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Sub.: Reply to RTI Query by Shri Mattipally Shiva Shankar, Telangana.

Query Please provide all the regulations along with its amendments related to
appointments of employees in all categories of all cadres through direct
recruitment and internal promotions.

Reply POWERGRID Recruitment policy & procedures is enclosed.

Amendments, if any in the policy is not available in a complied form
and cannot be provided.

There is no provision of appointment of employees through internal
promotions.
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RECRUITMENT POLICY AND PROCEDURES

PREAMBLE

POWERGRID subscribes to the belief that efficiency, effectiveness and success of the organi-
sation depends largely on the skills, abilities and commitment of the employees who constitute the
most important asset of the organisation.

POWERGRID is, therefore resolved to provide a framework of policies which will enable the
Organisation to attract the right talent for the jobs and make it available at the right time and in
right number with the ultimate objective of ensuring optimum and effective utilisation of the hu-
man resources in a climate of satisfaction, development and growth.

In pursuance of the above objectives and consistent with the Company's social and national
obligations, POWERGRID hereby makes the following policy statement to be called POWERGRID
RECRUITMENT POLICY AND PROCEDURES to govern, regulate and generally facilitate re-
cruitment of personnel in the Offices and Establishments of the Company.

1.0 Preliminary

=1 The policy statement and the rules and procedure made hereunder will be applicable to
recruitment and selection of employees of all classes and categories irrespective of
whether they are against regular, temporary, casual, or trainee posts, unless specifi-
cally stated otherwise.

1.2 Classification of employees into regular, temporary, casual and trainee for the purpose
of this policy will be the same as defined in the Company'’s Service Rules.

2.0 Manpower Planning and Budgeting

24 In all Regions and Sub-stations of the Company, before the end of August every year,
each Department will review of adequacy or otherwise of the available manpower with
reference to the tasks and targets and determine any additional requirements of man-
power in qualitative and quantitative terms for the immediately following financial year.

2.2 Based on the requirements of additional manpower of the individual departments, the
detailed manpower plan for the financial year will be prepared jointly by the Planning
and Human Resource Departments for the Regions as a whole giving specific details of
each new post other than casual posts and justification therefor and this manpower plan
containing details of expenditure involved will form a part of the overall manpower Budget
of the Region.

2.3 The requirement of casual and other contingent staff will not form a part of the Manpower
Budget as the same will be shown only in terms of estimate of expenditure to be incurred
in respect thereof as a part of the Works Budget.
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Annual manpower plans including the additional manpower requirements along with all
relevant details and estimated cost involved for all the Regions/Projects will be consoli-
dated into an integrated Company Manpower Plan which will form a part of the Annual
Budget to be submitted for approval of the Board of Directors.

On approval by the Board, these manpower plans will constitute sanction for creation of
posts including posts of trainees and form the general basis of recruitment during the
financial year.

Creation of Posts

Notwithstanding the Board's overall sanction for the creation of posts as above, specific
sanction for each new post from the competent authority will be necessary before initia-
tion of action for filling the posts and the competent authority will issue the necessary
sanction depending on the requirements from time to time during the year within the
approved budget sanction and manpower plans subject, however, to the policies and
directives that may be issued by the Board of Directors and/or Chairman and Managing
Director, as the case may be.

For the purpose of according sanction to the creation of regular, trainee and temporary
posts in different categories within the approved budget provisions and approving ap-
pointments to such posts, the following will be the competent authorities to be referred
to hereinafter as the Appointing Authority.

Authorities competent to accord sanction to creation of posts within approved budget
provisions, as per Delegation of Powers are :

Posts Authority
a) Posts at the level of Executive Board of Directors
Director or equivalent & above
b)  Posts at the level of Manager & Chairman & Managing Director
above upto General Manager
c) Posts upto the level of Dy. Manager Director (Personnel)
d)  All non-executive posts. ED/GM of the Region
GM (HR), CC
e) Executive Trainees and Chairman and Managing Director
Supervisory Trainees
f) Casual/daily rated posts equivalent DGM (Human Resource), CC
to posts in the grades of W1 to W4 ED/GM/DGM of the Regions

& below for a duration of not more
than 90 days

RECRUTVENTPOLICYANDPROCEDURES Vorume-|
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Authorities competent to approve appointments to the posts created within the man-
power budget provisions.

Posts Authority
a) Posts at the level of Executive Board of Directors

Director or equivalent & above
b)  Posts at the level of DGM & above Chairman and

upto General Manager Managing Director
c) Posts upto the level of Chief Manager Director (Personnel)
d) i) All non-executives posts

including casual/daily rated post GM (HR), CC

i) All non-executives posts
casual/daily rated posts

- Supervisory rank ED/GM of Region
- Non-Supervisory rank DGM/Chief Manager of Region

In respect of casual posts for a duration of not more than 30 days, Heads of Department
not below the rank of Deputy General Manager will be the appointing authority who will,
however, consult the Human Resource Department prior to the issue of such sanctions.

Provided that no extension will be granted to any employee in such casual posts be-
yond 30 days, whether with a break of service or without, except with the approval of the
Appointing Authority as prescribed in Clause 3.2

While the authority competent to sanction the creation of posts will have the flexibility to
reappropriate posts as between various functions under his control subject to over all
provisions in the budget, no non-executive post shall be created unless such post is
included in the approved budget and manpower plans except with the prior approval of
the Chairman & Managing Director who may accord the necessary approval only in
exceptional cases. Proposals for creation of such posts not covered by the annual man-
power plan will be accompanied by full justifications and explanation of reasons and
circumstances due to which the necessary provision could not be made at the time of
formulating the annual manpower plan.

Job Title, Job specification, Role Outline and Pay Scales

Job specifications indicating the eligibility requirements in terms of minimum educa-
tional and/or professional qualifications, length, nature and quality of experience, upper
age limit etc. and a general outline of the role and responsibilities will be laid down in
respect of each job title along with the pay scale or consolidated daily/monthly wage
rate in which the posts in the category will be operated.

To ensure uniformity and consistency, such job titles, job specifications and role outlines
together with the pay scales applicable in respect of all categories of posts will be

Vorume-l RECRUTVENTPOLICYANDPROCEDURES 3
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issued by the Corporate Centre from time to time with the approval of the Chairman and
Managing Director.

No appointment shall be made to any post in the Company unless the person fulfils the
minimum eligibility requirements and conforms to the specifications prescribed for the
post except where general relaxations are made in the case of reserved vacancies for
candidates belonging to Scheduled Castes, Scheduled Tribes, Ex-servicemen and other
special categories.

Provided, however, that in special and exceptional cases appointments may be made
subject to the approval of the Chairman & Managing Director in relaxation of the pre-
scribed specifications where the Appointing Authority is satisfied that such relaxation is
essential in the interest of the Company.

Induction Levels

Keeping in view the need for induction of experienced personnel during the formative
stage of a new organisation, recruitments in POWERGRID during the initial years may
take place at levels of the organisational hierarchy but while manning the positions it
should be ensured as far as possible that the number inducted in higher grades within
a cadre is proportionately smaller than the number inducted in the lower grades.

At the appropriate stage of the growth of the organisation, recruitments will be restricted
by and large to the induction levels as specified in Schedule I, so as to ensure that
prospects of career growth of existing employees are in no way impaired.

Infusion of new blood to the executive and supervisory cadres will be through the Ex-
ecutive Trainee and Supervisory Trainee Schemes under which training based on spe-
cific requirements of the company will be imparted to the fresh professional graduates
and diploma holders to be recruited on a regular annual basis.

Agencies for Recruitment

All recruitment to the executive cadres inclusive of Executive Trainees for all Sub-sta-
tions and Regions of the company will be centralised in the Corporate Centre and dealt
with by the Corporate Human Resource Department.

Until such time as the company’s Regions do not have their separate training facilities,
all recruitments of supervisory trainees who will undergo training under a centralised
supervisory training scheme will be done by the Corporate Human Resource Depart-
ment.

In respect of all other non-executive personnel, recruitments will be done by Human
Resource Department of the concerned region.

RECRUTVENTPOLICYANDPROCEDURES Vorume-l
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Sources and Modes of Recruitment

For recruitment of professional personnel in Company’s executive cadre including ex-
ecutive trainees, selection will be made on an all-India basis and for this purpose, the
posts to be filled will be duly notified through press advertisements and Company No-
tice Boards and/or through circulars issued to Government Departments and Public
Sector Undertakings where suitable candidates of the required expertise are expected
to be available.

In respect of recruitment to non-executive posts of the levels of W7/S1 and below, all
vacancies will be notified to the Employment Exchanges in terms of Employment Ex-
changes (Compulsory Notification of Vacancies) Act, 1959.

Provided that notifications for recruitment of reserved vacancies will also be issued to
Associations concerned, copies of notification may also be sent simultaneously to the
Central Employment Exchange and other employment exchanges in the neighbouring
districts within the State and Government and Semi-Government Organisations and/or
the positions may be advertised in the local press subject, however, to the condition that
all things being equal, preference will be given to suitable candidates sponsored by the
concerned Employment Exchange.

In respect of recruitment to non-executive posts of the levels of S2 and above recruit-
ment will be made from all the states within the Regions where the Sub-station/Establish-
ment is located and the states neighbouring such region and for this purpose notification
for filling the vacancies will be issued in the newspapers and also to the employment
exchanges of the Regions though the Central Employment Exchange, in addition to the
Notice Board in the company’s premises.

Provided that recruitment may be made to such posts from outside the region where the
appointing authority is satisfied that suitable candidates in adequate number may not
be available within the region.

Provided that to facilitate recruitment to the reserved vacancies, copies of such notifica-
tions will also be issued to the various agencies and associations as stated above.

In addition to the above, induction of executive and specialist non-executive personnel
may be made as deemed necessary and appropriate by the authority competent to
create the posts from ane or more of the following sources :

(a) Deputation from Central/State Government/Electricity Boards and Public Sector
Organisations where suitable personnel on terms offered by the Company may
not be available at the right time from other sources where the time and cost
involved in processing recruitments through open advertisements may not be jus-
tified in view of the number or nature of posts to be filled.

(b) Campus interview and recruitment in the level of E2 and the post of Executive
Trainees from reputed Engineering/Management institutions, to be specified.

Vorume-l RECRUITVENTPOLICYANDPROCEDURES 5
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(c) Candidates located through personal contacts and talent survey, only in respect
of posts requiring specialist knowledge and expertise and/or exceptional qualifi-
cation and merit subject to approval by the Chairman and managing Director.

To fill job openings by selection from within

The internal candidates who fulfil all eligibility requirements may be considered along
with other candidates.

Provided, however, that they should not have been considered for a similar position in
any of the Departments/Units of the Company and found unsuitable in the course of
one year preceeding the time of the current recruitment.

For being considered for selection from within the organisation on the basis of internal
circulars for a job opening in a particular grade, employees in the next lower grade only
are eligible. Provided that he/she must have served for a minimum of two years in his
existing grade in POWERGRID as required under the Service Rules.

However, for induction level recruitment, selections based on Employment Exchange
notification and/or open advertisement, the fulfiiment of Service Rules condition of putting
in two years of service in the existing grade will not be necessary. It will also not be
necessary that the post applied for must always be in the next higher grade. The selec-
tions against induction level posts as given in schedule VI in respect of departmental
candidates may be considered, provided the candidates meet the minimum qualifica-
tion and other requirements for the notified/advertised post.

Subject to fulfilment of minimum eligibility requirements and other prescribed criteria,
directly recruited regular employees including deputationists will be considered eligible
for selection to a post in open competition with external candidates.

Applications of all internal candidates will be forwarded to the Human Resource Depart-
ment by the Head of the Department who should give in his forwarding statement :

(a) Comments on the suitability of the candidates for the post applied for
(b) Assessment of the performance of the candidate.

(c) Remarks whether or not candidate can be released in case he is selected, without
detriment to the job currently being handled by him.

Preference for Candidates Belonging to Scheduled Castes/Scheduled Tribes/Ex-
Servicemen, Displaced Persons etc.

Towards the fulfilment of the Company’s social and national obligations, it will always be
POWERGRID’s endeavour to provide gainful employment on a preferential basis to the
members of the economically backward classes, ex-servicemen, persons uprooted from
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the project areas and other unfortunate sections of the society and for this purpose the
directives of the Government concerning reservation of vacancies and special conces-
sion to be allowed to such candidates will be most strictly and conscientiously adhered
to. Details of the directives currently in force are given in Schedule Il.

Application Formalities

No appointment other than appointments on deputation will be made in the company
except on the basis of an application giving details and particulars as may be pre-
scribed from time to time.

While as a rule, for all recruitments, applications should be in the forms prescribed for
different categories from time to time as far as possible, applications on plain paper may
also be resorted to wherever necessary keeping in view the urgency for manning the
post and the lead time involved.

Unless specifically exempted by the appointing authority, all applications for job position
in the Company will be accompanied by a postal order of the value of Rs. 10/- for
Executive Posts, Rs. 100/- for Executive Trainees and Rs. 10/- for Non-executive posts
other than those covered by the Employment Exchanges (Compulsory Notification of
Vacancies) Act, 1959 and Rs. 50/- per Supervisor Trainees.

Provided that candidates belonging to Scheduled Castes and Scheduled Tribes and
Ex-servicemen will be exempted from the payment of application fee.

In the case of all recruitment based on open advertisement and public notifications,
there will be a last date for the receipt of applications, after which no application will be
entertained for the posts advertised except with the approval of the appointing authority
who may permit applications to be entertained after the expiry of the last date in special
cases if he is satisfied that there is good and sufficient cause and justification for such
relaxation.

Forwarding of Applications of Candidates from Government and Public undertak-
ings

Consistent with the guidelines issued by the Department of Public Enterprises vide
DPE’'S MEMO NO. 2(172)/71-BPE(GM) DATED AUGUST 18, 1971, POWERGRID will
accept applications only if they are forwarded through proper channels in respect of
persons employed in the Central and State Governments and in those Public Undertak-
ings whose rules provide for carry forward of gratuity, leave, provident fund and other
benefits of transfer on movement to another organisation in the public sector with the
consent of both the organisations concerned.

Provided, however, that applications from candidates from public undertakings referred
to above may be accepted without being forwarded through proper channels if the can-

VoLume-I RECRUITVENTPOLICYANDPROCEDURES 7
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didate submits a declaration along with the application stating that if selected for ap-
pointment in POWERGRID on terms acceptable to him :

(a) he will be agreeable to forego the benefits of carry forward of leave, gratuity etc.;
and

(b)  he will be able to produce a ‘No Objection Certificate’ and secure due release from
his present organisation within the stipulated notice period.

In respect of candidates from public undertakings who despite and aforementioned
guidelines from DPE, do not provide for carry forward of leave, gratuity and other ben-
efits even in respect of persons whose applications are forwarded through proper chan-
nel, applications may be entertained directly as in the cases of candidates from private
sector organisations and the requirement of proper channel will not apply.

Applications submitted through proper channel may be processed on the basis of ad-
vance copies but the candidate, if and when called for interview, must submit a ‘No
Objection Certificate’ from his present employer which must also state that he will be
relieved in the event of his selection for appointment in POWERGRID.

In respect of candidates from Government and Public Sector Organisations who apply
through proper channel, Human Resource Department will obtain copies of the annual
appraisal reports or their abstracts in POWERGRID’s reference check forms which will

be placed before the Selection Board during or after interview but before the finalisation

of the panel of selected candidates.
Requisition for Manpower

The respective departments will forward their manpower requirements in prescribed
requisition forms to the Human Resource Department through the respective Appoint-
ing Authority competent to sanction creation of posts indicating therein the last dates by
which placement of personnel is desired for different posts keeping in view the normal
lead time for recruitment.

The requirements will be examined with reference to the sanctioned manpower in the
budget by the Human Resource Department who, before proceeding with recruitment,
will verify whether the post/posts can be filled.

(a) out of acceptable transfer requests pending, if any.
(b) recommended inter-functional adjustments of posts.
(c) Record of surplus staff (internal) suitable for deployment.

(d) Executive trainees, supervisory trainees and other trainees apprentices whose
completion of training coincides with the requirements.

RECRUMVENTPOLICYANDPROCEDURES Vorume-l
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Processing of Applications

All applications received against a specific notification/advertisement will be subject to
a preliminary scrutiny by the Human Resource Department who will ensure that :

(a) Applications are duly completed and accompanied by the prescribed application
fees and were received within permitted time.

(b) Age of the applicant is within the prescribed limit.
(c) Qualifications and experience of the candidates conform to those prescribed.
(d) Applications have been submitted ‘Through Proper Channel’ wherever required.

(e) Inthe case of candidates from Scheduled Castes and Scheduled Tribes, OBC, Ex-
Servicemen etc. application is accompanied by a certificate to that effect from the
competent authority.

The applications that fulfil the prescribed requirements after preliminary scrutiny as
above will be listed and forwarded to the Department concerned for further scrutiny with
a view to selecting for test/interview only those candidates who are considered suitable
in terms of nature and quality of technical knowledge and professional expertise re-
quired for each specific post.

On completion of the screening by the function concerned, the Head of the Department
will forward to the Human Resource Department the list of candidates considered eligi-
ble for test/interview, spelling out clearly the criteria adopted for screening and the basis
of rejection of applications in each case.

While the applications will be screened at the appropriate executive level depending
upon the grade of the post to be filed, it is advisable for the Head of the Department
concerned to ensure as far as practicable that the scrutiny is carried out by an Officer of
the Department who will be participating in the selection process as the expert member
in the Selection Board representing the Department.

After the applications are finally screened, Human Resource Department will prepare a
final list of eligible candidates in order of merit based on the criteria determined in the
course of earlier scrutiny and other relevant factors keeping in view the reserved vacan-
cies and the special relaxation for candidates belonging to Scheduled Castes and Sched-
uled Tribes etc. and this short list after approval by the appointing authority or the officer
to whom powers in this behalf are delegated will form the basis for candidates being
called for selection test and/or interview.

Vorume-| RECRUTVENTPOLICYANDPROCEDURES 9
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Selection Process and Constitution of Selection Boards

Various selection methods like trade tests, written tests, group discussions etc. may be
employed depending on the requirements of the job for which selection is being made
and for this purpose, the Human Resource Department in association with the con-
cerned Department, wherever necessary will evolve and prescribe uniform methods of
selection in all Units for similar jobs.

All direct appointments to every post in the company, whether regular, temporary, trainee
or casual, except appointments on deputation from Government organisations and public
sector undertakings, will be made only on recommendation of a duly constituted Selec-
tion Board/Committee.

All appointments to the executive and managerial cadres of the Company including
Executive Trainees will be made on the recommendations of the POWERGRID Central
Selection Board, Guidelines for the constitution of which are given in Schedule-Ill.

All appointments to posts in various non-executive categories including Supervisor Train-
ees and other Trainees/Apprentices will be made on the basis of recommendations of
Selection Boards/Committees constituted for the purpose, which must include repre-
sentatives from the following sources at the appropriate executive level depending on
the posts :

(@) Concerned Department/Function
(b) Human Resource Department

(c) District/Local Administration at appropriate level but not below the rank of Deputy
Collector/Sub-Regional Officer/Magistrate.

The Selection Boards/Committees will be constituted by the Human Resource Depart-
ment in each case with the approval of the Appointing Authority.

Honorarium and reimbursement of boarding and lodging expenses may be made to
Members of the Selection Board/Committee from outside the organisation as per rates
and rules in this regard laid down by Corporate Centre from time to time.

Interviews and Role of Selection Boards

The candidates included in the shortlist of rated applications referred to in clause 13.5
above will be called upon to undergo a prescribed selection process which may consist
of :

(a) an interview before the Selection Board,

or

10
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(b) a test and/or group discussion followed by an interview of all candidates before
the selection board,

or

(c) an elimination test and/or group discussion followed by an interview before the
Selection Board of only those who qualify in the test and/or group discussion.

All candidates called for interview who come from places beyond a distance of 30 km
will be reimbursed actual expenses incurred on travel to and from the place of interview
on production of money receipt or any other supporting documentary evidence in re-
spect of the onward journey, limited to :

Return air-fare (Economy) - For all executive posts

by the shortest route in the levels of DGM and above.

| class/ll class AC sleeper return - For executive posts in the

rail fare by the shortest route level of E2A and above

Second class return rail fare - For executive posts in the E2 level
by the shortest route including Executive Trainees, all

Non-executive posts including
supervisor and other trainees
under company training scheme.

The shortest route for this purpose will be from the place to which the interview call
letter was mailed to the appointed place of interview.

The call letters to the candidates for appearing for interview before the Selection Board,
fo be issued by registered post or under certificate of posting, not later than ten clear
days before the date of interview should, inter alia state clearly the post and the grade/
grades for which the candidate will be considered and other formalities that he will be
required to comply with prior to the interview.

In the case of recruitment for vacancies reserved exclusively for the Scheduled Castes
and Scheduled Tribes, separate interviews exclusively for candidates belonging to these
communities will be held before the Selection Board which should include, whenever
possible, a member nominated by the Commissioner of Scheduled Castes and Sched-
uled Tribes or a Manager of the Corporation belonging to any of these communities as
required under the Presidential directives issued in this regard.

Human Resource Department will make available to the members of the Selection Board
the following documents and particulars regarding the candidates called for interview :

(a) A copy of the advertisement/notification together with the specific requirements
and duties and responsibilities of the posts.

Vorume-| RECRUTVENTPOLICYANDPROCEDURES 11
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Bio-data of each candidate.
Applications in original.

Appraisal reports and comments of forwarding authority in the case of internal can-
didates.

Annual appraisal reports wherever available in the case of candidates from Gov-
ernment and public sector organisations whose applications have been forwarded
through proper channel.

Results of Tests/Group Discussions held prior to interview, if any.

Special information, if any, relevant to Selection regarding any candidate.

Apart from participating generally in the selection process, the representative of the
Human Resource Department in the Selection Board will have the following specific
responsibilities :

(a)

(c)

(e)

At the commencement of the proceedings of the Selection Board, he will brief the
members generally on the specific requirements, responsibilities and remunera-
tion for each post, approximate number of suitable candidates to be selected and
empanelled for immediate and further requirements and any other matter relating
to the Selection.

While the specialist/technical members of the Selection Board will be primarily
concerned with the suitability of the candidates in terms of knowledge, skill exper-
tise and technical and professional competence, it will be the primary responsibil-
ity of the HR representative to call the attention of the Board to the attitudinal, mo-
tivational and personality aspects relevant to the job requirements.

He will ensure consistency in the selection standards, starting salaries, status and
seniority keeping in view the existing position within the organisation and compara-
tive position prevailing generally in the open market and particularly in the similar
organisations in the Government and public sector.

He will assist the Board in the negotiation of the terms including starting salary,
grade, seniority, status, time allowed for joining etc. and furnish relevant informa-
tion regarding allowances, benefits, amenities, career prospects, service rules
and other allied matters, if and when asked for by any candidate.

At the end of each interview, he will review and seek feedback on availability/non
availability of adequate number of proper kind of candidates for the particular job
and the need for development and training of such personnel internally.

Keeping in view the qualifications, experience, results of tests/group discussion, if any,
and other relevant facts vis-a-vis the specific requirements of the posts and on the basis

12
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of the standards of technical skill, professional competence and overall personality fac-
tors as assessed from the candidates performance in the interview, the Selection Board
will assign a final percentage marks to each candidate considered suitable and recom-
mend a panel of names of all such suitable candidates in order of merit on the basis of
the marks so assigned.

Provided that when two or more candidates secure equal marks they will be empan-
elled in the chronological order of their dates of birth, the oldest being placed first among
them.

Provided also that in respect of the reserved vacancies, the Board will draw up and
recommend a separate panel of names of suitable candidates belonging to Scheduled
Castes and Scheduled Tribes.

While making its recommendations of names of suitable candidates, the Selection Board
may make special mention of the following wherever appropriate :

(a) The amount of starting basic salary in cases where pay is to be fixed above the
minimum of the grade.

(b)  Any remarks regarding accelerated promotion to the next higher grade subject to
satisfactory performance in exceptional cases of candidates who are too senior to
start afresh in the grade to which they are selected but not senior enough for
selection to the higher grade for reasons of internal company policy.

(c) Arealareas of specification and strength where the candidate would be best suited.

(d)  Any other recommendation/remark considered relevant and necessary in respect
of any candidate.

Operation of Panel of Selected Candidates

The panel of candidates in order of merit as recommended by the Selection Board, on
approval by the Appointing Authority, will form the basis for issue of offers of appoint-
ment.

The functional panel of selected candidates will normally remain valid and operative for
a period of six months from the date of approval and on expiry of this period it will cease
to operate unless decided otherwise by the appointing authority for reasons to be re-
corded in writing.

Based on the panel as recommended by the Selection Board, Human Resource De-
partment will issue offers of appointment to one or more candidates in the order given in
the panel depending on the number of posts as sanctioned by the appointing authority
from time to time.
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171
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18.0

18.1

18.2

19.0

19.1

18.2

19.3

Where there is a separate panel of selected candidates from the Scheduled Castes
and Scheduled Tribes in respect of vacancies exclusively reserved for them, the model
roster prescribed by the Government (see Schedule IV Appendix | & I1) will be followed
while making offers of appointment.

Offers of Appointment

Human Resource Department will issue the offers of appointment in the prescribed
form in duplicate and the contract of appointment will be complete on receipt of the
letter of acceptance along with the copy of offer duly signed by the candidate.

Based on the length of notice period, for release from the present employment as indi-
cated in the application form or during interview and depending on the urgency of filling
the vacant post, the offer of appointment will state the last date by which the candidate
must join the Company failing which the offer of appointment will be deemed to have
been withdrawn unless an extension of the last date has been granted by the appoint-
ing authority prior to the expiry of the joining time as indicated in the offer of appoint-
ment.

Medical Fitness

Nobody will be appointed to any post in the Company whether regular, temporary, trainee
or casual unless he is declared physically fit as per the medical fitness standards pre-
scribed for the post after a medical examination by the Company’s authorised medical
officer/officers at the time of appointment in the Company’s service.

Notwithstanding the above, internal candidates and candidates joining POWERGRID
from the organisations in the Government and Public Sector who have been examined
and declared fit at the time of their initial appointment in the Government or Public
Sector as the case may be provided they furnish a certificate or declaration to that effect.

Joining Formalities

Employees on the first appointment to the Company’s service will furnish to the Human
Resource Department copies of documents and other details and particulars as given
in Schedule V.

In case of recruitment to executive and supervisory posts, prescribed application blanks
will include a column for the candidates to give names of two references to whom in the
event of selection of the candidate, reference will be made in the prescribed form for
eliciting their views and opinions on the suitability of the candidate for employment in
the Company.

On appointment of a person in the company, the District authorities concerned will be
requested to verify and report on the antecedents of the person in the prescribed attes-
tation form in terms of directives issued by the Government from time to time in this
regard.
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Provided, however that such verification of antecedents may not be insisted upon in the
case of persons employed in the Government/Semi Government Organisations and
Public Sector Undertakings immediately prior to the appointment in POWERGRID sub-
ject to be condition that in the case of persons coming from Semi-Government Organi-
sations and Public Sector Undertakings, satisfactory evidence is made available in sup-
port of the fact that due verification of antecedents was made at the time of their appoint-
ment to the Semi-Government Organisation or Public Sector Undertaking, as the case

may be.
20.0 Interpretation and Amendments
20.1 In the case of any doubts arising with regard to any of the provisions in the Recruitment

Policy and Procedures and in the cases not covered by these rules, final authority of
interpretation will vest in the Chairman and Managing Director whose decision will be
final.
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