No: SNEA(I)/CHQ/CMD/2012-14/70   

Dated 18.03.2015.

To

Shri Anupam Shrivastava,

CMD, BSNL,

New Delhi.

Sub:- Immediate action to recruit atleast 300 DGMs from among Internal candidates through rigorous screening by creating separate posts as a one time measure and increasing the number of MTs from proposed 150 to 300 from among Internal candidates.
Respected Sir,

The biggest problem faced by BSNL for the last 14 years is that BSNL is not having a management of its own and no sincere efforts made by Govt or the management to have a management by recruitment / promotions at appropriate time. After 2005, vacuum at senior level management is glaring and always became an issue and continuing today also. The initiative taken at different occasions to recruit DGMs or MTs were either half heated or an eye wash before the Govt and the employees. To address this issue of Management structure, recruitment of DGMs and MTs are absolutely required. The earlier attempts for recruitment from outside, ignoring the huge talent within the organization were big failures.
I. Direct rect at DGM level: The requirement of DGMs can be easily met, if management is serious enough, by promoting from amongst available regular DEs through BSNLMS RRs. Huge number of STS officers with sufficient exposure in the organization is available. All the works related to operations and maintenance can be easily handled by them effectively. 
However, for the future Management, young DGMs required in the organization till MTs are eligible to became DGMs or an alternative mechanism is adopted to promote Executives on fast track to higher posts as another CPSUs. Shortfall in JAG cadre, in specific areas of planning etc can be easily met from amongst the huge pool of available engineering graduates absorbed in BSNL from DOT and directly recruited by BSNL. When such an unbelievable huge pool of qualified people with sufficient ground experience and track record is available, it is an extremely ill conceived HR policy to look for recruitment at JAG from other CPSUs not knowing what telecom is. Such recruitment will surely have a counter demoralizing impact on the morale of the existing brilliant available stuff, besides inducting outsiders not at all meeting the operational needs of the Company.

That is what happened during last two attempts when outside recruitment of DGMs was done, completely ignoring the best and huge talent available within the Organization by finalizing the eligibility condition for selection in a manner to exclude everyone from within the Company from the purview of selection. The recruitment rules for Direct DGM were deliberately made in that manner. The attempt to recruit DGMs under Rule 37 was also not successful and will not be successful in the future also.
To meet the organizational requirements, recruitment of young, qualified and talented DGMs having minimum 5 to 10 years of service is very much required as a onetime measure. Hence it is requested to initiate immediate action to recruit atleast 300 DGMs by suitably amending the DGM RR and making the qualified and talented Executives within the organization with 10 to 12 years of service eligible to appear for the selection processes. The promotional avenues of thousands of Executives to DGM should not be disturbed and separate posts may be created for this purpose as a one time measure. 
II. Delayed action to recruit MTs warrants increasing the number of MT(Intl)  from the proposed 150 to at least 300 in the first phase till the implementation of Time Bound Functional promotion: 

Recruitment to MTs from among internal candidates is delayed for years together for various reasons like debarring the internal candidates on the basis of educational qualifications and age etc. We are extremely thankful to the Management for having given adequate and serious weightage to the suggestions submitted by the Association on suitably amending MT RRs to meet the operational needs of the Company and the career growth of the executives. The younger Executives are eagerly waiting for the MT recruitment which is definitely a fast track promotion for the meritorious Executives. Due to age and other factors, their chances to become MT are reducing day by day due to abnormal delay and further delay will demoralize them. Besides, the Company badly needs younger managerial personnel to take over responsibility of senior manager in the days to come.
We also understand that a proposal to recruit 150 MTs from internal quota is under active consideration of the management. In this context, we have following important submissions to make in order to strongly justify our considered view of increasing the number from the proposed 150 to at least 300 in the first instance.  

A) Total number of posts reserved for MTs are 1325. In 2009-10, BSNL decided to recruit 500 MTs from the Engineering side for operations which has been scrapped later on. In that recruitment itself, 250 MTs from Engineering were to be recruited against 12.5% Intl quota earmarked for Executives from within the Company. 

B) Since formation of BSNL in 2000, no recruitment of MTs has taken place and this has created a huge vacuum at the senior and middle level management structure and is likely to adversely affected filling up of Senior Managerial positions from within the Company in future.

C) Seen against the background of the fact that not a single MT has been recruited till date in the Company which has already created a very difficult situation in terms of filling up of senior middle level positions in the Company, recruitment of 150 MTs in the first instance would be too inadequate to meet both short and long term operational needs of the Company. Positioning of adequate number of highly talented and potential personnel at senior middle level management would be an important and critical strategy to begin with to face the challenge. Keeping in view huge vacuum we have as of now at senior middle level management, it would be in the best interest of the Company to increase the number of MTs to be recruited from within the Company against Intl quota from proposed 150 to at least 300 in the first phase. 

  D) Once we have foolproof CPSU cadre hierarchy in place in the Company, there would be absolutely no need for MT recruitment, either Intl or external. MT recruitment would thereafter be totally redundant.  

Keeping above stated facts in view, we request you to kindly consider increasing the number of MT(Intl) from proposed 150 to a minimum of 300 in the first instance for operations. This process of recruitment needs to be completed in the shortest possible time and for that a very close monitoring at very senior level in order to complete the recruitment process in a time bound manner is also warranted. 

With regards,

(K. Sebastin)

Copy to: 

1) Sri A. N. Rai, DIR(HR), BSNL for information and n/a please.

2) Sri S S Aggarwal, GM(Pers), BSNLCO for information and n/a please.

3) Sri Dev Kumar Chakravorthy, GM(Rectt), BSNLCO for information and n/a please.

