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Visiting roposals

DOT and BSNL are keeping VRS high on their agenda and want to push thro as early as
possible. Source of funding is the cause for delay. But Trade Unions cannot organize

members for VRS.

The managements/ Ministries are doing this under the garb of reducing labour liability-
labour cost — thereby freeing themselves from the mounting losses occurring on account

of workforce.

BSNL Trade Unions are not the first unions facing VRS in India. The Central Unions
AITUC, CITU, INTUC, BMS, HMS and industrial federations like AIBEA have already
faced the brunt or heat of VRS. The hard fact is that they could not stop the scheme in
their industries and all their struggles had ended as mere protest movements. This does
not mean that we should not oppose VRS or struggle against the same. We are not
diminishing the struggles and sacrifices of those Unions.. BSNL Trade Unions should
take these experiences into account before deciding their strategy to face the onslaught of
VRS. What we try to convey here is ‘mere touch and go struggles’ would not suffice and

serve any purpose.

We come to know from the survey of PSUs that 3.5 lakh employees of various PSUs and
PSBs have given their consent and gone on VRS. The surveys conducted amongst the
optees are tale telling and most of them are not economically in the safe zone after VRS.
Even after knowing all these, if BSNL employees opt on their own volition, then it is up

to them to course their destiny, TUs have no say on that.



BSNL management has started inviting unions to discuss significant issues- VRS issue
gained that much significance. Management may try their level best to convince the
unions and seek either direct cooperation or tacit support for the scheme. Some unions
may think on the lines of higher compensation. But unions like NFTE or BSNLEU
cannot say simply “Yes Sir” for the proposals. In turn they may send messages to the
management that we are opposing/ strongly opposing. But it is our bounden duty to

convince one and all that why we oppose VRS.

Simply terming VRS as retrenchment would not stand, as the judicial pronouncements/
verdicts are not supporting that contention on the basis of ID Act. Though BSNL is
claiming that we are not targeting any section, the reality is different. The two major
sections TMs and OTBP BCR SrToAs are targeted. Out of 71000 TMs (above 45 years)
41000 are targeted. Similarly out of 46000 OTBP BCR wallahs 24000 targeted. Out of
the aimed 1 lakh, 92000 are targeted from the non-executives side only. Even the
executives prefer more applications above the targeted 8000, management may not

approve on the basis of their ‘man power inventory’ projected for the POST VRS Period.

One lakh VRS means that they are going to abolish 1 lakh posts. This may be another
cause of irritant affecting certain post based promotions. Another area of concern is debt.
DOT/MOF would not be in a position to give budgetary support and they may advise
BSNL to explore possibilities of bank loans or credits from market on the basis of Govt
guarantee or LOC. For the sent MTNL proposal, the same advice was given. It is difficult
to convince MOF/ Cabinet to get interest free govt loans. There are certain criteria for
budgetary support

e The CPSEs are still loss making under the definition given in SICA and DPE

resolution dt 6-12-04
e The CPSEs are unable to pay salary due to their poor financial condition
e The revival / closure plan is pending consideration of Govt / BIFR approval based

on the recommendations of BRPSE.



BSNL is not a PSU referred to BIFR. So BSNL has no other go except to get bank loan

or use its internal savings if any left in the banks for settling ex- gratia.

The most crucial aspect is ‘Post VRS’ situation. After the exercise of VRS, the
employees remain in the BSNL would face immense hardships immediately after the
optees retired. There will be chaos in the industry in its day to day activities. Unmindful
transfer orders will be issued to balance urban rural mix and to balance business verticals.
For no cause of them, and just because tying their destiny with BSNL, they should not be
put into ordeal. Trade unions are going to function for them only. VRS retirees may have
option to join pensioners’ association or can form cooperatives to do the outsourced job
of (their erstwhile job) BSNL. What are we going to demand for the employees who are

going to remain in the industry? Is it not our duty to safeguard their interest?

Management has already recorded that BSNLTUs are vehemently opposing VRS. Even
after knowing this, and setting aside our forth coming struggles against VRS,
management may enter in the VRS venture by quoting attractive invitation. If enough
applications are not received then management has no option except to give-up the
scheme. If applicants are more and number of optees as expected, then VRS may end up
as a contract between Corporation and the concerned employee. As per the legal parlance

also it is a contract only.

So in the context of VRS, we should ponder Post VRS Period and should demand the

following to reassure our members that TUs are firm in their action to back them.

e Restore all Cuts-MRS, LTC etc
e Non PLI Minimum Bonus even if no profit
e Restoration of 5 days week

e Immediate fixation on 78.2

Summing Up:

e Trade Unions cannot organize members for VRS



VRS is not a new phenomenon for Indian Trade Unions. BSNL TUs should take
into account the experiences of different industries. Reality check is the need of
the hour

If VRS is announced setting aside our Views, TUs should not hesitate to
concentrate and discuss POST VRS Situation taking cue from VRS Orders
Protecting the remaining employees should be the foremost job

Demands like restoration of Cuts, 5 days week, 78.2 fixation, minimum bonus

should found a place in the context of VRS

21-9-11



Why We Oppose Disinvestment and VRS?
Some Points to Ponder

PSU wealth belongs to Nation and no part of it should rest in the hands of any
individual in the name of shareholder

IPO/Disinvestment is nothing but privatization thro backdoor- it is creeping
privatization

More over, as per the current policy Govt has taken a tough position that PSUs
earning net profit in the preceding 3 consecutive years alone should be
disinvested. BSNL is not falling in that category

Govt has not fixed any target and fixing 30% target in the name of Pitroda is
overdoing

As per the present policy of disinvestment, the proceeds are to be channelised
only to NIF not to the company-BSNL. -only to plug the gaps in the budget not
for the growth of BSNL

The so called advantages that are advocated like viability, better productivity,
personal wealth to employees , improving management performance, pressure to
increase growth rate are highly fictitious on taking into account the experiences of
MTNL and other disinvested PSUs

Experience hitherto is that disinvestment acts more as a fiscal tool rather than a
tool for efficiency

The question of liquidity also finds no currency as shares of listed PSUs are not
actively traded- Analysis of IPO performances over last 5 years shows that putting
money in fixed deposits would have given better returns

In the backdrop of economic recession 100% Govt PSUs are only providing
formidable base to the industrial growth and economic prosperity of the country

as a whole



VRS

As stake holders we strongly feel that the interests of the workers are better
safeguarded only in 100% Govt company

CAG has categorically advised that no disinvestment in any PSU before ensuring
clear title deeds in possession or removing encumbrances on the land and
buildings in order to state the asset values proper. BSNL is yet to get its title
deeds from DOT

The best way, if any urgency felt, for BSNL is allowing it to raise capital directly
from the markets without shedding 100% Govt equity. If money is raised in that

way, BSNL gets capital for growth and investment.

VRS is nothing but a exit policy- a selective procedure of downsizing thro golden
hand shake

Provision for VR is already there for any employee in 37A 11A

Management is also vested with a draconian right vide CDA rules to retire any
employee even at the age of 55 years

The question of work force redundant due to technological modernization is not
here because telecom becomes more and more FMCG industry

Even CAG report is appreciating the staff telephone ratio which is considerably
reduced. The productivity factor has been improving YOY

Comparison of private telcos is unethical. They failed to give employment as per
their growth rate- They push jobless growth only

If VRS is forced in BSNL, then the company has to face all sorts of operational
constraints/ post VRS efficiency issues-

As per DPE guidelines BSNL will not get any budgetary support to meet VRS
expenses — adding fuel to our financial injury

The power to roll back the retirement age to 58 is also not in the hands of DOT
and now vested with cabinet — More over the trend all over the world is increasing
retirement age only

We find no genuine reasons in BSNL to bring a VR scheme

4-9-10



CPM: Review of the Work on the Trade Union Front And Immediate Tasks
(Adopted by the Central Committee at its meeting -- November 22-24, 2002)

VRS Scheme -- A New Device of Retrenchment

With an avowed objective to reduce the workforce in various enterprises,
Voluntary Retirement Schemes are being introduced in several industries in the
public and the private sector. It is a part and parcel of the cost cutting exercise
by industrial undertakings in the name of competitive environment under
liberalisation. At times the managements offer “liberal” packages, which
ultimately result in savings in their operating costs. It has been observed that
some of our leading activists have also fallen prey to such schemes, which

creates frustration among the employees.

Trade unions should oppose VRS plans which are purely retrenchment
schemes. However, despite the stand and campaign of the unions, if individual
employees avail of the scheme, they cannot be prevented by the unions.
Whenever managements resort to coercive methods to get employees to accept

VRS, then the union will have to take steps against such methods.



Rajya Sabha Committee 221 Report (ATR On 216)
Recommendations/Observations
11. The Committee finds that VRS is being implemented not only by the sick and loss
making PSEs but also by the profit making PSEs in order to rationalise and reduce their
manpower in the hope that it will turn around the PSE or further increase its profits
substantially. But neither the concerned PSE nor the Government i.e. the Ministry of
Labour and Employment, Department of Public Enterprises or the Ministry under whose
jurisdiction the concerned PSE falls bother for the future of the employee opting for VRS
or in many cases are forced to opt for VRS because after some time for various reasons
the money received by optees is finished and no source for living is left with them. They
are forced to live a pathetic life with all sorts of miseries. To avoid this Counselling,
Retraining and Redeployment (CRR) scheme assumes importance. The Committee
desires that more and more employees of PSEs should be retained and their redeployment
should be ensured in other PSEs as per their demand because skilled manpower is very
much in demand. VRS should be the last option. The Committee also desires that a
survey may be conducted to know the condition of VRS optees of various PSEs and

welfare measures are extended to them.

Action Taken Note

VRS policy aims at rationalization of workforce in both sick and loss making as well as
profit making CPSEs. As per VRS policy, separated employees of CPSEs are not entitled
for re-deployment in any other CPSE. To overcome the hardship / sufferings of VRS
optees, as a social safety measure, the Scheme of Counselling, Retraining and
Redeployment (CRR) is being implemented by DPE from 2001-2002. Under this
Scheme, separated employees of CPSEs opting VRS are imparted short duration training
to upgrade their skill/expertise which, in turn, would enable them to take up, mainly,
selfemployment activities. Redeployment of trained VRS optees, in the first place,
depends on willingness of the trained VRS optees towards redeployment. From 2001-02
to 2009-10, in all 1,54,828 VRS optees have been imparted training and 69,484 have

been redeployed so far under CRR Scheme. Advice of the Committee has been noted.



CAG Report No. 9 of 2006
64

2.18 EXIT POLICY

In order to have a staff to line ratio comparable with industry standards, the
Company needed to identify surplus staff and take measures to downsize their
workforce with the help of a proper exit policy. This would have enabled the

Company to bring down the cost of operations and face competition squarely.

At the time of corporatisation, the Company had set itself a target of bringing

down the staff to line ratio from 12.7 in 2001 to 6 per 1,000 by 2005. Audit observed
that the staff to line ratio had come down to 7.2 in March 2005. However, this

fall in staff to line ratio was mainly due to the exponential growth in cellular and
WLL connections by 110.75 lakh subscribers and approximately 8,000 retirements per

annum, rather than through an effective exit policy.

While developing options for the Company to achieve the targeted staff to line

ratio, KPMG had recommended three options, viz., freezing recruitment, exit from non-
core businesses and a targeted voluntary retirement scheme (VRS).

With regard to freezing of recruitment, KPMG had opined that it could result in

skill gaps, warranting redeployment of existing staff in large numbers.

Considering the age and skill profile in the Company, they declared this option as

undesirable.

2.18.1 Surplus staff not properly identified. As would be seen from Appendix XVIII,
which shows the persons-in-position in different groups in the Company, as of

March 2005, there were 2.33 lakh employees in Group ‘C’ as compared t06,947, 51,242
and 48,791 in Groups ‘A’,‘B’ and ‘D’, respectively. While Group ‘A’ and ‘B’ categories
of employees were faced with skill gaps and required further recruitment, it was basically

the Group‘C’ and to a lesser extent the Group ‘D’cadres, which needed to be downsized.

10



The Telecom Office Assistant (TOA) cadre in Group ‘C’ had already been declared
(November 2003) a wasting cadre by the Company due to computerization of various
activities in the offices. Faced with such a situation,the Company needed to review the
manpower deployed in different wings,especially in the fixed line business, to identify
the surplus staff, initiate action for their redeployment and to plan their exit after

exhausting the options of their effective redeployment by imparting necessary training.

As a third option, KPMG had recommended a targeted Voluntary Retirement
Scheme (VRS) for downsizing manpower. A targeted VRS would identify a
particular group of employees who could be urged to accept the scheme. The
Management Committee approved (October 2004) a VRS for consideration of the
Board. The scheme envisaged voluntary retirement for Group ‘C’ and ‘D’
employees of 55 years of age and above. A rough estimate of surplus manpower
in the Group ‘C’ and ‘D’ cadres, totaling around 20,000, as proposed by KPMG
was considered, while drafting the VRS. This was an open-ended scheme without
any target regarding the number of employees to be covered. Audit observed that
the National Council i.e. the committee of members from the staff side and the
Management, decided (February 2005) to withdraw the scheme due to opposition
from the staff side.

11



In the yard of Courts

Sc 2003 A K bindol vs Union of India

“After the amount is paid and the employee ceases to the in the employment of the
management, he leaves with all his rights and there is no question of agitating for any
kind of his past rights with his erstwhile employer as it would frustrate the entire prupose
of VRS

SC

Once an employee opts to retire voluntarily, in terms of the contract, he cannot raise a
claim for higher salary as revised for employees with retrospective effect unless by
reason of a statute he becomes entitled there to

FC1 case clause 2006

“Once an employee submits his application for VRS under this scheme to the authority, it
shall be treated as final and it is not open to the employee to withdraw the same. The
competent authority with in notice period (3 months) shall take a decision to accept or
reject the request and shall communicate the same to the official”.

SCC 2003 CMD AP SIDC Ltd vs varaprasad

“When the employees opted for VRS on their own, without any compulsion knowing
fully well about the scheme, guidelines and circulars governing the scheme it has not
open to them t make any claim contrary to the terms accepted”.

“VRS is a matter of contract between company and the employees and it was not for the
court to rewrite the terms of the contract which had been arrived at by the contracting
parties”

12
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10.

A PAPER FOR DISCUSSION ON VRS
a) Why we Oppose VRS?
b) Why Individual Opt VRS?
c) Employer objectives

d) Can TUs Place Counter Offense?

WHY TRADE UNIONS OPPOSE VRS?

No trade union can accept VRS in principle

It is soft retrenchment by way of alluring employees.

Employees are sent out again to unemployed area.

VRS posts can’t be kept vacant; it is once for all abolished affecting future
employment...a Recruitment freezing arrangement..

Post VRS period chaos would be in the industry- service will be greatly
affected.

Post VRS- Retained employees will be put in to greater hardships like
workload, unnecessary transfers etc.. There will not be any compensation for
those who are going to serve continuously in the company.

Post based promotions will get reduced and affected.

VRS is the option given only during the time of privatization- Bringing the
same now is against 37A and cabinet assurances.

VRS is against the culture of Industrial Relations as it is straightly addressing to
the individuals bypassing unions/ recognized union.

BSNL Board alone can’t decide VRS as DOT is involved relating to pension-
DOT’s specific approval ensuring acceptance of enhanced pension expenditure
due to VRS is needed. The enhanced pension liability should be fully owned by
DOT.

13



11. For VRS compensation BSNL should seek Bank loan and thereby entering into

debt trap- unnecessary burden to the already sluggish financial downturn

12. It is against the contract between employers and employee making him to leave
the job prematurely at the initiative of the employer. It is de-industrialization —
that is unemployment of ‘hitherto employed’

13. 11A provision is already there in 37A for those individuals willing to go on
VRS. This is Voluntary in real sense because it is employee initiative

14. 55iib draconian provision is already there to send an employee after 55 by
giving 3 months notice, a way of CRS

15. Staff telephone ratio is well reduced from 110/1000 DELs to 3/1000 DELs in 15
years. Comparing private sector is awful / harmful.

16. It is detrimental to the growth and competitive nature of the company.

17. In order to avoid legal difficulties 25 N (retrenching some categories) and 25 O
(Closure of unviable units) of ID Act 1947, notice to government, employer
design VRS.

18. It may cause brain drain thereby affecting customer service, technical know
how-denuding of talent inevitable- sending out skilled manpower through VRS
will not help the industry to face stiff competition.

19. Once VRS is announced it is beyond the control of Trade Unions to stop
individual employees opting VRS

20. VRS optees can’t be permitted to seek job in other PSUs.

21. VRS is setting way to disinvestment.

22. VRS will lead to more outsourcing and contracts- closing permanent posts and

replacing staff by low paid contract labourers.

Why individual opt VRS?

1. Fear of uncertain future

2. Emerging in to safe “DOT pension regime”

3. Pressing financial needs and getting lump-sum compensation

14



© N »n bk

Job nature dissatisfaction

Sickness / ill health

Dream of entering in to business/ some other lucrative jobs
Women employees for domestic responsibilities

Inherent and expecting fair returns

VRS employer objectives

To rationalize manpower in line with the current business scenario, shedding
surplus
Removing old unnecessary skill set- a way of job enrichment

To cut down cost and remain competitive in business

CAN TRAE UNIONS HAVE STRATEGY TO PLACE COUNTER
DEMANDS TO MAKE VRS LESS CHARM CLAIMING
COMPENSATION FOR THE EMPLOYEES RETAINED ‘IN THE POST VRS
PERIOD’?
1. 78.2 merger with full arrears
2. 5 days week
3. All the VRS posts should be utilized for appointments of CGA/Qualified
Wards having skill sets
4. Periodicity of 5 years wage settlement
5. SC/ST reservation in NEPP and 5 years qualifying service in NEPP
6. Pension option to C/L regularized in BSNL on or after 01.10.2000 and full
pension

11-4-2011
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VRS: A Deceptive Golden Handshake Sanjay K Mishra

Disinvestment, rationalisation and VRS continue to be the key words
to describe PSUs, India's industrial back bone. The sector has seen
mass revolts, workers resorting to agitation to safe-guard their
interests.

The Voluntary Retirement Scheme (VRS) is a modified variant of the policy of
retrenchment, a handy tool to downsize the work force, a buzzword in the corporate
world. That the workforce needs periodic pruning to keep the company competitive and
profitable, goes as an uncontested axiom among corporate big wigs. When cost cutting
exercises are undertaken, the vulnerable workers get the axe. The corporate world would
have loved a hire-and-fire policy without any legal or compensation hassles but the
organised strength of the workers is proving a major deterrent, making it difficult to give
the go-by to procedures which ensure their safety against arbitrary retrenchment.

With the VRS, the workers themselves opt to quit their job in exchange for a lump sum
amount of money, and in India, both private and public sectors have taken to VRS in a
big way to reduce their workforce. Public Sector Undertakings have shed about 2.18 lakh
workers upto May 1998, incurring Rs 4,000 crore as expenditure, of which Rs 2, 040
crore was released by the National Renewal Fund (NRF) to fund the retirement of
1.181akh workers, while the remaining 1lakh workers were funded through the internal
resources of public sector units. Many more loss-making and blue chip PSUs are ready
with voluntary retirement schemes.

VRS in the PSUs - How Voluntary is it?

The Steel Authority of India (SAIL), has one of the most ambitious schemes to reduce the
staff strength by almost 60,000 people, including 5,000 executives, within five to six
years, by laying off about 10,000 people per annum. In an earlier VRS offer during the
1980s, SAIL had retrenched about 30,000 workers. In a VRS scheme between March and
April 1998, 5,500 workers in SAIL accepted the offer.

Trade unions of SAIL want downsizing plans and VRS to be stopped as they feel that the
management is trying to shift the blame for its ineptness onto the employees. A section of
employees, on the other hand, is demanding VRS offer benefits at par with the offer
made by their competitor, Tata Steel.

The Department of Heavy Industries too has floated a Voluntary Retirement Scheme for
units on the verge of closure and where the workforce is being trimmed for restructuring.
The Heavy industry Secretary, P. Shankar, conveyed the Government's perspective
squarely when he said that the main problem with disinvestment in the public sector was
its huge workforce. 'The Government had worked out a voluntary retirement scheme for
around 20,000 to 30,000 workers of the public sector units proposed for disinvestment,'
said Shankar in December 1998.

16



The Bad Faith and Bad Economics of the Golden Handshake

In another major development in October 1998, the Central Cabinet approved a proposal
to shut down eight industries which were declared unviable by BIFR and the
disinvestment commission, and approved VRS for 11,000 workers employed in these
industries. These units are: the Mining and Allied Machinery Corporation, Cycle
Corporation of India, National Instrumentation Ltd., Weighburd India, Rehabilitation
Industries Corporation, Tanneries and Footwear Corporation, Bharat Opthalmic Glass
Ltd., and National Bicycle Corporation which were declared unviable by BIFR and the
disinvestment commission. The VRS in these cases, was used to take on the liabilities of
a company before putting it on sale. The government's decision to close down these units
became a major rallying point for the central trade unions, who reacted swiftly against
this decision. Gurudas Das Gupta pointed out during a parliamentary debate that while
the money involved in VRS in these units was Rs 517 crore, their revival would cost Rs
400 crore. "This is bad economics,' he quipped.

The central trade unions said that since the cost of the VRS is higher than the estimated
cost of reviving the units, priority should be given to revive the units and save jobs. Even
simple economics suggests this course of action, they asserted. Tapan Sen of CITU cited
the example of Mining and Allied Machinery Corporation, which has a workforce of
5,000 workers, the highest among the eight units. There has been no wage revision in this
company for the last 12 years. 'Even at the unrevised scales, the government will end up
paying a lot more for VRS than the cost of reviving it. Under a West Bengal Government
scheme, the revival cost has been estimated at Rs 114 crores,’ informed Sen.
Weighburd India, he says, could be revived at the cost of Rs 3.2 crore while the cost of
VRS was in the region of Rs 15-20 crore. The revival scheme of Bharat Opthalmic would
cost Rs 20 crore while the Government agreed to pay Rs 25 crore for the VRS, added
Sen.

Many PSUs wanting to retrench their workers are handicapped due to the lack of funds
and government support to offer VRS to their workers. The reported lack of funds made
HMT Ltd. devise a 'special VRS' for its lamp division workers. The proposal said that
those who opted for it can remain at home with half their pay until such time as the unit
receives its due from the NRF and would be considered as having retired voluntarily.
However, several companies shied away from a joint venture proposal with the lamp
division because of its 530 strong workforce.

Hindustan Copper Ltd. (HCL), which has earmarked 3,000 of its workforce as surplus, is
stranded with the VRS scheme due to lack of funds thereby rendering 500 workers idle,
at its closed Masobani mine, where it could offer VRS to 1500 workers out of the total
strength of 2, 000 workers. Until 1997-98, the total outflow for VRS was Rs 116.57
crore, while it received only Rs 78.73 crore from the government.

Incentives to Opt for VRS

A major issue of discussion in 1998 among policy makers was how to make VRS more
acceptable. They realised that to further downsize the PSU workforce, the incentive for

17



retirement needed more frills. In a recent announcement, the Union Industry Minister,
Sikander Bakht, put forward a proposal for the provision of forty- five days wages for
every completed year of service or the balance year of service, whichever is less. The
proposal further adds that those who have completed thirty years of service would also be
eligible for a maximum of sixty months or five years of salary as compensation. The
trade unions criticised the proposal as being inadequate, and termed the new changes as
cosmetic ones. The provision of about sixty days wages instead of forty- five days, for
those who have completed thirty years of continuous service would cover far less than
five per cent of the total workforce, the unions point out. A majority of the workforce, the
unions say, have completed only fifteen to twenty years of service which entitles them to
forty-five days' wages for every year of service and that too, only after the completion of
a minimum of ten years of service. Raja Kulkarni, president, National Federation of
Petroleum Workers, says, 'the VRS announced by the government is a modern pattern of
retrenchment and is going to be accepted only by employees working in hazardous
industries like those of chemicals, drugs and fertilisers." A section of the trade unions
demanded that the public sector VRS be made comparable with the private sector ones.
H. N. Trivedi, president of the Indian National Cement Workers Union, says, 'when
private firms are offering three to four months of salary for every completed year of
service, the government should also match the private firms' offer to certain degree. Now,
the government has to negotiate with the respective unions for collective bargaining to
ascertain the upper limit of payments.' These two unions are affiliated to INTUC, which
generally supports the sale of PSUs and has accepted the broad strategy of VRS.

Trade Unions in a Dilemma

The private sector has used VRS to the hilt to circumvent labour laws, which ensures
protection against retrenchment of workforce. The Public Sector Units which have
adopted this path were also fairly successful. The trade union response to VRS reflects
the dilemma facing them regarding this issue. Although most of the central trade unions
are unequivocal in their opposition to disinvestment and closure and are opposed to
trimming the workforce through VRS, the trade unions' tendency to analyse the issue
only in the above terms and not making VRS and downsizing an issue of negotiation,
needs critical appraisal. The fact is that, for whatever reasons, in the last six years, about
two lakh PSU workers have gone for VRS. The PSUs therefore seem to have been
successful in circumventing the negotiating authority of trade unions and can deal with
the issue at the individual level, between the management and the worker. In such a
situation, the demand for bringing the policy of downsizing and the VRS under the
purview of trade union negotiations, becomes all the more important. In fact, the ten-
point charter of demands put forward by the Central Public Sector Trade Unions
(CPSTU), on which a year-long campaign of public sector workers was based, was
devoid of this aspect. This should not be misunderstood as equivalent to supporting VRS
and closure, as the opposition to these policies can continue without abdicating any space

for negotiation.( Labour File Article)
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VRS: Views of Government Business Portal

In the present globalised scenario, right sizing of the manpower employed in an
organisation has become an important management strategy in order to meet the
increased competition. The voluntary retirement scheme(VRS) is the most humane
technique to provide overall reduction in the existing strength of the employees. It is a
technique used by companies for trimming the workforce employed in the industrial unit.
It is now a commonly method used to dispense off the excess manpower and thus
improve the performance of the organisation. It is a generous,tax-free severance payment
to persuade the employees to voluntarily retire from the company. It is also known as
'Golden Handshake' as it is the golden route to retrenchment.

In India, the Industrial Disputes Act,1947 puts restrictions on employers in the matter of
reducing excess staff by retrenchment, by closures of establishment and the retrenchment
process involved lot of legalities and complex procedures. Also, any plans of
retrenchment and reduction of staff and workforce are subjected to strong opposition by
trade unions. Hence, VRS was introduced as an alternative legal solution to solve this
problem. It allowed employers including those in the government undertakings, to offer
voluntary retirement schemes to off-load the surplus manpower and no pressure is put on
any employee to exit. The voluntary retirement schemes were also not subjected to not
vehement opposition by the Unions, because the very nature of its being voluntary and
not using any compulsion. It was introduced in both the public and private sectors. Public
sector undertakings, however, have to obtain prior approval of the government before
offering and implementing the VRS.

A business firm may opt for a voluntary retirement scheme under the following
circumstances:-

Due to recession in the business.

Due to intense competition, the establishment becomes unviable unless downsizing is
resorted to.

Due to joint-ventures with foreign collaborations.

Due to takeovers and mergers.

Due to obsolescences of Product/Technology.

Though the eligibility criteria for VRS varies from company to company, but usually,
employees who have attained 40 years of age or completed 10 years of service are
eligible for voluntary retirement.The scheme applies to all employees including workers
and executives, except the directors of a company. The employee who opts for voluntary
retirement is entitled to get forty five days emoluments for each completed year of
service or monthly emoluments at the time of retirement multiplied by the remaining
months of service before the normal date of service,whichever is less. Along with these
benefits, the employees also get their provident fund and gratuity dues. Compensation
received at the time of voluntary retirement is exempt from tax under section 10 (10C) of
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the Income Tax Act, 1961 upto the prescribed amount upon fulfilling certain stipulated
conditions. However,the retiring employee should not be employed in another company
or concern belonging to the same management.

The companies can frame different schemes of voluntary retirement for different classes
of their employees. However, these schemes have to conform to the guidelines prescribed
inrule 2BA Of the Income-tax Rules. The guidelines for the purposes of section 10( 10C ) of the
Income-tax Act have been laid down in the rule 2BA of the Income-tax Rules. The guidelines
provide that the scheme of voluntary retirement framed by a company should be in
accordance with the following requirements, namely :

It applies to an employee of the company who has completed ten years of service or
completed 40 years of age

It applies to all employees (by whatever name called), including workers and executives
of the company excepting Directors of the company

The scheme of voluntary retirement has been drawn to result in overall reduction in the
existing strength of the employees of the company

The vacancy caused by voluntary retirement is not to be filled up, nor the retiring
employee is to be employed in another company or concern belonging to the same
management

The amount receivable on account of voluntary retirement of the employees, does not
exceed the amount equivalent to one and one-half months salary for each completed year
of service or monthly emoluments at the time of retirement multiplied by the balance
months of service left before the date of his retirement on superannuation. In any case,
the amount should not exceed rupees five lakhs in case of each employee, and

The employee has not availed in the past the benefit of any other voluntary retirement
scheme.

Some companies offers very attractive package of benefits to the employees who opt for
VRS. For example, the VRS scheme may also include providing counselling to
employees about their future;managing of funds received under the scheme; offering
rehabilitation facilities to them,etc.

A company may make the following announcements while implementing a
voluntary retirement scheme:-

The reasons behind downsizing the organisation.

The eligibility criteria for voluntary retirement scheme.

The age limit and the minimum service period of employees who can apply for the
scheme.

The benefits that are offered to the employees who offer to retire voluntarily.

The rights of the employer to accept or reject any application for voluntary retirement.
The date up to which the scheme is open.

The income tax benefits and income tax incidence related to the scheme.

It should also indicate that the employees who opt for voluntary retirement and accept the
benefits under such scheme shall not be eligible in future for employment in the
organisation.

Voluntary Retirement Schemes have been legally found to be giving no problem to
employers, employees and their unions. But, the retrenchment plans of an organization
must be compatible to its strategic plans. Its procedure and reasons for introduction must
be discussed with all management staff including top management. One need to identify
departments or employees to whom VRS is applicable and thereby formulate its terms
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and conditions and also state the benefits that would be available to those who took VRS.
Such information should be made available to every employee of the organization,
mentioning the period during which the scheme will be open. Also,existing employees
might face insecurity because of fear of losing their job too. One of the possible
drawback of the VRS is that the efficient employees would leave the company while the
inefficient may stay back. Thus it is the /responsibility of the employer to motivate them
and remove their apprehensions and fears
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Any Chance of weight age for 55ii C

Director HRD, shri A K Garg has been discussing with Prime Unions on the issue of
implementing strictly some of the provisions of CDA Rules 2006. We have yet to get any
Official minutes regarding that discussions.

One of the issues that found surface during the discussion was 55 ii c.

“An Employee may also at any time after completion the age of 55 years voluntarily
retire by giving 3 months notice to the company.”

All along in our deliberations, the concern was very much on 55 ii b. we paid scant
attention on 55 ii c. we do not know at what level the power is vested with to invoke 55 ii
b to retire an employee on attaining the age of 55 and we do not know who is the
authority to review and revoke that decision.

But 551ii ¢ is an enabled provision for an individual to go on VR on attaining the age of 55
years. There is no extra weight age for getting this pre matured retirement. Now HRD is
mooting the idea of offering some sort of weight age up to 5 years for pension and other
retirement benefits.As a matter of the fact, the offer is difficult to get implemented as it
needs cumbersome procedures at various levels .

We can proudly claim that it is only because of our massive struggle barring BSNLEU,
we can able to achieve 37A amendment , having specific assurances to the BSNL
absorbed employees, guaranteeing Govt pension from the consolidated fund of India.
Initially 37A did not have any VR provision. That provision was later inserted by
introducing sub clause 11A.

“A permanent Government Servant absorbed in a PSU or temporary/ quasi
permanent Government Servant who has been confirmed in PSU subsequent to his
absorption therein, shall be eligible to seek voluntary retirement after completing 10
years of qualifying service with the Government and the PSU taken together, and he
or she shall be for pro rata pensionary benefits on the basis of combined qualifying
service”

On seeing this insertion, Com O P Gupta on behalf of NFTE started objecting the
discrimination showing to us quoting Pension Rules 48A and 48B.

48A 1 “ At any time after a Government servant has completed 20 years qualifying
service, he may, by giving notice of not less than 3 months, in writing to the
appointing authority, retire from service”

48B 1 “ The qualifying as on the date of intended retirement of the Government
servant retiring under Rule 48A... with or without permission shall be increased by
the period not exceeding S years, subject to the condition that the total qualifying
service rendered by the Government servant does not in any case exceed 33 years
and it does not take him beyond the date of superannuation”

Unfortunately both our management BSNL and Owner DOT were not able to clinch the
issue and we were told that the Rules 48A and 48B not applicable to the BSNL absorbed
employees. BSNLEU was also replied thro the minutes of 13" National Council that the
issue of weight age of 5 years was not acceptable to DOPPW.

The question of getting weight age using provisions 48A and 48B could not gain
currency in our case. Later, on the recommendations of 6™ CPC, GOI has decided and
issued order to withdraw the weight age benefit itself.
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“Linkage of full pension with 33 years of qualifying service should be dispensed.
Once an employee renders the minimum pensionable service 20 years, pension
should be paid at 50% of average emoluments received during the last minutes or
the pay last drawn, whichever is more beneficial to the retiring employee,
simultaneously, the extant benefit of adding years of qualifying service for
computing pension/ related benefits should be withdrawn as it no longer be
relevant.”

Now our management is mooting the discussion on the basis of their earlier proposal
during 2003 NC. If it is pushed as VR Scheme, then Trade Unions are bound to fight it
out. VRS as scheme should have some specific period- opening and closing dates.
Provision is something different.

If management is ready to amend 55 ii ¢ by adding some weight age provision, then TUs
have some role to play to shape it. The weight age proposal should be first decided by the
management and Board should give its specific approval for that amendment. The
decision of the Board has to be vetted by DOT.

The pension Rules 48 48 A are all specifying years of service as 30 years, 20 years etc but
not spelling age. FCI staff Regulatory Rules are having provision on the basis of age.
Rule 22 2 ii : “Employees by giving 3 months notice retire after 50 years. The
qualifying service as on the date of intended retirement of the employees of the
corporation under this provision shall be increased by a period not exceeding 5
years subject to the condition that the total qualifying service rendered by
employees does not in any case exceed 33 years and it does not take him beyond the
date of superannuation.”

This rule has been in vogue at FCI since 26-7-1990 and not withdrawn even after 6™ CPC
guidelines. In BSNL 55 ii ¢ also specifies age only, not service, as 55 years. The need of
the amendment to the provision of 55 ii ¢ may be of this type..

“If any employee voluntarily retires vide 55 ii ¢, he or she may be considered by
giving all the increments, which the official otherwise would have earned by
continuing in service corresponding to the age of superannuation. The pensionary
benefits including commutation be settled taking into consideration the additional
increments “

If this amendment is added as a provision in the Rule 55 ii c, then the individual
employee who retires voluntarily on attaining the age of 55 years can get some benefits in
his pension. Allowing 55 ii ¢ in CDA Rules, without seeking any benefit like weight age
is not good. Trade unions should be in a position to distinguish the question of making
some provision and announcement of any scheme.

Seeking and shaping weight age for 55 ii ¢ need not be construed as Violation of Trade
union Principle of opposing VR Scheme. Let us discuss and decide things, instead of
simply wailing and allowing things after mere protests.
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VRS @MDd& MOC &@ BSNL 681 (LAGSTENEULILIBHEN
( BHLOGI LIMT60IGULL|L 60T)

BSNL6L 2arlfliim Ggevey eu(bheumuied 46.5 gaLanseyenendl. oeifliifest
ggnaM eugl 49. sHmCumglenen (22-8-2011) QMGG eaDUITSHeN
2,76,306. @cmLl ¢J- 7705, 11-47314, §-180389, 19-38579 1NMm-2319.

FMONLGOILT &LALlg, BRPSE &Hlemneu VRS @MIHd UMbHIen)aHenen
Shglenete. GuUML Ll HLDGLesNS6aT6 eI 6T6516wNHM BN CSHITNHG)
QamenenGeustiGLy. yeumed  Chilg UG  #n1HHiineven.  6MGLev
2l HG GCouemeudHemenld el C&mifim a(GHmG . i@ el
25000- sl Gammfmi&led 20000 616a1MMEL 10 VL&D Q6VUILILIS O SHE
261 oauflulm 2 eneNevIl. 2 6VHHSHILO  euUMhS LML g, NMLigeQ
QLe0&MD, GLevervLgmedled 1000 QenewuiliLsErdhE 2.82, 4.13, 2.82
61601  Slenelled FL 2amblim 2 eenenin. BSNL 60 IT, Sales Mkig,
QUM SMSBILITENT  bevest  GUTEIMEMEUSELSEG  GUMTLly & Loedled
Caemeuliu(BLy Hmenln eumlihd el @evemev. 616s1Geu SHlMemLOLLITes
@entd euwiHlenieny  (HHIHL  Geuetmi(Ba  eteoimy  LNLGpmLm
UL SITL_ Q. LL|6VTEVITIT.

USIL eulHSHsd bhevL (Luemmeenen BSNL GLmGsmen@ploGumgl 175103
oaitflu Gy CHemed. FL UGH&HG 1,34,014 (U-79355 R-54659), WLL UGH&@S
2649, CMTS LI@G& & 38441 (U-23251 R-15190) 6168101 @ (BHHMeL GUMGLN.

CLMeaMil SLDGMHIGHMET SHTSHEH C&HMeE(HLIN BSNL LdSHMeHHSHHMELD
1 Ol &l 2alflinsEnéd@ VRS QamhoHd (el Gompleydemnen BSNL
Q&LSMF).

DPE6ST UGB (hH6LH6eN 60 DML &6 SHLL LD, GHROMH 35 mmin 25
BIL&e S pdweummies Ug GCHemeuli(Bn HHE Cgevey
GMNSHG sausbsH(HdHeneT BSNL SH(HEAMG. 45 euwidme@ ComurGLmi
SlaU(heGL HLLL QUIThhILD.

60 DBML&6eM SHLLSHH6L 50 euwigienen VRS eM@GBLUUSM(HSHEG NEI
sadluibdley el Ueveidemenln C&MHgl 13,47,138 SlemL &H@GSLD.
@&le0 VRS F(H 7,67,648. NEII eN@®UUSTI(HSHE 2846,362- VRS (R
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16,19,200. @QGCaHGUMeL e6uGleun(@m 2adlul hHlenevdGLn 2 HCHE L (hd
SENHEE SHIULIL (Heneng).

AbHoHL LEIIHMS MeUHGHHOHTEU(H 2aBILITHET SIS  &H6UT6YHEOI6N
Coemeusemen  steueumGmevevmn  HemmCeummid  Cdmeneneomn  e16o
Hreumsln UL lguwed(GHMmGI. (L6 Fal lgGul spllialied G&deveaudmed 75
QG  STHABHS spuipdHuil  QuMILh  SLWLCL a6t L emU
(Weoten1Gy GQUMELTL.

60 BIL&6M HLLCLoefled VRS FLIgM@ 11276 Cahmg CHemel. 2 L 6vllg
llaldll Lieussidenen C&idHdmed 18097 Gag ClFe0eUMEGLD. 6u1MeL 1
UL &LD 2aflulen) (LA6iTdnl_lgGUl VRSEL SI@ILILIQISTL (DG u(bEHM
15 geupaeiled 35266 GCamg &louen FswunGl. ibHHe 8
e (heiled 27076 Camg LOGFFLOMEGLD.

GQIMS JHLLSHL VRS FLIgMG 8655 GCaMg CoHemeu. 2 L 6uilg
eplllal Sl LI6L 631 &6 611 GaMngHomev 15476 Gamg CHemel.
QoI LSdeln G 35266 GCamg 15 eanpHsefled  &Louen
A& &L0MG LD

VRS FLIgMG GCHemeuliu(pn 11276 CaMigeml SPEMRsL el lguferm
sL6MS  Shodeu Geusn(hln  eten1  Geuetoilg  HIMSHMG  BSNL.
(PeT&nllgGul oL gD el U epulelled GF6LEUSHTEL  Fun(hdH6L
llaLdll  QFevsmeauu|ld ANEMhsSGL  gmd  Ceusm(bn  6T6n
Geuetulg LL|6meng) .

bLOG| UMTeneuuev...

QaMAMERISGLO  61631D 6UMSHUTED VRS 6T6MID YL GemMLUL  SlLL LD
GMSG B UeasmD  TWPHIenCen.  HeUNEHSHHLAMET LGV
VB ThISHEM 6N LUmi& gl oaLAlLLIIT &6 LOWIMRISEVTLA. 6UIHGHTEL
GumLyGurm(®é  Qaneu(y  eN@dUUUOl  Q&STEHSHSHE0MND. VRS
QasimeudHeNett  Hmddhemen  BHMD  GeueILG  @@sSHCoLD.
Slemetial(hld CFTHG eumhiéH L ealevenen. el lqged L §&eHenmGesimin
61601 6UMD&HENS GHTTHGEUMTSHET LIGVIT.
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BSNL (10601 emeuLiLjdefled egmen dhGHHMmISb6N 61(9HMSI.

e 2012 LOMAGHMEGET 6oL gD 2ablulen]y SlemILiTeoimed 2l
IN&g0ms  2012-136@ BSNL &ML (heud 3779 GCoamg. Qo
N&&HSHML BLLLID GeomweonGa ey @eormuin  euhg)
a(@GLom- (eu(heumll CL@GH&MNE0)? VRS ShHONL LML @evmLin
616310 2 $HTUTHSHMNS SHITH! 66317

e L& o2amflien] MILINGDIMTED age profile 49 6T60TILIGI 6T60T6UT6UNS
GO, HMemLnd Fnl lgL (Skill set) QUIHSHHLOMes S Glen(hLIL
61601HIM&| BSNL. Sh60uIlqM@ eTeueuene] UHul eanfluiisenern
d(R&daHL  CUTHMG. ASMEG (G 2aGlUl  CFevemeu  ¢J6dl
Qamevevalevemev. UHw  eabliisenen  1(H&HSUGCUTHCHTLD
6160IMIM6L  &ldUeNlD  LAIF&LD 6160TLIG)|  6TLILIIG.  6U(hLD?  DPE
UPBHTL (H&6LUE  VRSEL SHMTOLN@GLD QL M&6T  H&HsULEHGLO
Sl  HMG WNBHS g  eaiGey  QHHEMD
SmenLoenwin|n @uibgall (B UHIL HmenLoemILILD ML LLITLO6D
Guogyitd BSNL ef{gGLo 61601 BLOG) HeusHey HILIMILILONEST 6p6a1Gm

“12. In implementing the VRS scheme, managements shall ensure that it is

extended primarily to such employees whose services may be dispensed without
detriment to the company. Care will be exercised to ensure that highly skilled and
qualified workers and staff are not given the option. As there shall be no recruitment
against vacancies arising due to VRS — it is important that the organization is not
denuded of talent. The managements of the PSUs shall introduce the VRS with the
approval of their Boards and the administrative Ministries.”

e DOT WILLD / SIP&MMRIGSHSILLID BSNL 11276 GC&Mg 6UL lquieveor
&SL.60IM& (VRS FFLIGM@) CoHMHAME. DPE eUDSHTL (HH60LIG Ui
SL60T HemL SHGLOM 61601LG| (LNHedeL (NWMHHASHSHL UL Ceoussu(BLn.

“ 8. Budgetary support will be provided to the marginally profit or loss making

enterprises and to the sick enterprises for implementing VRS only in case bank credit

is not available. The funds would normally be made available at the beginning of the
financial year. However, before seeking budgetary support in cases of unviable/sick

PSUs other sources of funding should be fully explored such as asset securitization
and bank loans against Government guarantee for funding VRS/VSS.”

&est MG 7500 G&iqéH@ BSNLUINLLABHG 145 &0 &b Ul lq
QUOMI QUGBHMG SJEFTRISWL. HINEUO 25 50 UL lgemniLl
GMMSHAQULT 61N CHLLSMEG UMNFNSSHAIGUITG| 6T60TM)
blunt & LHlemeL SHHMT HH Slemngan LNJesvnl (L&
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3. I may also mention that BSNL has adequately been
compensated since its inception in the form of dividend relief as
well as moratorium on the repayment of principal and interest
on the notional loan. Re-imbursement of licence fees and
spectrum charges have also been provided as compensation to
BSNL towards meeting the operational losses in rural and village
pdblic telepho_n}, etc. Further, the pension liability in respect of
eﬁ?pjl—o{/gsf@_ﬁo were absorbed in BSNL is borne entirely by the
Eovemment. ThE_gc_tu_al_gggnditure on the pensionary liabilities

— =

amounted to ¥ 2893.82 crore in 2009-10, while an amount of
3700 crore in RE 2010-11 and ¥ 3950 crore in BE 2011-12
reEEEctively have been provisioned. BSNL on its part has in fact
defaulted on dividend payment to the General Revenues for the

year 2008-09, despite being in profit and carrying huge Reserves

and Surplus.  __Y s oty RE5Y2

SIEMMI&GID 11276 CaMigliee] QUIHHOSHTHHEMU! &L 6UIMS & (hHLAT

aglain el lquileaid HhLom eleoilg U@L CoHenaNsbGm et
altug  euligCun@ ApenmsGlan 7/ euR&HCWT ShHoTeL 12 &5
QUL lg 6T601MMEL Jnl QUL lg L (HGLD Sy6ewiiqmM@ 1400 GaMquIn@Lo.
Salary Head 6T601LIGHGON(Hh&)I Interest Head 6160ILSMEG CF606 &HETHG
LTMILD - Sjeueueedmest. Qgleuemy L6l QUINIUNEL  HHSTLOD
SM1HGL NigdHG eubHEHMmG BSNL.

UL &0 oatfluim VRS 460 DOTHEG/ ISJ&MMSHSHIHMEG HigGliyen
Quettaest G&ev6y ClL(bLO6TE] 2 UI(h. BSNLUIL LAI(hhE 60L&ln
2aIAILINSEhSHSHMSH DOTHEG GUMUIGEH] CeU6wDlgL pension contribution as
per FR MM Cur@d. @Qnd UL &Senenll  (LO(REmLOWITS
DOT/SIJEMMAIGID OGO 6l60ILUGID  NISHDOSGM 661G,
&emLoenll BSNLEVILD 6JM& Geuewwi(BLd 6165110  [Hlemew  JMULL M6V
UL &0  2aBlLINSHESHSHITET  pension contribution as per FR  6T631M
salmG@ QUhdMTeL &al ¢leoieo LOGFFLOMGLD. Y eo1T6L 2006
2 $5J6(60%) HMVHGCLL &HHHWINTS @Qemid  CFHMHRISHS
Qamesu(hames @\ (HSHHMS).

Mm@y Cueons  BHUNMHESS — Galguws  1,70,000
oaLfILINS6M60T Post-VRS Situation $IT60T CQHMAMEMISMRISHEHHSG &6UT6D
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HemhdHSHMeH @QhHdHGLD.cT16UMMNS LeveIilesihl VRSeL FF( eummidlé
Q& so1meuMent Fo.(HPH6L GeusmeoLl LI(@1h6m6 &0 &S
Couanqu(hoHGL.. dn(BdHeonsd U@L  LTMMELSHEmeT  61HIT
Qamenen  Geuetullg eu(HLD.  6T601G6U  Post-VRS  Situation 618
Q&MeNeUSMSHTES  Strategye®! O HWIL(BH'SHSNSH VRS  61HILIY
QUISHSMIGHET MEBIHG &hidH RMMIEHLN g eUHHEV- (LIghSHITEL
060 HHMHS HELHGHIEMIIML VS ELHGLI NetteiT Gy  GMILILL 651
perllet(hd g Q&esveolilL Geueuo(hLn.

17-9-11
VRS 61601601 T60T SH6001H S ?

QU(LLOLIMEIT6MLOLLIT S 6N CLAGIMMIO-  bIISHMN  LNMNey ocahluihemern
GEMDLILG| &Meil VRS JLL HSH6e (NSl Chéaln. SHeundHapLoment
&65015H5(H 6N 61601LICGHEVEVITLO LOMETILLI.

QpdHervl 22, 2011 sigliuemLuied Consg cafluingefed A-2.7%, B-
17.12%, C- 65.28%, D- 13.96% 6T6oimevieneuiii. gJMHSHMA 80 % Hd @S
canfluinsenen  FMUTHWITS  GeMOLILIG  6T6ILUGISTES  HLL Sdleot
L7631 6016001 N Gomm QaMeaNss ‘eLn6aTMleL L)L) UmI@’
61601LIEMSGILIGL6LMD BSNL elgh& eMlL_L g).

QeueNUuMIemeuuNed 99700 oaflui(héH@ VRS- 36 % 2aflui(hé@E VRS
§1601MI  (Ln6tTeuempe] QEFULILIUL (ReNTenSNd  SHewubsHH  U(bL.  60IM6L
99700 eafliMed C LOMMID D 2ambluim 91869 6IAILIGID B LOMMID A
7745 LG sest eteoim MO Ceuctoi(Bd. idmeug Qomdd VRS
sIETIENGHEMSHUNEL 92 % C wOMID D eaflwienyd GMeneusHGHh
SILLIALUUL (Beneng). G asen 8% Hmest B LoMMILD A AHSTMN&EL5HG
@&166ULUESHMG. NS heunnsul(bhd AH&MMN&eT ool @Q&evimed
6JLOMMEVMLA. Non-Executive 2aIQILIM&6T “LOMEMEOUIILLILIL L. LI6O\SY,(h&Henns’
LOMMMLUILIL66T6N6ulIT 61631L6MS el inden Ml Geuewi(HLo.

45 euwHeri(hdH@& Gl &esr VRS eleoimin  GQgmeveoliL(GHma. 45
LIHMGCLO6L 215613 oablim o enenestl. @&6dILg  UMTHSHML 46%
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oailflLIMGen VRS ChMéHsH  HenenluLeyeneneoi. 45 euwdHm@ld GLoed
2 enen GrC 2anfluiMed 50 % 2anflUINGEn&H@GLD, GrD 60 53 % 2anflui(héH@GL0
VRS  SHLLALUUL(Renengl. Gr A 6 23 % Gr Bed  23%
SILL AL UL (Benengl. VRS  Ex-gratia  61601&HM  FEH  &HeuUMEH&HHLONS
SMLLUUL (Renengl. AsUQUMW eugliifgndlo- eunpngl eubhd LOMLO6H
Gunev H$dMHSLULEGEHMGI. s1aflil LMHMNGS HewisG e6t16mm AL (HLD
BTOW GUTLeLMD. GRNNS HEUNHG SHM6TT H(HEUT 6T6ATLHTL SNSL
umrmuGumL.

¢ 20000 SjgliemL. &Louen(od 50% DA e 2 emen 30 eu(@HL Gaemeu
(NI HG 2anPICTT(HEUMETT SH6TTIHENS LMTSHSHEVITLO.

Basic- 20000
DA 10000

Salary 30000 €@(h bITen eadluin= 30000,30=1000

((LN®eleL 26 BIL&HE@EHHSG €h 30000 eteoim) 61(hHGIS C&MewI(R €R(h
e eaGluin HiresuebsLUL L g teel @end oMM 6L L 6v1T)

30 au(pL Gaemeud@&- 35 BML&6m—35+30+1000= 10,50,000
& 5 eu@mL CameuUN(HLILSTS SH6T0IHSHL_LMT6L
5 UL Gaemeudh@- 25 BHIL&6n- 5x25x1000= 1,25,000

= 11,75,000
BMeUGH UBSG 1175 L&l HeoLd@GL. QFewGeu QFILITLO6D
Almnd SllU Gl uRSuled GuTL@G 10 % eaillg QUMMTEL LOTGHLD
10,000 &ML &G0 6161HMG HTeunsHn. Sihd 6ULlgenliujln g Gul
CandHomeL 60 LMHRISHEHHEG 6 6UL&LD 616IMMeL 5 eU(hLHHMEGL
Nm@ 11.75 + 6 =17.75 eUL_&L0 ML H&H6ELMLN.

SLEUMEL  SleuaLlulm VRS  GQgeveumned  Geusmeouled  HlgdHdHmed
QuUUGUTGL eadlin 5 eu@pLHIHeL 21 eoL g, 61601Geu 5 eU(HLLD
5G| SENHGLI LMTHHML VRSEL GF606UDHMEL 5 VLGN heRL LD SHTedl
QUHAMS).

oaGlUIN- Ex-gratia &H6W0I&HEG LOL(HLOGL6V. UL SILID Jnl (LA63T&nL g Gl
Q&eLeusdMeL ¢mh 2000 LMHHCHMMID UBHSHSS GHewMU|LD. 6T6s1Ged
lleLdlin, &Hyrggdlg, sHOWCLeageNed  SudBsdE 3 VLG
L L LOM@GLO.
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5 U@Ll GCgemeu UMHH|6NeNT @MHEUBHSHE (LT Fal lgGul VRS6D
Q&eLeaUBML 8 6UL &L SleMalled BLLLD SHM6H QUBHAME. 5 euhLLd
Ceusmev UMT&HSHCeueI(HLD 61601 CH 6 LNT&Hlemnest SN eU(HHE.
o cwiemLauTled GeuemevunNedl(hLILIG| 6163ILIG| epUINed @(HLILG| 6163TLIENS
AL da(h&HsL Q&engeuGLa.

18-9-11

VRS aUhi& SleiLiailn

IBA sTeoilLI(BLD @b eURISILTENIT SH&HeuUsd Lig LOMTE 200060 8,63,188
canfluin&en Q(bhdevin. @bl 1,26,714 oaiblidHen  dHMeud 14.7%
VRS&@ eNeuieniliNGH(hhdHeon. ealeuieuuilitggHeundHeailed 80% VRS6L
Q&6L6L IS SHIULL6vIM. 198.2001 Lig 1,01,300 Guim 11.7% e,UuU
eUIeN6L Q& 6aTMEBIIT.

eeooieuuiLilNg s 238116 SHHMM&HeNe0 27%4(LALWD (64327), edetuienoilLN&HS
433666 &lmnsH@G&eied 11% (o (49010), 191335 sub- staff Hefled 12945
CuU(®HHGLD VRS Qa&mhéasuulLgl. @nhd VRSH&@ 10000 Gaig
Q&euaUMETG). 6UWSHSHLOMES  retrenchment 6O  (LO6vTIL Gl&FmevevLIUL L 15
BIL &6/ Gaemeu pevqMEG QLG 6161LMSS SNetullg. 4 LOLRIEG (60
BIL &6/ WG D&) Shdh neou®ddlen. @Qenmienen QG mleomenit
FLLMI&ET Llg eteuempujln  Geuedlufled  SiemiLiLjeugd)  s1aflgevev.
61601GEUBME *HhIG MBS HHEL 61601 CLILIMEL Heu 199960 UMIKSH6N
AMNUASLD Q& LIG 60T

BPE (&6l oablim eunsHoHln) 1.25 Gamg ereiled 177405 o UM 616d1m
Weam@ eubhdeon. Seoll  canflwim  eomuld  CHAWLOUIOTSHSLILL L
alhiS&ailed 0.65 616IMIEL 1.46 Seomi euhASefgd, 5.61 SbHbHIL
BILG euhdseNen Quomboes. sd &emmbhe profit ratio ONNHG A
oatlim  @@UUGCH SMJewild  61601M  (LNIgMHG UbSH6vINT.  Manual
uploading, pen & ink system &6l &Ga(hdHeL GCFevAIMGL &GHMDHS
2 MUHSHS SHD@HSLD QUM SMSILITAT S (HUHSGLD SHTJEUUILD 61681
WgeDG eubSeu.

IBA ¢Loeold VRS &DHMMISHend GleuefuiIL UL L §).
o 15 (RS (1) 40 aug QBHHSHMEL VRSEL G&d606v6VILN
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o 60 BIL&eM Quinil

e 5 @U(HLLD Sabbatical Leave

e VRS UMb 2 fMenln HieunsSIHm@ 2 6o

e VR -601 &MeOWIL MG HyULiLL LML LT

e VRS Qamemd 2 @etieroLmeLGInewoil, 50% 2 L 6vliqUlnd 6 LoMGLn
&G g QUrHsLOns () bonds & LH QsMans

e 26 eURASHeMed &omgM 593 L&D C&FEVEUTSHEVMD 61631
saEnHSH YhHeunsnm QHMeNsdG GHMMGMS CeuafuNLL 6o

18 CoHH eumidseailed 5373 Camguilnd SBI Gelev 2117 Gamig.uLd
A& 7490 GC&Mlg VRSHEG QHMTHSHSHULLL G QenddHal] epllier, il
Leveadhen GaMbg T 10000 GaMigemll ClFeue) 1L 1qlIg).

SHGMMN&HeT  WMHMILD  2afluiil  FRISHIS6T  VRSHGL  Nevteuri
oanfluI(1h 6@ eMU@LD &eLnsLl L1 & §6)601 G611, 6UMISH &6M6D
gouULLUCGUTGL Npd&lemsuisen UMD 61(HHSHMISSHevIN.  anfluirm,
AH&MMaen @eveonned Gaemeu VRS (L0lghd GleudHd 46u01(H 660
LUTHSSLILILL G). issm (Lo AQPBUY  CamMabms  UIHd
T0NHSHGI. RBI H61g) QUASTL (HHe0dHemen &I ChiihdHd)l.

VRS6LD Q&eIm 60 &5HIHeu uUMpHMS GMSHS HH(HLHMWCL
QeueNuuBdSHienenssiii. 10 && oafuingden GCaMHLHmE HLOLNW|LD
QuMw  MAeserv  Qawiwieomn  eeo1 B JLOMHS — SHEDGHEMII
&nGeuuesr Gumgl QsMaldgleneneni. LOCuM HimieuehigerileL
VRS6LD Q&eiCmmi SIS hSHemeT 601HaHlMN60  allifleaunsGe
B (N6TGU e1WHUNMHSHCOMD. D Glewm SUWILIRISGET bHLOSG
eUPSTL L L (BHLD..
8-3-2011
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