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Executive Summary 

Human resource management is very important in the police organization because police 

officers deal with the people of the community as a visible symbol of government. The police 

department has an urgent need to practice good human resource management policies. This 

will facilitate getting right person for the right job, enhanced motivation and morale of lower 

rank employee (constabulary level), amicable relationship between superiors and 

subordinates, effective training to meet the challenges, delegation of authority and 

empowerment. 

There have been various initiatives by the government and NGOs to reform the existing 

policing structure in India which still follows the police act of 1861 set up by the British. 

Commissions were set up and reports were published in this regard. They have also 

suggested reforms in the personnel management and other policies. Some of such reports 

used in this regard are Gore committee report, National Police commission reports, 

Padmanabaiah committee report etc.  

The organizational structure of the police in India follows a vertical alignment consisting of 
senior officers drawn, by and large, from The Indian Police Service (IPS) who do the 
supervisory work, the upper subordinates (inspectors, sub-inspectors, and asst. sub-
inspectors) who work generally at the police station level, and the police constabulary who 
are delegated the patrolling, surveillance, guard duties, and law and order work. 
 
 There are four levels of entry for police in India – Constable, SI, DSP and IPS Officers. 

Eligibility and requirements for each cadre and selection procedures are studied. The 

duration of training, subjects of indoor and outdoor training and the methodology for each 

cadre are examined. Other human resource aspects like welfare, promotions, performance 

appraisal and transfers are also studied. 

The system in other countries which have remarkable police performance like Japan, United 

Kingdom and United states are analyzed. It is found that these countries have single or two 

levels of entry unlike India. They also have a higher police to population ratio. Some of their 

practices which can be adopted by the Indian police will be studied. 

The major problems hindering the performance of the police personnel and drawbacks in 

the system are identified. Solutions to these problems are recommended outlining the 

strategy for implementation for each of them. 
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1. INTRODUCTION 

1.1 Background Information 
Human Resource Management is very important in the police organization because police 

officers deal with the community as a visible symbol of government. Police HRM is complex 

and demanding because it involves the management of the policemen both on and off duty 

from the day they are selected to the day they retire. The essence of a dynamic personnel 

management is getting effective optimum results not only in the short run but also in the 

long run through building and maintaining a satisfied, motivated and productive human 

resource. 

The police department has an urgent need to practice good human resource management 

policies. This will facilitate getting right person for the right job, enhanced motivation and 

morale of lower rank employee (constabulary level), amicable relationship between 

superiors and subordinates, effective training to meet the challenges, delegation of authority 

and empowerment. Thus, HRM plays an important role in bringing about culture change 

successfully. Culture should be characterized by a positive work climate, adaptable work 

practices and flexible, skilled and committed people. Successful culture change depends 

upon 

• The commitment and focus of top management and their willingness to commit resources 

for achieving cultural change. 

• Listening to the employees. 

• Developing strategic Human Resource plans. 

• Designing and modifying Human Resource practices such as recruitment, development, 

selection etc. 

The police personnel have a vital role in a parliamentary democracy. The society perceives 

them as custodians of law and order and providing safety and security to all. This essentially 

involves continuous police-public interface. The ever changing societal situation in terms of 

demography, increasing rate and complexity of crime particularly of an organized nature and 

also accompanied by violence, agitations, violent demonstrations, variety of political 

activities, left wing terrorism, insurgency, militancy, enforcement of economic and social 

legislations, etc. have further added new dimensions to the responsibilities of police 

personnel. Of late, there has been growing realization that police personnel have been 

functioning with a variety of constraints and handicaps, reflecting in their performance, thus 

becoming a major concern for both central and state governments. In addition, there is a 
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feeling that the police performance has been falling short of public expectations, which is 

affecting the overall image of the police in the country. With a view to making the police 

personnel more effective and efficient especially with reference to their, professionalism and 

public interface there is a need for revamping and reforming the existing system.  

1.2 Major Problems, their scope and impact and society 
The existing personnel policies in the police are generally antiquated, adhoc and sketchy and 
do not do justice to the current and emerging needs of police personnel. In the absence of 
institutionalized systems and procedures and because of heavy pre-occupations with 
operational duties and management of civil crises from time to time, the staff matters do not 
receive adequate time and attention they deserve and eventually get pushed into the 
background. 
Anyone familiar with the working of the police system in the country will readily concede 
that personnel management in police organization lacks long-range planning, scientific 
exactitude and necessary infrastructure. The situation looks much grimmer, when 
comparisons are made between the police and other premier organization. 
We cannot run away from the reality that any neglect, adhocism and non-institutionalized 
approach towards the legitimate aspirations and expectations of the police personnel for a 
better quality of life will have very grave implications for employee morale, efficiency and 
the credibility of the force. 
While, work and social pressure on the police personnel, since, independence, have 
registered a quantum jump in quantitative and qualitative terms due to growth in 
population, mass education, socioeconomic legislations, industrialization and planned 
economic development etc., the size of the Force, infrastructural facilities and management 
systems and procedures have lagged behind. Police officers and staff have to therefore 
discharge their duties under severe stress and proverbial constraints of human and financial 
resources. 
Any further neglect of the needs and aspirations of the personnel is bound to have adverse 
impact on the morale of individual staff and officers and the effectiveness and credibility of 
the whole police system. Police administrators should initiate certain policy measures to 
cope with the present situation and take pro-active steps to qualitatively improve the 
working life of the police personnel. This will eventually affect the quality of service they 
deliver to the society. 

1.3 Goals and Objectives 
The primary objectives of this study are to: 

1. Understand the existing procedure of recruitment at various levels 

2. Study the training methods and their effectiveness 

3. Hierarchy and structure of the reporting system and the authority and 

responsibility of each designation 
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4. Policies of transfers and promotions, compensation, incentives and rewards for the 

police personnel 

5. Evaluate the work environment and culture 

6. Identify the problems and drawbacks in the system 

7. Analyze the previously suggested reforms and propose changes to suit the present 

day society 

8. Study the system and functioning in other countries and suggest reforms suiting the 

Indian scenario 

9. Suggest effective human resource policies to improve the work culture 

2. METHODOLOGY 

2.1 Literature Search 
Studying the literature formed a vital part of the research as it helped in understanding the 

existing system and polices of Human Resource Management of Indian Police and previously 

suggested reforms in this regard. As suggested by the mentor, previous reports on Police 

reforms were collected from authentic sources and studied thoroughly.  The various reports 

which were used in this regard are – 1861 Police Act, Gore committee report, Padmanabaiah 

committee report, National Police commission report, Seven Directives of Supreme court 

and Soli Sorabjee Committee Model Police Act. From these reports, recommendations which 

laid emphasis on human resource aspects were shortlisted.  

Reports published by Bureau of Police Research and development were studied to get a 

holistic understanding of the procedures of recruitment, selection and training. They also 

contained information of personnel management policies like compensation, welfare and 

performance appraisal. World Police Encyclopedia was referred to understand these 

procedures in developed countries which have better police services like United States, 

United Kingdom and Japan. Newspaper articles were gathered to identify the current 

problem areas and unfulfilled needs.   

2.2 Field Visits and Meetings 
Field visits were conducted to the Police Academies and Training Colleges in Hyderabad to 

witness the training taking place at various levels of recruitment.  Interacting with the 

trainees and the management gave an overview of the Police training rigor. I had the unique 

of opportunity of visiting three Police Academies at National, State and Commissionerate 

levels which is possible only in Hyderabad. Training at all four levels of entry was observed. 

Indoor and outdoor components of training, infrastructure and facilities were observed. 
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Organization of the training, curriculum, methodology, capacity and staffing at the academies 

were found out. Amberpet Police Station and Police housing quarters were also visited to 

understand level of amenities provided.  

Officials at various cadres were met and discussions relating to human resource 

management in Police were carried out which had fruitful outcomes. 

Date Name Designation  Institution Topic of 
Discussion 

12-5-2014 Shri. 

Venkatramireddy 

Superintendent 

of Police 

Principal, Police 

training college, 

Hyderabad 

Kind of courses 

& capacity 

12-5-2014 Shri. Anand 

Kumar 

Inspector of 

Police 

Administrative 

Officer, PTC 

New courses, 

indoor & 

outdoor 

syllabus 

23-5-2014 Shri. Parthiva 

Reddy 

Superintendent 

of Police 

Administrative 

Officer, APPA 

Departments, 

curriculum 

30-5-2014 Shri. 
Padmanabha 
Raju 

Inspector of 
Police 

Amberpet 
Police Station 

Housing and 
other facilities 

Table 1: Officials met 

Guidance of the mentor was of immense help and the knowledge bestowed from the 

discussions was very valuable. It helped me gain an overall understanding of the Indian 

policing and also great insights into the current area of research. Broad topics of discussion 

included history of Indian police, police reforms, best practices of other countries, police 

psychology, police accountability and many others.  

Please refer Appendix A for details* 

 

3. LITERATURE REVIEW 

A review of the other literature of the old time makes it clear one dominant attitude of the 

government. Apart from the understaffing of the field level, it also referred to the inadequate 

pay, poor methods of selection and the lack of any proper training. This gives a fair idea of 

the dimensions of police personnel problem which the police leadership had to tackle during 

the early years of 20th century. The government has made efforts to reform such aspects of 
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policing by constituting various commissions. The reports of such initiatives and their 

recommendations related to the human resource management are studied in this regard. 

3.1 Gore Committee Report on Police Training 
The Government of India constituted the Committee on Police Training on November 10, 

1971. This body also came to be known as the Gore Committee on Police Training, as 

Professor M.S. Gore, a famous Indian social scientist and former Director of the Tata Institute 

of Social Sciences Bombay, was its chairman. In addition, Mr. M.M.L. Hooja, the former 

Director of the Intelligence Bureau, was Vice Chairman, along with nine members, including 

eminent police officers, academicians and bureaucrats. Its Member Secretary was Dr. A. 

Gupta, the first Director of the Bureau of Police Research and Development, Ministry of Home 

Affairs, Government of India.  

The terms of reference of the Committee required it to suggest the objectives that should 

govern all arrangements for training of police officers; as well as the basic shortcomings in 

the arrangements, and finally measures to be taken to bring about the desired improvement. 

The recommendations made by the Committee covered a broad range of issues involving the 

need to: 

 impart necessary knowledge and skills 

 create the right attitudes 

 generate effective decision making ability 

 stimulate critical and innovative thinking 

The main thrust of the Committee's recommendations was towards enlarging the content of 

police training from law and order and crime prevention to a greater sensitivity and 

understanding of human behaviour, and imbibing of communication skills and development 

of attitudes that promote service oriented activities. 

Major recommendation by the committee are mentioned below:  

1. To ensure training to be a continuous process, intensive in-service training program like 

refresher, orientation, specialized, middle level and senior level courses, besides the 

induction training of new recruits at different levels was recommended.  

2. To increase the overall efficiency of the police, courses on managerial skills and team 

management had been recommended in the training syllabi of these schools. 
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3. To ensure that the people undergo the in-service training programs, it was recommended 

to link the promotions to these courses.  

4. It was also recommended in the report to assign persons who have undergone particular 

courses to the jobs where they can make use of the training imparted to them.  

5. Intelligence and psychological tests were recommended for Constables and Sub-

Inspectors. This can solve some of the problems related to police public relations  

6. Establishment of Police Cadet Corps similar to National Cadet Corps was recommended.  

7. Establishment of a Police school similar to Sainik School.  

8. Internships/assistance-ship with the police as cadets was similar to the program 

introduced in UK as it helped them to overcome the lack of man-power in their police.  

3.2 National Police Commission 
The National Police Commission (NPC) was appointed by the Government of India in 1977 

with wide terms of reference covering the police organization, its role, functions, 

accountability, relations with the public, political interference in its work, misuse of powers, 

evaluation of its performance etc. This was the first Commission appointed at the national 

level after Independence. The Commission produced eight reports between 1979 and 1981, 

suggesting wide ranging reforms in the existing police set-up. Its recommendations in regard 

to personnel management are: 

Statutory Tenure of Service: 

The chief of police should be assured of a fixed tenure of office. The tenure may be for four 

years or for a period extending up to retirement, whichever is earlier. The removal of the 

chief of police from his post before the expiry of his tenure should require the approval of 

the State Security Commission. 

Selection of Chief of Police: 

The head of the police force should be selected from a panel of three IPS officers of that state 

cadre. The panel should be prepared by a committee headed by the Chairman of the Union 

Public Service Commission. 

Transfer/Suspension Orders: 

Police officers should be effectively protected against whimsical and mala fide 

transfer/suspension orders. There should be a provision in the Police Act, specifying the 
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authorities competent to issue such orders regarding different ranks. Any such orders 

passed by any authority other than those specified in the Act will be rendered null and void. 

Postings of Officers: 

The postings of officers in charge of police stations should be the exclusive responsibility of 

the district Superintendent of Police. The Chief of Police should be exclusively responsible 

for selecting and posting Superintendents of Police in charge of districts. 

Recruitment to the Police: 

Recruitment to the Police must be at two levels only- Constables and Indian Police Service. 

The recruitment at other levels should be eliminated in a phased manner. 

Psychological Tests: 

Properly developed psychological tests should form an important part of the selection 

procedure. The Central Government should develop the psychological tests with the help of 

the Ministry of Defense. 

Evaluation during Training: 

The Commission recommended that there should be constant evaluation of the 

performance, attitudes and behaviour of all recruits during training and those who are not 

shaping as good policemen should be weeded out. 

Women Police: 

The NPC has recommended that women police should be strengthened and assigned 

investigation work in much greater measure that at present Women police should become 

an integral part of the police organization and used to deal with crimes against women and 

children and in tackling the problem of juvenile delinquency. They should in due course 

share all the duties now performed by their male counterparts. They should be recruited in 

much larger numbers than at present, particularly in the ranks of Assistant Sub-inspectors 

and Sub-inspectors of Police. 

Examinations for Promotion of Officers: 

Before promotion to the ranks of Superintendent of Police, DIG and IG, all IPS officers 

should be required to undergo specifically designed pre-promotion courses followed by an 

examination and an objective selection process. Those who are not able to qualify for the 

post of DIG and IG even after being given two more chances should be retired from service. 

 



 

Page 15 of 73 
 
Copyright © 2014 Rakshak Foundation. All Rights Reserved. 
 

Restructuring of Civil Police Hierarchy: 

There should be an increase in the strength at middle levels of ASI/SI/Inspector. Increase 

in the strength of these ranks should be offset by reducing numbers at the lower levels of 

constabulary. This will provide large number of investigating officers and improve 

promotional opportunities for the lower ranks. 

Management of the Police Force: 

The internal management of the police force in the state should be entirely under the 

purview of the chief of police. The powers of the heads of the state police forces in respect of 

personnel and financial management and to provide infra-structural facilities for the growth 

of the police should be enhanced. 

Establishment of a Central Police Committee: 

A Central Police Committee to look after the functions of consultancy and monitoring be 

created because an expert agency is required by the Central Government and the State 

Security Commissions to advise them on matters relating to:  

(i) Police Organization and police reforms of a general nature;  

(ii) Central grants and loans to the State Police Forces for their modernization and 

development; 

(iii) Budgetary allotments to State Police Forces. 

The Committee could also make a general evaluation of policing in the country and provide 

expertise to the State Security Commissions for their own evaluation. 

Establishment of an All India Police Institute: 

An all India Police Institute on the lines of similar professional institutions existing for 

Engineers, Chartered Accountants and other professionals be created. This Institute, when 

established, should be kept under the proposed Central Police Committee. 

Police Accountability: 

There should be continuous monitoring of the performance of the police forces in the 

country. The State Security Commission should have an independent cell to evaluate police 

performance. The annual administration report of the head of the police force and 

assessment report of the Central Police Committee will provide additional material to the 

State Security Commission to prepare a final report on the performance of the state police 
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to be placed before the State Legislature. The police functionaries individually as well as in 

groups should be sensitized to the idea of accountability to the people. 

3.3 Padmanabhaiah committee 
The Padmanabhaiah Committee on Police Reforms (The Committee) was set up by the 

Ministry of Home Affairs, Government of India in January 2000. In addition to the Chairman, 

a former Union Home Secretary, the Committee consisted of four members, who were all 

policemen- two retired and two serving. The report was submitted by the Committee to the 

central government in October 2000. Some of its recommendations relevant to our subject 

are: 

 

1. There should be a greater recruitment of Sub-Inspectors instead of Constables. 

Recruitment to constabulary should be restricted till a teeth-to-tail ratio of 1:4 is achieved 

as against present ratio, which ranges from 1:7 to 1: 15 in different states. 

2. Constables should be recruited young. Boys/girls, who have passed 10th Standard 

examination and are below 19 years in age should be eligible to appear in a common 

competitive qualifying examination. The successful candidates should be put through a 

rigorous 2-year training programme and qualify for appointment as constables only after 

passing a final examination. 

3. The existing constabulary should be retrained to enable them to imbibe right attitudes to 

work. Those who do not successfully complete training should be compulsorily retired. 

4. A Police Training Advisory Council should be set up at the centre and in each state to advise 

the Home Ministers on police training matters. 

5. The eligibility criteria for recruitment to the level of Sub-Inspectors should be 12th class 

pass and an upper age limit of 21 years. They should be recruited on the basis of a common 

written qualifying examination. The successful candidates must pass a final examination 

after undergoing a 3-year training programme. 50% of vacancies of Sub-Inspectors should 

be filled by direct recruitment and 50% reserved for promotions. 

6. A constable should be classified as a ‘skilled worker’ in view of the skills required and 

risks involved in the job. 

7. All promotions should be subject to completing the mandatory training programmes and 

passing of promotional examinations. 

8. Lack of a proper tenure policy for posting of officers at different levels and arbitrary 

transfers have been used by politicians to control and abuse the police for their own ends.  
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To deal with this problem, following action is required: 

a) A body headed by the Chief Justice of the State High court as Chairman, State Chief 

Secretary and an eminent public person as members should be constituted to recommend a 

panel of two names for appointment to the post of the Director General of Police. 

b) A police Establishment Board, consisting of DGP and three other members of the police 

force selected by him, should be constituted to decide transfers of all officers of the rank of 

Deputy Superintendent of Police and above. 

c) The minimum tenure of all officers should be 2 years 

d) Another Committee under the Chief Secretary, with Home Secretary and the DGP as 

members, should be constituted to hear representations from police officers of the rank of 

Superintendent of Police and above alleging violation of rules in the matter of postings and 

transfers. 

9. Since police work cannot be organized on an 8-hour shift basis, police personnel should 

be given a weekly off and compulsorily required to go on earned leave every year. Holiday 

homes may be constructed for police personnel. 

10. The police leadership, through proper manpower and career planning, improved 

training, effective supervision and by inculcating a sense of values amongst the members of 

the force, can play an important role in encouraging specialization, promoting 

professionalism and increasing morale in the force. 

11. There is an urgent need to encourage specialization in various aspects of policing. 

12. To deal with cyber-crime effectively, police capabilities in various areas need to be 

developed. Capabilities of some police institutions, like the National Police Academy in the 

field of training, CBI in investigation, Intelligence Bureau in cyber surveillance and the 

National Crime Records Bureau in cyber technology/forensics should be enhanced. 

13. A statutory independent Inspectorate of Police should be set up to carry out annual as 

well as thematic inspections of the police force and to report to the state government 

whether the police force is functioning efficiently and effectively. 

14. The release of central grants for modernization or upgradation funds should be 

dependent upon compliance by state governments with certain basic issues, like each state 

having a manpower and career planning system, a transparent recruitment, promotion and 

transfer policy and meeting certain minimum standards for training. 
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3.4 Soli Sorabjee committee Model Police Act 
In October 2005, the central government set up a "Police Act Drafting Committee" (PADC) - 

commonly known as the Soli Sorabjee Committee - tasked to draft a new model Police Act. 

The PADC was mandated to take into account the changing role and responsibilities of the 

police and the challenges before it and draft a model act that could guide states while 

adopting their own legislation. The PADC submitted its Model Police Act, 2006 to the Home 

Minister on 30 October 2006. Some of the proposed changes with regard to human resource 

management are: 

1. The State Government may appoint any Police officer not below the rank of 

Superintendent to be the Principal of the Police Training College established by it. The 

raining State Government may assign to each of the principals aforesaid such powers, 

functions and duties as it may think fit. 

2. The State Government may appoint any Police officer not below the rank of and Assistant 

or Deputy Superintendents to be the Principal of any Police Training School established by 

it. An officer not below the rank of a Deputy Inspector-General authorized by the State 

Government in that behalf may, subject to the control of the state Government, assign to each 

principal so appointed such powers, functions and duties as he may think fit. 

3.5 Supreme Court Directives 
On 22 September 2006, the Supreme Court of India delivered a historic judgment in Prakash 

Singh vs. Union of India instructing central and state governments to comply with a set of 

seven directives laying down practical mechanisms to kick-start police reform. The Court's 

directives seek to achieve two main objectives: functional autonomy for the police - through 

security of tenure, streamlined appointment and transfer processes, and the creation of a 

"buffer body" between the police and the government - and enhanced police accountability, 

both for organizational performance and individual misconduct. Its seven directives are: 

Directive One 
Constitute a State Security Commission (SSC) to: 
(i) Ensure that the state government does not exercise unwarranted influence or pressure 
on the police 
(ii) Lay down broad policy guideline and 
(iii) Evaluate the performance of the state police 
 
Directive Two 
Ensure that the DGP is appointed through merit based transparent process and secure a 
minimum tenure of two years 
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Directive Three 
Ensure that other police officers on operational duties (including Superintendents of Police 
in-charge of a district and Station House Officers in-charge of a police station) are also 
provided a minimum tenure of two years 
 
Directive Four 
Separate the investigation and law and order functions of the police 

Directive Five 

Set up a Police Establishment Board (PEB) to decide transfers, postings, promotions and 

other service related matters of police officers of and below the rank of Deputy 

Superintendent of Police and make recommendations on postings and transfers above the 

rank of Deputy Superintendent of Police 

Directive Six 
Set up a Police Complaints Authority (PCA) at state level to inquire into public complaints 
against police officers of and above the rank of Deputy Superintendent of Police in cases of 
serious misconduct, including custodial death, grievous hurt, or rape in police custody and 
at district levels to inquire into public complaints against the police personnel below the 
rank of Deputy Superintendent of Police in cases of serious misconduct 
 
Directive Seven 
Set up a National Security Commission (NSC) at the union level to prepare a panel for 
selection and placement of Chiefs of the Central Police Organizations (CPO) with a minimum 
tenure of two years. 
5. Salient Features of the 

4. ORGANIZATIONAL STRUCTURE 
 

Each state and union territory of India has its own separate police force. Article 246 of the 

Constitution of India designates the police as a state subject, which means that the state 

governments frame the rules and regulations that govern each police force. Its organization 

and working are governed by rules and regulations framed by the state governments. These 

rules and regulations are outlined in the Police Manuals of the state police forces. Each 

State/Union Territory has its separate police force. Despite the diversity of police forces, 

there is a good deal that is common amongst them. This is due to four main reasons: 

 The structure and working of the State Police Forces are governed by the Police Act 

of 1861, which is applicable in most parts of the country, or by the State Police Acts 

modeled mostly on the 1861 legislation. 
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 Major criminal laws, like the Indian Penal Code, the Code of Criminal Procedure, and 

the Indian Evidence Act etc. are uniformly applicable to almost all parts of the 

country. 

 The Indian Police Service (IPS) is an All India Service, which is recruited, trained and 

managed by the Central Government and which provides the bulk of senior officers 

to the State Police Forces. 

 The quasi-federal character of the Indian polity, with specific provisions in the 

Constitution, allows a coordinating and counseling role for the Centre in police 

matters and even authorizes it to set up certain central police organizations. 

 

4.1 Hierarchy 

Superintendence over the police force in the state is exercised by the State Government. The 

head of the police force in the state is the Director General of Police (DGP), who is responsible 

to the state government for the administration of the police force in the state and for advising 

the government on police matters. 

The hierarchical structure of the police in India follows a vertical alignment consisting of 

senior officers drawn, by and large, from The Indian Police Service (IPS) who do the 

supervisory work, the "upper subordinates" (inspectors, sub-inspectors, and asst. sub-

inspectors) who work generally at the police station level, and the police constabulary who 

are delegated the patrolling, surveillance, guard duties, and law and order work. 

 
Director General of Police (DGP) {In-charge of the State Police Force} 

Additional Director General of Police (Addl. DGP) 

Inspector General of Police (IGP) {In-charge of a zone, which comprises few ranges} 

Deputy Inspector General of Police (Dy. IGP) {In-charge of a range, which comprise a group 

of districts} 

Senior Superintendent of Police (SSP) {In-charge of the bigger District} 

Superintendent of police (SP) {In-charge of the District} 

Additional Superintendent of Police (Addl. SP) 

Assistant/ Deputy Superintendent of Police (ASP/ Dy. SP) {In-charge of a Sub-division in 

the district} 

Inspector of Police {In-charge of a Police Station} 
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Sub-Inspector of Police (SI) {In-charge of a smaller Police Station} 

Assistant Sub-Inspector of Police (ASI) {Staff of the Police Station} 

Police Head Constable (HC) {Staff of the Police Station} 

Police Constable {Staff of Police Station} 

4.2 Field Establishment 
States are divided territorially into administrative units known as districts. An officer of the 

rank of Superintendent of Police heads the district police force. A group of districts form a 

range, which is looked after by an officer of the rank of Deputy Inspector General of Police. 

Some states have zones comprising two or more ranges, under the charge of an officer of the 

rank of an Inspector General of Police. 

Every district is divided into sub-divisions. A sub-division is under the charge of an officer of 

the rank of ASP/ Dy.S.P. Every sub-division is further divided into a number of police 

stations, depending on its area, population and volume of crime. Between the police station 

and the subdivision, there are police circles in some states - each circle headed generally by 

an Inspector of Police. 

The police station is the basic unit of police administration in a district. Under the Criminal 

Procedure Code, all crime has to be recorded at the police station and all preventive, 

investigative and law and order work is done from there. A police station is divided into a 

number of beats, which are assigned to constables for patrolling, surveillance, collection of 

intelligence etc. The officer in charge of a police station is an Inspector of Police, particularly 

in cities and metropolitan areas. Even in other places, the bigger police stations, in terms of 

area, population, crime or law and order problems, are placed under the charge of an 

Inspector of Police. In rural areas or smaller police stations, the officer in charge is usually a 

Sub-Inspector of Police. 

State 

Zone 

Range 

District 

Sub-division 

Circle 

Police Station 
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4.3 Police Pyramid 
The police has a hierarchical structure, with the police constable and the Director General of 

Police at the two extremes of the organization. The base of the police organization is very 

heavy, with constabulary accounting for about 87.61% of the total strength. The upper 

subordinates i.e. Inspectors, Sub-Inspectors and Assistant Sub-Inspectors constitute about 

11.51% of total strength. 

The officers from the rank of DySP/ASP to the DGP account for less than 0.88% of the total 

police strength.  

 
Figure 1: Police Pyramid 

4.4 Central Police Organizations (CPOs) 
The Central Government has established a number of police organizations known as the 

Central Police Organizations (CPOs). The CPOs, which function under the control of the 

Ministry of Home Affairs, Government of India can be broadly divided into two groups. One 

consists of armed police organizations, also known as Central Para-Military Forces (CPMFs), 

like the Assam Rifles, Border Security Force, Central Industrial Security Force, Central 

Reserve Police Force, Indo-Tibetan Border Police and the National Security Guards. The 

other group includes organizations like the Bureau of Police Research and Development, 

Central Bureau of Investigation (CBI), Directorate of Coordination of Police Wireless 

(DCPW), Intelligence Bureau (IB), National Crime Records Bureau (NCRB), National Institute 

of Criminology and Forensic Science (NICFS), and the National Police Academy (NPA). 
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5. RECRUITMENT 
 

The police in India is one of the biggest employers of manpower. The State Police Forces are 

about 14.49 lakhs strong, while the five Central Para Military Forces (BSF, CRPF, CISF, ITBP 

and Assam Rifles) alone have a combined strength of 5.28 lakhs. The total strength of the 

police thus is round about 2 millions. 

Recruitment to the state police is done generally at three levels - Constable, Sub-

Inspector/Asst. Sub Inspector and Deputy Superintendent of Police. In addition, there is 

recruitment to the IPS at the level of Assistant Superintendent of Police. 

Since Police Constable is the lowest rank in the force, recruitment to this rank is done 

directly. For the other ranks, vacancies are filled either by direct recruitment or by 

promotion. Recruitment of Sub-Inspectors and Dy. SP is done both by direct recruitment and 

by promotion. The quota for direct recruitment again differs from state to state, but generally 

it is 50%. Direct recruitment to the IPS is done only to the extent of 66&2/3% of the cadre 

strength and 33&1/3% of the posts are filled by promotion of officers from the State Police 

Service cadre. 

5.1 Constable 
The requirement for Police constable is different between states but in general the candidate 

should have cleared the Senior Secondary exam (10) to be eligible to apply for the position. 

For recruitment to the rank of Constable, most states have prescribed High School as the 

minimum educational qualification, though in some states like Bihar, Nagaland and Tripura, 

even primary or middle class passes as the minimum standard of qualification. The 

Committee on Police Training (1973) had recommended the High School examination or its 

equivalent to be the minimum qualification for recruitment to the rank of constable both in 

the civil and armed branches. The National Police Commission (NPC), 1980 had endorsed 

this recommendation. However it is evident that some states have not implemented these 

recommendations. 

Age: The age should be between 18 – 23 years. For the reserved category, there is a grace for 

2/5 years. The NPC had recommended that the minimum age for a constable’s recruitment 

should be 17 years and the maximum 21 years. These recommendations too have not been 

implemented in most states. The minimum age limit is 18 years in almost all the states and 

the upper age limit for general category candidates ranges from 20 to 27 years.  

Physical requirement: Generally for Constables, the minimum height is in the range of 

165cm (5’ 5’’) to 170.18cm (5’ 7’’), and for women it is 155 cms with relaxation of 2 cm for 
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persons belonging to hilly and tribal areas. The minimum chest measurement is generally 

78.70cm (31’’) unexpanded and 86.3cm (34’’) expanded. There should be a minimum of 5 

cms expansion in the chest. 

Selection Process: Constables are recruited on a district/battalion basis. Recruitment is 

generally made by a Board presided over by the District SP or the Commandant of an armed 

police battalion. In some states such as Rajasthan and Tamilnadu, the selection board is 

headed by an officer of the rank of a DIG or IG. The selection process involves physical 

measurement, efficiency test, written examination, interview, medical examination and 

police verification. Written exam is different for different states but generally it consist of 

one exam of 200 question which test general knowledge skills of the candidates.  

Once written exam is cleared, there is a physical test which requires the candidate to run for 

1 mile (1.6 kms) in 6 mins. For women it is 1 kms in 6 min. For the UP Police constable Bharti, 

the physical requirement test will consist for men to run 4.8 Kms in 35 mins while women 

have to run 2.4 Kms in 20 mins to be qualified. 

High Jump requirement of 4 foot and long jump of 12 foot. Some states require gola phek 

upto 16 foot (16 pounds gola). For women, they need to throw the gola upto 10 foot.  

5.2 Sub Inspector 
The minimum educational qualification for recruitment to the level of Sub-Inspector and Dy. 

SP is generally graduation in many states, except in the states of Andhra Pradesh, Arunachal 

Pradesh, Sikkim and Tripura. 

Age Limits: There is considerable variation in states about the age prescribed for 

recruitment to Sub-Inspectors. The minimum age limit is 19 to 21 years while the upper age 

limit varies from 24 to 31 years. There is usual age relaxation for the candidates belonging 

to Scheduled Castes and Scheduled Tribes.  For the post of Sub-Inspector in Delhi Police is 

20-25 years. 

Scheme of Examination: Usually the State Public Service Commission centrally recruits 

Sub-Inspectors. The procedure involves passing a physical efficiency test and a written 

examination followed by a mental ability test and an interview. 

Written Examination: There is no objective exam. The first exam will test candidate in 

General awareness, General Intelligence, Quantitative skills and English comprehension. 

Each part is worth 50 marks. Once the candidate clears the first test, there is a second test 

for English language and comprehension for a total of 200 marks. Once the candidate clears 

both the exams, he would be called for Physical test. 
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Physical Standard: 

For Male candidate height of 170 cms. Chest 80 cms with an expansion of 5 cms. 

Physical Efficiency(Endurance) Test(PET) ( For all posts) 

For male candidates only 

a) 100 meters race in 16 seconds 

b) 1.6 Kms race in 6.5 minutes 

c) Long Jump : 3.65 meters in 3 chances 

d) High Jump : 1.2 meters in 3 chances 

e) Shot put (16 Lbs.): 4.5 meters in 3 chances 

For female candidates only 

a) 100 meters race in 18 seconds 

b) 800 meters race in 4 minutes 

c) Long Jump: 2.7 meters (9 feet) in 3 chances. 

d) High Jump: 0.9 meters (3 feet) in 3 chances. 

5.3 Deputy Superintendent of Police 
Recruitment to the post of Deputy Superintendent of Police is made through a written 

examination followed by an interview. The Commission prepares a list of candidates in 

order of merit as determined on the basis of marks obtained and sends it to the 

government. DSP officer generally become SP of police in around 8-10 years. A candidate 

starting as a DSP can expect to rise to a level of Inspector General Police in a state. 

Requirements: 

  (1) The candidate must be a citizen of India. 

  (2) Minimum educational qualification – A candidate must hold a degree of any of 

the universities incorporated by an Act of the Central or State Legislature in India or 

other Educational Institutions established by an Act of Parliament. 

  (3) A Candidate must have attained the age of 21 (twenty-one) years and must not have 

attained the age of 30 (thirty) years on the first of January when the ads are posted. There 

is a relaxation for 5 years for SC/ST. For more information about the age, visit your state 

PSC commission website. 

  (4) There is a minimum physical requirement for becoming a state police officer. 

Minimum height requirement for men are 168 cms and for women is 155 cms. There is also 

minimum chest requirement of 84 cms and chest expansion of 5 cms. 
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Plan of Exam: The competitive exam consist of two successive exams. 

 (1) State Services Preliminary Examination (Objective types) for selection of candidates for 

Main Examination, and  

 (2) State Services Main Examination (written and interview) for selection of candidates for 

the various categories of services and posts. 

The preliminary examination will consist of two papers of objective type (multiple choice 

questions). 

Each paper will be set in accordance with the scheme given below 

Paper 1   General Studies    : 200 marks 

Paper 2   General Aptitude: 200 marks 

The prelims exam is only for screening. Marks obtained in this exam are not counted 

towards the final selection process. 

Main Examination will consist of a written examination and an interview test. 

(1) Written Examination – The Written examination will consist of seven papers of 

conventional essay type questions as given below: - 

Paper 1: General Studies 

Paper 2: General Studies 

Paper 3: General Hindi 

Paper 4 to Paper 7: Any two subjects have to be selected from the list of subjects. There 

would be two paper for each exam making a total of 4 papers. 

Every paper is of 300 marks and the interview is of 250 marks. 

5.4 Indian Police Service 
To become a Class 1 police officer in India, applicant has to clear the IPS (Indian Police 

Services) exam. It is a very competitive exam with more than 3,50,000 candidates taking up 

the examination out of which under 200 are finally selected. Recruitment to the Indian Police 

Service is done on the basis of a combined examination conducted by the Union Public 

Service Commission for all India and other allied services. A preliminary test is first 

conducted, which results in weeding out a large number of candidates. Those who qualify 

are allowed to appear in the main examination. The successful candidates are then put 
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through a personality test at the time of interview. A final list is prepared on the basis of 

performance in the main examination and in the interview. 

Educational and age requirement 

The candidate should be a citizen of India/ Nepal/ Bhutan and a graduate in any disciple to 

apply. He should be between the ages of 21 – 30 years but the age is relaxed by 5 years for 

certain category (SC/ST) candidates. 

Physical requirement 

Height – Male 165 cm & ST (not the SC/ OBC) – 160 cm 

Female 150 cm & ST (not SC/ OBC) - 145 cm 

Chest – Male Minimum 84 cm. Expansion 5 cm. 

Female Min 79 cm expansion 5 cm. 

Eye sight – 6/6 or 6/9 distant vision for good eye. 

6/12 or 6/9 for worst eye. Near vision J 1 for good eye. J2 for worst eye. 

Examination 

1. The exam consist of two parts. A preliminary (prelims) exam is held as a first level. This 

prelims exam consist of two papers – general studies and an optional subject. It is a multiple 

choice question exam and is used just for selecting candidates for the next level of exam 

(main exam). The marks from prelims are not added while preparing the final result. 

2. Once the candidate clears the prelims exam, they have to sit for the main exam. There is a 

list of subjects out of which two are compulsory and two are optional. Candidate can select 

any optional subject irrespective of the subject in which they hold a degree. This exam is very 

comprehensive and the candidate has to answer essay type questions. 

3. Once the candidates clears the main exam, they are called for a personal interview round. 

It consist of around 45 mins interview with the board in which they try to see candidate fit 

for the post. 

4. After the interview, marks from the main exam and interview are added and a final 

selection list is prepared which is called the merit list. 

Apart from clearing the UPSC exam, it is also possible to become an IPS officer after clearing 

the state PSC exam. It takes 8-10 years to become SP after clearing the state level exam. 
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6. TRAINING 
 

Most states have their police training colleges or academies that impart training to directly 

recruited Sub-Inspectors and Deputy Superintendents of Police and training schools for the 

training of constabulary. In addition, most central police organizations have established their 

own training institutions, which organize not only basic training for their officers but also 

specialized courses for them and for others. There are three Central Detective Training 

Schools under the Bureau of Police Research and Development, which organize special 

courses to train investigating officers in advanced scientific methods of investigating crimes. 

The National Institute of Criminology and Forensic Science under the Ministry of Home 

Affairs, Government of India runs training courses not only for police and forensic science 

personnel, but also for officers from other agencies of the criminal justice system. 

Four types of training courses are organized by police training institutions. These include:  

1. Basic induction level courses for fresh recruits. 

2. Pre-promotion in-service courses for those about to be promoted. 

3. Refresher courses. 

4. Specialized courses. 

6.1 Constables 
Duration of the training course for constables is 9 months. It takes place in the Police 
Training Colleges established in all the states. 
 
Indoor Training Module 
Phase – I 
1. Role of Police in Indian Polity and Police Organization 

II. Police Behaviour and Public 

III law 
IV duties of constables  
V procedural methods & skills 
VI police investigation 
VII: Field and Operational Training Module 

Institutional Training 
Phase II 
VIII (a) Case Studies and Simulation Exercises 
VIII (b) Duties of constables – experience sharing 
VIII (c) First Aid, Relief, Emergency & Fire Fighting 
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VIII (d) Problem Solving Exercises & Discussions – Major Acts / Minor Acts 
VIII (e) Written Communication 

VIII (f) Verbal Communication 

VIII (g) Word Processing, Spreadsheet and Database Management 

VIII (h) Field Skills: Photography and Police Communications 

 
Outdoor Training Module 
OD-I. Drill without arms 

OD-II. Arms drill 

OD-III Guards and Sentries 

OD-IV. Weapon Training 

OD V Crowd Control Drill & Techniques 
OD-VI Map Reading, Field Craft & Explosives 
OD-VII Traffic Drill 

OD- VIII Unarmed Combat & Self-defence Techniques 

OD-IX Firing Practice 

OD- X Driving Skills 

OD-XI Physical efficiency training 

OD-XII Games 

6.2 Sub Inspectors 
The training of directly recruited Sub-Inspectors is conducted at the police training colleges 
of the states. 
Duration: 12 months 
 
The Training Module: 
The training module is structured and designed as follows: 
1. Pre-institutional Training Module 
2. Institutional Training Module (Phase-I) 
3. Field & Operational Training Module 
4. Institutional Training Module (Phase-II) 
 
1. Pre-Institutional Training Module 
This scheme of training contemplates an informal pre-institutional training system through 
distance learning material like text books, reference books on law, police manual, Police 
Sciences and other connected subjects which are required to be prepared by a group of 
experts with reference to the functions & responsibilities of the Sub-inspectors / S.H.Os. A 
bench mark standard for physical fitness is also to be prescribed to the selected candidates 
who would be required to equip themselves with the standard so prescribed before they join 
training institution. This system will save quality training time in training institutions and 
facilitate appropriate focus on practical training, physical fitness, skills, attitudes and 
behaviour required for a professional police officer in the contemporary society. 
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2. Institutional Training Module 
Phase 1 
The first phase of institutional training module will be for a period of 7 months over 168 
working days consisting of 840 periods, each period having a duration of 45 minutes. During 
this period following subjects are to be covered. 
I. Republic of India - Role of the Police 
II. Administration and Police Organization 
III. Human Behaviour and Relationship Management 
IV. Law 
V. Criminology 
VI. Crime Prevention 
VII. Public Order Traffic & Security 
VIII. Investigation and Trial- Methods and Skills 
 
3. Practical Training Module in field and operational areas 
This training module will be for a period of 2 months spreading over 48 working days after 
the first phase of institutional training. This training will be imparted to the trainees in the 
field and operational areas with reference to the duties of S.H.Os, which would be performed 
by them on completion of training. This is also a module for application of the knowledge 
imparted to them in the first 6 months in the training institution. During this period the 
trainees would remain in the training institution and would be attached to the local police 
stations of the district in which training institution is located or Police Stations of other 
Districts. In this context, it would be useful that the Police Station selected for practical 
training are brought up to a level both in matter of personnel and infrastructure as 
experimented and recommended in Rajasthan, Tamil Nadu and Assam as part of UNDP 
Project. The trainees will have perform various duties of S.H.O. On the field they will be 
observed and guided by the instructors from the training institutions. The training 
institution would assess their field performance and review the work under taken by them 
once in a week to ensure immediate correction and give guidance at appropriate time. The 2 
months period will be apportioned for duties as follows. 
 
1) Prevention of Crime. 
2) Investigation of Crime. 
3) Maintenance of law & Order. 
4) Enforcement of Special and Local Laws. 
5) Security Duties. 
6) Traffic Regulation 
7) Large Scale Bundobast. 
8) Community Relationship 
9) Collection of Intelligence on Crime, criminal organizations, anti-social elements and 
extremists. 
On completion of this phase of training the trainee should return to training institutions for 
full time institutional training once again for the second phase. 
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4. Institutional Training Module 
Second Phase 
This phase of institutional training is very crucial and extends over a period of 3 months with 
over 72 working days having 360 periods. This is designed to reinforce and strengthen the 
training inputs provided through earlier modules. The module includes case studies 
simulation exercises, practical and field exercises, role-play etc. The trainee would also be 
exposed to first aid, relief, emergency and fire-fighting, problem solving exercises, hands on 
training on computers and training in communication skills. During this period final 
examinations will be conducted for the trainees and the successful candidates will be passed-
out from the training institution. 
 
5. Outdoor training 
Outdoor training module emphasizes development of stamina, endurance and certain 
practical skills including unarmed combat and weapon training etc. required for the 
constables during discharge of their duties. Another objective of the Outdoor Training will 
be to inculcate in trainees habit of undertaking physical exercise on regular basis to develop 
ability to withstand strain and stress of police functioning. The traditional militaristic 
training has been substantially reduced. The components of drill, which are required to the 
development of personality and bearing and to create an espirit de corps, have been retained. 
To break the monotony, games like basketball, football, hockey etc., are to be provided us, it 
helps to enhance the stamina of the trainees. The candidate will also be given opportunity to 
learn individual games like badminton, lawn tennis etc. The training for unarmed combat 
and self-defence techniques has been provided for to infuse expertise in trainees for self-
defence. Some time is also been earmarked for Yoga/ Meditation as part of training for stress 
management. 
During institutional training the trainees will have 3 periods of outdoor training excluding 
one period for games. The outdoor training period would be reduced to only two during their 
field and operational training. A total number of 816 periods has been earmarked for all 
types of outdoor activities. 
 
6. In-service Training 
This training module envisages In-service training subsequent to completion of Induction 
training with periodical intervals. All the Sub-Inspectors of Police are required to undergo 
pre-promotion training on completion of Qualifying years of service which could be after 6 
or 7 years’ service The Sub-Inspectors would also be required to undergo at least one in-
service course once in years on subject of topical interest and relevance in the field. In-
service training modules are required to be designed from time to time. The pre-promotion 
courses and In-service course are to be made compulsory and result of the test will be 
considered as a perquisite for promotion and award of recognition and medals during their 
career. 
 
7. Bridger of gaps and future needs 
This syllabus and training module provides for future needs for sub-inspector as frontline 
police officers closing the gaps existing in earlier modules. The training module is designed 
with strict reference to the field duties required to be performed by a sub-inspector / S.H.O. 
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The module prepares the trainees to work in a transparent and professional manner, 
enlisting partnership of public in police work. While emphasis is on improvement of 
knowledge, skill and scientific temper the training module is aimed at preparing them to be 
people friendly and professional during discharge of their duties. The training module also 
aims at infusing requisite expertise and confidence to keep them away from temptations or 
shortcut methods. The outdoor trainee is intended to ensure Physical fitness, Weapon 
training, unarmed combat and other skills needed. 
 
8. Methodology 
The methodology adopted is combination of conventional and contemporary system. The 
class room teaching methods through talk and chalk, use of teaching aids etc., stands 
reinforced through various techniques of learning methods such as Group discussions, role 
play, simulation exercises, practicals, hand on practices and on the field experience in 
operational duties. All these methodologies have been prescribed to activate the thinking 
process of the trainees and making the training interactive. This methodology can be 
standardized for a given period of time by development of case studies, editing of role-plays 
and designing of simulated exercises through serving and retired police officers that are 
known for their performance in the field duties. Exposure to use of information technology 
is introduced as all future police operations are linked with the computers. 
 
9. Nodal Institution 
The State Police Academy has to be a nodal institution to take up the task of production of 
text books, workbook, case study, audio visual training films etc. The institute has to take up 
these activities as a package, engages experts for preparation of the materials. 

6.3 Deputy Superintendent of Police: 
Training Module  
1. The Foundation Course 
The foundation course may be conducted along with other selected candidates for the Civil 
Services of the State covering subjects such as Constitution of India, Administrative Set-up, 
Inter-departmental Relationship, Socio-economic Environment, Special and Local laws 
specific to the States etc. The duration of the foundation course would be for a period of two 
months (48 days) consisting of 240 periods. 
 
2. Institutional Training Module (Phase - I) 
On completion of the training course, the trainee officials will be required to undergo first 
phase of institutional training module. The duration of this phase will be for a period of eight 
months (185 days) consisting of 925 periods (There will be a mid-term break of 7 days). 
Each period will spread over 45 minutes. During this period, following subjects will be 
covered: - 
I) Police in Modern India: 
II) Law:  
III) Criminology 
IV) Crime Prevention & Records 



 

Page 33 of 73 
 
Copyright © 2014 Rakshak Foundation. All Rights Reserved. 
 

V) Public Order, Traffic & Security 
VI) Investigation and Trial- Methods and Skills 
VII) Human Behaviour and Relationship Management 
 
3. Practical Training Module in field and operational areas 
This training will be imparted to the trainees in the field and operational areas with 
reference to the duties of DySP / SDPO, which would be performed by them on completion 
of training. This is also a module for application of the knowledge imparted to them through 
the theoretical training in the first 6 months in the training institution. During this period the 
trainees would remain in the training institution and would be attached to DySP/SDPO of 
the district in which training institution is located or DySP/SDPO of other Districts. The 
trainees will perform various duties in association with the Police Station SHO/DySP/SDPO. 
On the field they will be observed and guided by the instructors from the training 
institutions. The training institution would assess their field performance and review the 
work under taken by them once in a week to ensure immediate correction and give guidance 
at appropriate time. 
The 2 months (48 days) period will be apportioned for duties as follows. 
1) Prevention of Crime. 
2) Investigation of Crime. 
3) Maintenance of law & Order. 
4) Enforcement of Special and Local Laws. 
5) Security Duties. 
6) Traffic Regulation 
7) Large Scale Bundobast. 
8) Community Relationship 
9) Collection of Intelligence on Crime and criminal gangs, anti-social elements and 
extremists. 
On completion of this phase of training the trainee should return to training institutions for 
full time institutional training once again for the second phase. 
 
4. Institutional Training Module (Phase – II) 
This phase of institutional training is very crucial and extends over a period of 3 months 
extending over 72 working days having 360 periods. This training module is designed to 
reinforce and strengthen the training inputs provided through earlier modules. 
The module includes case studies simulation exercises, practical and field exercises, role-
play etc. The trainee would also be exposed to first aid, relief, emergency and fire-fighting, 
problem solving exercises, hands on training on computers and training in communication 
skills. During this period final examinations will be conducted for the trainees and the 
successful candidates will be passed-out from the training institution. 
 
5. Out - door Training 
Outdoor training module emphasizes development of stamina, endurance and certain 
practical skills including unarmed combat and weapon training etc. required for the DySPs 
during discharge of their duties. Another objective of the Out Door Training will be to 
inculcate in trainees habit of undertaking physical exercise on regular basis to develop ability 
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to withstand strain and stress of police functioning. The traditional militaristic training has 
been substantially reduced. The components of drill, which are required to sustain 
development of personality and bearing and to create an espirit de corps, have been retained. 
To break the monotony, games like basketball, football, hockey etc., is provided for which 
also enhance the stamina of the trainees. The candidate will also be given opportunity to 
learn individual games like badminton, lawn tennis etc. The training for unarmed combat 
and self-defence techniques has been provided for to infuse expertise in trainees for self-
defence. Some periods have also been earmarked for Yoga/ Meditation as part of training for 
stress management. 
During institutional training the trainees will have 3 period of outdoor training excluding 
one period for games. The outdoor training period would be reduced to only two during their 
field and operational training. A total number of 867 periods has been earmarked for all 
types of outdoor activities. 
 
6. Head Quarter Attachment Module 
On successful completion of second phase of institutional training and the passing of the tests 
prescribed in the institutional training, the successful candidates will be required to undergo 
attachment with district police office to acquaint themselves with various branches dealing 
with administration including financial management, attachment with armed police special 
branch for intelligence collection and analysis, district crime records bureau for 
documentation and analysis of crime records and their computerization, Forensic Science 
laboratory, Assistant Public Prosecutor and Government pleaders. 
 
7. In-service Training 
This training module envisages in-service training subsequent to completion of induction 
training with periodical intervals. The Dy Superintendent of Police would be required to 
undergo at least one in-service course once in year on subject of topical interest and 
relevance in the field. In-service training modules are required to be designed from time to 
time. All Dy Superintendents of Police should be required to undergo prepromotion training 
on completion of qualifying years of service, which could be 6 years. The pre-promotion 
course and in-service course are to be made compulsory and result of the test will be 
considered as an essential parameter for promotion and award of recognition and medal 
during their carrier. 
 
8. Bridging of Gaps and Future Needs 
This syllabus and training module provides for future needs for DySP/SDPO as frontline 
police officers closing the gaps existing in earlier modules. The training module is designed 
with strict reference to the field duties required to be performed by a DySP. The module 
prepares the trainees to work in a more transparent and open manner soliciting partnership 
of public in police work. While emphasis is on improvement of knowledge, skill and scientific 
temper the training module is aimed at preparing them to be people friendly and 
professional during discharge of their duties. The training module also aims at infusing 
requisite expertise and confidence to keep them away from temptations or shortcut 
methods. 
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9. Methodology 
The methodology adopted is combination of conventional and contemporary system. The 
class room teaching methods through talk and chalk, use of teaching aids etc., stands 
reinforced through various techniques of learning methods such as group discussions, role 
play, simulation exercises, practicals, hand on practices and on the field experience in 
operational duties. All these methodologies have been prescribed to activate the thinking 
process of the trainees and making the training interactive. This methodology can be 
standardized for a given period of time by development of case studies, editing of role-plays 
and designing of simulated exercises through serving and retired police officer that are 
known for their performances in field duties. Exposure to use of information technology is 
introduced as all future police operations are closely linked with the computers. 
 
10. Nodal Institution 
The State Police Academy has to work as a nodal institution to take up the task of production 
of text books, workbooks, case study, audio visual training films etc. This institute has to take 
up these activities as a package, and may engage experts for preparation of these materials. 

6.4 IPS Officers 
Officers recruited to the IPS are trained in the National Police Academy at Hyderabad, after 
a foundational training course with officers of other All- India Services at the Lal Bahadur 
Shastri National Academy of Administration at Mussorie in Uttar Pradesh. The purpose of 
the foundational training course is to provide an understanding of the constitutional, 
economic and social framework within which the All India Service officers are required to 
function and to give them an idea of the basic principles of administration, functioning of the 
government machinery etc. This is followed by a basic training course of 44 weeks, after 
which they are attached to some organizations. They come back to the Academy for a second 
phase of two weeks training after completing their field attachments and district training. 
 
Training Module 

The Basic Training of newly recruited officers to the Indian Police Service consists of the 

following: 

1. Foundation Course for 15 weeks. 

2. Basic Course Training Phase-I for about 46 weeks. 

3. Study-cum-cultural Tour for 2 weeks. 

4. Attachments with Army & CRPF for a week each. 

5. Attachments with/visits to Central Police Organizations at Delhi and Bureau 

of Parliamentary Studies and Training. 

6. District Practical Training for about 28 weeks. 

7. Phase-II Training for 04 weeks.  
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Indoor Subjects   

1. Police in Modern India 

2. Indian Evidence Act, 1872  

3. Indian Penal Code, 1860           

4. Code of Criminal Procedure, 1973 

5. Special Laws       

6. Crime Prevention & Criminology                       

7. Investigation-I                 

8. Investigation -II      

9. Forensic Medicine         

10. Forensic Science (Theory & Practicals)   

11. Maintenance of Public Peace and Order       

12. Internal Security       

13. Police Leadership and Management    

14. Ethics and Human Rights    

15. Information & Communication Technology     

 

Outdoor Subjects 

A. Physical Fitness          

B.  Drill        

C. Weapon Training and Firing    

D. Equestrian       

E. First Aid and Ambulance Drill    

F. Swimming        

G. Field Craft & Tactics and Map Reading        

H. Ceremonial Drill & Sword Drill    

I. Unarmed Combat      

J. Yoga      
 
Training Methodology: 

 Interactive Lectures 

 Demonstrations 

 Simulated police environment (arduous nature of work, unpredictability) 

 Use of audio-visual aids, Computers, etc. 

 Use of films 

 Simulated crime scene investigation  

 Case studies 
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 Simulated public order scenarios 

 Field visits 

 Debriefing Presentations 

 Panel/Group/Open-house discussions 

 Role Plays 

 Moot Court 

 Quizzes 

 Recap 

 Public speaking and communications/presentation skills 

 One minute drills 

 Snap tests 

 Counselling 

 Practical hands-on exercises 

 Project work  

 Presentations 

 Assignments 

 Experience sharing 

 Night exercises 

 Self-study 

 Remedial training 

 Interaction with eminent personalities from various fields 

 Study-cum-cultural tour 

 Periodical Tests and Examinations 

 Attachments  

 On-the-job training 

 

Posting 

Once the new officers complete their training, they are allotted state cadre which means that 

they have to work within the state. The cadre system assign a state to each officer where he 

has to work. Being a central service, candidate can get a cadre from a different state than 

which they belong too. The trained officer are posted as Additional Superintendent of Police 

(ASP) which is a Class 1 position. Most of the officer can expect to retire as ADGP (Addl. 

Director General of Police) or DGP (Director General of Police) as the promotion are mostly 

based on the seniority. An IPS officer can also go for deputation to central government posts. 
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6.5 Other Courses 
In the case of lower ranks, successfully completing prescribed training courses is mandatory 

to get promotion to the next rank. Training courses conducted for this purpose are called 

pre-promotion courses. Besides the above, refresher courses are also conducted at periodic 

intervals to sharpen the professional skills of police personnel and bring about the required 

changes in their attitudes. 

Specialized training courses are also conducted on different subjects. These are organized 

both by the police and other training institutions. Since the focus of the Indian Police Service 

is to train officers to be sound administrators and managers, institutes that specialize in 

management, public administration and behavioural sciences are often used for the purpose 

of imparting specialized training. Some of the subjects covered by the specialized training 

courses include: 

 Advanced Techniques of Scientific Investigation  
 VIP Security 
 Dealing with problems of Insurgency/ terrorism 
 Detection and Disposal of Bombs/Explosives 
 Computer Applications 
 Management/Public Administration 
 Forensic Science 
 Vigilance and Anti-corruption 
 Dealing with special crimes, like those against women and children 
 Drugs/Narcotics 
 Training of Trainers 
 Human Rights 
 Radio Wireless 
 Traffic 
 Commando Training 
 Intelligence 
 Rock Climbing/ Mountaineering 
 Cyber Crimes 
 Field Craft/ Tactics 

7. COMPENSATION 
 

Detailed information about pay grade of police officer in India. These salaries are for 

union territory of India but the state salary are not very different than 

these salary mentioned below. Information about the Perks and allowance for which a 

Police officer is entitled to is also included. 
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S.No Police Position (After 6th Pay Commission) 

1 Commissioner of Police, Delhi salary Apex Scale Rs.80000/-(fixed) 

2 Special Commissioner of Police salary PB-4 Rs.37400-67000+ Grade Pay 
Rs.12000/- 

3 Joint Commissioner of Police salary PB-4 Rs.37400-67000+ Grade Pay 
Rs.10000/- 

4 Addl. Commissioner of Police salary PB-4 Rs.37400-67000+ Grade Pay 
Rs.8900/- 

5 DCP(IPS) Selection Grade salary PB-4 Rs.37400-67000+ Grade Pay 
Rs.8700/- 

6 DCP(IPS)JAG salary PB-3 Rs.15600-39100+ Grade Pay 
Rs.7600/- 

7 DCP(IPS)Senior Time Scale salary PB-3 Rs.15600-39100+ Grade Pay 
Rs.6600/- 

8 DCP(IPS)(Junior Time  Scale) salary PB-3 Rs.15600-39100+ Grade Pay 
Rs.5400/- 

9 DCP(DANIPS)JAG-I(non-functional) salary PB-4 Rs.37400-67000+ Grade Pay 
Rs.8700/- 

10 DCP(DANIPS)JAG salary PB-3 Rs.15600-39100+ Grade Pay 
Rs.7600/- 

11 ACP(DANIPS)Selection Grade salary PB-3 Rs.15600-39100+ Grade Pay 
Rs.6600/- 

12 ACP(DANIPS)(After 4 yrs. service) salary PB-3 Rs.15600-39100+ Grade Pay 
Rs.5400/- 

13 ACP(DANIPS)(Entry Grade) salary PB-2 Rs.9300-34800+ Grade Pay 
Rs.4800/- 

14 Inspector salary PB-2 Rs.9300-34800+ Grade Pay 
Rs.4600/- 

15 Sub Inspector & SI(SAST) salary PB-2 Rs.9300-34800+ Grade Pay 
Rs.4200/- 

16 Asstt.Sub-Inspr.(Stenographer) salary PB-1 Rs.5200-20200/-+ Grade Pay 
Rs.2800/- 

17 Asstt.Sub-Inspector(Driver) salary PB-1 Rs.5200-20200/-+ Grade Pay 
Rs.2800/- 

18 Asstt. Sub-Inspr./Sub-Inspr.(Storeman Tech.) 
salary 

PB-1 Rs.5200-20200/-+ Grade Pay 
Rs.2800/- 

19 Asstt. Sub-Inspr./Sub-Inspr.(Radio Tech.) 
salary 

PB-2 Rs.9300-34800+ Grade Pay 
Rs.4200/- 

20 Asstt. Sub-Inspr./Sub-Inspr.(Wireless 
Operator) salary 

PB-2 Rs.9300-34800+ Grade Pay 
Rs.4200/- 

21 Asstt. Sub-Inspector salary PB-1 Rs.5200-20200/-+ Grade Pay 
Rs.2800/- 
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22 Head-Constable(Driver) salary PB-1 Rs.5200-20200/-+ Grade Pay 
Rs.2400/- 

23 Head-Constable salary PB-1 Rs.5200-20200/-+ Grade Pay 
Rs.2400/- 

24 Constable Salary PB-1 Rs.5200-20200/-+ Grade Pay 
Rs.2000/- 

Table 2: Compensation

 Perks and Other Allowances  

PARTICULARS OF 
ALLOWANCE 

DESIGNATION RATES(REVISED 
AFTER 6TH CPC) 

(i) Training allowance Admissible to non-gazetted 
police officers 

Rs.80/-PM 

(ii)Metropolitan 
allowance 

Sub-Inspectors. Rs.180/-PM 

 ASI, Head Constables and 
Constables 

Rs.120/-PM 

(iii)Uniform Allowance Admissible to IPS officer/ 
DANIPS officers 

Initial – 
Rs.14000/- 

 Renewal-(after every three yrs.) Rs.3000/- 

(iv)Kit Maintenance 
Allow. 

I.P.S. Officers Rs.300/-PM 

  Rs.160/-PM 

(v)Washing Allowance Const. to Insprs. Rs.60/-PM 

(vi)Conveyance 
allowance 

i)Constable & HCs for 
maintaining cycles 

Rs.60/-PM 

 ii)ASIs to Inspector for 
maintaining Cycle 

Rs.300/-PM 

(vii)Ration Money Constable to Inspector Rs.861/- 

(viii)Commando 
Allowance 

Constable Rs.100/-PM 

 Head Constable Rs.150/-PM 

 Sub-Inspector Rs.200/-PM 
Table 3: Allowances 

8. PERFORMANCE APPRAISAL 
The quality of Performance Appraisal in the police organization is in no way better or worse 
than the one available in most of the governmental departments. The standard mode of 
Performance Appraisal is filling in Annual Confidential Reports or Annual Performance 
Appraisals at the end of a year. The ACR forms and performance appraisal performs in police 
and those applicable to the rest of the employees of various governmental services are 
common. The existing performance appraisal techniques intend to do an evaluation of the 
personality traits of the policeman concerned. Such an evaluation is often subjective in 
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nature and tends to depend largely on the personal whims, eccentricities, likes and dislikes 
of the assessing office. The secrecy syndrome shrouding the system makes the situation still 
worse. 
 
Shortcomings & Drawbacks 
Some of the defects and drawbacks of the existing PA system in the police organization are 
the following: 
1. The PA system is stereotyped, orthodox and traditional in nature. 
2. No specific and efficient modes of appraising the performance of each policeman in his 
particular position are available. 
3. The system tends to be tainted by subjective and personal considerations. 
4. There is lack of clarity as objectives and goals for each man and each rank are often not 
spelled out properly and in advance. 
5 There is often only one assessment at the end of the year and the junior subordinate hardly 
gets an opportunity to reform or improve himself in the absence of intermittent evaluation 
of his performance. 
6. The system is unduly secretive in nature. 
7. The system lacks adequate communication between seniors and juniors with reference to 
performance objectives and working conditions, 
8. The system of PA is monotonous, dull and routine. 
 
The Bottle Necks 
Some of the elements which work at cross-purposes in the system of performance appraisal 
in police could be the following: 
1. Policemen of all ranks often remain overburdened with routine and unpredictable 
workload; hence they find it difficult to maintain the requisite quality in job performance. 
2. The senior officers have neither time nor scientific tools to control the quality of their 
subordinate's job performance. 
3. Each and every task performed by the junior subordinates does not get subjected to a 
critical test. 
4. It is often felt that SHOs lack the qualities of becoming efficient leaders and therefore they 
can neither control nor guide their subordinates properly on various matters pertaining to 
their job performance. Consequently, the significant aspects of PA suffer from some sort of 
cruel negligence. 
5. In a nutshell, the much awaited development of human potentials in police personnel as 
part of organizational development suffers from a vigorous loss of time and energy because 
of the defective PA system in police. 
 

9. WELFARE 
A Policeman’s job is very tough and arduous. Long hours of duty and the monotonous nature 
of work have an adverse impact on this health, apart from depriving him of normal comforts 
and consolations of family life. The policemen are exposed to both physical and mental stress 
which takes a heavy toll, not only in respect of their health but also their behavior and 
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conduct. The environment in which they have to work, the persons whom they come into 
contact and deal with, exposes them to many undesirable influences and temptations. The 
serious risk to life and bodily injury to which the policemen are exposed, on the call of duty, 
make the families vulnerable and insecure. The rigours of discipline and restriction on them 
underline the need for a sound and effective welfare policy apart from a responsive 
grievance redressal mechanism. Several welfare schemes, mechanism for grievances 
redressal and sports facilities have been instituted for policemen and their families in the 
different police organizations. 
 
Administration of Welfare Activities 
The Welfare Division of the DGP Office functions under the direct control of Addl. DGP/IGP 
(Welfare and Sports) who reports to DGP. IGP is assisted by an officer of the rank of DIG / 
AIGP in his day-to-day activities. 
The welfare and other related activities for the police personnel and their family members 
are carried out under the auspices of units like Police Welfare Society, Policemen's Family 
Welfare Society, and Police Employees Benevolent Fund. Police Health Care and Family 
Welfare Trust and Police Employees Welfare Association etc. DGP holds the ex-officio 
position of Chairman / President for various societies and committees. All the committees/ 
boards/ trusts/ associations/ societies at the state level consist of such members as 
prescribed by the rules and byelaws made for the purpose in respect of each scheme. These 
Committees/boards/trusts/associations/societies conduct their business as per byelaws 
and rules framed thereunder. 
 
Funds: 
Various funds are constituted which are managed professionally in accordance with the 
Rules, and such executive directions as issued by the Management Committee from time to 
time. 
• Police Welfare Fund 
• Police Education Fund 
• Police Widow Fund 
• Police Commemoration Day Flag Fund 
 
Police Welfare Fund 
Police Welfare Fund is mainly funded by the periodical grants-in-aid received from the state 
government, as well as income generated from various sources which is accepted only with 
the permission of state government. 
 
The Facilities 
The corpus of Welfare Fund is invested with various banks, financial institutions etc. in order 
to generate the maximum returns with security. The income so generated is used for 
extending interest free loans to the wards of non-gazetted police officers (i.e. of and below 
the rank of Inspector of Police and equivalent). Such loans are given for the marriage of 
daughter/son, self and dependent sister. The maximum limit of marriage loan should be 
Rs.25,000/- in the case of marriage of daughter; Rs.10,000/- for the marriage of son; 
Rs.7,500/- for self-marriage and Rs.10,000/- for marriage of dependent sister. The loan 
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sanctions should be in consonance with repayment capacity of the individual officer. The 
loan will be recovered in appropriate installments. Interest free loans should also extended 
for meeting any emergent expenditure on any medical treatment. Such interest free medical 
loans to the extent of Rs.15,000/- may be given only if the officer or his dependent family 
members suffer from a disease of a grave nature and reimbursement facilities are not 
available/cannot be availed under the Government rules or any other scheme of the 
Department. In certain grave situations, where the ailment is life-threatening and urgent 
surgical intervention is necessary, interest free advances can extended, which should be paid 
in lump sum, on the receipt of reimbursement money by the officer. The medical loans are 
normally extended to the non-gazetted officers. However, in exceptional cases, medical 
advances may be given to other officers also. In rare case, where no other assistance is 
available medical grant not exceeding Rs.25,000/- may also be sanctioned. Normally, only 
one type of loan is sanctioned at a time and therefore no request is entertained for a loan in 
case there is an outstanding loan from any welfare scheme. 
 
Unit Police Welfare Fund 
The districts/units may also maintain Unit Welfare Fund, Corpus for which is provided by 
the State Police Welfare Fund or from the income derived from other legitimate and 
authorized sources etc. The Superintendent of Police/Commandant or Unit Officer may 
sanction interest free medical loan upto Rs.5,000/- in emergent cases. Such loan will be 
recovered in installments of Rs.500/-. The Unit Officers are required to submit detailed 
annual audited accounts to the office of the IGP (Welfare) as per orders in force. 
 
Other Sanctions 
Apart from the loans mentioned above, there are number of other activities relating to 
welfare of the police personnel and their families, which are partially or completely funded 
from the Central Welfare Fund. Liberal assistance may be given in the form of grant and loan 
for establishment of computer training institutes in collaboration with reputed and well 
established computer training companies, so that the children of the police personnel could 
acquire computer skills and related vocational qualifications recognized by the government. 
The assistance is also provided for construction of the police rest houses for the non-gazetted 
police personnel at district headquarters. A nominal charge may be collected from the 
visiting police personnel to meet the recurring expenditure towards maintenance and 
upkeep. Refundable interest free loans are also provided for establishing LPG godowns, 
cooperative stores at district / battalion headquarters. From time to time, certain assistance 
may also be provided for arranging medical camps for the police personnel and their family 
members. 
 
Co-operative Welfare Store 
Departmental stores can be operated by Employees Welfare Association. It can supplies 
items of daily necessity to police families at competitive rates. This departmental store can 
also act as a Nodal Agency for supply of various office items such as furniture, stationery, 
uniform cloth, liveries and other general supplies to the police Department and sister 
departments and state public undertakings. 
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Police Education Fund 
Corpus for Police Education Fund can be generated from the monthly subscription collected 
from the officers. The rates of subscription can be Rs.20/- from the rank of Sub- inspector 
and below and Rs.30/- from the rank of Inspector and above. A similar contribution is also 
collected from the ministerial staff wherein the officers of Junior Assistants and below 
contribute Rs.20/- and other ministerial staff contributes Rs.25/- per month. The officers of 
DSP and equivalent ranks also contribute Rs.50/- per month. Out of the subscription and 
income generated from the Education Fund, which is invested in various banks, financial 
institutions etc., the following benefits are extended to the non-gazetted officers. Such 
benefits are restricted to two children only. Important provisions with regard to grants from 
this fund are as follows: 
A. Children of Police officers from the rank of PC to Inspector including ministerial staff 
scoring 60% or corresponding grade point average in the SSC and joining higher courses can 
be given one time grant of Rs.1, 000/- 
B. Children of Police officers from the rank of PC to Inspector including ministerial staff 
scoring 80% or corresponding grade point average and above in SSC and joining higher 
courses can be given one time grant of Rs.2, 000/- 
C. Children of Police officers from the rank of PC to Inspector including ministerial staff 
scoring 75% or corresponding grade point average and above in Intermediate/10+2 course 
and joining higher classes like B.A/B.Sc./M.A/M.Sc. etc., are given one time grant of 
Rs.3,000/- 
D. Children of Police officers from the rank of PC to Inspectors including ministerial staff 
undergoing professional courses such as BE, BBA, B.Tech, M.Tech, MBA, MBBS, BCA, MCA, 
LLB etc. and scoring 60% can be granted educational aid of Rs.3, 000/- 
E. Children of Police officers from the rank of PC to Inspectors including ministerial staff 
undergoing professional courses such as BE, BBA, B.Tech, M.Tech, MBA, MBBS, BCA, MCA, 
LLB etc. and receiving 80% will be given educational aid of Rs.6, 000/- 
F. The loan facility is also available for DSP who are regularly contributing to the educational 
fund. The DGP may grant special interest free loan up to Rs.20,000 for needy officers whose 
children are going abroad for studies.  
 
Police Widow Fund 
The Police Widow Fund formed and sustained primarily by subscriptions received from the 
police officers. The monthly subscription may as per the norms decided in this regard by the 
respective organizations and the State Govt. The Widow Fund thus collected is retained to 
the extent of 50% by the concerned unit and the remaining amount is deposited with the 
Welfare Division of DGP office. Apart from the above subscription, the non-gazetted police 
officers also make a one-time contribution of Rs.200/- at the time of recruitment, which is 
sent to the Welfare Division of DGP office. The widows of the non-gazetted police officers 
may be given a one-time grant, lump sum grant, are suitable an additional amount if death 
occurs be due to a violence of extremists. 
 
Police Commemoration Day Flag Fund 
On the occasion of Commemoration Day observed on 21st October of each year, 
commemoration day flag stickers are sold to the general public @ Rs.5/- voluntary 
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contribution of each. The fund so generated is used for extending assistance to the families 
of deceased police personnel for medical care and educational need of minor children. The 
funds could also be used for similar benefits for in-service personnel and their families in 
emergent situations. The districts may also be permitted to retain part of the collections 
made on the sale of flag stickers and the amount could be used by the Superintendents of 
Police for the purpose of extending small interest free loans / assistance in cases of grave 
medical emergencies for the deceased police personnel staying in their jurisdiction and in-
service personnel and their families. 
 

10. REWARDS 
In an organization like police, risk, danger and adventure remain ever present in the job 
performance. Motivations of varied sort, therefore, play a significant role in the professional 
life of the policemen. Provision for giving rewards for exceptional and commendable 
performance, has to be naturally an integral part of the overall police functioning. Rewards 
for such a performance are given to the subordinate ranks, senior officers and even to the 
public. Such rewards can be given by the senior officers to the juniors and to the public. 
Governments, both State and Central, make adequate provisions for rewarding the 
commendable performance by the policemen and public. 
Such rewards can be of the following categories: 
1. Appreciation letters and commendation certificates 
2. Cash Rewards 
3. Reward in the form of Weapons 
4. Merit certificates 
5. State Govt. Rewards 
6. Rewards by Central govt. 
7. Medals 
8. Other Rewards 
 

11. TRANSFERS 
Transfer and postings are integral parts of administration. These are effective tools of 
providing continuity and change to an organization. They are essential for the meaningful 
survival and organizational effectiveness. Transfer and postings are also the important 
methods of HRD, innovation, motivation and proper utilization of manpower in any 
organization. These methods should be used keeping in mind the basic principles involved 
in their execution. Transfers and postings should not be done too frequently nor should an 
individual be allowed to stay on a particular posting for unduly long period of time. Transfers 
and postings should always be affected in the public interests and for the organizational well-
being. 
Postings and Transfers in Police Organization 
Postings and transfers of Police Officers are regulated by the Government under statutory 
provisions and guidelines issued from time to time. The Government has powers of transfer 
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of all Officers. These powers have been delegated, to the extent considered appropriate to 
the Officers at various levels. The general policy of the transfer is that no officer should be 
transferred within a stay of 3 years on a post without valid reasons and should not be 
retained at a particular post for more than 5 years, and that, transfers should generally be 
made during summer vacation and first week of the month and that they are not used as a 
punishment, that the vacancies in rural and remote areas should not be left unfilled, and that 
personal preferences of employees should be accommodated subject to administrative 
requirements/convenience and the suitability of individual. 
 
 
The Transfer Authorities 
The authorities empowered to order transfers and postings of various levels of 
Officers in Police Department are given below: 
A. Government in respect of all IPS Officers 
B. Government in respect of all wings of State Service Officers of the rank of Addl. SP and 
above including Officers of such levels in Communication, Transport and other wings of the 
Department. 
C. DGP in respect of Dy. Supdt. of Police and their equivalent ranks in all other wings of the 
police department in consultation with the Government as prescribed/recommendation of 
the police establishment committee. 
D. Addl. DGP/CP Zonal/Unit Heads, in respect of Sub- Inspectors (Inter-district or to other 
unit only), Inspectors or equivalent ranks. 
E. SP in charge of Districts or other Unit Heads of equivalent rank in respect of all officers of 
ranks of Sis, ASIs, HCs and Constables within the Unit. The SDPOs should have power to 
transfer Constables in their jurisdiction. 
F. The Government is the Cadre controlling authority for IPS in the State. All proposals of 
postings, deputations, training etc. of IPS officers shall ordinarily be initiated by DGP as Head 
of Police Department and the Government would issue appropriate orders on his proposals. 
However, nothing will preclude the Government from issuing such orders, as deemed fit, 
directly. 
G. All authorities with powers of transfer shall comply with the policy guidelines of the 
Government and the Department with regard to transfers as stipulated from time to time. 
 

12. PROMOTIONS 
 
Promotion to Various Ranks 
The recruitment and promotion to the different ranks of the State subordinate Police 
Service are governed by the provisions of the Subordinate Police Service Rules of the 
respective State. 
Members of the Service, who are directly recruited to the service, enter in the 'Junior Scale' 
and hold the posts of Sub-Divisional Police officers or equivalent posts and are designated 
as Assistant Superintendent of Police. Those of the "Senior Scale" are appointed as 
"Superintendents of Police" and hold charge of districts or other equivalent posts. A 
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member of the service will be eligible for appointment to the Junior Administrative Grade 
after completion of the 9lh year of service calculated from the year of allotment assigned to 
him. He will be entitled to draw pay in the Junior Administrative Grade only on 
appointment to that grade. This grade is nonfunctional and shall be admissible without any 
screening, of all the officers in the senior time-scale who have completed 9 years of service. 
A member of the service will be eligible for appointment to the Selection grade after 
completion of 13 years of service calculated from the year of allotment assigned to him. He 
will be entitled to draw pay in the selection grade only on appointment to that grade. 
Appointment to the Selection Grade and to posts carrying pay above the selection grade of 
pay in the Indian Police Service will be made by selection on the ground of merit and 
suitability with due regard to seniority. 
 
Promotion of IPS Officers 
Appointment to the rank of Director General of the Police organization is made by selection 
from among the officers who hold the rank of Director General of Police as per the 
provisions of the Police Act of the respective State police. If there are more than 2 DGsP, 
promotion to the rank of Director General of Police is made from the rank of DGsp and 
Additional Directors General of Police. Promotion to the rank of Additional Directors 
General of Police is made from the rank of Inspectors General of Police. Promotion to the 
rank of Inspectors General of Police is made from the rank of Deputy Inspectors General of 
Police. Promotion to the rank of Deputy Inspectors General of Police is made from the rank 
of Superintendents of Police. Appointments to the Selection Grade in the Indian Police 
Service are made by selection from the rank of Superintendent in the senior scale of pay. An 
Assistant Superintendent will be eligible for promotion to the senior scale of the Indian 
Police Service after completion of the period of service in the junior scale as prescribed by 
the Government from time to time and he shall be promoted in the earliest possible 
vacancy of Superintendent occurring after completion of that period of service, subject to 
his fitness to hold the higher post. 
 

13. POLICE IN OTHER COUNTRIES 

13.1 Japan 
Organizational description 

One of the major characteristics of Japanese police is that public safety commissions have 

administrative supervision over the police. The public safety commission was established 

during the post war police reform in order to maintain political impartiality and keep police 

from being self-centered by letting citizens’ representatives control the police. The national 

police agency is subordinate to the national public safety commission, headed by the 

commissioner general. It does not carry out enforcement activities but plans the policing 

system and provides the bases of police activities such as police communication, training, 
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equipment and criminal identification. It provides various training programs to senior 

officers from prefecture police and conducts academic research on police issues. 

The police officers are classified into the following nine ranks in Japan: 

 Superintendent General (Keishi-sokan) 

 Superintendent supervisor (Keishi-kan) 

 Chief Superintendent (Keishi-so) 

 Senior superintendent (Keishi-sei) 

 Superintendent (Keishi) 

 Police inspector (Keibu) 

 Assistant police inspector (Keibu-ho) 

 Police sergeant (Junsa-bucho) 

 Police officer (Junsa) 

Police officers in prefecture police forces are employed by each prefecture as local public 

servants and most work for the same prefecture police force until retirement. They start 

their career as the rank of police officer, and are generally promoted to higher ranks after 

passing promotion tests. Their performance and seniority are also considered in promotion 

process. Those who successively pass promotion tests can be promoted to police inspector 

in their early thirties. Then they can be promoted to superintendent and senior 

superintendent after screening of years of performance. Officers recruited by prefecture 

police services are hardly ever promoted to chief superintendent or higher. The officers who 

are supposed to be leading members of prefecture police are dispatched to national police 

agency for two or three years. 

Recruitment & Training 

Education wise, all police recruits must be high school graduates. Approximately 40% of 

them also have a degree from a 4 year university. For comparison, 93% of Japan's general 

populace are high school graduates while 33% are college graduates. 

 All Japanese police recruits undergo a standardized curriculum set by Japan's National 

Police Agency. High school graduates undergo 1 year of police school. After which, they are 

given "hands on" experience through three months of field work. Once the 3 months are over, 

the recruits then return for 6 more months of training and discussions about what they 

experienced. College graduates undergo a slightly different system. While they must also 

experience 3 months of field work, they only attend police school for 8 months beforehand 

and 4 months after. Approximately 5% of all Japanese police candidates fail to complete the 

course. 
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A distinct aspect of Japanese police training is the focus on developing an officer's social skills 

and moral judgment. At the Tokyo police academy, Confucianism, bushido (the way of the 

samurai), and psychology comprises 10% of the total curriculum for high school graduates 

and 8% of the total curriculum for college graduates. Officers continue to receive training 

throughout their careers. Each year, a random selection of approximately 42,000 officers 

take technical courses which last between 3 weeks to 1 year. Officers promoted to the rank 

of sergeant must undergo 3 months of training at a regional training facility. Officers 

promoted to the rank of assistant inspector must undergo 2 months of training. New 

inspectors must experience 6 months of training at the national police college in Tokyo. 

13.2 United Kingdom 
Organization of police forces 

As all police forces are autonomous organizations there is much variation in organization 

and nomenclature, however outlined below are the main strands of policing that makes up 

police forces: 

 All police forces have teams of officers who are responsible for general beat duties 

and response to emergency and non-emergency calls from the public. These officers 

are generally the most visible and will invariably be the first interface a member of 

the public has with police. In general terms these officers will normally patrol by 

vehicle (though also on foot or bicycle in urban areas). They will generally patrol a 

sub-division or whole division of a police force area or in the case of the Metropolitan 

Police Service, a borough. Nearly all police officers begin their careers in this area of 

policing, with some moving on to more specialist roles. The Metropolitan Police 

Service calls this area of policing 'Response Teams', whilst other forces use terms 

such as 'patrol', 'section' and other variations. 

 Most local areas or wards in the country have at least one police officer who is 

involved in trying to build links with the local community and resolve long term 

problems. In London, the Metropolitan Police Service addresses this area of policing 

with Safer Neighbourhood Teams. This entails each political ward in London having 

a Police Sergeant, two police constables and a few PCSOs who are ring fenced to 

address problems and build community links in their respective wards. Other police 

forces have similar systems but can be named 'Area officers', 'Neighbourhood 

officers', 'Beat Constables' and a number of other variations. 

 Criminal Investigation Departments (CID) can be found in all police forces. Generally 

these officers deal with investigations of a more complex, serious nature, however 

this again can differ from force to force. Most officers within this area are detectives. 

Depending on the force in question this area of policing can be further divided into a 

myriad of other specialist areas such as fraud. Smaller forces tend to have detectives 
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who deal with a wide range of varied investigations whereas detectives in larger 

forces can have a very specialist remit. 

 All police forces have specialist departments that deal with certain aspects of policing. 

Larger forces such as Greater Manchester Police, Strathclyde Police and West 

Midlands Police have many and varied departments and units such as traffic, 

firearms, marine, horse, tactical support all named differently depending on the force. 

Smaller forces such Dyfed Powys Police and Warwickshire Police will have fewer 

specialists and will rely on cross training, such as firearms officers also being traffic 

trained officers. The Metropolitan Police, the largest force in the country, has a large 

number of specialist departments, some of which are unique to the Metropolitan 

Police due to policing the capital and its national responsibilities.  

Recruitment & Training 

Discussion of training in the British police needs to distinguish between that run for 

probationary constables when first recruited, specialist training in particular subject areas 

and tasks and that offered at a higher level as officers are promoted in the rank hierarchy. 

Applicants to the police service must be at least eighteen years of age and a British, Irish or 

Commonwealth citizen. There is no upper age on joining the force, although in practice few 

forces will not accept those over the age of fifty. There are no specific educational 

qualifications that applicants must possess, but candidates should have achieved a good 

educational standard. However, regardless of the educational attainment, there is a police 

initial recruitment test that is taken by all candidates and they must undergo health tests and 

the national job related fitness test. For the first two years of service, candidates remain on 

probation, and are subject to continuous training – much of which is carried out in the 

workplace. 

Every new recruit goes through exactly the same basic training programme, which lasts 15 

weeks at a National Police Training Centre and is followed by further training on the job. 

Recruits are then on probation for two years before they become fully-fledged police officers. 

Training is in four stages. Recruits spend two weeks at their local force training centre, 

familiarizing themselves with police procedures and with the law. They will receive their 

uniform and make an official declaration as a police constable before a local magistrate. 

There then follows a 15-week intensive residential course with continual assessment and 

exams. Strenuous physical activity, self-defence training, and teaching on the law, how to 

understand the criminal mind, and how to treat people fairly, are all part of the course. 

After this, trainees return to their home force and are allocated an experienced tutor 

constable who guides them through the routines of police work. You are then considered 

suitable for independent patrol, and pass on to more advanced training. After two years’ 
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probation they will be required to attend further training locally before being appointed to 

the rank of constable. 

While there is no system of direct entry for officers – in other words, all recruits commence 

as constables. The high potential development scheme is designed to identify future senior 

leaders in service. Through provision of intensive training and education, these officers are 

fast tracked through to the rank of chief inspector within approximately seven years of 

joining. 

In addition to this training, the police service provides numerous programmes on wide range 

of subject areas of specialist interest. As with much else in policing in the United Kingdom, 

the arrangements for training on topics such as community relations, informant handling, 

use of information and communication technology and many other topics vary enormously. 

Most forces have in-house training department that may provide programmes directly or 

that will help force to determine training needs and contract these out to private consultants 

or universities. 

13.3 United States 
The structure of American policing can be divided into three categories: federal, state and 

local. Responsibility of policing lies primarily with local government in United States, with 

most police agencies operated by small police agencies controlling crime in small 

communities. Examples of local law enforcement officers include sheriffs, deputy sheriffs, 

chiefs of police, sworn police officers and special police officers which include state colleges 

and university police.  

Recruitment 

Nearly all U.S. states and the federal government have by law adopted minimum-standard 

standardized training requirements for all officers with powers of arrest within the state. 

Many standards apply to in-service training as well as entry-level training, particularly in the 

use of firearms, with periodic re-certification required. These standards often comply with 

standards promoted by the US Department of Justice. These standards typically require a 

thorough background check that potential police recruits: 

 Be a United States citizen (waived in certain agencies if the applicant is a lawful 

resident). 

 Must have a high school diploma or a GED and if necessary a college degree or served 

in the United States military without a dishonorable discharge; 

 Be in good medical, physical, and psychological condition; 

http://en.wikipedia.org/wiki/Arrest
http://en.wikipedia.org/wiki/Training
http://en.wikipedia.org/wiki/Entry-level
http://en.wikipedia.org/wiki/Firearms
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 Maintain a clean criminal record without either serious or repeated misdemeanor or 

any felony convictions; 

 Must have a valid driver's license with a clean driving record and that is not currently 

or has a history of being suspended or revoked; 

 Be of high moral character; 

 Not have a history of prior narcotic or repeated marijuana use or alcoholism; 

 Not have a history of ethical, professional, prior employment, motor vehicle, 

educational, or financial improprieties; 

 Not have a history of domestic violence or mental illness; 

 Not to pose a safety and security risk; 

 Be legally eligible to own and carry a firearm. 

Repeated interviews, written tests, medical examinations, physical fitness tests, 

comprehensive background investigations, fingerprinting, drug testing, a police oral board 

interview, a polygraph examination and consultation with a psychologist are common 

practices used to review the suitability of candidates. Recruiting in most departments is 

competitive, with more suitable and desirable candidates accepted over lesser ones, and 

failure to meet some minimum standards disqualifying a candidate entirely. Police oral 

boards are the most subjective part of the process and often disqualifies the biggest portion 

of qualified candidates. Departments maintain records of past applicants under review, and 

refer to them in the case of either reapplication or requests between other agencies. 

Training 

Basic police training covers law, criminal justice, patrol, investigation, police proficiency 

(that is, first aid, firearms and self-defense) and administration. The most common number 

of hours for police training in the United States is 400. The number of hours that police 

officers spend in training varies from six weeks to one and a half years. Basic police training 

varies from state to state and city to city. Generally large urban areas require more hours for 

basic police training than less populated rural areas. The norm for firearms training is forty 

hours. Usually, police trainees must qualify with their service firearms at least once a year. 

Upon completion of basic police training, all sworn police officers are usually required to 

obtain forty to forty-five hours of training yearly. The subject can vary from criminal law to 

multiculturalism to criminal investigations. This continuous training is usually in addition to 

firearms training.  
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14. RESULTS AND DISCUSSION 

14.1 Findings from the literature 
Large number of constabulary 

Out of the total working police force in India, over 85% are constables. This means that the 

majority of the force is at the lowest rungs of the state police hierarchy, ranked ninth or tenth 

from the top. But they have very limited legal power which constrains their power to take 

any action without instruction form the superiors.  

 

Multiple levels of entry 

Unlike many developed countries which have one or two levels of entry, India has four levels 

of entry into the police force. Making direct recruitment at four levels gives rise to 

redundancy in recruitment & training. It was found that the training course for SI and DSP 

were almost similar. This also causes stagnation in lower cadres due to lack of promotions.  

 

Low police to population ratio 

With just one policeman for 761 people which translates into approximately 131 policemen 
per lakh population, India has fewer cops per capita than most other countries. In contrast, 
for every Indian VIP, there are three police personnel. Developed countries like US, UK, Japan 
and Australia have ratios of 245, 307, 197 and 217. The prescribed standard of United 
Nations is 222. 

Low representation for women 
Despite growing cases of crime against women, State governments have failed to open 
women’s police stations. As per the latest government data, 11 States and Union Territories 
have no women police stations. According to the Bureau of Police Research & Development 
(BPR&D) data, there were just 502 women police stations across India as on January 1, 2013. 
Women cops comprise a dismal 3-4 per cent of total police force in India that stands at 
around 16 lakh. 
 
Long hours of Duty 
Most of the functionaries, especially constable, head constable, Sub- Inspectors and SHOs at 
the police stations are asked to put in consistently 16 to 18 hours of duty on a continuous 
basis. The fatigue caused by long hours of duty is reflected in their general behaviour 
towards public, thus affecting their public relations. Some of them are denied the weekly off 
as well. This may, perhaps, be due to shortage of manpower with reference to situations they 
have to deal with every day there is no provision of reliever, which is a normal practice in 
any shift operation. 
 
Inadequate Growth Opportunities 
Majority of the police personnel joining at the Constable level either retire as Constable or 
Head Constable. Very few reach the level of Sub-inspector or Inspector, this has got serious 
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repercussions on motivation level of police personnel and works as a hindrance factor in 
discharge of their normal duties. 
 
Frequent Change in the Nature of Duties 
It is a fact that most of the police personnel are expected to perform a variety of duties 
pertaining to maintenance of law and order in different situations. Of late, deployment of 
police personnel on VIP security and bandobust duties especially in Metro Cities result in too 
frequent changes in the nature of duties which not only brings the constraint on them but 
also affect their normal discharge of duties at the police stations.  
 
Lack of Sufficient Funds 
The budgetary allocations for the police training colleges are less than what it should have 
been. As a result, the physical and academic development of the colleges has to suffer. The 
government spends only 1.62% of the total police budget on training. A significant portion 
of the financial allocation is earmarked for staff salaries alone; hence very little resources are 
available for professional activities. 
 
Poor Promotion & Performance Appraisal System 
There is no uniform promotion policy, either, to ensure fair and proper promotion 
opportunities to all persons. As a corollary to this, the existing personnel appraisal system, 
on the basis of which a man's suitability for promotion is often assessed, could also be called 
unscientific and casual in approach. 

14.2 Findings from the field 
Following were observed during the visits to Police training college, AP Police Academy 

and National Police Academy and Amberpet Police Station and housing quarters in 

Hyderabad. A critical analysis of the training course content collected from them has been 

done. 

Sub-standard Physical Facilities 
The police stations was housed in pucca building, but the facilities such as toilets and 
drinking water were of sub-standard. The functionaries at the lower level do not have any 
office facilities. Even the furniture is inadequate and the stationery items is not provided to 
the police stations. 
 
Poor Housing Facilities 
Though the police station has got housing facility, these are not available to most of the police 
personnel. It was told that constables come from faraway places and have to stay at the Police 
Station at night on some of the days as a part of their duty. Inadequate housing facilities 
coupled with low compensation and insufficient House Rent Allowance forces them to hire 
houses at faraway places, which create a serious commutation problem. This may affect their 
normal family life to a great extent and results in behavioural consequences. 
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Rise in education levels of new constable recruits 
Officials at the police training college in Hyderabad revealed that 90% of the constables 
currently undergoing training are graduates out of whom 30% have B.E and B.Tech degrees 
and 15% of them were postgraduates. Whereas, the required qualification for constable is 
only higher secondary school or even lower in some states. This shows a significant rise in 
the levels of education in India. 
 
Mismatch between Training and Job Responsibility 
Present training approach is more militaristic in nature having less compatibility with the 
job responsibilities of the police personnel, particularly in the context of civic society. 
Present training especially in certain areas is far short and is unable to keep pace with the 
type and nature of modern crime taking place in the society. The existing curricula have not 
been able to effectively address these prime issues. For example, the use of the latest 
weapons in crime, computer related crime, financial crime and other white collared crimes 
are not adequately covered in the existing induction training programmes 
 
Selection of Instructors 
It was told that the process of selection of Instructors does not take into account the 
intellectual and academic aptitude of the candidates. More often than not, Instructors are 
selected on the basis of availability and/or proximity to the training institute. There are 
hardly any faculty development programmes, where the Instructors can improve and enrich 
their training skills. It was noted that faculty at the PTC were offered 15% incentive and 
faculty at NPA were offered 30% of their salary as an incentive for working at these 
institutes. 
 
Course Content 
In contemporary management training, the behavioural traits and use of scientific aids are 
the most important ingredients. These two aspects are, generally, referred as software and 
hardware, part of the training. Areas such as public relations, interpersonal effectiveness, 
attitudinal framework, etc. are the software component, while the computer applications, 
forensic science, correct reflexes use of modern weapons, etc. constitute the hardware part 
of the training. The existing course contents run short of both software and hardware 
components. 
 
Training Infrastructure 
Many basic facilities for conducting training courses are lacking at the police training college. 
The quality and setting of classrooms, number of ceiling fans, poor quality of blackboards, 
overhead projectors, etc. is below standard. Added to these are the poor maintenance of the 
hostels and the mess in training college for constables. 
 
In service courses 
The most serious gap in training is found in the matter of in-service courses, promotion 
courses and on the job training. Rarely does a constable get a chance to attend a training 
course after initial training. The updating of skills, briefing on specific duties, use of available 
modern scientific aids, changes in the attitudes and expectations of the people, changes in 



 

Page 56 of 73 
 
Copyright © 2014 Rakshak Foundation. All Rights Reserved. 
 

the laws, new and sophisticated methods of committing crimes, changes needed in 
traditional methods to meet the present day challenges more professionally are not 
absorbed by the constables and no opportunity exists for such improvement. 
The situation is only marginally better for sub-inspectors and in more recent times, 
somewhat better for DSPs and IPS Officers. Even in the existing courses, the content, duration 
and purpose is not well defined or focused. These yawning gaps have to be filled by designing 
a comprehensive package for each level. While the package is indicated, the content has to 
be drawn up for each course and mechanism to update the same in each state as per the 
requirement. 
 
Existing Training Syllabi 

The training syllabi for induction courses are confined to training institutions, with 

duration of six to nine months. The course is divided into out-door training and Indoor 

classes. In the outdoor training P.T, foot drill, Arms drill, including squad, platoon drill and 

ceremonial parades form the main part. In many States only Rifle training is given with 

only one field firing practice.  

Lathi drill is also taught. The words of command and practices are completely based on the 
Infantry drill of the Army. The Indoor syllabus consists of class room lectures on various 
laws, investigation, police duties, police organization, scientific aids to investigation, Medical 
jurisprudence. For constables the emphasis is mostly on outdoor drill and very elementary 
classroom lecturing on law and police regulations. In recent times, there has been 
improvement with addition of some more subjects and practical training in the field and 
emphasis on unarmed combat etc.  
 
Future Training Needs 

1) Practical training, physical fitness, skills, attitudes and behavior required for a 
professional policeman in the contemporary society. 
2) The methodology adopted should retain the syllabus to the extent necessary. Such 
methods as distance learning, role-play, hand on experience, acquisition of skills relevant to 
detection and prevention are to be introduced. 
3) Modification of police behaviour in the context of human rights and the role of protecting 
citizens of all categories is to be given due weightage. The methodology should also aim at 
preparing them to face boldly the organized criminal activities. 
4) Exposure to use of information technology should be introduced as all future operations 
are closely linked with the computers 
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14.3 Gap Analysis 

Issue Problem Solution 

Large number of 
constabulary 

They perform routine tasks 
and do not have investigating 
power leading to inefficient 
utilization of manpower 

Restructuring the lower 
cadres by increasing number 
of SIs & inspectors and giving 
legal powers to constables 

4 levels of entry Gives rise to redundancy in 
recruitment & training and 
stagnation in lower cadres 
due to lack of promotions  

Reducing it to three levels – 
constable, inspector, IPS and 
eliminating direct 
recruitment of SI & DSPs 

Low police to population 
ratio 

India has only 1 policeman 
for 551 people which is much 
lower than the prescribed 
standards of UN 

Gradually recruiting more 
numbers at all levels 

Performance Appraisal 
system 

Outdated and too 
generalistic in nature. It will 
affect promotions also. 

Designing an improved 
system which is task oriented 

Updating training courses Syllabus not regularly revised 
to suit the present day needs 

Introducing personality 
development courses and 
familiarization  to technology 

Selection of trainers Selected based on 
availability. They are not 
given prior orientation 
towards teaching. 

They should be selected 
based on suitability to the job 
and should be given 
orientation   

Welfare, allowances & 
facilities 

Poor housing facilities and 
meagre allowances for lower 
cadres 

Better facilities and health 
care schemes should be 
provided 

Table 4: Gap Analysis 

15. RECOMMENDATIONS, SCOPE & STRATEGY FOR IMPLEMENTATION 

15.1 Reducing number of levels of entry 
Recruitment into the Police department takes place at four levels in India – constable, Sub-

Inspector, Deputy Superintendent of Police and Indian Police Service officers. Whereas, in 

most of the developed countries, there are only two or a single level of entry. In India, 

Number of levels of entry can be brought down to three levels – Constables, Inspectors and 

IPS. 

Direct recruitments of Sub Inspectors and DSPs done by State Government should be 

eliminated and recruitment of Inspectors which is an intermediate level between Sub-
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Inspectors and DSPs should be done as it is an important post as they are SHO in urban areas. 

DSPs and IPS officers start off at the same cadre hence the DSP post may be filled up by 

promotion of Inspectors. SIs can be recruited through promotion of Constables with 

graduation. As there is a rise in educational levels in India and most constables are found to 

be well qualified. This will improve the career prospects of Constables who retire with no or 

single promotion in their service. It is also noticed that training for SIs and DSPs is almost 

similar with little emphasis on managerial capabilities for DSPs. Eliminating these two levels 

will remove the redundancy associated with training and recruitment of these cadres. 

 

Figure 2: Recommendation 1 

15.2 Restructuring the lower cadres 
The present position is that the Constable is equated not only in the people's mind but also 

in the wage structure determined by Government with unskilled labour and the Sub-

Inspector's position is only a little better.  

There should be an increase in the strength at middle levels of ASI/SI/Inspector. Increase in 

the strength of these ranks should be offset by reducing numbers at the lower levels of 

constabulary. This will provide large number of investigating officers and improve 

promotional opportunities for the lower ranks. 

Almost 85% of the police force comprises of constables and the ratio of officers to constables 

ranges from 1:7 to 1: 15 in different states. This should be gradually reduced to 1:2 or 1:3.  

Constables usually perform repetitive and monotonous tasks like bundobust, guarding duty, 

patrolling. Home guards and security personnel should be made a separate force and given 

training accordingly. They can also be outsourced as done in other countries. Better 

•Many countries have 
single or 2 levels of 
entry

•Similar training course 
for SI & DSP

Scope

•Major overhaul of the 
system required

Problems
•Direct recruitment of 
inspectors

•Eliminating 
recruitment of SI & 
DSPs

Implementation
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utilization of manpower can only be done by conferring investigating power on constables 

which they are currently deprived of.  

 

 

Figure 3: Recommendation 2 

15.3 Psychological Tests for Recruitment 
Different procedures should be adopted to ascertain whether an individual has the 
intellectual ability and personal qualities required for post. Many tests are being employed 
in different countries for appointments to the police. These tests are designed to furnish 
information as to the level of the intelligence of the person tested, his aptitude for specified 
jobs and the conscious and sub-conscious trends in his personality. The results of these tests 
put together can form a basis for forecasting the suitability of a person for a particular job. 
In the western countries psychological tests are being used in several police forces, which 
can be adopted for recruitment process for the police personnel.  
Properly developed psychological tests, administered by well qualified and competent 
psychologists, can make a useful contribution in the police selection process. It is obvious 
that the tests would be different for the different ranks of the police and a good deal of work 
will have to be done by way of research and field trials for developing suitable tests. A small 
cell should be set up in the Bureau of Police Research and Development consisting of one or 
two psychologists which should undertake this work expeditiously and on a whole-time 
basis. An Advisory Committee consisting of a few senior psychologists may be associated 
with the work of the cell so that it is carried on along correct lines. This cell can advise the 
recruitment agencies of State police force. 
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Figure 4: Recommendation 3 

15.4 Police Cadet System 
The U.K. gave a lead by introducing a police cadet system as far back as 1935 and that similar 
systems are now in vogue in some States of the U.S.A., in Australia and in a number of 
continental countries with variations to suit local conditions. In brief the system provides for 
a job category known as cadet which is below the rank of Constable. Young men, who meet 
the basic requirements for appointment to the police force, but for age, are selected as cadets. 
This system should be adopted by the state police organization for pre-orientation to police 
for the prospective recruits. 
On the completion of the prescribed period of time in cadet status and on reaching the 
minimum age of entry into the police, they are considered for regular appointment as 
Constables. The added advantage of such a scheme for a country like India is that since all 
those who join as cadets will not necessarily remain in the police, all those who remain 
outside will constitute an increasing section among the people who have a fair 
understanding of the role of the police, their difficulties and problems and the value of 
cooperating with them in the solution of social problems. 
It should be possible to introduce some aspects of the police administration in academic 
courses from the school stage onwards in the syllabus of such subjects as civics, political 
science and sociology and there could even be a subject of police science by itself at the 
degree level on the analogy of the subject of military science. This could be supplemented, 
for outdoor work, by a Police Cadet Corps on the lines of the National Cadet Corps (N.C.C.), 
which students could join voluntarily. 
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Figure 5: Recommendation 4 

15.5 Reducing Political Interference in Transfers 
The establishment of SSC or PEB is aimed at the reduction of arbitrary and frequent 
transfers. This will help in improving stability and fearlessness in the department. The 
autonomy of the department can be ensured in this way. Major problem would be to 
convince the states to implement this system as it directly challenges the political patronage 
enjoyed by politicians and their agents. This can be implemented by following the guidelines 
of the NPC 1979 and the subsequent commissions. The number of members may vary as the 
size of department and the state have increased since that time but the core of the research 
done by NPC is still relevant. The Police shall always remain accountable to the government 
but it should at least have functional autonomy.  

 
Figure 6: Recommendation 5 
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15.6 Increasing representation for women 
Women constitute only 5.3% of the total police force. There is an urging need to increase 

representation for women in police force, given the growing cases of crime against women. 

Recruiting more women is absolutely necessary. Motivating women to pursue this career 

by increasing reservations is also essential in attracting more women into the police force. 

Data reveals that there are only 502 women police stations in India with some 11 states 

having not a single women police station. Increase in number of women police stations 

should also ensue from the increased representation. As women police stations which are 

few in number may not be accessible to everyone, setting up women’s cell or desk at each 

police station will help more and more women go there freely and report crime being 

committed against them. 

 

 

Figure 7: Recommendation 6  

15.7 Improved Performance Appraisal System 
The system of performance appraisal in its form and application at the professional levels is 
presently too generalistic and unspecific, structurally as well as functionally. Performance 
appraisal, in order to be objective, impartial and specific, should be based on the targets 
given to each policeman by his superior. The popularly accepted style of PA is management 
by objectives. This should be made applicable to the policemen of all ranks. More weight 
should be given to the specification and allotment of concrete targets and their realization 
and the provision of congenial working conditions and functional equipment than to a 
general narration and comment on personality traits and virtues. It must be task-oriented. 
Job and task profiles should be worked out in detail and each man should be given the job 
and task chart well in advance for the period for which his performance is to be assessed. 
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Targets and objectives should be set by superior and subordinate together in consultation. 
Performance appraisal should be intermittent and terminal in nature. 
In the existing system of performance appraisal there are more than three officers who are 
to assess the performance of an officer. There are no specific guidelines as to what weight 
should be given to the assessment of each officer making an evaluation. The closer the 
supervisory officer, the more should be the weight given to his assessment. The reporting 
officer should cite reasons for grading an officer outstanding, average or below average. It 
should be designed to eliminate subjectivity. A well-defined performance appraisal system 
will help in framing proper promotional polices which are currently not uniform. 
 

 
Figure 8: Recommendation 7 

15.8 Updating training courses 
Policemen often deal with high levels of stress and ambiguous situations. Personality 
development workshops will help in motivate them to perform at their best. Personality 
development courses should be made a part of the police training curriculum as they help in 
improving the attitude and behavior of police personnel, making them citizen-friendly and 
service-oriented. These courses should focus on Focus on character building, developing 
leadership traits, imbibing sense of responsibility and curbing corruption. 
Increase in cyber-crime also demands the policemen to keep abreast with the latest 
technology and hence they need to be trained to use computers and other gadgets. 
Selecting the right trainers who have the capability to motivate and engage the trainees is 
also very essential. 
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Figure 9: Recommendation 8 

15.9 Welfare, Allowances & other Facilities 
The government may introduce benefits for the families of police personnel killed by 
extremists / anti-social elements and while on official duties. The police officers and their 
families should be entitled to medical treatment from the Government hospitals and other 
Government health institutions like Municipal hospitals, Primary Health Centers etc. The 
concerned SHOs and other senior officers should maintain a good liaison with the heads of 
the hospitals and establish practices and procedures that help policemen and their families 
get easy access and prompt treatment. Similar action is called for in the matter of sanitation, 
water supply, drainage, cleanliness etc. of the police buildings and residential quarters. 
 Allowances for all cadres should be proportionate and budget should be granted keeping in 
view the large number of personnel in lower cadres.  

 
Figure 10: Recommendation 9 
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16. Conclusion 
 

Police is a service organization where Human Resource is the most crucial component. 
Recruitment, training, service conditions, promotion and placement are some of the basic 
personnel parameters responsible for the functional adequacy or otherwise of an 
organization, improper execution of these parameters is natural to cause efficiency loss in 
the working personnel. Administrative experiences, unsatisfactory police functioning, poor 
police image and inadequate community relations indicate that these personnel parameters 
of the police have to be viewed with a new vision to make them suitable tools for fostering 
cordial police-community relations. 
Hence, these parameters have been studied in detail to identify the areas which need to be 
reformed for effective functioning of Police. Many such problems have been detected like 
underutilization of manpower, low police to population ratio and inadequate transfer and 
promotion policies. There is an urgent need to address these issues without which the 
progress towards development seems uncertain. 
Some areas require heavy restructuring of the system like the number of levels of entry, legal 
power of the lower cadres and governmental influence on transfers. Some other areas need 
updation and modernization to suit the present day needs like training and infrastructure. It 
is necessary to enhance certain systems like performance appraisal and promotions for 
smooth functioning of the organization. In addition to these, there is a need to add elements 
like police cadets and women strength in order to facilitate better functioning. Facilities 
provided to the personnel and welfare activities also need improvement. 
Hence, Police reforms in India are the need of the hour of which human resource 
management is a crucial cog.   
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Appendix 

Meetings and interviews 
With Mentor 

1) Date: April 8th, 2014 

Time: 4:20 PM  

Duration of Discussion: 1 hour 20 minutes 

Discussion  

1. Mentor gave a brief about the Evolution of Indian Police System  

 Its history – enforced by the British to suit their needs 

 More of a controlling force rather than a service  

 UK police system implemented in presidencies of Bombay, Madras and Calcutta and 

Irish system implemented in other parts  

 The present system still reflects it  

2. Comparison with US where police is an independent body  

3. Impeachment of people in power is very difficult ad relatively very new to India  

4. Governance in India – Legislature, Executive, Judiciary  

5. IPC, CRPC and evidence act  

6. 4 levels of entry whereas many countries have only one level  

7. Large number of constables – unnecessary as they don’t have decision making power and 

just execute superiors’ orders  

Action Items before Next Discussion  

1. Read more about the history of Indian Police  

2. Develop a framework to proceed with the project 

3. Padmanabaiah committee, Gore committee reports  

4. Police Act 1861  

5. 2nd Administrative Reform of Public Order  
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2) Date: 15th April, 2014 

Time: 4:15 PM 

Duration: 15 minutes 

Discussion 

 Best Practices of Police in other countries 

 Different training modules 

 Physical training 

Action Items before Next Discussion 

 Comparison of Indian Police with Police of other countries  

 Identifying problems with the Indian System 

3) Date: 2nd May, 2014 

Time: 4:15 PM 

Duration: 1 hour 

Discussion 

 State and central police organizations  
 Constables – limited legal power, large number  
 Superior subordinate relation  
 Use of weapons  

 
Action Items before Next Discussion  

 Soli Sorabjee model police act  

 Transfers – Prakash Singh Judgment  

 Compare salaries of officers with other countries  

4) Date: 24th May, 2014 

Time: 12:05 PM 

Duration: 1 hour 15 minutes 

 Discussion 

 Corrections in mid-term report  
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 Suspensions – more acute at lower levels  

 Police accountability  

 Outsourcing guards and security  

 Local police forces better in tackling local problems rather than paramilitary  

 Focus on technology in training  

 Community policing  

 Necessity for central orientation in DSPs  

 Need to attract best trainers  

Action Items before Next Discussion  

 Suggesting solutions for the problems identified  
 Designing an implementation strategy  

 

With Others 

1) Shri. Venkatrami Reddy, SP 

Principal, Police Training College, Hyderabad 

Date: 12-5-2014 

Time: 12:00 PM 

Duration: 20 minutes 

Discussion 

1) Kind of courses: 

 Induction (9 months) 

 Pre-promotion (3 months) 

 Refresher (1-2 weeks) 

2) 7 PTCs: Hyderabad, Warangal, Karimnagar, Vijayanagaram, Ongole, Tirupati, Anantapur 

under DGP 

3) Capacity: 

 630 trainees in Hyderabad 

 4000 total number of trainees 

 Women trainees in Warangal 
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2) Shri. Anand Kumar, Inspector 

Administrative Officer, Police Training College, Hyderabad 

Date: 12-5-2014 

Time: 12:40 PM 

Duration: 40 minutes 

Discussion 

1) Timetable: 

 5am to 8am – physical training 

 10am to 4pm – indoor 

 4pm to 5pm – outdoor 

 5pm to 8pm – games 

2) Staff: 

 Principal – SP cadre 

 4 instructors of DSP cadre 

 10 inspectors – Chief law instructors 

 SIs – Asst. law instructors 

 Outdoor: Reserve Police 

3)  Other information: 

 15% incentive for trainers 

 High level of education in current trainees (90% graduates, 30% btech, 10-15% post 

graduates) 

 New courses like Personality development and stress management introduced 

 Training with new weapons 

 Practical exposure through Camps, Bundobust etc. 

 

3) Shri Parthiva Reddy, SP 

Administrative Officer, Andhra Pradesh Police Academy 

Date: 23-5-2014 

Time: 11:20 PM 
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Duration: 40 minutes 

Discussion 

1) Kind of courses:  

 Induction courses 

 In service courses 

 Seminars & workshops 

2) Departments: 

 Department of Police Science and MISC. 

 Department of Intelligence and Security 

 Department of LAW 

 Department of Forensic Science 

 Department of Forensic Medicine 

 Department of Computers 

 Department of Management and Social Sciences 

 Department of Administration (Courses for Ministerial Staff) and 

 Department of Field Training 

3) Other information: 

 Training for police, public prosecutors, forensic scientists, security guards 

 Trainees from other states like Tripura, Kerala, and Lakshadweep 

 Autonomous institution under ADGP training 

 Infrastructure and facilities well developed  

 Kinds of weaponry and arms used  

 Only Little difference in training courses for DSPs and SIs 

 

4) Shri. Padmanabha Raju, Inspector 

Amberpet Police Station, Hyderabad 

Date: 30-5-2014 

Time: 4:00 PM 

Duration: 30 minutes  

Discussion 
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 Police Housing Quarters 

 Infrastructure in the police station 

 Pending arrears to water and electricity board 

 Medical Facilities 

 Sports and Welfare activities 

 Allowances 
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“The highest measure of democracy is neither the 

‘extent of freedom’ nor the ‘extent of equality’ but 

rather the highest measure of participation.” 

- A.D. Benoist 

 

Rakshak Foundation creates awareness domestically and internationally about the 

rights and responsibilities of citizens towards the society and state. Rakshak 

engages in and supports social and scientific research on public policy and social 

issues. 
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