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CP/RTI /2013/128 28" February, 2014

Shri Ajay Singh

C/o Sardar Sunder Singh
General Merchant Store
Dhalli Bazaar

Tehsil- Chandpur,

Distt.- Bijnor (U.P.) - 246725

Sub: Information under Right to Information Act, 2005.
Dear Mr. Singh,

This is in reference to your RTI request dated 13" October, 2013 seeking information
under RTI Act, 2005.

In this regard it may be informed that your RTI application was forwarded by MoP to
POWERGRID vide its letter dated 23™ October, 2013 (received by undersigned on
4™ November, 2013). The information sought available with Corporate Centre was
forwarded to you vide our letter dated 16" December, 2014 to the mentioned postal

| address in the RTI request, however, the same was returned undelivered by the

Postal department.

Part of the information in respect of point No. 1 was also pertaining to our regional

offices i.e. NRTS-I & ERTS-I and POSOCO. Accordingly, your request was also
} forwarded to concerned CPIOs for providing the information directly to you.

1 Further, part of the information in respect of Point No. 1 (related to NRTS-1) was also

5 dispatched twice to the given address by our CPIO, NRTS-I. However, these letters

iy e A D

4 also could not be delivered at the given address as the addressee was not found and

returned by the Postal department. The same was also informed to you vide our

} e-mail dated 16™ February, 2014.

§ Now, as mentioned in your e-mail dated 19" February, 2014, the information sought
| is again being sent at your revised address.

k. Thanking You,

wad,
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;i Attach: As above g ,

f—0, Taa gedregya oRal, weaikar wRr, 78 fAeli—110016 GRATN: 011-26560112, 26560121, 26564812, 26564892, herd- 011-26601081

-0, Qutab Ir;stﬁ’utional Area, Katwaria Sarai, New Delhi-110016 Tel.: 011-26560112, 26560121, 26564812, 26564892, Fax: 011-26601081, Web.: www.powergridindia.com
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er No. 10/5(43)/2013-PG(RTI) dated 23™ October,
ansferring your RTI application dated 13" October,
A'tinder RT! Act, 2005. The information sought is given

in. Appeal No. CIC/DS/A/2012/0001277 dated 10"
filed that records of employee leaves are disclosable
de attested copy of records of leave for following

rena, Emp. No. 01404

ve, Half Pay Leave, Commuted Leave, Paternity,
et of above regular employees posted at Corporate
Hnex-l. Further, following employee are not posted at

Emp No. | Remarks
01321 Posted In ERTS-]

01404 Employee was posted in Corporate Centre
during 28.3.2005 to 31.3.2009 and from
10.4.2009, he is posted in POSOCO.
01701 Posted in NRTS-l for 01.09.2007 to
31.08.2010.
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above employee during the period for which they
prate Centre, is not readily available at Corporate
request has been forwarded to concerned Regional
it providing the information directly to you.

tails of some of the promotions in PGCIL
&in 2008, 2009, 2013

12011, 2012, 2013
1 2013

qotions, kindly provide following information from 2.1

2.1 fed:copy of entire chart/document showing the complete
' of every executive as assessed by the CPC.
nt.related to promotion of employees is a confidential
» can not be provided as per section 8(1)(e) and
order dated 19.9.2013 has held that this was 3™
y confidential in nature hence, the information was
in from disclosure clauses of the RTI Act.

copy of all the documents related to final relative

yes are mentioned in the Annual Appraisal Report or
Both the documents are exempted under section
guested is personal information the disclosure of
 to any public activity or interest, or which would
1 of the privacy of the individual. CIC in its order
d that this was 3rd party information and also
e, the information was denied under the exemption

USesiof the RTI Act

i8ted copies of all the documents related to proceedings

fidential in nature and contains personal information
it being 3rd party information can not be disclosed
Sike RTI Act. This has been clearly mentioned in the

nta, Emp.No.00931 (Promotion to E5 to E6)
p:No.01266 (promotion to E3 to E4)
lo;01267 (promotion to E3 and E4)
ip.No.01444 (promotion to £3 and E4)




g information from 3.1 to 3.2 related to all appraisal
tions as given against each employee-

he documents related (o achievement/special
loyees that was taken into consideration while

i appraisal reports.

evements of an employee is mentioned in the
. CIC order dated 19.9.2013 the performance of an
“organization is primarily a matter between the
wer and normally those aspects are governed by the
* under the expression ‘personal information”, the
no relationship to any public activity or interest. On
ssure of which would cause unwarranted invasion of
Therefore. this information is exempted under

y. reporting officer, reviewing officer, next higher
sthe work and countersigning authority. Please note
's are disclosable under RTI. | do not want copy of

by the reporting officer, reviewing officer, next higher
ses the work and countersigning authority is
Appraisal Report. CIC order dated 19.8.2013 the
wee/officer in an organization is primarily a matter
d the employer and normally those aspects are
rules which fall under the expression “personal
re' of which has no relationship to any public activity
er hand, the disclosure of which would cause
ivacy of the individual. Therefore, this information

ames of reporting officer, reviewing officer, next higher
the work and countersigning authority are not
rmations are mentioned in the Annual Appraisal

ai+list of few employees who are dropped once. more
ery promotion-

4

0,01286 (dropped once in every promotion.
6.01092 (dropped in promotion to £4 and E5)

. emp.no.31103 (dropped in promotion to £3
:01312 (dropped in promotion to E3)

no.00639 (dropped several times)

.11090 (dropped in promotion to E3)

0.01276 (dropped once in every promotion)

cham, emp.no.01446 (dropped in promotion to E4)
h, emp.no.01263 (dropped once in every promotion)



.smp.no.01268 (dropped in promotion to E3)
srma, emp.no.01404 (dropped in promotion to £4)
6.01072 (dropped in promotion to E5 and E6)

g information from 4.1 {0 4.5 related to all appraisal
motions as given against each employee-

reporting officer, reviewing officer, next higher
3 the work and by countersigning authority. Please
nployees are disclosable under RTI. | do not want

iser, reviewing officer, next higher executive who
ountersigning authority.

Gﬁ‘“report, which is coming in way of promotion, the said
be communicated to the employee concerned. Non-
appraisal reports is arbitrary and in violation of Article
1dia.

the decision reported in (2008) 8 SCC725 (Dev.Dutt
that after recording ACR in the service register, the
hould be put on notice and he should be given an
iis position if he is not satisfied with the recording of
¢ation of the same was treated as unfair and violative

jral justice.
{31‘8, kindly provide following information from 4.41 to

ils/documents wherein above employees were
praisal reports which were coming in way of their

yees were not rated as adverse, there is no document

alls/documents wherein above employees were given
gpresentaﬁon for upgradation of such appraisal reports.

' ‘;Lyees were not rated as adverse, the situation to make
for upgradation was not required



ere. not communicated Such appraisal reports, kindly

4.4
lgs: of circular/quideline/policy on the basis of which it

s were not given opportunity for representation for
- in their appraisal report, kindly provide attested
fine/policy under which it was done So.

4.4

glicy is attached.

gal reports i.e. from very good to good or from
Jod required to be communicated to the concerned

..vs Union of India(Uol) and Ors. On 16 August, 2002
> requirement of communication of downgrading any
-employee concerned, failing which the ACR could
e DPC.

yjeating downgrading in ACRs is in violation of the
le Supreme Court in U.P. Jal Nigam & others vs
:& Others on 31 January. 1996.

tails/documents wherein above employees were
“gtling in their appraisal report.

D)

locuments whether such downgraded appraisal report

A

BC/DPC without communicating to the concerned

8 not. communicated downgrading in their appraisal
fested copies of circular/quideline/policy on the basis

bdl.
matter of promistions from E6 to E7 in 2012. Kindly furnish information
c-,ques\ of. all documents related (o instructions, Criteria and

jasis of which nobody from ET(Executive Trainee) 1
to-DGM (E7)



&dopted —merit-cum-seniority or seniority-cum-merit?

was adopted, kindly mention the same and also provide
sular/guideline/policy on the basis of which the criteria

her all  the entries in appraisal reports are
hed employee in PGCIL.

.downgrading in appraisal report by higher authority
ioerned employee in PGCIL.

ther employees are given opportunity to make
ation of their appraisal reports in PGCIL.

Br CPC considers those appraisal reports which are
e concerned employee in PGCIL.

814 - Appraisal Policy of POWERGRID is attached.
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peration for the executives of the Company, as
provide the basis for determination of merit,
scutives and Managers for positions of higher

res
In POY it the Appraisal Svys_tem is used as an instrument
for-l s is on the developmental and not judgemental

/e appraisal system as an instrument for :-

: ”g,}.;and the responsibility of executives at all levels
tional objectives.

e organization.

g 1o be taken to improve the performance of the
lal year-from 1st April to 31st March for executives
ndar year from 1st January to 31st December for

;iﬁﬁt@»»:be filled in, in respect of all the executives who
&ii#rrae months in the Appraisal Year.
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r with more than one

Unit o
separate

failk e than oneé Region/Deptt./
e Appraisai Year,

t least three months in th
Region/Deptt./Unit.

me of considera-
Report for the part year will be

Reports of the previous years.
| annual report, the special

appraisal year have elapsed at the ti

gpecial Performance

1

{feration along with the
ved and replaced by the usua

nto consideration.

he

A

for any period of less than 6 months in an appraisal
rslderation for the purpose of promotion. However, where
i any appraisal year an executive being
Joountersigning officers, ting for the yeat will
piomotion Committee: .

by reason of
a single ra

ve comes up for sonsideration for promotion before he
flity period on accountofa seniority weightage granted to
aitial appointment, the rating given in the first appraisal
period of 6 months or mare, will be deemed 10 be the
gars reports which are to be taken into consideration in
terment.

n a five-point scale, thatis Outstanding, Very Good, Good,
By, a8 defined in the Appraisat Eormats. The final overall
: ~ommittee” will be taken into consideration for the pur-
4 will be allotted 10 various ratings as follows :

For promotions from
E4 to EB & above

For promotions
upto E4

ets for each individual is im-
lternatives with respect o main-
set for each individual will cever
ing the achievemnent of the
ternal constraints and spe-

5 of performance norms and targ

\y-have developed theirowna
ksftargets/performance norms
gtitine aspects of the job- In assess
sance should be taken of the ex
made to overcome these constraints.

’ ‘ 158

APPRAISAL SYSTEM

R e YR .
R I R
PN - N P

v
R

Estniota F e

SRR

s




e Important objectives of our pefformanoe _
it discuss employee’s performance with him.

he targets as also the contribution made by

okighortfall and measures to avoid likely short-
4 xecutive abilities. is eithier 0 or 2, the'same

ctions i.e. possibilities for job rotation could
{Self Appraisal) and forward the proforma to

he light of the periodic records/data of
eviewing Officer.

w will-send the Appraisal Report to other
reaches the final Countersigning Au-
he respective Region who will then
50 record hls assessment wherever

Gountésigning Authority
1. Congerned GM

3e-Reporting Officer is GM,
ticerned ED. '

Voruse-I




Concermed ED or Director

Officer is ED/Director, then
| viz. Director/CMD

In case Reporting
the next higher leve

ith supporting facts.

to artive at the overall rating
ork performance and exec

ance appraisal reports Of
qesource (including Training),
ed by the ED/GM and countersigned by th
©C. The same will apply in case of HR, F&

Kose case the reports wi

sgsment being ‘Not Satisfactor
ive aifter the report has been
yal countersigning authority will
ng the necessary communi
“be issued by the Reviewing O

ralsee will be asked on th
5 of the appraisee will be
A Kis final decision along wi
iewing Officer, his decision re
“sfter due examination of the expla

ommunicated by the Reviewir

APPRAISAL SYSTEM

1g Officer to the appraisee.

g or ‘not satisfactory’ the Reporting/He-

on the basis of the ratings
utive effectiveness factors.

Heads of the two key func-

Finance & Accounts at the
e concerned

A executives
Il be reviewed by Heads of HR/

y,a communication will be
countersigned by the con-
send back the reportto
cation to the concerned ex-
ticer along with details

e adverse report. The adverse
examined by the final counter-
th reasons. Wherever CMD is
garding expunction/retention
nation submitted by the

i

A




nal distribution pattern invariably holds good,
s in view, while completing the appraisal re-

T 16-20%
- 35-40%
40-45%
15-20%
0-5%

Is not confined to the population falling in the
‘but is applicable for the total population.

ed at higher levels, the authorities may
r(s) informed of such changes.

ppraisal year is calendar year will have to be

_F}praisee 05th January
5:Reporting Officer 12 January

.__"j@viewing Officer 15th January
| 22nd January
10OP, Region ~ 25th January

Bk HRM Deptt. CC 31st January

Vorume-1




Policy Manual ==

STATEMENT OF COMPANY POLICY REGARDING PROMOTION
OF EMPLOYEES IN EXECUTIVE CATEGORY
SCOPE AND COVERAGE

This:Statement of Company Policy will be applicable to all POWERGRID personnel on
the regular rolls of the Company in the following executive grades:

”élrédei : Present Scale of Pay
- 10750 - 16750
- ' 11225 - 17250
Ea 12000 - 17500
£ 13750 - 18700
- 16000 - 20800
o 17500 - 22300
" 18500 - 23900

The Policy Statement will not be applicable to executives who are appointed in a grade

for-a limited tenure, superannuated persons reappointed in the Company’s service and
to other executives appointed on a purely casual or temporary basis.

E-xgout-ives in whose cases a clause in the terms of initial appointment explicitly pro-
vidés for eligibility for consideration for promotion after completion of a specified period

of service in the grade In‘which the executive initially joins the Corporation, will be
excllided from the purview of this Policy Statement.

Executives who are on deputation to POWERGRID or who retain lien on the service of
the:parent organisation will not be covered by this Policy Statement.

PHILOSOPHY AND OBJECTIVES

POWERGRID as a Gompany subscribes to the philosophy of generating growth from

within, &nd in pursuance:thereof, endeavours to achieve synchronisation of the goals

and objectives of the organisation with the aspirations for growth and development of
the individual employees.

POWERGRID hereby declares that it will be the Company's general policy to look within
~ the organisation for suitable persons with the requisite skill, expertise, merit and suit-
: ability for filling up the senlor executive positions.

VoruME-l FROMOTIONPOLICY 172
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! ystanding anything stated above, POWERGRID will take recourse to lateral entry
at allleviels from outside to the extent considered necessary to ensure infusion of new
blood and fresh outlook brought in by speoialised/experienced personnel from other
reputed organisations from India and abroad with a view to sustaining the vigour and
vitality. of POWERGRID as a leading and progressive organisation.

The basic induction Jevel into the executive cadre in POWERGRID is E-2A grade to
which entry will be largely. through the Company’s Executive Trainee Scheme, but it will
d that such indéiction will not impair the growth opportunities for the meritori-
{alented-executives:n E-2 grade.

rder:to facilitate thefulfilment of the growth expectations, POWERGRID will strive to
dfeate and. sustain an:en ronment conducive to efficient and effective functioning of
the:executives in their roles ‘and responsibilities and to provide the necessary scope
and facilities for developrment of technical and managerial skills and capabilities through
traihingsl;jbb rotation, opportunity to serve in the field, job enlargement and job enrich-
ment. Executives are expected to avail fully of the developmental opportunities, as mere
reliafice on length of service may not be sufficient to meet fully their growth aspirations.

Consistent with and subject to the above principles and Company philosophy,
POWERGRID lays-down:herein its Promotion Policy for the executives and managerial
persorinel with the following -as the objectives :

To motivate and enthuse executives and managers for better and more effective per-
forfnance by rewarding thém with promotion to positions of higher responsibility com-
mensurate with their-merit-and ability and contribution towards the achievement of the
organisational goals and objectives.

TO‘;‘lgy down-sclear and unambiguous principles to regulate promotion of executives to
available’ higher positions consistent with requirements of the Company.

To.ensure uniformity, ,‘cqr,;\s;ls-‘tency and fairness in the promotion of Company executives
as-between various-disciplines, projects and establishments of the Company.

To gcgmmunicate to the e_xecutives the requirements of performance, merit and other
conditions prerequisite-to promation and the events and circumstances which might
disqualify them from being promoted.

General Principles

Promotion of executives to positions in next higher grades will be solely on the basis of
merit, efficiency, grade service and suitability. In view of the fact that such merit, effi-
ciency and suitability can be meaningfully determined on the basis of assessment of
performance and- potential over a reasonable period, there shall be a minimum period
of sérvice in a grade to be called “Eligibility Period” and only those Executives who

w
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complete-the minimum period so prescribed will be eligible for consideration for promo-
tion to the next higher grades.

314  ThePromotions to the grade of E5, E6 & E7 will be subject to notified vacancies. How-
ever, vadancy may not bea constraint for promotions upto E4 grade.

3.2 W I'Tw\é_.rllimited«ap,pl;l'eability'of seniority is provided in this policy, such seniority will be
determined with referenéaito-one or more of the following factors :

3.2.1 héhgth ,éf- service in.a grade from the date of joining inclusive of seniority weightage, if
any or from the date of promotion in POWERGRID.

32.2  Merit position in the selection panel where date of joining is the same or the merit
position in Corporate. Promotion Committee minutes where date of promotion is the

same.

3.3 Cases of eligible personnel in the executive cadre may be taken up for consideration for

‘promotion.at any time. depending upon the availability of vacancies and exigencies of
\ Promotions will effect from the date of assumption of charge of the higher post
r or any prospective or retrospective date as may be specified

‘kmot‘ioh-or.dj ‘:'Aj:ever, to enable promotions being effected in a planned and
1al manner and to ensure that anomalies and unavoidable widening of inter-se-dif-
ces.are kept dowh to the minimum, promotion of executives to available vacancies

ades upto and including E-6 will normally be made effective from standard date/

Theistandard dates and other matters relating to eligibility date etc. shall be regulated as
under :

a)  .Meeting of the Corporate Promotion Committee for promotion of executive will be
held once in.a yéa’}r; The eligibility of an executives upto and including the grade of
E6: will be determined-as on 1st of April with grace period of one month i.e. those
who complete the eligibility period as on 30th April will come under the zone of
consideration.

b) Executives in the grade of E5 and below who are found fit for Promotion by the
Corporate Promotion Committee will be considered for promotion effective from
the dates as mentioned below :

(Y  Executives, whp'completed the eligibility period together with the grace pe-
riod'-as:o,n:pre"chi‘ng 31st July will be considered for promotion from 1st Janu-
ary preceding the April CPC proceedings.

(i) Executives who-complete the eligibility period as on 30th April (inclusive of
grace period) will be considered for promotion from 1st April.
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c). However, in'the case of promotion of executives from the grade of E6 to the grade
 ofE7 the promotion Will normally be effective from the date of issue of the promo-

.tion orders.

It would-be essential to clear a departmental examination of standard equivalent to bach-
elor in:engineering for.any.executive who possesses only diploma in engineering qualifi-
c‘a.t“‘icig;n.,_-‘tdbepromoté&zbfejyp{nd the grade of Deputy Manager. This condition will be relax-
able by CMD only in exceptional cases where knowledge and performance of an indi-
vidualis adjudged, by a committee duly constituted for this purpose, to be equivalentto a
degtee in engineering and CMD is satisfied that such relaxation is justified.

Those Doctors who do-not possess post-graduate degree such as MD/MS can, at the
mostibe promoted upto the level equivalent to Deputy Manager (Grade E4). This condi-
tion-will be relaxable by GMD only in exceptional cases where knowledge and perform-
a"h’gé of ‘an individual-is adjudged, by a committee duly constituted for this purpose, to
be-equivalentto a post-graduate degree such as MD/MS and CMD is satisfied that such
relaxation is justified.

For consideration of Executives in the grade of E6 for promotion to E7, field Exposure is
dered desirable except in cases of Specialisation/Expertise which are required to

mé {_th'e,organisational‘heeds.

raisal System - Basis for assessment of merit and suitability :

The Performance Appraisal System in operation for the executives of the company, as
- modified from time 'to time, will generally provide the basis for determination of merit,
efficlency, potential and'suitability of executives and Managers for positions of higher
responsibility in the appropriate higher grade, as relevant.

The appraisal year will be the calendar year for executives in the grades upto and in-
cluding E5. For E6 andabove, the appraisal year will be the financial year from 1st April
to 31st March. Where more than 6 months of the appraisal year have elapsed at the
time. of consideration of an executive for promotion, a Special Performance Report for
the part year may be obtained and taken into consideration along with the Reports of
the previous years. Once the special report is followed and replaced by the usual
annual report, the special report will no longer be taken into consideration.

Performance Appraisal Report for any period of less than 6 months in an appraisal year
will:not: be taken into consideration for the purpose of promotion. However, where two
or‘more reports are written in any appraisal year by reason of an executive being posted
undet-different reporting/countersigning officers, a single rating for the year will be deter-
mired by'the Corporate Promotion Committee.

Where the case of an executive comes up for consideration for promotion before he
gpmgleftesthe prescribed eligibility period on account of a “seniority weightage” granted
to him as a part of the terms of his initial appointment, the rating given in the first

PROMOTIONPOLICY VorLume-l




appraisal report in POWERGRID, if for a period of & months or more, will be deemed to
be the appraisal rating of the earlier years’ reports which are to be taken into considera-
fion, in.accordance with this policy statement.

The Appraisal System will be on a 5 point scale i.e “Outstanding”, “Very Good”, “Good",
“Average” and “Not Satisfactory” as defined in the Appraisal formats. The final overall
evaluation by the “Modération Committee” will be taken into consideration for the pur-
pose of aggregation and marks will be allotted to various ratings as follows :

R'éﬂng For Promotions upto E4 For Promotions from
' E4 to E5 & above

th-s‘tan“ding 8 10
Very Good 6 8
Good 4 6
Average. 2 4
Not Satisfactory 0 0
Eligibility Periods
5.1 The eligibility period for consideration of executives in the grades as mentioned below for
promotion to the next higher grades shall be as under:
Executive in Grade of Eligibility period (years)

E-2 1
E-1,E<2AE-3 & E-4-
E-5 & E-6

Itf-i:s'_féhr%cfompletion of the minimum period of service in the grades as prescribed above,
gs-oh 30th April (inclusive of the grace period of one month) that an executive will
become eligible for consideration for promotion to the next higher grade.

5.2 {nthe.case of promotions of executives in the pay scales of E-5 and E-6, normal period
of eligibility will be four years but keeping in view the special requirements of the organi-
sation.in this fast expanding phase when it may be considered desirable to fill vacancies
in-higher grades with éxecutives from within rather than resorting to recruitment from
outside; the eligibility périéd may be relaxed at the sole discretion of the Chairman &

Mandging Director upto-a'maximum of 6 months in exceptional cases.

T;l:_rere‘z;.will be a grace pgriOd of a maximum of one calendar month for the purpose of
determination of the eligibility periods as above.
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While computing the length of service rendered by an executive in his existing pay scale,
th drity weightége:granted to him in that pay scale, if any, as laid down in the terms
ofinitia ‘appointméntwill be taken into account.

Constitution & Role of Corporate Promotion Committee (CPC)

CMD-shall have the powers to constitute Corporate Promotion Committee (CPC), as
considered -appropriate by him, from time to time.

GPE will.consider the sultability or otherwise of the eligible executives for promotion to

i 0 t.high .grade, on the basis of their qualification, grade service, per-

nce and potential’as réflected in the Appraisal Reports, Interview (wherever appli-

‘ and-other ddcume_“nts, relevant records in the personal files and any other informa-

. tiorifreports having a bearing:on their suitability for assuming positions in the next higher
grade. '

In-addition to the.above, the CPC shall interview the eligible executives in E5 and E6
grades, with a view to'ascertain their suitability for the next higher position.

The CPC shall take.‘I‘Q’;quonsideration the Performance Appraisal Reports including
Special performance Report, if any, for the last One/Three/Four years as the case may

be.depending upon the eligibility period prescribed at para 5.1 above.

Nhi .:.,'oq_nsideringfprométjqns after taking into account all relevant factors, the CPC will
{ upto & maximum of 5-marks (for promotion to E2, E3 & E4 grade), 3 marks (for
promotion to E2A grade), 15 marks (for promotion to E5 grade) and 20 marks (for promo-
tion to E6 & E7 grades) to each eligible executive, keeping in view;

a). thesdes’irability of according special recognition to experience and performance in
the-field consistent with the company's priorities;

b)  the need to ensure uniformity, consistency and equitability;
6): - potential and suitability-fer the specific job position to which he is to be promoted:;
d) .general condiuct,:;p';érsb‘nality and sense of involvement and commitment to the or-

- ‘géisation; and’
e)  the upward or downward trend in the appraisal ratings. In case of upward trend,
the CPC might consider awarding higher marks as compared to the cases where

‘there has been a downward trend, other things remaining equal.

The marks secured.by each eligible executives from the Performance Appraisal Re-

pofts, Grade Service and mark awarded by CPC (wherever applicable) will be aggre-

gated. Those executives who -have been found suitable for promotion will be ranked in

order of merit. Where aggregate of marks is the same, they will be ranked in order of
. sehiority.
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Subje,ct to fulﬂIment;of‘the,principles, minimum criteria and other conditions as laid down
herein zind: subject to ottier relevant rules and orders in force in the company, the CPC
win‘*réqommend,for approval of the Chairman and Managing Director or any delegated
uthority, a panel of nanes of eligible executives, ranked in order of merit, who are con-
d suitablefor promg i6n to specific appropriate positions in the next higher grade.
Vhere the Chairman and ‘Managing Director himself is the Chairman of the CPC, the
said;pariel will be deemed: & have been approved. The panel so approved will constitute

the asis and authority'for.promotion of executives to the appropriate higher grade.

Hu_m]an;Resouroe D.gpg_r{:ment will provide all necessary support to the CPC, including
constitution and-convéning of meeting of CPC, recording of minutes, furnishing of infor-
mation and records; analysis and report on the Appraisal Ratings, available vacancies
etc.

Criteria.and Conditions for Promotion and Disqualification from Promotion

Factors which are to.be taken into account for determining suitability for promotion of an

oxadutive and the weightage therefore shall be as under:

a). Promotion of executives from the grades of E1 to E2, E2A to E3 and E3 to E4:

Sl No. Factors Maximum Marks
i) Performance Appraisal
Ratings (for last 3 years) 24
i) Grade Service 16
- i) CPC Marks 5
CTotal 45

" The.marks forPétformance Appraisal Ratings will be as given in Para 4.5.

The marks foanade- Service will be as under :

Grade Service Marks
3 years 10
4 years 13
5 years & above 16

The Qualifying Marks for promotability will be 32 (thirty two).

NOTE: Executives.in-E2 grade, other than executive trainees, will be designated
as-Sr. Asstt. Engineer/Sr. Asstt. Officer.
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- Promotion of executives from the grade of £2 to E2A
-8l: No. Factors Maximum Marks
) Performance Appraisal
Ratings:(for-last year) 8
i Grade Service 4
iii) CPC marks 3
Total 15

The marks for Performance Appraisal Ratings will be as given in Para 4.5

‘The marks for Grade-Service will be as under :

-Gnéﬁde Service Marks
1 year 3
2 year & above 4

The Qualifying Marks for promotability will be 10 (ten).

) - Promotion of executives from the grades of E4 to E&

Maximum Marks

.:SliNo.  Factors.

) PerfOfméﬁcéi“Appraisal
Ratings (for'last 3 years) 30
i) sGrade Service 15
i) cPC 15
Total 60

The marks for Performance Appraisal Ratings will be as given in Para 4.5.

The marks for Grade Service will be as under:

Grade Service Marks
3:years 8
4 years 10
5 years 12
6 years & above 15

" The Qualifying Marks for promotability will be 45 (Forty Five).
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d)  Promotion of executives from the grades of E5 to E6 and E6 t0 E7

Sl. No. Factors Maximum Marks
i) Performance Appraisal
Ratings (for-last 4 years) 40
iy Grade Service 20
iii) CPC 20
Total 80

The marks for Performance Appraisal Ratings will be as given in Para 4.5.

The marks for Grade Service will be as under :

Grade Service Marks
4 years 12
5 years ‘ 14
6 years 17
7 years &above 20

The' Qualifying Marks" for ‘promotability’ will be 60 (Sixty).

No employee whose Performance Appraisal Report for the last year or Special Perform-
ance Report, if any, is “Not' Satisfactory” will be considered for promotion.

No employee ynder suspension or where the charge sheet has been issued or where a
criminal case is pending against him shall be promoted until he is unconditionally rein-
stated or exonerated. In case of unconditional reinstatement or exoneration, he will be
allowed. promotion with-retrospective effect, but the financial benefit accruing due to
promotion will be ‘allowed with-effect from the date his promotion order is issued and no
arrears will be payablé oh this account unless specifically mentioned otherwise in the
promotion order.

73.1  Thecases of employees against whom disciplinary proceedings are pending or con-
templated!, but are otherwise eligible for consideration for promotion shall also be con-
s_i‘cf!‘:er-;ed‘by the CPC (Corporate Promotion Committee) along with all other cases. The
recomiiendations.of the CPC, including “unfit for Promotion” will be kept in a sealed
cover. The cover will be so superscribed ‘findings regarding suitability for promotion to
the:grade/post of ... in respect of Shri ... not to be opened till the
conéliision of the disciplinary. case/criminal prosecution against Shri ...
The.proceedings of the GPC need only contain the note, ‘The findings are contained in
the: attached sealed cover'. The same procedure will be followed by the subsequent
:CPCs convened till the disciplinary case/criminal prosecution pending against the em-
ployee concerned is finally.concluded.

i; "VoLume-l m:moru«mm 180




“ Policy Manual ==

In-the-event of delay in the conclusion of the disciplinary proceedings/criminal prosecu-
tion, thé delay not being attributable to the charged employee, and the disciplinary
Proce é,'gifhgs/crimihal“[:j'rbfs'ﬂe;cution against the employee concerned are not concluded
even after the expiry of two annual CPCs from the date of the meeting of the first CPC
which kept its findings in.respect of the employee in the sealed cover, the Appointing
Auithotity- may review the case of the employee provided he is not under suspension, and
consider and order promotion of employee on ad-hoc basis, provided his case was rec-
ommended by CPC keeping in view the totality of the case, the availability of vacancy
&t6. fThe order of promotion should make it clear that the promotion is purely on adhoc
basfs; till further orders andit-confers no right on the employee for regular promotion and
that the Competent Authority reserves the right to cancel/revoke the adhoc promotion or
to.revert-at any time, the employee to the post from which he was promoted on adhoc

basis, without any formal proceedings.

On congclusion of disciplinary cases/criminal prosecution etc. the promotion of the em-
ployee will be regulated as under :

iy ‘Ifthe employee:concerned is finally acquitted and is fully exonerated, the sealed

. .cover recommendétién-shall be opened and in the event the employee was rec-
~ommended-for promotion by the Committee, the promotion shall be made effective
- - from-the date as: otherwise have been announced as if there were no pro-

. .ceedings against himé However, whether the concerned employee will be entitled

to any arrears of pay for the period of notional promotion preceding the date of
actual promotion ahd I so, to what extent, will be decided by the Competent Author-
ity by taking into consideration all the facts and circumstances of the disciplinary
pr‘oceedings/criminél"prosecution. Where the authority denies arrears of salary or
part of it, it will-record-its reasons for doing so. The financial benefits for the pericd
of notional promation will not be paid unless specifically mentioned otherwise in the
promotion.order.

i)  Ifany penalty.isimposed.as a result of the disciplinary proceedings or if he is found

.~ gillty in the criminal prosecution against him, the findings of the sealed cover shall

not be considered: His case for promotion may be considered by the next CPCin

- the un"orma-l course:ahd having regard to the penalty imposed on him. Such em-

ployee shall, however, not receive promotion during currency of the punishment.

Where adhoc premotion has been given as at 7.3.2 above will be cancelled/re-
voked.

In-case of:transfer on promotion, the promotion will be effective from the standard date or
notified-date, provided the concerned executive joins at the new place of posting within a
period of not mare than‘two months from the date of issuance of the promotion order
failing which the promotion will be regulated as under :

a) In case the concerned executive joins at the new place of posting beyond two
months but within 6:months from the date of issuance of the promotion order, the
~promotion will be efféctive only from the actual date of joining at the new place of
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posting. However, in exceptional cases, based on merits of the case, the promo-
tion can be considered.to be notionally effective from a date prior to the actual date
of joining, as may be decided by the Competent Authority. The financial benefits on
account of promotion will be allowed only from the actual date of joining the new

place of posting.

b) Incasethe concerned executive does not join at the new place of posting within 6
months from the date of issuance of the order, the promotion order would stand
automatically cancelled and withdrawn and his case for promotion to the next higher
grade will be considered afresh by the next CPC, as per policy.

Probation

All Executives promoted to the grades of E6 & E7 shall be placed on probation for a
period-of one year from the date of assumption of charge in the next higher grade. The
period of probation.may be extended at the discretion of the Competent Authority but
will not be extended by more than one year save for exceptional reasons to be recorded

in writing.

Every executive promoted‘to the higher grade will be issued a formal order of confirma-
on fs,‘ati‘sfactory:compl'etion of the probationary period or the extended period of

_tion :
_probation-as may be applicable. The executive will be deemed to be on probation until so

confirmed in writing.

An.order.relating to confirmation or extension of probation will normally be commu nicated
within one'month frormi the-date of completion of the probationary period or the extended
period: of probation. Non-compliance of this stipulation will not, however, result in auto-
miatic confirmation of the executive concerned.

If during the probationary period or extended period of probation, the performance of the
executive is not found satisfactory or upto the standard required for the promoted post,
the: executive shall'be reverted back to the pre-promotion grade. After reversion, the
employee will not be.considered for promotion to the higher grade for a period of one year
from'the date of reversion.

‘Reservation for SC/ST

The directives of the Central Government with regard to the reservation of posts for
Scheduled Caste/Scheduled Tribe candidates in the matter of promotion will be kept in
view while effecting promotions of executives.

General

The:Management reserves the right to modify, cancel, add or amend any of the provi-
sions of the policy at any time.

N
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