QUESTIONNAIRE

3rd Pay Revision Committee for Executives and non-unionised Supervisors of CPSEs
1.
Role of the Government & Uniform Wage Policies in CPSEs
1.1
The 2nd PRC in the preface to its report stated that ‘Finally, we feel that time has come when we should no longer look at all these CPSEs spreading over a vast spectrum with a common approach.’ A decade has passed since then and in the present scenario what in your view should be the role of the Government with reference to wage policies in CPSEs.
Reply:
Government regulation is necessary since the wages are market oriented. Government should take the current market practices into account while determining compensation for CPSE employees. Due weightage has to be given to the fact that the CPSEs shall continue work in a highly competitive area and giving stiff completion to private operators in all service sectors after following all guidelines given by CVC, Home Ministry etc meeting the social obligations of the Government and continue to attract the best talent in the market. 
Fundamental and Underlying Objective of BSNL, as a service provider is to provide “World class service to the Telecom Users of the country at affordable rates”. BSNL has incurred massive losses and continues to incur huge losses for providing services in far flung Rural areas, Hilly terrain, North East regions, left wing extremism affected areas etc and very high investments in these areas have not been adequately compensated and are not being compensated by the Govt., despite policy envisaging that these investments, on which there are no returns for obvious reasons, need to be adequately cushioned by the Govt. 
For some time, at the beginning of rural expansion, when massive investments were pumped in by BSNL to accomplish telecom density of global standards, the Govt was compensating the deficit on rural services by way of payment of ADC to BSNL but this was arbitrarily stopped in 2006 without quantifying whether massive investments made by BSNL have been compensated in accordance to the policy provisions. What has to be recognized and is emphasised upon is that while BSNL exclusively and singularly continues to meet social obligations of telecom policies of the Govt., BSNL cannot escape the compulsion of deploying incredibly huge manpower across vast stretches of land spread over entire length and breadth of the Country. More than 28,000 rural telephone exchanges, catering to lakhs and lakhs of our countrymen in rural and remote areas through landline connectivity, besides thousands of BTSs for wireless services and DSLAMs are presently working. 
This easily and convincingly explains the severe and insurmountable constraints of BSNL in not being able to meet the industry standards in respect of staff: number of connections ratio. Thus, by any stretch of imagination, and under any circumstances, this ratio cannot and must not be compared to private operators who are fully engrossed in providing telecom services to the creamy and highly privileged strata of the society in lush green areas. Even though telecom policies of the Govt. from time to time tasked private operators to meet social obligations of telecom policies, they blatantly violated these policy provisions and the victim of these policy breaches by private operators has always and exclusively been BSNL which stuck to policy provisions in letter and spirit. 

Strategic role of BSNL since 2002-03 in regulating competitive tariffs, particularly in the wireless segment, and defeating the repeated moves of the private operators to exploit telecom users through cartelization assumes huge significance against the background of hard facts. These hard facts are that before entry of BSNL in mobile sector, in year 2002-03, telecom users were fleeced by private operators by charging Rs 16/- per minute for outgoing call and Rs. 8/- per minute for incoming call. It was only when BSNL was allowed by Govt. to launch mobile services that these rates dropped down to Rs. 2.40/- per minute for outgoing call with free incoming call. BSNL continues to provide very stiff competition to all private operators and thus maintain healthy and competitive tariffs. 
Role of BSNL in meeting the sensitive and strategic concerns of National Security and also in rising to the occasions when huge National Calamities struck at Uttarakhand, TN (Tsunami and recent floods), Odisha, Leh, J&K, AP etc., to say the least, has been extraordinary, with just no parallels. Commitment, determination and the spirit of service exhibited by BSNL, when private operators simply shut their equipments and ran away, during these turbulent times, when grave National Tragedies struck, has been splendid and truly unparalleled. This extraordinary role of BSNL needs huge recognition from the Govt.
To continue to cater to the telecom needs of the common man of the Country, BSNL, unmindful of the impact on its revenues, has come out with initiatives like “Unlimited Free roaming” for mobile customers, “Unlimited night free call from landline”, “Unlimited call diversion from Mobile to Landline (Free To Home – FTH)” etc to regulate tariff and check exploitation of the customers, thus converting the dream of millions and millions of underprivileged countrymen to use telecom services, virtually free of cost, into  hard reality. This is how BSNL continues to be concerned about meeting social obligations of telecom policy and also the concerns of the Govt. and policy makers at large.  
Despite all the aforesaid mentioned constraints, BSNL has registered operational profit of Rs 672 crores and Rs 2100 crores during the last two successive years, i.e 2014-15 and 2015-16. However, the balance sheet of the Company indicates negative zone due to the huge Depreciation value which is more than Rs 8000 Cr per year. What is extremely relevant and significant is that it is continuing with an upward growth trajectory and is very fast bridging the massive operational losses that it has been incurring from 2007 to 2013-14.   
The most striking feature of BSNL, which singles it out from the rest of the CPSEs is that it is not a born CPSE but a converted CPSE from erstwhile DOT in the year 2000 because of compulsion on the Govt, to have its own service provider in the telecom sector consequent to Corporatization/Privatization of telecom services in the Country in the year 1995. From a gigantic Govt. Telecom Department, with massive manpower spread over entire Country, and with a monopolistic culture, it got converted into a CPSE. 
However, over the last fifteen years, the Company has been through several reforms and is fast treading towards getting positioned as a leading service provider in the Country. It continues to retain huge strategic importance that it have had in the erstwhile DOT and also continues to meet the social obligations of the telecom policies in the new structure in the same manner it did when it was a Govt. monopoly. Continuing to meet the social obligations of telecom policy in an exemplary manner, the Company, truly speaking, is not and cannot be said to be purely a commercial organization like other private operators for obvious reasons. It cannot abdicate its responsibility of providing telecom services in remotest areas at huge losses. It has to continue to play that role by continuing to invest in such un-remunerative areas and incur losses. This is exactly and precisely where the 3rd PRC, in all its prudence and judiciousness,   has to acknowledge and recognize the hard fact that wage revision of employees of BSNL cannot, under any circumstances, be linked to the affordability of the Company. 

In fact, the need of strengthening the strategic significance of BSNL, should prompt the 3rd PRC to continue to treat BSNL as NAVRATNA CPSE as was done by 2nd PRC. This classification of BSNL will be in tune with the ground realities and a perfect recognition of the role that it continues to play in enabling the govt. to smoothly implement the telecom policies from time to time, safeguard users of telecom from exploitation by maintaining competitive tariffs, meeting in an extraordinary way the security concerns of the Country, rising to the occasions to face grave calamities that strike the Nation, providing affordable telecom services of quality, taking telecom services to the remotest parts of the Country, acting as an enabler and an instrument to get the dream project of the Nation, BHARAT NET, in providing broad band/internet services in remotest parts, executed.

Finally, another issue, very specific to BSNL, is that Union Cabinet, at the time of Corporatization of DOT into BSNL, decided to continue to regulate the pension and pension revision of BSNL in terms of 1972 CCS Pension Rules and this special dispensation of the Govt. entitles Pension Revision of BSNL employees to be regulated in the same manner as takes place in case of Central Govt. Pensioners at the time of every pay revision. This requires very special consideration of the 3rd PRC and both the administrative ministry, DOT, as well as the nodal ministry, DPE, have made very specific references to the Govt. in this regard. These references of the DOT/DPE with regard to the pension revision of BSNL need to be given due consideration, weightage and emphasis by the 3rd PRC.  
1.2
Flowing from the above, should there be some uniformity of pay scales and perks among CPSEs, or should these decisions be leftss to the best judgement of the respective administrative Ministries and the Boards of their CPSEs?
Reply:
Based on the recommendations of pay revision committee and guidelines from Government, respective ministry / board shall be given autonomy to decide on the wages & perks in order to address the relativity of wages & perks between Workmen and Executives. As part of terms and condition to facilitate Group Absorption in BSNL, at the time of BSNL absorption, more pay scales namely E9A and E9B were offered w.e.f 01.10.2000. However replacement scales for the above scales were not available in the 2nd PRC recommendation creating anomalous situation in BSNL. It is suggested to have two more pay scales above E9 namely, E10 and E11.
1.3 
As part of Government’s policy for granting greater autonomy to the Boards of the CPSEs under the Maharatna, Nav Ratna and Mini Ratna schemes, should there be separate pay scales for ‘Ratna’ CPSEs?

Reply:
Concept of Maharatna, Nav Ratna and Mini Ratna are basically meant for granting autonomy to the Boards of the CPSEs. In general, thers should be uniformity of the pay scales. Greater autonomy may be given to the Boards in respect of Perks and allowances.
1.4
(a)  Is the present system of classifying the CPSEs on the basis of Schedule i.e. ‘A’, ‘B’, ‘C’,  and ‘D’ is satisfactory? If not, please suggest alternative ways of classification of CPSEs with adequate justifications.
Reply:
Too many categorisations are not needed. Considering that the C & D category companies are far and few, they may be consolidated & clubbed together, thus bringing to three categories.
(b)  Once a system of classification is agreed, should uniformity of pay scales within each of the category be maintained? If not reasons therefore and also suggest suitable alternatives.
Reply:
Yes. Profitability of the company and the nature of work and responsibilities are varied within categories. So the boards may be given more freedom.
1.5
In the absence of some degree of uniformity, isn’t there a risk of migration of talent from financially weak CPSEs to financially better off CPSEs thereby further jeopardising future of the weak CPSEs. Will it also not lead to unhealthy competition amongst CPSEs to attract/retain the talent, which in the long run may act to the detriment of the public sector?

Reply:
Migration between public sectors is not the major problem of CPSEs and the talent pool of the country will warrant new talent inflow and retention of talents.

1.6
Would you suggest any changes in the existing relationship between pay packages of workmen and executives/supervisors immediately above level of workmen.

Reply:
Yes. Both the pay revision of Workmen and Executives/Supervisors immediately above level of workmen should be co-terminus with same periodicity. More precisely, the periodicity of pay revision for the workmen as well as Executives should be either 5 years or 10 years. In some CPSUs, Promotee Executives are drawing much lower pay, allowances etc than their juniors who have continued as supervisor / workmen. This has happened, as supervisor / workmen scales were revised during 2007 by Management liberally without keeping the relativity in mind and also awarded additional increments to only workmen in certain CPSUs. Pay revision of workmen in certain CPSUs with 18% fitment in January 2012 has further compounded this problem. This has resulted in serious discontent, de-motivation and dissolution among the Executives. This needs immediate correction.
2.
Emoluments structure including pay, allowances and other facilities/benefits 
2.1
Over the years, the Central Pay Commissions especially the 6th CPC advocated reduction in the number of pay scales. In the 7th CPC recommendations, however, there were no further reductions. Do you feel whether the existing number of pay scales in the CPSEs should be retained or modified? Please give your suggestions.
Reply:
Existing number of pay scales in the CPSEs should be increased atleast to 12. This is required to keep the number of promotions intact with one grade in one scale. Further in the case of BSNL, as part of the terms and condition to facilitate Group A Officers Absorption in BSNL, at the time of BSNL absorption, more pay scales namely E9A and E9B were offered w.e.f 01.10.2000. However replacement scales for the above scales were not available in the 2nd PRC recommendation creating anomalous situation in BSNL. It is suggested to have two more pay scales above E9 namely, E10 and E11.

2.2
What should be the minimum and the maximum pay in CPSEs? What should be the reasonable ratio between them?
Reply:
Extant ratio of existing pay is reasonable.
2.3
What in your opinion is the desirable ratio of pay scale between top level and entry level?
Reply:
6:1 between top level and entry level executives.
2.4
What is the expected ratio of manpower cost to cost of production/sales turnover in your industry?
Reply:
BSNL is providing Telecom services across length and breadth of the country. As a Telecom Service provider BSNL motto is “World class service to the Telecom Users of the country at affordable rates”. BSNL incurs huge losses for providing services in far flung Rural areas, Hilly terrain, North East regions, left wing extremism affected areas etc which are not compensated by the Govt. Govt was compensating the deficit on rural services by way of payment of ADC to BSNL but it is stopped since 2006. Due to this social obligation, large number of manpower is employed in rural sector. More than 28,000 rural telephone exchanges with lakhs and lakhs of landline connections, thousands of BTS and DSLAMs are working in rural areas. 


BSNL should be seen as a tariff regulator vis-à-vis exploitation of telecom users by private operators since 2002-03. Till the entry of BSNL and MTNL into mobile sector in 2002-03, Private Operators charged Rs 16/- per minute for outgoing call and Rs. 8/- per minute for incoming call. They were slashed to Rs. 2.40/- per minute for outgoing call with free incoming call when BSNL launched mobile service in 2002-03. BSNL is giving stiff competition to all private operators. BSNL had given splendid services during natural calamity at Uttarakhand, Leh, Orissa, AP, Chennai etc. BSNL launched “Unlimited Free roaming” for mobile customers, “Unlimited night free call from landline”, “Unlimited call diversion from Mobile to Landline(Free To Home – FTH)” etc to check tariff and exploitation of the customers. Even then, BSNL recorded operational profit for the last two years, i.e 2014-15 and 2015-16 for Rs 672 Cr and Rs 2100 Cr (unaudited). However the balance sheet shows negative due to the huge Depreciation value which is more than 8000 Cr per year. 


In the case of BSNL, manpower cost should not be linked with profitability or turn over.  BSNL is formed by Corporatization of DoT and huge manpower is transferred to BSNL. Considering BSNLs huge network spread across the country, its commitment to meet the social obligations at far flung and remote areas, its contribution in controlling the telecom tariff, stiff competition from other operators, huge man power etc, BSNL should be treated separately at par with other Navaratna PSUs as done by 2nd PRC. Hence, the pay revision of BSNL employees should not be linked with the profitability of BSNL and the balance sheet alone due to the above reasons. Due weightage to be given to the fact that the CPSEs shall work in a highly competitive area meeting the social obligations of the Government and continue to attract the best talent from the market. 

2.5
What should be the method of fixing pay in the revised pay scales? Should there be a point-to-point fixation? If not, please suggest an alternate method with illustration by which it can be ensured that persons with longer service are suitably protected.
Reply:
Point to point fixation is not desirable as there is no fixed stage in the pay scales after 2nd PRC implementation. The fixation shall be done with a uniform fitment of 30% of the emoluments (Basic pay plus IDA as on 01.01.2017) as done in 2nd PRC which will protect the pay of Executives with longer service. 
2.6
What should be the pattern of pay scales of Board level executives? 
Reply:
For the Board level Executives the pay scale pattern shall be in such a way that it should attract best talent.   
3.
Increments

3.1
Should the rate of increment be fixed as absolute value or based on percentage basis?

Reply:
Percentage basis only. 
3.2
What should be the rates of increments in respect of different scales of pay? 

Reply:
Rates of increments to be uniform percentage and it shall be 4%.
3.3
Should the present system of granting one stagnation increment after every 2 years, subject to a maximum of 3 such increments, for those executives who reached the maximum of their scale be continued? Please give your views. 

Reply:
All the pay scales should be open ended and with this, stagnation problem will not arise.  
3.4
Should the date of increment be uniform for the employees of CPSEs as in the case of Central Government employees?
Reply:
Yes

3.5
What should be the increment on promotion?
Reply:
In addition to annual increment, on promotion, 6% increment of the present basic pay shall be awarded. In other words, the increment on promotion should be 1.5 times of normal increment. Before implementation of 2nd PRC, Executives are getting increments on promotion, more than the normal increment, maximum upto two times of the normal increment amount.   
4.
Composition of the Emoluments package 

4.1
Is it preferable that the compensation package includes pay plus allowances and perks or club them into a consolidated remuneration?

Reply:
Preferable compensation package shall include Pay plus Allowance, Perks, PRP and Retiral benefits. The hard area allowances should be over and above the ceiling. 
4.2
Is the present system of ‘Cafeteria Approach’ of choosing from a set of perks and allowances within the overall ceiling of 50% of Basic Pay satisfactory? If not, kindly give your suggestions for further improvement? 
Reply:
The present system of “Cafeterial Approach” is satisfactory. However, the overall ceiling of 50% on Pay Basic plus IDA to be increased to 70%, depending upon the paying capacity of the CPSU. 
4.3
Do you have any comments/suggestions with reference to the following:

· Classification of Cities and rates of HRA for different class of cities

Reply: The present classification of cities may be continued. The HRA may be calculated as a percentage of Basic + IDA as per the existing rates on revised scales. CPSUs being states within Article 12 of the constitution, the company owned /leased accommodation provided to its employees by the CPSU as concomitant of the service should not be treated as perquisite in line with Central Government employees. The following points are submitted to justify it: a) Operational/maintenance, planning and Administrative staff of the CPSU requires to stay in the station to provide uninterrupted services, b) Company owned accommodation is provided in the interest of service as such accommodation is concomitant to the service, c) employees are forced to stay in company accommodation and d) employees posted in Hard Tenure areas, Left wing extremism affected areas, inhospitable terrains etc, accommodation is provided solely in the interest of service.
· DA neutralisation for those who are on IDA pattern of scales
Reply: The present IDA system of 100% neutralisation on quarterly basis based on AICPI is reasonable. 
· Company leased accommodation

Reply: HRA / Company lease as per individual choice. Wherever eligible type of quarters are not provided, self / company leasing shall be allowed.
· Monetisation of facilities availed from the infrastructure like schools, colleges, hospitals, clubs/recreation facilities etc. created by CPSE
Reply: No comments.
· Allowances to be kept outside the ceiling of 50% or whatever rate to be decided
Reply: All the allowances kept outside 50% presently shall continue.

· Hardship allowance and criteria for defining hardship 
Reply: All hardship allowance of 10 to 20 % may be allowed based on the site conditions for the project/operation sites.
5.
Variable Pay / Performance Related Pay 

5.1
Should there be fixed salary and a variable component which is related to the performance of the individual. If so what should be the amount / proportion? 
Reply:
Fixed salary and variable component is necessary. The variable pay shall have two components, one based on profit before tax (PBT) and another based on productivity. 


2.5 to 7.5 % of the PBT shall be distributed among the Executives as profit sharing incentive. Further, 5 to 10% of the savings accrued through improvement of productivity shall be paid as productivity linked incentive to executives. 
5.2
What in your opinion should be the basis/criteria for granting performance related pay?

Reply:
BSNL is engaged in providing Telecom services along length and breadth of the country. It meets the social obligations of the Government by providing services at far flung, remote, hilly, hard tenure and left wing extremism affected areas. So the PRP should be 1) Based on the PBT at enterprise level, performance at unit level and performance of individual and 2) Based on improvement in productivity at enterprise level, unit level and individual level.
At enterprise level, the remuneration committee shall workout a detailed scheme for performance related payments. It shall be ensured that the basic principle of higher variable pay for Executives with reference to Workmen.
5.3
Whether performance related payment be allowed on the basis of distributable profit of the Enterprise? Section 8 companies under the Companies Act, 2013 by definition are not for profit companies and if the PRP is linked to distributable profit, their employees are denied performance incentives. How to reward the performance in Section 8 companies?
Reply:
The present Performance Related Payment is payable only in profit making CPSUs. BSNL is in service sector, providing telecom services by meeting the social obligations of the Government. As part of social; obligation, BSNL provides services to far flung, remote, hilly, hard tenure and left wing extremism affected areas, incurring huge losses. For BSNL, profitability should not be the criteria to pay PRP, it should be productivity. As in the case of section 8 companies, it shall be based on productivity and in line with Central Government / Railways etc.
5.4
How do you rate the present system of PRP in vogue? Give your comments / suggestions in respect of each of the following:

· Rates i.e. % of Basic Pay payable as PRP at different grades in different Schedules of CPSEs
Reply: Skewed in favour of higher grades, it shall be on Basic + DA instead of basic alone to take care of inflation.
· Weightage for different MoU ratings – 
Reply: Not necessary, one component shall be based on current year profit before tax alone and the second component shall be based on productivity.
· Proportion and ceiling of PRP to be given out of current PBT and incremental PBT of a CPSE
Reply: Incremental PBT shall not be taken into account.
· Performance Management System (PMS)- 
Reply:  Bell curve is unscientific and shall be removed.

5.5
What are your views on Bell Curve approach being followed currently under the PMS? Give your suggestions for improving the PMS
Reply:
“It is the time for us to scrap Bell Curve” as the Bell curve lost its sheen and is being discontinued by all the leading enterprises. Private companies like KPMG, Accenture, IBM, Infosys, Wipro, TCS, CISCO, Microsoft, HCL Technologies, Google, Adobe have abandoned the Bell Curve based performance appraisal. All of them are switching over to continuous feedback process throughout the year and get a holistic view of performance and potential.

5.6
Any suggestions to incentivise performance and to have a more equitable system
Reply:
Incentives shall have two components one based on profit and other based on productivity. Each of these two components shall further have three components based on individual performance, group performance and enterprise performance. Profit linked and productivity linked incentive should be there.
6.
Recruitment, Promotion, Attrition 

6.1
What is the number of executives leaving in each category during the last 5 years and its percentage to the total strength in the concerned category? Is it comparable with other CPSEs and Private companies operating in the same sector? What could be the main reasons for their leaving your CPSE?
Reply:
Attrition level is high in BSNL. Main reason is the low pay package comparing to other operators in the field and lack of promotional avenues to motivate the Executives. 
6.2
What is the system of recruitment of management trainees or equivalent levels in your organization?
6.3
Are you recruiting management trainees through campus recruitments. If so, please indicate the names of institutions from which such campus recruitments have been made and criteria for identifying the institution.

6.4
What is the current promotion policy in your CPSE and there any changes in the offing?
Reply:
Presently time bound financial upgradation from one scale to the next higher scale after every five years and functional promotion based on the availability of posts is running parallel. There is a proposal to implement time bound functional promotion, based on performance, upto ADG level.

6.5
Does your CPSE have a ‘Succession Planning’ in place? If so, please mention important points.

Reply:
No, not yet which is a major issue for BSNL. BSNL formed in 2000 by corporatization of DoT. Since majority of the Group A officers opted to remain in DoT, BSNL having acute shortage of officers at senior management level. It has to be addressed in priority.
7.
Relativity with Government/Private sector/Multinational Corporations  

7.1
Should the new compensation packages in CPSEs w.e.f. 01.01.2017 onwards be based on the packages as they now exist, with some percentage increase, or would you suggest any other method?

Reply:
It shall be in line with the pay package of comparable private / MNCs.
7.2 
Should CPSE pay scales and allowances have any linkage to the pay scales and allowances in the Government? If so, what are your suggestions?

Reply:
As CPSUs are working in competitive environment in the market economy, the Executives of CPSUs shall have higher pay and allowances as compared to government employees. This practice is being followed around the world.
7.3
How do the current compensation package in CPSEs compare with their competitors in private sector or multinationals?
Reply:
PSU payments at entry level are comparable to Private sectors, however, at middle and senior levels CPSU packages are much lower than that of Private / MNCs.
7.4
Taking into account the advantages other than pay, derived by employees in CPSEs vis-à-vis the private sector like security of tenure, promotional avenues, retirement packages, housing and other invisibles, can there be any fair comparison between the salaries of public and private Sector?
Reply:
The above mentioned components are not significant and may be ignored. However CPSU employees having lot of constraints while competing with private operators as they have to follow all Govt. Guidelines, Audit guidelines, CVC guidelines, to follow constitution of India in various regulatory requirements. Due to above reasons, decision making process becomes slow which is the biggest hurdle / obstacle for discharging the duties of CPSU employees. Same is not the case for Private Organisation and hence they can take faster decision to offer services to the customers. Level playing field should be in all respect. 

7.5
If parity of emoluments for CPSEs with that of private sector is recommended, what changes in CPSEs in terms of performance targets, evaluation, accountability and other conditions of service etc., shall be insisted?
Reply:
a. Executives to be provided requisite authority to extract work vis a vis private companies

b. Works policy / purchase policy shall be in line with the practice being followed by leading Private enterprises.
c. Targets & responsibilities shall be fixed at par with Private.
8.
Issue of resource constraint and Pay revision in Sick/BIFR referred CPSEs  

8.1
Given the problem of resource constraints and the existing ‘Affordability’ clause in adopting revised pay packages, is there a way of bringing improvements in emoluments so as to attract and retain talent in CPSEs? 

Reply:
Though employees of CPSU has important role in day to day operation, profitability of any CPSU is mainly affected by policy decision of the Govt as well as the management. Eg: BSNL was told to pay Rs.10800/- crores as a spectrum fee for 3G services without allowing it to participate in the tender and opt the circles of its choice as done by private operators. As per Govt instructions, due to security reasons and CVC guidelines, several tenders for procurement of mobile equipments cancelled. In National Telecom Policy, it was part of the policy that Private operators shall install 10% landline in Rural area for the infrastructure they created in Urban Area. Later on NTP was revised and the clause was changed / deleted by Govt. So in our opinion resource constraint / Affordability should not be the criteria, particularly for BSNL whose profitability is affected by policy decisions of Govt.  At present it is only BSNL which is meeting this social obligation. Rather Government to offer better packages for such CPSE Executives also in order to attract and retain talent. In addition, revival package shall be worked out on fast track basis with infusion of technology, capital investment and working capital.
8.2
In case of non-affordability, can the enhanced package be deferred and linked to the future performance of the CPSEs? How can the employees be rewarded without a direct or immediate burden on the organization? Schemes like stock option provide an appreciation in the value of the holdings of the employees through the capital market mechanism – what other schemes of this nature can be suggested?

Reply:
No, by deferring the pay revision, the enterprise cannot attract / retain the talents. Payments shall be supported from the common pool or any other fund. 
8.3
What should be the pay revision policy for sick / incipient sick / weak CPSEs?

Reply:
A minimum of 2012 wage revision pay scales, considering the fact that wage revision implemented for the workmen in several PSUs in 2012, to be applied.
9.
Long term Incentives and Superannuation benefits  

9.1
Based on the earlier PRC, it was prescribed that 10-25 % of the PRP shall be given as ESOP. Has your company implemented this? Please give details and suggestions for improvement.
Reply:
No.

9.2
Can the ESOP be an option for deferred implementation / payment of revised package?

Reply:
Not recommended

9.3
Do you think that any change is required in the existing policy of granting 30% Basic Pay plus DA as superannuation benefits? If so give detailed comments/suggestions.
Reply:
In the present system, after apportioning for RECHS, EPS, Gratuity etc, a paltry portion is left for pension fund and hence it is suggested to increase this to 40%. Superannuation benefit should be mandatory.
9.4
What should be the gratuity ceiling?
Reply:
There should not be any ceiling and full amount should be paid without TAX.
9.5
What should be the policy regarding leave encashment at the time of retirement on superannuation?
Reply:
All ELs & HPLs shall be reimbursed without ceiling (to minimise the absenteeism during service) and must be fully non-taxable in view of this being providence to retiring employees.
10.
Voluntary Retirement Scheme  

10.1
In addition to the VRS, would you like to suggest any other ways to rationalise manpower?
Reply:

No.
10.2
Whether VRS scheme issued by DPE and amended from time to time should continue or VRS package should be modified? If yes, indicate the suggestions?

11.
Specific proposals  

11.1
How the functioning of CPSEs can be improved so as to make them more professional, citizen-friendly and delivery oriented?

Rely:
For service sector PSUs, Top Management should be best talent in the market, if required part time Directors should be attracted from Market with proper remuneration and PSU Board should be allowed to work independently with targets of service and profitability. 

MOU rating system to be expanded. Existing system of Balance Score Cards to be made specific to make people accountable. 

A robust feedback mechanism from internal and external customers to be established to make PSEs Citizen friendly and delivery oriented.
11.2 Please outline specific proposals, which could result in:

(a) Reduction and redeployment of staff –
(b) Reduction of paper work- 
(c) Better work environment- 
(d) Economy in expenditure

(e) Professionalization of services

(f) Effective grievance redressal mechanism

(g) Reduction in litigation and grievances on service matters

(h) Better delivery of services/product by CPSEs to their users

(i) Any other suggestions
11.3 The concepts of contractual appointment, part-time work, flexible job description, flexi time etc. are expected to change the environment, provide more jobs and impart flexibility to the working conditions of employees? Share your experiences.
Reply:
They are not suited to the present work culture of PSUs.
COMPENSATION PACKAGE IN CPSEs AS ON 31.12.2016

1. Name of CPSE:

2. Financials Status of CPSE (loss making/BIFR referred/profit making/ Maharatna/ Miniratna/Navratna)

3. Status of Pay Revision: (in IDA scale of pay - 1987, 1992, 1997 and 2007)
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	5.
	Nature of employees:
	Regular (State No.)
	Contractual (State No.)

	6.
	Status of scales of pay: DPE model scales of pay
	Deviated scales of pay


7. Reasons for deviation in scales of pay:

8. Approval of competent authority for deviation:(Please state the authority approving the deviations)

9. Periodicity of wage/ pay revision:

10. Increments fixed/if percentage basis then indicate the percentage of basic pay:

11. Compensation Parameters

	Parameters
	Workmen
	Non-
	Executives below

	
	(unionized
	unionized
	Board level

	
	employees)
	supervisors
	(E-0 to E-9)

	i. Salary
	
	
	

	Basic (incl. PP & any other type)
	
	
	

	DA
	
	
	

	Sub-Total
	
	
	

	ii.  Performance Related Pay
	
	
	

	Sub-Total
	
	
	

	iii. Details of other perks and Allowances included in cafeteria basket.
	
	
	

	
	
	
	

	A
	
	
	

	B
	
	
	

	C
	
	
	

	D
	
	
	

	E
	
	
	

	Sub Total
	
	
	

	iv. Social Amenities/Benefits
	
	
	

	Housing
	
	
	

	Medical
	
	
	

	Education
	
	
	

	Others, if any, pl. specify
	
	
	

	Sub Total
	
	
	

	v. Superannuation benefit
	
	
	

	PF
	
	
	

	Gratuity
	
	
	

	Postretirement medical care
	
	
	

	Pension
	
	
	

	Sub Total
	
	
	

	vi. Any other items
	
	
	

	vii. Total (Cost to Company)

	
	
	


Note:- (i) While information on all components is requested for, at least total under each of the heads may kindly be furnished for detailed analysis by the pay Panel

12. Remarks, if any.
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