Rifles are continuously deployed in difficult areas which adversely affect their 
physical fitness .. It has therefore been suggested that to maintain personnel of proper physical fitness · 
the age of retirement of officers may be reduced to 52 years and for others it may range between 40 
and 50 years. Lowering of the age of superannuation has been suggested for personnel of the BSF 
and ITBP as they have to work in border and difficult areas. The work of pioneers in the Border Road 
Organisation (BRO) involves strenuous physical work at all stages of road construction at high 
altitudes and other difficult areas. It has been brought to notice that they show a marked decline in 
efficiency after a certain age. It has therefore been suggested that the age of retirement of pioneers, 
who account for bulk of employees in General Reserve Engineer Force, may be reduced to 48 years. 

19.10. A lowering of the age of retirement will not only adversely affect the pensionary benefits of 
personnel of these forces but 'may also create resettlement problems. At the same time it has to be 
recognised that sustained hard work, patrolling, etc., in snow bound and other difficul~ areas has its 
effect on the health and physical performance of persQnnel of BRO;ITBP and Assam Rifles who have 
mostly to operate in such areas. We recognise the importance of the problem and suggest that it may 
be examined with due regard to factors like the lowering of the age of retirement, reduction in the 
upper age limit for recruitment, remustering in different trades after proper training, and a review of 
deployment pattern between difficult and other areas. A comprehensive review on these lines is 
necessary and we recommend that government should examine the matter as a whole with due regard. 
to the requirementS of each organisation.~ · · , , · . 

VoiWltary Retirement 
· 19.11. In accordance with the provisions of rule 48-A of·the Central Civil Services (Pension) 

Rules, 1972, a government sdvant who has completed not less than 20 years qualifying service c;pt 
retire f!om servi~e with proportionate ~n~io~ by gi~g !lo~ce o~ 3 month_s in writing to. tQ.e apP?inting . 
authonty. A weightage of 5 years of qualifying semce IS g1ven m such cases. Such retirement IS .on a 
voluntary basis, the initiative resting with the government employee, . The government do not have the 
right to retire the employees at that stage. . · · · · · · · . , · 

19.12. G~vei'Ill:llent employees can also seek prem~ture refueme~t under the ~r~visi~ns ~frule 
56(k) of Fundamental Rules and rule 48( 1) (a) of Central Civil Seryices (Pension) Rules on attaining 
the age 9f 50155 years or on completion of 30 years qualifying service. Initially the weightage of 5 
years was admissible only ·in cases of voluntary retirement under rule 48-A. and ,was subject to the 
condition that the total qualifying service aftet: allowing the weightage did 'not exceed 30 years and it 
did not take an employee beyond the date of superannuation. Subsequently, hoy.rever, the position 
was liberalised and the weightage of 5 years has been given in all cases of voluntary' retirement covered 
by rule 48(1)(a) and rule 48-A of Central Civil Services (Pension)Rules ·and clause (k) ofrule 56 of the 
Fundamental Rules and the limit of 30 years has been raised to 33 years. The weightagt: is, however, 
not admissible iil cases where the government employee is prematurely retired by government in the 
public interest under rule 48 of Central Civil Services (Pension) Rules or rule 56(j) of Fundamental 
Rules. .-. · · · 

19.13. It has been urged by some unions that government employees, particularly those who have 
been superseded at the time of their promotion, may be permitted to retire voluntarily on completion of 
10 or 15 years of service. It has also been suggested that the weightage of 5 years of servic~ may be 
raised to 10 years or more. - · . . . 

19.14. We understand that since 1977, when the scheme Qf voluntary retirement was f!rst 
introduced there have been only a few cases of voluntary retirements mainly amopg those belongmg 
to group A services. The existing rules permitting voluntary retirement after 20 years of service 
already provide an opportunity to those who do n,~t wish t? C?ntinue in servic.e there.aft~r. Any fuft!ler 
reduction in the period of service for voluntary retir7ment 1s likely ~o create difficulties m ~e retention 
of trained manpower in government s_ervice. Taking an overall vtew of the matter, we think that the 
existing rules for voluntary retirement are adequate and do not call for any change. 



CHAPTER·20 
GENERALPROVIDENr FUND 

20.1. Central go~ernment employees other .. than those who are permitted to subscribe to the 
Contributory Provident Fund, are compulsorily required to subscribe to the General Provident Furid 
(GPF) and amount ilot less than six per cen~ of emoluments as deflned in the rules. ·. The interest 
admissible on GPF accumulations has been revised from time to time, the current rate being 12 per · 
cent subject to stipulated conditions. The ~cheme also provides for a Deposit Linked Insurance under 
which, in the event of death of a subscriber during service, his family is paid an additional amount 
equal to the average balance in his GPF account duririg three years immediately preceding his death 
which shall not, however, exceed Rs.lO,OOO/- subject to other stipulated condition!!. Advances from 
the fund are admissible to meet expenses of various types such as illness of self and family, cost of 
higher education and obligatory expenses in connection with the marriages and social ceremonies of 
dependents as stipulated under the relevant rules. Advances are also admissible to meet legal expenses 
and for purchasing a plot of land or constructing a house/flat for residential purposes. After an 
employee has completed 20 years of service, non-refundable withdrawals are permitted from the fund 
for specified purposes. Where the withdrawal is for meeting expenses on construction/acquisition of a 
house, etc., it can be permitted on completion of 10 years of service. 

20.2. The unio~s and associations of employees have suggested several changes in the GPF ~les. 
The more important of these are (i) increase in _the rate of interest, (ii) increase in the amount of cover 
admissible under the Deposit Linked Insurance Scheme, (iii) provision for supply of pass books to all 
employees and (iv) increase in the amount of bonus when no withdrawals are made for three years. 

20.3. A suggestion has also been made to discontinue contribution to the GPF, and if that is not 
possible, at least to make it optional. It has been argued that the present scheme involves considerable 
administrative expenditure without.ensuring substantial mobilisation of savings. It has also been 
pointed out that many employees treat the GPF as a savings bank account and go on making 
withdrawals for one reasori or other with the result that accretions to the fund have become marginal. 
It has further been stated that after the introduction of central government employees' group insurance 
scheme which provides more benefit to employees and their families on retirement/death in service, 
there is no need for· continuing subscription to GPF. A reference has also been made to the Public 
Provident Fund Account to which the employees can contribute directly through ~anks/Post Offices. 

· 20.4. We have given careful consideration to the suggestions. According to the information given 
by the Controller General of Accounts, the existing balances in the various provident fund accounts 

. amount to over Rs.3,000 crore. Further, though there are frequent withdrawals from the provident 
fund accounts by employees, there have been some net annual accretions to the funds ranging between 
Rs.24 crore and Rs.150 crore during the period from 1979-80 to 1983-84. It appears to us that even 
after· introduction of central government employees' group insurance scheme which provides relief to 
the families of employees in case of death in harness, there is need for continuing the provident fund 
accounts which provide relief to employees at a time of genuine need while in service. Moreover, ~e 
GPF scheme has the ad vantage of permitting withdrawals which are not available to the same extent m 
the Public Provident Fund Accounts maintained by post offices and nationalised banks. We are not 
therefore in favour of either discontinuing the Provident fund scheme or making it optional, and 
recommend that it may ·continue to be compulsory for all employees at the existing rate of contribution. 
It is, however, necessary to tighten the rules for advances and withdrawals from the provident fund 
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accounts so as to reduce administrative and accounting wuk_ and to retain the balanc:e for the purposes 
for which the account bas been made c:ompulsoly. To meet the puine needs of the emptoy=sa 'A'e 
have separately suggested the grant of a non-interest bearing advance equal to half a month\ basic 
pay. once a year, recoverable in not more than 10 inshlments without lintin: it to any specified 
purpose. cordingly. we recommend that no advance should be permitted from the provident fUnd 
account for any purpose whatsoever. Noo-refendable withdrawals from the provident fund ac:count 
should also be restricted and allowed ooly for purposes of higher education of thildieD. murlac.oc of 
self or children. illness of the employee and for purchasing a house site for biDlding a house thereoo. 
buildinglacquiring a house or a built f1al for his residence including CO&t of the site. The limits and 
eligibility conditions for withdrawals may continue to be as at present except that in respect of 
withdrawal for owning a residence. there may be no restrictions on the amount to be withdrawn andlor 
the service rendered. 

20.5. h was recommended by the lliirdPay Commission that govemment should introduce the 
arrangement of issuing pass books to the employees showing the up-to-dale position of their provident 
fund account. We have been infonned that the recommcndatioo has been implemented only forcemin 
group D employees. We consider it necessuy to repeat the IeCOliUilCildat that pass boob should be 
issued to all employees showing the up-to-date position of their provident fund account. ~if it 
involves some extra work. the introduction of pass boots will provide greater satisfaction to the 
employees. -

20.6. We do not find adequate justifiCation for increasing the existing limit of Rs.10,0001- for 
benefit under the DepositijnW Insurance Scheme when other scbena arc in opcratioo for providing 
relief to families in case of death in harness. The scheme of a separate incenti:ve bonus bas been 
discontinued by government from the cuuent {inanciat year with the enbanccment of the rate ofinteiest 
from 10.5 to 12 per cent per annum from April1.1986. and change in the method of calculatioo of 
interest wbcrc withdrawals arc made. · -



. ·CHAPTER 21 

CENTRAL GOVERNMENT EMPLOYEES' GROUP INSURANCE SCHEME 
_ 21.1. The Third Pay Commission had recommended the introduction of a compulsory insurance scheme for 

central government employees under which they were required to contribute at ·a single rate of Rs5-l per mensem 
and in case of death while in service an amount of Rs.5,000/• was payable to their families .. In case of 
superannuation, or if the employee demitted office, he was to be paid back the actual amount contributed by him 

- without interest The essential feature of the scheme was that it was mainly the interest on the contributions paid 
which financed the death benefit payable to the families of employees who died while in service. Government 
acceptied the recommendations of the Commission with minor variations and introduced the central government 
employees' group insurance scheme with effect from July 1, 1971. · 

21.2. Subsequently, with a view to providing at a low cost and on wholly contributory and self financing 
basis, the twin benefits of insurance cover to the families of central ·government employees in the event of 
employees' death while in service, and a lumpsum payment to employees or their families on cessation of 
employment on account of resignation, death, retirement, etc., government, in consultation with representatives 
of the Staff Side in the National Council (JCM), introduced, in replaeem(lnt of the earlier scheme, a new group 
insurance scheme with effect from January 1,1982. ~ following are the features of the scheme,-

(i) ·The rate of subscription varies from Rs.lO/- to Rs.80/- per month depending upon the group to which 
· the employee belongs. The insurance cover payable in the event of death of the employee also varies 

, from Rs.lO,OOO/- to Rs.80,000/- depending upon the rate of contribution. · . 
(ii) · While a part of the subscription is 'credited to an insurance fund, the balance is diverted t6-a savings fund. 

From the savings fund, an amount equal to the portion of the subscription credited to the fund, together 
with interest thereon, is paid to the employee on cessation of employment or to his family if he dies while 

· in service. On completion of 35 years of service, the amount payable from the savings fund initially 
ranged between Rs.23,460/- and Rs.1,87 ,680/-. As the rate of interest payable on the savings fund has 
been raised from 10 per cent to 11 per cent with effect from January 1,1983, the benefit available to the 
employee from the savings fund is expected to be higher. 

21.3. In reply to out Questionnaire the Staff Side in the National Council (JCM) have suggested that 
employees who wish to opt for higher group may be allowed to do so. It has also. been pointed out that this 
would require maintenance of individual accounts. Some other associations_ of employees have urged that both 
the insurance cover and the lumpsum amount payable from the savings fund should be raised substantially. 
Refe~nce has also been made to the army group insurance scheme which affords better benefits as compared to 
the scheme for civilian employees .. 

21.4. We have examined the army group insurance scheme. We find that while the insurance cover available 
under that scheme is more or less the same as on the civil side, the survival benefit is better. Another difference 
between the two schemes is that while cin the civil side the rate of contribution and insurance cover/savings 
element are fixec;l, these have been increased periodically under the army scheme: 

21.5. The higher benefits under the army scheme appear to have been ensured by investment of funds in 
fixed deposits and/or debentures of public sector undertakings and public limited companies by a spe~ially 
constituted ·organisation set up for the purpose. On the civil side,however, the amounts collected ar~ held m the 
public accounts of the central government We are of the view that funds available under the central government. 
We are of the view that funds available under the central government employees' group insurance scheme should 
also be so managed as to earn higher return on investments, comparing favourably with that of the army scheme 
and the resultant benefits passed on to the employees. At any rate the return on funds under the scheme should 
not be less than the highest rate paid by government on any of its savings schemes. 

21.6. Under the army group insurance scheme the rates of subscription have been increased periodi~ly with 
corresponding increase in benefits to the _employees and/or their families. There is need for upward rev1s1on of 
both the subscription rates and the benefits under the central government employees' group insurance scheme 
also, and government may accordingly review the position from time to time. For the present, we ~ommend 
that the rates of subscription and the insurance cover under the central government employee's group msurance 
scheme may be increased by 50 per cent. 
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CHAPTER22 
BONus· 

. 22.1. Under the existing schemes, central government employees receive annually a ce$hl 
amount over and above the salary -loosely called 'bonus' .. This is of two kinds (i) productivity linR:ed 
~nus (PLB); and (ii) ex gr~ti~ parmen~ Of these, the b.ulk o~ the central government employees are . 
covered under the productivtty linked bonus scheme m ~a1lways, Posts & Telecommunications, 
production units under the Ministry of Defence and other establishments. However, there is some 
variation in PLB among different organisations due to adoption of different criteria suitahle. to the 
working of these organisations for determining the prOductivity. This is settled on the basis of a 
bipartite agreement between the management and tl:ie staff. The PLB. schemes are· stated, lo: be 
permanent in the different bipartite agreements but the norms of p,roductivity are subject to ~gotiation 
before the agreements are renewed. These vary from organisation to organisation. The bipartite 
agreements are generally for a period of three years. . · . . · .. ·.. · . . '· . .. . . ,, 

22.2. Central government-employees 'who are not,cov~red by PLB scheme, receive Clt gratia 
. payment The amou.nt payable· js fixed by government annually qn .ad hoc basis. We have not come: 
across any such scheme in respect of governmen~ emp~oyee~ in other countries. We understan9 that' 
different types of profit-sharing schemes are in existence in several countries but these ar~ mosfly, 
conflned to non-government sector. In our country, the payment of bonus is governed by Boi\uf A~t,' 
1965, which is applicable to private and public sector undertakings but d6es not apply to· goven'tm\!nt 
emplovees. · · · · · · · · J I .. 

22.3. The PLB scheme was initially introduced in th'~ MinistrY of Railways in 1979-80 ~d w~s 
subsequently extended.to Posts & Telegraphs department a.nd the production units in the Ministry 9f 
Defence even though the Bhoothalingam Committee (1978) expressed its vie'VS against the system of. 
grant of bonus tp employees in government service, il)cluding the organisations mentioned above. . . · 

22.4. The functioning of these. schemes was reviewed t)y a group of officers' with Shri Ba~e ·.: 
Karim, Secretary (Coordination), Cabinet Secretariat, as ~h$man. While ctitically examining the . 
schemes, the group considered the demand for grant of bonus' to' those central government employees · 
who ~ere not. cove~ed by the PLB schemes .. They expressed. the view that gov¢rnment departments .. , 
constitute .a stngle mfrastructure for the economy as a .whole ·and that there should be no sense o( 
discrimination resulting in demoralisation among them ~s a group when the service conditions are · 
uniform all along. They sugges~ed the evolution of a prOductivity linked bonus sc~eme for c~n~al-. 
gove~ment ~m~loyees as a whole .. We understand that based on· that recoJlliTlendatton and pel\,dt~g 
evolution of a smgle scheme of bonus for all employees who. were not covered by the producttvtty, 
linked bonus were allowed ex gratia payments equal to 15 days salary in 1982-83, 18 $ys in 198~-84 
and 23 days.in 1984-85. · , · · · · • 

22.5.: Under both the schemes, while the eligibility of em~loyees Is confined to those drawi~g 
emoluments upto and including Rs.2500/- per month, the' max,imum amount of bonus payable 1s 
restricted to the amount admissible to those drawing up Rs.1600/-. per month. Ninety eight per.c~nt of 
the central government employees are covered by the schemes, We have not been able to ascertam th.e 
~stimated cost incurred by government on payment of bonus but the expenditure on the schemes ts 
likely to exceed Rs.300 crore per annum. · . ~ · . · · · 

22.~. The sliort~omings of existing ~LB schemes' haye been highiighte~· by. Bazle ~arim 
Commtttee. The Rallway Reforms Commlttee has also co~entcrd on the defictenctes of R~t!way 
PLB scheme. It appears from the reports that the schemes are not based on any rational or quantifiable 
nor~s of productiv.ity/~fficiency. We suggest that government should ,look into the matter at the 
earliest so that defictenctes may be removed at the time of renewal of PLB schemes. 
• 22.7. As regards ex gratia payment, while there 'is nothin~ to.p~event governm~nt from making 
suc.h a payment if i~ so desires, it is in the nature of a concessi~ arising out of goodwlll and cannot be 

.. clatmed as of right. It cannot, therefore, be said to form part 1of a regular scheme of emoluments of 
~mployees to whom it is granted. · ,. 
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CHAPI'ER23 
PROMOTIONPOLIC 

. ·. 23. i. E~ery employee w~o joins service, looks forwahi to a satisfactory career of progressi~n. It 
is therefore necessary that the State, as the biggest employer, shoul(l ·lay down a fair and well
defined policy for the promotfon of its eJ!lployees. that in fact is bne of the two basic conditions of a 
good public service, the other being the security of service, for which C:u"C has been taken in artie\~ 311 
~f the Con~titution· llrld the CllSe law whi~h has developed on it. . . · · ·. 

~ ; · 23.2. Much has been said on the subject. We content ourselves by saying that the procedure for 
· · selecting the employees for promotion should be draw3 up and made known to all concerned. That 

will gener~te confidence in the method of selection and provide a degree of satisfaction to the· • 
employees. The area of consideration should also be demarcated well in. advance with due regard to 

' the nature and th~ level of the post It should be made quite clear t}lat eligible candidates must fulfil the 
prescribed qualifications and standards. Selection may be made through a written limited competitive 
examination, or by interview, or any other method, and due weight should be given to confidential 
reports, performance appraisals and other relevant record.' Special attenttion should :be paid to the 
basic requirement that there should be no doubt about the integrity and sense of discipline for the . 
selected candidate. Given a sound promotion policy, employees of the central government will have. 
the opportunity to progress as far anq as fast as their talents, training and character can take them. 

23.3 .. It· has been represented by the unions and ·associations of .government employees that 
measures should be taken t!l ·improve their promotional prospects. It has been pointed out t~at 
promotion ·to a higher grade is dependent upon the availability of vacancies which are limited. 
Acc.ordingly, in. most of the cadres a large number. of employees have little opportunity for promotion 

· and continue in the same s~ale of pay and stagnate after reaching the mruG.imum. · It has, therefore, 
· been urged that every employee should be able to get at least one promotion after 15 years of service. 

23.4. Government decided to undeRctke cadre reviews of such of the groups ·•c• and D' staff 
· where there was acute stagnation. An attempt was made to identify a few categories of such posts 

under various rninistries/dep.artments for the purpose of carrying out cadre review. Some progress 
, was made in this reg·ard but there were many difficulties in identifying such categories of posts 

where there was stagnation. lrt the railways, cadre reviews were undertaken for a large number of 
categories within the broad parameters approved for the purpose. However, similar reviews do not 
appear to have been undertaken in several ministries/departments. . 

. 2J.5. Government also introduced selection grades in groups 'C1 and 'D' cadr~s. subject to· 
fulfilment of prescribed conditions, as a measure of relief to employees stagnating for long periods in 

. the same grade without prOirtotion. One of the conditions of eligibility for selection grade is that the 
employees should· have completed 3/4th of the span of the scale subje~ to a minimum of 14 years of 
service. Further;the number of posts irt the selection grades varies from 10 to 20 per cent depending 
upon the availability of promotional prospects in the concerned cadres. Where the promotional 
pr<;>spects are more than 50 per cent, no selection grade is provided. Where pr~motional prospects ~· 
50 per cent or less, a sliding scale for the creation of selection grade~ has been laid down. There 1s · 
also the stipulation that there should be djrect recruitment in the cadre to rtot less than 75 per cent of the 
posts. 

23.6. It has been pointed out that the existing instructions regarding creation of selection grades 
are complex and difficult to implement. The criterion prescribed for creation of selection grade pos~s 
does not provide any relief in cases where the number of posts.of a particular category is small. It 1s 

. also of no avail to incumbents of isolated 'posts whose number is quite considerable. It has therefore 
been suggested that the condition regarding the number of posts in the selection grade being a 
prescribed per~entage of the nutnber of posts in the ordinary grade should be waived where the number 
of posts i.S .small. It has also been stated that there i$ no provision for grant of selection grades for 

:. ··' ·. ' 
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. group 'B' posts. Thus, tile ~~nefit of selection grades is not uniformiy available. to aU categories of 
employees. 

23.7. As a measure of further relief f6r:employeea in groups 'B': 'C' and 'D' services/posts 
government allowed one increment in the form of stagnation pay for those stagnating at the maxbpu~ 
of the scale for 2 years otmore. It has been represeh~ that the benefit of stagnation increment should 
.be extended to group 'A' :officers also as there are many cases where such employees ~~gnate at the 
maximum of their respective scales, particularly those in tbe junior and the senior tima ~~!lles. 

. 23.8. Ip the P&T departments, a schetn~ of ~l'le time· bound promotion after CP~ple,tlo~ of 16 
years of service has been introduced in the operative cadres. Under the.schem~ ~ll employe'e is 
promoted to the next. higher grade while perfomi.ing the s~e duties, tin he gets his promotion in the 
normal cour~e. The scheme envisages a matChing .saving through hlgher productivity for which a 
reduction in the staffing norms to the· extent ofS per cent for the operative cadre and 1S per cent for the 
supervisory cadre have been prescribed. There "is a deiJland from the P&T stafffo~ a second_time· 

.bound promotion for· the operative cadres after 25 year~ of setvice. The eiJU)loyees in other 
departments have also requested fo~ extension of the.tin)e·bound promotion schellle to them ·on the 
lines of the P&T scheme. · ·· · ... · · ' 

· 23.~. It appears that introduction of selection grade~ and grant of one s~gnati~n increment have 
proved to be temporary palliatives.· A solution of.the problem of stagnation and inadequate promotiort 
opportunities should seem to lie in a rational cadre structure and long pay scales" It is recognised that 
promotiona) opportunities should be available to employees as motivation for them to contribute theU: 
best in the discharge of their duties •. At the same time, the system of career progression should be 
consistent with the functional needs and J;equifements of the organisation1 It may not, therefore, be 

: feasible to lay down a rigid fQrmulatit>n as to·the number of promotions which an employee should 
have in his career and the length of service which should qualify for· such time-bound promotions./We 
feel that it is necessary that the impact of the scheme for time·bound promotion introQ.uced in P&T 
departments should be carefully asses~ed both ~n terms of improvement of promotion pr~spects for. the . 
cadres concerned and operational efficiency of the departments. · Such a review should t?.e undertaken at . 
the ea,rliest, so that demands for further extension of tile scheme may be properly deal~ with. We have 
generally improved the spab. of the pay scales keeping in. view the probleJP of stagn11tion. We have 

. also suggested the system of effective efficiency bars, so that there may be. periodic assessm~nt of 
performance of an employee on a more meaningful Qasis. .. . . ~ · . . . ·: · .. 

' , , . . ' I . 

· 23.10. We are also of the opinion ,that: the present scheme of' selection grades,.:w.hi~h has not 
provided uniform benefit to various categories of employees: should be reviewed •.. We have 
recommended the scale of pay of Rs. 750-8-790--EB-W-940 for group .D' emploY,ees atthe}owest 
level with a longer span, in replacement of the eJtisting ordinary-and selec~ion grades. for ~ertam other 
categories of posts also, like the organised accounts .staff and the junior ~pgineers, we. have 
recommended that existing selection grades should l;>ecome a promotionall~vel, Y:!~ are therefore of 
the view that the selection grades should not .be· coJ').pnued for posts in group 'C' and .D' whe~e th:y 
are available at present. The e.xisting incumbents in the selec~on grades may be allowed to conti~ue m 
the appropriate scales recommended by us. In order to provide relief to thos~ who rea~h the maxunum 
of their scale of pay, we recommend grant of one stagnati.on increment on completion of every two 
years at the maximum of the respective scales. A Jl}aximum of threeisuch increments may be allowed; 
The scheme of stagnation increment should be ap~licable to all cadres in groups in 'B', 'C' and 'D 
and also for posts in group 'A' upto the senior timo $cale level. At the same time, the~e should be 
cadre reviews after a prescribed period with a view· to identifying the grades/~sts wh1ch could be 
upgraded taking into account their du~es and respoq~ibilities and consisten~ with the n~ed to promote 
efficiency in administration. ' · . · · . . · · . ' . · 

~3.1 ~· The l?resent procedure fo~; 'promotio~ fro~ group 'B' to group. 'A; posts in organised 
se~1ces 1s not umform. The percentage of posts. prescribed for promotion .varies fro~ department to 
department and ranges from 20 to SO. Further, whill' in some services the percentage 1s related to the 
number of vacancies, in others it ·is a percentage of the posts. A promotipn quota of 20 pe~ ~ent for 
group 'B' employees appears to be. inade~ate and ministries/departments may review the pos1tton. We 
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also r~corrtrnend that in ~11 cases the number of PoSts available for promotion of group''B' officers 
should ~e a percentage of the posts at group 'A' level and not related to the number of vacancies. · 

. ' • t • 

· 23.12. In older to meet the aspirations of the members of the group 'A' services and having regard 
to their role and functions, we have .considered it necessary to provide some higher level posts in these 

.· seryices ·and to improve the pay s~ates. We further recotpffiend that in respect of the group 'A' central 
: services, the present condition regardin$ stagnation at the maximum of the junior administrative grade 
•: for twd years for promotion to the selection grade, should be removed. Yl e are of the view that the 

. · •criteria for promotion to the selection grade and the basis for computing the number of selection grade 
1 1 posts should be uniform iq the all-lndia and group 'A' central services. Our recommendations in 
,· .lreg~ ~q sp~ific posts, after taking into account all relevant factors, are indicated in the chapters on the· 
:. 'tespective ministries/departments. . . · 

: '1 i · 2:t 1 ~. The need for providi~g fas~r promotions· to ~ore meritorious scientists was considered by 
:.··the Third Conllnission which recommended the system of''jlexible complementing''; This provided in 
. · .. situ pro~otions generally within the three levels of junior time scale, senior time scale. and junior 
·: administrative grade for officers irt some of the scientific departments. The system appears to have 

W.orked well. In November, 1983, government issued fur~er detailed gui.delines for extension of the 
1 .. ~fheme. of flexible complementing to all scientific/technical organisations. A modified version of the 

' · . flFXible toinplementing scheme undet the name o.f t,he 'merit promotion scheme' is also in operation in 
: : 'so}lle of the scientific departments like Atomic Energy and Space where some of the non-gazetted 
1 .:trfhhic~ t:adres.~e tradesma~ are.also covered by the schen:te· .It h~s been represented that such a. 
! '~Sy~tem Of promotlOD baseji pnmanly On a~essm~nt of relatlv.e .me~~ and perf?~an~e should be 
· IJJn,t;ro(iuced for all categories of employees mcluding the admimstrative and mm1stenal staff .. The. 
• system of. Yiexible compltJmenting' and 'merit promotion' are specially suited to the needs ofthe 

. sciendflc pe,rsonhet Govemment may after a review of the working of the system consider extension 
. p,f this scheme to other scientific organisations where it is not appplicable at present It is necessary to 
·, enstire, that the system is based entirely on an objective assessment of merit and that it is not used 
. Itle~iy to provide for career progression on a time-bound basis. , · . .. · . .. 

' •· ,' .. b.ii. there· are twp main J;"ules g9veming fixation of p-ay of government empl~yees on 
· p~oh:todon frorn one pa&t ta another involvin~ assumpiion of higher responsibilities, n~ely, 
,: .f:uAdam~ntal Rules (FR) 22-C and FR 22 (a) (1). Under FR 22-C, the pay of an employee 1s first 

· · . ;$~~Pj'ed -dp by one increment in the lower scale from which he is promoted and thereafter pay is fixed at 
· ·the }).ext higi.¢r stage in tile pay scale of the higher post. This formula is applicable for promotion to 
· posts' carrying scales of pay the minimum of which is Rs.lSOO or below. Under FR 22(a) (i), pay in 
. the h1ghet scale is. fixed at a stage next above the stage at which pay is drawn in the lower scale. Thls 

· ·rul~ applies for promotion to posts carrying scales the rninimum.of which is above Rs.l500. It has 
~ee~ ~· . present.ed by associations: that the monetary benefj.t ~t~ci-~ing on pr~motion und~r the existing 

· · tult~ 8 not adequate and needs 1mprovement. The Staff S1de ~n the National Council (JCM) have 
. ~ug~e1 ted that the general formula for fixation of pay on promotion should be to add five per cent .of 

· pay iQ \he post held and thereafter the pay shO:Uld be fixed at the next above stage in the higher scale. 

-~. ·· ~3 .. ,\s. · We have considered the s~ggestioris and are of the view that the formula for fixation of pay 
oti ~bmotion should be uniform. We accordingly recommend that FR 22-C should apply to all cas~s 
ct promotion from one post to another subject to. the condition that the amount to be added to P!!Y m· 

'thtflower post before fi~tlng the pay in the higher post should not be less than Rs.25. The rule may-be 
. ~n¢d accordingly. . . . . : . . . . · 
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CHAPI'Eit24 
: I SPE~PAYANDDEPUfATION(DUfY)·,~~OWANCE: '( . . 

24.1. Spe~ial pay is granted as an addition of ~e milure of pay to .lhe emoluments of a pOSt or of a 
government employee, in COnSideratiOn Of- ' I ,, ' , . 

1 
• ! . 

. . 1 . . ' . 
(a) the specially arduous nature of the ~uties; 

· · OR 
' ' . 

(b) ~ specific. addition to the work or responsibility .. 
. • 1 • ' 1,' . . • l 

24.2. The system of granting sp~cial pay has been in vogue in govbrilmont for a lon'g time. The 
· number of posts having special pay, which was about· '10,000 'at tho tlnte .of the Third Pay 
.Commission, has gone up to over 2lakhs. The Staff Side tn the National, Council-(JCM) have urged 
in their mell}orandum that the system of special pay should tontiq~e. ·1·! · · · 

. . . . .•· ... 
. 24.3. The Third Pay Conunission had obs~rved that the I ,Sy$te~ of wpecial pay could n~i be 

discarde8 in the case of posts where persons had to. be attracted for a fixed tem~re or for the purpose of 
compensating genuine and"discernible duties, but they-1were pf tije view Jbat.lt should be. used as 

. spari?gly as possible .. W?lle we recognis~ ~e need for granting s~yilll p~y for'to~pensating certain 
genume cases, we thmk 1t necessary to lJmit the number of posts for·gratlt of ~pec1al pay. We have 

. suggested revised 'scales of pay inclusive of special pay in some cases. Kecspil'Jg in, view the scales of 
pay proposed by us, we recomniend that the existing rates of special pay, w.~erc;ver aQmissi~~.JJW.Y 

· be doubled, subject to a ceiling of Rs.500 p.m· · 1 

• 

. Deputation (D~ty) Allowance ' ( 

. . ;, ( ; . . . .~ ... 
, 24.~. Dep~tation (Duty) Allowance is p~yable ~o ~mployee~ to compe~s~te them for duti.e~ w¥ch , 
are outs1de thett normal field of employment m public mterest . ~ i · · . . ... : · · · · · ·. · , . · - . . . . r . . , . . . . ., 

.24.5. Government may suitably determine the rates o~,deputaUon 'aUow~ce. with ref7rence to the 
rev1sed scales of pay proposed by us. We suggest that deputation allOWilJlCe may b~ glVen .at fixed 
ra~es and not as a percentage of pay. . . ... . '' . · 

' .'. 

• I . 
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.· CHAPI'ER 25 . 
. ·WOMENEMP~YEESINCENTRALGO~ 

· 2.5.1. Women·employe~ in central government constituted 3.64 per cent of the total number of regUlar 
employees in 1981. The central government is a major employer of wome~. The largest n~ber of women are 
em[>loyed in the Ministry of Communications. foJlowed by Transport. Defence and Finance • 

- . ' ' . . . 

2.5.2. Women employees .:ombine employment with· their household duties. Working women. therefore, 
face special problems as their total working hours are much longer and they are exposed to greater qegree of 
physi~ and mental strain. They deserve special facilities for night ~ork and occupational health safety. 

25.3. Education and economic needs are the most impoJtant factors responsible for increased entry of a new 
class of women in the field of employment. With a few exceptions, majority of women take to work for 
economic reasons. :This is borne out by sever~ studies on employment of women. An increasing number of' 
women have to suj>port their families both before and after marriage. Rising price levels, desi~ for improved 
levels of living, increasing ci>st of education and housing and lack of social security. have acc~n~ated the 
economic pressure on women. · 

25.4. The Inte~tional Labour Organisation has drawn attention to the problem of re-entry of women ~nto 
employment after prolonged absenCe mainly caused by family reasons. Some countries have provided safeguards 
for working mothers protecting their right to employment in jobs previously held or comparable ones, after a 
stipulated period of absence on account of maternity. Countries in the early stages of social and economic 
development may. find that an absolute commitment of this ·nature adversely affects ·women's employment 
opportunities. Re-entry after a J?rolonged absence due to family reasons may no doubt pose some problems, but 
in such cases, grant of extra-ordinary leave should be considered sympathetically as recommened in chapter 26. 
Some measures should also be adopted to solve the problem of women who seek employment at a later age, 
primarily for economic reasons. Loss of financial support due to widowhood or separation from husband make 
their need for employment more acute. The Department of Women and Child Development has suggested that the 
problem could be solved by permitting relaxation of age for entering government service. We agree that 
relaxation of upper age limit may be given for widows, divorcees and legally separated women.· who are a special· · 
class of sufferers in the present stage of our society and who are compelled by force of circumstance to enter 

. seryice late, by relaxing the age_ limit by 10 years that is upto ,the age of 35 years. 

. . 25.5. Educated women are. reluctant to go and ~ork in rural' areas because of lack of residential . 
accommodation. A single woman particularly finds it difficult to work in a new place unless she is provided with 
adequate accommodation and security. _.Government should therefore make special provision for them and 
construct.single working women's hostel in all major centres of employment under government. Moreover, 
priori~ should be given to them in the allotment of residential accommodation. · 

25.6. While the problem of commuting to place of work is common to all government. employees, it is acute 
in the case of certain categories of women employees who are required to work at odd hours .. Sometimes, they 
have to travel late at night or very early in the morning when the public transport facilities are inadequate. The 
Department of Telecommunications has tried to provide some dormitory facilities for women telephone operators 
so that they do not have to travel at odd hours. They also provide limited transport facilities for such employees. 
These measures, however, do not fully meet the requirements but go a long way to ameliorate the working .. 
conditions of women employees. Nursing staff needs similar facility, We are of the-opinion that for.attending to 
their work, special facilities including chartered buses ori payment, wherever possible, may be prov1ded to such 
wo1pen employees. · 

25.7. The need for child-care services for employed women is well accepted but legal provision for it, has 
been made only f9r women in the organised industry. Adequate arrangements are at present lacking for wome.n 
working in government offices. In big cities, where the problem due to distance and over-crowded pubhc 

· transport makes it difficult for women to take their children to their place of work, it would be desirable if creches 
are provided in their neighbourhood. In the alternative, where employees live in scattered areas, and such 
facilities cannot be provided in their residential areas, child care facilities may· be provided in or near the office. 
The matter may be examined by government. · . . . 

25.8; The Department of Women and Child Developom~nt h~ recommended th~t ~reche fac~liti~s should be 
provided for women employees wherever there are more tl:tan 30 women employees m one orga11;1sanon or more 
than one organisation located in the same premises. This is a ~asonable suggestiQn and may be 1mplemented as : 
far as possible. · . · · · 
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(I) Leave Entitlement 

CHAPfER26· 
LEAVE AND OTHERFACJUI1FS 

26.1. Central government employees are governed in the matter of leave by·the Central Civil 
Services (Leave) Rules, 1972. Apart from earned leave and'halfpay leave, which are in the nature of 
regular leave, the Rules provide for other kinds of special leave such as leave not due, maternity leave; · 
special disability leave, quarantine leave and extraordinary leave to ~over specific contingencies. · . . - . 

26.2. The existing leave rilles are quite comprehe~ive and do not require any major modification .. 
W~ have considered the suggestions received and are of the opinion that following changes may be 
made in the Rules,- · 

(i) At present~e limit on accumulation of earned'leave is 18.0 days; The·~~e ~~applies for 
encashment of earned leave at the time of retirement. It is the normal practice of employees to 
keep the balance of their earned leave as high as possible within the permissible limits so that 
leave-may be available to them during ~mergencies such as sickness of self and.members of 
family. As the present limit is operating harshly and to the disadvantage of the employees, we 
recommend that the existing limit of 180 days on accumulation of earned leave may be raised to 
240 days. We also recommend that the limit on encashment of earned leave at the time of 
retirement, may also be raised to 240 days. . · · ·· ~ · 

(ii) Maternity leave is allo\\'ed to women employees during their conrmement. It is aiso granted -in, 
cases of miscarriage and abortion, including induced abortion~ Presently. there is no limi~ o~ 
the occasions on which maternity leave may be availed of oy a woman government employee. 
We recommend that, in consonance with the national obj~tive of a small family, maternity 
leave may not be allowed to women employees having two cbil~en .. ' . · · · · 

(ill.) We have considered the .difficulties which working women face when they have a new-born 
· child to look after.. It has been suggested that the provisions regarding grant of half pay leave, 

leave not due and extraordinary leave may be suitably amended so that a woman employee in 
need of such leave may not be forced to return to work even though it is most essential for her 
for the sake of her new~born child to be on leave. Accordi.ngly, it is recommended that a· 
woman employee may be allowed to avail of any kind of leave to which she is entitled upto a 
maximum period of -one year in 'continuation of tnaternity leave. This facility should,. however, ' 
be allowed for two children. 

(iv)At p~esent the conditions for grant of study leave preclude. a government employee fr?m 
a~ailJ}qg of such leave if he is due.to retire or has the option to retire from gove~ent sernce 
wtthm 3 years of the date on which he is expected to return to duty after the expuy of lea~e. 
The existing rules J)ermit an employee to seek voluntary retirement after 20 ye~s of servJce 
subject to stipulated conditions. Accordingly, an employee is eligible to apply for study leave 
only if his total service under government is less than 17 years. ·It has been represented to ~s 
that it may not.always be possible for an employee to avail study leav·e at this stage of hts 
career. We therefore recoinmend that the words 'or has the option to retire' may be deleted 
from the Rules. Moreover, the existing rules are not clear on the point whether study leave can 
be granted in cases where the course of study is completed in more than one spell. We 
recommerl.d that the Rules may be modified to make the position clear and study leave may • 
subject to the existing limits, be permitted in two spells where necessary. . 

(v) Eamed leave is credited in advan~e for government employees serving in departments other 
than vacation departments in two instalments of 15 days each on Jariuary 1 and.~uly 1 of every 
calender year. It has been pointed out that this is disadvantageous to employees m cases where 
they have already accumulated 180 days earned leave before January 1 or July 1 and have to 
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avai~.·eamed 1~~e during the ensuiqg half-yearly period. In such cases, while iliey do not get 
. credit of 15 days on January 1 orJufy }, as the case may be, the leave availed of during the half 
year is peduc~.~~ fro~ the le~ve at their'credit. We appreciate the disadvantage faced by the 
go~ekltnenteroployee on th1s account. We recommend that government may suitably revise 
.the.·rutes to ~move the disadvantage. · · 

n Hoors JfW~r~ and Hdlidays. . . . ' . . . 
:. 26.J .• M~rs of ~.9rk jn administrative offices of governm~nt, operative offices and industrial 

establishmepts diff~( co~siderably.· It has been. suggested that there should be uniformity of woJ;"king 
hours in ali government organisations. It, has also been suggested that working hours should be 
reduceQ t9 ~iye ~o~ leisure time to the g9vernment e~ployees. . 

Z6.4.. Wllile di.scu~sing the working hours in government offices, the Third Pay Commission 
. ~ade the .follo\,Ving ~bservapons,- . · . · 

• · 
1 
"While we .q.~e of the view that the wo~f.er should ,;ot be over; trained and should be allowed 
·suffidentlel~i.u'e to fulfil family and socif:il obligations and for recreation, we should not at the 
; same time lose sig}zt of the overriding need for increasing production. We would be reluctant, 
th~rlefore,' tp· suggest any measure which results In a less intensive utilisation of costly 
machinery arl,d equiplnf!nt, II · . . . . ' 

26.5 .. iTfie~~ ~~~y~ations continue to be rel'eva~t in our .country today when there is need for 
increased producti;y~ty at all levels <?f governmental functioning. We apprehend that any change in the 
working ho1,1rs is( ~ikely to have adverse effect on the output. The working hours in different 
organisations ha~.evol~ed o~e.r the years in ~~cor~ance with the requ.irem~nts of the organisation 
concerned and any ~upenmpos1tion of standard working-hours or tampenng w1th the set up may cause 
, avoidable stl'l,lctural modifications in the organisa~on. At this stage of development it will be prudent 
to ·avoid mal9ng' a\1)" such change. We have, while recommending the pay scales for central 
governp1ent f?inPloye~s, taken into consideration the nature of the work and the duties. 

. ' . . . . I ' : ' .'t - ,· :· • . ~ 

.: 26.6. We further suggest that the working ~ours of office staff, which are at present 37-112 hours 
a week, may .be revie. wed by government and inj::reased suitably keeping in view the need to ~tain 

. and improve th~,leyel :of productivity. With tHe introduction of 5-day week system in government 
· :offices, the ~rnployees ~hould be ~ing to put in some e?ltra hours of work on the working days. 

· · This will reduce ,the disparity in·the working boars among the industrial, operative and office staff to 
. ·. : some extent ·We recognise;· that tcital removal of disparity may not be possible for the present 

•; . ~ . 

· ... 26.7. As: regards holidays, there ahould be uniformity'and the number of holidays may be. 
: increased for operative' and industrial staff, wherever necessary. This may involve some adjustment of_ 

· ·work in some of the ·organisations. wliich may be carried out 
• j • • • 

· . -26.8 .. We. pave see':i the Award of the Board of Arbitration of CA Reference No.9( a) of 1980 sent 
.. ·to us by government Our views on the matter of hours of work of government employees have·been 
· ··expressed pi the ·pt'e(:edirig P"'l'awaphs and we have no other comments to offer. ·· 

- . 0.: ·. r· . . I . 
' ' 

I . . . . . . 

m Overtime Allowance. ' . 
• • . • . ' ' ' •!' I·,· . :': ' . • 

. · · 26.9. ~fter the .Secorid PJly Commission's recommendations, overtime allowance was sanctioned 
. to many. ,categoric' of.central government employees. The Third Pay Commission recommended 
' withc4'a~f Of .the aUowance·. They recommended compensatory off to those categories of employees 
. who were required·'to work OU,tside office hours; and for overtime work during periods of unusual 
· activity .like budge.t. pr~p~ation .and for parliamentary work, they suggested grant of honorarium. It 

, appears that these rliommer~ons have not been fully implerented_by government 

26.1 0, We have examined ~he question of payment of overtime allowance to th~ employees who 
· are required to'work (>u~id~ the office hours. We have noticed with concern the implications arid 

effect of the sy,stem on the work in government offices, discipline, and its cost to the exchequer. The 
·;system tends .to generate inefficiency and creates an unhealthy atmosphel,"e in offices. We have been 
· informed. that in '~o~t of 'the Stat~ governments where the conditions of work are not materially 

... 
: . . ' ' 
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different, there is no regular system of payment of overtime allowance except in undertakings where 
provisions of Factories Act are applicable. . · 

26.11. We have examined the working of the system, with particular . reference to the 
developments that have takeQ place ~ft~r the re~rt of the Third Pay Commission and the arrangements · 
made by state governments to meet s1mllar requirements of work. We have come to the conclusion that 
the present system of payment of ,overtime in government offices is not satisfactory and is not ' 
conducive to efficiency in 1tdministration. We therefore recommend its discontinuance. Instead we 
suggest that wherever overtime allowance expenditure is being incurred due to inadeqacy of staff, it 
should be niade up expeditiously. Government should provide the necessary staff consistent with the· · 
requirement of work. For operative offices, the compensation should be in the form of off days rather 
than by way of cash benefits. Honorarium should be considered only for compensating the overstayal . 
during periods of unusual activity or due to unforeseen circumstances. Government may also consider 
granting out of pocket expenses and transport charges for personal staff and drivers of.staff car of 
Ministers and senior officers at suitable rates including a.consolidated special allowance· wherever 
necessary. · · · · · · 

26.12. In the view we have taken on the general question of payment of overtime-allowance to the· 
non-industrial employees of government, we are of the opinion that no useful purpose will be served .. 
by further deliberating on the Awards given by the Board of Arbitration inCA Reference No.3 of 
1980 and No.6 of 1981 which have been referred to us by gove,rnment. · 

26.13. Government employees eligible for grant of overtime allowance are given "night duty: 
allowance" . or weightage for hours of work performed during night. It has not b~en possible for- · 
government to introduce a uniform system of weightage for 'night duty' because the requirements of 
each organisation are different. .Suggestions have been received for prescribing uniform standards for 
'night weightage' and 'night duty' hours. Government may consider the advisability ,of having the 
entire matter examined as it has various aspects and implications. In the meantime government may 
refix the rates of 'night duty' allowances. · 

••. 1 . ~" 
.. -. 

IV. Advances ,< I 

. .. . . 

26.14. Advances from public funds are granted to central governme'nt employees for specifie~ 
purposes subject to the conditions stipulated under the relevant provisions of General Finandal Rules. 
Apart from advance of pay on leave, transfer, etc., government employees are at present given __ 
advances for other purposes such as purchase _of conveyance, warm clothing, table fan, natural 
calamities, expenses on legal proceedings and festivals. The pay limits and other conditions 
governing the grant vary from one type of advance to another. W~ile the advance~ f01::pu~chase of 
conveyance, table fan and warm clothing are interest-bearing; no interest is charged on the other 
advances mentioned above. In their joint memorandum the Staff Side in the Nation~! Council (JCM)· 
have generally urged for enhancement of the quantum of advances. It has also beeri ~uggested that the 
festival advance may be converted into a general purpose advance· to be. granted to employees once a . 
year without restricting it to festivals. A special interest free 'Education Advance' has also been. 
~uggested for employees whose children are studying in college or polytechnic. Similar demands for 
mcreasing the amounts of advances have been made by other associati.ons. · . 

26.15. Government incr~ased the amount of some of the advances. wit!} effect from August 1, , 
1985 as follows,-

Nature of advance 

Advance for Purchase of Motor Car 

Advance for Purchase of Motor 
Cycle/Scooter · 
Cycle Advance 
Table Fan Advance 
Festival Advance 

Rs.20,000.00 

Rs.3,500.00 
Rs.275.00 
Rs.200.00 
Rs.200.00 

. Revised amount'rroin August 1,1985 

. Rs.8,000.00 
· Rs.400.00 
Rs.400.00 
Rs.400.00 



· · Z63 
'. . . I . . . . ·. . . 

. ·The pay linUt for the grant of festivaJ advance has been raised from· Rs.600.00 to Rs.l ,000.00. The 
amoUnt ~f advance .for purchase of motot car has been furchedncreased to Rs.80,000 with effect from . 
May lS, 1986. · . · 

. 26.16. ~part f~om adv~~o under t1e General Fjnartcial·Rules." g.ovemmen~ employees can.also 
take advance .from thei.J: provident fund accounts ~ubject to the specified conditions. As the amount of 

· each advance and the interest tllereen; where.ver applicable, are to be recovered In instalm~nts~ spread . 
over s.everal months, this involves Considerable administrative and accountiJlg work.· · · 

:. 26.17. The. ~~unt of advance~ ior purchase of motor car; J!1otor cycle/scooter and b~cycle do not 
.require any ch.a~ge as they Jtave· bee_n revised recently. Government may,: however1 'review.the 
pos~tion from.time to time and make suchch~se$ as may be necessary taking.irito account the actual 

.. cost of the vehicles. The need for ~vance· in connection with natural calamities- has; for obvious 
· reasorts, to be l~ft to be decided bygovernipent as and when oc~asion aiises. ~~i' tbe other~dvances, 
. there is need for reducing the administrative arid accountin& work .involved in processing ·applications 
. for vario. uS'types ofadvances· !'hlle ensuring ~at the gepuin~ Reec;\ for emplo~ees ,is met_. We have . 
separately .r~comme~ded that advances may ~ot be· allowed to be taken from the pro~ident fund 
acco11nt of the employees. ·.To avoid. hard.s.hip to· tho employees and to c;ater. to tbeir genuine 
requirements, we recommen~ that all.effiployees may be llllowed a non-interest J>earing:ad~ance ~ual 
to h,alf a month's basic pay once a year recoverable. in hQt more than 10 in.stalmentS, wi~oui linking it . 
. to any specified purpose .. An<?th~r advance may not~ glven·unlen the·pr~v~ous .. advllftce h~s ~en . 
fully recovered. T~us ~ay repla~e the advance forJesuval, purchase of table fan, warm ~loth.ll\g and 

· for meeting expenses on legal proceedings presently admissible under General.FinanCiat Rules. The 
other advances like advance of pay on leave, transfer:. etc. may ·continue: We:have· separately dealt 
with ·house buU.ding advance in ~chaptet.l4: ' · . · · · . ·. · · . · · · . · . · .. · . ·. · · 
'V."Welf~ measures ~uui cant~ f~clliti . . - ; . .. : . 

. . .· . . ' 

· 26.18. Central government has .provid~d a number of fadlities for the' welfare ofits empioyees. 
· While the Departnients of Railways, Posts,: Telecommunicatiops and Defence look after their respective 
·employees, the Department of Personnel deals. with. measures fo~ ihe welfare of other governm~n.t · 

. employees. The Departmen~ of ~erson~el' has sef up a ti~mber :of centres such aS. recreatiOn~ 
clubs/halls for indoor games and .various .other·activiUes in offices. These ceritres·receive grants from · 
government Initial grants for specific. pUrpose are also considered by .the goverriment _and s·anctioned 

. in. :deserving cases. In residentiat colonies where "there isJarge concentration o( t!J.e government · 
.employees, residents' welfare associations have been organised to help the employe~sin availing of 
amenities •like fair price ·shops ·and .milk centres .. Jn addition there are .54 .central· government 
employees's welfare coordination committees functioning .outside Delhi. Thes~ ~ommittees are 
fu'n9tioning where ther~ are: at least five central government offices ~with a ininimum · .of 1000 
employees. These colnmittees look after various welfare activi~es and also attend to problems relating 

. to housing, transport, childrens' education, medicare facilities, etc .. Qf employ~es. They also receive 
.. grants~in-aid for organising cuJtural activities; indoor games, etc~ Staff ~enevolen.t Funds (SBF) 
. have beep set' up for helping the employees in difficulties like'prolonged illness, premature retirement, 
·death, etc. The benevolent fii'nd is registered under the Registration of Societies ~ct. · · . ,. · · ... 

• ' • • ' ' •••• 4. • • .l ·• . . ·. . . . . .. · •. . . 

· .. 26.19~ Government.alSo encourages participation of its employees in sports and atl\letics. A 
registered society called the Central Civil Setvices Sports l3oardis functioning under the Department Of 

· Personnel. It has regional boards in cities where the number of central government employees is more 
'than 1000. At present there are 38 regional sports boards. The central board.provides granta·in-aid to 
regional boards and organises all India civil services toumaments in collabor1:1tion with state 
governments. The tournaments are held iri different States' capitals whe~ civilian employees of the 
state government as well as the central government participate~ . Grih. kalyan kendras have been 
established for the welfare of wives and children of government employees. · · · · 

· 26.20. Therailways are providing med.icare, education, housing, holiday homes, subsidised 
hostels to· their employees. There are about 100 hostels, 600 health centres. In addition there are 750 
educational institutions comprising one degree college, 7 inter-colleges; 81 higher secondary, 31 
middle and 635. prim,ary scho~ls. The railways have staff benefit fund fo~ providing assistance to 
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··meet excepti~nal ~~dships of their _employee~: The fund is· ut~hsed not ?nly 'for helpi~g ou~ the 
me!fi.b~rs dun~~ d1ff~ul~e.s .but;also. for a. ~an~ty of purposes .hke educat10n ofchildien, cutt~rar . 
acuv1ties, prov1s1on of art1f1c1al hmbs, heanng aids, s~ctacles. · · . ·, . . . · . ~ 

j . ' ' ·. • . . • . • . 

26.21. · P&T ha.s two fqnds; a ~elfare Fund and a Compassionate Fund. After bifurcation of the· 
two departments these funds are managed by the respective boards. The boar9s·receive grants-in-llid 
from ~e government · · · · · · · · · 

' .. 
26.22. Civm~ employees .in ihe Ministry of Defence hav~ a numb~r of funds such a~ De~e~ce 

Civilian Welfare (TB) Fund. It is a voluntary fund witll subscriptions from members and grants made 
by the canteen store department and the Ministry of Defence. A benevolent fund for the secretariat 
employees and for the armed ~o~:ces .headquarters' is also _under operil.tion.: T~~re is another· fun~ . 
known as the Ministry of Defence and AFHQ Welfare and.amepitie& fund which is tion-co!'ltributroy. · · 
and is financed entiiely .out.ofgovernment grants.- , · ·· · · . ·. , . · 

• ·' . ' • • : • • • . •·: ,• ,, ···~· '• :'·/ • • ·~ ~--~·,_,~ -• '·.·:~.·.;· I-~ 

26 .. 23. A.number of·suggesti9ns have been received for augmenting .the welfare-facilities 
· available for the employees.' lt has been suggested that every· office bavmg more than 30 employees. 
s~ould have a recre~tion club with an annual grant pf Rs.2000 iriespecd\re of ~e number of employees· 
with a provision ~at government may periodically exainine the amount to be paid as grapt. · . ·. · ·. · -· 

26.24. It has also been suggested that there should be reservation of certain percentage of seats in · 
professional· colleges. and other institutions of higher learning for. the. children <>( government 
employees having all India tr~sfer liabi~ity. The suggestion has. considerable ·m~rit as ed11cation of the ... 
children of. such employees suffer on their transfer. -aovernmenf:m:ay-therefore consider .. t}\is 
suggestion favourably aQd provide reservation of seats wherever possi~le._: -.·: ..... -~. :: : -

26.25. It has also been suggested that government should provide facility ·of holiday homes a~ ·. 
convalescent homes· for its employees at subsidised rates. The suggestion may be considered and : 
effort be made to provide the facilities on the lines provided by railv.:ays. -~ · · · - · 

·. 

· 26.26. The present amount of grants for sports and rec~eatio~ ~ppears to be inadequatein view of. · 
the rising cost of equipment as well as Periodiclils. It is recotniriended that the .. amount pf grants may ~ · 
suitably enhanced. ·G~vemment may_ also consider g'ivbig ~Peci~ gran.t at intervals ·ofs-6·_years for 
replacement of sports equipments, furniture, etc. · . . . ··. . - :_ · . · . . ·. · · . · · . · ': , . 

~ . . . . ' . . 
. . . . . : 

26.27. The activities of the grlh kalyan ke~dras ~ at ·p~s~nt coDrmed tO three pr~~ction centr~s' 
at Delhi, Madra~ a~d Dehradun; _Similat centres may be opened in other places also where ~ere lS . 
concentration of government employees. Those intere~tecJ lii ·schemes like. !learning w~ile earning' 
may be provided suitable opporturuties to work in these centres .. The'aclivities of the c¢ntres may also ·· 
be diversified. · · ·· · · : · ·· · . . :. . : .· . : , . . · 

· 26.2S~ A s~~~estion has been teceived tha~ c~ntral ~o~-e~t e~pi~y~s -~~~lng ~· ~dia ~sfer ' 
liabilities should not be tr~sferred away from their hoine iown:s during th~ last ~ years .of their s~rv1ce 
to .enable them to settle their affairs satisfactorily before tetirerrient Such a poli~y.has -already b~en 
followed by some state governments. Oovemmeht may cOJisider the ad~isa~~1ity 6f transferring a_' 
central. government employee with all India tranafer liabilit)' to his horne state dunng the .l!JSl 3 years of 
his ~ervice. · · . , / · · · · · · · ! · · · · 

: . . . . . . .. ~ . . . . ~ ... 
. · . Canteen facility . ·.· : . ·· .. .. . 

. . 26.29. The~~ are ~o types of cantee~s in govem~en.l estabJis~nts at:td offices vlt. (i).-~tatutoiy 
. canteens and (11) departmental canteens .. there are also tiffin rooms.· in ~mallet estabh,hmertts. . 

: , ·:: Statutory canteen are iri government factork:s and wotkshops gov~nied by' ihe Factories Act Exc~J?t . 
. for the cost of provisions, -the _eqtire experidihire on running or'statutor)"canteens and tiffm rooms IS 

met b~ government.· For departmental canteens, the grant' tovers . ?0 per_ cen.t _of the pay of the 
·:authonse4 staff w~U~ the other facilities are th~ same as fot s"tutory canteens ... :. · . _ _-· .. · · . . . . 

. . . . . . .. . . . . . . . . . . .:. 
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.. ·26.30. The following criteria have been laid down by government for determining the type of 

canteen/tiffin room de~nding upon the strength of the s~ff:-

Total stre.n~th of Office/ Establishment Type of canteen/tiffin room entitled . . / 

25-49 _ Tiffin room type B 
50-90 Tiffin room type A 

100-249 Canteen typeD 

250-499 Canteen type C 

500-699 Canteen type B 

700.:.1200 Canteen type A 

If the strength of the office/establishment is mo!e than 1200, the canteens may be grouped and 
categorised as Type 2A, 3A and so on; 

· 26.31. ·Apart from the initial grant, the replacement grants for equipment, crockery/utensil and 
furniture are given after a period of 8 years, 5 years apd 10 years respecitvely. The following are the 
rates' of replacement grants :- · · 

Tyl'2 of Canteen 

A 
.B 

·c· 
D 

I ' 

Type of tlff~n rooms 

A ... 
B 

For equipment 

2 

Rs. 

12000 

9600 

7200 

. 6000 
•!_ I 

500 

500 

Amount of grarlt authorised 

For crockery, utensils,etc. For furniture 

3 4 

Rs. Rs. 

3oo6 5000 

2400 4000 

1800 3000 

1200 2000 

. ioq 
. 200. . -

Total 

5 

Rs. 

20000 

16000 

1200Q 

9200 

700 

700 

26.321· The central government employees' associations have r~quested that grants-in-aid for 
canteen facilities should be revised in'view of,the price rise. The revision should include 100 per cent 
subsidy on the expenditure on the salary· of canteen employees, subsidy on food articles like milk, 
cooking oil, sugar, tea, etc, It has been requested that meals and tiffin should be made availabl~ to 
everj employee at cheaper and subsidised rates. If that is not possible, a tiffin allowance may be 
give~. ·. It has also been urged that the existing canteen ,facilities in terms of tidiness of the pre~ses, 
proper fumiture, equipment, utensils, cleanliness, hygiene in ~e kitchen and eating places, etc. should 
be improved. · , · . . · . 

26.33. ,.A well organised cai)teen should meet the ~eeds of the employees. While there is .ne~d .for 
· improving ·cleanliness and hygiene within the canteen/tiffin room by better management, there is no 
. just.ification for government to meet the full cost of running the canteens including the cost of 
· provision~~: However, as canteens are being provided as a welfare measure, we recommend that the 

subsidy on tlie cost of establishment ni.ay be. raised tQ 100 per cent from the existiang 70 per cent for 
· departmental ~imteeris. · . · · . . · . - . 
' ': 'c.' '· ' , ' • ' ' ' ,, : ' • 

26.34. Rates of replacem~nt grants for equipmept, croc~ery/utensils and furniture were fixed m 
1978. Since the prices of these items have gone up cqnsiderably, we recommend that the existing rates 
~ay be revised suitably. · · · 
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26.35. The employees of the departmentally run canteens have claimed the status of regular 
government employees. Although they have been declared as "holders of civil posts in connectio 
with the affaJrs of the Union•, the) have not been treated as regular employees. Some of them hav~ 
filed a writ petition in the Supreme Court an~ ~e matter is.'subjudice\ We are concerned with the 
problems relating to the pay scales and conditions of servtce, etc. of employees of the statutory 
canteens. Our recouunendations for them can be made applicable to the employees of the departmental 
canteens also if the Suprement Court decides the case in their favour. 

26.36. Some associations of government employees have suggested that facility on the line~ 
provided by the canteen stores department for defence personnel may be made available to all central 
government employees. We do not think it will be fe~sible to do so. We have, however, noted that 
there is an existing network of consumer cooperative stores (kendriya bhandars) located in areas where 
there is concentration of central government employees in Delhi. ·These stores purchase goods directly 
from the manufacturers. That organisation may be strengthened and extended wherever possible. 
Government may consider providing accommodation on nominal rent to these stores. This may enable 
the stores to provide better and economical service to the consumers. · · . 

VL Cmfinnation of employees 

26.37. The government employees become pernianent on confirmation against permanent pc)sts 
subject to fulfilment of certain conditions. On confirmation, such employees are not only secure in 
their tenure, but they also become eligible for retirement and other benefits.· Those employees who are· 
nofconfirmed, continue either as temporary or quasi-JX:rmanent employees. Temporary employees 
who have put in more than three years of service are eligible for being declared as quasi-permanent 
under the prescribed service rules. 

26.38. Generally, due to non_-availability of permanent posts, a large number of employees 
continue as temporary or as quasi-permanenL This causes considerable hardship and frustration 
among the employees. It is also not a prudent personnel policy to continue a large number of 
employees on temporary basis. · · 

26.39. The Third Pay Commission had recommended that 90 per cent of posts upto the level of 
deputy secretary in permanent departments and 50 per cent in temporary departments should be 
converted into pemanent posts. In accordance with this recommendation. necessary orders were 
issued by government for conversion of temporary posts into permanent posts;" As a result, there has 
been some reduction in the percentage of temporary employees. In March 1981, about 22 percent 
employees were temporary as against 25.1 per cent in 1973 and 34.1 per cent in 1957. However, 
even after this improvement, the number of temporary posts in central government as ·on January 1, 
1984 continues to be as high as 7.82lakh, i.e. about 20 per cent of the employees.·~· , · · · · 

. ~6.40. Both quasi-permanent and temporary employees .with ~ervice. of S ye~ or more are 
eligtble for terminal gratuity but death gratuity is higher for quasi-permanent employees m some cases: 
The terminal benefits are, however, less than the retirement benefits of a permanent ~mp!oree. A_ 
go~emment servant who has rendeted temporary service of not less than 20 year~ ~s elig1ble for 
retli'ement benefits on par with permanent employees, if he retires from service OI! attairung the age of 
superannuation. · · · . · 

26.41. A large number of employees still continue to be temporary mainly duet~ non-availability 
of permanent posts. If steps are taken to delink confirmation from availability_~fpermanent posts, the 
problem of temporary employees will be solved to a large extent 

26.42. Grant of quasi-permanent s(fltus to employees is not automatic. It involves conside~able 
administrative work and consequential delay. This causes frustratio~ to the employees. \A ar~e 
number of respondents to questionnaire have suggested discontinuance of .the syste~. We 

1
are 1~ 

general agreement with this view and would recommend that the present system of_ making emp oyee i 
quasi-permanent may be dispensed with. Railways, where more than forty per cent of govemmen 
employees are working, have no system.of quasi-permanency. 

26.43. We recommend that the position regarding temporary employees ·should be regularly 
reviewed so that not more than 10 per cent of them remain temporary for more than ten years. 
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vtL Uniforms.and allo~an~ ·:: I . 
. ' . 

26.44. Provision of unifQrm for certain categorieg ~f employee ~s considered essential for efficient 
cUscharge of their duties. ·oen.etany· unifprms are,; supplied to employees·who frequently come in 
~ont~c! with pu~lic or who~e offic~al positipn. ztt~sJ be dis.tinctly ~ow~. so that th~y ~ay b~ easily 
1dent1f1ed by members of the publ1c and by therr O\Vn offtcers. · L1kew1se, protective clothmg and 
accessories are provided to those 'who ai'e to face .inclement weather and other speci~l hazards .. 
Government employees who are pr~vic;led with uniforms· c~ be p~aced in two categories - (a) those 
who are supplied with free u~iforms; and (b) others who receive uniform allowance or kit allo,wance . 

.. · .. 26:45 .. At prese~~ ther~ is no tin~foriruty ~s regards scales 9f.supply.,or ra~es of,.all~wance in the. 
, different org~nisations·; Staff associations/unions have made. several suggestions, such as, 

improvement in the quality of cloth,.uniformity in scales. and pattei-Q, payment of stitching charges and 
increasing the rate of washing allowance .. It has further been ~uggested-that the ~ttet shoJlld b.e left 
for settlemel).f between the. associations/.u'rii9ils .and the departme~ts. · · · · . 

. '26.46: At pre~~nt a large.nuinber.of ~mpioyees·~ supp~ied wiih free unifortnsbu~·they ~e often. 
found to be not wearing tttem while -on duty; • This defeats the very purpose·for which uniforms are 
supplied.: Oovemment may review th~ existing p(>sition and restrict supply to emplQye~s for· whom 
uniforms are considered .essential. Necessary steps may be taken to ensure that the employess wear 
uniform while on.duty .and maiptairi the same properly. Rules regarding use of unifo~ may oe strictly 
enforced and if necessary further supply may be discohtinued if an employee is found to be attending 
to his d\lties. wi~ouf wearing the ilruform regularly. · · · · 

. · 26.47 .. We recognise that the c:iesign and·scale.of:uiliformhas to be determined by the concerned 
ministries/departments·keepjilg in view their specific requirements. 9overnment may issue suitable 
guidelines with regard tq the quality of material, stitching, timely supply of·unifomt and other related 

. mauex:s.. Departments may. however, have the freedom: !n the matter of procurement of cloth and other · 
items of uniform as well as· arrangement for stitching through organisations approved by govemment 

. for this purpose. We are. not in ~avout of.payment of stitching charges to individualemployee inv~w · 

. of itS implications. ·As tegards.washing·altowance, it has been increased from Rs.4/- to Rs.l5/- per . 
. month for all common categories of groups C and D i~ January 1986 and ~s.not call for any further 
.change atthi~ stage, ·. . . . ' :. : 1 • , • 

·. . 26.48. Rates of uniform allowance have been reviewed by some of the ministries/depattements,. · · 
Uniform allowance for IPS officers was reviewed in ·t983 ·but there was no ·such review for officers 

·. of lTBP/BSF:!CISF. Thus ip con'lparable organisations within the same ministry, rates of.u~iform: 
·allowance continue to be different.· We recommend that the rates of uniform allowance may be. 

· ... i:evie~ed ·by respective ml.nistries/departmen~ and these should. be same. for comparable. categories 
· under each ¥nisti'y/dep~ent. ·We also recottpn.end.that uniform allowance for officers of railway 
' · · protectien force, national cadet ~orps CU1d border roads organis3:tion~ may be the same. as prescribed for 
· . officers of central police orgapisations ~ter review.. : . . . . · . · . . . 

VIii .. ·.Classification .. of Services. and P~~ts . · . . . . 
·. . . .. - . . . . ' '. . ~ . ' ' . . ~ .. 

26.49.. CiviJ. services and posts under the cen~al government are at present classified under fo~ 
groups,as follows:-. . . . · . . .·. · · . · · ~. . . · · . 
Sl.No. · .. Descripdon · 1 :· Gr()UP 

· .1. · .. A central civil post carry~g.a pay cir a ~cal,~ of pay witlp~:m.~imum of not. · A 
less than Rs.l,300. · . ·. : . . : · · ; . , 

2, . 'A.centtalcivil postcariying a·pay or·,-scate'ofpay with amaximu~ of not less J3 
·.than Rs.900 but less than Rs.1,300. · ·. · . . .. ·, · · · . 

. ·.•. . • . • . '. . . • .•. lf . 

· ) ... , Acentral .. civilpost carryingapayora;scaleofpaywithm3;Jlimtimofoyer C 
··' · . · Rs~290 butl~ss·th.~n Rs .. 900. · . · .· ' .' · · · :. : · · · 

4. · •.. A central Civil po~t.carrying ~pay ora scale of':pay the .. iruixinium.ofwhich is 
Rs.290 or less ·· : · . . ··. . · · . ·. · · · · · · · . . · · D .. . '•' . . . . . . . 

' . 
. .. .· . .. ... 

. .... . ,! • 
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26.50. There are, howev~r. some exceptions tothq above classification'where grou~ing·does not 
strictly follow this pattern. · Postmen, mail guards, wiremen, linemen .arid horder security ·force . 
constables, who are in th_e scale of Rs.210-270 have been. classified as group·C. ~imilarly assistants in 

· the. central secretariat in the scale of RsA25-800 have· been ,place4 in group B (non-gazetted). 
Foremen in the ordance factories in the pay scale of ~s.840-1040 hav~ been· in~luded. in group c. 

26.5l. The Staff Side in the National Council (JCM) haye suggested- 9is~ontinu~nce of 
classification. -of employees under different groups, but a majority of the respOndents to questionnaire 
are in favour of continuation of the existin~ classification. One advan~ge of classification is that it ' 
makes it possible for governn1ent to e~amine anc;l.decide matters of con1lll0rt interest to' the group or 
groups concerned. It plays a vita} role in disciplimiry matters also .. Moreor~~ ft has become by now a . · 
well underntood system of classification. :· . · · . . . · · · _ . . . 

26.52. Wt; recommen(j that tb~ presen~ ~yste~ may ~e dontinued 'rt4 the··re~lsed grpup-wise 
classification may be as follows:. · · . . .. . . ; ~; . · · .. · ' : · · . · > 

. . . . . . . ' . . . . . 
G'roup . . · · · · · · -1~}: j' · .• 

• . , . . • . I• • 

A. A central civil post cai'cyh)g ·a pay or a scale of pay with ·a· maximum~ ~Pt tess than Ra.4000. · 

: B. A een~ civil ~st carr:ying a pay or a scale of pa~ with a maximu~ ofb~t ~~~~.th~ Ra.l909'but r. 

.less than 4<Xl0/-. .. · · ; ·~j • I · • • - . ' . 
• • • • o I . · ., 

~· A central civil post cai'rying a ~ay or a scale. of pay~ith a!maxnn'u~ ~t~r Rs.ti:So but iess than;· · .: . 
·. Rs.2900/-. · . ·_, : · . . · · · . -. . . . · · ; ·, .. · ·.; · . · · . .. · ; · ; 1 1 

D. A central civil pos~carrying a pay or a scale of pay themaximumo1~4icq is Rs.lUO prless ... · 

Wherever th~re are deviations of the _natur~. mentioned in. pU,~g~~- 26.~0· abo~e the exi~ting · · 
cla.ssification for thos-e posts inay continue, Govequnent may, ho.wev.~r, teview.the .cl~ssification in·. 
such cases as and when ne_cess~: . . .... · · · · · 'i .:. !I·. . ,' · 

'IX. Industrial and· Non-Industrial Eniploy~es . ., . · ,. . , I ··.. . ; . . 
. ·· 26.53. There is no pfecise defi~ition of ind.ustriai staff or ~on-irtdb&trial tstaff erpployed :in,. tftc. 
central government. Generally, those government employe_ es V,.lio are 40.vered under me definition of,· 
"worker" under the Factories Act, 1948, and the Industrial Disputes Ac4:i947~·-are indlJ~trial staff and 
the rest are said to be no~-industrial staff. · ' · · .. , ·· . : . i : •• . . : , ··. · . · • 

26.54. Industrial .~tnployees are governed by-the labour laws ~hich'si~e t4em subs.tantialrights to 
form a trade union, .raise an industrial dispute concerning discharg,, pisiJlis~al, retr~~chment o~ 
termination of service, raise disputes on matters other than pay and allc;;wance$,,weekly hours of~ork · 
or leave and to seek adjudications thereon, receive prior intimation of it~y ~hange in con~itions of 

· sera vice, .compensation .for lay .off and retrenchment, recovery of dues ftt>m eq~.ployer~. through_ Jl!.bour . 
courts and right to go on strike subject to certain conditions, etc. The :nofHnj:lllstrial. employees o~ _the 
other hand are governed by ~les applicable to central govern~nt e,mpfoy~es in ,genefal·., The i?dustrial 
employees get benefit of these rules also. Th~re is thus duality of rul¢s apd regul!ltiOJlS apphca~leJo. 
the industrial staff. . , · · · . · . 1 

:- • · • • • • • • · 
' . , . . . . . , . , . . ' . . : _, :·' ... : ~ . ;' -~ , ', . ·• . . , . I . • 

.. 26.55. The Third Pay Commission. suggested that gpvemment 'ilia~ .ta~e 'steps to ~.rn:Una~e this ,
duality of service conditions along with the uncertainties and a.npmalies. For tpi~ purpose, ~t was 
suggested that either the government industrial workers should be treated as 'excludc;4 category :to be 
·governed solely by rules made: under Article 309 of the Coil!;tituion1or ~e.industrial workers~~ ~e · 
government should be segregated from the non-industrial workers 'and shquld be giv~n· all the facdities 
and safeguat:ds to which they are entitled under' the labour' laws:· ·.. ~--~ .. , ~. -·: · · . ·. -: · ,.;,; 

26.56. This suggestion of the Thh-d Pa; Co~ssion ha~ yet to'.be acJed ~pon ..• Ail amendment to . 
~e Industri~l D~s~utes ~ct, 1947, has, however, been made. ~ith·eff~~~Jrom .Aug~st.21, l?r ~~ . 
vlrtue of wh1cq 1t 1s poSSlble for the go,vemment 'to keep theU' mdustrliil. ~s~bhspments _outsl ~ t 
purview of the Industrial Disputes Act. In' that event, the industrial.wo~k~rs willltave recours~ 0? Yr .. 
gov.ernment rules for settlement of grievances as applicable to other· government ~mpl~yees. ~~~~arJ', 
though the original notification for setting up the Central Administtative Tn~upals exc u e · e · 

. . ' \: t''• I t ' 
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employees governed by the, Industrial Disputes Act from the scope of the Tribunals, an amendment 
introduced through the Administrative Tribunals (Amendment) Ordinance, 1986, subsequently omitted 
the relevant clause thus bringing the employees w,ho are governed by the Industrial Disputes Act also 

· within the framework of the Administrative Tribunals. · · 

26.57. While there is no uniformity in the service conditions of industrial staff and non-industrial 
staff, including working hours, which vary from one establishment to another,. there are significant 

·.disparities between industrial. and non-industrial staff in respect of the rate at which leave is earned, 
accumulated, encashed, etc. asjndicated below:-· 

Earned le~ve Non-industrial employee Industrial employee 

1 2 3 

(1) Rate of annual earning 30 1-10 years ~ 7 days 

1 h20 years 22 days 

21 & above 27 days-

60 (2) - .Accumulation 180 

180 (3) Encashment at the time or retirment' 60 

Half·Pay Leave 

(1) Communication No liinit on medical 15 days in a year. (10 days for 

N.B. 

certificate. defence employees). 
. . . I . . 

(i) On the railways, the iildutrial anc;l non-i~dustrial employees enjoy same benefits. 

(ii) The industrial staff in tile Ministry of Defence are eligible for 10 days half pay leave.and 
:1 day·s casual leave in a year as against 20 days and 12 days elsewhere. However, 
they are eligible for 10 days sick leave which is not available to others. 

26.58. ?t the fo1lowing areas, the industriill and non-industrial workers enjoy similar benefits,

. (i) Pensionary benefits. 

(ii) Maternity leave 

(iii) Extraordinarr.leave 

However, the industrial staff are generally better placed than the non-industrial staffin respect of 
overtime payment and compensation for iitjury while on duty. . 

i6.59. The federation and associatio~ representing industrial staff in the defence organisations 
have _suggested that the difference in their leave entitlement vis-a-vis non-industrial staff may be 
removed. It.has been pointed out. that in the railways thereis no 9-ifference between industrial and noiJ
industrial staff in n<gard to leave entitlemenL 

26.60. Disparity in the matter of half pay leave between industrial and non-industrial staff in 
government departments, other than railways, was a matter which went before the Board of Arbitration 
(JCM). The Board gave an Award to the effect that there should be no dispaii.ty. The Award has been 
a~cepted and implemented by the go:vernment: · 

26.6L. Vfe.have examined ihe matter with due regard to the suggestions received. We recommend 
that all industrial employees should have the same leave entitlement and encashment as admissible to 
industrial employees. of the railways.' While recommending this, we suggest discontinuance of all 

' other kind of leave available to· industrial employees at present but not available to non-industrial 
employees. · · 

X. Joint· Consultativ~ Machinery 
. . I 

26.62. The scheme. for Joint Consultative Machinery (JCM) and comp~sory arbitration for central 
government employees has been in operation since 1966. It provides a fo~ for consultation between 
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ihe Government of India in its capacity as employer and the general body of employees-at three levels. 
At the apex level, there is a National Council, with departmental councils and office councils at 
ministry/department and office levels respectively. Th~ national council deals with general matters 
affecting the central gpvernment employees such as pay of C()mmon categories, dearness allowance and 
matters relating to categories of staff common to two or more departments which are not grouped 
together in a single departmental council. Matters affecting staff of a single department are considered 
in the departmental council and local or regional questions at the level of office councils. · 

26.63. Prior approval of the chairman is taken before a subject is included in the agenda for 
consideration of the national council. Their recommendations become operative after the approval of 
government is obtained. If there is final disagreement at the level of JCM on arbitrable issues, it is 
open to either side to refer the matter to the Board of Arbitration. Other items on which there is 
disagreement in council are referred to a-eommittee of three ministers. 

26.64. The Board of Arbitration follows quasi-judic1al procedure. Subject to the over-riding 
authority of the Parliament, recommendations of the Board of Arbitration are binding on both sides. 
If, for reasons to be recorded· in writing, the central government is of the opinion that all or any of the 
recommendations of Board of Arbitration should on grounds affecting national economy or social 
justice be modified, the central government shall, as soon as may be, lay before each House of 
Parliament the report of the Board containing such recommendations together with the modifications 
proposed and the reasons, therefor, and thereupon Parliament may make such modifications in the 
recommendations as it may deem fit. Modification may extend to the rejection of a recommendation. 

26.65. So far 26 meetings of the national council have been held. From March 1973 to December 
1984, 109 references were made to the Board of Arbitration, of which five were withdrawn. In 104 
cases recommendations wer~ made by the Board of Arbitration. . . 

26.66. Railways have in additon to JCM scheme a Permanment Negotiating Machinery (PNM). 
This came into existence in 1951. In this the two recognised federations viz., All India Railwaymen 
Federation (AIRF) and National~Federation of Indian: Railwaymen (NFIR) are p~cipating. The PNM 
is intended to resolv~ disputes: and differences which may arise between the railway labour and 
administration. This 'scheme envisages settlement at three levels. In cases where no agreement is 
reached between the federations and the Railway Board, references are made to an ad hoc railway 
tribunal composed of representatives of labour, and administration, presided over by a neutral 
chairman. Three such tribunals have been set up since 1951. Both the Railway Board and federations 
waived their rights of representation on the tribunals on all the three occasions. The awards of these 
tribunals have been generally accepted and implemented by the government It thus appears·that the 
issues have been discussed and solutions found during discussions with organised labour in meetings 
under the PNM. Areas of differences which had to be referred to the tribunals were very few. The 
scheme is reported to have contributed in a significant way in preserving industrial peace in the 
railways. 

26.67. The staff side have not suggested any modification in JCM scheme, nor have we re~ei~ed 
any proposal for change in the PNM. Thus it appears that both the schemes are functtomng 
satisfactorily. · 

26.68. We have n6ticed that the Board of Arbitration generally gives non-speaking awards. It is 
difficult to appreciate the rationale behind a particular recommendation made by the Board. We 
recommend that government may consider whether the present scheme of JCM and compulsory 
arbitration should be so modified as to require that reasons for the recommendation _of the Board of 
Arbitration should be given as far as possible. 
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CHAPTER 27 
UNION TERRITORIES 

2'7.1. There are at present nine Union territories (UT) specified in the First Schedule or-the 
Constitution, namely, Delhi, Aiidarilan and Nicobar Islands, Lakshadweep, Dadra 'and Nagar Haveli, 
Goa, Daman and Diu, Pondicherry~ Chandigarh, Mizoram. a.J!.d Arunachal Pradesh, \ye.have not dealt 
with Chandigarh in view of tQe stated_ policy of central government of transfer it to Punjab. Union 
tenitories are administered in icco,rdance with the provisions ·of article 239 ofthe Constitution.· · ' ·. . . , 

. , /. ' J., •' . ' ~- • •' ,. I 

27 .2. There are differences. in UT in respect of size, location, access ability,' climate and level of 
develOpment There¢ about 2.151akh employees in UT. .· ';; ~-- , - I . .'I'. r:~ I 

27.3. Earlier, .the policy of the government was to link the pay scales and allowances of UT~with 
neighbouring states. That policy was changed in 1968, and at present ~e pay and allowances of UT 
employees are generally on the pattern, o( central govemnient employees. •: •.. 

27.4. Associations of employees have asked for parity in pay scales with equi~alent; or comparable 
posts in the central government and other UT: We agree that, as far as possible, comparable posts in 
UT should have similar pay scales. But this may not always be possible particularly when the duties 
and responsibilities are not precisely stated or described with reference to the designations of the posts; 
It has also been suggested tliat whenever it is considered necessary to grant special pay .or other 
allowance, that may be fixed with due regard to the difficulties and conditions of work in UT• We 
have kept this in view: in formulating our proposals. · ; ~--: . \ · 

. 27.5. The scales ~f pay recommended by us in chapter 8 Win apply to' all ix>sts iri. UT other than 
those for which specific reconuilendations:ilave been made in this chapter. For Veterinary Officers in 
UT our recomm~ndations in chapter 11 will apply. We have discussed various category' of posts in 
different UT and have made specific recommendations regarding their proposed scales of pay in the 
following paragraphs. , . · ·;-- .. \ ~ 

, I ' ~ !.< ' 

27.6. nie~ are the following five organised group B civil services iii UT,~·· ·· • · · · t · .•: •' J • ~. • · 
I • ' ' ! '; . "'. t 

Name of Service ' · ·· · · Cadr~ strength (as on l.i~J984) 
.' • • " ~- !_, ',. i -•• j - ' 1 1.' - ' .. " . . ' . - • . . 

1~-~Delhi,AndamanandNiCobarlslandscivil .. ·in! l ·: ,._;P_:_-· .• , 

service (DANICS) 279 · · · ' ··: : '· l · · 

2. Goa, Daman and Diu civil service . 77 
3. Pondicherry civil'service · ' · ~ 40 · '· · 
4. Mizoram civil service 48 ., . 
5. ArunachalPradeshcivilservice(APCS) ,,·62. . , ... 

- I . . . . ' .:,·.· .' . . . -

27.7. While the senior administrativ~ pos~ in UT are mann~ by officers belonging ~a. the U~on 
territory cadre of lAS, the other posts are manned by officers of the respective group B civ:tl ~ervices;· 
UT civil services are organised and function somewhat on the lines .of state civil .s.ervice~r In 
Arunachal Pradesh, there is also a junior civil service. · ' . · · , : . . . , . 

27.8. The method of recruitment to the DANICS and the Goa, Daman ~dOiu and Pondicherry. 
civil services is the same ~.50 per cent of the vacancies are filled. by direct recruitme~t throug~ UPSC; 
on the basis of the civiljiervices examination, the remaining 50 per cent vac.ancies .are filled by 
promotion. Arunachal Pradesh and Mizoram civil services also have direct recruitment to 50 pe{ c~nt 
posts, but the recruitment is not through UPSC. A competitive examination ·is conducted by .a ~elec~on.. 
board consisting ofrepresen~tives of the Ministry of Home Affairs and the concerned adm_ill!strati~n. 
UT civil service officers are promoted to lAS cadre of UT in the same manrier as state clVll se~Ice 
~~ ' ' 
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27.9. The DANICS association has· pointed out that other serVices, recruited though the saine civil 
·services examination, have better promotion prospects: They have also pointed out that the parity with 
the Delhi J"!ldicial, Service (DJS) was disturbed in 1982 when higher pay scales were allowed to DJS. 

·.According to them, the main problem of the service is that promotion to lAS is unduly delayed and 
comes after about 20 years of service; It has _also been represented that in some cases, the promoted 
officers are denied the usual increments on promotiop.-~o lAS under the. existing rules governing 
fixation of pay. . · · · · 

27.1 o .. The number of offlc~~ of tiT civil services .who are elgible for'promotion far exceeds the 
. number. of vacancies in lAS. To provide reasonable promotion opportunities, we recommend that, for 
.the present, direct recruitment to~the UT civil services may be regulated with due regard to the number 

.. of vacancies which cannot be fllled by promotion. This arrangement may be periodically reviewed and 
· the cadre structure suitably readjusted.· 

. . 27 .11. :To rem,ove difficulty~ pay· f'txation of promoted offlcers; we suggest that pay ckavvn in the 
' feeder s~rvice may be protected as personal pay ·ori promotion to lAS without adjusting it against fu~ 

· . increments until such time as the officer is promoted to the supeitime scale. Governmen~ may examine 
· ·· this suggestion and amend the rules if necessary. · · · ·_ · · - · 

_ . 27; 12. The scales of pay of DJS were revised by government in 1982. Since government have 
.· ~-,:already decided to give a higher scale of pay to DJS,- the. same may continue. In other UT, however, 

pay scaies ofcivil service and judicial service may continue to be sinillar; Members ofDANICS.will 
get the, scale of pay reCommended ~r tis in chapter 8~·. . . 

. : 27.13; In Arunachal Pradesh, .there is an Arunachal Pradesh Civil_Ser'vice (Junior) which acts as a 
·· · · fee.deJ to the APCS .. Jhe cir~le officer~ of Mizoram have represented that they have no promotion. 

channels and have sugge~ted that a Mizoram Civil Se~ce (Juniorr on the pattern of the Arunachal 
. Pradesh <;::ivil Set:Vice (Junior) should be constituted.· The proposal·deserves consideration and 

governmentmay·examineitand takeadecision. · · · ,_, · · · · 

27.14. There are four organised group B police services, namely, Delhi',".Andaman and Nic~bar 
· Islands Police Service (DANIPS),-Goa, Daman 'and Diu Police Service (GDDPS), Pondicherry Police 
. Service (PPS) .. and Mizorani' folice Service (MPS). ,The other UT. do not have organised poli~e 
·service. -UT polic~ services are :similar toUT civil services in ·respect of cadre structure, !ecruitment 
procedure and service rules. The service problems are also similar; ' .· . . . . . • . . 

, ___ . · __ ·. - i1.1~. -Ther~ is ~so problem ofstagn,atlon.in the UTpolic~ senrlces .. W~ rec,olrun~nd that i.s we 
-~,- .. ·(bave: suggested in the .case ofcivil services, direct recruitment may,. for the present, be regulated with 
~i;.:t.A-Ili~~reg~d to the<nwpb_e( o(vacancies :which :.cannot, be filled ~y 'promotion; However. this . 
@~:M!i~tilp~ment slioul~ b¢..~rl.¢i.cap.y·te~iew~;8Ad th¢.'cagr~ ~tro.c~ l'ef.li:lujsted suitably :~~:~!1- _~hen .· - · 
~·~~:;netess·ary; Sitnilatly; JJi)·¢Spe<:;t of; officers promoted· to the :rp.s;:our.:sugge$tiori regarding protection· · . 
(:_~;;:,~fpayofUl~i~~-s.etVice;·offic~rsmayapply. ·. ·, o: <. ·: :·-: ·.. : • · · · ·. -- _•_:;: _ -.· -

s··:/.):···:.;~7.J6..·li#o~_~arit~- UT.~angesfro~-.Rs.600t~_'Rsj125'and kit'maintenance_atlowance·.~s_ ... ·. 
_;_-:: .:·'J{s~20/~ per;.trionthJn<J;>elhi;···A¢.:hlriistrations ··of UT have suggested that the ·unifonil grant and kit · • · 
· · · · ·maints:mJilice allowance should be more realistic in view of increasing prices. We have considered lhe · 

· · ·matte/and recommend an initial uniform grant of Rs.l200/-; renewal grant of Rs~ 1000/~ every 7 years 
· ~d a kit maintenance allowance of Rs.40/• per month for all UT police services. These rates may be 
· periodically revised. · · ' · · · 

. . 27.17. There are organisedjudicial.servi~es 'in Delhi, Goa and Pondicherry. Judici~ officers in 
Dadra and Nagar Haveli, Andaman and Nicobar Islands and the Lakshadweep Islands are on 
deputation from the neighbOuring state.s~ In Arunachal Pradesh and Mizoram, executive officers 
perform judicial functions as well, except in the courts of_ the District Council in. Mizoram, which 
mainly deal with cases under customary law and litigation between persons who are members of the 
Scheduled Tribes. · · · · ' · · · ' · 

· · :27.18. Th~ junior ~cale of pay or' the DJS w~s revised by govc;.rnment, in 1982. Since gove.ml?~nt 
have allowed a higher scale at this ievel of the DJS, the same may continue .. Members of JUdicial 
services in other UT may be given the scales of pay recommended·in chapter 8. 
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27.19. It appears that there is no unifomiity in the recruitment or appointment by transfer of law 
secretaries in UT. We recommend_that, as far as possible, the posts may be filled by taking an offiCer 
on deputation from the judicial service and he may be given a.suitable special pay. · . 

27.20. The pay scales in UT have evolved on the basis of their requirements and have their 
internal relativities. The reasons for the differences in their structure of emoluments have therefore to· 
be kept in view. We have examined the pay scales of various posts in UT keeping in view the specific· 
recommendations of the, respective administration with due regard to their qualifications, method of 
recruitment, duties and responsibilities. We have tried, as far as possible, to evolve a uniform pattern 
of pay scales for comparable posts and have listed below such posts for which uniform scales of have· 
been proposed. 

S.No. Dep~nt 

1. Deputy Commissioner's Office 
2. Land and Building Department 
3. Directorate of Industries 
4. Di.rect:9rate of Social Welfare 

5. -do-

6. · -do-
7. Social Welfare Department 
8. Development Department Office of 

the Deputy Director (Horticulture) 
9. -do-
10. Rehabilitation Services 
11. Labour Commissioner's Offis:e 
12. Central Jail 
13. Bureau of Economics & Statistics 
14. Directorate ofTraining & Technical 

Education (College of Pharmacy) 
15. Directorate of Training & 

Teclmical Education 
16. Department of Education 

17. -do-

18. -do-

Designation 

UMON~ORYOFDEUll 
Patwari (Rs.260-350) 
Patwari (Rs.260-350) 
Manual assistant (Rs.200-250) 
Programme officer (Integrated) 
Child Development) (Rs. 700-1300) 
Assistant supervisor (Work Centre 
for Women) (Rs.550-900) 
House visitor (Rs.330-480) 
Nurse (Male) (Rs.425-640) 

Forester (Rs.210-270) 
Forest guard (RS.196-232) 
Tailor skilled (Rs.260-350) 
Inspector of factories (Rs.S00-900) 
Nurse (Male) (Rs.425-640) 
Director(Rs.ll00-1600) 

· Laboratoiy assistant (Rs.290-500) 

-do-
Selection grade post graduate teacher, 
Head master, etc. (Rs.775-1000) 
Selection grade trained graduate 
teacher/ Assistant teacher, etc. 
(Rs.? 40-880) 

19. Directorate of National Cadet Corps. 

Selection grade primary teacher,etc. 
(Rs.530-630) 
Instructor (Ship modelling) 

20. Directorate of National Cadet Corps 

21. Directorate of Health Services 
22. -do-

21. -do- _ 
24. Directorate of Health Services 
25. -do-
26. Lok Nayak Jai Prakash Narain 

Hospital 
27. 
28. 
29. 
30. 
31. 
32. 
33. 

-do-
-do-
-do-
-do.-
- do-
-do-
-do-
-do-34. 

35. 
36. 

Maulana Azad Medical College 
Maulana Azad Medical College 

(Rs.380-560) · 
Instructor (Aeromodelling) . 
(Rs.380-560) 
Assistant matron (Rs.550-900) 
Assistant nursing superintendent 
(Rs.550-900) 
Sister (Nursing) (Rs.455-700) 
N;urse Public Health (Rs.425-640) 
Nurse staff (Rs.425-640) 
_Assistant nursing superintendent 
(Rs.550>.750) 
Sister tutor (Rs.550-750) 
Theatre master (Rs.550-750) 
Nurse public health (Rs.455-700) 
Sister home (Rs.455-700) 
Sister nursing (Rs.455-700) . 
Nurse public health (Rs.425-640) 
Nurse staff (Rs.425-640) 
Audiometric assistant (Rs.260:,.1_30) 
Nurse public health (Rs.455-7w) 
Auxiliary nurse-cum-midwife 
(J{s.260-350) 

Propo~ed pay scale 

950-1500 
950-1500 

'800-1150 

3000-4500 

2000~3500 
1200-2040 
1400-2600 

950-1400 
775-i025 
950-1500 

2000-3500 
1400-2600 
3700-5000 

. 1200-2040 

1200-2040 

2000-3500. 

1640-2900 

1400-2600 

1400-2300 

1400-2300 
2000-3200 

2000-3200 
1640-2900 
1400-2600 
1400-2600 

2000-3200 
2000-3200 
2000-3200 
1640-2900 
1640-2900 
1640-2900 
1400-2600 . 
1400-2600 
140<k2300 
1640-2900 

950-1500 



S.No, Department 

37. Hospital for Mental Diseases 
"38. -do-

39. . -do-
40. -do-· 
41. G.B. Pant Hospital 

42. -do-
43. -do-
44. Police Department 
45. -do-
46. -do-
47; -do-
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Designation 

Assistant matron (Rs.550-750) 
Sister (Nursing)!Ward master . 
(Rs.455-700) 
Nurse psychiatric (Rs.425-640) 
Nurse staff (Rs.425-640) 
Assistant nursing superintendent 

·. (Rs.550-750) 
Sister (nursing) (Rs.455-700) 
Nurse staff (Rs.425-640) 
Sub-Inspector of police (Rs.425-600) 
Head constable of police (Rs.260-350) 
Selection grade constable(Rs.225-308) 
Constable (Rs.210-270) 

Proposed pay scale 

2000-3200 

1640-2900 
1400-2600 
1400-2600 

2000-3200 
1640-2900 
1400-2600 
1400.:2300 
950-1500 
950-1400 
825-1200 

UNION TERRITORY OF ANDAMAN AND NICOBAR ISLANDS 

1. Office of the Deputy Commissioner, - TehsildaJ (Rs.470-750) 1640-2900' 
Andaman 

2. District Administration, Nicobar Tehsildar (Rs.470-750) 1640-2900 
3. Prosecution Branch, Office of District Assistant public pros~cutor 

Magisfi?te (Rs.5~0-75Q) - , 2000-3200 
4. Revenue; SUIYey & Settlement Patwari (Rs.260-350) 950-1500 
5. Jail Department Jai19f(Rs.550-750) 1640-2900 
6. -do- w~aving instructor (Rs.210-290) . 9~0-1400 
7. Supply Office !nspectorofweights & measures 

(Rs.330-560) 1400-2600 
8. JrofestDepartment _Mahout (Rs.210-290) 825-1200 
9. -do- 1Pofest guard selection grade 

(Rs.210-270) 950-1400 
10. Jrofest Department Jrorester (Rs.210-270) 950-1400 
11. Office of the District & Session Judge Superintendent (Rs.550-700) 1640-2900 
12. Marine Department Second class master (Rs.330-4BO) 1200-2040 
13. -do- Serang (Rs.330-480) 1200-2040 
14. -do- Time keeper (Rs.260-400) 1200-2040 
15. -do- Tally clerk (Rs.260-400) 1200-2040 
16. Marine Department Carpenter grade ll (Rs.260-350) 950-1500 
17. . -do- Carpenter grade lli (Rs.260-350) 950-1500 
18. -do- Moulder grade I (Rs.260-350) 950~1500 

19. -do- Moulder grade ll (Rs.260-350) 950-1500 
20. Marine Department Electrical fitter (Rs.260-350) 950-1500 
21. -do- Sub-station attendant (Rs.260-350) 950-1500 
22. -do- Machine turner grade ll (Rs.260-350) 950-1500 
23. -do- Machine turner grade ill (Rs.260-350) 950-1500 
24; - -do- Htter grtade I (Rs.260-350) 950-1500 
25. -do- Jritter grade n (Rs.260-350) 950-1500 
26. Difeetorate of Education Laboratory assistant selection grade 

(Rs.530-610). 1350-2200 
27. Government College Laboratory assistant selection grade 

(Rs.530-61 0) 1350-2200 
28. Difectorate of Education Laboratory attendant selection grade 

(Rs.470-580) 1350-2200 
. 29, Difectorate of Education ; j .l '-· : Selection grade post-graduate teacher 

head master etc. (Rs.775-1000) 2000-3500 
30. -do- Selection grade trained graduate 

teacher/assistant teacher etc. 
:1' (Rs.740-880) 1640-2900 

31. -do- Selection grade primary school 
teacher etc. (Rs.530-630) 1400-2600 

32. Difeetorate of Health Services Assistant matron (Rs.5~0-750) 2000-3200 

33. -do- ·Sister nursing/ward sister (Rs.550-750) ·2000-3200 

34. ·do- Nurse public health (Rs.455-700) 1640-2900 

35. -do- Sister tutor (Rs.455-700) 1640c2900 



S.No. Department 

36. Directorate of Health Services 

37. -do-

38. Police Department 
39. -do-
40. -do-
41. -do-
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Designation 

Staff nurse (NICP)/OT nurse/Staff 
nurse/ Senior male nurse (Rs.425-640) 

Proposed pay scale 
. '. 

Auxiliary'fJ.Urse-cum-midwife . 
(Rs.260-'3~ . . , 
Sub-inspector (Rs.425-600) 

1400-2600 

950-1500 . 

Head constable (Rs.260-350) 
Selection grade constable (Rs.225-308) 
Constable (Rs.210-270) 

1400-2300 
950-1500 
950-1400 
825-1200 

UNION TERRITORY • LAKSHADWEEP 

1. Administrator's Secretariat Inspector of weights & measures 
(Rs.425-600) 1400-2600. 

2. Collectorate Assistant public prosecutor 
(Rs.425-700) 2000-3200 

3. Department of Information & Information assistant (Photography) 
Publicity (Rs.425-600) 1400-2300 

'4. -do- Information assistant (Rs.425-600) 1400-2300 ~ 

5. Judicial Department Deputy nazir (Rs.330-480) 1200-2040 
6. -do- Head clerk (Rs.330-480) 1200-2040 
7. Department of Education , Education officer (Rs.650-1200) 220Q-4000 
8. -do-. . Selection grade post-graduate teacher, 

Head master etc. (Rs.775-1000) •· I. 2000-3500 
9. -do- Selection grade graduate teacher~ 

Assistant teacher etc.(Rs.740-880) 1640-2900 
10. -do- Selection grade primary school 

teacher etc. (Rs.530-630) ··;>". 1400-26oo· 
11. -do- Dance-cum-music teacher(Rs.210-290) . 950-1400 
12. -do- Statistical assistant (Rs.425-600) . '. ,1400-2300 ~ i 
13. Medical & Public Health Department Theatre trained nurse (Rs.500-900) ; 1640-2900 
14. Medical & Public Health Department Theatre trained nurse (Rs.455-700) 1640-2900 
15. -do- Staff nurse (Rs.425-640) ·. 1400-2600 . 
16. -do- BCG technician (Rs.260-350) . i 950-1500 
17. Police Department Sub-inspector of police (Rs.425-600) 1400-2300 
18. -do- Head constable of police (Rs.260-350) 950-1500 
19. -do- Constable (Rs.210-270) ; ; 825-1200 .' ' 

UNION TERRITORY OFDADRA AND NAGARHAVEU .. , 

1. Administrator's Secretariat Assistant public p!OieCUtor 
(Rs.550-750) 2000-3200. 

2. Department of Excise Distiller (Rs.260-350) 1400-2300 
3. Social Welfare Office T.ailoring instructor (Rs.ll 0-1 80)• 950-1500 
4. Office of the Deputy Conservator of i 

Forests Forester (Rs.21 0-270) 950-1400 ' . 
5. -do- Forest guard (Rs.196-232) 775-102$ 
6. Department of Technical Education, 

Industrial Training Institute Compositor (Rs.290-480) 1200-1800 
7. Department of Education Selection grade post-graduate 

teacher, Head masteretc.(Rs.775-1000) 2000-3500 
8. DepattrnentofEducation Selection grade trained graduate 

teacher/ Assistant teacher etc. 
1640-2900 (Rs.740-880) 

9. -do- Selection grade primary school 
teacher (Rs.530-630) 1400-2600 

10. Medical & Public Health Department 'Sister incharge (Rs.425-640) 1400-2600 
11. -do- District public health nurse 

1400-2600 
12. ~do-

(Rs.425-640) 1350-2200 Opthalmic Assistant (Rs.330-560) 
13. -do- BCG technician (Rs.260-350) 950-1500 
14. -do- Staff nurse (Rs.260-350) 950-1500 
IS: -do- Auxiliary nurse-cum-midwife (Rs.260-350) 950-1500 
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' • il . · .. 
S.No: · ·. : · ·· ~partment . . ... . Designation . -~ Proposed pay scale 

' ;._ ' 
·• :. 

'.-, .. ,. 16 ... ·.Police.Department 
~ 17.. . . · · -do- . ~~: 
· 18; -do-· · '·. ··.··· 
· 19. Police bepartment 
20. · · ·. -do-
21.::. -do~ 
22. -do-

l. •. '• 

. Inspector of police (Rs.550-750) 
Sub-inspector of police (Rs.380-560) 1 

· 

Company commander (Rs.380-560) 
Head conStable (Rs-260-350). 
Head constable (aimed) (Rs.260-350) 
Constable (Rs.210-270) 
Constable (armed) (Rs.210-270) 

·UNION TERRITORY OF GOA, DAMAN & DIU 

L .. Collectorate of Goa 
2. ·. Q>Uectorate of Daman . . 

. ~- , Civil Administration Department, Diu· 
4. . . District and Subordinate Courts 
5. Directoratate ofProsecution,"Law & 

Judiciary· · .. · . · 
6. Office of the InSpector General of 

~sons · 
7. -do·- · 

· 8. -do-· 
9. . Forest Department 
10. Directorate of Fisheries 

11. -do-

12. -do-

f3. Electricity Department 

14. Office of the Controlier, 
·Weights & Measures 

15. Office of the Commissioner of 
Labour & Employment 

16. -do-
.. 
17. Inspectorate of Factories and 

Boilers · 
18. -do:-

19. Captain of Ports Department 

20. • -do-
21. · -do-
22.- Directorate of Agriculture 
23. Office of the Director of Accounts 
24. Department of Education 

"25. -do-

26. Department of Education 
. : . . ' 

27. 'Directorate of Health Service 
28. -do-
29. -do-

· · 30. ' -do-
31. -do-
32. -do-· 
33. -do-
34. -do-

·'. 

Talathi (Rs.260-350) 
Talathi (Rs.260-350) 
Talathi (Rs.260-350) 
Shirastadar (Rs.550-750) 
Assistant public prosecutor· 
(Rs.550-900) 
Assistant Superintendent 
(Rs.550-750) 
Nurse (male) (Rs.425-640) 
Head warder (Rs.380-560) 
Forest guard (Rs.196-232) 
Assistant Superintendent of Fisheries· · 
(Rs.425-700) 
Extension Officer of Fisheries 
(Rs.425-600) 
Research Assistant (Fisheries) 
(Rs.425-600) 
Chief Electrical Enginer 
(Rs.1500-2000) 
Controller, weights & measures and 
Controller, legal metrology · · 
(Rs.650-1200) · 
Labour inspector 
(Rs.425-600) 

· Labour inspector (Wages) 
(Rs.425-600) 
Labour inspector (Chemical) 
.(Rs.425-600) . 
Labour inspector (Engineering) 
(Rs.425-600) 

· Supervisor (Light House Keeping) 
(Rs.380-560) 
Junior instructor (Deck) (Rs.380-560) 
Junior Instructor (Engine(Rs.380-560) · 
Director of Agriculture(Rs.11 00-1600) 
Director of Accounts (Rs.ll00-1600) 
·Selection grade post graduate teacher, 
Head Master, etc. (Rs.775-1000) · 
Selection grade trained graduate 

· teacher/ Assistant teacher, etc. 
(Rs.740-880) '. 
Selection grade primary school ; · 
teacher, etc, (Rs.530-630) 
Assistant Matron (Rs.550-750) 
Sister tutor (Rs.550-750) 
Nurse public health (Rs.455-700) .. 

·Sister house (Home) (Rs.455-700) 
Sister nursing (Rs.455-700) 
Sister ward/master (Rs.455-700) 
Incharge sister (Rs.455-700) 

: Nurse staff (Rs.425-640) 

. ~- *Scale as reported by the administration- scale prior to Third Pay Commission. 

1640-2900 
. 1400-2300 
1400-2300 
950-i500 
950-1500 
825-1200 
825-1200 

950-1500 
950-1500 
950-1500 

1640-2900 

2000-3200 

1640-2900 
1400~2600 
1400-2300 
775-1025 

1640-2900 

1400-2300 

1400-2300 

4500-5700 

2200-4000 

1400-2300 

1400-2300 

1400-2300 

1400-2300 

1400-2300 
1350-2200 
1350-2200 
3700-5000 
3700-5000 

,2000-3500 

1640-2900 

1400-2600 
2000-3200 
2000-3200 
1640-2900 
1640-2900 
1640-2900 
1640-2900 
1640-2900 
1400-2600 
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S.No. Depiutmenf , . · Desi~ation : 1 Proposed.pay~scale 
· 35. pirectorate_ of Health'Service Technician for Oc:cupational therapy . :. _ . ,,;.:.·~:-. -~ .. 

. " , (Rs.260~430)_ ·· · ·'12()():.2240-' · 
36. - do - .. · . · · • . · Auxiliary i:nrrse-cllin-midwife . . .. · • . , :. ~. ::~:r·· · .. 

,,; : - ,···(Rs.260-350):·· :. . . . '950•l50U: 
37. Goa Medical COllege_~,~·~~.;'.·: ·. · · ... · ·, Assistantmau:on (Rs.5SQ•756) .:;~J).OQ:'~OQ,, _.· 
38. - do - .... , .. ·. ; :· · · . Si3~r ward!Brc>ther/aome sister , .· · <:; -~- ':. · · :, 

. ~ :·_-,;·:~ ·.··-~ ; .. ·-:.:; ): ~s-,45$.~700).. . . : : ·. · .· ., -~;f§~,;-i9o(· 
39. GoaMedicalQ>Ilege~~!::.: .. >·{; ·,:i'qu,tse~taff(R~.425:640) I . ·: . .< :.:f~.f40Q.:26.()0 · 
40. Ooa Dental College . : .. <_-; ,· . . . · · ~·Nu~e:staff (~s:4.~7640) . . . . _ _;'· : . '14<JQ'-2600 .. 
41. . ..:do·- ·· 'ri~::: . .. . ;Asststantelec1Iictan(Rs.260~350)·:,:, > -~>:}J$0,1500. 
42. Goa Dental College ': ·'.:... · :Plumber (Rs.260-3SO) · .. · ;:~: ·>:'-\: .950~1500·, 
43. Institute of Psychiatry-and· . ~Assistant matron . . _.: :" (:>: {: .. ~':"' _.,. _ _. · · 

Human Behaviour ·· ·-:~:- · · '(Rs.5$0-7.50Y.; : .• .. , ·_;·. ·;:;:.·:;.~· :·:~')2oCi0~3200 · 
44. -do- .... ,. _ · Sisterwart1f'Yard~aster(~.45,5:-1.P.O}, •· 1640-2900 
45.. . ·-.do"'-· " . Nurse staff (1{&.4~-640) · ·. · .. ; . · 1400-'2600 
46. -~ . . - do - . . ·TecpniCian ror~pational therapy_' 

. · ';._: -~ ., ·'(Rs;2:6Q~'430):;,-~~:/:;_ .: ; >-· :;.,_/ 
47. Police Depa.rtn'ilint ~ ' .. · . :--~ ~bJic:pr'Qs' @~.550-9.00)~:/ · 
48. · • · ·-do- :·. · . · .~ N~V4af:URs;425-640): · -,;_: .. _ 
49. .:do-~"'·~··,· · ;' .~ub,ms~tor(~;380-560) : . ,_;,_ 
50. :-'-do'--::;':·· . ; ;Head, CQnstable (Rs.260-350) 
51. .. ~do,-· · .· · . , ::- Constabl~ (Rs.21Q~270) · 

. ~ . : . . . . . :;- .'. . .. ~-. . 

_ _ ·. -;_ ,:.:: ~:~··-~:-: __ : _ . -~ON,~9~y·o.'FP_ONDICJIERRY 
. • .' (}·'-•· 

1. Revenue :oeparnnent- · · · .- .. , . : _:· · . .- . . K~ (Rs.260-350) 
2. ~~te of_Statio!leiY .& Prinpng · · , "Junior reader (Rs.290-480) 

. 3. . LegiSlabve Assembly Department · · Junior reader (Rs.290-480) , 
4. ~~ra~_~fP~tio~ · · ' Deputy directorofprosecutiort . 

5. · · . -~:·, ·. ~-d(;> · :<·'- · %~i~~~/;~~~c prosecutor grade I 

- . ' 

6. : ~~~f~P~seeutlon . . , ~:~i~8!fs*Iic prosecutor grade n 
. 7. · Jail Department · : Superintendent'ofJail (Rs.550-750) . 

8. ·.. - dO:. ·Male Nurse (Rs.425-640) . 
9. · -do- Seleciion glade warder (Rs.225-308). , 
10. SOcial.Wel(areDepartment · StaffNurse(Male)(Rs.425-640). 
11. · - do - Auxi.Iiary Nurse-cum-midwife · 

. (Rs.260-350) , . . . · . : , · 
· Selection grade pest-gradila~ teacher 

(Rs,775-1000) . · 
Selection grade graduate teacher/ · 

12. Education Department 

13. -do-

14. -do-
A~istan~ teacher, etc.(Rs;740-880) 
Selection grade primarysehool_ ·, . · 
teacher etc, (Rs.530-630) · · · 

15. Health & Frunily Welfare Department Head nurse (Rs.455-700) . : ··: : · 
16, · · -do- · Nurse public health (Rs.455-700) 
17. - do - Staff nurse (Rs.425-'640) . 
18. Police Department . Sub-inspector pfpolice (Rs.425-6!}0) 
19. · · ·: · -do- Head constable of police (Rs.260-::\50) 

.. 20. . : -do- selection grade constable (Rs.225-308) 
~1.:· · -do- Constable (Rs.210-270) 

.· . . UNION TERRITORY OFMIZORAM 
1 . Local 

·.£ Land :C~:::0se~~:Cnt in~~~~~~~: cC::.tf:_:lt~> 
:3.· · Land Revenue an(l Settlement Field Assistant (Rs.260-350) 
·4. Law & Judicial Department President Disttict Council Court 

. · (Rs.650-1200) · . 
S. .Anlnu!l Husbandry and Veteritiary 
6. -do-

Deputy Director (Rs.900-l400) 
Pisease Investigation Officer 
(Rs.900-l400) 

12oo~:io<io · 
2000-3200 

. 1400-2600; 
1400-2300. 
. 950-1500 

825-1200 

... 
950-1500. 

1200-1800' . 
' ·1200-1800 . 

~ \ ' ' . 

2375-3500 

2000-3200 
1640-2900. 
1400-2600 
950-1500 

1400-260_Q. 

~50-1500 

1640-2900' 

. l 1400-2600 .. 
.J1640-2900 
1640-2900' 
1400-2600 ·. 

j . '1400-2300 
950-1500 
950-1400 
825-1200.-

1400-2300 
950-1500 
950-.1500 

. 2200-4ooo . 
.'3000-4500 

3000-4500 
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S.No. Department Designation Proposed pay scale 

\ 7. 
8. 
9. 
10. 
11. 
12. 

13. 

Public Health Engineering Deptt. 
Prison Department 

-do-
-do-

Education Department 
-do-

. -do-

14. Education Department 

15. -do-

16. -do-

Statistical Assistant (Rs.260-350) 
Superintendent of Jail (Rs.550-900) 
Jailor (Rs.550-750) 

. Nur.;e Staff (Rs.425-640) 
Principal (Schqol) (Rs.900-1400) 
Selectio~ grade Post-graduate teacher, 

·Head Master, etc.(Rs.775-1000) 
Selection Grade Graduate Teacher/ 

· Assistant Teacher, etc.(Rs.740-880) 
Assistant District Education Officer 
(Rs.650-1200) 

· Selection. Grade Primary School 
Teacher (Rs.530-630) 

17. Health & Family Welfare Department 
Sewing/Knitting Master (Rs.260-350) · 
Nursing Tutor (Rs.550-900) 

18. · -do-
19. -do-

20. 
21. ·. 
22 .. 
23~ 

-do-
-do-
-do-
-do-

24. -do-
25. ::.do'- •, 
26. -do- . 
27. -do-

Sister Tutor (Rs.550-900) 
District public Health Nursing 
Supervisor (Rs.;J50-900) 
Assistant Matron (Rs.550-700) 
Sister Operation Theatre (Rs.455-700) 
Sister Public Health (Rs.455-700) 
Sister Incharge, Central Sterlization 
Service Depot (RsA55" 700) 
Sister Ward (Rs.455-700) 
Sister Diet (Rs.455-700) 
Nurse PuJ:>lic Health (Rs.425-64Q) . . 
Nurse Staff (Rs.425-640). , 

28. -do-
29. Health & Family Welfare Department· 

. Health Educator ~Rs.380-640) 
B.C.G. Techniciaq (Rs.260-350) 
Auxiliary Nurse-cum-Medwife · 30. -do- ' 

31. 
32. 
33. 
34: 
35. 

. 36. 
37. 

Police Department· 
-do-
- do-

'. -do
-do-

-do-
-do-

• ~, I 

, , . (Rs.260-~50) ·. 
Staff Nurse. (Rs.425-600) 
Sub-Inspector of Police (Rs.425-600) · 

'· :' Sub-Inspector of Police (Rs.380-560) ·. 
Head Constable of Police (Rs.260-350) · 

· ·· ' Auxiliary Nurse-cum-Midwif~ : · · · 
, . ; . (Rs.260-)50)' . 

Naik (Rs.210~270) 
'Constable (Rs.210-270) 

• ~ .. ! • ·; • ' . • t " 

UNION TERRITORY OF ARUNACHAL PRADF;m 

· 1.- Office of the Assistant Director 
of Land Records · '· 

2. - Directorate of Animal Husbandry 
3. Office of the Chief Enginer, Rural . 

· Works Department · 
4. .birectorate of Public Instruction 

. . . I . 
S.' l:lducation Department . . "' . ' 

6. 

7. 

: ~ ' 

-do-, 

. -do-

8. Otftce of the District Education 
Off~cer 9. '!. ~do-

10. District Hospital 
11. · -do-

... ·. •,. 

·! . I. 

-· 0 •• 

Mandai (Rs.260-350) · · '. j·'' · 
Deputy Director(Rs.900-1400). .. 
Statistical Assistant . 
(Rs.380-640). 
Assistant Director of Education ·. 
(Rs.650-1200) . 
Selection Grade Post-Graduate 
Teacher/Head Master, etc. · 
(R~.775-1000). · .. . . . . . 
Selection Grade Graduate Teacher/ · 
Assistant Teacher, etc.(Rs.740-880) 
Selection Grade Primary School 

· Teacher; etc. (:Rs.530-63Q)' · 
AssistantTeacher(C) · ': 
(Rs.22.S-308) / . 
Tibetan Teacher (Untrained) 
(Rs.225-308) · · . · .. · ·: 
Assistant Matton (Rs.5S0-750) . :• 
Auxililll}' Nurse~cum-Midwife 
(Rs.260-350) · 

I!':' 

950~1500 
2000-3500 
1640-2900 
1400-2600 
3,000-4500 

2000-3500 

1640-2900 

2200-4000 

1400-2600 
950-1500 

2000-3200 
2000-3200 

2000-3200 
1640-2900 
1640~2900' 
1640-2900 

1640-2900 
1640-2900 
1640-2900 
1400-2600 
1400-2600 
1400-2300 
950-1500 

950-1500 
.1400-2600 
1400-2300 
1400-2300 
'950-1500-

' 

950-1500 
950-1400 
825-1200 

'. 950-1500 
3000-4500. 

. : 1400-2300 

. : 2200-4000 . 

2000-3500: 

1640-2900 

1400-2600 

. 950-1400. 

950-1400 
2000-3200 

950-1500 



S.No. · Department 

120 Directorate of Health Services 
13. -do-

0 14. -do-
15. -do-
16. Directorate of Health Services 
17. Police Department 
18. . -do-
19. -do-
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Designation , . Proposed pay scale 
Sister (Rs.455-700) 

· Sister Tutor (Rs.455-700) 
Sister Ward (Medical) (Rs.455-700) 
Nurse Staff (Rs.42S-640) · . ' - .. 
. Statistical Assistant (Rs.380-640) · 
Sub-Inspector of Police (Rs.425-600) 
Head Constable of Police (Rs.260-350). 
Constable (Rs.210-270) 

. 1640-2900 
1640-2900 
1640-2900 

.1400-2600 
'1400-2300 

1400-2300 :.. 
950-1500 
825-1200. 

27 .21. Inspite of our efforts, it has not been possible to prescribe uniform scales of pay .for all the 
posts, as the designations, organizational set-up, relativiti~s - inter UT and intra-UT .., are complex. 
Wherever a broad comparison between posts has not been possible on the basis of).nformation. 
available with us or where the duties and responsibilities appear to be marginally different, we have 
thought it proper to retai.li the existing scales of pay .. The posts listed below are in higher scales of pay . 
then comparable posts in other UT. We recommend the scales of pay in chapter 8 to the incumb~nts of 
these posts for the present but we suggest that the concerned administrations. shoul<;l prescribe the 
appropi'iate scale of pay when filling the posts in future keeping in .view tfle scales of pay of 
comparable posts in other UT. · 

S.No. Department Designation, 

UNIONTEIUUTORYOFDELID .· . . . . . 
Food & Supplies Department Senior Marketing Intelligen~ Officer: · ·· . · 1. 

UNION TERRITORY OF ANDAMAN AND NICOBAR ISLANDS 
. ·. 

1. DirectorateofEducation · Laboratory Attendant · · :. "· - · · -

. iJNIONTERlUTORY OFLAKSHADWEEP , .. 1 • •. . . , • 

Department of Education.: ' · ·Laboratory Attendant '· ~ 0 1. 

1. 

1. 
2. 

1. 

1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 
9. 

DmONTERRITORYOFDADRAANDNAGARHAvruA' 
l • :,_. 

' Police Department · · , Sub-Officer (Fire) · '· · 

. . m«ONTERRITORY OF GO~ DAMAN AND DIU : .. 
Land & Civil Registration Office · · Civil Registrar-cum-Sub-Registrar 
Forest Department , ... · . ' · Mahout 

' l 

UNION TEimiTORYOFPONDICHERRY 
; Revenue Department Sub-Registrar l . 

maoN'I'ERRrroRY oFMIZoRAM . 
Excise & Taxation Department Inspector Excise 
Excise & Taxation Department Inspector Taxes · • 
Excise & Taxation Department Sub-Inspector Excise 
·Excise & Taxation Department Sub-lnspectotfaxes~ · 
Supply & Transport InspectQr of Supply 
Soil Conservation Department Soj~ Conservation Ranger 
Forest Department . Superintendent of Accounts 
Public Works Department Divisonal Accountant 
Public Health Engineering Department . . . Divisional Accountant 

UNION TERRITORY OF AARUNACHAL PRADESH 
1. Directorate of Civil Supplies Inspector of Supply 

. 27.22. It has been represented to us that a number of government employees ar~ s~ o~ th~ P.re
Thrrd Pay Commission or even earlier pay scales for a variety of reasons •. Th~ admimstrations havt> 
brought to notice the existing payscales .. However, it is not clear if the existing_ ho~ders of !he po~t 
possess the pr~cril;>ed qualifications for the ~t for which the pay scales wer~ l?r~~cnbed earher. It IS. 
for the administrations--to examine each case and take a decision about the eligibility of the person to 
the. pay scale of the post. . · · . · · . -

27 .. 23. In the Andaman ancfNicobar administration there are about 2400 gr~Up 0 posts .which~ 
on a flxed pay of Rs.22/- per month. They are also given DA, and ADA inclu-q.ing Intenm Rehef. 
These posts have been in existence for a long time. . . .~:i i 
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27 .24. It' is not disputed that in view of their peculiar terms and conditions· or'appointment the 
Third Pay Commission recommended that the matter should be reviewed and.these posts should be · 
brought on the regular establishment where justified. It is not clear to us whether. such a review has 
been done by the administration - but it has nonetheless been brought to notice that they have not been 
given quasi-permanent status and are not entitle~ to pensionary benefits . ~ thes~. circumstances it is 
necesary that the· administration should carefully examine and bring them· over·to.the.tegular 
establishment as· recommended by the Third Pay Commission. Once this is ao~e;:tbey: sho~ be given 
the pay scale ofRs.75().;940. · :. · . ·' , _ · .. · · 

27.25. Our general recommendations regarding special pay as ~ell as..,uriif~rrit:and w~hing 
allowance will als<?apply to the nursing staff in U.T. ·. · . · ·-:.·,:· ... . ~:·.~ < . . · · · · .· 

. 27.26. Policemen of the rank of Inspector and below are entitled to s]:>ecial payfor proficiencies fu 
different trades and the rates of such special pay differ according to trade and rank of such personneL 
It has been represented that these rates may be iniproved. We recommend thatthe rates of special pay 
admissible for the Delhi Police ma:v. be doubled and extended to all U~'I\ ~lice forces ·wherever 
appliable. ·. · ~ : ' ... ~ . :.· .. : ' · · · . 

27.27. Policemen in the rank·oflnspector and beiow are also ~retef~tof.certafu aii~wances. It : 
has been suggested that metropolitan and other allowances granted to~_poli¢¢.et1 iil Delhi may be.: 
~~rov~ ._ : . . · . . . _.. . . · .· .. ..' ..• - /i~~~;/(~(·. ·:··,_ (._·. . . . , . ·' 

. . · 27 .28 •. ~ates pf. metropolitan allowance; fixe4 in 1967 ~ are_ Rs;3.Qf,; :pet: ~o~tb f~:$ub lnspect()rs_:. 
and Rs.20/..:0 pet.'lripnth for low~ ranks. ,W~ re¢o~end that .. th~ ·~tes 9f:tll¥~etr9Jx;U®t ,allowanc~ .. -i 

:may be in~s~.~y;tllree times to Rs.90/- ~r:·month for Sub.Ins~tQJ:S:~4~5.6Qper~<mtJi':fd'r,' . :'lo~~rtailkS~:·.·,r>_)·.~~: .. ,_:: /> ...... ·•· .· _·_ ·'.. . .. ·.-.:: ;:_··:·~}.:~r~:~:·' ·.-. . . , .. ·_ · ... ··:: .. · 
·. :. 27 .29;. 0<>04 eonduct :a11owanc~ at the rate of Rs5/- per month is J@'nissible to constables· w~o · ·· 

·have ·putiri ~orcrthait20 years of satisfactozy service. We recommeM thahhe·rate of this allow~ce~ 
which was fu_ed m 19()7, l>e iricreased to Rs .. lSfO:·per month. . . , :· -". . :,: ·.. . . . . . · . -.. ; • 
. ·.· .·. ' __ ;_ ..... -... _,::··~--:~;<!.· : .. • :·. . ··- _-: . . . • . . -.__ . ·-· : -·· .. ~- ·.": : ·, . - ' . ,/·. 

··.27~3.0.:.Fixe4-C()nveyance allowance; washing allo\Vance, outfit allowfW:e and diet allowance for. 
workiJig eoJ)fu,i\lpu8Jy Qn duty for more .th~-9.Jt9urs are 'granted to ~cenien~ It has been sugsest¢0 
!Ita~ the_ ~~s .. Ofthese: allow~~es,.which w~re.Jtxed ~:.~9~~~·· ~t~¥.--.~~v~ We ~ec~Jtlm~~d 
mcrease m th(:se~wances as gtven belowi · · · · .. · · .· · ··.. · · .. , · '· ·' -- ·- · · · · ·- · · . • ,-·· 

.: :.. _ .. · .. ~·:::-t.~-~~i:_:.-.:"~· .. • :·· :· ·_ ··. ·. _-. __ ._·.·. _: . .-.;:~•:'_~·-· • · .. · .... - >·. -~:--.~:·'~·;\.~:~>::_,·r_:·· .. ~;_;·-.: ' . • -";_:;.' • ~--- . ,,·-~~ ~<~~. 
· -Name ofallowante.V· Ranks to which admissible · ::_EXisting Rate· ~~:J~eeommended rate. -~ .•:~- •· 

::·.~tfit~o~;:: ... ;,.- :.~s~':~·f=~~~i : ·. _ .. · R~Jst~ p.~(;~_.L;:':;~:~}o/~p.m. ·,::~: \;~.,·. 
. .<.:.~.·:,)\. Personalpostedingeoei'alsecurity Rs.lOJ;.·p~:.:.'. RS.20/- p:m. 

_: . w ashlng allowance~.~·.. Constables to Inspectors ; Rs.l 0/~ p~m. . \:- Rs.20/- p.m. 
Conveyance allowance: Constables to ASis for maintaining Rs.lO/- p.~ . · · · :Rs.20/- p.m . 

. ; - · · · ·. ·· ·cycles · . : . . . · · · · 
. ASis to Inspectorsmaintaining Rs.70/- p.m; · ·Rs.lSO/- p.m. 

· · · :. .. . . . .. · .~· : .. -.:'. '·: scooters or motor cycles without log .· without log book 
-•. ·. ·:;.. ... .. . book ... , ......... . . ' 

Olt~fallowance . ·~ .. ·· : · Admissible frOm the rank ~f constable Rs.4/- per such Rs.l 0/7 per such duty. 
· • ,:::· · · . . · •. .-·:.{< to ASI subject to dle maximum of25 duty · 

. : . ·:· . . ·- ... ·. -: ::· :: - days in a year, per official where duty . 
::: ·. ::. · · · . . ... · ·exceeds 9 hours continuously without 

· · .. '· break. · ·. · · · -, : . . · . · 

'· :·.- ·z7j{,,'. At':;;~s~nt, go~e~en~ esrtpi~yees serving.m u.T. are glven various comtlensatory 
·allowances. We have recommended a revised scheme for the.special compensatory atlowances in 
. chapter 17~ .The same will apply to the employees of the. Union Territory administrations. . 



CHAPfER28' 
ARMED FORCES PERSONNEL 

28.1. Our terms of reference in respect of armed forces personnel are as folows:- · . 
'To examine the present structure of emoluments taking i~o account the totalpaclcet ofbenefirs: 
in cash and lcind including t~earh-cum-reti~ement benefits.availabl~ to Armed Forces personnel 
and to suggest changes which may be desarable and feasible, havmg regard to their terms and 
conditions of service'". · 

28.2. Thus, we are required to suggest changes in the structure of emoluments, benefits etc. for 
armed forces personnel taking into account their conditins of service. Matters concerning their 
conditions of service like terms of engagement, service tenure, age of retirement, qualifying length of 
service for purposes of promotion are reviewed by government in order to maintain the morale of the 
servaices and keep them an efficient instrument of defence. We have taken note of the conditions of; 
service while determining the package of compensation for the armed forces personnel. The duties and 
responsibilities of the service personnel in different appointments, rigours and hazards of service life, 
L'leir truncated career, the rigid disciplinary code, frequent moves and separation from family, 
constraints of organisational structure and stringent promotion criteria, etc., have been given due 
consideration while making our recommendations. 

28.3. It was considered necessary to evolve a suitable procedure fer presentation of the proposals 
for service personnel The question of appointing a sub-committee or special panel for examination of 

· matters relating to pay and allowances of the service personnel was considered by us. ·We felt that 
such a sub-committee or a special panel was not necessary as all the matters relating to 9efence 
personnel should be examined and dealt with by the Commission as a whole. We were informed that a 
procedure similar to that adopted at the time of Third Pay Commission would be followed for 
presentation of proposals relating to armed forces personnel. Accordingly special pay cells were 
created in the three services headquarters under an officer of the rank of Major General and equivalent 
An expert cell was also created in the Ministry of Defence for coordination and appraisal of the· 
proposals to be made by the pay cells. · · .. . . · · · 

~8.4. The proposals formulated by the three pay cells were forwarded to Defence Ministry and. 
coptes were received in the Commission from October, 1984 onwards. We were subsequently 
informed by the Defence Ministry that it had not been possibled for the expert cell to work out 
formulations acceptable to the three services headquarters on the one hand and the Ministry of Defence 
and _Defence Finance on the other. It was suggested by the Defence Ministry tha~ the proposals 
furnished by the pay cells may be considered on their merits. · · 
. . 28.5. Subsequent to receipt of the proposals from the three pay cells, we received in April, 1985,' 
JOmt proposals regarding military salary system of officers, and military service p~y as reco~ended 
by 'the chiefs of Staff Committee. We were informed that it had not been posstble to ac~eve. ~y 
consensus in regard to the pay structure for personnel below officer rank. We also. re~etved JOmt 
proposals as recommended by the Chiefs of Staff Committee on allowances and non-effective ben~fits 
of the armed forces personnel It was noted that in case of certain allowances it had not been possible 
to reach consensus among the three services headquarters. In out examination of the pay struc~t 
allowances and other related matters for the service personnel, we have taken int~ account the JOlD 
proposals as also clarifications received from the pay cells from time to time. 

28.6. We also considered it necessary to obtain the advice of an expert on some.of the rna::~ 
relating to defence personnel. LL Gen. ML. Chibber (Retd.) was appointed as part !une consu 
for the purpose. 

28 · . . · · officers on various . 7. We also decided to have the benefit of the VIews of retired semor seryice . e therefore 
matters, particularly those concerning service personnel. Copies of our questionn~~w~~iefs of the 
sent to them and responses were received. We also had discussions with two retir 
Army and Naval staff and a senior Air Marshal of the Air Force. . . . . . · 

· · n some 
28.8. We had detailed discussions with the Principal Staff Officers of the thre~ se~~~~ ~ith the 

of the important issues relating to pay and other matters. This was followed by discus 
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three Service Chiefs which were us.eful. We also had discussions with the Defence Secretary and other 
officers of the Defence Ministry on importrant issues relating to armed forces personnel. 

28.9. For proper appreciation of the conditions under which the defence personnel work, we 
visited some of the army units and posts in far flung areas. We also visited some of the air force 
operational establishments. Visits to naval ships and other naval establishments gave us an idea of sea 
life. All these visits were useful and provided the required insight and background into the service · 
con,ditons of armed forces personnel. These visits also enabled us. to meet a cross section of service 
personnel. 

Officers 

28.10. Service officers are employed in various arms, corps and branches of the Army, Navy and 
Air Force. All officers, except those in the specialised cadres, have the same pay structure. The rank 
determines the pay and different posts held by officers of the same rank have comparable pay. Officers 
in specia,lised cadres like· Army Medical Corps (AM C), Army Dental Corps (ADC), Remount and 
Veterinary Corps (RVC), Flying Branch, Submarine Branch and Military Nursing Service (MNS) 
have a separate pay structure. There is time scale promotion upto the rank of Lieutenant Colonel (time 
scale) based on the length of syrvice and subject to qualifying· in prescribed examinations, etc. 
Promotions to the higher ranks are by selection and with reference to the availability of posts. There 
are separate pay scales for the posts of Colonel, Brigadier and Major General. The posts qf Lieutenant 
General and General are on fixed pay. 

28.11 .. Jt has been urged that the pay scales of service officers should be determined with reference 
to the requirements of the services. It has been pointed out that the nature of the cadre structure in 
services is different as the number selected for advancement in every rank is limited in view of'the 
command and control structure of the services. As a result, officers who cannot be promote-d are 
entrusted with other assignments requiring skill and experience. It has been suggested tht it will be 
desirable to provide necessary incentives to such officers also. In a rank oriented organisation like the 
Armed Forces, cadre reviews which result in upgradation of posts cannot always achieve the desired 

· effect. It has been pointed out that although the cadre reviews carried out in the past brought about 
some improvementin career progression of service officers, they created problems in the organisational 
structure. It has been emphasised that it is not possible to undertake any further large scale cadre 
reviews without unacceptable aberrations in the functional hierachical structure. It has therefore been 
suggested that the pay structure for defence services should be such that a 'fair share of the talent is 
attracted and kept motivated throughout the service. In the joint proposals the services have propsed a 
running pay bend for al1 officers covering pay}). band for all officers covering a time span of 33 years. 
Separate rank pays have been propo?(!d for each successive rank on a cumulative basis. It has also 
been sjuggested that separate pay scales in respect of specialised cadres, flying branch in the case of 
Air Force and aviators and submariners in the case of Navy, may be dispensed With. . .; . 

. 28.12. We have given careful consideration to the joint proposals of the services headquart~rs. 
We appreciate that the organisation structure and requirements of services are different. We also thmk 

·that the pay structure should be such that it makes armed forces attractive as a career and provides a 
reasonable pay progression to the officers of the services. Taking all factors into accou~t, we 
recommend the following integrated pay scale for all officers upto the rank of Brigadier and equivalent 
i.n the three serviees:-

Rs.2300-100-4200EB-100-5000 
28.13. We also recommend that, in addition to pay in the above integrated scale, the following 

rank pays may be given to officers in the Army and their equivalent in the other services:- . 

1. 
2. 
3. 
4. 
5. 

Rank 

'.' 

Captain and equivalent 
Major and equivalent · 
L't. Col. (Selection) and equivalent 
Colonel and equivalent 
Brigadier and equivalent 

\ Amount of rank pay 

(Rs.p.m.) 

200 
400 
600 
800 

1200 
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In Navy, a Captain, on completion of three years' service in that rank, will draw the rank" pay of 
Rs.1200 p.m. recommended for Brigadier. · . · . 

28.14. With the adoption of the integrated pay scale recommended above, the existing selection 
grades in the ranks of Major and equivalent and Lt. Colonel and equivalent should be abolished. The 
integrated pay scale will be applicable to all officers in the three services including officers in the 
specialised cadres of AMC, ADC and RVC. For officers of MNS, we have recommended separate 
pay scales. . . _ . : . 

28.15. The integrated pay scale recommended by us covers a span of 28 years. It is necessary to 
ensure that the selection process for promotion at all levels is effectively objective. There should be 
periodic reviews for those constituting the non-select stream so that such of them who c·an no longer be 
useful are not allowed to continue in the integrated pay scale upto the prescribed ages of retirement. 
There has to be selectivity, and we have suggested an efficiency bar after 20 years of service. We 
recommend that government should review the existing rules relating to selection procedure and 
premature retirement of officers so that !lt this stage offic;:ers who po AOt, make the grade are not 
continued in service. ~ · 

28.16. We have not considered it feasible to include officers of the rank of Major Generat and 
above in the proposed integrated pay scale as has been suggesteci in the joint proposals. We 
recommend the pay scale of Rs.5900-200-6700 for officers of the rank of Major ,General and 
equivalent. For officers of .the rank of_ Lt. General and equivalent, we recommend a pay of Rs. 7300/" 
(fixed) 

Director General Armed Forces Medical Services is on the same pay scale as a Lt. General. In his 
capacity as ·head of the organisation he has a number of Lt. Generals functioning under him. Having· 
regard to his duties and responsil]ilities, we recommend pay of Rs. 7600/-" (fixed) for Director GeneraL 

28.17. Army Com,nanders are on a pay of Rs.3250 (fixed).. Vice-Chief of Army Staff is also on 
the same pay. Having regard to the duties and responsibilities of Army Commanders, we recommend 
a pay ofRs.8000/- (fixed) for these posts. We recommend the same pay for the Vice-Chiefof Army 
Staff. The pay ofRs.8000/- (fixed) may be given to the following equivalent posts in' Navy and Air. 
Force:- · · · · · · · · · · : · : •; : 

I. 

Air Force 

(i) Vice-Chief of Air Staff 
(ii) Air Officer Commanding-in-Chief of Air Commands 

Navy 

(i) Vice-Chief of Naval Staff . , 
(ii) Flag Officer Commanding-in-Chief of Naval Commands 

28.18. The Service Chiefs are at present on a pay ofRs.4000/- (fixed). We recommend a pay of 
Rs.9000/- (fixed)) for the Chief of Army Staff, Chief of Naval Staff~d Chief of Air Staff. · 

28.19. At present, in AMC an indivfdual who possesses the provsional medical registration 
c~rtificate and has not completed the compulsory pre-registration internship, is t~en .in the ~a~k of 
Lieutenant on pay ofRs.900/-. If the individual is in possession offull medical registration certificate, 
he is taken in the rank of Captain on pay of Rs.1150/-. Similarly initial appointments in ADC and 
RVC are. in th~ rank of Lieutenant on pay ofRs.870/-. It has been_ suggested that run~~ng P~Y band for 
general hst off1cers should apply to the officers of the above specialised cadres also with suitable ante
dates on account of differential in training period. We have considered the matter and ~commend that 
entrants to AMC, ADC and RVC may be given pay as indicated below, in the mtegrated scale_ 
recommended by us:- · 

1. Internees 
2. Registered 

AMC ADC RVC 

Rs.2500 Rs.2400 Rs.2400 
Rs.2600 Rs.2500 Rs.2500 
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28.20. The officers in MNS are in scales of pay which are lower than those applicable to officers 
of ~he General List. It has been suggested in the joint proposals that scales of pay should be the same 
for both. We have considered the matter and, havilog regard to the recruitment qualification, training, 
duties and responsibilities of the MNS officers, we do not find justification for the suggestion. We 
recommend the following scales of pay for MNS:- · 

Rank . Proposed pay scale 
1. Lieutenant Rs.2000-60-2480 
2. Captain Rs.2550-75-3150 
3 .. Major Rs.3200-100-3600 

· 4. Lt..Colonel Rs.3800-100-4100 
5. Colonel Rs.4200-100-4400 
6. Brigadier Rs.4500-100-4800 
7. Major General Rs.4900-10Q~5200 

28.21. For the officers of the MNS (Local), we recommend that the existing ordinary grade ·of 
Rs.540-20-700 and the selection grade of Rs.650-20-810 may be merged and given the scale of 
R~.1640-60-2600-EB-75-2900. 

28.22. It has been suggested that in the services training institutions, the trainees should be given 
the pay of an officer during the last 12 months of training. Keeping in view the existiang facilities 
available to the trainees at the service institutions, we do not recommend that the pay of an officer 
should ·be paid prior to commissioning. However; on the analogy of the midshipman in the Navy, 
we recommend that during last 6 months of training at the respective service institutions, the trainees 
may be paid a fixed amount of Rs.1500/- p.m. This will also be admissible to midshipman in the 
Navy in place of the existing rate of Rs.560/-. 

28.23. It has been brought to notice that the number of officers for the c~mbat arms like infantry, 
artillery and armoured corps is gradually decreasing. It has been suggested that by way of incentive, 
qu":lification grant may be given to officers on passing the specified courses for infantry, artillery and 
armoured corps. We accept the suggestion and recommend that government may identify the courses 
for artillery, infantry and an:noured corps which would qualify for sanction of qualification grant 

28.24: Iri the joint proposals it has been suggested that military service pay at the rate of 25 per 
cent of basic pay should be given to service officers for their arduous duties. W~:)lave kept all relevant 
aspects in view while formulating our recommendations regarding the pay and allowances, etc., of 
service officers. We are not therefore recommending a separate military service pay. 

Personnel below Officer Rank 

· - 28.25. The personnel below officer rank in the armed forces belonging to different trades are 
grouped together ana a sepfarate pay structure is prescribed for different ranks in each group. There is 
however no uniformity in regard to the number of trades and the pay groups into which these are 
catego#ised in the three services. In Army, there are 197 trades, excluding 9 trades held by Junior 
Commissioned Officer(]CO) only, which are distributed in five· pay groups. In Air Force, there are 
45 trades which have been allocated to four pay groups. In Navy, there are three pay groups which 
cover 68 trades. There are special groups like those of flight engineer and flight signaller in A.ir Force 

' and Navy and of sailors belonging to the naval aviation and· submarine arms in the Navy. There are 
differences in the entry qualifications, the prescribed training periods, terms of engagement, qualifying 
service for promotions and the rank and appointment structure, etc., for personnel below officer rank 
in the three services. . 

· 28.26. We have been informed that it has not been possible for the services to achieve a 
consensus in regard to the pay structure for personnel below officer rank. Separate proposals have 
therefore been received from the three services headquarters. 

28.27. Army headquarters have suggested that JCO may be taken out of the group structure and 
given a separate pay scale. It has also been proposed by them that the existing five pay groups for 
other ranks 'should be reduced to three by abolition of the existing lowest groups D and.~· ~he 
proposals involve reclassification of about 130 trades from one group to another. The reclassification 
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of trades has been suggested on the basis of a study undertaken by tlie Instiiute of· Defence 
Management, Hyderabad. Similar studies were undertaken at the same institute for some of the trades 
in Air Force and Navy but no proposals have been made by Naval and Air Headquarters for 
reclassification of any trades based on these studies. In a subsequent proposal received from the Army 
Headquarters in May, 1986, a special pay group has been proposed in addition to the three pay groups 
suggested earlier for certain h!~h profile army trades. A revised distribution of trades withiri the 
proposed four pay groups has ~p been suggested. . . . · 

28.28. We have been informed by Air Headquarters that a high level committee was appointed by 
government in 1982 to examine the various aspects relating to flight safety in Air Force. Based on the 
recommendations of the committee, it has been proposed to upgrade five trades from the existing pay 
group II to pay group I of Air Force. Air Headquarters have also informed that in respect of four 
trades included in the existing group N, the entry qualification has been modified for three of the 
trades. It has therefore been suggested that all these four trades may be included in group III of Air 
Force. · · ; 

28.29. We have given careful consideration to the suggestions otthe Army He.adquarters and Ai~ 
Headquarters for reclassification of the existing trades. We find that there is a standing arrangement in 
the Army Headquarters for review of trade structure .of other ranks. There is an Army Trade 
Qualification Committee (ATQC) which is mainly entrusted with the responsibility of examining the 
various proposals and making recommendations regarding introduction of new trades,· abolition of 
existing trades and grouping and re-grouping, of various trades. Such recommendations of: the 
committee which have inter-service repercussions are referred to a Joint Special Committee. We have · 
been informed that based on the recommendations of A TQC, some trades wer~ deleted, merged or 
regrouped in the past. We find that in addition, a Manpower Evaluation Cominittee was constituted by 
Government in August, 1983 comprising officers of the Ministry of Defence· and Services 
Headquarters to, inter alia, assess the need for reclassification of certain trades· of fighting arms to 
higher groups because of the requiremen~ of higher skills due to mode;rnisation of weapon systems. It 
was also required to analyse the need for and feasibility of building into the present system of" rating 
of skills" and their consequent placement in various pay groups, the additional factor based on risk or 
hazard of trades in fighting arms which have to bear the maximum brunt in any war, It appears that 
this committee did not even start functioning and, apparently, it was decided to entrustthe st~dy for 
reclassification of trades to the Institute of Deferice Management, Hyderabad. 

28.30. Modernisation of technology and upgradation of skills is a continuous process in the armed 
forces and government have been taking appropriate decisions whenever necessary in the past. for 
example, in 1976, the trades of radio operator (group ll) and flight plotter (group, III) in Air Fore~ were 
merged into a single trade of air defence system operator and placed in group II .. Similarly, three new 
missile trades were created in group I. In Navy, the entry qualification. for the seaman branch was 
modified to matriculation in 1976 and the seaman trade was moved from group C to group B. The 
necessity of a change in the skill requirement due to application of improved technology to arms and 
weapons exists in each of the three services. As technology development and consequent changes 
shall continue to take place in the services, there is need for a suitable ·mechanism which sho~ld 
continuously monitor the iechnology changes taking place and take steps for updating of skills.;.Such 
an arrangement already exists. which should not only be continued but also strengthene? so that 
remuneration is related to the skills applied at identified levels of functioning in the three seTVJces. We 
notice that trades which prima facie appear to be similar in the, three services are grouped and 
remunerated differeffly. We recommend that such cases should be examined by the A TQC or a~y other 
expert body on an inter-service basis so as to bring about uniformity between the . .thre~ servt~es for 
comparable trades. Until then, the existing pay groups in the three services may contmue wtth the 
present distribution of trades in these groups. . ' 

28.31. The Third Pay Commission had recommended that a fully trained infantry soldier wi~h 
three years' service should be placed somewhere between the semi-skilled and skilled workman. Thts 
was an ~mpr~vement ove~ the .approach of the Post War Pay Co~mittee (194_7) ~hich had eq~ate!: 
fully tramed mfantry soldter wtth 3 years' service to a worker classtfied as sem1-skilled .. Followmg 
approach of the Post War Pay Committee, the Third Pay Commission added an amount to the pay of a 
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soldier on account of 'X' factor as a wrnpensation for the hardships of service life but made a 
_deduction from his pay for home saving element. The pay of an infantry soldier was determined by the 
Third Pay Commission as folows: · . . . . . 

Pay of corresponding civilian 
Add 5% for 'X' factor 

Less 20% for home saving element 

Rs.225.00 
Rs.ll.25 

R~.236.25 
Rs.47.25 

Rs.189.00 

Based on the above, a pay of Rs.175 was recommended for an infantry soldier in the pay scale of 
Rs.175-2-195,. which after 3 years service and on earning one classification pay of Rs.7.50 would 
bring an infantry soldier on par with a worker falling between semi-skilled and skilled. The 
Commission was in favour of a slight edge to an infantry soldier over a constable in central police 
organisation like Border Security Force (BSF). 

28.32, Government modified the .recommendation of the ·Third Pay Commission ab initio and 
prescribed the pay scale of Rs.200-5-260 for the infantry soldier. This scale gave the infantry soldier 
an ·edge of Rs.5/- at the start over the pay of Rs.195/- for a: BSF constable (Rs.21 0 minus Rs.l5/
deducted for rations). We have been informed by the. Defence Ministry that the starting salary of 
Rs.200/- for an infantry soldier includes 'X' fac~tor of 12-112 per cent as against 5 per cent 
recommended by the Third Pay Commission. : ' 

I _ •.· . . ' ' ~ ' 

28.33. As regards the deduction of home saving element from the pay of a soldier, it has been 
stated by the services headquarters. that provision of free rations, accommodation and clothing is a 
service requirement and it will not be proper to make any deducation on account of savi;ngs resulting 
from the ·provision of these facilities. 'lt has also been pointed out that on account of this deduction the 
entitlement of dearness allowance over the years, of an infantry soldier has also gone down thereby 
nullifying the differe~tial·which the infantry soldier had over the constable in the BSF. We have 
examined this matter.· We find that the concession of free rations has since been extended to officers 
upto the rank of Brigadier in peace areas without any deductio.n:for home, saving element. We 
therefore recommend that there should be no deduction on account of the'liome saving element in 
determining the pay of an infantry soldier. . . . . '.. . ' : ' ; . . 

· . 28.34. An infantry soldier is required to possess skills for handling modem ;weaponfry, 
performing duties like laying mines,· er~ction and destruction of the yariolis types of c;>b~tacles and 
handling_ of electrical equipment apd high degree of combat skill.· I~ has also been brought to notice that 
the 'minimum qualification for enrolinentof'infantry soldier has beert raised to Class X. It has been 
urged by Army Headquarters that an infantrY' soldier is in no way less than a skilled worker. · 

. -2~.35: In ~u:r vie~ lth<f duties a~d'responsibilities of an infantry soldier are such that he cannot 
really be compared with any otJ:!er category of employees. After taking all the factors into 
consideration, we recommend that starting salary of an infantry soldier should be fixed at Rs.900. · · 

· 28.36. The Third Pay Commission had observed that' the fully trained infantry soldier should be 
viewed as equ_ivalent to the leading aircraftsman of group IV of the Air Force with a small differential 

1 in favour of able bodied seaman of group C of the Navy considering the relatively greater hardships 
inherent in sea life. The Commission· was of the view that adoption of the above broad equation would 
lead to greater unifonruty in pay scales among the three services. : .·' ' · · 

' . · ; , · ' ~ · · · . : . • . ; I · .' , · - .' . i • 

. 28,.37. Some changes have occured s~nce the report of the Third Pay Commissio~. In. 1976 
government decided to change the entry qualification for seaman b~anch from pre-matriculatiOn to 
matriculation and simultaneously the seaman trade was upgraded from pay group C to pay group B. 
Similarly; i~ 1977 the th.en existing two classes of aircraftsmari viz.; aircraftsman II and aircraftsman I 
we~e merged into one rank of aircraftsman. We have been informed by Air Headquru:ers that m~r~er 
6f aircraftsman II and I did not make any change in the qualification, method of recrUitment, trammg 
and time taken for promotion to the 16_ading aircraftsman. · 

') ' : I ·, ' ' 
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28.38. In the case of Army, formal entry qualifications were not hitherto insisted upon as this 
helped Army to cover a much wider cro~s section. of th~ population for selecting ~uitable candidates, 
particularly for combat trades where prune C?nst~erations are stat~d to be phystcal fitness, mental 
resoluteness etc. Army Headquarters have smce i.Rformed that wtth effect from April 1,1986 the 
prescribed minimum educational qualification for ml!Y trades including infantry soldier will be Cl;ss x 
for enrolment in the normal entry rate category. 

28.39. Taking into account all the relevant factors and in the changed context, we recommend the 
following scales of pay for the existing 5 groups in the Army:- . 
Rank Group A Group B Group C Group D GroupE 

Rs. Rs. Rs. 
Subedar Major 2200-60-2440 2050-60-2290 2050-60-2290 
Subedar 1870-50-2170 1750-50-2050 1700-50-2000 
Naib Subedar 1620-40-1860 1500-40-1740 1450-40-1690 
Havildar 1300-25-1550 1130-25-1380 1070-25-1320 
Naik 1160-20-1320-· 1020-20-1180- 980-20-1140-

25-1420 25-1280 25-1240 
Sepoy 1100-15-1160- 950-15-1010- 920-15-980-

20-1320 20-1170 20-1140 

Rs. 
2050-60-2290 
1670-50-1970 
1420-40-1660 
1050-25-1300 
960-20-1120-
25-1220 
900-15-960-

. 20-1120 

Rs. 
2000-60c2240 
1630-50-1930 . 
1280-40-1620 
1020-25-1270 
930-20-1090-
25-1190 
870-15-930-
20-1090 

28.40. Defence Security Corps (DSC) is entrusted with the responsibility of providing security 
cover to defence institutions and depots, Personnel of the DSC are drawn from ex-servicemen, ex
territorial ·Army, etc. There ar~ two cadres, namely general duties and clerical. While clerical cadre is 
on par with clerks in pay group B, the general duties cadre is on par with pay groupE of Army. We 
recommend that the pay scales proposed by us for groups B and E of Army may be applied to DSC 
personnel. · · 

- 28.41. In Army. there is a. system of payment of classification pay to ~ervicemen on passing the 
prescribed tests and examinations. The classification pay provides requisite incentive for improving 
the educational qualification, trade efficiency and also ensures pay progression to other ranks. Army 
Hedadquarters have suggested conttinuance of this system. The existing ~;ates of classification pay 
range from Rs.5 to 15 p.m. depending upon the pay groups and classes. The classification pay is 
trated as pay for purposes of DA, ADA, etc. We recommend that the existing rates of classification 
pay may be doubled · 

28.42. During the period of training of recruits in Army there are two rates of payment at present 
viz., normal entry rate of Rs.175/- and matriculate e~try rate of Rs.205/- . We recommend that these 
may be revised to Rs.750/- for normal entry and Rs.850/- for matriculate entry. 

28.43. There is a system in army of making appoi~tments as distinct from promotion to the higher 
rank, and such appointments are remunerated by grant of appointment pay in addition to the pay scale 
of the rank held. · The ratess of appointment pay range from Rs.12 to Rs.20 p.m. depending upon the 
appointment held. The appointment pay .is treated as pay for purposes of DA, ADA, et~. We 
recommend that the existing rate~ of appointment pay may be doubled. . ; 

28.44. In Air Force there are four pay groups for airmen. In addition there is a special group 
which comprises airmen employed on air crew duties. The pay scale of ~e special group corresponds 
to the pay scale of group I. · 

We recommend the following pay structure for the four pay groups in the Air Force ,-

Master Warrant Officer 
Warrant Officer' 
Junior Warrant Officer 
Sergeant 
Corporal 

Leading Aircraftsman 
Aircraftsman 

Group I Group II Group III Group IV 

(Rs.) (Rs.) (Rs.) . (Rs.) 
2250-60-2490 2050-60-2290 2000-60-2240 2000-60-2240 
1980-50-2280 1870-50-2170 1700-50-2000 1700-50-2000 
1730-40-1970 1620-40-1860 1440-40-1680 1440-40-1680 
1460-25-1710 1350-25-1600 1180-25-1430 1180-25-1430 
1300-20-1460- 1220-20-1380- . 1040-20-1200- 1000-20-1160-
25-1560 25-1480 25-1300 25-1260 
1260-20-1500 1140-20-1380 1000-20-1240 960-20-12~0 
1150 1000 950 900 
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. 28.45. The recruits in Air Force are paid at the rate of Rs.205 p.m. for those recruited for groups 

I,ll and ill and at the rate ofRs.195/- p.m. for group IV. We recommend that these rates may be 
revised to Rs.850/-.and Rs.800/- respectively. 

28.46. We recommend the following scales of pay for the air crew in the special group,.:... 

Rank Proposed scale (Rs.) 
Signaller ill/Flight Engineer ill 1300-20-1460-25-1560 
Signaller ll/Flight Engineer II 1460-25-1710 
Signaller 1/Flight Engineer I 1730-40-1970 
Warrant Signaller/Warrant Flight Engineer 1980-50-2280 
Master Signaller/Master flight Engineer 2250-60-2490 

28.47. In Navy,,there are three pay groups in which all the sailors are distributed. _We recommend 
the following scales of pay for the sailors in groups A, B and C.-

GroupA 
ARTIFICERS/MECHANICIANS 

Apprentice 

Artificer V class 

1st year 
2nd year 
3~year 
4th year 

Acting Artificer IV cla8s 
Artificer/Mechanician IV class 

. ill class 
II, class 
I class 

Chief Artificer/Mechanician· 
Master Chief Petty C>mcer II 
Master Chief I_>etty Officer I 

Seaman II 
Seaman I 

Gr,oup B and C. . 
· GroupB' 

(Rs.) 
. 960-20-1000 / 

. 1000-20-1240 
Leading Seaman 
Petty Officer 
ChiefPetty Offlter 
Mast~ Chief Petty&lcer II 
Master Chief Petty Officer 1 

1040-20-1200-25-1300 
. ·1180-25-1430 

1440-40-1680 
1700-50-2000 

. 2000-60-2240 

Proposed scale (Rs.) 
800 
825 
850 
875 

1000-20-1020 
1180-25-1205 
1300-25-1350 
1425-25-1550 
1600-25-1725 
1690-25-1815 
1880-40-2080 

·1980-50-2280 
2250-60-2490 

Groupe 
(Rs.) 

900-15-945 
960-20-1200 
1000-20-1160-25-1260 
1180-25-1430 
1440-40-1680 
1700-50-2000 
2000-60-2240 

28.48. Recruits. to group Bin Navy are paid at a fixed rate ofRs.215 p.m. and to group Cat the 
rate of Rs.200 p.m. We recommend that these x:ates may be revised to Rs.900 and Rs.825 
respectively. . . 

. 28..49' . The non-artificer sailors of the submarine arm are in a speci~ group and their pay scales are 
higher than those of sailors of group B.. Keeping in view the risks and difficult working conditions of 
sailors in the submarine arm, the existing differential may continue. We recommend the following pay 
scales for submarine are,-

Submarine ann 
Seaman II 
Seaman I 
Leading Seaman 

Proposed scales (Rs.) 
1040-20-1080 
1140~20-1380 
1220-20-1380-25-1480 



Submarine ann 
Petty Officer 
Chief Petty Officer 
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Master Chief Petty Officer IT 
Master Chief Petty Officer I · 

Proposed scales (Rs.) 
1350-25-1600 
1620-40-1860 
1870-50-2170 

. 2050-60-2290 

For recruits to submarine ann we recommend the rat~ ofRs.1000 in place of eXisting rate ofRs:245/-. 
. . . . 

28.50. The pay scales of non-artificer sailors of the naval aviation ann are the same as applicable 
to the sailors of the submarine ann. The pay scales proposed by us for the non-artificer sailors in the 
submarine ann will therefore apply to non-artificer sailors in the ~a val aviation ann also. , ; ' , " . , i 

28.51. The artificers/mechanician sailors of the submarine· and naval aviation arms are in the scales 
of pay as applicable to artificers of group A of the Navy. The pay scales porposed by ·us for the 
artificers of group A of the Navy may be applied to the artificers/mechanicians of the submarine and 
naval aviation arms. · . ' 

28.52. The existing pay structure of the cadre of Flight Singnaller in the naval a~iation ar1n is the· 
same as applicable to the Flight Signaller/Engineer in the Air Force. On the analogy of the pay scales 
recommended for these cadres in Air Force, we recommend the following scales of pay for 
corresponding posts in the naval aviation ann,- · ' 

·FLIGHT ENGINEER 

. Proposed pay scales(Rs.) 

1. 
2. 
3. 
4. 
5. 
6. 

Aircraft Artificer 3//aircraft Mechanician 3. 
Aircraft Artificer 2/ Aircraft Mechanician 2. 
Aircraft Artificer 1/ Aircraft Mechanician 1. 

.. I . 1460~25~1560; ': : i . 

1645-25--1720 \ . . . L ' • 

1700-25~1850. :.· ' 
1920-40-2080::'·:'' · ., ' Chief Aircraft Artificer/Chief Aircraft Mechruiician 

Master Chief Aircraft Artificer IT/Mechanician IT 
Master Chief AircraftArtificer I/Mechanician I 

·,,I 

FLIGHT SIGNALLER . 

1. · Petty Officer Radio Telegraphist 'FS' 
2. Chief Petty Officer Radio Telegraphist 'fS' 
3. Master Chief Petty Officer Radio Telegraphist:'FS' IT 
4. Master Chief Petty Officer Radio Telegraphist 'FS: I 

- 1980-50~2280 l· ! . ; 

2250-60~2490 
' ! '. 

1460-25-1710-
1730-40-1970, .. 
1980-50-2280f ·:. ' 
2250-60-2490, '! ,-~ 

28.53. For officers holding Honorary Commission in the three services, we ,recommep.d th~. 
following consolidated pay,- · . · '. ' · : · · .. · · 

-(a) Bonorary Lieutenant and equivalent in the Navy · ' ·Rs.2,900 ·. 
and Air Force 

~. ; ': 

(b) Honorary Captain and equivalent in the Navy· Rs.3,000. 
and Air Force ' . ·. '· · 

28.54. For non-combatants (enrolled in the existing pay scale of Rs.170~220 and Rs.175---225, 
both in Aim.y and Air Force, we recommend the pay scale of Rs.750--8-790-EB-10-940. For non-: 
combatants (enrolled) in the existing pay scale ofRs.200-260, we recommend the scale ofRs.800-12-
920-EB-15-1070-20-1150. 

Allowances, facilities, concessions and benefits 

28.55. Armed forces personnel are given certain allowances, benefits and fa~ilities .. While soi?e 
of these are considered necessary as a service requirement others are given as compensation for duties 
~nvolving hazards and risk or for the rigours of service tire in specified areas or are in th~ nature of 
mcentives for professional advancement. Some of the allowances like dearness allowance .and 
educational assistance for children are the same as for the civilian employees anJ our recommendations 
in the relevant chapters will apply to t~e ar¢med forces personnel also. :The existing rates of some of 
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the allowances and benefits are based on the recommendations of the Third Pay Commission. 
Government had revised the rates of a number of allowances and facilities in January, 1983. 

28.56. In our examination of the various allowances, facilities, etc. we have kept in view the 
proposals initially received from the three services headquarters and the joint proposals subsequently 
received in October, 1985. We have also kept in view the changes made in the various allowances in 
January, 1983 and our re_commendations in regard to the allowances, fac,ilities and benefits which are 
peculiar to the armed forces personnel are given in the succeeding paragraphs. · 

Accommodation, Furniture, Water and Electricity charges 

OFFICERS 

28.57. Service officers when posted to field areas are entitled to single accommodation including 
furniture, water and electricity free of charge as part of field service concessions. In addition, they are 
also entitled to retain married accommodation at last duty station or selected place of residence on 
payment of normal rent. Service officers when allotted married accommodation, pay rent at the 
concessional rate of 5 per cent in case of maried officers and 2-1/2 per cent in case of single officers. 

28.58. It has been brought to notice that there is considerable shortage of married accommodation 
for officers and the percentage level of satisfaction in peace stations even after taking into account the 
hired houses varies between 50 and 56 per cent for the three services. The average period of waiting 
for provision of married accommodation at peace stations in three services is also reported to vary from · 
8 months to 30 months depending upon the station: The main constraints in augmenting the married 
accommodation are stated to be shortage of funds and problems in acquiring suitable land. We have 
been told that efforts are being made to earmark more funds for constructing married accommodation at 
peace stations for the three services. With the completion of the on-going constructions 1n the Navy, 
the level of satisfaction for officers is expected to reach about 85 per cent. While the Defence Ministry 
is taking up long term remedial measures for increasing the pool of married accommodation, there is an 
arrangement for hiring houses for service officers. The rental ceilings up to which the houses can be 
hired which were revised in 1976, 1979 and 1981, are at present as folows:-

Name of the station 

Delhi and New Delhi 
Bombay and Calcutta 
Other Stations 

Captain and below (and equivalent Major to Brig. (and equivalent 
in Navy and Air Force) in Navy and Air Force) 

Rs.900/- p.m. 
Rs.1200/- p.m· 

• Rs.800/-. p.m 

Rs.1200/- p.m 
Rs.1200/- p.m. 
Rs.1 000(-,p.m 

28.59. It has been pointed out that with rising rents, it is becoming increasingly difficult to hire 
houses within the above ceilings. Navy appears to be facing problems in hiring accommodation 
because of concentration of Naval officers in a place. like Bombay. It has therefore been suggested that 
rental ceilings may be suitably enhanced. The rental ceilings for hiring privatehouses are fixed 
keeping in view the rents prevailing at a particular station, availability of government accommodatJon, 
the demand for married accommodation and other relevant factors. Government have been revising the 

_rates of rental ceilings from time to time. We understand that the matter regarding revision of rental 
ceilings is under examination. Government will no doubt revise the rates of rental ceilings as 
circumstances may justify from time to time. In the :qleantime the rental ceilings for Bombay and 
:Calcutta may beincreased by fifty percent, and for other stations including Delhi and New Delhi by 
forty per cent. · 

28.60. It has been proposed that in case of non-availability of government-owned or hired 
accommodation, financial compensation in lieu of accommodation equal to the prescribed rental ceiling 
less the rental liability may be ~anctioned to the officers. Service officers on tra~sfer from one pe~ce 
station to another peace station are allowed to retain government owned or htre~ accommodatiOn 
subject to stipulated conditions if accommodation is not available at the new duty statiOn. They are also 
provided rent free single accommodation at the new duty station so long as the _accommodation at the 
old station is retained for reasons of non-availability of ':llarried accommodatiOn. We are therefore 
unable to agree to the proposal. ' 1 
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28.61. Officers posted to field areas are provided accommodation for the family at selected places 
of residence. At times the family of an officer has to stay at~tation where separated family 
accommodation is not available. It has been proposed that in such cases officers should be entitled to 
compensation for hiring houses at the prescribed rental ceiiings l~~s the rental liability. We agree that 
in cases where officers are posted to field areas anct.the1r fam1hes ·are not.-occupying government 
owned/hired accommodation some relief may be given and we recommend that officers may be. paid at 
the following rates,- ·. , · . . .. _ .... J 

1. Second Lt./Lt./Captain and equivalent · ~ Rs.150/- p.m. _ • . 
2. Major and equivalent · '- Rs.200/- p.m. • . '. ·. 1. r.;.. · ., ':. 

3. Lt. Col. and equivalent and above. - Rs.300/- p.m. ·-. ~ : _ -~~; .>. 

28.62. Service officers are provided furniture by the Military Engineering Se~ice atth~'J>rescribed 
scale and the rent is charged at 2-112 per cent of pay. If the furniture cannot be provided by MES, the 
officer is authorised to hire furniture upto 5 per cent of his pay, his own liability being 2-1/2 percent of 
pay. In the joint proposals it has been suggested that instead of fixing the limit of hiring of furniture at 
5 per cent of pay, the hiring charges for the authorised items of furniture at each station' may be laid 
down on the basis of the actual cost of hiring. The cost of hiring will depend upon the _type and quality 
of furniture hired and it will not be practicable to fix.hiring charges forjte~s of furl}i~ure on this basis 
for each station. The existing facility for hiring of furniture is concessi<;mal and does not cal~ ,for any 
change. So also no change is necessary regarding water and electriCity charges payable by officers 
staying in married accommodation.. · · · · '1 

• • • - • ' • • "' • • --· • ' ·' 

Personnel below officer rank · . · ' · , ·. .. 

28.63. Personnel below officer rank in the three services are entitled to free single accommodation 
and allied facilities as a service condition; ·This concession was in vogue even~ prioro to the 
recommendations of PostWar Pa.Y Committee. The concession of rent free accommodation is aJlowed 
to these personnel when provided with marriec\ accommodation also. · · _ · · . · 

28.64. Keeping in view the service requirements an.d deployment. of personnel ~d differentar~~s; 
personnel below officer rank are enti tied to married accommOdation in peace areas if they fall, 'Yithin the 
"Authorised Married Establishment" (AME). The per~eri,tage of AME is reviewed from time to tim!( 
and the existing position is given below,- , / 

Rank Percentage of AME · · '. i 

JCO in Army & equivalent in Navy and Ait Force 100 .. , .~ 
Havildar in Army & equivalent in Navy and Air Force. · 95 '· · · · 
Naikin Army & equivalent in Navy and Air Force · 90 ·· . : • ·.: ·~ •r '' 

Other ranks in Army, Navy and Air Force . 50 · . · ... · ,: · ' 1 
. : \ 

We have been informed that it has not been possible to make availabie married ac~ohtin~ation to 
persons falling within the AME and the level of satisfaction varies from.35 per cent for JCO in Army to 
50 per cent in Air Force. To overcome the shortage of married accommodation ·government llave 
permitted hiring of accommodation within specified rental ceilings at certain stations.· These we~;e 
fixed ~n 1973. Gove~ment may review the adequacy of the ceilings from time to tir,ne.. In the 
meantime these may be mcreased by forty per cent. · • · · , . · .. 

28.65. Where married acco~odation is not provided to eligible personnel, they are permitted to 
arrange private accommodation and are paid a compensation in lieu of quarter (CU.Q).' The rates of 
CILQ were last fixed by government in 1976 and were made effective from November 1, 1973. 
CILQ is paid as a fixed amount related to each rank and not as percentage of pay. The rates also vary, 
depending upon the classification of cities. The existing rates of CU.Q are as given below,..-! ' .. 

' ' . - '. ) 

Rank A,B-1 & B-2 cities C Class cities Other towns 
(Rs.) ' '' (Rs.) '(Rs.) 

ARMY 
JCOs 145/- _'I', 105/- I' ' 651-
Havildar 110/- 80/- 501-
Naik 901- 651- 40/-
Sepoy 80/- 551- 35/-



294 

Rank A,B-1 & B-2 cities C Class cities Other towns 
./ (Rs.) (Rs.) (Rs.) 

Non-combatant (enrolled) 551- 40/- 20/-
. NAVY 

Master Chief Petty Officer-IT & I 155/- 115/- 70/-
Chief Petty Officer 155/- 115/- 70/-
Petty Officer ' 115/- 80/- 501-
Leading Seaman 90/- 65/- 40/-
Seamanl&ll 80/- 551- 35/-
AIR FORCE 
Master Warrant Officer 165/- 120/- . 75/-
Warrant Officer 165/- 120/- 75/-
Flight Sergeant 165/- 120/- 75/-
Sergeant 130/- 90/- 60/-
Corporal 110/- .75/- 501-
Aircraftsman 951- 651- 45/-

28.66. CILQ is admissible irrespective of the fact whether the family is residing with the 
individual at the duty station or not. Where the family is not residing at the duty station, the individual 
is paid CILQ at the rates applicable to "Other Towns". Personnel serving in field areas, where free 
single accommodation and allied facilities are provided, are also eligible for payment of CILQ at the 
rates ap}Slicable to Other Towns. : . , : 

28.67. It has been stated in the joint proposals that there are disparities in the rates of CILQ in the 
three services as these have been determined with reference to pay and that this disparity should be 
removed as personnel in all the three services are authorised uniform scale of accommodation for a 
particular rank. In the joint proposals, it has been suggested that the rates of CILQ for different ranks 
be fixed on the basis of the rates of rental ceiling prescribed by government. We have considered the 
matter and are of the view that CILQ should be uniform in the three services; particularly when 
entitlement for accommodation is the same at corresponding ranks. We find that personnel below 
officer rank in the three services are entitled to accommodation with an area of 530 Sq. ft., 550 Sq. ft. 
and 700 Sq. ft depending upon the rank. Since under the existing scheme the CILQ is fixed with 
reference to each rank in three services, personnel having the same entitlement for accommodation are 
sanctioned different rates of CILQ. We are of the view that the amount of CILQ should be the same 
for personnel having' the same entitlement for accommodation. 

28.68. The existing rates of CILQ are inclusive of compensation for furniture. It has been 
proposed by services headquarters that compensation in lieu of furniture should be sanctioned in 

. addition to CILQ. 

28.69. Personnel below officer rank are also granted compensation in lieu of electricity and free 
supply of water at the following rates in addition to CILQ,-

(a) Electricity charges 
JCOs- Rs.15/- p.m. 
OtherRanks - . Rs.10/- p.m . 

. (b) Kerosene charges (where there is no electricity) 
JCOs Rs.10/- p.m. 
Other Ranks · Rs.5/- p.m. 

{c)-Watercharges . 
JCOs Rs.5/- p.m. (where piped water supply is metered). 
Other Ranks - Actual expenses, subject to maximum of Rs.5/- p.m. 

where the piped water supply is not metered. 

Compensation in lieu ofwater and electricity/kerosene is not admissible to those whose families are not 
residing at duty station. It has been urged in tl;le proposals that the cash compensation in lieu of free 
water and electricity should be based on actual cost of electricity and water. 
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28.70. It has been brought to notice that separate payments on account of electricity and water. 
charges increase the amdinistrative and accounting work and it may be desirable to include these in. 
CILQ. We are of the view that the rate of CILQ should be a composite rate inclusive of the 
compensati,on for furniture, el~ctricity/kerosene and water. We have determined the rates of CILQ 
accordingly. · . · . . _ . · · 

28. 71. Taking into account all factors, we recommend the ~ollowing rates of CILQ,-
Rank Proposed rates o_fCILQ, including 

compensation for furniture, water and 
electricity/kerosene · · ·· · 

A, B-I & B-2 Class 
towns 

1. Sepoy/Seaman, Aircraftsman, Leading Aircraftsman, 
Naik, Leading Seaman, Corporal · · 

2. Havildar, Petty Officer, Sergeant. 
3. Naib Subedar, Subedar, Subedar Major, Junior Warrant 

Officer, Warrant Officer, Master Warrant Officer, Chief 
Petty Officer, Master Chief Petty Officer.:.I, Master Chief 
Petty Officer-IT • 

4t Non-combatant (enrolled). 

Outfit Allowance 

'Rs. p.m: 

'300 
350 

450 
150 

C Class ·. · Other , 
towris ·.:' towns' 

. Rs. p.m. · Rs.p,m. 
'l '.... ' '' '! ~ I 

200 ' '150.' 
25(>' ' ; ; "~ .170 ' ; 

~ '. ' . • i 

300 
lQQ_' '·,' 

:700·' 
. ;-,:~.0 .: 

28.72. Personnel below offi.cer rank are provided uniforms free of cosUnitially and:also ai1he 
expiry of the prescribed period. Service officers are paid grant-in-aid fot meeting a 'portion· of the cost 
of uniforms in the form of initial and renewal-outfit allowance. The existing rates which were fix_ed in 
January, 19~~. are Rs.2100/- for Army. and Air Force and _Rs.24901-/or}~avy. a~' initial:,op~fit_
allowance and Rs.1800/- for Army and Arr Force and Rs.21 00/- for Navx as renewal outfi~ all~wance 
payable after. 7 years. It has been stated that because of the overa11 escalation of prices the finahcial.
·burden on the officers for equipping themselves with service 'uniforins has increased .. It ha~ .therefore 
been suggested that the government should undertake liability for the entire cos( of U:niform~ a~ i~ the . .. 
case of personnel below officer rank. Based on cost estimates it has been sugges!ed ~ha! th~ initial_, · 
outfit allowance should be fixed at Rs.5500/- for Army and Air Force and Rs.6400/- for Navy. There 
is some justification for the suggestion that the entire expenditure on service uniforms may be 
reimbursed to officers of the Defence Forces as is being done for personnel below officer .rank. 
Government may take a decision in the matter. Until then, we recommend that the rates of ipitial outfit 
allowance for service officers may beflxed at Rs.3000/- for Army and Air Force andRs.3500/- for 
Navy. We also suggest that there may be rio difference between the rates of initial outfit allowance and 
renewal outfit allowance. 

28.73. Lady Medical Officers are at present given an initial outfit allowance of Rs.lOOO/-.and_ 
~e~~wal outfit allowance of Rs.800/-. We recommend that Lady Medical Officers maybe. granted 
1rutial Cj)Utfit allowance and renewal outfit allowance at the same rates as applicable to officers m Army 
and Ail' Force. · . . · . · · • ·· •·· · · · · · ; 

. • . '," i (.': 

28.74. For officers of the MNS; both regular and local, we recommend thauhe a~ou~t ()fjlJitial · 
outfit allowance and renewal outfit allowance maybe Rs.~OOO/-. · ! : . • . ·; . , '. • r 1 • · 

28.75. The cadets in the Naval Academy are at present given an initial:oulfit a_IIowance of 
Rs.1980/-. We recommend that the initial outfit allowance for the .cadets may be mcreased to 
Rs.3000/-, 50 per cent being paid on joining the training ship and the balance on· promotion as Acting . 
Sub-Lt. , . . . 

Kit Maintenance Allowance 

28.76. For up-keep of service uniforms the officers in the Army Navy and Air Force are given kit · 
maintenance allowance (KMA) of Rs.75/- p.m. The amount of the allowance is Rs.30/- p.m. for 
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'·· M~S officers (regular) and Rs.20!J1- per annum for MNS (local). No kit maintenance allowance is 
admissible to Lady_ Medical Officefs although they .are eligible for payment of initial and renewal outfit 
allowances. Keeping in view the increased cost of maintenance, we recommend that KMA may be 
paid at Rs.lOO/-_p.m. to all officers in Army, Navy and Air Force, including Lady Medical Officers. 
We also recomme'nd that KMA may be paid ~t the rate ofRs.50/- p.m. to MNS officers, both regular 
and local. 

28.77. In regard to other P~9poSals reiate4 to uriifon}l a.iiowance, we recommend as follows,-

Description ' · Existing rate Proposed rate ' 
(i) Distinctive uniform allowance admissible to MNS Officers 

on transfer from one service to another (one time payment) Rs.75/- Rs.lOO/-
(ii) Special allowance ,adniissible to MNS officers for appointment 

at Command and Army HQ (one time payment) Rs.400/- · Rs.600/-
. . '' 

It has been suggested that combat uniforms should be issued free to all officers as is being done in 
case of officers of the flying branch in Air Force. This is a matter for government to consider taking 
into account the requireme?t of uniform, its scale, usage, etc. · 

Outfit allowance for personnel below officer raitk . 
'' 

28.78. We suggest that the rates of following allowances may be revised as under:-

. · Description of allowance Existing rate Proposed rate 
1. Clothing maintenance allpwance Army - ~s.15/- p.a. 'Rs.50/~ p.a. 

. ·.it. 

2. Outfit allowance to JCOs and equivalent granted . 
honorary commission. (one time payment) 

3. Outfit allowance toNCO and equivalent promoted 
as JCO (one time payment) · . 

4. Civilian Clothing (Mufti) allowance to recruits. 
(one time payment) · - / · 

5. Hair cutting/clearing allowance· 
6. Washing allowance · 

'I 

) I : ' ! ·:,- ,r 

I' • 

Travelling 8llowance 
) ' 

t / • 

Navy - Rs.30/- p.a. Rs.75/- p.a . 
AirForce-Rs.18/- p.a. Rs.50/- p.a. 

.Army/ . 
Air Force -Rs.1200/
Navy - Rs.1460/-· 

. - Rs.200/

- Rs.25/-
7 Rs.3/~ p.m. 

Army/ 
Air Forcei' · 

· Na~ - Rs. 7/- p.m. 
For sailors 

! afloat , 

Rs.1600/
Rs.200of-

Rs.250/

Rs.100/
Rs.5/- p.m. 

Rs.15/- p.m. 
Rs.25/- p.m. 
for both hair 
cutting and. 
washing 
1\ll.owance 

, 28 .. 79. ·The rules governing grant of travelling allowance and daily allowance to. armed forces 
personnel generally conform to those of civilian government employees with certain variations. We 
do not recommend any change in the existing entitlements for class of travel by rail and air, exc~pt that 
service. officers of the rank of Lt. Cot and below, excepting honorary commissioned officers, may be 
allowed to travel by second ACC two~tier also while on temporary duty. We also recommend that 

. officers of the rank of Lt. General and equivalent may be allowed to travel by ~xecutive class for air 
journeys within India. ·. •· 

Government have issued orders in April, 1986 revising the rates. of the transfer grant, packing 
allowance, baggage allowance for service officers on the lines of similar orders applicable to civilian 
employees. Our recommendations in regard to T.A. on transfer to civilian employees may be extended · 
to service officers also. The existing differential between married and single officers may be 
continued. · · 
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28.80. The T.A. entitlements on transfer of personnel below officer rank are different. There is an 
entitlement for conveyance of baggage and in lieu of transfer grant they are paid a cash allowance at the 
rate of Rs.60/- for JCO and Rs.45/- for other ranks as recommended by the Third Pay Commission. It 
is ~.een that while the transfer T.A. entitlements of officers have been revised in April, 1986, a similar· 
revision has not been made in respect of personnel below officer rank. We think that the entitlement 
for conveyance of baggage for these personnel needs revision and we recommend that the baggage· 
entitlement may be revised as follows:- • , . • · · · 

JCO and equivalent 
NCO and equivalent 
Other ranks 

Married Single 
3000 kg. 500 kg. 

' J500 kg. 250 kg. 
1000 kg. 250 kg. 

The existing separate baggage entitlement for temporary duty, posting to field areas and for 
attending courses of instruction may continue. 

We also recommend that government may examine whether the personnel below officer rank 
should continue to·be paid a cash allowance in lieu of transfer grant or their entitlement in 'this respect: 
should be modified Wcing into account the conditions under which they have to move on transfer. ' 

28.81. In the matter of grant of daily allowance to service officers proceeding on to~r. courses of 
instruction and temporary duty, the recommendations made by us for civilian employees may,be' 
extended to them. We are unable to agree to the suggestions for grant of daily·anowance to officers 
attending local courses of instruction, payment of daily allowance for journeys undertaken· in the _field, 
service concession areas and for period of temporary duty in such areas. · 

28.82. For journeys on temporary duty, persottal' below officer rank are paid Train J~umey Ration 
Allowance (TJRA) and oru.fourth of the. admissible D.A. It has been suggested in the joint proposals 
that they may be paid D.A. at prescribed rates. We agree and recommend .that for rail journey on 
temporary duty the existing system of payment of TJRA may be discontinued ~d personne~ below 
officer rank may be paid daily allowance at the prescribed rates. · 

28.83. It has been suggested thatdaiiy allowance admissible in respect of the family members 
should be paid to personnel below officer rank also for journeys on transfer. We agree and 
recommend accordingly. t · 

Leave Travel Concession 

28.84. We have considered the suggestions made in regard to leave travel concession.anlare of 
the view t?at the e.xis~g schemes are adequate and do not require any change. We however suggest 
the followmg modifications in the existing schemes in respect of personnel bel?w officer rank:~ 

(i) The existing limit of 965 km of free conveyance for journey to a selected leave station, may be 
raised to 1450 km as applicable to officers. · · 

(ii) The facility of free conveyance to selected leave station is admissible to the families only if they 
are staying at the place of duty of the individual. We recommend that the facility may be 
allowed to the families if they are not residing at the duty station due to non-availability of 
married accommodation at that place. · · 

Rations 

28.85. The facility of free rations has been extended by government in peace -areas also to officers 
upto th~ ~of Brigadier and equivalent It has been suggested in the joint proposals that this sho~ld 
be adirusstble to officers above the rank of Brigadier and equivalent also. We accept the suggestiOn 
and recommend accordingly . 

. 28.86. Personnel below officer rank ~e provided free rations. The scale of rations is however n?t 
~ruform. The scales of ration are the same in Navy and Air Force but the ration allowance payable m 
heu of ~ree rations is different. There are also different rates ~f ration allowance payable un?er 
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different condition. While conQiments are issued as part of rations in Air Force and Navy in Army a 
cash allowance is drawn at the specified rates. 

28.87. There is a multiplicity of rates of ration allowances with nrlnor differences which need to 
be rationalised and simplified. We, accordingly, suggest that the government may examine if a 
common scale of ration and a uniform rate of ration allowance could be adopted for the three services. 
The standard rate of ration allowance could be an average of the lower and higher rates including the. 
allowance for condiments. · 

· Separation Allowance (peace) 

28.88. It has been suggested in the joint proposals that officer who are forced to live singly due to 
posting to field areas, non-availability of married accommodation in peace stations and due to mid
school postings, may be sanctioned additional allowance to be known as separation allowance at the 
rate of Rs.500/- per month. We have separately recommended extension of the facility of free rations 
in peace areas to officers of the rank of Major General and above and equivalent We recommend that 
the existing separation allowance (peace) of Rs.200/- p.m. admissible to officers of the rank of Maj. 
General and above and equivalent which was introduced with effect from January 25, 1983 may be 
discontinued. This allowance was discontinued for officers of the rank of Brigadier and equivalent 
with effect from July, 1984 when they were made eligible to draw free rations. There is already a 
provision that if married accommodation is not available in peace areas or officers are not in a position 
to shift their families because of mic;l-school term posting, they are allowed to retain the accommodation 
at their last place of posting and are also provided with free single accommodation at the new place of 
posting. ' · ' · 

28.89. To mitigate the hardships of government employees who are not provided with married 
accommodation immediately on ·posting to new place and are forced to shift their families from the 
previous place of posting at a later date, we have separately recommended that in such cases a 
government employee may be provided with free passage from his new place of posting to his earlier 
place _of posting and back to enable him to bring the family. This will apply to the armed forces 
personnel also. 

Technical Pay 

28.90. A technical pay is given to officers in the aeronautical engineering branch of the Air Force, 
the engineering and technical branches of the Navy and to technical officers of the Army. The amount 
of technical pay ranges between Rs. 75/- and Rs.200/- per month for possessing/acquiring higher 
qualifications of post-graduate degree/diploma or on completion of certain specified courses at the 
service training institutions. The total amount of technical pay is not to exceed Rs.25/- p.m. 
irrespective ofthe.n.t!mber of qualifications acquired or courses undertaken. We have considered the 
suggestions for increaSing_the amount of technical pay and also for extending it to other technical 
.cadres and de-linking'it from the-course/qualification. Keeping in view the shortage of officers in the 
technical branches, there is need for contiriuance of grant of technical pay to attract technical graduate_s 
. to the three services. Government may review the position from time to time and decide the 
branches/corps and the course/qualifications for which technical pay should be admissible taking into 
account the requirements of officers and other :t;elevant factors. :!if.e are unable to agree to the proposal 
for de-linking the grant of technical pay ·from completion of_ cenain.specified courses. Wh~e the 
quantum of technical pay may be reviewedJ~y government from time to time, we suggest that till the 
next review the existing rates may be increased byTlfty per cent . · 

Qualification Pay/QualificatiOI) Grant 

28. 91. There are at present four rates of qualification grant, viz., Rs.6000/-, Rs.4500/-, Rs.2400/
and Rs.1600/- which is a one-time grant for acquiring specified qu~cations/undergoing specified 
courses at the service training institutes. It has been suggested tpat .the qualification grant .may be 

!replaced by monthly qu~fication pay. The existing system of payment of qualification grant IS based 
. on the recommendal;ions of the Third Pay Commission and we do not recommend replacement or !he 
same by qualifiction pay. We think that the qualification grant should be payable for .acqmi?Dg 
qualifications an(J on passing courses which are considered beneficial and_ relevant for official duties. 

' .. 



299 

Government may therefore periodically review the various courses for which the qualification grant is 
payable to determine the need for continuance. As regards the amount of qualification grant, the 
existing rates may be increased by 25 per cent. We also recommend that reward for passing Judge 
Advocate General departmental examination may be increased from Rs.1000/- to Rs.1600/-. 

Specialist pay for Anny Medical Corps/Anny Dental Corps 

28.92. Officers of AMC and ADC who fulfil necessary qualifications and have sufficient 
experience and standing in any of the recognised subjects are given specialist or graded status and are 
sanctioned specialist pay at the following rates:-. · · · 

(a) For graded specialist Rs.100/- p.m. · 
(b) For classified specialist Rs.150/- p.m.· 
(c) ·For Consultant/Professor/Adviser - Rs.200/- p.m. 

It has been suggested that the specialist pay for the officers of AMC and ADC should be related to 
the pay differential between the specialist and the general duty doctor of the Central Health Service. 
Keeping in view the proposed pay structure and the provision for antedating appointments of officers 
of the AMC/ADC possessing post-graduate diploma, we recommended that the specialist pay for 
officers of the AMC and ADC may be given at the following rates:-

. (a) Graded specialist Rs.400/-
(b) Classified specialist Rs.500/-
(c) Professor/Consultants/Adviser Rs.600/-

Non-Practicing Allowance 

28.93. There. are three rates of non-practicing allowance (n.p.a) for officers of AMC and four ra~s 
for officers of ADC and RVC. We recommend the following revised rates ofNPA,- . · 

Rank A.M.C. A.D.C. . . , R.V.C. 
1. Lieutenant Rs.250/- Rs.250/- · 
2. Captain Rs.400/- Rs.400/- · Rs.400l'-
3. Major Rs.550/- Rs.550/- Rs.550/- · 
4. Lt. Col. and above Rs.750/- Rs.750/- Rs.650/-
Acting Allowance 
28.94. The rates of acting allowance for JCO may be revised as follows:-

(a) When officiating in vacancy of Major and equivalent 
(b) When officiating in vacancy of a Captain and equivalent 

and below 

Good Service/Good Conduc.t Pay 

. Existing rate 
Rs.100/-

Rs: 75/-

Propa;ed rate 
Rs.200/-

Rs.150/-: 

28.95. Good Service/good conduct pay/good conduct badge pay is given as incentive to promote 
good conduct, zeal and efficiency among personnel below officer rank. There are certain variations 
among ~he thr~ services and Army Headquarters have suggested that the good service pay may be 
r~tionalised on mter-service basis. The inter-service perception in regard to good service pay however 
differs. As gooq service pay serves as an effective incentive for efficient performance on the part of 
the .personnel below officer rank, we recommend that the existing rate of good service pay_ m.ay be 
revised to Rs.16/- per month per badge in the case of Army and Rs.20/- per month per badge m the 
case of Navy and Air Force. The other conditions regarding its grant may remain unchanged. · 

Field· Service Concessions ' 

28.96. ~he armed ~orces personnel posted in field areas are entitled to fr~e rations, .free single 
accomm?dation and allied facilities. In addition, a separation allowance is payable to service officers 
and S~Ial compensatory allowance to personnel below officer rank in Army and Air Force: In Navy 
separation ii;ll~wance to officers and sea duty allowance to personnel below officer rank IS payable 
whe? the ship Is.actually away from the base port for a period exceeding 12 hours. For gra?t of field 
serv~ce concessiOns, the different areas are classified as full field, modified field and Improved 
modified field 'areas. In those areas which are treated as high altitude/~ncongenial climate areas, 
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additional allowance is payable at the prescribed rates in addition to the separation allowance for service 
officers." 

28.97. Ther~ is no unifonnity between officers and other ranks in regard to the eligibility for the 
allowances in the different type.s of field areas. While officers are paid high .altitude/uncongenial 
climate are;l allowance in addition to separation allowance, personnel below officer rank are paid 
special compensatory allowance only .. While officers in modified field areas are given a special ad hoc , 
allowance or local compensatory allowance as admissible to civilians, other ranks are eligible for · 
payment of local compensatory allowance only. Similarly, while in the case of officers there is 
distinction in the rates of allowances admissible in full field areas and improved modified field areas, 
there is no such distinction for other ranks. Army headquarters in their proposals have suggested 
further classification of certain areas as hard areas and low intensity operation areas in addition to the 
field areas. Certain norms have been suggested for classification of areas on the lines suggested by 
them. 

28.98. The pt:esent classification of areas into three types is complex and anomalous and needs to 
be rationalized and simplified.- We are of the view that armed forces personnel posted in field areas 
should be provided with necessary facilities and given additional compensation compared to the 
personnel working in peace areas. We have separately recommended grant of compensation when 
officers posted in field areas do not avail of the facility of government accommOdation at the last place 

· of posting or the separated family accommodation at selected stations. Personnel below officer rank in 
field areas are also being paid CILQ at the rates applicable to other towns which we have improved. 
We think that field service concessions should be. admissible for operational reasons only in areas 
declared as field service areas by government. No other areas should be eligible for the field service 
concessions. We suggest that the existing classification of areas for grant of field service concessions 
may be reviewed by government While detennining the areas which should be treau;:d as field service 
areas, government may also decide the field service concessions which should be admissible there 
taking into acco~nt the special compensatory allowances recommended by us for civilian employees in 
such· areas. · 

Snow-Bound Area Allowance 

28:99. Army Headquarters have proposed that the personnel posted in permanently snow-bound 
areas may be sanctioned a special allowance to be known as Snow-Bound Area Allowance, to 
compensate for the hardships faced by them in permanently snow-bound areas. An allowance known 
as 'avalanche pay' i s admissible to the staff of the Avalanche Study Establishment under the Defence 
Research and Development Organisation which has been extended recently to the army personnel 
deployed in specified areas. 

We are satisfied that there is a need for grant of a special compensation to personnel working in 
permanently snow-bound areas. We recommend that government may decide the areas which should 
be treated as permanently snow-bound and detennine the amount of snow-bound areas allowance to be 
granted to the personnel working in such areas. 

Flying Pay 

' 28.100. Officers and airmen in the flying branch of the Air Force are paid flying pay as a 
compensation for the extra risk involved iQ performance of flying duties. We recommend the 
following rates of flying pay for the officers and airmen in the flying branch:-- . . 

Category 
1. Upto Group Captain 
2. Above Group Captain 
3. Airmen and Air Crew 

Proposed rate of Dying pay Rs. (p.m.) -
' 1200/-

900/-
900/-

The existing co~ditions for grant of flying pay may continue to be applicable. The rates of flying pay 
as suggested here will also be applicable to personnel of the naval aviation branch in Navy. 
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Submarine Pay . ·. · · · -.. · , · .. : :. ' . <: . ,. 
28.101. Officers and sailors drawn from other, btanches·.or Navy for serviee,'in ~e submarine 

constitute the submarine cadre. For compensating the hard eonditions 9f life in ~ubmarine: the officers 
and sailors' are given submarine pay,. The rates of submarine pay were last revised With effei:ct from 
October 1,1981. It has been suggested that the sublroarine p_ay should be:equalto'the nymg'pay given. 
to the officers of flying branch o~ A~ Fore~ ~rydthe am<?_u;np~~ul~~,e substanthilly jncreased·keepihg . 
in view the risk and hazards of h_fe m subma.r,m~~ We agtee that ·!lie rates of subp1arine par, wherever 
admissible may be on par with .the rates .of f!ymg pay. We ;tccordingly recommeJ?d the following rates · 
of submarine pay:- · ' ... i :r,, 

· · Designation ExiSting rate Proposed rate· 
Upto Captain Rs.550/- Rs.1200/-

. Sailors · 1 _. ,_ • • · 

1. Master Chief Petty Officer Rs.350/- Rs. 900/-., ; ;. 
2. ChiefPettyOfficer· Rs.300/- 1 Rs.:900/-,. ·.' 
3. Petty Officer . Rs.275/- ~ Rs. 900/- , . ~- · ~-
4. Leading Seaman Rs.265/- · · . . Rs, 1001-. , . . 
5. Seaman Rs.250/- , . Rs .. 700/-
All other con~tions for grant of ~ubmaririe pay may continue as at present. · · 

i8.102. It has been brought to notice that 'submarine pay becomes inadmissiblein.case of 
temporary medical unfitness for period exceeding three month~ although the officer' is borne on 
submarine cadre. On the analogy of flying pay, submarine pay may cqntinue to be pa:id so long as the 
'officer is posted in the submarine branch. Non-submarine cadre person~el when ·attached to submarine 
branch for purposes of training/exercise and trials are given submarine· allowanc€? on daily basis with a 
monthly ceiling. We recommend the following daily rates withput any monthly cei!ffig::-, , • . : . · · 

(i) Officers - Rs.l5/- ' (ii) Sailors - Rs. ~~ ... 
• ' • . .' : • :/_'.; .i. : ·~: • 

HardJymg Money . ,. . . " . . - · · . . · . . .- '>'i ; : ~- . 
28.103. Hardlying monet is granted as compensationoto efficers·and sailors for the discomf<?rts of 

living on bo~rd shjps. .The allowance is pay~able at half the rate·s· on board bigger' ships . as. the 
discomforts are deemed to be comparatively less. 'This allowance is admissible to all those, who, live on 

the :=:h::;q::::;: ~::et:r:::: :~c:~::: fn the rates ~f .hardlying moJey a~d. haye ~lso · · 
suggessted that the existing distinction in the rate_s of har<!!ying money bn the basis-pi the cl~ss of ship · 
may be done a~ax with. We find that habitable conditions in modem war ships. have remruned m~>re~ 
or less the sal,Tl~ aftd the naval personnel tin poard the ghips fac~ the ~arne dift:icultie~, p~cuiru:ly iq 
regard to the cramped aaommodation. We accordingly recodwJ,end Uiat the rates,of hardlymg m~mey1 
may be revised as .i)nder:- ... . · · , , . · 

1 
• :. : • . .'· • ,. 

Officers - n.s.lOO/- p.m. . . , . Sailors :,... Rs.. 70/~ p.m. . • . .' · · . . 
The existing clarsification of ships for grfiht- of hardlying r~ney,adull/half rate_s may continue. • : 

D• • All e/D' M1 
. I • • . ' I avmg owanc ap oney · : : • ;: · · · _· -·· ' · 

28.104: Officers and· sailors who are borne on the diving cadre are pJid diving allowanpe at 
rnorithly rates. In addition, dip money is payable to those' who actually perform diving duties~ We 
recommend ~e following r~s of diving allowances:-

1 
• • · · · 

'' . .. 
Category rl otr~eers i' bl~ing AUowance - . : ·. . . 

Existing rate, PI:oposed rate 
Rs. p.m. ;. ~... Rs. p.m! 

1. Clearance Diving Officer 
2. Ship Diving Officer 

-150/- .~ ' . . . 200/-
·?5/-> • . . ' • 100/-

SAILORS 
1. Clearance Divers Class i 113/- •. '· 

, 2. Clearance Divers Class II 9~/•/,. , 
3. Clearance Divers Class m · g3/t 
4. Clearance Divers Class IV • . 7'S/- . · 
As regards dip-money, we recommend that the existing rates may;be doubled . . 

150/- . 
130/-
110/-

. 100/-
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, 28.105. Officers,.arrcl"~ailor~ from th~ executive branch who. volun~eer for specialisation i~' survey 
work constitute the survey cadre." Those .belonging to the survey cadre are paid an annual survey 
bounty for suryey work ranging fromRs.1000J:.to, R~.20001- for officers.11nd from Rs.300~/- to 

· Rs. 700/- for sallors. · · · · · · 

Naval headquarters have 'suggested· that the existing system o( annual survey bounty may be 
. _[~placed by a monthly survey pay. We agree and .re~ommend. that the annual survey bounty may be 

""' -~placed by a sc~eme of monthly survey paY. whtch should be payable to such of the officers and 
··'shllors who belong to the survey cadre and are actually engaged on survey duties: We propose the 

following rates of monthly survey pay:- · o • • 

Designation ·, Propooed rate of monthly survey pay 

. 1. 
2. 
3. 

. 4. 
5. 

Officers 
Surveyor Class IV . 
Surveyor Clas~ III 
Surveyor Oass II 
Surveyor Class I 
Charge Surveyor 
Sailors 

i. Surveyor Recorder III 
2. SurveyorRecorder II 
3. Surveyor Recorder I 

(Petty Officer and below) 
·surveyor Recorder I 
(PettY Offi<;er and above), 

- _4. 

Rs. (p.m.) 

200/-
250/-
300/- . 
350/-
350/-' 

11' ij 

' . 501~ 
' ''. 75!-

100/-

125/-

t ·' 

28.106.·. Naval headquarters have also suggested that, apart from survey personnel, there are a 
number of other personnel on board the ship who ~ive necessary support to survey operatio.ns. Such 
per8onnel are electrical officer, boat engine ~river, medical assistant; etc . .Jt has been s:uggested that 
non-sur\r~y personnelServing on board the survey ships who are also expos~d to the same risks and 
hazards may be granted 50 }ler cent of the 1owest rate of survey pay ... We agree with the_ suggestion and 
recommend accordingly. · · · · 

Sea Service Concessions · 
·· 28;107. As mentioned in para 28.96, in the caseof.Navy, the separation allowance to of~icers.a~d. 

sea duty allowance to: sailors is admissible when_.the ship is away fr9m the base porffodt period 
ex~eeding 12 hours. Navill headquarters have stated that the. service on board the ship whqtherat sea. 
or harbour .i&. distinct from service 'ashore and .. the persOJ;tnel posted to sea suffer from a number of 

· · · deprivations~ stresses and tensions .. It has ,therefore been proposed that a ~eparate compe:nsation 
·should be sanctioned to'the Officer~ andth~·-seamen posted to ships~ we· have considered the 
suggestion and do not find adequate justification for pkymb1t of a separate sea se_rvice concession to 
officers and sailors posted to ships. . ' ''J' . _ 

· 28.108. We have examined .the ne~d f~t improvement in 'certain: o
1
ther altowances and our 

recommendations in 'this regard are given below:...:.. . ' : ' · · · · · · · . . 
0 

• 

Name of allowance Service where it exists j • • Existing tate· ·· Proposed rat~ 

1 1. Shorthand Allowance 
2. Funeral allowance 
3. Toilet requisites when in' · . 

civil C!JStody (For personnel 
below officer rank) · 

4:· Subsistence allowance for 
families of other ranks 

. ' 

5. Tmining Camp allowance for· · 
officers posted in NCC Units . 

I \ 

All the three services 
All the three services 
All the three services 

All the· ~e services 

·-All the three services · 

Rs. (p.m.) Rs.(p.m.) 
30/- 60/~ 

250/- 500/-
21~ 10/-

60/- . 

6/- per day 
• ~ ... . r , 

,! I' 

i ' 

200/

Traimng Camp 
· allowance may be 
·abolished and 
. officers pennitted 
to dmw.one-fourth 
.of daily allowance. 



Name of ailowance 

6. ·ParaPay · 

Officers 
JCOs 
ORs 

7. Para Reserve 
Pay 

8. Special 
Commando 
Allowance 

:1 1 .. _. 

9. Air Despatch . ; 
JCOs' I' 

ORs 

10. TestPilot 
Allowance 

. . J·· .'" 

.. '... 

11. Para Jump 
Instructor Pay' 

3 o~3' r 

Service where it exists Existingrnte'· ': ·· Proi>o~·rate ·: · • . · 
Rs.(p.tnA : , _-Anny. 

During first 2 years 
of para dutjes 

... Rs.55/,. p.m. 
Rs.35/- p.m: 

· Rs.20/7 p.m. 
.Army. ' 

Anny 
Officers 

.. JCOs 
Havildars 
NCOs 

·. Sepoys 
Anny 
Rs.45/- p.m. 

·.: Rs.35/- p.m . 
' • !' } i '.I • j . I ~'! 

AirFon:e 

Air Force 
Officers 

. Ainnen 

· Rs. (p.m,) . 
t ( •• • ;'..JI I • ! . ] "' . '. 

I After completion of 2 yearS 1 
• • • 

1 , ; "r · continuous servjce : 1 • • , • : , ••. '' • . 

· ·· , ... R~.60/..,.~p~rn.!~_ J • ; -. •• ·l r. rl50/~· ..... ··!·:~.-- .... i.- ·: 

Rs.45/~ p.m.)· ... ·, .,r:, :.f 100/• ·. r. .... . .•. 1 R 25/- . .. . ... · . ·. ' ~ ". "' . ·. s. ,p.m .. , .... , , 
1

, . ,-JOO~- '·. ,.,. , ..... ,. 
50percentofparapay''.' ': ..... 50'~r~nt, o~para. 

·' .· ... •-: ... ,r •. >t "" . pay' ... -·' . . 
.. I .<. ~ · . .. : r ,...:~~ 

200/- ~ '350/- .. 
125/- :t 250!' ..... 
100/-. 1':·;:.·:~\ .. 175/:;,:l ·-
90/.l , :;. ! .. ·,_,·1 ·-:: •.-1 :· ,-J 1751~n 1 .r 
75/-; .. !~. ,;;,:· .. ': ·: '·' 1175/l 

11il_~f~~j':·t:· ,·-~~~fl.: ,.t. 

Rs.55/-p.m. \ 'I :.. 1
'" 

1 :' Rs.6oi :per~o~th 
Rs.40/- p.m. to bothJCOs and 

~ :;: : -~! )J1 ... ··; .If r ; h· i. •1. ~·other Rahki> 
Rs.250/- per month On.e third ~f the 1 .. , 1 flymgpay· ·· · ·· · · 

. ' 
.· •••. ·:; t 

Rs.225/-p.m. · Rs.300/-p.m. 
Rs.150/-p.m. 'I" >;,<J R '·200/~ . 

. ~. 1.:-L:< J· ·;;_tl •. ··.;·]I' I t·<.~i>\ \ j P:~· 
We also .~OJne!ld~~at the existing conditions governing g~~nt_c;>f.theS.~ allo}V~~~s may continue. 

: ,,_: ~ J:.""~·· ~ 11. }·.,.t· 1 ::_.-,_nJ) ···.r t·,:,.l . .;.. 
ProjedAilowance! · .,._,;:--'l,•JLc_::.!.l .. A ,;: 

28.109. Servic~fficers when posted to any project continue tQ be governed by their own service 
conditions and~ theref6re, are not entitled to project allowar:tce gh:en to civilian emp~oycr~<s~-Jt ~~s been' 
suggested that serv\ce.~officers when deputed to projects may be slmttioned project ~ll6wance at the 
same rates and terms·and condltions as admissible to others. We recommend that project allowance 
may be extendedlo ther.se..Viceofficers if they are deputed to a project in organisations other than those_· 
under the Minist:Ity of'Oefeiice -and the officers are treated as on deputation and are nor eligible for My; 
field service cmmessiom. · 

ir:· ·>f .I 
. J ·,' ] ~ 

• -t · . ~:. '!. ! Jr •. ~ !.: .. : _; :.-.• 1.-~ . ~ . 

Deputation':AIIOwam!e.: , L::t r. '.· -~ ~ ::::.,,: >:~·:J:ti r,; NJJ, --~o .1. 
. : ,·. . , 'b:LJT L • .-·;': I. · 

28.110. Servicel~JCers are given deputation allowance at 50 per cenrofthe>ratesiap'plltable to 
~ivilian ~ffi~ers,,l(has been suggested in the joint proposals that the service personnei wberi en?plo~ed 

. m orgamsatiOQs ~thenhan their own within the Ministry of Defence; should be entitled to rece1ve 
· deputation· .aJIOwante 'itr the_ salll~ ~as is as the civilian off)ce~~ ... a Th~ prescmt:I:edpce<J: .rates: are on 

account ofthe"'Sol'Vic_e.concessicms ~hich the officers continue to enjoy while on deputation. We do 
not reconunend hny cbhnge in the present position. l .,.< ; . · . .. .· . ~ 
TransporttO..scltbol•kaJng children 

· ... . :·: . I 

· 28.111. Freelt!tanspprt facility for sch0ol·geing1Children of personnel below officer ~aiik has been 
i~ existenceof6r-a-Id~g~Jime. The same facility :bat been'given for.schoot.:go~g, c~ildten ;or offic.ers 
smce !anuary 1983~ ~object to the condition tliat the transport will be pro:v1d~~ -~ .t~e existing 
establishment of vehicles. It hit& been suggested in the joint proposals that where se1;vu;e trjmsport 
cannot be .provided for transpOrting children ofservice personnel to school and back,. buS'charges as 
payableft(1- the ~ehbor.tnay. be reimbursed: •.We dchrm'find justification· for this.·· . . .. 

. . ; ' ' ; • '. • . ' -I ... ' I._.)( j I ') :· • I '.. i.o I . . 
is;l11ll. TJie saggestion for·gr~nt·~f tert"il11ti6W allowances like co~-flned space/radia.tion hazard 

allowrutoe·to·naval personnel;'haizard al18""~tfofl air force personnel handling explosives and an 
allowance,for dog handling duties also•lack,tistifl~ . · · 
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28.~ 13.' In chaper.30 \ye ~ave reeoiftnie.rided the n1ethod for fixation of pay in proposed scales for 
civilian employees, we recommend that the same m<;thod may be adopted for fixation of pay of armed 
fortes pers'onnel also. Since rank pay is a separate element for officers upto the rank of Brigadier and 
'equivalent, the same may be taken 1it1to account while fixing p~y•·in the .integrated scale of pay 
recommended by us. 'An illustration showing the pay iQ the integrated scale of pay for army officers of 
4i.fferent ranks is giyen in Annexe 2~:'1.1' The following Jl~ustrations indicate the m~nner in which pay 
should ~e fixed for armed forces personnel. · · · · · ·• ' · · · · 
·Illustration No.1 · · -: · · · ->.:). · · ' ·, 
' i 

· .:: Rank· , · · '' I 
· · 2; Exi~ting basic pay ; , · 

3: DP/~A on basic pay at index. :•:. 
' . averag~ 608'and interim relief·' ·.i. ': 
4. · Existing emoluments . · 

.. S,:; {\dd:2.o%ofbasic pay . ._.,,) . l~>.; .. ' -· .:. .• ... 
• & •• , • , •• • Total . : . · < ..- ! : 

· ~.. • pay ~o be fixed in integrated scale 
~ :· : -_ : .,._. : • .... • • " \'' ·: ~ ' • 1' •• 

llluslrf}boo N~ 2 
. . - . .,. ... , ~ '.· ·, . 

L.--Rank· t .. 
· .. ·>1:-. 'Existing basic pay . . : ; .: : ·' 
· '.3.''.DP/ADA on basic pay aiin&:i ·- :· · 

,. ·: .. · . average 608 and interim relief' . '. . 
. .4,( :Existing emoluments . 
S.: ·.Add. '20% of basi~ ~y ', .... ~-. 

' . . 
. : '' • < ·; I ' ' • T;..._, •' ' • '' 

• \ #
0 

' L o ~ -1.\JII.il.l J f 0 

6. ···Pay to be fvted in integt3ldrii~· 
.. • .• ; . ·, ' . .: ·"'!~ _. . . . . . . . . . ~ . . :: . 

'• • 'l ,, i! ', : . . ,. ' . i, 
" 

' 
I : ' ~ '-·; o I o 'I • •' ': 

; . • . • . ; ' . ~ ! . -) . 

. Dlustralion Nd. ~- ~ . ·-' ~-' •, ' •": ,.,• :. , lr': I 

.. n...~.:: • .! .· .. lr ~lA:·.· ' 

' · · • • -2.. EXisting basic pay .> .. · _ 3. DP/APA at index average'608 ana· 
• -· .:.· . interim relief · · ·· 

·. · · <; 4~ · Existing emoluments .. · · .. ·"1; ... 1:· 
- : S. :Add.,20% of basic pay .. :; :r :• 11. •·· 

.. : ·.::~;_-_ \ .. :).~·; ·~-_·.'J ~-!~,:· Jl TotaJ.'.t ,(j .. \IJ .:_. 

· · · ·. 6. . Ibly ~ bC fix~ in integrittethwatC ; · 
·, I ''t '1,'' 1 f ,_oj ', I '•. 

I ·. .,. , ' . 

: . itUtr:ition ~ ..._. , 
t-1\.. . 
. . . : t'; Rank! . . . . . 
I·:· • •, . ;., z~ Existing basic pay'. ·.: ,_ I I ) I • ,' I 

-· r:. ., 3 •. bP!f!DA at index averager608.:and.l Y • · 
· · · iitterim·relief .·. . .. ,,. ; 
' · :·_, · ·: 4 .. Existing einoiuments · 1 : 1· t : , , 
· · .' :. .. S., "Add.20% of basic pay · 

, • · ..•• •• r • .' t. . :. .. . . "'"~·-• . 
, aULi:ll ·:·,!L 

· ~ 6· •. : · Pay ~ be fix¢<:1 in integrated scale 
..• ·: l •. ·•. . . .. .• :'. 

I .. ': ', --

'i: ·_~ ., 

. Captain_. 
,.•;,:: · ~s.t3oo.oo: .. 

:·.... #· . 

Rs:i6so.oo 
r·) .·. :·~. ·Rs.2950.00 . 

, •. q ·.. ·Rs.260.00 
_ .~-. -, :!. ,:_-_;_: __ RS.3:2i0.oo--: 
Rs.3100/-+Rank pay 200/-

: · - . , r • . .. ·: ;: --~ -., ...• ) ..... , . ' 

.·'·. , . Major ·,~I· 
, .• : ; : •• -:. < , _ -.; Rs;J()OO.OO: , .. .. 

· /-. RS.t74o.oo·:: · __ 
· Rs:3340.00 

Rs.320.00 

, .. : , Rs.J660.00 
-. - R$.3400/- + Rank Pay 

. ; Rs.400/- .(as minimum pay for 
·· · · · · tank 'of Major is Rs.3400/-inJ · 

· integrated.scale) 
' 'II : . ~ -I. ;• . • ," ', ' • t.. •, 

' I . Lt. Coi.(Time scald) 
; ·~:. . Rs~ 1900;00 ·.· · 

·-· 

• •• ;1 

: -~, .• : • l' .... -. ' 

.. 

Rs.2037.00 
Rs.3937.00 
Rs.380.00 · · 

. , , · .. . . Rs.4317.00 
. Rs;4000/-+ Rank Pay 

: Rs:400/:- forrank:ofMajor 

I ' ' 

. ,_,' 
.. . -~ 

'. 
Brigadier 

Rs.2200.00 · 
~ 'J;'<''t -~· •• ~-~; •• :.J!:. --~--- ... 

: ~ . . 

'I 
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-.n . . ti , ..;.:·-...-c , 
. ,._.,q~l:".a"'~J"Cl·~"'. · . . -; .. ,..,. __ !ti-s~~-~~ . 

· · · 2.·.'· :·;Exisung scale of pay 

... 

. 3. Pr<?P?sed sc~l~ of pay ·. ! · . : ~ · 
· .4. · Ex1s~ng bas1c pay · ~ · ' • · , · 
5. · DP/ADA at index average 608 and 

in~ihn relief; · ~-- . · ·. · ·· · , \,. 
6. ExiSting emoluments · · · , . ; ~ 
7. Aitd >2~ of basic pay subject to 

.mii\fmum of Rs.SO/-. · 

-. · · . Total .. , " 
8 .. Pay to be. fixed in proposed scale 

'Illustration N0.6 • . : ·' · 
. . 1. .Rank . . 'J 
.. _ • 2... EXis.ting scale of pay -. (!. 

· 3. Propesed·scaleofpay , 
. 4._ Basic pay. . , ·. · 

. ·. 3 .. v~/MlA ~t index average 608 and 
: iriteriin relief · · i ·:. 

. 6 .. ·'Existing e~lqme~ts 
7. Add. ~0% of basic pay 

~ ~· . 
: '" 

, .. ; I·'. . ·• ·:.;. . • Total . '. ··.:: 

305 

·.··. 

· · ;g~ ' .. -~ay tc:i be fiX~ in proposed scale i . 
• • • : ... L • ~ ', •• ' • \ o : ..,: ' o • • •o 

' .. 
. .·.·.·' '. :.~.~,~~bl~i~Jn) 

. '' 
''•Rs.200-5-260' 

'Rs.9oo·~rs/26b~2o~1i:to· · 

.. -
' 

,_ · · . : ... R~·:2ts.oo . ·: 
• . ,.. ,. • ·-.. , ~v 

- . 

" 

'· · · ':.:·::··:.-,~~~:so.!lo.:·~ 
. ' ··· · · . ·Rs.798.20 · 
.. _ · · R$.,900,00 

• • 1.. • •' 

"":.' t . 

. Subedar Major (Group B) 
. ~. . · .... Rs.650~25~750 

. -. : .Rs.2050-60-2290 
" · :· "~.Rs~ns.oo 

- : ··~: ·. · · -:·' )··is.'r234.~o 
-~·· .. j{s •. t959.20 . ' -· 

· ·" Rs 145:00· ·· · - . . . ,\.; 
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. . · r Annexe 28.1 
(See paragraph 28.113) 

IDustration showing pay in the integrated scale of pay to army 
· officers of different ranks 

Year of 
service · 

\ 'I 

1. 2LL .. ' 
2. 

~ 1 
. I' . ' 

3~ Lt. 
4. ; ' 
.5. \_ . ; : 

Rank 

. , 

., ·\,. ~·-· . . 
6. · · · ·Captain · ·· 

7. 
r _;_<. \ ·... . 

8. ( . ·. I. •. ·~ : . : :·1 
9. (_~( .. · ~: (_ ' .. · ~ ) ·' j 

10 
' ·. ": J .. 

• _II' .. • '• 

11. c·.• : ·. • 

12. :·\.I ,Major .. 
13. 
14. 
15. 
16 .. 
17. 
18. 
19. 
20. 
21. 
22. 
23. 
24. 
Z5.-
26. 
27. 
28. 

Lt.Coi.(Sel.) 

Colonel 

Brigadier 

' ~J I 't-: 

Stage Rank Pay 
(Rs.) . · · ., . .' · (Rs.). 
'·;: . • j:l.:, .-··· .• ·: :. ' .. 

2300 
. 2400 

2500 
2600 
2700 
2800 

!·' ., .. 

. . , 
. ' . 

. l ~- ' 

.. 

2?<XL , ·. · ,;· .. ·~'·' '"··· : :ioo,(j, 
3000 . . :200 ,;,, 
3100 'ht· . .:. . '200 . ! 

' ..... : ' I, . _.,,., 

3200 .. ' . ' " '200 . 
3300 . . ... 200-
3400) L ·p 

·3500 
36oo 
3700 
3800 
3900 

. 4000 . 
:4100 
4200 
4300 
4400 
4500 

.. 4600 

l 4700 
:4800 
4~00 
5000 

! r • ~· .. 400 : • · 
400 
400' 
400 
400 
600 
600 
600 
600 
800· 
800 

.800 
1200 

. 1200 
1200 
1200 

. 1200 

Note: Existing minimum period ofreclconable commissioned service prescril!edfor substantive pronwtion to 
each rank.in Army has bee,. taUII into account for working out th4 abOve. · . . . . . . 

. : 



CHAPTER 29 

EFFICIENCY .IN ADMINISTRATION 
r •; 

29.1. We have hete considered some of the general problems connected with.pay achnini~tration. 
In doing so, we have kept in view the present structure of the administration ~d the'direction in which 
Changes may be desirable and feasible in the par syst¢01. . ·., ' i , ; , , I . 

. ' . , 

29.2. Our terms of reference emphasise the need for promoting efficiency ill adni.i.~is~ti6n.· This 
is so for the obvious reason that .revision of pay scales and conditions of service will be meaningless if 
it does not bring this about .After all it is" the p~blic exchequer which pays for.increases in~ its 

. expenditure and it is the duty of those for whose benefit the expenditure is incurred, to respond with a 
degree of respo.nsibility and enthusiasm so that the end resul~ of increasing administrative efficiency 
may be achieved. We have kept this in view while examining the pay scales, 'clllowances· and 
condition,s of service of the central government employees. : The rationalisation of pay scaies ·and 
reduction in their number suggested by ps will, we hope, make the pay administration siinpler. ·We 
have also suggested rationalisation of the payment of allowance(; wherever possib~e. · .. : . . . : · . · . 

' ' • • ' 1 • • • • '• ·• ' > • ' • i · • .' I ' · ~ .' • ' 

29.3. Management te~hniques are rap1dly advancmg, and 1t 1s necessary that the knowledge and 
skill of government employees sh9uld be continuously updated, for without some such.arrangemen~ 
even a willing and conscientious public employee may not be.ab~e to do all that he is capable of doing 
for the administration. The training of government employee is therefore a matter of ·great iniportance 
with the general improvement and elongation of pay scales recommended by us, and should be 
arranged wherever necessary, in accordance with the requirements of each department or office.·· A 
system of training manuals may be introduced where it may not be possible to depute the employees 
for training. Training may include the use of mOdem machines and systems of work where necessary. 
We have taken it as well settled that there is all. round appreciation of the need to bring out :simplicity, 
economy and speed in administration, and this should be constantly kept in mind in implementing our 

· r~port. Methods and techniques of government are capable of appreciable changes with the ever 
increasing sophistication all round. Wherever work can be done·economically and efficiently by 
machines or even with the help of outside organisations, there'.should be no hesitatio~ in doing so in 
the best interest of the administration, providing ~here necess~, for the ':ffiaintbianc~ of

1 
stan~ards, 

speed and. other necessary safeguards. · · · · · ,. · · · , : 

29.4~ As. ha~ been mentioned ~artier, there is proliferation of some posts and pay scales. 
Confusion has also been c.reated by giving the same designations to posts of different nature, 
responsibilities and status. In some cases,. the status arid responsibilities 9f: age old !posts of 
considerable status and importance have been reduced so that their designation does not convey a 
proper idea of their status and responsibilities; We also fmd that posts of similar designation like 
"Director", have different status and responsibilities in differenfdepartments and offices. We think it 
desirable that government should, undertake rationalisation of designations of such. posts _in a 
coordinated and well-considered mannex: so that inter-departmental differences, which are som~ti~es 
called anomalies, may be kept to the minimum if not eliminated. 1This, however, has to be a con~umg 
effort, and we hope government will pay attention to it so that a degree of uniformity may be ach1eved 
in the designations of the posts, and their pay scales may be able to reflect their status and job content. 
When that has been brought about, it would be easier to adopt job evaluation ~s a method of pay 
determination. · · 

29.5. The need for a reaso~ably well paid and contented civil servi~e is obvious f~r it_is an 
important input in national development. For the same reason, there is need for proper mouvation. of 
the employees, and one way of doing so is to look after them properly so that they may. ~e ~ble to g1Ve 
their best in the service of the country. We suggest that government may consider introauc~g a cadre 
of personnel officers and advisers in major departments fot~urpose. Their main fu.nctton should ~ 
be, to have continuing interaction with the employees and to acquail'!t themsdves with .therr proble~s so 

• I o • 
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~at they ~ay)~:. r~medied as early as possible.· :They should also be able ·~o guid~~~~mpl9yees 
· wherev..(:r thej.t:'tl~1P is required in, seeking redtessal of their grievances_ an~· ~liffiv~l' qf. oii:ter 
difficulties. . · · · . , . · · · · ~· ·. :·~:- ·: · 

I . . . • .. . 

·. '29.6. Care should lilso be taken to ensure that a fair share of the country's· beshalentis· recruited to 
its services .. We )lave tried to imp~ove the pay scales and conditions of servic~~ lll~~~e,m attr~tive . 
. Gove~_~_l)t. ~a.Y~. alJ:C<l~Y prescribed the qualifications necessary f~r r~~i~~~~·-variop& 
ergamsec:t s~rvl~es and posts. _We suggest that ~hese may be penod1c-ally. :r~y1~Yi.ed ·{ot: such 
imptoveUtents ~d changes as may be necessary. Recruitment is already. being .ma,d~.,thrQ~glt UPSC 
and the Staff:$eleftion Commission for several services and posts. Government Jit~y)~ne which 
other posts could be brought within, the purview of such commissions so that selectiol)s inay be made 
on .the basis of competitive examinations for as many more posts as possible .. , : .. ·: .. :! ~ · · · · 

' i . ' . . . .- • . - ...... 

. 2~.7; Various ~uggestions were made for grant of more allowances-particularly to employees 
belonging to professional and technical categories. We are also aware that officers: have sometimes to · 
work much beyond the prescribed hours on occasions like accidents or natural calamities. We have 
taken these factors into consideration, but our general approach has been to discourage payment of 
compensation like overtime allowance and we do not favour its extension. We have recommended the 
continuance of several allowances and facilities and have tried to improve them wherever necessary.· 
We thought of suggesting an allowance for the purchase· of scientific and other tech~cal books and 
journals so that employees may be able to keep their knowledge uptodate; but their cost has gone up so 
high 'that it will really not h~lp if the purchase of a book or a journal is subsidised bygesvemment. I\ 
will therefore be better if departmental libraries are developed and they provide relevant abstracls of 
articles, book reviews, etc. for different groups and disciplines. 9ovemment may COQSider expanding 
th~se facilities so that many more officers lllay be able to ~tilise thent. 

. 29.8 .. The question of granting iDcentive to officers and st~f who acquire higher qualification has 
also t:rngaged our attention. Railways have suggested a scheme for giving such· irlcentives in the 
context of the need for updating the skills. of the employees for the more efficient discharge of their 
.duties in these days when modernisation 'and adoption of advanced technology is being undertaken in 
differe~t fjelds .of railway working. Suggestions havtr also been made for grant of post graduate 
allowance to veterinary surgeons and special allowances to EDP personnel. Some such schemes are in. 
existence in She defence services. We suggest that some incentive should be given to employees who 
acquire .qualifications which are utful for their work and contJibute to their efficiency. . · ·. 

· · 29.9.-' We have prescribed the pay scale of Rs.4500-5700Jo~ professors. While dealing with CHS 
we have rec()mmended the creation of some posts of professors/Consultants in the pay scale of 
Rs.5900-67,QO. We have aiso recommended a pay of Rs.7300/~ (fixed) for those• 

_pr_9fesfo.rs/c@nsultants who 'have done outstanding work. This has been done to encourage and 
recognise excellence in academic field. We suggest that similar encouragement and recognition may be 
pr~vigeq in other high level institutions of teaching and research. · · 
. 1- • . . 

~2~: 10. "it has been suggested t~at .there should be greater mobility of scientific aJ;J.d-~ech~ical
personnel·between government and autonomous. institutions and universities, etc. The· suggestion is 
useful for':{~ter.ac~on of this natur~ will help. in infusing. new ideas. and enrich.t?e experience.~f t~e 
. employeef . Government may consider amending the service rules su1tably to facilitate such m~b1lity m 

1 thoseseryices and for those posts where it is likely to be useful. · : ' · · · 1 · 
19·. u. ·Group'. A officers. have to assume greater and· greate; responsibilities ~ith t~eir 

advancement in service. It is desireable that they should undergo a minimum of two extensive ~ainmg 
courses to be suitably spaced in their career. That will broaden their outlook and experience. Some· of 
these .offi~ers progress far enough to aspire for higher posts V'hen they come within the range of 
el~gibility. It may be that some of them 'may not have worked in what are commonly known as 

. "generalist" posts even though they may have a satisfactory background of "professionalism". It may 
;w¢11 b~ that the .requirement of a high level post may be for a "generalist" offic~r who. brings, perhaps, 

·. a fay, but, one hopes, a reasonably intelligent attitude to the problems wit~ V:hich he 1s confro~t~d. It :
!is fair.and reasonable that such officers should be suitably equipped by glVlng them such trammg as • 

. 
1may .,be necessary. On successful completion of their training, they may be considered for appoin~e~f· 
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to the higher posts in question. For that purpose, a procedure may be devised for empanelling th~ be~t 
officers without regard to the service to which they belon~.· This will ensure proper utilisation of the 
best personnel for higher post under the government. 

29.12. Group D posts in the scale of_Rs.196~2~2 consist largely of peons, messengers, helpers, 
orderlies, etc ... As their promotional avenues are limited, we have recommended a longer pay scale for 
them in place of the existing ordinary and selection grades. These employees are at present eligible for 
promotion to ten per cent of the clerical posts if they are matriculates. Since the recruitment 
qualifications vary from 4th to 8th standard many of them are not eligible for promotion .. In railways 
and P&T, they are eligible for promotion to some specified cadres; . In railways, the percentage of 
promotion ranges from 25 to33-1/3 and it is much the same in P&T. We think it desirable. that the 
utility and career progression of these employees should be improved so that they may have something 
to look forward. They may be entrusted not only with the duty of running errands, opening mail and 
distribution of dak, etc., but also with operating minor office machi,nes and clerical work of a routine 
nature. Training facilities niay be provided to upgrade theirknowledge and skilr imd, wherevef 
possible, they may be sent to vocational training institutions where they may develop necessary skill in 
operating some simple office machines. Arrangement may also be made ~provide it;t-house. training: 
facilities so that they may acquire multi-functional skills suited to the requirements of their office or 
organisation. They may be allowed to compete. for departmental examinations if they otherwise 
become eligible for higher posts, and 'the question of rel,axing the age limit may also be examined 
where necessary. 

29.13. There is a general feeling in the country that there is lack of integrity in some spheres of 
public service. Concern has been expressed in this respect both in Parliament and the press. The 
service rules including Government Servant's Conduct Rules, may therefore be examined with care 
and tightened up. A sense of self-respect, integrity and patriotism, should be generated and developed 
in a government employees, and one way of doing so is to rec.ognise integrity ~s. an important factor 
for career progression and to give it very high weightage while selecting officers(or promotion. Lack 
of integrity should be considered a serious defect and treated as such. So also, if there are instances of 
indiscipline, the def~ulting empioyee may be passed over for promotion or even fo~ grant of ~ncrements 
in his pay scale. . , . .. . . ,· :·. ·. . 

29.14. We have tried to improve the pay structure to enable a government employee to lead a 
clean, honest and respectable life at a standard compatible with what his likes attain or accept as 
reasonable at his level of living. It may be that the pay scales recommended by us may not enable a 
government employee to lead an ostentatious life, but we have attempted,to give ~im. yv~at w~ consid~r 
reasonable and to protect his real income within certain practical norms whieh should go a long way m 
giving him satisfaction. It has to be appreciated by every government employee that h~ has undertaken 
to discharge a duty in the service of his country to 'the best of his capacity and. with a high sense of 
integrity and discipline. He has in fact undertaken to serve his fellowmen, arid it should. be his effort to 
do so with a sense of respect and consideration for them. · · · · · · · · . · '. · · 

29.15. If we rna~ v~nture to say so, the work of a pay commission is laborious and ta~es tim~. 
Moreover pay comnuss1ons come at intervals of 10 years or so. A great many changes take place m 
the meantime both in regard to the system of pay determination and the promotion policies, etc. Such 
changes take place quite fast in the case of compensatory allowance and other similar paym~nts. An 
~owance which is considered sufficient today may not be reasonable if changes ~e place q.u1ckly · It 
1s therefore necessary that. ~ere should be a permanent machinery to undertake penod1cal. rev1ew of the 
pay, allowances and condit10ns of service of the central government emp~oyees. Th.at will-also ~nable 
government to oversee the implementation of its pay policy in an effective, systemapc and coordm~ted 
manner. In their joint proposals, the Service Headquarters have suggested that a pe!ffianent rev1ew 
b~y should be set up to monitor the implementation of pay proposals and to·rev1ew and up~ate 
entitlements for pay, allowances and pension within the framework laid down by the pay com~s.s~on 
and the government. In United Kingdom, pay review bodies undertake review of pay ofboth clvdih~n 
and defence officers. We suggest that government may set up such a body wh~ch shoul e 
responsible for maintaining and updating the basic data on pay and allowances of government 
employees and to review the pay scales and rates of allowances and other related matters. · 



CHAPTER 30 

FIXATION OF PAY IN PROPOSED SCALES 

30.1, Various suggestions have been reeeived regarding the manner in which pay of the existing 
employees should be flxed in the proposed scales of pay. Come of the suggestions are that the total 
emoluments should be increased by an amount ranging from 5 per cent to 100 per cent of basic pay 
before flxing the pay in the revised scales; every employee should be granted one increment for 2 to 3 

. years of completed service and then his pay should be flxed in the new pay scale; service rendered by 
an employee fu the grade should be given due consideration while flxing pay in the new scale of pay, 
and pay be flxed on point to point basis. The Staff Side in the National Council (JCM) have suggested 
that an amount of Rs.265 may be added to the existing total pay including dearness pay, additional 
dearness allowance and interim relief, and thereafter pay may be flxed in the new scale at that stage or 
the next above stage, as the case may be. 

30.2. We have given careful consideration to all these suggestions. Taking all factors into account, 
we recommend that pay of employees may be flxed in the proposed scales of pay in ~e following 
manner,-

(i)· For all employees, an amount representing 20 per cent of basic pay in the exiting scare subject 
.llb a minimum of Rs.SO/- may be added to the "existing emoluments". Pay may thereafter be 
fixed in the proposed scale at the stage next above the emoluments thus computed. If the 
minimum of the proposed scale is more than the amount so arrived at, the pay may be ftxed at 
the miriimum of the proposed scale. For this purpose the term "existing emoluments" will 
include the following, - · · . · 

(a) basic pay in existing scale; 

(b) dearness pay, additional dearness allowance and ad hoc dearness allowance appropriate to 
the basic pay admissible at index average 608 (1960=100); and 

(c) amounts of flrst and second instalments of interim relief admissible on the basic pay 
referred to in (a) above. 

(ii) In the case of employees who are in receipt of special P,ay in addition to pay in existing scale 
and where the existing scale with special pay has been ~placed by a scale of pay without any 
special pay, pay may be flxed in the proposed scale in accordance with the provisions of 
paragraph 30.2 (i) above· except that in such cases the term "existing emoluments" will 
comprise 'the following,-

(a)_ basic pay in existing scale; _. 

(b) existing amount of special pay;. 

·(c) dearneSs pay; additional dearness allowance and ad hoc dearness allowance appropriate to 
the basic pay and special pay admissible at index average 608 under the relevant orders; 
and 

(d) amounts of first and second instalments of interim relief admissible on the basic pay and 
special pay under the relevant orders. 

(iii) In the case of employees who are in receipt of special pay in addition to pay in existing scales 
and in whose case special pay continues with the proposed scale of pay either at the samente 
or at a~dffferent rate, the pay in the pro,posed scale may be flxed in accordance with the 
provisions of paragraphs 30.2 (i) above after excluding the existing special pay and the 
amounts admissible thereon such as dearness pay, additional dearness allowance and ad hoc 
dearness allowance. In such cases special pay at the new rate· may be drawn in addition to 
pay in the pro~sed scale. 

310 
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(iv) In the case of medical officers who are in receipt of non-practising allowancetpay may he 
- fixed in the proposed scale iil acordance with the provisions of paragraph 30.2 (i). above 
except that in such cases the term "existing emoluments" will not incl1.1de non~practishig 
allowance at existing rates and will comprise only the following, - · · · ' · ' . · · "~ .,; 

(a) basic pay ui existing scale; . . ' . . , . _
1 

• . . .· :; 
. . ' - . . .• . ..• . . • . ' .. t 

(b) dearness pay, additional dearness allowance and ad hoc dearness allowance app~opriate t0J.L 
the basic pay and non-pract~sing allowance admissible at h1dex average ~08 undet th~~f. 

· relevant orders; and · · · ' · · · · · . · · · -~ ~. ' . ·.~ 

(c) amounts offrrst and second instalments of interim relief admissible on the 'basic pay andl · 
. ~, 

NP A under the relevant orders. , . · · ·. ·· · . , , . 1 ;:-: · 
. . :I;·~ 

In such cases, NP A at the new rates may be drawn in addition t.o pay in the _l'foposed scale, . ' · f.i 
(v) If the pa'} of government employees gets bunched on fixation in the proposed scales~ the p~i ; 

in such cases 'may be stepped up in the manner provided under .the Central .Civil Serviae&'. · 
(Revised Pay) Rules, 1973. · · '· - · ' . ' 1 ~ " • ·: 

1 
.;'t '. 

30.3. Except for cases ~overed in paragraph 30.2 (v), the next increment in all cases may be gf~;nr 
on the anniversary of the last increment. In cases of the types referred to in 30.2 (v) above the,phext 
increment may be allpwed' after completion of one. year from the date of fixation of the pay w .. the 
proposed

1
scale. · 't'. . . '! · ... 

30.4. We have. mentioned the principleS for fixation of pay in the proposed scale·s~ 'if there a'ie 'any · 
special ~hard cases, they may be dealt with on merits by the government. ,.';;: , 

30.5. A few illustrations of pay'fJ.Xation in the proposed scales are given below;{_:~ ,: ~- ~·~:• n · ~ 
Illustration No.I · ~~ ... :'.·.l .: .. J:,or.; ··..;·:;.,r_;~;;\iJ I 

I 

1. Existing ~cale of pay 

2. Proposed scale of pay ' 

3. .Existing basic pay.-

4. DP/ADA ai inde~ average 608 

S. Two Instalments of interim relief 

6. Existing emoluments 

7. Add.2()tJ, of basic P,ay 

Total 

.· ·Rs.950-20-1150-EB~5-1500 · .. I 

Rs.342.00 ~ · · ·- ~·',;;.., ~ ·· "· 
-

Rs.662.50 
; :~ ~ c· ~ \ .• _•·r. 

l...._c. ;) .1, 

Rs.llO.OO. _ 
. ~·-· J ~ ~ - - ~,) J.:l·;~: r.~· ~(·,-:· i'.1 

·- Rs.1114.50 ' · 

Rs.68.40 

- · · 'Rs'.l182.90 

) . 

Pa.)' to be ftxed in proJx>si:d scale- Rs.1200t-. 

Illustration 'No •. l . ' 
1. Existing scale of pay 

2. PropoSed scale of pay 

3. Existing basic pay 

4. DP/ADAfAd hoc DA at 
index average 608 

S. Two inS~ of interim relief 

6. Existing emoluments 

7; Add. 20% of basic pay 
I 

Total 

Pay to be ftxed in proposed scale - Rs.4200/-. 

Rs.1500-60-1800-100-2QOOfi _, . 
' . . 

Rs.3700-125-4700-150-5000. ~ ' 

Rs.1800/-

Rs.1674.oo 

Rs.260.00 

Rs.3734.00 

Rs.360.00 

Rs.4094.00. 

' . 
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Illustration No.3 
1. Existing scale of pay · 

rt · , 

2. Proposed scale ofpay 

Rs.550-20-650-25-750 plus special pay Rs.60/-. 

Rs.2000-60-2300-EB-75-3200 . - . . 

3. Existing basic pay plus special pay 
' . \ 

4. DP/ADA at mdex average 608 on 
basic pay and special pay. 

5. Two instalments of interim relief 

6. Existing emoluments 

7. · Add.20% of basic pay· 

·Total· 

(without any special pay) 

Rs. 700 + Rs.60 

· Rs.1143.80 

Rs.140.00. 

Rs.2043.80 

Rs.140.00 

• .1. ·• Rs.2183.80 

, Pay to be fix~ iii proP<>sed scale- Rs.2240/.: (without any special pay) 

Illustration· No.4 · · . ' . . 

1. Existing scale of pay 

• I'' 

Rs.210-4-250-EB-5-270 
··with special pay ofRs.10/-

'" 

2 .. rtoposed, sc&.e of pay . . Rs.800-l2:-920-EB-15-1070-20.:1150 
with special pay of Rs.20/-. 

3. Existing basic pay · -Rs.230/-

4. DP/ADA at index average 608 Rs.463.50 

S. To instalments of interim relief · --~ _. ··· Rs.lOO.OO 1_ 

6. Existing emoluments ! • , ~ : • - · ? , . Rs. 793.50 

7. Add 20% of basic pay subject to a . 
minimum ofRs.SO/-. · Rs.50.00 

Total Rs.843.50 · 
Pay to be fiXed in proposed scale ofp~y- Rs.848/- plus ~pecW pay'~fRs.20/~. 

- . : . ". I . . 

. · _Illustration· No.5 · 
1. Existing scale of pay . ,; ' • Rs.ll00-50-1600 

• • • •'· {' .. 4o • ~ 

2. Proposed scale of pay 

3. Existing basic pay 

4. DP/ADA/AdhocDAatindex 
average 608 on basic pay plus NPA. :-

. ' . ' • .. 

Rs.3000-100-3500-125-4500 . 
• , . I, . ._ 

Rs.1450l-
'' 

f \:. 

Rs.1720.50 · 

·Rs.400.00 5. Existing amount of NP A 
,I. •; 

6. Two instalments of interim relief 
(Rs.80 + Rs.185) 

7. Existing emobiments(excluding 
NP A of Rs.400) 

... · 8. Add.20% of basic pay 

· Total 

I! 

. Pay to be flXed in proposed scale of pay -

Revised amount of NP A 

265.00. 

'Rs.3435.50· 

Rs.290.00 

Rs.372S .• SO 
Rs.3750/

Rs. 400/-

.• •iJ 



CHAPER 31 

DATE OF EFFECT-OF RECOMMENDATIONS 

31.1. We have received various suggestions in regard to the date from which.our 
recommendations should take effect. The dates suggested range from the date of announceint(nt of the 
decision to set up the Pay Commission by the Finance Minister in Parliament in February 1983 to the 
date of submission of our report. In their joint memorandum, the Staff Side in the National Council 
(JCM) suggested that the revised scales of pay may be giyen effect from June l, 1983. During their 
discussions subsequently, the pay scales suggested by' them were related to index average 600 
(1960=100). . . l .: : .. ; ' •• :"!1 : 

31.2. The pay s~cture recommended by us is based on the index average 608 (1~60=100) which 
w~s reached with the 12~monthly average of~e index for the period ~nded December ~J.i9~S. Our 
terms of reference do not require us to indicate the date from which our recommendations should take 
-effect. We however think that it would be administratively convenient,tc. give' th~ benefit of the scales 
of pay recommen~ed, by. U:s _from lh.e "eginnjng of the ~JliTeQt financial y~ar; :In; regard. to, o~r 
recommendations on ~ther. matters, government, will have to take specific decisions. to giv~_effect to 
them from a suitable date, ~eeping in _view. al1 relevant aspects, including the administrative and 
accountingwor~. ..l .r', . · ., ,.,, ,, ',i·• ·: ,~.,,,;---.·-. .. 
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CHAPTER 32 

FINANCIAL IMPLICATIONS OF RECOMMENDATIONS 

32.1. ·The cost of interim relief recommended by us in our report on interim relief dated March 
29,1985;\vas estimated to be about Rs.327 crore per annum for all central government employees 
including armed forces personnel and employees ofUn\on territories. Our recornniendations in respect 
of matters dealt with in this report will entail additional expenditure. It is not possible to estimate in 
detail the cost of all the recommendations made by us as the. basic information required for doing so in 
respect of a number of items is not available under the present system t>f accounting. We have therefore 

· 'tried to estimate the additional cost involved in our recommendations on major items on the basis of 
available information. In respect of other items, a broad indication of the cost has been attempted. The 
immediate additional expenditure on our recommendations is indicat~.d below: 

Aj Civilian employees including UT 

i) Fixation of pay in proposed scales of pay 

ii) House Rent Allowance 

· ·iii) Compensatory (City) Allowance 

iv) Other allowances & facilities 

Total: 

B) Armed forces personnel : 

i) - Fixation of pay in proposed scales of pay 

ii) Compensation in lieu of quarters 

iii) Compensatory (C~ty) Allowance 

iv) Other allowances and facilities 

Total: 

Estimated expenditure per annum 

(Rs. in crore) 

450 

387 

28 

.100 
965 

·. 
215 

68 

9 

2i ; 
317 

Grand Total of A and B 1282. 

32.2. We have not dealt with the pension structure for pensioners -both past and.future- ~~the 
death-cum-retirement benefits. That will be covered in Part ll of our report and the estimated additional 
cost thereof.. will be indicated there. 

32.3. The fmancial burden on account of the recommendations made by us is likely to be reduced 
to some extent as there will be Increased contribution to provident funds, cen~al government 
employees' group insurance scheme, and increase in th.e recovery of house rent andt~~s, etc. 
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CHAPfER33 

S~Y OF MAIN RECOMMENDATIONS AND CONCLUSION$* _ 
,, 

' 1. There are differences in the packet of total benefits and emoluments of ce~tral government 
employee vis-~-vis a public sector employee. It is th~refore difficult to compare the emoluments 
of central government employees and those working in the public sector undertakings. It raises 
several conceptual .issues. · (5.14) . ~ . . . 

2. The public sector undertakings have been created by government for specified· purposes, and 
have adopted their own pay structure. The nature of work there and the conditions of service are 
different The pay structure and the conditions of serv~ce of the central government employees 
have to be determined on their own merits. The structure of emoluments in. public sector 
undertakings is relevant and has been kept in view. · · · (5.16) 

3. The structure of pay and emoluments of State governments has evolved ov~r a period of time and 
efforts have been made to rationalise it, This has been kept ~n view while formulating the 
recommendations. · (6.13) 

4. Even though there is no mention about principles of pay determination in the terms of reference, 
it is necessary to set out certaill' principles. The chapter entitled "Pay Determination" mentions the · 
governing factors. · .. , . (7 .3)., 

5. The principle of model employer is diffic~lt to adopt as a concept for: determining pay of central 
government employees. There is howevermo reason why the State should not play the role of a 
good employer in the field of pay determination. · · · (7 26) ·, J 

• I ··f 

6. It is necessary to revise the pay scales periodiqtlly. The aim of such reviston is not only to take , 
note of changes that may have taken place in the relevant facts and circumstances bearing (?il pay . 
scales, but also to .fill any errors or omissions that may have ·occurred in the earlier pay 
determination; · · · ,: · ' · (7 32) , 

7. It ~annot ~e gainsaid that the requireme~t that pay should be equal to the vhlue of the work, ls .a 
truism whtch should hold the field. ; . · . . - . · : ·. . . · (7 35) · · 

8. As observed by the Megaw Committee, c\vil service is a "very.'different'~ kind of organisati~n and 
the pay determination system for that ~rvice must differ in important respects from those 
prevailing in the private sector. Comparisons are hard to make,. because of the difficUlty of 
comparators. - · (7 39) 

9. Another consideration in detei'Ilillling pay is the level of productivity of the post or service; There 
is considerable difference in the nature of employment in the private sector, the public sector and 
the government So, a method of pay determination which is suitable for one type of.emplqyment 
may not suit the other. The concept of productivity linked wages may not suit an employment 
under the State which is governmental.in the sense of being unrelated to a large extent to 
industrial or commercial output. . (7.40) 

10. Pay structure of employees has to be corelated to the nature and culture of the employment, the 
degree of satisfaction it generates - both to the employees and to the others - t,h~ totality of what it 
tak..es an.d what it gives .to the employee, ~e resources of the .em~l~i'er, ~ublic a.ssis.tance and 
satisfaction that the servtce renders etc. All m all, the factors \\l~tch go m the 4etermmatton of pay 
have to be reasonable if the result is to be sat,ifsfactory to all concerned.. ' ... (7.41~ 

11. The pay of a post should be such as to attract persons of the required qualif~cat<ions and cahbre to 
fill it. But the element of pay would not, by itself, be decisive of what govel1li)lerit has to offer at 

. the counter. Fringe benefits along with other conditions of service like security of tenure, welfare 
measures adopted by the government for the employees etc. all together make upthe P~Y packet. 

*Figures referred in parenthesis relate to c!Japters and paragraphs in fhe report. 
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Even the social status which the employment carries in society may weight with a candidate in 
making his choice. (7.43) 

12. The pay should be suffiCient and satisfactory enough to motivate the employee for the efficient 
performance of his duties and responsibilities with a sense of rectitude. (7.44) 

13. The salary shoud be satisfactory enough to retain the employee iri his job and encourage him to 
seek his ·promotional career in his service. ' · · (7.45) 

14. The salary structure should be c~herent ~d should adequately reflect the substantial difference in 
the nature and responsibilities of the various posts. It should provide satisfactory incentives to 
performance and promotion. (7.46) 

15. A s~tisfactorj structure of emolu~~nts'should also enable the employee to lead a simple life at a level o~ 
standard considered satisfactory by him and his likes and the society :where he belongs. (7.47) 

" ' 

16. The pay scale should not give rise to a sense of frustration in the employee. Efforts should be 
made to provide as far as possible comparable emoluments for comparable work. (7.48) 

17. . It is necessary that the comparators should be chosen. carefully and the benefits should be 
quantified and an overall and just judgemental view taken. (7.49) 

18. The sum total of all the direct and indirect benefits and not pay alone~ should be added up to 
work out what an employee gets. · (7 51) 

19. The effort should 'be to generate in the employees a pervading feeling that he is servng an 
employer which has a genuine desire to look after him not only during the tenure of his 
employment but thereafter also. (752) 

20. The employee should be assured that his emoluments will noli<erode by increase in the cost of 
living and government will make an effort to provide as much relief as possible when the degrer 
of tolerance is exceeded. - . (7 53) 

- . . 
21. Earlier pay co~ssions had reduced the number of pay scales. It is desirable to pursue the effort 

of earlier pay commissions in reduc:ing the number of scales of pay. · (7.54 to 756) 

22. Pay scales may not always be enough to fit in every kind or:category of employment. A suitable 
system of 'special pay' or allowances can take care of such cases. But the benefit should be kept 
to the minimum .. _ · · • · (7 59) 

23: There should be~ system of performance-related pay· at all but the most senior levels of service: Increments 
in scales of pay may be admissib~e only to those who give fully satisfactory service. (7.60) 

24. An employee who gives consistent excellent performance should be considered for a limited 
number of non-pensionable cash benefits or increments at double the rate. _ (7.60) 

. . 
~5. A suitable and defined criterion may be formulated for performance evaluation .including such 

factors as improved output, efficiency, quality of work, reduction of paper work, saving in cost, 
· .. timing of performance, achieving of targets, etc. · (7.60) 

26 .. ; Government can; and should, forge stronger links between the performance,of a gov.ernment 
· employee and the pay he draws. - - .' (7.60) 

27 .. There should be a pronounced, obj~ctive and well-defined policy of promotion. (7.61) 
·, 

28, Proper consideration should be given to well established, rational and coherent internal 
.. relativities and to uphold them where necessary. However, where an efort is made to reduce the 
scales of pay, that may some times affect internal relativities. _ (7.62) 

~9. Where relief to an employee is not likely to be available under the existing niles or regulations, 
suitable remedial action has to be taken even if it relates to an individual. . _ (7.63) 

30. . Proliferarl~n of high level posts on considerations other than public interest is not acceptable. (7.64) 
31. When more posts are necessary, action should be taken to increase the cadre strength. (7.65) 
32. The capacity of the employer to pay its employees is a factor to reckon and should be given due 

importance and consideration. · · · . . - (7.67) 
33. Fairness of payments to government employees has·to satisfy a double~test. It.has to be fair from 

the point of employees as well as the people they serve. (7.69) 
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34. Relativities between major cadres or categories of posts b~ed'o11, functional differentiations hav'e 
to be continued. · · I (8.7) ' 

35. Due to the broad-banding of scales, some cases require readjustment to maintain the existirlg 
relativities. · · · · · ' ·. · (&9) · 

36. The revised scales of pay recommended should apply to all posts other thari those for which. 
specific recommendatiOns have been made. - · · · . · ; (8.9) 

37. The revised scales of pay recommended have been elongated with efficiency bm, wherever 
necessary. . .: , . · . . . . · .. _. · .· · · (8.10) . . 

38. There is a ned for standardisation of design~tions of posts' on. the b!lsis ofdutie~ and 
rsponsibilities. · · · · ' · · ·· · : . , (8.)1), 

3 9. As a result of rationalisation of pay scales, 153 pay scales have been reduced to 36 ranging from 
a pay of Rs.750 to Rs.9000 p.m. The proposed scales adequately.reflect distinct differences in 
responsibility at various levels. It should be possible to place any post created in future in one or 
the other scale. · · · · · · · .• · ·. (8.72) 

• '·' ' I J' • 

40. In the case of promotion from the post of under secretary to peputy secretary, the minimum 
increase may be raised from Rs.150/- to Rs.250/-. . . · (9 25) · 

41. The special allowan~ given to parliament assistant may be increased from Rs.200/- to Rs.300/-. · (928) 

42. The procedure of recruitment to the posts oflDC other than by promotion in the'secretariat and 
other offices may be streamlined to reduce the time lag between, the examination and the issue pf 
letterofappointment · T • · (934) 

43. DOP&AR may define more· precisely, what should be considered as short-term vacancy so that 
no one may continue to be on ad hoe promotion for long period. . · · (9 35) 

44. It will be desirable to merge the grades A· and B of the CSSS sd as to bring about parity with 
CSS at this level. To provide further satisfactory promotional avenues for the members 'of CSSS, , 
posts of private secretaries to Secretaries to Government of India and equivalent officers may be 
upgraded. . . . . , '· , , · {939) 

45. It may be desirable to prescribe that the existing qualifications for direct recruitment to grade C of 
CSSS, which is matriculation/SSe with proficiency in stenography, may be raised to graduation 
with proficiency in stenography. : . (9 .41) . 

46. The state governments should ensure that pay scales of feeder se~ices are not higher than .those 
of all-India services. ~ · · · · (12.7) · 

47. To remove difficulty in pay fixation of promoted offi~ers, th~ pay drawn in the feeder service may .bb 
protected as pesonal pay on promotion to all-India service without adjusting it against fi.iture increments 

· until such time as the offieer is promoted to the supertime scale. · · • .. • ( 12.7 & 12 .13) · ' · 

48. An IPS officer should be a member of the cadre-Teview committee for IPS.:.' ,· (12 .1.3) 
. t ' _, .. 'J'! . 

49. a)Compensation may be paid for the price' increase above the twelve. monthly index average of 
608 (1960=100), to which the pay scales~ related. . . . · . 

b)Compensation may be sanctioned twice a year payable with the salary for· March and 
~eptember. . . r . . . 

. • .. t ! 

c)ln the proposed pay scales, employees drawing basic pay up to Rs.3500/-. may ~e allowed 
100 per cent neutralisation, those between Rs.3501 and 6000 may be allowed ·75 per cent and 
those above Rs.6000 may be allowed 65 per cent subject to marginal adjus~me~ts· (13.20) 

50. The maximum limit for grant of house building advance was raised to Rs.1.25 lakh in April, 
1984. This is inadequate and the amount of advance should be related to the prevailing cost of 
construction of the accommodation to which an employee is entitled. The scheme of advances 
should be reviewed periodically. • . ( 14.6). 

51. Fund& available for house building advances are inadequate. Considering the magnitude of the 
problem, the provision of funds should be commensurate with the requirel?ent ?f employ~es 
who want to acquire or build houses of their own. Priority should be g1ven m allocatmg 

: s~f~cient funds in the budget for this purpose. ( 14.8) 
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52. The present -ceilings on financial assistance available from different sources for house building 
may be reviewed by government in view of the revision of pay scales and thereafter as and when 

53. 

54. 

55. 

56. 

necessary to make them realistic. ( 14.10 & 14.11) 

Government's decisioti to utilise the funds under the central government employees group 
insurance scheme to augment the amounts available for house building is a step in the right 
direction. Government should also provide facilities by way of allotment of land at concessional 
nttes at different places and allocation of cement and steel through special quota at controlled rates 
to employees or their group housing societies. · (14.14) 

'-

While providing financial assistance to government and quasi-government agencies engaged in 
house-building activities, it should be stipulated that a rea~onable percentage of houses 
constructed by them shall be reserved for allotment to central government employees on 
ownership basis · · (14.16) 

Government should introduce a scheme whereby employees are encouraged to make som~ 
savings fo( acquiring a house. Broad outline of the scheme is given in annexe No.14.1. 
Accumulations in the fund under the proposed scheme should carry a rate of interest one per cent 
more than the interest on accumulations in GPF and government should contribute another one 
per cent on the total amount at the time off"mal withdrawal. ( 14.17) 

The Third Pay Commission's recommendation f~r taking houses on long lease for allotme1_1t to 
government employees is reiterated. · · . ( 1425) 

Existing systeni of payment ofW with reference to ~lassification of cities based on population 
may continue and cities may be grouped into the existing three classes viz. A, B 1 and B2, C and 
unclassified'cities. There is a genuine need for granting HRA in unclassified cities/towns where it 
is not~dmissible atpresenL . . . . ... · . (1426) 

58. ·Payment of~ to government.employees should be-related to the type of government 
accommodation to which.'.they are entitled on the basis of pay ranges. The amount of HRA will 

. not i;harige until there is a change in the employees' entitlement of accommodation. This will 
· simplify the procedure for granting HRA and also be more rational. · (1427) 

· · 59'~ For'·grantitlg iffiA th~ employees ~ay be placed in six revised pay ranges ba~ed on current 
entitlement ~9 government accommodation. There should be three different rates of HRA based 
on clasification of cities. ( 14 28) 

60. HRA at the rates recommended should. be paid to all employees, other than those provided 
government owned/hired accommodation, without requiring them to produce rent receipts. 

·Employes residing in their own houses should also be entitled to HRA. . . (1428) 

61. .Steps should be taken to increase Jhe level of satisfaction for government accommodation to as high a 
.- percentage as possible through phased prograinme of eonstruction on high priority. · ( 14 31) 

62. · 'Provision of hostel accommodation should be made on a much larger scale in various 
... cities/towns. Such facilities should be extended to all places where there is concentration of 

. . > central government employees. · · ··. · . . · . ( 1432) -

·.63~ In addition to the scheme for payment of hostel . subsidy, the assistance under schemes of 
. reimbursement of tuition fee, children's educational allowance and subsidy for purchase of books 

·. •. >may also be giveri to all employees without any pay limit. . . (15.4) 
64. i Reimbursement of tuition fee as defined under the existing rules may be made at f\at rates of 

· . · Rs.20 per month per child for Class X and below and Rs.25 per month per child for class XI and 
XII. Such reimbursement may also be made· in cases where children are studying under the 

( recognised open school system. In the case of physically handicapped or mentally retarded 
children of government employees, the ceiling of Rs.20 per month where applicable may be 

' · raised to Rs.50 per month. . .· · · . (15.6) 
65. In case of transfer from one station to another, if the employees hav~ to keep their children at ~e 

old station for board examination in the interest of continuitY of' their studies, they may be patd 
children's edu.cational hllowance without insisting on any o~ercondition. (15.8) 

66. For administrative convenienc.e and simplicity in accounting; children's educational allo"":anhce,. 
may be paid at a unifomi rate of Rs.50 per month per child for primary, secondary and htg er 
secondary classes. · ·· (15.9) 
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67. The hostel subsidy may be paid from the [effective date of transfer even if.the children of the 
employee are already admitted to the hOster'of a residential school. The existing rate ofRs.60 per 
month per child may be raised to Rs.150 per month per child. . · . (15.10) 

68. The subsidy for purchase of books may be raised to Rs;120 per child for seconda.tj/higher 
secondary classes and to Rs.50 per child for other classes. ( 15.11) 

69. In consonance with the national objective of a small family, the benefit of all the schemes of 
educational as~istance, whether separately or in conjunction, .may be admissible for two children· 
only. , (15.12) 

70. _Government should open more Kendriya Vidyalayas to meet the educational needs of transferable 
central government employees and the vidyalayas should continue to give preference to the 
children of such employees and members of all India services and should admit other·students 
only when the seats are surplus. Where a government employee is transferred in the middle of an 
academic session, all possible efforts should be made ~y the Kendriya_ Vidyalayas to 
accommodate his children. The number of Kendriya Vidyalayas with hostel facilities should be 
increased and whenever necessary hostels for girls may be opened by the Kendriya Vidyalaya 
Sangathan. · (15.13) 

71. The CGHS should be streamlined, improved and expanded by providing additional funds. ( 16.6) 

72. 

73. 

74. 

75. 

76. 

77. 

78. 

79. 

80. 

81. 

82. 

83. 

84. 

85. 

86. 

87. 

The government may examine the feasibility and modalities of an insurance scheme for 
government employees in lieu of,the medical reimbursement scheme. · (16.8) 

A fixed medical allowance of Rs.25 p.m. may be granted for outdoor treatement to all employees 
covered by medical reimbursement scheme. · (16.9) 

The income limit for dependency may now be fixed at Rs.500/- p.m. · _ · .• · ( 16.10) · · 

There is need for rationalisation and simplification of the eisting system of pay.ment of CCA. 
Revised rates of CCA are given in para 17 .4. · _ _ · · . ( 17.4 ), -

· A composite allowance inclusive of the present hill compensatory allowance and ·,winter 
allowance should be allowed throughout the year at all places where those are admissible at 
present The rates of composite allowance are given in para 17.8. , . · . .'. , '(17.8) · 

There is need for rationalising the rates.of special compensatory allow~ces to.bripg about some 
uniformity in them for places with broadly similar local difficulties, conditioJtS _·etc. These 
allowances should be paid at flat rates as proposed. _ . ( 17.11) 

ISM physicians in UT may also be given NPA. Payment ofNPA·may ~e extended to.all o~her 
medical officers for whom a degree in medical science is prescriJ>ed as essential qualificatiOn. 
Revised rates ofNPA are given in para 17.29. (17.27 to 17.29) 

It will be desirable to make the groupings of may range simple and uniform for purposes ofT A 
and DA. · . (182) . 

Revised rates of daily allowance have been suggested. · (18.3 & 18.4) 

DA at.full rates may be p~d upto 180·days where the employee has to be o~tsidc; headquarters for 
a conbnuous halt either on tour/temporary transfer or on training. . . · ( 18.5) 

Rates of conveyance allowance may be revised. (18.6) 

Rate of cycle allowance may be raised to Rs.20/- p.m. subject to existing conditions., ( 18.7) 

Rates of.mileage allowance may be revised by government with due regard to the rates prescribed 
for Delhi by the competent authority. · ( 18.8) 

Entitlements for journey by rail on tour and transfer may be. revised. ( 1.9) 

Additional Secretary to the Government of India and officers of equivalent rank may be allowed 
to travel by air in the executive class within the country. (18.10) 

For carriage of personal effects by road between place~ connected by rail, the government 
employee may be reimbursed the actual expenditure on transhipment by road or 125% of the 
amount admissible on transportation by railway, whichever is less. (18.12) 
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88. The existing rates of reirnburse~nt for transportation of goods between places not connected by 
rail may bedoubled. · . . · . · . (l[J.l3) 

• 8 9. An employee may be allowed an additional fare by the entitled class for both onward and return journey, in 
addition to the normal transfer T A entitlement, if he has to leave the family behind due to non-availability of 
governmen! residential accommodation at the new place of posting.. · ( 18.14) 

90. Revised lumpsum transfer grant and packing allowance will be as proposed. (18.15) 

91. The existing scheme of travel assistance for children of c;entral government employees during 
approved vacations may continue except that the present restriction of 150 Km may be dispensed 
with. · ' (18.16) 

92. The rationalised and revised TA/DA rates may be reviewed and revised by the government as and 
when necessary. · · (18.17) 

93. The rules of LTC to home town and anywhere in India as modified by the government are suitable 
and do not require any change. · (18.23) 

94. The existing age of superannuation of 58 years may continue. . _(19.6) 

9 5, A comprehensive review of factors like the lowering of the age of retirement, reduction in the upper age 
limit for recruitment, remustering in different trades after proper training, deployment pattern bet}Veen 
difficult and other areas etc. shoulld be made in respect of personnel of the central police organisation and 
other similar forces like BSF, ITBP, CRPF, Coast Guard, etc. (19.10) 

96 The existing rules for voluntary retirement are adequate and do not call for any change: (19.15) 
97. The provident fund scheme may continue to be compulsory for all employees at the existing rate 

of contribution. It .is necessary to tighten the rules· for advances and withdrawals from the 
provident fund account so as to reduce administrative and accounting work. (20.4) 

98. Pass books should be issued to all employees showing the up-to-date position of their provident 
_fund account. . · (205) 

99. Funds available under the central government employees' insurance scheme should ,be so 
managed as to earn higher return on investments, comparing favourably with that of the army 
scheme and the resultant benefits passed on to the employees. , · · .. (215) 

100. The rates of subscription and the insirrance cover'under the central government employees' group 
insurance scheme may be increased by 50 per cent. · (21.6) 

101. Government should look into the shertcomings and deficiencies o0f Productivity Linked Bonu~ 
schemes. · · (22.6) 

102.- As regards ex gratia payment, while there is nothing to prevent government from making such a 
payment if it so desires, it is in the nature of a concession arising out of goodwill and cannot be 

-claimed as of right. (22.7) 
103. To provide relief to those who reach the maximum of their scale of pay, ~one stagnation increment 

· on completion of every two years at the maximum of the respective scales may be given. A 
maximum of three such increments may be allowed .. The scheme of stagnation increment should 
be applicable to all cadres in groups B, C and D and ~so for posts in group A upt<? the senior 
time scale level. . . (23.10) 

l 04. In respect of group A central services, the present condition regarding stagnation at the maximum 
of the junior admirustrative grade' for two· years for prolnotion to the selection grade, may be 

. removed. · · (23.12) 
105. Government may after a prop'er .review of the system of 'flexible' complementing'an4 'merit promotion' 

·· consider extension to other scientific organisations where it is not applicable at present. It is necessary to 
ensure that the system is based entirely on an objective assessment of merit and that it is not used merely to 
provide for career p{ogression ori. a time-boi.md basis. . . . (23 .13 )_ . 

106. FR 22-C should apply to all cases of promotion from one post to another subJect to the condttion 
that the amount to be added to _Pay should Rot be less than Rs. 25. (23.15) 

107 .. There is need for granting special pay for compensating certain genuine cases, but it necessary to 
limit the number of posts for· grant of speci~ pay. . . (243) 
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108. Government may suitably de~rmine the r:ates of ~eputation allowance ''Y_ith Jif~rence to the 
revised scales of pay. Deputation allowance may gtven at fiXed rates and not as ~'Percentage of 
pay. · . ', ·· {245) 

109. Grant of extra-ordinary leave should be considered sympathetically for women e~ployees who 
desire re-entry in government jobs after a prolonged absence due to family reasons. For-entring 
into government service relaxation of age limit by ten years i.e. upto the age of ~.:S years may be 
given for widaws, divorcees and 1egally separated women. ' . · · · (25.4) 

I • 

110. Government shouJd consttuct single working women's hostel in all major C«tntres of employment. Priority 
may be given to women in allotment of residentiat a~mmodation. , (25 5 ), 

111. Special transport facilities including chartered buses on payment'. wherever possible may be 
provided to women employees. · (25.6) 

I . 
112. Child care services including creches may be provided in the nei&Jtbourhood of place of accommodation of 

women employees or if this is not possible in or near the office. · (25.7 & 25.8) . · 

113. The existing limit of 180 days on ~ccumulation of earned leave as also its encashment at the time ' 
of retirement may be raised to 240 days. • ' · (26.2(i)) 

114. In consonance with the national objective of a small family, maternity leave may not be allowed 1 

. to women employees having two children. · · ' (26.2(ii)) 

115. Women employees may be allowed to avail of any. kind of feave to which they are entitled upto a'· ; 
maximum period of one year in continuation of maternity leave: The facility should however by 
allo~ed for two children': · (26.2(i~i)) .. i 

. ' - . 
116. Study J.eave rules may be modified to make the position· clear regarding the)eligibility of 

· employees who have put in more than 17 years of-service in govemmen~ an,d study leave subject 
totheexistinglimitsmaybepermittedinm:ospellswhe~necessary,, , i .. '·, < .. J2A?(iv))· 

117. Governme~t may suitably revise the lea~e.rules to-remove the di~ad~antages, faceitby employees 
who have ~y accumulated leave to the full extent· . . · · -~ (26.2(v)). 

. - . . \ ' . . -

118. The working hours of office staff may be reviewed by government and ini::tea~ed suitably 
keeping in view the need to maintain and improve the level ofpro4uctivity. : , , , (26.~) . .. · 

. . . 

119. The number of holidays for operative and industrial staff may be the same as for others. ., · · · (26.7) 

120. The present system of payment of ov~rtime in government offices is riot satisfactory and is not ' 
conducive to efficiency in administration. It may be discontinued. . a6.Jl)· · . · 

121. All employees may be allowed a non-interest bearing advance equal to half a month's basic pay, · 
once a year without linking it to any specified purpose. This may replace ~e advance forfesttval, 
purchase of table fan, warm clothing and for neeting expenses on legal proceedings presently . 
admissible under general fmancial rules. • · · (26.17) · · · 

122. Gove~ent may consider favourably the suggestion ~eg~ding reservation of certain pe~centage ' 
of seats 10 professional colleges and other institutions of'hi'gher learning f<?r ~h~ chddr~r of ' 
government employees having all-India transfer liability and provide reservatiOn of seats 
wherever possible. : ' · (26.24) 

123. Gov~frlment may. consider the advisability of transferring~ central governme~t employee with all 
India •transfer liability to his home state during the last 3 yeais of his service. (26.28) 

124. The subsidy on the cost of establishment may be raised to ioo per cent from the existing 70 per 
cent of ~artmental canteens. (26.33) 

125. The pos~tlon regarding temporary employees should b~ i~g~larly reviewed so that no more than 
10 per ce!lt of them remain temporary for more than ten years;·. , , (26.43) 

126. Rules reg~ding use of uniform may be strictly enforced ap~i'ifnecessal'y further supply rna~ be 
discontiqueq if an employee is found to be attending to his:duties without wearing the u~form 
regularly. .·.:~·.:· •. '· ' (26.4) 

•. l 

' • 
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127. We recommend that all industrial employees should have the same leave entitlement and 
encashment as admissible to industrial employees of railway. All other kind of leave available to • 
industrial employees at ·present but not available to non-industrial employees may be 
discontinued. (26.61) 

128. Government may consider whether the present scheme of JCM and compulsory arbitration 
should be modified as to require that reasons for the recommendation of the Board of Arbitration 
should be given as far as possible. (20.68) 

129. As far as possible, comparable posts in UT should have similar pay scales.· (27.4) 

130. For the present, direct recruitment to the UT civil/police services may be regulated with due 
regard to the number of vacancies which cannot be filled by promotion. This arrangement may 
be periodically reviewed and the cadre structure suitably readjusted. (27.10) 

131. The Government may examine and take a decision on the proposal to create a Mizoram Civil . 
Service (Junior) on the pattern of Arunachal Pradesh Civil Service (Juitior). (27.13) 

132. An initial uniform grant of Rs.·1200, a renewal grant of Rs. 1000 every seven years and a kit 
maintenance allowance ofRs. 40 per month for all UTpolice services may be given •. (27.16) 

133. The post of Law-Secretary in UT may be filled, as far as possible, by taking an officer on 
deputation from the judicial service and he may be given a suitable specia:I pay. (27.19) : 

)34. Some posts in UT are in higher scales of pay than comparable posts in other UT. The concerned 
administration should prescribe the appropriate scales of pay when filling the posts in future. (27 21) 

135. To provide pay progression to all commissioned officers in Army, Navy and Air Force, an 
integrated pay scale (Rs.2300-5000) has been recommended for all officers upto the rank of 
Brigadier and equiva:Ient in place of existing separate scales of pay. (28.12) 

136. In addition to pay in the integrated scale, serviCe officers upto the rank of Brigadier and 
equivalent may be given a rank of pay ranging from Rs.200/-.to Rs.1200/-. · · · (28.13) 

137. Separate pay sca:Ies have been recommended for officers of the rank of Major General and above 
and equivalent (28.16) 

. . . . . . \ . 

138. Army Commanders and equivalent and Vice-Chiefs in the :three services may be given pay of 
Rs.8000/-(fixed). (28.17) 

139. Officers of the AMC, ADC and RVC may be given higher start in the integrated scale of pay. (28.19) 

140. For officers ofMNS a separate pay structure has been suggested. (2820) 

141. The officers passing the specified courses for Infantry, Artillery and.Armoured Corps may be 
. given qualifl~ation grant · (2823) -

142. The starting pay of an infantry soldier may be Rs. 900/- per month.. . (2835) 

143. The rates of classification pay admissible to servicemen in Army may be doubled. (28.41) 

14,4. The rates of appointment pay admissible to servicemen in Army may be doubled (28.42) 

145. The .service officers posted to field .areas may be paid an amount at prescribed rates if their 
families are not occupying government owned/hired accommodation. (28.61) 

146. The rates of compensation in lieu of quarter (CILQ) for personnel below officer rank have been 
·rationalised and composite rates including compensation for furniture, water and 
electricity/kerosene have been suggested. · (28.71) 

147. The rates of outflt a:Ilowance admissibl¢ to service offlcers may be increased. (28.72) 

.148. The facility offr~ rati~ns in peace areas.may be extended to offlcers of the rank of Maj. General 
and above and equiva:Ient. ·· .. . . . . . ·(28.85) 

149. ·.The existing s~paration allo~ance (peace) of Rs.200/- per month admissible to officers of the 
·. rank of Maj. Genera:I an~ above and equiva:Ient may be discontinued. (2828) 
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150 .. The rates of specialist pay for the AMC/ADC/RVC may be improved. (28.92) 

151. The rates ofN.P.A. for officers of the A.M.C., A.D.C. and R.V.C. may be revised.(28.93) 

152. The rates of good service/good conduct pay/good conduct badge pay for personnel" below officer 
rank in three services may be improved. · (28.95) · 

153. The t:ates of flying pay may be revised. . . (28.100) 

154. The rates of submarine pay for officers and sailors may be improved. (28.1 OJ) 

155. The training of gove!Dment employ~ is a mat~er of great imp~rtance and should be arranged 
whenever necessary, m accordance w1th the requtrements of each department or office. A system 
of training manuals may be introduced where it may not be possible to depute the employees for 
training, • L ' (293) 

156. Government should undertake rationalisation of designations of such posts in' a C!)rodlnated and 
well-considered manner so that inter-departmental differences; which are sometimes called 
anomalies, may be kept to the minimum if not eliminated. (29:4) 

157, Government may consider constituting a cadre of personnel officers and. advisers in major 
departments. · . : · ·. . (295) . 

158. Government may consider expanding the facilities of departmental libraries so that many more 
officers may be able to utilise them. · (29.7) . 

. o I ' ) 

159. Some incentive should be given to employees who acquire qualifications which are usefu~ for 
their work and efficiency. · · (29.8) 

160. Encouragement and recognition may be provided to professors/consultants whc:) have done 
outstanding work in high level institutions of teaching an4 research. · · · · (29,9) · · 

161. Government may consider amenmng the service rules suitably to facilita~e mobility of scientific 
and technical personnel between government and autonomus institutions and universities, etc. in 
those services and for those posts wl?.ere it is likely to be usef\IL · (29.10) · 

162. It 'is desirable that group A office~ should undergo a minimum of two extensive training courses 
to be suitably spaced in their career. It is fair and reasonable that some of these officers are 
exposed to generalist posts suitably equipping them by such training as may be necessary so, that 
after successful completion of their training, they may be considered for appointment to the 
higher posts. For that purpose, a procedure may be devised for ampanelling ·the, best officers 
without regard to the service to which they belong. This will ensure proper utilisation of the best 
personnelfor higher posts under the government. . · · (29.11) . · . 

163. Arrangements may be made to p~ovide in-house training facilities for group ri ~~pl~yees so that 
they may acquire multi-functional skills · suitable to the requirements of 'theu office or 
organisation. They may be allowed to compete for departmental examinations if they othe~ise 
become eligible for higher posts, and the question of relaxing the age limit may also be exammed 
where necessary. . . (29.12) 

164. Lack of integrity should be considered a serious defect and treated as such. A sense of self
respect, integrity and patriotism should be generated and developed in a Governme~t emplo~ee 
and one way of doing so is to recognise integrity as an important factor for career progress10n 
and to give it a very high weightage while selecting officers fox:promotio~. (29.13) . · 

165. It i~ su~~ested that goye~ent may set-up a permanentbody which should be responsible for 
~ntaining and updating the basic data on pay and allowances of government employees and to 
revtew the pay scales and rates of allowances and other related matter. . - . . (29.15) · 

166. The principles of fixation of pay of employees in the proposed scales of pay have been 
suggested. · . . (302) 

167. It ~ou~d be administratively convenient to give the benefit of the proposed scales of pay from the 
· begtnnmg of the current fmancial year; . (312) 

168. The immediate additional expenditure on the recommendations is estimated to be about.Rs. 1Z80 
crore per annum. This burden is likely to be reduced to some extent as there will be mcreased 
contribution to provident funds central government employees group insurance scheme, and 
increase in the recovery of hous~ rent and taxes, etc. ( 32.1 & 32.3) 
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In our ~ouritry, public seryice functions in a social setting where traditions, physical factors, 
geography, etc.' play an important role. We should not be very much concerned with management of 
pay systems an~ public service abroad as conditions are not only different but often incomparable. We 
have felt·th~t o~r problems are peculiar to our socio-economic system and solutions have to be found 
by ·us within OUf own confines. 

Those who ivork in public office must r6alise that gove~erit office is a public trust where good 
performance and honesty will be rewarded and:in~fficiency, dishonesty and indiscipline will not be 
tolerated ' .. . ' 

·What ·i~ important is the need for a positive approach to public service with a feeling that working 
in governmen~ is a profession of the highest order. In fact, there should be an unwritten but well
recognised code of conduct to be affirmed and observed by every employee that,-

primary duty of a public servant is to _serve the public, 

pay is to be earned on full day's work, 
'f.' I 

end~avour should be to get work done in rltost economic way, 

no special favour or privilege is dispensed to anyone, 
I 

public office is treated as public tnist, . ' 

w·e have been able to complete this part of our report with the help and assistance of all.concerned. 
We eire grateful to the former Governor of Rajasthan Air Chief Marshal O.P. Mehra (Retd) for giving 
us the benefit of-his views. We are obliged to the Chief Ministers and Ministers of state govemmeJ$, 
who were kind enough to respond ~o our invitation for discussion with us on various issues. We are 
grateful to. the former Cabinet Secretary, Shri C.R. KrishnaswamyRao Sahib, the present Cabinet 
Secretary, Comptroller and Auditor-General, Secretaries of Ministries and Departments, heads of 
various organisations and other officers for their suggestions. The three Service Chiefs and oth_er 
officers of the atmed forces favoured us with their views on different issues and we are grateful to 
them. We would like to express our thanks to the officers of ministries, departments, state 
gQvernments, union territories and public sector undertakings who gave us all the necessary assistance 
in the completion of our work. We are also thankful to representatives of the unions and associations · 
·of central government employees and others who gave us their views both in writing and during 
discussions on various matters. We thank the Director, National Informatics Centre, for processing 
our basic staff statistics. Our advisers and consultants, S/Shri C.M. Malik and Shiva Nath and Lt. 
Gen. Dr. M.L. Chibber (Retd) gave useful suggestions and advice and we are thankful to them. We. 
also thank Shri S.P. Gugnani and Prof. B.B. Bhattacharya for some special studies. 

We gratefully acknowledge the work done by officers and members of the staff at all levels in the 
secretariat of the Commission. The members of our staff were not only dedicated workers but had 
expertise in their field of work. We are unable to acknowledge the work done by each of them 
individually but note with gratitude their contribution to the work of the Commission. In p~c.ular, we 
will like to place on record our sincere apprreciation of the work done by Shri H.M. Singh, Additional 
Secretary, Shri R.R:. Mathur, Joint Secretary, Shri Virendra Prakash, Joint Secretary (who was with 
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us for a short period), Smt. Indira Misra, S/Shri S.C. Du~_T.R. Shahani, _N.Parthasarathy, AjOy . 
Prasad, Dr. S.S. Srivastava, Directors and Smt. Rekha Gupta, S/Shri S.S. Parhar and M.R. Vaidya, 
Deputy Secretaries. All the officers shouldered great responsibility. and did not spare themselves i.n 
assisting the Commission in all possible ways . . _We ~o "1-s~ to place on record o~ app~iation o'f the ~ 

. work done and assistance given by S/Shri V.P . . Jain, Secretary to Chairman, B.:K. Das and Iqbal Nath' 
who functioned as Private Secretaries to Members and Mem~-Secretary during the entire period · 

. ~ 

. We have dealt with problems were varied and complex; on some of which diverg~t view~·crould 
be expressed. . But in our endeavour to find appropriate solutions, we have been able to ~sent·a 
unanimous report on all matters. We trust our effort will ~erve the cause of public service asv~ij as·. 
the public employees.· It is in this spirit that we authenticate this report of the Foufth Centril• ;r_a:y 
Commission. . -· - · · • · · · · · · · · -

Sd/-
(r.N . Shinghal) · 
. Chainnan 

... Sdl 
(Prof . .M. V.Mathur) 

'Member 

New Delhi. 
June 30,1986 

· · . · .· Sdl~ . . · .. 
· · (Shri A.:K.Majjlni(iar);; 

Meinlier Secretary ~. · 
I • :: • ~ .... : ' ,·.. ~- • I . • 

We would like to place on record our deep appreciation and sincere thanks tQ Shri A.K. Majumdar, 
Member-Secretary of our Commission. His long and varied experience arid intimate knowledge of the 
functioning of governmental organisations was of great help to us in formulating our views on various 
rna~. He broug)lt to bear a broad outlook and a balanced approach all through our work and made . 
valuable contribution at every stage of our deliberations. It was his untiring effort which enabled us to 
finalise our work in time. • 

Sd/-
- (P.N. Shinghal) 

Chaimum 

New Delhi 
June 30, 1986. 

Sdi-
(Prof. M~V. Mathur) 

Member 
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