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CHAPTER 1 
' '',~ - ' •1 

· OUR TERI\IS OF REFERENCE AND ITS SCOPE, 

The lbird Pay Commission .was set· ·up •by the 
Government of India by Resolution No.· F. 7(25)-E. 
JII(A)/69 dated· 23rd April, 1970. Our, terms of 
reference are as follows :-

••2. The Commission will be required to enquire 
into and male recommendations on :-

(i) the principles which should govern the 
structure of emoluments and conditions of 
service of Central Government employees; 

(ii) what changes in the struct~re of emoiuments 
and conditions of service of different classes 
of Central Government employees are 
desirable and feasible; 

Ciii) death-cum-retirement benefits· of Central 
Government. employees; · \ 

(iv) the structure of emoluments and condhions 
of service, including death-cum-retirement 
benefits, of personnel belonging to I. the All 
India Services; . · · 

(v) the structure of emoluments including bene­
fits in cash and kind and death-cum-retire­
ment benefits of personnel belonging to the 
Armed Forces, having regard to their terms 
and conditions of service; 

(vi) the structure of emolu~ents. and conditions 
of service, including death-cum-retirement 
benefits, of employees of Union Territories; 
and . .. 1. 

(vii) whil~ enquiring into the ·level of minimum 
remuneration, the. Commission may examine 
the Central Government employees' demand 
for a need-based minimum wage llaving 
regard to all relevant factors. 

"3. The Commission will make its recommenda-· 
tions havin$ 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, the repercussions on 
the finances of the State Governments, public · sector 
undertakings, local bodies, etc. 

.. 
"..J. In case, in view of the increase in . cost. of 

living, the need for consideration of relief of an 
interim character arises during the course of delibera· 
tions of the Commission, the Commission may con· 
sidcr the demand for relief of an interim charactet:, 
and send reports thereon. In the event of the Com~ 
mission recommending any interim . relief, the date 
from which this relief should take effect will be incli· 
cated by the Commission. 

• . . ._ ' " . ) ', ....... ·. ' ~ j ., . - ~ ..... .. 

"5. The Comniission will devise ~ts' QWn1 pr<)~dlire 
and may appoint ·sue~ adviser~' ~s~ i.t may. pons~der· 
neces~ary for ~y ·particular purpose: . )t may !~~l for 

- such mformation and ·take such. evtdence .·.as . 1t , Jil..aY 
consider necessary. · Ministries and ·Departments ,.:of. 
the Govemmc'nt· of; India.wm·tumish '"suchj.n~cu:ma~ 

- tion and documents .and other; assistance·.·. as' .. maybe 
: required . by . the Commission. · The : Goyeniment ;·_:of 
· lridia trust that the State ·Governments,· service: asso· · 
ciations _and other cOncerned will extend tQ the: Coin-

. mission· the~ fullest :~perati~~. ~? ~ fl~sis~~~:·)·~ -~,: : ' 
•· • • • • f ~ ~ "' t .#-.. ~ ' .r ~ •• ~"; l' • 

. "6. The Commission will_ ~~ake its r~commenda· 
' . t' bl' ; . ' .... ' '.' •.. hons·as soon as·prac.tca e.- ... •.·.,, .. •.,.,1:, i-·~,} , 
.. · . , Ordered th~t the <Res~lution b~ · pribli~h-ed ·: in • the 

Gazette of India. ' · , , .. : ·:. i1 1</L'· .' ;11>. :,.·~; 

: Ordered also.· th~t .'a. copy. oilli~- Rescir~ti~~.j.b~--~com~ -
municated to the Ministries/Departments/ A!lm,inistra .. 

· tions of :Unioq Ten;itories and :all other conce~ned.j' 
; '· t ' .• ..~... ,.·)"'.i"·.· ... . .,·· ' . · •. 

By a subsequ'ent. Resolution*, dated 4.th' Jun~, J970 
· para 2(vii) and:para ,4 of our terms of referencq were' 
substituted . respectively . .'by . the' -following .para4' .. 
·:graf>h~:-· ·; : . ;. ·.·. ~ '.~:-·· ··.,.·,. :' .··:;,·~-:. ·:~'>'- ;~':_ 

· "2(vii) having· regard to ·'all~ relevant factors::: the 
Commission may,.'while enquiring into;Jthe 

> level . of minimum ' remuneration; : exarirl:n.e 
I • , the Central Government employees'' demand 
. , for a need-based minimum wage· which .js 

based on the recommendations .of the, ·.·lSth 
Indian Labour Conferenee; · ' i · · · ' ~ ; 

. . -- .... ~ ' . ~ .t "·~. ... . . : . ~ . r .... -! . f . 

"4. In case· the . need for consideration of''relief 
. ' of ·an interim· character arises during the 

course of deliberatipns. of ·the Commission, 
· the . Commission may consider :the demarid 
· for. relief ·of an. interim character, and; send 

reports thereon. ·. In :th~. event of the. 'Com­
mission recommending any interim relief, 

. the .date from which. this relief should •take 
.effect will be indicated by Commis~ion •. '~ 

The ch~ges · introdueed in our original · t~s · -bf . 
·reference by the Resolution of '4th1 June, 1970 were 
of a material character. \Ve were asked to c~nsider 
the . demand of th~ ~ntral Government employees · 
for a need-based·mmunum· ·wage,· specifically ; with 
reference to . the re.commendations of. the 1 S th 'Indian . 

. Labour Conference (1957). · Further, this resolution 
omitted the restrictive clause· "in view of the increase · 
in cost of living'' occurrillg in paragraph 4 ·of the orfgi-

. nal terms of reference. · : : . . . · ' ·
1

• •• • .: i . ·, 

. 2. ,According to sub-clause {ii)' of clause,~20 ~fthe 
Scheme for .Io~t Consultative Machinery :and .Colli· 
pulsory Arbitration for Central ,. Government · · · Em­
ployees,· matters determined ·by the : Government: in 

--·-· -.-i:..._ 

•Mi:li;!ry of Finn;~ R:;olution Nl. F. 7(25)-E.TII (A)/69 datcJ 4th June~ 1970 
2 l\l of Fia.n3-t. • 
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accordance with the recommendations of a Commis­
sion of enquiry are not subject to arbitration ·for a 
period of five years from the date of the recommen­
dations. We took note of the fact that while. the,.~ 
Resolution setting up the Second Pay Commission 
referred to it as a •commission of· enquiry', this pre­
cise wording was not used in the Resolution_ setting 
up the_ present Commission. It was not. clear to us 

· if this omission was·- significant. We, therefore, en­
quired from the Government whether the . di.fferC!nce 
in wording was material and, if so, whether any 
amendment of the terms· of reference was required 
·to define the present CommissiQn alsG as a 'commis­
'sion of ·enquiry'. Goverimlent informed us that "*so -
long as the intention is clear to -set ,up the Commis­
sion as a Commission of Enquiry and that it has been 

. ac~ u~n, the ·mere .w<?rding of ~th~ r~olution des­
cnbmg It . as a Comnusston to en:qutre mto and not 
a Commission of Enquiry will not make material 
difference." We were· ~so inform,ed by the. Govern-· 
ment that we should not have any. inhibition in making 
our recommendations on any matter purely on the 

· _ground that it was either under consideration or had 
· been considered by the Board of Arbitration· set ·up 

On.der this scheme. They stated that .they would ~wel- . 
-·come out considered views and ,recommendations. ir­

·respective of whether a particular matter Wa'S currently 
under the· consideration of the Board . of Arbitration. 

··. 3. The Pe~~ent. Negotiating Machihery sei up 
~~ the. Government in· D~mber, 1951 for dealing 
· Wlth dtsputes between ·railway labour and the .rail­
way adniinistration p~ovides that in cases of disagree­
ment -between the two parties, matters of importance 
will be referred to an ad hoc tribunal. . Accordingly, . 

· a one-man. Tribunal headed by Justice N. M. Miabhoy 
· w~ set up under. the Ministry of Railway for dealing 

wtth s~me o,f the de~nds made by .the two railway 
.. tederatio~. . ~e. Ministry of . Railways has informed 
us ~at this Tnbunal is not an industrial Tribunal 

. ~ithin ~e me~g of. the Industrial Disputes Act and 
Its findmgs bemg subject to approval by Government 

. are accordingly. not mandatory. It was also intimated 
that when . the findings of the Tribunal are considered 
b~ the Railway Board, 'the need for reconciling them 
w~th ~.any . recommendations of· the Third Pay Com­
DUSSIOn will be borne ~ ~d. · 

· 4 .. Accordirigl~, we have, while ·giving· full weight 
to the .Awards S!ven by the .Board of Arbitration and 
the Miabhoy Tnbunal,r·constdered afresh some -of the 
matters covered ~Y these· tribunals and 1h.ave, where­
ever necessary, gtven· our own. views also. · 

. ' 

S. fhe expression ··central Government Employees' 
used m .our terms o~. ~ference has nowhere been 
defined m the Constitution~· We have not been· able 
~to lay ~ands on its precise definition in any s~tutory 
regulations. · ~~r~ IS .a reference to ~e term "Gov.:. 
~mment servant m some of the service rules govern­
mg !he Government employees such as Central avn· 
Sernce (Conduct) Rules, 1964 and the Central Civil 
Services (Ciassifica~on, Control and Appeal) Rules 
1965. Th~se sernce rules, however," indicate only-

. the. categones of ,persons· to whom these apply. We · 

have c~nsidered all. ~tsons in the civil services of 
the Central Government or holding civil posts under 

· that Government, and paid-out of the Consolidat¢11 
~Fund of India, to be ·central-Govenunent employees~ 

' However; the ·following categories have been excluded 
from Ollf purview for the reasons indicated in para­
graphs 6 to 8 below :-

(i) Employees of the Supreme Co~ an~ the 
- . Delhi High Court. 
(ii) Employees· of Lok Sabha and Rajya Sabha 
· Secretariats. 

(iii)· Locally required staff in Indian Missions 
abroad._ 

. (iv) Casual labo~r and. p~-time employees~ 
(v) Extra-departmental Agents in the Posts and 

Telegraphs (P & T). Depal'tm:ent 
- (vi) Staff Artistes of the All. India Radio, Song 

· . & Drama Division and Films Division under 
the Ministry- of Information & Broadca.~t-. 
tng. . 

(vii) _Pensioners .. · 

6. The employees of the Supreme Court and the 
Delhi High Court are outside our scope of enquiry 
in view of the provisions of 'Articles 146 and. 229 
respectively of . the Constitution. Similarly, the em- , 

· ployees of the Lok Sabha and Rajya Sabha Secreta­
riats also·· 4o not come within our purview in view 
of the provisions of Article 98 of the Constitution .. 
The locally recruited staff in our Missions abroad, 
casual labour and part-time employees are ·excluded 
as they are not deemed to be holders of civil posts 
and their remuneration ·is also generally- determined 
with reference to local conditions. · 

· 7. The Extra-departmental Agents, whose strength 
is about 1.9 lakhs, have been treated by the P. & T. 
Department as a class apart from the regular staff, 
as they are agents of the Government and not holders 

: of civil posts~ The First Pay Commission only made 
certain ·general observations in regard to the extra­

. departmental system in the P. & T. Department. The 
Second Pay Commission too did not consider their 
case, since a separate committee of enquiry had been 

. appointed by the P. & T. Board in 1957. Having 
regard to tb.e status of these employees, we decid~d 

· to exclude· them from our purview. Following the 
past practice the P. & T. Board in consultation with 
us .appointed :[1. one··Man Committee** to examine the 

· · working of ·the Extra-departmental system in the 
P. & T. Department and to review the basis for remu­
nerating the services of the Extra-dep~ental. Agents. 

8. We received a formal-reference from the Minis­
try of Informatien and Broadcasting requesting the 
Commission to consider the case of the Staff Artistes 
of All India Radio. · We wrote to the Government that 
the following considerations had- to. be taken into 
account Qefore we could agree to consider their 
case:----. · 

(a) Para.155 of All India Radio Manual, Vol. ·1 . 
· states that "Staff Artistes are not Govern­

ment servants." 

.:M!nistryofFinanceD.q.No. F. 7(25)-E.ID(A). dated 2nd June, 1971. . · 
Vide Government oflnd1a, Department of Communications (P&T Bowd) Resolution No, 14-1{70-PAP/PE-ll; dated 7th 
October, 1970, ap~ointing Shri ~adan Kishore as Chairman,. · · · 



(b) Even if the Staff Artistes in All India Radio 
were technically considered to be Govern­
ment employees, it is clear that they are 
contract employees. The Staff Artistes were 
originally ap~mted on renewable contracts 
of 3-5 years duration but this practice has 
undergone a change and they are now ap­
pointed up to the age of 55 years. The 
essential requirement of a contract being m 
agreement between the contracting parties, 
the recommendations of the Pay Commis­
sion, even if acceptable to the Government, 
would not have been binding on these em­
ployees automatically. 

(c) The case of staff artistes only could not be 
considered by the Commission to the ex­
clusion of similar categories of contract 
employees in other Ministries. 

Government informed • us later that the case of 
Staff Artistes of All India Radio should be treated to 
be outside the purview of our enquiry. 

On similar grounds, the Staff Artistes of the Song 
and Drama Division an~ the Films Division were also 
excluded from the scope of our enquiry. 

../9. We received a large number of representations 
[rom individual pensioners and from their associa­
tions requesting us to look into their case. Govern­
ment also enquired of us if we would deal with the 
case of the pensioners even though it was not spe­
cifically covered by our terms of reference. We were 
of the Yiew that we should not, unless our terms of 
reference were suitably amended and we informed 
the Government accordingly. Government examined 
the matter and decided not to amend our terms of 
reference. They, however, intimated•• to us that the 
question of grant of relief to pensioners would ap­
propriately be considered by them in due course in 
the light of our recommendations in the matter of 
pensionary benefits to serving Government employees 
covered by our terms of reference. 

10. Certain matters having a bearing on our work 
were considered by the Administrative Reforms Com­
mission in its Report on Personnel Administration, 
submitted to the Government in April, 1969. In 
November, 1971 the Government decidedt to refer 
recommcndationst Nos. 8, 9, 56, 58, 61, 62(1), 6-2(2) 
and 63 in the above report to us for consideration. 
\Ve have accordingly considered them in the appr<r 
priatc context. 

. 11. All India Services, which come under para 
2(v) of our terms of reference consist of the Indian 
Administrative Service, the India Police Service and 
the Indian Forest Service. These have been discussed 
in Chapter 11. 
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12. The scope· of our enquiry in regard to the per-­
sonnel belonging to the. Armed Forces, as per para 
2(v) of our terms of reference, has been discussed in . 
Chapter 48. · · < •• 

... '. f 

13. The sco:Pe of our. en9uiry in regard io the. em .. 
ployees of Union Temtones, as per para 2(V1). of 
our terms of reference, has been · dealt with. in. 
Chapter 46. . · . -,: ·.:1 

14. The expression "conditions of service" ·. cxx:tU .. · 
ring in our terms of reference. has also. not, been. 4e­
fi.ned anywhere. The Second Pay Commission. con· 
strued the expression rather widely as covering all · 
matters which had a bearing on the contentment, · 
morale and efficiency of the employees. · It made no 
distinction between the financial and ·· non-financial · 
conditions of service. We ·have, however, interpreted 
the expression in a I.imited sense an~ ha~e excluded • 
the following matters from our purv1ew :-

"' (1) Promotion procedures in so·.fat as •. they 
relate to actual method of selection, com· 
position of departmental promotion _ com•. 
mittees, consultation with ·· Union Public , 
Service Commission. _etc. 

(2) Character Rolls. 

(3) Government servants Q:>nduct Rules .. · 

( 4) Political Rights. 

(5) Right of Association. 

(6) Machinery for negotiation and settlement of 
disputes. 

(7) Disciplinary Proceedings. 

Some of these matters have recently been examined . 
in a comprehensive· manner by a number of high· 
powered commissions.. The composition of depart­
mental promotion committees, the method of writing 
confidential reports, the holding of promotion exami· 
nations, etc. were examined in detail by the Adminis­
trative Reforms Commission and its Study Team on 
Promotion Policies,. Conduct Rules, Discipline and 
Morale. The Government Servants Conduct Rules 
and Disciplinary Proceedings were comprehensively 
examined by the Santhanam Committee and also by 
the Administrative Reforms Commission and two of 
its Study Teams. ~ Another significant development has . 
been the setting up of the Joint Consultative Machi-· 
nery in October, 1966. This provides a forum for 
consultation. and on certain matters for arbitration, 
between the Government and its employees. The 
Administrative Reforms Commission and its Study 
Teams have made recommendations in regard to the 
functioning of the Joint Consultative Machinery, lay­
ing down of rules regarding the recognition of service .. 
associations, etc. The rights of: Government servants 
to strike and to engage in trade union activities were , 
recently examined by the National Commission on 
Labour which presented its report in August, 1969. 

•Ministry of Finance D.O. letter No. P.C. Cell/1578/70 dated 14th December, 1970. 
"' ••Ministry of Finance D.O. No. 8993-E(\''}/70 dated 8th December, 1970. 

tDe;>artment of Personnel D.O. No: 1(11)/71-PP dated 11th November, 1971. 
fReproduced in Appendix to this chapter. 

• 



15.- we; would: like,- to ·-mention ~that 'during ~-the 
eourse of our -enquiry: we came across -lli~tters which, 
though not strictly -falling: within. 'Oliff terms· of ·refel'­
ence nevertheless bore·· a close relationship with issues 
relevant to ()Ur work. In so far· _as we regarded any 
such- matter ·as''dcserving · attentioa -bf. _the Govern­
ment, we have not refrain~ from. making appropriate 
suggestions in· our Report. · On the other . hand we 

-· have considered any :Ch~ge: in the organisational set: 
•• ·,: ~ J-;"" ... 

4 

up- ·and' in- tlie compiements :as 'outside · oui: terms of 
reference.·_· We have "thus· ~nfined, ourselves ·to making 
recommendations regarding pay scale~ o~ posts within 
the existing ·organisational and grad~- structures· of the 
Ministries/Depa~;tment8; except where~. a multiplicity 
of ·pay scales, without much differentiatioi:i in the· 
duties' .and· responsibilities of posts'" · eame· to light and 
we found· it necessary to sliggest ···some" ·degree of 
rationalisation.- · ·- · ' · · ·'• ·- · 

. . - ~- . ~- " l .... ... 1·-;.. 



APPENDIX 

Recommendations of Administrative Reforms CoiDIIl.ission' ref~rred to in para&raph 10 .. 

Recommendation No. 8.-"(1) The posts_. in . the 
Civil Service should be grouped. into grades so that all 
those which call for similar qualifications and similar 
difficulties and responsibilities are grouped in the same 
grade. The number of such grades may .be between 
20 and 2S. 

( 2) All the Class I posts may be evaluated and 
assigned to, say, 9 common pay scales, an illustrative 
chart of which is attached at the end of this chapter. 
These nine grades or pay scales may be divid~d into 
three levels, namely, JUnior, middle and senior. The 
progress of an officer of an established Class 1 Servke 
amon& the grades within each level should be on the 
basis of proved performance. Promotions from the 
junior to the middle level and from the middle to the 
senior level 5hould be by selection. ~ · · · 

( 3) The Department of Personnel should undertake 
urgently a detailed study for the purpose of determin· 
ing the grades as well as the posts to which they 
should be attached." 

Recommendation No. 9.-"After all Class I posts 
under the Centre and those to be manned by the all­
India Services in the States have been evaluated and 
allotted to the various grades, other posts at the Centre 
as well as in the States be taken up for examination 
and the entire Civil Service brought mto a frame work 
of 20 to 25 grades." ·· 

Recommendation No. 56.-"Administrative offices 
should observe working hours from 10 A.M. to 5.30 
P.M. with a lunch break of 45 minutes on all working 
days and with every Saturday being half working day 
from 9 A.M. to 1 P.M. Sundays should be holidays as 
at present. Other Ol.liccs should follow this general 
pattern with such alterations as may be required by 
local needs." 

Recommendation No. 58.-"(1) For overtime 
working, the time spent beyond the prescribed hours 
may be totalled up and for each six hours of overtime 
working, an off-day may be given. Suitable increase in 
staff, wherever justified for this purpose, may be pro­
vided. 

. (2)" Where the course !.uggested abov(fis'not:feasl­
ble, cash coiJl.PCnsation may be ·paid· at-: hourly'' ~:ates~ 
as at present, but such compensation shoUld, in ·a week:. 

· be limited to· an amount not exceeding one:-twelfth::ot 
the monthly salary. , Such 'payments shouldJ)~:Tesort-' 
ed to only in. exeeptional cases.'' . ' · ~:~ '": ~,: ) " •. : · J '· t 

. . ; ~ .1 ; : ~ .'' . ~: .~·~, ~;: ~.:'?,~;: .. ~; ~.:·. ~· 
, ·. ~ Recommendadon No. : 61._;,..;."1£ .·a~ tempOrary emp.: 

r- loyee has continued in Government .service,~without. a 
break, for ten years 'or more~·all such ·seri'ice,,whether 
followed by confirmation or' not, .. ;. should' count' :rot 
pension and gratuity. on the same scale'~ as· admissible 
tn permanent Government employees." ''~··\':• ··~,. 

" . ~·· . ' .: ~ :·:~ \ :· , .. ·::.·~> t.: ~.!.t::<"~ \.~;·."~· ~~~.> ~:! 

s 

. .J Recommendation, No~ 6l~"d) ·. nii qha~~ } ~f 
pension admissible maybt; ,raiSe(J:to·',3)6tbs :c,f.;·. th~ 
average emoluments of the last three years·or service~ 
as against the existing .3 /8th.,, The present ceiling 
should also be raised to Rs. J,OOO per .mensem .. The 
receipt of. ·a. death-cum-retirement gratuity. should'be 
made optional, and any reduction in· the qmintum of 
pension on ~ account should be made: oruy after l the 
expiry of the,fu:st two,years ofretireme.~t .. , :.:j :.~:~:! .. ~ 

,' ) '~ I ,..:{~ ,~~t 1· ~ ) ;~~ ~•1· ,t ~>~ :}!~,; 

(2) The restrictions . which now operate'·ori' ihe 
acceptance of commercial· and other~ employment· by 
retired personnel dilring a period ' o( t\vo ' years . after 
retirement . 'may be i removed' or ; . approval of.·;, such 
appointments given as a matter of course .. This, .sh.ould 
ttowever, be subject ~0 the ~ollo\\'ing.~ c~ridition:. ·:: . . 

• j \ 

c'.·. :~ t~ ':; ~.-~ 

If the salary received, in' the new'~ employment~ 
. . together with. the pension, exceeds· the . last 

· , · pay drawn, ·the pension will be witlilield in 
·part or .in toto,_ as.may be necessary.''.~·q;:: 

... ' ' t t -. . ~ ' ~ ' , ' . ... ·": .1 . ' ·. ,. . ' ,.· ...... '· 
Recommendation No. 63~~"'The . existing ·medical 

reimbursement scheme should be nbolhhed. In order 
to more effectively serve the governinent servants, the 
Contributory Health Scheme should be extended .. · to 
all government servants. Meanwhile, suitable mcme-

. tary ceiling should be fixed for reimbursement of medi· 
cal expenses." · ·. ; ' · !: 

: <·. (f'~ 



CHAPTER 2 

PROCEDURE OF \VORK 

The Commission,~ held its first meeting on the 
19th May, 1970. The very next day a Press Notice 
was issued inviting unions and associations of emp­
loyees, and other organisations, institutions or indi· 
viduals, who might be interested, to send us by 24th 
June, 1970, memoranda outlining their views on 
matters covered by our terms of reference. Since 
the subsequent amendments* to our terms of reference 
were of a material character, a second Press Notice 
was issued on 6th June, 1970, giving an extension of 
time up to lOth July, 1970; but memoranda relating 
to the need for relief of an interim character were re· 
quested to be sent in advance of the date specified. As 
several unions/associations asked for more time, we 
issued another Press Notice on lOth July, 1970 extend· 
ing the date for submission of memoranda on interim 
relief to 25th July, 1970 and that for memoranda or 
other matters, to 31st August, 1970. 

2. We have given due consideration to memoranda 
of the latter category: even though they were received 
long after the expiry of the extended date. In response 
to our Press Notices we received about 9,500 memo· 
randa, of which about 2,500 were. from unions and 
associations of Government employees. 

3. By ·our terms of reference we were required to 
Consider demands for relief of an interim character 
and send reports thereon. . We had occasion to sub­
mit three such reports. In response to our Press 
Notices we received up to 25th July, 1970, 555 memo. 
randa specifically on the question of interim relief, of 
which 433 were from the unions and associations. We 
also took oral evidence from some representatives of 
unions and associations. We gave urgent considera· 
tion tg this matter and submitted an Interim** Report 
to the Government on 16th September, 1970 recom· 
mending interim relief . to Government employees re· 
lated to Index@ Average 218. Our recommendaticns 
were accepted and implemented by the Government. 

. 4. In para 29 of our Interim Report, we had stated 
that if the price situation remained intractable despite 
all the measures the Government might take, a review 
might be called for when the 12-monthly average of 
the Index@ reached 228. The Commission were 
accordingly· asked by the Government to give its ad­
vice bn the question of grant of. further mterim relief 

to the Central Government employees in the event of 
the Index average reaching 228. The 12-monthly 
average of the Index reached 228 with the Index for 
September, 1971 becoming known. We, therefore, 
gave consideration to the question of grant of addi· 
tional relief to Central . Government employees 
and submitted our Second Interim Reportt to th~ 
Government on 27th November, 1971. Our recom· 
mendations on additional interim relief were also ac­
cepted by the Government and necessary orders issued. 

5. In para 12.2 of our Second Interim Report we 
had stated that if, despite the various measures which 
the Government might take, the prices continued to 
rise, a review might be called for when the index 
average reached 238. Accordingly, the Government 
again as~ed us to give our advice on the question of 
grant of further interim relief to Central Government 
employees. The 12-monthly average of the index 
reached 238 with the Index for July, 1972. We sub· 
mitted our Third Interim Reportt to the Government 
on 12th September, 1972 recommending a further in· 
stalment of interim relief to Government employees. 
These recommendations were also accepted and imple· 
mented by the Government. 

6. In regard to the substantive items in our terms of 
reference we made a preliminary study of the memo. 
rand a received in response to the Press Notices and 
drew up a Questionnaire for eliciting views on certain 
important questions concerning the maiters remitted 
to us. Copies of the Questionnaire£ were sent in 
November, 1970 to more than 2,600 parties including 
unions/associations of Central Government employees, 
State Governments, Union Territories Administrations, 
Labour leaders, economists and a number of promi­
nent persons requesting them to send replies by 31st 
December, 1970. Copies of the Questionnaire were 
also sent to the Secretaries of the various Ministries/ 
Departments and Heads of certain Departments 
requesting them to give their personal views on such of 
the questions as might interest them. ·· Response to 
our Questionnaire was encouraging. \Ve received 
replies from 844 service associations, 16 State Govern­
ments, 7 U. T. Administrations and 1_33 prominent 
public men, retired civil servants, etc. In addition 
21 Secretaries and 31 Heads of Department sent us 
their views in their personal capacity. 

*Vide Ministry of Finance Resolution No. F. 7 (25)-E. III(A)/69 dated 4th June, 1970. 
**Reproduced in Annex II to the Report. 
@Reference to the Index in this Chapter is to the All India Working Class Consumer Price Index (1949-100). The Index 

average refers to the 12-mont..~ly average of this Index. 
t Reproduced in Annex II 
tReproduced in Annex III 
£Rei?roduced in Annex IV 
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7. At this stage, we would like to mention that at 
our instance Government was ple_ased to issue the 
following instructions in regard to supply of factual in­
formation and tendering of evidence by the official 
witnesses before the Commission:-

(i) Factual information would be supplied to the 
Commission as also the reasons and other 
considerations which weighed with the Gov­
ernment in the past for arriving ·at particu­
lar decisions or for taking certain action. 

(ii) 

(iii) 

(iv) 

While the views of the Government on various 
matters could not be given, Secretaries to 
the Government could, if they so desired, 
give their personal views in the light of their 
own knowledge and experience. 

Other Secretariat officers i.e. Additional 
Joint, Deputy or Under Secretaries as well as 
Heads of Departments could also give. evi­
dence orally or in writing to the Commission 
on matters coming within their respective 
spheres of work after obtaining prior per­
mission. 

Individual Government servants could sub­
mit memoranda etc. to the Commission in 
their individual capacity provided that indi­
vidual grievances were not put to the Com- · 
mission. 

( v) Government servants could appear before 
the Pay Commission on behalf of service 
associations without prior permission of the· 
Government. · 

8. \Vith the setting up of the Pay Commission, the 
Pay Research Unit which had been functioning under 
the Department of Expenditure since 1966 was trans­
ferred to us and it started functioning as a part· of the 
Secretariat of the Commission. This Unit had initiat­
ed action for collection of certain factual information 
relating to the number of posts under the Central Gov­
ernment, their pay scales, educational qualifications, 
etc. showing the position as on 1-7-1968. As comp­
lete information regarding pay scales etc. was essential 
for our work, we requested all Ministries/Departments 
of the Central Government in May, 1970 to indicate 
whether any modification of the 1968 data already 
supplied by them was necessary. The :Ministries were 
also requested to fumish supplementary data (as on 31st 
March, 1970) tn regard to non-regular establishments 
such as work-charged employees, persons employ~ 
by the Government on contract, part-time employees, 
casual labour and other staff paid from contingencies. 
We also requested them to apprise the Commission of 
any recruitment difficulties experienced during the last 
few years, cadres/posts where there was stagnation for 
want of adequate promotional avenues and categories 
wher~ retention of staff had · presented difficulties. 
Suggestions in regard to 'broad-banding' of the exist­
ing pay scales were invited and the Ministries were 
also requested to supply, us any manuals or instruc­
tions defining the duties and responsibilities of the 
various posts. By and large, the cequ!red !nformation 
was received by us by July, 1971. 
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9. In order to collect similar data relating . to emp-. • 
loyees of the Union Territories we requested · the.: 
Ministry of Home Affairs in July, 1970 to obtain fac'"" 
tual information from the various Union Territories in 
regard to the services/posts under their control. ThiS 
basic information was received by us by January, 1971. 

I 

10. We also had a note- prepared 'on-.the _,pay 
structure, conditions of service etc. of employees. of 
each of the State. Governments. . This note was sent to 
the respective State Governments for verification of 
the; factual information. The comments;· received 
from the State Governments were incorporated_. iri. 
these notes which have been utilised by us for .com-
parative studies, wherever necessary. ·• ·· r·' · '-· 

11. The staff statistics relating . to' 1968 . were 
utilised by us for preliminary studies only.' As we 
required more recent data for devising· the pay sfnlc-. 
ture, we decided to collect detailed information ·as ·on 
1st January, 1971 through a: schedule devised by_ us i 

for the purpose; ~Accordingly, in' December,.1970,•we·, ~ 
requested all the Ministries/Departments to furnish' the··­
required information by 28th February~ 1971; J>ut the ' 
bulk of the information- was received only by August, ) 
1971. The data collected was processed through the 
Computer Centre of the __ Department 'of. Statistics: .~. i 

.. ' .. ·~ ',..~ ... :..: 
12. A point which was almost' universally urged :in.~ 

the memoranda received from .. the service associations ! 
related to comparison of pay and allowances, etc; ·of · 
Government employees with those in the public '. and . ·. 
private sectors .. While the Pay Research Unit had _ _! 
collected some information in ,egard to the pay struc- . -­
ture, conditions of employment etc. in public sector . 
undertakings, nationalised banks, financial · institu-­
tions,· etc. it did not have such information in respect. 
of employees in the private sector.·_ Accordingly; we 
requested some of the . · Chambers of Commerce - to . 
supply information in_ regard to range of salaries, con­
ditions of employment etc. for certain selected categor­
ies of personnel employed in their major industrial and 
commercial constituent units. . We also · ~;equested the 
Secretary General of the _Federation ·of Indian Cham­
bers ·of Commerce & Industry to use his good· offices 
for obtaining the required infol;1Ilation. · , The response · 
from the large industrial and commercial houses was 
satisfactory. Infonnation in respect of some of·- the 
smaller units was also received. · ~ . 

1 1; 

13. The Ministry of Finance · had' taken certain 
preparatory action for collection of information on the 
pay structure, conditions of service, etc. of Govern- · 
ment employees in some of the foreign countries. The 
Ministry of External Affairs was requested by them to 
collect this information through our Missions abroad. 
In response to this request some useful information and 
literature were received. · ' · 

Simultaneously, a comparative study of the pay 
structure and service conditions of Government emp­
loyees in the developed countries of Western Europe 
and U.S.A. and some of the developing Asian and 
African countries, was entrusted -by · the · Ministry ·of . 
Finance' to the Indian Institute of Public Administra­
tion. The study conducted by the Indian Institute . of · · 



Public Administration (IIPA) covered the followi~\~ 
13 countries viz.-

1. Australia. 
2. Canada. 
3. France. 
4. Ghana. ~ 
5. Japan. 
6. Malaysia. 
7 .Philippines. 
8. Nigeria. 
9. Thailand. 

10. U.K. 
11. U. S. A. 
12. West Germany. 
13. Yugoslavia. 

The I.I.P.A. deputed their staff to visit some of the 
selected countries for ascertaining first hand informa­
tion about the various matters. We have found the 
study reRorts of the I.LP.A. informative and useful for 
our deliberations. 

14. We received certain suggestions from some of 
the Federations of Government employees in regard to 
the procedure to be followed by us for determining the 
pay structure, etc. of the various categories of emp­
loyees. . The Confederation of Central Government 
employees and Workers made the following sugg!s-
tions:- _ 

(i) The Commission should supply to the con­
cerned employees' organisations comments 
given by the Government to the Commis..; 
sion, on the memoranda submitted by the 
employees' organisations. The employees' 
organisations should be allowed to submit a 
rejoinder to· the stand taken by the Gov­
ernment on their memoranda; 

(ii) The Commission should give a hearing to 
the representatives of employees' organisa­
tions as well as the representatives of Gov­
ernment in the presence of each other so that 
whatever evidence is tendered by one side 
can be countered through cross-examination; 

(iii) The Commission should nominate bipartite 
Wage Committees for each Department with 
an independent Chairman and an equal 
number of official and staff side represen­
tatives. These Committees should be charg­
ed with the work of job evaluation in respect 
of various cadres and categories of employees 
working in each set up. On the basis of such 
a job evaluation, the various cadres and 
categories of employees, should be fitted 
into the pay scales evolved by the Commis­
sion. 

The National Federation of Indian Railwaymen als'J 
suggested the setting up of a bipartite Expert Body 
within the framework of the Coi:J.mi;sion, compo5ed 
of two representatives of the Railwaymen's Federation 
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and two representatives of the Rail\\·ay Board and 
headed by a Member of the Pay Commission. or a 
neutral Chairman selected by the Commission. This 
body was to function as an advisory committee to th~ 
Commission on Railway matters. . The All India 
Railwaymen·s Federation suggested that once the Pay 
Commission had decided the minimum, the maximum 
and differentials and the scales for the non-gazetted rail­
waymen and officers, the actual allotment of the scales 
to the various categories- within these grades could be 
left to be decided py a \Vagc-Board type bipartite 
committee consisting of repres·~ntati\es of the ~1inistry 
of Railways and the Federation with a neutral Chair­
man (acceptable to both the parties), subject to the 
provision of arbitration in case of disagrceillent. 

We did not consider it feasible either to makl;! 
available to the employees' organisations the factual 
data supplied by the Government Departments on their 
memoranda or to arrange joint discussions with the 
representatives of the employees and the Government. 
The suggestion to set up bipartite committees within or 
outside the framework of the Pay Commission was not 
considered to be practicable for the following 
reasons:-

(i) The suggestion of the Confederation that t!lc 
· bipartite wage committees should be charg­
ed with the work of job evaluation in respe:t 
of various cadres was time consuming and 
therefore incompatible with the obligatio:J.s 
imposed upon us by ·our terms of reference 
to make our recommendations as soon ·B 
practicable. 

(ii) The suggestion to have bipartit~ borlies 
functioning outside the Pay , Commission 
would, if accepted, lead to a fragmented 
approach. Since there are several common 
categories of posts under the Government 
it is conceivable that post of similar difli­
culty and responsibility might be grouped 
by the 'bipartite committees differently 
leading to anomalies. This would ~lso 
amount to the Commission surrendeling its 
responsibility for taking an overall view in 
devising the pay scales. 

V/bilc we did not find it possible to accept the 
suggestions of the employees' organisations for hav­
ing bipartite committee, we did obtain expert advice 
from retired civil servants in regatd toP & T, Ddencc 
and Railway matters. Shri J. Dayal, ex-Financial 
Adviser (Defence Services) and ex-Financial Com­
missioner, Railways, assisted us in regard to certain 
pay matters affecting the Railway and Defence civilian 
employees. Shri R. P. Singh, an ex-Member, P & T 
lloard and Shri N. S. Swaminathan, e.Jr.-Mem~er 
(Rly. Board) assisted us in the examination cf 
various matters, affecting the P & T and Railway ~m­
ployecs respectively. 

• 
15. As stated above, a number of unions and 

associations had emphasised the importance of job 
evaluation for purposes of pay determination. \Ve 
felt that even though detailed job evaluation was not 
feasible, factual information on selected representa­
tive posts under the Central Government would sen·e 



a useful purpose in rationalising the pay structure. 
We, therefore, decided to collect job descriptions of 
certain posts in Class III and a few posts in Class 
IV on a selective basis through investigating teams 
comprising the staff of the Pay Commission, the Stafl . 
Inspection Unit and the Department of Administra- · 
tive Reforms. We found this data useful for our 
purpose. We also considered it desirable to enlist 
the assistance of experts in the field to process the 
data 'further. Accordingly, we utilised the services of 
the Consulting and Applied Research Division of the 
Administrative Staff. College of India, Hyderabad, for . 
a !>cicntific recheck of the data collected and its ana­
lysis on the basis of point rating. We have made 
use of this study report in the relevant contexts. 

16. After the issue of our Questionnaire in Novem­
ber, 1970, we devoted some time to see for ourselves· 
the work being done by the Central Government staff 
in various operative and industrial establishments · 
under the Railways, Post and Telegraphs, Defence ' 
and other departments. For: this purpose we visited 
a number of such establishments. · To ·study the 
special problems of employees of the Union Terri­
tories we visited the Union Territory of Goa, and also 
deputed officers from our Secretariat for making a 
&tudy of the peculiar problems faced· by the emplo­
yees in Pond1cherry and the Andaman and Nicobar 
Islands. A list of the establishments visited by· us 
is at Annex V. 
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17. In .March, 1971 we started our programme of 
dis~ussions with persons prominent in the field of in­
dustry, science, economic~, administration, etc. These 
discussions continued up to May, 1971. A list of 
the prominent persons with whom we had discussions , 
is g1ven in Annex VI. 

18. In 1\fay, 1971 we started discussions with 
unions, associations, etc. of Central Government emp­
loyees. In inviting unions and associations for dts-· 
cussions, we did not consider it· proper to restrict our­
sc!ves only to unions and associations which had been 
given ad hoc recognition by the Government under the 
scheme for Joint Consultative Machinery. We thought 
it necessary to deal with other unions and associa­
tions also who had sent memoranda in response to 
our Press Notices and/or Questionnaire. We had, 
ho\vcver, to be selective in inviting the unions and 

associations for discussions keeping in view the >­
desirability of giving different occupational catego- · 
ries an adequate opportunity for . presenting · their· · 
views and the time available for the purpose~,·· . · • ·" · 

19. The discussions with. unions, associati~n~ · ~d 
federations of Central Government · employees conti­
nued till the end of December, 1~7L.~ In·aU;.we:had 
discussions with more- than.· 400 . linions/asspciati.Ons/:~· 
federations of Government employees, and·most.of. the~ 
All India labour unions. Discussions with::some of the:. 
unions representing employees of the Union· Territory:. i 
of Goa were .held during our :visit there and with':i 
those· of Pondicherry and ·Andaman ·; and .. '~Nicobar~: 
Islands at Delhi during May,. 1972~. :A complete, list'; 
of the unions, associations, etc~ .. which! tendered oral , 
evidence ·before US is . given' in Annex! vn~ 1·. .., 1~ i i' ' .... ' '• ' 

. . ./. / '' ' . .' ... ~ ' .. ~ ~-- '~i f., :r·: '~ '"i,,'> ;.. t . ' • ~ ...... 

20.' We had discussions with' . Secretaries' 1 to . ; i the' · 
Government of India/Heads of Departments and .. bther·~. 
official witnesses from December, 1971 to May, 1972. ' 
With· a view to making these 1 discussions· more . pur- . 
poseful we sent .. each of them in advance a . paper 
covering the main points at; issue.:·, A lisboVofficialt 
witnesses . who tendered evidence before the· Commis· 
slon is . at Annex. VIII.: . ·1 , . i. • ::-r It·~'~'"-: i 

01~"· »'!'' 1,~1;''··:~ ~·- •.. ,:;. '>'',' ""''" 

21. As our Terms'· of- Reference required us, 
inter alia, to consider the All India Services and to 
take note of the repercussions of our tecommenda- · ·· 
tions on the finances of the State. Governments, etc.,·· 
we thought that it . would . be useful: to )lave. disf!u~-:! 
sions with the Chief Ministers.. We accordingly . sent-i 
invitations to the Chief Ministers to · me~t : th«1 , Com.:.. .• 
mission. We also sent a note. (10Vering some 'of the~:: 
points which were likely to arise during the·. diScus~·..! 
sions. ·The Chief Ministers"· of. Andhra Pradesh, 
Assam, Gujarat, Haryana; ·;; Mysore, Maharashtra, 
Nagaland and Rajasthan, Finance Minister of. Punjab · 
and the 'Chief Secretary · of West Bengal were: go6d 
enough to give the Commission the benefit of thelr 
views. · 1 • ~; .. l., .', .l' _. -.· L'L..,. .'! • 1 

> " ··~ '!''!., -~;' ;r•. y :·~· ~--~: •. ~ 1."'.:i!;J..I'~} (: .i..~' 
22.· We devoted 98 days: for taking!oral···evidence·: 

of service .associations, 69. days- for:discU;ssiom:with" 
officials (including representatives of~ State, Govern-··: 
ments). and 31 days for taking ·evidence -from·• non.-:, 

·official witnesses .. We held internal meetings 1on 235:' 
days to· discuss· various issues and finalise out· recom.:.. :­
mendations. · · · : ' ,: _,,: · ·~ , rl t·.~,- · :.:c 

': 



CHAPTER 3 

E~IPLOY~IENT UNDER THE CENTRAL GOVERNl\IENT 

The civilian employees of the Central Government 
can broadly be divided into two groups, namely those 
who are borne regular establishments and those who· 
are not borne on such establishments. The latter 
generally include work-charged employees, casual 
labour and · other contingency paid staff. According 
to the Second Pay Commission, as. on 30th June, 
1957, there were 17;37@ lakh regular employees 
under the Central Government (excluding employees 
of Union Territories). By 1st January, 1971 the 
figure had risen to 29.82 lakhs. The table below 
indicates the details of the number of posts in 1957 
and 1971. 

TABLE I 

Distribution of posts in 1957 and 1971 by major Departments 

Department 

Railways . 
Posts and Telegraphs . 
Defence (Civilians) 
Others 

TOTAL 

Number of regular posts 
~in lakhs) 

1957 

. 9 .97(57 .4) 
1.98(11.4) 
2.60(15.0) 
2.82(16.2) 

1971 

33.99(46.9) 
3 .93(13 .2) 
5.97(20.0) 
5.93(19.9) 

17 .37(100.0) 29.82(100.0) 

Figures in brackets are. percentages to total 

Percentage 
increase in 
1971 over 
1957 

40.3 
98.5 

129.6 
110.3 

71.7 

It would be seen that the number of posts undet 
the Central Government (excluding the Union Terri­
tories) increased by 12.45 lakhs or about 72 per cent 
over the employment as on 30th June, 1957. Of this 
increase, nearly 4.02 lakhs was in Railways, 1.95 
lakhs in P. & T., 3.37 lakhs in Defence (Civilians 
only) and the remaining 3.11 lakhs in Departments 
other than Railways, P. & T. and Defence. Of the 
strength of 29.82 lakhs nearly 46.9 per umt were 
in Railways, 13.2 per cent in Posts and Telegraphs, 

20 per cent in Defence (Civilians) and 19.9 per cent 
in 'Other Departments'. 

2. The percentage increase in the number of civil 
posts in 1971 over 1957 was the highest in Defence 
(129.6 per cent) followed by 110.3 per cent in 
'Other Departments', 98.5 per cent in P. & T. and 
40.3 per cent in Railways. Because of the relatively 
lower percentage rise in the number of posts in the 
Railways, their employees constituted only 46.9 per 
cent of the total in 1971 as against 57.4 per cent in 
1957. The P. & T. accounted for 13.2 per cent of 
the total posts in 1971 as against 11.4 per cent in 
1957. Defence (Civilians) showed an increase, 
accounting for about 20 per cent of the total emp­
loyees in 1971 as against 15 per cent in 1957. In 
the 'Other Departments' the increase was less although 
certain Ministrjes had expanded at a faster pace dur­
ing this period. It is, however, not possible to give 
the rate of growth of employment individually for the 
various Ministries as the composition of :W.Jnistries 
has changed from time to time. 

3. The Central Government posts are, with a few 
exceptions referred to elsewhere,* broadly categorised 
into four classes as follow: 

Class I.-Post carrying a pay or a scale of pay with 
a maximum of not less than Rs. 950. 

Class II.-Post carrying a pay or a scale of pay with 
a maximum of not less than Rs. 575 but 
less than Rs. 950. 

Class 111.-Post carrying a pay or a scale. nf pay with 
a maximum of over Rs~ 110 but less than 
Rs. 575. 

Class IV.-Post carrying a pay or a scale of pay the 
maximum of which is Rs. 110 or less. 

The class-wise distribution of posts between various 
Departments at the time of Second Pay Commission 
and in 1971 is indicated in the following table:-

@The strength of 17.74lakhs shown in Table I on page 8 of the Second Pay Commission's Report includes 0.37 Iakhs 
non-regular employees vide Table 2.13 of the Statistical Supplement to the Report. 

*Chapter 65 (i) 
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TABLE n 
Distribution by Classes of pos11 IInder tht! CttJtral GoPft7111Jn11 in 1951 tmd 1971 

(Figures in '00) ___ ... ______ 

' Railways P.& T. Defence (Civilians) Others Total 
Class of posts 

1971 Per- 1957 1971 Per· 1951 1971 Per- 1957 1971 Per- 19S7 1971 Per-1957 
centage ~ntage centage centage cent age 
increase Increase increase increase illCfcase 

(1) (2) (3) (4) {5) (6) (7) (8) (9) (10) (11) (12) (13) (14) {IS) (16) 

Class I 26 37 42.3 s 120.0 13 67 4U.4 60 226 276.7 104 341 227.9 
(0.3) (0.3) (0.2) (0.3) (0.') (1.1) (2.1) (3.9) (0.6) (1.2) 

Class II 8 38 315.0 9 30 233.3 12 63 425.0 164 330 101.2 ' 193 4(ll 138.9 

(0.1) (0.3) (O.S) (0.8) (O.S) (1.1) lS.S) (S.7) (1.1) (1.6) ... 
.,. 2336 

... 
Class III . 3544 S914 66.9 1466 3081· 110.2. 946 146.9 ·1332 4119 209.2 7288 1S4SO 112.0 

(35.5) (42.2) (73.9) (79.5) (36.4) (39.1). (47.4) (71.1) (4~.0) (S2.1) 
l 

Class IV .. 6395 . 7997 25.1 504 751 49.0 1627 3506 115.5 1258 1121 (-)10.9 . 9784 13375 36.1 

(64.1) (57 .2) (25.4) (19.4) (62.6) . (58. 7) (44.7) (19.3) (56.3) (45.1) 

TOTAL 9973. 13986 40.2 . 1984 3873 95.2' 2598 . ~ 5912 ,· 129.9 2814 5796 106.0 : 17369 29627 70.6 
• (100~0) . (100.0) (100.0)_ ''(100.0) . (100.0) - (100.0). (100.0). . (100.0) '. (100.0) (100.0) 

Does not include unclassified categories. 
"' "" Figures in brackets indicate percentages to total. 



Of the 3-t,lOO Class I posts, about 20,300 were 
cncadred in organised services. . The cadre strength 
of the eleven Class I Central Services for which re­
cruitment is made on the basis of the Indian Ad­
ministrative Service etc. examination was 5884. The 
strength of the Engineering/Technical Services for 
which recruitment is made through the combined 
Engineering Services examination was 6864. The 
Central Health Service Class I had a strength of 
1880. The rest of the posts were accounteg for by 
other Services such as the Indian Economic Service 
(522), the Indian Statistical Service (354), Defeucc 
Science Service ( 118 9) , etc. In the Central Secre­
tariat, apart from the Central Secretariat Service 
which accounted for ( 478) posts, there were another 
about 2000 posts which were not encadred in any 
organised service. · 

4. It would be seen that when the Second Pay 
Commission reported, while Class I and Class II 
posts formed about 0.6 per cent and 1.1 per cent 
respectively of the total number of posts, Class HI 
and Class . IV posts constituted 42 per cent and 
56.3 per cent respectively. Thus, more than 98 per · 
cent of the posts were accounted for by Class III and 
Class IV posts. ' Between 1957 and 1971, the num­
ber of Class I, Class II and Class III posts had 
more than doubled. The increase in Class IV posts 
was of the order of about 3 7 per cent but the pro­
portion of Class IV posts to the total had decreased . 
from 56.3 per cent in 1957 to 45-.1 per cent in 1971 
while the proportion of Class III posts had increased 
from 42.0 per cent in 1957 to 52.1 per cent in 1971. 
The Class III and Class IV posts taken together 
accounted for 97.2 per cent Qf the total staff. The 
Class I and Class II posts form about 1.2 and l.G 
per cent respectively of the total in 1971 as against 
0.6 and 1.1 per cent respectively in 1957. The 

· aggregate percentage of Class I and Class II posts in 
the different Departments to the total number of posts 
in thos~ Departments in 1971 was 0.6 in Railways, 
1.1 in P. & T., 2.2 in Defence (Civilians) and 9.6 in 
'Other Departments'. ' 

I 

5. The percentage L.1crease of Class III posts in -
1971 over 1957 was the highest in 'Other Depart­
ments' (209.2), followed by Defence (Civilians) 
(146.9), P. & T., (110.2) and· Railways (66.9). As 
regards Class IV staff, the percentage increase durirg 
the above period was the lowest in Railways (25.1) 
and highest in Defence (Civilians) (115.5), while 
there was an actual reduction in the number of posts 
in 'Other Departments' by about 11 per cent. 

. 6. Of the total staff about 25 per cent ccnstituted 
administrative, technical, professional, executive and 
clerical categories, and the rest were production pro­
cess workers, unskilled office workers such as Peons 
and Daftaries and transport and communicatiqn wor-. 
kcrs, etc. The break-up among the different groups 

lZ 

was as follows: 

Group Per cent to total 

1. Administrative . . . 
2. Technic.al a:nd Professional lih.e Engineers, Doc-

tors, Scientists, etc. . . _ . . . . 
3. c;terical, including Clerical Supervisory, Store-

Keepers, Accounts-Clerks etc. . . . . 
4. Production Process workers 
5. Othe;·s like Unskilled workers, Transport and 

Communication workers (other than Profes­
sional) 

0.5 

6.4 

17.9 
20.5 

54.7 

100.0 

7. A substantial portion of the staff under Cbss 
I II and Class IV categories were artisans or were 
working in the workshops. The table below gives 
the changes in the number of workshop/artisan staff 
between 1957 and 1971. 

TABLE Ill 

Distribution Workshop & Artisan Staff by major Departn:ens 

(Figures in '000) 

Department 1957 1971 

Railways 289 361 

P.&T. 6 6* 

Defence (Civilians) 156 310 

Others 16 39 

TOTAL 467 716 

8. The workshop/artisan staff were generally emp­
loyed in Government's departmentally run establish­
ments which, with a few exceptions were covered by 
the definition of factories under the Factories Act, 
1948. They are to be distinguished from Industrial 
Staff as defined under the Industrial Disputes Act, 
194 7. In the table only those staff who were emp­
loyed on manual work and who could be considcreJ 
as workers within the definition of the Facto­
ries Act have been incbded. Of the total 7.2 lakh 
workshop/artisan staff 50.4 p~r \:Cnl were employed 
in Railways and 43.3 per cent in the Defence De .. 
partment. 

9. \Vhile at the time of the Second Pay Coiamis­
sion unskilled categories constituted about 40 per 
cent of the total workshop staff, in 1911 they 
accounted for only 27t per cent. The semi-skilled 
accounted for about 24 per cent and the skilled to 
about 39 per cent as against 20 per cent and 37 p~r 
cent respectively at the time of the Second Pay Com­
mission. The highly skilled categories accounted for 
10 per cent in 1971 as against 3 per cent in ~957. 

--------------------------------------------* Exclude~ posts like Telecommunication Mechanic, Sub-lnsrector Iincs,:Linem~.n, Wiremr.n, etc. \\hich are pecuiiar toP.& T. 
Department. 

tThe percentages have been calculated after excluding work shops supervisory staff for purposes of comparison with Second Pay 
Cornmis~ion data. · 



10. While certain categories of smti like Clerks 
Typists, etc. w~re common .to different Departments: 
there were certam others which were peculiar to indi­
vidual departments such as Postmasters, Postmen, 
etc. in the P. & T., and Station Mastl!r~. · frain 
Examiners, etc. in the Raj.lways. Clerical catccY,.>r;l!s 
like Lower Division and Upper Division CJ;!rks, Ct"~m­
mcrcial Cle!ks in Railways etc. aggrcgbt.:d abcut 
3.97 JakhS I.e. 13.3 per cent of total. Some cr t.he 
major departmental categories in the P. t.: r. . in 
different scales were Postmasters (1993), Telegra­
phists, Telegraph Masters etc. (8590), Postmen 
(including supervisory categories) (54384), Tde­
phonc Operators, Monitors, etc; (34138), Soricrs, 
Record Clerks, etc. (20356). In the Class IV iJ.IS\• 
which accounted for 13.38 lakh posts there were 
certain categories which were peculiar to individual 
Departments while others were common to all · or 
some of the Departments. The major categories in 
different scales were Peons and similar categori.!s 
0.73 lakh, Chowkidars and ·Watchmen 0.42 · lakh, 
Mazdoors/LabourersfLascarsfBadge/Box Boys L37 
lakhs, Swcep~rs, Cleaners · and ~ Safaiwallahs · 0.94 
\Vater Carriers/Watermen/Bhisties 0.12. lakh, Oaf­
tries 0.10 lakh, GangmenfGangmates and related 
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categories 1.60 lakhs, Gatemen·0.20 I~kh ·"·Porter;·in 
Railways 0.30, Trolleymen 0.15 lakh, Khalasis 1'.87 · 
Iakhs, PackersfRepackers 0.15 lakh, Porters· and·:van;·' 
Peons in the P. & T. 0.12 Iakb and Pointsmen kd ' 
Keymen 0.46 lakh. Police Personnel like ConStables 
Rakshaks and Police Inspectors in 'Oass 'III ··· .anJ . 
Class IV accounted f~r about-'-2.08 Jakhs •. --.,~·. ;\ · 

' .. ' .:"" "".{~. ::--~~;r~ ~·:.~-
-~ • ' Jill ,- "<"""~ 

Thus, it would be seen that th~ b~Ik::~f·tb~ Central 
Government cmployee_s were engaged ,x in.rproducti.ve 
work in factories OJ;' in the provision. of ~ces1 in:the 
transport and communications field i or. iiJ.. .IIlaint3.ining 
law and order and only less, than 2Q per __ cent;of the 
posts belonged to the clerical cadre : oi ·to'" Pass .::w 
categories such· as Peons ·. _ · · ' · '· " < ·.-, "','' · -~ · 
·- ··_, .. ,~-- :::C-<·<1-f.<';·~-~--\i .. l' )•; 

, • • ': ~ i, 'l .•. : f !c i, . ~".. l . \ i 

-~ . : ,_. ; ' :'' r• ": "'" ~ \. ~ : I :' ·" ~ ~ ~ • 

11. In '1957~ the permanent' pC,sts··constitutdd 67.4 
per cent of the total. :This ·.bad:· inereasec:r'to1 about 
75· per. cent . in 1971 •. ~ -· ·- The ·_comparative: position '·of 
pe~tnanen~ a~d . temporary' posts. iin' the ~ajOr: einplc)y-.. 
mg orgamsations under. ·the ·Central ·Government: on 
the two dates is given in. the following 'table:· f;t.l · .• ~. 
: r · . ·.. . • r ... ~ \.i · ·;;;~ . ..: ;;J .. ~(,.~:~ t . .1,.;, 

TABl,E IV . ,.~~·=·-~ ~~/l~ .. ;,.,~;·~.t!~ ~~ 

Distribution of Permanent and Temporary posts by major Departments· (:,;; ;~~ .. ··<Fisores lin' 'OO> · 
~ .~. -~· .i :.:~~ ;.,,;.~,.-:- ~.-·-.. 

1957. 

Department • Perma· Tempo- ~ Total Perma- ~ .•. Total 
nent rary nent 

--------------------------------------------------------~~ 
Railways 

Post and Telegraphs 

Defence (Civilians) 

Others 

TOTAL 

8,173 
(82.0) 

1,799 . 9,972., 12.445 
(18.0) '"';. . . (89.0) . 

> 

1,515 
(76.4) 

469 
(23.6) 

819 . 1,779 
L- (31.5~ (68.5) 

1.201 • 1,613 
(42. 7) ' (57_.3) 

1,984 

.· 2,598 

2,814 

3,098 
(78.7) 

3,126 
'(52.4) 

3;659 
'(61.8) 

l,S42 .. ~J3.987 
(11.0) ' 
. :·;,· .J;ii,...L·\·'~ 

836 .·: ::i: 3,934 
(21.3) ! 

··- . - . .. ~ ' :;r "':~ ·:· 

2,845 ,·,:· • .. .5.971' .. 
(47.6) 

l .·~ 

:· 2,266; ~. > ( 5,925 
(38.2). ,' ' ,/ 

11,708 
(67 .4) 

5,660 . 17,368 22,328 . 7,489'' ,d 29,817* .. 
(32.6) (74.9) . (25.1) ~·< 

--------------------------------------------- -----------------------~---- I In 1957 as well as 1971, the percentage of perma- account, nearly 92 per cent of· the· posts were 'covered 
ncnt posts was the highest in the Railways, followed by , 35 · scales, each ·one of them accounting. for~ more 
by P. & T., 'Other Departments' and Defence in that than 10,000 posts as indicated in the foll(Jwing -table: 
order. · ':• ,. ;, _, ·~L.: ' 

TABLE v 

12. The Second Pay Commission had rationalised 
the pay structure and brought down the number of 
scales to 140. There were over 500 scales of pay 
in 1971. However, the broad scheme of the pay 
structure as devised by the Second Pay . Commission 
had been kept intact, Since even in 1971 about 83 
per cent of the staff were covered by only 29 typical 
scales recommended by that Commission. If the 
major departures made by the Government from the 
pay structure recommended by the Second Pay Com~ 
mission either at the time of implementing the C~r:.:.­
mission's Report or subscquc.ntly were taken mto 

•Excludes 77 posts for whiCh classification was not available. 
Figures in brackets are percentages to total. 

• 'I • ,_,~- ~ ~--~~d = 

Distribution of posts on Major scales. of pa)l: .. ,. ~.: 

Sl. Scale of pay (Rs) 
No. 

2 

1.' 55-1-70· . ·, 
2. 70-1-85 

~ .... ' .~ • l ' 

3. 75-1-85-2-89 .. : ' , ;, . 

· . (Fig tires· in ''00) 

No.· or 
post~ · 

- ~ ., :; ·~ .-.. ('; ~, 348 
9228 

443 
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-- ---
1 2 3 1 2 3 

4. 75-1-85-2-95 3306 28. 210-10-290-15-350 
75-1-8~2-95-3-110 130 5. 810 29. 210-10-290-15-380 318 6. 80-1-85-2-95 238 30. 210-10-290-15-425 234 .. 

7. 80-1-85-2-95-3-110 513 31. 210-10-270-15-450-20-530 • 129 8. 85-2-95-3-110 .,\ 402 32. 250-10-290-15-380 171 9. 85-2-95-3-128 336 33. 270-15-435-20-575 119 10. 100-3-130 . 312 34. 335-15-425. 122 11. 105-3-135 • 312 35. 350-25-500-30-830-35-900 . 177 12. 110-3-131-4-139. 143 
13. 110-3-131-4-155. 261 
14. 110-3-131-4-175-5-180 3464 ToTAL 27512 
15. 110-4-170-5-200. 339 
16. 110-4-150-5-175-6-205-7-240 1666 
17. 125-3-131-4-155. 216 Total number of posts 29818. 

18. 130-5-175-6-205-7-212 343 
19. 130-4-170-5-225 115 13. An analysis of the number of scales and of 
20. 130-4-150-5-175-6-205-7-240 153 posts in each scale shows that the major organisa4 

21. 130-5-160-8-280-10-300 1428 tions like the P. & T., Railways and Defence managed 
22. 150-5-175-6-205-7-240 . 645 with a relatively smaller number of scales as com4 

23. 150-5-160-8-240. 133 pared to all the other Departments put together. 
24. 150-5-160-8-280-10-300 188 
25. 175-6-205-7-240. 122 

14. As on 31st March, 1970 the percentage dis-26. 180-10-290-15-380 203 
27. 205-7-240-8-280. 445 tribution of employees to the total in the various pay 
---- ranges was as follows:-

TABLE VI 

Distribution of employees according to pay ranges 

----
Pay Ranges@· 

(Rs.) 

Below 75 . 

75-99 
110-149 
150-199 
200-299 
300-399 
400-499 
500-749 
750-999 

1000-1499 
1500-1999 
2000-2499 
2500-2999 
3000 and above 

*Negligible. 
@Pay ranges include dearness pay in addition to basic pay. 
tCommunications Department as a whole. 

TOTAL 

P&Tt Railways 

• 
0.09 0.01 
5.54 28.10 
3.16 8.80 
3.38 9.18 
1.40 . 3.53 
0.32 1.00 
0.12 0.50 
0.03 0.12 
0.02 0.07 
• 0.02 
• • .. • 
• • 

14.06 51.33 

Defence Others Total 

0.02 0.12 
10.58 5.36 49.58 
2.90 2.90 17.76 
2.44 3.64 18.64 
1.01 2.08 8.02 
0.41 1.19 2.92 
0.31 0.93 1.86 
0.11 0.33 0.59 
0.06 0.24 0.39 
0.02 0.04 0.08 

• 0.02 0.02 
• 0.01 0.01 
• 0.01 0.01 

17.84 16.77 100.00 

SoURCE :-Census of Central Government Employee3 as on 31st March, 1970 (by Director General, Employment and Training). 

15. Since 1957-58 Central Government expendi4 

ture on pay and, allowances of officers and establish­
m~nt. had gone up considerably consequent on the 

increase in the number of posts as well as in the 
rates of dearness and other allowances. The follow­
ing table gives the comparative figures. 
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TABLEVll 

Wage and Salary Bill of Regular Establishment of Government of lnt/if. 

Year 

19S1-S8 
1960-61 • 
1971-72 .. 

Percentage increase in 1971-72 over 19S1-S8 • 

' . ' 
(R..s. in crores) 

Railways P&T · Defence• Others . i • Total 

.. ~~~:~~. 
. 387.60 

139.8 

35.99 
39.25 

'116.82 

···224.6 
·• . 

' ~ .• 

. 306.f l 289.7''1:.: 1·2o4.4 
,~-!<-··~~~-.-" !ltl .. ~!:,~ 

------------------------------------~-----------------~-------------------~~~~--~-~,-~ .. ~. ~ 
•Excludes Armed Forces Personnel. .. . . .. , :' ) i .. · .• 

••RevisedestimatesforDefenceandactualsforothers. ,i ... ~.:; .J ;!::~'-it~' 
SoURCE :-Ministry of Finance (Department of Expenditure). 

The above figures differ from those given in the 
Economic Classification of the Central Governnient 
Dudget, as the latter include the cost of establish-

. ment charged to certain capital works, cost of con- · 
tingency paid staff, etc. 

The increase in expenditure was the highest in 
Defence followed by 'Other Departments' and P&T. 
The increase was lowest in Railways. The above 
expenditure included, apart from pay and dearness 
a1lowance, expenditure on other allowances like 
Compensatory (City) allowance, House rent allow­
ance, Medical reimbursement etc. The expenditure 
on these items had also increased considerably in 
recent years although precise information to show 
the extent of increase was not available for a suffi­
ciently long period. 

Personnel belonging to All India Services 

16. The cadre of the three All India Services 
stand divided into various State-cadres including one 
for the Union Territories. Officers .of the All India 
Services work both under the Central Government 
as well as the Government of the State to which they 
are allotted. Depending upon requirements, a Cen­
tral deputation quota is provided in each All India 
Service. In the case of the Indian Administrative 
Service and the Indian Police Service, the Central 
deputation quota is calculated at the rate of 40 per 
cent of the senior posts under all the State Govern-

~ mcnts, anJ for the Indian Forest Service, at the rate 
of 8 per cent. The table below gives the authorised 
strength, the Central deputation quota and the num­
ber of officers actually on deputation to the Central 
Government in respect of each Service as on 
1-1-1971 . 

·, .t::' ... -· i i ! : ~ '; 

., ; ' l . 'j • ~~ ;~.'; 'il 
TABLB vm · .·. . ,, . ·.· ... ·.-.,. 
. ' .. ' l . ' . 

Strength .of. AU .IIWia Servius . / ~. !. , . ' : · · :};: 

Service Authorised ·;' Central ' ;, Nuinbet on 
strength , • deputation. ·deputation 

. - , , ; ; quota·. i. • to the Cent-
. ' 1 • • · . tral . Gov .. 
1 • >~ ~ .. ' · : · ernment '. · 

! '. , . ·', • i. ~-· : : ' .•• {: \ • \. •• t_·l ;., .. ~ t 
. , . , J ... • - • I : ·.. .J • ¥. ~o~' a . • -~ -

Indian Administra- ·· · · . f ' 
3203 

. ~ ! : r . t ___ 1 . ·t _-1:-~ ~ 

632 ..... ·. so2 tive Service • 

Indian Police Service. 

Indian Forest Service. 

Union Territories · 

1790 

1097 

. . " . -~ ·. 

. 3.59 ' . ' .t •; .\ ; 426 

. 51 '. ~ ( .::. 66 . 

~ _,. .... ~ .J • ~ ~ 

. ' . ' . . . . .• t ~ 
17. Apart frQm .the posts which are directly ,:under 

!he Centra! Govel1l?le~t, the employees holding, posts· 
m the Uruon Temtones accounted for about 1.04* 
Iakhs (employees) as on 31.3.1970, (except in res­
pect of Mizoram for which . the information ··was ·as 
on 1-3-1972) as compared to 0.52 1akh at the tinie 
of the Second Pay C.ommission; . A strict. compari~· 
son of the figures is not possible as the number , of 
Union Territories has changed . over time. , The Class 
III and Class. IV posts taken together accounted for· 
92.9 per cent of the total. employment, the former 
being 55.8 per ·cent and the· latter ,37.1 p~r cent. 
Class I and Class II posts accounted tor 1.5 and 5.6 
per cent respectively. · . Although there were about 
296 different scales of pay in the Union .Territories, 
only 16 scales ·of pay covered nearly 76 per cent of 
the staff. . Permanent and temporary 1 staff constituted 
44.6 per cent and 55.4 per cent respectively. , c 1 

•Excludes ChanJigarh (0.09 Iakh), and Assam Rifles in NEFA4(0.3S lakh). 



CHAPTER 4 

I~CO~OMIC SITUATION AND FINANCIAL RESOURCES 

We are required ''to make our recommendations 
"having regard to the economic conditions in the 
country, the resources of the Central Government 
and the demands thereon, such as those on account 
of development planning, defence and national secu­
rity, the repercussions on the finances of the State 
Governments, public sector undertakings, local bodies 
etc." At the moment, the Indian economy is ,passing 
through a critical phase. Though this cannot be 
overlooked in making our recommendations, we 
think that it is- not proper for a Pay ComwJssion to 
relate the pay scales of Government employees too 
closely to factors of a temporary or passing character. 
The long-term trends in the economy should be 
considered more important for an assessment of the 
outlook_ for the future. Thi.s chapter is, therefore, 
divided into four sections: the first outlines the current 
economic situation, the second deals with the rela­
tively long-term perspective, the third analy~es the 
impact of economic conditions on the wages bill and 
the fourth deals with financial resources. 

I. The Current Economic Scene 

2. The economic outlook at the time of the 
appointment of the Third Pay Commission in April 
1970 was quite promising, as the year 1969-70 had 
ended in an optimistic note. During that year the 
national income attained an average growth rate of 
7.3 per cent at constant prices (1960-61). Agri­
cultural production made a significant recovery from 
the low levels reached in the previous year and regis­
tered an increase pf 6.7 per cent. The output of 
food grains ·reached 99.5 million tonnes-an increase 
of 5.5 million tonnes-and enabled Government not 
only to reduce imports drastically but to build a 
buffer stock of 4.2 million tonnes at the end of 
1969. Industrial production which had reached a 
low ebb during the recession of 1966 and 1967 was 
recovering rapidly and the increase in production in 
1969 was 7.5 per cent as against- 6.8 per cent in 
the previous year. The balance of payments posi­
tion improved appreciably and our foreign e~change -
reserves went up by Rs. 149.7 crores. But the price 
situation was already beginning to cause some con­
cern. The monthly average of whole sale prices iil 
January 1970 rose by 6. 8 per cent over a period of 
12 months and the pressure on prices was gathering 
increasing momentum. 

3. The year 1970-71 was one of the uneven pro­
gress for the Indian economy. The rate of growth of 
national income fell to 4.6% in spite of the good per­
formance of the agricultural sector which registered 
an overall increase in production of 7.3 per cent and 
a record output of 108.4 million tonnes of foodgrains. 
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In the organised industrial sector, however, a major 
set back started by the middle of the year and there 
was a sharp fall in the growth rate from 7.5 per cent 
in the previous year to 3.1 per cent in 1970. The 
balance of payments position also deteriorated resul­
ting in a decline of Rs. 163.9 crores in our foreign 
exchange reserves. The general price level rose by 
5.5 per C€.mt over the year. 

- 4. At the beginning of 1971 it looked as though 
the country was at last poised for rapid economic 
growth, but a number of unforeseen developments 
changed the complexion of things. The influx of 10 -
million refugees from East Bengal was a burden un­
precedented in the annals of history. The refugee 
problem eventually led to the conflict with Pakistan 
which cost the country dearly in men and material. 
On the top of these came natural calamities like floods 
in several States like U .P ., Bihar, and West Bengal, 
drought in some others like Maharashtra and Andhra 
Pradesh and cyclone in Orissa which together 
accounted for an expenditure of Rs. 103 crores on 
relief alone, besides the colossal destruction and loss 
of output which they entailed. Agricultural production 
declined by 1. 7% and food production declined by 
3.7 million tonnes. These developments did great 
damage to our economy by depleting our food stocks, 
diverting our resources from both current spending 
and development planning, imposing crushing addi­
tional burdens on the taxpayer and obliging the Govern­
ment to resort to heavier doses of deficit financing 
with all its inflationary consequences. The slump in 
industrial produ'ction continued for a large part of the 
year and the growth rate declined further from 3.1 
per cent in the previous year to 2.9 per cent in 1971. 

5. The impact of these events on the budgetary 
position was tremendous. The expenditure on defence, 
refugee relief, assistance to Bangladesh and natural 
calamities rose to the tune of Rs. 1762 crores. Con­
sequently, despite two supplementary budgets and a 
substantial .increase in market borrowing, the overall 
deficit of the Central Government rose to Rs. 519.32 
crores;-an increase of Rs. 287 crores over the budget 
estimates and Rs. 134 crores over the revised estimates. 
The States too were running overdrafts with the 
Reserve Bank of India which at the end of the year 
amounted to Rs. 501 crores. These mounting deficits 
led to an increase of Rs. 625 crores in money supply 
and accelerated the inflationary trends in the economy. 

6. During the year 1972-73 'Indian economy has 
been under very considerable strain' due partly to 
the aftermath of the developments in 1971 and partly 



to a further fall in commodity production. Agricul­
tural production in the kharif season of 1972· 73 suf· 
fered severe damage due to the failure of the mon­
soons for the second year in succession and the loss 

· in output is estimated. to be about 8 million tonnes of 
foodgrains. The food problem which apparently was 
within sight of solution reappeared in a poignant 
form. Drought conditions have also adversely affec­
t~ th.e production of .important commercial crops 
like 01Iseeds and raw JUte. "The imbalances between 
demand and supply particularly in the strategic sec· 
ton of wage goods such as foodgrains, vegetable oils, 
and su~ar were magnified, leading to an exceptionally 
large mcrease in the prices of basic necessitie~ of 
life••9

• Drought relief, emergency production pro­
grammes, etc., accounted for an additional expendi­
ture of the order of Rs. 390 crores. Meanwhile, defence 
expenditure bad to be stepped up by Rs. 192 crores 
to cope up with the uncertainties on the western 
front. The Central Government had ·also to advance 
Rs. 421 crores of loans to State Governments to clear 
their overdrafts with the Reserve Bank of· India. 
Even setting aside the above item the Central budget 
showed an overall deficit of Rs. 550 crores despite 
buoyancy of revenue receipts and the realisation of 
Rs. 478 crorcs from market loans. 

7. Perhaps the most disturbing aspect of the current 
economic situation from the point of view of pay re­
vision is the abnormal rise in prices. The wholesale 
price index during the period April 1972 to the end 
of January 1973 rose by 9.1 per cent, as against an 
increase of only 3.7 per cent during the corresponding 
period in 1971-72. The consumer price index ( 1949:-
100) which stood at 220 wheg the Commission was 
appointed touched the level of, 255 in December 
1972-an increase of 35 points. The 1973·74 Central 
budget also fore~asts a deficit of Rs. 85 crores even' 

without n;taking an~ provision for addi?onat expendi7 
ture for rmplementmg the Pay Comnussion's recom,;,. 
mendations on salaries and conditions of service .. · . of 
Government employees. The · deficits in· the. State' 
budgets presented so far for the current year are also: 
sizeable. These mounting deficits with their ·inevitable 
consequences on the money supply bold out little·bope· 
of controlling the inflationary spiral. Thus the· current· 
economic scene presents a sombre picture.; .. 

II. The long-term perspective 

8. The major long-term trends. in· , the · efunomy 
which -are relevant- for our purpose are :-· . · 

( 1) the rate ·of economic. groWth, .: ... , 
(2) poverty and 'unemployment, and ~ 
( 3) price trends. . . . •• 

(1). Economic growth· -. ' 
~ •>'¥ • :t ' '•' ' • • 

9. The long-term perspective of the· First Plan was• 
to double the country's national· income in: 21. years: 
and its per capita income in 27 years. During that Plan 
our national income increased by ·1s per • cent while 
it increased by. 20 per cent· the Second Plan.; In . the 
Third Plan period there was a set .back in' the· rate. of 
growth due to a succession. of droughts and the. con"'. 
flict · with Pakistan~ With a · population growth'. of . 2.$ 
per cent per annum the per capita.income in 1965:..66; 
the last year ·of the Plan,. remained ·at aoout the same: 
level as it was in 1960·61_ and· completely upset· our. 
long-term projections .. A record harvest in· 1967-6S: 
pushed up the national: income by 9.3 · per cent· (at 
1 ~60-61 prices) and started the recovery frOin" reces~ 
sion. Nevertheless, the annual increase (compound); 
of· national income during· the decade 1960.61 to 
J970·71 was only 3.5 per cent, while the increase in 
per .capita income was 1.32 per cent. The followin~ 
table shows the annual increases during this dec~de: :.-· 

'I 
TABLE I !, •.. 

Growth of Naiionallncome : 1960-'61 to 1970-71 

(At1960-61 prices) :(Revised series) 
~ . ' 

National Income ·Per Capital income; 

Year 

1960-61 
1961-62 
1962-63 
1963-64 
1964-65 
1965-66 
1966-67 
1967-68 
1968-69 
1969-70 
1970-71 . 
~nomic Survey 19n-73 Government oflndia. P. 1. 

2 Fin./73-2. 

National 
Income 
(Rs. 

crores) 

13,284. 
13,740 
14,008 
14,771 
15,896 
15,025 
15,267 
16,694 
16,815 
18,038. 
18,876 

AlfllUal Per Capita Annual · 
Growth National Growth 
rate (per· Income rate (per• 
centage) (rupees) cent age)·· 

306.1. 
+3.4 309.5 +1.1 
+2.0 308.5 -o.3·. 
+5.4· 318.3 +3.2 

. +7:6 ·. 335.4 +5.4-
-5.5. 309.8· -7.6 
+1.6 308.4 -O;S 

+9.3 329.9 +1.0 
+0.7 324.6 -1.6 

. ·.;-7.3 341.0 :. +5·.1 
+4.6 348.9 +2.3 

I' 

, I 

Index Number 
: (1960-61=100) 

National Per Capita 
Income :National . 

income:· 

-·~--

100,0. 100.0·. 
103.4 . 101.1 
105.5 100~8 .. ; 

111.2' 104.0 
119:7' 109.6~ 
113.1' . 101.2' 
114.9·. 100.8'. 
125.7' 107.8' .' 
126.6 106.0. ~ 
135.8 'llh4 
142.1. 114-.0. 



. :Puring the year. 1971-72 . the rate · of incrca~e 
sl~mped to slightly less . than . 2 per cent from the 
lcvel._of 4.6. per cent during the previous year and it is 
estimated that the growth rate J;Ilay be about the 
same in 1972-73 also. In this ·connection the follo­
wing · . observation . .·by the Finance Minister in his 

_ speec~, presenting the budget · for 197~-7 4 deserves 
attention : ~ : . _ 

"In order- to ~etain ·a proper perspective of the 
·· situation, it must not be forgotten that fluc­

tuations in national income are not an tm­
common; phenomenon in . countries heavily 
dependent on agriculture .. Such fluctuations 
must not lead us to draw pessimistic conclu­
siQns about· the country's basic: economic 
health and its·· developfl?.ent . potential which 
are sound." · · · · 

The resilience shown by the economy during . the 
· Bangladesh crisis and the manner in which it has 

withstood the stresses and ·strains of . the last . year, are 

1~ 

5 per cent as against a 7 per cent growth rate envis­
aged in the Plan. On the other . hand, our imports 
in 1971-72 increased by 11 per cent in marked con­
trast to a mere 3.3 per cent increase in the previous 
year and the trend is continuing. Foreign exchange 
continues to be . a major constraint on our develop­
ment 'especially because of the heavy burden on debt 
servicing which accounts for 30 per cent of our export · 
earnings, the renewal of food imports, and the un­
certainties of external assistance. 

13. Taking an overall view of the prospects for 

symptomatic of its basic strength •. · · . . . · , · .. 

:. io.· fmrurig · to._:·~ecto~·ai gr~wth ~ates, ~e· fuld .that 

' · the . immediate future, it appears that given normal 
conditions the 5.5 per cent growth rate envisaged in 
the ""Approach to the Fifth Plan" is within the realm 
of practicability. But it is important to consider how 
an increase in the salaries of Government employees 
will · affect ·our. growth . potential. . Past experience 
shows that increases in the emoluments of Central 
Government employees by way of revision of salaries, 
dearness allowance or other entitlements produce 
immediate . repercussions on the emoluments payable 
to employees in State governments, . local bodies 
quasi-gove~ental organisations amJ even public 
sector undertakings especially those which follow 
Central Government scales of pay. All these increases 
will adversely affect. capital formation because they 
inevitably reduce correspondingly the balances from 
current revenues at the Centre and in the States 
available for Plan programmes.· It is also probable 
that the private sector employees who would jealously 
safeguard their existing relativities with Government 
employees may make demands for a rise in wages 
which would _increase costs, raise prices and jeopar­
dise the competitive position of our export industries. 
Above all, if a pay revision. at the Centre leads to a 
general rise· in wages; it would accelerate the cost­
push inflation which has already dontt much damage 
to our economy. A rise in wages is also likely to 
worsen the employment situation in the country which 
is already causing grave concern. Therefore, any size-

the agricultural sector holds the key to economic growth 
in 'lndhi •. From 1961-62 to 1971-72 the aggregate 
i,ndex of agriCultural' produ'ction increased to 129.2 
'and..-that ot foodgrains to 130,9,-but the trend in agri-

. cultural production 'durir .. g the decade has been highly 
erratic. :The role . of agricultural research in .ushering 
in thf ~'Green-Revolution'~; by. the·, introduction· of 
high yielding-. varities and the intensification :of crop~ 
ping. has added' a . new dimension to . our agricultural 
planning and.holds 'out much ·Pt9mise for 'the future. 
But-· 'recent, evenf ·have ··shown· that agriculture in 
India is· stiU a· gamble on the monsoons and .large in~· 

• ve;stments • on irngation · projects .are required to ensure 
~ s_t;:tble growth rat~.· . · ·: ·' · · . . i - , 

:· 1 L The· i.D.dustrial sectot h~d · witnessed a steady 
'/ progress during the first decade of planning when it 

achieved a cumulative rate. of .expansion of about 7 
· ·per cent per annum. Since then, the progress has been 
markedly tmeven; the annual rate. of increase was- of 
the order of 8 to 10 per cent during the first 5 years; 
it slumped to 0.4 per cent in 1966 and 1967; then 
revived to 6.8 per cent in 1968 and 7.5 ·per cent in 

. 1969, and again fell to 3.1 per cent in 1970 and 2. 9 
._per \.~en~ in 1971. · .. However, the recent sharp recovery 

( in the 1 t!te of growth of industrial production whkh is 
cxpc~ted to register an increase of 7 per cent in 1972 
a~gurs well for the fut~e. · · 

' . 
· 12. 'In the export sector, it is estimated that Indian 

exports accounteq for only 0.7 per cent of the World's 
.t..exports in ~70 as against 1.2 per cent in 1963. But 
.... a promising feature· of our export performance was 
that non-traditional export industries had made rapid 
strides and accounted for 42 per cent of our exports 
in 1970-71 as against only 24 per cent in 1965-66. 
But barring marine products,· their role has been dec­
lining of late due to short. supply of raw materials 
like steel, transport .. bottlenecks for the export of 
commodities like iron ore and a general rise in costs 
and prices which underm~ed their competitive posi­
tion m world mar~ets. Durmg the first 3 years of the 
Fourth Plan the compound rate of growth of exports 
{excluding exports· to Bangladesh) was only about 

. able increase in wages and salaries in the Government 
sector at this juncture is fraught with serious conse- . 
quences for economic growth and employment. 

· (2) Poverty an~ Unemployment 

14. The basic objectives of economic planning in 
India are the removal of poverty and unemployment. 
But two decades of planning appears to have made 
little headway in either direction. The standard of 
living of the poorer sections of the community is a 
function not only of the growth rate but also of the 
distribution of income. The Reports of. the l\1aha­
lanobis Committee on distribution of income and 
levels of living (1964 and 1969) are very revealing 
in this regard. The main conclusion arrive4 at by an 
examination of N .S.S. data was that the bottom 10 
per cent of the population was poorer at the end of 
the Second Plan than in 1950. Their analysis of in­
come tax data on share dividends showed that the 
top 5 per cent of households, when ranked by dividend 
income, owned more than 50 per cent of the per­
sonal wealth in the form of shares. The Committee 
also found that, despite our highly progressive taxa­
tion policies, there was considerable concentration of 
urban income· and wealth and the working of our 
planned economy had en~ouraged this process by 



facilitatmg and aiding the growth of big business. A 
household survey conducted by the National Council 
of Applied Economic Research in 1962-63 showed 
that the top 1 per cent of households enjoyed 10 per 
cent of the total income, while the bottom 15 per cent 
of the households claimed only 4 per cent. Another 
study@ conducted by the Reserve Bank of India 
f>howcd that the number of Indians living in rural 
areas in conditions of absolute poverty increased from 
52 per cent of the rural population in 1960-61 to 
70 per cent in 1967-68. Studies on consumption pat: 
terns. based on N.S.S. data also indicate that large 
groups of people had experienced no improv'ement in 
their standard of living, and the per capita consumption 
of the poorest 5 per cent had declined marginally, 
despite the steady growth in national income. Though 
these reports and studies have serious limitations, they 
~how that planning has apparently done little to 
redress inequalities of income and wealth. According 
to the estimates of the Planning Commission also, 
the disparity between the richest and poorest 30 per 
cent in terms of absolute per capita consumption has 
been showing an increasing trend. A socialistic pattern 
of society demands the creation of a sense of part­
nership among all sections of the community and it 
is high time that the image of the Government ser­
vant as a privileged class, which we inherited from 
British days, should vanish. Therefore, the levels of 
salaries adopted for Government employees cannot 
be out of step with the prevailing economic condi­
tion of the masses. At the same time, they have ·to 
s~tisfy the criterion of adequacy for maintaining effi­
ciency. 

far exceeds the capacity of the • economy to create . 
job opportunities. The . widespread unemployment 
among the educated has added a·· new dimension · to 
the problem.· Unemployment of the magnitude ,pre-- . 
vailing in the country today should normally .. be . ex-' 
pected to depress wages and salaries , through " the 
operation of market forces. · But the . resistance·. of· 
organised labour has only led to increasing industrial· 
unrest and undermined discipline arid ··efficiency.:: in 
Govermnent services. Government cannot divest· it-I 
self of the responsibility for the unemployed; nor· can 
it lend a deaf ear to the legitimate.· demands:: of; the: 
employees for the maintenance of their real' wages. 
The allocation of available resources between··~ new 
investment calculated to absorb. the unemployed ·and 
current expenditure · ~n ' improving the lot of · those· 
already employed under Government is: an extremely · 
difficult choice for a welfare State;_ Our recommenda~: · 
tions regarding salary scales have. been; greatly;~ . in ... : 
fluenced by this cons~raint. 

(3) Price Trends .. · .. ~ · ' · ~ · .· :, .·: : ;;r .. ~·:;·:.;' .. '- .r,~ 
16. Price trends duriDg the I;st decad~ believ~d: the::· 

anticipation of the Second Pay Commission _·.that; at-' 
though prices might continue. to go up,; there was rio' 
rCetSOn to believe that seriOUS. price. instabilitY. woll:ld~ 
develop. In 1960-61-the very next·yearafter the Com:..~ 
mission gave its Report...:....wholesale prices increased_by: 
6.? per cent. The year 1963 ;was the turning point when .. 
pn~s began to._ shoot.: up and. th~ .rising:,trend,·has~ 
continued unabated Wlth. a fause m 1968.:.69 •. · The. 
All India Index number o .. wholesale 'prices . (base • 
1952-53=100) which stood at 135 in ~1963 1 reach.ed~--
217.2 by February 1970 and the All India Consumer• 

15. The problem of unemployment still remains Price Index for working .classes ·(base J949 '71 100.: 
one of the most intractable in our country. Besides rose from 134 to 215 during' the same .period. ' .. The~ 
n heavy backlog of unemployed from the ·earlier new indices of wholesale prices ·with 1961-62 base,' 
PL1ns, the rate of increase in the entrants into the and consumer prices with 1960 base, show the follow;-
l.lbour force at the prevailing rate of population growth ing trend: · · 

,:,, 

• TABLE II 
Trend of M·holest~le and consumer prices : 1961-62 to 1972-73 · 

I. General Index of Wholesale prices (1961-62= 100) II. All India Average Consumer priced index for 
industrial workers (1960:;= 100)* 

------·- All commodities Food articles .. General Index Food 

Index %varia- Index %varia- Index %varia-·· Index %varia-, 
Yean tion over tion over Year tion over -· tion over 

previous previous previous· 1 previous 
year year yeat year -

2 3 4 5 6 7 8 9 JO , 
... ~·--------
1961-62 100.0 100.0 1961 104 +4.0 109 +9.0 
1962-63 103.8 +3.8 106.5 +6.5 1962 107 +Z.9 112 '+2.8 
1963-64 110.2 +6.2 ll5.4 +8.4 1963 110 +2.8 117 +4.5' ... .. 
1964-65 122.3 +11.0 135.4 +17.3 1964 125 +13.6 134 +14.5 
1965-66 131.6 +7.6 144.6 +6.8. 1956 137 +9.6 149 +11.2 
1966-67 149.9 +13.9 171.1 ·+18.3 1966 151 +10.2 164 +10.1 
1967-68 167.3 +11.6 201.8 +21.4 1967 172 +13.9 192 +17.1 ,. 
1968-69 165.4 -1.1 196.9 -5.2 1968 177 +2.9 196 +2.1-
1969-70 171.6 +3.7 196.8 ~.1 1969 175 -1.1 190 -3.1 
1970.71 181.1 +5.5 203.9 +3.6 . 1970 . 184 +5.1 200 +5.3 
1971-72 188.4 +4.0 210.3 +3.1 1971 190 +3.3 203 +l.S 
1972-73 .. 205.8 +9.2 238.4 +13.4 1972 202 +6.3 216 +6.4 

SoURCE :-1. Office of the Economic Advisor to the Government of "India. · - - · · 
11. Indian Labour Journal, February, 1973. · • 
,. •NoTE :-Figures in the 1960 series prior to August 1968 are derived from the 1949 based index. .The conversion · • 

factors used are :- . . 
General Index : 121.5-t of the 1949 based index is equated to 100 of the 1960 based index. 
Food Index : 115.74 of the 1949 based index is equated to 100 of the 1960 based index. 

••Average for first eleven months only. 
@''Configuration of Indian Poverty" R.B.I. Bulletin January 1970 Pago 2~. 



17. The persistently rising trend in prices which bas 
reached alarming proportions in recent months should 
be attributed, not to transient causes, but to a deep 
seated malais in the economy; viz. a chronic imbalance 
between aggregate demand and aggregate supply. As 
this situation can be remedied only by a sizeable in­
crease in national output, it will be a time consuming 
process at· the rate,\ at which our economy is growing. 
Further;1he policy of deficit financing which has 
been responsible for generating heavy inflationary 
pressures in the. eco~omy has little chance of being 
halted or even checked in the immediate future. In 
the circumstances, it will be idle to assume that prices 
will be stabilised even at the present high level. 

m. Economic conditions and the \Y ages Bill 
.· 18. We shall now proceed to analyse how economic 

conditions during. the last; :decade. have affected the 
wages bill of the Government. on the one hand and the 
real wages and attitudes of Government employees on 
the other. The salary structure of the Second Pay 
Commission was for all practical purposes based on 
an index level of 115 in the All India Consumer Price 
Index (1949-100) and the dearness allowance pres­
cribed was. to, be adjusted at the discretion of Govern· 
ment whenever the 12 · monthly average of the index 
m_oved by 10 points~ The. continuous pressure exerted 
by the rise in . prices on • the cost of. living was such 
that from· 1959 to date Government had to grant 
additional D.A./interim relief as many as 16 times 
and ·refer the D.A. issue for review first by the Das 
Body in 1964, and second by the Gajendragadkar 

- Commission in · 1966. · The present Pay Commission 
had :also to recommen~ 3 interim reliefs during a 
span of 2 years. , The following· table shows the dates 
from which additional DA/interim relief was granted. 

· and the additional' cost. thereof to the exchequer: . 
,.. TABLE; rii 

·Date of grant ·Annual Total cost 
average in- . per annum 
dex level (Rs. crores) 

1 2 3 
1-7-1959 115 31.74 
1-11-1961 125. 16.10 
1-7-1963 ad hoc 10.85 
1 .... 2~1964 135 17.36 
1-10-1964 145 36.38 
1-3-1965 155 25.21 
l--12-1965 165 24.90 
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1 2 3 

1-12-1965 . 165 10.60 
(revised) 

1-8-1966 175 28.60 
1-2-1967 185 29.05 
1-6-1967 195 29.05 
1-11-1967 205 30.00 
1-9-1968 . . . 215 30.00 
1-3-1970 (Order issued in Sept. 

1970) 218 97.43 
(Interim relief) 

1-10-1971 (Order issued in Dec. 228 37.08 
1971) (Interim relief) 

1-8-1972 238 35.93 
(Interim relief) 

16 times 

19. Besides these, the quantum of C.C.~. and 
· H.R.A. rose consequent upon the changes m the 
. classification of cities and the conversion of the maJor 
part of D.A. as dearness pay for the calculation of 
such allowances. Other concessions granted included 
the revision of tlie daily allowance in 1971, enhance­
ment of the night duty allowance and running allowance 
for railway employees in 1970--72 etc. During the 
last year Government has granted several more con­
cessions to this category pursuant to the recommen­
dations of the Miabhoy Tribunal. 

20. The wages and salaries bill of the Central Go­
vernment in respect of regular employees alone in­
creased from Rs. 417 crores in 1960-61 toRs. 1186 
crores in 1970-71. This increase was largely due to 
in:provements in wages and salaries but partly also Jue 
to an increase in the number . of employees. B~tweeu 
1960-61 and 1969--70, for example, the number of 
employees increased from 20.94 lakhs 'to 28.51 lakhs; 
an increase of about 36.2 per cent over nine year, 
while the corresponding increase in the wages bill 
was 152.8 per cent. 

21. The increase in the Government's wa.ges bill 
has, however, to be viewed against the growth of its 
receipts and the increase· in total expenditure. The 
table below shows the trends in the growth of the wages 
and salaries bill of the Central Government from 
1960-61 to· 1970-71 and its relationship with the 
growth of revenue receipts and expenditure:-

TABLE IV 

Years 

1 

1960-61 
1961-62 
1962-63 
1963-64 

Growth of wages and salaries bill of the Central Government and its proportion to revenue receipts and revenue expenditure: 
1960-61 to 1970-71 -

Revenue budget Wages & Salaries Wage bill as 
bill percentage of 

Total Total Amount Annual Revenue Revenue 
revenue revenue Value growth receipts expendi-
receipts ex pen- (Rs. over the ture 

(Rs. crores) diture crores) .previous 
(a) (Rs. (c) year(% 

crores) ages) 
(a) (b) 

2 3 4 5 6 7 

' 1,297 1,246 417 32.2 33.5 
1,488 1,363 445 6.7 29.9 32.6 
1,930 1,817 492 10.6 25.5 27.1 
2,381 2,193 581 18.1 24.4 26.5 

c 



1 

1964-6.5 
1965-66 
1966-67 
1967-68 
1968-69 
1969-70 
1970-71 . 

SoURCE :-Department or Expenditure. Ministry of Finance: 
(a) lnclu:!c Defence, Railways and P&T. 
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2 

2,617 
3,022 
3,280 
3,358 
3,671 
3.998 
4.354 

3 4 

2,343 663 
2,703 754 
3,051 856 . 
3,254 940 
3,590 1,007 
3,873 . 1,053 

, .. 

4.191 1,186 . ( ', 

5.: 6 7 ,., 

14.1 25.3- 28.3 
13.7 25.0 27.9 
13 • .5 -- 26.1 :. 28.1 
9.8 28.0 28.9 

I 
'· 1·1 21,4 . 28.1 

4.6 26."3 '. 27.2 
~12.6 ... 27.2 

' '28.3' 

(b) Excludes payment of Central taxes to States and certain other adjustments. .. ' 

(c) Exclude casual labour. 

22. The above table shows that there was a declin­
ing trend in the wages and salaries bill of the Govern­
ment of India as a percentage of total revenue ex­
penditure from 1960-61 to 1970-71 when it fell 
from 33.5 per cent to 28.3 per cent. The Wage bill 
as a proportion of revenue receipts also showed a 
steadily declining trend from 32.2 per cent in 1960-61 
to 25 per cent in 1965-66; but since then it has been 
rising and reached 27.2 per cent in 1970-71, which 
is 5 per cent less than the position in 1960-61. Over 
the years, therefore, both revenue expenditure and 
revenue receipts have increased faster than the wages 
and salaries bill. From 1960-61 to 1970-71, the 
wages and salaries bill increased by 184.7 per cent, 
when revenue receipts went up by 235.7 per cent 
and revenue expenditure by · 236.4 per cent. 

23. It is significant that the increase in the total · 
wages and salaries bill of the Central Government 
has not been commensurate to the increase either in 
the revenue expenditure or revenue receipts. The_ 
normal tendency in countries which have to assume 
new functions and responsibilities for development is 
for the wages and salaries bill to increase more than 
in proportion to the increase in revenue and expen­
diture. It would therefore appear that there is some 
leeway for raising the wage and salary levels without 
placing an undue strain. on the exchequer. 

• 24. It is instructive to analyse how the emoluments 
of Government employees· had increased vis-a-vis 
the increase in per capita national prodnct during the 
interval between the Second and Third Pay Com­
missions. 

TABLE V r ',, i : .. •',f 

Increase in Per Capita Ndtion~l Product ;;nie,;;~luments o/ 
Government employees in 1969-70 over . 1960-61 · -· · 

·. 1960-61 l J969':"70 ·:·.) ·Percentage 
(Rs.) · (Rs.) , '"·· increase of 

(1) 

Per Capita National 
Product at current -
prices (per annum) 

EmolumentS or Go­
vernment employees 
permensem 
Class IV . 
L.D.C •. 
U.D.C .. 
Assistant·. 
Class II . 
Class I A . 
Clao;;s I B , 

. Cla.'>s 1. C . 

l · ·· (3) over (2) 

'-'.: (3) ' ....... ., (4) 

~ . . 
' . ~- '. ~ ") ' 

306.1 :.:: .. :: :591.4' j95.2 

·- ... ' '-,~ ~ ~ . ~t :----.. :· -

·so·~· ":'ts6;·: -·~·9$:o· 
171 . -298. ·~ •· .\ 74:3 
220 347' ! .• · 57.7 

. 345'"~ - ' 521 '· ' ·'.51 0 
"·650 8ts:: ·t·.:-.zsi4 

· · t25o· · 1395 u 6 
2250 . '2500 ~ • 1 t . 1 
3000 ' ., 3500; 16.7 . ' 

25. The above table shows that a large section (\f 
the Government employees had not"· received 1 he;r .. 
due share of the increase in ·the national · product. · 
When per capita national income at current prices 
increased by 95.2 per cent, the class IV employees . 
alone received an equivalent increase of 95 per cent. 
The emoluments of aU the. other categories had lagged 
far behind. The increase in their monetary .emolu­
ments. ranged from 51 to 7 4 per cent for clerical 
categories, 25.4 per cent for class II, and 11 to 16.7 
per cent only·. for class I empl<;>yees. 

' , 
26. The . erosion in real c;amings of a few selected 

categories . of Central Government·· employees during 
1960-1972 has been worked out in the following 
table and graphically ·presented: · 



TABLE VI 

. -~· Progress in real emolul}'lents 

Salary• 1960 1961 . 1962 1963 . 1964 ·. 19.65 1966 1967 1968 1969 1970 . 1971 1972 I 

Peon Salary (Rs.) 80 '• 80 85 . 85 90.50 . .103 111 123 135 141 156 156 . 170 
Index • .. '100 96 

.. 
99' ' 97 91· 94 92 . 89 95 101 106 103 105 . .. 

LDC Salary (Rs.) 171 171 181 181 193 . 216' 229 249 265 273 29~ 298 .314 
Index 100 96 99 96 90 92 89 85 88 91 95 ,92 91 

'I 

UDC Salary (Rs.) . . ·i~g 220 ~30 230 242 :265 276 298 314 322 347 347 363 
Index • .. . - ·. 96 98 95 88 88 . 84 79 81 84 . 86 83 .82 

Asstt. Salary (Rs.) 
-. .. 521 541 345 .345 355 . 355 380 426 441 464 482 491 ~ 521 

Index 100 96 96 94 ' 88 90 I 85 78 79 81· 82 ° 80 78 

Class II Salary (Rs.) 650 650 650 . 650. .650. 740 755 770 ) 7.70 770 815 815 830 
1' Index 100 96 94 91 80 83 77 69 67 68 68 66 63 

Class I(A) Salary (Rs.) 1250 1250 1250 I 1250 1250 ·1250 1350. 1350 1350 1350 1395 1395 1410 , 

Index 100 96 94 91 '80 73 72 63 61 62 61 59 : 56 

Class I(B) Salary (Rs.) . 2250 2250 2250 2250 2250 2500 ·. 2500 2500 2500 2500 2500 2500 2500 
, Index . : 100 96 94 91 80 81 74 65 63_ 64 60 59 55 

Class I(C) Salary (Rs.) 3000 3000 3000 3000 3000 3000 3500 3500 3500 ' 3500 3500 3500 3500 
Index 100 96 94 91 80 . 73 77 68 66 67 ' 63 61 58 

---·---- t-.> 
*Salary includes basic pay and D.A. only (for the years 1970 and onwards salary includes interim relief als~). No 
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27. The graphs vividly show the movement of the 
real value of selected fixed levels of emu1uments of 
different categories of Central Government employees 
from the year 1960 onwards. These reprcc;entative 
categories consist of the Peon, Lower Division Clerk, 
Upper Division Clerk, Assistant, C1ass II Officer and 
three types of Cia~ I Officers. For the Peon, the 
minimum salary of Rs. 80/- as recommended by the 
Second Pay Commission (at the C.P.I. of 115) has 
been taken as the level for comparison over time. 
For the next four categories, emoluments · corres­
ponding roughly to the mid-stage of the scale vi:::. 
Rs. 171, Rs. 220, Rs. 345 and Rs. 650 have been 
taken. For Class I officers, three representative levels 
at Rs. 1250, Rs. 2250 and Rs. 3000 \\tre taken. 
For reducing emoluments to constant price level, the 
All-India Consumer Price Index (1960= 100) of 
the Labour Bureau has been employed. 

28. These representative salaries hav~ all under­
gone changes during the decade as shown in the 
table. The first four categories got the renefit of the 
periodic revision of dearness allowance and . three 
interim reliefs. Class II at the level of Rs. 650 got 
the benefits of the Das Body award in ·1965 and two 
interim reliefs. At the maximum of the senior time 
scale viz., Rs. 1250 there was only one ad-hoc grant 
of Rs. 100 as dearness allowance in 1966 and two 

.interim reliefs. The Joint Secretary's salary was raised 
to Rs. 2500 in 1964-65 but this imgrovcment was 
considerably offset by a rise in Consumer Price Index 
by 10 per cent during that year with the result that 
the index of real earnings rose only by one point from 
80 to 81. The Secretary's salary was Jikewise in­
creased by Rs. 500 in 1965-66 but a 10 per cent rise 
in Consumer Price Index during that year also neutra­
lised the effect to a rise of 4 points only from 73 to 
77 in the index of real earnings. The value of these 
representative emoluments of all categones at 1960 
prices remained below the base year level upta 1969. 
But the present position is that excepting class IV, 
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all ~e !llgher categories have . suffered a progressive 
erosiOn m the rea! value of therr emoluments, ranging 
from 9 t? 21 per cent in the clerical categories, 35 
per cent m class II and 40 to 43 per cent in class I 
categories. If the increases in the rates of income 
tax during this period are also taken into account, the 
erosion of real wages in the highest strata would be 
appreciably .higher. -

29. Our analysis has clearly shown how a large 
section of Government employees have suffered a 
grievous fall in real wages and their position vis-a-vis 
the employees in the · organised private and public 
sectors has deteriorated considerably.* The dispari­
ties have widened to such an extent that we cannot 
hope to bridge the gap at one step. But a fair deal 
to Government employees demands that the gap should 
be narrowed to the extent that the finances of Govern­
ment would permit. 

30. The fact that organised labour in many pri­
vate and public sector enterprises has been able to 
secure repeated escalation of wages by collective 
bargaining during the last decade, while Government 
employees have been suffering a continued erosion of 
real wages, has not failed to produce its repercussions 
on the attitudes and conduct of Government em­
ployees. This is natural especially because 23.8 per­
cent of the 29.8 lakh regular employees of the Central 
Government as on 1st January, 1971 behnged to the 
category of industrial employees in departmental 
ur.dertakings such as Railways, P. & T., Defence 
establishments, etc. 

31. Central Government employees' organisations 
have been becoming increasingly discontented and 
militant in recent years. The following table shows 
the trend in the number of disputes leading to stop­
page of work and the number of man-days lost from 
1960 to 1971. 

--------------------------------------
*See Chapter 5, Section on Fair Comparison. 

TABLE VII 

Number of disputes in the Central sphue leading to stoppage of work and man-days lost-1960 to 1971 

Number of disputes Number of mandays lost 

Year Central Other in- Total Central Other in- Total 
Govern- dustries Govern- dustries 

ment in Central rrl'ent in Central 
sphere sphere 

----- ·-----------

1960 
1962 
1963 
1964 
1965 
1966 
1967 
1968 
1969 
1970 
1971 

2 3 4 5 6 7 

11 452 463 25,27,638 8,98,462 34,26,100 
3 194 1]97 610 4,69,614 4,70,224 
6 190 196 1,24,861 2,13,601 3,38,462 

15 355 370 15,072 8,28,900 8,43,972 
8 248 256 10,474 8,88,625 8,99,099 

20 359 379 45,313 7,05,537 7,50,850 
5 672 677 37,263 26,87,484 27,24,747 

36 441 477 4,11,785 18,02,496 22,14,281 
6 385 391 9,541 16,55,730 16,65,271 

22 492 514 3,19,604 34,37,141 37,56,745 
13 337 350 4,04,696 16,20,832 20,25,528 

NoTE :-1. Central Government includes Railways, P&T, Defence Establishments, CPWD and .strikes by the Central Government 
employees in July, 1960 and September, 1968. 

2. Other industries in the Central sphere include ports, mines, oil fields, insurance and others including printing presses 
of the Central Government. 

SouRcE :-Office of the Chief Larour Commissioner (Central), Ministry of Labour & Employment. 
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32. A pragmatic approach to the problem of wage 
revision has to take note of the prevailing unrest 
among the Government employees and their organised 
strength. From Qte memoranda received, and during 
the course of oral evidence, we were able to gauge 
the intensity of feeling amongst the Government em­
ployees, and to assess the very high expectations that 
the setting up of this Pay Commission has aroused 
in them. Though we are aware of the stresses and 
strains imposed on the finances of the Government, 
and of the need for the utmost restraint in incurring 
additional non-plan expenditure, we feel that these 
considerations have to be balanced against the need 
for enlisting the co-operation of the vast body of 
Central Government employees. It is undeniable that 
our ambitious programmes of development cannot 
make much head-way unless there is a full measure 
of involvement on the part of the Government em­
ployees who have to implement thept. In fact, no 
Government can function efficiently without the un­
flinching loyalty and dedication to work on the part 
of its employees from the highest to the lowest. There­
fore, notwithstanding all the aforesaid economic and 
financial constraints, it is incumbent on this Commis'":."' 
sion to give a fair measure of · satisfactjon to thP. 
Government employees. The present economic situ­
ation howevr.r demands that the immediate impact 
of the revised pay scales on the finance5 of Govern­
ment should be minimised, while ensuring to the em­
ployees their due share in the economic growth of 
the country. 

IV. Financial Resources of the Central Government· 

33. A review of the finances of the Central 'Gt:'­
vernment is called for in order to assess the capacity 
of the Government to meet an enhanced wage hill 
and the possible repercussions of a rise in salaries · 
on the resources available for development. We 
shall, therefore. examine the trends in resource mobi­
lisation as well as the trends_in expenditure with 
special reference to the current Five Yeer Plan. 

• 34. The financing pattern of the Fourth Plan" b 
as follows:-

TABLE VIII 

Rr.mun'C's ofth~ Central Got•unment for the Fourth Plan• : 
1969-70 to 1973-74. 

I 
(Rs. · Crores) 

·-------------------
Fourth . Plan 

Items 1973-74 Period -... 
B.E. 1969~1974 

Presen: Scheme 
assess- of Fi-
rnem. nance· 

2 3 4 

I. Domestic budg..:tarv resources 
l. Balance r.om curaent revenues 

at pre-Plan rates of taxes. · 86 134 1625 

2. Additional resource mohilisa-
~ion (a) . 1290 3253(b) 2100 

...... ~. .. ... t. ,_:··~ ··~··· ·~)!",· 

l .. 2.; - 3 
. ~ -~ •. . _,.-

t' i ~ f J~ , • ! ; ~ . ~ . . 't- ( ~ 1 ~'11 

3. Contribution of Railways· at . . . ·. ·. ~ .. ; . ; ; :i \.;' \ 
pre-Plan ra(e fares and · .. , ~ . · . , :, , ; ·. ; 
f1eights . .. ~ -- ,...JJl' --160 , 265 

4. Contribution of posts & TeJe- . 
graphs at pre-Plan rates 9ftarific,: , .. 9~1 •. : 320;} · ;.~$ 

s. Loans·rrom public (net) ; - '·. ' '' ··326. . •1424 _; .tl· 9oo 
. . j. c . . ' . , ' . , . . . ': .. • I ', .. 

· 6. Share of small savings · . ·. · • ... 8l , · · '428:. · '·' 27~ 
. . •. ,_ . • . j .·· . 1 • ,• ' ~~ • ~ ; 

7. State providentfunds (net) .J ·, .• liS ::~ ·496 L ; 343, 

8. Miscell~~eous capitai .re~eipts' ~··, !,; ,;; ~:'J li :.· ;~, , 
(net) . ;:·' " • • • ! :. • • • ~ , • ··• 663 .. :·2235 · :, .. -"2781 
.••. · .• ' ,.\. i' ;:~· .u 1<:.1,~ •• ;~t . 

9. SpeCial_ accomm~dation .. to the · 1 , , .. · , . :·: • , •. • 
States for· meettng' theU'' ..non-, " ·: 1 

•· • .,. •. J •: c •. 
Plan gaps(-) . ··• /~. ·· ,:.· ·.:-.j19·( :-su: -;.L795· 

. -.. _., .··" t ··.1 ~~.-~·:~ tf • .. ,~\~ __ .J Jn·~·:!. L~- ... ~· ~ 
f ~: ' .. , • ~ '~ ~ ; f r t., • I"" - ~ ~ 

:TOTAL Of I . ·. i ~.~3~ f ·73~5.;- ~- ?71.8 i 
~~·,,; \ < .. ~ .· .. ··,_j ~ _.,'.f .,·,;, ' -, ~-· ~ I 

II. Bud·g~tary :~~~ipt~~ eones~m:i,t: .. \_J. ·"--:t·}~ .-: .. , .;·:::;· 
· ding to external assistance (net) 1 • 448 '.. , f2194t i' 2614: 

1u.- n~fi~. it ;fina~cin~·. ; •.. :.- ·: :". : .•. 1;
1;::·:a·s :jJSJ4(c) ~:~·; :;~5.9'. _ 

• - ~ ~ ·' 1 .• ). '--•·" I ~ .~ ~ y.( .. ~,.tl ··.~oil • .,;J ..__._··~,J .• .,.-~. ~~) 

IV. Aggregateresources(I+li+JIJ)1f l963·:.·lP2~ (tllJSl, 
v Deduct-A"sistancef~r··siate ::--;~·: !.~ ... ,rr .r_c,..;:') 
: Ptaris . . ~ -. . ~~.; :: : -.. .. · • ~ ~-849 ·, :..J582 .;.JsOO(d)i 

. VI .. Aggregate 'r:source's fa~· the· \ ~·.:', . i_: ,.:_ ! /1 ·• ,·; .. : '· :: .:/ .. • ·> 

Centte•sPlao (e) . ·~. ',;· '2l14'.··. 7741··-"';7682~ 
') > .,·· .,j !. ··:·· . .: , ... '· 1: •• ".) ,. : .. ~l··.;.~:.J;_,. 

*The esti~ates of, re~o~~;· .s.hown in -'t~-f~- 't~~j~ ,!eicl~de~ 
internal resoun.es of non-departmentar ente1 prises. . I etained. 
profits of the RBI and borrwings by the" financial institutions;~ 

(a) Net of States•·;sh~e_~·_"-, .. , .iJ. .• '.·!,~',:_··.;'~·r··~:~ 
(b) Excludes yield ftom lev1es imposed m,Novcrnbex: 1971, 

f~r re1ief of refuge:s· from. Banga4Jesh: 
1 
Th~se .levies'·,\\ il~ ~~; , 

Withdrawn .from 1st ·f\.prd,··1973.' · · ~-.~·-·: · 1 ; • ' • • .~ !.c,- "'· 

. (c) After tak.i~g into ~ccount the assistance ofRs: 421 cicres' · 
· given to the States for-clearing their .overdrafts-a& at .the end ~of. 
April,1972. ·: ;_..._. '; ·· .:·.; :" l ·. · • .• ; '£;· ~ 

(d) Excludes ;assistance for Himachal ·p1adesh.;., !Mariipun 
and Tripura which were Union reuitories when the Sch~me_,· 
of Finance was formula1ed. ~ . · , · 1 .. - .. ' · 

(e) .lncl~des Plan assistanCe 'to-U~tio.n :T~~rltori~s. ~. , ; .. -; 

- -· .. . . ; ,.. ~ \ . . ., ..' t: I".;' 

35. 'From the point of view of resource mobilisa: 
tion the trends in saving in tlie Indian economy de-· 
serve particular attention. During the first decade of 
planning, domestic savings as a . ratio of ,national.- in­
come rose from 5.3 per cent to .. 9.6 per· cent . and· 
advanced further 1o 10.5 per cent.~ _1 ~65-66~ : ).t 
fell to 8 per cent in 1967·68 but agam p1cked ·up m 
the next year. On the eve· of the Fourth Plan ·net 
investment in the economy stood at 11.2 per cent of 
the net national product, .but domestic saving. was 
only 8.8 per cent. The objective . of. self-reliant 
growth requires that domestic savings, including both 
private and public savings;· be stepped up to match 
the. projected levels .Q..f. investment. The. Fourth .Plan 
therefore envisages a rise in the rate ··. of . aggregate 
domestic saving to .13.2 per cent ;by' 1973-71 ~nd 
16.6 per cent by 1980-81. The.Iong-terot prQJCCtions 
of the ·Plan are based on a . significant increase . ia 
public saving from 1.4 per cent of the natio~al ~ncome 



to 4.S per cent by 1973-74, .as against an increase in 
house-hold saving from 6.4 per cent to 7.6 per cent and 
corporate saving from 1.0 to 1.1 per cent. during this 
period. But the Midterm· Appraisal showed that 
both public savings and aggregate domestic saving.'il.· 
had remained practic~lly stagnant. 

36. On the receipts side, tax revenues have shown 
much buoyancy during recent years. Rec-eipts from 
old taxes especially the corporation tax and import · 
duties are expected to improve substantially over the 
original estimates for this Plan period. The perfor­
mance in the field of additional resource mobilisation 
has been remarkable. As against the five year target 
of Rs. 2,100 crores under this head, the measures 
under taken during the five years are now expected 
to give a net yield of Rs. 3,253 crores 5 excluding the 
yield from levies in aid of Bangladesh and the share 
of the States in the divisible pool). The raitway:s 

, have been in the red for some years, but the situation 
is slowly improving, as is shown by the small revenue 
surpluses of Rs. 17.8 crores in 1971-72 and Rs. 12.4 
crores in 1972-73, though this. was attributable to 
reduuction in dividend liability following the recom­
endations of the Railway Convention Committee. The 
revenue surplus for 1973-74 is estimated .at Rs. 25 
crores. These surpluses are, however, not sufficient 
to meet their requirements outside the revenue 
account for which they have to depend on the general 
revenues. Their own contribution for the Fourth 
Plan was originally estimated to be Rs. 265 crores · 
at the pre-Plan rates of fares and freights and Rs. 150 
crores from additional resource mobilisation. Though 
additional resource mobilisation of the order of 
Rs. 314 crores had been achieved, tlte net contribu­
tion of Railways for the Fourth Plan is estimated to 
be only Rs. 154 crores. On the other hand, the 
Posts and Telegraphs- Department is expected to 
contribute Rs. 152 crores more than the original esti­
mate. The contribution of other Central public enter­
prises to our Plan was expected to be of the order 
of Rs. 1,044 crores. This has proved to be a gross 
overestimate, as their contribution was only Rs. 92 
crores in 1969-70 and Rs. 103 crores in 19'70-71 as 
per the Mid-Term Appraisal. The prospects of any 
sizeable increase in public savings will hinge heavily 
on a vastly improved performance of these under­
takings. 

37. The expenditure pattern in the 'Seventies' can 
be considered abnormal, as it was complicated by . 
political developments and natural calamities. But 
a review of the preceding decade clearly shows an 
underlying steadily rising trend in expemliture which 
is largely attributable to inflation. The costs of both 
Plan and non-Plan schemes went up by leaps and 
bound during this period. The three interim reliefs 
sanctioned by the Centre from 1970-71 account for 
an extra burden of Rs. 188 crores in 1973-74. The 
steps taken by the Central Government to ·give relief 
to their employees in the context of rising prices 
naturally produced repercussions on the St:1te Govern­
ments, public enterprises and local bodies. The extra 
annual burden of these relief mea§ures is shown in 
the following table:-
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TABLE lX. 

Additional annual burden on the Centre on accowzt of increases 
in DA and Interim Relief's to Central Government employees 

and on the State Governments on account of revision 
of pay scales and increases in DA and other allowances 

to State Government employees and employees 
of the local bodies from 1959-60 onwards 

Yeat of revision 

1 

1959-60 
1960-61 
1961.62 
1962-63 
1963-64 
1964-65 

. 1965-66 
1966-67 
1967-68 . 
1968-69 
1969-70 
1970-71 
1971-72 
1972-73 

Tota114 yeats . 

(Rs. Crores) 

Extra annual liability 

For Centre 
on account 
of DA revi­
sions and 
Gtant of 
inteiim 
reliefs** 

2 

31.74 

16.10 

28.21 
36.38 
60.71 
51.95 
59.05 
30.00 

97.43 
37.08 

For all Total extra 
States toget- liability for 
her on ac- Centre and 
count of States 
revision of 
pay and 
allowances 

3 

13.24 
10.79 
6.87 
1. 73 

57.08 
58.58 
97.85 

103.92 
70.92 
50.64 
85.16 

116.96 

4 

31.74 
13.24 
26.89 
6.87 

29.94 
93.46 

119.29 
1ss.go 
162.97 
100.92 
50.64 

182.59 
154.04 

35.93(a) 54.23(b) 90.16 

490.58"' 727.97* 1218.55 

NoTE:-In all cases where revisions have been effected during 
the course of the year, the full year effect has been shown 
for that year i,n this lable. 

*This does n~ ·take into account the annual growth 
subsequent to each revision as a result of increase in 
the number of employees. 

**Excludes additional burdt"n on account of increases 
in other allowances. 

(a) Full year effect of third intetim relief sanctioned in 
September 1972. Additional liability in 1972-73 is 
only Rs. 20.96 crores. 

(b) ~evisions made upto 15th September, 1972. ,_ 

38. ·The additional annual liabilities incurred from 
1959-60 to 1972-73 have mounted up by a cumu­
lative process. ;But there is one significant difference 
between the Centre and the States · in that whereas 
at the Centre. the last pay revision was in -1959, all 
the then existing States had one or more pay revisions 
in the meanwhile; 8 States had two or four revisions, 
while Haryana and Andhra Pradesh had 5 and 6 
revisions respectively. Several States have now adop­
ted the Central D.A. pattern. The revision of 
salaries and D. A. by the State Governme!lts have to 
some extent recoiled on the Central Government's 
resources position, as it btcame incumbent on the 
Centre to grant special accommodation to some States 
for meeting non-Plan gaps, to sanction ways and 
means advances to States· for clearing their overdrafts 
with the Reserve Bank of India and to make a larger 
devolution of funds under the Finance Commissions' 
awards-from Rs. 240 crores in 1960-61 to Rs. 1325 
crores in 1973-74. The total incidence of these 
measures of assistance to the States is however not . 
precisely determinable. 
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39. Market borrowings and. miscellaneous receipts Central Govet.rinlent. • lt is ren:..arkabte that these 

from saving schemes have been · greatly facilitated challenges have ·been squarely met and the Centre 
during the decade by a better climate for saving 1111d is still in a position to achieve the Fourth Plant target 
investment. There has. been a. distinct improvement of raising Rs. 7682 crores. · But deficit financing 
in the quantpm of investible funds of the nationalised ; . during the Fourth Plan period as it is now estimated~ 
banks~ the L.I.C. and Provident Fund Schemes. Net will be of the order~ of Rs. 1814 crores, as. against 
market borrowings during the Fourth Plan are ·there- _._,. · Rs; 850 · crores· envisaged in the original scheme of 
fore expected to exceed the original target- by about finance. This constitutes an in1lation potential which 
Rs. 524 crorc::S·: ;and 'the· collections -through , small: is· bound to have its repetcussions on the price level. 
saving schemes .and provident ftmds -are- improviqg Though the ··current economic'· situation- is somewhat 
appreciably. in recent years. · . ·' · _. sombre due to- certain ·transient factors,. the financial 

-~- _ - . position ·of the Government· is basically -sound and 
~ · - . • - , can be- expected to improve witli time, :provided some 

40. The 'hiSi decade:.iuls ·th~ been ·ofie of conti-· measure of success 'is attained :in stabili.~ing the price 
nuous stresses. __ and -'Strains : <m -tha'!\finance-s.. .of ·the leve~. -· = '· 

·•. ' 
·:-. 



CHAPTER 5 

\ 
'~ 

PRINCIPLES OF PAY DETEmfiNITION 

1. \Ve are required by our term~ of refer~nce 
inter -alia 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 is, however, no men­
tion of the word 'principle' in the sub-paragraphs 
specifically empowering uSF· to deal with ~ther the 
All-India Services or the Armed Forces. We have 
interpreted our terms to mean that the principles we 
formulate for the Central Government employees 
should be of general applicability, and should also 
broadly apply to the All-In~ia Servi~es an_d the Armed 
Forces personnel, though m certam ctrcumstanc~s, 
deviations may be called for because ol the spectal 
circumstances in which these categories operate. 

2. Though our predecessor Commissions had ~lso 
discussed the principles of pay fixation, a re-apprat~al 
of the principles is fully justified by the changed crr­
cumstances -of today. The · scope of Government's 
activities in. the modern welfare State has t•xpanded 
both extensively and intensively in rrcent years. With 
the advent of developmental planning, the role of 

' the Scientists and the Technologists has assumed great 
importance. The pay structure has to reflect such 
changes in social values. Further, the last few years 
have witnessed the completion of a number of im­
portant inquiries like the N a tiona] Commission on 
Labour, the Administrative Reforms Co_!D.mission etc., 
whose findings and conclusions have a bearing on 
our . work. All these factors point to the need for 
a re-appraisal of the principles of pay fixation so that 
these may be better attuned to prevailing conditions 
and to anticipated future trends. By its very magni­
tude, the public sector salaries affect the economy 
as a whole and the prevalent wage-level. Since 1956 
employment under the Central Government has in­
creased from about 1.86 million to about 2.84 million 
in 1972, i.e., by 52.7 per cent. Total employment in 
the public sector has increased from 5. 2 million to 
11.2 million over the same period, i.e., by about 115 
per cent. In manufacturing industries, with which 
comparisons of Government scales !'l.re usually made, 
the total employment was 3.97 million approximately, 
and amounted to less than ope-half of the employ­
ment under the Central Government, the State Go­
vernments and local bodies. The total investment 
by the Central Government in public sector under­
takings has increased from Rs. 81 crores at the 
beginning of 1956-57 to Rs. 4,157 crores* at the 
end of March, 1971. It is reasonable to assume that 
in the foreseeable future the public sector will conti­
nue to grow apace. _ Thus, the principles of pay 

fixation that the Government may adopt are likely 
to have far-reaching effects on the economy as a 
whole. 

Some Characteristics of a Sound Pay Structure 

3. There are three major requirements of a sound 
pay system viz. inclusiveness, comprehensibility and 
adequacy**. One idea sought to be conveyed by 

. the term 'inclusiveness' is that the pay structure and 
the career pattern adopted for the civil service proper 
should also be broadly adopted by autonomous quasi­
governmental organisations. In common with other 
countries, the tendency in India has been towards 
the proliferation of autonomous bodies which are 
largely immune from governmental control in their 
day to day running, and are allowed considerable 
freedom to manage their personnel and financial 
matters. 

4. The practice has resulted in lack of uniformity 
and different pay scales are prescribed by different 
organisations for broadly comparable work. These 
differences become all the more prominent for routine 
and standardised types of works, e.g. those of mes­
sengers, typists and clerks. Large blocks of employ­
ment have been created outside the Civil Service 
proper and not subjected to the same discipline with 
regard to recruitment, minimum qualifications, scales 
of pay and promotion prospects. These new organi­
sation are often in a position to outbio1the Govern­
ment itself with the Government's own money for 
recruiting scarce talent. This also results in compe­
titive bidding between the various public sector under­
takings and in undesirable features such as the flight 
of key personnel from one undertaking to another 
and a general escalation in salaries. '.Vbere an 
undertaking is solvent and finances additional expen­
diture arising out of upward pay revisions of its staff 
from its own resources, there are extenuating factors, 
but the practice may still be questioned on the ground 
that surpluses for further investment are being eroded. 
\Vhere the undertaking relies heavily o.Il subventions 
from the public exchequer, and yet increases salaries 
out of lines with civil service salaries, -w hhout con­
trolling the numbers involved, there this action is in­
defensible, and such instances can ·be readily cited. 
U.N. Publicationst have referred to at least two 
foreign Commissions which have commented adverse­
ly on excluding autonomous bodies from overall 
governmental control in pay and pcrson11el matters. 
We shall deal with this issue in somewhat greater 
deta~ later in this chapter. 

*The total investment in Central Government undertakings on that date was Rs. 4,993 ctores approxirr:atelv the balance 
representing the contributions by pt ivate parties and State Governn:ents. ·' 
(Annual Reports 1970-71 of Bureau of Public Enterprises, page 3). 

**Handbook of Civil Service Laws & Practices (U.N. 1966) Page 85. · 
tU.N. Handbook of Civil Service Laws and Practices, Para 205, Part I. 
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,. 5. J_\ seco~~ ~~e . w~ere the requirement or 
mclustveness lS VIolated lS m the large sQ!e appoint· 
ment of casual, contingency and workcharged em· 
ployees. It is possible, in these circumstances to 
employ v:rsons on wages which are dictiited entirely 
by conditions of supply and demand, without being 
tempered with considerations of social ;ustice and 
equity •. La~k of seC!Jrity does not encourage these 
persons to pvc of thetr best; the unsCI\Ipulous, having 
no stake, are freed from inhibitions. Further, the 
employment of such personnel is liable to abuse 
because of the uncertainty of their tenure and the 
almost. ~nfettered discretion given to the ~ppointing 
authonties to select and to discharge persons at wilL 
It appears desirable that where staff have •o be enter­
tained on a fairly long term basis. they should be 
brought within the ambit of the normal civil· service 
procedures, so as to ensure that the best recruits 
are attracted at the salaries that are offeroo, and they 
are able to function in an atmosphere ·conducive to 
efficiency. We have been told of engineers moving 
on from one project to another, as they are completed,­
who have spent the best years of their Jife with the 
Government, but have remained temporary, and been· 
denied both security of service and pen.~&'Jnary bene­
fits. We have also heard complaints abou! the claims 
of temporary personnel to promotion bejng rejected 
itt favour of JUnior permanent recruits. We are of· 
the view that such procedures create ·'!l,·Jidable dis­
satisfaction, and preclude the Govrrnm~nt from se· 
curing the best that these temporary appointees are 
capable of. The remedy would lie in greater cir· 
cumspection when making the initial appointments so 
that the minimum number of temporary personnel 
are recruited. \Vhere such appointment~ are ines·. 
capable, suitable persons should be absorbed in due 
course to permanent posts, if the need still remaii'.s, 
or the temporary organisation wound up JlS soon as~ 
the specific• work in hand is completed. 

6. The second criterion is that of ucomprehensi-: 
bility". This means that tlle pay scale proper· should: 
provide a true and comprehensible picture of the 
total remuneration given to the Government employee. 
The distorting factors in such cases are the variety 
of allowances and additions to pay that are sanctioned. 
Some of these allowances are unexceptionable, . . as 
they amount to no more than the reimbnrsemer.t of 
the expenses legitimately incurred hy the Govern­
ment employee in the due discharge of his duties 
e.g., travelling a1Iowances both on tour and on trans .. 
fer. There is another group of additions to pay viz. 
~nccial pays, which are given on account of a speci­
fic addition to the duties and responsibilities of a 
government employee, for instance, o\"\ing · to · a 
combination of appointments, or because of the 
specially arduous nature of the work performed. 
\Vhere such special pays are granted to provide for 
a temporary 11eed. their validity is beyond quespon. · 
In many cases, they may be given deliberately to 
avoid fra!!mentation of the cadre, and to introduce 
flexibility ~in transfers and postings e.g., special pays 
granted for holding certain secretariat appointments 
primarily on the ground of arduousness of duties and 
additional responsibilities, and special pays prevalent 
in the P&T Department for certain .categories. In 
a number of instances, however, special pays are 

granted on a' long term basis and' iri the· form of'a 
charge allowance to compensate for tbe ·additional' 
duties and responsibilities. discharged by ·an individual 
or a group of individuals in the same p~y. scale.· In· 
these latter cases, the legitimacy of the addition to 
the no~al pay, may be ques~oned · on·· the: 1 ground 
that a sunpler, and more rational approach· would. 
be to recognise the higher level of duti~~ and·· 'res­
ponsibilities . by the grmt of · an appropljate higher 
scale of pay. We shall have occasion to refer· to this 
matter in greater detail in Chapter 8._ . · : ~-. · ', · · . "; 

j~ • ··, t ,. ·t . : .. ~.: ....... 

7.- Another group of perquisites: 'havc·b~~n ~~c .. 
tioned. on grounds which are· -not. so :apparent; and 
more often than not· it is difficult to precisely evaluate . 
the benefits confe~ed upon the Government · emplo­
yees in stric~financial terms._·: A_ typical instance is the 
provision of rent-free houses. ·· The' , concession ·is 
widely prevalent· in .the Postal Department.: and! is .. 
allowed, to Post Masters and Sub-Post~ MasterS.~ 1 The: 
justification given for the concession is that the pam~ 
cular functionarv has to be ·readily. available .for· the 
efficient clisc?arge of ·his. duties e.g. "'.receipt and des~, 
patch of mails at odd hours. · ·It is· also said that but· 
for the concession of a rent~free . residence, higher. 
emolumt>pts .would_ have to be.~ .. paid.·. His presence: 
also obVIates the need. for appointing separate security · 
stclf. It is, therefore; argued that the. concession .is

1 

in the public interest. We .. appreciate that in .these' 
circumstances, the grounds . adduced may. be . valid.' 
On the. other hand, we think that it would not be in' 
the~ long temi.Jnterest of . the . Government. employees.~ 
that the- public exchequer. should be normally called. 
upon to bear both the capital cost and the. recurring: 
mainte~an~e. cost . for- their .. ~ousing, . as this . pracqce,' 
would mh1b1t · fresh construction by ... the·. Government:. 
The Goveflliilent. employees would _stand to benefit: 
f~om a. m~ssiv~ construction pr?grainme for. !eside11~~ 
ti.a~ umts m . VIew of the chron~c . shortage m . most~ 
ctttes, and !}ley should. be. prepared to pay a reason-: 
able rent for the ·accommodation provided. . ·Accord·; 
ingly, whenever the concession of free housmg came 
to our notice, we closely examined the attendant 
circumstances, ·our· general approach bein~ that ·the 
normal rent should be charged, unle&s· there· were · -· 

-good reasons · tQ the contrary~ - · !.: · · • · 
• 1 .. • • ~ • - • f •·.~ r ·: 'f" 'l 1 t .' . f~ 

. 8. 'we. foun-d a. varlety of roncessio~ .and- ~ow~: 
ances .applicable to the Armed Forces. Some, are~' 
clearly essential in order to. maintain. their : fighting 
efficiency e.g.,. provision of, free -rations according: 
to prescribed scales. There are,· however, certain~ 
other allowances which, we! think, should . be closely . 
examined and . thejr. continuance or modificatio~ re- : 
commended in consonance_ with . the general principle' 
of comprehensibility. ln$tances are the special_dis­
turbance allowance, an~ qualification pay .. Similar. 
instances have also come to our notice_ on the civil. 
side, for example, the inner and -outer line -allowances . 
and the detachment allowance ·· sanctioned. for. ·the · 
Border Security Force and the Central Reserve Police. 
Nurses are drawing a me~ing allowance of Rs. 60/­
per month. In all these cases, we have considered 
whether. the particular allowance should be maintain­
ed as a separate entity, or it should~ be merged· with 
the basic pay. The advantage ·of the latter course 

• 
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would be two-fold. Firstly, aspirants for each c.ate~ 
gory would know beforehand precisely what total re~ 
muneration they could expect and therefore, could 
decide for themselves whether the Government offer 
was sufficiently attractive. The multiplicity of allow­
ances, coupled with a certain degree of uncertainty 
regarding their admissibility, are seldom understood 
by candidates with the result that when they make 
their appraisals the attractiveness of government se.r­
vice in strictly monetary terms is considerably dis­
counted. The Government may not therefore get 
full value for the money it is spending by way of 
-quality in the fresh recruits. Secondly, the Govern­
ment, Parliament and the public should have a clear. 
exhaustive and accurate picture of the total expendi­
ture incurred by the public exchequ·er for mainten~ 
ance of government employees, both civil and mili~ 
tary. Perquisites which cannot be evaluated in mone­
tary terms, or allowances scattered over many budge­
tary heads, mask the true picture of the expenditure 
incurred in maintaining and provisicming the services. 

9. The third requirement of a sound pay structure 
yet to be considered is "adequacy". The principle 
that the pay given to a government employee should 
be adequate can be examined from two aspects. 
Firstly, it should be internally adequate, i.e. it should· 
take due cognisance of the individual's attributes, 
such as education, training and skill, as well a-s of 
the duties and responsibilities attached to the posts, 
and should remunerate each post accordingly. ·This 
requirement may necessitate· a review of the pay 
structure having regard to the need for specialists and 
the salaries other employers pay these scarce catego­
ries.· Equalitarian concepts · may also necessitate a 
review of the differentials that have hitherto prevailed, 
and of the relative worth of the normal office worker 
when compared with the skilled manual worker in 
the factory, or in the field. In making our recom­
mendation'S, we have taken these factors into account, 
and the modem ferments which sometimes run coun­
ter to traditional attitudes. 

10. A sound pay structure should, in addition, be 
externally adequate. While government employees 
naturally both need and value security, they also need 
and value a reasonable standard of living, which 
should provide some measure of protection of existing 
standards from erosion on account. of inflation or _ 
rising costs. As already explained*, government em­
ployees in India, except those . at the lowest level, 
have suffered marked reduction in their standard of 
Jiving, and in real earnings since the First and Second 
Pay Commissions reported, owing to rising costs and 
loss of purchasing power. Besides bare physical 
needs, every family also. has its conventional or social 
needs. A family should not be obliged to live in a 
manner that sets it apart from other families in the 
social group to which it belongs~- and that makes it 
unable to live according to the established customs 
of the community. 

*Chapter 4 
tChapter IV. Para 8. 
tCommand 9613-Paras 90-91. 

11. Few will question the need for the highest 
degree of integrity and probity amongst government 
employees. Many of them are called upon to exer­
cise discretionary powers which are built into the 
relevant statutes, e.g. in taxation matters. Though 
ultimate responsibility can and does rest with the 
Minister, the permanent officials are often in a posi­
tion to influence the decision-making process in 
matters where the financial stakes are large, such as 
grant of industrial and import licences, award of 
contracts, and location of industries. It is essential 
to inspire confidence that all such. matters are decided 
objectively and impartially. While it is not argued 
that the payment of high salaries by itself is a guaran­
tee for the honesty and integrity of the public service, 
it can be confidently stated that payment of a salary 
which does not satisfy the minimum reasonable needs 
of a government servant is a direct invitation to 
corruption. Unless a government employee is paid 
an adequate wage, it becomes difficult to maintain 
discipline, in the absence of which the Government 
cannot function. In the ultimate analysis, it is the 
right of the government to dismiss an employee or 
take other punitive measures against him, which acts 
as a deterrent to misconduct. When the remuneration 
paid by the Government is itself inadequate and the 
government servant is aware of alternative employ­
ment opportunities where he does not stand to lose 
financially, the deterrence of these punitive measures 
is _greatly reduced. 

12. In applying the adequacy criterion, we have to 
take into account all aspects of government service and 
consider the totality of circumstances. Remuneration 
is certainly an important factor but it is only one of 
a number of other factors in determining the condi­
tions of service of government employees. In fixing 
the remuneration, we have felt it necessary to weigh 
all aspects and to take note of certain other condi­
tions of employment peculiar to government service, 
notably security of tenure, . assured prospects of pro­
motion up to a particular level, leave privileges. and 
pensionary rights. 

13. It has also been said that there are certam in­
tangible benefits that . are peculiar to government 
service and these should be taken into account when 
fixing the remuneration of government employees .. 
Thus, the Second Pay Commission t pointed out that 
higher grades in the Civil Service may continue to 
attract recruits of the best quality at emoluments lower 
than those available in the private sector because of 
the high social value of the civil servant's work and 
the importance they attach to opportunities for parti­
cipation in shaping the public policies and in carrying 
out programmes intended for the benefit of the com­
munity. The same point has been put somewhat 
differently by the Priestley Commissiont of the 
United Kingdom. They have observed that though 
the civil service might be recruiting and retaining effi­
cient staff, this fact does not necessarily prove tb~ 

------ ------------·----· 



proposition that the rates of pay given to them are 
fair. They were of the view that financial considera-
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15. On the contrary, attractions ·of the non­
governmental sector are increasing e.g., adequate medi.,. 
cal facilities, pension and gratuity, liberal provident 
fund and minimum bonus are now. provided. Security 
of employment even in the private sector is ·of a high , 
order for particular categories of employees owing to 
the organised strength of the trade unions. . In deter­
mining the appropriate~ pay scales, we have . kept . in -
view the supposed non-economic benefits as 1 well as · 

-tions were not the sole, or even always the principal 
incentive which attracts recruits to the civil !iervice. 
Tradition, family background and a sense of vocation 
may all play a part so that, except in the very long 
run and in a very general way, there may be only a 
tenuous connection between rzcruitment and rates of 
pay. The point has been re-affirmed by the Prices 
and Incomes Board* of the U.K. They were of the 
view that if the work-content or the associated status 
or power provided the individual with the scope to 
attain satisfaction and self-fulfilment, he may be 
willing to forgo significant financial rewards which 
may be available in alternative, but less demandin& 

' the rC'Strictions peculiar to Government service, , but 
while doing so, we have tried to maintain th~. propet: 
perspective. . · . . : 

assignments. . 

14. We have considered how far these non-economic 
benefits should be taken into account under the con­
ditions prevailing in India today. We think that these 
rewards can be no substitute for adequate monetary 
remuneration, taking the Civil Service as a whole, r 
though they may inspire a few devoted persons, who 
should be considered exceptional, and hardly repre­
Eentative of the general run of government employees. 
While a sense of mission and self-fulfilment may 
motivate an individual and spur him on to greater 
efforts, these factors will only come into play after 
his basic needs and those of his family have been 
satisfied. The crux of the matter is that the Gov .. 
crnment has to compete with other employing agen­
cicts including the private sector and nationalised Jn .. 
dustrics for the available talent: Frequently, the 
salary offered is the decisive factor that weighs with 
the candidate. In recent years, the relative advantages 
of government service as compared with other types of 
employment have been diminishing. The lustre for ... 
merly associated with the prestige and status of the 
superior civil service has dimmed. As it should be 
in a democratic form of Government, true power vests 
in the elected representatives of the people rather than. -
in the civil service. It is given to only a microscopic 
segment of the civil service to exercise any real autho­
rity and to have the satisfaction of feeling that it is. 
able to influence policy. The vast majority of r.ov­
ernmcnt employees dtscharge routine duties, some­
timcts under trying conditions, and are denied this 
stimulus. Further, with increasing ramifications of 
the functions of Government, the government servant· 
is being exposed more and more to public criticism. 
Unlike the employees in the private sector, there are 
restrictions imposed on government servants by the 
Conduct Rules. Though the extent of these restric­
tions vary, depending upon wh~ther ~h7 government 
sl·rvant is employed under a typtc~l Mmtstry or .under 
tl1e Railways and the P&T whtch are qua~t-com­
mcrcial in their operations, the Conduct Rules Impose 
rcstricions on private trade and . e_mplo~e!l!· com­
munication with the press and pohttcal actiVIties .. ~e 
f~el that these restrictions should also be borne m 
mind as counter-balancing factors in assessing the. 
intangible non-economic benefits which goveillillent . 
service is supposed to confer. · 

16. The requirement that· a ... sound pay·, strucriir~: 
should satisfy the· test· of "adequacy'~ may be in· order 
as an abst-r~ct proposition, but before it cai:t be. used'. 
a~ a guideline for practical purposes, certain other 
criteria will have to be laid down by which the ade ... 
quacy or ·otherwise of. the proposed · salary. can be 
judged. We shall elaborate the point· further on. At . 
this stage, . it will suffice if. we were to point out that. · 
the test of adequacy k Jthe · final analysis would .. be 
whether suitable candidates are available at the pro- . · 
posed pay scales and are content by· and large to re­
main with the Government at a reasonable level of 
satisfaction. , . ~. , , · 

\ ! 
..; ¥' 

17. Yet another requirement of a sound pay struc-: ·· 
ture is that it should be fairly simple and rational. , The . 

# plethora of pay scales which have come into existence 
over the years, does not seem to · be justified. Minor· 
differences in the pay scales between one category and 
another generate demands for pay revision on grounds 
of disparitie.s and alleged discrimination. Broadband .. 
ingt . of . several scales · of s pay would tend to i · 

reduce such minor differences. and should. lead to< 
. more contentment by removing these irritants. . Re..: 

duction in the number . of pay scales is also adminis-: 
tratively convenient, because with simplification _of the: 
structure, it is easier to prepare pay bills, to con-, 
trol complements, and to check budgetary proyisions. 
On the other hand, as we shall see later,t there.-are. 
limitations to making any drastic reduction .in the 
number of pay ~cales. 

Supply and Demand Considerations 

·18. The Islington Comnl.ission of 1915 laid down 
the ·principle that the Government should pay so 
much and -so. much only to. its employees as was 
necessary to obtain ·the recruits of the right · stamp : 
and to maintain them in such degree of comfort and 
dignitY as would . shield them from temptation arid . 
keep them efficient for the term of their service. Even · 
in the hey day of British rule, the Islington Commis- : 
sion moderated the operation of the law of supply and · 
demand. They pointed out that the Government. of 
India was practically in. the position of a monopolist 
employer, who was unembarrassed by a trade union: 
and supplied. with an abundant labour market. Though ·. 
by reason of these factors, the Government was . free , 
to fix its own rates, nevertheless, the Commission was 
unable in fixing these rates ·for Indians, to proceed 

•Report No. 132, Command 4187-Pata. 63-65. _ . . . . 
tB this term we mean that where different P!JSts ~rry roug~Jy the same level of Nsponstbth.ty. t~ey should.have the 
paJ. a~d no attempt should be made to mar} mmor d~fferences m the content of the work by mmor differences tn pay. 
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solely on principles governed by the ideal of cheap­
neStS. They then went on to consider the responsi· 
bilities attached to the appointments concerned and 
the necessity of placing officers above the reach of 
temptation. 

19. ·The First Pay Commission referred to the test 
formulated by the Islington Commission and added 
that it had been criticised as Ricardian in spirit and 
based on the capitalistic outlook of the Nineteenth 
Century. They referred to the growth of trade union· 
ism in the services and to their vague expectations of 
a new order. The Commission sympathised with the 
longings of the services and took cognisance of the _ 
new trends including that ·of socialism. The follow- , 
ing* extract sumps up their conclusions in this re­
gard: 

"We recognise that even if ·.wages in private 
employment could be allowed to be fixed by 
pure bargaining-but thits too is no longer the 
case-the application ·of some 'moral principle' 
is expected, when the Government happens to be 
the employer". 

They were, therefore, led to think that the test formu­
lated by the Islington Commission had only to be 
liberally interpreted to suit the conditions of the pre­
sent day and to be qualified. by the condition that in 
no case, should a man's pay be less than a living 
wage (which the First Pay Commission appear to 
have treated as synonymous with the minimum wage). 

20. We may now turn to. the Second Pay Com­
mission. They concluded that the minimum wage 
should· be determined not merely on economic con­
siderations but should also satisfy a tsocial test-both 
because of its intrinsic. validity . and because of its 
bearing on efficiency. Tht:Y added that a combina­
tion** of social and· economic . considerations was 
appropriate also in th~ ·determination of the highest 
salaries. -

21. During evidence, it was pointed out by an 
eminent and responsible authority that in certain cases 
the pressure of public opiniC?n weighed very strongly 
in favour of a limited number of issues which derived 
their impetus from some . general considerationg of 
equity or .specific grievance. Nevertheless, he advised 
that some attempt must. be made to bring supply and 
demand considerations to bear on the Commission's 
recommendations. An economist of repute agreed 
during oral evidence that demand and supply would 
have to be accepted · in a very broad sense. We are 
of the view . that the test laid down by the Islington 
Commission and re-affirmed in essence by the First 
Pay Commission still has a certain· degree of validity 
even in the present vastly changed situation. While 
supply and demand considerations cannot be ignored, 
they are subject to various qualifications. · Where, as 
in our country, the supply of labour at the unskilled 
level, is abundant, wages would tend towards a star­
vation level if left to market forces. Minimum pay 
in such a society has to have reference to the essen-

tial physiological needs of a worker, together with 
his dependents, irrespective of the conditions of de· 
mand and supply. Beyond this level, however, 
demand and supply forces do have relevance. And 
in 'SO far as OUr point of reference is one particula; 
sector of the economy-the Government sector, the 

. supply of a category of workers is related to the pay 
that similar workers receive in a competing sector. 
The adequacy or otherwise of the pay structure in 
the Government sector, beyond the "minimum· subsis· 
tence" level, is to be judged by the level of salaries 
that obtain in alternative occupations under tiimilar 
conditions of service. If the level of pay in the Gov· 
ernment sector is relatively low, the supply of suit· 
able personnel in this sector will tend to shrink in · 
the long run, if not in the short. Even within the 
Government sector, the supply of personnel in any 
specific line of occupation is influenced by pay in that 
line vis-a-vis other lines. Where personnel of a 
particular type are in short supply relatively to exist­
ing and prospective demand, pay has to be made 
more attractive, and at the same time provision should 
be made for the necessary training of personnel. 
Proper adjustments in relative pay structures in dif­
ferent occupations are indeed an instrument of man­
power planning for future economic development. 

22. All thits is subject to one overriding socio­
economic consideration concerning tlie absolute levels 
of pay in the intermediate and upper ranges. How 
far can society permit these levels to go? This is not 
merely an economic· question, it is also a social and 
psy_cho~ogical question. In the intermediate ranges 
~h1ch mvolve a large number of employees, the limit 
1s set by what the economy can afford, considering 
its resources. potential. In the upper ranges, where 
the number Is small and the financial implication of 
high salaries. not so significant, the limit ·is set by 
considerations of social acceptability, irrespective of 

_ the. degree of scarcity o~ tale?-t'S. This is an aspect 
which ha& to be borne m mmd while pay scales in 
the upp~r ranges are fixed, even though it may mili­
tate agamst the demand and supply principle· in the 
market sense.. Again, transient imbalances either 
?f supply or. d~mand should not be given undue 
Importance; . It Is the long term trend that should 
receive more attention. . 

Equal pay for equal work -
23. All the Federations have accepted the princi-

ple of 'equal pay for equal work' for determining the 
salaries of Government employees. They have mostly 
emphasised the need for 'job evaluation' and have 
express~~· the view that these techniques c~n be used 
for deVIsmg a salary structure on scientific lines and 
for determining proper wage differentials. The 'Con­
federation of Central Government Employees and. 
Workers and the National Federation of P & T 
~mploye~s h_ave urged ~e present Pay Commission 
to e~qmre mto the drums of each and every cate­

gory m each and every department. evaluate their 
jobs on (a) scientific basis and determine their wage 
differentials". As mentioned in Chapter 2, they have 

-----------------------------------------------------
. *Report of the First Pay Commission-paras. 43 and 44. 

**Paras 19 and 30 (Chapter IV) of the Report of the Second Pay Commission. 



proposed that wage-board type· committees should be 
set up immediately so that the work of job evaluation 
could be undertaken jointly by the management and 
workmen. The Indian National Defence Workers' 
Federation have said that job evaluation is a necessity, 
at least for the industrial categories. · The All India 
Defence Employees' Federation have urged that even 
though the present Pay Commission may not be able 
to undertake job evaluatiop, considering the urgency 
of revising the pay structure, it should fake steps to·. 
set up Sub-Committees for Job Evaluation, so that 
marginal adjustments and modifications to the pay 
structure, recommended by· it may. be·· made after 
these Sub-Committees have gone into the details. • The. 
Federation of National P &. T Organisations have· sug-1 

gestcd that the matter may be · left to the· P & T 
Administration which has ·acquired the experience to : 
adjudge varying skills and responsibilities pertaining· 
to different occupatiefis within its jurisdiction. · · · · · 

24. The National Federation of India Railwaymen 
have said•• that modern job evalution techniques are· 
capable of being applied in devising the salary: struc- ~ 
turc for Government employees. They have· qualified 
this statement by pointing out that over the years 
job relativities have been established· in the context· 
of job requirements and· job conditions;· : the'Se . rela-· · 
tivities have acquired significance. They have ·drawn: 
attention to the ·special features of Railway working· 
and also suggested the setting up of an expert bipartite 
body within the frame-work of ·the Pay ·Commission 
to determine. the pay scales for Railway. emplo!ces. ·, ·' 

25. However, the Confederation, the National' 
Federation of P & T Employees . and · i the National 
Federation of Indian Railwaymen do . not find .the 
adoption of a •unified grading structure' to • be · feasi-• 
ble in view of the multifarious functions of the, Govern~ 
mcnt and the .. vastly disparate nature _of its activities" 
in different spheres. The · National Federatiori of 
Indian Railwaymen ·has pointed out that the railway 
employees have been put to a lot of hardship .as a 
result of the adoption of .a unified approach .by. the 
First and the Second Pay Commissions .. ··According' . 
to tfiis Federation, these Commissions have nor 
realised the special features of work in the Railways. 

• 1 ~ . ... 

26. The All . India Railwaymen's Federation 
(AIRF) in their memorandum have · stated that the 
structure of emoluments. and service conditions should 
be commensurate with the duties and responsibilities 
of Railwaymen, . who are industrial · ·workers. They 
have added that the number of pay scales for Oasses 
III and IV employees should be limited to about 12, 
while those for ·.the officers' cadres .should be brought 
down to about four. They have recommended broad~ 
banding. While suggesting 12 scales, the AIRF have 
desisted from suggesting which particular category 
should be allotted which one of the 12 suggested 
scales. They state: .. this .is a matter for. Jot? Evalua­
tion to be undertaken by the Pay Commission itself". 
They have replied in the affirmative to our question 
concerning the feasibility of bringing all Central 
Government r .~sts on a unified grading structure. They 
have added L.tat they are in agreement with the 
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recommendations . of · the , Administrative ."' Refom'ts 
Commission except that 1 ~ grades have IJeen suggested, ' 
by them instead of 25, as in their ·view. it ·was possi-1 
ble to group different skills, competen.ce, .responsibility: 
and hazards within this· number.,·; The , AU~ India;~ · 
Defence Employees' Federation is in Javour of a<lopting 
the 'unified grading 5tructure' . for .all ·categories·;of; 
Government employees. The Indian National Defence 
Workers' Federation is also, in favour, of a; :Unified ' 
grading structure' t>ut for. eiiJpl()yee~ ·· ~ther than,'in4us-:, · 
trial ~o~kers. ·,: ·:.~· ~~,, ·_.~. ~i' :-~ :~.: 1·1.-~"":: .. t~:.;T····.~·~l::i 

·· · . _ · -~ .!: -.·" -·1 : ~ ; ·1 _· .,·,• ,·)·:·. t f·,-~; -.-,-;t··<i~ ·;~r (~/ 

.. 27. The pnnc1ple -~f. 'equaL pay for. ~qual; w~rk!;f 
~and .· the .related ·question : pf;,, . the , fea.sd?~ty ·, 9g; JOb; 
evaluation under .. Indian .conditions ,.werc; 1 also,­
taken up ·.with seruor . officialS..; of. th~:·~ Goyer~en(: 
and we -are ·grateful to ~hem; fqr; ·giv~ng,.us ~eiri,vie~s ~ · 
either in replies. tqthe questionna4'~,pr).n. tbt;,~u~se: 
of oral evidence. . One, offi<;jal adviSed·' ,us,, that wltlla .. 
1bc, Conimission maY, .l}Ottl;>c·.i.D, .a ;p9s~ti9n to~-~~al.uat~J 
jobs wj~· .. the' Goyernn.J.ent ~o· .. anx ~Ig¢fi~an!··.e:~t~t,~ 
attempts ; ~hould "~ ·111ad~ to.~ Identify:. some g~anng1 
examples. qf l)nequal_pay f.or .e<Iual~1work~ i.o~y1ously, 
with a view to rectificap.on. ·; ~Another '{ery,;senior officer~ 
made . lite · significa11t . ·point~ Jbat, · }Vhile, the. pt4lciple J~.: 
a sou.nd 9ne,aqd.isJwiqely Cl.CCep~ed~jfis•DOt a).way$! 
easy ~o apply ~t.in~practl~·~;.:Th~s~~-o~r thpu~t1 
that JOb ~valuattoq tecJimqu~ pad J>nlyJ,ipllted ;tpplif 
cability 1n dcyising: a s~ar; :stru~ture;fot.;Goy~rnment~ 
employees as there. were many. job~· under Gove~ent 
which were,·not: capable· of· such'predse,definition as 
inj a commercial or: industrial 'undertaking. 1 Another 
highly 'responsible offiCer' told us . that'. job; evaluation 
may · be satisfactory ~at the' shop floor I¢vel where· it . 
may be possible tO· identify the 'type. of work~ done ·and , 
its value; to.· the total! organisation:·· -JI:e· \vas of the · 
view that job evaluation may be feasible iri. cases invol­
ving. quantitative measurements,! but. 'it· could hardly 
be satisfactory. in the sphere:. of:' qualitative! measur~ 
ments.n t He ·added that lit· would .~·not ; be~ possib te for . 
the ' Government tot undhtalce joli r evaluation for all ,· 
posts; but' he agreed tbaf''if. it ·were contended that a 4 

particular job bad not been'properly.tailked in rdation -. 
to other jobs of the same category, then job ··evaluation . 
could be undertaken for resolving the dispute, and the • · 
Staff Inspection Unit may .be, entrusted with the study: . 
He made the. further .point· that the adoption of-job' 
evaluation techniques merely. meant the substitution of ' 
the judgement .of the Finance Ministry, :or :Of the pepaft-' 
ment o( Personnel. as at .'?resent,, ~y the judgment· o~ , 
of the concerned ,"expert~ m .future shou!d job ev~ua,;. 
tion. be introduced, i.e. th'e··.subjective element 'would . 
still persist.· ·~ , · ·. · •.; 1 J t·; 'l ' ::) · · ·, .. · ·r ·'·,'· 

' ... ' \ _· . ,., ~ 
. i ~ " . ~ " ;. l "' ~ .... : I - t: • , .,~ •• ~" .. ~~ ,t ."', 

28. In the context' of the general· demand of. 1equat 
pay for equal .work'.·. it may .be relevant to consider 
the' provisions Qf clause (d) of·.· Article 39 ·in the 
Directive Principles. Part . of . the . Constitution-which 
requires that : ' • · · · 

the State shail, in particular,. direct its policy to­
wards securing, . ,. ••.• ;·;. 1 ~ •••. ~-•• that there 
is equal pay for equal . work for both men 
and women. ' , , ·i . _::-· .... , ·.• • : 

--------------------------------------~--------~~----~~-----
•Reply to question 3 of lhe Q'ltestionnaire by the All India Defence Employees' Federation.~.'- .· 1 

j ~ > • •'} J~ :'.' ~- • .,·, 

••Re~ly to the Questionnaire by the NFIR.. · · 1 · ' · ' ·· ' 1 ·'· ·' · · · · .: ·~ "' '! 
1 
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- The Supreme Court, in the Hindustan Antibiotics • 
case, to which we shall have occasion to refer again, · 
interpreted this Directive rather widely and did not res­
trict its applicability only to equality as between men 
and women. The principle has otherwise also acquired 
an aura of equity and fair. play, and demands further 
consideration with reference to actual conditions. 

- 2~. As pointed o~\ earlier, ~~ official witnesses had 
sensed some difficulty in the application of this princi­
ple. The Second Pay Commission also referred to the 
same issue while considering horizontal and vertical 
relatives~ Because • of the hierarchical structure and 
the fact that each level in the hierarchy shoulders 
greater responsibility tlian, and supervises the work of, 
those at the lower level, the Second Pay Commission 
thought that vertical relativities should, obviously, be 
recognised by differences in the rates of remuneration. 
According to them, if it were otherwise, there would 
be no economic incentives· for seeking promotion to a 
higher grade or reward for accepting greater respon­
sibility. In our · view · too, there can be little doubt 
that incentives have to be provided for persons to 
assume heavier responsibility-and it is inherent in 
the system that supervisors carry greater responsibilities 
than those supervised. Further, there should be incen­
tives for -the acquisition of a greater degree of skill. 
Thereafter, the Second Pay Commission · discussed 
horizontal relativiti~s and stated • * as follows:-

34 

"Horizontal relativitie~ should, normally, be a 
less important factor in the determination of 
salaries ; it 1 is difficult to make valid com-

........... 

" parisions between classes · in different occu-
. pational groups, or with entirely. ' diflrent 
kinds ·of duties; and the supply and demand 

· and, iri consequence, the recruitment condi­
tions, also vary a great deal from one occu-_ 
pation or profession to another. Moreover,. 
as increased importance is attached to com­
parisian with outside rates, the difficulty of 
working out horizontal relativities within the 
public se:rVice on any other · basis, would 
increase." - _ · 

_ · They went on to add that there was no scientific process 
for W?rking out fair relativities. In their view a sys-
. tematic and careful examination of the existing 
relati~ties and th~ir _ re-adjustment where the changed 
conditiOns_ so requrre, or where the traditional valuation · 
bas been unfair or irratio11al, should achieve the degree 
of fairness that is hwnanly possible. Elsewhere, when 
referring to clause (d) of Article 39 of the Constitu­
tion ~he~ refraJ.ned fr?m _expressing any opinion on the 
constitutional Issues mvolved but addedt: 

"We would only mention that in recommending 
. pay scales !or ':'urious categories of staff we 

- have kept m VIew the broad principle that 

' . • (1967) I. S.C.R. 652. 
•• Para 31-page 31 Chapter IV. 
t Page 103, para 8 (Chapter X). 

: Recommendation No.8. 

service~ and posts whose duties and responsi­
bilities are comparable should, other relevant 

/ circumstances being the same, carry subs­
tantially the same or comparable rates o( 
remuneration. Since the same pay scales 
are applicable to both men and women 
employees~ the question of discriminatmn on 
the ground of sex does not arise." 

These extracts when read together would suggest that 
the Second Pay Commission gave primary importance 
to establishment of proper vertical relativities and to 
the maintenance of existing relativities except where 
they required re-adjustment owing to changed condi-

. tions or where traditional valuations appeared unfair. 
Horizontal relativities could only be attempted for work 
of a strictly comparable nature and in the absence 
of a scientific process, comparisons with occupations 

. which are basically different could not be relied upon. 

30. In their reoort on rersonnel Administration, the 
Administrative Reforms Commission (ARC) have 
stated that while they do not propose to deal with the 
emoluments to be attached to particular jobs or ser­
vices~ they would advocate certain basic principles, 
whic~ should govern the formulation of the wage 
structure. They have made if clear, however, that it 
would be for the Government to work out the detailed 
irr.plications. They have suggested+ that the posts in 
the Civil Service . should be grouped into grades so 
that all those which call for similar qualifications and 
involved similar duties and responsibilities fall- in the 
same grade. The same pay scales· should be applied 
to all posts in the -same grade. They have gone on to 
state that the posts in the Civil Service (by which they 
mean not .only_ the Government of India but also the 
State Governments) should be brought. within a frame· 
work of 20-25 grades. They envisaged an evaluation 
of the posts so that they could be fitted into these 
grades. The scheme bas been termed the introduction 
of a ~mmon or unified grading structure. According 
to them~ the- task of seeking and getting the best man 

_ for each job will be 'facilitated by such a structure, 
_having regard to the pace at which the number and 
variety of jobs in the -Civil Service are increasing. 

31. At almost the same@ time the Fulton Committee 
was examining the structure, recruitment and manage­
ment of the Civil Service in the U.K. They, too, have 
used a similar phrase, and recommended the replace­
ment of the numerous classes and their separate career 
structures by the creation of a classless, uniformly 
graded structure of the type that is now being adopted 
in many large business firms, and similar to the system 
used by the Civil Service in the United States. It has 
·been cl~~ to us _tP,at the similarity in wording was 
merely comc1dental, and that the A.R.C. did not pay 
much attention to the F !.llton Committee's Report as · 
th~ U.K. did not afford an exact parallel, and they ~ent 
stnctly by what they thought were the needs of India: 

@The report of the Administrative Reforms Commission on Personnel Administration was forwarded to the Prime Minister on the 
18th April, 1969 and the Report of the Fulton Committee' of the U.K. is dated 19th June, 1968. , . 



32. We have been struck by certain similarities in 
the rccommendationc; of l\\O major bodies concerned 
with the reform of the services, working independently 
of each other, and in dissimilar environments, one in a 
mature industrially advanced democracy, and another 
in a country trying to achieve economic growth and 
social justice. Both these bodies have suggested a 
relatively small number or grades. Both the bodies 
have suggested scientific analysis and evaluation of jobs, 
which should precede the adoption of a unified grading 
structure •. Certain otller similarities, whtch come to 
notice arc : Firstly, according to Fulto~ fixed annual 
increments do not give enough incentive to effort and 
make possible too easy a progress for those who do 
not pull their full weight. The Administrative Reforms 
Commission claim as au advantage of the unified struc­
ture that an automatk upward movement in a time 
scale will be checked .• Scc.ondly, Fulton a~eR.ed that 
no post should be the preserve of any one group, except 
in so far as individuals in the group may be uniquely 
qualified••; our Administrative Reforms Commission 
ha~c highlighted that ~crtain posts and :ategories of 
posts can no longer be regarded as the close preserve 
of generalist cadres alone•••. Thirdly, the Fulton 
Report recommended the uniformly graded structure 
in order to give effect to the principle of the best man 
for the jobt. The Administrative Reforms Com· 
mission also claim that the task of seeking and getting 
the best man for each· job will be greatly facilitated by 
the unified grading structure they proposedt. 

Fair Comparison 
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33. \Ve have been discussing the principle of 'equal 
pay for equal work' in the limited context of Govern­
ment employment. The principle however, may also 
be assumed to have general applicability and it could " 
be argued that equal work, whether in the public or 
die private sector, should be equally remunerated. We 
now propose to discuss this wider issue. 

34. Almost all the memoranda we have received 
have drawn attention to the more favourable terms 
admissible to the employees in the organised private sec­
tor than those admis.sibl\! to Central Government 
employees doing comparabie work. The demand made 
has been for a .. fair comparison" of the dutie~ and 
rc$ponsibilities as also of the emoluments prevailing in 
jobs under the government and those outside. A further 
point that has been urged strongly, both in the memo­
randa received by us, and in the evidence tendered 
before us, was that the Central Government employees 
felt a&,OTicved by the far higher emoluments that their 
counterparts were recerving in various public sector 
undertakings for doing what .was considered to be 
comparable work. Titey have added that when new 
public sector undertakings. e.g., the Food Corporation, 
were set up, then many of their colleagues (and not 
necessarily the most cllic.ient) were quite fortuitously 

sent to the new undertaking, they have in the mean 
while prospered more than those remaining with the 
parent Ministry. ~e :ngument. runs that the ~er 

· emoluments drawn m the public sector undertaking 
cannot be justified. ~~ther on the. ground "of high~~ 
duties and respons1bilttles, or by the need to · recnnt 
better qualified or more competent staff. They con­
sider it anomalous .that the same Government which 
finances the public sector undertaking should pay its 
own employees less, under similar conditions~ . · 

. 35 .. The iSsue has been commented upon by ma~y 
commissions and committees. The Frrst Pay ContmlS­
sion£ flatly stated that any attempt to remedy. soc!al · 
inequalities or to change. the pattern of econoimc <!i-S­
tribution must· be directly, made by the State. adopting 
measures .that embrance all classes of subjects, ra~er 
than by adopting indirect measures such as reducmg 
salaries of public servants. , 1 , ; •. • • • • 

They further@ stated:-
u •• ~ ••• -•• it is only reasonable that so far· as 

· ·practicable, a 'fair relativity~ should be ma.it}­
tained between the rates of pay of. certain 
classes of civil servants and comparable out­
side rates, the parity being judged only ·with 
reference to long-term· trends_ in_ wage leyels • 
in the country•• 

0
. r , • ~ . ' · I 1 4;' • 

36. while eo~iderlng 'the q~e8tion · ; of maiunum · 
salary· and some of the. suggestions .·of- the :late. Dr. 
D. R. Gadgil; they made§ the following obseJ;Vatlo!U:~ 

' "We agree that the State should not compete .with 
. private enterprise in respect of prize jobs ; 

but we are unable to agree with the view that 
the salaries of public servants ·could with 
safety be reduced much ·below the_ standard 
of remuneration available to men of capacity 
in private service posts similar in nature an~ 
responsibility". · · ·. ·. ·. · . · , · · . ~ .. : .~ 

.37. The Second Pay Commission made·~ .detalle4 
study of the suitability · of ·the principle of fair com~ . 
parison for adoption under Indian conditions ~th .or 
without qualifiactions. 1'11ev concluded that this pnn­
ciple had serious practical limitations. They referred 
to the difficulty of. getting full ~d systematic informa­
tion regarding rates of outside wages. Th~y also 
pointed out. that. the duties ~d ~esponsibilities in the 
public serv1ce ~nd th~ orgams~tion · o~ Government 
Departments often wi~ deep hierarchies . had usually 
no exact parallels outside. In any case,· 1t. was those, 
outside rates . which r~sult from the oper4tion of the 
free market mechanism that supplied the. primary ec<>:­
nomic guide. On the other hand, beca~ . of . the : 
monopolistic character of governmental actiVIties e.g., · 
Railways and Posts and Telegraphs, a relationship bet­
ween wages and salaries and the demand for the pro­
duct of labour was impossible to discover .. ·They drew 
attention to the criticism that the adoption of such . a . 

•Para 216 of the Fulton Committee Report. and Para 39. Chapter m of the Administrative Reforms Commission! Report on 
Personnel Administration. . . .. . . , . .· , . · . . . , 

.. Para 217 of the Fulton Committee Report. 
•••Para 37, Chapter III of the Administrative Reforms Commission Report on Personnel Administration. 
tPara 218 of the Fulton Committee Report. · 
tPara 17 Chapter IV of the ARC RC'port on Personnel Administration. 
£Para 43-pages 27-28. 
@Para 44-page 28. 
§Para 53-page 35. 
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principle. ~ould r"esult: in· ~ ~'circul~r · pro~dure", as 
the Central Government· bemg the _btg~est. smgle e':Ilp­
loyer· in the ·c;:ountry, wages and salanes m orgamsed . 
employment outside often. followed the pattern und7r 
the Government.: Their* views may be summed up m 
the··ro~owing ex~a:{ :. ~- . · ·: . : · . . , . : 

.~ .· "In the circumstances, while ~fraining from adop-
~ ting fair; comparison with outsi?e ~ates as !1 
.-principle suitable !or .full and aeta1le~ appli­
. cation, we recogmse It as one of the Import-

~- ' ant · factors to be taken into ' account-a 
. . · ·: ·, ,' factor ·however, to be· considered at present 
1:->_ '. ; I·.)- 'usually m a broad way, arid ~with discrimi­
•: .> -··:.··- nation. But we think that even where the 
·• "~ · i. • <, · remundration is to be determined mainly on 

1 
•• -_ ~ - -.other, for instance social considerations, com-

·' · "· ·- :. -' 1patison with outside rates should be used as 
an aid and a corrective"~ · · 

J ~·-· :.~:' .. , \ .. ; !" .. 

; : 3 SJ In sonie other . countries~ the principle of 'fair 
-eomparis.on' ~ith-: outside .. e:mpl~~ment }s followed for 
determinmg, the pay' ·of ·the ctvil service. ' Thus the 
Priestley Commission in the United Kingdom reaffirmed 

.. the br.oad principle to b~ followed in det.ennining wages 
· ;Of-. .-Governrilent .:employees as the mamtenance of a 
"fair re1ativitY" between their wages and those in out­
side industry as a whole. . That Commission adop~ed as 
lis. ·bbj~ctiv~ · :'an_· efficient·. ~ivil ·service· !airir · remune­
rated".· Therr concept pf farmess was tppartite,, name; 
ly,' ;fair: t01 ilie' cohnnunity, :fair to the head of tile 

·department· and fair; to the employee~ They felt th_at 
:a correct balance could be achieved ·only If the primary 
. principle of. fair C?mparison of. civil_ service pay with 
current.; remuneration·.of' ::outside. staff employed- on 
broadly· comparable work and taking account of difier­
ences· in 'otherconditioris ·of service, were adopted. It 
was ·fair~ to; the ·community. 'beca~se .'the, citizen could 
not reasonably ·complain that. he- was ··being exploited 
if Government paid ,what other responsible . employers 
rusd 'paid:.for 'comparable. work~.: The principle' also 
safegriarded. the civil' service' from political pressures. 
The salaries· woUld not theri be susceptible to. arbitrary 
yariations ·,:_;"and changes. would' have. to .be applied 

. , simultaneously to·· all members of the· grade or the . 
·-class .... : Civil· Service t'ay negotiations could· be segre­
·gated' from politic~!· issl!es. : Fair compariscn w~s 
advocated because It wowd e.nable the servtce to obtam 
the'. necessary recruits, ·some of the highest ability and 
·a high proportion of ·average .ability. It was fcer also 

· , to the · iridividual civil setvant as it would guarantee 
that be .. would receive his just deserts and his salary 
could . not' be arbitrarily . reduced. Also he had no 
'cause for legitimate complaint if his pay approximated 

· that of. the outside world. · · · · · 
• r • ' ~ • ( • • • 

: 39~ The Fulton '_Committeet reiterated the same· 
principle though they had. suggested far~reaching chan­
. ges . in the structure of ·the Civil Service. They added 
that the principle of "' iair comparison with the current 
remuneration ·of outside' staffs employed on broadly 
comparable work", which was established by the Priest-

. Icy Commission remained valid and would continue to 
be necessary to the efficiency as well as to the con­
tentment of the service. One qualification WaS made in 

• Para 29-page 3~. 
tCommand 3638, para 226. 
tPage 200-para 176. 
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the context of their recommendation for a unified grad­
ina structure, viz., the outside comparison should be 
m~de as part of the pro~css of pob evaluation, assessing 
both the importance of the job to the work of the ser­
vice, and establishing the rate for· similar jobs outside 
the service. It is noteworthy that each of their grades 
was to carry a range of pay (i.e., a scale) which would 
be relatively broad, and the stmcture they conceived 
of permitted overlapping ·of salaries between grades so 

. -as to . provide scope . for rapid advancement. They 
envisaged that while the most able would be promoted 
well before they reached the maximum of their grade. 
others could continue to earn salary increases within 
that grade. 

· 40. In the U.S.A., comparability betw':!en Federal / 
salarie$ . and those paid by trade and industry for 
similar jobs has been ·laid 4own by statute. They 
have a~elaborate system of collecting infom1ation, 
and. estab ishing the equivi!lence of posts. As a result; 
the salari s attached to the relatively few grades into 
which the Federal Service is divided have been ci1~nged 
rapidly in an upward direction during the last few 
.years so, as to reflect the rise in wages gcnerall} . The 

. position classification system of the U.S.A. is based 
on an initial job evaluation. A single grade spans 

· several occupational groups. Nevertheless, the Federal 
Government have succeeded in maintaining thio; 5ystcm 
over . a considerable period of time unlike thE: Cana­
. dians. 'l;'hougb the Canadians adopted a sysiem of 
classification by job evalGation as long ago as 1919, 
and the Glassco Commission wanted to preserve job 
evaluation, and the unified grading structure, a con­
sensus emerged that such a system would . encounter 
immense difficulties owing to the pressure of the labour 

"- market.. The result bas been a sy~tem. of separat~ 
occupatiOnal groups, each group With lts own pay 
plan· and its own grade structure, this structme itself 
being the result of job evaluation .. 

; __ 41 . .In the Philippines, the Wage and Position Classi­
fication Office prepares a compensation plan which 
reflects.salary .data obtained by means of a nation-wide 
survey of salaries for certain key jobs in · private 
industry. From this survey, certain points of reference 
in the development of the pay plan are obtaincJ. In 
Japan, by statute the pay of Government employees 

. has to be determined l1a ving regard to the difticulties 
and responsibilities of the tasks performed, and the 
level of responsibilities. Here too, it is based upon a 
detailed survey of the pay and allowances prevailing 
in som:e 33,000 private establishments. 

42. In France, though the pay of a Government 
post is determined orr a scale laid down after consi­
dering the usual parameters, the translation of the 
indices on this scale i:c.to financial terms is based on 
various considerations including prevailing market 
rates, budgetary considerations etc. The U.N. Hand­
book* of Civil Service Laws and Practices states as 
follows:-

"In F ranee. an economically advanced country, 
the Competition of the private sector, the 
strength of civil service unions and perhap~ 



lhc political philosophy, have contrjbuted 
towards ensunng that the£lvil service as a 
whole obtained sufficient adjustments o! pay 
to secure itscli a£ainst the etfecl.s of inflation. 
allhough senior classes may have suffered. 
It is qucstionabk. whether the service as a 
whole has succeeded in sharing fully the ris­
ing standards s~ured outside, and Jk!rsons in 
Classes A and B may colisider themselves 
comparatively ouder-remunerateJ~. 

It wiU be seen that fair comparison as such has not 
been adopted as a formal principle in France though 
prevailing market rates ·of remuneration do influence 
governmental salaries. t:.S precise impa~1 hu been 
maJc dependent upon a number of extraneous factors 
and the Government has assured itself considerable 
flexibility in determining civil service salary~ · The 
Government rs.ho emphasises the need for harruonising 
its pay scales with thvsc prevailing in the pub!lc bcctor~ 
fn other countries also .. fair comparison" as such has 
not been adopted as a principle, e.g., West Germany, 
Nigeria, Kenya and Malaysia. International practice is 
thus far from uniform. 

43. Though the Second Pay Commission stated that 
-full and systematic information was nol available 

regarding rates of wages even in the well organised 
sector' of commerce and industry, and information 
regarding salaries except where they had been subject 
matters of public enquiry or adjudication was even 
more scanty, we did not fino it difficult to secure similar 
information. Below arc given two tables showing 
the emoluments under the Central Government and 
those under some scl..:ctcd non-governmental under· 
takings for the Pcon/~fessenger an~ the Clerk/Typist 
categories respectively :-· .. · , · . · · : 

,.,. ' 1 . ·~ 

TABU I 

Emolument~ (Basic Payt DA) l!nder the Central Government , 
and some selected undertakings out side 

(lnformation collerted as oo 1·1·7~ for latter) : · 
A-Peon (In Rs.) . --- ··------·--------------

At the rninimllill 'At the· ~irnum · 
of the scale of the sea It' 

D:1sic D.A. Total Basic D.A Total 

-----· 
Cc:ntral Government 70 100• 170 85 112• 197 

Nationalised Class 'A' 
BanJ..s 116 111 227 200 192 392 

Reserve Dank of India 135 130 165 235 226 461 

Engineering Company 150 67 217 1?9 67' ~ 246 

Oil Mill 50 .243 293 131 380 511 

[1...'\:trkal Manufacturer 47 232 279 119 378 497' 

Petroleum Industry t.5 133 218 •, 125 ·. 169 294 

Pharmaceuticals 55 330 385 133 411 544 

•tndudcs Dearness Pay and first, second and third Interim 
Keliefs. 

N.B.-D.A. relates to the period January-March, 1972. 

•Page 117, Para 27. 
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~Clerk r (in Rs.) 
1- .... ·,-~·-·' :(','L...-.I.! •. ~ .... t•J ... \ 

,1~-- , .. - ·' ,J.,_ .. ~,· ,; ~" -~ ... .,,w· -..Jirw..:l 

At the minimUJll, , 'A' the ~Unlllll•-
of the scale of the scale · ------

Basic p.A. Total . ·' ~ic Q~A. . Total 

central Government • 110 139• 249 · · 18() -:..163• · ·343' 
Nationalised Class •A• · l ..;.: ~- ;; .~; .. n: .. ·. ···,'-~ ·• 

Banks • • . : · • . i7o : 122 · 292.. :. 550 · L396 ·; ~' 946 
Reserve Bank oflndia 210 · 162 :387. · 590 1 454 .. 1084 

. .+1St '~· \. · .. +40t ··:··~~ .·. 
· Engineering Company 
Oil Mill · ."\. • • 
Electrical Manufacturer 

--Petrol.:um Industry , • 
- Pharmaceuticals 

193 · ~ 68 · 261 Jos · ·· ·n · ~·~n· 
9~ 320 415 371 621 !J; 992 

. 98 338 436 313 , . 618 931 
145 211 . 3.56 375 318 693 
125 . ;_ 397 .522 . 365 691 1056 

: -t. _..:..; ··~ -•' 

•Includes Dearness Pay and first. second and third Interim 
Reliefs. · '', · · . , 

· tSpedai.Pay to tlie:Typists. ·· ·~ · · · . , 

_ Non:-D.A.. relates; to thc.period·: Januaiy-March. 1972. 

4, •• ';'_t'o.· 

, . ' . .- .. I .; . , '. • .-·, 

44. It ·will be noticed that for these categories the 
prevailing Central Government rates even after . inclu­
ding the three . instalments. of interim .relief do not 
compare favourably with those· of the banks or re-
putable concerns in' the private sector._ · .• _ 

... 
- !, ' 

. ~ ~ ,. ' .... ..... ... ..... ·• 

45. During the course of our: enquiry, ·.instances 
came to light when public sector.·. undertakings ~ubs­
tantially increased their scales of pay even· .though 
some of ·them were· incurring heavy losses. The, only 
reason why these "undertakings were able to pay higher 
wages despite the lack pf profitability was the .bac~g 
provided by the Central Government and· · Its.\ <tax 
revenues. It is significant to compare the position as 
it now prevails with. the p<?Sition poted by the Second~ · 
Pay Commission in the. following .extract from· their 
report:- ... ; --~ .. ; . ~ :, .. ·· ·. ''} : :·:':, ·' · 

·rt~··;; :~ .. ·.~>-;_ .. 7-""·t·.:::. 

f \ ..? :... ' , f. ··r, I * 1'<"·" .. r • .. 't .... '.~ ., ' 

"At p~esent; a Lower' Dlvkion.:CI~~k_:s~·~ at·· 
Rs. 115 (pay. plus ·dearness · allowance)~ 
and goes upto Rs. · 190. The awards' niad: · 
by adjudicators to which ··we' hav( referred 
earlier, indicate that comparable·, employees 
in private employment' start on, .an: average 
at Rs. 100 per mensem. In the Life Insu­
rance Corporation, an Assistant starts at 
Rs ... 125; and in ,the State Bank:,for:· Clerks 
working . in Area J, where the· scale is: . the 
highest, the total emoluments at:. the -o start 

· are Rs. 111. It is only, in the Reserve Bank; 
of Incffit- that a Clerk starts at, higher: emo- . ·· 
luments, viz.; JU. 142.50., On the_ whole, 

. however, the present pay of Lower Di~ 
sion Clerks does. not compare unfavourably 
with the corresponding rates. , in. . outside 
employment. Considering this with . the 

. nature. of their duties,. we. recommel)d, for 
Lower Division Oerks the scaleof Rs . .110~ 
3-131-4.155-EB-4-175-5-180." 



46. The relative deterioration over the years of 
Central Government scales of pay, particularly as 
compared to those of the banks, which are now 
nationalised, calls for serious consideration. 

47. We have obtained data, which is tabulated 
below, regarding· the ratio of salaried employees and 
wage earners outsi_de agriculture to the _ total econo­
mically active pop\Uation and. also the. " ratio of the 
number· of Central/Federal ·Government employees 

·'to the total number of salaried employees for various 
co~tries. · · · 

i - ~ . ,··"' 

. TABLE II 

Country· Year, Total Sata.;. Ratio No. of Ratio 
for of eco- ried of(4) · Cent- of 
which nomi- emp- to(3) rat/ . Col. 
data cally Joyee1 as Fede- (6) to 
avai- active and %age ral Col. 

. i. labJe popu- wage Govt. (4) as 
Jation ear- emp- %age. • 
(milli- ners- loyees. 

· ons) out- (miJli-
.· . , ·side· ons) 

. · agri .. 
. 'cuJ- . ·, 

ture .. 
(mi!li- . _ 
ons) 

. _' l 

(2) (3) (4J .(5) (6) 

i~dia .. -. ,_ ···. ·, 1971 183.61**24:09**13.1 2. 77 
'Austrlia ·, • 1966 4.86 3.88. ·79.8 0.22£ 
Canada ( .. · , • · 1971 ' 8.63 1.25 · 84.0 0.19t 

-France · 1970 21.33 15.58 73.0 1.60£. 
~Japan' :1970 , 52.76 33.03 62.6 1.11$ 
U.K: · · 1966 : 24.86 21.97 88.4 0.69£ 
u.s.A. ." 1970 · · 85.90 75.98 88.5' -3.08£ 

(_,. J ( 

(7) 

11.5-
5.1 
·2.6 
10.3 
3.5 
3.1 
4.1 

'":.. •since the· figures hi Col. (4) and (6) do not relate to same 
·- ·.Years i_n all c'ises, the percentages· though broadly correct 

·- cannot be claimed-to be meticulously accurate. · 
• **Includes Jammu & . ~shmir~ Dadra -& Nagar Haveli ... 

Pondicherry, NEFA and Goa. Daman & Diu. The to­
tal of economically active population in these areas was 2. 09 

· . million in 1971. c Data derived by Registrar General and 
communicated by letter dated 27.-10-1971. 

£This is for the· yeat 1969. · 
tThis is for the year 1970. ' 
$This is for the year 1968. 
SouRCE: Year Book of Labour Statistics (ILO), 1971-Table 2 

. ·(A) except for India (for _Col.3 and 4). 
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uplift of the masses but also for the contentment, effi­
ciency and morale of its own employees where it 
functions in the role of an employer. It can be ex­
pected that a reasonable balance should be struck 
between these two roles and one role should not ac­
quire overriding importance at the expense of the 

;

other. The Government of India ·cannot formulate its 
wages and salaries policy oblivious of its develop­
mental role, and to the detriment of the masses. Much 
literature (to which we have referred while passing 
in Chapter 6-Minimum Remuneration) bas recently 

· . come out indicating the depth and extent of poverty 
in India. It is to be expected, therefore, that the 
Government will pro~eed cautiously SQ _-as not to ac­
centuate existing disparties and exacerbate . social_ 
tensions. The figures given .in the table above suggest 
that while it may be possible for the U.S.A., U.K., 
Canada and Japan to fully follow private sector 
scales of pay for determining civil service salaries and 
France may give considerable importance to this 
principle, the vastly different conditions prevailing in 
India as brought out above, may warrant a somewhat 
different approaeh. This is all the more so havin2 
regard to the dominant position of the Central and 
State Governments in the employment field, to which 
we have dra~ attention in paragraph 2. 

- · 49. In order to assess how wages and salaries in 
the organised private sector were relevant for deter­
mination of Government salaries at present, we went 
into the question in some detail, Data from the Annual 

_ $urvey of Industries and other sources* show that 
money earnings for industrial workers had increased 
Jrom 1960 to 1966, -the index number for 1966 being 
157- with- the money earnings for 1960 as the base. 
Real earnings had also gone. up from 100 in 1960 to 
106 in 1966 (index numbers only) .. For non-workers 
(i.e. the supervisory and allied staff), the real ear­
nings had, however, gone down from 100 in 1960 to 
96 in 1966 (index numbers only). The same trend is 
evident for 1967 also-for which year data for wages 
and salaries are available, but not for other "benefits 
and privileges". It is also noteworthy· that wages, 
salaries, benefits and privileges to staff, which aggre­
gated 55.7 per cent of the value added by manufac­
ture in 1960 had increased to 58.5 per cent in 1966. 
We compared how gross profits on the one hand and 
.salaries, wages and bonus on the other had varried 
as a percentage of the net sales. Gross profits in the 
private corporate sector had declined· from about 

, 10.3 per cent in 1960-61 to 8 per cent in 1968-69, 
but had improved thereafter to about 9 per cent in 

_ . , 1970-71. Salaries, wages, etc., had also declined 
48. Two features stand out. In India the number from 14.8 per cent in 1960-61 to 13.4 per cent in 

of salaried employees and wage earners is a much 1968-69, i.e. less sharply than profits. After 1968-69, 
smaller percentage of the total economically active however, it had gone down still further. Our purpose 
population, as compared with the coqesponding figure in referring to these figures is to show that labo~ in 

. for the other countries which are more advanced. India was able to use its organised strength to improve 
Secondly, the_ number of Central Government em- both money earnings and real earnings and if any-
ployees in India is a significantly higher percentage thing to better its relative position. This contrasts 
of the total number of salaried employees and wage with the position found by the Committee on Fair 
earners as compared to the corresponding percentage Wages, 1949, which expressed the view that wages 
for other countries. The . Government of India has a fixed as a result of collective bargaining may not ap-

\ dl,.al role, being responsible noC only for the gover- proximate to the fair_ wage because of unequal 
lnance and development of the country as well _a_s_th_e ___ b_ar_g_ru_· run_· _g_. ____ _ 

· *This data will not compare with the similat data in the Indian Labour Statistics. as there is no limit of Rs 400/-p.m. for workers. 
and the definition of 'Factory' is different. 



50. Publis~ed studies • in the Division of Mone­
tary ~nonucs, R~serve Bank of India, indicate 
~at. ~urmg the penod 1965 to 1971, which was one 
o nsmg ll!anufacturing and wage costs, the large 
manufac~lJ!lilg firms have been in a position to pass 
on the r~smg costs to the final consumers. It has also 
been pomted out that profits after tax as a percen­
tage of net worth have improved since 1968-69 fot 
the~e .large C?mpanies being 11.5 per cent in 1970-71. 
ThiS lS the highest since 1965-66 ( 10 per cent). 

. S 1. Organised industry in India functions under 
htgJ;lly sheltered conditions because of the licensing 
of Imports! absence of foreign competition, chronic 
sho~ges, mcrease:t demand which may have received 
a fillip from ~e green revolution', control exercised 
over the. establishment of new units, etc. General 
observation also ~nfirms . the trend pointed out by 
the R.B.I: studies !hat mdustry, particularly a big 
company, lS usually m a position to shift increastxl 
c~sts, including wage costs, to the consumer. In these 
Clfcumstances, industry is often prepared to accede to 
the demands put forward by labour unions rather 
than fa~ labol;lf troubl~, involving strikes, and clo­
sure of mdustrtal establishments. Certain State Gov­
ernments have been known to lend their weight to 
the demands made by labour. Some of the reasons 
which seem to have weighed with management in 
a voiding a show-down with their workers are indi­
cated in the following paragraplr. 

52. Some units may already be in financial dis­
tress and any stoppage would result in loss of via­
bility, and permanent closure or liquidation in their 
case; where there is competition, individual units 
realise that it would only be. a matter of time before 
their competitors also would have to face similar si­
tuations, and allow similar concessions to their wor­
kers;. there w~ a ~e~sonable expectation, if not near 
ccrtamty of thetr ability to eventually pass on increased 
wage costs to the consumers, with the result that their 
profits would be only marginally affected, and clo­
sure of their units would be a.far less attractive alter­
native; companies earning reasonable profits have 
little compunction in increasing wages because a sub­
stantial percentage of their profits in any case go as 
Corporation Tax. 

53. The present wage and salary structure pre­
vailing in organised industry may not, therefore re­
present the structure that would have evolved as a 
result of the operation of market forces under con­
ditions of near perfect competition, as was observed 
also by the Second Pay Commission. This factor has, 
th~rcfore, to I:e borne i.n mind when applying the 
pnnc1plc of fatr companson. 

54. During 1970-71 we noticed that certain 
groups of industries were able to record quite hand­
some profits, as will be shown by the figures below 
indicating profits after tax as a percentage of net 
worth : 

Aluminium 
\Other non-ferrous metals (basic) 

' Mineral Oils 
Silk and rayon textiles 

•Reserve Bank of India Bulletin July, 1972. 

19.3% 
18.8% 
16.6% 
16.3% 

Medicines and pharmaceuticals 
Electrical manufactures · 

15.5% 
13.5%' 

The level of. wages. and salaries,. which is, ;feasibl~ 
for profitable mdustries to achieve, may be, beyond 
the reac~ of an elected government, that has to depend 
on publi~ s~pport, and functions in a dual · role, as 
already mdica~. Not only establishment charges, 
but ~o costs mcurred for welfare measures, the 
secunty of the country, and investment for development 
have to be m~t largely from tax revenues. There are 
~evere .constramts, both economic and . political,' on "' 
mcreasmg tax revenues. _____ . . •, · : · -:. 

55 .. We find ~o- that government employment 
eyen m pr<;><~uction plants and quasi-industrial units -
differs considerably · fr~m employment in normal 
trade, commerce ~d mdustry not only in :content 

· and scope . but also m the performance that is expec-. 
t~ from the . ~mployee. ~dusf:ry ·.in · tlte organised 
pn~ate sec~o~ lS geared· pnmarily · to the. task of prO­
ducJflg a limited. number of specified goods as . eco-

nomically as posstble_, with a view. to maxum.· 'sing.·ret_u.ms.\· Prod~cti<?n ·under the Government is . carried out_ for 
me~u_ng. internal demands,_ and is incidental to ' the 
funC!fOillJlg. of ~e Goye~ent. . Workshops· .and· pro­
du~tion umts eXISt pnmarily as captive units .. in the 
Railways and the P ·& T. The Railways and the p & T 
the~elve~ are service organisations. The tariff struc- -
ture .IS onen!ed more !owards serving the· public an-,J 
ll!eeting particular social needs. The Railways have 
highly favourable t~lescopic !ates. for foodgrains, · ~oal 
and other bulk freight and mcur losses of Rs. 1 26 
crores per annum on moving · foodgrains, ' and Rs. 
8.5 crores on coal, even after the · recent freight in-·· 
c.rease on the latter. The Post and, Telegraph authori .. 
ties charge below cost for services such as Post Cards 
and Money Orders. The Ordnance Factories are meant· 
primarily for serving the needs of. the military · and 
sell their production mostly to the Government.- Self.. . 
suffici~ncy, reliability . etc. are given more weight than 
costs m the overall mterest. Surplus capacity . and 
manpowe! may have to be retained in· peace time .for 
the secunty of the country, and to meet threats of 
external aggression, as these factors constitute the 
base for rapid expansion in an emergency •. 

/ 

56. We would ·Jike to caution that a straight~ 
forward comparisov. of Government scales of pay 
with those prevailing in various non-governmental 
concerns may be misleading. We have .found that in \ 
many cases the duties and responsibilities actually . 
~rformed are not adequately reflected in the designa­
.!Jons used. To achieve proper comparability of posts 
1t would be necessary to consider the actual . duties 
and responsibilities under the Government . and those 
in a private concern, and thus ensure that similar 
assignments were in fact being. compared. Further, 
any compariso'l would be vitiated .if it did not take 
into account other features which are peculiar either 
to Government ~ervice or to private trade and industry 
e.g. 

(a) The normal practice under the Government is 
to have a long time scale. ·The practice in private 
trade and industry is to have short scales or ·even 

• 



fixed pays. There are inherent difficulties in compa­
ring a particular pay having perhaps a small spread, 
with a range where the maximum may well be double 

. the minimum. 

(b) Bonus is admissible to industrial and commer­
cial employees in the private organised sector and 
the minimum bonus'has recently been raised to 833% 
even for concerns which arc not making a profit. The 
Payment of Bonus Act, 1965 expressly states that 
nothing in the Act will apply to employees employed 
by an establishment engaged in any industry carried 
on by or under the authority of any Department of 
the Central Government. 

(c) Promotional prospects may be entirely different. 
While the Government attempts to ensure some degree 
of advancement often on the . basis of ~beer senio­
rity, promotion in the private . sector is dependent 
to a greater extent on performance, and as a reward 
for work considered · useful by the management. 
Future prospects should _be. considered ·together with 
present remuneration in assessing the worth of a 
post. · 

(d) As pointed out by the Finance Secretary in 
his evidence, 'in the private sector and also in some 
of the · public sector undertakings the number of 
posts above the middle management level diminishes 
rapidly. Thus, though a few posts may be remunera­
ted at' high rates, they can benefit only a microscopic 

. segment. The practice followed by the· Government 
· benefits . a . relatively :higher percentage of the total 
J?ut to a smaller extent-as compared to the private 
sector. 

· (e) SpeCially in ·the middle and higher level posts, 
, ·Government employees enjoy' certain safeguards re­

garding security, disciplinary matters and promotion. 
These matters may require consultation with an inde­
pendent body such as the Public Service Commission. 
These safeguards may not exist in private concerns. 

(f) Government posts often carry housing and 
pensionary benefits which are considered more J.ttrac­
tive than those prevailing in the private sector. 

57. It appears to us that comparisons sought to 
be made . between the Government and the private t sector ignore some basic differences. The motiva­

\ tion and personnel policies adopted in the two sec-

l 
tors are vastly different. The aims and objectives of 
a commercial or industrial house are fairly clear, even 
i{ limited. Management has greater flexibility and is 
prepared to reward perfonnance, judged according to 
commercial standards, by higher emoluments. Con­
versely, for the indifferent performer, progress may 
be less assured. The Government has many regu­
latory, welfare and development tasks to· perform. 
There is constant contact between ·the executive 

· agencies, the politicians, and the public. The aim of 
the Government is to achieve fairness, objectivity and 
impartiality, when executing policies laid down by it. 
fhe rules of seniority and of. cadre regulation make 
out-of-turn promotions and monetary rewards for 
Government servants the exception rather than the 
rule. 

*Para 124 page 32. 

40 

58. For certain types of posts and functions OHt­

side ·comparison in fact breaks down because 'these 
functions and posts are unique to the Government. 
Instances such as those of the Customs and Exc:c;e 
staff, Incon:e-tax Officers, Controllers of Exports & 
Imports, Atr Traffic Controllers, the entire Arme,t 
Forc~s and para-milit~ry organisations, readily come 
to mmd. The only rational way of fixing the salary 
levels of 'these categories of staff would be an assess­
ment of their work content, the results being mode-

. rated, if necessary, by internal comparison and the 
establishment of equitable horizontal relativities bet­
ween such personnel and other personnel accordino 
to well-established criteria. This was more or les~ 
what the Priestley Commission also recommend.::d* 
in the U.K. for specialised categories peculiar to the 
Government. 

·59. Because of the persistance with which the 
demand for equation of govenu'llental scales of pay 
with those of comparable posts under the public sec­
tor undertakings was voiced, we considered it desir­
able to study the matter in some detail. Public sector 
undertakings can take different forms e.g. Govern­
ment companies or statutory corporations. With re-

. gard to the former, the previous practice was to in­
clude in the . Articles of Association a proviso to the 
effect that no post carrying pay above a certain 
monetary limit would be created, or appointments 
made to such posts without the prior approval of the 
President. In any case, the Government exercised 
considerable control because they appointed the 
Chairman, Directors etc., and fixed their terms and 
conditions of service. Officers of the Central Govern­
ment e.g., of the administrative 11inistry and the 
Finance Ministry, were also appointed to the Board 
of Directors to function as channels of communica-

-tion and to ensure that the Government companies 
did function in accordance with the policies of the 
Government. Usually, the President was empowered 
by the Articles of Association to issue directions and 
instructions "in regard to the finances, conduct of 
business and affairs of the company". The company 
was. en joined to give immediate effect to the direc­
tions or instructions so issued. 

60. In regard to the statutory corporations. the 
relevant statute itself usually authorised the corpora­
tion to fix the pay and -conditions of service of its 
employees, though the terms and conditions of ser-

. vice of the top executives were prescribed by statu­
tory rules or by Government orders. Even with re­
gard to those categories of employees whose terms 
and conditions were to be fixed by the corporation, 
the necessary regulations of the Corporation had to 
secure the previous approval of the Central Govern­
·ment, _. (vide Section 60 of the Damodar Valley Cor­
poration Act and Section 45 of the Air Corporations 
Act applicable to Indian Airlines Corporation and 
Air India). The Government was inclined to cast a 
jealous eye on the emoluments paid by the corpora­
tion and public sector undertakings to their employees 
and to scrutnise the proposals, may be even too meti­
culously. As recently as 1968, detailed instructions 



we~e issued by the Bureau of Public Enterprises 
I~ymg down guidelines • for dearness allowance, trave­
lling allowance, house rent allowance etc. 

. ~0-A. The Estimates Comniittce* * of Parliament 
~n Its 52nd Report 1963~64 (Third Lok Sabha) went 
~nto the pay structure. of public sector undertakings 
and suggcs!cd the scttmg up of a Committee with the 
rcprcs.::ntatlvcs of the Ministries of Finance. Indus .. 
try, Ho~e Aff.;lir~ and heads of major public sector 
~·ndcrtakmgs ~o gtve proper guidance in this matter. 
I h~y ~mphas1scd the need for a rational and sound 
policy m regard to pay scales, which should be based 
on some scic_ntific . method so that persons doing the 
~:tme or equivalent ~o:k receiv~d approximately the 
... arne pay, at least Wtthm a particular. region. _ They 
expected the Committee to classify posts with more 
or less equal responsibilities and to reduce the num­
b~r. of .ray scales to the minimum. They also drew a 
dtstmct1on between the public sector and the private 
sector. They were of the view that the former ... wa.S 
emerging as the biggest employer and should set the 
p<1ce for other employers by. pegging the salaries 
rather· than competing with the private sector in this 
regard. · 

61. The Administrative Reforms Commission re­
ported on public sector undertakings in October 
196 7. On~ of their recommendations was the crea: 
ti.on of Sector Corporations. They went on to empha­
SI:>e the n~cd to evolve a common policy for the sala• 
rics and conditions of service of the employees of 
these Sector Corporationst. The ARC, however, 
thought that the enforcement of a uniform pattern 
~n the matt.cr of pay and 'allowances of employees 
m the pubhc sector as a whole would neither be ad­
vis~bi~ nor pr~cticabk in view of th~ number and . 
v<.:ricty of jobs. Though the Government did not acc~pt 
the rcconunend:ltion for setting up the Sector Cor­
porations, they appreciated the need for a common 
policy on salaries etc.. and thought that while it may 
not be t:racticabJe to work out a uniform pattern for 
all public sector undertakings, yet where rationali­
~ation was possible, it should be effected. For this 
purpose~ the concerned Ministries could form coor­
dinating groups for similar and allied types of under­
takings under their administrative control. Implicit 
in th~se decisions was that though the sector corpora­
tions were not to be set up, the Government them­
selves would take over their role in ~his regard. 

62. An important recommendationt of the A.R.C. 
''as that all appointments below the Board level 
should be made by the Board itself. The Government, 
however, issued orders in February, 1969 reserving 
powers only for the creation of posts to be held by 
the Chairman, Managing Director, other members of 
the Board of Directors, and General Managers of 
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. . 
cons~tuent units, but· giving full powers to the Board 
of Drr~ctors to. create all other posts, below. the Board 
level, mespectlve of pay. It. seems clear 1 that .. these 
orders exceeded what the A.R.C. had in mind as .the 
power to make appointments J?.ad ·now been :co'nverted -·· 
m.to the powe~ to .cr~ate posts· below .the. Board "level,· 
With no financiallimits.whatsoever on:the pay: ., ~~'r·;t 

' . • ' ~ ~ ,. ,; r ·-: • ~ :. >, .... ~ ~ :.- J :~":> j f_: ~d) 

_. 63. We may here ref~r to· ce~ain.' lmportant.·jtidi.:. 
cial pronouncements ~which· are· · relevant : · for-.' otir 
purpose. · . · ;. c . j ·, • , • • •• , 

. • ' ' i .. ; • ..• ; • ) . 1' •• 

In the French Motor Car Company's$ case,' the 
~upreme Court agreed with the vjews they .. had··ear~ 
l1er expressed to the effect that in the case ·or certain 
common, categorjes of employees such, .. as '.Drivers, . 
Clerks -and .Stenographers, .. it might:·. be. possible .. t6 
tak~ into account scales. of pay even' in those. concerns 
whtcb were engaged" on entirely different lines'· of 
busines~, _for. t~e WO~k of. emJ>l~e~s; fu. ~es~_ common · 
categones was, more or less, s.tmilar .,m all concerns·. 
In el~boration of . these conclusio~s, tlie. Supreme: Court 
held m Greaves Cotton's£ case as follows:-·-··· - ··· 

. .,. . , ·• . .; · ' ~ I .11o • , I ; ... ~, ,_t ~·· j '. ' ' ~~ j 

'. ''The p~inciple,! 'th~r~for~,:; whl~h ~e~erges:.·.;' t~C>m 
~hese two decisions IS ·that m ', applymg ·the 
I~dustry-cum-z:~gion formula for fixihg wage · 
scales, the "Tribunal , .should_ . , · Ia y: . stress ; on 
the industry part of the formula if there are 1 

. a large number.;of concerns ,iiY the~ .. same 
. region; carrying on. the same . mdustry; '·'·in . 

such a case in order that production · cost 
may n~t. be unequal and there may be equal 

• 
1 

, , . , competition~ wages sh~uld generally be ~ed 
·. · un the basts ' of the comparable industries, 
~ · namely, industries· ·of the same kind/' I! Brit · 
. 'where the. number of industries' of the> same 

kind iii' a particular region is:,. small it is the ,. 
. _ . . . , region part of the· industry-cum-region ·for::. · 

!llula, which as~umes ·importance particularly. 
~ the case of· clerical and subordinate. sta:I . 
for, as pointed out in the· French Motor· Oar 
Co.'s case, there is riot much difference in 
the work of this class ·of ' employees ' in 
different industries.n ' · ' .- . · · · · 

In the Hlndustan A~tibiotics££ Ca,;e, the. Supreme 
Court stated that the concepts, of · minimum wage, 
nee?-based wage, fair wage and living _wage, though . 
acctdentally. evolved in industrial adjudication· relat­
ing to industries born in the private. sector,. applied 
equally well to industries in the public sector .. _ From·~ 
the workers' point of view the character of _the em­
ployer was irrelevant, ·.as the worker . was . interested 
in his pay packet and if . he . wa.s given reasonable 

·wages it mattered little to him. whether he _was . work­
ing in the private or. the public sector. The Directive 

•No . .:!(1-e)/68-DPE(GM) dated 6th September, 1968 (Appendix XII of the 50th Repo~_of the Committee on Public Undertakings: 

1968-69. ' '· 

uraras 124-131. 
t RccomrncnJations No. 3, 4, and 47 (i). 

;ReCl111Hncndation No. ~ 12(5). 
~(1963 Supp. 2 S.C.R. 161 
£(196-U 5 S.C.R 362, 368. 

££19671 l.S.CR. 652. 



Principles of the Constitution did not countenance 
the invidious distinction which was sought to be made 
on the basis of the character· of the employer. The 
Court came to the conclusion that the same principles 
evolved by industrial adjudication in regard to private 
sector undertakings wo6ld ·govern those in the public 
sector having a distinct corporate existence.· These 
findings of the Supr~me Court establish a nexus be­
tween the workers of the private sector undertakings 
and those in the public sector undertakings while re­
taining the industry-cum-region concept. 

64. On the ·other hand, ·since the Government has 
the controlling, if not the sole, interest in the public 
sector ··-undertaking, and · is also the authority f Jr the 
appointment and removal_of the members of the Board 
of Management, it _cannot disown responsibility_.. for 
such vital, matters as the pay scales adopted by the 

- undertaking, and the disparities between those scales, 
and the pay scales applicable to its own employees. 
Such disparities in remuneration could thus be remov­
ed only if the. Government scales of pay were to be 
modelled strictly according to the scales prevailing in 
the private sector. For the reasons elaborately-dealt 
with above, we did not consider this arrangement to 
be suitable~ We are thus faced with a dilemma. 

J 
·Jt appears ·to us that sonie degree· of adJustment is 

required in · all directions for laying. down guide-lines 
Ior scales of pay -in the public sector undertaki:lgs 
and in determining scales· of pay for the Government's 
_own· employees. 

· - 65. The· Supreme c~uir. decision iri. the Hindustau 
Antibiotics case will need ·to · be interpreted rathet 

- flexibly in . determining remuneration for -the public 
sector un~ertakings. . , First,_ there are mariy public 
sector up.dertakings which have constituent units 
located in. different regions, . e.g., the Hindustan 
Machine_ Tools, Fertiliser Corporation of India _and 
Hindustan Steel. For these undertakings,- the manage· 
ment_may strive for. uniformity and may find it inex­
pedient to pay staff · of the constituent units at diffel-

. ent rates tho1,1gh they are doing ~e same work, and 
therefore, 'it may well happen that differences among 
personnel of public sector undertakings inte.r se, and 
among thol:ie of a public sector undertaking and of 
a private sector undertaking in the same region. may 
emerge. Secondly, the bc~.sic motives for _setting up 

· undertakings in the public sector and , those in· the 
, private sector may be totally dissimilar. The Govern-· 

ment may embark _ on activities calling for massive 
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. "investments ·arid with an inherent lack of profitability, 
in order to· provide the essential infra-structure and a 
base· for further development; here it is the overall 
national interest rather than . the profit motive that 
provides the justification. According to Professor 
Robson,• Public Corporations reveal a tendency 'to 
eliminate the profit-making incentive and to substitute' 
the public service motive.' This fact may partially 
explain why the precentage of the gross profit to 
capital employed was 3.9t for the ·public , sector 

- . 

undertakings during 1970-71 and the difference be­
tween this figure and the higher percentages indicate4 
for the private sector in paragraph 54 ante. Thirdly, 
t~e Government may_ desire to set up public sector 
tmdertakings with the object of gaining the 'com­
manding heights' of a particular · industry so as to 
ensure that essential commodities are available to the 
nation at reasonable prices and in adequate quantities. 
Fourthly, it may be the policy of the Go'Vernment 
to develop the backward areas. As pointed out by 
the Finance Secretary in his evidence, the location of 
an industry in backward areas as against the more 
developed areas, may involve heavier capital expen-

. diture, as much of the infra-structure necessary for the 
functioning of the industry may not be available 
and may have to be newly created. In these circum­
stances, there may be justification for the public sec-

. tor uridertaking not being called upon to pay the .same 
level of wages as prevails in the more develcrped areas, 
so that the higher initial capital expenditure is par­
tially offset, and the enterprise remains competitive. 
F'or these reasons, it may not always be possible or 
desirable to maintain strict comparability between 
wages in the public sector undertakings and those in 
the private sector undertakings even for supposedly 

'-:-comparable posts. 

66. It is interesting to note that in the U.K. where 
fair comparison has been accepted as a guiding prin­
ciple, there has been some rethinking in recent years. 
The White Paper of 1969t is somewhat critical of 
the use of comparisons by themselves as grounds for 
increasing wages and salaries and observes as 
follows:-

"in present circumstances, general use of the 
'comparability' argument as a basis for pay 
increases is a !'~cipe for inflation. This h 

. particularly true .of claims based on:-

the mere maintenance of traditional relation­
ships which have no economic justifica­
tion; 

the restoration -of differentials between higher 
and lower paid workers following an in­
crease given deliberately to improve the 
position of the lower paid; 

the restoration of pay relativities which have 
altered over the years as a result of 
changes in the social structure; 

- the matching of pay increases earned by other 
~-workers under efficiency agreement." 

When considering civil service pay, the White 
Paper states "indeed where comp_arisons are used in 
determining the pay of public servants, the results 
may be inflationary unless every possible step is taken 
to maximise the efficiency with which the labour is 
used; and this places a special responsibility on em­
ployers, unions and workers to ensure that this is 
done." 

*Nationalised Industry and P.1blic Ownership-William H. Robson, page 68. -
tAnnualReportoftheWork.ingofindustr:atand Commercial Undertakings of the Central Government 1970-71, page 18. 
tCommand No. 4237 paras. 90 and 9~. · 



67. An Economist• who studied the working of 
the National Board for Prices and Incomes in the 
U.K. gave the following as a reason why the Board 
sought to reduce the role of comparability : 

"the widespread use of comparability tended to 
set off a process of leap frogging or a 'wage-­
wage' spiral. Increases in wage rates granted 
to one section of the work force, some-­
times for special reasons, tended to be 
quickly imitated by other sections; in return 
the original group then applied pressure to 
restore its differentials; and so on." 

Aecording to the Board, even when comparisons 
have to be made, it should be on a refined and not 
on a crude basis. They write as follows in their 
Report•• on Salary Structures: 

''We conclude from our examination of general 
salary reviews that excessive reliance is 
placed at present on comparisons with sup­
posed market rates. Full and accurate in­
formation about salaries paid for comparable 
jobs is a useful tool in salary administration, 
but the information at present collected is 
often very inadequate and is used in an un­
critical and inflationary way. The justifica­
tion for a general salary increase should be 
examined primarily in relation to the con­
tribution required of the staff towards in­
creasing productivity, considered in the light 
of systematic information and planning." 

68. It seems clear, therefore, that in fixing scales 
of pay whether in the public sector undertakings or 
under the Government, disproportionate importance 
should not be given to private sector salaries. The 
fact that a particular category is getting a certain 
wage in a private concern should not ipso facto be a 
reason, on grounds of supposed comparability, for 
raising the salaries of a similar category either· in a 
public sector undertaking or under the Government. 
We think that the uncritical use of such comparisons 
without considering the work content and the totality 
of the prevailing circumstances would be unjustified. 
As pointed out above, the tendency for such wage 
increases to touch off further increases by a process of 
'leap-frogging' is real. We are of the view that the 
Government as the dominant employer will have to 
take note of its dual rolet and of the profound in­
fluence that the pay scales, which it adopts, exert on 
State Governments and on quasi-governmental insti­
tutions, such as Universities, Municipalities, Colle~es 
and Schools. 
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69. \Vhile we have argued against attaching dis­
proportionate importance to private sector salaries, 
we would like to clarify that it would be wrong on' 
the part of the Government to ignore the fact that if 
the organised private sector is consistently able to offer 
higher wages and salaries than those offered by the 
Government for comparable work, then there would 

be a progressive deterioration in the ·quality and call~· 
bre of persons entering ·Government service. . At · ·· 
time when the Government is assuming heavier res 
ponsibilities and expanding its role, the first require­
ment is an efficient administration. This will not be 
secured without a reasonable pay system which reflects 
changes in the pattern of remuneration in the outside 
world. Government service should attract and retain · 
not only a high proportion of persons of average call.:. 
bre, but also a sufficient number of persons of the 
highest ability and competence to provide leadership 
and to strengthen the administrative . and technical 
machinery. Besides, the Government employees· should 
feel reasonably satisfied with their pay and conditions · 
of service, if they are to give of their best. Unless 
pay scales offered by ·the Government are adequate~ . 
these conditions will not be achieved. Undue reliance 
should not be placed upon the argument that since. 
Government service is attracting a large num.b~r of 
recruits or that· there is relatively little :wastage· by· 
way of premature resignations etc. · the scales· of pay 
offered are adequate. In many cases, e.g., for certain 
types of engineers, the Government is the dominant 
employer and there are· relatively few alternative ope.:. 
nings for such ·persons. Also, the marketability of .the 
skill and experience acquired, particularly for· gene~. 
ralists as opposed to specialists, is ". strictly "limited. 
Under these circumstances, the Government may be 
able to fill the . vacancies and ~retain the personnel but 
deterioration may· still occur owing to a · sense of 
grievance arising from the salaries received~ and . inay" 
cause much harm to the administration, as the. process 
is intsidious. ·· · 

70.· Government_ employees naturally maintak ·a 
close watch on emoluments in the non-govenimental 
sector, and if disparities are too great, ·a gnawing sense 
of injustice will corrode morale and lead to ·discontent; 
with adverse effects on efficiency. For performing com..;· 
parable duties, Government employees should not re-'. 
ceive emoluments so conspicuously below those receiv"1 . 
ed by persons of-the same social strata engaged in pri­
vate trade and industry ·as to develop this sense of gri_ev-. 
auce. It is difficult to maintain high morale in a group 
which is harassed by pecuniary worries, and an adequate 
salary is an important factor in securing freedom from 
care, by permitting a reasonable standard of living, as 
judged by contemporary standards applicable to the 
same social strata. A dispirited public service can 
never b~ expected to function satisfactorily and to 
rise to the occasion, when a crisis occurs. . It· should 
not be forgotten, as pointedly referred to again oy the 
Priestley Commission, that the· process of detencration 
arising from a sense of grievance on the part of the 
staff may be a slow one, particularly in a service with 
high traditions. By the time the tendency manifests 
itself, irreparable damage may have been donc.t We 
may add that· because of the cadre· system, the full 
impact of deterioration in the calibre and the compe-­
tence of the new recruits will be felt by the country 
after a time lag of 20-25 years, when they will be mov­
ing to the .. top and playin.'t a vital role in the govern­
ance of the country, asduring the interval, their senior 

•British Prices and Incomes Board by Allan Fels. Deparfment of Applied Economics Occasional Paper 29 (page 108). 
••Report No. 132. Cmnd. No. 4187, Nov. 1969, Para 123. 
t Vide para.48 ante. 



colleagues may be shoul_dcring the burden. At that 
stage, restoration of administrative standards may be 
well nigh impossible in the short term, as public 
servants in the top echelons take time to train and to 
mature. 

71. We are of the view that there is force in the 
argument advanced' 'by certain· Associations that too 
large a disparity between wages and salaries in the 
governmental sector and those in organised trade and 
industry for broadly comparable work is likely to 
react adversely on the· efficiency of the public service 

r 
in the long run. At the start of a career, the emolu­
ments and other advantages etc. under the Govern­! ment should approximate fairly . closely to what a 

I person with similar qualifications, aptitude and train­
J ing can obtain from a good employer in the private 
·· s~ctor. In making the comparison, the advantages 

and disadvantages . under both types of employment 
should be ·duly considered, and the total package 
appraised, including elements such as assured promo­
tion prospects, pen~ionary benefits, absence of 
fzvountism on the governmental side, and perquisites, 
bonus etc., prevalent outside the Government. We 
feel that a greater degree of divergence between total 
emoluments in the private sector and under the- Gov­
ernment would. be feasible and acceptable later in a 
person's career than during the recruitment stage. 
Job satisfaction, including involvement in massive 
schemes and programmes, the special training facili­
ties offered by the Government, and the attraction of 
earning a pension, would be generally conducive to 
stability and the retention of trained personnel by the 
Government, though there might be exceptions. These 
factors would neutralise even a substantial difference 
in the emoluments at the higher ·1evels between the 
~wo sectors, without unduly straining the GovernlJlent 
employees' loyalty and sense of vocation.· 

72. We are of the view that the present difference'S 
in wages and salaries prevailing among undertakings 
in the private sector and the public sector as also 
the Government proper for posts at various levels, 
are so marked, that systematic and continuing atten­
tion should be paid to the problem.- \Ve are else­
where* suggesting the setting up of a standing machi­
nery for the collection and analysis of wage dat~ on 
a comprehensive basis and for performing other tasks. 
It would not be correct to allow wages and salaries 
to increase beyond what is economically justified by 
increases in productivity. Increases in the_ private 
sector seem to trigger off increases in the public sector 
undertakings, and are followed at periodic inkrvals 
by increases in govcrnwental salaries also in ar1 at­
tempt· to narrow the gap. Increasing salaries at the 
upper end of the scale is fraught with the added risk 
that there would be inevitable demands from the 
lower income groups for corresponding increases ·and 
acceptance_ of such demands would have large fman­
cial ·implications because of the numbers involved. 
This reinforces the point we made earlier about social 
acceptability· of high salaries. We arc of the view 
that the Government may consider seizing the initia­
tive and intervening effectively to check the general 
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upward trend in salaries which may have deleterious 
cunsequcnccs for the economy by generating fresh in-
11ationary pressures. It may also result in unhealthy 
trends in the labour field because of competition 
amongst various trade unions, all vying for higher 
wages. · 

73. The next point to which we would like tc in-

] 

vite attention is the need ·to formulate a common 
policy for wages, 'Salaries a!ld conditions of s~rvice '?f 
tlic cmplJyecs of the publ1c sector undcrtakmgs. \\ e 
fully appreciate that conditions may differ from one 
public sector undertaking to another. Some may be 
profitable and may have been created intentionally to 
generate surpluses, e.g., Corporations which have been 
given the_ sole right of dealing in canalised imports. 
Others may be incurring heavy losses, often because 
of price policies adopted to serve specific purposes. 
l'urther, there is great diversity in the type of work 
performed, and we agree with the views d the 
A.R.C., that the enforcement of a uniform pattern in 
the matter of pay and allowances o~ employees of the 
public sector as a whole would neither be advisable 
nor feasible. We are also aware of the need for auto­
nomy in the public sector, which implies that the 
management should be primarily responsible for the 
fixation of wages and for collective bargaining with 
the Unions. On the other hand, the demand for 
autonomy can overreach itself. Two of our very 
responsible official witnesses have advocated the estab­
lishment of a coordinating mechanism when evolving 
pay scales etc., for various public sector undertakings. 
\Vr:- have already drawn attention to recommendations 
of the Estimates Committee in this regard, and to the 
conclusion reached, pursuant to the A.R.C's recom­
mendations, by the Government - that coordin~ting 
groups should be set up for evolving a common policy 
in rC'Spect of allied undertakings. We think that these 
conclusions arc valid. lt would be ill-advised for the 
Government to divest itself of responsibility for the 
pay scales etc., adopted by the public sector under­
takings when it provides the finances for them and is 
vitally interested both in their proper functioning as 

' 

also in the surpluses generated by them. . There can 
be little doubt that the pay and conditions of service 

: offered by public sector undertakings to their e'-nplo-
; yees have an impact on Government employees, and 
this is all the greater if. the type of work is com.para­
ble, e.g., the effect is most marked in the case of 
'routine categories such as typists, clerks, stenogra­
phers and messengers. It cannot be the intc!Jtion 
that public sector undertakings which are earning high 
profits because of the conditions created by the Gov­
ernment itself should dissipate these profits by way of 
additional emoluments and bonus to their employees. 
The com.rnunity at large and the Government arc en­
titled to a share in these profits by way of lJwcr 
prices or additional resources for uevelopment. On 
the other hand, public sector undertakings running into 
heavy losses are unable to resist demands from trade 
unions, especially since the possibility of bankruptcy 
docs not threaten them owing to the cushion pr1J\' ided 
by the public exchequer. For the reasons already 

1 
stated, we do not think that the public sector ~hould 
mechanically adopt pay scales prevalent in the private 

J sector on the basis of uncritical external comparison. 
------------------------------------------------·---------

*Chapter 66. 
• 
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. 74. We recommend that a tight and effective co-

l ordinating machinery, on which the Government in 
tl1e Ministries of Finance and the Department of 
Personnel arc represented, be. established. ~n. parti- . 
cular it should be charged wtth the responstbthty of ._.... 
ensu;ing that pay scales of .staff in public sector 
undertakings shoald be fixed wtth d~e regard to the 
p<:1.)Sible repercussions pn other pubhc sector under-· 

l takings and on the pay scales of the Gove~ment -
employees. It flhould also be rcsponsibl~ for evolvi~g 
a common policy on pay s~ales ct~. m the J?Ubhc 
sector and ensuring that no smglc umt goes ser:ously 
out of line. \Ve are confident that the Government 
will be able to evolve a procedure for dealing with 
pay und wa:;e claims e~peditiously ~nd. t~at the co­
ordinating mechanism will not unnecessa~tly .roncern 
itself with minutiae. If this rccommendatlo? JS fo.un~ 
acceptable, then it would called for a rcvtew of· the 
cxistmg position and some of the extent orders. _ ~e 
recommendations that we have made are broadly m 
conformity with the principle of inclusiveness to which 
we have drawn attention at th~ commencement of 
this ch~ptcr. 

75. 111e coordinating mechanism we have suggested 
can only. withstand the effects of rising wage differen­
tial'S between the organised private sector and the 
public sector within limits. If these differentials in­
crease beyond those limits, a breach will occur and 
nrrancicmcnts devised by the coordinating mechanism 
will be cverwhclmed. It follows, therefore, that the 
c.JOrdinating mechanism itself .should · t~kc ~ote of 
prevailing wage rates and salanes, and this remforcC'S 
the need to collect adequate data as we have sug­
gested elsewhere. • lt is to be expected t~at the 
coordinating mechanis~ will respond fle~tbly ·to 
changes taking place m the economy· as a l whole. 

. l 

76. If stability in prices and wages is to be ensured, 
the next Mep might be to initiate measures fot con­
trolling wages in the private sector. also. This. wo~ld 
call for an integrated wages and mcomes policy m­
volving control over a wide field including prices, pro­
ductivity, rent control, dividen~ !im~tations ~tc. In­
creases in wages beyond what IS JUSttfied by mcreases 
in productivity can have undesirable consequt'!nces. 
We do not wish to transgress our terms of reference 
and move into a controversial and complicated field, 
but we are confident that the Government may find 
it necessary to give further attention to this ques~ 
tion. 

Job Evaluation 

77. Because of the expressed preference' of the 
Federations and Unions for job evaluation, to which 
we have referred earlier, and as a concomitant to 
adoption of the principle of 'eq~al pay for eq?al 
work' we tried to study the techniques used !n JOb 
evalu~tion the implications of adopting it and 1ts de­
pcnd:lbitity. The International Labour OffiC'c** (IL~) 

•Chapter 66. 
••Page 9, Job Evaluation-I.L.O. 
•••Pas~ 112-ibid. 

I 
has quoted the following . definition. with . approval =~ 

"Job evaluation is the evaluation or: rating of 
jobs. to determine their position ' in a job 
hierarchy. The evaluation may be achieved 
through the . assignment of points or the 
use of some other systematic· ':ratiri.g I4Cthod 

. for essential job , requirements, su·ch as skill, 
experience· and -responsibility. , Job · evalua-

. tion is widely used in the estabii'Shment of 
wage rate ~tructures and, hi· the ·elimination 
of wage inequalities.. It : is· always applied . 
to jobs rather than the qualities of indivi .. 
duals. in the jobs." · · 

The principal purpose of job' evaluation is· to ran!C job's 
as a basis for a pay 6tructure... ;It aims, therefore,· to 
compare aU jobs under review· using. common; criteria; . 
and to define the relationship of one job to another •. 
It is essentially concerned with relationships,· not ,with 

. the absolutes~ Job ·evaluation, ls Impersonal' as Jt is 
concerned with the . characteJjstics of . the· job · 'arid 

1 
not 

with the incumbent. It does'not' take cognisance of 
the competence or ability~- of the pers~n holding ,the 
job or whether the duties, ,have been carried·ou~ e£6.~ 
ciently-or indifferently~ - " · '· , · ~ ,' ' ' , · '· ··: .··.;:. ·: · ~ 

I ', ~ ' '• ' : {. ·~' ~ .• I 1 • .f ' ··~ ' t 'i , -, • \ < ' ~' .• , "~ • " ., ' :,., ', 

78. Various ·methods of' job· evaluat!on ·,·are in .. 
vogue. Some of th·em are non-analytical, that · is, . · 
considering the . job . as . a whole, . while others , are . 
analytical, which,' inyolve breaking~ .up· the-. jot, · intQ . 
various factors or· components~ such' ,as skill, mental 
or educational. requirements, responsibility . and·. work- · 
ing conditions. · Among the. ·analytical methods ar~ 
factor comparison and points rating. : ; The:· formet 
breaks.'do~ the key job into 'factors'.: ,Ari: attemp~ 

• is made · to· establish how . much of ·the , current wage 
rate of 'each key job ~-is. being paid . for · each · faCto~, 
A scale , is prepared fo:c. each fa.ctor. showing a. rang~ 
of. cash values. Jobs· other. than key· jobs are .. then 
evaluated . factor by. factor against these scales, . the 

, sum of individual· factor .values· being the .. total f rate 
of the job. The method thus combines· the twa dis-;-­
tinct processes of evaluating ·the job .and also deter":' 
mining its money value. ·. The points rating ·method­
is more common: Point valuations, are assigned ~ 
each factor into· which the job· is broken · 9own, · amL 
by a· system of aggregation, the value of a job. as Q.. · 
whole 1s expressed by a figure giving the · totC;tl number. 
of points. Th~ total . points . score .. determines 1 the 
position· of _the· job ·in the. hierarchy and, determines· 
the numerical relationship between ... one·. job and . an;. 
other in terms of importance" etc. , Thr ··method only 
evaluates the job, and does not translate . the findings 
into monetary terms, which is . a distinct. ; process. bv 
itself. • · . · 

. . 
79. Job evaluation in its pre.sent form has·· certain 

advantages but also suffers from a number of _limi­
tations. Even though it is not yet ·a scientific dis .. 
cipline, it does provide a basis for a systematic, study 
as the I.L.O. bas observed***: " · ' · _, · . · . - ··· 

' '· ').• I • ',. • 

"Job evaluation seeks to give practical expres­
sion to two principles of fairness that are so 

• 
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widely recognised tbat they cannot be re­
garded as mere subjective assertions inspired 
by group interests: that of equal pay for 
equal work and that of differential rewarJ 

. in accordance with discernible differences 
·in the sacrifices that the performance of 
productiv~!~rk requires in ·terms of edu­
cation. tr ~ · g, personal application and 
the endurance of adverse conditions. This 
objective of job evaluation gives the method 
a broader interest than it would have as a 

-mere wage-fixing device." 

It introduces an element of orderJ,iness and is con­
ducive towards a more objective · appraisal of the 
various facilities involved. 

80. But job evaluation has its serious limitations. 
It has so , far been applied mostly to indl!strial jobs­
and those on the shop floor. The. highest paid occu­
pations have rarely been· subject to this analysis. · 
The subjective element is still there in any job evalua­
tim.I process. , Above all, the technique is time-con­
suming and would also require to be subject 
to constant review,· as.condition~ change. 

· 81. We think that the increasing use cf job eval~a­
tion . techniques · in advanced . countries such as the 
U.K. and· U.S.A. for establishing pay systems under 
the Government ·and winning · a· degree of acceptabi­
lity. amorlgst the staff may have a lesson for us in 
India also. It would ensure that posts ·of different 
occupational categories are . grouped into .a relatively 
small number of pay. scales on an objective basis 
and not, as at pr~s~nt, on . mere value judgments. 
Our suggestion is-not novel' because9 as long ago as 
1949, the Committee on Fair Wages recommended 
that proper ~e and motiQJJ studies should be insti­
tuted on· a· scientific basis, to relate . a fair wage to a 
fair load .of \Vork~. Such systematic studif's may fur­
ther ensure • that the wages fixed . for . dliferent jobs 
are . economically. justified. by . the scope and content 
of the work performed. On . the other hand, we 
realise the difficulty of adopting a technique, which 
is yet to be fully proven, in an enormou<l. organisauou 
such as · the Government of India where the nature 
of the duties arid responsibilities, attached to various , 

. posts· and their functions cover a wide spectrum. 
However, a cautious adoption of job evaluation tech­
niques over a limited sphere, particularly for indus­
trial and fairly standarised jobs, seems to be indi­
cated as an experimental measure. We are fortified 
in this belief because as mentioned in Chapter 2 we 
had studies carried out for us by the Administrative 
Staff· College, Hyderabad, as Consultan~s, .covering 
some categories of staff. Though based on a small 
sample, the results obtained have been interesting 
and wherever they appeared to be prima facie de­
pendable, we have utilised them as a corrective ~o 
our own overall judgment in presc~~bing Jifferent 
pay scales for certain categories. 

*Chapter II, para. 18. 
**Chapter 66. 
tParagraph 15-30. ' 

r 
82. We have~ been assured by the Ministry of 

Finance that the practice has always been to fix the 
pay of a post on the basis of the ·duties and responsi-

- bilities attached to it. Limited use of job evalua-
1 tion techniques would, therefore, . be no more than 
j a/ refinement of the practice followed at present, and 

its natural evolution along accepted hnes. The 
special machinery for adopting such tech'liques may 
be integrated with an organisation we are suggesting 

·. lc..ter in this Report** for . collecting infom1ation re­
garding pay and conditions of service and for ri.!­
grading posts within the standard scales. 

\Vages and Productivity 

83.1 .We have given careful consideration to the 
feasibility of linking wages in the Governmental sector 

· with productivity. Taken generally, it is a truism 
that the economy as a whole cannot sustain real in­
creases in incomes, which are not justified by in­
creases in productivity. The National Commission 
C•n Labourt observed as follows:-

"The real wages of any group of workers can-_ 
- - not be unrelated to their productivity un-

less inroads into the share of other groups 
are made. The urgency of improving pro­
ductivity levels to sustain increases in real 
wages cannot be over-emphasised. This 
in turn needs a widening and deepening of 
capital to raise technology on the one hand 
and investment in human capit~l on the 
other." 

Wages in the non-governmental sector can conceiv­
ably be linked with productivity, though Unions by 
collective bargaining may · endeavour ' to increase 
wages beyond- what may be strictly justified by this 
~riterion. Such increases, outstripping increases in 
productivity, can be expected to accentuate inflationary 
pressures, with the result that even work~rs in general 
may not benefit in real terms and the increase in 
money wages may prove illusory in the long run. In 
the gove~ental sector, the bulk of the employees 
are engaged on administrative and regnlatory ftmc­
tions, where the link with productivity is extremely 
tenuous. Even in departmentally run factories and 
workshops where the end-products are purchased by 
the Government, the link between wages- and pro­
ductivity would be difficult to establish. These de­
partmentally run factories, . etc., do not adopt ·normal 
pricing policies, and do not always work on com­
merical lines for the reasons we have mentioned in 
paragraph 55 ante. ·Thus in the governmental sec­
tor, there appear to be intractable difficulties in 
directly relating pay with productivity. However, we 
are firmly of the view that the Government can, and 
should, forge stronger links than are nrevalent now . 
between the performance of a Govermi:tent employee 
and the pay he draws. This could be done by en­
suring that promotion takes place on merit and by 
seeking continually to raise efficiency e.g., by con­
trolling numbers . employed, and by more ~ffective 
supervision, which may necessitate the strengthening . 



of the administrative and managerial cadres. In de­
partmentally run enterprises and organis:1tions, incen­
tive schemes based on time-saved coucepts, and 
piece-rate systems are already in vogue; we advocate 
increased use of such arrangements linking payment 
or wages with output, wherever it is f~asible to 
do so. 
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83.2 Recent studies on the problem of wages and . 
productivity have unmistakably shown th:1t producti­
vity is a function not only of investment in physical 

· capital and improvement in technology, but also of · 
investment in human capital. The I. L. 0. Report on 
'Poverty and Minimum Living Standards' for example, 
affirms that "if the right combination of measures to 
promote minimum living standards, and the right 
methods of financing them, are chosen, their stimu­
l~ting effects on growth can decisively outweigh any 
retarding effects they may tend to have•". "Another 
study•• made by the I. L. 0. states on the basis of 
recent research that:-

''the larger part of the economic growth that has 
occurred over lengthy periods in a number 
of countries must be attributed not to increas­
ed physical inputs of capital, labour or natural 
resources but to other factors broadly des­
cribed as technical progress or increases (in­
cluding those due to economies of scale) 
in the productivity of the physical factors. 
Education, training and the adequate moti­
vation of the men and women engaged in 
production as entrepreneurs, managers, 
scientists, technicians and skilled or len 
skilled workers no doubt play a lar.~:er part 
in this." 

The Concept of the '1\fodel Employer' 

84. Many of the unions and major federations have 
demanded that the Government should act as a 
'model employer' in fixing the wages and salaries of 
its employees. The Confederation and the NFPTE 
have objected to the Second Pay Commission not 
accepting this principle even after taking note of the 
Directive Principles of State Policy and Government 
Pronouncements both on the floor of Parliament, and 
in the Five Year Plan Reports. In rep!y to the 
questionnaire. the Confederation has stated as 
follows:-

"The Government should be a model employer, 
so that its role as prime regulator of wage 
policy for the entire country and responsi­
bility to secure for all workers a living wage 
assumes a moral content and effective­
ness." 

Both the Railway Federations also urge the acceptance 
of this principle. The NFIR in reply to the question­
naire observed that the 'model employer' principle 
connoted that ''Government should first give to its 

•Report of the D.G. of I.L.O. p.41. 

own employees what it expects a private employer 
to provide to his employees". The FNPTO- have 
stated that "Government have to function as a 
model employer before it preaches· a sermon to the 
private sector and legislates in pursuance of . the 
Directive Principles of State Policy of offering a 
living wage to the workersn. One inference from the· 
view expressed by. the Federations is that they feel · 
the Government bas failed to comply with the 
standards which it urges the private employer to follow., 
In this limited context, the 'model employer' princi­
ple becomes ~imply a question of 'fair comparison' · 
which we have discussed. In its larger context, bow .. 
ever, the demand that the Government should act as 
a 'model employer' goes one step ahead of the de­
mand for 'fair comparison'. The NFIR have · actually 
reiterated what they urgedt before the .Second .P:1y 
Commission . and saidt that the model ' . employer 
principle assumes importance a.S the "Government of 
India happen to be the biggest employer" and be- · 
cause they ''have entered into the industrial field in 
a big way by the setting up of the public sector" .. 
The NFIR feels that the profit motive being absent, · 
it should be "possible for the Government tQ provide 
better conditions than those allowed . by . · iln · en­
lightened employer, who is not expected to·. shed self• 
interest, whatever the extent of enlightenment"~ ~ . 

85. The. phras~ 'model employer;. c~!l be traced ' 
to the Mac Donnell Commission in the U.K. (1912~ · 
15) which stated "it is an accepted pnnciple with all 
parties that Government should be a model employer". 
We are not sure what precisely th~ various Federa: 
tions and Associations had in mind when they made · 
their suggestion that Government should be a ·'model 
employer'. The phrase might mean that in the matter 
of pay and conditions of service, the Government . 
should be ahead of other employers and . actually 
function as a pace-setter. On the o~her hand, it may 
be interpreted to mean that the Government should 
treat its employees no less favourably . than the first 
flight of employers (other than the Government) 
treat their employees. Yet another interpretation 
may be that the Central Government should be . more 
particular than other employers in en~uring that pro- -
motion etc. is given according to impartial and ob­
jective criteria, that there is the maximum security 
of service, that conditions of work and housing are 
satisfactory etc. The First Pay Commission@ came · 
to the following conclusion:-

''The theory that the State should be a "modei 
employer' has often been appealed to: it 
may be useful as enunciating and ideal and 
as insisting that the State should lead and 
not merely follow the private employer; but 
it is too vague to furnish a practical test. 
It will not be fair to the country to encourage 
a claim by civil servants to be treated better 
than their fellow countn-meo. (Tomlin 

. Commission's Report, para. 312)." 

, ••Minimum Wage Fixing and Economic Development I.L.O .• 1968-pp.JS-39. 
( t As quote-d in para 11, Chap. IV of the Report of the Second Pay Commission, page 20. 

ttNFIR Memorandum, pa~ 2. 
@Para 46, page 29. 
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86. The Second Pay Commission was also of th~ 
view that if the Government were to function as a 
model employer in the sense that :t paid higher 
wages and salaries than other goc.d employers for 
comparable work, it would expose Hsclf to a well 
founded criticism of extravagance. They pointed out. 
however, that the social principles and standards 
which the Governrrlent has laid dmvn for, or recom­
mended to, employers generally should be taken into 
account in determining the emoluments and con­
ditions of service of Central Govern~ent employees. 
They' felt that generally the cffectiven~ss of the wage 
and labour policies which the Central Government 
formulated, would depend on its ac~;ons and outlook 
as an employer. W c agree . that fhe Central 
Government cannot speak in two voices and having . 
adopted a particular labour policy, it has to abide 
by that policy in the role of an employer also. · This 
would necessarily mean that legishtion regarding 
minimum wages, hours of work, overtime etc. should 
be equally binding in Central Government offices and 

)

, to personnel matters, and perhap~ greater attention 
should be paid to these matters by top Government 
cfficcrs in future. \Ve are also of the view that 
better working condition'S and rc:idcntial housing, 
particularly by launching a large huilding programme 

establishments, as they are. outside. · 

87. We have already drawn attention to the wide 
gap. in emoluments that prevails between certain cate­
gories of Central Government employees -on the one 
hand, and the employees of reputed corccrns in the 
private sector on the othar. It has been pointed out 
that having regard to the resources of the Central 
Government, it may not be possible at present to 
close this gap. \Ve wou!d be labouring under a de­
lusion if we were to suggest that. the Central Govern­
ment should now take upon itself t:'Je responsibility 
of being a pace-setter' and 0~ bettering t11C wages paid 
by reputableconcerns in the private sector. It would, 
perhaps, also be unreal to assume that the Govern­
ment should be in the vanguard of those concerns 
which are today paying the- highest ';alaries. In 
agreement with the First Pay Commission, we think 
that it would be an untenable position for the Central 
Government to treat its employees as a privileged 
class, having regard in particular to the Government'!i 
objective of ensuring equitable · distribution of the 
national wealth and the upliftment of the under-pri­
vileged sections of the community. We also agree 
that the concept of model employer is open to such 
diverse interpretations that no precise guidelines of 
practical .value are provided. 

88. In certain other respects, however, the Central 
Government could be in the forefront of enligptened 
management, without assuming too large a financial 
~burden. Instead of endeavouring to be a 'model em­

{ ployer', the Government .can certainly try to attain 
\ the more modest objective of being a 'good employer', 
; and adopt a progressive management policy, including 
/ adequate reward for outstanding performance by rapid 

.' promotions or otherwise. A good employer need 
· not necessarily offer the higest ra~es cf pay. There 

should be other advantages viz., stability and conti­
nuity of employment, adequate facility for training 
and advancement, and . high standarGs of integrity 
and impartiality. Having regard to the trend of evi­
dence placed before us, we felt that the Government 
could do much to restore the morale of the services 
and esprit de corps. We formed the impression that\ 
Government service suffers froth inadequate attention 

in the metropolitan cities, when th(" 'ln~nccs permit, 
would do much to remove disconter.t. The increases 
in emoluments which we have been ab!e to recom­
mend, may appear modest in the background of the 
dc·mands made before us, and the expectations gene-

. rated by the setting up of the prc:;ent Commission; 
the proposed scales arc likely to ha•;e a better, and 
more enduring impac;t, if they are linked with sowe 
of the other changes we have broadly indicated here. 
Such of the changes and, other improvements we have 
suggested, as are eventually found :1crcptable by thE' 
Government, if announced simult:1ne0~1sly would, by 
interaction, re-inforce one another and foster a better 

· climate in the relations between the C:ov~rnment and 
its employees. 

O:rr Approach to Pay Determination 
. ' 

89. It may be appropriate at this stage to outline 
our approach to the task of devising the oay structure 
for Central Government employees an:t the principles 
we have kept in view. When considerin~ the demand 
for "fair comparison" of Central Government scales 
of pay with those prevailing in the organised privBte 
sector for supposedly comparable wo:-k. we hav~ 
drawn attention to the dangers im·ol\'ed in the un-

}-critical use of such comparisons. \Ve have mention that 
' the levels of pay prevalent in the organised private sec­

tor do not,' under the present circmnstances, provide a 
reliable index for judging whether Central Government 
scales of pay are fair and equitable hecause of t!lc 
very dissimilar conditions prevalent b th~ two S(.':Ctors. 
.On the other hand, we have gone 0-:1 to state that 
pav scales under the Government omno~ be fixed b 
isolation, and be wholly divorced from tr.e terms and 
conditions generally obtainable outsir!e bv persons 
possessing comoarable qualifications af'd doing simi­
Jar work. · While disproportionate importance should 
not be attached to private sector salaries, it is neverthe­
less necessary to take note of the rates of pay and 
other conditions of service prevalent ontc;:ide Govern­
ment as a corrective. While dealin~ with supply and 
demand conditions, we have come to the conclusion 
that they do have relevance though they are subject 
to several qualifications. In oarticular, we have 
pointed out that since the supply of unskilled labour 
is abundant, the wages to be paid fer such workers 
should be related to essential pl-tysiolop.:ical needs 
rather than to conditions of supply ·md demand. 
Further, we have played down th1s mincip!e when 
considering the upper pay ranges. Again, when 
referring to wages and productivity, we encountered 
intractable difficulties in directly relating pay with 
productivity. We also rejected the model employer 
principle. 

90. It will be noticed that while severeJv qualifying 
or rejecting some of these well-kno·wn principles, we 
have not so far formulated any concrete principles 
which could be used as practical ~idclines for the 
purposes of pay determination. It will be our en­
deavour to do so now. We have, however, ncr 
found it possible to lay d9wn one single principle as 
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the task entrusted to us is both complex and difficult. , 
The spectrum of activities of the Central Government 
is extremely wide, and the categories of employees 
that come within our purview are, both numerous 
and diverse. It would, in our view, IC'ad to rigidity 
if we were to attempt to formulate one single princi­
ple encompassing the entire gamut of Crntral Govern­
ment employees. We have found it advisable to 
bear in mind several principles and conditions when· 
recommending scales of pay for different posts and 
services under the Central Governmer.t. Though 

i generally. applicable in most cases, we may have had 
to deviate from some of these principles in other 
cases, having regard to the fact that we are not writ­
ing on a clean slate, and we are deati.l"g with a massive 
organisation, which has already developed alon& parti­
cular lines. 

91. We are of the view that the Government being 
the dominant employer, sl).ould formuhte its own 
principles of wage determination as suited to its 
needs. Obviously, in framing the~e principles, the. 
Government will have to take due note of recruit­
ment difficulties and the maintenanC'e of a high level 
of efficiency in the public service. Th~ true test is 
whether the Government service is attrncting and re­
taining the persons it needs and they are reasonably 
satisfied with the pay and .other conditions of service 
taken as a whole. The fulfilment of this test is an 
essential pre-requisite for the proper functioning · of 
admimstrative machine. · Havjng 1egard to changing 
conditions, it may be necessary for the Government to 
alter pay and other conditions of service selectively for 
different. categories or employees, avoiding, if possible, 
violent short-term changes in horizontal relativity. We 
would advocate a flexible, as opposed to a rigid appro­
ach, in such matters. 

92. The first pay point that has to be fixed is the 
minimum wage. As we have indicated in Chapter 6, 
the minimum wage should be fixed according to social 
norms so as to ensure a reasonable st&ndard of liv­
ing without adhering to conditions of ~upply and de­
mand. Because of the ready availability of persons 
willing to enter Government service even at the lowest 
level, it appears desirable that the qualifications and 
the recruitment standards should be npgradt·d so as 
to ensure that the Government secures full \·alue for 
the wage offered. It is ~o equitable· that since the 
minimum wage is fixed at a higher level than what 
would be justified according to supply and demand 
criteria, the better qualified persons should have pre-­
ference in securing employment ratker than the less 
qualified. We would add that since minimum is 
being fixed somewhat higher than what it previoUsly 
was, it should not constitute a floor upon which a 
new wage edifice will be built incorporating equi­
proportionate increases at all the higher levels. The 
old ratios between the pay of a Lower Divis1on Clerk 
and that of a Class IV employee, as also between the 
pays of the Upper Division and the Lower Division 
Clerks should, therefore, change having regard to the 
higher minimum now recommend~d. 

As a corollary to the increaserl pay..; recommend­
ed, it will be necessary to control numbers. During 

•Para 23 of- the Questionnaire, p. 17. · 

2 'M of Fin. /73-4. 

the last qua~~r of ihe twe~tietlt ~century, l_ it woUld. 
be anachrorustic to have a large · number· of :peons: 
and chaprasis whose wages can hardly be justified 
either on social or on economic grounds.-. This aspect 
bas been dealt with in Chapter 66/:--, :;·_> '• 

: • ' , ;- ' ~, } - . f " ,. • .. ...... !I .-.~ ~ 

93. So far as the upper ranges . of sa1aries are' con­
cerned, we have stated that a limit is ·set · by consi­
derations of social acceptability, eyen . thr>Ugh •it) may 
be militating. against. demand and , sup~1y ·.principles 
in the market sense. . We have also observed that 
increasing salaries at the upper end ·~owdlead ·to in­
evitable demaads from the lower iucome · groups, and 
these demands would have large. financial implications. 
At this end of the spectrum,. therefore,·. social- :eonsi-. 
~erations, in~ludip.g · the redu~tion ···of ~ dispari!ies . hi~ 
mcome, .acqwre :unportanc~ , . ::. , : .• ['• .. ,; .. :; 

· 1 ' ' ' ' I · : ., ' ; t' '' , .. ,., l · 
.94. For the intermediate 'levels~ wi1ich would cover. 

the vast majority of posts under th~ Central: Govern:. 
ment, we find the principle ·of 'equal ·pay' fox< eq~al 
WQrk• taken. broadly to ~over, the .. r~nge ·. of1 a' time·. 
scale (rather than fixed pay ·point) ·.to be~ generally 
unexceptionable, when· considering. the .: Central ~ Gov-· 

-emment alone -~s a, separate. entity..:·: It seems .to'. ··us; 
only: proper' that. in .the absence . of, any di~tinguishitig 
features, the employees of the, same Central ·Govern-, 
meet in different branches should be-· paid, equally Jf, 
th~ir . w~rk,_ !lccording to ::, c_ertain }. ~ ~ell-est.~plishe~ 
cntena, IS .adJudged to be .eq~~I.,vaiU:e•,1 : : .~·_;:-;,· .j 1 

95. It is necessary,:however; to give concrete. ·shapei 
to this principle and to specify the factors on the basis 
on which comparisons can be carried out. lt, is. Qur 
considered view that 

1

at· the intermediate. 'levels~~ the 
pay of post should be! related to the duties: and .:res~ 
ponsibilities ·attached. to that post, 't,1 the . qualifications' 
prescribed for. recruitment'· to th'~ · p.1s.t~:,·to,, 'th~ 
degree· of . supervisiorr · exercised'. etc. '- Early · in·,.-. the 
course of our. work," this aspect of.;. the matter~·; had 
engaged our attention and iri··.the 1 explanatory,· notes 
to. our questionnaire~ we bad specifically drawn ·

1

~tten~ 
tion to the following fa~1:ors * · which should be i taken · 
into . account in the· fixation 'of. wage· ,. differf?ntials. 
according to the Fair Wages Committee:. : ' "'· 

j • • . ' i ~ ··'' ' i' ': ~ .~. 

· 1. degree of skill, 
1 

. ; • · r:; f. · <: > 

2. , Stra~ ;. of work, . . ·' . : , , ... ·; ·> .. ~ 
3. expenence involved, . . . . . . : . ; .: . \ ·,' · . 

· ·· 4: trafuing· required,• · ·· ," ·•· - · · ~! · ··' · •• i:.. ;.:, •. 
. , , . - l · . · • r · • ··;.· ~) 

'S. responsibility underta~~n~;; , / ·-; .. . . , .. . i .~ • l 

6. mental and, physical require,ments, 
7. disagreeableness· of tbe'.task; '. ·· · 1 .. _: 

8. hazard-attendant on the work;' and , : . '~ ~ 
9. fatigue involved. 

The majority, of replies t~ the; partic6lar q~e~ti~n­
accepted the relevance of these factors for. pay · fixa.;: 
tion purposes. However, the N.F.I.R. have stated. 
that the list of factors for wage. differentials give~ in 
the report of that' Committee were prepared,, mamly 
with factory workers in mind; as such it was not ex ... 
haustive enough . to determine the pay differentials in 
a . complex industry like Rail~ays, for ·which -. they., 

.. 
·.:. J •• f' 
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suggested that the following additional factors shou~~ , . 
also be taken into account: · · · . · · ' 

(a) the method of recruitment; level a~ which. 
the initial . recruitment is . made m the 

· hierarchy . of service or cadre •. 
(b) minimum educational and . technical qualifi-

cations pr~crl:~~ f~r. the_ post, . . • 1 

(c) dealing with the public, · 
(d) avenues of promotion available, 
(e) horizontal and vertical relativity ·with other 

jobs in the .same service or ,outside. .· · 

96; On further consideration,' we are of the vic~ 
that ·though ~e factors··, mentio~e~ b~ . · the~· ~ait · 
Wages Comnuttee are largely_ valid; therr. appli~tion 
in practice may call for some refinement. Bastcally, · 
we thought that. an individual had to . be paid for his 
initial qualifications. and the . training, . skill, physical 
and intellectual endowments which he brought to bear 
upon the post offered to him~ These . woul~, cove~ 
items (1), (3), (4) and (6) _of tht? fu.t .. These gene-:-·, 
raJ· factors would be valid m' pnnctple both. wpe~: 
determining ·the.· salaries of professi~nal categories on· . 
the one hand and the wages ·of artisans and workshop' 
categories,'· on the~ other~ ,tho~gh the!e could ~e ~e-~ 
rences ·_of_ degree m the· special attributes which the: 
employee: bas· ~cquired. !hese ~omments would also; 
apply· to most of. the pomts. raised by. the N.F.I.R. 
The question of horizontal and vertical relativity which· 
figures amongst the , a~diti~nal. ·factors . mentioned·. by. 
the. N.F.I.R. is dealt\_VIth m. a subsequent .par~grapb.:· 

. . ~ ' . . : ·-~"-~ . , • f . . ·: • ") i"i : . .. ,.. --

97. We are·of the view. that the. difficulty and.com-
plexitY .o~ .the task 'to be' performed,- ~· well as. the: 
responsibility · undertaken should be .. gtven consider.-· 
able' weight ·in de!ermi~g, the.' ap~r<?pi:iate sc&.e o~. 
pay. These factors m our view would mclude such Items 
as. the importance of~ the work~ done,. and, the ::end-, . 
results' required.· .. These elements would cover Items 
(2); (5) and (9) of the· list prepared ·by the Com-: 

.· mittee on Fa~ Wages. and item (c). of the N.F.I.R's 
list. :,. In- the ·course . of our deliberations, we felt that 

-\..the difficulty . and complexity of . the task and. of the; 
responsibilities placed upon an employee have to be 
·related to the organisation as a whole.- The contri­
bution of an employee should be assessed having re­
gard both to the work done by others below him (if 
any), and the further work· to be carried out by his 
superiors. The responsibility ·of · an .. employee also 
depends upon the degt'ee of supervision exercised- over 
him, and the consequences o~ his action. In framing 

·pay scales, we have had these aspects in view,• and 
we have gone prnnarily-by the existing duties'and 
responsibilities attached to the posts under, conside-
ration. · 

98. We have earlier stated that there are decisive 
advantages in adopting a snnple and rational .. pay 
structure, and in reducing the large number of pay 
scales that exist at present. Also we have drawn 

· attention to the recommendations of the A.R.C, · in . 
their report on Personnel Administration that the posts 
in the civil service should be brought within a frame-. 
work of 20-25 grades on the basis of duties and res­
ponsibilities. ' Any significant reduction in the number 

- of pay scales .will only be possible ~y groupin~ p~~ts 

of several different categories and occupational groups 
into a single grade. · ·This practice is prevalent in other 
countries also e.g., the U.S.A., and has been recom­
mended by the Fulton Committee in the U.K. It 
necessarily follows ·that certain horizontal relativities 
will have to be established, as in effect we are broadly 
equating in monetary terms the overall duties and res­
ponsibilitieS· of these different occupational groups by 
allotting them the same scale. A sound pay struc­
ture should therefore seek to establish equitable re­
lativities not only vertically but also horizontally. The 
former reflects the hierarchical structure, and the 
latter is necessary to achieve simplicity and balance. 

' ,. . . . ' 

; 99. While some simplification and rationalisation 
of. the pay structure has been attempted, there are 
severe limitations to the extent that such measures 
can be undertaken. We have found that having re­
gard. to. the vastness of the Central Government orga­
nisation and · the highly diverse nature of the func­
tions .that; are ·performed by the 2.8 million civilian 
employees· of the Central Government, it would net 
be feasible to grade 'them. in 20 to 25 categories as 
suggested by the Administrative Reforms Commission, 
or 12 categories. for Classes III and IV employees, as 
suggested by the All· India Railwaymen's Federation. 
There are also some attendant disadvantages b 

, attempting: too· drastic, a reduction in the number of 
grades. ·· · · 

' ' 

>. 100. · Sharp . reduction in the number of grades, as 
suggested by __ the. A~trative Reforms. Commi~­
sion,. may result m curtailment of promotion oppor-

j
, tunities ·.in certaiti spheres. We are of the opinio. n ttat 
/ gr~mtilig promotions is one of the few effective instru­

ments _left · with. the management for rewarding 
good performance · and thereby , improving 
efficiency. Promotions affect · not · only those 
who are promoted but also the far larger num-
ber of e~ployees·, who are · aspif!ng f~r p~om<;>tions, 
and· realismg that advancement lies pnmarily m de­
mon$trating ·their· superiority,- respond to the spur of 
competition. · Even somewhat _limited promotion prC's­
pects, if granted in a manner. that inspires ~onfidence 
among the employees, have Wide and pervasive effects 

. in toning up an -organisation.· A relatively large · 
number of grades · may, therefore, be necessary to 
provide adequate ·promotional outlets. We consider 
that, where· performance can be judged, and there is 
scope for -upward movement in the hierarchy, . a 
number of relatively short grades would be. preferable 
to a single long scale. To this extent, we would be 
adhering to the recommendations of both the Ad­
ministrative Reforms Commission and the . Fulton -
Committee viz.., checking the automatic upward 
movement in a tim7 scale of indifferent perfonilers. 

101. Employees are- now unlikely to accept a 
perin.anent reduction in their emoluments however 
small· it may be. Any simplification of the pay struc­
ture can be expected to result more in the prevalent 
scales drawing level with the highest in . a· group, 
rather than in any general lowering of these scales. 
Reduction in the number of grades merely for the 
pl.rrpose of tidying up the pay structure may, there­
fore, prove unduly costly, the resultant additional ex­
penditure being incommensurate with the tangible ad­
y~ntages · that the Goveilliii~~t may pepve. We have 



~ad to bala~ce these considerations, which have some­
times conflicted, and have. attempted simplification 
and. rationalisation of the pay structure to the extent 
f eas1ble, taking an overall view of the position. 

! 02~ Ac~ording to the principles that we are advo­
cating, honzontal comparisons, sometimes between 
dissimilar occupational groups, becomes inevitable~ 
As we have seen, this is inherent in simpli 
fication of the pay structure, by adopting fewe 
scales spanning several occupational groups. To 
this extent, our -emphasis is somewhat different from 
that of the Second Pay Commission, who were not 
in favour of making horizontal comparisons. While 
initially it will be necessary to go by a broad overall 
assessment of the duties and responsibilities etc.;· of 
various posts in allocating them to the appropriate 
pay scales, we are aware of the possible deficiencies 
and shortcomings of this approach. It is for this 
reason that we are suggesting the adoption of job eva­
luation techniques, first on an experimental basis, and 
later, if found successful, on a continuing basis. We 
think that such continuing studies will set· right any 
anomalies that may have occurred, :1nd wiJl be instru­
mental in giving due weightage in a systematic manner 
to the various factors we have already enumerated. In 
allotting various posts to the appropriate pa) scales, 
we have gone largely by existing relativities, except 
where they required alternation in the light of the 
principles we have adopted. 

Application of Principles to the Organised Services 

103. \Vhile suggesting a unified grading structure, 
the Administrative Reforms Commission have none­
the-less emphasised that the All-India Services have 
come to stay. They have added that the concepts 
underlying the services, namely, common recruitment' 
which seeks to ensure uniform standards of adminis­
tration in aU the States, and the availability to the 
Central administration of the experience gained in 
different parts of the country in the shape of 
mature oflicers sent on deputation, are valid. They 
have_ gone on to add that with the expansion of 
central activities, a large number of Class I poo;ts have 
been created. Their express recommendation • is that 
wherever the numbers involved in a particular func­
tion are viable, such posts should also be grouped into 
a regularly constituted service. 

1 04. The service concept is an intrinsic part of the 
Indian svstcm of administration which, over the years, 
has developed a style and sophistication of its own. 
The services play a key role in the administrative 
machinery and have gained in strength and experi­
ence. They have proved their worth in the course 
of the many vicissitudes through which the country 
has passed, and are likely to continue in the foresee· 
able future. Any normal system of job evaluation 
can hardly be used as a dependable method for fix­
ing the pay of the members of a regularly constituted 
service. It is the general practice to encadre a num­
ber of posts of differing levels of responsibility into a 
service. It is possible only to take a broad overall 
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view of- the. duties ~d respo~ibilities of the separato 
encadred posts and of the -difficulty and . complexity t 
of the: functions t:xpected to be .P~rformed· by· the; 
~embers of a service "='hen presCf!bmg an appropriate· 
time-scale. fo.r that serllce. . In d~mg so we have gone 
by the ex11ting role of the service concerned, as we: 
found it, _and .we did n<;>t feel call~ ~~n, to suggest: 
any modifications. therem. __ . The Implicit /assumption 
in devising a service time-scale is that the · more 
mature and experienced officers will be ·assigned the· 
more difficult and complex jobs so that by _and large· 
there is some correlation. between the. stage·· reached· 
in the time-scale on. the one hand, and . the duties- and 
responsibilities of the posts they are likely to hold; on: 
the other. The· primacy consideration in· fixing~ the 
time-scale· should be to ensure that the terms · offered 
are attractive· enough for persons of the ·.requisite· cali­
bre who are leaving the universities_ to make a· life­
time career out of Government serviCe. · As we have· 
mentioned later in this Reportt ~ how far·. thiS: olr. 
jectiye is being achieved ·could be ju~ged by .the· pro­
portion of first class graduates _ commg forward, · the 
intensity. of copetition for the number of vacancies, 
and the -popularity of. the seJ;Vices with the· best pro-~ 
ducts ·of our • universities and technical institUtions.' 
While it'· is clear ; that the seryices• · pay. scales will 
have to · be determined on overall_ · considerations, 
we would like. to emphasise that· they. cover· numeri­
cally a small proportion of the total posts under the. 
Central Gove~ent on the .civiL side. , · The· organio;-:: 
ed class I services account for. no more· than. 0.69% 
while the class II services account for ·another 0.60o/, 
of the total number pf posts. For the remaining 
posts outside the regularly constituted services, the 
criteria we mentioned above and the considerations 
laid down would remain valid. 

- . 
105. At the upper level, persons who are required . 

to possess specified post-graduate qualifications, or to 
undergo highly specialised professional training for 
the due discharge of their official . duties should be 
adequately remunerated and their pensionary benefits 
safeguarded keeping in view the additional time and 
money spent by them in acquiring these qualifica­
tions and the relatively shorter period of their effec­
tive service. 

106. During evidence, one comparatively recent 
development came to light, and we think we should­
comment upon it, because it may acquire added im­
portance with the eftlux of time. -Comparisons have 
so· long been confined to similar ·posts within the 
country. There are certain categories of employees, 
however, whose training and talents are readily 
marketable abroad. . Thus, ·people in marine train­
ing establishments are required to possess qualifica­
tions which would enable them also to serve as Masters 
or Chief Engineers on foreign-going ships, and we 
have been told that while there is little difficulty in · 
securing such assignments afloat, the pay and other 
terms offered are far superior to those in our estab­
lishments ashore. We anticipate that it will become 
increasingly difficult to completely insulate Indian 
rates of pay from those pr~valent · abroad, specially 

•Recomme~dation No. 1 of the A.R.C. Report on Personnel Administration, 

tChapter 7. • 



', r !. . , .: .. • f. for categories whose skills are . readily marketable . 
abroad. , While· it· may not be possible to match tl1c 
terms available abroad, the attractions of living at 
home;.coupled with a reasonable scale of pay, may 
iri.duce -such persons to serve . the Government even at 
some financial sacrifice. , . · · , · ' · 

· : 1 ~7. · Wa~ and t\s~aries;'ta~eri very broadly, do 
influence decisions . of men and women entering the 

· employment field .. 'It seems necessary that the finan· 
cial attractions of (different vocations should be !\O 

52. 

_ determined as to 'ensure· a' rational allocation of the 
available human 'material in · · such a · manner as to 
maximise the· overall benefit.·· To· some ,extent Jt may . 
be desirable ·to!' correct present imbalances· in. supply. 
and .demand ·and to ' :keep ,pace with .. - technological . 
changes. . The present. relatively favourable. treatment 
given to' white.· collar· employment . may, " ~'therefore, __ 
need to be discounted; as· with increase in literacy and 
education there 'is ;a' ·surfeit> of such personnel, . and 
conversely a -premium may- have · to be allowed to _ 
professional and -technical ·men, S() · as to encourage 
prospective . candidates . to acquire · additional know· 
ledge_ and.skilt • We ·have had these. considerations 
in mind· when_devising scales ·,of ,pay for :workshop 

· staff .. _ and.· for -pro~essional. classes:. ·_However, ~e have, 
· atternpted_, only a :re9rientation ,J>f the pay structure 
> so .. a~ . 'to ; reflect.' the . currenf, changes. in social values 
in- the. ·cont~xt of . de;velopmen~ ')lS • we- ate . convinced· 
about . theJ nees:J. 'for ~gradualism· jn effecting . changes of 
a fundamental character.: ·· , · ... _ '- •• ·· . · · · · .- 1 

' 
·-~"· ::•-'·'·; '.!. ·l. \ ':. ·~·->")_:.~.t~-/ <1!~- ~ .. 'r.? ... )· ..... 
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108. A _popularly elected Gove1'111rient has. to be 
actuated by considerations of social justice and neces· 
sarily has to pay due attention to human needs and 
aspirations. It will · also · have to ensure that the 
treatment of its own employees is not conspicuously 
different from that of the employees of other public 
sector undertakings. In such circumstances, widtr 
human· and administrative considerations may neces· 
sitate a review, and the adoption of wage and salary 
levels, different from those which would have been 
·justified on . pure considerations of economics. 

· 109. By adopting the principles detailed above and 
devising a pay structure accordingly, we have impos· 
ed a heavy burden on the public exchequer. Besides 
the initial expenditure, which we have attempted . to 
estimate in a. subsequent chapter, it is likely that the 

· additional expenditure will mount over the years _ 
because of the more favourable rates of increment in 
the scales recommended by us. It is probable that 
these heavier establishment charges will make a dent 
in the resources available for planned development. 
We ·have knowingly made these recommendations as 
we feel that there should be a· reasonable degree of 
satisfaction and contentment amongst Government 

· employees, and harmonious relations should prevail. 
We have made these recommendations in the hope 

. that if they are accepted by the Government, - the 
employees . will respond positively and extend their 
whole-hearted cooperation to the Government in its 
task of serving the country, and the people. 



'CHAPTER 6< 

·1\UNil\llThl REl\tUNERATION* 

In a modem welfare State, such as ours, Govern­
ment as the employer has a responsibility for meeting 
the. css~~tial ~eeds of its lowes~ paid employee and for 
mamtammg hiS health and efficiency. The International 
Labour. Organisation ha.s . consistently pressed for 
the achievement of a mmunum standard of living for 
workers and this stand was reaffirmed • • at the Interna­
tional Labour Conference 1964 which urged Member 
States to ensure adequate minimum living standards to 
all wo!kers. ~nd their families, J?articul.arly through 
dy~amic mmm~um wage and soctal security measures 
whtch. ~yst.c~tically take account of economic growth 
a!l~ nsmg liv~g costs. The.re has been a growing recog­
rutlOn that rrusmg the quality of human resources is as 
essential to future development as is the accumulation 
of capital Experience seems to have shown that a high­
~r standar~ of living is associated with an improvement 
m the quality of human resourcest. Thus, minimum 
wage determination has to be based on various socio­
economic factors rather than be left to the market forces 
of supply and demand. It is because of such consi­
derations that several Committees, Commissions 
Cou~ ~nd Tribunals have upheld the principle that 
the nurumum needs of the worker should be an impor­
tant criterion in the determination of wages. It ha.S 
now come to be widely accepted that the minimum 
":age payable to the worker should l?rovide at least for 
h~s subsiStence n~ds and ptosc of hts family, although 
dlfTcrcnces of optmon persiSt regarding the composition 
of the family, the norms to be adopted "for the satis­
faction of these 'needs' and their precise quantification. 
The minimum wage concept is generally associated 
with ~dustry and the question whether the employer's 
capacity to pay should be taken into account in fixincr 
the minimum IS still a matter of controversy .. Never~ 
thclcss, in determining the minimum remuneration in 
Government service, apart from factors such as the · 
~cncral economic condition of the country, its per capita 
mcome, and the level of unemployment, the financial 
position of the Government, its ability and will to 
mobilize resources and the demands on these resour­
ces for purposes of the country's general development 
are important considerations which cannot be over­
looked. · 

.. , 
f~y. accor~g t~ ~r~ diet~4~ nofnis. . Thirdly, 
s~c1ent cl_othing an~ hous~g facilities have to be pro­
VIded to him and his family. fourthly,.~not merely 
have these ~~e necessities . of, life to .,e provided but 
s<?me , ~roVIStons .· have . , to be made - , also for 
his medical treatment, the· preservation of hls' health 
and for education. · These are the ~needs' which, it has 
be~n. generally accepted, should be met by the wages 
patd to a worker. · ... · , . ~< , • ~ _ ·,: :~, ', -~ < ~ : 

' .- -·~ ~ ~.-~ <·' J' i , .... :, ,,..! ..--.-~-'··it. ~ 

, ,3, ~De5pite :'"ecognition, in principle ot the require­
ment pf~fulfilling all such_bwc needs there have been, 
areas of. disagreement. in regard to the norms.· t<f- be 
adopted for these needs. · Experts on nutrition · hold 
different. opinions rega.rding ~e ~iet 'ne~ssary. to keep 
a man healthy and active~ and this"' does depend in part · 
on the _type of food to which he .has become accustom­
ed, the: climatic ~nditions.· and',the ~ctivity status. In 
regard to other 1tems . of . expenditure, the minimuin. · 
standard is still ·more a· matter' of_ social convention~ 
Further, the concepts' of :'needs' 'and 'subsistence' are· 
not static; these vary widely" in nature and content from · 
place to place and from time to'• time; :The needs at a 
p~cular poinL of time are .not independenf of the 
enVIronmen~: · - · . -·' ; , , , ·: 

• ~ : .,,··;',; 'l .:j ! ~~~-~~· ~, ;•• I, .. ·,") -'t" 

·4. As mentioned in Chapter· I, our terms of 'refer­
ence specifically require . that while enquiring into- the < 

level of minimum remuneration, we may examine the 
Central Government employees~' demand· for a need- -: 
based minimum wage; which is based 'on the recommen­
dations of the 15th Indian Labour Conference--1957 
(hereinafter referred to. as , : the . 15 tb\ ILC) . The 
demand for such. a need-based ·~-minimum wage has · 
been raised by the ~mployees' organisations from time < 

to time ~d was one· of the important factors .leading 
to the strike of the, Central Government employees in 
September, 1968 •. Also, iq . the memoranda and · 
replies to the Questionnaire sent to this < Commission 
~ost all t~e Unions/Associations of employees have 
reiterated this demand. e ; • ,... - • • • • ' •• 

5. ·In ~egam to a ·need-based minimum ~wage, th~ ... 
15th ILC adopted a resolution, 'the relevant portions · 
of which were as follows:- : , < •• , ·, < ·',' •• • 

"(2) With regard to the minimum wage fixa:tio~ 
< it was agreed .that the minimum wage was 
. 'need-based'. and should ensure the minimum . 

human needs of the industrial, worker, irres­
pective of any other consideration. To cal .. · 
culate the minimum· wage, the Committee:f: 

--------------------------------------------·------------------------------------~ 

2. The 'needs' of the worker may call for some 
elaboration. It bas been recognised that the worker 
has to live with his family and, therefore, whatever· 
estimation of the needs is to be made, it must ensure 
that the wages of the worker have to be sufficient to 
meet the essential requirements of his family also. 
Secondly, the worker has to be fed, along with his 

•Prof. V.R. PilJai has appended a note of dissent on this subject. 
••Report of the Director General, ILO : S4th Session, p. 91. 
t Ibid, pages 39 and 40. . 
tThe referrnc:e is to the Sub-Committee of the Indian Labour Conference which went into tJ:-is question and on the basis 
of \\hose report the lLC adopted this resolution. : . · · · · ! 
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accepted the following norms and recom-
. mended that they should guide all wage 
fixing authorities, including minimum wage : 
committees, wage boards, adjudicator..sretc. 

(i) In calculating the minimum· 'wage~ the-·; 
standard working class family should be 
taken to consist ol · three consumption 
units · fot one earner; the earnings of 
women, children and ·adolescents should 
be disregarded.· ;· · ·· 

' · (ii) Miniinuth food-requirements ·should be cal­
-culated ·on the basis · of ·a net · intake . of 

· · '2, 700 calories, as , re'commended by' Dr. 
- Aykroyd' for an average l~dian _- adult 
. of moderate activity. . . · · · - · · - · 

. (iii) Clothing reqwrements. should be estimated 
' · · at a:. per capita consumption ·of· 18 yards 

· - ... ,~ -. per annum· which would-. give for the 
average· worker's family of four, a to~al of 

·72yards.- ·.· ... . 'J.· ·.· ·;,•_;;·, 

. · , (iy) In ·respeci .of. housing the ·norm :shoUld be 
· the mininium.: rent.', charge<;! by Govern­

ment jn . any · area for houses · : provided 

;r • : 
.·under the:~:Subsidised 'Industrial Housing 

. ~ Scheme for :low Jncome · ~oups! i ·, .. · . . · . 
{ v) : Fuel, Jightllig ~- and ·. other: :, . 'miscellaneous' 

, . items. of expenditure shoulq . constitute. 20 
·~ per cent. of. the: total. mi¢mum ~ag~ •. : 

: ( 3) , While . agreeing .to these guide~ lines . for 
· fixation · of minimum wage for industrial 

workers throughout the country, the Com­
. ~- : -' ,; mittee: recognised the ·existence. of instances 

· where difficulties :might · be·_ ~xperienced in 
·. . , : . . , -~ implementing ~.; • these , 1 recommendations. 

· Wherever· the minimum wage fixed · went 
. below the .recommendations, · it · would be 

, , · ~ - '.. incumbent . on the authorities, concerned to 
. · :justify the circumstances which prevented 

them , from ' adherence to the norms laid. 
·down". ·., ·, -. ; ; . 

- .· 6. Although the reco~endations 'of the 15th ILC 
relate primarily to industrial workers; there is a wide~ 
spread feeling among the low-paid employees and their · 
·org'!-nisations that 'the Government, as· a model emp­
loyer'. should not deny to its own employees the bene-
fi.t of a need-based minimum ·wage according to the 
norms recqmmended by that ~onference. In reply to 
-our . question on .the practicability of implementing a , 
·minimum wage conform.iiJ.g to the norms laid down by 
the !.5th ILC at the existing level of national income 
in the country, most of the employees' unions have 
stated that a need-based minimum wage as recom· 
·mended· by the 15th ILC should _be. grat;1ted irrespec-
! tive of any other consideration. . · 
- . 
. · , 7. Several of the employees' ·organisations, in their 
: memor.anda, have tried to · quantify· monetarily the 

the diet schedules recommended by the Sub-Committee 
of the National Nutrition Advisory Committee 
_ (NNAC) in 1965 for different geographical regions of 
the country. The cost of diet was estimated for each 
region or zone at the prices prevailing in January, 
1970 as published by the Central Statistical Organisa­
tion, and the average of the regional figures was adopt­
ed as the -- cost of dieL These estimates came to 
Rs. 171.91, which together with the expenditUre 0n 
clothing (Rs. 14.34), housing (Rs. 17.50) and mis­
cellaneous items (Rs. 50.95) resulted in a need-based 
minimum remuneration of Rs. 254.70 per month. 

8. The Confederation of Central Government Emp­
loyees and Workers evaluated the ·food budget at the 
same price level on the basis of Dr. Aykroyd's balanc­
ed diet also. The ·average cost of food for the four 

· geographical zones of the country in this case worked 
out to Rs. 245.96 which together with the provisions 
for clothing (Jts. 14.34), housing (Rs. 17 .50) and 
miscellaneous expenditure (Rs. 69.45) led to a need­
based minimum wage of Rs. 347.25. As this estimate 
was considerably higher than the alternative estimate 
based on the NNAC diet, the Confederation adopted 
the latter and demanded a need-based minimum wage 
of Rs. 250*. 

· 9. The Federation of National P&T Organisations 
also ~dopted the NNAC diets but for evaluation pur­
poses they seeni to have arrived at retail prices by 
marking up the official wholesale prices in certain cases 
to the extent of 15 per cent or so, and in other cases 
by adopting wholesale prices without any change. The 
average cost of food so arrived at was abou~ Rs. 130 
per month at the price level for July, 1968. The ex­
penditure provided for housing and clothing was also 
less in this case-(Rs. 14.50) . and (Rs.' 10.75) res­
pectively. Miscellaneous expenditure was estimated a.s 
before at 20 per cent of the total as was recommended 
by the . 15th ILC. On this basis they placed their 
damand at Rs. 196 per month at the average price 
level fQr the year 1968. "' . 

10. The Indian National Defence Workers' Federa­
tion, Kanpur, also took recoiuse to the NNAC diet 
schedules and arrived at a need-based minimum wage 
estimate of Rs. 200 per month at an index level of 219 
(1949 = 100). Subsequently, the General Council 
of the Federation marked up the estimates so as to 
correspond to four consumption units instead of three 
and arrived at an alternative figure of Rs. 250 per 
month for the need-based minimum wage at an index 
level of 213 (1949 = 100). , 

. need-based ·minimum wage for Central Government -
employees generally in accordance with the 15th ILC 
formula. The Confederation of Central Government 
Employees and Workers, the National Federation of 
P&T Employees and the All India Railwaymen's Fede­
ration submitted identical estimates. The food budget 
adopted by them for this computation was based on 

· 11. The National Federation of Indian Railwaymen 
_computed the need-based minimum on the basis of the 
two diets, viz., Dr. Aykroyd's balanced diet and the 
diet recommended by the NNAC for Western India . 
The expenditure on food at the July, 1969 price level 
amounted to Rs. 224.83 per month on the basis of 
Dr. Aykroyd's balanced diet and Rs. 153.01 per 

·month on the basis of the NNAC diet. The Federa­
tion suggested adoption of the NNAC diet with 10 
per cent extra added to the cost of food. They 
finally claimed Rs. 239.45 as the need-based minimum 
wage at the 1968 price level. 

•Rs. 254.70 appears to have_ been roun~.ed off toRs. 250. 



Computation of Minimum \Va2e 
12. Since, in formulating their demand for mini-

-mum remuneration, the main emphasis of the emp­
loyees has been on a need-based minimum wage as 
recommended by the 15th ILC, we proceed to examine 
the feasibility of such a need-based minimum wage. 
In this, we were faced with an initial difficulty about 
the diet schedule to be adopted_ , ·. 

13. In the summary of proceedings of the 15th ILC, 
there is a reference to the adequate diet which , had 
been recommended by Dr. • Aykroyd and its· broad 
composition has been given•. It also mentions that 
Dr. Aykroyd had estimated the calories requirements 
of a man doing moderate work at 3,000 but in' view 
of the somewhat lower metabolism of Indians, he- had 
considered a net intake of 2, 700 calories to be adequate 
for an average Indian adult of moderate-activity. From 
Health Dulletin Number 23 (Fifth Edition) and St»" 
cial Reports-series Number. 42 · published by· the 
I.C.M.R. (1966), it appears that the diet mentioned in 
the J 5th ILC papers correspond clooely to the balanc­
ed diet recommended by Dr. Aykroyd (adequ~t7 for 
the maintenance of good health) and the approxinlate 
nutritive value of the diet is 3,000 calories. _ As the 
15th ILC had accepted a _ requirement of · 2,700 
calories in Indian conditions,- a proportionate cut in 
the estimated cost of the balanced diet bas to · ·be 
made. ·· 

.I 

14. Computing the cost of food on this basis ·and 
adopting the other norms recommended. ~y the _15th 
ILC, the estimate of the need-based mmunum wage 
at the index av~rage of 200 (1960 • 100) would be 
as follows:- · ' 

TuLEI 

Nttd-based minimum ...-age according to the 15;h-JLC nor~s 

Particulars 

1. Cost of food(0 
Bombay 
Calcutta 
Delhi • 
Madras . 

. ' ' 

Dr. Ayki-oyd·~ 'diet 

Balanced 2iCOcalo-
3000 cato- ries (net) 

rios' recom-
mended; 
by the 
15th ILC 

Rs. .Rs. , 

243.00 218. 70 .. ' 
252.90 227.61•• 

• ( 232.20 208.98•• 
227.70 204.93·~ 

Average of four cites %38.95 215.05 
i 

2. Clothing. 10.50 10.50 

3. House-rent . . . . . . . 25.50 25.50 
(Average of Integrated Subsidise-d 
Housing Schemet rates for the four 
cities.) 
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4. Misc:eiJaneous expenditure at 20% 
of the total 

.,_/ 

I ·, -

. '68.'24 '62.15 '} 

Total Expenditure (Need-based minimum 
wage) .. · 343.69 . 313.80 

~ ..... 
tKnown formerly as Subsidised industrial Housins Scheme 

· ••Figures in Col. 2 reduced on pro-rata basis. 
@ Estimated at the' avcraao prices for the twelve months 

ending 31st October, 1972. Price data collected by the 
· Labour Bureau for. tho Consumer Price Index for Indus­

. :trial workers wer~ used in estimating the cost .of food. 
'. 

15) We. have mentioned 'earlier that the estimates 
of: the need-based minimum wage as prepared by t~e 

. employees' . federations were related to different price 
levels; when adjusted to the 12-montbly average prices 
for ,the period ending 3l~t October, 1972 these esti­
mates range between Rs. 222 and Rs .. 288. · The 
estimate vrepared. in . the Co_nunission's . Secretariat 
strictly in· keeping ·with. the' 15th ILC formula came 
to Rs. 314 (approx.). Even the lowest of :these 
figures, namely, Rs. 222 would mean an increase' of 
Rs. S2 per employee pe~ month. o~er th~ ~ 'existing 
minimum emoluments of Rs. 170 (mcludmg .·.three 
instalments . of Interim. Relief). If . this increase were 
to' be reflected. in- the- emoluments of at least-:- 13.4 
J.akhs. of 'Class IV civilian employees only,. it 'would 
mean an additional liability of the order · of Rs. 80 
crores per, annum on this account aloQ.e, . _and with­
out considering the Defence Services. ' . · · ; ·, 

·'i ' ! 

. 16~ With the hierarchical structure pr~;ailing 
under the Government, and the · considerable' degree 
of stratification which has developed over the years, 
it is inevitable that . a sharp increase at the minimum 
will result in corresponding increases for the · :other 
categories also. · As the existing wage differentials 
have acquired some rigidity, any apprecia.bl6 'compresw 
sion of the differentials ~ay not be feasible especially 
at ·the Class III and Class IV levels. If the ·same 
order. of benefit vii., Rs~ 52 is extended to all Class 
III employees numbering nearly 15.5 ' lakhs the 
annual additional expenditure' on that account would 
amount to about Rs. 95 crores. Further, any such 
increase in emoluments on the Civil side will· call for 
a corresponding· increase Jor the Armed Forces in 
view of the need for maintaining certain existing rela­
tivities. The financial effect of a commensurate rise 
in the emoluments of the Armed Forces may be ex-­
pected to be about Rs. 60 crores per annum. Thus 
the cumulative effect of raising the minimllni . remu .. 
.ner;ttion to Rs.' 222 .. wauld am?u?t to ,more~ .. than 
Rs~ 200 . crores per annum. If 1t 1s to be raiSed . to 

·Rs.' 314~ the overall financial i.nlplication would be 
about Rs~ 600 crores per annum.. · . . \ · 

.. . 17. Our terms of reference specifically require us 
·to take into account the repercussions of our recom­
mendations on the finances of the- State Governments. 
.The mininlum emoluments in most of the States are 
much lower than even . the existing minimum remu­
neration for the Central Government employees.· The 

• Annexure VII. (page 84) to Summary of Proceedings of the 15th ILC. 
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latter is./ also higher than the minimum wage fixed by 
the various authorities under the Minimum Wages 
Act. According to inform_a?on: . avail~ble with . the 
Commission the latest position m this behalf . 1s as 
follows:--

TABLE II 
r 'Minim~m Wages at the Centre and in the States 

\\ Range of ~ni- Total emolu­
. mum wages per ments of a 

· day fixed under· peon at · the" 
: Centre/Stat~ ··Minimum Wages· minimt.Jmofthe 

: Act as on 30th scale a~ on 1st 
' Sept. 1971. August.' 1972. 

'\ ) Lowest High:st lnclu- Exclu­
. · · ' sive of sive of 

'· .• HRA* HRA. 
~ 

. . CCA••, &CCA · 
. DAf& .. 

IRt 
1 ; 

·. Rs: Rs. Rs. Rs. 
.. ,' •'I.. 

~-~~- ' 

; .. l 

' . . .. . .. 

- I. Central Government 
· u .. States . . . . 
. · •. t; Andhra Pradesh . 

:2. -Assam ' ' 
3. ·. Bihar . :. ~ ·i 

. 2-: '3, .4 s 

2.40 3.70 ,201. 70 .170.00 
, . 

. 1.50 5.00 167.0o 146.00 
1.50 4.00 168.50 · 16l.CC 

4. Gujarat · , .· . 
5.-_Hacyana • ., •.. 

1.00. '. 3.00 163.00 155.00 
1.25 3.50 181.50 162.00 
1 ~2.5 J 5.00 .180.50 163.00 
1.00 . 3.00. 234.35 170.00 6. Himachal Pradesh. ' · 

; 7. Jammu & Kashmir 
8. Kerala , .. .: i. 

9. Madhya Pradesh : 
10. Maharashtra · · · 
11. Manipur 

. 12. · Meghalaya 
13. Mysore 

. . . 136.00 136.00 
. 1.12 - 4.50. 173.00 166.00 
0.97•' 2,50 177.00 157.00 
0.62 5.00 185.50 163.00 

162.00 162.00 
-.:.. : 174.50 161.00 

0.75 . 2.50. 174.40 ·146.00 
. 14. Nagaland. 
~ 15.: Orissa • . 0. 75 
· 16. Punjab: • · · ·· 1.25 ; 
· 17 •. Rajasthan· · .' .. '· 1.50 

. 18. Tamil Nadu • · 0.62 
· .. :19.-Tripura •..• ·. 1.11· 
· · · 20. Uttar Pradesh · . .' · 1. 00 

· '21~ West Bengal-; · • - ·l.ti 

. 160.00 140.00 
2.00' 134.00 134.00 
3.75 193.40 170.00 
2.31 177.85 160.00 .. 
3.50 178.00 145.00 
.2.00 151.50 . 140.00 
2.77 147.75 140.00 
3.88 155.50 142.00 

r Source : (i) Cols •. 2 & 3 ':=Indian. Labour Statistics. 1972 •. 
· · ' . (ii) Co is. 4 &. S : As per available information. Figures · 

. in Col.4 assume rates prevailing in 'A' ·aass Cities 
· for the Centre,· and a~ State capitals for the State 
' : Government · D. mployees. . · ' . 

*HRA-House :rent allowanCe , -~ · 
**CCA-Compensatory (~ity) ~o~ince 
t.OAD~ecuness allowance , ~ 
tiR-Interim relief 

18. It would be· reasonable to anticipate that any 
increase in the minimum emoluments of the Central 
Government ·employees would lead to demands from 
the employees of various State Governments for a revi­
sion of their emoluments upwards. - The three instal­
ments of interim relief sanctioned on the basis of our 
recommendations have triggered off demands by State 
Government employees. In the case of the State Gov­
ernments, there might be further repercussions as 
employees of various local bodies, universities and 
other aided institutions would also demand higher 
emoluments.· The cumulative effect of all these 
increases . is likely to mean an additional burden 

(I) [1961} 3 S.C.R. 536 -AIR (1961) S.C. 895. 
(:) [1959] S.C.R. 12-AIR {1958) ~.C. 578 . 

• 

amounting to much more .than the Rs: 600 ~rores 
mentioned above, which w11l make a btg dent m the 
resources available for implementing the Plan. 

. 19. There appears to be a general view among the 
· employees that as a· model employer the Government 
should not deny the need-based minimum wage to its 
employees on the ground that it . does not have the 
capacity to pay. In supp?rt of thi~ plea~ some; of the 
unions have referred" to tne followmg observ~uons of 
the Supreme Court in Standard Vaccum Refinmg Com­
pany. of India Limited V. Their Workmen( 1 

) • 

"It is because of this soeiO-economic aspect of the 
wage structure that industrial adjudication postulates 
that no employer can engage industrial !a~our unle~s 
he pays what may be regarded as a mmunum b~s1c 
wage. If be cannot pay sl!cb. a w~ge, he has n? nght 
to ,engage labour and no JUstificatiOn for carryt!lg on 
,his industry •.•••...•... ,_ That the Court did not 
consider the basic minimum wage and the need-based 
minimum as conceived by the 15th ILC to be synony­
mous,. bad been made clear by them in Expre~s News-

._papers Private Limited V: ~niOD: ~f India ( 2 
) _where 

they stated "whereas the bas1c lllUlJlD.um or suhqstence 
wage would have to be fixed irrespective of the capacity 
of the industry to pay, the minimum wage thus contem­
plated post~ated the . capacit~ of _the indu~try to p~y 
and-no fixat10n . of wages which Ignored this essentml 
factor of the capacity of the industry to pay, could be 
supported". · _ 

20. It was claimed by the employees' representatives 
. that the resources of the Government, if required, could 
be , augmented not necessarily by additional taxation 
but by other measures such as more effective re~Jisation 
of taxes, ensuring a proper return on investments made 
in the public sector, by m~re efficient management and 
by elimination of waste· etc. All these measures are 
subject· to severe limitations. It may not be prudent 
to' assume that there would be a spectacular improve­
ment in the yield from existing taxes, or that new 
taxes within the existing constitutional frame\\ork will 
be leviable either in the Central or in the State spheres 
which would bring about relative afiluence in the public 
·finances. All fiscal policies have necessarily to ensure 

. the health of the economy and guard against undesira­
ble effects· on the investment climate and on _capital 
formation. Further, indirect taxes may operate 
regressively and their incidence may fall also on the 
less privileged sections of the community. The public 
sector necessarily has to embark upon schemes taking 
into account the overall public interest rather than 
profitability of the projects. In a mixed economy, 
therefore, the public sector as constituted at present, · 
may not be able to generate substantial surpluses which 
could be of assistance to the public exchequer. There 
have been many economy drives but results have not 
beent encouraging. Unless drastic changes in sy!ltems 
and procedures are introduced and a degree of retren­
chment is found acceptable, it may not be realistic 
to assume that under present conditions, any large 
scale economies would be feasible. On the other hand, 
it has been suggested by a number of witnessc.s that 
even such additional funds as could be made available 
either by these measures or by additional taxation and 



economy in non-Plan expenditure, should first be used 
for the amelioration of the lot of -t_he people who aie 
unemployed or under-employed, rather than for ensur­
ing a mmimum wage related to certain nor~m set by 
the 15th ILC for a section of the community. There is 
much to be said for this \·icw. . . 

21. We have mentioned in Chapter 5 that th~ emp­
loyees have made a strong plea for determining their 
emoluments on· the basis oi a fair comparison with the 
private sector and the public sector employees. \Ve 
have collected information regarding the minimum 
salary being paid in the organised private sector con­
cerns. It seems that in January, 1972, the &mount 
ranged generally between Rs. 170 and Rs. 335 p.m. 
It is possible that since then there have been further 
increases in these figures. However, for the r\':asons 
already given in that Chapter, we do not find it feasible 
to accept fair comparison with the private sector as 
a major determinant of the minimum remuneration 
payable to the Central Government employees. On 
the other hand, the Government should consiJer steps 
for keeping wages in i.hesc other sectors also in check, 
having in view the economic condition of the country. 

22. As regards the demand for a fair comparison 
with the public sector undertakings, the amount of 
minimum remuneration varies from one public sector 
concern to another. In some of these undertakings, 
the nummum wage is almost the same as 
that prevailing under the Central Government. Fur­
ther, there is no single uniform basis for fixing mini­
mum wages in all the public sector concerns and 
because of the nexus which exists in the matter of 
wage fixation between the private concerns and some 
of those in tl1e public seclor, we have not also found 
it fca:.iblc to accept comparison with the public sector 
as a sound basis for fixing minimum remuneration 
umkr the Central Government. 

23. In any case, we feel that if ther~ is to be a 
comparison with the level of wages outside the Gov~m­
mcnt, it cannot be confined only to the organised 
private or public sector. We have mentioned nbove 
that the minimum wage in a large number of States 
is lower than that under the Central Government. 
Generally in the unorganised private sector they are 
still lower. In the agricultural sector for exalllple, the 
wages arc as shown in the Table below:-

TABu:. III 

Agrkulturul JVages m some Stages 

Montb&year Field Other Api-
Labour• cultural 

Labour 
--·- ----···--------

1. Andhra Pradesh December. 
1971 

2. Assam December. 
1971 

January, 
1972 

(Rs. per day for adult 
man) 

3.00-3.50 2.50-3.50 

-4.00 3.00 
(Ap­
ril, 

1971) 
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3. Bihar .• September.· 3 25 ·· · ·. J- 3 •. 25 · ··' 
1971 . - . . . . • . '~ . ; ' :. ~: ' . _. ) 

4. Gujarat • · • February.' :. 3.00 ·· - :.~ '· 3.00 · ',-1 
1972 ' ... ;;) 'l ;' ..•• · :, ~.,. • ... \.-,; 

. s. Haryana ·~ • ~~~~ember.,..,, ~-00-'··oo .. .J':oo .:~.: l 
6. Himachal Pradesh February ~ '· ~ '3 .50 :-: ·.:. '-"" : · 1 · :: .. ~ ; ,,. 

. . 1972. :! :: .. . : (.1s n. :;.·;r ~·.:~:,;·_. 
7. Kerala • February~ . : 1 4.90-5-.SO.f; ~4.9~5~50 

·1972 · , '. ,.; r·,-·: !,1 ,,, 
8. Madhya Pradesh March,.197,t ·• 2.5o·~ ... : ";r.s~2.'.so 
9. Maharasbtra Septemf?er,· , 2.50, , . : 2,:50'.., . ' 

1971·:.·. I ;:,),,'I,,.,.·~'·- .. ,;,.,,., l 

10. Mysore .1. · •. July-August. 2.00-S.OO. ·· 2.2S-2;'SO 
1971. ' . 0 '·;·' ..... 

11. Punjab · ~ · .• February~~··.: 7.2,5 1 ~ · · : ••. · .:.?~_2S. .. r; 
1 .. ' '·. '1972 . ' .• (; J -- • • 

1 12~ Rajasthan· · ' ~ :April,1972 ·; 7.00. Y • • • ~'. • • ~ 
.13. TamilNadu . March.l972 2.00-3.51':, 2.00-3.00 
14. Trip~ a . ·• , .· • , , November. 4.00 r : · 4.00 ., , ) . 

.· ' 1971 ' . . . ' ". ,· ' ' ' ' 
IS. Uttar Pradesh •. 'Apri1.1972 ~.· ,3 .00-4.35,; · '1.82-3 .CO · 

- ~ J • ' • • • • ' ~ ; ;... • • •• ~ • "" " ' ,· ·, \. '! •. 

SoURCE :-Agricultural Situation in India (Juiy.' ~1972 and 
· .. · earlier issues).' Directorate· of Economies· and 

1 , ·, Statistics. Ministry of Food. Agriculture. Com.!. 
: munity Development and Cooperation;;·. · n ::> ~ 

. NoTE :-(i) The date relate to selected districts and a few ' 
villages in each district. · · . · · · 

· (ii) Normally the number of working hours per 
. day is eight_. . , t. , , _~ . . • ·i':, · _ ·· . , · · ~ >:~ · • 

'24. It would be useful to.recall h~~·th~t the :Secorid. 
Pay Commission which, too, had examined the 9emand 
of the employees for a need-based. minimum wage, 
according to the norms recommended by the, 15th 
ILC, came to the conclusion that the monetary value 
of such a minimum, wage would· be out of tune with 

· the level of per capita national income. Sinc.-e ·the · 
Report of the Second Pay Corrimisssion, several wage 
boards have examined similar demands from the emp­
loyees: · · Without exception, they came. to the conclu­
sion that such a need-baSed minimum wage could not ·. 
be recommended, being. beyond the capacity of . the . 
industries . to pay. The National · :CoiDlJlission. on 
Labour also expressed the view that .the need~ba.Sed 
minimum wage . could be introduced .. by· convenient 
and just phasing, keeping in mind the extent of the 
capacity of the employer ~o pay the sanie .. 

25. · The fixing of · minimum wages should be iii 
harmony with broad principles of policy relating to 
economic and social developments and particularly 

-the achievement of rapid gJ:owth and equitable distri- . 
bution of national income. Further, the minimum 
wage should be realistic~ and it ·should be in 'consonance · 
with the conditions prevailing in the country. One 
has to avoid the danger of setting premature and un­
wise minimum standards which the country and the 
economy can ill-afford. Such standards may raise. 
expectations all round, and since .. they would be in­
capable of fulfilment because monetary wages ·would 
soon be eroded by a rise in prices, frustration would 
deepen. all the 

1
tp.ore. The additional expenditure 

involved in fixing the minimum remuneration on. the 
basis recommended by the 15th ILC, and the inevi­
table repercussions such a course would have on State 
Governments, Local i3oches, Universities, etc. would, 
in the aggregate, have a deleterious effe~t <?n the total 

----------------------------------------------------~----------·----------------
• Fi~IJ l.lbxtr co.npri5es operation such as ploughing, sowioi. weeding and harvesting. • 
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budgetary resources. It would lead to drastic c:urtail­
ment of developmental expenditure, and a slowing 
down of projects which. would further aggravate the 
present unemployment situation in the country, to the 
solution of which the Government attaches paramount 
importance. Having regard to the prevailing level. <?f 
wages in the agricultural ~ector and the ge!leral IIUI?­
mum level in tn\de and mdustry, except m certam 
organised private and public sector undertakings, which 
should be considered more as an exception rather than 
the rule, we feel that· the adoption of the minimum re- · ,· 

· muneration based on the 15th ILC norms at this stage 
would be tantamount to a misdirection of resources. 
When about one-third ·of the rural and one-half of the 
urban-population (i) in our country live on diets inade­
quate even in respect of calories,· not to speak ot · other 
essential nutrients, it would be inequitable for ·the 
Government to guarantee their lowest paid employees 
a wage according to the relatively liberal norm~ laid 
down by the 15th ILC and Dr. Aykroyd's balanced 
diet· .. (after .adjustment). We have, therefore, not 
found ·.it possible ·to recommend that under existing -
conditions the minimum remuneration of Central Gov-

: ernment · employees should be fixed on the·· basis of 
norms recommended by the 15th ILC. ·· 

must also provide for some . measure of education, 
medical requirements and amenities•. We consider 
that the norms set by the 15th ILC need some modi­
fication when applied to Government employees. As 
regards food requirements, we decided to adopt the 
vegetarian diet schedules recommended by the Indian 
Council of Medical Research Expert Group (ICMR) 
in 1968. These diet schedules represent the latest 
authoritative expert view on the subject of nutrition 
and have also the approval of the Ministry of Health. 
The . diet schedule recommended by the ICMR for 
·moderate work does not differ materially from the 
NNAC diet in regard to calorific value. ff anything, 
the ICMR diet with a net value of 2800 calories for 
moderate work is a slight improvement on the NNAC 
diets which are expected to provide a net intake of 
about 2700 calories only. 

. 28. · As regards the activity status, some of the 
nutrition experts are of the view that the work of 
a large number of Class IV employees should be con­
sidered as light or sedentary. While this might be 
generally true, there are several categories of such 
_employees especially those employed in the Railways, 
P & T, Ordnance Factories etc., who are doing work 

. -, """""· of moderate activity. To differentiate between differ-
26~ ·we, however, would like to clarify !hat we have ent groups of Class IV employees on grounds of 

the fullest measure of sympathy for the demands of activity for determining the minimum wage, however 
the Central Government employees in this regard, and justifiable it might be on theoretical grounds, appears 
would like to see their legitimate aspirations fulfilled · to us to be fraught with siveral operational and admi-

. within the shortest possible period. Earlier we have nistrative difficulties. It would be a Herculean task to 
pointed ouf that the. concepts of 'needs' and 'subsis- classify each post held by a Class IV employee accord-
tence' are not static. . With . the development of the / · ing to its activity status, and even ·so the matter may 

. country: and increase in national income, we see no ./ not be free from controversy. In the latter case, it 
.reason why the Government employees. should not,· would become a fruitful source of friction between the 
in the fullness ·of time; be entitled to the need-based Government and their employees. Operational con-
minimum wage. ·according to the norms laid down siderations, and the proper utilisation of manpower 
by the lSth ILC. ·In absolute terms and having regard may necessitate transfer of personnel from one assign-

- to the standards in other countries, these norms can- ment to another . at different stages of their. career . 
. not by themselves be considered extravagant. Never- Once an employee was receiving a higher pay because 
theless in the present context, we cannot recommend of a supposedly higher degree of activity, this pay 
that · the Central Government employees should be could hardly be reduced, even if he were transferred 
treated ·as a· specially privileged section of the com- to a lighter post. It may be recalled that the Second 
munity and guaranteed a need-based minimum wage Pay Commission had accepted the activ1ty status of 
according to these ·norms when the Govemm~nt ·are the bulk of the Class IV employees as 'moderate' for 
not able to provide even the barest essentials to millions the purpose of determining minimum remuneration. 
of their. less fortunate compatriots. We did not consider it necessary to deviate froru the 

27. We shall now exa1hine what modlficalions are 
req~ired today in the: 15th ILC norms when applied 
to Government employees. According to the . widely 
accepted definition of the minimum wage as givt;n by 
the Fair Wages Committee (1948), a minimum wage 
must provide not· merely for the bare sustenance of 
life but also for the preservation of the efficiency of 
the worker. For this purpose, the minimum wage 

NoTE :-(i) Poverty in India: Dandekar and Rath-p.6/8. 
*Rep:>rt of the Committee on Fair Wages, p. 8, para 10. 

course adopted by that Copnnission. We, therefore, 
decided that practical considerations and general con­
venience required that all such employees should be 
treated as 'moderate' worke~s for the purpose of deter­
mining the minimum wage. However; there did no~ 
appear to be any valid reason for treating the activity 
status of the other members of an employee's family 
as anything but sedentary**. Thus we have e~timated 
the dietary needs of the family as the aggregate of the 
needs of one moderate worker and two sedentary 

·**During evidence, Dr. Gopalan. Director, National Institute of Nutrition, ICMR, Hyderabad, drew our. attention to lhe mis­
ua:lerstanding that existed that with regard to the word 'sedentary'. He stated, ·"When we have used the word 'sedentary• 
in our Report what we mean is : 8 hours in bed, 8 hours off work (one hour for personal necessities such as dressing, undressing, 
washing, shaving, bathing etc .• 2 hours walking at 3 miles per hour. 4 hours sitting and standing and one hour for recreation} 
and 8 hours of sedentary work. When we say 'sedentary' we do not mean that · someone is reclining in the chair doing 
nothing". He added that dusting tables. s~eeping the floor .and similar activities would be treated as light or sedentary work . 

• 



dependants, who in all would account for thr~ adult 
consumption units as per the 15th ILC norms on 
family size. In broad terms too, it· appears logical 
that dependants, who do not earn their livelihood, 
should be treated as sedentary. 
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29. The choice of an appropriate price level bas 
also engaged our attention. The Second Pay Com­
mission adopted the price level in Delhi for estimating 
the cost of the food basket, but we felt that it might 
not be proper to depend upon the price level at a 
single centre. We share the views of some of the 
major organisations of employees that in a vast 
country like ours, it would be more realistic to estimate 
cost at the pri9e levels in the four major cities, viz. 
Bombay, Calcutta, Delhi and Madras and take the 
average of such costs to be applicable in general. Fur­
ther, in view of the desirability of basing our recom­
mendations on reasonably recent data, we have :1dopted 
the average prices for the 12-monthly period ending 
31st October, 1972 for each of the cities. 

10. As regards expenditure on clothing, the avail­
ability of doth per head for the year 1969 was about 
17 yards at the national level• which does not differ 
much from the norm of 18 yards per head per annum 
laid down by the 15th ILC. To us it appeared that 
th\! cost of warm cJothing which is required only in 
certain parts of the country should not be specifically 
included in a need-based minimum wage meant for 
general application. Considering all these circum­
stances, we felt that the 15th ILC norm of 72 yards 
per year for a family with four members could be 
adopted without modification. r" 

31. As regards housing, the 15th ILC bad recom­
mended that the minimum rent payable under the 
Subsidised Industrial Housing Scheme should be 
taken into account for estimating total household ex· 
penditurc. \Ve are of the view that it would not be 
correct to apply this formula literally in the ca~e of 
Government employees who generally do not Jive in 
houses constructed for industrial workers. We have, 
however, adopted the principle underlying this recom­
mendation viz., that the rent should be what an em­
ployee pays for residing in a house provided by his 
employer. A class IV Central Government employee 
at the lowest level of salary has to pay rent for Gov­
ernment accommodation allotted to him at the rate of 
7 1/2 per cent of his pay, and we think that this 
constitutes a reasonable basis for determining the 
quantum of the expenditure on housing. For those not 
provided with government accommodation and living in 
cities where house rent is high, there is a system of 
house rent allowances. 

32. \Ve have considered whether in fixing minimum 
remuneration it would be appropriate to make any 
allowance for some of the fringe benefits enjoyed by 
the Government employees. The major items of fringe 
benefits are :-

(i) Compensatory (City) Allowance (CCA) 
(ii} House Rent Allowance (HRA} 

•Indian Textile Bulletin, Vol. XVII. No. 2, May, 1971. 
••Report of the Committee on Fair Wages (p. 17, para_ 28) 

(iii) Children's Educational Allowance ... 
(iv) Re-imbursement of medical· expensei/Cen~ · 

tral Government Health Scheme. . 
( v) Re-imbursement of tuition fees. 
(vi) Uniform Allowance or supply of free 

forms/liveries. · , . ·. 
(vii) Washing Allowance , _, 

(viii) ~ave Travel Concession · 
(ix) Rent free Accommodation -. . ~ ' 

• • ~ .¥ 

' t j j 

33. The Second Pay Commission did not attempt 
to estimate the monetary value of the several bene­
fits which Government employees were ·entitled · to .. 
The Fair Wages Committee had, however, felt*1* that 
the value pf any such benefits · could also . be· taken 
into account in . determining the fair wage, provided 
such benefits directly reduced the expenses of a wor­
ker on items which were included in the computa­
tion of the fair wage. 

34. These benefits in the case of Government em-· 
ployees are known to have · appreciably ,. increased 
over the past several years and there may be a view 
that they can no longer be ignored while looking into 
the a~e9uacy or otherwise of the minimum wage.· While 
submitting 1ts Memorandum· to the National Commi­
ssion on Labour, the Ministry of Finance is known 
to have estimate this type of . expenditure at about 
Rs. 20 per head pet month. This was, however, 

. based on partial information that was available at 
that time. In the light of some more information that 
became available subsequently, the·· Ministry worked 
out this expenditure at about Rs. 34 per head per 
month for 1969-70. · 

35. We realise that there are several practical 
and . conceptual difijcul~es in quantifying such bene­
fits m monetary terms m respect of any particular 
class of employees and taking them into account for 
computing the minimum wage. Some of the benefits 
like Compensatory (City) Allowance and House Rent 
Allowance are not universally applicable. Entitlement 
to the CCA and HRA is determined on the basis of 
the locality where .the employee is stationed. Further 
house rent allowance is admissible only to those wh~ 
are _residing in private accommodation and are paying 
rent above the rate prescribed for government acco­
mmo~ation. It may not, therefore, be quite proper to 
take mto account such allowances for determining 
the minimum wage. Similarly, items such as educational 
allowance, re-imbursement of tuition fees, free supply 
of uniforms and washing allowance, we think, need 
not also be taken into account, the former because 
education up to the Higher Secondary level is gene­
rally being made free in the States and the "'latter 
because supply of uniforms is neither so universal 
nor so wholly divorced from the interest of the· Gov­
ernment as to warrant a corresponding reduction in 
the minimum wage. On the. other hand, there is no 
denying that these benefits do result in some saving 
of expenditure on the part of . the recipients, or in 

-· 



mitigating the hardships to which they would other­
wise have been exposed. Strictly speaking, there is 
some justification for making a deduction on account 
.of medical benefits enjoyed by all Government em­
ployees because there is· a built-in provision for such 
expenditure under the item "Miscellaneous" as 
assumed in our computation of minimum wage. At 
present, only the employees covered by the Central 
Government Health Scheme · are required to make a 
contribution althoug\t a nominal one. How~ver, here 
also we consider that it would not be worthwhile to 
make a departure from the approach of the Second 
Pay C~o~sion. - _ , . 
• ' -~ • , 1 •· i :. 1 '' f '' • # ~ ' ' . • • 

, .. 36. ·we' .now./ proceed to_'· estimate the need-based 
minimum remuneration according . to .our concept on 
the-_folJo~ing basis,;-· __ ..... · ._ · :. . _. .. , 

- - - • (i) The ·vegetarian· diet* ~ as; ·recommended : _ by' 
· · ' · ' the Indian Council of -· Medical Research 
~_._. 1968. -:. -· . ,, ,-: "i i' / ' 

. ( '; ( . 
\- (ii)_ The average cost of this diet in the metro-. 
. _ . politan cities of Bombay, Calcutta, Delhi 

· · · and Madras on the basis- of the· average 
. . prices - in · each· of these· cities for the · 12 

·n.· '.'. · : months. ending 31~t:October, 1972. -_ '· 
• 0. ' I .\ . . ' ' ~. .- .' ~ ' ' ' ... • • • .. • ' • ; .l . ' ' • I ·" • r 

- : _, · .. (iii). -The ·employee's 1 family consisting of three 
- ~~;" ;·~ • 1 adult 'consumption·· units . of which·-. one · is 

:.. ' ' : _:' ·- : of ~ "moderate"' activity and the: other two 
- -~.'sedentary". ' · ~ ·. . - ·, · · · · . · · 

.~~ __ <,:..: (iv). cioihl.rig ~needs at the -r~te of 16.5 · mr.ires 
·; -: '. ~ ·_ · ~ (18 yar~s) per .cap~ta per ~ear i.e. 66 _met:-

- · ·res (72 ,yards). for the family .. 

· ~; ( v~:; House· :-~~~t' ~t · 7! '1 f2 p~r. _ ~e~t ,· of the tota 1 
amount. _- - · -·-

(vi) Miscellaneous expenditure at 20 per-- cent 
· J ·:' -- of the total amount~ 

. ' 

·The actual figures o~ta~ed by_ ~s are as follows :·:--

.. 
. ;· 

.. _Items Expenditure 

1. Food(Simpleaverageoffourcities) . · 
(Rs. per month) 

131.70 
2. Oothing@ .Rs.' 1.91 per metre (Rs. I. 75 per 

yard )for 5. 5 metres (6 yards) .. · . • · ; • 
·_ 3. House rent @ 711% of the total 
4. Miscellaneous expenditure· @20% of the total • 

10.50 
14.71 
"39.23 

196.14 

Rs. 196 in round figures 

I Since we have averaged ht ecost of the food in the 
. metropolitan citjes for the 12 months ending 31st 
_ October, ·1972, we are of the _view that the figure for 
, the.., need-based minimum remuneration adopted by 
·us would be valid at· the average all-India Consumer 
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Price Index for the 12 months ending 31st October, 
1972, i.e. 

242.50 or 243 
199.50 or 200 

(1949 =100) 
(1960~ 100) 

37. For a proper evaluation of our conclusion re­
garding the need-based minimum wage (Rs. 196) 
according to our concept, certain · considerations 
should be borne in mind. First, our food budget is 
based on a calorie intake of 2800, for moderate acti- -
vity and 2400 for sedentary work as prescribed by 
dietitians even though the intake levels in most 
developing countries range from 1800 to 2500 calories 
per person per day**. It is also significant that in 
Japan which has maintained a very high rate of 

' growth since the turn of this century the calorie in­
take per person per day has ranged from 2225 in 
1908-12 to .2411 in 1963-65@. Secondly, our adop­
tion of the average of the prices in the four metropo­
litan cities for estimating the cost of the food basket 
gives an in-built advantage to the employees who 
live in the mofussil where the prices are generally 
lower. Thirdly, in computing the minimum remune­
ration we have allowed the full 20 per cent 'miscella­
neous expenses' as per the 15th ILC formula, without 
. taking into account -the value of the several fringe 
benefits recommended by us. Taken together these 
considerations indicate that the need-based minimum 
wage we have_ computed would more. than meet the 
.essential needs of the employees. 

/ ' 

38.· Having arrived at a need-based minimum_ re-
. muneration, according to_ our concept, of Rs .. 1961-
p.m. for three adult_ consumption units anii shown 
that for the reasons indicated in para 3 7, there are 
some extenuating circumstances even in this compu­
tation, we now have to proceed to fix the lowest re­
muneration that should be paid by the Government 
to its employees. A Central Government employee 
at this level at the beginning of his service in usually 
about 20_years of age, if not younger. \Ve are of the 
view that, at this stage in his career the Central Gov­
ernment employee is not usually expected to be res­
ponsible for the maintenance of three adult consump­
tion units including himself. He may not even be mar­
ried far less have two children. We are, therefore, of the 
view that the starting salary need not be fixed higher 
than Rs. 185 per month~ As will be seen later, we are -
devising the minimum scale in such a way that at 
the end of the five years, the Central Government 
employee would automatically receive a sum equal to 
the need-based minimum remuneration according to 
our concept. Our approach is thus similar to the app­
roach adopted by the Supreme Court in the follow­
ing*** observations : "in our country it would not be 
wrong to assume that on an average three consumption 
units must be provided by the end of the five years' 
service. The consumption units in the first five-years 
should be graduated. As things stand today, it is 
reasonable to think that three consumption units 
must be provided by the end of five-years' service, if 
not earlier". 

------------~-------------·-··---------------- -----
*Reproduced in the Appendix to this Chapter. 
**U.N. RepOit of the World Social Situation, 1967. 
@Source :. Kazusni Oka'-_Va and Nobuki~o Takamats~, _Report of t~e Survey of Japanese Experiences of Changes in Food Habits 

in relation to Production Pattern (Astan Pr<?ductlVlty Orgamsatlon, March. 1971). _ 
***Reserve Bank of India V. Therr employees [19661 I.S.C.R. 2S-AIR (1966) S.C. 305. 



39. It might be useful to compare the minimum 
remuneration of Rs. 185 p.m. arrived at by us with 
certain alternative estimates based on different app­
roaches. In the Fourth Plan document, private con­
sumption of Rs. 20 per capita per month at 1960-61 
prices was deemed to be a minimum desirable con­
sumption standard*. According to the _.'Approach to · 
the Fifth Plan 1974-79", the corresponding amount 
at present day (October~ ·t972) prices would be about 
Rs. 40•*. On the basis of this norm, the minimum 
consumption expenditure for an average family con­
sisting of four members or three adult consumption 
units could be estimated at Rs. 160 only. The mini-· 
mum remuneration arrived at by us is appreciably 
above the national minimum standard referred to by 
the Planning Commission. 

40. A few of the respondents to our Question­
naire had suggested that the minimum wage under 
the Government should be commensurate with the 
level of p~r capita national income or consumption 
in the country. We recognise that while much impor­
tance cannot be attached to relationships of this type, · 
they do, however, give a rough idea of the quantum 
of the minimum remuneration as pointed out. by the 
Second Pay Commission. Further, as observed by the 
National Commission on Labour, per capita natio­
nal income can be taken only as an indication to guard 
against undue wage increases. 

41. The annual per capita income which was Rs. 
285t when the Second Pay Commission fixed the 
minimum remuneration at Rs. 80 p.m., increased ·to 
about Rs. 633t in 1970-71. Applying the same rate 
of increase, the minimum remuneration as recommend­
ed by the Second Pay Commission, would amount to 
about Rs. 178 in 1970-71. If the annual rate of growth 
of per capita income in 1971-72 over 1970-71 is 
assumed to be of the same order as in the preceding 
year, we may except per capita income to reach the 
level of about Rs. 660 in 1971-72 in which case the 
minimum remuneration would work out fo about 
Rs. 185 for that year. 

42. We have also examined as to what would be 
the minimum wage fixed by the Second Pay Commi­
ssion if increase in the cost of living since then, as 
measured by the All-India consumer price index for 
industrial workers, were fully neutralised. The Second 
Pay Commission had fixed the minimum wage in 
1958-59 at Rs. 80 p.m. at the consumer price index 
of 115 ( 1949 =· ·100). If it is neutralised fully for in­
crease in the cost of living, it would amount to about 
Rs. 169 at the average index of 243 for the 12 months 
ending 31st October, 1972. 

43. On the basis of these approaches also and 
keeping in view the various limiting factors it seems 
to us that a minimum remuneration of Rs. 185 p.m. 
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for the lowest paid full time adult employee' of '~·the'~ 
~ntral G~ve~ent, at the ·All-India consumer price!. 
mdex of 243 porn~ (1949.= 100) or· 200 --points; 
(1960 = 100), bemg the averag~ of 12 months ending' 
31st October, 1972, would be compatible with'gene-'· 
ral economic conditions in the. country, and one that ' 
the tax-payer could be reasonably •; called' upon,; to. 
bear. This level of minimum remuneration' secures ·to ~ 
.the Central Government employ~es not· only ·full. neu­
tralisation over the figure recommended by· the Second ' 
Pay Commission but also a reasonable 'share· of the·! 
increase in per capita income~ This would· also'· com-: 
pare quite favourably with the ; trend 'in :. the· eammgs j 

of factory workers earning less than iRs.· 400 'p.m. : 
Over the "period 1961 ~ 70, · for which· _: stati~tiCs: are·; 
available, the average real earnings ' of' such factory:! 
workers showed a· generally declining · tren(,t@ not.:.-' 
withstanding some improvement in · the earlier 'part f · 
of the period. For recent years, although data· • are-' 
not available. we do not anticipate . that the: genetal·• . 
trend will have been very much ·different. ·From . :the· 
Central ·Government : empl<;>yee's view ·point,: a ·Dlini-1 

mum wage of Rs. 185 p.m. ~hich exceeds-. the
1·mini:.. 

mum w.age of . the· Second ·Pay .Commissio~ adjusted: 
for increases in, the cost of living~ ~y about, Rs. 16 
p.m., is therefore not unfair.·· ~ ··; · · · · :• ·:: :'r, ··, .. ~ 

- - ' ~ '.} ~.· !~.;~~. "·-~- . . ~ .: ... ' .~. ~ .• J l::. ·- .. J'_ ... :· ~ 

· 44. Having regard til the low per capita· income of! 
the country, the· acute· unemployment_ situation,· the·· 
state of finances of the Central Government·· and the· 
likely repercussion. of a high minimum . wage 'on: the-. 
finances of. the· State Governments, ·we ·consider cit. to~ . 
be supremely important that •. the maximUm.. restraint. 
should be exercised in devising r a· new :pay ;strUctureJ 
We accordingly· recommend that the minimum:· rem\1-:i. 
neration for the· whotetime ~Central ·Government: em•' 
ployee af the start of hiS career should .be· 'fixed ·at 
Rs. 185 per month. · . ·~. ( -~:. ' 

i - ~ ~ l"' •• ~ - ,. : f" ... .r ., .... , . 1 .. -, ~. 'j'" -: ' ~ . ~, l 

45. Since the minimum . remuneration:, of·. Rs. -'185 
p.m. recommended by us is related;to the 12: monthll 
index average of 200 (1960.= 100) for the period en-· 
ding 31st October, 1972; we, have.related our:· ·.paf:. 
structur~ to the same _pase period.~ ' '. ' ' "' .. '/' :·;·~· .. ·• 

, I~ J, ,,, , ,; • .,. t ,: . .•. :.; ;:- Ji.J.ll'.l't1'1~ 

46. Here ·it: would· be con~enient . to. disp(lse ·r of . the' 
question of the minimum ·scale also.',The Second Pay 
Commission recommended ·a scale· of ·Rs. ·· 70-1.:.85: 
plus Rs. 10 p.m. as dearness . allowance. Inclusive of 

- Dearness Allowance and the-:.three "lnterinr-: Reliefs· ··· 
sanctioned on the reconimendation.S of this · Cominis..! 
sion, the existing total emoluments W this, scale work -
out at Rs. 170-1-197.. · · ·' · · · .. ;: 

1 .; ~ ' ..... ~-.• I/ 
-. 

~ : .. ' J. ~ <r t .) 

4 7. At present ·this is a 16-year scale. Employees'. 
Unions have demanded that as. the employees migh~ 
have .to remain in that scale for as long as 40 years, 
the length of the scale should be,.suitably .increased. 
From the efficiency angle alone, there does not appear 

•Fourth Five-Year Plan: p. 34. ., · . 
••Approach to the Fifth Plan 1974-79, (Section II : Removal of Poverty' para-2) January, 1973. . ,:' / 
tThe figure as originally published by the Central Statistical Organ!sation f~r · the year 1958-.59 was . Rs. 303: The present~ .. 

series of n1tional income figures commencing from the year 19~l.ts not stm.tly comparable w1th t~e past . senes ~n account , 
of methojological changes that have since been introduced. The ongmaJ figure had, therefor~. to be 2dJu~tec:! !hrhtly 1~ crc~r _to · 
mlke it fairly comparable with the figures for recent years. 1 

!Sourre :Economic Survey 1972-73. 
~?!'Indian tahour Statistics-1972-Table 4.8 page 61. 



to be any case for increasing the time-span further. 
The value of the unskilled employee, employed as 
such, does not increase with the length of his service. 
In fact, we feel that the Government should laimch 
training schemes designed to encourage and assist 
unskilled employees to acquire skills which would 
enable them to move into higher skilled avocations 
much before thev reach the maximum in this scale. 
We find that so far as workshop employees and those 
working in the P & 1' Department are concerned, they ' 
have satisfactory prospects, by and large, to move 
into higher scales of pay within 16 years. On the 
other hand, many other categories, namely, Sweepers, 
Chowkidars, Malis, Water carriers, etc., do not have 
adequate promotion prospects. There are some higher 
posts within Class IV itself to which the office peons 
can aspire. Further, 10 per cent of the vacancies ~f 
Lower Division Clerks in offices other than the Rail­
ways and the P & T, 25 per cent in the Railways 
and 50 per cent in the P & T are filled by selection 
from among the Class IV employees. We, therefore, 
consider that the existing time-span of the scale is, 
by and large, a.-.:l.equate and does not need any pro­
longation. 

48. As regards the rate of increment, the Second Pay 
Commission increased the half-rupee annual increment, 
recommended by the First Pay Commission, to an 
annual increment of Re. 1. U we go by the increase in 
the consumer price index, this figure will work out to 
Rs. 2 approximately at present.. We recommend. that the 
revised scale for employees at present drawmg pay 
in ·the scale of Rs. 70-1-&5, should be Rs. 185-2-
193-3-220 (14 years), except where otherwise re­
commended for any particular category. This scale 
will permit the need-based minimum wage accor­
ding to our concept being reached after 5 years' · 
service. 

49. We may aiso examine here the question of 
special pay for certain categories of Class IV staff. 
The Second Pay Commission recommended a special 
pay of Rs. 3 per month for unskilled staff wh~se 
work was exceptionally heavy or whose normal duties 
involved special risks, 5-uch as chemical process wor­
kers or employees who handle explosives etc. This 
recommendation was accepted but in the absence of 
any clear definition of the cate&ories to 'Yhich . t~is 
special pay was to be made applicable, vanous Minis­
tries/Departments of the Government h~ve evolved 
their own yard-sticks fo; payment of this allowance. 

50. We have earlier mentioned .that the minimum· 
wage recommended by us should be adequate for 
-meeting certain minimum dietary needs of a moderate 
worker. As an employee engaged in exceptionally 
heavy work would admittedly be requiring a better 
diet, the need for allowing him increased emoluments 
is clearly made out. 

51. The second category of employees, ~o are 
at present entitled to this special pay or any · other 
form of higher emoluments, are those engaged. o_n 
duties involving greater hazards or whose heatth IS 

liable to be adversely affected in graduated degrees 
due to pursuit of the particular avocation ~ver a pro­
longed period. We agree that paY.ment of htgher emo­
luments does not, in any way, lesson the degree of 
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risk and that employees should, more appropriately, 
be protected against hazards (including health hazards) 
by suitable protective measures and by liberal com­
pensation either through more 2enerous provisions of 
rest and medical treatment, or by an increase, if con­
sidered necessary, in the compensation available Uiider 
the Workmen's Compensation Act. However, in cer­
tain cases, need might arise to provide higher emo­
luments with a view to inducing the right type of 
workers to undertake particular jobs, and to compen­
sate them partly for the risk involved and the addi­
tional mental and psychological stresses they may be 
exposed to. While, therefore, we commend the 
continuance, and where necessary, the improvement 
of the existing protective measures, we consider that 
this category of employees should also, as in the 
case of heavy manual workers, be compensated by 
grant of higher emoluments. We are elsewhere sugges­
ting the introduction of a group insurance scheme 

· on a contributory basis, and the higher emoluments 
admissible to this category of workers would also 
help to finance the cost of the premium and thus 
facilitate their joining the scheme. 

52. The third category of employees, who in some 
cases are at present receiving a special pay of Rs. 3 per 
month, consists of those employed in unpleasant or un­
congenial occuptions. In the Railways these c:ttegories 
are Sweepers, who are engaged on the following 
jobs:-

(i) Working in underground drains; 
(ii) Cleaning sewer lines; 
(iii) Working in trenching grounds; and 
(iv) Working in infectious diseases hospitals. 

In the case of these employees also there is full 
justification for allowing them certain additional 
emoluments. 

53. An alternative to the grant of an allowance 
in these cases could be a higher scale of pay or 
a higher start in the common scale of pay. But, 
in some cases~ it may be necessary to have a turn­
over both from the psychological and physiological 
points of view as also because of the fact that it may 
not be feasible to continue . to employ a person, after 
he has reached a particular age, on hazardous br 
relatively more strenuous duties. The advantage of 
·giving a special pay would be that in case an employee 
is transferred from such duties, it would involve only 
the withdrawal of the special pay, a practice which 
has long been in force, and is well understood. 

54. As mentioned earlier for these categories, the 
Second Pay Commission recommended a special p').y 
of Rs. 3 per month. In view of the increase in the 
cost of living since then, as also the higher scale of 
pay being recommended by us, we ~ecommend that 
the amount of this special pay should now be Rs. 10 
per month. 

55. We also recommend that Government may 
take action either to lay down uniform criteria or to 
prepare illustrative lists of categories for which this 
&pecial pay would be admissible. 
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•souaeE: 'Dietary All9wances for ln:lians• : Table 23 (p. 87), Special Report Series No. 60 (1968), Indian.· Council of' Medi~l . 
Research. · , . / ~. , , ' . . ,, 

,1 \ , .\ i , t ' I .·~ ' ,., 
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-
STARTING SALARY OF 

'\ 

CHAPTER 7 

CLASS I SERVICES AND 
. GOVERNMENT 

MAXIMUM SALARY· UNDER THE 

I. Starting Salary 
1 \Vhile .the top salaries do play some part in main­

taining the quality of senior management personnel, 
it is the starting· salary offered to the fresh entrants 
af junior Class I level which largely determines its 
attractiveness, and influences the choice of prospec­
tive candidates as between a career with the Govern­
ment, and one elsewhere. The entry scales for the 
direct recruits to all the Class I Services, including. 

· the technical and scientific services . start. from the 
· stage of Rs. 400.' "In the Defence Services also. Rs: 

400 is the start of the pay scales prescribed for all 
C?mmissioned Officers except a few categories· like · 
the officers· of the Army Medical Corps, the· General" 

·Duties Branch of the Air Force and the Military 
Nursing Service. The correct fixation in monetary. 
terms of the initial stage of the Class I scale is of 
crucial importance in determining the quality of re-· 
cruitment;---and this · yitally infl1:1ences the efficie;ncy 
oftqe higher public. servi<;es~ :·;. , : . , :. , .. 

" • • - < < • '; • • ~ I • , _ ' T i ', 

• 
2. Since the time of the Second Pay Commission, 

) 
which re. com. men. ded .the start. ing salary of Rs. 400, for 
the Class I Services, the attractiveness of employ-
ment in the non-Government. sector has increased 

. significantly. Further in the organised sectors of 
commerce and industry, there is greater emphasis 
now on· systematic selection procedures and bidding 
for the' superior talent coming out of the universities 
and institutes of management and technology. 
Government is, thus, no longer in the position of a 
monopolist emptoyer~ . and with greater economic 
growth, Governmen! will be facing increasing com­
petition not only from the private firms but also the 
public sector enterprises including the nationalised 

.banks. Many of the witnesses opined that an im­
portant rea~on for the falling attractiveness of the 
higher services under the Government is the grow­
ing opportunities for good employment available in 
the non-Government sector. It has been asserted that 

· the firms in tht- private sector are able to attract the 
. better class of graduates in ever-increasing numbers 
. by the simple device of offering them higher starting 
salaries than those available in the lAS and other Class 

~ · I Services. To ascertain the level of tmoluments 
. offered in .the non-Government sector, we requested 
. the managements of public sector enterprises and the 
· · larger firm~ in the private sector for the relevant in­
. formation. The substantial amount of information 
. that the managements have been good enough to 

furnish indicates that the public Eector enterprises 
offer " starting salaries ranging from Rs. 700 to R ~-
900 to those recruited as manag!ment trainees; in 

. , the well-known private concerns, the corresponding 
range· is from Rs. · 700 to Rs. ll 00. At against this, 
the total emoluments provided to the direct recruits 
to Class I Services add up to Rs. 61 0. 

3. Some idea about the trend~ in average income 
of salaried employees in the Government and non-

' · Government Sectors can be had from, the data availa­
ble in the all-India Income-tax Revenue Statistics. 
The Second Pay Commission reviewed the comparative 
position relating to salary incomes of the body of 
purely salary-earners who were assessed to income-tax 
in the years 1948-49 and 1956-57. To the data* 
given in its report, we have added corresponding 
figures for the. assessment year 1968-69 in the table 
below 

TABLE I 
------~-·-·--· I Change---·-· 

(2) over (2) over 
\ 1948--49 1956-57 1968~69 (1) (1) 

(1) (2) (3) (·H {5) 

I. No. of assessees ·...,:-;-l!!' 

(i) Central Government 59845 47404 127187 -20.8%,; +112.5% 
(ii) Non-Govt. Sector 136559 159145 446889 +16.5% !·=! +227 .2% 

II. Pre-tax Income (Average pe rperson) Rs. 
(i) Central Government . • 6567 7426 7839 +13.1% +19.4~~ 

(ii) Non-Govt. Sector .. 5400 9112 - 8578 +68.7% +58.9% 
(iii) Excess of 

-17.8% +22.7% +9.4% (ii) over (i) . 

III. Post-tax Income (Average p~r person) Rs. 
+14.8% +22.4% (i) Central Government 6096 7000 7462 

(ii) Non-Govt. Sector. . 4795 7950 7847 +65.8% +63.6~" 
(iii) Excess of 

-21.3% +13.6% +5.2% · · (ii) over (i) 

*Vide Table VIII of Chapter VIII of the Report :or the Second Pay Commission (P.83). 
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4. The above data show that the number of assess­
able salary-ear11( rs in the non-Government sector 
continues to increase. at a faster rate than under the 
Government and that the average salary income per 
asc;essce (both pre-tax. and post-tax.) continues to be 
hightr in the non-Government sector. In 1948-49, 
the average salary income was higher under the Central 
Government-a position which was rever~ed by 
1956-57. Even though the average salary income 
under the Central Government has moved cfo~er to 
that in the non-Governm'!nt sector fiince 1956-57, 
nevertheless, the former in 19 68-69 wa:-: still below the 
average for the non-Government sector for that year. 

5. The service asmciation of Class I officers have 
stressed that due to rising prices the real value of the 
salaries given to them has eroded considerably. 

The starting salary of Rs. 400 recommended by th~ 
Second Pay Commission was related to the CPI ==I 00 
with reference to the year 1949= 100 as base. The 
present emoluments at the start (Rs. 610) result in 
41% neutralisation of the increase in the cost of livin 
at CPI = 238 on the same base. 

6. Some idea of erosion can be had by working 
out the money eamings and real earnings over the 
years. The table below brings out the position for· 
certain years since J 949 : 
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TABLE II. 
---------· _ _.:._~ _ __:_:_•: .• , ·, ' . 

1949 1957 ' 1960 . ; 1970 --l-97_2_! 

Junior scale 
Emoluments 

(Rs. p.m.) 
Index of money · 

earnings 
Index of real earn­

ings 
CPI Number 

Base 1949= 100 

l 1. 

390*. '390* 

100 

"' 100 90 

. 400 ' ·! ) 590 . ~ 610 
t '•i (., ·. ~:·i \)' : :-:) .... 

. 83. · 1 68, r; -. 66 
V' 11 •.·\ -~ :.:-·)· · !-; 

100 111 , , 124. i1 , 22f _;It 238 
-----

*These represent emoluments of an un~d 'offica~ 
Emoluments of a married officer were Rs. 420. l•- ···"'J•;·_· ~ 

' • ' .• • < 1 '.' ." L ~ / , • ~ t J ·. ~! • ~ 

7. The above table. shows th~ extent of'1osS":of 
real earnings suffered by junior CiasfJ officers ·ow1ng 
to. the continued rise in prices .• · .The-First Pay,COJ;nnl\~ 
ss10n** had expressed the y1ew _that ~'the .. minimum · 
should be substantia11y high if it is tq enable' the officer 
to maintain a p~oper standard and avoid 'obligations 
or emba~ra5sment )n . di~charge· -of ~hi( ;,.duti~.~.,'1' . 

Several Witnesses have. advtsed us, that.It woul_d be in 
the public int~rest to.,k~ep the~e offic.e~s.ri,asonably., . 
above want to msure agamst thetr acqumng :·undesira­
ble habits and attitudes at the ronime-ncement 'of their . 
service. . · . ,:," .:,: ·· .,._:, ·: :1 ';~·; .• ;._,:-!.:) · 

. · 8. !he t~bie'_ ,below' bring~ . . i>~t}_ the;.',dhange{1in .. · 
dtspanty ratio between th~ startm~ salary,admissi.~Je 
to ~lass I C!fficers and th~ IoweFt:' grade of CJasS.lV · 
personnel smce the Report. of the- First Pay, .Coinmi: 
ssion to the preFent day ::. · · ' · ·· ' · · ) · .•. , ··· 

· · • : ·.· · . • J . : t f
1 

t,' 1: : : • ( 1, ! 1 ~~ :f r: j 
TABLE III _.,,,·i _;;u :.-i 

.... ~--- -------::-----------.----------------.,.----
At the minimum of the scale . - ' , _. a . l ; 

I. Emoluments (Basic pay + Dearness Allowance+ Dearness 
Pay+lnterim Relief) of: 
(i) Lowest grade of Class IV 

(ii) Class I Officer (Junior scale) 

' II. Ratios 
(i) to (ii) 

From such information as could be collected and on 
the basis of reports furnished to us by the Indian 
Institute of Public Administration, we have worked 
out the corresponding disparity ratios in some of 
the foreign countries. Our analysis shows that in 
~orne of the advanced countries this ratio is I :2 and 
even less, but it is more than that in Canaia and ar­
ound I :3 in Germany and France. The correspond­
ing disparity ratios in Malaysia, Nigeria and 
Kenya were l :5.4, I :6 and I :6.8 rcspectivdy. Thus, 
the disparity ratio in India is larger as compared to 
the corresponding ratio in the developed countries 
but it is less than in the developing countries for which 

As recommended by . At the com~enceme_nt.,;: :.r ,, 

· First 
Pay 

Commission 

55 
(30+25) 

420 
(350+ 70) 

1:7.6 

Second 
Pay 

Commission 

80 

of Third 
Pay 

Commission 

'l :'I 

141 
(70+10),- (70+ 71) 

400 560 
(400+160) 

! I 

I :5.0 1:4.0 

.,_ 
As at present 

170 
(70+71 +29 

610 
(400+ 160 +50) 

1:J.6 
' 

9. The suggestions regarding the starting salary' or: · 
(the Junior Sca.Je (Class J) received from the Associa-1 

tions of various services, both technical and non-tech.; • 
nical, show that an overwhelming majority cf them 
have suggested a figure of Rs. 700 p.m. or. mqre. · 
The main reaSJns given by the associations fdr their 
demand are that salaries in the non-Government sector l 
are very niuch higher'and at the existing level of emo.:. 
luments, it is not p::>ssible to attract persons 'of the . 
requisite calibre into the CJc>ss I Services. . One of the · 

, Associations has made the point that ·"the entrance: 
salary to the higher civil service in the country is Jess · 
than half of that in the more important private con­
€erns and substantially lower than in quite a few public · we have been able to collect information. ----------------· ------------------- --------:----_:_ __ 

••Paragraph 61 of Part II of their Report (P. 40). 
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sector undertakings." The AssOClation has added 
that "this disparity is much too large and unless it is 
reduced by substantially raising the entrance salary 
to the AJ I India and Central Services Class I technical 
and non-technical), ·there will be further ~teep 
deterioration in the quality of the recruits." The 
majority view amqng the witnesses also seems to be 
in favour of a liberal increase in the starting salary \ 
for Class I _officers; the consensus being in favour 
of Rs. 700 p.m .. or more. 

10. It is difficult to 'come to any definite concJu.:. 
sion about the decline or otherwise in the ·attracti­
veness · of Oass I Government Service. The evi-:­
dence that we. have received on this point goes to 
show· that ~ over the years, service under the Govern­
ment has ·lost niuch of its old glamour: and · pros­
pective. candidates for employment have now many 
more alternatives to choose from. The ARC Study 
Team on Recruitment, Selection, etc~ which examined 
this. question in detail came to the finding that there 
had been an unduly sharp decline in the number of 
:first~class graduates taking the competitive exami­
nations even though the output of such graduates 
had been steadily ·increasing. The· ·ARC Study 
Team on Centre-State Relationships also expressed 
concern at the falling attractiveness of Government 

_ service ... This Study Team* expressed the view that 
··ror ~a Jong · time to come the government services 
will have to play a vital role in the aevelopment of 
the country and in their higher echelons will. need 
ability of the highest order and that steps should be 
taken to diminish the extent of the diversion that 

. is taking place." 

11. We also attach some importance to a first 
class degree as broadly indicative orsuperior academic 
talent· and mental equipment. Despite differences 
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in the standards adopted by the various universities, 
it can, perhaps, be asserted with some confidence 
that the possession of a first class degree does esta­
blish that the particular candidate is better endowed 
with certain mental faculties, and with desirable 
characteristics such as receptivity to ideas, greater 
application and capacity for hard work, than the 
average run of students. These same qualities are 
also required for. achieving success in administration. 
Of course, it is not suggested that all first class degree 
holders will eventually mature into excellent adminis­
trators, or conversely, that other candidates are 
condemned to mediocrity. We have, however, 
relied on the number of first class degree holders to 
give a general indication of the trend of the quality 

. of the candidates coming forward to enter Govern­
ment service at the Class I level. 

12. For the above purpose, data are available 
in respect of the non-technical Class I Services to 
which recruitment :js made through the Combined 
Competitive Examination (i.e. the lAS, etc. Exami-

. nation) conducted by the UPSC. Similar data in 
such. detail are not readily available in the case of 
technical and scientific services. However, we have 
analysed the quality of recruitment to the various 
technical and scientific services in the respective 
chapters de!iling with these services. \Ve have 
related the data pertaining to the class of degree 
held by the candidates to the Combined Competitive 
Examination to the out-turn of graduates, other 
than technical and medical, because the candidates 
at. this examination are pre-dominantly arts and 
science graduates. The table below gives this com­
parative analysis on the basis of- the information 
obtained from the Department of Personnel, the 
.University ·Grants Commission and the UPSC: 

TABLE IV 

Number of graduates/ Number of graduates/ Percentage _Percentage 
post-graduates produced post-graduates .. who took 

the lAS etc. Exam. in the 
Year of University examination · of Col. (4) of Col. (5) 

to Col. (2) to Col. (3)* 
succeeding 

year 

·Total I Class Total I Class 

(1) (2) (3) (4) (5) (6) {7) 
---------------------------------------------------------------------------------------

NA 1475 NA 528 NA 36.0 
•, NA 2199 NA 636 NA 28.9 

1,21,623 '6434 5833 730 ·4.8 11.3 

1950 
1954 
1959 
1962. 1,67,831 8594 4228 450 2.5 5.2 
1965 
1969 

1,87,216 
3.14,321 

13. In analysing the above data it is to be noted 
that, strictly speaking, the figures in columns (2). 
and (3) do not quantify the pool of eligible candidates; 
and 'for a particular year, therefore, the figures in 
columns (4) and (5) are not wholly relatable to the 
figures given respectively · in columns (2) and (3). 
However, the ratios in columns (6) and (7) yield rough ) 
indicators which when viewed as a timeseries 
over several years, can be deemed · to be yielding 

*Para 17.40 of the Report (P. 255) . 
.. On the b~is of highest degree at the tim~ of examination. 

'9511 4937 450 2.6 4.7 
20959 648.9 770 . 2.1 3.7 

fairly reliable ·conclusions. The most important 
trend displayed by the above figures would be apparent 
from a perusal of the figures in column (7) and the 
trend that these figures display is not reassuring. 

14. To analyse the response of graduates with 
first-classes in somewhat greater detail, we studied the 
data relating to certain selected universities in different 
zones. Our analysis has shown that the bulk of the 

)<:CfCfV;52 -2.· N7~ 
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first-etas~ graduates who took the Combined Competi­
tive Examination came from a relatively small number 
of universities, e.g., over the period 1964-69, 72% of 
the first.class graduates came from only 14 univer­
sities.. Our study also shows that first-class graduates 
from the universities located in the more industria­
lised areas do not find Class I Government Service 
attractive. For instance, only 6 first-class degree­
holders of Bombay University sat for the Combined . 
Competitive Examination in 1964 ; 2 sat in 1965 
and 3 each in, 1966. 1967 and 1968 and nil in 1969. 
Very few first-class graduates appear at this examina­
tion the universities in Gujarat and the position in 
respect of the universities in Calcutta and Madras 
is only slightly better. 

15. For judging whether the higher services were. 
attracting talent of the requisite calibre, the Second 
Pay Commission• had ·expressed the view that there 
should be •• no cause for anxiety so long as there 
are 3 candidates with first-cla'ises for every vacancy, 
and the examination results themselves do not show 
a fall in the level of performance". This approach 
of the Second Pay Commission was , endorsed 
by the ARC and its Study Teams In examining the 
quality of cntiants to the higher services. It 
was also fvlf.:nved by the Pillai Committee on the 
Indian Foreign Service. The Chairman, UPSC, 
during his oral evidence mentioned that while the 
class-wise distribution of candidates and recruits 
was not a very definite indicator, the trends 
that these figures showed could not be totally ignored. 
Like the Second Pay Commission, we feel,· that it 
would be a valid assumption that where a larger 
number of candidates with first-classes compete 
for each vacancy in a service or group of services, 
their attractiveness as also the intensity of competi­
tion could be deemed higher than if suclt ratio were 
appreciably lower. Accordingly, we have checked 
the number of candidates with first-classes competing 
for each vacancy filled through the Combined 
Competitive Examination and find that from the 
1960 Examination onwards this ratio fell below 3 
and during the period 1962 to 1967 it was between 
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TABLE V 

Name of Service 

(I) 

Indian Administrative Service 
Indian Foreign Service 
Indian Police Service 
Central Services Class I 

Indian Administrative Service 
Indian Foreign Service 
Indian Police Service 
Central Services Class I 

Tolal 

Total · 

• Para :Z1 of Chapter VIJI .of the Rerort (P. 86). 

I . 2 and 2. In recent· years, there has been so~e ·· 
improvement and for the examination years 1969 
and 1970 the ratio was approaching 3, i.e., the safe 
minimwrl suggested by the Second Pay Commission.: · . 
In viewing the recent improvement, it needs to be, 
noted that many of the \'acancies which would have· 
been normally filled through the Combined Compe­
titive Examination were filled · through ta special 
examination limited to ex-Emergency Commissioned/ 
Short Service Commissioned Officers. If these vacancies 
are also taken into account, the figures for 1969 and 
1970 come down to 1.9 :·1 and 2.1 :I respectively._ 
Further, the improvement in recent years is due to 
the increase in the number of first-class engineering· 
graduates offering themselves as candidates at this· 
.examinat.ion. For instance, only 13 first-class B.Es' 
wrote the examination in-1959, 40 in 1965 and as many 
as 154 in 1969 and 135 in· 1970.1t appears probable 

• that these recent improvements have been occa-: 
sioned at ·least partially by the recession in industry 
and by the slackening in the·· tempo of planned1. 

developmental activity. With industrial revival and· 
renewed emphasis · on : planned development, the; 
recent improvements . ·noticed·. in the·' recruitment 
trends may prove shortlived. .·If we· were' to elimi~ 
nate the engineering graduat~s for the years 1969 and . 
1970, · the number of first-class degree-holders , 
appearing per: vacancy would come down· to· 2 and. 
2.4 respectively.: From the standpoint of the Second 
Pay Commission's test, therefore, the position does· 
not appear to be satisfactory, and calls for remedial 
action. / · · ' 

16. Besides I the performance of the candidates' . 
at the UPSC competitive · examination, the other 
criterion that might be adopted for ·adjudging 
the ·quality of the recruits is the class of university 
degrees secured by the successful candidates. Such 
an approach was adopted by the Secod Pay Commis­
sion and also followed by the ARC and its. Study, 
Teams. The table below gives the percentage of 
candidates with different classes of degrees recruited 
to the general vacancies in the various services 
through th~ Combined Competitive Examination : 

Total intake Class/Division obtained 

First Class Second Class . Third Class 

(2) (3) (4) (5) 

1950-1955 (6 Years) 
246 143(58.1%) 97(39.4%) 6(2.5%) 
' 39 20(51.3%) 18(46.1 %) 1(2.6%) 
228 78(34.2%) 136(59.6%) 14(6.2%) 
573 225(39_.3%) 325(56. 7~J 23( 4.0%) 

1086 . 466(42.9%) 576(53.0%) 44(4.1%) 

· 1960-65 6 (Years) 
542 220(40.5%) 284(52.4%) 38 (7.1%) 

71 26(36.6%) 40(56.3%) 5(7.0%) 
365 64(17.5%) 221(60.6%) 80(21.9%) 
659 174(26.4%) 391(59.3%) 94(14.3,-J 

1637 484(29.5%) 936(57.2%) '217(13.3%) 

~--......-,._~--



(1) 

Indian Administrative Service 
Indian Foreign Service · 
Indian Police Service . · • 
Central Services Class l 1 ••• 

' 

68 

·' 
Total ~ 

(2) 

415 
37 

238 
606 

. 1296 

(3) (4) 

1966-70 S Years 
182 (43.9%) 210 (50.6%) 

19 (51.4%) 16 (43.2%) 
53 (22.3%) 129 (54.2%) 

172 (28.4%) 316 (52.1 %> 

426 (32.9%) 671 (51.8%) 

(5) 

23 (5.5%) 
2 (5.4%) 

56 (23. 5 %) 
118 (19.5%) 

199 (15.3%) 

·, N. B.Tl. Class refers to that, obtained at the first degree, Examination. 

. : i 
1 

: 2. Figures ~~ bra~kets repre~ent percentages .to the total intake .. 
i . 

The data bring,~ut th~ declining 'trend·in quality as 
evidenced by the fall. in. the. percentage of first-class 
entrants into_ these services as comp~red to the period 
for which the position was. reviewed by the Second 
Pay Commission.- There has; also .• been a significant 
ncrease in th~ percentage of recruits who, in the deg­
ree, examination,. were " placed,; in the third class. _ 
However, there is some~ improvement with reference 
to the position preva.iling during 1960-65 in so far as 
the percentage of first-classes is concerned, and it is 
perhaps ~ignificant that the ave~age .number recruited. 
during 1966-70 was substantially less than this number 
for the period 1960-f)S .. i,-. 1 ,' :~ .••. · , • 

'f, ••. 

: -·17: We.h~ve seen thcirescl.ts of a detailed analysis 
made at our request by the UPSC of the marks obtain-
ed in the examinations held from 1961 to 1969 by the 
candidates of different ranks recommende9 for appo- -
intment to. the • Administrative ·and Foreign Services~ 

. This study does not indicate a decline in quality, 
·despite the fall in the _number of first-class graduates 
-competing for each vacancy. An assumption inherent 
in this conclusion is that the' standard of marking the 
answer .books ha~ remained the same.over the years. 
It could be argued," however, that the average quality. 
of the answers deterniines, to some extent, the standard 
adopted. by the examiner so that if the average per­
formance of candidates in any year is relatively poor,. 
tbe marking is likely to be somewhat .more liberaL 
Moreover, the faCt' that the level of performance at . 
the examination has not fallen over the years does not, 
by itself, establish that the higher Government services 
are able to attract a fair share of the superior talent 
coming out of the universities. For that purpose, 
the degree of _response to the UPSC examinations 
from the better class of graduates is a more reliable 
indicator as we have already mentioned. 

18. A~ regards the quality of the personnel re­
cruited to the various Class I Services, divergent views 
have been expressed by our . witnesses. Quite a 
few witnesses have asserted that there is no reason to 
feel that the quality of recruits to the Class I Services 
has gone down. However, the majority seellL-to 

. believe. that the standard of re.cruits lower down in 
the · list of successful candidates is not what it 
should b~.. certain senior civil servants dealing with 
particular services were also not fu1Iy satisfied with 
the quality of personnel recruited in recent years. 
The Service Chiefs were also not satisfied with the 
calibre of persons coming forward for commissioned 
service in the armed forc(s. It is to be stressed that 

an officer's calibre, or the lack of it, begins to show 
normally after he has put in about ten years' service 
or more when he starts occupying relatively more 
responsible positions. · Thus, the impact of any fall 
in standards would begin to tell only after some time. 
This aspect was highlighted by the Plowden Committee* 

, in the UK who expressed the view that "failure to 
achieve these minimum standards may lead to a pro­
gressive diminution of the appeal of a Civil Service 
career to the most able individuals, and that while 

.. the effects of this might not become appar:nt for a 
long time, they would, by the time that they became 
apparent, have gone so deep as to be irreversible except 
over a period of many years." A former Cabinet 
Secretary also expressed similar views. 

19. In our opinion, the overall conclusion that 
can be drawn is that while it would be risky to be 
categorical about the absolute quality of the recruits 
as judged by their performance over the years at the 
UPSC Combined 'Competitive Examination, the re-

-· lative attractiveness of Class I Services (non-technical) 
among the better class pr_oducts of the universities 
is diminishing and causing· a diversion of talent and 
that this diversion of better talent from the Govern­
mental to th~ non-Governmental sphere is increasing. 

·20. In the determination .of the starting salary for 
the Class I Services, an· important consideration is 
whether the Government should at all strive for ex­
cellence, and try to secure the best products of the 
universities or whether its work can be carried on 
by persons of average ability. Although the opinions 
expressed on this point lack unanimity, the majority 
view is that the Government should attract a fair share of the outstanding talent from the universitks into' 
the higher services. We are also of the same opinion 
in view of the expanding role of Government and its 
increasing responsibilities for planned social and eco­
nomic development. It is a matter of delicate judg­
ment as to how the requirements of efficiency of the 
public service are to be balanced with social con~idera­
tions and in this the differentials between the starting 
emoluments of Class I officers and the lowest grade 
of Class IV personnel is a relevant factor. We have 
already noted the progressive reduction in this dis­
parity ratio since Independence and our recommen­
dations maintain this trend. We feel that in enhanc­
ing the starting salary for entry into Clas~ I Services 
for the material reasons noted above, we should not 
exceed the ratio that existed at the commencement 
of our work (viz., I : 4). 

*Para 31 of the Ninth Report of the Standing Committee (P.ll). 



21. As we have observed* earlier, it· s at higher 
levels rather than at the recruitment stage that a greater 
degree of divergence in emoluments in the private sec­
tor and under the Government would be feasible and 
acceptable. At the higher level the divergence is far 
too great and the Government cannot, and in our 
view, should not, attempt any narrowing of the exist­
ing gap. On the other hand at initial levels of recruit­
ment too large a disparity between salaries in the 
Government and private industry will make it diffi-­
cult for the Government to attract a fair share of the . 
best products of the universities and this is likely to­
have an adverse etn:ct on the efficiency of the public 
~ervice in the long run. Having regard to all these 
factors, we recommend that the starting salary for 
entry into the Class I Services, including the all India\ 
Services, should be Rs. 700 per month. We have 
kept this recommendation in mind while formulating 
our proposals for the salary scales of the Commi­
ssioned Officers of the Defence Services also. 

II. ~laximum Salary· 

22. The Second Pay Commission did not reco­
mmend any change in the rates of the highest sal~ies 
prescribed by the Government on the recommenda­
tions of the First Pay Commission. With the imple­
mentation of the First Pay Commission's report, the 
ceiling of Rs. 3000 per month was made applicable 
to the highest appointments on the civil side,. l'iz .• 
Cabinet Secretary and Secretary to the Government of 
India, and to Generals on the Defence side. . This 
reduction in the highest salary did not have much 
immediate impact as most of the top posts were at 
that time held by offieers of the Indian Civil Service 
or the pre-1931 entrants in certain superior services. 
In the Army also, the reductions did not affect the 
King's Commissio~ed Indian Officers w_ho were hold-
ing most of the h•gher ranks at that time. _ 

23. The Second Pay Commission examined the 
subject of highest salaries in some detail and recomm­
ended that no reduction should be made in them for 
the following reasons :-

(1) Salaries of posts on a pay exceeding Rs. 2000 
• were substantially reduced in 1947 and the 
rise in prices since then -had considerably -
eroded the real incomes. 

(2) The disparities between the highest and. t~e 
lowest emoluments had been reduced sJgm­
ficantly because of the reductions carried out 
in 1947, the erosion of real incomes and the 
increases in the dearness allowance of the 
lowest grades of staff. 

(3) Highest salaries could not be ~educed "':ithout 
running the risk of lowenng recrUlt!Uent 
standards unless it was part of a nat10nal 
scheme covering the private sector as_ well. 
Thus. while the disparity between th~ h1gh~st 
and the lowest ~alaries in the pubhc serv1ce 
should be much smaller than outside, the emo­
luments in the public service should broadly 

•Para 71, Chapter S. 
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reflect the structure of emoluments in outside 
employments because· the minimum cannot be 
increased very· ~uc::h without entailing ex_. 
cessive costs ana the. maximum cannot be 
brought down beyond a point . without jeo., 
pardising satisfactory recruitment to. ·• thd 
highest servrces. . . '"j. > •• • 

__ • 24. The highest salaries, therefore~- remained 
unchanged even after the Second Pay Commission 
and till the year 1965, when the fqllowing changes 
were made : · 

Joint Secretary • 
Addl. Secretary • 
Secretary • 

' From To ·---------
Rs. 2250 Rs. 2500-125/2750 
Rs. 2750 Rs. 3000 . -

• Rs. 3000 Rs. 3500 .\ 
. · . .F' : '. ,".' .I 

We have been informed by Government· that .these 
revisions were made for the following reasons : 

(l) The pay scales had remained the. same as 
those fixed in 194 7 on the Report of. the 
First Pay Commission ·while the working 
class consumer ·price· index (1949::.100) 
had risen steadily from 87 in 1947 .to 140 in 
January, 1964 and 16S. in~ Januacy, 1965. 

. ' ' .. . ' ._. . .... l i ' ; ' ; .. ; ' . ' : .. ~ ;.. ) . l 

(2) There had been a steady fall in the' number of 
candidates appearing at the ,UPSC. Combin64 

1 Competitive Examination as also in the r:;t:ti_q 
of those who held first cl~ss degrees.,. ; ~:t: 

·- (3) Org~rused . lndhtu , Industry . ; and . esl>ecially 
. the big· inslustrial and busmess houses w.ere 

J making' a bold bid for. the best products of 
the Indian uniy~~sities~ 1 .. , . , :-' · , · · ! ; 

(4) A study of samples salaries and· allowance~ 
in the private sector at roughly comparable 
senior executive -levels ·showed that salaries 
had risen in the 10 years preceding 1964 
very substantially, in many' c~ses at around 
30 to 40% and in some cases by 60, · _70 
and even 260%. " . · · · , ' :. 

' • . '. ' f t ' '.... • • • ' • ' 

- (5) The number. of salary earners in the income·· 
bracket Rs. 40,000 to Rs. 70,000 per annum 
was much greater in the non-Government 
sector and it was increasing, while there 
was hardly any improvement _in t~is _respect 
in the case of salary earners m this mcome . 
bracket under the Government. 

(6) The disparity ratio between the maximum 
remuneration of the lowest and the post-tax. 
salary of the highest grades of officers was 
257 in 1939-40, 38 in 1947-48, 28.5 in 1957-58;_ 
24 after the implementation o~ the _Second 
Pay Commission's recommendations m _1959. 
and 19.2 as on 1.4.1965. · It could with a 

. great deal of justificatio':l b~ claiJ?ed that 
restoration of the 1959 dtspanty ratio would 
be reasonable and proper. · · · 



iS. It is dear from the above that the First and 
the Second Pay Commissions _as also the Government 
while considering the question of ·maximum salary, 
have kept in mind the disp~rity ratio, the emoluments 
at comparable managerial levels in the private sector 
and the standard o( recruitment to the higher services. 

'\ . . . 

?0 

26. We have examined the gradual reduction in 
the disparity ratio sincthe report of the First Pay 
Commission on the bas of the maximum remunera­
tion admissible to the lowest grade of staff and the 
post-tax salary income of a person in receipt of the 
prescribed maximum salary under. the Government.* 
The disparity ratios worked out on this basis since 
the Report of the First Pay Commission are indicated 
in the table below : 

TABLE VI . 

----·------ -------------- ·---------------

I 

I. Emoluments (inclusive Dearness Allowance, Dearness Pay and 
Interim Relief) at the maximum of the scale of the lowest paid 
Government Employee 
Index 

II. Maximum Salary (Post-Tax) . ' 
Index,, . ·_ 

III. Disparity Ratio II to I 
t .. ' ' 

. 27 .. Prior, to ~the r~port of the First Pay Commis­
. sion the disparity ratio was extremely high viz., 85 
which was reduced to 37.7 on'. the implementation of 

First Pay Commission's recommendations. With 

1959-60 1-9-1965 1-1-1970 1-1-1973 

60 95 118 156 197 
(35+25) \ (85+ 10) (85+33) (85+71) (85+71 +41 
100.0 158.3 196.7 260.0 328.3 

2263 2281 2422 2399 2331 
00.00 100.8 107.0 106.0 103.0 

137.7 24.0 20.5 15.4 11.8 

28. ·At the maximum salary level (Rs. 4000, the 
· portion of salary going as income-tax in the year 

1946-47 was 17.9%; the corresponding figures for 
1957-58 and 1970-71 being 31.5% and 26.2% respec­
tively. If the maximum non-ICS salary (Rs. 3000) 
is taken into account, the portion of salary going 
towards income-tax was 23.6% in the year 1949-50 
and 24% in 1957-58. When the no n-ICS maximum 
salary was increased from Rs. 3000 p.m. to Rs. 3500 

implementation of Second ·Pay Commission's 
recommendations, this ratio. came down to 24; a 
decline. of 36%.' With the: revision of the prescribed 
maximum salary from Rs. 3000 to .Rs. 3500 in Sep­
tember~ 1965, the ratio became 21. It was· 15.4 at 
the commencement of our work. It is now 11.8.·. 
In the last 12 years orso, the decline in the disparity 
ratio is as much as 50%- This reduction has occur­
red partly as a result of the improvement in the salary 
of the lowest grade of s.taff consequent on the recom­
mendations of the First and the Second Pay Com­
missions. . Over the years the ratio has declined also 
because ·the amount. of. the dearness allowance has 
been computed by deliberately providing for a higher 

_ p.m. in September, 1965, the effective increase in emo­
luments, after deduction of income-tax, came to 
Rs. 225. In the year 1970-71, an officer ~receiving a 
salary ofRs. 3500 p.m. had to pay 31.9i~ of his salary 
as income-tax**. 

· percentage of neutralisation of the cost 9f living at . 
the lower salary levels than , at the. intermediate or 
higher levels; in fact · dearness allowance has been 
denied to the still higher salary levels. Sharply pro­
gressive income-tax rates have also .operated towards 

. achieving . the same end. · · 

. 29. We have also examined the trend in respect of 
the disparity ratio calculated on the basis of the 
minimum emolument of the lowest grade of Class 
IV staff' and the pre-tax prescribed maximum salary 
under the Government, excluding the salaries admissi­
ble to the pre-1931 entrants to the superior services 
and members of the former Secretary of State Services. 
The ratios so worked out are contained in the table 
below 

TABLE VII 

I. 

.II. 

III. 

1947-48 1959-60 1-9-65 1-1-70 1-1-73 

Emoluments (inclusive· Dearness Allowance, Dearness Pay and 
Interim RelieO at minimum of the scale of the lowest paid 55 80 103 141 170 
Govt. employee. (30+25) (70+10) (70+33) (70+ 71) (70+ 71 +29) 
Index 100.0 145.5 187.3 256.4 309.1 
Maximum Salary (Pre-Tax) . 3000 3000 3500 3500 3500 
lndex 100.0 100.0 116.6 116.6 116.6 . 
Disparty Ratio II : I 54.5 37.5 34.0 24.8 20.6 

*This exclude3 th~ protecte:l salaries admissible to the members of the former Secretary of~ State Services and pre-1931 
entrants to the superior service3, i.e., we hava taken the maximum salary as Rs. 3000 per month till1965, after which the 
revised salary of Rs. 3500 has been taken into account. 1 

•• All these calculations do not take account of the rebates admissible •. 



lt IS seen from the above table that the disparity 
ratio which decreased from 54.5 after the report of 
the First Pay Commission to 37.5 after the s~cond 
Pay Commission's report has come down to 20.6 
by 1.1.1973. 

30. \Ve have also collected information about the 
disparity ratios prevailing in some of the foreign 
countries. From the data obtained through the 
Mi.lislly of External Affairs and the Indian Institute 
of Public Administration, we have derived the value 
of tne disparity ratios between the minimum 
emoluments of the lowest grade of staff and 
the pre-tax salary income of the highest paid civil 
servants. These ratios which relate to the year 
1970 are given below : 

TABLE VIII 

USA. • ---. 
Australia 
Canada 
Philippines 
France 
Federal Republic of Germany 
Japan 
U.K. 
India 
Ceylon 
Malaysia 
Nigeria 
Ghana 

- 8.7 
9.6 

10.2 
u.s 
12.9 
14.5 
17.4 
24.6 
25.8 
25.3 
30.7 
32.5,. 
35.0 

The above data show that in the developing countries 
the ratios are higher than in India, but in the advanced 
countries the disparity is less. It brings out the fact 
that the reduction in the disparity ratio can only be 
brought about gradually by increasing the minimum 
salary to the extent that the economy is able to bear 
the strain and keeping a check on the maximum salary 
consistently with the need for attracting and retaining 
persons of the requisite calibre at senior executive 
and 'policy formulating levels. In interpreting such 
data, it also has to be borne in mind that the demands 
made on the lowest paid employees in the advanced 
com1tries and in the developing countries are entirely 
different, as an instance one may cite the existence 
of peons or chaprassis in India, who have no precise 
counterpart in the U.K. or U.S.A. On the other 
hand at the top levels in both administrative and tech­
nical spheres, the categories are more comparable 
in the developing and in the advanced countries. 
Frequently such personnel in the developing countries 
have to tackle problems which are more baffling 
and intractable than those of their counterparts in 
the advanced countries. Considerable· circumspec­
tion is therefore called for in reaching specific con­
clusions based on such data. 

31. By and large, the unions representing Class 
Ill and Class IV personnel have suggested a reduction 
in the disparity ratio. In reply to our questionnaire, 
the ratio generally suggested between the emolu­
ments of the lowest grade of staff and the post­
tax salary income of persons in receipt of the highest 
salary is I : 10 with quite a few suggesting a ratio of 

'1 
1.., 

1 : 6. or 1 : 5. _dn !hts question, we . have already 
mentioned our vtews m Chapter 5, viz . ., that reduction 
in income disparities is an important principle of pay 
determination. This reduction has to be brought 
about consistently with the requirements of efficiency 
of public service. If this aim is vigorously. pursued 
in relation to public salaries, while leaving the private 
sector to have unduly high salaries, it will result in an 
undesirable diversion of talent away from the Govern:.· 
ment sphere. We have, therefore, to temper action 
in this direction with a simultaneous review of the 
emoluments provided to the senior executives in the 
private sector. Such a comparative review is essential 
to ensure against the top salary rates under the Govern- · 
ment going seriously out ofline with the corresponding 
rates outside. .· ,. 

32. The growth in the number of salary-earners 
in high income brackets. can be derived from the data 
contained in the All India Income-tax Revenue 
Statistics compiled annually.· The Seeond Pay. Com~ 
mission compared the figures for· the Years 1948-49 
and 1956-57 relating to the total number of purely ·­
salary earners with incomes exceeding Rs. 40,000 
in the non-Government sector. These figures· are 
contained in the table below . together . with corres-

- ponding data relating to the year 1968-69 : : i. 
'. - ,r ; ' 

:rABLE IX . , . ' 

----------------------1948-49 1956-57 1968-69 ; 

Salary-earners in the 
Non-Government sector 

(1) Total number of 
assessees with income 
exceeding Rs. 40,000 · · 
Average pre-tax in­
come 
Average post-tax 
income 

(2) Total number of 
assessees in the 

I' 

321 

57,477 

38,629 

. highest income 
brackets. 2 
Average pre-tax income. 2,38,448 , 
Average post--tax income 77,250 

•with income in excess of Rs. 5 lakhs. 

1970 

. 63,356 

37,367 

·, . 

. 3172 

86,634 ' 

47,288 

'. 6 ,.. 46* 
8,99!159 . 6,80,150 
2,86,929 . 1,72,022'!-

It is seen from the above that in the non-Government 
sector, the number of persons with high salary incomes 
has continued to rise significantly with the number of 
assessees· in the highest income bracket increasing to 
more than 7 times the number in 1956-57. · For the 
public servants, the income bracket of Rs. 40,000 

· to Rs. 70,000 can be taken as representing the highest 
level to which their salary income can rise. Accord­
ing to a study of the All India Income-Tax Revenue 

· Statistics for the year 1968-69, the total num~er of 
assessees with incomes in excess of Rs. 40,000 m the 
Government sector was 345, and if purely salary 
earners are taken into account, the number was 112. 

33: We have also taken note of the use made ~y 
the Government of the provisions of the Co!llpames 
Act for controlling' th~ remuner~ti<?n/of Dtrect<?rs, 
Managers, etc.. in the public h!lllted COf!lpames. 
The aim so far has been to. prescn~e a, ceiling of 

\ 
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Rs. 90,000 per annum on salaries inclusive of dearness 
allowance and other fixed allowances and a ceiling 
of Rs. 1 . 35 lakhs per annum on emoluments inclusive 
of commission or emoluments paid in the forJ!l. of 
commission alone; in addition, the value of perqwsites 
should not exceed one-third the value _of the emolu­
·ments .. However, remuneration in excess of these 
ceiling has been ~anctione~ oy Oovernme~t in deser­
ving cases after · \kaminat10n of the ments of each . 
case.. According to the -Compaby ·Law Board, the 
number of such cases during .the three years 1967 
to'l969 was,I46, ou(·of which 94 cases related to 
lndians-. · · Recently,· the , Government has _also 
made use of .the tax. provisions to control -remunera­
"tion· of company· employees by imposing a ceiling of. 
Rs. 6,000 per month, inclusive of ,Rs. 1,000 per month 
for perquisites, on the remuneration which would be 
taken ·as deductible in the computation -of taxable 
profits.· f' .-.:. • ' 

~.~ -~· .. ~-··~,·~~ /:.!· .. ,'i;~j f :_,,,J .t ; ~ 

r. -:34.,. Under· .the : Government~, 'the ceiling_ of Rs. 
··3500 has been relaxed only in a very few cases. Be-

. sides·.the officers of the Indian Civil Service who can 
draw salarie~ up to Rs. 4,000 per month, the Service 
Chiefs· and a few Scientists have been allowed to draw 
salaries ·of Rs. 4,000 per·.month _on ·personal basis._ 
The prescribed salary for ·all . the. posts still ·remains 
at Rs. 3500 per month~ In the public sector under-

-takings, the . posts of Chairman, Chief executive~ etc., 
- graded in Schedule 'A', carry the- pay. scale of Rs. 

3500-125-4000. 110 SOnie Other respeCtS alSO, SUCh 
as the facility. of using the 'car of the. undertaking, 
entertainment allowance, and rates of datly allowance; 
the top executives in the public sector are_better placed 
in relation to the top civil se~ya:qts~ · It has been 
arguedthat_the ceiling on maximum sala!Y under t~e 
Government should not be less-than that m the pubhc 
sector. In our view, the maximum salary under th~ 
Government and in the public '-sector undertakings 
need not be identical as the circumstances are dissimilar. 
The Administrative Reforms Commission . was also 
of this view. 

/ 

35. Several Associations of Class I officers have 
'highlighted ; the extent_ of er<;>sion tha! has taken 
place in the real value of their ~alary m~omes. A 
senior civil servant made the pomt that If the real 
worth of his present salary was calculated on the basis . 
of the rise in the pri~index, it could be seen that. h~ 
was getting less in real terms now. on a top ciVIl 
post than. what he was getting as a probationer at the -

'·commencement. of service. We need not make ela­
borate calculations to bring out the extent of erosion 
in the real value of high salaries as it can be readily 
inferred from the rise in the price index and the 
progressive increase in the rates of taxation. It is 

worth mentioning, however that the real value of the 
maximum salary at present is half of what it was at 
the time of the Second Pay Commission if one pro­
ceeds on the basis of the rise in the price index alone. 

36. We find that substantial 'increases in salaries 
at certain higher levels were granted in 1965 and it 
may neither be socially acceptable nor aclministra­
tively prudent at the present stage wh~n the Govern­
ment's finances are under strain, and the develop-

, mental needs of the country are paramount, to grant 
further increases to career employees of the Govern­
ment holding the highest posts.' On the other hand, 
any reduction would not be justified in view of the 
extent of erosion that has taken place in the real 
worth of the- salaries at this level. Such a step is 
likely to affect the morale of the senior civil servants 
adversely and lead to .. diminution in the efficiency 
of the higher public services. We have in fact found 
it necessa~ improve the pay scales of some of the 
highest posts in certain organized class I services with 
a view to removing inter-service disparities and en­
suring that it should be possible for'officers belonging 
to ·most of these services to reach the maximum 
salary admissible under the Government without 
having to leave their own fields. The prospect of 
reaching this maximum salary is a definite attraction · 
·for the prospective entrants to the class I services. 
We are convinced that it would be injurious to the 
efficient functioning of the Government if it were to 
deny itself the services of the best intellects produced 
by the country, and permitted them to be constantly 
sip!}oned off to ?ther activities. The he~Ith ~~d 
vitality of the services depend greatly on their ab11Ity 
to reflect changes in the pattern of remuneration in 
the outside world. We have, therefore, emphasized 
the need for a_ national wages and incomes policy, 
but the Government cannot remain oblivious to the 
very high salaries that are prevalent outside, till such 
time when this policy is implemented. . 

37. We have given careful consideration to the 
various aspects of the question of the maximum salary 
that should be paid by the Government and come to 
the conclusion that no change need be made in the 
present ceiling of Rs. J500 ~er ~onth. In _reachi~g 
this conclusion we have kept m v1ew tl1e social desir­
ability of reducing disparities in the levels of income 
generally and in the Government in particular. We 
believe that in this respect the Government has to 
set the pace. As a result of ou~ recommen~ations wi~h 
regard to minimum and ~a~1mum salanes, ~he dis­
parity ratio between the mmtmum remuneratiOn and 
the pre-tax prescrib~d maximum salary under the 
Government will be reduced to I : 18.9. 



CHAPTER 8 

GE:'\ERAL RECO:\L\IE..~DATIONS ON PAY STRUCfURE 
General 

In an earlier Chapter w~ have discussed the 
principles which have guided our efforts in determin­
ing the \arious scales of pay. Before we proceed to 
recommend the different scales of pay for specific 
categories of emplo)·ees. we consider it necessary 
to examine certain matters which are germane to the 
task of constructing the pay structure. 

~lultirlidly Of Pay Scales 

2. Experience has shown that the pay scales tend 
to multiply between Pay Commissions. The First 1 

Pay Commission had recommended about 30 stan­
dard scales and about- I SO scales in all; at the time of 
the Second Pay Commission the number of scales 
exceeded SOO. Pursuant to the report of the Second 
Pay Commission which had recommended 140 
scales in all. the number of scales came down appre­
ciably; an analysis of the information as on 1-1-1971 
shows that this number has again crossed the SOO 
mark. The table below gives the extent of prolifera­
tion, by different classes. that has occurred sine 
the Report of the Second Pay Commission:-

TABLE 

Numb~r of scul~s 

As recom- As on Percentage 
menJed 1-1-1971 increase 
by 2nd 
Pay 
Commission 

-·- ·----· ·- --- - --- - "' ·--- ---------
Class I . 
Class II & Ill 
Class IV 

25 
106 

9 

117 
39S 

24 

368 
273 
167 

It would be seen that the percentage increase is large 
in the case of Class I pay scales. It is, however, to 
be noted that even though the number of employees 
in Class I is a little o-ver I ~~ of the total number of 
Central Government employees; the pay range 
covered by Class I scales is relatively very wide. 
namely, from Rs. 400 to Rs. 4000. · 

The analysis of the data further shows that. as on 
Janu:u-yl.l971. neJ.rly 92~~ of the 2'J.82lak:h em;:>lov~~ 
were borne on only 35 scales of pay and that 8% 
of the posts were accounted by the remaining ~cales. 
Thus a very large number of scales are thinly populated 
suggesting that rather frequently new pay scales 
have been created to suit individual requirements. -

In Chapter 5 \\e have indicated the reasons why 
a drastic reduction in the number of pay scales may 
not be feasible; however. they certainly do not justify 
the existing situalion. An-.ong the civilian personnel 
alone. the \~trious standard ckrical categories arc 
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borne on as many as 9 scales of · pay with ·their 
supervisors accounting for another 24 scales. ' Store­
keepers are on 42 scales, Stenographers· and Steno­
typists on 19, Draughtsmen on 30, Library staff on 
38 and Drivers of motor vehicles on 21 scales . .I For 
r~ons stated in Chapter 5 we se_e merit -in. simpli­
fymg the pay structure by reducing the number of 
existing pay scales which have proliferated over the 
years in a haphazard manner. · Many of the scales 
are only marginally different from others: With the 
attainment of higher levels of development, morginal 
differences in skill appear to us- as of little signifi­
cance for pay fixation. It should, therefore, be 
possible to broad-band different scales for work of 
more or less comparable responsibility. It is' thus 
clear to us that wherever marginally different ·pay 
scales exist for particularly the same type ofwork 
being done by persons with similar qualificatons, the 
scales could be broad-banded ·in order to reduce 
multiplicity. 

3. \Ve, however, do not consider it feasible 'to 
start, on the assumption' that. all the three. million 
civilian jobs under the Central Government could 
be fitted into any· pre-determined number of pay 
scales. The Second Pay Commission also thought*" 
that ••it was not possible to determine the optimum 
number of scales on a priori reasoning; the number. 
of scales must be determined on practical, and .often 
complex, consideration." In devising the pay_structure 
we have had to balance various consideration~. some 
of which are mutually conflicting. 

4. Our approach to broad~banding and reduction 
in the number of pay scales has, therefore been 
pragmatic keeping in view the present structure of . 
pay scales and attempting a reduction in their number 
by broad-banding only to an extent which, in our 
view, would neither create difficulties for the de-·. 
partments nor give rise to discontentment among 
large sections-of employees. We have, as a general 
rule, placed on the same scale of pay, posts in different 
departments which are broadly comparable and .. for 
which equivalent qualifications have been prescribed, 
unless there are any over-riding administrative 
considerations to the contrary. Thus, in certain 
cases where in our opinion, existing horizontal rela­
tivities needed to be harmonised, e.g~' in the case of.. 
slilled workers and drivers employed in various 
departments. we have had to be content with a certain 
amount of continuing untidiness as the concerned 
department" were reluctant to move away from a 
structure to which both they and their employees 
have become accustomed. We have, therefore 
recommended in such cases alternative sets of scales 
for these categories which can be adopted by ·these 
departments without causing much disturbance to 

*Para 7 of Chapter X of their Report (Page 102) 



their existing p~y structure. . tn cases or this nature 
we have sometimes let the considerations of internal 
harmony over-ride the need for external parities. 

· 5. We have gerterall)'"ignored minor differentials in 
/skills which are at present being compensated by 
comparatively small amounts as we feel that marginal ~ 
differentials in skill, 'ylnd in pay have lost- their signi­
ficance in the changed circumstances. of today. 
Similarly, _we have given the same revised pay scale 
_to posts . which though· not in a common category 
are today borne on identical scales of pay except 
where, on merits, we considered a particular category 
deserved a-relatively higher scale of pay. ' . 

-. -----
6. We have also attempted, where we considered 

· necessary, a reduction in the number of levels existing 
in the various functional groups by determining an 
optimum number of levels with reference. to requisite 
qualifications, duties and -responsibilities,· adminis-. 
trative· convenience and satisfaction of. employees. 
.We realise that. in some cases this might affect promo­
tion levels but we feel that the balance of advantage 
clearly lay in such reduction. In thi.s process _also 
we have. tried .to ensure~at _the scales recommended 
_by, :us take into -account the requirement that all 
distii].Ct variations in skills and levels of responsi-

. bi~ties a,re recognise~ by separate scales. 

7. According to . the U.N. Handbook of Civil 
Service Laws and ·Practices· ."Allowances usually 
flourish ·in intervals • between.-Pay Commissions; · 
they are mown down in .its report .and, like weeds, 
they grow again in: an· atmosphere of inflation, 
lethargy a~d cheese-paring*:'. Our approach to the . 
allowances has been· that while 'We have generally 
recommended th~ continuance of most of the existing . 
allowances and the abolition of some, we have no:­
recommended grant · of any new allowances nor 
endorsed any demands for increasing the quantum 
of the. existing allowances except when we found this 
.to . be . absolutely justifiable. on strict . and critical 
scrutiny. -~ ' · 

Common Categories 

· · 8. A related~ issue which we have co11sidered 
is whether it is possible to take an overall view, by 
identifying posts in the various. departments whose 
duties and responsibilities are ·similar and 'qualifi­
cation standards . comparable. The Second · Pay 
Commission identified a number of common cate­
gories such as scientific and engineering staffs, medical 
staff, workshop staffs,· storekeepers,-- office staff, 
teachers, drivers. Respondents. who covered this 
point in reply to our questionnaire generally endorsed 
this approach. Most of the Federations also m::tde 
suggestions about common categories. Certain 
differences are bound to exist in respect of employees, 
serving in different departments, who are treatej 
as a comm Jn category. Even within ~he same de­
partment different jobs in a category might differ 
in some respects. We are, however, satisfied that 
such minor differences should be over-looked. \Ve 

?4-

have, therefore, grouped Into a common categoty 
pos~s which are su~n.t~~tially comparable as regards 
duties and responstbdtttes, mode of rec:tuitment and 
qualification standards, and have recommended for 
each such common category a uni_form scale of pay. 

Time Scale 

9. The time-scale system of remuneration in 
this co~n!ry dates back to the Report of the Islington 

'Commtsston (_1~15) .. The previous Pay Commission 
and the Admtmstratlve r· Reforms Commission took 
the time-scale system for granted. None of the 
unions/associations has argued for a system of fixed 
pays i~ substitut~on of the existing time-scale system. 
As pomted out m Chapter 5, we also feel that this 
system will have to be retained. 

10. Government service generally offers career 
employment _and as an employee normally joins 
Government service· at a comparatively young age 
he ex~cts, by the operation of the time-scale system; 
that as his family and other responsibilities increase 
with time, his emoluments will suitably match these 
additional needs. Moreover, even from the em-

, player's point of view there is enough justification for 
paying higher emoluments to the more senior and 
mature employees. Generally, experience and in­
service training greatly increase the utility of employe­
es to the Goverp.ment and they are expected to make 

..._greater contribution to the functions performed by 
Government.- We have, therefore~ in our recom­
mendations, generally followed the system of time­
scales with provision of fixed pay at certain higher 
levels. · 

Length of Scales 

11. The replies to. ·the Commission's. question-
, naire have -generally made a distinction between 

an entry ~rade and a promotion scale expressing 
~: preference for a longer time span for the former. 
I The approach of the previous two Pay Commissions 
J was broadly similar, except that the Second Pay 

Commission leaned somewhat more towards longer 
scales. The Administrative Reforms Commission 
has, however, criticised the long time-scales prevail­
ing in the higher services on the ground that "long 
pay scales and the feeling· of easy attainment of 
increments, which such scales induce, is a disadvantage 
in that it does not provide for the recognition of 
merit as against mere seniority".** According to 
them, the long scales have resulted in the inclusion 
of jobs of different levels of responsiblities in the 
same pay scale. 

=--

12. On this question we have not found It neces-
sary to deviate from the principles followed by the 

! 
Second Pay Commission. Thus generally we have 
r.ecommended long pay scales for entryfcareei"'grades, 
especially where promotion outlets are limited. For 
posts filled by promotion relatively shorter pay 

*Para 217 of Part I of the U. N. Handbook on Civil Service :taws & Practices (Page 90). 
**ARC Report on Personnel Administration-Para 8 (iv) of Chapter IV (page 34). 



. 
kales appeared to us to be mote apptopriate. In 
determining the length of a particular scale we have 
tried to take account of the number of years of 
service after which an employee in that scale could 
normally expect to move into a higher scale. Alter­
natively, we have in some cases first determined thu 
minimum and the maximum value of the post on 
the ba~is of certain relevant considerations and 
thereafter divided the difference by the quantum 
of increment considered appropriate to. such a scale. 

13. In certain cases, however, we have had to 
deviate from this general principle- specially where 
posts at a particular level are filled by promotion 
as well as by direct recruitment. We have paid l 
special consideration to scales-in which larger num-1 
hers of employees are reported to be stuck at the 
maximum of the existing pay scale. In such cases 
the Unions have demanded longer pay scales on the 
ground that otherwise they will have to stagnate at 
the maximum of the scale. In fact, the grievance 
concerning stagnation has occurred repeatedly in 
the memoranda. received from the various sections 
of the employees and it was also a constant theme 
during oral evidence. This emphasis on stagnation 
is a new phenomenon, reasons for which are not 
difficult to understand. Earlier the real value of the \ 
pay packet . remained more or less stable and the 
employee who stopped earning increments did not 
at least suffer a fall in his real emoluments. On the 
other hand, the employees who now begin to stagnate 

,.,. 
1::: 

at the maximum of the scale feel the hardship more 
because of the continuous rise in prices. As the · · 
Dearness Allowance formula docs not cover all 
levels and even where it does. seldom fully neutra­
lises the increase in the cost of Jiving. such employees 
experience a fall in their real income as the years pass.\ 
By continuing to earn increments the hardship caused 
by rising prices is somewhat mitigated. Thus, 
increments in such a situation have come to acquire 
a much greater importance tlun during periods, of 
relative price stability. ,· 

14. While in some cases of this nature we have) 
suggested somewhat longer scales, we would like to 
mention here that we do not think that longer scales 
are necessarily the best solution to the problem of 
stagnation under all circumstances .. In many ser­
vices and cadres where higher posts are not created 
on the basis of any pre-determined ratio. promotion 
blocks have occurred because of the existing structure 
and, in some cases because of the recruitment poli­
cies that have been followed. In such a situation] 
we feel, that solution should be sought in revisin~\ 1 
cadre structures and reforming cadre management.\ 
It is only in the case of blind alley categories, having i 
little or no further promotion prospct.:ts, that v.e \ · 
consider it justifiable to provide longer pay scale.!) 
at this level also. 

Efficiency Bars 

15. An overwhelming majority of union of em­
ployees have asked for the abolition of efliciency bars 
\\hich they consider as an unnecessary irritant. They 

•para lJ of Chapter X of the Report (page 40) 
@Ibid. 

have argued that in case .an employee is ineffici~nt 
action could be · taken under the Central Civil Ser: 
vices (Classification, Control and Appeal) Rules. 
Opinion among the official witnesses and other .. ex­
perts on this subject was divided. . While a few ex­
pressed the view that there ·was not ·much point ·in 
continuing the system of efficiency, bars, most others 
have pressed for a more stringent application of the 
existing provision. As mentioned above, an argu­
ment generally advanced against a long time scale 
is that once the path to the maximum of the. scale is 

· not only smooth but sure, it would take away incen­
tive to better performance and lead to a feeling of 
complacency. The Administrative Reforms Commis:.. 
sion in its report on Personnel Administration and 
the Fulton Committee have made the same point, 
the latter. adding that increments should :. be with .. 
held when they have not been earned. According 
to the Second Pay Commission ''where . the time~ 
scale is long, it is also a factor which may have adverse 
effects on efficiency." *They felt that ~·it is ordinarily 
through efficiency bars that a practical discrimination 
between satisfactory and unsatisfactory workers·. can . 
be made".@, · . · . · -~ · , ·: ·. · 

. • . • • . . r '4 ·'~ •• :. ·• •·; • 

16. We have already noted that long pay'scales 
encompass jobs requiring varying levels· ·of. skilL 
We feel_ that continued progression on long scales 
running from 15 to 20 years or more should depend 
on a periodic assessment of .. the employee's perfor.;. 
mance. It is true that as a result of disciplinary ptO: 
ceedings increments could be· withheld on groimds 
of inefficiency, but it ·has to _be recognised that 
while an employee's performance may not' warrant 
initiation of formal disciplinary proceedings the·. 
quality of his work may still be well below the stand- . 
ard which would justify .his being permitted to pro­
gress in the time-scale. We have, therefore, provided\ 
one efficiency bar in the scales for 10-15 years and 
two efficiency bars in the still longer scales. . 

17. An analysis of certain data collected by us 
shows that Ministries and Departments have applied 
the provision. of efficiency bars with varying degrees 
of strictness. We think that if the system of effici­
ency bars is to serve its purpose, then there should 
be a more effective application of the existing pro­
vision and that too, in a manner designed to inspire 
confidence among the staff. . Some of the measures . 
that can be taken to improve the existing position 
are · 

I 

(i) Cases of crossing efficiency bars should be 
disposed of by a committee of three or more . 
officers instead' of a single officer as at pre­
sent. The appropriate authority could be 
asked to associate two of his colleagues" at 
comparable level to decide these cases~ 

{ii) Wherever practicable, the crossing of effid­
ency bars should be made subject to passing 
of certain written/trade tests. 

(iii) Where an employee is stopped at the efficiency 
bar and is later aJiowed to cross it on . his 
showing improved performance, the authority 



concerned should have the. power to allbw · 
him ·the increment after the efficiency bar 
stage from the date ·of the order only. If in 
any case there appears to be sufficient reason 
for a more liberal fixation of pay, the case 
should be referred to the next higher authority 
for decision. ' 

(iv) At regul~~ intervals each Ministry/Depart­
ment should review the position about the 
crossing of efficiency bars in order to check 
whether the authorities concerned are not 
bein~ t_oo lenient o~ too strict. -- · 

(v) .The Departmenr of Personnel should review 
· the Qverall position from time to time and 

·indicate general guidelines· to the Ministries/ 
· Departm~nts. - , 

18. We r~co~mend the adoption ofthe above­
mentioned measures to ensure that crossing the effi­
ciency bar is no longer a routine matter, and that those 
who do not pull their weight are denied further in­
crements. Our general approach is that in future 
there should be a closer linkage than what now pre­
_vails between performance on the one hand an~ pay 
on the other. While the enforcement of an effictency 
bar is· a negative· response we think that the Govern­
ment ·should adopt more positive measures · to re~ 
ward efficiency when circumstances so warrant. ·'!he 

. Fulton Committee b~lieved that it should be posstble 
to reward merit by extra. pay· as well as by promo­
tion. · It suggested that additional increments should 

. be granted . both for specially good work and for . 
success. in gaining- relevant qualifications. We are 

· ,, of the view that· the Government may make more 
frequent use than they have in the past of the grant · 
of advance increments to persons who have done 
specially goods work and deserve ,_recognition. 

Increments . 

. 19.· The employees~ unions have generally demand­
ed that the maximum of any scale should not be less 
than twice its minimum.· Unlike its predecessor, the 
Second Pay Commission did not follow ~he approach 
of laying down_ norms as respects the ratto w_hi_ch the 
maximum of a pay scale-should bear. t~ the mtmmum. 
An Administrative Reforms Commtsston study team 

. which went into this question -has suggested that "t~e 
increments may be· so adjusted that the final salary m 

·any scale is about twice the initial. sala~"·* Aft~r 
examining . the pay scales of a typtcal hterarchy m 
the Central Secretariat the Study Team concluded 
that the average increment earned over the pay scale 
as a whole expressed as a percentage of the minimum 
of the scale yielded figures which show~d that these 
percentages were .low fol: the P~on, htgher for the 
Lower Division Clerk and still htgher for the Upper 
Division Clerk, Assistant and the Section. Officer. 
The Administrative Reforms Commission. too, ex­
pressed the. view that :·as fa.r as practicable, t~e ratio 
which the mcrement m any entry scale be~rs to the 
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differenc~ between the maximum and mtmmuni of 
that scale should be the sa:me in all other entry 
scales" .t 

20. We think that the assoctatwns which have­
argued in favour of uniform ratios between the 
minimum and the maximum of the scales and the 
percentage that the increment rates should bear to 
the minimum or the mean of the scale. ignore the 
great diversity of employment in the Central Govern­
ment. Besides, the recruitment policies . pursued 
by the different departments differ not only as res­
pects the levels at which direct recruitment takes 
place but also regarding the proportion of direct 
recruitment and promotion. These diverse factors, 
which have- to be borne in mind in devising a structure 
suited to the needs of the Government, emphasize 
the impracticability of adopting any pre-determined 
ratio between the minimum and the maximum or a 
rigid time span. Any such strait-jacket will make 
it difficult to accommodate the felt needs of the very 
disparate organisations that constitute the Govern-
ment of India. · 

And, then w~are .... not writing on a clean slate. 
In devising any new pay scales attention has to be 
paid to the existing scales and any drastic change in 
the existing pay structure merely to achieve a degree 
of arithmetical tidiness does not seem to be warranted. 

, 21. In this background we have tried to follow 

( 

certain broad principles in recommending the quan­
tum of increments in different scales. Firft, we took 
note of the fact that the provision of dearness allcw­
ance has not taken care of the erosion that tl;le value 
of increments has suffered. [ ince the q uant urn of in­
cremt'nts in the existing scale was fixed by the Second 
Pay Commission. However, the proportionate in­
creases in rates of increments had necessarily to taper 
off with increasing levels of pay. Secondly, we have 
sugg•:!Sted, as far as possible, the sam-e-size of incre­
ments for the same pay range, except that wherever 

' in a series the lower scale posts are feedu posts for 
jthose in the higher scale, we have gen.:!rally suggested 

'V an increasf!d rate of increment in the higher scale in 
ordc.r to provide incentives for promotion. Thirdly, 
we have provided for a higher rate of increment not 
only in a higher scale but even within the same pay 
scale towards the end. Firally, we have tfot con­
sidered it necessary to alter the almost universal fea­
ture of annual increments in the existing pay structure. 
The only exceptions are the posts at the top levels for 
which we have largely continued the pattern of fixed 
pay, and the scales in the range of Rs. 2000-3000 for 
which we have proposed biennial increments. 

22. An allied matter relates to the date of incre­
ment. Under Article 15f of the Civil Service Regu­
lations, an increment accrues from the day following 
that on which it is earned. Accordingly, at present, 
increments of employees fall on any date in a month. 

---;Study Team on Personnel Administration Para 4.51 (page 135). . . 
tAdministrative Reforms Commission Report on Personnel Administration Para 9(e) of Chapte~ IV (page 34). 
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The calculation of the amount payable to an indi­
vidual employee on this account thus involves con­
siderable amount of clerical'work. It has been sugges­
ted that with a view to reducing this work and facili­
tating the accounting arrangements, incremt:nts, 
whether on direct recruitment or on promotion, 
should be granted with effect from the first of the 
month, the first of January or the first of July each 
year, following the annh·ersary of the date of appoint­
ment/promotion. The Administrative Reforms Com­
mifision Study Team on Promotion Policies, etc. 
observed that increments should take effect from the 
first of the month nearest to the date of completion 
of the pre5"cribed ~eriod. We- put this suggestion to 
the Comptroller & Auditor General who was of the 
view that the grant of increment from the first of the 
month following the anniversary of the date of app­
ointment/promotion would amount to deliberalisa;. 
tion in certain cases and he was therefore, in favour 
of giving increment'i from the first of the month in · 
which it fell due. Having regard to the fact that 
administrative convenience would outweigh the 
marginal increase in cost, we recommend that in \ 
future an increment should be granted from the first 
of the month in which it falls due. 

Ol·crlapping ScaiH 

23. The major All-India Feduations are generally 
opposed to overlapping scales, although many of them, 
in themselves proposing overlapping scales, seem to 
have recognised that in some cases these may be in­
evitable. On the other hand, official witnesses and 
certain prominent individuals have expressed the 
view that overlapping scales are unavoidable 
provided employees are assured of some minimum 
gain on promotio~ to the higher grade. 

\Ve find that the scope for avoiding overlapping 
scales (or even reducing the number of such scales 
and the extent of overlapping) is restricted, to some 
extent, by the need of avoiding multiplicity of pay 
scales .. If overlapping scale!~ are to be avoided, it 
will be necessary to go in for a much larger number 
of short scaler which would go counter to the general 
demand, as also our approach. for reducing the exis­
ting large number of scales. Further, in certain cases. 
for example,. Upper Division Clerk and Lower Divi­
sion- Clrrk, overlapping appear~ to be unavoidable 
becau~e there is a large degree of overlap in the func- -
tions performed by them. 

24. Accordingly, we have continued the existing 
system of overlapping scales. However, we have 
tried to rcduc: the pt:riod of overlap as also have 
generally avoided a scale overalpping beyond the 
next lower scale. Further, we have taken note of 
the criticism that these ~calcs provide little or no 
incentives to employees for getting promoted to higher 
grades. Therefore, ac; stated earlier, we have pro­
vided bigger increments in the higher scale than in 
th~ lower scale which it overlaps, particularly above\· 
the stage at. which emplo}ecs in the lower grade can 
normally expect to be promoted to the higher grade. 

. \ 

Pay fixation on promtttion . : ·. 
. . ' 'l •. 

25. The general rules regarding fixation ·of . pay' 
?n promotion to a higher post are contained 
Jn FR 22-C a~d FR 22. FR 22-C, 'which is ,appli.; 
cable to fixation of pay on promotion up to the Class 
I level provides that the pay of. the employee sh9uld 
first be increased by one increment in the lower &cale' 
and then pay fixed in the higher scale at the next above· 
stage. We consider that FR-22-C, which was intro .. · 
duced .0~ the recommendations of th~ Second Pay 
Commission, needs some relaxation m respect' of 
employees who are promoted after having reached 
the maximum of the bwer. scale as such· employees· 
do not get the full benefit enjoined under .. this rule. 
We recommend that in all cases of pay~ fixation 
u~der FR- 22-C, where an employee is drawing pay l 
at the maximum of the· lower scale he should be 
allowed a notional increment above the maximum··of 
!he lowt.r ~calc (equivalent t.o the ·amount of. the. Ia. st 
mcr~ment m that scale) and the pay be then fixed at 
the next above stage in the higher scale.·'· 1 ;.,. • ; •. ,:•· /" 

: • '. ', • .. l . , .•. ,. ,, ·'.'l' 

26. Cases- of promotions. from one Class. t post: 
to another Class I post .. are .. governed by • FR .• 22. 
under which the pay is fixed at the next above. stage'· 
in the higher post provided the employee is substantive. 
in the lower post; otherwise the pay ·is fixtd cither1 

at the same stage or at the next lower stage with the:. 
difference being treated as personal pay to be absorb~; 
cd in future increments. 0 

• We think that 'he provisions, 
of FR 22 also require to be liberalised. A number of 
Class I officers in the scientific,. enginecring and other' 
technical fields apply for higher, posts ·in. their. own~ 

: departments or in other departments in . response ' 
_to open advertisements of the Union Public 
Service Commission. In many cases, such employees 
may not be substantive in the lower posts with the 
.result that even though . they get . appointed to 
a higher post therf'. i may not be . an immediate · 
benefit in pay. 

27. We accordingly recommend that in all casesii 
of promotions from one Class I post to another .Class , 
I post the pay in the higher scale should. be fixed at 
the stage next above the pay drawn in the lower seal.: 1 .·. 
irrf'spective of whether the lower post 'Was h~ld in 
a substantive~ officiating or temporary capacity. 

28. At present some of the Class I Services. are: 
treated as 'established services' for the purpose of 
fixation of pay on appointment to the senior scale; 
posts. · The term 'established service' has not been· 
precisely defined but· its working definition seems · 
to be a service where all the senior scale posts are 
filled entirely b)8promotion of the officers in the junior 
scale. The Class I services, which have the integrated 
time scale of Rs. 400-1250 have been deemed to be 
'established services' and there is a monetary benefit 
of Rs. 190 on crossing the efficiency bar at the stage 
of Rs. 510 in this scale._ ·In the Railway SerVices,'. · 
which are also treated as 'established services\ the 
pay of officers promoted to the senior scale posts 
is fixed with reference to the pay in the junior scale 
as laid down in the concordance table so that a mini­
mum benefit of Rs. 150 ·per mensetp 21-ccrues to· an 
officer in the junior scale on his appointment to a 
senior scale post. A similar benefit is also avai~ble 



in the .Telegraph Engineering Service Class I and some · 
of the scientific services like the D\!fence Science 
Service, and the Indian Meteorological Service. The 
concordance tables are contained in Rule 13A of 
Central Civil Services (Revised Pay) Rules, 1960 and 
the corresponding rules in the Railways and Defence 
departments. The \benefit ·of concordance tables is 
available in the thtee All India Services also. 

29. We are unable· to appreciate the reasons for·. 
not extending . this benefit to some other services 
like the Central Engineering Service, Central Electri­
cal (Engineering) Service, the Indian Inspection and 
Supply Service, etc. to which also persons are recruited 
on the basis of· the combined engineering services 
examination.". We accordingly recommend that this 
benefit should· be available in other organised Class I 
services also which have the characteristics of an 'esta­
blished service i.e. where direct recruitment occurs 
only at th.c Junior scale and that too for the purpose of 
preparing the incumbent to assume higher responsi­
bilities after a ·comparatively short period of 5 ·to 6 
years. · The benefit may . continue in the scientific 
and techiiical.services where it exists at present. · We 
would also suggest adoption of the same arrangement 
for fixing the. pay of promotees in services which have. 
a junior and.· senior· scale even though lateral induc­
tion takes place at the senior scale level also. We do 
not find much substance in the possible criticism that 
the ptomotee would have an edge over the direct re­
cruit to the higher scale· so far as the initial pay in 
that grade ~s concerned~ . ' 

. 
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We recommend that concordance tables should 
be suitably devised based on the revised Class I junior 
and Class I senior scales of pay recommended by us 
for the All India and the organised Class I services. 

.. We feel that this significant benefit, if widely pub­
hctsed at the time of inviting applications, is likely to 
enhance the attractiveness of these services. 

' Special Pay* 

30. The Fundamental Rules define . Special Pay 
as follows: 

"SPECIAL PAY means an addition, of the nature 
of pay, to the emoluments of a post or of a Gov­
ernment servant, granted -in consideration of-

(a) the speciaJiy arduous. nature of the duties; 

Or 

(b) a specific addition to the work or responsi­
bility; and includes non-practising allowance 
granted to doctors in lieu of private prac-
tice" . 

The subject of non-practising allowance admissible 
to doctors in lieu of private practice has been dis-
cussed in another chapter. . . 

- 31. According to the data furnished by the Minis­
tries, the number of posts in the Central Government 
carrying special pays.for the different classes of posts 
is contained in the table below:. 

TABLE 

As contained in the Second Pay 
Commission Report** 

As on 1-1-1971 

Total No. 'No. of posts %age of posts Total No No. of posts %age of posts 
of posts. carrying spl. pay carrying spl. pay of posts carrying spl. ray carrying spl. pay 

Class .1 
Oass II . 
Oass III . 
Oass IV . 

10,391 
19,270 

5,53,163 
6,93,318 . 

888 
721 

12,217 
730 

The above data show that there has been a decline 
in the proportion of posts in Class I and Class II to 
which special pays have been attached. For Class 
III the position shows little change, but for Class IV 
the increase is significant. This is mainly due to the 
extensive system of special pays employed in the para­
military forces and in the security forces. 

32. The system of speci~l pay ~s gtnerally acc~pt­
ed as a flexible system of differentiated remun.eratlon 
between grades and is one bf th~ accepted devices for 
avoiding cadre fragmentatiOn. The Second 
Pay Commissiont described special pay as "the most 
satisfactory way of compensating such addition to 
work or responsibilities, or such greater arduousness of 

8.5 34,050 1,611 4.7 
3.7 46,122 1,097 2.'4 ..... 
2.2 15,44,982 32,411 2.1 
0.1 13,37,514 35,234 2.6 

duties as is recognisable enough to merit additional re­
muneration, but not so cvnsiderable, or, in some 
cases, of such a permanent nature as to justify plac­
ing the post in question in a higher grade". Accord­
ing to a studyt of international practice by UN ex-

- perts, special pay lies in the category of those "addi­
tions to pay which are, essentially, recognitions of 
differences of duties in posts which, for reasons of 
convenience and to avoid excessive fragmentatiJn of 
cadres, the state has preferred to place in a single 
group". 

33. Some of the all-India Federations have advo­
cated that the system of special pay should not be 
continued and the posts deserving special pay in 

*Prof. Niharranjan Ray and Prof. A. K. Das Gupta have appended Note of Dissent on this subject. 
**Table in para 4. Chaptei XXXII of the Report (Page 365). 
tPata 7 of Chapte~ XXXII of its Report (page 366). · 
tPara 208, Chapter VI, Part I of the UN Handbook of Civil Service Laws and Practices-1966 (page 87). 



terms of the existing criteria should be placed on 
higher pay scales. Some Federations have, however, 
endorsed the- present system in respect of posts carry­
ing arduous duties or where the conditions of work 
are specially difficult or where factors calling for 
provision of special pay are of a temporary nature. 
The witnesses have generally held the system of spe­
cial pay to be satisfactory, but a few have alleged that 
it leads to discrimination and favouritism and that 
it should be granted only on the fulfilment of pres­
cribed criteria and on a rational basis. Most· of 
the official witnesses felt that the system of special 
pay could not be dispensed with. The heads of those 
departments which require the services of deputa­
tionists in sizable numbers, like the intelligence agen­
cies and the various police and security organisations, · 
were keen to retain the system of special pay in order 
to attract officers of proven ability and integrity from 
other departments and the State Governments. They 
also emphasised that filling key posts by officers on 
deputation had an added advantage in that if the 
officer did not measure up to the requirements of the 
job, his services could be replaced at the disposal of 
his parent Department or State Government. 

34. We are of the view that the device of special 
pay should be used as sparingly as possible. Thus 
our approach generally has been to suggest a higher 
scale of pay for posts which are held on a non-ten­
ure basis and where the special pay has been granted 
at present in lieu of a higher scale for the post itself. 
However, we feel that the device of granting special 
pay cannot be discarded in the case of posts where 
persons have to be attracted for a fixed tenure from 
other cadres and departments. Tfie grant of special 
pay for compensating genuine and discernible, but 
not substantial, differences of duties is to be pre:. 
ferred to the fragmentation of cadres, with attendant 
complication. Once a higher scale of pay as such 
is sanctioned for a post of category of . posts 
in a cadre, and a person is appointed to such 
a post, it may be difficult . to shift him to a 
posts carrying even a slightly lower scale of 
pay, as it may be construced as a reduction in 
rank, attracting the provisions of Article 311 of the 
Constitution. No such disadvantage attaches to 
posts carrying special pay-which leads to enormous 
flexibility. This criterion would apply to posts in 
the Secretariat and at the Headquarters of the de-· 
partments. In the case of posts at 'headquarters' 
held on a tenure ba$iS, the officer brought on depu­
tation has to encounter many problems due to the 
disturbance involved, and some compensation on 
this account has to be provided also if suitable persons 
are to be attracted to these posts. 

35. \Vc are not recommending any change in the 
rates of spccill pay in respect of posts in the Central 
secretariat. As regards posts carrying special pay 
in the headquarters of various departments, we find 
that the exising rates of special pay display marked 
variations. Demands have been made by the service 
associations representing the Central Services, Class I 
that there should be a uniformity in the rate of special 
pay admissible to the officers of these services while 
holding posts in the respective headquarters orga-
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nisat!on~. The total. number of posts carrying special 
pay m all these servtces are about 550 out of a total· 

·cadre strength of more than 5500, reprsenting about 1 

10% of the posts. At present the post. of Assistant 
Comptroller aod Auditor General ·and other posts 
at this leve I in the. office of the Comptroller and Auditor 
General, and those of Joint and Deputy Directors 
in the Railway Board carry a special pay of Rs. 200/;;. 
per mensem. The posts of Assistant Diret'tor .. Gene­
ral in the Posts and Telegraphs Board and Assistant 

'Controller General of Defence Accounts in the office 
of the Controller General of Defence Accounts carry 
a special pay of Rs. 100/- and Rs. 75/- per mensem 
respectively. On the other hand, the ·officers in the 
Central Board of Direct Taxes and the Central Board 
of Customs and Excise are given the same amount of 
special pay as is admissible in the· posts of Under 
Secretary/Deputy Secretary in the Central Secretaria.t 
The posts in the headquarters organisations 1of the 
Central Information Service and the ·Military Lands 
and Cantonments Service do not carry any·. special 
pay. We are' of the view that the nature of work -in' 
the headquarten organisations . of these service.s· is 
broadly comparable to. that performed· at the ·levels 
of Under Secretary and 'Deputy Secretary in the Cen"' 
tral Secretariat. We accordingly recommend·· that 
the posts in the htadquarters organisatiom held by 
the senior scale officers in these services should carry a 
special pay of Rs. · 200 per mensem and· those held 
by the officf rs in the junior administrative· and inter.:..· 
mediate administrative grades should ·carry a special 
pay of Rs. 300/- per mensem. . · - · · • 1 

• ·: '. .: .~ ,.,! 
' . ~ .... ·r : -, ./ ... , . , 

, :' ' -~ ·,." 

. ' .. ': \ 

36. Some of the field pests held by the members 
of these services in the respective cadres also carry, 
a special pay. While some of these posts are in the 
offices of Heads of. Departments, a few others are 
those of Deputy Contr:>llers (border/remote ·areas) 
in the · Defence · Accounts Department, Authorised 
Representatives on Income Tax Triblinals, etc. There is 
no uoiformity in regard to the quantum of special pay 
in respect of these posts also. While the posts held by 
time-scale officers in the Audit and Accounts Service 
carry special pays ranging between . Rs. 75/- to Rs. 
150/- per mensem, those in .the Defence Accounts 
Service, Income Tax and Customs and Excise Ser­
vices carry a special pay of Rs. · 75/-. per rnensem; 
in the Postal Service it is Rs. 75/- to Rs. 100/- per 
mensem, and in the Central Information Service it 
is Rs. 100/- per mensem. At the junior administrative 
grade level also, while the posts in the Indian Audit 
and Accounts Service, Railway Traffic and Postal 
Servict>s carry a special pay of Rs. 200/- per rnensem, 
those in the Income Tax and Customs and Central 
Excise services have special pays of Rs. 150/- per men­
sem. In our view, it ~hould be possible to rationalise 
the pre~ent rates of special pay both in regard to the 
level at which special pay should be admissible 
as also the quantum of special pay at each of these 
levels. We accordingly recommend that the. field 
posts to which special pay is attached should·~ 
if held by a senior scale officer, in these services carry 
a uniform special pay of Rs. I 00/- per mensem and 
those held by the Junior ~dministrative. and inter­
mediate administrative grade officers should carry 
a special pay of Rs, 200/- per mensem. · 



,...----·- --· ... --

. 37. In t~e Technical and Scientific departments 
also, the grant of special pay for posts at headquarters 
should be adjudged on the basis of the same cri­
teria as applicable to posts in the headquarters of 
non-technical departments and special pay granted 
where it is justified on merits. By and large, the rates 
of spedal pay .attached to the posts at comparable 

. leve.Js should be uniform in different departments. 
• 

. 38·. We. have_ alfo aUowed the system of special 
pay to be continued in the intelligence agencies and/ 
police and security organisations in view of thr special 
requirements of these organisations, but the existing 
rates have been rationalised to a large extent to re­
duce disparities. In some ~ases, we have recommend­
ed that special pays be attached to· ·cetain categories 
of police posts in ~rder to ensure uniformity of pay 
scales between the various police organisatioos. How­
ever, where any. special pay or special .allowance 
was found to. be. generally admissible to a certain· 
category .. of personnel, -e.g. armed efficiency pay in 
the armed police·and special,allowance in_the Central 
Industrial. Security Force,. we have recommendtd 
abolition of this additio!l to pay and have taken it 
into_account in suggesting the revi~ed scales_of pay 
-themselves._ . ·: · · ·. · · · 

: . 39.· Fo~ Class' III and Class IV posts generalJy, 
our attempt has been. to reduce the provision of spe­
cial . pay as far as po~sible consistent with our general 
approach although in certvin. cases like Cashiers, 
Key~Punch.Operators, etc_, the existing arrangements 
which are more advantageous have· been continued 
Special pays have also been continued in a number of 
Class N posts where unskilled workers are_employed 
on certain difficult or unpleasant duties or on·specially · 
hazardoqs jobs!. _. t · · 

· :t;>epu.tation (Duty) Allowance 

. , .. 40. This allowance is defined in the Civil Service 
Regulations as follows:-

.·• ~'23.A .. ·Deputation (duty) allowance is an allow-· 
. ance given, in addition to pay or salary, to an. 
·officer deputed· on special temporary duty when 
. such duty involves a decided increase of work or 
· responsibility in comparison with . the duties of 
his regular appointment". 

Although not defined ali pay, this allowance is akin 
to -special pay being an addition to pay for compen­
sating an increase in work or responsibilities.· Spe-

-· cial pay is generally attached to a category of posts 
and carries _fixed rates, ·while deputation allowance 
is admissible to persons occupying posts under cer­
tain prescribed conditions on an ex-cadre basis and 
the amount of deputation allowance is generally 
determined ~s a prescribed percentage of the grade 
pay of the deputationist. 

41. The All-India Federations have favoured the 
system of deputation allowanc~ although they have 
suggested different sets of conditions ~or governing 
its admissibility. The analysis of the replies to our 
questionaire also shows t~at .the ~ve.rwhelming ma­
jority of unions and -servtce associatiOns have favo­
ured grant · of deputation allowance although they 
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have indicated that it should- be granted only where 
an employee is deputed to work outside his regular 
line of work and some have even specified that it 
should be granted only when an employee is deputed 
to a post carrying higher responsibilities. Many 
respondents have said that the system of deputation 
allowance is a satisfactory method -for attracting ex-
perience staff for new projects. . . 

42. We feel that the- system of granting deputa­
.tion (duty) allowance is necessary where personnel 
have to be attracted to hold posts for a relatively 
short duration or for undertaking duties which are 
not similar to those entrusted to them in their regular 
line of work. It is all the more necessary where new 
projt'cts have to be set up without delay or where 
certain temporary bodies, like commissions of en-

. quiry, have to be staffed expeditiously. In certain 
other cases like the inte11igence agencies and the police 
and security organisations, whert a turnover of per­
SOIJ.nel is in the public inter~st, the system of depu-

. tatiOn allowance has always been considered essen­
tial. 

43. We h'ave examined the existing provisions 
-pertaining to the grant of deputation (duty) allow­
ance and find that these were revised as recently as 
January, 1970 after a c.omprehensive review. We 
do not consider it necessary to suggest any change 
in the existing provisions. We would only add that 
the extent of application of the system of deputation 
~llowanc~ should be l~mited t.o essential cases only 
hke service along the mternatiOnal border or in tro--­
ubled areas, service in new projects and temporary 
bodies like commissions of enquiry and in institu­
tions requiring a ttun-over of personnel Qr cases of 
deputation to security assignments and police 
organisations ... We also recommend that the cadre­
controlling authorities should strictly follow the prin­
ciples laid down for processing cases of deputation in 
order to avoid descontent among the staff. They 
should also keep a check on the number of persons 
from their departments serving outside on deputa­
tion at any point· of time so that the needs of the de­
partment do not suffer. 

PROMOTION POLICIES AND SELECTION 
GRADES 

Promotion Policies 

44. The prospects of promotion contribute con­
siderably towards the attractiveness of service under 
the Government. Most of the employees' unions 
and service associations have complained that the 
existing channels and prospects of promotion are 
too restrictive and have demanded that the grade 
structure in the various cadres, and complements in 
each grade, should be such as to enable an employee 
to earn at least two promotions in his career. They 
have generally complained of stagnation, though 
opinion has differed on what constitutes stagnation. 
To some, staying for one or two years at the maxi­
mum of the scale constituted stagnation, while for 
others, the term signified the absence of promotion 
after a specified number of years of service in a grade 
even though the maximum of the grade had· not 
been reached. 



45. we· have attempted a very broad assessment 
of the chances of promotion available to the various 
cadres of Class 1 V and Class III employees and 
find that the position in this regard is as follows :-

(i) Of the 12.5 lakhs of employees in Class IV 
approximately 4.5 lakhs are employed in factories 
and workshops. Of the latter 2.15 lakhs are in the 
Railways and 2.16 lakhs in the Ordnance Factorie_s 
and other Defence Workshops. In the Railways 
there are roughly 1.45 lakhs posts of skilled workers 
and about 35,500 posts of skilled supervisors or 
highly skilled workers. Half of the posts of skilled 
workers are filled by promotion, and the other half, 
by direct recruitment; the highly skilled and super­
visory posts are generally filled by promotion. Thus 
the prospects of a Class IV official in the Railway 
Workshops attaining the Class III grade can be 
con~idered to be satisfactory, as roughly one pro­
motion post in the Class III is available for two 
unskilled and semi-skilled workers. In the Defence 
Workshops, however, only about 64,000 skilled 
and highly skilled jobs are available for the pro­
motion of about 2.16 lakhs unskilled and semi­
skilled workers and, therefore, the prospects here 
are not so good as in the Railway Workshops. 

(ii) The . prospects of promotion of Class IV 
officials outside the workshops differ widely from 
department to department, and are generally not as 
good as in the workshops. In the Posts and Tele­
graphs, for about 79,000 posts of postmen and Class 
1 V oflicials about 35,000 Class III posts in the scale 
of Rs. 110-240 are available for promotion. The 
prospects may, • therefore, be considered as satis­
factory. In the Railways, however, for about 5.4 
Jakhs of Class IV staff outside the workshops the 
number of Class III posts· of clerks, engine drivers 
etc. available for promotion would be about 40,000 
and the prospects, therefore, are relatively less satis­
factory. In other departments, including the Secre­
tariat, only 10% of the clerical posts are reserved 
for the promotion of Class IV ·officials who are matri­
culates. On a rough estimation there are 11,300 
posts in Class Ill available for the promotion of 
about 1.8 lakhs Class IV officials. The promotion 
prospects are, therefore, relatively poor. · 

(iii) The promotion prospects of the lower di­
vh;ion clerks in the Central Secretariat are ~ood. , 
For about 14,000 posts of lower division clerks there 
.are 6,880 posts of upper division clerks; the latter 
are all filled by promotion. Further, in the higher 
grade of Assistant (Rs .. 210-530), in which there are 
about 8,000 posts, half the posts are reserved for 
promotion of upper division clerks. 

(iv) In the Railways, the number of posts· in 
most cadres is distributed in different grades on a 
percentage basis e.g., the five grades of commercial 
clerks are distributed as follows :-

Rs. 110-200 
Rs. 150-240 
Rs. 205-280 
Rs. 250-380 
Rs. 335-425 

2 l\1 of Finj73-6 ' 

1 

55% 
35% 
8% 

. J 2% 

81 

!Jlere is direct recruitment to 25% of the vacancies 
m the grad_e of Rs. 250-380, and other posts are filled · 
by promotion.. Thus less t~a.n. 2% of the posts are 
avadable _above the upper diVISion clerk level:· :, : ' · 

· _(v) In offices outside the Secretariat. ~nd the: 
Railways there are roughly one lakh lower division: 
clerks. .T_h?ugh there are about 80,000 · posts . ,of.' 
uppe~ diVISIO_D clerks, there is a good deal of direct · 

. recruitment m some offices at the upper division 
clerk level e.g., 80% of the posts of upper' division 
clerks under the Comptroller and Auditor General 
and the Controller General of Defence Accounts,~' 
and 50% of the posts of upper division clerks in1 the 
Income Tax Department are filled by direct recruit: 
~e~~- Thus, approxi~ately· 43,000 posts· of upper: 
divtston clerks are available for promotion of lower 
~iv!sion . clerks. · F;urther avenues of. promotion 'in· 
the Audit & Accounts Department ·and the Defence. 
Accounts Department become available after passing, 
the · Subordinate Accounts Service Examination, · 

. and the su~ssful candidates can aspire to. become· 
first, Subordmate Accounts Service Accountants and · 
later, Accounts Officers. The number of· 'posts· 
of Subordinate Accounts Service Accountants avail- • 
able is about 11,000. In other organisations. pro-: 
motion is by selection to the posts of Head Clerks 
(Rs. 210-380 or Rs. 210-425 generally).· The number 
of such posts is relatively small. The prospects''in · 
the Posts & Telegraphs Department can· be illustrated'~ 
with reference to the postal wing. For about 70,000 · · 
postal clerks (of whom half are directly recruited);; 
there are 5,600 posts in the · Lower· Selection Grade ' , 
(Rs~ 210-350) and 600 posts in the Higher Selection~· 
Grade (Rs. 335-425). In· addition, ·-1833 posts-· of1• 

Inspectors of post offices (Rs. 210-380) are filled .on,· . 
the basis of a limited competitive examination. .The. ' 
prospects, of lower division .clerks and comparable • ..... 
categories outside the Secretariat cannot7 . therefore/:· •. I 

be considered a satisfadory. • .. · .· ~· ., ,; ~ ... ··: .-. ·,; . ~ 

(vi). In the technical categories 'there. are about l 
18,500 posts· in the grade of Rs.· 180-380 (Junior' 
Engineers or their equivalent) and about . ·- 5,100 1 

posts in the next higher grade of Rs. 335-485 (sele· 
ction grade or a higher functional grade) (In the 
Railways 25% of the posts .' on Rs.; 335-485 · · or: 
Rs.335-425 in some engineering branches are. filled by:· 
di~t recruitment of engineering graduates). In a· 
few cases a still higher grade of Rs. 450-575 is also · 
available but the numbers are .limited. In the ~cienti- · 
fie Assistant category generally all posts ~n the grade : 
of Rs. 150-300 are filled by direct recrUitment. To 
the two most common higher grades of Rs. 210-425 
and Rs. 325-575. in most organisations, there is a 
varying percentage of direct recruitment. In .. the : 
technical and scientific categories , there are further: 
chances available for promotion to Class II posts. .. , . .. ~ ' ,, 

(vii) In the gazetted ranks there are about 28,800 
officers in Class II and about 34,100 in Class I ... 
There is by and large .very little direct recruitme~t 
to the Class II. In the Class I, however 7 there IS 
generally direct recruitment, on the average, to two-. 
thirds of the posts of Junior Class I Grade. , Thus 
less than· about 40,000 of these gazetted posts are 
available for· promotion. There are about 14 lakhs 
of Class III and Class II (non-gazetted) employees 
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and, therefore, thq average · availability of gazetted 
promotion posts for them works out to about 3 %­
There is, however, wide disparity· inter-se· among 
the departments in this matter. · Except in the 
Secretariat, and in a few engineering cadres where -
the. proportion can be considered to be satisfactor~, 
the · position in ·other organisations and cadres 1s 
gene~ally ~nsatis(,ctory. 

officials; this will serve the dual prupose of im­
proving their promotion prospects as also of prevent­
ing the under-utilisation of lower division clerks. 
· (iv) Cases .of direct recruitment which are now 
occurring at certain intermediate levels in Class III 
in .some departme~ts should be reviewed to see 
whether their continuance· is justified. In any case 
the _serving employees who possess the requisite 
qualifications should also be made eligible to compete 

. 46. The demand of the employees' unions and by relaxing the age limits, if necessary. -
associations: for providing a structure which would . 48. While on this question we wish to refer to 
ensure _at least two promotions in a career has to .be a related matter. With- Class I and Class II posts 
viewed in the light of the proportion of posts which accounting for only about 1.15% and 1. 55% of the 
now exists in the different grades. For the genera- total, and with direct recruitment taking place to 
lity of Class III employees the possibility of getting the majority of Cla~s I posts from among candid.a!es 
promoted to the gazetted seJ;Vice ·is nominal in view in their early twenties, generally through competitive 
of the limited number_ of posts.~n the gazetted ranks, examinations, there· can be no spectacular quanti-
available for , the promotion , o( these categori~s. tative increase in the prospects of the Class III and 
It is, therefore,_ the prospect: of promotion within Class II employees. It is likely tha~ some well-
the Class III itself which is of significance to them, merited. candidates may miss the opportunity to 
and, of these prospects only a very rough estimate - join the Class I Services through direct recruitment, 
is possible. _. It is, h9wever, clear. that in general, and, as a result, conceivably enter either the Class II 
the present structure is such that it can usefully or even the Class III services. Promotions to the 
permit on~ promotion,'and inmany cases a second higher classes are slow for various reasons. We 
promotion also,_ but towards the end of OJ;te's career. feel that it would be advantageous to establish a 

: · ' · ' ·. · ,._ · -· · system for enabling the brighter· employees in the 
· 47.· The promotion prospects "of .the_ Class IV . Class II and Class III to get. into the .next higher 

, cadres suffer from ~ . restriction of -another . kind, class quicker than the normal processes of promotion 
namely, the requirement of _the matriculation quali... would permit. Such_ a system would entail intro-

- :fication except ,where. certain other. skills are deemed ducing a larger number of limited competitive exa-
sufficient for .work Jn Class III .. We are of the minations for promotion from· Class III to Class II 
opinion that the existing promotion prospects of the and from Class II to Class I. To accommodate 
Class IV .as well as the Class III ·cadres need further . · the system of accelerated pro~otions, it mig~t. in 
imp!ovement and .accordii?-gly;recommend as follows:: certain cases be necessary to mcrease the extstmg 

·. '"(i) ·Study leave: rules may be extended to · Class· IV promotion q~ota. · These matters were co~si~ered 
staff (and in certain cases Class III staff) to enable in some detatl by the· Second Pay Comtrusston,* 
them·· to improve· theiF ' educational · or · technica~ and more recently, by the Administrative Reforms 
qualifications:··~Serving employees •- may · _ be en-. • Commission.** Both of them suggested concrete 
couraged by sponsoring their names and if necessary, measures and we do not wish to go over the same 
l:>Y subsidising _.the -fees to prosecute the requisite ground again. , 
training courses after office hours_, either. by entering 49. It would perhaps only be appropriate that 
the Industrial Training· Institutes or by joining any at this stage we should clarify a few points to permit 
other duly ·recognised institutes. - Those who are the Government to assess the background_ against 
willing to· undergo approved courses of training may which we have made the foregoing recommendations 
be given suitable bursaries. In ~all these cases, how- for improving promoti~~ prospects generally .. \Y_e 
ever, the extension of the concession should be sub- are convinced that addtttonal posts should be JUStt-
ject to suitability as judged . by the department and fied on the basis of needs and requirements, and 
should not be el~ime~ as a matter of right. - should not be created as an easy way of improving 

( 1•1·)·- Em· ploy· ees who . ad_ d t~ their 'qualifications promotion prospe~ts, ~nd of relieving stagnatio.n. 
It is not also our mtent10n that standards of recrmt-. 

in this -manner may be allowed to complete with ment should be diluted merely to open up promotion 
relaxed age limits, along with the outsiders, for avenues. In our view, no impairment in the effi-
higher posts. It may also be desirable for the benefit ciency of the public services should be countenanced. 
of such candidates to include in the selection· tests, Persons from the lower levels should be promoted 
certain papers or tests relevant to the duties of the only if they are found fit for discharging the duties 
posts consider.ed, in ~ieu of certain marginally re- of. the higher posts efficiently. While we would 
levant academtc papers or tests. readily agree to relaxation in age for serving employees 

(iii) there is a sizeable amount of routine clerical to compete with outsiders in open recruitment, 
work which in certain departments is assigned to posts we would not favour relaxations either in educational 
of Record Keepers, etc. in th~ gr~~e of Rs. 105-135. _ or technical qualifications, or, in the standards of 
Efforts should be made to tdenttfy such· work and the trade tests. In advocating the system of limited 
create similar posts- in other departments also. ·These competitive examinatio?s we have in mind _the !1-eed 
posts may be set apart for the promotion· of Class IV to improve the promotion prospects of the_ relatively 

----------------------------------------*Page 507 Para 19 of Chapter XLV of their Repott . 
.. Page 40 Paras 17 &' 18 of Chapter V of Report on Personnel Administration. 



younger sections of the employees, as we feel that 
t~ey would be more adaptable to the needs of the 
h1gher posts, and would have greater potential for 
self-improvement than their older colleagues. , 

l.ateral Entry 

SO. As regards promotion from Class II to Class I 
and promotion within Class I, we have made certain 
o~servations in the relevant chapters. Here we 
\lr'lsh to refer to another issue namely, lateral induction 
of outsiders, which may ,have a bearing on promotion 
prospects and aiJied matters. It has been suggested 
that persons outside the Government who have 
gained experience in various avocations or , who 
possess specialised qulifications relevant to the· tasks­
m hand should be inducted into the middle manage- , 
ment lt:vels of the civil service. \Ve see merit in lf\is 
suggestiOn on the ground that the lateral induction 
of fresh entrants could improve efficiency, since 
persons with a more varied experience and back­
ground would become available. Accordingly, we 
recommend as follows :-

(i) In all the Class I Services (including the Indian 
Administrative Service but excluding the Indian Po­
lice Service and the Indian Forest Service), 10 to 
25% of the vacancies• arising each year in the Junior· 
Administrative Grade or its equivalent Grade, should 
be filled by direct recruitment. · 

(ii) The actual percentage of vacancies to be 
filled in each Service in this manner should be decided 
upon after a review of the cadre composition and 
the requirements of each Service. . · > 

(iii) Suitable age limits for competing at the 
selection should be laid down in respect of the out­
side candidates. Similarly, appropriate qualification 
requirements and duration of experience should also 
be stipulated. The experience referred to should 
be in positions comparable to posts under the Govern­
ment just below the Junior Administrative Grade or 
its equivalent. 

(iv) In order that serving officers who may be 
suitable for such special selection are also considered, 
they should be allowed to compete with the out­
siders for the vacancies set apart for being filled by 
direct recruitment. The number of serving officers 
\\ ho should be permitted to offer themselves for 
selection should be roughly the same as the number 
included in the zone of selection for normal pro­
motion through the Departmental Promotion Com­
mittees, namely, not more than five to six times the 
anticipated number of vacancies. In the present 
context, our intention is that the number of officers 
\\ho should be permitted to compete with outsiders 
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• 

should. n_ot exceed five. to s~x times the total number 
of antictpat~d vacanc!es, mcluding the quota set 
apart for dtrect recruitment. · · · , · ·. 

' ' "' ' - ~ '1 , 

(v) These recommendations do not ·refer to 
Services in respect of which separate recommendations. 
have been made in the relevant chapters. . . ' . , 

Selection Grades 

51. OutSide the Rail~ays, the · sel~tion'· 'grades 
are quite common in the Class IV and Qass. III . 
categories. There are no selection · grades . in , the 
Oass II, but these have been provided in two of the 
all-India Services, and, in a couple· of cases, in the 
Central Class I Services. . The First Pay Commission 
suggested selection grades only in a few cases. The 
Second Pay Commission, however, .. · recommended 
the provision of selection grades in cadres where 
pr?motion qutlets. were either very limited. or . non­
eXJstent. These recommendations were accepted by 
Government, · and since then, selection grades have 
been provided by the Government in a number of 
other cases also, the latest instance being the selection 
grades approved for trained matriculate,; trained 
graduate and post-graduate teachers. of the Union 
Territories' Administrations. · · · ! .... ·· · .. 

. i ' l" '1 • ' ' J, ~' ~ ' .. 

·. 52. As gen~rally understood: the ·sel~tio~ grades 
are not functionally different from the main grades 
and there is no change in the level of duties of the 
incumbents.. The ·views expressed before us have 
generally been in favour of the 'Continuance of select­
lion grades, although some of our witnesses and res­
pondents have, either supported their. abolition, or 
their replacement by a proper and definite promotion 
policy. The selection grade has been criticised · o:n • 
the following, groun~s :- · ·' ' 

(i) it results in payment of r~~nerati~n at a 
rate hig~er than the prescribed .scale for the 
same J"ob· · · · ·· · · ···: · ··• . · '· · 

' ' _• ' 'I ' 'fl 

(ii) unless applied on the basis · of· ~ uniform 
criterion it ·results in disparities and gives 
rise to discontent; and , ' '· ' ~ ... . . 

(iii) in cases where appomtment to the selection 
grade becomes only.. a short stop-over 
before promotion to a higher post within a 
relatively short period it confers on the 
employees unintended benefits specially with 
regard to fixation of pay in the higher post 
and adds unnecessarily to the administrative 
work. 

53. We agree that the system of selection grades 
is not free from defects. However, these have come 

·to be accepted as a part of the pay structure for 
; 

•Member-Secretary is of the view that since the Commission has left it to the Government to decide the actual percentage of 
vacancies to be filled by dii ect recruitment in each Service after a review of the cadre compdsition and the requirements, it is both 
unnecessary and undesirable to restrict the Government"s discretion by laying down a range of 10 to 25%. According 
to him, it should be open to the Government to decide in each case whether any direct recruitment at this level was at all 
ncc!ssary, and if so, what the percentage should be. In cettain Services, e.g., Railways, Postal and Telegraph Engineaing. no 
comparable facilities exist outside the Government in which candidates could acquire the requisite experience to fit them for 
the.;e middl~ mlnagement posts. In other cadres, direct recruitment may be contra-indicated owing to their size, extent 
of stagnation etc. Since conditions differ markedly from one service to another, in his opinion, the prescription of such ad hoc 
p~rccntag.cs unsubstantiated by detailed examination would not be proper. 



84 

over a decade and we feel that these are serving a useful · 
purpose by moderating the disparities which might 
exist in the promotion prospects available to com· 
parable cadres in different departments. As far 
as the selection grades in. the all-India services and 
the· Central Class I ' Service~ are concerned our 
recommendations are contained in the relevant 
chapters. With reg~rd to the selection grades -in the • 
Class IV and Class III cadres we have felt it necessary ' 
to Jay down certain uniform criteria regarding the 
conditions · under which they should be provided. · 

·.We recommend that · :- · 

(i) ·Generally, selection grades should be . pro· 
vided for the posts which are filled by direct 

· recruitment where =the number of higher 
posts to. which employees in a particular 

· · cadrercan seek promotion is less than half 
. the strength of that cad_re. · 

(ii) The number. of selection grade posts should 
. not be less than 10% but should not exceed 

20% of the posts for which they serve as 
. the selection grade. For the purpose of 
calculating the number of selection grade 
posts, all the posts which have been in ·exis· 
tence for three years should be 1taken into 

· account whether the posts are· permanent 
or temporary. The percentage of selection 
grade posts should be in inverse proportion 
to the ·percentage of higher promotion posts 
available. · 

·.(iii) The s~lectio~ grade should not .. be granted 
. . to . an employee until the incumbent has -­

. covered· three-fourths .of the span· of the 
main scale. ~. · 

·: . (iv) The· grant of the selection grade should not . 
· · · be ·on the basis of ·seniority alone but should 

primarily be on the basis of effiCiency and 
merit. . · 

(v) Suitable· amendin.ents should be made to :the 
rules for pay fixation so that a fortuitous 
benefit does not accrue on· promotion initially 

· to the selection grade and thereafter, relatively 
quickly 'to the next higher- post. 

(vi) The number of selection grade posts as 
also the need for their continuance in a 
particular cadre, should be reviewed every 
three years, and the .selection grade posts 
varied or discontinued, .as the case may 
be. 

Recommendations on pay scales 

54. We have indicated in Chapter 6 that the 
minimum remuneration -recommended by us is re· 
Ia ted to_ the 12-monthly average of 200 for the period 
ending 31st October, 1972, of the All India Working 
Class Consumer Price Index (1960= 100). The pay 
structure constructed by us, taking R s. 185 as the 

_minimum . remuneration, is also related to the same 
:' base period. 

' 55. Keeping in view the various principles dis-
..C,Essed in this chapter for devising the pay structure, 
an<t having regard to the duties, _responsibilities, 
qmilifications and other relevant factors, we re· 
commend eighty scales of pay for the various categories 
of posts under the Central Government. The 
details of the proposed scales of pay along with the 
incremental steps and the efficiency bars are given 
in the appendix to this chapter. 

56. While recommending scales for the indivi­
dual posts or group of posts in various chapters we 
have indicated only the minimum and the maximum 
of the proposed scales. 

..... 
57. All the statistical data used in the Report 

. showing_ the distribution of posts in varjous Classes 
pertain to lst January, 1971 unless otherwise speci­
fied. 

58. Further, the posts belonging to any pt the 
organised Services or falling under common cate­
gories have been discussed in the chapter dealing with 
the .service or the common category concerned. In 
the chapters dealing with Ministries and Departments, 
we have generaiiy dealt with only such posts as are 

peculiar to that Ministry or Department. 



APPENDIX 

PROPOSED SCALES OF PAY (REFERRED TO IN· PARAGRAPH S5) 1
· >,'_. 

Rs. Rs. .. 
41. 650-30-740-35-880-E~96Q 
42. 650-30-740-35-880-EB-40-1040 · .. . --

- ' ' : ' !, * ' I'·~ ' 

43. 650-30-740-35-810-EB-35-880-40,..1000-EB-40 . 
1200. . ,. ' ·.; .. -~- .. :: ... : 

1. 160-2-170 
2. 185-2-193-3-205-EB-3-220 
3. 190-3-208-4-220-EB-4-232 

'·I 

4. 190-3-208-4-220-EB-4-240 44. 700-30-760-35-900 '. . . l : 

5. 200-3-212-4-240-EB-5-260 - 45. 700-40-900-EB-40-1100:..,50-1300 I : . ,·; L 

46. 700-40~900-EB-40-U00-50-JZSO-EB~S0-1600". : 
47 . 740-35-880 '. ' .· . .. ' : ·~ •' ·.··.:· ~. l ··, .... , •• ~.: '·.,,. ' 

• • •· , I \.1: .~- It t <, • , 

48. 775-35-880-40-1000 : \ . ') .. ' < • : :.>~ ' 
49. 775-3S-880-40-100Q-E~i4~1200 ;: . -~~· ..... r:;~ 0 
50. 840-40-1040 '. . .. . . . .• . ' ·. .. ' '· ,, ' 

6. 200-3-212-EB-4-240-EB-5-280 
7. 225-5-260-6-290-EB-6-308 
8. 225-5-260-6-326-EB-8-350 
9. 260-6-326-EB-8-350 

10. 260--6-290-EB-6-326-S..::366-EB-8-390-10-400 
11. 260-8-300-EB-8-340-10-380-EB-10-430. 51. 840-40-1000-EB-40-1200 .... : . 

52. 900-4Q:-1100-EB-50-1400 -~ .. ··' ·. ..,~ . _
1,:-',':·i; 

53. 1050-50-1600 ' • . . ... . . ; J ·; ' ; : ; 

12. 260-8-300-EB-8-340-10-360-12-42<>-EB-12-480 
13. 290-6-326-EB-8-350 
14. 290-6-326-8-350-EB-8-390-10-400 54. 1050-5Q:-1500~EB-60-1800 .. · .· ·' . . ·: . . 

55. 1100-50-1500 ., . ' . 
,•." .... ') ';' 

56. 1100-50-1600 · 1 . · . ·:.. . :·. · . r; r 
57. 1100-50-1500-60-1800. ; · I • ,{

1 d. 

15. 290-8.330-EB-8-370-10-400-EB-10-480 
16. 290-10-350-EB-12-410-EB-15-SOO 
17. 290-8-330-10-380-EB-12-500-EB-15-560 

. . , .. , : ~' . '~ 

58. 1200-50-1600 1 •• _,,. ', :·:; • ., ':·-.:·~. 
59. 1200-50-1700 ..... 
60. 1200-50-:1500-:-60.::..1800 . ' .. . " 'i ' ' .• j ; ;. 

61. 1200-50-1300-60-1600-EB-60-1900-100...2000' .~ 

18. 320-6-326-8-390-10-400 
19. 330-8-370-10-400-EB-10-480 
20. 3~0-1 0-380-EB-12-500-EB-15-:560 
21. 380-12-500-15-530 
22. 380-12-500-EB-15-560 . . 62. 1300-50-1700 . ; . . < •••• • \ ••• 

23. 380-12-·UO-EB-15-560-EB-20-640 63. 1500-60-1800 ' . •:; ' . ' 
-·,,. 

24. 425-15-530-EB-15-560-20-600 64. 1500-60-1800-1~2000 
25. 425-15-560-EB-20-640 65. 1650-75-1800 ' '. ". ~. 

~ J. ' ·- • 

66. 1800-100-2000, ~: '\.; .. 
67. 1800-100-2000-125/2..:.2250 .. 

26. 425-15-500-EB-15-560-20-700 
27. 425-15-500-EB-15-560-20-640-EB-20-700:..25-750 
28. 425-15-500-EB-15-560-20-700-EB-25-800 68. 1850 Fixed · · . ' · · 

69. 2000-125/2-2~0. .·: ·. -: . 
70. 2000-125/2-2500 ~ . ' . 

29. 4~0-15-515-EB-15-560-20-700-EB-25-7 50 
30. 455-15-560-EB-20-700 
31. 470-15-560-20-580 71. 2250-125/2-2500. I •. 

72~ 2250-125/2-2500-EB-125/2.:..2750 .. . . •. ;,'. · .. 
73. 2500 F1xed · · • ·· , · 

32. 4 7~ 15-53()-EB-20-650-EB-25-7 50 
33. 500-20-700-EB-25-900 
34. 530-15-560-20-620 ' 74. 2500-125/2-2750 . . ' . . . •· 
35. 550-20-650-25-700 75. 2500-125/2-3000 ' . ; 
36. 550-20-650-25-750 76. 2750 Fixed 
37. 550-20-650-25-800 77. 3000 Fixed 

! . 

38. 550-25-750-EB-30-900 - 78. 3()()9-100-3500 
39. 600-25-750 79. 3250 Fixed 
40. 650-30-710 - 80. 3500 Fixed 
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CHAPTER.9 

HEA_DQPARTERS, ORGANISATION OF TilE GOVERNl\IENT OF INDIA 

1. :General . ~ . 

The Sec~etariat~~f th~ Ministrie~ a~d Departments 
of the Government. of India together constitute the 
headquarters organisation. The Allocation of Business 

· Rules framed under the Constitution determine the 
type of work to be transacted in each Ministry· and 
Department. We have already_ referred to the signi­
ficant growth of the machinery of the Central Govern­
ment consequent to the expansion. of the activities of 
Government in. various fields and to ·this ·trend, the 
headquarters organisation . is . no · exception: . The 
number of Secretariat Departments today. is 51 as 
compared to25 in 1957 and ·only 18 in 1947 .. · · 

\ >' • " ' - •• 
l 

2. In the administrative hierarchy of the . Central 
Governpte:t?-t, the Secretariat. occupies a ke.y position. 
The mam role of the Secretariat is to help the Govern­
ment in the !asks of policy-formulation, to prepare 
programmes m order to translate these policies into 

. coordinated action, and to ensure effective execution 
of. Government's policies through periodic review~ 
The Secretariat also helps the, Minister to discharge 
his ~ccountability to ~arliament including the- various 

1 Parliamentary Comnnttees .. The Secretariat should 
ha~e within it groups of persons. of sufficiently high 
calibre who ~an take an overall view of developments 
as they are bkel¥to emerge, ·and to anticipate. in time 
the further · action that will be . demanded of the 
Government. These persons/. should . have enough . 
experience of field conditions to devise courses of 
action that are both effective and practicable, having· . 
regard to the resources that .. the Government can 
command. Further, they should be keenly- aware -of 
'!~at is politically feasible at that particular point of 

. time, so that the politi~al.executive is not embarrassed. 
The detailed execution of ·.Government's policies, 
specially in the field, is left to agencies outside the · 
Srcretariat which may be Attached. or Subordinate 
Offices of the Ministries or quasi-Government insti-

. tutions or autonomous public sector undertakings but 
• is always subject to supervision by the Secretariat. 

3. The special position 'of the Secretariat in the 
hierarchical set-up of a Ministry is matched by the 
methods of work and staffing policies conducive to 
the maintenance pf this special position. Below the 
Minister, Secretary is the . administrative head 'of the 
Ministry. The Administrative Reforms Commission* 
described the Secretary as ~'the principal adviser·of the · 
Minister on policy' matters and his chief age"nt for 

-ensuring the implementation of policies and program: 
mes." In the scheme of reforms suggested by it, the 

ARC** visuali~ed the Secretary's role "primarily as 
one of coordmator, policy guide, reviewer and 
evaluator". In t~e larger Ministries, where the volume 
of work so requires, a recognisable area of work is 

· entrusted to a separate Department under the charge 
of a Sec~etary or Additional Secretary. The standard 
pattern Is that the_ business allocated to a Ministry 
or Department is divided into wings under the charge · 
of a _Joint Secretary. 

4. Belo'! th~ level of Joint Secretary, the tiers of 
the Secretanat hierarchy comprise the levels of Deputy 
Secretary, Under Secretary and Section Officer· their 
re~~tive charges being generally referred to ~.s the· 
_DIVISion, Branch and Section. Although variations 
abound, a Joint Secretary generally has two or three 

. Deputy Sectetaries working under him, a Deputy 
Secretary looks after· the work of two Under Secre­
tari~s and i.he Under Secretary normally has two 

· Sections to supervise. Currently, the tendency is, 
however, to have both Deputy Secretaries and'Under 
Secretaries reporting to a Joint Secretary, as this . 
"level jumping" avoids unnecessary scrutiny and 
makes for expedition. In recent years, the practice of 
~ntrusting the more important desks to Directors 
mstead of Deputy . Secretaries ·has become more 
widespread. The "office" _in the Secretariat is the 
Section under the direct supervision of the Section 
Officer. Normally, the Section has 4 to 5 dealing 
hands, one of them being an Upper Division Clerk 

. and the rest Assistants. Except for the less importanl 
and routine cases, the first "dealing" level is that of 
the Assistant and there are few papers which do not 
bear the stamp of his ~tial noting. ·. · 

5. Taking the posts of Director and Deputy 
Secretary as being at the same level, the structure of 
the ~ntral Secretariat is composed of 9 grades from 
Secretary/Special Secretary to LDC. The strength of 
each ~f these _gra~es, e~uding posts in the Ministry 
of Railways, IS giVen m the ·table below : 

Secretary /Special Secretary 
Additional Secretary 
Joint Secretary 
Director • 
Deputy Secretary • 

Under Secretary 
Section Officer 

TABLE I 
tNumber Pay (in Rs.) 

50 
44 

. 219 

. @124 
404 

617 
• 2010 

3500t 
3000t 
2500-125/2-2750. 
1800-100-2000 
1100-50-1300-60-

1600-100-1800. 
900-50-1250 
350( 400)-25-500-30-

590-EB-30-800-
EB-830-35-900. 

*Paragraph 55 of its Report on Machinery of Govt. of India and its Procedures of Work-September, 1968 (Page 21). 
••Paragraph 127 of its Report on Machinery of Govt. of India and its Procedures of Work-September, 1968 (page 53). 

tincludes equivalent posts. 
~Prote~ted Pay of former Secretary of States officers not indicated. 
@Includes posts on Rs. 2000-2250 and Rs. 2000-2500. 
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As~istant 

Upper Division Clerk. 

Lower Division Oerk 

5127 

3091 

8944 

21~1~27~1S-~ 
EB-1S-4~EB-20-
530. 

13~S-160-8-200-EB-
8-256-E~280. 

11~3-131-4-15S-EB-
4-17S-S-180. 

6. In recent years there has been a large increase 
in the volume of business transacted in the Central 
Secretariat. Various reasons have contributed to this 
increase and we may mention a few of the more 
important ones .-iz., increasing responsibilities assumed 
by the Government inter alia for regulating trade and 
industry, controlling restrictive practices, nationalisa­
tion of banking and insurance, promotion of economic 
development, fostering · science and technology. 
Because of Government's accountability to Parlia­
ment and the degree of intense scrutiny exercised by 
its Standing Committees, one of which is of compara.; 
tively recent origin {Committee on Public Under­
takings), the need bas been felt more urgently for 
maintaining a full record of cases invloving financial · 
and other sanctions. There bas also been a prolifera­
tion in the number of public sector undertakings in 
\'arious fields which leads again to increased secre­
tariat work both for their creation and also for their ·· 
continued supervision. All these factors have led to 
an augmentation in the number of Secretariat posts . 
at various levels. 

7. The senior administrative posts in the Secre­
tariat, i.e .• posts of and above the rank of Deputy · 
Secretary under the Government of India, are filled 
in accordance with the scheme for staffing notified 
by the Central Government on 17th October, 1957. 
Under the scheme, the senior administrative posts are 
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ordinarly to be manned by officers of. one or other 
of the following categories : . .. ' ·. . . . . . . · 

{a) Officers borrowed from the State Cadres of· 
the all-India Services and from other Class I 
Services of the States (other than the State 
Civil Service) on tenure deputation; : ': "' ' ' • 

. . , ~ . , . 1 
(b) Officers borrowed on tenure deputation from \• 

Central Services, Class I including· officers · 
· se~g iri Public ~dustrial Undertakings; : 

. (c) Officers of the. Selection Grade of the Central 
Secretariat Service; , . · .:: . , 1 

(J) Officers of the Central Adininistrative Pool: ·· · ·. 
(e) State Civil Service officers whose names are 

included in the Select list for appointment to_ 
, the ISA; and . 

(f) Other State Civil . Servi~ · officer~ ·{in 
consultation with the-UPSC in each case). 

8. In p~actice th~ bulk .of · the ·posts are filled 
by officers of · the · Indian Administrative Service, 
the Oass I Central Services and the Selection Grade 

_ of the Central Secretariat . Service •. ,The; ·. ~ntral · 
Government continues to depend to a large extent 
on officers taken on tenure deputation lor manning 
the· senior administrative. posts in the Secretariat. : 
The exceptionS· are officers· of the Indian ·Foreign . 
Service who hold almost all the SeCretariat P<>sts in · 
the Ministry of External Affairs, the officers· of the ·· 
Railway Services for posts in the Ministry of Railways 
and officers of the Central Legal Service for posts in · 
the Ministry of Law and-Justice. In fact, the Central 
Establishment Board and the Senior Selection Board 
do not advise on cases of appointment to pc)sts in • 
the Ministry of Railways and the Ministry of Extrenal . 
Affairs. 'Excluding these two Ministries, the Service­
wise break up of the·· officers· holding posts of and· 
above the rank of Deputy Secretary under the Govern­
ment of India is indicated in the Table below :. , 

TABLE U . ; As on 1-1-1~72 

ICS/ lA& IDAS IRS Indian IRAS css_· Others Total · 
lAS AS Postal 

Service 

13 45. 
2 J 1 . 5 - 32 

I. Secretary - 30 1 1 
2. Additional Secretary 20 3 

17 1 1 23 28 169 
13 1 l 18 ·. 13 138 

3. Joint Secretary 86 6 7 
4. Director4' 81 10 1 
S. Deputy Secretary • 108 22 11 30 7 7 96 19 300 

•omcersln the scale of Rs. 1800-2000. Rs. 2000-2250 and Rs. 2000-2500. 

9. Prior to 1947, most of the superior posts under · 
the Central Go,·ernment were specifically reserved for 
the officers of the Indian Civil Service and though no 
such reservation was made for any Service, the Central 
Government continued to depend on officers of the 
ICS and the newly-formed lAS for some years after 
Independence. The position now is that less than· 
50~~ of the Secretariat posts of and above the rank of 
Deputy Secretary are held by officers of the ICS/IAS. 
The above figures bring out the extent to which the 
contributions from the Class I Central Services have 
increased and the near-total dependence on the 
ICS/IAS for manning the senior Secretariat posts 
has been reduced. \Ve find that only the all-India 
Sen·ices, which are common to the Centre and the 

States, provide for a Central deputation quota to · 
be utilised for deputing officers to the Centre. How~ ... 
ever, officers of the Indian Police Service and .. the 
Indian Forest Service have been utilised respectively 
on posts in the Police organisations and on·· the . 
Forests side, though a few officers of the Indian Police 
Service have recently been appointed to Secretariat . 
posts. In the case of the lAS, the strength of the ,"' 
Central deputation quota on 1·1·1972 was 643 and 
as against this, 555 officers were holding posts under 
the Centre {including posts· outside the Secretariat) ... 
In the Secretariat, 325 lAS officers 'were holding 
posts of and above the rank of Deputy Secretary with 
another 68 working in the posts of Under Secretary 
in the Central Government. 



10. The only other Service which contains a regular 
perovision for providing officer~ for manning the 
senior administrative posts in the Secretariat is the 
Central Secretariat Service. Officers in the Selection 

. Grad of the CSS hold the posts of and above the 
rank of Deputy Secretary and posts equivalent thereto. 
The strength of the Selection Grade is calculated on 

. the basis of a formula ag~regating prescribed pro­
portions of perhlanent and temporary Qong term) 
posts of Deputy ·Secretary and equivalent as also 
the ·'ex-cadre posts held by officers of the Selection 
Grade -of the CSS.· . The present strength of the CSS 
Selection Grade is 82 which represents the number of 
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CSS officers who can be confirmed in this grade and 
it is not to be taken as a ceiling on the number of 
posts at the level of Deputy Secretary and above that 

. may be held at any time by CSS officers. The asso­
ciations representing the CSS officers have emphasised 
the poiiit that their share in the number of posts of 
Deputy Secreta.rY and above has been going down 
over the years. We have analysed the position since 
the year 1960 with reference to proper Secretariat 
posts in the various Ministries, other than the Ministry 
of Railways and the Ministry of External Affairs. 
The comparative position is brought out in the table 
below: 

'+: TABLE III 

. ' As on 1-1-1960 As on 1-1-1972 

Total No. of In per- Total No. of In per-
No. of posts centage No. of posts centage . - posts held by terms posts held by temiS 

css css 
· ··Joint Secretary and above •. 136 7 5.2% 246 24 9.8% 

Director· ; 30 12 40.0% 138 18 13.0% 
. . · Deputy Secr~tary . ·_i, -· 205 102 49.8% 300 96 32.0% 
l < ~ ... ~· ·' 371 121 32.6% 684 138 20.2% 

·: 11. In case of fhe lAS, the position is as follows : 
0 ··i 1 • .' , ' ".. ! ; ' 

TABU IV 

As on 1-1-1960 As on 1-1-1972 
'; . ! 'i '· ' ~ 

' t ·: ,1,.·. ' ·Total No. of In per- Total ··No.J;>f In per-. . 
No. of posts centage No. of posts centage 

~. 

": ' ~-. ' 
posts held by terms posts held by -- terms .. ~ . t •. .:. ' 

_, 
.lAS/ lAS/ 

!• -. -~ ICS ICS 

Joint Secretary and above . 136 77 56.6% 246 ~136 55.3% 
· Director • • ' . ·'-"" 

30 18 60.0% 138 81 58.7% 
· . ·· De~utyS~retary . 205 71 34.6% 300 108 36.0% 

~ , ' i . 

• .'''l 371 166 44.7% 684 325 41.5% 

.. ~ "12. '. Si~ilar information compiled for the Central Cl~ss I Services is contained hi the following table : 

TABLE V 

\_, 

Joint Secretary and 'above 
Director ·. . 
Deputy Secretary . 

13. From the) above tables, it is evident that 
increasing use has been made of the members of 
the Class I Central Services in manning the Secretariat 
posts. ·This is pursuant· to the general policy. that 
the Central Secretariat should be open, as far as. 
possible, to members of all the- Class I Services. In 
such a situation, demands for a greater share front the 
various Services are inevitable. Many associations of 
the Class I Services have also represented before us 
that they do not get sufficient opportunity to serve 
on posts in the Central Secretariat which affe.cts their 
career prospects adversely. Many of them also empha-

. sised that the absence of regular arrangements for 

As on 1-1-1960 As on 1-1-1972 
Total No. of In per- Total -- No. of In per -

No. of posts centage No. of posts centage 
posts held by .. terms posts held by terms 

Centrar Central 
Services Services 

136 52 30.8% 246 86 35.0% 
30 138 39 28.3% 

205 30 14.6% 300 96 32.0% 

371 82 22.1% 684 221 30.7% 
------

their induction into the Secretariat placed them at a 
disadvantageous position vis-a-vis the members of the 
lAS who were provided :with a Central deputation 
quota. In the case of the lAS and other all-India 
Services it is essential to provide such a quota and 
make recruitment thereto if these Services are to be 
common to the Union and the States and retain their 
all-India character. Our analysis has shown that 
despite the absence of deputation quota in many 
of the Class I Services,. it has been possible lo induct 
officers of some of these Services into the Secretariat 
in appreciable numbers. While this helps to improve 
the career prospects of the members of the Services 

', 



concerned, it leads to a situation jn which a large 
number _of .cadre posts of that Service have necessarily 
to be g1ven to_ Class II officers on an ad hoc basis 
This. is. n~ cond~Cive to proper cadre management 
nor JS It m the mterest of efficient working of the 
department affected. In our view, the provision of 
adequate deputation reserves should be considered 
in the case of those Class I Services which are expected 
to provide officers on deputation to hold Secretariat 
and other fx-cadre posts. 

14. At the level of Under Secretary, the primary 
source of recruitment continues to be the Central 
Secretariat Service although its share in percentage 
terms has come down a bit over the years. The 
associations representing Section Officers of the CSS 
have asked that all posts of Under Secretary should 
be filled by CSS officers. We find that as on l·l-1972, 
CSS officers held 327 posts out of 498, i.e., 66% of 
the posts of Under Secretary, while the corresponding 
percentage for 1960 was around 80. It is true that 
the knowledge and experience of secretariat work 
gained by the Section Officers are valuable and these 
stand them in good stead when appointed as Under 
Secretaries. Also entrusting the bulk of the posts of 
Under Secretary to CSS officers lends stability and 
some permanence to the Secretariat machinery 
considering that the higher posts are filled mostly 
by officers who come to the Secretariat for a fixed 
and relatively short tenure. At the same time, there 
is some advantage in bringing ·a few officers from 
outside the Secretariat as Under Secretaries because 
of their having had field experience and knowledge 
of practical administration and problems of imple­
menting Government policies. We would not, 
therefore, support the demand for filling all posts 
of Under Secretary only by the members of the CSS. 
As for posts below the level of Under Secretary, these 
are all cadre posts of the regularly constituted Sec. 
retariat Senices with the Ministry of Railways and 
Ministry of External Affairs having their own Sec. 
retariat Serives, viz., the Railway Board Secretariat 
Scniccs and the Indian Foreign Service (B) which we 
have covered in chapters dealing ·with these Minis­
tries. 

15. The pay-prescribed for the highest posts in 
the Secretariat on the recommendations of the First 
Pay Commission remained unchanged till 1965 when 
these were revised as under : 

Designation Pay laid down Pay as revised 
by the First with effect from 

Pay Commission 1-9-1965 
Secretary Rs. 3000 Rs. 3500 
Additional Secretary Rs. 2750 Rs. 3000 
Joint Secretary Rs. 2250 Rs. 2500-2750 , 
Considerations relevant to the fixation of salaries at 
these levels have been discussed in Chapter 7. In 
accordance with our conclusions contained in that 
Chapter, we recommend no change in the pay pres­
cribed for the posts of Secretary, including the Cabinet 
Secretary. There are a few posts of Special Secre­
taries for which pay is determined in each case on 
merits. This practice may continue. 
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16. At the ~ext level that of Additional Secretary, 

we find that while both the Deshmukh Study Team of 
~he ARC as also the ARC recommended a reduction 
m !he number of levels of consideration in the Secre­
~nat, the scheme of reforms -suggested by them en­
VIsaged a definite level of Additional Secretary· and the , 
proposed unified grading structure suggested by the 
ARC in its Report on Personnel Administration 
(April, 1969) also assigns a separate grade for· posts 

~ at the. level of Additional Secretary in the. Central 
Government. The ARC also envisaged! cases' ·in> 
whic.h. a wing of the Ministry may be ~eaded by an . 
Additional Secre~ry or the Secretary himself iq.stead 
of the usual practice of entrusting a wing to the Joint 
~ecretary. It is thus accepted that the level of' Addi­
t~onal. Secretary has come to stay in the administra· 
t1ve h1erarchy of the Secretariat. In the larger Minis-. 
t~ies, the level of Additional Secretary provides con­
siderable relief to the Secretary .enabling him to con- . 
centrate on the more important policy matters.,i We 
recommend that the post of Additional Secretary 
should carry the pay" of Rs. 3000 per . month as 
at present. . , · ... 1 • 

17. The post of the Joint Secretary is . the la~t 
level taken as belonging to the senior management 
class by the. ARC' and its Study Teams. The Joint 
Secretary in charge of a wing is expected to function, , 
more or less, as a Secretary submitting papers direct 
to the Ministers where their ,orders are. required, but 
paying due regard to the Secretary's general responsi~ -
bility for the functioning of the Ministry as a whole: 
The· practice, however, differs in·.' celtail\ ·Ministries 
and even from post to post. The 'scheme of.reorga-­
nisation suggested by the ARC in its Report on the 
Machinery of the Government of India and its, Pro':" 
cedures of•Work envisages for the Joint Secretary 
larger and an important decision-making role.. We 
understand that the Government has also tightened .. 
up the screening of officers for adjudging their 
suitability for the post of Joint Secretary. Till 
1965, the post of Joint Secretary carried 
a . fixed pay-Rs. 3000 per ·month before­
the Report· of the First Pay Commission and 
Rs. 2250 thereafter. · With effect from 1-9-1965, it' 
carries a scale of Rs. 2500-125/2-2750. 'Almost all 
associations of Class I Service's ·have asked for the 

· abolition of the biennial rate of increment and have 
suggested improved scales going up to Rs. 300 or 
more. 

18~ We ha~e carefully. considered the need for 
revising the scale of the Joint Secretary in view of the· 
fact that it was increased in the year 1965. While 
we are· conscious of the erosion that has taken place 
over the years in the income of salary-earners at these 
levels with rising prices and increased rates of taxation; 
we have not considered it desirable on social 
grounds to recommend any upward revisions at these 
high levels except when on merits we felt that a post 
or groups of posts is at present undervalued. 

19. In view of the above, we do not recommend 
any change in the scale for the post of Joint Secretary 
which should continue in the scale of Rs. -2500-
2750. 



/ \ . 
20. The level below the Joint . Secretary in the 

Secretariat, viz., Director, carries the pay scale of 
Rs. 1800-100-2000. This scale is the same as that for 
the existing Grade V of the Indian Foreign Service 
and the scale prescribed for the Selection Grade of 
the Indian Administrative Service. We feel that the 
existing identity in all these 3 · scales should be contj;: 
nued and we re~ymmend for this post the scale of 
Rs. 2000-2250. _ · --

·II. The Central Secretariat Service 

. . 21.. The _grade-wi~~ .strength of the Central Sec­
retariat Service and. the. prescribed scales of pay are 
given below : · .. ; . 

Selection Orade · 'i. ···: 

Gradel ... 

• I • 

, ·Number,. P~y Scale (Rs.) 

82 11~50-13~~­
, 16~1~1800. 

396 9~5~1250 
Section Officers' Grade 1600 350(400)-25-500-30-

. 590-EB-3~800.:E 

Assistants' Grade_· ·;· · 
. . . B-830-35-900. 

. '4749 210-10..270-15-300-
. .. . EB-15-450-EB-20-

.. -- .· ' 530.·: '. . 

. ~~ ' - " " ·~ . .~ . . :' . . 

The. Grade I. ~nd·_ the: Selection Grade . of the CSS 
are m C!ass I and the rest of the Grades in Class II. 
Office~s. m these~ g~ades ·• ~f t~e CSS are· also· deployed 
?n a regular basts m th~ Attached Offices participating 
In the CSS Scheme .. ·- ,- · · · · · ·. 
•. '' ; .. ·- '' I . ; 

· · ·22. The scales prescribed for_ the Selection Grade 
and- qrade. I of the. CSS are· the same· as· the scales 
prescnbed · _for . the . posts of Deputy Secretazy and 
Under. Secreta.IY, respectively .. While the pay scale 
of Deputy Secretary . has remained unchanged since 
the report . of the ,Frrst Pay Commission, the pay 
scale for the po~t of Under Se~re!ary has undergone 
changes .. The Frrst. Pay CommtssiOn did not suggest 
any specific scale of pay for the Secretariat Service 
officers when holding the posts of Under Secreta,ry 
and the . Government prescribed the scale of 
Rs .. 800-50-ll50: ~he Second Pay Commission 
recommended therevtsed scale of Rs. 900-50-1200 and· 
Government prescribed the scale of Rs. 900-50-1250. 

23. The associations representing CSS officers 
have emphasised the point that the scales of pay pres­
cribed for them when holding the posts of Deputy 
Secretary and Under Secretary compare unfavourably 
with the emoluments allowed to the members of the 
lAS and Class I Central Services. The existing posi-
tion is illustrated i~ 'the table below : · ·-

-TABLE VII 

Service Deputy Secretary Under Secretary 

1 2 . 3 

lAS • Pay in tlie scale of Rs. Pay in the scale of Rs. 
900-1800 or Rs. 900-1800 with Spe-
800-2000 with Spe- cial Pay of Rs. 200. 
cial Pay of Rs. 300. ----
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1 2 

Clas I Central Rs.ll00-1800 or Pay 
Services. in the scale of Rs. 

400-l250,Rs. 700-
·1250, Rs.1100-l400, 
Rs. 130~1600, Rs. 
1300-1800, Rs.1600-
1800, Rs. 1800-2000 
or Rs. 1800-2250 · 
with Special Pay of 
Rs. 300. / 

Central Secre- Rs. 1100-50-1300-60-
. tariat Service. 1600-100-1800. 

3 

Rs. 900-50-1250 or Pay 
in the scale of Rs. 
400-1250 or Rs. 
700-1250 with Spe­
cial Pay of Rs. 200. 

Rs. 900-50-1250 

24. For non-CSS officers, holding the above 
Secretariat posts, ceilings are prescribed on the 

- .total of pay plus special pay. For officers in the 
posts of Under Secretary, pay plus spedal pay can­
not exceed Rs. 1400. In the case of Deputy Secre­
taries, the ceiling till recently was Rs. 2000 except 
that lAS officers in the selection grade of Rs. 1800-
2000 and Class I Central Service officers in the senior 
administrative grades of Rs. 1800-2000 or Rs. 1800-

. 2250 could draw up. to Rs. 2250 per month. In 
August, 1972, the ceiling has been raised from Rs. 
2000 to Rs. 2250 for all, which in effect benefits only 
the officers in the grades going up to Rs. 1800. The 
Confederation of Central Secretariat Service Asso­
ciations has made a pointed reference to the recent 
orders of August, 1972. They have said that the 
maximum pay allowed to CSS officers holding a 

. post of Under Secretary . or Deputy Secretary is 
much less than what is allowed · to officers of the 
other Services. We think that the case of an officer 

. on tenure deputation is distinguishable from that 
. of the CSS officer working on these posts. As far 

as the officers brought into the Secretariat on tenure 
deputation are concerned, these posts jn the Secre­
tariat are outside the regular line of work which is 
,not so for members of the CSS. It is also to be noted 
that .while non-CSS officers are given special pay, 
they are not given the usual deputation allowance. 
The grant of special pay is thus the only incentive 
provided to these officers for leaving their parent 
line and coming to the Secretariat on a short tenure 
of service. In the case of the CSS, the Second Pay 
Commission had recommended the continuance 
of the practice of allowing a minimum increase 
ofRs. 150 to an officer of the CSS on his first appoint­
ment as Deputy Secretary over his pay in the Under 
Secretary's scale and they had mentioned that the 
fact that special pay is not admissible to CSS officers 
on these posts has been taken into account while 
fixing their scales of pay. 

25. As regards the scale of the post of Deputy 
Secretary, the associations have emphasised that 

. this has remained unchanged since 1947 while the 
scale of the post of Under secretary and the senior 
scale of the Class I Central Services ·have undergone 
changes. In the result, the minimum of this scale, 
viz .• Rs. 1100-50-1300-60-1600-100-1800, has ceased 
to be meaningful since the lowest stage at which a 
CSS officer can possibly be fixed on promotion to 
the selection grade is Rs. 1300 and, therefore, for all -
practical purposes, the selection grade of the CSS. 
is Rs., 1300-60-1600-100-1800 jn existing terms.··­
We accordingly recommend for this grade the scale 
of Rs. 1500-2000. 



26. For promotion to the Grade I of the CSS on 
the scale of Rs. 900-50-1250, the field of eligibility 
consists of permanent Section Officers having at 
least 10 years of approved service in that grade. 
In actual practice, promotion to the grade of Under 
Secretary is possible only after longer years of service. 
According to the Department of Personnel, out of 
1780 Section Officers in position, over 1000 had put 
in the required length of service of 10 years with little 
less than 700 having put in more than 14 years' 
service. The associations representing CSS officers 
have underlined the acute promotion block and 
have asked for a minimum increase in emoluments 
on appointment as Under Secretary.· According to 
them, a large proportion of Section Officers pro· 
moted to the Under Secretary's grade hardly get any 
increase because of having reached the maximum 
of the scale of Section Officer. An analysis of the 
position as on 1st January 1971 made by the De­
partment of Personnel indicated that 250 Section ' 
Officers were drawing pay at the maximum of the 
scale. Promotion from the grade of Section Officer 
to that of Under Secretary is a promotion from Class 
II to Class I. We are separately recommending a 
slight Iiberalisation of the formula for fixing the 
pay in the Class I scale in such cases under which a 
Section Officer at the maximum of his pay scale will 
also derive a certain minimum benefit on promotion 
to the Under Secretary's grade. Accordingly we 
need not make any special recommendation with 
regard to fixatjon of pay of the CSS Section Officers 
on their promotion to the srade of Under Secretary. 

27. We recommend for the Grade I of the CSS 
the scale of Rs. 1200-1600•. 

28. Recruitment to the vacancies in the grade of · 
Section Officer is made in a number of ways. One­
sixth of the substantive vacancies are filled through 
the UPSC on the results of the lAS etc. Examination. 
The remaining substantive vacancies, as also the 
temporary vacancies, are filled by promotion _of 
Assistants to the extent of two-thirds of the vacancies, 
and through a limited departmental examination 
conducted by the UPSC for the remaining one-third. 

29. The associations representing Section Officers, 
and the Confederation of Central Secretariat Ser­
vice Associations, have pressed the demand that the 
Section Officers' grade should carry a .Class I scale. It . .1 

has been stated that prior to the reorganisation of 
the Central Secretariat Services in 1951, the post 
of Superintendent in the Central Secretariat always 
carried a Class I scale. After the introduction of the 
Central Secretariat Services (Reorganisation and 
Reinforcement) Scheme a new grade of Assistant 
Superintendent was introduced to serve as a train­
ing grade for the direct recruits. At the time of the 
Second Pay Commission, the Assistant . Superin­
tendents (Section Officers, Grade III) were on the 
scale of Rs. 275 (325}25-500 and the Superintendents 
(Section Officers, Grade II) on the Class I scale of 
Rs. 530-30-800 and provision for direct recruitment 
existed only at the level of Assistant Superintendent. 
The Second Pay Commission was of the .view that 
provision of two grades for _Section Officers was not 
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se~ing any usef!ll prupose. and ~hat the grade pres­
cnbed for the htghest level of direct recruits to the: 
Central Secretariat should not be less attractive thari, 
the general run of Class II Services. . It.. said that 
"the interest of !he public ~erv_ice, on the contrary, 
appears to requrre that a stgmficant proportion of 
direct recruits to the Service should be of a standard 
higher than that of the generality . of the Class II 
Services, if not comparable to that of the· Chiss I 
Central (Field) Services." .. The Second· Pay Com-' 
mission recommended for the Section Officers . the 
standard C{ass II scale merging . the Grade ll: and 
Grade III of the CSS. In the process a large number 
of Class I posts of. Grade II. Section · Officers . got · 
reduced to' Class II status since out of a total of 1553 
posts at that time, there were 621 Class I. posts of 
Section Officers. - . .. , · . . . . : · · 

30. In our view, the .demand for upgrading the 
Section Officer~s scale to the Oass I level should be 
considered in · relation to the system adopted for' · 
transacting business m the . Secretariat.. Both : the 
Deshmukh Study Teani and the ARC recomrilended 
a reduction in the number of levels of consideration 
and the introduction of an officer-oriented pattern• 
In the desk-officer system 1 recommended . by them, 
each officer will be expected to independently handle~ 
and, if necessary, dispose of'cases with only steno­
graphic assistance. The present practice of noting 
on· files by the · Assistants~ and also by the UDCs ·, 
in some cases, will have no place in ··the desk-officer . 
system. We understand that this system has so·. far 
been introduced in a f~w Ministries on an experi­
mental basis. The Department of Personnel has · 
informed us that while considering the recruitment 
rules to be prescribed for posts at the level of Section. 
Officer on the introduction of the desk-officer system,~ 
the UPSC has· made a suggestion· that having regard . · 
to the duties to be assigned · to such officers, the· · 
posts should properly fall in Class I with a view to 
attracting suitable talent In our view, ·,a move· 
towards further extending the officer-oriented pattern 
of working in the Central Secretariat will be a step 
in the right direction. As for the appropriate status 
for the Section. Officers posted as desk-officers, this 
is a matter which can be decided after this system 
has gained wider acceptance in .the Ministries and 
in the light· of further experience. · For our purpose 
of determining a suitable scale for the post of Section 
Officer, we have taken into account the existing 
manner in which work has been organised in the 
Sections and his present duties and responsibilities.· 
We recommend for this category the scale of Rs.' .· 
650-1200. . 

31. For the grade of Assistants, the original 
scheme envisaged a reservation of 75% of the perma­
ent vacancies for being filled by direct recruitment 
on the basis of open competitive examination con­
ducted by the UPSC. However, due to the large 
number of temporary Assistants awaiting their turn 
for regular absorption as Assistant and later for bat­
tering the promotion prospects of the Upper Division 
Clerks of the Central Secretariat Clerical Service 
(CSCS), the quota of direct recruitment ·has so far 

•Prof. A. K. Das Gupta and Prof. Nihar Ranjan Ray have proposed a different pay scale in their note of dissent •. 
••Paragraph 16 of Chapter XI of its Report (page 113). • 



been kept at 50~~ instead of 75%. The qualification 
prescribed for 'direct recruitment is a university 
degree. The remaining vacancies are filled by pro· 
motion of meritorious Upper. Division Clerks of the 
cscs. 
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32. On behalf of the Assistants of the CSS, the 
associations hav, represented that their promotion 
prospects are bleak and they are unable to get pro.­
moted to the grade of Section Officer even after twenty 
years of satisfactory service. They have represented 
before us that· the -element of direct recruitment to 
Section Officer's grade limits· their promotion pros­
pects and that this unusual feature of resorting to 
direct· recruitment at two successiv~ levels' should be 
done away with. We find that the original scheme 
of reorganisation of the Central Secretariat Services 
envisa~d direct recruitment !o the Section Officers' . , 
Grade to ,the extent of 50%, but the rules initialJy i 

framed. provided ·for direct recruitment to one-third 
of the substantive·. vacancies. This was further 
reduced in practice and the rules were also revised 

. late-r to provide for. direct: re.cruitment to only one­
sixth of the substantive vacancies. The temporary 
vacancies,. which are. sizeable in. number, are not 
taken . into account while · determining the number 
of vacancies to· be filled by direct recruitment in any 
year. We do not think that itwo_uld be advantage­
ous ·on the whole to shut out .. duect entry to the 
Section Officer's grade. , 

33. Acco.nling to the R-ules, Assistants are deemed 
eligible. for.· promotion as Section Officer .after· 8 
years' approve~ fervice in the grade. We have 
been inform~d . that numerous Assistants have ' 
·not been able to come within the zone of consider­
_ation fQr promotion to Section Officer's grade even 
after putting in 20 years' service. According to an 
analysis, made by the Department of Personnel of 
the position prevailing on 1-1:1971, '680 Assistants 
were. drawing pay at the maximum of the scale on · 
that date. The- associations representing the. CSS 
Assistants .have submitted substantial data to support 
their contention· about promotion blocks. We 

. -asked the Department of Personnel to furnish their · 
comments on this point and they have. verified the 
following information wh!ch brjngs out the. lack of 
promotion prospects available to the Assistants : 

TABLE Vlli 

Year Total .. No. of Assistants promoted to the 
strength Section Officer's Grade 
(app-

Thru On Total Col. rox.) By 
Senio- Dept. the of (6) 
rity Exam. basis Col. to (2) 

of . (3). as% 
Panel (4) 
for &(5) 
59& 
60 
Exams. 

(I) (2) (3) (4) (5) (6) (7) 

1955 3500 194 1~4 388 11.1 
1956 4200 482. 11.1 1957 4350 241 241 
1958 4750 161 161 322 ~.8 

(1) (2) (3) (4) (SJ (6) (7) 

1959 4850 78 78 156 3.2 
1960 4800 60 60 

. 
120 

1961 4800 
2.5 

1962 4850 
1963 4850 
1964 4900 16 16 16 48 1.0 
1965 5000 13 13 13 39 0.8 
1966 5000 31 31 31 93 1.85 
1967 5000 34 34 34 102 2.04 

~he aboye data show that. tht: promotion opportuni­
hes available to the Assistants, even after including 
the vacancies filled through the limited departmental 
examina~ion, are ~eagre .. We feel that for taking 
appropnate corrective actiOn, a comprehensive re­
view ~hould be made of the requirements of Assis­
tants in future years, particularly in the context of 
introducing the desk-officer system more extensively 
in· the Central Secretariat. If the desk-officer system 
can be put on a sound and general footing, the cadre 
of Assistants can be reduced appreciably, but the 
transitional problem of finding adequate promotion 
outlets for the Assistants will remain with us for 
quite some time for which ·corrective action ~hould 
be taken in advance. 

34. We recommend for the Assistants the scale 
of Rs. 425-800. , 

III. Central Secretariat Clerical Service 

35. The Central Secretariat Clerical Service 
(CSCS) has only two grades; the strength of the 
grades and the scales prescribed being as follows : 

Grade I (Upper Division 
Clerks). 

Grade II (Lower Division 
Oerks). 

Number 

2909 

8232 

Scale of pay 
(Rs.) 

130-280 

110-180 

Recruitment . to the CSCS at the level of Grade II 
is made through an all-India competitive examination 
for 90% of the vacancies with provision of filling 
up the rest on the basis of a competitive examination 
limited to suitable Class IV personnel who are matri­
culates and have more than 5 years' service. The. 
examination for direct recruitment was till recently 
being conducted by the UPSC. It is now conducted 
by the Institute of Secretariat Training and Manage­
ment under the Department of Personnel, but the 
standard and syllabus of examination remains the 
same. Vacancies jn Grade I of the CSCS have so 
far been filled generally .by the promotion of Lower 
Division Clerks in Grade II subject to the rejection 
of unfit. The provisi~n fC?j filling up· 50% of the 



vacancies in Grade I through a departmental exa­
mination limited to the LDCs* (Grade II of the. 
CSCS) was not utilised till December, 1969 when 
the first examination was held. 

-
36. The Central Government Clerks' Union, 

and some others, representing the members of the 
CSCS have demanded a higher pay scale for the 
Secretariat LDCs as compared with the LDCs in 
Subordinate Offices. It is argued that the LDCs 
of the CSCS are recruited after an all-India competi­
tive examination and so can claim a higher standard 
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of selection than LDCs selected in Subordinate 
Offices through the local Employment Exchanges. 
We are, however, recommending in the next chapter 
that the procedure for recruiting LDCs in the non­
Secretariat organisations should be improved and 
'treamlined, with proper selection tests 

1
betng held _ 

at convenient centres after inviting applications 
through open advertisement. In that context, the 
standard of selection would become broadly com­
parable. We have also collected information per­
taining to the jobs handled by the LOCs in the 
Secretariat and in the non-Secretariat offices and find 
that it will not be correct to conclude that the job 
worth of the LDC's post in the Secretariat is greater. 

37. Demands for improved scales for the Secre­
tariat LDCs have also been supported on the ground 
that the uisting scale of remuneration is not ade­
quate to attract person'S to New Delhi from aU over 
the country as envisaged in any scheme for the con­
duct of an aU-India competitive examination. In 
our view, no public purpose will be served by increas­
ing salary scales to such an extent as will ensure 
such a situation. Candidates appearing for clerical 
jobs generally prefer to secure employment in thrir 
home-town or neighbouring areas and it will not be 
worthwhile to dev,se pay scales on the basis that the 
scales should be adequate to attract them from dis-

, tant places to fill posts of LDCs in the Central Secre­
tariat. 

38. The demand for higher pay scales by the 
unions has also been justified on the ground that 
the clerks in non-Government organisations are now 
at a much higher level of remuneration. We have 
already dealt with this demand in general terms in 
Chapter 5. We find that as far as the public sector 
undertaking'i are concerned. the majority is follow­
ing the Centra) scales of pay with a few like the Life 
fn:mrancc Corporation, Indian Oil Corporation 
etc. paying from 25 to 33 ~·~ more and the Reserv~ 
B1nk paying about 50~~ more than the Central 

. Gt'>vcrnment. In some sectors of private industry 
also, "th• emoluments are higher. As we have 
mentioned earlier. making comparisons between 

s~pposed compara~i~ty of. duties and responsibili.: 
t1es. Such an uncntJcal use of external comparisons . 
on the sole basis of identity of designations can be 
very misleading. Furthermore, the Central Govern- • 
ment remunerates the Lower Division Clerks better · 
than most· of the State Governments. Considering · 
all these factors, we recommend for the l.DCs,. i.e. 
the; Grade II of the CSCS, the scale of Rs. 260-400. 

39. At the level of Upper Division ClerkS, the 
demand made by the Central Government Clerks' 
Union and some other is for parity with Assistants .. It 
has been argued that the w_,rk assigned to the UDCs .. · 
and the Assistants is broadl} comparable and' the· 
present distinction jn the cases dealt with by them · 
as •important' and •tess important' cases is purely 
artificial. The official witnesses and the Department 
of Personnel have not accepted this argument and · 
they have stated that there is a qualitative difference 

· between the work handled by the Assistant and that 
by the. UDC. There are also material differences 
in the methods of recruitment to the ·two grades. 
Promotion to the Grade I of the CSCS, i.e., to the 
post of UDCs in·. the Secretariat, is confined to the 
persons recruited as LDCs with matriculation as the 
prescribed qualification~ · The standard .·of selection· 
of directly recruited Assistants is dejinitely : higher 
requiring as it does graduate qualifications. We 
do not think, therefore, that it would be .appropriate 
to equate the UDCs of the CSCS with the Assis: 
tants of the CSS. ·' . , 1 

40. Before we suggest the scale for the UDCs, we 
would, like· to mention that the role of, the. CSCS: 
in the future set-up of the Central Secretariat should 
be carefully examined. If the desk-officer system is 
introduced on a general basis, the requirements for·. 
LDCs and UDCs are likely to go down considerably. 
We .. also anticipate greater use being made in. the 
future of certain modern aids to information-retrieval 
e.g., functional file index, mechanical accounting; 
cardex, etc., which would further reduce dependence 
on clerical staff for the maintenance of records and for 
citing relevant precedents necessary to decision.: 
making. In such a situation, the requirements of 
UDCs will . go down in particular· as clerical hands 
will then be required only for maintenance of guard 
files, functional file index (if introduced), card indices 
containing important precedents etc. Since adequate · 
stenographic ass;stance \\-ill have to be provided to . 
the desk-officers in the new system, thr proper. 
arrangement would be to develop a functionary who 
besides being a stenographer is ah:o train:d for render­
ing the necessary secretarial assistance to the desk 
officer. It might become necessary, therefore,· to 
re-train UDCs to equip them to handle the new tasks 
in the future set-up. 

posts under _the Governn:ent ~ith posts in the pri- 41. It will be a problem t9 secure adequate pro-
vate sector IS fraught With difficulties. We would motion opportunities to the good Lower Division 
hesitate to make fac-ile comparic;ons between emolu- Clerks belonging to the CSCS since the scope for 
ments prevailing under the Government and the utilising their services at h.igher levels in the 'office; 
rates prevailing in a few private companies on a of the Secretariat will be very limited. In our view, 

----------------------------*Lower Division Clerks. 
••Upp.!r Division Clerks. 



one solution to the problem ·would lie in recruiting 
more stenographers Grade III than typists/LDCs 
and filling up a larger number of posts of lower 

. 94 

. Division Clerks by promotion of suitable Class IV 
personnel. For instance, Class IV personnel, who 
are able to acquire proficiency in typing of the requisite 
·standard, coulq 1be employed to fill such vacancies 
of LDCs as requ)re mainly typing work. Securing 
greater· opportunity . for promotion to the 
Class IV staff, consistently with the requirements of "'" 1 

efficiency, will be d~sirable. by itself and we suggest 
thai the existing quota of 10% of the posts in Grade 
II of the CSCS reserved for the Class IV personnel 
should be enhanced to 15% • We would· invite 

· attention to pur observations in. Chapter 8 that this 
increase in .. promotion opportunities should not 
impair efficiency~ · : 

., 

·, · 42~ As for the scale of the Grade I of the CSCS, 
we have to proceed on the basis of the existing arrange-· 
ments ·under which the Upper Division Clerk~ are 
entrusted with duties of a lesser order as compared 
to the Assistants,' but who in relation to the· LDCs 
stand in the same position as the UDCs in the Sub­
ordinate Offices. .The existing . scale of ·the UDCs 
in the Secretariat is Rs. 130-280 as compared to 
IJ0-300 in the· Subordinate Offices. .We fell ·that 
this distinction in the maximum of the scale need 

not be retained and that the scales of UDCs in the 
Secretariat and outside should be the same. We 

·recommend for the Upper Division Clerks i.e., Grade 
I of the CSCS, the scale of .Rs. 330-560. 

.. : 
IV~ ·The Central Secretariat Stenographers' Service · 

' .. . 
. . -., .,.... 

· . 43. The. Central Secretariat Stenographers' Ser­
-., ·vice· (CSSS) was .re-organised with effect from· Ist 

August 1969. It. now consists of the following four 
grades·: · . · · 

Grade ' Nos. Scale of pay (Rs.) 

Selection Grade ... .. 167 350(500)-25-500:.30-590-
EB-30-800-EB-830-
35-900.' . 

Gradel '. 197 350( 400)-25-650-EB-30-
770. 

Grade II~·~ ~ 
2252 210-10-270-15-300-EB-

15-450-EB-20-530. 

Grade III ~ 1651 130-5-160-8-200-EB-
8-256-EB-8-280. 

This Selection Grade comprises posts of Private 
Secretaries to Deputy' M-inisters and Secr.!taries/ 
Additional · Secretaries and 1st Personal Assistants 
to Ministers. Senior _Personal Assistants . to Joint 
Secretaries are in Grade I, and Personal Assistants to 
Directors/Deputy Secretaries are in Grade II. There 
is also provision for attaching .a Stenographer, 
Grade II with two Under Secretanes. Grade III 
Stenographers are attached to Officers of the rank 
of Under Secretary and below. 

' ' 
44. The present Grade II~ of the CSSS was con-

stituted initially by convert.ng the posts of Steno­
typists and redeploying that category, subject to the 

concerned individuals passing the required test in 
·stenography. The posts of Steno-typists were being 
remunerated previously in the scale of LDC/UDC 
with a special pay of Rs. 20/30 per month. After 
the initJal constitution, the rules provide for filling 
the Grade III posts through a competitive examination, 
limited to members of the Central Secretariat Clerical 
Service; conducted by the Institute of ·secretariat 
Training and Management. For recruitment to 
Grade II of the CSSS, five out of eight vacancies are 
filled through an all-India competitive examination 
conducted by the Union Public Service Commission; 
and the remaining three by promotion from Grade 
III of the Service-two on the basis of a departmental 
competitive examination held by th~ ·Institute of 
Secretariat Training and Management and one on 
the basis of seniority subject to rejection of the unfit. 
For direct recruitment to Grade II, the qualification 
prescribed is matriculation with proficiency. in 
stenography of the prescribed standard. Vacancies 
in grades above Grade II of the Service are 
filled ,on the ·basis of promotion although, in some 
cases, posts of 1st Personal Assistant to Ministers 
can be filled from outside on an ad hoc basis. 

45. While discussing the pay scales of the· Steno­
graphers in the Central Secretariat, the Second Pay 
Commission expressed the view that the disparity · 
then existing between the pay scales of Stenographers 
in the Secretariat as compared to the Stenographers 
in non-Secretariat organisations was too wide. On 
this basis, the Second Pay Commission recommended 
the scale of Rs. 150-300 for Secretariat Stenographers 
in the lowest grade clarifying that a higher start for 
Secretariat Stenographers was _being recommended 
on the assumption that recruitment to the grade would 
be made on_ the bsasis of an open competitive exa­
mination conducted by the Union Public Service 
Commission. In prescribing the scale of Rs. 210-425 
for the then Grade III (now Grade II) of the Service, 
the Second Pay Commission did not accept the 
demand made by the associations representing Sec­
retariat Stenographers for being treated on par with 
the Assistants in the Secretariat. For Personal 
Assistants to Secretaries and Joint Secretaries, the 
Second Pay Commission recommended the scale 
of Rs. 320-530. For the 1st Personal Assistant to 
Ministers and Private Secretaries to Secretaries, 
they recommended the same scale with a special pay 
ofRs.lOO and Rs. 50 respectively. These recommen­
dations were modified by the Government consi­
derably. The lowest grade suggested by the Second 
Pay Commission, viz, Rs. 150-300 was not introduc­
ed and the system of Steno-typist was continued till 
the re-organisation of the CSSS in 1969. Further, 
t~ scales of Rs. 210-425 and Rs. 320-530 were in­
troduced in an integrated form thereby· bringing 
about parity between the Secretariat Stenographers 
at this level and the Assistants of the CSS. For 
higher grades, the system of special pay proposed by 
the_ Second Pay Commission was not accepted and 
the scale of Rs. 350-(400)-25-650 was introduced for 
the then Grade I of the Service, i.e., for the 1st 
Personal Assistants to Ministers and Private Secre-
taries to Secretaries. · 



' 

46. We have discussed in Chapter 10 the demand 
made by the associations of Stenographers working 
in non-Secretariat Organisations for parity with the 
Stenographers of the CSSS. We need only note 
here that the standards of selection into the grades 
of the CSSS are relatively stiffer than for corresponding 
posts in the Subordinate Offices. At the higher levels, 
the' Second Pay Commission* was of the view that 
parity between the CSSS and Stenographers in other 
offices was not justified. According to it•, there 
was ••no comparison between the duties and responsi­
bilities of 1st Personal Assistants to Ministers, and 
Private Secretaries to Secretaries to Government, 
and those of Stenographers attached to even the high­
e~t officers in other offices". .We also feel that the 
duties and responsibilities attaching to members of 
this Service in the Selection Grade and Grade I are, 
generally speaking, higher than those attaching to the 

. senior-most posts of Stenographers in the non-Secre­
tariat organisations. At these levels, therefore, 
it would not be appropriate to aim for parity., We, 
however, feel that a regular opportunity should be 
provided to the stenographers in the non-Secretariat 
organisations for entering the cadre of Secretariat 
stenographers. Under the existing provisions, five 
out of eight vacancies in the present Grade II of the 
CSSS are filled. by direct recruitment. We suggest 
that out of the five vacancies filled by direct recruit­
ment, one should be reserved for the stenographers 
working in non-Secretariat offices, provided they 
come up to a certain minimum standard at the com­
petitive examination. 

47. The Central Secretariat Stenographers' Ser­
vice Association has asked for Grade III and Gradb Il 
of the Service such scales as may be prescribed res­
pectively for the UDCs of the Central Secretariat 
Clerical Service and the Assistants of the Central 
Secretariat Service. This is also the present posi­
tion and we see no reason to make any change. Tlfe 
Association has also suggested that Grade II Steno-. 
graphers with 15 years' service in the grade should be 
allowed to switch over to the Assistants' grade with 
full benefit of past service in order to relieve severe 
promotion blocks at this level. · \Vhile it is true that 
the number of· posts above Grade II of the CSSS is 
small we feel that it will not be appropriate to improve 
promotion prospects in the CSSS at the expense 
of another service, l'iz., the CSS. The Department 
of Personnel has also expressed the same view. 

48. The Central Secretariat Stenographers· Ser­
,·ice Association and the CSSS Gazetted Officers. 
Association have both asked for the merger of 
the existing Grade I and Selection Grade of the 
CSSS again on the ground of poor promotion pros­
pects. In our view, the merger of Grade I and Selec­
tion Grade will not be justified because these posts 

•Paragraph 40 of Chapter XII of its Report (Page 137). 
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have always h;een on ~parate scales of pay and . 
because. t?~~e 1s app~eCiable difference. between the 
respons1bibt1es attaching to posts of stenographers 

· ~t these two ~evels. We find that some measures of 
Improvement m the career prospects of CSSS officers 
was effected in- the year 1969 with the im· 
provement in Grade I and creation of the Selec­
tion. Grade. Despite these .steps, however, the 'PrO:. 
motion prospects for Grade II Stel}ographers ,of the 
CSSS remain meagre. We think that the·, position 
should be reviewed in order to locate· senior posts in 
the Secretariat and Attached offices· where it· would 
be justified to attach a Grade I Stenographer instead 
of a Grade II Stenographer. We. would also suggest 
that_.Grade II Stenographers should. be allowed "to 
appear along with Assistants. in the limited ·depart~ 
mental examination· conducted· for filling up. a pm· 
portion of posts of Section· Officers of the CSS ,as· 
was the case tilL 1969 when the CSSS was re-orga­
nised. ,· _: ·· i. ·, ,,' . ., ~· . '-~. ~ .,.~ 

' ., · I ' •. ',. ~ •, ~ t . ~: 

49. Although an I outlet. t~ posts of Under { :se~~ 
retary has been provided to the CSSS officers of the' 
Selection Grade after 10 years7 service,- in actual prac­
tice only a few can ever hope to' r~ach· that level~ · In 
our view~ the experience gairied by the . good Private 
Secretaries should continue to be utilised iri the line 
in which they have gained . experience. · Inslead 
of making the senior and experienced CSSS rofficer~' 
branch out into a · somewhat different line at 
this level, it would be better to provide them 
with- a non-functional selection grade above the pre~ 
sent grade of Rs. 350{500)-900 and. we recommend 
accordingly. Pursuant to· this recommendation, the­
structure of the CSSS will have to be· re-designated; 
The present selection grade is actually a misnomer as. 
it applies to posts which can be graded as the top posts 
of this Service · on a functional basis: We, there-.. , 
fore, recommend that the grade~ ·designations and pay··. 
scales of the csss should be revised as indicated be-. 
low : , · . · , 1 ' ' .i 

; 1 . : ··~ .. 

' t .. ~.~ i. . ' ;. "' .~ t j 

Existing Designation · Proposed . , ·. Proposed ; ·· 
. : Desi~ation. -. ' ; scale (Rs.).;; 

I 
Grade A 900-1400 
(Selection . 
Grade) 

Selection Grade , Grade A 775-1200. 
Grade I GradeD 650-1040. 
Grade II. . . GradeC 425-800 . l 

Jj0-560 ·' 
; 

Gradelll · ... GradeD 
I 

The strength of the Selection Grade above. Grade. A 
should be 25% of the strength of . Grade A.· , . .' 



CHAPTER 10 

- OFfiCE STAFF IN NON-SECRETARIAT ORGANISATIONS 

I. General 

The staff employed in the operating and commercial 
offices as in the Posts and Telegraphs and the Rail-

. ways, have been.dealt·with in separate chapters along 
with other categories of employees .special to such 
departments. · We cover in this chapter the office 
staff employed in . what are generally referred to as 
administrative offices. The classification of adminis­
trative offices outside ·the Secretariat into Attached 
and Subordinate Offices ·is ·generally based on the 
following · scheme. The Attached Offices are res­
ponsible both for. providing executive direction for 
the implementation of the policies formulated by the 
Ministry concerned, and also for providing the 
Ministry with technical information and advice on 
specialised aspects of questions dealt with by ·them. 
l'b.e Subordinate Offices function as field agencies 
responsible for ·the detailed execution of· Govern-

-ment's decisions. If the amount of executive direc­
tion involved is not great, the ·Subordinate Office 
functions directly. under ·the Ministry;.· ·otherwise 
it functions· . under the direction of an -Attached 
Office~ 

1 
· · - · 

2: The traditional classification. described above 
has come to acquire significance with the creation of 
various services under the central Secretariat Services 
Scheme« · Thus, ·the · office staff employed in the 
·Attached Offices, alrilost all of which participate in 
the Central Secretariat Services Scheme, are in the 
same· hierarchical levels and pay scales as prescribed 
for their counterparts in the Secretariat while those 
·working. in the Subordinate Offices are not. This 
distinction actually becomes , material after the level 
of the UDC, since. the pay s<;:ales prescribed for the 
LDCs* and UDCs** in the Subordinate Offices are not 
inferior to 1those Prescribed for the LDCs and UDCs 
·of the Central Secretariat Clerical Service (CSCS); 
in fact, UDCs in Subordinate Offices are on the scale 
of Rs. 130-309 as against Rs. 130-280 prescribed for 
the UDCs of the CSCS. Above the level of UDC, 
the hierarchies in the Secretariat and participating _ 
Attached, Offices comprise the Assistants (Rs. 210-530) · 
and Section· Officers (Rs. 350-900) while in the Sub­
ordinate Offices, the designations are different ·and 
the grades vary from department· to department. 
The more common grades in the latter offices are 
1Rs. 210-380,-Rs. 335-425, Rs. 350-475 and Rs. 450-575. 
Due to these differences, the ·office staff in the Sub­
ordinate Offices have been representing that the dis-· 
tinctions maintained between the participating Atta­
ched Offices, other Attached Offices and the Sub­
ordinate Offices are artificial and are not justified by 

*LDC-Lower Division Oerk 
••uoc=-Uppe'r ~ivision Oerk 
t Recommendation ~o. 11 (Page 44). 

material differences in the nature of the .work per-
formed by them. ' 

3. While the Second Pay Commission did not 
go into the merits of the classification of the offices 
they suggested that offices should be classified on ~ 
funct~onal b~sis, in t~a! o~c~s closely 3f1d directly 
a~octated wtth the Mmtstnes m the shapmg of poli­
ctes, and those responsible for providing executive 
directions to the field should be regarded as Attached 
Offices while offices responsible for the execution of 
policies and programmes of the Government should 

. ~e regarded as S~bordi!late Offices. They also men-
. honed that the mclus10n of certain offices in the 

Central Secretariat Services Scheme had resulted in 
anomalies as the work in some. of the "included" 
offices was not at all comparable to that in the Secre­
tariat. Our ..analysis also shows that the inclusion 
of an office in the Central Secretariat Services Scheme 
of not always directly relatable to the nature of func­
tions entrusted to that office. For instance, the Armed 
Forces Headquarters whose role and functions are 
clearly such as .have been indicated for Attached 
Offices, is not an "included" office; while the Archaeo­
logical Survey of India is an ~'included" office, other 
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· similar organisations like the Anthropological Survey 
of India, Botanical Survey of India and Geological 
Survey of India are "non-included" offices; and while 
the National Academy of Administration 'is an 
"included" office, the National Police Academy is 
!lot:_ There a~e mo.re, examples of this t:ype which 
mdtcate that, m qmte a few cases, the hierarchical 
patterns appropriate to Secretariat have been adopted 
in the non-Secretariat organisations without reference 
to actual organisational requirements. . 

4. The Administrative Reforms Commission in 
its report on the Machinery of the Government of 
India and its Procedures of Work (September, 1968) 
made certain recommendationst covering the cases 
where non-Secretariat organisations should be inte­
grated with the. Secretariat proper and where the 
present distinction between policy making and execu­
tive organisations should be continued. These re­
commendations are -still under consideration of the 
Government and the matter is reported to be under 
examination at a high level. Although we have gone 
by the existing classification of the offices, we would 

. suggest that an early comprehensive review should 
be carried out in order to remove the existing anomalies 
which give rise to a sense of grievance to the office 
staff working in the "non-included" offices as respects 
their pay scales and promotion prospects. 



5. There is also the basic question whether the 
office staff in the Secretariat and the Attached Offices 
need a more favourable hierarchical pattern and 
pay structure than those employed in the Subordinate 
Offices. It is argued that implementation of Govern­
ment policies in the field is no Jess important than 
the task of policy formulation and that generally the 
working conditions in the field are more arduous than 
those in the Secretariat or in the headquarters of the 
Attached Offices. Many witnesses have expressed 
!he view t~at while work in the Secretariat is very · 
Important m nature, there need not be any built-in 
advantage in the pay structure devised for the Secre- .· 
tariat st~ff. We have dealt with this issue, to. some 
extent, m Chapter 9 while commenting upon the 
req~irements of ~he Secreta~iat and the need for pre- · 
servmg the quality of recruttment to the Services of 
the Central Secretariat. We have also noted the 
higher qualifications prescribed for the Assistants of 
the Central Secretariat Service and the recruitment to 
t~e Sccre~aria.t Services. through all-India competi­
tive ex.ammattons. Whtle we do not subscribe to 
the traditional theory that the staff in the Secretariat 
sh?uld be . treated as a superior class, we do not 
thmk that It would be right to impose uniform staff­
ing patterns in the Secretariat, the Attached Offices 
a~d the Subordinate Offices .. The posts created at 
dtiTerent levels and the quahfications and methods 
of recruitment prescribed should be related to the 
organisational requirements, the nature of the work 
performed, and the demands made on the staff in 
different types o_f offices. I! w~uld ~e neither pro­
ductive nor effictent to provtde Identtcal hierarchical 
patterns and comparable pay and promotion pros­
pects in disregard of these important factors. This 
wa~ also the opinion expressed by a number of wit­
nesse~ including the Finance Secretary and the Ex­
pendtture Secretary. Thus, while we have refrained 
from suggesting the creation of cadres which do not 
exist at present in Subordinate Offices, we have· by 
a.nd. large recomme~ded parity in scales as between. 
stmtlar cadres both m the Secretariat and outside the 
Secretariat. ' ·, 

II. Armed Forces Headquarters. 

6. ~he Army Headquarters, Naval Headquarters 
and Atr Headquarters are collectively referred to 
as the. A~med Forces H~adquarters (AFHQ). These 
~rgamsattons together wtth the inter-Service organisa­
tto_ns, e.!J·· Research and Development Organisation. 
Jomt Ctpher Bureau and Armed Forces Medical 
Services Dir~c~orate virtually stand in relation to the 
Defe~ce _!vftmstry. as Attached Offices, providing 
techmcal mformat10n and advice to the Ministry of 
Defence and controlling and directing a number of 
Subordinate Offices. , 

7. The question of extending the Central Secre­
tariat Services Scheme to the AFHQ and the inter­
Service Organisations has been considered many 
times since the inception of the Scheme. In the begin­
ning, it was felt that it would not be appropriate to 
bring these organisations within the Scheme, owing 
to the different procedures obtaining in the AFHQ, 
and the need for continuity. The proposal came up 
for reconsideration on several occasions but it was 

2 M of Fin./73-7. 
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dropped each time resulting finallyintlie c~nstiiu~ion f 
of three Services with effect from 1-3-1968 · viz. the~> 
AFHQ Civil Service, the AFHQ Cleric;L Se~ice: • 
and the AFHQ Stenographers' Service~. We discuss .: 
each of these in the ensuing paragraphs. · · ' • , . · , · · 

. ' . ,., 1 .. { • . '... ~· 

8. The. grades prescribed for the A~H'cf'_civil·:.·; 
Service and the sanctioned· streng~h . is· given.' in the; : 
table below: ·, : ·· • -~ .... ~ , . • · ... 

TABLE I . ' .• •, 

Grade Scale of pay (Rs.) ·:. 

' ' 
Senior Civilian Staff ti00-50::1400 

Officer 
' , 

Civilian Staff Officor .. 74().....:3()-800-50-1150 
Assistant Civilian Staff 350-(400)-25-500-30-:-590 

Officer . · • · ~EB-30-:-800 · • · 
Assistant • ·• 210-:-10-:-270-:-15-300-:-EB-

, 15-450-:-EB-20-:-530, 

.. '·306 
\ ... 666 
·,;' ., ,." 

1515 
; .j 

Another grade . of )oint Director (scale: Rf. 1300- . 
60-1600) ·has been provided recently in this' Service, 
but its strength is nil at present because no permanent . 
post on this scale has been located; SC?. far,, which c01;1ld 
be . included in the cadre. · · · . , ·· 

, 9. At the lowest level,. the pay ;scale: 'is th~ same as·. 
prescribed for the Assistants of~he.eentral.Se~~~~~t. ~ 
Service. The method of recruitment. and the quali­
fications prescriped are also the same •. We::recoth­
mend for this grade the scale of Rs.: 425-800. · -' .. ~ ·· 

. 10. The. Assistant -Civilian Staff .Officers, fonnerly ~­
designated· as Superintenden~s, are performing fu?c-,~< 
tions comparable to those dtscharged by the Section 
Officers in the Attached Offices participating in the· . 
Central Secretariat Services Scheme. The provisions . 
relating to ·recruitment and qualifications now pre:- . , 
scribed correspond ·to ·parallel provisions made .for: · 
the posts of Section Officer in the CSS, including the · 
clement of direct recruitment through category III : 
of the lAS. etc. Examinatiort ·conducted annually -
by the Union Public Service Commission. Consider­
ing these points of similarity, we recommend .thal the 

· Assistant Civilian Staff Officer should be giVen the 
scale of Rs. 650-1200, i.e., the scale recommended . 
for Section Officers ·of the CSS. 

11" The associations representing the Civilian 
Staff Officers and the Senior Civilian Staff Officers 
have claimed that, in the matter of pay scales, they , 
should be equated respectively to the Under Secre-. 
taries and Deputy Secretaries of the CSS. 1}1e grade. 
of Civilian Staff Officer was introduced w1th effect 
from 1-3-1968 after amalgamating the then existing 
levels of Officer Supervisor (Rs. 740-30-830-3~-900) · · 
and Civilian Staff Officer Grade 11/Deputy Assistant 
Director (Rs. 800-40-1000). We think that at tt;ris 
level there is qualitative difference between th~ duttes 

· and responsibilities of the Under Secretary and the 
Civilian Staff Officer and it would be adequate to allow 
the Civilian Staff Officers the scale of Rs. 1050-1600 •. 
As for the Se,pior Civilian Staff Officer, we find that 
th~ Second Pay Commission had recommended the ·. 
same scale as for the Under Secretary to the Govern­
ment of India. After the constitution of the AFHQ· 
Civil Service the post has been given the scale of Rs. 
1100-1400. Wrule we do not think that it would be 
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justified· to, treat this post as equivalent to that of ·, 
Deputy ~ecretary in the Central Government,· we feel , 
that some· ,upgradation is necessary considering. the, 
level of this post and-its supervisory role over the work 
of civilian officers. and . Service officers of Major's 
rank. ·We have. been informed that with a view to 
improving\ the' promotion'.prospects of the. members . 
of the AFHQ CiVU Servtce, ·steps are bemg taken ·, 
to include in the Service certain posts of Joint Director 
in the grade of. Rs. 1300-1600. :In our view, the more 
appropriate course would be to elevate the grade of 
Senior Civilian Staff Officers to the level of Rs •. .l300-
1600 1n existing terms, ·and we recommend for this 
gr:a~~· the scale of Rs~)~OQ-1800~ , ;> i .: .. ; 

· ')2 •. The sanctioned strength of the-AFHQ Cieri- ' 
cal Ser\rice, as · on 1-1·1971, ·is given below: 1 

• # , • 1 . -. ~ .,._ , r 

' . 
::·_,., TABLE n ~-, -

·(i'r'acie-~;..;_ · .. !i:• t :Scaleotpay(Rs.)~-- ··· · :·: No:1 'of.~-
.:_l .. ~~J:·~-:a ... ; r~:LL f,l -~!j~·~·:. ·11 :_. --~~: >'! t;..,_ r. ,.· · p~.sts. 

.. ' 

upj,~.r··niVision Clerk'; t30:..S-160-s-200-:EB-g...." ·. ·: ' 1917' 
. . . . . - . 256-EB-8-280 i ' . I : i - '. I •• 

Lower.,Division, Cle.r~ .. '10...:3-131+155-EB-:-+-: , 2620 
• • · • • 

0 ,,.,'.I f ·:• 175-5~180 I.>' ' • ! ·' 1 

,!:'!: !:~·~·,: .. ~ :.~.j;j·) ~-~'.:::.a! :"1: ... .-J.f ,· .,,_. ;. 
----~~~,-~~-----------~---------------· I ... ~t.:;.·!_; ·:r .. ~; !J~ir t'~-~~.r'!'~L~·r..r=:, ;:.- '_ •.. :··'--·;· ~ .__...~ l . . ~ 

.-The .above grades, and the method of recruitment : 
and qualifications--prescribed_ for recruitment thereto, ·; · 
are ,t_l).e. same as. for .the-~ Central Secretariat CleriGal · 
Seivfc~· (CSCS);'·'We ·recommend.-.. the· same' 'scales 
for these: grades: as~recbmmended by us (or the Grade· '-' 
I and' ·Grade' II' of the ·CSCS~ :; (j' " 1 • • -

.. · 'J. ·;'':~ .; .. ~;r_·~~·~)~:·;·,.~:,.;~ ·..,,} ;w··, • ... l:/ ~,r; r<.; -~ ... 

~'i3~';th6.=!eii~tlng:'grades and' ·s;nctioned st~~ngth'.) 
of .t~e' Af'HQ~Sten<?graphers" Service 'is given'. in the · 
table below;; · . ; :. · = . .. > ·· · ·.: • · '·- · 

; ::._~·~.i.J.,.; ·:..r tf•' 1·~ _.1_ ~~.-tJ (1: 1";. • ' 1·, ·- ,') 

: -) .JiJi. :~.'-~'':~·:(;~ ~. 7·~·;1' ... ~~~~i~ ¥~ '.: L ,-· ~ i .'J. , ,'; ; ~ ~- I." 
- ' 

G~ade:•'J !:::· .. :,.' :·-S~leofp~y(Rs.)~ ,. < '.--~~o. of-'; 
:;.•.:: r:·: . .._'.'"' '-: · ; ;, '•r:' r~ ;u ·:·: .i" :r .. ; . ;· ,i ; posts·/ 
t .,f 

• ' J' • ~ F I ' 

Selection Grade · • 350(500}-25-'500-3()..:.59()....! 20 · 
. . . · . EB-30-800 

" . ~ l ' ~- - - t • 4 
• , • : f l t 

Stenographers Grade I · 350(400)-25-650-EB-30- ·. 41 
- . l ' • i • • { 740 . 
! ' . ~ , ~. . . . 

Stenographers Grade II '210..:.10-270-15-300-EB- 574 
. '""·'· :: i .3 ::,,J '15-450..:EB-20-530 !J.-

,. ,-, .. • ;· .·. '• . 
! ~· .· ·- , .. 

·~ . ' 

_ 14. The above grades differ from thos~ prescribed 
· for the CS SS in that the pay scales of the two higher 
grades are. slightly lower than the correspondii)g 
scales of Rs. 350-900 and Rs. 3~0-770 of the CSSS. 
The CSSS also has a Grade III ·on the scale of Rs .. 
130-280. .Steps 1 for introducing Grade III in the 
AFHQ ·Stenographers' Service are being taken and,·. 
as in the case of the csss~ it is proposed to convert 
the existing posts of Stenotypists into posts of Steno­
graphers Grade III on the scale of Rs. 130-280. Thus, 
Grade II and Grade III (when formed) ttf the AFHQ 
Stenographers' Service are equivalent to· the corres­
ponding grades of the CSSS. As regards the posts 
of Stenographers, Grade I and the Selection Grade 
in the AFHQ Stenographers' Service, it seems that 
the present lower scales for these two grades have been 
prescribed in order to. retain a certain internal relati­
vity. with the scale prescribed today for the. Assistant 
Civilian Staff Officer, l'iz •• Rs. 350-800. As we have 
already recommended parity in pay scales prescribed 
for- the Assistant Civilian Staff Officer and the Section 
dfficer of the CSS,' there is no longer any need for 
maintaining differences in the scales prescribed for 
this Service and the CSSS. Accordingly, we recom­
mend that the various grade of the AFHQ Steno­
grapher~' Service should be given the same pay scale 
as. recommended .. for the corresponding grades of 
the CSSS. , We also recommend that the existing · 
selection grade· should be re-designated as Grade A 
and the existing Grade I as Grade B. The present 
Grade II should be re-designate<l as . Gra~e · C. 

m~ Oerical Grades 
• .If ! • 

·. 15. We deal in this section only with the standard . 
clerical categories commonly employed in the various 
non-secretariat organisations excluding the Attached 
Offices £articipating in the.Central Secretariat Services 
Scheme and the Armed Forces Headquarters and inter-

. Service organisations~ At the lower levelS, all adminis­
trative offi:es follow . the same pattern as the 
Secretariat entrusting routine clerical work like receipt, 
diary and despatch, typing etc. to the Lower Division 
Clerks, and other clerical work, including dealing work, 
to the Upper Division Clerks. In the Railw~ys, 
a separate stream has been created for the typ1sts 
with regular posts outside the clerical cadre; there 
were 4601 such posts comprising 2394 posts on Rs. 
110-180, 1756 posts on Rs .. l30-300 and 451 posts on 
Rs. 210-380.. Excluding. the Supervisory grades, 
the number of posts and pay scales of the standard 
cleriCal categories in the various departments are 
given in · the" table below: 

... '> .. 

'• .-I TABLE IV 

Pay Scales · · ·l . -... n Rev. • C&AG Others Total '· ·-- :P&T Defence .. 
(Rs.). . ' '' . '\ (excluding -& Rlys. 

; .. AFHQ) Insce 

llO-i80 
,. .·' .. - j. 53,324 7,140 25,201 1,27,642 i 3,964 28,582 9,431 

130-300 '. . .. j _, ~:. 4,859 13,307 15,221. 41,876 24,470 25,976 1,25,709 --··· .. .. I . .. 
150-240 \ n 3 6 435 733 .. _•;' _J•. J 

, . 
I • .. 289 .. ' 

180-380 r;-. ~-· 1· 

76 76 .. :; . '. .. 
210-380 '1 "t .,, 119 451 5,442 3,879 9,891 
110-425 .. .. I. 47 47 
210-530 .·. ; - 31 66 12 109 .. .. 

• , .. 1 ··, -·· 

! ' l f,. .. TOTAL 8,942 42,_254 
. ' 

'. 24,686 95,717 37,058 55,550 2,64,207 

-'" · •Tncludin!l Tvni~t~· nnd.:: l 
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16. The p~ts of Lower Division Clerks are gener­
rally filled by direct recruitment of persons. having 
matriculation qualifi.ctions, but in each department 
there is some provision for promoting Class IV 
personnel, the quota earmarked ranging from 10% 
in most Sub0rdinate Offices to 25% in the Railways 
and to al much as 50% in the Posts and Telegraphs. 
Tbe actual procedure followed in· making direct re­
cruitment differs from department to department. 
Most Subordinate Offices are reported to be resorting 
to local recruitment through the Employment Exchanges 
In the Posts and Telegraphs, arrangements 
are more centralised and recruitment to Class III 
posts is done at the level of P&T Circles, but clerks 
are recruited on the basis of the marks obtained in·. 
the Matriculation exambation with s9me weightage 
for higher qualifications. In the Railways, the Lower . 
Division Clerks, like other Class III staffs, are recruited· 
on a zonal basis through the Railway Public Service 
Commissions. We commend the adoption of arrange­
ments broadly similar to those devised by the Rail­
ways and suggest that, wherever practicable, the de ... 
partments should arrange for recruitment of the LDCs. 
on the basis of open advertisement and a competitive 
te;t instead of through the Employment Exchanges. 
This examination need not be an elaborate one, and 
may consist of simple objective tests as recommended* 
by the. Administrative Refortm ~mmission. : . 

17. In connection with· the recruitment to the · 
posts of Lower Division Clerks, we should like to : 
emphasise the desirability of providing adequate 
promotion avenues to the suitable Class IV employees .. 
Considering the proportion of vacancies of .LDCs , · 
filled by promotion of Class IV employees m the : 
Posts and Telegraphs and the Railways, it should be 
possible to enhance the promotion quota of 10% of . 
the vacancies of LDCs prescribed for the Class IV 
employees in most offices. One practical way of . 
increasing the induction of Class IV employees into 
the LDC's grade could be to encourage them to Jearn' 
typing, so that such of them as acquir: profici~ncy 
in typing could be employed on the typmgJobs straight­
away. In line with the recommendation made 
by us for the Central Secretariat Clerical Service, 
we would recommend that up to 15% of the vacancies 
in the LDC's grade should be reserved for promotion 
of suitable Class IV employees subject to their satis­
fying certain minimum standards of selection. 
\Ve have been told that in certain departments there 
has been deterioration owing to the excessive induc­
tion of Class IV employees into the higher categories. 
The situation should, therefore, be under constant • 
watch, and dilution of the clerical cadres should be 
avoided. The percentage reserved for promotion 
is not sacrosanct and may be revised in either direction 
according to circumstances. · 

18. At the level of UDCs, the general rule in 
most Subordinate Offices is to fill all posts by the 
promotion of LDCs or provide for direct re~ruitment 
up to one-eighth the number of vacancies. The 

major exception5 to this general practice are the or"! 
ganisa.tions under the Comptroller and auditor• 
General, the Defence Accounts Department and the 
Pay & Accounts Offices, where . 4 out. of every 5. 
vacancies are filled by, direct recruitment,_ and the 
Income-Tax Department and Railway: Accounts De·._ 
partment where there. ia direct recruitmet to .:50%~ 
and 20% of the vacancies. respectively .. ,.Fo~:---direc; · · 
recruitment to the post of UDC, the. minimum educa~" · 
tional , qualification prescribed is a Degree. · , r ; L! 

.._ ~ ~ , ' ; ' • '{ ,; _-. :, • i)j ~ :\.? r 

19. To acquaint. ourselves with. the . variegated: 
duties entrusted to the clerical categories~ we collected· 

·information from a number of. Subordinate Offices: · 
as part of a job description programme.· . Although' 
this programme was in the nature of a pilot study .. 
and the coverage achieved could' not be high, our 
study has shown that there is· an unnecessary 1 multi-·· 
plicity in the designations employed to describe CI~rksr· 
doing more or less the same type of job in the different, 
offices. We would suggest the ·adoption of' uniform·· 
designations for greater simplicity and. stand3.rdisa­
tion. . Thus, designations like" junior clerk; assistant •. 
clerk, typist-clerk, clerk grade II~ lower. division clerk,~ 
clerk-cum-typist, upper. division clerk, senior· ~lerk~·, 
clerk. grade I etc.· should be replaced. by, standard: 
single designations like UDC and LDC or.~Ierk Grade: 
I and Clerk Grade~ .. ·, , · '' '' · 

: t. .... , ,. ' i ., , · '1; f , r; 
"( 1'1• '"'' f I ~ .' ~ J•'\f~.j ': •iJ 

20~ The analysis of the facts collected by us~undet·l 
the job description programme and the f1,1rther study:.;. 
of the data-made by. the Administrative · Staff College ·1 
of India, indicates that the size of the· jobs entrusted 'I 
to staff working ~t the level ofLDC and UDC varies ·~' 
considerably from office to office and within.the same·:; 
office. In a way,. this inference lends support, to ,the~.:! 
prescription of long time-scales of pay for; these, ~ateoo~,, 
gories, but it also hig~lights the neec;\ for developing 
proper work standards ~ith a view to ens,u~ing a ·more ~' 
rational reallocation of work between the ~w(} .. cl~rical- 1 
grades. . 1 , .' ... :1 , . : •• ·. , , · . , - ·.t 

• " -~ ...r ; L .. ·., · ;· r. ·~ ' ~ ~ .~: ·, r :; c ! 

21. In the same conneetio.n, 'we found that' quite,·~ 
a few jobs e'nfrusted to the LDCs, were broadly·com- -· 
parable to those being· . performe(J 'by the UDCs. · 
It can be argued that this stren~hen's the .claim made ·' 
by certain unions that the division between the LDCs: ; 
and the UDCs is merely artificial and not neces:;itated ··' 
by any difference in the nature of work. w~ have 
examined this demand witl~ care in the' light' of .the 
substantial amount of information collected under the. 
job description programme. Our ranalysis reveals. ', 
that while there is an extent of overlap in the duties 
being performed today by the LDCs on the one hand .. 
and the UDCs on the other, the extent of such overlap 
is generally not more than what is consistant with the . 1 

overlapping scales. prescribed· for .these two grades~ ·· 
Further, while the bulk of the LDCs are employed ~n 
clerical duties of a routine nature like registration and. 
distribution of ·dak~ copying information and filling ... 
outstandard forms, simple arithmetical calculations, · 
and typing, the UDCs are gen.erally req~ired to h~n?le ·,, 
case work :and house.:keepmg. functiOns requmng •' 

. L . 'i 

•RocJ:n:n:n:iation N~. 19 in it; Report on Personnel Administration-April .1969 (Page 52). _ · 



knowledge· of basic ·budgetary rules and procedures, 
simple accounts and establishment matters and the 
relevant· departmental rules. and regulations. In 
the small number of cases where the jobs being handled 
by_ some LDCs are comparable to jobs generally en­
trusted to the UDCs, the proper course would be to · 

· identify· such jobs. and upgrade them to the level of 
UDC rather thaa cite such cases in support of merger 
of the two grades: · Out view is that there is a quali'.. 
tative difference in the duties assigned to the LDCs. -. 

. and UDCs and it would not be correct to merge the 
· · two.~ grades.~, There are ·incidental advantages also 

in· having· a promotional avenue- for" LDCs in that 
they~ are.· not:. : frustrated, and~ the Government is 
a5~ured of experienced perso!ls cqming up to a specified . 
standard , as . UDCs;. ' : ~: : · j • .. · : '· • • • 

. ·,~~~.: ~ ,t .. :/ ,: ' i :]". ·.;-:·-~ .· : ,'*~ .. ~.-.: ,. ~.... 1 .... ~ "" ~. • • 

-i;~22: Fof clerks·: on the scale. of Rs·: It 0-i 80,. ',;iz., 
Lower Division· Clerks, Clerks' Grade II etc.~ we re-' 
cotiim'end~ the scale· of Rs. 260-400.' . . ' ., . 

I - ~ • I 

~~~~-:~~ •. :. ,;-,__''' :;._~;··,;·?,:~- ::;··~:-.·' .. · .: . '. . 
;,· .23, The Second Pay Commission suggested placing 

10%. of the posts ,of LDCs iii. the . sefection grade of 
R~. 150-:240 .in c~d~es .iit which the proportion of pro- · 
rootioit, posts was .. less ,than half the number of posts. 
in the-lower division.: ',Fiom'the information availab!e _, 
with us, it appears that few departments have provided . 
a selection grade. for the LDCs'. on this basis. . As 
the figures in Table IV will show, the selection grade 
of_-the- LDCs _accounted for~ only 733 posts· in all the 
Departm~nts~; :we 'beli_evethat in some Departments; . 

_e.g.#' Defence/this/ category is ~eing wasted out conse- / 
quenton the decision to improve the ratio ofthe UDCs 
to ·the· LDcS/'"The(uiJ.ions .. representing Clerks are 
alsq not generally in fay our of selection grades ofLDCs 
because their.first pfefere.riee is for a' re-determination 

' of the ratio' between 'the· number . of posts. of LDCs 
·and uDCs.:_, We find that the promotion prospects of· 
th¥ T;DCs.·in ·the' Subordinate_ Officers are generally· 

· better than those of the LDCs of the CSCS and :·that · 
there is no- selection grade in the CSCS. We feel 
that there -is no need for providing a selection grade 
for the, Lower. Division Clerks jn Subordinate Offices 
and we- reeommen!J, . .aCcordingly. _ For the. _ LDCs 
w~o_al_'e at present in the ~election grade of Rs. 150-240, 
we .. recommend that they should, be given. the scale of 
Rs .. · _330:480 t_ilL such ~ime _as they retire or get pro-
moted. ,.,.. ; , ~ ;_, ·. ~- · 

.. ~. j ~. i .... t J. .. ; 

~24. We fiild that the direct recruits to the UDCs' 
grade in the :Audit Department· are advanced· to the. 
stage of Rs. 150 on the scale of Rs.-130-300 as soon 
as they pass the departmental-confirmatory examina­
tion which can be taken any time after their having 
put in 6 months' service. ··With the higher start which 
is linked to the stage. of Rs.- 150 of th~ present . scale 
being proposed by us, there· would be no justification 
for ·continuing this. provision · any longer · and we 
recommend that. no advance increments should be 
allowed to· the direct recruits on passing the confir .. 
matory examination after the introduction of the new 
scale proposed by us for the UDCs~ We. would sugg¥st 
that the confirmation of such UDCs should be made 
only aft~~ th~y have passed the_ prescribed depart menta! 
examination. Further, the promo tees to the UDCs -
.grade in the Audit Department are being granted four 

100 

advance increments on their passing the confirmatory 
examination. This is in addition to the benefit ob­
tained by them. on their fixation in the UDcs· scale 
on promotion under the normal rules. We are not 
convinced of the need for this special dispensation 
in favour of the promoted UDCs in the Audit De­
partment and would recommend the discontinuance 
of this practice.· · 

25. Many unions_ representing the Upper Division 
. Clerks in the Subordinate Offices have claimed that 
the work performed by them is of the same nature 
as that performed by the Assistants in the Secretariat 
and Attached Offices and that they should, there­
fore,' be given the Assistants' pay scale. As mentioned 
in' the previous' chapter,- the case work· handled in 
the sections of the Secretariat is gen~~lly divided bet­
ween the Assistants and the Upper Division Clerks 
on the basis that the more difficult and complex cases 
will be dealt with by the former and only the simple 
routine cases by the latter. This by _itself brings out 
the difference in the nature of the work performed by 
. the two categories. Further, dealing with files relat­
ing to policy issues and programme review at the Cen­
tral· level calls for greater ability and mental applica­
tion than dealing with matters connected with the 
implementation of Government decisions. It is for 
these considerations that a higher standard of exami­
nation has been prescribed for recruitment to the 
posts of Assistants in the Secretariat. Considering the 
methods of recriiitment and the duties assigned, we 
feel that the Upper Division Clerks in the Subordinate 

· Offices should have parity with the Upper Division 
Clerks of the CSCS and not with the Assistants. In 
devising the scale for the UDCs in· the Subordinate 
Offices ' we have kept in mind the fact that a Degree 

, is the prescribed educational qualification for direct 
·recruitment. We have, therefore, suggeste<t the same 
start for the UDCs as for the other categories who are 
directly recruited from among graduates and who are 
today· on the scale of Rs~ 150-300. We, therefore, 

·recommend the scale of Rs. 330-560 for the Upper 
Division Clerks. 

26. In the organisations under the Comptroller 
and Auditor-General and in the Defence Accounts 
Department, the UDCs have a Selecti<?n Grad~ (Rs. 
210-380) also: The raison d'etre for this grade ts the 
fact that in these organisations the UDCs have n~ 
chance of promotion if they fail to pass the Subordi­
nate Accounts· Service Examination. Taking note 
of this feature as also the higher level of difficulty of 
a proportion ·or jobs handled by the UDCs in these 
Departments, the Second Pay Commission endorsed 
the continuance of the selection grades for the UDCs 
in these Departments. For similar reason~ there a:e 
269 posts of Selection Grade UDC on this scale m 
the Pay and Accounts Offices under the Department 
of Supply. We would recommend that all these posts 
of selection grade UDCs should be given the scale of 
Rs. 425-640. 

27. There are about 40 posts of UDC in· the same 
scale, viz., Rs. 210-380in a few Departments. We 
further find that the posts of Selection Grade UDC have 

· - been put on slightly different pay scales in two places; 
76 such posts in the Canteen Stores Department under 



the Ministry o£ Defence are on the scale of Rs. 160-380 
and 46 such posts under the Department of Atomic 
Energy are on the scale of Rs. 210-425. The solitary 
post of Senior Oerk in the National Academy of 
Administration is on the scale of Rs. 210-425. We 
do not see any justification for these differences in 
pay scales. Government should review the position 
in this behalf and only such posts of UDCs-Selection 
Grade should be continued as fulfil the conditions 
existing in Accounts Offices riz., direct recruitment of 
UDCs and no promotion without passing a stiff 
departmental examination. For such of these posts 
as arc continued, the scale of.Rs. 425-640 should be 
adopted. 

28. There are so'me posts of Assistant in a few of 
the "non-included", Attached Offices and Subordi­
nate Offices. The scale of pay for these posts is iden­
tical with that of Assistants of the Central Secretariat 
Service. We recommend for these posts the same · 
scale as recommended for the Assistants in the Secre- · 
tariat. Government should review the need for 
continuing such posts in the Subordinate Offices after 
all the offices outside the Secretariat have been reclassi­
fied as we have suggested in paragraph 4 above·. We. 
feel that it would be advantageous to have some posts · 
of Assistant in the Attached Offices whether "included" 
or ••non-included". The method of recruitment to 
such posts should be the same as prescribed for the 
Assistants of the CSS. 

29. On behalf of the Typists' cadre in the Railways, . 
the demand has been made that their cadre should be 
merged with the general clerical cadre. At present, 
entrants to the Typists' cadre in the Railways have 
the option to switch over to the clerical stream within 
5 years of their joining service ai\d in this connection, 

Pay Scales 
\. 

(Rs.) 

J30-300+SP Rs. 15 toRs. 40 
210-320 
210-350 

... 

210-380 . 
210-425 
210-450 
210-475 
210-530 
210-530+SP Rs: 30 t~ Rs. so 
250-425 
270-420 
335-425 
325-475 
3S0-20-4S0:2s-4is 
350-25-475 
270-575 
320-530 
325-575 
3~20-450-25-575 
350-25-575 
400-515 . 
450-575 . 

.ToTAL 

tot 
the deJ?l3nd. has ~~n ptade tl'13;( this'.o~ti~p~s~putd~·." 
be ava1la~le. even after .the penod .. ~C~-:years.;1.;We ;. ·. 
have exammed the numper of_posts:. in t:Qe. three '_i~raqes · 
of Rs.-110-180, R~ ... l30-3QQand :Rs;210-380-and:nnd·, 

, that the pron1:otion prospects ofTyp~s.t~·:i!l::hle:··Rail-~ 
. ways :up to the gr~de. of Rs •. 210-380 co~paic.· fayo¥t~ 
ably w1th the prospects of personnel m t4e · clerical . 
stream. ·· The Miiustry of Railways has intimafed ~hat 

·· it would lead to a number.of.practicat. difficulties ln 
providing clerical jobs to the Typists,!speciall)1'those 
in the higher grades if such a(. me!~er · ~erct .. ~JI;<;~~~· 
The Typists even after the 5-yea.t penad hav~.Jh~ op-

.- portunity to ·.compete·· for- the-·post ··of -stenograph~r 
which is a. more appropriate promotioii1 outlet tllan 
induction into the clerical grades at ·the ·higher· level~. 
We would not,. therefore,· suggest. any change in ~he 
existing position.~ .We r~ommend~. tl;lat:'1'YP~~ls': 9n, · 
these grades should be. g1ven the apprOP~1'1-te sc~es 
recomme~ded i by .. us f<?r the . ~orF~spo,nd11l&. clencal ~ 
grades. · · · ·: · · •· · .. ~ · · ·': ··c! ~·y\~, ·: l, ~::~·-.~.d, 

,,. .• •;·.··· .• .i . · · '•' .n .... ,:}():.·,•-L!.f.l•.H 

... IV. Cleric~ SupeJ-visori Griules.;:··.r:.~ :·;;~~ .~:~·;.:; ~: 1 , 
· ~ · ~ .. · · .. ~- .. ;.r. :o -~'' ";.:) ·-( • ;~.'J::~., to(/~ ~~t.~: ·;:i;:.~·>i : 

30. The Second Pay· ~ Commission recommended 
only the following fol1r Grades for the ·Clerical Su- · 

· · · pervisors· : · ' _ i · · • ·- .. ; · : t '· • ·. ~ • • 
• .... ? • .• ·•· •. 

. ' . Grade · . Scale o£ pay (Rs.) .. 

Supervisory Level I . · · •' 450-25-575 . 
. Supervisory Level II · . • • 350-20-450-25-475" · .. 
. Supervisory Level III~ . , • 335-15-425 · · ,. ' 
Superyisory Le,vel IV . . . . · ~ 210-10-~90-15-320-E!J~ .,' 

J .. ~, 15-380. ~ ' ' . ' \.,; 
. ' .' ... ' . '· ~· ~· . : .• ,'1" ·~ • . .·.··." '1 ~ ~·.-,.,_ (' .,;·.~-~ t 

31. The existing number of scales in .vogue for th¥<" 
clerical supervisory grades in the different departments.,~ . 

· is much more as can be seen from the figures contained . :. ·· 
in the following table : . · ·. · · ·. · · · 

I . , .. :· 

TABLE V 

. .. ·\ 
P&T Defence'. Rev.& Rlys •. ·, Others~ Total.· 

]. ; : r excluding . Insce. 
AFHQ ' 

95 
~ ( .~2~;;c') 296 -.. 40. 

81 ~ .. : ... "1 :--- -.· "~ ··-'82 
892 3~ 1,765 5,913 1,011 . 9,614 

1 !. ' 
'j• 120 ·~- ,',··121 .. 

1 . t .. 2,648 ! ·: .. · ·'2,648 
12 12 ... 

2 31 ! 33. .. 14' 14 
. I';; .:~ ·.: :{ ·t 

43 29 1,088 - 1,216 94 I . 2,470 
I 4'~·''~ •. :..4 

1 3l 60 102 20.5 
20 

680 1,078 
1 :~:~:. •.·· '21 

~ .... 9 9 
t ~·~ 7 · .. ;: .:.,, 

30 30 . . 1 ... •' .96 :! '. '91 
c •• ' 25' . . 25 

'' 3· ...• ' ' 3 
124 190 47r.' 361 I. ; ;:. 

j ;: " 

1,048 2,877 3,080 7,546 2;416 .16,967 
,,._ '...._,.. ·~· 



; ·There is ·a remarkable lack of uniformity in the desig­
, nations, ; structure of supervisory- grades, numbers 
·. ··and scales of pay adopted by the different Departments. 
: In some cases, odd scales of pay-, differing only· mar­
• • ginally from standard ~cates, have been prescribed for a 
> small number of posts without adequate· justification. 

'· · .. ·. J2. The lac~ pf ufiifo~~ity in the structure of super-
_visory grades adopted by different Subordinate Offices 

·,can be gaugedfro~ the_hierarchical c~art~ ~veil below: . 
··Directorate Generat••'ot ~~- : ·•. · En&ineer·in-Chief~s•• 
·· ; ·· Ordnance Factories :: · : · - : .. · · Branch; . · 

: Office Superintendent . .. . Office Superintendent 
Rs. 210-475 (565) ' · · - ·. Rs. 210-475 (785) . 

• • ' • • ' • • •• 1 •. ' ...... ' .• ' I ' . ' I 

J I '· :. . .J .. , ' ..1 , , , ~ , , " " , "". ,., r ; • ~ 
_UpperDivisionClerk .. 1 •.•• UpperDivisionCierk. 
. Rs. 130-300 (2453) ~ ·, . " • . Rs. 130-300 (3267) · tJ • '. •• 

<>·-->~.· r·:·· .. ~ '.·:-::::··~ >: · .. :-.- · .. 1 J. • •• • l 
Lower Division Clerk 'Lower Divisio'n aerk ' 
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. I 

. : 

'., ·. [ 

Poita and Telegraphs Department 
(AdmloistratiYe Of.O.cea) 

Office Superintendent . 

· . ~s. 350-475 (31) 

.. . , ~ I 
. Head Assistant.' .. ,_, 

· Rs. 335-425 (43) · ~ 
I ' I ' . J 

. Head ~lerk (L.S.G.) 

Rs. 210-380 (892) l 

I 
Upper Division Oerk 

. ~ i ... 

Rs. 130-300 (4859)' 
. I : 

i.ower.DiviSioD. cie~k· .. · · 

Rs.110-180 (4479) .. Rs. 110-180 (6684) · ). l ~ . ' Rs. 110-180 (3964) 

' ••The same patten} ·is followed' in' .other or&anisations 
( ,. ~ 

I • under the Ministry of Defence. · · 
~ .,~~_, .. r· • •. , .... _,~-~:7 f~ . :.;·· ':':. ~~) ~it': ,· :·· ~··· 

' i. I • ~ : • 

... ._ 

.. ·_: :~. . . : : j ,· ~ ~- •' 
;-

. ~~ i . 

' ... . 
"" : ... ~--' 

... ' . t 
- ' - ~ .-.1 ' ~· • . ·-,. ~.: ' ~ ... 

Central' Excise 

, Office Superintendent-. 

· Rs: 450-575 (58) 

: ·I- ·; . 
Deputy Office Superintendent 

' / 
• Rs. 335-425 (526) ' 
. , I 
Head Clerk 

Rs. 210-380 (290) 

I · · · Cl k ·Upper DIVISion er 

-Rs. 130-300 (3291) 

I ... Cl k. Lower DIVISIOn er 

Rs. 110-180 (2236) 

.. 

Chief Controlle~ of Printing and Stationery . .... ~ . 
Head Clerk 

Rs. 210-425 (48) :. '.. . 'I i :' 

: . '- . ' .. ' ~ 

: . . · UDC-in-Charge 
. i : ~ . 

Rs. 130-300+ Rs. 15 S.P. (ll4) 

. \ ' . . ' \' 

l!pper Division cieik ,· 
· · · : Rs. 130-300 (740) ' ·. ; .. ' ' : . f' ·. i 

Lower Division Clerk/Lower Division Clerk (SG) 

Rs. 110-180 (1485) · Rs. 150-240 (89) 

·' ! ' . f 
.Department of Revenue and Insurance 

Customs 

Office Superintendent 

Rs. 450-575 (54) 

I 
Deputy oJce Superintendent 

Rs. 335-425 (130) 

Upper Divhion Clerk 

Rs. 130-300 (1152) 

Lower Di~~ion Clerk 

Rs. 110-180 (916) 

;, 
j 

Income-Tax ; 

Supervisor (Grade I) 

Rs. 350-20-450-25-475 (97) 
I -

Supervisor (Grade II) 

Rs. 335-425 (419) 
. I 

Head Clerk 

Rs. 210-380 (1439) 
I 

Upper Division Clerk 

Rs. 130-300 (10565) 
I 

Lower Pivision Clerk 

Rs. 110-180 (6000) 



RAILWAYS (AdmlnWrative Offices~ 

_Office Superintendent (Grade I) 
Rs. 450-575 (190) ' .. ' 

Chief derk/Office Superintendent · ' ' 
(Grade II) · 

Rs. 350-475 (225) 

Chief derk i · . . 

,) 

Rs. 33.S-42S (1216) ' 

Headderk 
l . 

Rs. 210-380 (5913) 

Seni~r trerk J' 

Rs. 130-300 (40120) 

Clerk I 
' ... · ·' , 'I 

Rs. 110-180 (50945) ,-' 

Survey of India 
Superintendent 
Rs. 350-"S (.S) \ ' . , I. 

• J . 

t· 

. - Office Superintendent •'+': 

. Rs~ 350-475 (l.S) . ; . ! . 

I · · -·. · , . . ·' 
Head Clerk/Assistant/Head Accountant 

Rs, 210-380 (45) ; i J ·I 

upcin-Chargc· . 
Rs. 130-300+SP Rs. 15 (69)"" 

Upper.bivision Clerk ' .. < , ., . 
' Rs. 130-300 (375) ' ' ; ' : . 

Lower !ivision Clerk . · · · -·· · 
Rs. 110-180 (614) , ' :. · · 

; • ' .; . ·.,.·· 1 ~ > ll! 

• I . ,, 

Archaeological 'survey 9f India 

Head Clerk 
Rs. 210-380 (24) 

Upper ~ivisi~n Oer~ 
Ri. 130-300 (72) : 

Lower-bivision Cler~ 
Rs. 110-180 (178) ! . ._)' 

/ 
Directorate General of SuppUes and Disposals 

Superintendent 
· Rs. 350-575 (3) 

S 
. I 

. upenntendent 
Rs. 350-415 (27) 

Head derk 
Rs. 335-425 (44) 
. I . . . . 

Upper Division Clerk lncharge/Upper Division Clerk .. 
Rs. 130-300+SP Rs. 30 (29) Rs. 130-300 (548) 

Lowar bivision Oerk, · · · 
Rs. 110-180 (1156) .. . ' 

I~ 

33. The dissimilarity in stntctures adopted by the 
different offices of the same Ministry /Department is 
best illustrated by the patterns in force in the Depart­
ments of Income-Tax and the Central Excise and Cus­
toms. The level of Head Clerk (Rs. 21.0-380) which 
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_ exists . i?- th7 ~nco me:. Tax, and: ce~ti-at. ExCise Depart­
ments IS m1ssmg on the Customs side· with the- ·result 

· .· ~at promotion froll! th~ :unes· grade.' (Rs~- 130.:300) 
1n this Department IS drrect tp' the level" of Deputy 
Office Supe~tendent (Rs; 3.~82~?we: beli'eve- that 
steps are bemg taken to· gradually· eonvert au Posts . 
of Head Clerks into those of Deputy Office Superinten­
dents in the. Central Excise. Department also. :;: At the 

.. highe~t level also,. the grade in the,Income-Iax.Depart .. 
;'mentIS in the·scale.of Rs..r 3S~75. as·· again~t;,,Rs. 

4SO-S15 in .the Central. Excise -and. ,Cl.l:stQPls;.,?. 
"; i : ; t - J ._ ·. I ;.. ; _ · .. i \rL..tt i _ / j t -~~ i , ~ i .) } r) ·~ ~ ~ 1 .~: ~; · 1 ~ ~ 

. · 34. In the administrative offices~ i.ri·the:Posts .al:ld 
Telegraphs and: the Railways, the scales. in vogue.for 
·the clerical supertisory grades continue to ,be the saine 
as those recommended by the Second Pay Conunission 

,. except that . while' the Railways Jiave: adopted all lhe 
four grades, the Posts and Telegraphs have· adopted 

' , only three.· .. :. Thus, Office Superintendents in the: offices 
.. :of Post;, Masters General, etc"~ ate ·on ~thet -scale· .of 
: ;.R~-,3~~ an~ ~o~ on,!he_ ~e-of;~$. ~50--5~~~··. 
( ~: · .' . I \ 'A~:~-("~.. ( ;,'\ .: -~ ". :· J ,:~1 ::~~~;~: .l!l·~-~Hi } ·:Jll, 

· ·. '-35. In. th~ organisations; :'excluding- ~the·; 1AFHQ 
··.·and' inter.:.Service· organisations:! under: the':Ministry 
· '~of Defence; the structure· has· been' revised in ~the ·year 
· ·' 1970 except for the' Directorate General of Ordnance 
· · ·Factories where ,the change;wa$'effected in '1971~ ·There 
: .' 

1 is now only one· supervisory level in all 'these ·establish­
'' · ments under the Ministry of Defence in1 the ·seal~ of 
t'-210-475. PreviouslyJ-.Iill ·the· establishnients' except 
-. the MES ·had: t,wo· superVisory levels.' on the scales of 
· ', Rs. 21()-380 and Rs. ·335--425;· and,;the·'MES had a 
··. third level also on the scale··of Rs.'35().:.:..:.47SthThus 
: . while.) these-''establishments .'employing· 'a wbStantial 

' ~umber of1 clerical staff have' only· one :·supervisory 
' grade, othet: smaller·· brganisations have· 3 to· 4 levels. 

: ·· 'For instance, in the Survey of India,· and; in the office 
j -· of the Director General ~or~· Supplies- 'and·~ Disposals, 
. there are· four ··supervisory' levels; counting also 'the 
-~ first supervisor)' level :ofi U.D.C.-iri-charge.~'-'12'·~ 
.. ; . ,' '' >"''' ., . .: - ·. ; .':.''"- ' ~~ ;,: .·~ ~~. ,• ': i : .. ··;:: 

• f 36. In. large organisatiqris ~'like . the (Directorate 
General of Ordnance. Factorie~ ·and other es~bllsh­
ments under the Ministry of Defence; 'the provision 
of only one supervisory level does not seem to be a 
step in the right direction .. ·The re5ults of our study 
as also· the study made by ~he 1 Adplinistrativ~ Staff 

' , College of India show that' clerical supervisory work 
··. requires to be organised 1at a minimum: of two·levp-~· 
· barring the very small offices~ l -After detailed exalm· 

nation of the work assigned to the various supervisbry 
levels· in the different ·offices; we are inclined to think 
that, except for very small organisations, there 'should 
not be less than two nor more than three supervisory 

· levels. ·Further, the highest supervisory grade should 
be allowed only in large offices where the extent of 

. supervision involved is comparatively · inore than in . 
the normal run of offices. This is largely. true of the 
practice, folio~~ in· the. ;tt~ilw~ys at __ , l?re~ent. ' 

' I > ' • \ " ~ " ' ~) f ~ ) i ,.J 

37. We-have not considered it necessary to atteinpt , 
rationalisation on this basis for the 'various offices 
in each of the Departments, and we feel that it would 
be convenient for each Department to determine the 

· number of supervisory levels required in the various 
· - offices and 'select the· appropriate scales · out of the 



Scaies reeommended by us. However, we have in.di· 
cated broadly the manner in which posts on the eXIst­
ing scales can be brought on to the revised pay scales. 
In certain Departments, it ~ould be n~cessary. to re­
vise the strength of the vanous grades m the hght. of 

. our. specific recommendations. · 
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3S. The ~ain demand thai has be~n made by the 
federations and \other· unions representing . clerical 
supervisors is for parity with th~ scale prescnbed for 
Section -officers in the Secretariat and Attached Offices.·· 
In the case of clerical supervisors working in the Su­
bordinate Offices of the Ministry of Defence, demands 
have also been .made for parity with the ~c!lle of ~he 
former Superintendents of the AFHQ Ctvll Servtce. 
We have looked carefully into th~ nature of·wor~ per­
formed by. the Head·· Clerks and Office Super~nten­
dents in the Subordinate Offices and feel that it 1s not 

. ·.similar to the work. expected from Section Officers 
' of the CSS or the Assistant . Civilian Staff. ~fficers . _ 

(formerly -·Sliperinten~ents) of. the AFHQ_ .Civil Ser-
vice. Besides supervtsory duttes, the Sectton Officers 

. and the Assistant Civilian Staff Offi.cers in the ~FH9 
· are expected to make thei~ contribution to the exa~-

.. nat_ion. of the issue~ involved in the case un~er CO!'Sl• 
deration and, where possible, suggest the .appropnate 
course of action. In the matter of recruttment also, 
there are significant differences. W~lelposts ~n the 
Secretariat and AFHQ are filled .by dtrect recruttment 
through the_· lAS etc. . Examination or ~y promo~i?n · 
of Assistants recruited through an all-Indta compettttve . 
examination conducted _by: the UPSC,, the po~ts of 
clerical supex:vls_ors in: the · Subordinat.e Offices are 

. : · filled_ by promotion of personnel' tecrwted ~s LDCs 
or, jn some cases, as U:DCs .. In any case, 1t ":_Ould 

. not be ,Sufficient to ·provide for only. on~ supervtso_ry 
-. grade iQ.. the Subordina~e O~cc:s, coJ?,std~nng the vane­
,. ty of work transacted m · tll~se offices and the ma!ked 

variations in the size of the office, scale of operations, 
degree ()f supervision expected from. t~e supervisors, 

· etc. · Thus, it woUld . net the~ be practtca~le nor. ~e­
. · sirable. to adopt the Secretanat pattern while dev1smg 

the structure of clerical supervisory grades in· the Sub-
~- ordinate. Offi~es; .- 1 ~- : · • 

- .. ' .. \ . . . ; . . . 
- 39. In determirung · thv . pay scales suitable 

, , to the posts of . cle~ical ~uperviors. at diff~rent levels, 
. , we have kept in mind the needfor rmprovmg t~e effi­
. ciency of these. offices .. _It is not so much w1t~ the 
. Secretariat as with the large number of Subordmate 
.- Offices located at various places in the country that · 

the public in general comes into contact. The image 
, of the Administration is often made or marred by the 
· manner.. in which official business is transacted 
: in these offices since it is here that matters affecting 
the citizens intimately are disposed of. In this_context, 

• the need· for supervision is obvious and while we 
recognise that the tone of the office is largely set.by the 
officer holding charge as head of office, the asst~tancc 
rendered by the Head Clerk or the Office Supennten­
dent in maintaining the efficiency of the office cannot 
be minimised. · 

40. At the lowest level, the practice, fortunatel7 
not very common, seems to be of entrusting supervi­
sion of a Section or Sub-Section to a UDC, generally 

with the designation o/ UDC-in-Charge. in sottie 
offices, UDCs entrusted with S\lpervisory dutks are 
being given no extra remuneration, while in others 
a special pay at rates, ranging from Rs. 15 to Rs. 

. 40, is being granted. Our examination has shown 
that in some cases, the practice of having UDC-in­
Charge has been over-utilised as in some of the Govern­
ment Presses, where UDC-in-Charge are supervising 
large complements of clerical staff. We feel that 
where the complement of the staff in a small office 
would not justify creation of a post of Head Clerk, 

. the better course would be to place the supervisor in 
that office in a scale,. which may be a srgment of the 
regular scale prescribed for the Head Clerk~ .. We 
accordingly recommend that all the posts·,of UDC­
in-Charge, which are fully supervisory in nature but 
which cannot be replaced by posts of Head Clerks, 
should.he palced-on the scale of Rs. 425-600. 

I 

41. The post of Head Clerk on the scale of 
Rs.210-380. is the baisc supervisory level common to 
most offices. Since all these posts are filled by pro­
motion, and the promotion prospects of the clerks · 
recruited. to the various Subordinate Offices· differ 
considerably, persons with varying lengths of service 
reach this level. The problem of stagnation in this 
scale was stressed by many unions, but our analysis 
shows that barring a few offices the prospects for 
promotion to higher grades are not unsatisfactory. 
Only in a few ,small-organisations this prcblem is 
acute, e.g., in the Archaeological Survey of India. 
In the various· establishments, excluding the AFHQ 

. and inter-Service organisations, under the Ministry of 
·Defence,' the integration of the grades of Rs. 21 ~380 
and Rs.- 335-425 into. the grade of Rs. 210-475 
was effected mainly on· account of poor promotion 
prospects. Improvement was also effected recently 
in the Central Excise and Customs by converting 
posts on Rs. 21~380 into posts on Rs. 335--425. 
While. we have not endorsed the structural changes 
which have resulted from this revision, we have noted 

- the trends which · these improvements exhibit. . We 
have also noted that in some States persons equivalent 
to Head Clerks in the Subordinate Offices of the 
Central Government are receiving higher emoluments 
at the 'maximum of their pay scales. Taking these 
factors into account, as also the need for strengthening 
supervision in these offices, we recommend the scale 
of Rs. 425-700 for the posts of Head Clerks etc. 
which are today on the scale of Rs. 21~380. We 
recommend the same scale for the posts on the scales 
ofRs. 21(}-350, Rs. 210-425 and Rs. 210--450. We 
would also recommend that the pattern recently intro­
duced in the Defence establishments, excluding AFHQ 
and inter-Service organisations, should be reviewed · 
and the majority of the posts of Office Superinten-­
dents in these establishments which are on Rs. 
210-475 should be placed on· the scale that we have 
recommended for Head . Clerks. The remaining 
posts could be placed on the scale which we rec0mmend 
below for the next higher supervisory level. We 
are not suggesting any specific ratio as the position 
would differ from one organisation to another and 
it is a matter which can be sorted out by the depart­
ments concerned taking the requirements of different 
offices into account. 
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4~. The next supervisory level consists mainly 
of the posts borne on the scale of Rs. 335-425 desig­
nated variously in the different ·offices. In most orga­
nisations, posts at this level are filled by promotion 
of Head Clerks etc. on the scale ofRs. 210-380 
except in a few organisations such· as the Directorate 
General of Suppliei and Dispos:ds, and the Customs 
where U DCs .are promoted directly to this level. 
The scale of Rs. 335-425 was recommended by the 
Second Pay Commission for Supervisory Level III 
and the scale of Rs. 350-415 was recommended by 
them for Supervisory Level II. Our examination shows 
that the difference in these two scales is not always 
rdatabfe to differences in duties and responsibili­
ties and the classification of supervimry posts on the 
scales of Rs. 335-425 and Rs. 350-415 is not necess -
rily based on a systematia evaluation of the duties 
and responsibilities attached to these posts. Thus, 
while in certain departments, the scale of Rs. 350-475 
is· the highest grade, e.g., Supervisor Grade I in the 
Income-tax Department, and Office Superintendents 
in Posts and Telegraphs, it is the second supervisory 
level in the Railways and the Survey of India. Gener­
ally, promotions to posts on Rs. 350-475 are made 
from among supervisors in the grade of Rs. 335-425, 
but in a few offices, e.g., the Survey of India, Super­
visors on the scale of Rs. 210-380 are promoted to 
posts at this level. Accordingly, it would be reason­
able to combine the posts at these levels, providing 
at the same time the upgradation of a proportion 
of posts on Rs. 350--475 to the next higher grade 
on a selective basis. In particular, some pests of 
Office Superin~cndents in the Posts and Telegraphs 
and Supervisors Grade I in the Department of lncome­
taJr. can be upgraded to the level o posts which -
are today .on the scale of Rs. 450-5.15. 

43. In determining the substitute scale for the 
existing pay scale of Rs.335-425, we have kept in 
mind our suggestion to include a proportion of posts . 
on Rs. 350-475 on the same scale. Since the .revised 
scale for this reason would be higher than otherwise, 
it would not be appropriate to include all posts on 
Rs. 335--425 in the new scale, particularly in those 
departments where all or some of the . posts on 
Rs. 21~380 have been upgraded either to the scale of 
Rs. 210-475 or toRs. 335-425. We would recommend 
that a proportion of posts on these two scales, ranging 
form one-third to one-half should be placed on the 
lower pay ~cale that we have suggested for Head 
Clerk, riz., Rs. 425-700 and the remaining posts placed : 
on the scale that we are recommending for the next 
higher level. 

4-J. \Ve recommend the scale of Rs. 550-750 and 
the scale of Rs. 700-900 for the Supervisory Level 
II and Supervisory Level I respectively. Normally 

_ post at Level I should be only those which 
are filled by promotion from Level II. At present 
there are some scales with a maximum of Rs. 515 

·which would not qualify for Level I on this basis. 
For those posts we suggest an alternative scale of 
Rs. 550-900. 

.J 

45. Our recommendations in respect of thr 

" 

clerical supervisory grad~s · Ii1ay J:>e. , summarised · as 
under:-

Supervisory Level I 

Supervisory Level ll . 

. 
· ' · · _: • 1 '.Proposed 

,. . . . . · . ~ :, scale · 
.... ' 1 .(Rs.) . 
· ...... ,·. ' "'·"' 

.• '(A '700-900: 
~· · . · B · SSG-900 

•' SSQ-750 
~ ' ·." 

Supervisory Level Ill • · . . • 
'-

,. ·425~700.· 

Supervisory Level IV (for a few small offices ' 
only) -. A25-600 

Posts at Supervisory Level !'should be given seal~ 'A' 
or scale ~B' in aceordance with the approach. · 
indicated ip paragraph 44 above. 

~ , , ,t .,. r • 

46. As a res~t of the merger pi~posed by us,· the­
scheme of replacement . of the scales of the .. clerical . 
supervisory grades indi~ated in Table V above will 
be as follows:__: . , } 

TABLE VI :· · ·. 1 
,_-.,_; 

Existing scales 
{Rs.) 

45Q-S1S 
~S1S 

35D-2S-S15 
35D-20-4So-25-51S 
325-515 
320-530 
21D-S15 
35Q-2S-51S (Partly) 
JSD-25-475 (Partly) 
35Q-20-45Q-2S-41S 
325-415 
335-425 (Partl)') 
21o--41S 
335-425 (Partly) 
27()-420 
25()-425 . ' 
2Jo--415 (Partly) 
21()-450 
21()-425 
2JQ-380 
21D-350 
21D-320 ' 
13Q-300+ SP of Rs. 1S to 

Rs. 40 

Proposed scales 
(Rs.). 

, . ..• t.'· 

·-·1 ·, '-.~ 

,. ' . \ ~ .. 

425-700 

425-600 .. 

47. Some of the unions have represented that 
clerical supervisors form the Subordinate Offices 
under the Ministry of Defence are at times brought 
to the AFHQ or inter-~rvice ·organisa!ions t~ '!'?rk · 
side by siJe with the Assistants and Ass1~ant CtYdian 
Staff Officers of the AFHQ Civil Service, but they 
are neither allowed to draw pay in the scales .of !he 
AFHQ O·:iJ Service nor are they given any deputation 
allowance. It appears that the induction of. Office · 
.Superintendents form the Subordinate Offices .to the 
AFHQ is considered advantageous for the <!iSPOS;lll 
of work in the AFHQ and the present practice will 
be continued de:,pite the formation "'f the AFHQ 
Civil Service. Deputation allowance · is not being 
granted in such cases because the posting to the AFHQ 



· is considered to be' a departmental posting and not 
a case of ex-cadre . deputation. In our ·view, 
this aproach is not correct. We feel that posting to 

'' the 'AFHQ does involve assumption of higher 
,responsibility or doing a different type of work and 
'such a posting should be treated as on deputation 

_,._...and pay -regulated- accordingly~ -·- -·-

:: V~ Stenograph~r\ outside the Secr~tariat 
,,,-· ···4s. For··steriographers in· offices outside the 
'r: • Secretariat, the Second Pay Commission· had recom­
. mended the seal~ of Rs. 13~300 for the lowest level, 
> i.e. . the same scale as that recommended for· the 

I:: 
) ' )' 

'; 
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Upper Division Clerks; the scale of Rs. 210--425 at 
the next higher level (I.e., the same as recommended 
for the then Grade III of the CSSS) for the Stenogra· 
phers attached to officers whose ·duties and responsi· 

' bilities .were . broadly comparable at least to those 
· of a Deputy Secretary in -the Central Government; 

and for certain higher posts of Stenographers in the 
' Office of the_ Comptroller and Auditor-General, in 

·. the Railways aad in the Armed Forces' Headquarters, 
' the ~cale of Rs. · 320-530- which was the 

same as the scale recomniended for the then Grade II 
· of · the CSSS. As -against the 3 standard scales 

recommended by the Second Pay Commission, ·· the 
existing position is brought out in the table below :-

.)f~t ... >._.~· ~·_:·~ t·.;:#tJ'1.;····; .. ~ .. ~ .- .. ~ .. , f-~ ·~ iJ. ~~ TABLE VII 
t.--~: ~··.!;·,. ~-r:r ~;,, .. r_J ··• );~· ::..~-~J ·;~_,, ::~·>;. ; . .: . 
};: .J,• :.:tt-f'f. '·(_, . .,' ... !-·J·,·; -~' f.· 1 ~) :.:t··t ,:". ·,: 

. Scale of pay · 
' (Rs.) · 

l '/ .- : : \ l 

•-38o-530 

375-600 . I 

•,·:;<-~ l,.~r~·l-.. 1 .. 

375-575. 

. :350( 400)-770 

-350-650 

'350-575 

350-475 

320-530 

21~530 

210-485 

. 2l0-425 -· ·--· --­

' 21~380 ~ . 
'i. \'. .. 

:·f~380 •·· 

~: '15~300' L .-

{.' - ... 
'13()....;.3~. 
' • '. ~:· ~ . '··r 

'-·13()..:..280 
!t \ '..._, 

. ! ~ ' 

. --·-~-~··--

K 

. 

·' 

·''' ) 
. '_.. r ~ ! 

. ,. 

.. 

. ' 

Rlys. 

,_ ... 
19 ~· 

. " 

~ • <- 2 

'~ . 
.• 

: .. 

141 

2118 -

1248' 

TOTAL 3528 

'-

P &.. T Defence Rev.& IA&AD, Others Total 
lnscc. 

. ~' ... 1 20 

1 1 

4 4 

3 6 11' 

1 . 4 7 12 

7 ' . 7 

2 2 

!· 

• ~ I . , .. 2 2 

.5 3 8 

68 38 172 419 

5 5 

50 156 111 108 740 3283 

1 11 12 

4 4 

15 15 

324 1269 3S85 323 '3133 10182 

292 292 

374 1508 . 3998 476 4395 14279 



In the Railways,' the Stenographers, working '~th 
senior officers like General Managers and Heads 
of Departments. are being granted a special pay ,.:of 
Rs. SO in addition to pay on the scale of. Rs .. 380-
530 or Rs. 210-425, and those working with Divisional 
Superintendents, a special pay' of_ Rs· .. 30 ' p.m.. in 
addition to pay on the ·scale of Rs. 210---425. 
Stenographers recruited . to the. lowest_ gnide of_ 
Rs. 130-300 in the &.ail ways are given :a higher start 
of Rs. ·150 and those qualifying in speed tests at 100 
and 120 words per minute are granted the higher start 
of Rs. 176 and Rs. 200 or two and four• advance 
increments respectively whichever is more favourable. 
The system of advance increments is in· vogue in a 
few other Departments also~ e.g. Revenue and~Jns'ur-
ance and Information and Broadcasting.· .. · r ' : 

"'··-~·· . i ···:~~ ~ .. >_L~ .~ ,.~·;: •·""··' ;'~~·;l hr·~. ~G: ... ~,., .. "'"';,.- .. 
, . _ 50., F~r ~n. o~up~tlonal __ gr~uJ?,:.l~eK1Ste~Qgra • 
. phers,_ ~~e .. extstpt~ .nUll1ber.:of pay ,seal~ js,p,~v}o~y 

much la~ger,than; ~eces~ary •. ~e:fe<;l ~~~t~~ e~sting 
num~er of- sca!~s 1ca~ ... 'W'1~'?- i~dv~tage,:·b~.:br()ught 
down by fpllowmg a, uniform approach: Recruitment 
of Stenographers io'"tl,le··~ade ,of1Rs: J380$Jt i~lhe 

·; Sub_ordinat~ f?ili¥s'is J~enetally. -~d~, ~epa,t1fn~p.ik-1JY 
_thro~gh·. thej_; pmp~oyiile~~~ ~ch~ge~. ;(!9..m.,,amo,ng 
matn~ulate.~;; ·)~'hoi:; ~a.v.e_. ~;~cqul!~~t >the_j)l~..§_QI~~d 

_ profic1en~y , , _ .- mr , d sho~t·n~~d: .-•JI. :~-p.d -' ., ;4l tyP:lng. 
~\Ve. f~el tha~ .a(t

1
he: )o.we~t_;, JeveJ11 .1" ~ll:er~. ,sbp,uld 

, be a nex-uS , petween,. the. ~ . scales_, prescnbed., for 
the Stenographers and Uppet DiviSion Clerks::·Accor· 

, ding~y; "-_:we, r~~om~eJ1d. th<; · sc~l(,'~f; ~s~: ~3~5~0. 
. -In v1ew of the comparattvely _ bnght px:omoUon, pros· 

pects;· we' do. not think 'it- necessary to recoill.ylend ',for ' 

-' 

them: a Selection Grade slmilar to that. reco~ended 
;- forth~ direstly re~!ulte~)f.!DCs~ All posts \><?.rri :0~}he 

. , •• 1 ~ .-; ·.scale~of~s:'l5o-::~Q9;1}~-1~~39Q.~~Rs.: 1P~~$0 
· 49. In the Posts and Telegraphs. Department, f. shoUld be placed.on th1s scale. Smce ,we1have lmJ>fP.· 
there seems to be only one basic grade of Stenographers ~·ved the)ta~,in~;satary~''?f~hq ::~~~~ap9-et:s; !f1r~1 ~~is 
since the grade of Rs. 21D--:425 has been provided ; . grade, .~t,-w9lild 1 no~ be correct .~o ~ve a htgherstartto 
as a selection grade·· with a strength of: 20% of the ·persons 'Yho_ ~~aftfy;in ·*o .spe~((~t~sfafth~rtrii4~¢u,m 

'permanent po~ts in the grade of Rs. 13().:.-300:' Thus, standard ,level, "yiz., at" 80 words per mmute. For 
'even the Personal Assistants to the very senior officers - th<?~~ _qu~l.ifri~g ~t J90 ap.~ lf(Lw~_rd~ p<:r; ~inute, 
of the P&T Department can be on ·the - scale- ·of ' ·one ·an~; two._ aqya~ce; ~t;lcre~e~ts : _resRec~v~ly. ~~Y 
Rs. 130-300 till they move into the selection.- grade. ·: ~: s:~~~~; b,~t.h_: ·rt ·,t~rj ~~~ru!~~~n!~t~~~t.r~~ ~~-~~le 
The P&T Dl!partment does not seem to ha:ve fully 1 ,_; i)~L·. ;:-; ii 1 1, w Ln: t?1:nl'd' til 1-~ ..• ;[!,:1 ro4 
implemented the recommendation of the Second ,,,_,5L•Some:;of; the .Subordinate<Offices;!arer'stiU 
Pay Commission that the scale of Rs. 210-425 should .. carrying:: om with the practice- '.of< employing1 Stenb-
bc given to the Stenographers attached to officers whose , typists ~as. against:·the· gctnerat practice ofltonverting 
duties and responsibilities are broadly comparable ·at , the posts of Stenotypists·into those of< $tenographers 
least to those of a Deputy Secretary to the Govern· ·,if\', the.JowesL grades.::l The positiotlf as. on-.l~l-1911 
ment of India. · · ·' . ,:~ tisindicated,below:...;.,-•).·-L.J n' <'J!i~l.·.'!.~l ··,_Ln~rl t··~ 

.... t ·.,iJ,.:: ·zY:J ~·-' -(H ... :~nt!'1iL:~''JI Ln•iiJnt.i·t dt 

.... ,i:~ t,:·.~~ "' 1!f L ... dJ ·,r, ··"r.J!(rt ... .;J! tl;~;~iA ~(~''. 1~.~i·!JjJJ·•.j:;l "to r, . ) ,·; ,; ! ' . 
'' .. ·.· .::~ P' :l; '"l·t· ;jl~} ~ ... ,':~ :'11 t~-'J~· .. ~~·r:' -~ ~.;rf r.; J )·~:,;'1/ ci~'''1't! 

'- TABLE Vlll, .... _.;, ~!.!">l•'J:···i ,, :• lJ ,_~;.f£> :·J-/'0 ;~J.r.;L:(•du~ 
~ -_: •. ; t . .l J; .. :·:.',.! .~, ..... ~~;~ ;.J;i t ·1z, · ··<;:,:·~~) li,ri:. : .~~ 1 . j r<:;"J~ 

--;-:------------t.~-........ _. ___ :.,:_...:....,~ __ -.. ~_,....; __ :..::_ ~,j4J..::_:_:_:.,,,..-::r-:::-r_,t .. ~:; ) ·': z,,._ .jl 

Rs. 110-240+SP Rs. 25 • 

Rs. 110-lSO+SP Rs. 20 . 
i-

'. ~ ,. ~. 

. {' . 
.\ t 

I"~. 

The Stenotypists, whose pr~fi.ciency in. stenography 
is generally o~ a low~~ stan_dard than regular_ Stenogra·­
phers, arc bemg utilised tn those offices where the 
pressure of work is not heavy. The Government 
policy in this regard is to convert all posts ofStenoty­
pi~ts. in~o those of Stenographers and appoint the 
ex1s mg 1~cu~bents as St~nographers provided they 
ha\'c qualified m the prescnbed speed test~ We would 
recomme_nd that future recruitment as Stenotypists sho· 

· uld be d15pensed with and existing Stenotypists who 
are able to pass the qualifying test for the posts of 
Stenog~a~her~ should be . appointed to thaf grade. 
The eXIstmg mcumbents t11J such time as they pass 
the qua!ifying test or retire may be placed on ··the 
appropnate scales recommended by us in replacement 
"of their existing scales with the existing amount of 
special pay. 

.:. ..... ., '· L, "-"r.Rlys·.y d p,&rT ··>-Defence !.t.Othera·:"'~i~_.Total 
~ ' . ' . . ) -~ "- : . 

1.. 

Ji.~ .· ···r~ •. ~;r::';v::~.·- ·F:.431'J'!•' n .: .. :r .~li> ~j.:: .:~~i~:c431 
, . ·:-, __ : .: . ~. ,,.2Qs;;u,) n _I ~64. ·i ,_; -;-lsisd _ x.no52 .o.-:-1,'ut42 ~~ -!> .c·r·j· ,' '. I ...... ~ ··, ,-,·. ·~ ~·"" ,, ''l ·~ ,~, ·."" 1, ro (.,P 

To-i-A~,,~·;·· r;208' 1 ~'' 1 495.:r•i!)$t8: :i.-''s'i .·;>J;H.73 
~··.: ~··,: . .t ~···.~··,:·rw.·;~t··~·:,·· ..... , · ·,_!,:"' ·-v •. fi. ~:::~ !.l'{~,!~ :t 

·- ' ... _., , .. · .. . ....... 
< • • • • ' < '··~ ~ : .-~ i of '. '. ~ ~--: 1 ,., { .., . • ) ' ,) ~ . ~ ,· ~ 1 'i ...... ! r~ .... ~. 

., 52. At the next higher level~· the staiidard scale today.· 
_,is Rs; 210-tcr-2~1~425" for .:postS.~( this level,. 
~ the main demand ~ade before us is' fof'parity wi~ij ihe 
, scale now in. for~ for Grade" ll of._ the'.· CSSS,'. viz., 
.. Rs.2lo.-:-:H}~27q-:t~300·~·:-·:~~~0;7EB~2Q-;530. 
_ In- ~upport _of this demand,Jt ha~_)~~~!l .~rgued. that 

the .nature ,of work performed by" a-, St~nograJ?her 
· remains· the 'same whether 'he is· attached .. to .an 

officer in the Secretariat or with an officer wc)rking·out-
r (side the)iecre_tariat., Jt is sai~ t_!:la.~ this:~~ ~~cogni· 
, sed -by the Second Pay ,Comnusston '¥9-en t~ey fe.cqm· 
, mend the s~me pay seal~ ~~ -~~ _210;-.-4~~ ;(«;>t; ;g<?fh 
, the categ~nes. < -, ; ;·, ~ .1 : _. , : , ..-· ... i ) , .-·. , , : 1 

~ . . . 

53. As noted in the previous chapter, the Second 
Pay Commission was of the view that the disparity in 
the-pay scales prescribed for Stenographers in the ' 



Secretariat and the non-Secretariat organisations 
should be reduced as far as possible. The Socond 

.· Pay Com~ssion suggested a higher start for the Steno­

. graphers 10 the Secretariat at the first level, the same 
, scales at the intermediate levels, but at the level of Pri-
vate Secretaries to Secretaries in Central Government 

. and 1st Personal Assistants to Ministers, they recom-
mend the grant of special pay of Rs. 50 and Rs. 100 

: p.m. respectively bter and above the scale of Rs. 320-. 
· 15--47{}-EB-15-530 on the ground that these posts· 
·were higher in responsibility than those of Stenogra· 
phers attached to even the highest officers in offices 
·outside .the· Secretariat. While· · the Government. 

· accepted the scale suggested for stenographers work· 
ing in -offices outside the ·Secretariat, they modified 

· the Commission's · recommendations considerably 
in the _ease ·of the Central Secretariat Stenographers' 
Service, mainly on the ·ground·. that Stenographers 

·recruited for. service in the Central Secretariat should 
'be o~ higher standard.·. In line ·.with this policy, 
· .rt!cru1tment to the CSSS 1s made through an all-India 
, ~ompetitive:ex~nation as against. the, general practice 
· m the Subordmate. Offices of recrwting Stenographers 
~ocally thro1:1gh the· Employment · E~changes. , ·- . 
. - . . ~ ~ : ..., ' ; . \. ,· '' . ' . ', . : . 

· · 54. As-~~ gener~l ~statem~nt, it is· ~or;ect to s~y 
. that the baste nature of a Stenographer's work .remains 
by and large the same· whether he is working with 
an officer in the Secretariat or with an officer in a 
Subordinate Office." We feel, however, that theposi­
tion needs 'to be examined a little· more critically 
because the size of a Stenographer's job is very inuch 
dependent upon the nattire. of the; work entrusted to 
that officer .. : It would ·nof be correct, therefore, to 
go merely by status in these matters 'and disregard 
the functional requirements. By the very nature . 
of Secretariat- working, the volume of dictation and 
typing work can be expected to . be heavier than in~ a 
Subordinate Office; .also the requirements of secrecy 
even in the civil offices · of the Secretariat can be 
very·· -stringent.-·· Considering · the · differences ·in-
in hierarchical structures and .. · in the type of work 
transacted- in the Secretariat and in the subordinate 
Offices, we are not in fayour of adopting a uniforin . 
pattern. Once the functtonal requirements. are seen 
to be different for .the Secretariat and the .Subordinate 
Offices, it will not be worthwhile to aim for absolute· 
parity in the pay scales of Stenographers working on .---­
the two sides.·· ·In fact it would lead to greater internal 
·harmony if the Stenographers at this level and the 
Head Clerks were _to be given the same scale of pay. ' 
We, therefore, recomniend that the posts of Steno­
graphers in the scale of Rs. 21{}-425 should be placed 
on the scale of .Rs. 425-700 .. We also recommend 
that the posts· of _Stenographers horne on the scales _ 
of Rs. 21{}-1{}-29~15-380 and Rs.- 160-10-
290-15-380 should also· be. placed on the scale of 
Rs. 425-700. ·-

' · 55. Considering the hierarchical_ structure in 
Subordinate ·Offices and other relevant factors, we 
feel that the· best course in these ·offices would be to 
lllow a selection grade ·to the Stenographers who 
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. are on the ~cale !'f .Rs. 21{}-425. The selection grade 
would help m rebevmg the poor pron;1otion prospects 
that these S_tenographers have in most Subordinate 

. Offices ~nd It w_ould also _help to avoid the practice 
of allowmg spectal ~ay or .higher odd scales of pay to 
Stenographers W<?rking wtth Heads· of Departments, 
etc. For posts m the proposed selection grade, 

. we recommel}d the scale of Rs. 550-150. The strength 
o~ the selec!1o~ grade should be fixed in accordance 
w1th the prmctples we have -enunciated for. selection 
grades generally. ' 

• 56 . . The implementation of the above recommenda­
!tons m rela!t.on to the P&T Department will result 
tn the abolit10n of the presrnt selection grade of 
~s .. 210-425, referred to in paragraph 49 above, and 
m !he placement of those posts · of Stenographers, 
whtch are comparable to posts on Rs. 210-425 in the 
other Departments, on the scale of Rs. 425-700 on a 
regular basis. The ~election grade of Rs. 550-750 
recommended above should also be provided for the 
Stenograph~rs in the P&~- Department. · 

. 51. The Stenographers working with certai~ senior 
. officers in the Subordinate Offices, including the Heads 
of Departments, are on the pay scales of Rs. 210-10 
--290-15-485,Rs.210-10-29~15--530,Rs.210-

. 10-27{}-15--450-20-530, ·Rs. 320--15-530 and 
Rs. 350-20-450-25-475. Certain number of posts 

· at these levels in the Railways are on the scale of 
Rs. 210-425 with a special pay of Rs. 30 or Rs. 50 per 

. month. We recommend that of these, all posts 
. which are filled by promotion from posts on the 

scale of Rs. 210-425 should be given the scale. of 
Rs. 550-750 but without any Special Pay. Posts on 
Rs. 210-485 and Rs. 210--530, which are filled by 
direct recruitment, may be given the scale recommen­
ded for Grade C of the CSSS, and we suggest that the 
standard of recruitment examination for· them 
should be comparable to that of the -examination 
conducted for recruitment to the CSSS. 

. . 58. We: are now left with Stenographers' · posts 
which are attached to some . of the senior-most 
officers in non-Secretariat organisations. Of the 
56 such posts, 23 posts are on scales equivalent to the 
scales prescribed in the CSSS; II posts on the scale of 
Rs. 350-(500)-900 and 12 on Rs. 350(400)-770. These 
23 posts, which have been created in the secretariats of 
organisations like Election Commission, Board . of 
Arbitration, etc., should be given the scales recommen­
ded by us for the corresponding scales of the CSSS. 
The remaining 33 posts are on the scales of Rs. 350-
25-575, Rs. 350-2>--650, Rs. 375-20-575, 
Rs.375--20-57S--25--600 and Rs: 380--15--530. 

·We find that these are posts of_ private- Secretaries, 
Confidential Assistants etc. attached to Heads 
of Departments and Chairmen and- Members of 
certain Commissions. Some of these posts also carry a 

· special pay of Rs. SO in the Railways. We recommend 
that all these posts should be placed . on the lower 
segment of the standard Class II scale recommended 
by us without any special pay. 



·. ·•CHAPTER ll 

ALL INDIA SERVICES . .- 'f,.J 

L General 

· The Constitution describes the all-India Services 
as services whlch are common to the Centre and the 
States. Jt also lays down the procedure for the 
creation of these Services by Acts of Parliament. 
The Indian Administrative Service and ·the Indian ~ 
Police Service are mentioned as services deemed to · 
have been created by Parliament as all-India Services. 
The other all-India Services which have been created 
so far. are the Indian Forest Service, Indian Service 
of Engineers and the Indian Medical & Health Service, 
although on1y the Indian Forest Service has been· 
formally organised so far~ We, therefore, deal in 
this chapter with the Indian Administrative Service,.·, 
the Indian Police Service· and the Indian Forest· 
Service. 

2. The need for having more all-India 1 Service-s 
was first stressed by the States Reorganisation Com· · 
mission in their report presented in 19.55. · It was · 
endorsed subsequently by the Chief Ministers' Con"' 
ference on National Integration held in August,· 
1961. The validity of the all-India Services was 
re-examined by the Administrative Reforlns Com-

' mission· and its Study Team recently and. they aU 
supported the continuance of the· all-India Service 
system. The ARC .. in their Report on Personnel 
Administration made the ·following observations: 

.. The all-India Services have come to stay. 'The 
concepts underlying the all-India Services, 
namely, common recruitment· which seeks to · 
ensure uniform standards of administration 
in all the States, and the availability of ex- · 
perience gained in different parts of the coun­
try to the higher administration at the Centre,' 
are valid. More all-India Services ai'C' being · 
contemplated in .different fields of adminis-· 
tration ia the States· and the Centre. We · 
would urge their early formation." 

3. Each all-India Service stands divided into a 
number of State cadreCl including one for Union 
territories, and each State cadre has a Central Depu­
tation Quota consisting of an -aggregate number 
of senior posts under the Centre likely to be held 
by the aU-India Service officers of that State cadre. 
The members of the all-India Services are recruited 
and appointed by the Central Government, but they 
are allotted to the various State cadres. Even when 
serving under the Centre, the officers continue to be 
borne on the State cadres and their term of service 
under the Centre is treated as on tenure deputation. 

~~·.: ~;·.,.~~ ,; J 

In respect of most conditions' of service· like· death­
cum-retirement benefits,- leave,- conduct· and discip­
linary matters, etc., the. all-India Service :officer$ are 
governed by the rules framed by the. Cen'trat Govern.: 
ment in consultation with the States· which ·apply to 
all the three aU-India Services.· However, in ·several 
respects, an all-India Service. officer is governed by the 
rules· and regulations framed' by the State Govern•· 
ment in which he serve~, e.g:. dearness allowance;: 
local compensatory . allowance and . travelling allow.;. 
ance.. ~ . '. ~ . .r ;. .'. : ··~ .... ·, ~ ',. ,.:. ~ { .. ' .. ;.'l'_.·;.l ~· 

,t.. I ~ ·' ' 
.q :. ,r 

~ l • . ~,.). • . ,';. ·~' 

· 4~ While the rote.:. making powers vest in the Ceni­
trat· Government; the; All India Services· Act. provides J 

that rules should be framed' after consultation· with -
the Governments · of the States concerned. cOn:si .. : 
dering this and the fact that· the bulk of the· ·officers 
of the all-India Services work under the. State Govern• 
ments, in devising the pay s.tructure-.forJhe all-Indi& 
Services we -tried to have the fullest consultation .with; 
the State Governments ... Accordingly,. we :invited. the; 
Stat~ Goyernments _ ~o· ~end. us~ their~ views and sugi 
gest10ns m reply. to. the Questtonnatre. issued. by us: · 
and we also· invited. the Chief Ministers of the States. 
for discussions with us 'particularly. on- points. con~~ 
ceming the ali-In~ia Services.:r ,· · , r ;. , • ~ / ::: _,_, 

~ • ' _.. 't . ·, ~ }j . . "~! • ~ t~ 

U. The Indian Administrative Service -. : '· · · ic : : •• · 
1 

··· ' 

') , · ·· ·- ; I 'i' · ,~.j 

' S. As on J . ."J.J971, the authorised caqre strength~ 
of the Indian Administrative Service was 3203;. the; 
number of officers in· position was 2754 leaving a · 
gap of 449. · . ", .. · - , . ,. ·· . · 

. ·~ ~' . " 

6. The1 present ~pay structure of the lAS is as: 
follows : · . : . . ' . , - . ' . .. . -· > .' . , 

Junior Scai~R3. 400-400-500-40-700--EB-30-1000 · 1 • 

SeniorScale ., · · · · · •, ·.• 

(a) Time-ScaJC-Rs. 900 (6th ·year'. or· under~S0-1000 
· ·. -60-1600-50-1800. · -· ·. 

(b) Selection Grade-Rs. 1800-1~2000, .. 

Super-time Scale1 

(i) Rs. 2250 (only in. West Bengal) 

(ii) Rs. 2500-125/2-2750 
(iii) Rs. 2750 
(iv) Rs. 3000 
(v) Rs. 3500 

~Prof. A. K. Dass Gupta and Prof. Niharra.njan Ray have attached a Noto of Dissent which, inter alia, covers matters discUssed in: . 
this Chapter. · ••Para 4, Chapter III of their Report, (pago 15) 

109 
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7. The first general question to be considered and engineering services, the Second Pay Commission 
here is whether the demand of the Class I Central expressed the view that the duties and responsibilities 
Services for parity with the· lAS should be conceded · of officers in these services were very different from 
and the lAS given the same scales as we have recom- -· · J · : ~ thos·~ of the Administrative Service and that the 
mended for the Class I Central Services. The Indian structure of remuneration for these services should 
Civil and Administrative Services (Central) 1Associa-- I i 1 .:be; evolved independently to meet their special 
tion has on the other hand asked for a substantial r~quirements. 
differential as bttWeen the lAS pay scales and those 
foJ: th~ other~Service$ on the·gound, of more stringent ' 
crite(ia of .selection,} h.ighcr. level ofditficulty · fu ,the. 

L ~ • . ' . 
assignments held.,.~,larger:range 'o(.responsibility ;tnd: ,_ 
the .hazard$ involved ill the£ posittons manned by the; 
IAS<officer~J .They have: alsQ ·stated.Jhat i( unifor.m~ 
p.ay;.~ales ;were/.provided: for ·!he [varjous.: Class; l; 

10. By and ·large, while the senior serving and 
retired officers of the Oass I Services have favoured 
parity in ·pay ind promotion prospects between the. 
Central Services and the lAS, the senior serving and 

\_ Setvices-~and -th~ JIAS~·~ ~the .rec.rott,~; .}VPUld i. not. prefer; . 
a careeninJthe"IAS to the:compa.ratively,more: co·m""! 
fprtable;: :sheltered. arid .urban. careers jn the .Central 
Servi~s and ,Utis:will wea.ken.the .'higher field adminis-! -
tration' in the country. Tbe Association has asked, 
for a higher starting salary and increases in the time­
scales of pay· and the super-ti~e scales of pay. The 
State; Qo~eyn~ent~. )1(\ye :· als9 .· stre.~sed' J4.e;. need ~for 
imprQyjqg:th~ .s~a~a~ ~cale. ofc, tlJ.e1 IA~:.in·~.s>rd~ ·to, 
attr~~~. p~rs~n~.Qf ~~. c re.quis~te :~d;aliqr~r:, ipt<>;1 ~his 
S~,:vtre... .._ ~. · li1'J");·x,,1 ~ ( :::! ,;~(?. -~.;! i 1;) < ~ ;-:.r·.·~; L r; L) 'J h 

G u;_;, :~'> :..rll ·,:J /L rd ::-r[J h. d J !~;t.l ':'!!:! b;:., t i ;! .' ~ :,; · . t 
-•~"'8/l~ sugiestihg~~the :iiine-scaies-·tJfipay;foi 'tlie· 

Iti.dianliAdmitiistrative·1SeryiOO, :the:·Firsf'Pay Com-: 
mission:adopted·~lie:approach' tliid·while 'the start '0( 

· th~IAS juhlo~ scale' 'stioi:tld ·be· Rs~· 1350 like}the Class~ 
. I ~Service~ geiiet~llyi4 it'shol,llct pave· ·an ·advantage~ or' 

Rs.· 1 oo ;n. thC:f cou.r·se>oc the; first fe,v·:Yea.ri to oti 
. triairitaineo 1 thtoughohi .the' :f'uiiiot;1 '~cale: 'a-nd as for 

tlie ·5enior~scale~ the' First 'P:,ty· Cortiffii~is>n ·suggested! 
a- difference of Rs. 200 from the·~ very rtart b}t' recoffi.:) 
mending Rs._ 800 for the lAS, as against Rs.· 600 for 
the Class I Central, St;~v~c~s;: !<;>:,be: ~jntaineq duringr 
the grltater part of the service on the ground that the 
seniot • scale: posts .. of, the JASJ c~rried i hjgher, respon-
sibilities.:f. ··.::1 ~,-·i:<.:) ::...;iL•LL ;-:~-f.. f.:;it t :. !r ·l:) 
:; :.. ;j /..., ,t : ~ ... ~ ;-;-_ '/ ( i ,_; l.•q. t i ;''!:':~~;, ·, ''.:. :<·:!,::i!f! 

retired ,officers of the Civil and Administrative Services 
have favoured . a differential. in favour of the lAS. 
The Chairman of the Union Public Service Commis­
siOI:i stated . that the Commission assessed the candi .. 
dates ·appearing for the lAS ·and the Central Services 
differently, ·haying. regard to the job requirements 
of the various services. . In the written examination, 
howeve'r, they do not . make. any' such distinction. 
When.· specifically . asked :about uniform pay· scales 
for.' all these ·services, he felt a· that . uniform scale 

. of pay' up to a certain level may be given so that 
there is no initial handicap, but at a later stage, 
different pay scales .may be justified because .of j~b 

, requirements, ~ and other considerations. However; 
he moderated. this: view ,by. adding that the difference. 
should ·no(.~ /of :·any :. appreciable. nature... While . 
stating Ulat ·the· post of ·a .. Collector was onerous in · 
niany ways, he agreed that a slightly higher scale may r 
be~justified for .this ·category •. Another very respon­
sible .. Government. officer, while tendering evidence . 
mentioned that while· there should be som~ parallelism 
between the different services~··it ·.need not amount 
to mathematical equation. , The State Governments 
and the Chief Ministers of States are of the unani-

--mous view that the pay scales for the Indian Adminis~ 
trative Service. should continue to be· higher. than the 
pay scales prescribed for. the Class I Central services 
generally ... :The grounds adduced by them' were the 
more ~one~~>Us,)·esponsipilitie~ .ent~sted ~o · ~e lAS 
officers .

1 
'm ·~ State .. ,.admlDistration ... particularly 

in-. ' the' . ' 'distiicts· ·. :and~ the . . consequent need 
for;,'.- inducting ~ • p~rsons. :' of,: a I higher calibre 
into .the IAS. A: Chief Minister, who- was previously 
a member. of the Council of Ministers. at the Centre, 
and had,' therefore> seen the work of both .categories 
of officers, was specificalfy asked to comment on this 
issue and he was of the view .that the lAS officers have 
to ~lioulder' higher . responsibilities than the . other 
Services.' and therefore $hould be given a higher grade. , 

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

9 .. The Second Pay Commission was nofa~ked · io! 
look jnto ~he pay structure. of the all:India ~~rvi~es, . 
bUt it examined thi~ question 'while 'considering the 
proposal made by the Class l Services for parity with 1 
the lAS. With regard to the Class I Central Services 
(non-technical} .recruitment to which' is made through\ 
the UPSC Combined Competitive Examination (i.e., 
~he JAS~ ~tc._Ex.a;min~tion),, the Second .. Pay Commis-' 
siori n·oted that :the can\fi~tes to the· lAS and the 
Indian Foreign Service .were-required to. take two 
optional papcrl·oChigher !standard·' and 'tllat' the . I 'i i~': We _b.a:ve 

1 

gi;en' very. ca.r~ful consideration. to 
scheme of examination was so designed that a... thk question··keeping in, view the existing standards 
candidate had to offer at !east ~me p~per from o_utside · . of.recruitment and. duties and responsibilities shoul-
the field of his speciarstudy at 'the university nnless · dered. by the. officers of. the different services. As ' 
the candidate held Master's 'or :-Jionouri~ ·degrees . regard the methods of recruitm~t and criteria ot 
in two subjects. It also noted that the two additional selection~ we checked with the UPSC whether the 
optional papers were introduced to select ·for· , the provision. of the two optional papers of .a higher . 
Administrative and Foreign Services candidates with standard _in. the. competitive examination. for the 
widet mentaL equipment . and .. .highet inteliectual . _ candidates _to the Administrative and Foreign Ser­
attainments. ·The-: Second · Pay .. Commission con- : i • ~ · vice~ was continuing to influence the results and. we 
eluded that higher pay scales for the Administrative have been informed by the UPSC that a.cCorditig to 
and Foreign Services were justified as long as the the analysis made by them of' the results of the Com- ~ 
criteria for selection to these services were higher ,.. . bined Competitive Examinations held in 1969 and 
and these services were getting, as a rule-, recruits ·' ·1970, one out of every 6 successful candidates for the 
of higher standard. In respect of tht scientific Administrative and Foreign Services would have been 



different but for the two h;gh:r pap!rs prescribed 
for th: candidates to th:se Services. 

12. It has been argued in the above conn:ction 
that there is no need to have different categones of 
examinations for regulating r~cruitment t<? the ~d· 
ministrative and Foreign Services, the Indian Pohce 
Service and the Class I Central Services. Some of the 
official witnesses including the Chairman .of the 
UPSC were in favour of ~troducing .a c<?mmon 
examination. On this question, our vJew 1s that 
while it is for the Government to devise i~ co.nsulta· 
tion with the UPSC the scheme of exal!ltnattons to 
suit the requirements of the different servtces, the pay· 
sca1e4J of these services cannot b: related only to the 
standards of the initial recruitment examinations •. , 
It will thus not be correct to accept or ~eject, the, 
demand for parity with the lAS based upo~ . t~e: ; 
equivalence or otherwise of the standard ~f the mtttal. 
examination, without reference to the dut1es and res·· 
ponsibilities entrusted to the member~ of th~ different 
services the demands upon them dunng thetr careers, 

t . ' and other relevant factors. , . 
-rd 

13. It is difficult to. make inter-service· 'com~· 
parisons of duties and responsibilities attaching to 
different posts and the results may not be'free from 
controversy. While it would not be feasible, , or 
even worthwhile, perhaps, to undertak~ 3: post ... 

1 by-post analysis for the lAS and the· vanous Oass ·' 
I Central Services when devising the pay structure, 

1 

· a broad view of the typical posts included in the · 
cadres of the various Services is clearly possible •. 
For this purpose we analysed the types of jobs

1
' 

held by lAS officers available for posting on 1-1-1971. 
Our analysis shows that about 60% of the. JAS ~ 
officers were working outside the Secre~ariat, · 24% . 
in the Secretariats of the State Governments a~d , 
16% in the Central Secretariat. Of the total, 31. ~ ~ · 
were working in field posts proper, of whom appro .. , 
ximately 45% were working at the· district level as·: 
Collectors/ Additional Collectors. We find - that 
out of the total number of senior ~osts un4er ~h~·' 
various State Governments and Umon Terntones, 

1 
Administrations, 28. 8% were accounted for by • 
district charges and other district-level field post~, 
e.g., Chief Executive Officer, Zila Parishad. .This . 
gives an indication of the potential in the ca~re. . 
structure for providing field expe~ien~e at the dis~ J 

trict level to the lAS officers servmg m the States~ ; 
Though the Central Deputation Quota is .632, ·the 
number of officers working under the Centre was 
502, and of these 393 were in the Secretariat',an.d • 
109 in the Departments including a few in the pubhc. 
sector undertakings. We have also ·noticed •that · 
three-fourths of the field posts at~ the district level 
were held by the regular recruits and the rest by 
the promotees. 

14. It is gene~ally recognised that for ~he IA_S 
officer the post of Collector and Distri~t M3:gistrate ts 
basic and constitutes a vital stage m his career. 
The Government has always attached · importa~ce 
to the holding of district charges b~ !egula_r recrUits, 
so as to build up their executive. abihty qUickly and, 
to develop to the full all th_~ potent~lities _th~y .have •. 
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It is in this post that a11 lAS ofilcer gets an unequalled . 
opportunity of living and working among the, people;~. 
participating in' planning 'an~,; imJ?le~~nta~io~:' of(. 
developmental programmes, 1, vyorkmg !,,wit~. ,the; 
Panchayati Raj institutions, coordinating- the~ acti.:.'' 
vities of Government departments in the .district!), 
·and dealing. directly with. problems of law and order. 
In the foreseeable future,: however rapid; the. pac~, • 

' of industrialisation might be,· the rural. and-'semt~.·' 
urban co\}ntryside will stil! reta_iri · ~ts over~h~lmin(: 
importance, ancfthe Gover,nmen! wdl ha-ye to,90J?-cerf1_ 
itself with the' pr?bleins of ;th}~ a~ea .. 

1 
We: under·.·: 

stand that co!ltinumgattenhon IS p~1d .b~ 1th~ Gt!fl:trf1L,, 
Government ; to Jhe length . of dt,stnct expenel}c~ .. 
acquired . by : th,e) !egll;lar ; recr~i~ :.W i t~~ ~ 11ndu~q;·_ 
Administr~f!Ve s.ervtce.; Accord~ng!~o;a ShlOY mad~rl 
in the MIOistry of' Home Affa4"s ,ln)969~70,. the< 
average. period of stay ~n the di~tri9t · 3:~, 9>_11eytor,~s 1~ level had falleri below .3. ,years for the eaf~Ier, b,atches, 
of direct recruits',':.but that.from:.'the .1956':,b.~t~fl,; 
onwards the ayerage. per~o~:was ·exc'!e9ing,3.;~ears·.; 
and a further· ~ncrease was ~x~ecte? ,I~n, !J?.r rca~e. ~oft.;J 

. officers of subsequen~~bat~hes.~ .,'Thi~;lS;II1 !a4diHdn.11 
!o the l?eri_od ,or). t?.J 1 ,rears~ ~~~n~ .. ¥} .~~eJAI~\r~9~b 
1n the Junior, scale. 1 • , •• '. :•·· ,. , _. . ;f.r .. f ... , • .J.f'-:r 

i ! ' · ; ', · ·' " . ·; ' :J.' · I o..l.:. ' J '• · J ~ ,. ., lfl '·· •..I ' . ·J. • • .,.. . • 

'1 s~ We' collectecF 'the.~. hltest information .llfr~im: 
the various State iQovernments re'garding' the dut1es;1 
and. ·responsibilities'~ of· ~ollectdrs o,f district~ : Our~ 
analysis shows that 'the~ jobJ of: tl~e c~llector, ov~r~·~ 
the- years·. has'· ~eco~e; 111or~: 'di~cult'· a~w~ complex~v 
The Collector• 'contmues to· be respon~Ible. f~r,.law;rr 
and :order: and the! traditional ·;revenv~··and. TegulaOorJ: 
tory' flinctions,· while his ·work ;on ''the plannu}g: ·an~v 
development · side has · increased! 'tnanifo1d . .t) Ht~-­
work ·on the judicial ·side: has diminishedi lioweve~,r~. 
with the sep~ratioh :of _the· judiciary·from!the,:execu.;~:_~ 
tive. , The. variQu~ State Governments ha:ve empha".'; 
sised in pArticular the' important rolent~atc:: Colle_c· t' I 
tors 'Play in coordinat_i~g 'the activities!. !J~· ~h~ · 1 ·dif!\!J 
ferent Government departments· at·the'dls~nctlevel.~ol 
Collectors 'continue tori perform~ variou~ ,_) _major~~l 
administrative tasks. in · ad~itionJ. like L th~::·~nd~ct r il 
of·' elections· and" 1Census~!. civi~ defenc~;:' ~lstnbuhon;l I 
of· essential •. and · controlled 'col!lm<?dit_Ies; ·;anc\1 the:· ~ 
organisation of re)ief measureS"·· 111 tim~~ ·.of. drought!.·:' 
and· floods. -Besides natural 1 calamtttes,· : ' ;other,; r 
upheavals have their impact' dn the' w~r~.:of tho:rr 
District Ofilcer! Ther~ haye been~---~a:ge. ·mft~x~s:u 
of displaced persons into the,.._bord.et distncts. sm~~ "~ 
Independence,) the last· such hav1ng 'occ~rred .1n . .1l 

1971. ·'Problems resulting· from war· and- tt$" ·after-ti-! 
math, displaced person~; land~·· r~forms, ~ ·etc.'! • alh~ 
impinge upon the work of the' Dtstnct Officer; ·~ Ther.r 
States have also informed us tha~. the size of;a:,Coh·di 
lector's job has. acquired new· dimensions With . the:;;. 
growth of democratic 1nsti~ut_ions, and·. the~. C~llec-!.? 
tors have now to spend constderable ·~t:~ne ln. ~o~- ~J 
suiting· and· guiding no~-official .. bodtes• and . ·.~t~:~ 
enlisting public cooperation .1 and · people's ·partict-~:; 
pation in schemes · sponsored . by.: t_he. G<?ver~enr~: · t 
we feel that there has been . n<;> .d.u~unutlon ~n the: f, 
level of the duties .and responsibi!Itles. attaching ,to 
the. post of Collector. If any thing, t~ese a~e,. n~w '"' 
more onerons and complex than .· ar ~he 'bm~. ·or-.; 
the Second . P~y Comiss.ionr !he ex1?er,1ence .ga~n~d. ~ 
by a District Officer giyes. him, an :mt!tpa.,te, knof~'l 
le~ge ·()r men ,~ atf~ir.~ .. ~nd: ~~~bles: -~~~; .. ~~:.~~H,~.~~) 
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complex situations. It . also gives. him an insight 
into human problems and relations and his approach 
to administrative matters, bearing the impress of 
this knowledge, is likely. to be .. more acceptable 
generally. · · ·. · · · · · 
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16. Some comments on Secretariat. and Head- .. 
quarters posts hlay be called· for. In the State, 
Secretariat, the main levels .· are · usually Deputy 
Secretary and Secretary though somt( States do have , , .. 
a Joint Secretary· l~vel. · While .the proble.ms en· 
countered in· the Secretariat are somewhat dtfferent, 
field experience is still of immense . value in _these 
assignments.. Even. the ·oeputy. Secretary level, · 
we were told · is often· a decision-.making level1 and in 
any case, it 'is a lev~l· where much p~ocessi!lg has : 
to be carried out for the final levels, mcludmg the . 
State Cabinet. Secretariat assignments may . be 
spared' • .the. rig<?urs of dealing with sudden. and 
emergent sttuattons, but . they · are~ ~one. the . l~ss. 
responsible- and. the pressure ts sus tamed. · Pohcte~ · 
have to be formulated and dev~lopment programmes . 
drawn -up having regard to local and re~ional n~eds. . . 
What is more, they have to· stand s~rutmy by .m?e• .. 
pendent bodies,· such as, the Planmng Commtsston · 
and . the concerned Central ·Ministry. P,ropos~ls 
have to be viewed from, . an . overall . vantage pomt · 
so as to fit; the. expert's~.recqmmendations into the'' 

:·general framework and to·_!Clate t~em .!o broa~~r. 
political,· social and ec~momtc constderat10n.s _which 
may not have . entered mto the purely _te~hmcal and 
engineering solutions proposed.· .. '[he~e .ts. also the 
problem of. welding: the somew~at _dtspa~ate ... prog­
rammes. of the multiple executive agel)ctes mto a_ 

, cohesive Government-wide approach"rand the . alto· 
cation . of priorities. · . Having regard to t~ese . f~~c­
tions of the Secretariat which call for certam qualities 
; of mind: and . mature; Judgment, and involve in~er­
departmental considerations, ~e are .. of the vt~w 
that the lead in the pay scales which we are proposmg · 
for the· Collector ·and District Magistrate would 
also be justified for the Secretariat appointments in 
the State Governments held by these officers. · '!'he 

. same general considerations haye been kept in vtew . 
when· considering · the. superttme scales. and . the 
rates of special pay attached to Secret!l:tat ~sstgn­
ments and discussed later. The posttton ts .·not 
very dissimilar · when ·considering the heads of.. . 
departments. ·These assign~ents cover impor~ant ( 
functions, such as~ commerctal t~es, co?peratl?n, .... · 
settlement operations, land reforms, mdust!tes, · 
labour ·and. employmen~. Some of thes~ s~bjects ~ 
involve matters of constderable moment m vtew of 
the great emphasis placed on the develop~ent · of­
agriculture .and indus!ry, and .the promot10n of: · 
egalitarianism.· We wtsh to pomt out that he3;ds 
of departments have· jurisdiction. over _the e!l~nre 
State, and therefore the e~ects of thetr dects~ons 
are likely to have reperc~sst~ns over a much ~td.er 
field than those of the Dtstnct Officer, whose JUriS-

diction is more limited. 
\ 17. Those who have argued for parity in the pay 

scales and promotion prospects for offi.cc:rs of the 
various all-India and Class .I Central Servt~es have 
also made several suggestiOns fp~ changmg ·the 
existing personnel and staffing pohcte~ of the Cent~al 
Government, particularly for manmng the semor 

administrative posts in the Central Secretariat. In 
our view, such changes in policy should be cons­
ciously introduced after due deliberation by the 
Government and we, as a pay commission, would 
not like to make . our recommendations either 
on the basis of anticipated changes in Government 
policy, or on the assumption that· changes in pay 
scales should serve as an instrument for adminis­
trative reforms, or for furthering changes in staffing 
policies. We are convinced that the pay structure 

· and the pay scales we recommend, should faith­
. fully reflect the duties and responsibilities of various 
services and posts as we find them at present; to 
do otherwise, in· our view,-,would introduce a further 
element of uncertainty into_ an already. complex 
situation, and may unnecessarily prejudice or 
prejudge the Government's decisions concerning the 
administrative and · personnel policies it should 
adopt, taking all relevant factors into account. In 
the case of the Indian Administra-tive Service, roughly 
80% of the officers work in the States and what we 
have· been informed· by the State Governments 
indicates that they do not contemplate any change 
in the role of the lAS in the near future. We, 
therefore, feel justified in taking the existing role 
of this Service as given arid have recommended pay 

· scales on this basis. 

· 18. The length of the existing senior scale for 
the lAS and the system of special pay have 'often 
come in for criticism. The Administrative Reforms 

. Commission was not in favour of the long scale 
on the ground that it ·promoted a feeling of com· 
placency born out of an assured progression on a 
time-scale.· We note that the lAS senior scale 
embraces a .variety of jobs some of Jwhich are on 
an identifiably higher level of. responsibility than 
others.. In fact~ it is for this reason that special 
pays at differential rates have been attached to 
several posts in the senior scale as a substitute for 
higher scales of pay: ··The views of the State Govern­
ments on this· point, however, indicate that they 
would be - extremely reluctant to lose the flexibility 
which the present pattern allows them in deploying 
lAS officers to various posts, carrying the senior 

. scale of pay, and located in the Secretariat,. in the 
various departments Ol' in the districts. We 
recognise the ·special requirements of the State 
Governments and the need for their having the 
existing degree of flexibility. Grading the posts 
in the senior scale into two or more different scales 
is likely to lead to undue stratification and create 
problems for the State Governments in managing\ 
the cadre. . Further, the long senior scale enables' . 
the pay of officers promoted to the lAS from the 
State Civil Service, being fixed after allowing a 
minimum increase of Rs. 200 over the pay in the 
State Civil Service. Since the State Governments 
have substantially improved the pay scales of their 
State Civil Service officers, the promotees to the 
lAS are often fixed at a very high stage in the Ion 0' 

senior scale. If the present senior scale were t~ 
be split into . two segments, the lower segment 
will necessarily have a , lower maximum and will 
there by create practical problems in fixing the pay 
of the officers promoted to the lAS. There is. the 
added factor that the pay of State Civil Service 



officers promoted somewhat late in their careers 
may have to be fixed in the upper segment of the 
proposed split scale if the existing statutory increases 
now admissible to them are to continue. As such, 
they would be ranking higher than direct recruits 
in most cases, resulting in diminished promotion 
prospects for the direct recruits. Such a course 
may not be advisable in the overall national interest 
as nothing should be done to sap the initiative and 
keenness of young officers. We thus find that it 
would neither be practicable nor desirable to dis­
pense with the long senior scale for the Indian 
Administrative Service and adopt the pattern of 
pay scales prescribed for the Class I Central Services 
generally, because of the entirely different roles 
assigned to these two categories. Another important 
consideration has, of course, been the vital differences 
in the requirement of the two· groups of services 
with regard to the long senior scale for the lAS 
and the split senior and junior administrative grades 
for the Class I Central Services, which militate 
against arithmetical parity and make comparisons 
of career values somewhat nebulous. 

19. We have also examined the financial impli­
cations of raising the senior Class I scale to the 
level of the existing lAS senior scale. The per­
centage increase would be app.roximately 23% at 
the minimum and 34.15% at the maximum of the 
present scale of Rs. 700-1250. Any increase in the 
~xisting I~S scale would lead to corresponding 
mcreases m these percentages. We are of the 
view that increases of this order for Class I Services 
alone would not be justified, having regard to the 
order of increases we are proposing elsewhere. 
There are 2. 754 lAS officers of whom only about 
500 are sen·ing at the Centre. On the other band, 
there are some 20,000 officers -in Central Class I 

· Services and 45,000 officers in Defence ·Services, 
making a total of 65,000. It may be unjustified 
to raise the scale of such a large number of officers 
to the level of the lAS officers merely on the basis 
of external comparison. , 

· 20. We do not think it would be a feasible 
proposition to have identical scales of pay, both 
for the lAS and the Central Class I Services. We, 
have, however, come to the conclusion that there 
is case for narrowing the existing disparities and 
we have devised the l?ay scales accordingly. Over 
t~e years, an~ dependmg upon the prevailing situa­
tion, ther~ mtght be a case for a gradual narrowing 
of the ddferences even further. In reaching this 
conclusion we have given due weight to our asses­
sment of the relative duties and responsibilities and 
the co~seque~t need to _attract t.h~ better quality 
of candtdates mto the Indtan Admmtstrative Service. 
!Jecause of our present st~ge of development, there 
ts a case. for the gene~ali~t services taking on the 
roles of .m!lo':ator a_nd Improviser in spheres where 
th: spectabs~s s~rvtces have yet to be constituted. 
With matunty, It may well be that this role will 
diminish in importance. 

21. The existing junior scale of the lAS, l'iz •• 
Rs. :400-400-500-40-700-EB-30-1000, is better than 
the one prescribed for the other all-India · Services 
2 M. of Fin,/72-4. 
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· and the Class I Central Services. and the same as , 
for t~e lndi~n. For~ign Service and -the. Indian; 
Frontier Adnumstrattve Servtce. As the posts held ~ 
by officers in the junior scale are in the nature of . 
training posts for the administrative .·. and . Foreign~ 
Services as we!l as the other aU-India. and ; Class_ 
I Central Semces, we have thought _it reasonable., · 
to prescribe the same junior scale for the lAS as 
we have recommended for the Class I Central 
Servicts generally. We recommend. therefore, the 
~ale of Rs. 700-1300 for the junior scale of the . 
lAS. · . . . . - ... · · ·:- ., 

.. -,_if'-.;.··. •ll.i• e 

22. As for the senior scale, we have already noted 
the need for having a fairly· long · senior. _. ·scale. 
Excluding the selection grade for the moment, the 
total emoluments ·in the time-scale of· Rs. 900--. 
1800 now co;me to Rs. 1080 at the minimum · ·and 
to Rs. 1900 at the maximum. In considering :wbaf 
the revised lAS senior time-scale should · be; we 
have taken note of the improved senior scale: being 
recommended by us for the Central Class 'I services. 
as also the scales of pay now prescribed' . by 'the 
State Governments for . the officers of~ the >: State' 
Civil Service. Some Chief· Ministers ·also'J empha:. 
sised during discussions the fact that in some cases 
lAS officers working as District Magistrates were 
drawing less emoluments. than. their · subordinates 
in the State Civil Service. -Taking all factors into 
consideration we recommend that the minimum 

. start for the lAS senior scale should be Rs. 1200~ 
As for the maximum, we find that according to the 
First Pay Commission, the senior scale of the lAS 
should run to the limit of the Junior Administrative · 
Grade of Class I Central Services. We · have re­
commended Rs. 2,000 as the maximum of the 
junior administrative grade for a large nUmber of ~ 

· Central Class I Services. We . feel that. the · same 
maximum should apply to ·the' senior scale of the 
lAS. We recommend that the senior time:-scale . 
of the· ~AS should .be Rs. 1200 (6th year or under)-. · 
2000 With an effictency bar at Rs. 1600. .. . · 

,, ' ' ( ... 

23. We may point out that 
1
in · · 'reco~en~g . 

the above scale as also by improving the rate of 
increments in the senior scales for the various Class 
I Services, we- have considerably narrowed · · the 
differentials at vario'us stages as between · the 'lAS 
senior scale and the senior scales recommended,.. for 
the Class I Central Services including the . Engineering 
and Scientific Services. , The differential ·· at , , the 
start of the senior scale has been reduced. '.·from 
Rs. 200 tc· Rs. 150 in the case of the Central · Class 
I Services and from R~. 200 to Rs. 100 in· ·the'.case · · 
of the EngiJ;J.eering and Scientific Services . Class I. 
Further, by raising the maximum of the Junior 
Administrative Grade to Rs. 2000 and by providing 
a table of concordance for the Class I Services we 
have still further reduced. the existing disparlties. 

24. The senior scale of the lAS also includes 
the selection grade of Rs. 1800-100-2000~ It was 
introduced with effect from 1-3-1962 for the reason 
that the c~eer pr~spects in th~ lAS were becoming 

. less attractive at this level than In the Indian ·Foreign 
Service and some of the Class I Central Services. 
A comparison was made in particular · with the 



Indian Foreign Service because the written papers 
in the competitive examination are the same for 
the Foreign and the Administrative Services and 
in respect of remuneration these two Services have 
been always treated at par. The comparative figures 
relating to super-time scale posts in these two 
Services at that ·time· were as followq: 

proportion of super-time posts to the total 
number of senior posts • 

roportion of super-time posts to the 
total strength of the Service • 

IFS ~S 

«>.5% 20% 

27.6% 14%. 

We have calculated the above· proportions in ·. respect 
of the position as on 1-1-1971 and find that while 
in the case of the Indian Foreign Service, the · posi­
tion is more or less the same-, there ha~ been a relative 
deterioration in the case of the lAS. For the latter 
Service; . the . pioportion of super-time . scale posts 
(i) to the total number of senior posts is now 16. 7%; 
and (ii) . tQ the total strength of the Service~ is now· 
10%. . 

. 2S.- The formula . pre~ribed for determining 
the strength of the · selectiOn grade in 1962 was 
as under: · , 

"The number of posts in the Selection Grade 
in a State cadre shall. be equal to. 20 per 

. ·cent of the total number of. senior posts · 
in the State reduced by the number of 
posts carrying . pay above the senior· time 
scale in the State subject to. a minimum of 
Sper cent of the senior posts in the State." 

In 1969-70,. the position was re-examined in the 
context of th~ failure of the lAS to continue to 

. attract bright university graduates in adequate 
numbers and the Government decided to . increase 
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· the minimum strength ·of the selection. grade from 
5% to 15%. of'the senior posts in the State. The 
analysis then made showed· that the long time­
scale. for the lAS embracing a ·wide range of jobs 
was not a.lways more advantageous than 2 or 3 
short scales in the Central Class I Services where 
movement from one short scale to the next was 
not slow. We have also analysed the position with 
reference to the data pertaining to I-1-1971 and 
find that the position in this respect is broadly the 
same as at the time the selection grade was originally 
introduced in 1962 or when it was liberalised in 
1970. 

26. We are thus led to the view that the consi­
derations for which the selection grade was intro­
duced in the lAS continue to remain valid and that 
it should be retained in the lAS pay structure in 
more or less its present form;· There is one aspect, 
however, which needs to be examined and that is 
the di~parity that exists today in the time taken by 
lAS officers to move into the selection grade in the 

different States. In this respect, the 
position as on 1-1-1971 is given below: 

State-wise 

Year of allotment of the 
Junior-most officer drawing 
pay in the selection grade 

Mysore. 

State 

1950 • 

1952!-1953 • 

1954 . 

• Jammu & Kashmir, Bihar. 

1955 • 

1955}-1956 • 

iY56l-1957 • 

Madhya Pradesh, Orissa, Rajas­
than, U.P •. 

Andhra Pradesh, Kerala, 
Maharashtra, Tamil Nadu. 
West Bengal. 

• Assam, Gujarat, Punjab. 

• Haryana, Union territories. 

Even :though the lAS is divided into several State 
cadres, it still remains · one service and it will be 
reasonable, therefore, to take steps to. reduce 
marked disparities in carter prospects as among 
the different State cadres. We have been informed 
that a proposal was made in 1969-70 for allowing 
lAS officers to move into the selection grade · on 
completion of 14 years' service regardless of the 
strength of the selection grade on the analogy of 
the period prescribed in the Central Government 
for the lAS and Indian Foreign Service Officers 
for appointment to the posts in the scale of Rs. 
1800-2000. If accepted, this would have reduced 
the existing disparities in the time taken to reach 
the selection grade in the different State cadres. 
The Tamil Nadu Government has also favoured 
automatic movement into the selection grade after 
12 to 13 years of service without any limit being 
prescribed as to the number of ~dection grade posts 
derived from a percentage formula as at present, 
because it would help to remunerate officers fairly 
when they are appointed to posts carrying heavier 
responsibilities, like heads of departments and 
senior posts in the Secretariat. We feel that provi­
ding for an automatic entry into the selection grade 
on completion of a certain prescribed length of 
service would make the selection grade virtually 
a part of the time-scale, and render the rest of the 
normal time-scale superfluous. In our view, it 
would be better to find some other solution to this 
problem. A practical solution will be to increase 
the strength of the selection grade by liberalising 
the present formula and specifying at the same 
time a qualifying period of minimum service for 
movement into the selection grade. This will ·relieve 
the position in those States where the lAS officers 
with long years ·of service are unable to move into 
the selection grade without conferring undue benefit 
on the officers in those State cadres where move­
ment into the selection grade is relatively quicker. 

. We recommend that the strength of the selection 
grade should be equal to 20 per cent of the senior 
posts under the State Government with the provi­
sion that no officer should be promoted to the 
selection grade before he has entered the 14th year 
of service. As for the revised scale of the selection 
grade, we recommend the scale of Rs. 2000-2250. 



27. Before we consider the super-time scales 
of pay, it would be appropriate to deal with the 
special pays and other allowances attached to posts 
in the senior scale. Under the lAS (Pay) Rules, 
the State Governments are competent to attach 
special pays to posts under the State Government 
but some special pay has to be attached to the posts 
of Deputy Secretary, Joint Secretary, Additional 
Secretary and Secretary of the State Government 
and posts of "heads of departments". The pres­
cribed rates of special pay under the rules are Rs. 100, 
Rs. 150, Rs. 200, Rs. 250 and Rs. 300 p.m. We 
have examined whether the system of special pays 
cannot be dispensed with in the case of lAS and 
other all-India Services. We have already noted 
that a long senior scale has to be provided for the 
lAS on grounds of administrative convenience. 
We find that once a long scale has been laid down, 
it is only through the system of special pays that 
we can provide differentiated remuneration for 
posts at different levels like Deputy Secretary, 
head of department, Secretary, etc. Most of the 
State Governments have endorsed the system of 
special pays as a satisfactory method for remunerating 
officers for additional responsibilities and to attract 
the more efficient employees to certain ·key posts. 
In our view, there is no practical alternative to the 
existing system of special pays if an undue fragmen­
tation of the cadre is to be avoided and the existing 
flexibility in deployment is to be retained. We 
feel that this system should be continued. 

28. The practice obtaining in different States 
in respect of special pay varies considerably both. 
in regard to the number of posts which carry special 
pay as also the rates of special pay prescribed for 
posts at different levels. This matter was examined 
in the Ministry of Home Affairs recently on a ref­
erence made by the Comptroller & Auditor­
General to the effect "that the grant of special pay, 
compensatory allowance, etc. to large number of 
posts in various States has resulted somew~at in 
distortion in the structure of emoluments of the 
officers of the Indian Administrative Service and 
has also Jed to some imbalance in the service condi­
tions of officers of the same service but serving in 
various States". After consulting the States, the 
Central Government came to the conclusion that 
although it was desirable that such disparity shou~d 
be minimised as far as possible for a single all-India 
Service, it was doubtful if complete parity in t~ese 
matters in all the States would ever be possible. 
The Central Government was also reluctant to 
restrict the powers already vested in the State Govern­
ments in regard to grant of special pays and other 
allowances. On a similar reference made to us 
by the Comptroller & Auditor-General, we h~ve 
again examined this matter with a view to suggestmg 
effective measures for reducing disparities between 
the different State cadre5l. We find that in some 
States, a very large proportion of the posts in the 
senior scale carry special pay, e.g., in Kerala, 
Maharashtra, Haryana, and Assam,. over 90 J?er 
cent of the posts in the senior scale carry spectal 
pay. It might be appropriate for the Central 
Government to suggest to the State Governn:tents 
concerned that the position should be re-exammed. 
There may be a case for reducing the number of 
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posts to which special pay need. be attached so that 
not more than 75 per cent of the senior posts under 
the State Government (excluding· posts in the super- · 
time scale) carry special pay. . . :. · · 

29. As regards the varying rates of special pay 
we feel that this can be reduced to some extent by 
laying down guidelines for--the State Governments·· 
who can today choose any one of the 5 rates ranging 
from Rs. 100 to Rs. 300 for posts at different levels. 
All posts of Secretaries to the Government in four 
States are in the super-time scale of pay of· Rs. 
2500-2750, and on the fixed pay of Rs. 225(} in West 
Bengal. In several States, some posts of Secretaries, 
but not all, have been placed in· the scale of Rs. 
2500-2750. In this context, specifying a low' rate 
of speci~l pay of Rs. · 200 per month, as prevails 
in Punjab, Kerala and Jammu & Kashmir, docs 
not seem to be reasonable having . regard· to· the 
practice in other States arid the intrinsic worth of 
these posts.' We .. notice· that .the. Governments 
of Haryana, . Himachal Pradesh, and UP already 
allqw the highest rat~ of specialpay~ of Rs. · 3'00 
to the Secretaries. It could thus be laid down that 
where a super-time scale has not been provided for 
the post of Secretary to· the State ··Government ·it 
should carry the highest· rate· of special pay. · For 
lower levels also, , fewer rates· could be suggested 
instead of leaving the whole issue open. :we woutd, 
therefore, recommend that the · Centre should ·lay 
down the following, guidelines in· this respect:~ 

Level . Rate or spccla! pay 

Secretary/Special Secretary (in the senior. 
scale only) · R.s. 300 · • "' 

Addl. Secretary/Joint Secretary ·• , Rs. · 200 or Rs. 2so. 
Deputy Secretary · , • • · Rs: 150 or Rs. 200 

Consistent with our observations that not more than 
75% of the senior posts undet the State Govern­
ment should carry a special pay, we recommend 
that it should not be- obligatory to~ attach a special 
pay to all post§ of Deputy Secretary in the State 
Government, specially· if . all or most of the posts 
of Collectors/District , Magistrates/Deputy Commis­
sioners in the State carry a .sp~cial pay. 

30. For posts of heads of departments, ·it is 
difficult to lay down any hard and fast rule because 
the importance arid workload of various depart­
ments would depend upon the conditions prevailing 
in the States and some inter-State variation, there­
fore, would be inevitable. This matter should, 
therefore, be left to the State . Governments who 
can equate the vario~s posts of heads of. departmen.ts 
for purposes of special pay to appropnate lev~ts . tn 
the Seocetariat. This already seems to be' the 
practice in most States. . 

31. As regards the posts of Coll~t)r, the position 
is more c-,mplicated and charactensed. by marked 
variations in practice followed b~ the diff~re~t State 
Governments: According to the nformatton CJllec!· 
ed by us, we find that except for the Governments 
of Bihar and Rajasthan, all ~tate Governments are 
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~llO\ying some additional· benefits ·to the . Collectors. 
Fpr · instance, Collectors are given ·special pay/ 
·compensatory allowance of Rs. 200 p.m. in Andhra 
Pradesh, Assam, Jammu & Kashmir, Kerala, Maha­
rashtra, Mysore, West Bengal, Madhya Pradesh 
(10 posts only) and. UP (important districts only). 

:A special pay of Rs. 100 or Rs. 150 per month IS 
. 'given,,.to. the .Collectors·. in Haryana, . Himachal 
:Pradesh,, Manipur, · Punjab,· . .Tripura · and Orissa, 
··(4 posts only). ln.Gujarat, Collectors are given some 
:concession. in the. matter.· of Government. transport 

·.·and ·in lump sum travelling allowance. We also find 
:that rent:.:.free .accommodation is provided to Collec-. .tors. in· the. States of Haryana, Orissa and Tamil 
'.Nadu and in .three· districts in West Bengal.·.- Collec- . 
:.tors .in the .Uniori territories are. also being allowed 

:: .s.p¢cial ·pays. at different rates: We recognise that 
,·: th~ :Personnel policies followed by the· State Govern­
:.ments are.not alike and it would be inappropriate to 

.. : ·~ugg~st. absolute; uruformity. Further, the worth of 
.·. Collector's.· posts . varies considerably from district to 
: . .district' in the different States because of variations iri 

· .·: the· size . , o( the ·district~. its population, extent. ·. of 
.. indtistrialisation ·'of the area and. the . problems to 

-~ ~which it is· prorie_like fa'n1ine, ·flood, industrial unrest, 
·~: coinmunal- disharmony, etc .. Districts·. adjoining . the 

. ;·jntei_#~tt<m~f:.~-horder.,_ ~~ve· additional.. problems to 
' :. ,cope .. with. In .. our . vtew, the State Governments 
··:!~s~ou!d ~levit?W.:. tlit( p~sition·. a~cf: grade. the different 
:vAts!~!C::~ .~barges~ for.t~e purpose o(sp~ctal pays only. 

· F~~ ~ns~nc~; th~se ~hstn<~t.~harges which are generally 
. . entrusted_to .the· more. jumor lAS officers, sometimes 

.• .:;as"' fu'st;charge districts, need not hav~ any special 
_: __ p~y ~!t~cJ:u~9_Jq_ tll_e_m .... I.I~~e~er., · ~h_e)n?_re_itp.po!fant 

dtstnc~ charges stio,uld ~arry special pay m recognition 
.. of the i119reased responsibilities ·so as to enable:· the . 
r~ more. ma,ture .and experienced officers holding posts 
~:,:in ;Jhe · S~cretariat · to· be deployed to· the districts 
.... 'Without ·any· ··tos·s of emoluments. ·Because of the 

~.~-- ·amenities and educational facilities normally available 
· 1 • -inT ~f! State·-_capital; · cHstrict · postings are sometimes 
~:unpopular; admissibiljty of special pay would greatly, 
~-·neutralise this .factor. In a few States like West 
:· ... !J.eil~al,. where neatly all the. districts are fairly .large, 
~-It nught be ·necessary to attach. a special pay to all 
rthe posts as at present. In West· Bengal, the posts of. 
<Additional Dis~rict Magistrates ate also borne on 
· the senior- scale: of. the lAS· but without any special 
.pay. • .. . 

.. 

. ~·., ,
1
. : '32. rhe , su~r:time. scales of pay of the - lAS 

• ·.-~n.rox:nf ·gen~rally ·to the scales prescribed for the 
~ r. ~em or .. pqsts · · under the Central . Government. The 
. :·existing .standard seales are . Rs .. 2500-125/2-2750, 
;~ .I~s. 3000 and .R~~ 3500. In some States, a few super­
~· , ttme scale posts have been given .a fixed ·pay of Rs. 
: 2250 _9r .Rs .. 2150: It is only in West Bengal that the 

. ~::fiXed. pay of R.s. ~250~ has bee~ adopted and all posts 
of Secretary gtven t~s ~ay without any special pay. 
The posts of Secretanes m Andhra Pradesh, Gujarat, 

, Madhya ·Pradesh and Maharashtra.are in the super­
.; time-scale of Rs. 25~0-125/2-2750. Many other States 
. also. have upgraded a number of posts of Secretaries 

-~- from the senior scale to the super-time scale of pay of 
. Rs. ~5~2?SO .. We do not see much justification for 
.. contlnwng such an odd arrangement only in one 
· State specially since the maximum of the Selection 

Grade will now go up to Rs. 2250 according to our 
recommendations. We, therefore, suggest that all 
posts of Secretary in West Bengal may be upgraded 
to the standard super-time scale of pay applicable 
to Divisional Commissioners in all States. We do 
not recommend any change in the lAS super-time 
scale of Rs. 2500-125/2-2750. · · 

· 33. In each State, there are a few posts 'which are 
below the level of Chief Secretary but above the 
general run of super-time scale posts, e.g., Chairman/ 
President of the Board of Revenue, Additional Chief 
Secretary, Development Commissioner and Financial 
Commissioner. While in · some States, these posts 
carry the fixed pay of Rs. 2750, in others the pay 
_prescribed is Rs. 3000 p.m., i.e., the pay fixed for an 
Additional Secretary to the Government of India. 
. We find that the fixed pay of Rs. 2750 does not confer 
any real benefit on the persons promoted to these 
posts because of the time of· such promotion, they 

. are already at the level of Rs. 2750 in the scale of 
Rs. 2500-2750. In our view~ in each State one or 
two posts should be given the scale recommended by 
us for the Additional Secretary to the Government 
of L1dia. This would not only bring about inter­
State uniformity but also promote rotation of officers 

- _between the Centre and the States at the level of 
. Additional Secretary. 

34. The highest post in each State cadre is that 
of. the· Chief Secretary to the State·· Government. 
The salary of the Chief Secretary was revised in 
'1970 by equating this post to that of the Secretary to 
the Government of India in recognition of the fact 

· that· the job of the Chief Secretary has become very 
onerous. In . the State, the position of the Chief 
Secretary is of unique importance. He functions as 

-·the Secretary to the Cabinet of the State Government 
and also as a definite level of consideration in important 

· matters concerning all State Departments~ The Chief 
Secretary is also the principal spokesman of the State 

. Government at conferences convened by the Central 
Ministries and the Planning ~Commission at· the 
official level. The present equation between the 
Chief Secretary and the Secretary to the Governm~nt 
of India also helps in the interchange of officers bet­
ween the Centre and the States at the highest adminis­
trative level. We, ·therefore, recommend that the 
existing equation should continue. We feel, however, 
that in the case of the newly-created smaller States 
it would not be necessary to treat the Chief Secretary 
at par with the Secretaries in the Central Government 
but even in their case we feel that the equation should 
be with the Additional Secretary . 

35. We find that in the .case of the Union Terri­
tories'· cadre there is no cadre· post above the level 
of a Joint Secretary. Of the posts included in the 
Union Territories' cadre, the post of Chief Secretary, 
Delhi Administration, seems to stand out in 

. importance. Although a Union Territory, the work­
load and complexity of functions in Delhi may not 
be less than in the States like Manipur, Meghalaya 
and Tripura. Besides controlling a large staff in the 
Administration, the Chief Secretary has also to deal 
with and coordinate the working of several officers 
in the scale of Rs. 2500-2750, viz., Inspector-General 



of Police; Commissioner, Municipal· Corpora­
tion of Delhi; and general managers of the transport. 
and electric supply undertakings. In recent years, 
there has been considerable addition to the workload 
of the Chief Secretary and the complexity of his job 
has increased due to the establishment of the Metro­
politan Council and the Executive Council. We 
recommend, therefore, that the Union Territories' 
cadre post of Chief Secretary, Delhi, should be 
equated to an Additional Secretary to the Govern­
ment of India. 

36. Finally, we may also mention the wide dis­
parity in the time taken by the lAS officers borne· 
on the different State cadres to get promoted to the 
super-time scale. Some variations are inevitable in a 
service which is divided into a number of cadres 
and which is controlled by different State Govern­
ments. It is also not possible to create super-time 
scale posts in those .States where promotions are 
relatively slower since creation of posts must depend 
upon the requirements of the individual State Govern­
ments. On the other hand, it is desirable thaf 
members of the same service should have broadly 
uniform 'career prospects, specially as most of the 
direct recruits are being allotted to the cadres of 
States other than the State of their domicile, without 
being given an option. We would suggest that the 
Central Government should keep the position under 
review and to the extent possible relieve promotion 
blocks in the affected States by selectively drawing 
in a greater number of officers· in the super-time 
scale to the Centre from the affected State cadres. 

III. The Indian Police Senice 

37. As on 1·1·1971, the total authorised strength 
of the Indian Police Service was 1790 and 1584 officers 
were in position, leaving a gap of 206. 

38. Direct recruitment to the IPS is made through 
the lAS etc. Examination held annually by the Union 
Public Service Commission, but the minimum' age 
qualification for the IPS is 20 years as against 21 
years for others: Also, candidates to the IPS need 
offer only 2 optional papers as against 3 for the Class I 
Central Services (non-technical) and S optional papers, 
including 2 of a. higher ~tandard, for t~e Admini~-' 
trative .and Foreign Services. Our detalled analysis 
on the basis of the percentage of candidates with 
first-classes recruited to the different services shows 
that the Indian Police Service is less attractive than 
the lAS and the Class I Central Services. The falling 
attractiveness of this Service is also I borne out by 
the fact that candidates 'Selected to the IPS continue· 
to take their chances for the lAS and also the Class I 
Central Services. 

39. The First Pay Commission• on whos~ recom­
mendations the IPS pay structure was finalised had 
expressed the following view : 

"We are of the opinion that in future, recru~t-. 
ment to this Service also must be regulated m 
the same manner and by the same standards as 

• Para 63 (page 41) of the Report. 
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recruitme~t to the Cla.ss I . Service. It is . alSl '. 
neces_sary ~0 e~sure. a htgh. standard' of efficiencyi 
and mtegnty m thts Service .... In · our· opinion l 
the ~asic scales of pay for · the All-:India · Po lie~ 
Servtce should, therefore, b~ the same. as f<kthd . 
Class I · Central Services, · but lower1 than thosd . 
of the All-India Administrative Service.•• .·'. ·· 1 ; ,,) 

Pursua!tt.to the reconimendatiC?ns 1pt the: 'Firsj; Pay · 
Comrrussion, the IPS was provtded the same. JUliiot 
scale and senior scale as the Class I'Cenfral ServiCes' 
but the p~y structure above the time-scale' including 
the Selection Grade· of the IPS ·was· quite! 'different 
from the pay structure provided for the Class I 'Central 

, ~ervices: The Second Pay Commission' did' not look 
mt'? the ·pay s~ales ·of the IPS bu~ pitrsuant 'to lhe · 
revised scales Introduced 1 for the· Class·..:l. Central 
Services, .the matte'r . was· examined ~hi the . Central 
Government in consultation with the State: Governl 
ments to . determine the consequential· amendmeniS 
necessary in the IPS pay scales. • The; Goveriunetit 
decided to provider· a better senior' sc~le for 'the II>S 
~s compared to the. Class- I Central,Seniices by ~tarti 
mg the scale one stage higher and allowing .:1:11 hddi.l. 
tional increment of Rs. 50 at the erld~ d •• ;; \} ;_T;·'l 

· . 4~. the existing pay structure of th~IndjaJ. ·~plice 
Serv1ce 1s as under:.: ,'' .. ~' , ; ,. ~· 1 . ': ~-·· iw.;i 
Junior scale .• · • :' ·. -·.' Rs. · 4()()JJoo..45~30"-60o-3S-

' ' I • ! . 670-EB-35-950.: '·: '.:/. l'> 

Senior scale • · i' ·· . · " Rs. 7 40 (6th year or undet)· 
· ·., , • · 40·1100·50/2-1250-llOO.;. 

Selection Grade , ''. , Rs~ 1400 .1 : : . ~ .• ~~l 
.; .1' l A• •; J ~->"} '', ; j;'');~ 

Super-time scales 

(i) Deputy Inspector-General of Rs.l6~1~2000 , , 
· . Police. r , , ,' ''i .· .. '. · .·' · 1 :·, :·/,.' •.. ' ~<.r ... 
(ii) Commissioner of Police·:' •Rs •. l6QO..l~-io00.~ •>)~;.J 

· Poonaj~agpur.·; · ·, '·. ,·, . ,! ·. .• , 1 ,·."/·,·; 

1 ' ' ' •. ." ·, ,., ,.I .. ~ r . '·"' ! .... ,; f: · '.~1 
(iii) Commissioner . of Police ; .. Rs. 1600-100-2000 (plu~ 1 r 

Madras/Ahmedabad., · ' .special pay) •. ' ... ~. ,'';. 
' l ' / ~, ' ' '· 1 ,l. ..,. ~i.; 

(iv) Commissioner of· Police :: Rs. 1800~IOo.:2ooo:, .. ' .·• .·~ 
.' Bombay/Calcutta. ' I ·. r ·; ·, .r. _,_·i . ;··. ·, H 

' •••• - .. > • ( ,. ;~ .f ~ ~ -,., ~ .. t ..... }: ' 
(v) Additio~al Inspector-General ~s. 2000~-~2~-fl~O, ~ .. i~;~. 

of Police. 
1,... •• J •• : J .·~~-·n:; 

(vi) Inspector-General of Police • -Rs. 2500-125/2-2750 . :: i 
' ' ' .. .'J!' 

41. The.main demand of the Indian P~lice Servi~~ 
(Central) Association is that the IPS should be equ<:tted 
rank-for-rank with the lAS. According to Jhe scheme 
proposed by them, they would like the Superintendent 
of Police to be equated. to the District Magistrate: 
the DIG of Police to a Di'!,isional Commissioner.and 
the IG of Police to the Chief Secretary. The' Associa~ 
tion has also highlighted the special working · condi4 
tions and liabilities attaching to .a career in ,the Indian 
Police Service, viz., the high degree of personal risk 
and professional hazards, arduous natur~. of dutie~ 
and the sense of uncertainty ... arising .froni .Political 
situations. The Association. has emphasised the, poo~ 
promotion prospects in the . Service as compared to 

. . ~ , . l ' 

r , 
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' the lAS arid Class 1 Centr~ Services generally. Seve-
ral of the witnesses have emphasised that the remu­
neration of IPS officers is not commensurate wth 
their duties and responsibilities. The Home Secretary 
emphasised that IPS officers faced· very difficult and 
complex situations and it would not be reasonable to 
assign the IPS a lqwer place in the scheme of remu­
neration than for the Class I Central Services. He' 
also suggested that candidates for the IPS should 
have the same papers as for he Central Services 
and that he would even advise the laying down of 
a qualifying minimum at the viva voce examination 
as the requirement of personality was greater in the 
IPS.. . Although seyeral. witnesses· suggested an 
improvement in the IPS pay scales, the majority of · 
the witnesses, including a retired senior police-officer, 
expressed the view that the range of responsibilities of 
the Collector and District Magistrate was wider 
than that of· the Superintendent of Police . and as 
such some differential ·should be maintained between 
the ·pay . scales prescribed . for the two. The State 
Governments . have also suggested improvements in 
the. IPS pay scales,. but . they are not in favour of 
parity with the lAS. .. · .. · · · · 

• • • + ' ' • ._ ~ • • 

42. The junior scale of the IPS Is lower than the· 
junior scale provided for the lAS and is the same 
.as for those Class I Central Services which have 
a separate junior scale. We have already recom:. 
.mended" that at this level no distinction need be. made 
as· between the different Servic~s. We, therefore, 
recommend the scale of Rs·. 700--:1300 for· the junior. 
scale of the IPS. 

43. In. the . case of the IPS,. the. post of District 
Superintendent of Police is basic to the IPS senior 

·· scale and · it is generally the first important · post 
entrusted to an IPS officer on promotion to the 
senior scale. Ever since the creation of this post, 
the police force of the· district has been placed under 
the control and supervision of the SP, although some 

·general control and direction· is vested in the. District 
Magistrate under the Police Act of 1861. The job 
of the SP ~as become harder and more complex 
3.fter Independence as the people are more conscious 
now of their rights and the courts are more vigilant 
in guarding the liberties of individual citizens. The , 
rough-and-ready methods previously adopted by · 
the police have had to give way gradually to a more 
intelligent application of scientific techniques . of 
detection and investigation of crime. . In handling 
law and order situations, the SP shares substantially. 
in the responsibHity of the Djstrict Magistrate and it 
is not infrequent for the SPs to have to answer charges 
in public during procee'Uings · of commissions of 
enquiry. With increasing industrialisation and urba­
nisation, the SPs in charge of the more important 
districts are now facing new types of problems. In 
cities where the police-commissioner ·system is in 
vogue, the IPS officer has also to discharge many 
functions which are discharged in the district by the 
District Magistrate. The other jobs entrusted to 
IPS officers in the senior scale are in the specialised 

. departments like crimin~l. investigation, intelligence 
brel!)ch, security and trammg etc. and as comman­
dants of battalions of armed police. 

44. In all these jobs entr~sted to an lPS officer, 
he has to display qualities of leadership, alertness 
integrity, self-confidence and tact and a knowledg~ 
of human character and social problems. In our 
view, these requirements should be taken into account 
while . re-considering the method of examination, 
personality test etc. devised for recruitment to the 
IPS. We are also of the view that due to the 
complexities and onerousness of the senior scale 
IPS jobs, the advantage given to them in the senior 
scale over the Class I Central Services is justified. 
We, however, feel that it would not be appropriate 
to provide ·a long senior scale like that of the lAS 
because the range of jobs held by lAS officers in the 
senior scale is much wider including as it does such 
jobs as those of District Magistrates, heads of depart­
ments and senior positions in the Secretariat. We feel 
that the existing relativity between the senior scale 
of the IPS and that of the Class I Central Services 

·is adequate and should be retained. We, therefore, 
recommend the scale of Rs. -1100 (6th yet1r or under) 
-.1600 as the senio~ scale- for the IPS. In suggesting 
this scale we have narrowed down considerably the 
differential rates of increments between the senior 

- scales· of the lAS and the IPS and have also reduced 
the difference at the start from Rs. 160 in the present 
scales to Rs. I 00 in those· proposed. · 

· .~ 45. The pay structure of the IPS has always 
carried a selection grade ·in recognition of the 
fact that ·· the Service does not afford adequate 
promotion prospects. The existing selection grade 
of the IPS carri.!s a fixed pay of Rs. 1400 and its 
strength is calculated in the same way as for the 
lAS, l'iz it is equal to 20% of the number of senior 
posts in the State reduced by the number of posts 
carrying pay above the senior time-scale in the State. 
We have examined the cadre structure of the IPS to 
make a relative assessment of the promotion prospects 
and career-values of IPS officers vis-a-vis the Class 
I Central Services and find that in this respect 
the IPS officers lag behind" their confreres in most 
Class . I Central Services. The volume of evidence 
that we have received on this point l~ads to the 
conclusion that the career-value of the IPS pay 
scales should be. kept higher than that of the Class 

· I Central Services to ensure against its becoming 
less popular than the latter . Services. Since the 
superior posts in the IPS ar.! linked to the number 
of ranges under Deputy Inspectors-General of 
Police and a few key posts in the Police Headquarters 
of the State, the prospect of increasing the promo­
tion prospects of IPS officers by increasing the 
number of super~time scale . posts is very limited. 
Our analysis also shows that while a substantial in­
crease in the number of senior police posts under 
the Centre has for the time being helped to relieve 
promotion blocks in the IPS cadre, it will not be 
realistic to anticipate further substantial increases 
of such post under the Centre in the near future. 
Thus, the only practical remedy would seem to 
lie in augmenting the strength of the selection grade 
by increasing its present effective strength in each 
State cadre from 15% to 25% of the total number 
of senior posts in the State and we recommend accor­
dingly. To avoid a situation where IPS officers 
in some States are ab1e to move into the selection 



grad: at a v:ry early stag.: of their serv!ce it should 
be stipulated that selection grade will not b:'admissible 
e~li:r t!wt the 14th year of service. Such a provi­
saon wall also help to reduce inter-Stal!: disparities. 
As for the pay of the selection grade, we feel that 
the provision of a scale instead of a fixed pay would 
be more appropriate considering that IPS officers 
would b: drawing pay in the selection grade for 
several years, particularly after the increase in the 
strength that we have recommended. We recom­
mend for the the IPS selection grade the scale of 
Rs. 1650-1800. 

46. Under the IPS (Pay) Rules, the State 
Gover'!ments are competent to grant special pay 
on senaor posts at the rate of Rs. 100, Rs. I 50 and 
Rs. 200 p.m. The rules also provide that certain 
Posts in Police Headquarters, training institutions 
and in the armed police must carry a special pav. 
The IPS (Central) Assoication has proposed thit 
the rates of Rs. 250 and Rs. 300 p.m. should 
also b: provided in the IPS (Pay) Rules as in the 
case of the lAS. We find that State Governments 
have generally provided a special pay at the rates of 
Rs. 250 or Rs. 300 only to such posts as head of 
department or Secretary to the State Government 
Sine.: posts at this ... level are not held by IPS office~ 
in the senior scale~ it does not appear necessary 
~o su~gest any amendment of the IPS (Pay) Rules . 
an thts respect. We find that there are consider­
able inter-State variations in regard to the grant 
,of special pay, particularly on the posts of District 
Superintendent of Police. While some States 

···grants special pay on all posts of Superintendent 
t of Police, some others allow special pay in only 

the important districts and some States do not 
£allow ·any special pay at all to the SPs of Districts. 
(.We would suggest that the State Governments should 

review the position and allow special pay to SPs 
of those districts which are deemed to be more 
important and difficult charges. One criterion 
that can be adopted is that wherever the post of 
Collector and District Magistrate carries a special 
pay, the post of Superintendent of Police should 
also carry a special pay. As in the case of the 
lAS, the number of posts in the IPS carrying special 
pay should not exceed 75% of the senior posts under 
th~ State Government (excluding those in the super­
time scale). 

47. The pay scale for the post of DIG and equiva­
lent post was 1600-100-1800 till 1-7-1969 when 
it was revised to Rs. 1600-100-.2000. The reasons 
for this revision were that this would enable the 
DIG to reach the maximum of the selection grade 
of the lAS and it would also reduce the wide gap 
b~tween th: maximum of the DIG's scale and the 
minimum of the scale of the IG; the latter scale 
having been revised from Rs. 2250 (fixed) to 
Rs. 2500-125/2-2750 in 1965. We were informed by 
the Home Secretary that certain relativities were 
maintained in the pay scale of the DIG and those 
of the Colonel and Brigadier in the Army and as 
a sequel to the revision of the pay scale of the DIG 
the scales of the Colonel and the Brigadier were revis­
ed upwards. The Home Secretary mentioned 
that while both the minimum and the .tnUimum of 
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the Brigadier's pay scale· were increased by R · 
200, the _scale of the DIG was only increase~ 
at the maximum by Rs. 200. He, therefore, suggested 
that the pay scale of the DIG should , be taken 
as Rs. 18~-100-2000 in existing terms. Considering 
the supervisory and other ~esponsibilities attaching 
to the posts of DIG . of a pohce ran~e and equivalent 
posts, we see cons1derable force Jn this . proposal 
There is ~so merit in equating the pay scale of th~ · 
DIG With the selection grade of the lAS.'· We · 
therefore, recommend .the scale of Rs. 2Q00.-.:...2250 
for posts ·at the level of DIG. · " ·, 

48. The P?sts of Police Co~issio~ers generally · 
carry the DIGs scale of pay With or without special 
pay except that two posts of Police Commissioners; 
Bombay and Calcutta carry a higher scale of Rs 
1800-lOQ-2000. Since 1969 when the DIG's seal~ 
of · pay was revised, the pay at the maximum in 
the case of Police Commissioners of Ahmedabad 
and Madras comes to more than the maximum 
pay of Police Commissioners of Bombay and Cal­
~utta. We fe~l that the position should, be rationa .. 
lised by equating the posts of Police Commissioner 
of Bombay and Calcutta to the post of Additional 
IG ~ of Pol_ice. · Th: justification for doing 
so woul.d. ?~VIously b~ the enormous police and other 
r~sponsJbdities devolvmg upon the Police-Commis- · 
saoners ~f these metropolitan areas, with . the largest .. 
population: . These cities · being prone to industrial 
unrest, political upheavals and crime make heavy 
de~nds on the Police Commissioners. The. re- . 
mam~ng posts of ·Police Commissioners should 
rem~an on the DIG's pay·· scale with . or without · 
special pay as at present.. , . · . . · 

49. The existing pay scale of the Additional 
IG ofP~li~ is~ 2000-125-~~~· Keeping in view 
the extstmg Internal · relatiVIties, we recommend 
the revised scale of ~ ~?0--2500 for this post. 

. SO. The highest police · post in each State cadre 
Is that of the Inspector-General of PoJice of the 
State. In most States, another post of equivalent 
rank has been created to look after work relating 
to home-guards, civil defence; vigilance, etc. The 
IPS (Central) Assoication has suggested equation of 
the IG's post with that of the Chief Secretary of 
the State. Such an equation is not favoured by. a 
majority of the witnesses. The State Governments 
also do not favour such an equation. Posts at the 
level of IG are on the standard scale of Rs. 2500- · 
2750. which is also the scale prescribed for the 
Se!"1ce officer~ in the rank of Major-General, 
Jomt Secretanes to the Government of India and 
Divisional Commissioners. Under the Centre, 
IPS officers at the level ofiG of Police hold posts 
equivalent to that of Joint Secretary in the Central 
Government. It would not be proper in our 
opinion to disturb the existing parities. We, 
therefore, recommend that posts at the level of IG 
of Police in the IPS should be placed on the scale 
of Rs. 2500-2750. . 

51. Notwithstanding the above general recom­
mendation, we feel that the post of IG of Police 
in-charge of the State police deserves special 
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treatment. We have. been informed that ~ith !he 
increasing complexity of the law and order sttuatt~n 
and the corresponding expansion of the pol~ce 
force the job of the IG in-charge of the State pollee 
has 'become very ·onerous in·· recent · ye.a~s. 
In our view, the level of respons~btht.Y 
of the . IG dp.-charge of the State pohc~ ts 
somewhat high~r than of the equivalent .posts ~tther 

· in the State or in the Centre. Despite this, we . 
would ·not recommend a higher scale~ of pay for 
the post ofiG 'in-charge ofthe State pol.tce because! 
that would tend to interfere with the mter-change 
of .. ·senior · · IPS officers between the Centre 
and~ the States at. this level., In our. v!ew,. the best . 
arrangeJllent woul4_ be to grant a spe~Ial allowance 
of.· Rs. 250 ·p.m. to only . one post m each Sta~e, 

.. viz~,:, that of the I~ .in-charge of the. State ~ohce 
1n. addition ·to pay tn the sc3:le prescnbed for! pos~s 
of IG of Police ~nd, for eqwvalent posts.• The I.G s 
in~charge of the State police in the· newly-created 
States ._.should be' on. Rs. 2500-2750. We do not 
recommend. the special allowance ·of Rs. ·. ~50 

· in their case·~ince we have recom_mended the eq~att~:rt~ 
of.· the post of Chief.Secret~ry m these States· w1tn 

·the .. Additional Secretary 1n the~ Central Oovert;t-
ment. · • · . 'i 1 • i. I · · · · · · · >1 

. '·'I" , ... , .. '; 

. ·. •-52.· Our ~xaminationr. ofthe promotion: prospects· 
in the different State cadres ·of the IPS. ·shows 
that these · . "differ . widely from State . ··to': State. 
We have· already made suggestions'regarding move­
ment of IPS· officers into · the · Selection · grade 

.. with a view to reducing existing int~r-State d~spari~ 
ties·' at that level. At the·, stage 1of 'promotion to 

·the rank of DIG, it is difficult to 'equalise promo-
. tion. prospects . · because· super-ti!De ~cale po~ts. 
shoUld· not be created merely .to Improve the prQ; 
motiod . prospects· and irr~spective. of the need for. 
th~ post..· One· concrete 8!ep that can b~ take? .bY; 
the·· Central Government Is to keep. the position 
in different States under review. and take a relatively 
large, number of senior IPS officers on ten~re depu- . 
tation from those State cadres where the_ promotion 
of_ IPS · officers to the rank of DIG·· is relatively . 
slower. ' · · · · 
'. i .1 • >\, 

' , 53: IPS. officers are required .. to mabltain tli~ir 
uniforms according to the specifications laid down in, 
the IPS (Uniform) Rules, 1954. To compensate them 
for the expense incurred in the purchase and renewal 
of uniforms, they are entitled to an initial grant of 
Rs. 1000 on appointment to the IPS and to a renewal 
grant ·of Rs.. 800 every 7 years thereafter. No 
monthly allowance is, however, given to them for 
the maintenance o( their uniform as is provided 
to the officers of the Defence Services. The IPS 
(Central) Association has stated that the· initial 
grant was fixed as ~ar ~ack as 1954 a!ld that it. is 
no .longer adequate m vtew of the constderable-nse 
that has taken place in the. prices of the requisite 
articles. It has suggested that the amount of initiaJ 

. grant should be raised to Rs.' 1500 and of the 7 
yearly renewal grant ·to Rs. I 000. The Associa­
tion has also asked for a Kit Maintenance Allowance 
of Rs. 50 per month. We feel that there is consi­
derable force in the demands made by the Associa-
, ' 

tion and we recommend that the amount of the initial 
grant should be raised from Rs. 1000 to Rs. 1200. 
We find that before 1970 the renewal grant was 
being provided at the rate of, Rs. 500 at· intervals 
of 5 years. In our view the rate of the . renewal 
grant should not be very much . lower than the 
amount of the initial grant since an officer would 
normally be required to replace most of the items after 
about a period of 7 years. On the Defence Services 
side we have kept a differential of Rs.... 200 in the 
am~unts proposed by us for the initial grant and the 
renewal grant. We therefore, recommend that 
the amount of the renewal grant should be raised 
to Rs. 1 000, to be paid after an interval of every 
7 years.! as at present. · : · 

, : 54. We have; also carefully considered the demand 
for a Kit Maintenance AllowanCe. Our · examina­
tion of the IPS (Uniform) Rules. shows· that the 
IPS officers have to maintain various items of uniform 
and , in this respeCt are subject to more or less 
the same liability· as their confreres in the armed 
forces. In our view proper upkeep of uniform and 
a smart turn-out by the police-officers is conducive 
to : discipline and efficiency of the force and the 
expenditure incurred by the officers being in the nature 
of a service requirement should be adequately com­
pensated~ We feel that there is justification for 
the grant' ' of a Kit Maintenance AHowance to 
IPS officers, but · at a slightly lower rate than in 
the case of the· Defence Servica officers. We, there~ 
fore, · recommend that a Kit Maintenance 
Allowance of Rs. ' 40 per month should be pro­
vided for all IPS officers irrespective of ·rank 
so long as they are _working at posts which require 
them to . put . on and · maintain uniforms. As re­
gards the case of those police-officers who are assign­
ed such duties as do not require them to put on uni­
form~ the justification for a Kit Maintenance Allow­
ance is not strong;· but this is a matter which may be 
determined by th~ Government in the light of all 
relevant circumstances. · This recommendation will 
further have the effect of reducing the existing dis­
parity ~s between the lAS and IPS scales of pay. 

IV. ·The Indian Forest Service 

55. The total authorised strength of the Indian 
Forest Service on 1-1-1971 was 1097. The Central 
Deputation Quota for this Service is a little over 
8 per cent of the total number of senior posts under · 
the States as against the corresponding percentage 

· of 40 in the case of the two other a1l-I~dia Services 
viz. the lAS and the IPS. , 

56. The picture regarding the officers in position 
in this service is somewhat complicated due to 
the fact that for some States the work of selection 
and appointments at the initial constitution stage 
has · had to be re-done. This process had not con­
cluded when information pertaining to this service 
was furnished . to us. However~ all appoint­
ments made at' the initial constitution stage are 
deemed to be effective from 1-10-1966. According 



121; 

to the Department of Personnel, the classification 
of officers in position would be as follow :-

Number orinitial recruits er.duding those 790 approximately 
who retired or resigned earlier than 
1-1-1971. 

State Forest Service officc:n promoted tiJJ 36 
1-1-1971. ' 

Direct recruits in position on 1-l-1971 • 95 

. 921. approximately 

51. The role of the Indian Forest Service is· 
technical in nature and for this reason, direct recruit­
ment to the service is made through a separate . exami­
nation ·and not through the lAS, etc. Examination. 
The ecfucational qualifications prescribed for direct 
rceruitment to this service are, ·• however, wider,· 
and more general than for the usual technical services 
the candidates being reqwred ·to hold: a degree 
in one of the . natural sciences, agriculture or, 
engineering. The technical · knowledge required . 
by members of the Indian Forest Service is actually 
imparted at the Forest Research Institute and Colleges,· 
Dehra Dun where the probationers undergo an 
intensive training course of 2 years. They are 
required to pass written and practical enmination 
in subjects relevant to · forestry. 

< I' ~ 

58. The rates of remuneration for the • various 
grades in the Indian F orcst Ser;vice are as under :-

Name of the post 

J. Junior Time-scale • 

- · Scale of pay (Rs.) · 1 

• 400-400-45().30-600-35-670-
EB-35-950 

2. Senior Time-scale · (Deputy 
Conservator of Forests). 

700(6th }ear o'r ~n~er)-40-
1100-50/2-1250 

3. Conservator of Fortsts or 
equivalent posts. 

1300-60-1600-100-J 800 

4. Deputy or· Additional Chief 1800-100-2000 
Conservator of Forests. 

5. Chief Conservator of Forests' or 2000-125-2250 
equivalent posts. 

., -,_ 

' 59. \Ve have analysed the data collected in 
respect of the first five examinations held by 
the UPSC for direct recruitment to the Indian 
Forest Service. The break-up by class of degree 
held b)' the candidates appointed to the service is 
gh·en m the table below :-

TABLE 

Examination Total First Second Third 
year No. Oass Class a ass 

appoin-
ted 

1967 . 51 14{27.5%) 32(62. 7%) 5{9.8%) 

1968• • 44 25{56.sr.> 13{29.5%) 6(13.6%) 

1969• • 20 11(55%) 5(25%) _- 4(20%) 

1970 . 18 11(61.1 ~~ 5(27.8%) 2(11.1 %> 
1971 . 8 6{75.0%) 1(12.5~J 1(12.5%) 

141 67(47.5%) 56{39.7%) 18(12.8%) 

•Figures for examination years 1968 and 1969 include 
tho~e recruited from amongst the released Emergency Com-
missioned,'Short Ser\'ice Commissioned officers. 

. :rhe 1967 and 1968: .Examination. are not:true.',t 
tndicators of the trend because for. these. ex~natioru. T 
in-service candidates with less. than. 4/ years' service;; 
were allowed age-relaxation . to enable them.'. to . take. t · 
the examination .. Except for the 1967 examination ~r~ • · 
the percentage of candidates with fifst classes appointed,; 
to the service is quite high and ;compai"~ :favourably.·, 
with the other services includmg th~ lAS. · ·· 

. ,. ~ r 

. ~ \~· ·• ~ ,{ . ..: ,: ,; 

. 60. We understand that .J ·out ·of ·tto· ·.direct" 
recruits ·under training for the 1968-70 terin ··resigned1

' 

from service and one did not join; .. and in the term· · 
·1969-71, ? out of25: direct recruits resigaedto join • 
other services. · It seems to us that while candidates· ~ 
of good quality are offering themselves for recruit.;' · 
ment to 'the India':'. Forest _Service, such~ l among • 
the successful candidates as are•able toll get! selected~• 
to another all-India·· Service or a Class I: Central'·· 
Service' do not care to remafn in the·Indian 1Forest r: 

Service ... The ·Indian : Forest .: Service·~ ·Association · 
. has emphasised the fact that this' service is less'popu- : 

lar . than others due to'·! inadequate pay Sca.les''and;; 
poor promotion prospects.: : The~.~'. Association ·has ' . 
stated that at the time of the constitution of the Indian j 

· for~t ~ervice it was decided in principle to establish'~ 
· panty m pay scales with the Indian Police ., 'Service. 1 l 
The Association has· emplia.sised_.that:the forestets·? 
~av~ to pe~o~ .field jobs: .requiring extensive 'tour:) 
mg 1D the mtenor and yet the nature of their work 
being scientific and technica!,"'they .:have ·to keep 
abreast of the latest··prof~sl?nal kriowledge.i iri the·' 
fi~ld.offorestry. 1

• T~e·.~tes ~uggested by the Ass-,ci.;1 
atlon ~e. based on-a P!L"ty with the IAS and the' IPS.i 1 . 

~- IDaJOCity Of the · Witnesses Whd 'made suggestions. i 
m regard to the Indian .Forest Service_, wa'i o(the:,, 
view that while~ an improvement in· the' seales Wa.~ ~ 
necessary, no ·~ parity- need~ be established :. between ' · 
the pay scales of the Indian Forest Service and those j. 
o( the IPS. ·The official witnesses did nof alsd.con;; l 
firm the point made by the IFS · Association that J 

a d~ision had been ~en in principle· to establish' i 
parity·.· bet~een the pay;/scale of the IPS and thaf­
of. the Indian Forest Service~ ··The: State GovernJf! ~ 
ment.also do not favo~ parity and have· 'expressed! 
the vaew. that.the .IPS pay scales should be better. ' i 

1! .l •; J \ :/.,f);~)~~ 

61. The jobs held by members of the Indian- For~ l 
e:;t Ser~ce in the . earlier part of their career ant · ·. 
mostly m the field. The ~t · important :- charge : 
entrusted to them on promotJOn to the semor scale 
is .that of Deputy .Conservator of Forest. (DCF). 
Bestde3 the applicatJOn of technical kriowlege to 
forest management, the DCF performs executive 
duties and comes into contact with the public 
and forest contractors. The DCF has to be well­
versed in the provisions of certain minor Acts and 
Rules relating to forests and other matters as he is 
expected to take prompt action aginst offenders 
and ~~ers in . order t<;> safegu~d forest produce 

· a!ld wild-life. W1th the mcrease m the Plan provi­
sions for forest development, the Indian Forest 
Service officers have to devote considerable attention 
to the .formulation of working plans and their imple­
mentations. 

62. Above the senior scale, ar~ the posts of Con­
servator of Forests and equivalent posts in the forests . 
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department dealing with tile functional subjects. 
The head of the forests department in the State ~ 
is the Chief Conservator of. Forests who besides 
looking after· the technical work of" the forests de­
partment is also responsible for personnel adminis­
tration generally and the management · of the State 
cadre of the Indiad Forest Service. 

63. We do not favour the approach that the pay 
scales for the IPS and the Indian Forest Service 
should be identical -as it would overlook material 
differences .in the levels of responsibility of the en­
cadred postS and the· working. conditions of the 
two Services. This is also the view of the majority 

. of the witnesses· and the State· Governments. -consi­
derirg the nature of work and responsibilities 
entrusted to officers of-- the Indian Forest Service, 
we are of the view. that the scheme of pay scales devi• 
s.~d for this service should broadly conform to the pay· 
structure devised for the Central Class I Engineer­
ing Services. ·Accordingly we . recommend that the 
junior., scale· for the .Indian Forest Service should 
be Rs. 7()()-1300 and the senior ·scale should 
be- Rs. 1100 (6th . year or. under}--1600. - For the 
posts _.of Conservator; .of Forests we ·recommend 
the scale ·which -we have ·recommended for the· 
Superintending .Engineer's · grade· of the Central , · 
Class 1 Engineering · Service; viz. . Rs. 1500-2000. 

'' . ' . ' ', . l '-- - . ' -

: 64. The Indian Forest. Service does not have 
a selection grade above . .the senio_r 1 time-scale , of 
pay as is the ca~e for the lAS and. the · IPS ~ The · 
IFS Association has emphasised that the promotion 
prospects of the officers of this service are quite bleak· 
and do not compare favourably . with those. of the · 
other all-India Services and Class I Central Ser­
vices. , The Association has asked for the intro­
duction of a selection . grade similar to the ' one 
provided in the .other all-India _Services. We 
understand that the .. position regarding promo- -
tion prospects was studied in the Services Division 
of the Ministry of Home Affairs- (now of· the De-· 

_ partment. of Personnel) in 1970 and _it was 
found that . quite . a few Deputy Conservators of: 
Forests with 15 years~ seniority in the Indian Forest 
Service were still to be promoted to the grade of 
Conservator of Forests. • We · also find that in 
many . States, the percentage of super-time scale 
posts to senior scale posts is less than 20. We have 

*Chapter 14. 

not found it feasible to suggest a Selection Grade 
above the senior scale but considering the need 
for improving the prospects of this service, we recom­
mend that a Selection Grade of Rs. 2000-2250 
should be introduced for the Conservators of 
Forests on the same principles as recommended* for 
the Selection Grade in the Central Class I ·Engine­
ering Services. The same scale should be given 
to the posts of Deputy Chief Conservator of Forests 

'which exist in some States. The post of Additional 
Chief Conservator of Forests in Maharashtra should 
be on the scale of Rs. 2250-2500. 

65. The post of Chief Conservator of Forests 
is · the highest post in each State cadre. The- exist-

. ing scale for these posts is Rs. 2000-125-2250. 
We feel that considerable improvement is necessary 
at this level in order that in each State cadre of 
the 'Indian Forest Service there may be at least 
one post equivalent to the Divisional Commissioner 
or the Joint Secretary ·in the Central Government. 
·We· recommend for the posts at this level 'in the 
Indian Forest Service the scale of Rs. 2500-2750. 

6(;. The.. Indian Forest Service- Association has 
also made proposals regarding the grant of special pays. 
The Association has pointed out that the attach-
. ment of special pays to posts under the State Govern­
ments has been left entirely in -the hands of 
the State Government while in the case of the 
lAS and the IPS it . has been specified that certain 
posts at headquarters and outside must carry a 
special pay. In our view there is some force in 
this contention. There are a number of functional 
posts in the forests department and posts of Techni­
cal Assistants to the Chief Conservator of Forests 
which are likely to involve more specialised and ardu­
ous duties and should carry a suitable special pay.­
Many States have already attached special pays at 
different rates to such posts but there -is consider­
able inter-State disparity in this regard. With a 
view to bringing about greater uniformity among 
the different State -cadres of the same service, 
we would suggest that the Central Government 
should . examine . the matter and, in consultation 
with~ the States, list out certain posts on a uniform 
basis which should ·carry special pays in all the 
States. 



CHAPTER 1~ 

CENTRAL SERVICES, CLASS I 

.In ad~ition to the Indian Foreign Service, which 
will be discussed separately, there are the following 10 
organised Central Services, Oass I :- · 

1. Indian Audit an" Accounts Service. 
2. Indian Defence Accounts Service. 
3. Indian Railway Accounts Service. 
4. Indian ~ailway Traffic Service. 
5. Indian Income-tax Service. 
6. Indian Customs and Central Excise Service. · 
7. Indian Postal Service. 
8. Military Lands and Cantonments Service. 
9. Indian Ordnance Factories Service Cnon· 

technical). 
10. Central Information Service. 

These services perform important functions falling 
within the Central sphere of administration like the · 

' ~: ,) ~; ;~ ', ~ 

statutory audit of the accounts. of the Union and the '1 

States, accounting and finanCial · .management.:of · 
expenditure, collection of all central· revenues . through 
direct and indirect taxes and · administration· of · the 
relevant statutes, provision of essential servicei to' the 
community at large such as railway transec;>ttation· and 
postal administration, management of mill~ estates 
and ordnance . factories and dissemination cOf · infornta• . 
tion regarding the policies and· programmes of the 
Central Government. · Along with · the· , Indian:· 
Administrative Service, these· services have also been •~ 
conceived ··of and utilised ·as·· reservoirs . of ) talent· for · 
manning the ·senior administrative· posts in 'the head~:? 
quarters organi'Sation of the Central -Government. With ·J 
the progressive growth ·in.. the· activities· of the. Central · 
Government in these areas, the ·role . and importance 
of these services has also grown commensurately •. · The:: 
table below indicates the . grade-wise distributicn of 
the posts in these 'SerVices at the time of the Second · 
Pay Commission and in 1972 =:-· · .. ': r, •• • ~' 

... .< 

r 
TABLE I d ; 

·:. ·: '( 

s. Name of Service 
•strength given by Second Pay Commission 1('. Strength on 1st January, 1972 :,(.! 

No. Time Junior Posts Total .-rune. Junior 1 ' Posts. Total•' 
scale Ad minis- above scale · Adminis- · above 
posts trative Junior posts ·-trative , . Junior 

Grade Ad minis. '' · Grade .• Adminis-
posts trative posts trative 

Grades Grades 

2 3 4 5 6 ., 8 9 I . ·10 
.. 

1. Indian Audit and Accounts Service 
. 1., 

23 . 365 113 49 304 38 595 · ........ ... "',,. ?~~ 
2. Indian Defence Accounts Service 105 12 8 125 186 ·p 
3. Indian Railway Accounts Service 175 . 23 10 208 362 '40 

4. Indian Railway Traffic Service 461 33 14 508 699 78 ... 

5. Indian Income-tax Service 535 169 18 722 1293 461 

6. Indian Customs and Central Excise Service 220 15 16 251 597 '67 ; 

7. Indian Postal Service t26 23 @ 149 250 37 

8. Military Lands and Cantonments Service 47 4 1 52 71 22 

9. Indian Ordancc Factories Service (non- . 
technical) . • • . . • . ££ 72 14 

10. Central Information Service . 151 17 l 171% 270 29 

ToTAL 2124 319 108 2551 4395 874 

.,. 
•chapter XIII and para 13, Chapter XXII--second Pay Commission. 
@;Higher administrative posts in the P&T wero then not reserved to be filled by any on(i service. 

, ££Strength not given in the Second Pay Commission's Report. 
. %Strength on constitution of the Service w.e.f. 1-3-1960. 
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16 ' 215 

26 428'. 

. 53 830 

73' . 1827. 

28 692' 

lS 302:; 
.. 

'2 9L 

10 96 
16 ·315· 

288 5551 
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_ 2.,.Recruitment to all these services, the. tw, All Junior Administrative Grade Rs. 1300-60-1600. 
India Services, namely, the Indian Administrative Heads of the Departments. JRs.lS00-100-2000-125-2250 and 
Service and the Indian Police Service, and the lndian \Rs. 2000-100-2500. 
Foreign Service, is made_ through the combined" com- Besides the above scales, in a few of these services 
pctitive examination conducted annually by the Union the junior administrative grade posts are in the pay 
Public Service Commission. The minimum·. educa .. · · · · scales of Rs. 1100-50-1400 and Rs. 1300-6Q-1600-
tional qualification6 \Prescribed for recfU:itment through 100-1800. In some other services there is a1so an 
this· -examination is a Univet:sity . Degree. . All the' . intermediate a~~inistrative grade of Rs. 1600-100-
candidates appearing at .this examination except those 1800. ·These services do not have a non-functional 
appearin:gfor the· All India Service~, and the. Indian , · selection grade mi the pattern of the Indian Adminis-
Foreign. SerVice, ·have -to • take. 3 compulsory papers , . trative Service. · 
''iz. ~English.- Essay~· General· Engli~h and· Ge?eral · 5. In their ~emoranda and in the course of thei·r 
Knowledge: leach: carrying ;150 marks and 3 opuonal . . · 
papers -_eaGh .carrying 200 .·mar~ .. ; The perso.;1ality ~ oral evidence th.e main demand urged by the as~ocia-
test. for. the·_Central: Services .carries~209 marks .. _.The,, tions representing these services is for parity in pay 
marksJobtained in· the; personality test are added to I scales and promotion prospects . with the Indian 
the· marks obtained in the. wt:itten ~part. of the exami.:.. , Administrative Service. They have urged that all the 
nation and a- merit list drawn;. up. The _allotmenf of functions of Government are equally important and 
candidates 1 to . the various ... services , is made. by· the because of the higher ·pay scales in one or two 
Government ,on· .. the basis" of the recommendations ·of . services, most top ranking· candidates irrespective of 
the; Union Public .Service .Gommiss•on, the prefer~_tices · .-their aptitudes are a~tificially channelled into those 
indicated by the.' candjdates, the rank .secured _in the . services. According to them, the concept of an elite 
final merit list; and the availaoility _of; the vacancies _in l group ·within the Government being an outmoded one 
the. diffe~ent. services at the time of, allqtm~nt~ · , · 1., should be given up as it prevents the harmonious 

·.) !. · ;,·j,·~~ :!;.. . . ,1 .: _ •. ,. . . ; , >.:~,-; functioning of the administrative machinery and that 
! 3 ... The- average :annual.; intake. to .the, aforemen-r a once for all judgment on the relative merits of the 

tioned ten ·!Services~ on the~:basis of, the examinations i officers made at the entry stage ·atone should not be 
d · 1 44 permitted to have a lasting · effect throughout their 

con ucted · durmg 961 to · 1968; .. was about 1 careers. The specific demand of the associations re-
candidates, the highest number recruited being to the presenting these services . generally is for the intro-
lndian Income-tax Service where the average annualt d 
recruitment . was 48 candidates. In all these services l_. ·. duction of a training grade, a long career gra e and 

· · · · · a selection grade on the pattern of the scales appli-
direct. recruitment through. the .competitive -~xzmma-. ·- cable ·to the Indian Administrative· Service. We have 

.. tion is made to a percentage of ·posts/vacancies i.a the · .. considered the general demand for parity with the 
junjpr:-scale-only:· The percentage-of direct recruit-- Indian Administrative Service in detail in Chapter ll. 
ment at this level is 80 per cent in the Indian Audit . "fi 
and Accounts Service,: Indian Defence Accounts Ser- .. We, therefore, proceed to examine , their spec! c 
vice and Indian· Ordnance . Factmies Service (nori- demands before recommending the pay scales for the 
technical), .75: per cent Oin the Imlian Postal Service various grades of these services. 
and Military· Lands and Cantonm~nts Service, _ 66i . . 6. At present while the two Railway Services, the 
per.· cent in the Indian, Income-tax Service and the Central Information Service and the Indian Ordnance 
.Railway Services,· and 50· per ··cent in the Indian Cus-- Factories Service (non-technical) are · having the 
toms and Central ·Excise Service and the Central junior scale (Rs. 400-950) and the .. senior scale 
Information Service.· i In . the Central Information (Rs. 700-1250), the remaining six services have an 
Service there. is provision for direct recruitnient in the integrated time scale of R.E. 400-1250 which provides 
grades above the junior scale . also. The posts in the for a .rise in pay of Rs. 190 p.m. on crossing the 
higher grades in these services ·are filled by promotion efficiency bar after the fifth· year of service. A simi-
on ··the basis of recommendations of the regularly lar benefit is available in the Railway Services on 
constituted: ... Departmental Promotion . Committees, promotion to senior scale posts under the Concordance 
which are generally presided over by the Chairman or , Tables. The integrated time scale was introduced on 
a Member of the Union Public· Service Commission. the recommendation of the Second Pay Commission 
The members of these services have an all India trans- which wa~ of the view that the complements in · the 
fer liability; those belonging to·, the Indian Defence various grades of these services at that time were not 
Accounts Service and · Indian Ordnance Factories such as to enable officers directly recruited to these 
Service (non-technical)_ have liability for field service - services to move up to the senior scale in about the 
both in India and abroad, and those in the Indian 6th year of service. 
Postal Service have liability for service. in the Army . 7 .. We.hav_ e oiven considerable thought to 'the ques-

. Postal ·Service. . er 
tion whether this integrated scale which generally 

_ 4 ... The gener~r'pay· $tn.Ictl)re in these services is as 
under:- · · -. 

Jnnior Scale 

Senior Scale. 

Integrated Scale 

. Rs.400-400-450-30-600-35-
670-EB-35-950. 

Rs: 700-40-ll 00-50/2-1250. · 
OR-

Rs. 400-400-450-30-510-EB--
700-40-1100-50/2-1250. 

covers two distinct levels of responsibility should con-
.. -tinue~ ·.In all these services a cons.iderable· period in 

the pre-efficiency bar stage of this scale is spent by 
the direct recruits iii . undergoing training and other­
wise preparing themselves for holding the higher 
posts. The Comptroller & Auditor General, Control­
ler General of Defence Accounts and the Chanman, 
p & T Board, have urged the introduction of separate 
junior and senior scales of pay as it would not only 
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enable posts with distinct levels of responsibility to be 
determined having regard to the quantum of work, 
responsibilities, etc., but would also facilitate postings 
with reference to suitability. We understand that the 
bifurcation of the integrated scale would not create 
any administrative difficulties in the Indian Audit and 
Accounts Service, Indian Defence Accounts Service 
and the Excise Wing of the Indian Customs and 
Central Excise Service because in these services 
junior scale posts already exist notionally. In res­
pect of the Indian Postal Service and the Military 
Lands and Cantonments Service, we have been in­
formed by the P & T Board and the Ministry of 
Defence, respectively, that it would be possible to 
demarcate charges out of those carrying the · e.xisting 
integrated time scale of pay which could be held by 
officers in the junior scale of pay. As regards the 
Income Tax Service, the Direct Taxes Enquiry Com­
mittee (Wanchoo Committee) has recently recom­
mended that steps should be taken to classify · all 
assessment charges according to the degree of rcspon-· · 
sibility involved and that all investigation cases should 
be entrusted to the Income-Tax Officers in the ~nior 
scale of pay only. Experience has shown that there 
is much advanta_ge in distinguishing between two 
distinct levels of responsibility by allotting separate 
scales of pay. We accordingly recommend that the 
integrated time scale of pay at present applicable to 
six of these services should be broken up into separate 
junior and senior scales of pay. 

8. It ha~ been represented by the service associa­
tions that since the number of posts in the junior 
administrative grades is very low compared with the 
number of posts in the senior time scale, the promo­
tional avenues have been severely restricted. Such 
an arrangement has also led to disparities between the 
various Central Services, Oass I in regard to the reriod 
taken for further promotion beyond the senior scale. 
It has been argued that the officers recruited to the 
Central Servi~s. Oass I on the basis of the . same 
competitive examination should have comparable 
prospects of titoving up to a certain pay level but the 
existing grade structure and the complements in 
certain services militate against reaching this level. 
The associations, therefore, demand that, as in the 
Indian Administrative Service, the junior administra; 
tive grade should be integrated with senior scale and 
claim that thiJ step would not only improve the pro­
motional prospects but would also give flexibility to 
the concerned departments in the proper deployment 
of personnel. 

9. \Vhile some of the official witnesses have sup­
ported this demand, a few others have indicated a 
preference for the existing arrangement mainly on the 
consideration that the officers in the junior adminis­
trative grades supervise the work of the officers in 
the senior scale. Further, in the Indian Income-tax 
and the Indian Customs and Central Excise Services 
the officers in ibe junior administrative grade have been 
vested with certain statutory, quasi-judicial and appel­
late powers which are different from and superior to 
those of the senior scale officers. We have already 
recommended that the existing integrated time setle of 
pay in these services should be bifurcated on the 

grou':l~ _that the posts carrying a higher .level. cr. res­
ponsibility should be placed in a different scale of 
pay. Our general ~~~roach has be~n that -dlffer.cnces 
m levels !Jf re~pons1bility should be faithfully reflected 
by adoptmg diffe:ent sc~les of pay.· we· have,·there-. 
fore, not found 1t poss1ble to · accept the demand of · 
the service associations for an integration;- ; of, the 
senior time scale and the jlll)ior a<Jministrativi grade. · 

·~ -~ . ;-. ..·) ~·· 

· 10. We accordingly recommend the followmg'rcales 
of pay for all these Central Services,.. Oas~.I.;~·: 

Junior Time Scale Rs., 700-tJoo.:'' .~:~.: .:.,·_: · 
Senior Time Scale ·. Rs; 1050 (6th year ·c:>f. under}-

. . 1600. ,•, 1 , t ~' ;, .· t '• . ··'~ , 

Although the proposed starti~g pay .~f R~.: '1oso, re­
sults in an increase of. Rs. 170 p.m. over the l:molu­
.ments adniissible at ··the~-min~um _of -.the eY.Jsting 
sen! or . scale,. a direct • r~cruit. . on · promo~on_ tn ~e 
semor scale m . future m the sixth year of service will 

. get.~ increase in pay pf Rs. 1 150 p.m.,- as_ against; 
the mcrcase in pay of Rs:''J 90 p.m; which he: gets· on · 

· c:ossing the efficiency bar)n _.the_ .exis~g irite!!nit~d 
ttme scale of pay.. ·. · , ·l•.·, - ·•. ·d1 11; 

' ' ' { . , ' ' ! • i I ·~ l 3 .•, ' ~ ~..... 'l ·'11-~ J. ;. ··_,~ :.! 
... . • ' ~~ • ' ·". r> ''-' ., ' ij •' ·~.·,·r.:>"'":'.,.. 

1 ~. We recommend that ,recr¢tm~Iit· . to 1 a~; these 
services ;should be so regul;1ted as to; ·m:atch the. likely 
requirements of the; cadre: in. the;',; seilior. scale:· and 
higher. leve~~. including deputations.· In :;:mf."view( ;as 
the primary purpose of organisirij( a aass r service 
and recruiting ·candidates .through a :competitive':exa­
mination is to build a cadre of ·officers . to inan _the 
higher administrative' posts in different. spheres fairly 
early in their careers, the intake· should be 'so. regu-.. 
lated as to enable the officers in _the junior) ~ficale ~to 
generally get promoted to the senior . scale after coin-

, pletion of not more .thaD 5 years) ;of. service ... :,I'bus, 
proper cadre mana~cment . and career planning' are 
essential in all these services~ and any. ·unevenness ·in 

. . recruitment to meet. needs which:· . were .. not. foreseen . 

. )Ilay later on give .rise to promotion blocks. I .We· are 
_ 'elsewhere* recommending ·a .. s~anding ·;lllachinery:':J,or 

cadre review etc. , · · . : , · . , · . · ' , . . · · .... ~ · • 
t' ',' -o .J • .) ,\.' • ,( > o'l.} J:. _1.) 1 

. 12. The . distribuiion 'of :poi~ . i~ til~ , va~iou~·: i~~r- . 
mediate grades in these . services between · the· senior 
scale of pay and the posts of the heads of depart.Inents · 
is indica~ed in t~e _table._below :-7:'-.1 · T _;, c : ·i• n~ 

' •. f)... ~. ' 

... 
1 .•.. f' ~ ~ Ill . 

s. · Name ofSer- Rs. · ·Rs.'" -Rs.' ' Rs~ Rs. ·· Total 
No. vice 1100- 1300.:..: ~ 1300-1600.,..; 1800-:~: . .,. :> , . 

2 

· l. Indian Audit and . 
Accounts Service · 

2. Indian Defence 
Accounts Service · 

3. Indian. Railway 
Accounts Service 

4. Indian Railway 
Traffic Service 

*Chapter 66. 

1400 1600 1800 1800 2000 

.. ,--: .. 40 . 

''78: 

·, ; 

7 f.; 8. 

' . 'j ; . ~-I • i i .- I ~- '.! 

r- , ! ;-: ~ !.)!3 
-, ... 2 .-'' .:..:_ .. ::' '15 

. .l ~. . . . . : { 
-:- ' 12 .. :; ~ '. " ' 52 

• r - . ·. - ~ ..l * ·· ~ , : ' '• ·' 35' I, · ... 113 
~ ~· ., ' -:"'~ t 
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1 2 3 4 s 6 7 8 

. 
5. Indian 

Incomo-tax 
..service 461 21 488 

6. Indian Customs 
and Central Ex-

67 cise Service · ~ • 67 
7. Indian Postal' l 

37' Service 37 
8. Military Lands 

and Cantonments 
23 Service '16 6 . 1 

9. Indian Ordnance 
Factories Service 
(non-technical) • · 14 - 7 2 23 

· 10. Central · lnfor· 
'44 mation Service 14 15\ lQ s 

To~al 44 830 . 1· 87 7 915 

It would be se~n that the bulk of the posts at this 
level are in the scale of Rs. 1300-1600. The- officers 
in this grade perform . vital functions and ·carry a 

· heavy load of respon~ibility. They . supervise and 
. coordinate the work of a · number of Class I and 

Class II officern. , The posts at this level in the three 
·Accounts Services are of Senior Deputy Acco1mtant 

· General, Joint Controller of Defence Accounts and 
Deputy Chief Accoun~s Officer, ea~h. of whom func­

~ tions as second-in-command to the concerned head of 
the department and as~i~ts ~ in the dis~~~&e of his 
professional ~d adnumstrative ~ respon~1b1lities. 1!1 

. the Indian ·Railway· Traffic Serv1ce the posts at th1s 
level are held by. Deputy Chief Superintendents in the 
commercial and · operating departments who arc res­
ponsible for · · the : supervi_sion · and . coordin~tion of 
matters like· goods traffic movement, schedulm~ ~nd 
running of passenger trains and disposal of comp_en­
satioR claims~ · In the Indian Income-tax Serv1ce,. 
these posts are ·held by Inspecting Assistant Commis­
·sioners and Appellate Assistant Commissioners. The 

· former, apart from: supervising the work of Income­
• Tax Officers, have certain . powers in· regard to ·levy 
- of penaltj; additional super tax~ etc. Similarly, the 

Appellate Assistant Commissioner is the first Appel-. 
late Authority under the Act . to hear appeals against 
assessment orders passed by the Income- fax Officers. 
In the . P & T Department, the Directors of Postal 
Services have administrative responsibilities ov~r the' 
network of postal, telegraph and other offices involv­
ing control and coordination of postal and railway 
mail services. Offi"ers at this level in the other 
services perform functions of comparable importance. 

13. In some of ·these services there · are certain 
. posts in the intermediate . administrative garde of 
Rs .. 1600-100-1800. ·The Audit and Account'S Service 
had such posts at the time of the First Pay Commis-

. sion, which were given up later. While this grade 
has been in existence for a long time in the Indian 
Defence Accounts Service, in the two Railway Ser­
vices it was introduced in 1969 and , is applicable to 
the posts of Traffic Transportation 1. Superintendents 
and Deputy Financial Advisers in the zonal railways. 
In the Indian Income-tax Service this scale applies to 
the posts of Additional Commissioners of Income-tax 

which were created in 1969 to relieve the Commis-
sioneiB of some of their technical and administrative 
responsibilities. In the Central Information Service, 
the posts of Senior Deputy Principal Information Offi-
cer, Directors of smaller Media Units, Joint Directors, 
etc. placed in this scale form part of the Senior Admi-
nistrative Grade of the Service. In ¢e Military Lands 
and Cantonments Service this scale is applicable to 
the past of Joint Director at the Headquarters. In 
some of the other services, while there is no recognised 
intermediate administrative grade level, some posts in 
the scale of Rs. 1300-1600 carry a special pay; for 
example, 5 posts of Additional Accountants General 
in the Indian Audit and Accounts Service carry a 
special pay of Rs. 200 p.m., 5 posts of Additional 
Collectors of Customs (Preventive) in the Indian Cus-
toms and Central Excise Service carry a special allow-
ance of Rs. 125 p.m. and two Directors of Postal Ser-
vices (Delhi and Foreign Post, Bombay) in the Indian 
Postal Service are given a special pay of Rs. 200 p.m. 

14. We enquired from the official witnesses whether 
it was necessary to continue the intermediate admini~­
trative grade as a separate level in the services where 
it exists at present. The Comptroller & Auditor Gen-

. eral suggested that· the posts of Additional Ac~oun­
tants General and equivalent in the junior administra­
tive grade with a special pay of Rs. 200 p.m. could be 

· placed in the selection grade recommended by him 
on the analogy of the selection grade in the Indian 
Administrative Service. The Controller General of 
Defence .Accounts was in favour of an integration of 
the posts in the junior administrative and the interme­
diate administrative grades in the Indian Defen~ Ac­
counts Service with a $pedal pay being attached to 
the posts in the headquarters. The Chairman. Rail­
way Board, was also strongly in favour of an integra­
tion of posts at these Jevels in the Railways as he felt 
that the existing junior administrative and intermediate 
admini'itrative grade~ were too short and were also 
creating administrative difficulties in the deployment of 
personnel. The official witnesses were, however, in 
favour of continuing the cadre of l: dditional Commis­
sioners of· Income-tax as a separate level· in the Indian 
Income-tax-Service. For the Indian Customs and 
Central Excise Service also, a preference was indicated 
for co"ltinuing the c:\isting arrangement of remunerat­
ing the posts of Additional Collectors of Customs by 
grant o( a special allowance. In respect of· the post of 
Joint Director in the Military Lande. and Cantonments 
Service we were informed by the Ministry of Defence. 
that the~ general pattern recommended by us for other 
services could apply. 

15. Coming to the junior administrative grade in 
these services, we have already drawn attt!ntion to the 
vital functions being performed at this level. It was 
urged before us that while the employees in the lower 
grades have been periodically compensated for in­
creases in the cost of living by suitable adjustments in 
the dearness allowance, and at the senior levels the 
pay scales were revised upwards in 1965, the only 
compensation given to the officers at this level was the 
grant of a dearness allowance at Rs. 100 p.m. c,n an 
ad hoc basis in 1966. The existing scale of Rs. 1300-
1600 has a short span of 6 years. The posts i.1.1 the 
senior administrative ·grades of Rs. 1800-22501 
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Rs. 2000-2500 consti.tut.e a small percentage of th: res­
pective cadre strengths and promotions to these grades 
generally take between 20 to 25 years in the various 
services. As a result bf the large number of officers 
recruited in these services during the last decade or 
so, some apprehended that for most of these officers 
the junior administrative grade might become the 
terminal stage of their career. 
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16. Having regard to the duties and responsibilities 
of the officers at this level and the short time span of 
the existing grade, we recommend that the junior ad­
ministrative grade for these services should be !n the 
scale of Rs. 1500 (14th year or under)-2000. As 
pointed out in Chapter 11, by raising the maximum 
of the junior administrative grade to Rs. 2000, we 
have equated it with the maximum of the senior scale 
of the Indian Administrative Service. We also re­
commend that , the proposed junior .administrative 
grade of Rs. 1500-2000 should be in replacement of 
the existing scales of Rs. 1300-1600 and Rs. 1600-
1800 in the services where these two grades exist. If, 
however, any of these Departments consider it admi~ 
nistratively more expedient to retain the existing two 
~eparate levels, the proposed scale of Rs. 1500 (14th 
year or under)-2000 could be split into two segments 
of Rs. 1500 (14th year or under)-1800 and Rs.-i800-
2000 corresponding to the existing grades of Rs. 1300-
1600 and Rs. 1600-1800, respectively. 

17. We wish to point out that although at present 
there is no prescribed qualifying service for promotion 
to the junior administrative grade in these services, 
we have recommended that the pay of Rs. 1500 ·in 
the proposed scale should be available in the 14th . 
year of service or under. Thus, m ca'Ses whe1e the 
promotion to the grade takes place earlier, the next 
mcrement in this scale should be earned only after 
completing 14 years total service in Class I for direct 
recruit's. We have thought it necessary to do so in 
order to reduce disparities in career values at this 
level among the various services. As a corollary we · 
further recommend that the pay of the officers on pro­
motion to this grade should be fixed as per ·a concor­
dance table relating pay to the years of service similar 
to the one we have suggested for pay fixation on pro­
motion from the junior scale to the senior scale*. 

18. In recommending this condition we have in 
mind primarily the case of direct recruits to these 
services. If, however, the application of this condi­
tion would create difficulties or op_erate harshly i.·1 res­
pect of officers promoted to these services from the 
respective Class II cadres, Government should e~a­
mine and adopt a formula which would be equaable 
and also legally tenable for regulating the pay of these 
officers on promotion to the junior administrative · 
grade level. 

19. As noted above, there are considerable dispari­
ties between the various services in regard to the period 
taken by the officers for promotion to the junior admi­
nistrative grade. While in the Indian Audit and Ac­
counts Service, Indian Defence Accounts Service and 
the In (!ian Postal Service, the, junior-most officers 
were, as on 1st January, 1972, promoted to this Jrrade 
after rendering service ranging between 10-1 /2 years 

to 11-112 years, the time taken in the Indian Income­
tax and Indian Customs and Central Excise Services 
was about 12 years, and in the _Railway Services it 
was 14 years or more. While it is no doubt desirable. 
to have broadly comparable promotion prospectB as 
among the various services, it needs emphasising that 
in practice promotion prospects would ·depend upon a 
number of factors like the availability of posts at vari­
ous levels, the number of person~ retiring or otherwise · 
demitting office, the rate of annual recruitment, 
the extent of expansion and deputation to ex-cadre 
posts. · Because of the somewhat disparate conditions 

· applicable to the various ser.v_ices, we do not think that 
it would be correct to adopt a pre-determined 
uniform percentage of the cadre. strength · for·· fixing 
the number of posts in the junior administrative grade 
so as to ensure comparable promotion prospects in. 
the various services. We are of the view that posts 
at thi~ relatively high level should be created ·according 
to actual requirements an.d in the public interest. We · 
would go on to add, however, that if,- having regard 
to the strength of. the~ personnel to be supervised, . the 
nature of work and the degree of supervision required, 
location of the place of work in remote areas neces­
sitating the exercise of .. considerable initiative by the 
nien on the spot without the benefit of superior advice, 
and other factors, some latitude is- available, -. then 
proposal$ for creating additional posts in the junior ad­
ministrative grade or upgrading posts to this level, could , 
be considered sympathetically, giving some weight to 
the creation of promotional opportunities. where. they 
appear to be manifestly inadequate:. Further,, some of 
the time scale posts in the. regional or central head­
quarters organisations of the concerned services;. where 

• the duties are adjudged to be more arduous, could also 
be considered for similar up gradation. . We ' would, 
however, emphasise that the upgradation of any such 
posts should be fully·. justified after an assessment . 'of 
the actual responsibilities and should not be resorted 
to merely to enlarge promotion-· opportunities, without . 
reference of the work content. ··The services should be 
encouraged to bear with inter-service differences with­
in reasonable limits as part of the exigencies of a ser-
vice career.. .l 

20. The posts in the senior admiliistrative·. and 
higher grades in these services are indicated · i~ thfl 
table below:- . · --TABLE III .. 

S. Name of Rs; · Rs. Rs. Rs. Rs. Rs. · Total 
No. Service - 1800- 2000- 2000- 2500- 2750 3000 ·, 

1 2 

1. Indian Audit 
and Ac­
counts Ser­
vice • 

2. Indian De­
fence Ac­
counts Ser­
vice . 

. 3. Indian Rail­
way . Ac­
counts Ser­

vice . 

2250 2250 2500 2750 

3. 4 s 6 7 8 '9 

4 1 49 

13 -. 1 '- 14 

14 14 
----------------------------------------------

•chapter-8 
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3 . 4 7 8 9 

J • , 4. Indian Rail- '· . ' : ,'f 
way ·Traffic ' · · ' · ·· 
Service , .t ·: ·- · ·. - :. 18 -' 18 

;.: . :S. Indiart ' j.{.i · ' P · ; · • · ... 

come-tax ' · ' 
~ ·:··Service -: . ~ · 46*:o : - _r_: ·~ 46 

. \ L .... ·-r • ·_, : 6.: Indian Cus- · · · · · · ' · · ' · · · ·' · · · · 
.i . . toms andCen- · · ·. 

-,~ tral Excise.;:,., -· 
:. _·,;Service.· . . 28* . , -
'. · -'1~ Indian Pos.: : ._.

13 
~ .. _ .... 

~ ·" · · tal Servjce. ·· 
:_ -.... • ~· t. . .,., -- - ; ; ; ;. r 
,... · K Military · · , . , . 
~ · . ., , Lands . and . , . , , 
..- .· ' · Cantonments . . , .. · . 
r:· ·Service . ·. '·,· .1 · ·- ·.-· 
... , • . . , . , I 
·· ·:.9. Indian Or- · · .. , . 
• : • · ? • · dna nee FaC-'. -- ' ; J 

~- .... :. / .toties· Ser-! ·; ! t \ , ~ f~ ~: ~ 

28 

. 'l ,, 15 

r. 
. '1 

• I 

. ; . ~ f!", 

·;' --~vice·(non~l; _-,_, ' ... · :. --'~"~ :1. __: :.~ ....... ___ , ,· 1 , technical) • , ' :-..- , 1, 1 -c •• ·- . . 
( ~ .. l ' .. ~ .~' <' :_ ' ~ • f 

) .10. Central 1n_. : ' :· " ----. 
, formatio~:· , .~ . i .,_ '·, · -~ .·.: · 

" · , Service · ,- . . --;: · - . 1 

'r. 
f.'·:··-·, 

1 

... :_.;·.,~'·ToTAL ~- .. ,_145::.:: 1 . 32 · · _6 _ i 1 . 2 ·• 1s1 
' .• • • • • ,. • T, ,. r"' 

f"t ~ ' 

>_:,_ ; ··to p~sts each in Indian Audit' an(Aceounts.Service and 
: ·.Indian Income-tax Service and 6 posts m the Indian Customs. 
· and Central Excise Service carr,Y a sp~ial pay of Rs. 200/-p.m. . 

. ; ' ~it.- The~~ . is·· a' g~neral deinarid of the setvice _a.S~o­
~_ .. ·· ciations.that the post~ of the ·lleads·of d~partments like· 
. , the: Accountant• ·,General;;'. Contr'?ller ·of ·.Defence 
. ·Accounts -. Commissioner ·of -·Income ·Tax, Chief Ope­
~. rating/C~mmercial Superintendents~·_ which are hi the-

. ! scale of, Rs .. r:( 1800-100-.. 2000-125-2250 and 
:- Rs. 200h100-2500. (Railways)· sh<?uld be· equated 
c • • with~ the post: of Commissioner held by ·Indian Admi~ 
r. -nistrative Service. officers; in the State cadres and the 
~··_post of .. JoinLSecretary in the .Central Secretariat both 
,, in ·the pay scale nf Rs~ 2~00-125/2-_ 2750. _- A re­
. evaluation of these posts/ has· been urged _on the ground 
. : that with. the expansion of the ac~ivities of the C!oy~~-

ment in the various fields the duties and responsibilities 
of senior officers at this level have increased consi-

1 .derably.- The serviceas~ociation~ have made a ~~v­
. ance of the fact that-while the Frrst Pay CommiSSIOn 
, .. had recommended the scale of Rs. 1800-100-2000 

for the posts of heads of departments and also for the 
Commissioners of Divisions in the States, the Govern-

. ment accepted the recommendation in· ~es_pe~t of. the 
heads of departments but placed the CommiSSioners on 
a higher pay of Rs. 2250; as recommended by that 
Commission for the Joint Secretary. The Second Pay 

:Commission did not recommend any change in the th~n 
_ .. existing _pay scales of the heads of depa~ents m 

these services viz. Rs. 1800-2250 (for maJor heads 
of departments in Railways) and Rs .. · 1800-2000 
(in other departments). However, for a few posts of 

, -Accountant General and the Controller of Defence 
Accounts it recommended a scale of Rs. 2000-
125-2250.' With effect from 1st June, 1965, the pay 
scale of the Commissioners of Income-tax, Accountants 
General and Controllers of Defence Accounts was re­
\ised to Rs. 1 ~00-2250. This was followed· by a 
similar revision for the posts at the corresponding level 
in the other services. The pay scale of Commissioners 

of Divisions and of Joint Secretaries was revised by 
the Government from Rs. 2250 (fixed) toRs. 2500-
125/2-2750 w.e.f. 1st September, 1965. The service 
associations have pointed out that as a result of this 

· revision a differ:ntial of Rs. 700 at the minimum and 
Rs. 500 at the maximum got introduced as between 
the pay scales of heads of departments· in these services 
and the Commissioner/Joint Secretary, as against 
a differential of Rs. 450 at the minimum and Rs. 250 
at the maximum which existed at the time of the -

. · Second Pay Commission. With effect from 1st Octo­
. ber, 1970, there was a revision of the pay scale of 
· major heads of departments in the Railways like _the 
; Chief Operating Superintendent/Chief Commercial 
1 Superintendent and the Financial Adviser and Chief 
. Accounts Officer from Rs. 1800-2250 toRs. 2000-
. 2500 .. 

22. We · have given considerable thought to the 
:·demand of the service associations for equating the 
~posts of beads of departments ·. with Commissioner/ 
.Joint Secretary. We have taken note of their duties 
· . and responsibilities in the respective fields. The State 
· 'Accountant General functions as the chief accounting 
'.·officer of the State Government and as the principal re­
' presentative of the Comptroller & Auditor General in 
· . the State in the discharge Of his constitutional duties 
·.and responsibilities. The Controllers of Defence 
Accounts are not only responsible for the maintenance 
of some accounts pertaining to the Defence Services 

. and the internal audit of all their accounts but . also 
·: have to advise senior Defence Se:ryices officers in regard 

to the exercise of their financial powers which have been 
· · eri.hanced considerably in recent years. , The comple­
. xity . involved in administering the large number of 

.: sub-offices under their control, which is as high as 152 
. in some _cases, has been specially highlighted by the 
-Controller Ge-neral of Defence Accounts.' The Finan­
cial Adviser and Chief Accounts Officer in the Rail­

. ways is responsible- not only for the maintenance of 
· . accounts of a zonal railway or a production unit but 

also for the internal audit. He renders financial ad­
vice to . the management to assess the profitability or 
otherwise · of· the various investments proposed to be 
made by a zonal railway. The Chief Operating Supe-

. rintendent in a zonal railway is responsible for the 
optimum utilisation of. the railway assets, the efficient 
movement of goods and passenger traffic and· advising 
the management regarding the investments to be made 
in the light of anticipated benefits and increased traffic. 

·.The Chief Commercial Superintendent of a zonal rail­
. -: way is responsible for collection· and accounting of 

-· earnings, supervision of proper working of goods, 
·- booking and parcel offices and quotation of special 
. rates in order to attract high rated traffic, disposal of 
compensation claims,_ etc. The coverage of ·direct 
taxes laws has been extended in various directions, and 

' the need to raise more revenue has made their admi-
nistration more difficult and sensitive, thereby adding 
to the responsibilitie~ of the Commissioners of Income­

: tax. . In addition to their administrative duties and 
· responsibilities, the Commissioners of Income-taX. exer­

cise statutory powers under the various enactments like 
· the Income Tax Act, Gift Tax Act, and Wealth Tax 

Act. There has been a similar increase in -t.]le duties 
and responsibilities of the Collectors of Customs and 
Central Excise with the larger coverage of commodi­
_ties and the higher levies under the excise laws,. the 



higher rates of import duties and the intensification 
of anti-smuggling and preventive measures. An indi­
cation of the administrative and managerial responsi­
bilities of the Post Masters General can be had from 
the fact that in some of the bigger circles there are 
about 10,000 post offices, about 1 ,000 telegraph 
offices, 10 engineering divisions and about 25 postal 
and RMS divisions besides other auxiliary units with 
the staff strength going up to 50,000. The Director, 
Military Lands and Cantonments advises the Minis­
try of Defence in matters relating to the administration 
of Cantonments, custody of Defence lands, acquisition, 
requisitioning of building, etc., required for Defence 
purposes. 

23. The official witnesses were unanimously of the 
view that the posts of the heads of departments deser­
ved to be upgraded in all these services as more com­
plicated Work had to be done now than what was ex­
pected earlier. It was mentioned that implementation · 
of policies had become as important as their formu- . 
lation. They felt that having regard to the duties and 
resp<?nsibil_ities of these posts and keeping in view the 
requirements of cadre management all these services 
~hould. have so~e posts at the level of Joint S~cretary 
m their respective cadres. Some of the official wit­
nesses, while supporting an improvement in ·the pay· 
scales of these posts, suggested that only some of the 
senior charges carrying higher responsibilities need be 
upgraded to the level of Joint Secretary and that the 
remaining posts could be placed in a scale lower 
than that of the Joint Secretary. They felt that such an 
arrangement would facilitate an interchangeability bet­
ween the Secretariat and the field organisations also. 

24. At present in consideration of the more arduous 
duties and responsibilities a few of these posts in some 
of the departments have been differentiated from other 
posts by grant of a special pay. Suggestions were 
made before us by the heads of departments or 
other offici.al witnesses for an upgradation of a few 
other specified posts. An . ex-Chairman, P. ·& T. 
Board, stated during evidence that the posts of Post 
Mas.ter General in Mahar3:shtra, U.P. and West Bengal 
c~rr!ed more onerous duties than in the other States. 
~Imi_Iarly, the Controller yeneral of Defence Accounts, 
m .his memorandum and m the course of his evidence, 
pomted out that some of the posts in the department 
(such as those of Additional Controller. General and 
Controllers of Defence Accounts, Factories Pensions 
and Patna) carried heavier responsibilities ' and he 
the~efore, recommended. that these should be placed i~ 
a higher scale. On Rrulways also it should be possi­
ble to. draw a. distinction between heads of depart­
mcn~s m the different zonal railways on the basis of 
the Importance. of the worth of charge. Havin~ re­
g~rd to the duties,_ the span of responsibilities, and the 
VIews ~f the official witnesses we have come to the 
conclusiOn .that the seal~ for the posts of heads of de­
partments m these services deserve to be considerably 
Improved. \Ve have found, however, that not all the 
char~es under ol!e Department/Ministry are alike, 
and m fact considerable differences in the workload 
and the responsibility shouldered by the departmentai 
ltead prevail fr<?m one charge to another. We think 
that on the ~asis of the accepted criteria of workload 
as reflected m terms of staff strength, jurisdiction. 
number of sub-offices, and other relevant considera-
2 M of Fin./73-9. 
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tions it should be possible to differentiate between the 
. various charges at this level in the different services; A: 
selective upgradation of the posts of heads of depart· 
ments in these services to the level of 1 oint Secretarjr 
would not only distinguish between the various posts on 
the basis of worth of charge but would also facilitate 
interchangeability with the posts of 1 oint Secretary in 
the Central Secretariat to which officers belonging . to 
these services are deputed ;on selection. ' · Apart from 
the unconscionable increase in the emoluments· at· the 
minimum of· the scale that a general up gradation of aU 
posts of heads of <;Iepartments to the 1 oint Secretary I 
Commissioner of a Division level would involve,· we 
have otherwise also considered it neither necessary nor 
advisable to recommend niore · than selective upgrada­
tion to this level. 

25. Having regard to. all: these considerations · we 
recommend the scale of Rs: 225~2500 for.· the 
majority of the posts of heads of departments in. these 
services who are in the existing scales of Rs.' 180~ 
2250 and Rs. 2000---2500.:·: We also recommend that 
a minimum. of 33-1/~. perc~ntof the posts which are 
at present m these grades ' should . be placed in the 
scale of Rs. 2500_;_2750~. We would emphasise that 
the posts to be selected .for placement .in. the higher 
scale .in all these services should be those which carry 
distirictly higher duties and responsibilities compared to 
the other posts in this grade. .We also recommend 
that if for administrative and other considerations it is 
thC'Ught nece'Ssary by . any department . to place some 
more posts in the higher: grade (subject to the number 
·not exceeding ·so per cent 'of the posts' in the existing 
senior administratlve grades of Rs. · 1800-2250 and 
Rs. · 2000-2500}, such. proposals· should require the 

. prior concurrence •of· the Ministry of··· Finance: ·.We 
further recommend . tha~ ·no special pay shoUld:· be 
attached to any ! of the posts . of heads . of departments 
in these services in addition to the scales of Rs .. 225()....:...;. 
2500 and Rs. ~50~27.50. recommended by' us! · --·::·. 
, • ' ! :. ' ' ~~ ~ . ... ~ •. :. • ... ~ ..;. ' . • ·. j 

26. We now discuss some of ,the· top posts in these 
services and some . of. the points which need specific 
mention relating to their cadre structure. 

.... ;' I • ' • ,. • ; ' • L ; ~"" .. :] 1 } : ~ ' ' , .. 

Indian .Audit· and Accounts Service ' ' · 1 · •. ' ,. ·: • ~ 
~ ~ ~ . ~ 

2 7. In the Headquarters · office of the U>mptrollet 
and Auditor General, there,· is one· post :of Deputy 
Comptroller and , Auditor . · · General on a pay of 
Rs. 3000 (fixed) !llld four posts of Additional Deputy 
Comptroller and Auditor General . in the pay scale of 
Rs. 2500-125/2-2750.) The Deputy Comptroller and 
Auditor General fun~tions as the principal adviser to 
the Comptroller and Auditor General in matters re­
lating to personnel administration, formulation .of poU· 
cies and procedures · about audit • and . for the· efficient 
running of the organisation consisting of · more than 
50,000 persons employed in over 50 offices spread_ all 
over the country. The Additional Dept;tty Comptrol­
lers and Auditors General function ·a§. senior staff 
officers and are responsible for coordinating the func~ 
tions of the Accountants General, Chief Auditors iti 
their respective functional areas and assist the Comp· 
troller and Auditor General in vetting the audit re­
ports and servicing the , Parliamentary Committees. 
The Comptroller and Auditor General has recom.;. 
mended that, having regard to the· duties and respon· 
sibilities, the post of Deputy Comptroller and Audi~or 
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General should be equated to a Secretary to th·e Gov­
ernment and those of the Additional Deputy Comp­
trollers and Auditors General to an Additional Sec­
~etary to the Government 

28: The post ·or Deputy Comptroller and Auditor 
General is the highest post available to ~e me~~ers of 
the Indian ·Audit 'and Accounts Service Within .the, 
department as the· po_st ~f Comptr~ller an~ Auditor 
General being a constitutional. appomtment, JS not re-

. served for them .. We recommend the pay · of 
Rs. 3000-3500 for the Deputy 

1
Comptroller and Ac-

ditor ·General. · · 
I ,· 

· · 29. As regards the· Additional Deputy Comptrollers 
and Auditors General, . they were in ·the grade of 
Accountants General with. a special pay of Rs .. 250 
p.m. till 1st February, 1970 when· it was· revised to · 
Rs. 2500.:.125/2-2750, We do not recommend any 
c~ange in this scale. ' , , . , : . · 

Indian Defence Accounts Senice 

· .·· .30. The ·highest. c~dre · post· available to ·the. m~ni~ 
hers o{ the Indian Defence Accounts Service is that of 
the Controller General of Defence Accounts on a pay 

_ of. Rs. 2750 (fixed).- Apart , from his . ·audit and 
_accounting responsibilities in respect of the defence ex­
penditure, the Controller General of. Defence Accounts 
shoulders -heavy responsibilities both administrative . 
and technical. . He is the head 'of the Defence Accounts 
Departnient whica bas -a . strength ··of -, more- . than 
28,000 located in about 750 offices spread all over 
the country. -The ~ndian Defence Accounts service 

·Association has ·demanded that .this post should be 
placed. in the scale of . Rs. 3000-100-3500 •. During 
evidence, Secretary (Expenditure) · reconl.merided that 
the post of Controller General, being the highest cadre 
post for the members of the Indian Defence Accounts 
Service, i should be . upgraded to the level ·of an addi­
tional Secr~tary. We accept this recommendation 
and recommend . the pay of Rs. 3000 (fixed) for the 
Controller . General of Defence Accounts. 

- -. l. ·- ! ' 
31. The post· of the .. Financial Adviser (Defencl! 

Services) in the Department of .Expenditure. in- the 
rank of Additional Secretary, is also by convention held 
by ·the_ members of-· the Indian Defence Accounts 
Service. The Financial Adviser is responsible not only 
for the scrutiny and ·- preparation of the Defence 
Budget but also for rendering financial advice to the 
Ministry of 'Defence and the Services Headquarters, , 
Research and Development Organisation, -Director 
General, Ordnance Factories, ·etc. He is further res-

. ponsible- for the financial management of the public 
_sector undertakings under the -Ministry of Defence. 
We recommend that the post of Financial Adviser. (De-

- fence Services) should be given the ·pay of Rs. 3000....:.... 
3500 as recommended by us for the Chairman of the 
Board of Direct Taxes and the Chairman of the Board 
of Customs and central Excise. . -

Indian Railway· Accounts Service 
Indian Railway Traffic Service 

32; The officers of the Indian ·Railway Accounts 
Service and the Indian Railway Traffic Seivic~ are 
eligible for appointment to senior posts ·in the _ Rail­
way Board along with members of the other Railway 

• 

services. Our recommendations in regard to thcs.! 
posts are contained in Chapter 36. 

Indian Income Tax Service 
Indian Customs· and Central Ex~ise Service 

33. The posts of Chairmen (Rs. 3000) and Mem­
bers (Rs. 2500-125/2-2750) in the .Board of 
Direct Taxes and the Board of Customs and Central 
Excise are generally held by the officers of the Indian 

. Income-tax Service and the Indian Customs and 
Central Excise Service, respectively. We have recom- · 
mended the pay of Rs. 3000-3500 for the Chairmen 
and Rs. 3000 (fixed) for the Members of the two 
Boar.Qs in Chapter 27. 

Indian Postal Service 

34. The posts of Senior Member (Posts) un a pay 
of Rs. 3000 and Member (Banking & Insurance) in 
the\ scale of Rs. 2500-125/2-2750 in the Posts and 
Telegraphs Board are held by the members of th: 
Indian Postal Service.· We • have recommended in 
Chapter 23 that all members in the P. & T. Board 
should be on a pay of Rs. 3000 (fixed). · 

Indian Ordnance Factories Service (non-technical) 

· , ·35. The administrative, as distinct from technical 
posts' in the Ordnance Factories are held by the mem­
bers of , the · Indian Ordnance Factories Service (non.:. 
technical). We recommend the following scales for 
~sts above the time scale iii. this service:-

s. Designation Existing scale Proposed scale 
No. of Pay of Pay 

1 2 3 4 

Rs. Rs. 
1. Manager or equivalent . 1100-50-1400 1300-1700 

2. General Manager Grade 
II or equivalent 1 • 1300-60-1600- 1500( 14th year 

100-1800 or under)-2000 

3. General Manager Grade 
· I or equivalent .. . 1800--100-2000 2000-2250 

There is m1e post of -General Manager, Selection 
Grade in the scale of Rs. 2000-125-2250. The 
recommendations made in Chapter - 14 in regard t.J 
posts in this grade in the- Technical \Ving of the 
service would apply to this post also. 

l\'lilitary Lands and Cantonments Service 

- 36. In the Military- Lands and Cantonments · Ser­
vice, posts of Assistant Directors are in the scale of 
Rs. 1100-50-1400 and those of Depu•-y Directors 
are· in the scale of Rs. 1300-60-1600. The De­
puty Directors are generally posted at the various 
command headquarters of the Army and are respon-. 
sible for the acquisition, requisition or hiring of pro­
perties required for the defence services, their manage­
ment and disposal, etc. The Assistant Directors 
assist the Deputy Directors at the command head­
quarters and are responsible for inspection of can­
tonments and military estate circles. The 1-filitacy 
Lands- and Cantonments Service Association has 
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Central Iatormation Service made a grievance of the fact that while in other ser­
vices the posts above the time scale are generally in 
the scale of Rs. 1300-1600, the posts of Assistant 38. Our reCommendations in regard t~ the changes. 
Directors in this service are in the lower scale of ; in the cadre structure and pay scales of the posts in 
Rs. 1100-1400. As the posts in the two grade3 the Central Information Service are contained in 
represent distinct levels of responsibility, we do not ·. · -' · Chapter 31. ) · " ,.~ 
recommend an upgradation of the posts of Assistant 

~ Director . who should be placed in the' scale·. of 
Rs. 1300-1700. 

37. The highest cadre post for the. members of 
this service is that of Director, Military Lands and 
Cantonments in the pay scale of Rs. 1800-2250. 
The Study Team on Defence Matters set up by tlle 
Administrative Reforms· Commission had recom­
mended that this post should carry the pay' and status 
of a Joint Secretary and be redesignated as Director 
General, Military Lands and. Cantonments. Govern­
ment have not taken any final decision on this re· 
commendation. Having regard to the duties and res­
ponsibilities of the Director, Military Lands an·J 
Cantonments and keeping in view the fact· that· this 
is the highest cadre· pQst. for the members pf this 
service, we recommend the scale of Rs. 22SQ.:-2750 

· for this post. ' · / · 

Special Pay. ( . .· . f' .. _ :· ,· 1. .! 1 .• ;. ,.£. 
.. ' • ; .. • I ~ ... • . , • - •• .1 j • A . .t' . -~~ ... -t . ':' ' 

:39 .. our ·reeo~me~datioiis: iJl~~egard)or.:tii;aptn~r 
· speciat·· pay' .. tc;> the · fiel~ · pos~s' and j th~· ·post~-- iir:. the 
headquarters c;>f · . .. these, 'se~ces., ~~e · .. ·- 1C<?J}t~me4 : in 

·Chapter 8. ·''~ ·· ·.· · ~ '· _ · . .~. 1 .,. • 1- ! 1 ... :' 1
!" ,'·J._~~t; 

"'/. I . ~ .. .:~·; 1 .·> ·.d.\! _;;_~ ~:l;·;tr t-~~~- ;·r" ]tt(i 

: . < 40. we: understand that' on' ( appointnienfl'o'rt!i.c 
··posts of Under Secretary and :.Deputy ~ Secretarf''in 

the Central Secretarlat/.the' p~y plus 'special' pay: 1of 
·;the officers · belon~g, to these, seryi~es ·is· ~sol regula­
·._ted that the same does ·not ~xceed Ule pay plus special 
~= pay: admissible' in the ~arne· post, to. the 1IAS 'officers 
;. with correspondin·g ·, seniority ·and ·jength ·of ·serVice. 
It seems to us that this restriction does not serve much 
public purpose, ~merely acts as ·an · irritant, ·and. leads 

. to additional· scrutiny· and ; paper<' work.- ~;~we . would 
. accordingly'·' recommend i that,: it !be'~:discontmued..;;~) 

·~ :~ j .< 1 ~-l -r: t ~·"·~d ~ ~·) .--.,~" .- ·~ -~·}.:rr-, '(,; '·'i ~-fn ~~l 



CHAPTER ·13 

CLASS D SERVICES AND POSTS . 

~
.The number df\etass II posts under.tthe Govern· 

ment of India (both gazetted and non-gazetted) is 
46,122•: A~ Class II post is generally~ considered to 

l be one the pay of which, or the maxmmm of the 
f scale of· which, is· not less than Rs. 575 per month, 
... but is less than Rs. 950 per month. Several ex· 
.. ceptions have _been made t? this general rule · ~d 
. certain categones ·of ·staff m the Central Secretariat . r: and· some other Departments, which should normally 
·.·have 'been categorised. as Class III, have been ,desig· 
; nated as Cla~s II (non-gazetted). Similarly, some posts 
, in the Ministry· of Education, the maximum of •. whose 
{ _f;isss'f!e. is _o~y ,· ~s .. 900,·. ~~ve been categorlSed as 

v. ' ' . 

. . :- · ·2.- Ther~ ~99 different ~scales . prescribe<J for 
Class II: posts, the ·bulk of the posts being distributed 
among the five scales shown in the Table. below:-" 

TABLE I 

Scale of pay No. of 
(Rs.) . . posts 

J. 590-30-830-35-900 3,083 
2. 350-900 · (four scales with these starting and 

ending points) • . • . 19,485 

3. 350-800 (two scales ·with these starting and 
· ending points) • . .· 2.518 

4. 325-515 (four scales· with these starting and 
ending points) -. 4,434 

5. 210-530 (three scales with these starting and 
ending points) . • 11,145 

TOTAL .; 40,695. 

3. There 'are wide variations in the practice adop. 
ted by different departments in regard to the manner 
in which the Class II posts are filled as also the pro. 
portion of the Class I posts set apart for promotion 
of the Class. II Officers. The bulk of the Class II 
Services and posts are filled by promotion from 
the corresponding Class III or non-gazetted Class ll­
cadres. Class II posts are generally filled by promo. 
tion in Departments ·which have regularly constituted 
Class I Services. The . exceptions are in the Customs 
and Central Excise and in the Military Lands and 
Cantonment Departments where there is direct rec­
ruitment to Class II to the extent of 50% and 60% 
respectively. There is also ·a small amount of 
direct recruitment to the grade of Section Officers 
(Class m of the Central Secretariat Service. In the 
scientific group, however, the practice is to undertake 
direct recruitment to the Class II posts generally up to 

•or these 28,781 are Gazetted posts: 

SO%. In major groups of Class I and- Class II 
posts which are yet to be formed into organised 
Services, such as the engineering cadres of All India 
Radio, there is direct recruitment to Class II as well as 
tel' the Junior Class I grade often through the same 
competitive examination. As indicated in Chapter 

· 16, recruitment to both the Central Health Service and 
the Railway Medical Service is initially to the Class 
II service. . . · · · . 

. . 4~ .The pattern ·of promotion to Class I also varies 
·considerably. In some cases, the promotion is direct· 
ly to the Class I Senior Scale, but generally, it is to the 

:Class I Junior Scale. In some cases, the promotion 
is. against· permanent posts in, others against penna· 

, nent vacancies, and in still othets, against permanent 
as well as temporary vacancies. The percentage 
reserved for promotion is generally 25 or 33-1/3, 

. ·· but in some cases, it is only 20, as in the Indian Audit 
& ACCQunts Service, and Indian Defence Accounts 
Service, or as much as 50%, as in the Telegraph 
Engineering Service. In the Central Health Service, 
all posts of General Duty Officers, Grade I are filled 
oy promotion. In some departments some weightage . 
Js accorded for the service rendered in Class ll for 
the purpose of fixation of seniority on promotion to 
Class I. 

l 
S. _The associations of Class ll Gazetted Officers 

have demanded the abolition of the Cfass II gazetted 
services and their merger with the junior scale of the 

I 
corresponding Class I Services, on the plea that mem· 

· >ers of the Class II Services normally perform the 
I same functions as are performed by members of the 
/ Class I Services at junior levels. A more or less 
vsimilar plea was made before the First and Second 

Pay Commissions also. However, both these Com· 
missions did not accept the plea, and recommended 

. the continuance of Class II posts as a separate entityt. 

6. We have again considered whether the existing 
· pattern of having Class I and gazetted Class 11 service 

requires any change. • While direct recruitment is 
made to the junior scale of the organised Class I 
Services (or to the lower segment of the integrated 
scale in certain cases) the well-understood intention is 
that these direct recruits will spend only a relatively 
short period in the junior_ scale or the lower segment 
of. the ~tegrat~ s~ale, as the case may be. During 
this penod, which Is usually 6 years or so, the direct 
rec~t under~oes a period. of in-service training; and 
acqwres considerable expenence, as he is continuously 
called upon to !D.e~t fresh challenges, and encouraged 
to take responsibility. The career grade is the senior 
scale. The intention is to build up the direct recruit 

tParagraph 29, page 19 of the Report of the First ·pay Commission and paragraph 8, pagos 148-149 ot the Report of the 
Second Pay Commission. 
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so that he can hold the top administrative posts while 
he is still young, and to develop his qualities of drive 
and initiative. On the other hand, the Class II ser­
vices often mark the culmination of the career of 
efficient Ciass III employees, though direct recruit­
ment also does take place, as indicated earlier. While 
the Ciass II officer often exercises similar statutory 
powers as a Junior Ciass I officer, the responsibilities 
he is called upon to discharge, however, are some­
what more routine, and there is a greater degree of 
supervision. We are of the view that, having regard 
to the different roles assigned to these services, and 
to the need for building up cadres to man the senior 
administrative posts, the existing division into Class 
I and Ciass II Services should be retained. 

7. The merger of this category with the Junior 
Class I cadre would mean an addition to this base of 
approximately another 30,000 posts, most of which 
would have been filled by lower standards of recruit­
ment and promotion. More-over this vastly expand­
ed base would, by considerably reducing the further 
promotion prospects of the directly recruited Class I 
officers, render that service very unattractive and tho 
Class I Services would thus fail to attract candidates of 
the right calibre. There would also be another 
serious objection. If all the Class II posts are con­
verted into Junior Class I, it would mean that selection 
to the new cadres would be through 1he Union Public 
Service Commission, partly by promotion and partly 
by direct recruitment. At present, generally speaking, 
the Class II is largely promoted from below. Con­
version to Ciass I implies that, to the extent that these 
posts are filled by direct recruitment, the avenues of 
promotion now availab}e for Ciass III would shrink. 

8. 11ost of the official witnesses have favoured the 
continuance of the existing differentiation. .In regard 
to the practice in some Departments of recruiting per­
sonnel for the Class I and the Class II from the same 
competition, depending on their ranking and putting 
them initially on jobs which are indistinguishable, 
except for their designations, the official witnesses do 
not see any anomaly in this practice since the period 
for which this situation prevails in the organised 
Class I Services is short, and ceases as soon as the 
direct recruit to the Ciass I moves into the Senior 
~ale and assumes higher responsibilities. 

9. We have, therefore, come to the conclusion that.., 
the distinction made at present between the Ciass II 1 
and the Junior Class I grades is justified, and that it ! 
is not repugnant to any particular principle. The \ 
Class II cadre should, therefore, continue as a 5epa- \ 
rate entity. -' 

1 0. The other demands of the associations are: 
(i) an increase in the quota of promotion from Ciass 

II to the Class I, (ii) relating the prescribed promotion 
quota to permanent posts and not to permanent 
vacancies, (iii) weightage for seniority purposes in . 
Class I, for the service rendered in Class ll and (iv) 
equal treatment with the direct recruits to Class I 
Service in respect of confirmation therein after pro­
motion. As regards the demands for a larger quantum 
of reservation for promotion to the Class I cadre and 
for weightage for the service rendered in the Class II 
on subsequent promotion to Class I, the practice 
differs a great deal as these depend largely on \the 
needs and the organisation of the different Services. 

; We do not, therefore, feel justified in suggesting any 
common pattern. We would, however, suggest that 
some weightage should be accorded for the · service 
rendered in Class II, at least in those Class I Services 
where pro~otion: from Oass II is, for all practical 
purposes, to the senior scale of Class I: · We would, 

. however, leave the extent of the weightage and the 
conditions under which it is to be given to be decided 
by the individual Departments. · ' 

11. On the need for having direct recruitment. to 
the Ciass II cadre also, there has been no unanimity 
in the evidence received by us. Certain departments 
would like to continue with such direct recruitment 
Most of the engineering departments, which have or­
ganised Ciass I Services, were, however, in favour' of 
filling the Ciass II posts entirely by promotion. From 
the view-point of improving the promotion chances of 
the Class III staff, it would be desirable to avoid 
direct recruitment to Class II· wherever possible. ·AI· 
though we conceive of the Class II service as primarily 
providing a promotion avenue for the Oass m staff, 
here again, we would leave the choice to the indivi­
dual departments since the decision would have · · to 
depend on the size of the Class II cadre and the 
quality of the Ciass III base from which promotion 
takes place. r . . . 

- 12. The standard Ciass II ~e of Rs. 350-2~-l· . 
500--30--590--EB--800--EB--30--830--3~--900 
is a 20-year scale. We prescribe a somewhat 
shorter revised scale of Rs. 650--1200 (16 years). 
Unless we have otherwise specified in the appropriate_,~ 
chapters, all the posts ·which are at present in the 
standard Ciass II scale should be replaced by the 
proposed scale. There is a large number of posts 
which are at present borne on scales which are seg­
ments of the standard Ciass II scale. We have re­
commended suitable substitutes for these scales in the 
appropriate chapters; we have, however, tried to 
standardise on two segments, viz.,-- · 

Lower Segment Rs. · 6So..:-960. 

Upper Segment Rs. 840--1200. [1 



.CHAPTER 14 

ENGINEERING SERVICES 

· · . I. O~ss I l:ngineering Sen ices. an~ Posts 
! • . . . • . ; j .' ' ·. , . . . .. . . ' • I . . 

", ·1. The distribution of Class I Engineering posts. in different Departments and scales of pay is given in the 
.table below:.·; ;.· · · ·· • . · , . · 

' '~ ... -· .: 

i ' '.. . ' ' '.; •• ~ '.# ~ ~ • 
•' I 

TABLE 1' ·. ~ , Ll' . . ) . I .' . . .. ; ~ . :..: ~ ~~ r .. : . .. . • . I.-# J-

::.J:'~ .. -,_:o6 .... :,-•. ';-:f.---~-)~;· 
L<.-7 11 : r_ • . • . -~ : •• ·:..... : 1 ~ ::.·(Gi~i!'g.t~e tota(nu"mber: pfCJa.s! I Engineering posts in all Departments) 

!._· ... ·-~>'.,:··· -~~'-' :t .~; :" ;·:~:··} ··:j' .J· 

-r 
~ .! ~ .s .. -; - , • -~~ ~ i j .- j ~ ,·1.; L.! - ~ ' ~ ·- - ! 

:Jl• .... ~~9?.9 •' ,, o • .~--12~8~. 15291, 290 L 164 
.... , .... ---~~--~:~ ."~-!-_; '.,.r_; ~~-~-~ ~;-~ .. I-~~,"' ) 
•.,2. 700-1250; · -•~''! ·._.o .1036 .. '870, ;,436 .333 
•. . .1 - , ' • • ·' - _ _,. ,_,. • .1 •• ! ., -11 •. ~ • ' i ~ • • • • • ., 

:. · ~ r,; . ~ r:., .. ~ ~ '~ ... , L.: .·~: ;, :i :1 ... ·:~1 :: 

_. J .. ~!00-14~_, .!!, < ~ ..,. n ,; .~J •. 176 
ld 

3 
:. ' . _ • ~ · • ; . • .>; 1·: ·.·. :, ! i 'L 

- 4 .. _.1300-1600); ... , •.. , .. , 271 .. ~ 8 
• ',J:'' ; ··~ 'l. -*'. .... • .. • ,} 4 ~ • ' • - ~ • 

1 
: f- l' f •' • • 'I' I ,. 

';; s: ._13~1.8~ ,,: . i .... ' ~: ~ . ' : . 278 ,_.; ·~: i 7 70 

7. JS00-2000,-
•-, ~, ,. ; i "~ _. ~.. " r r .. ,~ 

;:--s. l800-2~sir.~. -~ : •. ~,;-:'_':. :~ 4~ ... 21 

· 9: 2poo ·fixed < --. ' 
12 

. 10. 2000-2250 . ' 18 
' • .J 

11. 2000-2500 42 
'L -"·.J ... , -· ' 
. ' ti. 2250-2500 1 

• I .• . - . 
13.' Higher Scales • 18 1 2 l 

TOTAL 2756 2863 849 586 

14. 26 Other Scales 13 

GRAND ToTAL 2156 2876 849 586 

2. The number of these posts bas increased fiom 
3859 at the time of the Second Pay Commission to 

Ship- Industrial Infer­
ping Develop- mation 

Supply Tourism 16 Total 

& . , · meot . & · 
Trans~ · Broad- . 
port " ·<~ casting 

(6) . (7) (8) (9) (10) 

549 ' 95 l99 382 151 

264 116 64 135' 76 

2 7 1 

9' • 1 ' 44 28 

61 4:2 2 

11 3 
I I 

12 16 2 7 

10 8 

1 

13 6 3 

914 283 300 576 265 

63 112 77 1 

917 395 377 577 265 

& Other 
Civil · Deptts •. 
Avia-. 
tion 

(11) (12) . (13) 

173 309 5079 

95 262 3687 

31 83 303 

5 88 552 

7 21 438 

30 144 

4 11 93 

6 72 

2 34 

1 6 31 

5 47 

1 8 

1 5 50 

322 824 10538 

316 582 

322 1140 11120 

11120 on 1-1-1971. The majority of these posts 
have been encadred in fifteen onranised Services. The 
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details of the cadre strength of the organised Services are given in the table below: 
. ~ .. . ' . 

TABLE II 

Grade com[J:Jsilion of Engineerin:: Serrices (Class I)· 

Time 
Scal~s 
(~.) 

Junior and Inter 
Administrative 
Grade (Rs.) 

Senior Admini~trative Grade and above 
(Rs.) 

-------- ------------·----
2 3 4_.: S 6 . 7 8 9 10 11 12 13 14 -IS ·16 . 17 18 19: · _· 20 21·': r ,, •: 

1. Central Electrical Engine-
crinl! S.:nke (l-J-1971) 30 63 

2. C:ntral En2in"!cring Ser-
vice (1-1-1971) . • 106 209 

3. C::ntl al Enf!ineedng Sl!r-
vke (Roads) (31-3-1970) 71 83 

4. Central Power En~;inccr-
ing Servil.:c (1-9-1971) . J91~ 89i 

S. Central Water Engineer-
ing Servke (l-1-1971) 306i 122i 

6.1ndian inspection Sci-
vice• (Eng-ineering 
13ram:h) (l-1-197)) 79 33 

7.lndian Supply Service 
(1-1-1971) . . . 70 34 

8. Indian Ordnance Factor­
ic> Szrvicc•{1-1-1971) • 334 212 140 

9. Military Engineer ser-
vice (1-1-1971) . . 669 332 

10. Indian Railway Sctvice 
of lkctrical Engineers-$ 
Cl-1-1971) . . • 174 176 

II. Indian Railway Service of 
[ugincer'>~l) (1-1-1971) 470 371 

1:!. Indian Railway Service of 
Me..:hanical Engineer!>@ 
(J-1-1971)! • • • 378 2:!9 

9 

18 

25 

67 

15 

10 

40 

28 

21$-

27$-

60 

82 

1 

2 

7 

38 

20 

4 

2 

1 

4 

12 

1 

7 

13. Indian Railway Scnice 
of Sign::~ I [nginecrs@ 
(1-1-1971). . 106 168 22 13 

1-1. Indian Railway Stores 

1 

9 

8 

3£-

2£-

-
-. 1 

-' 16 

t-

~ 

104. -·9:6% ···1:o~/~, -· · 
-:- 1. '-: -: ;365 10.9% :2.8% 

~ '2t ·- ~ .-. t! ~- ,3193.) i4;s% .~:.1%·. 1 ::;; · 

- L. 

··;·! 

- .. :-:-:;' '·123"' 8.1%, i ~-8~~ ... 

- --· 129 l.S.S% . J,8%.·1r' 

7 -
I· 

;..._·~ 1 782 25.6%: "4.6% · ;.r 
• ' -~ .. • . \. ~ ... ' 'c:'; : •'• \ ~ 

...;r ......... to8s 1.s% .. · ·o.2,_~:, - --I:--

3 -

20 

13 

..• ~- 314 ·8.6% . 4.1%' !, 

4.5%0 
.. ;)_ 

Servke (1-1-1971). 110 92 25 11 
15. Telegraph Engineering 1 · 

Scnkc(l-7-lq7Q) 192 377 87 21 --· .1 -· .1: i 679. 12.8% 3.4% , . 

~·""- .. " 241 11.6% . 
•" ·, i 

----------------------------~-------------------------------~------
TOTAL 3286 2590 140 328 268 76 24 52 24 -17 36 7 2 2 8 3 1 6864 11.8% 2.5%• 

Non.: (tdn addition to these posts, the following general management posts were occupied by the five Railway Engineering Services 
in the Zonal R1ilways, in the RDSO and in the Railway Board (on 15-10-1971) · · . . . .,.. · 

• $Deputation quota for State EngineeJing cad1es of 25% of the posts. . · · · · 
- £D.:putation quota for State Engineering cadres of SO% of the posts. 

*Also includes posts of Chemists, Metallurgists, Leather Technologists. and Clothing Technicians. 
-.:_tThese posts are open for a wide field of selection. • · · · . 

Pay or Pay scale (Rs.) IRSE IRSME IRSEE IRSSE ' IRSS : Total 

1300-1600. 

1330-1600 1·' 1600-1800+ 
:!OOS.P. 
1600-1800. 
I S00-::!000. 
IS00-2250. 
!SO..'l-::!000 J 
1800-2250 
20[10-2500. 
2000-2500 + l 
251'li- S.P. t 
~~oo-2250+ r 
250/-S.P. J 
2500--27 50. 
JOOO fixed 
3500 fixed 

.-

TorAL 

9 

12 

13 
11 
1 

4 

3 

3 
s 
2 

63 

8 .. 

13 

5· 
4 

1 

i 

3 

I 
5 
1 

42 

6 6 

1 

3 

10 8 

3 

1 

5 

~ 17• 

40 

18· 
15 

1 
2 

6' 

5 
10 
3 
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3. The field of operation of the Engineers of the 
Central Government covers the whole gamut of en­
gineering activity in the ·country. This ~eludes, 
roads and buildings, the permanent way, bndg~ en­
gineering,_ tele-communications, m~~acture of railwa! 
engines and rolling- stock, ammumtion and o~dnam:e 
production, electronics, design and . construction of 
power plants d~ and hydro-electric works etc. To 
the extent th~t economic planning and developmental 
programmes based . on technology have been. accepted 
as a legitimate functio~ of the. Gove~ent,. the_ role 
of engineering ·cadres m public administration has 
widened •. _Wherever tec~ology is .in':olved these 
services are participa~g di_rectly _or mdirect,J.~,. at th~ 
Jiigher·levels in planmng, · m policy formulation and 
in decisions making. . _ __ ·_· · _ _ . . ___ . . . 

4. Recruitment to these · Engine~~g Serv!ces. · is 
made on the results of two comJ?et:ttive ~xammatio?s 
held arinually by the Union Public. Servtce Comnus­
sion . · The Combined Engineering Services Examina-_ · 
tion · feeds the fifteen organised Services listed in 
Table 'II. Recruitment is also · · made··· through the 
same examination to the posts ·of Deputy Armament 
Supply Officers Grade II in . the Mini~try ~f D~fence, -
Assistant Development Offic~rs (Engmee~g) m t;he 
Ministry. of Industrial Dev~lopmen~, Asststant:Dr~· 
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In some of the bigger Departments where there are a 
number of officers of the rank of Chief Engineer, the 
posts of engineering officers of still higher rank also 
exist. 

7. Except for a small minority who are engaged 
· in design and planning, or administratipn at the Head­

quarters the rest of the engineering officers are hold­
ing field posts. They have an all-India service liabi­
lity, and in practice als<? ar': transferable all over the 
country. Officers working m the Gener~ ~eserve 
Engineer Force of the Border Roads Org:;uusation, the 
Central Public Works Department, the Central Water 
& Power Commission, the Railways, the Posts & Tele-

. graphs, and the Military Engineer Se:fVice, whc!l 
posted to remote areas, work under difficult condi­
tions. 

. · 8~- Barring a few exceptions, these Services have a 
common grade structure with the following scales of 
pay:-· 

. ( J~ior Oass I 
j 

.• 

~ -Senior Oass I . . . 
· i Junior Administrative Grade 
l 

Senior Administrative Grade 

Rs. 

400-400-450-30-600-35-670-
EB-35-950 

700-40-1100-50/2-1250 
1300-60-1600 OR 
1300-60-1600-100-1300 

ing Engineers and Mecharuca~ Engmeers (Jlll!l~r) m 
the Geological S~rvey _of India, et~. Th7 nn_mmum 
qualification ~equrred . ~IS· a Degree m Engmeenng. • i 

1800-100-2000 OR 
1800-100-2000-125-2250 OR 
2000/- fixed OR 
2000-125-2250 OR 
2000-1~2500 

5. The second .exammation. is . the Engineering Ser- . 
vices· (Electronics) · Examination.. Th~ · ~um 
qualification reqUired fC?r· cotppetJ?g m , ·this ~x~- · 
mination is a Degree· IS Engmeenng or Its eqmva­
lent or a Master's Degree in Physics with Wireless 
coz:.munication, Electronics~ Radio Physics or, Radio 
Engineering as a special subject. Oass I and Class 
II Engineer~g posts i}l the All ~dia Radi~; ~v~rseas 
Communications . Semce and m the Ministries of 
Tourism- and Civil· Aviation,· Defence, and Industrial 
Development, are filled on the results of this examina- -
tion. · ·---------------------- ------- ·- ...... ····-· · 

'. {! ; 

6. Direct. recruitment is to ili~ Class I J uriior Grade. 
~in the case of non-technical Class I Services, in 
the organised Oass I Engineering Services· also the 
Junior Grade serves . as .. a training and preparatory 
period for the direct recruits. Promotion _ to the 
Senior Oass I scale is maqe normally around the : 
5th or 6th year. The Senior Scale is the executive 

-grade m which the officers are directly concerned with 
the design and execution of works, and with project 
engineering and technical planning. The next higher 
grade is the Junior Administrative or the Superinten­
ding Grade. Officers at this level supervise, guide 

· and co-ordinate the work of four or, more executive 
grade officers. The next level is generally that of the 
Chief Engineer or an equivalent functionary in whom 
rests the control and direction of all the works in a 
Department or Zone. The holders of these posts are 
generally_ deemed to ~e Head.s of Departme~ts and 
are requrred to exercise · considerable financial and 
administrative powers. Each Chief Engineer (or the 
equivalent ~ctionary) has fo~r or five C?fficers of _the. 
Superintendmg Grade. under him, and Is responsible. 
for an annual expenditure of over Rs. 5 or 6 crores. 

9. Both the First and the Second Pay Commission 
recommended the scale of Rs. 1300-60-1600 as 
the normal Junior Administrative Grade in these 
Services. The Second Pay Commission, however, 
recommended the scale of Rs. 1300-1'800 in respect 
of those Civil Engineering cadres where they felt that 

. the prospects of promotion to higher levels were rela-
tively poor. The fixed pay of Rs. 2000/- generally 

l applies to the Chief Engineers on the Civil Engineer­
, ing. side. The scale of Rs. 1800-2250 applies to 
.. equivalent posts in the Posts and Telegraphs, and in 
· the Electrical, Signal and Telecommunications and 

Stores Departments . of the Railways. The scale of 
Rs. 2000-2500 applies to the Chief Engineers, 
_Chief Mechanical Engineers, and three of the Chief 
Electrical Engineers in the Railways. In a few Depart-
ments · posts carrying a higher pay exist, viz., 
Rs. 2250-2500, Rs. 2500(fixed), Rs. 2500--2750, 
Rs. 2750(fixed), Rs. 3000, and Rs. 3250. 

10. Most of the Engineering Officers, Associations 
have laid stress on tbe high quality of recruitment to 
the Engineering Services, and the contribution that 
the cadres make to the economic development and 
technological advance of the country. They should, 
therefore, not be treated less favourably than . the 
Indian Administrative Service in matters of remunera­
tion and career prospects. They have complained of 
poor promotion prospects owing to limited access to 
policy making posts in the Secretariat. They have 
also drawn attention to the higher remuneration avail­
able to the EDc!Yffieers at 'comparable levels in the 
Public Sector in private industries. Most of the 
Associations have pressed for additions to pay such 
as technical pay, field duty allowance, ·design . and 
planning allowance, non-practising allowance, and 



post-graduate allowance. Their more specific de­
mands are: the Junior and Senior Class I Scales 
should be the same as those prescribed for the Indian 
Administrative Service; there should be a Selection 
Grade above the Senior Scale as in the Indian Admi­
nistrative Service; the Junior and Senior Administra­
tive Grades should be respectively equated with the 
Commissioners of Revenue Divisions or Joint Secre­
taries in the Government of India and with the 
Additional Secretary; and the still higher posts should 
be equated with the Secretary to the Government of 
India. 
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11. The percentage of candidates with first classes 
who entered the central Engineering Services Oass I 
b~tween 1961 and 1968 is 75.6 as against 25.7 in the 
Administrative and non-technical Services. Taken at 
face value, these figures might even be said to indicate 
that the existing scales of pay are adequate for at­
tracting candidates of the right calibre. On the other 
band, some witnesses have drawn attention to the 
l~ck of candidates from some of the reputed institu .. 
tlons, and others have complained of the fall in quali­
ty. Entry into engineering courses in. reputed insti­
tutions is more selective than into science courses 
which in turn is more selective than into arts· courses. 
On the other hand, the larger percentage of candidates 
having first classes entering the Engineering Ser\rices 
should be viewed against the fact that while the per 
ccntage ~f first clas~es awarded in engineering course~ 
wa~ as high .as 50, 1t was only 11 and 1.6 respectivej 
ly m the science and arts courses. Moreover, while 
only 2.3 per cent of the total out-turn of general gra­
duates take the Indian Administrative Service etc: 
Exam~atiol! as much as 19.85 per cent of the output , . 
of cngmeenng graduates compete at the Combined 
Engineering Services Examination. The question of 
the comparative quality . of the candidates entering 
the engineering and non-technical Oass I Services is 
thus. dce\'lY involuted, and in any case, we .do not 
constder 1t necessary to pronounce on the claims made 
by .the engineering associations one way or the other, 
which would, at best, be a subjective judgment.. , , 

12. While most of the witnesses supported the de .. 
mand for parity with the Indian Administrative Ser~ 
vice! othe~s thought that such parity need not be es":' 
tabhshcd masmuch as the responsibilities borne by 
the lr:dian Administrative Service are higher and more 
cxactmg. They, however, expressed the view that 
!he pay scales of the Engineering Services should be 
Improved, as. the higher engineering posts_ had been 
undervalued m the past. Some of the witnesses also 
though~ that while an arithmetical equation in the pay 
scales 1s not necessary, a broad parallelism must be 
adopted vis-a-vis the Indian Administrative Service 
and the highest salaries should be brought within the 
reach of the engineering cadres also. 

13. \Ve have given a good deal of thought to the 
demand for parity with the Indian Administrative Ser­
vice. The aptness and relevance of the basic pre­
mise which has been advanced in support of this de­
mand bas to be readily conceded. The contribution 
which the Engineering Services are now making to­
wards economic development is impressive, and their 
role in applying and adapting modem technology to 

.-J 

projects unde.r Indian conditions will become even. 
m9re demanding and, perhaps,. decisive, in certain key' 
sec~ors. with the pass!lge of, .~ time. Ar Government 
which 1s firmly committed to. plant, direct and imple ... 
ment the processes of econonnc and industrial, growth 
and also to control the strategic heights of the ecoi 
nomy, has to have at its command: technic31 cadres 
of high calibre. The. range of furir.tions·;which the 
Government has taken on itself, therefore, underlines 
the importance of the role assigned to Government 
engineers. . As in · the case of · non:-technical Set:,vices, 
our own approach to. this question. derives ·from the 
existing differences in the. manner in which the Engi· 
neering Services .. on , the one band, . and the ·Indian 
Administrative Service on the other, have .been ·struc­
tured. While the Senior Scale of the latter encom­
passes more than one level of responsibility and has· 
to remain integrated on practical and ' administrative 
considerations, more or less·.the:same range of.pay in~ 
the Engineering Services covers r two distinct levels, . 
namely the Senior Scale' and ~he' Junior:· ~dministra­
tive Grade. Jbe nature. of the functions as·'well- as, 
the conditions under . which these. are carried ' ouf . at 
tJ;tese ·levels 8:re palpably diff~rent · Th~se peCullari~ 
ties -render difficult· any· precise companson between 
the individual 'grades in the' two: Services.'· We have, 
however, come to the conclusion that, 'consistent with 
t~e important · rol7 assigned l ~o, the. Epgineering ; Ser­
VIces, they should ·not suffer e1ther from a sense of de.: 
privation in. emoluments, or in' the . estimation of the 
value that Government puts on' tlieit services,· and that~ 
while we have not found an· arithmetical equation 
between the Engineering and . the · .Indian Adminis:.. 
trative Services/racticable, the. salary $tructure should 
aim at a broa. parity between them. With. this in 
view, we have equated the Junior ·scale of the two Ser~ 
vices, narrowed the existing differential at . the· start of. 
the Senior Scale, imprqved the Junior. Administrative 
·Grade, both by equating the maximum· of this scale hi 
all the Engineering Services with the maximum of the 
Senior Scale of, the. Indian Administrative Service and 
by providing an equivalent .. Selection· Grade abov~ 
this level. We have also upgraded. the highest posts ~ .· 
~o as to bring them in line . , with the highest posts 
available to the Indian Admmistrative Service. r Given 
the basic differences in : the. present structure between 
the two Services,: we feel that this. is the most that is 
practicable.· at, the. present . time.· . · . , ; · · 

· ·14. Ol!r general scheme for. n6mu~eration of th~ 
different· grades in 'the Class. l Engineering: posts is as 
follows:- · , · · 

(a) Junior Scale 

The. Junior Scale should be the same as the one 
we have recommended for the all-India Services and 
the Non-Technical Central Class I Services. namely:-

Rs. 700-1300 - .. . · : 

(b) Senior Scale 

We are of the · view that in the organised Oass · I 
Engineering Services in which direct recruitment to 
the Junior Oass l Scale is through the Combined 
Engineering Services Examination conducted by the 
Gnion Public Service Commission, the Senior Sc.ile 
should be at par with the Senior Scale that we have 



recommended for· the Scientific Services. We recom­
mend the ·Senior Scale of Rs. 1100-(6th year or 
under}--1600 hi these' cases•. In all other cases the 
Senior Scale will be Rs. 1050-1600. At present the 
Union Public Service Commission also 'conducts th~ 
En~eerffig ~ervices -: (Electr~>nics) . Examin~tion f?r 
rtcrUitment: to Class I posts m the · ·All lndta Radm 
(Ministry of Information artd Broadcasting), Overseas 
Communications Service (Ministry of Communications) '­
etc. · · Such . groups of enginee~ng posts are. yet to be 
constituted as organised Services. We envisage early 
action for the constitution - as organised , Services of 
posts l to which recruitment is through either the Com­
bined Engineering Services Examination or the Engi:­
neering Services (Electronics) 'Exa~i~ation, I( this is 

. doneJ the scale of Rs. 110~(6th year .or ·under)--
~600 ~h0uld apply','• .' j ••• > ·. ·I· • . • ' ·. ., 

~ ~ " 'j • • • • • : • ·' .. ~ i ... " ... l 

(c) Junior Administrative Grade ~ ' ·- . 

~;-(i)>Ther~:. are 3o3· posts.ln the. seal~ ~fRs. 1l00-
50-1400 .. ··Of these, '140 are in the India~ Ordnance 
Factories · Service (Manager or Senior Deputy Assis· 
~ant ; Diiector (Jenera!) .. ·· Accordipg. r • to·-~e . , depart-, 
mental . witnesses. this grade constitutes· a dtstmct levc~ 
which should be ·retained as a separate entity.. \Ve 
. recommend. for: the. posts 'in this' grade' the . scale of 
Rs: .1300-1700. ·In a few''other cases whiJe dealing 
with. the -~o~cemed Departments, w~ .have suggested 
a different conversion for ppsts in this scale after tak~ 
ing into consideration the cadre. struct~_re,: as we_ll 'as 
the duties·, arid responsibilities· of, the concerned posts. 

. Jr. - ~ ; '" ..... -. • ,Y • ' • • ~ 

~-·': (ii) The Junior Ad~inistra~ve. Grades,of Rs. 1300-i 
1600 and Rs~ 1300-· ·1800 · iri · th~ ·organised Cierviccs 
should be replaced by the scale of Rs. 1500 (14th year 

. or under~2000} In the Railways arid in a few other 
·Departments' ~here. is· in ·addition: to the Junior Adll!inis­
. trative ~Grade· of. Rs~· 1300-:-4600, an Intermediatli 
Administrative· Grade· of Rs._:1600-1800 .. ·We re.! 

· commend'·that the proposed ·rJunior~ Administrative 
Grade ofF Rs.' 150Q--...:2.000 ·should replace the exist­
ing scales pf Rs~ 1300-1600 and Rs. 1600-1800, 
in ·-Services·· where' these two grades exist. . Where a 
Department ·wishes · to·· retain the' separate grades of 
Rs.\130~1600 and- Rs. '1600-1800, the revised 
scales should be· Rs. '150~14th ·year or .. under~ 
1800 and Rs.: 1800-:--2000 respectively. The existing 
scales of Rs. 13_00-1600. and Rs. 16~1800 which 

, also _apply to isolated engiqeering posts, should be re­
placed by the scales of Rs. 1500-1800 and Rs.lEOO 
_;_;_2000 respectively, save in those cases where we havt; 
recommended a different conversion, while dealing w lth 
the concerned Departments. ·· ' 

~) Selection Grade 
. . ' . 

... In view of .the relatively small . percentage (~.5 per 
cent of the total strength) of posts above the Junior 
and Intermediate Administrative Grades which arc 

' l:eld by the members of the Engineering Services, we 
recommend the introduction of a Selection Grade. of 
Rs. 2000-2250 in the organised Services. The Selec­
tion Grade ·should be admissible to the officers who 
have reached the stage of Rs. 2000 in the Junior 
Administrative Grade or Intermediate Administrative 

· Grade, as the case may be, and stayed at the maxi­
i:rtum for a period of two years. The number of 
S,election , Prade posts should be periodically deter-

mined after a detailed review of the cadre structure of 
the various Engineering Services. 

(e). Senior Administrative Grade . (Heads of Depart-
ments) ' 

.· · For the posts of Chief Engineers and other equi­
valent posts of Heads of Engineering . Departments 
riow in the grades of Rs. 2000 fi."{ed, Rs. 1800--2250, 
Rs. 2000-2250, and Rs. 2000-2500, we envisagl.! 
the same structure of remuneration as· for· the equi­
valent posts in the non-technical Class I ... Services. 
Thus, the posts of Engineering Heads in the various 

. Ministries and Departments should be placed in one 
or the other of two scales of pay for reasfln'i more 
or less similar to those given by us in respect of t!:le 
non-engineering ·Heads of Departments. We have 
s8.tisfied ourselves that the workload and the level of 

· responsibility differ significantly from one organisation 
to another within the same Ministry or Department for 
rne various Engineering Heads, and they can be equi­
tably placed on different scales of pay. Thus,. in the 
Ordnance Factories, even amongst those in-charge of 
Selection Grade ·General Managers, the numbers of 
workers employed and the valu€: of the output cover 
a considerable range from one factory to another. In 

·the Railways, there has for long been a system of ma­
jor heads and minor heads, though ·on a functional 
basis. ·An analysis of the figures for the different 
zonal railways indicates that wide differences prevail 
from zone to zone. Taking indicators, such as the 
capital at charge, number of staff employed, passenger­
kilometres, or tonne-:kilometres moved, it is possible . 
to· distinguish between the zonal . railways, some of 
which appear to be significantly larger systems involv­
ing heavier responsibilities than others. The Railways 
themselves have found it'.necessary to upgrade certain 
pdsts of Chief Electrical Engineers in those zonal rail­
ways which have long sections of electrified track. We 
are,:. therefore, of the· view that on· the Railways, it 
would be equitable to draw a distinction on the basis· 
of the importance of the worth of charge of an Engi­
neering Head in a particular railway, and this differe:n t­
iation need not necessarily be on ·a functional ba~is. 
Similarly, on the Telegraph Engineering sid_e, there 
are certain General Managt:rs· who are responsible for 
the telephone systems in the large metropolitan citie~ 
and for planning and development. In the Centr~I 
Public Works ·_Department, there seem to be certain 
charges which are heavier and have larger comple­
ments of staff, and some others which are primarily 
concerned with design and development. These ·may 
be remunerated at higher rates. We accordingly re­
commend that the posts of Engineering Heads of 
Departments whlch are occupied by members of th\! 
organised Oass I Engineering Services and which are 
now in the grades of Rs~ 2000 fixed, or Rs. 1800-
2250, or Rs. 2000-2250, or Rs. 2000-2500~ should 
be placed in two scales, namely, Rs. 2250-2500 and 
Rs. 2500-2750. Even the lower of these two sca!~s 
would result in an improvement over the existing levds. 
We recommend that a minimum of one-third of the 
posts which are now in the grade of Rs. 2000 fixed, 
Rs. 1800-2250, Rs. 2000-2250, or Rs. 2000-
2500 should be placed in th~ scale of Rs. 2500-2750. 
In the Railways, however, both the · scales of 
Rs. 1800-2250 and Rs. 2000-2500 are prevalent for 
the engineering Heads. Some more posts on these ·two 

• Member Secretary has dissented from the view vide his Note of Dissent. 
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scales are shared by both the engineering and the non­
engineering cadres. All ·such posts on these two scales 
in the Railways should be pooled and a minimum of 
one-third of the total number should be {~laced in the 
scale of Rs. 2500-2750 on a non-functional basis. We­
~lso recommend that if for administrative and (lthcr 
ronsidcrations, it is thought necessary by any Minis:. 
try /Department (including the Railways) to placr 
more than one-third of the posts in the higher grade 
they may do so with the prior concurrence of th~ Min­
i:-try of Finance, provided the proportion Jocs not 
exceed one half. We further recommend that n0 SP'!­
cial pay s~ould ~<? attached to any of the post!= in L~ese 
Serv1ccs, 1.0 addltlon to the scales of Rs. 22)0--2500 
and Rs. 2500-2750 recommended by us. 

(f) The Highest Posts 

For the still higher posts our ·approach is · tn.it tn 
each major engineering stream the highest posts should 
have a pay scale reaching the pay of the Secretary to 
the Government of India. In certain cases we have 
recommended the same pay for tpe Engineenng Head. 
as for a Secretary to the Government of India. ·We 
envisage the following four grades of remuneration for 
the top posts depending upon the importance of the 
chargcJ. and the duties and . responsibilities . attached 
to it:- · . · .' · \ 

. '} ·,· 
(i) Rs. 2500-30UU 

(ii) Rs. 3000 fixed 

(iii) Rs. 3000-3500 

(iv) Rs. 3500 fixed 

~ . 

While we have made recommendations for some of 
these posts later in this Section when discus~ing the 
ir.dividual Services, the others are covered in lhe 
Chapters dealing with the individual . Departments. 

MINISTRY OF DEFENCE 

Indian Ordnance Factories Service (Technical) 

15. The distribution of posts in the various grades 
of this Service is given in the table below:-

TABLE III 

Designation Existing Scale (Rs.) No. 

Ttxhnkal Staff Officer }· 400-400--450-30-600-35 334 
OR 670-EB-35-950 

Assistant Manager 

Deputy Assistant Director 
} 7-1100-50/2-1250 

·' General 212 
OR 

· Deputy Manager 

Senior Deputy Assistant 

l1100-50-1400 
Director General 

OR 140' 
Manager J 
Assistant Director General ~ 13(){H)()-1600-1 00-1800 ! Grade II 60 

OR 
General Manager Grade II J 

Designation . 
, . . .. :::_:~·~t;--to 

Existing Scale (Rs.) -- =Nal ~~ 

As~::,:k\:~rector General 1 1800'-100-~ : h;, 
General Manager Grade I-.. J · · · · ,. ~., .. ;..v~·)n · 

t. .:·~ 

Deputy Director General } · · · • 
OR '" . 2000-125-2250 ··-··. ;...: .... ._.;. J6. 

General Manager (Selection , . · . , . ., , , , : · 
Grade) · · · ·· · · · · - ' · • . . . . r -. ·:.: h · L:·. ,.; 1 l.-:.:~: 7:'·~-t, 

Regional Director 1 '2000.:.125-2250 oR.~,· ,.,:,r.i~·nJ 4 
2250-125-2500. I )<) 'lO,~H 1 !i(: 

Additional Director General'~ 1 2250-i2S-~OO ' ··"<I • .;:u!.J,'j 

riifector Generat · • ·', <: c3250/-fixed . . 1 ',: k':~ r~\_.-7':~:i 
~q.···. \ l' . . ,..._,___, 

. 1 r " • ! : ~ r 1 1 , " ·,; ; ; ·~·:':)' ( ;·, ?~~ . 

For the _posts in' th_e·· · gr~des· above . the: scale • o~ 
Rs. 1300-1800 our recommendations· are as· fol .. 
lows :-· t.·· ·.' 

1 
: . • • •• ,:,:•r-:~· 1 ·.1 1~ · ). 

(i) The posts of Assistant· Directors Generc;I~ :orr. de' 
1 .and General Managersl Grade I should':b'(·Jn·~·,llte 
scale of Rs. 2000-2250. . . , , , , 

· (ii) The ix>sts of Deputy ·Directors General tind 
Selection Grade General Managers. should be placed 
in the scale of Rs. 2250-2500; further~ not less than · 
one-third but not more. than half pf these 'posts, should 
be placed in the higher scale o~ Rs~ 2500'---2750 chi 
the criter~~ tha~ we have laid down· earlier ~n_'_1;esocc~ 
of the Engmeermg Heads.. ,. , . ··~ .. · .. :·;,Jo1: ·. 

· (iii) The posts of Additional Directors General 
~hould be on the fixed. pay of Rs. 3000. . 

(iv) Sincel·the s~ale clthe~liegional"iJk~tors v~ne~ .... 
with the rank of the ·incumbents who :-fill :~the. posts, 
we do not consider it necessary to specify any patti .. 
c.ular scale or scales · for: these posts.- :. , These ~, post.s 
should be on· the scale. applicable to Selection . Grade 
General Managers and Deputy Directors General, or 
the fixed pay applicable to the Additional Director 
General depending upon the. rank of the incumbent 
who fills the post. · · · 

(v) The Director General of J Ordnance Factories 
should be on a fi"<ed pay of Rs~ 3500. • 

1\lilitary Engineer Servic~ 
"Ill" I '1'- r. .~~ 

16. The Class I cadre of the Military Engineer· Sei­
"ice comprises three· branches...!._the Engineeririg cadre, 
the Surveyor of Works cadre ·and the Architect cadre. 
The cadre is composed of military and ch-iliari'· ele­
ments~ In the Engineering ·cadre the proportion is 
50: 50 up to the grade of Commander Works Engi .. 
neers (Junior Administrative Grade). The higher 
posts are normally held by the members of the Corps 

· of Engineers. In the Surveyor of Works -cadre up· to 
25 per cent of the posts of Sqrveyor~ of Work~. ~nd 
Superintending Surveyor of Works ~an be'filled by the 
'militarised' personriel. ·Similarly·'20 _per_ cent pf the 
posts in all the grades of. the Architect' cadre; ·can. }Je 
~led by the 'militarised' ·personnel.· ·_The distributi_on 

• Member Secretary has dissented from the view ride his · Note of Dissent. 



of the posts in the three cadres is shown in the table 
below:-· . , · ·· 

. Designation 

TABLE IV 

Scale of pay 
Rs. 

· (i) Engineering Cadre · 
Assistant Executive · ') . . 

Engineer/Assistant· J· 1 400:-950 
Surveyor of Works . · 

Execuitve Engineer .' -~· 700:1250- . 

Superintending Engineer 1300-60-1 roo:-
- . / 100-1800 

Deputy Chief Engineer • · 1300-60-1600-
.. · . 100-1800 and 

Chief Engineer 
- . ' "'\ . 

. a Special Pay 
'· -· · of Rs. 100/-

-' ·: ... :·p.m .. 

· • 2000/- fixed 
r 

Director General of 
Works ·. ·- ''· .. 1 ·• '' 

-1 ~ • • 

· · ·.: : · -(ii) Surveyor ~I Works. Cadre.'' 
; , I J , . ' ' ~ • ' • · • 

·Assistant Surveyor _of, ' 400-950 . ' 
Works · . ·,1 

• f 
.... _. . ' . ' ' ,~ 

Surveyor of Works • - 100-qso 
Superinten~g Su~~yo~ · -1300-60-16QO...o 
ofWor~ . , . .100-1800: 

· Strength Total 

Army Civil 

223 669 892 

198 254 452 

95 59 154 

15 5 20 

I r ! I .. 

20 1 1' 

1 -· 1 

552 ~~8 1540 

(included with 
Assistant Exe- . 

· cutive Engineer 
in the Engine­
ering, cadre) 

37 
___ i 

78 

18' 

115 

18 

Chief Surveyor or. Works_ 1800-1~2000,- . 1 
_j • .,J' 

\' ; :) 

~-:·· TOTAL.: 37 . 97 134 

(iii) Architect Cadre .· 
.. (· 

Deputy Architect • 

Architect • , 

Senior Architeet '- • 

Chief Architect 

. i "J .. r 

400-950 .. 
•. 700-1250 

. i 300-60-1600-
100-1800 ' 

• i. 1800-100-2000 

6 

6 

6 

28 

36 

14. 

34 

42 

20 

l~ 1 

ToTAL 18 79 97 

·17. At the bead of the organisation is the Engi­
neer-in-Chief in the rank of Lieutenant General. 
The hierarchy below consi~ts of a Director General 
of Works (an officer of the rank of Major General)*. 
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the Chief Engineers of Commands (Brigadiers), Zonal 
Chief Engineers (Brigadiers), Deputy Chief Engineers 
(Colonels or Superintending Grade Engineers), Com• 
mander Works Engineers (Lieutenant· Colonels or 
Superintending Grade Engineers), Garrison Engineers 
(Majors or Class I Senior Scale Officers). Between the 
Chief Engineers and the Superintending Engineer there 
is an intermediate level of Deputy Chief Engineer. This 
level is normally not encountered in the civilian cons· 
truction organisations. · 

18. Civilian officers of the Military Engineer Service 
have complained that their promotion· prospects are 

. poor, compared to those of the military officers in the 
same service, as also when compared with the other 
civilian engineering cadres and hardly any can rise to 
the Chief Engineer's rank. Ensuring adequate repre· 

· sentation · of the civilian and the military components 
in the different grades is a matter which impinges on 
the role, and the organisation of this force as also the 

· convenient deployment of military personnel, who have 
to rotate between peace and field areas. We would 
be reluctant to go into this matter which is primarily 

. administrative, but would nevertheless suggest that the 
grievance of the civilian officers should be looked into 
sympathetically. . · 

19. The Deputy Chief Engineers now have a special 
pay of Rs. 100 in addition to their grade pay. We 
recommend that this special pay should be increased to 
Rs; 200. The Chief Engineer should be in the scale 
of Rs. 2250·2500. For the Chief Architect and the 
Chief Surveyor of Works we recommend the scale of 
Rs. 2000-2500. 

MINISTRY OF COMMUNICATIONS 

The Telegraph Engineering Service 

20. The distribution of posts in the ·different grades 
of this Service has been given in Table II. The fol· 
lowing field posts in the Junior Administrative Grade 
carry a special pay of Rs. 200 in view of their relatively 
higher responsibilities:-. · 

District Managers of Telephones at Bangalore, 
Poona, Ahmedabad, Kanpur, Hyderabad, 
Patna, Jaipur, and Nagpur, the Regional 
Directors of Tele-Communications at Delhi, 
Madras, Bombay and Calcutta ; Chief Con· 
troller, Telegraph Stores; and Directors, 
Tele-communications Training Centre. Jabal· 
pur. 

Since these special pays have been: granted in view of 
the higher responsibilities, they should continue. The 
Senior Administrative Grade posts in this senice are 
in the scale of Rs.1800-100-2000-125-2250 and 
should be placed in two scales of Rs. 2250-2500 and 
Rs. 2500-2750 on the lines recommended in respect 
of Heads of Departments in general. For the Senior 
Adminh:trative Grade posts which are in the Head­
quarters organisation and for the posts of the Senior 
Member (Telecommunication Operations) and the 
Member (Telecommunication Development) of the 
P & T Board we have made separate recommendations 
in Chapter 23 on the 1\'finistry of Communications . 

. •Military ranks in the brackets indicate the ranks of the officers of the Corps of Engineers who can also hold these posts. 



MINISTRY OF RAILWAYS 

Indian Railw~y Service of Engineers 

Indian Railway Service of 1\lechanical Engineers 

Indian Railway Senice of Electrical Engineers 

Indian Railway Service of Signal Engineers 

Indian Rallway Stores Senice 

21. The distribution of posts in these five cadres has 
been given in Table II. The Heads of Engineering 
Departments in the Zonal Railways are now in Two 
scales of pay l'iz., Rs. 2000-2500 (for Civil, ~.{echa­
nical and some Electrical posts) and Rs. 1800-100-
2000-125-2250 (for the rest of the Electrical posts, 
Signal and Stores). Posts on each of these two scales 
should be placed in two grades of Rs. 2250-2500 and 
Rs. 2500-2750 on the lines already indicated. Our 
recommendations in respect of the higher engineering 
posts in the Railways and of the posts which are 
shared by more than one Engineering Service or 
shared by them with the non-engineering cadres are 
contained in the Chapter on the Ministry of Ralways. 

MINISTRY OF 'WORKS & HOUSING 

(Central Public Works. Department) 

The Central Enginee~g Se~ce 

The Central Electrical Engineering Service 

The Architectural Cadre 

22. The distribution of Class I posts in di1ferent 
grades in the Central Engineering Service and the Cen· 
tral Electrical Engineering Service has been given in 
Table II. Similar information relating to the archi­
tectural cadre has been giv~n in the Chapter on the 
Ministry of Works & Housing. The pay of the posts 
of Chief Engineers (Rs. 2000 fixed) should be revised 
on the lines already rrescribed for equivalent . posts. 
The Engineer-in-Chic of the Central Public Works 
Department (Rs. 2500-125/2-2750) is responsible 
for administering a country-wide organisation catering 
to the building needs of all the departments financed 
from the civil budget. This is the top post available to 
a member of the Central Engineering Service. We 
accordingly recommend for this post the scale of 
Rs. 300o....:-3500•. 

MINISTRY OF IRRIGATION & POWER 

The Central Water Engineering Senice 

The Central Power Engineering Service 

23. The distribution of posts in the different grades 
of these two Services has been given in Table II. The 
pay of the posts of Chief Engineers and of equivalent 
posts (Rs. 2000) fixed should be revised on the lines 
already indicated. For the Members and Vice-Chair· 
man of the Central \Vater & Power Commission we 
recommend the pay of Rs. 3000. The Chairman 
should be on the fixed pay of Rs. 3500. 
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Other Senices 

24. 01J! re~ommendations.in resp~:t.of J~or Ctass 
I and Seruor Class I and Juruor AdiWDIStrative Grades 
should apply to similar grades in other services and to 
similar. grades of posts. For posts which are on- Odd 

: scales and for posts which are not mentioned here and, 
· which are on scales higher to the Junior ~dministrative 
Grade in the various Departments . we . :have_ ma4e 
recommendations in the -ch~pters on the •. con~ed 
Departments, · </ • ·" • , , • ) : ~ · _ _ : L . _. _ 

"'~ .~ ~---, r ~ . 
Access to Secretariat Posts · 

- • • f,j J 

25. A general demand that has been made. before 
us is that the engineering cadres should have access 
to the posts at the policy making-level i.t1 the' Central 
Secretariat. The' question ·of personnel deployment 

'would normally be outside· our ·scope; .r: However, 
-since this demand ·seems to have been made at -least 
' partially because the Secretariat ··posts 1 at the middle 
levels normally carry ,special pays (and therefore' impin· 
·ges on· the conditions of· service), we examine: certaiti 
'aspects of the.demand. 1 .·.' -.··' .': . • ·;··~: ·: · 

; . ·~ c ... i.._ 1 _;,..,.'. - !.~ •.• _. J 

· 26. At present there is no .specific· reservation· for 
· any Service of the posts in the Secretariat exet:pt that 
some posts of Under Secretary and Deputy Secretary 

· are earmarked for the members of the Central Secre- · 
tariat Service. Nor' is there any particular bar against 
any ~ervice or cadre holding the -middle level and 
higher· posts in· the ·Central· Secretariat. ; ·,The Study 
Teams of the Administrative ·Reforms Commission on 
the Machinery of Government and on Personnel Admi· 
nistration found that though all cadres are . eligible for 
Secretariat postings sufficient use had not been Dlade of 
the technical personnel in general for this purpose and c 
recommended. that greater use be made of these Ser• · 
vices· in the higher administration •. In' its report on 

. Personnel , Administration the Administrative Reforms 
Commission recommended that wherever knowledge· of 
a parti~lar · techni~al function,: is predominantly re­
qurred m a Secretanat post,' personnel should be drawn 
from the relevant technical or functional Service. · We 
are of the view that since the subject matter with which 
the Secretariat has to', deal, bas tended to become 
increasingly techriical ·or otherwise specialised, there 
is more scope than before, for greater use being made 
of specialist officers at all levels. The \!xtent of such 
intake will. depend upon several factors and cannot be 
considered solely from the. aspect of the , avenues ·of 
promotion that. can be created for a particular cadre 
or cadres--technical or non-technical.·,, The paramount 
consideration in deployment of personnel should obvi .. 
ously continue to be ·the promotion of the public 
interest, and the suitability of. the employee for the 
task in hand. , ~ · 

Demand fo~ ~arious allowances · '> 

27. We- discuss below the demands made by engi· 
neering · officers for various kinds of allowances in 
addition to the normal pay : . 

(i) Special pays are an' unus~al feature,~: these 
services. On a_ rough estimation not more than 2 per 

•Member Secretary has dissented from the view 'Ide his Note ofDissent. 
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cent of the posts . carry special pay. The: engineering 
cadres of . the Railways and the Posts & Telegraphs 

' rusd. irian:; ·as·· a· .-egular measure, the middle. and higher 
: admiiiistrative · posts'· at· i the: . headquarters, ·viz., the 
~·Railway -Boarq in the Ministry of Railways· and the 
LPosts &: Telegraphs Board· hi the Ministry of Commu­
.:nication.S.'-: Such· pqsts· carry-~pecial pays of Rs. 200 
!.and Rs. :250 1n ~the-.. ~ Railways and- of ·Rs.- -.100 and, 
:Rs. · 200 in ,the Posts ~&f. Telegraphs.·· We have made 
Ltertain recommendations 1 for ·rationalizing the ·pattern 
of special pay in Chapter 8 on General Recommenda- · 
lions on Pay Structure. Those recommendations·would 
mutatis mutandis apply to~ the :Engineering . '. Services 

:~;;·: -~. ;· ::.'.< . ;,t~' .' .~~·.-: ·: '·. l; .~ 
i 1,,.(ri))Te~_b~c~ _pay~A ~um rangmg ~rom_Rs.J5 per 
, month r for ~e SectiOnal ,Officer (or t eqwvalent) to 
·.~~:.~oo pe~.)rion~Jor .. the -~hief .Engine~r .. has: been 
l.deJ1iand~d as ~~~cal pay in r~cognition of the Engi­
:. n~ers .. spfdal te~hill~aJ qu~ificat19ns ~n~. also. to enable 
• the~; t<;>; mak~. a pontmuou~ _study of .t~err subJe<ris so a.s 

. r to keep: ~!J~.eas~ of t~e)ate~t; d~velopments by becoming 
. members of professional bodies, ;:bJ; subscribing to 
technical journals etc. This demand fails t~ recognise 

1tl!e.fa~t t4~t-.~h~:~ngineer~ are _reci:uited to government 
:~~~~Jor ,the practic~l:applicatimvof their, specially 
~cqu4"e~ 5~ rand_~ the 'pay attached .:to. their posts is -
. ~ .J3:ct . ,~: ~~cpgnj.tion nf t those, skills. , \ As. for the need 
_;toJceep abreast,c,>t tpe: Jatest developments "the exiSting 
~.1J9rary .facU.iti~s ,ca_n· 1:)~; alailed ~ ofr and ,these .facilities 
·,_ca~ ~b~)mprovedj{ foptid J~ beJ!n:~dequat~• ·_,·No gr~t 
t -pf ~; allg_wanc;e. pn . tlus-; accpunt .ls ·1ustified.; . t · • ;' · .·. :· -:_ 

-]i~D~'-'!i l.srd''"_:;_~· .. /I' ;_f) c:~#~ J~JJ~f:I:_l1'J/I,:~··') ·>~ :".f.i-- 1 :j; · ;..:: •:dt 

:;· r:<~'~))!ierd~·n,~tY,tAno~a~~e~A· field dutY aiiaw~~ce 
~- ;rangmg 1fro.~(:;Rr:~lJQO~. for,, t~~.;.Juni<_>r ~ Engin~~i.~to 

1 Rs. '250 · for 1
• the.· Supenntendmg, Engmeer has been 

. demitnqe,'d!:. fu7' 0r4er. to;L~ CO~peris~te. ;,the~·. [Of ~t4e 
·,~r~~Ol,l~ness· Q~ · t~eu: ~ut1es, ,mc,udmg .on-lhy-spot.ms­
; p~~~lOI1 . :of -p~ildmg. Sites,: ' etc. ; :. Such'Jield :duty . 'and 
mspection w9r~ is ·not ,pecUliar to the engineering pro­

:fe~~ion'.\; E~~~:utive 10!f!~c;r~· }n. ge~eral ·administration, 
:.~~.J th~-- Cus!oms.1 ~:. P?t-Ct,se;: 1~ ·the, Postal,.Departnient 
-and m·.the" Pohce·'"are also· engaged on. field duties. 
~;~~ '~bligati9n_' tQ 'go 'ou~ of~ tpe ,office on: :_inspect~9n 
-work tannot.· therefore' be made a 2round for the srrant 
:-ofan -anowance.~ · .. · ,, ~:- · j. · ·' ' .. ·" · ,; · • · 

..r.J-:.J ;_ •. , ~ .! .. :.;·'j ~ .. ~ "r• .• !'.,.~1.,.~ ~ ,1 . ") . f r,r··!t t- ·• ~ ... ·-:-~ 
fl.: :J ~ .• ,. f"l '.~ .... ·" ~: J 1 . (~ : ... J ! y ; • :: ~ ( ~ •• 

-<" (iv). Post-graduate; ailowancer-An:; allowance rang-. 
:mg Jrom..;Rs . .! 100 :per::, month to Rs. -250 per month 
·_has-: been .dem~nded.Tor members :of the'· Engineermg 
~Services who I acquire an Associate Membership, ·a Post­
. graduate :Diploma,: .. an-! M.Sc;; M~Tech. or a Ph: D. 
:JJ nless _the , job .in~ view demands; these· higher educa­
:.tlonal: quap..ti~ations;. or such qualifications serve.· the 
public interest ·as in the case of doctors, it will not be 
justifiable to grant a post-graduate allowance. The 
reward for the acquisition· of the higher qualifications 
should be in the. form of a preference b~ing shown 

:for. promotion to posts. requir!ng ·such qualifications. · 
' , '- J • ~ I • - • . 

(v) Design & Planning Allowance.-An allowance 
:ranging from Rs.'75 to :Rs. 300 according to the grade 

--has been demanded for the engineers· workin~T in. the 
Central Design and Planning Offices. This 

0

demand 
hus r:-cdved support from the official witnesses ·who 

were of the view that the design and planning work 
directly concerned with the Five-year Plans. calls for 
a greater mental contribution than is . normal in the 
cadre and that ·there is justification for sanctioning a 
design and planning allowance.· We agree that eco­
nomical designs, consistent with safety, are a means of 

. effecting substantial savings j.n the construction pro­
jects. New design concepts are being evolved· in 
advanced countries, and it · would be ln . the overall 
public interest to attract superior talent to design and 
planning work.· . These persons should be capable of 
adapting new techniques to Indian conditions, innovat­
ing and experimenting~ }J · may be noted here that in 
the. Railways and in .the .Posts & Telegraphs which 

-einploy a ·large body of engineers, officeJ:S in the· time­
. scale-' and in the Junior Administrative Grade posted 
, in the secretariats of the respective Boards are already 
Lin receipt of a _special pay of · Rs. 100, Rs. 200 or 
. Rs.· 250 p.m. Some of. these officers arc engaged on 
engineering design and planning. · Recently a Central 

~ Designs Office has been set up under the Engineer-in-
1 Chief· of the Central Public Works Department to 

... handle complex problems arising in modem types of 
~ construction.. ·There is thus a good case for the grant 
. of a suitable special pay in these cases and we recom-

- mend accordingly. The actual quantum of the special 
pay for ·the different grades may ·be decided by the 
Government in consonance with our general recom-
mendations on special pay. ·· · 

However,: in 'th~, organisations whose pr~ary con­
cern is design and · engineering planning, e.g.. the 
Central Water and Power Commission, there would 

, normally be no justification for attaching any special 
- pays for this work. If the possession, of any higher 

_ , qualifications is considered advantageous in the design 
-work,· there. would, in our view, be justification for the 

:.· grant of special pay in such cases also. While on this 
. matter we would also · refer to the case of • officers 
. of the Central Water and Power Commission who are 
posted to investigation circles set up · for com.Iucting 
basic surveys of · rive~ · valleys, irrigation and power 

. projects, etc. prior to the · detailed planning and the 
engineering of these projects. , The work involved, 

· obliges such officers to stay for considerable periods in 
, inhospitable regions. . · Officers of such organisations 
r who actually. function 'under such . conditions, would 
deserve a special pay.' The Government mav decide 
on the actual rates. · 

( 

(vi) Non-practising Allowance.-This has been de­
manded on the ground that medicine and engineering 
~re b_oth professions and if a non-practising allowance 
IS paid _to the doctors .there is no reason why it should 
be: demed to the engmeers. We feel that the grant 

. of the non-practising allowance to the doctors has 
-to be treated sui generis and. it would not be correct 
to extend this to any other category. Historically, 
doctors have long enjoyed this privilege, presumably 
because doctors were scarce . and their services were 
required during emergencies 'and sudden illness when 

' it wo~ld be anti-so~ial :~ deny the patient, ~edical 
attention: When this pnvdege was withdrawn~ a quid 
P!O quo m the for~ of ~ non-practising allowance was 
gtven. · These consideratiOns do not apply to engineers 
or to most professional categories, 
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I 1. Class II Sen ices and Posts 
: ,--; ·~ j ::~~~ --_., •• ,·~_,..' • :,I} ( ~t.~ 

28. The distribution of the Class II engineering posts is given in the t~ble. b~iow :~ · ~ ··" ·• '. · :'.1 ·J_,-q '..:' ·: ~: 1 

.. ~ . I;' · --~ i , ::. \ ~ ; : ; . ;:, :~:!. , .. 
~'~ ·, .J .f ·"·~:· -~~·. 'AJ' ·_.r-- ...... •l 

Distribution of Class II (Gaze~tet!) Eniin_eering posts·:; .1 .·; :~ .• ::'.~ :( ~ ~ 1 '.~-~ ·::.~ · 

TABLE v 

·Pay Scale 
(Rs.) 

Rail- Defence P&T Works Irriga- Ship-·· . Indus--· Infor-·1 Com.: ~ Supply 1 ·TouriSm Other. Total 
& . tion ping. _trial:.. mation · ~uni.ca- .r.·.,. ,·J~an.d.1·~ D~par~-: · ways 

Hous- and and , Deve; and '· ' ttons : . :. .. : ~ . 0 1-9~1 .: m~ts 
ing ! Power Trans-- -~ ·lop- • Broad'- , ·· other , , 1· • A v1a-. · , · 

port · · :). tn_ .en~ : casting than· l · " ' '.) -tiori l. • ! ' 1 

• • ... • ··-- 1 • 'P&T 1 l I' .··· ,·; 1 \;L~r.·i.l(J .:;;J.l. 

1. 350-900. 747 418 1796 1146 '315 99 2 · ''223 . '103 'i >26'liY:S12-·;:•i '-667ii -63S5 
2. 350-830. .. 3• · •·'. i .• ·.:;'!L'j.~);; ;:.~ ... ;;')ill •• ,·,;.;·~.·;l.3iJ 
3. 350-800. Jl ,; • 3 ~· .,. , .. 1 ,-,;~ 1 'r• '"''}[' 1 'j •, · 21. 
4. 400-680. ... ... 35 ' '"'', ............. ':'·:.>"'. ,_,_ ''6'· o<)4fl 
s. 450-650. ss. · ·· · · · ~:·,:· ,· ·lo:::·' ·: ~~.::··~_·,···:'•.~· •• ::}·:;·:!.!J.~\>:l~ss.~-
6. 590-900. ' 18 .. ':.' •. •2;' .1.· .. ·~ .. 1 .;· •·<'l!;l·•'l"') ·•2:,:Jtn.22.! 
'·!:al~ther 8 3 ~ · .• : ~·',' '.1 ;Y ~-·:.J.·,r .. ;.~:~~.-~·:~4·.'~. •'4u·:f_/'J.!;~~ 

··" 1L ···~''" u .. .,.J! r~. ,. ;l).~,~.~~.,.~q~~ 
TOTAL 1SS • 484 1796 1149 315 125. . '.37 •·'• 229 . . 103' : "'267 ';' : 576"'i' '8ll".i''-'()667J 

_2;..;9-. -C-1-as_s_IJ officers in the engineering services assist depa;t~e~is.:; 4 ~For· pos~~:~hi~~:~~ay:1~~f·;'h~j6;~~e~} 
Class I executive grade officers and in som~ cases covered' in· thii 

1 
manner d.ther1 the'; Sia~daid ·Class-;' II' 

Junior Scale Class I officers in their allotted sphere of scale or1 its fippropriate~·staridaid' ~Se'gments'~snbuld 1 be · 
work. The main demand of the associations of Class adopted ·keepine' in· view 1.he 'nature1 ,of th~.)d\lties •,and' 
II officers has been for the merger of their cadre with respQn~ibilities· pf'the, p~st;j and; the·· P,xfsting'i·scale.~:.:'Jt 
thejuniorgradeofOassl. Wehavealreadyexpressed •,' ·~ .,; '· 1 .... r; ... "'"' I.J•J J:.mJ.li;N ,.,) !'J.<';!l~·) 
our views against this proposal. · .~ i ,_ .. r::[n.· Non-Gazetted En~iieerlng Statr:/.h .·1 r;:;ir.t.~.h~m 
·30Th b tk fth t '· h CI··~- II 1 .. J •. ·.·~(ciassl1and·cJa5~':nlj;'· .:··rj~ .. r.t,.,./l!r::.r;~s_,)4if.i!), 

'· . e u · o e pos s m t e ass sea es are; · · · ·· · . J .. ... • • , ...... • ••• r." 1 ..~. • "· :• • ~ L il.· .• r. 
in the Standard Class II scale. The revised scale · t· 31. ·The total number of'staff > mrthe'non..:gazetted! 
recommended by us for this grade should apply in their engineering category excluding· :J 'the' tworkshop; supetJ 
case. This covers 6355 out of the total of 6667 posts visory· staff is 4~;120: '.This ·.figure :repre'Sents nearlyt 
in this group. The remaining 312 posts are distributed a threefold* increase since· the:, Second-Pay· Comlnis:J 
in 21 different scales of pay. We have dealt with sion: r Of the 41.120 posts,·,39,46t:'are-concentratedl 
many· of these posts in the Chapters on the individual in eleven scales of pay· as· given ·in the Table below;;~ 

~ J i .. , '; TABLE:VI · <(. ·.-:.~ ~ : ·;! rJ .;.-:~.r~~qt:.~l· 3 'f!l.t~.:·J1;:· .. -: ... r!!iJ, 

Non-Gazetted Engineering staff. in the main scales dt Pay and Depar'to/~'!~s.· :, ~ '' ;. ';'..•'!~.·, ~~ i ··.~::.) {:·::1:~.; 
1 . I Informa- drriga~:·, Shipping' Communi-n 200ther. IV: 1:ni :•r 

Pay scale (Rs.) Railways . Defence · P&T Works& , tion & ·' tion &.? &.Tra~ cations. ; Depart:-r·.·_Gl:and,;•.:,l 
:·!Housing . ~rs~~d8- '· fo~er;: '·~or~:: ~~-~~¥\!~aq· ~~~t~;Li::·~o~r!il) 

·---------~----"------ ,_atn . .. •· ... · •..• ·, .. ,:?•r····r. 

1. 450-25-575 . . . 
2. 325-15-475-EB-20-

575 . . . 
3. 370-20-450-25-475 
4. 335-15-485 • 
5. 335-15-425 . 
6. 250-10-290-1 5-380 
7. 210-10-290-15-320-

, EB-15-425-EB-15-
470 . . . 

8. 210-10-290-15-320-
EB-15-425 . . 

9. 180-10-290-EB-15-
380 . . 

10. 205-7-240-8-280 
1 1. 180-6-240 

TOTAL 
12. 24 Other scale 

GRAND TOTAL 

2 3 

449 3!'0' I 

.. 
246 
686 3836 
296 

1576 12 

66 

5149 
7674 20 
2213 .. 

13200. 9393 
1472 

13200 t086S 

, 4 5 

. ~ 
( 

20 5 

298' ·. 299 

11 

96 4 

7985 4031 
28 

8399 4378 
1 

8399 4379 

:6 

,::.~56 

6 

• 973 

l .·. 

~ r ... 

J 7 

. ..~ 

131@ .. 

843 

1335. ' 974 •, 
12 ••• 

. 1347 974 

1 . •· 761''; 

;. JS2, ;~r:; 1 :i.;.i ·: 'In : ~8141 
• • ' ' , '·''. ~ j ·'· • ! ., 246 

· · . .-···r.;.' ····s·~i '5127) 
"'·25 r •· .. ;l :~ ;,,~ ·;,,J;: 7 '• ·1 ·32S:J 
'·. 4+ 'J ;j , .... , !' '} 14:::.: .:l~.6lt 

' " l •· :. "~ '-' . ; ~· I .} ) ·:r ll ·~ :J 
; J2() . v ~ .. ~ L . : " . 'Ht:'t:i ·~ 

_.
1 

-·~>!t.:..~) .. _.~r~ri.r~.-;!_~;J 
- .. ,. )4? ' . ,,·; :'5i :·:· i (17.J.J 

210 ·- - .. . : t.17. '', i. ~ ,:..'r.1 
14.1 

.· :·:'! ::·•;{~:.:~·] t•f]?;~ 

318 
37 

355 

: 452 . ' . '101~ ~" '')1 

t .,1'' ' 'i 1)6· ](:") 

453 " · .; 1,,48. . 41 1 ··o 
-- -·--·- ·-

•At the time of the Second Pay Commission there were 19,171 posts of thif category including workshop supervisory staff ln ,.,~ 
Railways. By adding 13,480 Railway workshop supervisory posts to the figure of 41,120, the tot~l comes t~ 54,600 ~t . ,Pr~sent. · 

• @,A higher start of Rs. 250/- and a special pay ofR<>. 30/- is given to the initial recruit. By these provisions the scale ac.tcP.1Iy. ~rans-
forms toRs. 280-455. . " · · · · ·' 

£ In the CPWD CW & PC and P&T engineering graduates are given six advance increments making for an initial start of :Rs.''240/-
in the scale, ' - . · , ·. ' · · · ''·! ' ... ·:· ; ,, ·. 
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32 •. Twenty-four other scales account for the re-
maining 1659 posts these scales are listed below:-.. 

Rs. 375-575, · Rs. 370-575, Rs. 350-575, 
Rs. 370-500,. Rs. 350-525, Rs. 325-475, 
Rs. 320-530, Rs. 270-535, Rs. 260-540, 
Rs. 250-530, Rs. 250-470, · Rs. 250-425, 
Rs. 250,.lSO, Rs. 210-380, Rs. 210-320, 

· Rs. 205-240, Rs. 200-300, Rs. 150-380,1 · 

Rs. 150-320, Rs. 150-300, ·Rs. 150-240, 
Rs. 130-300; Rs. ·110-200 & Rs. 110-155. 

. 33. There is a variety of designations such as sub­
overseer, overseer, supervisor, project co!llput.or, 
junior engineer, engineering supervisor, engme~nng 
a~istant, technical assistant which apply to such posts 
in different departments~ Engineering staff, borne on . 
scales below Rs. 205-280, are engaged in the detailed 
supervision of small items of work. For these grades 
generally, no specific. engineering qualification ha~ b~en 
prescribed: Engineering staff. in the. scale of 
Rs. 205-280 and higher scales . arc :recruited from. 
those having engineering· qualifications, or, are pro­
moted from the lower categories. They· assist engi­
neering officers in the Class II gazetted and the Class I 
levels. Iri. the Railways the nature ·of -Jheir d~ties 
depends· on whether they are attached to· the civil; 
mechanical, electrical or· signal and telecomnu1~ti~~~on 
departments.· · In ·the· Military ... Engineer Semcc and 
the Central Public WorkE Department they are main­
ly engaged on. . the· construction and. maintenance ·of 
buildings,. runways ;etc., In the. Ministries- of .Infor­
mation and. Broadcasting and Communications ~d in 
the Posts & Telegraphs organisation the duties pertain 
to planning and . the installation, opera~on, . and main­
tenance of telecommunication, wireless, electronic ·and 
other. ancillary equipment. In the Ministry of Irri-. 
gation and . Power such staff are engaged mahlly, on 
investigation, . design, and computing work in rt..spect 
of irrigation, drainage and· flood control project..: and 

· hydro-electric and thermal plants. Staff belonging to 
other engineering specialities are employed in depart­

·- ments having need of special skills~ such as marine 
- engineering, chemical engineering, sound enginee!~g, 

etc. , . . ~Jt'f,_~ 

34. We feel that the qualifications prescribed for 
recruitment to different grades in the Departments 
employing the bulk of these staffs, the structure of 
their pay scales and the nature of the duties and 
responsibilities entrusted to them should form the . 
basis of evolving a ne\)' gradation of pay scaler for 
non-gazetted engineering staff as a whole. On a re .. 
view of the qualifications prescribed for direct re­
cruitment in those departments we have noticed the 
following peculiarities :-

(i) Diploma holders are· .recruited to· different 
initial grades namely,. Rs .. 205-280 ill the 
Railways and the Ministry of Traa~port, 
Rs. 180-380 in the Military Engineer 
Service, Central Public ·Works Depart'llent, 
and· Posts and Telegraphs. Rs. 210-425 in 
the· Ministry of Communications ·and 

CWPC : Central Water & Power Commission. 
AIR : All India Radio. 
OCS : Overseas Communication Service. 
WPC Wing : Wireless Planning ~ICoordination Wing. 

Rs. 210-470 in the Ministty of Information· 
and Broadcasting. An alternative quali­
fication of B.Sc. in Physics and· Mathematics 
is prevalent in the Posts & Telegraphs, the 
Overseas Communications Service, the Wire­
less Planning & Coordination Wing {If the 
Ministry of Communications and in the 
Ministry of Information and Broadcasting. 
These organisations are primarily concerned 
with different aspects of telecommunica­
tions . 

(ii) There is regular prescribed recruitment of 
engineering graduates to the grad~ of 
Rs. 335-485 in the :Military Engineer 
Service and in the Civil Engineering depart­
ment of the Railways. In the ·other d.!part­
ments of the Railways (except Mechanical) 

· there is direct recruitmc.nt of engineering 
-graduates to the grade of Rs. 335-425. 
Also, there is direct recruitment or engi­
neering graduates (or persons with equivalent 
qualifications) to the grade of Rs. 325-575 
to the extent of 25 per cent in the Overseas 
Communication Service and of 50 per cent 

r··. in the-Wireless Planning & Coordination 
Wing of the Ministry of Communications. 

· 35. The pattern of promotion is not uniform in the 
different departments. Either all th~ posts or a cer- · 
tain percentage of posts or vacancies in the Class. II 
gazetted cadre are reserved for promotion of the non .. 
gazetted engineering staff. In the M.E.S., which has 
no gazetted Class Il cadre, 25 per cent of the vacan­
Cies iri the Class I Junior Scale of the Military Engi .. 
neer Service are reserved for promotion from among 
Superintendents Grade I and Chargchqlders. In the 
P & T and the Railways all Class II gazetted posts in 
the enginering branch are filled from the lower 
Class III grades. Till recently, there was some mea-

, sure of direct recruitment to the Oass II in the CPWD. 
This has recently been suspended for a period of 
seven years, and all Oass II posts would be available 
for promotion. In the P & T and the CPWD pro­
motions to the Oass II take place from the grade of 
Rs. 180-380 or the selection grade of Rs. 335-
485. In the CWPC the promotions to Class II 
are made either from Rs. 180-3 80 or Rs. 210-
425. In the Railway such promotions are from among 
the permanent staff on Rs. 450-575, Rs. 335-
485, Rs. 370-475, or Rs~ 335-425, or Rs. 250-
380 who have rendered a minimum of 3 years' non-

. fortuitous service after reaching the stage of Rs. 
335 in the different scales; in the case of permanent 

: staff who have an engineering degree, 3 years' ser­
.- vice in Class III suffices, and the pay limit criterion 

is not insisted upon. In the· AIR, OCS, and the WPC 
wing, promotion to Oass II is from the grade of Rs. 
325-575. While it would be difficult to assess the 
relative prospects of promotion in the different de­
partments, a rough idea can be had from the number 

, - of posts actually available for promotion in relation 
to the number of posts in the basic recruitment grades. 
The table below gives the comparative picture :-
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Department 

1. Railways 

Civil . 

No. of posts No. of pqsts 
in the initial in higher non-
gra:Jes of- gazetted grades 
(a) Rs. 205- of (a) Rs. 
280 & Rs. 250- 335-425 & Rs. 
380 or (b) Rs. 370-475 (b) 
210-470 or Rs. 335-485 
(c) Rs. 210-425 (c) Rs. 325-
or (d) Rs. 575 (d) Rs. 
180-380 (e) 450-515 
180-240 

2 3 

4011 899 
5808 103 

145 

TABLE VII 

No. of pro­
motion posts 
in column 
3 excluding 
direct , 
recruitment 
posts in 
different grades 

4 

854 
103 Mechanical• • 

Electrical • 
Signal & Telecom-

76 134 .. · 122 

munication 

2. Defence 
M.E.S. 

3. Communications 
P&T (Engineering 

Supervisors) 
OCS (Jr. Technical 

Assts.) 

4. Works & Housing 
CPWD (Junior 

Engineers) 
Civil , 
Electrical • 

S. Information &. Broad­
casting 
A.I.R .... 

6. Jrri.:Mlion &. Power 
CW&PC(Main 

(Supervisors; De­
sign/Technical 
Assistants) . 

7. Transport & Shipping 
(Roads Wing) 

Project Computor% 

1628 

4913 

7446 

129 

3140 
858 

973 

418£ 

42 

541 

2860 

292 

141 

229 
70 

356 

14 

I 

490 

1330 

292 

106 

229 
70 

356 

14 

Percentage of 
column4to 
column2 

Total of cols. : No. of pro- Percentage of 
2 & ,3 motion posts columns 7 -

21.2 
1.8 . 

160.5 

30.1 

3.9 

82~C:', . 

'7,3 
8.1 

36.6 

33.3 

., r·. 

reserved in · to col. 6 · · ' • 
gazetted (Class 

II) rank of 

6, 

4910 
S911 
210 

2169 

7773 

Rs. 350-900 

I 

·7., .. 
>~:..· 

271 
lOS 
77 

•::>,­
'•'·'· ss 
·.:i :,: .•. :' 

167t 

' - \ ., ~ 

,

1 15.1 0.7 '. 
4.8 

. { .~ f { ) f 

I ~ ~2;1,, 

2.2 
~ ., . ' 

21.6.' 
l"'1-.... 

7738 

270 
: r : ~ " : r 

f672 

so -Jl~ 1s ,s.'. 
~ >,_ .. :... ' " ; 

{' .· .. t. -~ .. i ~ . -~ {') 1_') ~ '· -~ 

~ r hJ . (.;,}_ ;· . ..-. ; ; !· _ :I 
~ ... , .. J f ,' ;';.;' -~' '~ ,J j.~ }' -~~ .\ .,) 

3369 ' ' .' 278 ;·; ... ·' ::: 8.2.i. 
928 . : 94 '' '·"' -.t~·Jt' 

£ '; 

1329. ' 

418 .· 
'! 187:-

. ! : 

s6 14 

'11.21~ 

. : · .. , . f: 
'., '. .I ~ •. : •.: 

' ·. ·44.71 
.l 

2i.o: 

NoTE :-In the Railways, P&T and CW&PC all Class II (Gazetted-Rs. JS0-900) posts are ftlled bypromotion~ In the . MES, ' 
there is no Class II and 25% of the Class I Junior (Rs. 400-950) posts are available for promotion to the Class III cadres. ~ · 
In thf' CPWD 25% of Class II (Gazetted) permanent posts and SO% of Class II (Gazetted) temporary posts are reserved for 
promotion from Class III. But, for the next seven years it has been proposed to stop direct recruitment to Class II (Gazet .. 1 

ted) and make promotion from Class III to all vacancies. In the OCS 50% of Class II (Gazetted) vacancies are reserved for , 
promotion from Class III. In the AIR under the revised rules, 60% of the Class II (Gazetted) posts would :t>e available 
for promotion from the non-gazetted cadres. · · 

tClass I (Junior). 

£ Posts in the CW&PRS have not been included. 

*Relates to Train Examiners only. 

~~Common cadre with Draftsmen (Breakup not made).· 

@Taking into account the other categories eligible for promotion to the gazetted cadres. 

2 M of Fin.n3-10. 

-! 



36. It would be seen .that the position ir. regard 
to promotion prospects from the initial recruitment 
grade continues to be unsatisfactory in some of the 
Departments because of which the Seio.:o~d Pay ~?I_n­
missio1l. ~ad proy~d~d · ~election Grades ov~r the. tmtial 
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recruitment grade in those department~. 

37. The variety existing in the structure of grades 
in the different departments is brought out in the 
table below:-

... I: TABLE VIII 
\..\' \·-' r .· >. 

Railways 

~ivil Engg. _ . .. _Qthers 

Rs. 

450-515 J 
335-485 

.. ~ ' 
. t .. , ·,· 

r:.. .. ~---t'1 

250-380 
205-280 

,. I" 

-., ~- .. Rs. ~ 
450-515 
370-475 
335-425 . 

1\:. 
;-,I 

. -.250-380 
~(205-280 
_180-240@ 

·-"'-); t 

AIR, OCS P&T & CPWD · 
WP&CWing -

. Rs. . Rs. 

325-515 -
335-485 

. 210-470"\ 
(: \ i 210-4251 ~ l ~ t ; . 
(!; . ; . ! l '! 
1 1 ~· .". • . ~ ::: r 

' I ~ 
l .. , (,,! 

180-380 

. *Independent cadres. , 
@Mechanical Engineering (Train Examiners) only. 

~~ r ~- _ ~: f i t . j-.:.. :-- ~ . (, . ~ _ ~ l :. 

The, number pf grades y~es · fr?m s~ . ~bta~g in ! 
the Mechanical· and five ~ Electrical Engmeenng . and 
Signal and Telecommunication Departments of the . 
Railways to only one in the CPWD, P&T and the 
CW&PC, excluding the non functional selection grade_, 
m.the P&T, and CPWD. :;;'Further, while in ·some_-­
Departments the grade structure carries the maximum . 
of the non-gazetted range up to Rs. 515/-, in others 
it stops at Rs. 485/- or · Rs. 425/-, or_ even at 

~ Rs.'380/- as in" the case of CW&PC. ·.?· 

Irrigation & Power 
(CW&PC) 

Rs. 210-425* (withahigher 
start of Rs. 250/- and spe .. 
cial pay or Rs. 30/- in 
addition). · 

. ~~-= 
. Rs. 180-380* 

Defence 

Rs . 

450-515 
335-4R5 

180-380 

Shipping & 
Transport 

Rs. 

335-425 

j' 205-280 

39. We are of the view that the entry . grade for 
posts requiring the 3-year Diploma course in En­
gineering, of whatever speciality, should be one of 
Rs. 210-425 (existing terms). In the Railways 
approximately the same range of pay is ·at present 
brokeD; into two grades of Rs. 205-280 and Rs. 250-
380. The Overseas Communications Service, arid 
the All India Radio have an initial entry grade of 
Rs. 210-470. Though this scale too could, more 
appropriately, have been equated with the· level of 
Rs. 210-425, the slightly longer grade should conti­
nue in these organisations in or~er to preserve in-
ternal parity v.ith other cadres. · 

38. On the. point whether there could ·be posts 
carrying different levels of, responsibilities among 40. The next level in various departments is on 
Engineering Supervisors in the P&T, the· Secretary; different scales at present. In the scientific organi-
Department of Communications felt that,. even if this · sations we have provided an uniform grade of 
was so, it would introduce administrative rigidity if Rs. 550-900 above the initial entry grade · of 
a.-,specific higher grade were~to be introduced. In the, Rs. 425-700. Direct recruitment to the grade of 
Railways on the other hand, it has long been the Rs. 425-700 will be from among those having an 
practice to have a large number of grades for __ basi: ____ .Honours Degree, or a high second class Degree in 
cally. ~he same typ~ o( po~ts, and< to attach specific,_,_ s~ienc~, or a d_ipl~ma in engineering. ·In many en­
percentages ~ posts to .. each· of·. such grades .. ,._We . gmeenng orgamsations also, specially in the field of 
have. considered . whether this , widely . varying struc- teleconimunications, Graduates in Engineering as well 
ture bas a rational basis. The engineering staff work..1 -· as in -science have entered in large numbers to the 
ing in all· these grades function. ;under the supervision. existing initial ·grade of either Rs. 210--470, 
and, direction of Class II gazetted 'engineers who are· '· Rs. 210-425 or .Rs.· 180-380. Keeping this in 
in the uniform grade of Rs. 350-900 in all the de- view, and on the general premise that, as far as possi-
partments concerned. The posts ·on the scales of ble, the non-gazetted engineering staff should have 
Rs. 450-575 and Rs. 325-· 575 as also those on the same grade structure, we feel that the initial 
the scale of Rs. 180-380 have been considered fit recruitment grade for the diploma holder or equi-
enough for promotion to the Class II scale of valent should. be generally one of Rs. 425-· 700 and 
Rs. 350-900. This situation seems to provide the next higher grade should be generally one of 
further justification for adopting. an uniform pattern Rs. 550-900. Where, however, the organisation 
in respect of the non-gazetted engineering category of pattern requires the presence of more than one grade 
posts. In this background an attempt has been made above the initial grade, the range of Rs. 550-900 
to simplify the ·existing grade structur~. of the non- should be split into two grades, namely, Rs. 550-
gazetted engineering posts. i50 and Rs. 700-900. · · . 



41. Having reached these general 'conclusions, we 
n'?w proceed to make our specific recommendations : 
With regard to these posts in the different departments~ -
The non~gazetted engineering staff of the Ministry of 
~rlormat10n and Broadcasting have been dealt with: 
m the chapter on that Ministry. Proposals in respect 
of other departments are discussed below: - _ 
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Railways· 
:{ 

. - . l . I 
. 42 .. The num~er and scales of pay of the •; en:.:' 

gmeenng . supe~ory categories in different departl.l 
ments . of the Railway~, ofu.er · than . the ' workshop: 
superviSory staff are gtven m the Table below:-·· ': ; I 

'' TABLE IX 
----------------------------~-- --------------------------------------

• 1 Number of posts ~' .. , ~ 1 

------------------------~----~~--~-------- -~---------------------~-
Civil Engg.' Signal & Telecom- Electrical Mechanical · Total. 

Scale of pay 
(Rs.) 

4SO-S15 
370-475 
33S-48S 
3JS-42S 
250-380 
205-280 
180-240 

' 

PWI 

139 

46S 

,.·•/ 522 
'2134 .• 

·' 

lOW BRI 

;, 56 18 

179 4i.! 
380- f. 35 
840' -,.I '100 

.. 
'. ' .. •1 

Signal 
Inspr. 

106 
108 

munication 
Electrical . 

Telecom. __ ,., _ ._-- Inspector 
.. Inspr. 

66 
58 , .. 
.-. 

128),.•.;{_: 75 t. 1 

246 121 
869 392 

•';' ~ .,. ; ' ; •• ! • }")'.;--' ~ 

L :I / ! 

'Trairi; l 
-Examiner 

,-

.... ' ,.. ~ ' ! . . • .. . ' f ; 

43. tn the Mechanical Engineering department, - -~,·.·· : ; • i 1 · L · · • · ,,.,.) • • ''P ·. ' ' · ' '· · 
posts in the scale of Rs. 180-240 and Rs~-205-280 ~O% .m .the case 0~ Signal l~pecto~~'r' There· vary;; mg .per~~nt~ges of ~ect recrut~ep.t are based on th~; , 
are termed as Train Examiners and posts in the taevrnalaila~ility of pers~nnel ,~~ ~ req111s1te: ; qU;aJ!.ty . fr9ni ~7 ; 
higher grades as Head Train Examiner, Carriage . & sJources.. .. , , ) . , .. 1 ..• ,. ( J .. , . : : 1 ".. , ; 1 1 .. : 1 •.• ) 
Wagon Inspector, Carriage·& Wagon Foreman . and - · ~ .. .. .. ·· · · u ', · · • .. '· · .. J: ·•· 
Chief Train Examiner. In the other departments the .:1 ~ ·1 •., :J J.r1. l .· ·;·~ · i '· ,r ·.,ur,! 1 • 

posts in the scale of Rs. 205-280 are designated as · 45 .. ~e promotion quota in ·each Category is'1filled·. 
Assistant Inspector and the posts in the higher grades by Mistnes (Rs.· 150-240)' in; the case· of· -Civil\ 
as Inspector ·III, II, and 1. · A 3 year ·Diploma Engineering department;· Electrical, Signal' and ·Tel~ . 
course in Engineering is thcP basic entrance qualifica..o communication; i ~ Maintainers f' (Rs~ ' I 13~212 . -~or . .; 
tion for all these categories, except that for the· Bridge 17 5-. 240) · in the case of· Signal and' TelecoDimuniJ 
Inspectors and the Train Examiners, Matriculates are cati~n and Electric~! departments; and· by:-',· Skilled 
also considered eligible. Another exception is the Artisans generally m the scale ·of · · Rs. · 110-180 in 
ca!egory of Telecommunication Inspectors, for which the ?as~· of Train Examiners in the Mechanical Engi·l 
Science graduates are also considered eligible., _. To neenng department. · The • departmentar · promotees • 
meet the special Railway needs all' direct recruits also are given ·training for a period of six months to a 
whc~er Diploma holders or Science graduates 1 0 ; year.·, · .: ·; · ';, .·J ~-· " ., • :;·;cJ 

Ma~culate~, have ~o undergo app~enticeship . for .!r:·~ lY ~ 1lc 
varym~ penods rangmg from one to' four .years for 46 .. The Second Pay Commission had recommend-
the Diploma holders and five years for the Matricu- ed. a startirig salary of Rs~ 180 for Assistant Inspectors 
lates. During the period of apprenticeship the in the Permanent Way Branch, on the ground that 
trainees arc entitled to a stipend as well as dearness the period 

1 
of al?prenticeship for. them . was only three 

compensatory (city) and house ·rent allowances at years, whereas m other Departments 'of Railways ·it 
the appropriate rates. On satisfactory completion of was five years. This. was not, however, accepted by 
training and passing of the prescribed tests the direct Government on . the· consideration .'that '.it would 
recruits are appointed to posts of Assistant :Inspectors. dist_url? the internal parities. .· .' . · · 
\Ve. do not recommend any higher start for the cate:.. 
gone~ wh~ have to undergo varying ·periods of ap-
prenttccshtp. 1 ; : · : • 

. 44. Thcr~ is no uniformity in the proportion of 
dtrcct ~ccrmtment to the various categories. It is 
7 5% m the case of Civil Engineering Inspectors, 
EO%. in the case of Electrical Inspectors, 66 2/3 per 
cent m the case of Telecommunication ~pectors and 
--------------------------

PWI : Permanent Way Inspector. 
lOW: Inspector of Works. 
BRI :Bridge Inspector. 

4 7. lbe existence . of three o~ . four supervisocy 
levels above the Assistant· Inspector does not· seem 
to be justified, either by requirements of work, or by 
differences in the , duties and responsibilities. . The 
official witnesses . also indicated their preference for 
one grade of Assistant Inspector and. only two grades 
of inspectors. We shall deal with the category of 
Training Examiners of the Mechanical Engineering 

'1 ' 



department. later in this section. _ In the othe~ de­
partments we recommend that the grade of Assistant 
Inspector 'and Inspector Level III should be merged 
into a single grade and designated as Inspector Level 
III. Above . this there should be two grades of Ins­
pectors ~vel u· and. Level I. We recommend tl1c 
follo~g sca1e~ f~r\ these three levels:-_ 

Designation · 

. I, 

Inspector Level III 

Inspector Level II 

-olij ' 

Inspector Level I .• · ; . 

TABLE X 

Existing Proposed 
·. scale (Rs.) scale (Rs.) 

;. ':::::} 
335-4251 . 
335-485 ~ 
370-475J . 

. • 450-515 

425-700 

550-150 

700-900 
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· ~-48.· The Pe~anent Way Inspectors hav~ ~ grie­
vance that despi,te ~epeated _ . r.ecommend.atioJ1S of 

. various Railway-. Accident Enqwry Conumttees, they 
have not been relieved of responsibility for the custody 
and accounting of stores materials .. The ~epartment­
·al witnesses have Informed :us· that. various p~opos_als 
are under-' consideration for relieving Engmeerm~ 

. InspeCtors ·of 'their ·stores charge to the extent practi..: 
cable. It should, however, be recognised ~at custody 
of stores is an inseparable part of the duties of Ins..; 
pe~tQrs,. and~ that there ,is no justification for granting 
a, sp~cia~_payas compen~atio~ for such work: Another 
grlf1vance;:; of. Civil.:Engmeermg~ Inspectors ~ that a 

·. large :numb~r- f recruited for proJect. constructiOn work 
continue . on, 11 he. tempqrary establishment · for·. years -
which. adversely, affects their •career· ·prospects ... as well . as. service.~ and retirement benefits. , We understand 
th'at a ·proposal' to create a-· pool of construction re­
serve posts to the estiniate. of a~out .50o/q of the tem­
por~, posts is undex: ·consideration. .This would take 
care of the problem of confirmation of temporary 
staff to a large extent. · 

! 49. ·The Bridge' 'Inspectors. have complained· th:~t 
when engaged on major construction . projects th~rr 
headquarters ate ·temporarily. transferred to the s1t.e 
of work with the consequent disadvantage of therr ' 
having· to maintai~ double establishments without 
pecuniary ·compensation. We ~nderstand that a~ ~a 
rule the headquarters are not shifted unless a proJe'-'t 
site has. reasonable facilities~· Alternatively,· a project .. 
allowance is sanctioned if essential civic amenities are 
lacking· at a· project site.· T~e Chairman! Rail~ay 
Board, however,-· agreed to Issue further mstruct10ns 
to the Railways in this matter .. They have also com­
plained of inferior promotion prospects to Class II 
as compared . with other similar categories. We are 
unable to· fuid any concrete. evidence to substantiate 
this complaint. 

Train Examiners; 

50. Unlike in· the case of the allied. engineerit~g 
categories, there are two grades for Assistant Tram 
Examiners namely, Rs. 180-240 and Rs. 205-280, 

While posts in the ~ower grade are filled entirely by 
promotion from artisans (Rs. 110-180), 60~ ot 
the vacancies in the higher grade are :fi~ed ~y drr~ct 
recruitment from Matericulates, or Engmeermg Dtp­
loma holders, who are trained for 5 years and 3 y~ars 
respectively; 20% are filled by departmental SJ?lled 
Artisans, provided they f?ffil the s~e educat10nal 
qualifications as for the drrect recrwts and are not 
above 35 years of age. The training period _of skifled 
artisans is one year and of lower grade artisans IS 3 

· years (in-service) . 'J!le rema~g 20% are filled by 
promotion from Tram Exammers from the lower 
grade of Rs. 180-240 . 

. 51. The principal dutie~ and . responsibi!Jties of 
Train Examiners relate to mspect10n and mmor re­
pairs of . all ~agons and carriages <?n incoming and 
outgoing traiOS and thorou$h reparrs of ~ wagons 
marked 'sick' and placed m Wagon Reparr Depots 

. (sick lines) . . · 
/' 

52. The Train Examiners' Associations have argu-
. ed that the recruitment qualifications as well as p~rioJ 
of training of Train Examiners have been consider­
ably stepped up since the time of Second Pa-, ~om­
mission, and, having regard to the more sophisticated 
rolling stock with. higher axle . loads ~d: . _great~r 
speeds which have mcreased therr responsibilities, t1}e 
Assistant · Train Examiners deserve to be placed m 
the grade of Rs. 205-280. They h~ve also point~d 
out that the duties performed by Tram Exammers L'l 
grades of Rs. 18~240 and Rs. 205-280 are iden­
tical in nature, and, in fact, interchangeable · as they 
work in shifts. 

. 53.- We understand that the Railway Board have· 
with effect from 1-11-1972 decided that all the 
Train Examiners working in the grade of Rs. 180-
240 should be - placed en masse in the grade of 
Rs. 205-280. A major grievance of the Train 
Examiners has thus been removed. We would, how­
ever, draw attention to one or two consequences of 
this decision. First, complement in the initial grade 
of Train Examiners has become very large resulting 
in an unbalanced cadre structure. Second, there is 
no middle level of sufficient size between the skilled 
grade (Rs. 11 0-180) and the Assistant Train Exa­
miner's grade which will be in the scale of Rs. 175-
3 80 , in existing terms. The Highly Skilled Artisans 

· grade for this category has been created only recently 
and in very small numbers. As a result of this, 
whereas in other Engineering cadres promotion to the 
Assistant Inspector's grade is from Highly skilled 
Grade I· or II, or Mistries, in the Train Examiners 
category, promotion will be from the skilled grade 
(Rs. 11 0-180) directly to the. grade of Rs. 17 5 -
380. This is likely to have repercussions on workshup 
and other allied cadres. It would have been advan­
tageous to have retained the . lower grade of Assistant 
Train Examiners (Rs. 180-240) and· allocate diffe­
rent types of work to the Assistant Train Examiners 
in the two ~rades so that by and large the posts in 
the two grades would cease to be interchangeable. 
The Administration may, therefore, examine the 
feasibility of reintroducing this grade by down-grading 
the vacancies in the combined grade as they occur 

· and operating them in the grade of Rs. 175-300 (in 
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existing terms). If there are likely to be prectical 
difficulties in implementing this suggestion the propos­
ed lower grade of Rs. 175-300 may be treated as 
Highly Skilled Grade I so that it would provide an 
intermediate level for Skilled artisans before promo- -
tion to the Assistant Train Examiners' grade. Gov­
ernment may also review the gradewise percentage 
distribution of posts for this category as 92.-..94% 
of the posts will now· be in. the lowest grade. 

54. We recommend the following scales of pay for 
the various categories of Ttain Examiner~-

TABLE XI 

Category Existing scale Proposed scale 
(Rs.) (Rs.) 

Train Examiner 450-575 700-900 

Do. 370-475] 550-750 
Do. 335-425 
Do. 250-380 455-700 
Do. 205-280) 380-640 with a 

180-240 start of Rs. 425/-
for Diploma 

' holders. 

POSTS AND TELEGRAPHS DEPARTMENT 

Engineering Supervisors 

55. The Engineering Supervisors constitute the 
highest non-gazetted technical supervisory cadre in 
the Telecommunications Branch of the P. & T. De­
partment. Their number of scales of pay are given. 
below:- · 

TABLE XII 

Scale of pay 

Rs. 
Ordinary Grade 180-10-290-EB-

15-380 
Selection Grade (10% of the 335-15-485 

permanent posts in the Ordi-
nary Grade). 

No. of" 
posts· 

7446 

292 

-- ---·---·---------------
56. Since the Report of the Second Pay Commis· 

sion the proportion of direct recruitment has been 
raised from 50% to 75% and the minimum educa­
tional qualification has been raised from Intermediate . 
in Science to a Degree in Engineering or a Degree 
in Science with Physics/Mathematics or a Diploma in 
Engineering obtained on successful completion of a 3 
years course after Matriculation. Under the existing 
procedure selection of candidates is made on the 
basis of the marks obtained in the University exami­
nation, those having 50% or more marks in the 
Engineering or Science Degree · examination being 
placed higher in the order of merit followed by those 
securing less than 50%. marks . and ~11 . !he 
Diploma-holders. The-directly recruited Engmeenng 
graduates are allowed a higher initial st~rt of Rs. 24~. 
The Engineering Supervisors who obtam a Degree m 
Engineering while in service a!e also allowe~ t!tc 
hiohcr start or three advance mcrements, whiche\er c . 

is more advantageous to·. 'them.· ;The • promotk1\) 
quota is filled to the extent of 10% from amongst;) 
categories in the scale of Rs. 150--300 .and to· .. the! 
extent of 15% from amongst other Class. JII engi ... -; 
neering employees on ·lower scales of pay. Promotion . 
is on the basis of a competitive examination and the 
candidates must have passed the Higher Secondary or 
equivalent with Science. and Mathematics as compul­
sory subjects and have rendered a · minimum' of :· ~s: · 
years' service in their respective grades~·· · 

' ~ .- ., f •• : ! . ,' 

57. The period of training for dU"ect recrui~s i~J4 
months and for promotees 16 months. · , The,. $ Engi­
neering Supervisors are employed on · construction, 
installation and maintenance work in all the fields' of 
telephony and telegraphy. Under the supervision. pf 
the gazetted staff, they are called . upon to. work in 
exchanp:es, whether strowger or cross-bar~ and to deal 
with micro-wave and, carrier installations. They are 
generally . either .. in , independent charge of specific 
'sections' assigned to them. or they assist the gazetted 
officers. They are eligible for promotion to the 
Selection Grade' on, the basis ·of seniority-cum-fitness 
subject to .their having. rendered a· minimum ~ervice 
of 10 years in the ordinary grade. They also have 
an avenue of promotion to the posts in the Telegraph 
Engineering Service, Class II on the basis of selection 
after they have passed a· qualifyin~ . examinat;ion •.. · 

'. "' ... 
58. The Telecommunication · Engineering· .'~uper1 

visors' Association (affiliated to the: FNPTO). ,,. has 
argued that due· to rapid technological development in 

· the telecommunication field~ their work has mcreased 
in complexity requiring ·greater technical skill and 
knowledge than before. T~is, ·according to them,. is . .· 
evidenced l?Y the changes m the ~ta~dards of t~am­
ing. On these grounds the Association has cla.uned 
that they. should. more . appropriat~ly. ~e COII~pared 
with the parallel cate~ones . of Eng~eermg ~s1sta~~~ 
in the All India· Radio and Technical · Asststanl$. ~Ill 
the Department of Civil Aviation; ~nd the Overseas~ 
Communications Service. . _ · 

59. Looking into the differences in the kifld of 
work performed, we do !lot t~ su~h pari~y woutd 
be justified with the Engmeenng Assistants. m the AU . 
India Radio and the Technical Assistants in the 
Department of Civil A vhition and in the Oversea~ 
Communications Sen ice. Incidentally, the latter have 
always had a I~ad o~er this category. For the Engi.; 
neering Supervisors m the Posts & Telegraphs we 
recommend the revised scale of Rs. ·-425--700 .. w~ 
also recommend that 10% of the posts .in: th~:·o~di-·• ~ 
nary grade should be placed in the selectiOn ~rade ·of ~ 
Rs. · 550-900 subject to our general -observat~ons; on · · 
Selection Grades. · · .. · ' · ·. · ·. ·' ~- ~ 

- . .' . I , .. 

DEPARTMENT OF COMMUNICATIONS· 
1

. _., 

(EXCLUDING P & T) 

(a) \Vir<:less Planning and Coordination Wing· ... , 
/ ·,, 

60. In the \Vireless Planning · and Coordination. · 
Branch and Monitoring Organisation _-o.f; the r~epart:-. · 
ment of Communications, the Technical, -Assistants;·' 
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Grade I and Grade II and Technicians Grade I cons- · 
titute the subordinate engineering cadre. The num-· · 
ber of posts and their. scales of pay are given in the 
table below:- ' ' : 

; .1. .• 

• I • ' ; ~ j ,! 

\ \. TABLE XIII ~ . I' • 

: l . .. ·, -I~·-·"-------~ 
Designation. Existing 1 · Number Qualifications and me-

Scale of , , . of , . thod of recruitment 
.pay (Rs)· · posts ' · ·· · · 

Technical 32S-1S-4tS-'"\ · 29: 50% direct recruitment. 
Assistant EB-20-515 Degree in· Telecommu-
Grade ~--.. ~. ; . 1 , .! nication ·Engineering (or) 
(Oass II . . '· :-< _,. Degree , in. · Electrical 
Non- ·· · · Engineering'· with Radio 
Gazetted) · 1 L ro'J · ·. ·Communications · (or) . 

·' ~:i · M.Sc. · (Physics) with 

., .. __ .,. 

' J ~ 

1 ·: 1 ; • " Wireless Communica- .· 
; "' ·. ·. · .. , tion (or) . Degree in . 

' ' t,' · · :· Physics · and Mathema-
f ·1 

·{ .1 · i tics and with one year's 
l '· . 1 'experience in the Tech- · 

• • Y, nical Wing ; of a Jarge 
; . 1 ·• R~dio o_rgan,~satwn. : 

:.- ·-·-~ n '. ~· .. · 
~ 50% pro~otion from Tech~.·· 

nical Assistant · Grade 
. . _,. , ; II/Technician ·.Grade . I 

, ·' . . ·: ~ .. · ~:: 1' <::~~ ~u/~rs 13. se~~~:: ~ 
. · · ' ·' '· · . ' • · · • · reserved for Technician · 

Grade 1). 

Techni~t '.:. 210-10-290- 127 Direct recr~itment too%. 
Assistant · ' 15-320-EB-' · 1 

• ' Science· 'Graduate with 
Grade U ls-:425. , · u one year's experience or 

! ·'-

)''. 

. · Diploma holder or I.Sc. 
· with 2 years experience 

- or Matric with . 3-5 . 
, ·: _; · . ' i . years experience. Should · · 

. ·· ·~ . ; , alsQ, be able to receive < 

. / , . . signals at 22-25 ,words 
' per minute in plain 

·; "I ; language and code. 
;) 

Technician· 210-10-290-.. ( ! · 7. :r;>irect · recruitment 50%. 
Grade I , ; 1 1 5-32()...EB . : . Matriculation and Dip-

- 15-425 ' ' ·lorna in Radio servicing. 
and two years experience 
in a factory or 5 years 
experience in a . radio 
organisation ot instal-

. lation or aerial system, 
overhead line . main­
tenance, electronic equip­
ment etc. 50% by pro­
motion of Grade ll5 

· 61. We understand that some difficulty has been 
experienced in recruitment to Technical Assistants 
Grade II. Compared to the other engineering cadres 
the promotion prospects · of · Technical Assistants · 
Grade II are more limited. There is thus a . case for 
reducing the percentage of direct recruitment to Tech­
nical ·Assistants Grade I considering that there is 
100% direct 1ecruitment to Grade II. 

62. Taking into consideration the qu~~atio~s and 
nature of duties, we suggest that Techmca1 Assistants 
Grade ll and Technicians Grade I should be i:n the 
scale of Rs. 425-700. For the Technical Assistants 
Grade I we recommend the scale of Rs. 550-900. 

Overseas Communications Service 

63. In the' Overseas Communications Service (De­
partment of Communications) .• we· need to consider 
only the following categories:- . 

·Designation Pay scale No. of 
posts 

· Rs. 
Junior Technical Assistant 210-10-290-15-320- 129 

EB-15-425-EB-15-
470 

Technical Assistant • 325-15-475-EB-20- 141 
575 

64. Junior Technical Assistants are directly re­
cruited from among Graduates with Physics as one 
of the subjects;. or three-year Diploma holders in 
Telecommunications/Electrical Engineering; or Inter­
mediate in Science~ with Physics and Mathematics as 
subjects and with a second class certificate of profi­
ciency as Wireless Operator or with two years' train­
ing or experience in advanced Radio Communica­
tion, or in the Radio/Electronics industry. The posts 
of Technical Assistants are filled to the extent of 
75% by promotion of Junior Technical Assistant; 

· the rest are filled by direct recruitment, either througp 
the Engineering Service (Electronics) Examination 
conducted by the U .P .S.C. or by ad hoc selection. 
The qualifications prescribed for direct · recruitment 
are a Degree in Telecommunication Engineering, on 
M.Sc. (Physics) with Wireless as a special subject. 

. ·65 .. The Junior Technical Assistant in the Overseas 
Communications Service is on the same scale as the· 
Engineering Assistant in the All India Radio: 
(Rs. 210--470); this scale happens t9 be higher 
than._ those applicable to similar categories in the 
P. & T. (Rs.180-380)' and in the Wireless Planning 
and Coordination Wing (Rs. 210--425). We see no 
reason to change the existing relativity and recom­
mend for these posts the following scales:-

Junior Technical Assistant: Rs. 425-750 .. 
Technical Assistant: Rs. 550-900 

MINISTRY OF DEFI:NCE 
1\lilitary Engineer Service 

66. The. distribution of Class III Engineeritlg posts 
in the Military Engineer Service in the three branches 
-Buildings and Roads, · Electrical and Mechanical, 
·and Survey-is given in the table below:-

TABLE XIV 

Designation . , , Pay scale 

1 Rs. 
Superintendent B/R, E/M 1 

Grade I incharge of Sub- }-
Divisions or . Charge 1 450-25-575 
Holders · . · : . J · 

Superintendent B/R, E/M 1 
Grade !/Surveyor Assis- }-335-15-485 
tant Grade I. . . j 

Superintendent B/R, E/M, 1 
Grade II Sur'Veyor Assis- r · 

· tant Grade II . • J 180-1 0-290-EB-1 S-380 
Sub Overseer • 110-3-131-4-143-EB-

4-155 

Total '. 

No. of. 
Posts 

201 

2659 

' . 
4913 

789 

8562 



The main demand (\f the concerned association. is 
that Chargeholders should be raised to the level. of 
Class II Assistant Engineers as in other Departments 
and that Sub 0\-er~eers should be brought on par: with 
Works Assistants of the C.P.W.D. who are in the 
scale of Rs. 110-200. It has been claimed that ,the 
duties of a , Chargeholder. are the same as tb:ose 'of 
Assistant Engineer in the C.P.W.D. At the time of 
the Second Pay Commission the practice was to de­
signate a few Superintendents Grade I to hold charge 
of Sub-Divisions in the Buildings and 'Roads 
and the Electrical and . Mechanical ' branches 
and attach a special pay of Rs. SOj-. The Commi-' 
ssion recommended abolition of special pay and 1 . a 
revision of the scale of Rs. 450-575. We understand 
that the Engineer-in-Chief is considering· the introdl!C­
tion of a Class II cadre in the ·Military Engineer 
Service, in which case, some of the existing charges 
held by persons in the scale of Rs .. 450-575 would 
no doubt be placed in the Class II grade ... We, how­
ever, do not agree that the duties and responsibili­
ties of all the Chargeholders in the Military Engineer 
Service are on, the whole, comparable with Assis­
tant Engineers in other Departments: As for the Sub­
Overseers we find that 50 per cent are being recrui­
ted from among Matriculates or Diploma holders in 
Civil Engineering; the remaining are filled by the 
promotion of Artisans in the scale of Rs. 85-128. 
Considering the nature of their duties vis-a-vis their 
counterparts in other engineering organisations we 
feel that there is room for improvement of their scale. 
Our recommendations are as follows .-

Rs. 

Superintendents Grade I \ 700-900 incharge of Sub Divisions f 

Superintendents Grade I \ SS0-150 Surveyor Assistant Grade I f \j ., ... .. I 

Superintendents Grade II \ 
·"I • 

, • II 'Ia J 

' 425-700 I C) Surveyor Assistant Grade }Ill 
' ... j •; 1 

Sub Overseers .. 260-430 

1 ' 

l\IINISTRY OF \VORKS. & HOUSING ., 
Central Public 'Vorks Department 

i 

'· <j 

' ~ 

67. There are 3,998 posts of Junior . Engineers 
(Rs .. 180-380) in the two branches of this Depart-, 
mcnt, Civil and Electrical. An all-India Competitive 
examination has been introduced this year for direct 
recruitment to these posts. 10 per cent of the perma-:: 
rnent posts are in a selection grade (Rs. 335--485). 
\Ve recommend the scale of Rs. 425-700 for the 
Junior Engineer and Rs. 550-900 for the Selection 
grade. ' 

Irrigation & Power . .. 
68. In the two wings of the Central Water & Power 

Commission-\Vatcr and Power-the distribution of 

lSl 

these posts is as follows.:--/. .L.J.·i [ vo1 :L .. ~d f.rrt. 
· .. _ · .. -•.)·; ' .l L :..:~..; ,.: n_.;·.~,~nLni> '(f'.L .. ::.ri 

:. :. r: ,.: ., lT/-BU;:X:V ~.i ... ,.J~;'.'.:"i · ... •rpi ~1 .·; 
, ~ ·.: · \ - · ! .- : • ··, ; r! ·... r- t v ~""' ; , ~ . ~ < ~~ • ~- ~ .- i 

Designation' . .; ', H :.;:...Pay'scale ·,:!:; ') 1 n ri Nuinber ~ 
• . . • • . . ' '. ··' . .. . i ' • I . f t I 

' . ' '' .. ; l ' ; f' ; ' r. -· ' 'L· 1 i . ' ';' ..... ' L '. . • .Q IPQS _S; ') 

. Design . Assistant{l'echni- . :}·. R~b 1 o"-:.425'' '(initi~f bii i ·t.; ~6SA 
· tal Assistant in the Cen-' 1

• s~art o~ Rs. '-250/J ·is%.0 'Ibid N · · 
tral Water. & Power giVenNm!Ahe-'.scale .~10b1:.rl1 ' 
.Commission and in addition a · 

· . . special pay of Rs.~t.J1&n<l :11 

R~search Assistant (Engg.) ) J3~{j~·~·: :-.n~.J~I Ir:::..b :J'N .l r 
. ·1n the Centr~l Water.&.·)-·· k•Jio.:P,·~ ,,.;,.,;:~b tl.hi66; 
.-1 Power Research. Station~. j -~ ~ ·, .... ::·:·, 1:.~>· ·,: . .'.'L·; . ~I < .. .'·

1
· 

Khadakvasla ·. · ~ · ·-" ·" ·· ·" .J'"" ' "~' "'• '· ··1 l • ...... • 

. Supervisors< •' ~·~·- rl[;C:-I: ·~n:R~l_iSb-380: (1I1UG ,,: ;;ilqg;u•,J 

. "' ":' . .', . ' . \ ' .. ·, ' 
All the posts. 9f Design Assistants/Technical Assis· 

tants and Research Assistant. (Engg.) are filled by 
·, direct' recruitment from ~ong the Engineering Gra· 

. ~· d?ates. A higher; initiaJ. sta~ an~ · spesi,al pay ~r~ pr<?.­
-•;:Y~4~,,t9 attract!good 1,En~meer~l}g Graduates<to this 
; _grade. We dct not consider this· arrangement to be 
tidy and recommend for' these posts the scale of Rs. 
550:750. The Supervisors should be in .the- scale of 
Rs. 425-700. I. ' ~ . . l ~ 

: Ci ij , .i.. . I • (~(. ~ O~J.t--Oil .! 
f(. -- - • • '!:: ~ {i~J-~ . .{)!i l. 

~ ' ' . :· r' · · • ,. ·' (' .. ,. . ~ ""'~. >~I ? f' I . • · 
· · · Posts on. other. ~chles·. ~~ pay in 'different Deparb:iu~nis · 

•:• rrt ,. ; . · • (l;·r ... ;'l t/':.fif .. c;q .r 
69. The engme,ermg posts/ m, ,othet:., departments. 

which carry the:·scales of ·Rs ... 450~575; 'R~.~3;2S.:S7$ •. 
Rs. 335-485, Rs. 210~425' and Rs. 180-380 shoUld be 
allotted the revised !Scales as indicated. above~ ~ Posls 

I which carry odd' scales of pay as listed rut·para:i- 32. 
,~ above hav~ 1been .dealt,~ with under , t}le respective 
r ' chapters cOV~ring the . concerned departmentso 0~ .II 

~~.e.r ,h;d~~, .s~~ 1 ~~~. :~~~e~~,g t~fa~d~~t"· . ~ \-
- .. ;.1 ~;.• -fir '•'.'l•(•fl·.'\ 'J;;J ~:> · •. ·r,:, I 

70. Before concludmg w1tli thiS category, we wiSh . 
to refer to the exi.sting p~actice in som,e: Departments. . 
or giving six advance . increments to, engineering .. gra· · 
duates who are tecruited ~· tQ posts for w~ch ~e ;inini­
muni prescribed !·qualifiCation is. only· an engineering 
diploma. From the figures that have been made avail­
able to us it seems. that the attraction' : ·,of a! ~ hlgper 
start for the graduate engiri.eer is resulting: in~·~' 1afge 
number of vacancies going to such graduates~ }Jrom 
the year 1966, the ~pproximate date · whe!-1 ll}is' con­
cession of advance mcrements seems· to have· 1 Com­
menced, S 1.9 per cent of the vacancies of Engineer~g 
Supervisors in the _Posts &1 Tele~aph~ ·a~d :67.6;per ·. 
cent of the vacancies of SuperviSors tn·; the·:;LWater:f 
Wing of the Central Water & Power ·commission. have 
gone to engineering graduates. The Central,; ; P,ublic 
Works Department and the Power Wing of the t Cen­
tral Water & Power Commission had; · engineering 
graduates coming into the grade of Rs.' 180-380 to 

. the extent of 24 per cent and 28 per cent respectively. 
While the' inducement· of. six advance .increments might 
have been introduced initially ·to attract .. engineering . 
graduates,· it seems to 'us ~~t ~~e exi~~ing , 'P.r~v:i.si?n : 

*Including the posts in the Farakka Barrage Contrgl Board, Ganga Basin Water Resources Circle, etc. :;,,.j • 



has been too liberal. We do not think that it is · a 
healthy arrangement to have a large percentage of 
graduate engineers in cadres for which a diploma in 
engineering is all that is considered necessary. This 
practice is not only an. unnecessary' burden on . the 
exchequer but also' involves under-utilisation of en­
gine~ring graduates and raising 'expectations iJ?. them 
which cannot b6 satisfied. This concession ·, should, 
_therefore, be withdrawn. · 

IV. Draftsmen· 

152 

veyor-Draftsman in the Chapters relating to concerned 
Departments. The Draftsmen have been given a variety 
of designations in different departments such as Tra­
cer, Draftsman. Grade I, Grade· II, Grade Ill, Assis­
tant Draftsman, Junior Draftsman, Senior Draftsman, 
Chief Draftsman, Head Draftsman, Superintendent 
CDrawlng). Estimator and Project Computer. · 

I 

72. There are 17,839 posts in this category dis­
tributed in 33 departments and carrying 30 different 

71. We deal here· With the engineering and archi- scales of pay. The. concentration, however, is in ten 
tectural drawing staff, commonly known as Drafts- , scales accounting for 16,931 posts or 95.0 p~r cent 

.1 

men •. We have dealt with the allied categories of Car- of the total. The distribution is shown in. the table 
tographers, Surveyors, Draftsman-:-Surveyors, and ~ur~ below :-

- , . . 1 TABLE XVI. 

Draftsmen in the Main Sc~es of Pay and Department 

,.·., 

, , t=~ ; -~_Works. & lid P. & T. 
· i ~ .g, .. _Housing . g ~· --'----

... tiS ·::: ~ Civil Others ~ 
· ~ ·~ o gto u :~ , :s 'Civil Archi- ·c j:l.. Engin-. .9 

·· · ~ ~ ' ' · · teet ural · ~ . eering · ~ . 
i (.',_I, . .. . ,,_ I 

7 -~ 9 10 .11 12 13 14 15 16 

2 21' 58 4647 
665. 

51 50 240 5451 
5 23 135 2647 

4 2 . 359 

1 
1283. 

55 
2 13 643 

689 
1 6 492 

1. 11o-4-170-5-200 • 1323 1803 10 571 
. 2. 110-4-170-5-225 . '555 - . 

3. 150-5-175-6-205-7...:.240 • 2097 .1469 332 343 . 2 
4. 205-7-240-8-280 · · ; ~·~·: 1558 .: •• r ,, 3141 · ·53 '!.236 
s. 180-10-290-15-380 • ~ 133. . 91 . 

. 6. 20~7-240-.1()...2~15:-JSO . . : ·, ! • ·.: • l:ZS3 - . .:::_ 
1 
I ...::._ 

·7.325-15-475 ,._. '· ,', ·" ;.;....;.··-__;,i _:.:.; '-

· s. 335-15-425 . .: --:·. :' : .. <? ·. '521; .: 21 · ... 11 L .......... · 46 
. 9. 335-15-485. -< • ,; . -- •. ,-·; ~-- '< st ... 608. · ._ :.:-

313'. 84 278 67 78 34 
.._ l· 110 . 

315·'! 68 259 ·153 35 37 
229 . 41 11 27 15 

5 .:...._·- .104 15 5 

Sl· 1 
4 16 1 

42 ' 8 1 

io1 454 16931 
~~ 45_0-~S-~1? , __ ,. -~ :''.: .,. . •. ; ~?l- 152;1 _.8 1 

~~--~~~~~----------------------------~--------
" ·- • .:· Total:- · r : :. • 5858 · ·s338' 136i t066 '285 899 198 552 487 179 94 59 

321 11. 20 Other scales; · -' • . · 210 · _ 1. >255 · - . 13 

Grand Total : 6068' 5345· 1616 .1066 298 

· 73. The 908 Draftsmen shown' in item 11 of Table 
.I .are on the. following 20 . scales :-

: . r .~ -~ J ·! ~ t ~: · _ ) •. · :! , ~ .: • , _ · ~·· 

• , . . . . ; . . Rs~ '-- ' c • ··. : :.; ~- ; Rs. ', i 

<_• {!)·tlO-tso (2l5)i; ': .. _:-· (ii>'·130-30o.CJ7); 
(in) 150-205 (2); .· -: (iv) 150-280 (8): 

: -(v) 150-300 (137); · ' (vi) 150-380 (l); 
··.(vii) 168-300 (3); _ (viii) .205-350 (2); . · · 

(ix) 210-350 (l); . . (x) 210-380 (1); · 
· (xi) 210-425 (164); (xii) 250-380 (76); 
(xiii} ·250-470 (2); · (xiv) 250-475 (112}; 

- (xv) 320-530 (5); • · (xvi) 325-430 (1); 
(xvii) 325-575• (123); ·· (xviii) 350-415 (1); 
_ (xix) 37():475 (5};. (xx) 350-900 (2). 

74. The. Sec~nd Pay" Commission recommended 
five scales of pay as follows:- .-. -

(i) 110-200; 
(ii) 150-240; 
(iii) .205-280; ' 
(iv) 335-425; and 
(v} 450-575 · 

.. 

· Where ther~ was no further outlet for promotion 
for Draftsman in the scale of Rs. 150-240, about" 10 
per cent of the posts were to be placed in the selec­
tion grade o~ .Rs. 205-280. 

• This scale has two variants. 

6 25 5 30 8 28 908 

899 198 558 512 184 124 380 109 482 17839 

· 75. Since the Second Pay Commission -reported 
~e Draft£men~ scales have remained unchanged except 
m two departments, the Railways and the Ministry 
of Defence. In the Railways the two grades of Rs. 20-5 
280 and Rs. 250-380 were merged into one grade 
of Rs. 205-380 with effect from 1-1-1965. Later the 
scale of Rs. 335-425 was merged with Rs. 370-475 and 
~e new scale of ·1_{8. 335-185 was adopted. In Elec­
trical and Mecham~ Engmeering, Army . Ordnance 
Corpse, Navy and Arr Force establishments (Civilian 
cadres) of the Ministry of Defence the two grades 
of Rs. 150-240 and Rs. 205-280 were replaced by 
the grade of Rs. 150-300, with lj3rd of the total 
strength being placed in the grade of Rs. 250-3 80. 

_76. ~ere is considerable variation in the qualifications · 
presc~1be~ for the same grade in the different depart­
ments. However the general pattern appears to be as 
follows :- . 

(i) For ~e -grad~ of :rracer (Rs~' 110-200) the 
reqwrement IS Matr1culat10n with a certain minimum 
experience the duration of which does not normally 
~xcee~ _one y~ar. I.n the ~osts & Telegraphs, (outside 
1~ CIVIl Engu~eenng. Wmg), however, Matriculates 
With two years ~xpenence or a certificate in Drafts­
manship or Civil Engineering (bo~ of two years' 
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duration after Matriculation) are recruited to this 
grade. In the Geological Survey of India, dir~ ;t a·e- I 

cruitment to th'! grade of Rs. 110-200 (Draft;mcn 
Grade III) is from. among Matriculates who h-1ve a· 

·Diploma in Draftsmanship preferably in fine arts or 
commercial arts. 

(ii) for the next higher grade of Rs. 150-240, the 
requirement is g.:nerally a Diploma in Draftsmanship 
or an equivalent quahfication in Architecture ( hoth 
of 2 years' duration after Matriculation). · . '· 

-·- (iii) the third level is generally that· of R~. 205-
280; but it is Rs. 180-380 in the C.P.W.D. and Rs. 
205-380 in the Railways. Direct recruitment to this 
level is from among diploma holders in engineering 
( 3-year course after Matriculation).- · · ·. · 

. (iv) above this level, direct recruitment is excep­
tional and whete it exists it is from among Enginee­
ring Graduates or their equivalent. Such direct re­
cruitment takes place in the Railways to 25 per cent 
of t~e posts in t~e. scale. of Rs. 335-~85_ from amol?g 
ll.E. s m the Mmtstry of Defence· duect recl1llt­
mcnt takes place to 50 per cent of the posts in the 
grade of Rs. 450-575 from among Degree holders in" 
Architecture of B.Es., or Diploma holders with. 5 
years' experience. · . . . ·. . ·; 

' ~ ' • : j ' 

. ' . . , I ' 

77. Draftsmen are employed mainly in engineering~ 
manufacturing or architectural drawing offices. Their,' 
duties consist primarily of preparing engineering and · 
architectural drawings of various types. They may 
also be called upon to work up rough sketches into 
finalised engineering drawings. These drawings may 
be us.ed for design or manufacturing purposes or may 
constatute the blue prints, according to which· buil­
dings and engineering structures, ; machines, compo­
nents etc. are constructed or. made. Draftsmen are 
also enga~ed in estimating the material required 
for execution of projects. The responsibilities increase 
as one progress along the grade structtire: 

. 78. The associations. of draftsmen have comp­
!amed of poor promotiOn prospects, early stagnC!tion 
m the scale of Rs. 150-240 (16 year~) and o~ Rs. 
205-280 (10 years). They have added that they have 
no gazetted posts to look forward to, unlike other 
cadres on the engineering or non-technical sides. They · 
have. als<? complained that even though they h~ve 
qualificatiOns comparable to the other engineering 
categories, and are closely associated with the latter 
their pay scales have been pitched low in relation t~ 
those of their other engineering colleagues. · 

79. We fin~ that fully qualified draftsmen, who 
have to undergo a two-year course after their Mat­
riculation are now being recruited on a scale of Rs. · 
150-240, or in some cases even on the lower s'cale 
~f Rs. 110-200. We feel that the scale of Rs. 150-240 
1!' r~ther .low whether from the point of view of the 
qualificatiOns demanded or of the duties normally 
performed. ~imilarly, it seems incongruous that the 
three-year Diploma holders in Engineering recruited 
for the drawing office should have a scale of only Rs. 
205-280, while the lower scale for those recrJ~~ed to 
the regular engineering line is Rs. 180-380, where 
the maximum is higher by Rs. 100/-. Regarding the 

complaint about the non-availability of Class U pol\ts 
we have felt that these posts in the gazetted,-_. ranb;. 
should no~ be · created merely to; improve: prospects, 
of J?rOmotion. We would, however, recommend t that: 
d[aftsi;Uen who possess .a three-year diploma. in en•, 
~meenng should be; provtded with. an opening to ·posts: 
m the scale o£ Rs. 550-750 in 'revised terms in .the· 
regular engineering line. This.,should .enable·.them:.to. 
l?ro~ess further and achieve. gazetted. status )n rthat: 
line if they ar., found suitable.·' - . r.; \ ',. ; !!'· 

.so. we· f~el that 'tli~xi ;i~ ~~. JU8iifi~~tio~!'tor";:,;.ili~;: . 
extStence of a~ many as. thirty. different pay sc!ile~. in: 
the range of pay .from ;Rs._110 to·Rs. ~75, in. a c~t'e="'":· 
go_ry where the l~vels_, o~ . the 1 skills .I required, • are 
fauley well established and coul<;l. ,be .expected to' , be, 
homogenotJS among the.. various departmentS.. We . 
recom~end t!tat draftsme~. should be_· assigned ·tlJe 
f~llo'!m~ r~v~ed _scal~s ·and shO?ld. ·satisfy: the_' qua- I 

lificat10n · r~urremen1:S. noted · .. agamst' each for· ~pur~ 
poses of drrect · recruttment; • : · · i • · • • , ) . • · ~ l 1 1 ' • .' :.. : • l 

. ,,; c,: .. ,: .I -~,;:1~'-'f. ';•; .~;'iJ":fl •: .: i 1·. 1.1 •.. 

. '; •. '!!· ··: .TAuLli;'XVll~·( .. · (:;) .. ; i • .H,.) ·· 

~ ~· h __ t. ·• i· ! ., , : • ··i j • .I .> . . '~ ~ .:.. \ l :: 'L/ ~~ ·:.~ . :. T :· '.: ~ : t 

Level Proposed , 1 ·:QualificationS 'fol: ·direct:, ' .1 

scale (Rs.) · J • ' recruitment·' · 1 J .. ~ t · • ' f.-, 

I '· 

II . .' 

Ill. 

IV. 

v. 

. , ' .. ·;. .~ '. . ~·, ·: •' ·' 
'~ ·: ~: :h· 260-430 ;<Matric,. plus., one;< year's, :ex .. ::, 

., ,.,, . • ·. :;perience.;.>l'.if''l. ,•;• 1 .1 • 

., . ~30-560 · Matric · plus.. 2-year diploma . 
' t! ' ' '- ': ~ · ;1 

' in· draftsmanship'· ·or" its L · 
'· 1.' f, ~ ~ '. =' l~) ·~·~.J .. equivalent~' .·: ·;:,~i-.'.'.it ···~ 

.: ... , . 425..-700·. :Matric .plus 3-year·~ diploma,,; 
· ·' in engineering or its 

· equivalent. · 
550-150 Degree in engineering or 

its eqoivalent. . . 
700-900 Degree in engineering ~ or . 

· its equivalent with ·.ex-
perience. · · ·, 

81. Our specific recom.mep.dations ·.for the r~vision 
of the populous grades are.as follows :- :.. 

(i) All the posts which are· now in the s~ate 'o{ 
Rs. 110-200 should be brought on to the scale' of 
Rs. 260-430. In. the . Posts and Telegraphs Depart­
ment (outside Its Civil Engineering Wing). where the 
prescribed qualification for the grade of Rs •. 11 0-200 · 
is Matriculation with .a Diploma in DraftSmanshio,: 
the duties in these posts should be. examined tQ; see: 
if any of the posts would deserve to be phced iu. 
the next higher gra~e .. · Such posts should: l>e pl~ced m: 
Level II. The remammg posts should be. m .. · Level 
I. The grades of Draftsman III (Rs. 110-200) : ·and 
Draftsman II (R.q 110-225) in the_ Geologica1· Stir.: 
vey of India should be merged and placed in Level 
I; however, as here too the J.}Uali.fications for direct 
recruitment are Matriculation with a 2-year diploma 
course in draftsmanship the duties in the posts should 
be examined and such of the posts as, would deserve 
to be upgraied may be placed in Level II. In future~ 1 
the qualification requirement for recruitment; to the 
grade of Rs. 110-200 should be already prescribed: 
above. .. . · 

(ii) All the ryosts now in the. scale of Rs 150-240 
!~hould be brought on to the scale of Rs. 330-560. 

· (iii) The post in the scale of Rs. 180-380 should 
be placed in Rs. 425-700. Half the number of posts 
in the scale of Rs. 205-280 should also be placed in the 

.. 
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same· ;scale. The remaining half· ;of ·the posts should 
be placed·in the scale of Rs. 330-560, provided that 
where th~ number of posts in ·the scale of Rs. 205-280 
is less than 10% of those in Rs. '150-240 all the posts in 
the· scale of Rs. 205-280 should be ·placed in the 
J:igher .:scale-of· Rs.J;J425-700. In-the Railways the 
existing· scale of Rs.~ 205-380 ·is- the result. of a fairly 
recent- merg~r ·of tJre 1SCale; of Rs.f 205;,.280 and Rs. 
25().;3 80. 'As a transitional measure, persons on 1 the ' 
present scale of Rs. 205-3 80 • may be 'given . the scale 
of . Rs. 425-700. }<or the future. recruits th~ ·general 
scheme should be adopted.;, Direct: • · recruits· with a 
Diploma · in :Draftsmanship · br. its equivalent should · 
be placedJn~the scale 'of Rs.·-330-5~0, and those with· 
aJ Diploma .in E11gineering. should be placed in the 
scale 'of Rs. 425-700. 1 ,., .. IJ,.; i·-"·" ) . 1 

J • 

J '/I ; ; ~, ~ ~~· ,. 11 l • ;·1 ':t :J , ..< U, _: \ "i !,; I ".d ~ ! ~ _ · , ~' . ; I : .. ·· P 

•yl! i ,. ·:···: ·y! I ru,.-1> rL•:" ··:::·.' J. .r i.· .· · ·, . ; 
;(iv). The,-,Sen,ior;'D.rafts~an .. in: thei·1Archaeological: 

Surycnr ·of, Ind~a,. the $enior Archit~~t~~l Assistant in • 
the Central Public Works ~epal\!ment 1an.4 ,Draftsman 
'C' in the Department of AtoiDic· Energy are in the 
scale· of Rs. 325-575;,Draftsman 'B' in the Depart­
ment of Atomic Ene!gy )~ on Rs. 25~-~75. -Jn ·view 
of the need .. for···· mrunt~mng. , the·· eXIstmg Internal -
parity' of ilie diafuman in these grades with other 
categories .. iri t ihe ·-same .. organisation~·-we recommend 
for·these·two gcades,-thc1 revised scale of Rs. 550-900 
vnd Rs. 470-750-'·respectively. For similar reasons, 
the,·. diiftsnian gtades· ·in the· Survey of India should 
be revised a!dndicated~ln the Chapter on the Depart­
ment. of, Science .and·· Technology*. There are .13 

("':: : , "· ,~ n .. 
'j"< ·:;.:~ 

posts of Senior Architectural Assistant in the Archi­
tectural wing of the Central Public Works Depart-. 
ment. There is direct recruitment ·to all these posts 
from among graduates in architecture. ·These pOClts too 
~hould be in the scale of Rs. 550-900. 1 

(v) The posts on the remaining scal~s· of pay 
should. be allotted to the different levels as follows :-

Rs. 

Level I 
' 110-180 

Level II 
130-300 
Level Ill 
150-380; 

TABLE XVIII 

Rs. 

260-430 

. 330-560 
'. 150-205; 

425-700' 
205-350 
250-380 
550-750 .. 

Rs. 

150-28Q 

210-350 
250-470 

Rs. 

150-300; 

210-380; 
. 210-425 

LeveiiV . 
325-430 l 325-475;. 335-425 . - 335-485; 

Level V · · ·. ~ 700-900 
450-515 
Standard Class II Scale · Rs •. 650-1200 ·-
350-900 

V ~ Ferro Printers 

3?0-475; .. ~-

Rs. 

168-300 

! 

350-475 
'320-530 ' 

; 82. Ferro· Printers are employed to prepare copies· 
of finished charts, drawings etc. There are 1246 posts · 
in this category in 18 departments and on 11 . scales 
of __ pay. The- concentration is in the ;Mini'itries of 
Defence. and Railways and ·in 7.- scales of pay. The 
distributio:n .is given in the. tab~e below :- . · ' 

. ''j _.. ' :;. i ' ·:..· •. ,-,. J \ -:\ . 'ITABLEXIX 

. ,.Seal~;, 
Rs. 

.. Jli •. l • \.j t • 

Defence Rail­
ways 

lrriga- ·Posts. & ·Trans- Works·. Labour Home Others Total 
tion '& • {Tete- , port & & Hous- & , Affairs 

,,· Power . ~aphs Ship- 1 1 ing . Emp- . · 
ping '' ' · · · ' loyment · 

I' t '.I . • •. • ,, ' 
. ,. I ,.._ • ,i '• J ~ ,_ ~ • r ..-

70:-t-85 ... ..~dl·r: • : •.. :; ~·)· .•· .'~ •. :r- ."':'""'.:/, (~7 
7~1-:;8~:;2-9~;; .r ;.;1 j[:•,'.'L·i :-oi • , ..;; 9:4 '~; ~ ;; 
75-;l-8~2-95.:....3-:-110' ,;;· ! • ; . :.; r./:. · ·' i. :d r_,. ' < 4 .'t 

8~1-SS--<-2-95-l-'110/i. -_ :i;;. •. ::i..:~o t l .. . .:/1:· .. 235 .. : 

8 ~~: ·z· 95 ~110 1 ·:1 • .-, ".ci• ·: ·.l 
.J-, ,_ _.,._ ' .•. / " .; L- .l. , } • ' • 

85-2.:_95-3...:110-3-'1.28:: r ~ '' : ." ~ ' 

tos.-:.3.::.135. •. _. ,J 1.·; ;,·· · 
lt0-3~131> • :.~ i • ;-''' .. ~· • ' • 

t't0-3~13tr4-t.75~5-t~o·~. .',·~~... . _ '· · 
U0-1-170-:5-200l I ... '1 ', ".111 ; • - .. , ( ,· 

. . ' ' ·-;. . '-~ ,- .\_),_,_...... .... , 

90 .::• .:..:::.. 
·. ioo 

422 

5 36 .. 

2 

31 

6. .1; 

1 

-
-

18 19 
3' 

9 

· 9 : I ' 10 " .: 1t 

1 

9 

- 2 • -tot 
96 
4. 

236 
1 l 

90 
100. 

29 529 
I 4 

15 83 
2 150;-:~-17~~205:-;7;-2~~ <: ~-1-i 1 • : '.- . . .: . ' 

----~~--------------------~~~--~-----t. }d l ' .. •. J L. 

· Total . , .. · I • ' .... 61.2' 445 ' 45 32 21 120 13 . 10 48 . 1246 .... 
-~~----~------.~-~--~ .. 7.~.------.~.--~,7.-. ----~--------------~----~---------

I A variety of designations. are in u.se· in the d~erent .· 
deJ)artments . namely, _Ferro· Khalasts, ~lue Pnnters, 
Ferro Printers, ' 'Asststant · Ferro Prmters, Ferro 
Typers,i Ferro ... Type · Printers. . ~racer-cum-Printers. ' 
Plotters etc. · · ·· ' · · · 

83.' The top grade in this. line ?.s that of.Rs. 150-~4.0._ 
There' are· only two posts m this grade m th~ Mm~­
try of 'Irrigation. 84 Power; these are superv1sory m 

•, Chapter 42. 
<~••' II. 

nature and are filled by promotion from the grade of 
Rs. 110-200. In the Ministries -of Works & Housing,. ' 
Health, Finance, Transport & · Shipping, Information 
& Broadcasting, Railways, and Irrigation & Power, 
there is direct recruitment to the grades of Rs. 
110-131, Rs. 110-180, and Rs. 110-200 from among 
Matriculates with experience. Posts in other grades 
are filled either by promotion from the lower grades, 
or by ·direct recruitment of those who have passed 
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the middle school examination and have acquired TABU xx 
some experience in the line. Exceptionally, there is -----.-------------------
direct recruitment to the grade of Rs. 85-128 from ... 
among Matriculates with 2 years' experience, in· thei 1 '1 /J l l Exis(~.)les 
Research and Development Organisation, and in the 
Dlfectorate General of Inspection under thei Mi:nistll ·) r H I • 1 !", 
of Defence. The lowest scale in this category is of · (i) 70-1-85 • 
Rs. 70-85 which has been given to Ferro Khalasis in 
the Railways and two similar· categories in a few other 
Ministries. : ' I -

84. We have reviewed the qualifications that bav~ 
been prescribed for direct recruitment to these posts 
and the grades and categories from which they are 
promoted. It appears that there are differences in 
the nature of the duties performed by the Ferro Prin­
ters in the different departments and as such a num • 
ber of grades would be justified. However, there does 
not seem to be any: need for as many as 11 grades 
that are now in existence and many of which differ only 
slightly from one another~ The scales. which poV! exist 
should; be broadbanded into five scale~ , ,as . given 
below:- .. 

I :. ,. 

Proposed scales 
(Rs.) 

(i) 185-220 

· Qualifica,tions 
for direct· re-o 

cruitment 

-· 



CHAPTER IS 

SCIENTIFIC SERVICES 
i',. .. : 

\ \ . ~ 

Oassl 

Classll (Gazetted) • 
(Non-gazetted) 

I 

TABLE I 
-\ 

6,928 

2,133 
2,702 

The bulk of the 'scientific staff are employed ' 
under the D.!partment .of Atomic Energy and the 
Department of Mines,· and the Ministries of D.;:fence 
and Food. and .Agriculture. The, Ministries· · of 
Finance, Railways, Industrial Development, Irri-. 
gation and Power, Tourism and Civil Aviation, and 
Supply 'and the Department of Sc~ence and Techno­
logy·atso employ scientific staff, but in smaller num­
bers; isolatea posts exis~ in other D.!partments' as ~elL' 
It is a measure of the increased tempo of scientific acti­
vity undeJ: the Government, arid the importance that 
the Government· attaches to it, that the number of 
scientific posts in Class l, Class II, and Class IU ~as 
increased from 7,126 at the .time of the Second 
Pay Commission . to 22,026 on 1st January, .}971 •. 
This expansion is in addition to that which has taken 
place in' . th! autonomous scientific organisations 
financed by the Government, such as the Council of 
Scientific and Industrial Research, and Indian Coun­
cil ·of Agricultural Research. The distribution of· 
the scientific staff under the Gov~rnment by classes 

' class 111 10,263 

Total .• . ' 22,026 

I.· Class I Services and Posts 

· , 2." .The . regularly constituted Services account 
for less 'thari half of the· Class I scientific establish­

. ment~ These are the Defence ·Science Service, the 
1 Geologists Cadre of the G~ological Survey of India, 
the scientific cadres of the Botanical .and Zoological 
Surveys of India, and of the India Meteorological 

is shown in the Table below ·:- . · . ' 

-. Department. The scientific posts under the De­
partment of A~omic Energy which constitute the 
largest group in the Class I ca!egory, ~vt: n~t b~en 
organised into a regular Servtce. The dtstnbutJOn 
of Class I scientific posts in the typical Class I scales 
of pay is given in the Table ·below :-. . ~ . . . 

TABLE II 

Distribution of Scitntific Officers in Class I scales of pay among the various Departments/Ministries 
·- (as on 1-1-1971) 

Pay· Scales (Rs.) 
I 

Atomic Defence , Geologi- : India Food& Botani- Zoologi- Others Total 
Energy cal Meteoro- Agricul- cal cal 

Survey logical ture Survey Survey 
} . Depart-

ment 

Higher Posts (8 scales) 21 15 1 1 ~3 4 45 

1800-100-2000 4 6 3 1 14 

1600-1 00-2COO - 8 8 

1600-100-1900 . 14 14 

1600-100-1800 . 2 4 6 1 1 3 17 

1300-60-1600-100-1800 45 38 1 1 85 

1300-60-1600 14 61 14 36 23 149 

1100-5~1200-100-1500 184 5 189 

11 00-5~ 1200-60-1500 253 .I.- 253 

1100-5~1400 42 2 2 17 63 

700-5~1250 589 629 309 50 90 15 21 81 1784 

7~1100-50/2-1250 4 37 40 81 

~800-5~950 1030 817 762 72 74 23 37 283 3098 

4Q0-400-450-3~600-35-67~EB-35-
82 842 950 731 3 26 

Others (20 scales) 223 62 '286 
----·· 

2910 1704 1141 141 319 42 61 610 6928 
···---·------------ -- - --
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3. In the Class I, most of the direct recruitment 
is to the Junior Class I grade. Normally about 
half the Junior Class I posts are filled by dire~t recruit­
ment, the remaining being filled by prori?-otJOn from 
the Class II. The s~nior Class I posts m the Geo­
logists cadre of the Ge~logical Surv.ey of India, in 
the Zoological Survey, m the Botantcal Survey and 
in the India Meteorological Department are filled 
entirely by promotion from the Junio.r C~s I. In 
other cases one or the other of two vartants ts usually 
adopted, viz. either a fixed percentage of Senior Class 
I posts is set apart for direct recruitment, or a general 
provision is made for filling the senior posts by 
promotion o~ by direct recruitmen~ as deemed ne~es­
sary. Still higher posts are filled etther by promotton 
or direct recruitment in most of the Departments~, 
except in the Geological Survey and the India. Meteo­
rological Department where they are filled only by 
promotion. Where direct recruitment is undertaken, 
serving officers are also eligible to apply if they 
satisfy the prescribed conditions. 

1S7 
/ 

of the scientific research. and ·.development work in. 
this country is carried .out :under the aegis ·of. the 
Government-whether directly under it·· or·, under: 
. the autonomous . councils and the :·public, sector. 
undertakings financcdJ by .. :it. Not. having: a .re~d~ 
supply of scientific talent. availabl~. ou.t~ide,;1 ; JhQ .. 
public sector has perforce -to. nurtur(! ·and.cde~el.OP.r: 
this . talent within itself •. i : .. : . ,. , j .1 , :1 ~. :. T .. 1-::• .• ~ ,. ' 

. ' . ' '...; ~ J •> • •• ' 'd .1 ·~ •. f··.:~ .··-"'~ .! :; : ~· /. 

6. The .• associations of' scientific :.officers have· , 
highlighted the disparity iii · the~ career\; prospects · 
between a scientific career and one in the administra-· 
tive services. They have criticised the •· existence· 
of a large· number of grades' in the ·scientific ~iervices 
as being inimical to ~earn :work. I The specific' pro~ 
posal gel)era.Uy made by them ·is' forl a: long' time~ 
scale of pay ·that :would integrate lhe :existing Class 
II,· Class I Junior,' Class I Senior, the'""Junior:;Ad:. 
. ministrative grades . and', { in. '• some·' 'cases;r: the :next 
higher· Ic;vel also~ ':The ,proposaJ. further: contentJ 
plates that there·' .should''. be-~ efficiency,' bars~ in :thi~ 

·long scale S(j~that 'otlicers.·'who' do .not 'come up'1td 
4. We shall deal with the recruitment practice the mark 'are held 'up att these stages·:_jnlthe· scale.~ · 

as it exists in the Department of Atomic · Energy .~ and· thosej ·who ' show·; unusual) 'ability;; would·' earn 
in some detail later in this section.. In other depart- · advance increments: Above .. this .. long· time-scale, 
ments the qualification prescribed for direct recruit- : the associations have envisaged two or more higher . 
ment to the Junior Class I Grade is usually at least\ grades which would be applicable to sci.:ntists of 
a Second Class Master's Degree in the appropriate outstanding merit and to the Heads. of LaboratQri~s . 
scientific disqpline followed by two years' research \ and·· other scientific institutions. The highest of 
or other app'ropriate experience. For the Senior these grades would reach the highest salary achievable 
Scale of Class I, the required qualification is generally \ in the entire civil service. ·· ' · · · -·---· · 
at least a Second Class Master's Degree with four , , 1 

to five years' experience. For the higher grades, 7. The officers of the Defence Science Service 
a . Ph.D. with experbnce is gen~rally required. A · ·.have made a slightly different 'proposal fo~· :JJ,aving 
new feature that has become evident in I the last de- J one scale of. Rs .. 600-3000. The ... normal run of 
cade is the increasing induction of persons with engi-~ · . . scientists would move only 1 up . tQ r the , . stage, I of. 
neering qualifications into the scientific research and . · Rs. 1600 in this scale. The abler . scientists would 
development organisations. In the Department of .' go up to' Rs. 2500 and the outstanding among1 

Atomic Energy and in the Ministry of Defence, an . these would reach Rs. 3000. Beyond this, .there· 
Engineering Degree is generally prescribed as an . ··,·would b~ a fixed pay of Rs. 3500 · for the Scientific 
alternative qualification to the science Degree • .' Of --- -Adviser to the Defence Minister. · 
the 1,281 Class I officers recruited to the Depart-
ment of Atomic Energy during the ten years from 
1960-61 to 1969-70 as many as 577 possessed engineer­
ing qualifications. 

S. Scientific officers carry out a variety of tasks · 
depending upon the activities of the Department 
in which they serve. These include basic and applied 
research (some of which is aimed at import substi-
tution and development), extension, survey, ex-. 
ploration and inspection. Many of them serve·· in 
an advisory capacity, where their work may be con­
cerned with such diverse fields as economic planning 
and internal security. At the. higher levels they 
have been increasingly call~d upon to formulate 
policies and carry out administrative tasks in areas 
where science . and technology have an important 
bearing e.g. in agriculture, nuclear power, munitions 
and weapons dev~lopment, tele-communications, 
medicine and general industrial development. At 
present six scientists are working as Secretaries t? 
Government. We have mentioned in some detatl 
the enlarg.:d role of the higher scientific establish­
ment under the Government to underline th~ need 
for recruiting and retaining scientific officers of such 
calibre as is necessary for the adequate performance 
of the tasks now being entrusted to them. Most 

8. To assess whether the existing gr~de. structure 
and pay ·scales were . enabling~· :ttte Government to 
recrUit scientistS (>f the requisite calibre, ~e made 
enquiries int'? th_e' quality''?f c~nd.idates whp, e'~tered 
the major scientific cadres dunng the l.ast ten years. 
The percentage of First Clas.ses am~ng· the candi­
dates appointe.d from 1960 to J970, IS .~s. follows : 

Depa:r,t~ent of At~~ic En~rgy • · 
Irrigation and Pow:er:... · ·. 
Defence Science Service. 1 • 

India Meteorological Deparment • 
Geological Survey of J~dia .. ·. .• 

71.3% .. 
': ·: 6f1.7% 

, I 'S~.O% 
· ... ·sn"o·% , .. r: ~-- .vr·. . .. 

i •.• 3~.'5~~ 
. . ' 

\ , ! , . ~ ( 'I f < . ,. 

We are not sure whether these percentages, . good 
as they seem to be, can be taken as a correct index1 

of the success achieved by the Government -in: re .. , 
cruiting and retaining scientific personneJ , of the. 

. requisite quality. We understand that in the.Bhab~a 
· · Atomic Research Centre of the Department of Atom1c 

Energy the number of scientists and engineers who· 
resigned in 1967-68, 1968-69 and I ?69-70 was res­
pectively 103, 76 and 122. This gives an average .. 
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of about I()()' per year.!-' The. Bhabha Atomi~ · ~e-:- a more ·congenial env1ronment for· research 'work 
search Centre has a strength of about 2,000 scientists 3.1\d · the ready availability 1 of research 1 'tquipment, · 
and engineers. ·r We would have considered a wastage·· may have played ·in persuading i them to· adopt this 
of '5% through resignations as serious 'but for the course, it willperhaps be ·conceded that an adequate 
fact that the officers who left this Centre after: being proportion 'of the ' best. scientific talent • produced . 
trained there;) seem ~to t.have idrifted: to~ other insti.. by the country has to be harnessed for service under i 
tutions 'ot ·have left fot pursuing highe~ studies- else:- the ·Government. · To. be able. to do i so;. it is not 1 

where. The number of resignations from the Defence enough that well-merited·· candidates are .:recruited· 
Science Service during the five years prior to 1971 is ' but it1 is equaUy ·essential to· give _'them a reasonable· 
stated to be 45. ·):The Geological Survey has reported · degree' of satisfaction with both pay ·and conditions · 

. ·recruitment. ancl retention ·,_difficulties., ;,~;'::,I;:_ '; of work. ·And this can be achieved to a great extent· 
.~. 1 1,,, >L:: ._.L ~-: · : ,.-, iJ;,.:~ ,_ -:1 , _,l ! ... .-, r r:: .. · .': if the financial rewards of a scientific career,' to the' 
._,)::_.; . ·.:·· ;,·:i·.J;iil.J • .. iiA ·,",:r .· .·n" ·_,;J best·among the_ s~ientists under. th~·Goyernme~t;; 
; _, . 9., We h,ave seen a ,epo.rt .of an enquuy conducted are comparable wtth · those · available to the best 
reeent1y .. by. the·· Institute,: of, Applied .. ~anpower among''those who' are serving the' Government ,in· 
R~search on,: the, ':brain drain'~·~:{The·:w;~port men~ other, fLVocations. We have .approached the revi~· 
tions th~t t abo\l,t ~ ~,000 I . qualified L scientists I (i.e.; sion of the pay structure of the scientific' cadres keen-; 
M,Sc~'s) representing 9% o( 1 the_ . total stock I wer~ ing -~this. broad consideration in ·view. · · ' · - t · 
staying.-~ab~oactin_l967._,;'f1t~.Report.._adds,_"Sensi-r ·' .A;,;i:.l/·u" 1· • .•• ,, ) ' · 11 ·'· 

tivity .tq internal wage.iflequ_~Ji.ties ,has~growp' along · -~~ vi-~~ ·: ': ~>!. , ~" ·-" ·· ·.,. '_ .. 
with. the.knowle.dge .. o('strJlcture~ el~wher~:~fl: Wht1ei 10. The Table below !clearly demohstrates that 
it,may be, i41~ .t<> specl1late, up_oiJ. .th~.extent t()which; the prospects in the scientific services are nott at 
wag~ strJJ.ct~re. alq_ne may,h3;ve 

1
i¢lue:pce_cLthe:.migra:-.: present,, comparable with those in~ the. other, cadres 

tion. o(. scienti~ts;;,~n tl 1,.the. part- ot,her 1 factors .such: as. a~ministrative or,, technical · :-- 1 r 1 - . , r. · 1 _ 

.-~lt~·J~-· .. !i:j; !_:::cL L"i-rlJ J·;(,rf/-... ~;n· .. rn~i~r:i. ~.':)!~1. /~:.:~ · _.:, .,-' :. 1 r·} .r .: ~ ~ l 

1 ··::.:;·: :..·:.··r' 'il• (,{/l 1. ~-~.r.iilr...- :<u: <'('( r:J,.;:._.,,:,.;; ~l:TAB~-!!ill-: ,"· ~ )'.;'.,;· ., .. :• I ,._,1 .. , . ';, 

~-: 1 (.:~,_ t si·'~~~if~·~j: . e: t/:!. 1 ;'' ::J;,; .· ~-~·~-~!.~.~~ ~~-~~~~~-~~~~~~~~~~~~~~~~~ 
Nuln.ootofCtasslposts-l! :.,\J 1,1 k.; :i .. -r;: ::L:Ciasil.') . · ·;taassl,'1: · r: · · No:n-teclinicat.L' _,,Indian·,_.-' 

· 1 ·}, ,1. j1'. , <~T ~ · i·:';'';lci ~-·; '1-' i·, 1 Engineering Services• ScientifiC: posts/, 1; ClassiServices(c) .. jAdministrative 
· .~~. 1· .• ',·;,.=-: 

1
.' ..•• -1·:·. 1· -·ri··.· .;·.· ;.1,r1 ... 1··1· '.·,·.; 1 ,~, ~.(a} .. . 1

1
• • .'(',services ,·1 .. r:·1 .· •. · ,-. . .·,,. . . .-Se_rvice(d'. 

1
,, 

... ~ .• 6'f/,..~l .. )JI·''""-~' (~'--.:,~l"·ft .,;.;·.,._.JJ .. ,c'~LJ.~·:,...,-r.,~ ,.,., __ , ...,. i.,. '/': 

•r.,:; ~-;(, ljJj..; .,..~:.,;·J -.i:a ',•ii,..l.;_• ·:.. <· ~tt •~i~ ;, ... 1 .,..., 1 -~ ..... _ 

·; ,_ I :1 J 1 ~; II .1 ,.' ; '] ':. ( j . , l .. '. . : / . ' ) : , ;. J . {J " J . f r l 1 

~itblpay ····r•·: .. -:;,· .... -·,·(i 'J·'• ., - '!''!·•;, 'fll··- .... .. :Jl~," ,.-,1,;.:4, ·rt: ' ,.,/, -:· .... : ·· .. .- '. 
J -· " • (. ... ..J j _. .. :;c... -· .) . s ., ) ... t. ~~ i j l j ' (. '.J i A '" ... . • I. , ' - • I 'j, ~- l ~ ' • I ~ l t ' 

:(i).Pf.~s~,l~QP.and<ab~ven:..LlriL ,:~J;f~i~-- 1~ -_1);:,:~ -~ r· ., 5~76 / .Ln;, r)::.15~:f;,;l. .· 178 ,._, 1: 1 .·: _;·: r:{462 
1) fl:ll IHnwn :..di .o0rd.- und.-·}i ·11) ~:... J~; %> ~-!J: 'I (()._9%},:··.1>.· · · :·,. (3.3%),i 1. .:: ;·:· ~18.0%) 

··tii)betweenR~!l100and1Sdoo. :..q~n·V:Ji;N' ,J,.:ir.i>812 :i._;u 1 r 1 :,:842(b)·-··L·;. ,:•i:·_.;· .'947 1 ~· Jf'~:i; ~ - 1 · 
r~··; j/1 <:1.jJit:..;:;2 ·urJL : dT _-,:r:P ;:·;r!J n: uL.JI (ll~8%) t !. rli(l2.2%) ·: - · · 'J (17.5%) •; .. s.J ; · '· · 
(iii)Seniot:scale'f~'·••J ''f'r IFJ ~()-". ~)l nj ,,·, •. 2590 1•.. • •2001 .;•; r:f .•. : .... ·pJ ~' _.11119 

·(")J nio ... scale· I,(.H .· · '--···fl..; •.. [ 1 ···.· -. -·'3286 ·· 
: ... · .. ~--:-:t'r··;. ,.__ ... ~ ·;,/;- · ·.·· ,-_-, :· ·' .· •''(37.8%) ,
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~~ •• ,~ -~ .. il ·~·~~ ·cn:t .~f'1.~ ~JI i~--~:: ;: ... : !'(47.9%) :,•; •J: (58.1)% ~ 1 . ··· :_ 1 (79~2%) 1 ' : (38.5%) 
:L; :; t / ~ :. , .. n ~ ;~: . ,; i r,"l"l, ....... ____ ....;...:.------~~--'-----..;.._......:__.... ___ __ 

.TOTAL 6864 · :1u1 J] · . .'6928 1 ., . , l •· 5404 ! :J) '2571 

"'.:~·:itr .. · ... : .. : ... ,·i __ ~~-;~; .• ;,·:._.:.-;l··;~·.:l ... 5[//('.J•.·.~; ()-~ ,!_.. __ .: ···.-.f~- _.---_~,:.;. _ ---~--t-! -.1 • ~ 
c. . 

1 
(a) Excludes· higher posts .held. on deputation etc; also excludes general management posts shared by the Railway Engineermg 

. . ' , ~- '' Services. ' ~overs. 1_5 organised Oass. I Engineer~g Services. · · · · · · · 
, / , I 1 • . .j ,; , ' : J .Jl e I j • ' r ~ • , -· ·. :' ,J 1.J ~ J 

L,, (~) .. ln~l~des SIX:_POSt1s ~~~~~~gat,~~·:-~00,0/-: ,c_,-:-.: ~~~:·; . 
. ' ' ( {c):,E~<7I~~e~ J¥gh~~ po~ts. held. smAeputation .. ; Rove_r,~ ,all the organised Ce$al Class. I .(Non-:technical) Services. . -
, , , _ -{d) .The Indian AdminiSJ:rative Services has no Junior Administrative Grade: but its Senior Scale is Rs. 900.1800. The number 
· / _ , ~ noted includes those working in the States <,>niy; the number shown in the columd. Rs. 1800/- and above .includes Slection 

· •· · ·Grade (Rs: 1800-2000)and higher posts up to Rs. 3500/- QCCup~ed in the State.· but does not ·includes posts held o.a 
deputa~ion at the Centre. . . . I . ' · : 

1 
• ·· , 

{e) including 342 Junior posts; 263 Leave{rraining Reserve, and 385. Deputation Reserve· (States) . 
. ,... ~ .. . . . .. 1 . rr·r, J .I . ' I. Jf, 11 ! ... : I ,c " - • , , • " • t 

-ll. When the Second Pay Commission, reported,: · unfavourable grade composition,' the career pros· 
the. distribution of posts at the variom~ levels in. the; pects~· are further circumscribed · by. the fact that a 
Scientific Services was : J~nior Scale~3% ;· Senior: scientist has generally to look for promotion: within 
Scale--43 %; "Junior Administrative Grade"-' his own speciality and for an able scientist who does 
10. 8%; Higher post~3. 2 %; These ratios have· not have a higher post available· within his speciality, 
deteriorated during the last decade. There are promotion is possible only if he chooses to move- to 
now tw<? Juni~r Scale posts. to each Senior Scale a hi~h~r po~t in another speciality, or to a post of an 
post, while earlier the p~oportlon w~ s 1 : 1.. !Jtou~h admimstrattve ·. nat~re. In -.our view such moves 
the percentage -of posts In the "JuniOr AdmirustrattVe are harmful to the commumty and to the individual 
Grade"· ltas improved slightly, the proportion of scientist • as these may go counter to his own predi-
higher p~sts has dropped to 0. 9 %· Apart from the lections and be. wasteful of both time· and effort. 

'..I •Report ~f Inter-Ministerial Group on "Brain Drain"-IAMR 1?71. · 
J . 



Opportunities for such movement are also very 
limited. We understand that in the Department 
of Atomic Energy flexibility exists in creating higher 
posts for promoting the deserving scientists. The 
same flexibility does not obtain in most other De­
partments. The Second Pay Commission, which 
addressed itself to this problem had recommended* 
that in the research and development organisations 
the distribution of posts in different grades might 
be as follows :-

Higher posts • • •· 
.. Junior Administrative Grade" 
Senior Scale 
Junior Scale 

S% 
20% 
4S% 
30% 

12. The Second Pay Commission mentioned· that 
these percentages were illustrative and not rigid, 
and had envisaged some deviations in the case of 
the surveys, etc. The present position as indicated 
above (Table III) is much less advantageous than 
what the Second Pay Commission had thought 
. proper. 

13. The Second Pay Commission further recom­
mended a scheme of special merit promotions under 
which posts were to be created ad hoc in the scale of 
Rs. 700-1250 or in a higher scale for the promotion 
of outstanding research workers. This scheme is 
now in operation along with a scheme of granting 
advance increments for recognition of meritorious 
work. From the information available to us, neither 
scheme seems to have been used extensively. In the 
last decade there was only one case of merit promo­
tion and only in 63 cases were advance increments 
granted. 

14. We discussed the demands of the scientific 
officers with a few senior scientists and other witnesses 
who appeared before us. Some of them have favoured 
an integrated time-scale of pay as, according to them, 
the present structure and the available career pros­
pects do. not provid~ sufficient incentive for good 
work wh1ch the long tJme-scale would ensure. Certain 
other eminent scientists, on the contrary, felt that a 
graded structure more or less modelled on the present 
pattern was essential in order to maintain keenness 
and to su~tain performance .ef ~ high order. They, 
however, suggested substantial Improvements in the 
existing scales. 

15. We feel that the time has arrived when not 
only the scales .of pay but the promotion prospects 
also should be Improved so that a positive incentive 
is provided to the talented Science graduates to seek 
scientific careers under the Government. It appears 
to us that since scientists are initially drawn from the 
same source. l'iz., the more meri!orious university 
gradua!es and post-graduates, whtch also feeds the 
professional categories, the ·administrative services 
and the academic world, we should endeavour to 
re~res.s the bala~ce at present tilted against the 
sctentl~ts. There ts a further general issue which to 
our mmd, deserves attention. In administration,' as 

•Page 158 oCtheir report. 
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~lso to some extent in the various profes~ions, experi­
ence is rated highly because it has'. been found to 
increase the effectiveness of the Government servant, 
owing to the wider knowledge, greater· maturity and 
the more tempered judgement ·that is· ass()ciated with 

. it. The scientific career, particularly for 'a worldng 
scientist, as opposed to an administrative or a mana- . 
gerial scientist, is primarily creative; .and eXperience . 
by itself need not be ·given the same importance. 
It may also happen that a 'w~rking sci_entist ·. ; may 
reach the peak of his creative ac~ivity comparatively 
early in· life. 1 Further, the ·mere possession;:of"high 
academic qualifications does riot necessarily gua{antee 
that such a:. person has 'the makings of· an' excellent 
researcher or 'a creative· scientist: Persons witll these 
gifts are indeed rare, .. and 'it is' but' fitting 'thatl they 
should receive recognition at atf early stage oftheir 
career. We feel that the -paY, structure"for scientists 
should ·be designed bearing these. ·aspects Jn ·mind. 
Since the functions and duties o( the scientists· 'are 
different from those of the administrative and tech- , 
nical wings; 1we have ;attempted to; devise: a·Npay 
structure which is iSpecially:tailored .to: their., needs. 
and those of the organisations they .man~" (we·: have 
also tried to ensure that the opportunitie~ ofadvance­
ment for the meritorious' scientist in his own line are 
comparable to those.ofthe highes't~drnini~trative and 
technical cadres. , .' '".. ., ~' ·,· ··, ·: 

1 
., ~·r~~I ··, .. "' 

1 
y • 1 ·,~ i,.,.,.~ ) J ··I)" t .. · .:...~J I l),·.l' ~.<. 

• 'I ' I: . ,·' ~~ !.; }',~~~;)(;~~/~ ·!,: •. 

16. We f~el. ~h~~ 1 

both 
1 ~h~ ~~~~r~t~~~~~e· rand the\ 

management 'of the . cadre should l be so·: arranged 
that the more meritorious scientists-as ·judged by 
their performance-are given faster promotions and 
higher emoluments., Furthermore, timely promotion 
should be made possible with.ln: the· broad, area of \ 
the scientist's chosen or allotted field ·of work. The ' 
long integrated scale ·could,· no .dou~t,l ens~e s~me 
of these objectives but :we: are· inclined ;to the vie~ 
that but for some exceptions, 'a long tJ.me-sca!e Is 
generally unsuitable for. scientific work ~s the.re IS no 
demonstrable· positive link· between pay~ and per­
formance. Further, as we . have mentioned . above, 
research potential is ·a . rare gift~ an~ even , for the 
managerial scientists it ,e~not· be clatm~4 t~at all of 
them succeed in developmg the ·qualities · of man 
management required at the higher levels :~here a 
team has to be forged and a progran;tme adnumstered. 
Even though efficiency ba~s may_ be mt~rposed, a long 
time-scale of pay would fad to differentiate adequately 
between the average and the able scientist, and conse­
quently, it would be generally wasteful· of resourc.es. 
We are of the view that a· graded structure wh~ch 
facilitates the reward ·of good work throu~h sel.ectlve 
promotion would serve as a powerful mcentive to 
bettel' performance. Th3;t the .pre.sen~ graded structure 
has failed to achieve this obJective IS because of the 
unfavourable grade composition and the consequent 
lack of adequa.te opportunit~es for adva~.cement. The\ 

osition coUld be greatly Improved, If · adeq.u~te 
hexibility is bui!t into t~e structure· for per~ttmg 
the timely creation of htgher posts, to whtch ·~he 
abler scientists could be promoted before frp.stratlOn 
sets in. . · ( · ' · · 



17. We understand that in the Scientific Civil 
~erv}ce of the Unite~ Kingdom a system known as 
flextble complementmg' has been followed with 
success. An officer in the lowest grade, viz., Scientific 
O~ce~, can be promoted ~o the higher grade of Senior 
Sctentdic Officer anytime after reaching the . age of 

1
26 years, irrespective of the occurrence of a vacancy, 
provide~ _his work pnd other qualities justify_ such 
promotton. The total_ number. of posts in the two 
grades and not the number in each individual gr1de 
is .fixed. . Deserving _Senior. Scientific. Officers can also 
be promoted ,to .th~ next higher ·level .oCPtincipal 
Scientific Officers .. by .creating new posts if necessary, 
. ~ro~ided the. number o.f posts in the grades of Scien-
._tific; Ojficers, and Semor Scientific . Officers on the 
one band, and those in the grade of Principal Scientific 
Officer and. in, ~he Jtigher grades . on the· .other, 
d~es not exceed. a certain. ratio .. The, . :United 
King,dom system has, been· commended at a 1 recent 
U!lit~~ :Nations · S~minar,~, for. general." acceptance. 
..... '. ·: ~ ~ r. -· ~... -~··" r t .. ,.· , , ~' ; 1 I .• :-.; J . - : r ~ 

·: ,We feel that it is worthwhile adopting a somewhat 
similar ~rrangement. and· we: accordingly recommend 
the .fo~o~ing concrete. steps ::~' .·! . . ~. ' ; , ,.·: · 
_ ·:: _,. ~ '• ; - ; 1 J •;"" , · .• _ .r ....... • • t _-; ; ; • . 1 • • -, ... ) , • ' r .. ~ , 

.. }.,:(t) ·As tq most, of the organised central Class:I 
V·l -~.·1 ;.t Servic~s ~romotio.~~: t~i ~h~ ~enior Scale,iq 

. . the Sctenttfic Servtces also should take place 
· aro~nd the 6th ·year of entering the Junior· 

Class I Grade. To ensure this, the number 
of Junior Scale and Senior Scale posts taken 
together should be fixed for the establishment 

_ . J .!. , and ,_the '<D~partments .should; .be given ~the 
: ;··_: · ·ifreedom· .to: vary the. individual .numbers: in 
·~_J '· ~·'iheJunior:and,Senior Scales .. ,'<:·,· , -n~ •; ·, 

. ~) .• ":l;·~.> ... · ·.··~ \).L':~ ..... i ,i ... ~·; 1···. -- • .·":·'·· '1 ~·· 1 r-.-,~ -- • 

1 .' · . . (ii) Flexibility.should; be pe~itte~ts6. that posts 
k' .. ~ ·/1 .. abovel the:.Senior· Scale also can be readily · 

· ·· .1 .... created :to accommodate· able scientists who' 
. ; ; ~ould otherwise be'held up for lack,ofvacan .. 

· . ·· . · ctes. ! • The · Departments ·should be ·allowed 
. _.;to crea!e add~tional·posts if necessary, in the 

• -·· .. ~; 1 grad~. Immedtately·. above . the·. Senior Scale 
. '' .. for· the promotion. of merited scientists. 'The· . :·c · number of posts in the grade immediately· 

· '. : · , above the Senior . Scale should · not exceed 
• '• 1 I! .: 30% of the total number of posts in the-Junior 
; . · · ·.. -'. Scale, Senior Scale and the next higher grade 
: -. . . ta~en. toget~er. We. envisage· that normally 

· : thts proportion would be well below the stipu­
~ ; .. lated figure, so that there is .always room for 
· ·;; . recognition of · the · meritorious scientists. 

While we would be averse to prescribing · 
. any particular . ~nimum service period for 

· such a promotion, normally a . scientist 
,_ '· ~hould hav~ worked for, say, about five years 

m the Semor Scale before. he is considered 

~ '(i~/:: ::: ::::::;~d~":· ~sui~ of the 
'flexible complementing' that we·. have re~ 

... commen~ed in sub paragraphs (i) and (ii) 
· above Wlll be personal to . the incumbents, 
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and on vacancies arising owing to the further. 
_ /" · promotion, of their incumbents, or otherwise 
V these posts will revert to the level at which 

initially . sanctioned. ·. . · . · , , 
. r ; -: 

(iv) We do not consider it necessary to re~om~~~d· 
. . this, flexibility for the . creation . of .posts in 

· the· still higher :grades. · We understand, 
however, that the Department of Atomic 
Energy enjoys the flexibility to create higher 
posts also; we would not like to disturb 
this arrangement: In most of the · other 
scientific organisations such higher posts 
usually involve directorial or administrative· 
responsibilities and normally the number· of 
posts at this level should depend on the needs 
of. . the work and cannot remain flexible. 

· · However, we recommend that as a recognition. 
i , .. of the contril~ution of the outstanding scientists 
, • it should be made possible to prom:>te. them: 

· ·,, . '.to any of the prescribed higher grades, com-· 
· · ·' · · m~nsurate with ·their merit, by creating new. 

posts on a personal basis. To distinguish. 
this provision from the 'flexible complement-' · 
ing'. suggested. earliet; we would describe these 

· ·· · ~ other appointments as 'special merit app'oint-. 
·· ·· · · 'ments' .. The provision for such appointments 

, should also be used ~o enable an outstanding 
· · scientist, if he so chooses, to stay on in his · 

··own particular ·field rather than. move to a 1 

' · higher post outside his field · of specialisation 
or into administration. · · 

. !., •• 

(v) We are of the view that scientific research 
. -'is· a field where it is possible to appraise the· 

contributions of an individual scientist with 
an acceptable degree of objectivity. Pro­

·.· .cedures for this should however, be so devised 
. '• as : to inspire confidence . in the , system · of 
. appraisal. Accordingly, ·.for the effective 
implementation·: of' the: scheme. of 'flexible. 

· complementing' and · special merit appoint­
. ments, we suggest that promotions in the 
Scientific Departments should . be made on 
the basis of periodical assessments (say, 

: once or twice a year), by one or more Com­
mittees consisting of the head of the laboratory 
or , other : scientific institution and outside 
experts· in kindred. disciplines.-· We· refrain 
from going int'l any further details regarding 
the composition and the procedures of such 
. Committees. This may be settled . at the 
highest 'level, in consultation with the Union 
Public Service Commission, a1d the National 
Committee on Science and Technology. . . 

. (vi) These recommendations would apply to. all 
· ·the scientific posts except those pertaining_ 

to administrative and advisory functions in 
the Ministries and Departments. We think 
that these . recommendations, if necessary· 

' . ---------------
•u.N. Inter-regional s~.nimi.r on the Em;lbyment. Development, and Role of Scientists and Technical Personnel in the ~blic 

.· •. ,. 

Service of PeveJoving ~o1mtries (Ta<>hkent 19~;;9\. 



with minor modifications, should be appli­
cable even in the scientific surveys and 
exploratory organisations also, like the 
Anthropological. Geological, Botanical and 
Zoological Surveys, which today have a 
hierarchical structure. 

(vii) The provision that exists in some scientific 
departments of direct recruitments to the 
Senior Class I Scale and the Junior Ad­
ministrative Grade, or its equivalent, does 
not seem to have been used to any appreciable 
extent. With the flexibility that we have 
recommended for the creation of posts 
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. at these levels. it should be possible to induct 
experienced scientists from outside without 
jeopardising the promotion prospects of those 
already in service. The scales that we have 
recommended for these two grades are, 
in our view, sufficient to attract young and 
meritorious scientists who may be staying 1 

abroad. Further, in fast developing technical 
and scientific fields it is of supreme importance 
that persons closely associated with scientific 
developments in the advanced countries, 
and with current knowledge of research work 
there should be persuaded to enter Govern­
ment research laboratories, and to impart 
their knowledge to their colleagues. We -
recommend that in all scientific organisations 
there should be provision for lateral induction, 
by direct recruitment to a reasonable per-
centage of these posts. · 

18. We now proceed to discuss our proposals 
regarding the revised scales of pay for the Junior 
Class I, Senior Class I and, the grade above the Senior 
Scale in the Scientific Services. 

Junior Cla"s I anti Senior Class I Grades 

(i) The junior scale of Rs. 400-40-800-50-950 
and the senior scale of Rs. 700-50-1250 for the Scienti­
fic Class I posts cover a shorter time span as the 
rates of increment in these scales are higher than in 
the standard Junior Class I and Senior Class I scales 
of {'ay applicable to the other Class· I Central 
Servtces•, technical as well as non-technical. We· 
have considered whether it is necessary to continue 
with these differentials which were specially recommen­
ded for the Scientific Services by the Second Pay 
Commission. Some of the witnesses felt that it was 
not necessary to persist with these differences specially 
when the Class I engineering officers who, in anum­
b:r of cases, work sid~ by side with the scientists, 
are on scales that have a slower rate of progression. 
\Ve think that with the provision that we have made 
for fkxibility in promotion to the Senior Scale it 
should b! suffici~nt if the junior scale of scientific 
s~rvices and posts is the same as we have recommended \ 
for th: all-India S.!rvices and the Central Class I \ 
Services. We accordingly recommend the Junior 
Scale of Rs. 700-1300. · 

(ii) As regards the Senior Scale, in view of the. 
fact that the scale of Rs. 700-50-1250 has a higher 
career value than the standard Class I Senior Scale 
at present, we recommend that the Scientific posts: 
which are now in the Senior Scale of Rs. 700-50-1250 
should be gi~en the revised seal: of Rs. 11 00-1600**. ,, 
The rate of mcrement proposed in this scale is the 
same as for the other Senior Scale posts. Scientific 
posts which are on a Senior Class I Scale, other than · · 
Rs. 700-50-1250, should be placed in the revised I 
scale of Rs. 1050-1600. . , . · · . ·· . : .. . 

Grade next above the Senior Scale ... · 

(iii) The most populous scales. at this level are • 
(i) Rs. 1100-50-1400, (ii) Rs. 1100-50-1200-60-1500 •. 
(iii) Rs. 1100-50-1200-100-1500 and (iv) Rs. 1300-60: 
1600. W~ recommend the revised scale of Rs. 1500-
2000 for the posts which are at present in the scales of 
Rs. 1100-1500 and Rs. 1300-1600. For the po.sts 
which are now in the scale of Rs. 1100-50-1400 '·we 

1 
have recommended the appropriate revised ~cale · 
while dealing with the concerned D~partments. · 

Des~ite what :we have stated earlier, th~re might . 
be certam exceptional cases, where a long time-scale 
may prove· advantageous, and provide · the: most 
suitable arrangement . under the circumstances. 

. We observe that there may b~ cases where the field · 
of work of a scientist is so highly specialised that it 
does not admit of the employment of considerable 
numbers, :or the adoption of a graded structure. In 
such cases it may b:: difficult to create. posts in the 
higher grades on the basis of the percentages we have t 
suggested for purposes of promoting the abler scien-l 
tists. We recommend that Scientists in these ·orga-1 
nisation should be recruited to the Junior scale in; 
the normal manner and should, on being adjudged 1 
fit for promotion, be placed in a scale which is a com-1 
bination of the Senior· Scale and the next higher! 
grade. This merged scale should be Rs. 1100-1800J . . . 
Higher ·posts 

(iv) Above. the" grade of Rs. 1300-1600, the nilni­
ber of higher posts is· relatively small. At present 
these posts are in a large number of grad~s, l'iz. 
Rs. 1300-1800, Rs. 1600-1800, Rs~ 1600-1900, · Rs. 1600-
2000, Rs. 1800-2000; Rs. 2000-2250, Rs: 2000-2500, 
Rs. 2250-2500, Rs. 2500-2750, Rs .. 3000 fixed and Rs. 
3500 fixed Official witnesses have supported the 
demand for upgradation of the higher level posts in 
the Scientific Services. Our approach in recommend-· 
ing the scales for. posts at these levels is that the 
remuneration at the highest levels in the scientific 
disciplines should be comparable with those available 
to the Administrative and Technical cadres. This 
approach .has led to our recommending a relatively 
large enhancement in the present level of remunera­
tion for SQme of these posts which we fee]. are under­
valued at present. Further, we think that in most 
cases the potentialities and the importance of the. 
scientific post at the higher levels as also its job-con­
tent get transform'!d by the qualities and ability of the 

•The comparison is with the split s~lcs and not w_ith the integrated Class:I scale. 
•• Member Secretary dissents ride his Note of D•ssent. 
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individual who fills it. Contrary to the normal run 
of posts under th~ Government, w~ feel called upon 

. to ~ugg~st that for top scientific posts, it is necessary to 
tak",! congnizance oft he meiit and worth of the indivi­
dual scientist, and the pay of an outstanding scientist 
should b:: fixed according to his individual mertis. We 
accordingly recommend the following general pat­
tern of grades for the sd~ntific posts at these levels:-

\ ' . . 

Outstanding Scientist and Heads Fixed pay in the range of 
of very important-'Labo- Rs. 3000 to Rs. 3500. 
ratories. 

} 

Heads; of Scientific• Organis- Rs. 3000 fixed. 
ations with large field forrr.· 
ations. , _,r~-
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Other Heads of Scientific 
Organisations or .Laboratori.:s 

· or Deputy Heads of major 
organisations. 

Rs. 2500-3000 or 
Rs. 2250-2750 or 
Rs. 2000-2500 or 
Rs. 2000-2250 or 
Rs. J 800-2250 
d:pending upon the size 
and importance of the 
organisation. 

19. We have recommended one or the other of the 
above scales for individual posts while considering 
the various Departments in detail. 

Geological Survey of India 
20. The Class I scie11tific posts in this survey are 

organised in three cadres, namely, Geologists, Geo­
physicists and Chemists. The distribution of the 
posts above the Senior Scale is given in the 
Table below:-

TABLE IV ·.' . 

----------·---
Pay scale (Rs.) Geologists · . Geophysicists Chemists 

Director Gene~al (1) _ 
'_l.' 

Deputy Director General (6) : 
I -

2250--2500 

1800--2000 

1600--1800 : Director S.G. (25% of the post~ 
- of Director). · r-

Chief Geophysicist (1) . Chief Chemist {1) 

. 130()-1600 'Director_(5J) Superintending Geophysicist (6) Superintendin: Chemist (4) 

j ·, 

· 21. The selection grade and- the ordinary grade 
of th~ pirectors· (G.!ologists) sh<iuld be merged and 
replac.!d ·by t~e scale of Rs. 1500---2000. The posts 
of th-, Superintending G~ophysicist and Superinten;; 
ding Ch:!misr should also b~ in this ·scale~ · -

' ,. ' " ' ' ' I 

. · Po'sts of D~puty Director G~neral· and the Direc~ 
tor-General are open only to the Geologists and not 
.to the Geophysicists and C.mmists. Thus the posts 
of Chief Geophysicist and · Chief Chemist are the 
highest posts in the respective cadres and the. incum­
bents have· no further avenue of promotion. We 
recommend for both these posts the revised scale. of 
Rs. 2000--.,...2500. · ·· 

_ .... 
' . . 

Tlie ~: Deputy Directors - General hold ·charge 
of the five circles into . which the whole country has 
been divided 1'or geological mapping and ex­
ploration. As such, these posts carry important 
responsibHiHes, and w~ feel that substantial. impro-:­
vem~nt is justified in their existing scale. We recom­
mend for these posts the revised scale of Rs. 2250-
2750. -

22. We feel that the present scale of the Director 
General is not commensurate with the size and im­
portance of the organisation which . he heads and 
the responsibllities that he carries._ We notice that 
some years ago the Committee on Organisation of 
Scientific Research had recommended for this post 
a fix~d pay of Rs. 2750. We think that a' fixed pay 
of Rs 3000 would be appropriate and recommend 
accordingly. 

•M-:!mber Secretary dissents ''ide his Note of Dissent. 

The Defence Science Service 

23. In conformity with our general approach to 
the scientific scales,· we recommend the following 
revised scales for the Class I posts above the Senior 
Scale in this service:- • 

Designation Existin~ Scale PropCised seale 
{Rs. {Rs.) 

Principal Scientific Officer. 1100-50-1200- 1500-2000• 
100-1500 

Deputy Chief Scientific 1300-60-1600- 1800-2250• 
Officer. lf'o()..1800 

Director. Grade II. 1600-100-1900 2000-2500 
Director. Grade I or Chief 2000-100-2500 2500-3000 
. ·Scientist. 
Scientific Adviser to the 3500 3500 
· Defence Minister. 

! India Metrological Department 

· 24. The pay scales of the Class I Scientific· posts 
above the Senior scale in· this Department are as 
follows:-

Designation 

Director 
Deputy Director-General 
Director-General of Obs~rvatories 

Existing- scale 
(Rs.) 

• . 1300-60-1600 
• 1600-1800 
. 2250-2500 

For the ·Directors we recommend the scale of 
Rs. 1500---2000. The pay-scale of the post of Director­
General, Observatories has been revised recently. 
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Also k;!::ping in view the fact that the research 
ori::ntcd inst!tut~s under this D.!partment have 
b:e_n separat•:d and formed into autonomous organi­
satson-.. w~ recomm~nd for the post of D.:puty 
D:rector G.:n~ral tho! seal.! of Rs. 2000-2250, and 
for th! post of Director G.:neral. the scale of 
Rs. 2500-2750. 

Department of Atomic Energy . 

25. T~e Class I scientific. J)?sts in the Department' 
-o~ Atomtc Energy have a dlstmctive grade structure, 
wah t.wo parallel sets of gra~es, namely (i) t}le normal 
or SClenttfic grades, and (n) the·: research or 1 'fast 
track' grades. The distribution_ of posts is given in 
the Table below:- · ; . 

TABLE v 

Normal scale 
---------------------------

Grade 

so 
SF 

SE 

SD2 
SOl 
SC2 

SCI 

SB 

Scale 
(Rs.) 

1800-100-2000 
1300-60-1600-100-1800 

II 00-50-1200-60-1500 

700-50-1250 
700-40-1100-50-1250 
400-40-800-50-950 

'400-400-450-30-600-35-
670-SG-35-950. 

3 50-25-500-30-590-EB-30-
800-EB-830-35-900. 

Number 

4 
45 

253 

589 
55 

1030 

731 

178 

Research or Fast Track· Scales.· 

Grade 

Director, Bhabha ;, Atomic 
Research Centre. 

Outstanding Scientist/Engi..; 
· neer. 
Outstanding Sci~ntist/~ngi­

neer. : ·; 

Sc~le. ' 
(Rs.) . 

3500 

'3000'' 

2750 . 
j' 

Number . \ 

... / 1 

9 3 

Nil 

H. .. 
G 

. • ~.. 2500-125-2750 . i 3 
2000-100-2500 . . l3 

F 
; ,i 1 

E 

D 

c 

! ~ 

a· 

' . i ' 
1400-70-l680-SG~70-1750-100- 17 

1950. ~ • .:' . : '; i •. i} 

1300-60-1600 . ' 14 

1100-60-1400, f •.• ; 

:· .... : \ -'~ · .. :: 
750-60-1050;. l -·' 

' ;, ,..· " 
'I fl2. 

• ! • I J ;' 

·, I 500-50-750 83' 
I • 

·-~-----------:----:-r--------_..:_~_..,......___,_.:._.:......;...~___:.·: .. 

26. Th:se scales ·apply to scientists as well as • 
e.ngineers and both are uniformly designated as scien­
tist/engineer of a particular grade. Scientists who 
show special aptitude for research are placed in the 
research or •fast track' scales which carry higher' 
mcremental rates than the corresponding normal 
scales. We understand that officers placed in such 
scales can also be put ~ck to the normal 
scales if their performance is not up to the mark. 
Initial recruitm!nt is to the grade of Rs .. 400-950 
(SC: I or SC2). The minimum qualification required 
!s etther a second class M. Sc. with at least 55% marks 
m the aggregate, or a second Class B.E. with not 
less th:m 60% marks in the aggregate, or a first class 
B.Sc./B.Sc.(Honours) with at least 65% marks in 
the aggregate. Candidates are selected, on the basis 
of an interview, by the Department itself which has' 
been exempted from the requirement of consulting 
the Union Public Service Commission. The recruits 
arc trained in the departmental school for a period 
of. one year in the requisite disciplines. Successful 
tratnees are placed in either SC2 or SCI depending 
on their gradation at the end of the training course. 
A few of the physics and chemistry trainees who fail 
to make the grade are absorbed in the lower grades. 
Direct recruitment to the higher· grades also takes.· 
place from among experienced scientists. All pro­
motions within the scientific establishment are on 
merit. which is p::riodically and systematically asses­
sed. A'i mentioned earlier. there is flexibility in 
creating posts in the higher grades for promotion 

•' ' . t 

purposes arid, according to the Department;no sden.l 
tist. who deserves promotion 'is denied it for: Jack' or 
a vacancy in :the higher grades. Amdng . the scales 
peculiar to this Department is the ScaJe of Rs. 700--
40-1100-50-1250. i I • ' ' '! . 

· 27. The association of officers 'of the Bhabha 
Atomic Research Centre has - proposed .. that . the 
fourteen existing normal and 'fast. track' .scales should· 
be merged into the five scales as given below:~ ' . ,. 

li) Rs.· 600-50-900-60-1500 (by~ merge'r of _SCI/ 
SC2/B) . · · . . -· ·:;·_ · , ' 

(ii) Rs. 1000-60-1600~75-19~0 (by merger o('SDl/ 
SD2/C) ' ' I . . ' • l ' . ' . I .. ' 

i (iii) Rs. 1400-75-1700-100-2200 (by merger ofSE/D)' 
(iv) Rs. l700-I00-2000-125-2500 (by merger of E/ 

SF/F) · 
(v) Rs. 2300-125-2550-150-3000 (by merger ofSG/ 

G/H) 

according to the proposal the· standard Class II grade 
'SB' would remain separate. It has beeri. further 
urged that the •fast track' grades hav~ng served the 
purpose· for which they were initially introduced, 
viz. to attract talented research workers into a nf'w 
organisation, should now be abolished. For the 
three highest grades the association has proposed 
fixed pays of Rs. 3500, Rs. 4000 1nd Rs. 4500. 



28. During his evidence before the· Commission; 
the Secrc:-t"ry of the D~partment explained- his pro­
posab under which the 'fast track' grades of 'E'. 'F', · 
'G\ and 'H' would be merged with the normal scales. 
The details of his proposals are given below: 

(i} R~. 550-50-100~~60-1300-(by merger of SB 
70-1440 CJass II/SC1/SC2) 

tii) Rs. nsq-50-1000 (replacement of Grade 'B,') 

{iii) Rs. 800-60-1100-70- (by merger of SD1/SD2) 
1450-80-:1850 . ~ 

(iv) R.,. 950-70-1300 
:; . 

treplacement of Grade 
'C') 

• · (v) Rs. _1200-80-1600-90· (replacement of Grade 
2050 . · · SE) 

. l 

(vi) Rs. 1200-100-1700 (replacement of Grade 
. ~D') / 

(by merger ofE/SF/F) · · (vii) Rs. 160J-100-2000-
125-2250. . 

. . 
tviii) Rs. 2500-125-3000 thy merger ofSG/G/H) 

- • • ·• -. 1 l ' " 

He also prop·osed the· replacement of the three· top 
grades of Rs. 2750, Rs.5."3000, and Rs. 3500 . by a 

_ . single grade of Rs. 3500. · 

~. 1: ' : • • ' ' 

. 29. We have gained the impression that the 
'scientific community_ in the Department of Atomic 
Energy has grown . with, and got accustomed to, 
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the. structure of normal and ··fast track'. grades, . 
and from all accounts the system has yielded divid­
ends .. The flexibility allowed for creating higher posts,. 
which in turn permits.th~ recognition and reward of 
merit by promotions as ·necessary, has ·also preveuted 
any sense of; frustration. We are,'· therefore,- averse 
to suggesting any change in the existing :system and 
recommend that it should continue. 

... . t' • ; ~ 

30~ As -regards the views of tJ:ie Secx:etaiy of the 
Department on the question of merging the different 
grades; we · feet·· that· except· where ·such ·scales· are· 
close enough at present, the. Department itself would 
be in a better position to take a decision on the suggest­
ed mergers, in the light of the revised pay .structure 
that is being tecommended for scientists as a group. 
Further, we refrain from recommending the substitutes : 
for the 'fasttrack' grades 'B', 'C'-, 'D', 'E' · and 
'F; the Department· may determine ·the revised 

~Member Ssecretary dissents vide his Note of Dissent~. 

' 
scales with referenee to the main scales recommended 
below:-

TABLE VI 

Grade Existing scale (Rs) Proposed scale (Rs.) 

SCI 
SG-35-950. 7ro.l300 

4~50.30.~35-67~ } 

SC:2 ~800-50.950 
SOl 7004o-1100-50.12~0 • 1050-1600 
SD2 7ro.SJ-1250 . . Iloo-1600* 
SE 1100.SO.l200.6o-1500 • 15ro.2000* 
SF 13ro.6o-l600-l00-l800 • . 1800-.2250* 
SG tSro.l00-2000 • • • 2000-2500 
G 2000-100-2500 • • • ] 
H 25ro.l25-2750 . • . 2500-3000 
Outstanding Scientist/Engineer 2750.3000 l A fixed pay in the 
Director. Bhabha Atomic Research 11ange of Rs. 3000 

may be prescribed 
Centre 3500. land Rs. 3500 as 

depending upon the 
ability of the indi­
vidual scientist. 

Other Posts . 

31. For the class I Scientific posts in various 
other Departments we have recommended suitable 

• r revised scales while discussing the individual depart-
ments concerned. However, in order to make 

. the present narrative comprehensive, we give below 
the revised scales recommended for the Heads 
of certain Laboratories and other scientific insti­
tutions-

Designation 

TABLE VII 

Existing scale 
(Rs.) 

---------------------------~ 

Propo~d scale 
(Rs.) 

Presidert. Forest Research 2000-125-225!) 25ro.3000 
Institute and colleges. 

Director. Botanical Survey J60o-l00-l800 · 2oro.2500 
ofindia. . 

Director. Zoological Survey -do- 2~2500 
- of India .. 
Chief Chemist. ·- Central -do- 2aoo-2500 

Revenues Laboratory. 
Director. Combined Foren- -do- ·· 2000-2500 

sic Science · · Laboratory 
(Central Bureau of In-

. · vestigation.. , Department' 
of Personnel). 

Director. National Test. 1600-100-2000 2000-2500 
House (Ministry of Supply) 

Class ll . Gazetted · Posts 

32. The Table below gives the distribution 
of gazetted Class II posts which are' filled either 
by direct recruitment from among those having 
a science or an ·engineering qualification, or by 
promotion from lower non-gazetted scientific posts:-
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TABLE VIII 

DiMriburion of ClaH II (Ga=tiiM) Scientific Posts 

Pay scale 
(Rs.) 

I. 590-30-830-35-900 
2. 620-30-800 
3. 590-30-800 
4. 530-30-650 • 
5. 400-25-500-30-830-35-

900 . . 
6. 400-25-500-30-800 
7, 400-25-500-30-680 
M. 375-25-500-30-830-35-

900 . . . 
9. 350-25-500-30-830-33-

900 . . . 
10. 350-25-500-30-830 
II. 350-25-500-30-800 

f 12. 350-25-500-30-680 
13. 350-25-500 30-650 
14. 350-25-515 . 
IS. 325-25-500-30-800 

. 16. 325-25-500-30-650 

Total 

Defence Rail- Atomic Food 
ways Energy & 

Agricul-
turo 

2 

2 

711 19 178 169 

711 19 178 173 

33. There is a good. deal of direct recruitment 
. to these posts-to 75% of the posts of Assistant 

Geologists in the Geological Survey to 50% of the 
posts of Assistant Meteorologists in the Ministry 
of Tourism and Civil Aviation and to 50% of 
the posts of Junior Scientific Officers of the Defence 
Science Service. In the case of the Class If posts under 
the Ministry of Food and Agriculture, which are distri­
buted in a number of small directorates and other orga­
nisations, the direct recruitment ranges from 100% 
to 50%· Most of the associations of scientific officers 
have proposed that the Class U posts should be merged 
with the Class I posts of the corresponding cadre~. 
The continuance of the .class [[ cadres in the bigger 
organisations entirely devoted to research and deve­
lopment was not favoured by some of the witnesses. 
Another witness who heads a large establishment 
was however, not prepared-to merge the existing 
Class II with the Class I and was in favour of merging 
it with the Class H (non-gazetted) and Class rn scien· 
tific cadres. Others witnesses did not see any ob­
jection to the continuance of the Class II and express­
ed the view that the grade served as a valuable 
promotion channel for the Class HI and non-gazetted 
Class II. One of the witnesses considered the Class 
II cadre as desirable from another point of view 
riz. thl\t it could absorb at a suitable level those 
candidates who are otherwise well merited but fail 
to enter into a Class I post by mischance. 

34. Elsewhere in this Report we have given our 
views on the general issue. In respect of the Scienti­
fic Services in particular we do not feel 'justified 
in either suggesting the merger of the Class II posts 
with the Class I posts or filling them entirely 
by promotion. fn . many of the organisations there 
may be no suitable lower posts from which promo­
tions could be made. Further direct recruitment 
to Class II pests would be necessary where experience 
of a particular kind is being sought. 

·Mines Tourism Ship- Scien- Indus- Health Others Total 
& ping tific trial 
Civil & & Develop-. 
A via- Trans- Tech- ment 

tion port no logy 

4 . 6. 

'~- •. 4 I 4 
~ f"" • 

1 ': 1 - ... 
10 .. 

,, 
·~ 10 ·-

2' 6 '10 
5 • 5 
3 3 

- - 6 6 

453 248 49 26 132 198.5. 
36 - :'.,J 36 

30 '19 .. ; so - 1 --' ,· 7 ·- 8 - 1 ;., - 1 
3 •· .. ,. - 3 

......,.. ' 2 .. ~·,.'1 ' 2 
t'f" 3· 

'., ;; 3. 

453 249 4 92 36 75 .. 143'' '2133 

35. We do not see any· justification for. the large ~ ··~ 
number of scales that at present exist . for this group, 
of posts. We have dealt with many · o£ these . posts 
while discussing the inidvidual departments,· specially· . · 
where distinctive features exist either in view of their 
responsibilities or of their position . in the . cadre. as 

· a whole. In other cases the . existiJ;tg scales should 
be revised as follows :- . . . , . 

1 
· • 

'': TABLE IX ·. ·;: 
Existing scale (Rs.) · · ~ ~ ·, ,, Proposed scale (Rs .. ) 

(i) Rs. 620-30-800 1· · · 
~: ~~~~8::~~·35-900.. • . . . (i) 840~.1200·" .. ~ 

(ii) Rs. 400-25-500-30-830~35-900 
: Rs. 400-25-500-30-800 •• 

' Rs. 375-25-500-30-830-35-900 ·' 
Rs. 350-25-500-30-830-35-900 
Rs. 350-25-~00-30-830 . ' 

· Rs. 350-25-500-30-800 .. 
' Rs. 325-25-500-30-800 ' • , 

. (iii) Rs. 400-25-500-30-680 . , 
Rs. 350-25-500-30-680 

, Rs. 530-30-650 • 
Rs. 350-25-500-30-650 
Rs, 325-25-500-30-650 

(iv) Rs. 350-25-515 • 

Ill Non-Gazetted Staff 

.. .. 

'' (ii) 65~1200 './ , 

(iii) 650..:...960 j ' 
(iv) 550-900 

36. We consider next, the non-gazetted* staff 
of the· scientific category. The total number of 
such staff in lhe Class III and Class II (non-gazetted) 
is 12965 as against 4658 at the time of the Second · 
Pay Commission. Although they are distributed 
in 25 scales of pay, the concentrarion is in 10 scales 
and in nine departments as shown below :-

*This refers to the Class III Pnd Class II (non-gazetted) staff 
for whom a B.Sc. or M.Sc. has been prescrited as the essen­
tial educational dualification. In many cases a Degree or a 
Diploma in engineering is an alternative qualification. Also 
included are posts· calling for a Matriculation or equivalent 
with Science as a subject, or supporting posts for clearly scienti-
fic activities. · · 

I 
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T"'BLE X 

Distribution of Scientific Posts (Noll-Gazetted) 

Pay Scale 
(Rs.) 

Defence Tour~ Atomic Agri- Rail- Health Mines 
ism & Energy culture ways 

Irriga- Edu- Other 
tion & cation Deptts. 

Total 

\ \ 

. 1. (a) 325-20-425-25~575 
•. (b) 325-15-475-25-575 
· . (c) 325-15-475-20-575 
2~ 325-15-475 . 

. ~· 325-25-450 
4. 250-15-475 

· 5. 210-10-290-15-320-EB-15-

425. 

6. (a) 1 50-5-240-8-280-10-300. 
(b) 150-5-200-8-280-10-300. 

. (c) 150-5-160-8-280-10-300. 
.: 7. 130-5-160-8-280-10-300 
~ 8. 110-4-170-5-200 .. 

9. (a) 110-4-170-5-180 . ··· 
• i (b) 110-3-131-4-175-5-180 .. 

10. 110-3-131-4-155. 

· . -TOTAL; 
•• j •.. 

ll.- 15 Other scales . · 

t Civil . · 
Aviation 

1513 382 

1360 921 

1138 1295 
I 

144 202 

.. 
7 

28 

418~ ' 2807 

250 .... 
2 

21 /161 25 

163 
477 

492 214 301 120 

193 317 33 

57 14 60 

195 136 123 

72 .. 81 

142 

1439 709 998 '503 

43 : . 55 

Power 

250 l 
2 2672 

35 . 270' 2420J 13 
366 3 2 371· 

163 
477 

103 316 175 223 4225 

5 5) 

44 
I ' 1.13143 

76 39 3i37 2 
40 171 

129 53 _76 1058 
2 

10 27 21 218 

66 236 

525 460 369 . 743 12736 

10 55 229 
______ _.:,;_ __ ___....------------~---_:__-

; . GRAlliD TOTAL . 4248 ' ' 2807 ' . ----
1439 

·It will be .seen that :Only 4 scales viz., (i) Rs. 11~-
200, (ii) Rs. 150-300, ·(iii) Rs. 210-425 ac?d {vi) 
Rs .. J25-575-cover ll,098 posts. or 85.6% of the 
total. 

37. There ·is no uniformity .in the designations. 
While the designations of Junior Scientific Assi~tant, 
Scientific . Assistant, Senior · Scientific Asststa!lt 

[are in vogue in the Ministry of Defence . and. m 
.. ·a few other Depart~ents, · othe~ destgn~tiOns 

such as Research Assistant, Techmcal Assistant,· 
Demonstrator, Technical Officer, etc. occur in diff­
erent departments. We reaffirm the re~ol?menda­
tion made- by the Second Pay Commi~sJOn t~at 
it would be useful to adopt standardised desig-
nations. 

38. ·The non-g-1zetted. scientific staff assist the 
Class I and Class If scientific officers in settirig 
up experiment~, conducting various tests ~o ascertain 
ph) sical chemical, and other properties of the 
samples' being , tested and in collecting. information 

' from various documents for the purpose of plan­
ning new experiments. Some of the staff ~r~ also 
engaged in the regulatory, and extensiOn type 
of work, such as food and drug control, agricul­
tural extension etc. There is also much work 
being done which is of a- ro~tine chara~ter like 
preparing re~gent.s, conductmg standardtsed ex­
periments, cahbratton and so on. On the whole 
the work done by this category of staff is variegated, 
ranging from routine . microsc~pic examinations 
to complicated electromc experiments. We do .. ... 

709 1041 558 525 470 370 . 798· 12965 

not, he. wever, think that the le~els pf duties vary to 
such a great degree as to justify the large number 
of pay scales that have come into existence .. In 
fact the. Second Pay Commission deprecated the 
largl! number of sc1le> th1t existed even at that time 

· and expressed the opinion that a maximum of four 
grades. should suffice. , \ 

' 39. The promotion prospects of the scientific 
staff ,·ary considerably from department to de-

. partment and ·within the same department from 
·one org-1nisation to another. Except in the Defence 
Research and Development Organisation and the 
Directorate General of Inspection, the scientific 
staff do not haveeitherregularor adequate avenues 
of promotion t9. the highest grades in Class IlL 
The position is more or less the sa me in respect of 
promotion to the Class II cadre also. Some organi­
sations fill Cla~s II posts by direct recruitment 
while in others (e.g., Geological Survey of India, 
Defence Research · & Development Organisation) 
25-50% of the Class II. posts are filled by promo-
tion of Scienti~c/Technical Assistants. · 

. 40. The associations of non-gazetted scientific 
staff have, apart from asking for improved scales, 
generally demanded (i) the merger of the grades of 
Rs. 150-300, Rs. 210-425, and Rs. 325-575, or (ii) the 
merger of the grades of Rs. 210-425 and Rs. 325-575, 
or (iii) the merger of the grade of Rs. 325-575 and 
the ·Class II gazetted grade of Rs. 350-900. Some 
associations have also ·d\!manded the· abolition of 
the grade of Rs. 150-300. Some official witnesses 



w~re also in favour of having a single grade for the 
category of scientific assistants. One of the senior 
sci:ntists who appeared b:fore us held the view that 
th:re is no n::d to ri!Cruit M.Sc. ·s at all to the cadre 
of sci.:ntific assistants and that the B.Sc.'s should be 
adequate. Th:se witnesses did not, however, support 
th: m:rg.=r of any of the existing grades of sci.=ntific 
assistants with those of scientific officers. 

41. Hav:ng regard to the qualjfications that have 
b:cn prescrib~d and th: nature of work that is per­
form:d by th:. various grades of sci~ntific staff, we 
hav.= com: to th: conclusion that four levels, as 
discussed b:low should adequately cover the requir~­
m.:nts for this category of staff:-

{i) In our vi,:w, b:low the gaz.!tted staff there arc 
at l.=ast two distinguishable l:vds of scientific work 
which r.:quire graduates or post graduates. The 
high.:r grad.: would requir\! a post-graduate education 
and call for some degrl!e of originality and 
capacity for independent work. · Such sci:ntific 
assistants should, in course of tim:, b: able to carry 
out i.tdep::ndent investigations of the type conducted 
by sc:ntific officers. The lower grade could be ade­
q uatcly manned by tho good science graduates. The 
work at this level would be mostly standardised and 
conducted und~r the gu1danc: of gazetted officers. 
Sci.:ntific Assistants in this grade should have reason­
able exp.:ctations of moving to the higher grade. Thus 
a structure of two grad:s, instead of a single integra­
ted grade, would serve the purpose of paying for the 
jobs at rat,:s appropriate to the responsibilities, and 
at the sam~ tim: provide an incentive to good per­
formance. 

• 
(ii) Level I should, therefore, be that correspon­

ding to th: existing grade of Rs. 325-575. There 
should b: direct recruitment to the majority 
of thcs: posts, for which the qualification should· 
be (a) M.Sc .• or (b) B.E., or {c) first class B.Sc. 
lHons.), or {d) at li!ast a second class B.Sc. or Diploma 
in engineering with about 3 years' experience. There 
should b:: a provision for the promotion of merited 
scientific a~sistants in the next lower grade indicated 
below. 

(iii) Levd II would b: that corresponding to the 
existing grad: of Rs. 210-425. Recruitment to this 
1-:v.:l should b: confin:d to those having at least a 
S:!cond class B.Sc.-(Hons.) or B.Sc. with not less than 
55% marks in th~ aggregate or a· Diploma in enginee­
ring. Thcr.! should be a small provision for promotion 
from the grade indicated below, but such promotion 
should b: strictly on merit. 

(iv) L..:vd Ill should correspond to the existing 
grade of Rs. 150-300. At present there is a considera­
ble d.:grec of direct recruitment to this grade from 
among B.Sc. ·s or occasionally B.Sc. 's with exp.!rience. 
W~ think that for the nature of work performed at 
this l:vd sci:nce graduates of superior calibre would 
b.! \\lasted. and a sense of frustration may develop 
amongst the qualified persons. Large scale direct 
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re~ruitment to this scale fr~m among thos ha . -
SCI "'nc'"' deg 1 · e vmg a .. ... r~e resu ts m too many wc.ll qualified 
~raduates bemg recruited for whom adequate promo.:. 
t1~n outlets ca!lnot be provided, in view of the even 
h:ghe~ ac;dem1c_and other qualifi~tions required in 
the hlgh ... r grad~;.s. In pur vaew thJs grade should 
normally be a promot:on grade for the lower staff 
s~ch as Laboratory. Assista~ts/Laboratory Techni­
caans who sh~uld, Wl!h. expenence and, if necessary, 
aft~r appropnate trammg, be. able to discharge the 
dutl~S of these P?Sts. adequately. We find

1 
however, 

that some orgamsat2ons do. not have a sufficiently 
lar~e base of laboratory ass:stants or technicians for 
fiiJm~ the posts on Rs. 150-300 and, in that case direct 
r~crmtment becomes necessary. Where it is imprac:.. 
tJcable to do away with direct recruitment at this level 
a s~all measure ·of direct recruitment may have to· be 
cont~n1;1ed ; but the qualifications prescribed should 
be dtstmctly lower than those which we have. indica-
ted for Level II above. · 

· (? Level IV would correspond to. the. existing 
grad... of Rs. 110-200. For this level Matnculation " 
or Intermediate qualification with a science· back~ 
ground, with or without laboratory experience, should 
suffice. At present there are some posts at this level 
but on the higher scales of Rs. 150-250,-Rs. 150-240,. 
Rs. 150-205, Rs .. 150-200, etc. The posts are normally 
!llled by promotiOn, though there is direct recruitment 
m some cases. This level should be retained, but Jhe 
concer~ed posts should, in future, be normally filled by 
promotion. · · · 

42. Based , on these general observations we 
recommend the following five standard scales. of pay 
for the non-gazetted scien~ific staff:- · 

Existing 
scale (Rs.) 

.l.fve/1 , 
325--575 

Level II 

210-425 

Leve/111 
150-300 

Level IV 
150-240 

110-~ 

Proposed 
. scale (Rs.) 

550-900 

425-700 

380-560 

330-480 

260-430 

TABLE XI 

Qualification for recruitment· 

M. Sc./B.E./First Class B.Sc. 
(Honours) or Diploma in Engi­
neering/Second Class B.Sc. 
with 3 years expeiJence. • 

Second Class B.Sc. (Honours) 
or B.Sc. with not less than 55% 
of marks in aggregate or Dip-
loma in Engineering. • 

.¥" 

The scale would apply only for 
posts in Scientific Laboratories 
and in Production and Inspec­
tion organisations. This should 
normally be a promotion grade 
only. Posts engaged in non­
laboratory work should be 
in the scale of Rs. 330-560. 

This should normally be promo­
tion grade .. 
Intermediate or Matriculate. 

43. The non-gazetted sci~ntific posts in the India 
Meteorokg!cal D.!partment (D~partment of Tourism 
and Civi.l Aviation) are somewhat peculiar in that 
there is a provision for promotion to the so-called 
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"scientific grades", also from among those whc need 
not have a formal sci.!ntific qualification e.g., Lower 
Division Clerks, Upper Division Clerks, Store Keepers, 
and Typists. We have· accordingly dealt with these 

"posts in the Chapt~r on_ .that Depar!m.ent ... The 
Department of Atom1c Energy has a .dtstmcttve set 
of scales and we have thought it fit to deal. with these 
separately at th~ ,nd of this section. 

• ' • r 

44. Po.sts' i~ all the organisations which~ are now 
on the scales m~ntioned in Table XI should be replaced 
by the substitut~s which we have indicated against 
each.· In ca'>e the qualifications prescribed, at present, 
for any of the posts do . not ·conform · to those 
which we have indicated . in. that paragraph, 
then the position should be reviewed; 
where a higher · qualification· has , been prescri-· 
bed, and if the -work c~~tent _of the post justifies its 
being placed ·in the higher level, it should be upgraded 
to that level. Otherwise, the .. qualification require.:. 
ments sho.uld be commensurately lowered for the 

• future recruits. We ·recommend thaf the posts .on 
scales other than those mentioned in Table XI. should 
be fitted into the structure that we have eqvisaged in 
the following :'manner_:_:.:": · , . , ; · · / · · · ... · · 

·I ·r·· 
' ' 

(a) Rs. 450-2S-575 : :: , · . ; 

Senior Foremen of Laboratory in' the Ministry 
of· D:fence (Navy), Chief .Research Assistants in 
the Research, Development · and Standardisation -
Organisation of the Railways, and the Superintendent 
Sp~ctrograph, arid .. the Senior Inspector (Science) 
in the Zonal Railways, are in the scale 'of Rs. 450-25-575. 

-~·Senior Foreme.n· are promoted from among Foremen 
Laboratory (Rs. 335-485) who are ·themselves directly 
recruited from among science graduates with 7 years'. 
experience or promoted from the grade of Rs. 250-380 

· (Laboratorymen). The posts in the Railways are fiJled 
by promotion from the grade of Rs. 325-575. Keeping · 
in view the, level from which promotions are made, and 
the qualification requirements of the promotion grades, 
we recommend the scale of Rs. 650-960. . . -

(b) (i) Rs. 335-15~485, (ii) Rs. 325-15-475. 

The details of the posts on these scales are given 
below:_;_ 

TABLE XII 

Scale (Rs.f Department/Designation Qualifications/ 
R:ecruitment 

" 

-------·-----------------------------------------------------
1 

(i) jJ5-485 

2 

Defence : Foreman 
Laboratory (Navy) 

Senior Research Asstt. 
( Engince~-in-Chief) 

3 

B.Sc. plus 7 years' 
experience; also 
promotion from 
Laboratoryman · 
(Rs. 250-380). 

M.Sc. or B.E.; also 
promotion from 
Junior Research 
Assistant (Rs. 210-
425). 

----------------·-
1 

(ii) 325-475 

. ,· 

2 

Mines (GSJ*&. IBM*) 
Senior Technical Asstt. 

(Geology. Geophysics, 
Laboratory, Geophy­
sics Instrumentation) 

Agriculture (Central 
Ground Water Board) 

Senior Analyst . 
Senior Technical Asstt. 

.(Hydrogeology, Chemi­
cals) 

Science & Technology 
(Survey of India) · · 

Scientific Assistant (SG) 
Transport & .Shipping 

(Department of Light . 
Houses &. Light Ships) 1 

.3 

Mostly direct rec­
ruitment ·· of 
M.Sc..'s; or in 
some cases B.Sc. 
(Honours) (3-year 
course): or B.Sc. 
first dass with 5 
years' experience; 
or B. Tech. or B.E. 

. In a few cases 
there is promotion 
from the grade of 
Rs. 210-425. 

Technical Assistant J 
Research Assistant ' 

, *GSI-: deo!ogic~ S.urvey of india~ 
IBM : Indian Bureau of Mines.·. · · -

Based on. the , qualifi~tions p~es~ribed for.- dire~t 
rec~uitment, a.nd keeping in. view, the· grade from 
which promotion .takes place as also ·the duties of 
the posts. the revised scale of: Rs. 550-900 would be 
appropriate. . ), 

. (c) (i) Rs.:25Q-1Q-290-15-380 · , . 
· (ii) Rs. 210-lQ-290-15-455 

(iii) Rs. '15Q-1Q-29Q-15-380 
'. 

· The· di-stribution of posts in these' scales' is given 
below:..:.:.. · · ·· ·· · ·· : · · · · · 

f '. 

TABLE Xlll .. 
Scale (Rs.) Defence Health Irrigation & Power 

1 .. 2 .3 4 

250-380 35 --(Laboratory-
man) 

210-455 . 6· / (Research 

150-380 
Assistant) 

- 9 
· (Senior Laboratory 

Assistant) 

~aboratoryman in the Ministry of Defence (Navy) 
IS promoted from Laboratory Assistant Grade I 
~Rs. 150-3~0). Rese.arch Assistants (Rs. 210-455) 
m !h~ National Institute of Communicable Diseases 
(Mimstry .of Health) are. partly reguited direct from 
among sciePce. ~raduates and partly promoted from 
among !echmcians (Rs. 205-240). Senior Labora­
!ory As~tstant. i~ the Ministry of Irrigation & Power 
ts r.ecrui.ted ~trect from among science graduates or 
engm~en~g d~ploma holders with one year's experience. 
Keepmg m VIew the manner in which these posts are 
filled we· recommend for them the revised scale of 
Rs. 425-700. " 

(d) (i) Rs. 205-7-240-8-280 · 
(ii) Rs. 150-10-290-15-320 . 

(iii). Rs. 130-5-160-8-280-l0-300 
(iv) Rs. 125-5-160-8-200-10-300 



Particulars of the posts on the above scales are 
given below:-

TABLE XIV 

Pay 54.:alc (Rs.) Designation 

(i) 205-7-240- Technical Laboratory Assistant (De· 
8-280 fence-M.T. Directorate) 

Laboratory Supervisor (Railways) 

Num­
ber 

Senior Technician (Laboratory) (Health­
OOHS) 

s 
1 
1 

Technician (Lab.) (Health-AUHPH). 
-do- (Health-National 

T.B. Institute) 
Assistant Entomologist (Labour' &. 

Employment-Coal Mines Labour 
Welfare Commissioner) 

. . 

(ii} I 50-10· Laboratory Assistant (Personnel-CBI) 
290-1.5-320 - . ' 

(/ ii) 130-.5-16:>- Pro.;e.ising Assi.itant (Agriculture- 1 

8-280-10- Indo-Norwegian Project) · j 

300 . 
Laboratory Technician (Health-Saf­

darjang Hospital) 
Technlcian (Health-AllHPH) •" 
Chemical Assistant (Rehabilitation- · 

DDA). 
Laboratory Technician (Labour & 

Employment-MMLWF) 
Laboratory . Technician (Economic . 

Affairs-India Security Press, Nasik) 
Laboratory Assistant (Transport & 

Shipping-Mangalore Harbour) , 
Laboratory Assistant (Foreign Trade-r­

Textile Commissioner's Office) 

11 
15 

2 

c-41 --.13 

2 

, 59 

31 

' 1 

6 

1 

115 

(/v) 125-S-160- Laboratory Assistant (Railways) . IS 
8-200-10-
300 

M.T. Directorate-Military Training Directorate. 
DG H5-Directorate General, Health Services. 
AliHPH-Aillndia Institute of Hygiene & Public Health. 
CBl-Central Bureau of Investigation. 
DDA-Dandakaranya Development Authority. 
MMLWF-Mica Mines Labour Welfare Fund Organisation. 
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From a review of the manner in which the above 
posts are filled. it is found that there is either direct 
recruitment to these posts from among science gradua­
tes, or matriculates with a diploma in the appropriate 
technology, and some experience, or there is promotion 
from grade of Rs. 150-200 or Rs. 110-200 or Rs. 110-180. 
In conformity with our general approach all these 
posts should be placed in the revised ·scale of 
Rs.380-560. 

(e) (i) Rs. 150-10-200 
(ii) Rs. 150-5-175-6-205-7-240 

(iii) Rs. 150-5-175-6-105 
(iv) Rs. I 50-5-250 
(v) Rs. 140-5-175 

(vi) R10. 125-3-131-4-155 
(vii) (a) Rs. 110-4-170-5-180 

(b) Rs. I 10-3-131-4-175-5-180 
(viii) Rs. 110-3-131-4-155 

(ix) Rs. 110-3-131-4-143 

.:. 

Particulars of the posts on. the above scales are 
given below:- · ;, 

Scale (Rs.) 

150-200 

150-240 

' . ' 
150-205 

150-250 

', 

140-175 

125-155 

110-180 
(2 variants) 

110-1}5 ' 

110-143 

TABLE XV 
! '·; 

Designation : ·.Number 

' . Embankment inspector (Rehabilitation"-~: . 8 
Dandakaranya Development Authority)' •· .. , 

' . . •. , .. , , . . r • l ·•·.·: 
Laboratory Assistant . (Telecornriluni- ' . · • · 7 

cations) (Defence-Engineer-in-Chief)'; .;· ';l 
' I I.' ' • • ,. , i ~: ' : 

Preservation :Assistant (Education....;, .• ·! ,. 1 
Archaeolo&ical Survey) · · .. . · •.. 

).·. : i , · · r . ..... ·s· ·-

Head . Laboratoryman/Laboratoryman .· ,; :.;- . , . 4 
· Grade I (Economi" Affairs-India , . · 
GJvernnent Mint,: Bombay/Calcutta'···::' 

i_, --~--~ 

7 

l • • • ~ • ' ·,, '. . • • • ~ • . , . 1 . I~ ~-
Laboratory Assistant · (irrigation' &' -'· · 1 

·' 
1 1 1 

Power-Farakka Barrage Control· ., 1 

Board) , 
• ~ · , o J ! .~I • •' ' • • ; ; • I",,' • ~ ~'l 

Laboratory Assistant Orade II (Econo-· ~- ,· , . 4 
mic Affairs-India ··Government • ,. /< 

Mint-Bombay/Calcutta) ,,, ; 7,' · :,.,y', 
. ~- ·_·-~-~- ')'~-:;::,_.~~ ··~•-·<." ~-;>,!~ .. ~ 
Senior Laboratory Assistant (Health- . • · 11 

N~tional Institut~ o~ Cornmunic~ble : .. 1 '. 

Dl~eases) :, l r, ~. : ",' .:.1>.. .! ·I 

· Senior Laboratory Assistant (Health- ; · ·y 1 s · 
· ' . BCG. Vaccine Centre) . " ·. · > , ·. : ·. 

tj •. 

,. '20. 

.~ .r \\ r . ·. ~ . , 

Laboratory Assistatnt Grade Ill (Eco­
norr.ic Affairs-India .. Government 
Mint, Calcutta) ' 

Laboratory .Assistant Grade II (Coot-· 
rot) (Economic Affairs-Silver Refi.-
nery, Calcutta), · , . · · · 

'·' 
' 

Senior Laboratory Assistant, Junior -· 
Laboratory Assistant, · Laboratory 
Assistant~ Field Collector, Preserva-
tion Assistant, Laboratory Operator, 220 
Laboratory Field Attendant, Labora~ 
tory Supervisor, Technical Ass~stant 
Grade II in the Departments of 
Tourism and Civil Aviation, Mines, 
Health, Rehabilitation and Agricul-
ture, Ministries of Railways and 
Home Affairs. 

Junior Laboratory Assistant in different 236 
departments and Assistant Embank-
ment Inspector (Department of 
Rehab iii tat ion) 

Laboratory Assistant Grade III. Labo- 15 
ratory Assistant Grade IV (Econo-
mic AffalrS) 

---------------------~ 



. 45. ·For the group of posts listed above · ther~ is 
direct recruitment as well . as· promotion. A revieW 
of the qualifications·· prescribed for direct re~ruitm~nt 
shows that for posts whose scales have a startmg pomt 
of Rs. 150, the. requirement is gene~al~y a sctence 
degree. Where prom~tion takes. place tt IS f~om the 

__ gr~d_e _of. ~s .. 1 ~0-~80._ · · 
_ 46. For posts which a~e. on sc~les with a sta~ting 
point lower than Rs. 150,. , there ys generally. dtrect 

. recruitment from among mtermedtate or matnculates 
·in science with or without experience or the posts are 
filled by promoti01i' from the grades of Rs. 80-110, 
·or Rs. 85~ 128, or . Rs. 110.143 or Rs. 110-155. _T~ere 
are a few notable. exceptions. Under the Mmtstry 
of Health, there is direct recruitment of graduates or 
intermediates. 

(i) to 25% of the, posts in th~ grade of Rs.) 45-17 5 
from arriorig ~.Sc_.'s. ill the National Inst~tute of <:;om­
municable Dtseases, and from among mtermedtates 

1 in science in the BCG .Vaccine CentreJ; In both these 
cases there is· promotion. to the• remaining posts from 
~~e_ grade· of Rs. ··no-155; · · · · 

.. (ii) to the grade of Rs. 110-155 in the Central India 
, Pharmacopoeia Labora.tory; fro~. among graduates 
· in science ... , · , · · ·, :: --:_ . · 

. . 47. We. recommend that the po~ts in the scales of 
· Rs.l50-200; Rs; 150~240;Rs. 150.:205 and Rs. 150-25.0 
should be allotted the. scale of Rs .. 330-480. All the 
other posts should be in the sca~e of ¥-s. 260-4~0. The 

·position with regard to the quahfi~attons for dtrect re-
cruitment should however, be revtewed. Where a B.Sc. 
is considered es~ential in future also, further direct 

, recruitment should . be to .·the grade of Rs. 380-560 
and promotion should not be from a grade lower than 

· that .of Rs. 260-430. 

· 48. Selection Grade ; We have already adverted to 
the wide disparity in the promotion avenues available 
in the various departments. This is bound to happen 
where the requirement of scientific staff is incidental 

• to the main functions of a department. The· Second 
Pay Commission recommended that . where the 

. grade of Rs. 210-425 was the highest in the non-
o gazetted cadre, ~there should be selection grade of 

Rs. 325-575 for 10% of the posts. We endorse this 
recommendation, and further . recommend that there 

· should, in. such cases be, at least a minimum of one 
·such selection grade post, in the scale of Rs. 5~0-900 
provided the number of posts on Rs. 425-700 1s not 
less than five. The other conditions should be as 
stipulated in our general recommendations regarding 
selection grades. _ 
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49. The particulars of the t:_~.on-gazetted posts in 
this Department are given in the table below:-

TABLE XVI 

De~ignation Pay scale (Rs:) Number· 

2 3 

Scientific Assistant 'C' • 325--20-425-25-.575 250 
Scientific Officer Grade 'A' . 325-25-450 163 
Scientific Assistant '8' ·. 25()-15-475 477 
Scientific Assistant 'A' 21()-1()-290-15-425 492 
Laboratory Assistant 130-5-160-87280-10-300 57 

Direct recruitment to the grade of Scientific Assis­
tant 'A' (Rs. 21().425) is from among those who have 

: at least a second class Science Degree. , The scale of 
, Scientific Assistant 'C' (Rs. 325-575) in this-. Depart­
. ment has higher rates of increment than in others. 
Direct recruitment is made to this grade from among 
M.Sc.'s with I year's experience or first class B.Sc. 's 

- with 3 years' experience. Recruitment is also made 
to this grade from among M. Sc.'s or B.Sc.'s (Honours) 
who have been interviewed and trained for one year 
for ultimate absorption in Class I posts in the De­
partment but have failed to make the grade. Even 
among these, the better candidates are placed in the 

· grade of Scientific Officer Grade 'A' (Rs. 325-450). 
Further, those in this category who have only a B.Sc. 
degree are placed in the grade of Scientific Assistant 
'B' (Rs. 250-475). The Department seems to have 

' adopted these close gradations in the higher grades 
of scientific staff as well; and from all accounts the 
system appears to suit the Department. We have, 
therefore, decided to leave the structure of grades 
unchanged and recommend the following revised· 
scales:-

TABLE XVII 

Designation 

Scientific Assistant 'C' 
Scientific Officer Grade 'A' 
Scientific Assistant 'B' . 
Scientific Assistant 'A' 
Laboratory Assistan_t__ . 

Proposed 
scale (Rs.) 

2 

550-900 
650-960 
470-750 
425-640 

. 380-560 



CHAPTER 16 

MEDICAL SERVICES · '; 
.• . 'r _-·~' .: i ... -· 

I.· General 

J. The total number of medical* posts is shown· 
in the table below :-

TABLE I 

Railways Central Defence Others Total 
Health (Civi-
Service lians) 

----···- ~---- -··- --- - -~·---

Class I 147 1533 96 128 1904 

Cla!>s II 2112 1605 301 346 . 4364 

Total 2259 3138 397 474 6268 

The number of posts when the Second Pay Commis­
sion reported was 1946. The number has now risen 
to 6268, showing an increase of about 220%. Most 
of the posts are encadred in the two organised medical 
services viz. (i) the Central Health Service (CHS), 
and (ii) the Railway Medical Service. The remaining 
posts are mostly in the· Defence Ministry with a few 
isolated posts in certain other Departments. 

ll Tbe Central Health Scnice (CHS) 

2. The Central Health Service was fo;mally cons­
tituted with effect from I st January, J 965 for providing 
doctou for manning the medical, public health and 
medical research and teaching posts in the Central 
Government hospitals, dispensaries, scientific research 
institutions and institutions of higher education. The , 
members of this Service also man posts in the Union 
Territories and the various autonomous bodies like 
the Employees.. State Insurance Corporation, New 
Delhi Municipal Committee, Lady Hardinge Medica~ 
College and the All India Institute of Mental Health. 
The essential .precondition for inclusion of a post in 
the Central Health Service is that a medical qualifi­
cation recognised under the Indian Medical Council 
Act. 1956 should be prescribed for it. The Central 
Health Service thus excludes posts of dentists · as 
w~ll as th~ non-mc~ical posts like the Entomologists, 
Bro-Chcmtsts, Pubhc Health Engineers etc. 

3. As at present con~tituted, the Central Health 
Service has the following grade structure (excluding 
leave reserve posts):-

•p,hls of Denial Surgeons and Physicians in Indigenous 

TABLE 11 

s. 
No. 

Grade Scaleor· '• · No.of.Po~ts~,·~t ,.I 

Pay . . 
Posts·· 

·' under 
Govt.·· 
·. of,. 

. India/ 
Union 
Terri.;;, 

· Rs. .: . tories .· 

. Depu-1 Total 
tation 'J' • ' 

posts . .,. · 
in.·, :•.· . 

autO.: ·, ,. : · · 
nomous. , ; :·· 
bodies ' • ; ·"' · 

J. (a) Supertime Grade I · • . 
{i) Director-General.-· ·: 2750/ : ' 

. ' ... '-~ ~.. ? : 

r;l! .. 
Health Services . (fixed) 

(ii) Commissioner 2500-2750 ' • · 1 
(Rural Health Ser- , . 1 · ., , •• 
vice and Mobile 
Hospitals) 

(iii) Additional Director.; 2250 ' :· · · • 
General, Health (fixed) 
Services/Commis-
sioner Family Plan-
ning · 

(iv) Other Posts • 

• • 

(b) Supertime Grade II 

1800:100-
2000-125-
2250 

1300-60-
1600-100-
1800 

2 

32 

143 

2. Specialists' Grade • 6()()..4()-.: 555 

3. General Duty Officers, 
Grade I (GOO Gr. I) 

4. General Duty Officers, 
Grade II (GOO Gr. II) 

1000-EB-
50-1300 

450-30- ' 
660-EB ··. 

40-1100-
50-1250 

350-25-
500-30-. 

. 799 

1605 

r_·--~···· 

'" ·-----·· . '1 
,;!,_.,h.il,·l: 

2 
~ .. ' 

4 

. 21 164 

f, .• } 

19("' 990 

3_77 1982 

'I 590-EB-
30-83{}-: 

'35-900! 
----~-----------Total •. 3138 724 ''. 3862 

4. There is direct recruitment of medical graduates 
by selection through the Union Public Service Commi.:. 
ssion to 75% of the vacancies in GDO Grade II. 
The remaining vacancies are filled by promotion· of 
licentiate officers appointed before J 5th May, J 963 
and having 10 years' service in a Class II or. Class 
III post. The maximum age limit for direct recruits 
is 30 years. The posts of GDO Grade I are filled by 
promotion of GDOs Grade II with 5 years' service'in 
the grade. The Specialists' grade is filled entirely 
by direct recruitment, the qualifications being a post­
graduate degree with 3 years' experience or a pos~­
graduate diploma with 5 years' experience in the con­
cerned speciality. The maximum age limit prescribed 

·--·--~·~-

Systems of MedicinejHomeopalhs excluded. 
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is 45 years. There is direct recruitment to the Sup­
ertime Grade II also, 50% of the vacancies being filled 
by medical graduates with post-graduate qualifications 
and 12 yearss professional experience and within the· 
age limit of 50 years. ' The remaining vacancies in 
this grade are filled by promotion of G DO Grade J 
with not Jess than I 0 years' service in that category 
or Specjalists' grade officers with not less than 8 years' 
service in that category in the ratio of 3:2 on the basis 
of merit .and seniority. · 

,. i' ' 

. 5. There are certain spec.ial fea:tures of the Medical 
Services which have to be kept in view in framing pay 

.. and other proposals concerning them. The basic 
medical course (M.B.B.S.) is lortger arid more expen­
sive thaq the other professional courses. . Th~ dura­
tion of the course is· 4! years followed by one year's 
compulsory internship. Further, one to two year's 
experience as a -House Surgeon is essential for admis­
sion to a post-graduate course. or for entering the . 
profession. According to the information furnished 

~ to us, the average age· of. entry of the direct recruits 
and the promo tees to the various grades of the· Cen­

. · tral Health Service is as follows :...:;... , · t 
. ~ . '· . i' 

. TABLE III .: (. 

L..: ,) ... 

Grade Maximum· Ayeragci age of entry 
· age limit . years · 

· '' for direct ......._.........__· ----'---
·. recruits Direct Promo-

recruit• tees 

1 
,,. 

. ' ·~ ! 2 3 4 ~ 

General Duty Officers, Grade II. 
., . ~ 

30 28.9 ',{ ! 

General Duty Officers, Grade I 35' 33.2 34.5 
' ·- •. . . ~ 

Specialists 45 ·'. 34.5 ' ( -
Supertime Grade II . :. ; 50 '41.2 , . 48.3 -
Supertime Grade I 50 46.8 50.3 

Since the age of retirement is the same. as· ihai for 
other services, the effective period of service is lower 
for the medical services than for the others and this 
calls for special consideration. Secondly, in marked 
contracts to most of the Class I Services, the Medical 
Services have provision for direct recruitment at 
intermediate levels also. . Such intermediate recruit­
ment has come to be accepted. as a sound and in dis~ 
pensable arrangement, as the nature of the tasks 
performed (teaching, research, clinical medicine, 
surgery and public health) requires infusion of fresh 

' blood ·and new ideas at practically every level and it 
would be harmful to restrict the · direct recruitment 
to the lowest grade of.the.Service only. Thirdly, the 
Medical Services have relatively inferior career pros­
pects. as compared to other Class I Services owing to 
differences in the pattern of staffing, the needs of the 
hospitals, etc., and the complements at various levels. 

, FiJ\ally, the .Medical Officers by the very nature of 
then: professiOn have fewer holidays and longer and 
odd hours of work. · 

6. The Central Health Service Associati~n have 
demanded parity with the Indian Administrative 
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Service in regard to pay scales as well as promotion 
prospects and. the abolition of Class II. The general 
demand for parity· with the lAS has been discussed 
elsewhere· in this report. 

1. As regards the demand for the abolition of 
Class If, we find that in all the other organised- Class 

' I Services the initial direct recruitment is generaiiy 
to the Clas~ I junior orlo the integrated scale a_nd not 
to the Class II. The normal argument in favour of 

.. a Class II Service is not applicable in the case of the 
·Central Health Service because there is no well defined 
. Class III medical cadre in the organisation which has 

.. to have a promotion outlet in Class II of the Central 
Health Service. The Secretary, Ministry of Health, 
in the course of his evidence, stated that he was not 
wholly satisfied with the quality of the recruits to the 
Central Health Service and strongly supported the 
demand for the. abolition of Class H. We, therefore, 
recommend the. gra<fual abolition of Class II in the 
Central Health Service for which the minimum recruit­
ment qualification is 1\f.B.B.S. All future recruit­
ment to the Central Hc~lth Service should be to the 

· Class I Junior a scale and the method of promotion 
from Junior to senior scale and the method of fixa­
tion of pay in the senior scale should be the same as 
prescribed for Central Services, Class I. 

·: 8. ·We have given careful thought to the question 
whether in view of their relatively late age of entry 
into the Government service, the starting salary of 
the doctors should be higher thari that proposed for 
the Class I· Services. We feel that our recommenda­
tion· that in future reeruitment should be made to 
the Junior scale Class I, instead of to the aass II and 
the payment of non-practising allowance from the 
commencement of their service, would compensate 
for this factor, and accordingly their starting salary 
need not be fixed at a higher level. We accordingly 
recommend that all the existing posts of GOO Grade 
II and GOO Grade I should thus he· appropriately. 
placed in the Class I Junior and Senior time scales 
viz. Rs. 700-1300 and Rs·. 1050-1600. The comple­
ments in these two scales should be so adjusted as to 
enable a doctor, who is directly recruited to the junior 
scale, to get promoted to the senior scale in about the 
sixth year of service, as in other Central Class I Ser­
vices. The existing GDOs Grade II should be fixed 
in the Class I junior scale after proper screening. 
Those who are not so selected for the Class I junior 
scale should continue in Class II and be allotted· the. 
standard Class II scale. we have recommended else­
where. Their cases may, thereafter, be reviewed 
annually to ascertain their fitness for absorption into 
the Class I Junior scale. The GDOs Grade I who 
have crossed the Efficiency Bar at the stage of Rs. 
660. in the existing scale should be brought on to the 
semor scale after assessment of their suitability. 
Those General Duty Officers Grade I who have not 
cross:d this Efficiency Bar should be placed in the Class 
I Jumor scale and the service rendered in the existing 
GOO Grade I should be taken into account for pur­
poses of promotion to the senior scale. 

. ?· Some of the associations have suggested that 
m heu of the three separate grades existing at present, · 
there should ~e a single scale for the GDOs and the 



Specialists. with provision of advance increments for 
the SJ?ec_ialists. On the other hand, the Specialists' 
Assoctatton has asked for a separate and higher grade 
as .c?mpared to the GDOs Grade I. . The Secretary, 
M mtstry of Health, alSo expressed htmself in favour 
of retaining the Specialists' Grade as distinct from the 
G~O Grade.l._ We feel that in view of their longer 
per~od of trammg and delayed age of entry ·and also 
thetr important role in medical care, the Specialists 
should continue to have a separate scale as at present. 

10. At the initial constitution of the Central Health . 
Service. the Specialists, Grade was in the . scale of. 
Rs. 675-1300 which was later revised toRs. 600-1300. 
This scale is broadly comparable to ·ihe senior Class " 
I scale (Rs. 700-40-1100-50/2-1250) except that it 
has a slightly lower minimum but a higher maximum.. 
and better incremental rates at the later stages. · The 
Specialists' grade is filled by directly recruiting candi­
dates with post-graduate qualifications. The Secre­
tary, Ministry of Health, stated during evidence that 
the reduction of the minimum was a mistake and that 
!t was p~r~ly respo_nsible for the difficulty encountered 
m recru1tmg expenenced doctors during the last few 
yean. A Specialist now takes about 13 years for 
promotion to Supertime Grade 11 and it has. been 
rrpr~sented that the prospects will be worse in future. 
Havmg regard to these various considerations we feel 
that while the minimum of this grade could be the 
same as that of the Class 1 Senior scale, there is ade­
quate justification for extending the maximum of 
the scale of the Specialists a little beyond the maximum 
recommended for the Class I Senior scale. We, 
accordingly, recommend a scale of Rs. 1050-1800 
for the Specialists' Grade. 

1 1. A special feature of the Central Health Service 
~·hich has been brought to our notice by the Associa­
tiOn of Central Health Service Specialists is that, 
though the Central Health Service has been constitu­
ted as an organised service, it does not conform to 
the tests of a single service, namely, common qualifi­
cations, common gradation list and complete inter­
changeability of appointments held by its members. 
In particular, the prevalence of a number of well­
defined specialisms within medicine and surgery 
restricts upward progression of an individual in his 
own specialism. We understand that there are 
about 27 clinical specialities included in the Central 
Health Service, none of which is interchangeable. 
As a result. in clinical posts, promotions to Supertime 
Grade II have necessarily to be made speciality-wise 
and related to specific qualifications and experience 
regardless of the seniority of an individual. For ins­
tance, if there is a vacancy of a Cancer Surgeon in 
Supertime Grade II and the senior most Specialist 
due for promotion is an Anaesthetist, he cannot ob­
viously be promoted to the post of Cancer Surgeon. 
A further complicating factor seems to be the classifi­
cation of the posts in Specialists Grade and Supertime 
Grade II into teaching, hospital specialists and adminis­
t~ative posts. While the Specialists on the teaching 
stde can hold posts of hospital specialists, the latter 
cannot be promoted to teaching posts because of 
lack of teaching experience. Thisirestricts the channel 
of promotion of hospital specialists even further. 
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Th~ propor.tion .~r teac~ing" .Po~ts in Supertime Grade 
II IS also h1ghcr than that of the hospital specialists' 
posts. as sho·.vn below :-

TABLE. IV .. ....., 

Grade Ad minis- Hospital • Teaching Total 
trative Specialists.: .. posts. . 
posts . posts 

.!. • ; ~ 1 • ' 

~· ; 

Speci~lists .. , , . , 28 t9€t 327 ; ·.", .·,( 651 
. ~ ' . ·' . ·: 

Supertime Grade II .56 J· · 14 ·. 9-1 .. ! ' . 164 ... 
·' 12. It ~as . suggested .by. :an· emine~t m~dicai wit· 
ness that t~ overcome these difficulties which are very 
real in this service. because Qf the~. heterogeneous 

· nature of the posts· included in it, the Specialists' 
Grade sh~uld ~ a'!latgamated with the Supertime 
Grade II. White thts proposal may doubtless solve 
this particular problem, we. are unable to'recommerid 
it as the Sp~cialists' Grade and the SuJ)ertune Grade 11 
represent diStinct and clearly differentiated 'levels ·of 

.. responsibility .. There is also at present. 50% direct 
recruitment to posts~ in Supertime· Grade .n~ which 
practice is in the public interest and is essential for the 
maintenance of efficiency as explained. earlier:'· Fut­
tlier, the. Supertime Grade II serves as a promotion 
avenue to GDO grade I ·also. We. have accordingly 
not found it possible to recommend .the merger. of: the 
Specialists' grade with the·Supertirne.Gr~ Il ... :At 
the same time we appreciate the present difficulties in 
promotion of Specialists. to Supertime Grado.II~ •in 
seems to us that a structural reorganisation. ·of the 
cadre is necessary to get over these difficulties and to 
ensure that the GDOs Grade I, Hospital Specialists 
and Teaching· Specialists. have reasonable. promotion 
opportunities in their 'respective · fields.' For this . 
purpose we recommend the following steps:- : ., '. 

(a) The ad~nistr~tive postsJn.Supertfute Gra.de 
· II should be reserved for .. GDOs .Grade ;I 

except where. GDOs ·.Grade I with. the rC.. 
quired · specialist qualifications.· are· not. avaiJ .. 

. able. The posts which . cannot be. filled . by 
-GDOs. Grade I should be' filled. by direct 
·recruitment through the Uriion Public Service 
Commission and it would be open to . the 
Specialists' grade officers to compete for such 
posts. These posts should not be·· filled ey · 
hospital Specialists or. teaching Specialists 
by. promotion in the. normal ., course. 'The 
Supertime Grade II will thus consist only of 
administrative posts in future for. which the 
revised scale will be Rs. I 500-2000.' , ., · · 

• • ' • r ' ' ' ~ ~ 

(b) The teaching posts (Professors) and h~spit~l 
. specialists'. posts (comprising . other · tha~ 

. . administrative and teaching posts) at present 
_ includ~d in Supertime. Grade 11. should be 

placed in th~ revised scale. of Rs ... 18~2~5Q; 
.. This new grade may be. called _Spec~ahsts 



. ' 

Grade I and the existir.g Specialists' Grade 
may be called Specialists' Grade II. 50% 
of the vacancies in the new grade (i.e .• Spc .. 
cialists Grade I) should be JiJied by direct 
recruitment as at present, the remaining 50% 
being filled by_ promotion from the. new 

· Specialists' Grade H. There could be mter­
change between ~ospital SpeciaHs!s and Pro­
fessors in the~ h1gher. grade subJect to t~e 
candidates sattsfying the prescribed quali­
fications. We notice that at present out of 
27 clinical specialities only a few have posts 
in Supertime Grade II .. We would suggest 
that there should be at least one post in the 
higher grade of Rs.. 1800-2250 for every 
speciality. · The proportion ~f hospital spe­
cialists' posts in the new grade should not 
exceed 20% of the number of hospital specia­
lists' pqsts in· the lower grade (Specialists 
Grade· II): and additional number of posts 

. as may be necessary to ·make up . the 20%. 
· may be. creat~d. . · - · -

... _:, . . 
_In view of the improved ·grade recommended by us for 
;Specialists (viz. RS. 1800-2250), we do not propose a 
.Selection Grade for them as for, the Central Class I 
'technical Services. · · ', · . ' 
t'i ' ... : .' 

> ). J3. :As 'regards Supertim~ Grade i, it has been 
- ·put to .us· that it· should be combined with Supertjme 

. Qrade·II •. The Supertime Grade .I consist~ of posts 

. of Directors of various institutes un~er the Ministry 
of Health, ·;Medical Superintendents· of Hospitals. 
Principals· of Medical Colleges and Senior Consul-
, tants, whiJe Supertime Grade. II consists of posts of · 
·Professors in Medical. Colleges and Senior Physicians 
'and:· Surgeons.- · These posts represent clearly dis-
tinguishable levels of responsibility and it would not 
, be' desirable to merge them as proposed.· . The Super­
time Grade I corresponds to . the level _of Heads of 

'departments-in the organised Class I technical and non­
technical Services. For this level in these Services 
we have recommended a two-tier system in the M:ales 
of Rs. 2250-2500 and Rs.- 2500-2750. We recom-

. mend that the posts in Supertime Grade I in the Central 
·Health" Service ·should also be distributed- between 
·thes,e grades, the more important and difficult_ charges 

· · being placed in the higher scale and the rest in the 
lower· scale. .The ·proportion of .posts in the two 
·.grad~_s should be as prescribed for the Central Services. 

-' 14r The· posts of Additional Director Gen~ral, · 
Health Services and Commissioner 0f Family Plan-

, ning are on a fixed pay of Rs. 2250. The posts of 
Director General; Health Services is on a fixed pay of 
Rs. 2750. These· posts carry in. addition a fixed 
non-practising allowance of Rs. 600 per month. 
We find that all these posts are of an administrative 
.and advisory nature. We recommend that the posts 
on Rs. 2250 (fixed) should be given the revised pay of 
-Rs. 3000 (fixed) ·and the post on Rs. 2750 (fixed) the 
revised pay of Rs. · 3500 (fixed) without addition of 
non-practising allowance. In suggesting a lower 
·level of total emoluments for the posts of Additional 
Director General of Health Services and Commissioner 
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of Family Planning, as compared to the total remu­
neration suggested for the posts in the Supertime 
Grade I at the maximum of the scale, our approach 
is that the administrative posts in the Service should 
not be made so attractive as to induce Specialists and 
senior medical officers to leave the!r specialities or 
field posts for the reward pf higher pay. We also 
think that it is not correct to attach non-practising 
allowance to administrative posts at these Ievels. 

' The post of Commissioner (Rural Health Service and 
Mobile Hospitals) is in the scale of Rs. 2500-2750 
and _carries non-practising aUowance of Rs. 600 
per month. We recommend for this post also the 
consolidated pay of Rs. 3000 as for the Additional 
Directof General of Health Services. 

15. On the lines of our recommendations for 
Scientific Services, we recommend a scheme of special 
merit promotion for the medical service also. We 
make the following suggestions in this behalf:-.. 

(a) Doctors in Specialists' Grade I in the revised 
. grade. of Rs. 1800-2250 and Supertime Grade 

II (Rs. I 500-2000) who have outstanding 
performance to their credit,. deserving of 
recognition, may be promoted ·to Supertime 
Grade I scale, ·while continuing in their 
original posts, without having to wait until 
a vacancy ·arises in the Supertime Grade I . 
Such upgradation of the posts consequent 
upon merit promotions. will be personal to 
the individuals concerned. 

(b) Eminent specialists and doctors in Super­
time Grade I should be considered for merit 
promotion to the grade of Rs. 3000-3500. 
There will be no non-practising allowance in 
addition.· 

The total number of beneficiaries under (a) should 
. not exceed 5% of the strength in the respective cadres 
(i.e. Supertime Grade II and Specialists Grade 1). 
Similarly, the number of beneficiaries under (b) should 
be limited to 5% of the number of posts in Supertime 
Grad~ I. Necessary safeguards should be adopted 
to ensure that only the truly deserving are given these 
exceptional · benefits. Professional performance of 
an outstanding nature should be adjudged by a Com­
mittee with which should be_ associated outside ex­
perts and the Chairman or- Members of the Union 
Public Service Commission. 

ill. Railway Medical Service 

16. The Railway Medical Service provides com­
prehensive medical and health care. for the railway 
employees, their families and their dependents throuqii 
a large number of hospitals (97), health units (554) 
and various other Clinics (386) spread over the entire 
railway system. The Service covers preventive, 
curative, family planning and other promotional 



aspects. The grade structure of the Railway Medical 
Service is as follows:-

TABLE y· 

Designation Scale of Pay 
Rs. 

No. of 
posts 

2 3 

Director (Health) Railway 1800-100-2000-125-2250t 
Board Special pay Rs. 250 . 

Chief Medical Officer(CMO) 1800-100-2000-125-2250 ' • 9 

Senior Medical Superinten- 1600---100-1800 4 
dent 

Junior Medical Superinten- .1300-60--1600 13 
dent 

Specialist Surgeon . 1300-60--1600 4 
Divisional Medical Officer 700--40-1100-50/2-1300 116 

(DMO) 
Asstt. Medical Officer(AMO) 350-900 

Total . 

2112 

. 2259 

The Director (Health) in the Railway Board is the 
administrative head of the Service. In each Zonal 
Railway there is ·a Chief Medical Officer who is 
assisted by Medical Superintendents in charge of the 
Zonal Railway Headquarters hospitals, Divisional 
Medical Officers (DMOs) in charge of each division 
and a number of Assistant Medical Officers. · · 

17. There is 100% direct recruitment to the posts 
of Assistant Medical Officer (both Generalists, ancl 
SFecialists). Medical graduates below the age limit 
o 30 who have completed their internship are eligible· 
for the posts of Assistant Medical Officer (General). 
Post-graduate qualifications are, however, essential for 
the post of the Assistant Medical Officer (Specialists). 
Fifty per cent of the vacancies of Divisional Medical 
Officers are also filled by direct recruitment from' 
medical graduates with post-graduate qualification 
in medicine and 7 years' standing in the profession, 
of which at least 5 years should be in the concerned 
speciality after post-graduation. The remaining fifty 
per cent of the vacancies are filled by promotion of 
Assistant Medical Officers with 5 years' service in the 
grade. The age limit for direct recruitment is 42 
years. The posts of Surgeon Specialists are filled 
by direct recruitment, the requisite qualifications 
being a post-graduate degree plus 12 years' standing 
in the speciality. The remaining posts are filled by 
promotion . of suitable persons in the lower grades. 

18. The Railway Medical Service has certain 
features which distinguish it both from the Central 
Health Service and from the other Railway Services. 
Unlike the Central Health Service, the Railway 
Medical Service does not have any grades corres­
ponding to either GOO Grade I or the Specialists 
grade. In comparison with the other Railway Ser­
vices, there is no Class I junior scale and direct re­
cruitment is to Class II only. There is direct recruit­
ment at two higher levels also. The principal de­
mand of the Service Associations representing the 
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Railway Medical. Officers is for extensioq of the ·CeJlo-• 
tral . Health Serv1ce. scales of pay and conditions 0'[ 
service to t~e Railways. Failing this,.· they hav~ 
a.sked for .panty of treatment with the other Railway J 

s1ster Services. . . : . , .. -:; .. r; 1 
19. We. think that ·the Centrai He~l~b. Se~~i~~~ 

structure will not be entirely suitable for the RailwaY' 
Medical Service.. For one thing, the Central Health) 
Service has to provide services of Specialists covedngj 
a wide range of professional disciplines- for teaching ' 
hospital, research and administrative work. Further' · 
it has to. provide senior consultant~· medical j superin~ 
tendents for large hospitals and Principals for vario"us 
medical,. research and training· institutions: · On' the' 
other hand, the Railway Medicar Service doesrnot' 
require Specialists to the same ~tent nor· does 'i~ need~ 
teaching· or research staff .. to.· man· posts 'irl medical' 
co!le.ges and research institutes~ as )n :the · dtse ~:; ·Qf i. 
Mtmstry of Health. . .. . . · ·. ,' '. , · , : .· ·o~. 1 .. 

· · · · ·. · /, 1 ··· ··, ,, ' . C I {)I 
..,. ~ ~ { . - i' . ~ t. . .... ; : .:_~J 

20. There are,' however, :certain .functions· which! 
are peculiar ·only to the Railway Medical Service-., 
For instance, the Railway medical department. ris.~ 
responsible for ~edical examination of all employees 
joining Railway Service as well as . for periodical 
medical examination·· of· certain·-categories1 of tail way;. 
staff who are directly in charge' .of operation, move;oo: 
ment and running of trains ·(e~g. ·~drivers;. guards,.: 
station master~.·etc.), ·for wh.om standards of physical' 
fitness and vtsual· tests have beeq prescnbed.;: AtJ 
the same time, parity with' the other Railway Services; 

· is also not feasible due to the verj.large number .of0 
medical officers 1 at. the· lowest, level.; .. Consequent;; 
on the reorganisation of the Central: Health. Service; ... 
the Railways decided 'to' upgrade en masse;all ·posts r 
of Assistant Surgeons Grade .I .. (Rs~ 335-650)~ to.: 
Assistant Medical Officers') Class' II .. (Rs.! .:350:-900)1 .. 
This resulted in enlargement of the. base fromA17: 
posts. in Class Il. to. ~early 2000. posts •. · · Because :at 
this the Railway Medical Servtce. presel}ts' a' sharp. 
pyramidal structure ··as i compared to either the Cen-:.; 
tral Health Service :or' the other Railway Services:, 
In designing a pay stru~ture for, the Railway Medical., 
Service these'· differences,. as· compared to Central~ 
Health Service on the one hand and the Railway Ser­
vices on the other, have to be kept in view.···,' .. ·) :l.ij 

.: ; , J <. ~ ·.-: .·.~ ~;: ... ; .; ·r. ~· 
21. The Service associations have complained· 

about their meagre careers prospects. We under­
stand that the· average length of time taken for: an 
Assistant Medical Officer to be promoted as Divisiqnalr 
Medical Officers is 13 to 15 years as against 6 tn ;7 f 
years taken by' a 'GOO II for promotion ta GOO' 
Grade I and about 5 to 6 years taken by a.Class I: 
junior scale officer for . promo!ion t~ the senior :;sea, e; 
in the Central Servtces. Agam, whtle an Asst~tanti 
Medical Officer normally takes about 25 to 30 years f01:·• 
promotion to the Junior Administrative Grade;! the; 
corresponding perio~ in the Central Hea!th Ser~ice, 
and· in the ott:er Ratlway departments vanes from, 20. 
to 22 years and 12 to _17 years respectively. 

'' 
22. Another grievance of the Railway .Medical· 

Officers is the absence of a separate Specialist Grade 
in the Railways as a result of which_ the Assistant 



Medical Officer Specialist may have to shift from their 
speciality when their turn for promotion comes. 
There are about 960 Assistant Medical Officer (Spe· 
cialists) whereas the number of Specialists in the 
Divisional Medical Officers' grade is only about 68. 
Further, the Assistant Medical Officer (Specialists) 
have a common seniority with the Assistant Medical 
Officer general\sts and their chances for promotion 
to Divisional Meoical Officers' grade are considerably' 
reduced on this account. 

23. The official witnesses h~ve proposed reorgani­
sation of the Service, the main features· of which are: 
(a) retention of Assistant Medical Officers Grade, 
Class II, with a reduced strength, (b) creation of a new 
grade of Assistant Divisional Medical Officers· 
(ADMOs),in Class l Junior scale to be filled by the 

'promotion·· of Assistant ·Medical Officers (AMOs),' 
(c) reduction in the percentage of direct recruitment 
to · Divisional Medical_ Officers' grade · from 50% 
to 25%, and (d) increase in the number of posts of 
Divisional Medical Officers and Medical Superin­
tendents on the basis .of reappraisal of their job 
content. ' . i' · . __.. . . 

· 24~ We think ·that the considerations which 
· weighed with us in recominending abolition of Class II 

service in the Central Health Service apply with rio· 
le_ss ·force in ·the case or· the Railways also. We 
understand that . there .. is· ·.considerable recruitment 
difficulty for the posts of Assistant Medical Officer, 
·particularly those of specialists.· .According to some 
statistics furnished to us,. ·during the period 1966--:-70, 
as • many as 281 Assistant Medical Officers had re-

. signed from service •.. Further~ during the same period 
the Union · Public· Service. Commission could not 
select candidates for more than 40% of the posts of 
Assi_stant Medical Officer{Specialists). Out of the 
selected_ candidates only about 40% actually joined. 
The latest position on 'the Railways seems to be that 

. nearly 250 'posts ·of· Assistant Medical Officer (Spe­
cialists) have had to- be filled in in an ad hoc manner 
due to ·recruitment or retention difficulties. In these · 
circumstances, we feel. that.· the retention of Class II 
Service· in_ the- Railways is. likely to aggravate the 
position still furthet. • We have, therefore, come to·· 
the conclusion that the interests of the Railway Medical · 
Service would not be served by the retention of Class 
service. 

· 25. The next question for consideration is whether 
the junior.scale and the senior scale pattern which we 
have recommended for the Central Health Service 
would be suitable for the Railway Medical Service 
also. · We find that while the GDO Grade I posts 
are 47% of the GDO Grade II posts, the correspond­
ing proportion ·of Assistant Divisional Medical 
Officers to Assistant Medical Officers in the case of 
the Railway Medical Service even after the proposed 
re-organisation would be 34% only. The comple­
ments would thus not permit promotion from junior 
scale to senior scale within a reasonable period of 
time. We, therefore, recommend* a combined· junior 

' and senior scale of Rs. 700-1600 which may be called 
' Assistant Divisional Medic&\ Officers' grade (ADMOs 
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Grade). The existin~ Assistant Medical Officers may 
be brought on t~ thts new gr.ade after due screening 

·by a duly constituted SelectiOn Board. As in the 
Central Health Service, such of the Assistant Medical 
Officers who· are not initially absorbed in the Assis­
tant Divisional Medical Officers grade should con­
tinue in Class II and their cases may be reviewed 
annually. Future recruitment should be in the new 
grade only. ' 

. 26. Since the conditions of recruitmen( and quali-
fications and the existing pay scales of Divisional Me­
dical Officers are more or less similar to those of 
Specialists in the Central Health Service we recom­
mend for the· Divisional Medical Officers the same 
new scale as for the Specialists in the Central Health 
Service viz., Rs. 10?~1800. · 

27. We recommend that the Government should 
consider the feasibility of combining the two grades of 
the Medical Superintendents (Rs. 1300-1600 and 
Rs. 1600-1800) in which case the new scale for them 
would be the same as for Supertime Grade Ill·iz., 
Rs. 1500-2000. If the Government decide to continue 
with the two grades, these- should be Rs. 1500-1800 
and Rs. 1800-2000. 

· 28. The, Chief Medical Oflj.cers-are at present in 
the scale· of Rs. 1800-2250 which corresponds . to 
the Supertime Grade I of the Central Health Service. 
The Chief Medical Officer is treated as a minor Head 
of department. In ·accordance with the general 
pattern of a two-tier pay structure suggested by us for 
the Heads of departments in the Central Services Class I 

· and for, Sqpertime Grade I posts in the Central 
Health. Service, _we recommend that the C.M.Os. also 
should be placed· in two grades viz.~ Rs., 7250--2500 
and Rs. 2500-2750, the proportion of posts in the two 
grades being determined in the· same manner as for· 
the other Railway Services. This will place the Chief 
Medical Officers at par with the Supertime Grade I 
officers of the Central Health Service and with the 
Heads of departments in the Railways. 

29. As for the Director (Health) in the Railway 
Board, we recommend that he should be given a pay 
of Rs. 3000 (fixed) as for Additional Members, Rail-

. way Board. He will be entitled to a non-practising 
allowance of Rs. 500 per month in addition. The 
total emoluments (including non-practising allowance) 
will thus amount to Rs. 3500, same as for the Director 
General of Health Services. 

IV. Non-Practising Allowance 

30. At present doctors who are in the wholetime 
employment of the ~entral Government are ~ot per­
mitted private practice. Instead they are ~ntttled to 
non-practising allowance (NPA). The. Rallway Me­
dical Officers are permitted restricted private practice 
among family members and dependent rela.tives .of 
railway employees .or passengers who ta~e 111 whtle 
travelling and outsiders who may be admitted to the 
Railway hospitals. They are entitled to non-prac­
-tising allowance at somewhat reduced rates.-

*Member-Secretary has dissented from the view vide his note of Dissent. 



31. Some Associations representing non-medical 
services have contended that it is discriminatory to 
grant the facility of non-practisi!lg allo.wa~ce or pri-

• vate practice to doctors only wh1le denymg 1t to others, 
. ' as doctors also, like other Central Government ser· 

vants, are wholetime Government servants. This line 
of argument ignores certain basic facts concerning ~he 
medical service. Doctors in Government servtce 
have traditionally enjoyed the privilege of 'private 

• practice' or non-practising allowance in lieu. We 
• understand that their emolument~ were deliberately 

kept low and they were allowed ··to make good the 
loss by 'private practice'. Secondly, there are certain 
special features of the medical service which have to 
be kept in view. Because of the longer duration of 
the basic medical course and the consequent delayed 

. age of entry, the doctors have shorter effective service. 
Further, because of intermediate direct recruitment, 
their promotion prospects are less than those of officers 
of other organised services. . Having regard to these 
various considerations, we think that it is necessary 
to continue the grant of .non-practising allowance 
to doctors. 

32. A question to be, considered is whether the 
existing system of non-practising allowance· in lieu 
of private practice should be allowed to continue 
or whether Government doctors should be permitted 
private practice. Yet another alternative would 
he to permit private practice for some posts but to 
ban it for others and grant non-practising allowance 
in lieu. Some of the Associations have demanded 
an option to choose either private pract~ce or non-
practising allowance. · · 

.. 
33. The main arguments in . favour of permitting 

private practice are : it, would serve as an incentive· 
to the doctors to acquire greater professional compe­
tence; it would be in the public interest to allow the 

· Government doctors to practise, especially in a~eas 
where medical facilities are inadequate; and it would 
help attract the better type of doctors to Government 
service. . · · , 1 

34. On the other hand, the volume of opini~n 
against private practice is quite considerable. It 
is al!eged that in hospitals where. private practice 
is permitted. the hospital work suffers as the ,doc­
tors tend to devote more time and energy towards 
private practice and that Medical Officers, particularly 
those with post-graduate qualifications, are reluctant 
to be posted to remote and difficult ~reas where the 
scope for private practice may be negligible. It is 
also argued that private practice interferes with teach­
ing and research work, and makes preventive medicine 
less attractive financially, though it has great §Ocial 
importance. \Ve find that while some States have 
banned private practice completely, others have allo~­
ed private practice either partially or whe>lly. Thus, 
some State Governments grant non-practising allow­
ance only to medical te::t.chers working in non-clinical 
departments of the medical colleges and to medical 
ofi1cers of public health departments. Other medical 
officers are allowed private practice. The weight of 
opinion of various Commissions and Committees 
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which have gone into this matter 'Seems to b~.·over­
whelmingly in support of the prohibition· of private 
practice and grant of non-practising allowance ·instead. 
An analysis of the replies to the questionnaire and the 
evidence also indicates majority support for the con- .. 
tinuance of the ban on private practice,· coupled with 
the grant. of a non-practising allowance to doctors .. : 
The Secretary,. Ministry·-of Health also, in the course 
of his evidence, expressed himself against-the. system -
of private practice. · Having regard to all.aspects we· 
are of the view that the best interests of both the-Go.: 
verriment and the employees would be· served :by the 
continuance of the existing prohibition ·. of private 
practice by the Gove~nment doctors. . ; '"·~ i · • 

:. ~: !.,•·: :,·~ 

35. We next. consider. the question whether .. the· 
•· doctors should be given a basic .scale of pay, ;With a 

non-practising allowance attached. to it· as;a:.qistinct 
element, or a consolidated . scale.· of pay. . , The··argu­
ment for a consolidated scale· of pay .is that with non: .. 
practising allowance being treated as pay practically 
for all purposes, it would be better to have all-inclusive,·. 
scales of pay. : We, however, feel that consolidated . 
pay scales would militate against the existing relativi~ · .. 
ties within the Government~ service . and ·would • thus 
distort the pay structure~ ::-.We accordingly recommend 
that the present arrangement in which the pay and the . 
non-practising allowance are separate and distinct 
elements should . continue. · ·· · · . 

· · · ·.:;d ' ':':. ·.1 ;,··l;•r·J) 

36. In the Central Health Service the rate of non~ 
practising aUowance is 50% subject to 'a . maximum . " 
of Rs. 600 per month for officers appointed to GOO 
Grade I, Specialists Grade and· Supertime .Grades 
I & II and 33!% subject to a minimum of Rs. 150 

-per month for officers appointed to GDO Grade ·rt 
On the Railways, the rates of non-practising allowance 
areas follows,:- ·· i. ··: .. ,. ·• · .•... , -i· r.; r 

Assistant Mediea( Offi~rs. . .. ~ J3!% subject' . to a 'min.imum of · 
·· · ' • . Rs. 150 per month. · ' · ' · 

Division Medical Officers. 3.5% subject to a maximum of 
Rs. 400 per, month. . . , , 

Medical·, · sui>erlntendents/ 35%. ~ubject to a maximum of 
Specialist Surgeons · Rs. 500 per month. ~ ·· 

Chief Medical' Officers of · Rs. 500 ,per month. '· · · 
Zonal Railways and Direc- . ~ , • . t. 

, tor (Health) Railway Board.. . ' . • . . 

While the Assistant Medical Officers and Divisional, 
Medical Officers are permitted restricted privat~ prac:. 
tice the officers in higher grades are not allowe~ the 
ben~fit of private practice. · • , . 1 

37. The Associations of 'Medical Officers , have 
asked for non-practising allowance at the rate of 50% 
of pay for all grades with the maximum amount vary· 
ing between Rs. 600 and Rs. 1000 per month. . yve 
find that in the States the usual rate of non-practlSlng 
allowance is 25% subject to a maximum of Rs. 400 
per month except in Haryana and the Punjab .w~ere . 
the rate is 331% for some posts and 50% billlted 
to Rs., 600 per month for certain other po :ts .. Th~re 
is thus already a · certain amount of dtspartty 
in the rates of non-practising allowance between the 
State Governments and the Central Government. VIe 
feel that any revision of non~practising allo~ance whtch 



would tilt the balance further in favour of the Central 
Government doctors would be difficult to justify, 
particularly in view of the ·ract that the Central Go­
vernment doctors belonging to the Central Health 
Servke and the RaHway Medical Service have an edge 
over their counterparts in .the State Governments in 
respect of basic pay scales also. In fact even at the 
existing percenta~l rates there would be unconscion­
able increase in the total emoluments of doctors in' 
view of the substantial increase in the pay scales of 
medical officers being· suggested by us. We, there­
fore, think that it would be equitable if the medical 
officers are assured of more ·or less the same order 
of increase in their total emoluments including non- · 
practising allowance as would become available to 
officers of the corresponding grades in other Services. 
For this purpose, we find it necessary to adopt the 
slab system of non-practising allowance. . The use of 
slab rates is widespread in the State Governments and 
has much to commend. it.· It is simple and direct and 
does not involve any calculations~ It is more rational 
and flexible and can be adjusted to suit various grades 
of pay; and the actual pay depending upon the length 
·of service. We accordingly recommend· non-practis­
ing· allowance at the following slabs for the officers 
ofth~ Central Health Se_l'Vice and the·Railway Medical 
Serv1ce ·:...;.... · ' ; . ·, · . · .. · · . <. . 

Central Health Se~l>ice 
' 

GDOs ,Grade II 

1 ;to sr stages i~'the_revised, scale ·Rs. -150 per month 
6 . to 10 stages iri the revised scale · Rs. 200 per month · 
11th stage· on~ards·' . - Rs. 250 per month 

GDOs Grade I 
1 to 5 stages in the revised scale Rs. 250 per month 

.6 to 10 stage~ _in the revised scale Rs. 300 per month 
11th stag~ onwards · • Rs. 350 per month 

Specialists Grade· II · 
1 to 5 . stages in· the revised scale Rs. 300 per month 
6 to JO stages In the revised scale Rs. 350 per month­

. I 
11th stag onwards . Rs. 400 per month 

Supertime Grades II & I and Specia- Rs. 600 per month 
lists Grade I (Rs: 1800-2250) 

Railway Medical Service: . · 

ADMOs Grade 

1 to 5 stages in the revised integrated Rs. 150 per month 
scale 

6 to 10 stages in the revised integrated Rs. 200 per month 
· scale 

11 to 15 stages in the revised integra- Rs. 250 per month 
ted scale 

16th stage onwards . Rs. 300 per month · 

DMOs Grade 

1 to 10 stages in the revised scale Rs. 300 per month 

·11th stage onwards . Rs. 350 per month 

Medical Superintendents, Specia- Rs. 500 per month 
list Surgeons, Chief Medical Offi­
cers and Director (Health), Rail­
way Board 
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For the sake of convenience, the amounts of non­
practising allowance that will be admissible at each 
stage of pay in the scales of GDO Grade II GDO 
Grade I and Specialists Grade II of the Cent rat' Health 
Service and ADMOs and DMOs Grade of the Raii­
WflY Medical Service have been indicated in the Appen- · 
dlX. · 

V. Miscellaneous 

· . 38. At present, four advance increments are granted :· 
to the GDOs Gr. II & I possessing a. post-graduate 
~egree and two adva!lce increments for those possess­
Ing a post-grfiduate d1plom~ before entering the Central 
Health Servtce. In the Ratl.ways, advance increments 
are ~rant~d to the AMOs irrespective of whether the . 
qual.tficatlons were acquired before entering the railway 
service or after. It has been represented to us that 
there is no justification for denying these increments 
to those w!to acquire· the post-graduate qualification 
after entenng the Central Health Service. We feel 
that the acquisition of these qualifications is in the 
interest of the Government also as they enhance the 
usefulness of an officer. In this view of the matter 
we do not think that any distinction should hence­
forth. be ma~e .as to ~hether t~ese qualifications are 
acquired while m service or earher .. As a precaution, 
however, _the post-~raduate ~egrees/diplomas which 
may quahfy for thts concessiOn may be stipulated. 

39. As regards the quantum of the post-graduate 
qualification allowance it seems to us that the number 
of advance increments granted at present is toQliberal. 
We are of the view that it would be more rational to 
grant a fixed amount as qualification pay than to 
grant advance i~crements whi~h may vary depending 
on the rate of mcrement whtch a particular person 
happens to draw at the time of acquiring the quali­
fication. We, therefore, recommend that the quali­
fication pay for a post-graduate degree should be 
Rs. 100 per month and for a post-graduate diploma 
Rs. 50 per month. This allowance should be confined 
to the proposed junior and senior scales in the Central 
!fealth Se~vice and t<_) the pr~posed integrated scale 
m the Ratlway Medlcal Servtce. On promotion to 
the Supertime Grade II in the Central Health Service 
an~ to the DMOs grade -in the Railways, no qualifi­
catton pay should be allowed but the pay may be so 
fixed that the promotees do not suffer a loss in their 
emoluments. In such cases, personal pay should be 
allowed, where necessary, to be absorbed in future 
increments. This concession should also be admis­
sible to the medical posts outside the Central Health 
Service and. the Railway Medical Service for recruik 
ment to whtch the minimum qualification is a medical 
degree (MBBS). 

4~ .. A special pay of Rs. 100 per month is at present 
admtsstble to Readers/Assistant Professors and 
Rs. 20Q p~r ~onth to Associate Professors belonging to 
the Specl.ahst G.rade of the Central Health. Service 
for teachmg duties. A number of associations have 
demanded enh~ncement of the existing rates of allow­
ance as well as tts extens1on to professors and lecturers. 
It has been argued that in addition to their teachinO' 
dut~es, the t~aching staff have to perform their pro~ 
fess10nal duhes as well. We do not think there is any 



justification eith!r for enhancement of the existing 
rates of special pay or for its extension to lecturers 
and profl!ssors. Any improvo:ment in the emolu­
m;nts of tl!actiing f>ta.ff would widen the disparity 
b;tw:o:n them and the hospital specialists and would 
disturb the existing relativities within and outside 
the C:ntral Government. · 

41. D~mands have been made for the grant of 
various other allowances such as specialists' allow­
ance, technical or professional allowance to enable 
the m~dical officers to keep themselves abreast of the 
I at ::>t d.:velopments in their field and administrative 
allowance for the Medical Superintendents for doing 
administrative duties. We do not find any subs­
tanc.! in these demands. 

42. Some Associations have suggested that credit 
should b! given in the form of "ante-dating" for ex­
perience gained prior to entry in Government service. 
Th.:ir d:ma.nd is for the grant of advance increments 
and ante-dating upto a maximum of 7 years which 
should count for varying purposes such as pay, pro­
motion, seniority and pensionary benefits. The 
grounds advanced in support of the proposal are that 
these concessions would help neutralise partially the 
ad verse effects of joining Government service late 
as compared to other officers of Central Services 
Class I. 

43. We observe that the Working Group of Ad­
ministrative Reforms Commission on Medical and 
Public Health Administration has recommended the 
grant of such ante-date which should not exceed 18 
months and should count for promotion, seniority 
and p.:nsionary benefits. We also understand that 
the doctors in the United Kingdom with a post-gra­
duate degree are eligible to count civil practice rendered 
by them prior to entry into Government service for 
ante-date upto a maximum of 7 years for the purpose 
of pay. \Ve do not recommend the grant of any· 
ante-date as we feel that the improvements we have 
recommended for the Medical Services are quite 
adequate to off-set the disadvantages of late entry. 
Further, there is already a convention that the recom­
mendations of the Union Public Service Commission 
for the appointment of a candidate on a higher initial 
pay than the minimum of the post should ordinarily 
b~ acc.-!pted by the Government. 

44. The Government have sanctioned a special com­
pensatory allowance of Rs. 150 per mpnth and Rs. 100 
per month to the Central Health Service officers 
who are posted to difficult and remote stations classi­
fied as category 'D' and 'C' stations. These stations 
are considered to be unpopular and the allowance is 
intended to compensate doctors for the hardships 
which they have to face due to the lack of civic ameni­
ties, educational facilities etc. Several associations have 
demanded that the allowance be increased and that 
in addition free housing and educational allowance 
for children who have to be kept in boarding ins­
titutions should also be given. The special allowance or 
Rs.l 00 per month for category 'C' stations and Rs. ISO 

. p:r month for category 'D' stations has been sanc­
tioned recently. It would thus be somewhat premature 
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for us to suggi!st any change therein at this ·stage 
\Ve understand that the Government have also decided 
to reserve some accommodation in Delhi for the fami- . · 
lies of Central Health Service doctors who are posted 
to category 'C' and 'D' stations and who cannot take 
their families there on account of personal reasons. 
The department also seems to have evolved a "trans­
fer pattern" which would ensure that 'no officeris 
detained at category 'C' and 'D' stations beyond a pre­
scribed period. These various measures . should~ 
we think, have the desired effect in, overcoming the 
reluctance of Central Health Service officers in accept­
ing transfers to ·the .. difficult" stations. , ~ _ · · ·, 

VI. Class I & II Medical posts not included in the 
Central Health Service · 

45. There are . a fairly large number of _Class. I 
and Class II medical posts under some Ministries· of 
the Central Government which are not included in 
the two regularly constituted Services viz., the Central 
Health Service and the Railway Medical Service. 
Most of these posts are under the Ministries of Defence· 
and Home Affairs and the Department of Atomic 
Energy. The distribution of these posts among the 
various Ministries and pay scales is given in the table 
below:- · 

·TABLE VI 

Pay Scale 

1600-100-2000 
1~7~1750-1~1950 

1300-60-1600-100-1800 • 
1300-60-1600 
1100-5~1200-60-1500 . 
1100-60-1400 
1100-50-1400 
975-1475 (State Gove~ment 

scale) 
900-5~1250 

75~60-1050 

700-50--1250 
700-40-1100-5~1250 

7~~1100-50/2-1250 • 
675-35-85~~105~5~1300 

675-358-So-40-105~5~1150 • 
600-4~1000-5~1300 

45~3~660-40-1100-5~1250 .• 
45~30-600-35-950 (State Go-

vernment scale) 
425-25-450-3~600-35-950 

~-800-5~950 

35~25-500-30-83~35-900 

35~900-35~600 . 
35~25-500-3~800 

325-25-500-3~83~35-900. 

325-25-500-30-800 

TOTAL 

•Border Security Force. 

No. of Posts 

De- Home Ato- Others Total 
fence M- mic 

fairs Ener-
(BSF)• gy , ' , 

1 1 
1 1 

3 3 
1 3 4 
8 8 
l 1 

2 '2 

1 1" 
1 1 

1 1 

24- 24 
3 3 

1 3 4 
1 1 

30 .. 1 31 
13 4 15 3~ 

13 13 

5 s 
49 5 54 

34 34 
215 72 1 288 
58 58 

. 181 181 
32 32 

28 2 58 88 

397 89 75 310 871 -
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46. It will b: noticed that 871 po~ts are distributed 
ov\!r 25 scales of which five are in Class II and the rest 
are in· Class I. In marked· co.ntrast to this diversity 
~f pay scales. there 'are. only 5 scal~s .of pay in the o~· 
ganised med!cal Services. A stmtlar lack of .u.m­
formity exists in regird to the rates of non-pract1smg 
allowance also~ ·· In some cases, the same rates .of 
'non-practising all~>tance as in Central Health Serv1ce , 
have b:!en adopted. ·In some others, a lower rate of 
non-practising allowance has been. adopted l'iz., 25% 
of pay subject to a minimum of ~s; 150 per m~nth and 
a maximum of Rs~ 400 per month.· There are mstances 
·where even . in the same Ministry, .different rates of 
non-practising allowance· ·are in ·vogue for simila! 
posts~ ~ ~· , ' · · · ·' · • · ' ·· ! · ' ' 

·,- (,~ I <, 

, 47;. We have given careful thoughtto the questlon 
whether the medical posts outside the Central Health . 

\ ' \ " "IT • • • ~ f " • ' • ~ • • -. 

p- !,•<·. 

Service and the Railway Medical Service should be 
given the corresponding Central Health Service 
scales of. pay and non-practising allowance or whether 
the existing disparities should be allowed to continue. 
It seems to us that the most satisfactory course might 
be to ·include as many of these posts in the Central 
Health Service as can be done without much adminis­
trative or practical difficulty. The largest number 
(397) of these. posts. are. in the Ministry of Defence 
chiefly in four organisations namely; -the General 

• Reserve Engineer Force (GREF), the Armed Forces 
Medical College, Poona (DG ·AFMS*), the Family 
Planning .. Organisation and. ·the Directorate General 
of Ordnance Factories (DGOF). We discuss rbelow 
the posts in each of these organisations. 

· 48. The posts in the General Reserve Engineer 
Force are as follows :~ ,_ 

. i. 

, . ..,.. ,,.· ' ~ . ' ' ! TABLE VII· 
. ): L ~ ~.,. ·. 

· . .,, 

.t 

. ' . 

~Pay Scale No~· of 
Rs. ' · !Josts. 

Method of 
r recruitment ' 

Qualifications and experience 
for direct recruits 

: Medical Officers Grade I· · 675-1150 ··· 30 · SO% direct M.B.B.S. and 5 years' experience. 
50% by promotion of Medical ..... f :~.: .. ~· ·•· ·' 

••• ··- > .,. ·<». ' too-: .·'-· - .·~··· .... Officers Grade II with 5 yean.' 
experience . .I _.. I,. .~ • ·~ < _( ' 

~ ~ ' ~ • '. •I ~ \ ,)' ... 1· 

Medical Officers Grade·rr· • 425--:-950 49.. 80% direct M.B.B.S. 
f. 

/ ' • ~ A 

20% by promotion of Medical 
Officers Grade Til with 5 years' 
experience. 

Medical Officers Grade III . 325-800 .: 28 Direct/deputation· Licentiates ' with 3 years'· ex­
perience . 

.' _to-r 

' . NoTE.-Non-practising allowance at the rate of 25 ~~ of pay subject: to a minimum of Rs. 150 and a maximum of R~. 4CO 
per month is admissible in the above posts. . ; . . . 

,' 

. We .. u~derstand · that. these posts. were initially 
not included in the Central Health Servk.e because 
of the general sh~rtage of medical gradua~e~ which 
caused difficulty m recruitment for the Mtmstry of 
Health. The position · has since improved arid we 
understand that there would be no ~dministrative 
or other difficulty in the inclusion of these posts in 
ihe Central Health Service. Thus the posts of Medical 
Officers Grade I and Grade II may be included in the 
GDO Grade I and GDO Grade II respectively of the 
Central Health Service. We also suggest that Medical 
Officers Grade III (i.e., those with licentiate qualifi­
cations) having 10 years' service may. be considered 
for promotion to th_e GDO ,Grade II of t~e Central 
Health Service agamst the 25% promotiOn quota 
reserved for licentiates. Till they are absorbed in the 
Central Health Service the posts of medical officers 

*Directorate Ge,ter~l of Armed For~s Me::lic1J Services. 

. . \ . . . 

· Grade I and Grade II should. be allotted the normal 
replacement sc~les of Rs. 1050-1600 and Rs. 700-
1300 respectively. As regards the Medical Officers 
Grade HI, they_ should be placed on the standard 
Class II scale of Rs. 650-1200. 

· 49.' In the Armed Forces Medical College, Poona 
there are three posts of Professors (Rs. 1300-I 800) 
and 9 posts of Readers (Rs. 600-1300). All these 
posts carry the Central Health Service scales of pay and 
rates of non-practising allowance except that Readers 
are not entitled to the special pay of Rs. tOO 'per 
-month admissible to Readers/ Assistant Professors 
belonging to the Central Health Service. The depart­
ment does not, however, favour inclusion of these 
posts in the Central Health Service. We suggest that 

---- ---·----- -------



~ these posts be: given -the scales· .of Rs. -1800-2250 and 
Rs. -105~180()"'respectivelyl .. ·.•. ··· · ... -· . ~ · 

1• ~- t • - ;,-{, · '<e I l ,J 'J ' ' · J 

. .. . . · .. :• ... ' 

-lSi 

·'50. In the Family Planning Organisation of the 
M:inistry of · Defence the· : following posts exist:-· 

• . - • . • • - • l • J ... ,. ·~ ~. ~ • - • • .. 

•• _: .. ~ j ~., . :: ; ... ::. ••• f' . ·,' ;_ > · .·. TABLB VIII' 
.. --<- ri. · ·~--- ~ .- ! .· 1 

No~ of Rato of ~.P.A. 
· posts, 

!.: .,.QualifieatjODS and P'\Cth~(:_qf, .recr:uitm~~. 

·• J-~·-· . ''· •• ·: 600--,300' •· •4··r _2S% of·pay Directrec.ruitment MBBS with· post-graduate· quali- · 
. fication.- . ; . . • 

'·- ~ 1' '-'· 4s~~2SO MBBS . without . post-araduate 
.. quali~cati~n •. ·· .,, ,. ·;· 

~a.~Y. MedicaH>fficcrs : 350-900. ! 5$ 25% of pay ' Direct ·recruitment· -Medical8l'aduates . · ·'• ~ · 

. '( ~ 

or 
-· 350-600 

~ ' • ' i . 1 ~ t • ; I -· -:-

The Ministry of Defence ·has suggested the .i.nclusion 
of ~hese posts in the Central Healtli ·Service.· We 
teeorltmend accordingly. Until then, all these posts 

·-should ·.be allotted the corresponding replace merit · 
~e.~ ,as; sl\CJ:WI). b~low ;7 , ~~-·., .·• , ·· .. :.•··· ~ 

~ ·r .. r. ~ , • .. i .. <t- --.. f~--· _ •• , ... 

f.l Existing scale""'- · . h -; ~ Pro)losed scale; ' 
" • • • .- · • · • • •• • • · \ - ' • _:. ~ 1;;, _ J, ... -·; ./ • ( · , • ~ ·I; ·! : :as ... : .. : . . . - . l • ! • '.' :• ~-
~uoo' . ·-~· ' 1 ..... tds()......;..16oo · ·:1 

• -~ - '; J •• - ' ' 

4~l2SO, .• ·••' I • '•: ·- • 

'. ' . 

... _, . , 

51-. In -the -organisation -of · Director-· General', 
Ordnance.. Factories (DGOF) there are 138 pQats ·of 
-Assistant Surgeons, Grade I .(Rs. 350-900) and one .. 
post of Deputy Assistant Director General (Rs,. 700-

. 1250),. which are held by civilian medical offioersi 
There are another 21 posts which are in higher grades 
and are held by the officers belonging to the -..t\J;"my 
Medical Corps (AMC). There is thus only one _higher 
'post in Rs. 700--1250·available for 138 Assi~tant: SuN 
geons Grade I who are all recruited direct. ; ' ·There 

· are in addition 77 posts of Assistant:surgeon Grade I 
(Rs. 350-900) scattered over the other units- .:of the 
Ministry of Defence which -are held ·by-civilian medi­
cal . officers and. whiph have no· pro.t;notional outlet. 
Non-P.ractisipg _aiJowanpe at .. ,een~~·, -~~l~h · -.S.ervice · 
rates ts attached to all ttiese posts.· 

... 
· Medicai li~ntiates .', 1 · 

· -:-~ .. The Assi~tant Su~geons in the Dir~ctorate Pencra1 
or Ordnance Factones have complatned of lack Ol 
promotional opportunities. The Director- General 
of Ordnance Factories has suggested that all- the 
.Medical posts in his organisation should be held by, 
civilian doctors and that they should be allowed, th~ 
'same scales as for the officers of the Indian Ordnance 
Factories Service on grounds of maintaining internal 
parity.· We are unable to endorse the propoSal for· 
parity of pay scales with the Indian Ordnance Factories 
Service Officers' as· the posts-· are· dissimilat", ·and the 
duties: and responsibilities are crntirely diJferep~: _,We 
understand that three alternative· courses are undet 
~onsideration of the Government '11/z~ (a) manning 
by civilian doctors of the higher ·medical posts in the 
Directorate General of Ordnance Facto'ries now held 
}lyArmy Me«;licalCotps Officers, or (b)militarisa~iori 
.of·the' entire medical cadre', or· (c) inclusion"_of the 
J;j9st~' in the CCntral Health Service." We feel that the 
present ·situation· is ·not- a · 'satisfacto'ry · one -a.nd "the 
Government s~opld ··take! aQ. ·earJy · decision: ·in' tho 
matter~ · ln the.event of all the posts in the Directorate 
Gener~l ofOrdnance, Factories being held by civilian 
doctors tJtey ·may be: 'place~ in tJte cor_responding re;. 
vised scales viz. Rs. 650-1200 and Rs. 1050-1600 in 
Hell of Rs. 35~99() an_d" Rs. 700-lf.SO res¢.ctiveiy. 
J;'"or the · remammg 77. posts ·or, Ass1stant ·. Surgeon 
Grade .f (Rs. 350-9.00) in ~he other units of the Minis­
,u-y ·of, Defe~ce also we recomm~nd tbe ·subst~t~te 
revised scale' of Rs. 650-:-1'200~ · ·- "'"· . - · 
' · I • ' . , I : 0 ": ' ;,. ".-: ~ .. 

-. I 52~ f The number' of medical posts in:' the' B<>rder 
~Security Fo.rce arid their scales of pay are as..follows :....:,;,.. 
• • ~ If . . . ~ • . • J. • . . • • ,. ' 

i. .,., 
,,. ,.· L·''"' TABJ.B IX .,, '.·.: ',. i. . • _-: f .. , '. .•.,-

: · Desipation·.: ;, 

._- • t ~. - • • • .; .. 

chief Medical Officer 

Si. 'MCdica,t. officer 
· GOO Grade' I 

GDO G'rade ll 
Lady. Medicai•Offiee.r' 
. ,, .. . ' '·. ,. . ..... -··-

\ -u,-.n-___ .......:.. __ 1, 

.. -,. .. 

. •. 

r ~ h 

Scale of No. of 
. Pay. · '--Posts 

600--1300 2 

600-1300 .·. ,: 2 

450--1250 13 
350--900 70 
350--900 2 

89 

Non-Practisios Allowance 

25% subject td a minimum of Rs. -ISO and a mlix.im':Jm of .Rs. •400 
per month.. . . · '· . ·:· ... J .· _, ,., , .. · ,. , ; .... 

SO% subject to-a-maximum of Rs. ·600 per month. · •.· .. , _ _. 
. . ., ~ ; ; . . ·' .. ; ~ .. I -- ' .... ~: ... 

25% subject to-a minimum of Rs. 150 per month. t _. • ·,. 

25% subject to a minimum of Rs. '!SO per month. 
33!% iJubject. to a minimum of Rs. 1 SO. per month.. -·.I 

'j• . J. ..- : ' ' ; ' - •. ,_ i . ... ., • • ~ • • ,.· . ' ,. ~ 

·=· 
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.. The posts Qf .Chief Med-~1 Officer_ and Senior multi-functional research.-, _.teams having can inter. 

Medical Officer require post-graduate; qualification,- disciplinary approach. Tho. bul~ of·lhei posts. are, 
All the posts except those of GDO Grade I ate filled however, clinical posts. In our opinion, doctors 
either by deputation or by re-employment of ex-army who are engaged on research wcrk could be given the 
medical officers or by direct recruitment. The post~. 1 , "! ••. scientific scales while those engaged on clinical 
of GDO Grade I are filled by promotion from GDO work could be given the Central Health Service scales 
Grade Il. While the Central Healt~ · Servic" pay· -· · ; · of pay; In the event-, however, of any ~dministrative 
scales and designations have been adopted for· these·' -·-.'f difficulty ia;t segregating research and clinical posts 
posts, the Central Health Service rates of non-prac- . we- would - suggest-..as a less preferred .alternative 
tising allowance have been-followed only in some cases. that all the- posts be allotted the scientific/engineering 
but not in ot~ers. We :understand !hat t!te Ministry pay seal~ .. f.S ~hown below:-
of Home Affairs is ·not tn favour of mclus1on of these · · · 
posts in the Central Health Service • We recommend 
that the medical posts in -the Border Security Force · :!.. Existing Scale' · .'' .. . . ', Ptoposed Scale 
should be fitted into the appropriate replacement ----'l"r,;"'~· ·~~~---------
scales as r~p.ow_s.· ·~-:- I -- . ~- - - - .. - ~ - Rs .. _ - t' •• - 'i •. - Rs. 

Existbti Scale 
. r. 

• · • 
1
. ;Pio~d Scale· 

I - .,. ; J • J. ' I\.' 

.. Rs.· ... · ·' 
....... b,.;_: 

600-1300 ·. . ·' . ! . ··~· · JOSG-1600 
I • il 

4SG-1~0 -r. . 1 • • . ;• •• , ~·· ~ . . .. 7~1600 ..... :·· 

350-900 •· ~- . . ' ·_-,.. . • .• ; .J· ' . .6S0-1200 
. ~ . 

400-950 • -roo.:-1300. 
700-S0.:12,S9 ,• , .. ·. . ... •; ,• .l 1100-16()9• 
1~~~50.:~~0- >: . . .. . .. lOSG-i600 
1100-1~00,, , ,. r~·::! , , . ~ · ~- ~. .., .· ~50Q.:2o0q 
• . ... 1 ! • ,. ~. · • : ·1 : • t I •, ~- • .. • .i i · · . i · . · · . 1 • 

.. The posts. in the faster track are. at preserit in ·the fol­
lowing scales of pay viz. Rs. 750-1050, Rs. 1100-1400, 
Rs. 1300-1600 and Rs.· 1400-1950. The revise4 scales 
for these posts may be decided by Government having 
regard to all relevant factors. The posts in the 
scale of Rs •. 32S-8PQ ~hould be placed in th~ . ~~ 
of Rs. 650-1200. · · · 

In ca~ it is decided by Government that' Central 
Health Service.-~~ of pay. should be allotted,_ the 
existing posts may. be fitted into. the revised Central 
Health Service seal~ of pay in the manner shown 
below:- · · 

Existios '$calc: ·. ·> ·' • !l ~ , ." •.. 1 • ·:·,. : · • Proposed Scale 
. , .. • r t..!'-- ... ;. . ···' 1 : ' . • ;.,, .· .~. . ... ; . • . . 

' Rso n . ! . • ! ·• __. • .l ' .. :: . .. ·· ,'. : • i. I~ ( ( 'Rs. · ! 
400-95«1-· {- ;t . .r. F'J.... •!' _,,. 7oo;..t300 
750-1050; :/':~-'~ 1:; ._,·,;~ ;!·", ·· '. 'I .·:_: •• ·' !~1. ' · · . 100-:i250l' - -:,. ,,,, .. .... ·.. _.i -. ··! ' ' •· 

. 1100.1400 _:., ~ ,. , • . . j: i- i ) ,_,· ,:,o".; 
H00-1500' I . # ,. •• :J •• -: •. I o; :~ : •• • ,;_ • l_O,S0-180f) 
1}Q0-1600 . t l I L • I ;, ~· : :• 

i3ob-tBOo't .. j ,. : '• •; II) \ _. •; 

J400-J950f ,,•. ,li-J, . r'l 1)' .. •. . . ;• • \ 1800-2250 
•· :. ••·· ",u:- ·, ~--~ Li_.,j b · .... (! o· ~ • 1 .o • 

.: 54~ The : J)osts · or 'doctors id.1 rthe · Department :of 
Labour 'and ·Emplbyiri,ent. ~re, as (Qllows~~ .· · 

, 11."' .I ._• 1 ' ' f I o •' . f '· I • 

TABLE X 

·. 53~ The strength. a~d kO inp(,$!tio~ of~:~hc-~~Cat 
posts m fhe Pepartment. of A.to.rmc Energy ~e ~Iiown 
m Table VI. The Department has· extended . the 
scales of pay applicable to their .scientific and ,engilieer­
ing posts to. the medical posts also on ground$ .of 
maintaining internal . relativiv-. There are tWo sets 
of scales in this department-j-on~ set o(normat seale) 
and another set of. highef. scaleS fof:rewarding the 
more com~tent by putting; them ·on. a. faster; trac~ 
The rates of non-practising a.Uowance are 'at~ .diffet.~ 
ent from those in force in the Central Health Ser'viee~ 
Posts 'in the Class I Senior sCale arid above have non~ 
practising allowance. at th~ .ra~ ·. oi'40% . ~ubject 
to a maximum of Rs. 600 per month,· while postS in.tlle 
Class I junior' scale bave non-practising · allowan~ 
at the .rate of 25.% subject to a minimum of,; Rs. 150 
pet. month for· the first 7 years and 30% ftoiil the 8tf 
·year ... The Class q po_sts carry !,non-pra(;tislng 'all~ 
owance · at the rate · of '25 %- ·Post-graduate . quali!. 
fications are compulsory' for all_. pqsts · bt1 CJass-'1 
senior scale and above.· For the· ~osts in 'the lower 
grades the minimum prescri~ qualifi~tion is M.B.B.S. 
with. some experience. .For . posts 10 the scale of 
Rs. 400-950 the rules provide· for the grant of four 
advance increments for those with a post-graduate 
degree and two advance increments for those with.· . . ~~~, 

a post-graduate diploma. . 
I ; -,I 

We understand that the department does not 
favour the inclusion ,of ·these posts in the .Central. . 
Health Service. The only question to be decided ·is· ; ,., .. 
whether the pay scales for the medical posts in .this.· 
department should be fixed on considerations of 
internal relativity with. the scientific and enginee(!-. . 

- ,,·.,p .1 .• 

''·Designation · 

1. ~puty •. 
--Ducctor 

. . ~. . 

~- 2. _ Assistant. · 
Director 

Scale of No. of Rate· I r Qualifications 
Pay Posts· of and method of 

Rs. 

1100-1400 

700-1250 

NPA recruitment 

' f ~ ... • • 

1 2S% B~ promotion 
from Assis­
tant Director · ..,_ 

. witb 7 years• .. 
• ' . experience,. · , . 

2 . 25:-;. ·Direct . •recruit• /.. 
ment. MBBS · 
with 5 years• 
experience. 

ing posts in the department. or whether external r-e-.. 
lativity with comparable medical posts outside~ should 
be the ·criterion. We understand that some of the 
medical posts are research-oriented and the doctors 
work along with scientific personnel as members of -----------------------------



Designation 

3. Deputy 
Director. 
Mines Safety 
((ndustJ ial 
Hygiene) 

4. Junior 
Medical 
Otncer 

S. Assistant 
Director/ 
Medical 
Officer 

tABLE X-Contd. 

Scale of No. of Rate Qualifications 
pay of and method 

posts NPA-·_/ recruitment 

R.s. 
900-1250 Included in 

Central Health 
Service 

350-800 Included in 
Central Health 
Se~ce 

325-800 14_ Included in 
Central Health 
Service 

We understand that the posts at items 1 and 2 
in the above table have not been included in the 
Central Health Service due to the specialised nature 
of duties attaching to these posts. We recommend 
that these posts may be given the revised scales of 
Rs. 1300-1700 and Rs. 1050-1600 respectively. 

55. The. Department of ·Rehabilitation employs a 
number of Medical Officers primarily in the Danda­
karnya Project and in the Mana group of. Transit 
Centres. The details of the posts are shown below:-. 

TABLE XI 

Designation Scale of No. of Remarks 
Pay posts 

Rs. 
Chief Medical 675-1300 1 Included or pro-
Officer posed to be 

mcluded in Central 
Health Service 

Specialist 425-950 5 Do. 
Medical Offi1..-er 325-900 31 Do. 
Medical Officer 325-800 29 Do. 

Since the above posts have either been included 
or are proposed to be included in the Central Health 
Service we do not consider it necessary to recommend 
the revised pay scales for any temporary ad hoc 
appointments made to these posts pending posting of 
regular Central Health Service officers. 

56. The following posts of doctors exist in the 
Planning Commission:-

Dl!~ignation 

Chief of Divbion 
Joint Ditector 
Senior Research 
Ollker 

TABLE XII 

Scale of No. of 
Pay posts 

Rs. 
1600-2000 
) 100-1400 
700-1250 

Remarks 

Included in the 
Specialists' Grade 
of Central Health 
Service. 
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The posts of Chief of Division and Joint. Directot ,~ 
are filled by transfer on deputation of· officers. of 
the Central/State Governments, _Universities . re-· 
cognised research institutions of Public· Under:-. 
takings having adequate experience of public-health- "-· 
programmes. While no non-practising allowance is ' 
attached to these posts, Cen\ral Health .-Service/ . 
State Government officers are. allowed on appoint.; . 
ment to retain the non-practising allowance admis~ · · 
sible to them in the parent cadre. We sugges~ that · 
the Chief of Division and Joint Director may· be, 
fixed in the scales of Rs. 2000-2250 and Rs. 1300-1700 
respectively on the lines of our recommendation for 
similar posts in the Planning Commission. - · . 

·57. Ther~ is one post each. of :As.sistant' Dkector . ·. · 
General of Health Services ·(Blood Transfusion) and· · 
Director (Civil Defence) in the scale of Rs. 1300-1600: 
in the Ministry of Health. We 'understand that the.:·­
f?rmer post is proposed to be iricluded in the Super.;. . · 
time Grade II-ofthe Central. Health Service.~- We: -
suggest that the post may· be placed in the revised . .· · 
scale of Rs. 1500-1800 pending its inclusion in the .. 
Central Health Service .. Thereafter, .it should· be· 
allotted the scale for Supertime Grade 11 or any · ., 
other grade as may be decided~by Government .... ; 

The post of Director(Civil Defence) is filled .by 
transfer on deputation of suitable Army/Central/ 
State Government officers, the qualifications being. 
a post-graduate degree with 12 years'. standing . in 
the medical profession. This . post is not being.· 
included in · the Central Health Service in view of 
the nee.d to induct army officers and the vari~d pature; 
of duties. We recommend that this post' may be 
given the scale of Rs. _1500-1800. · , . : .· , .. 

58. There are a few posts 'of doctors in the Far­
raka Barrage Project and · Trisuli Hydel Project 
under the Ministry · of Irrigation and Power. '. As 
the posts in the Farraka Project are on ~est ·Bengal 
scales of pay, we do not make any recommendations 
in this regard. ·As for the post of ·Assistant. Sur ... 
geon (Rs: 325-800) in the Trisuli Project; this may 
be given the scale of Rs. 65Q-l200. · 

59. There are 3 posts in the President's Secre-· 
tariat in the scales of Rs. 1300-1600, Rs. 675-ll50 and 
Rs. 325-800. No non-practising allowance is at pre­
sent attached to ·these posts. All these · posts are . 
"personal staff" posts and appointments· thereto are 
discretionary. They should be given. the scales of 
Rs. 1500-1800, Rs: 1050-1600 and Rs. 650-1200 
respectively. · · · · · 

'-
60. As regards grant of non-practising allowance 

to the Class I and II medical posts outside the Central 
Health Service and . the Railway Medical Service, . 
we consider that these posts (except those referred 
to in paragraph 61 infra) shouldbe granted the same 
rates of non-practising allowance as we have recom­
mended for corresponding posts in the Central Health 
Service subject to a minimum of Rs. 150 per month 
and a maximum of Rs. 400 per month. We accor-



dingly recommend that these posts may get non· 
practising allowance as follows:-

·Pay Scale Non-practising Allowance 

6SQ-960 }Rs. . . ·. As recom~ended · for GDOs 
6SQ-1200 \ Grade II of the Centtal 
7()()-1300 ' ·' \ Health Service at . corres-
. · · . , · .. ponding pay levels. . · 

105~1600} •. · • . As· recommended for GDOs 
130Q-l~OO .. _ , Gradel or Specialists Grade 

'' II of :the Central Health 
l ~,; ( " Service · depending · upon 

. '! 
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· whethe1 post-graduate quali· 
. ., 1 • , ficati~ns are required or· not. ' 

700-1600. . 
(Corresponding to the existing As recommended for GDOs 

scale of Rs. 450-1250 out Grade II and GDOs Grade 
·side CHS) · ' I of ·the Central Health 

:~: • · ._ .. • 1. ·.Service. r, · 
105()......1800 .' .... ' , · , ~ · ; i ·I • · ! , t · ; 

(Readers hi 'Armed ·forces · As recommended for Specia-
Medical College:. Poona) · lists Grade II of the Central 

· ' - · ..... Health Service.··· 
1500-1800 and above .. · · .Rs~· 400 per month (fix~d) 

' ... 

·. ·The ·non-practising. allowance which . \vould: be 
admissible • at· each ·pay stage in' the revised scales 
is indicated: in the Appendix. ,; ' . : · · '· 

· 61 ~ The medical posts in the Planning Commission 
do not have any non-practisingaUowance attached to 
them but Central. Health Service/State .' Government 
Officers are allowed,· on appointment,' to retain the 
non-practising' allowance ;allowed to -them in rtheir: 
parent cadre. ; Similarly no non-practising allowance 
is :attached to ; the posts in the ·President's .· Secre~ 
tariat~ -We do' not 'recommend any non-practising • 
allowance for· these; posts 'except that the· existing 
practice in the Planning Commission· may continue. 
In regard to the Department of Atomic Energy: we 
recommend that the posts. which are allotted Central 
Health Service scales may. also get non~practising 
allowance. at the corresponding Central Health -Ser­
vice rates. Medical posts in. the Departmca.t which 
are allotted scientific . scales . of . pay should also 
get noq-practising allowance. at the. same rates . as · 
we have· recommended · fm: corresponding .Central 
Health Service posts.· . 

Vll. Class~ (non~gazet!ed) a.nd Class m Medical posts 
... '·. ._ . . '; ,. , . . 

· · 62. -~~ this Section we examine the scales of pay 
for the categories of Registrars, :Demonstrators 
and a few other Class II (non-gazetted ) ·and class III 
medical po~ts in the hospital$ and. m~dical colleges. 
The details of these posts-· are 1as follows:- · 

TABLE XIII 

Designation_ . Scale of 
Pay 

Health Def- Atomic Total 
ence Energy 

.. Rs. : 
Demonstrator, 325-15-475-20- 10 

575+NPA@ 
25% subject to 
a minimum of 
Rs. 75 per 
month 

10 

TABLE Xlli-Contd. 

·Designation Scale of· 
Pay 

Health Def· Atomic Total 
ence Energy 

Rs. 
' Demonstrator 335-15--425+ 43 

NPA@25% 
of pay subject 
to a minimum 
of Rs. 150 per 
month 

Assistant Clinical Do. 1· 
Pathologist · 

Medical Officer/ 325-15-475-20- 13 
Research Assistant/ 575+NPA@ 
Field Instruction/ . 25% of pay 
Assistants Bacterio- subject to a 
l\lgist, etc. minimum of 

·· ··· · Rs. 75 per 
month 

c Junior Reseicch ; 
Officer 

' 350-25-57 + 
NPA@25% 
subject to a 

. minimumof 
Rs.l50 per 
month 

,:Regtstrar 375--25--425 
350-25--400 
375-25--475 

1 I 

Resident Medical 375 (fixed) 
Officer · · 

88 
79 
1 

28 

236 28 

71 

1 

13 

1 

88 
79 
1 

4 4 

4 268 

63: All the above posts are filled by direct re­
cruitment, the minimum qualification' being a medi­
cal degree with one year's experience in some cases. 
The duties of Demonstrators are to conduct practical 
classes . for the post-graduate and under-graduate 
students and take regular teaching classes for them. 
Further, they assist the professors and assistant 
professors in their work. The posts in the· scale 
of Rs. 325-575 are in the AU India Institute of Hy­
giene and Public Health ·and those in the scale of 
Rs. 335-425 are in theJawaharlal Institute of Post­
Graduate Medical Education & Research and the 
Armed Forces Medical College, Poona. 

Before . the formation of the Central Health 
Serv~ce, Demonstrato~s could lo~k forward to pro­
motion as. Lecturers m the medtcal colleges. With 
the inclusiOn of the teaching posts in the Central 
Hea~th Service, the Demonstrators now have no pro­
motiOn outlet. The Demonstrators of the All India 
Institute of Hygiene &,Public Health, Calcutta have 
represented that their designation and pay scale 
should be upgraded to those of · Lecturers as they 
are performin,g identical ~uties, there being no posts 
of Lecturers In the Institute. The Director of the 
Institute has also suggested that some of the posts 
?f Demonstrators and allied categories in the Institute 
tn the scale of Rs. 325-575 may be designated as 
Lecturers in the Specialists' Grade- of the Central 
Health Service and others included in GDO Grade 
II of the Central Health Service. The minimum 
qualification for a LeCturer in the Central Health 



Service is a post-graduate degree or diploma with 
3 to 5 . years' experience. On. the other hand, the 
qualification prescribed for the Demonstrators is 
only a ~tedical Degree. \Ve, therefore, cannot 
support the proposal for equating Demonstrators with 
the Lecturers. Considering, however, that there are 
no avenues of promotion open to the Demonstrators 
and the medical course h of a longer duration as 
compared to other professional courses, we would 
suggest the scale of Rs. 650-960 for the Demonstrators. 

,. ' i ~ ? J 

64. The posts of Medical Officer/Research Assis~ 
tant/Field Instructor/Assistant Bacteriologist etc.­
all in the scale of R!. 325-575-are located in the 
All India Institute of Hygiene & Public Health. The 
posts of Assistant Clinical Pathologist (Rs. 335-425) 
and Junior Research Officer (Rs. 350-575) are in the 
J awaharlal Institute of Post-Graduate Medical Educa ... 
tion and Research. Since the qualifications, method 
of recruitment and duties of these posts are similar 
to those of Demonstrators, we suggest that these 
posts also should be placed in the scale of~- 650--960. 

65. We also recommend that Demonstrators and 
other categories mentioned above should be paid the 
special pay for post-graduate qualifications as in­
the case of the Registrars. 
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66. The posts of Registrars are filled for a limited 
tenure of 3 years. These are basically training posts 
inasmuch as Registrars gain useful clinical experience 
which enable them to qualify for the higher posts· 
or to complete their post-graduate studies while work· 
ing as Registrars. The duties of Registrars are to 
supervise the work of the House Surgeons and Physi­
cians working under them and assist the Doctors in 
the O.P.D. *They also take teaching classes for the 
House Surgeons/Physicians. While the Registrars 
in the Willingdon and Safdarjang · hospitals are in the 
scale of Rs. 375-25--425, those in the Jawahartal 
Institute of Post-Graduate Medical Education and; 
Research are in the scale of Rs. 350-25--400. No 
non-practising allowance is attached to these posts. · 
However, a special pay of Rs. 100 per month ··is 
admissible to those ~aving a post-graduate degree 
and Rs. 50 per month to those having · a post­
graduate diploma. Having regard to the fact that 
only a three-year scale is necessary for R!=gistrars, 
we recommend that they may be granted the scale of 
Rs. 650-710 corresponding to the first 3 stages of the 
standard Class II scale. There are also 4 posts 
of Resident Medical Officers in the Department of 
Atomic Ener~ on a fixed pay of Rs. 375. As these 
posts are analogous to those of Registrars in· the 
hospitals, we recommend the same scale for them. 
For the post of Registrar (Rs. 375--475) in the All 
India Institute of Physical Medicine and Rehabi­
litation (Ministry of Health), however, we recommend 
the lower segment of Class II l'iz. Rs. 659-960 as we 
understand that it is not a tenure post. Special 
pay for post-graduate qualifications to the Regis-· 
trars may continue as at present. 

67. There are a few· Class· Ill medical posts for . 
which the minimum qualification is a Licentiate in~ 
Medicine and Surgery~· These posts ·which': number. 
only 1 0 are in the scale of Rs. 150-380. Five ·or these' 
posts are in the Ministry of Works & Housing, 3 in 
the Ministry of Finance and one each in the Minis­
tries of Health and Labour & Employment-:, Non:-. 
practising allowance at the rate of ~5% of pay subject ~ 
to a minimum of Rs. 75 per month is attached to most 
of these· posts. This is a residual category as':the 
licentiate training course was discontinut:d in! 1963 
and there has been no recruitment· to ,-this· cadre 
since then. Under the Central Health Service~ .~ules~. 
all licentiate doctors in the organisations participating. 
in the Central Health Service: who! were appointed, . 
before 15th May, 1963. and who have .rendered '10 
years9 continuous service in a Class II or Class :n,t. 
medical or public health post are eligible to be appointed~ 
to the GOO Grade II.cadre. of. the Cent(al · .I:Iealth. 
Service (Rs. .35~900) against 25% of the vacancies'. 
in that grade reserved for them. · We are of the opinion 
that the scale of Rs. 150---380 for licentiate doctors is 
inadequate considering that this seal~ was abolished: 
in the Railways as far back as 195~,. as there was di.ffi-' 
culty in recruitment on this.low remuneration and 
in the Central Health. Services Tule~ the scale, of 
pay of . licentiat~ · officers .. h~~- been specified' ~-S. 
Rs • 350-600. · There are also some posts of licentiates 
in the Ministry of Defence in the scales of Rs .. 325-

. 800 arid Rs. 350-600. · Giving the : weight J to 'all 
factors. 'we recommend. for these posts'the scale·of 
Rs. 650-960. . .. ' . · .. • .·' . ~· '- ·, .;;-. 

t~ .! .. '·~· :-~ ~,:., ~ .•. l-~{ ,.~ j; 

We recommend non-practising allowance at the 
following rates for ·the medical posts on the scale 
of Rs. 650-960.·, There ·~ould be no. non-practising 
allowance ·for the 'Regtstrar 'however~: ·~- .: ·: • .. ;.; 1~ 

,;' , , I ' 1 "'.,.,• '· _, r / • ·; •• ,i!. :~ .: _.c ~·; '.:, f' ,;I • ~ 

1 to 8 stages. : . ~ .. 1 •• ; · .,. · .: .. Rs.·ISO per month :~ 
... -Rs. 200 per month .. ·. 9th stage onwards · · 
' ' ·... • .. •J 

t-- • • ' ' . . . ~ .. 

-! ~' 1 ~ \<J 
Vlli Dental Surgeons 

68 .. The strength'_ and
1 
~omp~sition' ~>t' th~ ~adre, 

of Dental Surgeons. and, Dentists and· its. 'distribu.:. i 
tion among the variouS departments, are shown in the -
following table:- · · ' · · · ; ., · ' ~· · ,: r 

Designation 

Professor 
Staff Surgeon 
(Dental) 
Dental 
Surgeon 

TABLE XIV , . 1 · · ' · · .' · .: , 

Scale of · · .. Number ofposts -' : f J "·"'· • 
Pay . ,.... _ _..... --""'. · · · , ,:: 

Rs. 

1100-1400 
700-1250. 

700-1150 . 

Health .· Labour. . Rail· .. Total· 
· & wa.Y.s · 

Employ-
. ment 

. .I . 
' • l ! 

, ) .•· ' j fi 
:....: j '· :_· ---;::!. i 'I' 
. -'; ,·_;,. i)) 

·<I .i 

~ • , 4 I 

.. :··· -1 ,i 

Surgeon . 375-900 
De~~ 2 ·~ 

Den~ } I 

·-------------------------------------------~----------} •out Patients Department. 



fABLE X1V-Contd. 

· Number of Posts 
Designation Scale of 

Pay Health LaboUr Rail- Total 

Junior Staff 1 
Surgeon ~ 
(Dental) J 

Assistant 1· 
Medical 
Officers 
(Dental)/ J 
Dental . 
Surgeon · 
Dental 
Surgeon·· 

Dental _ 
Surgeon/ 
Assistant 
Dental 
Surgeon. 
Grade I 

TOTAL: 

ItsJ 

350-900 . 

350-800 

. 325-800 . 

& ways 
Employ-
ment 

2 2 

21 21 

3 3 

3 3 6 

13 '4 . 21 38 

With th~ e~c~ption. of the posts of Staff Surge6n 
(D.!ntal) and Junior Staff Surgeon (D~ntal) all the 
above posts are filled by direct recruitment. While 
the post· of Staff Surgeon (Dental)· is filled by pro-

- motionfromthegradeofJuniorStaffSurgeon(D~ntal), 
the · latter . is filled. by direct recruitment and by · 
promotion in equal :proportion. The minimum 
qualification for recruitment to posts in the grades of 
Rs. 325-800 & Rs. 350-800/900 is a degree in Dental 
Surgery (BDS) with ·post-graduate training in some 
cases •. ForpostsinthescaleofRs.375-900 and above 
post-graduate qualificati?n or training is essential. 

69. The main demand of the Indian Dental Asso­
ciation .., and other bodi~s representing the . Dental 
Surgeons is for parity with the Central Health Service 
in regard to scales of pay and non-practising allowance. 
The Associations have argued that prior to 'the cons­
titution of the _Central Health Service there was 
identity in regard to pay scales and non-practising 
allowance between the medical officers and dentists 

. and. that in several State Governments, dentists and 
medical officers are treated alike. The departmental 
witnesses were, however, not in favour of any such 
parity. · 

We have examined the· matter carefully. The 
. B.D.S. Course is of four years' duration whereas the 
M.B.B.S. Course is of 5! years' duration (including 
one year's internship). On the other hand, unlike 
the GDO Grade II, the Dentists are required to possess 
three years' experience with preferably post-graduate 
qualification or training, which· would off-set the 
shorter period of their training as compared to M.B.­
B.S. doctors. The scope and content of the M.B.B.S. 
Course is, however, of a higher standard and also 
covers a much wider range. The duties and res­
ponsibilities of M.B.B.S. doctors are also much more· 
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onerous than those of Dental Surgeons. These consi­
derations would justify a differentiation in pay scales 
and non-practising allowance · between M.B.B.S. 
doctors and D~ntists. On the other hand, most of 
the State Governments and Public Sector Under­
takings do not make any distinction between these 
two categories. In the Armed Forces the pay of 
officers of th~ Army Dental Corps is lower as com­
pared to that of the Army Medical Corps Officers. 
Our overall assessment is that a differential in the level 

·of· remu~eration between dentists and M.B.B.S. 
doctors w.ould be justified. . ' 

70. We recommend that dentists under the MiD.is­
try . of Health and the Department of Labour and , 
Employment in the scales of Rs. 375-900, Rs. 350-900, 
Rs. 350-800 and Rs. 325-800 may be given the scale of 
Rs. 650-1200. For the two posts of Junior Staff 
Surgeon (Rs. 375-900) which are partly filled by 
promotion and for the post of Staff Surgeon tDental) 
in the scale of Rs. 700-1250 we would recommend 
improved scales of Rs. -900-1400 and Rs. 1300-1700 
respectively, as the dentists should have some posts 
at these levels also. The post of Dental Surgeon 

. (Rs. 700-1150) may be equated to GOO Grade I 
and granted the scale ·of Rs. 1050-1600. There is 
a post of Professor of Dentistry in Jawaharlal Insti­
tute of Post -Graduate Medical Education and Re-

. s~arch (Ministry of Health) which· is filled by direct 
recruitment from candidates possessing first class 
post-graduate degree and 6 years' teaching and clinical 
exp~rience/ In conformity. with our recommendation 
in another Section that non-medical professors should 
be placed in the scale of Rs. 1500-2000, we suggest 
that the post of Professor of Dentistry may also be 
similarly dealt with. , 

· 71. The Dental Surgeons on the Railways formed 
part of .a common cadre of Medical Officers till 
1.1.1966. Subsequently, when the pay scale of 
Medical Officers (Assistant Surgeons Grade I) was 
revised to Rs. 350-900 and they were designated as 
AMOs following the reorganisation of. the Central 
Health Service, a similar revision was not effected 
in the case of dentists. Some of the Dental Surgeons 
who felt aggrieved by this discrimination took the 
matter to the High Courts which upheld their conten­
tion that they should be treated on the same footing 
as AMOs. In view of this decision, we understand 
that all Dental Surgeons have now been brought on 
the same scale a~ AMOs viz. Rs. 350-900, but that 
future recruitment will be in the scale of Rs. 325-800. 
For the D~ntal Surgeons in the Railways also we 

·recommend the scale of Rs. 650-1200 with 10% of the 
posts on a Selection Grade of Rs. 900-1400. 

72. The Dental Surgeons have complained that 
they have no avenue of promotion and that most of 
~hem would ~ave to retire in· the recruitment grade 
Itself. On this ground they have asked for formation 
of a separate dental cadre. The Department of 
Health has explained that it is not possible to form a 
viable cadre for dentists due to the small number of 
posts and the distribution of the existing posts among 
different establishments. We understand that the 
department is, however, considering the question of 



provision of consultants and specialists in dentistry 
so as to provide an avenue of promotion. This would 
meet the demand for promotion outlets to some extent. 

73. We find that there is no uniform practice in 
regard to the rate of non-practising allowance ad­
mi.ssibl: to D:ntists in various departments. On 
th: ·Railways, non-practising allowance is granted to 
the D.:ntists at the rate of 33!% subject to a minimum 
of Rs. 1SO/- per month, whereas in the Ministry 
of Health, the r;U~ of non-practising allowance is 
2S% subject to a minimum of Rs. ISO/- per month. 
In the Ministry of Labour & Employment als~ the 
rate is 25% except for one post, which has been given 
non-practising allowance at 331%· The non­
practising allowance admissible to Army Dental 
Corps {ADC) officers is 2S% for the first seven years 
and 33!% thereafter subject to a minimum of Rs.· 
1SO per month and a maximum of Rs 400 per month 
as against 25% for the first seven years, 331% ~for 
the next eight years and 50% thereafter subject to a 
maximum of Rs. 600/- per month admissible to Army 
Medical Corps .. We consider that Dental Surgeons 
should b: granted non-practising allowance at ·the 
sam:: rates as admissible to officers of the corresponding. 
grades of the Central Health Servjce but. subject 
to a maximum of Rs. 400. per month. We accor­
dingly recommend the following rates of non-
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practising allowance for ·Dental Surgeons:-:-

Pay Scale Rate or non-practis~ 
· ing allowance ' .. · -' 

Rs. , . . , , , Rs. :·~;:-r 
650-1200 1 to 8 stages . ; 150 per monthA '· 

9 to 13 stages , . 200 per month 
14th stage onwards 250 per month : 

900-1400 1 to S stages 200 per month · 
6 to 10 stages . 250 per month· , ,, 

11th stage onwards · 300 per month : . . 1 
1050-1600 1 to S stages 250 per month. ·. 

6 to 10 stages . 300 per month'' 
11th stage onwards · 350 per month ; ··' · -

1300-1700: _J to S stages .. 300 per month . , . ' 
6th stage onwards : 350 per month · .·, 

1500-2000 :•:'· ... 400permonth(fixed) 

For the sake of convenience,·non~practising allowance 
that would be admissible at various pay stages in the ,. 
above pay scales has been indicated in the Appendix. 

74. We recommend that~ as in the .case of S:entr'a1 
Health Service, the Dental Surgeons in the scales of 
Rs. 650-1200, Rs. 900-1400 and Rs.lOS0-1600 should 
be granted a qualification pay of Rs. SO/;. per montll 
for possessing a.,post:.graduate diploma; and I• .Rs~ 
100/- per· month for, possessing a 'post-graduate' 
degree, whether acquired before· entry into _Govern~ 
ment service or subsequently provided such :a quali-' 
fication in not stipulated as. an .. essential qualification 
for employment in the post concerned.: • ', 1 :: ' r ,, ' 

IX. Physicians of IntllgenouS . Syst~ms of: :Medi~in~ 
andHomeopaths .• · .:. ' ·;· :·:~::· ,'_') 

1S. While the· bulk' of- the· Medical Officers 
. employed under the Government of India belong to 

\ the Allopathic System of Medicine~; there are' a few 
belonging to the: Indegenous Systems of.Medicine 
(ISM)' and Homeopathy. · Thek number and• 
scales of pay are as follows:-'· · , · · ·} 

' 'I' :' ) .~ e f I ' ' ; f' ' 

I TABLE XV 
fl.·, .,·J' 

Designation 

Adviser (lndegenous 
Systems of Medicine) 

Senior Research Officer 
Research Officer • 
Research Assistant 
PhysiciJll (Centra 1 

Government Health 
Scheme) 

Scale or pay 

Rs. 

1300-1600 with Special Health 
pay of Rs. 200 per 
month 

700-40-1100-50/2-1250 Health 
350-680 ·"'-Health 
210-425 Health 

32S-800+NPA (/f) 25% Health 
subject to a nunimum 
of Rs. 150 per month 

Ministry Ayurveda Homeo.:. ' Unani · Sidha 
) patby .. · 

~Total 

1 

'2 
2' 

'3 

13 

. 1 

s 

,.._ . 
• r t, .If 

'·' 

,•' ' ,J 

. ·' : ·., 
l ....... ·< 3' 

1 ... \· '. i :1 
' '', '"6 

VaiJ Superintendent 
Senior Ayurvedic Vaid/ 

Ayurvedic Manager 

Do. 
250-10-290-15-530 

Labour & Employment 
Labour & Employment 

1,~ 

.i 
1 

'2 
;, 

Ayurvedic Vaid • ..168-8-280-10-300+ Labour & Employment 59 59 
NPA @ 25% of pay 
subject to a minimum 
of Rs. 75/- per month 

TOTAL • 

76. We understand that there are two. types of 
training courses in Ayurveda l'iz. a D~gree Course 
and a Diploma Course. The minimum qualification. 
for admission to both th: courses is Matric but the 
D.!gree Course· is 5 to 5! years' duration while the. 
Diploma Course is of 3 to 4 years' duration.. The -

'r 
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period of training for the post~graduate. degree 
Course is 3 years and for the post-graduate diploma 
2 years. No. compulsory perod of internsrups; 
following the degree or diploma Course seems t() 
have been prescribed. The lowest training ·course 
is that of Sahayak Vaid for which the minimum 



9u1I:ficativn i.i ~~iddl.: Pass and the p!riod of training 
ts 2 y.:ars. Thts corr.!sp..>ads to th-! Pharmacists' 
Cvurse und:r th:: AllopJ.thic Syst;!m of Medicines. 

77. Research Staff; Th! Advis.:r (Indig;!nous Systems 
of Medicine) advises the Gov~rnm-:nt of India on 
p~licy matters relating to the proper development 
of th! indigenous. systems of m;!dicine. The quali· 
ficJ.tio:ts prescribed for the post of Adviser are 
Ayurv.:dacharya or a medical qualification included 
in th~ Indian Medical Council Act, 1956 and a post­
graduat.! degre~ or diploma in Ayurveda with good 
knowl.:dg! of Sanskrit and English and 15 years'. 
professi )nal, administrative or teaching experience 
in Ayurveda. According to th~ Department of 
Health th! duties of the Adviser· havl! undergone a 
basic chang! in that he has become the executive 
head of a small department in addition to his advisory 
role. He is also functioning as the ex-officio Director 
of th! C!ntral Council for Research in Indian Medi­
cine and Homeopathy which consists of 5 Directors 
(Rs. 130J-1600) and 6 D.:puty Directors (Rs. 1100-
1400). Giving due weight to all -factors we 
recommend that the pay scale of the Adviser (ISM) 
be revised to Rs. 1800-2250. No ~pecial pay or 
non-practising allowance will be given in addition. 

78. Below the Adviser (ISM) there are 3 posts of 
Senior Research Officers which are filled by promo­
tion of Research Officers, failing which by direct 
recru1tment. Qualifications for direct recruits to 
the pJsts of Senior Research Officer (Ayurveda) 
are a d~gree or diploma in Ayurveda plus a post· 
graduate qualification and 5 y~ars' research experience. 
For promotees 5 years' service as Research Officer is 
necessary. For the post of Senior Research Officer 
(Unani) a minimum of 7 years' experience is necessary 
in addition to a d~gree or a diploma in Unani Tibb. 
No pJst-graduate qualification is required for this 
post. We recommend these posts be allotted the 
scale of Rs. 1050-1600. 

79. Tne posts of Research Officers (Ayurveda/ 
Unani) are filled to the extent of 60% and 50% res· 
pectively by promotion of Research Assistants 
(Rs. 210-425) with 3 years' service. The remaining 
vacancies are filled by direct recruitment. While 
a post-graduate degree or diploma with 3 years' 
research experience is essential for the post of Re· 
search Officer (Ayurveda), a degree or diploma with 
3 years' experience is considered adequate for the 
post of Research Officer (Unani). The post of 
Research Officer (Homeo) is filled by direct recruit. 
ment from among degree or diploma holders in 
hom!opathy with 5 years' teaching experience. The 
post of Research Officer (Sidha) is also filled direct, 
the qualifications being a licentiate in Indian Medi· 
cine or a graduate of the College of Indian Medicine 
with Sidha as the main group and two years' 
experience. We find that the qualifications of Re· 
search Officers (Unani/Sidha) are not comparable to 
those of Research Officer (Ayurveda) for which post· 
graduate qualification is necessary or Research 
Officer (Homeo) for which a minimum experience 
of 5 years is necessary. We consider that it would 
be desirable to provide for a post-graduate degree 
or diploma as an essential qualification for the 
posts of Research Officers in all the branches of 
medicine for direct recruitment as well as for promo· 
tion. In case this is not found feasible, a minimum 
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of 5 yea~s' experi~nce in addition to a degree or 
dtplo~a m the relevant system may be prescribed 
for th1s category of posts. We recommend the 
th.! scale of Rs. ~50·1200 for Research Officers. 
TJ:le Research Ass:stants are recruited direct from 
dtploma or degree holders in the concerned system. 
For them we recommend the seal~ of Rs. 425·700. 

80. CJinical Staff; There are a few posts of 
Ayurvedtc and Homeopathic Physicians in the 
Cent~al Gove~n.ment Health Scheme dispensaries 
and m th~ Mm:stry of Labour & Employment. 
These are m the scale of Rs. 325·800. The posts ~n 
C:entral G~:>Vernment Healt~ Scheme are filled by 
d:re~t recrmt!llent, the qualifications required being 
a dlplo.ma wtth_ 5 years' . experience. For the post 
of Va:d Supermtendent m the Ministry of Labour 
& Employment,. the prescribed qualification is a 
~egr.:e. In our opinion the qualifications for posts 
m the Central Government Health Scheme are not 
commensurate with the scale of pay of the posts. 

The Ayurvedic and Homeopathic Physicians 
have asked for parity with the practitioners of Al­
lopathic System of Medicine in regard to pay scales 
as. ~ell as non-practising allowance. Secretary, 
Mmtstry of Health also supported this demand 
during his oral evidence and stressed the need for 
giving equal treatment to both the indigenous systems 
of m~dicine and the allopathic system. , We find 
it difficult to accept this proposal in view of the 
diffe~e!lces in qua!ifications, peri~d of training and 
condtttons of servtce of the practitioners of the two 
systems of medicine. Taking into consideration 
all the factors, we suggest that the physicians in 
Central Government Health Scheme dispensaries 
and the Vaid Superintendent in the Ministry of Labour 
& Employment be allotted the scale of Rs. 650-1200. 
At present, the Central Government Health Scheme 
physicians are eligible for appointment as Senior 
Research Officers only on deputation basis. We 
recommend that they should be provided an avenue 
of promotion to the posts of Senior Research Officers 
in the D~partment of Health. 

81. In the Ministry of Labour & Employment 
below the grade of Vaid Superintendent, there are 
a few posts of Senior Ayurvedic Vaid (Rs. 250·530) 
and. Ayur~edic Vaid (Rs. lp8-300). The posts of 
Semor Vatd are filled by promotion of Vaids. 
Some posts of Vaids are filled by promotion of 
Ayurvedic Compounders (Rs. 95-155) and some 
!'Y direct recruitment from amongst diploma holders 
•n Ayurveda. The minimum qualifications- for 
Ayurvedic Compounders is a two-year diploma in 
Ayurveda (Sahayak Vaid). For the Senior Ayurvedic 
Vaid and the Ayurvedic Vaids respectively, we 
suggest the scale of Rs. 550-900 and Rs. 425-640. 

82. We find that no uniform practice is being 
followed in regard to the grant of non-practising 
allowance to the physicians of indigenous medicine. 
While no non-practising allowance is attached to 
the post of Adviser (ISM) and the research staff in 
the Department of Health, the Central· Government 
Health Scheme physicians and Vaid Superintendent 
are getting non-practising allowance at the rate of 



25% of pay subject to a minimum of Rs. 150 per 
month. Ayurvedic Vaids are al5o entitled to non­
practising allowance at the rate of 25% of pay 
&ubject to a minimum of Rs. 75 per month. No 
non-practising allowance is, however, attached to 
the post of Senior Ayurvedic Vaid/Ayurvedic Manager 
(Rs.- 250-530). 

83. There is no rational basis for the existing· 
diversity of practice in regard to the grant of non­
practising allowance. We understand 'that the 
Central Council for Research in Indian Medicine & 
Homeopathy which is an autonomous body deriving 
its funds from Central Government has granted 
non-practising allowance at a uniform rate of 25% 
subject to a minimum of Rs. 150 and a maximum 
of Rs. 400 for all its employees holding qualifications 

·in the. Indigenous Systems of Medicine. For Re­
search Assistants (Rs. 210-425) the rate of non­
practising allowance is 25% subject to a minimum of 
Rs. 75 and a maximum of Rs. 100 p:r month. In 
the case of Allopathic Doctors, having regard to 
varios considerations, we have reC'ommended that 
private practice should be prohibited and that instead 
they should be granted non-practising allowance. 
We do not think that the same considerations apply 
or apply with equal force in the case of practitioners 
of indigenous systems of medicine. The scope for 
abuse of th: facility of private p~actice by them 
also appears to be limited. Besides, since the Go­
vernment is trying to popularise and encourage the 
indigenous systems of medicine, prohibition of 
private practice may not further this objective. We, 
therefore, recommend that no non-practising al­
lowance should be attached to the posts belonging 
to the indigenous systems of medicine and homeopathy. 
Non-practising aUowanc!, wherever admissible at 
present, should also be withdrawn_ Instead, all the 
staff practising or specialising in indig~nous, systems 
of medicine and homeopathy should be allowed 
th~ facility of private practice subject to the condi­
tion that such private practice would not be per;. 
mitted during office hours or duty hours if on emer~ 
gency duty, or in Government dispensaries/hospitals. 
Such private practiC'e should not also interfere in 
any other way with the· due performance of· their 
official duties. · · 

84. We recommend that, as in the case of allo­
pathic doctors and dental surgeons, offic~rs belonging 
to the indigenous systems of m:dicin: and homeo .. 
pathy in the scale of Rs. 650-1200 may be granted 
a qualification pay of Rs. 50 per month for possessing 
a post-graduat.: diploma and Rs. 100 p.;;r. month for 
possessing a post-graduate degree whether acquired 
b=fo~e entry into Government servic:! or subsequently 
prpvtd :d such a qualification has not b~n pres­
crabed as an essential qualification for appointment 
to the post. 

X. Para :Medical Categories 

85. We discuss in this Section the para-medical 
categori!s of Nursing Staff, Health Visitors, Physio 
and Occupation~ll Therapists, Pharmacists, X-Ray 
Staff, Dressers and Health and Sanitary Inspectors. · 
The Laboratory Technicians and Assistants have 
been dealt with, along with the scientific assistants, 
in a ~eparate chapter*. The total strength of the 
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para-medical categories (Class III posts) is 1 10 797 · . 
as co~p3;red to .4, 186 at. the time of the Second~ fay 
Commtsston. · · · · · · ··· 

" ~ I'•.. •·• ~ ~~ . .. +'~ ·:"---',~ ··, ; -~i-·:. ·' 

. . 86 .. Health is basicaJiy a State·. 'subje~{ ·~c( the 
number of medical and par~-medical .. staff_emp~oyed 
by the State Governments 1s much larger)han,the 
number under the· .Central Government. . ~In tiliking 
our recommendation~~· we ·,have· kept in.'.:view ·the 
existing desparities in the standards of remuneJi!ion 
in the Central' Government and 'the· State Govern:. 
ments. and . the . possible ' ' reperc~tssicins or· "th~1r' i'in­
crease on· the,· State Governments.,·.·:,""'.:·.'·:~ .. :· · 

' I ' ' I ~ : 1 ' J ' ~ ·'' J • ../. :, :-~, :., ... , I' .,J' "'., j I ~ 

(a) Nursing Staff · 

Auxiliary Nurses/Mid­
wives (Rs. 110-3-Ul 
-4-155) . 

Dais (Rs~ 105-155) 
Dais (Rs. 80-1-85-2-

95-3-110) 
· Others 

527 : 54 '. '78 ''1 "84 . .99;; ·. 842 
'J ·.., b c-'",..1' T(•' •' ·~··.~ /~ ~.} 

5. ··,.- .. - ,_·_.;.......,,.: f s 
14 )" - ·,-; ~. '•-1.4 

,8 5 ' 22 '.36 '. 71 

TOTAL • 3033 1247 452 . 406. 417 '555$ 
' l -~ 

88. Dire~t r~cruitinent is generally ·made· in •. th~ 
grade of Rs. 150-280 as Staff Nurses.· The minimum 
qualification is· Matriculation with· Nursing .. 'A' 
Certificate. The period . of· training is 3 1/2 years.' 
The posts in the higher · grades ·are usually filled 'by 
promotion except that 50% .of the posts of Public 
Health Nurses and Tutors are filled by direct recruit-· 
ment from amongst registered nurses possessing ·a; 
certificate in Public Health Nursing or training in' . 
Tutor's Courp.- The posts of Auxiliary N~rses/Mi~-. 



wives are also filled 'by direct recruitment, the quali­
fication being education up to Middle School standard 
and two years' training.·. · 

. 89. The duties of nursing staff include proper 
nursing and care ·of patients. their pre-operative 
and post-operative care and assistance . to medical 
officers in clinicalt tests and medical procedures, etc. 
A Staff Nurse may be having 6 to 20 beds to look after.\ 
Nursing Sisters are usually placed in charge of a ward 
with 5 to 6 Staff Nurses under them. Matrons su­
pervise the· work of nurses, dressers, hospital att­
endants and other subordinate staff and are responsible 
for the overall efficiency of nursing facilities and clean­
liness of the· hospital. 

90. Nursing staff attached to hospitals are paid 
messing allowance · at varying rates. However, 
auxiliary · riurses, · midwives, non-~esident nurses, 
nurses woFking in Central Government Health Scheme 
dispensaries and health visitors are .not entitled to 
this allowance. In the Ministry of Health the rate 
of messing allowance is Rs~ 60. per month with 
Dearness Allowanc~ and City Compensatory Allow-

. ance at 80% of the full rates. ·In the Railways, the -
rate is Rs. 45 . per month for Staff Nurses and Nursing 
Sisters and. Rs. 50 per month for Matrons and Sis- . 
ters-in-charge with full Dearness Allowance and City 
Compensatory. Allowance. . In the Defence Ministry 
in· ~orne_ of the orga~sations, civilian nurses get Rs: 
30 per month messmg allowance with half Dearness 
AllO\yance .. · The rationale fo~ payment of a separate 
·messmg allowance to nurses ts stated to be two-fold. 
It is intended to be an incentive to attract candidates 
to the· profession. It is also intendeq · to subsidise 
the cost of extra nourishment needed by nuises who 
are exposed to health hazards. Both these grounds 
can be questioned. The incentive character of the 
allowance will continue even if the allowance as such 
is. abolished. after ·making a corresponding addition 
!O ~he pay. · As regards the messing allowance being 
mtended to provide better nourishment against 
health hazards, a counter argument is that other 
para-medical categories also are exposed to health 
hazards b?~ they are not granted similar compensation. 
The Tamtl Nadu Pay Commission which examined · 
this matter at some length observed that there was no · 
logic. behind t_he .payment of a separate allowance for 
meetmg expenditure on food. Some of the State 
Governments viz. Orissa, West Bengal, Kerala, Bihar 
and Jammu and ~as!:tmir are not paying a messing 
allowance: · Constdermg all factors we recommend 
that messmg allowance should not be continued as 
~ separate allowance in future but should be merged 
tn the pay scales and dearness allowance and city 
compensatory allowance (wherever admissible) 
should be paid to the nursing ·staff in full at the same 
rates as applicable to ·other employees. Mero-er of 
the messing allowance with pay would ha~e the 
advantage of showing the true value of the post. 
Besides, there would be· certain indirect advantages 
so far as the employees are concerned e.g. this 
would normally result in higher entitlement to pen­
sionary benefits, city compensatory allowance house 
rent allowance and travelling allowance. Further 
dearness allowance will be admissible on the com­
ponent of pay also should an increa~e in the cost of 
living necessitate a revival of the dearness allowance. 
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91. The Associations of nurs_ing staff have conten­
ded that the existing pay sea les are not' commensurate 
with their educational qualifications, professional 

· training, workload and responsibilities, the physical 
and mental strain and health h~ards involved. Th~y 
have suggested that on account of the meagre promo­
tion prospects available to this category, there should 
be a selection grade for Staff Nurses to the extent of 
25% to which promotion should be automatic after 
a service of 5 to 8 years. The Railway Nurses Asso­
ciation has referred to the non-availability of gazetted 
posts unlike in the Ministry of Health and has sugges­
ted creation of a post of Chief Nurse in each Rail­
way and in the Railway Board .. 

92. According to information furnished to u's, 
12.1 ~~ of the tota,lpumber of nurses under the Minis­
try of Health r(signed during the five-year ·period 
1966-70. This, we understand, was partly· due to 
marriage and partly due to opportunities for employ­
kent abroad on much better terms .. However, ·we 
are . convinc~d that . dissatisfaction with pay and 
prospects in hospital nursing has also contributed 
to the departure of the staff and that there is need to 
attract and retain better quality of· nurses. We 
have, therefore, considered it necessary to imp1 ove the 
pay scales of nur8ing staff in all the grades so as to 
make the profession more attractive. In particular, 
we have kept in view the need to make pay at.the point 
.of entry. into: the nursing profession sufficien~ly 
attractive. · 

. . 

. 93: In the Railways, there is no hospital with a 
bed strength of 400 or more. Hospitals with 200 or 
more beds have Matrons in the scale of Rs. 450..575. 
'Those with 100 to 200 beds and centr;tl hospitals of 
zonal Railways are in the charge of Matrons in the 
scale of Rs. 370-475. In hospitals with less than 100 
beds, Matrons are in the scale of Rs. 250-380. We 
consider the Railway . yardstick for allocation of 
pay scales for Matrons according to the strength 
of hospital beds suitable for adoption generally .. 

; In the Central Government hospitals which have 
400 or more beds, . Matrons-in-Charge are in the 
scale of Rs. 590-900. The posts of Matrons-in-Charge 
are usually filled by promotion of Assistant Matrons 
in the scale of Rs. 250-380. Considering the wide 
range of their duties and responsibilities and also 
the fact that some of these hospitals have a 
bed strength of between 700 to 1200, we think that 
an improvement in their scale is justified. We 
accordingly recommend that these posts should be 
given Class I Junior Scale viz., Rs. 700-1300. A 
minimum increase in pay of Rs. 150 per month 
should be provided on promotion as Matron-in-Charge 

. from the grade of Assistant Matrons in the existing 
scale of Rs. 250-380. 

94. We are not satisfied that there is need for 
a Selection Grade for the Staff Nurses, as in the major 
departments viz., Railways and Health, the pro­
portion of posts of Nursing Sisters is about 25% of 
th~ number of posts of Staff Nurses. As regards 
the demand for gazetted posts of Matrons in the Rail­
ways, this is being taken care of by our recommenda­
tion for upgradation of the posts of Matrons in the 
scale of Rs. 450-S75 to Cl(\.S$ II standard scale, 



95. Having regard to all the relevant factors 
mentioned in- the preceding paragraphs we recom­
mend the following scales of pay for the Nursing 
Staff. :-

Existing Scale 

Rs. 
590-900 • 
45().....575 • 
37().....475 • 
250-380 
210-320 
150-280\ 
l50-:!05f 

Proposed Scale 

.. 

Rs. 
700-1300 
650-1200 
700-900 
550-750 
455-700 

425-640 

96. There is a category of Non-resident Nurses 
who are in the pay scale of Rs. 125-155. They possess 
the same qualifications as Staff Nurses, but unlike 
Staff Nurses, they work only for six hours during the. 
day in the OPDS* and dispensaries without any 
liability for night duty or for work on Sundays and 
holidays. They are not entitled to messing allowance 
though· they get uniform and washing allowances.· 
Considering their qualifications, we recommend for 
them an improved scale of Rs. 330-480. For the 
Auxiliary Nurses/Midwives who are of Middle School 
standard with 2 years' experience we ·suggest the 
scale of Rs. 260-350. · · 

97. Dais (Rs. 80-110) : The duties of Dais are 
to conduct normal deliveries and maintain relevant 
records. They are usually appointed direct, the 
prescribed qualifications being middle pass with some 
experience in maternity work. No formal training 
course is insisted upon. This is a vestigial category, 
and is being replaced by Auxiliary Nurses/Midwives. 
We recommend that these posts should be placed in 
the scale of Rs. 200-260. For the 5 posts of Dais in 
the Railways (Rs~ 105-155), for which the qualification. 
is a diploma in Nursing/Dai's Course, we recommend 
the scale of Rs. 260-350. 

98. There are· also 71 posts distributed in 14 
non-standard · scales. Of these, 20 posts are· in 
the Farakka Barrage Projeet and are manned by staff 
obtained on deputation from the Government of · 
West Bengal. In view of the temporary character 
of these posts, the existing arrangements might · 
continue. The distribution of the remaining 51 
posts along with the revised scales recommended by 
us is given below :-

TABLE XVII 

Designation Department Scale of No. of Proposed 
pay posts scale 

Senior Nu'rse 
Rs. Rs. 

Health 350-575 l 650-960 
Public Health 

Senior Nursing 
Supervisor, 

Health 350-525 1 650-960 

Public Health 
Junior Nursing Health 335-425 

:1 Supervisor, 700-900--Public Health 
Nursing Super- Health 325-430 

visor, Public 
Health 

Sister-Tutor Labour& 300-380 :} Employment 455-700 
Nurse. Pablic Health :!1().....425 

Health 
\~ Nurse, Public Defence 210-380 

Health 

•out Patients Departmeats. 

191 

Designation 

Nursing Sister 
Staff Nurse 

Senior Nurse 
Matron 

pepartment 

Rehabilitation 
Labour& 

Employment 
Defence 
Social Welfare 
' 

Assistant Matron P&T 
Nurse Labour & , 

Dai • 

Employment 
Social Welfare 

· President's 
Secretariat 

Scale of. No. of Propcu:d 
Pay posts . s~e ~ .. 

Rs; · Rs.: 
150-300 61 :_ 
150-300 6 1 -. , ,_. 

.. } ' 425-640 
150-240 4J .. ' -.. 
130-300 1 ' .·. ' ·, 

. . . ·.· ..} 

· 105-135 J • · l60-3SO. 

70-95 3 ' . . 190-240 
' '. ;._ ~ ' 

Midwife 
,,pai • Home Affairs· 

Labour& -
. Employment 

::::. :} ' _J ·2, .: 

70-85 2 
70-8510 

'TOTAL' 51. 

: i . i 

,. '"'{"># l>, A 

· 99. A suggesti?n has been made.- that. ~ur~~~·. 
at~ched to operation ~heatres. and· intensive :·care 
um~s etc. should be gtven a: special pay as. their. 
duties are more arduous and responsible' than 1 those. 
of other nurses. We recommend a special pay· of 
Rs. _30 ~r ·month for .nurses working in these 
s~t~l posthons. C?'ov~rnment may. devise suitable • 
.cntena for the application of this recommendation.:· 

' . : ~ ; :: ~-.- 1 t-. ~ .. .. 
.. 100._ In ~he· Railways, nursing· staff possessing~ 
~- Sc. (Nursmg)_ degre~ are granted two advance 
mcrements. Dunng evtd.ence, _the Secretary, Minis-· 
!fY of ~ealth, expressed him~elf m favour of providmg 
mcentive to nurses to. ~cqmre higher qualifications~ 
In f~ct. he was <?f the vtew that the minimum quali­
fication for rec~mtment as staff nurses should be raised: 
to~- Sc. (!'lursmg) and the level of remuneration also · 
reviSed smtably. W.e recommend· that nursing staff 
who possess at th~ time of recruitment or acquire 
subsequently a degree in Nursing should be granted 
two .. advanced increm~D;ts; provided they ·are· · not 
reqwred to . possess It as a condition of their 
employment. 

101. Some employees have demanded· that · 
nur~es working in i~ec~ious diseases wards, mental . 
wards or those commg m contact. with radium and : 
X-ray equipment should be granted a risk allowance 
due. to the hazard~ faced by ~hem .. The very pro­
f~ston <?f nurses ~nvolves ~etr ~mmg into contact 
~tth patients suffenng fr<?m infectious and contagious 
dtseases. We do not thmk nurses are exposed to a 
greater risk of infection or injury then other· para­
medical categories. We, therefore, do not ·see any 
justification for the grant of risk allowaRCe to the 
nursing staff. 

102. A ~o~nt .of ?ifferen~ between the Railways 
and other Mtmstnes IS that m the Railways nursing 
st_aff are e~ti~ed to ~ight ?uty allowance. Since 
mght duty ts mherent m thetr profession we have 
kept this consideration in view in reco:Umending 
scales of pay_ ~or various categories of nurses. We, 
therefore, constder that nursing staff should not be 
granted any night duty allowance. 



Occupational Therapists treat patients of these. 
conditions to achieve joint range, muscle . strength 
etc. through various activities such as wood work,. 
leather work,. weaving, basketry, smithy etc.' ' · 

. ~ 

112. There is a wide variation in the method· of: 
recruitment in different departments. In the Rail- : 
ways there is direct recruitment in the grade of Rs. · 
250-380 as well as Rs. 325-575. In the Health and 
Defence Ministries while the posts in the scale of Rs. 
250-380 are usually filled by direct recruitment, practice . 
varies in regard to the higher grades. · In · the ·· All t 

India Institute of Physical Medicine and Rehabilitation,. 
Bombay, there is direct recruitment only in ·the· 
initial grade of Rs. 250-380, the higher grades being 
filled entirely by promotion. On the other hand, in 
Safdarjang Hospital there is direct recruitment to the .1 

posts of Lecturers in the J~le of Rs. 350-575. We 
are of the view that direct recruitment need be resor.ted 
to only if the incumbents in the lower grade· are' not 
found suitable. · ·· · ~. ., ".: 1 , , 1 '·,'; 

113. The Physiotherapists and Occupational 
Therapists have contended that their pay scales should 
be improved as their duties and responsibilities are 
comparable to those of Medical and Dental Practi­
tioners; Further, they have demanded that as there is 
no recognisable difference in the qualifications and 
nature of duties of posts in the scales of Rs. 250-380 
and Rs. 325-575, these should be combined into a 
single scale. 

114. The claim for broad ' parity .with doctors 
is not tenable as the period of training of doctors is 
much longer and their responsibilities and range of 
duties are much greater. The proposal for merger of' 
the scales of Rs. 250-380 and Rs. 325-575 is also not 
acceptable, as we are advised that the posts in. the 
higher grade are of greater responsibility and in some , 
cases require previous experience. We, therefore, · 
recommend the following scales of pay .for these 
categories. · 

Designation 

Chief, Physiotherapy 
Department 

Senior Physiothera­
pist 

Do. 

Do. 
Do. 

Lecturer in Physio­
therapy 

Senior Physiothera­
pist 

Additional Lecturer, 
Physiotherapy 

Physiotherapist 

Departmen~ 

AIIPM&R•, 
Bombay 

Safdarjang hos­
pital 

Willingdon Hos­
pital 

JIPMERu 
DGAMFS@ 

Existing Proposed,. 
Scale Scale . \ 

Rs .. ·· ; Rs. 
375-900 840-1200 

'· 375-900 Do. 

350-900 po. 
l ' 

375-900 650-1200 
375-800 Do. 

AIIPM&R, 350-5751·. 
Bombay/Safdar-

. jang hospital · 650-960 
Railways · .· . : 32~-575 J 
AIIPM&R, 270-475 550-750 

Bombay 

250-380\ 455-700 
250-410! . 

Chief, Occupational AIIPM&R 
Therapy Depart-

375-900 840-1200 

ment 
----------------------·---

2 M of Fin./73-13. 

Designation , • Department- · · · , · Existing. Proposed 
'. ', . . ' '.' . ·. Scale ' Scale rl 

• 1 

Senior occupational~-: JIPMER' · · .d :/ · 3so-9(xr 650-1Wo· 
;Therapist . '/ ., :. ··; :.::j i ;~ :;.,:, ~-- '·' ;,.-t' r 
:. J . ; .• ·~ ' .• J ' ' ( ' • f. ~ ~. "'',. ••. h • ~ \ • . ·.if' .· ~; . _:.) 

Lectt•rer in Occupa-', AIIPM&R . ..,}~0:-~75, ~S.<r9.69,·. · 
tiona! T11erapy ' . ~ombay/Safdar•., . ,. 1 . 1 ., 

. ' · jang hospital · ·' '' :. · ·• ~:.LL.'l•. 
Additional' Lecturer · AIIPM&R. ~·· ·· ' 1 :. :27Q-475 : 'SSQ-.:.750 1 

in; Occupational,; ·,BombaY· ! ·-~,; 1;; ; ..• :,;r :>.:.~H 
Therapy · . .J -jJ t ,;.. ,.·,:;,,, ::~ :r 

Occupational Thera­
pist 

250-380 l455 700 
210-425/ -

~ ' ' • ~ ... ~ . t 

·. • All India Institute of Physi~l Medicine and RehabilitatiOii..t 
••Jawaharl~l Inst~t1,1te of }'ost~Gradpate Med~cal; ~d~ca,tiont 

and Research. , , . f · , . • ; • ... . . ; , ; , •• , 
· @Directorate _General ~r Arin~d Force~ ,._Me~ical ,Serv~s; · 
, ,, ::: J.;~~ J· I ;:··f;,.J. ( .......... J'!'' I.~..:. •.. ~~~ l',t, .J.};f.t..;',Jl_l 

t: . , ~ ~ ~ .' :j.~·:~, ~; ;.~~:::; ·1 ... ~/._r· .~1./'-:r .. ·.~L/., t-·>~J··t 
(d) Heal~h/Sanitary. lnspect9r~ ~nd Malaria Inspectors; 

·• . ..·:;•; 'i! IUL '.> ~;!;. 1 .),(:. 
115. The number and scales of pay of this group. 

are given in the table below · :- ·· • · · 
~·~~1 .. ,_~~-A·J ; __ . .;;r,;~:,~~::J"I i'"_,;--,J'·(·,i .. il 11 .. !::.11 . 

I i ':,, 1 , .;'(~;l; 1; ~~,i l•~ =:r.~~l,gci~: f \.:~:~~~-:,:~:7:,!,} {(~~::,:~! 
i · ''· '.j !' ri ,i t; .':. .·- t···-;~<-;1_:;·:-'} ~- .;_·; _: . .. ~ }f ,·_.,,..,;,'.) 

.. ~ . .. . ., . • .... , ! , ~ . ~ .. l . , .,.., ~ 1 .. " . ; -, .. ~ .. , r: '1 _ ... ( ~ 

Desigruition/Scaler Railways· Health Def- U.;..:~ Others.Toiat; 
. · of Pay ·, J ' ; 1 ' ' ' ' · ; · • • : ence· · bour: • · ·' ·· ; "' ·! ," 
· ;,.,._/.'~ j J .> ,.!' •r;.:. 7~, -~-~:_;j;:.ii ~-'··' "·: ~~~ t~~&· ·: ':J{~;~7 ~~1 .. 

•t . .J ~ ·:/· .•_/•}-~ ~~I ..,.:.~:. ··:_; •).Emp-.' ;.;~~:·_.,. •! 
.',·.r.. 1 .loy-, L· ·cJ.·: •. ~. ··,-· .. 1' ,,,. , .. ·• ;· ' menl ·"' ".•-· 

------- ~'"-' "',r·1 
Chief Health Ins- 30(5~{) 6 36 

pectors/Senior 
Health Superin-
tendent(Rs.335 .... ·.,.; ·· .,; • )!; · ,'t'; .':'! ~ 
15r425). . . '.i <:! -~~ L · • ~.~L-::'; ;-~·:·. · ;c"<t. .. .1! 

Health Inspector · 127(20}-'J.' :,;....; ' ·- • - ;, 'W· ::· 127~ 
Grade I (Rs.: 1 --~ -~d j ~ '" L • L . ~: : ·. -~) !_,,.tJ 

-250-1~290-1~-38~) . . l ./\ : . ' . ' .. ~ .'; ··-:· 

Health/Sanitary i ; · ~ <: '~!.. .•. 1 1.' 1 6i ;.,· . ..l ·~ '.; 1 '~·· 69 1 

Inspector(Rs.: .1 ._,. • '' .::: ;:1 .. ·.LC~ C.! .•. ;.r 
. 210-10-290-15- ' 
3~0) r. ~ I P-~ • _L:·;. 1."·_ :.~L~ _;.~ .... ::.·(:~-~ :_-_,··~ 

Health Inspector 
Grade 11/Senior 
Malaria Iilspec­
tors (Rs. 205-7- · 
240-8-~80) 

226(35%).: ,·9~·; .5 •.. !r 2r/·.-3 l24Sl 
t .c ·"~·! 4:- f' .. ·:· ,) r ., • ., . ·, i :-"I 

~ ~ ; .. 
Health/Sanitary ·; · . , . , . " ~ 

Inspector/Malaria . 
Inspector (Rs. · · . • ./. 
150-5-175-6- ,I 

(20~ 7-240) ; . : . ' 

Health Inspector 
Grade III/ 
Malaria Inspec­
tor (Rs. 130-5-
175-6-205-7-
212) . 

Ma !aria Sub­
Inspector (Rs. 
110-3-131-4-155) 

Others · · 

304(40YJ 

'. 

i ~ -: ~ ·,_;, :• . t. ' 

,;i.i ···~ .. f ·····.-.(~f.--~_~! 
} i .. . " . 1\ ! ~ i 

;;44 i 54,': 66 ·: ,26 __ jl9<i_ 
: .... - : . ~ 

.. I 
f.J ;,- .i. 

·., 

'i. 

''· 
,20. ~! ~ '20 

12 14 26 
---------

TotAL 687 68 146 89 7L .1061 

NOTE :-Figures in brackets under the <.olu~ .':Rai!ways" ~ 
indicate the gradewise percentage dtstnbutton · of 
posts. · 



1 16; The basic recruitment grade in the Railways 
is 'Rs. 130-212. while in the Health and Defence ·· 
~tinistries it is generally in the scale of Rs. 150-240 
with a small number recruited·in Rs. 130-212 also.· 
The minimum qualification is Matriculation wit~ ·a 
Certificate in Sanitation or Malariology after a penod , 
of training of one year. Posts 'in higher grades are·· 
usua.lly filled bY, promotion. . There is no ave~ue of 
promotion beydntl the grade of ·Rs. 210-380 1!1· th~ 
Health Ministry (only 1 post) and Rs. 335-425 tn the 
Railways and Defence. ' 

; I ". ;. ~ ~. ~! ~:; :: . . •; ! ' . • , ' . ' f ) 

.! 117. · -The- bulk -of the Health Inspectors are 
employed on .. · the . Railways. ·They are responsible 
for efficient -maintenance 1of environmental sanitation 
at stations ~nd Railway col~nies. .They have als~ been 
declared as Food Inspectors under the Preventton of 
Food Adulteration Act, 1954. The duties of Malaria 

·Inspectors' !relate ·-io "initiation'• ·arid· 'supervision· ofi 
-·malaria control measures. 
"<:;. 1 ···::.:~-;, • 1_1 ;···, :r• -~,~--~--•• :,;(:;~·:.··.·.::.r , r ... \ •' _,.,, 

118.. It has been represented on behalf of the 
Health Inspectors in the . Railways that their scales ... 
should correspond . to those · of other Inspectorial · 
categories and that they too should have a promotional 
av~nue to Clas~ II grade like other Railway Inspectors. , 
However, .,,conSidering· ·the ·minimum educational' 
requirements as also the nature of duties of Health 
Inspectors we are unable to accept the claim for 
parity of H~alth Inspectors with other Railway · 
Inspectors., :_·:_~ ~- --·~.-~ .. - _ ......... . 

l ,· 
. ' 

. 119. We· are ofthe.view that two sc~les .for dire~t 
recruitment (Rs. 130-212 and Rs. 150-240) as existing 
at-present are.not necessary and could with advantage ; 
be combined into a single scale along with the scale 
of Rs. 205-280. Besides, there are 20 posts in! four 
non-standard .. scale$ -viz4 Rs. 175-240, Rs. 150-290; · 
Rs. 150-280 and Rs. 110-180. Since the qualifications. 
and nature of duties are the same as those prescribed 

. for posts in the standard scales of Rs. 130-212 and· 
Rs.: 150-240;. these posts could~ also appropriately'; 
be fitted into·the same revised scale. The"next two 
higher grades viz. Rs. 210-380 and Rs. 250-380 could 
also be amalgamated into a single . scale. Except ·in 
the Railways and the Ministry of Defence, the pro~, 
motion prospects of Health Inspectors are inadequate ' 
as will be seen from Table XX. There :is . also no 
selection grade for this category. -We consider- that 

· in other than the Railways and the MinistrY' of 
Defence. 20% of the posts in the- lowest scale may: be_, 
placed in a Selection Grade. · : . · · , . . 

120. Having regard to the qualifkations and 
method of recruitment, we recommend for all the~. 
posts the following scales of pay . , : 

Existing Scale 

Rs. ·· 
335-425 
250-380}·· . 
210-380 '' • .. 

' ' 

•. 

Proposed Scale 

Rs. 
550.:.750 

425-640 

Existing Scalo 

Rs. 
110-180!' . 130-212 • 
150-240 
175-240 
150-280 
150-290 
205-280J 

. ' . . 

ProposeJ Scale 

• ·, 330-560 

•, . 

Rs. 

With 20% of 
the posts in 
a selection 
grade ·of Rs. 

· 425-640 ex· ' 
cept in the 
Railways and 
in . the Min-. 

· istry of Def-
•• _. T • "'f ; ~ \ ·r i' ~ ence. . I 

110.155 (20 posts in Ministry of ; 260-400 · 
Labour & Employment) .. , 

105-135 • ' 0 . 225-308 
. 'I,. 

80-110 ; • ' .• . . . 2~260 

~·: 

(e) Pharmacists .. 

:. 121 Th~ nUJnb~r ·and . seal~ of pay of Pharmacists 
(including compounders and dispensers) . are given in 
the table below:-

'. TABLE XXI 

t' ·'.' ' 

l_.:_, .... !. . ''Rail:..- Def- Health ·La- Others Toial. ,_ 
1.:. · 1 ways_' ence · bour 

i. & 
I., ' .. . t' . Emp- . 

~.- [ . ~ '• ' 
loy-· 
ment 

Senior/Selection Grade 143 12 20 
Pharmacists (Rs. 205- ·. 

3 

~-2~280). 

.. 1 
Pharmacist-cum-Cerks 

(Rs. 130-S-160-8- · 
280-10-300) 

·-. \ 

Pharina.cist/Compoun~ · 1396 · · 410 
der/Dispenser (Rs. · · · 
130-S-175-6-205-7--
240) (Fully qualified) ; 

Rs. t10-1S5/80-110 
(Not fully; qualifi<?<J) 

Others 

Rs. 150-5-250 : 
• (State scale)· 

(ii) 125-200 (State 
scale) 

(iii) 131-4-175-S-180 

(iv) iJ0-180 • 

(v> uo2tss 
(vi) 95-155 

(vii) 80-110 

.. ' 

2 

·,, 
21 

' 386 . 123 

58. 

4 

179 

21 

702 3017 

. } 1. 

4 

2 

8 

1 

4 

2 

8 

1 

2 

58 

3 36 
" ----------------

TOTAL. • 1539 453 427 1sg 121 ~328 

122. Recruitment is from candidates who are 
~1atriculates and have a diploma/certificate in Phar­
macy for which the period of training is usually two 
years followed by an internship of 4 months. In 
the Railways 80% of the· posts are filled by direct 

f: 



recruitment and the remaining 20% by ptomotion of 
Class IV medical categories provide-d they are regis­
tered pharmacists. Those with lower qualifications i.e. 
non-matriculates or those registered on the basis of 
experience only are allotted a lower scale. of Rs. 80-110/ 
110-155. The Pharmacists have no avenue of pro­
motion beyond the Selection Grade. 

123. The duties of Pharmacists relate to dispensing 
of medicines on the prescription of a medical officer, 
preparation of mixtures, ointments, lotions and safe 
custody and maintenance of accounts. of stocks .of 
medicines in their charge. r ~· l . 

I to •. ; : I 

124. The Associations representing thts. category 
have demanded substantial improvement in their pay 
scales on variou; grounds; for instance,'' their job 
requires constant care and alertness in correctly 
reading and dispensing · prescriptions, they · have · 
to handle drug$ and chemicals involving, health 
hazards and their-promotional outlets are extremely 
limited. It has been suggested that the percentage 
of Selection Grade posts should be increased· from 
10% to 20%. The official witnesSes· have· supported 
the demand for improvement in pay scale~ and'·pro­
motion prospects . of Pharmacists. It· app.!ar~ l truu 
there is stagnation in tJ:le S~lection Grade· pf Pllar'-
ma.cl. "tS. · . . / . ./ ... 

;, ~ . ·: l . i , . '." ... ' 

125. Having regard to all 1 the relevant facto~ 
we consider that it would: be appropriate to' have 
four grades for Pharmacists viz., Rs~ ·330-560 for 
'fully qualified' Pharmacists, Rs. 330-480 and Rs. · 
260-350 f0r 'unqualifkd' Pharmacists and a. 10% 
Select ion Grade of Rs. 425-~0. · ·By. ''fully qualified," 
we mean those persons possessing the ,qualifications 
mentioned in Sections: 31 and 32 of. tl)e Pharnia.Cy 
Act, 1948, but excludmg those_covered by Clal!Se 
(d) of Section 31 ih(d. which lays do~n onty 5 years' 
experience, without requiring· the persons either· to 
have passed the matriculation . examiriatio'n -or". any 
examination approved fo~ this professional_ category 
by the Government of Ind1a or recognised as adequate 
by the State _Governme!lt. · Th~: unqualified.Pharnia':' 
cist' i.e. those who are registered or have r.!gisterable 
qualifications under clause (d) of Section 31 of the 
Pharmacy Act for ~hom we hav~ recommended the 
scale of Rs. 330-480 may be considered ·eligible for 
the scale of Rs .. 330-5~ meant , for fully.· qualified 
Pharmacists afte; 10 years' service. We '.a.Ccord.; 
ingly recommend the following scale~ for P1la'rmacists! 

... . " . ' - . ' .. 

Existing Scale · . Proposed Scale 
l ~ .• 

Rs. Rs. 
205-280 425-640. 

I .. L•r•j 

(Selection Grade) (Selection Grade) '• · 
(a) 130-300 (PharmJ.cisl'-1 (i) 330-560 for fuliy qualified Phar-

cum-Clerk) · macists. i.e.,. those 1 possessing 
(b) 130-240 qualifications mentioned in 
(c) \31-180 Sections 31 and .32. of· the 
(d) 110-180 Pharmacy Act, 1948, ·but ex-
(e) 110-155 eluding those covered by Clause 
(f) 95-155 {d) of Section 31 ibid.; · 
(g) 80-110 (ii) 330-480 fpr unqualified .Phar-

macists i.e. ' those covered by 
Clause {d) of Section. 31 . of 
he Pharmacy Act or possessing 
registerable qualifications under 

I . . this Clause provided . they, are 
i(cJ)the existing seal~ ff (a)~~~ 

~ 
(iii) 260-350 for ~nqualified l>har-

: . macists who are in the scales 
of (e) to (g). · . 

19,5 
.\ 

We may reiterate that. a fully qualified Pharmacist 
irrespective of his existing scale, should be allotted 
the scale. of . Rs. 330-560. . .. \ . :: .. _ 1 

! l• ., 
- I; j / ~ :r. ! :. I 3 • ( I ~ ~; ...... :·~. 

· ~- 126. There are a few posts in the State Govern':" 
ment scales of Rs.150-250 and Rs. 125-200 applicable 
to fharmacists in the Farraka· Barrage Project; .. They 
may continue in th~e .scales.·~· · , ·".1; t . · • r1 ~·:_.;,; 

( ,.. i. ... . ,. ~ ' (~ J[' :: ; ·-~ 

.. ~ -

(f) X-Ray ·staff. 
t I I -~.1 .I .) <·• 

',., 
; d '. 

< • • • ' I .. ~~ i_. • . ~ • ,; \ ' . . "' ' -:· f: t .. 

'. ~ • ' • •· ~ _; ' 'i ~ ~ ·, . ·' . ~:I ~ . ~ , i :· __ ;.,. t . ~ '1_ f ', 

··:. 127.:Tli~ 'number:·'of:X-Ray.staffand, thei(scales 
._.or pay 'ar( giv~n_'i_n,· th~' ~b.Ie l'be!o'Yt~ · ~.-~· ,,,· -~ 
·_.,,.. , ~J . . ' 

. 1 
:' i. 

' ' 
1. r fl ;~<.r;.'·i ,rl '1}'~· lj ··.·~~-~-~1--~·;·L 

-'J.!." .::::~.;f,· .:i .~:·· ~;-:.IABLEX~Il. :-, _r~/~- _. ~~ ~-· .t • 
. ! ( • 1 v' ~ '~ ~: .~'"_.. • : •• { • 1 : ·1 • .. L. f _I ," . t ;) : t _; ~ ·' :):,_. d ) •_, ',Y/. ~ ~.' ~- ~ '! :; I ,_. 

~ , 1, • _ I 

"6 d_2J 
•• · ~ 1 ~! ~ ~ 

X-Ray. Technicians/ 'l' .: ·rti . ···' 
, X-Ray ; · Technician . : v l 1 
'Gradel. (Rs.l50-5: . . ·, ... t 

. i60-8,.280-10.300/l30 l" • • . 

·- '-5-160-8-280-10-300)' ·'• I "-'':, 

/150-5·175-6-205-7-J~ .' l . ! 

\1 ·<~·~.·. l_.·;J;·~ l"., _; _.·1~-.:·1. 

:. .240-8-280-10-300 .. ~. . 42 
.· X-Ray~' Technicia~· ' · · 

(Rs •. : 130-5-175-6- . ......., ;' · ' ' 
205-7-212) . ' . 14 

X:Ray r, ·,T~~i~i~~~ ,- .. ; · ... ·:· i-/ 
Grade II (Rs. 110-4- .· ' 

28 
: 7J" t' 

~ .'. ~~··:: ,-~JO 
• j '·· ~- j 

14 
t _ .• ·• l ! > 

., :·..;1 __ . · .... 1 '•' 

170-5-200) . . . . .. ].5 ' • • • ~' ·;' 
X-Ray Assistants lRs.· ,. ' .• ---...... , ..... 1-.-.·-.. ·". 4 

25 

110-3-131-4-155) : " "3' ;. . 
Senior Radiographers/ , . : , ·' :'. 

Radiographers Grade 
. I/ Radiographers. 

·,· (Rs. 150-5-160-8-' · · 
·· · 280.10-300/Rs. · .. 

150.5-175-6-205·7;:.'' 
• • . » • . ~ 240-8-280-10-300/ 

Rs. 130.5-160-8-280 
10.300) . 25 .· . 28 . 

Radiographers (Rs. 
J50-240) ' .. .- ~,....._ 

·Radiographers· .Grade . . :. -~ 

11 (Rs.: qo-4-)70-, 
5-200) :n . .. . ,. . ';; l . 

... .. 
Radiographers · Junior 

(RS. 110.3-131-4- .• 
9.' 155) .. '" .. 

X-Ray . Attendants 
. ·(Rs. 80.l-85-2-95-3-

95 '" 110)' .. 
X-Ray Attendants 

(Rs. 75-1-85-2-95) 29 

ToTAL 233 73 

2 

' 
! '• 
···,/ 

!·: 
. ' ... 

6 

36 

"· i'·. d.'l 

!i 

16 ~4; '75 

',1 1 
~ \ 

t•,•f 

I ~ i . ' t ·: ' 
L i• .. 

·44• ..... . .. "17 

II· 1.•, 

L l 

--·. ~i ~ -, ••. 9 

' 
., 

95 

35 

17.~ ll· 370 



. 
'- · 128. Direct ·recruitment is' in' the ·grades of R~. 
110-155/200~ the· minimum educational req~ireme?t 
b:ing Matricblation with .a diploma or certtficate m 
Radiography. In the Ministry of Health 20% of 
these posts are filled by promotion of Class IV em­
ployeeSl Recruitment to the_gra~e of Rs. p0/150-300 
is either .. by~ protnotio!l. or~ ~irect · recr:mtm~nt.· 1 . In 
the Hatter. case .in addttJOn ·to the quahficatton pre-,. ' . . 
scribed for the\ lbwer post, one' year s expenence ·IS 
also necessary. The duties of Radiographers are 
taking radiographs of patients. 

129. The general demand of this 6~t~got1 1i/ thkt 
the grades· of Senior and Junior Radiographers 
(Rs. 150-300 ,and) 10-20.0) .s~ould, ,be .~er~ed.on the, 
ground that· thetr "q~ahficat~on~ ·:and, duttes · ~~e al­
most identical:" lt' 'has· alsd been' represented that 
Radiographers have no ·promotion outlets. We 
find . that depending_ , ~n t~~. size of the insti~u~i?n 
and the·· type of work/ the nature of responstbtltty 
varies. We therefore, consider it necessary to have 

~ · twp sc~es 1 of ~~4io~~fpher_sjf(-Ray Technicians at 
thJS level. , . · '; ·: ii (,'"\ I 1 f ~ n. !{ • 

130. The.2 po~t~ of Senior X-Ray. Technicians _are 
in the Jawaharlal.Institute of Post-Graduate Medtcal 
Education and'· Research, Pondicherry, under the 
Ministry· of Health.-- These· are filled by. prom,otio~ 
of X-Ray Technicians/Radiographer~ 1in .\he. scaJe ·of 

· -_Rs. 130-212/110-155. ~.Their duties are. tQ take X-Ray 
of the· patients and to assist medi<?-l;_.O!ficers .for 
screening ·purposes. · Qf the 23 ··-~osts' 1 of X~ ;Ray 
·Technicians in the scale of Rs. 205-280,·14 ·are in' the 
National Tuberculosis lnstitute,'r Bai:Igalore, . .l; in 
the All India Institute of Hygiene•&·<Public Health 

· under the Ministry of Health an4, 6 pi. the·. Dandaka­
ranya Project under the Department of Rehabilitation. 
All these posts are filled by direct recruitment .. ~ .we 

''consider that the'se two scales may;be' replaced'.by 
a single sc3.Ie viz. Rs. 425-640 .. We !<Jlso recommend 
a 20% Selection Grade in the scale 7 of Rs. 425-640. 

!-l .. .. .t-f. • .\ ~~~~--·-·~·,r 

131. To sum up we recommend the following scales 
for R~diographers/X-Ray · TechJ?.~ci~ns.: .; ~ 11 ., ; :.-.:),. 

Existing Scale ·· 

Rs. 
210-425)' 
205-280J 
150-300) 
130-300 >­
l50-240J 
130-2121 
110-200 >-
JI0-155J , 1 '80-110 .• 

75-95 

260-430 
c 

. - . 200-260 -
. 190-'240 

; ;;. ( IJ 

196 

132. A~demand voiced by almost all the AssoCia­
tions is that the Radiographers are exposed to X-Ray 
radiation and their duties are, therefore~ hazardous 
for which they shouJd ·be paid a risk allowance :on , 
the analogy of similar allowance paid by so:rp.e. State 
Governments. In support of the demand, men.tion 

: has been made . of the extra premium charged :by 
the LIC* for insurance of the lives of the employees 
working in the X-Ray Department':.·: 'We' have dealt 

.. with such demands in another Chapter~* of: this 
- .Report. ·' . . 

*Life Insurance Corporation. 
. ,· r **Chapter 56. ·; · 

(g) Dressers. . 

.133. The distribution· of posts of Dressers in 
. various: pay scales· and Ministries is shown in the 
tabb b;;low:~. · ., ' 

', ·,:l 

TABLE XXIII 
~! . ·- l 

j ' I I 

--------__,.-.------.. ----
Rail- ' Def- Health Others Total 

I •: ·" ways ence · 

·(Rs.) 
110-3-125 (S.G.) 
10S..:.3-l35(Grade · ·' 
. 1) . • ' j ; . . • . : ' 243 . 

32 

1 •.•• 

80-1-85-:-~~95-3-:- '· : . ' l 
110. r • .• . , , 958 :: ·:532 i 

75'-110 J ., • - .... 

. 18. 

181 

50 

. 243 

96 1,767 
' '26 . 26 

·..,.; L.tf - ,IJ ..;..._. ____________ _ 

,: ~:ToTAL··,; '· .i ·1201 564 199 I 122 ! 2086 

• :. '_; : .. ' : : • :' J .· (" ., l .· ~ 

i ·;.·( ''i34. 'There' is i no imi~ormity in the method of 
recruitment in · different establishments.- In the 
Railways ·the posts are usually filled by pro~otion 
bf·: liospital/Labora~ory/X-Ray Attendants ~n !}te 
Sca.le of Rs~ 75-95 subject to thetr successful complehon 
of training for 3 months . in ~ospitals. .on some 
Railways,. howev.::r ~ : there Js dtrect r~rwtment of 
Ca.ndidates . who .· have , passed the Mtddle School 
~a~i~ti~ii. They ar~. given six mont~s'. ~aining. 

.. ·, ·;l)5. in ·;the~ Ministries .of pefe~ce and H~3.Ith 
·direct recrujtmentis made from cand1dates of M1ddle 
School Standard who sho~d also ~ve ~ass~d !he 
DresS9rs' Examina~ion from a r~cogmse~ ll!St!tutJOn 
or should have adequate knowledge of.:Ftrst Atrl; and 
dressing or wounds with two to three years' expe~le_nce 
in some 'hospital or dispensary. Dressers are ebg1ble 
to. be':promoted to t~e S_election qrade after c~mple­
tiori of 10 years' servtce m the ordmary grad~. They 
are·· also eligible for promotion ~s. Pharffi!LCISt~ sub­
jecLt~, their possessi~g the requmte quali.fW~twns .. , 

. : ': d6. 1 The 'duties; of: Dresse~s in~olve dr~ssing of 
w~unds, preparation. of lotions' and: . omtme~ts, 
sterilisation. of instruments' and, 'dressmg matenal, 
etc~· ·In Railway hospitals~ Dressers Grade I.are usually 
posted to ~peration th~atres, post ·?perat!on_, ~ards 
and ·intenstve care umts where thetr duttes mclude 
preparation of cas:!s fo~ op!ratio?~ und_er the super­
vision of a nurs~. cleamng and dtsmfectton of opera­
tion theatre, furniture and equipment and prepara­
tion of splints, ~p~aster, . bandages, etc. . r •.-

. . . '~ -( • 1 . :. -! ' . . . " ' . ~ ' 

• L ·t37. Th~·~in demand of. this category is that 
it should be treated as 'skHled~ and remunerated 

, accordingly. It has been claimed that , Dre~rs 
are; required. to possess. ~n~wledge of the operatton 
of .. high . pressure. stenhsat1on: ':!fiey shoul~ also 
be capable of domg · cathertensatton and part pre­
paration of surgical cases, etc. It appears t!tat Dr~s­
sers Grade I in the Railways perform duttes wh1~h 
are normally carried out by Operation Theatre ~s~ts­
tants (Rs. 110-15~) a~d Opera~i~n Theatr~ Techntctan 
(Rs. 130-300) m th~ C1vil Hosi:ttals. ~e 
qualification prescribed for these posts ~n the Ctvtl 
Hospitals· is M:atriculat~on with Operatton Theatres 



training or one year's experience. Alternatively, 
non-matric . with some experience are also eligible. 
The departmental witnesses admitted that Dressers 
Grade I in the Railways are being utilised as Opera­
tion Theatre Assistants though much of the responsi­
bility for sterilisation etc. rests with the nursing staff 
and Dressers are subject to supervision. We there­
fore, recommrnd that Dressers Grade I in the Rail­
ways, who are utilised as Operation Theatre Assistants 
and possess the requisite qua1ifications prescribed 
for this category in other departments {namely 
Matric or Middle Pass 'with some experience) may 
be reclassified and allotted the revised ·scale of Rs. 
260-350 corresponding to the existing scale of Rs. 
110-155. We also recommend that 20% of the 
posts in the ordinary grade of Dressers should . be 
in a Selection Grade of Rs. 225-308 except in the 
Railways where the numl;>er of. posts in Dressers 
Grade I is more than 20% of the posts in the Jo"Yer 
grade. __ . . . 1 

138. To sum up,. we recommend the foiJowing 
scales of pay:- • 

Dressers Grade I • . 
Dressers Selection Grade 
Dressers Ordinary Grade 

Existing 
Scale 

Rs. 

• 105-135'\. 
• 110-125f 
• · 80-1'10'\. 

' 1S-110f 

Proposed 
Scale 

Rs. 

225-308 

200-260
1 

(h) Miscellaneous Para Medical Categories 

. 139. In addition to the major categories discussed 
above, there are a large numbet: of miscellaneous posts 
comprised in the para-medical group. Of these, 
the folJowing categories call for specific comments:-

(i) Operation Theatre Assistants:- There arr 
four different scales for posts in·- this category viz. 
Rs. 110-200 (Railways), Rs. ll0-180 (Def.) Rs. 110 
-155 (Health, Department of Atomic Energy and 
Department of Economic Affairs) and Rs. 150-280 
(Department of· Rehabilitation). The. prescribed­
qualifications differ according to the scales or- even 

-for posts in the same ··scale. The usual qualification 
for the posts in the scale of Rs. 110-155 is Middle Pass 
with one or two years' experience. ··They have an 
avenue of promotion to the grade of Theatre Techni­
cian in Rs. 130/150-300. For posts in the scales of­
Rs. 110-180/200, the qualification prescribed is Matric 
with one year's experience. _.We recommend that 
the posts requiring Matricula1.ion without experience 
or Middle Pass with experience should· be placed in 
the scale of Rs. 260-350 and those requiring Matri­
culation either with a certificate of operation theatre 
training or previous experience should be placed in 
the scale of Rs. 260-400. There are four posts' in 
the Rehabilitation Department · in the · scale of Rs. 
150-280 which are filled by promotion from Phar­
macists. This is a somewhat unusual arrangement 
and needs further looking into by the Department. 

rFor the present incumbents we recommend the scale 
.of Rs. 330-560. 

--- ' (ii) Ortboptist/Refractionists :-The qualification 
prescribed for Orthoptist (Rs. 210-425) is Matric 
with a two-year diploma in Orthoptics. We do not 
consider the present scale of pay to be commensurate 

2 Fin. 

191 

·with ·the qualifications. 'Generally;·- we· have recoin;;' 
_m.ende~ th~ _scale of R_~~ 425-7oo for posts for which 
a B.~c. d.egree or a ~ost-matri~ di~loina ·of 3 years' 
duratJOn JS the prescnbed qualificatiOn:" t We· suggest 
the ~cale of Rs. 380-640 for this post •. The quali-~. 
ficat~oD:s for the posts of Refracti_onists (R~. 150-300) 
are stmllar to those of Orthoptist and the' posts' should. 
therefore, be placed in th~ , same scale) '. -., · ::.:-1;:. •' 

t ;.: ·.~ ~ / ',,:.._ . i . ,. J;. ~--~ 

· -· Qii) ~adi!lg H~d ~ ~ursini: (Rs.~ 130.2o5) t : :Th~ 
quahficatJon 1s Matnc wtth F1rst Aid Course or·two 
years"· experience as· a Nursing Assistant.- Promotion 
~s made from . the -categoiy of Nursing Assistant _ 
m the scale of Rs. 80-110. : We· recommend that·the 
post should be in -·the··scale: of··Rs .. ·260-430., •,r.::~f;r 

1 .~:. · .. '-.l_,··,' :·.·: '' r, •-~. ,·'[",;;~_''',{ 
(iv); Malaria. Technician {Rs. -205-24o).~As thi~ 

post is: filled by promotion· of- Malaria Inspector in­
the scale of Rs; 150-240, we consider1 the .scale. or~ 
Rs. _ 38~5_60 as s~~~ble; for :th~~ post. ·. . · · ,,·~·~; ~' · 

( ... ··-\- - -· ' .. 
(v) Dental· Hy~ienist/Technician/Mecbanic.-They 

are ~n ~iverse. sc3:les; o~ pay: Th~ standard. quali­
fic3:tJo~ !s_matnc ~1tble$1~trat1~n .as~ J?enJaJ ~ygie.~~t 
which : mvolves 2· years trammg-c, Ther~ ds -.~one 
post each in Jawaharlal Institute of: Post-Graduate 

'Medical Education arrd; Researcn and iii ·the ·Mmistry 
of Labour and Employment i!l the sc'ajes 'ot Rs~, H0-
155 .and i.Rs. 130-3<lq.,f~specijv~ly tJtough the quali­
ficahof1:~ are . th_e same 1!1 bo.th th~ cas~~:. -Si~lariy 
posts ~,~t~ stnul~r qua}_t~catiOJ;l~ . m t, W dluigdon>'and 
Safdarj~g Hosp1tals are m the seale of~Rs~.l50-205. 

·.We s-o~est that the 1~ale qf Rs~ 330-5~0 woulct.be 
approp~1ate for all these posts. 

• ~~-~ -··· ·-.~-·-···~·.~•,.-·- "-•· •~·~•r·- ~.~~ • "\, .. -_,. ~ •• ..,. _ _... ... • ... __ .,..,.:.,...,.;,.of 

140. We do not consider it. necessary to discuss 
separately the remaining 'categories which are shown 
in the table below. Having-_ regard to the. recruit­
ment qualifieations and nature'of'dutieswe haVe come 
to the conclusion that there should be no change in 

. the relative position of these categories. -· The replace­
mel1t scale~ r~ommende4 by_~ are shown in column 
5 of. th~ · table. ·- "· ,: r ~., _, ': · 

Designation ' . ; 

(l) 

Senior Technician 
Blood Bank~ ' • 

Blood Transfusion 
Assistant 

Tec!mician · ' ~es-
. ptratory .• -.- . 

Theatre Tech,nician 

Physiotherapy. T()Ch­
. nician/Occupa~ 
· - tional Therapy 

Existing 
ScRale_.,; 

s.-

(2),: 

210-425 

11~180 
. ·' 

130-300 
15()..,300 
130.:.300 
210-425 

Ministry ' 

(3) f :':" 

Healtli~ :· 

Defen2q; 
f '' ~. 

Health ·•: 
Health, . 
Health ', 
Health··~· 

Technician ; '• • 130-300 Health 
rAudiometer ; Tech-

. nician • . . • 210-425 · Health 
ECG Technician· • 210-425 Health 

··~ · · 130-300 Health 

No. Proposed 
of Scale-r 
posts Rs.~ 

(4) (5) 

2 425-700 
"> 

4 260-400 

1 330-560 
1 330-560 

1S 330-560 
2 425-700· 

n 
: l 

2 330-56o 
n 

~) 425-~~. 
2 330-560 



198. 

(2) (3) (4) (5) 

. · ·convulsive The- r . 
- rapy • J . . .;. 210-425 ~ · Health . 

Speech Therapist .• _ . 270-485 Defence 

Recreational Thera-
pist • 210-425 Health 

Ward Assistant , \.\ 110-155 ·Health . . - ··.' . ' ;" ' 

Sanitary .. Superin•-" . , . : ' · 

1 425-700 
1 470-750 

1 425-700 

. 16 260-350' 

J 650-960 ,, tendent .'i •. !, .... :325-710 President's. · 
; '· ·; ,. /'. '\· 1 , • ! 'i . : Secretari~t 1 _ , 

Ward Master · lt0-180 Defence: 7 · 260-400 
Vaccinator · • 85-110 Health · 2 
Vaccinator · . • 80-110 Railways 24 
Nursing Assista~t • . 80-110 Defence 216 . 
. · , 85-110 ·Defence ; · 1 • 4 
;~ -1 1 .... -·l . <", l .80-110 Re~abilita- 58· 2C0-260 
. , · · . .. . . . · tlon. 
Dispensary' 'Assis-' i ' '. • ' : ' .. · · 

tant • · • · ·.' ·-; 7~110' ·' Finance 2 
. . · (Depart-- . 

-'~;t~l\~- -~_:,.;._; .',\f _'!:·:.:: :::·.lJ; j ~~;OI~~c·· .. ·' '·' 
· 11 . . n . . . , . . Affairs). · . 1 .. 

Technician E.E,G .' ! · ' 210-425 ·, 'Health. . · I. 2 
Technician for Opo-· · • · 1 

'· • 1 • 

·; r rating, pump: for · .;; <,' ; t .. 
r. Cardiac Surgery\ "i i 210-425 ' ; ~Health ' . . . . I ' 1 425-700 
Technician for Car":' · , ·. . . · . ; 
-·:diac'•Catheterisa- ·_,, . t J, .• , I .. ' : 

1
:., ., , 

Ltio~ ~· ·l .•.· ,·.··~· 210-;425, Health · > · 1 
Technician tn Cen- . · ll : ' ' · 1. .· . · 
.~. tral . Sterilisation; i . , · · ; · · · · . . . . . 
· ·Room.· · ,_,.. . ·' 130-300. i Health. -- , ~ · 3l; ·. . 
-Technicfatt ·. ''Sterili-,' ' . : ' ·" , .. · .. · · ' ' 
·· 'zation· ·I .'! -~- -1 '/ ~?.~~00 Health • ~ J 330-560 

Stage , ': '· · · ,; (i) Scale of Pay 
Rs. 650-960 

Pay N.P.A.; 

'·:! ---- Rs.. '! Rs. , 

1 650 150 ~ 
2 ..... -- ... - - 680- -150 

150 . l. ,1-' 710 : I 
4 - - -- - . . - 740 150 

150 's ") ' 775 

6 ' .· .. , 
t, 8 

9. 
to 
11 
12 
,JJ 
14 
lS 
16 ' 

810 ,150 
845 150 
880 150 
920 200 
960 .· 200 

Pay N.P.A •. 

Rs. Rs. 

650 150 
680- -. 150 
710 .. 1_5() 

. 740 .. '150 

. 175 150 
810 150 

'845 150 
. 880 150 

920 200 
960 200 

1000 200 
1040 - 200 
1080. 200 
Jl20 .. 

. , 
250 

1160 250 
1200 250 

Stage 

1 
2 
3 
4 
5 
6 
7 

. 8 

9 
10 
11 
12' 
13 
14 
15 

Stage 

'' 

1 ' . 
2 
3'-. i 
4 
5 
6 ,. 
7 
8 .. 
9 

10 
11 

. 12 
13' ' 
14 
15 
16 
17 
18 . 
19 . 
20' 
21 

(iii) Scale of pay (iv) Scale of Pay 
Rs. 700-1300 · Rs. 900-1400 

·-----·· 
Pay N.P.A. Pay N.P.A. 
Rs. · Rs.· · Rs. Rs. 
700 150. 900 200 

. 740 150 940 200 
780 150 980 200 

I 820 
>. 

150 1020 200 
860 150 .. ·1060 200 
900 ' 200 . 1100 250 
940 200 .U50 250 
980 .. 200 1200· 250 

1020 200. 1250' 250 
1060" 200 ' 1300 250 
llOO . 250 1350 300 
1150 250 1400 300 
1200 250 
1250 250 
1300 250 

' 
. (v) Scale of pay 

Rs. 1050-1600 
(vi) Scale of Pay 
Rs. 700-1600 for the 
Assistant Divisional 
Medical Officers Grade .. I I · of the Railway Medical 

Service 

l' 

Pay }ll.P.A .. 

Posts . Other 
with Posts 
post-
gradu-' 

ate 
quali- .. 
fications. 

· ' Rs.· :Jt,s .. 

. '. 1050 - . i 300 
11 00 - - 300 

.. uso 300 
1200 300, 
1250 '300 
1300 350 
1350 350. 
1400 350 

: 1450 350 
1500 350 

.. 1550 400 
1600 400. 

i. 

Rs. · · 

250 
. 250 
250 
250 
250 
300 : 

300 
300 

• 300 
300 
350 
350 

Pay N.P.A. 

Rs. 

700 
740 

- 780 
820 
860 
900 
940 
980 

1020 
1060 
uoo 
1150 
1200 

. 1250 
1300 
1350 
1400 
1450 
1500 
1550 
1600 

Rs. 

150 
150 
150 
150 
150 
200 

. . 200 
200 

200 
200 
250 
250 

. 250 
250 
250 
300 
300 
300 
300 
300 
300 



' .•. .. .. .. . --~ 

R.s. Rs. 
Stage (vii) Scale of Pay 

Rs. 700-1600 
· {for the existing scale of 

Rs. 450-1250 outside 
CH.S.) 

Pay N.P.A. 

1 700 150 
2 740 ·150 I 

3 780 150 
4 ) 8.20-- 150 
5 860 150 
6 900 200 .. 

7 940 '200 
8 980 200 
9 1020 200 

10 1060 . 250 
11 1100 250 
12 1150 . :250 

·u . 1200 .:.: 250 
14 1250 250 
15 ·1300 300 
16 1350 300 
17~ .. 1400. 300 
18 1450 300 
19 1500 . 300' 
20 .1550 

, 
350 

21' 1600 350 

Rs. 
(viii) Scale of Pay 
Rs. 1050-1800 

Rs. 

199 

. Stage (ix) Scale of Pay 
Rs. 1050-1800 · 

(for the Divisional Medi-

{x) .Scale of Pay . · .· 
Rs. ''1300--1700. · .. 

(for Specialists Grade U :.t I ; · ~ hJ 1· 1 cal Officers' Grade of . Pay 
the Railway Medical of the C.H.S.) 

Pay 

1050 
-1100 
1150 
1200 
1250 
1300 
1350 
1400 
1450 
1500 

. 1560~ ,·;; 
)1. ' 1620 ., ' • 

\ 1 >.' 1680 ;r' '; 
. ·1740 ' 

1800',: 

.N.P.A. 
300 ·, 
'3oo! 

300 
300 
300 
350 
350 
350 
350 
350 

,400)· . 
.:~. 

400:' 
. 400' 

400 

: p. 

. 'I 
Ji 

/ r I'H ~~~ryi.cc), f ...... I ~, .. Post. 
with .. : 
post-· .. ··.::._·_': Pay · N.P.A. 

. '\ '• 

" 

grad~ate:• ', ... 
Quail• .:·· •.•. -' . 
fica-. :~:'I'>'->~h) J 
tions ·:. 

"· .. J ...... 4, •.. -' -~·-' f...'J:i 1.,} ----~· ...,:il.J .1. J. .,. .. ~.Ju .,.·,t.;._ :J.,,;.~ ... ~~ 

. :,','~'.)·:~;.-!;·::;;~_::~,:;~{ -~-~-'~J ::;~~~;,: .. i·:'>,~s:~;~'t~~~~;.:.;i:~~j~~ · 
.J· 'i'••·.~.; ·,~,fJ JOSO,.m,l•.;rf .. 380,.J. ".,i300 .. Jri·•3$o-;>li.~·;_:WU.::i 
2 1100 300 ' 1350 · 350.JJV)ir~oo. ,; 
3 1150 300. ; 1400 350 .• :300 
4 ' 1200 300 . ) 1450 350 . 300 ' 
5 '1250 • :300 ·. . 1500 · • 350 I, I . 300 
6 1300 300' 1550 -. '400 . .: 350 

- 7 1350 . 300 " .. 1600 .. ,< 400 -~ \. .. 350 
j 8 1400 

I 1 9·-. !.-'". . ,'t•·: '(,"1450"; . 
10 '! } · - :.r!J .!.1500 1 

11 ,... . ~··~ 1 1'1560' 
~ • j j ! . 1 ll"l . I .) 

12 ' 'l.l ~·1620· 
13 °' ~~ .... '168~ 

14 '1740 
15· 1800 

" , 1 ·' ~ ,. ~ .• • • • . -. ' -

. " .,300 1650 . ·400:' :; 350 
300 . . ' -1700 , .. ' . 400 .·. 350 
3oo··· · · ..... ·· · · · 
350 
35o, 

·: !':. 

---.~· 
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CHAPTER ·17 · ·; •· '') j 

. ECONOMISTS AND STATISTI(:IANS_ 
i ' 

. ! 

1. Gcncr~. · ·· .... 

Since the time_ of ih~ Second P_ay Commission ~here 
has -been · a_, significant inc~ease m the . ~~cupauonal 
group comprisin(Y economists_ and statJsttcians under 
the G~vernmcnt.~ The table below gives the compara-
tive picture '! < 1 1 • · ' i • 

.. ; I 
L_ ! .~ i !,_j _,, 

·- ,. (, 
( ',·. t I . j(. i .. 

{ - ·. 'c ,, TABLE I 

' 
_, r ·; " 1 ~~ f 

\ 

~ ; 1"( t i .~ I ()!-. !' '., ~~ I 

(; ·)I; I Number of Number 

,. 
' 

posts at the of·· ·posts 

I time of the as on 

Second Pay 1-1-1971 
Commission -I .. ~ 

~ ! I ,• -! I:, 

' , .· f 

-1 2 3 

Class I 226 1,271 

·Class II 429 1,187 

Class Ill . •,- 892 9,780 . 

Total • 1,547 12,238 

, . 

2. The Ministries and Departments · accounting for 
the bulk of the above ·post~ are the Ministry of Agri­
culture, Department of Statistics, Planning Commission, 
Department ·of Labour and Employment,· Ministry · 
of Home Affairs (Registrar General of India) and 

· the Ministry of Finance. At the Class I level a little 
over hall ·the total number of these posts- have been 
included in the cadres of two organised services, viz., 
the Indian Economic Service and the Indian Statistical 
Service. 

IL Indian Economic Service . and Indian Statistical 
Service 

3. In 1961, two Class I services were constituted, 
the Indian Economic Service (IES) for the economists 
and the Indian Statistical Service (ISS) for the statis- · 
ticians. The cadre strength of the two s~rvices as on 

1; ~ -1972 is gi~~n in th~. table bclo~ : 
,,, .r r t TABLE II 

---- ---
.' ·~ I ! ,. ~ 1 I.E.S. I' . , I.S.S. .. 
I, \;''·: / Au tho- Per- A litho- Per-

· rised cen~ ' rised ccn-
-,-, ., i cadre tagc cadre tagc 
,.: • ~ f 

_strength strength 

J:;_ _2 3 ·'· 4 5 
--.-----·-

Grade I (Rs. 1300-1800) . 18 3.4 10 2.8 
Grade II (Rs. 1100-1400) . ( :. 26 '5.0 16 4.5 
Grade III (Rs~ 700-1250) . ,' ·112 2L5 77 21.8 
Grade IV (Rs. 400;-950) . ; 366* ~0.1 251* 70.9 

' 1, .- I 

it-·!. Total • ,: I I 522 100.0 354 100.0 

*Includes deputation, leave and training reserves (Ill in 
IES and 73 in ISS.) 

' 4. There is provision for direct recrmtment to each 
of the four grades to the ·extent indicated in ~he table 
below: · ' ! 

TABLE Ill 

Quota for Qualif}-
ing scr-

Direct Promo- vice (in 
. recruit- tion the feeder 

rnent grade) 
for - pro-
motion 

(%age) (?,~age) 

1 2 3 4 

Grade IV 75 25 4 years 
Grade III-. 25 . 75 4 years 
Grade II 50 50 6 years 
Grade I I . 25 15 3 years 

Direct recruitment to Grade IV is through a competitive 
examination conducted by the UPSC. The candidates 
are required to write four compulsory papers, and two 
optional papers set at the standard of the Master's 
Degree although the prescribed minimum qualification 
is a Degree with statistics or economics (or mathe­
matics in case of ISS only) as a subject. PromotiOn 
to Grade IV is confined to personnel having at least 
four years' approved service on designated feeder posts. 
These feeder posts arc generally on the scale of 

_ Rs. 325-575. 

5. The qualifications prescribed -for direct recruit­
ment to higher grades of the IES/ISS are as foliows : 
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Educational Qualifications. Experience · . . . ~ ·'""' ~ . 
' ~ II ,.1' 

Essential . Desirable · 
i ;'-''. '') ,-j r..· ~~ 

u.} ·;,f ~..1~', ·:t 

2 3 
' . . :- .. ~ . 

G~aje Ul 1 
I ES 2nd Class Master's degree 

in Economics or Statistics or 
Agricultural Economics or 
Connmerce , · 

Doctorate or other research 
degree in sub)ects mentioned 

5 years' · 

'.' ... , 

26~34 ie~r~' · ~ .,-; ;~;~· 1 

• • 1 •• ·• .-. 1 ~: . (: d St; 

in the previous column for the : ' 
. respective services.· · · ! . 

ISS 2nd Class Master's degree 
in Statistics or Mathematics 
or Economics. · 

. OR 

( . ' ,· 

. ·; ,, t:. '.;,...,;··· 

j .: • • •• ~ 

:. ~ f 

Dc.grce with Mathematics.'· or 
Statistics as a subject plus a · 
recognised diploma obtained 
after at least 2. years' post~· 
graduate training in Statistics. 

·-do-·· ~. 
• ~ , • .J r~~ ~! r j ,/ -~ ·~ ;··_.·,.;;/~!')::~ ..,. 

(i) Same as above ! , . r, . , 8. ~ears, :1 ; , 
· (ii) Administrative experience 

Grade II 
. - ~-' ~-~ . ; • i ~ . ' -~ I . "" d i .. ,) ~ ·. ; ) >- ~ i ; : ~ ·~·I : .! ! ! : 

Grade I • -do:. 
t • : 

-do-~ .• !,.:':· · ., ~~.:·lOyears~.,/ ;.; .. B,elowSOy'ears~u·r.ti 
--:-:~.:-:--~~-- ), ,) .•... if '"'' ~;;l ... - '1'.~ ..... : .. , •• i"\ 

. 6. The position Witli, reg~id, to di~~ct recruitment made 1 to Grade! IV .of the ·two s~rvices' is l:)rought· ouh } ·: L:! 

m the table· below :- · · J.J' -· .-'~~ ... : . '· ·; ,,1 -~, ..... ,i ~_.!f_:-~ ... ·;t "1() 
' ' 

I ,· ~ 

.,. 
: TABLE IV t,\ 

_. ~ ,.. . ""~; ··~ ~~-1 
~· . . . ' .: ' _: ,· l ·~·~. .. '· ', ' . 

1 ~ ; .~· ·.·I 

,. 

! . .; Number cf vacancies '.Jfl .· 
reported, l / 

'\ Year of Examination· 
'·- .: .... f) 

IES ->ISS . Total 

.2 } 4 

1967 
1969 
1970 
1971 

33. '11 '54 
33 31 
20 10 
20 10 

•Based on the highest degree obtained ·. L 1 • •J • , 

The above data show that there is a , declin~ in. i th~ 
number of candidates appearing at 1 the competitive 
examination and that the number of candidates .with 
first classes per vacancy has come down from. 2. 7 for 
the 1967 Examination to 1.3 for the 1971 Examina­
tion. The above figures also bring out the relati~e 

64 
30 
30 

Ntirnber of candi·' '· ., Nuinb~~-~ppearing "~ Nu~be;·rec&nmeD,Y . 
dates appeated in · per vacancy 1 •. .l · • ded by UPSC : ·; _, ·. : 

· IES/ISS , .; ) •:! . ·::· •.t _;; '·' , , , l r ·~·) _.,.. 
., ' 

.Total. lstChiss•. 1·• total . lst Class ·. IES. ·, ISS' :: 

5 i • 

2,386 
1,892. 

606' 
. 572' .' 

. 6 : 

' 144. 
. 120 

43 
39 

. 44.2 ' ,.2. 7 
· .. 29.6: . ( 1,9~. 

20.3 ( ~ •. J • 1:4 -
l~.lj. :.:·• '1.3' 

,... . . 

-~------~~ 

33 
'' 33 20 ,. 

_20. 

'; 12· 
- 15: 
.·' 8' 
; 4~' 

:,.....,.__,___.__.;- ' ' 
I'· . ., 

unpopularity bfth~ ISS.' ; . < ~J' ~· j ' ' 

J,~.' I.·~···- f .. :.,,· ~; . ..._ ··,:; t. '',-.,!·_.~.~~; 

1 -'7: ~e break-up by ·class' o(divisioh' at.'the 'gra:.. 
duate · level· of the candidates ·selected . to Grade IV· of 
. these two services through the competitive .. examination. 
is given below : · ' · 1 • • • · · : . •• • .! , ..- • ' : • "

1 
· 

l • ' ' '\ .... ; 

1
. TABLE V 

.,_·, 
l ! . 

I. B.S. 

Year of Exam. 1st Class 2nd Class 3rd Class Total 

1 2 3 4 

1967 3 20 ~- 32 
1969 6 '- 18 7 31 
1970 2 14 4 20 
1971 1 13 6 20 

The lower percentage of I class candidates selected 
for the IES compared to the ISS may· be partly due 
to the fact that the percentage of candidates securing a 
first class in Humanities is less than in Statistics and 
Mathematics. But the significant fact brought· out 
by this table is the declining trend in the number of 
I class candidates recruited to these services, which can 

· f.s.s. : 
%age of . 1st Class 2nd Class 3rd Class TotaL . %age of·! 
1st Class. . '. ;1 1st Class: 
to total · ., , to total. ,· 

s- 6 .. 7 8 9 JO 

9.4% 
;;I 

7 l1' .63.6% 
19.4% 3 3 ,· 15 '' 20.0%' 

'10.0%' 4 
!< 

1 7 '57.1%' 
J5.0% 4 AJ' .f _. 

·'' ~ ~-~4_... ____ -.-

1 .. -
be taken as an indication that these services are , he­
coming less and .less attractive·. 

' I •. : ' ; ' ,.· ,; 

' . . ' .• ' 't ,, 

. 8. According to Jhc ·associations ·representing the 
officers of the IES and the ISS the existing gtade and 
pay structures are not "attractive enough to draw per­
sons of , h_igh calibre, into these. services. They have 
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emphasised in particular the poor promotion prospects 
arising from the· broad base and the small number of 
posts in Grade I and Grade II, available for promotion, 
as also the fact that the grade of Rs. 11 00-14QO 
above the grade of Rs. 700-1250 puts them at a 
relative disadvantage vis-a-vis the members of most · 
other organised Central Class I Services. They have. · 
also pointed out fhat the highest grade in these Ser­
vices is only Rs. 1300--1800. The )ES Association 
has suggested a un~ed grade from Rs. 750 toRs. 2250 
with a. selection grade of Rs. 2300-2500 and super­
time scales thereafter going up to Rs. 4000. The ISS 
Association has. suggested the replacement of th~ exist­
ing four ·grades by ·two grades; a junior :.;cale of. 
Rs. 700-1800 and a senior ~cale of Rs. 1600-2500. 

9. Our analysis of the grade structure and the pro­
motion prospects of these services shows that there is 
considerable need for rationalisation. \Ve find that 
at the initial constitution of these two services; a num­
ber. of Class II posts were upgraded and included in 
Grade IV with the result that both these services 
lack a regular Class II component on the standard scale 
of Rs. 350-900. Because of the large-scale accretion 
of posts into Grade IV, a number of these posts are 
still being held on an ad hoc basis. We feel that the 
first step that has to be taken to improve the cadre -

also required to initiate and develop the framework: of 
new studies. In certain organisations, the highest 
economic or statistical post is only in Grade II. Fur-

. thcr, it is at the level of Grade II that the greatest 
likelihood exists for attracting suitable talent from the 
universities. In view of · these factors a substantial 
improvement in the seal\! prescribed for Grade II 
would be justified. We recommend for Grade 11 of the . 

. IES and the ISS the scale of Rs. 1500-1800. 

. . 12. In the context of the improved Grade II scale 
recommen~ed by us, an improvement would also be 
necessary m the Grade I scale and this is also justi­
fiable on the basis of duties and responsibilities. We 
recommend for ·Grade I of the IES and the ISS, 
the scale of Rs. 1800--2000: 

· 13. We would also suggest a review of the direct 
recruitment . quotas prescribed for the higher grades 
of t~e services. We feel that the · quota of direct 
recrwtment to the higher grades is on the high side. 
Th~se provisions have blurred the pr:ospects of pro­
motion of entrants 'to the IES · and ISS and made 
the services unpopular. We are of the view that direct 

, recruitment to two successive grades should be avoided 
· as far as possible ii1 all services. As the new entrants 
into these services are recruited to Grade IV, we recom­
mend that direct recruitment to Grade III be abolished. 
At the level of Grade II, the 50 per cent proportion 
of direct recruitment now prescribed seems to us to 

. structure of IES and the ISS is to · reduce the stren­
gth of Grade IV by converting a substantial number of 1 

grade IV posts which are today in Class I, into Class 
II posts:· We:· realise that the existing incumbents. who· 
are h9lding these posts on an ad hoc basis only, would _ 

·suffer the disadvantage of· having to leave a Class I 
post for a Class II· post on a marginally infericr scale, 
but there would be a . compensating advantage in ·that 
they would . be enabled to hold the latter post.' on a 
regular. basis and so· avoid the risk of.· reversion to a 
post on the scale of Rs. 325-· 575. In future, persons 
holding posts on Rs. 325-575 will have greater 
opportunities for reaching the level of Rs. · 350-900 
earlier, since we do. not enviSage any direct recn1it-

'be ·excessive; it may be reduced • from 50- per cent 
· to ab~ut 25 per cent. As there is provision for direct 

_ . : recrwtment to posts of Economists and Statisticians 
beyond Grade I, direct recruitment to Grade I of these 

~ services seems to us to be unnecessary. · 

. ment to the Class II Jevel in these services. i We under­
stand that· a similar ' recommendation . was made . in 
October, ·1969, by a· departmental committee consisting 
'of the Chief Economic, Adviser, the Director of. the 
Central Statistical. O_rganlsation, and .... the · J oinl Secre-

-. tary ·in charge of . these services, but it has not been 
implemented. · We further recommend that the strength 
of Grade IV and . Grade III of these services should 
be so adjusted that a direct recruit to Grade IV should 
have a reasonable prospect of moving into Grade II 
in about the sixth year of his service as is the case with 

. the_ other orga~ised ,Central Class I services._ . 

-10. -As regards_ the pay scales for Grade IV and 
Grade Ill, we feel that these should pe the same as 
the junior scale and senior scale respectively of the 
other Central Class i Services. We recommend for 
the Grade IV of the IES .. and the ISS the scale. of 
Rs. 700-1300 and for Grade III the scale of R.,. 1050 
(6th year or under) -1600. 

1. In the case of Grade II of these services for 
which the scale prescribed is Rs. 1100-50--1400 
we note that there are only a few services which hav~ 
been given this grade.· The Grade II posts are gene­
rally at the level of Joint Director or Assistant EconQoo 
mic Adviser,. where officers have to supervise the work 
of a number of subordinate staff under them and are 

14. We feel that certain other steps should also 
be taken to improve the career prospects of members 
'of the IES and the_ ISS. We have been informed that 
!.1 number of posts which seem to qualify for inclusion 
m Grade I or Grade II of these services have not 
been ~n.ca~red because of reluctance on the part of 
the Mrmstnes concerned. We suggest that the position 
in this respect should . be reviewed so as to augment 
the strength of Grade I and Grade II which would 
tend to improve the promotion prospects and the. 
balance between the various grades of these services. 
We also suggest that the strength of Grade I and 
Grade II in the services should be so fixed as to 
avoid the possibility of the officers in Grade II stag­
nating at the maximum of the scale for more than two 
years. 

_15. As regards· the proposal for a grade above Grade 
I m the IJ? an? the ISS~ we feel_ t~at this can only 
follow the mclus10n of semor posts m the two services. 
It appears that the :Ministries concerned wish to retain 
the flcxipility available to them at present which would 
be lost if the posts came .to be included in the lES or 
the ISS. We also find that members of the IES and 
the ISS a~e oc~pying most of these posts on an ex­
cadre basts and mstances are few where an economist 
or a statistician has been inducted from outside. While 
we do ~ot recommend any 'super-time' seal~ above 
Gra~e I m the absence of any posts at this level inclu- · 
ded m the cadres of these services we would su ooest 
for the consideration of Governm~nt the desirability 
of e-!lcadring a certain Jl,umber. of posts· above Grade I 

*Prof. Das Gupta is in favour of retaining the present ratio of 50~-~ for the IES vide his Minute of Dissent. 
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~trying eeonom1c or statistical functions) in these -
services. · Further all these posts should be filled after 
considering the eligible officers of the IES and ISS. · 

to it. In case, the post is filied by deputation, the 
fixed pay of Rs. 3000 .would be adequate for this 

. post. We ·yecommend no change in the scale of the· 
post of the Chairman,. Agricultural Prices Commission~ 
For Advisers at the next level, the scale o[ Rs. 250~ .. 

. . 3000 would be adequate and we. recommendt this. 
16. At present, although there ar~ o~portumties , ~ scale for the post of Economic Adviser in the Ministries-

available to Grad~ I ofi?.cers for holding higher po~ts · of Finance, Commerce and Industrial Development. 
on _an. cx-c~dre basts, therr prospects ~e very un~~~· - The post of Economic Ad\iser in the Ministry o~ .Steel 
ThiS 1S mamly due to the fact ~~t d_ifferent ~tri~ _..--: and Mines is on the scale of Rs. 2000-~10~2500 
frequently require different specilisatio~ to swt their ··and in the l'vfinistry of Railways on · the scale ·of 
requirements.- The semor-most person m Gra~e I, or Rs. 1800-100-2000-125-2250. We recommend 
for that mat~r, the m~st cm:npetent _person may not for both these posts the scale of Rs. 250Q-:..:-;l750. The 
have the particular specialtsatio~ r_equrred and he may _ .. posts of :Member-Secretary, Agricultural .Prices. Com:. 
thus be unacceptable t~ the MIDL~?"Y co~cerned. A . _: mission and Chief Executive Officer, National Sample 
l~ng run re_m~dy to tlus problem ~.to giVe th: neYI :.J Survey Organisation .should also continue. to be on 
dtrcct recrmt m. ~r~e IV opporturuties for ~en·mg 1!1 -this scale. .For the posts of Adviser in· the Planning 
two or three m1mstnes so that he would gam expen~ -· Commission~ · our recommendation is contained in the 
ence in diverse fields. · · \ . __ :_Chapter on 'the Ministry of Planning.:.:·.~ .. -:- . . 

17. In the existing state of affairs when most of the: 
members of these services have gained experience only 
in the Department to which they are attach~d, the pros­
pect of a promotion block at the maximum of Grade 
I for many members of these services is a. real one. 
In the circumstances, we feel that a selection grade 
above Grade I should be provided, as ha:; been done. 
for example in the Engineering Service. Y.le find that 
the departmental committee to ~h_ich we have refel'!'ed 
in paragraph 9 had made a similar recommendation 
which was also approved by the IES and ISS boards 
in 1969. We therefore recommend* that a selection 
orade above Grade I should be provided in the IES and 

' ihe ISS on the scale of Rs. 2000-2250. The strength 
of this Grade may be fixed by the Government keeping 
in view the recommendation of the departmental com­
mittee. 

ill. Other Class I Posts •I, 

18. Some of the h1ghest posts iii this occupationat 
oroup are borne on the standard scale equivalent to 
that of Additional Secretary in the case of the Chief 
Economic Adviser, Ministry of Finance, and Chairman, 
Arrricultural Prices Commission and Joint Se~retary 
iu-="thl! case of Economic Advisers in the Ministries of 
Finance Commerce, Industrial Development and Plan-­
nino eo:rurussion and the Director of Central Statistical 
Or:anisation, Member-Secretary, Agrk:ultural Prices 
Co~ssion and the Chief Executive Offker, National 
Sample Survey Org~aJi~n~ In our opini<?n, the top 
posts in these spectausat1ons should be g1ven ~cales 
which enable a person to reach the-level of maximum 
salary under the Government without having to leave 
the field of his specialisation. In the group o~ ~co­
nomists, the post of Chief Economic Adv~cr, Mm1stry 
of Finance, stands out in importance and we recom­
mend for this post the scale of Rs. 3000--3509 .. We 
also recommend this scale for the post of D1recto~, 
Central Statistical Organ1~ation . provided the po_st IS 

filled by open direct recruitment and a pe~son em~nent 
in the field of statistics ur econometrics IS appomted 

l ' ' _l ~ .i. ! ' "~- '( ' - f ~ ~·· •. • 

·, ' ... "' . , : . _.; .•.. ), II 

. 19: At the level next below; the· advisory' posts on 
economics · and . statistics. side have.· been · gi..-.~ri ~-the' 
scale of Rs: 1800--:-100--2000 or Rs. 1600--10~ 
2000 ; 5 posts being borne on the former. and 9 on the 
latter (mcluding 6 posts of .Chiefs in the Planning Com-· 
mission) • These. posts -arel generally . filled by trarisfeJ," . 
deputation of members of the IES or the· ISS. and only 
seldom from outside. ' For the Grade I of the IES and 
the ISS, we have reeommended the scale of Rs~ 180~ 
2000.· Since ·posts on the scale of Rs .• _1600- =-10~ 
2000 are quite' often held by semor Grade I officers· 
of the IES and the ISS, \\e recommend for these posts 
the· scale of . Rs. 2000--2250. We recummend the 
same scale for the post of the one full-time member of 
the' Agricult\rral PriCes Conimission which. can·ies the' 
fixed pay of R~. · 2000 at present., · · - _- , , · · 

., 

.i .I 

.. · 
20. The post of Director General, Commercial Intel-· 

ligence and Statistics at Calcutta. under ·the Ministry 
of Commerce has been given the scale of Rs.· .}6(){)....:.-
100--1800 temporarily by keeping ·the: Grade I ISS 
cadre post. (scale: Rs. 1300--1800) in abeyance. As 
the incumbent of this post has a large complement of 
staff under. him and is required to function !_e1atively 
independently, being away from the headquarters of the 
Ministry, it would be appropriate to treat this post as 
carrying a higher level of responsibility and difficulty 
than the normal run of Grade I ISS po;;ts. . Similar 
considerations (except proximity to headquarters in 
some cases) apply to the. posts of Director,. Labour 
Bureau, Simla (Rs. 1~00--1800), Director, N~tional 
Sample Survey (Rs. 1600--2000), 'Direc~or, Pro-: 
gramme Evaluation Organisation, Planning Commis­
sion and Director, Army Statistical Orgarusation. We 
recommend for all these posts the sca!c of Rs .. 2000--
2250. . - . . ' 

21. The distribution of Class I posts which are borne 
on scales· equivalent to or lower than the scale of 

- •Member-&cre;~;;~not in agree!nent with this recommendation vide his ~inut~ of.Diss~~t. . 
t Member-Secretary disagrees with this rccommenjation for reasons contamed m hts Mmute of DISSent. 



Grade 1 of the l~S and the ISS is given_ in the table below :-· 

TABLE VI 

Statistics Finance 

1 \ ' ' l' 2 3 
... 

Rs. 1300-1800 .• . . 5 •. 4 
Rs. 1300-1600. 
Rs. 1100-1600 J 

Rs. ·1100-1400 ~ .· 
~ -.~ ' , 8 " ' 9 

Rs. 900-40-1100-50/2-:1250 .. 
Rs. 700-50-1250 • . ' 

• I 38 •, • :.:34 Rs. 700-40-1100-50/2-1250 : 
Rs. 700-40-1100!50/2-1150 ... ··-. 
Rs. 400-400-450-30-600-35-950 . ' ! • . .. '83 ·. 42 
Rs.400-40-80~50-950 

. ' Total 
r·. .. 134 ~ 89 . ' • 

22. The above table includes the cadre posts· of 1he 
IES and ISS which we have already discussed in the 
p1:eceding Section. As Iegards posts not included jn 
the IES and the ISS, we feel that such of these posts 
a.s are on scales corresponding to . the scales prescrib­
ed ·for, these· two' Services, should be given. the appro­
priat~. scales ~recommended by us for, the IES and the. 
ISS .. :Therelare 10 posts on the.scale ofRs .. 1300-
1600: in ·five' Ministries ·of which· three Ministries are 
participating in the IES/ISS Sclfeme. ·we recomme!ld 
that. these ·ten posts should also· be given the scale re· 
co~e1:14e4 by us for Grade. I o~ the ~ES ~d the ISS: 

. :23. -There ·are two po~ts, in ihe Millistry of Edl.l.; 
cation~ one of Economist and._ the· other of Statistician; 
and another post in the. Department of Community De­
velopment ·and Cooperation,~ on the ·scale .of Rs. · 1100 
-1600. We· recomniend for these·· posts ·the same 
scale as that recommended for Grade II of. the IES 
and the _ISS, viz.,_Rs. 1500-:-1800. 

_ 24. :There are, a few. posts . on scales which differ 
marginally from'the existing standard scale of Rs. 700 4 

40-1100-50/2-1250. One. such post. is on Rs. 900-
40-1100-50/2-1250, three on Rs. 700-50-1250 und 
three on Rs. 700-40.,.1100-50/2-1150. We recom ... 
mend for all these posts the scale suggested· for Grade 
III of the IES and ISS, viz., Rs. 1050-1600. . 

IV. Class II arid Class III Posts -
25: The number of Class II posts on pay scales 

the maximum of which goes ul' to Rs. 900 OJ: e':en 
Rs. · 800 is very small because most of the Class II 
posts on· pay scales going up t? Rs .. 809 or Rs. 9GO 
were upgraded to Class I ·and mcluded m the cadres 
of the IES and ISS at their initial constitution. The 
Ministry-wise distribution of such posts and the scale~ 
on which they are borne today are as follows:-

. TABLE VII 

Rs. 740-30-830-
35-900 . 

Rs. 620-30-83<1-
35-900 

Food & Com: 
Agr. merce 

2 

6 

I.ab. & Others Total 
Emp. 

4 5 

6 

2 2 

Food& Lab.& Home Pig. Others Total 
Agr. Emp. Commn. 

4.: 5 6 7 . 8 9 

6. 1 1. 16 16 .. 49 
5 - 5 tl 10 
1 

,, 
2 . 3 

'20 I ~ • 2 '3 19 16 .· 77 - 1 1 
3' ( 

i-· 3 ... 
3~ ' 23 144 66 86 ~ . 42S 

1. ·- 2 3 
' 80 : 66 80 127 182 .. 660 

I 1 ..... 1 . . 2 

153 93 228 228 ~u 1,236 

1 2 3 4 5 

Rs. 400-25-500-
30-830-35-900 . 2' 1 2 6 11 

Rs. 400-25-500-
' 30-800 1 7 

• ~ • T ""' 
. 

Rs. 350-25-500- r, 

. 30-830-35-900 14 3 1 41 59 

Rs. 350-25-500- • 
. 30-800 4 5 9 

--... : .. Total 94 

• · '·26.·. The 6. posts: on Rs. 7 40-900 are those of Se­
:nior Export Promotion . Officers in .. the Mmistry of 
·Commerce.\ For direct recruitment, the qualification 
prescribed is .a Degree in EconomiCs or Commerce 
with 7 years' experience and promotion is made from 
among Junior Export Promotion .Officers on the scale 
of Rs. 400-800. Surprisingly, 'the qualifications for 
direct r~cruitment at the level of Junior Export Pro­
motion Officer is a Master's .Degree in Economics or 
. Commerce with 5 years' experience in supervisory 
,posts.. We feel that considering the qualifications and 
the . importance of economic and statistical • studies in 
the field of export promotion, the post of Junior Ex­
port Promotion Officer should be· placed on the seal~! 
of Rs. 650-.-1200. As for the posts of Senior Export 
Promotio~ Officer, we recommend that these posts 
·sl:ould be given the scale. of Rs. 700-1300. . 

27. The -2 posts on Rs. 620--900 arc those -of 
Sl1perintendent (Hollerith) in the UPSC and Superin­
tendent (Mechanical Tabulation) in the Institute of 

·Secretariat Training and Management (Department of 
Personnel). Botlf these posts are filled by promotion 
of Assistant Superintendents on the scale of Rs. 350-
25-575. We recommend that these posts ~hould be 
given the upper segment of the standard Class II scale 
viz., Rs. 840-1200. 

28. As for the remaining posts which are bornJ 
on· the scale of Rs. 400-900, Rs. 350-900 and 
Rs. 350-800, 'we find that the qualifications prescrib­
ed for direct recruitment is a Master's De~ree with 
some experience, and promotion to these posts is made 
fn.\m among persons borne on the scale of Rs. 325-
575. \Ve recommend that all these posts should be 
placed on the scale of Rs. 650-1200. 



29. In our view, the· same scale of Rs. 650--1200 
should also be given to the 9 posts borne on the scale 
of Rs. 400-25-500-30-680 in the Ministries of f'.-om­
mcrce, Industrial Development and Education.· These 
posts are generally filled by promotion of persons in 
tl.e grade of Rs. 325-575 which is also the scale ap­
plicable to the bulk of feeder posts to the IFS and the 
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ISS. It would be fair, therefore, to prescribe _the Oass . 
II standard scale for these posts and' we recommend . 
accordingly. . 1 • • , •. 

30. The distribution of the rem~g Cia~~- II p~s~ 
aud posts in Class III in the various MinistriesiDe~ 
partm~nts is shown in the table ~elow:-· . J, • :.:~ '., 

• TABLE VIII ' 

Food& 
Agr. Home 

------------
Rs. 

350-25-500-30-590* 
. 350-25-575* . : • 

.2 

-

3 

6 

1 
350-20-450-25-575. 
325-15-475-25-575* 
325-15-475-20-575* 
270-15-435-20-575 
350-415 

114 64 

320-15-530 
325-15-475 
210-530 . . - . 
200-250-10-290-15-530 
210-425 
210-380 
180-380 • . 
150-10-290-15-380 
168-8-280-10-300 
150-300 
130-300 
130-280 
150-240 . 
130-4-170-5-225 
130-5-175-6-205 
110-4-170-5-225 
110-4-170-5-200 . 
110-180-110-200 . 
110-4-170-5-180 
110-180 
110-139 
110-131 

· *These are Class II scales. 

•' 

. ' 
I o 

2 
3 

266 

.7 
115 
20 

"' 2 

,.145 

. 73 

165 

2 

459 

976 

.. 2599 
' 

On an examination of the qualification requirements~ 
the method of recruitment and the duties generally as­
signed, we feel that the posts in the f<?llowing scales 
could be placed in the pay-scales, as g~ven below :-_-

1 

, Existing Scale (Rs.) 

350-25-5~30-590 
350-25-575 . 
350-20-450-25-575 
325-15-475-20-575 
325-15-475-25-575 
270-15-435-20-575 
320-15-530 . 
350-20-450-25-475 
325-15-475 . 

No. of 
posts 

2 

6 
21 
24 

1,032 
1 

12 
14 

167 
7 

Proposed· 
scale (Rs.)' 

3 

650-960 

550-900 

. V.l e find that the qualifications prescribed for direct 
recruitment to the posts on Rs. 270-575, RS. 320-
530, Rs. 350-475 and Rs. 325-475 are cor.1parable 
tG those prescribed for posts on the mor~ co~mop. 
scale of Rs. 325-575. Further, where promotion IS 

made to the posts on these four scales; it is from 
among persons holding posts on the scale of Rs. 210-
425. In that respect too, the posts on tl1ese four 
scales are at par with those on the scaJe of 

' i 

Com­
merce 

4 

70 
12 
2 

226 

,. _.... 

35 

- ' 

Lab:& 
·Emp. 

5 6 

80 . 87 

12 

2. 

188 

142 

-,,;. 

122 

·-·-
·36 

2: . 

97. 28 
• _,. \ t 

7' 

199 

774' 

. I 

. 945 .. 

86 

I 1, 

8 ~ ''·' 

6 .. 
. 21 21 . 

• '24 '24' 
1 

·418 1032 
··; 12 

~ ~ -. 1 f-7-r·: 
• 1• ....-, . . .14' 
.. '24'' '· 27 
' •. ' 9-.' ' '· : '; 13 :; 

: '116 ' 116 ·; 
~~56 . _2591; ; 

,3 ' 3 
''' '1 'd li . 
c.; 92· : 92 1 

4:. ~~- ·, · ·u., 
J66 . .. ! 2239 ·t 
.211 .· 237 ' . 75 . ' 77 •' 
' 5 .:7: 

..-- '' ; f 142' .. 1 
2~. ' . . 2,~ 
3 .· . 3') 

': 19' :192' 
46 i 46.' 

·· .. 2 ' . 2' . 
865 : . 3783 ; . 

2. ( .... , .;,.2 ,, . 
'·1.. . 1 -. 

. . r 
Rs. 325-575. Posts on these scales are of. Senior 
Technical Assistants in different organisations and their 
duties are also comparable with those of Economic 
and Statistical Investigators · on the - scale of 
Rs. 325-575. For these reasons, we have consider­
ed this up-gradation to be necessary and desirable. __ 

31. The most common Class Ill scale found in moSt 
Ministries, accounting for- 2591 posts, ·is that of 
Rs. 210-10-290-15-425. There · are three. posts of 
Statistician in the Department of Rehabilitation on a 
segment of this scale, viz., Rs. 21()..,_380. We recom­
mend that all th~e posts should be given the scale of. 
Rs. · 425-. 700. A~ this level, there are certain· po~tS 
of Techmcal Assistants under the Defence Ministry 
which are on the odd pay scale of Rs. 200--250-10-
290-15-530. This scale is in vogue in the Ministry 
of Defence (J <?int Chi per ~ureau) an? the _Ministry of . 
EY.ternal Affarrs for certam posts mvolvmg cipher 
work. It appears that under the Defence Ministry 
tl1e posts of Technical Assistants are found in the Joint 
Cipher Bureau, the Air Headquarters and the Army 
Headquarters. We have examined the qualifications 
prescribed and the duties attached to these posts and 
fmd that while a Master's Degree is required in the 
case of these posts in the Joint Cipher Bureau, only 
a Degree is necessary in the case of the posts in Air 
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and .Army Headquarters. As to duties, we bad a sp~ 
cial study undertaken and found that the functions as­
signed to the Technical Assistants in the Joint Cipher 
Bureau called for greater initiative and original work. 
ln fact, the posts of Technical Assistants in. the Au 
and Army Headquarters are comparable · in terms of 
qualifications· and duties with · similar ' posts in the 
UPSC where the~e'are borne on the scale of Rs. 210-
425. We would recommend that the posts of Techni­
cal Assistant on Rs. 200-530 in the Joint Cipher 
Bureau and 13 posts.on the-scale ofRs. 210-530 in 
other Ministries should be given the scale that we. _have_ 
suggested for 'the Assistants of the CSS, and the- posts · 

· in the Air and Army Headquarters should be placed ' 
on the scale ·of ·Rs.' 425-700. -:·However, the. exist~· 
ing incumbents_ may be allowtd to be fixed in the 
scale suggest~d ·for the CSS Assistants·· till such ~time 
as they retire or get promoted to higher grades. 

32. for posts of Senior Computor, the odd •oay 
scale of Rs~ 150-10-290-15-380 is in vogue in the 
Ministry of JrrigatioJ! and Power and for one post in 
the Ministry of Transport and Shipping. Since these 
posts are filled by promotion of Junior Computors on 
the scale of Rs. 110-180 with a machine allowance 
of Rs. 15 p.m., a more appropriate scale ·would be 
tl;e scale of Rs. 150-300 considering also that_ the 
next promotion level · is to posts on -the scale of 
Rs~ 210--425. We do not see any rea~on for cont~ 
nuing this odd scale for these about 9~: posts and our 
suggestion is . that the bulk of these posts should be 
placed on the scale of Rs.· 33Q.-:560 and a few on the 
scale of Rs. 425-· 700. The -solitary· post of Head 
Comptist under the Ministry of Defence on the scale 
-of Rs. 18~380 should also be placed on Rs. 330-
560 as the next promotion level carries the scale appli­
cable to the Assistants of the CSS. The e"tisting ·in-

- cumbent may be fix~cl on the _scale of ~s. 380-640. 
' ' 

~· ··-- .,!. .... ····-·- -. ----~· -···-·c.-'" ... ,.-. 

33. At the level next below, we find that the scale 
recommended for the clerks in the upper division would 
be suitable for a large number of posts. · These posts 
are ·on t~~e ~ollow~g scales:-:: . l :. 

-· .. • ·' , . , I. _; 

·Scales~ 

Rs. 168-8-280-10-300 . • 
Rs. 150-5-160-8-280-10-300 
Rs. 130-5-160-8-280-10-300 

· Rs: 130-5-160-8-280 ·.' ·-. 
.Rs. 150-5-J75-6--205-7-240 . : 

' . 

... 

•. 

No. of 
posts 

11 
2,239 

237 
'77 
.7 

.· We recommend .for the above posts th~ scale of 
Rs. 330-560 .. · 

1 I I • • 

· 34. A- number of posts in the various :Ministries 
d·csignated/~s Computors, .Junior Computors, .Opera· 
turs etc.; are filled by persons, who are matriculates 
, with experience · of operating calcula~ing machines. 
The scales attached to such posts vary from Ministry 
to· Ministry. : At the lowest level in this group, the 
bulk of the posts are borne on the LDC's scale of 
Rs. 110-180 and a few on the slightly higher scales 
of Rs. 110-4-170-5-180 and Rs. 110-4-170-5-200!225. 
Generally, matriculation is the only prescribed _quali­
fication,. but in some cases a second class m the 

matriculation examination or proficiency in handling 
electrically-operated calculating machines is also pres­
cribed. Oddly, two posts of Punch Operators in the 
D\!partment of.Health have been given the scale of 
Rs. 11~139 only, although __ the qualification pres­
cribed is matriculation with certificate in operating 
punching and verifying machines, and in the. Ministry 
of Industrial Development, one post of Comptometer 
Operator has been given the scale of Rs. 110--131. 
'Y-t' e feel that at the lowest level these variations are not 

··justifiable and that it would be appropriate to place an 
these posts on the scale of Rs. 260-400. 

35. Many of the posts on these scales carry a 
·machine allowance or special pay· in addition. The 
position regarding the different rates of machine allow­

. · ance or special pay attached to such posts is indicated 
·below:- -

. ) '. 

Scale of Pay 

Number of posts carrying special 
. · Pay/machine allowance at the 

rate of 

Rs. Rs. 40 Rs. 30 Rs. 20. Rs. 15 Rs.10 

·. 110-180 (LDCs 
scale) . . 

··110-4-170-5-180. 
110-4-170-5-200. 

6 

2 

9 44 282 
3 

148 

95 

,·Of the ·above, the posts to · ~hich special pay has 
. been attached at the rate of Rs. 40 or at the rate of 
-· Rs. 30 carry supervisory duties and are generally desig-
--nated as Punch Supervisor, Punch-Card Supervisor or 
~"Punch-Room Supervisor. We feel that a better ar­
... rangement would be to give these supervisory posts a 
· ····regular scale of pay and we recommend that these 
shoul~ be given the scale of Rs. 330--480. 

_ · .· 36. As ·regards the posts on the LDC's scale or the 
scales of Rs. 110 4 170--5-180/200, which carry· 

· a special pay or machine allowance of Rs. 10 to Rs. 20, 
we believe that the special pay or machine allowance 
has been allowed in view of the skill acquired by 
the persons holding thes~ posts in operating the cal­
culating machines. . However, this practice is not a 
uniform one. ·· The present arrangement allows a 
measure of flexibility in deploying Assistant Computors, 
Junior Computors, etc. on various posts, only some of 
which might require handling of calculating machines. 
We would, therefore, recommend that Assistant Com­
puter, Junior Computor. Key Punch Operator, etc. 
should be given a special pay in addition to their 
grade pay that we recommend and that the rate of 
special pay should be Rs. 20 p.m. uniformly for all 
and not at different rates as at present. Posts on the 
scale of Rs. 130--205 and Rs. · 130--225 should be 
brought to the level of the other Assistant Cornputors 
and Junior Computors an..d a special pay of Rs. 20 
attached to them. However, before sanctioning the 
special pay on such posts~· it should be examined that 
operating the machines provided to such staff actually 
requires extra skill and it would not be justi!ied to 
grant extra remuneration where the machine provided 
is a simple one merely facilitating the person to dispose 
of his work more conveniently and quickly. Further, 
the special pay should be allowed only to persons 
actually required to handle these machines and .it 
should not be attached to all posts irrespectivl! of the 
fact whether the incumbent is ·actually operating the 
machine or not. . 



CHAPTER18 

CLASS IV STAFF 

- 1. The total strength of. Oass IV· staff ~d~r the 
Central Government, includmg those employed m ·the 
workshops increased from 9.78 lakhs ·in 1957 ·to 
13.46 lakhs in 1971. The Second Pay Commission 
had recommended 9 scales of pay for the Oass IV 
staff as against th~ then existing 36 scales 'Of Pa.Y·! 

I, ': 

''; TABLE I 

Scale of pay 

l 

Rs. 
55-1-60 
55-1-70 
70-1-85 • 
75-1-85-2-89 • 1 

75-J-85-2-95 . . ; 
75-1-85-2-95-3-110. 
80-1-85-2-95 • • 
80-1-85-2-95-3-110 . 
85-2-95 . . . . 
85-2-95-3-110 . 
95-3-110 . . 
Other scales of pay 

.. 

I .! . 
.: ,r 

"f :; <- I .. 
! 

I ' • • ~ • 

.. .. , .. •. T .. 
., I 

. • ' . 
.. ... 

•• i ,J 

· Orand T~tal . • i . . . : · - .. 

••••• <•"1)' .. • 1 

.· -~:·~.,.!.-~.~~~-

In 1971, Class IV staff were distributed in ·19 scale~ 
of pay. There· were also some· posts-_on· State Oov-~ 
ernment scales of pay, fixed pays, etc~ . The· -tab1~ 
below-_indicates the distiibution of the Class. IV ':Posts 
in the main scales of pay- and ·under the· major em-. 
ploying departments:-. · ; · . · .' .. __ - j· · .' ·: - --;' -·- _-

. . . . . )' 

',. ' ·, .... ~-~ ~ ·t· 
:, ); :-· ··: \'·i ~. 

:'· \. I t ~ l:. ' 

-· -····" • •• "~'···~ •.•••• .ft ·- ..... :~,- .. ·t·----~ .. -~------
~lways Post and . Defence . -· · Other ·- · · · Total .. . 

. _ .. Telegraphs... ..... ----. ... ~---··---Departments· .. ·--·---~----~ 

• I j j., -· ..... -" 

651 - 467 .. '·. . 1118 
i - ·- • • • • 34811 - . ; 34811 ' 

561971 72109. · 199325 r 89418 922823 
43710 .-.. _j. -71 .->·-; . _; ' '633 . :·: .. 44343 .. 

. 56550 ' .•. 1297; ,.- ·79702,, _,, '14475- ;:·152024·.' 
72972 . _' 2272. "l '• 2359 .· • , I 3376 I 80979~ ·. 
'22765 · · .. · · 38 '· :. · :; · 898 · ''''i ,r: -~.,··as'· ·.: ·23786: · 
41185 · · 2138 " 1 ,5345 . .';i_ ~:2641 · · :513091·' · 

' : ~- l''' ,·,- 61 . ,:, .,i'· 61: { 
. : 24218 ~ .. ·· _· 2925 . ., ' 27268 • 

3422. '167 ... : 3989 
. 4 · 4002 : I . ;- 4081 l. 

' · .. 112 ... ' .. 1.3 ··: 
'·-· 400 
. 'i 74· ,_ '- 1 : ' 

• i' 799739 :78519 ': ·35Q,551 .. ; 1177~3 i )346592*; 
. i ' •• '. j 

• Includes 9078 unclassified posts on so~e of the scales ~f pay in col~ L 
' ' . ' .. 

It would be seen that of the total nun1~er. of Oass 
IV posts, 99.67 per cent are accounted for by· 11 
scales of pay and the remaining scales account for 
4081 posts only. • ;: I. 

2. The scales of pay indicated above' are f,appli. 
cable both to the Oass IV staff in the workshops as 
~ell as such staff outside the workshops. lbe Oass 
[V artisan staff in the workshops have been discussed 
n Chapter' 19. In the non-workshop group. there 
ue certain categories of Class IV -staff whic}J. ar~ 
)eculiar to certain departments. For example, Gang.: 
nen, Pointsmen, Cabinmen,·· Keymen, Rakshaks, · etc; 
ue peculiar to the Railways and Lettet;' Box. Peons, 
Mails Peons and J amadars (post offices), etc. are, pecu­
liar to the Posts and Telegraphs Department. The 
pay scale of Rs. 55-1-60 was recommended ·by 
the Second Pay Commission for underage employees 
like Boy Messenger and Peon m the Posts and Tele­
graphs Department and similar posts in the ordnance 
factories. The scale of Rs. 55-1-. 70 is applicable 
lo Peons, Sweepers, etc. in the Border . Roads Orga.:. 
nisation only. All such posts have been discussed 
ln the Chapters dealing with the concerned departments. 
Here we propose to deal with only such· categories 
of Oass IV staff as are common to ·· most of · the 
departments~ 

. I. 
' • . :f • ' ' __ • • ; • ' ~ ~ • • • ~ 

· · 3. -The Second Pay· Commission· recoinmended ·thj ·_ 
following ·three scales of· pay · for· the ·common cate:O -
gories of Class IV staff indicated in the table· below:~ 

. . 

TABLEII, .. 

-Pay Scale · '' ._,•-; -Posts_: ~-.. ; ' . }' ~ \ 

• Rs.~ - ... -... ·~ 1: 

70-l-80-EB-1-85 Peon, Sweeper, Chowkidar, Mali,. 
~Watchman,·· Farash, Mazdoor, '" . l ' ; ~ ,"', -, . ~ ; . 

-- . · . . ~halasi, Cleaner, etc: - · · . 
, . .-.. • } : . . ,. .. .;·- • , , r 

·· 75-1-85-EB-2-95 1 .~ · · .·.· 'Jamadar, Daftry,, Cook, ·Barber,:· · 
· · · 1 '· • ·_ · ~ etc: · · ' · 

. ,._.·. L·. .·, 
80-1-85-2-95-EB-:3-:~ 10 .•. Daftry (s~iection g~ade),· G~stet­

. ner Operator, Record Sorter.' 
etc. · · · · 

The total strength of the above categories of · Oass 
IV personnel common to various department-s is · 3.31 
lakhs and they are now on 13 scales of pay. How~ '" 
ever, 98:8 per cent of the staff are in the above three 
scales of pay and ·the remaining scales account for. 
4810 posts only. · ·. . · . · . · · : · . ,_ _· 

4. For all practical ·purposes, the lowest scale of 
pay applicable . to unskilled staff is Rs. 70-85 for 
which we have recommended the scale of Rs. 185-
220 in Chapter No. 6. This scale would thus apply 

"". ~ . ' . . 

207_, 
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to the following common categories of posts in the 
various departments in the existing scale of Rs. 7().-
85. . 

s. 
No. 

TABLE III 

Designatidn l of post Number 
of posts : 

7. The table below indicates the common catego­
ries of Class IV posts in the scale of Rs. 75-1-85-
EB-2-95:-

TABLE IV 

S. ~ Designation of post 
No. · 'l 

Number of 
. posts 

1. Peon/Call Boy, etc: J . • , • . 70,869, ; , , . 
2. Mazdoor/Las,car, ~tc ... n.~ I ..... I' 1,31,430 . 1 Daftry 

*3. Sweeper .. · . · . .., . ~ 27,965 · · • . · •,, · 
40 073 

· .2. Jamadar .. 
.. 9,479 

1,546 
4. Chowkidar/Watchman ' . ' : . · , ; . , , J. Cook . . l · · 
5. Waterman/Water.Carrier/Bishti ... ; •. · • 12,251 • · 4·· A h 

. 9,945. 

6. Mali/Gardner/Garden Attendant, etc . .' · · 4,976 · · · ya · · · • 
2 006 

5. Barber . . . 
306. 

1,600 
3,150 

242 
120 
804 

7. Farash 
1
:
095 

6. Dhobi/Was'lerman, etc. 
8. Ayah . 

232 
·1. Head Mali. .. · . . . . 

t9. Packer 
3

,
794 

r :-: · '' 8. Head Chowkidar/Senior Chowkidar, etc. 
tto. Khalasi • · · · · 9. Head Sweeper • · 
$11. Clean~r ·.. 1,680 ... 10. -Head Peon . . . . . . .. • 
---.-.. -,----, -.:-., .-! --.-. - .• - .. -.--,.:;,..T_o_t_al~.-----:-:,, 11. Khalasi (excluding posts of Khalasi in Posts 

30 

2,96,371 and Telegraphs and Railways). 
---------~---------------------------
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•. Doe~. not . include Safaiwalas in Railways. 
t Doe~ not include Packers in Posts and Te!e graphs. , 

Total 27,450 

t Does not include Khalasis in Posts and Telegraphs Depart-
ment and Railway3. · · · · · 1 

$ Does not include Cleaners in the Posts and Telegraphs De- These posts are partly filled by promotion from 
'., P_~rtment and Railways.~ · i .•.·· persons in the lower grade of Rs. 70-85 and. partly 

,.. \ . I .• ·! r . by direct recruitment. The posts of Daftry and 
These are all· direct entry posts filled- from amongst J amadar are filled by promotion from amongst Peon. 
candidates sponsored by . the Employment Exchange. The posts of Head Mali/Head ChowkidarjHead 
In· some organisations,.·. the posts ·of· Peon are filled Sweeper/Head Peon. are also promotional posts 
by ·transfer from Sweepers, Farash, etc. also. ·While from the respective grades. The posts · of ·Cook, 
in· Jhe · case i of. Peons,· a middle pass has generally Barber, Dhobi/Washerman and Ayah are filled by 
been prescribed as an essential entry qualificatiol!, direct recruitment from amongst persons having ex-
for other posts either .:no qualifications have been perience in the line. There are also posts of Khalasi 
prescribed for· direct recruitment or in some cases . in this scale who, we assume, have supervisory duties 
the ·candidate· is· required to have passed out of as · the bulk of · Khalasis are in the , lower scale of 
Fourth class. In the Railways, ·while no educa- · . Rs. 70--85. For all these posts in the existing scale 
tional qualification has been prescribed for· entry' at· · .: of Rs. 75-95, We recommend the scale of Rs. 190--
this level, preference is given to literate candidates. 240. We recommend the same scale for the few 
For some. other posts, like those ,of Mali, while no posts'. of Head Chowkidar, ·naftry, Head Sweeper, 
educational qualifications have been prescribed, ex:.., Head Security Guard, etc. in the existing -scales of 
perience .·in the job .is considered. necessary;: Rs. 7Q-.:.-.1-85-2-95, Rs.· 80-1-85-2-91, 

Rs. 80-1-85-2-95 and _Rs. 85-2-95~ · 
. _ S. • __ We also_ find . that'. ther~ .. are posts of .Peon, 
Chowkidar, Farash, Packer, etc. in some departments 
which, -though filled by direct ·· recruitment~ are- in 
the. scales of . Rs. 75-1-85 and Rs. , 75-. 1-95. 
In the absence. of ·complete details- in regard to the 
qualifications, ·previous experience required and the 
duties and responsibilities, of these posts we are not 
in a position· to determine _whether a higher pay scale 
for them is justified. We would recommend that the 
posts carrying the . above designations in. the existing 
scales· of Rs. 75-85 and Rs. 75-95 should also be 
placed in the scale of Rs., .185-... 220, if . they are 
direct recruitment. posts with comparable qualifica­
tions. However,.· in ..organisations where . these ar~ 
promotional posts . for Oass IV employees in th0 
existing scale of Rs. 70-85, they' may-be placed iti 
the next higher a ass IV scale recommended by . us~ 
the designation of the posts being simultaneously 
modified as considered appropriate. 

6. There are 337 . posts of Selection . Grade 
Sweeper, Jamadar, Head Mali, Cook, etc. in the 
Railways in the ~cale of Rs. 75-1-85-. EB--2-89. 
We rec0mmend that these posts should be brought ~ 

over on the pay scale of Rs. 190-232. 

8. PO.or to. lst February, 1972 the Daftries in 
the stores .·department of the Railways were in the 
scale. of Rs. 8~1-85-2-95-EB-3-110 
wher~~s Daftries in other departments in the Railways 
were m the .scale of ·Rs. 75-1---85-EB-2-95 
which is. also applicable to Daftries in the various 
othet, Departments :of the · Government. ·The Board 
of Arbitration un~er the J oi~t Consultative Machinery 
gave an .Award m March, 1972, that the .Daftries 
in departm.ents , othe~ . than stores in the . Railways 
should also be placed in the scale of Rs. 80-110. 
~ccordingly,. while ·Daftries · in the Railways are in 
the . scale of Rs. ~0-11 0~ their compeers in othe: 
departments . of. the Government are in the scale ol 
Rs. 75-, 95. The Daftries in various Government 
Departments are generally responsible for the proper 
upk~ep of re~m·ds, stitching of files, mending and 
vastmg of registers found torn, . etc. The Daftries in 

· the . Railways are also required to attend to similar 
type of work. . Both in,. the Railways and other 
Government departments the posts of Daftries , are 
promotional posts for the Class IV staff in the lower 
grade. Having regard to the method· of recruitment 
and the nature of work, we consider that Daftries in 
the Railways· including those in the stores department 
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in the existing scale of Rs. 80---:-110 and .D~tries in 
other Government departments m the eXIstmg seal~ 
of Rs. 75-95 should all be placed in the re­
vised scale of Rs. 190-240 recommended above. 

9. There are 33 posts of Barber, 744 posts of Cook 
and 37 posts of Dhobi/Washerman in· the scale ·of 
Rs. 70-85. The Second Pay Commission had re­
commended that Barbers and Cooks should be trea­
ted as semi-skilled and placed in the scale of Rs. 75-·· 
9 5. We would also recommend that all Cooks,­
Barbers and Dhobis, as distinct from their helpers, 
should be placed in the scale of Rs .. 190-240. 
The Helpers should continue .in the lower· scale of 
Rs. 185-220. 

10. The next higher scale applicable to the common 
categories of Class IV staff is the scale of Rs. 80-
1-85-2-95-EB-3-110. The table below in­
dicates the distribution of posts in this scale:-

TABLE V 

(i) Gestetner Operator/Roneo Operator, etc. • 891 
(ii) Record Sorter/Record Lifter/Record Keeper/ 

Record Supplier, etc. . . . . . · l975 
(iii) Selection Grade Daftry/Senior Daftry . 477. 

Total · 3343 

The posts of Gestetner Operator are generally filled 
by promotion from Daftries I J amadars who have pro- · 
ficiency in operating and maintaining gestetner 
machines. The posts of· Record Sorter, etc. are filleJ 
by promotion from Daftries. The posts of Selection 

2 M of Fin./73-14. 

Grade Daftry are filled by promotion from Daftries 
and the number of posts in this grade is 15 ·per cent 
of the permanent sanctioned strength of Daftries i1t 
an office. For posts in the existing scale· of Rs. 80 
1-85--:-2-95-EB-3-110, we recommended the 

' scale of Rs. 200-260. 

11. There are a few posts of Record Keeper. and 
- Gestetner Operator in the scale of Rs. 85_;_2-95-

3-110 which are. promotional posts' from the scale 
of Rs. 75-95. There are also . a few posts of Jama­
dar, Selection Grade ·Daftry; .Head ·Sweeper, Cook, 
Packer, etc. in the scales of Rs . .75-l--85~EB~ 
2_;_95....:.._EB---3-110,. · Rs. 85--"--2:.._95-' 3-110 :and 
Rs. 95.,......3-· 110 which are also filled by promotion 
only. W c do not see any justification for the . slight 

' differentiation in the pay scales of thes.e posts from 
the other posts in the. scale of Rs. 8~110 ·and' re­
commend . that. posts on these· scales should a.Iso · be 
brou~t on to .1he s~al~ of; Rs. 200-260~ · 

,.J ..... :.;. / 

. 12. While 'the. pos~ of Jamada~ :in' most ',of .. ihc 
Government departments are in the scale of Rs·~ 15-. 
9 5, those in the various operative offices under the . 
Posts and Telegraphs Department are· in the scale· of 
Rs. 80-110. While the Jamadars in the Posts and 
Telegraphs operative offices have supervisory respon­
sibilities over the Class IV staff under them, the 
J amadars in other Ministries/Departments · are 
generally attached with senior officers and do 1;10t hav~ 
any supervisory function as such. The existing · 
differentiation between the pay scales of J amadars in 
the Posts and Telegraphs and other Government de­
partments, which is based on differences in -. · their 
functions, may continue. · · 



CHAPTER 19' 

WORKSHOP STAFF 

(Including Workshop·Supervisory Staff) 

·- ·• - ., . \ \ l ., . -· I. Workshop StaJI 
. • , ;·: f,J , .. • · . ! . . . . , . I '· 

, · Workshop staff is a: generic term. which we' have the Railways and in other premises which are not 
applied, to manipulative grades ; ; employed . in . the subject to the Factories Act. In this section we dis-

. Central Government's workshops; . , production units cuss th~ workshop staff employed in establishments 
• or r departmentally· run establishments :which are. fac- . governed· by ·the Factories Act as also . the staff em-
, tories · as defined.- in the Factories -.. Act, 1948. This · ployed in loco sheds and carriage and wagon depots 
category,- numbering a .little. more · ·than 5· lakhs, in the Railways and all staff categories as industrial 

:accounts for about 17 per cent of the total number of workers in the Defence establishments. The work-
Central Government: civilian ·employees. • .The tem1 shop technical supervisory staff · (Mistries, Ch.arge-
~'artisan-· stafi''f is also :~ommoniy· used to describe .the men and Foremen) are dealt within later sections of 
_workshop staff. .There is, however,;. a distinction . this Chapter.· ' ·. . . , , ' · ·-
between these terms . in that' ' ; ''.'artisan staff" ' .. has a 
wider connotation and includes workshop categories 
working outside workshop. premises such . as . Carriage 
and Wagon ,De~t~-. and,. ~oco .. Running_., Sheds on 

- .... \. • :~). ,t' "'. t ' t ·~ •. t. ". ' . ~ .J.~ ' : ' ' •. .,_ _ _ J 

2. The total number of workshop staff and their 
distribution in various pay. scales and among various 
departments are shown in the table below: 

; ' } . ' "") . 

~~scale· s· (Rs \ · ' :._ · · r. · '· . , . • •.· · ._, ·, ,-~·. · · ' •. 1 •.· .'· .( . ·.Span· 
l. ;, " . . ., '...... . . _,., ,), ,· • ' "'-Railways P & T . Defence · ~ Others 

-·!Jtt':t··d. ,, l;· ....... ·-t~ ';/ .. J· 1·:.··-·~~--~ 

r --~ .. ,. 'fi' ' ' l , i ~ / ~ , ; , ) . 
' ~ . i ·. 2 - 5 4 3 

!-;. (' I 

6-

\; .~'; .L~: ::-1 ./ 
,r · : , ~ l " , r . t ~ · ' • '; ~ ·~ ~· 

: · 1. 7<>-:-t...:8s :·i· · .. i ;:;- 'f. 

UNSKILLED 
) ,;':· . . 16 . '59,174 1,211 

' .. 
.i •.. 

84,837 2,389 

f~ ~:·.( :": ''I·;• 'f.·".: ,,;•.:!, ; ~,::•f': r SEMI-8KI~LEDjUNSKTLLED SUPERVISORY 
... :~-. 75:-1-85-2-95 •.. ·'" t 
• · 3;: 75-1-85-2-:95-3-110 r. · 

4. 80-:-1-85-2-95-3-110 
5. 85-2-95-3-110 
6. 5-3-110 
. 7. 85-2-95-5-128 

8. 100-3-130 
9~ 100-3-142 . ( 

10. 110-:-3-131 . 
. 11. 110-:-3-131-4-139 

12. 110-:-3-131-4-143 
13. 110-:-3-131-4-155 
14. ·125-3-131-4-155 
15. 110-:-3-131-4-175-5-180 
16. 125-3-131-4-175-180 
17. 130-:-5-175 
18. 140-5-175 
19. 140-5-180 
20. 150-:-5-180 
21. 130-:-5-185 
22. 130-:-5-175-6-205 

23. 130-5-175-6-205-7-212 
24. 150-5-175-6-205 . 
25. 150-5-175-6-205-7-240 
26. 175~6-205-7-240 
27. 205-7-240 

' . "'t . t ;_ • ,• \ 

i . 

;, : 16 
21 . 57~334 
16 
11 
6 

17 
SKILLED 

11 
15 

.8 
10 
11 
14 
9 

20 1,36,077 
15 
10 
8 
9 
7 

12 
15 

IDGHLY SKILLED 
16 21,297 
11 
16 
11 8,130 
6 

TOTAL 2,82,012 

210 

1,889 

37 

2,078 

326 

5,541 

41,266 
751 

22,897 
3,297 

13,804 

2,202 
301 
15 

6,839 
6,506 
5,621 

482 

3,555 
1,486 

324 

1,098 
2,853 

777 

1.98,191 

747 
2,639 

120 
I 717 

l 
300 

9 

1,077 
13 

951 
3,022 
1,463 
2,238 

182 
911 
542 

438 

8 

47 
1,440 
1,312 

753 
158 

21,483 

Total 

7 

1,47,611 

42,013 
62,613 

120 
23,614 
3,298 

13,421 

2,211 
301 

1,092 
13 

7,796 
9,528 
7,084 

1,40,875 
182 
911 
542 

3,555 
1,924 

324 
8 

21,344 
2,538 
4,491 
9,660 

158 

.. 5,07,227. 



211 

It will be observed that the two major departments 
employing large bodies of these staff are the Railways 
and the Ministry of Defence. The other departments 
employ only a small number, the Posts and Tele­
graphs, the Government Presses, the Government 
Mints and the India Security Press being the more 
important among them. The workshop staff are at. 

TABLE II 

present on 27 scales of pay as.~ against·· 21 'scales· 
recommended by the Second Pay· Commission .. ; The . 
following table shows the number ·of scales : existing 
at present in the various departments as -compared 
to the. n?m~er recommended by : the Second~ .fay 

. Commtsston. ' · · · . :\. '~ 

'•,; 

, I 
Number of existing pay scales t ", .• 

Category Number of Rail- · P&T. Defence Defence Establishments 

Unskilled 
Se;miskilled 
Skilled . 
Highly Skilled 

TOTAL 

scales re-
commended 
by 2nd r.c. 

2 

1 
4 

11 
5 

21 

OF : Ordnance Factories 

ways 

3 

I 
1 
1 
2 

EME : Electrical and Mechanical Engineers 
AOC : Army Ordnanc\! Corps 
R & D : Research and Development 
MES : Military Engineers Service 

4 

l 
1 
2 
2 

5 6 

3. It wm be noticed from the above 'table that 
the Railways have the fewest number of scales viz.· 
five and Defence the largest viz. 19. For the un­
skilled category, there is only one scale throughout 
in all the departments. For ·the semi-skilled· cate­
gory, the number of scales vary from two to. five. 
The largest number of scales, however, occurs in the 
"skilled'' grade. Though the existing number of scales 
is 27, the concentration occurs in the following 13 
scales only:-

TABLE 

Unskilled 

Semi-skilled 

Skilled •. 

Highly Skilled . . . . 

Rs. 
·70-85 

7s-95' 
75-110 

. 85-110 
85-128 

110-143 
110..:.155 
125-155 
110-180 
140-180 
130-212 

. 150-240 
175-240 

4. Most of the employees' organisations have · sug­
gested a reduction in the existing number of scales. 
The number of scales suggested varies, but broadly 
stated a single scale bas been suggested for unskilled 
and one or two each for the semi-skilled, skilled and 
highly skilled workers. The departmental witnesses 
also have expressed their preference for fewer scales. 
The minimum wage to be paid to the unskilled worker 
even in a workshop or factory has to be fixed on 
considerations similar to those outlined in our chapter 
on 'Minimum Remuneration'. On the other hand, 
the maximum wage that can be paid to workshop 
staff has to be determined in the light of certain exist­
ing relativities, and though some modifications may 

5 

1 
5 

10 
3 

NAVY. 

6 

l 
·2 

6 
2 

19 11 
; 

OF EME 

7 8 

1 1. 
.. 2 2 

5 3 
1 .'d 1 

9 7 r-·-. 

AOC 
., 

.9 

1 
3 
5 

. 2', 
. ' ' ,., 11 

R&D MES · :. AIR ... 
, . . · · ·.F9RCE1 

.. 10 ; .. -11 

. 1 ~ .: . J 1 . 
3 •. 3 . 
3 . t . 8 

·2· ':1'. 

• 12 .. 

. r:-: 
: 3' '> ~ 

;, 10'' 
.· '1 . .... 

.... . ~ ~ . 
·, ... ..' ~. f 1 .,·'11, ~ .;' ) 

, . . ' . .r, . . . . .'-r ~. . . ~ 
. be possible, we do not~ consider . it , justified to make 
any violent changes in. these . relativities .. · · The. wages 
paid ·by the Government for these : ~ategories .should 
not ~liffer too greatly from· wages prevailing in' public 
. sector undertakings or even in private industry". if the 
Government· establishments ·are to have fairly conten- · 
ted work force, and to, avoid · any serious.· depletion 
of their skilled manpower. , We think that in deyising 

· a rationai pay structure for the . workshop categories 
we should operate within the total· wage span covered 

:by the minimum • and' maximum limits resulting from 
the considerations mentioned above. The total wage 

\ span can also be expressed as a ratio between the 
minimum of the unskilled grade and the maximum· of 
the highly skilled grade. T~is ratio_ has diminished 
from approximately ·1 : 6 .. at· the time . of the , ~irst Pay 
Commission to 1:3.4 as a result' of the·· recommenda­
tions of the Second Pay Commission.. It has. been 
further reduced to 1:2.6 on the basis of existing total 

· emoluments. The gradual reduction in ·this ·.ratio 
has come about partly. as a result 'of the .rationalisa-_ · 
tion of the wage structure, :arid partly·· owing tq. pric;e . 
increases· and their unequal. neutralisation ·by dearness 
allowance .. However, the reduction of this ratio .is 
a factor which has to be.' taken into account, and , 
necessarily requires a reduction in the number of differ:. 
ent levels if adequate incentives are to be maintained 
between one level and another for a worker to conti­
nuously strive to improve his technical knowledge and 

· skill. In determining the different. levels . we have 
taken a broad view of the duties and responsibilities, 
and expert knowledge required,. as also the difficulty 
and the complexity ·of the task that has been assigned. 
We have borne in mind the criticism by, some of the 
employees' organisations that the. existing 'differentials 
between unskilled on the one band, and ·the semi­
skilled and the skilled on ... the other are. ·too· narrow 
and should be widened. We have not, however, 
considered it appropriate to proceed on the basis of 
any. pre-determined ratios between the wages of. these 
categories. · · 
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'5. It would be convenient to discuss here the 
criticism leveUed by some of the Unions reg;arding 
the· present classification of· workshop · staff ·into un­
skilled, semi-skilled, skilled and highly skilled. The 
objections have mainly centred round the semi-skill~d 
and highly skilled.grades. For instance, the National 
Federation of Indian Railwaymen (NFIR) has 
argued that there should be no such category as a 
semi-skilled worker and that a person is either siOlled 
or unskilled. The P&T Industrial Workers Union 
also does not seem to favour the semi-skilled classi­
fication. · Opinion is ~so divided . on the classification ' · 
of the highly skilled. While the NFIR has suggested 
one scale for the highly skilled, the All India R~way-. 
mens' Federation (AIRF) has not suggested a sepa­
rate scale for this category. · _The latter body has 
proposed a long scale applicable to the entire range 
starting from those who have just made the skilled · · 
gr~de and ·going on. to the most highly skilled cratfs­
man. Similar demands were considered by the two 
previous-Pay Commissions also and after ·detailed 
considerati9n they came to the conclusion that the 
distinction between semi~skilled, skilled and highly 
skilled should. be continued. _No fresh grounds have 
been adduced and . we are of the opinion .that the 
existing classification does not appear to call for any 
basic revision. . We, ;however~ feel that instead of· 
'classifYing ·the. categories. PY. the levels of· skill it would 
be· more ' satisfactory to:' classify.: , them numerically 
(e.g.:. Gradel,: II, III etc.). ·, ··· · · .. · ', . ~- ·.. : , · 

• .J 1 : ' ... l '. ' ... . .: , J ' • • :) •. .-. • .. •• i 

· .;~6.; As mentioned .earlier;· all• the unskilled staff in 
the ·workshops are on . a . single ·scale· (Rs.-· 70-85). 
·Outside i the . Central- Government: ·also, with minor 
·exceptionS, · there· is only one scale ·for this. category. 
. There has· ,also been no ·demand ·from any union or 
:Federation for. more ·than one scale .. ·The ·AIRF has 
. suggested . three· scales·· but with .· automatic promotion 
· from· one scale to the other as soon as a person reaches 
the maximum of the lower ·scale. The proposal thus 
really amounts to ·a smgle scale. · · ' · 

~ -~ ,.~:. ~ ·.· ~~ r,: ., -.~1'"' ~ r.l. •.. • .• -

•.. ; 7. The Second. Pay_ Comrilission recommended four · 
_seini-skilled: seates 'vi£ Rs. ~ 75~95, 75-110, 85-
110 an4 95-· ~10 for.adoption by different establish-
' ments; according to. their respective requit:ements.- The 
Commission had reconimended Rs. .85-110 both for 

· semi-skilled and skilled workers and . the . scale of 
·· Rs~.- 85-· 128'. wa·s recqinmended for skilled staff .. We 
prefer to. tre~t . the Rs .. 85-· 110 arid Rs. 85-128 
scales as essentially semi-skilled. scales as . we find 

.·them· working often~ in. th~ same ._ i establishment l at 
~broadly comparable. levels. The bulk of the posts 
, n Rs. 75-95 scale are fu the Defence establish-
. nents where it is occupied not only by artisan cate­
gories but also by non-artisan staff. · We understand 

. that the Ordnance Factories are· already engaged in 
the process of identifying the·'J"eally semi-skilled trades 

: and jobs and upgrading. them to · Rs. 85-110 and 
t~e grade of. Rs. 75-95. is, therefore, expected to 
diSappear farrly early. . The number . of posts . in · 
Rs. 80-110 and Rs. 95-110 are relatively small. 
This leaves· only the scales of Rs. 75-110 in the 
Railways and the P&T and Rs; 85-110 and Rs. 85-
128 in the Defence Establishments .. We do not consi-

. der it practicable to recommend more than one level 
for· the semi-skilled. category within . the pay range 

·available. 

8. At the skilled level while the Railways and the 
P & T department have a single long scale (Rs. 110-
180), the Defence E§tablishments have as many as 
three to ten scales which are segments of the long 

· scales. Most· of these are overlapping scales which 
are disliked by tpe unions. · It has been pointed out 
that too many scales involve fine gradations which it 
is not easy to identify and to administer. For instance, 
it would be extremely difficult to decide whether a 
particular job should be allotted a scale of Rs. 110-

. 155 or Rs. 110-140 or Rs. 110-131. On the other 
· hand, it would be relatively easier to decide whether 
in a particular case Rs. 110-155 should be given 
or Rs. 140-180. All evidence submitted to us 
points to the conclusion that on~ long scale or two 
short scales (which are segments of the long scale) 
should be . sufficient . to meet all reasonable demands. 

9. In regard to the highly skilled category, out of 
the five scales recommended by the. Second Pay 
Commission only three are of real importance, viz. 
Rs. 130-212, Rs. 150-240 and Rs. 175-240. We :tave 
considered whether a single scale or two scales should 
be provided for the highly · skilled staff. It is our 
opinion that with the growing and rapid advancement 
in technology and increasing sophistication of equip­
ment the need for highly skilled grades will increase 
rather than diminish. Provision ·of two scales in this 
category would enable workers to retain their keen­
ness and efficiency and also serve as an incentive· for 
those in the lower highly skilled grades to · improve 
·their skills . and to strive for promotion by . displa-
yin~ improved performance. .. . 

· 10. On an overall consideration of theoretical 
principles and practical needs, we therefore, think that 
the following number of scales would ·be appropriate : 

Unskilled· 
Semi-skilled 
Skilled 

Highly Skilled 

1 scale 
. 1 scale 

1 long scale and 
2 short scales 
as segments of 
the long scale. 

2 scales. 

11. We now proceed to formulate the pay scales 
for these various levels. 

As the unskilled staff in the workshops are on par 
with the other lowest grade of Class IV staff, it would 
be appropriate to recommend· the same scale for 
unskilled workshop staff as for the other Class IV 
staff. We accordingly recommend the scale of Rs. 
185-220 . 

12. ~ Coming to the semi-skilled level, we have kept 
· in view the demand of the NFIR that .in the revised 
pay structure the maximum of the semi-skilled scale 
should not be restricted to. the minimum of the skilled 
scale. It has been argued by them that there is no 
similar restriction· on the maximum of the unskilled 
or skilled grades. Further, outside the workshop. the 
operating and other categories corresponding to tl~e 
semi-skilled grades in workshops have avenues of 
promotion to higher grades which reach beyond the 
equivalent of the minimum of the skilled scale. On 
the considerations set out above; we recommend one 



scale to replace the present six semi-skilled scales as 
shown below :- . . , .. 

Existing Scale 

Rs. 
------- -----------
15-95 1 
75-110 I 
80-110 

5
. 

85-110 
95-110 
85-128 

Proposed 
Scale 

Rs. 

' 200-280 . 
, ' ~ ~ 

The employees on the existing scale of Rs~ 75-95 
in Defence Establishment and in other departments 
should be allowed to proceed beyond the· maximum 
of Rs. 240, applicable to non-workshop staff in the 
scale of Rs. 75-95, only subject to their passing the 
prescribed trade tests of the · standard applicable for 
getting into the existing workshop scale of Rs. 85-110 
on the corresponding grade .. We further recommend that 
in· view of the complaint of the Defence Employees' 
Organisations that some of the workers borne on the 
scales of Rs. 85-110 and Rs. 85-128 are doing work. 
which is regarded as "Skilled'' in other departments, 
the posts on these scales should, where necesary, be 
re-classified after proper evaluation so as to fit these 
posts into the semi-skilled or lower skilled categories, 
as the case may be. 

13. It has also be~n urged ·bef~re ~'s "that the. ~ay 
scale of a skilled artisan should be comparable to 
that of a Lower Division Clerk (LDC). Such . an 
equivalence has already become well-established in · 
organisations which have only one scale at ·this level. 
We, therefore, recommend the following revised 
scales in replacement of the existing scales :- · 

Existing Scale Proposed. 
Scale · 

Rs. ·/ . - Rs. 

110-131 

} 110-139 
110-143 
110-155 
125-155 

260-350' 

130-185 } 140-175 
140-180 
150-180 

320-400 

110-180 I 
125-180 } 130-175 
130-205 

260-400 

The posts which are on the existing scales (Rs. 
lOQ.-:-130 and Rs. 100-142) should be suitably re­
classified into semi-skilled or lower skilled grades 
after a reassessment of the jobs. Pending such re­
classification they should be allotted the scale of 
~s. 225-308. Similarly posts in the scale of · Rs. 
130-205 should also be properly classified either into 
the upper skilled grade or into highly skilled grade II. 
Pending this, they should be fixed as shown above. 

. 14. We· have· c~nsidere4. it· neces~ary ·to·. improve 
, the sca~es of the h!ghly sk_illed category for two rea::- · 
sons. Fustly, the highly skilled ·grade marks· the_ apex 
grade for _skilled workmen· and it sh,ould ~ :. thus . be 
comparable to the grade of . Upper Division Clerk. 
Secondly, we have· recommended an·· improved' scale· 
for the Ministries in workshops and if a. corresponding 
.improvement is not made for highly; skilled~.;:staff; 
there ·would be a tendency to gravitate :to~:: supervi.;, 
sory posts. This might :result ·in Iossing a· highly skilled 

· worker arid getti.D.g · an. indifferent .. supervisor., We· ac­
cordingly! propose the · followirig scales.'' to: ' .~replace 
the existing rules·:-: .. ·.--~~·· .. ·_y, 1 ·:. ;·· ~'·: : .• '·i·,'. ~:;L ._,;;~;.': 

Existing Scale · : ~. . rr ·· . : ; ·· · 1 l ,.., ,i ·Proposed\ 
. , ' .1 l·' ·-~ .: : :_::>J ,_-:; ,. :·,~, ;~ Sea~,' 

.,Rs. .·~;.-J .) ·_.-,.1<~ t:~<··; ·?: . .-.:.··_.it.JL· . ..l ~".:J.~,~~.·d 

. , :· ... , . r .. ~ ..... ·;- . .• . .. ; .l ••• , • ·' . • • : . ,. , ! .• • ..... , 

. 15.: It has,'_beeJ.l. suggested to ·u~ py"'some ,t~c~~a~ 
experts that·new ·:trades ,~d processes~ .requrrmg 
higher skill~ .. and ·.·new . equipment: with high ' degree 
of precision J and ·sophistication have .. : been.' developed. 
and introduced. in ,the·field of electronics, 'instrumen; 
tation, automatic·. cutting .:·tools:' etc.·;' durltig . the ••. ~ast. 
decade or so. j • These 1 developments··: call for. a;- .much 
higher level of operative s.ldll and. technical' knowledge 
than before. Further, . much-~ of· the ..;ne~l-~quii:>Jnent~ 
being highly sophisticated. is · also- expensiye. ·and. "jc~· 
quired to ~e-hanqted withcare,'as

1

·d~fec¥ve oper~tio~ 
can cause heavy damage.· ·~o~ ·effietenr .use: ~e:ma: ... 
chines have to be fully utilised.' during_working holirs,t 
and this adds to'· the work:-loaa· and responsibility of 
the operator. The· pay structure should 'reflect these 
additional requirements. Other· considerations .. advanc:.: 
ed in support of the proposal are that the creation of 
a new grade · . of ·Master '' Craft&inan _ would ~-· be. 'a~ 
incentive to the highly · skilled artisans ·,to~ temairi .· in; 
their own line and· not ·try .. to :become·· Supervisors · 
where their special skills ·cannot' be' productively 'uti~ 
lised in operational jobs. It would also' help the .Gov-=: 
ernment to retain· the highly skilled staff .in many crF 
tical trades for whidt there is considerable demand 
outside. 

·, 

i6. vie accept the force of these arguments~ and, 
recommend the- creation of a new grade· of' Maste.t. · 
Craftsman in the scale of Rs. 425-640. _ In order· 
to avoid the new scale suggested by u8 for the Master 
Craftsman becoming a normal . pormotion· . level, ·we.· 
~suggest the following criteda .-for allotment·· o{ , ~his, 
grade:- . , · : . · .· ... . ~ ' ~ 

(i) trades where this g~ade ~ould''be ··useful 
·should be identified in advance. · Even'· in' 
these trades the posts iri this grade, . should' 

. be · allowed only as ' personal to the ·in cum..: 
bent who is adjudged .to possess the requi~ 
site skill; · '· · · · '· 

(ii) work norms and standards of precision and 
operative skill should be .. laid down for tl1e 
Master Craftsman's grade and these should~ 
of course, . be higher than for the ·: highl~ 
skilled Grade I; and. · 



(Hi) elevation to Master Craftsman's grade 
should be subject to the passing of the 
trade test to ensure that criterion at (ii) 
above is satisfied. 
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take steps to set up expert committees for reviewing 
the existing categorisation of workshop staff. In the 
case of Railways, a one-man Committee was appoint-

. ed in 1969 to review the existing classification of all . 
categories . of artisan staff in the workshops and fer 
prescribing standard trade tests. This Com­
mittee does not seem to have carried out job evalua.:. 
tionlclassification in the strict sense of the term. · It 

We further suggest that in order to ensure a uni­
form approach and standards in this matter an inter­
departm~nt~l cqmmittee should wor~ out further de-
tailed cntena for' the allotment of thiS grade. ' . appears that a Joint Committee consisting of the re-

. presentatives of the Railways and the workers' organi­
sations has been set· up to study the report of the one­
inan Committee and arrive at agreed conclusions 
before final decisions can be taken. Government h:1s 
also agreed ·to set up an inter-departmental coordina­
tion machinery for ensuring a reasonable measure of 
U;nif<?rmity of standards in the process of recatego­
nsatiOn.-

. 17. Some employees' . organisations in_cluding the , 
Indian National Defence Workers' FederatiOn (INDWF) 
and. the All India . Defence Employees' Federa• 
tion (AIDEF) have asked for the appointment. o~ a· 
Classification Tribunal for the purpose of classifymg 
various trades on the basis of. the· job· content and 
fittin~Y the employees into the scales recommended by 
us. They apprehend that if the· work of classific~t~on 
is not carried out in a systematic manner, the ex1stmg 
anomalies will get perpetuated as the workers wiU 
get fitted into the new scales primarily on the basis of 
their existing· scales which, according to them, ·do nCJt 
correctly reflect the ski11s, duties, responsibilities and 
difficulties involved in . the . job.- Both_ the Secretary, 
Defence · Production, .. and the Director Genera! 
of Ordnapce Factories ·also emphasised the need 
for reviewing the existing ·categorisation of .workshop 
staff. We observe~ that the Second Pay Commission 
had recommended the constitution of expert bodies 
consisting. of . a technical expert conversant . with the 
content and . responsibilities . of .the various jobs in a 
workshop, a person .with experience of wage, problems 

· and a neutral chairman with experience in wage ad-. 
· judication for the purpose of allocating workshop jobs 
to the scales recommended by the Commission. It had 
further suggested that. the recommendations made. by 
the various bodies should be coordinated by a common 
chairman, or a joint meeting .of the chairmen of· all 
the bodies. We understand that the Government did 
not .accept· this recommendation .and decid.ed that e.:{-· 
pert bodies need be ·constituted only when disputes 
arose in . respect of fitment of. workshop staff in the 
new. pay scales · recommended by the Second Pay 
Commission~ Subsequently, however, departmental 
committees were set up in the P. & T., the Railways 
and Defence Establishments (Civilian) to look into· 
the classification of trades. 

18. We appreciated the force of the. arguments 
urged in support of the · demand for proper 
classification of workshop jobs, which reinforced our 
own conclusions based on our examination of the 
matter and our first hand impressions of visits to 
some workshops._ We, however, realised. that it 
would not be possible for us to undertake job eva­
luation, as we had neither the time nor the experience 
for such work. We, therefore, suggested that Gov­
ernment might consider the desirability of setting up 
expert bodies under various Ministries to go into the 
question of reviewing the existing categorisation of 
workshop staff serving under them. We also sug­
gested the need for installing a coordinating machinery 
simultaneously with the setting up of the expert bodies, 
so that a uniform approach is adopted by the various 
classification bodies. We have..__been informed by 
Government that with the exception of the Railways, 
all the major employing ministries have agreed to 

• Chapter 5-Principle3 of Pay Determination. 

19. We ·have recommended the ·number of levels 
and the pay scales considered suitable by us and we 
have also suggested the correspondence between the 
existing scales and · the revised scales. The initial 
allotment of revised scales to these categories should 
be on the basis of correspondence suggested by us; 
Eventually, however, jitment of the categories into the 
proposed scales should be made on the basis of the 

. recommendations of the expert bodies. We have re­
commended the cautious. adoption of job evaluation 
techniques over a limited sphere, particularly for in­
dustrial and fairly standarised jobs, as an experiment­
al measure*. We would only add here that the con­
cerned authorities may consider the feasibility of try-

. · ing out these methods on a selective basis to assist 
them in re-categorising the posts in the industrial 
establishments. 

20. It would be appropriate to discuss here the 
incentive schemes in the various departments. Under 
the incentive scheme in- force in the Railway produc­
tion units and workshops, the basic wages are gua­
ranteed to all the workers. Time is the yardstick for 
measuring work and a standard time is fixed for a 
given job on the basis of a time and motion study for 
an average worker. Different percentages are added 
for gauging, handling, fatigue and personal allowances 
etc. A production and bonus allowance of 3 3-113% 
is also added to the standard time. The scheme is 
based on the concept that an average operative when 
working under non-incentive conditiom is assumed to 
be working at a rating of 60 units. The same average 
operative when working under incentive conditions 
could be expected to improve his rating to 80 units 
i.e. 33-113% more. Hence, an allowance of 33-1/3% 
is added as a production and bonus allowance. lt 
is expected that an average operative would complete 
an operation in 3/4th of the allowed time. The 
time saved/lost _on the .. time 'allowed' in each 
operation is calculated separately for each worker 
and the loss I gain is balanced for each wage period. 
The ceiling limit on "profit" is fixed at 50% of the 
time taken in each of the operations. 

21. The hourly rates of pay for the purpose of cal­
culating rates for incentiye bonus are based on the 
weighted mean of the pay scales allotted · to the . cate-



gories eligible for the incentive bonus. Only basic pay is 
taken into account excluding dearness allowance, 
house rent allowance, etc. 

22. The scheme covers supervisors up to the level 
of Chargemen in the Rs. 335-425 grade but d~s 
not cover Foremen nor· the staff in the production 
control, inspection, mill-wright, tool roo~ B.D:d yard 
organisations. Chargemen a~d essential mdirect 
workers are eligible for: incentive bonus at 80% of 
the average percentag~ of the bonus .earned by the 
direct workers supervised andjor assisted by them. 
Mistries, however, get 100% o~ the average percent­
age of profits earned by the direct_ . worker~ un~er 
their control. The staff who are put on· mcentive 
working are not normally requir~ to work on over-
time. · · 

23. We are informed that roughly:. 60% of ' th~ 
staff in the repair and maintenance workshops 
has been brought under the incentive scheme.. The 
percentage of coverag~ in the production ~ts is a 
little higher. Accordmg to the fiS~;U"es ~bed to 
us it appears that as a result of the mcentive schemes 
th~re has been an overall. increase in productivity of 
53.8% since 1957-58. · 
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24. The main demands regarding the incentive . 
scheme on the Railways are that the hourly rate 
should be calculated on actual pay instead of on the 
mean of the scale; that dearness allowance should 
not be excluded for the purpose of calculating hour­
ly rates for incentive bonus; that· incentive bonus 
should be treated as pay on the analogy of a percent­
age or running allowance being treated as pay for 
certain purposes; and that the incentive scheme should 1 
be extended to staff in the production control, inspec- .. 
tion, mill-wright and tool room sections. 

25. We have examined these demands carefully. 
\Ve are not persuaded that there is a case fo~ i:nclu­
sion of dearness allowance. for the calculation , of 
hourly rates under the incentive bonus scheme as the 
incentive payment is made for work during the normal 
duty period in addition to basic pay and allowances. 
Further, the basis of any incentive scheme is an equit­
able sharing of the incre~sed productivity on an agreed · 
basis between the employer and the employees. · 
Various components are involved in calculation of· the 
incentive rate and if one component is sought to be 
varied, it will involve corresponding adjustment in the 
other components so that the net effect is· the sam~. 
As for calculation of hourly rates on actual pay, 1t 
would, in our opinion, add to clerical work all round 
without conferring a commensurate advantage. In 
fact we feel that with the improvement in pay scales 
we have recommended, Government should consider 
either revising the standards for earning incentive 
bonus or calculating it on the minimum of the scale 
instead of the weighted mean. The demand for 
tre::l,,tment of incentive bonus as pay on the analogy of 
running allowance is 'apparently based on a mis-co~­
ception. In the case of running staff part of the1r 
emoluments is given in the form of running allowance 
and is, therefore, reckoned as pay. Part of the I'll;ln­
ing allowance is also intended to cover travelling 
allowance. The allowance has been in existence for 
long and is taken into account when determining the 
pay scales of the running staff. 

These considerations do .. not apply, to;·.the .incentive, 
bonus. On the other hand, incentive .. bonus .is, paid 
in addition to basic wages for putting in' extra . effort• 
during normal. hours .of .. work~~·. It~ is. more· in~.the­
nature of an additional . financial · paymen! for_. the 
extra productivity of. the worker and d?C.s ·,.not ~avti 
the characteristics. of ·pay , f~r dc~I"IDJ?ffig. pensu~n~ 
leave salary etc. In_ the. pnvate and public~ sectors: 
also, it appears that it is not cust~mary ~ treat 
incentive bonus as pay. We acconlingly reJect the 
demand. -The. ·maintenance and .s~rvi~e, shops )l~ve· 
been generally_ excluded ~o~ the. ID:centiv~ s.cheme! as. 
we, understand that the JObbmg an\l. r~patr 9perat!-'?}l~ 
are ·not· susceptible to measuremen~ .. ';Vlth the. reqw~t~ 
precision:· . The RaiiWB;Y~ .are, however!- under~fooq: t~ .­
be exammmg ·the feasibility of e~tending the sch~mc; 
to those_ ·staff and sections of serv1c.e shops where. tp.e 
operations are ' 8:me,na~l(' ~0 : Jair~y,' p~~-c~~e. w~~~ 
meas1.1r~ment. , . r.. , . : · :,) , • · •• · ·,.! 

: ; ,- : • i ,• : .. : , ~1 : \ t .\ ~ :. ; > I ll/ '• 

~ 26. In the Ordnance Factori~s~ about_7Q per. ~ent_Qf 
the total staff are said· to .be covered under. the· incen~ 
tive scheme which is -based· on the~ principle that{ an ; 
efficient worker putting in normal effort- s~oulQ' be · 
able to get an ·additional 2~ per cent of his WB;ges. 

. as incentive profit. The estimates of standard tune 
rates include this 25 per cent allowance. The hourly 
rate for a job is ·calculated by dividing the mean ·.of 
the pay scales of the relevant grade. by ~e a"erage 
man hours per month viz. 195. The mcentive scheme 
is applicable to either individual piece-work. or gB:Dg 
piece-work. In the latter system the. . total __ mcentive 
paymen~ arrived at. is divided propo~onately ~~ng 
the vwous categones of workers- m ·proportion to 
their actual pay. The semi:skilled an~ skilled w~rkers 
engaged on the maintenance of machmes are gtven a 
fiat incentive equal to 50 per · cent of .the .. average : 
profit of the shop to which they are attaclled . and the . 
skilled maintenance workers not attacbed to ·any parti­
cular shop but working· for the factory as .a ·whole ar~ 
given 50 per cent of the. profi~ e3!Ded by the fa~tory. 
Unlike in the Railway mcentive scheme, there ~s .. no· 
ceiling on the profits in t~e 9rdn~ce Facton~~­
Another peculiar featu~e is that p~ecc-rate· workers; if 
required to work overtime, are pa1d for each hour of 
overtime an additional allowance. calcula~ en. the 
aggregate of monthly basic pay plus all allowances. 

21. The major grievance. of the·' staff in regard to 
the incentive scheme is thatJt does not guarantee- the 
basic time wage for the period work.ed. Th!s 9Uestion 
was considered by· the Second Pay Comnnss10n 'Yho 
recommended that the basic time wage should be 
guaranteed, whatever the. earnings .". may b~ on the 
basis of piece-rates. We would reaffirm this re~m­
mendation as it is somewhat anomalous t?at , a ple~­
rate worker should earn less than h1s baste pay while 
idle time wages equal to basic wa_ges ar~ allo~ed on 
occasions when adequate ·work . lS !lot:proVlded, <?I 
when there is break-down of machinery ·etc. ~t IS 

also a little odd that the guaranteed PB;Y f~r. sktlled. 
workers should be the same. a~ for ~etru-skilled w~r-, 
kers. We are not in favour of mcentive 'Yorke~s "'emg 
put on overtime and we would suggest dtscontinu~ce. 
of this practice except when it is absolutel:y -~nav~td~ 
able in special circumstances/ '· · 

28. In the P & T Department, an i?ce~tive sche~e 
has been introduced in telecommumcation factones 
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and covers nearly 90. per cent . . of Ute staff. The 
hourly. rates for· incentive' bonus . are cal~ul~t~d as . 
75 per cent of the basic hourly wage~ at the nurunn~m 
of the scales for direct workers and as 3 7 t · for m~ 
direct workers... Dearness allowance · as in -force in 
1964 is· also added to 'the minimum of the pay to 
arrive at incentive: rates. 1 The incentive st~ arc not 
being required to work overtime: -

., ~ h ,.,.,, I I ~! ~ 

' • • • 1 t ... l' • -...~ f.. ; ~ j 

-- 29. ·The· ~~rkers in the Government of 
1 
India pres­

ses -had lieen on a piece-rate . system ' since long but 
· it has . been withdrawn o for th~ last few years and · a 

new scheme· recommended by the National , Produc~ · 
tivity Council has not· yet b.een implemented,. because · 
of the apprehensions of the workers that if the" s~beme 
implemented they would earn less than what they are 
getting with overtime. We understand that the earlier . 
piece-rate system had produced vecy good results. and ·· 
while it _may not be feasi~l~ to go_ b_ack to th~ ptece­
rate · system; Government ·- ,should mtroduce a well~ 
conceived bonus scheme as early as possibl~ ·to main• 
tain efficiency· and ·productivity in the Government of 
lridla presses.' ·We_ have reason :.to believ~ that, over~ 

' •• .. I •:- ·~ 'i . '.• ~ '!' •·! (; ; ~ I j I t 

time is being abused in the Presses, and that produc­
tion per man shift could be greatly improved. 

(. . 

II. Technical Supenisors in Railllay \Vorkshops 

. 30.· We now. turn to consider Technical Supervisors 
in the Railway, Defenctf and P & T \Vorkshops. The 
Railways have a large number of workshops for 
carrying out repair and maintenanc'e of ·rolling stock 
(locomotives, coaches and wagons), electrical and 
signalling equipment, plant· and machinery and -other 
items. . These shops, though . primarily· intended for 
carrying out regular and periodical . repairs and main­
tenance of rolling· stock and other -assets, are also 
partly used to manufacture components and eve~ roll­
ing stock.· In addition, there are thr~e main pmduc­
tion units, namely, Chittaranjan Locomotive \Yorks 
(CLW), Diesel Locomotive Works (DLW) and Inte­
gral Coach Factory (ICF) for the manufactl:•re of 
electric and diesel locomotives and passenger c~aches 
respectively. ' : - · · 
i • r' i .. '¥ 

· 31. The supervisory staff in the workshops com­
prise Mistries, Chargcmen and Foremen. The table 
below gives their number· and scales of pay :-

.,..,""It_ ,.• 

,. ' ·~: '( l.. : • ~ ; .. 
.'J .. ; •. ·., ·' ' TABLE Iii 

... t' 

Scale of pay ~umber of Posts in each Department . Desii:nation · 
\... . J: •. 'J 

~. : ~~ I'' ' .. 

. '. Rs. Mecha- Eectri- Civil- Signal & Total 
. ' 

' 'nical . cal Engg • Telecom. 

2 .3 4 5. 6 7 

450-515+. 760 358 24 22 1164 
. Rs. 150 Spl. I. 

(Foreman .'N/Assi~tant ·shop Sup~~lnte~d~nt · '; , · . ~. · _. 
tForeman•B'/-·". -1. .. · .. ;-. '·< '~ ,.•" ~: 

lForeman 'B' (C1vil Engg.):, • • · · ~' 
.. • Forem3.11 'C' .. : . •. . . · . . .· 

Chargeman •A' -~.; .. _:. . . · , .. , , ·• 
Chargeman 'B'. . . ·- ·· . · · · '; ·"' 

. Chargemati ·c•: ..... , . r • 

_ Mistry Grade I .• ~~ 
..: 

Mistrr Grade II .• _ ·.. • . " , . . . .. 
' ' . . . 

.' -· 'TOTAL . : . 

. • ... , _:L 

The posts of Chargemen in Mechanical. Workshops are 
distributed _on Percentage ·basis: · 

Chargeman 'A' 
Chargeman 'B~ · 

. Chargeman 'C' · ' 
. t 

I ,•' 

! -

28% 
35% 
37%'' 

. 32. .1\llitries: This category constitutes the base -of 
the supervisory grade. The· . post:; of Mistrics are 
filled by promotion of the_ artisan staff in the flkilled 
or highly skilled Grade II. The Mistries are in turn 
eligible for promotion, along with · artisans· in hi~y 
skilled. Grade I, to 20 per cent of the vacancies of 
Chargemen 'C'. ·The Mistries arc in charge of sub-' 
section and are responsible for supervision and guidance 
of the artisan staff wc,rking. under tht.·m, for allocation 
of duties to them, for distribution of work av.d for 
proper out-tum. 

Pay- . ·· 
450-515 
370-475 781 274 26 1081 
335-485 64 64 
335-425 2130 .624 28 2782 

250-380 2385 732 79 60 3256 
205-280 3079 1814 155 85 5133 
150-240 .6013 1398 738 130 8279 
130-212 459 . 154 268 56 937 

. '15607 . 5354 1328 407 22696 

33. The main grievance of this c.;ategory is that 
their grade _(Rs. 150-240) is lower than that of the 
highly skilled worker Grade I (Rs. 175-240) whom 
_they supervj.se. During the .course of oral evidence, 
the Railway Board conceded that tbe Mistries had 
often to allocate work to the .highlj skilled sta!l and 
also to coordinate flow of material to them. In the 
circumstances we recommend for the Mistries the· same . 
scale as recommended for highly skilled workers 
Grade I viz. Rs. 380-560, We wish to emphasize here 
that wherever the post · of a Master Craftsman is 
created it should be ensured that the Mistrie-s do not 
supervise their work in any mc:tnner. 

· . 34. We are infom1ed that there are some Mistries 
in the scale of Rs. 130-212 who are skilled artisans 
and !n addition are responsible . frJr supervising a 
certam ,numbe~ of, staff. They are, however, classi­
fied as supervisory but are treated as skilled artisan 
staff for the purpos~ of eligibility of overtime under 



the Factories Act and other matters, unlike the Mistries 
in Rs. 150-240 grade who are treated as wholly 
supervisory. Since Lhe Mistriets in the lower grade 
do not obviously sup~rvise the wor!c of highly· skilled 
grade I workmen, we oonsider that the scale of 
Rs. 330-480 would be appropriate for them. 

35. Chargemen: Chargeinen are in·· three gt:ades. 
There is direct recruitment to the lowest grade to the 
extent of 50 per cent from candidates who are 
diploma-holders and are below 30 years. They · are 
trained for a period of two· years. 25 per cent of the 
vacancies are reserved for skilled artisaru, who are 
already in service ·and fulfil the cdiicational qualifica­
tion of matriculation and are belo~ 33 years .. The 
remaining 25 per' cent of the vacancies -are filled by 
promotion of Mistries and highly · · skilled artisans 
Grade-L The Chargemen in the lowest gtade have 
promotional avenues to the higher I!Iades ot Charge­
men for Foremen. There is provision· for 25 per 
cent direct recruitment of . engineering graduates to 
the grade of Chargemen 'A' (Rs. 335-425). 

36. The Chargemcn 'are "responsible for' the efficient 
working of the sections under their control, and have 
a special responsibility in incentive shops . for the 
mainter-ance of production at the required level by 
proper distribution of work and supply .of materials, 
tools, drawings, etc., in time.· ' .. 

I . 

37. Foremen: In ~he repair & maintenance ~hops . 
where the incentive schemes are in force there are at 
present two grades of Foremen, namely, Fcremen 'B' 
(Rs. 370-475) and Foreman 'A' (Rs. 450-575). In 
the tluee productiou units, howevtr. the ~cale of 
Assistant Superintendents . has been revised from : 
Rs. 370--475 to Rs. 450-575. Shop Superintendents 
are also in the sam~: .. scaie· (R~. 450-575) but they .are 
entitled to a special pay of Rs. 15v per J.Ii.onth. In 
the Ch·il Engineering WorkEhops Foremen 'B' are in 
the gnde of Rs. 335-485. ·• .. ... . 

38. The duties of Foremen are ~imil3.J to those 
of Chargcmen exce-pt th'lt they have a wider jurisdic­
tion and have overall responsibility for the efficient 
operation of the Shop as a whole. They are also res­
ponsible for stores accounting and for ancillary estab­
lishment matters. · 

3 9. Above the Mistry level there are thus at pre­
sent five levels-three for Chargemen and two for 
F'oremen. Both the Railway federations have sug­
gested two grade'S of Chargemen and two grades of 
Foremen. The Association representing technical 
supervisors has suggested three levels, namely, Charge­
men, Assistant Superintendents and Superintendents. 
During evidence, the official witnessets told us that 
two grades of Chargemen and two &rades of Foremen 
were necessary. Having regard to all relevant fac­
tors, we consider that four levels, two each for 
Chargemen and Foremen, should suffice for meeting 
the present supervisory needs. 

40. The Technical Supervisors' Association has 
claimed higher rates of remuneration · on the grounds 
of increase in the range of their functions due to 
modernisation of rolling stock, increased sophistication 
and range of equipment and introduction of incentive 
schemes. It has altso referred to the· unsatisfied de­
mand in the engineering industry for the serivces of -
experienced and capable workshop supervisors, and in 
support has given statistics of supervisors who have 

!i17 

left the Railwa)"S for: more 'lucrative employment in . 
the private and public sectors. t We. understand. that. 
102 workshop· supervisors· had left·. the . Railways· dut ... 
ing the period 1966-71~· Further the·Association. has 
drawn attention to the recommendations· of the various 
Accident Inquiry Committees 1 '(Kunzru and. W anchoo 
Committees) regarding the need .. :'· fur, improving the 
pay scales and ~tatus of all . .:Supervisory categories: on 
the Railways;. , . . · > . .., - • • 

. 41. Befor~ ~e 'proceed. tq r~co~e~d·,:,', th~--/p~y 
scales. for this · g{oup~ it appears def,irable, 'to. discuss 
a related matter.~ :The Second Pay Cominission had 
recommended . that . iD.. 'production. workshops, ~as.·' dis:. 
tinguished from repair workEhops; the:imax.iniuni ·of 
the scale of 'the Foreman; should be raised. to Rs .. 650 
with an effciency .bar ae Rs.,57S.:. In.$~ opfuion 
the Fore~Pan's vital role hi ·production·· illrlt{ and the · 
fact that there ; was 'considerable demand outside ; for 

-the s~vices.of.experience~,. ~I,ld,co~pete&~tecpp.i~al· 
supervisors ·JUstified· the .. 41gher 1 :Qlaxtm~ they "wer~ 
recommending. The, Railway . Board did . ~ot: accept 
the· recommendation:for·.a higher scale of p~y in.~the 
intere~t of preservin!f a· unifo~m· pai.lcrn ... of pay'. scales 
for all the Railway departments. ' Instead; they decided 
to grant a speCial pay .of_Rs~ 150 which) was already 
in force· in the 'Chittaranjan Loc<Jmotive: .. works. 'They 
also decided to upgrade· .~e pay _ scale .. , of Assistant 
Shop Superintendents in: ... producti~1n ·.·units.,. fro;p:~ 
Rs. 370-475 to Rs. 450-575~ Bot'l -the National 
Federation of Indian Railwaymen tNF IR) and the 
Technical Supervisors' ··ASsociation· havt::. pressed. the 
claim. of Foremen· 'A.' iand '.B' in repak .. · shops:Jor 
grant of special pay on. the ground that , the_. work 
done in the ·repair shops is no less important or · ardu­
ous than in the production_units. 'Further, it has been 
urged that most of the repair shops· in the·· Railways 
are· also engaged in· ,manufacture of components and 
some of them are also producing· wagons, . tower. cars, 
cranes, etc., which !JSed to be procured from putsid_e 
in the past. · , ;, · · · · : ~ 

42. We fuid that the··giant of sp,ciat pay to 1 F~re­
men in the repair sh~ps had been raised by the NFIR · 
before the Miabhoy Tribunal~ The Tribunal's findings 

· are that the work and resp~nsibility of Foremen 'A' 
and 'B' in . repair • shr,ps do. not materially. differ, frPtn 
the _work and responsibility. of their ~ounterparts in 
the production .. units ·who , are lbsign3:ted as :Shop 
Superintendents and Assistant Shop Superintendents. 
The Tribunal has. accordingly recommended .. that 
Foremen 'A' in Railway workshops should also be 
granted a special pay of Rs. 150 per ·month find.: that 
the Foremen 'B' should be given a higher grade ·of 

, Rs. 450-575 on the analogy . of , similar treatment · 
_.,.- accorded to the Assistant Shop . Superintendents · in 

production units. This recommendation · ;_has . since 
Jbeen accepted by Government.. . . · .·: ·c · . , 

43. Apart· from the question of parity in pay scales 
or emoluments between· the Foremen in th~ repair 
shops and the production units, our attention· has been 
drawn to another aspect which . is .also causing diffi­
culties. The exclusion of the foremen from th~ incen­
tive scheme introduced in the productiml.. units. and in 
workshops has led to distortion in the pay . structure .. 
Supervisors up to the level of Chargemen 'A' are en­
titled to incentive earnings as well as overtime and as a 
consequence their total emoluments generally exceed 
those of Foremen 'B' by' Rs. 80 to Rs. 100 per month 
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and sometimes even those of Forem\:a 'A'. Imp-: 
rovements in the pay scales of Foremen or the lines 
decided by the -Tribunal will help in rectifying this 
imbalance to some extent.. U a more satisfactory 
solution is considered administratively essential, it 

It would be necessary to redistribute the posts in 
the Civil Engineering workshops in the re,ised 
scales shown above. This is a matter which ; can 

· best be decided by the Railway . administration. 

45. Above Foreman 'A' we· recommend a special 
grade of Principal Foreman for whom the upper 
segment of Class II scale viz. Rs. 840-~200 will be 
suitable. In recommending the introductif\n of this 
special grade we have taken into account th~ high 
level of emoluments which. are available to the high-

, est grade of Foreman outside Government service. 

. may be necessary also~ to modify tll~ incentive scheme 
and the. . hourly rates within • the framework. of the 
revised pay structure. ._ .. Official . witn·~sscs in the 
course of the eviyence agreed in general with _ the 
need for improving the emoluments of the Foremen 
in view 'of the introduction of the incentive scheme 
but they preferred a ~scheme of special pay to higher 
scales of pay. _ We, .however, would pr~~e~ a higher 
scale of pay to ·special pay, as the add1t1on to work 
or responsibilities iri . these · posts is of a permanent 
nature . which would justify placing them in a higher 
grade. · Further, the incumbents of these posts are 
not ·normally liable to ·: transfer ·to non-workshop 
posts.. Yet another reason· is · that· the system : of 
special pay ·generally works out to be more. ami not 
less expensive than a higher scale of pay. -
: 44. · Taking into ·ac~ount ~the demands 'and suggest­
ions of the Federations and Associations, the views of 
the official witnesses and the verdict of. the Miabhoy 

Moreover, there are likely to be Foremen who though 
excellent in their own line _on the shop floor might be 
found unsuitable for· promotion as officers in the ad­
ministrative or managerial lines. We are . not con­
ceiving of a specified number of posts being ~rcated 
in this · grade. On the other hand, the posts in this 
grade should be created on a personal basis as reward 
for specially meritorious work and proven .efficien~:y 
in improving out-tum and , maintaining discipline. 
Safeguards ·should be introduced to ensure that these 
posts do not degenerate into normal promotional 
posts but are reserved for a select band of outstand-

· Tribunal, · we · recommend. the following . scale~ of 
pay . for: the- technical 'supervisors both iii the repair 
wo~kshops _ an~_?Ie productio1_1 \mits:~ -~ '· · , ·. · 

-Desigb.atioa - , . 
(. 

i . ; . ~ -~ ~ ~ . ' .I ;' t 

Chargemen 'C' · J · • • - ~-- 205-280"\.' · · ' · . · 425-700 
Chargemen 'B .. ~ - ., J • ' · • · · .. - ' 250-380! ~ ·' · · · 

·chargemen 'A'/- -· · -- l_ r ; v :. ; t.: .. 
\Foremen 'C' '. • ·- ·· ~ · · -3~5-425 ·: ·: : · . . 550-750 
"Foremen 'B' ... ·' ... · ., -5'3. 3

1
5-4851, _., ' · · 

(Civil Engineering) ·• . ··• : 
Forenen 'B' . . ·_ . 370-4. 75 ~ . 
Assistant Shop Superinten- · · I_ 

' dents (Production units) · i45<):--515 J . 
Foremen 'A' . · -· • ~. · · 450-5751 
Shop Superintendents 450-575 ~ 
(Production Units),._ ·.· +Spl.,Pay 1 . 

Rs.l50J . 

700-900 

840-1040 

---.----·--

J .... ~ ' ; t ' ' 

ing Foremen. ' · -. , : , r 
· · · 46. ·The Technical Supervisors who are in charge 

of repair and maintenance of locomotives ·in· the loco 
sheds may be dealt with on the same lim!s. as recom­
mended above, as their method of recruitment, quali­
fications and duties are ·similar to those of their 
counterparts in the workshops. We : understan.-t 
that the differences such as exist between the loco 
sheds· and the workshops are generally unfavourable 
to the former. · 

HI-Technical Supervisors· in Defence, Workshops 

. 47. The supervisory staff in the Defence Work­
shops are distributed over 9 scales of pay. A wide 
variety of nomenclature exists for posts involving the 
same duties and responsibilities. The categories com­
prised in this group, their number and scales of pay 
are given in the . table below:-

TABLE IV 

's. No. Scale-of pay DGOF 'EME AOC NAVY AIR GREF. R & D DGI TOTAL 

Rs._ 
L 450...:2~50 6i2· 
2. 450-2S..:.575 . 

'. 3. 370-20-450...:25-500 1129 
4. 335-15-485 .. · . . 997 
5. 250...:10-296--15-380 . . ·' 1977 

. 6. 205-7-240-8-280 . . • 6414 
7. 150-5-16~8-280-10-300 • 

. 8. 150-5-175-6-205-7-240/175-6-
20~7-240 . . . 29 

9. 150-5-175-6-205-7-240 115 

DGOF 
EME 
AOC 
GREF 
R&D 
DGI 

Total 11273 

- : Director General Ordnance Factories. 
: Electrical & Mechanical Engineers 
: Army Ordnance Corps. ~ 
: General Reserve Engineer Force 
: Research & Development 
: Director General Inspection 

141 
405 

305 

851 

6 

22 

45 
'--

91 

164 

' 97 
76 

70 
91 

- 638 

16 

284 

FORCE 

6 
277 

1 

988 

76 
36 
82 

281 

475 

207 
213 

99 
186 
159 

196 

1060 

389 1098 
289 

556 1898 
307 1718 
606 3578 
950 8289 

305 

1861 2086 
503 

4669 19764 



48. The duties of these categories of s~afl are 
generally the same as those of the correspondmg cate­
gories in the Railway and other workshops. 

49. The posts in Rs. 150-240 grade are invariably· 
filled by promotion of tradesmen. The next gr~de 
of Rs. 17 5-240 is also usually filled by P!omotlon 
except that in the R&D and D<;n · . Est~bhshments,; 
seventy five per cent of the vacancies m this grade are 
filled by direct recruitment o_f Science Graduates or 
Diploma holders. The next higher grade of Rs. 205-
280 is also generally a promotional .grade, exc<:pt -th~t 
in the DGI one third of the vaca~c1es occ~rnng m 
this grade are again filled by direct recruitment of 
Science Graduates or Diploma holders. On the re­
commendation of a departmental committee (Deynath 
Committee) the scale of Rs. 150--:-300 has bee~ mt~o­
duced with effect from 1-1-1971 m the EME m heu 
of the existing scales of Rs .. 159-240 an~ Rs. 205-
280, and is in process of bemg mtroduced m the AOC, 
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Navy and Air Force also. · · · · · · 
: ·, 

50. The Chargemen who constitut~ the middle 
supervisory level are in two grades viz .. Rs. 250-. 
380 and Rs. 335---485. 20% · of the posts in the 
Rs. 250-380 grade in the Ordnance Factories and 
3 3-1 13% · of such posts in the R&D and DGI ' are 
filled by direct recruitment of diploma h?lders/·~n-· 
gineering graduates i~ the Ordnance Factones . and of 
Science graduatesjD1ploma holders or matriculates. 
with 3 years' supervisory experience, in 'the other two. 
Jn the EME direct recruitment is usually made -to 
25% of posts in Rs. 250-380, the remain~ng being 
filled by promotion of 'A' grade tradesmen with not 
less than 8 years' total service. As regards the ·grade­
of Rs. 335-485 there is direct recruitment to 
33-l/3% of the vacancies in the R&D and DGl and 
to 50% in the AOC from amongst engineering gra­
duates or diploma holders with. 3 years' experience.' 
At the next three higher levels also there is direct 
recruitment to the extent of 33-1/3% in either the 
R&D or DGI or in both the establishments. The 
need for such direct recruitment at successive levt(ls 
in the R&D and DGI establishments of persons 
possessing more or less similar qualifications . may be 
reviewed by the Government. It seems to us that 
direct recruitment could be confined to the grades of 
Rs. 175-240, Rs. 250-380 and Rs. 335--=485, 
the qualifications for the last one being an engineering 
degree and for others a science degree or a diploma 
respectively. 1 

51. The Indian National Defence Workers Fede­
ration has proposed five grades in all, viz. two grades 
of Supervisors, two grades of Chargemen and one 
grade of Foremen. The Indian Ordnance Factories 
Supervisors Association has suggested . thr~e grades 
viz. one for Supervisor, one for Assistant Foreman 
and one for Foreman. During evidence, the.· Secre­
tary, Defence Production was of the view that two 
levels of Chargemen and two .levels of Foremen 
should be adequate. The Director-General, Ord­
nance Factories also was in favour of four grades, 
two each for Chargemen and Foremen. In addi­
tion, he suggested that there should be one level of 
Supervisor below the Chargemen. 

52. The existing classification of the supervisory 
posts in the Defence Workshops (except in the DGOF) 

into Part I and Part II cadres ·is based· on . the classi) 
fication of the trades. Certain· trades considered<· to 
require greater skill have. been 1 grouped in. Part' l• 
and allotted higher. pay scales.not only .. for. the.super"': 
visory·· staff but for the.· artisan 1 staff also.:: •• E':en· ,for­
the artisan staff we have not recommen~ed, ·~ifierent 
sets of pay scales based on trade classificatiOn. :We 
feel that a · differentiation in the :pay ,.gcal~s. of :su{>er­
visory staff on the basis ·of nature of skills . reqwred 
by the, artisan .. staff· supervised:would .be: even·_les~ 
justified. •.·:. ·. ··:. ··· ·.,.. .. • · ''. ·'' '· .. 

~ ' . ~ • . ' 1 { ..• .. ' . :: :. ' . 
53. There arc at· present four difJerenf scales',for 

the posts at the lowest supervisory leveL We con~1der 
that for these posts the. scale oL · Rs.• 38(h:.,560 
would be appropriate. , We suggest . that most ·of these 
posts should . be .filled by promotion. from the .low71 
grade .. of skilled .. artisans .. , .. _ ... l ... :• ;: -~ ... :.j,)··; 

.. .J • . • .. ' ,' ••. ' • . i ~ ,I \ ' ~. \: • t 

-54: -,For Chargemait.'B'. h1 the' scale''of ~s.' 2_5.~~ 
38o··we recommend ·the scale· of Rs. 425-700.:, At 
least 33-1/3. per cent,· of the . ·posts' in·. this grad;: 
should be ·filled· 'by.· direct ~ecruitment .. from ·amongst. 
diploma-holders . in· "engineering ·or:" science ·· graduat~s 
with a minimum' of ;55 per cent marks.).·~· Should Jt 
become necessary to recruit · diploma-holders .. with 
experience, they may be given· a higher~ .start,.,upto· 
Rs. 4 70 in the proposed scale. The x;text . higher level 
is that of Chargemen 'A' (Rs. 335~85) for whom. 
we recommend the scale· of .~· 550-750. A pro­
portion' of these posts (not less than 25 per cent) 
should also be filled. by dir~ct recruitment of - ~ngi • 

· neering graduates. ' 

. 55. We recommend. that above the. Charg€mien 
there should be two levels of Foremen, as against the 
existing one grade of. Assistant Foreman (Rs. 370-· 
500) and two grades of Foremen (Rs. 450-575 and 
Rs. 450-650). The number of posts· in the scale 
of Rs. 370-500 is. greater than that .in the; lower 
grade of Chargemad 'A' on Rs. 335-485. Govern­
ment. should have the' complements· in this grade . re­
examined. Similarly, there is ne.ed for a review of 
the ·complements in the grade of Rs. 45~650 par-' 
ticularly in the DGI and the Navy. We understand 
that on the recommendation: of, the Devnath: Com­
mittee, Government will be revising_ the grade stru~!\ 
ture in certain organisations (viz. EME, AOC, Navy 
and Air Force). It. appears that : the' intention is to 
have the higher grades of Rs. 450-575 and Rs. 45{)-.:.: 
650' in these organisations . where they do not: exist 
at present. · · · 

. , , • I . . , ' , " 

56. \Ve recommend that the 'posts ;in· the. scale of 
Rs .. 3 70-500 ·in the 'DGOF should be given the 
improved scale of Rs. 700-900 corresponding . to 
the existing scale of Rs; 450---575. In respect of the 
posts in the R&D and DGI )n ·the scale ~of Rs. 3 70-· . 
500 a view may be taken by Government as. to whe­
ther they shouJd all be takeri to Rs. ,·700-900 · oi 
only a proportion of·· the posts should be upgraded to 
Rs. 700-900 and the rest placed in the scale (lf 
Rs. 550-750. We have earlier referred to the need 
for a review of the developments in these two 
organisations. As regards the posts in Rs. 450-­
'575 and Rs. 450-650 in conformity with out re­
commendations in the case of Railway Workshops. 
these posts should be placed in the scale of Rs. 
840-1040. It is not, however, clear whether .the 
grade of Rs. · 450-575 has been introduced in the 
AOC and Navy as a result of the recommendations 
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of the Devnath Committee by upgrading posts in !h~ 
sc~le of Rs. 335-485. , If so, a further upgradation 
would not be called for and such posts may be given 
only, the replacement scale. of . Rs. · 700-900. ~n 
regard to the posts .in this grade (Rs. 450-575) m 
the R&D,: Government may decide whether all the~ .. 
posts or a proportion · should be upgraded to Rs. 
84()-...1040 .. We further recommend that the curre~t 
distinction betw~e~. ·production · shops and ; · repa1r . 
shops need ~not ·be maintained in future ~~ the re­
vised scale recommended by us for the eXIsting scale 
of Rs. 450-650 be ·.made applicable to the. Formen 

.. in an shops' alike~: ' . ; . : . . . .; 0 

. ·. i ,.'~~ ·: ,· .:1 .. /l . ; _; '·: ; .(_. ' .; . ·. 
· •, 5.1 •.. (:Above. the; :Foremen, ·:we~ recommend . the 
introduction· of a· 'special grade of Principal Foreman 
for·owhom the upper segment of Class II scale viz; Rs'. 
840-1200 will. be suitable. · This; grade is· recom­
mended for. those Foremen ·.·who are. . excellent. as 
heads~ of-the~. shops. but are not considered suitable for 
promotion as:- officers. 'These posts. should . be created 
on -a· per~ofl;al b~sis. ,3:~ ·;~~w~rd fo~ m~~itqrious: work 
and proven _effictency ,. m lDlprovmg. ou~-tum. and 
~'#t~ipJ?g -~i~cfp~~}>* ~~ ~!lop·~ flo~r •. :. , : - . , , 

rl, 58~ To: s~m':up; :our:_ ·reoo~~n4atipns a~e -a~ 

;o.~~;~~~ ·~.,;;;~ ~>.~~- ·.· .':: > • . . :: ·: : ' ~ .. ' ; ' 
:.. fJ':\--- ( ;::. ~ ,;;,.:·.' ~xis~ing ~lt'L _,, .. ; Proposed 

. :··::; .. :: '!'/ ... ;~ :. · ,,,_.;;; ••·• L·-1 'R.s> :·_, . · · .• · J · Scat;s. · 
' • • • •t ~ 

-. l 

LeveJ ~·; ., ) • " :, • .l · _ ,.,_ , .150-240 ·, : 
~ ! ' • ' - . ., . : •• ; '! ' 175~240 ' . . 
.,.; :,. ·-,J '. •' ''-:: .• ~ ... ,·150:-300 
... '-.; ' ,._ '~ ,} i ' . . ' \ " ', rL I .. 

1 20S.::..280 • . 
~ ~; .·~ ~ ~ .. -~. i __ ;:.¥~~~ -"~.:~:·.• l;'~;::·r··~;' ! } :' ·,<! • t 

Level II'· , · ., l.-.";-"' 1 : .. '1 .'!.· 250-380 i 
' • " .• -.i.i ,' I ·, •, • 

·Level ill__;; . r~. : ,;~ ;· ·;;_:: • · 335-435. 
, , ;~. __ ;.r· . .. : ... ·. 

LevellY · · · ~ . • • 3 70-500, 
• • : ' 

1 
: I >. 

0 
' • ' 450-575 

'ievel V , .. _, ;.; ;.. '->· -.. ~,, ; ·, 450-575 
; ';.·:;~ :~ -~ _y: J ,{ ' .• •• ~ < '. 1 J .45~650 

Speeiai Grade· Pii~cipai Foreman· . · . . ~: 
~ ' ' • ;I : • • • .. ' -~ "1'' ' ' • ~· '·' .. • ; 

3 ; . 

380-560 

... 
' ' ·425-700 

~- ~-550-750 

. 700-900. 

840-1040 

840-1200 

• 

1

59. Wi~h. -th~ .--~trod~ction • of the new pay scales 
reco~ended .. above; we-. suggest the withdrawal o{ 
certain concessions enjoyed by the Technical Super­
visors in the Defence Workshops. One is that· even 

. Assistant Foremen .. and Foremen are at present 
entitled to overtime· ·allowanc4. ·: Secondly, the Tech~ 
nical Supervisors in the Ordnance Factories and Bas~ 
Establishments ·are continuing to enjoy the facility of 
rent-free accommodation despite the recommendation~ 
of· the Second ·Pay _Com.mlssion that · such facility 
should be. discontinued. In our ·opinion, there is no 
justification for, the retention of these benefits by this 
class of ·staff.· especia~y after the substantial improve· 

ments made in their pay scales. - The practice else­
where does not also support continuance of these con­
cessions. 

IV. Supervisory stat{, in the f &T Workshops 

60. , The designations,' numbers and scales of pay 
of the · supervisory staff in the three telecommunica­

. tion factories of !he P&T' Department are .· shown 

. below:-·. · : 

·. ' . TABLE v . ·' ; 

Designation ... 
; .. 

l ; ' 

Te;hnical Assistants • t 
Incentive Supervisot i , , ~ •' 

Leading Hand - · . . . 
· Chargemen · .'' 

Scale 
Rs.' 

'2 

210-380 I 

205-280 . 
175-240 
150-240 

No; of posts 

3' 

96 
1 
1 

213 

-~-----------------~-~~--·---
61. The Chargemen correspond to the Ministries of 

the Railway Workshops and represent the ' lowest 
. supervisory level. Their duties also _are more or less 

comparable to t.liose' of 'Ministries and similar cate­
gories elsewhere. . The posts are _filled by promotion 
of skilled 'and , highly skilled workers on the basis of 
trade tests. ·. We recommend for them the same scale 
as for corresponding level of posts in. the Railway 
and Defence Workshops viz. Rs. 380-560. This· 
scale - would be suitable for the Leading. Hand 
(Rs. '7 5-~40) also. 

62~ There is a post of lnc~ntive ·Supervisor which 
we understand has been created on· an experimental 
basis for promotion of incentive scheme in the tele­
communication factories.· . Recruitment' to this post 
is from Chargemen with at least· five years' service in 
the grade~ For this post. we recommend the scale of 
Rs. 425-640. · · 

63. The Technical-Assistants constitute the highest 
non-gazetted supervisory grade at the shop floor 
level. Their duties are to assist the Assistant Engi­
neers in technical and production matters. 50 per cent 
of : the vacancies are filled by direct recruitment, the 
minimum qualification being . a post-matriculation 
diploma_ in engineering of. three years' duration. The 
remaining 50 per cent of the vacancies are filled by 
promotion, through . test of skilled and highly skilled 
workers, and certain ·other categories of staff who 
are matriculates and have put in at least· five years' 
service. The T echanical Assistants are eligible for 
promotion as Assistant Engineer - subject to their 
passing a departmental examination. We suggest for 
them the scale of Rs. · 425-700. 

64. Unlike _in the R~ilway and Defence Workshops, 
there are ~o mteiJ?edtate supervisory grades betwee.a 
the Technical Assistant and the Assistant Enginners. 
G.o.vernm~nt may. examine the desirability and feasi-
bility of mtroducmg such levels. · 



CHAPTER '20 'i ': 
. '·" -~~-;:;: ,."r~ ... --¢-~-''~>·h~ ;,r.,:t :,;j;:~,;~ o:~i~:r:·1 ~!1i'1·~ 

. COMMON CATEGORIES:. ": ·a,.: ·:·. r .. : .t! 1Hu .•·Jchhid! '.) : .: ,)"irt:It. 

I. Teacllcrs and other Educational Staft . 
> ' ' 

, I 

We consider itt this section· the pay scales of the 
teachers and other staff working· in primary, middle, 
high and higher secondary schools maintained. by :the 
Ministries of the Government of India as well ao;; 
those working in similar schools under the Delhi Ad­
ministration. . The total number of the teaching· staff 
is 16,576 of whom over ten: thousand teachers(· and 
other school staff are working under the Delhi Adm1-

• I • ' I ' • f '> ; ~ • • ~~ I ! ' ~ • 

··; I.J 

Designation ' Pay Sc~le, _' 
' ·Rs.• ' 

1 2 

2. Headmaster, High School and 'Vice­
Principal. Higher Secondary School• 1 

· 3. Post Graduate Teacher · · 
1 

· · (i) 3 50-25-400-30..700. } 
(ii) 300-25-600· . ; 

! • 1300-25-6001 ~ I ' i 
4. Headmaster,· Middle School 

·, ~ ··~~ , -~ "t '•i;.J J!""; ~j·· ~"'·drjr;L ... ; :;r'~i~:-f!J-)~Ji:~ ·.~·~>-;:_,~~·~;t/ 
· nistration. The bulk. of th~, te~ching·~ta.fi J up.d€r. j ;.the 

Government of India proper are. employed wider the 
· Ministries '.of Defe.n,ce. and1 Railways~_·,who.,run regu-

lar: ,s~hools l. for:; the:. wards · :of·.their .employees . .., ,.The 
.rest are. employed :in the·.following other; Deparimeilts 
. viz.,. Atomic Energy, Labour.&·.Rehabilitation~ Sdcial 
)V elfare10 , Health and Jrrigatiol1 &:.Power,."~::;:.~,;", t 1-: · 

·. Thi_ te~~h~~s : ·arb.
1
• ~&; ;s £.: dlffere~i: ·~~atJ~. riri~r':ilie . 

. Govertpri~nr of. India' .a~op~_;i· ::J;1l.e: ;.~,con¢eptrati5'&:.'i:~. 

. howev~r~· ~:· J ~ .~~~e~i 1~1s ... ;_~Yr~ ~-~.~~i t.~~l~ J>tl9.';V;7 
;TABLE .• 'c ;,:: ·~~; •. 1~·'.1 :~.~.:~;;. •.l:~:;;!i.~·:;·:,J ,?';·~:\ ··~~fG·: 

. Ra.Ilw~ys. :J:)efenc~ .-,· 9~het: , : D~l!lt A~- ._:r.ota~ 
· • ·. •

1
• ' 

1
· . '•:· •: 

1 MtntStnes· immtstration- :· #' .. 

. ! 

S Trained Gniduate Teacher . . • , •• . (i) 250-20-450-EB-15-550 .. :. 
• .. (ii). 220-10-280-15-400-EB-20-500 

iJI;":::-·•'1 • ,..!...., ;.j' __;;,;; ? .. \~691J·~i' 0::•;.:69tJ\ 
9J2 ·J47,·;!•)),,;: ~;(:1-';'l! :;f:..1134 

6. Headmaster, Primary School . 
• ~ ' ' I ; 

j (i) 220-15-310-20-430 • ;, I'>' 1) . i1~'- . ·: :'26~ .. -. r ;~'t .I ~·.:~:~:~~; . ~- ~ :~:~_:fs~· 
7. Primary School T~acher 

I' (ii) 220-10-280-EB-15-400 ; ' . •: I . i': 
~. (i) .165-10-215-15-275-EB-15-~50 rl ,. :, 

. (ii) '135-S-160-8~200~EB-10-290-EB~ '} ~;>~~ . :-.ir''}_r.'7.!t~J~·::·.~ ~:~~~~:·~; 1;J:·~;;:rKS.li 
. 1 5-320 . • • • : • ; . . 

(iii) 125-5-160-8-200~EB-10-290-EB- · .. ;. 
18~6.J.'I ·~~~ : .. ;::=:-,·: 1 i !.1'.1 *··inn· r206S ~ 

· 1 5•320 i " . : " ' I l , . 

1 
···,•·, i : : •• ' '1 ~~ ~ ~ .. /~~:-/....:.·:__:._}~ ..... }JL.>2 2.:.:1. 

"l"_; r~~);r·...,-~.!~ ~ :_.,d1 '~. t~/"!i .. : ... \ t:J,-:!k: 

Total from l to 7 
8. Other scales . 

\' . ' "I I. I l ( ~264: .:J •464 1
'd \; AS .l;_;li: 11160 ~ 10 ( 1'14903· 

. . 15Q ~~. '!343:~; :nso·I'i,:e .• .....,;·.d ,,.,: i;l67f 

Grand Total 
: 'f;":q -1 -'l 

., :; ,; I , I 3414 
- l • • • -..;;....~. ~- •. ,~ .. 1 .-, 

J 807 , !.1195: ,.·f<lU6,., :.l 16576. 

(i) The figures given above include other categories of staffsucq as Physical Training Instructors, Craft & Art Teachers~ Drawing 
. Teachers,etc,whohappentobeonthesamescales .. ; ;, ~ l '· !;',j .:d .: ,-~·~··: ·:.;·.:• ':··;•_.. .• _, "-' 

N.B. 

(i i) 15% of the permanent posts; in the undermentioned categories of teachers in Delhi Administratio~ are i~ the followin~ seieb, 
tion grades:- . 
(a) Primary Srhool Teacher- Rs. 340-20-400; (b) Headmaster Primary School Rs.400-25-500. 
(c) Trained Graduate Teacher- Rs 550-30-700; (d) Post Graduate Teacher-Rs. 600-40-800 (e) Headmaster, Middle School­

Rs. 600-30-630-40-750. 

2. The scales of pay of teachers are related to the 
qualifications required for the posts. The minimum · · 
qualifications prescribed are as follows:-. 
(l) Primary School Teachers. Matriculation or · .. Higher Se- .. 

condary followed by the 
prescribed training course in 
te2ching. 

(2) Teachers in Middle A Degree followt>d by a Diploma · 
Schools and High Schools. or Degree in Education. · 

(3) Teachers in Higher Secon- A Post-graduate Degre~ with 
dary Schools who have to a Diploma or Degree in 
take Class XI. Education._ 

In the case ·of Head Masters of High Schools · ·and 
Principals of Higher Sec!-'nda!Y Sch~ols the .pay scales 

1 are related to . the qualificatiOns and the nature · of · 
duties of the incumbents as well as the. status pf the · 
SGhools. · 

.. 3. The pay .scales of the Teachers; Head ·Masters 
etc., in the schools under the. Delhi AdministratioL 
were ·revised thrice since the report of ·,the ., Second 
Pay Commission. The first revision was ·carried'. eut 
in December, 1967, the. Second in May, 1970 anc.l 
the third in September 1971. , It is understood ' that 
the revised scales of September 1971 were given 
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grade of. the middle school headmaster (Rs. 300-
600) and in this they apprehend an anomaly since a 
selection grade trained graduate teacher would on 
promotion as headmaster of the middle school be 

. placed in a lower scale. The Head Masters of the 
Middle Schools have asked f<?r a scale higher than 
the Post-Graduate Teacher. 

retrospective effect from May, 1970. The scales as re­
vised in May 1970 in the Delhi Admi_ni_stration ha~e 
been applied to the teachers in the Mtmstry of Rat!­
ways and in the Ministry of Defence. The September, 
1971 scales for the teachers under the Delhi Admi­
nistration have not, however, been adopted in the 
Ministries of Railways and Defence nor have the other · ·· 
Ministries · uniformly adopted even. the ~ay, 1970 
scales of the ~lhi Administration. . 

\ t ~ ' 
4. A new featUre that . was introduced ":bile r~­

vising the scales of · teachers under the Delh~ ~dmt · 
nistration ·in· September, 1971 was ~e provtston. of 

6. We have carefully considered these demands. 
To base the remuneration only on the qualifications 
of the incumbents and not on the duties actually per­

, formed is not an acceptable proposition. There is, 
· however, substance in the complaint of the Middle 
School Head Masters of the Delhi · Administration. 

. We think the parity which was established between this 
category and the Post Graduate Teacher in May, 1970 
should be restored. . The revision of the pay scales 
for the teachers under the Delhi Administration in 
September 1971, ·were, however, subject to the out·· 
come of our enquiry and we have accordingly recon-

. Selection · Grades for all the categones of teachmg 
staff except for the Head Masters of High Schools . 
and Vice-Principals and Principals of Higher ~econd­
ary schools.'· As· compared to the scales whtch the 
Education Commission had in view, we note that the 
re\ised scales adopted in September, 1971 are gene­
rally more _favourable and further, the scales that 
have now been adopted h~ve ·a rshorter span than the 
twenty years. which ~hat. Commission 'had envisaged. · 

/ 

· · 5. The. association of Railway School Teachers has 
. demanded considerable improvement in their scales, · · 
in addition to the provision of a senior grade in each 
category of _teacher, in which 20 per cent of th~ IJ?St~ ; . 
in the main\ grade should be placed. The assoctations 

. sidered , the matter. Having regard to the increases 
that have taken place at frequent intervals in the 

• last five years in the pay scales of teachers under the 
Delhi Administration, we have come to the conclu­
sion that while the existing total emoluments should 
be broadly _protected, no further increases are called 
for in these scales. We have, however, satiffied our­
selves that the scales that we are recommending on 
this basis do not result in lower increases over the 

. total emoluments available before the September, 1971 
revision, than the increases that we have suggested 

of teachers. in the schools run by the Directorate 
General Ordnance Factories have demanded that thetr 
scales . should ··be . higher than · those of teachers 
working ·elsewhere in view of their liability to 
be transferred throughout the country. These 
teachers as well as the Railway teachers have de­
manded that the qualifications' of a 'teacher should 
determine the. emoluments rather than the classes 
which he teache-s. The teachers under the Delhi 
Administration have ·proposed· scales which · are!· 
higher than what were sanctioned to them in the re- · · 
vision carried out in September, 1971. They havt: J. 

also desired . that the selection grade should be 25 · 
per cent of the respective category _of teachers. Head­
masters of the middle· schools under the Delhi Admi­
nistration have contended that· their pay scale was 
not. revised-in the revision· made· in September, 1971, 
while that of the Post Graduate Teacher who was on 

· for corresponding scales in respect of other categories 
generally. We have also felt· that the time span and 

··the incremental steps of the pay scales of the teachers 
' and those of the other categories should more or le~s 
conform to ·the same pattern. As regards selection, 

a par with them .was revised upwards. :They· say that 
the selection' grade· given to the Trained - Graduat1~ 
Teacher (Rs. 550---:-700),)s highec.than . the mai-l 

r . 

. grades;· our approach has been that ,these should 
generally be provided only where promotion avenues 
are manifestly inadequate. We have not made an 
assessment of the actual avenues of promotion avail-
able to the Delhi teachers; nevertheless, since · selec­
tion grades have been granted to them we do not 
wish to disturb the arrangement, and we would re­
commend that similar selection grades should also · b~ 
provided for teachers in the other schools run by th-~ 
Ministries of the Government of India. Based 011 

these considerations we prescribe the following re-
. vised pay scales for the various grades of the teaching 
staff:-

---'. Existing scale of pay 
J:?esignation 

1 ' 

Primary Schools . : · 
Trained Teacl.er . 

Delhi Adminis- Railways & De- Proposed scale Proposed Selec-
tration fence . of pay lection *Grade __ ___,_ --- ----

2 3 4 

-----.----
Rs. Rs. 

125-320 
(Matric Trained) 

165-350 135-320 . 
(Higher Secon­
dary Trained) 

Rs. 
. 290-560 

330-560 

5 

Rs. 
530-620 

530-620 

--------------------------------------------------------
•15% of the permanent posts on these sea les will be on the Selection Grade indicated against each. 
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Headmaster 

Middle Schools 
Trained Graduate Teacher 
Headmaster 
High Schools and Higher Secondary Schools 
Post Graduate Teacher 
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Headmaster of High School and Vice-Principal of Higher Secon­
dary School 

Principal of Higher Secoadary School • 

7. For the 'other school staff like physical e&uca­
tion teachers, art and craft teachers and librarians 
working in the schools, suitable revised scales should 
be fixed after taking the existing relativities or pari­
ties into account. Laboratory Assistants, are now. on 
the scale of Rs. 125-10-195-EB-15-300 with a Selec­
tion Grade of Rs. 275-20-375. The revised scales, 
of Rs. 290--500 for the main grade and of 
Rs. 470--580 for the Selection grade,·would be appro-
priate. · · · 

8. In the Ministry 9f Defence there are three cate­
gories of teachers which are peculiar to that Ministry. 
They are: 

(i) The Civilian Educational Instructors employed 
in the Navy and the Air Force; 

(ii) The Civilian school Masters employed· in 
Electrical and Mechanical Engineering, 
Military Engineer Service, and the- Navy; 
and · 

(iii) Assistant Masters, M~sters and Principals in 
the Military Schools. · · · · r 

The Civilian Educational Instructors co~duct 'Hindi 
classes for officers and teach Hindi and other subjects 
to Airmen, etc. They are in the scale of Rs. 170--380 
in the Navy and on Rs. 170-280 in the· Air Force. 
The qualification prescribed for recruitment is a Degree 
with B.T. or L.T. and a sound knowledge of Hindi. 
These Instructors should be on par with similar cate­
gories in the Hindi Teaching Scheme of the Govern­
ment. We recommend the following revised scales:-

Civilian Educational Instructors, 

Navy - Rs. 425-:-640 

Civilian Educational Instructors; 
Air Force - Rs. 330--560 

9. The Civilian School Masters are in two scales 
of pay, viz. Rs. 130--300, for graduates and 
Rs. 110--180 for non-graduates. These school mas­
ters are engaged in teaching recruitlS upto the Army 
Third Class Certificat~ which is considered equivalent 
to Oass IV on the civilian side. These duties are 
also carried out partly by combatants. 25 per cent 
of such staff in the non-static units and 50 per cent 

2 3 

220-430 220-400 

250-550 220-500 
300-600. 300-600 

350-700 300-600 

400-800 i . ~ 400:800 

.700-1100 700-1100--. 
. 700-1250,-J 

• -

~ 

4 5 .. 

425-640 '600-750 

440-750 .. 740-880 

550-900 715-1000 

550-900 775-1000 
.650-1200 There.wili hi no 

_ ... Selection Grad .. 
for these cate­
gories. · 1 · : ) 

1050-1600 -do-. ,, , 

.I 

in the static units are tsaid to b~ drawn .: from among 
combatants. No particular professional training in 
education has been prescribed Jor th~ Civilian School 
Masters, and accordingly. we rec~mmend th~ ,scale of 
Rs. 260-:--400 for the non-graduate and the. scale· of 
Rs. 330--560 for the graduate. ' ·· 

- .. ~ -~ ~-I:-.'_: •\~-·.~.l:;·".t5.~~l.-~, 

,10. In th~ Military Sch0ols, there.:are 54 posts of 
Assistant Masters and 61 posts of Ma~ters who are· on 
the scales of Rs. 250---425 and ·. Rs.' 325~~80,' res­
pectively. The posts of Assistant Masters are ·to· be 
filled normally by transfer of surplus·. staff, ' failing 
which there its direct recruitment from among graduates 
trained in teaching. We recommend. for, these posts 
the revised scale of Rs. · 440--750, (as : for: Trained 
Graduate Teacher) with a Selection Grade 'of 
Rs~ 740-880. Masters ·are promoted from. among 
Assistant Masters with five years' ;'Service in the grade. 
The scale of Rs. ·ss0--900 (as· ·for Headmasters of 
Middle Schools) with ·a Selection Grade ¥of' Rs.· 775-· 
100(}, 'would be appropriate. ( 

· 11. Teaching staff iri ·other Departments :-The 
pay scales and distribution of. these posts are given i~ 
the Table below:-.. . .:·, · ·_:. _ . :. ,.,.. . 

Pay Scales 

(Rs.) 1 

1. 275-275-300-1 5405-EB-20-
425-25-550-EB-25-700 

2. 275-10-295-15-490-20-550 

3. 250-10-290-15-470 

4. 250-10-290-15-350-EB-20 
450 

5. 250-15-295-20-375-EB-25 
425 

6. 220-10-280-1 5-400-EB-20 
500 

7. 210-10-290-EB-15-395 
·. 8. 170-10-290-EB-iS-380 

TABLE 

·, >' ,No •. of .Posts. · 

La- . Social Ato- : Hea- · Irri.; · 
bour ·-chi- mic Jth gation 
& ' Wei- Ene-i & · 
Reha- fare rgy . ·, Power- . 
habi- · ··· ·- · 
bilita- ; r : T 

·tion 
.. 

(1). (2) . (3) (4) (5)' 

'.1 -
' 

6 
'1 

.; 

18. 

2 

5 
I 

1 
·43 10 6 



No. of Parts 

·Pay Sc1le3 

Rs. 

. La- . So- " Ato- Hea~ lrrt· 
bour · cial mic lth gation 
&' Wei- Ener- & 
Reba- ·. fare:. gy Power 

· habi-. 
· lita- · '· · 
· tion ' 

_:... __ . ,_ .. ---' ~'L-' -' ------' ;: ' 
,i. i (. .. ! (1) '(2) ·.· (3) (4) .. (5) 

. . 
9. 160-8-256-EB-8-280..10..300 ' 

10. 15o-15o-S-t60-6-19o-EB-6 
220..10..240..240..EB-12J-290 

11. 150..5-160-8-240 

12. 130..5-160..8-280..10..300 • . 

---
3 11 

20 I!_:_ 
.... f ; 

• 
~' 

5 

·1J •. 126-4-1:'iQ-5-160-8-240.10.' t:M- :t-i' .16:. 
;:i ~79 : . ..:!l - ~-',:f.,,.,,,·;~_,·~ ,_i ,·:..~.Jt!' : . .',~ • 

'14~ i 18-4-17~~200-EB-5-225 '- ,-, 30 ._ ~ ;-"'.. ·-:, ' 

lS. :i IS-'-i30-6-16.:EB-10.:190..: / 79'! ~ ,' 1 T: . 
· ' ·ts-22o ' " · ·- .. :' :. ' · 

' • • r ! 1 :• ,,'):I •'' .· ~ ', ' ,. • ~ 

15. ll5-S-l3l-6-16J-SB-~0-18J 2 ' -~ 

3 

....i .· ·• 

,._. 
' ' . i 

~7 :u0-4-t'50..5-22S ·),~:·· ·•• ·., ·~ t·..:..:;,:;.,t~.- - ,111. 
, • ~ ' • f1 • t • i ... .. . f j ~ • ! ( ~ .~. \ 

_ts .. iio-3-t3h4-l5S~EB..C175 t-:lo. ~:~·4 .. - _.... -
~·fi ',5;18~:: ~·~.~,,.; .t·;· >-.-s-~>~~~:~ ·; , , :--·, 1 ·. 1 i · 
· 19. 100-f-12o-5-l3o-EB-S-1.S5 ·) ·~ ~~~ -''; -:-1 r -l . ..-.: 
~-n·•too-~-tlo-.EB-3-142~; ; :t·~ .- : ~.13·! ... · Mr- ~ i- • .-:..:. _. -~ < ...:_. 
-21.'100-3-130i;_,r.L.:<;l •· '48' •.. 
·22~ 90..2}-toO-EB-4-140-EB- · 1

• J27 ': !. ..... - .. · .:..... . 
, 5-170.' ~·,·, .'? .;·, · !r 

23. 85-2-f100:.EB-4-140 ; .: •. ' 370 - > :....' 
' . . ~. , r ,... ; . ' . -.. , .' > 1 .. • • ! : .. / ~ • • r f ~ • ·• . • ·. • . ... 

24. ·8o-t-8~-2-95-EB-3-Jto .· ··• _ · 16 ·, '::.... · , -

-·~ 

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

25~-8~1-~5:2~95:."f:;:1 ;·-, r ··'_ J8: 1•-;-,_ .~:--:;' 1 ......... , -· 

*Special pay of Rs. Sf- for 2 posts; special pay of R~: 2/- fo~' 
4 posts. · , , , , . . . .. . . · 

12. There are.'diffei'ences in the qualifications pres­
cribed for', these posts as .. also in the nature. of duties. 
In· some ·cases .we ha:ve been informed that the recruit­
ment rules have not' been finalised, - and in some 
others,1 that the- rules· of the relevant State Govern­
ments have been applied. In the Department of Social 
WeHare, some of the posts' are in the vocational train­
ing centres and th~! · incumbents perform functions 
which are ancillary to the main task of vocational 
training. In these circumsfances, .we .have found, it 
difficult to suggest specific revised scales for the posts 
individually .. We re~mmend thatfor posts-for 'Yhich 
the recruitment qualifications . are 1 the. same. as for 
similar categories in the l\tlinistry of Railways·· and 
Defence, and where the .duties performed are · also 
comparable, the appropriate revised scales and selec­
tion grades prescribed earlier for such categories 
should be adopted. In other cases suitable substitutes 
may be decided upon, keeping in view the revised 

· scales that we have recommended for other compara­
ble categories in each of the organisations in which 
the teaching posts exist •. 
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. 11-Storekeeping Staff 

13. There are a number of · Oass Ill 'posts or 
storekeepers in various Ministries, which can be con-

. vcniently discussed as a common category. . The 
number of such posts is now 18,558 (as against 
10,396 at the· time of the Second Pay Comniission), 
the break-up of which, scale-wise, is given in the 
Table below : ·· 
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14. As can be seen from the above table, about 72 
per cent of these posts arc: under the Ministry of 
Defence, and 11 per cent are under the Ministry of 

Railways. The distribution of these posts in the 
various organisations under the Mini'Stry of Defence . . 

, is as follows :-· 

TABLE 

Pay Scale Navy Air Force Ordnance A.O.C. R.&.D. E.M.E. M.E.S. Others Total 
Factories & DGI 

Rs. 

110-180 540 1238 2456 359 244 1205 212 6254 
130-2oo• 284 20 304 
130-212 4 .. 4. 
130-216 703 ·- ' , 703 
130-300 15 IS 
150-240 167 58 47 273 
175-205 1 1 
150-300 349 723 1158 "1 2231 
1 50/200-300 140 • 643: 130 913 
200-365 29 .:..-- . 29 

210-335 481 - '. 481 
210-425 ·- 7 7 
250-380 159 443 89 

·' 2~ . J16, 
270-380 240 -·r - 240. 

270-485 577 ' 577 
325-575 - I 2 ., 2 

335-425 50 160 116 133 41 49 549 
370-550 13 61 74 
-- -----------·· 

1112 1604 1415 4474 797 351 3128 - . 492 13373 

•wasting category of st'lection grade storekeepers in A.O.C. and E.M.E. ,. 

15. We find that there is little uniformity in the 
designation, pay scales and method of recruitment in 
regard to these posts even though they belong to a 
single occupational group. Our analysis of the data 
pertaining to such posts in the different departments 
shows that there is consider able scope for reducing the 
existing multiplicity of pay scales and levels. In view 
of the concentration of these posts in the organisations 
under the Ministry of Defence and the Ministry of 
Railways, we have attempted to rationalise the existing 
grades of storekeepers on the basis of the structure, 
method of recruitment and allocation of work between 
the different grades pertaining to posts under these 
two Ministries. Owing to the relatively fewer posts 
under the other Ministries and Departments, we think 
it should be poosible for tfiem to adopt the pattern 
of scales recommended by us. 

16. The duties of the storekeeping staff relate pri­
marily to the procurement, receipt, proper storage, 
distribution and accounting of stores of various kinds. 
The type and range of stores carried by the various 
stores depots differ widely, ranging from spare parts 
and items required for production and maintenance 
workshops, medicints and medical equipment to MT 
spare parts and . .;,pares for aircraft and ships. chemi­
cals and clothing. Above a certam level, the store­
keeping staff share the responsibility for the 'Safe 
custody of the stores and for this purpose they are 
also generally required to furnish security for amounts 
ranging from Rs. 500 to Rs. 1,500. 
2 M of Fin./73-15. 

·17. Storekeepers' ·posts at the low~t ·. level are 
borne on the scale of Rs. 110--:180 prescribed also 
for the Lower Division Oerks. · These · posts are 
generally filled by direct recruitment for which. matri- · 
culation is the prescribed qualification, but · in some 
organisations they are also filled by the promotion of 
Cla'Ss IV staff like packers. In · this connection, the 
associations representing the storekeepen~ have de­
manded that their equation with· the clerical category 
is not fair because of a larger range of duties, and 
the responsibility that they have for the safe custody 
of stores. This demand was made before the Second 
Pay Commis'Sion also but was not accepted. We 
find that the storekeepers. on Rs. 110-180 work 
under immediate supervision and they arc entt:usted 
with the maintenance and .:hecking of simple records 
and other routine work or a clerical natu:·e, such as 
preparation of lists, posting entries in registers, etc. 
In our view the sum total. of dutietS discharged by 
storekeepers on Rs. 110-180 does not add up to 
a job larger in size than that of the Lower Division 
Clerks in most offices. Further, it is our impression 
that promotion prospects in the storekeepers' stream 
are greater than in the clerical ~tream. This is also 
borne out by the fact there is normally no dearth of 
volunteers among the clerical staff for entry into the 
storekeepers' . stream. · On · the Defence . side, some 
establishments follow the practice of prescribing fixed 
ratios between the different grades of storekeep~rs 
which have been reviewed and improved on occa­
sions. We, therefore,· recommend that pO'Sts of store­
keepers on Rs. 110-180 should be pbtced on the 
scale of Rs. 260-400. 
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18. We find that sto~eke~ping posts at the level of 
Rs. 110-180 exist in all the organisations under the 
Miriistry of Defence except in the Air Force where ' 
the lowest level of storekeepf.rs (Grade IV), are in the 
scale of Rs. 150-300. The ·posts are filled by 
direct recruitment for which a ~egree is the prescribed 
qualification. In our view, . there i~ bonn~ to. be a 
certain number pf posts h~vmg routine ~uttes (tn the 
Air Force) wlnth\ can be held by matnculate store­
keepers -without impairing efficiency. A similar view, 
we find, was express_ed by a Departmental Commit- , 
tee . which recently went into the · grade structure of 
~ore keepers in the various· Defence · establishment'S. 
W c would, therefore, suggest that the position in the 
Air Force should be re-examined and a proportion 
of the posts of Storekeepers. Grade IV falling v~c~nt 
in the future shoulc! be down-graded -to the eXIsting 
level of Rs. 110-180 and placed on the revised scale ·· 
of Rs. 26~00 recommended by us for posts at that 

Rs. 150-300 and Rs. 200-300 should be given 
the grade of Rs. 330-560. • In the Directorate Gene­
ral, Armed Forces Medical Services, one-third of the 
posts on. Rs. 200-300 are filled by direct recruit­
ment. We recommend that these posts ~hould also 
be placed on the scale of Rs. 330-560 and the direct 
recruits, who besides being graduates possess some 
experience of handling medical stores, c~n be given 
up to five advance increments on this scale depending 
on the leugth of experience 1equired. 

21. At the next higher level, there are posts of 
Storekeeper, Grade III m the Air Force on the scale 
of Rs. 210--,.335 and of Wardkeeper'S in the Railways 
on the scale of Rs. 210-320. For these we recom­
mend the- scale of Rs.- 425-600. Posts at this level 
are not available in ·the othP.r organisations under. the 
Ministry of Defence. We recommend that a propor­
tion-not exceedin& 1/3rd-of the posts which are 

· today on Rs. 200--,.300 showd be upgraded and given 
this scale.· In the case of Army Ordnance Corps wh~re 

' 19. At the next level above, ~he most common. '· the grades of Rs. 150--,.240 and Rs. 200-300 were 
scales of ·pay, e.g., Rs. 130-216 in the Military . combined earlier, a similar proportion of posts which 

level. ·. · 
\ ... 

· in -the Defence establishments. This scale which is would have continued on R~. 200-300 but for the 
slightly higher than tha~ prescribed for the Upper merger in 1961 should r..lso· be sii:nilarly upgraded. In 
Division Clerks wa'S recommended by the Second Pay , the Navy wlwre also this level is missing, we would 

. Commission in consideration of the fact that the quali- . recommend that a small proportion of the pasts which 
· fication prescribed for direct recruitmentwas a Degree are today on Rs. 150-300 should be upgraded to 

as compared to Intermediate or lower .in th~ case of this _level as that would_ bring about a unif0rm pattern 
the ·Upper. Division Clerks. We have· already men- in th~ various organisations under the Ministry of 
tioned that ·a Degree is now the prescribed qualifica- · Defence. This proportion can be determined having 
tion for direct recruitment to the ·grade of Upper regard to the comylements_ in the various depots at· 
·Division Clerks; · On that ground inter alia ·we have · lower levels, and the proportions adopted in other 
recommended a, higher starting .salary for the Upper branches for the various grades. 
pivision': Clerks •.. In pur view, .'there_ is no need for 
maJdng. any distinction .. between ·the·_ Storekeepers at 
_this Jevel and the .Upper· Division Clerks. We, there­
fore, . recommend fm · the . Storekeepers . at this level 
the· scale of Rs. 330-560. We recommend· the same 
scale Jorthe post of Store , Delivery Clerks in _the 
R~ihyays whicP:. -~re today on Rs. 130-280. 

· 20. We _find that in· certain organisations, the StoreJ 
keepem at the above level have been allowed lower 
. scales of pay, e.g., Rs. 130-216 in the Military , 
Engineer · Services (MES) and Rs. 150-240 in the 
Research and Development, Electrical and MechaniJ 
cal· Engineering (EME) . and Directorate General of 
Inspection (all under the l'vimistry of Defence). Gene­
rally, all these posts ·are filled by promotion of Store­
keepers borne on the Lower: Division. Clerk's scale of 
pay._ ~In these organisations, the next level pf posts of 

·Storekeepers is on the scale of Rs. 200-8-280-10-300 
• and ·these are also filled by promotion. In the case 
of Military Engineer Services, 'however, th{.. scale of 
Rs. 200-300 is applicable only to the promotees and 
the direct recruits are given the scale of Rs. 150-300. 
We feel that the p<Y&ts on the scale of Rs. 130-216 
and Rs. 150-240 can along with- the grade of 

. Rs. 200--300 be fitted into a single integrated grade 
without causing any administrative difficulty. Such 
a step was taken in 1961 · in the Army Ordnance 
Corps where the Storekeepers· grades of Rs. 150-240 
and Rs. 200-300 were merged into a single grade of 
Rs. 150-300. We, therefore, recommend that all the 
posts in the grades of Rs. 130-216, Rs. 150-240, 

22. At the next higher level""" of storekeepers, the 
usual scale in the organisations under the Ministry of 
Defence is Rs. 250---330 except in the Air Force 
where the slightly iligher scale of Rs. 270-380 is in 
vogue. In the Railways, the scale. of Rs. 270-380 
applies to the posts of N,"Sistant Storekeepers. All 

_ these posts- are promotion posts. · We recommend 
·. that all these post.> should be accommodated in the 

scale of Rs. 455-700. 

23. In the Elec:rical and Mechanical Engineering 
organisation under the Ministry of Defence. 29 post'S 
of Storekeepers, Grade lJI are on the scale of 
Rs. 200-10-290-15-365. Thus ·at present there are 
no posts corresponuing to those whjch we have placed 
in level III "lnd le•,el IV. On behalf of the Store­
keepers in the EME, it l .. as been represented that there 
is no justification for giving them -lower scales as 
compared to the storekeepers at corresponding levels . 
in the Army Ordnance Corps. We find that the repair 
and maintenance work \Y_as taken out of the Army 
Ordnance Corps in 1943-44 and organised separately 
under the newly-created Elvfb. At that time, the role 
envisaged for the storekeepers in the EME was a 
modest one since the Ordance Stores Sections attached 
to the EME Base Worl .. shops were to be staffed by 
the storekeepers of the Army Ordnance Corps. We 
understand that the position has changed consider­
ably in recent years; with the expansion in the role of 
the EME Base Workshr·ps and the di'Sbanding of the 
Ordnance Stores Section attached thereto, with the 



result that now th: entire stores work in EME has 
been entrusted to tbe EME storekeepers. In these 
circumstances, we recommend that the 29 posts of 
storekeepers on Rs. 200-365 should be suitably 
allocated between the acale~ of Rs. 425-600 and 
Rs. 455-700. 

24. The next higher category posts of ~torekeepers 
in most organisations u11der the Ministry of Defence · 
are on the scale o~ Rs. 335-425. Except in the 
Ordnance Factories and the Navy, this is the highest 
level of posts at the Class III level in these organisa­
tions. In the Railways, the posts at the corresponding 
level are thoc;e of Depot Storekeepers on the s.cale of 
Rs. 335-485. All thefe poots are filled by promo­
tion from the grade next below. Considering the 
broad comparabiliW in duties and responsibilities of 
the posts at this level in all these organisations under 
the Ministry of Defence and as between the Ministry 
of Defence and the Ministry of Railways, we recom­
·mend that the posts on ~s. 335-425 under the Minis­
try of Defence and posts on Rs. 335-485 in the 
Railways should be given the scale of Rs. 550-750. 

25. In the Military E:1gine.er Services, the position 
at this level is different from the other organisations 
in that the post of Supervisor (Barracks and Stores) 
Grade I has been placed on the long scale of 
Rs. 2 70-485 which srans the range covered by the · 
two scales of Rs. 270-425 and Rs. 335-485. Con­
sidering the special tequirements of the MES, we re­
commend for this post the sc.lle of Rs. 470-750. We 
notice that in the General Reserve Engineer Force 
(Border Road Development Board), the pattern ·of 
scales adopted for pOISt~ of. storekeepers is the same 
as in the MilitarJ Engineer Services and we recom­
mend that this sin:ilarit.y ;)tl.ould be maintained in 
bringing the storekeepers· posts in this organisation 
also over to the rc·vised scales recommended by us 
for the 6torekeeping posts in the MES. · . 

26. The highest L1as~ III posts in the Railways in 
the storekeepers' gt'·)Up hie those of the Depot Store-· 
keeper, Grade I, on the ~Cal·! of Rs. 450-25-575. On 
the Defence side tbe postJ of Store:holders in the 
Ordnance Factories and Senior Foremen of Stores in 
the Navy at this level are on the scale of Rs. 370-20-
450-25-550. We recommend that all these posts, -76 
in the Railways ancl 7 4 in Defence, should be placed 
on the scale of Rfi. 700-900. 

2 7. Our recommendations for posts of Storekeepers 
in Class III in the various organisations under the 
Ministry of Defence accl in the Railways may be 
summarised as follows:-..:.. 

Level I 
Level II 
Level Ill 
Level IV 
Level V 
Level VI 

Proposed scales 

(Rs. p.m.) 

26.0-400 
330-560 
425-600 
455-700 
550-750 
700-900 
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In the MES and GREF, there will he one ; grade, 
combining level. IV· and level V, on the_ scale of 
Rs. 470-750. · •\ 

.t 

28. In the establishments under the Ministries other 
than those of Defence and Railways, most of the posts 
of storekeepers can be -given the revised scales '~ccord· ·· 
ing to the pattern recommended above •. Thc.re are, · 
however, a few posts m the storekeeping group in the 
other Ministries which are borne on the standard scales 
provided for the clerical staff. Considering the,' small 

, number .of such posts .as. also .the .fact that these are 
generally filled by the. transfer· or. promotion 'of .f.ta.ff 
in the clerical grades, we . recommend. that these posts 
should be given the appropriate. revised scales recom-

- mended by us for the corresponding clerical categories. 
For the. remaining posts indicated below· · which are 
borne on odd scales of pay; we recommend appropriate 
Storekeepers'·scalesrs shown. against' each;,;_\. . r, ,;) 

. ' " ; ' ' ' \. 
~ :. . "' ... 

; 1\ 

.. • ~ ' ~. ' ~ .' i· . ; i), ~ '.' ,_-
TABLE . ' 

No. of posts : · Existing .scale 
· Rs. 

'. 20 

:2 
52 

7:. 

1 
99. 
4-
1 
8 
1 
6. 

28· 

I ' J ' ' ~ ~ ~ 

:. 130-S-160-8~200-EB-8-256-EB-
, . 8-272 .. . , . ' . . '4 

· t50~5-175~6-2ot'~.:·J :.·. • , ~ 
150-5-175-6-2os,.7~24o:·' ~·. ;··I ' 

• I , I .' 

. 168-8-280-10:.300 , . ,' 

200-10-290-15-380. 
.. 205-7-240-8-280; 

205-7-240-8-280-10-300 
240~8-280-i0-300. . ·-. ~-·'· 

i·, 270-10-290-15-3.50_,,.; .. 
. 210-10-270-15-450-20-530 

320-15-530 - " -·· ----- __ ,,_- ... 

.350-2()-450-25-;475 

330~560 ' 

(330-5~ ; 
330-560 l 

. 330-56((, · ,I ~ 
425-600 

. 330-560'. 

425-60q. ·· i 

'425-600 
425-600 
470-750 

.. -550-150--- -
550-150 -'i '-

·For the residuary posts, for ~hich we have .not recom~ 
mended any equivalent ·scales, the _administrative· de­
partments may fit them into either the storekeepers' 
scales, or any other appropriate. standard scale.· 

. ~ ,. .. .. . -

29. There are 3320 Class IV employ(£s .who are 
specifically employed on duties connected . with the 
Storekeeping. functions. · These are distributed on 1 7 
scales ~s shown below ; --

•:- ; ) " ... 
Rs. 

t. t ;, -

95-110 13 

85-i10 21 

80-110 1,165 
-· 

80-95 
; 6 

75-110 . -7 

75-95 569 

75-98 1,539 ----
. 3,320 



It would be seen that the most populous sc..Ues are 
Rs. 80-110, Rs. 75-95 an~ Rs. 75-. 89. \Ve do 
not think that the variety of JObs at this level would 
justify seven scales. We recommend that posts on 
the scales of Rs. 95-110, Rs. 85-110, Rs. 80-110 
and Rs. 75-110 should be given th~ scale of 
Rs. 200-260 ; posts on the scales of Rs. gQ-95 and 

· Rs. 75-· 95, the scale oi Rs. 190-240; and posts 
on Rs. 75-89., fhe scale of Rs. 190-232. · 

III. Fire Service Staff 

.. 30. The ~ain departments which empl?Y. fire ~eryice ' 
staff in sizable numbers are Defence, Ctvll A v~ation, 
Atomic. Energy and Railways~ So far as the Railways,· 
are concerned we have covered these posts along 
with the pers~nnel of the Rai).way Protection Force 
since the fire service staff constitute a wing of that 
Force. · We discuss in this ·section as a common 
category the Class ·Ill and ClassyV posts of the fire 
fighting staff employed in the Mmistries of Defence, 

-. Civil· Aviation, and Atomic Energy. · The 1~umber 
of the posts in this grou~ in other departments 1s very 
sniall and they can be gtven the. revtsed scales m the 
light of the scales recommended. ~y us in thic; section. 

31. The lowest category of ·Class IV Fire Servi~e 
Staff viz., Fireman Grade II are generally placed m 
the scale of Rs. 75-95. They can getpromcted to 
the post of Firmeman Grade I which is in t~c scale 
cf Rs. 80-110. We. suggest ... that posts m these 
scales inay be brought on the revised scaies of 
Rs. 19a-:-240 and .Rs. 200-260 respectively. 

32. The. table below gives· the~ department-wise 
po$ition with· regard to the number of Class Ill posts 
and pay ,scales :- . : · · 

TABLE . 

· Pay Scale~ 
···Rs. 

De- Civil Ato- Others Total 
• fence Avia- mic 

210-10-290-EB-15-320-EB-15 
425. 

250-10-290-15-380 6. 
205-7-240-8-280 • 46 
150-5-175-6-205:-EB-7-240 124 
130-5-175-6-181 • 140 
131-4-155-EB-4-175-5-180. 
110-3-131-4-175-5-180 . 
110-3-131-4-139 ... 
105-3-135• . 2.429 

TOTAL 2,745 

tion Ener­
gy 

1(} 

23 
182 . . 

5 36 
829 

76 

1,039 122 

10 
2 8 
7 76 
3 309 
9 149 

41 
13 842 
12 . 88 
42 2471 

88 3,994 

•of"this number, the posts of Fire Engine Drivers on the scale 
ofRs.105-3-135inDefencehave been upgradedtoRs.ll0-3-131-
4-155 this scale being allowed to those holdins a M.T. driving 
licence. 

33. As can be seen from the above table. there 
are significant differences in the pay scales and struc­
tures adopted for this category in the different depart-
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ments. \Ve have exami.Bed the qualifications pres­
cribed for these posts in the different departments 
:md also the duties and responsibHities entrusted to this 
group of employees in the above departments. In our 
view the existing dissimilarities are not ju~tified and 
ther~ is scope for rationalisation. A suggestion to this 
effect has also been made by the National Fire Service 
College, N agpur. 

34. The federations and associations representing 
fire service staff have asked for substantial increases in 
pay scales because of the risks and hazards involved 

. in their work ana the operational requirement of re­
maining in a state llf alert most of the time. The 
associations have also highlighted the extsting dispari­
ties in pay scales as between the different depHrtments 
and the higher emoluments admissible to the personnel 
of the Delhi Fire Service. 

35. Although the revised scales suggested by the 
associations are · very m~ch on the high side, we 
feel there is substance in the points urged by the staff 
manning important fire stations at the airports, atomic 
energy installations, ordnance factories, ammunition 
dumps, etc. The· fire service staff have to constantly 
remain alert and efficient so that they can operate the 
fire-fighting equipment effectively whenever thete is an 

·emergency, and often they have to function under very 
difficult conditions. The staff have also to be well 
versed in first-aid techniques and rescue operations. 
With improvement in fire-fighting techniques, the level 
of skill and knowledge required by the fire service staff 
is likely to rise in the future and we learn that some 
departments are· already considering an enhancement 

· in the qualifications presc.dbed for direct recruits. 

36. While we are inclined on the~~ considerations 
·to improve the scaie for the fire service staff, we 
are unable to agree that there should be parity gene­
rally with the pay scales given to, say, the Delhi Fire 
Sertice personnel. The frequency of fire alatms and 
actual outbreaks of fire are much greater in congested 
cities like Delhi than in the Government-run establish-

·- ments where safety precautions are better observed 
and fire hazards are generally less. In metropolitan 
cities, besides normal hazatds such as fires in over-full 
warehouses containing inflammable materials, the fire­
brigade has to deal with arson, and may have to face 
mob-fury. Further, for certain organisations under 
the Government, the functions may be specialised and 
entirely different from those of a normal fire service . 

37. The lowest Class !II scale for fire service per­
sonnel is Rs. 105-3-135 prescribed for the. rost of 
Leading Hand (Fire) m the Defence establishments. 
Posts of Drivers on this scale have already been 
upgraded to Rs. 110-155 and this scale has been 

· allowed to those possessing a driving licence. Promo­
tion to the post of Leading Hand (Fire) is made from 
among Fireman, Grade I on the scale of Rs. 80--110. 
It has been pointed out to us that Leading Hands 
(Fire) have often to supervise drivers of fire engines 
on the scale of Rs. 110---155, which is not reasonable. 
We recommend that all posts of Leading Hand (Fire) 
should be- given the scale of Rs. 260---350. Th..; same 
scale should be given to posts of Fire Engine Drivers 
in the Defence organisations at present o:t R~. 105-
135 and to Firemen in .the Department of Atomic 



Energy and Fire Engmc Drivers in the Survey of 
India, who are today on the scale of Rs. 110~3-131-
4-139. . 
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38. While generally the posts of the lowest grade of 
Fire Operator are on the scale of Rs. 75-95, those in 
the Department of Civil Aviation are on the scale of 
Rs. 110-180. These posts are filled by direct recruit­
ment with a promotion quota of 20 per cent for suitable 
Class IV personnel. The qualification prescribed is 
Middle Pass but the ~tandards of physical fit:!~ss are 
quite stringent. The Department of Civil Aviation has 
informed us that a proposal to raise the qualification 
to matriculation is under consideration. Considering · 
the importance of fire services at airports etc., and the 
special equipment handleJ, we recommend that the 
comparatively higher scale allowed to Fire Oper.ttors in 
this Department should be continued. We recommend · 
for these posts the scale of Rs. 260-400. Some 
posts at this level in the departments of Civil Aviation 
and Atomic Energy, which require some supervisory 
responsibilities in addiuon, are oa the scale of Rs. 131-
4-175-5-180. We recommend for these pobts the 
scale of Rs. 320-400. ·with a _view to ensuring a 
broad uniformity at this level between the departments 
of Defence and Civil Aviation, we further recommend 
that a certain proportion, say one-third, of the posB 
of Leading Hand (Fire) in the Defence establtshments 
should be placed on the Sdection Grade of Rs. ·~20---
400. The Selection Grade Leading Hands shcald be 
selected after a trade test for promotion to this level. 

39. \Vhile the supervisory post of Fire Foreman 
in the Department of Civil Aviation is on the scale 
of Rs. 150---240, the pattern in the Department of 
Defence is to have two grades of supervisors on the 
scales of Rs. 130.,-181 and Rs. 150---240. In our 
view, having two grades of Supervisors at this level 
in the Department of Defence is not necessary parti­
cularly in view of our recommendation that one-thil;'d 
of the posts of Leading Hand should be admitted tQ a 
higher scale.· \Ve would, therefore, recommend the 
merger of the posts of Supervisors (Fire) Grade I and 
Grade II. For this combined grade of Supervisors 
in the Defence establishments and of Fire Foremen in 
the Department of Civil Aviation, we recommend t4e 
scale of Rs. 330-480. 

40. At the next supervisory level, the scale of 
Rs. 205-280 has been provided for the posts of 
Civilian Assistant Fire Master/Assistant Superinten­
dent (Fire) in Defence and Senior Fire Foreman in 
Civil Aviation. Pqsts at this level also exist in certain 
other departments, e.g., Sub-Inspector (Fire), Grade 
I in the Railways and Assistant Fire Superintendent in 
the Border Roads Organisation. Recruitment to this 
post is made by promotion as also directly for which 
the qualification prescribed is matriculation with dip­
loma. in fire-fighting and some experience. We recom­
mend for these posts the scale of Rs. 3 80---5 60. In 
the Survey of India, there is no post at this supervisory 
level and we suggest that a suitable proportion 'Jf posts 
on the existing scale of Rs. 110-180 may be brought 
over to this level viz. R8. 380---560. 

41. Five posts in the Research and Development 
Organisation of the :Mmistry of Defence and one in the 
Navy are on the scale of Rs. 250~10-290-15-380. 
While the post of Deputy Assistant Fire Officer under 

Naval Headquarters is filled by promotion of Civilian 
Assistant Fire Master on the scale of Rs. 205...:...280 
the five posts of Junior Instructor (Fire) in the R. &n: 
Organisation are filled by direct recruitment· for. which 
qualifications prescribed are matriculation and diploma 
in fire-fighting from a· recognised institution ·. We .. 
recommend for these pos~ in the Navy and in the 
R. & D. Organisation of the Ministry of Defence the 
scale of Rs. 425--:-700. 

42. In the Department of Atomic Energy, there are 
10 posts of Sub-Officers (Fire) on the scale of. 
Rs. 210-425 fo~ which the qualifications prescribed .. 
are comparable to' those prescribed for· posts on · 
Rs. 250---380 in Defence. It would b~ ·noticed that 
in the Department of Atomic Energy~ two intermediate 
supervisory levels which exist in the Departments· of 
Civil Aviation and Defence are missing. · We :would 
recommend that half the posts of Sub-Officers (Fire) 
in the Department of Atomic Energy should be at the 
level of Senior Fire . Foreman in the Department ·of. 
Civil Aviation and Assistant Superintendent· (Fire) 
in the Department of Defence. The rest should . be 
giv_en the scale of Rs. 4Z5-700. Necessary transi­
tion~ arrangements ~~ b<? introduced lo safeguard 
the mterests of the ex1stmg mcumbents of the posts so 
that they do not suffer any immediate loss. of einolu. 
ments. · • · · 

IV. Drivers of Motor Vehicles ... r ... · .. , 

43. In this ~ection we .Propose to COJ:lSid~r the pay 
scales appropnate for dnves ~ of motor vehicles ope­
rating on roads and drivers of tractors et~., normally· 
operating in fields, construction projects and on, open 
roads. We have not considered here Lhe.' ca.~·es of 
drivers of vehicles operating normally in factories, 
enclosed spaces or on rail or trolley .lines,. as. these 
specialised categories have been dealt with aiong with 
other posts .. 

l / :, ~ • ' ... ,,, . ~ : .-. : 

44. The number of drivers of motor vehicles 'in the 
employ of the Central Government has· risen from 
about 8,300 at the· time of Second Pay Commission to 
about 24,000 in 1971. In the· Central Police forma­
tions there are another about 3,800 drivers in various 
police· ranks whose scales of pay will be·. ~ dlscussed 
along with other poliee personnel. • The ·.~number.· of 

. motor drivers in various scales of pay are indicated ·in 
the Table below :- · . , ... 

TABLE. 

Sl. Scale of pay Drivers Tractor Despatch 
No. of light/ .Drivers Rider/ 

medium/ Motor ·Total 
heavy . Cycle/ .. _· 

vehicles Scooter 
including Driver. 

staff 
cars 

1 2 3 4 5 ·- ''.6-

Rs. 
1. 335-15-485 1 .. 'i1 . ' 

2. 205-7-24Q-8-
280 2 2 

3. 175-6-205-7-
240 63 63 

4. 150-5-175-6-
205-7-240 37 37 . 



TABL£-contd. 

Sl. 
No. 

. Scale of pay Drivers Tractor 
of light/ Drivers 
medium/ 

, heavy 
. vechicles .. 

1 2 

Rs. 

I 
\ 

S. 130-S-175-6- , 
205-7-212. 

6. 150-5-175-~ 
205 ' . ' ' . 

including , . 
staff cars 

3, 

38 

2 

7~ 140-5-180 ' . . ~ 

8. 139-4-175-S- .. 
180 . . . . 4 

9. 131-4-175-5· 
4,1!)6 180 . I 

. 10. 125-3-131-4- -
. 155-5-180 . ' . 3 

11~-11~3-131-4-
175-5-180 . 4.466 

J1. 140-5-US . ' ' 2 
13.125-3-131-4:. 

155/140-5-175 23 

14. 135~-155 
15, 125-3-131-4:" 

155 1 
16. 110-3-131-4- . 

~ ... ' 

'' 

155 .. ,)28. i- ... 1. 

17. 105-3-1354 f(, 
:·! 

~ 9·;' 
·, 

if 155 ... . 
18. 110-3-13i-4 ... l J.' ~ " .. ~ ~ ' 

143 .•. 13'·· 
.}· 

' 

19.110-3-131-4- ' .. ' 
139 . • ~ .'14,001-: .. <.; 

20. 110-3-131 . 1 
21. 105-3-1_35 17 

., ·r 
\ • ~-1 ~ (~ "' ~- . ' 

TOTAL . .• ': p.,877 .-•i 

j j -

4 

.. 
23 

172 

103 
392 

i '. 

'! '~ <' 

i .... ! 

3 

! 61: 

3 

757 

Despatch 
Rider/ 
Motor 
Cycle/ 
Scooter 
Driver 

s 

' .. 

.. 

4 

.. 
3 

; 

. i 

.. 
: Jl. 

. ·.217 

230 

Total 

6 

38 

25 
172 
.. 

4 

4,106 

I 3 

4,573. 
394 

23 
3 

1 

28 

9 

. ' '16 

. 14,279 

46. Drivers are normally appointed from amongst 
candidates (incluJing serving Class IV employees) 
who possess a valid dnving licence for light, heavy 
duty vehicles and some experience in driving and 
maintenance of such vehicles.. The Second Pay Com­
mission recommended the following two scales of pay 
for the drivers of motor vehicles :-

(i) Rs. 110-3-131-4-139 For drivers of light motor ve­
hicles such as motor cars 
and jeeps, and of medium 
transport and goods vehi­
cles. 

· (ii) Rs.ll0-3-131-4-155-EB-4 Fo1 drivers ofheavy vehicles. 
175-5-180 

47. There have been some changes in the pa:y scales 
· of drivers of motor vehicles after the report of the 

Second Pay Commission. The Grade II and Urade I 
drivers under the Ministry of Defence were initially 
placed in the scales of Rs. 110-139 and Rs. 110-
180 respectively. However, in consideration of the 

· fact that in most of the Defence organisations Grade I 
drivers were appointed by promotion from th~ Grade 
II drivers with 5 'years' service and that on such 
promotions they did not get any financial benefit as 
both the scales run parallel for about 10 years, the 
Grade I scale was revised toRs. 131-18J with effect 
from 1st May, 1962. 

. All staff car drivers were also initially placed in the 
scale of Rs. 110-139. However in 1964, the pay 
scale of the staff car drivers working in the Central 
Secretariat was revised toRs .. 110-180 on the ground 
that they had to observe longer hours regularly and 
their duties were considered to be more arduous. as 
compared to staff car drivers in non-Secretariat offices . 

.,2 .. ,· 3 In the CiVil Aviation Department, the motor drivers 
were given the scale of Rs. 110-180 with 25. per cent 
of the posts· being placed in a Selection Grade of 
Rs. 139-180 .. On the _matter being referred to them, 

8 
'.: 

22~ 23,860 

45·~ Although there are 21 . scales of p~y. f~r drivers, . 
96 per , cent of these posts : are in the. scales of . 
Rs. -110-139, Rs~ 110-180 and Rs. 131-.180. The 
Table .below indicates the distribution of posts in the 
above scales of pay in the· major employing Minis-

. the Board of Arbitration has ruled that at · stations 
where the · Government keeps a composite fleet of 
heavy, medium and light vehicles, all drivers should 
be placed in the higher scale of Rs. 110-180. Accor­
dingly, drivers in the Civil Aviation Department posted 
at stations where· Government maintained a composite 
fleet were placed in the scale of Rs. 110-1 SO . with 
effect from 1st March, 1970.· 

tries:-. · · 

TABLE 

Scale of ·· Rail-. P&T Defence Mines 
pay . ways & 

Metals 

1 2 3 4 5 

Rs. 
110-139 88 10,037 1,099 
110-180 . 1,641 1.443 6 282 
131-180 3,879 
Other 

scales 114 100 195 32 

1,755 1.601 14,117 1.413 

Other 
Depart-
ments 

6 

3,085 
1,202 

227 

-473 

4,987 

Total 

7 

14.279 
4,574 
4,106 

914 

23,873 

. Similarly, in terins of the award given by the Board 
·. of Arbitration, the despatch riders in the Central 

Secretariat and attached offices who were in the 
scale of Rs. 100-130 have, with effect from 1st 
March. 1970, been placed in the scale of Rs. 110---
139, as applicable to the despatch riders i.q the P & T 
Department. 

Later, with effect from 1st Febr.Iary, 1972, the posts 
of scooter driver and motor. cycle driver in the Central 

. Secretariat and Attached Offices were also reucsignatej 
as despatch rider and given the same scale of pay. 

48. Under the Motor Vehicles Act, 1939, ~ distinc­
tion is made between heavy and light motor . vehicles 
on the basis of their laden and unladen weights. In 
most Government offices, however, the ·various· motor 
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vehicles have not been c.Iassi.fied as heavy or light 
for purposes of allotment of the appropriate pay scales 
to their drivers. It is only in the subordinate orga-. 
nisations under the Ministry of Defence th:1t the vehi­
cles of 3 tonne capacity and above are classified as 
heavy vehicles. In many of the organisations the 
recruitment qualifications provide for experience of 
driving a light, medmm or heavy ~rude and the 
posts with such qualifications are in the &cale of 
R s. 110-13 9 in some organisations and in the scale 
of Rs. 110-180 in othen:. 

49. The distinction between the pay scales for 
drivers of light vehicles and heavy vehicles has been· 
continuing under the Central Gove~ent for. a long 
time. A similar differentiation is being made by most 
of ·the State Governments also. It seems to us that 

, such a distinction is necessary owing to ·the greater 
strain and concentration required in driving a heavy 
vehicle and the faster reactions and responses expected 
of a heavy vehicle driver. Manoeuvring a h{avy vehi­
cle also calls for a higher degree of skill. The responsi­
bility involved in driving a heavy vehicle is thus gene­
rally greater than that mvolved in driving a light 
vehicle. However, it may not always be feasible to 
maintain this distinction in organisations where there 
is a large composite fleet consisting of various types 
of vehicles and the duties of the various drivers are· 
interchangeable. In such 01ganisations it may b~ neces­
sary to place all the drivers in a sing!~ scale of pay 
only. Drivers of staff cars in Secretariat offices have 
to face· difficult working conditions, e.g.. long and 
inconvenient hours, expo~ure to security ris'ic..i and 
generally heavier responsibilities. Having regard to 
all these considerations we recommend the following 
scales of pay for drivers of motor vehicle!) :-. 

Existing scale Proposed scale 
ofpay ofpay 

Rs.· Rs .. 
(1) Drivers of· light motor 110-139 · 260-350 

vehicJes/Despatch Riders! 
Scooter and Motor-cycJe 
drivers. 

ployed on driving heavy & 
(2) Drivers e;.c/usivel)' em- 110-180 } 

vehicles as defined in the 131-180 
Motor Vehicles Act and 
the promotional grade for 
Drivers promoted from the 
existing scaJe of Rs. 110-
139. ' 

(3) Drivers employed in or- 110-180 
ganisations where thete is a 
large fleet composed of 
various types of vehicles 
and the duties of drivers 
are . interchangeable. 

(4) Staff car drivers in the 110-180 
Ministries/Attached Offi-
ces. 

50. \Ve further recommend that~ 

320-400 

Either260-
350and 320-
400 or 260-
400 

260-4qo 

(a) posts in the existing scales of Rs .• 105-135, 
l{s. 110--131, Rs. 110-143, Rs.· 105-155 and 
Rs. no.-:-155 be placed in the scale of Rs. 260-350; 
and 

- (b) posts in the ·existing scales of Rs. 125-155, 
Rs. 135-155, Rs. 125-180,· Rs. 140--:175 ·and~ 
Rs. 139-180 be placed in the scale of Rs. 320-' 
400. . 

- .. ~. -·------- ~ •'.: . .. _ . ..,. ____ ,_ 

•j • ,, . . :-.-~( 

51. At the supervisory level, there are posts l 'of 
Mechanical Transport Supervisor and Head Mechani­
cal Transport Supervisor. in· the scales of Rs~·-·150..:_ 
240 an~ Rs. 205~280 respectively.~ 1bere is also ~ 
post of Foreman of Transport under the ··-·Defence 
~finistry in the scale of Rs. 335-485. In the P·&·T 
Department, there are posts of selection grade motor/ 
lorry drivers in the scale of Rs. 175-240. Jn! the 
Railways, there are posts' of Driver-in-charge iii! the , 
scale of Rs. 130-212 ... There is a post of. Driver.;. 
cum-Mechanic in the scale of Rs. 150-205 in: the· 
Agriculture · Ministry for which the . recruitment.: J,'Ulcs 
have not been finalised. We recommend that la) 
posts in the existing scales of Rs. 150-205, Rs. 130- · 
212, Rs. 150-240 and ·Rs.· 175-240 be_placed in 
the scale of Rs .. 330-480, and (b) posts in . the 
~cale of Rs.· _205-280, and .Rsr' 335--485: J:>e 1plaeed 
m the scales of Rs~ 380-560 ·and'Rs..55Q..:.-..:750res.2 ' . I i . I I . I . ' • - . . l ' • .... ~ )" .·.... (' pective y · · · . · ' · -·" · · " · · ·' ·· ·- · · · "· J •·• 

\ ~t, ..• ! ·: _.- .. ~:;. ~····· ·:~;·- ... l(J 1 ~.-_:.t:r.1·~ ~.f_;J f-... :~:-rr'j 
: .• :. :.· ~:I~ ~ i ~ ' ... ::._ /( • q i :: ::. , "~ ·,f.· 1 f' .. '·::; !.:: L ;j L; 

52. We would like .to ·clarify. thaf while. indicating; 
the revised. scales: for. some of the existing sca~s we 
have proceeded on the· basis 'oLa very broad. assess-. 
ment of the duties and responsibilities· of the· drivers:.: 
We recommend that the following factors should inter: 
alia be taken into account by the concerned authori-

. ties for determining the ·grade. for posts,· ,which ,might 
be created in future:-·· ·- c.... .. ,Z; ···' 11 · · ... d 1 1 ~-~!~ 

-~-:~.~- ·1 ~ ; __ ,. .. ~~I·J; .. r~;-~4 1 -~·;:.t---.~·1·.~.-.,~ • 
r ._: .•. 4 A-.-~.: ... ;)~ i ~ ·J ; _:. .~~, -~ ;~-;.; 

( 1) licence . held and validity: .to drive beaYYl 
vehicles. etc .. : .·.'.t ·; .j :·· . .;: r;: 1 1: ·:-.:1'' _, 

' • •• or • 1 ~) .: , • : !..f. -~ >• ~·.·~ ....,,. · f 

(2) Nature of vehicle: driven, ·''whether hea\'y 
vehicle or a passenger· vehicle. · . - · · ~, ·.~_'/ 

• • • ...... - < - ' • '· 4. • '- J. ~ ~ ~ i.. .' • 

( 3) Responsibilities of. driver .. - : ~ 1 >:. ~ ' . · . : c J 
-· > • <; ' .. , 'J . : .::; : .•• ·' ,,·;·j 

( 4) Arduousness of , the work. and the hours .~~ 
, the road. . ~' ,· ::, . , , · . ·. ! · •. :-_ :~ 

(5) Non-availability. of· adequate'·) promotidnai 
. , , ; . ;. ~ . . ..... ~- ~· . . , ~ . ., r ·_· ·r. avenues. 

.. . . I 
, •. .'. - -• -. j. 

53. In the. Defence· OrganiSations:··. :Rall~ays • and 
P & T there are established cadres ·. of drivers: · In 
most of the other·. organisations there are nd establi~h.:: 
ed cadres and the avenues of promotion are; there­
fore, limited. We would- suggest that- Government 
might consider linking .up such . org~ations w~th ~he 
main department or w1th another: maJor. orgams~t~on 
under a Ministry /Department ~or pqrposes of P!OVldmg 
promotional avenues by placmg some posts m. a se-: 
Iection grade in the scale o~. Rs. 320-400 .. · The 
number of posts in the selection grade. should be. de7 . 
termined after taking into account the number of dri­
vers employed in a!~ the _organisations so gr~uped. an? 
other relevant consideratiOns. . · 

,, :'. 

54. There is at present no unifornlity in 'rega~d to 
the pay scales of Tractor Drivers in the· various · Gov­
ernment departm~nts~ The table below indicates .. the 



pay scales of tractor drivers under the different De­
partments:--

TABLE 

Scale of pay Agri- De- Re- Mines Rail- Oth- Total 
Rs. cut- fence habi- & ways ers 

ture lita- Me• 
ti9n tals 

1 . \21 3 4 5 6 7 8 \ . 
150.205 . 23 23 

140-180 172 172 

110-180 • 8. 30 63 2 103 

·' 140-175 1_ .359 32 392 

110-143 . 3 • • 3 

110-139 • 9 . 48 4' 61 

105-135 • ' 3 3 

32 184 437 32 66 6 151 

55. The scale of Rs. 150-205 is applicable to 
Tractor Drivers and Trainer Operators who poss~~s 
a certificate· in Mechanical Engineering with · experi­
ence in the operation, ·maintenance and minor repairs 
of tractors. They. are employed in the Tractor Train­
ing and Testing . Centres under the Department o! 
Agriculture ~d are required to test the tractors. Hav­
ing regard to their qualifications and the nature of 
their work, .we recommend the scale of Rs. 330-480 
for these. posts. . 

The posts of tractor driver in the scale of Rs. 14~-
180 in the · Military Farms .. ami: the .Remount and 
Veterinary Departments under the Ministry of Defence · 
are partly· filled by promotion and partly by direct 
recruitment and transfer from amongst persons pos­
sessing a civil licence for driving tractors. , The dri­
vers in the Geological · Surtrey of India in the scale of 
Rs. 140-17 5 are Middle pass with a driving licence 
for tractors and light and heavy vehicles and at least 
6 years' . expenence. , They are required to operate _ 
crawler tractor& equipped with hydraulic dozer attach­
ments. ·The tractor drivers in the same scale in the 
Rehabilitation Reclamation Organisation under the 
Department of Rehabilitation· are also required to 
operate heavy crawler type tractors fitted with attach­
ments like anchor chain equipment, tree dozer attach­
ment, root cutter, stumper, harrow etc. These trac­
tors are diesel driven with horse power ranging bet-
ween,.80 to 300. •. 

For the drivers in ·the scales of Rs. 140---175 and 
Rs~ 140-180, who have mostly to operate hea\"y 
crawler tractors, we recommend the scale of Rs. 320-
·400. . . 

While some posts of. tractor drivers in the scale of 
Rs. 110-180 under the Department of Agriculture 

. are filled by direct recruitment from amongst persons 
having professional skill in driving with knowledge of 
motor mechanics and experience in driving vehicles/ 
tractors, some other posts of tractor driver are filled by 
promotion from Class IV employees and despatch 
riders. There are also posts in this scale under the 
Chief Development-cum-Rehabilitation Commissioner 
Andaman & Nicobar Islands, where wheeled tu>e trac­
tors of 25 HP ~re operated with attachments such as 

disc ploughs and harrows. We recommend the scale 
of Rs. 260---400 for all the posts of tractor driver in 
the existing scale of Rs. 110---180. 

56. The Tractor Drivers in the scale of Rs. 110-
139 in the Rehabilitation Reclamation. Organisation 
are required to drive wheeled type tractors with horse 
power ranging between 35 to 55. These ·tractors are 
fitted with attachments like trailers, water tankers, 
single disc plough etc. There are other tractor dri­
vers in the same scale in the Mana Group under the 
Department of Rehabilitation who ·are required til 
operate wheeled type tractors with horse power of 
34.5 with a two-wheel trailer wherever required. For 
posts of tractor driver in the existing scales of 
Rs. 110-143, Rs. 110-139 and Rs. 105-135 who 
are mostly required to operate light or wheeled tyre 
tr~ctors, the scale of Rs. 260-350 would be appro­
pnate. 

57. We have also come across a few posts of Trac­
tor Driver-cum-Mechanic. Qualified tractor mecha­
nics with experience in the maintenance and repair 
of tractors are generally appointed to these posts. In 
line with our recommendations for artisan categories, 

_ we recommend the following scales of pay for these 
posts:-

' SJ. Existing scale 
No. c! pay, 

Number of 
posts 

Proposed 
scale 

----~------------------------1. R'!. 150-240 
2. Rs. 150-205 
3. Rs. 110-180 

2 
10 
1 

\'. Librarians and other Library Staff 

Rs. 380-560 
Rs. 330-480 
Rs. 260-400 

58. The Library staff of all categories except those 
employed in Government schools, number 1118. -Th~y 
are distributed in 36 departments and over 38 scales 
of pay. The. class-wise break-up is given in the table 
below:- · · · 

Class I 
Class II 
Class III 

. Class IV 

Class I 
Class II 
Class III 
Class IV 

TABLE 

Educa- Defence I&B Mines 
tion 

6 Nil 
56 14 

306 173 
13 24 

381 211 

Railways Labour 
. and 
Employ-

ment 

Nil Nil 
3 3 

33 33 
Nil 9 

36 44 

Nil Nil 
Nil 4 
109 58 

2' Nil 

111 62 

Others 

7 
. 34 

177 
15 

233 

Health 

Nil 
5 

34 
4 

43 

Total 

13 
119 
922 

67 

1.121 
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The bulk of the posts are distributed in the f(}llow-
ing nine scales of pay:- · 

Scales of pay 

\i) 75-1-85-EB-2-95 
(ii) 85-2-95-EB-3-110 
(iii) 95-3-131-EB-4-155 
(iv) 110-3-131-4-155-EB-4-175-5-180 
(v) 130-5-160-8-200-EB-8-256-EB-8-280-10-300 

(vi) 150-10-250 EB-10-290-15-320 
(vii) 160-8-256-EB-8-280-10-300 

(viii) 210-10-290-15-320-EB-15-425 
(ix) 350-25-500-30-590-EB-30-800-EB-30-830-35-

900. 

ToTAL 

. No. 

35 
28 
86 
27 
92. 

262. 
69 

33<lf 

77 

1,012 

The remaining 109 posts are distributed over an- · ,, 
other 29 scales of pay. 

59. The library staff bear different designations 
such as Junior Librarian, Assistant Librarian,· Library 
Assistant, Librarian Grade I, Grade II, Grade III etc., 
Sub-Editor, Technical Assistant (Library), 'and 
Superintendent. The designations do not conform in 
any predictable pattern to the scales of pay. Posts in. 
the scale of Rs. 1800-2000, Rs. 350-900, 
Rs. 210-425, Rs. 150.-:.320 and Rs. 110-180 
bear the same designation of Librarian in different 
departments. There is no uniformity in the qualifi­
cations prescribed for direct recruitment to comparable 
levels in different departments. While in the range 
of pay scales from Rs. 110-180 to Rs. 130-280 
the requirement is generally matriculation followed by 
a Certificate in Library Science, in the range from 
Rs .. 130-:-300 to Rs. 150-380, the prescribed quali­
fication differs among the departments. · In some it is 
Matriculation followed by a Certificate/Diploma in 
Library Science, and in others it is a Degree followed 
by a Diploma/Degree in Library Science. For the 
posts in· the scale of Rs. 210-425 which number 
3 3 6, ho'Vever, the prescribed qualification is general­
ly that of a Degree followed by a Diploma/Degree 
in Library Science. Even in this group there are 
stray instances where the matriculation qualification 
with a Certificate/Diploma in Library Science has in 
fact .been prescribed. The promotion prospects of 
the library staff are not satisfactory in view of direct 
recruitment at almost all levels. · 

60. The Government of India Librariss Associa­
tion has urged that uniformity be introduced in res­
pect of the pay scales. as well as designationc;. It has 
scggested* that the non-professional level comprising 
of the library attendants, senior library attendants etc., 
5hould be in the scale of Rs. 110-l~W and the semi­
professional level should be in the scale ·of Rs. 210--
425. For the professional level it has suggested four 
grades of Librari?hl, Grade I, II, III and IV for which 

• AJl these scales proposed by the Association ai e in existing 
terms. · · 

t!te pay scales proposed are Rs. 700-1250, Rs. 450-.. · · 
1000, Rs. 40~900, and Rs. 30~650 with. a Sclec-. 
tion Grade of Rs. 35~800, respectivelv. , Above · 
Grade I it has suggested the grade of Chief .Librarian 
in the scale of Rs. 1100-1600. The NationarLih .. 
rary Employees Association has made a sin1ilar; pro~ 
posal involving a reduction of the existing number of 

. scales. Both the associations have also complained 
of the lack of .adequate, promotional pr<;>sp~cts. .. , · 

• 1'. ., 

61. There are practical difficulties· involved in :our 
proceeding to reclassify all the. library· personnel :·as 
proposed by the Association. . The·· size . and :·other 
characteristics of different government libraries· vary . 
and their classification >on some . . acceptable criteria 
would require a very detailed study.. -Therefore" we 
have, in prescribing the revised scales, generally pro­
ceeded on the basis_ of the existing pay scales of the 
different posts as well as qualification '.requirements. 

• • .:-. , I '~I" ~ y ' ~( ~ 

/ 

62. Class I posts:-The Class · I posts· ai·e on five 
scales of pay as given: in the ·'Table below:- : . · t . 

Designation 

TABLE . 

No. of 
po~ts. 

Pay scales 
.. '- " . 'I 

; (i) Librarian National 
Libfary, Calcutta. · ' 

1· 1800-1oo:2ooo. •. ' I '. 

.· ~; '· ·. ' ; .. 

(ii) Chief Librarians Ministry . 2: . 820-40-1100-50j2.,U50 · '· 
t of External Affairs and . . · ~ 

Planning Commission 

(iii) Librarian (Library 
Documentation and 
Text Book Library) 

., 
2 

.. ·• 

700-40-1100-$0/2-1250 
·. ~ . i - : ·' .. 

(Ministry of ~du~ation) · ... .., ,, . 

- A· . 7oo-40:.11oo-50/2-1i5o · ~ (iv) l.ibrat ian and Deputy 
Libr&ian (Ministry of 
Education); Chief- : • .. 
Librarian (Mii;1istry of :. · 
Industtial Development) 

{v) Research Officer · . 
(Indexing and Docu- , 

. ..... :~ ~. -. 
'; . .' . ' 

ments-Directorate · of , , 
Economics & Statistics); 
Documentation Officer 
(Ministry o.f Home .. 
Affairs); Chief Lillra-

: . 4 . . 400-400~450-30-600-35-·:! ' 
. ' 6,70-:J;:B-35-950: . . . 

) ' 

rian (Directorate of 
Marketing & Inspec-
tion); Research Officer 
(Documentation­
Directorate General of 
Tourism). •, 

._. i\ .' 

: .. ; 

. The Government has _ recently·.· upgraded th6' ·post 
of Librarian, National Library, Calcutta, to that of . 
Director in the grade of Rs. 2500 (fixed), 'The post 
has not been filled; _but when· it is filled, the post pf 
Librarian is to be. abolished; We recommend the re­
vised scale of Rs. 2500-2750 for. the Director .. Till 
such time as the post of Librarian· continues, it should , 
be in the scale of Rs. 2000-2250. The Librarians 
and Deputy Librarians, under the Ministry of Educa­
tion, who are on the scale of Rs. '7q~-1250,, arid · 
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R~. 700--1150, are promoted from the grade of As­
sistant Librarian (Rs. 350-900). There is direct re­
cruitment for· the other posts. The qualification rc­
q\!irements are a Master's Degree followed by a Degree 
in Library Science and 7 to 10 years 1Jf experience. 
Our recommendations in respect of these posts are as· 
fvllows· :-. 

Existing scale\ 

Rs. 
(i) 82().1150 
(ii) 700-1250 -
(iii) 700-1150 . 
(iv) 400-950 

.. , . '', 

PI oposed scale 1 

Rs. 
105().Hi00 
105().1600 
1050-1600 
700-1300 

63.' Class· II posts:-~he ·distribution of Oass .II 
. posts · in ·the .. different scales of· pay is . given in the 

Table below:-

Pay Scale 

Rs. 
700:-900 

TABLE 

.. 

. 680-900 . _.. '· ' : . • ·, • ' 
350-900 
350-800,. 
350-680 ;. 

. ' 

- . :'! .\ ~ •.. 
. .. .. ' 

,,, . 

.··-. 

'· No. of 
Posts 

• 

. 1 

. 1 
77 

5 
1 
5 

19 
37().575 
350-575 
325-575 . . .. , ' . ~ ~ 10' 

_TOTAL 119 

·There i~ direct recruinn'e~t· ~s· ~~ll-as. promo~ion to\ 
·-these· grades.~ .~The qu.alification 'prescribed . for· direct 

recruiti!Ient is a Master's Degree with a· Degree or 
Diploma. in Library. Science and in some cases a gra­
duate Degree with a Degree or: Diploma in Library 
Science. ~ It is also usual to presc~be . v~rious period;.._ . 
of · expenence. Our recommendations m · respect of · 
these posts are as follows :- . . . · , 

. '. 

(i) Posts on- the scales of Rs. 700-900, · and 
Rs. 680-900 should be in the revised scale of 
Rs. ~840-1200. 

_· (ii) Posts in the scale of Rs. 350-900 should be 
i::J the revised scale of Rs. 650-1200. ., 

(iii) There are 5 posts in the :Ministry of Defence 
in the scale of Rs. 350-800 for which recruitment 
'is from among graduates with. a· Degree/Diploma in 
Library. Science and 5 years' experience. These posts 
should also be in the revised scale of Rs. 650-1200. 

(iv) For the post 'of Librarian in the Department 
jlf Atomic Energy now in the scale of Rs. 350-680, 
the. revised scale of Rs. 650--960 would be suitable. 

(v) Other posts which ·are now in the scale of 
Rs. 370-,-575, Rs. 350-575 and Rs. 325-575 may 
be brought ori to the· revised scale of Rs. 550-900. 

64. Class III posts:-The Class 111 posts show a 
variety of designations and widely different qualifica­
tion requirements. These are on 22 scales of pay as 
sbown in the Table below:-

Pay Scale 

Rs .. 

1. 95-155 • 
2. 11().180 
3. 110-190 

.4. 110-200 
,5. 13().212 
6. 13().240 
7. 130-280 
8. 130-300 
9. 150-320 

10. 150-250 
11.'150-300 
12. 150-380 
13. 160-300 
14. 168-300 
15. 170-380 
16 •. 175-325 
17. 210-320' 
18. 210-380 
19. 210-425 

. 20. 320-530 
'21. 325-475 
22. 350-475 

TABLE 

. . . 

•, 

'. 

No. of 
posts 

16 
27 

5 
1 
1 
4 

92 
262 

1 
7 
1 

69 
1 
8 
1 ' 

2-
10 

336 
5 
1 
1 

Based on a scrutiny of the- details of the quali11ca­
tions prescribed for direct recruitment, the posts in 
these scales can be placed under four groups as fol­
lows:- , 

· Group 1:-Pos'ts for which no formal · traininz i11 
Library Science has been prescribed. These · are in 
the scale of Rs. 95-155. · 

. Group 11.-Posts for which the qualifications re­
quired is generally matriculation followed by a Certi­
ficate or Diploma in Library Science or experience 

. in library. work. The applicable scales are; 
(1) Rs. 110--180, (ii) Rs. 110-190, (iii) Rs. 110-
200, (iv) Rs. 130-212, (v) Rs. 130-240, 
(vi) Rs. 130-280, (vii) Rs. 150-250, and (viii) 
Rs. 150-380. 

Group 111.-Posts for which the requirement is 
~ithe! (i) mat~culation !ith a Certificate or Diploma 
m Library Science, or (u) Degree followed by a Dip­
loma/Certificate in Library Science, with or without 
experience. These posts are in the scale of Rs. 130-
300, and Rs. 150-320. 

Group IV ~-Posts for which the qualification re­
quired is generally. a Degree followed by a Degree/ 
Djploma. in Librar} Science, with or without experi­
ence. These posts ~re in as many as eleven scales 
viz., Rs. 150-300, Rs. 160-300, Rs. 168-300, 
Rs. 170-380, Rs. 175-325, Rs. 210-320, 
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Rs. 210-380, Rs. 210-425, Rs. 320-530, 
Rs. 325-475, and Rs. 350-475. 

With 845 out of the 922 class III posts being in 
5 scales only and the recruitment requirements being 
what they are, we do not think that such a large num­
ber of pay scales as now exists, is justified at the ope­
rative level in the government libraries. We do, how­
ever, recognise that the needs of different libraries vary 
not only in regard to the qualifications required of their 
personnel but also the duties that they are required 
to perform. \Ve are also informed that at present 
there is no uniformity in the nomenclature or the dura­
tion of the courses in Library Science leading to speda­
li~ed quali~cations in that subject. Certificate courses 
·wJjich are available to matriculates have a duration of 
4 months to one year; the Diploma course which is 
also open to matriculates is of two years' duration and · 
thl! Degree course in Library Science, which is open 
only to graduates, is .of one year's duration .. At least 
one university calls this course a Diploma course.· In . 
prescribing the qualifications, . very often the require. 
ments are noted as Certificate/Diploma or Degree/· 
Diploma. We feel that it is desirable to adopt uni­
form and precise qualification criteria for all future 
recruitment to the different grades and recommend . the 
following scales in respect of posts requiring different 
qualifications:- . · . . · , . . 

Level I 

Seal~ proposed 
Rs. 

(l) Where the work is of a· simple · 260-400 
clerical nature and Matriculation 
without any formal library qualifi-
cation is required for direct recruit-
ment or where all the· posts are 
filled by promotion only .. 

Level II 
(2) For Matriculates with a Cer­

tificate (one year's course after 
matriculation). 

Level III 
(3) For Matriculates with a- Dip-

. lorna in Library Science (two 
years' course after matricula­
tion) and for promotees from 
(1) and (2) above. . 

Level IV (A&B) 
(4) For Graduates with Degree or 

Diploma in Library science 
(one year's course after gradua­
tion) or its equivalent and for 
promotees from (3) above. 

Level V 

(5) This should normally be a 
promotion grade for (4) above; 
where direct recruitment is to 
be made, a Degree followed by 
Diploma in Library Science 
(one year's course after gradua­
tion) or its equivalent, abd by 
four year's experience or MA/ 
MSc followed by a Diploma 
in Library Science or its equi­
valent without experience may 
be prescribed. 

260-430 

330-560 

Level IV A 
380-640 
Or · 

Lel"e!IVB · 
425-700 

.. J 

Depending on the level 
of the duties· and · 
responsibilities att­
aching · to the· post 
of Graduate Libra­
rians. 

550-900 

< • • • 

Based on. t~ese gene~al c~iteria ·and .. having regard 
to the exiSting qualification . reqwrements . and 
scales of pay, we recommend the following revised 
scales:-. · ,, , .... 

(i) Rs. 95-155:-Posts in this scale should. be on 
the revised scale of Rs. 260-350. · 

(ii) Rs. 110-180,- Rs. 110~190. ·and R~. '110_: 
200:-Posts for which . only matriculation~· has . bee~ 
prescribed· or which are filled· · by promotion only 
should be in the scale of Rs. 260-400 .. Posts for 
which direct recruitment is from among ' matriculates 
with . one year's Certificate in Library Science should 
be in the scale of Rs. 26()..:..:...430. · . ' ·.. · ' · · · 

' ,· ; : .: ;· •' ... , ~ i ~ ~· 

··(iii) Rs. 13~212: and Rs.' 13~240:--Posts ·iri · 
these scales should. be ·allotted the ·. revised~ scale · of 
Rs. 260-430, unless. the qualifications prescribed for· · 
direct recruitment or ·the level o£ post&. from, which · 
promotion is made' to the posts in· these·: scales' would 

· justify the revised scale· of Rs. 330~560~ '. ,1 ! · .· /. · -i 
,··.',··. :'· 

(iv) Rs. 130.;_280, Rs. :130-300 and Rs.- 150-:-
250:-The posts in these scales should be alloted the 
revised scale of Rs. 330·:~-:560. There are,' however,· 
three posts in the Ministries ·of. Education and Health 
in the scale of Rs. 13~300 for which the qualifi-· 
cation prescribed· for direct recruitment is gradua- ·. 
tion with a Diploma in Librar}' Science. _ ·These three· 
posts should be placed in the scale of Rs. 38o.-:-640, 
if on an assessment of the worth of charge the exist- · 
ing qualifications are found to b~ appr9priate, .otJl.er­
wise the qualifications should · be revised as for posts 

·in Level III in which case 'the scale of Rs ... ·330.;_ 
560 would be approp~i~te. . :.· ,( .--~ 

. (v) Rs. 150-J20, Rs. 1S0-380, RS:. 16o.;..:..JOO, 
Rs. 168-300, Rs. 170-380 and Rs. 175-325:-' . 
Posts in these scales are mostly filled by direct. re- ·. 
cruitment· of graduates with a Degree or Diploma ··in 
Library Science· or by. promotion . from posts · in· .. the 
scales _:<>f Rs. 13o.--:.280,, Rs. 13(}..-300, Rs.; ,15Ch-. 
250, and Rs. 150-300. We recommend for these 
posts the scale of Rs. : 38Q.-:-640. However, anum­
her of pos~s in the scale of Rs. J 50-320, Rs~ 150-
380 etc., are being filled either by" direct recruitment 
of matriculates with Diploma or C~rtificate in Lib­
rary Science or by promotions. from posts in grades 
of Rs. 95-155, Rs. 110-180"and .Rs.'.ll0-200. 
While the existing incumbents of these posts should 
also be placed in the .revised scale of Rs. ·380-640; 
we spggest that a review. be made of tl;le . job -~on tents 

. of such posts to determme · whether · m future . ~ese · 
posts ·cou.l.d be placed in the scale ,of Rs. 330-560. 

• • ' •• • • •• ~ • • j, ' • 

(vi) Rs.· 210-320, Rs. '21~380, Rs~ .; 21~ . 
1. 425:-Posts on these scales should be· in the revised 
· sCale of Rs. 425-700. · i 

.1 / . • 

(vii) Rs. 320-530, · Rs. 325-475, .. Rs., 350-:-
475:-Posts on these scales should .be on· the reviseJ 
scale of _Rs. 550-:--900. . , •· · · 

.• 'j 

65. Class IV posts: Posts which are . now in the 
scale of Rs. 75-95, should be in the revised scale 
of Rs. 190-240. · The scales of· Rs. 80-110, and 
Rs. 85-110 should be merged ·into a single scale-•of 
Rs. 200-280: : · , , · ' 



Librarians in Schools under the Delhi Administration 
etc. 

66. As we have mentioned while dealh'1g wit~ the 
common category of teaching and other educatiOnal 
staff, the pay seal~ of such Librari~n~ shou~~ be 
fixed after taking into account th~ existing pan~y _or 
relativity with the ·teaching staff m whose proximity 
the Librarians fuhction·. ·· • 

VI.· TelephonejTeleprinterjTel~x Operators 

· 67. In this Section we discuss ·the ·Telephone Opera­
tors employed in various departments of the Central 
Government other than in the P&T Department. The 
method of recruitment, duties and responsibilities, con­
ditions of work etc. of these . Telephone Operators 
differ considerably from those of the Telephone Opera; 
tors of the P&T. Department, as . the former are em­
ployed mainly to operate their internal telephone sy~­
tems. . The numbers and scales of pay of the Tele· 
phone Operators, Ministry~wise,.are given below:-.. 

scale. 

J Rs> 
210-380 
150-240 

Rail- Def- · AtQ- Min- Tou- In- Other Total 
. ways , ence. mic· es & rism for- · Der· 

En- Me- · & . · rna- tts. · 
ergy tals Civil· . tion Offices 

· · . Avi- · & , 
· , , . , >: · l · l .. , ~tion Bdro .. 

, ··, · a ca-
. > · sting 

. 'L 1' 

130-300 )23, • • .:.·~; . ' .•• 
: 130-280 •. ; : ~ ~ t • ~ • •• • ~ • .. •• ' 

. 47 

1 
323 

3 
110-240. , ;,. •1 ' . 174 , • ; · :.. • ,. 68 14 256 . 
110-225 ·o: ~ ·• . ~- :91 ' . ; 79 ' . 17 193 
110-220' . • • . . .. · 3 3 
110-180 551 .390* . ~ 84' ·. . s- 8 69 . J-99 ,. 1306 

.. 9;24 ' 661 , . 84 84. . ~ 7~ 69 234 2132· 
---,------- -----,---------'-------- . 

*Some of the3e posts are in scale of Rs. 110-240. 

. 68. It will be noticed that lbough ·the· category is 
distributed in ·· 8 scales of pay, the· concentration is on 
4 scales only viz: Rs .. 110-:-180, · Rs. 11~225, 
·Rs. 110-240 and Rs .. 130-300. Except_ in the 
Railways and some organisations under the Ministry 
of Defence, . the Telephone . Operators are generally 

· drawn from the cadre of Lower Division Clerks for a 
limited tenure· of two· years and are· ~.promoted as 
_Upper Division Clerks in the normal course ... During 
their tenure as Telephone Operators they are granted a 
special Pay of 10 per cent of grade pay subect to a 
minimum of Rs. 15/- per month. _Special cadres exist 

. under the Ministry of Defence etc. and Telephone 
Operators are recruited to any of the three scales viz. 
Rs. 110-180, 110-225 and Rs. 110-240. The 
qualification prescribed is Matriculation with some 
training or experience as desirable in certain organisa­
tions. In the Railways, there iS a separate cadre of 

, Telephone Operators on the LDC scale of Rs. 110-
180 with a promotional outlet to two. higher grades of 
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Rs. 130-300 and Rs. 210-380. The posts in the lowest 
scale of Rs. 110-180 are, however, filled not by 
direct recruitment as Telephone Operators but by trans­
fer of suitable LDCs who opt for the Telephone Ope­
rators' line. While remaining in the Telephone Opera­
tor's cadre, those in receipt of a basic pay upto 
Rs. 320 are entitled to a special pay at 10 per cent of 
their basic pay, subject to a nunimum of Rs. 15/- per 
month. 

69. On a consideration of the qualifications and 
nature of duties and responsibilities, we are of the 
opinion that outside the P&T Department, the Tele-

1 phone Operators should be on the same scale as re­
commended by us for the LDC. We cJo not see 
much justification for the higher scales of Rs. 110-
200, Rs. 110-225 and Rs. 110-240, as adopted 
by some organisations for the Telephone Operators. 
We recommend accordingly. We further recommend 
that where· the Telephone Operators are drawn on 
tenure basis from the general clerical cadre they 
should be given special pay at the following rates:-

' (a) ;Rs. 20 per month in the case of Telephone 
Operators drawn from LDCs; and 

· (b) Rs. 30 per month in cases where they are 
drawn from UDCs for manning_ certain 
supervisory posts. 

. 70. We do not favour these departments having a 
separate cadre for Telephone Operators, as we do not 
see any justification for, or advantage in, such an 
arrangement. · We accordingly recommend that out-

. side the P&T Department, Telephone . Operators 
may not be retained as a separate cadre but should be 
merged in the general clerical cadre. In case 

· the retention of a separate cadre is considered neces­
sary by any department for administrative or other 
reasons, w~ would suggest that direct recruitment 
should be made to the cadre in which case no special 
pay will be admissible. 

Teleprinters/Telex Operators 

71. The numbers and scales of pay of this category 
fu. the Railways, Defence and other Ministries are 
given below:-

Scale Rail- De- P&T Tou- Labo- Other· Total 
ways . fence rism ur& Dep-

& Em- tts./ 
Civil ploy- Offi-
A via- ment ces 
tion 

Rs. 
205-280 2 .. 2 
150-240 12 12 
110-240 1 J 
110-225 31' 31 
lt0-200 27 27 

'110-180 19 5 7 17 48 
:. 

41 19 5 31 7 18 121 

72. It will be observed that though there are 6 
scales applicable to this category, 3 scales account 
for nearly 8% of the total strength. 



The method :Jf recruitment varies in different de· 
partments. For instance, in the Railways the Sig­
nallers are generally drafted to work on teleprinters 
and are· granted a special pay of Rs. 15 per 
month. In some other organisations they are drawn 
from the cadre of Lower Division Clerks and granted 
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a special pay of Rs. 15 or Rs. 20 .per mont~. In a -
few cases the posts are filled by dtr~t _recrmtment .as 
Teleprinters/Telex Ope~ators,. the ~1mmum qualifi­
cation being matriculation wtth ability to type at a 
prescribed speed. 

73. This category is similar to the Telephone ope­
rators and our recomendations in regard to the latter 
category should be applicable to the Teleprinters/ . 
Telex Operat~rs also. s 

VII. Marine Staff 

74. The Class I and Class II (Gazetted) posts re­
quiring marine engineering qualifications have been · 
discussed alongwith other posts under the concerned 
Ministries and Departments. Here, we propose to 
discuss the Class III and Class IV marine posts and 
the allied II (Non-gazetted) posts in the various 
Ministries/Departments. The marine staff are mostly 
employed under the Mi?istries of . Agriculture, 
Railways, Defence, Shippmg and Transport and~· 
the Customs and Excise Department. The marine 
staff in the fisheries organisations under the· De­
partment of Agriculture work on the depart­
mental fishing vessels engaged in exploratory :fishtn~. 
While under the Railways they are employed largely 
on the riverine services operated by the Railways, 
under the Ministry of Defence they operate the Yanl 
Craft Services of the Naval Dockyard, Bombay. Such 
staff are also employed in the Department of Light­
houses and Lightships and in a few other organisa­
tions under the Ministry of Shipping and Transport. 
In the Customs and Excise Department they operate 
the departmental launches 11:sed for . anti-smuggling 
activities. 

75. The marine staff broadly fall into two·· catego­
ries namely, executive staff like Masters, Mates and 
Ser~ngs who . hold charge of a . s~ip, vess~l . or launch 
and engineermg staff compnsmg - Engmeers ~nd 
Marine Engine Drivers. There are also supportmg 
staff like Tindals, Deck Hand, Seamen, etc. The 
table below indicates the strength of Class II and lV 
posts in the different Ministries/Departments:-

"TABLE I . 

-------------------------------------
S. Name of Ministry/Department 

No. 

-------
1. Agriculture 
2. Ra;lways 
3. Defence 
4. Shipping and Transport 
5. CustC'ms and Central Excise 
6. Others 

ToTAL 

Number of Class 
III and Class 
IV marine posts 

165 
1194 
1007 

308 
556 

41 

3271 

In addition, there are 79 Class .II (non-'gazetted). 
posts in the fisheries organisations under· the Depart-
ment of . Agriculture. · · 

76. There are statutory provisions in the Merchant · 
Shipping Act, 1958 and the Inland Steam' Vessels 
Act, 191 7, prescribing· the different grades of marine 
staff to be employed .. on various types of vessels/ 
ships, depending upon the horse power ·of the. engine 

· and the tonnage of the vessel. These enactments also 
contain provisions. regarding the training and · expe­
rience required from the marine staff .before they be­
come eligible for the Certificate of Competency. ,The 
qualifying examinations for these Certificates . .are 
conducted by the Ministry of Shipping and Transport. 
The marine staff under most of the departments ·are 
required to be: certified . under the , provisions of the 
Inland Steam Vessels Act. The certification require­
ments differ in the case of . the staff in the . fisheries 
organisations who are required to operate pn the high 
seas. The Certificates of Competency issued . under 
the Inland Steam Vessels Act are. as follows:.2..::. . 

~ •. " ,..> . • ' f '' } 
: t ... • ~ t ~ ' ~ 

, (i) First Class· Masters· Certificate·.}' ; · : T 
· · ) · ·· ·. · Ext"cntlVe • 

(ii) 's~~ond Class Mastr.~s C~rtifieat~ catego.ry; . . 

(iii) Serang Certificate · . . · , · . : J· ·, • • 
~ ~ i ', ~ 

(iv) Engineers Certificate , . * '1 -· . 
(v) First Cl~ss Fngine Drivers Certifi~~te . L·En~i~ee~lng 

• [. · category. 
(vi) Second Class Engine 'Drivers Certificate J · ·. · 

: .. 
77. Although possession'· of . the above mentioned 

· Certificates of Competency . is a statutory require­
ment and is also. generally incorporated iu the rele­
vant· recruitment · rules for these posts, .· the;re is no 
uniformity between the . various departments in regard 
to the pay scales and designations of the posts re-

. quiring these· qualifications. We feel that the various 
categories of the marine· staff for which the recruit:­
ment qualifications are comparable_ in · the . different 
departments should. · generally carry the same pay 
scales, except where · disfferentiations might be neces­
sary having regard to the type· and size of the vessel! 
We would a.ccordingly recommend that the pay scales 
of the executive and engineering · categories of the 
marine staff who are required to possess Certificates 
of Competency under the Inland Steam Vessels-Act, 
should .be related to the following three levels: 

LEVEL I: First Class Masters. Certificate/Engi­
neers Certificate. 

LEVEL II: Second Class Masters Certificate/First 
Class Engine Drivers Certificate .. 

. . 
LEVEL III: Serang ~ertificate/Second Class En~e 

Drivers Certificate.. · 

. ' 
78. Keeping in · view the classification·' in the 

preceeding paragraph, . we · rec~mmend ~ the 
following scales of pay for the posts m the vanous 



departments in replacement of the existing scales indi­
cated against each in· the tab!e below:-

TABLE • 

s. 
No~ 

Posts , . , Existing · Nlm~ of Num- Proposed 
... pay scale . Depat-+ment ber pay 

of scale 
\·--

' \ ' 
1 2 4' 

'· 
r Rs. ! 

I.' 'Posts for which 
First Oass · ·' 

'250-10-290 ·Defence 
15-380. 

_.,Master; , .. , .. · i ·· 
· Certificate/ .. - · 205-7-240- · Customs 
Engineers·. r ·, .· 8- 280-.t:.B- and Central, 
Certificate of 10-290-15- Excise 

. posts 

5 6 

Rs. 
12 

1 
!, 

• . ·· Competency. is ··; 425. " ' ·' 
'prescribed . · 210-10-290.o. Shipping. '6 425-700 

or are : .r . . ~ 15-320. and Trans-. , 
'prom~tional 270-tn ""

90 
pSoh~ d: .i .1 posts ,or . • 

1 
v-"'- tppng an 

the posts at c 15-380 · Transport.· . · 
6

·]· 
level II. 290-15-425 Defence 

II. Posts for which 175-6-205- Customs and : 71·' · 
Second Oass .7;-240 Central 
Masters . · ... · · ., · Excise · ·· · "~> 

· ·Certificate/ ' · · · 'Shipping and · 2 · 
First aass 1__ .• Transport. ' I I 
Engine Drivers Defen~ • 2~ 
Certificate is ~ prescribed or 210-10-290 Customs 20 ' ' 

. arepromotionat:, ., J.:.'".;.aod.Centnl; , · J • 

'posts for the · · Exctse . • 38().:..560 
postsat lev~l : · . ll0-10-2~CJ..;.·.Defen~ · "';. '80 

,,) 

238 

from the :Mercantile Marine Department. In such 
cases the uncertificated staff generally known as per­
mit holders are employed and are placed in a lower 
scale of pay as compared to the certificate staff 
Thus, there are posts of Serangs in the scales of 
Rs. 110-3-131, Rs. 105-3-135; Rs. 110-3-125 and 
posts of Masters Class III · in the pay scale of 
Rs. 116-3-140. Similarly, there are posts of Engine 
Drivers in the pay scales of Rs. 110-3-125, Rs. 110-
3-131, Rs. 125-155, etc. For these uncertificated 
categories of Serangs, Engine Drivers, etc., we re-. 

: commend the revised scales shown in the table 
below:-

S. • · Existing pay sr;:ale 
No: .. 

Rs. 

TABLE 

1. 75-1-85-EB-2-95-EB-3-110 
. 2 80-l-85-2-~5-3-110 

.. 3 •. 110-3-125 
. 4. 110-3-131 
5. 105-3-135 
6.:: 110-3-131-4-135 ' 1 

7.,125-3-131-4-155 
~ '!. 8. 116-l:-:-140 

• 9. 140-5~175 
:to. 150-5-180 

1 Proposed pay scale 

Rs . 

}200-260. 

}60-3~ 
·) .320-400 

. 80. There are a few of. the marine posts which 
are on higher scales in some of the departments, pre­
sumably having regard to the type of vessels used~ 
special nature of operations and the conditions under 
which the operations are carried.· The revised scales 
of pay for these posts are iridicated against each in 
the table below : 

m. . ... :: . 1 ~-320 s::£iing . 8JI . _. .' · 
· · . · ' ' Transoort · · · · · · 

' ·~ · · 205-7~24()...:.: ·.Defence 1 J _ 44 : · ' · · 
•, ' ,-, J •' • I 8-280. / O .~,f " ' 

TABLE 
t'. 

.. ill. Posts for whic~ '130-5-175-' Shippi'~g. : ~ , 
.. · Serangs · ' EB-6-205-::- and ' · ·~ ' 

, ! Certificate/ ... 7-;212 •. ·. . . ' •Transport 
.. :Second Class • ,, Customs. and " · 

· ''· . Engine Drivets. 1 
, •, Central 

· 1 · Certificate · · · ,Exdse 
, : is prescribed . 
. . or are . · · 130-4-170- Shipping a.nd 
. : promotional EB-5-200-- . . Transport 

.. , posts· . · EB-S-.:-225 ' · Olstoms and · ~1·' L330 480 

. ' l 

... '. ~~:~ ; . . r . . . 
.. . ·· Defence · · 1:.1 

134-4-15~ ·Shipping and J 

5-200 · ' · ·Transport 
140-5-210 Shipping and 3

1 
. Transport · . · 

150-5-175- · Shipping and 2 
6-205 Transport .. I 
150-5-175 Shipping and ' : 2J. · 
6-205-1- Transport ·. . 
212. . ' !' ' 

. 175-6-205 Defence 64 . 

. ' 
"' 

A suitable higher· start may be. given in the above 
sca!es of p_ay to the direct recruits depending upon 
therr expenence, etc. We would also recommend 
that, in future, · while prescribing · pay scales for the 

· marine posts the criteria suggested in para 77 above 
may be keptin view. \ 

79. \Vhen the certificated staff is ·not available the 
departments have to . secure necessary relaxations 

S. Name of 
No.·.· ·post 

Num- Name of • 
ber Department 
of 

posts 

Existing 
pay scale 

Rs 

proposed 
Pay scale 

.1. Mate (M~.ster) .t. Andaman and 475-15-:685 
Laccadive 

Rs 
650-960 

' . 

• 2. Master (OU 
- Tanker) · 

· 3 .. Master ' 

4. Serang-cum~ · 
Navigating 

· Officer 

5. Serang-cum­
Navigator 

,. 6. Master 

1. Assistant 
Engineer 
(Mechanic) 

8. Launch 
(Mechanic) 

Harbour Works 
8 Defence 335-15-48.5 -550-150 

l. And?man and 325-15-475 · 550-150 
Laccadive 
Harbour Works 

1 Senior Marine 335-15-425 550-750 
Surveyor's 
Office · 

1 And?man and 335-15-425 550-750 
Laccadive 
Harbo..rr Works • 

1 Directorate 335-15-425 550-750 
General 
Lighthouses 
and 
Lightships. 

1 Customs and 175-5-205- 380-560 
Central .7-240-8-280 
Excise 10-320 

1 Olstoms and 175-5-205- 38();...560 
Central 7-240-8-280 
Excise 10-320 
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81. There is a post of Engineer· (Mechanic) in the 
pay scale of Rs. 350-20-450-25-525 in the Customs 
and Excise Department for which the required quali- . 
fication is a Certificate of Competency as an Engineer 
of an Inland Vessel. The Engineer (Mechanic) 
attends to the maintenance, operation, repair, etc. of 
the engine of the vessel and the ancillaries in the 
engine room under the overall supervision of the 
Master who is ·himself in the pay scale of Rs. 205-7-
240-8-280-EB-10-290-15-425. Having regard to the · 
prescribed qualifications for Engineer (Mechanic) we 
do not see any justification for a higher scale for this 
post in relation to that of the Master of the Vessel and 
would, therefore, recommend that the post. should 
carry the same pay scale as the latter post. However, 
so long as the post is held by the present· incumbent, 
it should be placed in the revised scale of Rs. 550-
800. 

82. · There is a post . of Chief Engine Driver-cum­
Mechanic in the pay scale of Rs. 350--,--20-450-25 
-525 in the Andaman Laccadive Harbour \Yorks 
under the Ministry of Shipping and Transport for 
which the recruitment rules have not been finalised. 
If the qualifications, duties and responsibilities of this 
post justify a higher scale, this · post should also be 
placed in the· scale of Rs. 550-800. , · . 

83. In the Railways, the grade structure of the 
marine posts is as indicated in the table. below:-

TABLE. 

S. Name of post Existing pay scale 
No. 

Rs. 
1. Ferry Superintendent Grade 1/ 450-25-575 

Marine Engineer Grade I 
2. Ferry Superintendent Grade II/Ferry 370-20-450-25-475 

Inspector Grade 1/Marine Engineer 
Grade II · 

3. Ferr} Superintendent Grade III/ 3~5-15;-425 
Ferry Inspector Grade 11/Marine 
Engineer Grade III 

4. Ferry· Superintendent Grade IV/ 
Ferry Inspector Gmde III/ Marine 
Engineer Grade IV 

5. Licenced Driver 
6. I st Class Master 

7. 2nd Oas'! Master . 

250-10-290-15-380 

210-10-290-15-335 
210-10-290-15-320-
EB-15-380. 
175-6-205-7-240-8-
280. . 

. ' 

~- 3rd Class Master/Semng • 150-5-175-6-205-7 
240. 

9. 1st Class Drivt>r . 

10. 2nd Class Driver . 

1 1. Serang (Shore) . 

175-6-205..:.7:-240 . 

130-4-170-EB 5-
200-EB-5 ..... 22 5. 

130-5-175-EB-6-
205-7-212. 

In line with the recommendations contained in para 
78 we recommend the pay scale of Rs. 330-480 for 
posts in the existing scales of Rs. 150-5-175-' 6--
205-7-240, Rs. 130-5-175-EB-6-205-
7-212 and Rs. 130-4-170-"--EB-5-200-EB 
5-225.' For posts in the scales of Rs. 175-6-

205-7-240-8·.:.._280 and. Rs; 175_:_~205---..:.7i: 
240 the scale of Rs. 38{}-;;560 should ,be··adoptect:'. 
The posts of 1st Class Master in the scale of Rs. 210 
.-10-290,-15-320-EB-15-. 380, .. 'oL Licenced . 
Drivers in the scale of Rs. 210-· 10....;_290~15-335.) 
and of Ferry Superintendent Grade IV /Ferry lispec.;. 
tor Grade III/Marine Engineer Grade IV in. the .Pai 
scale o~ Rs. 250-10-290-15-3801 ;. should· be· 
placed ~ the scale of Rs. 4~5-· · 700~' 'For·the posts 
m the htgher grades, the revised scales' should be the 
same ~s reco~ended. by us for th~· other operational 
posts m the Railways m Chapter No. 36 viz., Rs:·.7QO 
-900 for the posts at Serial No. 1 and Rs! 550-·. 
750 for the posts at Serial Nos. 2 and· 3 above> r ' . 

' -· ' ~ 

. . ... '·· .: . ' '· . ' .· ;· '· ;,;· .. i 
. 8~. The staff e~ployed in ,: the fishing vessels ... are 
~eqmred to be certificated .under· the Merchant. Shipp~ 
mg· Act, 1958, The Ministry; of Shipping ·and Trans- • 
port,.awards ·the following Certificates of Competency . 
m respect of the marine stat{. employed, on .the~ fishing· 
vessels:-. · · ·. · : ! > ; ·-... :,(; · : ; .. 

: ~ 

E~ecutive ·Category . · ; . :. ·r:' . ; . , . 

~(i) Skipper of Fishm:g -VesseL I._·· : ; i 
' , ' , , , , . , , 'j. I ' ,•-:.. ; ., 1 • 

(ii) :Second Hand: of Fishing·. Vessel· · l. J 
-.. • • ~~ l - r ·; ·_ _ -~ ~ . "' . ~ . 

~ . ~. 
Engineering Category · : : ;: ' ; r .) . '~. ·.; ~ ... 

,. !' •·,~ j ·' ._ -, ;'' _, •• h t-··::J~/'.~_-.,_ ~~. -~ r.:-,...·~·,·t'"-,,...., 't 

(i)· Engineer .of Fishing--Vessel.-:~>·~· :.~: ·.;·' ·: 

(ii) • Engin~ Driv~rof Fish,ilig Ve~'sa. ' ~ (, r . } 
~ v !, · ..• •• .. --~ ', 1 t, '):;! J~ ··; ~- -~~··t 

• .' F ... ~ -~ l " ·: ~ ,, \ •' f / ... ' .; . . : -. , ~ ,l t • I j 

:. 85. While the Merchant: Shipping,. Act .. mentions· 
onl~ these cate~ories of staff ~ being' employed ~;on 
fishmg. vessels, In actual ·practi~7 . ~ther· categori~~ .. o{ 
staff .such as Mate Grade .. I; Bosun, etc. are also. em~ 
ployed in some of the. fishing .. vessels: The,',iletails . of 
the marine staff employed' iri the ,fishing organisations 
under the Department of Agricultur~ are. given in tb,e .. 
table below:-- . · . ·: · :· \: · .· :•';, .:.:· ;~ ·· .•J .- .•. 

. . 

s. 
. No., 

1. 
2. 
3. 
4. 
5 .. 
6. 
7. 
8. 

9. 
10. 
11. 
12. 
13. 

• ' • 4 • .i . ~ '':j •.. 1 ' ··,,.1: 

,.. . 

.. :; ·; ·;: l • J. ~ 'J 

----..,.,.---,---~~------,~, -. ,...-, -., i ,-, -. -...,.. ·..,..---,--- ; 

Name of post No. of . Existing. ·p~y' .. 
, l . . r . posts . scale . :' · 

Skipper 
Mate Gradel . 
Mat~ Grade II 
Fishirtg Second Hand 
Bosun (Certified) , '!• 

Bosun (Certified) . . 

Bosun (Uncertified) 
Chief Engineer/Chief Engin~ · 
Driver 
Engine Driver (Oass I) 
Engine Driver (Class I) 
Engine Driver (Class ll) 

Assistant nngine Driver 
Assistant Engine Driver 

. . 

11 Rs. l ··; 

· · 23 . · n5:..25-9oo _: ·. t .~ · · 

4 . 475-15-685 ' 
5 i 400 ~15-64Q < .. 
l . 400-15-640 

24 . 300-10...:350 
:, 1 350..:15....425 -

' 12' ~00-10-300 

12 ·450-15-600 .-
12 25~10-350 

.1' 250-10-300 
19. 200-10-300 
2 150-10-250 

' j 200-10-290-15-
.. 320 
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There are some .variations in regard to pay scales 
of comparable posts under the different fishing or- .,. 
ganisations. While the post of Bosun (Certified) gene­
rally carries the pay scale of. Rs., 300-10-350, it is in · 
the scale of Rs. 350-15-425 in the Sunderbans Pro--" 
ject. Similarly, while the post of Assistant Engine 
Driver is in the pay. scale of Rs. 150-10-250 in the 
Deep· Sea Fishing' Organisation, it is in the scale of 
Rs. 200-10-29D-15-320 ·in the Sunderbans Project~ 
\Ve have been. iriformed by the Department that 
variations in pay scales are due to the fact that the 
Sunder bans Project· was not previously under the con-
trol of th~ Department of Agriculture. . . · 

86. An examination of the duties and responsibi- i 

lities of the various marine posts. on fishing - vessels 
indicates that while the Skipper is . in overall charge 
of a· fishing vessel and is responsible for conducting 
exploratory 'fishing operations, the Chief. Engineer is 
in charge of the· engine room· and is responsible for 
maintenance and . repairs. Personnel. like Mates Grade 
l & Grade II, Bosun (Certified), assist the Skipper, 
and Engine Drivers assist the Chief Engineer/Chief 
Engine Driver. In some cases Bosuns are in charge 
of .small fishing craft. · .- · · , 

· 87. The Skipper and Mate Grade -I are required 
to possess the Certificate- of Competency as 'Skipper'~ -
Mate Grade!II,·.Fishing Second ·Hand and· .Bosun 
(Certified} are required to have Certificates of Com­
petency as 'Second Hand of Fishing Vesser. Similarly, 
Certificates of Competency as Engineer and as Engine 
Driver are,. respectively required from the Engineer 
and Engine Driver .. Assistant . Engine Driver ,·and 
Bosun (Uncertified)' are not required to possess any 
of the prescribed , Certificates. . · . 

: 88. The _.Depa~ent of· Agric~lture."has intim:ated · 
tliat serious _difficulty is being fa~ed ·by all the fisheries 
organizations in recruiting · qualified marine staff, 
partieularly for the posts of Chief Engineer and Engine 
Drivers . .It. has been report~d that 3 out of 23 posts 
of Skippers,· 5 out of 13 posts· of Engine Drivers, 7 

· _out of 12 posts of Chief Engineer and .. 10 out of 24 
,POSts of Bosun (Certified) are lying vacant. The main 
reason· is state~ to be . the lower pay scales as· com­
pared·· to the scales offered . by the fis~g industry, 
the rigours of life afloat fishing vessels are also re- . 
ported to be a ~ontributory · factor.~ · 

89. Having regard to . the method of recruitment, 
the difficulties in recruitment and the conditions of 
work, we recommend the following scales of -pay for 
the various posts in the fisheries organisations :- · 

s. 
No. 

Name of post· .. · Existing pay scale Proposed 
pay scale 

Rs. · 
1. Skipper . . • · 725-15-900 
2. Mate Grade I (Certifi~d) . 475-:-15-68i 
3. Mate Grade II 4~ 15-640 

Fishing Second Hand 
4. Bosun Certified • 

Bosun Certified • 
5. · Chief Engineer . 

Chief Engine Driver 
6. Engine Driver Ch."Ss I 

• 350-15-425 
300-10-350 
450-15-600 

. 250-10-350 
250-10-300 

' 

7. Engine Driver Class II 200-10-300 
8. Assistant Engin~ Driver 200-10-290-15-320 

150-10-250 
9. Bosun (Uncertified) . 200-10-300 

Rs. 
1050-1600 
840-1200 
650-960 

550-750 

840-1200 

45~700 

425-600 
380-560 

425-600 

90. Apart from the certified- categories of the 
floating staff on inland steam vessels and the fisheries 
vessels discussed above, there are other categories of 
personnel for whom Certificates of Competency under 
the Merchant Shipping Act or under the Inland 
Steam Vessels Act have not· been prescribed. These 
posts do not require any special· technical qualifica­
tions connected with the marine operations. The re­
vised pay scales for these posts in: vessels other than 
the fishing vessels are indicated against each in the 
following table :-

.S. 
·No. 

Name -of post · 

1. Bhandari l.· · 2. Laskar 
3. Boatman 
4. Cook's Mate 
5. Topass · 1 6. Steward 
7. Sukhani 

• 8.<Jreaser -
9. Seamen 

10. Laskar . J 
11. C9al Trimme;: 
12. Seactmny 1 • 
13. Greaser J -
14. Laskar -1 

· 15. ·Petty Officer 
16. Manjhi l 
. ~~: ~=~arlClal) r 
19. Greasor 
20. Tindal 
21. Deck Hand 
22.. Leading Seaman 
23. Laskar ) 
24. Cassab 
25. Greaser· 

26. Steamer Fireman • 
27. Tindal. 

28. Coalman 
29. Cook • 

TABLE 

Existing pay Scale Proposed 
pay scale 

Rs~ Rs. 

70-1-80-EB-1-85 185-220 

75-1-85-EB-2-89 1 
~. 190-232 

• 7~1-8~2-89 J. 

75-1-85-EB-;!-95 \ 190-240 

• 80-1-75-EB-2-95 
J.d~ 

• 80-1-85-2-95-3-110 

80-1-85-2-95-2-110 l 
85-2-95-3-110 f 
85 2-95-3-110 200-260 
75-1-85-I]l-2-95- . 

Ial-3-110 . 
- 80-1-85-2-95-3-110 l 
95-3-110 . J 

85-2-95-3-110 . -

• 80-1-85-2-95-3-110 1 
80-1-85-2-95-3-110 

30. Sukhani/Seacunny • 85-2-95-3-110 200-260 
31. Seamen/Lending Seamen 85-2-95-3-110 J 

80-1-85-2-95-3-110 
95-3-110 

32. Pilot • • 85-2-95-3-110 
·33. Quartermaster 85-2-95-3-110 
34. Cassab - 100-3-130 ) 225-308 
35. Tindal • ~ 100-3-130 
36. Cook . • • 110-3-131 1 
37. Sukhani,Seacunny . 110-3-131 1 
38. Quartermaster . 110-3-131 1 260-350 
39. Seamen . 110-3-131-3-139 J 
40. Chief Steward • 150-5-17~205 330-480 

91. Similar categories of the uncertificated staff 
on the fishing vessels carry relatively higher scales of 
pay for the reason that the fishing vessels have to 
operate on the high seas and. the personnel have to 



remain away for longer periods. We r~commend the 
following scales of pay for the categones of staff on 
the fishing vessels shown in the table below :-

TABLE 

S. Name of post 
No. 

1. Chief Steward 
2. Senior Deck Hand/Senior 

Deck Hand-cum-Cook/ 
Senior Deck Hand-cum­
Greaser 

3. Cook . • • • 
4. Deck Hand,Junior Deck 

H~nd-cum-Greaser/ 
Fishing Hand 

5. Topass 

6. Assistant Cook 

Existing pay scale 

Rs. 

160-10-200 
120-5-150 

100-5-130 } 100-3-130 

100-5-130 

75-1-85-EB-2-95 
7. Oeck Hand • 75-1-85-ER-2-95 
8. Topass 
9. Laskar 

• 70-1-85-2-95 
70-1-85-2-95 

I 

Proposed 
pay scale 

Rs. 

330-480 
290-400 

225-308 

~ 190-l40 

J 
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92. The Merchant Shipping Act, 1958 contains 
statutory provisions under which reasonable arrange- · 
ments are required to be made for the boarding re­
quirements of the crew when they are on board. The 
Department of Agriculture have informed us that it 
is one of the accepted international maritime conven­
tions that crew on the ship are given either free food 
or an allowance in lieu . thereof. Accordingly, the 
marine staff on fishing and marine research vessels of 
the Department have been sanctioned messing allow­
ance. In the Deep Sea Fishing Organisation and in 
the Indo Norwegian Project, the rate of messing allow­
ance is Rs. 601- and Rs. 120 per mensem fot: the 
crew and officers, respectively. In Sunder bans Pro­
ject, the rate of messing allowance is Rs. 75/- for 

Bosun, Rs. 50/- for Assistant Engine Driver and 
Rs. 301- for the Deck·Harid and Serang. Such of marine 
staff_ who are· in receipt of messing allowance are en­
titled to receive only 80% the dearness allowance and 
50 per cent the compensatory (city) allowance admis­
sible to other categories of Central · ·Government 
employees. ·- 1 ·; • 

93. The Department of Agriculture has· informed 
us that there has ·been a demand for increasing the 
present .rate of messing . allowance . which wet;e fixed 
as far back as 1954. 

Since messing auo·wance is paid to the . marine 
staff employed on fishing vessels in lieu of free food, 
we recommend continuance of the same. ·We, how­
ever, do not see any justification for paying:. messing 
allowance on a monthly· basis and think that it ·should · 
be paid for the periods when the~e· personnel· are re­
quired to be on board. This seems to be the. practice 
in the non-Government sectors also. We, accordingly, 
recommend that messing allowance should be paid 
at the rate of Rs. 10/- per day to the; officers' and 
Rs. 51- per day to the crew of the fishing vessels for the 
days they remain- Qn board. We also recommend that. 
such of· the marine . staff who receive : messing allow­
ance on a per diem basis should be entitled to receive 
full dearness allowance and full compensatory (city) 
allowance at the same rates ps applicable to otb.er 
categories of Central Government employees... · · 

94: The Government should consider whether· ·any 
messing allowance . ·should ·be' given to the·· · marine· 
staff in the customs and . Excise and ot}ier Depart-: 
ments also having ·regard to all the relevant circums::.1 

tances. · · · , . · ' : · ··: . " : ~ · ; · ... ' · 
VIII-Other. Common Categories. ~ · '. 

Artists · · ' · · · ; '· ' 

95. There are 296, non-:g'azetted · pdsts of · Artist~i 
Commercial 'Artist,. Poster Artist, Art Designer and' 
other similar· posts • in different.' ·'departments. ' These. 
posts are spread over 25 different scales of pay ·as 
indicafed in the table below :- _. .. . · ~ ; 

TABLE I 
' .~ .... ' .... ... .. . ;.• ... 

Distribution of the posts of Artists ;{ 1 
>) 

s. Existing Scale of pay Rail- P&T Def- Agri- I&B Edu- Forei- Ind. Health Home La· Deptt. Social Pl~n.: · Petro· TotaL: 
No. ways ence cut- cation gn I) eve. and Affairs bour of . Wei . ning leum 

ture Trade F.P. & Stat. fare .. Com-, &: 
(now Em pl. mis- Chemi- · 
Com- sion cal 
merce) 

1 2 3 4 5 6 7 8 9 10 '11 12 13 14 . 15 16 17 ' ' 18. 
. I -----,·. 

1. Rs. 370-20-450-25-575 6 1 3 - 10 
2. Rs. 325-15-475-20-57). 4 4 1 9 
3. Rs. 320-15-530 C- 31 31 
4. Rs. 270-15-450-20-530 3 3 
5. Rs. 335-15-485 · 1 1 
6. Rs. 370-15-475 1 
7. Rs. 370-20-450-25-475 3 1 4 9 
8. Rs. 335-15-425 2 13 15 
9. Rs. 210-10-290-15-425 7 6 2 2 1 2 4 25 

10. Rs. 250-10-290-15-380 2 3 9 6 2 24 

2 M of Fin./73-16 



1 2 3 4 5 

11. Rs~210-10-29~1S-380 7 3 
12. Rs. 210-10-290-15-320 • 
13. Rs. 150-S-160-8-280-

10-320. 

'14. Rs. 150-5-1~8-fSO- '-
10-300 ' .. 

11S. Rs. 130-5-160-8-280:.. · .,..- ·· , _ . 2 
'10-300 

• t 6. Rs. 205--:-7-24o-8-280 26 
17. R.s. 175-6-205-'"7-240- 1 . 

-··· 8-280 
:18. Rs. 150-S-175-6-205--a - · · ,. ~ 4 
! ·. '· 7-240 ' l ~ ' • ' ' 

19 ' .~-~-, ~:_15Q.-:~1~8-240 . - 1 
20.' R.s. 150-5:-'175-6-205 

,21. ·Rs,~ l30-S.:.i6~8~280 .. ·: . ·~ •. , . -;-

r2l. Rs. 110-4-170-S-200 • ...,.... - . '' 1 
·23. Rs: 110-3-131-+175-- ........ --
; .!, 5-180 
~ . . .. 

6 

I 
'f 

7 

-·. 

-- ,I . __. 

·. 1 

t 

'. 
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8 9 10 11 12 ·13 14 15 16 17 18 

10 
1 

14 - 14 

14 - - 14 . 
1 l 4 

1 2 32 
1 

3 8 

··~ 

-· - •19 
• 3 - 3 

1 

1 : 3 
1 - 1 

48 ·24. 'Rs. 110-3-131~155 48 ; -2s:. RS: s5:...2-9~3-:-t10 · :. : · ·......;. 9 9 
(ti·~:-~"· ~ .~. ~·· . ~ .. -·, : ~~ ...l:---:.."---....;._-'_;,• ___ "':"'--_______________________ _ - ,-

':TOTAL·' ~ ', ·8 ' 2 . 129 : 16 ... 2 . 46 38 4 . 13 ' • 15 4 10' . 2 . 6· 1 296 
i ~ ' ·" ... ' . 

. . ~6 .... Artists are generally :employed . for,; ···preparing 
illustrations,~' graphs,: charts, ; and designs for printed 
puplicity matte~; brought· put :by: the different depart- · 
ments .. Ti1e Artists under the~Ministry, of Information 
and BroJ.dcasting are, however, required to plan the· 

. layout, setting, etc .. for .the films,: documentaries and 
news reels produced . by ·the Films· DiviSion. _ As the 
duties of these posts are different these have · not 
been. _considered. :here .... Similarly· ·.there . ·are• posts 
o~ .. Artist~:.EQ.gr~yer,; Mist-cum-?hC?tO~aphe~, T~ch­
n.tcian/Research Assistant (Artis.t) .. which ·h3.:ve _also 
been discussed under the concerned departments •. 

,t • ~, ' • 

97. The tecruitment rwes 'f~r th~ 'va~iou~ po~ts of 
artists generally provide for the Matriculation quali­
fication with a Certificate or Degree /Diploma in · 
Fine Art/Commercial Art and experience in the line 
ranging from 2 to 5 years. In. some cases Dipl9ma in· 
Draftsmanship is also considered adequate. The posts 
vt. different levels are filled both by direct recruitment 
a ud by prom~tion. 

98. ·The qualifications and duties and responsibi­
lities of -the various categories of artists . being com­
parable we do. not. find justification for . the existing 

· 25 scales of pay and accordingly recommend that 
these posts should be brought over on the revised pay 
scales indicated in th~ table below :- · . 

TABLE 

S.No. Existing scale of pay 

- .1·· . 2 

Rs. 
l •. 370-20-450-25-575 
2. 325-15-475-20-575 

\ 
.f 

Proposed scale 
· of pay 

3 

Rs. 
550-900 

i,,. ,2 

Rs. 
. __ ; 

f I 

.. -·'1' 
f 

,, 

.• 1 • 

, i 37~2~50-2~-475 
·; 4. 370-15-475 .. 
.. 5. 335-15-485·. . • 
: 6. 335-1 S-425 ' ·~ ,· 
. 7. 270-JS-450-20-530 
. 8,. 320-15-530 . 

. o ':, • ~.})I' 
. . . . . .~- . ' . . .... 

- 9.; 250-10.:.290-tS.:..:.380· . • 
10; 210-10-290;:-15-425 ' ,. 

' .11. 210-10-290-15-380 
' 12. 210-10-290-15-320 . 

13. 150-5-160-8-280-10-320 

14. 205-7-24a-:8-280: .' .. 
. 15. 175-6-205..:7-240-8-280 

16. 150-S-160-8-280-10-300 
17. 130-5-160-8-280-10-300 
18. 130-5-160-8-280 

19. 150-5-175~6-205-7-240 
. 20. 150-S-160-8-240 . 
21. 150-5-175-6-205 

22. 110-4-170-5-200 . 
23. 110-3-131-4-175-5-180 
24. 110-3-131-4-155 
25. 85-2-95-3-110 

·:- ,. 

) : 
J ~ 

:} 

1 
. I 
. J 

:} 
) 

· •. Rs.' 

550-750 

. 425-700 

380-640 

330-560 

330-480 

I' 

260-400. 

' _r < 260-350 

200-260 

99. \Ve would also recommend .that upto three 
advance increments may be given in the proposed 
scales to the direct recruits in the organisations where 
there is at present direct recruitment in the scales of 
Rs. 370-575 and Rs. 250-3&0. 



Cashiers 

100. We have dealt with the Cashiers in the Rail­
ways, P&T and the Customs and Central Exise in 
Chapters 36, 23 and 27 respectively. Here we discuss 
the posts of Cashier in other offices. · As on 1-1-1971, 
there were 630 posts of Cashier on the ·following 10 
scales of pay :- · 

Existing Scale 
Rs. 

JJ0-180 
130-280 • 
130-300 
150-240 
180-380 
210-320 
210-380 
210-425 • 

• 210-530 
270-575 

No. of Posts .. 
'l'; 

222 
21 

347 . 

2 
2 

14 
'9 
1 

------------------~----·-----

Some of the posts carry special pay · rangmg from 
Rs. 5 to Rs: 40 per month depending on the· average 
amount of monthly cash disbursed. 
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101. We find that Cashiers are appointed either by .. 
direct recruitment on prescribed scales wjt4 or. without 
special pay or by selection from LDCs, UDCs and 
Assistants on grade pay or on a higher .·scale,· both 
with or without spectal pay. Further, in some cases, 
special pay of Rs. 10, Rs. 20, Rs. 30 or Rs. 45 has 
been allowed whereas the orders* on the subject pres­
cribe the rates of Rs. 5, Rs.: 15, Rs. 25, Rs; 35 and 
Rs. 4~ · ~ · · 

102. \Ve recommend that :~ 

103. Our recommendations~ fot; the':revised'!scitt~S. 
. t? repblac

1
e existi~g scales. ~f, _pay:· ~OE. t~(; . 9a~hiers 1 are 

gtven e ow :-· · ··".i 

Existing Scale 
_ (Rs.) 

. 110-180 .• 

150-240 . 
1 no.-28o"l'· 
13~300J 

'18~380} 
21.0-320 
210-380 
210-425 
210-530 .-

,. ., 

~ ...... '... ·~ 

.. 

Proposed Scale 
Rs. 

260-400' 
.330-480 

-~ :-~~r"' l~J/. J 

' . 
. ·• .•• l 

•.'·.t''l•·j 

J3P ... s6o 

425-640 

425...:700\ 
425-800. 

~. •t, ... ,· :· •.. ~·' :·, . '• f' .. 
These .scales may be ... applied ... g~nerally,. except · 

where we have specifically recommended. b#ler scales 
after detailed consideration of the matter elsewhere 
in the report , · _ ~:. ; '>: : ~:.'"' r: • r 

(a) 

104. In the 'Delhi Milk Scheme'.:i.lltder/the~ Ministry 
of Agriculture, there are 157 posts of Cash· Clei:k· and 
Cash Counter .Clerk on. the .scale of. Rs'.-:::1 110-180 
carrying· a special . pay of Rs.: 15 per. :month;~ .This 
nuJllber woul4 justify a s~parate cadre •. We: recommend 
that these. posts. sl)ould ·· either belong . to. : thez clerical 
cadre as at present and be given :a, c.sp~cial .. pay< or· · 
should J;>e given the scale of Rs. ~2.90140~:1 ;r¥ post. 
of Cashier (Scale : 'Rs. 210-:-125). .m~ the same, orga­
nisation should be given' the· scale 'of Rs.'·' 425-700 •. 
The post is at present filled by pron16tion;:·of Juri,ior-· 
Accountants but we feel that Cash 'Clerks 'arid 1 Cash 
Counter Clerks should also be eligible fof: iL 'The post 
of. Head ;Cashier, Delhi Milk ,. Scheme/is':i filled .J by 
promotion from Cashiers. on the/scale of -Rs-•. ;210-425. 
111.~ duti~s of Head Ca~hier .includtl. supervision Q:Ver · 
the. work of Cashiers and other:.stafl handling, cash 1• •· 

and working under~ him. We 'recoinwendJor. thi~ post 
Where there is direct recruitment · to any the scale of pay which we ·have:· ,·prop,()sed. for· ,the 
post of Cashier, then the scale should· be SAS Accountants, viz., Rs. 50~909." · .. '· · ; · .· .·. . 

(b) 

prescribed taking into · consideration its · · · · · · ·' -
responsibilities and amount · of average 105. We find that the following rates·; of' special 
monthly cash disbursement. There · should pay were fixed in. l962 ~nd pave'not been. ;rev~s~d· :. 
be no special pay in such cases. Further ' Amount of average monthly Rate ofSpedal . pay per 
where there are sufficient numbers· ·of .. · ···- . ·cashdisburse~·- · . ~-.. · · '??onth . 
cashiers in various grades to constitute a -\ 
viable cadre in a Department/Organisation, Upto Rs. 4,000 .. . Rs. 5 (if the official 
then the posts of Cashiers should not carry· ·- --- ·-· . · ·--- ··-furnished security)· 

· 1 Rs. 4,001-Rs. 20,000 . . . Rs. 15 
any spec1a pay. Rs. 20,001""'Rs. 50,000. '· _1 ..• ; "· Rs~.2~ d 1 • 

· • ·· r -.. 1 •. 'II . Rs. 50,001-1 00,000 )~ ~ :.~ · .j ..,.t: ·· !· t·Rs.- 35·~ · ~1 ~ q ·· 

has 

Where the , arrangements· .. for cash handling over, Rs. 1 ;oo,ooo . : · ~- ; :v :, i, ~ :, Rs:Ao: '2 • 1 ~: · 

are entrusted to an individual belonging . to · · · · · . . · . ·:· . :, ·· . . , . 
the clerical cadre, a decision should be takep. "". A special pa~of.~s: ? ~~r:~oritJ:t ·for. a ~ Cash~~r · 
as regards the level of ministerial ·grade who has to furmsh security IS rather' a 'small amount. . 

. officer (e.g., LDC, UDC or Assistant) who we recoinmerid that it should be·increasedto Rs.'·10 
will. be given this task. This decision ·should per month. · Our suggestions are· 'as ··under ~--· ·· 
be taken having . regard. to' a number of 
factors-the Chief ones being ·the amount 
of cash disbursed, the number of transac­
tions, whether dealing with public is invol­
ved, staff supervised etc. For various -levels, 
a range of. special pays should be pres~ 
cribed. Normally a special pay· in addition 
to their grade pay should be granted to 
LDCs~ UDCs or Assistant~ only. 

Amount of average m(Jnthly Rate of special pay . 
cash disbursed · per month . 

Up to Rs: 4,ooo ·: ::. ·' · · · ; R.s .. to:(if tlle · 'officiaf' 'has 
. , · : • ·· ' flirni.hed.secuiity) ; ~-.~ 

Rs. 4,001-Rs. 20,000 ... ·. ·, ' ~ ~-: Rs. ,20· : .. . , .. 
Rs. 20,001-Rs. 50,000 : . · · .. Rs. ~0 ·. . . . ~ , 
Rs. 50,001-Rs. 1,00,000 .· · ·: · 'Rs~ 40 ' , · · • ".· 
· Over Rs; 1,00,000 ·; 1 '. · R~ 50 

---
*Ministry of Finan;e (Dept. of Exr~nditnrt>) O. M. No. "f'Jl (42) Elll/60, Dated 28-6-1962. 



Cameramen and Ph~tographers 

106. There are 371 non-gazetted posts of Camera-
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men a~d Photographers spread ove~ 23 scales of ~a) 
as indicated in the table below : 

TABLE 

Distribution of the -posts of Cameramen/ Photographers 

s. 
No.· 

E .. \ •, f xastmg sea e o pay Rail- De- Edu- Mines I&B Eco- I&P Hea- Ship- Agri- W.H. Fore- Home I&E Total 
ways fence cation and nomic Ith ping cui-J & ign Affr. 

Me~ Affairs land and ture U.D. Trade 
tats F.P. Trans. (now 

Rs_. 

.1. 3~20-450-25-575 
2~ 350-20-450-25-5]5 . • 
3. 325-25-515 • 
4. 310-15-530 .. : . f 

5.' 335-15-425 ,; 
L . : 6. 325-15-475 • • 'J 

J ·;7. 250-10-290-15-425 
. ' ' 8. 2i0-10-290-15-425 ... 

9. 25~10-290-iS-380 

... 

''. '-·· 

,'10. 21~10-290-15-320-EB-15-380. 
11. 13~l0-290-15-380 

3 4 

9 

20 

15 

•r 3 
2 

... 
• f. . : •• 

5 6 

-2 

17 

1 

2 

6 
6· 

12. 'n<>-:10-290-15:380 · 
: 13. 158-8-280-10-300 • ... '.~.:·1 

14. 150-5-160-8-280-10-300 
15. 130-5-160-8-280-10-300 

'16. 205-7-240-8-280 .. 
17; 175-6-205-7-240-8-280 
18. 150-5-175-6-205-7-240 
19. 130-5-175-6-205-7-212 
20. 150-5-175-6-205 , 
21. '150-5-180 
22. 110-4-170-5-200 
23. 110-3-131-4-155 

I TOTAL 

2 
15 
.3 

4 
. 34 

6 

88. 

4 25 

29 

46 156 83 40 

The above table does not include posts of Cameraman 
and Photographer engaged on motion picture photo­
graphy in the Films Division under the Ministry of 
Information and Broadcasting. . Posts · where the 
Photographers, in addition to the normal photography 
duties, have also to perform duties of Projectionists, 
artists, etc. have also not . been considered here. 

107. While generally the qualifications prescribed 
for recruitment to these posts are Matriculati<m and/ 
or a Certificate Course in Photography and/or practi­
cal experience in various branches of photography, 
in some of the departments the recruitme'lt rules 

7 

3 

.. 

1 

4 

8 9 10 11 12 . 13 

1 3 
1 ... 

1 L 

1 1 1 2 10 

4 

2. 2 1 1 

2 

3 8 4 2.. 6 11 

Com­
merce) 

14 15 16 

2 

3 

2 3 

3 

17 

4 
J3 
2 

2 
20 
3 

15 
43 
2 

6 
6 
4 

14 
61 
2 

15 
32 

6 
2 

29 
88 

3 371 

provide for special qualifications, for example Micro­
photographer in the National Library for whom the 
qualifications prescribed are M.Sc. in Physics. Such 
·posts.. have also not been considered here. 

108. The duties and responsibilities of the Photo­
graphers and Cameramen are comparable in all these 
departments as most of them are employed on still 
photogr!lphy. In some c~ses the Photographers are 
responsible for the mamtenance of photographic 
equipment also. In some other cases they are res­
ponsible for imparting training in photography. We 
think that taking an overall view there is no justifi­
cation fot: the existing multiplicity of the pay scales 
and accordingly recommend the following revised 



scales of pay for the Photographers and Cameramen 
employed in the different departments: 

TABLE 

s. 
No. 

Existing scale of pay 

I. Rs. 370-20-450-35-575 
2. Rs. 350-20-450-25-575 
3. Rs. 325-25-575 

4. Rs. 335-15-425 
5. Rs. 325-15-475 
6. Rs. 320-15-530 

7. Rs. 250-10-290-15-425 
8. Rs. 250-10-290-15-380 
9. Rs. 210-10-290-15-425 

10. Rs. 210-10-290-15-320-EB-15-380 . 
11. Rs. 205-7-240-8-280 . 
12. Rs. 180-10-290-15-380 
13. Rs. 170-10-290-15-380 

14. Rs. 175-6-205-7-240-8'-280 
15. Rs. 168-8-280-10-300 . · 
16. Rs.150-5-160-8-280-10-300 
17. Rs.130-5-160-8-280-10-300 

18. Rs. 150-5-175-6-205-7-240 
19. Rs. 150-5-175-6-205 . 
20. Rs. 130-5-175-6-205-7-212 • 

· 21. Rs. 150-5-180 . 
22. Rs. 110-4-170-5-200 
23. Rs. 110-3-131-4-155 

Cooks and Cook Bearers 

Proposed 
scale of 

pay 

Rs. 

1 550-900 J .. 

} 550-750 

1 •425-7~0 
• J 

}38~ 

} 330-560 

} 330--480 

} 260-400J 

109. They are on nine different scales of pay but 
the concentration is in two scales viz. Rs. 105-135 
and Rs. 110-180. The majority of them are 
employed in the Railways and a few are employed 
in other departments such as Agriculture, External 
Affairs etc. The posts are generally filled by promo­
tion though there is also direct recruitment in-some 
departments. Differences in the rates of remu­
neration are in a few cases, but not generally, based 
on the nature of duties. The Cooks in the higher 
grades may in some ·cases have to supervise the work 
::>f a number of other Cooks in the lower scales. Having 
regard to the nature and range of duties, it is not 
:11.:·cessary to have more than three pay scales for this 
.:ategory. We accordingly recommend that the exist­
.ng ten scales may be broad-banded as shown 
i'elow:-

1-· -------------

Existing scale Proposed 

Rs. 

85-128 
IOJ-130 
105-135 

scale 

Rs. 

225-308 } . ' 
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Existing scale of pay Proposed 

110-131 
110-143 
125-143 
120-150 

140-175 
1Hh-180 

. ' 

. ' 

· 1 - · • • scale of Pay 

.• 

., :} ~3~~: . 
' ;.}2~~: 

----------------~' ':. . ... '; 

Caretakers 

110. This category numbering 4 73 is. on 23 Class 
III scales of pay. Nearly one-third of the total 
number of posts are in the Railways. Though there • 
are 21 scales~ the following five. scales account for 
60 per cent of the total strength. 

Rs. 
85-128 

105-135 
110-180 
110-200 
130-300 

Though promotion is . the rule, direct recrui•rr.cnt 
is resorted to in some departments in . the higher 
grades also. The qualifications prescribed ·.vary but" 
it is usually matriculation with diploma in sanitation; 
in some cases graduates with experience as ·care­
takers or persons with diploma in catering ar~ also 
preferred. · For· posts in scales , lower · than ' Rs. 
·110-180 middle school standard is the· normal· 
prescribed qualification. We do not think there is 
justification for the present diversity .of. pay : scales 
and we would recommend the following ·six scales to· 
replace the existing 21 scales. - ' 

Existing scale \ 

Rs. 
85-128 

105-135 
100-142 
110-131 

130-170 
110-180 
110-200 

130-212 
150-200 
150-240 
150-250 

130-280 
205-280 
130-300 
150-300 
168-300 
150-320 

150-380 
210--380 
250-380 

210-425 

Proposed scale 

• Rs. 

~ } ;25-308 . 

. l . ·~ 

: J 260~00 I 

1 

} 330-480 

1330-560 

:. J 
. ~ 380-640 

J 

425-:-700 

Qualifications for 
direct recruitment 
recommended for 
the future. 

By Promotion or 
middle pass with 
thr« years 
experience. 

Matriculate . 
.. ·1 

·No direct recruit.:. 
ment. t 

Do. 

Matriculate with 
diploma . in sam­
tation or catering 
with fo\lf years• 
experience. 

Matriculate with 
Engineering dip­
loma. 
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~~ema Projectionists/Operators ... 

,. 111. A number of Central Government Depart­
ments, particularly those entrusted with the responsi­
bility for publicity,, employ Cinema Opera~ors/Pro­
jectionists . for operating ·the cinema· projectors, etc.· 
There are generally two levels of workers :employed on 
the operation\ \)f cinema projectors -· and ancillary 
equipment, including. amplifiers, loud speakers, etc., 
namely,··· ) Operators/Projectionists . an.d .. _ ·Assistant 
Operators/ Assistant Projectionists. There .. are how .. 1 • 

ever, ·variations. in the designation. of these posts , in 
the different. departments. In some , organisat10ns ·they 
are designated as Operator-cum-Driver, Operator­
cum-Mechanic, Projectionist-cum-Electriclan, telecine, 
Operator, etc. · · 

I l' 

112. There are 364 posts of Cinema Projectionist/ 
Operator under the various departments distributed 
over 23 scales of pay· as indicated · in the table 
below:-

', .... -;' • I ' 
; ' ) . .t I : . IT ABLE 

:··. , ·i;;, ,:)Distributi~n o/the postJ oi Pr:oj;ct~r Operators/Assistant Projector Operators 
,.,: ~f···.'~ :: r;. • _ I •. ~ t •, ·,r: ·.')'4"[· ~ -._,.:_:,..l;,· ,; , ... ,. ~· •· , , • ·~·,:-.-:. ti: , , 1 

-~ -~ .. -~---"--":""'-:----,..-..:..-...;.-.--.------r-~.;___,.....,..:..-.;-.:.-...,-,---------'-----~-~--------~--------
' '·.· • y, ,•'., ,:-'! ·: .,i I •· •.• {•' 

· S. Exist.ing scale 
No. of pay. 

PI~.' I&B Health Ind. Edu- Home Ship- Total 
Commn. and Dev. cation Affr. piDg · 

F.P. , · ; · · - . and 

De- ·. L.E:· .. 'four- ·w.H.~ R~.ii/sodat Per- Agrl. Ext. 
fence & I; ism & ways Wel- son· Affr. 

Reb. · and U.D. · fare nel ' · 
· · . , .Trans . .. . ·; ... Civil 

i ::- ·.A via· 
. ·. , •. ~- --< tion · 

'-"":_; 

18 - 19 ·1 · _,' ~ ,·.·J: :·:(·{;:t;:s~.; . 19 ::c·-;·"l·i 
-~.,. ' ~ ? .. ~- • ; ' 

10 11 ·12 17 13 14 15 16 . 

.... ~'J J. .- ....... """"!~· ...... ·~-----------------------
.. ' - ' - :. . ,•, . ·. ' ....• ~. · •. _·.'.' .. :.> ... ~<! ·;. •1, _;_: .... ,.~,,,_..·.~··:~-: ~-- ·., .•. · '! ,o! i jj,;'J ,.. - r 

.-·_··: .. :· "-~s .. f .. ;, . ,.. ~· 'l :..: . .. ~ •.• -~-, -:.~,·~~ ... -~- -, .... r~~· 

''L.21o-·to-29o~is~· .I:· "i<..; -t::· ... ·:.q· H >t..;) •. x • ·. 

"-2425·=" . -t ·~;·,~t]·.t··'),l~-.;i!:r~:,::~).:::. ~{~~::Jil·l·.:~.\7 .. 
f 2. 2so~1o-29~-ts- . . . . . . .. , 1 

,-~·: :i~,~·~§~~.~~ : . ~:~~I': :, I.: : ::.:_: :.:::u · < ~.;·: · -·~ : :.;· ~: · 
. 4. 200-10290-15~ ,·.;,~ ; ... ~-,;~ ~:/~. ·.~ .. ',;)' -·:.:,: 

32() s 6 . 3 ~.· 
5 •. 15~10-290-15-
·:.:320 .'· 

6> 2os~ 1 -240-8-i.so. 
:. ' ' 

7. l7S-6-20S..7-240-
.... 8-280 ••. 
8. 150-5-160-8-280-
, ~ _1Q~300, ': 
9.' 150~5-:.17 5-6-205-

7-240 r . 

10. 150~5-16~8-216. 
11. 15~5-175-6-205-

7-212 •·. • 
12. 150-5-175-6-205. 
13. 150-5-175 
14. 13~5-16~8-280.,· 

10-300 
15. 130-5-160-8-280. 
16. 130-5-175-6-205-

7-212 
17. 130-4-170-5-200. 
lR. 11~3-131-4-175-

5-180 
19. 125-3-131-4-155. 
20. 110-3-131-4-155. 
2L 110-3-131-4-139 .. 
22. "it01 3.,131 
23. 75-1-85-2-95 

TOTAL 

2 

83 23 

'· . 
52 

51 

3 
3 

... 

189 46 

I . ' 

1 . 

l 
. ;· . 1 

. ~ 

. ~ 

7 . 2 

' 1 .... ... 

.. 
' ' 

\ 1- j ' 

'_.·.I "·;;,. 
,- . I 

. 6 .. --··_..:.· 

: .. 

19 1 

1 

1 

"2 

1 . 12' 
r .,: • ., 

' .. . -- ~ - ~ ..... ' 

.. 3 .3 
,_,.' 

3 . 43 60 
I 

20 

' 3 

. . 1 

'' ' . 1 1 

. . . . 3 1 4" 

.1 

, .. 1 
.107 

1 . 1 

4 . 3' 8 
:. • '! r 

"6 
1 

13 
' 1 9 14 

53 
· .. 1 

1 1 
51 

7 1 1 . ~8 .27 1 L 364 
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113. The recruitment rules for these posts indi­
cate that generally posts on both the levels are filled 
by direct recruitment although in some cases posts 
at the Operator's level are also filled by promotion 
from the next lower. grade of Assistant Operator. 
The academic qualifications prescribed for these posts 
are Matriculation and in some cases even Middle 
pass is considered adcq':late. Such .Ppsts wher.e 
Matriculation is not prcscnbed as a m1~unum ;:Juah­
fication are, however, generally placed m · the· lower 
scales of pay. The technical and professional quali­
fications required for these posts are Diploma/ 
Certificate of Competency in Cinema Projection 
awarded by the State Governments. Experi~nce of 
about 3 years in operating both 35. mm and 16 mm 
projectors and other sound equipment is also essen­
tial for recruitment to some of these posts. 

114. Having regard to the duties of the Cinema 
Projectionist/Operator and the qualification and 
experience prescribed for recruitment, we recommend 
that these posts be placed in the scales indicated in . 
the table below:-

s. 
No. 

Existing scale of pay 

2 

· t. Rs. 250-10-290-l 5-380 J 
2. Rs. 210-10-290-15-425 
3. Rs. 210-10-290-15-320 J 
4. Rs. 200-10-290-15-320 

5. Rs. 205-7-240-8-280 l 
6. Rs. 150-10-290-1 5-320 · 
7. Rs. 175-6-205-7-240-8-280 I 
8. Rs. 150-5-160-8-280-10-300 ~ 
9. Rs. 130-5-160-8-280-10-300 I 

10. Rs. 130-5-160-8-280 J 

.. 

Proposed 
scale 

of 
pay 

'Rs •.. 
:.;' :J 

.425_:;_700: 

425-600 

330--560 

1 2 . 3 

·.c ... ·_._ .1 .. Rs •. ~ 
11. Rs. 150-5-175-6-205-7-240 } .. · i.;' ' . 
12. Rs. 150-5-175-6-205-7-212. · .· · •.· ·o;:·; '·J-!'i. 
13. Rs. 150-5-160-8-216 • · · ·' ; >33Qr480 
14. Rs. 150-5-175-6-205 . ;. .·., . : .i ~ 
15.' Rs. P0-5-175-6-205-7-212 · 

, . ~ : ·' ~ ,~; - -r . _. . , . , .._(' ,,. . 
16. Rs 130~4-170-5-200 1 , 
17. Rs. 150-5-175 ~ · 
18. Rs. 110-3-131-4-175-5-180 j 

~ 
j 

19. Rs. 125-3-131-4-155 
20. Rs. 110-3-131-4-155 
21. Rs. 110-3-131-4-139 · 
22. Rs. 110--3-131 

· .. ; .. -·! 

23. Rs. 75-1-85-2-95 

' ...... ~- f 
_; \, .It\. •-· i: 0 (. , ·,,' i 

, . . . L'.L ! ..... ·;;c.;,,·; ;'•··: 1 )', 

115. There are 52 posts of Assistant Operator in 
the scale of ·Rs. 110-155 in the Ministry of De­
fence which an~.. . filled by direct recruitment '. from 
among Matriculates: with·~· 'a Certificate/Licence .fot 
Cinema Operator ·or experience ,varying frcn·n one to 
five; years. ·For these posts, we· ·reco~mend the. pay 
scale of Rs .. 260_.:.._400;:•. . ;· · O:t 1·)' '; . ·:.:.) 

~:- . . ... ~"., .. "• :·~_,-:_. :~ • ... ~•."'[ r:, . ..., ... ol • :·. ,\"~ I : 

116. There is . one post of Projectionist-cum-Sounq 
. Engineer in the pay . scale of . Rs. 205~ 7-240-8-
. 280:·in the' Department' ·of Family PlanningL.:'This 
. post is :filled- by direct .recruitment from Diploma 
Holder in· Cinematography::. ·Having regard.: .·to the 
prescribed 'qualifications, we recommend for. this: post 
the scale of Rs. 425-640... . .: .. ~ , ·) · . ·. .· . 

'-' .. ' ., : .. _., :· ·' 

Editorlal Staff and Publication lV~rke'r~''. 
tt ' ~ .~ 

117. · There are: various . catego~ies ' of ~ editorial , and 
publication staff'.; who .assist 'in. the. ·preparatiori ; of 
publications .. brought ·out by the·. various departments 
for official and ·public :use. ' The posts which " belong 
to organised ' cadres. have ·not been: .. discussed here. 
The distribution of · other posts ·in .these . ·categories, '·. 
in different scales of' pay, which~ need speeial: · me:n~ 

· tion, is given in: the·. table below:~. ·~ · '.: (l . 

----·--------------------~----------------------
Posts in the Department oL 

I ' l' ~ . . 
j ;,ft 

; r. ;. r --! 
Cf)· ·) 

't:l ~ ··~. . 

~ •. ·/· d ·~- : ~ 

ell 
c;j 

"i .. f 

.s d ,; •' 

"' :B.· ! 
l <;'> TOTALf §· c 

d ·d •• .•. ·l . ; 1 
.8 ~ ~· "'·-· .. · ,_, .. 

i5:: '"' "' ' I 

~· a:d ~ ..=· I· 1 •' '! >. c. rJ) 
·c., ·.·-

"' ] ~· 3 ~ Cf) '"'· > .. e > ~ Cf) ell 

·~ ~ Q a:d 
Cf) Cf) l .s 

b e 1::1 < ~ c;j 1::1 
~. E2 ~ ;:I 0 ..(3 a:d "' rJ) 

~ 8 c;j (1) ·s .9 o'd', 2 ·a B -~ a ..c: s ~ "' ·a 1::1 g '1. s V>· 
~ .!!: ~ c;j ·c .2 s ;:I ell 

~ 'g 't:l ·e "' "0' ell Cf) "0 0 ~. 0 < < Q JJJ ·~ ·U d ll-< ~ r/)· ·~ ~ 

St. Scale of 
No. pay 

r ··1 . .. 

2 3 4 5 . 6 7 8 9 10 11 12 : 13 -14 15 46 

1. Rs. 425-25-500-30-800 2 ........ ·- 2 
2. Rs. 350-25-500-30-800 3 3 2 6. 3 4 23 
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1 2 3 4 5 

3. Rs. 350-20-450-25-475 
4. Rs. 325-15-475-20-575 . 
S. Rs. 330-15-435-20-535 . 11 
6. Rs. 325-15-475 , 

\ 

7. Rs. 270-10-290-15-485 32 

8. Rs~ 210-10-270-15-4S0-20-530 
9. Rs. 210-10-290-15-425 .· • 3 

10. Rs. 210-10-290-15-380 

l 20 36 

118. Posts in the scales of Rs. 425-800 and 
Rs. 350----800 are filled generally by direct recruitment 

· from amongs~ degree holders with 3 years' journa-
listie or editorial experience.· · , . .. . . 

, Posts in the scales of Rs. 350----475, Rs.. 325-575; 
Rs. 325~75 and Rs. 330-535 are also filled by. 
direct recruitment. of. Graduates possessing. two · to 
three. years'. experience in editorial work a!ld: _pro· 
cessing of publications ~ario?s ~ stages.· Some of 
these posts are filled by promotion from the· grade of 
Rs. 210----425. · · ' 

. ' , . . . .: . - . . , . : I 

... While the ·posts of. Sub-Editor .. · Rs. (270----485) · 
under the ·Ministry _of Defence are promotional· posts 
for Assistant Journalist (Rs. 210--425), the . posts 
with the same. designation in the P &LT Department 
are· filled by ·direct recruitment of ·Graduates in Hindi 
with 3 years' experience in editing, translating from 
English to Hindi and v~ce.-versa. . . 
· Out of the three· posts in the scale of Rs. 210----530 
there is one post each under the Ministry of Defence· 
and Ministry of Industrial Development and Internal 
Trade . which . are filled by direct recruitment from 
amongst persons possessing ·.a Master's Degree in . 
English ·.or Sanskrit. :rhe one post. of Technical 
Assistant in the same scale of pay' under the Ministry 
of. Agriculture is also filled by . direct recruitment 
from amongst Graduates possessing experience· in 
publication work. · 

Posts in the scale of Rs. 210-425 are partly filled 
by promotion fr~m lower grades (Rs. 168-300 or . 
Rs. 150-240) and· partly by .direct recruitment of 
Graduates with two years' experience in the J!ne. 

· 119. Having regard to the duties and responsibi­
lities, qualifications and method of recruitment· for 
the various posts in these categories, we recommend 

·the following scales of pay for these posts:-. 

S. Existing scale of pay 
No. 

1 '2 

1. Rs. 425-800 ] 
2. Rs. 35G-800 
3· Rs. 325-575 l 
4. Rs. 33G-535 ~ 
5. Rs. 350---475 I 
6. Rs. 325-475 J 

Proposed 
sca1e of 

pay 

Rs. 650-1200 

Rs. 550-900 

6 

l 
1 

2 

7 8 9 10 11 12 13 14 15 16 

1 2 
2 2 2 ·- : 8 

ll 
J 

2 34 . 

·- 3 
3 6 J3 

- . 1 
-·-----

I . 2 8 2 5 6 12 2 98 

-·--
2. 3 

7. Rs. 210-530 } 8. Rs. 270-485 
Rs. 470--750 

9. Rs. 210-425 } 10. Rs. 210--380 . 
Rs. 425-iOO 

Gestetner Operator - · 

120. ~he J?OSts c~vered here are known by vari­
ous de~Ignations ·like Gestetner, Operator, Roneo 
Op~rator, Duplicator Operator,'· . Add'ressographer, 
Seruor 1Addressograph Operator, Office Machine 
Operator, _Gestofix. Operator,· Rota Print Operator 
and Barro Machine Operator. As on 1-1-1971 there 
were 492 posts on the following 10 scales of pay:-· 

Existing Scale No. of 
· · Rs. posts 

100-3-130 . 2 

105-3-135 65 

110-3-125 . 123 

110-3-131 215 

110-3-131-4-139 2 

110-180 63 

130-240 2 

130-256 4 

130-280 2 

130-300 14 

--------·-
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The posts on Rs. 110-180 are generally filled by 
the promotion of Operators on the scale of Rs. 80-
110 while the posts on· the higher scales are gene­
rally filled by the promotion of operators on the 
scales of Rs. 110-125 or Rs. 110-131. Keeping 
in view the method of recruitment etc., we recommend 
for these posts the following scales:-

Existing scale 

(Rs.) 

110-125 
100-130 
J J0-131 
105-135 
110-139 

110-180 

130-240 

130-256 

130-280 

130-300 

Gardeners and Nursery Workers 

Proposed 
scale 

(Rs.) 

} 260-350 

260-400 

} . 330-480 

} 330-560 

121. This category numbering .63 is distribured 
over 11 scales. The majority of the posts are, how­
ever, on the scales of Rs.: 150-240 and Rs. 110-
131. The posts in the higher grades are generally 
filled by direct recruitment from graduates iri -agri­
culture, Botany or .Horticulture. We think the follow­
ing five scales should meet all reasonable require-
ments:- ·' 

Existing scale 

(Rs.) 

110-125 

110-131 

140-175 

110-180 

*Chapter 36 Ministry of Railways. 

*Chapter 27 Ministry of Finance. 

I ' 

Proposed scale 

(Rs.) 

} 225-308 

1' 260-400 
J 

'~ 
"' 

*Chapter 42 Department of Science & Technology. 

*Chapter 40 Ministry of Works & Housing. 

Existing Scale 

(Rs.) 

130-212 
150-240 
130-256 

150-300 

Proposed 
scale 

_(Rs.) 

\ 

330-480 

~ 330...:..:.560 
150-320. ~ '·' .i. i.; I I ! t 1 . , ,J, .. ,,·-.. ·,'·. ~:f;·, .. •.·'•t'.J ' t ~ • ' ,; l ' ' ·, < J / r CO 

! 1SQ.--;-38q\ I 

210-425 
· - ·, (j •· ·•.: _._,,· ,_~, l·· ... ;., :q ,., \, ;.:42.s.:_7od 

(r i'J•i_~(~ '')Ji:: ~L-iiJ~,-i·~.; ~ ... 1 :~;~ ~ 1. ;;:,ti·" :.-'.-J)/ 

t-~· .. " .... ·•":' I . ~-,~> t·;; .• ~~~ 

122 .. Wet deal- in .this 'section ·with 1 printing staff 

employ~(\-!~;· .,pepa~rn~n~s1 ,<?t~e~.: ,.,fl.l~':l( ~h~ Rail'_"ays 
and Economic Affairs, the Chief Controller of Print~ 
ing and Stationery and hi th~' S~v~y ~6f;India; who ·. 

1- have :been ·covered• in;th~ .respectiv~· chapters.*, .The 
~ategories. of . p~Q<;>f, ... r.e~~ers; and 1 CPPY: .h~lde~s. , . \Vh9 
are akin to the reading branch staff under the . Chief 

' .. • ... ,,, .. ,, .. ' ' :-.,, H' .. d' '' .,j/ 

Controller of Printing· and Stationery have also -been 
dealt with under the chapters~ On1 the iconcem~d :·de- ' 
partments. . The. remaining\ printing ... ;staff> numbering 
36~ ar~ distribu~ed ~ 13_ ~epart~e~t~~·. Of, this, ,279 
posts are. in. the: vw,.:~ou~) o~c~, ~!ld~r . ;\ w~ .. ~~ 
of· Defence. The Departments of Health· and Family 
Planning and of i Mines acco\mt for' 22 '.and' 29' PoSts,' 
respectively~'· The; ,remaining. 42 ·posts ·are distributed 
in 10 other departments. _'!:'hese posts are borne on. 
as many as 33 scales ' of pay·. ~~ recomm~ndl~g 
revised scales we have 'aitempt~d 1to 'r~duce \the ''l:uuit- . 
ber of scales to the extent rpossible. However,: --111 
view of the differ~n~s .in the siz<? , of' the 1 Presses 
maintained by the various departments,: ~~d: pte ~va~ir 
ation in the skill requirements of different jobs in 

. '· . . ... ·!, : ... , _,· ·F 
the printing trade,·· we have found' it necessary ·· to 
recommend 9 scales. ·•·: ·. : •: ; . · l - ·, · 

') 

• ( 'I 

123. we· have scrutinized the recruitment qualifi-
cations and the duties performed in these : posts and 
recommend the revised scales 'given belo~, in -respect 
of the different Departments. : \ , . ., ., 
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. ':1 .. ( 'i·' ; 'j · Designati<?o (Office) 

I ;.l! t -· .... ~ ~ • 

1 ,. !! 

; ' t.~ ' !' . : ~ : · ..•. . ~ :. : ;. ~ . I 1 

!' -· .. ~ : .. ' ~· ... .. _ , J ~ ~· " No. of pos c·s··i I .['xisring ·, 
.,, -.. scaie .. :r 

._.;; • •I '·:;./>.;:.,;••~~· i •; •• 1 I · ' ',·;·· .,; .' .. r 
-:i~-"'I ;.'ji~ .• : (.: ___ ,_,I [ -~~~ 

'; 

Fropotcd 
Stale ~ · 

~: :: r . ; ., : r 
--~~~~-T~--------------------~~~~---------------------------~ ---~~---\ . i 
(i) :Ministry of Defence : 

. •J·' ( tl' ,_ 

Printing Assis;ant (Technical) (Chief Administrative Offieer) · 
1 

~iihographer~um-Printer·(Research &. Development OrgJnisatlon) 

~crog~~hist tChief Administrative officer) . .':. r .! . 
·, 

Compositor-9rade I ·(NavatHqrs)--~--; -~-~-.- · --·-· -- ---- -----

Mono Compositor (Engineer-in.:.ChieO .. . . 
Litho Machine Operator (Naval Headquarters) . J: r;; -.. ~ ;: ,-r !1 L ~ 1'l 

' . ' 

:Mcleh~ Minder (.t.iiho Offset) (EJlgineer~in-Chief) ·; : l . •. : ~ :. 

·'Machiri~rhan (orise't 'Print.id~f (Chie'f Admini~irat1~~ oma!;) :·, ., 
· ..... >~~-,·j J'-1 ·r ... :~it_,1:.~:q·_> t~-~-~~.) :..rt,1 .. ~1i~,.~~!l. ·.J·.-~L·::·..c)~- l•1:1, 

, ~~po.~~~~ ?r~je.g.~~~~al.Jfffa,~q~.t~rs~ (.-:•· -/, ~/ r.r.i; : ·< • 
:'(ype Ctittct J-1111.d~ • 4~ .(OllyctQr~te! Oenerato£ Ot:dnaoce:Factories) 

. ( ciJmposiiot (Jri..de~!A sl o)~e:~tof o61~at ~f Otdnance' FactetieS) 
·_: .:~; --. ~~·tr 1~~·;_:·:-t l~~~~.-:~ :f::.!~iClc'" : .. ri!.; ,~·1 {~·...1;_ c-r £-Lfr :::·~=~ 
Mac)tine ,Minder (Ch!~f.~~m!qis~r!l~rv~ 9,fflcer), . • . . .• . . ~i • .. • 

d ... 1 ·
1 1 i ..,~:-. !.:f1~ .. \ !t .. in:.J,.;£.· .. f.... ~--.,... .• ~.~:~.-'-! • .~d _ ....... 4 4; ~..,_'J 

9>~P~~~_q:a:,{Q9.~f ~dmip~tt~~iy~,QftjceJ).J ~t::tc-.: ti ·i"'' !!.4:.L 
·~m-pOsitot_(Air.Hea_dquairers)~;·.!:~;tt:;:::.-1 • :.;,il. · .<~~r::.:~: ).!..;I • 

=ci,~po~i~r~(~ngint~lrr.'Chieo · .u ~~~ ~~:.·-:;..·:·:; ·~ =_ilJ :: ;" :~::. 
.,.,.>:-~.;.r·t· ::.~ .. !~ 1··:L~("'~--J /~-.~~i~~j ·-:i .. :·_,:ir· .. t ... :Il f t ~-~-.J ;~r.,~~-}~ 
_ Co_-j!lP_-osf~or .. _{i>~~ctor;Ge_ 1)-er~t .. of_9

1
t:'!nat:lrq: F~\ories) ! .•., 1 \ ••. ~ 

'-~'' t f..f>'" Lo.l.;)f. -.t.-·"·-•·--··:~...1. ---1 •·' L .•.. ~ _ _, 

~~posjtor;_9.?,!r~~r ~~ne~~l,!Jf!_!lsp~~tio~) :rr:. t·"~~ ~~L;:~i!-l'! 
. I - . . . . -

~C()mposiior (Re:;c:trch:';&'~.be~ttopinent :OtEiulisati<in)':: ·' - :; · ~ · 

Meeila~ica(cister·'(Eniin~'rlin-ait~rr·<=-~-! :;!) • ' ,< · ~ t.! 1 • r : 
·- ~ ~ ~ !. · . c·_L -~ ~. -~ : i .; t ... -~.:q -~ , -~ :_ :_._, ~ :· .. ;: .:: ~ . ·. _ .. ::~ ~ w 

-~~~~n:,-~i:?.~~~ !1-ir_;~~~~~.~~~~~~ :.·:·:...: ~-:! ,_:.~~ ~ ~· r:.:; :· ::: •. 
.~c~~~~ ¥i~4e._r Cy~~~~ ~~ngi~-Jn:<~pief>.:. ;_.~: r •• -~· ~; 1·d 

ComJjo5itor:(Military~rainiii'g Direet'Oratej:~: · • • · ,·: 
. • - ._ ~ - 1 ,, ' . . • • ' •• 

Printer··(Naval H~fi4l.itt~fs):.. · .::.~ · ! '." ' -,: _ • :--- ·• • · ' '·
4 

·~ 'rJ:_) ::~::·:·"·-~~:~::; ; "} ·-~-~ .. :·_~!_,~·· 2 ~.:~; ... - ~-->;; ;,.-~· r d~ .;~-~~---~ 
Machine Min,der Platten. (Engin(fer-in-Chief} _ _.. • .. ·• • . , . • , .. . 

~ ~·-.-~ ::. .. • .. ;.:_t .i ~·· ·._: .... ~- ·) · ":~·Jr,~ .. _~!' ... .:.. .. = ......... J., 

Printer Grade IV (Military- Training Direct_pmte) '-· ,. · ·-·~:·,- -~-- • .< 1 • 

. !. • '() ~: ~ 

... ~ :_ ,.._ 

,._ 
\ ~: . ·, ) 

·--· 

~: '· t: ---'!.-\': 

~,. .. ; __ , ... _." 

I• ·: ;:... '. ':~;. 

~.; <t ..... {~; ; 

OperatJr Printing Machine Grade •A• (Dir~ctorate General of Ordnance Fac~ _ ·. 
tories) . · • • • . . . •. , , . 

--::--~:: ... :::1 "'::·.:~.::.1 i .. -;~·:.:; .... : · .. ~ :·i ~ }·,..) '.JI.r~I .)i·~ 

.~~i?.t~q<?~~all~:~rvi~s~ .~ • , ll'.t . .f .- •. _ ~, '.;: ·· ~·,; ·; z· • . _ .. · ) • 
~Pr.iJJ,ter, (Dire~orate G~eral oflnspettion). · .·.~, • :. .. . ·'~·;:. · ... J 1 

Printer (Research&. Development)-· · r.: 'r/:: .. _:. t '' 1 - • > >~ 
(i i) Department of Agriculture 

Plate Mounter and Fioisher 
Printer 

Graphotype Operator 

t 

. 

(2J}t 
(S) 

f%1--
(29)1 
(12-) 

~)' 
(8)J 

(1)\ 
(1)/ !• 

Rs. Rs . 

1 210-42' 42~-700 

--2 168-280 380-560 

~ 150:---240 33Q-=480 

1 ·' 
150-:-205 330--480 

1 150-:-180. '380-560 

2 130--212 380--560 

1 130--205 380-560 

110-180 260-400 - -.... 

2 110-180 260----400 
! 

6 110-143 26Q-350 

25 110-143 2@--350 

4 110-131 260-350 

.. ~lt-1•.~;/ f, ~I/:. 
' ,. .. )i 

91 
.26().....:;350 

•, . . ... . : . ..;.· 

: ·• .:_.:. ··) '"f l" 

,_ . 
- ;, '• 

7 100-142 260-350 

35 100-130 260--350 

-----·-·--·-- ---

r_ 

55 85-;-128 . 260-35(). . 

.! 

2 140-i75 260-350 

1 130-300. 



Designation 

1 

·-------. 

Technical Assistant (Printing) Grade l . 

Technical Assisrant/Grade II (Compositor) 

(iii) Mini.Jtry of Irrigation & Power 
. ; 

Offset Machine Operator 

(iv) /!J~_;artment oi Labour & Employment' 

Offset Machine Operator 

Bradma Machine Operator 

Printing Machine Operator 

(v) Department of Rehabilitation 

Compositor/ . 
Printing Machine Operator 

(vi) Ministry of Edu_ct;zti~n and Social Welfare 

Stereotype Operator (National Centre for the Blind) . . ' 

Pressman (National Ce~tre for the Blind) 

(vii) Ministry of Works & Housing 

• 

. ' 

Printing Assistance (Town and Country Planning Organisation) 

(viii) _Ministry of Extemal Affairs 

Lino Operator . 

Machine Man (Printing) 

Compositor 

lmpositor 
Printer 

.. 

(ix) Depar111!ent of Rev~n~e an_d {ns~ranClf' 

Offset Machine Operator - ,. ... '. 
- lq 

(x) Department ~I Science & Technology 

Printer (Botanical S_urvey.of'India)··· ·' 
' } ~ I ' • J t ~' j, 

r;. I 

·, 1 

•. 

-;.! i r. •' .. 

'• 

•· 

No. of posts ·• ·' · EXisting Proposed 
· Scale · · Scale _. 

2 

\_ 1 ' 

3 

4 
·,.,_, .. ,.'t 

'· 

· Rs. -·. Rs. 

'110-200 ... · . 33~80 
!,.·;••\;\! \q :1t•:,h::~:·tl\ !;i,) 

11~180 .. 260-430 
:· n~r.i·~'l't-;,~fJ ·, . .. 

~' 7 I 

·.1 ··,~.ti'()·,~.~ni;(J 
'3 ;,' ':' 210~25 : 425-700 ' 

' ·' ~ 
' .• 1. 

. } \ . ' -~'' 

1 
···' . 

2 

... - il '\i!:·rniJ ~~rr.'!)~J 
•c.•tJ;'6]0 /!<ll1:.;Jl~ 

' . ' ~ 

uo.:-tso ;(\~:~~ 
f~l"ilu.o:"i . . . 7 ·,. 

110-125 260-350 

··' "' . ' 

'~'\'·:'\ :.'·"'\"'' \.s.v, \;I'V}\\ \'; H•·',-.\\1c\ll0'::tC (ttl!\ 
\ 

fl)}. 
(1) ~' 

(1}."\. 
(l) f 

i : l .t. 

.-· ;·L : .. , .t ·. ~·: 

., .. 

•. 

' . 

. ~>l,i,tt :1~~ ~i)li'{tjJ'j ~l!:~il>;F:<'l?.'\,'•''T'''( 
z· ., 110-180 · 260-350 
:·. l.·J.~: c-,f() ;)fl ,••:rt.:;~·:,0- !•')!~1..')-

·.-'; .. 

. ' 

~-- t~ h.- ·.'~.r ·1i.I.: ... · ",_ tP..~·>-~:i .<)t ·' ... ~{~·~-~ 

·!··•·}~115:_~·( :.- } .. ~'l<Jr 
1 ll~l80 FO '

1.260!240({. 
... 

100-130 

• .. ) ·.r~ t. ~1Q-:;1f.5 ·;f~~~o ' 
., ·~(if • ~i• \.~•f_:-- .. ~;~'-,...-~j~)!}"rr; 1

• ~~.t 1 ·~J.~i 
·(. :;v:i .. : 

•· ,., ... . ; .... , 
' '! t6~4 (}(), 



. Designation 

I 

\ 

. i .,_,, l. 

(xi) Department of Mines 

Chief Printer 

Printer Grade I .. . . . 
Printer Grade II 
Multilith Operator 

. 'I ... I . 

· Maehineman/Machine Opera~or (Printing) 

Compositor · 
Pressman 

' I 

, 'I i 

. 
, ! ~ 

' 

(xii) Department of Health and Family Planning 

Senior Operator. Printing Machine 

S~nior Graphotype Oper~tor 

Compositor 

Junior Graphotype Operator 

Operator Treadle Machine ·• 
<. {,. l \ ; 

Compositor/Operator Graining' Machine 

Feeder (Printing Machine) 

(xiii) Ministry of Home Affairs 

Senior Technical Assistant (Printing) • 

Technical Assistant (Printing) 

Hand Press Machine OpCrator .• 
Mutligr~ph Oper.at<?r 7 

li•' 

Publicity, Public Relations and related staft 

:. 

'124. ·Although. the major portion of publicity work, 
including advertisements, of the Central Government· 
is handled by the media units under the Ministry <.'f 
Information & . Broadcasting, other departments also 
employ a limited· number of publicity, public relations 

252 

- .. 

• • 

(13)) 
(3) 

(3)"\. 
(l)f 

No. of posts 

2 

4 

61 
IJ 

1 

16 

3 

2 

1 

8 

1 

3 

4 

2 

2 

4 

Existing 
Scale 

3 

Rs. 

325-475 

175-240 

150-240 

110-225 

110-180 

Proposed 
Scale 

4 

Rs • 

550-150 

380-560 

330-480 

260-430 

260-400 

210-425 425--700 

210--380 425-640 

150--205 I 330-480 

130-300 290-560 

130-280 330-480 

110-180 260--400 

110-155 260-350 

340--475 550-750 

210--425 425-700 

110-180 . 260--400 

and related staff to handle publicity work relating to 
their own fields of activity. These posts carry designa­
tioiJ of Publicity Officer, Public Relations Officer, 
I.Ormation Ass!stant, Publicity Assistant etc., in the 
various departments. The posts belonging to the 
organised services/cadres such as those under the 
Ministry of Information and Broadcasting and the 
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Railways have been discussed under the concerned 
Ministry I Department. The . table below gives the 

distribution of isolated posts of this. category in; other 
departments on the various scales of pay:- , . 

\ r . · • : ' ; .• ,, , ,.l. .'':} 
',, 

TABLE 
-jt 

= 0 .'5 
.... 
!!) •. '0. 

-' o·· 
0 

' u 
·~ 

- . ci. 
/ ·;;. 

~ 
G) 

Sl. Scale of pay Q 
No. , I. .... 

~ g >. 
·2•. E IJ.I 

] .~ 
;:I 

~ 8 8 ·c 0 8 c2 
Ill) < 0 G) 

<· .u Q 

1 2 3 4 5 6 
I ,. i 

1. Rs. 590-30-830 

2. Rs. 350-25-500-30-800 9 
l 

3. Rs. 370-20-450-25-575 

4. Rs. 325-15-475-20-575 5 1 

5. Rs. 320-15-530 --! 

6. Rs. 210-10-290-15-530 • 
I ' 

7. Rs. 270-10-290-15-485 .J 2 
., i 

8. Rs. 325-15-475 

9. Rs. 250-10-290-15-470 

10. Rs. 335-15-425 

11. Rs. 210-10-290-15-425 .. 
·~ ! 26 . 5! ~ . . ~ 1 

12. Rs. 230-10-290-15-380 •. 
. t 

Ill) = ·a 
5 
iS: 

Ul 
>. ::= .... 
8 ~ f = '<' ! ~·' .g <;; ~ 

,fj = ·~ ...r::. .... .... 
;:I' ~- <;; 

"0 0 G) 

1.!.1 IJ.l u ~ 

··1 8 9 10 

. -2' 

9 1 
;, 

.2 

i- 1 

1 

2 1 

~ ·~ '' . 

11 12 13 

2 

-. 2' 

---1 1 . 

I · .. 

' .. I i .JL~ 
.. , 

l 

14 

---

141.::,.'16 

2 

·" ~~ 21 -
d~_~f .... ilf_ f 

<'("" i!'l4 

~it i .. ~. .. 10 
. o::r.--1::-'! 

o:::t .. (11 :3 
1 .• - L'! ··J 
(::;.;. \. ; . .:. 

3 

1 

TOTAL: 31 5 2 12 . '1 9 ' .. 

125. These posts are generally ·filled by direct re­
cruitment of candidates who possess a degree with 
journalistic experience· or experience in · organising 
exhibitions, or public relations/publicity work. We 
have taken note of the .duties, qualifications,... and· the 
method of recruitment for these posts and. are -of the 
view that these posts should be brought over to a few 
standard scales of pay. Accordingly, we recommend . 
the following scales of pay for these posts:- _ ' 

Existing scale of pay 

(Rs.) 

l. Rs. 590-830 

2. Rs. 350-800 

Proposed 
scale. 

of 
pay 

(Rs.) 

84~1200 

650-1200 

. ! 

; I 

. ···,. \ 

Existi~g seale of pay-.,~\ ~i~_:· ~ :7.!::~· _1r·,:;1 ~!l:;:~~o~~~ed·~~~~~t 
· . of pay 

1· .·· t __ q; L .. :::oj.··i:'l'"~!·~·_.:,:·! ;:r .~:t 
~ J;. ks. 31~515 ·: '\. .~;.I · ·:·y_' ~-U . · · ,'_ I !' S50.:::._9oo .,, 

4. Rs. 325-575 J 

5. Rs. 320-530 l 
· 6. Rs. 210-530 

7. Rs. 270-485 J 
8: Rs. 325-475 
9. Rs. 250-470 

10. Rs. 335-425 

·11. Rs. 210-425 } . 

. ': 12. Rs. 230-380 . 

,: I 

470-750 
,., .. ,ll ... 

[.1,··: (,f; "I 

. • .. • [ 42,S-;-700' 



Receptionists · . . . . . · , . , ~ · . • I . ' ' , · 
• l "" . ~ "", .") ; ~ : ,, • ~ 

126. As on 1st January, 1971, there were 162 
posts of Receptionists on the followi~g 9 scales:-

Existing Scale 

Rs. 

110-180 

130-280 

. . <. 

No. of 
posts 

12 
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. requested for the mer~er of the two grades . and . an 
upward revision of thetr pay scale. The official view 
is that at present officers on the scale of Rs. 130-300 
can look forward to promotion to the posts on the 
scale of Rs. _210-425 and th_at a mer_ser would take 
away this prospect of promotion. 

129. In the Ministry of Defence, there is one post 
of Reception Officer on the scale of Rs. 150-320 
for which direct recruitment is made from matriculates 
having good command· over English, Hindi and 
Bengali. This post should be given the scale of R~. 
330--560. In the National Museum, the post of 

. Receptionist carries the scale of Rs. 210--380 and 
•Includes z posts·. in the External ·Affairs Hostet carrying 

Special_Pay of Rs. 20 p.m. which. in December, 1971. were ' 
converted into one post of Reception Office~ on the scale of 
Rs. 210-425.~ :: . ;. ~ · · 

· the qualifications prescribed are matriculation or 
equivalent, proficiency in shorthand and typing, and 
ability to converse in English and Hindi etc. W c 

,._ recommend that the pay scale of this post should be 
revised to Rs. 425-600. 

: __ Existing Scale. ll f· ~~s~:~ .. __ 1 
____ ... 130. Keeping in view the method of . recruitment 

and qualifications for direct recruitment etc., our re­
commeridatioris are given below:-· 

,,. Rs. ,_ (> ~· 

130-300 . r . \ , ... 96 
"150-205 

__ 1 

1 
,150-300 l . l . - . 1 

150-320' . ( ·r 1 
. f210-320 ~·· ·- 1 

:210-380 ~ 
r 1 

-·~ 

210-425 41 

, 127 ... These posts ·are know- by -various designations 
as Receptionists, Reception Clerk, Assistant Recep­
tion Officer: Junior Reception Officer, ·senior· Recep-- · · 
tion Officer etc .. _ The. majority .. of th~ posts are· on 1 

two scales viz., Rs. 130-300 and Rs. 210-425~ Posts_ 
on the scale of Rs~ 130-300 are filled from LDCs/ 

JJ_QGs_ or. by_ direcLrecruitment of. persons possessing 
Matriculatiqn/Higher Secondary as qualification. The : l 
posts on Rs~ 210-:-425 are generally filled by promo­
tion of officers on the scale of Rs. 130-300. Only 
in the Ministries of Tourism and Civil Aviation, Com-

• mere~ and External Affairs is ther!! , pirect. recruitment 
to t~uf'posts on.Rs. 210-425. ·-· · ·· ·, · · ·· ·-

~. r I ' . ..; 

12ft The Junior Reception Officers (Rs. 130-300) · 
and Senior Reception Officers (Rs. 210--425);:llav~ 

.. - . .; ~ (~~ 

,-

Existing Scale · . Proposed 
Scale 

Rs • Rs. 

110-18~-- 260-403 

1»-~0} 130-300-
150-205 330-560 
150-300--
150-320 
210-320 425-600 
210-38Q . . 425-600 

I 

210-425 425-700 

Rest House and Rest Room Attendants 

131. ·There are · 8 posts ·with this designation on 
the Railways, in the scale of Rs. 105-135. They 
are filled by 'promotion and we recommend for them 
the revised scale of Rs. 225-308. 

· Translators linterpreters 
- • . .. ; . ·- I . , . ~' . . 

: 132. We have already* dealt with the.· posts of 
··Hindi" Translators. · We discuss here the posts of 
Translatorsfiriterpreters in other languages. As on 
.l.:.t:-1971;- there were 201 posts on the following 13 
S:c~les 'Df pay; :-. , - · · . -

El(isting Scale Designation N~-~of posts Ministry/Department 

(Rs.) 

.. -
13~5-1~8-28~1~300 

15~1~29~15-380 • 

21~1~29~15-320 • 

2fO-l0:.290-15-380 . 

1 
'I 2 

·.:. - ? •• ·• Junior Translator .. 
i- - ' • r· 

Translator 

• Junior Translator (Russian) 

• Library Translator (French) 

• Senior Translator 

3 4 

6!> R~ilw.1ys 

15 . Railways 

6 Defence 

2 Health 

66 Railways 
---- ----------------------------~----~----------------------------------------~-
_,..Chaptet: 29 - --- . 
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--------------------------------~----------~-----~ 
Existing Scale 

Ri. 
21~1~2~15-425 

21~1~27~15-45~2~530. 

25~1~2~15-380 •. 

25~1~3~15-450 

250-25-500 

270-1~290-15-485 • 

32~15-530 

335-15-425 

325-t S-475-20-515 

Designation 

Translator (French) 

• French Language Translator 

, Senior Translator 

• Translator/Civilian Interpreter 

Junior Translator (Chinese) 

• Translator Beng~.Ji 

Senior Translator (Russian) 

Head Translator 

Translator (Russian)' 
J ,.mior Interpreter 
LPcture Translator 

I ;•' 

133. Keeping in view the method of recruitment 
and qualifications for direct recruitment etc., our re­
commendations are given below:-

Existing Scale ... 

Existing Scale 

Rs; 
.13~300 

15~380} 
21~320 
21~380 
250-380 

Proposed 
Scale 

Rs. 
330-560 

425-640 

MGIPRRND-Sec. II (Day)-2 M of Fin./72-11.:.4-73-10,Q.OO\ 

210-425 

25~50 1 250-500 < 

. 27~85 
335-425 J 
210-530 1 

3~530. J. 
325-575 

· No. ofpost& ·Ministry/Department 
I : ' - ,,_ ' I 

2 

3 

1 

6 

1 

1 

9 

}2 

·1' 

9.: 
l 

P&T 

P:&T·. 
•' 

·Railways· 

·: .nefen~e 
• I ' • , 

Defence 

.Extern~l Affairs 

Defence 
j ,. ~ 

. Railways 

Proposed . Scale 

. . - ~470-750 

! . 
'. d· 

.·. 55~~00 
'··" 

65C-960< 
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