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PREFACE 

My count ry  has beei i  kirid to rile and I aii i  asked to do i i iai iy excitirig jobs 

- pl.epare policies fo r  agr-icultural arid rur-a1 developriieilt, liend Iiidia's g r m i s s t  

Uliivel.sity, focus on grea t  Tecliriology Missiors, woi-k witli I:idin's clclest. 

cool)el-ative arid iiegotiate Iridia's iiicerests abroad .  But  orie of t t ie  i i iosi e;iCiliriz 

jobs I was asked to  do is to clinii. t l i e  Civil Scr-viccs E>~;iiii ir:' itioii I \cvicvi 

Corri ir i i ttee for- t l ie  Uiiioii Public Ser vice Coii i i i i issiori. 7-1i ls I S  or1 ;ici :~~i i i i t .  o f  r\ 

nurribei- of reasoris, wli icl i I would like to 1)eii clowri. 



The search for the required attributes of a civil servant in the decades to 

Come in a fast changing India, as a part of a fast chantjng world, was exciting. This 

meant discussions with experts, wise persons, public networks and an attempt to 

unearth underlying trends. Networking, facilitating change spearheaded by civil 

society groups, energy to  pursue objectives doggedly; integrity, open-minded 

listening ability, sympathy for the have-nots and technological savviness were seer1 

as some of the characteristics to go for-. The Committee identified on t t ie basis of 

its discussions, these and other ctiar-acter-istics and then werit on to [lie mar-e 

difficult job of designing the recruitnierit arid training systeuis. based or1 tcstirig for- 

thern. 

The tectiriology. academic educatiori, psychology arid t i i i r i i , i r i  resorir ccs 

developrrierit coriirriuriities i r i  [ l ie coLiiitr-y. I I I  t he  public. nutorioiiiotis i r i ~ t i t i i r i ~ r i ~  

arid corporate sertoi's. suppoi-tcd t l ie Coiririiittec. a r i d  woi l<i\(I fci- i t  t i f i r  c:c'i vci[fl;i 

and whole Iie.irtcdly. Sociie of tlit' b e s t  iri t l ic  I ~ r i d  wor-lcc;j fo!. t l ic  Cciiiiiiiriet!, III 

relation to tlic complex issues it was f,icirig Ttiis W J S  c l o r i c i  w i t l io i i t  ,iriy 

ariticipatiori of i-ewnrds .arid wirti a gi.e,ir C ' O I I C ~ I  11 for. r1,itioii,iI sysrcri i  o tqc: t ivcs.  

The Conirriirtce w a s  blessed wit l i  tliis s u p l ) o r  t .]rid uscd it 1 . 0  frill iiic.i\:ri c. 

The chairriiati of t t ie UPSC i s  n distiriguislied soldier-, woi-king witli gr e,tt 

clarity and settirig exacting staridar-ds. l'liis helped i r i  a focus or) coiilplcriiig III 

time. I understand this Coriirriittee tias finished its wor-k in record tiriie. Tliis i s  

on account of clear cut task definition by its sponsors arid excellent suppor't by 

the U.P.S.C. team led by Stv-i I.M.G. Khan, Addicioriit Secr-etar-y, UPSC (vrlio w a s  

Member-Secretary of the Comrnittee), ve ry  ably suppor-tcd by his Deputy 

Secretaries, S/Shri S.C. Barmnia and A. Bliaskar Reddy. The hst point. o f  

support of UPSC needs some ainplificacion. I he UPSC I S  n ve ry  well niaiiagcd 

organization working with military standards. I ts  guesthouse is  clean, well run  m d  

- 



serves good wholesome food. One stays there and interacts with many experts, 

examiners and others who orient oneself to the work. The secretarial support 

was excellent. Electronic support was tl iere a l l  the time and. in this context, 

mention must be made of the excellent services rendered to tt le Coinniittee by 

Shri Avinash Aggarwal. 

There was a l o t  of public interest i r i  the Conmilttee's work. Newspaper 

reports, editorials, e-mail c!iat groups, all debated t h e  Committee's LVOI k. All of 

it helped. Sorne great lridians exhorted us to place out r-ecor1iriier~d~tioiis iii a 

wider perspective and w e  went by their advice. 

I ar i i  riot sure if I I iave been able to convey some cf ti le gr a t  exciterlietit 

It w x  geriuiricly so n o d  I 2111 gr ,itcful for t l ic of the wor-lc of the Coriiriiitccc. 

oppor tuiirty glvcrl to I l l y  collcaglles alld Illpelf to colllplc!(,. t I l IS  t,l\l( 



CHAPTER I 

INTRODUCTION AND BACKGROUND 

I . I  

1.1.1 The Civil Services Examination was f i rs t  conducted as an open competitive 

examination in the year 1855 in London. A t  that time, it was called the Indian Covenanted 

Civil Service (ICCS) Examination and was conducted by the Civil Service Commission, which 

itself was founded in 1855. Until 1869, sixteen Indians had appeared a t  th is  Examination, but 

only one had succeeded. Under the scheme of examination, anyone who was 'Her Majesty's 

subject' and between 18 and 23 years of age was eligible to appear a t  the exariiitiatiori. 

There was 110 insistence on Uriiver-sity degi-ee; however. the standard of the exariiiriatioii 

was to be of t l ie  f i r s t  degree' level. 

HISTORY OF ClVlL SERVICES RECRUITMENT'  

I. I .2 856 iri favour- of lioltliiig t h i s  Exatiiiriatioii 

simultaneously in India. This deriiand gatliere I str-.engtIi wlieii the  newly fot-riictl Itrdi;iri 

National Corigress ( 1885) took irp t l i i s  issue i r i  its first scssioii, arid t l i i s  bccariie A I ec~i i  1-iiig 

therrie iii tlic subsequent sessioiis. As ;1 resul t  of proloriged efforts imicle witli t l i c i  Rt itisli 

Governiiieiit. tliis Exariliriation was f i r s t  Conducted in India in d ie  yefit. 1922, wlieti A Civil 

Service Coiiiiriissioiiei- came fr-orii Ui.itairi especially to su~)ct vise d ie  necessary 

arrangemen t s .  

Ttiei-e I i ~ d  been a derriaiid r-igtit frotri 

1.1.3 In t l i e  year- 1926, the  Public Service Comtiiission (India) was set up, w l k l i  begar1 to 

conduct the Indian Civil Service (ICS) Exaniipation in India on behalf of the Bi-itisli Civil 

Services Coriiiiiission. However its limited advisory functions fniled to satisfy the pcgple' j  

aspirations arid the continued s t ress  on t h i s  aspect by the leaders of our fr-eedorri nioverxeiit 

resulted in the setting up of the Federal Public Service Commission urider the Gover-ninerit 

of India Act 1935. Under this Act, for the f i r s t  time provision was also made for the 

formation of Public Service Commissions a t  the provincial level. From 1937, the Federal 

public Service Commission organised the Indian Civil Services Examination indcperitferit of 

the British Civil Services Commission. 



1.1.4 After. 1943, recruitment to the Indian Civil Service, the Indian Police, the Indian 

Audit & Accounts Service and the allied Services was suspended and this remained so till 

1946. 

I. I .5 After Independence, the Constituent Assembly saw the need for giving a secure and 

autonomous status to the Public Service Commissions, both a t  the federal and provincial 

levels, for ensuring unbiased recruitment to Civil Services as also for the grant of legitimate 

protection to the services. With the promulgation of the new Constitution for independetit 

India on 26th January 1950, the Federal Public Service Comriiission was accorded a 

constitutional status as an autononious entity under Article 3 I5 arid given the title "Uttioti 

Public Service Commission" (UPSC). 

1.1.6 The UPSC discharges i t s  futictioris under Articles 320 and 321 of the Constitutiort of 

India for recruitmerit to civil services and posts arid other matters t:elatcd to pt'otiwtioci arid 

discipliiie. The provisions relacitig to rcctuittiictit arid coriditioris of scr-vice, ;is coritairicd in 

Article 309 & Article 31 I of the Constitution. arc also reqitir.ccJ to bc I .CJ~C~ iti cottltttictioti 

with the provisions as cotiuiried in Article 320 of the Constitution. 

1.1.7 Tlie All ltidia Services Act, 1951. arid ftie Rulcs atid P,cgulatiotis It-ariiccl ttiwciiti~lx, 

regulate the recruittiietit and cotiditions of service in respect of tlic All Iticlia Services. 

Similar rules exist i r i  respect of tlic Centt-al Services flowing froti1 die t.clcvmit cot ist i tut iot ia l  

provisions. In terms of these rules arid regulatioi\s. a cornbirwd Civil Scr-vices Exatiiiiutiott i s  

conducted by die UPSC every year for making recruitmetit to varibus All India atid Ccritral 

Services Group 'A' arid Group 'B'. This exaniination is govermed by i t s  owti set of Rilles 

notified each year by the Department of Personnel and Adrnitiiscrative Refortiis. The l isL of 

Services participating in this combined open coriipetitive exariiiriatiori is a t  Appendix 1. 

I. I .8 Between I947 and 1950. a combined competitive exaniination was held orice a year- 

for t'ecruitment to the Iiidian Administrative Service (IAS), the Indian Foreigri Setvice (IFS) 

and the Indian Police .Service (IPS) and non-technical Central Civil Services. There were 

three compulsory papers - General hglish. Essay and General Knowledge, of IS0 marks 

each. The IAS, IFS and Central Services had three optional subjects while the IPS had 01i1y 

two. From 1951. two additional optional subjects of the Master's degree standard were 

Prescribed for the IAS and the IFS. 



I. I .9 In 1955, the Public Service Committee (Qualification for Recruitment) 

recommended that “in order to identify the best candidate, the number of attempts a t  die 

combined competitive examination should be limited to two by reducing the upper age limit 

from 24 to 23 years. The recommendation for reducing the number o i  attempts was 

accepted by the Governmenc provided that these were to be counted separately for 

different categories, vif., IAS & IFS, IPS, Central Services Class I arid Class II .  

450 IS0 

3 3 
2 2 

300 400 

17.14 21.62 

1750 I850 

1.1.10 The structure of the Civil Services Examinations, which existed a t  the rime of 

appointment of the Review Conitnittee headed by Dr. D.S. Kothari was as shown below: 

4 50 450 

2 3 

200 200 

19.04 16.00 

I050 I250 

Table 1.1 
Structure of Civil Services Examination a t  the t ime of 

setting up of Kotliari Comni i t tee 

No. of attenipts’ I 
Written Exatiiitiatiot i 

Conipulsory subjects (Getieral Etiglisti. Geneid 
Knowledge and Essay. eacli of I SO tilarks) 

Additional subjects (ext i  of 200 iwi-ks)  

PT 

I Percentage of PT to aggregate 

Grand total of ti larks 

NOTE: Each subject was covered in one paper. Optional subjects 
were of Honours level and additional subjects of Master’s 
level. 

From 1969, candidates were given the option to choose a n  Indian Language included 
in Schedule Vll l of the Constitution besides English as the rnediunl of Examination fcr 
writing the compulsory subjects of Essay and General Knowledge. 

1.2 MAJOR RECOMMENDATIONS A N D  CSXCtt ‘S10NS OF FIRST AND 
SECOND REVIEW COMMITTEES 

After Independence, a major review of the Civil Services Examination was carried out by [lie 

Kothari Committee in 1974-77 and a second review was undertaken in 1988-89 by the 



Satish Chandra Committee. The major recommendations of the Kothari Committee and 

the Satish Chandra Committee are summarised below. 

I .2. I Kothari Commit tee recommendations 

I .2.1. I 

I .2. I .2 

I .2. I .3 

I .2. I .3. I 

1.2. I .3.2 

I .2. I .4 

I .2. I .4. I 

Attr ibutes 

The civil servants must possess socio-emotional and moral qualities apart froin 

relevant knowledge and skills. Taking into account the special requirements and 

conditions, there is need to have a comprehensive selection method wliicli 

should be a combination of tests for assessment of knowledge, intellectual and 

personal attributes. 

Examination Structure: Irrtroduction of Cornmori Unified Exaniitaation 

Recruitment to the All India and Central Services (Class I )  be made through a 

coiiiinori unified examinacioii comprising three stages. viz., Pt*eliriiitiat.y 

Examination, Main Examiriation (written acid Iriterview) and Post-Tr.ainirlg Test to 

bc coriducted by the UPSC oti the coriiplctiori of die F~~~riJ;itioti Cour.se, to 

assess persoid qualities arid attributes relevant to the civil services. 

Preliminary Examination 

The Preliminary Examination should involve a simple screcriitig arid should COVCI' 

a wide base for which it i s  necessary to Iiave a large tiwiiber. of cciiii cs 

throughout the country. Since the Preliriiinary Exatiiiiiacioti is only a sci eet\ii\g 

process, the marks obtairied should not be added to the final riiarks. arid the 

question papers should be of objective type. Question papers, other- t l iar i  tliose 

for Indian Languagt?s, should be in hglish arid each paper should be of two hours 

duration. The Prelirninary Examination should have five papers of 300 iiiai.ks 

each, viz., Indian Language, English language, General Studies aiid two papers 01) 

one subject to be selected out of a l i s t  of optional subjects. 

The number of candidates to be admitted to the Main Examination sliould be ten 

times the number of vacancies in a year in the All India and Central Services. 

Main Examination 

The syllabus for Optional Subjects in the Main Examination should be broadiy a t  

the level of the Honours degree. The question papers should lay emphasis oti 

powers of analytical and critical thinking, Comprehension of fundarnencals and 

application ef knowledpe. Ir: wiII h ~ p  -::" vrritrprl oaFm-2 9 7 P  - r ? r . h !  e v h  n' 



I .2. I .4.2 

I .2. I .S 

I .2. I .6 

I .2. I .7 

I .2. I .7. I 

1.2. I -7.2 

three hours duration. The papers can be answered either in English or any of 

the Eighth Schedule Languages, except the language papers. Question papers, 

other than language papers, will be set in English. 

The Main Examination will have the following written payers: 

I 
II English 
111 Essay 
IV & v General Studies 
VI, VII, Vlll & 1x 

Any one of the Schedule Vlll Languages 

Two optional subjects of two papers each (including 
Literature of languages) 

Optional Subjects 

The l i s t  of Optional Subjects should be neither so restrictive as to discourage 

promising candidates nor too large to seriously affect unifot-niity of siaridat CIS. 

Highly specialised subjects, or tlrosc offered by a very litiiited riuttibet. of 

candidates. should riot be iricluded. New dcvclopiiretits in cdt:cxiori sliould also 

be taken into account. Nurneracy. arid ability to deal with quantitative q.)ec.is  of 

problems also needs to be tested. The l i s t  of optional subjects for die 

Preliminary and the Main Exarniriaciot~ should be reviewed ft-oiii citric to titire i t r  

corisultation witti the UGC and the Universities. 

Medium 

The medium of examination available for the Essay arid the Getict-al Studies pa lm.  

should be extended to subject papers also. This is  desirable educationally as we l l  

as front the point af view of equality of opportunity. 

Evaluation 

Uniformity in evaluation in different language media is difficult. As a large rruriiber 

of answer books would be in English. these could serve as a kind of norni 01' 

Comparison standard for answer books in other languages. If. in any particular 

language, the distribution of marks for the answer books - the mean arid 

standard deviation - differ greatly from those in English tnediurir, stat ist ical  

adjustments should be made, if considered necessary by the Board of Examiners. 

There should be a Board of Examiners to prescribe detailed guidelines and norins 

for evaluation. It is desirable to have at least two examiners to evaluate answers 

in any given language. Question papers should be set by 2 6oard of Examiners 



consisting of three members who should be appointed for two to diree years 

and at least one member should be changed every year. Standard briefing should 

be given to the Boards of Examiners who will be setting question papers on 

different subjects and languages to maintain equal standards. Illustrative sample 

question papers should be provided to the candidates. 

1.2. I .8 Interview Test 

1.2.1.8.1 The Interview Test will carry 300 marks. Cz.;ididates to be called for PT sfiould 

be twice the number of vacancies. PT Board members should represent a 

diversity of backgrounds and age spectrum arid must include women. As far as 

possible, only serving members of the UPSC may be appointed on the Boards. 

The length of the period for completion of interviews should not exceed one 

month. 

1.2. I .8.2 Members should be briefed oti the techniques of iricervicw to t)r.it\g about 

objcctivicy acid utiifot-n\ity i r i  asscssriicric. Iritcllectual arid pc rw t  ia l  clmlities o f  

catididaces should be raced or1 a five-poinc scalc (r i~ucl i  abvvc averagc. above 

average. average, below average and riiuch below averagc). o r i  Iiiterview 

Iii1pression Cards, Pjliich m a y  bc designed in cotisultation witti experts. Sucli 

qualities may be clarity of expression, grasp of narrative atid argurirenc, veasoniiig 

ability appreciation of different points of view, awareriess and COI~CCI~II for wcio- 

economic problems, range aiid depth of inter-escs; a d  pct~sc~t~r71 atttiliutcs 

relevant to interaction wid i people. Candidates should be encoitt.aged co aiswei- 

questions in English in PT. However, in exceptional cases, catitlidates can be 

permitted to answer i r i  an Itidian language. The personality test shoiiltl not have 

any iiiininium qualifying marks. The t-esults declared by the UPSC should tiot 

disclose the marks and order of merit. 

I .2.1.9 

1.2.1.9.1 

Training, Final Evaluation arid Allocation d Services 

There should be a Post-Training Test (400 marks) conducted by a Board of the 

UPSC at the end of the Foundation Course, which should arialysc deidlled 

performance reporu of trainees during the Foundation Course (including field 

work). Allocation of service should be done on the basis of marks obtained in 

the Main Examination and the Post-Training Test. 



I I .9.2 The Foundation Course should be of a minimum of one year duration and should 

aim a t  developing a sense of social responsibility and should also include field 

experience. Detailed syllabus of the Foundation Course should be prepared by a 

committee of experts. The Academy should be a high-level professional 

institution and should have links with the Government a t  the highest level. It 

would be of great value if the Prime Minister were associated as Chancellor, and 

the Governing Body should have the Cabinet Secretary as the President with 

senior officers and eminent personalities fr3ili diffei-ztlt fields arid public life as i ts 

members. 
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1.2.1.9.3 The Academy should be headed by a Director of the rank of Secretary to the 

Govei-nrnent of India who should be a distiriguished administrator, or a Foreigri 

Service Officer, or an  eminent scholar with administrative exper-ierice, arid should 

be assisted by a Cowicil of Mariageiiicrit of aboirt 25 riieriibcrs clioscri frorii tlie 

Services and experts froiii iiiiivci.sitics. IITs and IIMs. Tlic faculty sliodd be a 

proper mix of various age groups. The Acadcrriy sliould offer p i q c r  s w v i c c  

conditions arid pay packages to at t ract  good faculty. who should be alyoiiited on 

contract basis. 

1.2.1.10 Eligibility Criteria 

Mininiuni educatioiial qualificatioii should be n dcgr ec a i d  fiinl-yc,w c ~ i i ~ J ~ d ~ ~ c ! s  

can also take the examination. Age should be 2 1-26 yews wit11 usiial I cl iv.itioii 

for reserved categories. There should be two attempts for. PI c1iiiiiiiai.y 

Examination and two for the Main Examination for all categories. 

1.2.1.1 I Implementation, Monitor ing and Evaluatioii 

The new proposed sctienie of examination should be implemented in a phased 

manner. There should be a Research Cell in the UPSC headed by ail  outsmiding 

expert. The standard of recruitment for each service should be reviewed on a 

continuing basis. There should be a Standing Advisory Committee of I 5  riieriibers 

With broad terms of reference toftudy the examination system on an ongoing 

basis and suggest improvements. 



1.2. I. I2 

1.2. I. 12. I 

1.2. I. 12.2 

1.2.1.12.3 

Need for Equity and Widening the Base of Recruitment 

Adequate steps should be taken to ensure a wide base of recruitment with equal 

opportunity and level playing field for all and there should be balanced 

representation from all parts of the country and sections of society. 

The Examination system should command complete confidence and crust of the 

candidates and the general public, as also the government, and provide equal 

opportunity to all. It should be such as would attract bright candidates. should 

cover a wide base with special attention ts deservitig candidates belonging to 

weaker sections. Candidates belonging to wealtet- sections. who qualify i r i  the 

Pretitiiinaiy Examination. should be given special coaching by the Goveriitiietit to 

appear in the Main Examination. 

The examinations should be rnulti-lingual. New teclitriques should be adopted 

for cornprelierisive assesstiierit wtiile also keepiiig it, iiiiiid that tlict.c are cer ta in  

qualities wliicli cannot be dcsct-tbcd in words but wliicli a "good judge of tileti" 

can usually assess with a fair degree of reliability arid tticrefore the exariiitiec-s atid 

interviewers should be very carefully selected. The system sliould bc uridet. 

continuous review arid evaluation. 

1.2.2 lrnpleineritatiori of the Kottrari Commi t tee  reconinwcided refortiis 

I .2.2. I 

1.2.2.1.1 

I .2.2. I .2 

Examirratiori Structure 

The Govet-nment accepted tilost of the recoiiiriietidalioos. The new sclieriic v m  

introduced w.e.f. 1979. It was decided that ttiere should be one cotiiiimti 

examination to avoid hierarchy among services but further decidcd that tliere 

should be a two-stage process comprising the Preliminat-y arid the Main  

examination (written and Interview). The idea of post training test ac d ie  

National Academy o f  Administration as third stage of selection did tioc fitid 

favour with the Government. 

For ~e Preliminary Examination, the Governnient decided that there should be 

only two papers, General Studies o f  I50 marks and one Optiorial subject of 300 

marks, both of objective type with sufficiently wide choice in General Studies. 

The l ist of Optional subjects suggested by the Committee was also accepted. The 

Government decided against introducing papers on Indian language and English in 

the Preliminary examination. 



1.2.2.1.3 The Government also decided that the Main Examination should have the 

following eight papers (300 marks each) and an interview of 250 marks with no 

minimum qualifying marks:- 

I Indian Language (Qualifying only) 
II English Language (Qualifying only) 
111 8( IV General Studies 
V &  VI First Optional 
VII & Vlll Second Optional 

1.2.2.1.4 The recommendation for having an Essay paper was not implemented. The 

recommendation relating to  medium of answering the papers was accepted, but 

it was decided that the question papers would be in English and Hindi only. The 

list of optional subjects suggested by the Committee was accepted with slight 

modifications. The present practice of service allocation on tlie basis of 

conipetitivc examination was to continue. 

1.2.2.2 Eligibility Criteria 

1.2.2.2. I The Goverimciit accepted ttie age limit as  21 -28 years instead of 2 1-26 years for- 

general category candidates wliich was recomriiended by the Coriit iiittec. For 

ttie reserved categories. irsual relaxacion of five years w a s  pt~ovidcd Irrstead of 

two attempts at  the Pi.elitiiitraiy Examination arid two artetiipts a t  the Main 

Exariiiriatioii for al l  categories. tlie Goverrinient decided to pt'ovidc iliim 

attempts botli.at ttie Preliriiiriary Examination arid the IMi Exatii i i iatiori for t l ie 

general category, while no limit on ttie number of atteni~ts was prescidml for 

t l ie  Scheduled Caste/Scheduled Tribe (SCIST) candidates. 

I l2.2.2 To avoid service hopping it was recommended that candidates OIICC? ai.q)oiriteJ 

should not be permitted to reappear without resignitig from the service. and 

candidates joining the Fouridation Course will not be permitted to appear again. 

Government did not agree with this recommendation. 

13.23 TO sum up, while the revised structure for the Examiriacbn was accepted (albeit 

With some modifications) and inipleinented by the Governrrient. certain key 

recommendations. particularly those pertaining to the strengthening of induction 

caining and providing for a post-training test as the third stage of selection, 

raising the levels of training academies to a higher professional stactis acid lending 

them prestige by involving the Prime Minister and the Cabinet Secretary with 



their governance and setting up of a Standing Advisory Committee, etc. were not 

accepted or implemented. Clearly, had the scheme as conceived by the Kothari 

Committee been imp!emented in its entirety, its impact would have been far 

greater. This Committee feels that these ideas continue to have relevance even 

today. What we lost in the process was an opportunity to build up a truly 

professional body of civil servants. As will be seen later in this report, these 

ideas have been examined in all their ramifications by this Committee and their 

influence can be seen in its recommendations. 

I .2.3 Satish Chandra C o m m i t t e e  Recommendations 

The Satish Chandra Committee pointed out that the then existing scheme of Civil 

Services Examination which was adopted on the basis of the Kothari Conicnittee 

recommendations had been able to achieve its broad objectives. Afcer scuJying the 

pattern of recruitment to civil services in some advanced couiitries. the Coiiiriiii.tee 

was of the view tha t  models of these countries could not be rq)licated iii the Iiidiari 

situation. The existirig system in tlie country which had evolved OVCI' ,I long pci i d  

of time should be further iiiiproved. The suiniiiai-y of tlic major i.ecoiiiitiericlatioiis 

of Satish Charidr-a Coiiiriiittee is as follows: 

l'.2.3. I 

I .2.3.2 

I .2.3.2. I 

Attr ibutes 

Since die higher civil services play a significant role. pci-soils co bc rcciwtcd to 

the civil services should be drawn from a broad base. 'rlley should, iii addition to 

intellectual ability, possess integrity aiid have cornmitiiieiit arid dedicatioii to our- 

national objectives and goals. 

Review of Post-Kotl iar i  Period 

Analysis of relevant data (1984-87) by the Comniittee showed tliac 20% of 

general candidates, 55% of SC and 48% of ST carididaces are fi-oiii the low 

income group as defined'. There was a significant number of first geiiei*aiiori 

learners among the successful candidates. A fair number of successful candidates 

come froin villages or small towns. 

1 
For the relevant data, income below Rs.1000/- per niontli during 1984 and 1985, aiid 
income below Rs.1500/- per montli during 1986 and 1987 were categorised as low 
inconie groun. 



1.2.3.2.2 Percentage of successful women candidates is on the increase but there is scope 

for further improvement The Committee observed that not enough number of 

women candidates are attracted to the civil services. 

I .2.3.2.3 Percentage of first class degree holders ( I 979-67) among the successful 

candidates is on the increase. The Commission has been successful in the 

recruitment of SC and ST candidates in accordance with the statutory 

requirements. 

I .2.3.3 

1.2.3.3. I 

Need for Combined Examination 

There should be a combined examination for higher civil services. Professional 

competence for each service could be developed through proper- traiciing. There 

is no need for extra papers or higher marks in the interview test  for IAS and IFS 

as the requirement of bright Candidates is tiow being fully met. 

1.2.3.3.2 No departure from the presciit p ix t i cc  of coiiiiiioii cxaiiriri;ilioii i s  

recoiiiiiwridcd for Iiidian Foixigri SCI.VICC wllicli is gct~ci~.dly clic SCCOII~-IIIOF~ 

preferred service. The slight decliiic in the popularity of th i s  service is w t  tluc! 

to the system of exaiilination. 

I .2.3.3.3 No separate exatnitlation is recoiiiiiiendcd for Accoutil s GI L N J ~  Of sciwxs.  

Profcssiorial kriowledgc of a high s t a i d a i d  could be i i i ipai tcd tlir~ougli IWSC.  

iriduction training. Recruittirent to Revenue a i d  Taxatioii Scrvices stiould IJC 

continued through the system of coiiiiiioii examination. 

1.2.3.4 Eligibility Cr i ter ia 

I .2.3.4. I The general candidates stiould be permitted ttii-ce attempts arid thc caiiclirlxes 

belonging to SCslSTs should be permitted six attempts. The Kotliari Corritiiittee 

had recomrnerided two attempts 011 the grounds that the candidates used the 

third attempt to improve their service allotment and neglected trailring. This Ins 

been adequately wken care of by the Civil Services Exaniinatioii Rules wliicli lay 

down that if a candidate is selected for Group 'A' serfice other than IAS and IFS; 

she would be ,permitted to take one more chance ia the subsequent year if s/he 

seeks exemption from training, thereby losir ig herltiis infer se seniority. 'Tliis 

Practice should continue. 



1.23.4.2 The age limit. should continue to be 21 -26 years for the general candidates with 

the usual relaxation of five years for candidates belonging to SCs and STs. It was 

suggested that Graduation should be retained as the minimum educational 

qualification. 

1.2.3.4.3 Doctors and engineers should continue to be eligible for the Civil Services 

Examination. However. attraction of these professionals for civil services 

indicated an aberration in the social value system, reflecting disparities in career 

opportunities. 

I .2.3.5 Examination Structure 

1.2.3.5.1 Due to large number of aspirants to civil services corning from diverse socio- 

economic and educational backgrounds. the methodology of selection lras to take 

note of it and should be such as to be perceived to be fair, not only by tlie 

candidates tlieniselves, but also by ttie public a t  large. 

I .2.3.5.2 There should be negative riiarking for objcct~vc type tests .at  tlic P ~ d i ~ t i i ~ i ~ i l  y 

Exaniinatioc\ level. For each wrong answer. 50 per cent of thc inar.ks allotted to 

that question sliould be deducted. 

1.2.3.5.3 Objective type tests should not be introduced in ttie Plairi Exariiiiiatioir. An essay 

paper for 200 iiiarks should be iritroduccd in die Mail1 cxaiiiiiiation. Caiididatcs 

should be allowed to answer this paper eitlrer in Eiiglish or iil ally oric of itre 

Indian lariguages nrentioned in the Eighth Schedule of the Coilstitulioli. The 

essay paper- be evaluated by two examiners and the avcragc of the riwks taken 

into atcouiit. 

1.2.3.5.4 French, German, Russiaii and Chinese laciguage liter.aiui.e subjects sliotild be 

deleted from the l is t  of Optional subiects. Education. Elect.ronics aiid 

Telecomnjunication Engineering. and Medical Science subjects be included as 

Optionals both in the Preliniinary and Main Examinations. Present relative 

weightage of 1:2 betweer. General Studies and Opticriai subjects i i iay cuiitiiiue. 

The present system of moderation is working satisfactoriiy to eiisure that no 

Particular subject gets undue advantage. The syllabi of Optional subjects should 

be spelt out comprehensively and revised and updated every five ycars or even 

oftener. 



1.2.3.6 Training 

The La1 Bahadur Shastri National Academy of Administration (LBSNAA), 

Mussoorie, should be developed into a high level professional instituticn. 

Researcli on developmental, regulatory and social aspects of administration 

should b e  a regular activity in the Academy. Comparative developmental studies 

should be undertaken, drawing upon lessons from the experience of both 

developing and developed countries. Necessary infrastructure should be 

provided to training institutes for the Central Services and for the Sardar 

Vallabhbliai Patel National Police Academy (SVPNPA), Hydei-abad. 

1.2.3.7 Medium 

The present system of taking the examination in either Erigiisti 01' iii any of the 

Eighth Schedule Indian languages was accepted. Carididatcs opting for lridiaii 

languages as their iiiediuiii in the Maiii Ex3iiiiii;ltioii would h v c  tlic opt io i i  of 

taking t h a t  language as their- inediiiiii 1 1 ;  t l ie Interview 

L.2.3.8 

I .2.3.8.1 

Need for Widening t l i e  Base 

A large riuriiber- of successful caiididates cornirlg frorii bcllii stiould iioc c n i m  

contern. Librai-y a i d  ottici- facilities available i r i  Uellii sliould be rcp1ic;itcd iii 

other pal-u of India. Coaching centres should be star tccl by Sta te  Govcr i i i i i w t s  

in those states fi-om wliicti repi-eseiitatioii iii civil sei~viccs is 110: atlccimte. The 

University Grants Coniniission (UGC) may i-evicw the sclieiiic of povicliiig 

coaching classes in selected institutions to minor-ity corriiiiuiiitics. 

1.2.3.8.2 There should be adequate publicity about the exainiriation ttir'oiigli yr-iiit arid 

electronic rnedia. The nuinber of ceiitres for the Fi-eliriiinaiy txarniiiation should 

be increased in consultation wi th  State Govei-nrnents and the Uiiiori Ter i-itor-ies 

Administrations. 

1-2-3-9 Del in lc ing Certain Services 

1.2-3-9.1 Proliferation in the number o f  Central Services should be avoided. The 

recr uitment of the following Group 'A' services should be delinked froin the Civil 

Services Exam ina c i  on: 

Indian Defence Estates Service 
Central Trade Service 

0 Indian Information Service 

0 Indian Ordnavce Farvrie: 5ervice 
0 Indian Railway Personnel % v i c e  



I .2.3.9.2 

I .2.3. I0 

I .2.3.l I 

I .2.3. I 2  

Assistant Commandant of Central Industrial Security Force (CISF) 
Assistant Security Officer of Railway Protection Force (RPF) 

Recruitment to all Group ‘B’ Services be delinked from the Civil Services 

Examination. 

Interview Tes t  

Candidates who qualify for the Interview Test should be exempted from taking 

the Preliminary examination in the following year. G I - O U ~  discussion should be 

introduced as an adjunct to the Interview Test. Psychological Test should not be 

a part of the selection procedure. These tests could be administered to die 

probationers, and used as guides for counselling a t  ttie training level. Iiitroduction 

of “lectures” should not be part of ttie selection process. Interview Test should 

carry 300 riiarks (as against 250) out of a toul of 2300 rri;ir.l<s (as against 2050). 

There should be no niinirnurii qualifyirig marks for- a caiididatc a t  the Iritci-view. 

Allocation of Services 

Allotriierit of services should coiitiiiue to be done on tlic basis of the i-arik of the 

candidate 111 t i le ii.ier it list and ttw pr.efer-ericc for- t l i e  S C I  ‘;ices expr-essctf by ~ i i e  

candidate. Allotriierit of sci-vices after- a coriiiiioii foi i i idci t ik) i i  co~fr-se i s  i iot 

feasible. 

Durat ion o f  Examiriatiori 

The present time cycle for the exariiiriation is  rattier- I o I ) ~ .  The applicatioii for 111 

can be filled up by the candidates a t  the t ime of the Pi-cliniiriai-y Exaiiiiiiatiori. 

The Main Examination can be held in the inontti of October-. Thus, about four- 

weeks cai i  be saved. 

1.2.4 Implementat ion of the Sa t i sh  Chandra Con i tn i t t ee  Recoriirnerided 
Reforms 

The Government.accepted a majority of the ;-:~;~?:.;~~!3ticns. The surnmary is as 

follows: 



m Recruitment to Indian Information Service. Indian Railway Personnel Service 
arid Indian Ordnance Factories Service should continue through the scheme 
o f  Civil Services Examination. 

For the Indian Defence Estates Service and Central Trade Service, an 
alternative system of examininglrecruiting candidates could be worked out 
after taking out these services from the scheme of Civ i l  Services Examination. 

For ClSF and RPF, a separate scheme of objective/short-answer questions 
should be devised by taking them out  of the Civil Services Examinatioti. 

1.2.4.1.2 The recommendation with regard to G:-G+ '2.' ~ i - v i c e ~  r ~ a s  accepted by die 

Cornniission. The Government did not however- accept artier- of these 

recornniendatioris and decided that the present system r i i ay  continuc. 

1.2.4.2 Exenrpt ior i  from Preliminary Examinat ion 

Regarding giving exeniptiori t o  the candidates wlio I i2ve  qualifiecj for I i i te i .v iew 

Test fr 0111 appear-irig again for  the Pi.cliriiiiiar y Ex, i i i i i i i ; \ t to i i .  tlic Coriirii issioii ~3 

well 3s Govermiiieiit dccidcd tiot to acccpt tlic;e i ' c co i  riiiicrd,irioi~s crriiig t l ic  

following reasotis: 

It leads to two sets  of caididntcs for the Maiii Ex: i i i i i i . i t io i i ,  V I Z  

1) 

ii) 

Tl iosc who qmlificd CJI IICI. 
Tl iosc wlio have qualified t l iat  ycai 

1.2.4.3 Negat ive Mark i r i g  in Pre l iminary Exarri ir iatioti 

It was fuidier decided t t i a t  tiiti.oductioii of rlegariie r i i . 1 1  Icirig iii I I I I '  t'r * .  i i ' l l l l  \ I  7 

Exariiination may not serve a n y  purpose as cut-off i i i a r  k i i iay go dc:.ii ILCI I C  

order would not be affected. Besides, candidates belorigirig to poor arid iui;11 

background would be adversely affected. 

1.2.4.4 In t roduc t io r i  of Essay 

Wtiile the Cornniission agreed to introduce an essay paper. can-yirig 200 i l i a  ks ill 

the Main Examination. the Comiiiission d d  not support the recoi7 i r i ier i f~at i~) r i  

with regard to evaluation of t l i i s  paper by two exariiiners. The Govei.iiiiieiit 

accepted the proposal to introduce essay paper of 200 t i i ~ r k s .  They 3lso agreed 

with the Commission's view t h a t  no special procedure be evolved for evaluJtrw1. 

The essay paper was introduced in the scheme of exaniiriation in 1993. 



124.5 Deletion of Optionah 

Regarding deletion of certain language literature subjects as optionals, the 

Commissiori agreed with this recommendation. Apart from these four languages, 

the Commission also recommended tha t  Arabic, Persian and Pali be deleted from 

the scheme of examination. Though the Government initially accepted this 

proposzl, they subsequently reconsidered this decision and decided to maintain 

the status quo. 

1.2.4.6 Additiou of Optionals 

Regarding addition of  certain subjects as optionals, the Commission did not  agree 

with th is  recommendation. The Cornmission noted that while Animal Husbandry 

& Veterinary Science as a subject m a y  contimie t.n rennin in the scheme of the 

Main Examination, it should be deleted from the Preliminary Exarninatioci. T h e  

Governnient. however. decided to introduce only Medical Science as a i l  optional 

subject. Medical Science was introduced in the sciieriie of Preliii1iriar.y 

Exarriuiation arid Plain Exaniiiiation iri 1995. 

I .2.4.7 Interview for Persoriali ty’Tes t 

The rriarks for the interview tes t  w e r e  increased to 300 i i i  tlic year- I9?3. 

Regarding introduction of group discussion. the Coiiiiiiission did not agr-ce 01) 

the ground of constraint of time. It was pointed out that such test5 tiriglit tie 

more appropriate for  jobs such as niai-keting, rattier tliari for Civil Services. 

1.2.4.8 Eligibility Criteria 

The Governnient decided not t o  accept the recomiueiidations and decided to 

have the upper age limit of 28 years arid the nurnber of permissible attempts as 

four. Since the Government had already taken a decision on these two 

recommendations arid the decisions “ere implemented f rom 1.990 examination, 

the Commission did not offer any comments on  these recomineridations. 

1-2-4-9 Reducing Duration of Examination 

The Commission decided that val-ious possibilities of reducing the time taken for 

completing the various stages of  th is examination would be examined by tlieiu. 

The Government agreed with the Commission and requested them to take 

action expeditiously. Regarding opening new centres, the Cornmission agreed 

with this recommendation but a t  t i le  same time various factors which are 



required to be kept in view while opening new centres were also brought to the 

notice of Governmenr The Government accepted the recommendation. 

THE STRUCTURE AFTER THE SECOND REVIEW COMMITTEE. 1.3 

One paper in General Studies 
One optional subject (Out of a l i s t  of 23 subjects) 

Table 1.2 
Structure of Civil Services Examination w.e.f. I993 Examination 

I50 
300 

Paper I 
Paper II 

Papers 111 & IV 

Paper VI & Vll 
Paper Vlll& IX 

English (Qualifying nature and of Matric Standard) 
Indian Language (Qualifying nature and of Matric 
Standard) 
General Studies 

*First optional subject 
*Second optional subject 

Paper V Essay 

1.4 TOSUMUP 

The foregoing summary of die recoriimendations of the two previous Review Coiiiiiiittees 

gives a benchmark for the Third Review Committee. Hence, it has been given as a backdrop 

to serve as a starting point for reviewing the scheme.as it exists presently, in the context of 

the mandate of this Committee. 

300 
300 

6 0 r -  
200 
6 8 0 -  
600 
I 

Interview 
Total marks 

.3 00 
2300 



CHAPTER 2 

THE THIRD REVIEW COMMITTEE 

2.1 The Need for. Review 

2 1. I The present system o f  recruitment through the combined Civil Services Examination 

ms recommended by the Kothari Committee (1979), and has largely remained the saine 

but for some changes introduced in the year 1993, following the Satish Chaiidra Committee 

recommendations. During the last two decades, the administrative environnierit in die 

country has changed considerably. Liberalisation o f  the economy, globalisatiori and 

advancements in the field o f  technology have opened up new vistas of developinerit. 

Because of these developments, the work erivironment has also been transformed aiid die 

bureaucracy, which had a regularor-ylcoritrolling role in the pre-liberalistion era, has iiow to 

play more of a facilitating role. Besides. in the era of coalitions, adticrcncc of  poliiical 

neutrality and robust professioiialism witliiii the super-ior civil services tias assuiiied greater- 

importance. Since die pattern of the Civil Services Exaiiiiiiatioii is twenty years old, Ltic 

Union Public Service Cornriiission decided to  appoint this 'iiew Coriirriittee to revicw tlic 

same and recornniciid necessary r-efornis. 

2.1.2 In September 1999. the Commission had set up a Working Gi-oup under Secretary, 

uf% to suggest the terms of reference of the Review Comniittee. Tire Working Group 

had members from the LBSNAA, Mussoorie, SVPNPA, Hyder-abad, National Acadeiiiy of 

Audit & Accounts, Shimla. Railway Staff College, Vadodara, aild a representative frurln die 

Department of Personnel & Training. After a number of sittirigs arid feedback frorn lieads of 

Departments and cadre coritrolling authorities, the terms of reference of the Review . 

Committee were framed. 



2.2 
2.2.1 The composition of the Committee, along with its Terms of Reference, is as follows: 

Notification and Terms of Reference 

1. prof. Yoginder K. ryash, Vice-chairman of Sardar Patel Institute of Economics and 
Sotial Research, Ahmedabad, former Union Minister of State for Planning and 
Implementation, Power and former Minister for Science and Technology (Independent), 
Member, Planning hmksion, fomer Chairman, BICP, Secretary to the Government of 
India in the Ministry of Industry, Chairman, Agriculture Prices. Commission and former 
Vice-chancellor, Jawaharlal Nehru University, New ,Delhi. 
Shri Tejendra Khanna, IAS (Retd.), former Lt. Governor, Delhi & former Secretary, 

Dr. B.P. Mathur, IAMS (Retd.), Director, National Institute of Financial Management, 
Faridabad, and former. Chairman, Audil Board and Deputy Csn:pt:i!!er and P.udi!or 
General. 
Dr. 'Uddesh Kohli, Chairman & Managing Director, Power Firiarice Corporation Ltd & 
Chairman, SCOPE, and former Advisor, Planning Commission. 
Prof, (Ms) Armaity S. Desai, former Chairperson, University Grants Commission, Delhi, 
and former Director, Tata Institute of Social Sciences, Mumbai. 
Dr. NIR. Madtiava Menon, Vice Chancellor, West Bengal National Uriiversity of luridical 
Sciences, Kolkata, & former Director, National Law School, Bangalore. 
Shri D.C. Gupta, IASl Additiorial Secrctary, Dcpartrtieril of Persoriiicl arid Training, Govt. 
of 'India. 
Shri I.M.G. Khan, Addilional Secr eta y, Uriiori Public Service Cornrnissioti, 

2; 
Ministry of Commerce, Govt. of India. 

4, 

5. 

6. 

7. 

8. 
I I  1 

Chairman 

Member 

Member 
- 

Member 

Member 

Mcmbcr 

Mcriiber 

Mcrnber- 
Secretarv I 

2.2.2 The terrris of reference of  the Coriiniittee%vere as follows: 

222. I Evaluatiori of the effectiveness of the scheme irr existence since I993 in terriis 
o f  suitability o f  the candidates . selected. as deriioiistrated by tlieir- 
performance during training and on the job. 

Measures for obtaining greater unifot-rnity vis-i-vis the competitive cleriieiits 
o f  the examination. 

2.2.2.2 

2.2.2.3 Methods for improving the dectiveness and efficiency of  the PT process atid 
a review of the weightage for PT marks in the final total. 

Review of the rules for the Civil Services Examination with particular 
reference to factors like age limit, number of attempts, educatiorial 
qualifications etc. in the context of job and training requirements, etc.; 

2.2.2.4 

22.25 Feasibility of adopting an improved method of allocation of setvices aimed a t  
achieving a closer match between the selected candidate and the requirement 
of the .particular service. For this purpose, the possibility of Woviding fuller 
information to a candidate on the role and career prospects etc. of  different 
mvices and the nature of duties to be performed by officers a1 various lavels 
to enable them to make an informed choice, can be examined and methods 
for the same suggested. Further, to examine, whether with a common Main 
written examination as at  prefent. differential assessment of candidates by 
Interview Board/Personality Test Board for  determining relative suitability of 
candidates for different services can be a viable mechanism towards chis end. 



222.6 To examine desirability of associating the Union Public Service Commission 
with assessment of officers in terms of satisfactory completion of their 
induction training in the Training Academiedhstitutions. 

No. 
1 
2 

22.2.7 To suggest modificationdadditionddeletions in subjects in the 
Preliminary/Main Examination. 

- 
Suhjcc t 

Futures and ottier attributes of c iv i l  services 
a) Experieiicc or Noii-Govcriiiiicnt 

2.2.3 It was stated in the notification that the Committee will be free to consider and 

make recommendations on any other aspect or measure which, in its opinion, has a bearing 

on the examination scheme. The Committee could also consider any other issue t h a t  may 

be referred to it by the Coniiiiission. 

3 

4 

2 
6 

2.3 Methodology 

Initial discussions in the Committee centered around understanding the issues and deciding 

upon a suitable methodology for executing its tasks. It was decided that, apart from data 

collection activities and eliciting viewdfeedback throue_h meetings a i d  visils, it would 

considerably enliarice thc effectiveness of functioning of the Coriirriittee if Woi-king Groups 

were to be formed foi- exzlriuiiing major aspects of the task. lhc deuilcd exariiiiiatioii of 

each aspect could be dsrio k t t e r  through these Working Groups. each of which would be 

headed by one of the rrieiribet-s of tlic Committee, who could tlicii associate eiriiiieirt 

experts and opinion leaders in the concerriod area. 

atid Eppectalioiis or IiiterhCC. 

b) Experience of I-lumair Resource 
Developrlrent Specialists iii the Corporate 
Sector 011 Metlrodsof Recruitment. 

Attributedpmfile, Eligibility,. Evaluation of 
Existing Sctreriie 
Exaniination Structure 
Personality Test 
Post-Examination Selectioilltraiiiiiig 

2.4 Formation of Work ing  6roups 

2.4.1 Six Woi-king Groups, each headed by a niember, were set ~p by the Coiniiiittee for 

the various subject areas, as sliowri below. The Committee arid tlic Workiiig Gt-oups 

worked simultaneously. 

I I Orgairisatioiis atid Govcriiiireiit Nctworking. I I 
Prof. Ms. Aritiaity Dcsai 

- 
Dr. N.R. Madhova Mcnoii 
Dr. B.P. Mathur 



2.4.2 The details of the Working Groups are given in Appendix II. 

2.4.3 The area of study assigned to each Working Group is discussed briefly below:- 

24.3. I The Working Gt‘oup on “Futures and other attributes of civil services” 

headed by the Chairman of  the Review Committee, Prof. Y.K. Alagh, 

undertook die task of defining the salient outline of the emerging civil society 

in India and the attributes and key competencies which would be required for 

the civil servants to discharge their functions .effectively and efficiently in the 

wake of globalisation, challenges to. sustainable development in view of India’s 

en.dowments of human and natural resources, shifting o f  power f rom die 

Centre to States and to local bodies, and the withdrawal of ttie state from 

the commanding heiglits of die economy it had occupied. 

2.4.3.2 The task assigned to the second Working Group. headed by Prof. (Ms.) 

Arrnaity S. Desai, related to experiences o f  NGOs, on tl ie one hand. ai i t l  ttic 

liuiiiaii resource dcvclopriient specialists, on the other. The task assigried 

was to have a feedback honr NGOs about the current nature of goverriaiice, 

nature of interface between NGOs arid the administrative structure a t  tlie 

gr-assroots and .at various levels of governnient. arid their expectaLioris frorii 

the civil services. Further, the focus was on the role of the civil servaiiu as 

facilitators on behalf of tlie deprived, especially in the wikc of ecorioniic 

liberalisation. With respect to human resource development specialists. ttie 

objective was to identify the methods o f  recruitiiiont in the cofpwate sector 

and to probe how attitudes were measured. The meeting of iiuiiiari resource 

developriierit specialists was arranged by DI-. R.C. Datta, Head, Depar-tiiienc 

of Pbsonnel Management and Industrial Relations o f  the Tata Iiistitute of 

Social Sciences; Muinbai. 

2433 The Working Group on “AttributedProfile, Eligibility, Evaluation of‘ die 

Existing Scheme“ headed by Shri Tejendra Khanna was required to gauge the 

general perception of civil services today, and develop a profile of t l ie type of 

civil servant needed for the future, including the essential and desired 

attributes, academic and professional knowledge, qualifications and skills. 

Th is  Group was also asked to critically examine the issues o.f educational 

qualifications, age limits and number of attempts prescribed for tliis 



examination, and suggest such changes as may be found necessary keeping in 

view the transformation of the administrative environment 

24.3.4 The Working Group on “Examination Structure” headed by Dr. Uddesh 

Kohli was given the work of suggesting an examination structure which 

would provide for a closer match of required competencies with job content. 

This Group was required to examine issues related to the written 

examination, both Preliminary and Main, like the need to orient testing 

systems to gauge analytical and problem solving, addi tioddelecion of optional 

subjects, academic standards, relative weightage of different papers, measures 

to emure a level playing field and the medium of examination. 

2.4.3.5 The task given to the Working Group on “Personality Test” under- Dr. N.R. 

Madtiava Menon was to exariiine the existing pi-occss of Persorialily l e s t  

interview and recoriiriierid changes to make it more effective. The inail I areas 

to bc exaiiiiried were to identify scientific nietliods to reduce ttic e1ciiicnt.s of 

subjectivity arid variability in assessment by diffei-eirt I30,ii‘ils; to exarriirre. tlie 

effectiveness of various pcrsoriality.tcstirig tools availablc, c.g., pciscvi~l  

interview, group discussion. structured psysliol~gical tcstiiig aiid ohel- 

testdexercises, constitution of PT Boards, weightage and tniniiliurii qiialifyirig 

thresliold, i f  airy. 

2.4.3.6 Dr. B.P.Matliur headed the Working Group on “l’ost-Exainiiiatian 

Selection/Training” with a brief to exariiiiie t l ie  content of trairiiiig, 

development of core corripetencies in officers, raising of acadeiiiic arid 

professional standards in the training acadeiiiies arid wtiettier- pci-forinar.lre 

during training in the academy should be a factor in setvice allocariori as well 

as the need to associate UPSC with the post-training evaluation of candidates. 

2-4.4 In addition to the above Working Groups, the Ccz~nn?lt*o~ 2t  2 later stage decided to 

constitute a Working Group to go into the weaknesses and inadequacies of the existing 

regime followed by the UPSC in respect of Civil .Services Examination and 

suWst a revised strategy that would ensure fuller participation by the educated youth of 

country in this competitive selection process. Accordingly, a Working Group, with die 

brief, was formed on “Communication Strategy”, which was headed by Shri Soni 

Chaumedi. In particular, die Working Group was required to look a t  the objective of 



2.5 Data cdlcrction apd Feedback 

In order- to c l b t , ~ i ~ l  views of the general public and certain select institutiohs and individuals 

on e;. i.,~irlg d m n e  of Civil Services Examination and suggestions for making. the scheme 

e(fC(:LIki:. IIW Committee met  a wide range o f  people from different walks of life and 

also elic:1t:i:ii olriiiic)n from the public a t  large through the use of questionnaires. Two 

questioilri.lil.i!!; WI?! e prepared. The first was sent to Training Academies, Cadre Controlling 

Authol.itic!:,, ~ I I I ~ I ' , I  ries, Universities. Public Service Commissions, State Governnienu, senior 

civil Sei'v,ii I I . . , ,  iJlll;ii,: representatives, NGOs, etc. The second questionnaire, incant for the 

public, WJC, ~1111di~.Iied in leading newspapers all over the country in English arid major 

regional I . I I I ; ; ~ I . I ! : ~ ~ ~ ~ .  This was also put on the UPSC website. The Coniniittec received 

nexly 3(1(1 I jlises to the first questionnaire arid 5200 responses to die second. 

T h i ~ c ~ ~ f ~ i . ! ~  , I q ~ l m . !  +ecial questionnaires were prepared. Oiie was for- clic purpose of  

obtairiii IR YII.~.,V a .:lid suggestions aimed a t  devising a better conii~~uriicatiori straiegy for 

disseiniii.i[ 11  )I I I . I  !;ormation about the Civil Services Exarriiiiatiori a i d  for creating desired 

awar'eiirv,... .1lill 'ii..: :he aspirants across the country. Tlie other questionnaire w a s  part of a 

study a111 I N . ! !  .I: .~:.i!UaEillg the social cost of the Civil Services Exarninatioii so tha t  effective 

nieasur.c?~I (AII I .I: .idopted to contain the same. The four questionnaires arc enclosed as 

Appericiic:ch 111, IV, V and VI. 



and nJ,,ijng), Smt. Vasundhara Raje Scindia, Minister of State (Personnel and Training), Shri 

,.,, idrababu Naidu, Chief Minister o f  Andhra Pradesh, Dr. Bimal Jalan, Governor, N. (. 1 
R+,r,c,, ~ , ,  Bank of India, Justice Venkatchaliah, Chairman, National Cornmission to Review die 

Work,llg of the Constitution, Shri T.N. Chaturvedi, M.P., Dr. Nitish Sengupta, M.P., Shri 

sred Sllahabuddin, Shri K. Natwar Singh, Ms. Mohini Giri, Shri Sitaram Yechuty, Shr i  Jairam 

b m e s h  a d  Dr. Sankar Sen. Among the senior serving and retired bureaucrats, who shared 

their- views with the Committee, were Shri N. Vittal, Central Vigilance Commissioner, Shri 

yogcndra Narain. Secretary. Ministry of Defence, Shri K.P.S. Gill, Shri Bhaskat- Ghose, Shri 

S.J.S. Chhatwal, former Chairman. UPSC. Shri K. Raghunath. Shri S.R. Sankarari, Or. Y. 

VeclLlgopal Reddy. Shri P.V. Rajagopal, Director, Sardar Vallabh Btiai Patel National Police 

Acadeniy (Hyderabad), Shri Munish Chandra Gupta, Or. E.A.S. Sartna and Shri. B.S. Basvran, 

Dil*ector, L B S N W ,  Myssoorie. Among the scietxisls aiid eciilcationists whoni die 

Committee met were Dr. A.P.J. Abdul Kalam. Scientific Advisor to the Pr-inic Ministet-, Shri 

N.P. Rajashekharan. Director, ICRISAT. Hyderabad. Or. K.V. Ragtiavail, Director-. ltidiari 

Institute of Chemical Technology, Hyderabad. Prof. Deepak Nay.yar-, Vice Chariccllor-. Oellii 

University, Prof. D.C. Reddy, Vice Chancellor, Osmania University, Hydcrab;id, Die. PI-~IIIOJ 

Talgcri, Vice-Chancellor, Central ltistituce of  Etiglisli arid Foreign Languages, Hyder*abaJ. Dr. 

Amitava t3ose, Director. IIM, Calcutta atid Dr. D.L. Sccli, Centre for Sti i t ly  of Devclopirlg 

Societies. Practioners from the private sector- included Slit-i Sutiil Dur.t*aiii of PI-octet- & 

Ga(lhle. Shri Alex Eniniariuel of Tata Liebcrt Ltd., SIiri V.J. Rao of Tata Cotisitltaiicy 

SQmicesl Shri Bhupen Chakr-aborty of Tata Adniinistr-ativc Sct*vices, Shri Viiicet Knid of 

philips (1) Ltd. and Shri Sujit Gupta of Tata Sons. Persons frotir tiiedid arid jout.iialisiii vrlio 

tlll?ir views with the Cotlitnittee itjcluded S h r i  C.R. It-ani of The Stacesriiali. Stilt. 

Ur'mila Grlpta o f  Star TV and Shri Seshadri Char-i of Pancliajanya 



m&ologial Research All India Management Association, Centre for Study of Developing 

Societies and the National Institute of Science, Technology and Development Studies. 

There were meaningful interactions with NGOs, journalists, representatives of various 

Sewices and cadre controlling authorities. Discussions with HRD mznagers from leadirig 

corporate houses a t  Mumbail some of whom are mentioned in the foregoing paragraph, 

were of considerable value. 

2.6.3 Appendix VII contains dates of meetings of the Cotriniittee and the Ii istitutioris 

visited and persons met by it. 

2.6.4 The Committee also benefited from the study of  several international selection 

systems carried out by two delegations frotn the UPSC, one headed by Hon'ble Chairinan, 

UPSC. which visited France, U.K. and the USA, and the other headed by Hon. Member, 

UPSC, Slir-i P.C. Hota. which visited Singapore arid Australia. Both these delegations tia.dc 

given a n  exhaustive account of the recrititiiictit systetiis arid riicthodology followed fc,r 

appoitictiienu to posts i t i  the civil service in tlicse couritrics arid tlic lcarriiiig points l i ; ~ , d c  

been duly noted. Tlicse form part of the Coriiniittee's delibcr;ttioiis and l i m e  been t-eflectcd 

in the relevant cliaptcrs in this report. 

2.7 Special Studies arid Projects 

2.7.1 A special study was undei-takeri to assess [lie socinl cost of tlic Civil Scrvirr.: 

Examination (CSE) in tertiis of tiriie. riioricy arid altcrnntive opportuiiitics forcgoiic by l , h b  I I-, 

of candidates in preparirig for the exarni i~at io i i .  year after year-. This study wi: coiid~tc.t~:~I t , j  

Prof. Binod Khadt-ia. Chairnian, Zakir Husairi Cerhe for Educational Studies, Jawatiat 1.d 

Netyu University. For this purpose, two questionnaires were prcpard. one iot. 1.1 ,c- 

studehrs of JNU. arid the other for tl ie students of IlT. Dellii. who were Imp ttig fur- t i i r :  

civi l  Services Exaniination. The sariiple size covered in th is  study was 100. froiri JNU atid 4 0  

from IIT, Delhi. Besides, the secondary data available with the Review Coiiuriittec r r ~ ;  

made accessible to Prof: Khadria to niake his  analysis. 

2-72 A consultancy project has also been taken up by che Defence Institute cf 

PSYChological Researcli on behalf of UPSC for working out details of the prop%c<A 

PsYchologicaVgroup tests recommended as inputs for personality :estilig. which ar. 

elaborated in Chapter 9 of this Report. The f i rs t  consultative nieeting was held in Marcti 

200 1 .  as mentioned in para 2.8.2 below. The DlPR are preseritlf in the proccss of preparirig 

a detailed proposal for this project. 



2.8 Workshops and Consultative Meetings 

~~8.1 A workshop was held a t  the National Institute of Financial Management, Faridabad, 

on Jarluaq IS, 2 0 1  to draw the job profiles of each service and to list specific attributes 

required for each service. In this Workshop, experienced officers of various cadres were 

invited to discuss the job requirements or key rolesltasks which the new recruits are 

expected to perform in the next ten years, knowledge, attitudes and skills and odier 

atuibutes required for each service. 

2.82 A consultative meeting was held on die 19'" and 20'h of March 2001 a t  tlic Defence 

Institute of Psychological Research (DIPR), New Delhi. In this meeting there were retired 

civil servants who were well acquainted with personality test interviews in the UPSC, 

corporate HRD heads, psycliological ex.perts frorii uriiver3cies arid rnariagernent scl~ools, 

clinical psychologists, senior psycliologists who conduct the SSB tests, and scientists of tlie 

DIPR. In this meeting. a broad coiiseiisus was arrived at: (a) to identify, categor-isc arid 

prioritise the values arid sl<ills esseiitial for public set-viccs i r i  tlic ctiangcd erivirotiriicric, (I)) 

to recommend validated scicricific tecliriiques wliicli can be employed to iiicxui-e tt ie above 

values arid skills in die. carididatcs. and (c) to find out tlie best possible strategies aiid 

methods to adriiiriister tlic tests. giver, the coiistraiiits of ciriie arid resources 011 tlie one 

hand, and the large iiuiiiber- of caiididates on tlic otlici.. 

2.8.3 Four corisulcacive meetings WCI'C held i r i  die Coiiiiiiissiori's office ori.20"' Alwil, 25"' 

April, 9Ih May and 21 'I May, 2001 respectively. to ft-anic die course outliric uf tlic three 

compulsory papers, proposed to be introduced under- the new schcriie. 

2.8.4 In addition to tlie above, a consultative meeting was held on 28'h May. 2001 a t  tlie 

Council of Scientific and Iridustr-id Research. N e w  Dellii, wliich was organiscd by the 

National Institute of Science, Technology aiid Developinelit Studies, New Dcllii. for working 

Out the course outliiie of the proposed paper ori Science, Technology arid Society. This 

meeting was attended by erninenc scientists from different parts of India. 

2*8-5 TWO more consultative meetings were oi-ganised. one on June 7, 2001 a t  the 

Management Development Institute, Gurgaon, and one 011 Julie 27, 2001, a t  the Cericr-e for. 

Study Of Developing Societies, New Delhi, for working out d ie  course oiriliries of tile 

Proposed papers on "Democratic Governance. Public Systems and Human Rights" and 

These consultacive rrieetirigs 
** 
Sustainable Oeveloprnerit and Social Justice" respectively. 
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2.8.6 Appendix vlll contains the names of participants of the above-mentioned 

Wor&shopslConsultative Meetings. 

2.9 Inhouse Research and Analysis 

The Commission made available to the Committee rich arid voluminous data, which were 

obtained and processed by the in-house Research, Statistics and Analysis Unit of the 

Commission. Valuable sources of information included the socio-economic background of 

h e  candidates called for Personality Test (Interview) of the Civil Services Examination and 

the data regarding psychometric indices to tiionitor the quality of test itenis arid the 

effectiveness of the tests administered. compiled by the Researcli. Statistics and Analysis 

Unit of the UPSC, the inforniation collected from the caiididates tlirougli Detailed 

Application Form. feedback fvoni tlie cadre controlling autlioi*itics. the reports mid 

proceedings of tlic pi-cvious Rcvicvr Cotiiiiiittccs. miud rcpoi-ts  rid jour.ri,rls. 

2.10 TOSUM UP 

The Committee attcrnpted to obdiri iiifoimatioii atid scck ssisl.uicc frotii a vide spectrum 

of persons as part of t l ieir deliberative aiid dccisioti-tiisking process. Tlic objective was to 

ensure. that the tiiaxiiiiuiii poiiits of view were taken into accowit before fiririirig up out- 

recommendations. Tlre feedback was rich and, in niariy cases. Iicllicd LO rxaf f i t  111 tlic 

direction of thinking of the Comririttee, as also to add some new dir-cctions. The 

Committee places on record i ts  gratitude for the time and effort expended by al l  wlio 

accepted our invitatioli*to participate in tlik majar r?xc:-cir2 x:d give 'JS o! tlicir wi;tloi!i and 

experience. 
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CHAPTER 3 

CURRENT PERCEPTIONS ABOUT 
THE CIVIL SERVICES 

3.1 INTRODUCTION 

3.1.1 The Committee in its interactions with persons drawn f r x m  public life, academia. 

media, Research and Training itistitutions. Chambers of Commerce and Non-Governmental 

Organisations, sought to consciously elicit views regarding perceptions about 'the functioning 

of the higher civil services in tlie country. since recognition of the strengths and weaknesses 

which have tnanifested themselves in the higher civil services, and die relationsliip of tliese 

to die present modalities of I-ecruitnient, would be necessary for strengthening the positive 

features and remedying the weaknesses. 

3.1.2 It is widely acltriowledged that tlie All Itidia Sct-\:iccs aiid ollicr. Iiiglict. Cciiti ;iI 

Setvices have collectively coriti-ibuted positively to tlic stability and pi-cdictabilily of :he 

system of Governance in the country. These civil setvices have networltcd well witliiti 

themselves arid have stt-erigtliericd the fabric of tlic country's wiily and iritcgi.ity. To tilost 

serious coiiitneiitators of the Iridian SCCIIC. i t i  tlic first half of irideperidencc. tl lcy are s e a l  a s  

a steel frame, rivettirig the country together, pushing the tiatioiial agctida a i d  are gerierally 

considered ati essential coiiipoiiciit of the basic itisticutiotial sti'iictui'e of tlic coutltr'y. At  

the policy making level, the services have assisted in the development of a n  architecture of d 

Welfare-oriented arid progressive system - its  impletnencation has, tiowever, sliowti 

deficiencies. The Civil Services in India have also developed a strong service ethos wliiclr i s  

based on tlie democratic and secular values of die coutitrY. Since recruitrlictit to die Iiiglicr, 

Civil services is based on meri t  and since tl ie manner in which the t'ecruitnlent is done 

through ttie Union Public Service Comriiissiori continues to coriitnarid tiigli ct-edibility, t1iei.e 

a large degree of  acceptance of their role arid authority among the masses and despite all 

shortcomings, they are still perceived as being largely unbiased, fair-minded and reasoriably 

This pettepcion has been screngchened by the deniocratisation of the services 

and the wider social. gender arid regional base from which they come. There is hardly arty 

world country in which th is  Iias happened in chis epoch. 

301.3 The Indian Civil Services have also produced extraordinary women and men, who 

towered in the first half century after independence. They have been persons of letters, of 



he and of history. They have conceived and implemented green revolutions, given 

amordinary ideas in health, education and literacy. They have protected the tribal and the 

&lit, fashioned herhis rights and fought for them. They have developcd new concepts of  

finance, scrutiny and audit of public expenditure. They have given impetus to scientific and 

agricultud research. They have fashioned and followed through the nation’s global agenda. 

They have followed through its deepest dreams of a multireligious, multiettmic society, 

inherited from its freedom struggle, by both creatively strengthening its democratic and 

reconciliatory edifice and fighting those who would destroy it by violence. They have been 

at the heart of the young deniocracy’s struggle for fashioning the velvet glove and the iiiailed 

f i s t  There have been women and men in India a t  the highest echelons of i ts ruling classes, 

wh9 have been scrupulous on the use of every paisa of public money. whose picture has 

never been .published in newspapers a t  public expense and sonic of them have died 011 

account of iieglect. They have. however. been clie excepcioci, noc tlrc rule. 

3.2 “Ruler” Mind-set 

3.2.1 The feedback reccivcd by tile Coiiitnictec ft-oiir vat ious CI osr-sccrioiis o f  pcoplc wit l i  

whom the Coininittee had intet-nctcd shows tint with tho stt.ciij;tiienitig of Jeiiiocratic 

decentralisatiotr. while aspiratioiis of the people Iravc gi-own dic tiwiirbci.i of die Civil 

Services have teiiOcd to show a iiritid scc wiricti i s  iioc of service pt~o~~idei-s. Oiic of [tic. 

facets of th i s  niitid set is  tlrc In& of accessibility qua  the 01 diiiaty ciLizctis wlw q q ~ o a c l i  

thein at  the cutting edge level for the redressal of cticir- gi-ievances mrJ diffikirltics. Everr rite 

key field officers like the District Collectors and Superintendents of Police in trimly c;i:es arc 

found to be inaccessible because of pre-occupations wiclr rncccings. COUVS. aiid otlier 

eflgagernenqs. Similar has been ttic perception with regard to officers of liiglwr levels of 

Policy malting in the Secretariat. This lack of accessitfiliry to d ie  public had Icd to the Civil 

servants remaining aloof from the day-co-day problems of (lie coniiiior) cicizcn iii aii aspit.irr2 

society. 

3-22 A second facet of [tiis mind-set i s  the perceived arbitrariness in arid non- 

mnsParency of decision-making. Wli i le rejecting a petition or application fi-om a member 

Of the public, speaking orders are seldoni recorded and one-line rejection Icttcrs iia;ided 

down which do not cite, in any inteliigible manner the reasons for rejection. 

’-2.3 The third facet is the perception of absence of courteous and humane behavior on 

Part of Government functionaries a t  various levels when the applicants appi*oach for 

rdre%4 of their grievances. It has been represented before the Committee that Such 
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1i-G are treated, many a times in a manner devoid of  understanding, patience or 
1pp 
positive frame of mind which would be necessary for solving problems, thus giving rise to a 

perception of civil servants having an insensitive mind set. 

3.2.4 The fourth facet of the mind-set is evidenced by tlie fact that persons in the higher 

civil services, instead of acting as reliable custodians of the country's Constitution and Laws 

in the matter of rendering equitable, fair and efficient service to the people of the country, 

are now perceived to be preoccupied with their own survival with vested interests. This 

has generated perceptions of  lack of objectivity and propriety ir i  decision rnakitig in 

bureaucracy. 

3.2.5 The same mind-set is also reflected in a lack of concern for the needs of the wealccr 

sections of society, especially while dealing with issues of irnpletncntatiot~ when they clash 

witti the interests of influential persons in society. The objectives of justice. fair play, 

development and welfare, vis-a-vis the weaker scctions, tend to suffer by default. Liltcwise. 

when moves are initiated by NGOs arid grassroots corntiiutiity bascd ot-ganisatioiis to uslicr 

in progressive social cliange. some civil servatm in autliority at-c perceived to bc suspicious 

of the bonafides of such riiovetnetits arid seek to either- discourage? tlietri as ariiateut-islic or 

quell them as invasive. wliich is quite coritrary to expectations fr.orir tlmii as c t i x i i p i o h s  of 

reform. Instead of welcoming the rising levels of social awaretiess among the people (wliicli 

would enable theni, ultiniately. to be i t i  a better position te help tlictiisclvcs. 1-attier. tli.~ri 

remaining dependent on die government niadiinery for social change). persons in aiidiot.ity 

feel dveatened a t  the distut-bance of the status quo. 

3.3 bleeative Or ientat ion 

3.3. I Anoth'er protninent betiavioural t ra i t  rnenti.otied to ttic Cotnrnittec by a lar.ge 

number of persons, i s  the generally Negative Orientatiori of tlie persons in the liiglier civil 

services. Instead of considering the propositions, which triay have been put forwdrd by an 

applicant, with an unbiased and open mind and searching to see vihettier some way could be 

found, within the overall policy framework to solve the problem, officers generally use 

cwnter-arguments for .not acceding to the proposal before tlietn. Display of pragrriatism 

and adoption o f  a positive problem-solving attitude are the exceptiori rather than die rule 

within the administrative system today. Non-performance gets encouraged by the 

notion that one way of avoidilig the possibility of getting into any trouble with 

vgilancdCBI is to take no decisions beyond a conservative interpretation of existing rules 

a regulations. 
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3.3.2 The third major feedback by way of current perceptions about the country's higher 

civil sewices is the distinct decline in the standards of integrity as against expectations from 

the higher civil services. High standards of financial integrity, which should be upheld both 

by tile political executive and by members of the higher civil services, while dealing with 

public resources have shown a noticeable decline. In the recent past, the existence of 

extensive regulatory controls, such as by way of export and import licensing, industrial 

licelising, allocation of permits and quotas, the raising and lowering of doniescic duties atid 

taxes on different products, offered opportunities m the venal among those administering 

the regulatory set up to exercise discretioci in favour of particular clients on ulterior 

considerations. Likewise, the chanellisation of large amounts of development funds through 

official agencies for building up the country's socio-economic infrastructure also provided 

opportunities to dishonest officials to divert significant aillourits of such funds iiito private 

coffcvs by encering into cosy deals with colludirig contractors. Sonic representatives of 

leading NGOs who had recently had the chance to ii i teract witti young officers recruited 

into the higher civil services gavc tlic feedhck that  sotiic of tlic youiig ciwancs were caridid 

eriough to admit that they were joiriirig thc civil services for tiioney, power a i d  prestige and 

would not have any quali i is about making motley on thc side. wlrcn ttlc opportunity at-osc. 

Whereis, a generation ago there WCIT otily a few pop lc  in tlic Iiigtiw civil scrvice ciidt.es 

who were known.to have breacticd the code of tioncscy and iiitegr-ity, tod;iy, rtic iiutiiber of 

those whose integrity can be fully vouclisafed are considci.ably fcwci.. Ic was also riici1tiutieJ 

to the Committee that m e  of the reasons why the declitie in cthical stacidards withit1 the 

Civil services has become widespread is that the defaulters are tiat bcirig visited with any 

effective and timely penal consequences which encourages sucli cltinents i t i  thc civil setvices 

111 the States as well as a t  t l ie Centre. 



condua and have entered into unethical, symbiotic pacts of convenience and mutual 

The raising of age limits 

for into the higher civil services has also led to the induction of older persons who 

bring with them less of idealism and more of worldly-wise attitudes along with dre 

iae&ivity to corrupt practices within the system. Furthermore, the initial period of 

sewice, which plays a crucial part in moulding the mental orientation and ethical and 

Pofessional value system of civil servants. has not been receiving tlie atterition it deserves. 

Resultantly, many young officers spend their initial years of service under the tutelage of 

poor "Role Models" and imbibe a pattern of working wliicti is both unprofessiorial and 

unethical. During field training, trainee officers can also be affected by attitudes of role 

models to social issues such as 'dowry'. 

with influential politicians, business interests, etc. 

3.4:2 One of the key eleriierits of a high level of "Esprit D e  Corps" within a group of 

people is  the itnportarrce wliicli a nieniber of tlie group ascribes to pcct- group appt-oval atid 

peer group opinion. When there is  such sensitivity, individual t~ictirbct.~ of die g r ~ ~ i l )  try to 

conduct themselves in a tirariiret- wliicli corrforms to the value system a i d  ptufessiorral 

ethics of the group. However. when iiietiibers of the group becoiiic indifferent as to how 

their actioiis are being perceived and rated by their peer-gi oup collc.igucs. it 1.3 evidcrrt Oiat 

group cohesiori lias been eroded. Irr such a situatioii, tiicriibcrs fccl frce to iidrtlgc i t i  

deviant behaviour without fear of or coticcrti 'about possible peer- group disapproval. l l ie  

perception is that in (lie last few dccadcs. [lie internal infortila1 reguhtor-y tirccliatiistii witltitr 

the civil service system arising froin peer group appl-ovat/disappt-ovaI, tias bccn etroi-rirousty 

weakened. It tias been brought to the acteritiori of tlie Coniniittcc that tlie systtnr of 

Handing Over Notes" which was elaborately present earlier is tiow in disusc. A Collector 

O r  a senior officer would earlier go to great pains to set down Iiis/lier expci'iciice for the 

suCCesS01'. Now the iricumberit. soriietiriies a political acolyte is  i r i  a great hurry to occupy 

the seat. 

*, 

3-4.3 A good professional is expected to display a high degree of self-reliance and self- 

motivation in his/her working, to remain well-versed in die knowledge and skill 

quirements of the job and to speak out his/lier mind with honesty, clarity arid lack of 

mbiguiv at all times. Many of today's civil servants display intellectual sluggishness and lack 

kming capacity necessary for acquiring new knowledge and thereby manifest a flattening 

Of their learning curve. The interest of younger civil servaiits in serious reading for 

vitiorr of new knowledge, both within and outside their irnrnediate/current area Of 
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rofcsslotl.d duty, is perceived to have suffered a significant decline. At the same time, tl lere P 
arc siy,lllftc .WI examples of civil servants who have displayed manifest professiorial 

cofI~f) t?[~~t~l .c being sidelined in the service and leading very productive careers after 

obLyliiii>; prestigious assignments in civil society outside the bureaucracy. 

3.4.4 Alongside with expanding one's own knowledge base and developing a greater 

degl (?c o f  specialisation to be able to discharge one's professional duties with competence, a 

gooc~ 0 1  ofessional should be conscious that there is abundant wisdom and experience in civil 

socI~~;r  waiting to be tapped and should be willing to engage in such consultative processes 

ill a pt-{ )-active manner. Most of  our civil servants today suffer from an attitude that they 

are repositories o f  all the wisdom and knowledge needed to deal with matters wichiri 

~ C I I .  sphere of authority making them unreceptive to new ideas and inipetvious to 

ifirlov.itions demanded from them in a dynarriic administrative environment. As awareness 

grows in' civil society and people becotiie riiore articulate in expressing their views wid 

opinions, professional civil servants have to become iriucli mot-e opcn, not only t3 lisleriing, 

to tlle views being articulated by civil socicty. but also to tappiiig the expertise arid 

expevience of persoris outside tlie formal frarriework of govcri iiiiciic depnr-trncrits, such as 

acadcmia, media, practisiiig professionals, NGOs. 

3.4.5 The notion tha t  a civil servant tias all-eady learnt whatever tie needs to know ntid 

need not exert himself to update tiis knowledge atid urdci:standing of die IICW 

developments impinging oti t i is sector of activity, reflects air atmtude of COlT l i hCe l lCy  ;III(~ 

lack of iiitellectual alertness, the lat ter  being oiie of the dcfinilrg characteristics in a i t - l ie 

Professional. In this context, since scientific and tectiiiological cleveloptncnts liave I i ~ d  a id  

coritiiiire to have a pervasive effect of all facets of tiutiiari life, basic fami l iar i ty with s ~ l r  

developments and their irnplications on the evoluciolr o i  I luiiiaii societies sliould IX 

co~~sidcf (YJ to be an essential eleriient in the knowledge arniout-y of a member of tlie Iiigl~cr. 

civil Set-ICes That a good professional has to maintain a life lottg interest in cxpalditig h i s  

karrling and knowledge base cannot be over-emphasised. 

3*4.6 As W' are evolving towards an age of greater specialisation and fields of ltr~owle(lgc 

becomit:l: increasingly differentiated, it would appear inevitable that witliiri tlic civil 

mm a'so after gaining general experience during the first 8-10 years of scivice. civil - shokJld be encouraged to pursue areas of specialisation of their interest. These 

lncludc sectors such as management of  public finances, economic and coiniiiercial 

-nL Ef&'al development and agriculture. management of social services such as 



health and education, personnel management and the management of law and order and 

internal security. Authorities responsible for managing the civil services would have to 

Oversee the shift towards greater specialisation within the civil services cadres, through die 

provision of appropriate mining opportunities and posting of the trained officials in dieir 

fields of specialisation. 

3.4.7 Another basic feature of professionalism is the maintenance of intellectual honesty a t  

all times. If a civil servant refrains from giving his correct assessrnent about a situation 

because of an apprehension that what he says may not be palatable to his official or political 

superiors, he cannot be considered to have discharged his duties appropriately and it is 

imperative to create an environment conducive to that end. Some of the interlocutcrs who 

appeared before the Committee, even went to the extent of mentioning that irrtellectual 

dishonesty in a civil seivant can. a t  times, be worse than pecuniary dishonesty. The 

governance system in the country has suffered rnany setbacks because of the failur-e of some 

civil servants to give their iiideperidcrit professiorial advice to the political cxccutive iii 311 

objective and fearless iiiaiiiier. This growing coiicer*ii riccds to bc addrcsscd sci-iously to 

identify reasons arid take corrective action suitably. 

3.4.8 A further diinciisiori of iirdependciit professiordism in the civil services p i - t i i i i i s  10 

the need for- civil servants to maintain political neutrality w lde  exercising tticir vested 

authority. Since India is a iiiulci-party deinocixy acid siiccessivc el~cttoiis c w  thi ow tip 

governments of different political coniplexions. perriiaiicnc civil sei'vaiiis cw i  CI~JOY credibility 

and reliability in tlie eyes of political executives of different hues, only if they coilsistcrltly 

conduct*themsetves in a politically neutral manner. A Dractical example of chis would be iii 

the matter of distribution of relief during a natural calaniity to all affected pcrso~is. 

irrespective of their political leanings and affiliations. lii iha 1 9 7 0 ~  i l iere was a talk hi the 

ruling political circles that the bureaucracy should be "coiiimitted". However, such a 

commitment cannot be towards particular political ideology but only qua the countly's 

Constitution and laws. While the ruling political party may amend certain policies which fall 

withifi their executive or legislative competencs and the civil service would be obliged to 

di'igentlY cai-ry out sucll amended policies, they have to invat-iably maintain a politically 

Stance and not discriminate against members of the public having a political 

orientation a t  variance with ttrat of the ruling party. The wisdom of this constitutiorial 

rquirement is underlined in an era of coalition politics. Acceptance of this wisdom would 
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save the nation the pain of senior civil servants being hounded and jailed, at timees, as soon 

as Governments change. 

3.4.9 A worrying phenomenoti, which has seemingly become more pronounced o f  late, is 

the caste/provincial/regional pai-ochialism exhibited by sonre members of the higher civil 

services. The tendency to favour colleagues belonging to the same caste/regional or 

linguistic group, implies that those not belonging to such a group will suffer inequitable 

treatment This would be a clear breach o f  professional objectivity and of the promise of 

equal protection under the laws for all citizens of the country, as guaranteed by Article 14 

of the Constitution. 

3.5 

3.5.1 Eminent people froin different walks of life, who have appeared before the 

Coininittee. have expressed their serious concern about tlie high dcgrxx of ai.bitt.aririess iii 

die m a t t e r  of postings and ti-ansfers of senior civil sei-vants, wliich 1-csuli: in sub-optitiral 

utilisation of Iiuriiati resources. Poscitigs atid tt.ansfct*s Iravc bccotiic 3 tool i t i  tlic t i a t i k  of 

the political executive to force civil SCIV~IICS to comply with tlicir dihats. Tliosc wlro sliovr 

flexibility in going along with tlic directions of their polit ici l tiraster's, i twqmxivc of  tlieii. 

legality and propr.icty, are rewaidcd witli clioicc postirigs, wtiilc tt iosc r h o  rcfcrsc to 

compromise their professional itidcpetiderice. lioriesty atid ititcgi-icy are sidelined a i d  

penalised by having to suffer frequent cliangcs iri tlicir assigtitiieiits. It was poiiitcd out t l ia t  

die average duration of posting of a civil set-vaiit in sonic States has cotiic dowti to eight 

months, whereas in sonre of the better adrniriiscered states, the average lerigrli of posttrig 

has been in excess of three years. Even a t  the levc! cf Sccreuries to die Govertitr?etit of 

India, who are niearit to be the highest civil service policy advisors in tticir Jcpartiilrents, the 

average tenures have declined sigriificarrtly and even highly rated professiorials havitig 

international credentials have been moved out preniatur-ely arid precipitately, because of 

differences with their political superiors. In t h i s  context, tlre pressing need to insulate the 

IliCher civil services from the vagaries of arbitrariness and political likes aiid dislikes by 

Vf?*.ting the authority for their postirigs and transfers in independent Civil Service E3Oatdj 

(:(:Uisting of service professionals of high integrity and standing. has been etiiphasised. 

Independent Boards for Postirigs acid Transfers 

3 , 6  Weeding out "Dead-Wood" 

3.0* I Along with providing for sufficiently long tenures o f  postings to enable civil servants 

to make positive contributions to their appointments. it w a s  also stressed before tlre 

'"mmittee by senior civil servants chat there is a dire need to weed out "dead-wood" from 
. .  . ., -. 



b e  higher Civ i l  Services. It was mentioned that th is “deadwood” acts as drags on the 

eficiency, morale and ethical standards of the governance machinery. The protection given 

to civil .wants under Article 3 I I of the Constitution to enable civil servants to work 

fearlessly and independently has generated a feeling among a section o i  the civil servants that 

irrespective of their adverse performance, they will not be visited with negative 

COlisequeticeS and will be able to last out in the civil service up to their norinal age of 

retiremeti t, notwithstanding serious acts of commission and omission indulged in by tlrem. 

Though provisions exist in the Service Rules for this purpose (i.e., weeding out dcadwood), 

these have not been effectively implemented. It was felt that more effective procedures 

should be introduced for identifying and weeding out “dead-wood” from the higher civil 

services. While such elements remain in the civil services they act as negative role rnodols 

and weaken the professional and ethical standards of the civil services as a whole. 

3.7 TOSUMUP 

From the above feedback regarding pet-ccived weakiiesses of the tiiglicr. civil sciviccs tod.iy. 

it is cleat- t h a t  remedial steps need to be put in place both a t  tlic srqy of in i t ia l  ~-ccruiiii ictit 

to the civil services as well as a t  the post reci-uitiiient arid iiiductioti pliasc. It stiould bz 

possible to find and select carididdtes who cotnbiric intellectual cotiipccctlcc‘ with-a sttxxig 

ethical value system arid a positive public service orientation. Tliis fccdback w a s  i i i iprtmit 

for ttie Committee while cotisiderirrg ttie issues of methods of r w . u k t i w i  ;II ic l  ti.aiiiii\g for  

the civil services aimed a t  finding persons with appropriate intcllectir;ii c;ipacitics. valircs a t i d  

attitudes arid training tliern for an effertive role in the civil services i r r  today’s tfiiviroiiiiict it.. 



CHAPTER 4 

THE EXISTING SCHEME 
ANALYSOS 

- A CRITICAL 

Before an evaluation of the existing scheme and its impact on the base and profile of the 

Mgher civil services is attempted, it would be necessary to set out certain criteria agairisc 

which evaluation could be done. These criteria could broadly include the following: 

i. 

.. 
H. 

iii. 

iv. 

V. 

vi. 

vii. 

viii. 

ix. 

4. t 

4.1.1 

Has it brought about improvements in intellectual standards aid 
competence of persons selected? 

Has the social base of recruitment become wider? 

What  has been the impact in terms of standards arid quality of persoirs 
selected on account of the policy pertaitring to  riiediuni of exaininatioii? 

Whether t l iere is evidence of predominance of certain acadcriiic streams 
among the  persons selected? 

Whether t l iere i s  evidence of predopiriarice of certaiir educational 
institutionsluniversities antong selectees? 

What has been the impact of interview based personality test oii d ie  final 
selection in terrris of suitability of candidates for the job; 

What  has been the effect of changes in t l ie  age l i r r i i t s  arid iiunilrer of 
chances and their  effect on the quality of young recruits? 

What has been the impact of various policy i i is t r 'unients? 

What is  the  social cost of th i s  Examination and what are i t s  corisequc?rrces? 

INTELLECTUAL STANDARDS 

The Civil Services Examination has always attracted candidates with higlier 

intellectual standard and competence. The number of selectees with degree i t )  f i r s t  class 

was ordy 30% in' the 1960's. which went up to 50% in the 1970's and 65% in the 1980's. In 

the last decade, more than 70% selectees had a f i rs t  class degree, about 60% were 

graduates, 35% tiad done post-graduation and the remaining selectees were research 

scho tar s. 

' . I - J  Comparison of nlarks scored by selectees in the  UPSC Examination and 
the LBSNAA during probation 



kom 1995-97 were compared by using different statistical tools. An analysis of mark 

obtained in both the processes has been carried out to find out the extent of relationstlip 

between them. It is found in the study that during all the three years ( 1995, I996 and 1997) 

there exists a positive correlation between marks obtained by the candidates in the UPSC 

and those awarded by the LBSNAA, thereby validating the outcome of the UPSC 

Examination., insofar as the selected candidates are concerned. No comparison with those 

"left out" could however be made so that we cannot know whether a few nuggets slipped 

through the mesh. All t ha t  we can say is that the standard of evaluation of academic 

performance and PT interview a t  the UPSC and the standard of evaluation of- academic 

performancdon the job field training of the candidates a t  the LBSNAA are positively related. 

4.2 SOCIAL BASE 

The place of birth, place of sctiool/college education, and type of scl~ool attended by the 

selectees, the nature of einployriierit. iiicoriic group. educatior, 3 r d  place of residcricc of 

parents have been taken into consider~tion. for arialysing die social h s c  of rccr ~ J l t l l l f 3 ~ C .  

(Detailed statistical tables i r i  this 1-cgard are a t  Appendix IX). The fiiiclirigs rcvc,il air 

interesting picture: 

4.2.1 Place of birth 

It1 the 70s, the selectees fi-on1 villagcs showed a steady iiIci-easc It-oiii 18% to 30% wlier c.15 

the number of candidates froin citics wlriclr was around 65% declirictl t O  SOX. Si r i t i h r  ly. tlic 

number of candidates from towris showed an increase from I S':1 to ircarly 20%'. 111 ilrc 

nineties, howevei., this trend was reversed with the perceiitagc from villagcs sliowirig a 

decrease as compared to the eighties. The gainers seem to be not the large cities but [lie 

district and xehsil level towns. 

Table 4.1 
Distribution of.selectees on the basis of place of birth 

11 Place of biidj 1 EigiIities (%) I Nineties ( X )  

Village 36 29 

37 48 
27 23 

Sowce:'Socio-eco.rotnlc dau of Research 8 Analysis Wing of UPSC and 
Smrh Chandn Committee Repon 

4*2-2 School education 

4-2*2.1 The figures (Table 4.2) show that the selectees who had their school education i r i  

either villages or large cities have gone down in the last  decade. Against decrease of 

-ky<.;;& 3 - - , ~ , i ~  - ;s  ._.. :, 'J -L . *  



candidates from villages and cities, we see a corresponding increase of candidates 

from the districdtehsil level towns. 

Tilble 4.2 
Distribution of selectees on the basis of place of school education (in %) 

Place of school 
education 

Village 

37 

(Source: Socio-economic data of Research & Analysis Wing of UPSC aiid Satisli Chaiidra Corririiillee Report) 

1.2.2.2 During the late seventies, a majority of the selected candidates were found to have 

attended government schools. The contribution of government schools. however, 

came down from 70% to 63% in the nineties with a corresponding r ise in the 

number of contribution of publidriiissioriary scliools. Overall, howcver, the 

dominance of goverrrnient-.run schools remains. 

Table 4.3 
Type of School attended by selectees during last 30 years (in%) 

Source: Socio-Economic d r o  of Rcrc~rch 8 h d y s i r  Wing of UPSC. kosh Cliacidra Coinilittccc. Rcpui t 
and the Golden Jubilee Souvcilir. (1976) 

4 ' i College education 

It 14 ,s. observed ttyt a iiiajority of the 

sc4t'a Lees had their college education in 

St;i[l .  capitals and metropolitan cities in the 

elell[ les. However, the situation changed 

if) [h? nineties when more graduates frdm 

COIIc'eesluniversities in district towns 

star [d Coming into the civil services. 

Table 4.4 
Distribution of selectees 011 thc basis of 

place of college educatiort 

Place of college Eighties Ninities 
education (in%) (in%) I I Villane - 

Town 33 16 
City 60 so 
Source: Socio-econonlic dao of Research B Aiulysis Wing of 

. W C  and Srtirh Chatidra Cmnitttce Rcpon. 



school education. In 1999, while 73% of selectees' fathers and 38% selectees' 

mothers were graduates and above, almost a fourth of die selectees' 

fatherdguardians only had matriculation level qualification or below, iridicating the 

degree of successful participation from among the deprived sections of society, at  

least in terms of education. 

- 
Profession 1990 1991 1992 1993 1994 1995 1996 1797 199rl 1199 

I 2 3 4 5 6 7 n 9 I 0  I I  

13 13 14 I 1  14 13 15 I 4  10 I %  

6 7 7 8 8 Y 10 10 ? 

3 Civil services 9 I 1  I 1  13 I 1  1 1  1.3 7 10 I I 
14 1% I 4  I 4  14 12 1 1  13 1.1 1.1 4 Education 

4 0  39 3~ 38 37 37 37 111 3 Y  37 Gov t.lSe mi ' Govt. 

- .--- ----. -.--. 
1 Agriculture - 

IiidustrylBusine 
--. * ss 

--- ----- --- --- 

6 Profossiorials- 12 13 1 1 12 I 1  14 I2 I I  12 I I  

7 Others 5 6 4 5 5 5 3 1  .I 5 , 0 
J 

Source: Socio-economic data ol Research BAiialysir Yliiig of UPSC 

4.2.4.3 lncorne group: In the I970's, the lower income gr-oup constituted around 35% 

of the selectees; t he  middle iricorrie group constituted riior'c than 40% wide the 

higher inconie group ranged ar-ound 20%'. In the 80s. tlicre had been a decline 01 

10% of the selectees fi.oin the lower. income group. Iri the last  decade, it has fur ther 

gone down by another 5%. Siinilai.ly. there has been a rriarginal decrease in the 

percentage of selectees froin the middle-income group also. Correspondirigly, there 

has been a steady increase in die HlG category from 35% to 45% in the last decade. 

The increasing cost of passing the examination. includiiig the larger span of years 

allowed for taking the exarnination, arid the cost of private tukion. could be some of 

the plausible factors operating against ttiose froin the lower income categories. 

(Also see paragraph 4.9 below) 



4.-. 4.4 Residentid background In the last decade, only a little more than 30% of the 

selectees' parents had theirresidence in the rural areas (village and tehsil), while for 

those whose parents resided in the district towns, the percentage was about 35% 

and for the metros and state capitals, this was around 30%. This, seen against our 

demographic profile (which is predominantly rural), points to the lack of facilities and 

opporcunities, and even perhaps information, for potentially suitable candidates 

residing in our vast rural areas. 

Diagram 4.1 
Place of Residence of Parents of Selectees (1990 to 1999) 

45 

40 

35 

930 

525 

320 

8 15 

- 

10 

5 

0 
1990 1991 1992 1993 1994 1995 19%. 1997 1998 1999 ---- I I x m e T T e s h i i  OOistrict Hqt. mState capitallmetropolices I 

~~ 

Source: Soao-emnomlc d a u  of Resurch 6 Analps Wing d UEC 

4.2.5 

4.2.5.1 An increasing number of candidates from SC/ST categories are coming'in the general 

merit list, without availing reservation benefits (Table 4.6). This is a very positive 

development as it shows that  the gap between the general and the reserved category 

candidates has been gradually decreasing. It is also significant that the difference 

between the cut off marks for the generdrandidates and the reserved categories has 

been decreasing over the years. In the last decade, there has been an increase of 

SC/ST candidates who have qualified at general standard, from less than I% of all 

selectees (in 1990) to 3% (in 1999)'. 

Improvement in standards of candidates from weaker sections 

Table 4.6 
Reserved category selectees figuring in general merit 

r !  



4.2.5.2 The ma* obtained by rural and urban candidates in the Main Examination as well as 
in the Personality Test during the last three years out of five are almost at par. 

However, it must be recognised that even “rural candidates” would go to the 

distridstate headquarters for their collegduniversity education and, therefore, 

would also have some urban influence. 

General 

sc 
ST 

4.2.5.3 The decadal improvement in average marks among those who stood f i rs t  in the Civil 

Services Examination in Scheduled Caste and the Scheduled Tribe categories is 

better than the improvement in average marks of the candidates who stood first 

among the General category. 

Table 4.7 
Oecadal improvement between I 980-89 and 1990-99 

0.26 1.99 

0.55 2.74 

1.51 3.04 

~ 

Source: Bush Chandn Committee Rcport and Examination Data of UEC. 

4.2.5.4 A statistical analysis of the performance differential between selectees of different 

categories in the Civil Services Examjnations for the last five years (I 996 to 200a) 

shows clearly the narrowing gap in performance beween each of the reserved 

4.2.6 Bet te r  performance of 
female candidates 

4.2.6.1 An increasing number of 

female candidates have been 

entering the civil services. 

In the first two decades 

after Independence, female 

candidates constituted about 

one per cent to five per 

cent of the civil services 

selectees. Their percentage 

increased to I I .p/o in 1970 

and further touched 18.7% 

Diagram 4.2 
Femalc candidates appearing in CS (hlrin) 

Examination and recommended (in YO) 
(1960-2000) 

1960 1965 1970 1974 1979 1985 1991 1995 2ooo 
r-+-bwd +R-i 

i‘) .. 



in the 1999 Examination. The rise in the women candidates appearing and selected 

in the Civil Services Examination have been depicted in the graph (Diagram 4.2). 

42.6.2 Female candidates have increased in number and their performance factor (success 

atio) has also been high as compared to the male candidates (Tables 4.8 and 4.9). 

An analysis of the 1999 Main Examination shows that out of 530 female candidates 

who actually appeared in the Examination, 77 qualified, thus registering a success 

ratio of I :7. On the other hand, only 334 male candidates qualified out of 4, I88 male 

candidates who appeared, thus showing a success ratio of I : 12. This pattern of 

significantly higher achievement by female candidates holds across all categories - 
reserved or general. The number of female candidates in the top 50 ranks has also 

increased from three in the I997 Examination and ten in the I998 Examination to I 4  

in the 1999 Examination. This number has further increased to 17 in the 2000 

Examination maintaining the trend. 

Table 4.8 
Performance of female candidates in Civil Services Examinations 

I996 
I997 

Table 4.9 
Cornmunitylgender-wise success ratio in Civil Services (Main) Examination I 999 

I t Total II Male 111 Female 

?3 



4.2.7 The number of candidates appearing in the Civil Services Examination is increasing 

Over the last 50 years. This is also an indicator of  the widening base of recruitment since 

h e  rate of increase in candidates is much ahead of  the rate of increase in population and 

other indicators. 

Table 4.10 
Number of candidates appearing in CSE f rom 1 95 I to 200 I 

S.No. 
I 
2 
3 
4 
5 
G 
7 
8 

Year Candidates appeared 
1951 3233 
1955 454 I 
I960 5873 
1965 450 1 
I970 6730 
I974 I4048 
I Y80* 55375 
1985 92068 

I 2  I 2001 1 I38240 

"From 1979, two-stage exariiinatiori was introduced. viz., Preliniitiary a tid blaiti. 
Sourcc: Ih tn  ol' llcscarcli &Analvsis Wiiy of I JI'SC' 

4.2.8 There were 9 centres for conducting the Civil 

Services Examination in I950 which increased to 4 I in I99 I. Opening of new centres f i u i i  

time to time (location-wise has been showrr in Appendix X) was a delibelate policy to 

reach out to a wider pool for appearing in the examination. There tias. however, beeii a 

virtual freeze on opening of new centres since I99 I, largely on acJininisti*ative gr-ouiids. 

Opening of m o r e  centers : 

4.2.9 Trends 

42.9. I Increased representation of selectees from sriullcr towns. coritiriuiiig yt.edoiriiiiance 

of  government school products, selection of briglit children of agi-iculLurists, less 

educated parents, increase in selection of reserved category Candidates a t  general 

standards, higher representation of female Candidates and so on are all positive 

wends in the last few decades. These trends also indicate a certain degree of 

widening of the social base of recruitment. 

4.2-9.2 The relaxations in age and number of chances definitely increased the cumulative 

Private cost o f  taking the examination. The sample study done for the Committee 

assesses this cost a t  roughly Rs.6400 crore per annum by stock estimates (See para 

4.9- I - I ) ,  which works out to Rs. I 3  crore approximately per selected candidate. As 



per the study, the yearly average total cost of preparation by a candidate works out 

to Rs.522971- for a )NU graduate and Rs.l,62095/- for an IIT Oelhi graduate (die 

difference is largely accounted for by the differences in opportunity costs). This cost 

cannot be borne by families in the lower income group, which could be the reason 

why their representation has fallen. As seen later (in Chapter 7). with a little 

relaxation in cut off points, such candidates would make the grade at  an early age. 

4.3 IMPACT OF MEDIUM POLICY 

4.3.1 Presently, the medium of writing the Essay, General Studies and bptional papers is 

either in English or any one of tlie Indian languages mentioned in the Eighth Schedule. This 

provision came into existence in 1979. 

4.3.2 The objective o f  introducing Indian languages as niedia o f  exatiiiriatioti was to make 

the system more accessible to the candidates with a rural 01-  lcss pi-ivileged backgt ouiid like 

the SCs arid STs. In the seventies. there was a steady iricr'casc i t r  die pet-cetitrrgc of 

candidates using Indian languages as a niediuni. Over- the yc~rs, tire use of I-fitidi arid otliet 

Indian languages as a medium for th is  Exairiination, which was approxitnately 20% in tlic 

Essay paper and 10% in Gaieral Knowledge in the 1970's Iias icrcreawd sigtdicatirly 

not only with respect to coiiipulsoty papers like Getier-al Knowledge but also for- the 

optional papers (Table 4. I I ) .  The share of Indian latigauges other- t l i a t i  Hindi as tlrediutri of 

(!X,IIIIII~ I I  1 %  In tias, tiowever, been negligible, as this was less t l i ~ r i  5%. 10 S U I ~ ~  U~I. It cat1 be 

C a i (  I u l l ~ ~ ~ l  that the overall objectives of the medium policy have beet) met to sotlie extent. 

chl i ( l i~ l  I I  1 1  ; using Englisli medium continue to have a higher success I atio in COII~IXU I S O I ~  to 

[IR (. \ i i( i i(  lates with other Indiap languages as medium, but tlie cliatiging trerid in favoui- of 

t h l l  . i l l  1 ather lndiaii languages is noticeable. 

Table 4. I I 
Distribution of candidates (in %) choosing different language media 



4.4 PREDOMINANCE OF CERTAIN ACADEMIC DISCIPLINES - THE 
EVIDENCE 

This feacure can be analysed by twc parameters, the academic discipline pursued by the 

candidates in collegduniversity and the optional subjects opted by them for die Civil 

1 
I990 

Sewices Examination. 

4.4.1 Academic discipline: 

m e  table gives details of candidates 

tori1 engineering and medical 

backgrounds entering civil services 

between 1990 and 1999. Thirty- 

seven percent of the selectees 

belonged to the engineering stream 

and six per cent to the medical 

stream during die last decade. 

Reniainirig 57% candidates belonged 

to adhumanities, science and 

commerce streams. Among the 

(In X )  (In %) (In %) selectees 
2 3 4 5 
30 5 65 940 

Table 4. I 2  

. 
1991 36 
I992 41 
I993 36 
I994 38 
I995 37 
I996 34 
I997 41 
I990 38 
I999 35 

werage 37 

6 
5 
6 
7 
5 
8 

' 5 
8 
7 
6 

59 
54 
58 
55 
58 
58 
55 
54 
59 
57 

87 I 
76 I 
790 
705 
64?- 
7 m -  
6 2 1  
4 70 
41 I ..-- 
- 

three, the arts group constituted about 32% while science a i d  coniriiei.ce constituted 20% 

and 5% respectively.. However, in the eighties, the percentage of erigineers had been around 

20%, while those o f  the doctors around 4% and the "others". viz., arts/science/humanities/ 

commerce, constituted more than 70% of the selectees.6 Clearly, tlie last decade tias sctlii a 

better showing by engineers and doctors: 

4-42 "Effective"/Preferred Optional subjects Let us now look a t  the details of 

various combinations of optional subjects opted  by die caiididates in t l ie Civil Services 

(Main) Examination in the last five years. (Appendix XI). The following patterns emerge: 

44.2. l The following.Optiona1 subject combinations were preferred by a large number of 

candidates. 

i) 

ii) Mathematics and Physics 
gi) Public Administration and Anthropolo~/S.ocio!c~~ 

History and Hindi Licenture/Anthropology/Public Administration/ 
Geograph ylPhilosophy. 

...-.. .. .. . . . I . .  . -. -+, '.T 
'. * . ..: '. .:-... ' . . L . .  :. . . , v . *  



4-42.2 m e  most "effective" combination (in terms o f  success in the examination) of 

Optional subjects f o r  the period 1995-99, however, were: 

i) Mathematics and Physics 
ii) Mathematics and Engineering (Civil/Mechanical/Electrical) 
iij) Public Administratian and Sociology/Commerce/Law/Anthropology/ 

iv) History and Anthropology/Sociology/Geography 
v) Political Science with SociologylAnthropology. 

Economics 

4.4.2.3 In the last five years it is found that History has been opted by the inaxiniurii number 

of candidates (I 8%). followed by Public Administration (I 0%). Arithropology (9X), 

Geography (8%) (refer Appendix XII). whereas the most effective optional subjects 

in terms of a higher success ratio are Medical Science. Pliysics. Psychology. 

Management and Mathematics (refer Appendix XIII). 

4.4.2.4 In other words, though a large nunibel- of candidaces were appcariig wiili ;Ii'ts 

subjects, their- success ratio was  riot coil~llie1ls11i'3"2 witti their- tiwiibct.s. 01) ltic 

other hand, candidacer optiiig for. Scieiicc Erigitieer-itig arid Ple~Aical c d j j w r s  s l w d  

a higher success ratio. This trend 113s been coritiriuing in the l a s t  ~ C C J I I C  or riioi e. 

The UPSC do have rnecl ianis l l is  for- iiiodct.atiori 311d scalirig ar id  t h y  ti;ivc takcri 

steps to update the syllabi arid bvirig the qucstioi; p.ipCI c;, .I Uiii iJr 11: p a t l e i  ii b s i i t i  

the a i m  of ensuriiig pi-ovision of a level playing field for al l  the coiiipetitoi.s. If, III 

spite of all these nleasures, the I-elative dorii ir iatice of certaiii disctpliiies froiii die 

professional strearii has  continued, the reasons for this m a y  lie iiI the fact  t lut 

candidates who take professional coi t rses for  study are tiioi-e likelj to succccd giveii 

the nature of the examination scheiiie. 

4-5 PRE D 0 MI NAN C E 0 F C E RTA I N U N I V E RS I TI E S / I El S 1' ITU T I 0  N S - T t4 I: 
EVIDENCE 

Number of car id idates qualified: Or1 comparing the perfoririance of universities/ 

which contributed the largest number of successful candidates ici the top teri, of 

civil Services Laminat ion during the period 1974-78 (pre-Kothari) arid again f m i i  I995 

to 1999, it is observed that the largest nurnber of candidates appeared from Deltii Uiiivet-sit7 

'One during both the periods, and .aporoxiliiately I 1 %  of the selectees were born th is  

mversiV- Other  universities which fisured in those top ten during 1974-78 were the 

of Punjab, Atlahabad, Madras, Calcutta, Lucknow arid Patria followed by 

btha~ h i v e r s i q .  Dur ing the last 30 years, there has been a considerable change iii the 
k. ''On of the ! !n;V~!Tcjt ieS/ i"cr ir l . !~ i~n~ in rermS of contribution to the number of selectees 

4.5.1 
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fn ail Services Examination, e.g., Pun jab University, Chandigarh, which was at p / 3 d  

sition during 70's came down to 7"' place: Calcutta University which was a t  4%* position Po 
was displaced to 18"' position; Utkal University and Kerala University which were withilt 

first 10 positions could not figure even within the first 25 during any of the years in the lac 

decade. Universities/lnstitutions which improved their position and came to the top ten by 

he end of the last decade were IIT Delhi, IIT Kanpur, )NU Delhi and Roorkee University. 

Let us take the U s .  In 1974, the performance of all [ITS taken together was ranked eighth. 

However, the trend started changing in favour of the technical disciplines as an increasing 

number of students of these technical institutions appeared in and qualified the Civil Services 

hamination. In 1977, IIT Kanpur was ranked tenth whereas in the period I 995 to 1999, it 

was at third position just below IIT Delhi in terms of the total number of carldidates 

qualified. The performance of Dellli (Details given in the table in Appendix XIV). 

University and Jawaharlal Nehru University products continues to be better tt tan niost and 

the non-technical graduate who comes through these avenues of higher education stands a 

much better chance of success in the current Civil Services Exaniiiiatiori system ttiaci Olle 

who goes to other universities. 

t 

4.6 CMPACT OF PERSONALITY TEST 

4.6,1 The objective of the present interview based personality testing is to assess the 

personal suitability of candidates, particularly their social traits. inerital alertness. critical 

powers of assimilation, variety and depth of interests. ability for social coliesioi, arid 

leadership, intellectual and moral integrity. But in reality, the present system inore or less 

tests intellectual ability and does not test ethical and moral values. It is limited to finding out 

the general suitability of tl\e candidates and is not designed to make diffeclpntial assessiuelx 

of candidates to find out their relative suitability for different services. This is doiie on the 

Premise that the profiles of different services are more or less identical aiid there is hardly 

any Significant point of difference between requirements in terins of personality from one 

to another. 

4.6-2 In the last decade, it is found that the candidates from the humanities and social 

'*es Streams fared better in Personality Test than candidates from the engineering 

svcaI1a. On the other hand, candidates from the cities who had English medium tended to 

better in personality test in comparison to those from the rural areas with Indian 

h8%@S as medium. Candidates who attended coaching classes hiso fared .better than 

d\ose M i o  did not. Obviously &is aspect needs to be attended to in order to provide 



b& a I.evel playing field. Designing of testing procedures which can assess the innate 

,,alitieS in the candidates' personality and their sensitivities to social and ethical issues on a 
every 

4 
sysre"latic basis, would be of far greater utility. 

Years of 
Examination 

1 
1979* to 1986 

I990 
1991 
I992 
1993 to 1998 
1999 - 2001 

' 1987 to 1989 

4.7 EFFECT OF CHANGES IN THE AGE AND NUMBER OF CHANCES ON 
THE QUALITY OF RECRUITS 

Upper age limit Nurnber of 
(Years) permissible attempts 

2 3 
28 3 

3 26 
4 3 1  
4 28 
5. 33 

28 
30 4 

-_I___ 

-- - 
- -- 

-- .--- a 
,-A_- --__ 

* Kothari Committee recomnieridations implemented 

4.7 2 With the introduction of reservation for the OBC category. the Govet-iiiiieiit's 

P o k y  permitted an additional three chances for them with an equivalent relaxation in tlie 

upper- age limit. In 1999, the upper age limits were again raised by two years. The UPSC 

and tlie civil sewices training institutions have consistently opposed the upward revisioii of 

age h i t s  and number of chances, but the Government in their wisdon~ liave found it 

necessary to persist with the same. A detailed analysis based on data available with the 

upsc may be found in Chapter 7 (Eligibility Aspects), which clearly sliows that the brightest 

candidates of every category, whether reserved or general, are to be found in the lower age 

g r o W  and that they were successful in lesser number of attempts. Candidates from poorer 

groups would also find it difficult to keep on appearing in the Civil Services (Main) ' I for many years on account of the costs involved and this leads to considerable 

'he net result of th is  policy of increases in the age limits and number of chances 

en a dilution in the quality of the selectees in all categories apart from facilitating 

der candidates who, in the unanimous opinion of the training institutions. are 

' I  

. Wt~l ' , '  

lrdt - ' ' ' s Z i  

cr'zry ( 1 1  



difficult to train or mould suitably for their career as senior civil servants. mom All 
this is clearly one trend which needs to be reversed. 

4.8 IMPACT O F  POLICY INSTRUMENTS 

4.8.1 After Independence a major review of the Civil Services Examination was carried out 

the Kothari Committee in 1974-76 and a second review was undertaken in 1988-89 by 

h e  Satish Chandra Committee. Introduction of the scheme of a combined examination for 

to twenty-eight All India and Central Services on the basis of the 

recommendations o f  the Kothari Committee has helped achieve to some extent die stated 

objective of building up a cohesive and homogenous team of men and women with the 

htellectual acumen and attitudinal orientation to rendei. p b k  ;ervicc. One of the major 

objectives of recruiting candidates with high intellectual abilities has also been achieved to a 

great extent. The introduction of a Preliminary Examination as a screening iriechanisrn has 

also served its put-pose. The objective of widening the base of recruitrricnt with e+aI 

opportunity and level playing field for a l l  would appear to l ime bceii achieved to soiiie 

extent. 

4.8.2 As the governnient did not fully accept the recotiiirielidatiotis of tllese two 

Committees, the desired results could not be fully achieved. For- cxaritple, the Koc1tat.i 

Committee had recommended reduction of the upper- age liniit to 26 years with two 

attempts for all cornrnunicies, which was not accepted. It was fuurttter rccornmerided by this 

Committee that services be allocated after comprehensively assessing tlie candidates i r i  the 

LBSNAA a t  the end of die foundation course (i.e. after one year of trait\itig). This also did 

not find favour with the Government. Similarly, the Satish Chartdr-a Cormittee liaJ 

recorrrniended the introduction of group discussion as an adjurict to the iiiteiview, wltich 

H a s  tiot accepted. Had it been accepted, it would have giver1 some ineasureriient 01- 

mication about some inner qualities of the candidates, Besides, the Satisli Cltartdra 

Committee liad recommended the delinking of all Gro-up '6 and a few Group ' A  Services 

h a  the scheme of this examination, which would have allowed for a titore focussed 

aessment procedure. This recommendation also did not find favour. 

4-8-3 All in all, the present examination system which has evolved over a period of tirne 

However, in the changed scenario with globalisadon and 

hah ion  in whicli die state is withdrawingkolling back from its present commanding 

ki@iW the roles of  the state, civil society and the civil servant have changed. In this 

selvcd its purpose well. 



c)llnged c o m a  therefore, the present method of recruitment has lost some of its 

d m c e  and needs corrective action. 

4.8.4 Not identifying the most suitable 
4.8.4.1 Views were expressed before the Committee that the present examination system is 

not identifying the most suitable among the available candidates, e.g., there is no 

premium on problem solving or analytical skills. Even some brilliant students, it was 

felt, may not get through this rote based and predictable system. Funher more, 

there is a common feeling that the selection process is not oriented towards 

identifying the best candidates with the knowledge, skills and attitudes required for a 

prospective civil servant. The selection process has so far laid stress on the 

candidates’ academic discipline and their performance in the same right from the 

days of the ICS. Experience shows that a person who might be excellent in a 

particular discipline might not necessarily make a good administrator. 

4.8.4.2 The perception is also widespread that the Civil Services Examination pattsrn is 

repetitive. Candidates tend to master the a& of examination-writing and try to 

“beat” the system by attending coaching classes whe‘re everything is twght including 

what type of dress, or what colour of sari, to wear a t  the time of attending the 

interview. It is common knowledge that candidates exchange notes and experiences 

after interviews and even give identical answers to questions: 

Diagram 4.3 
Distribution of sclcctees (in YO) by type of coaching classes attcndcd (1990 to 1999) 
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4.8.5 

4.8.6 

4.8.6.1 

4.8.6.2 

4.9 

4.0.1 

From the above diagram (No.4.3). it may be seen that in the last few years, 40-50% 

of the finally selected candidates had attended coaching classes while preparing for 

the Civil Services Examination. This analysis has been made on the basis of 

information provided by the candidates at  the time of attending the PT. It is 

presumed that the actual percentage of candidates attending coaching classes might 

be much more than this as candidates are generally not forthcoming on this issue. 

Mistmatch in selectees' aptitudes and the job requirements of allotted 
services 

Some training academies have found that a number of probationers are misfits in the 

service to which they were allocated - some are even physically unsuited to carry 

out the rigorous outdoor training activities required in services such as the IPS. This 

indicates a degree of mismatch between suitability or aptitude and the service 

allocated to a candidate. In suclr a situacion, it is apparent tlr;it these recruits are 

likely to be less than effective in their perforrnance on the job. 

It was also observed by one training academy tha t carididates' expectations rise high 

after qualifying irr the Examination. but they feel frustrated in joining the Secretariat 

Services or other Group 'B Services. There is always air under-current of 

frustration in candidates allocated to suclr services after being "successful" ill tt ie 

Civil Services Examination due to stagnation and subordinate status of the services. 

It has been suggested that a separate examination be conducted for the Group '8' 

Services. 

THE SOCIAL COST OF RECRUITMENT 

In a study carried out at the behest of this Cornriiittec arid baseci on a sample survey 

of caildidates appearing in the Civil Services Examination from the two premier institutions 

Of higher education in the country, viz., Jawahadal Nehru University and Indian Institute of 

TeChology, Delhj, Prof. Binod Khadria of the Zakir Husain Centre for Educational Studies, 

j a w a h  1.11 IJehru Universiry, found that the social cost of the Civil Services Examination is 

quite hgh Social Cojt has two components, namely, (i) private cost, i.e., the sum of all 

explicit a i d  implicit costs borne by the individual candidates and their families towards 

wel'arlflghppearing for h e  Civil Service Examination, and (ii) public cost, which is incurred 

3 Public auttlorities or the State in terms of the direct cost of conducting the Civil 

&cec Cuami- :+. ;c t i y e  t h e  ;r.+-r?r? m e t  of cljhsidie? ~ C ~ I T P  ~ p t ? ~ r  on the candidates 
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uing general and specialised higher education (eg. M.AJMSdM.Com, Ph.0, B.Tech, PCKJ 
~ T & ,  MBBS). The main findings of this sample survey, entitled: 'Report o f  A Sample 

survey in )NU and IIT, Delhi Conducted for Estimating the Social Cost of Civil Services 

fiamiwtion", UPSC, N e w  Delhi, 200 I , are summarised below: 

4.9.I.1 The civil Services hamination is a very expensive examination in terms of money 

and time resources spent by the candidates, their families as well as the State. The 

total private social cost lor this examination, as per the study, comes to around 

fb.lO00 crore (Rupees one thousand crore) per annum by flow estimate. By this 

method, the cost per selected candidate approximately works out to Rs.?. wore 

(Rupees two crore). The stock estimates which reflect the historical cost t l iat  

families incur over all the attempts in the Civil Services Examination taken by their 

wards, and calculated in a given year, approxin;atc!y works cut to Rs.6400 ci-ore 

(Rupees six thousarid four hundred crore) which is m o r e  t lw  six tirnes the flow 

estimate. Tlie stock estiimtes are very important because they indicate d i e  average 

level of expenditure incurred by fmilics i r i  tlic process of career choice for dieit- 

wards. Such high private social cost figures. a large part o f  wliicli rnay be callcd social 

wastage in some sense or the other, makes Indian bur caiicracy look liltc, in die 

words of Prof. Khadria, a "rent-seeking society", before its rrmibers even srcp into 

the jobs for wtiicli they get selected through this exatiiitiatiwi. 

4.9.1.2 The social cost of the Civil Services Examination is higher- i r i  case of the catdidaces 

from the professional education stream (like engineering, medicine, tnanageiiieiit. 

comfnerce, etc.) as compared to candidates from the other non-professional streaiiis 

(humanities, social sciences, natural sciences, including resear-cli a t  Ph.D. level). Tlie 

main factor for this empirical observation would be that the opportunity cost of 

candidates f rom professional edutation is substantially liigl icr than tha t  of carldidates 

from the non-phfessional streams. 

4*9.1.3 The increasing tendency of the candidates to appear in the Civil Services Examination 

till the last permissible attempt or age l i tn i t .  as has come out fi.cjin die Saiilpk sulvey, 

is particularly due to  saturation in the prospective employment market and the social 

Prestige and higher status involved in these (civil service) jobs. 
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4 . .  9 1.4 This increasing tendency among the candidates for appearing in the Civil Services 

Examination may also get reflected in the delayed envy of these candidates in the 

labour market as well as delay in career advancement, i.e., promotions. 

4.9.1.5 Underperformance of the candidates in their courses of study while studying for the 

Civil Services Examination, as well as in the Civil Services Examination, also has been 

reflected in the sample survey, although this is relatively less i t i  tlie case of  candidates 

from professional education. It has been seen that in some institutions a majority of 

students pursuing the Master's degree as also those getting fellowships for doing 

research are simultaneously preparing for the C.ivil Services Examination. If these 

students get selected for the civil services, they leave their dcgrec couirses and 

fellowships mid-way, which causes loss to the largely government funded institutions 

as also to the various other agencies involved. This also resulis in wastage of iitiie 

and effort of academic faculty besides denying opportunities for adiirissioir 10 the 

same courses for otlrer iirore serious students. The other- lot of studciits who arc 

not able to qualify in ttre Civil Services Exaniirratiori filially get back to t l icir I lasicr 's 

course and fellowships and coriiplcte tlreirr in 2 h~!*ry. vdric!! adver.sely affccis the 

quality of their educatioii. This is a direct loss in teri irs of vvaslagc 01 trioirey (both 

public arid private), time and effort. both of studerrts aird faculty/i.escar-cli iiisiitutioiis. 

4.9.1.6 In the case of engineers and doctors, students have to coniplcte their edacaiion iii 

the engineering or medical colleges for getting a baclieloi-'s degree. Aficr. tliis, soiiie 

students go in for  M.Tech. or M.D./M.S. and also start preparing for ttre civil services. 

O n  getting through the UPSC selection process, they leave their higher courses 

midway. The social opportunity cost in training iipto bact dor' level in yrufcssioiinl 

courses is substantial. A striking feature of the study on social cost of rccruiiiiient is 

that  the social cost is very high in tl ie case of Candidates with professional education 

as compared to the candidates from the gener3l stream of education. The above 

phenomenon is repeating every year with increasing number of candidates seeking 

entry. 

4*9*1.7 One astonishing fact is that 90% of the candidates among this category are repeat 

candidates, i.e., the same candidates keep trying year after year. Some are able to 

make it while others finally give up after availing of the last permissible attempt. or 

after becoming ovw-age. The long duratioi; d zxamiciation. large I iuinber of 

attempts and higher aqe limits also add to the higher social cost of the examinatiori. 
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In view of the above, there is an urgency for making the Civil Services Examination 

cost effective, i.e., more economical and, at the same time, more efficient. 

4.9.2 The study no doubt has its limitations, but after weighing the limitations against the 

of the study, the probable dimensions of the actual social costs still cannot be 

averlooked, as they cover all the public and the private expenditures incurred by die 

pvernrnendstate in conducting the examination, and that by the families in preparing the 

andidaces for the Civil Services Examination, of which the estimates derived in the study 

are only an approximation. The choice of  )NU was quite representative of all-India 

candidates because of the unique admission policy of the institution in terms of providing 

the applicants the benefits based on socio-economic and regional backwardness. Although 

the same cannot be said about IIT, Delhi, there too the students are supposed to be coining 

from all over India because of the very democratic system o f  admission. 

4.9.3 Since in the sample, fatiiilies which could not riieet this cost would not be 

represented, being "dropouts", the inequity of the system does not fully come out. In tlic 

opinion of the Committee, the real issue is not "rent seeking" as the authors bring out, but 

that high social cost is  wasteful arid keeps out candidates who catiiiot afford it. who woulcl 

conre from poorer backgroutid. 

4.10 TOSUM U P  

4.10.1 The deficiencies of tlie present system can be overcoine to a great exteric by 

designing an examination structure which will select candidates with positive value systeriis 

and commitment to  public set-vice, character, integrity, honesty, accountability, ability LO 

resist temptation and a spirit of sacrifice and patriotism. Candidates should have arlalytical 

and synthesising qualities of mind. wisdom arid ability t o  marshal a i d  apply relevant 

bowledge. The examination structure and the post-induction training should be desigiied 

to f~lfill this objective. 

4.10.2 Positioning ourselves in the future, the present has to be changed. The desired 

Profile of the future civilrewant should be defined in terms of knowledge, skills, attitudes 

and vdues. The emphasis should be on testing of a "can do" attitude, problem-solving and 

malYtical skills. The UPSC should look for self-starters. Hence, there is a need to have 

tetts Which can identify the most suitable candidates in relation to intellectual capacities as 

well as aptitudes and attitudes, in terms of the most appropriate age range within which the 

andidat= should be considered, and the best means of reducing social costs. 



4.10.3 Redudon of age and simplification of procedure would lead to greater opportunity 

lor poorer families, since the high cost of the examination taken in a repetitive way forces 

&em Out. 

4.10.4 Examination systems where access to answers is not from coaching classes or 

premier institutions, but is more generally available, say through the open university system, 

would broaden the base. 

4.10.5 An interview system which tests innate capabilities and i s  sensitive to superficial 

environmental characteristics would lead to improved selection of candidates. 
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CHAPTER 5 

EMERGING PERSPECTIVES ON THE 
CIVIL SERVICES 

5. I INTRODUCTION 

5.1. I The process of recruitment and initial training, the main coiicerns of the Committee 

have to be crafted in the framework of the requirements expected from the civil service. 

Such requirements have to be visualised on a long-term horizon. A civil servant recruited 

today will work for the next thirty-five years or so. Recruitment. training and developriicric 

of personnel are a part of human resource development. wliicli is a genuinely lorig-tei-iii 

exercise. It is therefore natural that a t  the time of independence, the then Prime Minister, 

Jawaharlal Nehru and Sardar Vallabhbhai Pate1 are reported to have given persoiial atteiition 

and guidance to inductees. In the Eighties, again, training was given focus a t  tlic highest level 

in the counuy. The Cornriiittee has learnt during their- interactiois that  iiiariy fuiictioiiiq 

institutions of excellence in the corporate arid other sectors. for example, Space, Atomic 

Energy apd DRDO. givc pririie iriiportance to recruitiiienc arid traiciitig as 3 part of their 

strategic management arid planning priorities a t  the highest levels. The Cwiiiiitlce 

recommend t h a t  recognition of this important principle should also be laid down aiid 

established explicitly in the nianagenient of the higher Civil Services. 

5. I .2 The Coniriiittee made a genuine effort to establish a long-terrii framework wittiill 

which it would mesh its operational exercises and recomrneridations. Apart froin 

continuous discussion, within the Comniittee itself, consultatioris were held with experts iii 

the Planning Coriiriiission and other tliink tanks, particularly the strategic and perspective 

groups. This was a recurrent theme in its interactions with professional institutior\s and 

experienced and thinking individuals. Also it had access to initial results of a framework 

exercise being conducted by the United Nations University, Tokyo on Sustainable 

Possibilities for India 2020. The United Natioris is doing studies on large 

Such a study is being dorie for India, irivolving 

1'' cstigious institutions like the Indian Statistical Institute, Institute cf Ecorioniic Growth, 

7ERI, Sardar Pace1 Institute of Economic and Social Research , IGIDR, Delhi School of 

Gonolnict and CESS, Hyderabad. under the overall supervision of Yoginder K. Alagh arid 

in a perspective framework. 

Kirit S. Parib, 
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5.1.3 
functioning and requiremenu of the civil service in the perspective period 

The Committee sees the following as the dominating trends in relation to the 

5.1.3.1 

5. I .3.2 

5. I .3.3 

5. I .3.4 

;.I .3.S 

5.1.3.6 

5.1.3.7 

Withdrawal of the State from a dominating role in direct provision of economic 

services; 

The State not only providing a professional and fair regulatory framework for the 

functioning of the economic and social sectors, but also laying down the 

institutional framework, the incentive and disincentive mechanisms aiid fiscal 

structures for civil society institutions to function, like the decentraliscd local 

institutions of Government, Cooperatives, NGO's and newer forms of similar 

organisations, 

India entering into a phase in which non-renewable resotirce scarcities will be far 

more severe. This is particularly true of resources, likc water, quality hiid. arid 

energy and sustainability concerns will be acute, 

a much greater emphasis on the rights of individiials atid gr-oups. iidudiilg 

participatory forms of decision making. This in turn will dcriiand greatw fairmess 

and self-restraint in the use of Goveriirticrit Pawcr. Related to i c  ic  gr-eatef. 

demands on transparency and right to infornution. 

More pressing needs of protecting the vuliicrablc groups, either tlic Iiistoi-ically 

underprivileged, or the victiins of niarketisatioii neediiig safety nets, COIICCI'IIS fa' 

human rights and particularly of specific groups such as wonicii, clrildt.eri, 

indigenous people, the mentally and physically challengcd; 

modern technology providing cutting edge knowlcdge based softtioris 

emerging scarcities or problems, and therefore greater use of iiitormation 

technology, biotechnology, systems networking, the iiew materials a i d  strategic 

management responses, 

security concerns becoming more acute, arising from socio-econoniic political 

dichotomies and resultant tensions as also the more basic issues of energy 

security, food and water security and institutional dimensions of addressing 

these. 

It may be useful to detail some of these dominating trenas. 
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5.2 Withdrawal of the Direct Role of the State 

5.21 The deregulation of the economic role of the state began in the mid-Eighties in India. 

Re f irst phase consisted of eliminating price controls and relaxing investment and foreign 

exchange controls. These were replaced by tariff and tax policies. The road map was 

outlined by the Committee on Replacing Quantitative Controls by Fiscal Methods chaired 

by Shri M. Narasimham. The emphasis was on domestic reforms and preparing Indian 

indusq for global competition, but discrimation between industries with a view to 

encouraging self-reliance and, inter alia, production of. mass wage goods, was sti l l  an 

objective, as also that of creating a level playing field for efficient Indian industries as the 

economy was subjected to competition. Cement, aluminium, steel and a number of other 

industries were decontrolled and import licensing relaxed. Tariffs were however high arid 

discriminatory and there was the so called “savage” policy of taxation of luxuries. The 

Nineties saw a more general economic reform of the kind designed by the Bretteciwoods 

institutions. The exchange rate on current account was left to  rnarket forces, import 

control on roducer- goods arid intermediates was largely abolisticd. tariff r ales were 

standardised and die average level brought down. Policies 011 sectoral arid regional 

direction to industrial investment, MRTP control and controls on FERA companies were 

diluted or giveri up. The level of public investment in industrial arid infrastruttural sectors 

was drastically reduced. An earlier policy of restructuring and privatising selected public 

sector industry was changed to a general policy of disinvestmenu, with an initial emphasis 

on selling profitable public enterprises to the private sector, to overcome “inilial resistance 

to purchase of public sector equity.” 

5.2.2 The process of liberalisation b now in i t s  final phases, witti India imposing die WTO 

regime in full since I998 arld the Ninth- Plan and Draft Tenth Plan committed to !iriacicial 

deregulation and capital account convertibility in a phased manner. The role of the higher 

civil services in managing the commanding heights of the ecoiiorny is nearly abolished by 
now. 

5.3 

fie Withdrawal of the direct economic role of the state in India was accompanied by a 

conscious policy of decena-alization designed in the late Eighties of the last century, setting 

9 a Constitutional third tier of Government and the emergence of NGOs and cooperatives 

in fields of land and water, rural activities and social infrastructure. 

The State as a Facilitator, Arbi t rator and Reform Champion 
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5.4 Land and Water 

Land and Water development emerged as a major issue in the Indian Economy. A way of 

looking at the Severe land constraint is to see that a net area sown per person will go down 

eom around 0.17 hectare to around 0.10 hectares by 2020. Gross area sown per person 

currently around 0.2 hectares will even, if cropping intensity increases very rapidly, go down 

to around 0. I5  - 0.18 hectares.. In many cases, land management questions are inextricably 

linked with water management, for example, land shaping and water storage and conveyance 

0,- soil consolidation and watershed development. It has been shown elsewhere that limited 

co-operation in water use has been fuccessful in many watershed projects in resolving the 

land constraint. The same is true of lower level surface irrigation systems. Coniniuriity 

involvement is also important for judicious management of aquifer systenis arid grouiid 

water use. By now many successful examples exist but the requirements however are iiot 

in hundreds of thousand, but millions of hectares. Government support for such 

programmes in India has just about kept constant. International support has gone dowii. It 

should remain a matter of priority for State Policy to help those who liclp tliciiiselves iii die 

core areas of local and global coi)ccrn. As preparations of Tenth Plan showed, iii 1-ehtioii 10 

targets, performance has beeti well behind in the interrelated areas of land aiid waiw. 

What are the civil iiiariageriient and organisatiotr issues here a t  the local level i r i  the case of J. 

problem which is a t  the heart of food security and employment and energy sufficiency! 

5.5 Local, National and Global Rules 

5.5.1 The probleni of ihiposing a hard budget constraint a t  die local level and tielpirig 

those who help themselves is a difficult one to address. It is basically an organisatioiinl issue. 

It is possible to set down some rules from experience to illustrate die qualitatively different 

role the civil servant will have to play in the emerging ohzse. Another way of settirig the 

Problem is to harness the great vitality of decentralised markets in replicating widespread 

rural growth, with in the core areas of local societal and governance concern. Soirie of the 

lessons which follow are as follows: 

55-l.t Financial institutions have to be designed with structures such that conimunity 

collateral is possible for viable projects. Self-help financing groups are only oiie 

such group. Land and water development groups, local infrastructure projects, in 

road or communication sectors, productionising products developed in R&D 

institutions, training for production with improved techniques, market 



development schemes developed by local and community groups would be other 

examples (AD& Vision of Rural Development: Asia 2020, Oxford 2000); 

55.1.2 Lending through a weather or project cycle would be necessary. NABARD 

started a scheme of this kind' in 1991 as a part of an agro-economic 

regionalisation strategy but gave it up in 1993 and is again starting it now . (The 

Kapur Committee on Rural Credit (2000) can be seen for details, but this 

example raises the issue of lack of consistency in policy concerns, which is  an 

administrative issue); 

5.5. I .3 Developing policy "champions" for sorting out administrative, financial and 

procedural issues a t  local, regional and national levels, when problems arise with 

these kinds of development strategies. It is reasonably certain that problenis are 

going to arise in development experiments which are off the beaten track. The 

question then is. is there somebody in the policy decisiori-riukirrg s t t w t i i t x  wlio 

will sort out the problem. ADB reports in a detailed study of fatmet. ti\an4iged 

irrigation systems, that the failure cases were tliose where such support did tiot 

exist. Failure here is defined as performance levels in water delivery lower than 

by governiiieiit agencies (ADB, 2000 ). 

5.5.1.4 The kind of problems discussed in the last  para. partly arise because the existing 

legal and administrative systems and financial rules are strwtur-ed for fur.tiial 

organisatioris in the public 01- private corporate sector. So are global ftt iaiicial 

institutions. These newer kinds of institutions with strategic mixtures of 

organisational styles, coops and corporates, NGO's and government, NGO's arid 

coops do not have a level playing field for them. Recently Goverrment of Itidia 

has laid a Bill in Parlianlent on allowing cooperatives to register as companies, 

based on the Report of the High Level Alagh Committee on Legislation for 

Carporatisation of Cooperatives. Such innovative approaches are rare. There 

are reform issues here also. For example a loss making subsidised electricity 

system can underprice a renewable group and drive it out of the market, The 

long-term problem is reform in the sense that subsidies and procectiori giver1 to 

established groups have to be withdrawn. In the short run the protectioii giver1 

to each group must be the same. 

The structure or incentive and disincentive systems for this kind of growth. 

should begin with a taxonomy of complementarities of poiicy rules a t  different 

sJ.'~5 
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5.5. I .6 

5.5. I .7 

5.5. I .a 

b.6 

u. I 

levels of policy making like no level can spend more resources than they have 

access to. But resources, which are short or binding constraints at national or 

global levels, are elastic at local levels. However their mobilisation requires 

policy changes at higher levels. For example, it is easy to buy a tax-free bond of 

the New York civic bodies, but very little attention has been paid to markets for 

local bodies bond paper in developing-countries and the fiscal reform that has to 

precede them. An exceptional effort by the Ahmedabad Municipal Corporation 

o f  floating a large bond issue without sovereign guaranties is available as a case 

study. 

The last three problems essentially underscore that the reform process has to be 

fairly deep rooted for widespread land and water based poverty reducing growth 

processes to take place. This has to be rooted in the administrative and 

legislative processes. 

l'lic ki:id of growth discussed meshes wcll with liiglicr oucp~tt, income. 

etriploynietit acid trade levels. Itiiptwed managctiierit of water Icacls to ct'op 

diversificatiori. The typical sequence is a poor yieldit tg riiono inferior cct-eal 

econoniy. siicceedcd by a high yield cereal arid a cociirriercial crop, 01' tree CI ops. 

In the Indiati case, exchange rate reform led to 1iiglit.r gt-owth of agricullural 

exports, before the East Asian crisis cut down demand i r i  the fastest expandirig 

markets and recent evidence is that the districts sourcing rioii-traditional exports 

have gone through a phase of land and water developriietit sequences. But such 

policy coniplementarities have to be planned for. 

The issue here is the requirement of the civil servant to be alert to ficld oriented 

developments. HelShe has to constantly assess orgaiiisatiorial, legal and firiancial 

system requirements. It can be said this was always so. The pressing change now 

is that the requirements are to involve civil society in the process. This makes 

the networking and knowledge requirements more intense. Abilities of 

communicatioti and having the energy to follow more complex goals will also be 

required in this phase. 

The State and Non-Renewable Resource Scarcities 

It is useful to begin with the kind of problemetiques the sustainable development 

m e w o r k  studies bring o u t  The " Business As Usual Scenarios " bring out unsustainable 
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A summary look at some o f  the preliminary outcomes of the India study 

illustates. 

Projections for the Year 2020 

POPUIATION I330 miifion 

URBAN POPULATION 

SLUM POPULATION 

SOLID WAST€ DISPOSAL 
DEMAND FOR C O A L  FOR Low : 817niillion tonnes; H&h : 2016 million 
POWER GENERATION tonnes 

CROPPING INTENSITY More than 1.5 

NET AREA SOWN 

IRRIGATION INTENSITY Around 1.75 

WATER SHORTAGE 

NOISE LEVELS 

AIR POLLUTION Two to two and a half ttrnes the nornis in trend 

Low : 465 million; f f , h  : 590 million 

Low : 85 million; H&h : I30 million 

I00 to 110 million tonnes 

Conscanrat I41 million hectares since the nineties 

Around 10% to 25% between the yc31-s 2020/50 
Twice the norms in trend forecasr 

forecxr 

Sourcc: Y.K.Ahgk India's Susuinablc Dcvclopn~cnt Framework: 2020. 
Uriitcd Natiotis University (Institute of Advanccd Studies) 

5.6.2 It has been argued that "The sharp breaks in niany indicators arid uriiiiariagcable 

problematiques bnierging in niajor environinerital coiicei-ir areas i s  self-cvidcrit. Solid waste 

disposal levels of more than 100 inillion tonnes. sluni population of arouiid I00 rliillioti 

persons, acute water shortages and a i r  and iioise pollution of a severe kind, al l  iiratiifcsr 

themselves. The serious environmental iinplications of burning poor quality coal are 

apparent underlining the critical energy situation in the country. The glaring magnitudes 

indicate the long haul for improving the living standards in the country. This also br-ings into 

sharp focus the hazards of  following an unbridled consunierist path both a t  the global and 

national levels." (UNUIIAS, 2000). 

5.6.3 As far as unsustainable linkages are concerned, two examples illustrate. The first i s  

h e  two-way relationship between transport and energy in India as shown above. In a 

business as usual scenario (BAU), coal demand rises to 2 billion tonnes. In an efficiency 

scenario, it is 0.8 billion tonnes. Energy and transport are strongly interlinked. Coal for 

Power generation is  a significant part of bulk transport movements. Import of oil and gas 

and pichead vs. demand-oriented locations of power stations determine transport treed. 

Demand management, energy efficiency, optimal location of energy generation facilities and 

bansport policies, lead to this outcome. Indian power grade coal is plentiful, but of poor 

q W v  and so the environmental consequences of linkage policies are high. 
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5.6.4 South Asia is generally emerging as a energy hot spot in most global models and the 
cnergy/transport nexus is at the hearc of the problem. and so the environmental 

consequences of linkage policies are high. Studies bring out that importcd fuels will be 

around two thirds of the total by 2020, which is unfeasible. (See Schwank, Toker and North 

&, Adnet ,  Shukla and Grare, ed., India's Energy Problem, 2000; also in the same volume, 

Foreword by Alagh). Energy demand grows two and a half times in an Efficiency scenario 

and three and a quarter times in the BAU. Renewable like photovoltaic and wind power- are 

pustied to the maximum in the efficiency scenario, but the overall share of renewable energy 

remains constant, since forest based non-commercial energy for households is substituted 

by nuclear, solar and hydel power. Two thirds of a much larger- energy base being fed by 

imported fuel becomes unsustainable from the trade viewpoint. 

5.6.5 The relationship between sustainability and developmeiit strategies can be 

higlilighed by transport arid urbanisation strategies. The projections show that if 

urbanisation strategies are of a decentralised kind, slunl population is a fifth lower- t l i a r i  if 

million plus cities grow faster. Slum and use of scarce l a r d  resour-ces for urbanisation are 

related with the pattern of urbanisation through space. More generally the relatioilst iip 

between deceritralised coiiirnunity. based development arid susuiriable non-reiiew,hlc 

resource use has been discussed elsewhere ( Y. K. Alagh, Suswiiiable Developrnent: Front 

Concept to Action, UNCED, I 99 I ). 

5.7 Technology and Productive Public Systems Managcmrent 

5.7.1 The Indian economy is growing rapidly and also diversifying For example the share 

of agriculture in the labour force has now fallen to around 53%. Again, urbanisation will 

reed to be structured in a fairly decentralised manner. All of this will lead to different 

challenges in transport, energy, waste disposal and urban planning issues. It has, however to 

be noted that the urbanization pattern in India is decentralised. Wtjile very small urban 

settlements are not growing, the share of smaller towns i r i  Class I towns is high. 

(100.000+). Urbanization has been explained as the outcome of both centrifugal and 

centripetal forces. While the urban growth rate in the eighties went down from 3.8% to 

3.12%. that of Class I towns went up (from 6.39% to 8.39%). It can be postulated that these 

bends will continue. 

f.7.2 The preferred model is consistent with the pattern of urbanization with clusters of 

Settlements around large conglomerations. Policy should not be concentrated only on rural 

Output and emoloymenr, In fact in a dynamic economy of the Indian type the distiricriori 
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between the village and the small urban settlement can be very counterproductive and lead 

all kind of protectionist distortions. A more productive mindset would be to orient 

liq to concentric circles of prosperity around diversifying agricultural bases and growth Po 
centres. Such possibilities are very real and subsantial in India. Transportation, land use, 

infrastructure and technology dispersal policies can all be oriented to  this objective. In fact it 

will be more sustainable. Slum populations are 25 to 40 % lower in smaller Class I towns as 

compared to million plus cities. 

5.7.3 The public management issues involved in rapid and decentralised urban growti1 are 

SO obvious that they do not need elaboration. Awareness of technology, system 

interrelations, decentralised planning foci, self reliant institutions which can productively 

borrow and build and run systems have all been discussed and yet only a small begirirring 

made. These are going to be the great challenges of the next phase. The ability to raise an3 

use resources productively will be a t  the heart of the matter. Teclinological self-reliance 

on a mission niode. as in the past, will probably also continue as a requii-einciit of the 

present of  national security arid other long-term objectiyns. 1'. lins bccri sliovtrl for. exarnple. 

that  the development of  the Par-atn Super Computer led to the widrdrawal of restrictioiis 

on export of super-coinputers to India. Again receritly the Chair-niair of die Atomic Energy 

Commission has pointed out that sanctions oii India made it triore self-reliant in nuclear. 

technology. Thus. some iiiission-oriented efforts are necessary in a world of restricted 

technology access. Since India has limited reseives of uranium, but very large reserves of 

Thorium, a project like the Fast Breeder Reactor Nuclear Power Station, became a very 

important part of i t s  search for long term energy solutions, since it takes a niajor step 

towards completing the nuclear fuel cycle, based on thorium, and therefore a relatively 

cheap and abundant source of power. 

5.7.4 The civil sewant of the future to come will be playing a role of strategic plariiier and 

facilitator of change. He/She will be preparing a vision of the future, but also the 

instruments and methods of achieving it and these will be in the legislative community and 

Private sector regimes. HelShe will have to play a role of facilitating innovation, create rules 

for organisations to implement such change and sort out the inevitable problems that will 

arise. HdShe-will have to establish and run a fair and transparent regulatory regime. These 

we Complex issues, with a strong interface with good governance. Take the experience of 

the electricity sector as an example. Private sector investment was allowed in the early 

Nineties of the last century, but the institutional prerequisites were not there. The 

* 
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Electricity Regulatory Commission (ERC) Bill could not be introduced in hrliament when 

initially drafted and was finally tabled in August 1997, but lapsed. The then Government 

initially passed aa Ordinance, but later piloted the Bill with substantive amendments giving 

up 'he clause on a minimum required tariff rate for the agricultural sector and the 

mandatory powers of the State ERG. The legislation on private participation in 

uansmission of electricity was finalised by the Standing Committee of Parliament on Energy, 

only in 1997, after considerable debate and after that it got through Parliament easily with 

multi-party support. The Energy Efficiency Bill has been discussed in draft form since 1996, 

but has been introduced in Parliament only recently. Meanwhile slow progress in legislation 

and establishment of institutions has seriously hampered investment in the generation, 

transmission and distribution of electricity, as the Review of the Ninth Plan brings out. In 

anticipation of private sector investment, public investment was cut down and veiy few 

major projects were taken up in the public sector. But the private sector iiivestnieiit caiiie 

slowly due to several constraints and complicated decision ii iaking processes, leading to 

great problerns in this critical itifrascructur-e. This brief discussiori Iiigliliglits the vital role 

which should be played by of a forward looking bureaucracy, working in taridcin with a 

governance structure a t  die highest level. Such proactive Suce Iolcs are cleidy required iii 

the reform process. 

5.8 Managing Technology Drivers for Jobs: Public Support Systei ias 

5.8.1 Serious research during the lasc decade and a half tias shown birly conclusively that 

tKat the tremendous opportunities t h a t  are available with the iiew technology requires 

gl.oups and systems which can rnanage its intei-disciplinary nature, since applications cut 

across areas like bioeechnology. communications and computerisation. If the preconditions 

are available it spreads very fast. both through space and sectors in econoniy aiid society. 

But if the infrastructure is not there, both physical and human, vast areas will be left out, 

including some in the developed World. There is also the need of quick response. As 

Ricardo Petrella of the EEC's FAST Group pointed out each generation of  innovations is 

building on the corpses of earlier ones. State and parastatal agencies find it difficult to 

Perform in this framework. Major think unks working on the character of the Neo - 
Fordisc (assembly line) technological revolution, like the FAST Group of the EEC, the 

flexible industrial specialisation networks and others have emphasized that it is compatible 

The Science and Technology Ministry of 

India had convened for UNESCO a Prepcom meeting a t  Bangalore for the World Science 

Conference at Budapest and the Bangalore Declaration strongly reiterated that spread of 
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aechnolOa was an inStitUtiOna1 and not just a technology issue. Small flexible groups 

nJponding to need work Again the need for partnerships, of community initiatives to back 

those who work is obvious. 

5.8.2 The Industrial Districts literature in the OECD countries gives many examples of this 

liind of growth. The original Piore-Sable case of fashion garments in Emiglia Romana was 

flatteringly replicated tor leather goods in Lyons, furniture in Denmai-k, sports goods and 

gold jeweltery in Valencia and the literature on standardisation and lean production falls in 

this category. T!iese kinds of developments were not supposed to have much reievence in 

poor countries. But recent work shows that artisan based responses to national and global 

markets can be powerful sources of growth and in any case are not an insignificant part of 

exports from them. As much as a third of India's engineering exports are attributed to 

them. A large part of India's diamond cutting comes from the town o f  Surat which was less 

than half a million population when the expansion started and is tiow around tlirec niillion, 

with employrrienc growing a t  around 7% annual. lridia has etiierged as tl ic largcst expor.cw 

of cut and polished diatrionds in the World. 

t 

5.8.3 The success stories cited here invelve training a i d  ir i iprovenictit of inlier iicd 

community based artisan sltills. The orgatitsational pattetw IS gclnwally based oti fieixe 

competition between sinall firins, with considerable mobility between self-etnployciictii arid 

wage labour. However the successful cotiwiimicies (in India castcs) who are also ctignged iii 

training and skill enfiancemerit have gained access to larger. iliac kets tlirough tradirional 

networks, arid benefited froni technology eiihanceinent. both in produciiori atid 

mftrkets/communication. A Surat diamond cutters s t t i  ?y foxic! the fcl!owirig: 

i) an organisatioiial structure of distribution, processing atid markets, scroirgly 

based on trust, with the roughs (passes, as they are called), atid polished 

diamonds changing hands without any written documentation; 

ii) constant upgradation of technology on the production side, with hand 

polishing giving way w serni-automatic tools; 

iii) intense competition and mobility in the lowest polishing formations; 

iv) community (caste) based skill training efforts of a decenrralised nature. going 

on in each Taluka (sub- District town) centre in Gujarat. 

'B8*4 Similar characteristics have been recorded in other instances. 
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5.8.5 The point being made is that whether we discuss wide based rural development or 
growth cenues, the nature of public policy skills required now will involve much greater 

reliance on technology at a decentralised level, networking and an ability to wGrk with civil 

and community groups. Thus the need will be to champion reforms, facilitate community, 

private, focussed NGOkooperative groups and to help the economy and society to 

integrate with the opportunities provided by wider national and global markets, through 

productive activities, 

5.9 

In the rapid changes that will take place in the country and the World in the Twenty First 

century, the Higher Civil Services will as is obvious, have to be a t  the cutting edge of being 

the protectors of the poor, die oppressed, the vulnerable and tlie underprivileged. ‘The 

democratic urges and aspirations of India. enshrined in its Constitution and i t s  legislation, 

will have to be met in a fair and transparent iiianner not only impartially. but in spirit, by 

protecting the rights of the poor. limiting the coercive power of ttie State. Safety nets will 

need to be developed and iinpleiiientcd as the rriarlcet ecorioctiy expitrds. Poor WOIIICII, and 

the girl child. tlie tribal arid the Dalit. ttie haiidicapped and d i e  destitute. will need special 

atten tion. 

Rights, Vulnerable Groups and Transparency 

5. I0  Security Concerns 

5.10. I in  the post-independence period. the country has faced extcr-rial aggressiori foisted 

by hostile neighbours. it, 1948. in the J&K Theatre, in I962 across the Indo-Cliina bolder, in 

1965 along the Indo-Pak border in the Northwest, iii 1971 along the Indo-Pak Eastern and 

Western frontiers and again in 1999 in ttie Kargil Sector of J&K.  0 1 1  these occxioirs, our 

Defence forces have consistently given a patriotic and cornrnendably professioiul accout rc of 

themselves, even a t  ttie cost of laying down their lives. 

5.10.2 In the internal security area, our country which erijoys tlie unique distinction of 

encompassing large number of linguistic, cultural, religious and ethic groups as well as. of 

having wide income disparities between different segments of the population, has had to face 

many serious challenges. These challenges have on certain occasions also taken a form of 

outbreak of communal clashes, social tension between haves and have-riots, securely 

employed and unemployed. problems arising from clashing provincial and regional interests, 

such as in the matter of sharing of river waters, and separatist movements which have been 

often encouraged by hostile neighbours in order to weaker] the country. In some areas 

general deterioration in the quality of policing and ineffectiveness of the judicial system to 
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secute and punish criminal elements has led to a declining sense of security of life and 

and has encouraged groups representing certain vested interests to arm 

aemS&es and take the law into their own hands. These tensions have revolved around 

religious, caste, class and sometimes ethnic lines. Absence of adequate gainful, legitimate 

opportunities can also induce jobless youth to be drawn into illicit activities and 

adversely impact the internal security situation. The need for members of the higher civil 

services to always remain alert about possible points of conflict and for taking proactive 

steps to defuseh-esolve tensions. wherever possible, will constitute an important 

requirements for their functioning successfully, in future. 

P 
proPeq* 

5.10.3 One of the earliest measures of progressive legislation, which was undertaken by the 

Government of India after the country's independence, related to the abolition of 

Zamindari, to be followed by the intended redistribution of surplus land and conferment of 

security* of tenure to cultivatiiig tenants. The underlying philosophy was that absentee 

landlordism should be discouraged and land should be vesceu iii the actual tillers. This was 

followed by State level legislation aimed a t  prescribing niaxirnurn ceilings for iiidividual 

landholdings arid redistribution of the surplus agricultural laiid to eligible tenants arid laridless 

persons living in the rural areas. Actiarya Virioba B lwe launched his "Bhoodan Yagria" 

campaign throughout the country to secure the voluntary sui-rerider and redistributiori of 

surplus land by big landowners in favour of the tdlers. However, despite the lapse of inany 

years since the passage of  the reform oriented legislation, in actual pi-acticc, as the Plaiining 

Commission has consistently pointed out, in most States, the irnplernentatioii of these 

provisions has been more in letter than in reality. Landowners have often contiiiued to 

benefit effectively from their holdings by transfer of their holdings, in excess of the 

Prescribed ceiling, to relations and friends and under the clause of 'personal cultivation'. 

Studies have shown that die violent protest moveinents being carried out by landless 

Peasants can be tFaced to the failure of the concerned Goveriiinents in bringing about 

quitable distribution of land in accordance witfi the laws enacted on the subject. The 

SwOng systeinic rural support base created in West Bengal, is priinarily on account of the 

Successful implementation and enforcement of operation &rga in West Bengal. The 

allotment of small plots oi land on ownership basis to lakhs of landless peasants has not only 

povided some direct means of economic sustenance to sucn people but has also conferred 

"Pan them, social prestige and esteem. Since land reforms have not been implemented 

mQniirgf~lly in many States, particularly those under the erstwhile, colonial zamindari 

of settlement tension between h e  haves and have-nots in the rural areas in some 
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DijtfiCB has been prone to spill over in the domain of law and order and internal security. 

Planning Commission studies in recent years have noted the spread of unrecognised 

tenancies and the phenomena of “reverse tenancies”, i.e. the reversal of land from small to 

medium or large peasants. lnspite of special provisions to the contrary, land alienation from 

Vibal people in hidden form and sometimes in the name o f  development without adequate 

compensatiotl has been occurring. The National Rehabilitation Policy, available in the Draft 

form for the last several years, st i l l  remains to be put in place. 

5.10.4 In the long run the approach the country has followed is to tackle tl ie basic problems 

in terms of fundamentals. Long term energy security can be obtained only tlirough demand 

management, energy efficiency policies, priority to r e n e w  ble including photo, wind, hydel 

and nuclear power, more efficient ways of generating Thermal power from domestic fuels 

interregional cooperation and a strong export base to finance energy imports. Similar long- 

term policies have been noted earlier in the field of widespread rural development. essential 

for food and water security. However, riianagenient of security problems tias an inipoi-mnt 

short run dimension which involves both attempts a t  social and political r-econciliatiori arid 

when absolutely necessary the coercive power of the State. Maintaining t h i s  balance, as also 

that of long-term requirements with short run exigencies requires state cra f t  arid 

administrative skil ls of a high order. 

5. I I Constitutional and Legal Perspectives: Human Rights arid Enviroritrrerital 
Law 

5. I I. I The Constitutional and legal dimensions of public adniiriistration deterniine tlie 

powers, functions and accountability of the civil services. In fact, a niajor change in ttie 

evolution of civil services in India occurred with the adoption of a deniocratic constitutiori 

incorporating the ideas of rule of law, guaranteed rigtits arid parlianientary governnient. The 

7Yd and 74‘h Constitutional amendments envisage a further change in the same direction. 

Services under the Union and the States find a prominent place in the Constitutioci itself. 

An autonomous Commission with vast powers for recruitment to the services is another 

important aspect which emphasizes its role in Constitutional governance. 

5.1 1.2 Looked at in the above context. the Civil Services need to understand the 

significance of rule of law and ttie concept of limited government under a written federal- 

9” Constitution. The values of the Constitution written into Preamble, Fundamental 

sights, Fundamental Duties and Directive Principles have to become part of the 

administrative culture of every civil servant. AS an inscrument of governance, the provisions 
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of h e  Constitution and its interpretation by c o u m  constitute a point of reference to all 

govwnmental actions. These are subject to judicial review which is the foundation of rule 

of bw under a scheme of constitutional government. 

5.1 1.3 The primary agency of the government to protect human rights, more particularly of 

weaker sections of society is the bureaucracy because they are the enforcers of the law. 

The Court steps in only if the executive fails to implement the laws or implement it 

contrary to law and selectively. A Constitution which proclaims secularism and social 

justice based on equal protection of the laws puts a heavy burden on the officers of 

government, both a t  the central and state level. Hence the importance of Constitutional 

perspectives. 

5.  I 1.4 Another dimension which conditions the functioning of civil services i r i  modern times 

is the profusion of laws, national and iriternational relating to economy, ecology, technology 

arid international treaty obligations. Ttic change in the concept of properly from sotnethirig 

tangible to forriis which are iiitellectual and incrlngible brought almost a revolution itr the 

laws of trade arid cortitrrerce. Intellectual property law and trade related intellectual 

property rights have become critical in economic governance globally. Added to this is the 

revolution in inforniatiori and communication technology' which threw up a new legal 

framework for doing business wittiin arid outside governmelit. Globalisation is  tiappenirrg 

not only in relation to market but in respect of all conceivable aspects of organized life 

including culture, education and health. No civil servant aiiyw1rer.e can afford to be irritiiuiic 

ta the fast changing legal climate in all these matters influencing both policy dcvelopnicrit 

and administration. 

5.  I I .5 Yet another legal dimension impinging public administration a t  al l  levels is the 

jurispruderice of sustainable development. There are today legal parameters in the use of 

natural resources. Maiiagetrient of environment is a public duty and development 

administration has to be acconirnodated within sustainable h i t s .  These are sorile of the 

significant legal perspectives which are critical for civil services in the future. 

5-12 Conclusions 

5.12.1 The purpose of this discussion bas been to draw out the attributes that will be 

required from the civil servant in the forthcoming period. These attributes will then be the 

Obiective of a search b y  testing procedures. In fact a mature civil servant emerges from field 

wr ience,  supplemented by adequate training. The objectives of chis Committee are more 



mmediate, They are in fact to assess those attributes which need to be consciously looked 

for at the time of testing a t  the point of entry. These would include amongst others: 

a) 

b) 

a sense ,of vision and direction in which the Indian socio-polity is moving, 
including its very diverse cultural plurality; 

an ability to appreciate some of the real scarcities that are emerging, as also 
the strengths of civil society to cope with them: 

[(a) and (b) are important since India is still going through a development 
phase]. 

an ability to interface with modern technology, which provides the cutting 
edge to many solutions; 

an ability to network with local government institutions, non-governmental 
organisations, cooperatives and other professional and people's organisations; 

a sense of  rugged professionalism, persistence and doggedness in pursuit of 
objectives; urge to champion beneficial change; 

c) 

d) 

e) 

9 energy to pursue objectives; 

g) 

h) 

i) 

a sense of  fair play, honesty political and social neutrality: 

compassion for the underprivileged and above all; 

a cornmicnient to Iiidia as erivisioned by i t s  founding fathers. 

5.12.2 Not all these alternates can be tested. For 

example, it would be incorrect to expect a rural aspit-ant.for the higher. civil services to be 

initially computer savvy. These aspects can be acquired, but if persons are averse to 

technology, then the forthcooiing era civil service may tiot really be their domain. Some 

attributes it niay not be easy to test for, for example, honesty arid intcgrity. Howevcr., giveii 

their importance, an effort l ias to be made to do so. 

Many of them can bc developed. 

5.12.3 Another critique tias been that in an imperfect World, the civil setvant caiiriot be 

expected to follow ideal standards. This view cannot be agreed to. In a nation of over a 

billion people, it i s  definitely possible to find and nurture a few hundred exceptional persons 

every year. In fact that is the only rationale for a higher civil service bound together arid 

dedicated to the nation's ideak. All else can be purchased from the market. 



CHAPTER 6 

ISSUES BEFORE THE COMMITTEE - 
CONCERNS AND CONSTRAINTS 

6.1 During its deliberations and based on the feedback received from various types of 

interactions with a wide cross section of people, the Committee identified certain issues 

which have a bearing on the Civil Services Examination scheme and related matters. Some 

of these issues pertain to the eligibility aspects, others to the examination per se (including 

the personality test) and some more to areas like allocation to services, and so on. The 

Committee felt that it would be necessary to go into these issues in some depth in the light. 

of the changing role of civil servants in the new rnillenniurn and the climate of liberalisation 

and technological advancement. It would also be necessary to arialyse ttie available data and 

consider various options before arriving a t  findings which would have a bearing on the final 

recommendations of the Comniittee. 

6.2 Examination Structure 

Concern was voiced that ttie present system of Exariiinacion, though fair- and unbiased. is  

weighted towards rote learning rather ttian towards testing of analytical skills and ttie 

breadth arid depth of a candidate's knowledge vis-a-vis subjects germane to the couritr*y's 

development arid governance. An alterriate view was t h a t  given the size and talent pool of 

this country. ttie best do get to the top. regardless of the system. The present system is 

testing knowledge in subjects based on university curriculuw where hardly any emphasis i s  

given on application related, problem solving abilities. Also, it does not assess values, 

attitudes, integrity, emotional intelligence and social skills. It is  purposeless to test subjects 

which have no relevance to the civil services. for which we need to know the candidates 

attitudes and aptitudes. Although the present system lacks immediate relevance to the 

requirements of the civil service in the socio-economic-political context of today, it is 

generally accepted t h a t  it is administered fairly and therefore gives equal opportunity to all 

candidates without any external influences or biases. 

6.3 
Another concern is to provide equal opportunity to candidates from all sections of society 

compete on a level playing field. Though the social base of recruitment has widened, yet, 

the majority of candidates are from district towns - the "middle India" and rural areas are 

Providing a system based on equity, fair play and justice 
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dll low in representation. Concern was also expressed over the low representation of 

and people from under-privileged sections of society. 

6.4 Increasing predominance of professionds 

A view was expressed by some people that the increasing predominance of professionals 

like doctors and engineers in recruitment to what are essentially generalised services is an 

&erraUon of the system and diversion of national talent and the cost expended by the 

nation. It was also felt in some quarters that their technical training might have insulated 

them from social and political realities. However, apart from their legal riglit to compete 

like any other graduate, the likelihood was that this trend will continue as long as success in 

this exaniination ensures access to the more powerful and prestigious jobs in the Indian 

bureaucracy in comparison to the professional and technical ones. The distortion, 

therefore, lies in the larger system of governnierit and is not ariieriable to resolution clirouglr 

reforms bf this Exaniiriation. 

6.5 Lack of Awareness 

Lack of sufficierit iriforrnatiori about the Civil Services Exaiiiiriation is an at.e% of coiicci ti .  

Candidates do riot sceiii to know riiuch.about the other- services apart froiii the IAS, IPS arid 

a few Group 'A' Services like tlie liidiari Revenue Services arid Indian For.eign Scivicc. This 

leads to candidates giving uninformed service preferericcs wirliout knowing about the job 

requirements of various services, which they later regret. Lack of infor-riiJtiori about thc 

examination rnay also lie a t  the root of under-representatiori fi-on) seine backward or 

remote parts of the country or under-privileged strata of society. Thci-e was unaniniity on 

the limited effectiveness of the present system of d ixcn l rx ion of i!iforrnation about this 

examination, although it was als6 acknowledged t h a t  since it is a lorig established 

examination conducted in 40 towris and cities throughout the country and it is advertised 

through tlie press and ocher media, there would not be inany such pockets or segments of 

qualified potential candidates who would sti l l  be unaware of it. 

6.6 Eligibility 

6.6.1 It has been suggested that candidates should be recruited fresh out of colleges 

before they acquire habits or behaviour which are inimical to the value system of the civil 

services, and as such recruitment should be limited to the age group of 21-25 years. The 

higher age limit is blamed for poor trainability 2s well as being an obstacle to imparting 

Values. A major constraint in reducing the age limit, however, is the late s ta r t  in education 

b*! .- ... 4' .. . , * a  , - ! - ~ - + / r ~ t ~ t  ye:*nq 
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d6.2 The large number of attempts permissible at present allows candidates with average 

&iliq the scope to perfect the technique of the competitive examination and come into the 

list. However, if the number of attempts is reduced to only one or two, the weaker 

,&ms may be further handicapped, especially the late blossorners among them. However, 

it is in the interest of candidates, as also in the national interest, that chose who have little 

chance of making the grade know it at  an early stage of the selection process. This would 

help them to use their time, energy and resources more gainfully in preparing for careers 

better suited for their interests and abilities. 

6.7 Preliminary Examination 

It has been suggested t h a t  if the Preliminacy Examination is recast into an aptitude test and 

uses other modern methods which test logical reasoning and pi-oblcm solving abilities, this 

would be an improvement. However, an alternate view was chat these tests are meant for 

admission to certain courses, whereas the Civil Services Prelitriinary Examination is meant 

for selecting candidates to joiri gover'iiiiicnt services. These tes ts  have lirnitcd pur.pose for 

the Civil Services for wliicli candidates lravc to be selected for broad based public rcr'vice. 

Hence, special tests would tuve to be devised i f  this method of  testing for aptitude is to be 

adopted. 

6.8 

It is said t l ia t  objective tests do not adequately test analytical sl<ills or in-depth kriowledge of 

a subject, whereas it is difficult to standardise descriptive type answcrs. For cxatnple, iti 

language subjects, and certain other tiuriianities and social sciences subjects. it is  difficult to 

set Objective type questions. On the other hand, without objective type tests. it riiay not be 

feasible to short l is t  i r i  a reasonable span of time a few thousand candidates from out of one 

and a half lakh candidates, who appear in the preliminary examination. For testing reasoning 

abilities the objective type tests niay be useful but, a t  the sanie time, it may be advantageous 

to candidates of certain disciplines. 

Objective Vs. Descriptive Type of Questions 

6.9 Optional Subjects 

6.6.1 I n  relation to the need for optional subjects, two distinct views were expressed to 

the Committee. The first view was that the l ist  of optional subjects should be neither so 

restrictive as to discourage promising candidates nor so large as to seriously affect 

uniformity of standards. Highly specialised subjects or those offered by a very limited 

number of candidates increase options but benefit very few Candidates. New developments 

in educatim zhcv1.l. however, be taken into account The present objective is to choose 
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the cream of the counuy's talent - cutting across the social, economic and educational 

It was presumed that all the major optional subjects belonging to various academic 

disciplines which are taught in a majority of universities would provide the base and hence 

would be available to choose from in the examination. A candidate can choose any of the 

available optional subjecu irrespective of herlhis academic disciplinehackground. The basic 

premise behind this is that i f  a candidate can perform well in one's chosen area of study, 

s/he can also do well in herlhis assigned administrative responsibility after getting the 

necessary skills through training in the related field. The constraint is that apart f rom the 

existing l i s t  of 51 optional subjects, suggestions have been received to add another 50 

subjects. With spurt in economic activities and technological changes there will be scope 

for further proliferation. Of these 51, the number pertaining to literature of Indian arid 

foreign languages is 26. For example, it was felt by some tha t  in terms of depth, width aiid 

scope, the effort required to be put in for one literature subject is not comparable to that 

which is required for other subjects. 

6.6.2 The other view was t h a t  in spite of the scaling arid moderation of niarks betweeri 

different subjects, due to the large number of subjects with varying rangc and complexities 

of coverage, it is not easy to provide a level playing field. Ilor-eovcr-, most of these subjects 

do not test the knowledge, skills or attitudes which one would be looking for in cardidates 

seeking entry into the civil services. At least one fifth of the candidates do not even offer 

the subjects which they had studied in collegeluniversity. Moreover, retesting of subject 

knowledge on the university pattern by the UPSC would scarcely be appropriate for entry 

to civil services. In this view, the present pattern of subject papers should be fully reviewed 

as they do not serve the purpose of recruitment. 

6. I0 Medium of Examination 

Due to the large number of language media available for answering questions (I 8 languages 

mentioned in Schedule Vlll to the constitution), implementation with regard to uniformity 

of evaluation and confidentiality has beeii found difficult. On the other hand, keeping only 

one or two languages which are widely used may adversely affect the cause of social aiid 

regional equity. In the future, of course, it may be possible to use technolog for 

translation/interprePtion from one language to another in real time. but that development is 

Yet to take place. 



6.1 I English and Indian Languages 

6.6.1 A view has been expressed that some of the candidates do not possess minimum 

working knowledge of English which is presently serving as a major functional link language, 

especially in the international context. There may be a need to upgrade the level of English 

testing to 10+2 level a t  least but in such a way that candidates from disadvantaged groups 

will not be affected adversely. On the other hand, if this test is made only qualifying, as it is 

at present, candidates tend not to take it seriously. 

6.6.2 Knowledge of  a t  least one Indian language is considered necessary as it is felt that a 

person who does not know any of the Indian languages will be ill suited for public service. 

On the other hand, it is felt that  linguistic competence may not be required for efficieiit 

functioning of al l  the civil servants but only for some categories arid not necessarily in their 

own language, but t h a t  of the State to which they are allotted. or, in ttie case of Foreign 

Service, 'in the linguistic region in which they have to work. Language may be relevant in the 

case of  All Iridia Services only ar id  in any case, thc officer- tins to learn [tic Idnguqe of the 

State to  wliicli she  i s  allocated. Sirni lar ly, like English, if this tes t  I S  riiadc only (palifyirig. as it 

is a t  present. candidates do iiot take it seriously. 

6.12 Interview for Personality T e s t  

Though it is widely accepted that an assessrricrit of a caiididntc's pcr.soii,iliiy i s  best doiic 

through ari iritetview procedure, it is also clear t h a t  such procedure to be objective sliould 

be structured in such a niaiiiier as to ensure equity and justice to al l  the candidates 

regardless of their social or regional background. The effectiveness of such a pi.occdu1.c 

would lie in i ts  ability to objectively test arid evaluate ttie character arid personality of t l ie  

candidate i r i  tertiix of the demands tlia: would be placed upon the candidate during tt ic 

course of a career i t 1  the superior civil services. A doniinaiit concern w a s  that tlie riiere 

ability to speak fluently or possess a super-ficial polish and ability to impress a Board 

momentarily should not become a passport to entry to the higher civil services. The otfrer 

major concern in this area was the problem of uniformity of assessment in a scenario in 

which several interview boards were being utilised simultaneously and each interview lasted 

only about 25-30 minutes. A more structured and elabarate testing procedure wocld no 

doubt also face similar constraints but if the overall contribution arid content of this facet of 

the examination is to be eillarged in every aspect, the extra time and resources required 

Would be justifiable. 
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6.13 
Several voices were heard by the Committee in favour of prescribing a minimum qualifying 

,On&d in the Personality Test failure to amin which would entail disqualification from the 

sele&n. The concerns which prompted such demands have to do with the importance of 

personality and qualities of character and psychological fitness which, it was felt, were a sine 

qua non for the higher civil services and the paramount need to prevent persons found 

unsuitable in such assessment entering the superior civil services. On the other hand, it was 

also felt necessary to ensure that the legitimate interests of candidates from rurawbackward 

areas and underprivileged sections of society, are fully protected. 

Minimum qualifying marks for Personality Test 

6. I4 Duration of Examination 

Currently, the duration of t l ie examination, starting from the issue of notification to tlie 

declaration of final results, is 18 months. which is too long. It adds to the high social cost, 

including costs to the individual, besides costs to ttie public exchequer-. This is  primarily 

because of the large number of optioiial subjects and the number of caiididates. It was felt 

that the key to a shorter duration lay in the type arid number of question payers, arid tlic 

technology of examination, since nothing much could be done about ttie nuiiiber of 

candidates. 

6. IS 
There is a large nuniber of urieriiployed physically clialleiiged per-sons 111 our country who 

have the potential and motivation for concribucing to the natiorial ecocioniy through gairiful 

employment. A good number of these would also possess the qualifications and qualities of 

head and heart required for a career in ttie higher civil services and given tlie proper 

facilities arid necessary infrastructure, they can prove their merit and occupy post3 in the 

various services. 

Equal opportunity to persons with physical disabilities 

6. I 6  

There was a view expressed that the existing scheme for recruitment to a variety of All 

hdia Services and Central Services on both Group ' A  and Group '6 did not cater to die 

special requirements for certain services like IAS, IPS, IFS, ICAS, etc. It was argued that 

different sets of knowledge, skills, attitudes 2nd levels of physical fitness needed to be tesced 

for different categories of services. On the other hand, it was pointed out that functional 

specialisation became less important at  the higher echelons of the civil services which are all 

essentially generalist in nature. The abiliry to adapt and perforin cross-functional roles was 

equally necessary in all the superior civil services. It was also the consensus among the 
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retired senior civil servants that all the services have certain common requirements in terms 

of aptitude and basic administrative skills. The special requirements, if any, can be and are 

met during the induction training in the respective academies. It was generally felt that the 

present scheme of a combined examination catering to a range of All India and Central 

Services also has the advantage of putting in place a cohesive and homogenous team of 

young men and women, Who have the requisite intellectual acumen and attitudinal 

orientation required to provide the leadership to the civil service organisations which serve 

the country. Then, there was also the issue of administrative and technical problems which 

would arise if the UPSC were to be required to organize a multiplicity of examinations ail of 

which would have the same 'catchment' in terms of the educated youth of this country. 

6. I7 Al locat ion to Services 

There is a view that allocation of candidates to services should be done more scientifically, 

preferably on the basis of perfortilarice in ttie academy and the ranlts secured in ttie UPSC 

examination. This would provide a better tnatclring of t l ie carididates' profile with service 

requirements. On tlie other hand. it is feared chat such a move may give rise to sycopliaticy 

in the Academy arid get mired in controversy and vitiate die atmosphere. It can also be 

claimed that tlie disparities in career prospects anlong different services are so wide d r a t  die 

Academy niay not be able to withstand the pressures brought to bear if it has a 1 - 0 1 ~  irr 

altocatioti to services: However, these m a y  be untested assumptions and rnay not bc a 

widespread view. 

6. I8  Post Rec ru i tmen t  Training 

There is concerii t ha t  some probationers do not take tlie post-induction training seriously. 

A view was expressed that there is need for imparting greater rigour in the training process 

and assigning sufficient weightage for the performance of a probationer during training a t  the 

time of confirmation. 

6. I 9  Post-induction Scenario 

A strong view was expressed that examination reform by itself has to be embedded in a 

process of better management of the civil services in India. This would include serious 

examination of recommendattons which have been repeated by various high level bodies, 

beginning with the Administrative Reforms Commission. regarding tenure, promotion, 

depoliticisation of postings and transfers and related issues. The whole question of 

disincentives, including weeding out, has also to be addressed. Recruitment and training 

reform by itself can play a role only in this wider context. A major concern of the existing 
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tern is not the recruitment process only but also the post-recruitment scenario. The rys 
rink obtained in the CSE remains fixed throughout the career. Although the recruitment 

Focedures have been regularly improved over the years, a concern was exp- ~essed chat 

there has been some decline in the performance in the post-recruitment smge as there is 

hardly any system fo r  rigorous evaluation during the next 30-35 years in the career of an 

officer. Need for developing professionalism, reducing cons ti tu tional guaranteed safeguards, 

weeding out deadwood, devising compensationlincentive scheme are some of the 

suggestions heard in this regard. The Government could also examine new ideas like 

greater mobility and cross-fertilization between civil services and the publidprivate sector 

and NGOs, keeping in view the world trends in structure and management of ttie civil 

services. 

6.20 

It was suggested that the Government may examine the possibility of moving over froni the 

present system of recruitment to the higher- civil services to the mat-kct pattern of hiring. 

which is  largely contract-based, used by other governments, especially in ttie mot-e 

developed countries and also in the private sector in India. On tlie othcr hand, given tlie 

nature of Governrnecit arid society acid the ecoriornic realities otmiciing in our country, the 

other view was t h a t  the time i s  not yet opportune for any iiiajor or radical shift iii t h i s  

direction though the process of exploratiori of such possibilities can begin even now. 

Market p a t t e r n  of hiring vs. ex is t ing pattern 

6.21 The above issues were seriously and repeatedly debated by the Coriimittee during 

its deliberations. The final recommendations of the Committee reflect their consensus on 

these issues. 



CHAPTER 7 

ELIGIBILITY ASPECTS 

7.1 Some of the most important issues pertain to eligibility aspects, including age limits, 

number of attempts, educational qualifications and so on. The Committee received a large 

number of views and depositions on these aspects, particularly age limits and number of 

attempts, and are fully aware of the sensitivities involved in the same. On the one hand, 

there is a large segment of opinion which pleads strongly in favour of reducing heavily the 

upper age limit and the number of permissible attempts in al l  the categories of candidates, 

while on the other there i s  an equally important concern voiced or1 the adverse impact of 

such reduction on the prospects of candidates belonging to rural and/or backward 

communities from being able to compete and get their due share in the administrative 

apparatus of the country. The Conirriittee has gone into all aspects of argumenu of both 

sides arid also carried out i ts own analysis based on the actual data of past examinations 

available with the UPSC office, and the outcome of these efforts i s  suinmarized below under 

different heads, viz.. age limits, number of attempts and educatiociaLqualifications. 

AGE LIMITS 

7.2 At present, the upper age limit for appearing in the Civil Services Examinatioii is  30 

years for general category, 33 years for OKs  and 35 years for candidates belonging to 

Scheduled Caste and Scheduled Tribe categories. 

7.3 The Civil Services, particularly those services which have a constant interface with 

peoplelpeoples' representatives and who can be termed as being a t  the cutting edge of 

public services, require orientation and moulding of the persons recruited in an appropriate 

manner. It is obvious that such moulding or orientation'can be done effectively only when a 

person is sti l l  at an impressionable age. At *the age of 30 and above, recruits can hardly be 

thus moulded. By this age, an average person would have spent five to seven years after 

leaving educational institutions and might have held some jobs. Without prejudice to those 

jobs, it may be stated that such jobs are not always likely to be of a nature that will prepare 

a candidate for the civil services. The result of higher age limit is recruitment of rather 

older persons who might have already developed a self-centric worldview, and are not veiy 

likely to change their attitudes after being recruited into the civil services: These attitudes, 

Particularly towards morality, ethics and matters such as misusing public office for personal 
8: 



in, have a very important bearing on suitability for the civil services. It is, therefore, very 6 
important that, as far as possible, the field of  recruitment for the civil services be confined 

fresh graduateslpost graduate candidates of a relatively yomger age. 

7.4 Leading private sector entities often recruit candidates on campus. Even some 

premier public sector undertakings and autonomous scientific institutes undertake campus 

recruitment. They catch them young. Similarly, the universities should be the catchment 

areas for the UPSC. 

7.5 Entry o f  candidates a t  higher age has also been blalned f o r  poor trainability by 

training academies. It has, therefore, been suggested tha t  the recruitment should be done a t  

an early age, when the candidates are fresh out of colleges/sctiools, since the mind i s  eager 

to learn and the recruits are more amenable to change. A younger person is also open to 

listening and is more receptive towards inculcation of value systems. It is difficult to develop 

a different value system wlien one is older. Besides, candidates joining a t  a latct- age will 

have a shor-ter- spari of service. whict I necessarily implies irudcqria te time for coritribu1ir)g to 

policy making a t  the highest level, whicli. apart from not being in the interest o f  tlic 

government also leads to fi-ustration and lower. motivation in terms of career satisfaction. 

Civil servants, who do riot make it to ttw top, carry that butdm throughout their- scl-vice 

career. In view of tliis. recruicnient a t  a younger age appears to be highly desirable. 

7.6 On the other hand. it has been argued tlut given the relatively poorer educational 

facilities available for candidates residing in the rural and backward areas, and their I x k  of 

awareness of the avenues for higher employment, the candidates in such areas carwot be 

efpected to reach the state of preparedness for competition by tlw same age as their- iiioi'e 

fortunate counterparts in the metros and large cities. It has been argued or: the other liand 

that by the time young and meritorious candidaces Iron1 backward groups living it1 

underdeveloped parts of the country even become aware of the existence of  such an 

examination (which would open the door to higher civil services fo r  them), they are already 

three or four years older than the better off candidates living in metros and large 

citiesltowns. Even after reaching this stage. ,tile candidates from under-privileged seccioris of 

society have to spend much more time preparing for the examination to compensate for the 

Poor quality of education, at the school and college lwei ,  which they have received. The 

Same argumeno have been advanced in relation to the number of attempts also. What is 

sought to be emphasized here is the social equity aspect of such public examinations, whic!i 

" ' 7 ~  -- m2icr rr.19 ir; rfcc?rmirinq the o a r r + ~ x i m  of ;?I1 groups and segments of  Indian 
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Since such participation is extremely impomnt for maintaining people's faich in the 

administrative system and its effectiveness and credibility, it would not be proper if these 

spects were not given due weightage. 

3 I 
32 

7.7 The Committee's analysis of the data available with the UPSC is summarized below: 

0.4 I .6 
0.1 I .4 

7.7. I Table 7.1 shows the age-wise distribution of selectees of General category for ten 

examinations from 1990 to 1999. A clear trend visible is the increase in the 

percentage of candidates getting selected before attaining the age of 26 years, from 

65.7% in 1990 to 72.8% in 1999. This also shows that  the bulk of the general 

candidates are able to successfully make it into the civil services before they attain 

the age of 26 years. This, it riiay be noted, is in the context of the prevailirig scenario 

of an upper age limit which wris 28 years up to I998 and i s  30 years from the I999 

Exaiiiiriatioii onwards. 

Table 7.1 
Age-wise distribution (in 5%) of Gerieral category srlcctccs frorii I990 to I999 

23 16.9 18.3 18.3 15.6 22.7 
24 19.7 21.7 13.9 24.0 15.5 
25 16.2 21.2 17.9 19.1 19.6 
26 9.2 14.0 11.8 14.0 13.2 

1995 1996 1997 1998 1999 

12.9 11.0 14.7 10.1 11.5 
22.5 I 16.0 I 14.7 I 16.8 I 16.8 I 

13.7 

- I - I - - I  - I I 

7.7.2 In 1999, the percentage of General category candidates appearing from the age 

groups 2 1-25 and 26 years & above is 60% and 40% respectively, but the percentage 

of selected candidates in these age groups is 73% and 27% respectively. This is 

summarized in the following cable. 
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Age group 

I 

26 years and above 
21-25 years 

Therefore, for General category, the success ratio of candidates in the lower age 

group, viz., 21-2s years, is much higher than that of the 26 years plus candidates. A 

more detailed study of the age profiles of successful candidates in horizontally 

differentiated rank segments shows that die cream of the selectees makes it through 

the examination a t  a younger age and that die age profile tends to increase as one 

‘progresses towards the lower ranks. This agairr clearly supports the view that  h e  

brightest carididates are to be foiirrd in the lower age p-oups arid the quality of 

selectees gets reduced 3s tlic age profile goes up. 

Candidates (in percentages of 

Appeared iu Reconiniended ratio 

1 3 4 
60% 73% 1:10.2 
40% 27% 1:18.1 

respective 3opulatioa) Success 

CS (Main) 

7.7.3 In terms of average age of selectees, the last  five years’ dnca show ttiat ttre avet’agt? 

age of al l  selected candidates ranged frotrr 25.2 years to ?-S6 ycars and  for General 

category selectees, it ranged from 24.2 to 25.2 years. This average is obviously 

sensitive to ctiarige in age limits and would undoubtedly dccreasc propot-tioriaicly 

with reduction in upper age l i r n i t  arid vice versa. 

21- 
22 
23 
24 
25 
26 
27 

23 
30 
31 
32 

28 

that in respect of- OBC 

candidates, ttie bulk are 

successful in the 

examination by the time 

they reach the age of 27 

years and only a small 

proportion continue to 

struggle till the age of 28-29 

years to achieve success. 

Beyond that, the numbers 

3.4 
6.4 
8.8 
17.2 
20.1 
26.0 
17.6 

Ane I 1994 
0.0 
3.5 
7.7 
12.0 
16.9 

~ 18.3 
I 1.3 
12.0 
12.0 
6.3 

-- 

- 

- ,  
0.8 
3.9 
9.4 
10.2 
10.2- 
17.3 
14.2 
12.6 
9.4 
7.9- 

___- 
-- 
-_-- 

.-- 

( 1  994-99) 
1995 1996 1997 
2. I 1.4 0.5 
3.2 2.4 3.3 
9.5 8.9 8.8 
10.1 12.7 12.6 
15.3 12.7 11.6 
13.8 15.0 9.3 
15.9 13.1 17.7 
9.5 I I .7 17.2 

I 
I990  I I999 1 

7 - 1  
3.9 

are very small. For Scheduled Caste and Scheduled Tribe candidates. Tables 7.4 and 
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7.5 show that the vast majority of the successful candidates tend to make it by the 

age of 30 years and only a very small proportion ranging from 5- 10% are more than 

31 years' old by the time they succeed. There are virtually no candidates of any 

reserved category getting in beyond the age of 32 years, especially if the last few 

years' figures are taken. 

Table 7.4 
Age-wise distribution (in%) of SC category selectees from 1990 to 1999 

1990 I 1991 I 1992 

2.9 4.7 

10.2 
12.8 
18.6 
9.3 
8.7 
8. I 
4. I 
6.4 
9.9 
- 

14.3 14.8 
11.6 16.4 
16.3 13.3 
6.8 7.0 
10.2 6.3 
6.1 3.9 
4.1 6.3 
4.8 1.6 

3.9 

- --- 

03- I - I -  

I998 I 1999 
I 

14.8 7.9 
13.1 13.8 
16.4 15.9 
8.2 9.5 
3.3 1 1 . 1  
16.4 9.5 
6.6 7.9 
6.6 3 7  
6.6 3.2 
1.6 1.6 

--.-__ 

--- 

Table 7.5 
Age-wise dislribulioa (in'%,) of S'I' category sclcctccs froiir 1900 (0 I999 



7.7.5 It is clear from the above analysis that in the general category, and to a lesser extent 

in other categories also, most of the bright candidates are able to get through the 

examination before attaining the age of  26 years. In view of this, prescribing any age 

limit higher than 26 years for the general candidates would be counter-productive. It 

was also seen that if the maximum age limit. f w  SC and ST candidates was to be 

reduced to 31 years, and that for Other Backward Classes to 29 yeais, it would 

affect only a very small proportion of the candidates from these categories. In any 

case, the number of seats reserved for these categories would continue to be filled 

by candidates belonging to the respective categories, albeit the successful candidates 

would be younger. A study of the differential cut offs in t e r m  of various 

communities also shows that if the older candidates were t o  be excluded, the 

candidates of the respective categories who would have to be taken froin lower 

down from the merit l i s t  to replace them would have only marginally less marks as 

coinpared to the displaced older candidates. The statistical data show that there is a 

wide dispersal across, and density of talent within, both the general as well as 

reserved categories of candidates in the population. Hence. reasonable adjustriients 

in age limits will not iiiipact quality or quantity of repmenution of the selectees. 

Therefore, the slightly downward extension of the select l i s t  would not require any 

significant sacrifice in t e r m  of the quality of selected Candidates. (For deuiled 

tables, Appendix XV refers). 

7.8 With the present higher age limits and large number of attempts, it i s  felt that undue 

premium is being put on cramming and memorization while intelligence and analytical and 

management skills are not sufficiently tested. With the number of vacancies for the higher- 

civil seivices not varying much from year to year, any increase in the number of attempts 

afforded through higher age tends to adversely affect the quality of selected candidates as 

the large number of attempts possible due to higher age limits gives a candidate with average 

abilities the scope to perfect the technique of  the competitive examination and get into the 

merit list. A relative negative feature is that older candidates tend to use teaching shops and 

other aids more than the younger ones. This then discriminates against those poor 

candidates who may have been equally bright but who could not afford to remain out of the 

labour force andlor spend the money to take such teaching aids. They then drop out a t  an 

early age and lose out to an older candidate who could afford to continue buying the 

additional years and teaching shop support. The issue of a learning supporc system for the 
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-mination, not dependent on purchasing power alone, like access to an open university, is 

dic~ssed later. 

7.9 In view of the foregoing discussion and analysis, the Committee strongly 

recornmends a reduction in the present maximum age. The Kothari Committee had 

also recommended the age limit of 2 I -26 years to provide opportunities for candidates who 

blossom late and who wish to obtain either specialization in a subject or pursue higher 

academic studies. The present Committee fully agrees with this view and recommends 

an upper age limit of 26 years for general category with usual reluxotion for the 

candidates from Scheduled Castes, Scheduled Tribes, Other Backward Classes and 

the Physically Handicapped, i.e., three years for Other Backward Classes and five 

years for candidates from Scheduled Castes and Scheduled Tribes and ten years for 

the Physically Handicapped. This would meet the requirements of social equity also, as 

the Cothmictee has amply demonstrated. 

NUMBER OF ATTEMPTS 

7.10 The large number of attempts permissible a t  present allows candidates with average 

ability the scope co perfect the technique of the cor,lipeticive examination arid cotne into the 

merit list. However, if the nunrber of atceriipts. i& reduced dt-astically, the weaker scctioris 

may be further handicapped, especially those who bluuUti8 ;ate anijiig :hem. At drc same 

time, it is in the interest of candidates. as also in the naciorral interest, that those who have 

little chance of making the grade know it a t  an early stage of the selection process. This 

would help them to use their time. energy and resources more gainfully in preparing for 

careers better suited for their interests and abilities; 

7.11 At present, the permissible number of atternpts (including relaxation) for- appear-iilg 

in the CSE for different conimunities are four for the general category, seven for the OBC 

category and there is no limit on the number of attempts for the candidates o f  SC arid ST 

categories. 

7.12 The graphs show the percentage otcandidates for Generai and Reserved categories 

who could finally qualify in the 1995 to 1999 examinations in the first, second, third, fourth. 

fifth and sixth and in more than six attempts. It may be seen that in the general category, 

Qpproximately 80% of the candidates were successful in either the first, second or the third 

attempt, and only about 18% to 25% needed the fourth attempt to get selected. 
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Diagram 7.1 
Distribution of General category seiectees oa the basis of 

number of attempts availed 

1995 1996 1997 1998 1999 
I Blst i 2 n d  03rd 0 4 t h  1 

7.13 In respect of the selectees 

belonging to OBC category, it is 

seen that more than 80% could 

make it within five attempts or 

less while 17% to 19% needed to 

take six or more attempts. 

Diagram.7.2 
Distribution of OBC category selectees on the 

basis of number of attempts availed 

1995 1996 1997 1998 1999 

Icllst m2nd 03rd 0 4 t h  0 5 t h  06th m7u11 

7.14 As regards the SC and ST category selectees, 85% to 90% were able to get through 

within six attempts, and only IO%-l5% needed to take seven or more attempts. 

Diagram 7.3 
Distributioii of SC category selectecs on 
the basis of number of attempts availed 

Diagram 7.4 
Distribution of ST category selectees on 
the basis of number of attempts availed 



7-15 Correlated with the proposed age limits of 26, 29 and 3 I years for General, OBC 
and SC/ST categories respectively, the dam analysed above support the view that three 

attempts for general category, fnre for OKs and six for SUST would encompass the mass 

of the candidates in these attempts and age limits in each categcv without sacrificing 

anything in terms of quality. 

.................................................. 
Gen. SC 
Gen. - ST 
Gen. - OBC 

7.16 It is also seen tha t  in the CSE, increasingly candidates from the reserved categories 

are securing marks a t  par with general candidates and, therefore, they are coming in the 

general merit l i s t  without availing of any reservation benefits like age and number of 

attempts'. This positive development is not confined to the CSE alone. The same trend is  

also visible in other Examinations of UPSC (Appendix XVI). 

-- Difference in mean % marks (X ,"can X) 
1996 1997 1998 1999 2000 
4.37 4.39 3.47 2.55 3.26 

2.96 3.06 2.80 2.16 2.54 

........................................... ..................... b.................... 

-. 

5.70 5.31 3.71 2.95 4.01 - .. 

Difference in minimum (cut-off) marks (X miJ2300) 

7.17 A statistical analysis of the performance differential between selectees of different 

categories in the CSE for the las t  five years ( I996 to 1999) shows clearly the narrowing gap 

in performance between each of the reserved categories and the general category in terrns 

of "Mean Percermgc Marks" and "minirnurn (cut off)" marks. 

Table 7.6 
Difference in "Mean percentage marks" and "mininiuni (cut OH)" rnar l ts  of 

reserved category selectees and Generai category selectees 

7.18 As seen above, all our analyses go to show that the brighter candidates in all 

categories do not require a large number of attempts te succeed in this Examination and 

even in the reserved categories, there is a case for limiting the number of attempts to five 

or six without losing in terms of quality of entrants. Supporting,evidence for this comes 

from a study commissioned by the Committee for estimating the social cost of this 

Examination which shows that with the present conditions pertaining to age and number of 

attempts, the social cost runs into hundreds of crores of rupees. This study conducted by 

Prof. Binod Khadria, Chairman, Zakit Husain Centre for Educational Studies, Jawaharlal 



Neha University, based its findings on actual samples and studies conducted on two major 

mpuses in Oelhi and took into account the time and money spent by students and their 

families in preparing for the examination. The estimated amount represents the cost to 

society of the existing examination scheme and it also brings out clearly that by reducing the 

a e  limit as also the number of attempts along with duration of the examination, a 

substantial reduction in the social cost and wastage could be achieved. In more specific 

terms, the study reveals that: 

i) expenditure incurred by candidates varies across attempts. 

ii) The average per capita expenditure incurred by candidates goes up 
substantially in the second attempt and remains high in the third attempt. 

iii) If one attempt for all candidates is reduced, the social cost can be reduced by 
10% (approximately Rs.100 crore) - by stock estimates, and by 6%-7% 
(approximately Rs.60-70 crore) - by flow estimates. 

7.19 The Committee have separately gone into the aspect of time consunied by the 

examination exercise from start to finish arid have made recoriiiiicndations for r-educirig die 

same; however, oii the eligibility aspects of age arid nunibel- of atmiipts, the Committee i s  

of the considered opinion that the negative outcomes of higher age limits and 

number of attempts and the costs t o  society clearly outweigh the very marginal 

sacrifice in terms of quality of Candidates (as represented by lower cut-offs conipured 

to the present), and therefore recommends that the number of attempts perniissible 

t o  candidates of various categories should be limited to three for general category, 

five for Other Backward Classes and six for Scheduled Caste and Sclieduled Tribe 

candidates. Physically handicapped persons can be allowed seven chances 

considering the handicap under which they prepore a d  compete for this 

haminat ion.  Appendix XVll shows the impact of changes recommended in age lirriits 

and number of attempts for each category. 

EDUCATIONAL QUALIFICATIONS 

7.20 It is shown by research that there is a positive correlation between a higher level of 

education and performance in the Examination. Besides, considering the magnitude and 

importance of this examination, the graduate requirement sewes to discourage the non- 

serious candidates of undergrzduate level who may apply in large number without ariy 

serious preparation and understanding for purpose of trial and may uitimately clog the 

System. In view of this, i t  is essential to prescribe graduation as the minimum 

educational qualipcotion as the candidates ore expected to  reach u certain level of 



,,wturity by that t h e .  In this way, it will work as a filter. However, the  Committee 

that the candidates may continue to be permitted to  take the 

preliminary Examination while studying for their degree, as at present. 

7.21 It was also suggested that attainment of candidates in various fields like academics, 

music, social work should be given some weightage. Ocher questions raised were 

whether some weightage should be given or not if a person has won Wimbledon or 

Mathematics Olympiad or again whether academic achievement of I4- I5  years of the 

candidates should be totally overlooked in favour of performance in an examination of a few 

hours' duration? Our analysis shows that there is a strong correlation between academic 

excellence in schoolshniversities and their performance in the Civil Services Examination. 

The following graph shows the marks obtained in university examinations by candidates who 

qualified in the Civil Services Examinations from I995 to 1999. 

Diagram 7.5 
Academic grades obtaincd by CSE sclectccs in collcgcs/univrrsitics ( 1995 to 1YN) 

I00 

90 
80 

70 
60 

50 
40 
30 
20 
10 
0 

1995 1996 1997 1998' 1999 
P>60% m*60% 0Ph.D. 

(Selectees with Ph.0. have not been taken into account in the analysis) 

7.22 As we can see, about 68% to 77% of the successful candidates in the Examination 

secured f i rs t  class in their university examinations and 4% to 9% were Ph.0.s. The practice 

of giving some credit to the academic record is being widely followed in the business 

mawgernent schools and engineering colleges. However, any prcvision in the Civil Services 

&mination scheme for giving credit for performance in universitylcollege exams would 

n@Cetsarily entail normalisation of marks awarded by different universities, which may not 

nand scrutiny as a fair system. The Committee, therefore, does not recommend giving 

wedit for prevjaus Oerformoncc in univeqjtdcoIjeqe cxomninatims. 09 there is d??e 
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variation in terms of academic standards and evaluation .criteria among these 

However. overall past record of a candidate would certainly be available to 

&e Interview Board for helping them in their assessment, as at present 

7.23 The Committee has received suggestions that there shculd be different criteria for 

candidates from different educational streams, like Humanities, Social Sciences, Sciences, 

Engineering. Suggestions were also received that it should be made compulsory for 

candidates to have knowledge of Information Technology, Law etc. Suggestions have also 

been received that one or two years' minimum experience in social development work, 

especially in rural areas, should be insisted upon as a pre-qualification. In view of the new 

requirements for the future civil service, it was suggested that internship with some credible 

NGOs working a t  the grassroots should be a must before induction into the civil service. 

Afier thorough examination, the Committee did not find these suggestions 

practiccrble. However, the Committee felt that it might be useful for successful 

candidates t o  have some opportunity to work for some period with some credible 

NGOs possibly during the period of training at LBSNAA or the respective professional 

academies. 

7.24 Some experts suggest that candidates shou!d t c  mI i t e d  a; 10+2 level so as to be 

able to guide and mould the young mind. It is suggested that candidates who were recruited 

after I0+2 in the National Defence Academy Examination and Special Class Railway 

Apprentices Examination have made the country proud. However, a t  age 18, when a large 

number are likely to complete class XII,. the level of maturity, knowledge of the world, 

fluidity in decisions about a career are all at a stage when it would be too premature to 

invest the nati6n's money in recruitment, selection and training, which could result in 

considerable wastage, both human and financial. Moreover, age and qualification a t  entry 

level go together. If the rnininium educational qualification is Bachelor's degree, the 

minimum age at  which this can be obtained is 21 years. Therefore, the Committee 

recommends that the minimum age should continue at 21 years and the educational 

Qualification should continue to be a universjw degree in any subject. 

7.25 TOSUMUP 

The data have brought out several policy implications regarding the eligibility requirements 

of candidates, most important of which relate to age and number of attempts necessary for 

the five categories of candidates, general, other backward classes, scheduled castes and 

z y j  cht*ricz!l!r ~ - g t + ~ ~ ~ ~ R  Th? r?::rn- ?r4?tionc ,>f rhn c*qr:*--n 7 ~ 9  hwnp 
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by the statistical data. The data also bring out that a majority of the candidates who 

mer the civil services already have a first class from their respective universities, thus 

b w i n g  on the existing pool of talent in the country. 
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CHAPTER 8 

WRITTEN EXAMINATION STRUCTURE 

8.1 MANDATE 

The mandate of the Committee as regards the Examination Structure is as follows:- 

8.1.1 Evaluation of the effectiveness of the scheme in existence 

since 1993 in terms of suitability of the candidates 

selected, as deinonstra ted by their. performarice during 

training arid on the job. 

8. I .2 Measures for obtaining greater uniforniity vis-a-vis the 

competitive eleiiierits of the exaniiriatiori. 

8. I .3 To suggest modifications/additioris/dci~cioiis 10 subjects in 

the PrelirniiiarylMain Exainiiiation. 

8.2 EXISTING SCHEME 

Consequent upon implementation of the recommendations of the Kothari Coriiniittee in 

1976, the examination structure came to comprise three successive stages, viz., Pi-eliminary 

Examination, Main Examination and Interview for Personality Test. The Satish Ctiandra 

Committee, after an in-depth study, recommended the contiiiiiance o f  this structure with 

Some minor modifications. A compulsory Essay paper carrying 300 marks was introduced. 

Besides, some new optional subjects were also added to the l ist and the weightage o f  PT 

Was increased to 300 from 250 marks. The following table shows the structure implemented 

in I979 after Kothari Committee recommendations, and the structure that evolved after the 

second review by Satish Chandra Committee in 1993. 



Table 8.1 

Structure of Civil Services Examination in the post-Kothari Committee( 1979) 
and the post-Satish Chandra Committee( 1993) periods 

Post Kothati scenario 
General Studies . I 150 
Optional subject 1 300 
English 1 300 
(Qualifying nature and 
of Matric Standard) 

(Qualifying nature and 
of Matric Standard) 

Indian Language 1 300 

Number of papers and marks I Number of papers and marks 

Post Satish Chandta scenario 
General Studies 1 150 
Optional subject 1 300 
English 1 300 
(Qualifying nature and 
of Matric Standard) 

(Qualifying nature and 
of Matric Standard) 

h d i a n h g u a g e  1 300 

General Studies 2 General Studies 2 600 I I Essay I 
600 
200 

Is' Optional Subject 2 600 1'' Optional Subject 2 
2"d Optional Subject 2 600 2"' Optional Subject 2 

600 
600 

For pre-Kothari scenario, re fer  to paragraph I. I. 10, Chapter I 

8.3 MAIN CONCERNS AND CONSTRAINTS 

-4-w- 

2 11% ycars 

Ttuce for all 

Graduate degree 

The Committee interacted with a large number of persons from a cross section of society 

md also conducted'a survey through two structured questionnaires, formed working groups 

comprising experts and conducted workshops and consultation meetings to elicit views on 

Mether the UPSC have been able to recruit candidates with intellectual and moral 

necessary for discharge of functions needed for the higher civil services through 

the Civil services examination. The Committee also specifically sought their opinion about 

*e structure and methodology of the written examination which comprises both the 

pl'elhinUy and the Main examination. The Committee desired to know if the examination 

stb'uCtUre and methodology was providing equal opportunity for candidates from all parts of 
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the country and sections of the society to compete on a level playing field. The majority of 

h e  persons with whom the Committee interacted and those who responded to the 

questionnaire felt that there was a shortfall in the achievement of  che above mentioned 

objectives due to deficiency in the examination structure and methodology. Some of the 

main concerns expressed were as follows: 

8.3. I Rote-Based 

As against the requirements of testing the analytical and problem solving abilities and ability 

to apply relevant knowledge to work situations, the preserit system is mainly found to be 

testing the memory and various bits of information acquired through rote based learning 

and is therefore not very helpful in identifying the best candidates from the view point of the 

requirements of  the services. For example, testing of subject knowledge carries 52% 

weightage and a good part of it is  not relevant to the objectives of the examination. 

Besides1 the testing of general knowledge in ttie Pre1irninai.y as well as ir, the Flaio 

examination is also berieficial to those with good ineinory and ability to predict types of 

questions likely to be asked. Even the personality test suffers from the same drawback. 

Today’s need is to recruit a person with the attributes necessary for a good civil servant arid 

it cannot be said that with the present sp te i i i  every person who gets selected falls within 

this category. And on the ocher hand, it cannot also be denied that possibly better suited 

candidates are being left out. 

8.3.2 Relevance of c u r r e n t  syllabi to Civil Services jobs 

The basic premise behind the present system which is primarily designed to test  what ttie 

candidate has studied in collegduniversity is that if the candidate can perform well in Ii isl l iei-  

chosen area of study, s/he can also absorb the training well and perform effectively in ttie 

area of administrative responsibility which may be assigned after the necessary training. 

How far this assumption is valid and to what extent does the present system assess values, 

attitude, emotional intelli&nce, social skills, leadership qualities etc. i s  a matter of debate. 

For one thing, the testing of knowledge in subjects based on university curricula where 

hardly any emphasis is given on application related problem solving abilities is questionable 

on counts o f  relevance to the work requirement - for  another, mere retesting of such 

kmvledge which has already been tested by the university may be regarded as a repetitive 

exercise which may not yield die required information on the attributes appropriate and 

abilities for the civil services. 
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8.3.3 Duration of Examination 

Currently, the duration of the examination, starting from the issue of notification to the 

declaration of final results, is :8 months, which is too long. It adds to the high social cost 

@ersonal) besides cost on the public exchequer. This is primarily because of the large 

number of optional subjects and the number of candidates. 

8.3.4 Lack of Awareness 

Lack o f  sufficient information about the Civil Services Examination is an area of concern. 

Besides the All India Services and a few Group ' A  Services like the Indian Revenue Services 

and Indian Foreign Service, candidates do not know much about the 20 other Group 'A' and 

Group '8' services. This leads to candidates giving uninformed service preferences without 

knowing about the job requirements of various services, which they later regret. 

8.3.5 

It is said that objective type tests do not test analytical skills whereas it is  difficult to 

standardise descriptive type answers. For language and cet-uiri humanities subjects, it is  

difficult to set objective type questions. On the other hand, without objective type tests. it 

may not be feasible to short l i s t  a few thousand candidates fi-or11 out of one and a half hkli 

candidates, who appear in the prelirniriary exatiiination. in a reasonable span of tiiiie. 

Objective type Vs. Descriptive Type of Questions 

8.3.6 L i s t  of Opt ional  Subjects 

There is a concern that the l is t  of optional subjects should be neither so restrictive as to 

discourage promising candidates nor so large as to ser'iously affect uniformity of staridar-ds. 

Highly specialised subjects or those offered by a very liinited number of candidates iiwcase 

options but benefit, often unduly, very few candidates. N e w  developments in education 

should, however, be taken into account. The prime objective is  to choose the cream of the 

Country's talent - cutting across the social, economic and educational strata. It is for this 

reason that even now all the major optional subjects belonging to various academic 

disciplines which are taught in a majority of universities, are available to choose from in the 

examination. A candidate can choose any of the available optional subjects irrespective of 

her/his academic disciplindbackground. Apart from the existing l ist  of  5 I optional subiects, 

suggestions have been received to add another 50 subjects. With spurt in eccsnorriic 

activities and technological changes there will be scope for further proliferation. O f  these 

51, 26 pertain to literature of languages. It is felt that in terms of depth, width and scope. 

effort required to be put in for one literature subject is not comparable to what is 

required for ocher subjects. Again, in spite of the scaling and moderation of marks between 



Merent subjects, there is a feeling that due to large number of subjects with varying range 

md complexities of coverage, it is not easy to provide a level playing field. The question of 

adding more subjects has been addressed by the Committee in paragraph 8.4.14. 

8.3.7 Medium of Examination 

Due to a large number of language media available for answering questions (18 languages 

mentioned in die Eighth Schedule to the Constitution), implementation of the policy given 

the need for uniformity in evaluation and confidentiality has been found difficult. On the 

other hand, using only one or NIO languages which are widely used may affect the cause of 

social and regional equity. In future, of course, it may be possible to use technology for 

uanslation/interpretation from one language to another in real time, but tha t  development is 

yet to take place. 

8.3.8 English Language 

There is a concern t h a t  some of the candidates do not posscss niinirnuni working 

knowledge of English. Today our country tias tlic biggest English speaking population afcet- 

the United States. The use of English is one of the major reasoris for tlie privileged positiori 

India holds among the developing nations. Civil seivants a t  all levcls have to intcract witti 

international agencies, multinationals. and other foreign organisations in thc context of 

trade, investments, social and economic development. human rights, etc. The civil servaiits 

must be adequately familiar with English as a furlctiorial language as economic diplomacy will 

be more irnportant i r i  the days to come. For the diplomatic services, however, knowledge of 

a higher order would be essential so that they can articulate our country's interests with 

elan and sophistication and win support for the country a t  various international fora, There 

may be a need to upgrade the level of English testing to IOS2 level a t  least but in such a way. 

that candidates from disadvantaged groups will not be affected adversely. On the other 

hand, if this test is made only qualifying, as it is at.presenc, candidates tend not to take it 

seriously. 

8-3.9 Indian languages 

Knowledge of at least one Indian language is considered necessary for enhancing the 

understanding of the cultural ethos of a particular linguistic group. It is also necessary for  

testing the ability to communicate, organise ideas and do logical chinking. The candidate's 

own language will reflect on these capacities. It is felt that a person who does not know any 

Ofthe Indian languages is ill suited for public service in this country. On the other hand, it is 

that linguistic competence may not be required for efficient functioning of all the civil 



Servants but only some categories and not necessarily in their own language, but that of the 

State to which they are allotted. This may be relevant in the case of All India Services only 

md in any case, the officer has to learn the language of the State to which she is allocated. 

However, the value of retaining it is greater and therefore language test should be included. 

Similarly, like English, if this test is made only qualifying, as it is a t  present, candidates tend 

not to take it seriously. 

Reforms Sunnested 

8.4 P L  
8.4.1 The Kothari Committee proposed a Preliminary Examination to  be conducted at a 

large number of centres dispersed throughout the country. The main reason for 

introducing the Preliminary Examination, because the f i rs t  examination nets a wider base of 

recruitment, is that it provides a primary screening test for the identification of iiiore 

serious candidates and to prevent overloading of the selection process by a large nuinbcr. of 

indiRerent candidates who undermine the efficiency and reliability of the selection process. 

Since it is only a screening test, the marks obtained in the Preliniinai-y are not counted in the 

final merit list. The candidates declared successful hi this exaniination are approxiiiiately I2 

to I3 times the number of vacancies. 

8.4.2 The main feature of the Preliminary is objective type tests for rnectlanised evaluation 

of large number of answer scripts. This test is conducted a t  over 500 venues in over 42 

cities and towns throughout the country in MaylJune every year and is  held on one day. 

The results are declared in July/August in the same year. This test consists of one paper in 

General Studies (IS0 marks) and one paper in one Optional Subject (300 marks) of 

candidate's choice out of a list of 23 subjects from HumanitieslSocial Sciences, Science arid 

TechnologylMedical and Comrnerce streams. Each paper is of two hours' duration. The 

question papers for 6ptional subjects are of graduate level of Indian universities. 

8.4.3 The Committee examined the structure for aptitude tests, such as the entrance tests 

for admission to some business schools and other institutions in India and abroad. l i e  

raults of such examinations were found suiable in as much as they are not repetitive and 

Predictable and identify the best talent in terms of intelligence and aptitude. The 

Committee considered the adequacy of similar tests for the civil services recruitment. It was 

that there is a need to take the civil services recruitment a step ahead as there would be 

additional requirement of testing the candidate's aptitude for the public service and hisllier 
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nlue system. Originally, the general studies paper was introduced on the Kothari 

Committee’s recommendation to test general awareness and range of interests of the 

candidates and the optional subjects were meant to test the knowledge of the subject, 

capacity far comprehension, logical analysis, clarity of thought and presentation skills. The 

Kohari Committee had also recommended testing of numerical ability and analytical skills 

(see paragraph 1.2.1.4.1 in Chapter I). The Committee proposes to  recast the general 

fiudies paper into an aptitude test paper where there would be emphosis on 

Comprehension, logical reasoning, problem solving and data analysis. The ccrndidates 

would be tested on decision making skills. The overoll focus would be on testing of 

aptitude for public service. This poper may be called the Civil Services Aptitude Test 

(CSAT) paper. It would be an objective type test. 

8.4.4 Regarding the optional subject papers, it was suggested by many that it may be done 

away yith. as it does riot provide a level playing field in spite of the modcr-ationlscalirig of 

marks. The success ratio of various optional subjects varies widely. It was viewed by many 

that with objective type format there is an element of triviality and the scope of testittg of 

academic knowledge in depth is veiy limited. However, the Committee docs not fully agree 

with this view. though they do agree that there is a need for testing acadcriiic knowledge irs 

some depth. It i s  recommended thot the present optional paper in Preliminary nmy 

be continued but the standard Itas to be upgraded to  that of honours level of Q good 

university and the testing has to  be made rigorzu. !!I view of this, the syllobus of d l  

the subjects should be thoroughly revised by reflecting the advarlces iri knowledge 

tho2 are taking place. The questions should be more carefulry designed 6y 

academicians of repute where emphasis should be given on anulyticol, logicol 

redtoning and conceptual abilities and not on the memory lased rote learning. The 

“reason and assertion’, part of the present question papers, which tests logical befit 

ofmind, needs to  be strengthened and given a centrol place. 

8.4.5 The Committee, after deliberations, recommends that the Preliminary 

Examination should continue to  have two papers as i t  is in the present dispensation 

but in the modified form as suggeted above. 

8.4.6 It has been suggested to the Committee that the results of thc Prelirnirmy 

hamination should be made valid for two to three years, i.e., candidates who qualify the 

Preliminary Examination once should be allowed to appear in the Main Examination in the 

subsequent years witbouc appearing in the Preliminary again. This suggestion was meant to 



social wastage and the load at the Preliminary stage every year. It was similarly 

,uSested to give exemption from appearing for the Preliminary to the candidates who have 

qualified for PT. This recommendation was also made by the Satish Chandra Committee 

which the Government did not accept. It is felt that it may not be very useful in reducing 

cost as only four thousand to five thousand candidates qualify in the Preliminary 

Examination every year while about one and a half lakh candidates appear. Besides, it would 

be unfair to candidates who will appear in the current year for the following reasons: 

i) 

i i) 

iii) 

The candidates declared successful in this examination are approximately I2 to 

13 times the number of vacancies. Every year the number of vacancies and the 

total number of candidates appearing in the examination vary. Accordingly, the 

cut off marks for qualifying in this examination also go up and down. The difficulty 

level and the success ratio of different subjects undergo change. 

The three components of die examination, viz., PI elimimry, Main and htervicw, 

are parts of one single Competitive examination pi-occss. In view of tliis. 

inclusian of candidates belonging to another year, i.e., dilfci.cnt cotnpetitive 

examination, would not be equitable 

Moreover, as the Committee i s  in h o u r  of adding the rnarlcs of the Preliminary 

examination to the final total (as discussed later), giving exeniption would not be 

logically correct as the rnarlts obtaiiied cannot be added in a I;ltet* year's 

examination which is  a different competitive process. 

8.4.7 The Committee is, therefore, of the opinion that 110 purposc will be served by 

giving exemption to candidates who qualify in the Prelirtiinary in an earlier attempt 

and the candidates should appear in t h e  Prelirninary every time tbey wish to compete 

for the civil services examination. 

8.4.8 It has been suggested that there should be negative marking for incorrect answers to 

discourage non-serious candidates born making wild guesses on the basis of superficial 

knowledge. This will also raise the intensity of competition. Those who are not in favour of 

negative marking say that it does not assess the ability of a candidate in the ri&t 

Perspective. It would make the examination more complex and unpredicra bie. The syllabus 

is SO wide-ranging that intuition and guesswork become operative. It will not be possible for 

one to know answers to so many questions. The Comrnittee found that the practice of 

negative marking was widely prevalent and had been accepted as a kind of norm in objective 

we testing all over the world. Since the Committee is i r t  favour of assigning some 

i a i  



weighage to the PrelimiMV examination in the scheme (discussed later), it would be more 

app-opriate to increase the intensity of the examination by introducing this additional 

element of discrimination. In view of this, the Committee supports the suggestion of 

jntroducirtg negative marking, as designed by expetts, in both the papers, to 

djscouruge non-serious candidates from making wild guesses, as mentioned above. 

8.4.9 Structure of the Civil Services Apt i tude Test (CSAT) 
The CSAT paper may have the following structure: 

I )  Basic Awareness (Nation and World) 
The general awareness of current affairs havinga bearing on pubic life 
in India. 

Problem solving and analytical skills, logical reasoning and Decision Making 
Skills (Situations from civil service arena be taken to test reasoning and 
understanding of problems related to the same). 

- Elementary Arithmetic, 
- Data Interpretation/graplis/charts etc. 
- Quantitative; 

I I )  

111) Data analysis ability 

The Committee recommends that the three parts of this paper should carry 

roughly equal weightage. 

8.4. I0 Counting of Marks 
The Committee deliberated on the issue of keeping the Prcliniinary Examination as a 

screening niechanisiii as it is existing under the present dispensation or of adding the marks 

to the final marks. The Committee does not agree w i L i l  tile view expressed by some 

experts that the marks obtained in an objective type test do not reflect the real calibre of 

the candidates. In fact all over the world the objective type tests are widely used for testing 

the aptitude, logical reasoning, data interpretation, comprehension, conirnunicacion as well 

as the academic knowledge and h e y  are given due weightage. In our scheme of examination, 

which will be clearer when we go to the Main examination section which is discussed below, 

the testing of academic knowledge is only proposed to be done a t  the preliminary stage. 

However, while setting the question papers, it is proposed to raise the standard of testing 

higher by revising the syllabus and asking tougher questions than what is prevalent today. 

Secondly. the Civil Services Aptitude Test (CSAT) paper, as it is proposed above, is  a iiiajor 

departure from the present general knowledge paper which mostly tests memo? based 

learning with focus on bits of information. As mentioned earlier, the proposed CSAT paper 

is expected to test the analytical, logical reasoning and problem solving abilities of the 

Qndidates. The Optional paper will test depth of knowledge and academic excellence. AS 

these tests in the Preliminary examination are expected to reflect differenr dimensions 



ofthe candidate's intellectual make up which is required for the civil servants in a changing 

genario and which will not be tested again in the Main examination, the test results of 

preliminary should not be lost sight of by making it merely 2 screer.ing mechanism. In view 

of this, the Committee, afier careful deliberations, recommends uddition of the 

pN/irninary Examination marks to the final mark.  

Name of subjectlpaper 
Civil Services Aptitude Test (CSAT) 
Optional Subject 

8.4.1 I Weightage 
Regarding die relative weightage of the Preliminary examination vis-a-vis the Main 

examination and the Personality Test, the Committee proposes that this component of 

the examination should be given 25% weightuge in the overall scheme, i.e., SO0 marks 

out of a total of 2000 marks. The remaining 75% of weightage will be assigned to the 

other two components. As regards the relative weightage of the two papers in the 

Preliminary examination. it has beeti suggested that  the CSAT paper should be giveii more 

emphasis on the ground that there would be a better level playing field for carididales 

belonging to divetxe academic disciplines. It is argued t lm by giving more eiripliasis to the 

common paper, it would ensui-e greater. uciiforniity in various coriipcticive clerrierits of tlic 

examination to offer a fair chance to everyone. It has also beeti suggested by nidiiy experts 

that we continue with the existing sckerne where mure weiglmgs is givcn to tlic tcs~I~ig of 

the subject knowledge as a candidate spends I 4  to I S  years i r i  pursuit of acadeiliic 

knowledge. The Committee deliberated ariiong theniselves and caiiic to the coiiclusioli Lliat 

the optional paper needs higher weiglicage as it is ux!::. :!;L ,.;-cscliL icli21iic. Prcseri~!y, die 

optional paper carries 300 marks as against 150 -by die Gcricr-a1 Studies papct-. The 

Committee proposes that the optionol subject should carry a weightogc of 1% i.e., 

300 marks out of 2000 marks, whereas the CSAT paper shotrld carry t h e  reniciiriirtg 

10% which comes to 200 marks. 

Marks 
200 
300 

8-4. I2  Declassification of papers 
Since the introduction of the present Preliminary examination in I 979, the qucstioii papers 

were confidential till 1993. After 1993. candidates were allowed to take away the question 

Papers. On review, it is felt that candidates should not be allowed to take away the 

question papers with them. This will help in discouraging the rote based learning. 

8*4.13 To sum up, the pattern proposed for the Preliminary Examination wouid tiow be as 

Ibllow s: 



8.44.~4 Additioddeletion of optional subjects 

g4.14~1 The Committee went into the issue of adding some more optional subjects to 

the list of subjects presently available for the purpose of the Examination. A 

large number of requests in this regard received by the UPSC were forwarded to 

the Committee and we also received some requests directly. At a conceptual 

level, the Committee feels that the criteria laid down in the Kochari Committee 

and the Sazish Chandra Committee reports for inclusion of subjects for this 

competitive Examination sti l l  hold good and should continue as a guide in this 

regard. As per the requirements of the UPSC examinations, any subjects 

included therein pre-suppose availability of a coherent body of knowledge, its 

currency and historical continuity, availability of widespread. authentic and 

textual material and accessibility of such materials to a wide range of population. 

For example, a subject needs ,to have a recognised literature and sliould offer a 

reasonably popular programme of study a t  urider-graduate arid post-graduate 

level and research in a nuniber- of iiistitutions. Iii case of a swt~lcct, an organised 

body of knowledge. corresponding reading material, accepted testing practices 

are required, along with an adequate pool of conipetent paper setters. This is 

essential for designing a proper syllabus and course material as also for identifying 

suitable unbiased paper setters and examiners. 

8.4 1.; .' However, since the area of knowledge and twiiiber of new subjects is increxing 

so rapidly, it was felt that consideration of requests for addition of various 

subjects to the l i s t  of optional subjects available for this Examination could not be 

and should not be. left to committees which m y  meet after a gap of 10- I2 years. 

In fact, this has to be a continuous and ongoing process, in whicli the UPSC 

themselves should take decisions from time to time after examining requests in 

consultation with experts based on the criteria already before us. The only 

additionality to th is  criteria, which this Committee feels, after examining the 

pattern of subjects taught in Indian universities, is that at least 25 universities 

should be offering courses on a regular 6ush in the subject for it to be 

considered for indusion .in the Civil Services Exarninotion. The UPSC should 

also bear in mind the other factors pertaining to the nature of the subject, its 

scientific base, the teaching and research methodologies and established avenues 

for good quality research. 



8.5 
85.1 Language P V e n  
8.5. I. I Some of the suggestions received are as follows: 

g.s.f.1.1 Most premier civil service training academies find it difficult to impart training 

properly because of lack of adequate knowledge of functional English among a 

good number of successful candidates. This point of view was also endorsed by 

several important persons in public life, like the present Minister for External 

Affairs, one former Minister of State for External Affairs who also belcmged to 

the diplomatic service, and many serving and retired officers of IFS. In this era of 

globalisation, where the focus has shifted from bilateralism to niultilateralism, tlie 

successful candidates must possess better communication skills. 

8.5.1.1.2 It was suggested that regional languages should not be made compulsory in the 

CSE as they are not relevant for cenhral Civil Services. For the All India Services, 

in any case, the officers learn the respective language of die Sure to wliicli tliey 

are allocated. Role of regional languages is iniporwnt for the provincial so-vices. 

8.5.1.1.3 In ternis of coherent body of knowledge, width and scopc. there is a grwt 

variation among the Indian languages. Besides, there may bc the possibility of bixi 

by the examiners of languages. In view of ilk.; Idilguagc ,jape; niarks should iiot 

be added in tlie final total. 

8.5.1 . I  .4 It is pointed out by some that the present exaniination is heavily laidcd in favour. 

of English. The candidates froni tl ie urban areas and the public schools are 

benefited mare than the candidates from the rural and government schools and 

colleges. In view of this, knowledge of English sliould be of qualifying.riacure only. 

A good number with whoin the Committee interacted also viewed that EnZlish 

being an important language for the transaction of business, deserves adequate 

weightage. Hence, the marks obtained in the English paper should be counted for 

preparing the final merit list. 

8.5.1.2 Considering various aspects, the Committee feels that it is necessary to ensure thac 

the candidate possesses minimum working knowledge of English and one Indian language. It 

not possible to impart such knowledge within the short duration of training. The Kochari 

Committee was also of the view that it is necessary for candidates to have knowledge of at  

'east one Indian language mentioned in the Eighth Schedule to the Cofistitution. otherwise 



&ey are ill-suited for public service. The Committee fully endorses this view as it is felt that 

a development-oriented administration must, in the f i rst  instance, be aware of the problems 

and requirements of the rural and backward areas and of the backward communities and 

must concern itself with generating a social consciousness which would lead to economic 

and social development In other words, a civil administration with these ends must work 

among the masses, and the masses can be best approached through their mother tongue. By 

bringing th i s  element, the administration would be more representative and broad based. As 

regards English, being an important language in this era of globalisation, it becomes 

necessav to give it due weightage. It would not be out of place to mention that many state 

governments have made English compulsory in the primary scliool level. In view of this, t h e  

Committee proposes that the present scheme of testing in English and one lndian 

language should continue and the standard of language testing should be upgraded to 

a slightly higher level from the existing matriculation level and apart from being of 

qualifying nature, t h e  marks should be added t o  the final merit. I t  is proposed to give 

5% weightage i.e, 100 out of 2000 marks to each paper. In respect of candidates 

from some North-Easteni states, who ure exempted by the Covernrnent from 

appearing irr the lndian language paper, merit  will be determined OII the basis of 

m a r k  in die remaining papers. Each paper should be specifically designed to test overall 

qualities of integrated thinking arid clear and precise expression and also depth of 

understanding of the language. It will, therefore, also combine ttie Essay element which is 

presently given as a separate paper (discussed later). but there will be no cesticig i c i  

literature. 

8.5.2 . General Studies 

011 analysis of the existing two papers in General Studies, it is observed that they tend to 

test  memory, more than any testing of analytical ability. The objective of th is  paper is to 

test the general .awareness as well as range of interests of ttie candidates. But it is  widely 

felt that with the present system, candidates are gathering a lot of mundane information 

w k h  may have little connection with everyday life. Moreover, these papers seem to have 

b e m e  a pointless exercise in memorisation, often of totally unnecessary facts. 

have pointed out that 80% of memorisation will be forgotten within a span of 

rwO Years. Practically, all of it will have no place in the period of service. It has arisen from 

mistaken notion of liberal education and testing of general knowledge per se is bound to 

be of doubtiul utility. In view of the above, it is recommended t o  repluce these two 

Popen w i t h  the three common papers being recommended in the later Qaropraohs 



drch would take core of the requirements of testing which is sought to be achieved 

+fesent/y through the General Studies papers. 

853 Essay 
u.3.i It was observed by the Satish Chanda Committee that higher civil services require 

necessary skills to prepare a proper report, i.e., a report m any specified assignment 

involving integrated thinking and linguistic skills. They are expected to prepare policy 

papers, notes, drab and memoranda on a variey of subjects. It is true that skills in these 

areas can be imparted at training institutes and also can be developed with experience in 

d c e .  But these useful skills are mostly acquired during the academic career in colleges 

and universities. Hence, the essay paper was introduced from 1993 with the objective of 

testing candidates' linguistic skills besides capacity for comprehension, ability for critical 

analysis, capacity for integrated thinking, assimilation of ideas and clarity of expression. 

85.3.2 Though the weighwge of essay 

marks is 8.7%, the influenceleffect of 

essay marks is on the higher side. The 

impact of essay marks has come down 

from 33.2% in 1994 to 23.1% in 1999. 

Academic discipline wise, distribution 

of essay marks of selected candidates 

reveals that as compared to other 

disciplines, a greater number of 

humanities discipline candidates get 

Diagram 8.1 
Displaccment of sclcctccs from mcrit list if Essay 

niarks not included 

1995 1996 1997 1998 1999 
.% of candidates displaced from the merit list 

X of candidates who remain unaffected 

above 50% marks in essay. Besides, the analysis of merit l is t  with and without essay marks 

shows that change in ranks was more among the top 50 ranks. 

8.5.3.3 Data from I997 to I999 shqw that 80% of successful candidates secured 50% marks 

from 1997 to 1999 in essay. It is learnt that candidates are memorising 20 to 25 essays on 

different topics and since the pattern of essay topics is repetitive and predictable thereby 

creating place for coaching institutes to play a role, candidates are able to defeat the system. 

besides, there is the problem of uniformity of standards of evaluation. It is difficult to 

Pracribe criteria for evaluation in spite of holding meetings of examiners to set norms of 

and by getting the answer scripts evaluated by two examiners independently. 

Forty percent of candidates write the essay paper in an Indian language. There is a feeling 

&at h the absencq gf apy model an94cr5. 5~ mwor he rrtW nu:. '7 vim.1 of thic tk?" -5 



a case for reswucturing this paper by defining the testing methodology However, 

considering its importance to test linguistic skills, capacity for comprehension, ability for 

,,.itical analysis, capacity for integrated thinking, assimilation of ideas and clarity af 

,,pression, the Committee thought it prudent to retain the essay as a part of the 

compulsory English and Indian language Papen with due weightage (as discussed 

where it  will not only be a qualifying test but also added to the final score. It 

i s  further suggested that due care should be taken that there is no element of 

predictability in the essay topics. Preferably, there shc?r!d be on!y one essay based 011 

current issues with multiple dimensions allowing various iiiterpretotions'. 

8.5.4 The issue of Optional Subject papers 

95.4.1 The weightage of optional subject papers in the present schcrne of examination is 

5?%. The prime objective is to choose the cream of the cour~tt.y's talent - cutting across 

soc ial. edonotiiic and educatioiial strata. It i s  for this reasoil rliat. ac prcscnt, the l i s t  of 

optional subjects contains subjects taught in niajor univet-sitics, wliicti Iias IcJ to tlic UI'SC 

having 5 I optional subjects for this Exaiiiination. As iiietitioiiccl c;ii*liw-, suggestions havc 

been received for inclusion of nearly 50 inore subjects. This ciuriit>ct- is  bound to increase 

with the spurt of economic growth and technological advanceiiicnt. Some of the new 

subjects like Biotcchnology, It\forination Technology, Coriimutiicarion, Space. Eiivironriieiit, 

Sports Medicine, Home Scietice, Social Work, Fisheries, Clieniic;ll Enginccring CLC. have 

been suggested to the UPSC recently by niany universities arid acadciiiicians for- inclusion as 

optional subjects. The issue has been discussed in detail earlier in this Chapter. 

8.5.4.2 The present testing of optional subjects is based on collegc/universiry curriculum. 

Re-examining the candidates in their own subjects appears to be of doubtful utility. The 

Universities have already done the work and retestipg, ,rorsi!?!y evc:: a t  3 lowei- level than 

what candidates have completed earlier, appears to be unnecessai-y. What i s  inipoi-cant is 

the Pelevance of a subject to the job requirements of a civil servant, especially i r i  the 

changing scenario. 

- 
I 

cwmpe. the essay topic could be 'India should stop sending participants to the Olyinpic Games. It is a sheer waste 
Of money, given the number of medals that our sports people bring back.' The candidates would be asked to write on this 
WP~C on the following lines: wc do you think! Do you think that India should stop parucipatmg in the Olympic Caincs! w h y !  Write J coitvincing 
@QY Of 150-300 words putting forward your point of view. Your essay should Itwc a suitable ode. and you should 
WOVidc at  l o s t  four mu1 arguments. with supparung deuds and examples. 



8.5.4.3 Problems connected with the setting of question papers and cvaluation of answer 

increase tremendously with large number of optional subjects. Further, given die 

tilne-table for completing the full examination process from the Preliminary Examination to 

declaration of final results, additional swain is caused due to large number of optional 

&jecU. Moreover, the threshold of difficulty is not the same among various optional 

&jects. In terms of depth, width and scope, the effort required to be put in for one 

language (literature) or subject is not comparable to what is required for other 

subjects/ianguages. It is in some sense impossible to balance different streams like 

Humanities, Social Sciences. Sciences, Engineering, Medical Science. Besides, the provision 

of 51 optional subjects, which can be answered in any one of the 18 languages of Schedule 

Vlll to the Constitution, clogs the system because of the problems associated in locating 

competent examiners, conducting the examination al l  over the country for a long duration. 

8.5.4.4 Itthas been suggested by iriariy to keep a t  least one optiorial subject to test the depili 

of a candidates' kiiowledge in the subject of his/her field. However, it is  scen that a good 

number of caiididatcs, who are calied "cross-doriuin iiiovtxs" by the UPSC. take oplioinl 

subjects other than what they have studied a t  college. It is  found that a good nurnbei- of 

candidates, especially froin die science and teclinical streai i is take optional subjects f i a i i  tlw 

Humanities/Social Sciences stream. During interactions with senior as well as younger- civil 

servants, the Coririiiittee learnt that these candidates take opriori:il subjects based 011 

coriimon perceptions of scorability of different subjects. A study of thc selectecs of the 

1999 civil services exaininatioii shows that as many as 41% prefci-red 10 take the 

examination with both optional subjects different from those which they have studied in 

college/universicy. Of tliese the maximum number were frorn the engineer-ingltechnology 

shsims followed by those from science subjects and few frorn,arts, medical acid coriilnerce 

screams. Table 8.2 gives the picture for the last three examinations 1997- I999 for which 

data are available. The reasons furnished by the candidates for opting to appear in t l i is 

tough competitive examination in subjects other than the one they had studied in college 

included aspects like high scoring/easy nature of the subjects opted, availability of 

material/guidance, general interest or aptitude and in a few cases academic subject not being 

available in the UPSC scheme. Whatever may be the reasons given by the candidares. the 

widespread pel-ception that "scorability" is the chief criterion which s candidate adept in the 

techiques of examinations favours while choosing hidher optionals is  difficult to counter. 

Needless to say the perception of scorability also changes from year to year because faced 

periodic updation of syllabi and tightening up of the question papers patterns by UPSC, 



uet  for the relatively more scoring subjecu continues on a shifcing pattern. The the 4 
dsemeno put out by tutorial colleges and coaching institutions clearly reflect these 

a& 
and given intensive coaching and t!!e help of some guide books it takes only a few 

rno,,&~ of preparation for a particular type of candidate to “crack the system”. This 

herlomenon can hardly be reflective of any depth of knowledge even in the given subject 
P 

what to speak of knowledge, skills and attitudes required for civil service. 

Table 8.2 
Academic Discipline-wise distribution of cross-domain movers ( 1997- 1999) 

I I Year I Academic I Both I One I Both (Oneor Both1 Total 1 
1 I I discipline I optionals I optional I optionals I optionals Inumber of1 

same rlil --...- , ,.fierent I different I different I selectees 
I (3) I (4) I (5) I (6) I (7) 

8.5.5 

8.5.5.1 The focus of the optionals in the Main Examination a t  presenc is on university 

subjects which the candidates have studied. On the other hand, the focus needs to be on 

a candidate needs to know or learn in order to be a successful civil servant 

Thcl cfore, given the inadequacies and ineffectiveness of  the present subject based optional 

p a P w  in testing the candidates on the required and relevant parameters, the Committee 

POPoSes to replace the optional subjects with a set of three compulsory papers designed to 

test a broad spectrum of knowledge. skills, attitudes and aptitude in a manner which would 

be n w e  relevant to the requirements of any entrants to the higher civil services. Each of 

Proposed alternative pattern of testing 



& s e  papen will be multi-disciplinary in nature but focused on the three broad themes, 

vlrfiich in the opinion of the Committee have direct relevance to the higher civil services. 

n e s e  three t!!emes would be "Sustainable Development and Social Justice", "Science and 

T&nology in Society" and "Democratic Governance, Public Systems and Human Rights". 

Accordingly, the following three papers are recommended for replacing the existing optional 

papen: 

Paper I: 
Paper 11: 
Paper 111: Democratic Governance, Public Systems and Human 

Sustainable development and Social Justice 
Science and Technology in Socieq 

Rights 

8.5.5.2 Each of these three papers would carry 300 marks thereby having a cuniulative 

weightage of 45% in the overall total. The standard and rigour of testing in each of these 

papers would be at  the level of knowledge and understanding expected of  a graduate of an 

Indian university. The questions will be framed and benchriiarked a t  that level. 

8.5.6 The germ-a1 aim of the curriculurn arid the specific objcctivcs for each papcr woiild 

emerge from die context o f  the society in which the civil services are likely to function in 

the next several decades. These bring out the issues or ttic problems, which the civil 

service will nedd to address, and. therefore, die job requircmcnts of die  civil setviccs. 

Besides the aims. objectives and casks, ttie curriculuni structure must havc a focus for 

organising the ideas, understaridirig the structure and solvirig the problems in the context of 

which they will function. Understanding of  these issuedpi-obieriis will have to be derived 

from several disciplines, thus acquiring an integrated inter-disciplinary knowledge base. 

Therefore, the major concepts are to be derived from various disciplines to develop ttie 

content of the specific course 

8-57 The content must have adequate sequence from one idea to the next, some element 

of repetition for reinforcement and successful mastery, either within the course or across 

courses, and designed to provide an integrated and a holistic understanding of the content. 

The curriculum should also integrate the concepts as the major building blocks, with the 

relevant principles and theories to provide the structure. the differing perspectives and the 

nature-of the current debate on the issues and problems facing society in the current socio- 

economic and political context. 

8-5.8 The general aim o f  the three proposed courses is to mke an integrated 

view of society so that the candidate could enter the civil services with a 

I Ib 



mpective that provides the foundation on which the designated training academies for the Qe 
civil services will build the necessary knowledge, skills and the desired attitudes. Therefore, 

the readings will be across disciplines rather than specific to a particular discipline. The 

candidates have already been tested and awarded a degree for the specific disciplines by the 

universities. This serves as the entry point for them to apply for the civil services. These 

courses will aim towards helping the candidates to widen their perspectives so that they 

show a degree of readiness for entering a career in the service of the nation. Such a person 

cannot have a narrow or a limited understanding of a particular discipline. They should be 

able to comprehend the factors which are relevant to the society to be served and display a 

level of understanding as may be expected of those desirous of entering the civil services. 

They should have sensitivity to current issues and debates and know of some of the 

attempts of the government and civil society to address these issues and problems. 

8.5.9 Given these aims. the papers should be such as to test the interest and the readiness 

of the candidates to work for society with some understanding of what tlicy will face. The 

focus of these courses, therefore, should cover issues related to our society, social 

structure, political and adiiiinistrative governance, emei-ging arms of change social, 

economic, political, nianagerial; arid modern developrncnts in scierice and ccchnology as tt ley 

affect society. Mor-c importantly, they should reflect (i) the ideals and values enshr-ined by 

the Founders of the Constitution, and (ii) total commitment to the most disadvantaged. 

8.5.10 The Committee has also examined this issue in a global perspective. It is  seen that in 

many countries like France and U K., the Civil Services Examinations have a focus on tiuiiiaii 

rights,. econoniic and social development. administrative and environmental law, public 

systems management, science and technology and econoniics and accountancy. The world 

Over in the twenty f i r s t  century, the trend is towards professionalisation and social arid 

functional relevance and academic work related with these objectives; I-ather than reliance 

on formalised theory alone. 

u . 1  I The Committee's recommendations will give a specific focus to the civil services 

recruitment process, rather than keeping it as a general fishing process with a degree of 

hndomness to it. It is also proposed that the lndira Gandlii Open University be asked to 

d@W!Iop course material for these examinations and arrangements be made for their 

&semination and easy availability to aspirants in all segments of society and throughout the 

aUr \ t ry .  The expensive, often unproductive nature of preparation through teachifig shops 

its great social costs it is hooed will be avoided. 



85.12 Suggestions for utilising the network of regional and study centres of IGNOU for 

developing instructional material and propagating the same in distance learning mode have 

been gone into in some detail in Chapter 12, which can be referred to. The Open 

University and such other institutions process will also to an extent blunt the critique that 

h e  present process of envy is routed through a few select institutions like Delhi University, 

JNU, IlTs and IIMs. It will, it is hoped, be a far more open and egalitarian process. 

8.5. I 3  The areas t o  be covered in the th ree  papers and the broad syllabus, other 

than English and Indian Languages, are given at the  end of th is Chapter. These 

areas have been arrived a t  after a series of discussions and workshops, involving leading 

academicians and other experts. in relation to each paper (Appendix Vlll gives the details 

of these meetings. and workshops). In these three papers, the general issues concerning the 

society will be in the fore and there will be academic rigour and examination orientation 

with well-defined boundaries. As a spin off, it is also expected that it will set a trend br. 

universities to dcvelop arid introduce such niul ti-disciplinary coui-ses. 

8.5.14 There has been a concern as to whether in these three papers, it will be possible to 

test the knowledge of the candidates deeply, and whether the candidates may give tlic sanw 

standard answers which would make it difficult to discriniinate talent. To allay such kind of 

apprehensions, the Committee recontmends that the structure of question papers and 

course outline of al l  three papers should be reviewed every 2 to  3 years and sllould 

include all new developments. There should be short, objective type, as well as long, 

questions along with case studies in a l l  three papers, which would require the 

candidates t o  have deeper knowledge to  answer the questiogs adequately. Question 

papers should be prepared in suclt a manner that coiididates wi l l  be required to 

answer questions from each sectionlcornponent of the papcr and do not leave any 

section completely. There should not be acy p;cdi'ctabili:y in the patterrr of 

questions. 

8.5. I S  Considering the objectives, aspects of knowledge, skills, attitudes!values to be 

tested and contents of each of the three proposed papers, it would be necessary for 

the Commission to set up a group of experts for doing the job of detailed designing 

and structuring of the question papers. This groiip may also be entrusted with the 

task of evolving a set of guidelines for the paper setters who would need to follow 

some uniform pattern from year to year. The Kothari Committee had recommended 
?;., . . :... , . . : . I * ? : ,  r -  .. . . ..:. 
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of these papers being proposed by this Committee, it would be all the more necessary to 

approach the task of paper setting through a board consisting of expens from the relevant 

disciplines/professional fields. 

8.5. I6 The board approach could also be extended to the assessment of the answer scripts 

and a cert i in common approach and parameters for assessment could be worked out by 

this board after studying a fair sample of the actual answer scripts. It should even be 

possible, in fact preferable, to have the entire assessment done “inhouse”, with each expert 

assessing the question/portion pertaining to hidher area and the work being completed in 

continuous sittings with periodic cross-checking and sharing of feedback within the board. 

This sort of an approach would not only cater to the multi-disciplinary nature of each paper 

but also obviate the need for nioderatioii - besides, it would take much less t i t i l e  than a t  

present, allowing an earlier declaration of results. 

8.5.1 7 Language papers 

As discussed earlier, English and Indian Language papers would be of 10+2 standard 

and the marks would also be added in the final merit. For candidates who opt for 

Indian Foreign Service, there has to  be a higher cut  off in English, which shoold not be 

fess.than 50% of the to ta l  marks i r r  that paper. Both these papers will contain essays 

having multiple dimensions. I t  is proposed to give adequate higher weightage to 

essay in these two papers so that t h e  objective of testing essay-writing skills in these 

two papers is met. The objective of English and the Indian language papers i s  to strike a 

balance between coniinunicative atid linguistic proficiency in English arid Indian latiguages. It 

is meant to test .the Candidate’s conipetency in functional writing, reading conipt-thcnsion, 

and applied reading and the use of grammar and vocabulary i r i  context. A sample of the 

Proposed structure of the English paper provided by the Central Institute of English and 

Foreign Languages is given in Appendix XVIII. 

805.18 Medium 

The mediuni of answering these papers (except the language papers) would be the 

same as t h e  present systeni being followed in the optional subjects, i.e., the 

candidates wil l  have t h e  option to answer these three papers in EnglishlHindi or in 

any of the Indian languages of the Eighth Schedule. 



6. I9 To sum up the pattern proposed for the Main Examination would now be as follows: 

- 
Name of Subjecdhper Marks 

English (including essay) I00 
Indian language (including essay) I00 
Paper I: Sustainable development and Social Justice 300 
Paper II: Science and Technology in Society 
Paper 111: Democratic Governance, Public Systems and Human Rights 

Total 

300 
300 
I loo 

8.6 REDUCTION OF EXAMINATION CYCLE 

The introduction o f  the revised pattern of the written examination in terms of the above 

recommendations may be expected to result in a reduction of the total time taken for 

completion of the examination cycle by three to four months. In other words, the present 

time taken, which is about 18 months from the date of Notification to the declaration of 

final result, can be brought down to 12- I 5  months. 

8.6.1 TO SUM UP 

The Committee believes that the new thrust arid focus for the Civil Scrvices Examination 

will be better able to tap candidates who have the appropriate mental preparation. aptitude 

and attitudes for thc All India and Group 'A' Central Services. The structure of the rests 

will provide the UPSC with candidates who have ability for problem-solving and decision- 

making as well as persons with better perspective 011 society arid thc cut-relit social realities. 

(Please see next page for suggested areas and broad syllabi of tlrrce papers of Main Exanitnation) 

I15 



SUSTAINABLE DEVELOPMENT AND 
SOCIAL JUSTICE 

OBJECTJVES 

The testing in this paper would be focused on issues of development. sustainability 

and social justice within the overall context of economic liberalisation, decentralisation, 

dobalisation and technological change. Questions should be designed to test the 

knowledge, skills and attitudeshalues of the candidates relevant to their future role as 

facilitators/partners and coordinators in the field of development and as promoters of social 

justice for the deprived and under-privileged segments of society. The requirements of each 

of these three aspects, viz., knowledge. skills arid attitudes/values would include the 

following: 

Knowledne 
Understand the contribution of historical factors in determining die unique nature of 
Indian society with i t s  multifariousness of religions, languages, cultures acid etlinicity 
and the emergence of the principles of equity and social justice in such a socicty. 

Develop awareness of the current socia t conditions of poverty arid social disparities 
and a knowledge of the nature of efforts made for social charige through the shifts i r i  
focus of the planning process and devolution of the same to clie grassroots level. 

Understand constitudonal rights and human rights and issues rclaced to cquity, 
justice and .affirmative action in relation to meeting basic needs. 

Understand the structure of the Indian economy, its scarcities, role of markets and 
the dualistic nature of the system. 

Understand the process of economic growth, issues and strategies for addrcssiilg the 
problems of poverty and growth with social justice. 

Development options and sustainability; consuzyrior. !wels (inter and intra-country), 
and the role of government and people in conservation of environment and non- 
renewable natural resources and their management. 

Understand the relationship between eco-systems.and issues of fragility, sustairiability 
and human rights and role of communities in conservation of the environment. 

Develop a perspective on the issues related to marketisation, economic and 
institutional reform, their impact 011 society, culture and the economy, keeping in 
mind technology, markets and the small producers. 



1) Understand the causes of current social tensions and social conflicts in the counvy 
and their implications for mobilisation and social change. 

i) Oevelop knowledge of the movement towards empowerment of local communities, 
participatory methods of change and the changing role of the civil services. 

k j  Understand the place of formal and non-formal education in people's empowerment 
and promotion of social change 

Skills 

a) Capacity to see relationships between historical factors and the current situation of 
society, and vends and policy changes and their impact 

b) Capacity to identify trends m the shifting balance of forces of society. 

C )  Capacity to approach an issue or problem with creative solutions. 

d) Capacity to analyse dam and to extrapolate their implications. 

Attitudes and Values 

a) 

b) 

c) 

d) 

e) 

9 

Ability to view data and iriforriiatioti with objectivity. 

Ability to feel empathy with the disadvantaged sections of sociccy. 

Belief in h e  dignity and self-worth of people. 

Belief in the capacity of people for growth a i d  change. 

Belief in equity and social justice 

Cornrnitrnent to Constitutional obligations, as propouiided by its Founders. arid as 
facilitators of change, in accordarice therewith. 

CONTENTS 

1. Nature of the Indian-Society 
a. Traditional social structure, feudalism, colonialism and their historical impact on 

Indian society and economy; rise of nationalism and pre-independence social 
movements for change related to equity, social and gender justice. 

Unity amidst diversity and pluralism as a part of tiie functioning of Indian society. 
Pattern of diversities: caste, tribe, religion, region and language, community. 

Practices of oppression and injustice: caste, class and gender; resistance and 
accommodation; 

b. 

Social tensions, conflict and violence; mechanisms of co-existence and conflict 
resolution; 

Impact of urbanisation, indusuialisation and democracy on Indian society. 



C. 

2. 
a. 

b. 

C. 

d. 

e. 

f. 

3. 
a. 

b. 

C. 

d. 

Current social condition: poverty and its relationship to the Indian social structure: 
distribution of resources, disparities and marginalisation - regional, caste, 
community. gender, rum1 and urban and intra-ruralhrban. Social indicators of 
qclalicy of life. 

The State and social and political justice 
Social conflicts: role of State. consumer (market), and community (civil society). 
Emergence of social movemencs. civil society and social change. 

Constitutional amendments for increasing participatory governance at grassroots; 
emergence of  community based organisations (CBOs) and non-governmental 
organisations (NGOs); participatory methods of social change, and the role of the 
civil services to necwork and act as facilitators and activists. in a feudalistic and a 
patriarchal social structure, to promote democratic governance and social change. 
including gender relations. 

Limits of State-centered approach to development participation and working of self- 
help groups, community based organisations and social movements. Area. evolution. 
issues and impact of the following movements: women's movements, environmental 
movements, dalit movements. farmers movements and the naxalite niovenient. 

Social and political conditions for effective exercise of riglits, rolc of riiovcinciits for 
civil liberties and democratic rights. 

Education arid social change: illiteracy. poverty, population. Universalisation of 
elerneritary education and adult literacy: strategies by gover-nnient and NGOs. Need 
based educacion a t  Various levels to provide skills for lifc. Education and its role in 
empowerment. 

The right to life: constitutional and liurrian rights: nieecing basic needs: food security, 
water. energy (fuel arid fodder) shelter. health. educacion and civic and political 
riglits. Development an issue of equity, justice and affirmative action ori behalf of the 
most vulnerable and disadvantaged. 

T h e  State and Economic Development 
Indian perspectives on economic growth and development policy, the Mahalonobis 
model, the planning process, self-reliance and indugtrialisation, basic needs, poverty 
removal and development policy, economic growth and perforniance since I 950, 
patterns and causes. saving, investment, productivicy and resource use; 

Impact of development planning. policies. programmes and their achievements. 

Indian development problems a t  the beginning of the 2 I It century. €mergence of a 
global economy - Indian policies towards economic reform moving from quantitative 
controls TO fiscal and monetary policies in the eighties. the reform of the nineties, 
current debates related to markets, liberalisation, privatisation. Differential impacts 
on sociecy and culture, and grassroots economic development; Emergence of India as 
an information technology power. 

Performance in key sectors: industry, agriculture, energy. transport. communications, 
trade. services, etc. 



4. 
a. 

b. 

C. 

d. 

Critical areas and development and justice 
lssues related to development, resources and sustainability. Inequitable distribution 
of resources within nations and between nations. Conservation and management of 
scarce resources for equitable development, environmental justice - who 
benefidwho pays, partnership of government and communities in conservation and 
management. 

Land, water and natural resources iricluding oceans, forests, minerals. 

Carrying capacity and development policies, 

lssues in urban habitats: disposal of waste; urban transport and the environment 
issues; water supply; issues of urban location and natural resources; migration, size of 
cities and siums; decentralised urbanisation and sustainable environment. 

PAPER II 

SCIENCE AND TECHNOLOGY IN SOCIETY 

OBJECTIVES 

The general aim of this paper is to gauge the candidate's awareness of the inipact of 

science and technology on society and hislher capacity for objective and unbiased scientific 

thinking and state of current knowledge on latest developments in the realm of science arid 

technology. The depth of understanding would be tested on the gscs and potential of 

science and technology (iricluding information technology, biotcchnology and niedical 

science) in different spheres of human activity and economic development, and their skill in 

analysing various technology options and identifying viable and appropriate solutions. It 

would also seek to test the candidate's apprecuion of the uses and limitations of 

technology in the developmental context and hidher awareness of positive and negative 

impact on human life, society, ecology and environment. The understanding should not only 

be on capital intensive programmes and practices but those that small communities and the 

Poor can utilise for their development. The requirements of knowledge, skills and 

actitudeslvalues for this paper would include: 

Knowledge 

.-- 

1. Understand the nature of science, the scientific method (verification) and other 
systems of knowledge. 

Understand the difference between science (exploratory, probing, fundamental 
knowledge development) and technology (application of science). 

2. 

t I ?  



3. 

4. 

3. 

6. 

7. 

8. 

9. 

10. 

I I .  

12. 

Develop understanding of science and technology for the social good. 

Understand the impact of technology in the development of agriculture, animal 
husbandry, pisciculture and forestry in the difference agro-cliniatic zones in the 
country, the use of chemicals and other manufactured agents and biological and 
traditional practices. 

Understand the issues related to increasing scarcity of land, water and energy, 
carrying capacity, strategies, and debates on the various possible solutions. 

Develop acquaintance with the debates and issues related to bio-technglogy, genetic 
engineering, human genome, recombinant DNA techniques, DNA finger printing, 
cloning, their applications in agriculture, animal husbandry, medicine and related 
developmental and ethical issues. 

Become aware of the major problems of health in the country and particularly with 
respect to the health and nutritionai levels of women and children. Be informed 011 
the various national level programmes for removing common diseases, improving 
health and nutritional levels of the population and the refocus of family planning on 
reproductive health. Ethical issues in health delivery including use of amniocentesis. 

Acquire awareness of' the development of technological revolution in infoiwatioit, 
commuriication and electronics, their relationship to agriculturc/rural development, 
industry, commerce. education and culture in effecting change. Strategies for 
bringing their usefulness for the poor and the disadvantaged groups. 

Develop understanding of the relationship beween industrial development, choice of 
technology and sustainability in terms of resource availability. 

Develop awareness of the impact of technology on the environiiient (various 
components), environmentally friendly and energy efficient technologies and 
products, traditional practices, national policies and programmes. International 
conventions and eco-dumping issues. Protection of biodiversity. 

Develop awareness of the mission-oriented strategies and policies in various spheres 
to brkg the fruits of technology to the masses and the drive to self-reliance in an era 
of technology restriction regimes. 

Develop awareness of people's participation in sustaining good practices and 
promoting change. 

Skills 
1. Develop capacity to seek information and to discern the difference between 

information and facts supported by evidence. 

Develop capacity to analyse data and extrapolate facts. 

Develop capacity to analyse issues, sift evidence and arrive a t  a judgement of the 
situation or take a view or perspective of the situation. 

Develop capacity to take a view on the nature of science and technology in affecting 
the human condition both positively and negativev. 
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pitudes and values 
1. Develop a scientific temper. 

2 Develop value for ascertaining facts before making conclusions. 

3. Develop appreciation of scientific endeavour and, at the same time, maintair: 
perspective for its value, or otherwise, for the human condition. 

CONTENTS 

A. Science and Civilization 
History of Science and Technology. 

a. 

b. 

C. 

d. 

B. 

a. 

b. 

C. 

Science and technology: Definitions and their rise in a historical context; scientific 
method and scientific temper. 

Technology as an independent knowledge system 

Emel-gence of commercial and economic uses of science and technology. 

Indian response to modern science: Scientific thought and growth of science and 
technology institutions in modern India - Role of J. C. Bose, Vishseshwariya, P.C.Roy, 
Mahendralal Sircar. C. V. Raman, Neliru, Saha, S. N. Bose, Bhatnagar, Bhaba. 
Mahalonobis. 

Dynamics of Scientific and technological innovation for social 
and economic development 
Sources and economics of innovation. 

Social and Econoniic factors that accelerate innovation. 

National innovation system 
- Organisational arrangements for promotion of innovation. 

Technology and innovation support system 

Science and technology education system 

Institutional arrangements for R&D 

Technology transfer and technology assessment 
- 
- 
Relationship between traditional and modern knowledge systems for innovation: 

Contribution of traditional knowledge systems. 
Individualised benefit vs. social benefit as distinctive approaches of modern 
and traditional knowledge systems. 

Patent and intellectual property rights: implications on traditional and modern 
knowledge systems. 
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C. 

1. 

a. 

b. 

C. 

d. 

e. 

1. 

2. 
a. 

b. 

C. 

d. 

e. 

f. 

g. 

3. 
a. 

b. 

C. 

Applications of science and technology: status, opportunities 
and societal implications in Indian context 
Agriculture and allied sectors (animal husbandry, forestry, pisciculture 
etc.) 
Present scenario: Agro climatic conditions, land and water management strategies, 
land use and cropping patterns. Suitable organisations and policies, productioii 
organisation. 

Growth of agricultural science and scientific research in India, including latest 
advances in biotechnology. 

New technology and applications in agriculture and allied sectors: soil fertility, 
irrigation and water harvesting structures, mechanisation, etc., Implications by size of 
farm, resource utilisation, income distribution, employment, social inequalicy. 

Technology missions: Green revolution, White revolution, Oil seeds mission, Waste 
land reclamation - assessment of success and failure in t e r m  of social and economic 
costs and benefits. 

fechnology implications of WTO agreements for Indian agriculture. 

Current challenges before the nation keepitig in view national priorities arid 
imperatives. 

liidustry (organised and unorganised sectors, formal and informal sectors) 
Present scenario in the industrial sector in India in tlic background of world 
developments. 

Impact of science and tectindogy on Indian industry and organisational arrangements 
for R&D and innovation. 

Status of corporate R&D and innovations in India including small scale industries. 

Status and iniportance of the informal and traditional sectors, rural industries arid 
impact of science and technology. information and communication technologies acid 
regional and global markets. 

Organisational arrangements for promotion of informal, unorganised, and traditional 
sectors: Employment and income generation, poverty alleviation. 

Technology implications of WTO agreements for Indian industry. 

Current challenges in the industrial sector keeping in view national priorities and 
world trends. 

Water 
Present scenario and national priorities - major issues pertaining to water - 
solutions in technclogy. 

Mapping water resources in India: Monsoon, tanks, river, ground water etc. 

Water managernenr small and big dams, national water grid, water logging etc. 
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d. 

e. 

f. 

h. 

1. 

4. 
a. 

b. 

C. 

d. 

e. 

1. 

5. 
a. 

b. 

C. 

d. 

Nature and extent of the problem of distribution of water over various uses: 
Drinking, irrigation, industrial, agricultural; also urban and rural, inter-regional. 

Nature and extent of the problem of water pollution: Industrial pollution, poliution 
from modern agricultural practices. 

Scientific and technological solutions of the water related problems in India: drinking 
water mission, water harvesting, traditional methods of water conservation and 
water harvesting and people's intervention, role of NGOs. 

Project Design and preparation: Economic and social issues in design and project 
implementation, technology choices, modern water distribution technology. 

Consumptive use, technology and water use sufficiency, national water grid. 

Major technological challenges in the sector in terms of national priorities and 
scarcities. 

Energy 
Present scenario in the energy sector in India and ctie niajoi- issues and challenges 
facing the country in chis sector. 

Major sources of energy in India - current status of rencwablc and non-renewable 
sources. 

Prospective sources of energy and their present tectinological swtus: Hydro Fossil 
nowconventional and renewableenergy sources. 

Environmental and societal impact of energy generation and distribution technologies 
and consumption patterns. 

Status of energy related R&D in India - development of clean coal and thernial 
power generation techniques, methane bed tectinology; energy efficiency and energy 
audit. 

Energy management: national supply and demand scenario, energy losses, misuse and 
conservation. Social issues related to energy nianagernent, futuristic eriergy iiiodels 
for India. 

Environment 
Present scenario and national priorities - major issues pertaining to environment - 
solutions in technology. 

Nature of environmental degradation: Negative impact of deforestation, industrial 
and agricultural practices on die environment. 

Social and economic implications of environmental problem: Impact of pollution on 
human health and economic productivity, use and disposal of hazardous substances. 
climate change and ozone depletion, global warming, national and global perspectives 
and debates. 

Conservation of biodiversity and sustainable development. 
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e. Sustainability considerations in development - Environment friendly technology - 
product development choices. 

Environmental justice. f. 

Transport 
Present scenario in the transport sector in India : Traditional and modern modes, 
satisfaction of need and comparative efficiency. 

6. 
a. 

Technology issues relating to Transpon Infrastructure - road and railway network, 
inland water transport: air transport, commercial, passenger, personal vs. public 
transport 

b. 

Transport and Fuel: Substitution between various types of transport and fuel as a 
factor. 

C. 

Mass rapid transport systems. d. 

Fuel efficient technologies. e. 

Challenges for the future of transportation systems and the r-olc of technology. 1. 

Information Technology and Communication 
Emerging tecticiologies and their implication on globalised economy including 
Internet, e-commerce, etc. 

7. 
a. 

Prospects of using mQde1-n telecomniunication systems, includirig satellite based, for 
various sectors of development including rural developrrierit and artisan based 
industries, resource utilisation, organisational efficiency through better inforriiatioii 
networking. 

b. 

Access to information: Sociological and cultural impact on society - Govcriiiiieiit 
channels, e.g:, provision of information kiosks, information modes through 
PCOs/Post Offices, etc. 

C. 

d. Challenges for the future in die communication arena: opportunities and prospects 
flowing from the new convergence laws/regulatory framework. 

8. 
a. 

Health and Nutrition 
Disease patterns and health services and research priorities - the present scene in 
India 

b. Preventive versus curative health care in India - recent technology interventions in 
the field of Immunology, family health, biotechnology, conimunicable and infectious 
diseases. 

The new population policy and ensuing debate C. 

d. 

c. 

Reproductive and Child Health care and women's health - technology issues. 

The debates around health sector reforms 
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1. 

9. 
a. 

b. 

C. 

10. 
a. 

b. 

C. 

Technology as a tool for prevention and control of epidemics - public health aspects 
like pest control, air and water pollution, adulteration. 

Atomic energy a d  space 
Atomic Energy: National priorities and programme, national security aiid 
environmental concerns, health and agriculture. 

Space: Evolution of Indian space programme, space policy; contributions co 
telecommunication, weather forecasting, agriculture; space products - GIs, GPS 
remote sensing etc. - status and potentiality. India’s capabilities in launching space 
vehicles on commercial basis. 

Challenges for the future - completing the nuclear ’fuel cycle and Fast breeder 
reactor as commercial solutions for India’s energy shortages. 

Science and technology and the  concerns of the welfare State 
Science and technology applications and egalitarianism 

Appropriate technology and technology assessment in terms of socio-economic 
parameters. 

Problems of depletion of resources like water, land, fossil fuels, ctc. dir-ougti over- 
use. Also probleriis relatirig to land fertility, mil erosion. Tectiiiology optioris in die 
light of resultant displacement of human habitation, environmental impact, loss of 
biodiversity including flora and fauna, economic distress resulting from iriequalities iti 
employnient, technology giving rise to social evils like female foeticidc. 

PAPER 111 

PUBLIC SYSTEMS, DEMOCRATIC GOVERNANCE 
AND HUMAN RIGHTS 

OBJECTIVES 

The testing in this paper would be focused on the role and functions of Government. 

llldnagement of public systems and the issue of human rights. The candidates will be 

expected to demonstrate a broad awareness of the institutions, legal framework and 

P’ocesses of governance and of the management of public systems. The candidates’ 

Ulbderstanding of the constitutional foundations of governance in the country and 

constitutional values like democracy, pluralism and socia! justice and rule of law will also be 

gauged. The questions should be designed to test not only this knowledge but also the skills 

and attitudes/values which the candidates will be required to have for effectively fulfilling 

their future roles as facilitators of change leading to empowerment of people and as 
7,: 
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requirements of each of these three aspects, viz., knowledge, skills and attitudedvalues 

would include the following: 

Knowledge 

I 

2 

3 

4 

5 

6 

7 

8 

9 

10 

I I  

12 

Understand the elementary principles of public law including the emerging economic 
laws which structure the legal framework under which governance is organised. 

Understand the directive principles of state policy, fundamental rights and duties; 
universal rights of citizenship: religious and cultural rights; individual and group rights. 

Knowledge of the special provisions for vulnerable groups, gender, child, minorities, 
including the Sixth Schedule and human rights. Understanding of the dynamics and 
issues in governance related to environment, corruption, individual versus public 
interest and issues of scale. 

Understarid the meaning of federalism, parliamentary democracy, centre and state 
relations, bifurcation of responsibilities-central, state lists and items devolved to the 
panchayat. 

Understand the political and administrative structure of governance. 

Understand the functions of the various Commissioris and statutory bodies. 

Understand the types of disasters (natural or people-made) and aspects of their 
management, yse of comniuiiication technology, including people's participation as a 
strategy in rehabilitation. 

Undersand of the structure of the civil service and its role and responsibilities aiid 
the probleiii of conflicting loyalties. 

Understand the collective functioning of the cabinet system and responsibilities of 
various functionaries under this system; accountability of executive to the legislature, 
the principles governing relationship between the executive, judiciary and legislature, 
and the institutional arrangements for ensuring hawnonious functioning between h e  
different a r m  of Government. 

Develop familiarity witti world covenants governing inter-country relationships 
related to security, ecology and environment, and those specific to vulnerable groups 
- women, children and the physically and mentally challenged and indigenous 
peoples. 

Develop knowledge of the basic principles of management applicable to public 
systems which would include efficient use of human resources, money, materials and 
machinery, to achieve the goals of public organisations. 

Develop knowledge of issues germane to quality of governance, performance 
measurement, administration, riglit-sizing Government and freedom of information. 
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- skills 
Develop capacity to analyse and suggest solutions to problems in the functioning of 
public systems based on their understanding of the same. 

Develop appreciation of the enabling role of the civil service. 

Develop appreciation of the distinctive role of the civil service vis-a vis. the political 
structure; basic provisions of the Constitution with respect to centre-state relations. 

Develop appreciation of grassroots democracy and the facilitating role of the civil 
services in encoucaging democratic governance and empowerment of conimunities. 

Develop skills necessary for fair and equitable resolution of grievances. 

2 

3 

4 

5 

Attitudes and Values 

Develop views on strengthening the unity and integrity of the nation. 

Develop basic values enshrined in the Constitution by i t s  Founders - deniocracy, 
pluralisiir, tolerance, social justice and equity. 

Develop conitiiitiiieiit to the Constitutional safeguards for thc uplift of tlic iiiost 
disadvaiiwged groups for the protectioii of their rights and obtaining justice fi.oiii tlic 
system. 

Develop objectivity arid reii iaii i  coimiiitted to the principles of intcgricy arid lioricsty 
in dealings with the public. 

Develop an attitude of chaiiipioning cliaiige. contributing towai-ds dcvclopriicric a i d  
efficient delivery of public services for the people a t  tlic grassroots. 

Develop an attitude of commitnient to the cause of the uriderdog aiid a williiigiicss 
to champion the same. 

Develop commitment to economical and e f k h c  zse of public arid ~orrirtior~ 
resources. 

CONTENTS 

1, Fundamentals of Governance in a Pluralist Society: Structure and Institutions 
of Governance - Constitution of India, the significance of the Preamble, Parliamentary forin 
(If Government, Role and basic structure of Executive, Legislature and Judiciary. 

'* Fundamental Rights: Equality and anti-discrimination laws - system of reservation 
md affirmative action. Right to freedom and limitations thereon, freedom of the Press and 
'ensorship laws - protection of life and personal liberty, pi-eventive detention laws. 
Protection against arrest and detention. Rights against exploitation, bonded labour and child 
lrb0ur abolition laws, right to freedom of religion, laws curbing communal and 
fundamentalist activity, rninoriry rights. Right to property. Right to constitutional remedies 

%reme Court's role on human rights protection. Role of Human RighrJ Commission. 
tundamc,T7t ptTies :cd + p- 
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3. Legal framework : Basic principles of contract, con and laws regulating economic 
development and vade, issues relating to environment protection, employer-employee 
re&ion~, consumer rights and courts and intellectual property and law relating to common 
p p e r t y  resources. 

4. Political and administrative structure of governance: Understanding the 
dynamics and complexities of competitive politics, political parties, sources of self- 
comction, democracy at  work, political representation, change processes. Elements of 
demoCl3tiC decision making. 

5. Citizens Participation in Decision Making: Representation of People's Act and 
powers of Election Commission, Parliament and State Legislature, Representation in 
municipal and panchayat bodies. 

6. Judicial Review of Legislative and Administrat ive ActionlLimits to 
government power: Principles of natural justice, reasoned decision making processes and 
rational exercise of administrative discretion in constitutional governance - Contempt of 
Court. Public Interest Litigation. 

7. Quasi-federal nature of the Indian Sta te  - Decentralisation and devolution of 
powers, functions and nature of Indian Federalism; participatory arid grassroots dcniocracy. 
Centre-State relations. division of power urider die Seventh Scliedulc. 

8. Decentralised Planning: Decentralised planning up to grassroots level and 
participation in decision making by weaker sections. Alternative mcchods and solutions. 
Economic viability of local bodies and constitutional aniendrnents - their taxatioii arid 
borrowing powers. 

9. State and Civi l  Society arid Local initiatives in development arid citizecis 
participation in decision making: Non-Governnient Organisations, Self-Help Groups, 
User Groups acid People's Organisations, Urban Neigtibourtiood Associations. Producer*s' 
cooperatives and newer forms of co-participative organisations with mixtures of sure 
initiative and peoples' groups. The movement philosophy a x !  irs i m p x t  on society. 

10. Civil Services, Probity in Public Life : Role and structure of civil services, duties 
md responsibilities, public charter, political neutrality, administrator as a preserver and 
changer of the system, conflicts due to cadre system in civil services. Transparericy and 
accountability, Utilisation of public funds, vigilance, monitoring and public and social auditing 
and role of Comptroller & Auditor General of India. Role of Ombudsman (Lokpal arid 
Lokayukt), Central Vigilance Commission. 

11 .  Functions, Jurisdiction and Powers of Constitutional and Statutory bodies 
Comptroller and Auditor General, Finance Commission, Planning Commission, Reserve 

Bank of India. Minorities Commission, SCIST and O K s  Commission, Human Rigliu 
Commission, Women's Commissions, National and State, Cornmissioner for Disabilities, 
ctc. 

12. National Security: Structure and functions of Defence forces, Para-military forces. 
police. Origin, growth and dimensions of fundamentalism, militancy and terrorism. Food 
securiey, energy security, water security, technological self-reliance as a part of security 
Objectives. 



3. Right to Information and transparency in governance: Role of press and 
@lmonic  media, management of technology and i ts dimensions, functioning of public 
~~Ututions, gaps between promise and performance, freedom as a factor for development - 
doices and limitations. 

14. Public Financial resources, how they are raised and allocated: Budgeting and 
planning system, taxation by central, state and local bodies, fiscal and monetary policy, 
utilisation of public funds, accountability. Borrowing as a strategy for local bodies, e.g., non- 
sovereign guarantees for municipal bodies. 

I 5. Citizen's Entit lement and Managing Social Infrastructure - Understanding 
Human Development and Human Development Index and Role of Public 
Systems - Interventions for Development: Health, family welfare, education, municipal 
and urban services. infant mortality, rural infrastructure, poverty alleviation programmes, 
development of women, children and weaker sections. 

16. 
and transport systems and analysis of strategic public policy systems. 

Physical Infrastructure development: Inter-relationships octween water, energy 

17. Challenges to  democracy and effective governance in the form of 
communalism and casteism: Commitment to pluralisin. secular.ism and rights of 
minorities as enshrined in the Constitution. 

18. Mobilisation, capacity building and development of weaker sections: 
Poverty alleviation. development of women and children. SCs and STs - policies and issues 
of their implementation. Role and responsibilities of the administratioii for welfare of die 
under-privileged sections - special treaties, laws, and executive orders. conferring rights aiid 
entitlements on weaker sections - provision of special Conmissions. 

19. Management of Ecology, Calamities, Disasters and Crises: People's rights 
and participation in decision making. Knowledge. approach a i d  attitudes required. 
Knowledge of ecological and environmental issues relevant to various regions of India. 
Displacement and rehabilitation. Legal and administrative framework for iiianagenient of 
natural resources like land, water, air. forest, coastal zone. 

20. Role and functions of international bodies i r i  the context  of'lndia as a part 
of regional and global institutions: Implications of W O ,  IMF, World k n k  and ILO 
policies for India's society, culture and people's rights. Critical appreciatiori and 
understanding of these bodies. Faniiliarity with Intern;ltiox! !3ws in the context of trade. 
commerce, cornmunicatiotis, exploration of sea and space, Environment. 

21. Basic principles of management science in relation to public systems - 
Financial management, costs of services, efficiency in cosdbenefit terms, Management 
Control Systems. Project Management, quality and safety aspects, niarket and consumer 
orientation, human resource management including organisatioiial development, and 
knowledge development Strategic planning for pubiic systems. 

22. Challenges of Globalisation and Liberalisation: Implications for the public 
SYSteins, public policies and managemenf Management of technology, environment and 
people's livelihood. Global governance, Critical understanding and appreciation of global 
institutions and their role. 
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g, E-governance: Undersmnding the role of information technology in governance, 
pllarugement of Information Systems (MIS), scope and limitations. Application of information 
t&nology to the processes of government functioning, accountability, transparency, 
h h e r y  of products and services related to public systems such as transportation, power, 
pith, water, security and municipal services. 



CHAPTER 9 

PERSONALITY TEST/I NTERVIEW - 
STRATEGIES FOR A MORE EFFECTIVE 

ASSESSMENT PROCESS 

Mandate 

I) 

II) 

Methods for improving the effectiveness and eficiency of the Personality Test 
process. 

Review af weightage of Personality Test marks in the final total. 

9.1 P.T. - CIVIL SERVICES EXAMINATION 

9.1.1 The concept, status and method of Personality Test in Civil 
Services selections 

Concept 

9.1.1.1 The personality of a person greatly influences Iiisltier efficiency on the job that 

person undertakes. It is an evolving system, which has a structure tha t  is partly stable, and a 

process that is partly fluid. It is believed that personality tests provide a n  all-rourid 

assessment of the qualities of an individual. They are widely used in the selcctioti of people 

in the services. 

9.1 A.2 Any selection/recruitment method purely based on written test is inadequate as 

a written test primarily gives soiiie evidence of the intellectual calibre of the candidate, but it 

does not necessary test hidher character, empathy, emotional intelligence, motivation. 

attitudes and the value system. It is said t h a t  objective type rnultiple choice questions reflect 

Inore on abstract thinking and memory, while the essay type questions reflect the ability to 

generalise and articulate on particular issues. One cannot dig into the past by just asking 

Probing questions through the written test to candidates to  reveal their personality traits. It 

is said that no matter how much use is made of the application forms, the examinations, the 

Wstionnaires, and the testimonials, the employers invariably like to have a face-to-face 

irUraction with the candidates before any job is offered to them. It is ideal to find out the 

general suitability of candidates through personality testing or interviewing. The need for 

Peaonalicy testing is now widely acknowledged and occupies an imponant place in ariy 

Qwitment or selection. 
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S B ~ S  of Personality Test in Civil Services Selections 

g.l.f.6 The use of interview method as a part of the civil Service Examination testing 

,,&odology has been one of the original features of the recruitment system for the higher 

ail services. Initially it was called 'viva voce'. Later it was rechristened as a 'personality 

mf without changing the earlier structure, style and method. In reality, it remained a 'viva 

"OCe' or more simply an interview. Some of the objectives and justification of this 

pona l i t y  testlinterview are: 

To assess the personal suitability of candidates particularly their social traits, mental 

alertness, critical powers of assimilation, clear and logical exposition, balance of 

judgement, variety and depth of interests, ability for social cohesion and leadei-ship. 

intellectual and moral integrity. 

The combined marks obtained by the candidates in the written examination and the 

personality test rather than the marks obtained in the written cxarnination only give 

a better index of their expected performance. 

Qualities such as capacity to make decisions, cake arid give orders urider- differerit 

situations, and ability to respond to ct\allengir\g situations may not be assessable 

unambiguously by a written test. 

Assessment by personal contact would substantially iriiprovc tlic ctianccs of judging 

not only intellectual qualities, for which such contacts niay provide a ~nechanisii~ of 

confirmation, but also the strengths and weaknesses of character, courage a d  

integrity . 

9.1.1.7 During 1947-SO the interview test for all services unifornily carried 300 niarks, 

but from i 95 I to 1963 it was increased to 400 marks for the IAS/IFS and for OtheFS it 

remained unchanged. From I964 to 1978, the interview test for the IAS was reduced to 

300 marks and for the IPS and other Central Services it was further reduced to 200 marks. 

For the first time in 1979 with the recommendations of the Kothari Committee, the marks 

for all services were kept a t  250, which was 12.2% of the total marks. Subsequently, 

however, the weightage of the Personality Test was uniformly enhanced to 13.2% far ail 

on the recommendations of the Satish Chandra Committee in 1933. This 13.2% 

subsequently accepted as a kind of benchmark by various Courts of law for the State 

public Service Commissions as well. It is pertinent to note here that the weightage of this 
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9.1.1.3 Historically speaking, in the 1950's. there used to be more  of the knowledge 

@sting and less of the personality assessment. However, gndually this trend shifted from 

be former towards the latter all over the world, and as on date, it is  more of the 

personality testing than anything else that goes into selection decisions especially for. 

,uperior managerial posts. 

9.1.1.4 The personalicy test scientifically organised and conducted can reveal a great deal 

of the character aptitude, attitude, emotional stabilicy and to some extent the value system 

of the Candidates. There is a great deal of empirical evidence about the usefulness of 

psychologicallpsychometric tescs and group discussion exercises. Tticse have been foutici to 

be quite successful in understanding deep-seated huriian t ra i ts .  There is  a wide I-aiige of 

forms, styles and patterns for  coiiducting such tests. The personality ccsc is iisu;illy 

employed in a combination of  two or iiioi-e instruments specially desigricd for tlic put post 

of cross-vei.ification and reiiiforccitierit. It cat) be doiie tlit-oiigli '[JS) ch0logic;il tests' 01' 

'inventory nictliod' 01- by usiiig die 'per.sotial iiifoi-iliatioil f c w i i i '  01' l ho i ig l i  '>;I ciq) 

discussiodgroup task assigniiients a i d  per-soiinl interview'. Foi. wJi i ipk,  C 3 l l l l l l i J l l i ~ , l ~ l i ? I I  

skills can be tested by pi.ojective tcctiniqcics. itiveritory iiictliods, group J i s c u s s i o i i s  01' 

interview. However, iiitervicw is  coiisidered to be t t i t  best av;ii13blc iiictliod to st'f'ic 

multiple purposes. Siiiiilarly, for  tcstiiig t e w i  spii-it arid leadership qualities. groiip dtscu;siuii 

is reconiincndtd by expel-ts. For testing tlie sctise of eiiipatliy. arid criiottorul st4i[.1i1iij'. 

projective techniques cai i  give a better picture. 

9.1. I .5 The psychological tests a re  priii iarily of three types: objective tests  (paper-atid 

pencil tests), projective tests and situatioii tests. T l ~ e  first one nimui-es iieurot!c 

tendencies, depcndciicy-sclf-suffrcieiicy, doiiiiriaiice-subiiiissioii arid self-cor!fidc.rice. Iii ~ I i c  

Projective tests, the candidates are asked to project their iiitci-prccatioris into cei.t,iiii 

standard s;imulus situations. It i s  said t h a t  projective tectiriiques are rriore valid tlinri ai iy  

otlEr method. The advantages of t h i s  method are, ( I)  the test stinwli are usudly equivocal, 

(2) permits unlimited variety of responses (3) provides information not readily available by 

Ocher methods. These tests reflect the candidate's motives, values etc. The most widely 

tests are Thematic Apperception Tests where pictures are s!icwn out of which a sto1.y 

has to be developed. The situation tesu  measure the ability of the candidate to undei.go 

stress and ability to employ ingenuity under pressure. 



in the last 50 years ranged becween 12.2% to 27.59% in the scheme of examination for 

services. Appendix XIX shows the weighmge of PT from I947 onwards. 

Method of Personality Test 

9.1. I .8 

g.1.'1.8. I 

9.1. I .8.2 

9.1.1.8.3 

9.1.1.8.4 

The present structure of Personality Test is as follows:- 

Five to seven interview boards simultaneously conduct the Personality Test, each 

headed by a UPSC Member and assisted by four experts who are retired civil 

servants, academicians, scientists and others. These experts are drawn from a 

large panel of names assembled after careful scrutiny by the Commission and the 

l ist  is constantly updated. About I I candidates are interviewed by each Board 

per day, each candidate is interviewed for about half an hour. The total number 

of candidates interviewed is approximately twice the number of vacancies every 

year. The Personality Testing schedule extends to six to eight weeks each year 

depending upon the number of candidates. 

111 die 50's there used to be a single Board cotiipt.isitig all die tlirce Mcriibers atid 

Chairman of the Conimissiorr to conduct interviews for 300-400 candidates. 111 

die 60's one more Board was added. The strength of each Board varied froiii 5 

to 7 with the Ctiairniati of the UPSC presiding over- the Board interviewing 

IASllFS candidates and a senior Member of the UPSC as Chairman of the second 

Board for the other services. The rcniainitig Metiibet-s of the two Boards 

consisted of ttie other UPSC Members and Advisors who were specifically 

selected each year for interviews. Generally ttie Advisors were frequently 

switched from one Board to another. This enabled them to appreciate 

assessment strategies and comparative standards arid prevented any rigid 

attitudes from developing. However, as the riumber of candidates increased in 

subsequent years, particularly in ttie late 70's and early ~ O ' S ,  the number of 

Boards increased to 5-6 each year. 

Questions in Personality Test are mostly on current events, both national and 

international, new discoveries in science and technology, socio-economic and 

political issues and some simple questions of problem sclving nature. 

At the beginning of PT, ExpertdAdvisors are briefed by the Chairman and 

Members of the UPSC on die purpose and manner of conducting the test. The 

Boards are asked to follow some common standards towards maintaining 
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9. I .1.8.5 

9.1.1 3 . 6  

9.1.1.8.7 

9.1.1.8.8 

uniformity in assessment. Experts are also rotated among different Boards 

almost every week 

Marks scored by the candidates at the written test are not known to the Board, 

but a short summary of candidates' bio-data, hobbies and interests is provided. 

This short summary of the candidates is prepared confidentially and organised 

session-wise for each Board on a daily basis and made available to the Board 

Members only S-I0 minutes before the commencement of the interview. It is 

said that this system works very well as neither the candidates nor the 

Chairpersons nor the Advisors of the Board get any idea regarding which 

candidate goes to which Board. In fact, the Chairman, UPSC, indicates the Board 

number on the cover of these sealed packets containing profiles of die 

candidates, randomly, before the commencement of the Board in each session. 

Apparently, influence and recommendation are difficult to operate in such a 

s ys tern. 

Members of the Board individually rate i i i t E ! k d  and ijersorial qualities of 

candidates and their overall performance. The final assessiiwnt 'by the BmrJ is 

based on discussion of individual assessments made by the Members. 

Candidates who have taken the Main Exariiiriatiori iii any one of the lrrdian 

languages can use the same language for PT, in which casc the Board is assisted 

by language experts, but strictly for the purpose of interpretation. 

There are no minimum qualifying marks in the Personality Test, though a t  one 

stage in the 1950s. minimum qualifying marks were pixxribed for selection. 

Earlier, the Commission had, in fact, adopted 35% marks as the minimum 

threshold level in the personality test which was meant to be used as a negative 

screen to weed out those candidates who in the opinion of the Board(s) were 

unsuitable for public service. However, this was given up in 1957 as it was fe!t 

that it would give scope to arbitrariness and the candidates from the weaker 

sections would be a t  a disadvantage in such a scheme. 

Influence of Personality Test Interview on the overall meri t  
9.1.1.9 In order to gauge the effect of personality test marks on the final merit list, an 

ekQWse was done, in which the candidates were f irst arranged in the order of marks 
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9.1.1.12 T h e  performance of candidates in the personality test interview is determined by 

many socio-economic factors, like educational background, place of residence, medium of 

income of parents, community and gender .  Besides, analysis of available data 

shows that  candidates who have at tended coaching institutes performed be t t e r  than the 

candidates w h o  did no t  attend (Refer diagram 4.3). Detailed analyses o n  some key 

indicators are given below. 

9.1.1.13 From the  diagram, it is 

clear that  candidates with English as 

the medium tend to fare be t te r  as 

against those  with Hindi as  the 

medium. As regards the  performance 

of candidates with o ther  regional 

languages as medium, che paccern 

varies, bur overall they do noc seem 

to be a t  any disxdvantage. 

Diagram 9.2 
Medium-wise performance of selectees in PT 

1995 1996 1997 1998 1999 

I ElHindi f ?  Enolish Other 

9.1.1.14 The  diagram shows that candidates f rom a comparacively better economic 

background a re  usually performing be t te r  in the personalicy test interview. 

I)ian,raiii 9.3 
lncoiiic group-\\ isc pcrformancc of sclcctces in PI’ 

1995 1996 1997 1998 1999 

MMIG O H l G  

1.1.15 The following diagram shows thac the female candidates consistently fared better 

h n  their male coun te rpam in the  personality test interview. 
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1s the British Method II, which involved observation of a limited number of persons in 

for aver two to three days. This method, though found useful, was discontinued 

m u s e  of the practical difficulties involved in handling a large number of applicants and in 

requiring COO many specialists on the Board. Subsequently, the Commission cried for each 

andidate an extended interview of half an hour, supplementing it with a debate. This 

method also had to. be abandoned because of the criticism on the time consumed in 

recruitment, as the final results could be announced only 4 months after the written 

examination. In the 60's the candidates were asked to write a resume of one page within 

15-20 minutes on completion of their interviews. But this was also subsequently done away 

with. 

Kothari Commi t tee  on Personality Testing 

9.1.2.2 It was recommended by ttie Kothari committee to keep the weightage for 

Personality Test a t  300 marks. The number of candidates to be called for Personality Test 

was recor~inicridcd to be twice the number of vacancies. Ic was suggested tha t  the PJ 

Board members should represent diversity of background arid age and should also iricludc 

women. The toul period of Personality Test should not exceed one month. 

9.1.2.3 The mcnibei-s should be briefed on the tecliniques of iliccrview. to b r i q  about 

uniformity and objectivity. Each member of ttie Board should individually rate differelit 

qualities of candidates on a five point scale. The qualities to be rated should be defined with 

expert consultation. Candidates should be encouraged to answer- questions in the PT in 

English. However, in exceptional cases, candidates may be allowed to take the inlcrviezf ill 

Indian languages also. PT should not have any threshold marks. The marks and d ie  order of 

merit of the tests should not be disclosed. 

Satish Ctrandra Commi t tee  on Personality Test ing 

9-1 2.4 This Cornliiittee recommended introduction of Group Discussion as an adjunct 

to the Interview Test. The Satish Chandra Committee was not in favour of the Psychological 

TeSU as a part of the selection procedure, though it suggested that these tests could be 

administered to the probationers, arid used as guides for counselling a t  the training level. 

9.1.3 Problems perceived by intervieweeslinterviewers 
9.103.1 It was reported to the Committee that there is dissatisfaction on the part of tile 

as well as the candidates about the manner in which the Personality Test 

is conducted at present It has been argued by the candidates that the present 



method demonstrates a serious lack of both consistency and accuracy in interview 

judgemenu. It is alleged that there is wide variation and lack of parity in assessment among 

various Boards. It was also pointed out that candidates taking several chances find their PT 

marks varying widely in different years. There is a pervasive feeling all round that the PT 

exercise is not performing to the level desired and there is scope for lack of consistency in 

b e  assessment. There is a view that sometimes unsuitable candidates, though small in 

number, may get selected and possibly more suitable candidates may be left out in the 

process. Moreover, there is a common feeling that while the intellectual calibre of 

successful candidates is very high, the personality traits are not as per requirements in an 

increasing number of recruits. It is suggested that to overcome the present malaise, the 

UPSC should test less of knowledge and more of a candidate's personality using transparent 

and objective techniques. 

9.1.3.2 The present duration of interview of 30 minutes has been viewed as inadequate. 

The candidates from weaker sections, especially those not fluent in English, feel that  they 

we at a disadvantage in the present system. Even some candidates witti tcchriical educatioti 

backgrounds who take their- written test in English complain that English should not be 

irisisted upon as the medium in die PT. Some candidates ask for separate boards lor 

candidates of different languages. It has been suggested by a few persons that personality 

test should be conducted a t  different zonal centres or accommodation should be provided 

for outstation candidates. They argue that earlier in the 60s and ~ O ' S ,  only thc candidates 

qualifying for the IAS and IFS were called to Delhi for interviews, whereas, ocher Candidates 

were appearing before the Board a t  certain designated regional areas. 

9.1.3.3 In this connection, it is relevant to mention that s study was conducted of tl;c 

1M probationers who were recruited from 1963 to 1969 to find out the correlation of their 

W formance in the personality test and perforniance in the LBSNAA. The study indicated 

ttlat none of the 19 recruits who got 80% and above in the UPSC personality tests was 

found to be good enough to deserve the same grading after one year of training at die 

lHSNAA, and also that none of  the eight recruits who were rated highest qt the Acadetliy 

h d  earlier got similar rating from the UPSC. It is perceived by many that this is a serious 

p' O k n  as there is a possibility that this lack of correlation may be there even today and 

Perhaps have widened further 



correlation between UPSC examination performance and PT performance. The PT 

performance on the other hand is correlated with income levels, attendance in coaching 

classes and competence in English. A more comprehensive testing procedure is obviously 

called for. 

9.1.3.5 It is a common perception that even though the experts of the Board are highly 

experienced senior civil servants and academicians and are used to  interviewing, they have 

not been scientifically trained in. interviewing techniques. The fact that someone has been 

selecting people by interview fo r  a number of years does not necessarily mean that they 

have developed any useful system for rheir task. They may never have defincd the qualities 

they are seeking, nor thought out the processes by which they try to rccognise them. Even 

now, when so much information is available on personality traits and selection methods, 

most of these experts rely mainly on their own subjective niethod o f  judgement in their 

decisiorl inaking. It is possible that  in this existirig system five people iritcr-vicwing tlic smic 

candidate can come to five differcrit conclusions as tlicy iritcr-view w’itliotlr k i y  prcdcfiricd 

comnioii objectives and sui~dai-ds. 

9.2 PERSONALITY TESTING: WHAT IT C A N  TEST A N D  HOW 17’  I S  
DONE IN OTHER LARGE ORGANISATIONS: A SEARCH FOR VIABLE 
ALTERNATIVES. 

In the search for alternatives to the existirig iriterview rricthodology for. pcrwrialit:, 

test, thc Conin\ittec f i rs t  welit in for- a survey of tlic tnettiodologies of pct*sonality testing 

currently in use in various large organisations. like defence sem.ices. a i d  also in die pri.diim 

sector. The findings of this survey have beeti sunirnarised in the following par.agraplis. 

9.2. I Interview in private s.ector enterprise9 

9.2. I .  I Matching of aptitudes w i th  job p ro f i l e  

In the p o s t - W O  scenario, where intellectual capital has assumed more irnpor-tarice 

in relatiun to the physical asset base, more and more companies are opting for scientifically 

designed battery of tests to select the leaders tiley would need in future. In industrial 

establishments, more emphasis is given to personality test than written tests of knowledge. 

Aptitude and attitudes are considered significant. In fact, in many such establishments. 

interview is the only method of sclection. Of hte.  many of the big cot-pot ate houses have 

started taking the help of cornputer based on-line testing of personalit)). Custonlised 

PSychoIogical/psychometric testing kits are being developed for screening t h e  candidates for 

managerial positions. It is learnt that by using profiling techniques. personal profile cf a 



candidate is prepared and then matched with the behaviour required for various jobs. A 

personal Profile Analysis (PPA) and a Human job Analysis (HjA) are then created. Then 

several reports based Qn various combinations are produced to find best behaviour-and-job 

match of each candidate. These reports contain positive, moderate and negative 

qualities/atuibutes. It is said that many reports can be obtained out of the same PPA of a 

person and within a short period the profile of a candidate is prepared. The reports 

indicate the jobs a person can do on his own and those that cannot be done without 

support. 

9.2.1.2 A number of major corporate houses use these on-line tests. They specifically 

look for competencies, be it for product development, market penecrztion, human resource 

management, operation management, or management of information system, arid draw 

profile accordingly. The inputs froni the on-line tests are mostly used as aids for the cross- 

functioiihl tcaiiis to conduct further probing of the persoiiality of the candidates. 

9.2.1.3 111 a wcll known liidiari corporate house, the carididatcs h a w  to go tlwougti 5.6 

rounds of pcrsonal interviews conducted by different functional tieads. 111 this way. a lot of 

data is gcrierated wliich is  collated arid t1ie.n coiiipar-ed to see wlicix! tlw csrididatc actually 

fits in. All tlic selectees are imparted COIT\II~OI~ training for one yew.  011 tlic coiiiplerioii of 

which tlicy are assessed arid firial selection is made on a cotiibincd cvaluation. It is Ic,ir~ic 

that for rccruitirig I0 to I S  senior iiianagers. a iiujor coi~pot-atc Iiouse ititciviews 

approximately SO0 persons. The selected candidates go tlii-ougli 4-5 routids of ccs cs. 

Finally, they go through a round of ititeractive counselling before they are allotted co 

particular jobs in a company. Another company of the same corporate group eiiiploys 

Psychologists and coiiiriiunication experts for the selection of candidates. Filtering i s  done 

I t  every stage for excluding candidates with undesirable attributes and unethical values. 

After a kind of socialisation period of I 0  to I 5  weeks subsequent to induction, some misfits 

we again weeded out. Even on the decision of the faculty some new recruits are asked to 

leave service. 

9.2.1.4 During tlie personality test, tlie biographical analysis of the candidates is  

extensively done by almost all the industrial houses. It is  believed that past behaviour 

usually guides subsequent beliaviour, though there niay be approximatell 20% to 30% 

Larkion in such assessments as well. The behavioural pattern is caused by past experiences 

and the situation in which they occur. Digging into the past by asking probing qucstioris, 
'+T? *: .- -. ; r~~*~; : !~-  . ! . *  + c . . , ! i ~ - * ~ ~  vlit! c t y , * ~ ~ ~  t+iy -nrcpnaliw ::raits Fc, tfiar r)ne can 
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reasonably predict the future behaviour. The industrial houses mainly focus on work 

history, mining and education, social background, spare t ime utilisation, area of interest and 

hobbies, etc. W a s  the candidate accountable as a chiid and adaptabie in school/hostei etc.? 

Whether the candidate is going to succeed or  not, a profile is created by taking their 

backgroupd, school, family and social environment, college, friend circle, etc. The abiiity to 

learn and the potential for g rowth  are also assessed. 

9.2. I .5 The experience of a major corporate house in all these exercises shows that the 

candidates who are more sober and reflective were found to have done better in the long 

run as compared to the "bright ones" who did well only in the short tet-rn. It was also seen 

that with a more objective and structured testing procedure, in which ethical values were 

also tested apart from ocher attributes, it was the candidates from the  rur-al and relatively 

poorer background who did better. 

9.2.2 Interview in Defence Services Selections 
9.2.2.1 Tlrc carididares arc i.cquired to undergo a four to five d.iys' pwsoiidiiy 

assessnieiit i r i  the Service Sclectioii Boards (SSBs) orgariised by tlie A i m y  Rcci'uiuiiciit 

Directorate. Thc assessiiieiit of pci-sociality is cat~icd out by th rm slxci;ilice!d tcctiriiqucs. 

v i t ,  Psychologici~l Tcst, Group Tesc arid Interview. All tlrc tlircc diffcretit ~ s s i ' s s o ~ ~ s  cvalirato 

the caiididate's personality against I5 qualities refcr*i.ed to as Officer Like Qudities (OLQs) 

usiiig tiiric testcd arid validated teclrriiqucs. aiid awar.d iiiwks b,iscJ U r i  tlic actual 

performance. and the potential revealed for further- irnpr-overnent dur-irlg tr5nirig. On the 

final day, a Board Conference is carried out arid the candidates are sclcctcd on ttic bms of 

consensus. 

9.2.2.2 A psychologist adrniriisters the Officers Intelligence Test (akin to 19 test), 

Thematic Apperception Test, Word Association Test, Situatioii Reaction Test arid self 

description exercise. These are adrsinistered in large groups and the rcsporlscs are wricterl 

down by ivdividual candidates. Duration of testing is about 2 '/2 hours. The psychological 

tests are administered under time stress to elicit spontaneous responses which are not 

masked cr manipulated. The series of tests help the traiiied psychologize to evaluate the 

underlying original personalky of the individual, based on his values, beliefs and per-ceptioii. 

It is basically LO gain insight inco the personal uadeworld of an i n d i v i d d  (which is normally 

hidden). 



922.3 The group testing officer administers a series of group tasks over two days 

bting for about 7 to 8 hours, which include leaderless group discussions, individual arid 

poup problem solving in an abstract situation, public speaking, leaderless outdoor group 

tasks with problems of varying complexity, focussed command and leadership tasks and 

individual obstacle tasks. The group testing officer analyses the behaviour of the individuals 

&I the group situation in terms of  their manifested behaviour. Their or iewt ion to task 
accomplishment, group or team orientation, and individual orientation, is measured under 

Stress of time and problem complexity. The dictum is ".To select a leader of a group, test  

&em in a group." 

9.2.2.4 The interviewing officer carries out a one to one interview of about 45 minutes, 

which is informal yet semi-structured to elicit responses based on the developmental 

history, biographical achievements. general awareness and problem solving abilities. 

9.2.2.5 An important feature of the SSB interviews is that  all tlie assessors undergo a 

rigorous training course for nearly four morittis in order to qu~iily for conducting such 

assessments. 

9.2.3 Personality Assessment Methodologies in other countries 

9.2.3.1 As mentioned in paragraph 2.6.4 in the chapter on "The Third Review 

Committee", the Committee had the benefit of findings of a two-member delegation of the 

UPSC which visited Singapore and Australia in February 200 I .  One of the iilost significanc 

aspects of civil service recruitinelit that  this delegation reported was the extensive use of 

the "assessment center methodology" for personality assessment of prospective candidates. 

These assessment centers which are based on a pre-defined set of personality and work 

related dimensions employ a range of aptitude and psychological tests including simulation 

and in-basket exercises, role play and a final interview. The "technical" aspects of the 

@sting are conducted with the help of outside consultants who use validated instruments 

*d trained assessors to provide a personality profile for the interview board. This board 

largely consists of senior civil servants, but may also include technical 

PerSonnel/professionals. Though the process is very time consuming (typically requiring two 

three days) and each assessment centre cannot handle more than 7-8 candidates, it does 

Provide a very thorough analysis and interpretation of results which helps the interview 

brnd to accurately assess an individual's suitability for a given job in terms of the pre- 

daned parameterddimensions. In Singapore, apart from the psychological tests, due 



weightage is given to personal history and past record of a candidate, with emphasis on 

community service during the school years. 

9.23.2 The Committee had the benefit of perusing the reports of another delegation of 

UMC which visited western countries like the USA, U.K. and France to understand their 

systems of recruitment to higher civil services. In the French system, the personality is 

assessed through what is called "Grand Oral Examination". There are three oral 

examinations by three different interview boards comprising five members each who are 

either serving or retired civil servancs. journalists or academicians. However, the same 

Board interviews all the candidates for a panicular area. The candidates general perception 

of areas like economics, law and society are observed i r i  the interview generally lastirig 45 

minutes. In the U.K., the "assessment centre" approach is adopted for assessing tlie 

personality of candidates. In chis method, the shortlisted Candidates are invited for two days 

in a non-residential assesmerit centre in London in groups of five. Each group is assessed 

by a Board of three asscsso~~s miliprising a chairperson who is  a retired scnior civil servaiit, 

a depar-triiccital asscssoi- (a iriiddle ranking ser-virig civil S C I - V ~ I ~ L )  and an occupatioiial 

psychologist. The candidates are assessed on defined criteria such as inter-personal 

sensitivity, per-suasiveness. The assessiiient is  carried out through a nurriber of work idatcd 

exercises (both individual arid group) arid interviews. There arc two group discussions (one 

on a particular issue) besides individual exercises iiivolving writing a policy paper froin a 

given data. Tliereafter tfie candidates are inteiviewed separately by thc three assessors of 

the Boardindividually, each of whoin will mark candidates on a seven-point scale. There is  

an evidence recorder t h a t  records all the main features of die three interviews. Each 

assessor also gives specific reasons for hidtier findings. 

9.2.4 Psychological Tests: Standardisation, validation , 
interpretation 
9.2.4.1 It is clear that any alternative model for personality testing has to be better than 

the existing method in terms of reliabilicy, objectivity, standardisation and should be 

amenable to validation on the basis of actual work requirements. A number of models 

presently being used in industry and the defence services were examined, as discussed in the 

preceding paragraphs. and ttie merits of the various techniques and their components were 

analysed. The outcome of this examination is summarised below. 

9.2.4.2 In order to merit recommendation as a reliable alternative to the present 

interview method, psychological tests must have the standardisation, validation and norms 
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for proper interpretation of the test scores. To begin with, the test items are to be 

developed on the basis of job analysis. If one attribute is tested by two or more 

instruments, then there has to be strong correlation among the test results to become 

reliable. The preliminary tryout should be done with h e  candidates of both rural and urban 

areas of all four regions who are appearing in the Main Examination. Thereafter, the final 

ayout of the selected test items should be conducted with the probationers at the 

LBSNAA. The validity criteria should be on the basis of training performance and on-the- 

job performance in the field. Once the selected test items are fully validated, then tiornis 

for interpretation and assessment, and evaluation of the respmses of the candidates, are to 

be developed. For example, it might be shown that the persons scoring low on 

conscientiousness factor are unlikely to be successful in a civil service setting; chat persons 

scoring low on emotional maturity are unlikely to stand up well to pressure. After 

establishing reliability and validity, a nianual should be prepared for easy interpretation of 

norms for the final test. For th is  purpose, training of psychologists a i d  experts for effective 

functioning and nraintaiiiing uniformity in the system would be required. 

9.2.43 Regarding mediuiir, it is  felt that it may be difficult to interpret the responses of 

the candidates if they are allowed to useall the 18 Indian languages mentioned in the Eighth 

Schedule to the Constitution. In view of this, English may be kept as the only medium for 

the purpose of these tests for uniformity in assessment. In any case, an clenicntary 

knowledge of English, which all candidates do posses, would be adequate to niect the 

requirements in personality tests. There can be balancing techniques introduced to ensure 

that candidates not proficient in English do not suffer or those good in English do not enjoy 

undue advantage in the personalicy testing process. 

9.2.5 Group Discussion: Scope, Method and Results 
9.2.5.1 Group discussion was part of the intervier3 f u *  iiie highei civil services till the 

mid-50's. The Satish. Chandra Comniittee had recommended its reintroduction as an 

adjunct to the individual interview without causing any strain to the time cycle. However, 

the UPSC did not accept th.&*recommendation on the plea that it would affect the 

candidates from the rural and disadvantaged groups adversely. 

9 U . 2  Scope 
gq2.5.3 Group discussionlGroup task performance is essential for testing certain cypes of 

atvihtes like capacity of a candidate to interact with the peer groups, personal 
4 K  . .  
ktie<.;-,.;L,;ka&$, if,+. ; . J i :~~, '?!  ' a  . :--- -+ -:. . ;.' -: !e:! \yltt, +-t. +liw t~ sense the emotional 
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state of others, self confidence, tactfulness, ability to analyse, listen, persuade, leadership, 

team building, etc. 

9.2.5.4 Group discussion is the most effective method to test the attributes and qualities 

related to planning and utilisation o f  resources, ability to adjust, ability to guide, decision 

making and accommodating others' point of view. It appears that because group discussions 

and tasks generate spontaneous responses, avoid faking, these bring out the traits, which the 

candidates may suppress in the interview. Thus, group discussioris and tasks can be used as 

an aid to the interview test or psychological tests. 

9.2.5.5 Method 

9.2.5.6 It is proposed that 10 candidates should be called for group discussion at  a time 

who will also appear before an interview board later during the day. The number of 

candidates in each gr.oup should riot be less than six. The duration for group discussiori 

should be 40 minutes. Topics for the Group discussion could be chosen in such a i i i a r i im-  

that the candidates, irrespective of their backgrounds, can feel at home and participate in 

the discussioris actively. Sometimes. topics can be given on current issues related to rural 

areas witti conflictirig ditnensioris so that the candidates from the. r n l  areas may feel 

comfortrrble arid a t  ease. Topics for the group discussiov wi!! bc the s r e  for siinuliarieous 

groups but different for groups called on each subsequent days, as 0ttiem:se the candidates 

will manage to know about it and will come well prepared arid the w k . e  purpose will be 

defeated. However, while selecting topics, due care should be taken ta :ti that the level of 

difficulty for different groups of all the topics remains the same. 

9.2.5.7 The medium of group discussion can be the medium of exan'.-a:ion opted by the 

candidates in the written examination. In view of this, it is  esseiitial to c- z i t  proper grouping 

of students based on their medium. However, there may be cases wht-5 there will be less 

than six candidates tor  any particular language. In such an event, effcr,: snould be made to 

group candidates on the basis of language commonality/farniliaricy. It .s expected t'hat the 

language(s) used by the candidates a t  the time of group discussion wet;:? be understood by 

others in the group. It is further expected that these candidates. k s d  on their natural 

grouping, will find their way out in this kind of fluid situations which w!l definitely generate 

creative and spontaneous responses. Ability to overcome barriers like .anpage and social 

background, would also be one of the qualities which needs to be t e s x  n such a group. 
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9 s . 8  The group discussions should be conducted by trained professionals. The 

members of the interview board should neither participate in the group discussion nor 

observe the proceedings as it is apprehended that their opinion about the candidates may 

get cotoured. Besides, it would be consuming too much time of the Members. In view of 

this, it is recommended that there should be parallel activities for economising on time. 

9.2.5.9 Results 

The professional Group Testing Officers would interpret and assess the responses and 

provide the pen picture of  the candidate to the interview board without assigning any marks 

or grades. Besides, they would be required to give feedback to the interview board on the 

specific areas which would be for the consideration of the board for  further probing. 

9.2.6 

It has been suggested by the experts that the test results of psychological test and group 

discussion/task should not be valued separately a t  the present juncture (till they are 

properly standardised arid validated) or awarded any grades since tficse tests are intended 

to gather the candidate's profile and may not be very conclusive till they have been 

standardised and validated over a period of validation (say 2-3 yeacs) aker which they CXI be 

given due weightage. For the present, the interview alone should be used for the award of 

grades, till such testing is firmed up. The tes6  will be specifically evolved, tailored to the 

civil services requirements, including the desired qualities and values, which would need a 

period of testing, verification and validation. It would be in the best interest of the selectiori 

process to use it in the initial period as an aid to the existing system of selection, in niaking a 

better and more considered judgement about a candidate by giving the possible profile of 

the candidate's personality and the likely conduct as a civil sewant. Over the years, once 

the process is refined and has stood the test of external scrutiny and validation, the test 

results may be given separate weightage at  each level of testing. 

Test Results as an aid to Interview Board 

9.2.7 Need for Research and Development Cell for 
institutionalisation of tests 
9.2.7.1 It is  accepted that psychological testing is an applied field of study which needs 

empirical work before it is administered. Currently, there is not much data on psycholGgica1 

testing for the civil services. However, lack of  data cannot be an argument against 

introducing 3 desirable method that has been in use elsewhere for many years and has 

Proved its usefulness in diverse situations. Any progressive change would need a pioneering 

Q w j a c h  with little hit of caution. Only when it is introduced, can data on Indian civil 



service situations be generated and the process refined and made perfectly suitable for the 

civil services. Based on the findings and observations of the initial period, it can be fine- 

m e d  and adopted. It is further suggested that a Research Cell be created in the UPSC 

under an Advisory Board for: 

i) 
ii) 
iii) 

iv) 
v) 

competency mapping for different services: 
data bank for information about testing in other countries in civil services; 
designing and validating new tests; 
assisting in administering the tests, analysis and scoring: 
training in-house assessors and interview boards. 

9.2.7.2 This Research Cell will develop over a period of three to five years, cost- 

efficient, reliable and easy to administer programmes for civil services which can stand the 

test af external scrutiny and validation. It is also necessary to create a data bank of 

exercises/situations for in-baskedin-tray exercises after detailed research to remain ahead of 

the privete coaching institutions. 

9.3 PERSONALITY TESTS AND INTERVIEW BOARD, PREPARATION 
AND PROCESS 

9.3. I Attributes which the P T  Board should look for 

9.3.1.1 Ttie PT B'oard's main objective is to focus on testing thc attributes/qualities that 

are required by the civil services in the changing scenario. On the basis of job profile, some 

of the general attributes a candidate is expected to possess have been identified in one of 

the consultation meetings of the Working Group on Personality Testing held a t  the Defence 

Institute of Psychological Research where a cross-section of experts and r-ecii-ed senior civil 

servants participated. These attributes identified by the experts are as follows: 

i) 
ii) 
iii) 
iv) 

vi) 
vii) 
viii) 
ix) 

xi) 
xii) 
xiii) 
xiv) 

xvi) 

v) 

x) 

xv) 

: y ; i ?  

Integrity 
Ability ta grasp essentials of the problem quickly 
Ability to utilise conceptual knowledge to general situation 
Planning and utilisation of resources 
Communication skills 
Tactfulness 
Team spirit 
Sense of empathy 
Ability to modify behaviour 
Commitment to goals 
Ability to rise above one's own personai benefits 
Secular attitude 
Sensibility to the needs of the people 
Patriotic attitude (national pride) 
Openness 
Sacrificdcom passion 
Initl3tiV 



xviii) Accessibility 
xix) lnnovativeness 
xx) Ability to guide 
xxi) Decision making 
xxii) Emotional stability 
xxiii) Courage 
xxiv) Commitment to ruledlaw 

9.3.1.2 These 24 attributes can be broadly divided into six categories, i.e. personality 

related, motivational aspects, interpersonal skills, intellectual abilities, specific skills arid 

values, and can be tested by using a combination of a personal information form, projective 

techniques. inventory method, group discussion and personal interview. This l i s t  of 

attributes is only illustrative and can be further revised and developed after conducting a 

detailed survey. Thus, for example, other skills/attributes like listening ability, being 

technologically savvy; networking abilities, can also be added to the list. 

9.3.2 Matters for consideration in constituting the Soards 
9.3.2. I To minirnise the problem of variation in assessiiieiit becausc of a large nuriiber- of 

Interview Boards me Committee initially felt the need for reviving tlic system of a single 

Board, which was in practice in the 1950's and 1960's. However-, because of a large nuinber- 

of candidates, the time constraint will be considerable. Besides, large panel interviews a't 

times can become intimidating to the candidates. Anotlicr suggestion related to 

constitution of Boards headed by three Members of the UPSC. Howcver-, the problciii of 

time constraint is  not going to be resoived much witti this systeiii either. After detailed 

dellberations, the Committee recommends thot at -least two Members of the UPSC 

should sit on each Board (by rotation) so that tltere would be scope for more 

consultation and discussidn and consequently variation in assessment can be 

minimis ed. 

9.3.2.2 The issue regarding associating one psychologist with the P i  Board was also 

discussed. The Committee is of the opinion that, since the detailed results of psychological 

testing o f  candidates would already be made available to the Interview Boards, inclusion of  

psychologist on the Board may not sewe much purpose. However, in case thePT Board 

wishes to have clarification on any points, they can consult the psychologist in the proposed 

Research Cell. 

9.3.2.3 Currently, six to seven Boards are organised and each Board is headed by a 

Member of the UPSC and assisted by four Advisors who are retired senior civil servants, 
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experts in the field of management and academicians. Quality of performance of these 

Advisors may be monitored by taking feedback from. the respective Members of the UPSC 

who preside over these Boards. The present practice of associating retired senior civil 

servants, from the All lhdia Services and Central Services, along with academicians and 

experts in the field of management may continue. 

9.3.3 Preparing the members for objective and uniform 
assessments 
9.3.3.1 All the members of the Interview Board should be carefully sensitised and given 

at least a day's orientation by the in-house Research Cell before the commencement of the 

Interview. This is to be done for objectivity in approach and equality in administration of 

the selectlon processes. All the members are required to be systematically briefed in depth 

about the essentials of the personal information form, the outcome of thc group tests and 

psychological tests, and how to critically arialyse the available data and focus on t t ie assets 

and indicators of a candidate's profile. The areas that need furtticr probing sliould be 

identified before ttic commencenient of the inteiview. 

9.3.3.2 It may also be worthwhile to develop a film for Advisors (Intcrviewers in the 

Board). on how to conduct interviews. The film may also contain ttw do's and don'ts of aa 

interview. This film should be shown to ttie tiieriibers a t  the time of briefing. 

9.3.3.3 The members of the Interview Board are required to be briefed on how to ina1:e 

an opening and build rapport with the candidates. It is required to create a coriducive 

climate to put the candidate a t  ease. To begin with, the candidate should be given tiiiie to 

setde down and only some inconsequential dialogue started to put the carididace at ease. 

Discussion on areas of excellence of the candidate should be initiated first as the candidate 

feels a sense of competence. The candidate needs to be provided the centre-stage to speak 

spontaneously. Long statements should not be made by the members of the Board. They 

should ask open-ended questions as they energise the candidates to speak spontaneously 

and candidates should, thus, be free to frame their answers. Asking direct questions and 

cross-examination should be avoided as they put the candidates on guard. An attempt 

should be made to find out the knowledge and competence level of che candidate, rather 

than deriding what s/he does not know. Also, it is not necessary for the candidate to be 

given a feeling that the interviewer knows it all. 

I S  I 



9.3.3.4 An effective interview must reveal both favourable and unfavourable information. 

The members must be equipped to segregate descriptive and evaluative information. They 

should identify truthfulnesslreliability by watching contradictions and inconsistencies. They 

should watch out for flow of positive information or over-emphasis on assets. The 

reactions and handling of situations by the candidates provide valuable data. All positive and 

negative aspects should be taken stock of and opinions firmed up. Forming opinions on die 

basis of a single clue should be avoided. 

9.3.4 Revised proforma details on the background of candidates 
(The PIF) 
9.3.4. I During the personal interview, biographical analysis of the candidates is very 

essential to assess their profile to find out whether the candidate is  going to succeed or not, 

whether the candidate is consistent in thought, whether the candidate was accountable as a 

child and hislher adaptability in the schoollhostel, whettier the candidate will succumb to 

temptation and pressure. For this purpose. a profile should be created by taking the 

Candidates' background, school, fatiiily, college. friend-circle, areas of interest, books read, 

sports, social service, ethical dilemmas. parental aspirations, significant persons and events, 

socio-economic background, academic achievemems, leadership activities, their strengths 

and weaknesses, things tfiey strongly like/dislike, reasoris for choosiiig civil services arid 

previous work experience. This personal infortnation fortri should be fillcd tip by the 

candidates a t  the time of attending the personality test wittiin a liriiited tiine to elicit 

spontaneous responses. Getting it filled up in advance may not yield desirable results. For 

collecting all this biographical information, a detailed proforrria should be prepared. 

The best indication of what an individual will do in future 
stems from what s/he has done in the past. 

Present behaviourol pattern of the candidate is caused by 
hisher post experiences and the situation in which s h e  happens 
to be. 

9.3.5 Marks and marking for Persoanlity Test : Minimum 
qualifying marks 
9.3.5.1 It is proposed to give 20% weightage (400 marks out of 2000) to personality test 

h the overall scheme of examination. The weightage ic propoced to be increased from the 

Present 13.2% as it is felt that the more extensive and elaborate tests proposed to be 

Londcctec; ~ C ~ L C L , ~ L ~ ~ : ~  ..:,: :::,et:-. ..!. : -"r -!..-. TV ::5emc will reduce the scope of 
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arbitrariness and increase objectivity and accuracy. In this contexc it will be justified to give 

a higher weighcage to the personality test It is worthwhile to mention here that though the 

UPSC was considering higher weightage to personality tests for a long time, it was not 

hclined to do so due t o  the absence of reliable scientific and objective methods that are 

transparent and can stand public scrutiny. With the suggested model, the UPSC will be in a 

much better position to undertake this task. 

9.3.5.2 As regards awarding marks. the present system of assessment on a five-point 

scale, by arriving at  a consensus, should be continued. However. as regards having minimum 

qualifying marks in the personality tesc, it is proposed not to adopt it as the candidates from 

the weaker sections may be a t  a disadvantage. It was observed by the Kothari Committee 

that fixation of minimum qualifying marks could conceivably eliminate some good candidates 

from rural background in spite of their good performance in the written examination. Such 

candidates would have reasonable opportunity to improve their performance a t  the 

Academy. However, they have not given any specific recotrmcndation regarding weeding 

out a potentially untrainable candidate. It was felt by the Satish Chandra foinrriictee that 

the system of minimum qualifying marks could possibly eliminate the "rough diornond" who. 

with training and experience, could be honed into a competent nicinbcr of the higher civil 

services. 

9.3.5.3 Regarding weeding out potentially unsuitableluntr-aioaL.le carldidates, it is felt that 

either by giving low marks or even zero out of 400 in the personality test. tlicr-c i s  greater 

possibility to eliminate such candidates. With the proposed higher wcighmge for PT, it is 

possible to eliminate such candidates, which is difficult under the present dispensation. This 

increased weightage will be a healthy corrective in the selection process and will not be 

Considered either as arbitrary or disproportionate to the weightage of marks in  the 

Preliminary or Main Examination. 

9 3 5 . 4  Differential assessment 

It has been suggested by some to introduce differential assessment method in personality 

test for groups of services, like All India Service. Indian Foreign Service. Group ' A  Central 

Services, which was in practice before 1979. It is argued tha t  services like die IAS and 

hdian Foreign Service are comparatively fast-track services as the members of these 

sewices not only handle diverse assignments in their career but also quickly become Heads 

of DepartmendSecretaries to Governments or Heads of Chanceries/Arnbassadors. where 

h v  are entrwted with functions requiting sufficient drive. imagination and strong 
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leadership qualities. Regarding Foreign Service, it is said that a candidate must have a flair 

for languages aqd the mental disposition to interact with different socio-cultural milieus. 

Regarding IPS officers, it is said that  they rise quickly in their careers and occupy important 

positions as Heads of police force a t  different levels and are a visible symbol of authority. 

They must have a flair for the outdoor activity and also the capacity to lead the Force in 

extremely adverse situations. It is argued that the requirements of the IAS, IPS and IFS in 

terms of personality traits are different from other central services. In view of this, it was 

argued that it would be in the fitness of  things if there is differential assessment in 

personality test for these services. 

9.3.5.5 In order to study this aspect in greater detail the Committee organised a 

workshop a t  the National Institute of Financial Management, Faridabad in which the 

representatives of various Group "A '  Services participating in the civil services ex~iniriation 

scheme were invited and asked to prepare desired profiles in terms of knowledge. sltills, 

attitudes and personality attributes for new entrants to each of these services and make 

presentations on the same. It was seen that the profiles which emerged were more 01- less 

identical and there was hardly any significant point of difference betwccri rcquirenierirs i i b  

terms of persor)ality from one service to another. Again in thc consultatioii rrieetirig 

organised at  the Defence Institute of Psychological Research, a group of senior retired 

officers focused 00 the personality attributes required by candidates for the various services 

and came up witti a common l is t  of attributes which after discussions with other experts 

present in the meeting was given a final shape as shown in paragraph 9.3.1.1 above. TI)@ 

further recommendations of the experts and other participants of the consultative iiieeti!?g, 

broadly covering a grouping of these 24 attributes i xc  six ,:mgories and testing for the 

same with a combination of Personal Information Form, projective techniques. inventory 

method, group discussion and personal interview, rule out any need or possibility of 

differential testing in this area. Further. the very fact that the marks for the personality test 

constitute only a certain proportion of the overall marks and that the final rank of a 

andidate (which would determine his service allocation) would be a function of  the 

combined merit of 'hidher performance in the preliminary examination, main examination 

and the personality test clearly indicates the impracticability of introducing any system of 

differential assessment in the personality test. For example, it may be possible that a 

-didate who may be highly rated for the IAS or IPS in a differential assessment system, 

may da so poorly in the prelims and written examination that hdshe may not get a 

m i i e n t l y  high rank to get either of these services and the opposite result would also be 
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pssible viz. a person assessed as being quite unsuitable for such services may end up getting 

a final rank sufficiently high for his or her entry into these very services. Moreover, if the 

recommendation of the Committee pertaining to allocation of services after completion of 

h e  foundational course (see Chapter 10) are accepted the chances are that the pattern of  

choice o f  services which has become stereotyped over the past many years owing to lack of  

proper information and awareness may undergo change. Ultimateiy, it was felt that the best 

course wouM be to continue with a common testing procedure but a t  the same time allow 

the selected candidates to make a more informed and considered choice of service after 

they have been exposed to the initial training at the LBS National Academy by which time it 

is felt that they would have a clearer picture of  what they are and what they want to be. 

This would be far more scientific and practicable as compared to any system of differential 

testing for the personality test. 

9.3.6 Duration of Personality Test and distribution of the schedule 
of Interview 
9.3.6.1 It is seen that the duration of the personality test in tlic past  h a  never beeii 

more than one month. The Thorat Study (set up in 1967 under Lt. Gcn. S.P.P. Thorat) and 

the Kothari Committee were of the view that interviews spalining over a long period of 

time are likely to become tiresome and inoriotoiious to the inrciview board nienibet-s, 

thereby affecting the quality of assessment. A long iriteiview niay also uriiierve cadidates 

coning frorri disadvantaged backgrounds. However-. considering die necessity of iritroduciiig 

die battery of tests as proposed here, definitely more time would' be required to administer. 

these tests. As per the detailed schedule suggested L j  3 P R ,  it is  expec:ed that the entire 

exercise could be completed in one and half months (Appendix XX). 

9.3.7 Medium of interview and special procedures for handicapped 
9.3.7.1 The present medium ofhgl ish and all languages in the Eighth Schedule to 

the Constitution may continue as the medium in the personul interview as well as the 

Group Discussion. It is expected that in future these languages can be translated from one 

to another in real time with the help of technology. However, help of the language experts, 

as currently in practice, may continue for the time being. 

9.3.7.2 It is learnt that in one of the recently constituted lritetview Boards for the civil 

services examination, provision was made for displaying questions through LCD projector 

to a candidate who was deaf, though he could articulate his reply, and th is  arrangement 



worked very well. It is, therefore, necessary that, for candidates with disabilities, similar 

proactive innovative steps may be initiated by embracing appropriate technology. 

9.4 MANAGEMENT OF REFORMS AND TRANSITIONAL STEPS 

9.4. I 
Research 
A two-day consultation meeting to identify and recommend scientific techniques to measure 

the values and skills required for the public service and the strategies to administer these 

tests was organised in DIPR. This was attended by retired civil sewants well acquainted 

with personality test interviews in UPSC, corporate HRD heads, psychological experts from 

universities and management schools, clinical psychologists, senior psychologists who 

conduct the SSB tests, and scientists of the DIPR. The conclusions that were drawn a t  the 

end of the meeting indicated feasibility for introducing more structured and scientifically 

based methods of personality assessment like the projective tests, inventories, gi*oup 

discussions/ tasks and personal interview. An ou.tliiie of a proposal presenied in the niceung 

by the Director and the staff of DIPR was discussed and it was felt that  there was scope for 

a detailed study. In view of this, OlPR has been engaged as a consultant by the UPSC to 

formulate a viable plan for developing and refining reliable and objectivc testing tools and 

methodology, validating the same and introducing these in a time-bourid manner with the 

help of experts available in different disciplines in the leading iristitutions of tlic country. 

Consultancy with the Defence Institute of Psychological 

9.4.2 

The instruments/tools for testing various attributes need to be constructed to meet the 

requirements of public service. Reliability is essential in assessment because, without 

consistency and measurability, scores cannot be meaningful. In particular, a test or 

questionnaire cannot be valid unless it is reliable. It is thus necessary for preliminary 

administration/ experimental tryout of the tests on the representative samples. It is also 

possible to administer on-line testing of required attributes as is done in the private sector. 

In-baskedin-tray exercises, which are in wide use in the private sector, should be employed 

where there will be a large number of decision making situations and candidates may be 

given only 10 minutes to respond on-line. 

Preliminary testing and validation; cornputerised tests 



and appropriate interpretations, eg., of how consistent resulu are likely to be on different 

occasions. Reliability coefficients and standard errors of measurement provide this 

information. It is, therefore. necessary to frame detailed guidelines or a handbook with the 

help of experts for the Members of the interview Boards to read at leisure and study the 

resulu of projectivdobjective tests and group discussion so that mark can be awarded. 

This handbook/guide should also contain guidelines on the following:- 

Rappodsmall talk 
Work history 
Education and training 
Early home and social background 
Spare time interests, hobbies and sports 
Probing General Knowledge/General awareness 
Posing problems and synthetic situations 
Self-evaluation 
Closing the interview. 

9.4.4 Integration with medical test and training 

9.4.4.1 It is  possible today to find out schizophrenic, criminal and deviant betiaviour- 

through psychological tests. However, there may be some cases t h a t  can be detected very 

easily a t  d w  stage of the rhedical test. For this purpose, assistance of clhical 

psychologists should be taken at the time of medical exaniiriation t o  detect such 

cases. In such cases, the findings of the medical exaniination slrould be cross-verified witli 

the results of psychological test for confirmation before arriving a t  the final decisioii. There 

may be o special case for physicallendurance testing f9r the lridian Police Service and 

other uniformed services at the time of medical examination to find out the basic 

requirements and general suitability for these services. 

9.4.4.2 The findings of the personality test should be documented for the purpose of 

research. It may be required to provide special inputs to the training academies to 

Strengthen the positive areas and upgrade the moderate qualities and neutralise the negative 

traits of the candidates observed during the personality tesL Since this is a very sensitive 

and delicate matter, it has to be done very professiclialiy. i t i i s  whole exercise should be 

intended for developmental purposes only. 

9.4.4.3 In line with the efforts of the Committee to develop a viable recruitment 

Procedure, the earlier chapter had dealt with the changes required in the Preliminary 

bmination that would measure intellectual capacities as well as social awareness. The 



required changes in the Main Examination, introducing three papers which develop a socio- 

economic and political perspective on society and the Indian polity have also been discussed 

therain. The third test, related to the interview and personality testing, will add the 

dimension of understanding the social and emotional integration of the candidate's 

personality. Thus, the recommended group of tests would identify the candidate's abilities 

and readness for entry in the services. 
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CHAPTER 10 

SERVICES TO BE COVERED, 
ALLOCATION AND INDUCTION TRAINING 

Services to be covered 

10.1 The design of the revised scheme for the Civil Services Examination being proposed 

in this report has been evolved specifically to meet the requirements of the All lndia and 

Group ‘A’ Central Services with specific regard to their service profile, career prospects, 

nature of duties and future challenges. In brief, the assumptions on which the Conimittee 

has proceeded are that such services typically require the young recruit to spend a large 

part of hidher service in field administration (particularly a t  the initial stage), that slhe starts 

off a t  a fairly substantial level of responsibility even in the f i rst  appointment after training and 

within four to five years is required to shoulder independently responsibilities of an 

executive nature in the senior time scale, that within a period of IS-20 years. s/hc would 

have reached policy/H.O.D. levels involving a fair degree of autonomous functioning and tha t  

she will have exposure to various types of field and staff assignments in different 

organisations either within their department or by deputation to other departments before 

reaching the top layers of the administrative machinery in the Central or State 

Governments. Clearly, this design is not for either lower level (Group ‘B) services which 

act as feeders to the Group ‘A  services or purely secretariat services which have little or 

no exposure to field administration. The suggested design for the examination may aiso not 

be very useful for recruiting officers to organisations like the CISF, RPF or CBI whose 

requirements may be quite different. Recruitment for these services could beneficially be 

included in the list of services to be covered under the proposed combined competitive 

“amination for officer level posts in the Central Police Organisations. It is understood d iat  

a scheme is under consideration of the Government. The Committee therefore 

Cecommends that the Government review t h e  list ofservices presently included in the 

Services Examination scheme and conflne it only to the All lndia and Group ‘A’ 

Ccfi*d Services for whom the newly designed scheme recommended by this 

is intended and the Government may take a view on the question of a 



scparate examination for the rest of the services presently catered to under the 

present scheme. 

Allocation to Services 

10.2 Mandate 
The Mandate o f  the Committee in respect of Service Allocation is: 

"Feasibility of  adopting an improved method of allocation of services aimed a t  
achieving a closer match between the selected candidate and the requirement of the 
particular service. For this purpose, the possibility of providing fuller information to 
a candidate on the role and career prospects etc. of different services, and the 
nature of duties to be performed by officers at various levels to enable them to 
make an informed choice." 

10.3 Present method 

10.3.1 Allocation of services to the candidates finally recommended by UPSC on tlic basis 

of the civil service examination is done by the Department of Pet.sonnel arid Trainirig. This 

is based on the preferences given by the candidates a t  the tivie of filliiig up the dcuiled 

application form (which is before the Main exaniination) subject to thcir rank and physical 

fitness for  the particular service. In other words, a candidate will gcc 111s choice of services 

provided there are slots available i r i  that service after taking care of tlie preferences givcri by 

the candidates higher in the meri t  l is t .  In a few cases if the candidate i s  found to be 

physically unfit for being allotted to a particular set-vice of h is  choice lie iiiay be given a 

lower choice depending on ttie choices exercised by candidates of liigher rank. In sitiiylc 

terms the allocation of services is a function o f  the candidate's choice, his rank and his  

Vlysical category. For vacancies reserved for the SCs, STs arid OBCs, of  cwrse, the 

c<indidates only from the relevant community can have claini to the same. 

'('.3.2 It was brought to the notice of the Conirnittee that  under the present system in the 

d l )mce o f  proper information and guidance, candidates tend to indicate their prefererices 

f b ~  the various services in a sort of stereotyped manner.whicl1 may not always lead to their 

" ' oca th  to a service which would be  more suited to their aptitude aiid personality. The 

'*I*h Chandra Committee had also observed that many candidates who joined civil services 

'I' post Kothari Committee period. admitted that since they did not know anytliing 

at'at the nature of duties of  different services, they gave their service preferences as per 

'I1@ serial order of the gazette in ttie belief that the services were listed in their relative 

hPortance. This vend continues because many of the officers interviewed by the 



Committee expressed some regret over their choice of service. They felt that had they 

known more about the nature of work and dudes of the various services and their career 

respects ecc they would have chosen a service better suited to their own aptitude and P 
personal inclinations. Clearly the practice of requiring the candidate to indicate his service 

references a t  a stage well before the commencement of the Main examination when he/she P 
has little idea about the various services and in the absence of any guidance or counseling, is 

not conducive to a proper choice and allocation of service. 

10.3.3 The main issue that needs consideration in the entire process leading to service 

allocation, therefore, is that of enabling the candidates to make an informed choice after 

getting an opportunity to understand the nature of duties, work environment, transfers, 

promotional prospects of the different services and the various perks and facilities available 

in each. The Committee was informed tha t  in the French System. 100-120 recruits are 

adrriittedtto the ENA (Ecole Nationale d' Administration) on the basis of a competitive 

examination but without assigning any rank. They are traitred in th is  acaderiiy for 27 niotiths 

(which includes field training and assignments) and the final rarikirig is dccided on the basis of 

their performance during the training period. At the end of the training, the allocation to 

services is done in the Academy in an open session in which the top ranked candidate has 

the first choice and the rest follow in order of their rank arid choose froni the reriiainiiig 

services as may be available after the higher ranked Candidates have cxcrcised their choice. 

Such a system would require a high degree of professionalisrii and objcctivity in setting up 

and conducting a tremendously coiiipetitive training regime. It may be examined wlietlier 

this can be achieved under the present system in India. A non-compctitive Foundation 

Course as it obtains today is being seen as desirable because it promotes espirit de corps 

6 " l m g  che trainees. So even tliough the allocation to services based on performance during 

t l ~ i n g  (as in the French System) or a post training test as suggested by the Kothari 

CWmittee may be a more rational procedure, the Committee felt that after taking into 

the totalicy of circumstances and the present state of preparedness of the service 

'Qdernies, it may not be udviscrble to change the present system, viz., preferences 

' U k t  to rank in the CSE. However, in order to place this on a more sound basis and 

'fi'rlimise the influence of negative factors as mentioned in the preceding paragraphs, the 

"')Wttee recommends that the selected candidates may be required to exercise 

'W tenrice preferences only on the comp/etion of the Foundation Course. at 

'QNAA btrt the allocation would continue to  be on the basis ofthe original merit l i s t  
. .    red by th.? CPSC~ -ft;p re;so!l ic:. ttljs sue:es:.cc Lii.i,;g-:, r;;i,<i: ;i,.;;;i,. *-.:.L:.-.> -.*.':. 



to the stage of exercise of choice of service, is that a candidate would be far better 

informed of the nature of various services, their strengths and liabilities, career options and 

work opportunities after having spent 3-4 months a t  the National Academy where they 

would have the benefit of interaction not only with their batch mates but ako with officers 

at different stages of their career in the various services and other knowledgeable people. 

Counselling could be formally provided for during the course. This could be fiom 

professionals and from senior service personnel. They could also be provided with 

colourful brochures giving full information on various services, the nature of work, 

environment, locationslcadres and possible avenues of personal development, apart 

from entitlements, facilities etc., which may be normally available for officers of these 

services. (The brocliures should not cry to highlight only the positive aspects and suppress 

the not so pleasant aspects so that tlie probationers can get a balanced view and nialte an 

informed choice.) Such interaction and accretion of knowledge about the civil service niilieu 

and tl ie realities of work environment would go a long way towards helping thc candidates 

to find tlic right slot for Iiiiiisclflherself. Thc questiori of enhancing thc role of the 

academics arid training institutions tp bring tlicrii riiorc i r i  liiic witli thc proposals of the 

Kothari Coriiiiiittcc can bc exaiiiiiicd afixsh oiicc the strcrigtlicriiiig of tlicsc iristitutioiis arid 

professiorialisatioir of the cour'ses r u i i  by tlicrir. as recoiiiiiicndcd i r i  thc succccthiig 

paragraphs in this chapter, have beeti iiiipleiiicntcd. 

I 81 d uc t ion T rai t i  i n g 

10.4 Mandate 

The niaridatc of the Coiiiriiittec rcgaidiiig "traiiiirig" was:- 

i) Evaluation of rlic effcctiveiicss of tlie scliciiic iii existciicc since I993 iii toi IIIF 

of suitability of the carididatcs selected. as dcinorlstratcd by tlicii 
pci-formarice duriiig training aiid on the job. 

ii) To exaruinc tlie desirability of associating tlic Union Piiblic Soi vicc 
Coiiiiiiission with assessiiieiit of officers i r i  terriis of satisfactory coiiipletioii 
of their iiiduction training in tlie Training Acadeniiestlnstitu tions. 

10.5 The Coinniittee had appointed a Working Group headed by Or. B.P. Matliur to go 

iflto all tlie aspects of iiiductioii training for recruits through tlie Civil Services Exatniiia:ioii 

(composition given in Appetidix 11). This Workiirg Group met several tiriics in ~ h c  

Cotniiiission's office arid after weighing various options subriiicted a report on thc S U L ~ J C C ~ .  

After deliberating on various suggestions and the report of tlie Working Group, tlic 

Committee makes the following observations and recommendations. 



10.6 The system of recruitment to the higher civil services in our country is based on the 

premise chat a young person of proven intellectual competence can hold senior and 

responsible positions in government as she has the capacity to assimilate knowledge and sift 

material to understand the ramifications of a situation, apart from the potential to develop 

an original and innovative approach to the solution of a problem. The system assumes that, 

through appropriately designed post-entry training programmes, he/she can be imparted 

knowledge and skills required for the effective discharge of job responsibilities of the service 

to which he/she is assigned. Thus, post-entry training assumes a great deal of importance in 

developing the full potential of bright young persons recruited to the civil services. Tfre 

Committee felt that post induction training should be an effective supplement t o  the 

selection process and aim at competence building. 

10.7 Professionalisation of Training and Award o f  Degree 

10.7. I The Committee recommends that training should be fully profetsionalised orrd 

made more rigorous and, at the end of the two-year programme, a post graduate 

degree be awarded in Public Policy and Systems Management. A professional dcgrec 

will give tlic young recruits the confidence that tlicy are fully qualificd to discharge the 

responsibilities of the jobs they are assigned. help them witlistarid political prcssure as t h y  

will have market valuc arid enable them to make a mid-career switch if they so desire. A 

professionally qualified person will also be able to cornmand greater. respect of the public, as 

well as other professionals in the area and will be able to discharge the job responsibililics 

more effectively. Further tt i is  will be iii kecpiog with tlie professionalisation of civil serviccs 

the worldover and will be in keepirig with the dominant trends of the ciine. 

10.7.2 The Committee felt that the existing two year training period i t  adcquute but 

needs a major restructuring in design and content &or earning a professional 

qualification. A broad schedule of training is given below: 

lgyoar : 
16 weeks LBSNAA 
30-44 weeks Professional Training liisticute 

2&-: 
32-46 weeks On job-Field training 
12 weeks Professional Training Institute/Project 

PresentationiExamination 

10.7.3 The Committee recommends that the 24 months which the probationen spend 

the LBSNAAIDepartmental Training lnstitutesIField assignment, should be treated 
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as an integrated trainingkeaching programme and should fulfill the requirement of 

earning a degree in Public Policy and Systems Management as required by 

UniversitieslAlCTE. The Committee recommends that the Training lnstitutes should 

be upgraded to the level of deemed universities, with full functional and financial 

autonomy. Alternatively the Ministry of Human Resource DeveloprnentJUGCIAlCTE 

may devise a special scheme for granting recognition to  professional degrees in Public 

Policy and Systems Management awarded by the Training Institutes. 

10.8 Foundation Course 

10.8.1 It should be ensured that all Group 'A' probationers recruited under the Civil 

Services Dramination scheme undergo the Foundation Course at LBSNAA. Since this 

group will be a smaller group compared to the present scheme, which includes certain 

Group '8' services. it should be possible to accommodate all selectees in the same 

Foundation Course with the existing infrastructure and facilities at LBSNAA. The 

Committee considered the existing 16 weeks Foundation Course at LBSNAA and felt 

that i ts  methodology con be made more participatory, case study based and aimed at 

utilisation of modern technology. The present system of village study and entphusis 

on co-curricular activities and trekking may continue. The Coininittee noted drat tlic 

changing economic environment requires a corresponding change in civil service niindsecs 

and the ongoing social revolution requires a much greater undc?rsundiiig of the problcnrs of 

users of the system and citizens - particularly die vulnerable sectioris of the populatioo, in 

day to day administration. Adequate measures require to be taken to sensitisc probationers 

to a regime wherein the private sector local government, consumer groups, NGOs will play 

a greater role. The training should stress the values enshrined by the Founders in the 

Constitution of India and dre basic ethical practices required for good governance. 

10.8.2 Theory and its application must be reinforced ;!:rccg!: training methodologies wliich 

are participatory, experiential training such as case studies, simulation games, role play and 

integrated with field observations and placements. Underlying both classroom and field 

mining, there must be reinforcement of the attributes required by the civil services. Thus. 

an integration of knowledge, skills, and atcitudes/values should be underpinning the training 

Programme. 

10.8.3 If the areas of competence be divided into academic competence and social 

competence, the mining should be aimed a t  bringing the probationers inco the fourth 
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in the “capability grid“ shown below, v i t ,  high academic competency and high 

social competency. 

I *** i **** 

I * ! ** 
2 i 

I 
I 
I 

I 
I 

Social competence 
r 

10.8.4 In major areas of public policy and systems concerns, literature is now available with 

the case study orientation. For example, the material produced by LBSNAA on policy 

systems and concerns related to district administration in India, land reforms and 

rehabilitation issues arising from large projects. Such efforts will have to be multiplied. 

Technical literature on systems planning. optitiiisation and strategic management will 3 k 0  

need emphasis. 

10.9 Annual f i t r e a t  

One of the key objectives of training should be to strengthen the basic attributes required 

for che civil services, like being committed to upholding the Consticution of the country and 

the laws, promoting welfare of the people, etc. Interactive sessions with senior persons of 

impeccable integrity (role models) in the services would bc highly beneficial. The 

Committee proposes tha t  after completing two years’ probation and the  first year of 

field postins all the probationers belonging t o  a particular batch should come back 

to the LBSNAA for a week for an annual retreat. A select group of seniors should 

also be invited to  jo in t  his retreat as role models. This practice should be held 

onnually and continued for three consecutive years. The objective is to establish “Esprit 

De corps” among the officers and facilitate learning from each other’s experiences. 

including best practices and shortcomings, and also from the role models who would be 

and interacting with the young officers. 

lo 10 Associating Institutions for Higher Education 

order t o  give a greater professional orientation to the training programmes, the 

‘ . l t ra  of excellence in the area of higher education and training centres should be 
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~ / / y  involved. It would be ideal if a post-gruduate degree in Public Policy and 

systems Management is awarded by working out a scheme in coffaborution with 

them. During the training, the probationers may be given a stint with the such 

institutions for about one t o  three months so that they are exposed to  

modernlprivate sector management practices. There is ulso need to druw visiting 

faculty from the premier institutions so that the quality of teaching is upgraded. To 

implement the scheme the cadre controlling authorities and the training institutes 

will have to draw up separate agreements with the monagement schools. 

10.1 I On the joblField Training 

Besides the academic input in the training institutes, the professionol training should 

be followed by on the job traininglfield assignment. This should be by way of giving 

independent charge instead of only attaching them as observers. For example, an IAS 

officer may be given charge of the ED0 and Tehsildar; an IPS officer as Station House 

Officer; an IRS officer as Income TaxlExcise Inspector At Fresenr field assignmeiits are 

sometimes not being taken seriously by probationers of some of the scrviccs. The training 

institutes should act as nodal organisations for the full period of training of the 

prqbationers including field assignment. They may co-opt a senior member of the 

service as a mentorkainer. Selection of officers under whom such initial field trailwig is 

iiriparted should be very carefully undertaken. Such officers should persoriify etlitcal 

integrity and professional competence. They should be willing to give time to the 

probationers. 

10. I2  Evaluation of Probatioiiers 

10.12. t The question of evaluation of the probationers during training was also discussed. 

The Committee is of the view that the prgctice prevailing in /AS, IPS and some of the 

Central Services under which weightage is given to the performance during troining, 

be extended t o  other Services. The performanc&of the probationer in the Foundation 

Course, the Professional Course and on-the-job training needs to be rigorously evaluated. 

The marks so obtained may be added t o  the morks secured by the probationers in the 

Services Examination and their seniority refixed. It is recommended that the 

and Department of Personnel make i t  applicable t o  all the services. 

Io-IL2 The Committee felt that the training needs of civil servants should not be viewed 

Only at the induction level but upgradation of knowledge and skill should be a lifelong 

BroCcS~. Once a person is selected to the civil service, dhe gets a feeling of 'having arrived! 



and after entering service stops learning and insulates himselfherself from the broader 

environment. Many civil servants are “too full of themselves”, an attitude chat needs to 

change. There is a ncad for greater professionalism and, afier a few years in service, 

civil servants should deveiop specialisation in a particular area where their career 

progression should take place. There is need for mid-career training for competence 

building. Thus, afier 9 4 0  years of service (Deputy Secretary level) the officers should 

be sent to professional institutions for a period of one year, which could include a 

stint of three months abroad. The possibility of awarding an UPh i l  degree during 

this training may also be explored. 

10. I 3 Reappearing in the examination for rank improvement 

10.13.1 The Committee noted that some of the probationers do not take the training 

seriously, largely because they are appearing again in Civil Services Examination to improve 

their rank and want to switch services. While it may not be proper to bar such candidates 

from reappearing in the Civil Services examination, the Committee feels that these 

candidates should not be allowed to join the professiortal training (i.e., after the 

Foundation Course) as it has a deleterious effect on tlre discipline of the Training Iiistitutcs. 

The money spent on the training of such candidates. arid the salary paid to them. also go 

waste in case they join another service. I t  is therefore suggested that such candidates 

may not be allowed to  join the professi6nal training institutes (after the Foundotiori 

course), but may be permitted to join the training in the next batch with their- 

ranklseniority protected. However, this protection should be given only us a one- 

t ime measure. If a probationer wishes to  toke yet another attempt ut the 

examination such o candidate would then have t o  join the training in the third year 

and lose seniority. 

m.13.2 In actual operation, this would mean that since allocation of services would be 

done on conclusion of the Fohdation course, probationers who are unhappy or dissatisfied 

with the service allotted to them would be granted leave of absence for a year (without pay) 

and allowed to write the examination once again. If they improve their chances in the next 

axamination, they will have the option of joining the Foundation cour-se once again and. after 

getting a service nearer to their choice or interesf going on to do the professional training 

for that particular service. They will also have the option to reverc back to the service 

allotted to them at the end of the Foundation Course following their previous attempt and 

go on to complete their professional training in the original service without loss of seniority. 
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In the event of their joining a different service in their next attempt, there would be no 

question of recaining their seniority. In the event of the probationers sti l l  remaining 

dissatisfied and going on to make yet another attempt, they may sti l l  be allowed to retain a 

lien on the service allotted as a result of che initial selection, but protection of seniority 

would no longer apply. They would then be added to the tail end of the batch following the 

one in which they were f irst selected. In ocher words, the benefit of protection of seniority 

will be available only up to one additional attempt after the initial selection. It may also be 

clarified chat once a probationer, after completing the Foundation Course, decides to accept 

the Service allotted to himher a t  the end of the course and joins the professional training 

for that Service, s/he would not be permitted any further attempts in this Examination. Slhe 

of course would have the option of resigning a t  any point of time, with its concoinitant 

i11iplications. if s/he later changes hidher mind and decides to write the Exaininatioij once 

again, if otherwise eligible. 

10.14 Upgrading Training Academies 

Tile Committee felt that there is conipellirig rieed to upgraclc t l i c  Trairtirlg Academies 

and Institutes and bring them up t o  thc standards of t l ic better uriivcrsities arid 

professional training institutioris in lndia in the relevant arcos. Rcscarcli on issues 

relating to public policy should support the activities of tlicse occrdcrnies. They c o d J  

Ibe organised as Government funded outonornous iristitutions set  up urider tlic 

societies Registration Act. Nexiblc promotion policies and University Grarits 

Commission scales sltould be avoiloble t o  such institutions, for tlic academic staffi 

together wi th  sufficient funds for equipment, irtforrnatiori tcchnology support ortd so 

011. Distinguished professors of repute should be invited for short term and giver8 

sp(!cia/ pay and facilities. Acadefiiiciaas r imy olso be irtvitcd os “sclto/~rs in 

re,idcnce”. Effort should bc niade t o  cquip tliern not only t o  t d c h  but also t o  

I take research on issues relating t o  public policy and disscntinote-the same to 

( $ k e n  in seaice on a continuing basis, besides utilising the findings irn the 

’ “‘ ‘“g courses. The training institutes, which are preserttly “attached” offices of 

‘*“*w Ministries, must be giver8 full adniinistrotive and financial autonomy like 

U”’r‘~rSities. Utmost care sl~ould be exercised in selecting the  heads of Training 

krtitutcs and the facu!ty members. The Faculty should be a mix of acodernia as well 

lDl* ‘Ji ‘J. ,  drawn from the civil seaices as visiting faculty. TO makc the assignntefit in 

FZsrrlici;. institutes attractive, tile original compensatory package devised in 1985 



should be restored. The faculty members should be  given suitable training abroad so 

that they are abreast of current developments. 

10. I S  Creation of an Apex Body for Monitoring 

10.15.1 Training is now recognised as a major corporate function the world over. Human 

resources have been recognised as the "principle value creators" in all organisacions. They 

are seen as the main instruments of achieving strategic objxtives. CEOs and top managers 

pay personal attention to selection, training and career development. The higher civil 

services are meant to play a leadership role in the strategic management of the cou~icry's 

public systems and therefore need a greater degree oi actelltion and Iiigli level of crairiiiig. 

Pandit Jawaharlal Nehru used to personally interview Indian Foreign Service entrants. 

10.15.2 For successful iniplenientation of the new system of waiiiing and imparting new age 

skills, as envisaged above, it i s  ttecessary to  create an apex monitoring body. For this uri 

empowered committee with the following composition is  suggested: 

i) Cabinet Secretary 
ii) Sccrcwry, Depar~trnetit of Persociiicl 

arid training 
iii) Director, LBSNAA 
iv) Heads of the Traitiiiig Iristicutions for 

Chairman 
Vicc-Chaii~ii~ii 

various Central arid All lrtdia Services 

Representatives of Miiiistry of HRD. UGC, 
AICTE, AIU. 
Distinguished Academicians and renowned experts in 
rclcvant fields. 

v) 

vi) 

It may be recallcd that the Kotliari Cotiimittcc had also made a rccornmendatioti oii tlic 

same lines (See .I .2.1.9 in Chapter I) 

10. I 6  Concurrence of UPSC for Confirmation/Termirmtion of Probation 

10.16.1 The Committ6e felt chat where the performance of a probationer is not 

Satisfactory, there should be a suitable rnechariism for terminating hidher services. Effective 

Use of the provision to extend die probation period be also made so chat a candidace gets 

an opportunity to improve. The Coininittee noted that while cadi-e-controlling authorities 

have power to terminate a probationer's services. the power is rarely exercised due to 

various administrativc impediments and multiple authorities which handle a probacioiier's 

hihing. The Committee recommends that o probationer be confirmed in service with 

the concurrence of the UPSC. It is therefore suggested that at the  end of troining, 
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&e performance of each probationer is assessed by a Board of the UPSC and helshe 

is confirmed only if found suitable. Requiring concurrence of the UPSC before 

terminating the services of a probationer whose performance is not satisfactory will 

help to  establish a high degree of objectivity and credibility. 

10.16.2 In order to have a credible and effective exit policy i t  is proposed that the 

UPSC recommendations for appointment t o  :he various services should remain 

provisional up to the point of satisfactory completion of the entire training by the 

probationers. The recommendation will be made final only if u probationer is found 

suitable in the Fnul assessment at the end of training which will include both 

acudemic and value systemlsocial competency assessments by the various academies, 

professional bodies und field authorities t o  whom they arc attached for training. 

Probationers who fail t o  complete all the requirements for grant of the professional 

management degree in the relevant area of Public Administration or fail to complete 

otlier aspects of the truining successfully in spite of artiplc opportunity to do so, 

should have their probatiort terniinated. 

10.16.3 Rccruitiiiciit process can bc coriiplcte orily a t  tlic a i d  af ttic total pl.oCcsj of 

induction. Hencc. not orily is there need to have appropriatc tests arid otlicr assessiiit!iit 

procedures for the appropriate selection of candidates. there i s  ,iko a riccd to colitiliuc tlic 

assessiiieiit during the period of iriductioii. By laying stress OII die I.itcr- process. tliwc IS 1 

clear message to the candidate that the effort to prove suitability for tlic civil service docs 

not end a t  the f irst stage of selection. The Coiiwiittee believes that upgradatioii of the 

academies and association with institutions of higher learning will assist in t h i s  proccss. 
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CHAPTER I I 

RECRUITMENT AND T H E  SYSTEM - THE 
POST INDUCTION ISSUES 

I I .  1 Although the post-induction issues are, strictly speaking, not covered under the 

terms of reference of the Committee, the Committee felt the necessity of making some 

comments on the basis of feedback it received from cross section of society. The 

Committee felt that recruitment, training, and managemelit of the civil services are iiiter- 

related components of tlie same system and one cannot succeed without the other. Any 

effort to rect iv only one aspect to the exclusion o f  others will iiican trying to cure tlie 

syniptom rather than tlie disease. 

11.2 The recoiiiniendations of this Committee are enibedded in a wider- view of civil 

service rcfoi-in. Exaniiiiatioci reform by itself will be ineffective iii a systcni perceived to bc 

highly politiciscd or subjcct to cxti~a~icous iiiflucnces. Many senior- pci.soris specifically nsltcd 

the Coitiriiittec to put i t s  recoiiiiiieitdatioiis in a wider pcr.slwctivc siiicc tlicy WCIX 

concerned about integrity and morality. 

11.3 Ttic Cortiiiirttec felt that the civil services bc oiic of our biggest asscis 01' 

liabilities depending 011 the iiianiier in wliicli we handle tlieiii. Looking for desii.;rble 

attributes and values a t  ttie entry point i s  not enough. It is very a-ucid to uiidci-sund what 

happens to the values and iiitegrity. motivation and other qualities asscsscd a t  tile tiiiic of 

recruitment after 10 years and 20 years of service. It is  said that initially many of the officcrs 

have positive values, but they change during the course of service. When they appeal: 

before the UPSC interview boards, most of the candidates are idealistic. bright, coiiiniitled 

and sincere. However, once they join ttie service, withiti a Fjeriod of tiinc they seen) to 

become cynical, negative and possibly even corrupt. Even the most outstanding officers feel 

frustrated after their idealism has been dimmed by the systemic realities. Some of thein 

succumb to pressures easily. Therefoi-e, a deeper insight into tlie systemic nieclianisin is 

required to ascertain the causes affecting this change and take remedial action. 

I I .4 Compensat ionhcent ive Structure 

Before scouting for talent, there is need to focus on the challenge in the job aiid the 

compensation package. It is felt that the superior civil services are entrusted with a very. 
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high level of responsibility’ from the very beginning and most of them go up to the level of at 

least Additional Secretary. Betides, there are flexible complementarities a t  the top level. 

With liberalisation and decenualisadon, development adniinistration has become far nlore 

exciting and challenging. especially in the higher civil services, in terms of diversity of job 

relating to public policy and public services involving huge public resources, and t l i e  power 

o f  discretion associated with it. However, the cornpensation packuge has to be nmde 

more attractive with opportunities for fast tracks or merit based promotions. Apart 

from integrity and honesty, the concept of ownership and share-holding for employees is 

also important. In Singapore, private sector C D C ~ X S S  with the governmen: for 

recruitment. There the civil servanrs are very well paid and the compensation package is 

linked to the earnings of the top performers in the privatekorporate world. However that 

system cannot be compared with our system since apart from financial constraints, 

compensation to public servanrs is a1s.o linked to the performance of the econoniy arid a 

worsening of  tlie latter can result in cuts for civil servaots salaries. However. senior civil 

servants are all on contract basis for renewal of which there is a fresh assessiiiciit before 

each renewal. In view of this. we liave to focus inore in teritis of job satisfaction where h e  

civil services sliould be pi-ovidcd witli opportunities to  fully realise theit. potcntinls and can 

have sonic kind of self-actualisation and sense of sliaring i t )  coriiinon goals and objectives. 

At the same time, there is  need t o  balance incentivesIJisiocenti\lcs with security of 

tenure. There should be safeguards to protect the interests of the honest officers 

against political interference. The present lack of trarisparciicy and thc scope for 

manipulatiori of the system results in the criterion of nierit being niadc vulner-able to 

influence arid consideratioris of personal loyalty or even unetliical dcalings. Tlic absence of 3 

well-defined structure for rewards arid punislments, and the confusian regarding die 

desirable service norins for civil service, has led to low inoralc arid purwic of career 

advancement sometimes a t  the expense of ethical values. 

I I .5 Developing specialisationlprofessionalism 

I 1.5.1 Within the civil services, there tias to be a conscious move away from the generalist 

approach to the specialist one and upgradation of knowledge and skill should be made a iife 

long process. Even if officers are recruited as generalists, they sliould be encouraged to 

specialise in one sector or the other. The core competencies of the officers should be 

identified ar.d consciously developed after the initial 8- 1.0 years of service. For encouraging 

development of professionalism in civil services, there should be a specific career 

development p/an for each ofiicer involving both core competencies as well as 
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general leadenhip as tfwy move up. T h e  offken should be periodically sent for 

specialised training in one of the leaditig professionul institutions, which shoctld 

include at least a three month stint abroad, for copacity buiiding artd whenever 

necessary, more training be provided at the best institutions io lrtdiu und abroad. The 

specialisation can be in the social sector. viz.. social welfare, housing, eitvii.ottniet It, 

ducation, health. or it can be in the field of managernerit of nattiral i:esources like hid, 

water, forests, or it can be science and technology, or commerce, ecortoniics and finance, 01- 

in the areas of security or disaster management. Further, once the officers have specialised 

in a particular sector, they itlust b e  supported to continue in that sector. 

11.5.2 The Corntnittee is of the view that enhancernetit of pt.ofessional sl:ills a ~ r d  

development of capabilities will enable the officers to access oppoi-tiinitis to spcntl soillc! 

time, preferably even a sabbatical. in die p i va te  sector or with ~IGO;/coopci..Itivcs~i~~ii- 

profit or'gaitisatioits or with academia a d  then return to tlic G o v ~ i ~ ~ ~ ~ r t c i i t  wi th ocvt 

perspectives. The Governtrierit sliould protect not only ttre sulury, h i t  also piovia.ld? 

some funds for the project to be under tolteri during ttir! s c i L . L w ~ i c : d  ycctr; I I N !  

Comniittcc fot.esccs a tittie wlicit t l ie existiiig sycteiii of t~i;iii;igiiig I w x S  l ) y  c d i  c dlicci..; 

would gt-adually cease to exist atid it would bc alqwopiatc to plait ;IC tliis si;igc die seetls ul 

a new awl tiioi'e pidcssioital systctii w1ici.e tlrc old I igid stt'tictt.ii.cs of Gov&i i rw~i i t  w-iiilil 

change. WItIi tlw advettt of str-oiiger locil govct i i t i ie i i ts  as wcll ns c:iiiiiv!i\ity . I I ~  b J W 3 s '  

involverrielit in all developtnertt pt'ogimitiics. tlie Sutc would I cti cat II.OIII tir;vi.l):ilig ( l i t !  

micro ecoltoiiiy. A well developed pidcssioiral value systciii will also ctiA~lc tlic civil 

tervartts to discltargc their duties iii a pofcssiotial nird obicctivc IIIJIIII~I. xitlrvi it 

Succunibirig to any 'kitid of extraneous pix.xsui.cs. The Gotritirittcc bclicvcs that  corititiuiiig 

educatioll, as a process of lite loiig iearmitig. will sustaio such I>i-ofr?ssion.disrii n ~ i r l  

opportutiities should be provided for tlie satite. 



C~mrnision~ In USA, there is lateral entry a t  the highest levels which is open for all. 

mere  is need for differentiated skills, which requires recruitment of specialists, to make 

enUy open. from within and outside. When officers know they will have to compete, they 

will work towards accumulation of relevant professional experience. Mobility across 

servictslbetween services should be explored. Meritorious persons, even from 

NGOslnon-prMt organisotlonslcooperatives, who have done well, should be takeo at 

the middle and senior levels. A provision already exists undei- Rule 6(2j(ii) of the All India 

Service (Cadre) Rules for sending out All India Services officers to NGOs, coi-porations, 

cooperative. societies etc. It will be desirable to continue this practice not only i r i  respect of 

All India Services but also for the Central Services. 

I I .6.2 Officers should be encouraged to join voluntary orgonbatioris of repute, 

educational and research institutes or international orgonisations during mid-career, 

on loan bosis, contract or deputation terms. 

I I .7 Need for Periodic Performance Appraisal 

11.7.1 The biggest drawback of the existing system is  iim the reci-uittiiciit process bui the 

post-recruittiicrit scenario in wliicli there i s  110 evaluation ol iiiet-il. Tlic i.;itik ul)t,titicd I I ~  

the Civil Services Examination dcterrniiics the rank of the selectees atid that I e!si*iiii$ Iixctl 

tlirougliout die career. There should be a speciol evaluation utid clearly Ic;iJ Jou.rt 

criteria ot period of eight to teti yeatr of service (at  least Icforc Jcputy sccretur'y and 

joint secretary level) as part of the recruitment process. Oric-tiiiic i xmu i t i i i c t i t  to 

select officers for 30-35 years is not appropriate. Tltere sliould be at leas: thr'ce l o  fr.w 

such evaluations in one's workiiig life. 

I I .7.2 In professions such as iiiediciiie atid accoimancy, the coiicci.ricd ptdcssiotial 

associations, which are statutorily recogiiised, have laid down requiretiients for uiidcrtakiiig 

a certain nuiriber of hours of re-education each year before a mciliber cart seek cxtettsiori 

of registration eidier as a Doctor o r  a Chartered Accountant. In the Deferice Set-vices also, 

before serving officers are corisidered for promotion to the higher rari!ts, cet-taiir 

professiorial trairiiig courses and exatnitlatioris are conducted and have to he clcar~ctl. Such 

in-service examinations need to be instituted in the Civil Sewices olso, (1s u xigrrul to 

the serving officers that they need to retain a sharp learning edge if they l iopc to rise 

in their careers. 
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11.1.3 Now everywhere there is talk of 360 degrees appraisal, i.e., appraisal not ody by die 

boss, but also by the subordinates, peers, customers and suppliers. In order to instill a 

huger sense of accountability, the assessment of the civil services should also include 

an element based on feedback solicited porn persons, who have to interact with there 

of lcen os citizens or consumers of public services, in order to  guuge their horresty, 

courtesy and efficiency. It is desirable to design such systems for all levels of officers, 

which have dealings with d ie  people. These exercises slrould be conducted by on 

independent professional organisation, may be consisting of retired judges or former 

members of the ormed forces, academicians, activists, NGOs, ond eveit retired 

governmetrt servants, who should look at their policies and performance, and suggest 

constructive steps for their improvement. Such ratings are always used with care iir any 

personnel management system. - Peer group review, in addition to i l i a t  of seriiors 2s also the 

individuals own response, has to be carefully evaluated by iiUt01101110t1S civil scivice 

evaluation system, before giving credence to them. tluwevcr-. once such 01 ocesses ai e 

gone tlwougli. an officer getting negative rating on the criteria slio:iIJ be ailviwd to i t t i p  ovc 

functioning and, in case of repeated negative feedback. sliould bc ixwiovcd ftui i i  that post 

and given an unirirportaiic assigninerrt. It1 the evetit of pci'sisictir I tcgative i.;t.irigs. dtc. 

questioti of severance of die officer from tlic public setvice can be l ~ l t t ? t l  inm. 

11.8 Deadwood 

It is said that a riurirber of civil seivarits becoriie deadwood arid, hclicc. scriody affect tllc 

delivery of service due to lack of professiorialisrn-atrd cotruiritiwiit to i'ublic set v i w .  lii a 

sigirificairt pronouncernent, the Supretire Court  Iias rcccritly called ~upoii tire gover I~IIICIN 

virtually to take a fresh look at the eritire gariiut of official ant i  public sector c i i i Ihy i i iwt .  

IrS view i s  that only useful employees should be retained arid those who arc 'indolcrit. 

infirm,. . ..of doubtful integrity, reputation or utility' weeded out. 7 h i s  iniplies that the 

Potential for continued utility in service should be the only criteria for allowing aiiyotie LO 

continue and prosper in die service. This problem con be tackled portly by periodic 

evaluation of performance of the oflicers s;;d L; plaitring the seeds of 

professionalisnt at on early stage oniong those who hove thc potential and poilly by 

Weeding them out or sidelining them. This will, a t  one stroke, desti-oy the cotnplacciicy 

that permanent employment engenders. Consequentially. seniority alone will not be die 

Sole criterion for career advancement. 
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1 1.9 Stability of tenure 

It has been observed h a t  frequent transfers and limited tenures are playing havoc with 

public organisations. Rapid changes erode the mandate of the Departmend Organisadon. It 

leads co lack of confidence for acting firmly and equitably for tlie public good. Since h e  

incumbents are not sure of how long they will stay, it affects their attention to detail and 

capacity to master the situation and begin thinking about how to change or improve iliings. 

With every quick change in die head of the office. a funereal air i s  noticeable and down the 

line the respect for authority is whittled away. Rapid changes erode the rnaiidate of the 

Department or Organisation. Besides this, the staff does not exceiid tlie cotiitiiitirieiit so 

necessary for change to be institutionalised. Transfer: h e  Seen used as iristruriient~ of 

reward and puriisliment, there is little transparency, and in die public iiiiiid a transfer after a 

short stay is perceived as a stignia. Therefore, it i s  crucial to rerriove such uiicertoicity 

and bring a feeling of security of terture in every posting of or! officer for eiisiuiiig 

better performance and accountability. 

11.10 Civil Service Boards 

As preserttly o t  tlie Centre, Civil Service Boards should be fwr t i ed  ui Scctc Irvcl.ulsu, 

for overseeing appointments and promotions of civi l  serva!its, arid Scrricc-wise 

Boards should also be set up fur t h i s  purpose for rnariaging trtrrrsfers ti l id postirigr 

within eucli Central Sewicelcadre. l'licse Boaids coniprisii\g :ciiioi r r i u x  cmhc olticci 5 

with inipeccable repuwtioris would oversee appoiritineim. ci-aidci s xid pi'oiiiolioii, of dl 

the officers in the servicekadre. For various postitigs, the Boards woiild rccoiiiiiieii~J 

panels, of  names arid the political executive would have tlie discretion of selecting iiaiiies 

from these panels, but there would be 110 "open" choice based on wliinis, fancies and other 

considerations. If the entire panel recoiiunended by ttie Civil Set vice Board. IS igriord a~itl  

Someone else is picked u p  for a certain posting or appoint~nent. tlrcn it slioiild be ob!t@io~ y 

to record reasons for the same in writing. Any request for transfer should also IJC? 

Scrutitiised by this Board and the governiiient of ttie day would noi-malty abide by its 

recommendations.. The tenure system which has fallen into disuse should be 

resurrected and maintained oii the authority of the Civil Service floor-d. These Boards 

Son even be imparted some statutory basis for their role and functiorts, us i s  the cusc 

h the French Civil Service. 
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I 1.1 I TO SUM UP 

This chapter completes the process of the triad of reforms required if a change is to be 

seen in the civil service system of the country. Fifty years after Independence, the civil 

service faces a completely different set of problems and the methodology arid approach tc 

Qcoblem solving. Therefore, the Committee believes that recruitment, training and reforins 

within the system go together for an impact of sufficient proportions to aid the couiitry on 

h e  path of development in the twenty first century. 
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CHAPTER I2 
RECOMMENDED - A COMMUNICATION 

STRATEGY 

.12.I At an early stage of its investigations and deliberations, the Committee fourid that 

there were certain indications pointing towards a lack of full information about the higher 

civil services and the manner of recruitment thereto among the urger group. Ic was 

observed that the level of-awareness of the existence of the Civil Services Examination and 

its importance as the gateway for entry to die higher civil services was not uniform 

throughout the country or in different segments of society. It was also seen that lack of 

proper information through regular channels even in the "catchment areas" like universities 

and colleges was resulting in a decline in interest in the civil services as a career option 

among the fresh graduates. Table 10.1 shows that a majority of the candidatcs aopcariiig for 

die Personality Test of the Civil Services Exariiinatioii came to know about thc Exainiiiatioti 

only through iiifor-iiial chatinels. It was felt that  tlicre was a clear riecd for a study LO be 

carried out in th is  area with a vicw to identifying the ccniriiuiiicntioti nccds awl craftiiig a11 

effective strategy to ensure dissctiiiiiatioti of inforiliation petxainirig not only to the 

examination but also to the higlicr civil services as a carecr optioii a!iiotrg tl1.c Iwtclithl 

caaradidates in. every part of the country. Tliis would oot otily sctvc to i)io~Jc?ii t lw s o d  

base of the recruitti\erit (which iii itself is a desirable objective) but dso facilitate tal>pillg uf 

the vast genetic. pool available in this coutwy, resulting in a better- q t d i t y  of J J I * U ~ U C ~ .  

Further, such a strategy could also iticlude eleriients desigiicd for pi-ovitlii jg access 10 syllabi. 

reading material arid inforniatiori about the relevant courscs of study to diose caivJiciAte; 

who would not have the privilege of studying in a preniier institution/ university. The h i s h  

Cbandra Committee had also expressed similar concerns. 

Table 10.1 
Source of inforniation about Civil Services Exaiiiiiirrtioii 

data:- Socto-economic analysis u 
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I22  This Committee felt that a separate Working Group should go into all these aspects 

(paragraph 2.4.4 refers) and, after carrying out a detailed study, suggest effective measures 

which could form part of a communication strategy to be adopted by the Coverinlent and 

the in this regard. The findings and recommendations in this Chapter are based on 

the studies thus carried out including the feedback and suggestions received by die Working 

Group and by the Committee. 

REVIEW OF EXISTING METHODS 

12.3 AS per present procedure, the Notice for the Civil Services Exmitiation is i w e d  by 

the UPSC through the DAVP as a paid advertisement for publication in the print niedia. 

This covers about 233 leading EnglistdHindi and regional language daily newspapers being 

publistled from 96 stations throughout the country, albeit i r i  a sumciiar-izcd format. 7'1ic 

detailed Not ice is published by DAVP in the Employment News/Rozgar Sainachar atid the 

candidates who may notice the brief advertisement in the newspapers are required to r-efcr 

to the detailed notice in the Employment NewslRozgar Satriachar IS the only aurlior itxive 

source of coiiiplete information. This detailed irotice does not, Iiowever, cowx e v ~ y  

aspect. for example. for infortnation relatirig to matters like Medical Rcgulatioiis aiid SCI vice 

particulars, etc.. it is necessary to refer to the Rules of the Exaiiiiiucion published in the 

Gazette of lrrdia by the Department of Pel soriiiel & Traiiiiiig. 

12.4 Tlic Press Itifortiration Bureau is also used for dissccniiiating ticws a ~ i c l  iiifcr iiiarioii 

about h i s  Exaiiiinatioti tlwougll tlic p ik t  atid electronic iiredia, but llic eltorrs of h i s  :igc[lc.y 

are not such as to ensure a sulficieirtly wide coverage, siiice it m a y  01' i i iay llot IN cawicd ;Is 

a n e w  iteclr a t  thc discretion of tlic editors. 

12.5 7 1 ~  Station Directors of 16 All India Radio stations serving rctiiote at 'ex  of t l ~  

country ate also sent copies of the brief notice with the request to broadcast the sa11ie in 

their bullctirrs relating to pubic employment for the berrefit of the populace who may not be 

well served by itre print media. There is no feedback, however, to indicate the exient to 

'hidl I l l i s  lras been effective or beneficial. 

42.6 Tlrc UPSC does not interact directly with any of d ie  rncdia agcncics GV widr 

ooordarslratr, although some channels of Doordarstian do provide brief irifor-nration on the 

~ani inat io t~ based on the PI8 release. 
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12.7 It may be mentioned here that although there is large number of regional language 

dailies on the media l is t  of OAVP who are given the U K C  advertisement containing notice 

for the Examination for publication, the notice itself is printed by them in English. The Hindi 

dailies print the notice in Hindi. As regards Employment NewdRozgar Samachar, this is 

printed in three languages, i.e., English, Hindi and Urdu. 

12.8 The UPSC presently sends approxiniately 1000 copies of Employrneiit News, 

containing the Civil Services Examination notification, to different organisations/o(fices all 

over the country. These include almost all universities and university employment bureaus, 

selected sct iools and colleges, all Secondary Educatim wards, Directors of Public 

Instruction. all Ministries and autonomous bodies, all Slate Goveimieiiis atid Chief 

Secretaries. State Public Information Officers, all Public Service Coniniissions, riearly I00 

employmetit exchanges and vocational guidance officers, major libraries and NGOs. 

12.3 UPSC also provides detailed information about the Exariiitrativri by displayitig copies 

of i ts  detailed riotice on i t s  website. Tlie Coriitiiissiori also have a Facilitstion Cetrtre. wliose 

telephone riuiiibers are advcrtised in tlic Notice. for catel-ir ig tc) the dcriinrids for- 

inforniatiori, wlictlicr in person or on teleplioiie, fi.otii prospcctive cariclidirtes. 

12.10 Except for the above, diere is no pubic triediurii vh i c l i  provides iiiforiiiatioii about 

the job conretit. pay package, career arid persorial dcvelopiiiciit p~*ospccts. tr.iri:fw awl 

postitigs in different services etc. to the prospective candidates. 

12. I I Altlwugh the Giiploytiient NewslRozgai. Saiiiacliar docs carry fairly clcrailcd 

infortriatioii, wliicli C a l i  provide goidatice on most aspects like availability of fci 111s. 

procedure for. applying, eligibility requit.eineiits, scheme of die Examination, details of 

papers, syllabi, arid so on. this publicatiori is generally not available below die distiict cowri 

level and there coo it is available orily through one or two oiirlets. Ir. iiny happen that by 

the titrie a candidate comes to know, through other meaiis. about the issue of th is  Notice, 

slhe riiay riot be able to lay liands on a copy of the Employinent NewsIRozgar Satiidcliar 

since the liniited iiuniber of copies tend to get sold out very quickly. 

12.12 Tlie application forms (along with inforination brocliurc etc.) for all UYSC 

b n i h a t i o n s  are available at a nominal cost throiigh 500 Head Post Offices located a t  

district headquarters throughout the country. However, it may be tiotcd diat drc ie  are 

h u t  90 districts which do not have a head post office. So. in such districts, even tlx forms 
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?re not available and the candidates have to travel to other neighbouring districts for this 

purpose. It is also a moot point as to how many candidates actually know about die 

availability of forms through head post offices, in spite of the fact that the list of such head 

post offices is advertised in the Employment NewslRozgar Samachar and the website. It 

may be mentioned here that th is scheme of sale of application forms through head post 

offices is in vogue for the last NO years only. There are in all 840 head post offices, niore 

than 25,000 departmental sub-post offices and a grand total of approximately 1.54,OOO post 

offices covering the entire country and clearly there is a much larger scope for utilisatiori of 

&is national resource for &is purpose. 

12.1 3 After reviewing the totality and probable effectiveness of al l  the above listed channels 

fop dissemination of information and distribution of material (forms, brocii!lrc, etc.) 

regarding the Civil Services Examination, the Committee felt that there ivos a definite 

need foc a far more effective, elaborate and focrrscu' coii1.z~ui1icuiiotl strategy in t h i s  

regard. A blue print for die same has been attempted in the following parag!-aphs. 

SUGGESTED STRATEGY 

12.14 The following factors must bc kept i t i  iiiiiid wliilc cvolvitig ;it1 cffcctivc ;iiid woi~ltablct 

comrnuriicatioii strategy for the Civil Services Examination: 

i) Level of education; 

ii) Language barrier; 

iii) 

iv) 

v) 

Perietratioti of print and electronic iiiedia; 

Exploitation of other channels like poswl, educational, etc. 

Economic arid social conditions prevailing in diffcreric areas 

12.15 Other iriipormiit aspects which need to be kept in view are cost-effcctiveiicss atid 

potential of existing as well as new corriniunication tools, which are expcctcd to beconie 

auilable in the near future and which are likely to redefine the communication sccnario 

substantially. For example, while the role of the print media is not likely to diminish, iliac of 

ekuonic media is  likely to grow substantially, particularly with the tiear utiivcrsal reach of 

television and the expansion of internet coverage and related modern telecom teclinologies. 

The strategy should be to dovetail the existing sourccs a' , *- . -" ,. inatic:.r and cornniwication 

with the emerging technological developments in comriiunication sectors, so that our goal of 

reaching out to the maximum population of the country can be achieved. 



12. I 6 The fallowing should be the objectives of any such strategy: 

i) to raise the level of awareness of tliis Examination and its importance as a 
gateway for envy to the higher civil services in every segment of society and 
every nook and corner of the country: 

ii) to provide information on the higher civil services being recruited through 
this Examination - nature of work, their career prospects, ternis arid 
conditions of service, opportunities for personal growth, arid so on; 

iii) to provide a channel for distribution of all material including study material, 
which may not otherwise be easily available in the remote areas, at an 
affordable price; 

iv) to set up on a regular basis certain ground level institutional rrieclranisriis 
which will take care of the information and communication needs of the  
society with regard to this Examination and the higher civil services. 

v) to provide complete information pertaiiiing to the fxaniinaciori ir icludirig 
guidance on how to apply and how to prepare; 

vi) to make available the application fornis and full iiiformation on tlic iiiaiiiici- cf 
filling up the same and submitting thern to UPSC tl!rciigt\ a necwotk vd:ic!i 
covers ttie country, includirrg reiiiote/r,ural/tiilly a i m s .  ecc. 

12.17 Given the objective of tapping the vast geirctic pool avail;lblc i 1 1  t iw couiiii-y. on [!I..! 

assumption that the wider tlie participation ttie better wiil Le iI,< qudi;j of dic ciid 114 od, it.!.. 

the target group would include tha t  segment of the educated youth of tile couiwy. v;liidi is 

eligible to take the Exainination. Needless to say that any sircli twgct gi-oup IIJS co iriclu .Ic 

those sectioris of society acid those inhabitants of the distant pocltcts of this coiltiti y v.4m 

are today not even aware of t l ie opportunities for public service available tliiwgli die 

instrumentality of this exaniination. The added benefit of reacliirig tl ic unrcaclicd WGIJIJ bc 

to enhance die feeling of belongingims while a t  the saiiie time eririctiiiig tl ic social base of 

the civil services fraternity. 

12.18 Given die above objectives and target group, it would f i r s t  be necessary to ideiitily 

the possible methods tlirough wliicli there can be greater generation of awareness and abo 

dissemination of  study materials/informaticn brocliureshpplication forins with the aim of 

cmching the targeted population in the remotest location. After. deliberatioris the 

Committee suggests adoption of some of the following methods by ctie UPSC. 

12.18.1 There is a need for generation of awareness. It should be ensured that inaterial 

as well as iniormation is made available through various channels so that it 
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reaches the target group, particularly the catchment area of colleges in remote 

locations. 

12.18.2 It is evident that in a country as large as India, with only die recent spread in 

communications, particularly the television, it is tier; necessary to mount alniost 

a campaign to spread the message. At present, only some areas of ttie country 

and some universities/ inscitutions account for the bulk of the candidates. Hcnce, 

die reach has to be broadened through the various suggested me-- uaures. 

12.18.3 Radio and Television, the two most popular media channels, have riot been 

properly utilised so far. As the study reveals, after the print media. it is 

Doordarshan which is considered an important medium of coriimunication for 

disseminating information about the Civil Services. It is, rtiei.efore, riecessary that 

adequate, effective and attractive prograinrites arc pi-cpared (01. telecast v ~ d  

broadast over television and radio. With the opening up of FI.1 station LO tlic 

private sector, there is anticipation that there woiild be i i i w e  lucal coiiieiit fcrl 

listciiel-s 011 a regiorial basis. The UPSC can directly dissciniinte iiifoiw.iiiwi 

reg;ar-tlirig the civil services as well as regardirig tlre cx.itiiiii;itioil syc.tcrri d i l ~ ~ ~ i ~ ; l l  

die local radio set-ups. The UPSC could consider t;cldii tg i.cgu!a:. discussiwis ml 

debaces on radio arid tclevisiori in the local laiiguag2s. qi-mii: i icz i:*>!dtl 

also be in the forin of phone-hi prograiiwie. c l ix  sliow 01' quiz. l l iz  l ) t i i j ~ ~ . ) s ~  cl 

these sliows could bc to elaborate 011 tlic system of c:;wiii:atiuri, LO di:pcl 

doubts regarding fair play, explain tlie variety of opportunicics wl i ic t r  tlic;s 

services offer, elaborate 011 ttie different types of rcspomibilitics tliac arc  Itartdltxl 

by the people who enter ttie services and also inforin tlic people rcgJf'diiig die? 

role of civil services in governance, policy riiakirig arid ecoiiori tic dcvelo~~rrviit. 

The objective of such publicity is  not the same as right to pronroting a product. 

It is  a requirement, based on tlie tight to information of a scivice urrhidt i s  

enshrined in the Constitution of India and. for which, justice deinaiids that 

persons from all sections of society, arid the lcrigtli and breadth of Iiidi'i, be 

represented in the services. 

7'lii. 

1248.4 As mentioned earlier, die electronic media is  growing substancially, particularly 

with die emergence of modern telecommunication technology. Tlic 

developments in communications should be used to reach out to the inaxiiiiuiii 

population in the counuy. Besides, the existing Facilitation Cauntcr of UPSC 
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should be made user friendly and equipped with an Interactive Voice Response 

system. Advantage should be taken also of the developments in internet. The 

UPSC website needs to be made more informative by providing material about 

career prospects, job profile, transfers/postings and pay/perks in different 

services, cadre allocation, number of vacancies etc. 

12;18.5 Similarly, the network of Regional and Study Centres of IGNOU or any other 

such institution can be utilised for providing information to the potential 

candidates. IGNOU should be associated in develoning the instructional material 

for the Examination in the distance mode and involve its study centres 

throughout the country to support the course. It could be te!ecast on T\;I as is 

done in the case of farmers' programme and IGNOU and UGC prograniiiies. and 

some prograinnies could be broadcast on radio also. There should be a distance 

Iearniiig persoii/niedia expert 011 the panel. Videos which hcighccn ~~iderjta~)r l i t~g 

011 various issues, niay become supportive educational tiiaierial. Thc coi.it;s~s 

niay also be available on the net arid be i r i te ix t ive.  All this wiil rctlucc tli:? 

iiiipoiwicc of tlie private tutoiiil courses, whicli arc co;lly ~ i t l  ai e IIUL CJ;II{ 

available in all parts of tlie c0uiitj.y. 

12.18.6 7'1ie UPSC niay undertake preparation o f  [lie publicity i i i a t x i > l  iii a ;< : i f -  

explaiiatory forinat and in the niost siniplc laiiguage SQ I l iac  i l is uridersi L i r ) O  

clearly by tile target group population. Print publicity r i i m r i a l  ill r.tgiui~.il 

languages can be made available ill adequate quantities to far-lluiig a r w s  as well 

identified educatiorial institutions for distribution among the p m m i a l  t .rqct  

cliciitele. The Employment News, coiitaiiiing the notification of Ci*d Scrwiccs 

Exaniination, should be printed in iiiajor Indian Ianguap and in suffiticnt 

nuiiibers so t h a t  it could be supplied a t  a very nominal price and the postal 

network can be used for i ts circulation. 

12.18.7 The University Career Guidance Bureaus, as also the network of UGC's regional 

offices, can be used for dissemination of publicity mdterial among tlie teic1iei.s as 

well as students. Universities and colleges catering exclusively for worwii's 

education may be specialty targeted so that wonieii's participation i r i  ch is  

Examination can be increased. There are five women's universities and rtwre 

than 1.000 colleges in the country. 



1218.8 The Satish Chandra Committee had also recommended distribution of colourful 

brochures on a large scale. They had suggested that the Dirhctorates of 

Employment and Training of States and UTs. which have a network of offices, can 

act as channels to spread information and knowledge about the Civil Services 

Examination. These recommendations remain relevant and should be 

implemented. 

12.18.9 The Kotliari Committee had suggested that Members and senior staff of the 

UPSC undertake visits to universities and colleges for dissemination of 

information. This is a useful suggestion and should be explored. 

12.18.10 Some more steps can be taken a t  the Governinelit level, without aity dir-cct 

involvement of the UPSC. For example, inspiration can be drawn tlirough tlie 

role model of officers a t  the district ievei, j idi  as Coikctoi s. Dim icc 

Magistrates, SPs. Forest Officers, or through inputs i r i  the curriculuiii. 711~ ideal 

of civil services offering a briglit career, high qu3lity life arid cliallci~ging 

assigtinicncs. tias to bc sold also to the parents wlio JIT tlic pririic r;iotivators. A 

cliapter on civil seivices caii be included iii tlic text  bvolts of civics i r i  iiiiddlc 

scliool. Pimently, orily tlie stucleiits of public adinii!i;ti.atioii iii ~ ~ ~ l l ~ g e s  ar e 

tiiuglit about the civil sewices JS a pal t of tlieii' cwricuiuit t  wliii l i i s  1101 

adequate. The niindset prernliiig iii rural areas, that critry i t  it0 tlic civil sc;.vic& 

is high caste-oriented aiid favours the Eiiglisli spcJkiiig p:rsoi~s, riccds 10 be 

dispelled. Conimuriicatiori regarding seivices can bc cflcctivc i f  ii c x i  cliarigc tlic 

attitudes and betiavioural patterns of people. 

12.1 8. I I Each senior secondary scliool/college/utiiversity may designate oiie ccacltc!* as a 

counsellor for the UPSC examinations for providing detailed hfoiwiation arid 

guidance to aspiring candidates, who should be provided adeqwrc inaterial arid 

information well in advance. Such persons will serve as the key coiitacts with die 

UPSC. 

12.18. I2  It is recommended that the UQSC should consiaer organisiiq "Annual Civil 

Service Day" throughout the country at  the time of issue of notification of the 

Preliminary Examination. The purpose is to spread awareness about tlie civil 

services as a worthwhile career. The service of the Directorate of Field Fublicity 

and Song and Drama Division of Ministry of tnfortnatiott arid Bi.oadcasting car\ bc 
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utilised in this regard. They can we publicity literature or documentary film for 

highlighting the UPSC's role in harnessing the best talent throughout the country. 

12.18.13 Counselling for potential and competing candidates, with a view to helping them 

make a better and more informed choice of  services, should be arranged a t  die 

f i rs t  level through attractively printed brochures, which can be made available 

along with the detailed application forms for those who tnalte it to the Main 

Examination. 

12.18.14 It will be rewarding if the network of post offices ttirougtiout the c w i t i y  is 

ucilised for dissemination of necessary information and documentation on Civil 

Services. A t  least, the UPSC application forms should be niade available i:i al l  

post offices of all district headquarters arid post offices located in the premises of 

all premier educational institutions like universities, medical coileges. er rgiiieeriiig 

colleges, management schools etc. Post Offices caii nlso display pos:ci~s 

indicating ttie examination programme and giving dates likc d x e  of I itxificatioii, 

closiiig dace for sending applicatioiis, date of exariiiriatiori and so on. Tlrcy can 

also stock arid sell low priced publicatioris co oe I I I ~ U C '  :i4iiijlc b y  a siJi;.ibie 

agency authorised by the UPSC giving full details on tlic exariiiiratioi\. tlic civil 

services - their traitriiig, career prospects and other. details v:liicli iiiiiy S ~ I  vc 10 

motivate arid itifor-in ttie pr-ospcctive carrdidares. 

12.19 To suiii up, the coniiiiunication strategy to bc adopted would not oiili ciisiire 

disseminariori of information relating to  the Exaniirialion. arid the Iiigticr. civi I rcivims 

recruited t t  ir-ougti it, but also enable prospective candidates to apply lot. thi: Exaiiriirxiori, 

prepare fot- it and make choices regarding the specific Service wtiidi t l c y  wisli to joiii. Tlic? 

niinimuni pre-requisite for such an exercise would be that it reaclics all segments of society 

in every part of the country. In other words, the strategy being envisaged sliould be 

Comprelwisive and facilitacive with the ultimate goal of tapping the vast potential ol India's 

youth to ttie maximum possible extent. 
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AN APPROACH TO IMPLEMENTATCON 

13. I Implementation of the recommendations contained in this report would require not 

onty examination and consideration of various aspects like cligibilicy, patte1.n of tile 

Preliminary and Main Examinations and the methodology for the Personality Test, but atso a 

great deal of preparatory work and detailed exercises for givirig concrete stiapc to tlte IIC?.W 

"models" being suggested for different stages of the Exaniirraticm. It roay rlierefore be 

necessary to draw up a detailed programme for implementation of the rcvised schmnc. Tile 

changes recommended on eligibility aspects such as age and number of chance; can be 

imylement'ed iinmediately with effect from the next 'examination to be :v::ihc:d after 

acceptance of the relevant recommendatioiis. Since the Nociiicxit.ri fo; tliz 2.00% 

Exanitlation would trave to be sent to the Press for publication s(>vietiiiie iii i-I;!vclt&c?l. tl\is 

year, t1rer.e is 1.10 possibility for introducing the clraiiges in tlic sc1ici:ir. bf::t>l.i? die 2003 

Exarniiiaiioii - subject of course to the Goverriiirctit's ~ C C C ~ U I ~ C C  of LV.II. I ecur i 1 1  iw i i t ! ; l i i~ ! i  j. 

Since ttre UPSC would require oiic year of preparatioli &I. axcpt,Itll c ctf thc 

recornnieiidatioiis arid since the 2003 Preliniiiiar-y Exaiiririatiori woulJ be 1itlb.l it I I h y  2003. it 

slaould not be bcyoiid the capabilitics of the Conrriiissioii to irnplcniqit tlw r ovir,cd p ~ t x i ~ i  

for the fi*cliniinary Examination by that time. A little nrwe tiiiw !!uy 1 ) ~  I i q w c d  lor 

designing and introducing the three iicw papers rccoinincndd ici I k c  of 'ti;: ;)piioi:.iI 

papers for the Plain Examination, but it should also be boriic in r i i i i l d  tha t  tlivi t! i: a i.iiii(? l,ig 

of about five riioiitlis berwecrr the Pi-cliiiriiiai.y arid the Maicr Exarr;inarioti; s o  tI cxii.3 t.iilic 

would be available for tl i is purposc even if the changes at boili st3gcs of i!!c v;; iLtcti 

exantination are introduced in the same year. Besides, tlie nunibci- of cpi:s:ioii papers 

required to be set under the new palterm for the Main Exarninatiori will also h t~iucl) less. 

viz., 22 agairlst 127 as at present. Since the revised scheme erivissgcs c l ~  Prcliiriitiary 

Examination as a part of the merit testing process. which will carry some vfoiglitnge for 

determirling ctte overall merit, and not just as a screeiring test, it vrould be ilccc:r.at-y LO give 

effect to recommended changes in both the Pt-eliminar/ and tl ie Plain exw;iiiawiis togell ier 

and there is no possibility of staggering .here. 

13.2 As regards the much more elaborate and enhanced tesliiig procediire being 

recomniended for die P.T., it is clear from the detailed discussion on the subject iti Chapter 



No.9 that the full operation of the revised PT methodology would need elaborate research, 

development and validation of instruments and setting up of a special cell within die UPSC. 

It may, however, be possible to be ready with a few simple tests, a GD format and a detailed 

Personal Information Form (PIF) before the candidates actually come for the Personality 

Test after qualifying in the Main Examination based on the revised scheme. Since a higher 

weighcge 1s being recommended by the Comniictee for Personality test which has been 

jusiified on the basis of a more objective and elaborate testing procedure, it would be 

advisable for the UPSC to be ready to implement the revised methodology for PT also along 

with the revised pattern for the written examination. Since the PT nornially comes after a 

lapse of 10-1 I months of holding the Preliminary examination, it should be possible to 

iritroduce all drese changes (Preliminary. Main and PT) siniultancousb;. 1 his plait of 

implenientation would allow about two years' preparaciori tiiiic foc- ciic iicw tsting 

procedures for PT to be designed and tested after final acceptarice of the reconit:icr,dicion; 

of th is  Coirwnictee. Since the psychologicaVgi-oup tests eic. would iriitiidly i i : ~  lw ;iuig!ivl 

separate marks but would only serve as an aid to die interview boa:-J td! sccli f.kw a j  t l ~ c  

system is fully tested aird validated. this should iiot be a difiiculc tai :;ci LO ~c l i iac .  

-. 

13.3 A; regards training atid allocation of sci-vices aiid orlicr 1)Ojt: i:iJuctioii issucs. I ! I V  

Conrrriittee recoiiiiiieiids tl iat ttrcse be iiiiplciiicritcd with tlic? fir.:: I1;iLcIi sf rclcct~cs V ~ K J  

are sent for- inductioci training based or1 tlicir success iii tlic Exaiiiituticii coiidricml uiidc:. 

die revised scheme. 
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Executive Summary 

SI. 
No. Conclusion 1 recommendation Page 

Nos. 

I. Relevance of ear l ier  efforts/ ideas - the Kothari & Satish Chandra 
Committees 

Full benefit of the scheme recommended by the Kothari Committee could 
not be derived due to partial implementation. However, the ideas and 
recommendations of the Kothari and Satish Chandra Committees are st i l l  
relevant and have served as a starting point for the present review. 

3-1 7 

2. Need for present review 18-20 

Present review necessitated by changes in administrative environment. 
liberalisation, globalisation, technological advancements and changing role of 
the state and the bureaucracy. The third (present) Review Conimittee was 
given comprehensive terms of reference aimed at  improving thc Civil 
Services Examination scheme, systems and methods as may be required for 
identifying chc best and most suitable! penons for appointment to the higher- 
civil services. 

3 *  M ethodology 20-27 

The methodology adopted included formation of Working Groups, data 
collection and feedback through meetings. visits. questionnaires. special 
studies and projects. workshops and consultative meetings and inhouse 
research and analysis. 

4. Curren t  perceptions of the Civ i l  Services 28-36 

The current perceptions of civil services reflect not only strengths like fair 
recruitment system, networking ("steel frame"). service ethos. facilitative role 
in development, strengthening democratic -edifice and integrity, but also 
weaknesses like negative orientation. ruler mindset, decline in professionalism 
and standards of integriry, low concern for personal growth and formation of 
deadwood. The feedback shows the need for remedial steps required a t  the 
stage of initial recruitment. post-induction training and management of the 
services. 
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5. Adys is  of the existing scheme 37-56 

A critical analysis of the existing scheme on tlie basis of defined v i terb 
shows that while intellectual smndards have been maintained, the social base 
of recruitment has widened, the standard of candidates from weaker sections 
has improved, performance of female candidates is significantly better and the 
medium policy has resulted in a changing trend in favour of Indian languages. 
At the same time the predominance of  certain academic disciplines and 
institutions, the phenomenon of "preferred" optional subjects deeined 
"effective", the enhancement in age and number of changcs arid impact of 
other policy instruments pertaining to allocation of services, training etc. tiaye 
resulted in a perceived failure in identifying the most suitable candidates and a 
mismatch between the persons selected and the requii-emencs of the job. A 
study also shows that t l i is  Examinatipn carries a very high social cost. 

attributable to its inherent design arid ntethodologies. It 3150 s t w m  tI tat 

higher age limitlcliances add to coscs especially lor ~ i i e  ecoi Ic\iiiic:ally v:c;hIfcr 
classes. 

6. Emerging Perspectives on t l ie Civil Setvices 

Keeping in view the dominating treiids in relation to iiic? f w ~ . t i w v q  ~~~~1 
requiiwicnts of .the civil services in the pcrspcctivc period (wiiicli v m : ! ~  :cc 

witlidi.awal of tlic direct role of the state). tlicir role -.is fnctIir.a:(jt 5 ,  

arbitrators and champions of iefoi-in. iiiamghg larid at 1i1 m i e r  I X I I ~ : ,  

assessiiig requireiiient in ternis of local, riatioiial a i d  glohl ixlcs, r x l  , : i ~ ~ c , z y  

and public systeiiis and protection of rights for vulnci*ablc gi UI!~:. A; ; ) is0 

security concerns, the attributes wliicli need to be consciousiy ico!tc,! L J 1 -  d t  

the tiiile of testing at point of entry would include vision. ,ip;mct>ticJIt cf 

emerging scarcities and strengths of civil society to copc widi ti1cr;i. 
tecliliology sawiness, networking abilities, rugged professionalisiu. cilc.rgy, 

pditical and social neutrality, coiiipassioti for- the under-pr-ivilcZcd xwl a 

coiiimitfiieiic to India as erivisioned by i t s  Foundirig Fathers. 

7. Recommendations on eligibility parameters 61-93 

The statistical data show tha t  there is a wide dispersal across, arid dcfi:tc/ Gf 

talent widin, both the general as well as reserved categories of c;rnd!dstcs 1,) 

the population and that the bright candidates in all categoria arc gcnc?raIIj 
able to get through thp Examination a t  a youneer age and in fewer attempts. 
In view of tliis, the upper age limit should be 26 years for gcneral categocy 
(unreserved) candidates, with the usual relaxation of 3 years for OeC;. 5 
years for SCs and STs and 10 years fdt physically handicapped candidate: xi4 
number of attempts permissible should be three for gcnei.al cateqq/ 
candidates, five for 06C candidates and six for SC and ST candidates and 
seven for die physically handicapped. Lower age litnit to remain a t  2 I yea1 s. 
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Research shows a positive correlation between higher level of education 
and performance in the Examination. Therefore, Graduation should 
contirlue to be the minimum educational qualification for appearing in Civil 
Services Examination. No credit need be given for performarice in 
universitykollege examinations as there is wide variation in terms of 
academic standards and evaluation criteria among various universities. 

8. Recornmendations on the Preliminary Examinat ion 99- I04 

The Preliminary Examination would continue not only as a screening 
mechanism but also carry 25% weightage in the overa!l scheme. 1Ire 
Optional subject paper would continue with upgradxion arid niorc rigorous 
testing but the General Studies paper would be replaced by a Civil Services 
Aptitude Test (CSAT) with emphasis on compreliensian, logical rcasoniirg, 
problem solving, data analysis etc. Negative marking to be introduced. 

9. Recommendations on t h e  Mail\ Examination 105- I I 9  

For tlie Main Exatiiination the present scheme of tcstiiig in'Citgllih ; r id  '.jiv: 

lndiaii Language should continue arid the standard of Iarigva;c tcs:ii:g 5 ;  iGii;l! 

be upgraded to a slightly Iiiglier level frotii the existing if i~[~i~l i ! , i l i i>l l  Ic.vli! 

The two papers will include the essay elernerit also w4 ticia I ;  ~ x o m c l y  git..:r, 
as a separate paper . Tlic iiiarks of tlicse tvw tJ,iiJ\:l.> d ; i J i i k ;  tic ;l:Idc:tI 10 111.: 

filial nierit. It is proposed to give S% weigliuge i.e 100 uiii of 2 0 N  iirm k.s 1.:) 

each paper. Merit of tlie carididates froin soiiic Noi-ti i-E;ister;i S C J ~ C S  ... h o  

are presently exernpteJ frotii appearing in tlie ltidi,iii Lai.tgu3~: P,ilw.. iu:iy be 

deteriliiiied on tlic basis of [narks obuiiied in die r e i i i a i r i i q   pa;^:. 

only those cairdidates who secure 50 percent and above ir?at IG u t  l i i j ;~ idt  

should be allotted to the Itidian Foreign service. 

l' l ic two cotiipulsory General Studies papers and the four opcioiial p a p . s  jiii 
two subjects) i r i  the present sclieirie of Main Exaniiiiation sl!oulO bc (J,oitc 
away with and replaced by t l i ree compulsory papers as folio?.;s:- 

Sustainable Oeveloptiierit and Social justicc. 
Science & Teclrnology in Society. 
Democratic Governance , Public Systcrm Maqeincrx  
acid Human Rights. 

111 view of tlic iniporwnce of biglisli language in iritcriraiicnal l i . . i i i s . i  , c t P.!IV. ' 

i) Paper- I 
ii) Paper- II 

iii) Paper 111 

Each of these papers will be nulti-disciplinary it1 ria1ur.e and viould cwry 300 
marks each. Thus they will have a cumulative weightage of 9 N  out of 2GQ9 
(i.e 45%) in the overall scheme of the examination. The papcrs sl~ould bc 
such as to resetlie interest and the readiness of the candidates to woi4c for 
society with some understanding of what they will face in their cireci'. 



10. Recommendations on Personality Testing I 3 I -I 58 
The general attributes based on job profile to be assessed in the PT process 
were identified and divided into six categories, viz., personality related, 
motivational aspects, interpersonal skills, intellectual abilities, specific skills 
and values. It was seen that profiles for different types of services were 
more or less identical in terms of work requirements; there was no need or 
possibility of differential assessment in PT for different groups of  services. 
The existing 30-35 minutes interview should be replaced with an extensive 
and elaborate testing procedure coiiiprising a Personal information Form, 
Psychological Tests (objective, projective and situation tests) and Group 
Tests followed by an tnterview. The revised PT should be givcri a greater 
weightage of 20% in the overall scheme (400 marks out of 2000) as against 
the existing weightage 13.04%. Initially, the findings from tlic 
PIF/Psychological TestslGroup Discussion would not carry ally marks but 
only serve as inputs for the interview board for enabling a more objeciive 
assessment of personality. After development, testing and validxioil of the- 
relevant iiiscruinetits for psyctiological assessnietic over a period of 2-3 ycat-s, 

the same could be assigned due weightage as part of the PT. U K C  to tra:.c 
in house facilities for research and development in this NCJ. blc. iliiiiiiirutt~ 
qualifying iiiarks recoininended for PT. 

I I. Service allocatioci a t  the end of Foundation Course 

The revised scheme is designed specifically for- meeting chc? t-c'prcinmcs ol 

All lridia arid Group ' A  Cmral  Setwccs - Croiip 'B'/Scc!*ct.tt i a i  Sri.vicr.s IIOL 

covered in this design: suggested design also not trscful for 1-ecruitinct it to 

CISF, RPF or CBI. Government nray take a view on clic qiicslioii 01 3 

separate exatiiiimion for sucli services. 
7'0 enable the selected candidates to tirake 111 iiifortiicd clioirc cf scrvicc, 
the Conwittee reconiiiicnds that the candidates m y  bc askcd to exxcisc 
tlieir- service preferences only on completion of the Fouiida tioiid Coiii.sc 31 

LBSNAA but allocation would coritirwe to be done on the basis of die 

original tiieric l i s t  prepared by the UPSC. Service allocation can cvcn be don!! 
ir i  an open session so that it is  coriipletely transparent. 

12. Professionalising Training 162- I :'ii 
Induction riaining should be fully professionalised arid made inore rigorous a t  
die end of wlrich a Post Graduate degree in Public Policy ancl Systems 

Managenient be awarded; training institutes to  be upgraded ;o dccrncd 
university status and associated with centers of excellence; an Apex body 
headed by the Cabinet Secretary to be constituted for ova-seeing rhe trainir;g 
function in Government. Suggestions on making training a life-long process. 
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13. 

14. 

Evaluation during training be given due weightage and restrictions placed on 
repeated attempts in the same examination for rank improvement by 
probationers undergoing training. Concurrence of UPSC to be required for 
confirmation/termination of probation. 

Post-Induction Issues 171-177 
Recruitment, training and management of civil services are inter-related. If 
changes in recruitment and training are to have impact, the nianagerncnt of 
the services also needs improvement. Suggestions pertaining to 
cornpensation/incentive, developing specialization/prc;iessiorialisni, tnobility 
and lateral entry. periodic performance appraisal, stabilig of tenure, setting 
up of Civil Service Boards and weeding oudsidelining of deadwood have Seen 
made. 

Communication Strategy 
Recognising the existence of an information gap between the Exatuimtion 
and the target group, the committee recorninends a cornmunicatiotl stratezy 
*with the objective of generating greater awareness about t i le &arrlii~ation. 
providing full iirforinatioii on the Examinxion and die higl lei- civil seiviccs a i d  
creating ;I chaniiel for disseinination of materials includtt:g stlid:: rnatet%d to  

all segnicnts of society wliich would not only inform buc also enable die 
prospective candidates to apply for the Examination, prepat c f a  11  rid 1 i d . t  

choices regarding services. This strategy envisages utilisaliotl oi 3 c:utnbct. ui 

173-136 
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Appendix- I 

LIST OF SERVICES / POSTS INCLUDED IN 
CIVIL SERVICES EXAMINATION 

ALL INDIA SERVICES 
I. Indian Administrative Service. 
2. Indian Police Service. 

CENTRAL SERVICES : GROUP 'A' SERVICESIPOSTS 

3. Indian Foreign Service. 
4. Indian P & T Accounts & Finance Service. 
5. Indian Audit and Accounts Service. 
6. Indian Customs and Central Excise Service. 
7. Indian Defence Accounts Service. 
8. Indian Revenue Service. 
9. Indian Ordnance Factories Service (Assistant Manager, Non Technical). 
10. Indian Postal Service. 
I I. Indian Civil Accounts Service. 
12. Indian Railway Traffic Service. 
13. Indian Railway Accounts Service. 
1.1. lodian R~i lway Pcrsonncl Service. 
IS. Posts of Assistant Sccuricy Officer in Railway Protcction Force. 
16. Iidian Defence Estates Service. 
17. ladian Information Service (Junior Grade). 
18. Indian Trade service. 
19. Posts of Assistant Commandant in Central Industrial Security Force. 

20. Deputy Superintendent of Police in Central Bureau of Investigatlon. 

GROUP B' SERVICESIPOSTS 

21. Central Secretariat Service (Section Officers' Grade). 
22. Railway Board Secretariat Service (Section Officers' Grade). 
23. Armed Forces Headquarters Civil Service. (Assisunt Civilian Staff Officer's Grade). 
24. Customs Appraisers' Service. 
25. The Delhi. Andaman and Nicobar Islands. Lakshadweep, Daman & 

Nagar Haveli Civil Service. 
26. The Delhi. Andaman and Nicobar Islands. Lakshadweep, Daman & Diu and Dadra & 

Nagar Haveli Police Service. 
27. Pondicherry Civil Service. 
28. Pondicherty Police Service. 

Diu.and Oadra & 
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Appendix - II 

h t .  Vibha Gupta. Centre of Science for 
4illages.Wardha 
Ys. Rita Panicker. Butterflies. New Delhi 
jhri Alok Mukhopadhyay, Chief Executive, VHI, 
Vew Delhi 
jhri Pawan Gupca. Society for lnregratcd Development 
>f the Himalayas, Mussooric 
jhri Subliash Mendhapurkar. SUTRA. Himachal Pradcsh 
3s. Jcrro Billimoria. Childline India Foundation. Muinbai 
jhri Swaraj Puri. Addl. D.C. Police .Indorc 
Shri Ainod Kant,.Jt. Cornniissioncr of Police N c w  Dclhi 
Shri Adiok Thakur. DDG. CAPART. Ncw Dcllii 

Shri M.C. Giipta,Dircctor.llPA\. Ncw Dcllii 
Shri Mahcsh Prasa:l, Forriicr Sc:r.ctary. Min. of I&& 
Ncw Lhlhi 
Shri . Nitish Scr.gupu.lAS(Rct;i.) ind MP(Lok 
Sab ha). Ncw Delli i 
Shri Montck Sirigh Ahtuwalia. Member. Planning 
Commission, New Oelhi 
Smt. Kiran Bcdi.Joir>t Comrnissioner(Trg). Delhi. Police. 
New Delhi 
Prof. T.V. Rao, Forrncr. Professor-, IIM. Ahmcdab~d 
Prof. S. Sreenivas Raoformcr Profcssor. IIM. 
Ahmedabid 
Dr. B.P. Khandelwatl. Director. NIEPA New Dclhi 
Or. Devanath Tirupaci, Professor, IIM. Ahmedabad 
Dr. V. Subramanyan. former Director (ER). UPSC, 
dew Oelhi 
Dr. Pramod Talgcri. Director. CIEFL. Hyderabad 
Prof. Tapan Majumdar. Professor Emcritus. School of 
Social Sciences, New Oelhi 
Or. D.L. Shcth. Director. CSDS. N e w  Delhi 
Prof. Moo1 Chand Skarma, Prokssorfaculty o f  Law, 
Universicy of Dclhi 
Dr.(Mrs.) 5, Tancja. Professor, IGNOU. New Delhi 

-- 

Details of Working Groups of 
Civil Services Examination Review Committee 

Name of Worklng Group / 
Head of working Group / 

Dates of Meetings 
‘Futures and other attributes of 
:ivil services” 

Prof. Y.K. Ahgh 

I 8.12.2000 
‘Experience of NGOs and 
Zovernment Networking, and 
Expectations of Interface, and 
iuman resource development 
;pccialists in industry on 
nethods of recruitment” 

Prof. (Ms.) Armaity S. Dcsai 

22. I I .2000 

‘Attributcslproftlc, Eligibilicy, 
E v r l u r t i o i i  of Existing Schcme” 

S l i r i  Tcjcndra Khanna 

I 2.10.2000 

‘* Exaniinatiori structure” 

Dr. Uddesh Kohli 

I 8.10.2000. 2 I . I I .2000, 25. I .200 I ,  
1.3.2001, 14.3.2001, I1.4.2001, 
20.4.2001. 25.4.2001.9.S.2001, 
2 1.5.200 I, 28.5.200 I ,  7.6.200 I 
27.6.200.1. 

Kernbe- I Experts associated 

’rof. Kuldeep Mathur, Centre for Political 
>evelopmen& )NU. New Oelhi 
>r. P. Sen. Adviser, Planning Cominission, New Delhi 
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uPersomlity Test** 

Or. N.R Madhava Menon 

22. I I .2000, 8. I 2.3000 

"Post-Examination selection I 
training" 

Or. 6.P. Mathur 

18. I 2.2000,4. I .200 I , 23.1.200 I 
7.2.2001, 1.3.2001, 14.3.200t 

"Communication Strategy" 

Stwi Sorn Clraturvedi 

9. I 2.2000,22.I2.2000. 27.12.2000 
5.1.200l. ll.1.2001, 12.1.2001 
23.1.2001.6.2.2001, 22.2.2001 
IO.4.200 I 

Prof. T.V. Rao, Former Professor, IIM Ahmedabad 
Dr. Udai PareekFormer Director, IIM Ahniedabad 
Or. (Mn.) K i m  Rao. Addl. Professor, NIMHANS 
Bangalore 
Or. KA. Kumar, HOD, Oept. of Psychiatiry, Medical 
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Appendix - 111 

Detailed Questionnaire for Institutions I Eminent persons 

Union Public Scwice Commission 
Civil Scmices Examination Review Cornmittce 

Union Public Service Commission have appointed a Committee of experts headed by 
eminent educationist and economist Prof. Yoginder K. Alagh to review the present scheme of 
the Civil Services Esaniination through which the higher civil sewices are recruited. (Please 
refer fo Atrnazire I for defuils(Sot provided here)). The Committee is now inviting 
opinion and suggestions on  various aspects of the examination from State Govenunents. 
Union Temtories, Public Senice Commissions, select institutions, training academies, cadre 
controlling authonties, serving and ex-C'ivil Servants, eminent public personalities, 
representatives, candidates a i d  probationers. erc. 

A questionnaire for this purpose has been drawn up which is given below. The 
Conunittee would be grateful if the same is filled up and returncd. If the space provided 
under some colunuis is not adequate, separate papcrs may bc used and clttachcd. If you 
desire any part of the ~ c p l y  to be treated as contidcntial, the saiiic i i i q  be indicatcd. You 
may please give your iiaiiic. address, telcphonc number, e-mail addrcss and designation. For 
any clarifications or d i i t i c m i l  infomiation. plcrw contact Dcputy Secrctnr) (CSERC) on 
Tclcphoi~c No.01 l->X SOSS o r  I ~ Y  01 1-33s 7310 o r  email rit C'SR13VIliM':J~llOl,.h'l~'f.IN. 

Whether in your opinion the Union Public Service Coinmission 11s been ablc to recruit 
candidates with intellectual and moral attributes, competence and social coniinitxliciit necessary 
for discharge of functions needed for IAS, IPS, IFS and other higher civil scrvices recruited 
though the Civil Sewiccs Examination? 
(i) Yes 0 (ii) No 0 

(i) Yes 0 (ii) No 0 
Is it your perception that there is adequate awareness about the Civil Scn*iccs Examination? 
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The Union Public Service Commission conduct the examination strictly within Uie framcwork of 
the examination rules framed by the Central Government. The objective is to provide equal 
opportunity for candidates from all parts of the country and sections of society to compete for 
appointment to the higher civil services on a level playing field. In your opinion, is this 
objective achieved and if so to what extent? 

,26. 
27. Any other (please write) 
28. 

Attitude to gender, religion andccaste 

-29. 

a) Fully achieved 0 b) Largely achievcd 0 
c) Partially achieved 0 d) Not achieved 0 
If in your opinion there is a shortfall in the achievenietit of the above-mentioned objective wliicli 
aspect of tlie examination scheme would you hold largely responsible for the wne? . 

a) The eligibility criteria a 

c) Interview nietliodology 0 
d) Service allocation procedures 0 

b) Tlie structure & methodology of the written examinatioii 0 



(a) Should the basic existing approach to recruitment to the higher civil services, i.e., 
conducting a written examination followed by an Interview for Personality Test 
continue? 

(i) Yes 0 (ii) No0 

Please elaborate on your response. 
.......................................................................................................... 
......................................................................................................... 
(b) Is a combined examination appropriate for recruitnient to all superior Civil Seivices 

(Noii-technical)? 

(i) Yes 0 (ii) No 0 

Please elaborate on your response. 
......................................................................................................... 
.......................................................................................................... 

(c) Would you like the examination to be structured to suit fiitictioiial ticcds of dilkrciit 
(services? 

(i) Yes 0 (ii) No 0 

Please elaborate on your rc'spme. 
......................................................................................................... ......................................................................................................... 

l?livil)ility Critcria 

'[lie iiiiiiiiiiutii cddccstional yuali Iicatiori nquircd for ap!>ccsritty in  d;c prcsciii Civil Sci-;iccs 
Examitlation is graduation of a recogiiiscd university or c<lui\.iiIetlt. Sliouid this ccliic;itioiial 
parameter coat iiiite? 

(i) Yes 0 ( i i )  No U 

I'lcasc elaborate on your respoirsc. 
......................................................................................................... 
......................................................................................................... 

A wididatc appcariag fbr the Civil Scrvices Exatiiiriatioti must licsvc atk~iricd tlic age of 2 1 ycds 
ruul uiust not liavc attained tlic agc of 30 years as 0n-1~'  August of tiic ycar ofcxaiiiiustio:i ('llc 
upper age liiiril was raiscd from 28 ycars to 30 yews in 1999). 'ilicre is rclaxutioti iii agc of live 
years for ciuididates belonging to Sclicduled Castcflribcs, tlircc yc;u.s for 0 th  Uackward 
Classes and ex-servicemen, atid lcii years in case OF blind, dcaf, niulc aid ortliopacdicaily 
liaiidicappcd pcrsons. In your opinion, what is the apyropriatc agc brackct/riuig:c Tor rccruiliiiciit 
to liiglicr Civil Scrvices iii view of the suitability of candidates (Gcticml Category) for niouldiiig 
Uiem during training as public xrvruits'! 

(i) J7to 19yem 0 (ii) 18 to 21 years U 
(iii) 21'Q 23 years 0 (iv) 2 I to 24 years c 
(v) 21 to25 years 0 (vi) 2 I to 26 years U 
(vii) 21 to 27 years 0 (viii) 21 to 28 years 0 
(ix) 21 to 29 years U (x) 21 to 30 years 0 



Should the candidates for higher Civil Services be recruited aAer 10+2 stage so that they can be 
better trained and moulded for their professional role? 

I 2 3  
(ieneral category 
:cheduled Castdribes 
( )her Backward Classes 

0 (i) Yes 

4 5  6 7 Utrlimild 

I 

U (ii) No 

A candidate belonging to General category is now allowed to take four attemp at the 
Laxamination, wliile for candidates belonging to Scheduled CastedTribes there is no liniit on tlie 
mnber  of attempts. Seven attempts are pennissible for Other Backward Classes. What in your 
(,pinion should be the appropriate number of attempts permissible for the Civil Services 
I xaniination? Please tick in tlie relevant box for number of attempts 

Exaniina tion Structure 
I kcails ofthe esisting exaritiiiation structure are given iii Anmarire IKNot crovitlcd l i c a  

l'rclituieaw Examination 

Gliould tlic first stage viz. Preliniiciary Exaniiiiatiori continue to lie of Ohjccrivc typc iu 

per the present iiiodcl, i.e., one General Studies paper aid OIIC Ol>tiOi\itl Subjcct paper w t  
of 23 subjects, for screeiiirig of candidates for the Miiiti exaiiiiailtion? 

Ple'asc elaborate on your respoiise 
(i) Yes 0 (ii) No U 

......................................................................................................... 

.......................................................................................................... 

Cali tlic paper 011 General Studies iu Civil Service (Prcliinitiary) 1% siiI)stitulcd Iig n p p c r  
wliicli would test prolknl solving arid analytical capnciiy of tiic ciiididiltcs'? 

0 (ii) No 0 (i) Yes 

Please elaborate oii your rcspousc. 
............................................................... ... ........................................ 
......................................................................................................... 
Should kiiowlcdge in one optioiiai subject based on a givcii UPSC Syllabus h x d  (in 
turn) oti collcge/utiivcrsity cutriculuiii Iw: tcstcd in this cxiuiiiliation'! 

0 (ii) No 0 6) YCS 

Please c!a(>oratc on your response. 
......................................................................................................... 
-*. ..................................................................................................... 
=uld (IN: iitaks sccurcd in tlic I'rcliiihwy Exanriiiatiotl bc .couatcJ for ratikiry'! 
(B YCS 0 (ii) No 0 
I ' h ~ c  cIaboratc 011 your ~CS~WIISC. 

........................................................................................................ ......................................................................................................... 



(e) Whether negative marking should be introduced for wrong answers in the objective typ 
tests? 

(i) Yes 0 (ii) No 0 
Please elaborate on your response. 

......................................................................................................... ......................................................................................................... 
Civil Services (Main) Examittation 

111 the Main Exmitiation, a candidate is required to appear in English and oiic of the hidiai 
liulguagcs to be selected from among the languages included in the 8"' Schedule to the 
Constitution. The tiwks obtained in these papers are not counted for final tircrit. The papers on 
Indian languages and English are of Matriculation or equivalent standard. The rciiiaininy papcrs 
of the Main Examination of only those. candidates will bc evaluated who attaiu niiniuium 
qualifying marks iii the English atid Indian Language papcrs as tilay be fixed by llrc 
Commission. Do you feel that this procedure should continue? 

(i) Yes 0 (ii) No 17 
Please elaborate on your rcspiise. 

........................................................................................................ 
......................................................................................................... 

A) ( I )  In the tvlaiii Exauiiiratioir, there 'arc two conipulswy yq)crs iri Cciicial Sttidics 
carrying 300 iiiarks cadi iii wliicli standard of questioiis is sucli t i n t  a wcll-cducatcd 
prsoti is ablc to aiiswer tliciii without a i y  specialiscd study. Tlic questioiis i ue  dcsigiicd 
to test II cuididatc's gcacnl awaIc~icss of a varieiy of subjects wiiicli will llavc a 
rclcvaricc for a career iti civil scrvicxs. 'Hie topics broadly covcretl in Gemrd Studics 
arc I listory of Ibloderii M i a  atid ludiati Culture, Gccrgraphy of India, Indian I'oli!y, 
Current Natioiral Issues mid topics of social rclcvance, Iiidic? aiid tlic Wortcl, Iidiciti 

~coiioiiiy, Ititeniatiotial AlTairs Sr Itistilutioiis, De\dopiiiciits in  tlic ficld oC scicircc S; 
~ccluiology, cotiiariiiiicatioirs atid space, aiid Statistical aiialysis, gIal)lw acid diqyaois. 
110 you wait iiiore weas ofgeitcral study to bc iiicludcd? 

(i) YCS 0 (ii) No 0 
(11) Il'ycs, pIo;~sc list tliciii Mow:- 

D) (I) Do you agrce with ~lrc cxistitiy wciglitagc of Gcircrol Studics pa1)cI (26.1% of' 
ovcrall niarks)'! 
(i) YCS 0 (ii) No 0 

if 110, wlint iii your opiiiioii would bc ttic npptupriatc wkiglitngc 1'01 Gciicral 
Studies palms iii dic total marks'? * 
(i) 20% 0 (ii) 25% 0 (iii) 30% U 
(iv) 35% 0 (v) 40':; R (vi) &is'% 0 
(vii) 50% 0 (viii) 55% 0 (ix) GO'% 0 

- 2. 3. 1. - 

(11) 

7'h~rt2 is a vicw (Itat tcstitrg in a vwicty of optiotinl subjects in a cowpctitivc cxaiiiinntion IW 
be at1 ideal nietld to idetitif'ruitablc ciuididatcs because of' tlrc inlicrctitly differcirt I~GWC 

Of the Subjects. Tliercfore it is being suggcstcd that tlic Exarnir~atioii sliould tcsl orlly kso%vlCdW 
il l  general areas by splitting the Geiieral Studics syllabus itito six papcrs like (i) IIist~ly Ol' 
h h l e m  Iiidia mid hidim Culture, (ii) Gcugrapliy of India, (iii) Iiidiai l'olity, (iv) Currcut 
h i o w l  Issues and topics of social relevance, Itidia arid tlic World, (v) Indian fionoiny, 
Interiutional AfMrs & Institutions, (vi) Developnrenls in the ficld of science & tcchnolOgY, 



communications and space, and Statistical analysis, graphs and diagrams. This scliool believes 
that such a system will provide a fair clmce to everyone. Do you agree? 

Please elaborate on your response 

@Yes 0 (ii) No 0 

......................................................................................................... 

......................................................................................................... 
(I) In the Main Examination, a coinpulsory Essay paper of 200 niarks (8 per cent 
weightage) was introduced from 1993 on the recommendation of Satish Chandra 
Coinniittee with the objective of testing candidates' linguistic skills besides capacity for 
comprehension, ability for critical analysis, capacity for integraled thinking, assirnilatiori 
of ideas and clarity of expression. Do you feel that the essay paper sliould coiitiiiue? 

Please elaborate on your response. 
(i) Yes D (ii) No 0 

......................................................................................................... 

......................................................................................................... 
(I) 

(11) 

Do you consider the wciglitage of compulsory essay papcr adequate? 
(i) Yes 0 (ii) No 0 
I'leasc indicate appropriate weightage for essay paper? 
(i) 5% 0 (ii) 8% 0 (iii) 10% 0 
(iv) 12% 0 (v) 14% 0 (iv) 16% 0 

Since cornprclicnsioti aid aiialytical cxprcssion is tested tluougli essay papcr, can tlic 
reniaiiiing papers of tiiaiii exairination be i t i  tlle form of objjcctivc typc or sliort a i r  J\VClS 

questions instcad bf coirveiitiorral lotig answer papcrs? 
Yes 0 No 0 
Please elkborate 011 your rcspcmc. 
......................................................................................................... 
......................................................................................................... 

The h i t i  Exaniiiiatiotr at prcsctit with essay type of answers is aitiicd at asscssiitg cugiritivc 
abilities, corrccptual a i d  liiiguistic skills of caididalcs. Aparl from tlic conrl~ulsory pqws. a 
candidatc is required to clroose two optioiial subjccts (of 600 inarks cricli) front D list of 51 
subjects, each carrying two papers. List ofsubjccts can bc sccn in  Aiincxurc 11. I'lic papcrs cait 
k answered in EngIisIi or any Iwtirur ~ ~ i g u a g c  iiicludeli in  tIic 8'" Sclicciulc to tiic Coristitutiori. 

(a) 

(b) 

Do you think that kuowledgc in two optioiial subjccts sliould bc kstcd? 

(1) 
(i) YCS 0 (ii) No 0 
tf yes, should tlic prcscrit wciglilagc of 52% for optional s<hjccts coiitiiiuc as of 
now? 
(i) Yes 0 (ii) No 0 

If' no, iidicate suitablc pcrcctitage fioiir options givcri klow. 
(i) 20% 0 (ii) 25% 0 (iii) 30% 0 
(iv) 35% 0 (v) 40% 0 (vi) 45% 0 
(vii) Sob? 0 (viii) 55% 0 (ix) 60% 0 

(11) 
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(c) Do you consider that the optioilal subjects provided for in the Prelimitliuy Test and ttic 
Main Exanination are adequate? 

If you want to add any new subjects or delete any, please indicate in the table blow:- 
(i) Yes 0 (ii) No 0 

(d) 

Add Subjects 
Preliminary I Main Ex&nination 

Delete Subjccts 
Preliminary I Main Examination 

Examination I I Examination 
I 

I 

In  view of the diversity of the Maiii Examination, do you suggest iuiy cliangcs in t11c 
examination structure for ensuring greater utiifoniiity in the various coiiiyetitivc elctnctiis ()r thc 
exanination with a view to offer a fair chance and level playing ficlcl for cutidiclates klongiiig to 
diverse acadeniic disciplines? 
(i) Yes 0 (ii) No 0 

Please elaborate oii your responsc. 
.................................................................. : ...................................... 
......................................................................................................... 

‘llic ciirrctit spair of tlic cntirc Exairination froiii thc datc of .l’rt!iiiiitl:ity F.mi i i t ichr  

Notification to declaration of final rcsults is eiglrteen moiiilrs. Wliut arc y w r  view:; gli rcduciiig 
the cxiuiiirintioti cyclc. Please give your views 011 a wparatc piil?cr. 

l’c rsoiinli tv Tes ti t i  g 

Candidates wlio are successrul iti tlic Mail1 Exiuuinatioti arc cdlcd for Iirturview fh I’cisui6icy 
Tests (For details please scc kriiexure 11). Do you think tlic presc:it i:ic!lrod of iiitcrvic.,\4iIg i\ 
catididatc for tlic coriibiticd Civil Scrvicc Exaniirratiori is satisfacmry‘? 

(i) Yes 0 (i i)  No n 
Pleasc elaborate 011 your rcspoiisc 
.......................................................................................................... 
......................................................................................................... 

Do you reeo1)iarctd introduction of tlic followitig to supplctiiciit llic prcscn: schctuc of iiltcrvkw 
test to ensure iriorc stiucturcd assessiiicirt of personality'! 
a) Group Discussioii 

b) Psycliologicd Tests 

c j Aylilurle ‘rcsts 

If yes to m y  one or iiiore of above, please suggest appropriatc tests and itrsti(li:ioas lravitrg 
experience in conducting such tcsls. 

(i) Yes 0 ( i i )  No Q 

(i) Yes 0 (ii) No 0 

(i) Yes 0 (ii) No 0 

......................................................................................................... 

......................................................................................................... 



In the cucnent scheme of examination, the interview carries 300 marks. In order to identify 
suitable candidates, would you suggest rnininium qualifying marks for either the Interview or for 
other components of a structured personality test? 

(i) Yes 0 (ii) No 0 
If yes, please elaborate. 
......................................................................................................... 
......................................................................................................... 

What in your opinion is the suitable weightage for Personality Test in the overall tmrks?* 
(i) ~ 1 0 %  0 (ii) 10% 0 (iii) 15% 0 
(iv) 20% 0 (v) 30% 0 (vil) >30% 0 

It  has been observed that some candidates allocated to IPS and otlier uirifonncd services find it 
difficult to cope with the rigorous outdoor physical training. Should physical tcstiiig of 
candidates such as walking test or otlier physical/etiduraice tests bc introduced kccpirig in vicw 
tlre special needs of these services? 

Do yoq suggest introoductiori of m y  aptitude tests for a scrvicc or group of scrviccs also? 
(i) Yes 0 (ii) No 0 

(i) Yes 0 (ii) No 0 
Please elaborate 011 your rcsporise. 
.......................................................................................................... 
......................................................................................................... 

Scivicc nlloc;ttioii acid tmigiiiig 

Whether with a coiiiiiioti iiiaiii written cxailitiatioti as at iww!t. di f'l'crciitiai asscssiiictit uf 
cmdidatcs through Ixrsonality tcstiiig cat) be a vialrlc twciimisiii tww cls ncliicviirg n clo:;cr 
iiiatcli between the selectcd caididatc atid tlic job tequireriiciits ofrt p z ~  iculiir scrvioc? 

(i) Yes 0 (ii) No 0 
Please elaborate 011 your rcsponsc 
......................................................................................................... 
........................... " .............................................................................. 

:i!rould che service allocatioir of cmdidatcs recoriiiiieiidcd for appoiiitiilcnt cviiiiiiuc to hc iiri~tlc 

% Iriptly on merit mid order of prefcreiice as at ptcsciit or airy otlier mctliod be iidopted? 'I'ick tlic 
relcIFant box below: 

I 1) 

;I) Present n i d o d  o f  service allocatioii saliscxtory 0 

n b i d e s  nieri t & preference, scrvice allocation should also 
take into account suitability of cmididatcs for particular 
type of job. 
Service docation slrould be done ancr 1st phase of 
training (Foundation course) 

It yourrrsponsc: is (b), what met1iod.pu suggest, please elahntc  

0 1 

.......................................................................................................... 

......................................................................................................... 

s a0 dcmaur of exanrimtion should r e d n  within IOOY.. 



21. Do you suggest modifications to service allocation procedures to ensure that a candidate makes 
an informed choice based on fuller infomiation provided on the role and career prospects of 
different services and the nature of dudes to be performed by officers at various Icvcls, to be 
provided tluough counselling at the appropriate stage? 

Please elaborate ywcr response. 

(i)Yes 0 (ii) No 0 

......................................................................................................... 

......................................................................................................... 
28. Given thc iniportant role of training in etisuiiig era, would you reconuiicrid that a cuididate's 

ycrfoniiatice during training should be counted for find ranking? 

Sliould UI'SC be associated in assessing perlortncuice of cruidiclatcs in thc traiiliiig iiisritutcs 
before the fixation of final setiiority/final service allocation? 

Please elaboratc 011 your rcspnsc. 

(i) Yes 0 (ii) No 0 

29. 

(ij Yes 0 ( i i )  No !z 

......................................................................................................... 

......................................................................................................... 

Date: 

'I'clc. No. *, 
I :iii;iiI: * 

' Opt iot 



Appendix - IV 
Questionnaire for General Public 

Union Public Service Commission 
Civil Senices  Examination Review Commit tee  

Union Public Service Commission have appointed a Committee of experts 
headed by eminent educationist and economist Prof. Yoginder K. Alagh to review the 
present scheme of Civil Services Examination. The Committee is now inviting opinion 
and suggestions from the general public on the examination scheme. 

The committee would be grateful if the following questionnaire is filled up and 

CSE Review Committee Cell, 
Union Public Service Coinmission, 
Dholpur House, Shaiijdian Road, 
New Dclhi-11001 I .  

returned to Union Public Service Commission by post to. 

I t '  you wish to makc comments or suggestions on any aspcct of tlic Civil Scrviccs 
Esaniinatioti, you ma;. wrircl t h ~ i i i  on 3 scprmtc piper aid attach tvitli this. ' h c  
qucstionnairc is also availablc'on the UPSC w h i t e  (\\1\7~.ullsc.aov.in). The saiic can 
!x do\inloadcd aid thc titled-in questionnaire can bc sent as an attacliiiicnt to c-mail to 
C'SI:I'VIEW~?B0L.NET.IN by 15''' Novcpbcr, 2000. 

A separate detailed questionnaire on the craniination has been issucd to public 
represcntativcs, Statc Public Service Commissions, training academies, select institutions 
aid  cadre controlling authorities, etc. If you desire to obtain a copy of the SYIIC, plcasc 
\i\Tite at the above nicntioncd address. This qucstionnairc is also available on UPSC 
wc bsi te . 

0 u es t ion n a i re 

Are you aware that an examination called the Civil Services Examination is conducted 
by the Union Public Service Commission for recruitment of officers who hold higher 
positions in Central and State Governments, such as District Administration, Police 
Administration, Foreign Service/Customs/Rail\vays/Postal Services, Income 
Ta..Accounts etc.? 

1. 

a) Yes 0 b) No 0 

2. If ycs, what is your source of information about thi? Civil Services Examination 
(tichnark one or more)? 
a) Dailynewsppers 0 b) Employment NewdRozgar Samachar 0 
c) bdio/TV 0 d) Parents/Friends/Teachers/CoIleagues 0 

206 



3. At present, Utiioii Public Service Commission publishes a detailed notice of the Civil 
Services Examination in Employment NewdRozgar Samachar, UPSC's Wchitc and a 
short notice in daily newspapers all over the country. In your opinion is this sufieicnt or 
is wider publicity necessary over Radio/T.V/other Electronic media? 

Is the UPSC coinmon application form required for applying for thc Civil Services 
(Preliniinary) Examination easily available in post ofices in your arcdregioii? 

'The Utiioii Public Service Commission corrduct the exaniinnrioir strictly widrii i  the 
fratnework of the examination rules franied by tlie Ceiitral Goveiiiiiiwt. I l ic  o!)jcctivc is 
to provide equal opportunity to candidates fioni all parts o f  tlic colllitry and scctions of 
society to compete for appintnient to the liiglier civil serviccs on :i !cvcl playiiig f?c.ld. 
In your opinion, is this objective acliicved aid if so to what extcnt? 

a) Yes 0 b) No 0 
4. 

a) Yes 0 b) No 0 

5. 

a) Fully achieved 0 b) Largely acliicvctl t! 
c) I'rutially acliieved 0 d) Not achieved u 

6. If in your opitiioii tliere is a sliortfall iii tlrc acliievciiicrit of tlic 21)~)\..'-iiicutit,Ilccl 
objective wliicli a..pect of tlic exairination scliciiic would you Irold Ii~rgcly t q w v ~ i l ~ l c  
for tlic saiiic? 

a) TIic eligibility criteria [J 
b) *IIiC strtlcttlrc S( 1ilctIiocioIogy tIic WI ittcii < * ~ ; t t l i i i ~ c t i ; ~ ) ! ~  C 

d )  Scrvicc allocation ~,Ioccdtircs 
Airy iillicr (wik IrcIC.) 

Wlitit :iIc tlic tcisoiis lor c:iiidid:itcs clioosiiig C*ivil Scivicc:; 3s ;! c;iiccI'?. 'l'ick. : \ ) ; t i  k I 1114: 

or rnorc? 

c) Iiitcivicw trrctlrodology ti 

........... . . . .  ................. . 

7. 

a) 1)iiIdic Scrvicc . 0 I)) I'rcstijy aiid lioiiwir 9 
c) J o b  Sccurity 0 tl) l o b  s;itistiictioii !II 

I..] 
c) I3cttc'r p i y  ntid allotviiilccs 0 I) C'lrallciiyiiig v;ork 
g) Scllisli rc~soirs 
11)  Aiiy otlicr (list tliciir) 
(0 ( i i )  

( i i i )  . ( i v )  

List out desirable qualilics in Civil Scrvarils in order of priority i1tld i i i  pzrcciil;\gc i c w s  
or i n  the priqwrtioii i s  tvliicli tiicy display tlrcsc qualities? 

0 

8. 

Quatitics I)crccIit:~ e!$jii,r, 1). ? !.: k? ;i 

WIiat is yoiwqiiiioii oii rtie suitability, iii gciieral, of pcopto seicctcci ta tlic !iigl~!r Civil 
Services tlrrouyli the Civil Scwiccs Exairiiiiatioii? 
a) Ofrequircd calibre 0 b) Of less t~rnri requircct calibir: 
c) Uirsuitecl for the job 0 
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10. 

11. 

12. 

13. 

14. 

IS. 

h c :  . . . . . . . . . . . . .. 
Address * 

- optional * 



Appendix - V 

Questionnaire on Communication Strategy 

Union Public Service Commission 
Civil Services Exam in at ion Review Committee 

Union Public Service Commission have appointed a Working Group to suggest 
communication strategy to create desired awareness among the aspirants for the Civil Services 
Examination in order to reach the unreached andensure their participation in this Examination. 

In order to achieve this objective, the Working Group has developed the following 
questionnaire for ascertaining views of potential candidates. We would like to request you to fi l l  
up the questionnaire and return not later than 22J Januarv. 2001. 

We will greatly appreciate your endeavour. 

On cs t ianna i rc 

1. What career do you propose to pursue after completion of your studies? 

c )  Technical 0 d) Professional 0 
e) Any other (please specify): 
If you arc not interested in civil services. please give reasons for the same. 

( A )  

a) Civil Services 0 b) Research 0 

2. 

3. Do you know about All liidia and Ccatrd Scrviccs? 
a) Ycs.0 b) No 0 

(a) Please rime tlim. 
(I)) If yes: 

(b) Indicate your prcftrencc for h s c  scrviccs with resoiis. 

4. (A) Do you know about the Civil Services Examination conductcd by tbc Union Public 
Service Commission'? 
a) Yes0 b) No 0 
If yes. state what you know about it. (U) 

5. What is the eligibility criteria required to take up these exams? 
(a) Qualification 

(b) Age 
(c) Any other 
I f  you think theseexams are difficult or unacbievable, is it due to(please tick the relevant box) 
a) lack of educational facilities 

6. 

0 
b) lack of adequate howledge about exams 0 
c) language barrier 0 

0 d) high standard of examination 
e! any other reaSOn (PI- specify): 
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7. 

8. 

9. 

10. 

I I .  

Do you kmw tlw procedure for applying for these exams? 
a) YesO b) No 0 
Is the procedure dinicult or cumbersome? 
a) YesO b) No 0 
If yes, please explain the dificulties and how they can be overcome. 

At what age and from wliicli source did you firs: learn awut tliesc exams? 
Age : 
Source: 
Was the information received froin the above source adequate? 
a) Yes0 b) No 0 
If WI, what lype of inforiliatioil would you require? Please specify 

From your point o f  view, wliich is tlic iiiost coiiwiiieiit sourcc for sucli iiihriiiatiiw'! 
a) Radio 0 b) 'Telcvisioii fl 

c) Any otlicr (plc;ise slwify): 

c) Newspaper 0 d) I'rcss R 

Date: . . . . . . . . . . . ... S igiiaturc * 
N;iiitc a i d  Address 

210 



Appendix - VI 

Questionnaire on Social Cost of CSE administered by 
Zakir Husain Centre for Educational Studies, )NU 

This questionnaire has been designed to get the information for making 
recommendations to the Civil Services Examination Review Committee which is 
looking into the structure and pattern of the examination for suggesting changes. The 

purpose is to look into the optimality of spending of resources for meeting the 

requirements of the examination in general. The effect of the preparation for Civil 

Services Emination on the quality of educationhesearch pursued by students and 
the wastage or misallocation of resources (i.e. expenditure - both public and private, 

time and effort) will also be looked into in particular. Respondents are requested to 

give correct infomation to the best of their knowledge and belief. Complete sincerity 

is expected from the respondents in answering the questions, keeping in view 
particularly the fact that this is an opportunity to communicate to the policy makers 

(a) the difficulties faced by tlic examinecs and (b) the suggestions that the young 

citizcns might have for making both the Civil Scrviccs selection process and higlw 
education system in the country bcttcr suitcd to tlic nerds of thc future gencratiatih. 
lhc  rcsponses iviH-bc kept anonymous and full contidentiality wilt bc maintained. 

IIVTERVIEW SCIIEDULE (QUESTIONNAIRE) FOR JKU 

1. 
2. 
3. 

4. 
5. 
6. 
7. 
8. 

PART - I 
Nanic (optional): 
Sex: F/M 
(i) Date of Birth : 

(ii) Age as on 1st August 200 1 
Marital Status: MarriedNnrnamed 
Category: Gen./SC/ST/OBC/Others 
Parents’ Background: RuraINrbadMetropolitan 
Father’s Occupation (please specib): 
Family Income (monthly) 
(a) Below Rs. 5,000/- p.m. 
(b) Rs. 5,0001- to Rs. 10,000/- p.m. 
(c) Rs. 10,000/- to Rs. 20,000/- p.m. 
(d) Rs. 20,000/- to Rs. 50,000/- p.m. 
(e) Rs. 50,000/- and above 

1-1 
D D M M Y Y  

(completed years) 
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Degree 

liirennedia te 
Graduation 
Post-Graduat ion 
h.1. Phi 1. 
Ally other 
(slwcify) 
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(ii) Year of the selection 
(iii) Total salary (per monl) 
(iv) Reasons for declining the offer 

( i )  Job is related to UPSC / PCS / noii Civil Scrvices (please 
specify) 

(i) Year of selection (please nieiition the date when you were to joiii). 
(iii) Salary per nioiitli including other benefits 
(iv) Rason(s) for not joining the job 

(i) Less than Rs. 3,0001- 
(ii) Rs. 3,0001- Rs. 5,0001- 
(iii) Rs. 5,000/- aiid above. 

( i )  Parents 
(i i )  Job 
( i i i )  Scliolarsliip 

(c) If got selected but did not join so far please give dctails: 

4. (a) How much money on an average do you spend in a iiiorrtli! 

(b) What is /arc Uie sourcc(s) of finance to you? 

5 .  (a)  I>id yo11 ever al)l)citi./itic yoti ii1q)cariirg iii c'ivil Scl vice:: l3:itiii::;!t it?ti'.' 

(I)) It ycs, siiicc wlicii arc you prcp;rriiig I'oI Civil  SCI vicc:; 1 ~ ~ ; i i l ~ i i i : ~ I i ~ ~ t ~ ' '  

yc;; : , % * I 1  ' 

(c) I I O W  III;IIIY attct111)ts of C'SIJ 1 1 3 ~ ~ '  YINI  iilrcatiy I ; I ~ C I I  311d i \ l ) . l t  '2. .I!; Y:)!II 

I)clforI)liillcc in  tlicsc atteltlI)Is'! ( ~IC;ISC tick il l  tltc iI1)1)1()1)i I;IIC 1 1 1  '.K ) 

7. 

(9  
( i i )  
( c )  I<casoa(s) for switclriag o w r  fioiii (lie iiiaiii sttc;rii~ I 1)nrcrrt suljcc:~: 
( i )  lliglrcr success rille 
(ii) Availability ol' study iilalcriill 
( i i i )  Parent's/iirciitor's choice 
( iv)  Co-olwatioli 01' fricrids 
(v) 
(vi) Any other (plcasc specify) 
(a) Are you tiikitig/ltavc takcii any coaching to prcparc for Ci\il Scr;icc:; 

Difliculty lcvcl of parent sril~jcct 

Exaniiiintioii? 
ycs; S I P  

213 



(b) If yes, for which stage(s) of Civil Services Examination coaching isflias 
been taken? (please! mention the number of hours ser wcc!: and the riumbcr 
of months in appropriate boxes ) 

Slages 

Optional I 
Optional 2 
General Studies 
Tokd 

Preliminary exam (No. Main exam (No.of lntcrview (No. of 
of hours per week + No. hours per week + hours per wcek + 
of months) No. of months) No. of months) 

(c) I-low mucli tilohey (approximately) are you spending / have spwt oii 

(i) Coaching fces only : Rs. 
(ii) Other expenses (e.g travelling cspeiises, books, ctc.): Rs. 
(a) llow much tiiiic do you Jcvotc i n  self-prcparation for Civil Scrvicc 

(i) less ~liati 5 Iiours 
( i i )  5-10 Iiours 
( i i i )  tiiorc tliaii 10 Iiours 
(1)) It you arc iiot takiiig iiii~. coiicliiiig, IIOW iiiiicli iiioiicy tlo ~ I I I  yc i ic l  (per 

tiioiitli) for tlic prq);irat.ioil ot CSI: (c.g. oii hooks, iii;ig;i,:iiic:,. phto-;;kik 

coaching? 

8. 
Exaiiiitiatioti? (iti a day) 

0.  Wliat itiduccd you to prcp;irc ti)r C i v i l  Scrviccs lkuiiiii~tioii’! 
(;I) 1:;iniily 
( I ) )  Friiiiids 
(c) I’Iosi)ccts of Iiiglicr iiioiictaty rcturidpowr 
(J) Social status involved 
( L‘) I’crsoiial clioicc 
( I )  Aiiy other (please spccify) 
(a) Do you tliiiik h a t  a pcrsoii, wlio is doing rcscxcli /pYtiiig lii!,;iiLr 

cducatioii aid also prcpariiig for Civil Scrviccs l.;x;iiiiiii;ilioi: ;IS LVCII ;IS 

otlicr cxai~iiiiatioiis sitiiultnt~cously can Ju full justice to IiisAicr rcscaicli/ 
education’? ‘l’C!%T!\) 

10. 

(b) If  ycs, what is your juslilicntioil 
(c) If 110, 

( i )  1’0 wli;it exteat tlic prcparatioii for CSE can advcrssly 3I‘l;’ct tltc 

( i i )  Vice-vcrsa? 
rcsearcli / cducatioii 

I I .  (a) Do you think t l ~ t  you tali  do full justice to your rcscntcl,lcJac;itioii wliilc 

(b) If yes, what is your justification’? 
(c) If no, to wliat cxtciit your rescarcldcducatioti is getting advcrxly attkctcd 

by your preparation for Civil Scrviccs Exanination? (please SIS;L‘ in tcrins 
of percentage.) 

prcpariiig for Civil Services Exaiiiitiatioti‘? Ycs/No 
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12. 

13. 

14. 

IS. 

10. 

17. 

If you had not appeared in Civil Services Examination, how much money you 
could have earned during that period? (please specify) 
Rs. (per month) 
If you do not get through Civil Service Examination, what oifier cpticiijs) do 
you have open before you? 
If you do not get through Civil Services Examination, how r:iuch money wiil 
go waste'? 
(a) Expenses made for the preparation (e.g. books, coaching ctc.): Rs. 
(b) Opportunity cost (value of lost tiwe in nionetary tcnns). 
(i) Per attempt : Rs. 
(a) Wliot do you tliiiik about a pcrsori who is getting fcllowsliip fur prui i ig  
rcsearcli but siriiultaneously preparing Tor sonic otlicr comp*:titivc 

(b) if  yes, what accordiiig to you is resyoiisible for this \vast;q;c? (plc:isc 
iiieritioii clearly) 
( i )  
( i i )  

( i i i )  
( iv) 

(ii) Aggregate : Rs.- 

examitiatioii(s)'? Is it a wastage of public riioney? YCSlNO 

No carcer-couiiselliiig at scliool level. 
Sigiiificaritly large ntiiihcr orcxariiiaccs rcduco tire pio!)abiliI:t oicach 
oiic's succcss in CSE. 
1 . q ~  iiuiiibcr ofattciiipts allowed iii CSIi dclays other cniccr cfioicc. 
T l i ~  tliice st;tge sclcctioii process stictclicd o w  ;I :.cry l*.)iig Iwriotl t ) i '  
liiiic (oiic yciir 0ct\\ec11 c;ill li)r iqyIica{iiw ;ii1(l (!,:clw::ii)ii Ii!i:!l 
I CSOll). 

I .;icI; ol'cs~~c.ctctl/;i~~~~it,I,ri;ilc ciii~~loyiiiciit iqyoi  ti:i!ili*.-.; ::.:;t ;l:s!d: ~ ; i : , i  

coiiii)lctiiig Iiiglicr cdiicalivii. 
( v )  

(v i )  l i i i y  otlici (plcasc slwcilj.) 

((1) Wlii i t  ;iccoidiiiy to yoti is t l i ~  \ \ i iy oet Iiti i i i i i i i i i i i / . i i q  I!II:: \\*;i.,\;ij!..: ' 
(c) 1 I' 110,  IIOW:) ( I ) I C ~ I W  C ~ ; I ~ O I ~ I L '  YOIII iiigiiiiicilt) 

\Vli;it (lo you tliiiik .l * I )oat: 

(b) ;I icl;itcd possibility tlint iii  ictiirii, such stuJiiit.i \A uultl L'c ~ . I ~ C I I  

ccrtilicatcs of paiticiptioa i i i  higlicr cducatioii adid also i i l  IiiyJicr 
cducatioii dcvclopiiiciit Iiy pyi i ig  I):ick thc subsitlics 

~~ 

Arc you picpai irig ['or aiiy ollicr cx;iiii? 

(a) PCS 
(b) CDS 
( c )  [ h i k  P.0. 
(d) (;RE 
(e) Arty olliei (plcusc spcil'y) 



18. Why Iwe you given up the idea of appearing in CSE? 
a) Availability of job opportunities in MNCs. 
b) Got selected somewhere else. 
c) To continue with full time research only 
d) Any other (please specify) 

Your suggestion to the Civil Services Exariiination Review Committee: 
I. 
2. 
3. 

Will you bc willing lo resporid 10 aiiy subsequent questionriairc/intcr.jicw that itlay 
follow this oire. YCs NiJ 

INIEII VI (I: W SCI I El) CJ I, K (0 U I!:S'I'IONN/\ I It E) 1:01 t 

IN I) I AN I NSII'I' U'IE 0 I' 'I' EC I I NO LOG Y, 1) E I a I i I 
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10. Total number of earning members in the family (include yourself in case 
you are getting scholarship) 

1 I .  Educational Background: 



4. 

5 .  

(c) If got selected but did not join so far please givedetails: 
ti) 

(ii) 

(iv) Reasoti(s) for not joining the job 

(i) Less than Rs. 3,000/- 
(ii) Ks. 3,000/- Rs. 5,000/- 
(iii) Rs. 5,000/- and above. 

( i )  Parents 
(i i)  Job 
(iii) Scholarship 

Job is related to UPSC / PCS / iron Civil Services (picas 
~Pecitj.) 

Year of selection (please merrtion the date when you werc to join). 
(iii) Salary per month including other bciicfits -- 

(a) How much money oti an average do* you spend in a montli! 

(b) What is /are the source(s) of liiiaiicc to you? 

(a) Did you ever appear/are you ap1)cariiig in Civil Scrviccs L.:xaiiiiiia:il.;n'! 

(b) II' yes, siiice wlrcii arc you pquriiig for Civil Services f ic i i : i ! iyi ic:! ' !  

(c )  Ilow iiiatiy attcmpts of CSI: Iiave you alrcntly lakcit 3:id \v!i:il 1.v;t:; y o i i i  

\'cs ,' No 

pcrfonii;iiice in dicsc attcstpts? (please tick iti  lie appropri;!tc Ijos) 
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Stages \ Subjects 
Optional I 
Optional 2 
General Studies 
Total 

9. 

10. 

I I. 

12. 

13. 

14. 

Preliminary exam (No. Main enin (No.of laterview (No. of 
of hours per week +No. hours per week + hours per weck + 
of months) No. of months) No. of nionths) 



15. (a) What do you think about a person who is getting subsidised technical 
education but also preparing for Civil Services? Is it a wastage of public 
money? YesfNo 

@) If yes, what according to you is responsible for this wastage? (please 
mention clearly) 

(i) 
(ii) 

(iii) 
(iv) 

No career-counsellirqg at school level. 
Significantly large number of examinees reduce the probabi!ity of each 
one's success in CSE. 
Large number of nttenipts allowed in CSE delays other carccr choice. 
Tlic three stage selection process stretched over a very long pcriod of 
t h e  (one year between call for application and declaration of liiral 
result). 
Lack of expectedlappropriate eniployinent opportunities available ancr 
completing higher education. 

(v) 

(vi) Any other (plcase specify) 
(c) If no, bow? (pleasc.elaboratc your argument) 
(d) Wliat according to you is the way out for minimizing this wasiage'?. 
What do you think about: 

(a) 

16. 
a possibility that students leaving tlicir tcchnicd spccinlis~tioii I~catisc 
of getting sclcctioii iii Civil Services examinAoii shouitl be asked it> 
coiiipctisatc tlic Iiiglicr ctlucatioii sector' by paying bock !i:c sI.il)siJy 
rolaunlcd by tllclll. 

(b) a related possibility Illat in  retiim, such s!\:~.l<i1!~~ vvi.):!i be ~ i v c i ~  
ccrtilicatcs o f  participatioir iii Iiiglicr cduAui1 .!titi aiw i l i  1:igIi::r 
etluc;itioii clcvclopmctit by p iy iag  b;rc.k t::c wi!:;tJx:;. 

;I possil)ility of rcduciiig tlic cligibility ctitcriori C)r t~xl~riic;!l stu:Itr:~:-. i*) 
tliree yews or cducatioii liwn tlic prcscnt cii$!i!:!;; $:ah:iiit)ii (4 
ycys) so U S  to tiiake it ( i )  less wastcftil ( i i )  not:-Li:sci ! : ~ ~ i i ~ ~ t ~ ~ ~ ~  \i.i.;:-v::. 
p icrat  cducntioii. 

* .  

. .  

- - 
( c )  

. .  . 

17. Arc you preparing for any otlicr cxaiil'! 
(a) IES 
(1,) PCS 
( c )  Uaiik P.0. 
(d) m13 
( c )  hay ollicr (plcnse spcciiIj.) 
W h y  liave you givcii up tlic idca oI'a1q)cariiig i i i  CSE! 
(a) Availability of' job opporluiiitics i i r  h.lNCs. 
(b) Gd selcctcd sotiicwlierc clse. 
(c) 'Jb co~itiiitic will1 f i r 1 1  liiiic tcscarcli oiily 
(d) Aiiy otlicr (1)leflsc specify) 

IS. 

Your suygcstioii to the Civil Services Exiiiiiiiiatibti Rcview C*c)itlitiit!t;:: 

220 



Appendix - VII 

Dates 

August 4,2000 

August 17,2000 

August 29,2000 
September 19- 
20,2000 

October 2 I-23,2000 

November 6-7, 2000 

November IS- 16,2000 

November 27,2000 

December 13- 14,2000 

February, 12-13. 2001 

March 7-9,2001 

March 29-30, 2001 

April 16- 17, 200 I 

April 26-27, 2001 

Dates of Committee Meetings 

Venue 
Union Public Service Commission 

-- do---- 

-- do---- 

Qn 19n at Union Public Service Commission & 
on 20' at  Faridabad 

La1 Bahadur Shasui National Academy of 
Administration, Mussoorie 

Mumbai 

Union Public Service Commission 

---- do---- 

Hyderabad 

Union Public Service Commission 

.--- do ---- 
do ---- 

---- do---- 

--- do ---- 

May 2 1-22. 200 I 

May 29-30.2001 

June 14- IS, 200 I 

I May 10-1 1.200 I 
---- do---- 

---- do ---- 
Kolkata 

I August I -3, 200 I t Union Public Service Commission 
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Interaction with Institutions 

7 i z J  
Faridabad 

Mussoorie 

Hyderabad 

iyderabac 

Hydenbac 

Kolkata 

National Institute of Financial Management(NIFM) 
9 Shri S.K. Ghosh, Associate Professor 

9 Shri BS. &wan, Director 
9 Shri Wajahat Habibullah, OSD 
9 Shri B i n d  Kumar, Joint Director 
9 Mrs. Maniha Shridhar, Dy. Director(Sr.) 
3 Shri Tarun Shridhar. Dy. Director(Sr.) 
3 Shri Sanjeev Chopm. Oy. Director(Sr.) 
3 Shri M.H. Khan Dy. Director (Sr.) 
3 Shri Chandan Sinha. Dy. Director(Sr.) 

W Bahadur Shastri National Academy of Administration (USNU) 

> Mrs. Geedta Mishra, D y  . Director6r.) 
Sad= Vallabh B h i  Patel National Police Aademy(SVPNPA) 

> Shri P.V. Rajagopal. Director 
i Shri P.S.V. Ptasad. Additional Director 
> Shri M.Mahendar Reddy, Deputy Director 
i Shri k h s k  Dohari. Deputy Director 
'i Shri Gicdhari Nayak. Deputy Director 
i Shri G.U.G. Sasuy, Assistant Director 
i Shri S.N. Pndhan. Assistant Director 
i Shri P.PX Naidu. Assistant Director 
i Shri G A  Kaleem. Assistant Director 
i Dr. AK :apuly. Assistant Director 
i Shri D.? w:sk;b Assistant Director 
i Shri.Au 'hwal. Assistant Diregor 
i Shri A e f i  Mishra., Assistant Director 
i Shri &a! aatnagar, Assistant DirqLtor 
i Smr Re& Mishra. Assistant Djrkctor 

Iational Insticute of Rural Development (NIRD) 
i Shri RC. h d h u r y ,  Director General 

Administrative Staff College of India (ASCI) 
i Shri T L  3ankar. Director 

ndian Insti- of Management 
i Dr. h a  Bose. Director 
i Pr0f.D huacharya 
i Prof. *-ma Shaw 
i P r 0 f . h  
i Prof.&-'xl 
i Prof.??% 
i Prof.+ 
i Prof.hChaaerjee 
i Prof .mBagchi  
i Pr0f.P.h 
i Prof. Rers Chaaerjee 
i Prof .Ah 
i Prof.j.fadopdhylya 
i Prof.5fhm 

222 



Interactions held with Individuals 
(in Alphabetical d e r )  

9 
9 
9 
9 
3 
9 
9 
9 
9 
P 
3 
9 
3 
9 
3 
t. 
f 

9 
> 
;i 

3 
9 
3 
\ v 

> 
3 
9 
P 
P 

Shri AK. Srivascava Railway Staff College, Vadodan 
Shri AN. Das, Cdleccor, Warangal, Andha Pradesh 
Shri AN.0. Haksar, former Additional Secretary, Wo External Affars, GO% of India 
Or. AP. Mukherjee former CBI Director and Special Secretary, Govt of India 
Or. AP.J. Abdul Kalam, Principal Scientific Advisor to the Government of India. 
Shri Aditya Kumar, Direccor, National Institute of Defence Estate & Managemenc New Delhi 
Shri Ajay Sech, Deputy Secretary, Department of Expenditure, GOM. of India 
Shri Alex Emmanuel, Vice President (HR), Tam Lieberc Ltd. 
Shri Amit Micra,.Seuetary General, FlCCl 
Shri Anil Mukim, D.M. Vadodara 
Or. h i n d  Virmani, Senior Economic Advisor, Depn Of Economic Affairs, WO Finance. 
Miss Arundhad Chose, Hon. Member, UPSC 
Shri Arun Kumar, Deputy Secretary General, ASSOCHAM. 
Or. Ashim Dasgupca, Finance Minister, GOM. of West Bengal 
Shri Ashok Pacnayak Principal Secretary, Food Processing. Govt of West Bengal 
Prof. Ashwini Ray, Centre for Policical Studies, )NU. 
Shri Asutosh Joshi. IAAS, DAG. Shimla 
Shri Awdhesh Krishna, General Manager (HRD). Godrej-GE Appliances Ltd. 
Shri 6. Rajendra, D.C.. Dhanbad, Bihar 
Shri B.P. Srivascava. D.G., Customs and Excise Academy, Faridabad 
Shri B.P. Verma. Chairman, Cencral Board of Excise and Customs. 
Shri B.P.R. Viql$, former Secretary, Government of India 
Shri BJasaheb Vikhe Paul, Union Minister of Scare (Revenue, Insurance and Banking) 
Shri Barun Kumar Ray, IAS, Additional District Magistrate, South 24 Parganas 
Shri Bhaskar Chose, former Secretary, Minisvy of I & B. Government of India. 
Shri Bhupen Chakraborcy, Taca Administrative Services, Mumbai 
Or. Bimal Jalan, Governor, Reserve Bank of India 
Shri C. Rangarajan. H.E. Governor of Andhra Pradesh 

9 Shri CX. Gandhi Rajan. DIG (training), Police Training College, Tamilnadu 
9 Shri C.R. Irani. Editor in Chief, The Statesman. Kolkatta 
P Shri C.S.R. Reddy, DIG, Punjab Vigilance Bureau 
9 Shri C.V. Padmanabhan, Chief Commissioner of Income Tax, Hyderabad 
> Or. Chandrasekhar. ICRISAT, Hyderabad 
3 Prof. D.C. Reddy, Vice Chancellor, Osmania Univer'sity. Hyderabad 
9 Shri D.K. Acharyk Chief Commissioner (Customs), Mumbai 
3 Prof. D.P. Rao, Director. National Remote Sensing Agency, Hyderabad 
9 Shri D.P. Tripathi, Secretary, Railway Board 
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P Shri DS. Balachdrur, Chief Post Master General, Maharashua Circle, IludJ*'l* 
P Shri Deqak Prasad, D.C., Hazaribagh, Bihar 
P Shri Deepak Nayyar, Vice Chancellor, Delhi University. 
P Shri Devising M. Solanki, DIG of Police Training Centre, Gujarat 
P Shri Dushyant Nariala, IAS. Additional District Magistrate, North 24 ParR;If135 
P Shri E.A.S. Sarma, former Secretary, Dept. of Expenditure, Government of IrlciiJ 
P Shri G.S. Sayana, GIG, SSB, TC Sarahan. H.P.. Shimla 
P Shri Gautam Kar, National Academy of Direct Taxes, Nagpur 
P Shti Gunomm Bhuyan. DIG of Police (Admn.), Assam 
P Ms. Gurpreet Mahajan, Professor, Centre for Political Studies, JNtJ. 
B Shri H.K. Rengma. DIG (Border), Nagaland 
P Shri Habibullah, Additional Chief Secretary. Maharashva 
P Shri J.S. Pande. Joint Secretary, Minisvy of External Affairs, New Oclhi 
B Slir i  Jairam Ramesh. Secretary, Economic Affairs, Congress(1) 
9 Shri Jaswanc Singh. Union Minister for External Affairs 
9 Sliri K. Natwar Singh, former Minister of State for External Affzirs. Cc./:. 
9 Sliri K. Raghunath. former Foreign Secretary, Government of India 
I Or. K.G. Adiysdi, Member, UPSC 
3 Slii-i K.K. Madari. Member. UPSC 
P Shri K.P.S. Gill, fornier. D.G.P., Punjab Police. 
P Shri K.V. Raghavan. Director, Indian Institute' of Chemical Tcchriol*~~;/. I I!']'.' * I i  '**'I 
B Shri h n a l  Kanc S.S.P.. Mangalore. Karnataka 
3 Shri Kanial Saxena. S.S.P.. Moradabad. Utwr Pradesh 
P Shri L.K. Advani, Union Home Minister 
b S k i  M.M. Ahmed. 0rdnanc;e Factories Staff Collage. Nagpui- 
P SIiri M.M. Luther, Gurgam. Haiyana 
9 Shri M.M. Sabharwal. fornier Chairman. PHD Cliaiiiber of Cunirnx/--. 
P Justice M.N. Venkatchallaiah. Chairman. Coiisticutioii Review Cornrr;!;: e. . . '': '' ! ""J 

P Ms. Mandeep Maitra. Head (HR). HDFC Bank. 
b Sliri Manish Gupta. Chief Secretary. Government of West 8eng.d 
; Ms. Eloliini Giri. former Chairperson, National Commission for- Wu. r.,; ' *  

;. Shri Mukund Vyas, Senior Manager (HR), Siemens Ltd. 
; Shri N. Cliandrababu Naidu. Chief Minister. Andhra Pndesh 

Shri t4. Vittal. Chief Vigilaiice Conirnissiocier. 
Shri N.B. Singh. DIG, Technical Services, U.Q. 

). Shri N.C. Saxena, Secretary, Planning Cortiriiissiori 

Shri N.P. Rajasliekliaran, Director, ICRISAT. Hyderabd 
). Shri Nikhil Kumar, Director General. National Security Guards. 
). Shri. O.P. Agrawal, Joint Secretary, Dept. of Personal & Trainirig. :k"' 

Or. Om Nagpal, Member. UPSC 
Shri P. Abraham, Mcnibcr. UPSC 
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> Shri P.C. Alexander, Governor of Maharashva 
> Shri P.C. Hoa Member, UPSC 
> Shri P.L Goel, Additional Secretary, Ministry of External AHairs 
9 Shri P.V. Rao, ChiefSecretaty, Andhra Pradesh. 
9 Shri Parag Paranjpe, Head (HR), Thomas Cook India Ltd.: 
9 Shri Prakash Roy, Exec. Vice President (HR & Comm. Development), Herdillia Chemicals; 
9 Shri Pramod Talgeri, Vice-Chancellor, CI EFL, Hyderabad. 
> Shri Prasad Roy, Principal Secretary, Panchayamj & Rural Development. Govt. of West 

Bengal 
9 Shri Pratap Singh, Spastic Society, New Delhi 
> Shr-i Praveen Pandey, Joint Director. National Academy of Audit 2nd Accourirj, Shimla 
P Shri R. Bandopadhyay; Principal Secretary, f'laniiing and Developtncns Got:. of West k g a l  
P Shri P,. Narayanaswamy, Priricipal Secretaiy, Urban Development, Gait. cf De!lii. 
9 Shri R. Ranjit (IAS). OSD, Government of West Bengil 
9 Shri R. Vasanth. President. Society for Education. Training and Efiipo:*:ermcnt o! P;iysicaily 

Disabld (SOC-STEP), Tricliy. Tamil Nsdu 
& Dr. R.C. Catta, Professor. Tata Institute of Social Sciences, Munbai 
ii Sl i r i  R.K. Malik, Customs and Central Excise, Fatidabad 
P Shri A.R. 81iardwaj. DIG, ClSF 
9 Shri R.S. Nataraj Murtliy, Chief Post Master Gciieral, Assain Cir:!c 
9 Shri Rajesliwar Prasad, ex-Director. LBSNAA, Mussoorie 
P Shri Rain Vilas Paswaii, Uiiiotl Cornmutdcarioti Minister 
> M s  Rarna Clisri. Exccutivc Officer. National Ceiicre for f'rOlllCCrGlI c;: l : i !~~>IC~i iKi:C k i  

Disabled People (NCPEDP). New dellii 
i Shri Ramoh Mahajani. Matiagirig Dircctor. 51-11- (ltidia) Pvt. Lld. 
2 Srnt. Iieva Nayyar. Member Secremiy. National Coiniaissioii for Worncri. 

L Shri Rohit. National Aszociation of Blind. New Deliii. 
9 Shri S. Baiwia, Principal Sccretaiy (SC/Sl'/BC). Govcriwicnt of Wc;c kt);;;.,! 

L Shri S.J.S. Cldiatwal, foriirer.Cliairtiian, UPSC 
). Shri S.R. Satikaran, fornier Secretary. Govcrtiiiieiit of India 
i Sl i r i  Sankar Sen. foriner Miirister atid fonner Vice Cliarlccllor, JaCa~p.~r  L!i1i~:ci.;ir~ 

P Sl i r i  Satisli Chandra, Collcctor. East Godavari. Andlwa Pradcsh 
2. SI i r i  Satisli Kuinar Sliarnia. DIG Traiiiiiig a i d  O~JS.. Punjab 
3. Shri Sceniwiclialam. Hyderabad 
P Sliri Sesliadri Chari, Editor. Pancliajanya 
9 St i r i  S i r a m  YecIiury. Po1itbui.o iiieiiiber CPI(~1) 
P Sl i r i  Stwad Gangal. ER Main&, Cadburry Iiidi'a Ltd. 
P S l u i  Sliarat Cliauhan, Collector. A~idaiii~i st id Nicobar 
3. Sl i r i  Sliaysmada Msllaick, DIG, artiied Police Brigade. Wesc Bcngd. Di:rg?pw 

9 Shr i  Srinivas. D.M.. Ahmedabad 
P Sl i r i  Subhash Joshi. IG. RPFlCSC Cetitral railway, CST. Murilabi 
b SIir i  Subramanyam, Professor, Railway Scaff College. Vadodarr, 
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9 Shri Sudhir Yadav, D.I.G.. Andaman and Nicobar 
P Shri Sunil.Durrani. Executive Director, Proctor & 
P Lt. Gen. Surendra Nath. Chairman, UPSC 
9 Shri Syed Shahabuddin, ex-Membei- of Parliament 
9 Shri T.K. Banerjee, Member, UPSC 
9 Shri T.N. Chaturvedi, Member of Parliament 8 former 
9 Shri Uday Sahay, DCP, Central Delhi. 
9 S r n t  Urmila Gupta, Star N. 
9 Shri V.B. Singh. Director of Police Training Cfjllc%c* 
9 Sljr i .  V.N. Singh, ~i~~~~~~ general, aureau of p,lice Rescar=!> 
9 Shri V.J. Rao. Vice President (HR), Tats Ccr,s*Jltancy Services 

P Ms. Vandana Yadav (IAS). Government of *l/r*:l 
9 .Snit. Vasundhara Raje Scindia, Union Minjc,t/rr ' J f  Scare 

Of India 

Development, bkw D d h i  

and T'.'ini%) 

9 .Shri Vijay Kurnar. Additional Deputy CAG 
9 Shri Vineec Kaul. General Manager (HR), PtvilV ('1 
P Dr. Y. Venugopal Reddy. Depucy Governcr. 'rf4CNe Bank Of India 

9 S h r i  Y.V.K. Reddy. Additional DIG. CRPF 
9 S lw i  Yashwant Sinha. Union Finance Minifce' 
9 Stiri yogendra Narain. Secretary. Ministrf 
P Slwi Zileh Singh Sagar, DIG, CISF 

',ff'rLflce. 



Appendix-VIII 

Workshops I Consultation Meetings held 

Workshop on “Service Profiling” 

Venue :- National Institute of Financial Management, Faridabad 
Date :- 15th January 200 I 

I. Dr. N.R Madhava Menon, Member, CSERC 
2. Dr. B.P. Mathur, Member, CSERC 
3. Sh. I.M.G. Khan, Addl. Secretary UPSC and Member Secretary, CSERC 
4. Sh. A.K. Sengupta, Addl. PIO, PIB, M/o I & B ,  New Delhi. 
5. Sh. H.P. Das, Director General Audit, Central Revenues, N. Delhi. 
6. Sh. S. Samant, DDG(Personne1, Depts. of Posts, New Delhi. 
7.Sh. Aditya Kumar, Addl. D.G., Defence Estates, M/o of Defence, N.D. 
8. Sh. P.N. Shukla, Executive Director, M/o of  Railways, N e w  Delhi. 
9. Sh. Anand Mathur, Executive Director, M/o of Railways , New Delhi. 
10. Ms Manisha Shridhar, DO, LBSNAA, Mussoorie. 
I I Sh. K.C. Sikka, DDG, Ordnance Factories, New Delhi. 
12. Sh. Girish Bhandari, Addl. CGDA(lnspections), O/o CGDA, New Delhi. 
13. Sh. A.K. Prasad, Director, Railway Board, New Delhi. 
14. Sh. V.N. Kaila, Joint CGA. 010 CGA, N e w  Delhi. 
I5.Sh. A.K. Tyagi, Director (ADP) M I 0  External Affairs, New Delhi 
16. Sh. S.K. Malhi, D G, Inspections, Customs and C.E., New Delhi. 
17. Sh. Krishna Saini, Addl. Commissioner, Income Tax, New Delhi. 

Workshop on “Personality Testing Methodologies” 

Vanue:- Defence Inst i tute of Psychological Research, Timartpur, Delhi 
Date:- I 9*-20Lh March, 200 I - 

I .Prof. Y.K. Alagh, Ahmedabad 
2.Dr. Uddesh Kohli, New Delhi 
3.Prof.(Miss) Armaity S. Desai, Mumbai 
4.Dr. N.R Madhava Menon, Kolkata 
S.Shri I. M. G. Khan, New Delhi 
6.  Prof. J.K. Mitra, Delhi 
7. Prof. R.R Singh, Mumbai 
8. Prof. G. P. Thakur, Varanasi 
9. Mrs. Ruby Talukdar, Bdngalore 
10. Prof. K. V. Kaliapan, Ch’epai 
1 I Prof. Purnima Mathur, New Delhi 
I 2. Prof. C. S. ]ha, Noida (UP) 
13. Dr. Jirendra Mohan, Chandigarh 
14. Dr. W. Seivamurthy,Delhi 
15. Or. U. D. Pandey, Delhi 
16. Dr. V.M. Verrna,Delhi 
17. Shri K. Ramachandran, Delhi 
18. Mrs. Arunima Gupta, Delhi 



19. Dr(Mn.) R K. Soukhi, Delhi 
20. Mrs. Soumi Awasthy;Delhi 
21. Shri Gurbachan Singh, N e w  Delhi 
22. Shri B. S. Bedi, Ghaziabad 
23. Shri R S. Rathore, New Delhi 
24. Shri S. T. Baskaran, Chennai 
25. Shri R. K. Ahuja, New Delhi 
26. Shri S. V. M. Tripathi, Lucknow 
27. Dr. M.Earswaramorthy~ Delhi 
28. Prof. Abad Ahmed, Delhi 
29. Dr. K.A Kumar, Trivandrurn 
30. DI-. Mrs Kiran Rao, Bangalore 
3 I .  Prof. R. Ravi Kumar, Banglore 
32. Dr. N.P. Singh,Delhi 

Consul tat ion Mee t ing  for  desigriiiig Course  Outlinc ci ?i-epaze;l 
Compulsory Paper - I  

Venue:- Union Public Service Conimission, N e w  iI::l!ii 

Date:- 20th April. 200 I 

I .  Prof. Y.K. Alagh, Ahniedabad 
2. Dr. Uddesti Kahli, New Delhi 
3. Shri I. M. G. Khan. New Dell i i  
4. Prof. Majid Siddiqui, New Dellii 
5. f'rof. Noor Molid.. New Dell i i  
6. Prof. Arjun Sengupta,New Dell i i  
7. Prof. T.K. Oorririien, New Oellii 
C: Prof. Gui-preet tlaliajan, New Dellii 
9. Prof. Dipankar Gupta, New Dellii 

Corosultatiori Fleet ing for designing Course  C.uttiii<: .-f P:.g;:oce:i 
Compulsory Paper4 

Venue:- Union Public Service Commission, Xzt!i 3 d i ; : i  

Date:- 25'h April, 200 I 

I .  Prof. Y.K. Alagh..Alirnedabad 
2. Prot. ( Mrs.) Arrnaity S. Desai, Muriibai 
3. Sh r i  1. M. G. Khan. New Dell i i  
4. Prof. Majid Siddiqui, New Dcllii 
5. Prcf. Noor Molid., New Dell i i  
6. Prof. Arujun Sengupta, New Oellii 
7. Prof. T.K. Oommen, New Dell i i  
8. Prof. Gurpreet Maliajan, New Delhi 
9. Prof. Dipankar Gupta, New Dellii 
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- 
5 Consultation Meeting for designing Course Out l ine of Proposed 

Compulsory Paper-lI 

Venue :- Union Public Service Commission, N e w  Delhi 
Date:- 9h May, 200 I 

I .  Prof. Y.K. Alagh, Ahmedabad 
2. Dr. Uddesh Kohli, New Delhi 
3. Prof. Arrnaity S. Desai, Murnbai 
4. Shri 1. M. G. Khan, New Delhi 
5. Prof. Rajesh Kochhar, New Delhi 
6. Dr. S.L. Mehta, New Del(ii 
7. Dr. Aruri Nigavekar, New Deltii 
8. Dr. R.S. Paroda. New Delhi 
9. Prof.Sushila Kaushik, New Delhi 
O.Dr. Mrs. S. Taneja, New Delhi 

- 

Consultation Meetirig for designing Course Outline of ! ' r a p s ~ d  
Conipulsory Paper4  

Venue:- Union Public Service Conimission, New L'dlii 
Date:- 2 I" May, 200 I 

I .  DI-. Uddesh Kohli,New Delhi 
2. Prof. Armaity 5. Desai. Mumbai 
3. Shri I. M. G. Khan. New Deltii 
4. DI.. B.P.Mathur; Noida 
5. Prof. Kuldeep Mattiur-, New Dell i i  
6 .  Prof. Sustiila Kaushilc. New Delhi 

Consultation Meeting for aesignirig Course Ourlirie of F r q x x e d  
Cciripulsory Paper-ll 

Venue:- CSlR Science Center, Lodlii Road, New Deltii 
Date:- 28* May, 2001 

I. Prof. Y.K. Alagh, Ahmedabad 
2. Dr. Uddesh Kohli, New Deltii 
3. Prof. Armaity S. Desai, Murnbai 
4, DI-. B.P. Mathur, Noida. 
5. Sliri I .  M. G. Khan, New Delhi 
6. Prof. Rajesh Koctiliar, New Dcllii 
7. Dr. S.A.H.Abidi, New Delhi 
8. Prof. P.N.Srivastava. Gurgaon 
9. Prof. linrana Quadeer, New Dellii 
1O.Prof. Arnbika Srinivasan. New Deltii 
I I .Sfi.Pradosh Natti, New Delhi 
12.Prcf. Jayant Vishnu Narlikar, Pune 

.-__- 
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Consultation Meeting for designing Course Out l ine o f  Proposed 
Compulsory Paper-Ill 

Venue:- Management Development Institute, Gurgaon 
Date:- 7"' June. 200 I 

~~~ - 

I .  Dr. Uddesh Kohli, New Delhi 
2. Dr. N.R. Madhava Menon,,Kolkata 
3. Shri 1. M. G. Khan,,New Dellii 
4.. Prof. C.V. Baxi, Gurgaon 
5.  Dr. D.L. Sheth,New Delhi 
5. Prof. T.V. Rao. Ahmedabad 
7. Prof. Prayag Mehta, New Delhi 
3. Dr. Sushila Kaushik. New Delhi 
Consultation Meeting for designing Course Out l ineo f  
Compulsory Paper-I 

Proposed 

Venue:- Centre for Study of Developing Science, Nevi Deliii 
Date:- 27h June, 200 I 

I .  Dr. Uddesh Kohli,New Deltii 
2. Pruf.  Armaity S. Desai, Murnbai 
3. Shr-i 1. El. G. Khan, New Delhi 
4. DI-. D.L.Seth, New Delhi 
5. Prcf. Yogendra Yadav, New Delhi 
6 .  Prof. Gopal Guru, New Delhi 
7. Prof. B.S.Baviskar. New Delhi 
8. Prof. Shahid Amin, New Deltii 
9: Prof. T.K.Oomrnen. New Deliii 
10. Prof. Neera Chandoke. New Deltii 
I I.Prof. Peter D'Souza, Goa 
I ?.Prof. Suhas Palshikar Munibai 
I3.Prof. Apporba Barua, Slrillorig 
I4.Pi-of. Pvadeep Kuinar., Charidigarh 
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Appendlx - K 

Socio-Economic statistics of recommended candidates of 
Civil Services Examination 1990 to I999 

7 

I hate of stav of I I 

23 1 



51. Descrlptlon 1990 1991 1992 lo. 
Medium of instruction at 

1093 1994 1995 1996 1997 1998 1999 

Graduation 8 above 
FatherlGuadian 

Mother 

(Nature of ErnDlovment of I 

69 I 70 I 67 I 74 I 68 1 68 I 67 62 I 76 I 73 
32 I 36 I 31 I 38 1 31 I 34 1 32 1 28 I 35 I 38 

IFathedGuardian (YO) I 



Appendix- X 

1953- I955 

I 956- I957 

I958 

I 959- I960 

No, of centres for Civil Services Examination 

10 

I I  

12 

13 

Inclusion / discontinuation of centres Number of 
Centres Y W  

- 

1980 

1901 

1982-83 

I 984 

1949-1952 I 

~- 

29 London discontinued 

35 

34 Patiala discontinued 

37 Rarpur, Tirupati. Vishakhapatnam 

Kohima. Imphal, Aganala. jorhac, Aizawl. ltanagar 

9 

41 1991 
Onwards 

Bareilly 

London 

Shillong 

Patiala, Hyderabad (Simla discontinued) 

Bangalore 

1961 I I S  I Bhopal, Trivandrum 

1962-1971 I 17 I Ahmedabad. jaipur 

1972- I974 I 18 I Srinagar 

1975 I 19 I Dispur ( Guwahati) 

1976 I 20 I Shimla 

1977 1 21 I Chandigarh 
- ~~~~ I Cochin. Jammu. Luiknow. Panaji (Goa) 

~ 

1978 I 25 

1979 I 30 I Port Blair, Aurangabad, D h p v a r ,  Ranchi. Madurai 

1985-1987 I 38 I Udaipur 

1900 I 39 Gangtok 

1989- I990 I 40 I Sambalpur 

Note :- I .  From 1979. the number of examination centres given above are for 
Civil Services (Preliminary) Examination 

from I980 onwards I9 Centres 
2. No. of Centres for Civil Services (Mains) Examination 



Description 1990 1991 1992 1993 SI. 
No. 

1 

1694 1005 19% 1997 1998 1999 

Academic Marks (%) 
Less than 60% 25 27 28 26 24 23 24 

Marethan80% 19 20 22 17 19 16 15 
60%-79% 56 53 50 57 55 53 53 17 - 

Employment Status of 1 (candidates (%I I 

20 16 19 

19 17 16 
57 60 56 

i a  

- . - - - . .- . - - 

ResearchScholarsl 10 I 13 1 9 I 11 1 8 1 10 I 8 1 6 I 7 I 7 
Nature of Employment of 
candidates 1 % )  

Floor crossers(%) 
(Opuod dinwent from academic 
disapline) 

CS(P) 
Differentoptional 38 I 41 I 46 I 46 I 51 1 46 I 44 I 43 I 47 I 60 

Sameoptional 62 1 59 I 54 I 54 I 49 I 54 I 56 I 57 I 53 I 40 
CSlMI 

20 

Oneoptionaldifferent 51 52 48 43 41 
Both optionalsdifferent 33 36 40 42 44 

Sameoptional(s) 16 12 12 15 15 

46 46 43 46 35 
40 38 38 38 54 
14 16 19 16 11 

. .  
Employed 

Un-Employed 

2 

- 

60 56 61 46 46 46 42 53 56 55 
20 19 14 32 35 32 37 31 30 33 

1 

- 

Students 10 12 16 11 11 12 13 10 7 5 

Note;- The above dab is based  on information aven by candidates in the questionnaire 
supplied to them and returned by them a t  the time of Personality Test raterview. The 
above inionnation is collected for academic  and research purposes only and has no 
bearing on the  selection process. 

[ -  ]Monthly income of I I 

"LIG 
"MIG 
"HIG 

. I  
_ _  ~~ ~~ 

Govt. Service 
Teaching 

PublicSector 
PrivateSector/Others 

1991 to 1996 1997 o n a v d r  
Below Rs. 2 9 0  P.M. 

Above Rs. 5ooo P.M. . Above Rs. P.M. 

Below Rs. SO00 P.M. 
Rs. 2%; - Rs. 5000 P.M. Rs.5000 - 12ooo P.M. 

54 51 56 53 56 56 57 71 73 71 
7 9 10 11 9 9 10 6 4 5 

27 25 21 20 19 19 15 12 12 10 
12 15 13 16 16 16 18 11 11 14 
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Employed candidates (%I 
"LIG 

"MIG 
*WIG 

Type of Coaching Institution 

1 4 3 1 0 9 8 6 8 4 4  
9 27 21 41 26- 16 14 83 83 78 
90 69 76 49 65 76 80 9 13 18 



Appendix - XI 

"Effective" Optional Subject Combinations of CS(Main) Exam during 1995- 99 

optional COmbimtions 

Geography-Anthropology 

35 
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Appendix - XV 
Break-up of General Selectees of Civil Services Exam., according to their 

age (in years), residential background and gender 
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Break-up of Scheduled Cute selectees of Civil Services Exam., according to their 

age@ years), residential background and gender 

2 4 0  



Break-up of Scheduled Tribe selectees of Civil Senrices Exam., according to their 

age(in years), residential background and gender 
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Break-up of OBC selectees of Civil Services Exam. according to their 
age (in years), residential background and gender 

2 4 2  



Number of candidates belonging to reserved categories 
qualifying in general merit at general standard in 

difYerent examinations during 1990-1 999 

Eraminuion 

1990 I I I 09 1 1 I 

Combined 
Medid  

197 
198 
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Appendix - XVll 

Year 

Impact of reduction in upper age limit and 
maximum number of attempts 

% ufcandi- becixtdmg 'd i  these effbcts 

Generial SC ST OBC 

Attemptx - 3 Attempts - 4 Attempts - 6 Atbempts - 5 
Age-26 Age4 I Age 31 Age-2C 

I996 

19951 30.5 I 12.6 1 10.2 --[- 20.6 

38.6 13.8 15.3 24.4 

I997 

I998 

37.2 19.1 19.6 26.0 

36.6 18.3 10.0 15.4 

I999 
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Appendix - XVIII 

Drinking water 
Electricity 
Toilet 

Sample of English Language Paper 

Percentage of schools offering facilities 
Government schools Private schools 

41% 78% 
23% 27% 
I I% 34% 

QI. 

Q2. 

4.3 

Pkiyground 
Blackboard in each class 
Library 
Maps and charts 

‘India should stop sending participants to the Olympic Games. It is a sheer waste of 
money, given the number of medals that our sportspeople bring back‘ 

What do you think? Do you think that India should stop participating in the Olympic 
Games? Why? Write a convincing essay (250-300 words) putting forward your 
point of view. Your essay should have a suitable title, and you should provide at 
least four main arguments, with supporting details and examples. 

(50 marks) 

49% 5 I %  
73% 85% 
24% 3 2% 
389& 58% 

It is generally believed that private schools offer better facilities than government 
schools. Given below is a table comparing some facilities available in government 
and private schools. 

Study the table and write 250-300 words comparing the facilities provided. You can 
add your own comments if you like. 

(50 marks) 

Read the following text Summarize the text in the space provided, in aboud 150 
words, giving only the important ideas. 

(50 marks) 

South Asians in the Gulf 
South Asia sends out the largest number of expatriates to the oil-rich Gulf, 

but most workers and even embassies there are not geared to cope with the 
growing vagaries of migration, a team campaigning for migrants’ rights says. 

“Embassies need to get more involved in protecting the rights of their 
nationals,” a four-member Middle-East Council of Churches team said. There are an 
estimated 14 million workers living outside their countries in Asia, half of them in the 
Middle East 

The team, which visited India on a study tour, told India Abroad news service 
that many South Asian workers in the Gulf face problems varying from their ‘illegaJ’ 
status, abuse, poor wages, stints in prison, overwork or even a denial of the right to 
rest. 



Amanwail Bhai Gharib of Kuwait pointed out that  though &eorea'dly 
workers had the right to strike as a mark of prom& many of them were made 
sign statements even before they started working saying that they were enjoying 
these rights. 

Recent International Labour Organisation reports say migrant workers in h e  
construction industry 'in the Middle East are facing a significant deterioration in work 
conditions. 

In the mid- I970s, South Asian construction workers dominated the Gulf 
labour market, but were elbowed out ten years later by Koreans, Filipinos, Thais and 
Indonesians. 

Today, South Asians - Indians, Pakistanis and Bangladeshis - are again most 
numerous, along with Filipinos and Thais. But workers from the subcontinent need 
to be given proper guidance by government officials and voluntary groups so that 
they could 'wisen up' before leaving home, the team felt. 

The Gulf team visited Kottayam in Kerala. which sends the largest number of 
migrants to the Gulf, Mumbai and Goa, which also have a high ratio of emigrants. 

Ghwib said awareness about the problems a migrant could face appeared to 
be minimal and hundreds of Gulf 'recruitment agencies' had just sprouted without 
much control on their activities. 

In the past few years, Middle-East employers were corning to  accept that 
sexual abuse of migrants 'is not  going to pass', Dany Kaam, a Di r t i t -bxcd social 
worker with the Middle-East Service for Refugees, said. But. she nddcd, tiicr-c was 
also a tendency to 'buy out' such sexual victims. 

Another member conceded that the situation for migrmt ~vc~i-lcci-~ in iiic: Gulf 
has become worse in the past five.years or so. 'The (Gulf) w x  tias :::elf cost a lot. 
Manp*governments in the region are saddled with debt,' tie said. 

During their  meetings with citizens here, they were frequently asked about 
the alleged practice of Gulf employers retaining workers' passports and keeping 
them as virtual bonded labour. 

AIDS campaigner Loretta Pinto expressed her coi:ccrn about treatineiLt 
meted out to Gulf workers diagnosed as HIV-positive. She clair:?ed t ! m  workers 
who contract the disease are just ordered to pack their bags agd Iea.de because they 
are afflicted by a malady they have never heard about. 

The members from the Middle-East team said South Asian embassies in the 
Gulf often simply disowned migrant workers because Indian;, Pakistanis and 
Bangladeshis looked very similar. 

"The least you could do is start talking about what is happening. How you 
were cheated. This could cut the lines of those operating illegally and racketeering," 
the members suggested. Countries like the Philippines and Sri Lanka are ahead in 
taking steps to  protect their workers, the team felt. 

They said governments cannot be concerned about only the economic 
liabilities of their people, or die funds remitted home. "They need to study the 
psychological problems of leaving behind families and the probkms of families left 
behind too," they said. 
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Write your summary in the grid. Do not write more than one word in each 
space in the grid. 

44. Given below is a text from which six sentences have been deleted (indicated by 
blanks in the text). 
Read the text and fill in the blanks by choosing an appropriate sentence from the 
eight sentences which follow. Write the letter of the sentence you chooss in the 
blank. 
The first one has been done for you. 

(5 X 10 = 50 inai-ks) 

‘Sick’ Workplaces 

It i s  being increasingly recognized that the way many modern buildings are 
constructed and maintained is leading to poorer health among ttic people who work 
in t he rii. 

The iriain problem is the way that air is handled. I r i  thc past, ic waz possible io open 
a window for relief from the smoker at  tlie next desk. ti But, as the 
frequent black streaks on the ceiling near air  ventS show. niucli of :he dirt iii the air 
is  merely being recircuiated and therefore constantly breathed by t l ie  inlrnbimics of 
the building. 

Most office blocks have air ducts and vents running right through t t ie i i i .  These cai i  
become full of dust and pollutants such as fumes from cigarettes and photocopiers 
and chemicals like formaldehyde leaking from carpets. or adhesives f‘r-om inaterials 
used to construct the building, and so on. 

Unfortunately, energy conservation ‘tan niake the problem worsc. Switching off 
- Wllerl 

the system comes on again in the morning, they are sprayed into the building. One 
third of buildings operate on perpetually recycled air. 

One study has claimed that 80% of air-soiiditioned office blocks are ‘sick’ - in ocher 
words, staff complain of headaches, allergies, rashes, nausea and lethargy. However, 
other studies have shown that workers in normally ventilated Qifices sometimes have 
the same symptoms. 

Some researchers also feel that stress m2y be important in understanding the causes 
of sick building syndrome. These working conditions cause stress, and 
people under stress are much more aware of physical discomfort and are much 
more likely to suffer4rom backache, eyestrain, sore throats and ocher symptoms of 
sick building syndrome. 

An international conference on health and buildings in 
Stockholm last year was told that 40% of people in Sweden had some form of 

airconditioning and heating a t  night causes condensation. 
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common allergy to such materials. When many people are put in a building full of 
such materials, it is therefore natural that some of them will react negatively. 

Finally, another view is that the problem stems not from air-conditioning but air 
changing. According to this explanation, managers of buildings are so incompetent 
or ignorant about them that they do not ensure workers have enough clean air. 
Normal maintsnance, such as cleaning ducu regularly, is neglected, and air  is 
constantly recycled instead of being exchanged. 

Select sentences from here to fill in the blanks above. 
A. 
B. 

C. 
D. 

These substances can stay in the air for years. 
Nowadays, however, many buildings are sealed because air-conditioning and 
ventilation are supposed to eliminate problems. 
For example, it has been proved that air-conditioning aggravates asthama. 
For example, it may be that with the change from typewriters to word 
processors in many offices, workers are chained' to  their desks and driven 
a t  the speed of their machines. 
However, a number of Indian corporate offices have been air-conditioned in 
recent years. 
This creates the damp conditions that help bacteria and fungi to grow. 
Some scientists have found that another possible cause of the problcrn IS 

sensitivity to everyday materials such as carpet fibres arid furnitlii c 
adhesives. 
Thus, there must be factors other than air-conditioning which arc al:o to 
blame. 

E. 

F. 
G. 

t i .  

!.S Rcad the following text and write short answers to the questioiis :;isit iolloj;; iii 

space given. 
( I  0 X 5 .: 50 11iJl.k.l) 

Non-smokers never had it so bad. According t o  new rescnrcli by Ha;-:;ii-d 
University scientists in the US, second-hand cigarette smoke i: inor-e dnngcr-(>cis Ci \< \ l \  

pi-eviously thought 

The study tias broad implications for public health policy and prolidblc direct i n ~ p ~ c ~  
on at  l as t  oiic major lawsuit that is pending in the US against it tobacco coiiipany. 

The 10-year study, which tracked niore than 32,000 healthy women who r icvcr 
smoked, has found that regular exposure to other people's smoking ar hoiiic or 
work almost doubled the risk of heart disease. 

Many Indians have linked second-hand smoke to heart diseay, h i t  the new hi:lirigi 
sliow the biggest increase in risk ever reported, and the researchers say t l i : i c  it 
applies equalty th men and women. 

The women in the study, who ranged in age from 36 to 61 when the study began, 
suffered 152 heart attacks, 25 of them fatal. The results shcw that there could be 
more than 50,000 victims of passive smoking in the US alone. In India, the numbei- 
could be doubie that. said Dr. lchiro Kawactii, an assistant professor of health and 
social behaviour at the Harvard School of Public Health. 

Before this study it was known that passive smoking cause increased risk for sevciA 
ailments, including asthma and bronchitis, as well as middle-ear infections in  y u n g  
children. But the increased risk for heart disease had been estimated a t  about 30 
per cent. 



"This is a very important study," said Dr. Stanton Glantz, a professor of medicine at 
the University of 'California in San Francisco, who has done extensive research on 
passive smoking but who was not  involved in the Harvard study. Glantz also praised 
the Harvard team for its careful analysis of workplace exposure to  smoke, which had 
rarely been done before. 

Although the federal occupational safecy and health administration in the US has 
proposed nationwide workplace rules, they are not yet in effect Regulations vary by 
state or city. 

The recent study could be of enormous help to legislative bodies, statewide and 
locally, who are trying to set limits on smoking, especially in key areas like 
restaurants and bars. 

The study may be particularly pertinent for one lawsuit. 

Over 60.000 former and current airline flight attendants have filed a coinbined suit 
against a tobacco company claiming that they were harmed by cigarette smoke when 
smoking was common on most flights. Most of -the flight attendants are now 
suffering from either lung cancer or respiratory ailments. 

Although this is the f i rs t  such suit based -on damage from second-hand smoke, there 
could soon be an avalanche of such suits after the Harvard findings hit the nia-ket. 

The Harvard researchers started work in 1976. They kept tabs on I2 1,700 fe i ia l t .  
nurses, who were asked to fill in detailed surveys every t w o  years about their' l ic iddi 
habits. 

To measure the effects of passive smoking, the researchers asked tl tc wurililn it: 
I982 about their exposure, and then monitored new cases of Iiear: d isexc  .for- d i e  
next decade. The analysis did not include all the study participants. bclt only t/ic 
32.046 who tiad never smoked and who a t  the outset did not I i a e  heart disea;e or 
cancer. 

The women who reported being exposed regularty to  cig$rette smoke a t  home 01' 

work had a 91 per cent higher risk of heart attack than those with no exposui'e: 
Even though the women worked in hospitals, some were exposed to smoke or1 the 
job because a t  the time of the nudy many hospitals allowed snioltirig in certain areas. 
The study was set up to make sure that other risk factors like diabeces and Iiiglici- 
blood pressure did not account for the difference between the two groups. 

Laboratory studies of the effect of passive smoke on the body support the survey 
findings. In studies of both people and animals, Glantz and other cesearchers have 
identified several ways in which chemicals in second-hand smoke can contribute to 
heart disease. 

Besfdes reducing a person's oxygen supply, the substances damage arteries, lowei- 
levels of the beneficial form of cholesterol known as HDL and increase the tendency 
of blood platelets to stick to one another and form clots that can trigger a heart 
attach. 

A study of health teenagers and adults exposed to  passive smoking for an hour o r  
more a day detected artery damage. The higher the exposure was, the greater the 
damage. 

But the good news is that once exposure ceases, the damage may quickly heal. 

"In active smokers, the risk of  heart disease drops immediately," said a Harvard 
researcher. "It never goes quite back to  the non-smoker's level, but it comes close. 
One would expect the same to be true for passive smoking." 

- 
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Answer the following questions: 

1 .  

2. 

3. 

4. 

5. 

6.  

7 .  

8. 

9. 

10. 

Wha t  impact does it have on our health to  inhale smoke from other people's 
cigarettes? What  kind of scientific backing is there for this claim? 

How many victims of passive smoking are there estimated to be in India? 
How did you arrive at this figure? 

Define the terms passive smoking and active smoking. 
Passive smoking 
Acrive smoking 

What evidence is there in the test to suggest that the findings of the Harvard 
study are accurate and reliable? 

In what way can the Harvard findings help health administration officials! 

What are airline flight attendants today less vuliierablc io rcspir-ator-y 
diseases! 

'The Harvard study investigated the healdr i i d i h  ,i i21,, UO iiui'scs but (;id 
not  include those who had heart disease because 
a) they wanted to be sure that all the participants had a good ctiance of 

staying alive till the study was completed. ( ) 
b) those with heart disease a t  the s tar t  could not bo used 3s proof of die 

effects o f  passive smoking. ( ) 
c) those with heart disease must have been exposed to ciprettc! srnolw 

before the s ta r t  of the study. ( ) 
(Tick the right answer) 

How did laboratory studies support the findings of the survey! 

Are younger people better able to  resist the ill effects of smoking! Does the 
passage have anything to say about this? 

What is the oniy piece of news regarding smoking that holds out hope! 

250 



4.6 There are 20 blanks in chis passage. 
Read the passage and fill in the best word or phrase for each blank 
The first one (0) is  given as an example. 

(20 X I = 20 marks) 

Sharing in early societies 

Long, long ago, people had no sense of properly. That is, they did not feel that 
something belonged to one man and not 0 to another. The land 
around a village was 1 .  by all the people of the village; Everyone 2. 

on it; everyone ate the food grown on it TIC land," said an Americaii 
India. "is like water and wind - it cannot be 3. - or bought." 

Food also belonged to evetybody. It was usual for a man who had food 4. 
it with the man who had 5. A traveler could stop a t  any home on tlic 
way and he would be fed. People who had to leave their lands 6. drouglit 
were looked after by their friends who tived where there was 7. If a rnaii s a t  
down to his meal in the forest, h e  8. first call loudly for someone to come 
and share i t  with him; only then 9. he eat alone. "i-low is i c ?  140 food? 
No house to live in! Where 1 1 .  he grow up?  1'4:-e ttiei-e no houses 
belonging to his friends?" 

Travellers in Africa 12. Africaii 
was a t  once shared. If a suit o f  clothes was 14. -, the man who got the 
present would IS. the shirt, a friend wou!d ' ~ ~ , i r  l!ie trousers, 
arid another friend would wear the coat. The Eskiriio who brought 1 ,5. . a f iz t i ,  
or ari aniriial chat he had killed, did not eat i t  alone. It !;ad to be sliar.tsd I 7 .  
the people of the village. Somebody writing about American Indians szid, "Tlie 
words mine and 18. which put 19. the fire of  kinrincss in our  I w i r - t s .  
our 20. ,so these people." 

Given below is  a test wliicti contains 3 I errors of grammar, voc,;bulxy, spelling, a d  

In euch h e  marked with on asterisk (*) 

that a present given to  / 3 .  

Q.7. 
punctuation. The lines which contain errors have been marked with ;n axel-islc (*). 

( 0 )  underline the error; 
(b) write t h e  correct form irr the space provided. 
The first one has been worked Q U ~  as on example. 

( ' X 30  20 ni.l!.ksj 

Test: r 
I rerrieriiber die first & shooting of Pother Porlchali veiy 
well. It was in festive season, in October, and the last of 
big pujos was taking place that day. Our location was 
seventy-five miles far from Calcutta. As our taxi sped 
along the Grand Trunk Road, we past through several 
suburban towns and villages, or heard the drums and even 
tiad fleeting glimpses of some images. Some one said it 
would bring us luck I had my doubts, but I wish to 
believe it. All t ha t  set about making films need luck as 
much as they need the other things talent, money, 
perseverance, and so on. W e  needed a little more of it 
than most. 

Space for- 
con-ect io  t i s  -__-- * duy's * 

* 
* 
* 
* 
* 
* 
* 
* 
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I knew th is  first day was really a so r t  of rehearsal for us to 
break us in, as it were. For most of us it was a start from 

1 the scratch. There were eight on our unit of whom only 
one - Bansi, the a r t  director had previous professional 
experience. We have a new cameraman, Subroto, 2nd an 
old, much-use Wall camera which happened to be the only 
one available for hire on that particular day. It's one 
discernible advantage seemed to be a devise to insure 
smoothness of panning. We had no sound equipments, 
as the scene was to be &silence one. 

It was an episode in screenplay where the two children of 
the story brother and sister, stray from their village and 
by chance upon a field of kaash flowers. The t w o  have had 
a quarrel, and here in that  enchanted setting they are 
reconciled, and there long journey i s  rewarded by their 
f irst sight of a railway train. I choose to begin with this 
scene because on paper it seemed both effective but 
simple. I considered t h i s  important, because the whole 
idea behind launching the product with only Rs.8,000 in 
the Lank was to produce quick and cheaply a reasonable 
length of rough cut which we hoped would establish our 
bono fides, the lack o f  which so far had stood in the way to 
our getting a financer. 
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Appendix -XIX 

I965 
, to 

- 

onwards 

Weightage of Personality Test Marks vis-a-vis total marks for 

the Civil Services Examination from 1947 to  date 

, IFS I 1050 I 400 I 1450 1 27.59 

Y e U  

I IPS I 850 I 300 I 1150 I 26.09 

I947 
to 

I950 

Category 

195 1 
to 

I963 

Muksin Marksin 
Written Personality 
ElCiUn. Test 

I964 

~~ 

IAS 

I FS 

IPS 
Cential 
services 

I050 300 

I050 300 

850 300 

I050 300 

I 

I050 300 Central 
services 

_1 

I350 22.22 

IAS I I050 1 400 

I050 200 I250 16.00 

I800 250 2050 12.20 

2000 300 2300 13.04 

Central 
services 

For all 
Categories 

For all 
1 Categories 

(in%) 
22.22 

- ~ 

IAS I050 300 

IFS I050 400 

IPS 850 200 

1350 I 22.22 

I350 22.22 

I450 27.59 

I050 19.05 

26.09 

22.22 

I450 27.59 

I050 Cential 
services 

200 I250 16.00 

IAS 

IFS 

IPS 

I450 300 1750 17.14 

I450 400 I850 2 I -62 

850 200 I050 19.05 
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Appendix XX 

Schedule of personality testing suggested by DlPR 

Time required 
for 
administration 
For 
assessment 
and 
integration of 
data 
Assessor 
candidate ratio 

Exercises 

Duration 

20 minutes 
per group 

10 minutes 
per candidate 

90 minutes per  
group 

30 minutes per  
candidate 

I :08 per day I I :08 per day 
I I Paper pencil 

test (manual 
and computer Self-report 

1 scoring) 
I 

~~ 

20 minutes 

1:08 per day 

Group 
discussion 

Manpower required 

Testing Schedule 

I 48 candidates per day 

interview 

40 minutes per candidate 

Simultaneously 

1:08 per day 

Structured interview 

6 Psychologists 
6 Interviewing Officers 
3 Group Testing Officers 

0900-0930 hours Administration of PIF 
0930- I I00 hours 
I 100- I300 hours 
I 100- I 530 hours 
1400- I930 hours Int8rviews 

Adminisvation of Personality Tests 
Group Discussion 
Assessment by Psychologists 
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Appendix-=I 

Officers and Staff Members Who Worked With 
the Review Committee 

2+ Shri S. C. Barmma, Deputy Secretary to the Committee 

9 Shri A. Bhaskar Reddy , Deputy Secretary to the committee 

Secretariat support 

Shri S. Ravish Ali, Section Officer 

Shri K.K. Garg, Private Secretary 

Shri H.P.S. Khurana, Private Secretary 

Shri Avinash Aggarwal, Private Secretary 

Shri Rajesh Kumar, Private Secretary 

Shri RS. Aggarwal, Assistant 

Shri S.K. Sharma. Assistant 

Shri Harish Kumar, LDC 

Research support 

> Shri S. Nandi, Research Officer 

> Shri Gangesh Pandey Investigator 

support staff 

> Shri Santosh Kurnar, Helper 

> Shri Devender Singh, Helper 

> Shri l w a r i  Singh, Helper 

9 Shri Upendra Ray, Helper 

2+ Shri Devender Singh. Peon 
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