CHAPTER -1

I ntroduction

01.01. The present Pay Revision Commission was constituted by the
Government of Andhra Pradesh under G.O.Ms.No. 438, Genera Admn.
(Spl.A) Department, dated: 7.7.2008. The Order states that the Commission
has been constituted in response to the representations received from various
Service Associations requesting for a Commission to review the pay scales of
the Government employees. The Pay Revision Commissioner was also
appointed in the same Order. The Terms of Reference of the Commission are
asfollows:

1. “To evolve the principles which may govern the structure of
emoluments and those conditions of service of various
categories of employees of the State Government, Loca Bodies
and Aided Institutions, Non-teaching staff of the Universities
including Acharya N.G. Ranga Agricultural University,
Jawaharlal Nehru Technological University, Work charged
employees and full-time contingent employees, which have a
financial bearing taking into account the total packet of benefits
available to them and suggest changes therein which may be
desirable and feasible;

The Commission however shall not deal with the teaching staff
in Government Colleges and Government Aided Private
Colleges drawing UGC/AICTE and ICAR scales. The
Commission shall also not deal with the officers of A.P. State
Higher Judicial Service and A.P. State Judicial Service who are
drawing pay scales as recommended by the First National
Judicial Pay Commission.

2. To examine as to what extent the existing DA may be merged in
pay and, to evolve consequent new set of pay scales merging
DA therein and to suggest the mode of fixation of pay in the
Revised Pay Scales.

3. To study the Automatic Advancement Scheme as modified from
time to time keeping in view the anomalies that have arisen
during the implementation of the said scheme and aso to
examine whether the said scheme should continue in its present
form and to make the recommendations in this regard.



4. To examine the need for the various Specia Pays,
Compensatory and various other Allowances and other
perquisites in cash or kind now alowed and to make
recommendations regarding their continuance or otherwise and
if continuance is recommended what modifications, if any are
deemed, desirable with regard to their rates, terms and other
conditions which should govern them in future.

5. To examine and review the existing pension structure for
pensioners, and make recommendations which may be desirable
and feasible.

6. To give its recommendations on any other matter referred to it
by the State Government during the tenure of its office.”

01.02. Subsequently, in G.O.Ms.No. 483, General Administration
(Special.A) Department, dated 12.10.2009, the following two additional
Terms of Reference have been referred to the Commission.

“(i) To evolve principles / norms / criteria / guidelines for making
any category of post as gazetted and give suggestions on the
recommendations made by Shri N. Rangachary Committee
(Anomalies Committee 2008) in respect of categories proposed
for making gazetted and also in respect of the other categories
on which the administrative departments proposed for making
certain categories of posts as gazetted.

(i)  Time bound promotions after completion of 8 years and 16
years as the case may be, to al the non-teaching doctors.”

01.03. The Pay Revision Commissioner assumed office on 25.07.2008.
The Secretary to Pay Revison Commissioner could be appointed only on
29.11.2008 who assumed office on 10.12.2008. In order to proceed with the
preliminary work relating to pay revision, the Commission requested for the
services of an Officer on Special Duty and a Consultant who assumed office
in September, 2008.

01.04. A questionnaire on various aspects covered in the Terms of
Reference was prepared by the Commission and sent to various Service
Associations, Unions, the Secretaries to Government and Heads of
Departments and also placed on the Website of the Finance Department. A
copy of the questionnaire circulated is placed in Volume IV of the Report.
The Commission requested the Associations to submit their Memoranda
before the end of November, 2008. While many of the Associations adhered
to the deadline of November, 2008, a few Associations made their written



submissions even subsequent to that date. The Pay Revision Commissioner
followed a flexible approach with regard to the receipt of representations and
allowed considerable time and freedom to the individuals and the
Associations to present their memoranda and make their presentations in
person.

01.05. The Commission also addressed the Heads of Departments
requesting them to furnish detailed information relating to the sanctioned
strength, the staff actually in position, and the pay scales for each category
along with a copy of the service rules. The Heads of Departments were
requested to furnish this information by 30.11.2008. The reports were
received long after the due date and some of them were even presented to the
Commission after the hearings were compl eted.

01.06. The Commission received 712 representations from 430 sources
and a number of Associations appeared before the Commission and made
their oral presentations. The Commission organized meetings with the
Service Associations, Unions and even individuals who had given
representations in writing. These meetings were mostly held between
17.1.2009 to 2.6.2009. The contents of the written representations received
were analysed in advance and an analysis of the requests was done and the
points on which the clarifications are required, were also identified. These
meetings have been found to be extremely useful and a number of issues were
clarified by the Associations as also by the Heads of Departments.

01.07. The Commission thought it would be advantageous to have the
benefit of advice of the previous Pay Revision Commissioners and the
Secretaries to those Pay Revision Commissioners. A meeting was therefore
convened with those who functioned as Pay Revision Commissioners from
1986 onwards and the Secretaries to those Commissioners. It is heartening to
note that out of 4 Pay Revision Commissioners 2 of them could attend while
the Secretaries to all the 4 Commissioners participated in the meeting. This
provided an opportunity to look at the developments over a period of nearly
20 years in the evolution of the pay structure, the challenges faced by each
Commission and the manner in which they had overcome those challenges.
The Commission found this meeting extremely beneficial and would like to
thank the former Pay Revision Commissioners and the Secretaries to those
Commissioners who responded to our invitation and shared their valuable
experiences.

01.08. We have found that there are large number of posts in the
Medical Department other than the practicing doctors. The Department has
also a large number of para medical staff in addition to supporting staff in
various disciplines. They perform varied functions. The Commission thought
that it would be useful to have discussions with the Heads of Departments of



Medical and Health Departments for understanding the nature of the duties
performed by the Para medical staff the quality of work expected of them and
their relative positions and importance in the overal hierarchy of the
Department. A special meeting was arranged with the Directors, Health,
Medical Education and Commissioner, Family Welfare to obtain insights into
the role and the relative position of various functionaries who come under the
umbrella of Para-Medical staff. Similarly meetings were also held with
Engineers-in-Chief of all the Engineering Departments to understand the
position of employees who come under the Work Charged Establishment
and the developments that have taken place in the last 25 years in the
evolution of the Work charged Establishment and the future role of this
establishment in the context of large scale out sourcing that is going on and is
contemplated in future in the Engineering Departments. The Commission has
benefitted immensely from these interactions.

01.09. In view of the serious complaints with regard to the manner in
which the medical reimbursement scheme is being operated we had tried to
explore the possibility of suggesting an aternative health insurance scheme
for which we sought the assistance of the Arogyasri Trust which developed
expertise in handling the medical insurance scheme for the poor. We have
borrowed extensively from the experience of this organization in preparing
our scheme. We hope that the alternative scheme we have suggested to the
present medical reimbursement scheme in the form of a Health Insurance
Scheme with some financial contribution coming from the employees would
finally be accepted and would provide grater satisfaction and fully address the
medical concerns of the employees of the State. We also hope that the success
of this venture would enthuse the employees in other States to adopt the
insurance scheme. We would like to convey our grateful thanks to the
officials of the Trust for helping usin finalizing the Scheme.

01.10. The Commission had occasion to come across a number of
instances where the promotion scale and the special grade post for that post
happened to be the same. In order to identify the magnitude of this problem a
specia meeting was held with Heads of Departments to identify various
categories of posts where the special grade post and the promotion post
happened to be the in same scale of pay. While we had made an effort to
rectify this situation it should be admitted that we have only succeeded in
minimizing the problem but not in eliminating the same.

01.11. The Pay Revision Commission was initially expected to give its
report within one year from the date of assumption of the office by the Pay
Revision Commissioner. The report should, therefore, have been submitted
by end July 2009. The Commission sought an extension of three months for
completion of the report and an additional one month’s extension was sought
when the two additional Terms of Reference were communicated to the



Commission for examination. The Commission felt that the two additional
Terms of Reference will have to form an integral part of its report and they
cannot be dealt with separately. Hence the need for extension till end
November, 20009.

01.12. The Government had, after the constitution of the Commission,
declared an Interim Relief of 15% payable from 1-10-2008 and an additional
7% payable from 1.1.2009. Thus, atotal Interim Relief of 22% was extended
to all the Government and local body employees and pensioners during the
period, when the Commission was examining the request of the various
Associations for revision of pay scales.

01.13. The Government of India's pay revision and the high order of
Interim Relief given by the State have naturally raised great expectations
among the employees and the pensioners. The State Government did not
seem to have reckoned with the changing economic scenario while
announcing the interim relief though the signs were in evidence. So far as
Government of Indiais concerned, their pay revision preceded the crisis.

01.14. While India was not as severely affected as the rest of the world
the contagion effect of the financial market collapse in USA and Europe on
the Indian economy is now being felt in the form of economic slowdown,
declining revenue inflows, job losses and loss of purchasing power. The State
revenues have suffered a setback and the inflows from the Centre have
reduced while the expenditure commitments remain unaltered, and in fact
increased due to severe natural calamities that affected the State. In these
circumstances a balance has to be necessarily struck between the high
expectations of the employees and the increasing expenditure commitments of
the Government in various sectors. It is against this backdrop that the
Commission formulated its recommendations. We have tried to balance the
developmental needs of the State with the expectations of the employees. We
hope both parties appreciate the effort.



CHAPTER-II

Pay Revision Commissions— An Overview

02.01. Since the formation of Andhra Pradesh there have been, so far,
nine Pay Commissions while the Government of India had only six Pay
Commissions. The constitution of a Pay Commission, at regular intervals, is
necessitated because of absence of a mechanism within the Government to
examine the pay structure on a continuing basis and revise it based upon the
availability or otherwise of trained man-power and arrive at a wage structure
to meet changing requirements. Since Government is a continuing institution
and there is hardly any free movement between the Government and the rest
of the economy, so far as man-power is concerned, the expectation within the
employee community is that their pay should be increased by the Government
from time to time keeping in view the increase in the cost of living, increased
expectations with regard to life style and in the case of the retired government
servants the increase in life span with consequent problems arising out of age
related diseases and inconveniences. While the Government of India has been
constituting a Commission once in 10 years the practice in the State since
1974 has been to have a Commission once in 5-6 years.

02.02. The Indian Economy had witnessed high levels of inflation with
low level of growth in the first fifty years since independence and a
mechanism had to be found by the Government to neutralize the effect of
inflation on the wages of its employees to cover the interregnum between the
Pay Commissions. Sanction of Dearness Allowance at periodic intervals
according to a pre-determined formula was the Government response to
counter the effect of increase in prices on the wages of the employees.

02.03. While neutralization for increases in cost of living was extended
in full to certain categories of employees others were compensated only
partially till the year 1996. The 5" Central Pay Commission pointed out that
in the absence of 100% neutralization for increase in cost of living to all
sections of government servants there will be an erosion in the wages of the
people who are not fully compensated for such increases resulting in
distortion in the pay structure violently disturbing the ratio of maximum to
minimum which was established in the first year of implementation of a Pay
Commission’s award. They therefore, recommended 100% neutralization for
the increase in cost of living for all sections of government servants and
pensioners. There, however, remained the issue of erosion in the real value of
other alowances which are related to salary and the employees, therefore
demanded an increase in other allowances also commensurate with the
increase in cost of living. Since the Government of India was appointing a
Commission once in 10 years they addressed this issue by providing for



increases in other allowances when the DA, as a percentage of the pay,
exceeded 50%. In our State, however, since the pay revisions are taking place
amost every 5-6 years the necessity for considering a part of D.A., as pay for
purposes of alowances has not arisen so far.

02.04. The last Pay Commission of the State merged DA as on
1-7-2003 with basic pay and arrived at revised pay scales. Since then, the DA
was increased at 6 monthly intervals as in the case of Government of India
and the DA as % of the pay as on 1-7-2008 reached 42% of the basic pay. The
state had also sanctioned interim relief in two spells at the rate of 15% from 1-
10-2008 and 7 % from 1-1-2009.

02.05. A brief history of the Pay Commissions constituted by the State
Government is given below:

02.06. After the formation of Andhra Pradesh the 1% Pay Revision was
initiated in 1958 under the Chairmanship of Sri K.Brahmananda Reddy, the
then Finance Minister. The 2™ Pay Revision Commission was constituted in
1965 as a One Man Commission under Justice N.D.Krishna Rao. The 3 Pay
Revision Commission was headed by Sri R.Prasad, 1.C.S., (Retd)., the 4" Pay
Revision Commission by Sri A. Krishna Swamy, I.A.S., (Retd).., the 5" Pay
Revision Commission by Sri K.Subrahmanyam, IAS., the 6™ Pay Revision
by Sri D.Shankaraguruswamy, IAS.. (Retd)., the 7" Pay Revision
Commission by Sri R.K.R. Gonela, IAS, (Retd.) and the 8" Pay Commission
by Sri JRambabu, IAS., (Retd). The following table indicates the dates of
constitution, time taken by the Commission and other details relating to
various Commissions appointed since 1958.

Statement showing the particulars of Pay Revision from timeto

time
Sl. PRC |Date/Year Date of Time Date of Financial
No of Submission taken Implementa- | Implications
Constitution of the tion
report
1 1958 NA NA NA NA NA
2 1965 NA NA NA NA NA

3 1974 06-06-1974 | 29-14-1975 | Nearly 11 | 1-1-1974 with | Rs.7.50 cr.
months monetary
benefit  from

1-1-1975.
4 1978 Pay 01-01-1978 | 17-09-1979 | Nearly 1 | 1-4-1978 with | Rs.31.15cr.
Scale + year 8 | monetary
Pensions months benefit  from
1-3-1979
5 1986 10-05-1985 | 13-07-1986 | Nearly 1| 1-7-1986 Rs.75cr.

year 2
months




Sl. PRC Date/ Year Date of Time Date of Financial
No of Submission taken Implementa- | Implications
Constitution of the tion
report
6 1993 03-05-1991 | 08-04-1993 | Nearly 1| 1-7-1992 with | Rs.210.50
year 11| monetary cr.
months benefit  from
(Univer- 1-4-1993
sities Non-
teaching
staff are
included
in Terms
of
Reference)

7 1999 01-02-1998 | 21-07-1999 |Nearly 1 1-7-1998 with | Rs.1257.82

Pay (Govt. Emp.) |year 5 Monetary cr.
Scales + 25-08-1999 |months benefit  from
Pensions (Universities) | (Govern- 1-4-1999

ment
Employees)
after 1
month
(University
Employees)

8 2005 23-02-2004 | 30-06-2005 | Nearly 1-7-2003 with | Rs.1199.62
Scales + one year 4 | Monetary cr.
Pensions moths benefit w.ef.

1-4-2005
02.07. An interesting feature of our pay revisions has been the

appointment of an Anomaies Committee immediately after the
implementation of the report of the Pay Commission. We have perhaps, as
many Anomalies Committees as there are Pay Revision Commissions. A
perusal of the Anomalies Committees Reports reveal that their examination
was not confined to the anomalies that arose out of the Report of the Pay
Commission but also addressed a number of issues which were not conceded
by the Pay Commission. The employees thus used the Anomalies Committee
as another window available to them beyond the Pay Revision Commission to
ventilate their grievances and sometimes succeeded in getting favorable
findings though the PRC had rejected them. Obviously thisis not the intention
of the Government and is a case of undue advantage taken by the Unions and
unbridled exercise of discretion by the Anomalies Committee. This has
happened primarily because those who approached the Anomalies Committee
were not specifically asked by the Committee to precisely identify the
anomaly which has arisen as a result of the recommendations of the Pay
Commission. The Anomalies Committees enlarged the scope of their enquiry
to nullify, at times, the parities established by the Pay Commission and in the
process created new anomalies. They made recommendations on issues not
referred to them and were totally outside the scope of their examination. We



have pointed out some instances of this nature while dealing with specific
cases. Thisisnot adesirable trend and deserves to be discouraged through an
appropriate institutional mechanism.

02.08. The 1978 Pay Commission called “anomaly” as the new pay
disease. We totally endorse this view. It is not uncommon for the
Associations to ventilate the same grievance at various fora and complain that
their legitimate concerns were not addressed by the P.R.C., the Anomalies
Committee and the Government. There is a Perception problem here. The
PRC / Anomalies Committee may not perceive it as a disparity while the
affected parties think that they are not getting a sympathetic response. Most of
the complaints relating to anomalies fall in this category. One common
complaint is that a pay parity that existed at one time between officers of one
Department and another in a different Department is disturbed by the P.R.C.,
and it should be restored. This Commission had occasion to come across a
number of representations citing the parity in pay scales of 1974 as the basis
for claiming restoration of parity with those who got improved scales in the
subsequent revisions.

02.09. The Pay Revison Commissions are meant to assess at periodic
intervals, the changes taking place in priorities of Government which find
expression in the form of new schemes, the mechanism for implementation of
these schemes, the availability of qualified manpower to achieve the
objectives of the schemes and the incentives to be built in through an
appropriate pay structure to enthuse existing incumbents and attract new
talent into the service. In this process the pay scales get revised and the
parities that once existed in pay may get altered. If the job of the P.R.C., isto
merely arrive at a DA merged pay scale and suggest a fitment formulawith al
employees getting equivalent pays, it would freeze relativities at a given point
of time and the PRC can easily be replaced by a qualified statistician who can
generate the statements and leave the judgment regarding fitment to
Government. That, obvioudly, is not what the Government expects of a PRC
nor is it the expectation of the Associations/Unions. Hence citing one time
parity in the pay scale as an anhomaly has been found by many Commissions
and even Anomalies Committees as a cause not warranting their intervention.

02.10. The other common representations seeking parity in scales are
based on similar academic qualifications, entry into Government service
through a common entrance examination, size of the territorial jurisdiction
etc., These issues were examined by several Commissions/Committees and
not held to be valid as academic qualifications alone cannot constitute the
basis for determination of pay asin such an event the R.D.O. and the Deputy
Superintendent of Police should be placed in the same scale of pay as the
Assistant Section Officer in the Secretariat, that common entrance
examination is a matter of convenience and cannot be the justification for
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equal pay and that territoria jurisdiction is determined with reference to the
intensity and quality of work and cannot become a bench mark for pay scales
etc,. What determines the pay scale ultimately is a combination of all these
factors and not a single feature as is made out by the Associations that present
their case before various Commissions/ Committees.

02.11. While we have dealt with a few instances of what do not
constitute “prima-facie” an anomaly, it is only fair that we indicate what, in
our opinion constitutes an anomaly. The most obvious case is same category
of people working in different Organizations getting different pay scales. The
classic case is the SGB Teachers in PR institutions getting a scale of pay
different from SGB Teacher working in Jails or Juvenile Welfare Department.
These arise more due to oversight than as a matter of deliberate policy. The
next case of an anomaly arises if the promotion post and the feeder category
are in the same scale or the promotion post carries alower pay. The exception
to this, of course, is the case where some one from one line of activity moves
into another line of activity. An example of this exception isthe Teachersin a
particular scale moving into administrative line, which according to us is a
matter of deliberate choice. Same is the case with officers from HOD and
Secretariat seeking field assignments. Normally when some one progresses in
his own Department to higher levels he should be moving into a higher scale.
When he moves away from his normal course of progression and seeks
opportunities outside the wing to which he was recruited, he should be willing
to settle for an equal or less pay as he has the choice to either follow or reject
that course of alternative progression.

02.12. We believe that the present cycle of Pay Revision
Commission followed by an Anomalies Committee which, in turn, is
followed by another Pay Commission even before the conclusion of the
sessions of the Committee appointed to look into the anomalies of the
earlier Pay Revison Commission should cease. The reports of the earlier
Anomalies Committees reveal that their examination is as extensive as the
examination by the Pay Revision Commission. As pointed out by us earlier,
the Anomalies Committee should restrict itself only to an anomaly that has
arisen as aresult of recommendations of the Pay Revision Commission whose
report is being reviewed by the Committee. It should not entertain
representations already made to the earlier Pay Revison Commission and
reopen issues which have already been settled by the PRC. We recommend
that to achieve this objective the Committee should insist on every
representation being accompanied by a standard proforma which should
be published by the Committee in advance and a perusal of the repliesto
the proforma should reveal whether the anomaly is attributable to the
recommendations of the Pay Revision Commission or not. The petitioner
should be able to establish clearly that his position has been altered, only
as a result of the recommendation of the Pay Revision Commission. This
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will ensure that the Committees enquiry would be limited to the problem that
arose due to the current Report of the P.R.C. This will also ensure that the
issues of historical parities are not raised “adnauseam” for gaining a hearing
from the Committee. Further if the Pay Commission in its report had given
reasons for the changes effected for a particular group of personnel, this
cannot, prima facie, be called anomaly even if it affects others who happened
to be in the same pay scale. Obviously the Commission decided to effect
changes and did not wish to grant the same benefit to others who are placed in
the same scale. Such cases should only be taken up before the next Pay
Commission as and when constituted. If the Anomalies Committee deals
with it and gives a finding contrary to that of the P.R.C., it would amount
to the Committee substituting its judgment in place of the judgment of
the P.R.C. That isnot therole of the Anomalies Committee. If the above
suggestions are adhered to it will leave sufficient time for the Committee to
examine genuine cases of anomaly, if any, caused by the recommendations of
the PRC whose report is being examined by them. We also suggest that the
officers, who assisted the Committee may be continued with a small
supporting staff to assist the PC Section and provide the circumstances that
led to the conclusions of the Commission and the implication of changes, if
any, contemplated by the Committee.

02.13. Since the examination will be a focused one, there will be no
need to have a separate Chairman for this Committee. A Committee of
Secretaries including a Secretary from the Finance Department may be
entrusted with thejob of attending to anomalies pointed by individuals or
Associations with the Finance (PC) Section assisting that Committee
instead of a full time Anomalies Committee. This will result in a speedy
disposal of the representations and redressal of genuine grievances. This
will be far more effective and will serve the interests of the employees better
than the existing system of an exclusive Chairman who feels moraly
obligated to examine every petition received by him whether relevant or not
relevant to the terms of reference and take a year or so to submit his report.
This will ensure not only a speedy disposal but aso end uncertainty and give
finality to the issue of pay scales so far as that Commission is concerned.

02.14. We have made an attempt in this Report to look at various
aspects affecting the emoluments of the employees and work out an
appropriate package consisting of a streamlined Master Scale, a span of scales
that avoids stagnation, ensures that the quantum of increment is consistent
with the increases in the quantum of pay and that there is a reasonable
increase in other allowances etc. We also worked out appropriate pay
packages for a set of employees where we thought streamlining is called for.
We tried to bring the Minimum Pay scale of the lowest paid employee in
the State Government on par with the pay scale evolved by the Sixth
Central Pay Commission for category ‘D’ employees for initial fixation
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before they are integrated into category ‘C’ as they suggested eventual
abolition of category ‘D’ in G.O.l. However, the States that adopt the
Central scales had continued with Class IV which is equivalent to D
category in Government of India, and adopted the corresponding pay
scale of ‘D’ category for their Class |V employees. We are, therefore, on
par with the States that adopt Central Pay Scales so far as Minimum pay
IS concer ned.

02.15. Aswe have equalized the pay scales at the lowest level and our
DA is aligned to Government of India we feel that a pay revision should be
contemplated by the State only when the next Pay Commission of G.O.l. is
about to submit its Report for their employees. 1t would be advantageous to
align the DA merger with that of the G.O.l. employees at least in the next
revison. Meanwhile when the DA on therevised pay scales reaches 50%
of the basic pay, we recommend that all allowances including special pay
may beincreased by 25% so that employees ar e adequately compensated
for theincreasein the cost of living and will not nursea grievancethat a
PRC would have addressed thisissue had it been constituted after 5 years
as has been the case so far.

02.16. Several Pay Commissions in the past had recommended pay
revision once in ten years. Frequent pay revisions raise expectations, disrupt
normal work, create additional work load on all organizations with no
tangible benefits. Five yearsistoo short a period for a major reassessment of
the activities of the Government and the role played by its employees.

02.17. Wefirmly believe that revisions at short intervals should be
avoided and the scales should be allowed to settle down and there should
be reasonable certainty about the scale and the emoluments that go with
it. We strongly urge the Government to give up the present practice and
follow the G.O.I practice of appointing a Pay Commission once in ten
years. Our recommendations regarding compensating the employees
through increase in other allowances when DA crosses 50% of basic
should assur e the employees that their financial interests are protected in
theinterregnum.
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CHAPTER-III

State Economy- An Overview

I ntroduction:

03.01. The terms of reference of the Pay Commission specificaly
enjoin the Commission to make recommendations relating to revision of pay
and other allowances keeping in view the state of the economy, the resource
endowment, the ability of the State to convert those resources into realizable
revenues, and the competing demands on those resources. The Associations,
on the other hand, contend that the Commission should recommend a fair
wage and the manner in which the financial commitment would be met should
be left to the ingenuity of the State. We do not fully subscribe to this view.
While the employees have to have reasonable pay package sufficient to attract
the talented people into government service and retain them, the larger role of
the government to facilitate development of the State and ensure that its
citizens have access to food, clothing and housing at reasonable prices, cannot
belost sight of. The state of finances and their present deployment along with
future requirements therefore become critical to arrive at a reasonable
package of emoluments for government servants and those who work in the
local bodies and a number of welfare Corporations which aso follow the
wage structure evolved by the Commission for government servants.

03.02. It iswell recognized that Andhra Pradesh virtually acts as alink
between the North and the South due to its strategic geographical location.
For a long time, under various parameters, the State had indicators which
were above the average of the most populous States in the North and below
the levels attained by the States in the South. Over a period of time, there
seems to be a shift away from this trend and an attempt is made in this chapter
to briefly outline the performance of the State’s economy and the lessons
that one can draw from it for arriving at a reasonable wage structure for the
employees of the State , local bodies, Universities and the Welfare
Corporations.

Growth Performance:

03.03. The growth of Gross State Domestic product (GSDP) of the
State which remained lower than the growth of Gross Domestic Product
(GDP) for the country till the seventies improved in the eighties. The GSDP
growth in AP in the eighties at 6.1 per cent was marginally higher than the
GDP growth of the country (5.6 per cent). AP was one of the top performing
States in the eighties with only three states, namely, Rajasthan, Haryana, and
Maharastra registering higher growth than A.P. The higher than the national
average growth could not be sustained for long. The growth of the State
economy slipped below the national average during the mid-nineties and this
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became more pronounced in later years. In the nineties, AP was ranked eighth
in terms of GSDP growth. Apart from the above three States, Gujarat,
Karnataka, Tamil Nadu and West Bengal had growth rates higher than that of
AP. The GSDP growth was lower than the national average in al the years
from 1995-96 to 2002-03, except in the years 1999-2000 and 2000-01. The
higher than national average growth in 1999-2000 was following a negative
growth in the previous year and the higher growth in 2000-01 was facilitated
by a higher growth of the agricultural sector. Since 2003-04 there has been a
turnaround in the State economy and the growth of the economy has
consistently been higher than the national average in al the years, with the
exception of 2008-09. Lower growth of the economy in 2008-09 was on
account of steep fall in the growth of agriculture and industry, more
particularly in the latter sector. Growth of agriculture and industrial sectors
largely contributed to the higher growth of the economy since 2003-04.

03.04. There was a margina shift in the composition of GSDP
between 1999-2000 and 2008-09. During this period, while the share of
agriculture declined by nearly five percentage points to 23.9 per cent, those of
the industry and service sectors improved by nearly one percentage point to
249 per cent and by nearly four percentage points to 51.2 per cent,
respectively. Table-1 presents the trend in the growth of GSDP in the State.

Table-1: Aggregate and Sectoral Growth Rates-Andhra Pradesh and

India
Period/ Andhra Pradesh (Sectoral growth %) Growth
years Agriculture | Industry | Services | GSDP |of GDP
(%)
1960-71 1.07 5.15 3.59 2.26 3.55
1970-81 1.18 5.97 5.02 3.08 2.63
1980-91 3.79 7.20 8.26 6.11 5.62
1990-2001 | 2.95 6.56 6.43 5.29 577
1999-2000 | -0.70 3.51 8.88 5.64 6.44
2000-01 12.91 1.08 7.73 7.94 4.35
2001-02 -1.53 4.63 7.69 4.22 5.81
2002-03 -7.76 8.21 6.30 2.73 3.84
2003-04 15.14 6.16 7.92 9.35 8.52
2004-05 4.44 12.20 8.27 8.15 7.47
2005-06 8.84 13.22 9.53 10.24 9.52
2006-07 2.73 17.66 12.29 11.16 9.75
2007-08 14.85 11.11 8.37 10.62 9.01
2008-09 2.27 0.12 10.06 5.53 6.70

Note: Figuresfrom 1999-2000 onwards are at 1999-2000 prices. Others
are at 1993-94 prices.

Source: Government of Andhra Pradesh, Planning Department, ‘ Socio
Economic Survey 2008-09'.
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03.05. The per capita income of the State, which remained below the
national average till 1999-2000, witnessed a turnaround since 2000-01. Since
2000-01, the per capita income of the State has consistently been higher than
the national average. The higher growth of per capita income in the State
during the nineties, despite a lower than all-India growth of the economy, was
entirely on account of the deceleration in the growth of population in the
State. During the decade 1991-2001, the population of the State grew by 1.46
per cent per annum as compared with the country’s average of 2.15 per cent
per annum. In the year 2008-09 for which the latest figures are available, the
per capita income of the State at constant prices (1999-2000 prices) was Rs.
26,983 as compared with the national average of Rs.25,494. Trends in per
capitaincome of the State are presented in Table-2

Table-2: Trendsin Per Capita |ncome-Andhra Pradesh and All-India

Period/ Average annual Per Average annual Ratio of per
years capitaincome (Rs) growth of per capita | capita income
income (%) of AP to all-
AP India AP India | India (%)
1960-71 4422 4965 0.26 1.23 89.1
1970-81 4904 5575 0.94 1.12 88.0
1980-91 6160 6788 3.04 3.24 90.7
1990-2001 | 8865 9587 4.01 3.98 92.5
1999-2000 | 15507 15881 4.26 4.56 97.6
2000-01 16574 16173 7.44 1.84 102.5
2001-02 17213 16769 3.86 3.69 102.6
2002-03 17340 17109 0.74 2.03 101.3
2003-04 18819 18301 8.53 6.97 102.8
2004-05 19963 19331 6.08 5.63 103.3
2005-06 21728 20868 8.84 7.95 104.1
2006-07 23898 22580 9.99 8.20 105.8
2007-08 26195 24295 9.61 7.60 108.2
2008-09 26983 25494 3.01 4.94 105.8

Note: Figuresfrom 1999-2000 onwards are at 1999-2000 prices and
others are at 1993-94 prices.

Source: Government of Andhra Pradesh, Planning Department, ‘ Socio
Economic Survey 2008-09'.

03.06. The global downturn being witnessed since September 2008
has cast its shadow on the Indian economy. The growth of GDP in the country
slipped to 6.7 per cent in the year 2008-09, the lowest in the last six years.
The Reserve Bank of India's forecast of GDP growth in 2009-10 is about 6
per cent. In Andhra Pradesh, the decline in the growth of GSDP in 2008-09
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was much sharper. The growth of GSDP in 2008-09 declined by over 5
percentage points to 553 per cent. Uncertainty regarding economic
recovery in 2009-10 has been compounded by the significant shortfal in
rainfall in the current year in most parts of the State and the country. In the
current uncertain situation, it would be difficult for the State to maintain
the momentum of growth. Given the uncertainties, it would be difficult to
estimate the extent of slowdown in the State economy and the duration of
the sow down. This is an important development with a significant
bearing on State finances.

Section-2: Fiscal situation of the State

03.07. The finances of the Government of Andhra Pradesh started
deteriorating towards the middle of the nineties as in other States. The main
factors contributing to such deterioration in general were low and declining
buoyancies in tax and non-tax revenues, losses of public enterprises,
particularly those of the State electricity board, declining resource transfers
from the Centre and pay revision of government employees. In addition to
these general factors, the introduction of full prohibition in the State and the
revival of the Rs. 2 per kg rice scheme in the year 1995-96 greatly contributed
to the deterioration of State finances in Andhra Pradesh. These factors
resulted in higher revenue and fiscal deficits and consequent build up in the
outstanding public debt of the State and interest burden. The quality of
expenditure also suffered a great deal with the share of revenue deficit in
fiscal deficit increasing from 16.3 per cent in 1990-91 to over 47 per cent in
1998-99. This indicates that nearly 50 per cent of the borrowed resources
were used to finance current expenditure. The revenue deficit of the State
which deteriorated from 0.45 per cent of GSDP in 1990-91 to 3.55 per cent of
GDSP in 1996-97 dlightly moderated to 2.48 per cent of GSDP in 2000-01.
The fiscal deficit of the State reached the peak level of 5.04 per cent of GSDP
in 2000-01 from a modest level of 2.73 per cent in 1990-91. The outstanding
debt of the State increased to 27.04 per cent in 2002-03 from 19.05 per cent in
1990-91. Proportion of interest payments to revenue expenditure reached a
level of 23.5 per cent in 2002-03  from 10.6 per cent in the year 1990-91.
State’s own tax revenue which declined from 7.47 per cent of GSDP in
1990-91 to 5.16 per cent 1995-96 recovered to reach the 1990-91 level in
2000-01.

03.08. Faced with the deteriorating fiscal dituation, the State
Government took a number of steps. These included reverting to partial
prohibition in the year 1996-97 and its total lifting in the year 1997-98, raising
the issue price of rice to Rs.3.50 per kg from Rs.2 per kg, raising water rates
and electricity tariff. These measures helped in arresting the deterioration in
the fiscal situation.
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03.09. Since about 2003-04, the State has been witnessing a major
improvement in its finances along with other States. The major contributory
factor for such an improvement was the turnaround in economic growth in the
country. There was a magjor shift in the trgjectory of growth in the case of the
national economy as well as the economy of the State. While GDP growth at
the national level increased from 3.84 per cent in 2002-03 to 8.52 per cent in
2003-04, the growth of GSDP at the State level rose from 2.73 to 9.35 per
cent in the same period. Along with the pick up in the growth of the economy,
tax revenues started becoming more buoyant. The fiscal situation in the State,
inanutshell, isreflected at Table 3.

Table-3: Fiscal situation in Andhra Pradesh - 2003-04 to 2008-09

Rs. Crore)

2003- | 2004- |[2005- [2006- | 2007- |2008- [ 2009- | Change:
04 05 06 07 08 09 10 2008-09
(RE) | (BE) | Over

2003-04

|. Totd 26869 | 28749 | 34851 | 44245 | 54142 | 69686 | 78963 | 42817
revenue
(1+2)
a)own 17411 | 20010 | 23208 | 30414 | 35858 | 44138 | 53610 | 26727
revenue
b)Owntax | 13806 | 16254 | 19611 | 23926 | 28794 | 35740 | 40664 | 21934
revenue
c)Own 3605 3756 | 3597 | 6488 7064 | 8398 | 12946 | 4793
non-tax
revenue
2)Transfers| 9458 8739 | 10548 | 13831 | 18284 | 25548 | 25353 | 16090
from the
Centre

29830 | 31307 | 34915 | 41437 | 53984 | 67619 | 76557 | 37789
I. Revenue| 6856 | 7091 | 7008 | 7280 7589 | 8335 | 9104 | 1479
expenditure
. -2961 | -2558 | -64 2808 158 2067 | 2407 | 5028
Revenue
deficit
IV.Fiscal | -7450 |-8192 |-8300 |-5643 |-9019 |-10427 |-16162 | 2977
deficit

V. -594 -1101 | -1292 | 1637 -1430 | -2092 | -7059 | 1498
Primary

deficit

Vl.outstan | 58770 | 66393 | 70408 | 75421 | 82479 | 92465 | 110093 | 33695
-ding debt

As Per centage of GSDP at Current Prices
[.Total 1408 | 1350 | 1448 | 1588 |16.49 |18.78 | 1935 | 4.70
revenue
(1+2)
a)Own 9.12 9.40 9.64 1091 |1092 |11.89 | 1314 |277
revenue
b)Owntax | 7.23 763 | 815 8.58 8.77 9.63 | 9.96 2.40
revenue
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2003- 2004- | 2005- 2006- 2007- 2008- | 2009- Change:

04 05 06 07 08 09 10 2008-09
(RE) (BE) Over
2003-04

c)Own 1.89 1.76 1.49 2.33 2.15 2.26 3.17 0.37
non-tax
revenue
2)Transfer | 4.95 4.10 4.38 4.96 5.57 6.88 6.21 1.93
sfromthe
Centre
Il.Revenue | 15.63 | 14.70 | 1451 | 1487 | 1644 | 1882 | 1876 | 3.19
expenditure
of which 3.59 3.33 2.91 2.61 2.31 2.32 2.20 -1.27
interest
payments
I, -1.55 -1.20 |-0.03 |1.01 0.05 0.56 0.31 -1.86
Revenue
deficit
IV. Fiscal | -3.90 -3.85 |-345 |-2.02 -268 |-2.81 |-3.96 -1.09
deficit
V. -0.31 -052 |-054 |0)59 -036 |-056 |-1.73 0.25
Primary
deficit
VI. 30.79 | 3118 | 2925 |27.06 |2512 |2492 | 2697 |-587
outstand-
ing debt

03.10. As shown above, the fiscal improvement in Andhra Pradesh
between 2003-04 and 2008-09 was entirely revenue led. The improvement
in the revenue position of the State during this period was by 4.70
percentage points of GSDP, largely contributed by own tax revenues of the
State and transfers from the Centre. There was no compression of revenue
expenditure during this period. In fact, revenue expenditure of the State
during this period increased by 3.19 percentage points of GSDP. The
increase in the revenue expenditure would have been much higher but for
the reduction in the interest burden by 1.27 percentage points of GSDP
mainly on account of the debt swap scheme and the debt consolidation and
write-off facility recommended by the Twelfth Finance Commission.

Expenditure on Salaries, Wages and Pensions:

03.11. Government’s capacity to incur expenditure on salaries,
wages and pensions is constrained by its own revenue generating
capacity. State government’ revenue resources consist of own revenue
and transfers from the Central government. Own revenues of the State
consist of tax and non-tax revenues and the transfers from the Centre
consist of sharein Central taxes and grants, the latter invariably linked
to gpecific expenditure needs. The task of eliminating deficit and
maintaining a surplus on the revenue as mandated by the Fiscal
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Responsibility and Budget Management Act (FRBMA) is challenging for
any State government. Thisis particularly so given the competing claims
on the limited resources of the government. Because of the focus on
inclusive growth and human resource development, the State government is
required to focus more on education, health, and social welfare programmes,
which are revenue expenditure intensive, besides meeting the inevitable
expenditure on interest payments and maintenance of law and order.
Therefore, any analysis of salary expenditure cannot ignore other competing
claims on the resources of the State government.

03.12. Expenditure on salaries and pensions as a percentage of
own revenue receipts moderated from 74.80 per cent in 1990-91 to 52.85
per cent in 2009-10. As a percentage of revenue expenditure the
moderation is modest from 46.53 per cent to 37.01 percent in the same
period. The decline in the proportion of expenditure on salaries and
pensionsto own revenue and revenue expenditureis mainly on account of
higher growth of own revenue and revenue expenditurein relation to the
expenditure on salaries and pensions over thelast 20 years. Trendsin the
expenditure on salaries and pensions are presented in the following
Table.

Table-4: Expenditure on Salaries and Pensions as Proportion of
State’s Revenue and Expenditure

Year Expenditur e on salaries, wages Expenditur e on establishment as
and pensions as % of % of
Own Total Revenue Own Total Revenue
revenue | Revenue | expenditure | revenue | revenue | expenditure

1990-91 | 74.80 47.90 46.53 4.44 2.84 2.76
1991-92 | 72.56 46.62 45.39 5.11 3.29 3.20
1992-93 | 72.38 45.76 44.98 4.58 2.89 2.84
1993-94 | 70.46 44.27 45.56 4.35 2.73 2.81
1994-95 | 76.71 50.27 46.42 4.83 3.17 2.92
1995-96 | 82.28 47.70 44.38 3.79 2.20 2.04
1996-97 | 80.91 47.03 36.58 451 2.62 2.04
1997-98 | 66.82 42.97 40.90 3.22 2.07 1.97
1998-99 | 69.49 47.80 40.22 3.24 2.23 1.88
1999-00 | 73.28 49.93 46.52 2.65 181 1.68
2000-01 | 76.13 51.97 43.88 342 2.34 1.97
2001-02 | 66.65 46.53 41.11 3.71 2.63 2.32
2002-03 | 66.41 46.62 41.15 3.31 2.33 2.05
2003-04 | 65.47 42.42 38.21 3.37 2.18 1.97
2004-05 | 60.44 42.07 38.63 3.29 2.29 2.10
2005-06 | 58.82 39.96 39.10 2.59 1.76 1.72
2006-07 | 53.61 36.85 39.35 2.40 1.65 1.76
2007-08 | 51.13 33.86 33.96 2.28 151 151
2008-09 | 49.53 31.37 32.33 2.31 1.46 151
(RE)

2009-10 | 52.85 35.88 37.01 2.10 1.43 1.47
(BE)
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03.13. The ratios of expenditure on salaries and pensions to own
revenue, total revenue and total revenue expenditure remained high till the
year 2000-01. In that year, the ratios of expenditure on salaries to own
revenue, total revenue and revenue expenditure were 76.13 per cent 51.97
per cent and 43.88 per cent, respectively. These ratios were higher than the
respective ratios in the year 1990-91, except the ratio to revenue
expenditure. This was due to the higher growth of revenue expenditure in
relation to the growth of revenue. The moderation in the ratio started from
the year 2001-02 onwards. The declining trend in the ratios continued till
2008-09. By 2008-09, the ratios of expenditure on salaries and pensions to
own revenue, total revenue and revenue expenditure had come down to
49.53 per cent 31.37 per cent and 32.33 per cent, respectively. The declining
trend was mostly on account of the buoyant revenue growth in these years.
The declining trend is being reversed in 2009-10. The proportion of
salaries and pensions to State revenues and the revenue expenditure is
registering an increase. The estimated jump in all these threeratiosin
2009-10 is about four percentage points. Thisis both on account of the
slow down in the revenues of the State government and the payment of
interim relief to the employees. This will get further accentuated if the
declinein revenues persists. The expenditure will continue to rise asin the
previous years. Thisisasituation causing concern.

03.14. In recent years, there has been declining trend in the ratio of
establishment expenditure to own revenue, total revenue and revenue
expenditure. This was entirely on account of buoyant revenue growth and
not on account of any reduction in the establishment cost. This is a
significant development in view of the contraction of the gover nment
employees.

Salary expenditure of the Central Gover nment:

03.15. It may be relevant to compare the trends in salary expenditure
in the State with those of the Central Government. The comparison may not
be easy because of a number of differences. Firstly, the salary expenditure
of the Centre as reported in the budget documents is exclusive of the
salaries of defence services personnel. Secondly, expenditure on pensions
reported in the budget documents of the Centre is inclusive of defence
pensions but exclusive of the pensions of Railways and Department of Posts
which are treated as the operating expenses of these departments. Still
certain broad trends in respect of the salary and pension expenditure of the
Central Government presented below give some indication of the vast
difference that exists between the Centre and the State so far as impact of
salaries on the Budget is concerned.
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Table-5: Expenditure of the Central Government on Salaries and Pensions

Salaries Expenditure on salariesand | Expenditureon pensionsas
and Pensions| allowances as percentage of | per centage of
allowan- Net tax | Net Total Net tax |Net Total
ces revenue | revenue |revenue |revenue |revenue|revenue
(Rs.Crore) receipts |expendi- receipts|expenditure
ture

1997 | 25930 | 6881 27.10 25.06 14.38 7.19 6.65 3.82
-98

1998 | 28904 | 10057 | 27.62 23.38 13.35 9.61 8.13 4.65
-99

1099 | 31500 | 14286 | 24.56 20.77 12.65 11.14 | 942 5.73
-00

2000 | 27588 | 14379 | 20.19 1781 9.93 1052 | 9.28 5.18
-01

2001 | 29925 | 14436 | 2241 18.84 9.93 10.81 | 9.09 4.79
-02

2002 | 31420 | 14496 | 19.82 16.74 9.28 9.14 7.72 4.28
-03

2003 | 32155 | 15905 | 17.20 14.93 8.88 8.51 7.38 4.39
-04

2004 | 35154 | 18300 | 15.64 13.94 9.15 8.14 7.26 4.76
-05

2005 | 37262 | 20256 | 13.85 16.64 8.48 7.53 7.41 4.61
-06

2006 | 39854 | 22104 | 11.35 11.54 7.74 6.29 6.40 4.29
-07

2007 | 44361 | 21261 | 10.09 10.16 7.46 4.84 4.87 3.58
-08

2008 | 69083 | 23690 | 14.83 1591 8.60 5.08 5.46 2.95
-09
(RE)

2009 | 85075 | 34980 | 17.94 18.17 9.48 7.38 747 3.90
-10
(BE)

Note: Salary expenditure includes payment of arrears amounting to
Rs.11,277 crore in 2008-09 and Rs.16,883 crore in 2009-10.

03.16. The ratios of expenditure on salaries and pensions to revenue
and expenditure of the Central government are much lower as compared
with AP. This is because of the fact that the States are assigned more
functional responsibilities than the Centre under the Constitution
necessitating employment of more personnel. Lower ratios are also
reflective of the higher resource base of the Centre. By 2007-08, the ratios
of salary expenditure to net tax revenue, net revenue receipts and revenue
expenditure more than halved as compared with those prevailing in the late
nineties. The sharp increase witnessed in the ratios in the years 2008-09 and
2009-10 is on account of the revision of pay scales and the payment of
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arrears of pay following the implementation of the recommendations of the
Sixth Central Pay Commission. It may be observed that going by B.E. 2009-
10 even after absorbing the impact of the Sixth Pay Commission the
expenditure on salaries constitutes only 18% of the net tax revenues of the
Centre while they constitute 53% of the own tax revenues of the State.

Net Availability of borrowed Funds:

03.17. One of the important indicators of debt sustainability is the
ratio of debt redemption (repayment +interest payments) to total debt
receipts in the State. The ratio of debt redemption to fresh debt raised in a
year indicates the net debt available for financing the deficit of the State
government. The higher the ratio, higher will be the borrowings of the State
government. The following Table presents the trend in the debt redemption
ratios.
Table-6: Trendsin Debt Redemption Ratios

(Rs. Crore)
Debt 2002- | 2003- | 2004 | 2005- | 2006 | 2007- | 2008- | 2009-10
03 04 -05 | 06 | -07 08 09 (BE)

(BE)

I nter nal Debt

Loansraised | 9479 | 14865 | 7992 | 3448 | 4236 | 10223 | 12811 | 20453

Repayments 8506 | 13652 | 3059 | 9783 | 8632 | 9981 11062 | 14383
and interest
payments

Net loan 973 1213 4933 | -6335 | -4396 | 242 1749 6070
available

Debt 090 |0.92 038 | 284 |204 |098 0.86 0.70
redemption
ratio

Loansfrom
GOl

Loansraised | 2548 | 3118 1841 | 522 315 | 909 1170 | 2481

Repayments 4653 | 6054 6595 | 2046 | 2437 | 1978 1968 1942
and interest
payments

Net loan -2105 | -2936 -1069 | -798 539

- -1524 | -
available 4754 2122

Debt 183 | 194 358 [ 392 |774 | 218 1.68 0.78
redemption
ratio

Loansfrom
NSSF

Loansraised | 2661 | 3548 6281 | 4914 | 4144 | 387 1000 | 1000

Repayments 2446 | 3797 2582 | 1914 | 2191 | 2585 2737 2955
and interest
payments

Net loan 215 -249 3699 | 3000 | 1953 | -2198 | -1737 | -1955
available

Debt redemp- | 0.92 | 1.07 0.41 | 0,39 053 | 6.68 0.37 0.3
tion ratio




23

03.18. The debt redemption ratio in respect of internal debt of the
government which remained less than one till 2004-05 became more than two
in the years 2006-07 and 2007-08. A debt redemption ratio higher than one
indicates that the outflow in terms of loan repayments and interest payments
are higher than the fresh loans raised. In the years 2005-06 and 2006-07 the
reverse flow from the state government was Rs.6335 crore and Rs.4396 crore,
respectively as the fresh loans raised were inadequate to service the past
debts. Though the redemption ratios in respect of internal debt are less than
one in the years 2007-08 and 2008-09, the trend is unlikely to continue in the
subsequent years. Nearly 58 per cent of the outstanding market borrowings of
the State government are due for repayment in the next seven years beginning
2009-10. Therefore, the redemptions are expected to be higher in the coming
years putting pressure on State’ s resources.

03.19. There is a continuous negative flow of resources in respect of
the Central loans. The higher redemption ratios in recent years is on account
of the termination of the system of extending Central loans to States from the
year 2005-06, following the recommendation of the Twelfth Finance
Commission. In lieu of Central loans, States are being allocated higher market
borrowings which have a short tenor of about ten years. In contrast, loans
from the Centre had a repayment period of 25 years with a moratorium of five
years. Because of the termination of Central loans, redemption pressure will
continue to be higher in the next few years.

03.20. The dituation in respect of loans from the NSSF is even
worrisome. In recent years, net loans have turned negative because of the
lower small saving collectionsin the State.

Subsidies:

03.21. Focus on inclusive growth, the welfare of the weaker sections
of society and farmers has resulted in the expenditure on subsidies increasing
year after year. Food subsidy and subsidy to the Andhra Pradesh
Transmission Corporation (APTRANSCO) are the major subsidies
administered by the Government of Andhra Pradesh. The food subsidy is on
account of distribution of rice at Rs. 2 per kilogram to the weaker sections of
the society. Subsidy to APTRANSO is on account of supply of free electricity
to farmers. Trends in these subsidies are presented below.
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Table-7: Expenditureon Major Subsidies by the State Gover nment

(Rs. Crore)
Type of 2002- | 2003- | 2004- | 2005- | 2006- | 2007- | 2008- | 2009-
subsidy 03 |04 |05 |06 |07 |08 |O9RE)]| 10

(BE)

Power 1554 | 1552 | 1816 | 1696 | 1367 | 1175 | 2385 6040
subsidy
Ricesubsidy | 242 | 341 |500 |541 |704 |880 | 1980 3500
Total 1796 | 1893 | 2316 | 2237 | 2071 | 2055 | 4365 9540
Expenditure | 6.89 | 635 |740 |641 |500 |381 |6.46 12.49
on major
subsidies as
% of
revenue
expenditure
03.22. Expenditure on maor Subsidies has remained at around 6 per

cent of the total revenue expenditure in recent years. But this ratio has almost
doubled to 12.49 per cent in 2009-10 on account of the new policy decisions
taken by the Government in May 2009. Free power supply to farmers has
been increased from seven to nine hours daily. The entitlement of rice at Rs. 2
per kilogram to persons below the poverty line has been raised from 4 to 6
kgs per person. Additional expenditure following these decisions is estimated
at Rs. 3000 crore per annum in respect of power supply and Rs. 4000 crore
per annum in respect of rice subsidy.

Conclusion:

03.23. The foregoing analysis of the State’s economy establishes that
the year 2003-04 was a major milestone in the march of the State towards a
higher growth path. While there were a few years in 1980s and 90s when
State’s GDP growth was higher than that of the country, it could not be
maintained and it is only from 2003-04 that we could clearly see a steady and
sustained improvement in GSDP which is higher than the country’s GDP.
This coupled with deceleration in population, which in itself is a major
breakthrough, the per capita income has risen sharply. The dramatic fall in
rural poverty represented by a sharp reduction in the percentage of population
below the poverty line is another happy augury. That a similar improvement
in poverty ratios could not be achieved in the urban areas is a matter of regret
and a pointer to the need for laying special emphasis on reduction of poverty
levelsin urban areas.

03.24. The unprecedented rise in the state Domestic Product is
accompanied by an equally massive increase in expenditure in the last one
decade. The revenue expenditure of the State increased from Rs. 29,830
crores in 2003-04 to Rs. 76,557 crores in 2009-10. It would have been much
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more but for the reduction in interest burden as a result of the debt swap
scheme of the Government of India and the Debt Consolidation and Write-of f
recommended by the 12" Finance Commission. The Financial position of the
State did not come under severe strain inspite of the substantial increase in the
revenue expenditure due to an impressive increase in State's own revenue
which registered an increase from Rs.17,411 crores in 2003-04 to Rs.53,610
crores in 2009-10. During the same period the transfers from the Centre had
also increased from Rs.9458 crores to Rs. 25,353 crores. The combined effect
of the increase in State’s own resources coupled with larger devolution from
the Centre moderated the strain on the budget caused by the increase in
revenue expenditure.

03.25. A happy feature of the increase in Revenue expenditure, has,
however, been reduction of expenditure on salaries, wages and pensions from
82.28% of State's own revenues in 1995-96 (highest in the last 20 years) to
52.85% in 2009-10. As pointed out earlier, it is the revenue receipts and
not containment of expenditure which caused this reduction in
per centage terms. Even in the year 2003-04, the expenditure on salaries,
wages and pensions as a per centage of State's own revenues was as high
as 65.47%. Since expenditure cannot easily be reduced as commitments
once made cannot easily be given up, any variation in State's own
revenues or transfers from the Centre will substantially alter the position
and create a serious problem in managing the State’'s resources. The
declining trend in the ratio of expenditure on salaries, establishment and
pension to the State’s own revenue may get easily reversed and we may
return to the position obtaining in the middle 90s when it was as high as
80-82%. If revenue collections decline as a result of the adverse economic
scenario now evident not only in the country but in the world as a whole, we
will be faced with a situation of lack of support for meeting the expenditure
obligations. At the same time the State has made additional commitments
towards subsidy on Power and Food resulting in a situation of declining
revenues and increasing subsidy commitments. We cannot draw comfort
from what we had seen in the last 5 years and they may be more of an
exception than the rule. In the current year itself the adverse seasondl
conditions coupled with economic slowdown is a cause for serious concern.

03.26. In the context of declining resources both at the State and the
Centre and the various commitments of the Government on development of
irrigation projects for serving the needs of the hitherto underdeveloped areas
of the State, the Commission has to arrive at a judgement on how much of the
State's resources can be spared for providing increase in wages to the State
employees. On the revenue expenditure side there are inevitable
commitments with regard to subsidy both on food and power and on the
capital expenditure, a large number of long gestation projects are in the
pipeline requiring enormous resources for their completion. The State's
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performance in so far as the human development is concerned, is rather poor.
It islagging behind its Southern counterparts for along time and even to catch
up with them, the allocation of resources on primary health, education,
women empowerment and child development will require to be stepped up.

03.27. The Commission is of the view that a reasonable wage
Increase is essential to retain the existing crop of employees and attract
people with enthusiasm and commitment to enter Government service.
We have tried to balance the welfare of the people of the State with the
need for fair increase for the Government employees. We hope that our
recommendations will meet the legitimate aspirations of the employees
and the State in turn would be able to meet the additional financial
commitment without compromising on the developmental goals of the
State asa whole.
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CHAPTER IV

Approach to Pay Revision

04.01. The Pay Commissions both at the Centre and the States had,
over the years, refined the process for determination of pay scales for
Government employees. The Central Government had appointed six Pay
Commissions while the State Government had appointed nine Pay
Commissions (including the present Commission) so far to look at the pay
structure of the Central and State employees respectively.  These
Commissions had extensively studied the process of determination of pay of
the government servants and laid down the basic principles to be followed
while evolving a pay structure. These principles are known widely and need
no repetition.

04.02. In a complex organization like the Government a large number
of activities are performed by different functionaries with different skill sets
and it is the job of the Pay Revision Commissions to evaluate these skills and
recommend appropriate compensation packages for the employees. Over a
period of time certain relativities have been established and a hierarchical
structure has also been built up in the pay scales which are broadly followed
by different Pay Commissions. There is however, nothing sacrosanct about
this structure and instances are not wanting where modifications have been
made to this hierarchical structure depending upon the exigencies arising out
of Government policies and priorities at different points of time. Whenever
changes are effected and the pay scales are revised upwards for one set of
employees, those who are enjoying a pay scale similar to that category would
automatically raise the issue of an anomaly and agitate their case to obtain the
same benefit. Since modifications are made atleast in some pay scales with
resultant hue and cry from the aggrieved employees, the Governments
invariably responded with the appointment of Anomalies Committees. It is
unfortunate that, in our State, there was an Anomalies Committee for almost
every Pay Commission that was appointed so far. This is not a happy trend
and requires to be curbed. We have dealt with the issue of anomalies and
elaborated our approach to dealing with them elsewhere in the Report.

04.03. Suffice it to say that every pay revision commission is faced
with the dilemma of maintaining either the existing parities or alter some of
the parities depending upon the changing needs of the Government and
perceptions about the availability of the skilled man power and the ability of
the Government to attract those skilled people into Government service. The
Pay Commission is criticized if the statusquo is maintained on the ground
that the inequities that existed till then were not attended to and appropriate
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consideration not given to the changing role of Government and the additional
load thrust on some sections of the employees. If any alterations are madeit is
subjected to criticism of conferring a benefit on some sections leaving the rest
who are similarly placed (salary-wise) without any change. The choice before
the Commission is not whether proactive measures should be taken or
maintain statusquo but undertake what needs to be done to attract and retain
employees and motivate them to put in their best efforts. The fear of criticism
should not, in our opinion, deter the Commission from making
recommendations which it considers reasonable, appropriate and just.

I ndian economy and job mar ket:

04.04. The Government does not function in a vacuum. The Pay
Commission has to necessarily take into account the state of the economy, the
priorities of the Government, the skills required to trandate policies and
priorities into concrete actionable points and the manpower that can achieve
these objectives and the reasonable wage structure to motivate the employees
to deliver the results. The wage structure should be sustainable as the
cornerstone of Government employment is the stability that is assured to the
employee and his family. Thisis also the main attraction for those who seek
government employment.

04.05. The rapid strides made in recent times by the Indian economy as
a result of the opening up of the economy to the global competition has
brought in its wake new challenges in the employment market. Till the end of
1980s Government or the Public Sector was the main source of employment
for those competing in the organised job market. The growth of the
economy with services sector spearheading the GDP growth has shifted the
focus from employment in Government and the public sector to seeking jobs
in the Private Sector. The boom in out sourcing has brought employment
opportunities to India and the Indian job market got integrated into the world
market. The Government has therefore, become one of the employers
scouting for talent in the job market along with others who had the
ability and willingness to pay mor e as they had the contracts on hand and
had to hunt for the manpower to execute those contracts. This is a
phenomenon that one has to live with in future; though the job opportunities
in the private sector may fluctuate depending upon the state of the world
economy and the policies pursued by the Governments in different parts of
the World.

04.06. In the background of the winds of change sweeping the Nation,
we have to assess and determine an equitable wage structure for state
government employees. The reference points are (i) the wage structure
adopted by the Central Government reflected in their pay scales (ii) the
manner in which they were adopted by the States that follow the Centra
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scales, (iii) the evolution of pay scales in States that follow their own pattern
and (iv) the market driven wages of the private sector with all its
uncertainties.

State Pay Scales versus Central Pay Scales

04.07. The issue normally raised before every State Pay Commission is
the comparison with the pay scales obtaining in the other States, the Central
Government and the private sector. It is aso pointed out that many State
Governments have adopted the Central pay scales and there should, therefore,
be no hesitation for our State to broadly draw upon the recommendations
made by the Central Pay Commission. It isfurther mentioned that Hyderabad
and some magjor towns in the State have become hubs for I.T. industry and the
liberal pay packages obtaining in those companies have had an effect on
prices of essential commodities affecting thereby the purchasing power of the
Government servants. This development, it is urged, has also to be factored
in by the Commission while working out a fair wage for Government
employees.

04.08. The Commission has carefully considered these arguments. The
parity with the Central pay scales was discussed by several State Pay
Commissions and their reports indicate how the circumstances of the State are
different from those of the Centre and it was not feasible to adopt the Central
pay scales for State Government employees. The general perception that
some States have adopted the Central pay scales hasto be qualified as all
those State Governments had appointed their own Committees to arrive
at the equivalence between the Central pay scales and their applicability
to the State employees. Instances are galore where modifications have
been made by the States to the pay scales recommended by the Central
Government while adopting them to their employees. We have also
noticed that a drastic reduction has been made in respect of allowancesto
offset the additional financial commitment on the State arising out of the
adoption of the Central pay scales even with modifications. Hence, when
viewed as a package, the total emoluments accruing to a State Government
employee where Central pay scales have been adopted may not be radically
different from those available to our State Government employees even
without adoption of the Central pay scales.

04.09. We have done a study to compare the evolution of pay between
similarly placed Central and State Government employees. We have taken
the examples of Attender, Junior Assistant and Senior Assistant and traced
their emoluments (pay + DA) from 1.7.1986. The reason for the reference
date of 1.7.1986 is that the DA was merged with pay on 1.1.1986 both at the
Centre and at the State level. Hence comparison between emoluments
becomes easy. Though we had Automatic Advancement Scheme and the
possibility of normal promotion with G.O.I. having only the latter, we
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presumed that the persons appointed as Attender, Junior Assistant and Senior
Assistant on 1.1.1986 had continued in the same post and traced the growth of
emoluments from 1.1.1986 to 1.7.2008. Theresultsare at Tables 1 (a) (b) and
(c). A negative figure in the last column indicates that the State employee is
drawing less to the extent of the amount indicated therein than his counterpart
at the Centre.

04.10. It is seen from these Tables that the Attender in the State was
drawing emoluments lower than his Central counterpart for 9 years out of 23
years and in al other years his emoluments were substantially higher. In the
case of Junior Assistant, the years covered by lower emoluments was 8 and
for the Senior Assistant it is 12 years out of 23 years. In the final analysis it
would work out that the State employees are either at par or better off than
their counterparts in Government of India. It should also be remembered that
our HRA and Automatic Advancement Scheme are far more liberal than that
of the Central Government.

Table 1(a) COMPARISON OF EMOLUMENTSIN STATE AND CENTRAL
SCALESFROM 1.7.1986

Attender

Emolumentsin State Emolumentsin Centre | Difference

(State-
Pay Pay + DA Pay Total Centre)
Rs.740-15-950-20-1150 Rs.750-12-870-14-940

1.7.1986 740 770 750 780 -10
1.7.1987 755 853 762 861 -8
1.7.1988 770 947 774 952 -5
1.7.1989 785 1052 786 1053 -1
1.7.1990 800 1144 798 1141 3
1.7.1991 815 1304 810 1296 8
1.7.1992 830 1519 822 1504 15
1-7-1992 Rs.1375-25-1475-30-1625-
State Pay 40-1825-50-2075-60-2375
Revision
Pay 830
DA( 83%) 689
10% of Pay 100
Tota emoluments 1619
Next Stage 1625 1625 822 1504 121
1-71993 1665 1790 834 1643 147
1.7.1994 1705 2003 846 1810 193
1.7.1995 1745 2254 858 2025 229
1.1.1996 Rs.2550-55-1660-60-
Central Pay 3200
Revision
Pay 858
DA (146%) 1270
Interm Relief 200
Fitment 40% 343
Tota 2671
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Emolumentsin State Emolumentsin Differenc
Centre e (State-
Pay | Pay+DA Pay | Total Centre)
Rs.740-15-950-20-1150 Rs.750-12-870-14-
940
Next stage 2720
1.1.1996 1745 2369 2720 2720 -351
1.7.1996 1785 2518 2780 2891 -373
1.7.1997 1825 2819 2840 3209 -390
1.7.1998 1875 3113 2900 3538 -425
State Pay Rs.2550-50-2750-60-3050-
Revision 80-3450-100-3950-120-4550
Pay 1875
DA 1238
Fitment 469
Total 3581
Next stage 3650
1.7.1998 3650 3650 2900 3538 112
1.7.1999 3750 4210 2960 4055 155
1.7.2000 3850 4448 3020 4258 190
1.7.2001 3950 4693 3080 4466 227
1.7.2002 4070 5069 3140 4773 296
1.7.2003 4190 5458 3200 5088 370
State Pay Rs.3850-100-4150-110-
Revision 4480-115-4825-125-5200-
135-5605-145-6040-155-
6505-170-7015-185-7570-
200-8170-215-8600
Pay 4190
DA 1268
Fitment 670
6129
Next stage 6195
1.7.2003 6195 6195 3200 5088 1107
1.7.2004 6350 6649 3260 5575 1074
1.7.2005 6505 7240 3320 6026 1214
Central Pay Rs.4440-7440+130 1S
Revision Scaleistake to make
apt comparison as
exigting Last Grade
Serviceisbeing
continued.
1.1.2006 6505 7424 7480 7480 -56
1.7.2006 6675 7933 7710 7864 69
1.7.2007 6845 8908 7950 8666 242
1.7.2008 7015 9989 8190 9500 4389
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Table 1(b) COMPARISON OF EMOLUMENTSIN STATE AND CENTRAL

Junior Assistant

SCALESFROM 1.7.1986

Emolumentsin State Emolumentsin Centre Difference
(State-
Pay Total Pay Total Centre)
Rs.910-30-1240-1625 Rs. 950-20-1150-25-1400
1.7.1986 910 946 950 988 -42
1.7.1987 940 1062 970 1096 -34
1.7.1988 970 1193 990 1218 -25
1.7.1989 1000 1340 1010 1353 -13
1.7.1990 1030 1473 1030 1473 0
1.7.1991 1060 1696 1050 1680 16
1.7.1992 1090 1995 1070 1958 37
1-7-1992 Rs.1745-40-1825-50-
StatePay | 2075-60-2375-75-2750-
Revision 90-3200-110-3420
Pay 1090
DA(
83%) 905
10% of
Pay 109
Totd
Emolume
nts 2104
Next
Stage 2135 2135 1070 1958 177
1-71993 2195 2364 1090 2147 217
1.7.1994 2255 2639 1110 2375 264
1.7.1995 2315 2990 1130 2667 323
1.1.1996 Rs.3050-75-3950-80-4590
Central
Pay
Revision
Pay
DA
(146%)
Interm
Relief
Fitment
40%
Totd
Next
stage 2315 3143 3500 3500 -357
1.7.1996 2375 3368 3575 3718 -350
1.7.1997 2450 3784 3650 4125 -341
1.7.1998 2525 4192 3725 4545 -353
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Emolumentsin State Emolumentsin Centre Difference
Pay Total Pay Total (State-
Centre)
Rs.910-30-1240-1625 Rs. 950-20-1150-25-1400
1.7.1998 | Rs.3290-80-3450-100-
State Pay | 3950-120-4550-150-
Revision | 5300-170-6150-200-
6550
Pay 2525
DA 1667
Fitment 631
Tota 4823
Next
stage 4850 4850 3725 4545 305
1.7.1999 5000 5614 3800 5206 408
1.7.2000 5150 5950 3875 5464 486
1.7.2001 5300 6297 3950 5728 569
1.7.2002 5470 6812 4030 6126 686
1.7.2003 5640 7347 4110 6535 812
1-7-2003 | Rs.4825-125-5200-135-
State Pay | 5605-145-6040-155-
Revison | 6505-170-7015-185-
7570-200-8170-215-
8815-235-9520-255-
10285-280-10845
Pay 5640
DA 1707
Fitment 902
Totd
Emolume
nts 8249
Next
stage 8385 8385 4110 6535 1850
1.7.2004 8600 9005 4190 7165 1840
1.7.2005 8815 9811 4270 7750 2061
1.1.2006 Rs.5200-20200+1800
Central
Pay
Revision
1.1.2006 8815 10061 9850 9850 211
1.7.2006 9050 10755 10146 10551 204
1.7.2007 9285 12084 10450 11390 694
1.7.2008 9520 13556 10770 12493 1063
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Table1(c) COMPARISON OF EMOLUMENTSIN STATE AND CENTRAL

Senior Assistant

SCALESFROM 1.7.1986

Emolumentsin State Emolumentsin Centre Difference
Pay Total Pay Total ((:itna,:tre(;)
55’5%)100'40'1500'50' Rs.1200-30-1540-40-2040
1.7.1986 1100 | 1144 1200 1248 -104
1.7.1987 1140 | 1288 1230 1390 -102
1.7.1988 1180 | 1451 1260 1550 -99
1.7.1989 1220 | 1635 1290 1729 -94
1.7.1990 1260 | 1802 1320 1888 -86
1.7.1991 1300 | 2080 1350 2160 -80
1.7.1992 1340 | 2452 1380 2525 -73
1-7-1992 Rs.2195-60-2375-75-
State Pay 2750-90-3200-110-
Revision 3750-130-4400-160-
4560
Pay 1340
DA( 83%) 1112
10% of Pay 109
Totd
Emoluments 2561
Next Stage 2600 | 2600 1380 2525 75
1-71993 2675 | 2881 1410 2778 103
1.7.1994 2750 | 3219 1440 3082 137
1.7.1995 2840 | 3668 1470 3469 199
1.1.1996 Rs.4000-100-6000
Central
Pay
Revision
Pay 1470
DA (146%) 2176
Interm
Relief 291
Fitment
40% 588
Totd
Emoluments 4525
Next stage 2840 | 3855 4600 4600 -745
1.7.1996 2930 | 3855 4700 4888 -733
1.7.1997 3020 | 4664 4800 5424 -760
1.7.1998 3110 | 5163 4900 5978 -815
1.7.1998 Rs.4190-120-4550-
State Pay 150-5300-170-6150-
Revision 200-7150-250-8400-
300-8700
Pay 3110
DA 2053
Fitment 778
Tota 5941
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Emolumentsin State Emolumentsin Centre Difference

State-

Pay Total Pay Total ((Sentre)
Next stage 5980 | 5980 4900 5978 2
1.7.1999 6150 | 6905 5000 6850 55
1.7.2000 6350 | 7337 5100 7191 146
1.7.2001 6550 | 7782 5200 7540 242
1.7.2002 6750 | 8406 5300 8056 350
1.7.2003 6950 | 9053 5400 8586 467

1-7-2003 Rs.6195-155-6505-
StatePay | 170-7015-185-7570-
Revision 200-8170-215-8815-
235-9520-255-10285-
280-11125-315-
12700-330-13030

Pay 6950
DA 2103
Fitment 1112
Total
Emoluments 10165
Next stage 10285 | 10285 5400 8586 1699
1.7.2004 10565 | 11063 5500 9405 1658
1.7.2005 10845 | 12071 5600 10164 1907
1.1.2006 Rs.5200/-20200 +Rs.2400/-
Central Grade Pay
Pay
Revision
1.1.2006 10845 | 12071 12080 12080 -9
1.7.2006 11125 | 13221 12450 12699 522
1.7.2007 11340 | 14758 12830 13985 773
1.7.2008 11655 | 16596 13220 15335 1261
04.11. The other aspect that one has to keep in view while looking at

the Central pay scales is that the employees are drawn from all over the
country and many of the offices of the Central Government are located at
State headquarters or in major cities or towns across the country with varying
levels of development while the jurisdiction and the spread of employees at
the State level is limited to the residents of the state or even the zones. Hence,
the problem faced by the Central Government employees is definitely more
complex than those of the State employees. It is aso to be recognized that
Central Government employees at certain levels are liable for transfer outside
the State resulting in hardships which are not that acute in the case of State
employees who are liable for transfer mostly within the district or the zone
and in afew cases within the State. Moreover, as explained earlier our study
indicates that the State Government employees are not at a great disadvantage
vis-&Vvis their counterparts in the Central Government. In fact, we find that
they are better off than their Central Government counterparts after every pay
revision and often without a revision as the structure of increments is better in
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the State than in the Centre and they get upgraded every five years thanks to
pay revision.

State Pay Scales versus Private Sector emoluments:

04.12. The parity with private sector, though not pressed vigoroudly, is
an issue that comes up quite often in various discussions. The sixth Central
Pay Commission got a study made about the package of benefits extended by
the private sector compared to the Central Government. There is a general
argument specially in the technical services that the employment
opportunities available in the private sector have made the Government
Service quite unattractive for talented people coming out of the prestigious
institutions in India. It would be worthwhile mentioning that the talented
students of 1ITs and IIMs have their sights set not in India but in other
countries in the West and in USA and jobs in India even in private sector are
given second preference by most of them. It is, therefore, not surprising that
very few of them are available for Government Service at the State level.
The recent economic slowdown has, however, brought home the point
that any amount of attractive pay package cannot be an effective
substitute for the security of tenure provided by Government service.
Moreover, the overall package offered in the private sector is worked out on a
“cost to the company basis’ quantifying most of the benefits to the
employees. In the case of the Government, they are provided indirectly in the
form of perquisites like a Government Quarter, a car for Government use, a
telephone etc., which are not part of the pay. In a study Commissioned by the
6™ Central Pay Commission and conducted by XLRI, Jamshedpur, it emerged
that while the compensation provided by the Government is higher at group C
& D levels, private sector compensation packages are marginally higher for
employees comparable to Group B employees and substantially higher for
posts comparable to Group A Officersin the Central Government. The study
also pointed out that the job security offered by the Government has
Immense value that cannot be easily quantified and quantification will
only serve to underestimate the advantage it offers. It also pointed out that
fabulous salaries that are offered and find a mention in various papers and
magazines are extended to only a few of the students on campus recruitment.
It constitutes a very small portion of the total recruitment process and is
offered to the best students in the top end management schools. These are not
reflective of industry average. The recent reports that appeared in various
newspapers and magazines indicate that the uncertainties associated
with employment in the private sector haveresulted in arenewed interest
in Government service by people coming out of top management and
technical institutionsin India.

04.13. In view of the foregoing discussion the Commission feels that it
IS not appropriate to compare the salary structure obtaining in the private
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sector with that provided in the State Governments or even in the Central
Government. |t should also be remembered that the Government servants, in
general, aso derive immense satisfaction implementing challenging
programmes that benefit various segments of the population. The private
service is primarily aimed at subserving the interests of the promoters of the
industry at any cost. The fact that even the listed companies are substantially
owned and controlled by afew families |eads one to believe that the activities
of the company subserve the expansion of a private empire with little or no
benefit to the vast masses of the country. The dignity, the social status
enjoyed by the Government servant, the enormous job satisfaction, host
of perquisites that go with office and the job security coupled with
pension (available to those recruited prior to 1.9.2004) taken together
make the employment in Government as attractive as the highly paid
jobsin the private sector.

04.14. The comparison with the central pay scales was dealt with at
length and we have established that even those States that adopt the central
pay scales modify them to suit their requirements. It has also been noticed
that in addition to the modification of the scales the allowances are
substantially curtailed to limit the financial commitment of the State. States
that follow their Pay pattern are tuned to their specia requirement and it
would be difficult to draw general lessons. We see an increasing trend to wait
for the Central Pay Commission Report and adopt it with such modification as
are necessary to suit the States’ needs. This only confirms our belief that each
state has to evolve its own pay scales for its employees or modify the central
pay pattern keeping in view the priorities of the Government, availability of
the skilled manpower and the historical evolution of the pay structure and the
relativities between Departments and the ability to raise resources to sustain
the wage hill.

Master Scale versus Pay Band and Grade Pay

04.15. As mentioned earlier the eight Pay Commissions who preceded
this Commission examined the pay structure of the State Government
employees. One of the magjor shifts in the determination of pay scales was
achieved in the year 1993 when the Pay Commission evolved a Master Scale.
The Master Scale was perhaps first introduced in the year 1974 in Karnataka
by its second Pay Commission with the 5" Pay Commission of Kerala (1989)
following it and later by the Government of Punjab. The Government of India
however, had distinct pay scales till the concept of pay band and grade pay
was evolved by the 6™ Pay Commission which came into force from 1.1.2006.
The Government of A.P., however adopted the concept of the Master Scales
in 1993 itself. The master scale has a unique feature, namely, the increment
at any given pay point isthe samein all scales because the individua scales
are nothing but segments of the master scale. Conversion of different pay
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scales into a Master Scale with no magjor problem to the various sections of
the employees was, in itself, a mgjor achievement. The Master Scale which
was evolved by the 1993 Pay Commission has withstood the test of time. The
acceptance of the Master Scale was so overwhelming that the successive Pay
Commissions were requested by the Associations for the continuation of the
Master Scale. When the present Pay Commission held discussions with the
various Associations, they were requested for their views regarding the
concept of Pay Band and Grade Pay evolved by the 6™ Pay Commission. All
the Associations, without exception have suggested continuation of the master
scale and expressed serious reservations about the new concept of pay band
and grade pay adopted by the Government of India.

04.16. The master scale evolved in the 1993 Pay Commission was
adopted without modifications by the 1999 Pay Commission. It was only in
the 2005 Pay Commission that it was modified. Though the number of grades
remained the same, modifications were made to the span and the rate of
increment which created  discontentment among some sections of the
employees leading to the appointment of a One Man Commission to examine
the need for rectification of the discrepancies that have crept into the master
scale resulting in the increments in the revised scale being less than those
obtaining in the pre-revised pay scale of 1999.

04.17. The One Man Commission observed that while endorsing the
concept of the master scale, the Associations urged the reduction of the stages
from 84 to the existing 71 stages with consequent increase in the rate of
increment. The main grievance placed before the O.M.C. was that on fixation
of pay in the revised pay scale in respect of some grades the quantum of
increment on pay revision would be less than or equal to the increment they
would have drawn in the old pay scale. They also pointed out that the average
rate of increment was only 2.5% where as it should have been 2.96% as was
the case in the earlier pay scales. The Unions pleaded that the rate of
increment should reflect the increase due to fitment benefit and merger of DA
with pay. The One Man Committee pointed out that the master scale has been
evolved keeping in view a basic minimum and a maximum of pay and
therefore, the rate of increment had to be adjusted within the predetermined
maximum and the minimum. Keeping these two points in view and aso the
fact that increases are provided in the quantum of increment once in three
years against the earlier 5 year intervals the PRC had evolved the revised
Master Scale. It also pointed out that by providing for an increase in the
guantum of increment every 3 years compared to the earlier 5 years span, the
employees would be able to get a higher amount of money earlier than in the
previous pay scale. The Committee however noticed that at some stages
consequent to the pay fixation as per the fixation formula the rate of
increment both in pay scales of 1999 and the revised pay scales of 2005
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happen to be the same. In afew instances the rate of increment was also less
than that obtaining in 1999 pay scales.

04.18. The Committee felt that a wholesale restructuring of the master
scale was neither required nor desirable. The Committee recommended to
retain the rate of increment as suggested by the 2005 P.R.C., up to the stage of
apay of Rs.11,125/-. It suggested that for the pay beyond this limit the rate of
increment be increased and the periodicity be reduced. The number of stages
have been reduced to 79 as against 84 stages recommended by the P.R.C.
The revised master scale commencing from Rs.11,125/- up to Rs.30,765/-
with modifications in the rate of increment and the periodicity was accepted
by the Government. Thus the revised pay scale which is now in operation is
the scale as modified by the One Man Committee. The Committee had also
suggested that to overcome stagnation which was inevitable in some sections
of the employees stagnation increments up to 5 increments may be sanctioned
wherever warranted. The Committee also observed “The concept of a master
scale and all segment scales merging into it is a well thought out one and
therefore should not be easily discarded. This Committee feels that an
examination of the revision of the master scale any further than what it has
recommended should not be attempted adhoc but should be the subject matter
of an examination by the next Pay Commission”.

04.19. The foregoing discussion on approach to Pay Commission and
the observations of the OMC, 2006 point to the strides made by the State in
evolving an appropriate pay structure for its employees. Obvioudly the
Master Scale has the widest acceptance among the employees. They want it
to be retained. They would, however, like to see that the scale should also
contain an appropriate component of increase in the increments so that the
benefit of pay fixation is also reflected in the quantum and the size of
increments. It is heartening that we have a structure that is acceptable. The
attempt should be to protect it.

04.20. We have over the years succeeded in working out a package
which was independent of the Government of India. We have established
that non-adoption of Government of India Scales had in no way hurt the
employees as in majority of the years, their emoluments happened to be
higher than their counterparts at the Centre. What, therefore, remains
to be done is to retain the core principles of pay fixation that we have
evolved so far and look at relativities among employees keeping in view
the changing needs of the Government and the shifting profile of thejob
market.

Uniformed Services, Teachers, Doctors of Ayush and Veterinarians: Our
Approach:

04.21. We have as a part of the exercise dealing with relativities,
looked at the pay structure of the Uniformed Services, Teachers, Doctors of



40

the Ayush Department and the Veterinarians and worked out an appropriate
package for them. This has been done keeping in view the rapid
developments in this field in the last couple of decades and the way the other
States and the Gol have responded to these changes. We have also looked at
the structure of Pay Scales of the Para medical staff and made improvements
keeping in view the alternate employment opportunities available to them.

04.22. The earlier Commissions normally dealt with the representations
of the Departments in Volume Il of the report. We are following a similar
pattern. However, we consider it necessary to broadly indicate our approach
in respect of three categories of employees who, in our opinion, constitute
distinct categories requiring specia treatment. These categories are (1)
Uniformed Services (2) Teachers, (3) Doctors other than Allopathy. In
respect of Uniformed Services there was a general representation for parity
with the Police from various other Uniformed Services. In the case of teachers
there was a representation for an improvement in the pay scales for the
teacher community as a whole keeping in view the special accent on universal
primary education, professionalization of education and the need for restoring
the parities that existed with others in 1982 which were disturbed in the
subsequent revisions. As regards Doctors, the demand from Ayush Doctors
was for parity with Doctors in modern medicine while the Veterinarians
demanded one stage below the Allopathy Doctors.

04.23. While we have dealt with individual posts and the pay scales in
Volume Il, we have in this chapter, broadly outlined our approach which
guided our final conclusions reflected in Volume 1.

Uniformed Services:

04.24. While it is unusual to discuss the demands of individual
Departmentsin Part | of the Pay Revision Commission Report, we have made
an exception in this case as a number of issues have been raised by a group of
Departments coming together and presented a uniform stand before the
Commission seeking parity with Police. As the issues are similar and the
arguments advanced are identical we propose to discuss them together in this
Volume to avoid repetition when individual Departments are considered in
Volume II. Yet another reason for dealing with the Uniformed Services in
this Volume is the recommendations made by the Anomalies Committee,
2008 who have made some specific recommendations on this issue which are
at variance with the conclusions of Pay Commissions over two decades. The
Departments concerned are: The Department of Prisons, the Department of
Fire and Emergency Services, the Department of Forests, the Department
Excise & Prohibition and the Department of Transport, who are all seeking
parity in the pay scales of either some or al personnel with that of the pay
scales of the police personnel. The main point raised by most of these
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departments, particularly, the Department of Prisons and the Department of
Fire and Emergency Services is that the parity existed between the
Warder/Fireman, Chief Warder/Head Fireman of their Department with the
Police constable and Head Constable, which was disturbed by the Pay
Revision Commission of 1986 and that there is need for restoring the parity.
In some cases, the improvement in educational qualifications prescribed is
cited as the reason for parity while in others, the arduous nature of the work is
advanced as the argument for grant of pay scales on par with the Police
Constable / Head Constable.

04.25. Admittedly, the change in the pay scale of the Police Constable
vis-&vis the Fireman in the case of Fire Department, the Warder in the case
of Prisons Department, the Constable in the case of the Excise Department,
and the Forest Beat Officer in the case of Forest department, arose as a result
of the recommendations of the Pay Revision Commission in 1986. We,
however, noticed that in some cases, there was no parity prior to 1986 but the
Departments have started representing for parity later on the ground that the
work is arduous, the rules were amended to equate the educationa
gualifications on par with Constable, the training is similar etc. Since 1986
these departments have been presenting their case for parity with the Police
Constable and the rest of the people in their Departments with the hierarchy in
the Police Department and three Pay Revision Commissions, viz., the Pay
Revision Commissions of 1993, 1999 and 2005 have consistently rejected this
demand. It is aso interesting to note that the submissions for parity made by
these Departments before the Anomalies Committees constituted in 1989,
1995 and 2004 to look into the anomalies, if any, in the recommendations of
the Pay Revison Commissions of 1986, 1993 and 1999 had aso
unequivocally rejected parity and upheld the views of the Pay Commissions
which held that the nature of duties performed by the constable and the rest of
the Police hierarchy is different from those performed by equivalent cadresin
other departments and the difference in the pay structure was justified keeping
in view the various problems and difficulties faced by the Police in the
discharge of their duties. This should have normally set at rest any demand
for parity as obviously three Pay Revision Commissions and three Anomalies
Committees could not have been wrong in presuming that the Police
hierarchy deserved a higher pay scale than its counterparts in the departments
mentioned above.

04.26. However, unfortunately, the issue has been revived again by the
recommendations of the Anomalies Committee which was appointed
subsequent to the Pay Revision Commission in 2005. This Committee also
acted as One Man Committee immediately after the 2005 Pay Revision
Commission’s Report. Though the terms of reference of the One Man
Committee did not call upon the Committee to look into any representation
relating to anomalies, this Committee made certain recommendations relating
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to change in pay scales which obviously were regjected summarily by the
Government. The One Man Committee which submitted its report in 2006,
rejected the demand of the Fire and Emergency Services Department for
parity with the Police hierarchy starting from Fireman to the Assistant
Divisional Fire Officer but recommended pay scales on par with Police
Department in respect of the Prisons Department for the Warder, the Head
Warder, and the Chief Warder. The Committee suggested that they should be
put on the pay scale of Constable, Head Constable, and Assistant Sub
Inspector of Police respectively. As mentioned earlier, this recommendation
was not accepted. Another Committee headed by the same chairman, was
appointed as the Anomalies Committee. They submitted the report in the year
2008 wherein they recommended a parity in Pay Scales between Fireman and
the Constable, Station Fire Officer with Sub Inspector of Police, Assistant
Divisional Fire Officer with Inspector of Police and Divisiona fire Officer
(District Fire Officer) with Deputy Superintendent of Police. This is in
contrast to the One Man Committee's earlier Report rejecting parity between
the Police and the Fire Services. The only argument that was advanced in
favour of parity is that modern equipment is being procured for the Fire
Services Department and the personnel from the Police Department and the
Fire Services Department attend to similar work i.e., protection of life and
property and hence they should be put on the same pay scale. Similarly, they
reiterated their earlier recommendation for equating the pay scales of the
Warder, the Head Warder and the Chief Head Warder with Police constable,
Head Constable and the Assistant Sub Inspector of Police. They aso
recommended similar parity between Excise constable, Head Constable and
Sub Inspector with Police constable, Head constable and the Sub Inspector.
They were silent so far as Forest & Transport is concerned.

04.27. In order to understand and evaluate the recommendations of the
Anomalies Committee of 2008, it would be necessary to look into the terms of
reference of the Committee. Para Ill of G.O.Ms.No. 219, GA (Spl A)
Department dated 7.4.2007 specifically stipulates that representations
regarding anomalies arising out of the recommendations of the Pay
Revision Commission 2005, shall only be consider ed.

04.28. Obvioudly, the so-called anomalies in respect of various
departments where parity was recommended between Police Department and
the other Departments in certain categories are not covered by the terms of
reference of the Anomalies Committee. The variations in pay scales are not
the creations of PRC 2005 but, have been in existence since 1986 or even
earlier in the case of some Departments. As already pointed out, the request
of the various departments for parity with the hierarchy in the Police
Department was considered subsequently by three Pay Revision Commissions
and was rejected. There were also three Anomalies Committee Reports of
1989, 1995 and 2004 which supported the stand of the Pay Revision
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Commission and held that the demand for parity is not justified and there
were sufficient and cogent reasons for maintaining the distinction between the
pay scales of the Police personnel and the personnel belonging to Fire and
Emergency Services, Forest Department, Excise & Prohibition Department,
Prisons Department etc.

04.29. It is high time that we set at rest this entire issue of parity
between the Police and the other Departments. This Commission is of the
view that simply because the personnel are called upon to don a uniform it
does not entitle them to get the same scale of pay. Similarly, educational
gualifications being similar also cannot be the sole criteriafor determining the
pay scales of employees. While these two are relevant, there are other
overriding considerations which prompt the Pay Revision commission to
suggest the pay scale. It is well established by the three Pay Revision
Commissions that while the jobs performed by various Departments which
sought parity with the Police Department are involved in stressful duties, the
Police department is having duties and responsibilities of wider scope and
range and in a larger sense, it would be more strenuous and risky to perform
the duties in the Police Department. They stated that the marginal difference
in Scales which exists between the Police personnel and the other departments
which are claiming parity, is justified. This has been the view of not merely
one Commission, but the consistent stand of all Commissions that came after
1986 and as earlier stated, of the Anomalies Committees which followed
these Pay Revison Commissions. It is only the Anomalies Committee of
2008 which differed from this view and recommended parity. We have gone
through the recommendations of the Committee carefully and find that there
IS no merit in these recommendations and the Government have aready
rejected the recommendations. We agree with the views of the earlier
Commissions that the difference that exists between the pay scales of the
Police department and the other Departments which are claiming parity
like Fire and Emergency Services Department, Forest Department,
Prisons Department, Excise Department and Transport Department is
justified and the demand for parity deserves no consideration.

04.30. However, we are aware of the difficulties faced by the various
Departments that pleaded for parity. Keeping the nature of the job in view we
have worked out an appropriate salary structure for the Uniformed Service
and in doing so ensured that the relative positions between Police and the
other Uniformed Services that have come to stay over the years are kept in
view. In this process we have noticed that there are considerable variations
within the Uniformed Services. While some Departments have purely
regulatory and enforcement functions as in the case of Police, Prisons, Fire
Services and Forest, others like Excise and Transport have both regulatory
and revenue collection functions. In the case of Transport there are also
technical and non-technical categories. Consequently there are differences in



the various levels at which the officers are inducted, the qualifications
prescribed for entry into those departments which are revenue earning and
this hierarchy does not conform to the Police hierarchy. We have tried to
factor these variations in arriving at the pay scales for the posts in Excise and
Transport. The specific details are contained in Volume |1 of the Report.

04.31. Broadly the approach adopted by us was to equate the Head
Constable with UD Revenue Inspector and the Sub-Inspector with Deputy
MRO. In respect of Uniformed Services with mostly regulatory functions, we
have maintained certain equations which are indicated in Table 2.

Table-2
Pay Scales among various cadresin the Uniformed cadresvisa vis Police
Department
Department Categories
Police Police Police Head Sub- I nspector
Constable Constable | nspector
(each is one stage below the designation of Police Officer mentioned
above)
Forest Forest Beat | Forest Section | Deputy Range | Range
Department | Officer Officer Officer Officer
Prisons . :
Department Warder Head Warder | Deputy Jailor | Jailor
Assistant
Fire Services | Eireman Lgadl ng Stat'l on Fire D'IVIS|OI’la|
Fireman Officer Fire
Officer
04.32 The Commission would like to state that the package is evolved

keeping in view the socio economic environment in which the police
personnel and the other Uniformed Service have to work and as a matter of
deliberate policy they are placed in scales which are considered appropriate
by the Commission. If in that process those with similar pay scalesin the pre-
revised pay scales in other Departments of the Government have not got any
increase or only a modest increase, it would not, according to us, constitute an
anomaly. We consider that the earlier correspondence in scale was more of
an accident than a matter of deliberate choice specially when the posts are not
analogous and the functions discharged are different.

Teachers

04.33. The teachers were regrouped into 3 categories and 3 distinct pay
scales were evolved by the Government in 1982. At the lowest level of the
ladder is the Secondary Grade Teacher with the School Assistant above him
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and the Head Master of the High School above the School Assistant. In the
year 1982 when regrouping was done the Secondary Grade Teacher was
placed in the pay scale of Rs.530-850, while the School Assistant was given a
pay scale of Rs.700-1200 and the Head Master was placed in the pay scale of
Rs.900-1500. In the case of SGT the 2005 pay scale was Rs.5470-12385 and
it is noticed that in all the pay revisions the equivalent scale alone was
awarded to this category. In the case of the School Assistant and the Head
Masters there were some improvements made on some occasions resulting in
their being placed in scales dlightly higher than the norma replacements
scales. The Teachers Unions pointed out that while fixing the minimum in
the scale of SGT in some pay revisions, injustice was meted out to them by
fixing it a alevel lower than what should have been fixed after merging the
DA with basic pay and adding the fitment benefit. According to the Unions
the basic pay for SGT should have been Rs.1080-1800 in 1986 revision while
it was fixed only at Rs.1010-1800 as a result of which there was a loss of 2
increments. They further pointed out that even in 1998 and 2003 the basic
pay of the revised pay scales was less than what should have been awarded
after merging D.A. with pay and adding the amount as per fitment formula
resulting in loss of one increment each.

04.34. It is true that the successive pay revisions largely gave
equivalent pay scales while working out the revised pay scales with hardly
any improvements. On the other hand, those in similar pay scales in the year
1982 had been able to overtake the teachers and got the benefit of higher
scales due to improvements made by the various commissions over their
normal replacement scales.

04.35. The Teacher Unions and the Representatives of the teachers in
the Legislative Council pleaded for a review of the structure and suggested
sanction of a better set of pay scales for the teachers keeping in view the
improvements that have been effected by the Central Government to the
teachers through the 6" Pay Commission and substantial improvements
recommended by the UGC for the College and University teachers. They
pointed out that world over teachers enjoy a specia status and are paid well
in view of the enormous responsibilities that they carry towards building
human character that results in emergence of a more ‘just and humane
society’.

04.36. The Commission is convinced that there is need for treating the
teachers as a distinct and independent category and extend a special treatment
to them. The Government itself felt the need for such an approach and way
back in 1982 regrouped them into three categories and devised a specia pay
structure. There was, however, no comprehensive review of these scales after
1982 and it istime that such an exercise is attempted at least now as nearly 25
years have gone by since this reorganization. The Commission feels that the
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present regrouping is sound and needs no change. There is, however, need to
improve the pay scales keeping in view the increase in the work load,
mutifarious activities entrusted to the Teachers and the need for attracting and
retaining people with good qualifications in the teaching profession. Our
recommendations on thisissue are available in Volume 1.

04.37. The Commission is conscious that our recommendation would
result in teachers getting higher scales than others who might be in equivalent
scales. However, since this is a special dispensation consciously arrived at
for Teachers who have been recognized as a distinct category we believe there
should be no scope to entertain any representations from others for extension
of these scales or further improvements to their scales on the ground that they
were on par with teachers in the 2005 pay scales and the parity that existed
was disturbed. We are of the view that parity, if any, was accidental and there
was no deliberate attempt by the Pay Commissions to equate the Teachers
with any other category of Government servants.

04.38. The change in pay scales of the Teachers raises another issue of
the scales of pay of the executives in the School Education since there is a
channel of Promotion available to the teachers into the executive line.
Wherever it fits into our normal scheme of fixation of pay scales, we effected
changes in the pay scales of those executives. There may be a few instances
where the feeder category and the promotion category are in the same pay
scale or the pay in the promotion category is less than that in the feeder
category. We do not consider it as an anomaly as the teachers have this
additional line of promotion into the executive hierarchy while their normal
activity is teaching and are selected for that purpose. Even the Head Master is
expected to teach while supervising the work of the other teachers. Heisnot a
pure Administrator. |f, therefore, the teacher chooses to change track and
move from teaching to pure administration, it is a conscious decision of
the teacher and he should therefore be willing to accept the consequential
changes in pay even if it is disadvantageous to him at the stage when
switch to administrative line takes place. If he changesinto executive line
it is either due to an inclination or flair for administration or based on
expectation of better promotional opportunities. It is also, often, inspired
by a desire to exercise control. Since the teacher isrecruited primarily to
teach and a separate dispensation for teachers was given way back in
1982, on grounds of ensuring academic excellence we considered it
appropriate to look into the pay structure of Teacherstreating them as a
separate homogenous group and improved it. It is not our intention to
confer additional benefits on executives in the School Education stream,
who have to be naturally compared with the other similarly placed
employeesin Administrative linein Government Departments.
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04.39. The Teachers Associations had drawn the attention of the
Commission to a specia feature obtaining only in respect of teachers. They
pointed out that teachers selected through prescribed process are paid only
consolidated amount for a period of two years after which they are placed on
aregular pay scale. The Commission feels that if a person is appointed after
following the prescribed process for selection and given an appointment order
it would be unfair to provide him only a stipend or a nominal amount instead
of placing him in aregular pay scae. This amounts to discrimination as all
other employees when recruited and appointed are placed in regular pay scale.
There is no reason why teachers alone should be singled out for a specia
treatment of this nature. We recommended separately that this period of two
years aso be counted for purposes of pension.

04.40. It is no doubt true that teachers are recruited on a large scae
which is partly due to ever increasing demand for primary education and
partly owing to the Centrally Sponsored Schemes supporting the expansion of
the reach of primary education. The high numbers cannot be quoted as the
reason for low wages for the first two years. The Commission recommends
that the teachers, as in the case of other State Government employees,
should be placed on a regular pay scale from the time they join service if
they arerecruited following the prescribed process.

04.41. The Associations have also mentioned that a large number of
aided private schools and colleges are reaching the stage of extinction in view
of the Government policy to discontinue the grant-in-aid whenever the teacher
/lecturer covered by the grant-in-aid retires from service. They pointed out
that these institutions were set up by the philanthropists in response to the
demand for school/higher education and as substitute for the Government
starting a full-fledged school or a Government college. It is obvious that
these ingtitutions served the needs of the area and many of them were
recognized as leading educational institutions surpassing even some of the
Government schools and colleges. In case the grant-in-aid is discontinued
there will be a reduction in the admissions and that itself, we understand, is
cited as the reason for further discontinuance of grant. While thisis an issue
concerning policy of the Government towards the school and higher
education, the Commission would only like to state that these private
institutions were in fact substitute for Government institutions and there is
every need to strengthen them through appropriate monetary support from the
Government. The discontinuance of grant and the consequent non-filling up
of vacancies or appointment of contract teachers on meagre remuneration who
do not have adequate interest would lead to a vicious circle of fal in strength
leading to abolition of posts and the abolition of posts in turn leading to a
further fal in students strength. We are also aware that the winding up of
these ingtitutions may indeed benefit the management as they can easly
convert them into shopping malls or commercial establishments or transform
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into corporate educational institutions and reap huge benefits. It isthe genera
public that will suffer as they will be driven to seek admission in corporate
schools and colleges on whose fee structure the Government has no control.
Though it is a matter which is in the realm of policy, we would still
recommend that Government should get this whole issue examined in
depth and appropriate solution found to ensure that educational
institutions built over a period of time are not allowed to fall by the way
side.

Medical Officersof Ayush and Veterinarians

04.42. There have been several representations from the Doctors
belonging to the Department of Ayush for parity with the Doctors under the
Department of Medical & Health. The post graduate doctors in the Ayush
Department who are on the teaching line have represented for UGC pay scales
on the ground that the Allopathy doctors in the teaching line have been
assigned the UGC pay scales. They have also pointed out that even the 5"
Central Pay Commission equated them with the doctors belonging to
Allopathy and the 6™ Central Pay Commission continued that practice.
Veterinary doctors have represented to us for placing them at least one stage
below the Allopathy doctors on the ground that they enjoyed that position till
amost 1999 when it was disturbed and the Allopathy doctors have been given
asubstantial hike in the pay scale and also other perquisites.

04.43. The Commission has given serious consideration to the
submissions made by the doctors from Ayush and the Veterinary
Department. One significant feature that we have noticed is that while at
different points of time the veterinary doctors were one stage below the
Allopathy doctors, such an equation was disturbed frequently and the orders
issued in 2001 were not the only exception. Based on the recommendations of
the Anomalies and Regrouping Committee of 1989 the equation between
Veterinarians and the allopathy doctors was disturbed. The relative position
between the Civil Asst.Surgeon, Veterinary Assistant Surgeon, Medical
Officer of Ayush and the Agricultural Officer over various Pay Commissions
Is given below.

Comparative Statement of pay scales of the Medical Officers, Veterinarians and
Agricultural Officersfrom timetotime:

S. | catedor 1969 | 1974 | 1978 | 1986 | 1993 | 1999 | 2005
No egory (Rs.)
1 | Civil 400- | 600- | 900- 1810- | 3640- | 6950- | 11755-

Assistant 800 | 1100 | 1500 | 3230 | 7580 | 14425 | 26300
surgeon | (XVII) | (XVII) | (XVIID) | (XVID) | (XX) | (XX) | (xxI)
1980- 7900-
3500 15475
(XVII1) (XX11)
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Sl 1969 | 1974 1978 1986 1993 1999 2005
Category
2 | Veterinary | 300- 530- 800- 1550- 3310- 6350- 9285-
Assistant 600 1050 1450 3050 6840 13000 | 21550
Surgeon (XV) | (XVI) | (XVII) (XVI) (XIX) | (XIX) (XIX)
3 | Agricultur 250- 480- 750- 1380- 3110- 5980- 9285-
al Officer 500 900 1300 2750 6380 12100 | 21550
XIV) | (XV) | (XVI) (XV) (XVI | (XVID | (XIX)

4 | Medica 200- | 430- 750- 1550- | 3310- | 6350- | 9285
Officer 400 800 1300 3050 6840 | 13000 | 21550
under XY | (XIV) | (XVI) | (XVI) | (XIX) | (XIX) | (XIX)
Ayush

04.44. It may thus be seen that the equation between Civil Asst.

Surgeon and Veterinary Asst. Surgeon varied considerably in different Pay
Commissions. Even when the Pay Commission tried to establish a parity it
was immediately set-aside by either a Regrouping Committee or a Task Force
which recommend higher pay scales for the Civil Asst. Surgeons.

04.45. As regards Ayush it is a relatively new department and they
have been enjoying an equation with the Veterinary Officers since 1986.

04.46. We do not subscribe to the view that the Ayush doctors should
be placed at par with their counter partsin the M&H Department. As regards
the request of teaching faculty of Ayush Department for UGC pay scales we
would like to say that it does not fall within the purview of this Commission.

04.47. We however, feel that the Ayush doctors and the Veterinarians
will have to be treated as distinct category and will have to be assigned pay
scales which are independent of other departments. A modest attempt was
done in this direction by 2005 Commission. They have tried to distinguish
the Veterinary doctors at the level of Asst. Director and Deputy Director from
the Asst. Director and Deputy Director of Agriculture Department by
assigning a higher pay scale to the former. However, this was undone by the
recommendations of the Anomalies Committee which again equated the AD
& DD (Agriculture) with Assistant Director and Deputy Director of
Veterinary Department.

04.48. We fed that the doctor’s community will have to be dealt with
separately and within this community there can be hierarchies. Doctors
dealing with different systems can have different pay scales. We have to
necessarily distinguish those who deal with Indian system of Medicine from
those that administer modern system of Medicine like Allopathy and another
set of Doctors who deal with the ailments of animals. That is what we
propose to do now.
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04.49. We propose to assign pay scales to the Medical Officer, the
Senior Medica officer and the Chief Medical Officer of Ayush on par with
the pay scales of the Veterinary Asst. Surgeon, the Asst. Director and the Dy.
Director of the Veterinary Department. These constitute distinct categories
within the medical fraternity and we have placed them in a set of pay scales
based on the parities which the Ayush and the Veterinary Department have
enjoyed over years. We have equated the Assistant Director (Animal
Husbandry) and the Senior Medical Officer of Ayush with Civil Assistant
Surgeon of Allopathy and the Deputy Director (Animal Husbandry) and Chief
Medical Officer of Ayush with Deputy Civil Surgeon of Allopathy. We have
improved the scale of Veterinary Assistant Surgeon and Medical Officer of
Ayush by one grade. The pay scales we have assigned are higher than the pay
scales of other development departments or those that are involved in
extension and research. But that is a conscious decision taken by the
Commission, keeping in view the changing role of these functionaries in the
last two decades.

Para Medical Services:

04.50. These services play a critica role as support services for
delivery of high quality medical care. The vast improvements in Technology
coupled with the need to acquire and frequently replace sophisticated
equipment has increased the demand for people with high order of skills. The
sudden expansion of the medical care industry in the last two decades has also
brought into focus the need to train and retain qualified people in Government
service. In the area of public health the role of the field functionaries has
expanded due to emphasis on containment of both common epidemics and
dreaded diseases like AIDS. It is in this backdrop that we reviewed the pay
scales of the support structure of the curative and preventive branches of
Medicine.



51

CHAPTER V

Recommended Pay Structure

05.01. The overwhelming support to the Master Scale from all
Associationsis heartening and it is a matter of great satisfaction that way back
in 1993 we were able to conceive of a structure which has withstood the test
of time and continues to be relevant even today. The concept of Pay Band
and Grade Pay evolved by the 6™ Central Pay Commission found no support
from the State Associations. The Master Scale has therefore come to stay.
What the present Pay Commission is charged with is the responsibility of
reviewing this master scale and restructure it in such a way that the grades,
the span and the rate of increments etc., are determined scientifically to avoid
arecurrence of the problem that was encountered in the last Pay Commission.
This is expected to be done keeping the essential ingredients of the Master
Scale in view as the successive Commissions and the One Man Committee
2006 have found them to be sound, and reasonable. As mentioned earlier all
the staff Associations unequivocally recommended the continuation of the
concept of the Master Scale.

05.02. The present Commission has taken into account the experience
of the evolution of the Master Scale from 1993 and the special problems
encountered in the implementation of the Master Scale as devised by the 2005
P.R.C. Aswas pointed out by many of the Associations the major drawback
of Master Scale of 2005 was that the quantum of increment was less than
what was available in corresponding pay scale of 1999 in some segments of
the scae. The Associations felt that this problem arose because of the
enhancement of the stages from the erstwhile 71 to 84 and increase in the
stages of increment from 13 to 27. The reason advanced by the P.R.C., for
enhancing the stages from 71 to 84 was to remove stagnation and the
increase in the stages of increments was conceived to enable the employees
to get rises in increment at more frequent intervals than before. While the
guantum of increment was being revised once in 5 years under the 93 and 99
Pay Commission the time span was reduced to 3 years in 2005. Our own
understanding is that the problem for the Master Scale arose not out of the
Increase in the stages or the reduction in the span for the increment. It is the
guantum of increment which was the cause of grievance of the employees.

05.03. We are convinced that the employees would like to have
increases in the quantum of increment once in 3 years instead of 5 years and
would like to continue to draw increments without facing the prospect of
stagnation. The crux of the problem therefore, lies in the quantum of
increment rather than the stages in the pay scale or the stages in the
increment. The Commission therefore recommends the continuation of
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the Master Scale as it has not only stood the test of time but has also the
widest acceptance among the employees.

05.04. The Associations have brought to the notice of the Commission
that the O.M.C., had not provided relief to the employees who were in the pay
range of Rs.3850-11,125/-. The O.M.C., which examined the whole issue
found that there was a skewness in the pay scale beyond Rs.11125/- which
required to be attended to. Obviously there were no distortions in the pay
scale upto that point. Hence the grievance of the Associations that employees
at the lower end of the pay scale suffered as a result of O.M.C., not giving
them relief is not well founded. The JAC in its memorandum had provided a
table showing loss suffered by the employees upto the pay range of
Rs.11125/- on the assumption that if the rate of increment had been retained at
2.96% of the pay they would have drawn a much higher level of emoluments.

05.05. The conclusion is not supported by facts. The assumption made
in this inference is that the 1993 and 1999 Commissions had maintained a
uniform 2.96% increment to the basic pay at every stage of the pay scale.
Thisisnot true. While the average rate of increment was 2.91% and 2.96% in
the 1993 and 1999 revisions respectively, it was not maintained throughout
the pay scale. The average rate of increment as a percentage of pay upto
Rs.10845 (of 2005) was 2.56% in 2005 pay scale while for equivalent pay of
Rs.3880 (1993) it was 2.63% and 2.73% in 1999 (Rs.7650). Thus the
argument that grave injustice was done for those in the Pay range upto
Rs.11,125 in 2005 pay scale only is misleading. We cannot arrive at an
average for the pay scale as a whole and expect every employee starting from
the lowest rank to the highest rank to have the same benefit of increment. This
would amount to ignoring the structure of the scale of pay and the need for
better remuneration for more skilled services or for higher responsibilities.
Moreover an average, if it isto be taken, has to be taken for the Pay Scale asa
whole and not a segment and if that norm is applied, the section of the
employees referred to in the Memorandum have a rate of increment which is
on par with what was obtaining in 1993 and 1999. This is not a distortion
created by the 2005 Commission. The Commission therefore rejects the
contention that the employees in the lower range of Pay Scales suffered
substantial loss as aresult of 2005 Pay Commission’s recommendation.

05.06. We have not found any inherent drawback in the existing
Master Scale and we, therefore, adopted it and made changes wherever
necessary.

05.07. The next issue we addressed in designing the Master Scale isthe
intervals at which the quantum of increment should be increased. Therewas a
five year interval built into the Scale when it was first evolved in 1993which
was continued by the 1999 Commission. In 2005 the interval was reduced to
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3 years. We had given serious consideration to the issue of reverting to
the 5 year interval as evolved by the 1993 Commission, keeping in view
the opposition of the Associations to the changes effected by the 2005
Commission. We felt that it would be a retrograde step and should be
avoided. We felt that the concern of the Association was mor e about the
guantum and would obviously welcome the increases in quantum every 3
years. We have, therefore, retained the 3 yearly step up in quantum of
increment.

05.08. We have also ensured that there is a reasonable increase in the
guantum of increment in absolute terms so that at no point the employee
would face a situation of reduced quantum of increment as a result of fixation
of pay in the revised pay scales. We have, in fact, ensured that the quantum
of increment is not only reasonable but also attractive. We have also
increased the span of the scales to accommodate people with long service so
that they would not stagnate and will continue to get the benefit of
increments. I n the event of stagnation which should not normally arise, we
recommend grant of three stagnation increments.

Minimum Pay

05.09. The JAC in its Memorandum requested that the minimum pay
may be fixed at Rs.8120/- on the ground that the lowest paid employee in
Government of India will be getting Rs.8120/- on appointment on 1.7.2008
and that the same minimum pay should be applied to the State Government
employees. It would be necessary to view this demand in the overall context
of the recommendations of the Sixth Pay Commission. The sixth Pay
Commission had identified the minimum amount required based upon the
criteria set by the 15™ International Labour Conference. According to them,
the minimum salary should be in the vicinity of Rs.5479/- per month as on
1.1.2006 (para 2.2.1. of the Report of the 6" Central Pay Commission).
Based upon this approach, the S1 Scale which was the starting scale of the
lowest paid employee in the Government of India, which was Rs.2550-3200
In the pre-revised scale was to be revised as Rs.4440-7440 + Rs.1300 as grade
pay. The Commission, however, recommended separately that Group D
category which consists of the scales S1 to S3 in Government of India should
cease to exist and that there should be no further recruitment to Group D.

05.10. The 6" Central Pay Commission pointed out that most of the
jobs in Government are skilled and that skill has to manifest in the form of
pay scales and the minimum qualifications prescribed for jobs. They pointed
out that jobs which are not actually of a skilled nature are either infructuous or
can be outsourced or can be easily performed by skilled workers in addition to
their existing duties. They, therefore, recommended that future recruitment to
Government would be only for category C employees and the Category D
would stand abolished. Since there are a large number of employees in
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category D, they suggested that they be placed in PB-1 scale if they aready
have necessary qualifications for Group C employment and those who do not
have the qualifications should be trained to acquire skills, which will facilitate
a useful performance of functions in the Government. This in effect means
that all those presently performing functions which are akin to those
discharged by Class IV will discontinue them and get absorbed as LDCs,
Typists, Stenographers etc.

05.11. In our interaction with the Associations a specific point was
raised by the Commission about the desirability of abolishing Class 1V aswas
done in Government of India. The Unions and various Service Associations
have opposed this suggestion and stressed the need for continuing the Class
IV service. The question, therefore, arises as to how to determine the
minimum pay in the context of disappearance of last grade service atogether
in the Government of India pay scales which, however, will continue in the
State Govt. We are aware that some of the State Governments adopt the
Government of India pay scales with suitable modifications. Our examination
of the revised pay scales of those States indicate that they had retained Class
IV as a distinct category and applied pay scales starting from S1 to S3 of
Government of Indiato their employees who were in Class IV service instead
of applying pay scale of PB 1 which is the scale given to the employees in
Government of India after the abolition of category D and upgrading the
existing incumbents to category C. It is, therefore, pertinent for us to look at
the pay band and grade pay as given for S-1 for determination of the
minimum pay as we do not propose nor are Associations agreeable to the
abolition of Class IV and stoppage of further recruitment to that category.
Applying the formula mentioned above, the minimum pay would be as
follows:

Pay Scale of S1 Category under Sixth Central Pay Commission:

Pay in Pay Band - Rs. 4440
Grade Pay - Rs. 1300
Rs. 5740

DA on the revised pay scale ason
1.7.08 (16%) Rs. 918

Rs. 6658 or Rs.6660/-

05.12. Thisisin contrast to the claim of the JAC that a minimum pay
of Rs.8120/- should be fixed on the ground that PB1 has a basic pay of
Rs.5200 and Grade Pay of Rs.1800 totaling to Rs.7000/- and with the DA of
Rs.1120/- (16% as on 1.7.2008) it would work out to Rs. 8120/-. As pointed
out above, the comparison made by the JAC is not between the two
similarly placed categories and hence not valid. The appropriate way of
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looking at a comparison with the pay scales of Government of Indiaisto
look at S1 category of pay scale which isthe basic pay scale of the lowest
paid employee in the Government of India indicated by the Sixth Pay
Commission and taking into account its equivalent pay scale for the
purpose of comparing the minimum pay of the lowest paid employee in
the State Government. We cannot compare the salary of an upgraded
service with the lowest category in the State when we are of the firm view
that Class-1V will continue unlike in Gover nment of India.

05.13. We have also looked at the validity of this minimum pay of
Rs.6660/- with reference to the cost of essential commodities etc., which were
taken into account by the Government of India while arriving at a minimum
pay of Rs.5478/- ason 1.1.2006. The table below gives details of the cost of
various commodities taken into account by our Commission which indicates
that as on 1.7.2008, the minimum requirement of pay for the lowest paid
employee would be around Rs.6690/-.

Need based Minimum Wage

ltems @ Per Day PCU | Per Month 3 | Priceper KG Total cost
ingms @ CU (inKg) | asper rateson
01.07.2008#
Rs.
A. Food Items
Rice 475 42.75 20 855
Da 80 7.2 40 288
Vegetables * 300 27 30 710
Fruits * 120 10.8 40 440
Milk 200 ML 18 Lt 24 432
Sugar and 56 5 25 125
Jaggery
Edible Oil 40 3.6 78 280
Fish 2.5 65 163
Meat 5 185 925
Egg 90 2.5 225
Total 4443
Add 20% for variation in prices 889
Total on food items— A 5332
B. Clothing * 5.5 Mt 90 Per Mt. 550
Detergents etc 200 200
Total Clothing 750
B
Total Expenditure Food & Clothing A + B 6082
C Other Expenditure $ 608
10% on Total Expenditure on Food and Clothing
Minimum Wage Required A+B+C 6690
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@ as adopted by the Sixth Central Pay Commission. PCU stands for Per Day
Consumption Unit. 3 CU stands for three consumption units

#Source : Average Monthly Consumer Prices for Industrial Workers
Published by the Labour Bureau, Simla. The centers are Godavarikhani,
Guntur, Hyderabad, Vijayawada, Visakhapatnam, Warangal. The highest
priceis taken.

Additional expenditure is taken at only 10% as medical reimbursement,
educational concession are available.

* |tems not covered by the publication of Labour Bureau. Adopted from the
Sixth Central Pay Commission Report with reasonable increase.
$The other expenditure does not include expenditure on items for which
either reimbursement or compensation either fully or partially is admissible.

05.14. We also scrutinized the calculation of minimum wage contained
in the Memorandum of the A.P. Secretariat Employees Federation wherein
they argued in favour of a minimum pay of Rs.8,500/- against an expenditure
of Rs.8886/- worked out by them. To support this figure they gave a table at
pages 13-15 of their Memorandum. While we do not endorse either the items
of consumption, the number of Units mentioned in the Table or the rates
adopted by them, we tried broadly to see how our own working of the
minimum wage as per our table compared with the table given by the
A.P.Secretariat Employees Federation. The essential difference is that the
Secretariat Employees Federation assumed that the family consisted of 4
members, while the Central Pay Commissions 5" and 6™ adopted a family
unit of 3 and not 4. They stated that normally the minimum salary is
applicable at a time when a person joins Government which will usually be at
young age and may not even be married and will not have responsibility of
parents or children. We accept this approach of the Central Pay
Commissions and if we reduce proportionately the total expense per month
of Rs.8886/- for 4 members to a family unit of 3, the amount required
would work out to Rs.6665/- per month. Even this calculation thus supports
our contention that the minimum salary should be around Rs.6700/- per
month. This figure also reinforces the minimum pay arrived at notionally for
the lowest paid employee of the Central Government had Group D remained
in existence. As earlier pointed out by us the State Governments which have
adopted the Central Government’s pay scales for their employees have also
adopted equivalent of S-1 namely Rs.4400 plus Grade Pay of Rs.1300 as on
1.1.2006 for its Class IV employees.

05.15. The foregoing discussion established that the minimum pay
should be around Rs6700/- p.m. The Commission, therefore,
recommends a minimum pay of Rs.6700/- p.m. as on 1-7-2008.
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Maximum Pay:

05.16. The Minimum Pay having been decided, the Commission
addressed the issue of Maximum Pay keeping in view the representations
received from various Associations which pleaded for an increase in the ratio
in view of the enormous responsibilities shouldered by senior functionariesin
the Government. The JAC, in its Memorandum, suggested a ratio of 1:9.5
between the minimum and the maximum pay while the Secretariat Employees
Federation suggested 1:8.7. The previous Pay Commission recommended a
ratio of 1:7.99. As pointed out by us earlier, the study conducted at the
instance of the Sixth Central pay Commission pointed out that the salaries in
the private sector are lower than the corresponding emoluments in the case of
Government employees in lower and middle segments. In the case of the
higher segments private sector emoluments are far higher than those available
to senior level functionaries in Government. Since Government will have to
set the benchmark for salaries for the lowest paid employees, we have
suggested a fair wage based on various parameters as the Minimum Pay. As
regards the Maximum Pay, we had in our earlier discussion on the issue,
pointed out how the job security is an invaluable asset to the Government
servant and hence any comparison with the pay scales of the private sector at
the higher levels should take this vital factor into account. Keeping in view
the need to attract and retain qualified and committed people in
Government service, we recommend a maximum pay of Rs.55,660/-
which represents a minimum to maximum ratio of 1:8.31. We feel that
this modest increase in the ratio over the recommendations of the last
Pay Commission is reasonable and should satisfy all sections of the
employees and the officers.

Master Scale and its segments:

05.17. The minimum and the maximum having been fixed the issue
now for consideration is the number of scales which are to be carved out of
the Master Scale as evolved and the span of each one of the scales. There are
at present 32 scales and we propose to continue the same number of scales.
As regards the span we have made an effort at increasing the span beyond
what is already in operation to take care of possible cases of stagnation,
specidly in the lower segments of the pay scale. As earlier mentioned, we had
devised an appropriate increment structure and it would ensure that there is a
reasonable increase in the quantum of increment at every stage of the Scale.

05.18. Since the tradition in the State has been to revise the pay after
every five years, the D.A. sanctioned as on 1.7.2008 was subsumed in the
Revised Pay Scale and the new scale would come into effect from 1.7.2008.
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05.19. The new Master Scale which we recommend for adoption from
1.7.2008 isasfollows:

6700-200- 7300-220- 7960-240-8680-260-9460-280-10300-300- 11200-330-
12190-360-13270-390-14440-420-15700-450- 17050-490- 18520-530-20110-
570-21820-610-23650-650-25600-700-27700- 750-29950-800-32350-850-
34900-900-37600-970-40510-1040-43630-1110-46960-1200-51760-1300
55660(80)

05.20. A comparative statement giving the existing Master Scale and
the corresponding segments in the revised Master Scale and the span of each
of these scalesis given in the following Table.

Grade Existing Scales Grade Revised Scale

Master | 3850-100-4150-110-4480-115- 6700-200-7300-220-7960-240-

Scale | 4825-125-5200-135-5605-145- 8680-260-9460-280-10300-300-
6040-155-6505-170-7015-185- 11200-330-12190-360-13270-
7570-200-8170-215-8815-235- 390-14440-420-15700-450-
9520-255-10285-280-11125- 17050-490-18520-530-20110-
315-12700-330-13030-360- 570-21820-610-23650-650-
13750-425-15025-475-16925- 25600-700-27700-750-29950-
550-19675-625-22800-700- 800-32350-850-34900-900-
27000-750-30000-765-30765 37600-970-40510-1040-43630-
(79) 1110-46960-1200-51760-1300

55660(80)

| 3850-100-4150-110-4480-115- 6700-200-7300-220-7960-240-
4825-125-5200-135-5605-145- 8680-260-9460-280-10300-300-
6040-155-6505-170-7015-185- 11200-330-12190-360-13270-
7570-200-8170-215-8600 (33) 390-14440-420-15700-450-

17050-490-18520-530-20110-
(40)

1 3950-100-4150-110-4480-115- 1 6900-200-7300-220-7960-240-
4825-125-5200-135-5605-145- 8680-260-9460-280-10300-300-
6040-155-6505-170-7015-185- 11200-330-12190-360-13270-
7570-200-8170-215-8815 (33) 390-14440-420-15700-450-

17050-490-18520-530-20110-
570-20680(40)

Il 4050-100-4150-110-4480-115- Il 7100-200-7300-220-7960-240-
4825-125-5200-135-5605-145- 8680-260-9460-280-10300-300-
6040-155-6505-170-7015-185- 11200-330-12190-360-13270-
7570-200-8170-215-8815-235- 390-14440-420-15700-450-
9050 (33) 17050-490-18520-530-20110-

570-21250 (40)
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Grade Existing Scales Grade Revised Scale

v 4260-110-4480-115-4825-125- v 7520-220-7960-240-8680-260-
5200-135-5605-145-6040-155- 9460-280-10300-300-11200-
6505-170-7015-185-7570-200- 330-12190-360-13270-390-
8170-215-8815-235-9520 (33) 14440-420-15700-450- 17050-

490-18520-530-20110-570-
21820-610-22430 (40)

\Y 4370-110-4480-115-4825-125- \/ 7740-220-7960-240-8680-260-
5200-135-5605-145-6040-155- 9460-280-10300-300-11200-
6505-170-7015-185-7570-200- 330-12190-360-13270-390-
8170-215-8815-235-9520-255- 14440-420-15700-450-17050-
9775 (33) 490-18520-530-20110-570-

21820-610-23040 (40)

VI 4595-115-4825-125-5200-135- VI 7960-240-8680-260-9460-280-
5605-145-6040-155-6505-170- 10300-300-11200-330-12190-
7015-185-7570-200-8170-215- 360-13270-390-14440-420-
8815-235-9520-255-10285 15700-450-17050-490-18520-
(33) 530-20110-570-21820-610-

23650(40)

VI 4825-125-5200-135-5605-145- Vi 8440-240-8680-260-9460-280-
6040-155-6505-170-7015-185- 10300-300-11200-330-12190-
7570-200-8170-215-8815-235- 360-13270-390-14440-420-
9520-255-10285-280-10845 15700-450-17050-490-18520-
(33) 530-20110-570-21820-610-

23650-650-24950(40)

VIl | 5200-135-5605-145-6040-155- VI 9200-260-9460-280-10300-300-
6505-170-7015-185-7570-200- 11200-330-12190-360-13270-
8170-215-8815-235-9520-255- 390-14440-420-15700-450-
10285-280-11125-315-11755 17050-490-18520-530-20110-
(33) 570-21820-610-23650-650-

25600-700-27000 (40)
IX 5470-135-5605-145-6040-155- IX 9460-280-10300-300-11200-

6505-170-7015-185-7570-200-
8170-215-8815-235-9520-255-
10285-280-11125-315-12385
(33)

330-12190-360-13270-390-
14440-420-15700-450-17050-
490-18520-530-20110-570-
21820-610-23650-650-25600-
700-27700(40)
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Grade Existing Scales Grade Revised Scale

X 5750-145-6040-155-6505-170- X 10020-280-10300-300-11200-
7015-185-7570-200-8170-215- 330-12190-360-13270-390-
8815-235-9520-255-10285- 14440-420-15700-450-17050-
280-11125-315-12700-330- 490-18520-530-20110-570-
13030 (33) 21820-610-23650-650-25600-

700-27700-750-29200 (40)

Xl 6195-155-6505-170-7015-185- Xl 10900-300-11200-330-12190-
7570-200-8170-215-8815-235- 360-13270-390-14440-420-
9520-255-10285-280-11125- 15700-450-17050-490-18520-
315-12700-330-13030-360- 530-20110-570-21820-610-
13750-425-14175 (33) 23650-650-25600-700-27700-

750-29950-800-31550 (40)

Xl 6505-145-6040-155-6505-170- X1l 11530-300-11200-330-12190-
7015-185-7570-200-8170-215- 360-13270-390-14440-420-
8815-235-9520-255-10285- 15700-450-17050-490-18520-
280-11125-315-12010-315- 530-20110-570-21820-610-
12700-330-13030-360-13750- 23650-650-25600-700-27700-
425-15025 (33) 750-29950-800-32350-850-

33200 (40)

XII | 6675-170-7015-185-7570-200- X1 11860-330-12190-360-13270-
8170-215-8815-235-9520-255- 390-14440-420-15700-450-
10285-280-11125-315-12010- 17050-490-18520-530-20110-
315-12700-330-13030-360- 570-21820-610-23650-650-
13750-425-15025-475-15500 25600-700-27700-750-29950-
(33) 800-32350-850-34050 (40)

XIV | 7200-185-7570-200-8170-215- XV 12550-360-13270-390-14440-
8815-235-9520-255-10285- 420-15700-450-17050-490-
280-11125-315-12010-315- 18520-530-20110-570-21820-
12700-330-13030-360-13750- 610-23650-650-25600-700-
425-15025-475-16925 (33) 27700-750-29950-800-32350-

850-34900-900-35800 (40)

XV 7385-185-7570-200-8170-215- XV 12910-360-13270-390-14440-

8815-235-9520-255-10285-
280-11125-315-12010-315-
12700-330-13030-360-13750-
425-15025-475-16925-550-
17475(33)

420-15700-450-17050-490-
18520-530-20110-570-21820-
610-23650-650-25600-700-
27700-750-29950-800-32350-
850-34900-900-36700 (40)
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Grade Existing Scales Grade Revised Scale

XVI1 | 7770-200-8170-215-8815-235- XVI 13660-390-14440-420-15700-
9520-255-10285-280-11125- 450-17050-490-18520-530-
315-12010-315-12700-330- 20110-570-21820-610-23650-
13030-360-13750-425-15025- 650-25600-700-27700-750-
475-16925-550-18575 (33) 29950-800-32350-850-34900-

900-37600-970-38570(40)

XVII | 8385-215-8815-235-9520-255- XVII 14860-420-15700-450-17050-
10285-280-11125-315-12010- 490-18520-530-20110-570-
315-12700-330-13030-360- 21820-610-23650-650-25600-
13750-425-15025-475-16925- 700-27700-750-29950-800-
550-19125 (31) 32350-850-34900-900-37600-

970-39540 (38)

XVIII | 8815-235-9520-255-10285- XVII | 15280-420-15700-450-17050-
280-11125-315-12010-315- 490-18520-530-20110-570-
12700-330-13030-360-13750- 21820-610-23650-650-25600-
425-15025-475-16925-550- 700-27700-750-29950-800-
19675-625-20300 (31) 32350-850-34900-900-37600-

970-40510 (38)

XIX | 9285-235-9520-255-10285- XIX 16150-450-17050-490-18520-
280-11125-315-12010-315- 530-20110-570-21820-610-
12700-330-13030-360-13750- 23650-650-25600-700-27700-
425-15025-475-16925-550- 750-29950-800-32350-850-
19675-625-21550(31) 34900-900-37600-970-40510-

1040-42590 (38)

XX 10285-280-11125-315-12010- XX 18030-490-18520-530-20110-
315-12700-330-13030-360- 570-21820-610-23650-650-
13750-425-15025-475-16925- 25600-700-27700-750-29950-
550-19675-625-22800-700- 800-32350-850-34900-900-
24200 (31) 37600-970-40510-1040-43630

(35)

XXI | 10845-280-11125-315-12010- XXl 19050-530-20110-570-21820-
315-12700-330-13030-360- 610-23650-650-25600-700-
13750-425-15025-475-16925- 27700-750-29950-800-32350-
550-19675-625-22800-700- 850-34900-900-37600-970-
25600 (31) 40510-1040-43630-1110-45850

(35)
XXII | 11755-315-12700-330-13030- XXII 20680-570-21820-610-23650-

360-13750-425-15025-475-
16925-550-19675-625-22800-
700-26300 (29)

650-25600-700-27700-750-
29950-800-32350-850-34900-
900-37600-970-40510-1040-
43630-1110-46960(33)
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Grade Existing Scales Grade Revised Scale

XXI11 | 12385-315-12700-330-13030- XX | 21820-610-23650-650-25600-
360-13750-425-15025-475- 700-27700-750-29950-800-
16925-550-19675-625-22800- 32350-850-34900-900-37600-
700-27000-750-27750 (29) 970-40510-1040-43630-1110-

46960--1200-48160(32)

XXIV | 13390-360-13750-425-15025- XXIV | 23650-650-25600-700-27700-
475-16925-550-19675-625- 750-29950-800-32350-850-
22800-700-27000-750-28500 34900-900-37600-970-40510-
(27) 1040-43630-1110-46960-1200-

49360 (30)

XXV | 14600-425-15025-475-16925- XXV 25600-700-27700-750-29950-
550-19675-625-22800-700- 800-32350-850-34900-900-
27000-750-29250 (25) 37600-970-40510-1040-43630-

1110-46960--1200-50560 (28)

XXV | 15500-475-16925-550-19675- XXVI | 27000-700-27700-750-29950-
625-22800-700-27000-750- 800-32350-850-34900-900-
30000 (24) 37600-970-40510-1040-43630-

1110-46960--1200-51760(27)

XXVII | 16925-550-19675-625-22800- XXVII | 29200-750-29950-800-32350-
700-27000-750-30000-765- 850-34900-900-37600-970-
30765 (22) 40510-1040-43630-1110-

46960-1200-51760-1300-53060
(25)

XXVIII| 18025-550-19675-625-22800- | XXVIII | 31550-800-32350-850-34900-
700-27000-750-30000-765- 900-37600-970-40510-1040-
30765 (20) 43630-1110-46960-1200-

51760-1300-53060 (22)
XXIX | 19675-625-22800-700-27000- XXIX | 34050-850-34900-900-37600-
750-30000-765-30765 (17) 970-40510-1040-43630-1110-
46960-1200-51760-1300-
54360(20)
XXX | 21550-625-22800-700-27000- XXX 37600-970-40510-1040-43630-

750-30000-765-30765 (14)

1110-46960--1200-51760-1300-
54360 (16)
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Grade Existing Scales Grade Revised Scale
XXXI | 23500-700-27000-750-30000- | XXXI 41550-1040-43630-1110-
765-30765 (11) 46960-1200-51760-1300-55660
(13)

XXXII | 25600-700-27000-750-30000- | XXXII | 44740-1110-46960-1200-
765-30765 (8) 51760-1300-55660 (10)

05.21. In the proposed scale the highest is to be assigned to Law
Secretary besides Secretaries of the Legislature, Additional Secretaries to
Government and some Heads of Departments. |If the Law Secretary is from
Judicial Department, as is the current practice, he will continue to remain in
the scale recommended by the National Judicial Commission and adopted by
the State.
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CHAPTER VI

Principles of Fitment

06.01. An important feature of revision of Pay Scales is the fitment
formula for determining the pay of existing employees in the revised Pay
Scales. As in the case of previous revisions, a number of suggestions have
been made by various Associations on how this shift should take place from
the present scales to the new scales. We are aware that the financial outgo
will largely depend upon the formula that we suggest for fitment.

06.02. The Associations had advanced various arguments in favour of
their suggestions regarding pay fixation. While some suggested a point to
point fixation, others pleaded for percentage increase with weightage given
through additional increments for the period of stay in the existing scales
subject, however, to some restrictions. We find that a vast maority are in
favour of percentage increase as it would spread the benefit evenly. The
previous State Commissions and the Central Pay Commissions found the
percentage increase as the most equitable way of conferring financial benefit
on the existing employees. We agree with this approach.

06.03. The JAC in its memorandum requested that fitment at the rate of
56% should be extended to neutralize the effect of inflation on the employees.
The argument advanced by the JAC in support of their demand is that there
has been a phenomenal increase in inflation between June 2008 and October
2008 (11.83%) and that the difference of 7.17% between the present rate of
inflation and 4.66% which was the average rate of inflation for the year 2007-
08 should be provided as fitment as per the following formula :

7171466 x 42390 = 65.22%

06.04. The JAC argued that since the Government is announcing
measures to contain inflation and are confident of arresting it at 10%, the
formula for fitment could be moderated by taking 10.72% which is the
inflation for week ending 06.11.2008 and reworking as per the above formula,
(6.06 / 4.66 x 42.39). The revised fitment then works out to 55.12% or 56%.
The 6™ Central Pay Commission’s average fitment benefit is also around
52.5%.

06.05. | have tried to ascertain the logic behind these computations and
failed to get a reasonable explanation.

06.06. Inflation is measured based on the movement of Wholesale
Price Index and it is calculated taking into account a basket of goods and
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services. It is often the complaint of the genera public that the wholesale
price index does not reflect the actual cost paid by the consumer at the market
place and a more appropriate way of measuring the effect of prices on the
living standards of the public is through monitoring the movement of
Consumer Price Index. The Consumer Price Index has a set of goods and
services of common consumption and reflects the market prices more
accurately than the Wholesale Price Index. The D.A. is, therefore, sanctioned
based on the movements in the Consumer Price Index. Mixing it with
inflation for purposes of determining employee compensations is not only
incorrect but also misleading. Further the base for inflation taken for
calculation by the JAC is for the period June 2008 to Oct. 2008, a period
which goes beyond 1.7.08 which the JAC has separately pleaded as the date
from which the present PRC recommendations should come into effect. This
amounts to taking developments beyond the cut off date into reckoning by
PRC which falls outside its jurisdiction. Moreover these increases in prices
beyond 1.7.2008 are captured separately through the movements in the
Consumer Price Index and DA is sanctioned by the State as per the formula
devised and implemented by the Government of Indiafor its employees. The
State Government have aready sanctioned two doses of DA as on 1.1.2009
and 1.7.2009 of 9.42% and 8.478% respectively. The employees would
continue to get the benefit of DA increases post merger of DA from 1.7.2008
in the revised pay scales.

06.07. For the reasons mentioned above the Commission is of the
view that there is no justification for considering the request for taking
into account 56% for purposes of fitment.

06.08. The other point mentioned in the memorandum of the JAC
Is about the fitment benefit derived by the employees of the Central
Government as a result of the recommendations of the 6™ Pay Revision
Commission. They pointed out that the aver age benefit spread acrossthe
entire spectrum of the Central Government employees is around
52.515% over their basic pay of the 1996 pay scales. This fixation benefit
extended by the Central Government will have to be viewed in the context of
the 10 year lag between two Pay Commissions compared to pay revisions
after every 5/6 years in the State.  While discussing the approach to Pay
Revision we had separately established how the State Government employees
had been drawing higher level of emoluments as pay plus DA compared to
their counterparts in the Central Government in most of the years.

06.09. It would be worthwhile recalling that in 1986 both Centre and
State had pay revision with DA as on 1.1.1986 merged into the basic pay. At
that time the pay of the lowest paid employee in both Government of India
and the State was almost at par. While it was Rs.740/- p.m. in the State, it
was Rs.750/- p.m. in Government of India. Since then the Centra
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Government employees had two Pay Revisions in 1996 and 2006 while the
State employees had three pay revisions in 1992, 1998 and 2003 with another
Pay Revision due from 1.7.2008. The 1993 Pay Commission had brought
about a mgjor shift in determination of Pay Scales with the introduction of
Master Scales. The pay fixation benefit that was extended in the Pay
Revisions subsequent to 1986 are asfollows:

State Centre
1992 10% --
1996 -- 40% + 10% |.R. + Rs.100 |.R.
1998 25% @ -
2003 16% -
2006 -- 52% (average)

@ It actually works out to 46% as this 25% fitment is on a pay which had
been arrived at by PRC in 1992 after merging DA of 83% that accrued after
1.1.86.

06.10. The combined effect of the increases effected in 1992 and
1998 above would straightaway makethe increasein fitment 56% leaving
aside the increases arising out of the switch from stand alone scales to
Master Scale. The State employees having got the benefit of increase from
1.7.92 after the revision in 1986 had the benefit of an earlier rise in pay than
their Central Government counterparts (3 %2 years) which would also offset
the loss, if any, suffered due to the implementation of the second revision at a
later date i.e., from 1.7.98 (1 Y2 years after the Central revision). This is
amply demonstrated in the information given at Tables | (a) (b) & (c) in the
Chapter on Approach to Pay Revision which traces the growth in the pay of
similar category of employees of State and Central Government from 1.1.86.

06.11. The above discussion brings out in clear and unambiguous
terms how the fitment formula of 1992 and 1998 had the effect of not only
neutralizing the fitment given by the Central Pay Commission of 1996
but also conferred a larger benefit on the State employees.

06.12. The JAC had pointed out that the average fitment as a
consequence of the implementation of the recommendations of the 6™
Central pay Commission was 52%.

06.13. Taking into account the fitment of 16% given on 1.7.2003, the
present Commission has decided to work out a fitment formula that does not
leave the State employees far behind the Central employees. In the approach
to the pay revision we have explained how we have tried to fix a minimum
pay which is on par with the lowest paid employee in States which adopted
Central Pay Scales. We had to necessarily draw comparison with those States



67

as the Government of India, based on the 6" Pay Commission’s
recommendations abolished Category ‘D’ which is equivalent to our Class V.
The PRC had, however, given equivalent pay of Category ‘D’ employee in
the revised pay scales for initial fitment of the Central Government employees
in that category and later upgradation to Category ‘C'. It is that scale which
the States that follow the Central Pay Scales have adopted for their Class IV
employees. We aso adopted that scale for comparison and established
separately in the Report how what we recommended as the minimum pay
compares favourably with the scales recommended by the 6" Central Pay
Commission for the lowest paid employees.

06.14. We have aso explained in our approach that it is unrealistic to
expect the State to compete with the Centre in terms of pay and other facilities
for their employees in view of the limitation of resources as aso the
differences in the nature of the functions performed and the conditions under
which they have to be performed. The endeavour of the Commission is,
however, to provide as much benefit to the State employees as is possible
within the constraints of the State resources and the competing demands on
these limited resources.

06.15. Keeping in view the resource availability and the reasonable
requirements of the employees and the pensioners, the Commission
recommends a fitment benefit of 27%. The Commission recommends that the
fitment in the revised scale may be made in the following manner:

(1) D.A. admissible as on 1.7.2008 may be added to the basic pay
drawn by the employee;

(2) 27% of the basic pay may be added to the total of basic pay + D.A.
arrived at (1) above;

(3) The pay of the employee should be fixed in the relevant revised
scale at the stage next above the amount arrived at as at (2) above;

(4) If an employee’s pay when fixed as above falls short of the
minimum in the revised pay scale, it shall be fixed at the minimum
of the scale;

(5) If the amount so fixed exceeds the maximum, the excess shall be
treated as personal pay and it should be absorbed in future pay
increases or in the stagnation increments sanctioned.

06.16. The combined effect of the fitment of 16% that the State
employees got from 1.7.2003 coupled with the fitment of 27% suggested
by uswould result in a cumulative benefit of 48% asfitment for the State
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employees. This compares reasonably with the fitment given by the
Central PRC to itsemployees asthe average 52% benefit is given on 1996
pay scales while the State had given the first instalment of rise in 2003
and the second instalment now in 2008.

06.17. We recommend that the revised pay scales should come into
force from 1.7.2008. As regards giving monetary benefit we deem it
appropriate to leave the date from which it would come into effect to the
Government keeping in view its resource position and the demands on
those resour ces.

06.18. Magjority of the Associations requested for restoring the benefit
of advancement of increment of the senior to that of the junior, in case where
the junior was drawing pay in lesser stage in the existing scale but the pay of
the Senior and Junior got fixed at the same stage in the Revised pay scales
and the date of increment of the junior happens to fall earlier than that of the
senior. The Revised Pay Scales Rules, 1974, 1978, 1986 and 1993 provided
for advancement of the increment of the senior in such contingencies. This
provison was not found in the Rules issued for implementing the
recommendations of 1999 and 2005 pay revision. With the introduction of
Master Scales instances of the nature referred to would be few. The Rules
issued by the Government of India adopting 6™ Pay Revision Commission’s
Report makes a provision for advancement of increment in such cases. We
suggest that a similar facility may be provided. We, therefore, recommend
provision being made for advancement of the date of increment of the
senior to that of the junior subject to the satisfaction of the conditions
indicated earlier.

06.19. Before we conclude we would like to refer to an issue which the
Associations placed before us where the junior is drawing higher pay than the
senior as a result of a shift in the Automatic Advancement Scheme
recommended by the 2005 Pay Commission. The various Associations
expressed serious reservations about the orders issued by the Finance
Department vide Govt. Memo. No. 2620/A/65/FRII/07, dated 20.2.07
negativing their demand for issue of orders to step up the pay of the senior to
that of the junior in case the junior happens to draw higher pay. We have
dealt with this issue while making recommendations relating to Automatic
Advancement Scheme. While our suggestions would take care of any
aberrations that may arise in future the issue that requires to be
addressed is how to deal with the present situation where the junior is
drawing more pay and its consequences on the senior when he migrates
from the present scaleto the new scale.

06.20. We are aware that instances of junior drawing more pay than the
senior was not a new phenomenon and the Finance Department had, on earlier
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occasions, issued Circulars to step up the pay of the senior to bring it on par
with that of the junior. The Orders issued in Govt. Memo. No.
2620/A/FRI1/07, dated 20.2.07 are a departure from this well established
practice. We have no intention of reopening this issue so far as it relates to
the period covered by the recommendations of the previous Commission. We
fedl that this phenomenon would continue even when the employees move
into the new pay scales recommended by us if the problem is not addressed at
the time of migration into the new scale. We are convinced that the senior
should be on par or above hisjunior so far as pay is concerned and where this
principle gets affected the senior’s pay should be protected subject to the
normal conditions which the Finance Department had traditionally laid down
when such protection was extended. There are normally very few
circumstances when such aberration may creep in and such instances are
likely to be more when there are changes effected in the principles of fixation,
revision of pay scales or alterations made in principles governing Automatic
Advancement Scheme etc.

06.21. We recommend that in respect of all those seniors who, as
on 1.7.2008 are drawing less pay than their juniors, their pay should be
stepped up and brought on par with their juniorsand only then their pay
should befixed in therevised pay scales. This exercise should, however, be
limited only to those cases which are covered by the conditions laid down in
Para 2 of G.O.MsNo. 297 Fin. & Plg. (FW. PRC.I) Department dated
25.10.83 as subsequently reiterated in G.O.(P) No. 75 Fin. & Plg. (F.W.
PC.I1) Dept., dated 22.2.94 and G.O. (P) No. 223 Fin. & Plg. (FW.PC II)
Dept., dated 10.09.96. Such an exercise would ensure that this aberration
does not automatically get transmitted from the present scale to the new
scale so far asthe affected employees ar e concer ned.

06.22. As regards the future contingencies arising out of the
implementation of the recommendations relating to pay scales made by
this Commission where the junior draws higher pay than the senior we
suggest that Finance Department should cover such contingencies
through the Rules whereby the senior’s pay is stepped up to be on par
with that of the junior subject to the satisfaction of the conditions
mentioned in the earlier Circulars of the Finance Department.
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CHAPTER —VII

Major Allowances

07.01. There is a host of allowances today which are paid to different
categories of Government employees for various reasons.  Some of them can
be categorized as major alowances as they are clamed by most of the
Government servants and are also intimately connected to the quantum of
pay. Some of them are in the nature of compensatory allowances given as
compensation for price rise, higher cost of living due to higher rents and
increased expenses due to stay in cities and mgjor towns. These allowances
are paid on a monthly basis along with the salary. These are Dearness
Allowance, H.R.A., Additional H.R.A., in lieu of rent free quarters and
City Compensatory Allowance. Other than these allowances there are
nearly 46 allowances which are paid to different categories and at varying
rates. In this chapter we propose to deal with only the four major allowances
while other allowances are dealt with in another Chapter.

Dear ness Allowance;

07.02. The Dearness Allowance is a compensatory allowance to
neutralize therisein the Cost of Living Index.

07.03. The Pay Revision Commission 1986, recommended the State
Government to follow the Central pattern of sanction of Dearness Allowance
including quantum and level of neutralization. The successive Pay Revision
Commissioners have also been recommending continuation of this practice
and the State Government accordingly, has been sanctioning Dearness
Allowance on the pattern of Government of India

07.04. In Central Government, Dearness Allowance is being
sanctioned twice a year; on First January and First July every year. The
percentage of rise in the twelve monthly moving average of Cost of Living
Index over the Cost of Living Index to which the Revised Scales are related is
being sanctioned as Dearness Allowance. 100% neutralization is being
alowed to al the employees in pursuance of the recommendations of the
Fifth Central Pay Commission. The State Government, in pursuance of the
recommendations of the Pay Revision Commissioner, 1999 have been
allowing 100% neutralization to all employees.

07.05. The Government of India evolved their scales by merging
Dearness Allowance as on 1.1.2006, with Basic Pay. We have, as is the
practice in the State, recommended merging of Dearness Allowance in Basic
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Pay as on 01.07.2008. Since the Basic Pay has been worked out by us by
merging Dearness Allowance at a higher level than the Government of India,
the rate of Dearness Allowance sanctioned to the employees of the
Government of India can not be adopted directly in respect of the employees
of the State Government. For this purpose, the State Pay Revision
Commissioners have been recommending a conversion formula, to ensure that
the quantum of Dearness Allowance sanctioned is at par with what was
sanctioned by the Centre.

07.06. The Commission accordingly recommendsthat the Dear ness
Allowance be regulated at 0.856% (536:626) for the State employees for
every one percent of Dearness Allowance sanctioned to the employees of
Government of India with effect from 01-01-2009.

House Rent Allowance:

07.07. The House Rent Allowance is sanctioned to Government
employees to meet to a certain extent, the additional burden on employees by
way of higher rents. It was first sanctioned in 1969 to Government
employees and it has been extended from time to time. 1n 1975 apart from the
large cities and towns a small amount was also given to those living in sub
taluk, taluk and municipal towns. By the time the PRC 1978 was constituted,
Hyderabad and four other major cities were classified into one group and the
House Rent Allowance was fixed at the rate of 15% of the basic pay subject
to a maximum of Rs.400/- per month.  For employees working in medium /
small towns including district headquarters towns, the HRA was fixed at 7.5%
of the basic pay. For employees at other places an amount of Rs.5/- per month
up to a basic of Rs.250 per month and at Rs.7/- per month from Rs.251-400
was alowed. The PRC 1978 reviewed the scheme and recommended an
increase of Rs.5/- for those who are in receipt of Rs.5/- and Rs.13/- for those
who were drawing Rs.7/- per month. By 1986, the HRA was being paid at
15% in all cities with a population of above 2 lakhs i.e., Hyderabad and 9
other towns. Employees at Tirupati were also declared eligible for receipt of
Rs.15/- as a special case. In respect of other specified towns with a
population 50,000 above and below 2 lakhs, HRA was fixed at 7.5% and in
all other placesit was at 4% of basic pay.

07.08. The 1986 PRC recommended increase of HRA to 20% for
places where 15% was being paid and 10% in al other places. Accordingly
orders were a so issued.

07.09. Subsequently, the quantum of House Rent Allowance payable to
Government employeesin certain places was revised from 1% July 1986. In 14
District headquarters, the HRA was revised to 12.5% of basic pay and for
other places it was fixed at 10% of basic pay. The 1993 PRC, who had
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evolved DA merged pay scales by merging 83% of the D.A., recommended
payment of HRA at 16% in 12 major towns including the twin cities, 10% in
respect of 13 district headquarters and for the remaining places 8% of basic
pay. All this was subject to a celling of Rs.1,000/- p.m. Government
subsequently revised the percentage rates and also the ceiling limit w.ef.
1.1.1994.

07.10. The criteria for assigning HRA all along was the population of
the cities / towns. The PRC 1999 recommended 20% of basic pay for those
employees who are residing in cities / towns where the population is 2 lakhs
and above and for those employees who are residing in District Headquarters
and other municipal towns other than the above cities, the HRA was fixed at
12.5% and in respect of other places the payment of HRA was fixed at 10% of
basic pay. All of them were subject to a maximum of Rs.2,000 per month.

07.11. In G.O.Ms. No.456, Finance (PC-1) Department, dt.8.12.2005
Kamareddy and Tandur were also declared eligible for HRA at 12.5%. The
PRC 2005 continued the pattern adopted by the PRC 1999 but had
recommended enhancing the ceiling to Rs.3,000/- which was raised later to
Rs.4,000/- per month by the O.M.C.

07.12. Subsequently, based on the declaration of the Hyderabad city as
Greater Hyderabad Municipal Corporation and in consequence of the
population having crossed more than 50 lakhs, the Government of India
classified Hyderabad as A1 City. Government of Andhra Pradesh have also
declared Hyderabad as A1l City and the employees working in Greater
Hyderabad Municipal Corporation were made eligible for drawal of HRA at
30% of basic pay, subject to maximum of Rs.6,000/- vide G.O. (P) No.10,
Finance (PC-l) Department, dt.17.1.2008. These rates of HRA are also
extended to the places located within the periphery of 8 kms.  The final
details of Corporations, cities and towns which have been classified into four
grades and the rates of HRA admissible to the employees thereon are as
follows:

Criteria Rate of HRA
Hyderabad and Secunderabad classified | 30% of Basic Pay subject to
asAlCity. aceiling of Rs.6,000/- p.m.
Visakhapatnam, Gajuwaka, 20% of Basic Pay
Vijayawada, Warangal, Guntur, subject to a ceiling of

Rajahmundry, Nellore, Kakinada, Rs.4000/- p.m.
Kurnool, Tirupati, Nizamabad,
Eluru, Kadapa, Ananthapur,
Karimnagar, Ramagundam.
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Criteria Rate of HRA
Srikakulam, Vijayanagaram, 12.5% of basic pay, subject
Machilipatnam, Ongole, Chittoor, to amaximum ceiling of

Ananthapur, Adilabad, Kareemnagar, Rs.4000/- pm
M ahaboobnagar, Khammam,
Sangareddy, Nalgonda.

(With effect from 1-1-1992 (These
towns were sanctioned originally from
01-09-1994 based on High Power
Committee’ s recommendations.
Subsequently basing on the High Court
Judgment date of effect altered to 1-1-
1992).

Anakapalli, Tadepalligudem,
Tanuku, Palakollu, Narsapuram,
Gudivada, Tenali, Narasar aopeta,
Chilakaluripeta, Bapatla,
Mangalgiri, Ponnur, Chirala, Kavali,
Guduru, Madanapalli, Srikalahasti,
Proddutur, Rayachoty, Guntakal,
Hindupur, Dharmavaram, Tadipatri,
Kadiri, Adoni, Nandyala,
Yemmiganuru, Siddipet, Bodhan,
Bellampalli, Mandamarri, Nirmal,
Kagaznagar, Mahceriyal, Jagityal,
Sirishilla, Kothagudem, Palavancha,
Miryalaguda, Suryapet,
Bheemavaram, Kamareddy and

Tandur.
All other places 10% of basic pay subject to
a ceiling of Rs.4000/-
07.13. Several associations including Joint Action Committee of the

employees, Teachers and Workers have requested for payment of HRA at
30% of basic pay without any ceiling in al municipalities, villages included
in Greater Hyderabad Municipal Corporation City / HMDA. They have also
requested for HRA at 20% of basic pay without any ceiling for all District
Headquarters and places within periphery of 15 KMs. For other places HRA
a 12.5% basic pay without any ceiling has been requested. Different
associations have requested for payment of HRA at different percentage rates,
ranging from 10% to 30% of basic pay.

07.14. According to the orders issued by the Government of India
based on the recommendations of 6" Central Pay Commission, the rates of
HRA to their employees is based on the classification of the cities and towns
on population criteria.  According to these orders if population is more than
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50 lakhs, the HRA is admissible at 30% of basic pay, 20% where population
Is between 5 and 50 lakhs and at 10% if it is below 5 lakhs.

07.15. If the above criteriais followed, only the employees working in
the Greater Hyderabad Municipal Corporation will be entitled to 30% of the
basic pay and in al other places it would be 10% except in Visakhapatnam,
Vijayawada, Guntur and Warangal where the dligibility would be 20% of
basic pay. The Commission noticed that the system of classification of
cities and towns in the A.P. State is liberal and any change of
classification of cities and towns on par with classification made by
Government of India will lead to a position disadvantageous to the
employees.

07.16. The Commission, taking all factors into consideration,
recommends that the existing classification of cities and towns as also the
rates of allowance be retained for the purpose of admissibility of HRA.
The existing ceiling of Rs.6000/- be enhanced to Rs.12000/- for Greater
Hyderabad Municipal Corporation. For other places where ceiling is
Rs.4000/-, the same is recommended to be enhanced to Rs.8000/- per
month.

07.17. The Commission also recommends that the existing rules with
regard to the payment of HRA at the rates applicable to the places located
within the periphery of 8 KMsfor the towns/ cities concerned be continued.

Classification of City/ Town for drawal of HRA:

07.18. The Government of India sanctions House Rent Allowance
based on classification of cities and towns on decennial population basis. But
the PRC 1978 recommended the mid census population figures once in five
years may be taken into consideration so as to include any town for eligibility
to HRA if the population of such town exceeds 50000 instead of waiting for
the decennial figures. Although he has recommended to take cognigence of
mid census population figures he did not himself take into account the mid
census population figures. The PRC 1986 also did not adopt the mid census
figures of population. PRC 1993 did not favour adopting the mid census
figures as it might lead to avoidable confusion. The 1999 PRC also agreed
with the approach of PRC 1993. The PRC 2005 did not discuss the issue of
adoption of mid census figures for purposes of declaring the town / city for
drawal of HRA.

07.19. In fact, there are no mid census population figures as such but
they are only mid census estimates which are based on projections and it is
not correct to adopt the above figures for declaring a town or city for
eligibility to draw HRA at higher rate. The Commission recommends that
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only decennial census figures should be taken into consideration for
classification under the different categories for purposes of drawal of
HRA.

Additional HRA in lieu of Rent Free Accommodation:

07.20. Government have been declaring certain posts in severa
departments which are eligible for rent free accommodation. Thisis because
their presence is essential for the discharge of duties not only during normal
office hours but also beyond those hours. At times the supervisory authorities
are required to stay in the hospitals, projects, institutions etc., through out the
day and night. But Government may not be in a position to provide
accommodation on the premises or in the vicinity of the institution.
Therefore, the Government officials are required to stay in a private
accommodation near their place of duty. Government had declared various
categories of employees who are entitled for rent free accommodation from
time to time. If rent free accommodation is not provided, Government have
been allowing Additional HRA to meet the additional cost.

07.21. At present the Government employees who are eligible for rent
free accommodation are in receipt of 8% of their basic pay subject to a
maximum of Rs.500/- per month with effect from 15.10.2005. These orders
were issued based on the recommendations of the PRC 2005. The list of
categories of posts eligible for Rent Free Accommodation specified in the
Manual of Specia Pay and Allowances is not being updated from time to
time. The Commission is unable to get the comprehensive list of officers and
staff who are eligible for rent free accommodation as of now inspite of best
efforts. The Commission, therefore, recommends to take steps to update the
list in Manual of Special Pays and Allowances.

07.22. The Commission, recommends that in the context of increase
in the house rents in various cities and towns and in order to meet the
additional burden the existing rate of Additional HRA of 8% of basic pay
subject to a maximum of Rs.500/- be continued at 8% of the basic pay
subject to a maximum of Rs.1000/- per month.

City Compensatory Allowance:

07.23. City Compensatory Allowance is sanctioned to the employees
to meet a portion of additional cost of living in addition to the Dearness
Allowance and HRA for those employees who are residing in cities. The
rationale behind CCA is that there is an additional cost of living which is not
amenable for calculation like HRA and DA. It was first sanctioned to the
employees in Hyderabad and Secunderabad in the year 1966 and then
onwards the State Government have been following the pattern adopted by
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the Government of India while sanctioning CCA to the State Government
employees. In 1979, it was extended to the employees working in
Visakhapatnam and in 1993 it was extended to the employees working in
Vijayawada. The PRC 1986 recommended adoption of the 4™ Central Pay
Commission rates of CCA. The PRC 1993 recommended the same increase
in the rates keeping in view the increase in the cost of living. Subsequently,
the allowance was further extended to the employees working in the towns of
Guntur, Raahmundry and Waranga w.ef. 1.9.1994. The PRC 1999
recommended sanctioning the rates of CCA as sanctioned by the Government
of India based on the recommendations of the 5 Central Pay Revision. The
PRC 2005 before whom several associations demanded linking the CCA to
population and also to fix it as a percentage of salary without any upper limit
has observed that the PRCs and Central Pay Commissions did not favour the
linking of CCA with population and also did not agree for its sanction as
percentage of salary without any limit.

07.24. The PRC 2005 recommended various rates of CCA for the
employees working in twin cities, Visakhapatnam and Vijayawada, Guntur,
Rajahmundry,Warangal and other Municipal Corporations. The One Man
Committee 2008 has recommended revised rates of CCA for those employees
who are working in the Greater Hyderabad Municipal Corporation.

07.25. Thus the existing position of CCA to the employees working in
various Municipal Corporationsis as indicated below.
(in Rupees)
Pay Range Greater Greater Other
Hyderabad | Visakhapatnam Municipal
Municipal Municipal Corporations
Corporation Corporation /
Vijayawada
Below Rs.4825 100 60 50
Rs.4825 to Rs.7769 150 80 60
Rs.7770 to 200 125 70
Rs.10564
Rs.10565 and 300 200 80
above
07.26. The Joint Action Committee of Employees, Teachers and

Workers and other various associations have requested for sanction of
Transport Allowance in lieu of CCA, which is existing in Centra
Government.  The Telangana Government Drivers Centre Association has
requested for 5% basic pay as CCA to those employees working in cities and
3% of the basic pay to those employees working in towns and district
headquarters. The Employees Coordination Committee, Udyogakranti has
requested for sanction of Transport Allowancein lieu of CCA.
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07.27. The Sixth Pay Commission recommended abolition of CCA on
the ground that their recommendations relating to HRA and Transport
Allowance addresses the problem faced by employees in cities and large
towns. We have elsewhere in this report discussed the rationale in not
recommending the transport allowance. As regards, payment of CCA as a
percentage of basic pay this was not followed by Government of India and
also by State Government. Therefore the Commission does not see any reason
to sanction CCA at percentage rates.

07.28. C.C.A. is admissible to employees who are working in twin
cities (i.e.) Greater Hyderabad Municipal Corporation, Greater Municipal
Corporation of Visakhapatham, Vijayawada and in 13 Municipa
Corporations at different rates.

07.29. We believe that CCA should be continued with enhanced
rates. The Commission recommends that the existing rate of CCA be
raised by 100% for those in the 1¥ and 2™ pay ranges and around 75%
for othersasindicated below.

The following table gives the revised rates for various pay ranges

(in Rupees)
Greater Greater Other
Visakhapatnam Municipal
Hyderabad e :
Pay Range - Municipal Corporations
Municipal .
C : Corporation and
or por ation "
Vijayawada
Pay Up to Rs. 8200/- 200 120 100
Pay above Rs.8200/-
and up to Rs.13270/- 300 160 120
Pay above Rs.13270/-
and up to Rs.18030/- 350 220 130
Pay above Rs.18030/- 525 350 140
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CHAPTER - VIII

Special Pays

08.01. FR 9(25) defines “Special Pay” as an addition in the nature of
the pay, to the emoluments of a post or of a Government servant, granted
inconsideration of -

a) the specially arduous nature of the duties; or
b) a specific addition to the work or responsibility;

08.02. As per ruling (8) of the Rulings under FR 9(25), the following
principles are to be followed in the matter of granting special pay.

a) Soecial pay should be granted only when the conditions of Rule
9(25) dstrictly apply. It should not be given merely for the
purpose of improving the prospects of a service or for the
purpose of serving as a substitute for or an addition to, a
selection grade pay.

b) The posts in the ordinary time-scale of service will naturally
vary in intensity and responsibility, but this is no ground
ordinarily for granting special pays to the holders of the heavier
charges. If owing to circumstances a junior officer has to hold
one of the more responsible regular charges he is thereby given
an opportunity of proving hisfitness for higher posts.

C) The placing of an officer on special duty does not necessarily
mean that his work becomes specially arduous or so increased
in quantity and responsibility to justify special pay. An officer’s
posting is in the hands of Government and he has no right to
refuse a post, which Government in the cause of the public
service, allots him. This applies also to officers transferred by
agreement between two Governments from one Government to
another. A protest against a posting should be formally
admitted only on the ground of loss of pay or prospects and
even on these grounds Government is the final arbiter.

d) A comparison between the circumstances of one officer and
another or of one service and another should not be accepted
necessarily as an argument for the grant or for the enhancement
of special pay.
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08.03. For certain regular posts it has been found convenient not to fix
a specific rate of pay but to remunerate their holders in the form of grade pay
plus special pay. The Government of India have observed that while the main
principles set out above apply to such special pay, there are certain obvious
differences between the circumstances of such posts and the class of posts to
which frequent proposals to attach special pay arise.

08.04. The key words in the definition of Special Pay are “arduous
nature of duties’ or “additionality” to the responsibilities or work. From the
definition it is clear that all the posts in a particular category do not have
duties which are arduous in nature. This is a mechanism to compensate
persons who are required to perform duties in addition to the normal duties
performed by their peer group and are required to face arduous nature of work
in aparticular post.

08.05. The primary purpose of sanctioning Special Pays is to create an
inbuilt flexibility in deployment of Government personnel in various positions
of different degrees of load of work, without creating different grades or
additional posts for achieving the same result. The Specia Pays, therefore,
provide the Government a mechanism through which the employees working
in certain posts of arduous nature are motivated through monetary
compensation.

08.06. The Pay Revision Commission, 1986 reviewed the existing
Specia Pays and recommended the abolition of Special Pays sanctioned to
posts above the level of Assistant Directors. The subsequent commissions by
and large, continued the existing Specia Pays duly modifying the quantum.

08.07. Several requests have been received from various categories of
personnel for sanctioning fresh Special Pays and also to increase the existing
rates of special pay. Most of the functions in the Government in almost all
the Departments are projected as arduous in nature or having specia
circumstances that warrant sanction of Special Pay. Special pay once
sanctioned has the tendency to remain permanent. As the pay scales are
designed keeping in view the parities between various categories and several
comparable categories have been evolved over a period of time, the
employees are seeking more in the nature of special pay as the scope for
getting separate scales or upgradation of scalesis getting diminished.

08.08. This Commission tried its best to review the existing special
pays. In the course of review it is noticed that in certain cases specia pays
were continued in addition to a host of incentives provided for inducing
people to work in difficult areas. It is also observed that Training Incentives
are available in the form of certain percentage of basic pay to some categories
and at fixed rates of special pay to some other categories. There has been a
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persistent demand from the ministerial staff belonging to Intelligence, C.1.D.
and D.G.P. Office to grant them incentive on par with the staff in ACB.

08.09. This Commission also tried to rationalize the various special
pays. Yet the Commission feels that it is desirable to have a detailed
study of all the special pays and various types of allowances objectively
and decide the need for their continuance or otherwise. The Pay Revision
Commission does not have the mechanism to do that exercise and the
commission, therefore, recommends to entrust the above exercise to a
separate agency like Centre for Good Governance or any specialised
agency asrecommended by PRC 2005.

08.10. The Commission also noticed that the administrative
departments are issuing orders granting various kinds of special
pays/allowances/incentives. In this processthereis scope, in certain cases
of incentives/allowances/ special pays sanctioned by the administrative
departments, escaping review by PRCs. It istherefore desirable that the
Finance Department, being the nodal department for the regulation of
pay and allowances, should issue all orders granting/revising the special
pays/allowances/incentives etc. The Commission, therefore, recommends
that the administrative departments may move the proposals and after
obtaining final approvals pass them on to the Finance Department for
issue of orders. Therewill thusbe a centralized repository in the Finance
Department which facilitates easy reference and periodical review.

08.11. We have recommended increase in rates where necessary. We
have excluded certain categories from the list and included certain new
categories. The Commission did not find any merit in respect of the claims of
many categories of employees for special pay. Where no mention has been
made they should be deemed to have been rejected.

08.12. Our examination has revealed that under the broad heading of
special pays a number of unrelated allowances were clubbed resulting in
avoidable confusion. We have therefore reviewed the orders and removed
from this chapter (1) Anti Naxalite Squad Allowance, (2) Delhi allowance and
(3) Double Lock Key Allowance and referred to them in the chapter on
Allowances.

08.13. Our recommendations regarding special pays are contained
under the following broad headings.

1. Specia Pay for Peshi Staff in Peshis of CM, Ministers, Chief
Secretary and Secretaries.
2. Specia Pay in Vigilance and Enforcement Department.
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3. Specia Pay in Intelligence Department.
4, Specia Pay in Anti Corruption Bureau.

Specia pay in Farms run by Agriculture, Animal Husbandry,
Fisheries, Horticulture & Sericulture Departments.

6 Specia Pays to the Typists and Stenographers.
7. Specia Pays to Teachersin Schools for the Handicapped.
8. Specia Paysto Drivers/ Attenders driving vehicles.
9. Specia Pay for Section Officers and others.

10.  Special Paysfor other categoriesin different Departments.
11.  Specia Pay for Training Institutes.

1 Special Pays to the staff working in the Peshis of Chief
Minister, Ministers, Chief Secretary and Secretaries to Govt.
efc.:

08.14. The existing Special Pays admissible to the staff working in the
Peshis of Chief Minister, Ministers, Chief Secretary & Other Secretaries are
recommended to be increased as shown against each. In the case of Private
Secretaries to the Chairman and Members of A.P. Public Service
Commission, Private Secretary to the State Election Commissioner, Personal
Secretaries / Personal Assistants to Chief Information Officer, & Information
Officers and P.S/P.A./Jamedar working in the Peshis of Presiding & Political
Officers of Legidative Assembly & Legidlative Council Special Pays are
recommended now.

Existing Recommended

,\? X Category Amount Amount Remarks
0.
Rs. Rs.
1. | Private Secretary inC.M’s 350/- 400/- p.m.
Office, Ministers & C.S's Office p.m.
2. | Personal Assistantin C.M’s 325/- 375/- p.m.
office, Ministers Office & C.S's p.m.
Office
3. | Private Secretary to Spl.C.S./ 150/- 200/- p.m.
Principal Secretary/Secretary/ p.m.
Special Secretary
4. | Junior Steno/Senior Steno/SC 150/- 200/- p.m.
Steno working in the peshis of p.m.
CM/ Minigterd C.& Spl. C.S/
Principal. Secretary/ Secretary/
Special Secretary to Government.
(for one post only in each Peshi)
5. | Record Asst./Jamedar working in 150/- 200/- p.m.
peshis of CM/ Ministers/ C.&/ p.m.
Spl.C.S./ Principal Secretary /
Secretary / Specia Secretary/
Additional Secretary to Gowt.
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g Existing Recommended
NO‘ Category Amount Amount Remarks
' Rs. Rs.
Office Sub-ordinate working in 125/- 175/- p.m.
the Peshis of CM/Ministers C.S/ | p.m.
Spl.C.S./Principal Secretary/
Secretary/Special Secretary/
Additional Secretary to Govt.
7. | Office Sub-ordinate workingin

the Peshis of Honourable Lok 125/- 175/- pm
Ayukta & Upa Lok Ayuktaand p.m. o
Registrar

8. | Office Sub-ordinate working in
the Peshis of Commissioner & 125/- 175/- p.m
Additional Commissioner of p.m. o
A.P.Bhavan, New Delhi.

9. | P.S.to Governor ?052]/ 400/- p.m.

10. | P.A. to Governor Ii)zr5n/ 375/- p.m.

11. | Private Secretary/ S.C. Steno 150/- 200/- p.m.
attached to Chief Commissioner, p.m.

Land Administration (w.ef.
10-8-06)

12. | P.S/ S.C. Steno attached to 150/-p.m.

Secretary to Chief Commissioner, (w.ef. 200/- p.m.
Land Administration 10-8-06)

13. | Special Category Stenographer
attached to Special Commissioner 150/-p.m
and Principal Secretary to P

! (w.ef. 200/- p.m.
Government of the office of the 27-9-08)
Chief Commissioner of Land
Administration.

14. | Private Secretaries to the On par with
Chairman and Members of A.P. 400/- p.m. Private
Public Service Commission Secretary to

15. | Private Secretary to the State 400/- p.m Chief
Election Commissioner e Secretary

16. | Personal Secretariesto On par with
Chief Information Officer Private
and Information Officers 400/- p.m. Secretary to
(for one post only in each Peshi) Chief

Secretary

17. | Personal Assistantsto On par with
Chief information Officer Private
and Information Officers 375/- p.m. Secretary to
(for one post only in each Peshi) Chief

Secretary

18. | Private Secretary to the On par with
Presiding & Political Officers of 400/- p.m Private
Legislative Assembly & o Secretary to
L egislative Council Minister
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g Existing | Recommended
i Category Amount Amount Remarks
No.
Rs. Rs.

19. | Persona Assistant to the On par with
Presiding & Political Officers of 375/- p.m Personal
Legidative Assembly & o Assistant to
Legidative Council Minister

20. | Jamedar working in the Peshis of On par with
Presiding & Political Officers of 200/- p.m Jamedar in
Legidative Assembly & o the peshi of
L egidative Council Minister

Note: The following are the Presiding and Political Officers of Legidative
Assembly & Legidative Council.

(1) Speaker of the Legidlative Assembly.

(i)  Leader of the Opposition in the Legislative Assembly.

(i)  Deputy Speaker of the Legidlative Assembly.

(iv)  Government Chief Whip & Whipsin the Legislative Assembly.
(v)  Chairman of the Legidative Council.

(vi) Leader of the Opposition in the Legidlative Council.

(vii) Deputy Chairman of the Legislative Council.

(viii) Government Chief Whip & Whipsin the Legidlative Council.

2. Special Pay, Additional HRA & Conveyance Allowanceto the staff
of Vigilance & Enforcement Department

08.15. Government sanctioned special pay, Additiona HRA &
Conveyance allowance to the various categories of posts in Vigilance and
Enforcement Department by equating them with the posts in Anti Corruption
Bureau (vide G.O.Ms.No.432 G.A. (V & E) Department, Dt.13-08-86).
Basing on the recommendations of PRCs, the rate of special pay to the staff of
Anti Corruption Bureau has been increased from time to time. Thus the staff
of Vigilance and Enforcement Department are drawing the specia pay at the
rates as applicable in Anti Corruption Bureau.

08.16. Since the staff of Anti Corruption Bureau are allowed 30%
incentive by the Government from the year 2003, the special pay admissible
to the staff of Anti Corruption Bureau is recommended to be discontinued
elsewhere in this report.
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08.17. It is reported that Vigilance and Enforcement Department
meanwhile created several other categories in the department either by
upgradation or by creation of new posts. The request is for sanction of special
pay, additional HRA & Conveyance Allowance to these new posts.

08.18. The Vigilance & Enforcement Department requested to allow
special pay to al the new categories. The commission recommends the
revised rates of special pay to all the categories of posts in this
department keeping in view the existing rates of special pay for certain
categories of posts and the scales of pay of the new categories of posts for
which special pay isnot admissible at present. The details of posts and the
revised rate of Special pay recommended are at Annexure.

08.19. A request has been received for the sanction of additional HRA
for the staff of Vigilance and Enforcement Department. It may be noted that
payment of additional HRA is admissible only to the specified categories of
posts where rent free accommodation is to be provided. Since the orders to
this effect were not produced we do not propose payment of additional HRA.

08.20. The further request is for sanction of conveyance allowance in
Vigilance and Enforcement Department. Conveyance Allowance is
sanctioned where TA and DA is not admissible as per rules. The Department
is therefore advised to obtain orders of the Government prescribing the nature
of conveyance to be maintained together with the jurisdiction to such of those
persons who are expected to tour several places without the eligibility of TA
and DA.
Annexure

Statement showing therates of Special Pay recommended for the various
categories of posts belonging to Vigilance & Enforcement Department

g Existing Recommended
: Category Rate Rate Remarks
No
Rs. p.m. Rs. p.m.

A. Head Office:

1. | Addl. Director (Engg) - 450/-
Chief Engineer -

2. | Addl. Director (Rev) - 450/-
(Addl. Commissioner C.T)

3. | Deputy Secretary to Govt. - 425]/-
(N.C))

4. | Deputy Commissioner (C.T) - 425/-

5. | Special Grade Deputy Collector - 425/-

6. | Deputy Director (T.P) - 400/-

7. | Deputy Director (Engg) - 400/-
(Executive Engineer)

8. | Asst. Secretary to Govt. - 400/-

9. | Divisional Forest Officer - 375/-
Asst. Conservator of Forests
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g Existing Recommended
N : Category Rate Rate Remarks
o]
Rs. p.m. Rs. p.m.
10. | Deputy Supdt. of Police 325/- 375/-
11. | Deputy Exe. Engineer 325/- 375/-
12. | Commercial Tax Officer - 375/-
13. | Asst. Director (Mines - 300/-
& Geology)
14. | Inspector of Police 250/- 300/-
15. | Asst. Audit Officer - 300/-
(State Audit)
16. | Mandal Development Officer - 300/-
17. | Asst. Registrar (Co.op) - 300/-
18. | Dy. Mandal Revenue Officer - 200/-
19. | Head Constable 100/- 150/-
20. | Police Constable 65/- 100/-
B. RV& EO Units
1 Regl. Vig. & Enf. Officer 375/- 425]/-
2. | Deputy Supdt. of Police 325/- 375/-
3. | Deputy Exe. Engineer - 375/-
4. | Asst. Director (Agl) - 300/-
Agrl. Officer
5 Inspector of Police 250/- 300/-
6. | Dy. Commercial Tax Officer 250/- 300/-
7. | Tahsildar (Civil Supplies) 250/- 300/-
8. | Asst. Geologist - 300/-
9. | Asst. Exe. Engineer - 300/-
10. | Mandal Devel opment Officer - 300/-
11. | Forest Range Officer 250/- 300/-
12. | Asst. Registrar (Co-0p). - 250/-
13. | Sub Inspector of Police 200/- 250/-
14. | Head Constable 100/- 150/-
15. | Police Constable 65/- 100/-

3. Special Pay to the staff of Intelligence Department

08.21. The Intelligence Department consists of the following four
wings

(1) General Intelligence,

(2) Security Wing,

(3) Specia Intelligence Branch, and

(4) Counter Intelligence Cell

08.22. The staff working in Genera Intelligence and Security wing are
eligible for specia pay at the rates specified in G.O.Ms.N0.264 Fin (TA)
Department dated:15-10-2005 based on the recommendations of PRC 2005.
The staff belonging to Special Intelligence Branch are eligible for Special
Allowance, Ration Allowance and Special Uniform grant on par with the staff
belonging to “Grey hounds’ wing. The recommendations relating to the
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continuance of the special allowance to the staff of the Specia Intelligence
Branch and Counter Intelligence Cell Staff are made separately in this report.
The recommendations relating to the continuance of the Ration Allowance
and specia uniform grant to the Specia Intelligence Branch staff are also
included in the recommendations relating to “Ration Allowance” and
“Uniform Allowance / Uniform Maintenance Allowance” made in this report

separately.

08.23. The Intelligence Department has requested for “Intelligence
Allowance” to all the staff working in Intelligence and security wings at 30%
of basic pay + DA, duly disallowing the special pay being alowed at present
to some of the staff in view of the nature of duties being performed by them.
It is stated that al the staff drafted for Anti Corruption Bureau are being
allowed 30% of pay as incentive. The Commission feels that the nature of
work performed in Intelligence Department is different and is not
comparable to the work performed in Anti Corruption Bureau. Two
wings of the Intelligence Branch i.e,, SIB and counter Intelligence are
treated on a separate footing keeping in view the nature of the job
performed by those wings. We propose to maintain that distinction and
recommend that for the other two wings the special pay as now
recommended may be extended.

Statement showing the Special Pay now admissible and amount
recommended for the various categories belonging to Intelligence
Department:

g Existing |Recommended
N : Category amount amount Remarks
o]
Rs. p.m. Rs. p.m.
A. | General Intelligence
i. | Superintendent of 450/-p.m. 500/- p.m.
Police (NC)
ii. | Addl. S.P. 425/-p.m. 475/- p.m.
iii. | Admin. Officer 275/-p.m. 325/- p.m.
iv. | Dy. S.P/A.C.P. 350/-p.m. 400/- p.m.
V. | Inspector of Police 275/-p.m. 325/- p.m.
vi. | Reserve Inspector 250/-p.m. 300/- p.m.
vii. | Sub-Inspector of 230/-p.m. 280/- p.m.
Police

viii. | Reserve Sub-Inspector | 225/-p.m. 275/- p.m.
iX. | Asst. Sub-Inspector 200/-p.m. 250/- p.m.

X. |Asst. Reserve Sub- 200/-p.m. 250/- p.m.
Inspector
Xi. | Head Constable 100/p.m. 150/- p.m.

xii. | Police Constable 65/-p.m. 100/- p.m.
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g Existing |Recommended
. Category amount amount Remarks
No
Rs. p.m. Rs. p.m.
Xiii. | Asst. Admn. Officer 250/p.m. 300/- p.m.
(Int.)
xiv. | Manager 250/p.m. 300/- p.m.
Xv. | Asst. Manager 200/-p.m. 250/- p.m.
xvi. | 1.B. Assistant 150/p.m. 200/- p.m.
xvii | Asst. Photographer 50/-p.m. 100/- p.m.
B. | Security Wing
i. | Addl.S.P. 425/- p.m. 475/- p.m.
ii. | Dy.S.P. 350/- p.m. 400/-p.m.
iii. | Inspector of Police 275/- p.m. 325/-p.m.
iv. | Sub-Inspector of 230/- p.m. 280/-p.m
Police
v. | Head Constable 100/- 150/-p.m
p.m.
vi. | Police Constable 65/- p.m. 100/-p.m
4, Special Pay / Incentiveto the Staff of Anti Corruption Bureau
08.24. Based on the recommendation of P.R.C. 2005, orders were

issued in G.O.Ms.No0.264 Fin (TA) Dept., Dt.15-10-05, enhancing the rate of
special pay to certain categories of staff working in Anti Corruption Bureau as
detailed in the statement, WEF 15-10-05. This special pay was admissible
earlier to PRC 2005 also. During the successive revision of scales of pay in
1993 & 1999, the rate of special pay was enhanced suitably based on the
recommendations of P.R.Cs.

08.25. In G.O.Rt.N0.2104 GA (Spl.C) Department, dt.09-05-2003,
orders were issued sanctioning 30% of pay as incentive to all the staff of ACB
for a period of one year from 09-05-2003. This was continued for another
year from 9.5.2004 in G.O.Rt.N0.2973 G.A.(Spl.C) Department, Dt.7-06-
2004. Again in G.O.Rt.N0.3507 G.A.(Spl.C) Department, dt.23-05-2005 it
was continued for another one year beyond 9-5-2005. In G.O.Rt.N0.4592 GA
(Spl-C) Department, Dt.7-09-2006, it was ordered to be continued from
8-5-2006 to 31-3-2007. Finally in G.0O.Rt.N0.1383 G.A. (Spl-C) Department,
dt.7-3-2008, it was continued for a period of 3 years from 1-4-2007 i.e. upto
31-03-2010. Therefore the sanction of 30% of pay as incentive to all the
staff of Anti Corruption Bureau isin force now.

08.26. It is noticed, from the files leading to the issue of the G.Os.
sanctioning 30% incentive to the entire staff in Anti Corruption Bureau, that
the fact of existence of specia pay to certain categories of posts, at the time of
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consideration of 30% incentive was not taken into account since there was no
discussion on this point in the files.

08.27. As al the staff of ACB are allowed 30% of basic pay as
incentive, the commission, recommends the discontinuance of the special pay
to those categories specified in G.0.Ms.N0.264 Fin.(TA) Dept., Dt. 15-10-05.
(Vide statement appended) It is obviously not the intention of the Government
to sanction special pay as also the incentive allowance.

08.28. The Incentive of 30% to al the staff was allowed on the ground
that the nature of duties in Anti Corruption Bureau are of specialised nature
and a monetary incentive was needed to attract employees with proven record
of integrity into the organisation. While this argument is valid for those who
are drawn into the Bureau from the regular police establishment or from other
organised services for limited period, in respect of staff recruited exclusively
for the Anti Corruption Bureau there is hardly any justification for grant of
incentive of this magnitude. There is need to maintain a distinction between
those who are drawn on deputation to Anti Corruption Bureau from any
service including police personnel and those posted permanently in the Anti
Corruption Bureau. The Commission, however feels that staff belonging to
the regular establishment of the Anti Corruption Bureau are also oblized to
maintain strict confidentiality and also have to work with integrity, and are
often called upon to perform arduous and unpleasant jobs. The commission,
therefore, feels that it is desirable to provide some incentive to them aso
though not on par with the persons drafted from other departments.

08.29. The commission recommends to continue the existing rate of
30% of Incentive to such of the employees drafted to Anti Corruption
Bureau from other departments on deputation basisfor a specific tenure,
as long as they work in Anti Corruption Bureau. As earlier
recommended they would not be eligible for special pay and should be
discontinued forthwith. In respect of the employees recruited exclusively
to work for the Anti Corruption Bureau the Commission recommends
the payment of Incentive allowance of 10% of basic pay. We understand
informally that all those working in Anti Corruption Bureau are
presently drawn on deputation only. This distinction is being drawn
specifically to address any contingencies that might arise during the
currency of the recommendations of this commission.
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Special Pay to be discontinued for those workingin A.C.B.

Sl Category Rate of
No. Special Pay
Rs.
i Chief Legal Adviser 350/- p.m.
ii. | Addl.Chief Legal Adviser 350/- p.m.
iii. | Legal Adviser-cum-Spl. Public 350/- p.m.
Prosecutor (A.P.P.Gr.l & II)
iv. | Government Counsel 350/- p.m.
v. | Addl. Govt. Counsel 350/- p.m.
vi. | Dy. Director 375/-p.m.
(Addl. S.P. (Non-Cadre)
vii. | Deputy Director (Forests) 375/-p.m.
viii. | Deputy Director (Engg.) 375/-p.m.
(Executive Engr. Cadre)
iX. | Dy. Director (Rev.) 375/-p.m.
X. Dy. Director (C.T.) 375/-p.m.
Xi. | Chartered Accountant/ 375/-p.m.
Accounts Officer
xii. | Dy. Supdt. Of Police 325/-p.m.
xiii. | Dy. Executive Engineer 325/-p.m.
xiv. | A.D(Admin.) (formerly P.A. to 225/- p.m.
Director General)
Xv. | S.B.Manager 200/- p.m.
xvi | Asst. Executive Engineer 275/- p.m.
xvii. | Inspector of Police 250/- p.m.
xviii. | S.B. Clerk 150/- p.m.
xix. | Draughtsman (Civil) Gr-I Discontinued
XX | Sub-Inspector of Police 200/- p.m.
xxi | Asst. Sub-Inspector of Police 100/- p.m.
xxii | Head Constable 100/- p.m.
xxiii | Police Constable 65/- p.m.

5. Special pay to the staff working in Farms

08.30. The Staff working in the Farms belonging to Agriculture,
Animal Husbandry, Fisheries & Horticulture Departments are now eligible for
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the special pay at 5% of basic pay per month subject to the condition that the
Farms are located outside 8 kms from the Municipal limits and where the staff
aso stay outside 8 kms from Municipal limits. This Special Pay is
recommended to be paid at 4% of basic pay subject to the maximum of
Rs.1,000/- p.m. to the staff working in the Farms belonging to
Agriculture, Animal Husbandry, Fisheries and Horticulture
Departments. It is also recommended that the staff working in the Farms
belonging to Sericulture Department may also be allowed special pay at
the same per centage of the basic pay subject to a maximum of Rs.1,000/-
p.m.

08.31. It is further recommended that this special pay be paid
subject to the condition that the Farms are located outside 8 kms from
the Municipal limits.

6. Special Paysto the Typists and Stenographers:

08.32. Special pays are sanctioned by the Government to the
employees working as Typists, Junior/Senior/Special category Stenographers,
Personal Assistants, Private Secretaries to Chief Secretary / Special Chief
Secretary/ Principal Secretary, Secretary to Government, Reporters of
Legidature, Reporters of Shorthand Bureau of Police Intelligence Department
and Court Masters of High Court of A.P./Lok-Ayukta/A.P.A.T. etc.,

The rates of Special Pay are recommended to be increased as shown below:

Existing Recommended

S. Department Amount Amount Remarks
No. & Category Rs. Rs.
1. | Typist (including Typists-cum-Assistants)
i) Lower Gradein 80/-p.m 110/- p.m
English
i) Lower Gradein 90/-p.m 120/- p.m
Telugu/Urdu
iii) Higher Gradein 120/-p.m 150/- p.m.
English
iv) Higher Gradein 130/-p.m 160/- p.m
Telugu/Urdu
v) Lower Gradein both 150/-p.m 180/- p.m
English and Telugu /
Urdu
vi) Lower Gradein 175/-p.m 200/- p.m
Telugw/  Urdu plus
Higher Grade in
English or Lower
Grade in English plus
Higher Grade in
Telugu/Urdu.
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Urdu Shorthand

g Department Existing Recommended
NO‘_ & Catedor Amount Amount Remarks
egory Rs. Rs.
vii) Higher Grade in 180/-p.m 210/- p.m
English plus Higher
Grade in Telugu/Urdu.
2. | Stenographer:
i) Lower Gradein
English Shorthand 80/- p.m. 130/- p.m
ii) Lower Gradein
Telugu /Urdu 90/- p.m. 140/- p.m
Shorthand
iii) Higher Gradein
English Shorthand 120/- p.m. 170/- p.m
iv) Higher Gradein Stenographers
Telugu/Urdu 130/- p.m. 180/- p.m who have both
Shorthand shorthand and
v) Lower Gradein Typewriting
both Telugu/Urdu qualifications
and English 150/- p.m. 200/- p.m may be
shorthand allowed
vi) Lower Gradein special pays
Telugu / Urdu for both the
Shorthand and qualifications
Higher Grade in in accor dance
English Shorthand with therates
or I?ower Gradein 150/- p.m. 200/- p.m prescribed.
English Shorthand
and Higher Grade
inTelugu/
Urdu Shorthand
vii) Higher Grade in
Shorthand in both
Telugw/Urdu and 175/- p.m. | 225/- p.m
English
viii)High speed of 150
words per minute
in English 400/- p.m. | 450/- p.m Per sons
Shorthand drawing this
iX) High speed of 180 special pay
words per minutein 450/-p.m. | 500/- p.m shall not be
English Shorthand eigiblefor
X) High Speed of 80 special pay of
words per minute stenographer
in Telugu 450/- p.m. 500/- p.m separ ately
Shorthand/
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7. Special Paysto the Teachersworkingin Visually Handicapped and
Hearing Handicapped Children

08.33. Based on the recommendation of PRC 2005, orders were issued
in G.O.Ms.N0.264 Fin (TA) Dept., Dt.15-10-05, increasing the rates of
special pay to the following categories of Teachers working in the
Government Residential Schools for Hearing Handicapped and visualy
Handicapped children at the rates shown against each WEF 15-10-05.

(1) L.T. Assistants & Gr.l Language Pandits ...Rs.125/- p.m.

(i)  Secondary Grade Teachers ...Rs.100/- p.m.
(iii)  Higher Elementary Grade Teachers
& Specia Teachers ...Rs. 65/- p.m.
08.34. Based on the recommendation of O.M.C.2006, orders were

issued in G.O.Ms.N0.233 Fin. (TA) Dept., Dt.10-08-2006, sanctioning special
pay to the following categories of Teachers also working in the Government
Residential Schools for Hearing & Handicapped and Visually Handicapped
children at the rates shown against each WEF 10-08-2006.

(1) Principal ...Rs.150/- p.m.
(i)  Post Graduate Teacher ...Rs.125/- p.m.
(iii)  Trained Graduate Teacher ...Rs.125/- p.m.
08.35. The Anomalies Committee 2008 in its report recommended to

extend the special pay to the teachers working in Aided Schools for Hearing
Handicapped and Visually Handicapped at the same rates as applicable to the
teachers working in Government Schools for Hearing Handicapped &
Visualy handicapped children. But, Government issued orders in
G.0.Ms.N0.288 Fin (TA) Dept., Dt.27-09-08 sanctioning different rates of
specia pay as shown below WEF 27-09-08.

(1) Specia Teachers (craft, PET & Music) ..Rs.200/- p.m.
(i)  Secondary Grade Teachers & Gradell
Pandits ..Rs.300/- p.m.
(@iti)  L.T. Assts. (School Assts) & Grade | ..Rs.500/- p.m.
Pandits
08.36. It is noticed from the disposal leading to the issue of

G.0.Ms.No0.288 Fin (TA) Dept., Dt.27-09-08, that the rates of special pay
sought by the petitioners was inadvertently mentioned as the
recommendations of the Anomalies Committee 2008. The Anomalies
Committee merely recommended extension of the benefit of specia pay
avallable to those Government Teachers to the Teachers working in aided
institutions also. As such, the Teachers working in Aided Schools for
Hearing Handicapped & Visually Handicapped children got an unintended
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benefit of higher rates of special pay than the Teachers working in
Government Schools.

08.37. The Teachers working in the Government Schools, represented
to this commission to extend the rates of Specia Pay sanctioned to the
Teachers working in Aided Schools to them al so.

08.38. As the Teachers working in Aided schools were allowed the
unintended benefit, it is not correct to extend the same to the Teachers
working in Government Schools. The Commission, therefore, recommends
the following uniform rates of Special Pay to the teachers working in
both the Government Schools and Aided Schools for Hearing
Handicapped & Visually Handicapped Children.

(1) Principal ..Rs.300/-p.m.
(i)  Post Graduate Teacher ..Rs.250/-p.m.
(ili)  Trained Graduate Teacherg/L.T.Assts./

School Assts.& Gr.l Languages Pandits ..Rs.250/-p.m.

(iv) Secondary Grade Basic Training\

Teachers & Gradell Languages Pandits ..Rs.200/-p.m.
(v)  Higher Elementary Grade Teachers ..Rs.130/-p.m.
(vi) Special Teachers: ..Rs.130/-p.m.

a) Mobility Orientation Training
Teacher (MOTT)

b) Craft Teacher

¢) Music Teacher

d) Physical Education Teacher (PET)

08.39. The Commission also makes it clear that the Special Pay
drawn by the staff in aided schools need not be protected as they will all
draw the special pay now recommended from the date of issue of orders.

8. Special PaystotheDriversetc
a) Drivers

08.40. The existing rate of special pay of Rs.275/- p.m admissible to
the Drivers of al Government Vehicles is recommended to be enhanced to
Rs.350/- p.m. This special pay is also payable to al the Drivers belonging to
work charged Establishment working in all Engineering Departments of
Irrigation / Projects / Roads & Building / Panchayat Raj / Public Health
Municipa Engineering, and also to the Drivers of Tractors and other moving
vehicles and to the regular operators of Road Rollers.
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08.41. Taking into account the nature of work, this special pay at
Rs.350/- p.m is aso now recommended to be extended to the following
categories of posts belonging to work charged establishment.

1. Assistant Drivers of Launches/ Boats Steamers.
2. Road roller operators.
3. Launch Drivers.

08.42. The request for reckoning Special pay as pay for purpose of
calculation of D.A. & H.R.A. and the other request to grant Motor Cycle
allowance to Drivers does not merit any consideration.

08.43. The Drivers Association also represented that special pay now
admissible to them is not being paid for the period when the vehicles are
under repair. It is seen from the instructions issued by the Govt. in Irrigation
& CAD Dept., in G.M.N0.14481/ Ser-V-2/2008-1, Dt:22-10-2003, that the
specia pay to the Drivers is payable as per the digibility notwithstanding the
fact that the vehicle is found not road worthy temporarily due to repairs
subject to the condition that the Drivers attend the office during the said
period. In view of the above instructions Special pay has to be paid to the
Drivers during the period covered by the repairs of the vehicle. The
Commission therefore reiterates the instructions contained in the aforesaid
G.M. Dt: 22-10-2003.

b) Attendersdriving Vehicles

08.44. The existing special pay of the Rs.150/-p.m. sanctioned in
G.0.Ms.No0.278 Fin.(TA) Department, dt.15-10-05, to the Office subordinates
(Attenders) who are required to perform the duties of Drivers, is
recommended to be increased to Rs.225/- p.m. If the period is less than a
month, the amount of Special pay shall be proportionate. The certificate
prescribed in G.O.Ms.N0.278 Fin.(TA) Department, Dt.15-10-05 may be
continued to be prescribed.

0. Special Pay to the Section Officersand others

08.45. The existing rate of special pay of Rs.275/- p.m. admissible to
the Section Officers working in Secretariat is recommended to be enhanced to
Rs.325/- p.m. This special pay is also payable to the following categories at
the same rate of Rs.325/- p.m.

1. Section officers working in Legislature Secretariat.

2. Section officers working in Rgj Bhavan Secretariat.
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A.P. High Court.

) P.Ssto the Hon' ble Judges,
i) Court Masters,

lii)  Section Officers,

iv)  Court Officers,

V) Scrutiny Officers,

vi)  Accounts Officers, and

vii) P.Ssto Registrar.

A.P. Administrative Tribunal

) Court Masters,

i) Section Officers,

i) Court Officers,

iv)  Scrutiny Officers, and

V) Personal Assistants to the Hon' ble Chairman and members.

Institution of Lok Ayukta & Upa L okayukta

) Section Officers,
i) Accounts Officer, and
iiil)  Personal Assistants.

Special Court under A.P. land Grabbing (Prohibition) Act:

) Section Officers,

i) Court Masters,

i) Court Officers,

iv)  P.S. to Chairman,

V) P.A. to Chairman, and

vi)  Assistant Accounts Officer.

Special Paysto the various categories of postsin several
Departments

There are a large number of Departments where some of the
Officer / Staff are eligible for special pay. While we have dealt with a few
individual categories/ Departments separately, in this section we have
incorporated the special pay of different categories of employees spread over

alarge number of Departments as indicated in the statement given below:
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Special Paysto the various categories of postsin several Departments

Existing Recommend
,\SIIO' Degaa;[tmgrrlt & amount ed amount Remarks
egory Rs. Rs.
1 | Advocate General Office
P.S. to Advocate
General 150/- p.m 200/- p.m
2 | Agriculture Department
i. |PA.to 125/-p.m. 150/- p.m.
Commissioner (For Officer | (For Officer
posted from | posted from
Revenue Revenue
Dept. on Dept. on
tenure basis. | tenure basis.
The The
Departmental | Departmental
officersare | officersare
not eligible not eligible
for this). for this).
ii. Compositor 80/- p.m. for
al 100/- p.m
Compositors
iii. | Agri. Extension | 100/- p.m.
Officer (Sub- | forthe
Assistants existing and 125/- p.m
workingin Soil | future
Conservation Entrants
Scheme)
3 | Animal Husbandry Department
Sweeper-cum-
Post Mortem
Attendant/ Post 125/- p.m. 150/- p.m
Mortem
Attendant
4 | Common Categories
. Telephone
I Operator 100/- p.m. 125/- p.m
ii. | CycleOrderly 60/- p.m. 75/- p.m
i Motor Cycle 60/- p.m. 75/- p.m
M essenger
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Existing Recommend
I\?Ic; Depcaz:\rtgc?rn; & amount ed amount Remarks
' Rs. Rs.
iv. | Office Sub- 60/- p.m. 75/- p.m.
ordinate s who (Not more (Not more
attend to Roneo | than one than one
work where Attender in Office Sub-
there are no posts | office shall be| ordinate in
of Roneo allowed this | office shall be
Operator Special Pay). | allowed this
Specia Pay).
V) Shroff and (8)80/- p.m. | (8)100/-p.m
Cashier and other | (if the average| (if the
Ministerial monthly cash | average
personnel inthe | disbursedis | monthly cash
pay scale of above disbursed is
Rs.10900-31550 | Rs.10,000 but | above
(2008 Pay scale) | less than Rs. | Rs.10,000 but
and below who 2,00,000/-) lessthan Rs.
handle cash and 2,00,000/-)
who have
furnished cash
security or (b) 115/-p.m (b)Rs.140/-
Fidelity Bond. | (i the averagd ™ (If
the average
monthly cash
disbursed js | Mmonthly casn
disbursed is
above Rs.2.00 b
L akhs but less ove Rs.2.00
than Rs 10.00 | Lakhsbut less
Lakhs) ' than Rs.10.00
Lakhs)
(c) Rs.150/- I(OCZT'TS'HS’ )
p.m. (if the (if the
aver?ﬁle casn | Average
(rj? gkr)]urs)e/ad is ”.‘O”th'y cash
Rs10lakhs | disoursedis
and above) Rs.10 lakhs
and above)
5 | Intermediate Education
Principals of Asthereareno
Govt. junior 225/-p.m. such colleges with
Colleges with - attached high
attached schools now thisis
High Schools discontinued
6 | School Education
i Headmasters of
' Primary 60/- p.m. 75/- p.m.
Schools
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Existing Recommend
I\Sllc; DEpCZrttm;nt & amount ed amount Remarks
' egory Rs. Rs.
i Headmasters of
' Upper 75/- p.m. 100/- p.m.
Primary Schools
Language
iii. | Pandits Gr.1l/
S.G.B.T.
Teachers (for 75/- p.m. 100/- p.m.
handling High
Schoal
: Headmastersin
V. Single 40/- p.m. 50/- p.m.
Teacher Schools
7 | Endowments Department
Goldsmith 100/- p.m. 125/- p.m.
8 | Forest Department
i. Asst. 250/-p.m. 300/- p.m.
Conservator of (for those (for those
Forest and Dy. working in working in
Conservator of D.F.O. flying | D.F.O. flying
Forest Squad Squad
division). division).
. Head Animal
ii. K ecper 100/- p.m. 150/- p.m.
iii. | Animal Keeper 75/- p.m. 100/- p.m.
iv. | Mahavat 100/- p.m. 150/- p.m.
v. | Keeper (Lion) 100/- p.m. 150/- p.m.
Vi | Booking Clerk at
Nehru
Zoological Park, 65/- p.m. 75/- p.m.
Hyd.
9 | Government Pleaders Office
Administrator 350/- p.m 400/- p.m.
10 | Institution of Lok Ayukta & Upa Lok Ayukta
i. | Roneo Operator 65/- p.m. 75/- p.m.
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Existing Recommend
I\?Ic; DEpCirttm;nt & amount ed amount Remarks
egory Rs. Rs.
ii. | Jamedar 150/- p.m. 175/- p.m.
11 | Legidature Secretariat
i. | Secretary 700/- p.m. 750/- p.m.
. . . On Par with
ii | Special Secretary Nil 750/- p.m. Secretary
iii | Estate Officer 275/-p.m. 300/-p.m.
iv | Watchman Nil 100/-p.m.
On Par with
Chowkidar of
Secretariat
12 | AYUSH (formerly Indian Medicine & Homeopathy) Department
Principals of
. Ayur, Unani &
I | Homeo Medical 275/-p.m. 325/- p.m.
Colleges
Superintendent
.. | of Teaching
ii. Hospitals (Ayur, 275/-p.m. 325/- p.m.
Unani & Homeo)
... | Lecturer P.G.
iii. (Ayur, Unani) 275/-p.m. 325/- p.m.
Medica Officers
iv. | posted as
Lecturersin
Ayurveda, Unani
and Homeo
Medical colleges
with Post 200/-p.m. 250/- p.m.
Graduate Degree

Qualification.
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Existing Recommend
S Department & amount ed amount Remarks
No Category Rs Rs
V. | Under Graduation:
(Q)Asst. 275/- p.m. 325/- p.m.
PIjOfGSSOf (subject to
with P.G. possessing
P.G. qudifi-
cation)
(b)Professor with | 575, p.m. 325/- p.m.
P.G. (subject to
possessing
P.G qualifi-
cation)
vi. | Post Graduation:
€) Technica_l 200/- p.m. 250/- p.m.
Asst. with (subject to
P.G possessing
P.G qualif-
cation)
(b) Reader with 275/- p.m 325/- p.m.
P.G. (subject to
possessing
P.G qualifi-
cation)
275/- p.m.
(c) Professor (subject to 325/- p.m.
with P.G. possessing
P.G
Qualification
vii. | Compounders 60/- p.m. 75/- p.m.
(Ayurveda,
Unani & Homeo)
viii.| Sweeper-cum-
Post Mortem
Attendant/Post
Mortem 125/- p.m. 150/- p.m.
Attendant
iX. | Compounder
(Ayurveda,
Unani posted in
Pharmacy 100/- p.m. 125/- p.m.
Manufacturing
units)
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Existing Recommend
NSJ) Degaartgsr; & amount ed amount Remarks
Rs. Rs.
13 | Insurance Medical Services
a) 250/-p.m
Special Grade |8 200/-p.m. (Supdt.
Civil (Supdt. ES| ESI
Surgeon Hospital, Hospital,
Sanath Sanath
Nagar) Nagar)
b) 150/- p.m. b) 175/-
(Superintende|  p.m.
nts of other (Superinten
Hospitals of dents of
lessthan 100 other
Beds) Hospitals of
less than
100 Beds)
14 | Medical Education Department
I Superintendents | 500/- p.m.
of Teaching
Hospitals
ii. | Principal of 500/- p.m.
Dental
College of
Hyderabad
iii. | Superintendent,
Nilofur 500/- p.m.
Hospital
Iv. | Superintendent, ]
Mental Hospital | 500/- p.m. Since the Doctors
working in the
V. Civil Asst. 300/-p.m. teaching
Surgeons ingtitutions are
holding the post allowed UGC
of Scales of pay the
Anaesthetist in Specia Pays are
Teaching recommended to
Hospitals be discontinued.
vi. | Principals of 500/- p.m.
Medical
Colleges
vii. | Professorin 500/- p.m.
Medical
Collegeswho
attends
toworkina
Teaching
Hospital as Civil
Surgeon
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Existing Recommend
ﬁé Degaartgsr; & amount ed amount Remarks
Rs. Rs.
viii. | Civil Asst. i) 500/- p.m.
Surgeon/ for those with
Dy. Civil M.Ch./DM
Surgeon/ qualifications
Dy. Surgeon in the subject
employed as concerned
Asst. Professor /| ii) 450/- p.m.
Lecturer / Tutor | for those with
in Medical Post Graduate
Colleges. Degreeinthe
subject
concerned.
lii) 400/- p.m.
for those with
P.G. Diploma
gualification
in the subject
concerned.
iv) 275/- p.m.
for others.
iXx | Professors Rs.400/-p.m.
working in w.ef.
Non-Clinical 1-11-2001
Department
X. | Lady Medical 275/- p.m. 325/- p.m.
Officer / Health
Officer
Xi | Sweeper-cum- 125/- p.m. 150/- p.m.
Postmortem
attendant / Post
Mortem
Attendant
15 | National Cadet Cor ps (Accounts Branch)
. Junior Accounts
Officer (formerly 100/- p.m. 125/- p.m.
Superintendent)
. Senior
. Accountant
(formerly Senior 75/- p.m. 100/- p.m.
Assistant)
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Existing Recommende
ﬁ (‘) Depcit[tmc()arrlt & amount d amount Remarks
egory Rs. Rs.
Junior
iii. | Accountant
(formerly Junior 65/- p.m. 75/- p.m.
Assistant)
16 | Police Department (other than the specific wings detailed below).
A. i. | Director (FSL) 425/- p.m. 475/- p.m.
ii. | StoreKeeper 275/- p.m. 300/- p.m.
o | Asst. Admn.
| Stficer 275/- p.m. 300/- p.m.
iv. | Manager 275/- p.m. 300/- p.m.
Chief Drill
Instructor/
V- | Chief Law 275/- p.m. 300/- p.m.
Instructor
Vi. | Asst. Chief Drill
Instructor
(RSI)/Asst. Law 200/- p.m. 250/- p.m.
Instructor
.| Sub-Inspector
vil. (Draughtsman) 65/- p.m. 75/- p.m.
... | Band Master
vili (ARSI) 125/- p.m. 150/- p.m.
: Asst. Drill
X | | natructor 100/- p.m. 125/- p.m.
Head Constable
X. | (Fitter 50/- p.m. 75/- p.m.
Electrician)
.| Head Congtable
Xi. (Carpenter) 50/- p.m. 75/- p.m.
.. | Head Constable
Xii. (Painter) 50/- p.m. 75/- p.m.
... | Head Congtable
Xilii (Blacksmith) 50/- p.m. 75/- p.m.
xiv | Head Constable
(Driver) : i
(who drive four 20(()1*5).m 25(21 *p)).m.
wheeler

etc.,)
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Department &
Category

Existing
amount
Rs.

Recommended
amount
Rs.

Remarks

XV.

Police Constable
(Driver) (who
drive four
wheeler etc.,)

200/- p.m.
(**)

250/- p.m. (**)

XVi

Head Constable
(Driver) (Who
drive Motor
Cyclesetc.,)

65/- p.m.
**)

75/- p.m. (**)

XVii

Police Constable
(Driver)

(who drive
Motor Cycles
etc.)

65/-p.m. (**)

75/- p.m. (**)

XVii

Photographer
i| (Rs.10900-
31550)

100/- p.m.

125/- p.m.

** Payment of this special pay will be restricted to the cadre strength of Head
Constable / Police Constable Drivers in al the wings of the Police Department
sanctioned by the Government. Any Other Allowance/ Spl. Pay now being
allowed for driving vehicles stands discontinued.

Xi E.D.P. 100/-p.m. -- Itisreported
X Manager that heretired
(DSP) from ser-vice.
(Sri A.Mohan Henceitisto
Krishna) be ddleted
B. | City Police
i. | Addl. SP. 250/- p.m. 300/- p.m.
ii. | Commandant, 250/- p.m. 300/- p.m.
A.P.SP.
C. | Police Recruiting School
i. | Vice-Principa
(PRS) As per G.0.Ms.No.262 Home
Amberpet, 375/- p.m. (Police- B) Department dated 26-
Hyderabad and 06-1993 orders were issued
Vizianagaram changing the name of Police
. Recruit Schooal as Police Training
|| Dy.S.P/A.C.P. 300/- p.m. College. Separate
| Medical Officer | 300/-p.m. | fecommendationismedefor
police training colleges. Hence no
iv. Inspector of 225/- p.m. recommendation is made.

Police
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Sl Department & Existing Recommended Remarks
No Category amount amount
Rs. Rs.
3 Asper G.O.Ms.No.262 Home
V. | Reserve Inspector 225/- p.m. Police B) Devartment dated 26-
ep
vi. | Sub-Inspector 200/- p.m. | 06-1993 orders were issued
changing the name of Police
vii, | Reserve Sub- 200/- p.m. | Recruit School as Police Training
Inspector College. Separate
viii.| Head Constable 100/- p.m. recommendation is made for
. . police training colleges. Hence no
iX. | Police Congtable 100/- p.m. recommendation is made.
D. | C.I.D.
i. | Addl.S.P. 375/- p.m. 425/- p.m.
ii. | Dy.SP/A.CP. 325/- p.m. 375/- p.m.
... | Inspector of
| poice 250/- p.m. 300/- p.m.
Iv. | Sub-Inspector 225/- p.m. 275/- p.m.
v. | Head Congtable 100/- p.m. 125/- p.m.
vi. | Police Constable 65/- p.m. 75/- p.m.
E. | Police Transport Organisation:
i. Inspector of 160/- p.m. 200/- p.m.
Police
i. Sub-Inspector 125/- p.m. 150/- p.m.
iii | Head Constable 45/- p.m. 60/- p.m.
iv. | Police Constable 45/- p.m. 60/- p.m.
v. | Police Congtable | 275/- p.m. ** 350/- p.m. **
vi. | Head Constable | 275/- p.m.** 350/- p.m. **

* %

who are actually discharging the duties of Driver of Police Department
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Existing Recommende
ﬁ(‘) Degaarttm(()ept & amount d amount Remarks
egory Rs. Rs.
F. | Police Communications
i. Inspector of 200/- p.m. 250/- p.m.
Police
ii. | Sub-Inspector 200/- p.m. 250/- p.m.
iii. | Asst. Sub- 145/- p.m. 175/- p.m.
Inspector
iv. | Head Constable | 120/- p.m. 150/- p.m.
v. | Police Constable | 75/- p.m. 100/- p.m.
G. | Finger Print Bureau
i. Inspector of 135/- p.m. 160/- p.m.
Police
ii. | Sub-Inspector 120/- p.m. 150/- p.m.
iii. | Asst. Sub- 65/- p.m. 75/- p.m.
Inspector
H. | DSB, DCB, RDSB, RDCB, City SB., City C.B.
. Inspector of
L | police 225/- p.m. 275/- p.m.
ii. | Sub-Inspector 160/- p.m. 180/- p.m.
ji, | ASSt Sub- 100-pm. | 125-pm.
Inspector
iv. | Head Constable 100/- p.m. 125/- p.m.
v. | Police Constable 65/- p.m. 75/- p.m.
17 | Ports Department
I. | Director 250/- p.m. 300/- p.m.
ii. | Port Officer 225/- p.m. 275/- p.m.
iii. | Port Conservator 100/- p.m. 125/- p.m.
Asst. Port
iv. | Conservator/ 100/- p.m. 125/- p.m.
Wharf Supervisor
150/-p.m.
v. | Sarang (w.ef. 200/- p.m.
10-08-06)
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Existing Recommende
ﬁ(‘) Dep():aarttm(()a?t & amount d amount Remarks
egory Rs. Rs.

vi, | Qperdtor=Grede | oz pm. | 325-pm

vii. | Oilman (Fireman) 125/- p.m. 150/- p.m.
viii.| Lascar 125/- p.m. 150/- p.m.
iX. | Mazdoor 125/- p.m. 150/- p.m.
18 | Printing, Stationery & Stores Purchase Dept.
i. Manager (works) 200/- p.m. 250/- p.m.
(formerly Asst.
Director (Tech.)
ii. | Typographer 125/- p.m. 150/- p.m.
(formerly Tracer-
cum-Artist)
iii. | Dy. Director, 225/- p.m. 275/- p.m.
Kurnool
iv. | Compositor 75/- p.m. 100/- p.m.
19 | Protocol Department (Formerly Gover nment House Department)
i. Additional
Director of
Protocol 300/- p.m. 350/- p.m.
(formerly Addl.
ii. | Deputy Director
of Protocol
(formerly Deputy 200/- p.m. 250/- p.m.
Comptroller)
iii. | Asst. Director of
Protocol
(formerly Asst. 150/- p.m. 200/- p.m.
Comptroller)

iv. | Protocol Officers - 350/- p.m.

v. | Manager, 150/- p.m. - Postisnot in
Catering CM’s existence
Annexe

vi. | Butlers - 100/- p.m.
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g Department & Existing Recommended ’
No Category amount amount Remarks
Rs. Rs.
20 | A.P. Engineering Research Labs
i. | Director 500/- p.m. 500/- p.m.
ii. | Joint Director 425/- p.m. 425/- p.m.
lii.| Dy. Director 325/- p.m. 325/- p.m.
Iv. | Research Officer | o5 1\ 325/- p.m.
Asst. Research
Officer/ Standard
V| officers 250/- p.m. 250-pm. | rereesesare
R oh recommended
Assistant/ sincethe
, existing
VI I(\)A%i?]r;ﬁré a 200/- p.m. 200/- p.m. amounts are
Supervisor found to be
il Wp < Supervi adequate
- ork Supervisor i i
(Computer) 200/- p.m. 200/- p.m.
viii Supervisor
" | (Computer) 200/- p.m. 200/- p.m.
Ix. | Compuiter 200/-p.m. | 200/- p.m.
Assistant
X. Computer 100/- p.m. 100/- p.m.
125/- p.m.
Xi. g:ﬁghltsman (w.ef 125/- p.m.
10-8-06)
125/- p.m.
Xii. g:ﬁgﬂﬁyﬂaﬂ (w.ef 125/- p.m.
10-8-06)
o1 Engineering Departments (Irrigation & Command Area Development
Dept. etc. Designs, Research & Investigation Wings)
I. | Superintending
Engineer 425/- p.m. 600/- p.m.
ii. | Reception 450/- p.m.
Engineer (;1525/ § gorr?al (as personal to
(Srisailam t%etrhe the existing
Project) - incumbent)
existing

incumbent)
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g Department & Existing Recommended
No Category amount amount Remarks
Rs. Rs.
.. | Executive
iii. Engineer 325/- p.m. 500/- p.m.
. Dy. Executive
V. Engineer 250/- p.m. 350/- p.m.
Asst. Executive
v. | Engineer/Asst. 200/- p.m. 300/- p.m.
Engineer
vi, | Overseer/Draught | 1o 1 200/- p.m.
Sman
vii. | Store Keeper Gr.| 150/- p.m. 200/- p.m. Only to those
Store K eener who arein-
viii. Grli e 125/- p.m. 175/- p.m. charge of
: Engineering
Sore K material of
iX. Golrlel ceper 100/- p.m. 150/- p.m. Engineering
r. Stores
22 | Rajbhavan
I. | Jamedar 140/- p.m. 175/-p.m.
. i i on par with
ii. | Daffedar 175/-p.m. Jamedar
... | Office Sub-
| ordinate 125/- p.m. 150/-p.m.
ith
Garage - 100/-p.m. on par wit
; : Head Driver of
.| Supervisor
v perv Secretariat
G.A. Dept.
23 | Resident Commissioner, Gover nment of A.P., New Delhi

(i) Assistant
Commissioner
(i) L.A.O.

(iii) Protocol
Officer

(iv) Assistant
Liaison Officer
(v) Assistant
Reception Officer
(vi) Lift Operator
* on par with Lift
Operator in
Secretariat

350/- p.m.

350/- p.m.
350/- p.m.

250/- p.m.
250/- p.m.

*100/- p.m.




111

g Department & Existing Recommended
amount amount Remarks
No Category Rs Rs
24 | Chief Commissioner Land Administration
i. | M.RO 200/- P.M. 300/- p.m.
(Only for (Only for
M.R.Os M.R.Os
discharging | discharging the
thedutiesof | duties of
Executive Executive
Magistrates) | Magistrates)
Ii. | Roneo Operator 75/- p.m. 100/- p.m.
25 | Commercial Taxes Department
Joint
i. | Commissioner 400/- p.m. 450/- p.m.
(Enforcement)
Joint
ii. | Commissioner 400/- p.m. 450/- p.m.
(Legal)
State
iii. | Representative i 3
before Sales Tax 400/- p.m. 450/- p.m.
Appellate Tribuna
.| Dy. Commissioner
iv. 400/- p.m. 450/- p.m.
(Legal) P P
v. | Asst
Commissioner 125/- p.m. 150/- p.m.
(Serviced/ Legal)
26 | Registration & Stamps Department
100/- p.m. 125/- p.m.
i. | Sub-Registrar Gr.l
(Working as
Superintendent in
|.G. Office and
D.l.G's Office)
ii | Sub-Registrar Gr.II
" | (Working as ) ]
Superintendent 75/- p.m. 100/- p.m.

in1.G's Office)




112

Department &

Category

Existing
amount
Rs.

Recommended
amount
Rs.

Remarks

27

Secretariat

Dy. Secretary/
Joint Secretary/
Addl.
Secretary(AlS)

300/- p.m
(one post
only)

400/- p.m.
(one post only)

Asst. Secretary to
Govt.
(AIS) GAD

250/- p.m.

300/- p.m.

Dy. Director
(RES)
(EFES &T.
Dept.)

275/- p.m.

325/- p.m.

Roneo Operator

75/- p.m.

100/- p.m.

Chowkidars

75/- p.m.

100/- p.m.

vi.

Asst. Section
Officer
(Caretaker),
Finance Dept.

65/- p.m.

90/- p.m.

Vii.

Asst. Section
Officer
(Caretaker),
Industries &
Commerce Dept.

65/- p.m.

90/- p.m.

viii.

Supervisory
Driver
(Finance Dept.,)

55/- p.m.

100/- p.m.

Head Driver,
G.A. Department

55/- p.m.

100/- p.m.

Asst. Section
Officer
(SC Section)

175/- p.m

200/- p.m.

Xi

Section Officer
(SC)

300/- p.m.

350/- p.m.

Xii.

Section
Officer(SC)
G.A.D. incharge
of Cipher

125/- p.m.

150/- p.m.
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g Department & Existing Recommended
No Category amount amount Remarks
Rs. Rs.
xiii | Two Asst. 90/- p.m. 120/- p.m.
Section Officers
who assist the
Section
Officer,GAD
(SC) in-charge
Of Cipher
xiv | Lift Operator 75/- p.m. 100/-p-m.
xv. | Record Assistant | 50/- p.m. 75/- p.m.
(Working in (Tobe (To be
Genl.Admn. continuedto | continued to the
(Spl.A/Spl.B) the existing existing
Dept incumbent as incumbent)
sanctioned in
G.0. Ms.661,
Dt. 14.10.80.)
xvi | Typist (working
in S.C. Sections
of Genl. Admn. 65/- p.m. 75/- p.m.
Dept. & Home
xvii | Lift Operator (Sri 125/- p.m. - Itis reported
V.V.Satyanaraya | (Persona to that he retired
na Murthy, incumbent) from the
G.A.D) service. Hence
itisto be
deleted.
28 | Text Book Press
. 75/- p.m.
Compositor for ll 100/- p.m.
29 | Trandation & Other Departments
i. | Senior Trandatory | 125/- p.m. 150/- p.m.
Trangdlators (Law (For those (For those who
Dept.) who are Sr. are Sr.
Trandator/ Trandators/
Trandators Trandators
(Law) inthe | (Law) inthe
scale of scale of
Rs.7200- Rs.14860-
16925 and 39540 and
above) above)
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g Department & Existing Recommended
No Category amount amount Remarks
Rs. Rs.

ii. | Junior Trandators, | 90/-p.m. 120/- p.m.
Assistant (For those (For those who
Trandator who are Jr. are Jr.

Trandator/ Trandator/
Asst. Asst. Trandator
Trandatorin | inthe
the scale below Rs.
scale below 14860-39540)
Rs.7200-
16925)
30 | Municipal Corporation of Hyder abad
: . 75/- p.m.
i. | Compositor for al 100/- p.m.

11.  Training Incentive/ Special Pay to the Staff working in Training
Institutes

08.47. With a view to attracting talented persons as Faculty members
in the Training Institutes, Government used to sanction Training Incentive /
Specia Pay, so that the quality of training would be of high standard and the
trainees, after undergoing the Training, would be able to discharge their duties
efficiently. In some cases, fixed amounts were sanctioned as specia pay
(vide G.O.Ms.No.264 Fin. (TA) Dept., dt.15-10-05) while in other cases
Training Incentive was sanctioned as a percentage of Basic Pay (vide
GO.Ms.N0.227 GA (AR&T.IIl) Department, 4-7-2000 & G.0.Ms.N0.339,
Fin.(TA) Dept., Dt.3-11-2005).

08.48. It is noticed that the faculty members deputed to work in
Dr.M.Channa Reddy Human Resources Development Institute from other
Departments are eligible for Training Incentive at 15% of basic pay, while the
faculty members & other staff borne on the establishment of the Institute are
not allowed any incentive. In the case of A.P. Police Academy, Training
Incentive is allowed at 20% of basic pay to the faculty members and at 10%
of basic pay to other than faculty members irrespective of whether the faculty
members or others are drafted on deputation or were recruited exclusively for
the Ingtitute. Similar is the case with the Police Training Colleges in the
State. It is aso observed that while some categories of Police Training
College, Ananthapur, are eligible for Training Incentive at 15% of basic pay
some other categories in the same college are allowed special pay at fixed
rates. It is further noticed that the staff belonging to the Departments of
Panchayat Raj & Rura Development, Prohibition & Excise, Commercial
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Taxes, Survey, Settlements & Records, Fire & Emergency Services, Fisheries,
Forest and Tribal Welfare, who are working in the Training Academy /
Institute of the respective departments are allowed either Training Incentive
or Special Pay. Thusthe Training Incentives are not uniform.

08.49. The Government of Indiain its O.M.N0.13024/1/2008-Trg-I, dt.
5-9-2008 of Department of the Personnel & Training (Trg. Division) Ministry
of P.P.G. & Pension, issued orders raising the Training alowance to 30% of
basic pay for the trainers drawn from Government, Universities and academic
Institutions, in the National / Central Training Academies & Institutes for
Group ‘A’ Officers. In respect of other training establishments the incentive
of 15% of basic pay is sanctioned.

08.50. In the State of Andhra Pradesh, Dr. MCR HRD Institute, A.P.
Police Academy, A.P. Judicial (Law) Academy & WALAMTARI are Apex
Training Institutions and they are classified as category-1 Institutions in
G.O.Ms.N0.188 GA (AR&T-II) Department,Dt.29-03-1988 while the
Training Ingtitutions belonging to other Departments are classified as
category-l1 Institutions in the above Government Order.

08.51. With a view to having uniformity between the four Apex
Training Institutes referred to above, which are categorised as category-I
institutions, the Commission recommends that Training Incentive @ 20%
of basic pay be paid to the faculty members drafted on deputation from
other departments. In respect of the other Training Institutions of the
various departments which are categorised as category-II Institutionsin
G.0.MsNo0.188 G.A. (AR&T-IIl) Dept., Dt.29-03-1988, and also the
Training Institutes of other departments not covered by the above G.O.
the Commission recommends that training incentive be paid @ 15% of
basic pay to those faculty members drawn on deputation from other
departments/organizations. If the Training Institutions are a part of the
department and the persons are Inter-transferrable from Training Wing
to the regular departmental work, the members posted to work in such
Training Wings of the Departments as faculty members may be allowed
an incentive of 15% of their basic pay, for the period they work in the
Training Wing.

08.52. In so far as non faculty members are concerned, the
commission recommends recruitment of persons required on a regular
basis or get the work done through outsourcing. For the existing
incumbents who are on deputation to the training institutes, they may be
paid 5% of the basic pay as deputation allowance.

08.53. We fed that the present classification of the training institutesis
sound. We are, however, unable to understand why the faculty members and
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non faculty members recruited exclusively for the institute should be given
training incentive. We recommend that this training incentive be withdrawn
for permanent faculty of the institutes where the members were recruited for
theingtitute. If any allowance is being given for other than permanent faculty
who are on the rolls of the institute it should also be withdrawn. Training
incentive at 20%/15% of the basic pay, as the case may be, should be given
only to those faculty members who are drawn on deputation.

08.54. It is also recommended that, in addition to the training
incentive recommended above, no deputation allowance is payable to the
faculty members and othersdrafted on deputation. The existing amounts
of Special Pays indicated in the annexure should be withdrawn. We
presume that thislist is exhaustive. If there are other orders sanctioning
any training allowance etc., they should all be withdrawn and replaced
by what has now been recommended by the commission.

ANNEXURE

List of Special Paysin Training Institutes proposed for deletion

g Namleof_Tramlng Rate of special pay Rs. Authority
nstitute p.m.
No
() 2 4) (©)
1. | A.P. Palice Academy
1. | Head Constable 100/-p.m G.O.Ms.No. 264
Fin. (TA)
2. Police Constable 100/-p.m Department, Dt.15-
10-05
2. | Police Training College at Ananthapur
1. | Sub-Inspector 200/-p.m
2. | Reserve Sub 200/-p.m
Inspector G.0.Ms.No. 264,
3. | Head Constable 100/-p.m Fin. (TA)
Department, Dt.15-
4. | Police Congtable 100/-p.m 10-05
5. | Medical Officer 300/-p.m
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Sl Name of _Tramlng Rate of special pay Rs. Authority
No Institute p.m.
3. | VDO’sTraining Centre.
1. | Principa 300/- p.m
2. | Asst. Director of
Animal Husbandry 200/-p.m
3. | Asst. Director of G.0.Ms.No. 264,
Agriculture 200/-p.m Fin.(TA)
4, Vety. Officer 125/-p.m Department, Dt.15-
5. | Chief Instructress 125/-p.m 10-05
6. | Agriculture
Officer (Trg) 125/-p.m
7. | Agriculture
Officer (Farm) 125-pm
4. | Survey, Settlement & Records
1. | Director 300/- p.m
2. | Senior Faculty 200/- p.m G.O.Ms.No. 339,
Members Fin(TA)
3. | Other Faculty 150/- p.m Department, Dt.3-
members
, . - 11-05
including Training
Associates
5. | Fire& Emergency Services, State Training & School
1. Asst. Divisiond 125/-p.m G.O.Ms.No. 264,
Fire Officer Fin. (TA)
2. | Leading Fireman 65/-p.m Department,
Dt.15-10-05
6. | Fisheries Department Training | nstitute
1. | Principa (F.T.I) 250/-p.m G.O.Ms.No.
264,Fin.(TA)
Department, Dt.15-
2. Lecturer (F.T.I 125/-p.m '
urer (F-T.) P 10-05
7. Forest Department
Principal, Forest 300/-p.m G.O.Ms.No. 264,
School, Yellandu Fin.(TA)
Department, Dt.15-
10-05
8. | Tribal Welfare Department

Tribal Cultural Training &

Research Institute

Director

250/- p.m.

G.0.Ms.No. 264,
Fin.(TA)
Department, Dt.15-
10-05
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CHAPTER -1X

Automatic Advancement Scheme

09.01. The Automatic Advancement Scheme was introduced in May
1981 as partial response to the demands of the various Associations for
ensuring adequate promotional opportunitiesin their career. It is well known
that the promotional opportunities vary from Department to Department and
are largely dependent upon the thrust of the Governmental programmes at
different points of time. Since the focus may vary from time to time it is
possible that rapid promotional opportunities available in one Department at a
particular point of time may not be sustained as a result of a shift in the
emphasis in the programmes implemented by the Government. Sinceit is not
possible for Government to ensure adequate promotional opportunities for all
employees it was decided in 1981 to introduce a scheme of Automatic
Advancement by which the employees are at least monetarily compensated
for lack of promotional opportunities. The scheme that was introduced in
1981 was reviewed by successive Pay Revision Commissions. While some
modifications were made over time the main components of the programme
remained, by and large, the same.

09.02. The Scheme as it now exists, covers both those who have
opportunities for promotion in their hierarchical structure and those who do
not have any promotion channels. The scheme varies depending on whether
the post in which the employee is working has opportunities for promotion or
not. Inthe first instance, al employees who remained in the same scale for a
continuous period of 8 years would be placed in a special grade post which is
a scale immediately higher than the scale in which he was working. If he
continues without promotion for a continuous period of 16 years he would be
placed in the Special Promotion Post | which carries a scale of pay of the first
promotion post in the hierarchy to which he would be normally promoted had
he got his promotion. If the employee continues in the same post for a
continuous period of 24 years, he would be placed in Special Promotion Post
Il which carries a scale of pay in the second level promotion post in his
Department’ s hierarchy. In case there is no promotional post available in the
Department the member of the service would be placed in the Special Adhoc
Promotion Post after 16 years of continuous service in the same post. This
carries a scale which is immediately higher than the 8 year scale. If he
continues to remain in the same post for a continuous period of 24 years, he
would be placed in a scale which is immediately higher than the scale in
which he was placed after 16 years.

09.03. The various Associations desired that the Automatic
Advancement Scheme should continue. They have however, suggested some
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modifications to the scheme to make it more attractive. The following are
some of the important improvements suggested to the Scheme.

1. Reduce the waiting period under the Automatic Advancement
Scheme and also increase the number of upgradations. The
requests regarding periodicity of upgradation varied from every
5 years to 8 years and the number of upgradations varied from 3
to 5.

2. The upgradation may be made whether the employee is
gualified for promotion or not on the ground that there is no
change in the work turned out by the employee.

3. It was suggested that pay fixation benefit in each one of these
cases may be given under F.R. 22-B.

4, The benefit under Automatic Advancement Scheme may be
extended upto Grade XX VIII.

5. In case the application of the scheme results in the senior
drawing less pay than the junior at any time, the senior’s pay
may be brought on par with that of hisjunior.

09.04. Before considering the above suggestions it will be
advantageous to briefly look at the evolution of the Automatic Advancement
Scheme. This Scheme was introduced in 1981 and was first reviewed by the
Pay Commission in 1986. The Scheme, as worked out by the 1986
Commission, envisaged that every employee, after putting in a service of 10
years in a particular scale, shall be eligible for the next higher scale, which is
called the Special Grade Post. When promotion posts are available under
normal service rules, if an employee continued in the same post for a period
of 15 years, he/she shall be €eligible for appointment to the SPP.I  Scale,
which is the promotion post in the regular line of promotion from the post
held by him. The second level promotion post scale is given to those, who for
a continuous period of 22 years, continue in the same post without promotion.
The Automatic Advancement Scheme covered improvements in Scale after
10, 15, and 22 years of continuous service in the same scale. This benefit of
Automatic Advancement Scheme to SPP | & SPP Il was available only to
such of those employees who were qualified to hold the promotion post
under therelevant servicerulesbut could not get promotion for want of a
vacancy. Sincethere were several posts under Government where promotion
channels did not exist, special adhoc promotion posts were allowed for the
benefit of those who have completed 15 years of service and they were placed
in the special adhoc promotion post which carried a scale of pay, which is one
grade above the special grade post held by the employee. After completion of
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22 years of service, there was a further upgradation with a similar increase to
the next higher scale. It may, thus, be seen that the special grade was
available to every one without any pre-conditions and the special promotion
post at both the levels (15 years and 22 years) were available only to those
who were qualified. If promotion posts were not available in that Department
special adhoc promotion posts were granted where the scale of pay might be
equal to or lower than the scale of pay available to the promotion post. The
1993 Commission noted that the scheme in that form had some distinct

problems.

1.

09.05.

There were a number of instances where the junior started
drawing higher pay than the senior if he happened to get regular
promotion after availing himself of the benefit of the specia
promotion post. Since a senior normally is expected to get the
promotion earlier, such instances were numerous.

As regards SPP II, it was noticed that the benefit enjoyed by
people in different departments varied substantially. Very few
people got the benefit under the scheme as it was unlikely that a
person would remain in the same post without regular
promotion for a continuous period of 22 years. Further, since
the scales in the promotion posts varied from department to
department, the quantum of benefit derived, varied based upon
the department in which an employee is placed. There were
instances where an employee who was in receipt of benefit
under SPP Il had to work under a person who got a regular
promotion which carried a pay scale equivalent to SPP|.

In order to remove this anomaly, the 1993 Pay Commission

modified the scheme as follows:

(i)

(i)

(iii)

Specia grade pay scale was to be given after 8 years; SPP |
after 16 years,; and an increment after completion of 24 years.

The Commission also recommended that the benefit of FR 22-B
may be made available only to those who got promotion without
getting the benefit of Automatic Advancement Scheme;

In the case of departments where there are no promotional posts,
they were to be given the next higher scales after 8 and 16 years
and an increment after 24 years. This dispensation broadly
addressed the problem of a senior drawing less pay than the
junior.
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09.06. The 1999 Commission continued the Scheme without any
modification.
09.07. The 2005 Pay Commission after a review of the scheme,

recommended the continuation of the special grade after 8 years and the
special promotion post scale / special adhoc promotion post scale after 16
years. In place of an increment at the end of 24 years, the Commission
recommended a second level promotion post called the special promotion post
scale Il / specia adhoc promotion post scale Il for those who have completed
24 years of service without any promotion. They also recommended that
those who get promoted to the regular post be given pay fixation benefit
under FR 22-B even if they had availed of the benefit of SG/SPP-I.

09.08. The modifications to the Automatic Advancement Scheme
made by the 2005 P.R.C., has lead to a spate of representations which were
considered by the Government and aso by the Anomalies Committee. It was
pointed out by the Unions that an anomaly has been created between Seniors
who availed the benefit of A.A Scheme prior to 1.7.2003 and their juniors
who were given the benefit of the revised scheme after 1.7.2003. The
anomaly has been created primarily due to the reintroduction of pay fixation
under F.R. 22-B w.ef.1.7.2003 as recommended by the P.R.C., 2005 which
enabled the juniors to get a better pay fixation under this scheme compared to
their seniors who got only the benefit of pay fixation under F.R. 22 (a) (i) read
with FR 32(2). A number of examples have been cited by the Unions which
clearly brought out instances where the juniors got a higher pay fixation than
their seniors. The request to bring the pay of seniors on par with their juniors
who were drawing a higher pay scale was rejected by the Government
through their Circular Memo No. 2620-A/65/FR 11/07 dt.20.2.2007. The
request of the unions was to rectify this anomaly. We shall revert to thisat a
later stage.

09.09. The point that was urged before the Commission was the need
for revision of the time span for getting the benefit of A.A. Scheme. It was
pointed out that 8, 16 and 24 years was introduced at a time when the age of
entry to the Government service was between 24 to 28 years. In the absence
of the regular recruitment and substantial relaxations with regard to the age of
entry into Government service, a large number of people are entering the
Government service at a fairly advanced stage and would be retiring without
the benefit of getting A.A. Scheme if the time intervals for A.A. Scheme are
not substantially reduced. The Commission feels that the solution lies in
annual recruitment of personnel with a clear cut off date with regard to the
age of entry into Government service rather than modify the scheme to
accommodate people entering Government service at an advanced age. It
should be remembered that A.A.Scheme is not a stand alone scheme and is a
substitute for those who are entitled to get promotions but are unable to get
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them at regular intervals because of stagnation and lack of expansion of the
Department. Some times the number of people entering the Department at a
lower level in asingle recruitment is so large that only a few people are able
to advance through the hierarchy and get promotions at appropriate stages.
This is commonly seen in categories where the recruitment is not done at
regular intervals. Often, the economy instructions are cited as the reason for
postponing direct recruitment. This not only violates the Service Rules which
stipulate a certain percentage of vacancies to be filled in through direct
recruitment but also create distortions in the hierarchical structure. Since the
AA scheme is a monetary substitute for regular promotions, the Commission
feels that the Government should address the basic problem rather than deal
with the fall out of faulty recruitment policy. We, therefore, urge the
Government to subject the cadresto periodic review and build in a policy
wher eby employees get promotions at reasonable intervals.

09.10. We have gone through the Memorandum submitted by all the
major Associations and all of them are in favour of the continuation of the
present Automatic Advancement Scheme at intervals of 8 years. This Scheme
has also stood the test of time and has substantially met the concerns of those
who, though qualified, are unable to get promotion for want of vacancies.
The Scheme as it stands today provides at least a monetary compensation in
lieu of regular promotion. We, therefore, endorse the existing scheme of
Special Grade after 8 years, Special Promotion Post-1 after 16 yearsand
Special Promotion Post-11 after 24 years. In respect of those who do not
have the promotional opportunities, they will continue to be covered by
the Special Grade after 8 years, the Special Adhoc Promotion Post | after
16 years and Special Adhoc Promaotion Post || after 24 years.

09.11. The second issue is the demand for upgradation without
reference to the qualifications required for promotion. This assumes that the
salary revisions should take place at periodical intervals without reference to
the promotional opportunities within the Department and the qualifications to
be fulfilled to be eligible for promotion. Since the Automatic Advancement
Scheme is to compensate those who are not able to get promotions, though
gualified, for want of vacancies, the Commission is not prepared to accept the
plea that Career Progression should take place at periodical intervals without
reference to qualifications required for promotion. There, has to be,
necessarily, a linkage between the Career Advancement and qualifications.
We are however, conscious of the fact that the Government, as a matter
of policy, announces relaxations from time to time to enable the
employees to get promotions without passing some departmental tests.
Where such relaxations are made available for regular promotion, the
Commission recommends that this should automatically be applied to the
Automatic Advancement Scheme and the upgradations should be
effected with referenceto thoserelaxations.
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09.12. A related issue that was raised by some of the Associations,
deals with the issue of amendments issued to the Service Rules varying the
eligibility criteria for the promotion posts after the incumbents joined service
in the lower posts. The issue that was raised was that these amendments
which involve some times acquisition of additional academic qualifications
have effectively prevented them from getting either promotion or the benefit
of Automatic Advancement Scheme as the Automatic Advancement Scheme
becomes applicable only if the employee is qualified for promotion. It is
noticed that the Departments have been varying the requirements both
academic and technical qualifications for direct recruitment as well as
promotion in order to deal with increasing complexities arising out of the
advancements that are taking place in various fields. While improvement in
gualifications is desirable to cope with the emerging challenges of the
department, it is indirectly affecting the fortunes of the serving employees
who joined the department assuming that they would be able to reach higher
echelons in their service with their existing qualifications. Such instances
may be rare but they do exist. The Commission gave a serious consideration
to the issue of how to provide relief to such categories of employees. It is
obvious that those who are not eligible for promotion cannot be given special
promotion scales| & Il. Theissuefor consideration iswhether they can be
considered for special adhoc promotion post which gives them the benefit
of the next higher scale. The Commission feels that such a special
dispensation should be given only to those categories of employees who
are adversely affected by an amendment to the required qualifications
for promotion after they joined service. The criteria of judging whether
an employee would be €eligible for this special benefit is to examine
whether he has been denied the opportunity of getting the promotion
only because of the variation in the qualifications effected for the
promotion post subsequent to his appointment. In other words, it means
that when he joined service, the conditions were such that he could have
got promotion to the higher post and he is now being denied the higher
post because of change in the qualifications. We recommend that in cases
of the nature indicated above they be given Special Adhoc Promotion
scales| & Il with therestrictions already stipulated. We would also like
to stressthat those who benefited from this dispensation cannot claim the
benefit of SPP-I or |l even if they acquire the necessary qualification at a
later date.

09.13. The next maor issue is whether the benefit of fixation of pay
should be alowed under FR 22-B  in case an employee gets a regular
promotion after availing the benefit of SPP | or SPP II. This benefit was
available prior to 1993. The PRC 1993 made an extensive study of the impact
of pay fixation under FR 22-B on the senior employees and came to the
conclusion that it is not desirable to have pay fixation under FR 22-B in case
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an employee gets promoted after getting the benefit under the Automatic
Advancement Scheme. While this position was maintained in the subsequent
Pay Commission in 1999, the Pay Commission of 2005 reintroduced the
benefit of pay fixation under FR 22-B from 1.7.2003. This has caused a
considerable problem between those who got promoted prior to 1.7.2003 and
those promoted subsequent to that date. While those who got promoted prior
to 1.7.2003 got the benefit of fixation under 22 (a) (i) read with FR 31(2), the
juniors who got promoted after 1.7.2003 got a substantial  benefit in terms
of FR 22-B. This resulted in the junior drawing a higher pay than the senior.
When this issue was represented to the Government, it did not favour
reopening of the issue and gave categorical orders to the effect that there
would be no stepping up of pay of the senior on par with the junior as it
would amount to reopening a PRC decision of 1993 endorsed by the 1999
Commission. The employees feel aggrieved that a peculiar situation that has
arisen as aresult of the change effected by the PRC in 2003 which resulted in
an anomalous situation of senior drawing less pay than the junior was not
addressed sympathetically by the Government. There was, in fact, a serious
demand made before this Commission for reopening the pay fixations
effective from 1.7.2003 and rectifying the situation by stepping up the pay of
the senior to match that of the junior wherever the junior was drawing higher
pay than the senior. This request obviously is outside the purview of this
Commission. This Commission has neither the competence nor mandate to
reopen a settled issue. However, we are seized of the seriousness of the
situation and are conscious of the fact that in the present dispensation under
the Automatic Advancement Scheme such occurrences are not going to be
one time occurrences arising out of the shift in policy between 1993 and 2005
but will continue to arise as there would be instances where a junior after
drawing the benefits under Automatic Advancement Scheme may get his
promotion while the senior may get promotion without getting the benefit
under the 16 / 24 year rule.

09.14. The problem of Senior drawing less pay than the Junior has
largely arisen due to the change in the manner of fixation of pay on
promotion. The pay fixation under the Provisions of FR 22-B would definitely
confer a larger financial benefit to those who get promoted after availing of
the benefit of Special Grade or SPP-1. One obvious solution lies in reverting
to the pattern obtaining prior to the last pay revision wherein the benefit of FR
22-B was available only to those who were promoted without getting the
benefit of SPP-I or SPP-Il. Though such a solution looks attractive, it will
amount to withdrawing a benefit already conferred on the employees and will,
as in the case of 2003, create two classes of people with different financial
benefits. We do not, therefore, propose to revert to the pre 2003 pattern of the
pay fixation. We recommend that the pay of those who get promoted may
be fixed under FR 22-B. At the same time we would also like to address the
problem of the Junior drawing higher pay than the Senior. The Commission
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recommends that Government should revisit the orders issued in Govt.
Memo.N0.2620-A/65/FR.11/07 dated 20.02.2007 by which the request for
extending the benefit of refixation of pay of the senior when it happens to be
less than the junior was negatived. The Commission recommends that in
case the pay fixation under FR 22-B resultsin the senior drawing less pay
than the junior, the senior’s pay should be stepped up to bring it on par
with the pay of the junior. The conditions for such refixation would be
the same as spelt out in para 2 of G.O.Ms.No. 297, Finance & Planning
(FW-PRC.I) Dept. dated 25.10.1983.

09.15. The Associations have represented for extending the benefit of
AA Scheme upto Grade XXVIIlI. The grounds urged are that there is
considerable stagnation at various levels beyond the present levels covered by
the AA Scheme leading to frustration as they continue in the same scale and
perform the same functions for a long number of years and that such a
situation leads to fatigue and lack of interest. The problem of stagnation
arises in some Departments because of a large number of senior posts at the
base level with a considerable shrinkage of posts as the pyramid rises. The
classic examples are that of the Civil Assistant Surgeons, Veterinary Assistant
Surgeons, Agriculture Extension Officers and Mandal Development Officers.
These are categories of employees who are directly recruited in large
numbers to man the positions at the lowest level, namely the Mandal. Even if
some posts are created at the Divisional, District and Zona level the
proportion of those posts to the posts which are at the base level would still be
small. This problem has to be solved by the Administrative Department and
can not be resolved by the P.R.C. The complexity of the service rules
speciadly with  the classification of posts as District, Zonal, inter zonal &
state level posts further compounded by the judicial pronouncements make
the whole exercise of rationalizing the cadre structure quite daunting. The
P.R.C., can only provide monetary relief through the A.A. Scheme. The issue
is the level up to which the scheme should be made applicable. As of now,
the scheme is available up to Grade XXI. Though a large number of
employees are covered under the AA scheme, there may be a few instances
where the direct recruit officers on getting their first promotion may go out of
the scheme and may also stagnate with no chances of promotions. Such
employees also deserve to be covered under the A.A scheme. We, therefore,
propose to extend the benefit of coverage of the scheme upto the existing
grade XXV.

09.16. There are a number of procedural issues on which there appears
to be lack of clarity and consistency in the interpretation given in respect of
the scheme. A few of those issues which came to the notice of the
Commission are dealt with in the following paras for ensuring that the
intended benefit of the scheme reaches the targeted group and there are no
hassles at the implementation stage.



126

09.17. One of the issues that came to our notice is that of an employee
who got the benefit of Special Grade, and the Special Promotion Post | after
which he was appointed to the higher post on actual promotion. After getting
the promotion the individual, on completion of 8 years was placed in the next
higher grade. On further completion of another 8 years the employee had to
be placed in Special Promotion Post II. The issue raised is whether this
amounts to four distinct benefits when the automatic Advancement Scheme
contemplated promotions in Scale of at least three times as indicated at Para
2(b) of G.0.Ms.241 Finance (PC I1) Department dated 28.9.05. We are of the
firm view that the three upgradations referred to in the cited G.O. is
indicative and not restrictive in nature. We, therefore, feel that on
completion of the specified periods, if the employee is qualified he/she
should be entitled to the benefit contemplated under the Scheme. The
other issues that were brought to our notice related to the following:

(@ What is the date that should be taken into account for counting
the years when the date of increment varies from the date of
promotion due to fixation of pay under FR 22-B from the date
of normal increment in the lower category or from the date of
pay fixation under FR 22 a (i) read with FR 31(2). The
Commission is of the view that the date to be reckoned is the
date of fixation of pay under FR 22 a(i) read with FR 31(2) as
otherwise it would amount to ignoring the service rendered by
him in the promotion post.

(b)  Whether the increment should have been actually drawn to
count the years of 8,16 & 24. If the increment is not drawn as a
measure of punishment, it would automatically be eliminated
even under the present guidelines. There may, however, be
instances where the employee had reached the maximum and
exhausted even the stagnation increments, if any. To cover such
cases, we recommend that the service to be reckoned/ years to
be counted, shall be the service that would normally count for
increment even if it is not drawn due to the exigencies
mentioned above. The physical drawl of increments need not
be insisted upon for extending the benefit of Automatic
Advancement Scheme.

09.18. In conclusion we recommend that the Automatic Advancement
Scheme may be implemented as indicated below :

() Theexisting Special Grade, SPP |/ SAPP |/ SPP |1/ SAPP I1
may be continued with the Special Grade after 8 years, SPP-
|/SAPP-I| after 16 yearsand SPP-I1/SAPP-I1 after 24 years.



