8th CPC Questionnaires

Note: Please enter your responses to the questions below.
There is a limit of 200 words for responding to each question.

Paper based physical response, emails or pdf response are not being considered
by the Commission.

Pay Matters

Q1. Implementation of the recommendations of a Pay Commission has macro
economics impacts. Some of these are positive in terms of boost to consumption
and savings whilst others are negative in terms of the higher fiscal deficit,
inflationary potential & crowding out of other expenditure such as for overall
development & public welfare. Decisions in this regard involve choices. Based on
current state of the economy & the country’s aspirations, what should be the
guiding philosophy which must underpin the overall approach of the 8 CPC?

Q2. Pay determination in organisations including Government involves
“horizontal relativity” i.e. for analogous posts across domains/cadres being
placed in the same level/scale & “vertical relativity” i.e. on promotion, transition
to a higher scale/band of pay. Relativity within different posts of Government
has been broadly established over time. However, relativity/positioning between
pay and perquisites in Government and the private sector is less
established. How should the 8th CPC assess/evaluate relativity between pay &
perquisites in Government and the public/private sector?

Q3. Should 8th CPC consider uniform horizontal relativity across all government
departments, or should it consider sector-specific benchmarking where
government functions are compared with their respective industry peers? For
instance, should compensation for government engineers be benchmarked
against private sector engineering firms, financial officers against the BFSI
sector, and healthcare professionals against private healthcare? What would be
the advantages and implementation considerations of such an approach?

Q4. Security of tenure, a training regimen, housing, leave encashment,
predictable increments, medical coverage, time bound progression, inflation
indexed salary, retiral benefits are certain features associated with most jobs in



Government. How should these be factored in while crafting a compensation
matrix and relative positioning viz-a-vis the private sector?

Q5. Government employment is part of the organized sector. A far larger
proportion of the job force is in the informal sector and the gig economy. What
influence do you think entry level pay scales implemented by Government have
on compensation practices in the informal or gig sector?

Q6. Salaries in Government have a distinct element of compensation for length
of service (increment, usually annual), an element of neutralization for changes
in cost of living/inflation (dearness allowance) & an element for higher
responsibilities based on seniority/merit (pay scale on promotion). In that
context, what do you think the “fitment factor” adopted by Pay Commissions
should represent? What should such a fitment factor principally aim for?

Q7. Salary of a Secretary in the Central Government typically represents the
apex or the pinnacle i.e. the highest end of the scale. What should be the
principle for determining this? Should there be a variable pay component for
such position?

Q8. How can pay scales for all Group A Services be fixed so as to attract
candidates of the requisite caliber? Should pay scales be more attractive at entry
point or later, after a few years in service? What principles should guide such
differentiation to ensure competitive positioning for talent-critical roles while
maintaining fiscal prudence?

Q9. How should rates and frequency of increments in respect of different scales
of pay be determined? Should these be uniform or vary across scales/ time
periods during service?

Allowances



Q10. Over course of time, many allowances have been introduced or rationalized
based on specific nature of work, expenses such as on travel, compensation for
hardship/risk/peculiarities associated with place of posting etc. Most of these
are partially inflation indexed. An alternative approach has been the Cafeteria
Approach followed by Central Public Sector Enterprises (CPSEs), wherein except
for a handful of allowances, executives choose from a set of perquisites &
allowances, subject to an overall ceiling of basic pay. Which approach do you
think is more appropriate for Central Government employees?

Pensions

Q11. The Seventh Pay Commission had assessed that in January, 2014, there
were about 47 lakh serving Central Government personnel. This included CAPF,
Railways & Defence forces. The number of pensioners was just short of 52
lakh. In 2025-26, the number of Central Government personnel stands at about
50 lakh, which the number of pensioners is almost 70 lakh. The increase in the
number of pensions has created additional demands on Government’s
Budget. What approaches could help to satisfy reasonable expectations of
pensioners whilst keeping the fiscal impact within manageable limits?

Dearness Allowance

Q12. The Seventh Pay Commission was constituted in 2014 and implemented
from 1.1.2016. The period since then has been marked by a lower trajectory of
inflation, as compared to earlier decades. This is also reflected in the All India
Consumer Price Index (Industrial Workers) which is wused for DA
calculation. Should the 8th CPC explore a hybrid indexation approach that
factors in both inflation protection and formal sector wage growth trends? What
proportion might be reasonable for each component, and what implementation
considerations would arise? What are your expectations on inflation/CPI
increase over the next 10 years?

Railways, CAPF & Defence

Q13. Railways, CAPF and Defence forces typically account for about 70% of
Central Government personnel. What particular considerations, monetary or
non monetary should be factored in while determining their pay & allowances?

Scientists



Q14. Scientists work in certain specialized streams/departments such as
Department of Space, Department of Atomic Energy etc. What should be
appropriate benchmarks to be kept in mind for fixing their emoluments?

Armed Forces

Q15. Military Service Pay is currently admissible to personnel of Armed Forces.
This was in recognition of the special nature of their duties. In that context and
given the changing nature of their jobs, how should the pay of soldiers, sailors
and airforce personnel be determined? How should it relate to the starting salary
in Government or the pay of a constable in CAPF/ Police?

Q16. The nation has many more military pensioners than serving military
personnel. In 2025-26, outgo on Defence Pensions is likely to be higher than the
outgo on Defence salary and allowances. As overall defence pension bill
increases, in line with projections, impact will be visible on equipment and arms
purchase, their maintenance and on modernization of defence forces. What
changes would you recommend to contain increases in defence manpower costs
and its pension bill?

Bonus

Q17. Productivity Linked Bonus (PLB) is paid to some employees of Government
such as Railways, Postal staff whilst Non-Productivity Linked Bonus is given to
specified Central Government employees including some in Armed Forces. How
can the Bonus structure be reimagined for rewarding excellence in productivity
& performance? Should PLB/ Ad-hoc Bonus continue to be given on uniform
basis (e.g. 60 days of salary for all) or be differentiated, based on individual
performance?

Reforms in staffing

Q18. Contractual appointments in the form of lateral entry have been tried
during the last few years. Do you think this should be expanded and other



practices such as part-time work, flexi time etc. be introduced in Government at
middle/ higher levels to tap a bigger talent pool? What could be the pros and
cons of doing so?



