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L.l The concept of !'Cadre Review'! is perhaps wilque to -
the Indian.C1vil SGarvice system., Perlodlicel reviewing of
cadre strength of a regzularly constituted service 1ls an
important - cadre management funetion as 1t nleys a vital role
in the smooth functioning of the service and keeping up the
morale of its members, In Lbs broad senge, a cadre review
encompasses such operatliona tasks as actual recruliment,
tralning, placemmnt$ ste, and attempts to bring aboub congrle
ence between functional needs and legltimate zgpirations of
the members of a 8srvice, Tie main thrust of cadre roview is
on mempowsy projections and recrultment nlanning on sclentific
lines aiming at the zame time at rationalisation of the
existing cadre structure of a Serviue in accordance wilih
certain predefined princlple and a given set of ObJaCtiV5S

- pr = - s j HCLLYVQ LR '
like dmproving the efflciency, morale and effectlveness of the
cadre « ‘ :

- P o i . . - -‘76%’_
1.2 - The cadre review exerclse 1s often wmlsconstrued as :

a process of upgradation/downgradation of cadre posts ob
othervise increasing/decreasing the mmbery at various levels.
These changes are a result tut not the aim of o cadre review E
exex@ise‘which‘involves o complete management plaﬂ-prepared '
on a sclantific hasis. This Monograph'attémpis-to angwer the
questions 'what', 'why' and ‘how' in regard to cadre ra&iewg_
correct the prevalent misconcentions and consclidate at one
place variotg guldelines and instructions lsmed fron time

to time by the Department of Personnel & Trairing on the
subject, ' | :

Ihe Genegig | B
1.3 The concept of cadre review owes its origln to the

recommendations made by the Alministrative Reforms Commisslon
in 1te Report on Personneld Aduinlstration released in 1969,
Harller, ite Study Team onm Personnel Administration




s,
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dnto evrry fervice/cadro,

'Admiﬂiétrétive Reformsg

mzm.

(Personngl Planning cte, ) (1967) (1) had nainted ~ut cartain
deficiencies in the management of @adros under the administrative
control of various central Ministries, For instsnce, the Tomm
obszrved that ng denutation rascrves were provided for in a large
numbar of csdves and where they had been provided for, they
nroved to he chrenically inadequats, Tt Further peinted out that
the nrovision macle for'training and lesve reserves was cqually
unsatisfactory, Since no cadre could be considercd viablo without

an adequate proviecion for various reserves, the Study Team
recommendad that rescrves of auitable proporticns should he built
The study Toam had =lso ohservad that
for promotion and dirvect recruitment in the
varinus cadree wore not pdhered,to'strictly with the rasult that
interasts of the departmental officers in some ¢adres and direct
. - lres ware affoctod acdversely,. In view of

recriits in some othar oac
the deficiencies in the menagament’ of the various cadres highlighted

by the study Toam, the Administrative Refmrmﬁ'CbmmiGSion recommans
shoul-d he mads of

the proportion fixed

ded that #fgp 3ll sarvice advance projection
the requirements of porsonnal for 5 Y22rs at a time¥ and that
these should bg followied hy mid-tarm apnraiohls vhare circumstancysg
werrant it with a vi ow ﬁo.&akiﬁé neéeqéafy gorreééivés; (2} The
Ghvernment.mf-xndia, while aéc@pting“tﬁé Abovae recommendstiang of
the ARC, decicad that cadrs manngémént'revihwé in respact of asch
of the Group At sarvices shnylie bé-uhd@rtﬁkan ones in every

3 yerrs by hign level Ghare Management Committess headed by
Caiinet Secratary, -

TGS L B It ol e et e e ey oo Dt e o u-..,..-.,....,..m.._.......c...-_w..,.ou..,.vu-_.-...’w-«».-..;..,,_ o et s et

la Gov-rament of India, Ministry of Home Affalrs, Rerort of the

Study Team on Personnal Administrstion (Personnel Planning,Staffing -
of Fublic Sector I,Jnf!er'tmkj,ngg and Persnnnel P—-Tmnﬂgrement-) 1967,,'

Maw Delhi,
2 Government of India, Ministry of ome Affairs,.ﬂeport_of tha
Commission on Paersornel Vdministration,
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Ihe Sarlisz uldeldnes

1.4 Alth@ugh eadre management and cadrs reviewlng are

primarily the concern of individual cadre conbtrulling authyvsr

tles, the responsibllity for laying down shandavds in the natter
‘and for coordination rests with the Depaviment of Personnel &
Tralning in accordancs with 1ts role as the nedal agency for
formulation and evaluation of pafmonwel policieﬁ in Government
of India. The standard setting task was ablempted by the
Palicy Planning Wing of the Deparﬁment-in'a meﬁhodicélnand'
systematic manner. In the first stage, with a view %o gaining

an ldea of the prevailing mansgement practies followed by j.

various deparhments of' Govermuent of Indla, the then Dehartment
af Personnel & AsRa gought Information on the méthods enployed
by them to ensure sclentific menagement of the various Services/
cadres under thelr control. 4 falr smount of information wag
recelved in 1971 in responge. to this reqiest. On the basls of-
“the information thuz recelved, the Polley Planning Wine foiwle
ated certaln broad guldelines for chjsctlve manegment of 3
Individual cadres(dppendiz-I). The ﬁuidelineé simed at remedying ~
the deficlenclies pointed out by the Aduminlstrative Refomms -
Commlssion and its Study Team and ensuring balanced and selentific

managemant of cadres on wuniform lines, While fmrwaraing the . ;

guldelings to- all the departments of Government of India In-
" May,1972, the latter were requested to constitute Cadre |
Maquamenb Comalbtee For the purpose of reviewlng the cadre |
under thelr cdontrol ag envisgaged in the Govermment decision on'j
the relevant ARC reconmendation (mentioned earller), Aubsaquently,
in May, 1973, by way of elaborating ond supplamaﬁﬁjng the earlier
ngid@lines, ! hpprosch Fote! on cadre managenand was prepired
and elpoulated to cadre contrelling authorities d@tailimg A
varlous dspsets lnvolved in aa@rﬁ.managamenz guell ag sbrvcinr:.]

,LI’I‘ Mp}‘a»l‘- S

aspects, personnel aspects and procedural aspects (4ppeniic

1.5 Followlng the ‘guldelines’ and ‘dpprosch Hotel!, a
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a fev reviews of aadre structures of soms important_servicgs

liks Foreign Service§ RailWayS5 Tneome- Tyx gﬁd Water'Engineering
were token wup, . Although the reviews carcied out between 1973.1977
were few in umber, the experience nained in the course of those

" reviewvs was good enough to reveal the defects 1in cadre managemsnt.

practices of concerned cadre authorities and the weaknessas In .
the procedures followed for the Parpose, 4 mumber of statlstienl
and inf@rmaﬁion gaps wers also ldentified, The progress mads
towards introducingzscientific cadre management of brgdaidmm

A

G@ﬁtral Group Y4¢ ﬁervicas, had also beem%imadequate, Mg, un e
a few cadre authorities hag convenead tha'meeﬁings éf‘Gadre Review
Commitfees for the Purposa of reviewving the cadreg undsr their
control éven the prepogals placed before the Comnlttess suffered
from é number of defleiencies ang information gapé?"It goot
becane evldent that there vas & general lack of understanding of
the principles and the methodology of cadre review on the part

of cadre auﬁhoritiesa

LT
i

18 Thers is anobhep espect of cadre review, in enlightened

cadre management policy Shoulﬂkp?OVidé for reasonable yroustiongl

avemies o cadre officers, The aRc a8 also its Study Tean on-
Pérsonnel;Administraﬁion also udderscored the importance of a
sound promotion poliey so as to maintein and fuprove tie norale
of services, The Thi pd Pay Commission also paid particulay
attention to this aspect while considering the question of cadre
nansgement of Central Group 14t dervices and recommendsd that
cadre management of Central Group 'A' Services shbuld:reOeive'
urgent attention of tha Government (3)+Indsed, the question of
SIBUring reasonsble promotiion prospects has remained one of the
main concerng of Government's peprsonnal management policy., While
aanouneing Government declsions on the recommendations of the

4P R P P ot S5 P e it £ e s I R R i A 0 s e

3c  Government or India, Ministry of Finance, Department of
(Expenditure)g Report of the Third Centrel Pay'Gemmission,
1973 New Delnt,




Pay Cormbzston 0 respect of Group 'A' Officers, the Uplon

S

Finance Mjnlster, stated inter @;;@ in-the Lok. ma?hn 01l 20

‘ March, 1974,

"The Cadre Review Commlttse will be requested to review on

priority basls the Cadre strength of the Central Services in
order te imnrove, whpre hecesgary, the preomotlional prospacts

in various Servﬁce

1.7 Kaeﬂiﬂé in view (a) the umsabi&factory progress nade

in the matter of selentific cadre management, (b) the recommen

dations of the Third Central Pay Commisston, and (e} the assure
ance given by the Finance Hinister on the floof of the Lok Sabha,

1t algo becama apparent that tﬂe Dep artment; af Porgonnel & A.R.

(now Department of Personnel & Treining) in 1te capaclty as the
nodgl point for the generality of pergonnel maAadeuent policles
should itself take greater initiative and pl%y B more achtive rola
than before on the uu@stlon of selentlfic managsmant of Sentpal

2

Services with particulsr reference to Cadre reviewing wirlel dg,

' othezw&se, the main r,swmnsibllitv (and still rensins seo) of tie

concerned cadr _controlLing authorities: It -was thus that the
Poliey and Plaaninw ding (now the Cadre Review Mvision) of the
Dep artment becam anrwasinvlj involvgd in the whols process uf
cadre rmv1ewing 0 far as Central w@wvicms are concorned, The
gxperience ; alnad in the course of the Faw c&ﬁre:aviewingaymuﬁiﬁgg

carried out untjll 1977 also highlighted the nesd for having a

fresh set of guidallnas wuich would beé more. comprehensiveﬂ

detalled and easily mderstood begldes being oparatiorallg‘mora

Teasible than the sarlier guidelines. Such guldelines would be

of real help to cadre authorﬁﬁleg in drawing up promoaags for-

revlewing thelr Oadres at regular 1ntervals, A need wag elso felt

for paintaining o data bank which would store qtdtist;c Loend
other information on verious agpects of different Centrgl Jerst es/‘

cadres so as to help in examining various issuss and referancen

connected with these services/cadres.,

A
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1.8 In the 1ipnt of above devalopment5.an attempt wasnmade
in the erstvhile Policy & Planning Wnglnoy Gadré'BeViEW1Iivision)
of the Departmen+t of Pergonnel to evolve comprehensiVa‘$et of
guidelines on the subject of trdenni gl cadre raviewsw A‘@relimiw
naby draft of the'guidélines was drawn up‘and,cirgulated7to Various
cadre controlling authorities fop their comments, views ang r&86 t
iong, 4 get of statisﬁical formats wileh were sd designed as to
lend fh@nSeives to be readily fi1leq 1n with 4 I1ttle ef'lfort wag
attachad 4o the guidelinegy, Renctiong of a Lew State Governnent g
Were also obtaineq, Fellowing elaborate di$cuséions and. congyl fu
catlong, the pp Wing finalised tle Guidelines and the formath(ccpy
Jat-Appendix'III), The "Detaileq Guidelines"and Formatlyera lged
o cadre authorities in May, 1978, ' |

Eﬁlﬁ%ﬁﬁgamgﬁwgﬁﬂ£§¢@iﬂhﬂﬂAﬂléﬂ&&ﬂh.'AtJ&@l@&%&;ﬁ%ﬁ&h&%&&

o B,

| 1.9 With & viey 4q Valuating the effectivenggs op the detaiisa

'guidelines in the light op the GXperience gained éﬁd tb‘get.a feaqg
bacl from the cadre authori 41 gg on thedip usefulnessy

and adequacy,
& Wbrkshop C1 cadre revigy of Groupt gt

centrgl, services vas 0Tz
ised'by'Policy and Planning Divigion 15 October31981 with partied.
patibnfby senigr Officerg of the centpal Ministriasfﬂ@parﬁﬁ@iﬁsa
The Wbrkshop Proved to nhg 4 uselful forum fop g cn@prehansiva unde .
stamding of the Colcepts ang methodology'of cadra reviey

and threey
Following the:r@dommendw
Mbrkshqp, & Tow additiong were made 1o the guidélin@sn |
Tha detailed Blidelinsg gppendad gt Appendix II7T
adddtiong, The recommandations of
at Annerype LV,

i P

atlong of the

Incorporate these f
the Uorlshop havs.been‘appeﬁdéd”' )

ﬁ@&@gﬁigamﬁxaig

Lo10 pe Thirg Centra Pay Commisgion also reeommerdéd'among--
other thing55 Creatlon pr nonufunctibnal seléafion grale in the i
“eale of Rs.2000.2250,. (0w Rs.4500.5700) 45, the organi gaq

Ehaineering SOYVictes In vieyw of the goute

stagnation balng
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exPeriancgd by‘members holding posts in the Junior Administfa
and Intermediats Grade of these m@rviaeag(é) Government. acc :
'this.speciflc recomendations as also the wrchiple of providin
such a grade in varicus GTOUﬁ!A! Gentral Services, - The Fourt
:Qentral Pay. Gommivsiom recomﬁeﬂd@d that the criterliy for pmmoti
to the 5@lection (rade and the baslis for computing the muibep 0
Selection Grade posts should te unitorm in the AlL Tndla and-—
”Grawp‘Aﬂ Central Services, Government have 1ssied revisad order
in the 11gat of thig recommendation, FDP further datails, Seatin
4 of this Monogreph under.+ths haadlnv ‘on-Functional Selsction -
Grade! may be sgan,

Qonstjtution of New Servico&

1a11 The aadrﬂ rev;ew eerclge being carried out in respect
of g numbar of organised Groun' A' Services and the guidelineg
formulated and circulated for the »urpose have nok only suceesded -
in bringing out g positive att ltude among the various cadre LOﬂtrﬂm:
lling au%horltjes a8 alreadj mentionad tney have also craatea an .
dwarenes among members of varlous other cadr: 3y whieh have not
been raﬁularly constituted into orgaﬂlsed services of tie duﬁl?m
ability of havimg cadres grgaulspd on_tuh.wrlngiplﬁ of 5Pieu1ixlc
man&gan@nt.r A mimber of Dapar%mants have congtituted. rﬁﬁular'
gervices/ﬁadwes wheiever they eoqu ‘he fumctlonmlly viabla, The

o
Gadre Review L&vision has been ﬁrDC@SSlﬂﬂ such-pr@posaLsﬁ o
_Plan of "Lha Monog,; “;@h g
. : . # a(‘: :
. lai? In thia introductary aagfion (8sctlon 1), the . seneslo of - . g
‘cadra review Lechniqueﬁ and davelopmantq to date have hoon n@rwquwd.f
. Before going or to an understandlng of the methiodolozy of'cadr@_ - Se;
: _'raview of Groupfﬁf ﬁ@PViﬁe g, 1t is nceessary ta famljiarise onew ,1:.'51_37
self with the coricept of » regu]arly consti tuted Group ! A Bemvice 'ogh i
and its various attribubes, Thuis, for instance, an organised _ ' sen |
“ﬂj""'r‘*““ﬂﬂ"’"'”m"m“"“-"-‘ﬂ-ﬂ"-"M*‘M*""”m"w“nu:wﬂmmm Wmm#"ﬁ-ﬂ“muﬂB‘wvﬁmwn-guumwmﬂ:mmmw—,uwmm L g:
4.  Report of Third Central Fay Gommlssian9 ibid, -
 ,ﬂ§f:J
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S@rv1ce to be viable will ‘have to be sufficiently large and
gsatlsfy certain othar gsaen+1gl condl tiong, Section 2 attempts

- to provide a working definition of the service concept, A~

complete ligt of regularly congtitubed Central Group'A' Services

is attached at the end of the Section, The subject matter of

the Monograph is discussed in Sectlon 3, The narrative of thls
dection has been deliberately kept ghort and brief as the methodo-
logy of cadre review ls fully explained in the detalled guidelires
(dppendix III), The recomuendations of the Wofkdhon on cadra
review are at Mopendizx IV. The next ssction (& joction 4) deals
Uith the concept of the non-functicnal selectiﬂn grade in group '4!
Services, 1ts distinction from the functional selection grade, its
rationale, ete, The Monograph concludes in Section § with an
account of the work done in the ar@a.of'Group’A*‘cadre-reviaw and

v

the experiences gained.
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TEE SBRVIC R CONCERT

_“LﬁﬁﬁifiCatlom 0f Centrql Government £Q§t§

2.1 . The civil servics of the b@atral Govsrmment comp i sed
37.87 lekh employees (axcluding ¢asual labour).(5) It is orvgrmigss
;-into'fouf groups, viz, Group 'A' (which includes all-Indla Sarviag
Group 'BY, Grou@ 10! and Group 'D', Such classification broadly
corr95ponds to the ranlk, status andl the degree of "the level of
regpon51bLlity attached to tho nosts,  GrouptA! posts carey higher
adninistrative and executive responsibilities srd include senior
mahagemant positions in the ﬁin*sﬁries/d@partmants and fleld

rmanjéaﬁions, The middle and junior levels of Grouv‘&' elong wit
Graup‘B' constifute middle mHD&FJJGNL Group ’b? nours perfoim
sunerv1sory as wall as operativ tagks and rumder clerical assists
ance= In ministries and field organisaticns, Group ' D' posts are
meant for carrylng out routine duties. ' ‘ '

13;5,‘19’_

26 - The Central Servines (Glassificatinn?-Cont?ol ang e

Rules, 1965 provide a conerete and specdfic erdterion for elnszifi.
cation of posts in terms of pay.{6). Thus, posts aarrying puy o>
scale of pay with a mazlmum of not lezs than 4000/~ are categorised
under Group YAY.  Posts carrying a pay or scale of pay with a maxi-
mum of not less than R8,2900/~but less than éaeoﬁﬁara known ag
Group'B' posts, Civil posts with a mazimum pay {or a scale of Pay)
ranging betwean nglISO/m and ﬁpmagoo/a are in Group'?‘ The rest
of ﬁhe{pﬁsts are in Group'D?, ' '

Tha Service Goncant
243 -4 more important Charabtbrl%LLC of the. ﬂivil qarvie

mmﬂ#"mmﬂ—ummnﬂ-ﬂwm—u-mmm—dmw«qwn--‘#a—npd»-uommmuv-‘-—vmndmMMm—wﬁ-ammwmwﬂm&mH’(wﬂmm—.ﬁwﬂmwmmﬂwmmrﬂ

5 - As gquoted in the rapvrt of the Central Fourth. Pay Gsnni%m
slon (Chapter IT, Paragraph 3,1 of the Report) |

Gy Government of Indxas Department of Personnel & Aalw Polic
& Plarning Wing, onehure on Centpal Civil Aervicos
(Classification, Control and dppeal) Rules, 1965, New Dalli,
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system at the fentre is, however, ity ¢clagsification based on the
concept of the 'Service', Undsrp this concept, ﬂivil¢am posts ars
grouped into distinct humogenous cadreg under a common fService!

cnamedon the beais of speclfle functions atbached o the posts in

question, The Study Team on Personnel Admini stration appodnted
by the Aduinistrative Reforms Commi. ssion (1969) appropriately
defined a ‘ecgdralas followst :

"4 cadre comprises persons whp have been adludzed quitable
and recrulted 4o hold a group of positlong requiring
similar shmilsmteohnjcwl ﬂroPes siongl and/or adminlstrdm
tive, within a Semvice thare may be mors then one grads
- arranged vertically dP“ﬂrdwng to the level of responsie. .
CbLLity(7), |
Having laid down the worhirg d@fiﬂition of a Sarvice ar
cadre as sbove, the Study Team wen't on +o gpell out the sweoif G
requirenents for the constitutin of 3ervice mgi-
L determining dutiss and T65pmn5ibiliﬁies of various
positivnsg | '
ii)trenslating these in terms of skill f@@uiren@nts
ili)gTOUﬁlﬁ% of positions whieh broadly require similar
skillss; and '
iv)gradation of positions ip terms of ragponsibilities,
Aczording to the Study tean, the cohsept so devsloped further prow
Supposes that within a Service positions at same leval ars analogous
and any mamber of the service gqualifiaq to lold that grade or
po&iflun can be postadg Thus while congtitdfiﬂh Servica, H
poaitions al'e not only examined Witk refsrence +o skill ro-uirenents

and graded but 1t 13 also determinag whother tnose pOSitiDES ar-
=-all:a«:: inters ehaﬁgeable (8) '

;ﬁ?e. o H@pnrt of the Study Team on Pe gonnel Administration

Opg Gltw

ibid,




24 The Study Team 's pronositione ve rorucod above givo g
Y P

followxmg paragrahhs with sﬁEC1flC reference to Group 'A %erV1c,

“specific skills, They are thusg unifunctional. They only differ

ment of posts slong

2,7 _ Ihﬁre aTa three All ~India Services which are all Gre

“L1=

fairly good idea of what a Service or an crganised cadre is;
this Monograph is concernad with Group fA!'Servise/Cadres of the
Cantral Government, the concept will be further explaingd in th

2 5 A Gentral Grmun TAT ?erv1ca rapresents a group of pos ts”
belonging to a distinct funchznnal area arranged in a hierarchical
crder representlng different ‘grades or levels of reewonslbzlity,
All the posts in the g Service carry the same functions involving

in rank and: gtatug corregnonding to givep levdls of reghﬂﬁ sihd 1ity
attached to different grades of nosts, The hierarchical srr TANgE -
with the pay scales sttachad to differant

grades constitutes what may be called a cadre and the arrangament

itself is known 88 a cadre structure,

256 Membars of 2 Service are expected to rossess an 1ntvmate
knowlédge‘df the particulsr area ox the function or the skill
cancwrned For Gxﬁmhlﬂ, the Cantral Engineering Servicea (CES)
¢. the name of a qbrV1C&.WhﬁS@ memsers ave nll ¢ivil enginsers
“Prformlng functions in the ares of Enginearing, To become a
membexr of CES, it is essential that ong should nosgsess a hasie

quallficatlon on the subject mwtterg i,ea, ﬁngznewrlna@ AL

SUGGGSQiVPlV hlgh@? leles in a functional Area, #s the managerial

content and the responsihlllty steadlly incresses tho memb.rg

themsalevew may He lmng to different grerag corr@sponmlng to
Aifferant leveTs of re%hnnﬂlhillty and carrying Aiffexent scrlog

of psy, 90 ﬁre the Indiagn Revenue Sexrvicao rerforming functiong

in the axéda of revenue (ancmmemi ax), Indian Infomation Service
mterinq to the 1nformatghn nedds of the Fovernmentm

ur. l,f,\!'

e

gmely, the Tndian Sministrative Ssrvice, Tndian Pelice

Services, n
Thase are common to the GCentre

Service and Ithan Foresi Snrvweo

a




and the States. INe wanpowgy for perfomming the functions

of the Central Government® igy however, mainly provided by
Central Services and cadres, The Central Group 'A' Services
organdsed into regular cadreg ge explained above mumber a
Jittle over slxty and accouny for the bulk of the Group !4t
posts under the Central Govgmument (that 1s, =bout fifty five
thousand out of a tobal of yyne seventy five thousand Group !A!
‘nosts)g They are broadly ¢iaegified into (I) non<teslmical
service and (I1) teehnical sorvice (which include engineering
and sclentific services)s 4 gomplote 1list of Survices alongwith
thelr present cadre strength (to the extent available) 1s given
at the end of this Sectlon,

2.8 The non-technical gapyices are neant to. admini ster
non-technical areas of adulnggtration at the Centra 1ika

andlit, income-tax, posts ayg telegraphs and rallways., The toche
nical services perform slnli,. functions on +the technical side
of the Central Government iy departments llke Civil Engineering,

Teleg}?a@h Erl"f'in@el‘aingg M@Cﬂ}.‘nicﬁaﬂ &iﬁl:ﬂeerli’lég etC@ The GI‘OUI:) iAt

category also includes Ufficer, engaged in research im the
sclentific and technologley rig1ds besides tsolated . so called
Goneral Central ﬁefviceaezpogﬁﬁ 1n the nonetechnical fields.

Cadre Structure _
2.9 A typleal unifuctyongy Group 'A! Service has s cadre
structure which 1s constituteg 1y the fom of a pyrvemid, the
various layers of the pyran g corresponding to Alfferent levels
of responsibillities with Wy pynetionat digbinction. The pyramid
sbarts with Junlor Time Scgyg (surrently Is,2200.4000), which is
generally a probatlon-cuWetyssning grade for direct recmdts,

and Passes tlll“D‘Ll[;h DOHULOJ:' T»LTIB Scple (PSQJOOON4¢5OO)‘, Junior Aduinie o

strative Grade (Is. 3700maOOQ) and Sendon Adninistrative Grade
(HSEQQOOW F?OO}Q Tl'l a ﬁmdb?I‘ Df Selyvicﬁxsj g *Delecﬁ,l@n LT E'Lde

(Rs045005700) also exlsts 4y vopt of Junior Aduinisbrative Grade.,
In some cGases, it is functiﬂhﬂvamd in others it is non-functiongl
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4 few service cadres have also posts in the higher gradea,

l.e. above Seninr Admindgtrative Grade, -

Duty Postg_ang_ﬂeserveg

2,10 A wékimstructured Group 'A! ¢ radre consi ts of two
alstingt partss (1) Regular Duty Posts and (i1) Reserrug .

The regular duty posts which constitute the ccre of the oedre
are meant for performing the functiosng for which the service
has been constituted, It conslgts of both permanent poshw 23
well as ﬁemporary posta whimh are llkely to confinup Lndefind.
taly. As mentlioned above, the duty nosts are gtructured into
difforent levels of hisrarchy in the time scale, Junlor aduini.
strative grede, senlor administrative grade, ete, corresponding
to different levels of responsibility, Incldentally, it is the

‘&tructure of the regular duty pnsts wblah is examined in a

adr@ review,

2,11 Tha reserved are of four types, viz, (1) prubatwonar
reserves (11) leuwve reserves (111} training reserves and {iv)

deputaﬁion reserved, Breyy organlsad Bervlice nomally provides

for probatinners regerves in order to cabter to the ragrleg ety
of probation which hag to be undergone by dlrect roorults to
the service, Prubationera reserves cannot be congldered part
of regular duty posats of g service as they are not intanded to
perform the service funationu, Offlcers wdergoing pobationary
tfﬂiniﬂg are shown againgt probationers ressrves; they do not

I carry out regular titdos assoclated with the gervice, The
strength of the regerve depends upon the size of the normal

annual intake through direct r@cruitment and the perlod »f

probation raquired to be put in by direct racruitﬁa

2,12 The other reserves, namely, leave, trsining snd

deptitation reserves are Intended 4o serve ag sube ttute for
regular duty posts in the event of service officers holding

duty posts belng temporsrily away from thelr cadre on leive
trainiﬂﬁy or deputation, Officers hoidihg

R S e S Lk :
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the postzunder such reserves do perform regular funations.
of the posts againsgt which they are posted as subsbtitntss,
In this sense, they are only temporary replacements for
regular cadre officers who are currently awey for one reason
g% the other and ags such the reserve nosts do not FPpIGS@“t
re additlons to the cadre. The varlous types of ressrves
inciuding probationers reserves ars usually ereated in the

junior time Scalaa‘

Feasih LA,LLJGAL of model. pyranid

2,13 The feasibllity of evolving a mcdel or Jdeal 3Vramid for
adoption by cadre authoritles for the cadre structures of the
Services under thelr control has been examlned in depth in the
Poliey and Planning Divigion., It must be understood that
functional justificstions and not considerations of promotional
opportunities play a paramount role in deciding the pronortion
of p@stgimfiifferent grades in a gilven cadre, Thig desldesratim.
precludes any concept of an ideal pyramid towards which cadre
controliing au%hority could abtempt to move. No. attempt has
been made to bulld or suggest a model pyramid for the cadre
structure of various organised group 'A' Services. .

2,14 In fact, compargtlvely lesser avallability of posts above
the senior time scale in the case of certain services could be
one of the Tactors why'a better arrangement was not possible

on funetional consideration, Im such a situation it would not
be correct to suggest a complete parity as between different
service cadres even within each group of technical end none
technleal services, At the same tlme, certaln broad parsnters
may be suggested for the gudance of the cadré.coﬁtrolling
authorities while working out the cadre review proposals,

“These ares

1) A1l direct recruits will be ﬁromofed to the sanlor
time scale from Junzor #ime gcaleé sround say 5th or

6th year.

11) A large proportion of direct re}cl‘uita in the
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senior time scale will ‘b pronots d-ﬁm'ﬁ@e JIG

(period varying frnw SdrVij to s\rvicegoftpn
 gignificantly)s .
1i1) A reasonable nroncrtiom of tho giroot r*cwuits
in the JAG will soo thelr way o 34Ge
iv) As for the nronoted nffic s, o largo proportion
of then nay reblre in Junior me Scale. 3tgolf
%ulﬁﬁWt of the rest in Senior T¢me ﬁcwla,

V) A snpll nroporbion nay cross tho tine SGRZb and

guparannuata aftar rﬂaching Jﬁwa

While fixmng ﬂle nromotiom quatas Tron Grouﬂ 1Pt
feedmr eadres and planning rccruihuhnt fron open marhet
GonSldGraﬁidﬂSvliﬂtud above will have to be kcﬂt in TLOWs

Gareor EXJactatiﬂns

2,15 In genoral, the muzbor of j Jsts at tho Paso Lovely

l.e. ab e level of tine-scals pos e 5y 18, much 11rgcr than
thoge at’ the niddle (TA3) and the top {mAG & mb:WU)w '
officors joining a partlcular sorvice have corballl GXpocw
tﬂtions from tho SQerGQ in teoras. ol ﬁolnﬂ uﬁ thu 1addur_";
-thrwugh difrorent stn g0 of the bl”r“?GhY witth jfRtak: M o
avle. 1mtoﬁvnls ‘of tiae, .If the cadT 'ﬂyrzliﬂ iu'sah 2
OthOUSlY ‘the tr&nutional Onrtunltlﬁé for iﬂﬂivinL_l

B menbbrsof the Serv;c@ woull be lluitwd,_ On tub Jﬁbor
hand, in a strucﬁurﬂ whicn 1 nut 20 stuupg O;u cﬂﬁ ;
'_exﬂcot rewsonablo ﬁrnlmt 1 O“J”TtUJlLlOS fnr mulb

ofthe Sorvices. ﬁhus,;*h dugrwu of roaligatilon of caro r“r

axpoctations by nembers of o service ig ehqnntlnlly:'“
_fuﬂction of.thp_degréé;qf ﬁLU?neﬁm uf the sarvico'gvmnaxd;

Reoruituont [ T .
2,16 . Atrtho Gbntrc, r@erunhlo@f is nede tz d ‘“orvice"
'?aﬁler than to a wogt, at leagt in.so far as. organi&ca
services are ‘coneurnad, In gonoral, rucrnitaint to 4
Group W Borvice takes placs ab the 1Lowest Levaly L.c. 8t
the level of Junior Tine Secale @Eﬁﬁﬁﬂﬂmﬁﬂﬁﬁ) wiilch may o
called tho entry point, Thoru are 9ouurnlly b swurces
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of recrultment, namely « (a) direct recrultment 1.e. recrultment

-from the open market through an open competive sxamination or an

Interview or.a combination of the two and (b) recruitment through
prometion form the Group 'B! component called the 'feeders! of a

concern@d serviceo

2.7 Diveat recrultment to ali non»technical Group vAl
Services 1s. made through gz combined competitive examination
(Civil Services Brxamination) conducterd by the:Union Public
Sarvice Commlsslon on an aniual, baslg, “dandidatef salected for
dfferent services as a result of this examination are trained

-in the functlonal flelds to which they are subsequpnﬁlj alloted,

As regards technleal S@erCeﬁg thers is a different type of

combined competitive exanination also sonducted hy the T.PH.C.
in different areas of apecjalisation, Gela Givil Englnner; 23

Elactronies, ete,

Ze 13 In the case of departmental promotion ( from Group!s

feaders) to Group VAP the promotion quota for the purposa varias
from Service to Service, Above the level of Juniar Time Scale,

posts/vacancles are generally filled through promotion from the

next lower levels.  Thers are, however5 a Few exﬂeptiens in

which lateral entry (i.e. direct recruitment from open merket)

tekes blacb at levels higher than Junior/senior tjme scale.
Such lateral entry is generally Lnroush a inberview (witnouﬁ &
written test). In a few cases promotion of Group 'B' officers is
effected dlrectly to the senior scale of the concerned Group Al
Gervice, the junior scale posts bainw excluvivaly confined o

direct recruifﬁ from the open market,
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20, Indian Gost ﬂccoUﬂts &ervic@

-*MINI&TRK OF LOMMUNIGATION& ﬁhmggxéﬁeﬁwﬁﬁxﬁﬁﬁﬁm
(ﬂutj posts as on 1.1.1992 3
1. Indian Postal Servics | N _505
2;. Indian Telecommunica%ion @ervi@e | .'“__3486:
3;» Indlan P & T Accounts and Finance ﬁervice 'f “ é@l'_
Véa_ P&l Building Wbﬂks ﬁervice' | frﬁﬁl ,
MINISTRY OF DIFENCE B ” 5
.5@' Defence &aronauti@al @uallty Asﬁurance @arvica" 258
.55' E@f@nce Quality 4o surance Bervice 687
7ol Indian Naval Armament S@rvice o0
 fB;£ Defence Rasearch D@velopmenﬁ gurviue _5405_
9;3 Indiam Ordnance Factary @ervica 1682
zlg,rzndian Qrdnanﬂe bacicrj health ﬁervive 514
g i;? Indian Dafenca Fataﬁe $erviae 2' ':_fQ  }18
ﬁ‘zlg; lndian Defence Ascounﬁs ﬁerviae | 389
'5133 Military Engiﬁeer Servio@s(ﬁivillan Gompomenﬁ)_i" 1750 
MINISTRY. OF BNERGY TR e e
 '3% Central Power Engineering ﬁervmc@- - *581_
.-;MINI@TRY OF BXTSAAL ArFAIES
;15, Indian Poraign Ssrvice Gxoum fAﬂ _- :;?33_-
' MINISTRY or FINﬂNPE | | e
36 Indian Revenua @ervice . .2798f"
"'l?@ Indian Gustoms and GentraL Excl&e Sefviee , “14811
18, Indian Audit éaeaunts Service e
19, Central Revanue (Excise Ghemical ﬁ?f?iﬁﬁ) iﬁO

144
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21, Indidn Beonomia Serv1oe

28 Indian Civit Accounts Service

; MINIETRY OF EEALTH AUD BAMITY L WELFARD

e

3. Central Health Service (Cenepal duty cadre)

MINISTRY OF HOME AT ATRS

4. Border Security Force

25, Mediaal Officers Qadrs of RSF
Qa Central Reserve Police Force
?7 Medical OfflCBPB Cadre of CHPF

28 Indo~Tibaten Border Police (GD Bxecutive
Officers! cadrs)

29, Medical Officers orf LTFP

30 Central Industrigl Sseurity Fores

DREARTUENT OF COMPANY AFFAIRG

81, Central Comuany Law Service

HINIRIRY 07 INFORMATION & BROADCASTING

32, Indian Imfdmaation Seﬁvic@

43, Indian Broadcasting (Engineers) Service
3« Indlan Broadeasting (Programme) Service
MINISTRY OF WATER RESOURCES

35a'Genﬁral Watsr Ingineering Service ,

MERTAIRY OF LABouR

360 G@ntral Labour Serviae

MINTSTRY OF LaW & SUSTICHE

37, Indian Legal Service
DI ARTMENT OF MINEg
38. Geological-ﬂurvey of Inﬂia

4921

. 2383

311

1886
335

137

608

1ev

585

1705
Q61

786
360.
118

2476
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~ PARTMENT OF RATLVAYS
2132

39, Indian Rallvay Service of Hnginasrs

40, Indian Rallvey Service of Mechanical Engineers 1954
41, Indlan Rallway Service Sighal Englneers 872
42, Indian Railway Service of Eleatriéailﬁngineers 1074
43. Indian Rallway Stores Service | | 515
4%, Indian Rallway Traffic Service S 1079
45, lndianlﬂailway Parsonnel Service o ; 448
48, ,Indianzﬁailway fecounts Service - a ' 581
47, Indien Rellway Medlcal Service o202
48, Indlan Rallway Protection ¥orce N 243
‘MINlﬁTRYdDF SCIENC@ & TECHNOLOGY
%9@‘ Indian‘MétaorologiQal Sarvice | 236
80, (Group 'A' Sérvice of Surﬁey-of India ' L BLE

2ARTMENT OF SURFAGE TRANSPORT

51, oontrel Engg, Servies (Roads) 214

52. Border Roads Engg. Service : - 580

DERARDGINT OF gTATISTICS

53, Indian Stétis%ical Service | S 528

WINISTRY OF commmos |

B4, Indian Supply Service - 133

'55@ Indian Ingpection Service _ ) .‘ - ‘llﬁ-

56, Central Tra@e;ﬁarvice_ ~213%

MINISTRY{OE_U&@&@.B@VELG?ME&Q

ZS?.. ceﬁﬁrél Engineering-ﬁervédé E R - s o

58, Central Zlectrical & Mechanical Bnginséving  1od
Service g

7L

59. Central Areliltects Sorvics

mmwwm.gm'-amus.....u-w-.-;m....,,,-._q....,,.,.,,,,,-‘,,,m,,,,.;,,‘,mmﬂm.«m,,,...,,,,MwmmmmwMmmwmmmmwwmm»m@qmmﬁmmmmm

*%  The orders regarding non-functional selection grade do not
apply to the cadres naned at the followlng serlal numbers of the
aBOVE? liBt:»5,8,19,2553738933%3% s‘ﬂ.?y@&: 56@ A f!’aw Qn't Of ll
cadres are gclentific services to which .the Tlexible comp Lementing

scheme applies, The others do not come within the definition of

organlged Group A! Central Givil Cadres.




( v\; ‘ . E‘-{) B . . 3

CONST ERATIONS.  UNDERLING GAIRR TETEL

P A L Y s R TR g

.é&;zﬁhﬁﬁgﬁmgﬁmggméswﬁghggngmﬁixugﬂﬁgg
H group 'At Sorvice, thao wey

3l The concept of o regular

1t iz congtitutod and 1ts gradd structure have baon

Vo axplained in the previous soetlon. Mg varlous attrilutes

of gn ideal cadre structurc of a Central Grouwn 'A Service

ave oloborated in the following naragrophs with gpucliic

\ pefurance to the existing structares, thely doflcianclen
the nood to rectlfy than through nerlodical roviows and

the methodnlogy of the reviow exerelses.

First

Mo functional noecds of a rdgularly cnnstituﬁ0d
fully met by cadro aosts without
Gonvorsclyy

gervice ought to be
naving to talté, recoursc to execadro poﬁts;

cadro pogts shruld antirely eator to the funetional UL

§ repents of tho Serviece and should not ba utiliscd for

! perfoming functions sther then thoso for which the Scrvice
5 1s intondedy |

gocond

o grades into which tho cadre 1s Mvilided ghould
be ‘elaarly dlatinct in tho sonse - that cach carrles A
digbinet level of PGSpongibilityVWithin tho funetlonal
araga of the concufﬁdd servico, Tho nosts within a grado

ghould also be intor-changoable;

Third

The cadre stracture should Facllitate smooth
nabillty for its nenbors both nopizontally and vorbienlly.
Thus, while the posts in the sane grade 1ay be irtor-
qepthor of o grade should bo capablo of

E chaongeablo, ony !
post in o higher

poving up and discharging the utics of a

praces
Eourta

i ldoal cadre struchure should bo cepahble of
of  tha

fulfilling tho logitinate carcor mx?cctntiwné
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nember of the Service, In other workds, tha functional
needs of a Service will have to he in harmony with tha
logltlaate carenr expoctations of ite me: ibere; and
FLfth - |

Brory cadre structure snodjﬂ ha«e qnaara%e nrovisi
for rarious tyueu of regerves lﬁFﬂ pro hat:uh? trﬂi lrig,

leave and dcputat*wﬂa

i

.Dpflciuloies,of Gadra, &tructuvmq @nd Gadru MNeanagenent

3.2 It is, GOAHOW hﬂowladge t}ai ‘. HMM1$roi organdsed
Group 'A‘ Gentral Bervices have defective cadre strctures
which do not accord with one or'more of the various
r@quirements of an ldeal cadfe struetura, Quite a few
cadres havs been tructured in a haphaaard nanher or on
aﬁnhoc deim w1thout payihg adequate attentlon to' the
requlrement of viabillty from the func icnal, structural
and p@rsonn@] aspects, In some nad¢oss dlstortions have
crept- 1n as a rosult of lnadequate cadre naaagement-mld
faultv rocruitmmlt planning, 8omo of ch@_deficlamc;es'
noticad in the cadr 5ﬁructures'offorgami$ed éarvices are

' dnﬁailed below, ' | - L T |

Tor srooth and p?ﬂpbf eadre nanagﬂneﬁt5 advapcu
_P?OJGCtlons of nanpowor requmrom@ntg should be undertalken
ableasbtonoe dn a period of 3 years. In tho absems, of.
-recruitnenﬁ plannlng based o such rroaectlorss thn eadra

autuorities tend to roso“t to gioh unqﬂientmfic practices
as und0r~¢ecvuituent9 QVGT recruitment or. othar ad«hoc

 m®as~ures¢ Promot&on blocks ocour due io laraa Sﬂale
_vecruitnon+ cafriad out afLGP e_spelL of pvolonped under

rhcruitment This cause frugtratlon among sgrvice officorh
rcsulting In légs of nmorsle and uat1Vatﬁon, Unplannud o
'hapha7ard recrultnent algo leads to avoldable stvain on
orﬂanisational facllitiocs durlng the.yearg of wilk recruitm
ment and HﬁdbrmutlllﬂatLOn of Tacllitles dur¢ng years of
under recrultment, . _ _ :

In sonc cdadres, the functional.naeds and requlrenents
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of the gorvics ere gidnped and naitiors sre agadanod
functiors whileh are sfzletly ot in the opreational avsa
of the concemoed service, T.ls distorts the orlninal
ckjectlves of the Bervice, wrodss its funetlonal role ‘mnd

renders the Service inuifective,

In gono tases, a large number of funetlonal posts
are found outeldo o funetional Sarvice, v.g. Indlan
Beononic Survice, Mambers of the 8cervice ar@-ﬁfton deputod
to cxecadrs vosts in tho same Tunetlotal aroa, This ig an
anomaly, It is desirable that all crmcadre posts. be

mergsd into appropriate Sorvice as far as pogdibla,

_ A dmportant roquivencnt of a woll constitited cadra
is that wﬁila‘it cators to tho funetiocnal néeds and fule
Fllls #he functional objectivos of tho Servies 1% should
2lso bo capable of providing a"satisfying caracr to ltg
nanbers not only in toring of work environment but glss in
the natber of fulfl1lling thair'legitimate'caraer'aspiration;
The latter, Rowsver, depends so much on how the cadre has
beon structured st tho time of the congtitution of the
Sorvice and the mamner in which 1t has hewn restructured.
suEsQQuuntly Tron tine to tima, vaibusly, in a structureu‘

vilel 1s too vide at the bottom or cvon ot the middle
level tapering of f #o g very narrow top, promotional
avenues fop 1ts manbers are soverely regtricted causing
Frustration among them and roducting the effoctlvenoss of
the &ervies, Cadro rovicw provides an excollent opportunity
to ranedy tho ‘situation, |
another serious ~acuna of sone organised cadras
1s the lack of provision for one or othor typos of
resorves glving rise to cadro managenont bottlenecks,.
Flnally, thore are some servicss which do not have
proper recruitment pules. :
Obdactivos of 2 Gadra Review ,
363 Mo main purpose of a cadre roview is to ristric.
Bure'a epdre in such g way as to ramove the deficiencics
whioh might he exlsting at the tine of the constitution




"R,S;S The methodology of Lhe cadfa revi@w is fully eXplalnﬁd

 '5_ hibhlightad in the‘fbllowiug paragraphs@f[;¢;1;g,j_,:_~f

- 8 6 By far, tha majsr exercise invmlveé dn g cadre review-'”'

% 88w

of a service or- hava crept in subwaquantly and ansure that the
cadre structure satlsfies the functloﬂaj, structural and DSTSOM
nnel considerations@ Gadre revi@w urovzd@s - Dpaor+uuitj to -
OvVercoie Variauﬁ bottl@nackﬁg ramove axiatsnf dlatb “tiois ahd
%minw “shout rationallsstion of cadr@ structura qo ag to inprov@
the efficiency And. morale'af tie eadre offieers wnd tuerehy
‘ehhancs tne effpctivemaua of the Serv1ﬁa in tha Eulf*lment of
the o;gwe 1vea for viica iﬁ ms been “mu&bji“hec ‘

344 ‘The majer parﬁ of the. cadra review exerciaa concnrms
advance nreaection of mannowar requlxam@nts over ‘the review
period and the- Planring of recrultment for this period. |
.JRationalisation ‘of" the @adrﬁ frem ﬁha funetional, structural
7and personnel angles is the other major obgac%iva of a cadre
r@View,- Specifleally, the main objacti?es of eaare review are
~tor R - o e T S
'::i)ff eqtima%a futura manpower requiremanis on a -
o -scientjfie basis fur a pefiod of 3 years at a .
\;"-.-::i't}'imﬁy LT = - L
'ii);i»;plan recruitment in sunh a way a8 ﬁo aVOld -
. future promotional blocks and at the safie time
N _jfﬁﬁmmmtgwsbﬁlﬁngmh ”f-~~~-'*ﬁ3
'ii¢)f ‘ 50 restruoﬁura the cadr@ as t@ harmoniqs the |
”T'"*'ij’fuﬂctimmal needs with the laglbimate cares r=”7“
R fetpectationa of itsznanbevs and thus R
*;iV)’f  tD enhanch ths effecﬁlvsnass of the servieew

_"in the Detailed Guidelines (1@?3) appendad to thls Mcnoyraphgfﬁl
©(Appendix TI1).  galient features of the methodol ogy arve .

:Manpowar requi?ements 8..8nd., Reerui@gwgﬁ PL@QQLMg . anff;_fiif’ﬂ@v

“uomsists of nrajeation of future mampowar raquirement39 This,v
would indivata tha total size of ?aﬂam@ia 1ikely ta arisa An ﬁh@

[
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1nvals of diffevent grades of the sarvicea
TlEng oAl requirensnt over the review period ls the ‘sul totol

‘the gap proposed to be made up during

3.7 Mainterance nezds (which arise sut of washbages due

o B w

cadre over fha review nerlod and 1ts disbribution lnto different

(7) malntenance neads (1i) growth naods end {(Iil) a nortion of

yrd el sach of these componsnts hag to he worked out ig fully
sunlained in the (uidelines.
e

retirements, resignations, etc.)y can be fairly accurately

worked out. In factg normal wasbhs Pe dua o retlrement can
perfectly be calculated from date of birth data. 3Bven gbtormal,
wastape due to resignation99 ato. can be estimated with a-

small margin of evyor on the bagls of past aﬁ;afienca, It iss

however, not always possible so seourately project growth
needs, as this involves an slemant of forscastinge Nonetheless
it 1a essential for balanced cadre managemnent that growth needs
gshould alsc be as scourabely assessed as ﬂDSSiblew 1t rust be
amphaslsed in this ccnnection that sone aadunt of increage 1n

work has to be treated as nommal and ahould not lead tc any

inerease in the manpowsr requirements. Only perceptible and
siﬂnlficant increases 1o aotivimy should he tfanalated into
addltional personned requirementma

3,8 Having estimated Lhe emsem%qu addltional nacds, the
levals or gradeq at which such needs arlse should be clearly
1dentified. It should also be cloarly assessed whather the

additionsl requirements would have to be in the nature of
creation of new posts or upgradbion of some of the existing -

postsa

3.0 Incresse in worhwlaai could be quantitative or qualis

fative or hoths & quantitative inorease 1n work-load indicateu
ereation of additlonal pos by at required levels, where‘the
nature of work at certain levels 1is expeched to'undefgo'
chanﬂe, proposals for upgradaﬁion could be 3usbified, The
identification of sach additional posf roquired (elther by

way of Tresh addition %o the cadre or through upgradation of

= i e

The total adddtional

the perieds The aalar 10




;‘. utlLlsati0n The

“”snould be an @ndeaymur to convart suah posts inbc rsgular duty

&% exlgting ﬁost} in bterng of Shﬁcifie avtiasg atleast at the
1evél'bf Junior Administrative Grads and above, would he of
conglderable value in g eadre reviey drotosal. - As far ag

. 56353b1a, vork normg. ih'tumns-of dubies and rfanuaaibﬂlibles
should be. Lﬂamhiguovsly set. out wo as to justify the uropOSQQ

adfitiong, A funetiongl nap cloarly showing dutias and Ty Bleh
sihtlit us au rlffareht Lav:ls of uﬁmrar hv wmlT %e of Ln14

‘lu in tHiu coﬁ”ﬁ@t*o” an Ofr1riaut!o :al. cﬁart w111 he of
addad valus, = | ‘
3. 10 Eilllnﬁ up mf 2aps. rmvula iy is an important asuact ol
cadrs manaaement As far as WGSSlbl@, Baps should. be avoiclad5
cand in any Caseg gaps should bot by allowed to accumulate over
long per:ods wnich could 1ﬂ&uce tha aadr@ authority ta rasort
to adwhoe maasures or othar easy solutnong to. deal with tha
'sttuation, It mnou1a5 howeverg be ensured that gaps_in the
N cadre are- made Nmod in a phased mdnner rathgr than at%empt to

_w1)e out the enbire gap in aﬁe sinﬁle sw@ape For5 any excegelve
recruitmmmt anJ marticular yaar reaul% ;n diluticn of . ﬁh@
quallﬁv of reeruits ln snart mn, and 1ead to vromotign blocka
'f:at a lqter sﬁagm o _-_ R T TR S S

.:J

Zawmﬁxxﬁﬁ" e e e a |
- Sall If tha cadre 3tructure alraady has pTGVi&lon for various

" types of reserveu Jike prabatlon, leaveﬁ training and deputation
._fitf ould be e*amjned 28 %0 (a) how such ‘regerves have been uti-
T1ised 15 thﬂ pnﬁt and (b) what w@uld be the futur@ pafterﬂ of
léview'ﬂhould mrévida&ncmportunity tD

'.idaﬁﬁlxy posts wnich are Uguglly b@lng mannad by r@ﬁervas du@
- te inadequate pPGVinlon of duty pegts fcr exieting act1v1tiaa
:or haﬁause of @Xpan31oﬁ af regular act1vmtie& or batha Ihara

pests wherever they arw ampected %m La t at leaﬂt far the rev1@w
perlod. The provisions fO? reserve will then have to be -
'qult%bly adjuqted, This would reduaa dlstnrtions and make for
_@uooth aud seientifiv madre management : e
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3012 If no provision exisbts for raserves in the inltlal

constitution of the Hervice, 1t should be cxanmined as to

the oxtent that different types of roserves wlll nov Lave

to he provided for in the revised stmeturss in the 1L1-ht
o ¢

of magt atnericnce and antlcinated requi renents Qver_ihe

review period,

Regrudtment Rules _ _

3.18 + Recruitment rules are & glpe-qua-non for crentlion
anc centinuance of ny posts, for an orgenized gervice,
There have been lnstances whers Service CadTes hﬂlﬂ e
congtituted even befors franing proper re CﬂulEmPPt rales.
In some cages such siiuation (exlstencp of a Service
without proper recruitment rules) continues for quite some
time glving rise to dlstorbtions in cadro nanagencnt, fThe
Departmént of Personnel and Teaining have been lssulng
puldelines and instruetions from time to timséin_regard to

Lraming of recrultment rules, The Departmenﬁ of Personnal
and Training (Bstablishnent Divieion) have iSSUed 5 Heand
Rook in i@%@ where-in the varlous guidellnes +Qgetﬁer w1th

the model recrultment rmiles have been published for ﬁhe‘
use of Min./Deptt, of the Govt, of India, The Hand Book
enables the cadre authoritics to freme recrultment rules
in respget of posts included in the cadre wnder thelr
,conﬁrol in a rational manner, It should alJo be checked
and ensured that the recruitment rules alréady Tramed are
in line with the pu*dgllﬁeo,

Garegr Prospects | e e
3eld  Tyo types of analy%@ﬂ t are of interest in aszessing

the promotion prospects available to members of a glver
b@ercee These are: (a) Analysis of struetdral ratios and
(b) Threshold analysis. These terms will bé explained in
the following paragrephs. |
{a) Structural ratios

In a cadre structure, different gradbs have djfferenﬁ
sizes (1n terms of number of noste)s The ratios between
various levels of grades in the Services that 18 between




ﬁhc sizes of any. twm qrﬁﬂeg'or compfmtinng of ﬂifférenﬁ
grades (including the total cadre strength ) may be termed
ag gtructural ratios, = To illustrste, tha following are
some of -the structural ratios which hﬂvn Mﬂnn Frund u*ﬂgul

in annlysing the cadre prnpceqls@

1) Thc rﬂtva of Tunlor ﬁdmlntaﬁ@ﬂtlva Grade pmsta
10 timeﬁscnle ooqts (jun1mr ﬁﬂﬁ ganior time

_ : cale com}xnﬁﬂ),
il) The rﬂtia of all bosts in the JME and above
- to timewsmﬂle pomts, "
111) The matlo of JAG posts to tetﬁl cadre atrﬁngthy

iv) The rwtxo ‘of genior A mﬂnistrat1v0 Grade (sm&)‘
posts (and above) to JiG; and '

v) The ratio of SAG posts {and sbove) to total
Cﬂdre strength, ' :

Theee ratlmq Teveal th@ type of - cnﬂrc ryramld that a
given service hag and indi¢ate the axbent pf pramat:nnal
'nppartunmt1e¢ nvallqblﬁ to its membar Thur, the higher -
the ratio ba*ween Senior ﬁdminzsﬁrﬁiivs Grade poqtv pnd tatal
cadre ﬁtrength the better ars the prcmatlnnal prﬁxuunttlﬁs'
. for mﬁmhmrs of A given aarviru_ﬂgpﬁriaiiy at the lovel of |
r:]iIME, on ﬁhe otﬁe;lhand the lower the xatio of J G post¢ ;;
f'to tite= qcple postsg the slower wauld bo the prnmction A
proqpecﬁs of = new enfrant to A Sorvice. Howovmr, gaod
structurnl rstins hy- thmnselvms annat ensure smmoth promctzon:
.ﬁF the membﬂrs of the cadxe@, In pr@ctlma 1t 18 Ob&ﬂrVGﬂ that .
pvnn wifh vrry gaoc sbructural fwil@e mmm%@xs of sﬁma cadrer
?TG st&gnating in varinus grades_iuﬁ to over rPCTUltmGﬂts in
theo paste  ON’ the othﬂr hand in some nd?es w1th not 90 gonﬁ
struc%ural ﬁﬁﬁﬁ% vaswﬂ01os in e hygher graﬂes have xemained'

: unfillﬁ4 dua to nnnmavatlahlllty of e];gmhlc ﬂfflﬁPTEo Tho

1aﬁter situatlnn Aig due tn@ﬁﬁt Uﬂf@?“&@ﬁ?ﬁltm”ﬂtSQ Over or. .
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"

under racruitments and their had consaquances can be avoided by
 ensuring regular annual direct raeruitment at an optimum fixad
~rate . In 2 cadre roviaw, there 15 1ittls scope for romedying

the demages causad te the cadre dus to unnlannad racruitments in

the naste
e inttial

The internal structure of a Ssrvice depends on t
STt is

structurs and the pattern'af'suhs@quant regruitmant,
neither necnssary nor desirable

_betweem-diffefent lavels of tha cadro structure of a Smr#ice

tn nraescribe standand rotins -

that would satisfy functional requiremonts and efsurs adeqguate.

. . . . |
gvery individual crdre cpntrolllng | \
¢ the cadre structure |

son merits so s to

promotional opportunities.
authprity will have to carefully conside
6f the Fsrvice under its contxol on its
wraadly detormine the desirable structure in
' r opportunities for members of the

h in a cadre review is to halanes >
a high lsvel of morale and

terms of both

functional naeds and cares
service, The b=sig approac
thege two aspects 8o as o maintaln
afficiency consistent with economy,

{b } I{HQShﬁld an 31;Y§in§=

This is an aﬁnlyéis of the time taken by an entrant of a
given Service (normally at Junior Time Scale level] to reach
difforent lavels of the hicenrchy i.e. JAG, SAG etec, ‘The
structure can be derived on the

kasis of past exparience. As regards the'future,~ige,'ther_
threshold likely to ba realisad at the ond of the raview period
in a structure under revision, the samae will have to be estimated
on the basis of the proposad strength of differant gradés and

the latest soniority list of the officers of the Servicea
Thraghold analysis is quite useful in corractly assessing the
sitdﬂtion regarding prometion nrospects, Ne norms, howeover, have
boen or could he laid down in this regard too, One has to base

stuation prevailing in a number, of

thresholds in a giveh cadre

one's perception an the s




ngm

othor servaces/bﬁﬂrﬂs hﬂrticulﬂrly thoss which sre fun0uvnnﬁllv
or otharwise akin Lo_ti’;c’_& cadre undar ravisw,

3.1% Crestion nf now posts or ungredatinn of uxisting rosts
q“1@3Y for the pumoss of imnroving promotisnal onsox ctunitiasg
without™ adsquate functinnal justificetinn would @averely arody
tha original rele of the Service qnd-imnair its offacioncy. It
is nocessary to omnhissise that the cadre rev
for tha Fulfilmant of ¢oracy exnﬂciﬂizon nf the Sorvice Offl_
hmwsvsvwr i&glflmato thﬂy may ba, . Ads s ta functional 1uqt?

is an @ santial Coﬁflﬂﬁr“tlﬂﬂ in tha ntlonallseulon of
"-stru furen | :
3,16 The nssumptlnn that every csdre will nocessarily gr@w and
that iherefore, such a growth hﬂg to be provided for cannot be
an all t1me valiﬁ aseumpﬁlon, ' '
Stagnation Lﬁ,a relevnnt ground but cannot bﬂ t%e only

grouid for creation of wasts at high@r levals@' The problem of
stagnmtzon cannot be solved by creating 1arqe number of nosts at

the top which will only mean that ag we go aiﬂngg evprybory will
be d01ng work one bﬁlow hln 1mv015

_ In regnrd tﬁ the qtﬁgnatlan nroblem, pfomotxon to higher
'Vpagts must necessarily be based on a rigorous assessmént of the
- record and perfnrmance of the mfficﬁrsg Higher lavolﬁ of
_ormnuctLVLty shnuld e axpectec frmm iho gmoloyees@

iew s not a vehicle
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A1 Tn organised Central Group AT Bervices, thers is a
ta of l§,4300- |

nonefunctional selection grade in the pay SC~
5700, Tais is an inbemamedlary scalo hetwaen the pay scales

carresponding to Junior Aministrative Grads (13437002 5000) ‘ E
and Senior Adutnistrative Grads (maagoomﬁvom); Tn the Hore
Functional Selection Grade, the dutiles and‘rea?onsihilities
sttached to the posts are the same as those of the next

Lowar grade, 1.6, JAG. Buch seloctlon grade I given to a
specdfied number of offlcers in the JAG upder cerbain condltions
and does not dnvolve a change of command, &8 per declelons
token by Govermment in the 1ight of ‘the Fourth Gentral Pay
Gommissiont s recommendaticns, the vavised orders regarding:
non-functional selectlon grads (Is ,4500-5700) will apply - to
orgenised Group 'A' Clvil Cadres and the orders will apply %o
such cadres unifornly. Secondly, there will be JO furnetional-

the.

aaleckion grade 1n such cadres.

4.2 Tha expression! organised Group PAT Civil Cadreﬁ means a
cadre which has all the following attributes, namelye~ (1) the
highest cadre post is not below the level o 1. 59006700 (31)
it has all the standard grades, namelyy Bs » 22004000, 1243000
4500, 18.3700~5000/1 (A500-5700 end ls,5900~5700. (1i1) at least
50%. of the vacancles in the Junior Time Soale (f.8800=4000)

are requirsd to be filled by direct recruitment and (iv) all
vasancles above the Junlor Time Scale ard upto the Senlor
Administrative Grade (73.5000-6700) are £1lled DY premnetion from
~the nextb lowar grade. ' . . \
4,3 iﬁtro&action of o non-functiconal ﬂel@ction Gradekhad besl
specifically recommended for the first time by the Third Gentral
ﬁéy Commi.gaion in respect of variong organlsed Engineering '
Sapvices (besides Indlan Reononlc Service; Trdian ﬁtatistical
Service and Indian Forest Ssrvice). The Gommiﬁsioﬂ'félﬁ;ﬁhgt

the muaber of posts in the hWigher grades of these gervices was
1 cadré gtrength and

reolatively amall in the terms of thelr tota




_l1“ﬂ%ar off ﬁ”e &ervices' oldlng JAG LJ te sre llable to sheinets
Tor tuls PO AJON » yhile aucepti g thls raconmendablon of the
pay comnlselon, Govafnmamﬁ agnddad that (17 sueb ﬁmi@@tivn %b'u

may also be introduced in varlous Central. Gror ‘*‘.uﬁrwjaj: :~ﬂ
_(&l) a6 atran~ i of the Goleation Grade in gach Earviop. Hovlu_
“-Q%t@;mlﬂ@d after a detialed reV1 s of: uodra atﬂuctura, nvoxoﬁ o

'jﬂn W*oSwuotQ, atce in +hat bnrv¢ce,-=.

_ a4 R Thm PaJ umumi ﬁloi stmnulaﬁmd tha+ the offic““s e %ﬂ"
'olacmd in the. m@laction Grads should have ra a@h@d the ma&iwun

_ of the Junjor A&miﬂistrativa Gfadm and ramajned ‘thers for 2

'Yearss - This btipulatlon canﬂtiﬁuﬁad the maln criterion: for

(a) the introduction’ of @e1ect*om Grade 11 a bervlce, (b)) the

'tfdatermiAatlon of the sizw of 5uoh Grade and (e) the eli gibility
Pt officers to ‘be. placed in walectlmm Grade. In e%samce; theres

fora, the aonmfumc+1omal éeiectmen Grads is Lntendad to mltlgaba
e rlgours gf stagn@tlon Whlch the offLGﬁfs in td@ JA& may be -

axpws$d £0 for want cf adoqu s te numbwr of pa%ﬁ“ in the hiﬂheT '

radas, In thzs gense i% ia not a- distina? iunctlamal gzade_

_carrying a highe? level of ragponSLbilitia thaﬂ thnﬁa assaciakadi_‘ 

yith JAG but part Of TAG itgeli ‘the scale of pay belng an

1_@x%eqqioa of JAG nay acalaﬁ In other wordg,. ib ia tantamount |

£0 s axuended pay Saale for holda?g of TAG pos Lag the pay 59&1& _
4‘“@$700w5000 bemng @ytand@d to mm970Q under aftain condjtlunﬂa“

4.5 0 In cenera15 aﬂh01nhmpnt of foiﬂﬁrs %o Y fuNGtimna1
G?ade is by oelectmom as 1t 1nvolve5 prmmotmcm to & hﬁghar 1ava3
~ of ?@Snoﬂ&lbllityn On the other hand, ampo&ﬂtmﬂmﬁ to the noTe

y.ﬂﬂctional Salection Grade 18 %v aaniorlﬁy ﬁubgact To fitne&sq
hig g 00 bacause”the plrpose of introducin Y nonmfun@tLanal |
elecilm% Grade 1 ﬁq_'mhinate the haxdships cauaad to offi@erﬂA ';
: ;due ta staﬂnationfaﬂd' c'chaﬁg@ Qf ommmqnd ia 1nVolvad, PR

4 46 In terms of Governmeﬂt d33151om&5 aeLQCtian Grade was ,
'Tto be iﬂt?oduced in‘a Genbral Grgwp tAY: &erviee mnly after a gu j'
raview of its eaﬂr gtructure. It wag ‘aldo sﬁlhnlatad that ‘
: tha Selection Grade posts were to be ?V@d auL of Jﬂﬁ'posfaa




f;]fcadre structure (uaﬁor ruv1aw) has hean an wroVed arid 1s
_ f'deLnru rrd (on the basls of 5tagn@tlon and Dtlef riteﬂia) by
.f }Cadfa Review meqiﬁ%en and the required number: of hoghs, orag bJH
: ;f7t1e question arises ag to the! acfual procauur@ +o be ado*t“ﬂ for:
7 placing the elzoible officars in the dslection Grade.. _Tha nvocawf

: for taH aucpose_ﬁv thp D@nartment of qusomnal & Trainlﬁg,\;ﬂ_

et wﬁlﬁ}w 5 S

447 . -Omes the propesal to introduce o Selectlion trade i a

[

'f&ur* “aw-hem- Laid den ikel detail in &eparate gaiqalinas p;awafad

' mmmnarlsﬁd belowaw

ST (1) Lentral SETVICPS GTGWE ‘A‘ whare tﬁe 5ﬂala of.&;éuoom_bi?fg[ﬂ
'fﬁSTQO/m exlsts as part of the cadre structure on functiona }bmﬁ : :lﬂ:
~will not be eligib3e to have nOﬂwfmnctional Salection Grude unlegg_;{ ;_g;

the Cadre Cmntrclling Augnorztles decide to do away with thc

'”Eunctional Selection Grade. .

(11) The monwiunctldnal um]ecﬁlon Cradp po fs'ShQuld be

R c&rved out of the Junior. Aﬂmin#qbratlvp Grade, tbey ﬁhus do not

rgﬂf@ﬁpﬂ% net ad@iﬁlgnsw : . , _
o (ili) The strangth of the belpction Grade shouLd:be‘equa?_ :
to lJm of the genlor duty nmetg. - SR

(iv) The Selpctioﬁ Grade saould %trlctly ramain nonwfunm'_ -

etional and in no case’ ke conVerted into functional. They are.

Ahg peTSOﬁal to the officers concerned, B . .
o (v) A 0fficers to be eligible. to. be placed in. Selectioﬂ{

Graﬂ@'ﬁ&“t have ent@red ths &&tn year of - sarvica on the Iat July -

of the year caleulsted from the year following the year of"the ::% f

;,GYamlnation on the bagia of which. ha was recvultada
(i) ApﬁOlntment to the rade should be by senlority

o (iﬁaa senlority subject to regecfmon af ‘unflt').:
(vi1) The lntevwge seniormtj AINONE ‘officers apﬁointed tm

'nonmxuvctlanai Selectlon (rrade and those 1n the ordlnary grade of

'TAG shall not be changed a8 a result of aﬂpoin“bmen’t of tha
;foimpr e ﬁhe &eleetzon Grade¢ B o e

&gB a Thw naln featuwaﬂ of tﬂa ﬁlectjon Grade GuideILnes are '2ff.: 

1 i 2 e DU L




,ﬁ,ébama,&i:,@_ éﬁgf;*;-;? oy

4.8 In tsrma cf the @%ifd Pay Gmmmigsimn r%ﬁammen&afimna &g
lovermment’s deslsalon ’Lh@mmg Selection Grade is relevant to
all Central Group ©4? darvice, toth teclnieal and nammteuhnicaj
In certain Selentific Serviceg howgvor 0.5, Defence gcv@nc@
-Leterologieal Service otq, there is g sygt@m of flexible ﬂouwlam'
nenting dnsighed to rataim and encourage meritﬂriou sclentiut
engaged in researceh work, Under this system, while the total
“mimbers of pasts in twn ar more sucsasslve graﬁes is flﬁ@ds the
number in different grades are varied so asto enable officers
“with g stupulated peried of services to Dbe placed in next higher
grade on the baglg of periodical assessment of performarce |
_i??ﬁspactiva of numﬁer of vacansjeﬁ existlng at any given timeg

- In view of this, introduction of &electlon Grade in Junior = ’
A@ﬂLﬁistra+ive Grade 1s not considered necessary in sugh Services,



.'f5 1 Beginuming from the year 19?8 up to March,1293 cadre

7ﬁﬁfs%rucﬁnras of - the follmwing Group ' Af Central 5@?Vlaes ware

¥ ffully TGVieW?d wi%h the appfoval of the Ga&re Reflaw

fngommitbeﬁﬁq

'f};féqNo@.‘_ Nam@ of ﬁervi@a o *:'* - iaar gf firstﬁzmd:ff' .
e X S ' agb..Cag a»ﬁ;rgﬂﬁﬁf_':

e 1. lqdlan Rallmay Traffic &ervice " 1973 ‘iQBECThlrd)* ]

= A, 3-8

2, Indlan Rallway Accounts Servige 1973 1988(Tird) -

© 6, Indien Rallvay ﬁﬂrViﬁe.Qf

f[ﬁ} 3. Indien Redlway. Bervice of Enpineer% 1973 1988(Third)

:;7;f%a‘1ndian Ral Lway- servlee of Bignal .o s
O Eaglneers - 1973 1988(Third) -

ff. ’5; Inddan Railway ﬁevvice mf' e e
S Blectrical Bigineers - Cde7d 1988(Thirdd o

. Mechanical- Engin@ers 19?8 }ﬁgﬁéfiﬁixﬁj'

o Tndiaﬁ Hallway Servics of Stmreﬂ 19?8_.1988(Wh1rd)_

© 8. Indian Hailway Personﬂel Service 1973 11988( Third) -

g, Indlan Defencs Accounts Service 19755.399£(Third3@

13, Indian Forelen Service

10, Indian Civil Adcomnts Service 1979 1989(Third)
- 1976  1992£Faurth)@

TN Indldn Revenue S@fVlcP(IncomewTax} 11977’*1988(3%1T@)

© 13, Indlan Deferce Eststes Bervice ‘21$?§ i1992(Ihird)@

”q"l7w Tridian Insnection fervice ' ' 1976% 1985( Thivd) IR

"QEQ Border Securify TForce

'" 1%; Contral. Eﬁginaering @erviae o “'.19?5*”1391(Third)' i ..='£' _”g

;,fiﬁa Centrgl Blectrical & Mavhanleal _ e L
= Enginesring Servic@ﬂ _ T 19?5*<19%%§Th%3d)‘f11'”

16, Indlan Swply Service ”'.-#eu . 1976% 1988( Third):

.18, Contral Engineering fevvice(Roads) — 1976% 1986(Third) - LT
19, Central Habav Eﬂ&ﬂnéeflﬂb Service. -.19?6*“3989(Th1rd37}7: AR
20, Indian Mudlt & Accounts Service | 19?9*:1Q8§(1hird) |
fm;ﬂl;,lnd1an Postal Service - e - leso 9 gcmhjrd} WT J_
L 1980 ngaggbecond)';%5 
L83, Military EHWinear Serviceu o 19%0* A994( Third) e
';184“ Indian Raiiway Madicai ﬁ@rvice o 2973 . 1992(%%i£d)£?!ﬁﬂf"
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‘&QNQQ Name | of Sarvi%

M,

i TS IRETEN mmm‘"wﬁv TR B M e b e M 8 % gem g

ég Gentral Labour uervica
aﬁélndian Brmadﬁaaiinb (lm&inaa?s)
. Bervice.

27wIndian Broadeast1n¢(Programne)
dervice ™ T _
 Amed: Farees Head Quarters Civ;l
{391‘?106 s

&
= Cantral Power- Eﬂ Jn@“rlng SeerDe;

Qgglndian Iniovma?ion' Fervice
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G.Mo, Neme of &ervice Yoar of first and
: S S last Cadrg Review . ...
BB, Gentral Company Law Servife 1937

53, Indlan Legal Service 1087

54, Indlan Meteorologlcal Service o887
55, Indlan Wav,l Armament Servics 1o37
56, P&T Building Works Service 1988
&7. Central Avchltectire Service 1086
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# Limited Cadre roview for release of non-functipnal selection
grade,atc, A
#¥This cadrs review had been conslderad snd wag postpomed.

LReviewed by InterﬁDepartméntal Committes set up by Governw

n pe el A ARG A Y ST M ST WeR BAD T RE R30S

ment,
-2, lmmﬁanﬁﬁmyﬁt_tm be. cmmplﬁteﬂdwqu"“W“WMM"QN"Mmmmu;mw”WM"“mw«
5.8 Egperlemce has shown that Cadre Controlling Aﬁthorities

do not always preéent coherent proposals wlth plausible functional
justification. Often they tend to justify their prdpqsals fdr
upgradation of certain posts or ecreation of additlonal posts in
terms of improving promotiocnal prospects of the members of a
Service, In fact, as has been repeatedly emphagised in the
sarlier parts of this Monogreph, improvement of promotional
opportunities lg not the sole Dbjéé%i#e of cadre manégementﬁ-
Any changes propossed in the regpective strengths of different
gradas of a cadra qndef review will have to be backed by adequate
functional justification, '

5.3 Becondly, the additional requirements in terms of the
nunber of posts at differsnt levels over the review period are.
not always estimated methodleally as explained in the Guidelines

and Prov1ded for:wltum @Gﬂmja yin~ iormai@ iks) partioa]ar,ﬁhe wrawt

bY dlfferent lavels of feaponsibiilty go as to Justify_ﬁhe PIro=
posals for creation/upgradation of posﬁgg“ﬁuch 1dentification
wlll have to be done atleast for the grades of JAG, 8AG and above.
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separately and their likely deployment shown over the naxt thrmh
Jyears,
5o A third aspect which cennot be emphasised oo strongly
concerns the time-gap. Often, the data in *he Format appended 4,
the Guidelines are furnished for a date far renoved from the datg
to which the propogals relete. 45 1t takes consldevahle tiing
for the proposals to te fully processed and nlaced befors the
Cadre Review Committee, the data furnished in the format hacomagy
outdated, These are seldom updated hy the cadre authoritircn,
Guite often, the position danges and this ig not rafllect s -
thé time of considsration of the proposales by the Judre Je-iew
Committes, It ig, herefore, agsantlial that varlous tynes of datsy
fumished in the Format of the Guldslines he invariably maintained
by cadre authoritles on thelr owi end be updated ag on firsh of
Jenuary each year, The data so wdated may be made availahle ,
to the Department of Personnel & Tralning (Cadre Review Divislon)
each yesr, lyrespective of Wh@bﬂ@? or not & partleulsr-cadre ia
under review or pronosed to be taken up for review shortly,

5.8 fourthjya in a muaber of proposals, the dqtm giVQﬁ
in the Format, particularly those entered in the Forms relating
to maintenance needu; and gaps do not tally with the final
propesals for the reviewed structure, The varloug 1teng of
infgrmation prgvid@d in the forms showld be cheeked and erosge
chaoked with th@ wrlte=tp so tthat conslstency 1g @HuerU bt
varlous sets of daba, M arithmetical telly of wx gting
nmumber of posts (by different levels), posts to he created and/
ol Upgraded, wastages, faps proposed Lo be filled, ete, will
have to be invarisbly carried out gs this will glva g clﬁav
pleture of rscruitment planning,

5,6 Fifthly, the utiligatlon of reserves, especially the
leave end tralning reserves is mostly shown %o be INIL! By cadpe
sutherities, IT that were really the case, 1t will have to he
explained as ‘o what heppens to the reserves already “vrovided »
for and creatsd, l.e, now they are helnz utllised, If leave
and tralning reserves, say, are in effect utllised to man
regular duty posts, 1t could Le Dbecsuse elther the autiorlsed




strangth of the regular cadre is short o the needsd siﬁa_or

" the sanctioned slrength doss not mateh the requirementy of the
Bervice in full, In ally case, suitable adjustments will have
to be made in the proposals for cadre reviey, o |

5,7 ' ﬁixthlyg the financial lmplications of the proposals

formulated by the cadre controlling authority {in respect of
the cadre under 1ts control) should be accurately worked out
as far as possible, fThig mUst be done on the basis of the
“differences in the Cadre slzes resulting from the proposals
and not on the présumption of cadrefofficers(alreadyrwarking
in' different grades) securing promotion as a result of the -
review and tlhus being placed in:a_higher gcale.  The lgtter
course doas not always glve a correct pheture of the exact
financi gl lmplications of the cadre review propdsalsy

5.8 Lastly, the basie supplementary informs tlon misk be
attached to +he proposal fapers without fail, Thus,'reéruitm
nent rules with Latest amendments shoulg invariably be B
elosed to the proposal nawers., 8o also tha organigational
and functionsl charts, The Organisatlongl aharts,should

1.

indleate tha current position as also the position eﬁpec%ed

to obtaln 1f the hroposals are approved by the Cadre Reviey |
comnlttee, | N - ’
5:9 © Seniority lists Wil have to he malntained accurately
and upgraded as on lst Jalliary gach year S0wing the last bgtsh
coversd for promotion to senierp tlne scale, JAG, and SAG levels,
This will help in nonitoring the Implementation of the |
decl giong conecerning the lgst cadre review,

5,10 Orders sanctidning ereation of nNew posts should
invariably e endorsed *o +he Department of Personnel( Cadpe
Review Division), Besides, the proceddings. of Dep,rimantal

Frombtion Comni tteag ald orders based thereon should be

7 §ﬁﬁgysed tq Cadre RaviQW'Eﬂvigiona
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* RECOMMEN DATIONS o THE FOURTH CRNTRAL b 4y COMUISSION Havry
4 BEARING ON C4pRg REVIEW PROPOSALS ,

S IR R o e ey

* SRILSION OF CRITRATA 7O opgsarprogmion OF ROSTS
' - The criteriéfféb_Groupmwise eiassifieatiqnjof pbsta'und
the Contral G@#efnmant has been revised by the Commisston
cwhileh are ag fdlloﬁs;m'_ o N [ '
A & centpal 1vil post Carrying a pay or s scale OF pay-

with a @@x;mpm mf'ngt_legs_thapmgﬁqgoye
By 4 central Civil post carrying 4 pay op a scale of pay
wlth g mexlimum of not less than 1.2900 ;ess than
4000/m | R
A'eentral_civil post-carrying a pay D?MQ;SQale:of pay
with a maximum over &ail5OFtut'l@ss'than'&QEQOO/m

. Q °

D. & central 0ivil posgt carrying g pay or g scals of pay
the maximm o vhich 1s &,1150 o lesg,

The Commiésian, h@waver, recommahded taat where there
are deviaﬁimnsfin'the exlgting classiflcation for mome posty
thig may . continye, R | : | |

2 - RAVISED pgY gearmg

Lk B hh

The folloving revised vay acalgs have baen rédmmuehdad‘
by the. Commission .. | T
81, No, Grade . gioae of pey  @pan New Pay gpan '
B R . of Scals  of
,pay_j'rﬁcemm”‘-pay, N
scale mended scale
Tra) ty the . (Yrg)

Lo Urs Time Gusle’ '70Q_4041160m50@- 15 2200w75. 81
S Co J1300 3 o

2800 BB
S - | | 1004000
€. 87y Time Sogle 1100501600 10 3000100~ 13
S . 3500-125.
| | . | - 4500
3er¢MMMusmawﬁeﬂm&6&&&mm -7 3700.125- 19
Gr.(0rd, : 100=2000 4700w 150w
| - 5000,
o Jr, Admn, Gr;de 3000~ 125/2~8250 4 4500150 g
(Sels, Grade) o - - 5700,
5+ 8r. Adun, Grade 'BQSDWIQSXQMESOO 4 @g@é@ﬁ@g@ﬁﬁég
. {Level IT) N _ T I -
He 846G (Level 1) - 4500125 /227150 4 B200-200. 4

SRSk e gl L — i



" respect of Group !4!
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3,  NoN FUNCTIONAL SELEGTTON GRADR

The Commission has recommended (paragraph 23,12) that in

Central Services the present condition
rogarding stagnation st the marimum of the Junior Administr
brade for two years fop promoticn Yo the Selection Grade should
be removed., The Comnlssion has further observed that the _
criteria for promotion to the Sslection Grade and the basis for
Gomputing thé_numbar of Selection Grade Posts should be unifom
in the A1L Indig and Group 'A' Centrsl Services,

stive

S s Sy e s s s S e ik g g B D T TR RIS G St St 0 1ty RSt 8 TGP b i it S it e s e St W 0 vyt ey gt

* The ahove recommendations of the Commlssion have slnce

been implemented hy Government,
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APPENDIX 5 T

 Neu5/1/7140P (Vol,¥T )
_DE?%RTMENT_OF,F%HSONMEI«
T _(Pﬂpa- WING)

Dated the 6th May,1972

 OFFIGE  MEMORANDUM

SUBJECT: Guidglines for proper Grade Management Setting
. up ﬁf.cndre_Managemenﬁ Committees = Implementdtinn

of Administrative Leforms Commission's Tecommend=

ation Ne,10s . - - ST ~ ,

L The administrative Reforms Commigsion, which examined the
existing machinery for the msns ement of different All India-and
Central Service Cadres, had in fheir Report on Personnal -
Aldminigtration made the following recommencationg=

gggéhmendagimn Noa L0

(1) For all Sexvices advance prejectiong should be ..
" made Gf*thefrequixﬁment$jﬁf'p@rSGQGl for five
- years at.a time. Mideterm appraisal also should.
be made 1f ¢ivecumstancos warrant it and necesgary
correctives made nn the hasls of the appraisal,

(2} such projections should be made by cadre .
managemant committen which should. ba constitutad.
Cin the manner describad in para B, N
2o ' " Tha Commission had further suggestod that the cadro
management co mmittess may include, in addition to tho carlre
contrnlling authoriﬁy;-representmt{vesaofﬁthe antral Tersvnnel |
Agency #nd of tha user interests, if any, (User intersty .
in this context mean the orgsnisatinng other than the
- controlling authority which are likely to make & gubstantial
‘Use of the Services of the concerned nérsonel on deput%tiéﬂgsﬂ‘
_ The Governméntro£-India have accebted this recommendatinn of
- the A R,C, with the modification that the Teview should be
made, inetonsd of eviry five yesrs as recormendpd by the .
Administraﬁive_Refﬁrmsfcbmmissimn after every three yenrs and.
it would not be nocossary to aesociate thse user interosts with
~the review Committen but thelr requiremants should ho taksn -
inte consideratinn thile making the revisw, The composition

1

R
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The M$ni$%ri@s/Deparfménts'are accordihglylrequasted to . talze
immediate actlon on the lines indicated above to cons¥tute

cadra nanagenent cohml ttees for review of the cadra wider theip
administfétiVQ-control,funden;intimaﬁion to thils Department,

3. In this @anectimnﬁ“airefﬁrﬁﬂGQPiﬂfiﬁVitﬁd; “thi§~$%ﬁa@t?u“

I%HWSUMSMM&lW%HKﬂXﬁdﬁ@ﬁﬁmﬁ#&%mmmyﬁm%';m”
regardiﬂg‘eVoluatiom'briprinﬁiffﬂsafor pﬁ@perﬁeaﬁﬁggmamag@ﬁangﬂ :

t wasfm@ntionad'%héreim~th&%‘%ﬁthitha~ﬁﬁudthéamg of tha 420 -

on Personm@l‘&dmiﬂistratldm ag‘alga?thetAdministfatiVQ’Raﬁanm&gn.n
Commi gsion itaelf‘pminﬁad out -y mimber @ngafiﬁiang%gsmiﬁ(@h@ SR
management ‘of the vardoug ﬂadre&4~?Thé*Minisﬁﬁiﬁsfﬂgﬁaﬁmﬁﬁﬂﬁﬁ” .
Were algd requeésted 1u the above Q.M. to sénﬂ“@etailsﬁgfiﬁh@}f.an
various Measures talkean by thamb%ﬁﬁamsﬁ&e'sgr@nﬁifia{managamanﬁ, .

ol the variaus\Servicemsaﬂwaﬂcundéﬁf%héir aonﬁrmlw,‘Imwthed R
ddght of the imf@rmaﬁicn~r@@@iv@d,'thféDaparﬁmenﬁghasQﬁprmula%edﬂ1

cerﬁain“broadjgu@dalines {BopyfeﬂGEOEeﬁ)‘fﬁr objective cadre. -

managamentﬁAIItwlsvaxpactedthatwthﬁséjg,gera@ guldelinesy -

followedfsysﬁ&matiealivﬁwamﬁﬁgréméﬂ#*%b“aeonsiderabla extent,

the deficiancieﬁmphiﬁﬁﬁd'but By ths' ARG and ensure a balanced
and sedentific managenent of cadres; apart from helping in
S8tabldshing uhiformity in ﬁhe‘principles/prwcedurees emp Loyed
in tha nanagemnent of the Servica Cadres, ‘

4s ALl the Minis%riesfﬁ%partMentg are requested to revieyw
1mmediately\the‘cadres controlled by them in the light of

the enclossg guldelinas and prepars a détailsd personnel plan
Lorfasch cadre, taking 1972 a8 the base year, - oo

5. Ag this Departmért 4 s required +o fMarnd gh tﬁébim*lamenﬁation
report of the ARCT g recounendati on ﬁolthe'Paﬁliamant;ft.is

- fequested that ge s00n as the implEm@ntation'of-%he Government
deod sion in 4hig regard is completed, a report may kindly ‘be
80t to thig Dapartm@nﬁe; R e A

gd/e |
D&puty_ﬁecretary te the Govi, of India

s

bt o i e S 2 e
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LEP ARTMANT. QP P ERSONIEL
GUIDRLI"\TE E‘SL)R CADHJ}; MAJ;\&AGEQ‘IENT

'GENERAL'_, (1) The haolc nurwese of nadru neuaﬂmnent is to
' 7 erEurs 'that co@si%tgnb wi th the maintenancs

_Tof mordles tha cadre 13 recruitpd trained and
utilised in o mapner calculatwd Tc Eulxm& the
 mbject1ves for whi h fWu adre was GQHabltut“d

%ﬁg hTRUGm (2) The flxa%lon of streﬂyth oF a cadrﬁ should ha
AL

- ASPECTS DF fplat@d primarllf to the curwant and anthi v ated

:# GADgu_f’ raqulramants of personnel Lor &l%cﬂar@inﬂ e

functlons faf whicu 8, cadrp 153 b@@ﬁ eraaf*ﬁ.

( ) In fixmng tue strengih of. tn& oadr@ du Crens pd
1ould b@ paid to th» dutle aﬂd resJousi%iilijeg
 'Of tbe posts o b@ 1ncluded 1n b.ﬁ dre, JVE“T
~cadr@ ghouldg taarﬂfore, haVﬁf' schﬁdule of dutj
‘posks identlfiad, on the basls of d@ﬁaijpd job |
,:VevaTuaulong emihaf inﬁividually or in: groung, Lﬁich
-;consiitute the qare of the, Oadre ' T

(4) The - strenata of each cadr should GSSPHtl 11J

reflect the evmanﬂnt rpmulrem@nt for caﬁr@
nersonneleﬂ

(5) The fOllOWlﬂ” threa fa erve ,znoml& be buzlt
: into the strucfure of avery oadrea

’-i) D@Dutatlon Revsﬁvess Since Uze depu%atlﬂ:;c  ;
i resevve ms a mawhanlam for 5@nd1qg uadrm ol Zicery
%G hold eXmcadre. p@vts, this. Treserve. should be
flxsd by assagsinm thm nemdg of +qe_autsxde (or
f"jeXMCadre) ‘agencies foy _“'fv_cpq‘wr officers . o
'ﬁ50f particula}}Cadres;;haVing regard ta tne eﬂh le
ences and expertise developed in such’ Cadres, . Such
deputation re arva ‘should also baar a r@asendtie
proportlon o the duty pOmtS in th@ cadre ia order
_ 'to Ansure *1at cadre weraannel are prgmaV11V
__avmllable for lelimv up cadrp pOStba '

oo
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THE PERSONNEL
ASPECTS o 4
CADRE

[ 7.

11) Training Reserves This reserve should he
rationslly fived with due rejard to the partie
cular nesds of the ezdra for the development of
sultable professiongl exepertlse and gensration

of adequate speclalisns through the trgining (hoth

post-entry and.inmservic@}‘of_cadre personnal,

113 Leavey Hoserve: Thig resereg should be relsgted o
1ts setbual ntilisation,

8) Where recruitment rules provide for multiple
polnts of entry ints the service, the promotion.

quotas should be so detemined as to ensure adequate
opportunities for promotion betwenn the various
grades in the Cadre-schedule,

7) A rationsl recruitient policy should be Fframer
B0 as to take in 4o aceound >
= Malntenance ne-ds of the cadre

g

growth needs of the cadre
quaiity of recrults
~promotionsl prospects of recrults

3

8)  The pate of antial recruliment should be
worked out tat gaps in the cpdpe are adequately
taken cars of in 4 nhased mannerand thers ig ne .
exXcesslve recrul tment in bartloular vears Lleading
To dilublon-in the quality of recruits or block

-

in promotion at later stage,

9) BExcept to the extant provided for in particulsp
recrultment rileg fop any cadre, cadre posts should
be held by cadre of flcers,

10) 4 Scientific plan for the developrent and
deployment of officers in a ¢adrs should be dsvisac,
This plan should spell out in detall *he PR, TG
nent In terms of skills/specialities, desirable
eXperience ete, for different positiohs, and the

- varilous training programmes regulred for the

attainment of this objective,



MACHINERY &

| PROC,_,HIR_JS
- FOR BEE&ER
CADRE

MAN AR m G

- and funcﬁioning of the Review Gommlbime will 1 _
B8 1ndloa%ed in the fcrwarding OuMHngo/lf?l FP@W[m

--1o) A Rav1ew Gommittee 5hov1d eonduct the t?i”@ﬂlal

o 45

'llJ The plaogment of ofilgersq_in andoutslds the
cadre, should be in line with the slkills /experiency’;
acquired by th&mE It ”aculd, ih@l?fﬁ?e, ba done
after a ecareful: sereening of eliglble pergontel

in relation to the type of posts to be filled vy,

18) Deputation of @;mcddr posts shﬁuld be for
a .fixed tenure, and UJ}ess there are excap tional
grounds, an officer gent on. deputation should
'return to thig parent cad?a on the expiry of his
tenures - _
- 13) There should be g high-level comp rehensive
‘review, at regular intervals of thiee years, of

the managament of aqch cadra in th@ 1i5nt of tha%u
wuidellnese_

3“3 The specifig obgact of tha trienrdal review
should be t0 3
~Determineg the rabe of grwwth of the cadre,
after analy 31ng past trends and enticipating
\ add#uiona¢ needsy S '
R “asgﬁg the trend of growth of Lha ax-cadre
| posts raqulrinp the . g services of. cadre
_ cif¢ce 8 and adppt meaﬂurev to cut imbalances
ar151ng betweaﬂ députathH bl servas and the
numbmr oi efllverﬁ in aﬁmcadrp pos A
C=fi% and rationallda the s*ranmth of %
cadre°] L SERE
~dra up s perqoﬂnel ﬂl%ﬁ, fer thrae years
| ?ndicailn for each year «
: mthG.hi&$ of the cadre;
o =fresh intale of personnel; §
B wutil¢$ation oﬁ deputatjon amﬂ Other resarnes,
 wover all neads and gana,.f” ‘ '

reviawa in: mespect of all cadrmsg The LQmWOSltWDp_'
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dated 6th May, 1072,
16) 4 dep artment sl comnlttee consisting of the
n ~ head of the depariment and g few genlor ofIicers
AN should,undertak@ & mideterm aporaisal of tha
P structural and personnel aspeots of the cadrs
once Svery year in ordsr to chack and apply
sultable correctives sg may be neéceg ssaiy due to
'chaa ges in projected neads and Eaps, _ o
17) The depa rimental comnities referped to in
(16) abova will also perfom %nﬂfo]lowing - i
func%iona in veldflun to tha cadre managaﬂentuu '
a) uere@nlng of OfiiGGLS for theip
sul tabli ty fq* promotion for categories . \
of posts for whlch deﬂarfmental promotion . 3 jé
Committess pre not r@ﬂularly constitufed, S -“f
b) Nominagtion and rpcmmnandation of officmru' _ ﬁ;

|
Lor various courses of traimlng in inﬂia and - ﬂj
abroad. S ' - '%f

¢) Nemination snd recmnmandation of officbrs
for'forei*n amqlgnmeatqa ' :

d) Such other personnsi matters which the
Dapa vlment may ilke"thGSefCommittees to :
conglder, . _ S R o '!é

(Inclosure to 0.0, F-B/1/71PP( VoL, VI) , a3 +B45.1972,)
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DHP ARTMENT OF PERSONNEL & AIMINISTRATIVE
REFORIA
(PP WING)
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In an excerclse for cadre mananeagat, o0

a&meatq may be bornme in mind and highlighteds

~the structural aspects;
~the personnel aspects;

~the procedural agpects.
The object of cadre managswent 1 to ensgure that with reference
4o 1ts original purpose, the cadre 18 mrbaﬂxged recrulted,
trained snd utilised in the most offective and Tatloﬂal Manner.

|

Structural aspeclts: _
i) A brief nistorlcsl backzround of the cadre should

be attempbed which would trace the origln, the

objective, %he gtructwreg the composition, in

gshort the organisation of ths cadre, right from
~ the beginning.

14) The strength of the cadre should be indicated
for every biock of five years, beginning {rom
the Becond Five Year Plan, The cadre strength
nas to be relatad to the current and snticlpated
requirements of -personnel for digcharglng the .
funetions expected of the cadre.

444) If thers are any df.stortlons which &ffect the .
attairment of the general purposs of the
gadre, they should be indlcatéd, ' i

iv) 8ince the strength of the cadre reflects eggwxbL
ally the permanent requirements for cadre
pergonnel, the schedule of dnty po&ﬁs cons bl the
ting the Yeore'! of the cadre should be exapha sl g gad

v) Apart from these duty posts, {He various reserves
quch as deputation reserve, leave reselvs and




i)

vii)d

vilil)

e -{{38 ud

training reserve should also be Trought oul.
It needs also %o be ergnined as to wvihatisr tore
ls any constructive relaticnshlp betweon The
basic duty nogty of the cadrs and the different
regerves; in particular, the balance or laclk of
it, between the cadra and the parallsl ex~cade:
has to be investigated, the maln idea B@inq to
recrult cadre offlcers for the cadre posts and
not 9o tep the exwcadre nosts as wremoﬁion AV LG

Tor cadre ofLﬂaarqa'

Tiie various Fradﬁs in the cadre together with the -

mimber of posts 1n each grade should be mentioned
and evaluated for thely ademua&y or mtﬂerwise.

in eXcerclse has also to be athtempted on the
iik@ly davelopment of the cadre during the next.
& to 10 years - which ghould bring out the.
projective picturs of the cadre koeping in view
the magintenance neﬂdg and the egtingted growth
requirements., : '

Pergsomnel Aspests

1)

11}

144)

iv)

It should be brought as 4o how the various grades
in the cadre are manned, . The actual strength in
ralation to the guthorised astrength, ths gaps

and ghortfalle ete. should similarly be
indicated. '

The mode of- P“OTUltmth to the vardious grades

ghould also be state d,

The percantage of direct recrul tment vig-a-vis
promotion in the various grades should be seen
in order to assesg the attractivensss of he

cadre.
It hgs to be seen whether the recrultment

programme s rabtionally structured, having

rezard to the fellowing aspectst




V)

vi)

vii)

vili) It ig n@ﬂeaaary to bring out alao wnatjﬁr'lat@ral

oix)

e
RN

exer 1ﬂ@ to Oarofully choage thg persong tm ba

_ .tralnlng vbillsntionynrcgr@mm@ ?190 whouldfbr

x1)

w 49 w
~=mglntensnes neads of s cadre:
(wastazes renlenigiment Ta chors)
growth needs of the cadre;
‘QU~11ty of recruits :
promntion mioon¢cts of r‘u"wt's.

Lt has also to ne gaen vhebiter roemiitiand, dn o4
cadre has besn haphazard or fas Tollow.d |
oonsiétenoy n enmpal rate or muwibar Trow e o
Years 17 tﬁerw-qas been an overelarge racivilh -
in an year and no or littls p= Pﬂuitm At dn bl
'fmllowihg.years . ogsong tilerofors wouid have o
be crdtically examined, _ ' _ '
Has there bean any necessity for undertalking
any spanial, or emergeicy recrud toen $9 |
I hag to be seen sleo whether the cadre controlling

authorities have a well ordered: %rogection wlan of
the personnel requirenent g aLCDPdlu” to wh.ch
recrul timent hns to be pla sed out

mntfj Lstha 4cc@ﬁtod pa{tern of recrultment in
“the cadre, 1f B0, i which aradas,

It has to pa brought out alszo whether there ig
any systematjc plan for the development anid
deplovment of officers in' the ¢ adveglwn partleular,
how Sp clallpatlnﬂ and pvof@ssnomallaa AT to be
'd@vnloped in tie cadre. L .
Trainlﬁg Needy of the pﬁﬂmon@l have- ulso 5 e
'hlv 1igh%ed There ehould he a pamnstaking '

sant on LPalﬂlﬂ”=D€fﬁiﬁb&ﬂd - and. thei%'

d@?@t&¢l&d with s tralnimv plan it“'lf

It has to FP_SJ@CifieaJlj beu It on
there 18 any stacnat LOH 1n L< -

tmevmforn

the reasom
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%11} Is there any mechanisn for selentitic carsne
manazeunent in the cadre?
«11i) Deputation execadre shonld strictly follow 1.3
rules on the subject eng any deviation from the
standard norms should De specifically Typou .t

out,

Procedural Asnectss

1) Is there any tullt-ln mechanis For evalrating
the performance of the cadve fpow struetooal
| pergonnel and procadural aiples? '

11) What kind of reviews ara conducted and followed
in the oadrawtrlennial or longer- torm appralsal?
111) Ig tiere any pTDVi sion for midetorm appraisal?
iv) Is the appralsal-emercise purely internal or
any outaide agency 18 agssociated?
¢) Has the cadre been subjected to any outeside
investigation or sorutiny? I so, whnt wera
the specific deficiencies polnted out and

rocomnendations made ® lmprove upol them?
viiwhat 1g the nature and status of management

information system in- the gadre? is there
continuous re morigng aud f@udmbavk e chaanmf

2 ~ Cadre Controlling Authorities, In conclyslon,
LAy glve thelr auwﬂﬁﬂtion and pPrograNnes for better manafvment
of the cadre in all the mspects dlscussed above.

(5.50.5(22)/73:F),
dtﬁjqfdu()atlgrzgﬁ )




CADRE RSVIEW OF CENTRAL S3#RVICED
GROUP ' AY . DETALLED GUT DRLIT B3

XNTRQDUGTQOQ :
The A@anlstrativa Refgrm Lommiw$¢on whmch axaqired th@

exleting machlneswy for the managamant of different all-Indla
and Central Servicss Cadrss, had in their prort ot Persomnel
Administration nads - %ha:ioilcmﬂn reccmmendatiensvw '

a) For all ﬁervices advance projections $nou1d be nade

of the requirements ol pergsonnel for fiVe yaars ab

~a tine, M4 d=torm dpDT&iSal 8180 shmuld be made if

_ elvcumstance Warrani it and necessary correctives
made on the hasi of the apnraﬁsaJ@

b) . Such pragectionﬁ bhould be made by cadre managenant
comnittees wnich should be constltutﬂd in_nha manner

de%ﬁl’l”ﬂeda Easaadsa

2 The Government cf Inﬁla amvepﬁad the above. recommendatlons

A4 g

with the modlficatvona that cadrs review snould be made eve?y

three years imsﬁead of evewy five years and that while the user
interests Peed not be dssocLated with the review. eommitteas,
“thalr requirements may be taken into monsﬁdeﬁatinn while
maklng the reviews@' It was aléo lald down that the cempositiom
*ol tne Gadre Review Commmttae would b@ as follews%w

i) Cablnat 3@0P€tdry f - Ghairman

ii):-'becretarys Mlnlgtry 0f m Member
- Finance D@ptts of S
: '_Expendi ,
141) 5ecreﬁary, Depttae of w - Member
\ JPersonmel & TraﬁnJﬂg_

iv) . Secretary of the
b Ministry controlling = ' Member -
the cadre | o '
At later stagegg the Defence Secrotary and the genlor most member

of the cadre under review were also ineluded as membars dn the 7
Calre Review Commd ttee.

3 Tb& D@partment of P@rﬂcnnel & B.R., after sﬁuﬂying detalls
of various measurss talkan by the cadre guﬁh@ritiag~tnwards .
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e el ae

sclentific management of thedr cgdres, formulated certain
broad guldelines for objective cadre nanasgement ahd circulated
‘the same fo all concernsd Departments, vide 0. Wo.5/1/71-FPu
(Vol.VI) dated the &th May, 1872, with the request that they set
Up Cadree Roview Committees in the manner prescribed and arrangs
to have the cadre structures revieved on a priordty basis. This
was followed up in Marchy 1973 by an !Approach-Note! on cadre
review delineating the various. aspects to be considered whilef
preparing proposals for cadre stremgth reviewd,

4, The Third Pay Commission recommended the areation of a
gtanding YBmdy on Pay and Cadre Management! Lo be headsd by a
serving or retired . Judge of the Supreme Court or g High Court

and having four non-official members w1Lh gxperlience of prohlems
cgnnacted with Pay determinatimn Job=gvaluation, personnel manag e
ment and other allied matters., While thie speciiilc recommendation
was not accepted by the Government, 1t was nonatheless declded thatbi

a) Aunit may be set up, if Recessary, in due course in
the Ministry of Finance for degling with cases of
linited pay revisions, In the meanwhile, cases which

may arlse relating *o job evaluation or revision of the

nay scales of any particular

categdry-{fncﬂuding creatlon of a new pay scale whers
necegsary) may be dealt with in %haL Ministry according

to normal procedures and

b)  The Department of Persennel & AsRsy who are dealing at
present vith matters relating to cadre management of
the all=Indla and Central Clagg.l ua“viu a8 may also seb

up a wnlty 1f necessary, in due course for advising the

Ministries/Departments of cadre management of vasrlous

gervices in Clase-IT and ITL as WAL,

fole of the Deparitment of Pevsonnel & A.R.

5. The Department of Personnel & A.R. is closely assoclated
with work relating to cedre review of varlous Services. The
Department issues guidelines regarding policy and methodology
of cadre reviews, examines the propodals prepared by the
concernad cadrea eon%ﬁoliing authority and prepares an analytical
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brief csntaining thie vjaw of ti1 Depar%menﬁ of Parsonnal & Ao Ra
for the use of members of the Bevlew GOMMitL@@o Tha D@marfme*t
maintains 1iasion with the cadre autlaritL@v amd pvmvmdes Fud e
‘ance gnd empertisa in the farmulaLion of proposalo for parﬁodzo:
reviewvs of cadre . stranytae R@@@ntlyg L hag haen dmciced t*a%
th@ department should vaka mara initlative in. regard to t“u
eddre PBVleWs ingtead of 1eavin :t wlith tne concerneu Nlﬂ ”trle

¥

_ﬁg@ﬁ for remcriEnﬁatimm of‘taa T@%M%ngﬁﬂpaép

o Ihe GVﬁrall a@vPOth to cadrs trengtl rﬁviow has paELELY
been rEwexaminad in the E@parhaemt of Personnel & A4.R. in the
1ight of exyarienca gained ﬁ@ farﬂ Lt hag bean obsarvcd that

- desplte oirculatian of proad guidal¢na% and the A@prmaﬁh Nota
l(referred to in the earli@r paragraphs), the cadrs review
proposals prepared by the D@paxtmen%s continue to suffer frmn
‘s number of definienciaﬁm In perticular, the folloving -
c@nslderations wilch ave pertinent in- detrmining cadre qtremgth
of Various Saxvieea do not sesn . to navw rQWéLved adaquaie

attanﬁian of eadra gathmritiesam

a) ..proaecﬁ;on of manpow@r raquirements on %ciemtifie liﬂeb3

-b)””"utzlxsation of eadr@ pastq and daploymaﬂt of cadra
- -',officer3°"‘ _ _ IR

é)f ',cb3aeiive assegam@nt of fuﬁufa prcmﬂtion prespect$°

_ ﬁﬁijf}rationaliswtion of cadra structureo“

_i@J_=f'the level{s) at whzeh varlou 'resarvew ar@ ﬁo be created,
: - theip quantum dﬂd.ntillﬁatioﬂ and e g
_f}f¢ _f¢rmulafion uf @ realjafie r@efuitmant QZﬂﬂa_: _

Kaanimg jn viaw ﬁh@ abova menbiemed fa@tcrﬂ amd the aommamts
of varjous depar%meﬁtn? ) revised Gﬂmp?@ﬁeﬁSiV% get of guidalines
‘has now been dramn uy en Lhe subgect,. Tha new gmidelﬁnea el
| are alabovated in th@ ansuln -%@Lbions ghmu1d faeilitlate framﬁn”
i of eadrea with a full undaﬁﬂ

of preposala for tr;enmial fengw
& set @f fﬁrvat whlch may

:standing of the priﬁ51pleb inVleeda_
~ba used in 1 gig ragard ja appeﬂded (PDpeﬂdi?)a o
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| D QULDELINES FOR THE FORMULATLON
%;%ﬂnm ,nmt‘?”cfmmg A fm?“’? HOFOSALY
Obieclives |
'?g‘ The basic mbdectivea of pertodical review of EE eadiw are

© as f@llowwm

&) . To nake advance projections of requirements of persoisial

Tor the next three years and to plan recrultment proprame
o a soient;flﬂ basis; and ' ‘
bt - To bring about rationalistion of cadre wtructure with a
' -view to lmproving the efflclency and morala and enhancing
the eifeﬁtivanesg of the &ervicaa ' '

’Neecﬂfur ad@égna planning of Eﬁ?gpnnél remniram@mmgw

Sg The need for advance plaming of tha raqmirem@nts of
personnel is to be stressed for fallow*nf radsons.m_

a)  Timely racruitmant of personnel in adequate ﬂumbefﬁﬂis

JSQntial to prepars them for Tuture deplajm@nts

b} The process of getting the new vosts sanctiohed i tlma
consuming o
¢l In the absence of @dvane@ plenning of Mdnpower r@quirew

nents, there may be violent fluctuations from tlme to time

in the rate or r@crmztmant with obvious adferﬁa effeots
on the qualiby of TGPPult and cadre maﬂaﬁementa

Hationaﬂiﬁinq eadra structure

Ge The cadre stmicturs of g ﬁarvi@@ %haujd satisfy the
ﬁmllmwinw criterlaﬁw

-;a), D&if@rant vrades of the ugrvice %houzd reflect distinctly'

7'_ diffe?aut level of duties and re ponsibiliﬁiaa*
b) - Structure of the cadre should be such as”ta facilitate
‘smooth movement of personnel, both vertical as well as
hord zontals -and | o

¢} It ghould promote maximun efficiency commensurate with

economy in expenditurs,




,;7'

w:@é ?i?@fﬁcadrg)

106 Basic aonstitutants uf a Ceatral Grouk
"7%hau1& normallv be.m- - :

a) - Regular duty postsa )
1) I Probatmanerq reSurvaﬁ°'and s
e) Othor res ervehs-v1z@ -

) LeaVe Re%erve' |
11} Training R@serve* and :
iii) Deputatioﬁ Raserves R

“The - sum total of (ad “to (o) weuld r@pregent wﬂat ney be called ﬁh@
authmrised strengﬁh of %ha cadre of Bervlce. Thesa tarma afa

. explainﬁd in th@ fcllowin paragraphsam'

'Reaular Duty Postsa

11, H@Qu1df duty paats are the Y pﬁsﬁs in ‘the cadra which carfy
the fundétions that. fulfil the obgectives for which th@ Servic@

Was mn%tituteﬁu

mmmm:;gx,a ﬁmgg o .

 luw'" leuot recruts dr@ namnafly 1ven initial training for

-perno@s ranglng fram ﬂne year to three yaarg wnile or'probatlonm
The postg against which they are ahmwm ﬁurgn ﬁhe tralntng
_5pariad3 which includes pagtmgmury ingtitutional s well 28 Oﬂmaﬂb
. traimlng should not %e inbjﬂdﬂd in the Sﬁranwth af reeuiar duty
V:ﬁﬁﬁtﬂg mat should e sbov | aoaratoky a8 prsba?;cnera reqsrve@

In ﬁasa $uch reservw alraady f@rm@ part of jumior duﬁy poat
::ﬂthér Pﬁservegg_H@OQSSaTY adgu tment vill h&V@ 0. ba m&de to show
1% as a separate reserve, If the period of training [0f B proe
"batiomar is Qne year ﬁho'si?e of pTdethﬂ%fS reamrve vh@uld be:“
equal to’ the sifa of one batch of direct recruits; if tha period
'of tfainln” is 2 V61T39 the reserva ﬂas 46 be doubla tha size of
A batah and so- onl.". Where the @ slze of rearmjﬁment varies from
'yﬁar to y@mhgrthe maximum recruitment in one year durl ug the
period of - roview may e taken a8 the basls for determinat&&n

Gf siza of reqervea

4,
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Other Reserve

13 ‘Other! regerves compriss leave, trainlug and desutstion
reserves, There 1s an luwportant difference hetwasn tha Hroball o
ers reserve and 'other' reserves. The fomier is seb apact for o
definite category of ssrvice personnel., viz. fresh recrults
directly_appointed to the lowest rung of the Service. The lattoer
Serve a more general purpose of providing substitutes against
vacancies caused due to Service offlcers proceeding Oﬂ'lomg Lagve ,
training or deputation, For every officer shownlagainst other
ressrves, there should thus be one offlcer on leave, training ox
deputation, Those reserves ars needsd in order to snsure that
the. regular duty pcsts are ém%inueugly manned by competent

of ficers and are ordinarily craated in the entry grade of the
Service. Broad guldeline for arriving at the appropriata size

of various resemes are given belowsa

)

Lesve Hogerve ‘
Jds  Actual utllisgtion of leave by officers (for at least 45
days at & time) and the utilisation of the existing leave reserve

(4L any) by the Department during the praceding 3 to 5 ysars should

nomially determine the slme of leave reserve. In addltion, the -
practicebllity of filling up of leave vacancles, espeécially whers
the duty posts are widely scattered over field formations, may

~ooaleo be examined while detemnlning desired size of the leave

S Ieserve.

Training

15,  The imperativa need for lmparting on the job refresher/
prmfe&gional fraining periodically to the personesl at various
rlevel; of the Bervice 1n order to equlp them to meet the
growing challeﬂg es of éavelupmentai adninigtration can hardly be

, overwemphaaibedg For this purpose, a training rsserve of an
~appropriate slze will have fto be provided for the dadre structurs.
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The sige 1s to be worked out on the *‘h%xﬁ dff’ gt 'é:::tp'e;x?i-‘%m'r
(ofysay, the last. b yoars) a.na a wall ch un-out p oy it

for training of officars over tﬁ neﬁb 3" ﬂaafsa'"'

ﬂ...-"' ey

Reputatlon Reservs
18, O‘E‘ficar“ of’ organdssd fmwiea are i,n ccm taut clw
manning posts on deputations in the mavrutaTiaL ana Qi”cr.{pm%w
Headguarter OfgaﬁiSqlJOﬂﬁg public 3 @vtor umd\rtnhin 75 atugwf'ff
Spells of dzjutation to such efme mdre posiﬁ 91‘Tord tm& o
officers an opportunity to spnly gad test thelr Imml:ﬂ 78y,
sl lls and talants in ney. fields and gi?uatggnﬁa EeQutatlon o
also he&ps in dmparting fresh outlook. ta their work oh returml

to “their organlsation. However5 whi]e sen&in@ offi@ar& on |
1t ghould be engured that th@ s;s;smtlal mﬂ&q of.‘

o
Cov

zm{l fu

deputation,
the service are not sacrificed, nor deeﬂ; 14 g‘ive rise . “‘bo

dlstoprtions in the recruliment prOFTamie.: mr 50 a‘thm* gaqlm -

menagenent problems. As regands the slazpg -of the depu‘ta,tion
reserve, Lt.may be fim& 1,1‘1 the 'Lignt af’ p%t axperieme amd
the eaﬁstimatod mimnﬁm nw.gbésr of r.;s:f fiewa 1ikely to be away ml
deputation @uring the nex% fhree, yaars@ @n@a the si@@ wf —_—

deputatdon reserve is i‘ﬁ..mda ¥y cgnagimu&% effort, should, bﬁ
made o sew tha,t there ig nei’i"hear mvsrmutijlafﬁamon mr wnierm

utiliaatimn, 50 88 to aﬁoid probl@ma dn tha Smﬁmth mamagamant
ci" "ahe r..‘;a,drea : : g : :

Bn &@mmmm of ewcmcmﬁrca w&tﬁ o o

17, Ofteh depa:vm@nts cmaate fop varl@wg T@&@i‘mﬁ, a nmn’b@r
of pests having mere or less slnllap: funmﬁlonal duties. and
regpcnsibilimes as the cadr@ postse: ﬁuch ‘pogﬁs are m;med
ty both cadre officers. and thoge outsl da 111@ cadre( s)
should be the cons L.a.n*b ?nd@avour m‘? c"d‘re authori’c:z.e "tza '_
pex'iocilcally review the. gmsition rogabdiy s '_:"1301‘4435 wﬂ th a

v.z,éw to e:o,cadre %hema keepjng Ln viea

(a.} th@. naiﬂ.i't'e of :Lunc t:Lonc; smd 'réﬁﬂpﬁins:‘i.‘b;ii;i,_i%iés' é,tﬁ ac.hléd'

‘t‘:o tl’lem,
“(b) the 1L ¥elihood Qi“ -t,_
{¢) the desi mbl,l‘i.t}; __czf aplo

@ostsa

-':oi“f:!cem to sucl’l
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8¢  Rate of recruitment to 3 Gadre 1s csgsentlaglly o
funcetion of the waintensnes and O*OWuw neads of £tha Sersic .
A third important factor that determine recrultmest size ig

the quantum of fgepe®, 1,e. the number of vacanaiag rasalnis >

unfilled for a period of one year or move. It would he
convenlent to dlseuss recruitment plan under the three
main heads representing the three hasio nompanentﬁg vlza
(1) maintenance needs (ii) grwwtn needs and (1il) gaps.
While drewing up ths recruitment plan, Dromntlon preapects
will also hgve to be kept in view,

Bstimation of m@iﬂﬁenanae neads
19, Malntenancs needs arise out of wastage=both normal
(due to retirements on superannuation) and aknormal (due
té"fésign&%iénaﬁ"ﬂeathﬁ dismlasals, ste. )9 Dats on the
future wastage pattemn for day & years should be complled
both in respect of dlrect recrulte gnd promotee of ficers.
in particular some G *B? affi@ers 1ikely to be promoted
o the Serviee during Jthe next three years may be rellring _
within the perdod of reviawe To smoothen out violent annual
fluetuations, 1f any, an aversge of the next 5 yearsy should
be taken to represent the maintenance requirements of -the
Service/cadre on . account of norm,l retirvement. As rogards
apnormal wastage 0 reslgnation, dismissals, deaths, etc.,,
this may be estimated onthe basis of actual sxperience
during the past five gears, | B

Batimation of groyth nesds

20, Bach cadre controlling althorl ty ghould have a reasolbs
able estimate of the fulure growth rate of personnel 'say,
over the next § years, The actual retirements for the

next thres years (i.e. the period of the triennial review)
will have to be worked out as possible. In general, the '
growlth needs of & service will have to be assessed undar

following componentas< g
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(a) Normal growth of work 1n e eurrent funehloal

fieldss . o
(b) New functions/schenes 11k 6ly to he un dohain .
{e) Policy~induced chianges rolating tosw 1

i)‘Qrganisationfﬁtrueﬁurag
11) Perscnnel rolley: and o
111) Adninistrative/prosadural reform 5

21, Bate of inerease in work load within the exlsting
functiong of  ths service may be studied wlth referancs

to pasgt trand& ahd projected progress of On=goltg schenes/
Programies during the next thrae to fi?e Years, Normal

growth in work should not generally lead to any significant

lnerease in number of posts unlegs 1t can be demonstratad
on the basls of quantitetive norms that: incresse in work

‘has a direct bearing on gtafr strangth,

22,  Along with progress of on-going schemes, scme of
which may taper off during the next few years and therely
reduce the requirement of steff on them, a careful study
should be mads of new pfﬁgrammegﬁprﬂjegts ard activitieg
likely to be taken n@ diring the next years. 'Nacesaa:y:
correlation between finsneial gnd physical fergets end
staflf requirements should bha established,

23, 'Pglicy chafges in the pergounel fleld alﬁ@ihéve an
impact on future growth of personnel, dome polley decisions
may have been taken or likely to be taken which will have
an important bearing on the fum&tionsy”Qrgé@igaﬁigufanq.;;:3
structure of the Department/Service, Iikely lmpact 6f a1l
such. changes on the eadre strength should bé\cgtgﬁuily N

~

assagsed,

24, 4 note of caution may bo sounded hope, T
of f&ﬁure feQuireménﬁs'is not n@égsgarmiygag eg@
of past trends for the simple reason that the pe
might not hold good in %he"futn?ﬁgf_?élxﬁﬁl T
introduced or Mkely to be iﬁtro&u@ﬁd_ﬁfﬁéﬁ" U f@é'the

rapoletion

4.

O i, LA <

o projection

 ti:@nditi0n$r




o B

future behaviour pattern of the trend which may not be
amengble to quantifiegtion, Nevertheless, backed Tty Eaals
-dightened judgensnt and past experiémcey the azdre anthorlty
should st1ll be in a position to .ssass the growth rate

Wl thin o reasonably narrow margin or error.

Under Hecruitment resultine ‘zap!

]

a5, 4 'gap! nay be defined as the size ol regular vocaneleas
in the cadre persisting continueously Tor more than a recrulie

ment year, even though such vacancles mlght have been J11lsl

Wy ad-hoc appﬁimimemts; Regular vacancleg are long-term
vacancies which are required to be filled on a regular baslis
in actordance with the Resrultment Rules. The maln causes

of +the gaps which usually geourmulate in the lowest rung of the

garvice aréte

a) Nonmavailability of sultable candidates;

b) Deliberate under-recrultment so as to avoid
promotion Vbloaks at a later stage or for other
reagonss and ' |

¢} Defects In recrultment planning, such as fallups
e make proper allowance for stnomal wastage,

delays eic,

A careful examinatlien of the causes should be made so as
Lo arrive at a reasonable flgure by which the gap should
be reduced and recrultment increased over the nsext three

JRars.

ddverse effscts of over or under racruitment,

26, Under recrulfment and adehoc appolintments should be
avolded as far as possible, as these wlll create dlstortlons
dn the cadre. In any.caseyit should be enwared that adwhod
appolnteents do not persiat for mors thad a year at the most.
Whers adehoc appointments are sizeable and hav@ heen contine
uing for long pericds creating problens for the Cadre




"..@ffELtiVeﬂﬁWS of the c&dre in &ischargjn¢ the role a&slgned

v B @

Anthority and adva?sgly gf?@etinw the' moralo of Oijcar"
ccncerned, pold measur: may have to he'+hﬁw“ 4oafy aey B

 the dlrections of = fadical rastrtcrvr ppoof fie endro, &
reassessment of nromation quotas mﬂd raviev of racruihna;t

 Over recrultment 1s as hammful, 1f rot oré, as under
'reurultmanta The former leads %o future blockades in pro=
- motions, .The scope of undoing the domagss. done by past
uumvevmrearuihlant is V@?y limiteda The flret ohjecﬁivu OJ
recrul tuent plamﬂan ghould, - ﬁner Eorﬁg be to engure t’w%
recruitment is made reqularly avmry yoar and the rate of N
annual intake by div@c& waefuitment and nromotion fwrm o
Group‘Bﬂ iy kapt wmihin a fjxed qptlmum rate, 4 study
carried out by the Cadre Review'livisign haa indioated .
thep the optimum rate of armual intake ﬁhould be S% of . ﬁna )
mu%horiaﬂd aadro ﬁt?eﬂgﬁh," o S

e a cadfe is suffering fram grgss under recfuifments in-
the yaﬂ%, the aforezald optimum rate may fall ﬂhomﬁ o the
_ n&mbar requirea to fjll the big gap in ﬁha cadrea_ Al5$pcial
maﬁhad ahmumi e &dapéaﬂ on. a one-time baais to engure that
 %he gap is fill@d wiihmuﬁ ereating fﬂture bTOQkades in
promoti@na A apprapriata nethod would be to h@ld a 11mit@d
&apaxtmantai uumpetitiVm examinatiom of th@ eiﬂglble Group’B“5
-afficevg for filling the g@p by prmmmtionk_”

” .@M mwmd,a

 ,£7; ?ronoﬁion nrosnects are a vitgﬂ fae{@w affecﬁinﬂ thE; g
morale and efficiercy of the 8Service personnel @nd hance the -

o 1% This aﬁnect wing ﬂereforag have Yo ha kept ln“vjew
-whlla f@rmulatim grqpogdls for restfucburing & cadraaiﬁ'; 

be carried out ab Jaast ancé 4n year i_@m as n fird Lof‘aae& -




-

w BF o

calender vear. 4n assessment may be made of the anticlpated
promotlion prospects (as a result of cadrs peview) vis-a~vis
existing {(past) promotion trends, A reallstic estinate of
likely vacsncies in each grade for the next three Years,
drawing up a programs of PG weetings at regular intervales
and stricet adherence to planned recrultment prograwmne will
reduce the chances of cecurance of artificlal bottlenecks

and dinfuss in the minds of the Service personnel a sense

of confldence in thell future.

Becrulinent Plen

28, The sum fotal of naintengnee needs and growtl needs
(including increass in reserve needs) will indlcate that
total recrultment slze for the next thres yesars. To thls
should be added a part of the gap which is propoéed to be
made good during the period of review. If one third o

Cthe totml thue arrlved gt exceeds 3% of the authorised cadre

gtrength, annual intake should be restricted to 3% only.

POreation of posts not envisazed by the Gadre Revlew Commltbest

29, Nomally additlens to & cadre by way of increasing the
nugber of posts at different levels should be congldered ohly
in the course of a triennilal cadre rveview. Midereview
changes should be avolded as far as posdble. Regular cadre
reviews carried out at triennial intervals must envisage such
eventualitles while maklng advance projections for the thres
yaar perlod of additionazl man-power requirements. Accordingly
the need for creating post not envissged by the Cadre Review
Committee befors the next cadre ig due, can be expected to

B rare. In the evendt, however, of such an eventuality 1%

may be engured that the additional vosts so created conform

to the cadre structure most recently spproved by Cadrs Review
Committee, There can, however be no rlgidity in this regard,
Th any case the cadre suthorlty should consult PP Divislome of
the I & AR in this regard.

#now the Cadre Review Division of the Depaztment of Personnel §

Training.
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30,  As per thé.curruﬁt pracfﬁﬁm-fOWlu*iu
Departnents no cadre roview is initlated in raegpect o
any mervice/caﬁva which 1s Iilkelv $o bo offzatel Ty 4o
recommendations of & curramt IV study of - orza:iss®-.
under a.Ministry/D@partment, The feviaw nropossls are
reqaired to te drawn up only af ter the SIU report hus bex
acted upon by the Department concerned. In case, howeve.r,
hapaen” to undertake a review of an orbaniaation under a
MLn.lf't*‘y/Bcaga rtment goon after o cadre or oodres gontrolled
by it have besn restructured on the recommendations of the
Gadre Ravmew Commlhtee? the Eeﬁlrtmunt mgy ensure that &8IU
finglises its réport in consulbation with cr Dlvislon of

Departuent of Parsonnel and Trge in so far as its recommends
atlong way sffect the cadrs structura/strenptl of the

_cqncern@d servxce,s)a

H@fe;mnna e to M%&iggxywpf Bxgg@ca
8L, In so far as the cadre review proposals involvd only

“thGtu?dl changes in the cadre there iz no need for prior
clearanze by the Minlgtry of Finance, Where, however, cadre
revlew prchSals‘invmlve introduction of new pay scales and/
or changes/ad ustment in the pay scales by way of say
merger; bliurcatidm ete,, it is_a@sirahle'tQ'obﬁain the
clearance of the Department. of Expenditure %@féréfinﬁorm
porating such ohamwewjadJuﬁﬁwan+é in the cadre revliew

' prapcsaLs being f@?mU1dﬁbd by the con@ervad cadrs authorlty

‘ﬁxgﬁggxatimn_cf‘gadr- Revd, ammﬁxggﬁﬂﬂ

32, While considerable .?La't:i.tude _wi:i.l ve avalleble to the
cadre authorities in preparing and presenting cadre review
propozals, 1t must be engured that the necessary statlstical
"_data ars compiled and updated on a comtinuing basjs in the
Format given in Appendix, It 1s also necessary while
presenting review propusals to glve a sketeh of the
historleal background of the ﬁervieew itb nbgeetiVas and

:
|
i
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the Funetiongl and orgmnis-tional structure of the Sodnn/

Bervice, speclal Teaturss necullar t the Service oon
difficulties and problens Ceced durlng the process o onll
34 1

Yragant g well as the -ronnsed orga;isuuh””f

managemant,
servicy showlng nosts ab

tructure of the Deptt, ad the

[ ]

ol
AT e o Leoveia wibly thelr designations, pay scales SR A

functional intererelationship among them along with
organlsational chart should be enclosed with the cadrs review
The posts to be upgraded should be identified
should be mentinned,
hoth dn respect

proposals.
and the justificatiog for upgradation
Recrultment Rules, ag amended till fo date,
of Service posts as well as L1Us feodsr posts, grade-wlse
senioyity lists updated as on first of the fCurrent Year!
(i.,6. Year in which the proposals are heing framed) should

iuvariably be atbached with the proposal papers. Flnanclal

implications of the cadre review proposals should also ba
indicatel, In the Format the reference year may be takan'
as beglnring from first January of the current year. For.

in the Forunat attached to bhese
Guidelines, 'eurrent vear' has been taleen as 1992, The
other vears (preceding/succoeding 1992) mentioned in different
forms will correspondingly change according to the tourrent

convenlence, however,

Ya ar ' @
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TF, RECOMMENDATIONS OF THE WORKSH

GROUE ' A CEVIRAL SIRVICES (QOTODER

TS LT

TEXT OF RECOMMENDATLON
GROUP 1 + ERLTMATION OF MANPOER HESUIRZINLS |

iy Provigion for reserves llke leave ressrve;

dasputation peserves, ete. should be at appropriate levels
and not necansarily at the lowest 1avels, 1%t will not be
possible o stipulate any uniforr percentags for creation
of these reserves in all the service 8us thig depends ol
th@‘raqyiraments’mf each ssrvice based on past experlence
which diffares from service to service. ¥hile preparing
Solect Tists of offlecers, there should e provision for

anticipated vacancles on accound® of officers going on
leave, dgguﬁaﬁion 840,y OT O socount of creation of
- additlonsl posts. ' |

i1) Regarding the role of the #laff Tnepection Unity

@h@‘Grsup feels that once the cadre review proposals have

besn apprﬁvadﬁﬁy the cadre review comial ttee, tha?% ghould

 not be sny need for further serutiny of the sgma‘by the
wlU, . b | '

§44)  'The proposals for cadrs review noed not be
gubil ttewd to the Department of Bmpendliure for preliml-
nary serutiny before 1t is sent to the G AR sven 1L 4% ¢
inﬁolvés creation of gaditional posts in the gxlsting .
cadres. | - | S

iv) Proposals for cadre review d@uld.b@\finaliﬁaﬁ in
cenaultatibn.wiﬁh'tha integrated Finamc@“héfor@_%h@y afa_

suimi tted o the Secretary of the Baparﬁn@iﬁ‘cmngern@d‘bﬁt -

there iz no nesd to geb the approved by the Minister
concamad before sending them to the Depertment of Personisl
and Ashe | o




e o s

v) Bhenever additiona to the cadre are éonsidsrad,
@ar . should be ts¥en that ag far as possible the new posts
to be ereated 3t diffevent l&v&lﬁ fom a package s0 that thsy
conform to the caﬁr& stricture and do not ﬁraata imbalancess~

vi) . During the lnterval betWE@ﬂ*tWﬁ cadre rev19W55

7/ ywhenever need ariges for additional posts, susch post may

b created as execadre posts which could be included in
“the cadre gubs@qu@ntly di%ei due reviewe

GROUP - I3 STRUCTURING OF SRAVICES

1) S The Junﬂor Tim% ‘cal@.CJEﬁ.Should qontinue ﬁo'be

Ra@?@@mlaao/MB as ~ab present in the warious services;
11)  Above the J.T.8. there should be only one running

‘time scale which should encomprss the exlsting Senior Time

Scale (418}, Junior Adninistrative Grade (JAG) and the none
funetional selection grade (843, Promotlons to this running
scale should normally be made after five years of servics.,
In other wrds, the Senlor Time Bcale siould be a runming
pay scale of Ba, 1002250/

344) A1l the existing posts in the 578, JAG and the none
funstional selectlon grade in the different gervices will be
encadred In the scale of Reg,1100.2880/=, Since these posts
have distinct levels of responeibility, it is'ﬁecessary to
have a selection procsss within this scale itself. Thersfore,
efficiency bar should e introduced in thls scale around the
stage of Rs,lﬁ@@/w and the crossing of the B.B. shauld e
dspendent upon a selestlon process, The cadre should however,
be so structured that the pay of Rs,1500/~ bscomes avallable
af ter 10 years of ssrvice. . R
iv) Abovs ths prepossd 878, there should continve to be
posts in the existing senior aduinistrative grade (84G) of
QQH?50w3500fm (L@velbiiﬁ and Ry, 85002780/« (Level-1) which
should be filled only after following the noxmal promption

proogdure, The nunber of poﬁts in 840 should also contlnue




to be linked to the funckional‘réQuiremanﬁge There ghould
however, be some Tlaxibility in the distritutlon of posts
 Pedwwen level-l and Level.Il, Fupther, from the point
Of'Viﬁw“ﬁﬂ'“%W?GW?PMQEm$alsg 1t 19 necessary that persons
with 18 yaars of servics should be emnsbled to reach level-Il
of 8AG, The Cadre Reviey Comndttee should keep this factor
in view shils detemining the number of senior administrative

grade poats fop the various services,

GROUP ¢ III BOLE OF I8MAR I THE FORMULATION
9E_CAUSE REVLEN RROPOSMLS.. |

I, While 1% 1s the maln concern of the respective
Departments to carry out cadre review in respect of Groupt A8
Sarvice under thelr control, the Dopartment of Personrel &
4R should sontinue their present elforts In gething the
cadre reviews done by concermed Deparitments, In particular,
) There should be contacts at the level of the
~ fBaoretaries through periodlc intarmministarial
. meetingsy gnd ’ .
b} The IPRAR cen useiully draw up a schedule for |
Sadre reviews by indleating the menth and %y_%a,r
for which & particular cadre review of a
service 13 dfe 1n ssch vear, '

I, It is not cloar as to what role the Department of

© Brpenditurs 1s 4o play in the process of formulation of
cadre review proposels after the PLAR anslyses the P L0
posale recelved by 1t from the concemed cadrs controlling
anthord ty and formmlates 1ty ovm views,  Onee ﬁhe PP Wing
of the IPXAR, whleh 1s a speclsliised aathordty on cadee
ngnagensnt Nag exemined the propesals in respect of nadre
reviev of a Group '4' servicae as fomulated by the econcerned
cadre authority and made 1ts cwm recomnendationg in regard
to changes to be made in the cadre structure of the CONGeIMed
service, the role of the Dapgriment of Expenditure in the
Minigtry of Plnaneg should be ldmited 4o ﬁhe'aVﬁilahiliﬁy bf




" e e et e ey b e
B I ——

o B0

funds and not axtendsd to an examination of the proposals
from the managements #gle w ak to further review op .
nodify or set asidy the conetueions aftrived aﬁ‘by PP Wing,
As ﬁ@cw@%ary'(ﬂmpandiﬁura) 18 5 permanent Menmber of the
'Gadrﬁiﬂaviéw Cotmil ttae sufflcient consuliation Wt th ﬁha
Departnent or Bpenditurs 14 lmplied even in the sarlier
procedurss and there fg no hesd to send PP Divisiong views -
bo the Depavrtient of Hxp endld fue in advance for the latter's
views op counents, En'an? case, there is'naad to clearly
spacily the role of the Department of Ependliure in respact
of cadre review proposels, ‘ |

Iy It would e redundant and dllatory to zet the proposals
lavolving éizabla additﬁon in the cadre op ralatively.minor‘
changes in the pay scales nrocessed in consultation wl th the
Depariment of Bependd ture before finalising the proposaly for
subnission to the W&4R in view of the fach that the proposals

are required to be framed by cadre controlling authorities in
aceordsnce with the guldelines 1sguad by the IBLAR,

LV, A sultable tlmewschedule fop various stages of prow

Gesslng of the Proposals by the pp Division and in the
Minigtrisy concerned should he prescrihed,

v, The. cadre gtricture ratios betweon Alfferent lovels
In one serviee shoulg ot ddffar too widely from the
ratios fwr‘the‘@erTQSp@nding levels in the ‘sigter services,
The IP&ain in it&'memitaring rols ghould end@avour o bring
OUt wniformity ag Payp a% poasible congistent with tha

fun@tianal N8 ndg,

VL ¥rile attention should he glven to the orgeni sag
Group 4 cantral services, lsolated cadre/poats in Group ¢ A8
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in the different Ministries should not he neglected and
should also be reviswod,

N o

Motes In natiers of grades, scalss of pay, nonenelaturs of'”
Depax'tment/Division, efc,., the abovée recommendatlons
paflact the position as on 31,710,198, ”




