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No. AICAOA/NEC/2026-27/26 Date: 30.09.2026

To,
The Controller General of Accounts
Ministry of Finance, Department of Expenditure
Mahalekha Niyantrak Bhawan
E-Block, GPO Complex
New Delhi.

Subject: Induction of Senior Accounts Officers of CCAS at STS/Level-11
and comprehensive cadre restructuring of CCAS - regarding.

Respected Madam,

I am directed by the National Executive Committee (NEC) of AICAOA to
invite kind attention to Para 4.1 of the Minutes circulated vide No. E-4231/A-
23006/2/2020-NGE-2020/604 dated 23.01.2026 wherein the issue of provision
for induction of Senior Accounts Officers (Sr. AOs) at STS level was considered.
While considering the request of the Association regarding induction of Senior
Accounts Officers into the Senior Time Scale (STS), the following was advised:

“The CGA requested the Association to find a similar provision amongst any of the
Organised Accounts Services of the Union of India where recruitment is done
through the Civil Services Examination. In case such a provision exists then the
proposal will be submitted by the O/o CGA to the Department of Expenditure (DoE)
and the Department of Personnel & Training (DoPT) for consideration. In case this
provision did not exist then acceding to the request of the Association was not
feasible.”

In compliance with the above, the NEC has reviewed the matter in detail with
reference to the career structure amongst similar Organised Accounts Services of
the Union of India and following provisions are respectfully brought to kind
notice:

1. Railway Accounts/IRMS: Under the Indian Railway Management Service
(Group ‘A’) Rules, 2022, G.S.R. 119(E) dated 15.02.2022 (copy enclosed), read with
the IRMS (Amendment) Rules, 2024, G.S.R. 627(E) dated 09.10.2024 (copy
enclosed), the Accounts sub-cadre has a continuous hierarchy of JTS - Level-10,
STS - Level-11, JAG - Level-12, NFSG - Level-13 and SAG - Level-14.

It is particularly relevant that the Group ‘B’ Gazetted post (AAO) in
Railway Accounts has been designated Assistant Financial Adviser (AFA) at
Headquarters / Assistant Divisional Finance Manager (ADFM) in Divisions and is
placed in Level-9 under G.S.R. 206(E) dated 05.03.2019(copy enclosed). The
subsequent Indian Railway Management Service (Group ‘A’) Rules, 2022, G.S.R.
119(E) dated 15.02.2022 (copy enclosed), specifically provide that 50% of the
vacancies in Junior Time Scale (Level-10) shall be filled by promotion from Group
‘B’ officers of IRMS in Level-8 or Level-9 with the prescribed qualifying service.
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Further, Schedule-I of the said Rules places Junior Time Scale at Level-
10 and Senior Time Scale at Level-11, while Schedule-II, Items 7 and 8 provide the
promotional linkage from Level-10 JTS to Level-11 STS. Thus, the promotional
structure provides a clear progression from Level-9 Group ‘B’ (AFA/ADFM) —
induction into Level-10 JTS — promotion to Level-11 STS — promotion to Level-12
and further higher levels.

This is an important distinction in the context of CCAS. In Railway
Accounts/IRMS, there is no Level-10 to Level-10 promotional stage; the officer
moves from Level-9 to Level-10 and thereafter to Level-11. In CCAS, however,
the Sr. AO is already in Level-10, while induction into the next Group ‘A’ stage
after rendering almost 14-15 years service also remains at Level-10, resulting
in a Level-10 to Level-10 progression without corresponding movement to the
next pay level.

Further, Para 334 of IREM Volume-I, revised vide Railway Board RBE No.
33/2018 dated 05.03.2018 (copy enclosed), provides weightage of one year for
every completed two years of continuous Group ‘B’ service, subject to a
maximum of five years, for determining the year of allotment of promotee Group
‘B’ officers on induction into Group ‘A’ JTS. The provision has also been applied
recently by Railway Board in respect of 26 promotee IRMS (Accounts) officers
appointed to Group ‘A’ JTS w.e.f. 27.04.2026, vide communication No. E(O)-
1/2026/SR-06/07 dated 12.05.2026 (copy enclosed).

Although an AAO/AFA/ADFM (Level-9) is formally inducted into Group ‘A’
JTS at Level-10, the benefit of weightage of past Group ‘B’ service coupled with the
consequential fixation of inter-se seniority and year of allotment, places such
officers in seniority with officers of earlier batches. As a result, in maximum cases,
the officer derives the practical benefit of being positioned for the subsequent
STS/Level-11 grade much earlier, with consequential advantages in the higher
promotional hierarchy. Thus, while the formal induction is at Level-10, the
combined effect of past-service weightage and inter-se seniority provides, in
practical terms, benefits corresponding to progression towards the STS/Level-
11 stage. The recent fixation of seniority of 26 promote IRMS (Accounts)
officers cited above illustrates the operation of this provision.

2. IA&AD: The C&AG Circular No. 376-GE.I/35-2025 dated 03.03.2026 provides a
recent example of a separate promotional structure for departmental officers. The
Circular created 244 Group Officer posts at Level-11, Level-12 and Level-13,
comprising 172 posts at Level-11, 54 at Level-12 and 18 at Level-13. The Level-11
posts are to be filled by promotion from departmental Senior Audit
Officers/Senior Accounts Officers in Level-10 having the prescribed regular
service.

This demonstrates that a separate promotional avenue from the
existing Level-10 departmental cadre to Level-11 and further higher levels has
recently been provided within another Organised Accounts set-up.

3. CGDA/IDAS: The O/o CGDA, vide letter No. AN-I/1194/IDAS-RR/2022 dated
30.06.2023 (copy enclosed) published a draft amendment proposal to the IDAS
Rules containing provision for induction of Senior AOs at STS level. The proposal
is relevant as another departmental precedent where induction of Senior AOs
at STS, rather than JTS, was examined and has been incorporated in draft
Recruitment Rules of IDAS.

The Association respectfully submits that in view of these
developments, the matter may now be examined not merely as an isolated request
for induction into STS, but as a matter requiring a structured review of the CCAS
promotional hierarchy. A structured avenue from Level-10 to Level-11 and
onwards would provide meaningful career progression to Sr. AOs and give
appropriate effect to the Group ‘A’ status already accorded to the post of Sr. AO.

It is, therefore, requested that the matter may kindly be taken up with
the Department of Expenditure (DoE) and Department of Personnel & Training
(DoPT) for consideration of an appropriate cadre restructuring proposal and an
early decision on the above demands.




In view of the above, AICAOA respectfully requests that this long pending
issue may kindly be considered as a comprehensive cadre restructuring exercise
and the following may kindly be considered:

1. Creation of a separate promotional hierarchy for Sr. AOs at Level-11,
Level-12 and onwards, on the lines of the recent restructuring carried out in
IA&AD;

2. Provision for induction of eligible AAOs (Level-9) into ICAS, with appropriate
restructuring of the cadre and promotional avenues;

3. Induction of eligible Sr. AOs into STS/Level-11 of ICAS, in continuation of
the proposal already examined by the O/o CGA and keeping in view the above
departmental precedent;

4. As Cadre Review of Sr. AOs is due, initiation of Composite cadre review as
per para 5.4 of DoPT’s OM No. 1-11011/16/2022-CRD dated 30.09.2022 taking
into account the structures and promotional avenues already adopted in
IA&AD, IDAS and Railway Accounts/IRMS.

5. Grant of Level-11 to existing eligible Sr. AOs as an interim measure, pending
completion of the composite cadre review;

Enclosures: As above.

(i) G.S.R. 119 (E) dated 15.02.2022.

(ii) G.S.R. 627 (E) dated 09.10.2024.

(iii) G.S.R. 206 (E) dated 09.03.2019.

(iv) RBE No. 33/2018 dated 05.03.2018.

(v) Railway Board communication No. E(O)-1/2026/SR-06/07 dated 12.05.2026.
(Vi) C&AG Circular No. 376-GE.I/35-2025 dated 03.03.2026.

(Vii) O/0o CGDA letter No. AN-I/1194/IDAS-RR/2022 dated 30.06.2023.

(Viii) DoPT OM No.1-11011/16/2022-CRD dated 30.09.2022.

Yours sincerely,

Jpe®

(Kaushal Mishra)
Secretary General

Copy to the Secretary, Deptt. of Expenditure, Ministry of Finance, Room No. 16102,
Kartavya Bhawan - I, New Delhi-110001 with a request to accord personal attention
and appropriate intervention for an early resolution of the long-pending issue of
stagnation and inadequate promotional avenues of Senior Accounts Officers of

Jpe®

(Kaushal Mishra)
Secretary General
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No. 117] NEW DELHI, TUESDAY, FEBRUARY 15, 2022/MAGHA 26, 1943
I HATAT
(o )

T2 faeett, 15 WeasT, 2022

qr.HL.[. 119(37).—rgafa, dfeam™ F stq=eg 309 F THqH g7 Y& eThdl T TAN Fd gu,
AT ¥ TS HaAT T4 ‘T H AAT I TG A1 [ATTHT HA 5 [or7 Fefotead Faw aqrd 8, oG-

1. e AT 3T .-
(1) =3 F=ET 7 "o 919 IR 3 YE9dd #9497 (598 F) e, 2022 g
(2) T TSIH H Ik THAT i AT & TG g0

2. TRV, - =9 e #, St a o /a9 & sreram eraferg 7 gr-
(F) TEHEY ¥ @R f AR et e gl

(@) AR | EF A AT AR ST 2

@@ A TR ' AT SR T I §ATAT AT g

(

7)  Frani sefa @t Easte ot st siv Grania g afwf@ & sttt f s,
P o% o= 3 oY FHLT SAFcqH IHAT 3T AFIcqF FAT A0 TG HileA o (70 = HFAT 6F
AT 3 srgETe et aoft & wfeq afmfaat staea 2

1032 G1/2022 )



THE GAZETTE OF INDIA : EXTRAORDINARY [PART II—SEC. 3(i)]

)

El

f\/g\llf\/\/\

ST U | T AT i g1 7 afird Gl oft wr A off 1= afesa 21

TEEAT T T AT AT AR FIT SATATIOT orferer Far airear i g

FEHRTT | AT TEHTL AT 2

iy’ T STEEN-1 3 Fiew 2 § ARt =@ 7=t f At sifem 2

et aoft & e & ‘Fafaa dar & g ooft % [t F o= s w79 =i s Fghe F
T T TS AT T AT SATHAT § ofIT I siaiq (Aefertaa UHT srafer off 8-

ST 29 A9 o YT % 997 g | gt Joi | orieer sAieat it gaT § Figar & Y7 & forg
IERIER A S

Sraer ST Torelt SrferahTr o S9 A0 § =21 92 91T foha grar fog SEe el U< i & H1e0
FAAT FIAT UH IT T el o 7T Iqereey A2l AT

I Aicad § “Tq¢ | I HaT ([T aq) Ha7, 2016 FT SIqg=T & 900 & 6l dre<s gin &
farfafde wav afwa 2

“TaT At ¥ a1 B 999 9 3T I 999 I7 AT FT FEad; FIghi d§ Faedqd
A9 TX AqiEd ¥ qaAT0 (e aa) s, 2016 & SqEET F 9w & § Ay afem
At 2

‘AT | T AT % QT 3T A=A AT 2

AT | ATLATT ¥ TG qaT 180d &, s =7 =i & sqg=1-1 § afira o7 a7 St staEr
THIATT ZT|

‘AT ST, AT Sasagr, = =T ant, afdF ®9 § FASR a0 (STgu)
A TaeaT ST 9TeaT AT Agt ored FIT ST ST o HieTd TaT §6g AT =g+ | g
AT T TSH..-

AT T Taee 4T % &9 § 7 TFh Gteq 94T, ST 779 6 % el a1 & s =atwai &
THerehe &, 2 Jar et fi sAfeg=ar & arey aieq G Srowm

AT § qRATT THT 981 A T8 & Tal & T H a0 Hd 13T ST
Sftrr, TTfea TededT SiK SHaT [T -

= Wl & g & arE F ST 9T F USA™, Jaq9 Afead § wq¥, A0ET, Fed qwwedr F
BT ST I g=1-1 7 For-fafafEe )

39 77w (1) # siafeae fretara & gia gu o, a9 F9a-99T 9% o9+ # STiEg=er -

qqg=I-| § AT =2 aat it gedr, Auf, 979 ST aqq Aiead & TeH A, qradd,
ST T Srerted T Tahdl

ATANT % AT |,ATIAT-| | A0 Fqar & Rt 7 =2 g &7 onfier a7 #ar & Gt fF =7 ug
ENRE AR E ]

ATINT % IOl &, Itod it 9% @2 (@) & oTefie Far | At e off =& a7 a7 Aty @
GRS EAE:Ea ]

4T F 37—

Aaferfaa =afe @& F ae g, 9aiq-

w4 % 39-faw (2) & @ (1) F e s AT =fRE, ST

7w 6 % 7efie =21 9l 9¥ Mg A
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6. AT FI WAy & TATT TEAT.—

(1)

()

(@)

= I % 9 F vt et | ° AfRtee Tl off ool § G o R Refotea G e
AT ST, ST -

Fg TaggTT Fft RFT 1 50% AT gr=r srariera fBrfaer e 9T F /ey ¥ 9 g
Aty dfers sgar sl s |I9T o STeTe 9% ATART & qIrHey & St e g1 97 S

Ay quga § RfRRt #1 50% sqa=t-1l § ARt OfF grr === % aew & s=ia gro s
ST

(2) FEg gEFET FT Aoft § R AT & gt 7 i STost

)

(4)

()

10.

AT & FY GHIAAT 3T IAH FUL 6l AT H FFih snret Foaw 9ot § ==aq sg® aar @

T StereRTrAT | 7 377 st || 7 7or ffafde Gfa g i s

Tt & o SfesmTat 1 =194, SAFcas® 94 2l & I8 9T aid & AEd & {a, s
AT F STET 0 YA & forw e afata i frerer 9% Sugehar & derdi= afvgar &
e 9 foaT S

IU-f9 3 F 7efiT I g § =74, ofiY, vAust+ $iY uAuSt ug & FEr, Franhy s
atafa it Frerfer 9% BFam SToEm =9 /el § 999, 'Emed S Fte aEta & sqHed |
THI-HAT 9 T 29 9 9 6 w2 & forg stfesmRat % === 3 A1t | dafaq woa are
& Hehed ZIT AT gl
FIREAT~
(1) & =t At At # g AR 6 aRgar 3T FES GHIAE 6 9ol § Hedt adf o
ST AT SATRAT qAT 39 Al & IR i aE 92 97 ¥ F48 q9aq= § ed
ATERTRAT & A= qvEae aigdr R ey s wfeswsT gRr awg-a97 9% S
FRFAT T ATHTT ST STAAT AT T AT il STTUAT
(2) = 98 ST 7| 7 % I9-fA9w (1) F ST oqTiHe 78l g, F forw Figdr v sraenor A
TFErsRTET GTET T8 3T TFEveqor T amT sraraT S ek |aT ST o qarel | 3 strom)
= fawmt sreram wwresat | wfafagfte.-
= oAl | siqtae B 919 % gid g W, 39 941 ° A sfeesr Ut Taege &
T FH-T9T 9% AT F AR AT AR a9l & FAeqe e, Tt se i TR orerar feneft

TS AT AT H9 15T &7 AET 79 [FhTdi Tear LR & Araoiida & & STAHT AT
ST AT AAaT et o= <91, Toreer a7 =9 daer § qahte I aT 5T 9¢hiY F Arhied |

T Tt 1, TARgRe 9% 9t ST o forg 2t gem

TR & fdT WIT § 84T HEA &' A -

TaT § e AT A TET AT | a8 Fal Wl AT F & o gt g
AT~

(1) =S oA & T At g0 I7 av TreAtd g1 941 § AT T ey a1 au &
sty % forw afetarei= grm:

g 7 T A= srfeer aatear $it sEte & FHg-989T 9% 93T g0 ST saen s
AT ST TET AT
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11.
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()

T T ST T IRETET At Sater i aE A AT MEsl aRdrer sEte S 9 6
AT ATHTITAT 3 TTg F HIa¥ HAT STUAT 3T UAT FA o6 FHILOM Aigd SOF[ o1
H I SAATE o HIAL HEr=d AT 747 2

afateT £ srafer a7 3aH fhu U B fi garty uw, af i w i el AR F o
SYIFT T U qT 37 FIET e ux 39t =fh § T@r S s sfgsrdt ff=h
YA ZI I, ST T HTHAT g1, TATHHT ITh! I HT &7 AT

Tf qietaT &t srEfd srorar 394 fhu 10 fEeare & g, Sar ot /T gn, 9 i I8
T g T srfarardy wameft [Regfer & o Sugea 981 € a7 9 39 AT T qaead Fi7
TqHAT g TIAT T HAT H IHT FIRE T TF I8 T ITT 98 I¥ FTdatdd w2 Tl gl

ofETeT #it srater srEr IuH o=y e F e aieTeT F Sarasas O w9 6
& § I GChTE ITLFT GHE T ATARIET TAT TIAAT ST AT TTOT Y qAT UHT T
A ey (B § adterr |wfga) it #Y)

asft arer, s fAforee w7 & way suefa 92 8, aihareff auw-auay ax 7er "
AT o ST gigarent uar FawmEtedt & Suegi a9 [ase arfegwed g a94-
THT 9T ST AT 3T AN g AT gl

APITH I=AT.—

(1)

(2)

)

(4)

ST FHHET TS TTAT FIFT FIST FHT T TATHAT HAT FT SATHILT hg | aad AT o
T T § Tt faferse 2oft § geetea et sar g, e o sefcrs s g 2y,
T TH HAT F TeET, ST UHT AT T9TAF a7 5 ATIRRT T a7 99 I7 399 AT T
g ST T T 39 fAteree it § sierq qg! 6T 3T 8, F dw H§ 39 fafase ot § adT
TTEAE AT % ATTFRET 6 TIEATIT Al ARG 8 AHF(TH AT T Tl AT TG T
SO

Fa« Ateam § fAfere waw & s9aw & o S=mm aga adt [ ameEar aHEe §w e
HTAHT &l 9dd Hicad § 37 €7 TG HIA & (T SIS Hd FHT T HIAT g

FFfcr® 3w, St L H gar fAfRfde fariy s qfmf & fefen o gw=
3R SO

AF(TTF ITAT VI FIA 4l Faee T oqd avEw g S [&uT 9 999-997 9% ¥
ST STHAT AT F FATAT BT

T Fit o= 9 -

T forwt it araa, e o =9 Rawt § 2 e 98t BT T g, 99T F awe At £ 997 o,
ALHTT T T=AAT AR [&U A qF qgr T3, S q9I-997 9T T15d 998 ‘F Fad 94T &
srfeEpTAT & o g &)

e
g AT<h:

R o safr &, et afa = ekt aett shfaa g, fearg frar & = fBarg frafaer fir g, ar
S| o9 afT AT 7T I AT o Shfea Ygd gu et saih | faarg o g @ farg &t |@faer &t

%

AT 9¥ <R &7 97 A5l g
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g Afs = TS &7 98 991e09 gf Srar g 6 var Fae iy =aiwh &Y @arg & o
TAFHTT T AN] T ATer F Tefi9 SIar g 3fT UAT F2A & {70 37+ e §, a7 9g foheft s3i=h &7
= {9\ % yaaq § ge T

AT, Ger A Y9 1 FAfawe -

s Aot & sfeaTRat 1 aa9, Ja9gis, Sel, T i FaT AT o= od ATAT T TTIT
Ti2ar Rrea-1 37 Rreg-11 3 I T ST FEmast a1 g aEr [esrr yrieer gren
THT-THT 9T AT AR T FET AT JTEE AT Hd g

e < it arfxe.-

STgT e aTfersTr it 7g T g T VAT FAT saew® AT G ¢, TT a8 STk (o7 ST HILT
2, 3¢ AGag FLh AT AANT T g9l w0k, =9 At F et suad #r Gt ot ar w=
AT Y aTad, areer g forfder T AR

2ICINE

= =T F7 FE qTq UH AL, AL-HAT | Fe AT T RIATIAl 92 T91F Tal Srontt, S
LT GIET = S H§ HT-T0T 98 ST (70 T <9l STTar At e T i=rd Sraai,
29 Tat & SRl o T Iuerer iTAT uterd g

IEERRE

= et & M= & 9afdq I3 FIE T97 I2aT1 g av AN & q0Hed § Qe s grr
ECEAREIREERRERIIS I

14.

15.

16.

17.

ERG G
(Fw 2(3), 2(9), 2(31,2,3,), 4(1), 4(2) 376(1)TW)

AT ¥ Tae TaT H T 0 0 ST qal il S0, T84T, Thd Tai i §edT Si¥ aa- A1
w7

E A IS i A O O TEATH@ a7 T 7 @7 751 #1 a=qT *
sforat kS LSRRI
1 ofreg qeE T gew | '\ A7 7
FTHITAH (225000 =.)
IR Lo
ERIEESED
2 IGAT  TATHAF | AT AT qTET < 16 59
auft+ (205400-224400 =.)
3. IGAT  TATEAE | e & | TeTH FEaTa® Haera | #q7-15 139
Jofy BERED (182200-224100 %)
4, Fs  wemEEE | g TEgE EIRRIEEREENED T 14 791
Sofy (144200-218200 %.)
5. S T4 | 3T qeF yagE | Aaaw T 13 2325 #
ofy (123100-215900 %.) | afrg qegarT siv
(TATURTEST) S T ¥ I
T3l # 30% TF
6. FAY AT | 3T G TEGF | AN AR ¥ 12 SFTaT FAT AT
ayoft (78800-209200 %.) | ® &N
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7 FRE qFHIA Ffs  wEgE | AN Ael =7 11 1395
dquar  HeEd (67700-208700 =.)
EERED
8. FEAS AAAAE | HETIAE THGF | AR Al 7 10 450
(56100-177500 %.)

*THIAATY  SATYTT T TAAA 6T ST e T 2
@ FT AT TFHA F AT I AT IGHTH S ST T 2
# (F) TRl & FHY TS9EAT ¥ #S gl 781 2
(@) srpfoaes ==+ Soft § g=riora fore St arer wat it "ear wHg varafaes aoft § ot = gat i gear
T srferR T2 g
Engilll

(Fw2(F), 2(7), 2(7), 6(1) 37T 6(3) 7€)

AT Yo Jaler| 497 % Iga¥ =21 a= (Ta) 31 oft (i) § s=fa % oo Fete i ogfa, === =

& 3fIT =IAqH SIgh AT

wH. | SE U Al gfe # vsfa AT FT &7 ST TS F g =gaaw dg aar
T S AT
Afea 7\

(1) (2) (3) (4)

1. | fid T 31T 3T UEiET 3 ST
(T 17) & FHA-FHA T A o T ST ey |, 3 § e =R

FE F Theul FWT oTfEd H
ST

IgAT  vemEE

uft+

(¥ 16)

Tt TR 3 UHTET & qHEd
¥ gHT-99T U I R T ey
FE F Tweul T ATfEd HT
STt

SHET HiH g, 3 ¥ fear mr gl

IgAT  vemEE

(T 15)

Tt g7 3fT TEET % AAEd
¥ q9T-997 U< I R U ey
S F HEHOAT FET AT A
STt

ST e |, 3 7 famm w2

g g
JofY (FIT 14)

I o SUTT 92 I g1

FAg gomEiAd AU FAATq AF(AF FAT AN
qfed aa= ffe F w7 12 § o2 a9 i Fafag
AT AT g9 T H FAgAY Al (RAtHd q4T aqrer
afry Rrad § 9w ag f g dar w6y
gemEt® it fit wFfcrw F9T aoft wfea FAg
Torrera Joft § gt AT U

AFfca® =Fg= Aoft
(TTTFTESAT) (5T
13)

IUIHAT & AL FRTAT F AT
KRS ERIEER-AR}

Fag womataE 2vft F vE aterd, S 39
qireAT, forees s a srfareTdy v st AT
T, 3Tl a9 A7 39 99 ¥ 38 998 F H weq
T s o, S oft g1 g % a¥ J e
FI F 1 I F ggg F A At g4 F
143 T F TN FT THT &
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6. |FAE  wumElAE | T F YT 9T WS F T guEEE ¥ 9aq e F e 11 H 941 F
Foft (FT 12) w afgwr, Rreei 3w oft § o= oad
i =T & 2
7. | afg gugue T F AT I T 5 FAg qHIEE # UH AfFwry, Sregi aaw afew
% w10 § 99g ‘F § AW A9 A ST q4r
11
(FT 1) NN
8. |=®f+g FTT FLHTT AT HF A6 FaT AN | 5 AT 9T AN g7 q9T-997 9% 97
S — ST qHT-9T 9% J97 Ateg=a | Atdeg=a)
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oo FAmEE  ([WHEHEe d R af i F AqHET | a agl| St T wew . 3 7 e
Joft THI-THT I S ¥ A % Hehedl T B
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e qTT UA A FEUF | qeAA | AT Al A HAT T HHAAT
germEtaE Avft | AT, YA A [EEIIEE I C i
ToTE UA qET FETEE | AT AT g S o e .
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THE F HEMEEF  FT fararfr w=fa afafa &
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MINISTRY OF RAILWAYS
(Railway Board)
NOTIFICATION
New Delhi, the 15th February, 2022
G.S.R. 119(E).—In exercise of the powers conferred by the proviso to article 309 of the

Constitution, the President hereby makes the following rules regulating the method of recruitment to
the Indian Railway Management Service Group ‘A’, namely:-

1.

a)
b)

d)

9)
h)

)

K)

Short title and commencement.-

(1) These rules may be called the Indian Railway Management Service (Group ‘A’)
Rules, 2022.

(2) They shall come into force on the date of their publication in the Official Gazette.
Definitions.- In these rules, unless the context otherwise requires:-

‘ACC’ means the Appointment Committee of the Cabinet.

‘Commission’ means the Union Public Service Commission.

‘Controlling Authority’ means the Ministry of Railways, Government of India.

“Departmental Promotion Committee, Departmental Confirmation Committee and Departmental
Screening Committee” means committees to consider promotion, confirmation of officers and
grant of Non-Functional Upgradation and Non-Functional Selection Grade respectively, in any
grade constituted in accordance with Schedule 111 to these rules.

‘duty post’ means any post in a Grade mentioned in Schedule | to these rules.

‘Examination’ means the Civil Services Examination conducted by the Union Public
Service Commission.

‘Government’ means the Government of India.
‘Grade’ means the Grades of duty posts specified in Column 2 of the Schedule I.

‘regular service’ in relation to any Grade means the period of service in that grade rendered after
selection and appointment thereto under the rules and includes any period—

i. taken into account for the purpose of seniority in the case of those already in the grade at the
time of commencement of these rules;

ii. during which an officer would have held a duty post in that grade but for being on leave or
otherwise not being available for holding such post.

“level” in the pay matrix means the level specified in third row of Part A of the Schedule to
the Railway Services (Revised Pay) Rules, 2016.

“pay matrix” means matrix specified in Part A of the Schedule to the Railway Services
(Revised Pay) Rules, 2016, with levels of pay arranged in vertical cells as assigned to
corresponding existing pay band and grade pay or scale.

‘Schedule’ means the Schedules appended to these rules.

‘Service’ means the Indian Railway Management Service, which shall consist of the posts or
grades or time scales mentioned in Schedule 1 to these rules.

The expressions ‘Scheduled Castes’, ‘Scheduled Tribes’, ‘Other backward Classes’,
‘Economically Weaker Sections (EWSs)’ and ‘Persons with disabilities’ shall have the
meanings respectively assigned to them in the Constitution of India or Acts of Parliament.

Constitution of Service.-

(1) An Organised Service known as the Indian Railway Management Service consisting of
persons appointed to the Service under rule 6 shall stand constituted with the notification of
these rules.
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(2) All the posts included in the Service shall be classified as Group A posts.
4, Grades, Authorised Strength and its review.-

(1) The designations, levels in the pay matrix, grades, sanctioned strength, of the duty
post on the date of commencement of these rules shall be as specified in Schedule I.

(2) Notwithstanding anything contained in sub-rule (1), by notification in Official Gazette,
the Government may, from time to time-

a.  make addition, alteration, substitution or modification to the number of duty posts, grade,
designation and level in the pay matrix specified in Schedule I;

b. in consultation with the Commission, include in the Service any duty post or exclude
from the Service any duty post mentioned in Schedule I;

c. in consultation with the Commission, appoint an officer to a duty post included in the
service under clause (b) to the appropriate grade.

5. Members of the Service.-

The following persons shall be the Members of the Service, namely:-
(1) Persons covered under clause (c) of sub-rule (2) of rule 4; and
(2) Persons appointed to the duty posts under rule 6.

6. Future maintenance of the Service.-

@ Any vacancy in any of the grades specified in Schedule I after the commencement of these rules
shall be filled in the following manner, namely:-

(@) 50 per cent of the vacancies in the grade of Junior Time Scale shall be filled by direct
recruitment through Civil Services Examination conducted by the Commission on the basis of
the educational qualifications and age-limit specified by the Government in consultation with
the Commission.

(b) 50 per cent of the vacancies in the Junior Time Scale shall be filled by promotion through
selection, in the manner specified in Schedule I1.

(2) The appointment in the grade of Junior Time Scale shall be made in consultation with the Commission.

(3) The appointment in the grades of Senior Time Scale and above of the Service shall be made by
promotion from amongst the officers in the next lower grade possessing minimum qualifying service and in
the manner as specified in Schedule I1.

(4) The selection of officers for promotion shall be made by selection except in the case of promotion to
post of Non Functional Selection Grade which shall be on the basis of seniority subject to suitability on the
recommendation of the committee constituted for this purpose in accordance with Schedule-111.

(5) The selection in each case under sub-rule 3 shall be on the recommendation of the Departmental
Promotion Committee except in case of post in Apex, HAG+ and HAG. Selection in these cases shall be
governed by Railway Board Resolution regarding norms for selection of officers for appointment to these
posts, issued from time to time with the approval of the Appointments Committee of the Cabinet.

7. Seniority.-

(1) The seniority of persons appointed to various grades of the Service and inter seniority between the
direct recruits in the grade of Junior Time Scale and the officers promoted to Junior Time Scale on and
from the date of commencement of these rules shall be determined in accordance with the general orders or
instructions on seniority issued by the Government or Controlling Authority from time to time.

(2 For the cases not covered under sub rule (1) of rule 7, the seniority shall be determined by the
Controlling Authority in consultation with the Department of Personnel and Training or Union Public
Service Commission.
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8. Deputation to other departments or organizations.-

Notwithstanding anything contained in these rules, officers appointed to the Service shall be liable to
be sent on deputation to any other Central organisation or any of the State Governments or Union
Territories or the autonomous bodies or Public Sector Enterprises of Government or State
Governments or any foreign country having an agreement in this regard with the Government or
State Government in public interest, subject to the Government instructions or orders in force from
time to time for such deputation.

9. Liability for service in any part of India.-
The officers appointed to the Service shall be liable to serve anywhere in India or outside.
10. Probation.-

@ Every officer on appointment to the Service, either by direct recruitment or by promotion in Junior
Time Scale, shall be on probation for a period of two years:

Provided that the Controlling Authority may extend the period of probation in accordance with the
orders and instructions issued by the Government from time to time.

Provided further that any decision for any extension of period of probation shall be taken ordinarily
within eight weeks after expiry of the previous period of probation and communicated in writing to the
concerned officer together with the reasons for so doing within the said period.

2 On completion of the period of probation or an extension thereof, officers shall, if considered fit
for the permanent appointment, be retained in their appointment on regular basis and be confirmed in due
course against the available substantive vacancy, as the case may be.

3 If, during the period of probation or any extension thereof, as the case may be, the Government is
of the opinion that an officer is not fit for permanent appointment, the Government may discharge or revert
the officer to the post held by him prior to his appointment in the Service, as the case may be.

(@) During the period of probation or any extension thereof, the officers may be required to undergo
such training and instructions and to pass such examination and tests (including examination in Hindi) as
Government may deem fit, as a condition to satisfactory completion of probation.

5) In all matters not specifically provided for herein, the probationers will be governed by the
provisions of the Indian Railway Establishment Codes or Manuals as amended from time to time and other
orders in force issued by the Controlling Authority from time to time.

11. Non-Functional Up-gradation.-

@ Whenever any Indian Administrative Service officer of the State or Joint Cadre is posted at
the Centre to a particular grade carrying pay in a specific level in thepay matrix for which Non-
functional upgradation is applicable, the members of this Service, who are senior to such Indian
Administrative Service officer by two years or more and have not so far been promoted to that
particular grade, would be granted the same grade on non-functional basis from the date of posting
of thelndian Administrative Service officer in that particular grade at the Centre.

(2) All the prescribed eligibility criteria and promotional norms including ‘benchmark’ for up-gradation to
a particular level in the pay matrix shall have to be fulfilled at the time of screening for grant of higher
level in the pay matrix.

3 Grant of Non-Functional Up-gradation shall be made on the recommendations of the Departmental
Screening Committee as specified in Schedule I11.

4 The terms and conditions for grant of Non-Functional Up-gradation shall be as per the instructions
or orders issued by the Government on the subject from time to time.

12. Other Conditions of Service.-

The conditions of service of the members of the Service, in respect of matters for which no
provision is made in these rules shall, unless the Government otherwiseorders, be the same as are
applicable from time to time to officers of the OrganizedGroup ‘A’ Central Service.
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13. Disqualification.-
No person.-
(@) who has entered into or contracted a marriage with a person having a spouseliving, or

(b) who having a spouse living has entered into or contracted marriage with any other
person,

shall be eligible for appointment to the service.

Provided that the Controlling Authority may, if satisfied that such marriage is permissible
under the personal law applicable to such person and the other party to the marriage and that
there are other grounds for doing so, exempt any person from the operation of this rule.

14. Regulation of Pay, Leave and Pension.-

The pay, increments, leave, pension and other conditions of service of officers of the various
grades shall be regulated in accordance with the Indian Railway Establishment Code Volume | and
Volume Il and Indian Railway Establishment Manual or other relevant instructions in force from time
to time issued by the Government or Controlling Authority.

15. Power to Relax.-

Where the Controlling Authority is of the opinion that it is necessary or expedient to do so, it
may by order for reasons to be recorded in writing and in consultation with the Commission, relax any
of the provisions of these rules with respect to any class or category of persons.

16. Saving.-

Nothing in these rules shall affect reservations, relaxation of age-limit and other
concessions required to be provided to the Scheduled Castes, the Scheduled Tribes, Other
Backward Classes, Economically Weaker Sections, Persons with disabilities, Ex-Servicemen and
other special categories of persons in accordance with the orders or instructions issued by the
Government from time to time in this regard.

17. Interpretation.-

If any question relating to interpretation of these rules arises, it shall be decided by the
Controlling Authority in consultation with the Commission.

SCHEDULE -1
(See Rules 2(e), 2(h), 2(j.k,I.m), 4(1), 4(2) and 6(1))

The grades, designations, number of sanctioned posts and level in the pay matrix of duty posts
included in the Indian Railway Management Service

S.N. Grades of duty post Designation@ level in pay number
Railways Railway Board matrix ofposts*
1. | Apex -- Chairman and Chief | level 17 7
Executive Officer, | (Rs. 225000)
Member, Director
General
2. | HAG+ General Manager AdditionalMember | level 16 59
(Rs.205400-
224400)
3. | HAG Principal Chief Manager Principal Executive | level-15 139
Director (Rs.182200-
224100)
4. | Senior  Administrative | Chief Manager Executive Director | level 14 791
Grade (Rs. 144200-
218200)
5. | Non-Functional Selection| Deputy Chief Manager Director level 13 2325 #
Grade (Rs. 123100- |Up to 30%
(NFSG) 215900) of total
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6. | Junior  Administrative | Deputy Chief Manager Not Applicable level 12 posts of
Grade (Rs. 78800- Senior Time
209200) Scale and
above will
be in
Non
Functional
Selection
Grade
7. | Senior Time Scale Senior Manager or Not Applicable Level 11 1395
Divisional Manger (Rs. 67700-
208700)
8. | Junior Time Scale Assistant Manager Not Applicable Level 10 450
(Rs. 56100-
177500)

*Subject to variation dependent on workload.

@ Subject to new designations being introduced based on nature of work.

# (a) There is no increase in overall strength of the Cadre.

(b) The no. of posts to be operated in Non Functional Selection Grade shall not exceed the total no. of
sanctioned posts in JuniorAdministrative Grade.

SCHEDULE 11
(See Rule 2(a), 2(b), 2(i), 6(1) and 6(3)

Method of appointment, field of selection and the minimum qualifying service for promotion to the higher
duty posts(s) or Grade(s) of the Indian Railway Management Service.

Administrative
Grade(level 14)

S.N.| Name of the duty | Method of appointment Field of selection and the minimum qualifying
post, grade and service forpromotion.
level in  pay
matrix
@ ) @) (4)
1. | Apex By promotion and shall be
governed by Railway Board’s . .
(level 17) Resolutions issued from time to Same as given in column number 3
time with the approval of
ACC
2. | HAG+ By promotion and shall be
governed by Railway Board’s . .
(level 16) Resolutions issued from time to Same as given in column number 3
time with the approval of
ACC.
3. | HAG By promotion and shall be Same as given in column number 3
governed by Railway Board’s
(level 15) Resolutions issued from time to
time with the approval of
ACC
4. | Senior By promotion on the basis of Officers in Junior Administrative Grade with

selection.

eight years regular service in the grade i.e. in level
12 of pay matrix including Non-Functional
Selection Grade or with seventeen years regular
service in Group ‘A’ out of which at least four
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years regular service should be in the Junior
Administrative Grade, including service rendered
in the Non functional Selection Grade of the
Junior Administrative Grade.

5. | Non-Functional By placement on the basis of Officers in the Junior Administrative Grade who
Selection Grade seniority subject to suitability. have entered the fourteenth year of regular service
(NFSG) (level 13) in Group ‘A’ on the Ist January of the year

calculated from the vyear following the year of
examination on the basis of which the officer was
recruited or the year in which the officer was
promoted to Group ‘A’ as the case may be.

6. | Junior By promotion on the basis of Officers of the service in Senior Time Scale in
Administrative selection. level 11 of pay matrix who have completed five
Grade (level 12) years regular service in thegrade.

7. | Senior Time Scale | By promotion on the basis of Officers in Junior Time Scale who have
(level 11) selection. completed four years regular service in Group ‘A’

in level 10 of pay matrix.

8. | Junior Time Scale | 50 per cent by direct recruitment | As notified by Union Public Service
(level 10) through the  Civil  Services | Commission from timeto time.

Examination as per age,

educational qualifications and

other conditions as notified by

the Central Government or Union

Public Service Commission from

time to time.

50 per cent by promotion through | Group ‘B’ officers of Indian Railway

selection. Management Service(IRMS), in level 8 or level
9 of pay matrix with minimum three years
regular service in the grade.

Note: Where juniors who have completed their qualifying or eligibility service are being considered for

promotion, their seniors would also be considered provided they are not short of the requisite
qualifying or eligibility service by more than half of such qualifying or eligibility Service or two
years, whichever is less, and have successfully completed their probation period for promotion to
the next higher grade along with their juniors who have already completed such qualifying or

eligibility service.

SCHEDULE-II

(See Rule 2(a), 2(b), 2(d), 6(4)) and 11(3)

Departmental Promotion Committee for considering the cases of promotion or confirmation in Group ‘A’
duty posts of Indian Railway Management Service and Screening Committee for considering the cases
carrying pay in a specific level in the pay matrix for which Non-Functional Upgradation is applicable.

Sl The Duty Post|{Composition of Group  ‘A’|Departmental Composition  of Screening
No for which | Departmental Promotion Committee | Promotion Committee for the Non-
" | promotion, to the respective Duty Post|Committee for|Functional Upgradation in
confirmation | mentioned in Column Number 2. confirmation. terms of DOP&T’s OM No.
or Non AB.14017/64/2008-Estt.(RR)
Functional dt.24.04.2009and 25.09.2009.
Upgradation is
to be made.
1) ) @) (4) (®)
1 Apex Shall be governed by Railway Board’s|Not Applicable. | Not Applicable
Resolutions issued from time to time
with the approval of ACC.
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2 HAG+ Shall be  governed by Railway |Not Applicable. |Not Applicable
Board’sResolutions issued from time
to time with the approval of ACC.

3 HAG Shall be governed by Railway|Not Applicable. |Same as given in Column
Board’s Resolutions issued from time Number 3.
to time with theapproval of ACC.

4 Senior Chairman and Chief | Chairman Not applicable. |Composition  of  Screening

Administrative Exgcutive Officer, Committee  is  same as

Railway Board Departmental Promotion
Grade Any Wo Board | Member Elommlttee, given in Column

umber 3.

Members to be

nominated by

Chairman and Chief

Executive Officer,

Railway Board.

5 Non- Functional | Chairman and Chief | Chairman Not applicable.  |Composition  of  Screening

Selection Grade |Executive Officer, Committee  is same  as
Railway Board Departmental Promotion
Any two Board | Member Committee, given in Column
Members  to  be Number 3.
nominated by
Chairman and Chief
Executive Officer,
Railway Board.

6 Junior Chairman and Chief | Chairman Not applicable. |Composition  of  Screening
Administrative |Executive Officer, Committee is same  as
Grade Railway Board Departmental Promotion

Any two Board | Member Committee, given in Column
Members  to  be Number 3.

nominated by Chairman

and Chief Executive

Officer, Railway Board.

7 Senior Time Higher Administrative | Chairman Not applicable. |Composition  of  Screening

Scale Grade level officer to Committee  is same  as
be nominated by the Departmental Promotion
General Manager of the Committee, given in Column
Zonal  Railway or Number 3.
Production Unit
concerned.
Any two Senior | Member
Administrative  Grade
level officers to be
nominated by the
General Manager of the
Zonal  Railway or
Production Unit
concerned.

8 Junior Time Chairman or Member, |Chairman Higher

Scale Union Public Service Administrative
Commission. Sf;?g:r o Ievs; Not Applicable.

nominated by the
General Manager

of the Zonal
Railway or
Production  Unit

concerned.
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Executive Director
Establishment

Directorate of Railway

Board.

in

Member

Any two Senior
Administrative

Grade level
officers to be
nominated by the
General Manager
of the Zonal

Railway or
Production  Unit
concerned.

Executive Director

in

Management  Services
Directorate of Railway

Board.

Member
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I HATAT
(SEEIS)

s faeeT, 09 srFgae, 2024

|T. #T. [, 627 (31).— wgafa, @f@ens F saq=a= 309 F 93q 51T &< Iht T TN F7d g0
AT ¥ Tae 8o (g ‘F) o, 2022 F7 Feferfad =i deng F3d 8 steid:-
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(i)

3.

ST

4.

@ (T) & TAT MHAET @< siq:eqraa AT Sroa:-
(%) ‘SU-FHTST T HAT o Fle T S a3, AT, ITATATT, o@T, FiHa, @, &gy, 7w, fema
TF TEATL ST HET AT &
3<% et % e 6 % suffem (1) & @< () F o ux [etorfed g9 <@ S, s -

FE FHIAATE Fo0 § RREAT w1 50% ST & qOHe 99T g0 Wiag dferd sgar e arg-+ar &

YT I ATATATE, FHTHE A @l % IT FHIST 6 (o0 AFNT gTr Artorg Afaer qar adver =ie &,
Erga, #0e, FREe U TEA 3T AT & ST & (o0 SSi=a<l JaT TeT & ATead & Hel 9ol § 927

I T At Sqg=(-| F T o7, FeferiEd sqEsT Tt S, seid;-

Ercuid!

[ 2(3), 2(:0), 2(7,2,3,3), 4(1), 4(2) 3T 6(1) €]

T X TG JaT § ATH ST 9QT 0l AT, IS, T16hd I&T it AT ST A Aiead H w@<:-

.| SETuRr Y T TH @ Ja= Afea | e
£ afra = - i val HT geT
FeeT LA TS AT
T HEATAT T 17
1. i i rfereRTY, Tee, (%. 225000) 4
LRIEESET
S TIT 16
2. LEIFEEED I g (%. 205400- 59
AT ATt 224400)
T 15
3| o Wﬁ srofy | TETT ST TIHF | TLTT HAITAF Ha9r® | (%, 182200- 345
224100)
5 T 14
4. ate ;riﬁ & a9 EIREIGEREENED (%. 144200- 1333
218200)
RENCPLD] X113 3270
5. Zofy ST & TaeHh IREYED (%.123100- | @f¥s dwIAE
(TAURUHSH) 215900) AT ITH FUL F
. F Tl 71 30%
6. m;ﬁﬁ”” I T T oy (%. 78800- ﬂa:avﬁ'ig'w'
209200) 4
. &< 11
7. | afgwmr A ﬁgﬂ T (%. 67700- 1797
208700)
&< 10
8. | FNT AT AT | TITTF TILF EIVEE] (%. 56100- 1647
177500)
% 8458
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* AT & LT 9T THEd 3T ST gedT 2
@ FTF AT TFHA F AT I AU IGHH L T T g
# (F) FTST T 90T AT H IS Il Aal 2l
(@) srepfers ==+ aoft | y=rfora fFe ST ater 9=t i et F Ay yeratas Joft § §1 w=iad gat
& gt & e Tt g
3T FET AT HE&AT FETEr 8-

Ut | AT | wIHE | w@r | "Hifew | e gitw | fRme | vew | %=
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264 111 118 295 220 337 194 108 1647
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MINISTRY OF RAILWAYS
(RAILWAY BOARD)
New Delhi, the 9™ October, 2024

G.S.R. 627(E).—In exercise of the powers conferred by the proviso to article 309 of the
Constitution, the President hereby makes the following further amendments to the Indian Railway
Management Service (Group ‘A’) Rules, 2022, namely:-

1.
(i)  These rules may be called the Indian Railway Management Service (Amendment)
Rules, 2024.
(i) They shall come into force on the date of their publication in the Official Gazette.
2. In the Indian Railway Management Service (Group ‘A’) Rules, 2022, (hereinafter referred to as the

said rules), in rule 2,-

1. for clause (f), the following clause shall be substituted, namely:-
“ ‘Examination’ means the Civil Services Examination and Engineering Services
Examination conducted by the Union Public Service Commission.”
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2.

3.

clause (n) shall be renumbered as clause (0)

after clause (m), the following clause shall be inserted, namely:-
“(n) ‘sub-cadre’ means any of the eight streams of the Service, namely, Traffic,
Accounts, Personnel, Civil, Electrical, Mechanical, Signhal and Telecommunication and
Stores.”

3. In the said rules, in rule 6, in sub-rule (i), for clause (a), the following clause shall be substituted,

namely:-

“ (a) Fifty per cent of the vacancies in the grade of Junior Time Scale shall be filled by
direct recruitment through Civil Services Examination for the sub-cadres of Traffic,
Personnel and Accounts and through Engineering Services Examination for the sub-cadres
of Civil, Electrical, Mechanical, Signal and Telecommunication and Stores, conducted by
the Commission on the basis of the educational qualifications and age-limit specified by

the Government in consultation with the Commission”;

4, In the said rules, for Schedule- 1, the following Schedule shall be substituted, namely:-

“SCHEDULE-I

(See Rules 2(e), 2(h), 2(j.k.I.m), 4(1), 4(2) and 6(1))

The grades, designations, number of sanctioned posts and level in the pay matrix of duty posts
included in the Indian Railway Management Service:-

Grades of duty Designation @ Level in .
SN. post Railways Railway Board pay matrix Number of posts
Chairman and Chief Level 17
1. Apex -- Executive Officer, Member, (Rs. 7
Director General 225000)
Level 16
. (Rs.
2. HAG+ General Manager Additional Member 205400- 59
224400)
Level 15
3. HAG Pnr&;gﬂgﬁplef Principal Executive Director 18(2R250.0- 345
224100)
. Level 14
Senior _ _ _ (Rs
4. Administrative Chief Manager Executive Director 14 4260_ 1333
Grade 218200)
Non-Functional Deputy Chief Leglli, 13 3270
5. Selection Grade Director . Up to 30% of total
Manager 123100- . .
(NFSG) 215900) Posts of Senior Time
- Scale and above will
Junior Deputy Chief Level 12 be in Non Functional
6. Administrative Manager Not Applicable (Rs. 78800- Selection Grade #
Grade 209200)
Senior Time Senior_ Manager or _ Level 11
7. Scale Divisional Not Applicable (Rs. 67700- 1797
Manager 208700)
Junior Time . . Level 10
8. Scale Assistant Manager Not Applicable (Rs. 56100- 1647
177500)
TOTAL 8458

* subject to variation dependent on workload

@ Subject to new designations being introduced based on nature of work.

# (a) There is no increase in overall strength of the cadre.
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(b) The number of posts to be operated in Non-Functional Selection Grade shall not exceed the total
number of sanctioned posts in Junior Administrative Grade.

Sub- cadre wise strength is as under:-

IRMS CADRE
Grade Traffic | Personnel | Accounts | Civil | Electrical | Mechanical | Signal | Stores Total
Apex 7 7$
HAG+ 5 2 4 5 4 5 3 2 30+29*=59
HAG 42 18 40 85 42 50 39 29 345
SAG 163 65 129 333 171 203 155 114 1333
JAG/NFSG | 392 171 286 858 450 486 348 279 3270
STS 234 113 250 384 190 274 231 121 1797
JTS 264 111 118 295 220 337 194 108 1647
Total 1101 481 828 1961 1078 1356 971 653 8458 $*#

$ Apex Ex-cadre
* HAG* Ex-cadre.

# inclusive of 29 revenue posts created after 01.01.20157;

5. Inthe said rules, in Schedule-11,-

(a) for the heading, the following heading shall be substituted namely:-

“Method of appointment, field of selection and the minimum qualifying service for

promotion to the higher duty posts(s) or Grade(s) in the 08 Sub cadres of Indian
Railway Management Service”.

(b) against S.N. 8, in column (3), for the entries “50 per cent by direct recruitment through
the Civil Services Examination as per age, educational qualifications and other
conditions as notified by the Central Government or Union Public Service Commission
from time to time”, the following entries shall be substituted, namely:-

“50 per cent by direct recruitment through the Civil Services Examination and
Engineering Services Examination as per age, educational qualifications and other
conditions as notified by the Central Government or Union Public Service Commission
from time to time”;

(c) against S.N. 8, in column (4), for the entries “Group ‘B’ officers of Indian Railway
Management Service, in level 8 or level 9 in the pay matrix with minimum three
years regular service in the grade”, the following entries shall be substituted, namely:-

“Group ‘B’ officers of all Departments viz. Personnel, Accounts, Traffic,
Mechanical Engineering, Civil Engineering, Signal and Telecommunication
Engineering, Electrical Engineering and Stores Departments of Indian
Railways, in level 8 or level 9 in the pay matrix with minimum four years regular
service in the grade.

Note 1: Eligible service for promotion for existing incumbents in the feeder
grades in level-8 or level-9, holding the post on regular basis on the date of
notification of these rules, shall continue to be three years.

Note 2: Vacancies available for promotion quota in Junior Time Scale of Indian
Railway Management Service shall be distributed or assigned amongst the eight
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Sub cadres in proportion to their percentage share of Group ‘B’ strength in the
combined Group ‘B’ strength of these Departments."

6. In the said rules, in Schedule-Ill, for the heading, the following heading shall be substituted
namely:-

“Departmental Promotion Committee for considering the cases of promotion or
confirmation in Group ‘A’ duty posts of the 8 Sub cadres of Indian Railway
Management Service and Screening Committee for considering the cases carrying pay
in a specific level in the pay matrix for which Non-Functional Up gradation is
applicable.”

(F.No. 2022/E(G)RR/23/1-Part(2))
ANVITA SINHA, Executive Director, Estt.(Gaz. Cadre)

Note: The principal rules were published in the Gazette of India, Part I, Section-3, Sub-Section (i),
Extraordinary, vide G.S.R. No. 119(E), dated the 15" February, 2022.

Uploaded by Dte. of Printing at Government of India Press, Ring Road, Mayapuri, New Delhi-110064
and Published by the Controller of Publications, Delhi-110054.
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MINISTRY OF RAILWAYS
(RAILWAY BOARD)

NOTIFICATION
New Delhi, the 5th March, 2019
G.S.R. 206(E).— In exercise of the powers conferred by the proviso to article 309 of the Constitution of India

and in supersession of the Indian Railways Accounts Department (Assistant Accounts Officer) Recruitment Rules, 1979,
except as respects things done or omitted to be done before such supersession, the President hereby makes the following
rules regulating the method of recruitment to the post of Assistant Financial Adviser or Assistant Divisional Finance
Manager in the Accounts Department of the Indian Railways, namely: —

L.

Short title and commencement. —(1) These rules may be called the Indian Railways Accounts Department
(Assistant Financial Adviser or Assistant Divisional Finance Manager) Group ‘B’, Gazetted Recruitment Rules,
2019.

(2) They shall come into force on the date of their publication in the Official Gazette.

Number of post, classification and level in pay matrix. — The number of post, its classification and level in the
pay matrix attached thereto shall be as specified in columns (2) to (4) of the Schedule annexed to these rules.

Method of recruitment, age-limit, qualifications, etc. — The method of recruitment, age-limit, qualifications and
other matters relating thereto shall be as specified in columns (5) to (13) of the aforesaid Schedule.

Disqualification. — No person, —
(a) who has entered into or contracted a marriage with a person having a spouse living; or

(b) who, having a spouse living, has entered into or contracted a marriage with any person,
shall be eligible for appointment to the said post:

Provided that the Central Government, may, if satisfied that such marriage is permissible under the personal law
applicable to such person and the other party to the marriage and that there are other grounds for so doing,
exempt any person from the operation of this rule.

Power to relax. — Where the Central Government is of the opinion that it is necessary or expedient to do so, it
may, by order, for reasons to be recorded in writing, and in consultation with the Union Public Service
Commission, relax any of the provisions of these rules with respect to any class or category of persons.

Saving. — Nothing in these rules shall affect reservation, relaxation of age-limit and other concessions required
to be provided for the Scheduled Castes, the Scheduled Tribes and other special categories of persons, in
accordance with the orders issued by the Central Government from time to time in this regard.
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SCHEDULE
Name of post. Number Classification. Level in | Whether Age-limit Educational Whether age and
of posts. the pay selection for direct | and other | educational
matrix. or non- recruits. qualifications qualifications
selection required for | prescribed for
post. direct recruits. direct  recruits
will apply in the
case
of promotees.
()] @ 3 (C)) (&) © @) ®
Assistant 323% Railway Level-9 Selection. Not Not Not
Financial (2019) Service, applicable. applicable. applicable.
Adviser Group ‘B’ (Rs.
(at * Subject Gazetted, 53100-
Headquarters) to Non— 167800).
variation Ministerial.
or dependent
on
Assistant workload.
Divisional
Finance
Manager
(in Divisions).
Period of Method of recruitment | In case of recruitment by | If a Departmental | Circumstances  in
probation, whether by direct | promotion or deputation or | Promotion Committee | which Union Public
if any. recruitment or by promotion | absorption, grades from which | exists, what is its | Service
or by deputation or | promotion or deputation or | composition. Commission is to
absorption and percentage | absorption to be made. be consulted in
of the vacancies to be filled making recruitment.
by various methods.
® a0 (€39) a2 (€5)

Two By promotion: (i) 70% of the vacancies shall be | Group ‘B’ Departmental | Consultation with
years. (i) 70% by promotion | filled by promotion through | Promotion Committee (for | Union Public

through selection and selection (which shall include a | considering promotion) | Service
(i) 30% by promotion | written test, viva voce and | consisting of:- Commission not
through Limited | assessment of record of service) | 1.  Principal  Financial | necessary.
Departmental Competitive | of Group ‘C’ employees of | Adviser- Chairman;
Examination. Accounts Department working in

level-6 (Rs. 35400-112400) and
above in the pay matrix with
three years of regular service in
level-6 (Rs. 35400-112400) and
above in Accounts Department
(including regular service
rendered in the corresponding
pre-revised grades) and who
have qualified the examination
as specified in  Appendix-3 of
the Indian Railway
Establishment Manual Volume I.
Note.- Where juniors who have
completed their qualifying or
eligibility service and are being
considered for promotion, their
seniors would also be considered
provided they are not short of the
requisite qualifying or eligibility
service by more than half of such
qualifying or eligibility service

2. Principal Chief Personnel
Officer or Chief Personnel
Officer of the concerned
Zonal Railway or
Production Unit — Member;
and

3. Higher Administrative
Grade or Senior
Administrative Grade level
officer of any Department
(other than the Departments
represented by officer at
serial number land 2 above)
to be nominated by the
General Manager of the
concerned Zonal Railway or
Production Unit — Member.
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or two years, whichever is less,
and have successfully completed
their ~ probation period for
promotion to the next higher
grade along with their juniors
who have already completed
such qualifying or eligibility
service.

(ii) 30% of the vacancies shall be
filled through a  Limited
Departmental Competitive
Examination (which shall
include a written test, viva voce
and assessment of record of
service) from amongst Group
‘C’ employees of Accounts
Department working in level-6
(Rs. 35400-112400) and above
in the pay matrix with five years
of regular service in level-6 (Rs.
35400-112400) ansd above in
the pay matrix in Accounts
Department (including regular
service  rendered in  the
corresponding pre-revised
grades) and who have qualified
the examination as specified in
Appendix-3 of the Indian
Railway Establishment Manual
Volume I

[F. No. 2006/E(G)RR/3/2]
Dr. ANAND SINGH KHATI, Principal Executive Director, Establishment (Gazetted Cadre)

Uploaded by Dte. of Printing at Government of India Press, Ring Road, Mayapuri, New Delhi-110064

and Published by the Controller of Publications, Delhi-110054. A L O K Digitally signed

by ALOK KUMAR
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RBE NO. 33/2018

Government of India
Ministry of Railways
(Railway Board)

No.E(O)I/2014/SR-6/11CC pt. New Delhi, Dt. 05.03.2018.

The General Managers,
All Indian Railways and PUs.
All Training Institutes, Indian Railways.

Sub: Fixation of Inter-se-seniority of Direct Recruit Group A officers and
Promotee Gr. B officers (of eight organized Railway Services), on
induction to Group ‘A’ Junior Scale.

The undersigned is directed to refer to the subject mentioned above and to state that
the fundamental principles of inter-se seniority of direct recruits and promotee officers
circulated vide Board’s letter No. E(O)I/99/SR6/2 dated 28.02.2003 as contained in IREM-I,
stands superseded/modified in pursuance of Hon’ble High Court Patna’s order dated
12.05.2017 in Civil Writ Petition No. 10669 of 2016 arising out of order dated 03.05.2016 in
O.A. No. 050/00460/2015 in R K Kushwaha Vs. Union of Indla

In exercise of the powers conferred by the proviso to Article 309 of the Constitution
the President have further decided that principles for inter-se-seniority of Direct Recruit
Group ‘A’ officers and Promotee Group ‘B’ officers inducted into Group ‘A’ Junior Scale
effective from the panel year 2012-13, stands modified/amended as per Annexure —IL.

This shall be applicable in all cases of fixation of inter-se seniority of Promotee
officers of 2012-13 panel onwards and Direct Recruit 2006 Examination onwards.

@*ﬂ

( B Majumdar)
Jt. Secretary (E)

Copy to :

1. Sr. PPS/PPS/PS to CRB, FC, MS, MRS, MTR, ME, MT, Secretary, DG(Personnel),
AM(Staff), JS(C ), EDE(GC)

2. The Secretary General IRPOF, Room No. 268, Rail Bhawan, New Delhi.

3. The President, FROA, Room No. 256-A, Rail Bhawan, New Delhi.



ANNEXURE-I

327. General.- The rules contained in paragraph, 328 to 336 of this Section lay down the
principles that may be followed for determining the relative seniority of Group 'A', Junior
Scale officers of all the services on Indian Railways except the officers of Medical, Railway
Protection Force, Chemists and Metallurgists, Printing and Stationery, Rajbhasha departments
and other miscellaneous categories.

328. The Seniority of officers, appointed to various Indian Railway Services Group 'A' ,
Junior Scale shall be determined on the basis of the year of allotment to be specifically made
in each case in accordance with the principles in the following paragraphs.

329. Unless otherwise stated, officers appointed to the Indian Railway Services Group 'A'
(earlier referred to as Class-1) on the basis of competitive examinations held by the Union
Public Service Commission upto 2005 Examination batch and Special Class Railway
Apprentices (SCRAs) upto 2002 Examination batch, shall count service for seniority, from
the date they commence earning increments in the regular scale as Junior Scale Officers in
Group 'A' (earlier referred to as Assistant Officers) subject to the condition that the inter-se
seniority of officers in each service recruited as probationers in a particular year shall be
regulated by their place in the order of merit.

330. Unless otherwise stated, officers appointed to the Indian Railway Services (Group 'A'")
on the basis of competition examinations held by the Union Public Service Commission
(UPSC) w.e.f. 2006 Examination year and Special Class Railway Apprentices (SCRAs) w.e.f.
2003 examination, shall count service for seniority from the year of allotment. The year of
allotment of a direct recruit officer shall be the year following the year in which the
competitive examination was held. The year of allotment of an SCRA will be fifth year
following the year of examination. Provided that if a direct recruit officer is permitted to join
probationary training with direc¢t recruit officer of a subsequent year of allotment, then he
shall be assigned that subsequent year as the year of allotment. The inter-se seniority of |
officers in each service recruited as probationers in a particular year will be regulated by their
place in the order of merit, which shall be determined on the basis of marks obtained by them
during the probationary training and at the competitive examination conducted by the Union
Public Service Commission (Apprenticeship training in the case of SCRAs). For this purpose,
the marks obtained in the competitive examination conducted by UPSC (Apprenticeship
training in the case of SCRAS) and those obtained during probationary training shall be
reduced/ increased to the base of 2050 and 1250 respectively.

Provided further that if two or more probationers have secured equal number of marks in

the aggregate, their order of merit shall be the order of their dates of birth, the older
ranking senior.

331. Deleted

332. Deleted

333. Deleted




334. In the case of Group 'B' officers permanently promoted to Junior Scale of Group 'A'
services:

L Officers of a particular department promoted from the earlier panel shall rank senior to
offices promoted from the later panel.

2. If two or more than two officers are promoted from the same panel. the relative
seniority of officers shall be in the order of their position in the panel.
3. The year of allotment of a promotee officer shall be determined by giving weightage

with reference to the year for which the meeting of the Committee to make selection, to
prepare the select list on the basis of which he was appointed to the Service, was held and
with regard to the continuous service rendered by him in Group ‘B’ both officiating and
permanent upto the 31* day of December of the year for which meeting of the Committee to
make selection was held to prepare the select list on the basis of which he was appointed to
the Service, in the following manner:-

a. For the total number of years of continuous service in Group 'B', both officiating, and
permanent, with reference to the year for which the meeting of the Committee to make
selection, to prepare the select list on the basis of which he was appointed to the Service, was
held he shall be given a weightage of one year for every completed two years of service,
subject to maximum of 5 years. Provided the year of allotment of senior in the panel shall not
be less than the junior of the same panel.

4. The integrated seniority of the officers on All Indian Railways basis, shall be
determined as under:-

i The integrated seniority shall be on the basis of the year of allotment, the officers
having earlier year of allotment being senior. SCRA and Direct Recruit of the same allotment
year shall rank inter-se in the same order, i.e, SCRA followed by Direct Recruit officer of the
same allotment year.

ii. The inter-se seniority of officers having same year of allotment shall be in the order of
the panel. -

335. Deleted

336. Officers permanently appointed to the Group 'A' Junior Scale from the category
mentioned at paragraphs 334 above, against quotas of vacancies reserved for them shall be
placed below the direct recruits of the same year of allotment, i.e, a promote allotted to year
2006 after admissible weightage will be placed below the Direct Recruit allotted to year 2006.

337.No Change

338.No. Change

339.No Change

340.No Change

341.No Change




(For insertion in Part-l, Section 2 of the Gazette of India)

GOVERNMENT OF INDIA
MINISTRY OF RAILWAYS
(RAILWAY BOARD)

No. E(GP)2025/3/1

New Delhi, dated: 06.05.2026

NOTIFICATION

The President is pleased to appoint the under mentioned 26 Group 'B' officers of Accounts
Department of Indian Railways, belonging to the different Zonal Railways as mentioned against
each, to Group ‘A’/Junior Time Scale of Indian Railway Management Service (Accounts) with
effect from 27.04.2026:-

PANEL FOR 2026

SN | Name of the officer Railway | Remarks

1 | DHARMA SAHU ECOR

2 | LAXMI PRASAD NAYAK SECR

3 | B.V. SUDHAKAR BABU SCR

4 [ SANJAY KR. SINHA NFR

5 | GIRIJA NAIR SECR

6 | PANKAJ KUMAR VERMA NFR

7 | SANKAR DUBE NFR

8 | DILIP BORAH (ST) NFR

9 | RAJEEV KUMAR NWR

10 | SUMIT BANERJEE SER

11 | ABIR MUNSHI SER

12 | BINAY KUMAR SHARMA SER

13 | SHAILENDRA KUMAR ECR

14 | C.5. SOWMYANARAYANAN SR

15 | B. SENTHIL KUMAR SR

16 | K. HEMA SCR

17 | B. NAGARAJU (ST) SCR

18 | BACCHAN SINGH PAWAR (ST) NER | Promoted against ST vacancy

19 | SADASHIV DATTATRAY MUKANE (ST)| CR Promoted against ST vacancy

20 | JAGADEESAN PREMILA (SC) SR Promoted against SC vacancy

21 | HARISH N. JANSARI (SC) WR Promoted against SC vacancy

22 | JONTI HIRA {SC/PwBD(OH)} NFR | Promoted against SC/PwBD(OH) vacancy
23 | UMESH KUMAR {SC/PwBD(OH)} NER | Promoted against SC/PwBD(OH) vacancy
24 | MICHAEL REBELLO {PwBD(OH)} SWR | Promoted against GEN/PwBD(OH) vacancy
25 | TAUQEER AHMAD SIDDIQUI NER

26 | SIDHARTH KUMAR SRIVASTAVA NER
2. The appointment of the above officers shall also be subject to further orders that may

be passed by the Hon'ble Supreme Court in the Jarnail Singh batch of cases.

The Manager
Government of India Press
Minto Road,

New Delhi.
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(Ram Nath Singh)
Dy. Director-lll, Estt. (GP)
Railway Board



No. E(GP)2025/3/1 New Delhi, dated: 06.05.2026

( ,py forwarded to:-

1. The General Managers of All Indian Railways, Production Units and CORE, Prayagra;.

s
(Ram Nath Singh)

Dy. Director-lll, Estt. (GP)
Railway Board

No. E(GP)2025/3/1 New Delhi, dated: 06.05.2026

The Director of Audit, All Indian Railways.

Dy. C&AG (Railways), Room No.222, Rail Bhavan, New Delhi.

PED (Accounts), EDE(GC), JS(G) and DS Estt.(S), Railway Board.

E (O)-l, E(O)-1ll and E(GR)-I Branches, Railway Board.

The Secretary General, Indian Railways Promotee Officers' Federation, Room No0.268,

Rail Bhavan, New Delhi.

kol o o

(Ram Nath Singh)
Dy. Director-lll, Estt. (GP)
Railway Board

No. E(GP)2025/3/1 New Delhi, dated: 06.05.2026

Copy to the Secretary, UPSC, New Delhi with reference to Commission's letter No.
1/2(13)/2026-PD-4 dated 27.04.2026.

-~

(Ram Nath Singh)
Dy. Director-lll, Estt. (GP)
Railway Board

Page 2 of 2



Government of India (R FIHR)
Ministry of Railways (¥ #1erd)
Railway Board (Yo @)

No. E(O)-1/2026/SR-06/07 New Delhi, dated: /2.05.2026.

The General Managers,
All Indian Railways, Production Units,
DG/IRIFM, Secunderabad.

Sub: Fixation of inter-se seniority of promotee IRMS (Accounts) officers at Group -
‘A’, Junior Scale level on their substantive appointment to Group ‘A’ w.elf
27.04.2026, appearing in the promotion panel for the year 2026.

Ref: Railway Board’s Notification No.E(GP)2025/3/1 dated 06.05.2026.

Vide notification under reference, 26 Group ‘B’ officers of Accounts Department
(included in the promotion panel for the year 2026) were substantively appointed to Group
‘A’ Junior Scale of Indian Railway Management Service (Accounts) w.e.f. 27.04.2026. In
terms of para 334 of Indian Railway Establishment Manual Volume 1, revised vide Board’s
letter dated 05.03.2018 (RBE-33/2018), regarding principles for determining relative
seniority of Group ‘B’ officers on permanent promotion to Group ‘A’ Junior Scale on the
Indian Railways and taking into consideration all relevant factors, the inter-se seniority and
the allotment year of these officers will be as per Annexure ‘A’

2, All the officers in the promotion panel of 2026 will get 2021 as their year of
allotment and will be placed below Shri R.K. Patnaik of 2025 Promotion panel (who was
assigned 2020 as the year of allotment), whose seniority list was circulated vide Board’s letter
No.E(0)-1/2025/SR-06/18 dated 26.09.2025.

Railway Board
Tel: 011-47845574

Email: anilkumar.cv@gov.in

Copy to:-
1. EO & JS(G), Railway Board.
2. CRB & CEO CC, E(GP), E(Trg.) and E(O)III Branches, Railway Board.
. 3. Secretary General, Indian Railway Promotee Officers’ Federation, Room No. 268, Rail

Bhavan, New Delhi.

4. President, Federation of Railway Officers Association, Room No. 476-K, Rail Bhavan, New
Delhi.

5. Guard File.

Room No. 533-F, Rail Bhavan, Raisina Road, New Delhi- 11001.
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Inter-se seniority position of officers of Accounts Deﬁartment on their substantive
appointment in Gr ‘A’ Junior Scale of IRMS (Accounts) from Gr. ‘B’ w.e.f. 27.04.2026.

Promotion Pane] Year 2026:
Method | Promotion | Allotment
:{-’) NAME (S/Shri) CAT | RLY DOB of Panel Year/
) ) Recruitt. Year Batch
1 | DHARMA SAHU GEN EEO 20-05-1967 P 2026 2021
2 | LAXMI PRASAD NAYAK GEN | SECR | 20-04-1968 P 2026 2021
3 | B.V. SUDHAKAR BABU GEN | SCR [ 17-05-1970 P 2026 2021
4 | SANJAY KR. SINHA GEN | NFR [ 15-01-1969 P 2026 2021
5 | GIRIJANAIR | GEN | SECR | 30-03-1967 P 2026 2021
6 | PANKAJ KUMAR VERMA GEN | NFR [ 31-12-1974 P 2026 2021 |
7 | SANKAR DUBE GEN | NFR | 05-01-1973 P 2026 2021
8 | DILIP BORAH ST NFR | 18-10-1969 P 2026 2021
9 | RAJEEV KUMAR GEN | NWR | 13-01-1970 P 2026 2021
10 | SUMIT BANERIEE GEN | SER | 15-06-1967 P 2026 2021
11 | ABIR MUNSHI GEN | SER | 21-10-1966 | P 2026 2021
12 | Bl NAY KUMAR SHARMA GEN SER | 25-06-1966 P 2026 2021
13 | SHAILENDRA KUMAR GEN ECR | 25-06-1966 P 2026 2021
14 | C.S. SOWMYANARAYANAN | GEN SR | 26-02-1970 P 2026 2021
15 | B. SENTHIL KUMAR GEN SR | 03-07-1966 P 2026 2021
16 | K. HEMA GEN | SCR | 12-11-1970 P 2026 2021
17 | B. NAGARAJU ST SCR | 01-07-1976 P 2026 2021
18 | BACCHAN SINGH PAWAR ST NER | 12-11-1966 P 2026 2021
SADASHIV DATTATRAY
19 MUKANE ST CR | 27-09-1969 P 2026 2021
20 | JAGADEESAN PREMILA SC SR 03-01-1569 P 2026 2021
21 | HARISH N. JANSARI SC WR | 04-07-1970 P 2026 2021
Sc/
22 | JONTI HIRA PwWBD | NFR | 30-10-1978 P 2026 2021
(OH)
sc/
23 | UMESH KUMAR PwBD | NER | 15-07-1977 P 2026 2021
(OH)
GEN/
24 | MICHAEL REBELLO PwWBD | SWR | 05-12-1968 P 2026 2021
(OH)
TAUQEER AHMAD .
25 $IDDIQUI GEN | NER | 17-08-1978 P 2026 2021 ‘
SIDHARTH KUMAR
_26 SRIVASTAVA GEN | NER | 08-12-1972 P 2026 2021

LR L3




OFFICE OF THE COMPTROLLER AND AUDITOR GENERAL OF INDIA
9, Deen Dayal Upadhyay Marg, New Delhi — 110 124.

(For exclusive use in IA&AD and not to be quoted or published elsewhere)

No. 574 - GE.1/35-2025 Dated{)3.03.2026

To,

All the Heads of Departments in the IA&AD

Subject: Cadre Re-structuring — Creation of post of Group Officers (Group A -Non-
IA&AS) in Pay Matrix Level 11, 12 and 13 in the Indian Audit and
Accounts Department. .

With an objective to enhance the effective functioning of Group Officers, the
“Committee on rationalization of sanctioned strength of Group Officers in IA&AD” has
recommended operationalization of the post of Group Officer (Non-IA&AS), with
functional responsibilities of Group Officers, at Pay Matrix Levels 11, 12 and 13, with all-
India transfer liability. The recommendation of the Committee has been accepted by the
Comptroller and Auditor General of India.

2. Accordingly, the Comptroller and Auditor General of India has approved creation
of 244 posts of Group officers (Non-IA&AS), as below:

SNo Name of the posts Number Classification Level in the
of posts Pay Matrix
1 Deputy Accountant General/ 172 General Central Service, | Level-11
| Deputy  Director (Non- Group ‘A’ Gazetted (Non-
IA&AS) IA&AS, Non-Ministerial)
2 Sr.  Deputy  Accountant 54 General Central Service, | Level-12
General/ Director (Non- Group ‘A’ Gazetted (Non-
IA&AS) IA&AS, Non-Ministerial)
3 Sr.  Deputy  Accountant 18 General Central Service, | Level-13
General (NFSG)/ Director Group ‘A’ Gazetted (Non-
(NFSG) (Non-IA&AS) 1A &AS, Non-Ministerial)
Total 244
3. Based on recommendations of the Committee, it has also been decided to initiate

process of operationalization of 99 posts initially (in the first phase) as Deputy Accountant
General /Deputy Director at Pay Matrix Leave-11 with immediate effect, with following
eligibility criteria and other terms and conditions:

(i) The method of recruitment will be by ‘Promotion’ only.

(i) A Combined Eligibility List shall be prepared from among departmental officers
borne on the Group ‘A’ Cadre of Senior Audit Officers/Senior Accounts
Officers/Senior Administrative Officers (Pay Matrix Level-10) in the Indian Audit
and Accounts Department, who have completed 05 years regular continuous service
(including service as Audit Officer/Accounts Officer/Administrative Officer), on the
first day of January of the year to which the promotions pertain. Officers who have
attained the age of 57 years on the above date shall not be eligible.

(iii) The names of eligible SAOs shall, for the purpose of Combined Eligibility List, be
arranged in the order of date of their appointment as Section Officer (AAO w.e.f
01.01.2006) without, however, affecting the inter-se-seniority as SAQ in a particular
cadre.
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(iv) The other terms and conditions of preparation of Combined Eligibility List, shall be
similar to those of Combined Eligibility List prepared for promotion of SAOs to
Junior Time Scale (JTS) of IA&AS.

(v) There shall be constituted a Departmental Promotion Committee comprising of
Deputy Comptroller and Auditor General (HR), who will preside over the committee
as Chairman, and two other officers from the Indian Audit & Accounts Service not
below the rank of Additional Deputy Comptroller and Auditor General, to be
nominated by the Comptroller and Auditor General of India.

(vi) On promotion, the officers will have to successfully complete a mandatory training
of two weeks, as prescribed by the Capacity Building wing of Headquarters Office.

(vii) On promotion, the officers shall be liable to be posted to any field office of the
Department, in any part of India.

(viii)On promotion, the officers shall not be eligible for consideration for promotion to
JTS of IA&AS. An undertaking to this effect has to be submitted before accepting
the promotion to Group Officer (Non-IA&AS) cadre.

(ix) Other terms and conditions related to promotion shall be as per the MoF/DoPT
norms.

4. Capacity Building wing of this office will circulate training plan/module
separately.

5. The receipt of this circular may be acknowledged.

Yours sincerely,

Prin¢€ipal Director
(Personnel, SMU & Coordination)

No. > 7—? -GE.1/35-2025 Dated:83.03.2026
Copy for information and necessary action to:

All DAIs/ADAIs

PD & Secretary to C&AG of india.

All DGs/PDs at Hgrs. Office.

The Director General (Staff).

The Principal Director (Capacity Building).
The Director (Personnel) / AC (N-I)

Sr AOs PD (P)/GE-I/SSR/FMD/

ST Eh.thidhe il haj=



BIaeTy, I&T AT AT -

¥ e/ O/o the Controller General of Defence Accounts

LT L

LN S 9¢R S, ureH , faweit S1at-110010.
& 3 Ulan Batar Road, Palam, Delhi Cantt-110010
Phone: - 011-25665536 Fax: 011-25674781 email: an1-pinklist.cgda@nic.in
No. AN-1/1194/IDAS-RR/2022 Date: 30.06.2023
NOTICE
Sub: Inviting comments on the proposed amendment the Indian Defence

Accounts Service rules 2021

Consequent upon approval of Hon’ble RM, the Recruitment Rules (RRs) of
Indian Defence Accounts Service i.e IDAS Rule 2021 is proposed to be amended.
The draft amended Recruitment Rules of Indian Defence Accounts Service ie. IDAS
(amendment) Rule 2023 containing draft Notification and schedule is being
uploaded on the CGDA’s website for information of the stakeholders in terms of
DOP&T OM No. AB-14017/61/2008-Estt (RR) dated 13.10.2015.

2 All Stakeholders are requested to go through the draft IDAS (amendment)
Rule 2023 and furnish their comments, if any, to the undersigned within a period of
one month i.e. date of its uploading on website, through email or post, on the
following format:

Serial No./Column No. of the proposed Comments

Notification/Schedule of RRs to the post of Indian

Defence Accounts Service :
|

3. In case, no comments are received till the last date as mentioned above, the
department will proceed further for taking necessary action for amendment of

aforementioned Rules. /%
(Sahil g/:j)
Dy. CGDA (AN)

Encl: As above.

To
All Stakeholders
(through CGDA website)
Copy to:

IT&S Section:  for uploading the same on website of the Department.

(Sahil Goyal)
Dy. CGDA (AN)

Encl: As above.



GOVERNMENT OF INDIA
MINISTRY OF DEFENCE
(FINANCE DIVISION)
NEW DELHI THE March 2023

5.R.0.- In exercise of the powers conferred by the proviso to article 309 of the Constitution, and in
supersession of the Indian Defence Accounts Service Rules, 2021 except as respects things done or
omitted to be done before such supersession, the President hereby makes the following rules
regulating the method of recruitment to the Indian Defence Accounts Service, namely:

1 SHORT TITLE AND COMMENCEMENT- (1) These rules may be called the Indian Defence
Accounts Service (Amendment) Rules, 2023.

(2) They shall come into force on the date of their publication in the Official Gazette.

2. DEFINITIONS- In the rules, unless the context otherwise requires :-
(a) ‘Commission” means the Union Public Service Commission.

(b) ‘Controlling Authority’ means the Government of India, Ministry of Defence
ty

(c) ‘Departmental Promotion Committee, Departmental Confirmation Committee’ means
Committees for consider promotion or confirmation of officers in any grade, grant of Non-Functional
Selection Grade in the Junior Administrative Grade or Non-functional Upgradation in any grade
respectively, constituted in accordance with the Schedule Ill and the Schedule IV to these rules.

(d) ‘Duty Posts’- Duty posts are mentioned in Schedule-| to the Rules.

(e) ‘Examination’ means the Civil Service Examination for recruitment to Central Services Group
‘A" and Group ‘B’

(f) ‘Government’ means the Government of India.
() ‘Other Backward Classes’ having the same meaning and application as laid down in the

O.M. No. 36012/22/93-Estt. (SCT) dated 8™ September, 1993 of the DOP&T as amended from time
to time.

(h) ‘Schedule’ means as Schedule appended to the Rules.
(i) ‘Service’ means the Indian Defence Accounts Service.
(i) ‘Scheduled Castes’ and ‘Scheduled Tribes’ shall respectively have the same meanings as in

Clause (24) and (25) of article 366 of the Constitution of India.

(k) ‘Vacancy Year’ will have the same meaning as may be decided by the “Government of India”
from time to time.
(1) “Grade” means a grade of duty posts specified in column 2 of the Schedule |.
(m) “regular service” in relation to any grade means the period of service in that grade rendered
after selection and appointment thereto under the rules and includes any period-

a) taken into account for the purpose of seniority in the case of those already in the

grade at the time of commencement of these rules;
I



b) during which the officer would have held a post in that grade but for being on leave
or otherwise not being available for holding such post.

3, CONSTITUTION OF THE SERVICE- (1)There shall be constituted a Service known as Indian
Defence Accounts Service consisting of persons appointed to the Service under rules 6 &7.

(2) All the posts included in the Service shall be classified as Group ‘A’ posts,

4, GRADES, AUTHORISED STRENGTH AND ITS REVIEW- (1) The duty posts included in the
various grades of the service, their number and the Pay Level in the Pay Matrix on the date of
commencement of these rules shall be as specified in Schedule |.

(2) After the commencement of these rules, the authorised strength of the duty posts in the
various grades shall be such as may, from time to time, be determined by the Government.

(3) The Government may, from time to time make such alteration in the sanctioned strength of
the duty posts in various grades as deems necessa ry.

(4) The Government (Ministry of Defence, Department of Expenditure (wherever applicable)
and Department of Personnel and Training) through the established procedure may, in consultation
with the Commission, include in the service such posts (other than those included in the Schedule 1)
as may be deemed equivalent to the posts included in the service in status, grades level in the pay
matrix and professional context, or exclude from the service any posts included in the said Schedule.

(5) The Controlling Authority may, in consultation with the Commission, appoint an officer,
whose post is included in the service under sub-rule (4), to the appropriate grade of the service in a
temporary capacity or in a substantive capacity, as it thinks fit and fix his seniority in that grade in
accordance with the general orders or instructions issued by the Government from time to time.

5 MEMBERS OF THE SERVICE- (1) The following persons shall be the member of the service,
namely :

(a) Persons deemed to have been appointed to duty posts under rule 6; and

(b) Persons appointed to duty posts under rule 7.

(2) A person referred to in Clause (a) of the Sub Rule (1) shall be a member of the service in the

appropriate grade applicable to him from the date of such appointment.

(3) A person referred to in Clause (b) of the Sub Rule (1) shall be a member of the service in the
appropriate grade applicable to him from the date of such appointment.

6. INITIAL CONSTITUTION OF SERVICE-The existing officers of Indian Defence Accounts Service
holding duty posts in various grades of the service on regular basis or holding lien on such posts on
the date of commencement of these rules, shall be deemed to have been appointed to the
appropriate duty posts and grades in the service in the substantive or officiating capacity, as the
case may be.

=]



7 FUTURE MAINTENANCE OF THE SERVICE- (1) Any vacancy arising in any of the grades after
initial constitution of the Service under Rule 6 shall be filled in the manner provided hereinafter in
these rules.

(2) Initial recruitment in the grade of Junior Time Scale shall be filled by direct recruitment on
the basis of the results of the Examination.

(3) Appointment in the Service to the level of STS and above shall be made in the manner
specified in Column 3 of Schedule-ll from amongst the officers of the feeder grade with the
minimum qualifying service as specified in Column 4 of the Schedule-II.

(4) The selection of Officers for promotion shall be made by selection, except in the case of
placement in NFSG of the JAG which shall be on the basis of seniority, subject to suitability on the
recommendations of the Committee constituted for this purpose in accordance with Schedule-lIl.

8. APPOINTMENTS - All appointments to the service shall be made by the Controlling
Authority for all the duty posts in various grades of the service.

8 NON-FUNCTIONAL UPGRADATION- (1) Whenever an Indian Administrative Service (IAS)
officer of the State or Joint Cadre is posted at the Centre to a particular grade carrying a specific pay
in Level-11 in the pay matrix(Rs 67700-208700) or level 12 in the pay matrix (Rs 78800-209200) or
level 13 in the pay matrix (Rs 123100-215300) or level 14 in the pay matrix (Rs 144200-218200) or
15 in the pay matrix(Rs 182200-224100), the officers belonging to batches of the service, who are
senior to Indian Administrative Service officer by two years or more and have not so far been
promoted to that particular grade shall be granted the same grade on non-functional basis from the
date of posting of the Indian Administrative Service Officers in that particular grade at the Centre, in
accordance with the instructions of Government of India, issued on the subject from time to time.

(2) The batch, as referred to in clause (1), in respect of the direct recruit officers in the
induction grade, shall be the year following the year in which the competitive examination was held
and in subsequent grades the ‘Batch’ and eligible service in Group ‘A’ shall remain the same
provided the officer is not superseded due to any reason. In case an officer is superseded, the officer
shall be considered alongwith the ‘Batch’ with which his order seniority is fixed.

(3) Officers inducted into the service by promotion as per rule 7(2) of these rules shall also be
eligible for the benefit of the Non-Functional Upgradation. They shall be assigned the benefit of
‘Batch’ corresponding to the batch of the direct recruit officers with whom their seniority is clubbed.

(4) Grant of Non-Functional Upgradation referred to in clause (1) shall be, -

(i) in accordance with the orders or instructions issued by the Government from time
to time.
(ii) made on the recommendation of the Screening Committee as specified in Schedule-
V.
(5) All the prescribed eligibility criteria and promotional norms including ‘benchmark’ for

upgradation to a particular level in the pay matrix shall have to be fulfilled at the time of screening
for grant of higher level in the pay matrix.

10. SENIORITY~ The relative seniority of members of the Service on commencement of these rules
shall be the relative seniority in their respective grades as determined before the date of the

commencement of these rules.



Provided that if the seniority of any member of the Service had not been determined before
the commencement of these rules, it shall be determined by the Government, in accordance with
general instructions on seniority issued by the Government from time to time.

(2) The seniority of persons appointed to various grades of the service on and from the date of
commencement of these rules shall be determined in accordance with the general orders or
instructions on seniority issued by the Government from time to time.

11 PROBATION- (1) Every officer on appointment to the Service, either by direct recruitment or
by promotion to the Junior Time Scale from Group ‘B’ Service, as the case may be, shall be on
probation for a period of two years:

Provided that the Controlling Authority may extend the period of probation in accordance
with the instructions issued by the Government from time to time.

Provided further that any, decision for extension of the period of probation shall be taken
ordinarily within eight week after expiry of the previous period of probation and communicated in
writing to the concerned officer together with the reasons for so doing within the said period.

(2) On completion of the period of probation or any extension thereof, officer, shall, if considered
fit for permanent appointment be retained in their appointment on regular basis and be confirmed
in due course against the available substantive vacancy, as the case may be.

(3) If, during the period of probation or any extension thereof, as the case may be, the
Government is of the opinion that an officer is not fit for permanent appointment, the Government
may discharge or revert the officer to the post held by him prior to his appointment in the Service,
as the case may be,

(4) During the period of probation, or any extension thereof, the officers may be required by
the Government to undergo such courses of training and instruction and to pass such examinations
and tests, including examination in Hindi as the Government may deem fit, as a condition to
satisfactory completion of the probation.

(5) As regards other matters relating to probation, the candidates will be governed by the
instructions issued by the Government in this regard from time to time.

12, Liability to serve in any part of India, outside and other CONDITIONS_OF SERVICE- (1)
Officers appointed to the Service shall be liable to serve anywhere in India including field service in
or outside of India.

(2) The conditions of service of the members of the Service in respect of matters for which no
provision is made in these rules shall be the same as are applicable, from time to time, to the
officers of Central Civil Services in general.

13. DISQUALIFICATION- No person,—

(a) Who has entered or contracted a marriage with a person having a spouse living:
OR
(b) Who having a spouse living has entered into or contracted ma rriage with any person:

shall be eligible for appointment to the service;



Provided that the Government may, if satisfied such marriage is permissible under the
personal law applicable to such person and other party to the marriage and that there are other
grounds for doing so, exempt any person from the operation of this rule,

14. POWER TO RELAX- Where the Government is of the opinion that it is necessary or expedient
so to do, it may, by order, for reasons to be recorded in writing and in consultation with the Union
Public Service Commission, relax any of the provisions of these rules with respect to any class or
category of persons.

15. SAVING- Nothing in these rules shall affect reservations, relaxation of age limit and other
concessions required to be provided for the Scheduled Castes, the Scheduled Tribes, the Other
Backward Classes, the Ex-Servicemen and other special categories of persons in accordance with the
orders issued by the Government from time to time in this regard.

16. INTERPRETATION- If any question arises relating to the interpretation of these rules, it shall
be referred to the Government who shall decide the same.
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SCHEDULE-I
(See Rule 4)

The grades, designation, Level in the Pay Matrix and number of posts included in the Indian Defence
Accounts Service.

Finance & Accounts (Factories) and

1. Duty Posts: - ) )
Sl Grade Designation Pay Levelin the | Sanctioned —‘
No. Pay Matrix Strength*
(1) (2) (3) (4) (5)
1 APEX Scale Controller General of Defence Accounts | Level 17 in the 2
or Special Controller General of Defence | pay matrix (Rs
| Accounts 225000).
2 Higher Additional Controller General of Defence | Level 16 in the 3
Administrative | Accounts pay matrix
Grade Plus (Rs 205400-
224400).
3 Higher Senior Joint Controller General of | Level 15 in the 25
Administrative | Defence Accounts/ Principal Controller pay matrix
Grade of  Defence  Accounts /Principal (Rs 182200-
Integrated Financial Adviser /Principal 224100).
Controller of Accounts (Factories) and
) | equivalent
4 | Senior Joint Controller General of Defence | Level 14 in the 80
Administrative Accounts/ Controller of Defence pay matrix
Grade Accounts/ Integrated Financial Adviser/ (Rs 144200-
Controller of  Finance & Accounts 218200).
(Factories) and equivalent
5 Non Functional | Senior Deputy Controller General of | Level 13 in the 120
Selection Grade | Defence Accounts/ Additional Controller pay matrix
of Junior of Defence Accounts/ Additional (Rs 123100-
Administrative | Integrated Financial Adviser/Additional 215900).
Grade Controller of Finance & Accounts
(Factories) and equivalent
6 Junior Deputy Controller General of Defence | Level 12 in the
Administrative | Accounts/ Joint Controller of Defence pay matrix
Grade Accounts/ Joint Integrated Financial (Rs 78800-
Adviser/Jaint Controller of Finance & 209200),
Accounts (Factories) and equivalent
7 Senior Time | Senior Assistant Controller General of | Level 11 in the 160
Scale Defence Accounts/ Deputy Controller of pay matrix
Defence Accounts/ Deputy Integrated (Rs 67700-
Financial Adviser/Deputy Controller of 208700).
Finance & Accounts (Factories) and
equivalent
8 Junior Time Assistant Controller General of Defence | Level 10 in the 167
Scale Accounts/  Assistant Controller of pay matrix
Defence Accounts/ Assistant Integrated (Rs 56100-
Financial Adviser/Assistant Controller of 177500).

6



| equivalent ]

Total Duty Posts

*Number of posts are subject to variation dependent on workload.
2. Reserves: —

1 Probationers’ Reserve 24
2 Deputation Reserve 61
3 Leave Reserve 05
4 Training Reserve 05
Total Reserve Posts 95

| Total authorized strength (Total of Duty posts and Reserve) 652

Note: The number of posts in Non-Functional Selection Grade in the Level-13 in the Pay Matrix (Rs
123100-215900) shall be restricted to thirty percent of senior duty post in the cadre, i.e. post in the
Level-11 in the Pay Matrix (Rs 67700-208700) and above. There shall be no increase in the overall
strength of the cadre and the number of posts to be operated in Non-Functional Selection Grade
shall not exceed the number of posts available in the Junior Administrative Grade (including Non-

Functional Selection Grade).




SCHEDULE-II

Method of appointment, field of selection and minimum qualifying Service for appointment
of officers on promotion to duty posts included in the various grades of the various Grades of the
Indian Defence Accounts Service.

Sl Grade Method of Recruitment | Field of Selection and the minimum
No. qualifying service for promotion
(1) (2) (3) (4)
1. ;E\pex scale (Controller | By promotion on the | Officers in the grade of Higher
General of Defence | basis of selection Administrative Grade Plus in level 16

Accounts or Special
Controller General of
Defence Accounts)

in the pay matrix of Rs 205400-224400

having a minimum 2 years’ combined

service in HAG in Level 15 in the pay

| matrix of Rs 182200-224100 and HAG

Plus in Level 16 in the pay matrix of Rs
205400-224400.

Note: The senior most Apex level
shall be designated as
General of Defence

officer
Controller
Accounts

Hféher Administrative
Grade Plus

By promotion on the
basis of selection.

Officers of the Service in Higher
Administrative Grade in level 15 in the
pay matrix (Rs 182200-224100) with
one year regular service in the grade.

Higher Administrative
Grade

By promotion on the
basis of selection.

Officers of the service in the Senior
Administrative Grade, in Level-14 in
the Pay Matrix(Rs 144200-224100)
with three years’ regular service in the
grade;

or Officers with twenty-five years’
regular service in Group ‘A’ posts in the
service out of which at least one year

' regular service should be in the Senior

Administrative Grade.

Senior Administrative
Grade

By promotion on the
basis of selection.

Officers of the service in the Junior
Administrative Grade (Selection
Grade), in Level-13 of the Pay Matrix
(Rs 123100-215900) with three years of
regular service in the grade or

Officers of the service in the Junior
Administrative Grade, in Level-12 of
the Pay Matrix (Rs 78800-209200) with




eight years’ regular service in the grade
(including service rendered in the Non-
Selection Grade of the
Junior Administrative Grade, in Level-
13 of the Pay Matrix (Rs 123100-
215900): or officers with seventeen
years’ regular service in Group ‘A’ posts
in the service out of which at least four
years’ regular service should be in the
Junior Administrative Grade, including
service rendered in the Non-Functional
Selection Grade of the
Administrative Grade.

Functional

Junior

Non-Functional
Selection Grade of the
Junior Administrative
Grade

By placement on the
basis of seniority
subject to suitability.

Officers of the service in the Junior
Administrative Grade, in Level-12 in
the Pay Matrix (Rs 78800-209200) who
have entered the fourteen year of
Group ‘A’ service on the 1" day of the
January of the year calculated from the
year following the year of examination
on the basis of which he or she was
recruited, or the year of inclusion in
the select list of Junior Time Scale on
promotion.

Junior Administrative
Grade

By promotion on the
basis of selection.

Officers of the service in the Senior
Time Scale, in Level-11 in the pay
matrix (Rs 67700-208700) with five
years’ regular service in the grade

or who have completed nine years of
Group ‘A’ IDAS service.

Senior Time Scale

By promotion
according to seniority
based on suitability.

Officers of the service in the Junior
Time Scale in Level-10 of the Pay
Matrix (Rs 56100-177500) with four
years’ regular service in the grade or
have served five years combined
service in_ Senior Accounts Officers
Group ‘A’ in level 10 and Junior Time
Scale.

or

Senior Accounts Officers in Group ‘A’
level 10 in the pay matrix of Rs 56100-
177500 with five vyears of regular
service in the grade.




8. Junior Time Scale By direct recruitment Through Civil services examination
through examination conducted by the commission.

Note-1: In case of promotion on the basis of selection, where juniors who have completed their
qualifying service/eligibility service are being considered for promotion, their seniors
would also be considered provided they are not short of requisite/eligibility service by
more than half such qualifying service or eligibility service or two years” whichever is less
and have successfully completed their probation period for promotion to next higher
grade along with their juniors who have already completed such qualifying or eligibility
service.

Note-2: The crucial date for determining the eligibility of officers for promotion to various grades
shall be as per the instruction issued by the Govt. from time to time.

Note 3: The vacancy in STS will first be filled by eligible JTS.




‘4, Senior (i) Chairman or Member, Union Public Service
Administrative Commission Not Applicable
Grade,Level-14 in -
the Pay | Chairman
Matrix(Rs144200- | (ii) Secretary (Defence Finance) or Financial
218200) Adviser (Defence Services)
- Member
(iii)Controller General of Defence Accounts
Member
5; Non-Functional (i) Secretary (Defence Finance) or Financial Not Applicable
Selection Grade of | Adviser (Defence Services)
the Junior | -Chairman
Administrative (i) Controller General of Defence Accounts
Grade, Level-13 in | -Member
Pay Matrix(Rs | (iii) Joint Secretary (Administration), Ministry of
123100-215900) Home Affairs as nominee of Establishment
Officer, Department of Personnel and Training
- Member
6. Junior (i) Chairman or Member, Union Public Service | Not Applicable
Administrative Commission
Grade, Level-12 in
the Pay Matrix -Chairman
(Rs 78800- | (ii) Secretary (Defence Finance) or Financial
209200) Adviser(Defence Services)
- Member
(iii) Controller General of Defence Accounts
-Member
74 Senior Time Scale, | (i) Controller General of Defence Accounts or Not Applicable
Level-11 in the | Additional Controller General of Defence
Pay Matrix Accounts —Chairman
(Rs 67700- | (i) Principal Controller of Defence Accounts or
208700) equivalent posts (HAG level)/Joint Controller
General of Defence Accounts or equivalent posts
(SAG level)
-Member
(iii) Additional Financial Adviser, Ministry of
Defence (Finance Division)
-Member
8. Junior Time Scale, | (i)Controller General of Defence Accounts | 1) Controller General
Level-10 in the | —Chairman of Defence Accounts
Pay Matrix (i) Additional Financial Adviser or Deputy | or Additional
(Rs 56100- [ Financial Adviser, Ministry of Defence (Finance | Controller General of
177500) Division) ~Member Defence Accounts
(iii) Principal Controller of Defence Accounts or | - Chairman
| equivalent posts (HAG level) or Joint Controller 2) Additional Financial
General of Defence Accounts or equivalent posts | Adviser or Deputy
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Composition of Departmental Promotion Committee or Screening Committee or Confirmation
Committee for considering Promotion, placement in Non-Functional Selection Grade of the Junior
Administrative Grade and confirmation of Group ‘A’ officers of Indian Defence Accounts Service.

SCHEDULE-III

'SLN | Grade Departmental Promotion Committee (for Departmental —‘
o, considering promotion)/ consisting of or | Confirmation
Screening Committee for placement in NFSG of Committee(for
the JAG considering
Confirmation)
consisting of:-
(1) (2) (3) (4)
1 Apex scale level | (i) Chairman or Member, Union Public Service Not Applicable
17 in the pay | Commission
matrix (Rs =
225000) Chairman
(Controller (i) Secretary, Ministry of Defence -
General of | Member
Defence Accounts | (iii) Secretary (Defence Finance) or Financial
or Special | Adviser (Defence Services)
Controller - Member
General of
Defence
Accounts)
2 Higher (i) Chairman or Member, Union Public Service Not Applicable
Administrative Commission
Grade Plus, Level- -
16 of Pay Matrix | Chairman
(Rs 205400- | (ii) Secretary (Defence Finance) or Financial
224400) Adviser (Defence Services)
- Member
(iii)Controller General of Defence Accounts
Member
3. Higher (i) Chairman or Member, Union Public Service Not Applicable
Administrative Commission
Grade, Level-15 in =
Pay Matrix (Rs | Chairman
182200-224100) (ii) Secretary (Defence Finance) or Financial
Adviser (Defence Services)
- Member
(iii)Controller General of Defence Accounts

Member




(SAG level)

-Member

Financial Aduviser,
Ministry of Defence
(Finance Division)
-Member
3) Joint Controller
General of Defence
Accounts or
equivalent posts (SAG
level)
-Member




SCHEDULE- IV

Composition of Screening Committee for considering cases for Non-Functional Upgradation in
respect of officers of the Indian Defence Accounts Service.

Sl. Grade Screening Committee for considering
No. Non-Functional Upgradation
1 2. 3.
Higher Administrative Grade, Level- | (i) Secretary (Defence Finance)/Financial Adviser
15 in  Pay Matrix (Rs 182200- | (Defence Services) -Chairperson
224100) (i) Controller General of Defence Accounts
-Member
(i) Additional Controller General of Defence Accounts
-Member
2. | Senior Administrative Grade,Level- | (i) Secretary (Defence Finance)/ Financial Adviser
14 in the Pay Matrix(Rs144200- | (Defence Services) -Chairperson
218200) (i) Controller General of Defence Accounts
-Member
(iif) Additional Controller General of Defence Accounts
-Member
3. | Non-Functional Selection Grade of | (i) Secretary (Defence Fina nce)/ Financial Adviser
the Junior Administrative Grade, (Defence Services) -Chairperson
Level-13 in Pay Matrix(Rs 123100- (i) Controller General of Defence Accounts
215900)
-Member
(iii) Additional Controller General of Defence Accounts
-Member
4. | Junior Administrative Grade, Level- | (i) Secretary (Defence Finance)/ Financial Adviser
12 in the Pay Matrix (Defence Services) -Chairperson
(Rs 78800-209200) (i) Controller General of Defence Accounts
-Member
(iii) Additional Controller General of Defence Accounts
-Member
5. | Senior Time Scale, Level-11 in the (i) Secretary (Defence Finance)/ Financial Adviser
Pay Matrix (Defence Services) -Chairperson
(Rs 67700-208700) (i) Controller General of Defence Accounts
-Member

(iii) Additional Financial Adviser, Ministry of Defence
(Finance Division) or Director or Deputy Financial
Advisor (Coord), Ministry of Defence (Finance Division)

[ -Member oy

Addl. FA & IS
[F.No.9( 3 )/C/2010(Pt.)]



No. I-11011/16/2022-CRD
Government of India
Ministry of Personnel, Public Grievances and Pensions
Department of Personnel and Training

3" Floor, Lok Nayak Bhawan,
New Delhi-110003.
Dated: 30t September, 2022.
Office Memorandum

Subject: Consolidated guidelines on cadre review of Central Civil Services.

The Department of Personnel & Training (DoPT) is the nodal agency of the
Government of India for personnel management policies. As such, although cadre
management and cadre reviewing are primarily the concern of individual Cadre
Controlling Authorities (CCAs), the responsibility for laying down standards in the matter
and for coordination rests with the DoPT in accordance with its role as nodal agency for
formulation and evaluation of personnel policies in Government of India.

2. The concept of cadre review owes its origin to the recommendations made by the
First Administrative Reforms Commission in its Report on Personnel Administration
released in 1969. The Government of India had accepted recommendation of the ARG
and vide OM No. 5/1/71- PP (Vol VI) dated 6" May 1972, a Cadre Review Committee
(CRC) was constituted under the Chairmanship of Cabinet Secretary with Secretary of
the Ministry controlling the Cadre, Secretary of DoPT and Secretary of Department of
Expenditure (DoE) in Ministry of Finance as members of the Committee. Vide the said
OM, the Department has also issued certain broad guidelines for objective cadre
management. As a part of this Department's endeavour to keep the personnel policies
relevant to current and future needs, various instructions were issued on the cadre review.

3. Cadre review encompasses several key elements of cadre management such as
formation of service, manpower projection, recruitment planning, training, deputation,
encadrement, decadrement, creation of posts, managing reserves, etc. If helps realign a
service to the everchanging organizational needs and maintain congruence between
functional needs and legitimate aspirations of the officers. The main thrust of cadre review
is on manpower projections and recruitment planning on scientific lines aiming at the
same time at rationalization of the existing cadre structure of a Service in accordance with
certain predefined principles and a given set of objectives like improving the efficiency,
morale and effectiveness of the cadre. However, of late, the cadre management has not
been getting due attention or has been misconstrued as a process of upgrading
/downgrading or creation of cadre posts only, which over a period of time has led to
serious distortions in the cadre/service. Hence, keeping in view the issues noticed by the
Department while conducting cadre review of various Central Group ‘A’ Services after
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issuance of consolidated guidelines on 14.12.2010 and to keep the personnel policies
relevant to current and future needs, a revised consolidated Guidelines on cadre review
of Central Group ‘A’ Services is being issued through this OM in supersession of the OMs
on the subject, viz. OM No. 5/1/71- PP (Vol VI) dated 6" May 1972, F. No. 5(22)/73-PP
dated 12.03.1973, OM No. 5/45/77-PP dated 26 August 1977, OM No. 5/45/77-PP dated
26 August 1977, OM No. 5/22/81-PP-I! dated 12.01.1982, OM No. 5/38/86-PP.11 dated
28.10.1986, OM No. 2/10/87-PP dated 21% May 1987, OM No. 2/1/87-PP dated
23.11.1987, OM No. 2/42/95-PP (CRD) dated 05.04.1985, OM NO. 1/8/06-CRD dated
2.3.2000, OM No. |. 11011/1/2009-CRD dated 14.12.2010, OM NO. |. 11016/17/2016-
CRD dated 15.02.2017 and OM No. . 11019/10/2017-CRD dated 09.07.2018. Some of
the OMs are referred here below. Besides, the broad issues concerning cadre review
have been elaborated in the revised Monograph on cadre review of Central Group ‘A’
Services enclosed herewith (Annexure-l). The cadre review proposals under
consideration of this Department till issue of this OM or already considered by the CRC
will not require resubmission, however, the proposals prepared after issue of this OM may
be submitted as per its provisions.

4. Cadre Review of Central Group ‘A’ Services/cadres:
[OM No. I. 11011/1/2009-CRD dated 14.12.2010, Monograph 2010]

4.1. Farmulation of Proposal:

(i) While considerable iatitude will be available to the cadre autharities in preparing
and presenting cadre review proposals, it must be ensured that the necessary statistical
data are compiled and updated on a continuing basis in the format given in consolidated
guidelines. Itis aisc necessary while presenting review proposals fo give a sketch of the
historical background of the Service, its inception, its objectives, growth of service in last
cadre reviews, the implementation report of last cadre review, status of cadre review of
Group ‘B’ and ‘C’' cadresfposts in the Department, the functional and organisational
structure of the Cadre/Service, special features peculiar to the Service, difficulties and
problems faced during the process of cadre management , changes taken place in the
cadre structure from time to-time, the reports of any expert committee on the Service and
change in role of the Service/organisation. Present as well as the proposed organisational
structure of the Department and the Service showing posts at different levels with their
designations, pay scales and the functional inter-relationship among them along with
organisational chart should be enclosed with the cadre review proposal. The posts to be
upgraded should be identified and the justifications for upgradation should be mentioned.
Recruitment Rules/Service Rules, as amended till to date, both respect of Service posts
as well as its feeder posts, grade-wise seniority lists updated as on first of the "Current
Year' {i.e. Year in which the proposals are being framed) should invariably be attached
with the proposal. In the format, the reference year may be taken as beginning from first
January of the year in which the proposals are being framed. The cadre review proposal
would be prepared by the CCA in the form of a Note for Committee of Secretaries. As

.
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such, apart from above information, every nate should include details of inter-ministerial
consultations (if required), financial implications, approval required, annexures of the
information in prescribed format (Annexure ll). A model cadre review proposal for ready
reference is at Annexure-lil.

[OM No. I. 11019/25/2014-CRD dated 12.09.2014]
(i) The proposal would be formulated, to the extent possible, in consuitation with the
representatives of service association(s). While drafting the proposal, all issues like
mandate of the service, expected changes in the Organization’s activities, automation,
amendment in the business processes, recruitment planning, plugging the skill gaps,
cadre structure, career progression, incumbency, financial implications etc. must be
analyzed and made part of the proposal. These issues and their impact on cadre structure
have been discussed in the Monograph.
(i) The proposal may be considered on availability of manpower, functiona! and
strategic requirements. The CCAs should review the vacancies regulalry not only for their
filling up process but also for the continuance of such posts. It is betier to surrender the
posts which are not feasible to be filled in long run on permanent basis.
(iv)  The identification of each additional post required (either by way of fresh addition
to the cadre or through upgradation of an existing post} in terms of specific duties, would
be of considerable value in a cadre review proposal. As far as possibie, work norms in
terms of duties and responsibifities should be unambiguously set out to justify the
proposed addition. It must be emphasized in this connection that some amount of
increase in work has to be treated as normal and should not lead to any increase in the
manpower requirements. Only perceptible and significant increases in activity should be
translated into additional personnel requirements. Proposals for increase in cadre
strength and introduction of new grades, thus, may generally be avoided and only be
moved if there are stringent functional justification. Having estimated the essential
additional needs, the levels or grades at which such needs arise should be clearly
identified. While making assessment for cadre review proposals, continuance of existing
posts and need of the service (zero base review) may also be assessed based on their
functional requirement, and if any of the posts/services becomes redundant due to
introduction of the advanced technology or changes in mandate of the Govt, such
posts/services may be abolished/merged.
(v)  The efforts should be made to make the structure sustainable. While suggesting a
cadre structure, creation of high percentages of posts at higher level on the cost of lower
grades distorting the cadre and affecting the functioning of the organization adversely
may be avoided.
(vi)  Full functional justification for creationfupgradation of each post should be given.
A job evaluation exercise may be undertaken for each category of posts to ensure that
different grades are assigned carresponding level of functions and responsibilities.
(vii) It may be ensured that the cadre review would not have an adverse impact on the

feeder grade.
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4.2 Reference to Department of Personnel and Training/Department of
Expenditure

(i) The proposal shouid be referred to DoPT with the approval of Integrated Finance
Division and the Minister in charge.

(i) The CCA would also give a certificate that there is no Court Case pending having
a bearing on the cadre review.

(i}  The name (s) of contact officer (s) for further/additional information may be clearly
indicated in the reference.

(iv)  The proposal should be examined vis-a-vis the checklist provided in section 5 of
the Monograph to ensure that the proposal is complete in all respects.

4.3. Financial implications

(i) The proposal having additional financial implications would be entertained strictly
on functional considerations like consistent increase in workload, horizontal expansicn in
activities etc. keeping in view the economy instructions issued by the DoE from time-to-
time.

(i) While calculating the additional expenditure, the impact of Non-Functional
Upgradation/Non-Functional Selection Grade/Non-Functional Second Grade/Dynamic
Assured Career Progression/Flexible Complementing Scheme etc. (wherever applicable)
may be taken into account. The calculation sheet must be enclosed with the proposal.

4.4, Procedure for cadre review

{i) Every cadre should be reviewed once every five years. The review should be first
carried out by the CCA, preferably in consultation with the representatives of the
service/cadre in guestion. However, if it is convinced after such a review that no change
in the cadre structure is required, the decision should be conveyed to this Department
with the approval of Minister in charge.

(i} All the Ministries/Departments may nominate a suitable officer for the purpose of
cadre review. It will be the responsibility of the nodal officers, so nominated, to provide
the necessary progress report in this regard to the Cadre Review Division of the DoPT.
(i)  The cadre review proposal, so prepared by the CCA in the form of a Note for
Committee of Secretaries be referred to the Cadre Review Division of DoPT. The DoPT
would examine the proposal based on the various parameters of cadre review and obtain
the approval of Secretary (P} on its observations/recommendations and then refer it to
Dok for approvat of Secretary (Expenditure).

(iv)  The Note would then be placed before the CRC by DoPT The Cadre Review
Division of the DoPT acts as Secretariat to the CRC.

(v}  Based on the recommendation of CRC, the proposal would be submitted for MOS
(PP)'s approval. It would then be referred to the DoE for Finance Minister's approval,

(vi}  The CCA would then take approval of Cabinet. The Note for Cabinet should ideally
be prepared within a month of the approvai of the MoS (PP) and Finance Minister on the
recommendation of CRC.

(vii) Within three months of the approval of the Cabinet, the CCA may initiate
amendment in the draft Recruitment Rules/Service Rules to give effect to the cadre

review. Gl
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4.5. Composition of Cadre Review Committee-The Cadre Review Committee would
comprise the following functionaries:

(i Cabinet Secretary Chairman

(i) Secretary of the Ministry controlling the cadre Member

(it} Secretary, Department of Personnel and Training Member

(iv} Secretary, Ministry of Finance, Department of Member .
Expenditure

{v) The senior most member of the service/cadre Member
concerned

Any additional functionaries related with the proposal may ailso be included, with
the approval of Cabinet Sectt., as invitee to participate in the meeting of CRC.

4.6. The list of Central Group ‘A’ Services/cadres, which are fo be reviewed through
the above procedure as contained in para 4.1 to 4.5, are annexed as Annexure-IV.

4.7. |t is reiterated that apart from the cadre review proposal of Central Group ‘A’
services/cadres listed herein, the above said procedure would be applicable in case of
other proposals like formation of new service/Group ‘A’ cadre, merger of Central Group
‘A’ Services, Grant of Organised Group ‘A’ Central Service status, declaration as dying
cadres etc. Cadre review does not automatically grant status of Central Group ‘A’
service/cadre or organised status, unless specific approval for it has been obtained during
the exercise. Such proposal may be moved alongwith cadre review proposal or
separately, as per requirement.

4.8. Creation of posts ouside cadre review: Normally, addition to a cadre by way of
increasing the number of posts at different levels should be considered only in the course
of five year cadre review. Mid review changes shouid be avoided as far as possible.
Regular cadre reviews carried out at five years intervals must envisage such eventualities
while making advance projections for the five year period of additional manpower
requirements. Accordingly, the need for creating posts, encadrement and upgradation of
posts not envisaged by the CRC before the next cadre review is due, ¢an be expected to
be rare. In the event, however, of such eventuality, it may be ensured that the additional
posts so created conform to the cadre strcuture most recently approved by the CRC. The
adhoc measures of creation, encadrement, upgradation of posts is not supported if the
cadre review is due, however, in case of unavoidable circumstances, if such a proposal
is moved, this should be taken up with the Cadre Review Division of the DoPT first before
referring to the Dok alongwith the justification and reasons for not waiting for cadre review
for consideration of such proposatl.

[OM NO. I. 11019/17/2016-CRD dated 15.02.2017]

4.9 Restriction on direct recruitment- The restriction on direct recruitment to the
extent that it should not exceed 3% of the total cadre strength imposed in 1998 (OM No.
1/8/98-CRD dated 5.11.1998) was lifted vide OM No.l. 11011/1/2009-CRD dated
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14t December, 2010 advising the CCAs not to resort to any bulk recruitment as it would
create a bulge in the structure leading to stagnation at later stage. The recruitment plan
for next five years may invariably be made part of the cadre review proposal and while
projecting such recruitment planning attempts may be made to keep it around ideal 3%
of the authorized cadre strength per year avoiding clubbing of recruitment. Recruitment
planning approved during the cadre review may be followed and for any deviation, fresh
plan may be finalized in consultation with the DoPT.

4.10. Maintenance of Statistical Profile: Statistical profile is one of the important tools
for not only preparing policy guidelines on cadre management and indication of career
progression of a service, but also to examine a cadre review proposal in scientific manner
with its impact on other similar services. The statistical profile is maintained half yearly,
i.e., 13t January and 1% July of every year. For the purpose the following may be ensured:

i.  All the CCAs will have to provide Statistical Information within a given time frame
(1%t half yearly report by 31t July and 2 half yearly report by 31 January). The
same may be placed on their respective websites too alongwith details about the
Service. The format for Statistical profile is at Annexure-V. Difference in cadre
strength from the last cadre review may be provided alongwith supporting
documents for addition/deletion which includes approval of the Competent
Authority and consuitation of DoPT.

ii. The CCA would prepare civil list of the officers of the service preferably every year
and make available the same on the website of the Administrative Ministry under
intimation to this Department.

iii.  The CCA may provide status of implementation of last cadre review and conditions
imposed by the CRC/DoPT/DoE regularly by the end of every year, till the same is
fully implemented.

iv.  The CCA may upload latest SRs/RRs on the website and provide a copy to the

- Cadre Review Division of DoPT. '

v.  The CCA may appoint nodal officer and provide name of ncedal officer to the Cadre
Review Division of this Department.

vi.  Notifications regarding Cadre Review/ Organized status etc. would also be
uploaded by the CCAs concerned on their respective websites.

vii. ~ The senior most member of the service (who is also a member of the CRC) may
also take up the matter with the concerned CCAs to provide the information within
the given time frame.

viil.  For the CCAs who fail to provide timely information, any request of encadrement,
upgradation, creation of posts etc. in the cadre would be considered only on the
basis of the cadre strength last approved by CRC.

[OM No. I. 11019/10/2017-CRD dated 09.07.2018]
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5. Cadre reviews of Group ‘B’ and ‘C’ employees/posts.
[OM No. 2/1/87-PP dated 23.11.1987]

5.1. Agency for conducting cadre reviews:
(i} The cadre reviews will be carried out by the CCA in consultation with the DoE.

(i) The Departmental CRC may be set up by the respective Ministries/Departments
controlling the cadres to be reviewed and should comprise the representatives of
the following:

(a) Attached/Subordinate Office concerned.

(b) Integrated Finance Division.

(c} The Personnel wunit (Administration/Establishment Division) in the
Ministry/Department dealing with the personnel aspects of the cadre.

(d) Concerned Field Organizations,

(e) Any other member considered necessary by the CCA.

5.2, Principles governing cadre reviews:

{i) The cadre review may be visualized as an exercise for complete manpower
planning— considering the annual intake at the entry level, maintenance needs, growth
etc. rather than being viewed only as a need for upgradation of posts to provide
promotional opportunities to the members of the staff.

(ii)  The cadre review may be conducted on functional cum-structurat cons;deratlon
with due regard to the duties and responsibilities and the need to promote efficiency in
the Organisation/Department. Hence, while conducting cadre review the cadre structure
may be made pyramidal with enough officers at all the levels for not only effective
functioning of the organization but also to fill higher posts. A structural ratio of 3:1 between
two consecutive grades (feeder grade: higher level) is better to fill posts.

(i) Wherever SIU norms/yardsticks have aiready been laid down for provision of staff,
these should be considered, while conducting cadre review for various categories/grades.
{iv) The cadre review exercise may be conducted periodically for the groups 'B' and
‘C’ posts without linking it to the level of stagnation in the cadre.

{v)  While conducting cadre review, time bound promotions may be considered only in
exceptional cases, where it is provided for in the Service Rules of respective
categories/grades of the concerned staff. The cadre review should be consistent with the
needs and requirements of the organization.

(vi) While conducting cadre review, the Administrative Ministry may consider
rationalization of categories/grades through merger, as over the passage of time, there
might have been proliferation of categories, levels and grades in each Service. A multi-
disciplinary approach may be considered rather than having strait jacket or water tight
comparimentalization.
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{vii) The cadre review exercise may be conducted after every five years. However, if
CCA is convinced that no change in the cadre structure is required, the decision should
be taken in consultation with the Departmental CRC.

(viil} All the Ministries/Departments may nominate a suitable officer for cadre review of
Group ‘B’ and *C’ posts. It will be the responsibility of the nodal officers, so nominated, to
provide the necessary report in this regard to the Cadre Review Division of the DoPT
every year (by 31% January)

{ix) The cadre review of Group ‘B’ and ‘C’ posts so conducted under the procedure
contained in above paras should not result in creation of posts in Central Group ‘A’
Services or any change in status of the cadres/services from Group 'B'/ ‘C’ to ‘A’ for which
Guidelines are applicable as laid out in para 4.

5.3 Role of DoPT in cadre review of Group ‘B’ and ‘C’ posts: The primary
responsibility for conducting cadre review for Group ‘B’ and ‘C’ cadres will be of the
concerned CCAs in the respective Ministries/Departments. The DoPT will lay down the
policy, issue guidelines and if necessary, review the progress of cadre reviews, conducted
by the concerned CCAs/Ministries/Departments. Hence, any new policy issue contained
in the cadre review proposal may be referred to Cadre Review Division of this
Department,

5.4 Cadre review of Other services/cadres/posts: Apart from the Central Group ‘A’
Services/cadres listed in para 4.6 and Group ‘B’ and ‘C' posts/employees (para 5), there
are Services classified as Central Group ‘A’ Service in the CCS (CCA) Rules 1965 (as -
amended from time-to-time). Al such services/cadres may also be reviewed through
DoPT and the guiding factors for preparation of cadre review proposal in these
services/cadres may be same as detailed in para 4. A composite cadre review proposal
for all the posts in that Service/cadre may be prepared.

6. Dealing with Isolated posts: [n isolated categories where promotion to next
grade is not possible, efforts may be made to identify posts after considering the
qualifications and experience, duties and responsibilities aitached to these posts, for
merging them with the existing cadres. While conducting cadre review of various
categories of services/cadres/posts, an exercise may be undertaken to identify such
isolated posts and to include them for encadrement, if feasible. In case it is not possible
to merge them in an existing or proposed hierarchical structure, these posts should not
be filled by direct recruitment but by transfer on deputation so that the incumbents of such
posts do not stagnate. While conducting cadre review exercise, creation of isolated posts
may be avoided, to the extent possible. Often departments create posts for various
reasons having similar functional duties and responsibilities as cadre posts. Such posts
are manned by both cadre officers and those outside the cadre(s). It should be the
constant endeavor of Cadre Autherities to pericdicaily review the position regarding such
posts with a view to encadre them keeping in view:

{a) the nature of functions and responsibilities attached to them.

{b}  the likelihood of their continuing.

(¢}  the desirability of deploying cadre officers to such posts.
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7. The above guidelines are being issued in accordance with the role of this
Department being nodal department for the manpower planning and policy and hence all
the Ministries/Departments may ensure necessary compliance to the above guidelines.
At the first stage, all the Ministries/Departments may nominate a nodal officer for the
purpose and constitute the Departmental CRC, wherever applicable, within one month of
issue of this OM and send a report to this Department (any change in nodal officer or
Departmental CRC may be endorsed to this Depariment). It may also be intimated
whether any of the cadres/services under their control {not listed with this OM) are
required to be reviewed through the CRC as per the provisions of this OM. Thereafter,
the preparation of cadre review proposals, wherever due, may be initiated and attempts
may be made to submit the proposal in this regard to this Department or Deptt. of
Expenditure (as the case may be) within six months. Calendar issued by this Department
for Central Group ‘A’ Services required to be reviewed through the CRC (para 4.5) from
time-to-time may be strictly complied.

[OM No. I. 11019/18/2022-CRD dated 14.02.2022]

Dy. Secretary to the Government of India
To

1. All the Ministries/Departments of Government of india

All Attached and Subordinate Offices of the Ministry of Personnel, Public
Grievances and Pensions

All Union Territory Governments/Administration

Secretary, UPSC/Office of the Comptroller and Auditor General of India
Registrar, Supreme Court of India, New Delhi

Lok Sabha /Rajya Sabha Secretariat

Al Sections of the Ministry of Personnel, Public Grievances and Pensions.

no

N oA W

Copy to:

1, Cabinet Secretariat.

2. Secretary, Expenditure

3. Secretary, DoPT

4. Spl. Secretary (Pers), Deptt. of Expenditure, North Block
5

. Additional Secretary (Cadre Review Division), Deptt. of Personnel & Training,
North Block

6. Joint Secretary (Estt.), Deptt. of Personnel & Training, North Block
7. US (CRDY/SO (CRD-1)/SO (CRD-H)
8. Guard File

/(‘D/jﬁiséaé\ %ﬁ |
r. Harm 'gﬁ)P ja)

Dy. Secré@y to the Government of India
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Annexure-I to the O.M. No. 1-11011/16/2022-CRD

Monograph of 2022
Section-1

Introduction

1. Cadre review encompasses several key elements of cadre management such as manpower
projection, recruitment planning, training, deputation etc. It helps realign a service to the ever-
changing organizational needs and maintain congruence between functional needs and legitimate
aspirations of the officers. The main thrust of cadre review is on manpower projections and
recruitment planning on scientific lines aiming at the same time at rationalisation of the existing cadre
structure of a Service in accordance with certain predefined principles and a given set of objectives
like improving the efficiency, morale and effectiveness of the cadre. However, of late, the cadre
management has not been getting due attention or has been misconstrued as a process of upgrading
{downgrading cadre posts, which over a period of time has led to serious distortions in the
cadre/service.

2, There has been a paradigm shift in the concept of governance with the Government reducing
its direct involvement in many areas and putting a renewed thrust on social sectors, skill development
and human resource development. Role based Governance with Citizen First approach using Digital
Technologies to deliver services at grass root level has a bearing on overall role of many organizations
and its cadres, sometimes requiring business process re-engineering. A Cadre Review should cover all
the aspect of congruence between efficient delivery of services and skill sets/aptitude improvement of
the members of Services while being consistent with Minimum Government Maximum Governance
requirement.

3. This Monograph attempts to bring out various issues involved in cadre teview particulatly in
the light of above changes for the guidance of cadre controlling authorities. The consolidated
guidelines on cadre review are contained in the Department of Personnel and Training’s O.M.
No. I-11011/16/2022-CRD dated 29,09.2022.

Plan of the Monograph

4. Section 2 attempts to explain vatious concepis relevant to cadre management such as the
concept of service, cadre, cadre structure, and so on. The issues related to general deficiencies of
cadre structure and management are discussed in Section 3. The objectives of the cadre review are
given in Section 4. Section 5 contains the broad guidelines for formulation of a Cadre Review

proposal.



Section 2

Definitions and Concepts

Classification of Central Government Posts

1. The civil service of the Central Govémment is organised into four groups, viz. Group "A'
(which includes All India Services), Group "B’ and Group "C". Such classification broadly corresponds
to the rank, status and the degree of the level of responsibility attached to the posts, Group "A' posts
carry higher administrative and executive responsibilities and include senior management positions in
the Ministries/Departments and field organizations. The middle and junior levels of Group "A' along
with Group "B’ constitute middle management. Group "C' posts perform supervisory as well as
operative tasks and render clerical assistances in Ministries and field organizations and also for
carrying out routine duties. The Central Services (Classification, Control and Appeal) Rules, 1965

provide a concrete and specific criterion for classification of posts in terms of pay.

The service concept

2. An inportant characteristic of the civil service system at the Centre is its classification based
on the concept of the Service. Under this concept, civilian posts are grouped into distinct homogenous
cadres under a common Service named on the basis of specific functions attached to the posts in
question. The Study Team on Personnel Administration appointed by the Administrative Reforms
Commission (1969) appropriately defined a cadre as follows:-
"4 cadre comprises persons who have been adjudged suitable and recruited to hold a group of
positions requiving similar skills - \fecknical, professional and/or administrative; within a
Service there may be more than one grade arvanged vertically according to the level of
responsibility’
2.1  Having laid down the working definition of a Service or cadre as above, the Study Team went
on to spell out the specific requirements for the constitution of a Service as:-
* determining duties and responsibilities of various positions;
» franslating these in terms of skill requirements;
» grouping of positions which broadly require similar skills; and
= gradation of position in terms of responsibilities.
2.2 According to the Study Team, the concept so developed further presupposes that within a
Service, positions at same level are analogous and any member of the service qualified to hold that
grade or position can be posted. Thus, while constituting a Service, positions are not only examined
with reference to skill requirement and are graded but it is also determined whether those positions are

also inter-changeable. As this Monograph is concerned with Group "A' Services/Cadres of the Central
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Government, the concept will be further explained in the following paragraphs with specific reference
to Group “A' Services. "

3. A Central Group "A' Service represents a group of posts belonging to a distinct functional area
arranged in a hierarchical order representing different grades or Ievels of responsibility. All the posts
in the Service carry the same functions involving specific skills. They are thus uni-functional. They
only differ in rank and status corresponding to given levels of responsibility attached to different
grades of posts. The hierarchical arrangement of posts along with the pay scales attached to different
grades constitutes what may be called a cadre and the arrangement itself is known as a cadre structure.
4, Members of a Service are expected to possess an intimate knowledge of the particular area or
the function or the skill concerned. For example, the Central Engineering Service (CES) is the name
of a service whose members are all civil engineers performing functions in the area of Engineering.
To become a member of CES, it is essential that one should possess a basic qualification on the
subject matter, i.e. engineering. At successively higher levels in a functional area, as the managerial
content and the responsibility steadily increase, the members themselves will belong to different
grades corresponding to different levels of responsibility and carrying different scales of pay.

5. There are three All-India Services which are all Group "A' Services, namely, the Indian
Administrative Service, Indian Police Service and Indian Forest Service. These are common to the
Centre and the States. The manpower for performing the functions of the Central Government is,
however, mainly provided by Central Services and cadres. The Central Group "A’ Services account
for the bulk of the Group "A' posts under the Central Government. They are broadly classified into (I)
Non-Technical service, (II) Technical Service (which include engineering services), {III) Health
Services and (IV} Other Services (which include some engineering and scientific services).

6. The non-technical services are meant to administer non-technical areas of administration at the
Centre like audit, income-tax, posts and railways. The technical services perform similar functions on
the technical side of the Central Government in departments like Civil Engineering, Telecom
Engineering, Mechanical Engineering, etc. The Group "A' category also includes officers engaged in
research in the scientific and technological fields besides isolated - so called General Central Services

- posts in the non-technical fields.

Duty Posts and Reserves

7. A well-structured Group "A' cadre consists of two distinct parts: (i) Regular Duty Posts and (i)
Reserves. The regular duty posts which constitute the core of the cadre are meant for performing the
functions for which the service has been constituted. As mentioned above, the duty posts are
structured into different levels of hierarchy in the time scale, junior administrative grade, senior

administrative grade, etc. corresponding to different levels of responsibility. Incidentally, it is the



structure of the regular duty posts which is examined in a cadre review along with need of Reserves, if
any.
8. The reserves are of four types, viz. (i) probationers reserve (ii) leave reserve (iii) training
reserve and (iv) deputation reserve. Every organised service normally provides for probationers
reserve in order to cater to the requirements of probation which has to be undergone by direct recruits
to the service. Probationers reserve cannot be considered part of regular duty posts of a service as they
are not intended to perform the regular service functions. Officers undergoing probationary training
are shown against probationer reserve. The strength of reserve depends upon the size of the normal
annual intake through direct recruitment and the period of probation required to be put in by direct
recruits. The other reserves, namely leave, training and deputation reserves are intended to serve as
substitute for regular duty posts in the event of service officers holding duty posts being temporarily
away from their cadre on leave, training or deputation. That is, it is expected that at any time there
will be some officers who are on leave, deputation or training, In order that the work does not suffer
due to their absence, extra posts are provided. The various types of reserves including probations
reserve are usually created in the junior time scale. |
» Probationers Reserve

Direct recruits are normally given initial training for periods ranging from one year to three

years or as decided by the cadre controlling authorities, while on probation. The posts against

which they are shown during the training period, which includes post-entry institutional as

well as on-job training should not be included in the strength of regular duty posts, but should

be shown separately as probationers reserve. In case such reserve already forms part of junior

duty posts or other reserves, necessary adjustment will have to be made to show it as a

separate reserve.

» Other Reserves

"Other’ reserves comprise leave, fraining and deputation reserves. There is an important

difference between the probationers reserve and "other' reserves. The former is set apart for a

definite category of service personnel. viz. fresh recruits directly appointed to the lowest rung

of the Service. The latter serve a more general purpose of providing substitutes against

vacancies caused due to Service officers proceeding on long leave, training or deputation.

Those reserves are needed in order to ensure that the regular duty posts are continuously

manned by competent officers and are ordinarily created in the entry grade of the Service.

¢ Leave Reserve _
Actual utilisation of leave by officers (for at least 45 days at a time) and the
utilisation of the existing leave reserve (if any) by the Department during the

preceding 3 to 5 years should normally determine the size of leave reserve. In
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addition, the practicability of filling up of leave vacancies, especially Where the
duty posts are widely scattered over field formations, may also be examined while
deter_mining desired size of the leave reserve.
Training Reserve

The imperative need for imparting on the job refresher/ professional training
periodically to the personnel at various levels of the Service in order to equip them
to meet the growing challenges of developmental administration can hardly be

| over-emphasised. For this purpose, a training reserve of an appropriate size will
have to be provided for the cadre structure, The size is to be worked out on the
basis of past experience (of, say, the last 5 years) and a well drawn-out programme
for training of officers over the next 5 years.

Deputation Reserve

Officers of organised Service are in constant demand for manning posts on
deputations in the Secretariat and other Headquarter Organisations, Public Sector
undertakings etc. Spells of deputation to such ex-cadre posts afford the officers an
opportunity to apply and test their knowledge, skills and talents in new fields and
situations. Deputation also helps in imparting fresh outlook to their work on return
to their organisation. However, while sending officers on deputation, it should be
ensured that the essential needs of the service are not sacrificed, nor does it give
rise to distortions in the recruitment programme or to other cadre management
problems. Normally sending officer on deputation should not be allowed in case of
existing vacancies in the service particularly in the same grade. As regards the size
of the deputation reserve, it may be fixed in the light of past experience and the
estimated minimum number of officers likely to be away on deputation during the
next five years. Once the size of deputation reserve is fixed, a conscious effort
should be made to see that there is neither over-utilisation nor under-utilisation so

as to avoid problems in the smooth management of the cadre.

8.1  The DoPT has issued guidelines on percentage of officers on various reserves and that should

be kept in mind while finalizing the number of officers in Reserves. At present, the following norms

for Reserves are prescribed in the Organised Group ‘A’ Central Services:

(i)
(ii)
(iii)

Training Reserves — Not exceeding 1.5% of Senior Duty Posts

Leave Reserves — Not exceeding 1.5% of Senior Duty Posts

Deputation Reserves - Not exceeding 5% of Senior Duty Posts

{(Fixation of Deputation Reserves should be guided by the number of officers on

deputation).



{iv}  Probationary Reservés- It should be equivalent to the period of probation prescribed

multiplied with the normal batch of Direct Recruit officers.

The Cadre Controlling Authorities of Organised Group ‘A’ Central Services are required to
keep these norms in view while formulating proposals for cadre review. The Reserve requirements of
the services having higher reserve provision than the above should be reviewed in Cadre Review
keeping in mind the past utilisation of reserves and the vacancy position.

Reeruitment

9, Recruitment is made to a "Service' rather than to a post, at least in so far as organised services
are concerned. [n general, recruitment to a Group A’ Service takes place at the lowest level, i.e. at the
level of Junior Time Scale which may be called the entry point. There are generally two sources of
recruitment, viz. (a) direct recruitment ie. recruitment from the open market through an open
competitive examination or an interview or a combination of the two and (b) recruitment through
promotion from the Group "B' cadre.

10.  Direct recruitment to all non-technical Group “A’ Services is made through a combined
competitive examination (Civil Service Examination) conducted by the Union Public Service
Commission on an annual basis. Candidates selected for different services as a result of this
examination are trained in the functional fields to which they are subsequently allotted. As regards
technical services, there is a different type of combined competitive examination also conducted by
the U.P.S.C. in different areas of specialization, e.g. Civil Engineering, Economics, etc.

H.  In the case of departmental promotion (from Group "B’ feeder cadres) to Group "A’' the
promotion quota for the purpose varies from Service to Service. Above the level of Junior Time Scale,
posts/vacancies are generally filled through promotion from the next lower levels. There are, however,
a few exceptions in which lateral entry (i.e. direct recruitment from open market) takes place at levels
higher than junior/senior time scale. Such lateral entry is generally through an interview (without a
written test). In a few cases promotion of Group "B' Officers is effected directly to the senior scale of
the concerned Group "A' Service, the junior scale posts being exclusively confined to direct recruits

from the open market.

Cadre Structure

12. A typical uni-functional Group "A’ Service has a cadre structure which is constituted in the
form of a pyramid with its various layers corresponding to different levels of responsibilities with no
funetional distinction. The pyramid starts with Junior Time Scale, which is generally a probation-
cum-training grade for direct recruits, and passes through Senior Time Scale, Junior Administrative

Grade and Senior Administrative Grade (and higher levels). In a number of services, a Selection



Grade also exists as part of Junior Administrative Grade. In some cases, it is functional and in others
it is non-functional.
13,  The feasibility of evolving a model or ideal pyramid for adoption by cadre authorities for the
cadre structures of the Services under their control has been examined in depth. It must be understood
that functional justifications and not considerations of promotional opportunities play a paramount
role in deciding the proportion of posts in different grades in a given cadre. This stipulation precludes
any concept of an ideal pyramid towards which cadre controlling authority could attempt to move. No
attempt has been made to build or suggest a model pyramid for the cadre structure of various
organised Group "A' Services.
14, At the same time, certain broad parameters may be suggested for the guidance of the cadre
controlling authorities while working out the cadre review proposals.
These are:
a) All direct recruits shall be promoted to the senior time scale from junior time scale
around say 5th or 6th year. _
'b) A large proportion of direct recruits in the senior time scale shall be promoted to the
JAG{period varying from service to service, often significantly).
c) A significant proportion of the direct recruits in the JAG shall see their way to SAG
and some to HAG/HAG.
15.  In general, the number of posts at the base level, i.e. at the level of time-scale posts, is much
larger than those at the middle (JAG) and the top (SAG & above). Officers joining a particular service
have certain expectations from the service in terms of going up the ladder through different stages of
the hierarchy within reascnable intervals of time. If the cadre pyramid is steep, obviously the
promotional opportunities for individual members of the service would be limited. On the other hand,
in a structure which is not so steep, one can expect reasonable promotional opportunities for members
of the Service. Thus, the degree of realization of career expectations by members of a service is
essentially a function of the degree of steepness of the service pyramid. Needless to say, the Services
which have better career prospects in terms of promotion tend to be more preferred by the prospective
candidates. Two other concepts viz. structural ratios and threshold analysis related to cadre structure

are relevant. These are discussed below.

Structural ratios
186, In a cadre structure, different grades have different sizes (in terms of number of posts). The
ratios between different grades in the Services i.e. between the sizes of any two grades or

combinations of different grades (including the total cadre strength) may be termed as structural



ratios. To illustrate, the following are some of the structural ratios which have been found useful in
analyzing the cadre review proposals.

* The ratio of Junior Administrative Grade posts to time-scale posts (junior and

senior time scale combined); |

= The ratio of all posts in the JAG and above to time-scale posts;

* The ratio of JAG posts to total cadre strength;

* The ratio of Senior Administrative Grade (SAG) posts (and above) to JAG; and

* The ratio of SAG posts (and above) to total cadre strength.
17. These ratios reveal the type of cadre pyramid that a given service has and indicate the extent of
promotional opportunities available to its members. Thus, the higher the ratio between Senior
Administrative Grade posts and total cadre strength, the better are the promotional opportunities for
members of a given Service especially at the level of JAG. On the other hand, the lower the ratio of
JAG posts to time-scale posts, the slower would be the promotion prospects of a new entrant to a
Service. However, good structural ratios by themselves cannot ensure smooth promotion of the
members of the cadre, In practice it is observed that even with very good structural ratios members of
some cadres are stagnating in various grades due to over recruitments in the past. On the other hand,
in some cadres with not so good structural ratios, vacancies in the higher grades have remained
unfilled due to non-availability of eligible officers. The latter situation is due to past under-
recruitments. Over or under recruitments and their adverse consequences can be avoided by ensuring
regular annual direct recruitment at an optimum fixed rate. In a cadre review, there is little scope for
remedying the damages caused to the cadre due to unplanned recruitments in the past.
18. There cannot be an identical cadre structure for every service for obvious reasons and the
Department of Personnel and Training has never intended to recommend any. The Fifth Central Pay
Commission has suggested an ideal or rather a normative cadre structure as per which on a scale of
hundred Senior Duty Posts (Total Strength-Reserves-number of posts at Junior Time Scale), the
recommended strength at HAG is three, at SAG is seventeen, at NFSG is twenty, at JAG is thirty and
at STS is thirty.
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This cadre structure, however, presupposes other elements of cadre management also
to be ideal like recruitment, attrition, promotions, provision and utilization of reserve etc. Any
deviation in these aspects has to have bearing on cadre structure. However, in some of the grades, like
NFSG, DoPT has fixed norms which should be strictly followed. This cadre structure, however, does
not propose any normative percentage at Junior Time Scale level. The number of officers at JTS
should be guided by requirement of the Service at entry level and careers aspiration of the feeder
grade fo together provide a base for the Senior Time Scale. As such the strength at ITS may be kept at
30% in a cadre where there is separate provision of Reserves and in case the Reserves are part of JTS,
the same should be kept around 40%. However, there is nothing to suggest that the cadre structure be
restricted in the same manner as detailed in normative percentage, except at the NFSG level where
DoPT has issued ceiling limits on the percentage of posts' to be operated at this level, The ceiling of
NFSG is 30% of the Senior Duty Posts (i.c. number of posts at Senior Time Scale and above in the
cadre). Moreover, functional requirement has, in any case, to be the key criterion and needs to be
assessed objectively. There should be thus a serious attempt to anticipate the organization’s role five
years down the line and to correlate it with the changing needs of the service/cadre.

19.  The internal structure of a service depends on the initial structure and the pattern of subsequent
recruitment. As stated, it is neither necessary nor desirable to prescribe standard ratios between
different levels of the cadre structure of a Service that would satisfy fimctional requirements and
ensure adequate promotional opportunities. Every individual cadre controlling authority will have to
carcfully consider the cadre structure of the Service under its control on its own merits so as to
broadly determine the desirable structure in terms of both functional needs and career opportunities
for members of the Service. The basic approach in a cadre review is to balance these two aspects so as

to maintain a high level of morale and efficiency consistent with economy.

Threshold analysis

20.  This is an analysis of the time taken by an entrant of a given Service (normally at Junior Time
Scale level) to reach different levels of the hierarchy i.e. JAG, SAG efc. The thresholds in a given
cadre structure can be derived on the basis of past experience. As regards the future, i.e. the threshold
likely to be realized at the end of the review period in a structure under revision, the same will have o
be estimated on the basis of the proposed strength of different grades and the latest seniority list of the
officers of the Service. Threshold analysis is quite useful in correctly assessing the situation regarding
promotion prospects. No norms, however, have been or could be laid down in this regard too, One has
to base one's perception on the situation prevailing in a number of other services/cadres particularly

those which are functionally or otherwise akin to the cadre under review,



Attributes of an ideal cadre

21, The concept of a regular Group "A' Service, the way it is constituted, and its grade structure
have been explained earlier. The various attributes of an ideal cadre of a Central Group "A' Service
are elaborated in the following paragraphs with specific reference to the existing structures, their
deficiencies, the need to rectify them through periodical reviews and the methodology of the review
exercises.

a) The functional needs of a regularly constituted service ought to be fully met by cadre
posts without having to take recourse to ex-cadre posts, Conversely, cadre posts should
entirely cater to the functional requirements of the Service and should not be utilised
for performing functions other those for which the Service is intended;

b) The grades into which the cadre is divided should be clearly distinct in the sense that
each carries a distinct level of responsibility within the functional area of the concerned
service. The posts within a grade should also be inter-changeable;

¢) The cadre structure should facilitate smooth mobility for its members both horizontally
and vertically. Thus, while the posts in the same grade may be inter-changeable, any
member of a grade should be capable of moving up and discharging the duties of a post
in a higher grade;

d) An ideal cadre should be capable of fulfilling the legitimate career expectations of the
member of the Service. The expectations, however, have to be in harmony with the
functional needs of a Service; and

e) Every cadre structure should have separate provision for various types of reserves like

probation, training, leave and deputation.

The Organised Group ‘A’ Central Service
22, An Organized Group ‘A’ Service is the Group ‘A’ Central Service which is constituted and
declared consciously as such by the Cadre controlling Authorities through the established procedure
and complies with the Attributes of Organised Group ‘A’ Services. The Attributes of such services are
defined by the Cadre Review Division from time-to-time. Such declaration of status as Organized
Group ‘A’ Service for new service/yet to be declared as OGAS follows the procedure prescribed for
cadre review. Salient features of such services are as under:
(1)  The highest cadre post in such services is not below the level of Rs, 37400-67000 plus
Grade pay of Rs.10000 (SAG);
(i) Such services have all the standard grades namely, Rs. 15600-39100 plus Grade pay
Rs.5400 (JTS), Rs. 15600-39100 plus Grade pay Rs.6600 (STS), Rs. 15600-39100 plus
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(iii)

(iv)

v)

(vi)

Grade pay Rs.7600/Rs. 37400-67000 plus Grade pay of Rs.8700 (JAG/NFSG) and Rs.
37400-67000 plus Grade pay of Rs.10060 (SAG);

At least 50% of the vacancies in Junior Time Scale (JTS) in such services are required to
be filled by direct recruitment;

All the vacancies above JTS and upto SAG level in such services are filled up by
promotion from the next lower grade;

While a service may comprise one or more distinct cadre (s), all such cadres should be
governed by composite Service Rules facilitating horizontal and vertical movement of
officers of a particular cadre at least up to SAG level. The cadre posts of an Organized
Service expressly belong to that service. The posts not belonging to any service are
classified as General Central Service and, therefore, an Organized Group ‘A’ Service
cannot have posts/grades classified as General Central Service.

Such a service consists of two distinct components, namely Regular Duty Posts and
Reserves. The Reserves are generally of four types, viz (i) Probationary Reserves, (ii)
Leave Reserve, (iii) Training Reserve and (iv) Deputation Reserve, The various types of

reserves are usually created and accounted for in the Junior Time Scale,

Any deviation from these salient features may be examined on case to case basis, owing to

respective functional requirements of the service/cadre.
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Seetion 3

General deficiencies of cadre structure and management

It is a common knowledge that a number of organised Group "A' Central Services have cadre
structures that do not accord with one or more of the various requirements of an ideal cadre structure.
Certain distortions have crept in some services over a period owing primarily to inadequate cadre
management and irregular recruitment. Some of the deficiencies noticed in the cadre structures of
organised services are detailed below.

(i} Poor recruitment planning: For smooth and proper cadre management, advance projections
of manpower requirements should be undertaken at least once in a petiod of five years. Improper
recruitment planning may lead to under-recruitment, over recruitment or other ad-hoc measures.
Promotion blocks occur due to large scale recruitment carried out after a spell of prolonged under
recruitment. This causes frustration among service officers resulting in loss of morale and motivation.
Unplanned or haphazard recruitment also leads to avoidable strain on organisational facilities during
the years of bulk recruitment and under-utilisation of facilities during years of under recruitment.

(ii)  Lack of functional clarity: In some cadres, the functional needs and requirements of the
service are skipped, and members are assigned functions which are strictly not in the operational area
of the concerned service. This distorts the original objectives of the Service, erodes its functional role
and renders the Service ineffective. In some cases, a large number of functional posts are found
outside a functional Service, e.g. Indian Economic Service. Members of the Service are often deputed
to ex-cadre posts in the same functional area. It is desirable that all ex-cadre posts be merged into
appropriate Service as far as possible.

(iii}  Deficient cadre structure- A well constituted cadre is one that fulfills both the functional
objectives of the Service and legitimate career aspiration of its members. It, however, depends on how
the cadre has been stiuctured at the time of the constitution of the Service and the manner in which it
has been maintained. The cadre controlling authorities are sometimes compelled to resort to ad-hoc
measures because functional requirements of the Organization concerned are not accurately
anticipated or there are abrupt bottlenecks in promotions. Obviously, in a structure which is too wide
at the bottom or even at the middle level tapering off to a very narrow top, promotional avenues for its
members are severely restricted causing frustration among them and reducing the effectiveness of the
Service.

(iv)  Poor provision of reserves: Another serious lacuna of some organised cadres is the lack of
provision for one or other types of reserves giving rise to cadre management bottlenecks.

(v}  Absence of recruitment rules: There are some services which do not have proper and
updated recruitment rules.
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(vi) Non-maintenance of statistical profile: There are some services which do not maintain up to
date statistical profile, This adversely effects cadre management and leads to adhoc arrangements, Up
to date maintenance of statistical profile helps in cadre management and makes decision making

casier for the cadre controlling authorities.
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Section 4

Objectives of a Cadre Review

1. 'The main objective of a cadre review has traditionally been to strike a healthy balance between
the functional requirements and career progression. It need not be emphasized that a satisfied
workforce leads to its enhanced efficiency and sense of belongingness and thereby benefits the
organization immensely. The purpose of a cadre review is to restructure a cadre in such a manner as to
remove the deficiencies, which might have been missed at the time of the constitution of a service or
have crept in subsequently, and ensure that the cadre structure satisfies the functional, structural and
persormel considerations. Cadre Review provides an opportunity {0 overcome bottlenecké, remove
existing distortions, bring about rationalization of cadre structure and business process re-engingering
etc. so s to improve the efficiency and morale of the cadre officers and enhance the effectiveness of
the service in the fulfillment of the objectives for which it has been established and assigned roles and

duties from time-to-time. Generally speaking, the objectives of a cadre review are to:

a) estimate future manpower requirements on a scientific basis for a period of 5 years at a
time;
b) plan recruitment in such a way as to avoid future promotional blocks and at the same

time prevent gaps from building up;
c) restructure the cadre to harmonize the functional needs with the legitimate career
expectations of its members; and
d) enhance the effectiveness of the service.
2, However, as discussed above, there has been a continuous and significant change in the very
concept of governance. Some issues relevant to cadre management in the context of changes in
governance are discussed in the following paragraphs:
(i) Functional requirement Vs career expectation- Cadre management is about reconciling
expectation of every member of service that (s)he would steadily climb up the ladder and the
limitation imposed by pyramidal structure of cadres which allows only a few to reach the top rungs of
the ladder. The pyramidal organization structure is dictated by the need that the operational work at
the bottom level requires a larger number who ate supervised by a few, and who in turn are controlled
and directed by even fewer. Equally importantly, a *promotion’ is important from the stand point of
individual member as it signifies:
* A financial upgradation (more disposable income);
* Higher responsibilities leading to greater job satisfaction and fulfillment; and
*  Improved social standing,
While financial upgradaﬂon and improved social standing are important, higher

responsibilities and job satisfaction are probably no less important for motivation of members of g -
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service. Improved social standing is generally associated with designation. Unlike in private sector

where an expansion in the business leads to more openings at the top of the ladder, in the government

any expansion would increase the strength in terms of functional hierarchy. ideally, after assessment .
of functional requirements, the duties and responsibilities attached to various posts may be realigned

with a view to optimizing the use of human resource and at the same to ensuring smooth career

progression.

The number of subordinates that a superior officer supervises should be a critical criterion for
justifying a position at the higher levels. Also, the role and responsibilities of different levels vary
with the lower levels (Group B & C) fulfilling operational needs; JTS / STS and JAG providing
middle level management and SAG and above providing the leadership to the organization. In a
number of cases, the cadre confrolling authorities propose increase of posts at higher levels by
reducing posts at lower levels to mitigate stagnation. This step adversely affects the effectiveness of
the Service due to reduction of officers at the execution level of the cadre. The policy makers and
executioners, both are important and this should be kept in mind while formulating proposals.
Moreover, functional justification is the key criteria for consideration of such proposals.

(ii)  Zero base reviews. A zero base review helps in optimum utilization of resources. While
assessing the increase in workload or expansion of the Organization, it is equally important to identify
the practices and processes that might have or would become redundant or that might be combined to
save resources. The cadre controlling authority is best placed to do such an assessment,

(iii)  Stagnation not adequate ground for cadre review: Stagnation is a relevant but not the sole
ground for creaiion of posts at higher levels. The problem of stagnation stands somewhat mitigated
after introduction of Non-Functional Upgradation (NFU) and it needs to be considered while
assessing impact of stagnation. It cannot, anyway, be solved by creating posts at higher levels which
will only mean that everybody will be doing work one below his level all along the hierarchy. Thus,
the cadre restructuring must be supported with functional alignments to avoid under-utilization.

(iv) Demand for competitive upward mobility- There is a sense of injustice when a Service sees
itself as not having as good a structural ratio or thresholds as some other service. This leads to
competitive pressure to match the structural ratio or threshold limits of another service. Such a
demand may also arise when the promotional avenues are compared with the following norms:

Grade Structural Ratio %eage of Duty Posts Year

STS 30 5
JAG 30 9
NFSG 20 14
SAG 17 17
HAG 3 25

15



However, the comparison of structural ratios and thresholds may not always be logical as each
Service is placed differently with reference to its role, capacity and future growth and so on. In some
services the need for higher level posts may be dictated by the equation with the client. Similarly,
span of control may vary from Service to Service. While a bottom-up approach would be needed in
some cases, a top down approach may be required in others

With the introduction of Non-Functional Upgradation (NFU) in Organised Group ‘A’
Services, the demand for competitive mobility has been met at least in terms of financial upgradation.,
v) Need for adequate recruitment planning- By far, the major exercise involved in a cadre
review should consist of projection of future manpower requirements, This would indicate the total
size of vacancies likely to arise in the cadre over the review period and its distribution into different
levels or different grades of the service. The total additional manpower requirement over the review
period is the sum total of (i) maintenance needs (i) growth needs and (iii) a portion of the gap
proposed to be made up during the period. Maintenance needs (which arise out of wastages due to
retirements, resignations, etc.), can be fairly accurately worked out. In fact, normal wastage due to
retirements can perfectly be calculated from date of birth data. Even abnormal, wastage due to
resignations, etc. can be estimated with a small margin of error on the basis of past experience. It is,
however, not always possible to accurately project growth needs, as this involves an element of
forecasting. Nonetheless it is essential for balanced cadre management that growth needs should also
be as accurately assessed as possible. It must be emphasised in this connection that some amount of
increase in work has to be treated as normal and should not lead to any increase in the manpower
requirements. Only perceptible and significant increases in activity should be translated into
additional personnel requirements. Having estimated the essential additional needs, the levels or
grades at which such needs arise should be clearly identified. It should also be clearly assessed
whether the additional requirements would have to be in the nature of creation of new posts or
upgrading some of the existing posts.

Increase in work-load could be quantitative or qualitative or both. A quantitative increase in
work-load indicates creation of additional posts at required levels. Where the nature of work at certain
levels is expected to undergo change, proposals for upgrading could be justified. The identification of
each additional post required (either by way of fresh addition to the cadre or through upgrading an
existing post) in terms of specific duties, at least at the level of Junior Administrative Grade and
above, would be of considerable value in a cadre review proposal. As far as possible, work norms in
terms of duties and responsibilities should be unambiguously set out to justify the proposed additions.

An organizational chart will be of added value.
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Filling up of gaps regularly is an important aspect of cadre management, As far as possible,

gaps should be avoided, and in any case, gaps should not be allowed to accumulate over long periods
which could induce the cadre authority to resort to ad-hoc measures or other easy solutions to deal
with the situation. It should, however, be ensured that gaps in the cadre are made good in a phased
manner rather than attempt to wipe out the entire gap in one single sweep. For example, any excessive
rectuitment in a particular year results in dilution of the quality of recruits in short run and lead to
promotion blocks at a later stage.
{(vi)  Need for managing reserves - If the cadre structure already has provision for various types of
reserves like probation, leave, training and deputation, it should be examined as to (a) how such
reserves have been utilized in the past and (b) what would be the future pattern of utilization. The
review should provide an opportunity to identify posts which are usually being manned by reserves
due to inadequate provision of duty posts for existing activities or because of expansion of regular
activities or both.

If no provision exists for reserves in the initial constitution of the Service, it should be
examined as to the extent that diffexent types of reserves will now have to be provided for in the
revised structures in the light of past experience and anticipated requirements over the review period.
(vii) Encadrement of ex-cadre posts- Often departments create for various '1'easons, a number of
posts having more or less similar functional duties and responsibilities as the cadre posts. Such posts
are manned by both cadre officers and those outside the cadre(s). It should be the constant endeavour
of Cadre Authorities to periodically review the position regarding such posts with a view to encadre
them keeping in view:

(a) the nature of functions and responsibilities attached to them.

(b)  the likelihood of their continuing:

(c)  the desirability of deploying cadre officers to such posts.

(vii)) Budget Neutrality ~The requirement of budget neutrality has to be understood in the correct
perspective. While discouraging any liberal creation of posts, it seeks to ensure that any increase in
the net expenditure has to be in correspondence with increase in output or horizontal expansion in
activities.

(ix)  Skill gap- Since on an average, the interval between two successive cadre review is more than
five years, it is essential to visualize the Organizational role five years hence and to assess the skill
gaps of officers that would be required to be plugged by way of capacity building. Therefore, this
factor should invariably form a part of cadre review proposal.

(x) Constitution of New Service: The cadre review exercises being cairied out in respect of a
number of Central Group ‘A’ Services and the guidelines formulated and circulated for the purpose

have not only succeeded in bringing out a positive attitude among the various cadre controlling
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authorities as already mentioned, they have also created an awareness among members of various
other cadres, which have not been constituted into a Service or an organised service on the principles
of scientific management. A number of departments have constituted regular service/cadres wherever
they were functionally viable. The cadre controlling authorities also explore the feasibility of merger
of setvices, wherever feasible, to explore the scientific cadre management and better utilization of the
officers. The Cadre Review Division has been processing such proposals for formation of a service
and grant of Organised Group ‘A’ Service status in the same manner as prescribed for cadre review.
For formulation of a service/cadre, the basic coneept of service as elaborated above may be kept in
mind and while formulating the proposal of grant of Organised Group ‘A’ Service status, the
attributes of the same should be followed to the extent possible.

(xi) Creation of Posts without cadre review: Normally addition to a cadre by way of increasing the
number of posts at different levels should be considered only in the course of five year cadre review.
Mid review changes should be avoided ags far as possible. Regular cadre reviews carried out at five
years intervals must envisage such eventualities while making advance projections for the five year
period of additional manpower requirements. Accordingly, the need for creating posts, encadrement
and upgradation of posts not envisaged by the Cadre Review Committee before the next cadre is due,
can be expected to be rare. In the event, however, of such eventuality, it may be ensured that the
additional posts so created conform to the cadre strcuture most recently approved by the Cadre
Review Committee. The adhoc measures of creation, encadrement, upgradation of posts are not
supported if the Cadre Review is due, however, there cannot be any rigidity in this regard and in case
of unseen exigencies, if such a proposal is moved, this should be taken up with the Cadre Review
Division of the DoPT as well as the Department of Expenditure alongwith the justification and
reasons for not being able to wait for the next cadre review,

(xiii) Declaration of dying service/cadre: In a number of cases, due to business process re-
engineering, automation of business process, change in mandate etc., the Department may no longer
require a Central Group A service, In such cases, declaration of such service as dying cadre is done.
Any such proposal may be finalized ideally through the process of cadre review so that its impact is
examined.

(xiv) Dealing with vacancies: In a number of cadres, there are large number of vacancies which rise
to adoption of adhoc measures for filling them. The cadre controlling authorities should review the
vacancies regulalry not only for their filling up process but also for the continuance of such posts. It is
better to surrender the posts which are not feasible to be filled in long run rather than continuing them

through adhoc measures after assessment of its impact on the functioning of the organisation.
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Section-5

Broad Guidelines for formulation of cadre review proposal

The overall approach to cadre strength review has recently been reexamined and experience
has shown that Cadre Controlling Authorities do not always present coherent proposals with plausible
fiunctional justification. Often they tend to justify their proposals for upgradation or creation of
additional posts in terms of improving promotional prospects of the members of the Service. It has
been repeatedly emphasized in the earlier chapters of this Monograph that improvement of
promotional opportunities is not the sole objective of cadre management. Any changes proposed in
the respective strength of different grades of a cadre under review will have to be backed by adequate
functional justification. It is thus established that there is a need to bring in a qualitative shift in the
manner the cadre reviews are done and that the issues discussed above need to be considered while
formulating a cadre review proposal. In house assessment of the cadre as a whole, fundamental
changes proposed, long term issues, planning etc should be camied out preferably by forming a
Committee. A checklist of issues that must be clucidated in a proposal for cadre review is given
below.

1. Functional Aspect

i.l  Organizational Changes- A cadre review provides an opportunity to take a fresh look at
the cadre in the light of changes that have taken place within the organization as also in the outside
envitonment. It should be examined whether the organization has undergone any material changes
on account of the following;

(a3  Outsourcing- The functions outsourced or planned to be outsourced and the impact on the
manpower requirements should be spelt out clearly.

(b)  Automation of business processes- The proposal shouid take into account the increasing use
of ICT Tools in the areas like accounting, tendering, inventory management, internal processing, data
management etc and its impact on the cadre strength.

(c) Business Process Reengineering- Likewise, it needs to be examined if the reengineering of
business processes done or intended would have an impact on the cadre sirength, The changes in
business processes may require redistribution of posts and responsibilities leading to significant
structural changes in the cadre.

(d) Change in the mandate- As discussed earlier, the Government has withdrawn itself from
direct involvement in many areas and is encouraging Public Private Partnership in still others, It thus
becomes impetative to see if there has been any shift in the mandate itself.

1.2 Justification for higher/additional posts- The cadre review should consider the needs of

the whole organization and not merely that of the Service. All Group A services occupy the top layer
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of civil services. These layers are interdependent and therefore the needs of the Service should be seen

in the overall organizational context.

2. Personnel Aspect

2.1 Recruitment Planning- Rate of recruitment to a cadre depends upon function of the Service
and maintenance and growth needs of the Service. A third important factor that determine recruitment
size is the quantum of “gaps’, i.e. the number of vacancies remaining unfilled for a period of one year
or more. It would be convenient to discuss recruitment plan under the three main heads representing
the three basic components, viz. maintenance needs, growth needs and gaps. While drawing up the

recruitment plan, promotion prospects will also have to be kept in view,
(i} Estimation of maintenance needs

Maintenance needs arise out of normal (due to retirements on superannuation) and abnormal
(due to resignations) deaths, dismissals, etc.) wastages, In particular some Group "B’ officers likely
to be promoted to the Service during the next five years may be retiring within the period of review.
To smooth out violent annual fluctuations, if any, an average of the next 5 vears should be taken to
represent the maintenance requirements of the Service/cadre on account of normal retirement. As
regards abnormal needs to resignation, dismissals, deaths, etc., this may be estimated on the basis of

actual experience during the past five years.
(i)  FEstimation of growth needs

Each cadre controlling authority should have a reasonable estimate of the future growth rate
of personnel say, over the next 5 years. The actual retivements for the next five years (i.e. the period
of the five-year review) will have to be worked out as possible. In general, the growth needs of a

service will have to be assessed under the following components: -
(8) Normal growth of work in the current functional fields ;
(b) New functions/schemes likely to be undertaken
(c) Policy-induced changes relating to:
i) Organisation/Structure;
ii) Personnel! Policy; and

ii1) Administrative/procedural reforms.
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Rate of increase in work load within the existing functions of the service may be studied
with reference to past trends and projected progress of on-going schemes/programmes during the
next five years. Normal growth in work should not generally lead to any significant increase in
number of posts unless it can be demonstrated on the basis of quantitative norms that increase in

work has a direct bearing on staff strength.

Along with progress of on-going schemes, some of which may taper off during the next few
years and thereby reduce the requirement of staff on them, a careful study should be made of new
programmes/ projects and activities likely to be taken up during the next five years. Necessary

correlation between financial and physical targets and staff requirements should be established.

Policy changes in the personnel field also have an impact on future growth of personnel.
Some policy decisions may have been taken or likely to be taken which will have an important
bearing on the functions, organisation and structure of the Department/Sexrvice. Likely impact of all

such changes on the cadre strength should be carefully assessed.

A note of caution may be sounded here. The projection of future requirements is not
necessarily an extrapolation of past trends for the simple reason that the past conditions might not
hold good in the future. Policy changes recently introduced or likely to be introduced often
influence the future behaviour patiern of the trend which may not be amenable to quantification.
Nevertheless, backed by enlightened judgement and past experience, the cadre authority should stiil

be in a position to assess the growth rate within a reasonable narrow margin of error.
(iii) Under Recruitment resulting in "gap'

A “gap' may be defined as the size of regular vacancies in the cadre persisting continuously
for more than a recruitment year, even though such vacancies might have been filled by ad-hoc
appointments. Regular vacancies are long-term vacancies which are required to be filled on a
regular basis in accordance with the Recruitment Rules. The main causes of the gaps which usually

accurnulate in the lowest rung of the service are:-
a) Non-availability of suitable candidates;

b) Deliberate under-recruitment so as to avoid promotion blocks at a later stage or for other

reasons; and

¢) Defects in recruitment planning, such as failure to make proper allowance for abnormal

wastage, delays etc,
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A careful examination of the causes should be made so as 1o arrive at a reasonable figure by

which the gap should be reduced and recruitment increased over the next five years.
(iv)  Adverse effects of over or under recruitment.

Under recruitment and ad-hoc appointments should be avoided as far as possibie, as these will
create distortions in the cadre. In any case, it should be ensured that ad-hoc appointments do not
persist for more than a year at the most. Where ad-hoc appointments are sizeable and have been
continuing for long periods creating problems for the Cadre Authority and adversely affecting the
morale of officers concerned, bold measures may have to be thought of, say in the directions of a
radical restructuring of the cadre, a reassessment of promotion quotas and review of recruitment

rules,

Over recruitment is as harmful, if not more, as under recruitment. The former leads to future
blockades in promotions. The scope of undoing the damages done by past over-recruitment is very
Iimited. The first objective of recruitment planning should, therefore, be to ensure that recruitment is
made regularly every year and the rate of annual intake by direct recruitment and promotion from
Group "B' is kept within a fixed optimum rate, A study carried out by the Cadre Review Division

has indicated that the optimum rate of annual intake should be 3% of the authorised cadre strength.

If a cadre is suffering from gross under recruitments in the past, the aforesaid optimum rate
may fall shott of the number required to fill the big gap in the cadre. A sepcial method should be
adopted on a one-time basis to ensure that gap is filled without creating future blockades in
promotion. An appropriate method would be to hold a limited departmental competitive

examination of the eligible Group "B’ officers for filling the gap by promotion.

To summarize, a long-tetm perspective recruitment planning is the key ingredient of cadre
review and apart from the changes in the functions described above, it should also consider the
maintenance needs of the cadre, growth needs of the cadre, quality of recruits, promotional prospects
of recruits etc. The rate of annual recruitment should be worked out so that gaps in the cadre are
adequately taken care of in a phased manner and there is no excessive recruitment in particular years
leading to dilution in the quality of recruits or block jn promotion at a later stage. The five-year
recruitment plan is therefore made part of the cadre review proposal.

22 Capacity Building- A scientific plan for the development and deployment of ofﬁcers in a
cadre should be devised. This plan should spell out in detail the requirement in terms of
skills/specialties, desirable experience ete. for different positions, and the various training

programmes required for the attainment of this objective. The placement of officers, in and outside
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the cadre, should be in line with the skills/experience acquired by them. It should, therefore, be done
after a careful screening of eligible personnel in relation to the type of posts to be filled up.

23  Promotional Avenues- Promotion prospects are a vital factor affecting the morale and
efficiency of the service personnel and hence the effectiveness of the cadre in discharging the role
assigned to it. This aspect will, therefore, have to be kept in view while formulating proposals for
review a cadre. The Cadre Authority will do well, therefore, to keep under constant observation the
trends of promotion/stagnation in the cadre. An assessment may be made of the anticipated promotion
prospects (as a result of cadre review) vis-a-vis existing (past) promotion trends, A realistic estimate
of likely vacancies in each grade for the next five years, drawing up a programme of DPC meetings at
regular intervals and strict adherence to planned recruitment programme will reduce the chances of
occurance of artificial bottlenecks and infuse in the minds of the Service personnel a sense of
confidence in their future. A diligent assessment of promotional avenues (threshold analysis) both
before and after the cadre review should be reflected in the proposal. It should also be ensured that the
feeder grades, if any, are not impacted adversely.

24  Recruitment/Service Rules-The changes required in the Recruitment/Service Rules because
of cadre review may be analyzed. A copy of updated Recruitment/Service Rules should be enclosed.
3. Structural Aspect- There cannot be a uniform structure for all the cadres and functional
requirement will always have overriding consideration. The normative cadre structure discussed
above only provides broad parameters to help in the analysis. The cadre should be appropriately
divided into Duty Posts and Reserves. It should have allowances for various reserves like Probation,
Deputation, Training, Leave etc. While the Probation Reserve depends on the average annual intake
and number of years prescribed for probation, the remaining Reserve should be projected on the basis
of actual utilization in past.

4. Financial Aspect-The introduction of Non-Functional Upgradation (Parity with IAS) has
lessened the significance of matching savings. It, however, may be noted that any proposal involving
additional financial expenditure should either by matched up with an increase in output or expansion
in the organization’s business. The calculation sheet must be enclosed with the proposal.

5. Statistical Aspect- In addition to the above said issues, cadre review requires certain
additional information also. To facilitate collection and analysis of such information, certain formats
have been devised and appended at the end of this Section. Any cadre review proposal must have
these formats duly filled and analyzed, as discussed below:

(1) The additional requirements in terms of the number of posts at different levels over the review
period should be estimated methodically as explained in the Guidelines and provided for in the
accompanying formats. In particular, the growth needs should be estimated as accurately as possible

and identified by different levels of responsibility so as to justify the proposals for creation /
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upgradation of posts. Such identification will have to be done at least for the grades of JAG, SAG and
above separately and their likely deployment shown over the next five years.

(i)  As it takes considerable time for the proposals to be fully processed and placed before the
Cadre Review Committee, the updated data should be made available to the Department of Personnel
and Training for incorporation in the proposal for consideration by the Cadre Review Committee. It
is, therefore, essential that various types of data furnished in the Format of the Guidelines be
invariably maintained by cadre authorities on their own and be updated as on first of January each
year. The data so updated may be made available to the Department of Personnel & Training (Cadre
Review Division) each year, irrespective of whether or not a particular cadre is under review or
proposed to be taken up for review shortly.

(iii) It may be ensured that the data given in the Format and gaps tally with the final proposais for
the reviewed structure. The various items of information provided in the forms should be checked and
cross-checked with the write-up so that consistency is ensured between various sets of data, An
arithmetical tally of existing number of posts (by different levels), posts to be created and / or
upgraded, wastages, gaps proposed to be filled, etc. will have to be invariably carried out as this will
give a clear picture of recruitment planning,

(iv)  The utilization of reserves, especially the leave and training reserves is mostly shown, to be
*NIL’ by cadre authorities. If that were really the case, it will have to be explained as to what happens
to the reserves already provided for and created, i.e. how they are being utilized. If leave and training
reserves, say, are in effect utilized to man regular duty posts, it could be because either the authorized
strength of the regular cadre is short of the needed size or the sanctioned strength does not match the
requirements of fee Service in full. In any case, suitable adjustments will have to be made in the
proposals for cadre review.

(v)  The recruitment rules with latest amendments should invariably be enclosed to the proposal
papers as also the organisational and functional charts. The organisational charts should indicate the
current position as also the position expected to obtain if the proposals are approved by the Cadre
Review committee.

{(vi)  Seniority lists will have to be maintained accurately and upgraded as on 1** January each vear
showing the last batch covered for promotion to senior time scale, JAG, and SAG levels. This will
help in monitoring the implementation of the decisions concerning the last cadre review. ER sheets of
the officers should be maintained.

(vi)  The financial implications of the proposal formulated by the Cadre Controlling Authority (in
respect of the cadre under its control) should be accurately worked out. This must be done based on
the difference in cadre size resulting from the proposals and not the presumption of cadre officers

(already working in different grades) securing promotion as a result of the review and thus being
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placed in a higher scale. The latter course does not always give a cotrect picture of the exact financial
implications of the cadre review proposal. The impact of NFSG and NFU (wherever applicable)
should also be worked out.

{viii) Orders sanctioning creation of new posts should invariably be endorsed to the Department of
Personnel & Training (Cadre Review Division). Besides, the cadre should prepare a calendar for the
DPC and the same should sent along with the six-monthly implementation report. DPC should be held
in time and the same should be monitoted strictly. The implementation report of the last cadre review

should also be provided to the Cadre Review Division

25



Annexure-ll to the O.M. No. 1-11011/16/2022-CRD dated 30.09.2022
Form:1-A

PERFORMA FOR CADRE STRENGTH REVIEW

Name of Service/Cadre ...................c..ce.. e e et ieieriieerteree e e e ye e et ea et aen e e ernane e e e
Department Controliing the Cadre ... .o et e e e s e i e e

Cadre Structure : No. of posts sanctioned as on 1% January 1990 — 1% January of the Current Year.

A. REGULAR DUTY POSTS

S. 1990 2000 2010 2020 No. of posts sanctioned as on first January of
No. the fwo previous years and the current year
Grade | No. | Grade | No. | Grade | No. of | Grade | No. | Year | Last Current Year
(Scale | of |(Scale| of |(Scale| posts | (Scale| of |before| year _
of posts of posts of of posts | last
Pay) Pay) Pay) Pay) year
Permanent | Tempy. | TOTAL
1 2 3 4 5 6 7 8 9 10 11 12 13 14
1. Apex
2. HAG+
3. HAG.
4. SAG.
5 JAG
8. S.T.S.
7. JT.S.
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FORM : 1-B

STAFFING OF CADRE POSTS AS ON 15T JANUARY OF CURRENT YEAR

POSTS OUTSIDE THE CADRE (DEPARTMENT-WISE) HAVING SIMILAR FUNCTIONS AS CADRE POSTS

Grade No. of No.of | No. No. filled by No. filled by departmental candidates on ad hoc Remarks
Posts - | Posts | filled | deputationists basis for periods of
Sanctioned | filied by as per Upto 1 1-3 3-5 510 | Over | Total
cadre | recruitment year 10
officers rules years
1 2 3 4 5 8 7 8 9 10 11 12
FORM :1-C

Sl. No. | Grade No. of posts outside cadre existing for periods (in years) of No. of
(Scale posts
of Pay) held by

cadre
: officers
Upto2 2-5 Over5 | Total | Permanent| Temporary
years years
1 2 3 4 5 8 8 9

Brief reasons for keeping such posts outside cadre (to be indicated on a separate sheet).

3]Page
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FORM : II-B

Recruitment during the last five years or since Inception of the service (whichever is later)

=T | A

Grade and | Total no. of Direct Recruitment Departmental Promotion
Scale vacancies
No. 1o be No. Difference | No. to be No. Difference | No. taken
filled by actually between filled in actually between by other
direct recruited Col. (3) through promoted Col. (6) method
recruitment and (4) promotion and (7) (specify)
1 2 3 4 5 8 7 8 9

5lPage
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FORM : 1lI-A

MAINTENANCE NEEDS
Grade/Scale of | Cause of Wastage | Total No. of officers washed out during the preceding 4 years Remarks
pay from which and the current year
wasied out
20- 20- 20- 20- 20 (Current
Year)
1 2 3 4 5 6 7 8

....... veern..  (A) Retirement on Superannuation
(b) Resignation
(¢) Other Reasons
.............. (a)
(b)
{c)

Note : The number of promotes may be mentioned in brackets under each item.

7iPage
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FORM: IV - A

Year (Last No. of officers on leave for periods (in days) of Total No. No. of Remarks
5 years) of officers | substitutes
Lessthan | 45-60 60-90 60-120 120 & in leave posted
45 above
1 2 3 4 6 7 8 9
20-
20-
20-
FORM:IV-B
Year (Last & No. of officers deputed for training for period (in days) of No. of Remark
years) substitutes
Upto4b 46-90 91-180 Above 180 Total posts
1 2 3 4 5 6 7 8
20-
20-
20-
20-
20-

9|Page
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FORM : V-A

Length of Service of officers in each grade as on 15t January of current year

Grades Total No. of officers who have put in a total service (in years) of Total
Less than 8-9 10-14 15-19 20-24 25-29 30 and
5 above
1 2 3 4 S 6 7 8 9
1
2
3
4
5
B
Total
11|Page
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FORM : V-C

AGE — COMPOSITION AS ON 15T JANUARY OF CURRENT YEAR

Age Group No. of officers in the grade of Remarks

(years) Higher levels SAG SG JAG Senior Junior
Time Scale | Time Scale

Upto 26
2610 30
3010 35
35 to 40
4010 45
45 to 50

Above 50

...........................................................................
.......................................................................................

............................................................................................................................................

Number of promote officers may be indicated in brackets.
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FORM : VI A

GROWTH NEEDS OVER THE NEXT 5 YEARS

ltem

Total requirements of personnel over the next 5 (five) years due to growth

1% year

2™ year

31 year

4 year

5% year

Total

2

3

4

5

6

a) Normal growth in quantum of work.

b) New scheme (Specify each)

1.
2.
3.

¢) Policy induced changes

1. Structural/Organizational

2. Personne!

3. Administrative/Procedural Reforms

15|Page
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PROJECTED REQUREMENTS OF PERSONNEL FOR THE NEXT 5 YEARS

FORM : VII-A

ltem Additional qmo_c:mam_.:ﬁm over the next 5 {five) years
18t year 2% year 3" year 4% year 5t year Total
) Replacement needs
a) Normal retirements
b) Other causes of wastages
Subtotal ...
if) Growth needs
iii) Gap on account of post under recruitment
iv) Increase in reserves
a) Leave reserve
b) Training reserve
c) Deputation reserve
Subtotal ............
Total

17| Page
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FORM : Vili

SUMMARY STATEMENT OF EXISTING AND PROPOSED STRUCTURE OF THE SERVICE/CADRE

Grade

Scale of Pay

Sanctioned Strength as on
1¢t January as on 1%
January of current year

Proposed strength as on 1%
January of the year after
next year

3

4

(A) Reqular Duty Posts
Posts higher than SAG

JAG

Selection Grade
Ordinary Grade

Time Scale

Sr. Scale
Jr. Scale

TOTAL : .......... .

(B) RESERVES

Probationer's reserve
Training reserve
Leave reserve
Deputation reserve

B ON

TOTAL & e e e e
GRAND TOTAL : ............. .

13| Page
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Statement showing batch-wise and grade-wise break-up of number of officers holding Cadre, Ex-¢

FORM : IX-A

as on 1% January of current years

Yearof * | Number of | Number of Total JTS STS JAG SAG Higher
Allotment Direct Promotee Post
Recruits Officers
1 2 3 4 5 6 7 8 9

* Commencing from the year of allotment
senior most officer of the cadre is a promotee, fro

21| Page

of the oldest serving direct recruit or, if the service is newly constituted and the
m the years of ailotment of such promotee.




Annexure-1li to the O.M. No. 1-11011/16/2022-CRD dated 30.09.2022

Maodel Cadre Review Proposal

information required for examination of the Cadre Revlew proposal:

a. Whether representatives of the service association{s} consulted.

b.- Whether the proposal has been referred to Department of Personnel and
Training with the due approval of the ln:ggjc_’ﬁ‘afed Finance Division and the

“Minister in charge. '

¢. A certificate to the éffect that no court case is pendling which will have
pearing on the propose'd cadre review, |

4. Name of the contact officer(s) who can furnish additional information, if
needed. ) ' )

s. A copy of recruitment rules with |atest amendments,

f. A copy of Civil list/seniority fist

g. Whether an attempt has been made in the proposal to encadre all the
posts which have similar functions and responsibilities. '

h., Any recommendation of Pay Commission of Parliamentary Committees or
Audit Report or any other Expert Group on the Service may also be
included. | | -

i, As per instruction issued by the Department of Expenditure, the cadre
review proposal should not result in any incfease in the number of posts.

j,  Information as per performa presctibed in the Monograph.



Mbdel Cadre Review Proposal _
Copy No.

SECRET
No. 11011/3/2013-( )
Government of India
Minisiry of Planetary Affairs

New Delhi, Dated the August, 2014

NOTE FOR THE COMMITTEE OF SECRETARIES

Subject: Cadre Review of the “Solar Family Exploration Service” under the

1.2

Ministry of Planetary Affairs.

Introduction & Backaround

The proposal under consideration is for review of cadre of the Solar Family
Exploration Service’, which is an Organised Group ‘A’ Service under the Ministry
of Planetary Affairs. The, officers of the Service are responsible for managing the
material supply chains to provided procurement and logistics support for the solar
missions of the Govt. of India. The Service was constituted- in the year
' Recruitment Rules of the Service were framed in the year and
were amended on 19.02,1987, The'First Cadre Review of the Service was

done in the year , the second in the year, , the third in 2006 and

fhis is the Cadre Review of the Service.

Cadre Strength of the Service, at the time of inception wasg we—eome.- and the
present sanctioned strength of the Service ig-—-ewm-. The major changes in
the strength undergone in the service since inception are as under:



(As on 1 Jan.)

Grade | Inception [1%  Cadre

Review

znd

Review

Cadre

--------

Any other major
increase

T Year

Year

Year

---------

Year

Apex

HAG+

HAG

SAG

JAG .

STS

JTS

Total

1.3  Functions & Responsibilities of the Service.
(This should inciude the work allocation of ‘the service)

Apart from postings in the main Ministry, i.e., the M/o Planetary Affairs, the
officers of the Solar Family Exploration Service are also vosted in its field
formations and some other important'Ministriestepartments like PMQO, Ministry
of Science & Technology and organizations like ISRO, efc. The seniormost post

in the service is

N e

at the Apex level in the Ministry of Planetary Affairs.

The distribution: of posts in different offices (grade wise) is as follows :

Tab

le 1

HAG

JAG

STS

JTS | Total

Ministry

Headquarters/Board |

Apex

SAG

/0O Moon Mission

D/c Mars Mission

D/o Venus Mission

D/o Saturn Mission

PMO

ISRO

Other Ministries

, Field offices

Total




15 The field offices are situated at Bangaluru, Hyderabad, Mumbal Chenng.,
Kolkata......... These offices are headed by the ............... , Which is an level post,
He reports tothe ................. , an ....level officer in the Ministry of Planetary Affairs,
The cadre post of the service in PMO, ISRO and other Ministries are at SAGIAG Jevel
The present Organlmtlonal Structure in the Ministry is as follows :-

The present Organizational Structure in the Field formation) is as follows:~ |

16 The Direct recruitment to the service is done at JTS level through Civil Services
ExammatlonIEngmeenng Services Examination conducted by the Union Public Service
Commission and the minimum qualification for the service is graduate/graduate in
Engmeenng The ratio prescnbed for direct recruitment to promotion ig 1:1.

1.7 The feeder grades cdmprises of cveiiinen .o @nd the cadre strength of the
feeder grades is . The details of the strength in each of the feeder grades are as
under:

2 Funetional justification for Cadre Review as given by the Depariment : The
officers of the service are playing a very important role to achieve the goals outlined
for development of Solar Mission of the Govi. of India. In last fl\;e vears i.e, after the
last cadre review there are major changes undergone in the workload and mandate
of the organization.

. a. The main reason leading to the decis:an of cadre review along with
supportmg information.
b. Change in the mandate of the organization and role of the service in

future.



¢. Busihess process reengineering redistribution of posts and
responsibilities.

d. Increase in volume of work.

e. Impact of computerisation and outsourcing of certain works hitherto being
undertaken in the Department.

f. Impact of creation of public sector units for work whtch weta originally
being performed by this service '

2.1 Justification for increass/decrease in posts at different levels.
The Cadre Review proposal is aimed to meet the functional requirement as well as
career expectafiohs of the officers of the Service and keeping in view the same, it is
proposed to revise the cadre strength in various grades keeping the overall cadre
strength intact. The details are as under:

(JApex Level At present there Is no post at this level At is prposed to
create/upgrade __ posts at this level o iook after the work of __ ( functional
justification).in case the proposal is accepted officers of the __ batch will be
covered.
(il) HAG + Level
(H)HAG Level
{iv}SAG Leve!
{(VIJAG/NFSG
{vi}STS Level
- (VilWTS Level
(viii) Reserve

(The Batches to be covered in each grade after the proposed cadre review

should also be indicated.)




2.2 Changes in the Organizationa| Structure after the propo

seq Cadre Review.

Table 2
Existing
Apex HAG |SAG [JAG STS JTS | Total
Ministry
Headquarterszoard
D/O Moon Mission
D/o Mars Mission
D/o Venus Mission
D/o Saturn Mission o
| PMO
[ ISRO
Other Minisfries
Field offices
Total |
Table &
Proposed
Apex HAG | SAGC | JAG STS JT8 | Tota)
Ministry -
Headquarters/Board

DIO Moon Mission

D/o Mars Mission

Dfo Venus Mission

D/o Saturn Mission

PMO

ISRO

Qther Ministries

Field offices

Total




Table 4- Structure of cadre proposed by the Ministry of Planetary Affairs.

Sl. Grade Existing Proposed % of SDP
No. Strength | Strength Normative | Existing | Proposed
{) Apex : 3

(if) HAG+

(iii) HAG

(iv) SAG 17

v} | JAG/NFSG 50

M) | S8 30

SDP

(vity |JTS

(vii} | Reserve

Total

Stren

_oth

3 Financial implications/Financial Neutrality

The cadre restructuring, as proposed above, would entail an additional
per annum. The calculation sheet is annexed.
(While calculating Financial Implication, the NFSG and NFU may also be taken
into account. As far as possible, ‘Nil' financial implications may be shown. If

expenditure of around Rs.

sofme posts are required to be created, which results in financial implications, the
same may be neutralized by showing matching savings by curtailing a few posts
from some other grade. Hence, as far as possible budget neutrality may be

showny),

4 Recruitment Planning




The cadre review proposal should ensure that planned recruitment should be
“done by the Departmen_t taking into account maintenance and growth needs of
the cadre and promotional prospects for the holders of the cadre posts,

4.1 Year wise recruitment position:

Year of
Recruitment

Number of | Numbher  of | Number of Number of

Vacancies for | persons
Direct actually

vacancies to | officers
be filled by | actually
premotion promoted

Recruitment | appoinied

4.2Year wise recruitment planning: The detailed 'recruitment planning for the

next five years may be shown,

Year

Number of Vacancies for
Direct Recruitment

Number of vacancies
to be filled by
promotion




5 Vacancy position: The details of incumbency position are as under:

(As on 1% Jan.)

Grade

Authorized Actual Strength (No. of officers holding

Last

Sanctioned | Cadre
strength post

Ex- - | Deputation/Leave/Training

cadre
posts

Total | Promoted
Qfficer's
Batch

Apex.

HAG+

HAG

[SAG

JAG

STS

| JTS

Total

il

(in case of vacancy, the steps to mitigate the vacancy level may also be indicated)

6 Batch wise strength

(As on 1% Jan.)

S.

No. Batch (Year)

Direct Recruits

Promotee

Total




7 Proposal for approval @

Approval of Committee of Secretaries is solicited for the cadre review proposal of
the Solar Family Exploratlon Service as summarised below:
The following changes in the Cadre structure -

. Creation/abolition of ___ posts at HAG Level
il. Increase/docrease of _ posts at SAG Level
iil.  Reductionfenhancement of __ . posts at JAG Level
lv.  Reduction/enhancement of ___ posts at STS Level and
V. Reduction/enhancement of ____ posts at JTS Level
The recommendation made above can be summarized as belox& :

a)
b)
c)
The structure after changes, if accepted, will be as follows.
Sl, No. | Grade Existing Strength | Proposed Strength
o) ' Apex Scale | '
(ify | HAG
(iii) SAG
(iv) TIAG
(v} STS
SDP |
(vi) - JTS
(viy Reserve
Total Strength

This has the approval of integrated Finance Division and Minister Incharge.

(Signature)

10




Annexure—l_v to the O.M. No. 1-11011/16/2022-CRD dated 30.09.2022

Services/cadres required to be reviewed through the Cadre Review Committee
(para 4.6)

{Note: This list is only for the purpose of cadre review)

S. No. Name of the Service (Ministry Wise)
Ministry of External Affairs
1. Indian Foreign Service
Ministry of Finance
2, Indian Revenue Service (C&IT)
3. Indian Revenue Service
4 Indian Economic Service
5. Indian Audit & Accounts Service
6. Indian Civil Accounts Service
7. Indian Cost Accounts Service
Ministry of Railways
8. Indian Railway Management Setrvice
e Indian Railways Traffic Service
+ indian Railways Accounts Setvice
» Indian Railways Personnei Service
¢ Indian Railways Service of Engineers
¢ Indian Railways Service of Signal Engineers
s Indian Railways Service of Mechanical Engineers
e Indian Railways Service of Electrical Engineers
¢ indian Railways Stores Service
Indian Railway Protection Force Service
10. Indian Railways Health Service
Ministry of Information & Broadcasting
11. Indian Information Service '
Ministry of Communications
12. Indian P&T Accounts and Finance Service
13. Indian Postal Service
14. Indian Telecommunications Service
15. Indian Radio Regulatory Service
: Ministry of Defence
16. indian Defence Accounts Service
17. Indian Defence Estates Service
18. Indian Defence Service of Engineers
19, Indian Naval Armament Service
20. Border Roads Engineering Service
21. Indian Naval Material Management Service
22. Defence Research and Development Service
23. Defence Aeronautical Quality Assurance Service
24, Defence Quality Assurance Service
Ministry of Commerce
25, Indian Trade Service
28. indian Petroleum & Explosives Safety Service
Ministry of Road Transport & Highways
27. Central Engineering Service (Roads)
Ministry of Jalshakti
28. Central YWater Engineering Service




Ministry of Urban Development

29, Central Engineering Service {(CPWD)
30. Central Electrical & Mechanical Engineering Service (CPWD)
3. Central Architect Service (CPWD)
Ministry of Power
32. Central Power Engineering Service
Ministry of Skill Development
33. Indian Skill Development Service
Ministry of Heaith
34. Central Health Service
Ministry of Law & Justice
35. Indian Legal Service
Ministry of Mines
36. Central Geological Service Group ‘A’
37. Geological Survey of India Chemical Service Group ‘A’
38. Geological Survey of India Geophysical Service Group 'A’
39. Geological Survey of India Engineering Service Group ‘A’
Ministry of Statistics & Programme Implementation
40. Indian Statistical Service
Ministry of Corporate Affairs
41, indian Corporate Law Service
Ministry of Home Affairs
42, Indo Tibetan Border Police (General Duty Cadre Group ‘A"
43, Central Industrial Security Force (General Duty Cadre Group ‘Al
44. Border Security Force (General Duty Cadre Group ‘A"
45. Central Reserve Police Force (General Duty Cadre Group ‘A’)
46. Sashastra Seema Bal (Combatised General Duty Cadre Group ‘A
47. Medical cadre of CRPF
48. Medical cadre of ITBP
49. Medical cadre of BSF
50. Medical cadre of SSB
M/o Science & Technology
51. Survey of India Group ‘A’ Service
Ministry of Labour & Employment
52, Central Labour Service

In the following Services (which are declared dying or posts have been
transferred to other organisations/PSUs or on deemed deputation in PSUs),
requirement of cadre review may be decided on case-to-case basis)

53. Indian Ordnance Factories Service

54. indian Ordnance Factory Health Service

55, Indian Supply Service

56. Indian Inspection Service

57. Indian Broadcasting (Programme) Service

58. Indian Broadcasting (Engineering) Service

59. P&T Building Works Service

60. Group ‘A’ posts of Scientists in Ministry of Earth Science (earlier Indian
Meteorclogical Service)




Annexure-V to the 0.M. No. 1-11011/16/2022-CRD dated 30.09.2022
DATA FORMAT FOR CADRE STRENGTH, STRUCTURAL RATION AND THRESHOLD ANALYSIS FOR CENTRAL GROUP "A” SERVICES AS ON 15T JANUARY/1ST JULY
CADRE CONTROLLING AUTHORITY :

NAME OF THE SERVICE ;

1 2 3 4 5 G ? 8
Pay Matrix as per 7th CPC {pre-revised pay scales have Authorised Sanctioned Officers in Officars an | Total [Column| Last promoted Officer's batch (i.e | Year of Last Remarks#
been indicated within brackets) Strength of Cadre {Ex- position on deputation/ |3+ Column 4)| Year of UPSC Exam's final result) a Cadre
Cadre Posts to be shown| cadre posts ieave/ training nd Serial No. of the officer in the Review*
separately) batch/total ro. of officers in the
batch
D L T
Apex Scale

Level-17 {Rs.80,000(Fixed)}

Higher Administrative Grade (HAG)+

tevel-16 {Rs.75,000 - 80,000}

Higher Administrative Grade (HAG)

Level-15 {Rs.67,000 -79,000)

Sanior Administrative Grade {SAG]

Level-14 {Rs.37,400-67 000 + G.P.10,000 (Pay Band4}}
Junior Administrative Grade (JAG)

Level-13 A {Rs.37,400-67,000 + G.P.8,500 (Pay Band 4}
tevel-13 {Rs.37,400-67,0600 + G.P.8,700 (Pay Band 4)}
lLevel-12 {Rs,15,600-39,100 + G.P.7,600 (Pay Band3}}
Senior Time Scale [STS)

Level-11 {Rs.15,600-39,100 + &.P.6,600 {Pay Band 3}}
Jenior Time Scale {JTS}

Level-10 {Rs.15,600-39,100 + G.P.5,400 (Pay Band 3)}
Rserve {ITS} $

1. Leave Reserve

2. Training Reserve

3. Deputaion Reserve

4, Probation Reserve

§ whether separate provisions of each of the reserves exists in the cadre or it is combined or inclusive with JTS.

* It is to be confirmed whether Cadre Review was undertaken in compliance of established cadre raview procedure issued by DoPT.

# A separate sheet containing the cadre structure approved during the last cadre review must be provided.

# If creation of posts has taken separately through other than the cadre reveiw procedure estabiished by DoPT, details of kast of such action, along with cadre struture after such approval be provided
indicating the autharity which approved such proposal and whether DoPT was consulted for the same,

# Last amendment in Service Rules/Recruitment Rules and whether the same contain the decision of last cadre review.
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