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CHAPTER 15

RECRUITMENT AND PROMOTION POLIC IES

PRESENT £ ITU,TION

The r=cruitment and prcmotion pclicies for

an organisation have an important bearing

on the quality of man-power. policy para-
meters in régard to these also affect the
growth of the employees within the orga-
nication. As such an examinaticn of policies
and practices in regard to recruitment and
promotion for the numerically cdominant cadres
in the corporation was made by the study team.
The situation as emerging is presented in

the succeeding paracraphs.

Apart from certain specific posts, direct
recruitment is done at the level of gunior
class I (gcale ps,700-1300), class II {scale
Rs. 650-1200), class IIT (non ministerial)
(Scale Rs.550-900), class IIT (ministerial)
(scale Rs.260-400) and class IV {scale

Fse 1962323 .

n the\éase of Junior class I, direct
recruitment is made through UpSC and is

limited to 50% of the avaiiable vacancics.
Remaining 50% vacancies are filled up from
~amongst devartmental candidatas on promotion.
cthe same system applies for class IT app2intments
in the scale of s, 650-120C,  7In case of

direct recruitment the esgential qualifications
and experience required for both the
appointments are degree plus 5 years experienceo.
pusirable criteria include knowleage of

social insurance or labour problems. 1In

<

i

it




both cases, for departmental cand didates, the

eligibility is 3 years service in the next

lower grade. Vacancies against promotion

in both cases are processed thr%ugh the DPCS-.

For dircct recruitment, the gpsc génerally
olds written competitive examination: followed

by an interview.Fer both the appointments.

y.acancies are advertiscd by the ypsC.

In the case of Insurance Inspectors /Manager
grade II Appointments, the essential qualifi-
catiocns for direct recruitment are degree with
3 years experience. oOhe third of the vacancies
are flllec up through direct rccrultmunt and
the remaining two third by pr0W3tl)n.

vacancies for direct recruitment are advertised

n 'ROzZgAar gamachs . The candidates are

e

given a written test in gencral Englisn,
gssay, prafting and Arithmatic as well as

ceneral xnamlpdow.

In the casc¢ of IDCS,; the minimum cducational
gualification is matriculation and recruitment
is made from amongst candidates spons ored by
the local employment exchanges. 25 percent
vacanéice are filled internally by selection
from peons. In both cases, the candidates
appear for a written test in English, geneeral

gnowledge and arithmatic.

RPCQNY‘ 1E mnT IC\I
on the ba S is of the analysic presented in

various partq AF thL rupcrt certain appointments

:15 ;hu QC?LL’Of % 650-1°OU uch as»ARD, S0,

ny ACCJunLS officer “otc. in RQClOﬂS nd

%fmé havu been rbCOWande for upqraﬁotzui




96

to DRD level. It is proposed that this : 1

chwnoe~dv r Chould be in a phased manner.

The existing 1ncumbbﬂts “who fulf111 the
bllGlblilty crlterla and are duly approved
by gglectlon as SUbSLQULDtlY proposed may ;
e promotud to thL ‘grade of Rs, 700=1300 to-——
“the thsnt of S0% of additional upcraded ;f#
posts. Tht remaining S0% upgraded posts may

be hcld by officers in the Crade of %.650-1200

5 an lnterlm measure and as and when posts

b@ ome ﬂvall 2ble throuoh SLparahlon etc.,

P -

thcuc bp r;llwo thrﬂach olrect recruitment
Wnly +ill the 50% arlty is reached; after

~\Wthh 50.50 formula can operatt normally."

we also believe that officers in the grade
of Rs.700-1300 would provide a pool of talent
for filling up senior appointments in the ' -

corporation in the days -to come. effective

measures to improve the quality of intake at - V L=

this level would help the corporation to

develop the managerial talent guide its ; =

sctivities with credit in the difficult times
ahead. as Ssuch their diiect recruitment should
he used for inducting suitably qualified

and well- endowed young people into the
organlsatlon, we, therefore, recommend the
following changés in the recruitment regulations

for direct recruitment at this level:- -

a) Besides the ecsential gualification
of a degree from a recognised
yniversity or equivalent, post-craduate
decgrees like MBA (cocial cecurity,
Finance, pe:sonnel) MSW, Law etc.
should be added as desirable

qualifications

it
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Presumably. 26ayears,

-OnAary. training

ES TG

internal employees,

e TEATTE R e
thatwappldreable “for-ddrect rec T ERE Tt

ferngentral..elas S~I--Serviees,™:

This may be relaxed
upto 30 years for BSIc employees, .

the rapid growth opportunities for the

Experience should not be insisted
upon for external candidates.

The vacancies should be given wide-

office are such where indepth knowledge of

are creat assets. 7Tt is recommended . that
these posts should be filled only b§ promotion,
TO improve quality profile at this level, it
is recommended that 25% vacancies may be filled
on the basis of merit, 25% on ‘the basis of

publicity in the national newspapers
and recruitment made through a system

of conpetitive examination and interview,

=CoVering . seocials

| SecuTityy marsgementand-internglT T ow
W@ﬁkingavsysten&:and:px@cedﬂras:ﬁﬁithefa

€) To ensure that fresh blood does find
its way into the ESIC, atleast 2/3rd
of direct recruits should be profe-

ssionally qualified freshers.
:15.2.3 The appointments of Manager grade 1 in local

working of ESIc and organisational experience

merit-cum-seniority and 50% on the basis. of

senicrity-cum-fitness. wchis would also enhance

igkees _should be. cdven-ene-yespis =



Tt is howcv :r, considered that experience’in
local offices would be desirable for direct
recruits in the grade of Rs, 700-1300, TO
this end,'f:esh entrants in this grade may

beTattached to local offices for a specified

period during training under the control of =

Regional,Director/Training officer.

In most of the jobs in the grade of Rs.550-900
in insurance administration, indepth knowledge
of the functioning of ESIC and experience in
the organisation would be an asset. This
level however can also be made an induction
point for fresh blood into the organisation.
we, therefore, propose that direct recruitment
at this level be, con%%n%é% but reduced from
its present level of Tt 25%. "phis wily
also increase the grewth opportunities for the
subordinate Staff. TO encourace meritorious
candidates, at least 25% of promotion vacancies
should be filled on the basis of merit.
promotion to this grade should be open to all
categories in the'grade Rse 425-700 including

Hindi asst/pp etc.

- The direct: recruitment vacancies qhould'b*:
w1de¢y advertised and to enable recrultment
of professionally qualified young persons.
Requirement of experience should be dropped
The existing age linit of 25-30 years may
continue,

It is also reéommended that for the recruitment
of 1DCs, the corporation, in addition to .
.callihg for the candidates from Fmployment
Exchancges should also invite open appllcatlons
through advertlsumcnt in selected media. This
would enablp the corporation to cast a wider
net and thus succeed in 1mprov1no ‘the profile
of 1nductees.
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promotion from UDC‘to Asst. should bé on -

merit for 25% of the vagancies.

Direct recruitment in the gtenographers
cadre. is made at the level of gtenographer
(Scale s.330-560) & pa (Scale Rs.425-700).
The recruitment criteria only differ in
respect of shortﬁand and Typing speed as
below: ' '

Category shorthand speed Type speed
étencgrapher 100 w PM j 40 W pM
PA 120 " SO n

-

It is ‘suggésted that direct recruitment of pas
may be resorted to only if internal candidates
carinot meet the specified test requirement.

whilst we are sympathetic to the procression
aspirations of the employees and. the view

that the benefits of growih in an organisation
should be shared by its employees, we also |
believe that for certain specific requirements
qualified and experienced persons with
necessary skills only should be recruited in
the larger iﬁterest of the organisation. ESIC
should internsally search where such a course
should be adopted and in case the corporation
would like to eﬁcourage its own employees !
then it must give potential incumbents suitable
exposure by way of training and experience

in related subjects. FExamples of suéh'relatively
specialised activities are public relations,

O & M, Management Services, Tpraining etc.

The corporation : should also evolve objective
methodelogies for assessment of merit before

promotion.
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