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HHIIGGHHLLIIGGHHTTSS  OOFF  TTHHEE  PPRROOPPOOSSAALL  OOFF  CCPPWWDDEEAA  TTOO  77
TTHH

  CCPPCC  
 

 CPWD Engineers Association represents more than 3400 Assistant Engineers 
(Civil & Electrical) and more than 600 promotee Group „A‟ Executive Engineers 
and Superintending Engineers of CPWD.  

 CPWD is the premier construction agency and technical consultant of 
Government of India of more than 160 years service to the nation whose 
Manuals, Schedules, Codes, Procedures are followed by all Central and State 
PSUs and other Public Works Departments of the Country. 

 The Engineers of CPWD are recruited at two levels i.e. at the level of Junior 
Engineer (Group „B‟ non-gazetted) through All India Competitive Examination 
presently conducted by Staff Selection Commission and Assistant Executive 
Engineer (Group „A‟ (DR-I)) through combined Engineering Services 
Examination conducted by UPSC. 

 Both the above cadres are integrated at the level of Executive Engineer.  AEE 
gets promoted after 4 years and JE gets promoted as AE after 4/5 years 
through LDCE/seniority and then from AE to EE after 7/9 years through 
promotion with 2:1 ratio AE : AEE. 

 Assistant Engineers (Gazetted Group „B‟) and Assistant Executive Engineer 
(Group „A‟ (DR-I)) perform exactly similar duties and responsibilities with same 
powers and the posts are inter-changeable and both of them form feeder cadre 
to the post of EE in the ratio of 2:1. 

 Over the years the pay difference between them has been widened by 
respective pay commissions and the 6th CPC even placed them in two different 
pay bands PB-2 and PB-3. The decades of experience gained by the JEs and 
AEs has not been rewarded by granting parity with freshly recruited AEEs or 
at least immediately next below to them. 

 The ratio of feeder cadre to the promotional avenues of AE vs. AEE is about 
18% vs 250% thereby resulting in acute stagnation at JE and AE level, despite 
three cadre reviews held during 1987, 1995 and 2012.  

 The JE gets stagnated for more than 22 years and the AE gets stagnated for 
more than 20 years and most of them are getting ad-hoc promotions. 

 The consolation for extreme lack of promotional avenues by way of ACP 
upgradations granted during the year 1999 as per promotional hierarchy of AE 
and EE have been greatly diluted by introduction of MACPS causing huge 
financial loss to them due to linking of upgradations to the Grade Pay instead 
of promotional hierarchy. 

 The JEs in PB-2 with GP 4200/- and the AEs in PB-2 with GP 4600/- are the 
least paid non-gazetted Group „B‟ and Gazetted Group „B‟ officers of 
Government of India. A common/datum pay scale for all Group „B‟ Non-
Gazetted Engineers and Group „B‟ Gazetted Engineers should be introduced 
as done in the case of Group „A‟ DR Engineers for maintaining horizontal and 
vertical relativities across all the Central Government Departments.  

 There is an urgent need to improve their pay scales and grant all three 
upgradations in lieu of functional promotions as per promotional hierarchy by 
7th CPC. 

 The Engineers in Design and Planning Units should be granted Design and 
Planning Allowances @ at least 30% and 15% of their basic pay. 

 Grade Pay system should be abolished and open-ended pay scales should be 
evolved as per National Council‟s submission. In fact our Association fully 
endorse the views and suggestions made by them and CCGGOO with regard 
to all general issues concerning the central government employees and 
Gazetted Group-B officers except where we made cadre specific 
recommendations for CPWD Engineers. 

 Recommendation of 7th CPC should be implemented from 01/01/2014, as DA 
was 100% on that day. 
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 Corrective actions & special care is required by 7th CPC against the anomalies 
created by 5th CPC & 6th CPC as stated in relevant chapters i.e. that related to 
MACP, Annual Increment, Fitment Table, Fixation, Un-harmonic distribution of 
Pay Scales, Entry Pay for DR, Unequal Multiplication-Factor, Distortion in 
Parity in Pay Scales amongst equivalent Cadres, Distortion in Quarters 
entitlement  Criteria etc. 

 There is a need for maintaining inter-departmental Horizontal & Vertical 
harmony in Central Govt Posts, Pay Scales & Promotional prospects as 
available for Group-„A‟ Organized Services at present.  

 The number of total Pay Scales should be reduced to 14, as proposed by 
National Council (JCM). 

 6th CPC Grade Pay & Pay Band should not be taken as exclusive basis for 
new pay determination. 

 Principles of determination of Pay Structure as per National Council (JCM) 
submission. 

 The minimum pay scale should be Rs 26,000 as on 01/01/2014 & maximum 
salary should be Rs 240000 with ratio of 1 : 8 and the difference between 
minimum & maximum salary should be harmonically distributed amongst all 
the cadres falling in between , as proposed by National Council (JCM). 

 Annual increment should be 5% with provision of option i.e. 1st January & 1st 
July. 

 Minimum Promotional benefit should be 10% of Basic Pay i.e 2 increments. 

 Time Bound Promotion system should be introduced for all cadres. Each 
cadre should get at least three functional Promotions failing which financial 
upgradations as per promotional hierarchy by modifying/improving MACPS.  

 Provision of Bonus for all Central Govt employees. 

 Provision of Grievances Settlement Machinery for Gazetted Officers as 
suggested by CCGGOO, otherwise representation in JCM forum should be 
made. 

 Hard Station/remote area/high altitude area/pilgrimage area allowance. 

 Project Allowance for working round the clock in time bound projects.  

 Non-practicing allowance @ 25% of basic pay to Engineers in line with 
Doctors.  

 Flexible complementary scheme in line with Scientists/Technical Officers. 

 Fixed conveyance allowance for working in scattered sites in same city or in 
various places where the works are going on. 

 Telephone allowance to all engineers who are always required to be in touch 
with their seniors/juniors to meet the work exigencies.  
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1.1 Ingenuity of Engineers through the ages: 

The art of Engineering has been all along associated with the prosperity of humanity. When 

people become an organised community, governing themselves by the consent of the whole or 

majority of the role played by technical minds in the gradual transformation of the savage 

society to the civilization of the present day world has been very much and quite considerable. 

The barren lands were tuned into „smiling fields‟. Arid areas, assured of irrigation by the 

ingenuity of Engineers were made to yield goods for the primary needs of the people. 

Communications, Housing and comforts of social life were all made possible by the tireless 

efforts of the technicians. To a discerning mind, it will be clear that without the sustained effort of 

planning, design and execution of complex technological processes, by men-employed on 

various branches of technology and science, mankind would have been denied the benefits of 

many scientific discoveries. 

1.2 Arduous nature of work of Engineers: 

 In meeting the challenge of the changing times, the technical men have always had to 

work hard against heavy odds. Their nature of work has been quite different from that of white 

collared employees and other administrators. Taking an instances of Hill Road construction in 

Chungthang (Sikkim), Construction of Roads and fencing along international border with 

Pakistan, Bangladesh and Myanmar etc., rehabilitation of Tsunami affected areas in 

Andaman & Nicobar Islands, the Engineers will have to work in the difficult terrains and tracts 

of over growth without minding the danger of attack of wild animals and dangers of epidemics 

due to frost-bite/mosquito bite, landslides, unwholesome drinking water etc. The hardships 

associated with the establishment of preliminaries for commencing the work in such areas are 

numerous. The arduous effort that go on round the clock of various fronts and levels till the road 

is constructed and a near life line is generated are rightly seen and appreciated by the national 

leaders but without a proper rewards for Engineers. Be it, a petty repair or a big building job or 

erection of machinery or erection of a power house or production of finished articles, the 

Engineers are called upon to deliver the goods. With enlightenment everywhere and the working 

classes being more conscious of their rights and privileges than their duties and obligations it is  

common knowledge, how difficult it is now-a-days to get things done. Under the circumstances, 

it is easy to assess the plight of the engineering graduates or diploma holders in all branches of 

the Government in trying to become worthy of the confidence, reposed on them. 

1.3.  High responsibilities and values: 

 The Engineer has to play a great role in the social and economic development of our 

country. Our developing economy calls for a special role of Engineers and full use of their 

creative faculties. 

 The spread of education and the knowledge of science have created a fair sense of cost 

consciousness, legal consciousness etc. generally among the masses. With this development in 

right direction, the Engineers shall have to be very keen in watching over the procedures of 

spending and economy in construction as well as in displaying a high sense of cost 

consciousness and protecting the larger interest of the State and customers. They will also be 

required to have a distinct and sharp understanding of rules and regulations, knowledge of 

market trends and qualities and usefulness of various brands of manufacture as well as of the 

exigencies of time. Without these special qualities and high calibre management techniques, 

they are apt to involve themselves in difficulties and incur considerable infructuous expenditure. 

The sense of responsibility and values have therefore, got to be of a very high order. 
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1.4  Engineers in British India and Welfare State: 

 In British India, the officers of the administrative departments were given more 

importance and better emoluments than Engineers and Scientists, as they were concerned only 

with Law and order and not the welfare of this countrymen. This disparity was more marked 

especially on the lower categories of Engineers who did not get higher emoluments as 

compared to the ministerial staff of Administration. The emoluments, even of the high ranking 

Engineers or heads of the Engineering departments, who had been given pay and status at par 

with the topmost non-technical officers were gradually brought down and this fall is still 

continued even in our welfare democratic State. 

 In this connection, we may recall the convocation address made by our Prime Minister at 

Roorkee University in November, 1967 that: 

 “It is odd that the greatest Doctors and Engineers in the country, who would be rated as 

the leaders of the profession and who save lives or add permanent assets to the nation, can 

rarely hope to receive the pay or status of Secretaries of Ministries. The brightest of our young 

men and women choose engineering and medicine. If they happen to go into Government, they 

are very soon overtaken by the general administrators. This must change and I am trying to 

change it.” 

 The Administrative Reforms Commission had also endorsed the view of our Prime 

Minister in their report on personal administration and laid considerable stress on giving 

appropriate status to the technologists in the hierarchy of the Administration. 

 Our People‟s President Mr. V.V. Giri has also expressed his feeling that : 

 “ I have great faith in our Scientists and Engineers and they must be encouraged 

in every way to make full use of their initiative and drive. I entirely agree that the cause of 

Engineers is a National cause which is to be looked into with greater urgency than ever 

before. It is unfortunate that there is a slot of frustration amongst Engineers and 

Scientists and that some of our best brains in the technological field are migrating from 

our country”. 

 By quoting all these, we do not mean to say that the commission is bound to follow 

implicitly in whatever our fathers did. To do so, would be to discard all the lights of current 

experience to reject all progress, all improvement. 

 We would therefore like to stress that the Seventh Pay Commission must consider the 

above aspects and decide the pay structure of scientists and technologists of the country at par 

with the general administrators, if not more. 

 

1.5 Different Standards: 

 All wage adjustments should conform to the broad standards and principles of 

socialistic policy as enshrined in our constitution. Disparities of income will have to be 

reduced to the utmost extent possible. The existing disparities between the remuneration 

received by the lowest and the highest grades of the Central Government employees are in 

excess of any requirement of reasonable differentials necessary for efficient service. On the 

other hand they create a wide gulf between the highest and lowest grades of staff causing 

dissatisfaction among the later and the extent of disparities is incompatible with the Govt‟s 

avowed socialistic objectives. It is iniquitous that while the lowest grade employees should be 

required to accept in the interest of country‟s economic development, a lowering of their already 

low standard of living (due to the continuous spiral of prices), the salaries of the highest grades 

should be left intact, in the interest of safe guarding their working conditions comparable to the 

private enterprises to attract right type calibre. This argument is untenable at the time when 

our country has already done away with the privileges of princes. 

 



7 
 

1.6 Comparison with the States: 

The pay of the Central Govt. employees shall not be made lesser than any of the State 

Govt. Employees as the former is liable to be transferred on All India basis including J&K. 

Arunachal Pradesh, A & N islands, Lakshadweep Islands etc. losing the contact of community 

and changing their social life similar to chameleon according to new environments unlike their 

counterpart in the States who have got settled life. When a central Government Employee 

having All India Transfer liabilities like our cadres requires to be compensated additionally for 

their extra liabilities, in comparison, on the other hand many of the State Governments are 

paying higher pay scales to their similarly placed engineers.  

1.7 Consideration on qualifications: 

 The general educational qualifications expected of candidates as well as special 

qualifications and training required of the holders of particular offices are important 

considerations. Even more important is the nature of duties and responsibilities of the 

office. Where qualifications for recruitment are identical or comparable, the starting 

salaries should also be comparable.  

              While it is almost an accepted principle everywhere to equate the diploma holders in 

the Engineering with the Graduates in Science and Arts etc, the need of due recognition of the 

Graduation in Engineering with more years of formal education graduation in science arts etc. 

was not accorded in the previous Central Pay Commissions, particularly the Sixth CPC, which 

had rather degraded the situation by putting them only at a lower pay scale of GP Rs 4600/-, 

without assigning any reasons and proper discussion. 

           In the field of Engineering, the experience earned in service with lower 

qualification is considered  as equivalent to the higher qualifications in Central and state 

Government jobs. This important aspect was not accorded due weightage in the career 

advancement formulations and pay levels. 

 When there are no regular prospects of promotion, an improvement in the scale of pay is 

justified. 

1.8   Consideration for Experience 

                The grass-root level experience gathered in the field of engineering for a considerable 

long period is vast and varied. The same needs to be given due recognition in all aspects of 

career advancement, like in the recruitment rules, pay levels and promotional avenues. This 

aspect is overlooked in the in the case of  Junior Engineer (Group- B non Gazetted) & the 

Gazetted cadre of the Assistant Engineers (CES and CE&MES Group „B‟) of CPWD.  

1.9 Consideration on extent of promotion outlets: 

 In determining the maxima of the scales apart from the duties and responsibilities, the 

grade structure of service, the strength of different grades and the extent of promotion outlets to 

a higher service had to be considered. Even though, the rules assure the minimum residency 

periods for career advancement for all the category of the Engineers, the same can be seen 

only in the papers, particularly in the cases of the lower and middle level cadres of the 

Subordinate Engineering cadre of the Junior Engineers (Group B Non Gazetted)  as well as  in 

the cases of the Gazetted cadres of the Assistant Engineers (CES and CE&MES Group „B‟) 

and Executive Engineers (STS) etc.  

1.10  Inadequate opportunities: 

        Even though, the Socialistic culture is enshrined in our constitution, the mighty Group A, 

having powers to administer, through the statutes, and through the medium of CPCs etc 

managed to widen the gap between „the equals‟ of Assistant Engineers (Central Engineering 

Services Group „B‟) and Group A Engineers (JTS-Group-A) over a period of time. 
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 1.11  Status and dignity: 

 Apart from the above, it is imperative on the part of Government to see that the officers 

are made enable to maintain their status and dignity beyond temptation. It means keeping them 

reasonably above want, as otherwise democracy cannot exist for long in the midst of want and 

poverty and inequality. 

       The cadre of the Assistant Engineers (CES and CE&MES Group „B‟), which was once being  

directly recruited also through the same Examination of UPSC  (till late seventies- which was 

subsequently substituted with  LDCE exam by UPSC) along with the Group A Engineers of the 

very department, in spite of having same duties and responsibilities, being the „Sub Divisional 

Engineers‟ along with the Group A Engineers (JTS-Group-A) sharing the similar hierarchy in 

subordinate(JE) and Superior(EE) are now treated with abysmally low Pay, perquisites and 

opportunities. 

1.12    The Changing shape of the Government : 

           A gradual transformation is taking place in the Central Government. The globalization 

and economic liberalization adds to causes for this transformation. The shape of government 

with downsized manpower in Central Government is always not in line with the actual needs of 

good governance. From 5th CPC to 7th CPC, the number of Engineers at the lower and middle 

levels decreased drastically only to cater the „want‟ of creating more career advancement 

prospects at the higher echelons. 

               An approach of rightsizing the government Ministries and departments is required; not 

the downsizing which is unethical. The cadres at the field who have to deliver the goods need to 

be strengthened with adequate staff for execution to maintain the quality standards in all 

services and original works. 

 For proper penetration of the decision and policies of the government to the required 

levels for the implementation of such decision & policies a well paid manpower is required in the 

government. In comparison with the Public / Private sector, the engineers, particularly at the 

execution levels of the Central Government are poorly paid and the dignity and morale is 

decelerating day-by-day. A drastic change is the need of the hour.  

************* 
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2.1 Role of CPWD  

 

CPWD is the premier construction agency of the Government of India and plays a pivotal role 

in the construction programme of government projects. It also undertakes the projects of 

Autonomous Bodies and Public Sector Undertakings as Deposit Works. Besides being the 

construction agency of the government, it performs a regulatory function in setting the pace and 

programmes for the building industry in the country. The DG, CPWD also functions as Technical 

Advisor to the Government of India. CPWD executes projects on turnkey basis including all the 

services viz. Water supply, Sewerage, Roads, Electrical, Air conditioning, Fire fighting etc. It also 

offers consultancy services for construction projects right from concept to completion. Expertise 

in all fields of building construction namely Architecture, Civil Engineering, Structural 

Engineering, Electrical & Mechanical Engineering and Horticulture are available under one 

umbrella. The department takes upon itself full responsibility for planning, designing, estimation, 

evaluation of bids, finalization of contracts, defending arbitration and court cases. Once the work 

is entrusted to CPWD, the client is relieved of the responsibilities of getting the plans approved, 

appointing contractors, arranging materials, resolving disputes with the contractors, arbitration, 

court cases etc. The department provides comprehensive building construction management 

services and the project becomes the responsibility of the department. 

 

2.2  Genesis and brief history 

 

Genesis of CPWD can be traced way back to 1849 under the British period. In that year, the 

Punjab was annnexed by the British and Department of Public Works was created for the 

improvement of Grant Trunk Road to Peshawar. The oldest Division of CPWD was setup in 1863 

in Ajmer. Onwards this period, the department executed several works in various provinces 

CPWD played a key role in shifting the National Capital from Calcutta to Delhi. It constructed 

monumental buildings like Rashtrapati Bhawan. North and South Blocks and the Parliament 

House between 1914 and 1932. The Department formally started functioning as CPWD in 1930. 

It looked after the vast office and residential campus of the Central Secretariat  and allied forces. 

There after the costly Civil Aviation works in Rangoon, Calcutta, Bombay, Karachi, Lahore, 

Baluchistan, Persian Gulf were also entrusted to this department. It was also required to carry 

out the construction works of Archeological, Post & Telegraph, Indian National Airways and other 

such organisations  as deposit works. By the end of the year 1940, all centrally financed Civil 

works were entrusted to CPWD. The scope of CPWD works increased phenomenally during 

World War II when it constructed various airfields, accommodation for army, several wartime 

structures and communication services. 

  It actively participated in the national development process in post independence era 

when new responsibilities were given to CPWD. It had setup many rehabilitation  of displaced 

persons from Pakistan after partition of the country. It created social and physical infrastructure 

in all sectors of development. The prestigious work of linking the state of J&K with rest of the 

country by constructing Pathankot-Jammu Road involving a number of bridges and a mile long 

Benihal Tunnel was executed in a record time. It involved itself in executing large number of 

Defence works after hostilities with China and Pakistan. CPWD had undertaken pioneering 

development works in inaccessible areas like Arunachal Pradesh, Nagaland, Tripura, Mizoram, 

Himachal Pradesh, Andaman & Nicobar, Lakshadweep Islands etc. It contributed greatly towards 

Green Revolution by constructing grain storage facilities all over the country. 

 

2.3     Activities of CPWD 

 

  The activities of the CPWD have grown steadily over the years. After the independence 

the department has participated very actively in the national development process and have 

contributed to virtually all sectors of development whether these relate to education, culture, 

sports, mass media, surface and air transport, Defence, Housing, health, external affairs, 



10 
 

agriculture, scientific development, industrial projects or the construction of Samadhis and parks 

or organizing trade fairs/international conferences etc. Over the years the department has gained 

rich experience in wide ranging fields. 

 

 It has good track record for quality, cost effectiveness and handling difficult and 
emergent nature of works like Border Fencing/Tsunami etc. 

 

 CPWD has developed specifications, systems and procedures which ensure proper 
utilization of public fund and  

 

 Ensures total accountability to the Government of India. 
 
2.3.1    CPWD has met challenges more successfully than any other construction agency. The 
projects executed range from Lutyen‟s Delhi early in this century, through refugee townships in 
Delhi, important strategic roads in the border, massive construction in Delhi and other places 
soon after independence to recent projects like flyover and the Nehru Stadium for Asiad, 
preparations for NAM and CHOGM, the works for Festival of USSR in India and the Border 
Fencing. 

 
Pioneering development work in areas like  Arunachal Pradesh, Nagaland, Tripura, Mizoram, 

Himachal Pradesh, Andaman & Nicobar, Lakshadweep Islands etc..were done by the CPWD. 
 
CPWD has also successfully carried out Government of India Aid Projects in various foreign 

countries like Nepal, Mauritius, Afghanistan, etc. It also constructed Embassies for the 
Government of India in Pakistan, Sri Lanka, Zambia and other countries. 

 
   In every single instance of priority, time – bound projects like Vigyan Bhawan, NAM 

CHOGM works, Asiad works, CPWD has delivered the goods to the full satisfaction of the 
authorities. Department is involved in a big way in assessment of loss to Govt. property in 
Gujarat on account of massive earth quake that rocked the state in January 2001. The 
Department is involved in rehabilitation of structures. 

 
       The C.P.W.D. is also executing the works of Border Fencing and Roads in Punjab, 

Rajasthan, Gujarat and Indo-Bangladesh border sectors for which not a single Department came 
forward to take up the job. At present the CPWD is executing the Indo- China corridor Path in a 
high altitude of 19000/20000 ft at CHUNGTHANG, SIKKIM, a project refused by the BRO for 
execution.  

 
2.3.2 CPWD has been a leader and pacesetter in structural designs, new techniques 

and technologies, specifications contract documents and procedures. It is a compliment 
to the Department that most of public sector and private sector follow the norms and 
procedures of the CPWD. 

   
 
2.4   Sectors of operation 

 

  The Central Public Works Department (CPWD), is the principal agency of the 
Government of India for construction as well as maintenance of all Central Government buildings 
and projects excluding those belonging to Railways, Defence, Communication, Atomic Energy, 
Airports(national and international) and All India Radio. 

 
2.4.1 The Central PWD handles a wide range of projects like Housing and office complexes. 

Hospitals, workshops and factories, Hostels and Hotels, Food Grain storage structures, Roads, 
National Highways, Bridges and Flyovers, Airport Computer Centres, Environmental and other 
utility services. It also executes Border Fencing, Flood lighting and Road projects in difficult 
terrain and under hostile conditions along the Indo Pak and Indo Bangladesh border. CPWD has 
its field units all over India to take up construction and maintenance works even in the remotest 
parts of the country. Through its countrywide network of planning and construction units, it also 
undertakes the works of Public Sector Undertakings and Autonomous bodies as Deposit works 
CPWD has also executed many overseas works such as construction of Embassies and 
Hospitals buildings in various countries and Roads & Bridges in Nepal. 

 
2.4.2 CPWD involves itself in a project from the stage of selection of site takes up geo-

technical investigations, field data collection, prepares architectural, structural, electrical, air 
conditioning and landscaping designs and drawings, undertakes construction management 
including quality assurance and continues its responsibility through post completion maintenance 
management etc.  
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2.4.3 CPWD has to its credit construction of prestigious buildings like Rastrapati Bhawan. 

North and South Blocks and the Parliament House, Vigyan Bhawan and many Multi storeyed 
structures, Stadia like J.L.Nehru Stadium, National Stadium in Delhi and Beautiful landscapes 
and Gardens in the hot and arid areas like Delhi. It is an organization which can render the most 
comprehensive services in the field of planning, design, construction and maintenance 
management, for all Civil Engineering projects with Total Quality Assurance for all types of 
structures. 

 
2.4.4 It renders consultancy in the field of planning and design and also takes up supervision 

consultancy through its Consultancy Wing for PSUs, Autonomous bodies, Co-operative Societies 
and for projects abroad. It has so far provided consultancy services for work in as many as 10 
countries outside India. 

 
2.4.5 During the span of decades of its existence, CPWD has developed proven competence 

in the fields of Architectural, Structural, highway and Bridge Engineering, Utility Services, 
horticultural, and Project Management with an in-built Quality Assurance System. 

 

  Sectors of operation are summarized as under:  

 

SECTORS TYPE OF CONSTRUCTION 

HOUSING  Residential, Non Residential & Institutional buildings 

of various organizations 

INFRASTRUCTURE Roads, Bridges, Flyovers, Tunnels, Runways, Airport, 

water supply and sewerage, telephone exchanges, 

Microhydel schemes, transmitting stations etc.  

EDUCATION Universities, Schools, Colleges, Training Institutes 

HEALTH Hospitals, Dispensaries, Medical Institutes 

AGRICULTURE, INDUSTRY & 

COMMERCE 

Industrial Bldgs, Printing Presses, Mints, banknote 

presses, Paper Mills, Exhibition grounds. 

TOURISM & RECREATION Monuments, hotels, Holiday Homes, Tourist Centres 

ENVIRONMENT Energy conservation, Sanitation, Water supply, 

Horticulture 

SCIENCE & TECHNOLOGY Laboratories, Computer Centres, Observatories 

AVIATION Airport buildings, Runways, Runway lighting and allied 

works 

SPORTS Sports complexes, stadia 

ART & CULTURE Statues, Cultural Centres, Art Galleries, museum, 

Theatres, Auditoriums, Exhibition halls. 

CEREMONIAL WORKS Works related to celebrations of Republic Day, 

Independence Day, functions in Samadhi Complexes 

and other Govt. functions 

NATIONAL SECURITY Border Fencing/ Flood lighting, Road and other works 

of paramilitary organizations in border and remote 

areas. 

 

2.5 Ten missions according to the Hon’ble President Dr. A.P.J. Abdul Kalam (as put 

forward by him in his address on the occasion of celebration of 150th year by CPWD 

on 19-07-2004 are as follows:-) 

The focus of Central Public Works Department during the next two decades could be in 

evolving and implementing the following suggested missions:- 

1. Building design, which uses maximum solar energy and reduces the energy 

consumption per square metre by half compared to the present practice. 

2. Water harvesting, water recycling and water management scheme in all buildings to 

reduce the fresh water consumption by at least 50% within five years. 

3. Buildings in Zone IV of the earthquake prone area conforming to a cost effective and 

adoptable standard for earthquake prone building including protection mechanism 

and appliances to avoid fire hazards. In this connection, design of buildings in 
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earthquake regions of Tokyo, California, Kutch, Uttaranchal and Latur could be one 

of the inputs. 

4. Constructed buildings are to be water-proof free for at least ten years without any 

maintenance, this should be taken as a challenge. 

5. Requirement of all services such as civil, electrical, water, drainage, gas, and 

communication are planned and integrated in the conceptual stage itself, thereby 

needing no rework after building construction.  

6. All buildings to be made friendly for disabled persons through special provisions. 

7. Maximum use to be made of green building materials such as recycled fly-ash 

bricks, and equipment and green building concepts. 

8. Department to seek ISO certification and also promote engagement of contractors 

who are ISO certified for enriching the quality of future buildings through total 

Quality Management. 

9. Conduct a yearly seminar in partnership with industry, educational institutions, 

scientific institutions and users for deriving state-of-the-art knowledge for 

incorporation in future assets and cost effective modernization of existing assets. 

10. CPWD may evolve a management structure for its vast organization across the 

country through the implementation of networked e-governance solutions to 

promote higher level of transparency in multiple transactions.  

 

       On the day the Central Public Works Department (CPWD) completed 160 years of service 

to the Nation, the principal engineering organization of the government received both 

compliments for its contribution and words of caution to withstand competition. 

 

      2.6 Hon‟ble President, Shri Pranab Mukherjee (on the occasion of celebration of 160th 

year by CPWD on 12-07-2014) addressed as follows; 

The sphere of activity of CPWD is centre not only on big urban areas but also remote places. I 
am told that CPWD has executed works at the Rann of Kutch, Thar Desert, in high altitude 
areas of the Himalayas, North Eastern Region and also in Afghanistan. The projects 
implemented by it which include green building, city infrastructure, sport facility, educational 
institution, and residential and office complex are commendable.  

 The construction sector is marked by dynamism in terms of concepts, techniques and efficiency 
parameters. Any modern organization operating in this evolving field can ill-afford to ignore the 
latest developments taking place. It is incumbent on organizations like CPWD to possess sound 
technical pre-requisite to launch initiatives in various infrastructure domains. It is for CPWD to 
adopt state-of-the-art procedures for maintenance of assets. It is understandable that old 
organizations are often burdened with out-dated practices. The challenge is therefore to 
become vibrant and enterprising, and respond quickly to the changing external environment. I 
expect no less from a department of CPWD‟s calibre and capability.  

           CPWD should evolve into a smarter, more dynamic and highly professional organization. 
It should benchmark itself with the best in the world. It should adopt global best practices to be 
able to orient itself towards efficiency, cost and quality consciousness and on-time 
performances. It should adopt latest management techniques to bring in greater efficiency 
throughout the system. It should go for information technology (IT) solutions to attain greater 
transparency and speed in decision-making. With India‟s high level of competence in the IT 
sector, it should not be difficult to achieve synergy between IT initiatives and organizational 
goals of CPWD. In this context, I applaud the organization for having e-governance as the 
theme for this year‟s annual day celebrations.  

       CPWD, as a technical department, should focus on areas where innovation and 
modernization in the infrastructure sector can lead to accelerated economic development. Last 
mile connectivity of rural roads, health and educational infrastructure, water supply and 
sanitation are some areas that immediately come to my mind. I am sure that the Ministry of 
Urban Development will provide guidance in this direction.  
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         CPWD should constantly make efforts at adopting innovative designs and practices for 
construction. In today‟s perspective, sustainable habitat is the need of the hour. Energy-efficient 
building is „the‟ important strategy for sustainable urban development. CPWD should build 
enough capacity within the organization to use latest technology in implementing green building 
projects. At the same time, it should also pay heed to the aesthetics of these new buildings.  

        I am confident that CPWD will help improve infrastructure across the country in an efficient 
and transparent manner and contribute towards sustainable development. I expect CPWD to 
continue serving the country with renewed dedication and commitment in the years to come. 
Remember the words of Mahatma Gandhi who had said and I quote: “Consciously or 
unconsciously, every one of us does render some service or another. If we cultivate the habit of 
doing this service deliberately, our desire for service will steadily grow stronger, and it will make 
not only for our own happiness, but that of the world at large”  

 
      2.7 Hon‟ble Union Minister of Urban Development, Parliamentary Affairs  and Housing & 
Poverty Alleviation, Shri M. Venkaiah Naidu while recalling the contribution of CPWD on 
the 160th CPWD day on 12/07/2014 urged CPWD to be alive to the emerging challenges. 

         He said CPWD‟s objective should be 3 Cs (Conceptualize, Compete and Complete in 
time) through a strategy of 3 S (Skill, Scale and Speed). 

******** 
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3.0    Cadre Structure  

A) Field Units of Section, Sub Division & Divisions 
 

      1)   Junior Engineer  (Subordinate Engineering Cadre of Group B Non- Gazetted) 

      The initial entry of the Qualified Engineers in C.P.W.D. is at the level of Junior 
Engineer (Group B Non- Gazetted) and are posted in field units under Sub Division 
offices and in planning unit at Circles/Zones. 

 

2)  The next post in the hierarchy of Engineers in both Civil and Electrical Wings in 
C.P.W.D. is of Sub Divisional Engineers and it consists:- 

 

     (a) Assistant Engineer (Group „B‟ Gazetted Post & Promotional post of Junior 
Engineer)                                       

                                                             OR     
 
      (b) Assistant Executive Engineer (Group „A‟ Direct Recruitment-JTS) 
       The post of Assistant Engineer and Assistant Executive Engineer are 

interchangeable in C.P.W.D. with equal duties, responsibilities and Financial 
powers and are posted in field as in charge of Sub Division Offices responsible for 
execution of the Construction and maintenance works and in various 
Administrative units responsible for initiating administrative and planning part of 
works portion   

 

 

3)  Executive Engineer (Group „A‟) (Senior Time Scale level &NFJAG level) post) 
(Promotional post for AE & AEE) – Executive Engineers are heading the Divisions 
and Planning and design units of the administrative units. 

 
         B)                                              Administrative Units 

 

4) Superintending Engineer (Group „A‟) - The SEs are in charge of Circles. 
 (Junior Administrative level post)  
 
5) Chief Engineer – The CEs are in charge of Zones(Sr. Administrative level post) 
 
6) Additional Director General – The ADGs are in charge of Sub- Regions 
 
7)   Special DG- The Spl. DGs are in charge of  Regions.(Newly created posts) 
 
8) Director General (Head of the Department) 
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Table 3.1   Engineering cadre strength of CPWD through years  
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Senior Administrative posts (Group - A ) 

1 DG (W) 1 1 NIL 1 - NIL 1 1  

2 Spl DG(C) 0 0 0 0 0 0 2 4 +400% 

3 Spl DG(E) 0 0 0 0 0 0 0 1 +100% 

4 ADGs(C) 0 3 300% 9 +9 +900
% 

10 11 +1100
% 

5 ADGs(E) 0 3 300% 9 +9 +900
% 

0 3 +300% 

6 CE (C) 16 33 106% 42 +26 +163
% 

42 63 +294% 

7 CE (E) 2 3 200% 10 +8 +40% 10 15 +650% 

8 SE (C) 66 119 80% 157 +91 +138
% 

157 169 +156% 

9 SE (E) 18 36 100% 43 +25 +39% 43 50 +178% 

 Total 103       317 +202% 

FIELD UNIT  POSTS (Group A,B & C ) 

10 **EE (C) 356 420 18% 581 +225 +63% 581 645 +74% 

11 **EE (E) 98 136 39% 171 +73 +74% 171 224 +106% 

  12 AE (C) 1287 1742 35% 1930 +643 +50% 1887 2200 +66% 

  13 *AEE (C) 50 60 20% 80 +20 +25% 80 100 +100% 

14 AE (E) 436 650 49% 715 +279 +64% 724 890 +78% 

15 *AEE (E) 10 15 50% 20 +5 +33.3
% 

20 25 +150% 

16 JE (C) 4185 3489 (-) 17% 2806 (-
)1821 

(-)33% 2387 2200 (-) 
47% 

17 JE (E) 1625 1283 (-) 21% 1061 (-)651 (-)35% 967 890 (-) 
45% 

 TOTAL 8047       7174 (-) 
11% 

 Group B 
& 

C/Group 
B Non- 

Gaz  (I/c 
Gr A  

posts for 
promotee

s) 

7760       6760 (-) 
13% 

 Exclusive 
to Group 

A 

287       414 +44% 

** Includes Group A(DR) quota posts. As per the existing rules- 33.33%             
*Group A-DR  posts. 
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3.1 System of execution of work 

              As mentioned IN Chapter-2, CPWD handles a wide variety of works related to the 

Construction/Maintenance of different ministries and departments of Govt. of India as well as 

autonomous bodies/undertakings. On receipt of requisition from the client department, 

preliminary drawings for the work are prepared and preliminary estimate is submitted to the 

clients for accord of Administrative Approval & Expenditure Sanction (A/A & E/S). On receipt of 

sanction detailed architectural drawings and structural drawings as well as tender document are 

prepared. Various CPWD officers have been delegated powers for finalizing the tender 

documents on the basis of cost of the   work involved. E-Tenders are called by Executive 

Engineer (Divisional Engineer) or by Assistant Engineer/Assistant Executive Engineer (Sub 

Divisional Engineer) who heads the sub division with 2 to 4 JEs under them. Tenders are 

accepted by the competent authority and work is awarded. This is the end of the stage of 

preconstruction activities, which are coordinated by Senior Architect and Chief Architect. 

                This division is responsible for making all payment to the contractors and rendering 

the account to the Pay & Accounts Officer for the funds allotted to the division. Works of 3 to 4 

sub divisions headed by the AE/AEE are coordinated by an Executive Engineer, who heads a 

Division. Works of 3 to 4 divisions are coordinated by a Superintending Engineer, who heads a 

Circle. Depending upon the necessity and urgency of work, he allots funds to the Executive 

Engineers and watches the progress of work. Works of 3 to 4 circles are coordinated by a Zone, 

headed by a Chief Engineer. Works of Zonal Chief Engineer, Chief Engineer (Elec.) Chief 

Architect etc are coordinated by Additional DG who heads a Sub-Region.  

3.2     Challenges in front of C.P.W.D.   

3.2.1 Non-attractiveness of the Qualified and competent Engineers in C.P.W.D. & Exodus      

of field Engineers from the department 

          All the compliments or bad name actually lies in the performance of the field engineers 

where the actual delivery system come in contact with the end users. Hence, the personnel with 

a satisfactory service life are very much required in position to deliver. 

       Unemployment of the Engineers in our country is on rise. The cadre had undergone gradual 

degradation on one side, when the duties, responsibilities and challenges increased day-by-day 

and without any scope for career advancement and better pay scales. The recruitment pattern 

in the recent past shows hardly 60% Junior Engineers are joining in the department after 

selection. After joining also, 50% to 60% of these few Engineers are „leaving the department 

for good‟ within short span after seeing the career prospects and pay levels available to 

them. 

3.2.2    Poor Cadre management and Training 

           As per the approach note for cadre management of the Department of Personnel and 

Administrative reforms (Cadre Review Division), the cadre is to be managed in accordance with 

the structural aspects, personal aspects & procedural aspects. Detailed guidelines were 

issued in this respect. However, these norms were flouted by the management which ultimately 

lead to a situation where in the Junior Engineers which is the grass root level cadre of C.P.W.D 

had to wait 22 years &  Group B the Asst. Engineers up to 20 years for their 1st promotion that 

too-adhoc) in spite of 3 cadre reviews till 2012 & a situation prevails in an engineering 
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department, where almost all non-technical cadres, gets 2-3 promotions in their service. The 

cadre management authority managed to improve the promotional avenues with minimum 4- 5 

promotions for Group „A‟ engineers in the department by creating more and more promotional 

avenues for them through the 3 cadre reviews at the cost of the rest of the employees. This is 

not only unfair but also is in violation of natural justice. 

            Moreover, due to this unprecedented increase in functionally non- justifiable posts 

created at at senior levels, all the ministerial staff attached to the field units at correspondence, 

drawing and accounts branches were gradually withdrawn and attached to these posts without 

any functional justifications. This had adversely affected the normal functioning of all the field 

units.              

          There is not even a single properly trained HR person deployed in the department. There is 

a need of deployment of IAS cadre at senior level for this purpose to avoid discrimination and a 

proper management. 

          There is a need of removal of existing gross discrimination which continues even in all the 

matters of training to the engineers in the name of „Group A‟ and „the rest‟. 

 

 

3.2.3   Competition from Public Sector Undertakings with commercial interest in the post 

GFR-2005  Scenario 

On 1st July, 2005, Ministry of Finance has introduced the new GFR-2005, replacing 

many provisions contained in GFR-1963. Some of the new provisions may be good from the 

view point of Ministry of Finance, but some vig. Rule 126 of GFR-2005, replacing the Rule 136 

of 1963 is very bad from the view point of C.P.W.D., because it affects the very existence of 

C.P.W.D.  

The new provisions, which allow many Public Works Organizations/PSUs to compete, 

will certainly snatch some of the works from C.P.W.D. which are mainly situated in urban areas, 

leaving the other works located in remote / unpopular places such as North Eastern Region and 

interior places of Bihar to C.P.W.D.  

The greatest discrepancy in GFR-126 of 2005 is that, it totally negates the C.P.W.D. and 

favours only other government organizations. Because, it allows all other govt. organizations to 

compete and acquire the Central Govt. aided works, which is so far domain for the C.P.W.D., 

whereas it does not allow the C.P.W.D. to compete and acquire any works which are not 

Central Govt. aided. 

In the present scenario, i.e. post GFR-2005, C.P.W.D. is pushed to the competition 

market without considering the purpose of its service to the nation, for which it was established. 

Today, it is an unfortunate situation that, the department has to compete with many of 

the Public Sector Undertakings for its survival along with its normal services. Some of 

these undertakings are enlisted contractors in C.P.W.D, who do not follow public accounts 

procedures like CPWD. 

 To face these competition and also to keep the self esteem and morale of the government 

servants, it is necessary to provide them with higher grades, scale of pay and promotional 

avenues, and other required infrastructure etc. 
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3.2.4     Age old practices, Manuals, Cumbersome procedure. 

           The age old practices, manuals, cumbersome practices are still being followed without 

many changes which are required in the present changed circumstances. The present set up 

put unwanted, undesired burden on the field Engineers, particularly on the JEs/AEs to face the 

challenges as required today, thus review & change of the manuals, guidelines and codes is 

required. 

3.2.5   Hierarchy 

        General/model Hierarchy of Engineering Cadres of C.P.W.D (Up to CE level) & 

equivalent in CPWD and some other Engineering Organizations and Sttes shows the 

pattern of their Cadres including their Pay Scale, designations as below 

 

Table 3.0  Cadre Hierarchy of Engineers in CPWD 

S. 
No. 

Functional 
Posts 

CPWD w.e.f.  
1-1-2006 

Railways w.e.f.  
1-1-2006 

Govt. of Kerala 
w.e.f.  

01-07-2009 

Govt. of 
Tamilnadu 
01-01-2006 

Airport 
Authority of 

India 
01-01-2007            

Govt. of 
AP/Teleng

ana 

1 Zone Chief Engineer 

PB-4 i.e 37400-

67000+ 

GP 10000 

Chief Engineer 

PB-4 i.e 37400-

67000+ 

GP 10000 

Chief Engineer 

48640-59840 

Chief Engineer 

37400-67000+ 

GP 9500 

Executive 

Director 

(62000-80000) 

Chief 

Engineer 

2 Circle Superintending 

Engineer 

PB-4 i.e 37400-

67000+ 

GP 8700 

Deputy Chief 

Engineer 

PB-4 i.e 37400-

67000+ 

GP 8700 

Superintending 

Engineer/Dy 

CE 44640-

56340 

 

Superintending 

Engineer 

37400-67000+ 

GP 8700 

Dy. GM 

(36600-62000)/ 

Jt. GM  

(43200-66000) 

after 3 years 

& GM 

(51300-73000)  

in 5 years 

Superinten

ding 

Engineer 

3 Division Executive 

Engineer 

PB-3 i.e 15600-

39100+GP 6600  

& 

PB-3 i.e 15600-

39100+GP 7600 

Divisional 

Engineer 

PB-3 i.e 15600-

39100+GP 6600  

& 

15600-39100+GP 

7600 

Executive 

Engineer 

36140-46640/ 

40640-54140 

(HG) 

Executive 

Engineer 

15600-

39100+GP 

7600 

Sr. Manager 

(29100-

54500)/  

Asst.GM 

32900-58000 

after 3 years 

 

Executive 

Engineer 

4 Sub 

Division 

Assistant 

Engineer 

(promotee) 

PB-2 i.e 9300–

34800+ GP-

4600/  

Assistant Exe- 

Engineer(DR) 

PB-3 i.e 15600-

39100+ GP 5400 

Asst.Engineer/ 

Assistant Dvsl- 

Engineer 

PB-2 9300–34800 

+ GP 4800 and  

after 4 years 

PB-3 15600-

39100 + GP5400/ 

Assistant Exe- 

Engineer/Dvsl- 

Engineer (DR) 

PB-3 15600-

9100+5400 

Assistant 

Executive 

Engineer 

(promotees) 

21240-34500/ 

24040-36140 

(HG) 

Assistant 

Executive 

Engineer 

(promotees) 

15600-

39100+GP 

6600 

Asst. Mgrs 

(promotee) 

(20600 - 

46500)  

& Managers 

(24900-50500) 

after 2 years 

for degree 

holder and 5 

years diploma 

holders 

Dy. Exec. 

Engineer 

(promotee) 

5 Sections Junior Engineer 

(Designation of  

Section Officer 

changed after 3
rd

 

CPC) 

PB-2 i.e 9300–

34800+ GP 4200 

 

Sr.Section 

Engineer/Section 

Engineer 

PB-2 i.e 9300–

34800+ GP 4600 

Junior Engineer 

(Earlier 

PWI/IOW) 

PB-2 i.e 9300–

34800+ GP 4200 

Assistant 

Engineer/Junior 

Designer 

20740-33680 

Assistant  

Engineer 

(degree)-

15600-

39100+5400 

Junior 

Engineer-

(Diploma) 

9300–34800+ 

GP 4600 

Junior Executive 

/Senior Supdtt. 

(earlier JE) 

(16400-40500) 

Assistant 

Executive 

Engineer/ 

Assistant 

Engineer 

 
Observations:- 

 Generally, the sub-divisional posts are having designation of the „Assistant Executive 
Engineers‟/ „Dy. Executive Engineer‟, irrespective of their recruitment is direct or by way of 
promotion/qualifications. All these cadres also include candidates with minimum Diploma in 
Engineering or less. Majority of them are having designation of Asst. Executive Engineers. 



19 
 

And the Designation of Asst. Engineer is more prevalent for „section in charges‟ in the State 
Governments. 
 

 State Governments/PSUs are having better promotional prospects for their similar cadres of 
Group- B  level Sub Divisional Engineers. 

 

 State Governments/PSUs/ Other central departments  like railways are having better pay 
scales for their similar cadres of Group B  Sub Divisional Engineers. Some are being given 
with PB-3 Scale as basic and some with time bound manner. 

 

 State Government departments are also having 3 to 4 ACP (Time bound pay scales) available 
to them in a span of 18 to 30 years. 

 

 The Engineers (Civil& Electrical/mechanical) in the Scientific organizations under Govt. of 
India with similar duties are better placed with Flexible Complementary Scheme (FCS) as part 
of their career progression, which ensures 5-6 time bound promotions in addition to the extra 
20% by way of PRP. 

 

 In Majority of the state Governments, there is no direct recruitment at Sub Divisional level 
posts. They are promoted from the sectional level posts. 
 

 

3.6.      

 

3.6.1 The Central P.W.D. Engineers Association is recognized by Govt of India sfor the 

last more than 4 decades representing all the promotee Gazetted cadres which 

includes the Assistant Engineers (CES and CE&MES -Group „B‟) numbering 

more than 3400 and Executive Engineers (STS, NFJAG) and the Superintending 

Engineers (JAG) etc. of both Civil (Central Engineering Services -Group „A‟)   and 

Electrical (Central Electrical and Mechanical Engineering Services) streams 

numbering more than 600. 

 

3.6.2 This Association of C.P.W.D. Engineers is recognized by the Govt. of India since 

more than four decades and represents more than 90 % of Gazetted Engineers 

of the Central Public Works Department with encadred posts in PWD (NCTD), 

Income Tax- Valuation Cell,  CCU wing in Environment & Forest Ministry etc. (As 

it can be seen from the organizational chart, out of the total 7491 Engineers of C.P.W.D, 

more than 90% engineers falls under the Group B (Gazettted and Non -gazzetted) 

 

3.6.3 This Memorandum is mainly to give a thrust on the grievances and the demands 

related to the base constituent cadre of Assistant Engineer members of this 

association on the structure of emoluments and service conditions and it reflects 

radically, the duties responsibilities, proper qualifications, competency and the 

real status of the Gazetted officers working as Engineers under the 

administrative control of Ministry of Urban Development, Govt. of India.  It is 

aimed to safeguard the interests of government in General and the department in 

particular along with the fulfillment of the interests of the Govt. Employees in 

general and of all Engineers in particular, in a more socialistic culture as 

enshrined in our Constitution..    
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DISPARITIES BETWEEN PROMOTEE Vs DIRECT RECRUITEE 

 

     4.0 The hierarchy of the Engineering cadres of CPWD, (which is the principal Engineering 

Department of our country and supposed to be the model engineering department for all the 

Engineering departments of States/PSUs in many aspects.) is almost similar in the various 

functional levels except for some additional levels created at the top level in the recent past. 

            The posts of Engineers at the sub division level bearing the designation of Assistant 

Engineer (promotee) and Assistant Executive Engineer (DR) in CPWD are equivalent and 

interchangeable. Both   the cadres together form the feeder cadre of the Executive Engineer.  

There existed some disparity between these promote and the direct recruited and the same was 

not addressed by the Central Pay Commissions without assigning any valid reasons..  

   4.1 The gap between these similar cadres was widened by the Sixth Central Pay 

Commission. It had not only widened the gap in the pay levels but in the allowances and 

the other perquisites for performing the same duty.  

            In spite of having interchangeable duties, the pay scales of the Assistant Engineer 

and Assistant Executive Engineer had differences for the last known 4 decades. When, 

the stagnation was not a major crisis in the beginning, this difference was minimal at the 

entry level pay scales.  

              However, paradoxically, this situation has aggravated in the case of pay levels of 

the Assistants Engineers along with the stagnation, multiplying the cadres‟ agony during 

the passage of time as is evident from the table below 

          The retrograde MACPS introduced was a „seizure of the existing privilege‟ by 

pushing them back to much inferior situation from eligibility of GP of Rs 6600/- in PB-3 

after 24 years to Rs 5400/- in PB-2 after 30 years that too with erroneous and illogical 

fixation formulae for the majority of Group B engineers stagnated in their cadres without 

second promotion in their life span within 24 years of service prior to 2008. Whereas the 

Group A service was ensured with non- functional up gradation scheme which ensured 5 

time bound promotions   up to GP Rs 12000.  

      4.1.1 This large gap (as given under table of section 4.2.) was created by the Sixth CPC 

based on some of their erroneous/ inconsistent considerations/ with the 

recommendations as follows; 

 1)   It had considered the cadre under  non- gazetted „subordinate engineers‟ instead of 
organized cadre of CES and CE&MES -Group B  and accordingly made observations. 

 2) The para Vide 3.4.7 (proposing the AE cadre feeder cadre of AEE is also illogical and 
without study, considering both are interchangeable and forming parts of feeder 
cadre for EE posts) 

 3) 3.4.8 (Observing that the structure in CPWD proves more beneficial for getting  
financial up gradations- An incorrect observation; This  cadre was the most 
neglected and having maximum stagnation in comparison with similar cadres ) 

 4)  The para 3.4.9 (which starts talking about AE and then inconsistently continues 
about AEE which needed clarification in CPWD context) 

 5)  No explanation till date on the missing Paras  3.4.10 & 3.4.11 in  Sixth CPC Report. 

 6)  The observation and recommendation in 7.46.12 was based on AE in CPWD is a 
direct recruit Graduate Engineer like Section Engineer of Railways, (who is working 
under AE which is a Gr. B  Gazetted post) without considering the fact that post of 
AE  is 100% promotional post for JEs and is also a feeder cadre for the STS post i.e. 
EE along with the AEE(JTS) in the ratio of 2:1 are all wrong. 
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4.2    The following illustration shows the widened Gap in pay and perks. 

PROGRESSIVE DISPARITY AS EXISTED IN THE ‘INTIAL PAY FOR EQUAL WORK’ of AE & AEE OVER THE YEARS IN 

CPWD ENGINEERS ONLY IN THE NAME OF (GROUP-B) & (GROUP-A) 

 Sub Divisional Officer 
Entry level  Initial Basic Pay in Rs 

% 
difference 

in initial pay 

Remarks 

AE AEE 

Third CPC 650-1200 700-1200 7.69% Less stagnation in cadres. 
JE was placed in 425-700 
scale 

Fourth CPC 2000-3500 2200-4000 10.00% JE was placed in 1400-2300 
scale 

Fifth CPC 6500-10500 &7500-
11500(50%:50%) 

8000-13500 14.29% Je was placed in 5000-8000 
scale  

Sixth CPC a) At a stage of *Rs 
10860 in the PB-2 Rs 
9300-34800 with 
Grade pay of Rs 4600 
=    15460 

a) PB-3  15600-
39100 plus GP 
5400=21000 

35.83% *Stage at pay being fixed on 
promotion with 4 years’ 
service as JE. JE was placed 
in GP 4200/- in PB-2 

 b) After adding TA of 
a Metropolis (1600) 
=17060 

b) After adding 
TA of a 
Metropolis 
(3200) =24200 

41.85% This difference excludes 
the differences in others 
like HRA, TA, DA, food  
etc. and other perks like 
Air Travel. 

   

NOTE: At the same time the difference of pay between JE (Feeder Cadre) and AE 

(Promotee post for JE) gradually reduced from 53% in 3rd CPC  to 43% in 4th CPC then to 

30% by 5th CPC and then again to 14.5% by 6th CPC. 

       

       The above table and foot note clearly show that the post of AE in CPWD has been 

given a great raw deal in respect of initial pay scale by consecutive pay commissions. 

When the stagnation/residency period of promotee engineers (in the cadre of JE) was 4 

years, the difference in pay at entry level was of 7.69% in early seventies. However, it 

increased to 26-28 years in the present era, the disparity also increased to astronomical 

dimensions with the removal of the existing time bound financial up gradation i.e ACP 

scheme available to the AEs and introduction of non- functional up gradation to 

organised Group- A services 2 years below at par with IAS Cadre. 

          It can be seen that even as per the recruitment rules also, the extra residency 

period stipulated for AEs ( that too due to poor pay level) over AEEs  for promotion to EE 

is only 3 years and the difference in entry pay level should not have been more than 9. 

27% and without any change in allowances/perks. 

4.3     METHODS OF APPOINTMENT  

4.3.1    ASSISTANT ENGINEER. 

             The Assistant Engineers of CPWD, were initially being appointed by way of promotion 
from the qualified experienced Engineers (i.e. the Junior Engineers, the then Section Officers) 
from within the Department through selection AND through competitive Examination by UPSC 
as well as through Direct Recruitment through the UPSC under the „Central Engineering 
Services and Central Electrical and Mechanical Engineering Services (CES and CE&MES) 
Class II Rules-1954‟ which was subsequently undergone amendments from time to time. The 
Direct Recruitment element was subsequently replaced by the LDCE conducted by the 
UPSC from 1978 onwards, also to reduce the acute stagnation in the subordinate Junior 
Engineers cadre 
 
   As per the present recruitment rules, the following system is being followed; 
 
i) 80% vacancies of AE posts are filled up through seniority-cum-selection amongst the 
permanent Junior Engineers (Non-Gazetted Group B) those who are now recruited through 
Staff Selection Commission as per the amended recruitment rules 2010. 
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ii) The remaining 20% vacancies are filled up through a Limited Departmental Competitive 
Examinations conducted by the C.P.W.D.(earlier by UPSC) as per amended recruitment rules, 
1997 and 2010. 
  
4.3.2.    ASSISTANT EXECUTIVE  ENGINEER. 

This cadre is recruited directly through the CES and CE& MES  – Group A examination being 

conducted by UPSC every year. 

 

 4.3.3   EXECUTIVE ENGINEER (Group A- STS &  NFJAG  Scales).   
 
       As per the new Central Engineering Services (Civil) Group 'A' Service Rules, 2012;-   

 

i) * 66 2/3  % of the posts of Executive Engineers are filled on promotion from 

Degree holder Assistant Engineers with 7 years of regular service (subject to a maximum 

of 33 1/3% posts for the presently working diploma Assistant Engineers of CPWD  having 

9 years Service). 

 

ii) 33⅓ % of posts of the Executive Engineers is filled up on promotion through non 

selection method from the Assistant Executive Engineers, C.E.S. Class I (DR) with 4 years 

regular service. 

 

       (After 5 years of service the EEs in the STS scale are eligible to be placed in NFSG scale.) 

 

        (*Till the new rules, the diploma Engineers were having 1/3rd quota in the promotion. The 

diploma Engineers already in service in the feeder cadres  of JE  or became AE after this 

new rules are denied their second promotional avenue with this). 

 

Chart Showing Promotional Quota 

Junior 

Engineer 

Assistant Engineer Executive Engineer 

 Seniority LDCE Degree 

 

Holder 

Diploma  

Holder 

Group 

A 

Entry 80% 20% 33⅓ % 33⅓ % 33⅓ % 

 

The following chart shows the pathetic condition of promotion for the Assistant Engineers  

in Central P.W.D. a premiere Engineering Organisation of Government of India  

 

   

 4.3.4   APPOINTMENT OF SUPERINTENDING ENGINEER  (Group A- JAG) 13 years regular 

service in Group A service with minimum 4 years in the grade of EE  OR  9  regular years 

service in the grade of EE for promotes   

     

Chart showing Promotional Policy and Physical Promotion received as per Seniority 

Junior 

Engineer 

Assistant Engineer Executive Engineer 

  Departmental 

Policy 

Physical 

 

Position 

Departmental Policy Physical Position 

Degree 

 Holder 

Diploma  

Holder 

Group 

A 

Degree 

 Holder 

Diploma  

Holder 

Group 

A 

Entry 4/5 years 23 

years 

7 

years 

9 years 4 

years 

20 

years 

22 

years 

< 4 

years 
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    4.4 DUTIES & RESPONSIBILITIES OF ASSISTANT ENGINEERS (Promotee)/ASSISTANT 
EXECUTIVE ENGINEER (Direct Recruitee). 
 

As already stated, there is no difference exists in the duties, responsibilities, powers/span 
of control, subordinates etc. These posts are interchangeable in CPWD. 

The brief of duties of both the Assistant Engineer (Gr B) & the Assistant Executive Engineer 
(Gr A) and responsibilities as defined in CPWD Manual and CPWD Code are reproduced below: 

“A Sub-Divisional Office under the charge of an Assistant Engineer or Assistant 
Executive Engineer is the field Unit responsible for supervision and execution of work, 
according to the norms and standards laid down in Designs, Drawings and Estimates.  
The successful achievement of the target fixed by the department for completion of each 
Project with due consideration for quality and economy and for the proper maintenance 
of the Buildings, structures, areas and equipment under his charge mainly depends on 
the faithful implementation by the AE/AEE and JEs working under him of the policies and 
general orders of the Department. 

Preparation of the works accounts and store accounts is the responsibility of the 
AE/AEE concerned.  He has to ensure the proper maintenance of the stores under his 
charge, their accounts both quantitatively and as well as monetary terms and weeding 
out unserviceable stores.  He is also required to inspect the buildings, structure, areas 
and equipment under his charge once in every six months (to inspect their condition 
from safety point of view) and record a certificate to the effect.”(CPWD Manual) 

4.4.1 AS DEFINED IN THE CENTRAL P.W.D. CODE; 
  
      The Division is divided into Sub-Divisions and the Sub-Divisional Officers (AE/AEE) are 

responsible to the Divisional Offices for the management and efficient execution of works within 
their Sub-Divisions. 

      The Sub-Divisional Officer is required to maintain the initial account records of Cash 
and Stores under his charge as well as works abstract, with certain accompaniments, for each 
work in progress in the Sub-Division, under the rules for time being in force, He should ensure 
that all accounts returns are submitted punctually to the Divisional Officer and correct in all 
respects. 

      The Sub-Divisional Officer is responsible that the value of stores sold to municipality, 
local fund and Public and issues made to contractors for private use under the orders of the 
competent authority is recovered in cash in advance. He is also responsible for clearance from 
works accounts of all outstanding against contractors on account of the recoverable value of 
materials issued and service rendered to them by charge of works. As the accounts of works 
are based on (a) the Muster Roll & (b) the Measurement Books it is an important function of the 
Sub-Divisional Officer to see that these initial records are written up neatly in accordance with 
prescribed rules to avoid all doubts about their authenticity. These are the duties and 
responsibilities as recorded in the CPWD code and Manual initially but actually now the duties 
performed by the AE are manifold Consequent upon the implementation of Cadre Review of 
Junior Engineers (Gr.C), Assistant Engineers (Gr.B) and Gr.A Engineers. 
 

 

4.5 QUALIFICATIONS:-  

                        

          The minimum qualification required for the AEEs is a degree in Engineering.  

Experience is not a prerequisite.  

                    As the appointment to AE post is now 100% by promotion (as the direct recruitment of 

the degree holders was substituted in 1978 onwards with experienced diploma holders through 

LDCE to reduce stagnation of the departmental engineers), in reality, almost 50% of the 

Assistant Engineers are holding additional qualification of Graduation in Engineering/ Post 

Graduation in Engineering and having services of 15 to 35 years in all spheres involved in 

by CPWD. It is a fact that, as per the recruitment rules, the minimum qualification required to 

become an AE is a Diploma in Engineering with  a 4 years‟ service ( for LDCE quota) & 5 Years 

( for seniority quota) in  the post of JE.  The AEs are thus, already having vast experience in the 

grass root level of field jobs of liaisoning, supervision, planning and execution of works, quality 

control etc. 

                   In engineering departments like CPWD, the importance of the practical experience 

earned within the department is more important and  will be useful and handy for delivering the 
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higher responsibilities than the theories learned in the related and unrelated subjects from the 

colleges.   

              Differential treatment was meted out to the lower/ promotee level engineers merely in 

the name of lesser entry level qualification entered in the rule book over the years by some of 

the decision making levels in the past.  

             However, only the criteria of qualification cannot & should not be a barrier for the pay 

scales, perks and promotional avenues, forgetting their valuable service and experience. One 

cannot close their eyes to the universal truth and importance of the vast and varied useful 

experiences earned by the engineers in their long services for delivering higher responsibilities.  

 

4.6 Dissimilar Pay Scales and perks to the Similars 

                

     The Sixth CPC with its horrendous pay fixation formulae and perks based on the 

Grade pay theory added fuel to this fire. This is glaring from the illustration given below in the 

case of Grade Pay, Entitlements of Accommodation, Transport Allowance, medical, mode of 

travel, hotel Accommodation, food, etc. 

 

4.6.1 DIFFERENT PERQUISITES FOR SAME DUTY (Promotee Vs Direct Recruitee) 

Allowances / Perks 
Sub-divisional Officer 

(AE- Gr-B) 

Sub-divisional Officer 

(AEE -Gr.A)  

Quarters Type III Type IV 

Transport Allowance Rs.1600 Rs.3200 

Grade Pay PB-2 Rs.4600 PB-3 Rs.5400 

Medical IP Semi Private ward Private ward 

Travel / LTC Train 2-AC Air 

Hotel Accommodation Rs.500 Rs.1500 

Food Allowance Rs.150 Rs.200 

Local Conveyance reimbursement Rs.100                    Rs.150 

 

 4.7 Promotional Avenues:- 

                   All the AEEs gets their promotion within 4 years. Group-A Engineering Service is 

financially more protected through the additional provision of Non- functional up gradation at two 

years below the IAS cadre by the Sixth CPC till the grade of HAG. Almost all the Direct 

Recruited Group- A, reaches the HAG (i.e. ADG) level post by promotion before retirement in 

their average service of 34 years. All the cadre reviews were aimed at improving the career 

prospects of the Group A posts ignoring the FUNCTIONAL NEEDS and the NEEDS OF 

THE REST. As already mentioned, the cadre reviews undertaken in the department has not 

alleviated the problems of career advancement of the Group B Engineers. 
            However, the Sixth CPC has withdrawn the ACP scheme and introduced a totally 

disadvantageous scheme to the cadres including Group B engineers in the name of MACPS,  

by putting them into Rs 4800 GP from the Rs 6600 GP after 24 Years. 

          The plight of the Group B Engineers in the very department is to retire with single 

promotion in their average service life of 37 years. ( the services of the more than 50% of 

the Assistants Engineers of 2005 year onwards  batches (1015 Nos (Civil) & 535 Nos 

(Electrical) are not yet got regularized and still continuing as temporary ad hoc AEs only 

and in reality, will be retiring without single promotion.  
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4.7.1 Threshold Analysis – Group B- Gazetted 
 

Scale/Post Eligibility period of 
promotion as per DOPT 

orders 

Present 
Promotional 

prospects after 
3rd cadre review. 

Remarks 

AE to EE (STS) 7 years for Degree Holders 
and 9 years for diploma 
holders. 
(After the new CES rules of 
2012,the 1/3

rd
 quota of 

Diploma Engineers is merged  
and added with 1/3

rd 
quota of 

degree holders and  the 
diploma engineers getting 
promotion to the post of AE 
are barred for their second 
promotion in service life.) 

20 years for 
seniority promotees/ 
LDCE promotees. 

Majority of Group B 
Engineers retire in 
service without any 
single promotion. This 
situation will further 
aggravate with the 
new CES Gr B Rules-
2012 and due to non 
creation of sufficient 
vacancies in STS  
grade. 

AE to SE (JAG) 7+9 = 16 years (only for 
Degree Holders) 

(Hardly any except 
few ad- hoc 

promotions after the 
3

rd
 Cadre review for 

few LDCE 
promotees  after 

32years of service) 

 

AE to CE (SAG) (16+3=)  19 years Nil -- 

AE to ADG (HAG) (19+3=)  22 years Nil --- 

AE to Spl DG 
(HAG+) 

(22 +1=)  22 years Nil -- 

 

 
4.7.2     STRUCTURAL RATIO  (EE vs  AE/AEE) 

(STS  To JTS /  EQUIVALENT) 

 

 AEE AE AEE AE 

Stream CIVIL ELECTRICAL 

Sanctioned strength 100 2200 25 890 

Respective quota(1/3:2/3) 215 430 75 149 

 Sanctioned posts  of STS(EE) 
(Divisional  level Posts) 

645 224 

Structural ratio (combined) 28.04% 24.48% 
STRUCTURAL RATIOS 
 EE/AE 

215% 19.54% 300% 16.74% 

   

Note:- 

1. It can be seen that the table above of the Structural Ratio (promotional post available with respect 

to cadre strength) of EEs post to AE for Group A is an alarming undesired & astronomical one of 

215% to 300% (Average about 250%), whereas the same for the Group B is only 16.75% to 

19.54% (Average about 18%) only after undergoing three cadre reviews. This proves beyond 

doubt that the Cadre reviews were devised only by keeping eye on the Group A cadres Career 

advancement only. 

 

***** 
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 General issues in the Services of Gazetted Group- B Officers  
 

      5.0      The sixth Central pay Commission has neither given due recognition to the 

technical cadre of Engineers and their duties nor the Group- B. Central Enginerring 

Services.  

                  When the Sixth Central CPC has devised new career advancement scheme for 

the organized Group A services including the engineering services, they had totally 

ignored the promotee Engineers and placed them far below three grade pays having the 

interchangeable duties and having more experiences, without assigning any reasons. 

            The Central Civil Group „B‟ services are the second level of command structure among 

the broad categories of central Civil Services. Some of them are in regular group „B‟ services 

and others are in isolated posts in Group „B‟ scales of pay. The recruitment to Group‟s‟ service 

is generally through a mixture of direct recruitment and promotions.  

 

             There were no group „B‟ services in the Government of India till the year 1930. The first 
Central Pay Commission examined whether there was need or otherwise for separate class I 
and Class II services or alternatively the two groups could be merged into one Gazetted 
Service. After detailed examination the Commission concluded that it was desirable to retain the 
two classes. The second Central Pay Commission also discussed this issue and came to the 
conclusion that the existing classification served no practical purpose which could not be served 
without it and on the other hand it had an unhealthy psychological effect. The Commission 
recommended that the classification should be given up and the amendments that would be 
necessary in respect of the Central Civil Service (Classification Control and Appeal) Rules 1957 
and of certain other rules and orders should be carried out. It took note of the practice in other 
countries including those with large and complex Civil Services, where it had not been found 
necessary to super impose upon their civil service grades and occupational groups a broad 
classification as exists in this country. The Government did not accept this recommendation 
since it was found that the existing classification was convenient for personnel management. 
  
                  The Third Pay Commission expressed the view that classification based on an 

assumed equivalence of the work content in different levels of the various occupation Groups 

and hence of the pay ranges, was necessary for personnel administration. The system of 

classification was fairly well known and the employees had become accustomed to it. It had the 

advantage that orders could be issued or the existing orders amended, by referring to the 

particular classes covered. There was no lack of precision in this course in terms of 

administrative convenience, but much verbiage otherwise necessary in having to define the 

categories or occupational groups covered, was thereby obviated. The Fourth Central Pay 

Commission too examined the matter. They held the view that such classification enabled the 

Government to examine and decide matters of common interest to the Group or Groups 

concerned. It played a vital role in disciplinary matters also. They therefore, recommended the 

continuance of the system of classification of services. The Fifth pay Commission felt there was 

a need to inculcate a feeling among civil servants that they all belonged to integrated 

administrative machinery. Any system of classification of nomenclature, which is likely to 

hamper the growth of such feeling, in howsoever small measure it may be should go, unless it 

serves a definite practical end which cannot be achieved adequately otherwise. Most of other 

countries, including those with a large and complex civil service organisation, have not found it 

necessary have a classification system like ours.  

 

                 There is no uniform promotional / classification policies, the Group „B‟ /Group „A‟ 

divisions in Gazetted services. Further on the functional responsibility there is not much 

difference and posts are interchangeable, particularly in the ENGINEERING Departments like 

CPWD, Railways, P&T,CWC etc.. Therefore there is a need for re examination of distinction of 

Group A and Group B posts. The Gazetted posts can be restructured into four grades with 

automatic movement from one grade to another. 

 

                In the Government Service, there needs to be only two groups namely: Gazetted 

& Non-Gazetted or Executive and Non-Executive. Further, the ratio should be based on the 

number of sanctioned posts and not on vacancy. This will ensure adequate recognition for 

experience and will usher in good governance.  
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              Currently, the career progression of the various Group „B‟ services is quite variable. 

Some of the Group „B‟ services, as for example, in the Income Tax department and Central 

Excise Dept, are feeder services to the corresponding Group „A‟ services.  

 

             For Example: In CPWD, the Group B Officers (i.e the Asst.Engineer) are appointed 

through 100% promotion from the Subordinate Group- B (Non- Gazetted) Engineering cadre 

of Junior Engineers, by dispensing the direct recruitment element existed under the Central 

Engineering Services -Class II Rules 1954.This Group B services is feeder service to the STS  

grade along with the direct recruited JTS- Group A Services. However, the promotional quota 

reserved for them was not changed in spite of gradual increase of numbers in the cadre in 

the last 20 years. With a result, the Majority of the Group B Engineers are forced to retire 

without a single promotion in their life! The recent change in recruitment rules of Central 

Engineering Services recruitment rules of 2012, subsequent to the third cadre review of 

Group A Services, further deepened this situation by not granting protection to the working 

engineers with qualification of Diploma in Engineering, based on which they were recruited to 

the service. 

               The others, like the Central Secretariat service, Railway Board secretariat service, armed 

force Head quarters service etc have chances of promotions in their offices and some of them have 

even reached the level of Joint Secretary and Additional Secretary. Some Group „B‟  services are 

feeder to the All India Services, for example The Delhi, Andaman and Nicobar Civil Services 

(DANICS) and the Delhi Andaman and Nicobar police services (DANIPS). There are other Group „B‟ 

services which are not so fortunate and face prolonged stagnation. Job pattern of Group B officers 

and those at the entry level in Group A, in almost all the Government Departments, are very similar 

and there could be hardly any reason, except the legacy of India‟s colonial past, for persisting with 

two classes of officers in the Government. (During the days of British Raj, these two classes 

were for differentiating between White & Brown Sahibs). Such a division has no place in 

Independent India. It only instills sense of class difference in the officer‟s cadre, which thoroughly 

demoralizes the officers at cutting edge level, striking a fatal blow at the very roots of quality 

governance. The Hon‟ble Commission may, therefore, recommend to the Government to have only 

two cadres viz. Gazetted and Non-Gazetted or  Executive and Non-Executive 

 

5.1 JCM Scheme: 

 

          A Scheme for joint consultation with the organizations of Government servants on the 

pattern of the   Whitely Machinery in the U.K. was recommended by the Second Pay 

Commission (1959). The Scheme   has been introduced in 1966 with the object of promoting 

harmonious relations and of securing the greatest measure of cooperation between the 

Government, in its capacity as employer, and its employees in matters of common concern, and 

with the object, further, of increasing the efficiency of the public service. It broadly covers over 

95% of the regular civil employees of the Central Government including industrial employees 

working in departmentally run undertakings like the Railways and the Workshops/Production 

Units of various Ministries. The Scheme is a voluntary one, and the Government as well as the 

Staff Associations/Unions participating in the Scheme is required to subscribe to a Declaration 

of Joint Intent. The Scheme covers all regular civil employees of the Central Government, 

except: (A) the Class I services; (B) the Class II services, other than the Central Secretariat 

Services and the other comparable services in the headquarters organization of the 

Government; (C) the persons in industrial establishments employed mainly in managerial or 

administrative capacity, and those who being employed in supervisory capacity employees of 

the Union Territories; and (D) police personnel.  The Scheme provides for setting up Joint 

Councils at the National Departmental and Regional Office   levels. The National Council is the 

apex body. Departmental Councils under the scheme have also been set up in various 

Ministries/Departments. The administrative Ministries are also drawing up a programme for 

setting up the lower level Councils. The scope of the Joint Councils includes all matters relating 

to conditions of work, welfare of employees and improvement of efficiency and standards of 

work. In regard to matters of recruitment, promotion and discipline, however, consultation limited 

to matters of general principles only, and individual cases are not considered. While the 

National Council deals only with matters affecting Central Government employees generally, 

such as pay of common categories of staff, allowances, etc., the Departmental Council deal with 

matters affecting only the employees in the Ministries/Departments Concerned. The 

office/Regional Councils have to deal with regional or local issues only. 
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         On the issue of coverage of the JCM Scheme, the general view is that all officers 

belonging to Group C arecovered. However, Gazetted Group B Officers of the Central 

Secretariat have also been covered under   this scheme, that discriminating the Gazetted Group 

B officers of all other Central Government Departments. Instead of allowing only Group B 

Gazetted Officers Central Secretariat under the coverage of JCM, all Group B Gazetted Officers 

from all departments in the Central Government should have been covered under JCM Scheme 

so that there is no discrimination. 

       The Department of Personnel and Administrative Reforms in the OM NO. 5/14/74-JCA 

dated 11th June  1974 had brought certain categories of Industrial staff and supervisory staff 

that had been granted Group B status on account of revision of pay Scales to continue to be 

covered by JCM Scheme on the ground that this has been done to ensure the employees who 

have already been covered under this scheme continue to be covered. If this logic is to be taken 

as the basis then such amendment should have been made in respect of all Group C categories 

of staff that had been placed in the upgraded Group B status on account of revision of pay 

scale. 

      We therefore reiterate that all categories of all staff that were covered by the JCM scheme at 

the time of inception should not be made to exit from it on account of the revision of pay scales 

and consequent upgradation of their status. This should apply to group B officers who, we 

propose, are required to be covered by the scheme in the event of the up gradation of status of 

Group „A‟. 

      It is regrettable that the issues concerning the Gazetted officers in regard to recruitment, pay 

scales, promotion, conditions of work, Pay anomaly, standards of work continue to mount for the 

past fifty years on account of the absence of “Grievance Redressal” machinery. The impact of 

such omission has been accelerating despite successive pay Commissions. 

       The Confederation of Central Govt. Gazetted Officers Organisation (CCGGOO) in which 

our Association is also a constituent member has already brought to the kind notice of the Pay 

Commission that though the terms of reference of the 7th Central Pay Commission, inter alia, 

deals with “other service conditions of the Central Government Employees”, the questionnaire 

issued by the 7th pay Commission is, surprisingly, silent about the issue as to the establishment 

of „Grievance Redressal Mechanism‟ (as available for Group C & D employees) for Group „B‟ 

Gazetted officers and promotee Group „A‟ Officers. This has again deprived the Gazetted 

officers of an opportunity to seek Grievance redressal machinery much to our dismay. 

Therefore, this Association is constrained to pray before the Pay Commission in this matter to 

undo the injustice that has persisted for decades. 

 

 

5.2        MACP Scheme 

 

                          Most of the Central Government Employees are deprived of the regular 

promotions. The CPWD Engineers hardly get one or two promotions in entire service of 33-40 

years and are posted from one State to another State disturbing their family life.  Hence only to 

alleviate this situation partly extended relief by grant of 2 financial promotions (in the absence of 

functional promotions) to the promotional hierarchy, the ACP scheme introduced was an OASIS 

for the CPWD engineers stagnated in their cadre for more than 27 years without promotion, as it 

ensured a minor benefit of Executive Engineers (STS) scale (GP 6600) in 24 years. Hence the 

system was accepted after withdrawing the time bound scales made available to them, which 

rather slightly more beneficial only to avail a better scale after 24 years. However, the 

introduction of the MACP scheme had seized all the existing benefits under this scheme 

and was put under a more disadvantageous position by making the cadre eligible for a 

lesser scale with Rs 4800/- GP instead of Rs GP 6600.It created more disparity not only in 

pay but in all perquisites also as the majority of the perks were related to the Pay Bands 

and grade pay. 

 

                  It paved more anomalies in various fronts. While, employees promoted already 

on time were given additional benefits under the scheme, it snatched the existing benefit 

under the ACP scheme from the more stagnated employees. The system was devised 

ignoring the distinct age old Hierarchical set up in existence in various departments 

according to their functional requirements and needs and hence disturbed the horizontal 

vertical relativities. The problem was discussed at length in the National Anomaly 



29 
 

Committee and the disadvantages of MACPS vis-à-vis ACPS were 

accepted/acknowledged but no solution is offered till date. They hardly get one or two 

promotions in entire service of 33-40 years, even in some cases they are posted from one State 

to another State disturbing their family life.  

               The present MACP scheme which was introduced from the year 2008, assures three 

financial upgradations as per grade pay hierarchy, but falls short of the aspirations of Central 

Government Employees. The MACP, introduced   by the Government in replacement of the 

ACP Scheme already in vogue has not been made applicable to Gazetted Group B Officers 

considering the direct recruitment point as an entry point for the departmental  promotee 

Officers. The justification is that in respect of MACP Scheme, the direct recruit Gazettted Group  

B is enjoying the different position than the departmental promotee Gazetted officer.  

 

The extreme injustice caused by the MACP Scheme to CPWD engineers can 

be seen from the following. 

 

5.2.1 As per declared policy of the Government, one employee should at least get three 
promotions in entire service life.  
 

5.2.2 The 5th CPC, with a correct and just view, wanted to give it in the form of two financial 
promotions / up-gradations in lieu of physical / functional promotion due to stagnation 
and lac of promotional posts / avenues.  

 
5.2.3 They had proposed three financial up-gradations / promotions in the hierarchy of next 

promotional posts in lieu of functional / physical promotions after 8, 16 and 24 years of 
service respectively. The Government had however, accepted two financial promotions / 
up-gradations in the hierarchy of promotional post after 12 and 24 years of service only. 

 
5.2.4 This inter-alia means the Government also wanted to ensure at least two financial 

promotions in service life. 
 

5.2.5 By this system of ACP, every Junior Engineer and Assistant Engineer was assured to get 
pay scale of Executive Engineer which is their second promotional post after 24 years of 
service which is equivalent to two promotions.  

 
5.2.6 The 6th CPC without understanding the philosophy of Assured Career Progression 

Scheme (ACPS) introduced Modified Assured Career Progression Scheme (MACPS) in 
replacement of Assured Career Progression Scheme (ACPS). By doing so they created 
lot of anomalies in many cadres. 

 
5.2.7 By the MACPS, the 6th CPC could not give more than one promotion as a Junior Engineer 

under MACPS will get Gr Pay of Rs. 4600 in the same Pay Band 2 , which is the grade pay 
of their next promotional post i.e. Assistant Engineers after 10 years of service. After 20 
years of service they will get next grade pay in the same Pay Band i.e. PB-2 of Rs. 4800 
which is three stages / levels below the Grade Pay of Executive Engineer. After 30 years 
of service they will get the Grade Pay of Rs. 5400 in the same Pay Band PB-2 which is two 
stage below the Grade Pay of Executive Engineers i.e. Rs. 6600 in PB – 3. All along they 
will remain one stage below the Pay Band of Executive Engineers. 

 

5.2.8 The MACPS is not at all financial promotion in lieu of functional / physical promotion. It 
provides financial up-gradation in the next grade pay in the same Pay Band only.  
 

5.2.9 There being many other cadres in PB – 2, the next Grade Pay in the same Pay Band PB – 2 
is not the corresponding Grade Pay of the promotional post of the same cadre.  
 

5.2.10 n other words, as per ACPS, the financial up-gradation was financial promotion in the pay 
scale of the next promotional post. But in case of MACPS the financial up-gradation is 
neither in the Pay Band nor in the Grade Pay of the next promotional post. 

 
5.2.11 The CPWD had introduced a telescopic up-gradation of pay scale of Junior Engineers to 

remove acute stagnation in the year 1987. By this system one Junior Engineer was 
getting the pay scale of selection grade of Junior Engineers (Rs. 1640 – 2900) after five 
years of service and the pay scale of Assistant Engineer (Rs. 2000 – 3500) after 15 years 
of service. 
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5.2.12 Due to introduction of ACPS by 5th CPC one Junior Engineer was getting pay scale of 
Assistant Engineer (Rs. 6500 – 10500) after 12 years of service. Similarly one Junior 
Engineer or Assistant Engineer was getting pay scale of Executive Engineer (Rs. 10000 – 
15200) after 24 years of service. So this was an improvement over the telescopic up-
gradation of pay given by the Government to Junior Engineers of CPWD which is the 
feeder cadre of Assistant Engineer. 

 
5.2.13 But due to discontinuation of ACP scheme and introduction of MACP Scheme by 6th CPC 

which was accepted by the Government, a Junior Engineer will never get the Pay Band 
or Gr Pay of Executive Engineer in his life time and even after 30 years of service. After 
30 years of service by virtue of MACPS, they will get a Gr Pay of Rs. 5400 only remaining 
in the same Pay Band of PB – 2 and thus Group A Entry grade scale i.e. Rs. 5400 in PB-3 
cannot be reached. 

 
5.2.14 Incidentally, the new pay structure of Pay Band and Grade Pay system was introduced by 

6th CPC and its effect was given from 01.01.2006. But the MACPS was given effect since 

01.09.2008. Thus Junior Engineers / Assistant Engineers who completed 24 years of 

service before  01.09.2008 but after 01.01.2006,  were given a Grade Pay of Rs. 6600 in 

PB-3 i.e. Pay Band and Grade Pay of Executive Engineers under ACP scheme. But those 

who completed 30 years of service after 01.09.2008 have been given a Grade Pay of Rs. 

5400 only in PB-2 which is two stage below the Grade Pay of Executive Engineers and in 

lower Pay Band than that of Executive Engineer. Thus major anomaly occurred due to 

introduction of MACPS by the 6th CPC which caused great financial loss to the Junior 

Engineers and Assistant Engineers of CPWD. 

For better understanding, the anomalies are explained in the following table : 
 

5.1   Table showing effect of financial promotion / up-gradation in consecutive 4th ,  

5th & 6th CPC as well as which was given by the Government before 5th CPC. 

4
th
 CPC 

and 

telescopic 

scale  

granted 

by the 

Govt 

before 5
th
 

CPC 

Junior  

Enginee

r 

JE 

 Sele

ction 

Grad

e 

scale 

of JE 

Assistan

t  

Engineer 

AE 

    Executive  

Engineer 

EE 

Assistant 

Executive  

Engineer 

AEE 

Remarks 

At  

Entry 

after  

5 y 

after  

15 y 

  Group A 

 Entry 

AE scale achieved 

after 15 Y through 

time scale granted by 

the Govt. 1400- 

2300 

1640- 

2900 

2000- 

3500 

  2200- 

4000 

5th 

 CPC 

With 

ACPS 

JE   AE     EE AEE Remarks 

At  

Entry 

after  

12 y 

after  

24 y 

Group A 

 Entry 

(DR) 

As per  

ACPS 

EE scale achieved 

directly after 24 Y of 

service through 2
nd

 

financial up-gradation / 

promotion  

leaving AEE scale 

behind. 

5000- 

8000 

6500- 

10500 

10000- 

15200 

8000- 

13500 

6th 

 CPC 

JE   AE     EE AEE Remarks 

At  

Entry 

after  

10 y 

after 

 20 y 

after  

30 y 

 Group A 

 Entry 

As per  

MACPS 

EE scale could not 

achieved, even AEE 

scale not achieved 

after 30 Y of service 

through 3rd  

financial up-gradation. 

  

9300- 

34800 

GP-

4200 

 (PB-2) 

9300- 

34800 

GP-4600 

 (PB-2) 

9300- 

3480

0 

GP-

4800 

 (PB-

2) 

9300- 

3480

0 

GP-

5400 

 (PB-

2) 

15600- 

39100 

GP-6600 

 (PB-3) 

15600- 

39100 

GP-5400 

 (PB-3) 
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              It is our submission that in respect of MACP promotions, the departmental 

promotee should be put on par with direct recruits. Hence suitable promotion schemes 

should be introduced to Gazetted Group B Officers in Central Government services with 

grade pay of functional/promotional hierarchy should be given rather than next grade 

pay.  

          This plea has the support of Judicial pronouncements namely; The Principal CAT 

[OA 904/2012 dt. 26-11-2012], Delhi and the Punjab & Haryana High Court [CWP No. 19387 of 

2011 (O&M) Date of Decision: 19.10.2011] have held that MACP is to be granted on 

promotional hierarchy and not on next higher Grade Pay as per the 6th Pay Commission 

Recommendation. The SLP filed by Union of India against the P&H decision was dismissed by 

the Supreme Court [CC 7467/2013]. The latest being the order dated 14/07/2014 in WP(C) 

3608 of 2014 in Delhi High Court in the case of NCERT Vs Omprakash and others. 

 

               Systematic career advancement with a pre-determined residency period is each cadre 

is what every employee aspires for. Vacancy based promotions has been the system prevailing 

in almost all Government departments until the railways introduced the periodical cadre review. 

 

5.3   Pay Scales 

 

5.3.1 The 6th Central Pay Commission has introduced a new concept of Pay 
Band and Grade Pay in place of running pay scales in the Central Government 
Department. The 6th Central Pay Commission while recommending this 
methodology failed to ensure equity amongst the various grades of the Central 
Government departments. As a result many anomalies arose at the 
implementation stage itself and still today not a single anomaly been resolved. 
The 6th Central Pay Commission while amalgamating some of the pay scales in 
the name of de-layering has rather downgraded Gazetted Group-B officers by 
placing them in Pay Band-2 instead of recommending a separate Pay Band. 
 
 Due to switching over to Pay Band and Grade Pay system from so long pay scale system by 
the 6th CPC, gross anomaly has been created in the Pay Scale / Pay structure of Group B 
Engineers / Assistant Engineers as explained below : 
 

a) Though Group B Gazetted, Assistant Engineers have been placed in Pay Band – 2 
(Rs.9300-34800) along with grade pay of only Rs.4600 instead of Grade Pay of at 
least Rs. 5400. 

 
b) Mostly other categories of Group B Non-gazette and Group C officials like Junior 

Engineers (a feeder cadre of Assistant Engineers), Draftsman, Office 
Superintendent, UDC, LDC, Work charged staff, Assistants, Architectural Assistants, 
Technical Assistants, Work Assistants etc. have been placed in PB2. Hence 
Assistant Engineers who are Group B Gazetted is like odd man out in the crowd of 
PB2. 

 
c) The next promotional post of Assistant Engineers in CPWD is Executive Engineers. 

Next promotional post of Assistant Executive Engineers in CPWD is also Executive 
Engineers. Assistant Executive Engineers in CPWD (Group A Gazetted) has been 
placed in PB 3 (Rs 15600-39100) with Grade Pay of Rs. 5400. But Assistant 
Engineers in CPWD (Group B Gazetted) have been placed in PB  – 2 (Rs.9300-
34800) along with grade pay of only Rs.4600. This is a clear anomaly. At least 
Assistant Engineers in CPWD should be placed in Grade Pay of Rs 5400 in PB 2 if 
not in PB 3. There is Grade Pay of Rs. 5400 in both PB 2 and PB 3. 

 
 The 6th CPC vide para no 7.46.12 taken a considered view and proposed a higher pay 

scale of Rs. 7450-225-11500 (corresponding to the replacement pay band PB 2 Rs. 
9300-34800 along with grade pay of Rs. 4600) for Assistant Engineer of CPWD.  
The 6th CPC proposed merger of 3 pay scales to delayering the no of scales such as Rs. 
5000-150-8000, Rs. 5500-175-9000 &  Rs. 6500-200-10500 into a single pay scale of 
Rs. 5000-150-8000 (in the revised pay band PB2 of Rs. 9300-34800 along with grade 
pay of Rs. 4200). This scale is not equivalent to the higher pay scales in the same 
group.  
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During analysis it is observed that 6th CPC adopted different multiplication factor varied 
from 2.2 to 3.0. The 6th CPC adopted a multiplication factor 1.86 times of the minimum 
scale for creation of the pay band. Hence the new pay band shall start with 1.86 x 6500 
= 12090.00 instead of 9300.00. More over as per the hierarchy of GP in PB-2 the GP 
4600 comes just after GP 4200, but as per old scale Rs. 5000-150-8000, Rs. 6500-200-
10500 and Rs. 7450-225-11500 were designated as scale no S-9, S-12 and S-13 
respectively. Hence raising of pay scale of Assistant Engineers of CPWD from Rs. 6500-
10500 to Rs. 7450-11500 did not have any financial impact. This was a great anomaly 
by the 6th CPC. 

 

      

        5.3.2    Some of the Group „B‟ services, as for example, in the Income Tax 

department and Central Excise Dept, Customs  etc. are feeder services to the 

corresponding Group „A‟ services are given with a scale of Rs 4800 GP and Rs 5400 GP 

in PB-2 after 4 years. However, in CPWD, the Group B  Asst. Engineers, whose post is 

interchangeable and at par with the Group A feeder cadre with GP- 5400 in PB-3  is 

provided with GP 4600 ! Whereas in  Railways, the Group B  Asst. Engineers are given 

with a scale of Rs 4800 GP and Rs 5400 GP in PB-2 after 4 years.  It is also a fact these   

cadres under Ministry of finance recruited at a feeder cadre of Inspector(Junior Engineer 

equivalent) are normally getting 3-4 promotions in their career life. 

 

5.2       Table showing Pay scales of similar/equivalent/lesser  Technical and Non-technical cadres who 

are placed at higher levels than the Group B Assistant Engineers of C.P.W.D. 

S. 
No. 

Cadres 5th CPC Present status 

1  Assistant 
Engineers of 
CPWD 

6500-10500 & 
*7500-11500  
 

PB-2 9300-34800 with Rs 4600 GP 
(single scale) 

2 a) IncomeTax officer 6500-10500 
(single scale) 

PB-2 9300-34800 with Rs 4800 GP 
& Rs 5400 GP after 4 years 

  
b) Superintendant 

(customs) 
6500-10500 
(single scale) 

PB-2 9300-34800 with Rs 4800 GP 
& Rs 5400 GP after 4 years 

  
c) Superintendant 

Central Excise) 
6500-10500 
(single scale) 

PB-2 9300-34800 with Rs 4800 GP 
& Rs 5400 GP after 4 years 

3 Section Officers in 
CSS and PS in CSSS 

6500-10500 
(single scale) 

PB-2 9300-34800 with Rs 4800 GP 
& Rs 5400 GP after 4 years 

4  Assistant 
Engineers of 
Railways 

6500-10500 
&7500-11500  

PB-2 9300-34800 with Rs 4800 GP 
& Rs 5400 GP after 4 years 

 
                   For the Group- A officers two separate Pay Bands i.e. Pay Band-3 and Pay Band-4 
were recommended where as for Group-B Gazetted have been place in PB-2 only. Compounding 
the issue same  Pay Band and grade pay was also recommended for Group-C and Group-B Non-
Gazetted Officers i.e Rs.4600/- in Pay Band- 2. The 3rd Central Pay Commission recommended 
Group-B status to the posts having the maximum of not less than Rs.900/- but less than Rs.1300/-. 
The 4th Central Pay Commission also recommended Group-B Gazetted status for scales carrying 
with maximum of not less than Rs.2900 but less than Rs.4000/-. Even then 5th Central Pay 
Commission recommended Group-B status to a post carrying a pay scale with maximum of not less 
than Rs. 9000/- but less than Rs.13500/-. 
   The 3rd Central Pay Commission in its report Vol. I Part II, Chapter 5 Page-43 has stated as 
follows.; 
 
"7… ..... A dispirited public service can never be expected to function satisfactorily and to 
rise to the occasion, when a crisis occurs. It should not be forgotten, as pointedly referred to 
again by the Pries Commission, that the process of deterioration arising from a sense of 
grievance on the part of the staff may be slow one, particularly in a service with high 
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traditions. By the time the tendency manifests itself, irreparable damage may have been 
done. We may add that because of the cadre system, the full impact of 
deterioration in recruits will be felt by the country after a time lag of 20-25 years………….” 
 
The IV Central Pay Commission vide Part-I, Vol.7, Chapter7, Page- 88 observed as follows. 
 
"7.47 The level of satisfaction will no doubt differ from grade to grade of service, but, unless 
it is reasonably satisfactory, will not be conducive to efficient work or provide the social 
status which goes with Govt. employment. The society also expects or involves certain 
norms for adjudging a post, and that should have some relevance to the scale of pay." 
 
The IV pay Commission again said in Part-1, Vol.I Page-89 as under:- 
 

"7.52 The effort should be to generate in the employees a pervading feeling that he is 

serving an employer which has a genuine desire .to look after him not only during the 

tenure of his employment but thereafter also. An employee who feels that the employer 

cares for his welfare, will feel contended and secure and give his best to his service. So 

also, the employee should have the feelings that if his job has any genuine special 

difficulties, problems or hazards, they will be looked after and remedied or compensated 

as far as possible. 

 

              It would be appreciated from the reports of various Central Pay Commissions that the 

Group-B Gazetted Officers were always given a separate status till the 6th Central Pay 

Commission bundled them with others. As we mentioned earlier of this Memorandum the 

Group-B services are the second level in the command structure responsible for implementation 

of various Central Government policies. The recommendation of the 6th Central Pay 

Commission to place Group-B Gazetted Officers along with Group C employees has 

demoralized the cadre. The Grade Pay system brought about various anomalies, which were 

raised at the National Anomaly Committee but found no resolution despite discussions on 

several occasions in the last 6 years. It is because of all these anomalies the CCGGOO in its 

replies to questionnaire categorically raised objection on Pay Band and Grade Pay system and 

demanded that this system should be abandoned and the running pay scale which has been 

time tested should be reintroduced. 

            The 6th Central Pay Commission had mainly recommended 3(three) Grade Pays for 

Group-B officers in the Pay Band-2 i.e. Rs.4600/-, Rs.4,800/- and Rs.5400/-. Amongst these 

Grade Pay of Rs. 4600/- is also recommended for Group-C employees also. This 

recommendation not only affects the rightful aspiration of Group-C employees on their 

promotion i.e. from Grade pay of Rs.4600/- to Rs.4800/- ie. Benefit of mere Rs.200/- and also 

had an effect on further elevation of Group-B officers. 

         5.3.3    One option to remove this anomalies/injustice would have been a separate pay 

band for Group-B Gazetted Officers of the Central Government Department as it exists in the 

case of Group „A‟ cadre. We request the Honourable Pay Commission to consider our following 

proposals as distinct pay bands/time Scale to Gazetted Group B officers.  

 
    Accordingly, the CONFEDERATION OF CENTRAL GOVERNMENT GAZETTED OFFICERS‟ 

ORGANISTIONS, wherein our association is a constituent member, had demanded as follows 
which our Association also endorses; 

 

1 . Minimum of three functional promotions or at least three time scales in the functional 

hierarchy be recommended. 

2. To place all the entry level Gazetted Group B officers in all Central Government 

Department at least in the equivalent pay Scale of Pay Band 2 in the Grade pay of 

Rs.5400 if not in PB-3 i.e immediate scale below Group-A DR. 

3. The equivalent pay Scale of Pay band 3 in the Grade pay of Rs.6600 may be provided 

for their next promotion irrespective of their educational qualifications. 

 

************ 
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Determination of Suitable Pay Scale for Gazetted and Non-
Gazetted Group-B Engineers of CPWD 

 
6.1        Equal pay for Equal work. 

 

 In this context, it will be relevant to consider the provisions of clause (d) of Article 39 in the 

Directive – Principles part of the Constitution which specifies that… “The state shall, in 

particular, direct its policy towards securing ----- that there is equal pay for equal work for 

both men and women”  

  The Supreme Court, in the case of Driver-Constable of Delhi Police – Vs – Union of India, 

interpreted this Directive rather widely. It said: “To the vast majority of people, the equality 

clause of the Constitution would mean nothing if they are unconcerned with the work they do 

and the pay they get. To them equality clauses will have some substance if equal work 

means equal pay.” 

  Equal pay for Equal Work is one of the cardinal principles communicated and adumbrated 

by the working class all over the country for the past several decades. This has come in for 

universal recognition and acceptance by the Central Government and State Governments 

had extended similar treatment irrespective of their qualifications/recruitment. 

            We would like to point out that the Third Pay Commission in its report vide Para 

70 on page 151, Chapter – 4, vol. 1 has recommended the withdrawal of concessions 

granted to Graduate Junior Engineers in CPWD and accordingly six advance 

increments with retrospective effect from 1.1.1973 vide I.M. No. 23/18/74-Admn IV 

dated 7.11.74, was withdrawn. 

  The principle of „equal pay for equal work‟ for determining the salaries says that the 

employees with identical jobs whether in the Public sector or in the Private sector should be 

equally remunerated. The higher emoluments drawn in the public sector undertakings 

cannot be justified either on the ground of higher duties and responsibilities or by the need 

to recruit better qualified or more component staff. It is also anomalous that the same Govt. 

which finances the public sector undertakings should pay its own employees less under 

similar Constitution. .  

 Even Though some of the Government undertakings are incurring heavy losses, they 

increase the scales of pay only due to the financial assistance provided by the Central 

Government and its tax revenues. If the Government cannot attract the persons of the 

highest ability, the administration is certainly liable to go down.  

  The first and foremost requirement is an efficient administration and this will not be Secured 

without a reasonable pay system which reflects Changes in the pattern of remuneration in 

the outside Work,. We feel very strongly that Government should try to Act as a model 

employer and being the single biggest employer try by its own action to influence other 

employers; otherwise it has no moral right to preach a sermon to the private sector and 

legislate in pursuance of Directive Principle of State Policy of offering 

 

           The Assistant Engineers of CPWD are having fundamental right of „equal pay for equal 

work‟ while considering their hierarchy at par with the Direct Recruit Assistant Executive 

Engineer (Central Engineering Services-Group A) in powers, duties and responsibilities being in 

charge of the independent  sub divisions. Both these cadres share common subordinate of the 

Junior Engineers and Superior of the Executive Engineers. 

           While, far better promotional avenues and service conditions of the Assistant Executive 

Engineer (Central Engineering Services-Group A) are ensured to them through various statutes, 

denial of an equivalent pay for the equivalent cadre, delivering the same duties with same 

responsibilities and financial and executive powers is a nothing but denial of natural justice 

enshrined under the Article 14 & 16 of our constitution, followed by successive pay 

commissions/Governments. 
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6.2 Job Evaluation Approach 

          As per the observation of the 5th CPC vide Chapter 41.37……….”In our view, the 

most suitable criterion for fixation of salaries in Government is a job evaluation “…. 

However, as such data on ratings of individual jobs is not available to us we have to 

reluctantly discard the criterion of job evaluation at the present moment”……….. 

      The job of an Engineer in an engineering department, particularly the Assistant 

Engineer- (Central Engineering Services- Group B) has to be evaluated also based on; 

(i) The importance of the Engineers /Scientists cadre over non-technical/scientific cadre 

(which are supportive to the Engineers/Scientists) in the Engineering Department. 

(ii) The importance of the government job in the change in governance. 

(iii) The importance the C.P.W.D. being the Principal Engineering Department of Govt. of India 

over all the local bodies, State Governments, Public Sector Undertakings, other 

departments which follows the codes, norms, specifications of C.P.W.D. being the central 

agency. 

(iv)  Being CES and CE&MES - Group B Gazetted post AT PAR AND EQUIVALENT IN JOB, 

DUTIES, RESPONSIBILITIES AND POWERS with CES and CE&MES -Group A (JTS). 

 

(v) Being promotional post for the Gr- B (Non- Gazetted) Junior Engineers Recruited through 

the Combined All India open Examination conducted by the SSC for 

CPWD/MES/BRO/CWC with minimum qualification of Degree in Engineering/Diploma in 

Engineering with 2 years‟ service/Diploma in Engineering etc. It is pertinent here to mention 

that the top rankers of this exam opt for the CPWD and only a few diploma holders 

competent to compete with the Graduate Engineers get into the department (ultimately to 

exit from the department after seing the poor career conditions).It is an admitted position of 

the Government to notionally change this practical position into theory by changing entry 

level qualification to degree or equivalent by ensuring protection of the present employees.  

 

(vi) Being the just below feeder cadre of STS cadre of Divisional Officer (EXECUTIVE 

ENGINEER) in the hierarchy along with Group A  JTS cadre. 

(vii) Considering the comparatively very long, versatile  experience/expertise earned right from 

the appointment to the feeder cadre (subordinate engineering cadre of the Junior 

Engineers) and the only promotion available to the feeder cadre. 

6.3.0 Need Based Approach 

                 The demand and supply also play a vital role in the determination of the pay scales. 

As already stated, in the recent past, due to the non-attractiveness of initial scale, poor career 

prospects, the C.P.W.D. could not fill up the vacancies of the JEs post through the 

examinations. Many of the few ultimately joined the department left it subsequently as the 

demand of the talented, highly qualified engineers being drawn into are finding better prospects 

in other departments, public sectors and even private sectors. It is a fact that, due to this 

exodus, the Group B Engineers, responsible for the job of their subordinate staff throughout 

their life bearing the additional burden of insufficient subordinate staff.  

6.4.0 Relative Parity Approach 

            While considering the pay levels of any cadres, it is also important to see the relative 

parity, horizontal and vertical relativities and the projected parity for the future etc. are to be 

looked into. 

 It is seen that there is lot of adverse disturbance in the past 2-3 decades in the case of 

Group B Engineers cadre of C.P.W.D when compared to other Group-B Gazetted services in 

the Govt.  

 Considering the changed circumstances, for achieving the renewed missions based on 

the new visions and need of the country as well as the C.P.W.D. a higher grade with respectful 

career prospects are required to be considered while determining the pay scale. 
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6.5.0 Productivity based Approach 

         The ultimate product of the C.P.W.D. is the services being offered by it, in various 

sections already discussed. The functional areas of constructions, maintenance of various 

buildings, structures, roads etc are of high standards. Moreover, these cannot be compared 

with the functions of many similarly placed organisations etc. wherein they attract more cases 

of misappropriation of funds etc. The revenue earned / saved through cost effective quality 

services offer under difficult conditions by C.P.W.D. is much higher than others in respective 

field. 

6.6.0 Living Wage Approach 

         While considering the pay scales, the living wage approach also to be taken into 

consideration as also done by the previous CPCs considering the personal requirement of an 

engineer in the society which necessitates certain high standards of living in comparison to the 

others in the present socio economic scenario, an Engineer, that too of Principal Engineering 

Department of Government of India has to be compensated properly considering the aspect 

also. 

6.7.0 Qualifications and basis for Pay scales / Promotions in the Cadre of 

Engineers:-  

 6.7.1    Over the years, there increased a tendency to bifurcate and extend dissimilar treatment 

at the Administrative levels in the name of qualification at entry level as well as at intermediate 

promotional levels, particularly in the case of Group -B Engineers. This aspect requires a relook. 

In engineering departments like CPWD, the importance of the practical experience earned 

within the department will be more important and rather useful and handy for delivering the 

higher responsibilities than the theories learned in the colleges.   

 6.7.2   The minimum qualification required for the AEEs is of degree in Engineering.  

Experience is not a prerequisite.  

 6.7.3     As the appointment to AE post is now 100% by promotion, in reality, almost 50% of the 

Assistant Engineers are holding additional qualification of Graduation in Engineering/ Post 

Graduation in Engineering and having services of 15 to 35 years in all spheres involved in by 

CPWD. It is a fact that per the recruitment rules, the minimum qualification required to become 

an AE is Diploma in Engineering with  a 4 years‟ service (for LDCE quota)(No LDCE since 

2002) & 5 Years ( for seniority quota) in  the post of JE but practically more than 20 years.   

 6.7.4   The AEs are already having vast experience in the grass- root level of field jobs of 

liaisoning, supervision, planning and execution, quality control of works, etc. 

 6.7.5  It is also pertinent here to mention that Junior Engineers Recruited through the 

Combined All India open Examination conducted by the SSC for CPWD/MES/BRO/CWC with 

minimum qualification of Degree in Engineering/Diploma in Engineering with 2 years‟ 

service/Diploma in Engineering etc. It is pertinent here to mention that the top rankers of this  

combined examination  opt for the CPWD and only a few diploma holders competent to 

compete with the Graduate Engineers get into the department (ultimately to exit from the 

department after seeing the poor career conditions). 

  6.7.6   It is an admitted position of the Government to notionally change this practical position 

into theory by changing entry level qualification to degree or equivalent.(The office 

memorandum No 29(2)/04/06/S&D/433 dt 04/03/2010 issued by the DG, CPWD.). The brief of 

which is as follows; 

“ ……CPWD Junior Engineers Association (India) as per their reference No. JEA/CENT/F-24/165 dated 

22.10.2008, have submitted a list of the demands, in which one of the demand was regarding change in entry 

level qualification for Junior Engineers to degree in Engineering or diploma in Engineering with two years 

experience as against present prescribed qualification as diploma in Engineering.The issue of change in 

entry level in qualification of Junior Engineers has been carefully considered in the Directorate. Above issue 

was discussed by the Additional Secretary (UD) in a meeting on cadre matters of CPWD with facts and 

outcome as follows. 

1. Minimum qualification for the post of Junior Engineer is continuing since inception of CPWD. This 
qualification was prescribed for this post when „polytechnics‟ awarding  Diploma in Engineering was the 
main strength of Engineering system in India. The numbers for Engineering Colleges were few in those days. 
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2. Today the scenario is completely changed and now there is flood of Engineering Colleges 
everywhere in the country. The technological up gradation & use of modern techniques in every field of 
Engineering is the need of the hour. In the Recruitment of  Junior Engineers through SSC, number of 
applicants having degree in Engineering are seen more and more and selection percentage of these degree 
holders for the posts of  JEs on the ascending side. But, when these degree holders are selected for a post 
carrying minimum qualifications as „Diploma in Engineering‟, it cannot give them job satisfaction. In such a 
situation, either the selected candidate don‟t join CPWD even after final selection or remain in hurry to leave 
the department for better opportunities  available outside the CPWD corresponding to their qualification. 
3. CPWD is primarily a Service Department and user‟s expectations from us have increased  with 
change of time. The strength of Junior Engineers in the department has reduced;  this has lead to the 
increase in the proportion of workload to the Junior Engineers in the department. Earlier 4-5 Junior 
Engineers were available in one sub-division, today only 1-2 Junior Engineers are available in one sub-
division. Under these circumstances, to  adopt technological advancement in construction industry and to 
run the department efficiently and in more qualitative manner, it is desirable that Junior Engineers with 
degree in Engineering are recruited. 
4. Change in entry level qualification is further justifiable since the post of Junior Engineer has been 
classified as Group-B post now, which was a Group-C post earlier. 
5. AS the post of Junior Engineer shall carry qualification of Degree in Engineering,  therefore as per 
Government notification dated 29.7.2008, the pay scale of the Junior Engineer will also have to be upgraded 
in the scale of Rs. 7450-11500 corresponding to  the revised pay band PB-2 of Rs. 9300-34800 along with 
Grade pay of Rs. 4600. The present pay scale of Junior Engineer is pay band PB-2 of Rs. 9300-34800 along 
with Grade Pay of Rs. 4200.It was accordingly decided that entry level qualification to the post of Junior 
Engineer should be changed from existing Diploma in Engineering to Degree in Engineering. Further 
necessary action for amendments in Recruitment Rules to the post of Junior Engineer is being taken as per 
the above decision.”……. 
             However, this order did not mention protection to the working engineers with qualification of diploma 
in engineering and the same is under consideration and change in RR accordingly. 

  6.7.7    Already provisions are available for the additional experience of 2 years for the diploma 

holders in engineering to make it equivalent with Graduation in Engineering in the Combined All 

India open Examination conducted by the SSC in the common exam for MES, wherein our JEs are 

also recruited through. 

 6.7.8  Similarly, the provision for extra 2 years residency for diploma engineers exists in there in the 

Central Engineering (Civil) Group 'A' Service Rules of CPWD in the case of appointment of EEs.  

 6.7.9  Similar provisions can be seen in the case of Junior Field Officer (Technical)(DGS&D) 

Amended Rules-1962 under Ministry of Works, Housing & Supply which provide for Degree or 

Diploma in Engineering (Mechanical & Electrical) with 2 years of experience.(Refer Gazette dt 

27/10/1962 Notification  No dt 11/10/1962).  

6.7.10    It is also pertinent here to point out again that the Third Central Pay Commission in its 

report vide Para 70 on page 151, Chapter–4, vol. 1 has recommended the withdrawal if 

concessions granted to the Junior Engineers with additional/higher qualification of Degree in 

Engineering CPWD and accordingly six advance increments with retrospective effect from 1.1.1973 

vide I.M. No. 23/18/74-Admn IV dated 7.11.74, was withdrawn on the basis of principle of „equal 

pay for equal work‟. 

 6.7.11 Without prejudice to these, it is also pertinent here to mention that as per Order No. F 18-19/ 

75/ T-2, dated 26th May, 1977 issued by the Ministry of Education & Social Welfare (Department of 

Technical Education), New Delhi which envisaged that a Diploma in Engineering in appropriate 

discipline plus total 10 years of Technical experience in the appropriate fields is equivalent to 

Degree in Engineering and which would be considered valid for the purpose of selection to 

Gazetted posts and services under the Central Government or state Governments.  

  6.7.12 The clause 36 in CPWD General Condition of Contract has been also framed by the 

department in case of deployment of the Technical Representative shall have required Degree in 

Engineering or Diploma in Engineering with 10 years practical experience in the appropriate field. 

 6.7.13 Moreover, all the RRs in the Scientific organizations including the DAE stipulate equivalency 

of the Diploma in Engineering with Degree in Science and Paramedical fields. (Please Refer the 

tables under the FCS in 7.1.4.1,7.1.4.2,7.1.4.3 and are provided with promotions upto posts bearing  

Rs 7600/-& GP Rs 8900/-  

6.7.14 All these prove beyond doubt that even the Assistant Engineers with Diploma in 

Engineering having 20 to 35 years service with vast and varied experience will be more 

qualified in all respects in furtherance of their duties in the promotional posts in CPWD. 

  6.8.0  It is also pertinent here  to mention that till the new Central Engineering (Civil) Group 'A' 

Service Rules, 2012, the diploma Engineers were having 1/3
rd

 quota in the promotion to the post of 
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Executive Engineer. The diploma Engineers already in service in the feeder cadres of JE or 

became AE after this new rules are denied their second promotional avenue through this 

amended rule. Any change of rule should have been with a protection clause for the existing 

engineers. 

 6.8.1 When there is no such stipulation of additional qualification of Post Graduation in 

Engineering/ Doctorate for (Specialized?) Senior Administrative level post in the upper 

hierarchy for their 5-6 career advancements, how can such arbitrariness can be brought into 

the lower level post for the first/second promotional post of the Group B Engineers?  

           If Higher qualification in Engineering is very much important, the Cadre of the Group B 

cadres in CPWD is having more Graduates and Post Graduates than in Group A Cadre! 

           Differential treatment merely in the name of lesser entry level qualification entered in 

the rule book cannot & should not be a barrier for the pay scales, perks and promotional 

avenues, forgetting their valuable service and experience. One cannot close their eyes to the 

universal truth and importance of the vast and varied useful experiences earned by the 

engineers in their long services for delivering higher responsibilities. The desriminatory 

clauses in the RRs of all the Group A posts also needs amendment accordingly also in the 

light of the light of Order No. F 18-19/ 75/ T-2, dated 26th May, 1977 issued by the Ministry of 

Education & Social Welfare (Department of Technical Education), New Delhi 

  

6.9.0 Lesser scales in comparison with Public Sectors etc. 

     It is an established fact that till the period of 2
nd

 CPC, Government Servant used to enjoy 

higher status and pay scale in comparison with the similarly placed employees under Public Sector 

Undertakings. Gradually this situation changed and became vice versa.  In Comparison with the posts 

the Assistant Engineers and similar cadres present in Public Sectors Engineers irrespective of their 

qualifications, posted at lower functional levels who enjoys very high pay scales and promotional avenues 

and better service conditions. 

  In Public Sectors Undertaking like ONGC, IOC, AAI etc, apart from the higher pay scales and 

perks, the JE/AEs are getting 6-8 promotions during this period.  

6.10.0 Pay non-attractive to young Engineers & Exodus of Engineers in lower level adds 
to the agony of Engineers in the field. 

           The unemployment in our country is rising. However, for talented engineers good opportunities are 

always available. Once upon a time the JEs post of C.P.W.D. was considered as lucrative for candidates 

with qualification of Degree or Diploma in Engineering. However, the trend from the last more than one 

decade shows that the selected candidates are either not joining the department or leaving after joining at 

seeing the poor pay scales, promotional avenues and higher responsibilities. Hence at an average, more 

than 30% of even the decreased vacancies could not be filled in the recent past. This ultimately leads to a 

situation where in the AEs and EEs are to shoulder the additional burden due to this shortage of 

subordinate engineering staff.    

6.11.0 Higher Pay scales given to the equal/lesser  by the CPCs  & loss to the cadre- the 
Disturbed Vertical Relativities 

       It is an established fact that the AEs of C.P.W.D. (Group B Gazetted) enjoyed parity (if not 
superiority) with cadres of the Income Tax officers, Superintendants of Customs, Central Excise, etc. till 
the 5

TH
 CPC. This condition prevailed in spite of the fact that the C.P.W.D. AEs‟ cadre is having All 

India Transfer liabilities & having onerous, arduous nature of duties, responsibilities, field duty 
having 6 days week and belonging to technical cadre which required to be placed at higher grade.   

   It is also pertinent here to mention that, in CPWD, the Assistant Engineers‟ cadre is a feeder 

cadre for the 66.67% vacancies of the STS cadre (Executive Engineers) along with the  JTS cadre  

for their 33.33% share. Whereas, the cadres of Income Tax officers, Superintendants of Customs, 

Central Excise, etc. formed the part of feeder cadre of JTS post, thus making the AE Cadre of 

CPWD  superior. 

    However, with the recommendations and decisions subsequent to the Sixth CPC, this 

relativity was grossly disturbed by placing the Gazetted Assistant Engineers cadre of Central 

Engineering services-Group B  at par with even a subordinate Group C/ Group- B Non- Gazetted 

post under the Income Tax officers, Superintendants of Customs, Central Excise, Assistants in the CSS 

etc. with a Grade Pay of Rs 4600. 
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6.11.1 Pay scales of similar/equivalent/lesser Non technical cadres who are placed at higher levels than the 

Assistant Engineers of C.P.W.D. 

 

S. No. Cadres 3
rd

 CPC After 

4
th

 CPC 

5
th

 CPC Present status 

after 6
th

 CPC 

1  Assistant 

Engineers of 

CPWD 

650-1200 2000-3500 6500-10500 

&*7500-

11500 (50%)  

PB-2 9300-34800 

with Rs 4600 GP 

(single scale) 

2 a) IncomeTax 

officer 

650-1200 2000-3500 6500-10500 

(single scale) 

PB-2 9300-34800 

with Rs 4800 GP 

& Rs 5400 GP after 

4 years 

    

b) Superintendant 

(customs) 

650-1200 2000-3500 6500-10500 

(single scale) 

PB-2 9300-34800 

with Rs 4800 GP 

& Rs 5400 GP after 

4 years 

    

c) Superintendant 

Central Excise) 

650-1200 2000-3500 6500-10500 

(single scale) 

PB-2 9300-34800 

with Rs 4800 GP 

& Rs 5400 GP after 

4 years 

3 Section Officers 650-1200 2000-3500 6500-10500 

(single scale) 

PB-2 9300-34800 

with Rs 4800 GP 

& Rs 5400 GP after 

4 years 

 

6.11.2 Pay scales of similar/equivalent technical cadres who are placed at higher levels 

than the Assistant Engineers of C.P.W.D 

S. 

No. 

Cadres 3
rd

 CPC After 

4
th

 CPC 

 

5
th

 CPC Present status Promotional Post 

1  Assistant 

Engineers of 

CPWD 

650-1200 2000-3500 6500-10500 & 

*7500-11500 

(50%:50%)  

PB-2 9300-34800 

with Rs 4600 GP 

(single scale) 

STS Scale of 

PB-3            

15600-39100 

with GP Rs 

6600 

2 Assistant 

Engineer- 

Railways 

650-1200 2000-3500 6500-10500 & 

7500-11500 

PB-2 9300-34800 

with Rs 4800 GP 

& Rs 5400 GP 

after 4 years 

STS Scale of 

PB-3            

15600-39100 

with GP Rs 

6600 

       

 

6.12.0 AEs of CPWD who are sub-divisional officers are considered at par with 
„subordinate cadres‟ bearing designation of AE in State Governments. 

         The different designations of Assistant Engineer and Assistant Executive Engineer given to 
the Engineers in charge of Sub divisions respectively for the  Group- B Engineers and Group- A 
engineers shouldering the same post as  and forming   common feeder cadre for the Executive 
engineer cadre is putting the cadre into disadvantageous position in pay and perks. 

           Many of the state Governments have adopted the designation of Assistant Executive 

Engineer for their sub divisional Engineers, irrespective of the fact that they are directly recruited 



40 
 

or promoted with different entry level qualifications. The designation of the section in charge of 

C.P.W.D. was earlier known as Section Officer. Subsequent to the 3rd CPC the cadre was  re 

designated as Junior Engineers. Similarly placed section in charge in similar hierarchy in some 

State Governments are bearing designation as Assistant Engineers or even Assistant Executive 

Engineer including Kerala, and Andhra Pradesh etc. The Section in charge in Railways is called 

as Senior Section Engineers and Section Engineers, as in C.P.W.D. the cadre of JEs are directly 

working under the Group „B‟ Gazetted cadre of Assistant Engineer (Sub – Division Officer) in 

Railways. 

6.13.0 Higher Pay Scales already exists in the subordinate JE cadre Ist ACP  for JEs in 
C.P.W.D. itself. 

116 Nos JEs (Civil) and 39 Nos of JEs (Electrical) were redeployed in C.P.W.D. through surplus 

cell and from the Civil Construction Unit of All India Radio (Prasar Bharti). Prior to the 5th CPC, 

this cadre was given 1st ACP scale of (Pre- revised) Rs. 7500- 12,500 (scale of AEs in the AIR).  

6.14.0  Loss faced by the cadre during the introduction of MACP through years. 

The loss of pay due to the introduction of the anomalous MACPS had lead to abnormal loss of 

pay in the cadre upto Rs 26 lakhs per person in the period of 14+ years from 2008 onwards! .This 

will be discussed in detail later. 

6.15.0  Lower pay scale with bleak promotional avenue 

As enshrined also in the constitution EQUALITY/ parity of cadres means not only the similar 

scales but the promotional avenue also. In C.P.W.D. the JEs are waiting for this 1st functional 

promotion even after 22 years service where as JEs of other Central Government Departments 

are having much more promotional avenue. When the Group B Engineers has to wait almost 20 

years, the Group A is ensured with a promotion within 5 years.  The similarly placed Engineer in 

organization like BARC, ISRO, P&T, State Government, PSUs gets 1 to 7 promotions within 26 

years service. Considering the fact also, a higher grade of pay scales is justifiable for AEs of 

C.P.W.D.  

              In C.P.W.D., almost 70%  AEs are stagnated even after completion of stipulated service  

for their promotion and more than 50 % are after completion of 10 years  (1015 Nos (Civil) & 535 

Nos (Electrical) of AEs  in the grade are being continued as  temporary ad hoc AEs without 

regularization of their service and some of them hence will be forced to retire  in the grade 

practically without a single regular promotion in their service life! 

6.16.0  Non-consideration of higher grade of Pay scales recommended by the 

Department/ Government after the retrograde recommendations of the sixth CPC  

               In response to the Sixth Central Pay Commission, the Ministry of UD through the 
DGW, vide No.55/4/06-S&D/Vol III/ 775 dated 25.06.08 addressed to the Cabinet Secretary 
recommended as follows; 
      “ ……..ASSISTANT ENGINEER:-  Section Officers of CSS, Assistant Nursing Superintendents of 

CGHS and AEs of CPWD have enjoyed lateral parity, historically. This has been grossly disturbed 

and needs to be repaired. 6th CPC has recommended pre revised pay scale of Rs. 7500-12000 in 

PB2 for SOs. They then get Rs. 8000-13500 in PB3 after 4 years of service. Assistant Nursing 

Superintendents have been allowed pre revised pay scale of Rs. 8000 - 13500 in PB3. For 

maintaining the cited historical parity, AEs of CPWD should be placed in  pre-revised scale 

of Rs. 8000-13500 in PB2 with Grade Pay of Rs. 5400.00”. However this was not accepted by 

the Govt. 

 

              However, It is pertinent here to mention that the higher pay scale recommended for the 
Superintending Engineer by the department was accepted by the Government. 
 
6.17.0 Non-Constitution of anomaly committee & non-availability of Departmental JCM 

for redressal of demand.  

    The cadre of the JE/AE, in CPWD are not able to ventilate their demands properly which are 

arising out of anomalies disparities created time to time due to the non-availability of the 

departmental JCM as well as non constitution of the anomaly committee after the 4th CPC , 5th 

CPC& 6th CPC. All representations in this respect went is vain. 
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6.18.0 Conclusion:-  

   (A)    Considering all these aspects already mentioned including in Chapter 4, 5 

& 6 above & 

1) If parity cannot be guaranteed under our constitution, to reduce the widened 
disparity between the „promotee‟ and „direct recruits‟ in pay scales and perks 
having functionally equivalent interchangeable posts under „the equal pay for 
equal work‟, the cadres of both together  forms the feeder cadre of STS CADRE in 
Group A. 

2) To remove the disturbed horizontal and vertical relativities etc., the Gazetted 
cadre of Assistant Engineers belonging to the Organised cadre of  Central 
Engineering Services Group B of CPWD 

3) To address the anomalous situation arising after the implementation of 6th CPC as 
explained above, 

4) To offer a proper pay package to the technical (Engineering) cadre of the Principal 
Engineering Department,having 6 day field duties including at odd places (if not 
with parity, nearness  to the scientific departments, having 20% by way of PRP), 

5) If not superior, but not to let down the cadre in front of the State Government 
counterparts in the matter of pay, 

6) In line with the recommendation of the CPWD and Ministry of Urban Development 
after the 6th CPC report (refer 6.19.0 as above vide No.55/4/06-S&D/Vol III/ 775 
dated 25.06.08 addressed to the Cabinet Secretary) 

7) To avoid exodus of Engineers from the Department (and for retaining the 
Engineers for the real responsible and functional stages of execution of works.) 

8) To remove the wider disparities in pay levels of same cadre doing same job/equal 
work,  

9) To enable the cadre to face the new challenges of the CPWD as envisage by the 
Hon‟ble Presidents & Minister of UD; 
 

           Being our genuine grievance and right, we hereby demand to place the 

Assistant Engineer cadre at an equivalent pre-revised pay scale  having Grade 

pay Equivalent not less than that of  Rs 5400/-. 

 (B) 100% of the Executive Engineers may be placed in the equivalent pre-revised 

pay scale  having Grade pay Equivalent of  Rs 7600/-(NFSG) in line with the grant 

of this scale to all the EEs in some PWDs of the State Governments. 

(C) The feeder cadre of the Group B Gazetted Engineers i.e the Group B Non Gazetted 

Junior Engineers may be placed in the equivalent pre-revised pay scale  having Grade 

pay Equivalent of  Rs 4800/-  (Refer 6.7.6 above on change of recruitment rules- OM of 

DG No 29(2)/04/06/S&D/433 dt 04/03/2010)  

*************** 
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7.0   Promotions & Views of Earlier Central Pay Commissions 

 

 A „promotion‟ is important from the stand point of individual member as it signifies: 

 

 A financial up gradation (more disposable income); 

 Higher responsibilities leading to greater job satisfaction and fulfillment; and  

 Improved social standing. 

 

         While financial upgradation and improved social standing are important, higher responsibilities 
and job satisfaction are probably no less important for motivation of members of a service. Improved 
social standing is generally associated with designation.  
 
The 4

th
 CPC stated every employee who joins service, looks forward to a satisfactory career of 

progressions. It is therefore necessary that the state, as the biggest employer, should lay down a fair 
and well defined policy for the promotion of the employees. That in fact is one of the two basic 
conditions of a good public service, the others being the security of service, for which case has been 
latest in article 311 of the constitutions and the case law which has developed on it.  

Further,  the 5
th

 CPC stated.  

 …..“Reasonable promotion opportunities ranging from 2 to 4 promotions in ones 
careers have generally been accepted as a norm”…..  

Administrative Reforms commission after  detail study has made the following observations 
     “Promotion means movement of a worker to a position of higher responsibility and consequential 
improvement in his salary. It is a reward for his hard work and incentive in lieu of his best to the 
employer; it is also serving to maintain the requisite moral among workers. Promotion provides 
stimulation to the employee to call for the quality that is necessary for advancing in life. When such 
encouragement is made in all employment, it acquires steep significance in the public sector, where 
the management finds for reason explained elsewhere, that it cannot reward the workers in other 
ways.” 

Prof. W. Proctor an Administrator stated “A lack of suitable promotion system frequently 
causes the better type of worker to lead the public service for working in the field of private 
enterprises. It makes difficult the maintenance the goodwill and enthusiasm through the 
Govt. establishment. As a result it renders difficult the maintenance of high standard of 
moral.” 

7.1.0 Methods of Career for  Advancements / Promotions 

             There are various methods available for career advancements under Government of India. 
Various Pay Commissions and Governments have formulated methods to fulfill the aspirations of the 
employees and to improve their working conditions. Eventhough, all the services of the employees 
are equally important and all should be given with equal opportunities, the policies of the 
Government, decisions of the Pay Commissions, rules guidelines, actions of the departments, 
decision of UPSC, DoPT, Ministry of Finance etc, hierarchy and availability of posts, legal hurdles, 
functional needs., cadre review, cadre restructuring Etc all affected this uniform requirement of 
career advancement. There are lots of variations in the pattern of availability of promotions. 
Generally, under Central Government, servants get promotions from 1 to 7.  

           There exists normal promotions (by way of seniority, LDCE, LDQE), extra promotions  
by way of Cadre reviews, cadre restructuring, ACP, Fexible Complementing Schemes, 
MACPS, Time bound Scales etc.  
            However, as stated by the FIFTH CPC, …..“Reasonable promotion opportunities ranging 
from 2 to 4 promotions in ones careers have generally been accepted as a norm”… 
         The plight of the Engineers of CPWD (Excluding the Group A- DR) even does not fit into 
the category having even the minimum of this reasonable opportunity of having 2 regular 
promotions for all. Majority of them retire with the single promotion (either adhoc/regular). 
The Group B is not fortunate enough to have single promotion for all in life time!  On the 
other hand, the Group-A Services, who start their service along with the Group B Engineers, 
manage/fortunate   enough to be entitled for average 4-5 promotions. 
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7.1.1 Normal Promotions as per existing statutes 
 
   The tables containing the „Engineering cadre strength of CPWD through years,‟ „threshold 
study‟ and the structural ratio given below states the conditions of the cadre strength, 
promotional avenues etc. 
                In our democratic country equal opportunities for all citizens in the matter of employment, 
appointment i/c promotion, the necessary provision in our constitution under article 14 and 16 it is 
guaranteed the equal rights. As in our department the real fact is that an unhealthy promotional 
policy created lot of anomalies in the promotion of AE‟s/EE‟s i/c the feeder cadre of JE‟s. 
               The promotional avenues of other engineering & ministerial cadres certainly far better in 
compared to the cadre i.e Group-B promotes AE‟s / EE‟s. It is very important to explain that the 
Group-A engineers are enjoying more than five promotions during their service career from AEE to 
the DG, CPWD. Whereas the Asst. Engineers (Group B) started his career as JE this department 
prior to 4

th
 CPC in the year 1981 onwards they are still working in the entry gate as a JE (not yet 

regularized in AE post). It is very ridiculous and painful to all ill fated JE‟s that they have not got a 
single promotion in their service career.  
                The promotion in the career is most important & essential part of any employee which 
increase the efficiency of the individuals and also implement his/her vast experience for betterment 
of the department. Everybody initially determine /select their service considering the better career 
advancement in public Service. If such opportunities are not provided after  completion of the 
required service, then the work become monotonous, charmless due to which the employee himself 
lose interest, work efficiency & public service as well as department is also unable to achieve the 
target of the Govt work.  

7.1 Engineering cadre strength of CPWD through years  
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Senior Administrative posts –(Group A Posts) 

1 DG (W) 1 1 NIL 1 - NIL 1 1  

2 Spl DG(C) 0 0 0 0 0 0 2 4 +400% 

3 Spl DG(E) 0 0 0 0 0 0 0 1 +100% 

4 ADGs(C) 0 3 300% 9 +9 +900% 10 11 +1100% 

5 ADGs(E) 0 3 300% 9 +9 +900% 0 3 +300% 

6 CE (C) 16 33 106% 42 +26 +163% 42 63 +294% 

7 CE (E) 2 3 200% 10 +8 +40% 10 15 +650% 

8 SE (C) 66 119 80% 157 +91 +138% 157 169 +156% 

9 SE (E) 18 36 100% 43 +25 +39% 43 50 +178% 

 Total 103       317 +202% 

FIELD UNIT  POSTS– (Group A,B & C Posts) 

10 **EE (C) 356 420 18% 581 +225 +63% 581 645 +74% 

11 **EE (E) 98 136 39% 171 +73 +74% 171 224 +106% 

  12 AE (C)  1287 1742 35% 1930 +643 +50% 1887 2200 +66% 

  13 *AEE (C) 50 60 20% 80 +20 +25% 80 100 +100% 

14 AE (E)   436 650 49% 715 +279 +64% 724 890 +78% 

15 *AEE (E) 10 15 50% 20 +5 +33.3% 20 25 +150% 

16 JE (C) 4185 3489 (-) 17% 2806 (-)1821 (-)33% 2387 2200 (-) 47% 

17 JE (E) 1625 1283 (-) 21% 1061 (-)651 (-)35% 967 890 (-) 45% 

 TOTAL 8047       7174 (-) 11% 

 Group B  
& C/Group B 

Non- Gaz  (I/c 
Gr A  posts for 

promotees)  

7760       6760 (-) 13% 

 Exclusive to 
Group A 

287       414 +44% 
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** Includes Group A posts. As per the existing rules 33.33%  *Group A  posts. 

 

     7.2 The table of „ The structural ratio” given below  once  again proves beyond doubt that 

the promotional avenues kept in the STS for Group A of 215% to 300%, much more than the 

actual requirement and only to block the Group B Engineers having only16.75% to 19.54%   

with their second promotion. The additional clause inserted with a rider of Graduation in 

Engineering will pave way for more stagnation and retirements,in Group B itself. 

7.2       STRUCTURAL RATIO  (EE vs  AE/AEE) 
(STS  To JTS /  EQUIVALENT) 

 AEE AE AEE AE 

Stream CIVIL ELECTRICAL 

Sanctioned strength 100 2200 25 890 

Respective quota(1/3:2/3) 215 430 75 149 

 Sanctioned posts  of STS(EE) 
(Divisional  level Posts) 

645 224 

Structural ratio (combined) 28.04% 24.48% 
STRUCTURAL RATIOS 
 EE/AE 

215% 19.54% 300% 16.74% 

   

Note:- 

1. It can be seen that the table above of the Structural Ratio (promotional post available with respect 

to cadre strength) of EEs post to AE for Group A is an alarming undesired & astronomical one of 

215% to 300%, whereas the same for the Group B is only 16.75% to 19.54% only after 

undergoing three cadre reviews. This proves beyond doubt that the Cadre reviews were devised 

only by keeping eye on the Group A cadres Career advancement only. 

7.1.2 Cadre Review  Promotions. 

           The definition for the Cadre management in Government particularly in CPWD context 
was to promote an inverted pyramid structure only to facilitate the aspirations of the selected 
few cadres than about reconciling expectations of every member of the department that one 
would steadily climb up the ladder.  
            Over the years, through various cadre reviews, the pyramidal organization structure was 
not dictated by the actual needs of the organization needs as envisaged in the norms of the 
cadre reviews. The study conducted by the DoPT subsequent to the second cadre review 
exposed this aspect. Posts of Thousands of grass root Junior Engineers were surrendered only 
to facilitate the Group A cadre review in 1995. However, the stagnation level of the Junior 
Engineers were risen from 22 years to 27 year till 2012 and of AEs up to  22  years. 
           Almost all the Direct Recruited Group- A, reaches the HAG (i.e. ADG) level post by 
promotion before retirement, 
          The plight of the Group B Engineers in the very department is to retire before a getting 
any promotion in their service life.(the services of the more than 50% of the Assistants 
Engineers of 2005 year onwards  batches are not yet got regularized and still continuing as ad -
hoc AEs only). This condition prevails in spite of having their eligibility to have career 
advancement up to the level of HAG+ posts in 22 years. 
           Though the department declares after 3rd cadre review the stagnation level of JE came 
down from 27 years to 22 years, actually it was not so. It is a reality that the JEs joined in the 
department in the year 1985 to 1990 were promoted in 2012 only on TEMPORARY ADHOC 
basis which is totally in hilarious in the name of promotion. More than 50% AEs(1015 Nos (Civil) 
& 535 Nos (Electrical)  are only having a temporary  ad hoc promotion. 
             It can be seen from the table titled „Engineering cadre strength of CPWD through 
years‟ that the while the cadre strength at the Senior Administrative posts –(Group A Posts)  
was increased to the tune of  202%, the field unit level posts undergone a reduction of 13% over 
last three decades. There was reduction of more than 50% strength of JEs in the field  by 
almost 3160 posts! While the promotional avenues were increased (with addition of two more 
levels) at all levels for the group A posts, there was hardly any change in the stagnation level of 
the Grooup B Engineers.  
             The  „threshold analysis‟  given below proves this fact beyond doubt. Hence it can be 
seen that the rules itself is acting as „stumbling block‟ in front of the cadre in the career 
advancement. 
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         The 5th CPC vide chapter 50.26 stated as follows, ……“we recommended that the 

Government immediately take up all such cases with a view to retiring the advents impart 

on group „B‟ and Group „C‟ cadre. These views, however, will be subject to our over all 

strategy of right sizing the Government Machinery”……….  

 Flouting this direction, subsequent to this, only downsizing of JEs cadre was taken place 
along with the more stagnation and upsizing of the Group „A‟ posts in spite of the adverse 
observations by ERC also. No such rectifications took place. Rather the Group „A‟ Engineers 
could manage with another cadre review without considering the observations of 5th CPC as 
stated above.We hereby demand for removal of all such ill effects on the Group B cadre, by 
virtue of all cadre reviews of Group A 

            Moreover, due to this unprecedented increase in functionally non- justifiable posts 
created at senior levels, all the ministerial staff attached to the field units at correspondence, 
drawing and accounts branches were gradually withdrawn and attached to these posts without 
any functional justifications. This had adversely affected the normal functioning of all the field 
units.              

           In nutshell, the exercise of all  these cadre reviews were not with a rational approach and 
downsizing was done only at the functionally needed grass root level and increase at top level.             
The Cadre reviews, ultimately, increased the work load of the Group-B Engineers in 
particular due to abnormal decrease in the subordinate level and increase in the upper 
hierarchy to shoulder unavoidable per capita work load,that too at reduced wages.! 
 

STAGNATION LEVEL OF CENTRAL ENGINEERING SERVICES GROUP „B‟ 

The current state of stagnation of CES Group „B‟ Engineers from appointment in the 
Group „B‟ Cadre has assumed more alarming proportions for their first promotion. 
Eligibility for grant of promotions vis-a- vis present promotion prospects of these services 
(both Civil and Electrical) are shown in the table below:  

7.3 Threshold Analysis – Group B- Gazzetted 
 

Scale/Post Eligibility period of 
promotion as per DOPT 

orders 

Present 
Promotional 
prospects 

Remarks 

AE to EE (STS) 7 years for Degree Holders 
and 9 years for diploma 
holders. 
(After the new CES rules of 
2012,the 1/3

rd
 quota of 

Diploma Engineers is merged  
and added with 1/3

rd 
quota of 

degree holders and  the 
diploma engineers getting 
promotion to the post of AE 
are barred for their second 
promotion in service life.) 

20 years for 
seniority promotees/ 
LDCE promotees. 

Majority of Group B 
Engineers retires in 
service without any 
single promotion. This 
situation will further 
aggravate with the 
new CES Gr B Rules-
2012 and due to non 
creation of sufficient 
vacancies in STS  
grade. 

AE to SE (JAG) 7+9 = 16 years (only for 
Degree Holders) 

(Hardly any except 
few ad- hoc 

promotions after the 
3

rd
 Cadre review for 

few LDCE 
promotees  after 

32years of service) 

 

AE to CE (SAG) (16+3=)  19 years Nil -- 

AE to ADG (HAG) (19+3=)  22 years Nil --- 

AE to Spl DG 
(HAG+) 

(22 +1=)  22 years Nil -- 

 

7.1.3 Assured Career Progression 

                This scheme of ACP (of Aug 1999), was considered a „SAFETY NET‟ to deal with the 

problems of genuine stagnation and financial hardship faced by the employees due to lack of 

adequate promotional avenues” to ensure minimum 2 financial upgradations in tha absence of 

functional promotions in the entire service.   

             The ACP Scheme in existence is just an 'oasis' for the employees those who are denied 

with their genuine right of minimum promotions and a partial relief for the promotionally 

stagnated employees like the J.Es and A.Es of CPWD. 
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 In line with the ACP scheme introduced for all Central Government Employees, the 

same was also introduced in C.P.W.D. for JEs/AEs as on 9-8-99. Till this date as mentioned 

already the JEs were having 3 scales i.e. 5000-8000 and 5500-9000 after 5 years and 6500-

10500 after 15 years of service. The 5TH CPC had also proposed a scale of Rs. 7500- 12,000  

for the 50%  AEs. As a pre-requisite of ACP scheme the 2 higher time bound scales of JEs  

were withdrawn. The scale of Rs. 7500- 12,000 was also not implemented.  It was a fact that a 

minor relief given to the JEs/AEs by granting of 2nd ACP scale of EEs after 24 years. However, 

the then feeder cadre of the AEs for a JE served up to 23 years was put into financial loss by 

introduction of the ACP scheme as illustrated below. 

7.1.3.1 Pay before and after ACP scheme of C.P.W.D. Junior Engineers/AEs (Civil & Elect.)  :- 

Before ACP After introduction ACP Gain/Loss 

Year In 5000- 

8000 scale 

In 5500- 

9000 after 

5 year 

In 6500 -

10500 after 

15 year 

Year In 5000 - 

8000 single 

scale 

After 1
st

 ACP 

scale of 6500 -

10500  

(+) (-) 

At entry Rs. 5000   At entry Rs 5000  0 0 

After 1 year Rs. 5150   After 1 year Rs. 5150  0 0 

After 2 yrs Rs. 5300   After 2 yrs Rs. 5300  0 0 

After 3 yrs Rs. 5450   After 3 yrs Rs. 5450  0 0 

After 4 yrs Rs. 5600   After 4 yrs Rs. 5600  0 0 

After 5 yrs Rs. 5750 Rs. 5850  After 5 yrs Rs. 5750  - 100 

After 6 yrs  Rs. 6025  After 6 yrs Rs. 5900  - 125 

After 7 yrs  Rs. 6200  After 7 yrs Rs. 6050  - 150 

After 8 yrs  Rs. 6375  After 8 yrs Rs. 6200  - 175 

After 9 yrs  Rs. 6550  After 9 yrs Rs. 6350  - 200 

After 10 yrs  Rs. 6725  After 10 yrs Rs. 6500  - 225 

After 11 yrs  Rs. 6900  After 11 yrs Rs. 6650  - 250 

After 12 yrs  Rs. 7075  After 12 yrs Rs. 6800 Rs. 7100 25 - 

After 13 yrs  Rs. 7250  After 13 yrs  Rs. 7300 50 - 

After 14 yrs  Rs. 7425  After 14 yrs  Rs. 7500 75 - 

After 15 yrs  Rs. 7600 Rs. 7900 After 15 yrs  Rs. 7700 - 200 

After 16 yrs   Rs. 8100 After 16 yrs  Rs. 7900 - 200 

After 17 yrs   Rs. 8300 After 17 yrs  Rs. 8100 - 200 

After 18 yrs   Rs. 8500 After 18 yrs  Rs. 8300 - 200 

After 19 yrs   Rs. 8700 After 19 yrs  Rs. 8500 - 200 

After 20 yrs   Rs. 8900 After 20 yrs  Rs. 8700 - 200 

After 21 yrs   Rs. 9100 After 21 yrs  Rs. 8900 - 200 

After 22 yrs   Rs. 9300 After 22 yrs  Rs. 9100 - 200 

After 23 yrs   Rs. 9500 After 23 yrs  Rs. 9300 - 200 

After 24 yrs   Rs 9700 After24 yrs  Rs 10000(ACP) 300  

 

 The cadres  faced acute stagnation for more than 27 years was considering the second 

ACP scale  as an „oasis‟ and  grabbed this  small  benefit after facing this loss and  are again 

put into further disadvantageous position by the introduction of the MACP. The justification of 

the CPC for stopping this scheme in the name of modified ACP to grant next higher grade pay 

in place of pay of the post in the hierarchy of promotional post is simply injustice and seizure of 

this existing privilege and a retrograde proposal the engineers. 
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7.1.4 NON FUNCTIONAL UPGRADTION 
 

          The sixth CPC has recognized the promotional problem of the Group 'A' Cadres and 

suitably recommended and the government has accepted at least assured financial up 

gradations parallel to IAS cadre which may not be less than 5-6 ACPs. 

          Accordingly, the Government of India has issued OM No.AB.14017/64/2008-Estt.(RR) 

dated 24.04.2009 and 21.05.2009 granting Non-functional up gradation for officers of organized 

Group-A services in PB-3 and PB-4, which ensures in reality 5-6 hierarchical up gradations two 

years below parallel to the top most ranking IAS person of the batch. 

 

7.1.5 MODIFIED ASSURED CAREER PROGRESSION SCHEME (MACPS)  

                     

        The modification proposed by the Sixth CPC was in retrograde direction. It was to grant 2 

career (?) up gradation in the hierarchy of scales instead of hierarchy of post after 10 and 20 

years. The Government of India subsequently issued order of modified ACP vide 

No.35034/3/2008-Estt. (D) dated 19.05.2009 proposing 3 financial up gradations instead of 2 in 

the hierarchy of pay scales.  Thus, it is a departure from the accepted norms of the Government 

to grant partial relief by granting financial promotions in the absence of functional promotions for 

the stagnated employees. 

The MACPS proposed by the sixth CPC was with the justification of bringing more 

uniformity and to avoid uneven benefit to employees existing in the same pay scale in the 

same pay scale in different organizations with a different hierarchical pattern in career 

progression.(6.1.15). 

 It accordingly further stated in the case of JEs, that; 

 3.4.8 … The Commission has separately recommended a modified ACPS in which the financial 

up gradations will invariably be to the next grade in the hierarchy of revised pay bands and 

grade pay and, therefore, the financial up gradation under ACPS will invariably provide similar 

benefit irrespective of the hierarchy of the posts existing in the organization. This will ensure 

uniform progression under the ACPS.  

           It was also stated that. “The Commission has separately recommended modified ACPS 

in which the financial up gradations will invariably be to the next grade in the hierarchy of 

revised pay bands and grade pay and, therefore, the financial up gradation under ACPS will 

invariably provide similar benefit irrespective of the hierarchy of the posts existing in the 

organization.”  

             It can be seen that there was no uniformity as envisaged by the sixth CPC was achieved with the 

introduction, but brought more disparities and irregularities even within a small cadre of CPWD JE/AE as 

illustrated in the tables attached herewith.  

 

               Due to this shift in „Principles & Purposes‟ of the Assured Career Progression scheme in the 

MACPS, the pay scale/ Grade pay of the Junior/Assistant Engineers of CPWD, who have not completed 

24 years of service up to 31.08.2008, will be fixed abnormally on lower side at Rs.4800/- (Grade Pay; 

Corresponding to the pre-revised pay scale of Rs.7500-12000) instead of in the grade pay of Rs.6600/- 

(corresponding to the pre-revised pay scale of Rs. 10,000 – 15,200) which is continuously being given to 

all those JEs/AEs who have completed 24 years of their services up to 31.08.2008 as per existing ACP 

Scheme (of Aug. 1999). The Department „CPWD‟ and Administrative Ministry‟ considered it appropriate to 

implement the ACP scheme w.e.f. 09-08-1999 for the cadre of Junior Engineers of CPWD , although the 

1
st
 financial up gradation i.e. after 12 years was not beneficial to this cadre, because existing time bound 

promotion scheme (i.e. after 5 years & 15 years) ceased to be operative from the date of introduction of 

the ACP scheme (i.e. from 09-08-1999), as both the schemes could not have worked concurrently as per 

the notification of the ACP scheme (of Aug. 1999). Hence the above ACP Scheme was introduction to the 

cadre of JEs after sacrificed the Time bound promotional pay Scale of 5 years & 15 years. 

   As already stated, the Assured Career Progression proposed by the 5
th
 CPC and accepted in a 

modified form by the Central Government was an 'oasis' for the Junior Engineers of CPWD in their desert 

like service life having unprecedented level of stagnation.  To achieve the 2
nd

 ACP which was only the 

oasis for J.E & A.E cadre, the J.E cadre had to put into financial loss at least from 5
th

 year to 23
rd

 

year by foregoing the prevalent time bound promotion scheme after 5 years and 15 years.  For 

facilitating this, the majority of the JEs placed in Rs.5500 – Rs.9000 had to opt for the lower scale 

of Rs.5000 – Rs.8000 w.e.f. 9/8/99. 
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It is ironical that, the introduction of MACP brought into more losses to the same people 

already faced loss in the fifth CPC on introduction of ACP who had expected a benefit in the long 

run! 

.   

It is also pertinent here to mention that the Government of India  has so far granted this scheme 

of 2
nd

 ACP for more than 60% of AEs and 25% of JEs. This fact was accepted and reiterated even by the 

Expenditure Reform Commission. (ERC) in their report (CPWD Chapter 4.9). 

 

            The same 6
th
 CPC vide Para 3.3.12 recommended grant of non-functional promotional scales to 

all organized Group A posts (2 years below parallel to IAS cadre). As aforesaid the subordinate engineers 

like JEs of CPWD are stagnated for their first promotion in their life even after 27 years of meritorious 

service; on the other hand, the Group A Cadres are already having avenues of minimum 3 to 7 

promotions available to them in their career.  Hence, only the ACP scheme was not implemented for 

Group 'A' earlier by the Government.  However, through this proposal, the 6
th
 CPC assures minimum six 

FINANCIAL UPGRADATIONS through back door in STS, JAG, NFSG, SAG, HAG & HAG+ grades. 

              Hence, the Modified ACPS proposed is in the retrograde direction and a seizure of existing 

privileges from the Group B, C & D employees (of grant of minimum 2 financial promotions in the absence 

of functional promotion). The same Commission is finding justification for granting minimum 6 financial up 

gradations to the Group A cadres ! 

            As already stated, this will bring more disparity within the cadre of JEs of CPWD and will result 

into the seizure of existing privilege of already stagnated employees.  The proposal of MACPS was 

without application of mind and relying on the data‟s on the financial advantages and disadvantages of 

the so called similarly placed employees having different hierarchical grades.  It is a fact that the kind of 

stagnation existed in CPWD JEs cadre is unparallel in Government of India (a fact which was brought into 

the notice of 6
th
 CPC which was acknowledged even by the PRP panel). 

 

7.1.6    (5/6) NFU SCALES FOR GROUP 'A' CADRES AND (-1) ACP 
            SCALES FOR THE REST!!!? &  3 MACPS IS LESSER THAN 2 ACPs? 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

CAREER PROGRESSION   OF ENGINEERS OF CPWD 
PRE-N-POST 6TH CPC 

 

 

Group B/C Engineers of CPWD 
downgraded after Modified ACPS 

 ( From ‘+ 2’ACP {functional} 
to ‘1’ACP {Functional} ) 

Group A Engineers of CPWD 
Non Functional upgradation 
(From ‘+0’ ACPS to 5/6 ACP 

 {actually-Functional} 

 

              
               Pre  6

th
 CPC  

 
              Post  6

th
 CPC 
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Annexure – I-A 

7.1.7 THE DETAILS OF BENEFITS BEFORE MACPS 

(As per ACP scheme of August 1999) 

Name of Department  : CPWD; under Ministry of UD 

Name of Post : Entry level grade pay : Rs 4200/-      

1 2 3 4 5 

S. No. DIFFERENT  STAGES  OF STAGNATIONS Grade Pay ; entry level Grade pay Grade pay 

I-a If one will be getting 1
st

 promotion within 10 years  (say in 8years) 
and is not getting his 2

nd
 promotion in service life 

4200 4600/- 1
st

 promotion 
after 8 years 

6600/-  as 2
nd

 ACP after total 24 
years 

I-b If one will be  getting 1
st

 promotion  after  10 years (say in 
17years) and is not getting his 2

nd
 promotion in service life 

4200 4600/- 1
st

ACP after 
12 years 

6600/-  as 2
nd

 ACP after total 24 
years 

I-c If one will be  getting 1
st

 promotion after  20 years  (say in 
28years) and is not getting his 2

nd
 promotion in service life 

4200 4600/- 1
st

 ACP after 
12 years 

6600/-  as 2
nd

 ACP after total 24 
years 

II-a If one will be getting 1
st

 promotion within 10 years  (say in 8years) 
and is getting his 2

nd
 promotion before 20 years (say in 18 years) 

and is not getting his third promotion in service life. 

4200 4600/- 1
st

 promotion 
after 8 years 

6600/- 2
nd

 promotion after total 
18 years (No further ACP after 

completion of 24 years) 

II-b If one will be getting 1
st

 promotion within 10 years  (say in 8 
years) and is getting his 2

nd
 promotion after 20 years (say in 29 

years) and is not getting his third promotion in service life. 

4200 4600/- 1
st

 promotion 
after 8 years 

6600/- 2
nd

 ACP after total 24 
years 

II-c IF one will be getting 1
st

 promotion after 10 years            (say in 
18years) and is getting his 2

nd
 promotion after 20 years (say in 29 

years) and is not getting his third promotion in service life. 

4200 4600/- as  1
st

 ACP 
after 12 years 

6600/- 2
nd

 ACP after total 24 
years  

 

Comments : ACP scheme of Aug.1999, ensures rational and uniform financial benefits within one cadre. 
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Annexure – I-B 

7.1.8 THE DETAILS OF BENEFITS ON INTRODUCTION OF MACPS 

 

Name of Department  : CPWD; under Ministry of UD 

Name of Post : Entry level grade pay : Rs 4200/- (PB-II)      

For them who joined service before 31-08-2008 & has not completed 12 years upto this date   and also for those who joined CPWD after 31-08-2008. 
 

1 2 3 4 5 6 

S. No. DIFFERENT  STAGES  OF STAGNATIONS Grade Pay ; 
entry level 

Grade pay Grade pay Grade pay 

I-a If one will be getting 1
st

 promotion within 10 years (say in 8years) 
and is not getting his 2

nd
 promotion in service life 

4200 4600/- 1
st

 
promotion after 8 

years 

4800/- 2
nd

 ACP after total 18 years 5400/- 3
rd

 ACP after total 
28 years 

I-b If one will be  getting 1
st

 promotion  after  10 years (say in 17years) 
and is not getting his 2

nd
 promotion in service life 

4200 4600/- 1
st

ACP after 
10 years 

4800/- 2
nd

 ACP after total 20 years 5400/- 3
rd

 ACP after total 
30 years 

I-c If one will be  getting 1
st

 promotion after  20 years (say in 28years) 
and is not getting his 2

nd
 promotion in service life 

4200 4600/- 1
st

 ACP after 
10 years 

4800/- 2
nd

 ACP after total 20 years 5400/- 3
rd

 ACP after total 
30 years 

II-a If one will be getting 1
st

 promotion within 10 years (say in 8years) 
and is getting his 2

nd
 promotion before 20 years (say in 18 years) and 

is not getting his third promotion in service life. 

4200 4600/- 1
st

 
promotion after 8 

years 

6600/- 2
nd

 promotion after total 
18 years 

7600/- 3
rd

 ACP after total 
28 years 

II-b If one will be getting 1
st

 promotion within 10 years (say in 8years) 
and is getting his 2

nd
 promotion after 20 years (say in 29 years) and is 

not getting his third promotion in service life. 

4200 4600/- 1
st

 
promotion after 8 

years 

i) 4800/- 2
nd

 ACP after total 18 
years 

ii)6600/- 2
nd

 promotion after total 
29 years 

7600/- 3
rd

 ACP after  30 
years ( 3

rd
 ACP  just on 

completion of one year in 
6600 grade pay) 

II-c IF one will be getting 1
st

 promotion after 10 years (say in 18years) 
and is getting his 2

nd
 promotion after 20 years (say in 29 years) and is 

not getting his third promotion in service life. 

4200 4600/- 1
st

 ACP after 
10 years 

i) 4800/- 2
nd

 ACP after  20 years 

ii)6600/- 2
nd

 promotion after total 
29 years 

7600/- 3
rd

 ACP after  30 
years ( 3

rd
 ACP  just on 

completion of one year in 
6600 grade pay) 
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A) For them who joined service before 31-08-2008 & Completed 12 years of service on or before 31-08-2008 but has not completed 24 years of service up 
to 31-08-2008 

1 2 3 4 5 6 

S. No. Stage on introduction of MACPS Grade Pay at entry 
level post 

Grade pay; as on 31-
08-2008 

Grade pay on 
completion of 20 

years 

Grade pay; on 
completion of 30 years 
of service under MACPS 

III-a Completed 12 years on or before 31-08-2008 but has not completed 24 
years up to 31-08-2008 and got 1

st
 ACP under ACP scheme of Aug 1999 

4200 4600/- 4800/- 5400/- 

 

B) For them who joined service before 31-08-2008 & completed 24 years of service up to 31-08-2008 

1 2 3 4 5 6 

S. No. Stage on introduction of MACPS Grade Pay 
at entry 

level post 

Grade pay; as on 31-
08-2008 

Grade pay on 
completion of 

20 years of 
service 

Grade pay; on completion 
of 30 years of service 

under MACPS 

IV-a Completed 24 years on or before 31-08-2008 and got 1
st

 & 2
nd

 financial up 
gradations  under ACP scheme of Aug 1999 

4200 6600/-       n.a. 7600/- 

 

NOTE:-  This is clear from the above details that the benefits under MACPS are totally unequal, uneven, different, irrational, disproportionate & inconsistent, even with in one cadre. 

The scheme of MACPS is  very much advantageous to the  less stagnated cadres  and is less advantageous  for the cadres, which are highly stagnated for a period of more than 20 

years at entry level  post it self ; like Junior Engineers of CPWD.  The above table also shows that if  timely promotions happen, one can get upto five financial upgradations in the 

hierarchy of grade pay as per MACPS. (financial upgradations, considering two regular promotions i.e. 4200>4600>4800>5400(PB-II)/5400(PB-III)>6600>7600). But the fate of highly 

stagnated cadres at one post like Junior Engineers/AEs of CPWD,  has become totally bleak and disadvantageous because of implementations of MACPS, where financial 

upgradations are given in the hierarchy of the grade pay instead of promotional hierarchy, as was available in the erstwhile ACP scheme of Aug.1999. The three financial 

upgradations without promotions will be in the grade pay of 4200>4600>4800>5400 only. 
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7.1.9 a) The comparative financial upgradations in two different schemes, in the normal circumstances for the cadres of JE/AE of CPWD 

Up gradation 
Schemes 

Entry level 
Grade Pay 

Grade pay after 10 
years under MACPS 

Grade Pay after 
12 years as per 
ACP Scheme of 

Aug 1999 

Grade pay after 20 
years under MACPS 

Grade Pay after 24 years 
as per ACP Scheme of Aug 

1999 

Grade pay after 30 
years under MACPS 

As per ACP Scheme 
of Aug 1999 

Rs 4200/- Not applicable Rs.4600/- Not applicable Rs.6600/- Not applicable 

As per MACPS Rs 4200/- Rs 4600/- Not applicable Rs 4800/- Not applicable Rs 5400/- 

 

b) The comparative study of allowances and other benefits on or after 31-08-2008 

 

Allowances / Perks Grade Pay Transport 
Allowance 

Entitlement of 
government 

accommodation 

LTC entitlement Entitlement of 
accommodation 

on tour 

Project 
Allowance 

Entitlement of 
medical IP 

JE/AES who have  
completed 24 years 

after 31.08.2008 (say as 
on 01.09.2008)  

4800 1600 Type III By train (2
nd

 AC) Hotel of rent upto 
Rs. 500/- 

1000 Semi private ward 

JE/AEs/ who have 
completed 24 years  up 

to  31.08.2008 

6600 3200 Type IV By Air Hotel of rent upto 
Rs. 1500/- 

1500 Private ward 

Conclusion :- 

From the above tables and details it is clear that even after having provisions of three financial upgradations as per MACPS, this scheme proves to be 

less advantageous for the cadre of Junior Engineers of CPWD, in comparison to the ACP Scheme of Aug 1999, where only two financial upgradations 

were available in promotional hierarchy of the post. 
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7.2 0  HOW ANOMALOUS THE MACPS? 

 

7.2.1   Pre- 6th CPC Condition 

 

 The Junior Engineers of CPWD were having almost a uniform career progression with 

basic pay scale of Rs.6500 – 10500 as 1st ACP after 12 years (Rs.7500 – 12000 for AIR 

redeployed JEs) and Rs.10000 – 15200 scale as 2nd ACP after 24 years of service. 

 

7.2.2   Post 6th CPC / MACPS Condition : 

 After the introduction of MACPS, the JE/AEs cadre has wider disparity in case of pay 

scales within the cadre. 

 In a ideal case after MACPS the JEs of CPWD ought to have more uniform career 

progression as per the prevailing pay scales the JEs will have pay scale with Grade Pay of 

Rs.4200 up to 10 years and on completion of 10 years Rs.4600/-, on completion of 20 years 

Rs.4800/- and Rs.5400/- on completion of 30 years.  However, after the introduction of MACPS, 

the picture will be totally different. 

Case 1 : A JE/AE up to 10 years service will be having the Grade Pay of Rs.4200/- 

Case 2 : A J.E/AE completed 24 years as on 31.08.2008 will be having Grade Pay of 

Rs.6600/- and Rs.7600/- as 3rd financial up gradation on completion of 30 years. 

Following is a graphic  representation of the situation already given in the illustrations / tables 
above. 
 

7.2.3 

Comparison of Grade Pay for JE with those who 

Completed 24 years Service on or after 31.08.2008 
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7.2.4   Consequent upon implementation of recommendations of 6
th
 CPC the MACPs -2008 

it is realized by the Govt of India about the disparities created by it & discussed the matter in 

National Anomaly Committee Meeting with JCM, thereafter A joint subcommittee on MACP 

was constituted under the NAC to overcome the anomalies of MACPs-2008 in the month of 

Jannuary-2010. In the 2
nd

 Meeting of the Joint Committee on MACPS Vide Record Note No. 

11/01/2010–JCA dated 6/10/2010 & 3
rd

Record note meeting of Joint Sub Committee of 

MACP it was decided that “Para 13 of the MACPS shall be revised to the effect that 

Organizations /Cadres shall have the option to choose either the ACP Scheme or the 

MACP Scheme. Individual options, however, cannot be permitted.” In the Summary record 

of discussions held during the third meeting of the Joint Committee on MACPS held on 15
th
 

March, 2011 under the Chairmanship of the Joint Secretary (Establishment), DoPT on 15
th
 

March, 2011 for information and further necessary action. It was decided that the and 

Official Side will write to the Ministry of Railways, Defense, Urban Development, Home & 

Posts to forward information in respect of the specific categories of employees where the 

MACPS is less advantageous than the erstwhile ACP Scheme Refer Para No 2 & 6 of 

Record note discussion of the meeting with the Joint Secretary(Estt) DoPT & Chairperson of 

the Committee on Anomaly due to MACPS, held in the DOPT, North block on 28.07.2011 of 

the representatives of MUD/CPWD.) 

               The stagnation in the level of Engineers is acute & heartburning for the cadre of 

the field Engineers i.e. JEs/AEs/EEs. It has been upheld by the Hon‟ble Supreme Court 

wherein it had held that it is constitutional obligation on the State within the meaning of 

Article 12 of the Constitution to create promotional avenues even in a single cadre post in 

view of Constitutional Mandate as contained in Article 14 & 16 of the Constitution of India in 

as much as a person appointed on a Single Cadre Post is also entitled to higher pay scale 

after a long period of service in cases vide: State of Tripura v. K.K.Roy (2004)9SCC 65, 

Union of India v. Avtar Singh (2002) 10 SCC 432, Hokum Chand v. D.G.ICAE (2012)10 

Scale 479(2). 

 

                Further due to implementation of MACP Scheme-2008 all the benefits of the ACP 

Scheme-1999 has been wiped out and further it has also resulted in nullification of all the 

promotional avenues for the JEs/AEs of the CPWD. It is submitted that the Hon‟ble 

Supreme Court had clearly held that any policy of the Government which result in 

„Nullification of all Promotional Avenues‟ for all time to come in respect of a category of 

employees to be promoted would be hit by Article 16 of the Constitution of India. It has been 

held that Courts should never approve that Policy of Promotion which takes away the right 

of the Class of Employees, vide: A.Satyanarayana v. S.Purushottam (2008) 5 SCC 416. 
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7.3.0 Conclusion:- 
 
Considering all the above including the issues discussed in the Chapters 4,5,&6 and on 
account of  the; 

(i) Anomalous situation arising after the implementation of 6th CPC as well as the 
change in RRs as explained above, 

(ii) If parity cannot be guaranteed under our constitution, to reduce the disparity 
between the „promotee‟ and „direct recruits‟ in promotional avenues having 
functionally equivalent interchangeable posts under „the equal pay for equal 
work‟, the cadres of both together  forms the feeder cadre of STS CADRE in 
Group A. 

(iii) To reduce the abnormal disparity existing in the structural ratio for promotion 
to STS and further posts in the case of Group- B Engineers.  

(iv) To offer a proper career growth to the technical (Engineering) cadre of the 
Principal Engineering Department, (if not with parity,nearness  to the scientific 
departments) in the entire career, 

(v) Not to let down the cadre in front of the State Government/PSU counterparts 
having more promotional avenues and time scales, 

(vi) To remove the anomalies and to maintain the disturbed horizontal and vertical 
relativities in the career advancement matter,  

(vii) Also, in line with the recommendation of the CPWD and Ministry of Urban 
Development after the 6th CPC report, 

(viii) While considering the acceptance of the Government for 3 Career up 
gradations in service,  

(ix) To remove this acute stagnation in promotion,  
(x) To avoid exodus of Engineers from the Department and for   retaining the 

Engineers, 
(xi) To remove/reduce the wider disparities in career upgradation of same cadre   

doing same job/equal work,  
(xii) To enable the cadre to make the new challenges of the CPWD, 
(xiii) To make the promotion significant in its true meaning (para 7.0 above), 

 

It is our genuine right and grievance and hence we demand hereby; 
 

(A) Minimum three functional promotions by making necessary changes in RRs 
(the protection given to all regular Diploma AEs working in the department till 2012 should be 

extended to all Junior Engineers & adhoc AEs also in the RRs for EEs)(to ensure at least 
minimum 3 promotions in entire service life in place of the actual eligibility of 6 
promotions as per rules.) 

 
                                                                      OR 
 

 Minimum 3 Financial upgradations as per existing hierarchy in post after 8, 16 and 24 
years of service (i.e. Assistant Engineer, Executive Engineer & Superintending Engineer) 
For all Gazetted Group B and Non-Gazetted Group B Engineering cadres of CPWD  
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OTHER ANOMALIES BY SIXTH CPC 

8.1  Pay band formation and fixation of pay. 

                 It can be seen from the annexed table below titled “Analytical study of some pay 

fixations as proposed by 6thCPC” that the „novel‟ method of Running Pay Band and Grade 

Pay will bring more anomalous situation, retrograde in direction and create more disparity 

between cadres in different groups as under ; 

(a) The pay bands are devised in different ways for different groups and tilted in favor of 
Group „A‟ employees. Progression from PB-3 to PB-4 is telescopic whereas the other 
Bands are not telescopic which doesn't guarantee up gradation from one band to 
another for employees of Group B, C&D cadres. The formation of band scheme is 
arbitrary and not justifiable in the pretext of removal of anomalies as the system is a 
major departure from the prevalent norms and in retrograde direction without 
demand from any corner. 

(b) The pay band PB-2 starts with the replacement of Rs.5, 000/- instead of Rs.6, 500/- 
as the scales of S-9, S-10 & S-11 are merged to S-12. 

(c) No proper fixations proposed for merger/upgraded scales to ensure the minimum of 
the upgraded scale for the existing employees of Group B,C,&D employees Status of 
the existing employees is only degrading even after merger/up gradation of scales in 
higher scales. Even after merger of pay scales of Rs.5, 000–8, 000/- to Rs.6, 500–
10, 500/-, an employee / Junior Engineer will not get any benefit of up gradation / 
merger in spite of Rs.1500/- difference in basic pay of pre-revised pay scale.   Even 
after up gradation of pay scales of Rs.6500 – Rs.10500 to Rs.7450 – Rs.11500, an 
Assistant Engineer will get only Rs.400/- benefit, that too only in grade pay, in spite 
of difference of Rs.950/- in basic pay(in 1996) of pre-revised pay scale. 

(d)  Anomalous and different situations created in some basic pay in same grade for the 
employees continued in pre-revised pay scales, direct recruitee and employees in 
the pre-merged / upgraded scales. 

(e) The basic pay equivalency as per new pay fixation shows degradation of many of the 
Group – D, C & B scales and up gradation for Group – A scales. 

A working Junior Engineer of Rs. 5000-Rs.8000/- scale placed in the    pre-revised 

scale Rs. 6500-10,500/- should have been placed at the minimum  of the replacement scale of 

Rs. 6500/- which is Rs. 12090/- whereas he/she is now placed only in Rs. 9300/-  

An Assistant Engineer promoted from the JE after 4 years through LDCE on or 

after 1-1-2006 from the Pre-revised scale of Rs. 6500-Rs.10,000  in the  pre-revised scale 

of Rs.7,450-11,500/- will be drawing only Rs. 9994/- which will be equivalent to Rs 5768/ in 

pre-revised scale. 

Likewise an AE, on getting promotion of EE after 8 years service will be getting a 

pay scale equivalent to Rs8343/- which will be lesser than the pay of an AEE. 
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8.1      ANALYTICAL STUDY OF SOME PAY FIXATIONS AFTER THE  6th C.P.C 

Sr.N

o. 

Pay 

Scale 

No 

Existing 

pay scale 

Pre-

revised 

pay scale 

proposed 

by 6th 

CPC 

Propose

d 

correspo

nd-ing 

pay 

bands 

Prop

osed/

acce

pted 

Gra

de 

Pay 

i.e 

Fitm

ent 

bene

fit 

Basic Pay 

Existing 

Minimu

m Pay 

(as on 

1.1.2006

) i.e 

(Basic + 

50%DP) 

+ 24% 

DA on 

highest 

of Col 7 

& 8 

Different Pay Fixations 

in running Pay Band for 

same basic pay  as per 6
th

 

CPC ( + Grade Pay i.e 

Fitment benefit ) 

Actual 

Basic Pay 

Equivale

ncy as 

per 6
th

 

CPC ( i.e 

Least of 

Col 

10,11&12

) =      

(Band 

Pay) /  

1.86 

Actual 

%age 

gain 

(+) or 

loss  (-) 

in pay 

fixation 

after 

6th 

CPC 

i.e.  

(Col. 

13) V/s 

(Col. 8)  

Remarks 

Minimum 

in 

existing 

pay scale 

Minimu

m in 

pre-

revised 

pay 

scale 

Minimum 

replacement 

pay 

correspondi

ng to pre-

revised 

scale / 

band(as per 

table) 

Proposed 

for new 

recruitee (as 

per new pay 

rules) 

Actual 

Proposed 

pay for  

existing 

employees  

   

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 

1 

S-9 

(entry 

scale of 

JE) 

5000-8000 
6500-

10500 

PB-2      
9300-

34800 

4200 5000 6500 12090 12090+4200 9300+4200 9300+4200 5000 
(-

)23.08% 

Merge

r of 

scale 

in 

higher 

grade 

but  in 

actual

, gross 

degra

dation 

© 

2 
After 1st 

ACP  

6500-

10500 

7450-

11500 

PB-2         
9300-

34800 

4600 6500 7450 13857 13860+4600 12540+4600 
12090+460

0 
6500 

(-

)12.75% 
© 
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3 

After 1st 

ACP (for 

AIR 

surplus 

cell JEs) 

7500-

10500 

7450-

11500 

PB-2        
9300-

34800 

4800 7500 7450 13950 13950+4800 13350+4800 13050+-- 7500 
(+)0.67

% 
© 

4 

After up 

gradatio

n of 

scale of 

AE 

6500-

10500 

7450-

11500 

PB-2      
9300-

34800 

4600 6500 7450 13950 13860+4600 -- 
11310+460

0 
6500 

(-

)12.75% 
© 

5 

After 2nd 

ACP for 

JEs & 

AEs 

10000-

15200 

7500-

12000 

PB-2          
9300-

34800 

4800 

10000 

7500 
1860

0 

186

00+

660

0 

13350+4800 
16668+480

0 
8961 

  

© 
(from 8700) 

(-

)10.39% 

  © Almost all the  JEs, and AEs and EEs(Promoted from AEs) fall in these category 

6 

JE After 

promoti

on to AE 

after 4 

years 

6500-

10500 

7450-

11500 

PB-2      
9300-

34800 

4600 

6500 

7450 13857 13860+4600 11280+4600 9994+4600 5768 
(-

)22.58% 
© (from 

5600) 

7 

JE After 

promoti

on after 

6 years 

6500-

10500 

7450-

11500 

PB-2       
9300-

34800 

4600 

6500 

7450 13857 13860+4600 12540+4600 
11303+460

0 
6077 

  

© 
(from 

5900) 

(-

)18.43% 

8 

After 

promoti

on from 

AE to 

EE after 

8 years                                         

10000-

15200 

10000-

15200 

PB-3   

15600-

39100 

6600 
10000 

(from 

8100) 

10000 18600 18600+6100 18750+6600 
15518+610

0 
8343 

(-

)16.57% 
© 

9 S-10 5500-9000 
6500-

10500 

PB-2          

9300-

34800 

4200 5500 6500 12090 10230+4200 9300-4200 9570+4200 5000 
(-

)15.38% 
  

10 S-11 6500-6900 
6500-

10500 

PB-2            

9300-

34800 

4200 6500 6500 12090 12090+4200 9300+4200 
12090+420

0 
5000 

(-

)23.08% 
  

11 S-12 
6500-

10500 

6500-

10500 

PB-2              

9300-

34800 

4200 6500 6500 12090 12090+4200 9300+4200 
11310+420

0 
6112 (-)5.97%   
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12 

S-

13(Pre-

revised 

for AE) 

7450-

11500 

7450-

11500 

PB-2            

9300-

34800 
4600 7450 7450 13857 13860+4600 12540+4600 

13860+460

0 
6742 (-)9.5% 

prom

otiona

l post 

of 

JE(fee

der 

cadre 

of EE) 

=2/3r

d  

quota     

13 S-14 
7500-

12000 

7500-

12000 

PB-2           

9300-

34800 

4800 7500 7500 13950 13950+4800 11603+4800 
13350+480

0 
7177 (-)4.31%   

14 S-15 

8000-

13500 

8000-

13500 
PB-2           

9300-

34800 

5400 8000 8000 14880 14880+5400 not known 
14880+540

0 
8000 

0.00% 
  

(Group B) (Group B)   

15 New 

8000-

13500(Gro

up A) 

8000-

13500 

(New) 

PB-3            

15600-

39100 

5400 8000 
8000 

(New) 
14880 15600+5400 15600+5400 

15600+540

0 
8387 

(+)4.84

% 

PB-3 

Entry 

Grade 

(feede

r 

cadre 

of EE) 

=1/3 

quota     

16 
S-19 

(EE) 

10000-

15200 

10000-

15200 

PB-3            

15600-

39100 

6600 10000 10000 18600 18600+6600 18750+6600 
18600+660

0 
10000 0.00% 

prom

otiona

l post 

of AE 

& 

AEE 

17 
S-24 

(SE) 

14300-

18300 

14300-

18300 

PB-4           

37400-

67000 

8700 14300 14300 26598 37400+8700 37400+8700 
37400+870

0 
20108 

(+)40.62

%  

18 
S-

29(CE) 

18400-

22400 

18400-

22400 

PB-4             

37400-

67000 

10000 18400 18400 34224 
37400+1000

0 

43280+1000

0 

43280+100

00 
23269 

(+)26.46

% 

PB-4  

starti

ng 

Grade 

19 

S-

31(ADG

) 

22400-

26000 

22400-

26000 

PB-4             

37400-

67000 

12000 22400 22400 

41664 

37400+1200

0 

47100+1200

0 

47100+120

00 
25323 (+)13.05

%   
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From the table it can be seen that all scales of the subordinate engineers are 

practically degraded even up to 23.10% whereas the Group 'A' posts are upgraded to up 

to 40.62%. 

On promotion and ACP up gradation also, the JEs & AEs are being    degraded in 

their basic scales up to 23%. 

 

8.1.1(a) PRE-REVISED PAY SCALES BEFORE AND AFTER 6TH CPC 

(WITHOUT TAKING INTO ACCOUNT THE NON FUNCTIONAL UPGRADATION OF 

GROUP A SERVICES) 
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   Division   Circle

Section 

 

Subdivision/Feeder cadres of EE   Zone

Section 

 

 

8.2 .0 Anomalous initial „Pay Band pay‟ of PB-II (9,300-34,800) which affects the initial 

„Pay Band pay‟ for Junior Engineers of CPWD also. 

        The 6th CPC has maintained that grant of Rs. 5000-8000 Pay scale for  „Diploma 

Engineers‟ was not anomalous. However, to remove certain anomalies it has merged the pay 

scales of S-9, S-10, S-11, S-12 into one and hence proposed a corresponding pay band PB-II of 

Rs. 9,300-34,800 alongwith Grade Pay of   Rs. 4200/- corresponding to the merged pre-revised 

pay Scale of Rs. 6,500-10,500. 

 The initial Pay band pay of PB-II is fixed at Rs. 9300/-  corresponding to initial & lowest 

pay of Rs. 5000/- (5000x1.86 = 9300) in the lowest pay scale of Rs. 5000-8000 inspite of 
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merger of pay scales of S-9 (5000-8000), S-10 (5500-9000),  S-11 (6500-6900), and S-12 

(6500-10500). Although the Grade Pay has been fixed @ 40 % of 10,500 = Rs. 4,200/- 

corresponding to highest pay of merged pay scale of Rs 6,500-10,500. 

         It proposed for a non functional (?) up gradation for the Group A organized services( not 

for un organized).  

        It is pertinent here to mention that the Govt.of India has not approved the ACP scheme 

suggested by the 5th CPC as according to the Government, the Group A direct recruitees are 

already having better career prospects and they must earn their promotions. However, 

subsequent to the Sixth CPC, there was a shift in approach of Government also in the case of 

the Group A. 

The same Commission who ensured 5-6 non-functional (?) up gradation to the 

organized Group A, redefined arbitrarily the subject of the career growth in a different manner in 

the case of Subordinate Engineers/other employees as in the case of MES Engineers, it has 

stated in 7.10.18 “that the proposed system of running pay bands along with increments 

as a percentage of a pay will ensure steady career growth”. 

 If this is not height of discrimination, what else? 

          (If granting of running pay band was career growth, why it had recommended 2 telescopic 

pay bands for the few Group A employees and only 2 pay bands(that too non telescopic) for 

more than 35 lakh remaining employees?  Why it had recommended a parallel walk for Group A 

with IAS cadre? Why there was no such special dispensation given to the Technical cadres/Un 

organized sectors in the case of Initial Pay/ Career growth?)   

 

8.3.0  Conclusion:- 

             After careful considerations of all these anomalies, It is hereby demanded that all 

the Discriminatory/ Retrograde & Disadvantageous effects due to the introduction of the 

Pay Band Scheme, MACPS, fixation benefits, merger/up gradation benefits may be 

removed and the seized existing privileges be restored suitably and retrospectively in the 

cadre of the Engineers in particular and all such Employees in general by recommending 

distinct running Pay Scales only. 

 

********* 
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      9.1        As far as the allowances, facilities and all the perquisites related to the 
deliverance of duties like and including the Entitlement of travel mode, 
Residential Accommodation/Office accommodation, A, Medical facilities, Hotel 
Accommodations, Food Allowance, Local conveyance reimbursement are 
concerned, it is our considered submission to this Pay commission that all 
allowance being given to the Group A DR cadre should be extended to the 
Equivalent Promotee  Group B Engineering Service cadre of the Assistant 
Engineers in quantity and quality with parity.  
                     Discrimination in allowances and perquisites for the people 
delivering the same job having interchangeable responsibilities will be a denial of 
natural justice  as was done by the Sixth CPC as already mentioned and given 
under for ready reference.  
 

9.2. This association is in principle agreement with the demand placed by the 

National JCM & CCGGOO in all other common allowances and other issues 

related to all the central Government employees. 

9.3. It is also our earnest request to consider granting all other allowances based 

on the percentage of basic salary and not on a fixed amount. 

9.4 The attention of the CPC is also invited to the system existing in the 

Executives level of PSUs. For Example, the Order of the Airport Authority of India 

(Which is predominantly encadred by the Engineers) with the approval of the 

Ministry of the Civil Aviation vide order No.A 60011/10/2110-IR dt 21/01/2011, 

which stipulates various perks  as % of the total pay as follows based on the 

„cafeteria approach‟ based on the DPE guidelines; 

         This system may be considered for adoption for the Central Government 

Employees also. 
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Sl  
No. 

Item % 

1 Washing Allowance/Uniform Maintenance allowance 2.5% 

2 Reimbursement of conveyance Allowance/Transport 
assistance/vehicle maintenance 

8% 

3 Education allowance 3% 

4 Hostel charges( Maximum 2 children) 3% 

5 HRD/Professional Updation allowance 4% 

6 Entertainment allowance 4% 

7 Leave Travel Concession (LTC) 9% 

8 Reimbursement of Club Membership 2% 

9 Reimbursement of House upkeep allowance 4% 

10 Reimbursement of Electricity and Watercharges 4% 

11 Domestic Helper 4% 

12 Driver Allowance 4% 

13 Canteen Allowance/ meal voucher 6% 

14 Telephone/Mobile/internet (for those not covered in 
telecom policy) 

2% 

15 Membership of professional Bodies 2% 

16 Other allowances Upto 10% 

 

9.5 CONVEYANCE ALLOWANCE 

   In C.P.W.D, majority of the AEs are placed on field duties with many scattered 

sites/works. Out of them more than 50% of are placed under emergency nature of duties in 

maintenance sections which requires liaisoning and organizing for the attendance of complaints 

under areas of  their span of control of failure of Power, Plants, Water Supply, Sewerage, 

damages in structure etc. vehicles are not provided to majority of them.  

           In the Income Tax Department, the Inspector ( having very limited mobility ) were granted  

30 litres equivalent petrol cost reimbursement permission for the local travel expenses in the 

name of strengthening of the infrastructural facilities in the IT Department vide CBDT guidelines 

vide F. No. 1-11020 / 57 / 97-Ad. IX dt. 3-2-1998 & 31-3-1998. 

 This was a differential treatment by the Government of India, where in all financial 

matters are being decided by the Ministry of Finance. The Ministry of Finance has not given any 

relief to the Engineer in the respect for C.P.W.D.  
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 Considering the nature of duties and responsibilities which require every day mobility 

and requires much more than that of an Inspector of Income Tax (5 day week) travel on an 

average per month regularly (having 6 day week field work) are to be compensated. 

1) A factor & 2.5 times mobility for AEs than that of Inspector of Income Tax Department. 

2) Considering the regular field duty with emergency type of job having 6 days week for 

AEs and 5 days week planning type job of inspectors. 

 Considering 1 & 2, a petrol equivalent for J.E.s is equal to 1X2.50 X 6.5/5 X 30 Litres = 

97.50 Litres  Say 100 Litres 

  Hence, it is hereby demanded that the AEs may be granted with the 100 Litre petrol 

equivalent cost per month as reimbursement for local journeys expenses in line with the 

grant in Income Tax Department and also in time with the similar facilities available to the field 

engineers in the Reserve Bank of India, Air Port Authority of India, ONGC etc. 

 

9.6 TELEPHONE ALLOWANCE 

  The duties and responsibilities enshrined in the C.P.W.D., manual, maintenance 

manual etc. requires liaisoning with various officers, agencies, local bodies, test laboratories, 

clients etc. For effective and speedy deliverance of services to the users proper 

communications facility is required. However, no such facilities are made available to the JEs 

either in office or residence. It is pertinent here to mention the fact that as per manual chapter 2 

(iii) e, Page no. 9 – every service centre of C.P.W.D. shall have a display board consisting the 

name & telephone number (official as well as residential) of the Superintending Engineer, 

Executive Engineer, Junior Engineers and the Assistant Engineers. 

However, none of the AEs in C.P.W.D. are provided with telephone by the department at 

their residences. Only some are provided with telephone facilities at offices. In practical reality 

the Engineers are forced to shoulder the financial burden for this purpose. 

Hence, and also to partially relieve the financial burden on AEs for effective deliverance 

of emergency services to the users and for upkeep of the worthy establishment of Government 

it is hereby demanded to provide a mobile phone with minimum 1000 minute call facility per 

month for the AEs& 1500 minute call facility per month for the EEs (It is also pertinent to 

mention here that even the Group „C‟ employees in the Telecommunication departments   and 

Income Tax  Department are being given with free telephone facility) OR Alternatively a 

telephone allowance/ mobile phone allowance to all CPWD Engineers may be granted @ Rs. 

1000/- per month. For AE sand Rs 1500/- per month for EEs. 
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9.7    PROJECT ALLOWANCE  

 

The Engineers working in big projects are to work in a very peculiar condition – there is 

no proper timing of duties and round the clock they are to work for completing the project works 

within a specified target.  In any Project work engineers are deprived of proper social life, their 

children and family are also deprived of normal life and also they are not able to fulfill social 

responsibility due to peculiar nature of duties at project sites – as the main motto of Engineers is 

to complete the work in time, to avoid time and cost overrun.  

So, we suggest a project allowance @ 25% of pay for the engineers working in all 

declared project works executed under project mode. 

. 

 

9.8 PLANNING AND DESIGN ALLOWANCE: 

The Engineers are working in planning ,headquarters and  making different estimates, 

designs, quality control, and also the specifications. Also they perform administrative jobs.  In 

this work they are to be well conversant with different engineering books, I.S. Codes, 

specification of Bureau of India Standards & I.R.C. etc. to make them updated with the latest 

technologies and software packages for efficient dispensation of their duties.  The fifth CPC has 

granted design and planning allowance to all JEs and AEs working in those units in CPWD. So, 

this association suggests the planning/Design allowance for A.Es/E.Es as follows: 

Planning allowance/ Head Quarter Allowance  - 15% of basic pay 

Design Allowance                                 - 30% of basic pay 

The department nowadays spend crores of rupees in outsourcing the planning/design 

related jobs to outsiders. A proper compensation will encourage the engineers to take up these 

kind of jobs enthusiastically and the department will be able to save financially by means of this 

small payments as an encouragement too. 

 

9.9 TRAINING ALLOWANCE 

The Engineers need to be continuously trained and refreshed about the latest trends and 

technologies in building materials construction techniques and changes in contract document, 

manuals, codes etc. on a regular basis. CPWD has a dedicated training institute headed by an 

ADG having various wings all over the country. Many engineers are posted in such institutes 

and they need to  upto date themselves to impart training to others. Hence this Association 
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proposes a training allowance of minimum of their basic pay 30% of the basic pay for officers 

involved in faculty for such training. 

9.10 HEAD QUARTER ALLOWANCE 

Many Engineers of CPWD of the rank of EE and above and posted in the DG(W)‟s office 

are granted head quarter allowance since their head quarter posting away from field duties is 

compensated in line with other central services. But similarly placed group A & B Engineers 

posted in their respective head quarters all over the country and working as AE/EE head 

quarters, MIS etc. should also be granted similar head quarter allowance on co-terminus basis 

at the rate of 15% of pay. 

9.11  HAZARD ALLOWANCE: 

     The defense/Para military force i.e. BSF/CRPF/ITBP posted in the hazardous area is 

getting lot of extra facilities including insurance coverage. As many Engineers like 

JEs/AEs/AEEs/EEs are working in those area fighting with various odds, many hazardous 

conditions in remote areas like BFR Punjab and Rajasthan, Indo-Bangladesh Border, Leh, 

Ladakh, Kashmir NER Seven states & in a high altitude of 20000 feet where public facilities are 

not available except BSF/CRPF/ITBP but the Subordinate Engineers of CPWD working there 

without any facility which is really injustice. Hence it is our legitimate demand that similar facility 

as provided Para- military force that is to be provided to Engineers working in these places 

which are proven to be very high risk for security. 

 

9.12  SPECIAL COMPENSATORY (REMOTE LOCALITY) ALLOWANCE  

Practical observations have been made that extra ordinary rise in the prices of essential 

commodities, hike in the rates of rents of the private accommodation, hike in the rates of private 

conveyances, takes place especially in the hills, where visit of tourists both national and 

foreigners is done seasonally or throughout the year. It has also been found that even water, the 

foremost essential ingredient of the life, is to be bought due to scarcity at such places. 

 For example: Mussoorie, Simla, Shrinagar, Nainital, Darjeeling, Shillong, Ooty, Gangtok, 

etc. Similar is position in places of pilgrims just like Haridwar, Allahabad, Varanasi, Ajmer etc.  

In view of the facts we propose a compensatory allowance for such places is urged so 

that employees posted at those places may feel ease to accommodate them at such places 

without facing financial hardship. This may also be extended to those who are posted in border 

areas as is now being paid to the staff posted in some specific localities. 

 

 



67 
 

9.13 ENTERTAINMENT ALLOWANCE 

 

With the changed GFR provisions the CPWD Engineers have to interact with many of client 

on regular basis during performance of their duties. They also have to regularly interact with 

Resident Welfare Associations as well as public representatives in their official capacity. For this 

fixed entertainments allowance for entertaining guests and clients @ Rs. 750/- Per Month for 

AEs and Rs 1000/- per month for EEs. 

 

9.14 Risk Allowance 

 

       Many Engineers are working in very much hazardous conditions in remote areas like  

Chungthang ,BFR Punjab and Rajasthan, Indo-Bangladesh Border, Leh, Ladakh, Kashmir and 

VVIP areas and Construction/maintenance of bridges and flyovers. We suggest Risk allowance 

for engineers working in these places @ 10% of basic pay which are proven to be very high risk 

for security. 

9.15 Tourist/Pilgrimage place Allowance 

 

    The  engineers posted to the projects /works at the Tourist/Pilgrimage place requires to 

spend the high cost of living due to the such place wherein no other allowance to compensate 

the same is available. Such personnel may be given with 10% allowance. 

9.15   NON- PRACTICING ALLOWANCE: 
 

Doctors and Engineers both are having a particular profession in their field when doctors 
can do private practice, the engineers can also do private practice such as making 
designs, estimates, arbitration, consultancy etc. and inspection of work after normal 
working hours, like Govt. Doctors who are not practicing are eligible for non-practicing 
allowance. To ensure that Engineers, technocrats and other professionals with 
sophisticated education and skill are retained in their specific fields N.P.A should be paid 
to them as is being given to Doctors @ 25% of the basic pay. It is needless to mention that 
brightest students opt first engineering and then medical for study. 

9.16 EXEMPTION OF H.R.A. (AS ACTUALLY PAID) FROM INCOME TAX: 

As on one side Govt. is not able to provide proper accommodation to its employees and on the 
other hand Income Tax is deducted on H.R.A. which is really ridiculous. 

So, it is suggested that actual amount of H.R.A. paid to an employee should not be taken into 
consideration while calculating Income tax without any rent receipt. On producing actual rent 
receipt a suitable percentage of rent actually paid shall be deducted from the Income for 
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computing the taxable income as they are already taxed by paying the market rent which is two 
to three times of H.R.A. paid to him. 

9.17 CGHS FACILITIES SHOULD BE EXTENDED TO ALL CITIES: 

There should be an effort to spread effective and well equipped CGHS facilities in all cities. 
However an employee if posted in such an area which are not covered by the CGHS facility 
then he may be allowed to opt for choosing CGHS facility at his nearest place if desired by the 
employee. 

9.18 DEARNESS ALLOWANCE: 
 

This association share similar views and suggestion with that by the staff side J.C.M. National 

Council regarding Dearness Allowance. 

9.19 HOUSE RENT ALLOWANCE: 
 
House rent shall be considered keeping n view of rapid urbanization and demand of house even 
in a smaller cities. Rate of HRA in lowest category shall be minimum 20%. Rate of HRA in upper 
class cities may be fixed accordingly. However this Association are fully in agreement with the 

House Rent Allowance suggested by the staff side J.C.M. National Council. 

9.20     OTHER SERVICE MATTERS, BENEFITS AND ALLOWANCES 
 
Our Association is in broad agreement with the National Council (Staff Side) of JCM with 
respect to all common benefits for all central government employees and with the 
Confederation of Central Government Gazetted Officers Organisations (CCGGOO) with 
respect to the common issues related to all Gazetted officers except wherever we made 
specific suggestions/recommendations in this memorandum. 
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Chapter 10 

RETIREMENT BENEFITS 

 
10.1 AGE OF RETIREMENT: 
 

The age for the retirement on superannuation should be raised to 65 years against 60 
years at present. It is due to the fact that the average age of normal person has 
increased considerably due to better medical facilities. Moreover today‟s educated 
people are more health conscious. Mortality rate of average people considerably 
decreased and average age of person is increased. The age of superannuation for 
Doctors has already been raised to 62 from 60 years. 

 
10.2 OTHER RETIREMENT BENEFITS: 
 

In case of various other benefits on retirement such as Pension, Cumulative Pension, 
Gratuity, Emoluments, Encashment of Half pay leave, Medical Reimbursement, 
Voluntary Retirement etc this Association fully endorse the views and suggestions of the 
staff side J.C.M. National Council as well as Central Government Gazetted Officers 
Organisations (CCGGOO). 
 
 
 

 


