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Chapter I 

Introduction 

 The first chapter deals with a brief introduction, background of 

the study, research methodology and its limitations. It also gives the 

sources of data, objectives of the study, hypothesis tested, the methods 

used for primary survey and tools and techniques used by the researcher. 

This chapter also gives the overall presentation of the study. 

 

The Prologue  

India is one of the largest democratic countries in the world. According 

to 2001 census repot the population of India was 102.70 crores. The area 

of our country is about 32,92,054. Sqkm. If we compare the area to 

other country, India stands on seventh position regarding area. The 

population of India lives in villages, towns and cities. It is difficult to 

manage the local problems by central and state government. So the 

concept of local self government was introduced. Understanding the 

local requirement, to fulfill them properly, and where local people co-

operate with local administrator is known as local self-government. So, 

the organization set up by law to carry out administration is known as 

local self-government organization. Such local self-government have 

been established to make the administration easy scientific and simple 

and more so to involve the local resident. (1) This type of government 

solved local problems very fast and very effectively. (2) Local people 

are directly involved to solve the problems, because they know their real 

needs. This is the first step of a democratic country and it is like a school 

of democracy. Local self-government organisation can be broadly 

classified in to village area and urban area. In village area it is known as 

Gram Panchayat, Taluka Panchayat and District Panchayat. Where as in 

urban area is known as Municipality and Municipal Corporation. 
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According to rules the residential area where population is more then 

15,000 and less than 5 lakhs are known as towns and in this type of 

towns there exist municipality. The area whose population is more than 

5 lakhs known as cities and in this type of city the local self-government 

known as Municipal Corporation. The notified area council is 

constituted in a rapidly growing area which does not fit in the definition 

of municipality. The cantonment board is a creation of the central 

government and functions under the ministry of defense.  

 

European Charter of Local Self-Government 

English local government is experiencing great change and tough 

challenges. On the one hand, the concept of Localism has gained 

ground, and in important respects local governments have more legal 

scope for action than for many years. Yet on the other hand, the 

financing of local government has been reduced since 2010 by a highly 

significant margin, and further reductions are to be anticipated. Overall, 

detailed regulation of local government remains high, even if the most 

intrusive forms of top-down inspection and “assessment” have been 

removed. It is not surprising therefore that public debate is beginning to 

develop into the future capacity and roles of individual local 

governments, and from this to the position and status of democratic local 

government as a systemic whole. I am asked by the Local Government 

Association to carry out an independent analysis of English local 

government’s compliance with the European Charter of Local Self-

Government, a formal convention of the Council of Europe (CoE). 

Within its mandate, the CoE’s Congress of Local and Regional 

Authorities undertakes as part of its formal terms of reference a 

programme of visits and reports whose principal purpose is to monitor 

the commitments undertaken by Member States of the Council of 
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Europe (CoE) who have signed and ratified the Charter. The first such 

visit since 1998 is due at the end of May 2013, and it is intended that my 

analysis should assist the both the LGA and the visiting delegation in 

relation to their work. I hope it may also be of relevance and interest to 

central government - who will undoubtedly be invited to meet the 

Congress and delegation and give their perspective - and perhaps to a 

wider interested audience. Background to the Charter The UK 

government signed the Council of Europe’s Charter of Local Self-

Government in June 1997, and the Charter was ratified by the UK (with 

commendable speed) in 1998. Therefore successive UK governments 

have for the last 15 years been formally “bound” (the word used in 

Article 1) to respect its terms and implement its requirements. The 

Charter was itself the culmination of a long process – since the end of 

World War 2 - of refining and lobbying for a clear, broad, official 

framework setting out the principles of local self-government which all 

modern democratic European states should be committed to and apply. 

Far from being a “top-down” imposition from distant European 

authorities, its principles really do come from “the base” of Europe’s 

localities. In 1953, the Council of European Municipalities had adopted 

the first Charter of Municipal Liberties, which contained the seeds of 

many of the provisions of the future European Charter. In 1968, the 

Standing Conference of Local and Regional Authorities (now the 

Congress) of the CoE adopted a “Declaration of Principles on Local 

Autonomy”, and later drew up a more formal text for adoption by 

governments.  

The Conference’s draft – which had the strong input of UK elected 

members – was developed (and to some extent qualified) further by a 

group of ministerial experts. Their draft was approved by the 

Conference of European Local Government Ministers in 1984, and 
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formally adopted as a Convention by the CoE’s Committee of Ministers 

in June 1985. It was opened for signature by the Member States of the 

Council of Europe on 15 October 1985, and came into force in 

September 1988, once a 4th Member State had signed and ratified. By 

the time the UK signed, it had already been signed and ratified by 

around 30 countries.  

 

The broader impact of the Charter  

Today, the Council of Europe – which the UK played a vital role in 

establishing after World War 2 - has broadened far beyond its original 

geographical scope (mainly western Europe) and now has 47 countries 

in membership – including all EU countries, but also Russia, Ukraine, 

and the countries of former Yugoslavia and the Caucasus. Only Belarus 

is still ‘absent’. 

 

The Charter and the UK  

The UK was rather slow to sign up to the Charter, largely on the ground 

that local government was not seen by the then government as an issue 

for international standard-setting. (A House of Lords Select Committee 

on central-local relations had however in 1996 recommended signing 

the Charter). This non-participation was however widely seen by other 

CoE members as a symbol of UK isolationism; certainly the final 

decision to sign and ratify was well-received within the CoE, and also 

helped domestically to some extent in the relations between central 

government and the newlyformed LGA. 

 

Select Committees, the European Charter and local self-government  

In May 2009, the House of Commons Communities and Local 

Government Committee published its “Report on the Balance of Power: 
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Central and Local Government” . The Committee advocated, interalia, 

“further cultural change within central government… towards a more 

decentralised balance of power structure”. For present purposes, the 

most important recommendation was this: “That the Government 

introduces ‘constitutional’ legislation that places the European Charter 

of Local Self-Government on a statutory basis”. In addition, there 

should be a Joint Committee of both Houses of Parliament to oversee 

compliance with this “constitutional settlement”. For the record, I gave 

evidence to this Committee which mainly concerned compliance with 

the Charter, including this point (which I felt was more practicable than 

incorporating the Charter as such): “Although we have no easy means in 

UK constitutional practice of entrenching rights etc., we have a long 

history of adopting legislation which everyone knows is “for the long 

run” and has a certain constitutional value – and not to be part of the 

ordinary cut and thrust of day to day party politics. It cannot be a 

difficult task, in principle, to reach agreement between all of the major 

political parties, with the LGA…, on a set of principles that define 

modern local self-government. And if all agree, it provides a reasonably 

strong guarantee that, for years to come, the rules and spirit will be 

protected. This would need, moreover, to be accompanied by a special 

oversight body – perhaps made up of members of both Houses of 

Parliament and senior local government representatives…”6 In January 

2013, the House of Commons Political and Constitutional Reform 

Committee published its report on a similar theme, “Prospects for 

codifying the relationship between central and local government.”7 The 

Committee wants to encourage central government to “examine the 

possibilities of a stronger constitutional status for local government, 

through an entrenched statutory code, or similar proposal”. 
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Development of Local Government in America  

The basic system of local government established in the late eighteenth 

and early nineteenth centuries involved counties, municipalities, and, in 

some states, townships. In addition, special purpose districts, most 

notably school districts, were generally established as the need arose. 

Each class of local government was assigned functions largely unique to 

it with little over-lapping of functions with other units of local 

government. Whereas municipalities were established as self-governing 

entities with authority to provide local services, speci fi ed state 

responsibilities were not within the purview of the municipalities. They 

were reserved for the counties. Counties were established as 

administrative subdivisions of the state with the responsibility to provide 

certain state administrative functions such as conducting elections, 

recording and preserving legal documents, and providing state judicial 

services. They also provided minimal municipal services in 

unincorporated rural areas such as building and maintaining roads and 

police functions. Townships, where they existed, were arti fi cial 

subdivisions assigned minimal duties by the state. These were 

responsibilities otherwise provided by the county, such as real estate tax 

assessment, road maintenance functions, and certain kinds of assistance 

to the poor. In different parts of the country, counties evolved 

differently. For example, counties in the southern colonies exercised 

more authority than in the northern colonies. They were authorized in 

some southern areas to provide services equivalent to municipalities. In 

New England, townships largely replaced counties as the administrative 

arm of the state. Municipalities were the basic self-governing units; they 

were established by petition to the state when enough people were living 

together in close proximity to form a viable community for self-

governing purposes. These municipalities provided local services to 
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meet the needs of the community such as fi re protection, law 

enforcement, public works, and sanitation. Each municipality was 

largely self-suf fi cient in its economic, social, and governmental 

activities. The hinterland around the municipality was usually rural, 

undeveloped land. The nearest municipality was often miles away. 

School districts were generally the only special districts. Their 

boundaries were usually contiguous with the municipality or the 

township. These special districts were established to bring a single-

minded focus and their own revenue source to a critical local public 

function. It was also deemed important to free them from the politics of 

other local governments. School districts were kept small because the 

means of transportation—horse or foot—limited travel. Occasionally, 

communities established other nonschool special districts. For example, 

a nonschool special district was operating in Philadelphia in 1790, but 

there were few of these (Bollens & Schmandt, 1975 , 49). 

 

Local Government in the Intergovernmental System  

Even though Canada and the USA have a federal system of government, 

local governments have no standing in the federal system and are 

completely under the jurisdiction of the states/provinces. The 

relationship between the states and local governments was well 

articulated by Judge Dillon in an 1868 court case (City of Clinton v. The 

Cedar Rapids and Missouri River Railroad). He called local 

governments “mere tenants at will of their respective state legislatures” 

which could be “eliminated by the legislature with a stroke of the pen.” 

Dillon’s Rule, as it has come to be known, is the doctrine that governs 

state/provincial-local relations. Under Dillon’s Rule, local governments 

can perform only those functions that are expressly delegated to them by 

the senior level government. They are not allowed to do anything that is 
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not stated in the statutes. Dillon’s Rule is more alive in Canada than in 

most of the American states because of the concept of home rule. A 

number of states provide the option of home rule for local governments. 

Home rule grants substantial autonomy to local governments over their 

affairs. It turns the express powers doctrine on its head by granting local 

governments power to reasonably do most anything that is not expressly 

denied by state law. In most states that grant home rule authority, it must 

be voted in by the residents of the municipality. However, some states 

automatically grant it to local governments when they obtain a certain 

population or have a certain form of government. For example, Illinois 

mandates that all local governments with a population over 25,000 

become home rule municipalities. However, the residents can vote to 

rescind the home rule powers. Even in states that do not have home rule, 

local governments generally enjoy substantial autonomy and local self-

determination. 2 Even though local governments in the USA are legally 

under state control and state governments in the federal system have 

separate spheres of authority, the federal government has utilized 

subnational governments to implement certain federal programs. Donald 

F. Kettl notes “the growing importance of state and local governments 

as administrative agents of national programs,” a practice that he calls 

“administrative federalism” (2004, 113). In administrative federalism, 

the federal government leverages the activity of state and local 

governments as agents to do much of its work. Although the states and 

local governments may have some discretion about whether to enlist as 

administrative agents of the national government, the construction of the 

programs typically leaves them little choice (Kettl, 2004 , 102–117). 
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Asia  

Being a vast region with diverse historical, political and economic 

backgrounds, the local self-government system in Asia is very diverse. 

At least 3 major sub-regions have to be considered for Asia. The three 

Asian sub-regions are: (1) Northeast Asia, (2) Southeast Asia and (3) 

South Asia. 

 

Northeast Asia  

This includes China, Japan, Korea and others. China has a long history 

of local government. The constitution emphasizes, "All powers in the 

People's Republic of China belong to the people."6 China has a system 

of People's Congresses. The state authority is divided in (1) National 

people's Congress and, (2) Local People's Congress. The people exercise 

State power through National People's Congress and the Local People's 

Congress at various levels. The Local People's Congresses are the 

highest legislative and executive authority in the local regions in which 

the State of China is divided. The system of People's Congress makes 

China a new type of State. The 'Congress System' forms the basis of the 

political organization of China and represents the highest form of 

people's democracy. In China, power belongs really to the people who 

exercise it through their congresses and supervise and control their 

working. In autonomous region, and autonomous counties, the form of 

the organs of Self- Government is decided according to the wishes of the 

people. Southeast Asia Southeast Asia covers an area of about 100,000 

Sq.Kms containing the following countries: Brunei, Cambodia, 

Indonesia, Laos, Malaysia, Philippines, Singapore, Thailand and 

Vietnam. Philippines, with 327 years of Spanish rule saw a highly 

centralized political administrative system. Since independence, 

decentralization has progressed significantly. Finally, the Local 
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Government Code of 1997 strengthened local governments. At present 

there are 78 provinces, 67 cities, 1600 municipalities and 42,000 

barangays (villages). There are also special units such as Metropolitan 

Manila Development Authority, Autonomous Region of Muslim 

Mindanao (ARMM) McCarny,P.L.(1996), P.216.  

 

South Asia  

Unlike Northeast Asia and Southeast Asia, South Asia is somewhat 

more homogenous in terms of local government system, particularly in 

the three large countries, India, Pakistan and Bangladesh, because of 

their historical, political and social traditions. All these three have long 

history of local government, evolving from the times of the Mughals, 

through the British and then through postcolonial independent 

governments.  

 

Bangladesh 

Bangladesh experienced more or less similar tradition in local 

government system like India and Pakistan, in the distant past, it had the 

same system as Pakistan's (during 1947-51) and a system of its own 

since 1971. The latest developments in local government restructuring 

took place as recently as 1997. In the overall structure in local 

government in Bangladesh there is a four tier system, with Zila 

Parishad, Upzila Parishad Union Parishad and the Gram Sarkar. India: 

In India today, local governments are basically of two types: rural and 

urban. Generally rural governments consist of three tiers, namely 

Village Panchayats, the Panchayat Samiti and the Zila Parishad.  

 

Nepal: For centuries, the heads of petty principalities within Nepal 

exercised local judicial, police, and other powers. Under the panchayat 
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reforms introduced in 1962, the country was divided into 14 zones, 

which in tum were divided into 75 districts. The districts are further 

divided into smaller units into municipalities and village development 

committees (VDC).  

 

Pakistan: In Pakistan, the system has three levels of local government: 

district (zila), tehsil (taluka)/town and union. The record of local 

government has been many ups and downs. In 1977, the military 

government of the time established the current local government system.  

 

Sri Lanka: Although Sri Lanka is a unitary state, it is nonetheless 

divided into nine provinces. Municipal councils, urban councils, and 

Pradeshiya Sabhas perform a similar function in urban and rural areas. 

Their term of office is four years. 

 

Local self-government in India 

Local Governments in Independent India, since 1992, has been 

formalized under thepanchayat raj system (rule by village committee), a 

three-tier system with elected bodies at the village, taluk and district 

levels. The modern system is based in part on traditionalpanchayat 

governance, in part on the vision of Mahatma Gandhi and in part by the 

work of various committees to harmonize the highly centralized Indian 

governmental administration with a degree of local autonomy.
[1]

 The 

result was intended to create greater participation in local government 

by people and more effective implementation of rural development 

programmes. Although, as of 2015, implementation in all of India is not 

complete the intention is for there to be a gram panchayat for each 

village or group of villages, a tehsil level council, and a zilla 

panchayat at the district level. India has a chequered history of 
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panchayati raj starting from the self-sufficient and self-governing village 

communities that endured the rise and fall of empires in the past, to the 

current highly structured system. 

 

Local government in Maharashtra 

Local govt. in Maharashtra State follows the general structure of Local 

Governance in India and is broadly classified into two categories: Urban 

Local Governance and Rural Local Governance. 

 

Urban Local Governance 

Urban local governance can be classified as either by Municipal 

Corporation or by Municipal Council. 

 

Municipal Corporations 

Large urban areas are governed by Municipal Corporations (also called 

just Corporations). The area under each Corporation is further divided 

up into Wards. An individual ward or collection of wards within a 

corporation sometimes have its own administrative body called a Ward 

Committee. 

 

Problems of Urban Government  

The phenomenon of urbanization is neither new nor surprising. During 

the ages people have tended to cluster together for their living and in 

due course of time areas in habited by human beings for purposes other 

than agriculture got designated as urban. Of course, invariably there are 

other attributes too but these are in the nature of afterthoughts and 

refinements, and mainly to distinguish the viable units from the non-

viable ones and do not deserve to be considered as characteristic of the 

scene. One may, indeed, be tempted to make a broad generalisation to 
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help identification; clusters where human beings are found together 

basically and initially for purely social reasons maybe termed as non-

urban; areas where economic necessity brings them together are 

generally urban. That is so far as sociological factors go too. Naturally, 

with the evolution of human society and complexities added to human 

activity, even the rural areas have gradually begun to get transformed 

into economic entities. Agriculture has already become an industry in 

many countries and is well on its way to show these characteristics in 

India as well. A way of life is getting changed to a way of living. 

Consequent changes in social habits, family and institutional 

relationships and the predominance of economic attitudes and pressures 

are already abundantly visible. All this is profoundly disturbing to the 

romantic view of human society, but is undoubtedly a blessing in the 

present stage of human evolution. Thanks to the unabashed maintained 

of double standards, the human element in the rural areas was relegated 

into the background and treated with apathy, if not contempt 

undeserving in the eyes of the urban dweller of the good things of life. 

The producer of milk and food and vegetables had become a second 

class citizen, whereas the manufacturer of pins and needles in the 

miserable slums of an urban area was the better citizen! Naturally, such 

a state of affairs could not last indefinitely and the exodus to towns from 

the rural areas began many decades ago. In some countries, the 

saturation-point has been reached already. In India the process continues 

unabated though the magnitude of the problem is not fully realised 

everywhere for various reasons.  

 

� Problems of Urban Socio-economic Structure  

A factor which confounds our urban picture and creates immense 

problems for urban administration is the economic and social level of 
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the vast numbers of people who congregate in our urban areas. The 

anonymity and impersonality of urban life militates against the ‗tribal‘ 

attitude that groups of migrants bring the complex, often imperceptible, 

economic structure and relationships in the urban situation demand a 

loosening of the earlier social cohersion to the utter bewilderment and 

annoyabce of the new comes, and help build resistances which only 

create further problems. The capacity of our towns to absorb the in-

migrants gainfully, that is to say at a reasonably satisfactory level of 

remuneration, is limited at present. The result is that a large percentage 

of the urban population is unable to pay for the services that must 

necessarily be provided, and local governments which are primarily 

responsible for the maintenance of a minimum standard of services are 

overstrained. Their resources are limited, even allowing for better 

husbanding of present resources, and little elblow-room is left them for 

maneuvered. The Central Government, in defense of constitutional 

propriety, does not take any responsibility for urban government, and 

the apathy of the State Governments is notorious. Neglect and 

dereliction are thus writ large on the Indian urban scene. There is hardly 

any growing city in the country, not excluding even some of the new 

industrial townships, and Delhi, where a cruel visitor or an unsuspecting 

foreigner may be beguiled by the garishly lit fountains, the patches of 

canna and bougainvillaea, the taller-than-Qutab buildings and, alas, 

painted granite, in the midst of shortages and deficiencies of all kinds 

and the ghastly slums, which do not exhibit falling standards of services 

and absence of increased welfare activities. The appalling 

amorphousness of our towns recalls minding the picturesque Miltonic 

description of a shape that shape had none.  
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Problems of Personal Management in Local Self Government  

The present moribund condition is urban governments creates another 

serious problem for them. It is in regard to the hiring of competent 

personal to man various positions under a local government. With 

enlarged responsibilities and complicated financial, technical and 

administrative problems, never was the need greater than now for the 

employment of efficient and well-qualified personnel. The meager and 

inelastic resources of local bodies prevent them from competing in the 

employment market with government and big businesses. They have 

thus generally to satisfy themselves with the rejects, so to speak. 

Equally, their inability to provide good service conditions and incentives 

not only adds to the misery of their employees but acts as a deterrent to 

the competent man from entering into municipal service. Second rate, or 

worse, personnel, generally disgruntled too, add to the current 

inefficiency of local government. The resultant dissatisfaction among 

the citizens further tarnishes the image of local government and 

encourages the higher political and administrative levels – none too 

friendly any how-to question their utility. A perfect vicious circle 

thereby has come into operation, regarding progress. Recent steps to 

create State cadres of municipal services, even though an encroachment 

on the traditional autonomy of local government may help solve this 

problem in due course of time. But this measure should be followed by a 

progressive and liberal pay, training and management policy in order to 

make it really effective, otherwise it will not be possible to banish the 

impression that the step has been taken merely to bring municipal 

servants under State control. State Governments amy like, in this 

connection, to be reminded of their own occasional impatience with the 

all-India services operating in the State field, and the equation is not 

perfect by any means! If the well-being and efficiency of local 
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government genuinely inspires the State Governments which have 

created state municipal cadres, the logical step would be to merge them 

in corresponding State cadres. This would not only give a psychological 

boost to the local bodies but would also, in the sphere of action, enable 

them to utilise experienced personnel. The homogeneity will raise the 

level of local government performance and will raise the level of local 

government performance and will indirectly engender greater interest on 

the part of the State Government in the fortunes of urban government. It 

may also help eliminate the present alienation and make local 

government an integral part of the system of governance.  

 

Problems in Administration in Local Self government  

The planning process leads on to a number of administrative problems 

which continue to even the more efficient urban government. Apart 

from purely internal administrative problems within the specified 

jurisdiction of an urban government, growing towns invariably generate 

a suburban development along the periphery over which they have no 

control. Sooner or later such haphazardly developed areas get 

incorporated into the central town. It is an unpleasant and costly dower 

and creates serious difficulties for the town administration and, in any 

case, generally does not contribute much to the revenues of the town in 

the initial stages and still clamours the most for the full extension of 

municipal services and facilities. On the physical plane, the task is 

gigantic as the urban government does not operate upon a clean slate. 

Expense and technical difficulties apart, the laying of the services and 

the provision of amenities in a planned way causes much dislocation to 

the people already settled in these pockets in an utterly disorganised 

manner. Thus, whereas urban local governments have to face the 

problems, they have no means of preventing such development on the 
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outskirts. To reduce these possibilities, remedial measures have to be 

devised by the State Government in close collaboration with the urban 

local governments concerned and the formulation of integrated plans 

with built-in protective devices is imperative. On the other hand, it must 

also be conceded that local bodies do not evince much alarm or anxiety 

about such ugly developments right from the beginning and register 

protest and display helplessness when the mischief is done. If they were 

less somnolent or indifferent, it could be possible to energies the State 

Government into action during the incipient stages. It will be seen from 

this brief narration that urban governments face serious problems and as 

they happen to be face to face with the community, their task becomes 

all the more difficult. Even though a strengthening of the basis of local 

government and an enlargement of its responsibility, authority and 

financial powers and resources is necessary, let it be stated beyond the 

scope of any doubt that much can be done even within the present 

dispensation – much, indeed, to meet the advancing wave of 

urbanisation and to reduce current deficiencies. What is needed is a total 

effort in the public interest born out of a full and complete knowledge of 

the role and functions of local government and of the human and 

physical landscape of the city. Piecemeal and sporadic efforts, as are 

often in evidence and wringing of ones hands are not going to help. All 

aspects of the community‘s life have to be taken care of – physical well-

being, social welfare and economical prosperity. Municipal government 

has to be total government within its jurisdiction.  

 

URBAN LOCAL GOVERNMENT: 

Municipal governance in India has been in existence since the year 1687 

with the formation of Madras Municipal Corporation and then Calcutta 

and Bombay Municipal Corporation in 1726. In early part of the 
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nineteenth century almost all towns in India had experienced some form 

of municipal governance. In 1882 the then Viceroy of India, Lord 

Ripon's resolution of local self-government laid the democratic forms of 

municipal governance in India. In 1919, a Government of India act 

incorporated the need of the resolution and the powers of democratically 

elected government were formulated. In 1935 another Government of 

India act brought local government under the purview of the state or 

provincial government and specific powers were given. 

For the Census of India 2011, the definition of urban area is as follows: 

1. All places with a municipality, corporation, cantonment board or 

notified town area committee, etc. 

2. All other places which satisfied the following criteria: 

a) A minimum population of 5,000; 

b) At least 75% of the male main working population engaged in non-

agricultural pursuits; and 

c) A density of population of at least 400 persons per sq. km 

 As a result of economic development in India, urbanization is 

proceeding at a very rapid rate. Cities and towns contribute to more than 

60% of the GDP,so one can understand the strong co-relation between 

urbanization and economic development. So it is imperative to develop 

an efficient urban or municipal government.  
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Chart No:-1.1 

Urban - Of or in a city or town 

 

 

 

MUNICIPAL GOVERNANCE - MAIN FEATURES: 

The purpose of municipal governance and strategic urban planning in a 

country is to create effective, responsive, democratic, transparent, 

accountable local governance framework organised according to a 

rational structure that promotes responsiveness and accountability; to 

provide responsive policy guidance and assistance to sub-national 

entities; to strengthen the legal, fiscal, economic and service delivery 

functions of municipalities; and to foster greater citizen participation in 

the governance of local bodies. Similar to the Panchayati Raj system, 

the Nagar Palika Act or the Municipalities Act, 1992 set up through the 

74th Amendment Act also provides for a three tier municipal system in 

the urban centres. The size and criteria of these municipal bodies are 
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decided by the state legislature as it is set up under an Act of the state 

legislature.The Twelfth Schedule of Constitution (Article 243 w) 

provides an illustrative list of eighteen functions, that may be entrusted 

to the municipalities. Reservation of seats for ST,SC,OBC & women are 

similarly provided as is for the Panchayati Raj system. The Nagar 

Palikas/Municipals are to work as instruments of development and 

planning and also to handle funds for local activities. 

 

STRUCTURE OF MUNICIPAL GOVERNANCE OF A 

METROPOLIS: 

i) Municipal Corporation - It is the topmost of urban local government 

and is for an urban area/centre with population above 3 lacs. As an 

institution it is more respectable and enjoys a greater measure of 

autonomy than other forms of local government. It is set up under a 

special statute passed by the respective state's legislature. However, in 

an exception, in Delhi ( due to it being the National Capital Territory), 

the power to set up a Municipal Corporation lies with the Union 

Parliament. 

 

ii) Councillors - Members of the Municipal Corporation are elected on 

the basis of universal adult suffrage for a period of five years and they 

are called Councillors. These Councillors, collectively called the 

Municipal Council, exercise deliberative functions and the executive 

functions are performed by the Municipal Commissioner. 

 

iii) Municipal Commissioner & Mayor - He is an Indian 

Administrative Services official appointed by the state government and 

has the executive powers of the government of Municipal Corporations. 

The other executives known as the Mayor and Deputy Mayor are 
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political executives elected for a period of two and half year by the 

members of the Corporation. The Mayor is the titular head of the 

corporation and presides over the meetings of the corporation. These 

Municipal Corporations are in charge of Wards ( subdivision or district 

of a town/city) according to its population and representatives are 

elected from each Ward.  

 

Commissioner to exercise powers and perform duties of 

Corporation under other laws 

(1) Any powers, duties and functions conferred or imposed upon or 

vested in the Corporation by any other law for the time being in force 

shall, subject to the provisions of such law and to such restrictions, 

limitations and conditions as the Corporation may impose, be exercised, 

performed or discharged by the Commissioner. 

 

(2) The Commissioner may with the approval of the Standing 

Committee by order in writing empower any municipal officer to 

exercise, perform or discharge any such power, duty or function under 

the control of the Commissioner and subject to his revision and to such 

conditions and limitations, if any, as he shall think fit to prescribe. 69. 

(1) Subject to the provisions of sub-sections (2) and  

 

(3), any of the powers, duties or functions conferred or imposed upon or 

vested in the Commissioner or the Transport Manager by or under any 

of the provisions of this Act may be exercised, performed or discharged, 

under the control of the Commissioner or the Transport Manager, as the 

case may be, and subject to his revision and to such conditions and 

limitations, if any, as may be prescribed by rules, or as he shall think fit 

to prescribe in a manner not inconsistent with the provisions of this Act 
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or Rules, by any municipal officer whom the Commissioner or the 

Transport Manager generally or specially empowers by order in writing 

in this behalf; and to the extent to which any municipal officer is so 

empowered the word “Commissioner” and the words “ Transport 

Manager “ occurring in any provision in this Act, shall be deemed to 

include such officer. (2) The Commissioner shall not, except with the 

prior approval of the Standing Committee, make an order under sub-

section (1) affecting his powers, duties or functions under any of the 

following sections, sub sections and clauses (3) The Transport Manager 

shall not, except with the prior approval of the Transport Committee, 

make an order under sub-section (1) 

 

Functions of Municipal Corporations: 

Obligatory -  Supply of wholesome water and construction and 

maintenance of water works, supply of electricity, road transport 

services, construction, maintenance, naming and numbering of public 

streets, lighting, watering and cleaning public streets, etc. 

 

Discretionary - Construction of public parks, gardens, libraries, 

museums, theatres and stadiums, public housing, planting of trees on 

road sides and elsewhere, provision of relief to destitute and disabled 

persons, civil reception of VIPs, registration of marriages, organisation 

and management of fairs and exhibitions. 

 

The Delhi Municipal Corporation was recently trifurcated citing better 

administration as the reason,in to North Delhi Municipal Corporation, 

South Delhi Municipal Corporation and the East Delhi Municpal 

Corporation. 
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STRUCTURE OF MUNICIPAL GOVERNANCE IN SMALLER 

CITIES AND TOWNS - NAGAR PALIKA / 

MUNICIPALITY/MUNICIPAL COUNCIL: 

 

Municipal Councils or Municipalities are set up for an urban area/centre 

with population of 100,000 or more, however there are exceptions to 

that as previously nagar palikas were constituted in urban centers with 

population over 20,000 so all the urban bodies which were previously 

classified as nagar palika were reclassified as nagar palika even if their 

population was under 100,000. Members of the Nagar Palika are elected 

representatives for a period of five years. The town is further divided 

into Wards ( subdivision or district of a municipality/town) according to 

its population and representatives are elected from each ward. 

Wards may be grouped together into ward councils. One or more 

representatives are elected to represent each ward. The members elect a 

President among themselves to preside over and conduct meetings of the 

Municipality. A Chief Officer along with other officers like an Engineer, 

Sanitary Inspector, Health officer and education officer who come from 

the State Public service and are appointed by the state government to 

control the executive and administrative affairs of the Municipality. 

The nagar palika is responsible for 

• Water supply 

• Hospitals 

• Roads 

• Street lighting 

• Drainage 

• Fire brigade 

• Market places and 

• Records of births and deaths 
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• Solid waste management 

 

Its sources of income are taxes on water, houses, markets, entertainment 

and vehicles paid by residents of the town and grants from the state 

government. 

 

STRUCTURE OF MUNICIPAL GOVERNANCE IN VERY 

SMALL CITIES WHICH ARE IN A TRANSITION FROM 

RURAL TO URBAN - NAGAR PANCHAYAT: 

Nagar Panchayats are for an urban area/centre having a population of 

more than 30,000 and less than 100,000 inhabitants. However, there are 

some exceptions. All the previous town area committees (urban centres 

with a total population of more than 5,000 and less than 20,000) are 

reclassified as Nagar panchayat. Nagar panchayats have a chairman with 

ward members. Membership consists of a minimum of ten elected ward 

members and three nominated members.And it consist of a Block 

Development Officer ( commonly known as Executive Officer) ,who is 

the chief of all administration 

 

SOME OTHER MUNICIPAL BODIES THAT SHOULD BE 

TAKEN NOTE OF: NOTIFIED AREAS: 

In urban planning, a Notified area is any land area earmarked by legal 

provision for future development. The term is used in the Hindi belt 

region of North India. The term also describes a village or settlement 

with a population between 10,000 and 20,000. A community of over 

20,000 is considered a town under Indian law. Each notified area elects 

a notified area committee for its administration where all members as 

well as the chairman are nominated by the state government, which 

function like municipality. There have been various recommendations 
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asking to stop such centralisation in the state govt. hands by setting up 

these areas when they should actually be under the PRIs. 

 

TOWN AREA COMMITTEE: 

It is a semi municipal authority constituted for small towns,and it exists 

in several states out of which Uttar Pradesh has the largest number. The 

members may be partly elected and partly nominated by the state govt. 

or wholly nominated or wholly elected. It is assigned a number of 

functions like street lighting,drainage,roads,conservancy,etc. The 

District Collector in some states has been given powers of surveillance 

and control over the TAC. Following recommendations of the Rural 

Urban Relationship Committee,1966, that smaller TACs be merged with 

Panchayati Raj bodies,Madhya Pradesh and Haryana have done so. 

 

TOWNSHIP: 

PSUs are set up by the govt. and housing colonies have been set up 

around them for the staff and workers. These draw people from rural as 

well as urban areas and this develops into a kind of a very small 

town,therefore it is named as a Township. These townships are 

administered by the Municipal corporation or Municipality under which 

it falls which appoints a Town Administrator for this area who is 

assisted by a few engineers and technicians that handle functions like 

water,electricity,roads,drainage,markets,parks,etc. The expenditure on 

such townships are shared equally by the urban local govt. as well as the 

respective Industry.  
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POLITICS AND ADMINISTRATION WITH SPECIAL 

REFERENCE TO CITY MANAGEMENT:  

While urbanisation can be an engine of economic development and 

inclusion, unless managed properly, it can create serious socio-economic 

consequences and disastrous outcomes which would be difficult and 

impossible to fix.  Apart from the above mentioned Problem Areas of 

Municipal Bodies, with time, today's urban planners are busy creating a 

bureaucratic maze,issuing permits and enforcing planning and building 

codes, become reactive instead of proactive, corrective instead of pre-

emptive. We are busy implementing global plans at the local level but 

till date there is a majority of rural and urban dwellers who do not have 

access to even the basic amenities/services for a decent living.  One of 

the major causes of the abovementioned is the rigid bureaucratic 

approach towards this with a top-down approach that is a lethargic and 

unequipped and unskilled one. Recruits to head these urban Municipal 

bodies are generalists with little knowledge most of the times regarding 

the subject matter. Therefore, it is necessary for them to be equipped 

with the knowledge and management practices to build their capacities 

in order for them to efficiently and effectively handle the growing 

specific functions of these specific bodies and especially in this LPG era 

where India is undergoing an economic,social and political 

transformation. That is where City or Urban Management steps 

in. Along with international organisations like World Bank,etc support 

the Government Of India has set up a host of programmes and courses 

for capacity building of urban governance officials and staff to achieve 

the abovementioned goals. An example:The Administrative Staff 

College of India (ASCI) and World Bank Institute (WBI) have entered 

in to partnership to specifically support capacity building needs of 

Indian cities and have signed a Memorandum of Understanding (MOU) 
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to this effect. Establishing Certification Program in Urban Management 

is a key initiative of the MOU. The Water and Sanitation Program, 

South Asia is a key partner in this initiative. The Certification Program 

has received the endorsement from Government of India’s Ministry of 

Urban Development (MoUD). The Certification Program in Urban 

Management is designed to enhance the capacities of urban sector 

professionals who are appropriately trained and have demonstrated their 

competence to effectively take up challenging responsibilities in urban 

management. The program seeks to provide urban professionals with a 

vehicle through which they can gain the latest knowledge on key aspects 

of urban management, and to develop innovative solutions to confront 

major issues faced by Indian cities. 

 

Core Objectives 

• To provide a broader, more holistic perspective on the range of issues 

confronting Indian cities and to explore new approaches to address 

them; 

• To promote an active exchange of experiences and enhance awareness 

of national and international good practices for improving the 

accountability and creditworthiness of urban local governments and 

ensuring effective delivery of services, particularly to the urban poor; 

• To assist city managers and senior staff of urban local governments in 

developing appropriate management, governance, leadership and 

organizational tools and strategies to enable them to discharge their 

duties more effectively; and  

• To enhance the skills of urban sector professionals and enable them to 

formulate action plans to meet strategic goals of their institutions. 
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MINISTRY OF URBAN DEVELOPMENT, GOVT. OF INDIA -  

The Ministry of Urban Development is responsible for formulating 

policies, supporting and monitoring programmes and coordinating the 

activities of various Central Ministries, State Governments and other 

nodal authorities in so far as they relate to urban development issues in 

the country. Its important Programmes/Schemes are: 

 

i) Jawaharlal Nehru National Urban Renewal Mission -  

Objectives of the Mission 

(1) The objectives of the JNNURM are to ensure that the following are 

achieved in the urban sector;. (a) Focused attention to integrated 

development of infrastructure services in cities covered under the 

Mission; (b) Establishment of linkages between asset-creation and asset-

management through a slew of reforms for long-term project 

sustainability;. (c) Ensuring adequate funds to meet the deficiencies in 

urban infrastructural services;. (d) Planned development of identified 

cities including peri-urban areas, outgrowths and urban 

corridors leading to dispersed urbanisation;. (e) Scale-up delivery of 

civic amenities and provision of utilities with emphasis on universal 

access to the urban poor;. (f ) Special focus on urban renewal 

programme for the old city areas to reduce congestion; and (g) Provision 

of basic services to the urban poor including security of tenure at 

affordable prices, improved housing, water supply and sanitation, and 

ensuring delivery of other existing universal services of the government 

for education, health and social security only for the city having 

population of more than 10lakhs. 
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ii) Urban Infrastructure Development Scheme for Small & Medium 

Towns (UIDSSMT) -This subsumed the existing schemes of Integrated 

Development of Small and Medium Towns (IDSMT) and Accelerated 

Urban Water Supply Programme (AUWSP). The objectives of the 

Scheme are: 

1. Improve infrastructural facilities and help create durable public assets 

and quality oriented services in cities & towns, Enhance public-private-

partnership in infrastructural development and Promote planned 

integrated development of towns and cities. All towns/cities as per 2001 

census except 63 Mission cities/Urban Agglomeration covered under 

JNNURM are eligible to be covered under the scheme. The components 

for assistance under the Scheme include all urban infrastructure 

development projects such as water supply, roads, parking space, 

drainage, solid waste management, sewerage, urban renewal, 

preservation of water bodies and prevention of soil erosion. 

 

Types of Urban Local Bodies  

There were one municipal corporation and 56 municipalities in the State 

in 1965 governed respectively by the Bombay Provincial Municipal 

Corporations Act, 1949. The district municipalities which had a 

population between 10,000 to 20,000 have been converted as Nagar 

Panchayats and those with population below 10,000, as Gram 

Panchayats.  

 

Demarcation and Rural-Urban Relationship  

There are no specific criteria for constituting municipal corporations. 

This is decided by the State Government after considering the growth 

and importance of a city and the necessity for ensuring a better 

municipal government for the same. The Maharashtra Municipalities 
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Act, 1963 also does not state any specific criteria for constituting 

municipalities. But the Maharashtra Panchayats Act, 1961 provides for 

the declaration of towns having a population from 10,000 to 30,000 is 

Nagar Panchayats, although in practice, only towns upto 20,000 

population have been integrated so far. Thus, it may be seen that towns 

with a population above 20,000 are generally constituted into 

municipalities. No criteria have been laid down in the Acts for 

demarcating the boundaries of the urban local bodies. The Municipal 

Act provides that the State Government may by notification include any 

area in a municipal borough. Before including any area in a local body, 

the State Government has to notify the proposal in the Official Gazette 

and also in at least one of the local newspapers in English as well as in 

Marathi and also paste up the same in conspicuous places in the local 

area. Objections to the proposal in writing to the collector are invited 

within two months. The collector forwards every objections to the State 

Government who after duly considering them finally notifies the 

proposal in the Official Gazette.  

 

Structure, Composition, Tenure, etc., of Local Council  

In the case of municipalities, the various authorities charged with 

carrying out the provisions of the Act are: (a) the municipality; (b) the 

president; (c) the chief officer. The municipality consists of elected 

concillors whose number varies from 25 to 51 according to population 

as follows: (i) 25, if the population of the municipal borough does not 

exceed 50,000 (ii) 35, if the population of the municipal borough 

exceeds 50,000 but does not exceed 1,00,000 (iii) 40, if the population 

of the municipal borough exceeds 1,00,000 but does not exceed 

2,00,000. (iv) 51, if the population of the municipal borough exceeds 

2,00,000 Seats have been reserved for women (varying between 2 and 5 
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depending on the total membership of the council) and for scheduled 

castes and scheduled tribes (in proportion to their population). The term 

of office of members is four years extensible by State Government to a 

period not exceeding five years in the aggregate. A president and a vice-

president are elected by the members from among themselves and they 

hold office for a term not exceeding four years. The Municipalities Act 

provides that every municipality shall appoint a chief officer. He can be 

removed from office, reduced in rank or suspended by a resolution 

passed by not less than two-thirds of the total number of councillors. In 

the case of corporation, the various authorities are : (a) Corporation; (b) 

Standing committee; (c) Municipal commissioner; (d) Transport 

committee (in case the Corporation runs a Transport undertaking); (e) 

Transport manager. The corporation consists of elected councilors 

whose total number is fixed by the State Government, by notification in 

the Official Gazette. The Mayor calls for the meeting of the corporation 

and presides over all meetings. The standing committee consists of 

twelve councilors, half of whom retire every year by rotation. The 

Chairman of the standing committee is elected every year by the 

members of the standing committee. The Municipal commissioner is 

appointed by the State Government for a period not exceeding three 

years in the first instance and the appointment can be renewed for a 

similar period. He is vested with the executive authority for the purpose 

of carrying out the provisions of the Municipal Corporation Act. He 

exercises supervision and control over all corporation officers and 

servants other than the municipal chief auditor and municipal secretary 

and the officers and servants immediately subordinate to them. He can 

be recalled by the State Government if at a meeting of the corporation 

not less than five-eight of the total number of members votes in favour 

of a resolution recommending his withdrawal. The transport committee 
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consists of nine members for the purpose of conducting the transport 

undertaking of the corporation in accordance with the provisions of the 

Act. The chairman of the standing committee is an ex officio member 

and eight members are appointed by the corporation from among 

persons who in the opinion of the corporation have had experience of 

and shown capacity in administration or transport or engineering, 

industrial, commercial, financial or labour matters, and who may or may 

not be members. In practice, the corporation elects four members from 

amongst themselves and four from outside. One-half of the members of 

the committee retire in every second year. The chairman is elected from 

among the members every year. The transport manager is appointed by 

the corporation subject to the approval of the State Government.  

 

Committees  

In every municipality, an executive committee is constituted consisting 

of six to twelve counselors, as the municipality may determine. The 

members of the committee are elected by the municipality and hold 

office for a period of one year. There is also provision in the 

Municipalities Act to constitute other committees consisting of such 

number of councilors as the municipality may decide to exercise the 

powers and perform the duties of the municipality in respect of any 

purpose. There is also provision to appoint consultative committees to 

which may be referred any special subjects for enquiry and report or for 

opinion. In such committees, the municipality may appoint even non-

councilors (not exceeding one-third of the total number of members of 

such committee) possessing special qualifications or representing any 

authority or interests. Besides these committees, in pilgrim centers 

notified by the State Government, a pilgrim committee is constituted 

consisting of four councilors (of whom one shall be the president of the 
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municipality) and two persons appointed by the State Government. The 

president or vice-president, if elected a member of any of the above 

committees shall be its ex officio chairman. For committees of which 

there is no ex officio chairman, the chairman is appointed by the 

municipality. In the case of the corporation, besides the standing 

committee and the transport committee which have already been 

referred to, there is also a municipal school board constituted under the 

Bombay Primary Education Act, 1947 to conduct the affairs of the 

educational institutions under the municipal corporation with 14 

members, of which three are nominated by the State Government and 

the rest by the corporation. The tenure of this Board is four years. 

Besides the above committees, there is provision for the appointment of 

special and ad-hoc committees for health, town planning and public 

works, recreational and cultural affairs. All these committees have 12 

members each with the exception of the legal committee which has 3 

members only. The tenure of these committees is one year.  

 

Executive and Deliberative Wings and Other Relations The 

Municipalities Act vests both the president and the chief officer with 

executive powers. Besides presiding over the meetings of the 

municipality the duties of the president are to watch over the financial 

and executive administration of the municipality and to exercise 

supervision and control over the acts and proceedings of all officers and 

servants of the municipality in matters of executive administration and 

in matters concerning the accounts and records of the municipality. The 

president has also powers to set aside or modify any order of the chief 

officers relating to the service of the officers and servants of the 

municipality and their pay, privileges and allowances. In case of 

emergency, he has also the powers to direct the execution or stoppage of 
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any work deemed necessary for the service or safety of the public. The 

functions of the chief officer are to grant and issue under his signature 

all licenses and permissions which may be granted by the municipality 

other than licenses for markets or slaughter houses. He can receive, 

recover and credit to the municipal fund any sum due and tendered to 

any post, the monthly salary of which does not exceed Rs.100. The chief 

officer of the municipality enters into all contracts on behalf of the 

municipality but he must obtain prior sanction of the committee 

concerned for all expenditure exceeding Rs.1000. He himself can 

sanction expenditure only upto Rs. 1000 but all expenditure exceeding 

Rs.500 and not exceeding Rs. 1000 has to be reported to the committee 

concerned within 15 days of the sanction. The chief officer can be 

removed from office, reduced in rank or suspended by a resolution 

passed by a majority of not less than two-thirds of the total number of 

councilors. In the corporation the municipal administration of the city 

vests in the corporation. But the entire executive power for the purpose 

of carrying out the provisions of the Act vests in the municipal 

commissioner who also exercises supervision and control over the acts 

of all officers and servants of the corporation other than the municipal 

secretary and the municipal chief auditor and the officers and servants 

immediately subordinate to them. The municipal commissioner is also 

the appointing authority for all posts carrying a minimum monthly 

salary upto Rs.400 and he makes such appointments on the 

recommendation of a statutory selection committee. The municipal 

commissioner enters into all contracts on behalf of the corporation. He 

himself can sanction expenditure only upto Rs.5, 000 subject to budget 

provision, but all expenditure exceeding Rs.1000 has to be reported to 

the standing committee within 15 days of the sanction. For contracts 

involving expenditure exceeding Rs. 5,000, the previous approval of the 
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standing committee is necessary. The municipal commissioner can 

dispose of any movable property upto the value of Rs.500 and for higher 

value of movable property or for the disposal by sale of lease (exceeding 

12 months) of any immovable property; he must obtain the sanction of 

the standing committee or the corporation as the case may be. The 

annual budget is prepared by the municipal commissioner and submitted 

to the standing committee which has full powers to very it and then 

present it to the corporation for sanction. The chief municipal auditor 

who is appointed by the corporation and is in no way subordinate to the 

municipal commissioner exercises control over the accounts and 

finances of the corporation.  

 

Human Resource Management 

 Human resource management (HRM) is the strategic and coherent 

approach to the management of an organization's most valued assets - 

the people working there who individually and collectively contribute to 

the achievement of the objectives of the business. The terms "human 

resource management" and "human resources" (HR) have largely 

replaced the term "personnel management" as a description of the 

processes involved in managing people in organizations.
22

 

 

Features of HRM 

Its features include: 

� Personnel administration  

� Personnel management  

� Manpower management  

� Industrial management  

One widely used scheme to describe the role of HRM, developed by 

Dave Ulrich, defines 4 fields for the HRM function:
25
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� Strategic business partner  

� Change agent  

� Employee champion  

� Administration  

 However, many HR functions these days struggle to get beyond 

the roles of administration and employee champion, and are seen rather 

as reactive as strategically proactive partners for the top management. In 

addition, HR organizations also have the difficulty in proving how their 

activities and processes add value to the company. Only in the recent 

years HR scholars and HR professionals are focusing to develop models 

that can measure if HR adds value.
26

  

 

Business Practice 

 Human resources management comprises several processes. 

Together they are supposed to achieve the above mentioned goal. These 

processes can be performed in an HR department, but some tasks can 

also be outsourced or performed by line-managers or other departments. 

� Workforce planning  

� Recruitment (sometimes separated into attraction and selection)  

� Induction and Orientation  

� Skills management  

� Training and development  

� Personnel administration  

� Compensation in wage or salary  

� Time management  

� Travel management (sometimes assigned to accounting rather than 

HRM)  

� Payroll (sometimes assigned to accounting rather than HRM)  

� Employee benefits administration  
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� Personnel cost planning  

� Performance appraisal  

 

Human Resource Management - Approaches 

 The term Human Resource management came to prominence 

during 1980s as a pressure grew to give priority for the effective 

management of people at work. The pressure which led to greater 

interest in 1980s  still persists today which include growing market 

competition, changing expectations of the employee, complex 

management process , availability of 'excellence' and 'quality' models. 

Competitive market pressures demands full use of human resources and 

a higher quality of goods and services arguably provided the main 

pressure, while a key trigger was provided in accounts of success stories 

of companies. Analysis of Japanese companies appeared to demonstrate 

that they succeeded through a distinctive approach to management of 

human resources. The importance of human resources was reinforced by 

American perspective by Peters and Waterman's book In search of 

excellence. This claimed that the best American company succeeded by 

emphasizing the soft side of management, that is management of human 

resources. Reinforced by hyperbole and rhetoric became popular in 

industry and came to offer a counter to the growing Japanese 

competition.
29 

 One of the distinctive feature of Human Resource 

management is that as the critical success factor it is too important to be 

left to human resource specialist. What was needed is to present human 

resource management an approach appealed to line managers. This 

means the traditional personnel management has to be repackaged and 

extended.
30

 Organisations have choices about how they want to pursue 

human resource activities according to the policy goals to which they 

give priority. They accept an open systems approach indicating that 
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range of influences are likely to determine policy priorities.
31

 The 

distinctive feature of HRM is that it links HRM policy and HRM 

strategy to business strategy, shifting the emphasis from the traditional 

administrative, fire-fighting and problem-solving activities of personnel 

management to a more proactive and strategically oriented role.
32

  

  

Chart No:-1.2  

Employment in Public Sector by branch 

 

Source: HRD Ministry of India, (2010) 
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Chart No:-1.3 

Comparative analysis of employment in Public & private sector. 

 

Source: HRD Ministry of India, (2010) 

Table No: - 1.1  

Employment By zones at a Glance 

Source: HRD Ministry of India, (2014) 

The discussion above by and large conveys four major points. First, 

HRD scholars are concerned with international investigations 

(Marquardt and Engel, 1993; Streumer et al., 1999; Swanson and 

Holton, 2001). Second, there is a suggestion regarding the need for HRD 

investigations in ASEAN member countries (Osman-Gani,2000). Third, 

India is a country that plays a significant role in ASIAN, and fourth, the 

Sr. 

No 

Zone Employment (in Thousands) Percentage  

Change 

  2012 2013  

1 Northern 4090 4049.1 -1 

2 Central 3819.2 3759.2 -1.6 

3 North 

Eastern 

1495.9 1511.9 1.1 

4 Eastern 4318.9 4358.1 0.9 

5 Western 5253 5631 5 

6 Southern 7427.6 7381.4 -0.6 

 Total 26404.6 26690.7 0.1 
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review of international HRD literature indicates the lack of naturalistic 

studies performed by native researchers (Hansen and Brooks, 1994). In 

response to these matters, the HRD study was conducted in Small & 

Medium Enterprises of Aurangabad District.  The companies were 

selected for its important role in the country, and the significant size of 

its training division. The focus of all aspects of Human Resource 

Development is on developing the most superior workforce so that the 

organization and individual employees can accomplish their work goals 

in service to customers. Organizations have many opportunities for 

human resources or employee development, both within and outside of 

the workplace. 

Human Resource Development can be formal such as in classroom 

training, a college course, or an organizational planned change effort. 

Or, Human Resource Development can be informal as in employee 

coaching by a manager. Healthy organizations believe in Human 

Resource Development and cover all of these bases. 

 

Human Resource Development Activities     

In this article Sofo discusses HRD activities within three broad 

functions: training, development, and education. HRD activities vary by 

level (individuals, groups, teams, communities, nations, worldwide 

organizations), function (type of learning involved from very simple to 

very complex), and timeframe (from a few minutes to several years). 

Despite dramatic differences, all HRD activities have at least two things 

in common: 1) HRD activities are all directed towards learning and 

change; and 2) HRD activities are directed at people, either individuals 

or groups of different sizes ranging from small teams to national and 

even global audiences. HRD activities can be deliberate or spontaneous. 

Learning, as described by the Learning Declaration Group, can be both 
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enjoyable and painful; formal and informal; and a cause and a 

consequence of change. Learning requires questioning, listening, 

challenging and inquiring; becomes more effective when it is self-

managed; and requires policy makers, leaders, facilitators and 

individuals to support one another to improve the quality of discovery, 

innovation and insights. 

It is important to note that HRD must be aligned to the personality, 

dynamics, and infrastructure of the entity, reflecting and working with 

the assumptions of those involved. An imposed HRD philosophy rarely 

works. 

Chart No:- 1.4 

A Framework on HRM within SMEs 
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What Are Needs? 

The term "need" can be somewhat ambiguous. What one person 

considers a need, another may consider a want or desire, leading to the 

terms "felt" and "actual" needs. In some cases, felt needs are actually 

symptoms of deeper actual needs. For example, a group of employees 

expresses a felt need for stress management training. Upon 

investigation, however, the actual need may be to ameliorate or 

eliminate the sources of stress, such as noise, inefficient work processes, 

or ineffective supervisory practices. 

 

Structuring of HRD 

The above description of the HR function indicates that the HR 

departments in Indian organizations (including one multinational located 

in India and one Indian company located in another country) do not have 

well differentiated structures appropriate for HRD. They have well 

differentiated roles in personnel but not in HRD. When it comes to 

HRD, it seems that they structure the role in such a way that it is mixed 

up with other personnel functions. As the structures are mixed and 

convenience- based, the HRD activities also get mixed attention and are 

often convenience-based. As a result, various sub-systems of HRD do 

not get the attention they deserve. Our audits have indicated that even 

those designated as HRD managers are unable to devote full time to 

HRD as they are involved with other personnel functions and 

administrative activities.  

 

Human Resource Development Plans      

The next article discusses HRD planning in general. Planning is a 

critical function for every individual, group and business. Whether we 

realize it or not, when we think, we plan. Planning means creating 
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possibilities, evaluating alternatives, choosing one or keeping an open 

mind on the possibilities until the time comes to act. The mark of a 

professional is a deep awareness about planning, according to Sofo, and 

planning requires a great deal of skill and imagination. HRD plans 

include the design and construction of developmental activities that are 

essential to assisting people to achieve the organization’s goals. 

Planning strategies that help people do their jobs well are the most likely 

to improve those individuals’ capabilities, potential, influence and 

wealth. 

Whatever our orientation in life, we all tend to focus on purpose. We 

plan our activities to deal with real life tasks and problems or for 

enjoyment. In many organizations, individuals play a more important 

role than ever. Individuals are expected to plan their own career and 

supporting learning strategies, provide feedback to others through 360-

degree systems, and take on more responsibility for their own work and 

for the success of the organization. Planning will work more effectively 

when the organizational culture views planning as a normal part of 

work, and when there is a readiness or sense of some urgency to plan. 

 

Significance of the Study 

     The Present study is a comprehensive and systematic study of 

different class of employees working in municipal councils for 

Marathwada Region. It has both practical and theoretical importance. It 

advances knowledge and understanding of how key retention variables 

which may affect different class of employees working in select 

municipal councils.  It may, also be used to assist human resource 

management in formulating strategies to increase job satisfaction and 

organizational commitment among different class of employees working 

in municipal councils for Marathwada Region. Human Resource 
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Management and Administration practices of different class of 

employees working in municipal councils for Marathwada Region is an 

area which is currently providing the database research of select 

employee.  

 

Rational Behind the Study 

               Human Resource Management and Administration practices of 

different class of employees working in municipal council for 

Marathwada Region are crucial. The Government and Administration 

for the same is not working and implementing different schemes 

properly. The employees have to   develop three sets of skills, namely; 

conceptual, technical, and human Conceptual skills which allow the 

manager to develop relationships between factors that other people may 

not see. Managers who have well-developed conceptual Skills are able 

to apply different class of employees working in municipal council to 

the same situation. 

               For a different class of employees in municipal councils to be 

technical, it implies that he or she should act professionally. Lastly, 

different classes of employees working in municipal councils should be 

able to see members of the organization as human beings who have 

needs and psychological feelings with emotions. These needs and 

feelings must be positively harnessed for the good of the 

Administration; motivation of the employees, therefore, becomes a 

critical factor in increasing productivity. 

           Yet managers can work knowledge that constitutes science. 

However, the science underlying managing is fairly crude and inexact. 

This is true because the many variables with which managers deal are 

extremely complex. Nevertheless, such management knowledge can 

certainly improve managerial practice. Managers who attempt to 
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manage without management science must put their trust to luck, 

intuition, or what they did in the past. In managing, as in any other field, 

unless practitioners are to learn by trial and error, there are no place they 

can turn for meaningful guidance other than the accumulated knowledge 

underlying their practice; this accumulated knowledge is theory. So it is 

felt necessary to highlight on the social, cultural, educational and 

economical development of the employees. It is also felt necessary to 

highlight on the problems and prospects with proper remedies for the 

employees working in the said municipal councils. 

 

Objectives of the Study 

1. To study and analyze the socio-economic development of different 

class of employees working in municipal councils for Marathwada 

Region. 

 

2. To reviews the human resource management and administration 

practices at different class of employees working in municipal councils 

for Marathwada Region. 

 

3. To study the Social Security and Welfare schemes and constitutional 

provisions for the different class of employees working in selected 

Municipal Councils. 

 

4. To highlight on the managerial functions i.e. planning, organizing, 

directing, controlling and motivation for the different class of employees 

working in municipal councils for Marathwada Region. 

5. To find out the quality of Worklife and Health problems with 

suitable remedies for different class of employees working in selected 

municipal councils. 
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6. To find out various problems before municipal councils and to 

suggest suitable remedies to overcome the problems. 

 

 Hypothesis tested 

1. There is no significant difference between the performance of 

Human Resources Management and Administration when training 

approach was taken as independent variable for select municipal 

councils. 

 

2. The employees working in the said municipal councils have several 

social and economical problems. 

 

Research Methodology 

                     To complete this study following research methodology 

has been adopted. To generate the data, both the types of data is used i.e. 

primary and secondary data 

A. Collection of data 

1) Primary Data 

             Primary data is connected through different questionnaires, for                

this purpose two different questionnaires is framed, one for employees 

and another for Government officers and other concerned Authorities.   

2) Secondary Data 

 Secondary data is collected though the news paper, magazine, 

research papers articles,  books, government reports, and related 

websites. 

Selection of Samples 

 Samples drawn to complete this study are from different leading 

Taluka places and municipal councils from the region. There are three 
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different municipal councils in Marathwada region, i.e. Beed, Jalna and 

Parbhani From these councils 300 employees and 15 officers have been 

selected by the help of simple random sampling method. Rest of the 

district’s three leading ‘A’ grade councils have been selected by the help 

of random sampling method, i.e. Beed, Jalna and Parbhani. From these 

district places 50 employes each and five officers from each municipal 

councils have been selected for the study purpose.                                             

   

Table No:-1.2 

Municipal Councils at a Glance in Marathwada Region 

Sr.No. Name of the 

Districts/Councils 

No. Of  

Offices 

No. Of 

Employees’ 

Selected 

Sample 

Respondents 

1 Beed 11 1000 100 

2 Latur 05 1080 100 

3 Parbhani 09 1200 100 

4 Nanded 15 1500 100 

5 Hingoli 05 980 100 

6 Osmanabad 08 850 100 

7 Aurangabad 08 1050 100 

8 Jalna 08 1100 100 

Total 69 69 8760 800 

  

 Scope and Limitations of the Study 

1. The present study is geographically limited to the Marathwada 

Region in the State of  Maharashtra  only.  



48 

 

2. The study highlights on the performance of the different class of 

employees working in municipal councils for the period of 2005 to 

2015.  

Tools and Techniques used 

 The data so collected is scrutinized, tabulated, analyzed and finally 

used for the study purpose. To analyze the data simple co-relation, 

regression, chi-square test, and other related tools and techniques are 

used for the analysis purpose. 

 

Further Scope of the Research: 

             This study is limited to Marathwada Region only. Researcher 

can go for not only for Marathwada Region but for the State of 

Maharashtra. Other Researchers can selected more number of 

employees and officers for the analysis purpose. The present study will 

be useful to the research scholars, academicians, government officials 

and non-government organizations for framing the appropriate policies 

for the socio economic development of different class of employees 

working in different councils, municipals councils and Zillah Parishad 

officers.  

Presentation of the study:  

1.  Introduction. 

2. Review of Literature. 

3. Socio-Economic development of selected employees in Marathwada 

Region. 

4. Human Resource Management and Administration Practices. 

5. Data Collection and Analysis. 

6. Summary, Conclusion, and Suggestions. 
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Chapter II 

Review of Literature 

This chapter deals with the overall review of the literature available on 

the particular topic. Literature is the most important part of any research. 

In this topic, the review is taken of articles and books regarding the 

research topic. This chapter is divided into two parts i.e. Review of 

Research Articles, Review of Books, thesis and other related published 

or unpublished literature on this particular topic. 

 

The institution of local government has a long history in India. Even in 

ancient India, there were various types of local government institutions 

including Panchayats. But during the Mughal period, the local 

government units greatly deteriorated. Even in the time of East India 

Company and during the early British suzerainty, the local bodies 

decayed considerably. But it cannot be gainsaid that these local 

government institutions acquired representative character during the 

British period and the municipal institution are the legacy of British 

administration Literature on municipal administration is scattered in a 

large number of public documents, research and other academic 

documents and descriptive writings of national leaders and 

administrators associated with the municipal institutions. In a booklet 

"A Study of Local Self-Government in Urban India", P.K. Matoo 

makes some interesting observations on local government. For example, 

he argues that there is no need for having rural panchayats unless "it be 

for the purpose of small scale litigation." He is not in favour of rural-

urban relationship. He criticize the present day tendency to study the 

problems of rural and urban local self-government institutions together. 

Elsewhere in the same publication, he states A static state of existence 

invariably leads to decay. Local bodies have been static for such a long 
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time that they reek of decay. There has been no  serious effort by the 

local bodies to examine their own. Weaknesses and to boldly speak out 

the same. Local bodies have been persistently following the same old 

rut.  

R.L. Khanna in his book "Municipal Government and Administration 

in India" discusses the growth and structure of municipal Government 

and organization of municipal authority. He lists 14 defects and 

deficiencies in the municipal service in India and makes 12 

recommendations for improving municipal personnel administration in 

India. In order to stress his point, he quotes the Report of the Committee 

of Municipal Employees Training which states, "The weakness of our 

municipal administration is due, among other reasons, to the fact that the 

administrative personnel of municipal bodies in the country have not 

been always recruited by a system of merit or trained adequately in the 

techniques of municipal administration. Nor are men of talent attracted 

to the municipal service because of the low salaries paid to municipal 

employees in general.  

 

M. Venka Tarangaiya and M. Pattabhiram have prepared a 

compilation of extracts from various reports and resolutions both before 

and after Independence in their "Local Government in India — Select 

Readings". The authors trace the development of urban local 

government in India from the days of Kautilya to modern times. They 

point out. In the post independence period, problems of urban local 

government did not receive from the State and the Union authorities or 

the Planning Commission as much attention as rural government did. 

Consequently, only a few changes — several of them of minor character 

were made in their structure and functioning. Several of the defects 

found in them before 1947 hare continued — and some in a heightened 
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form till today. It is only when the Third -Five-Year Plan was prepared 

that some notice was taken of them- They also observed that ―caste and 

communal feelings, which began to poison the political atmosphere 

from about 1990. The blame for it lies on the politicians, who find it 

useful and convenient to appeal to them no come into power.  

 

R.K. Bhardwaj in his "The Municipal Administration in India (A 

Sociological Analysis of Rural and Urban India)," discusses the causes 

of backwardness of municipal bodies In India. He expresses his 

dissatisfaction in the following words: The way in which the people 

have dealt with the local bodies in India does not bring credit to the 

smooth functioning of municipal administration. The social and political 

groups have not developed emotional attachment with the local 

problems. Their allegiance was rather to the caste and religious interests 

than towards the community and local considerations, with the result 

that there was never meaningful interaction between various groups for 

solving the civic problems. He also discussed problems regarding the 

relationship between the union government and local bodies and also 

what he called "State government patronage of financial matters."  

 

S.R.Maheshwari in his "Local Government in India", along with rural 

local government delineates lucidly urban local government covering 

the important aspects such as personnel administration, urban finance 

and, control and supervision. While discussing political interference, 

Maheshwari favours a Cabinet form of local government. Outing his 

words- A cabinet form of government at the local level may be an 

alternative to the present outfit of frictions and conflicts. Under this 

form, what are called 'interferences would get regularised and 

institutionalised, as these chosen by the elected body would 'interfere1 
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and be held accountable . At another place Maheshwari writes: The 

structure of local government is, however, not a "sure cure" or all-

important. Even if the structure has certain shortcomings and 

inadequacies, it is capable of being made to work and lead to realization 

of goals. And, a perfect structure does not by itself ensure results. Man 

is obviously more important than the machine. A tool or machine does 

not impart skill to the workman's hands. Surely, an efficient workman 

feels annoyed when given a bad tool to work with, but the latter does not 

completely incapacitate him. In short, the personnel, both elective and 

permanent, have a key to play in making local government; work 

effectively; it is they who are called upon to deliver the goods.  

 

Amreshwar Avasthi in his "Municipal Administration in India', which 

is a compilation of various articles by different writers; covers problems 

of urban government, training in municipal administration in India 

government control and assistance to the municipal bodies, and public 

participation in local government. Part II of the book is entirely devoted 

to the municipal administration in fifteen Indian States, Part III of the 

book covers the administration of four municipal corporations, namely, 

Bombay, Calcutta, Delhi, and Raipur, and Part IV of the book is a 

concluding chapter entitled "Urban Government in India —some 

reflections." According to his view-point, "....most municipal acts 

enunciate fairly precisely the functions of municipalities and municipal 

corporations and place them distinctly either in the mandatory or the 

discretionary category. But these enactments do not define the role of 

local government. One of the moat outstanding report in this field is 

Rural-Urban Relationship Committee Report. The first volume of the 

Report (1966), discusses at length urban development and planning 

machinery, the structure of urban local bodies, municipal personnel, 
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finance of urban local bodies, public participation in urban community 

development, and relation between the state government and local 

administration. The second volume (1968) contains a number of notes 

on urban local government practices in various states in India and also 

gives a list of municipal acts and state-vise lists of different types of 

urban local bodies. It also gives some details about local governments in 

different countries of the world. Volume III of the Report (1966) is 

concerned with the analysis of replies given to the questionnaires issued 

by the Committee and also contains the evidence given before the 

Committee by various persons and organizations throughout the 

country. These three volumes constitute an important source material for 

the study of the administration of urban areas, Mohit Bhattacharya, in 

his "State Directorates of Municipal Administration" and "State 

Municipal Relations (A functional Analysis)ǁ, discusses at a length the 

role played by the state government in the municipal administration. 

Bhattacharya has analysed "State Municipal Relations studying the 

government of four states: Gujarat, Maharashtra, Tamilnadu and West 

Bengal. He has found that general state control in these four states is 

almost same. But this survey of four states reveals varying attitudes of 

the state functional administration. Regarding States-Municipal 

functional relations, Tamilnadu and Maharashtra exhibit the common 

features of an integral administration, although the general frameworks 

of State-Municipal relations these two states are not the same. In West 

Bengal, in the general framework is liberal; the formal nature of the 

State-Municipal functional relationship is integrationist; and the actual 

nature of the state attitude to municipal administration verges on a 

'laissez faire' policy. Further, he states that only the functional 

relationship between the two governments; is in conformity with the 

general framework of State-Municipal relations in that state. In May, 
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1970, Indian Institute of Public Administration, New Delhi, had 

organized a seminar "State Machinery for Municipal Supervision." In 

this seminar, S.N.Jain, criticized the state control over municipal 

organization, in following words: "If the as too much interference in the 

working of municipal organization by the state executive then the basic 

purpose of establishing a statutory body is lost." In the same seminar, 

Bhattacharya explained the role of the State Directorate of Municipal 

Administration. He point out the lack of clarity on the status and power 

of the Directorate of municipal administration. He stated that the 

Directorate delegated substantial power over municipal administration, 

so that, they could function as friends, philosophers and guides to the 

municipal bodies. But, he added, it must be noted, that, the Directorate 

is just an agency of the state government and cannot be expected to 

exercise important constitutional regulatory and initiative powers, which 

must remain with the government itself. Because of the lack of clarity 

on this point, in some states, certain important regulatory powers have 

been delegated to the Directorates but on some others, such powers have 

been retained with the states. Om Prie Srivastava's 'Municipal 

Government and Administration in India" is based on her research thesis 

of 1976 entitled "State Control over Municipal-Corporations." She 

explains the various kinds of state control and suggests remedial 

measures that need to be taken. She has felt that government should 

reorient its attitude in regard to municipal corporations, providing 

constructive guidance and adequate assistance to them, as an active 

partner to the common cause of city administration. She has found that -

the grants-in-aid has always been a prolific source of discontent among 

municipal corporations. She adds, "No fruitful purpose will be served by 

the state control over municipal corporations unless, there are regular 

inspection of all the activities and branches of the municipal 
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corporations. Therefore, a special wing of inspectorate and co-ordination 

is desirable. The most explored field in municipal government apart 

from municipal finance is, that of municipal leadership and politics, let 

us review some empirical studies carried out by different scholars in this 

field also. Ali Ashraf in his "Government and Politics of Big cities — 

An Indian Case Study" focuses on three big Corporations, namely, 

Calcutta, Kanpur and Ahmedabad. The main objective of this study was 

to understand the nature of local government in these three cities and 

their capacity to manage civil problems. The major focus of the study is 

on the political questions, the scope of government action, the 

mobilization of resources and the recruitment and t of civil leaders and 

municipal employees. The local political systems in these three cities, 

can be seen to represent values and interests that affect the management 

of civil problems differently in different cities, Asharaf concludes, 

'Whether it be maintenance of civil services like sanitation and garbage 

disposal, management of tax assessment or collection, or the morale and 

service conditions of the employees, the performance on each of these 

items is satisfactory in Ahmedabad unsatisfactory in Calcutta and 

Kanpur" In Audit report of MCH (2005), the chapter 3 – Performance 

Reviews (Municipal Administration and Urban Development 

Department) concluded that MCH decided, as a matter of policy, to 

develop Integrated Online Information Processing System as a part of e-

governance to enhance civic services to the citizens. Although MCH has 

been spending around Rs 2 crore per year on maintenance of 

infrastructure relating to Information Technology it failed to implement 

the computerisation of all the functions of MCH and integrate them. 

Critical issues like logical access control measures, back up and 

business continuity procedures, etc. were not addressed. While the 

environmental and application controls were weak, no documentation 
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policy or security policy existed with the MCH. The computerised 

system suffers from inadequate input controls and poor validations, 

resulting in generation of incomplete and inaccurate data. Data relating 

to property tax, birth and deaths and advertisement fee was incomplete 

and incorrect in many cases causing generation of faulty MIS reports 

rendering decision making risky. It could not also use effectively the 

computing facilities of the hardware/software available with it. These 

shortcomings resulted in short assessment/collection of taxes. The 

recommendations given in this report as follows:  

- There is an urgent need for developing, testing and implementation of 

proper Business Continuity Plan and Disaster Recovery Plan.  

- Suitable personnel need to be identified and be associated with the 

development of applications so as to create useful applications.  

- Access logs should be created and maintained. Review of audit trails 

should be conducted periodically to take corrective action.  

- Proper password policy should be framed, documented, circulated, and 

maintained.  

- Proper maintenance and tuning of the database should be done 

periodically to maintain the health of the database.  

- Efforts should be made to assess the demand through the application 

system itself instead of manual calculation.  

- There is a need to redesign the forms with proper validations; 

modifications to the data from the back-end should be stopped.  

- Data should be captured for all the field items, ensuring correctness, 

consistency, completeness and integrity. Efforts should be made to 

purify the data.  

 

Gopal Bhargava in his book entitled ―Urban Problems and Policy 

Perspectives published by Abhinav Publication. The Author says that 
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The absence of consolidated and up-to-date literature dealing with 

various aspects of current urban problems and their implications for 

policy decision making has been acting as a lacuna for a long time. For 

urgent removal of this lacuna, a comprehensive fund of knowledge and 

understanding of an inter-disciplinary approach toward urban problems 

was desired to be developed. The present volume is the consequence of 

a collective attempt to unfold before the discerning reader thought 

provoking ideas derived from empirical studies, often breaking new 

grounds in respect of planning directives and policy guidelines. The 

contents of the book deal with a broad spectrum of subjects besides 

attempting in-depth analysis of manifold facets of emerging urban 

problems to focus attention on the need to adopt comprehensive policy 

framework in regard to urban land, housing, transportation and balanced 

urban and regional development with a perspective of tomorrow. This 

book would provide fresh approach to enable planners and others to 

effectively diagnose problems, assess their impact and prescribe 

appropriate solutions. The eminent personalities, contributing to this 

book, like Dr. Asok Mitra, Mr. Jagmohan, Mr. Sayed S. Shari, Dr. B.D. 

Nag Chaudhuri, Mr. H.U. Bijlani, Professor Rashmi Mayur, Mr. Alfred 

De Souza, Dr. P.G. Patankar, Mr. Ardhendu Bhattacharya etc. etc., are 

well known for their contributions in the field of Urban Planning and 

Development. Contents of the books are  

* Urban Problems * Urban Perspective * Housing the Urban Poor * 

Slums of Urban India: Planning for Action * Urban Land Issues * 

Environmental Pollution * Urban Settlement System * Economics of 

Urban Development * Management of Urban Local Bodies and Urban 

Development * A case Study of Cities. 

According to Price (1997), there are a half of dozen of definitions of 

HRM, but the essence of HRM is as simple as to “get work done” 
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through strategic selection of suitable staff, training and development of 

competent & skilled workers, provision of incentive reward systems to 

retain employees and overall flow of management communication, 

performance appraisal to increase level of transparency and plus 

harmonious industrial relations to reduce conflicts and achieve cost 

effectiveness. 

In the context of Chinese enterprises, it is assumed that elements or 

‘bundles’ of best (or better) practice of HRM would be those practices 

that concern:  

• selection of suitable staff from market, not allocated by the state as 

the planned system exercised previously; 

• provision of incentive reward systems by at least linking 

performance with payment, and practicing effective welfare scheme that 

will promote retention of best staff, instead of having standardized rigid 

wage system and 

• ‘cradle to grave’ social welfare system (Goodall and Warner, 1997); 

training and development of competent and skilled workers on on-going 

basis to match job descriptions & requirements rather than zhuang ye bu 

dui kou - work in the area with no special skills; 

• increasing level of transparency by exercising institutionalized 

performance appraisal to promote staff in stead of promotion of staff 

based on superiors’ personal opinions toward and relationship with 

subordinates as well as the length of services in firms, also by overall 

flow of management communication to encourage staff participation in 

management instead of having only Party’s authoritarian leadership over 

enterprise management; 

• exercising appropriate labor union’s power to create cohesion and to 

truly protect staff (workers) interest and clarify labor management 

relationship. 
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Reviewing past limited studies on HRM practice in Chinese enterprises, 

it isfound that their main focuses were on Chinese personnel system 

reforms and the differences between HRM practice in Chinese-owned 

enterprises and western HRM models within large and medium size 

enterprises including joint ventures. Such studies include Warner 

(1997a)’s discussion on labor contract (selection process), payment 

systems (remuneration), social insurance (retention) systems reforms; 

Goodall and Warner (1997)’s research on selected case studies in 

Shanghai and Beijing to see whether HRM practice in Chinese joint 

ventures have blended with Chinese characteristics of ‘iron rice bowl’ 

syndromes. Similar exercises were carried out by Ding et al (1997), Lu 

& Bjorkman (1997) and Tsang (1994), except their variables have been 

further extended to training and development, influence of trade union 

(or worker representatives), dismissal, equal employment opportunity 

and employee participation in management. There is no such study so 

far as to examine HRM practice in small and medium enterprises - the 

sector which has contributed significantly to economic growth since the 

reform had started 20 years ago. It is therefore significant to evaluate the 

relationship between HRM practice and SME performance in order to 

identify some essential factors within HRM framework to assist Chinese 

SMEs to grow, ultimately they may contribute to sustainable economic 

development in China. 

 

Main Findings  

Research on HRD within SMEs is still in an explorative stage. By and 

large, empirical studies are of a descriptive nature. A sound theoretical 

underpinning or perspective seems to be lacking, and the  empirical 

part is generally limited to a presentation and discussion of the results 

of a questionnaire or a number of case studies. The practice of deriving 
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and  testing hypotheses  has  not yet become  customary. In fact, 

Kotey and Meredith (1997) is the only identified example of this 

practice. Notwithstanding these limitations, some conclusions may be 

drawn. 

 

Unique approaches to HRD within SMEs:  well documented  

The majority of empirical studies describes HRD practices that are 

applied by small and medium-sized  enterprises. Some studies focus on 

a specific field of HRD, but most studies include various  aspects  of 

HRD. We may conclude from these studies that smaller firms 

generally have less sophisticated HRD practices, but a substantial 

amount of unexplained variation still remains across small firms. 

 

The general impression that research on HRD within SMEs is still in 

an explorative stage does not apply to all fields of HRD practices. 

Especially research into wage dif- ferentials between small and large 

firms has moved well beyond this stage. On aver- age, smaller firms 

pay lower wages to (observably equal) employees than larger firms do 

(Audretsch et al., 1999; Barron et al., 1987; Oosterbeek and Van Praag, 

1995). Using data from the Netherlands, Oosterbeek and Van Praag 

(1995) find support for a screening view on hiring decisions to explain 

this finding. Large firms are assumed to have higher monitoring costs 

(due to the size of their labour force), which increases the bene- fits of 

screening for workers with high abilities. They conclude that “large 

firms are in- capable of observing workers’ ability, but by offering a 

higher rate of return on school- ing they succeed in attracting the most 

able workers” (Oosterbeek and Van Praag, 1995, page 181). 

 

Various studies address the question whether the applied HRD 
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practices are applied with a specific goal in mind and integrated with 

other (HRD) practices, or whether they are the result of legal 

obligations and ad hoc decisions. In other words, to which extent does 

the way in which these firms  manage their workforce satisfy 

normative HRD models. The general notion seems to be that way in 

which SMEs manage their employ- ees resembles the “bleak house” 

concept, where employment relations can be “typified by direct 

management control, poor terms and conditions, high staff turnover 

and little training” (Bacon et al., 1996, page 82). The finding that 

smaller firms, in general, pay lower wages and provide less training 

than larger firms do (Black et al., 1999; Barron et al., 1987; Patton et 

al., 2000) seems to support this notion. In addition, it is argued that 

“individual HRD changes in most organizations do not add up to a 

consistent integrated package  deriving  from  a  long-term  coherent  

management  strategy”  (Duberley  and Walley, 1995, page 905). 

 

Nevertheless, various authors claim that this general notion is 

incorrect, or at least doesn’t apply to a large group of SMEs (Hill and 

Stewart, 1999; Hornsby and Kuratko,1990). Small and medium-sized 

enterprises may even have a behavioural advantage over large  firms  

when it comes to managing employment relationships: “The lack of 

formal or professional policy towards employee management enables 

flexibility within the labour process, and an individual approach to the 

employment relationship. This is further facilitated by the lack of 

collective employee representation which owners and managers 

consider unnecessary, because of the quality of the employment 

relationship which has a classic unitarist framework. Paradoxically, 

however, the very lack of formal implementation raises a debate as to 

whether these practices are indeed HRD as they lack strategic 
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foresight.”( Marlow and Patton , 1993, page 63). 

 

Heneman and Berkley (1999) focus on recruitment and selection 

practices, while Hill and Stew- art (1999) and Goss et al. (1994) 

limit their attention towards training. It is interesting to note that 

this stylized fact has been studied within the field of labour 

economics, but seems to be ignored in the literature on HRD within 

SMEs. 

 

Mr. Kesho Prasad, highlighted in his article Getting the Right People 

that the changing concepts and the explorations in the field of HRM, 

resorting to multitudinal HRD interventions for ensuring that people 

develop a mindset of a very high order for any organizational 

transformation to meet the challenges of the day. 

 This work includes Historical Perspectives, Growth of Personnel 

Management in India, The Emerging Scenario: Focus on the People, 

The Changing Concept of Personnel Management, New People 

Management, What Motivates People?, Selecting the Right People 

,Strategies for Retaining People , HRD in Local Bodies, World-Class 

Training and Development for Future Challenges and Strategies and The 

Future Trend  

 According to R S Dwivedi, (Human Relations and 

Organizational Behavior) he presents by his book, book offers an 

understanding of the global perspective on human behavior at work by 

comparative analysis of prevailing situations in Asia, Europe and in the 

US 

 This work includes Part one: Human Relations and Organisational 

Behaviour – Introduction to Human Relations (HR) and Organisational 

Behaviour (OB) , Some Research Foundations of Human Relations and 
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Organisational Behaviour , Part two: The Individual – Foundations of 

Individual Behaviour in Organisations , Perception and Impression 

Management , Learning and Behavioural Management , Motivation: 

Concepts and Applications , Personality and Creativity , Part Three: The 

Group – Group Dynamics and Team Working , Organisational 

Dimensions of Key Group Concepts , Communication and Negotiation 

Skills , Morale and Sociotechnical Systems , Leadership and Effective 

Supervision , Conflict and Collaboration , Part Four: The Organisation – 

Organisational Structures and Job Design , Foundation of Key 

Organisation Concepts , Organisational Change and Development , 

Innovative Approaches to Designing and Managing Organisations – I: 

Quality of Work Life (QWL) and Empowerment , and Innovative 

Approaches to Designing and Managing Organisations – II: Other 

Approaches  

 K Prasad, tried to highlight on (Strategic Human Resources 

Management: Text and Cases) This book of Human Resource 

Management focuses on the evolving and modern concepts of HRM and 

personnel function. It links Human Resource Management with business 

strategy. It is written in a lucid way and is made comprehensive with the 

inclusion of learning objectives, case studies, and diagrammatic analysis 

of the concepts. 

 It includes Introduction , Corporate Strategy and Strategic HRM , 

Culture and HRM , Acquisition , Motivation of Human Resources , 

Salary and wage Administration , Development of Human Resources , 

Welfare and Health, Industrial Relations , Impact of Organisational 

Restructuring on Human Resources, Trends in HRM: Strategic 

Approach , Human Resource Management in Other Countries: A 

Comparative Analysis ,and Ethics.   
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 According to Raymond A. Noe, John R. Hollenbeck, (Human 

Resource Management: Gaining A Competitive Advantage) 

 Four challenges companies face are the global challenge, the 

challenge of meeting stakeholder needs, the high performance work 

practices challenge, and the challenge of competing in the new 

economy. The authors bring these challenges to life by highlighting real-

world examples pertaining to these 4 issues and relating it to the 

concepts within the chapter. This best-selling McGraw-Hill Human 

Resource Management title provides students with the technical 

background needed to be a knowledgeable consumer of human resource 

(HR) products and services, to manage HR effectively, or to be a 

successful HR professional. While clearly strategic in nature, the text 

also emphasizes how managers can more effectively acquire, develop, 

compensate, and manage the internal and external environment that 

relates to the management of human resources. Gary Dessler deals in 

his book about the Human Resource Management. book provides a 

comprehensive review of personnel management concepts and practices. 

It focuses on the high-performance organization, building better, faster, 

more competitive organizations through HR; while continuing to offer 

practical applications that help all managers' deal with their personnel-

related responsibilities. A six-part presentation covers the strategic role 

of human resources, recruitment and placement, training and 

development, compensation, labor relations and employee security, and 

international HRM. For human resource personnel, especially managers. 

 According to George W. Bohlander, Scott A. Snell, (Managing 

Human Resources) he tried to Covers all aspects of human resource 

management and its impact on both individuals and organizations. The 

text builds on a foundation of research and theory, taking a practical 

approach focusing on critical issues and successful practices. Users and 
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reviewers of the text praise its pleasant writing style, user-friendly 

design, and highly effective examples. In fact, over 500 different 

organizations from a variety of settings are used as examples to illustrate 

key points. The Highlights in HRM examples provide exact illustrations 

of organizational practices and policies. Important issues and critical 

trends are spotlighted in each chapter and reflected in the comprehensive 

and chapter ending cases included in the text. Balance of theory and 

practice, hands on activities, applications, and examples will helps 

learners develop the competencies to understand and help their 

organizations create a sustainable competitive advantage through 

people.  

 Wendell L. French, (Human Resources Management) tried to 

highlights in his book Ideal for management majors who plan to become 

HRM professionals, this highly accessible text presents a conceptual 

model of the field, placing HRM in the overall context of business 

management. Students gain a broad, practical understanding of how 

HRM policies affect the workplace from productivity, quality, and 

customer service to employee morale. French addresses timely issues 

changing the current role of HRM, including international topics, the 

Internet, emerging legal concerns, social responsibility.  

 According to Richard M. Hodgetts, Kathryn W. Hegar, 

(Modern Human Relations at Work) the original intent of the book 

remains paramount: to provide an up-to-date book for readers who are 

novices in the area of human relations or for practitioners with little 

formal training in the subject. This edition examines the most interesting 

human relations developments of the early millennium. Many of these 

issues, while not found in other human relations textbooks, relate to 

current topics discussed in today's newspapers and magazines. 



67 

 

 Gregory Moorhead, (Organizational Behavior: Managing 

People and Organizations) tried to explain the, Places core concepts of 

human behavior and industrial psychology in a real-world context. The 

text's applied approach and succinct coverage of topical issues helps 

prepare students to meet practical, day-to-day challenges. Strong end-of-

chapter exercises, activities, plus an optional case and exercise book 

make this flexible text suitable for students at the undergraduate level. 

Likewise, the authors' emphasis on the latest research continues to 

attract graduate students. 

 Mr.Peter Dowling, Denice E. Welch, Randall S. Schuler, 

(International Human Resource Management: Managing People in a 

Multinational Context) highlighted in his book Written by authors with 

broad international experience, this current and comprehensive resource 

contains extensive international research and examples without losing its 

appeal to a U.S. audience. This book focuses on the choices that 

confront multinational enterprises in international HR management and 

factors to consider in making those choices. 

 According to Ronald R. Sims, (Organizational Success through 

Effective Human Resources Management.) 

 Not only are performance and human resources management 

(HRM) bound tightly together, but Sims even goes so far as to say that 

the way people are managed in coming decades will be the most 

important determinant of organizational success. He shows how success 

is determined by a firm's skill in HRM.  

 Lynda Gratton, Veronica Hope Hailey, Philip Stiles, 

Catherine Truss, (Strategic Human Resource Management: Corporate 

Rhetoric and Human Reality.) tried to put his views on,"Life is tough in 

organizations, both for managers and the managed. Negotiating the 

rapids of restructuring, downsizing, and refocusing the core business 
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brings with it huge upheavals in job security, the smashing of traditional 

career structures, and a constant imperative for employees to update...  

 According to Ronald J. Burke, Cary L. Cooper, (Reinventing 

Human Resources Management: Challenges and New Directions)  The 

authors of this text review the most current thinking on HR initiatives 

associated with current organisational performance and investigate how 

the field will need to mobilise in new ways to meet the demands of the 

future.  

 Abraham K. Korman, Allen I. Kraut, want to put his views that 

(Evolving Practices in Human Resource Management: Responses to a 

Changing World of Work) The ninth volume in the Professional Practice 

Series, sponsored by the Society for Industrial and Organizational 

Psychology, a division of the American Psychological Association The 

past two decades have seen astonishing changes in the way we do 

business that is highlighted in this work. 

 Chris Brewster, Hilary Harris, Paul Sparrow, highlighted in 

his book on,(Globalizing Human Resource Management) Establishing 

the agenda for global HR, this book looks through the eyes of HR 

professionals themselves. It gives a broad, coherent overview of the 

field of IHRM and a detailed, practical analysis of what is needed to be 

successful in this crucial area of modern management.  

 According to Dennis R. Briscoe, Randall S. Schuler, 

(International Human Resource Management: Policies & Practices for 

the Global Enterprise.) An ideal foundation text for international human 

resource management, this text represents most of what is currently 

known or experienced within the field.  

 Paul G. Kaponya, (The Human Resource Professional: Tactics 

and Strategies for Career Success.) want to put his views  
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 This first of its kind book addresses the very special tactics, 

strategies, and modes of behavior the human resource management 

function demands of those who want to succeed in a field that faces a 

work environment roiled by rapidly-changing technology, and increased 

domestic and global competition.  

 E. Patrick McDermott, Arthur Eliot Berkeley, (Alternative 

Dispute Resolution in the Workplace: Concepts and Techniques for 

Human Resource Executives and Their Counsel) highlights on the 

explosion of workplace litigation and the skyrocketing costs associated 

with it, employers in both the private and public sectors are seeking new 

ways to swiftly and inexpensively resolve disputes with their 

employees. Alternative dispute resolution (ADR) procedures offer ways 

to do this.  

 Richard Rudman, (Performance Planning and Review: Making 

Employee Appraisals Work.) he tries to opined on appraisal work, he 

stated that, 

 New edition of an established text for managers and students on 

performance planning and review. Updated to include contemporary 

practices such as 360-degree feedback and team performance planning 

and review, the book reinforces that this essential management tool is a 

continuous process, not a once-a-year event. 

 According to Carol T. Kulik, (Human Resources for the Non-HR 

Manager.) 

 Human Resources for the Non-HR Manager appeals to anyone 

interested in management issues. The book explains why human 

resource issues are increasingly the responsibility of front-line 

managers, and not the HR department. Chapters present the basics of 

HR-the fundamentals of hiring, performance.  
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 Pawan S. Budhwar, Yaw A. Debrah, (Human Resource 

Management in Developing Countries) highlighted in his book that, 

 Bringing together contributions from leading HRM academics, 

this unique volume highlights the main national factors which 

significantly influence and dictate HRM systems in developing 

countries. The subjects include Human Capital in Developing Countries, 

Management , and Personnel Management in Developing Countries. 

 According to Paul Sparrow, Chris Brewster, Hilary Harris, 

(Globalising Human Resource Management.)  

 Establishing the agenda for global HR, this book looks through 

the eyes of HR professionals themselves. It gives a broad, coherent 

overview of the field of IHRM and a detailed, practical analysis of what 

is needed to be successful in this crucial area of modern management. 

The subjects include International Business Enterprises--Personnel 

Management 

 Dennis R. Briscoe, Schuler, opined in his book entitled," 

International Human Resource Management: Policies & Practices for 

the Global Enterprise", An ideal foundation text for international human 

resource management, this text represents most of what is currently 

known or experienced within the field. The subjects include 

International Business Enterprises--Personnel Management, 

International Business Enterprises--United States--Personnel 

Management  

  According to Timothy Dean Keeley, (International Human 

Resource Management in Japanese Firms: Their Greatest Challenge) he 

put his opinion in his book, This book examines one of the greatest 

challenges facing Japanese multinationals as they continue to expand 

foreign direct investment: how to integrate local managers into the 

management process of overseas subsidiaries, as well as in that of the 
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parent companies themselves. The subjects include Industrial 

Management--Japan, International Business Enterprises--Management, 

International Business Enterprises--Personnel Management, 

Organizational Change--Management.  

 Audrey Mathews, highlighted in his book Diversity: A Principal 

of Human Resources Management, Journal of Public Personnel 

Management, Vol. 27, 1998,that, The article...understand their role in 

human resource management and applying organization...The subjects 

include Civil service--Personnel management, Human resource 

management--Technique, Workplace multiculturalism--Management  

 

According to R S Dwivedi, (Human Relations and Organizational 

Behavior) he presents by his book, book offers an understanding of the 

global perspective on human behavior at work by comparative analysis 

of prevailing situations in Asia, Europe and in the US 

 This work includes Part one: Human Relations and Organisational 

Behaviour – Introduction to Human Relations (HR) and Organisational 

Behaviour (OB) , Some Research Foundations of Human Relations and 

Organisational Behaviour , Part two: The Individual – Foundations of 

Individual Behaviour in Organisations , Perception and Impression 

Management , Learning and Behavioural Management , Motivation: 

Concepts and Applications , Personality and Creativity , Part Three: The 

Group – Group Dynamics and Team Working , Organisational 

Dimensions of Key Group Concepts , Communication and Negotiation 

Skills , Morale and Sociotechnical Systems , Leadership and Effective 

Supervision , Conflict and Collaboration , Part Four: The Organisation – 

Organisational Structures and Job Design , Foundation of Key 

Organisation Concepts , Organisational Change and Development , 

Innovative Approaches to Designing and Managing Organisations – I: 
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Quality of Work Life (QWL) and Empowerment , and Innovative 

Approaches to Designing and Managing Organisations – II: Other 

Approaches  

 K Prasad, tried to highlight on (Strategic Human Resources 

Management: Text and Cases) This book of Human Resource 

Management focuses on the evolving and modern concepts of HRM and 

personnel function. It links Human Resource Management with business 

strategy. It is written in a lucid way and is made comprehensive with the 

inclusion of learning objectives, case studies, and diagrammatic analysis 

of the concepts. 

 It includes Introduction , Corporate Strategy and Strategic HRM , 

Culture and HRM , Acquisition , Motivation of Human Resources , 

Salary and wage Administration , Development of Human Resources , 

Welfare and Health, Industrial Relations , Impact of Organisational 

Restructuring on Human Resources, Trends in HRM: Strategic 

Approach , Human Resource Management in Other Countries: A 

Comparative Analysis ,and Ethics.   

 According to Raymond A. Noe, John R. Hollenbeck, (Human 

Resource Management: Gaining A Competitive Advantage) 

 Four challenges companies face are the global challenge, the 

challenge of meeting stakeholder needs, the high performance work 

practices challenge, and the challenge of competing in the new 

economy. The authors bring these challenges to life by highlighting real-

world examples pertaining to these 4 issues and relating it to the 

concepts within the chapter. This best-selling McGraw-Hill Human 

Resource Management title provides students with the technical 

background needed to be a knowledgeable consumer of human resource 

(HR) products and services, to manage HR effectively, or to be a 

successful HR professional. While clearly strategic in nature, the text 
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also emphasizes how managers can more effectively acquire, develop, 

compensate, and manage the internal and external environment that 

relates to the management of human resources. Gary Dessler deals in 

his book about the Human Resource Management. book provides a 

comprehensive review of personnel management concepts and practices. 

It focuses on the high-performance organization, building better, faster, 

more competitive organizations through HR; while continuing to offer 

practical applications that help all managers' deal with their personnel-

related responsibilities. A six-part presentation covers the strategic role 

of human resources, recruitment and placement, training and 

development, compensation, labor relations and employee security, and 

international HRM. For human resource personnel, especially managers. 

 According to George W. Bohlander, Scott A. Snell, (Managing 

Human Resources) he tried to Covers all aspects of human resource 

management and its impact on both individuals and organizations. The 

text builds on a foundation of research and theory, taking a practical 

approach focusing on critical issues and successful practices. Users and 

reviewers of the text praise its pleasant writing style, user-friendly 

design, and highly effective examples. In fact, over 500 different 

organizations from a variety of settings are used as examples to illustrate 

key points. The Highlights in HRM examples provide exact illustrations 

of organizational practices and policies. Important issues and critical 

trends are spotlighted in each chapter and reflected in the comprehensive 

and chapter ending cases included in the text. Balance of theory and 

practice, hands on activities, applications, and examples will helps 

learners develop the competencies to understand and help their 

organizations create a sustainable competitive advantage through 

people.  
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 Wendell L. French, (Human Resources Management) tried to 

highlights in his book Ideal for management majors who plan to become 

HRM professionals, this highly accessible text presents a conceptual 

model of the field, placing HRM in the overall context of business 

management. Students gain a broad, practical understanding of how 

HRM policies affect the workplace from productivity, quality, and 

customer service to employee morale. French addresses timely issues 

changing the current role of HRM, including international topics, the 

Internet, emerging legal concerns, social responsibility.  

 According to Richard M. Hodgetts, Kathryn W. Hegar, 

(Modern Human Relations at Work) the original intent of the book 

remains paramount: to provide an up-to-date book for readers who are 

novices in the area of human relations or for practitioners with little 

formal training in the subject. This edition examines the most interesting 

human relations developments of the early millennium. Many of these 

issues, while not found in other human relations textbooks, relate to 

current topics discussed in today's newspapers and magazines. 

 Gregory Moorhead, (Organizational Behavior: Managing 

People and Organizations) tried to explain the, Places core concepts of 

human behavior and industrial psychology in a real-world context. The 

text's applied approach and succinct coverage of topical issues helps 

prepare students to meet practical, day-to-day challenges. Strong end-of-

chapter exercises, activities, plus an optional case and exercise book 

make this flexible text suitable for students at the undergraduate level. 

Likewise, the authors' emphasis on the latest research continues to 

attract graduate students. 

 Mr.Peter Dowling, Denice E. Welch, Randall S. Schuler, 

(International Human Resource Management: Managing People in a 

Multinational Context) highlighted in his book Written by authors with 
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broad international experience, this current and comprehensive resource 

contains extensive international research and examples without losing its 

appeal to a U.S. audience. This book focuses on the choices that 

confront multinational enterprises in international HR management and 

factors to consider in making those choices. 

 According to Ronald R. Sims, (Organizational Success through 

Effective Human Resources Management.) 

 Not only are performance and human resources management 

(HRM) bound tightly together, but Sims even goes so far as to say that 

the way people are managed in coming decades will be the most 

important determinant of organizational success. He shows how success 

is determined by a firm's skill in HRM.  

 Lynda Gratton, Veronica Hope Hailey, Philip Stiles, 

Catherine Truss, (Strategic Human Resource Management: Corporate 

Rhetoric and Human Reality.) tried to put his views on,"Life is tough in 

organizations, both for managers and the managed. Negotiating the 

rapids of restructuring, downsizing, and refocusing the core business 

brings with it huge upheavals in job security, the smashing of traditional 

career structures, and a constant imperative for employees to update...  

 According to Ronald J. Burke, Cary L. Cooper, (Reinventing 

Human Resources Management: Challenges and New Directions)  The 

authors of this text review the most current thinking on HR initiatives 

associated with current organisational performance and investigate how 

the field will need to mobilise in new ways to meet the demands of the 

future.  

 Abraham K. Korman, Allen I. Kraut, want to put his views that 

(Evolving Practices in Human Resource Management: Responses to a 

Changing World of Work) The ninth volume in the Professional Practice 

Series, sponsored by the Society for Industrial and Organizational 
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Psychology, a division of the American Psychological Association The 

past two decades have seen astonishing changes in the way we do 

business that is highlighted in this work. 

 Chris Brewster, Hilary Harris, Paul Sparrow, highlighted in 

his book on,(Globalizing Human Resource Management) Establishing 

the agenda for global HR, this book looks through the eyes of HR 

professionals themselves. It gives a broad, coherent overview of the 

field of IHRM and a detailed, practical analysis of what is needed to be 

successful in this crucial area of modern management.  

 According to Dennis R. Briscoe, Randall S. Schuler, 

(International Human Resource Management: Policies & Practices for 

the Global Enterprise.) An ideal foundation text for international human 

resource management, this text represents most of what is currently 

known or experienced within the field.  

 Paul G. Kaponya, (The Human Resource Professional: Tactics 

and Strategies for Career Success.) want to put his views  

 This first of its kind book addresses the very special tactics, 

strategies, and modes of behavior the human resource management 

function demands of those who want to succeed in a field that faces a 

work environment roiled by rapidly-changing technology, and increased 

domestic and global competition.  

 E. Patrick McDermott, Arthur Eliot Berkeley, (Alternative 

Dispute Resolution in the Workplace: Concepts and Techniques for 

Human Resource Executives and Their Counsel) highlights on the 

explosion of workplace litigation and the skyrocketing costs associated 

with it, employers in both the private and public sectors are seeking new 

ways to swiftly and inexpensively resolve disputes with their 

employees. Alternative dispute resolution (ADR) procedures offer ways 

to do this.  
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 Richard Rudman, (Performance Planning and Review: Making 

Employee Appraisals Work.) he tries to opined on appraisal work, he 

stated that, 

 New edition of an established text for managers and students on 

performance planning and review. Updated to include contemporary 

practices such as 360-degree feedback and team performance planning 

and review, the book reinforces that this essential management tool is a 

continuous process, not a once-a-year event. 

 According to Carol T. Kulik, (Human Resources for the Non-HR 

Manager.) 

 Human Resources for the Non-HR Manager appeals to anyone 

interested in management issues. The book explains why human 

resource issues are increasingly the responsibility of front-line 

managers, and not the HR department. Chapters present the basics of 

HR-the fundamentals of hiring, performance.  

 Pawan S. Budhwar, Yaw A. Debrah, (Human Resource 

Management in Developing Countries) highlighted in his book that, 

 Bringing together contributions from leading HRM academics, 

this unique volume highlights the main national factors which 

significantly influence and dictate HRM systems in developing 

countries. The subjects include Human Capital in Developing Countries, 

Management , and Personnel Management in Developing Countries. 

 According to Paul Sparrow, Chris Brewster, Hilary Harris, 

(Globalising Human Resource Management.)  

 Establishing the agenda for global HR, this book looks through 

the eyes of HR professionals themselves. It gives a broad, coherent 

overview of the field of IHRM and a detailed, practical analysis of what 

is needed to be successful in this crucial area of modern management. 
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The subjects include International Business Enterprises--Personnel 

Management 

 Dennis R. Briscoe, Schuler, opined in his book entitled," 

International Human Resource Management: Policies & Practices for 

the Global Enterprise", An ideal foundation text for international human 

resource management, this text represents most of what is currently 

known or experienced within the field. The subjects include 

International Business Enterprises--Personnel Management, 

International Business Enterprises--United States--Personnel 

Management.  

  According to Timothy Dean Keeley, (International Human 

Resource Management in Japanese Firms: Their Greatest Challenge) he 

put his opinion in his book, This book examines one of the greatest 

challenges facing Japanese multinationals as they continue to expand 

foreign direct investment: how to integrate local managers into the 

management process of overseas subsidiaries, as well as in that of the 

parent companies themselves. The subjects include Industrial 

Management--Japan, International Business Enterprises--Management, 

International Business Enterprises--Personnel Management, 

Organizational Change--Management.  

 Audrey Mathews, highlighted in his book Diversity: A Principal 

of Human Resources Management, Journal of Public Personnel 

Management, Vol. 27, 1998,that, The article...understand their role in 

human resource management and applying organization...The subjects 

include Civil service--Personnel management, Human resource 

management--Technique, Workplace multiculturalism--Management  

 Peter Zorkoczy, opined in his book entitled "Information 

Technology: An Introduction "The use of information technology (IT) 

has revolutionized the structure of management and the nature of 
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competition in a variety of industries. IT is especially important in the 

service sector, which now accounts for about 74 percent of the value 

added in the U.S. gross domestic product (GDP) and about 76 percent of 

national employment (Table S.I) and enjoys a healthy $52 billion trade 

surplus. 

 According to National Research Council (U.S.). Information 

Technology in the Service Society: A Twenty-first Century Lever 

 Report of Committee to Study the Impact of Information 

Technology on the Performance of Service Activities, National 

Research Council (U.S.). Computer Science and Telecommunications 

Board, National Research Council (U.S.). Commission on Physical 

Sciences, Mathematics, and Applications 

 "If the automobile and airplane business had developed like the 

computer business, a Rolls Royce would cost $2.75 and would run for 3 

million miles on one gallon of gas. And a Boeing 767 would cost just 

$500 and would circle the globe in 20 minutes on five gallons of gas." 

Tom Forester's comparison points up the dramatic reduction in the cost 

of computing and this collection of essays he has assembled unfolds the 

equally dramatic changes that the revolution in electronics, computing, 

and telecommunications has brought about in the way we live and work-

and maybe even think. "The Information Technology Revolution 

"emphasizes actual case studies and much of the material has been 

written by computer engineers in the front line of technological change. 

Extensive chapters deal with the revolution in telecommunications, 

artificial intelligence and the "fifth generation" of supercomputers, the 

rise of the personal computer and the use of information technology in 

schools, factories, offices, banks, shops, and hospitals. Among the social 

issues discussed are computer crime, privacy, the impact of new 

technology on women, the Third World, 'smart' weapons, and the future 
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of work itself. A final section of the book assesses the extent to which 

this revolution is transforming Western society. "The Information 

Technology Revolution is a sequel to Forester's edited collection "The 

Microelectronics Revolution (MIT Press paperback, 1980). It contains 

entirely new material published. 

 Tom Forester, (High-tech Society: The Story of the Information 

Technology Revolution) highlighted in his book that, High Tech Society 

is the most definitive account available of the technology revolution that 

is transforming society and dramatically changing the way we live and 

work and maybe even think. 

 According to Anand and Shapiro, The Economics of Information 

Technology: An Introduction 

 The work covers Competition and market power, Technology and 

market structure, market structure, Intellectual property, switching costs, 

intellectual property, Information technology, The Internet boom , 

Moore's law, open source, combinatorial innovation,  

Differentiation of products and prices, price discrimination, consumer 

surplus, marginal cost Switching costs and switching costs, price 

discriminate, inkjet Bottom of Form Concise and accessible review of 

some of the important economic factors affecting information 

technology industries. 

 

Concluding Remark:- 

There is no dearth on the study on Human Resource Management 

of local self Government around the globe but very few study has been 

done on Human Resource Management of local self Government polices 

in india. No attempt has so far been made for the study of Human 

Resource Management of local self Government for Marathwada region 
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in particular. Hence, the present study is a sincere effort to fill up this 

gap.    
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Chapter-III 

Socio-Economic development of selected employees in Marathwada 

Region 

The third chapter highlights on the Socio-Economic and cultural 

development of selected selected employees in Marathwada Region. It 

shows the classification of the selected employees in Marathwada 

Region, Socio-demographic profile of selected employees in 

Marathwada Region.  

 

Introduction 

Marathwada is a region of Maharashtrastate, which corresponds to 

Maharashtra's Aurangabad Division. The term Marathwada is derived 

from the word Bara-hatti-vada (Bar-hat-vada) meaning country of 

Dhangars. Marathwada was a part of the former Hyderabad state of 

India until November 1, 1956, when it was transferred to Bombay state, 

which in 1960 was divided into Maharashtra and Gujarat. India became 

Independent on 15th August,1947 but Marathwada joined independent 

India on 17th September 1948.On this day, the Indian Army liberated 

the Hyderabad state from Nizam's rule in a military operation referred as 

Operation Polo, also popularly known as Police Action. 

Marathwada is a home to significant Hindu, Buddhist, Jain, Sikh 

and Muslim monuments Like Ajanta, Ellora, Shaktipeeths like Mahur 

and Ambajogai and Jyotirligas like Ghrishneshwar (Verul), Nagnath 

(aundha) and Vaijanath (Parli);The Samadhi of Guru Govind Singh the 

Tenth Guru of Sikh community at Sachkhand Nanded and is called the 

land of saints like Dnyaneshwar (Apegaon Tq Paithan Dist 

Aurangabad), Nivruttinath ( Apegaon Tq Paithan Dist Aurangabad), 

Sopandev (Apegaon Tq Paithan Dist Aurangabad), Muktabai (Apegaon 

Tq Paithan Dist Aurangabad), Eknath (Paithan Dist Aurangabad), 
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Samarth Ramdas (Jamb Samarth Dist Jalna) , Namdev ( Narsi Dist 

Beed). 

 The boundaries of Maharashtra's Aurangabad division correspond 

to the Marathwada region. Aurangabad District at a glance. The capital 

of Aurangabad Division is the city of Aurangabad, located in 

Marathwada's northwest. 

 

Population at a Glance of Marathwada region. 

Table No: - 3.1 

Population of the Marathwada Region since 1901 

Year Total 

Population 

Decade 

Variation 

Percentage 

Decade  

Variations 

1901 32,16,376 -- -- 

1911 38,97,344 +6,80,968 +21.17 

1921 35,06,179 -3,91,165 -10.04 

1931 41,59,749 +6,53,570 +18.64 

1941 46,11,181 +4,51,432 +10.85 

1951 51,09,886 +4,98,705 +10.82 

1961 62,97,373 +11,87,487 +23.24 

1971 80,58,347 +17,60,974 +27.96 

1981 97,43,782 +16,85,435 +27.29 

1991 1,28,00,653 +30,56,871 +31.37 

2001 1,55,89,223 +27,88,570 +17.88 

Source: - Director of census operation, Maharashtra census of India-

1991, series-14, Maharashtra part XII- A & B, District Census Hand 

Book 
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The above table 3.1shows the population of Marathwada region since 

1901.The population of the Marathwada Region has increased in last 

‘two-three decades. The continuous increase in population, after 1951, 

can be ascribed to various factors:  

a. The development of the districts as a divisional and sub- divisional 

headquarters of the Marathwada Region in different districts led to 

establishment of various offices.  

b. Establishment of Dr. Babasaheb Ambedkar Marathwada University, 

Swami Ramanand Teerth Marathwada University, Agricultural 

University, the H.S.C. Aurangabad Division, L. I. C. of India 

Aurangabad Divisional Office, State Bank of India Regional office and 

almost all other establishments having their sub-centres either at 

Nanded, Latur or Osmanabad, other than division place at Aurangabad, 

led to significant growth in educational facilities, student- population 

and business community.  

c. The expansion of heavy and ancillary industrial activities in the 

districts resulted in the growth of population of workers.  

With the growth of population in different sector, the demand for the 

investment management services has also been increased. This has 

provided a good business opportunity of public sector finance 

companies like SBI, LIC and others to meet the required demand of 

financial services of traditional investment like life insurance and fixed 

deposit 

 In recent developments the industrial growth is much faster like 

the SKODA cars, AUDI cars are being manufactured at Aurangabad, the 

capital of Marathwada, also Hindalco, Parley, Siemens, Radico, etc big 

companies have started their major projects. Videocon and Sterlite are 

already in production of TVs, AC Units, Refrigerators, Washing 
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Machines, etc by Videocon and Fibre optic cables from Sterlite. All 

these products are being exported all over the world. 

MIDC and the following agencies are making valuable contribution to 

this region by playing a vital role in its development of Marathwada: 

 Maharashtra Industries Development corporation (MIDC) 

1) State industries and Investment corporation (SICOM) 

2) Maharashtra state financial corporation (MSEFC) 

3) Maharashtra small scale industries Development Corporation.  

4) Maharashtra state Electricity Board (MSEB) 

5) Maharashtra Development corporation (MPC) 

6) Maharashtra center for Entrepreneurship Development (MCED) 

 

Economic and Industrial Background of Marathwada Region 

The Maharashtra State is administratively divided into six divisions viz. 

Kokan, Nasik, Pune, Amrawati, Nagpur and Aurangabad. The 

Aurangabad Division is known as the Marathwada Region. The 

Marathwada Region was formerly a part Of the Hyderabad State. The 

Marathwada Region forms the central portion of the Maharashtra State 

with Aurangabad city being located almost in the center of the state. In 

Aurangabad city, there is a confluence of North and South. The 

Marathwada is a land of saints, nursery of culture and seat of empires in 

a way goes to epitomize the course of Indian History. The achievements 

of this region in the fields of art, culture and spiritual activities are very 

great. The world renowned caves of Ajanta and Ellora are still with us 

speaking about ancient glory.  

The religious concepts among the people of this region are 

uncongenial to the entrepreneurship development of the region. 

Agriculture is the main occupation of the people of Marathwada. This 

region does not have any industrial background as compared to other 
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developed region. It is an industrially backward region. The main cause 

of backwardness is absence of entrepreneurial class and lack of 

entrepreneurial abilities.  

 

Industry and Commerce  

The opening of the Hyderabad Godavari Railway in 1900 stimulated 

trading activities in the State. The State used to Import yarns, salt, 

chemicals, manufactures of iron and steel, petrol, sugar, automobiles, 

brass, rubber, etc. The state used to import cotton, oilseeds, food-grains, 

shabad stones, the State used to levy Import and export duties till the 

year 1920, there was no separate department of industry Revenue 

department of Nizam was considered as department of industry till the 

year 1948, industrial Sector was only nominal in the economy of the 

Hyderabad State. The main export from the state was only agricultural 

raw material.  

 

Agriculture: 

In the period of the Nizam, agriculture was the main Occupation of 

people of Marathwada. The soil and climatic conditions of the region 

were favorable for development but the backward traditional agricultural 

practices and lack of irrigation facilities resulted in low productivity. 

The land failed to produce any surplus, which in turn prevented any 

economic activity. There was no industrialisation because of traditional 

agricultural practices and lack of moderate entrepreneurial class. The 

people from the region, therefore, had little or no industrial background 

as compared to other developed region. At present, agriculture is the 

main occupation of the people of Marathwada. But irrigation covers 

only one tenth of the net sown area of the Nizam region.                
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            The rainfall is inadequate. Nearly two fifth of the land remains 

under the drought prone zones. Agriculture in Marathwada means 

chiefly cultivation of crops which are less water intensive like Bajra and 

Jowar. Cultivation of cash crops like cotton, sugarcane and oil seed is 

restricted.  

 

Levels of Urbanization  

The growth of entrepreneurship naturally is co-related to the level of 

urbanization and vis-a-vis. Industrialisation, modernisation and 

urbanisation go hand in hand and complimentary to each other. It will be 

better if a level of urbanisation in Marathwada is reviewed.  

The Marathwada region lags behind in level of urbanization as 

compared to Maharashtra and India. According to Census of 2001, the 

percentage of urban population of India is 27.82%, whereas of 

Maharashtra this percentage is 42.20% and comparatively of 

Marathwada, it is only 22.60%, which is quite low. Agriculture is the 

mainstay of the region. As much as three fourth of the total geographical 

area is under plough and provides work to almost four-fifth of labour 

force. Irrigation hardly covers one-tenth of the net sown area of the 

region. Rainfall is also inadequate. Nearly two-fifth of the land and 

population remains under the drought prone zones. 

 

Education at a Glance 

Education accentuates development. Technical education plays a key 

role in the industrial development of a region. It also directly influences 

social environment and attitude of people. Even today 35% of its 

population is illiterate According to Census of 2001, the total literacy 

rate of the region accounted 68.95% of the population.  
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Table No:-3.2 

Universities at a glance in Maharashtra state. 

Sr.No 

 

Category of the University 

 

No. of 

Universities. 

01 Non- Agricultural Universities 

 

15 

02 Non-Agricultural deemed Universities 

 

04 

03 Institutions having national importance 

 

09 

04 Agricultural Universities 

 

04 

05 State level Non-agricultural Universities in 

Maharashtra 

 

05 

 Total 37 

 

Source: Compiled from University profile. 

Department of Higher and Technical Education, Government of 

Maharashtra has been sanctioned various categories posts to the selected 

universities during 2009-10, as follows. The statistical information of 

SRTMU Nanded is taken from annual report of the same university 

during 2008-09. 

 

Socio-Economic Aspects of the Marathwada Region  

Economic progress of the Marathwada Region developed slowly and 

steadily over the years. Development culture is a long process, which 

cannot be destroyed or created at once. In this context, Oscar Levis has 
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developed a concept namely “Culture of poverty”. According to him, it 

is more difficult to remove poverty itself. Culture of poverty indicates 

feeling of inferiority, lack of capacity to take bold decisions and lack of 

planning for the future. The culture of the Marathwada Region was so 

nurtured that it could not give weightage to the modern values like 

equality and freedom, which is the main cause of backwardness of the 

region. It never provided congenial atmosphere for modernity and 

rational thought. Therefore, it lagged behind as compared to rest of 

Maharashtra, which remained relatively more progressive in cultural, 

Educational, political, industrial fields.  

On almost all the fronts such as, illiteracy, lack of skills, deficient 

knowledge, immobility and indifferent attitude, underdeveloped 

resources, low standard of living with a dominant agriculture Sector 

with little industrialization, Marathwada remained backward region.  

 

Industrial Scenario of Marathwada Region  

After 1948 State was brought into the fold of an all India economy and 

released new economic forces which demanded attention. It integrated 

Hyderabad finances with those of the Union Government which geared 

the financial resources with a different motive altogether.  

After 1949, the Government discontinued the old practices to 

support the industries, i.e. directly contributing to the share capital of the 

industrial concerns and decided to advance loans to deserving 

companies on suitable securities. Raising finance through Industrial 

Trust Fund under the old system was replaced by establishing the State 

Finance Corporation.  

As regards to cottage and small-scale industries, the Government 

decided to rehabilitate the handloom weaving industry and accepted in 

principle that common utilisation in cottage industries deserve equal 
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attention as in the case of artistic crafts. As regards handloom weaving a 

partial reservation of the market gave some relief to the handloom 

weavers.  

The household industrial sector continued to be neglected even in 

tire new set up according to 1961 Census 86.5% workers in the 

household industry were craftsmen and engaged in carpentry, leather 

works, tailoring, weaving and related work, blacksmithy, Pidsmithy, 

knitting,etc. This sector continued with low skill level and traditional 

techniques of production and somehow managed to survive under 

adverse conditions. 

 The industrial backwardness of the region can be explained by the 

presence of poor infrastructural facilities. By the end of 1960 the region 

had only 0.05 Km road length per one Sq.Km. of area. The total road 

length in Marathwada was 50603.29 Kms in 2001. That comes to about 

783.25 Kms. per thousand Sq.Kms.  

 The banking facilities were scanty and much below the need of the 

region. On 1
st
 May 1960, the Maharashtra State was established, which 

established the ‘Maharashtra Industrial Development Corporation’ 

(MIDC) on 1
st
 August 1962 for the dispersal of industries and promotion 

of regulated balanced industrial development of the State. The Director 

of Industries was the only Government organization to promote and 

regulate industrial activity in Marathwada region until 1962. In 1962, 

the Government setup several autonomous corporations ‘for balanced 

Industrial development like MSSIDC, SICOM, MSFC, MDC, MCED 

and Banks. The Government of Maharashtra established four regional 

corporations for industrial and entrepreneurial development in Kokan, 

Western Maharashtra, Vidarbha and Marathwada. The responsibility of 

these corporations was to promote entrepreneurship and to exploit local 
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resources. The Marathwada Development Corporation was established 

in 1968.  

Table No. 3.3 

District wise Percentage of Literacy (2011 Census) 

Sr. 

No.  

District  Male  Female  Total  

01 Aurangabad 85.07 61.28 73.63 

02 Jalna 79.17 49.25 64.52 

03 Parbhani 80.58 52.98 97.04 

04 Hingoli 81.11 51.96 66.86 

05 Nanded 81.14 55.12 68.52 

06 Osmanabad 82.03 57.55 70.24 

07 Latur 83.63 60.28 72.34 

08 Beed 80.69 55.38 68.48 

Source : Join Director of industry, Govt. of Maharashtra, Aurangabad.  

 

Figure No: - 3.1 

District wise Percentage of Literacy 2011 Census 
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Above table reveals that percentage of female literacy in Jalna 

district is comparatively less where as it is more in Aurangabad district 

and percentage of male literacy is also less in Jalna where as it is more 

in Aurangabad and Latur district. It means that educational system in 

Jalna district is laging behind.  

 

Service class people : As in above point is it cleared that percentage of 

literacy is more in Aurangabad district the people in Aurangabad district 

are comparatively more engaged in different services. Education 

facilitates different types of employment opportunities and it helps to 

remove unemployment problem. Following table and chart reveals the 

employment of the people district wise.  

 

SOCIO-ECONOMIC ASPECT OF THE MARATHWADA 

REGION 

 The Nizam Regime had deeprooted effect on the society, culturae 

and mentality of the people of the region. Many obstacles to economic 

progress of Marathwada region developed slowly and steadily over the 

years. Development culture is a long process, which cannot be destroyed 

or created at once. Oscar Lecis has developed a concept namely 

“Culture of poverty”. According to him, it is more difficult to remove 

poverty itself. Culture of poverty indicates feeling of inferiority, lack of 

capacity to take bold decisions and ack of planning for the future. The 

continued slavery of two and half centuries could not be wiped of 

immediately, even after the Nizam regime came to an end. The culture 

of Marathwada region was so nurtured that it could not give weightage 

to the modern values like equality and freedom, which is the main 

cvause for backwardness of the region. It never provided congenial 
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atmosphere for modernity and rational thought. Therefore, Marathwada 

region lagged behind in comparison of rest of Maharashtra, which 

remained relatively more progressive in cultural, educational, political, 

industrial and in all other fields. Being all the indicators such as 

illiteracy, lack of skills, deficient knowledge, immobility and indifferent 

attitude, underdeveloped resources, low standard of living with a 

dominant agriculture sector with little industrialization, Marathwada 

remained backward region. Till the year 1948, industrial sector was only 

nominal in the economy of Hydrabad State. The people of Marathwada 

were acquainted with ‘industrial culture’ only after the Police Action.  

 

THE INDUSTRIAL SCENARIO OF MARATHWADA REGION 

The political significance of the Police Action of 1948 was 

evident but the economic significance was also important. The state was 

brought into the fold of an all India economy and released new 

economic forces which demanded attention. It intergrated Hydrabad 

finances with those of the Union Government which geared the financial 

resources with a different motive altogether. After 1949, the 

Government discontinued the old practice to support to industries, i.e. 

directly contributing to the share capital of the industrial concerns and 

decided to advance loans to deserving companies on suitable security. 

Under the old system an Industrial Trust Fund by establishing the State 

Finance Corporation. As regards to cottage and small-scale industries 

the Government decided to rehabilitate the handloom weaving industry 

and accepted in principle that common utilization cottage industries 

deserve equal attention as in the case of artistic crafts. As regards 

handloom weaving a partial reservation of the market gave some relief 

to the handloom weavers. The household industrial sector continued to 

be neglected even in the new set up. According to 1961 Census 86.5% 
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workers in the household industry were craftmen and enggaged in 

carpentry, leather works, tailoring, weaving and related work, 

blacksmithy, goldsmithy, kintting etc. This sector continued with low 

skill level and traditional techniques of production and somehow 

managed to survive under adverse conditions. The industrial 

backwardness of the region can be explained by the presence of poor 

infrastructural facilities. By the end of 1960 the region had only 0.05 km 

road length per one Sq. km. of  area. The total road length in 

Marathwada was 50604.29 kms in 2001. That comes to above 784.25 

kms per thousand Sq. km. of area. The banking facilities were scanty 

and much below the need of the region. On 1
st
 May, 1960 

MaharashtraState was established. Immediately, the Government of 

Maharashtra, on 1
st
 August 1962 established the ‘Maharashtra Indsutrial 

Development Corporation (MIDC) for the dispersal of industries and 

promotion of regulated balanced industrial development of State. The 

Director of Industries was the only Government organization to promote 

and regulate industrial activity in Marathwada region until 1962. in 1962 

the Government setup several autonomous Corporations for balanced 

industrial development like MSSIDC, SICOM, MSFC, MDC, MCED 

and Banks. The Government of Maharashtra established four regional 

corporations for industrial and entrepreneurial development in Kokan, 

Western Maharashtra, Vidarbha and Marathwada. The responsibility of 

these corporations was to promote entrepreneurship and to exploit local 

resources. The Marathwada Industrial Development Corporation was 

established in 1968.  

 

INDUSTRIAL DEVELOPMENT OF MARATHWADA REGION 

EXISTING POSITION OF SSI) 
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 The region has been declared as an industrially backward in 1975 

by the Govt. of Maharashtra. The lack of infrastructural facilities, 

inadequate local markets, skilled labours, immobility of local persons 

and lack of entrepreneurial talents / environment were the major 

constraints for the rapid industrialization of the region. The industries 

were facing the major problems of frequent power cut-off, water 

shortage and inadequate Railway transport facility. An immediate action 

in this direction was necessary. Since 1980 the efforts have been made 

by MDC and the State Govt. of remove some of the infrastructural 

obstacles. The MIDC industrial estates, and mini .cooperative indsutrial 

estates have been established and they were declared as growth centre. 

So also the MDC assisted number SIUs and LSIUs for their start up and 

promotions. Besides these other industrial Development Organizations 

are conducting numerous training Programmes, thereby developing the 

entrepreneurship quality. The MCED, MCD and DIC has been 

conducting the following training courses since 2000.  

1. Marketing Development Programme for Self-Employment.  

2. General Entrepreneurship Development Programme.  

3. Prime Minister’s RojgarYojana.  

4. Vocational Training Programmes.  

5. Swarna Jayanti Sahari RojgarYojana.  

6. Incentives and Facilities available.  

The Government of Maharashtra announced its industrial policy 

on 22
nd

 April, 1993 which was last extended upto 31
st
 March, 2001, 

excluding the erstwhile Sales Tax benefits in pursuance of National 

consensus. It was reviewed and modified subsequently. The most 

outstanding features of the this industrial policy are revision of the 

industrial location policy for Mumbai Metropolitan Region permitting 

non-polluting, high-tech industries within the rationzlized municipal 
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zones of Greater Mumbai; non-requirement of the Collector’s 

permission for purchase to export oriented agro-processing projects to 

hold land in excess of ceiling; liberal incentives under the new package 

Scheme of Incentives and sales tax benefits for 100 percent export-

oriented units, regardless of their location. The Govt. of Maharashtra has 

announced it new industrial policy 2001, which will be operative from 

1
st
 April, 2001 up to 31

st
 March 2006. The objective of this new policy 

is to further accelerate the flow of investment in industry and 

infrastructure, promoting IT, high-tech, knowledge based and biotech 

industries, augmenting exports from the industrial units in the State and 

creating large scale employment opportunities duly ensuring 

environmental planning.  

Table No: - 3.4 

District-wise Industrial Progress of Marathwada Region up to 31-3-

2014 

District Small Scale Industries Small and Medium (IEM) Scale 

Industries 
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Aurangabad 2352 20883.24 18798 304 395 699 2125.00 37060 

Jalna 585 2992.00 24841 19 35 54 163.57 2769 

Parbhani 598 6283.00 2826 05 50 55 98.23 1664 

Hingoli 159 1383.00 815 04 07 11 113.15 2026 

Nanded 1036 2120.25 2371 19 74 93 291.81 4085 

Latur 1362 7249.69 8560 17 76 93 388.83 5022 

Beed 1143 637.53 12774 14 92 106 52.00 4975 

Osmanabad 651 3031.94 2903 24 86 110 378.50 4608 

Total 7886 44583.65 73888 406 815 1221 3613.09 62209 
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Source:-Joint Director of Industries, the Aurangabad region, 

Aurangabad. Note of Industrial Development of the Marathwada region 

2004 Page: 12-13. 

 

The table no 3.7 shows the District-wise Industrial Progress of 

Marathwada Region, as it is seen from the above table expect 

Aurangabad and few other district have no of permanent unit above 

1,000 with the highest being Aurangabad in the table with 2352 number 

of permanent unit which are providing employment of 18798 in number 

to the region with least number of unit in Hingoli district 159. 

 

DISTRICT WISE SUMMARY OF INDUSTRIAL 

DEVELOPMENT (SSI) 

 As district has been the unit administration and development it 

would be appropriate to take district wise review of the present 

industrial status and prospects for future development.  

 

1. Aurangabad:Paithan in Aurnagabad district is famous for the last 

2000 years for paithanisarees unlike Aurangabad for himroo and 

Mushroo, textiiles, shawls and bidri works. Few decades ago industrial 

activity in the district was confined to these crafts only. But today 

Aurangabd city is one of the industrially developed centers of the State. 

In Aurangabad district as on 31.03.2004 there are 2352 permanent SSI 

units with capital investment of Rs. 20,884.24 lakhs and employment 

generation of 18,798. similarly, there are about 304 large and medium 

scale indsutries located in the district with capital investment of Rs. 

2125 crores and employment generation of 37060. similarly, 395 

proposed large scale and medium scale units have obtained IEM.  Due 

to the efforts of the State Govt. mega projects of Skoda, Bajaj Auto, and 
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Videocon groups have prominent presence. The major manufacturing 

industries in the includes chemical, electronics, instrumentation, 

breweries, automobiles, machine tools, paper and paper products, 

transport equipments, food and food processing, rubber and plastics, etc. 

Several large corporate business groups both Indian and foregin have set 

up their operatins in Aurangabad. They include colgate, Crompton 

Greaves, Wockhard, HMT, CeatTyers, Rallies India, Johnson & 

Johnson, etc. Most of these industrial units are located in 4 industrial 

areas developed by MIDC. They are Aurangbad city, Chilkalthana area, 

Waluj area and Shendra area with 34,719 and 1578 hecters area 

respectively. At present almost all the plots in MIDC areas of 

Aurangabad and Chikalthana have been allotted. However, in Waluj 

MIDC area still there 102 plots renging with area from 500 to 10,000 sq. 

mtrs are ready for allotment. ShendraMIDC area will be full of activities 

in near future. However, no. of SSI units in the district increases upto 

3748 by the end of March 2009.  

Aurangabad city is the most promising and ideal center for 

indsutrial growth in Marathwada region and therefore, offers good scope 

/ opportutinies for almost all types of industrial activities. The city 

possesses development pontential for specific industries like tourism, 

poultri farm, processing of food and frouts and vigitables, breveries, 

industrial and scientific instruments, paper and paper products, 

packaging, pharmaceuticals and electronics, automobiles, etc. 

 

1. The special efforts of MIDC for augumentation of Indsutrial growth 

are –  

a) Setting up Softwear Technology Park of India (STPI) achieving mark 

of Rs. 5.00 crores worth Softwear export by 31
st
 March 2004.  
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b) Agro & Food Processing Zone by reserving 20 hectores in MIDC 

Shendra.  

c) Flouriculture development zoner in Paithan by reserving 32 hectors 

in MIDC Paithan.  

d) BioTechnologyPark, Addl MIDC area, Jalna reserving 50.33 hectors 

and Shendra MIDC, Aurangabad reserving 125 hectors. Aurangabad is 

most sought after destination for industrial development due to 

following reasons.    

2. It has the historical and tourist attraction, well connected with Air by 

Jet Airways (morning and evening services, Indian Airlines (evening 

service). 

3. It has the excellent transportation and communication facilities. 

Aurangabad is at a distance of 400 kms from Mumbai by rail and at a 

distacne of 408 kms by road. It is connected to Mumbai by broad-gage 

State Transport Corporation and private transporters also operate bus 

services from Aurangabad to the important cities of he State. There are 

five telephone exchanges in the city most of which are electronically 

operated. Telephone connections are easily availabe on demand. 

Recently internet and Mobile phone facilities are also started in 

Aurangabad. The private service providers like Tata telephone and 

Huges have developed their clientele.  

4. For the industrial development of the region support of technical 

manpowers is very much essential. The city has number of technical 

institutions which can fulfill the need of technical manpowers required 

by industries. There are 5 engineering colleges and 3 polytechnics which 

run the courses in the discipline of mechanical engineering, electrical 

engineering, chemical engineering, electronics instrumentation, 

computer, etc. There  are 5 management institutions which provide 

managerial staff for running the industrial and enterprises. Moreover, 
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there are prestigious institutes in Aurangabadviz the Indo German Tool 

Room (IGTR) and center for Electronics and Designing Technology 

(CEDT). The IGTR is setup by the Govt. of Maharashtra and Govt. of 

India in colaboration with the Federal Republic of Germnay. It runs 

diploma courses to fulfill the need of skilled manpower of the industries 

engaged in the design and manufacture of tools. It is dedicated to the 

human resouce development in the area of modern technology and the 

training is also imparted in the area of tool making, tool designing, jigs 

and fixtures of international standards. Short term, long term and tailor 

made courses are conducted as per the requirment of engineering and 

plastic industries. Similarly, manufacture of tools, dies, moulds, jigs and 

fixtures is alos undertaken to cater the need of high tech industries. 

CEDT is established jointed by Govt. of India, Govt. of Maharashtra and 

Dr. BabasahebAmbedkar Marathwada University to impart training in 

the field of electronics and to design and to develop electronic products 

and technology. It is one of the important center of excellence in the 

field of agro electronics and medical electronics. Informal and formal 

courses in electronics design and technology are imparted in the 

institutes to cater the need of highly skilled personnel required by the 

electronics indsutry. The deploma and M-Tech courses are conducted at 

this institute.  

5. Medical Facilities : There are two medical colleges in Aurangabad 

equipped with all medical facilities. It caters the need of not only 

Aurangabad city but also the hole of Marathwada region and 

neighbouring districts like Buldhana, Jalgaon, Dhule and Ahmednagar. 

In addition to this, there are other well hospitals, like 

SethNandalalDhootHospital, Kamalnayan Bajaj Hospitals etc. and many 

other hospitals well equipped with state of the art technologies, modern 

facilities to provide helth services. There are two dental colleges, one in 
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each in Govt. sector and private sector and two colleges of Ayurvedic 

and Homeopathy.  

 

6. Hotels : Ajanta &Ellora caves being in the proximity to Aurangabad, 

tourism indsutry has already been developed considerably in 

Aurangabad. To support tourism industry well known Hotel Taj 

Residency, Hotel Rama International, Hotel Ajanta Ambessadar, 

HotelPresidentPark, Hotel Medows provides services of five star status 

to the tourists and industrialists. 

 

7. Recreational & cultural facilities :Aurnagabad city is having long 

heritage of cultural activity. There Govt. cultural hall and Dr. 

BabasahebAmbedkar Marathwada University is having a seperate 

department of Drama and Cultural Affairs. Aurnagabad Sports Clubs 

has been recently started which has facilities of swimming tank, 

entertainment, spotrs, auditorium, well equipped conference hall etc.  

8. ResidentialTownship : CIDCO is the premier institution of Govt. of 

Maharashtra which looks after the development of residential township 

in the state. CIDCO has made a big township on Jalna road and provided 

many houses to needy persons. CIDCO not only provide the houses but 

also establishes the markets, clubs, gardens, schools and other civil 

amenities. The people in Aurangabad city has put to the benefits of the 

services provided by CIDCO.  

2. Jalna :Jalna district came in to existence in the year of 1981 

by the bifurcation of the Aurangabad district. Unfortnately backward 

area of the old Aurangabad district adjoined with the Jalna district. 

Therefore, the district is lagging behind in respect of educational 

development, industrial development, helth services, power supply, 

water supply, transpoertation services etc. However, Jalna, being the 
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district headquarter is well known in Maharashtra for its business 

activity. Jalna is a commercial town and now a days it is getting touch of 

indsutrial development too. Main business in the district is agricultureal 

and nearly 75 % of the population is a rural population. Percentage of 

irrigated land in the district is very less. Jowar, Bajra, Tur, Sugarcan, 

Cotton, Soyabin, Subflowers etc. are the main crops in the districts. The 

Jalna city is well connected by road to Aurangabad, Pune, Mumbai, 

Akola, Nagpur, Solapur and other important cities in the state and out of 

the state. Manmad – Secunderabad railway line passes from the districts.  

 

Industrial and commercial background of Jalna. 

Jalna had verios household industries. At the end of 19
th

 Century 

gold less work was florishing. Glass bangles, beads, looking glasses, 

figures of peacock, wear made at Jalna. The household textiles and 

decorated saries of Jalna had great demand in other market in 

Maharashtra. Jalna emerged as an important trading center of 

Marathwada in the 20
th

 Century. Therefore, the town attracted the 

working population to be absorbed in the trading and allied activites. 

Moreover, being and important market for agricultural produce many 

agricultural goods processing activities started in the town. Ginning and 

pressing is an important industry in the town. Oil seed crushing is also 

an important agro based industrial activity. There are mnay oil mills. 

Manufacturturing the Dal is an important agro based small scale 

indsutry in the town and there are nearly 30 Dalmills. All these 

industries are seasonal in character. The other types of activities which 

are been developed in recent times are engineering which includes 

production of spare parts, welding and repairs. Manufacturing of 

Tabacco products, soap, wodden and still furtuer, processing of 

improved seeds are also prominent units in the towns. Jalna is famous 
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for manufacturer of different types of Hybrid Seeds Varieties. 

Proportion of large indsutry is very less in the districts. Therefore, 

ancillary or secondary industries are not so developed.  

The Jalna Industrial estate was anctioned in the Second Five Year 

Plan and was organized on cooperative basis and was planned on a big 

size. The Estate was established on 30
th

 November, 1961 with an area 

about 50.58 hectors developing 49 different types of plots for different 

industries. Later, because of good response from the local enterpreneurs 

and as there was need of additional industiral area, Maharashtra 

Indsutrial Development Corporation, acquired 158.10 hectors of land on 

Jalna Aurangabad road and devlopedAdditional  Industrial Area in the 

year 1976. after the allotement  of all the plots and fully development of 

this industrial area a second phase (phase II) was developed aquiring 

additional 207 hectors of lands at joining the existing industrial areas. In 

this zone new phase all the plots were alloated. Many engineering, agro 

based, fertilizers, rerolling, spare-parts, tyreremoulding, still furniture, 

food processing etc. units are been developed in this second phase of 

industrial area. Nearly, all the units are been established and owned by 

local enterpreneures. Now a days Jalna as like Aurangabad is 

developing industrially fastly. In the city there are near about 40 

rerolling mills which provide steel rods, other steel bars and steel angels 

to the different parts of the nations. Hence, Jalna is now being known as 

a steel city of Maharashtra. Looking into the requiement MIDC has 

aquired new land again an Aurangabad road for the development of 

third phase. (Phase III). Plots in the third phase are going to be alloted 

very soon. By the end of 31
st
 March 2004 therewear 585 SSI units in the 

districts and total investment in those units was made upto 2992 lakhs 

rupees. The employment  worth 2769 people was provided. However, 

strngth of the SSI was increased upto 793 by the end of March 2009.                  
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3. Parbhani :Parbhani district is leading in agricultural production and 

parbhani city is a centre of agricultureUniversity. Cotton, Jowar, 

Groundnut, Sunflower and Bananas are the main crops of the districts. 

The existing indsutrial activity of the district is confined to oil mill 

solven extraction plant, dal mill, power looms, tarpaulin and steel 

furniture. As on 31
st
 March 2004 therewear, 598 permanent SSI units 

with capital investment of Rs. 6284 lakhs and employment generation of 

2826 peples. Similarly, there are 5 large and medium sclae units with 

employment generatio of 1661 peoples in the district. Moreover, 50 

proposed large scale and medium scale units have obtained IEM. MIDC 

has  developed in industrial area of 95.74 hectors on Basmat road in 

Parbhni. In this area out of 135 developed plots, 130 plots have been 

alloted to the enterprenures. Similarly, MIDC Parbhani, Jintur and Selu, 

are the important growth centers in the district. However, strength of 

total units increased upto 735 by the end of March 2009. 

4. Hingoli: Recently Govt. had created a new district viz. Hingoli on 1-

5-1999 by bifurgation of the erstwhile Parbhani district. Ason 

31/03/2004 there are 159 permanent SSI units with capital investment of 

Rs. 1384 lakhs and employment generation of 1815. similarly, there are 

4 large and medium scale units with employment generation of 2026 in 

the district. Moreover, 7 proposed large scale and medium scale units 

have obtained IEM. MIDC has developed an industrial area of 231.25 

hectors at Hingoli. Out of the 164 developed plots in this area 24 plots 

have been alloted to the enterpreneur. There is MIDC at Tq. 

Basmatnagar Admeasuring 15 hectors. It has 38 plots, 13 have been 

alloated. The MIDC area at Tq. Kalamnuri has area admeasuring 9 

hectors. It has 19 plots, 3 are allotted. The Cooperative industrial Estate 

having 11 acers accommodates 66 plots and 23 units are functioning. 

This disrtrict has religious importance due to Aundhanagnath (one of the 
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Twelve Jyotirlingas) and of birth place of great Saint Namdeo at Narshi. 

These two locations attract lakhs of pilgrims. It gives potential for 

economy activities. Strength of SSI units rose upto 239 by the end of 

March 2009.  

5. Nanded : Among the existing units, large number of units in the 

district are engaged in the activities like oil mill, dal mill, power looms, 

wax candles, tarpaulin and steel furniture. This district is famous for the 

production of quality steel furniture. Many steel furniture manufacturing 

units in the district are on the list of CSPO and they supply the steel 

furniture and allied items to the Govt. and semi Govt. Departments 

through out the state. As on 31
st
 March, 2004 in the district there wear 

1036 permanent SSI units with capital investment of Rs. 2120.25 lakhs 

and employment generation was made of 2371 people. Similarly, in the 

district there are 19 large and medium scale units with employment 

generation of 4085 people. Moreover, 74 proposed large and medium 

scale units have obtained IEM. MIDC has developed and indsutrial area 

of 271.90 hectors of land at Nanded. Out of 335 plots in this area 326 

plots have been allotted to the enterpreneurs. Taking into consideration 

potential for the industrial developmentState Govt. has taken the 

decision to develop 5-star indsutrial estate of 645.81 hectors at Kushnur 

near Nanded city. Nanded, Deglur, Mukhed, Kinwat, Hadgaon are the 

important growth centers in the district. The district has MIDC area at 

Deglur, Kandhar and Cooperative industrial Estate at Nanded, Deglur, 

Dharmabad and Loha. The proposed Cooperative industrial Estates are 

at Barav, Dabhad, TamsaTq. Hadgaon. The district has Gurudwara 

attracting lakhs of pilgrims throughout the country. It gives potential for 

economic development. Total units of SSI increased upto 1367 by the 

end of March 2009.  
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6. Latur : The Latur district was created in the year 1982 by the 

byfurcation of the Osmanabad district. Latur and Udgir are the places of 

historical importance in the district. Earlier the crop of cotton was grown 

on large scale in the district. However, crop pattern has now been shifted 

to sunflower which is grown in the district on such a large scale that the 

district came to be known as a district of sunflower. The farmers of the 

district have also started to cultivate grapes and sericulture on a large 

scale. Grapes are processed and exported to the western countries. Latur 

has been a hub of trading activities and there are large number of units 

in the district engaged in the activites of Jinning factories, oil mills, dal 

mills, refinery and engineering units. As on 31
st
 March, 2004 in the 

district there wear 1362 permanent SSI units with the capital investment 

of Rs. 7279.69 lakhs and employment generation of 8560 people. 

Similarly, there are 17 large and medium scale units with emplyment 

generation of 5022 people in the district. Moreover, 76 proposed large 

and medium scale units have obtained IEM. MIDC has developed 

industrial area of 263.26 hectors at Latur. In this industrial area out of 

590 developed plots, 541 plots have been allotted to the enterprenures. 

The districts has potential growth in the activities like sericulture, grape 

processing, oil mills etc. Udgir, Ausa, Ahmedpur are the important 

Growth centers having potential for industrial development in the 

district. The strength of total SSI units rose upto 1553 by the end of 

March 2009.  

7. Beed : Agriculture is the main activities in the Beed district. The 

important agriculture produces are Jowar, Bajra, Tur, Sugarcane etc. the 

district large population of animals. It is about 180 animals per 1000 

persons as against the avarege of 108 for the state. Therefore, there is 

scope for activities like leather processing and leather goods, bone mill, 

Gelatin and also for products based on milk and poultry. As on 
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31/03/2004 in the district therewear 1143 permanenet SSI units with 

capital investment of Rs.  637.53 lakhs and employment generation of 

12474. Similarly, there are 14 large and medium units with employment 

generation of 4975 people. Moreover, 92 proposed large and medium 

scale units have claimed IEM. In the district MIDC has developed an 

industrial area of 68.53 hectors at Beed. In this area out of 187 plots, 

161 plots have been allotted to the needy enterpreneurs,Beed, 

Ambejogai, Parli (V) and Majalgaon are the important growth centers in 

the district. However, total number of SSI increased upto 1511 by the 

end of 31
st
 March, 2009.   

8. Osmanabad :Osmanabad district has a rich, historical and religious  

background. Paranda fort was once a head quarter of Nizam Govt. 

Naldurg is also another important place of historical importance. 

Tuljapur is famous for the historical temple of Goddess Baavani. 

However, Osmanabad is the most industrially backward district in the 

industrially backward region of Marathwada. The district lacks in 

infrastructure, such as network of railway, telecomunication etc. The 

district has only 30 kms narrow-gauge railway line completed in the pre 

independence area. Agriculture is the main activity in the district and 

important agriculture produces are Jowar, Bajra, Maize, Pulses, 

Sericulture, Groundnut and Tobacco. The district has got a large 

population of livestock and is better placed in milk production. Agro 

based activity and activities based on live stock such as leather 

processing, dairy, poultry farms, grape processing, sericulture, oil mill 

and dal mill have good scope in the district. As on 31
st
 March 2004 there 

wear 651 permanent SSI units with capital investment of Rs. 3031.94 

lakhs and employment generation of 2903 in the districts. Similarly, 

there are 24 large and medium scale units with employment generation 

of 4608 in the district. Moreover, 86 proposed large scale units have 
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obtained IEM. MIDC has developed industrail area of 101.96 hectpors 

of land at Osmanabad. Out of 131 plots in this industrial area, 112 plots 

have been allotted to the enterprenures. The number of SSI units by the 

end of 31
st
 March 2009 increased upto 744. Umerga, Kalamb, Tuljapur 

are the other growth centers in the district.  

Additional Incentives :-  

1. Cooperative Industrial Estate :There are 15 Cooperative Industrial 

Estate estiblished for providing basic amenities like land, water, power 

to small and tiny enterprises. The total area 109.52 hectors with 1223 

no. of plots and 565 SSI units are existing in these Estates.  

2. ZUM :Ideal mechanism for effective coordination amongst the 

varioius line agencies working for Industrial Development, ZUM 

popularly known as ZillaUdyogMitra is a Committee of the officeres 

and representatives of Industries Associations under the Chairmanship 

of District Collector.  

The main objectivies of the formation of ZUM Committee is to solve 

local problems of industrial development of the dstrict level itself. 

Normally Committee meets on fixed in a month or two months. General 

Manager, DIC is the Member Secretary of the Committee. The problems 

of Industrial Development which cannot be solved or which are policy 

matters are referred to the State Level Mitra Committee at the State 

Level. If we take overall review of the industrial scenario in the 

Marathwada region, it reveals that except Aurangabad district and to 

some extent few other districts the remaining district are not so 

developed. However, efforts are being made for their development.  
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Aurangabad Municipal Corporation Revenue Sources:- 

The sources of revenue income both tax revenue and non-tax Revenue 

are prescribed for Municipal Council under Maharashtra Municipal 

Council, Nagar Panchayats and Industry Town Act 1965, for Municipal 

Corporation the Bombay Municipal Act. 1988, for Nagpur Municipal 

Corporation under Nagpur Municipal Corporation Act. 1948 and all 

other Municipal Corporations in the State are Government by the 

Bombay Provincial Municipal Corporation Act. 1949. 

 

Own Sources - 

A] Tax-Revenue 

B] Non Tax-Revenue 

External Sources - 

A] Grant 

 

Own Sources :- 

A] Tax-Revenue 

Local bodies have been given right to impose certain taxes assigned to 

them, but these vary from State to state. The local bodies are empowered 

to impose all the taxes. However, in practice all the taxes, are not 

imposed. In most cases, certain limit in respect of rates of these taxes 

have been laid down, and in some states sanction of the State 

Government is necessary for levying particular tax. All taxes which can 

be levied by the local bodies are in the State list and reference of which 

given in the constitution. The tax revenue sources of local bodies are as 

follows: 

1) Taxes on Property :- 

Property tax is levied on buildings and lands on the basis of their rental 

values of all the buildings and lands situated within the jurisdiction of 
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the civic bodies. The ratable value is fixed on the basis of the annual 

rent amount that is actually received or that received tax is levied on the 

basis of percentage of this ratable value. Property tax is basically 

collected from house owner or lease holders besides general tax, the 

property tax includes following taxes like i] Property tax, ii] Service tax, 

such as water tax, drainage tax, scavenging tax, lighting tax, fire tax, iii] 

betterment tax and contribution iv] tax on transfer of immovable 

property, v] local cess vi] other surcharges and cesses, such as health 

cess,, library cess, education tax etc. The power of fix rates of these 

taxes concerned to the civic bodies. The main object of property tax is to 

make available funds to meet capital expenditure required for the works 

of water supply and sewerage. 

 

2] Tax on goods – it includes Octroi and terminal tax. 

Tax major income source of Municipal Corporation revenue is octri. 

Octri depends on the weight or quantity. It is levied at different rates by 

different Municipal Corporations for similar articles the civic bodies can 

collect this tax or they collect this tax from outside agency. 

3] Passenger tax. 

4] Tax on profession, Trade, Calling employment etc. 

5] Tax on vehicles, Animals and boats. 

6] Other taxes, such as theater tax, exhibition tax, fairs tax, taxes on 

mines etc. 

7] Share of taxes from the State Government. 

 

B] Non Tax Revenue :- 

The sources of non tax revenue of Aurangabad Municipal Corporation is 

consists of i) Fees, like parking fees, permit fees for bazaars, businesses 
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and professions fee. ii) fines iii) income from public undertakings, such 

as town ways, buses distribution of electricity. 

 

External Sources:- 

A] Government Grants:- 

Grant in aid is an important constituent of Municipal finance. A 

payment make from the treasury of the State Government to a local 

authority. For the purpose of assisting that authority in carrying out a 

part or all of its activities is known as Grant-in-aid. The State 

Government grants received by the Municipal Corporations are as 

follows - 

1) Primary education grant. 

2) Motor vehicle tax grant 

3) Entertainment tax grant 

4) Grant for water supply scheme 

5) Grant-in-aid for implementation of the development plan. 

6) Child welfare and women health grant. 

7) Slum improvement grant 

8) Low cost sanitation. 

9) Road grant 

10) Nehru Employment scheme etc. 

Government grants are received for those schemes. 

 

B] Loans:- 

Municipal bodies are obliged to borrow from State Government and 

other agencies to meet emergencies and for capital expenditure which 

they can not afford out of their revenue. Municipal Corporation invests 

these fund in facilities like school buildings, drainages, water supply, 

dispensaries, constructions of roads etc. generally LIC, HUDCO and 
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World Bank have provided loans to the civic bodies on along term basis 

for their major schemes. 

 

Municipal Expenditure:- 

Municipal Corporation provides social services and civic amenities. The 

term expenditure is related to this. Generally expenditure of Municipal 

Corporation is divided in to two parts. First is revenue expenditure and 

second is capital expenditure. The Revenue expenditure is current 

source of expenditure annually recurring in nature. This money spent on 

establishment, repairing maintenance. Recurring amount is small than 

capital amount. This expenditure is not productive one or direct return 

money. The Municipal Corporation incurs capital expenditure on basic 

amenities and new infrastructure facilities, this type of expenditure is 

large in amount and it is not regularly recurring. It is to be met out of 

capital receipts. Municipal Corporation collects all revenue and spends 

on providing facilities to citizens. Generally Corporation's expenditure 

on general administration collection of taxes, public safety-fire lighting, 

street lighting, expenditure on public health – drainage, water supply, 

barrel ground, expenditure on education, hospitals and dispensaries, 

public gardens, swimming tanks, public libraries, auditoriums, industrial 

exhibitions, museums etc. Aurangabad Municipal Corporation capital 

expenditure on water supply construction of roads, bridges road 

widening, hospitals and dispensaries, school buildings, drainage and 

sewerage schemes. These basic facilities providing in slum and Urban 

areas. Urban local financial assistance to providing these services World 

Bank, Life Insurance, Corporation; HUDCO etc. are the financial 

sources. In this way the expenditure by the Urban Local Bodies are 

basically for providing various services, facilities to the citizens in 1992, 

74th Constitute Amendment has added a list of 18 services in twelve 
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schedule. 

Table No. 3.5 

Revenue of Aurangabad Municipal Cooperation (In Thousands) 

S

r.  

N

o 

Items  
2001-

02  

2002-

03  

2003-

04  

2004-

05  

2005-

06  

2006-

07  

2007-

08  

2008-

09  

2009-

10  

2010-

11  
Total  

1  2  3  4  

 

6  7  8  9  10  11  12  13  

1.  Octri 
5104

57  

5704

39  

62808

8  

7105

09  
79025  

10289

56  

10831

91  

11851

37  

12379

55  

13866

35  

84:203

92  

2.  
Property 

tax  

1173

08  

9516

0  
96741  

9279

0  

14744

9  

14258

0  

56000

0  

28704

9  

29309

8  

33552

2  

216769

7  

3.  

Revenue 

from M.C. 

Properties 

1467

4  
9560  14982  

1294

7  
15560  17205  21386  24268  40619  31491  199692  

4.  

Zoo&  

veterinary  

Services  

3025  3431  3164  4100  3508  3835  4187  4578  4770  5143  39741  

5.  
Education 

Services  
213  182  165  138  365  520  740  724  996  661  4704  

6.  

Hospital 

Dispensar

y  

396  1689  1924  3912  5224  7781  3955  3347  3611  4215  36054  

7.  
Fire 

Bridge  
3819  2761  1710  1616  2120  2447  4595  5767  6(X)()  5518  36353  

8.  
Garden 

Fees  
2283  1497  3096  3422  3657  3386  3868  4198  4204  4521  34132  

9.  Water Tax  
1169

00  

1224

32  

13712

5  

1544

0  

18924

4  

15216

0  

19305

1  

20044

7  

21948

5  

21469

7  

156098

1  

1

0.  

Entertainm

ent Tax  
-  82  106  95  86  4  12  1  94  274  754  

1

1.  
Grants  

4906

9  

6327

9  

13409

7  

6544

4  

52734

9  

21703

0  

18241

6  

29207

2  

28210

3  

18524

9  

199820

8  

1

2.  
Loans  -  -  -  -  

28000

()  
-  -  -  -  -  280000  
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1

3.  
Total  

8181

44  

8705

12  

10211

98  

9104

13  

12535

87  

15759

04  

20574

01  

20075

88  

20929

35  

21740

26  

147817

08  

Sources: - Aurangabad Municipal Corporation, 2001 to 2012 all budget. 

 

Table No. 3.6 

Expenditure of Aurangabad Municipal Cooperation (In Thousands) 

Sr  

N

o.  

Items  
’01- 

02  

’00- 

03  

2003-

04  

2004

-  

05  

2005

—06  

2006

—07  

2007

—08  

2008

—09  

2009

—10  

2010

— 11  
Total  

1  2  3  4  5  6  7  8  9  10  11  12  13  

1.  

General.  

Administra

tion  

2722

5  

5455

1  
59756  

7122

8  
70920  79029  93610  

11037

2  

12583

3  

15761

3  
850137  

2.  Zoo  4857  4104  5938  6507  7284  8777  12016  12973  15822  20750  99028  

3.  Gardening  9435  
1352

8  
17146  

2566

1  
21941  43184  46308  43230  43975  36379  300787  

4.  Education  
8965

4  

8549

9  
95469  

9849

0  

10300

1  

11763

6  

14068

2  

15275

3  

16692

6  

18769

4  

123780

4  

5.  
Street 

Lights  

3428

5  

2842

4  
39402  

4059

4  
48452  94458  85788  97619  

10066

8  
21939  591629  

6.  
Fire 

Fighting  
7512  6659  7010  7511  8914  14695  12089  13510  10593  8959  97452  

7.  Road  
4118

0  

4771

6  
75851  

1286

64  
31385  

15197

8  

27372

4  

13030

5  

17845

7  

16085

8  

122011

8  

8.  
Municipal 

Building  

5505

1  

1939

6  

12889

4  

1718

5  
18368  21492  19782  24259  -  -  304427  

9.  
Loan& 

Grants  
-  5000  -  190  -  18579  48893  35  5000  0  77697  

10

.  

Repayment 

of Loans  

2467

1  

2727

4  
33722  

3889

4  

36763

6  

12051

1  
84072  53568  53621  53021  856990  

11

.  

Water 

Work  

2614

39  

2057

99  

25830

8  

3060

08  

77194

8  

12946

00  

39289

9  

37260

0  

38720

7  

49161

2  

474242

0  

12
Drainage  

2784 1404
28579  

3463
35570  88147  91967  79999  75144  86954  562890  
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.  4  8  8  

13

.  
Total  

5831

53  

5119

98  

75007

5  

7755

70  

14854

19  

20530

86  

13018

30  
1l223  

11632

46  

12257

79  

109413

79  

 

Total 

Revenue 

TR 

8181

44  

8705

12  

10211

98  

9104

13  

12535

87  

15759

04  

20574

01  

20075

88  

20929

35  

21740

26  

147817

08  

 

Surplus / 

Deficit 

TRTE 

2349

91  

3585

14  

27112

3  

13-

1843  

-

23183

2  

-

47718

2  

77557

1  

91636

5  

92968

9  

94824

7  

384032

9  

Sources: - Aurangabad Municipal Corporation, 2001 to 2012 all budget. 

It is seen from table 3.4 that the grants provided under different heads 

has been not incurred. When researcher tried to no the causes of un 

expended amount she found that internal politics came across for 

granting the funds. It is also found that political representatives ward 

member are not aware about sanctioning the great and providing various 

services to the people it means most of ward members are neglected 

towards their duties. 

 

Nanded   

Nanded is the city in Maharashtra state of India. Nanded is 8th largest 

Urban agglomeration of Maharashtra. It is also headquarters of Nanded 

district and second largest city in Marathwada region after Aurangabad. 

Nanded has been a major place for Sikh pilgrimage.
[2]

 10th Sikh 

Guru,Guru Gobind Singh made Nanded as his permanent abode and 

passed Guruship to Guru Granth Sahib before his death in 

Nanded.
[3]

 Nanded is located on the banks of Godavari river.Nanded was 

famous for its Vedicrituals on the sacred banks of river Godavari. 

Urvashi Ghat, Ram Ghat, Govardhan Ghat are some of them . Nanded 
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has been the regional education hub which has Swami Ramanand Teerth 

Marathwada University at Vishnupuri. Nanded is also known for its 

health services. 

 

History 

One of the oldest and historic cities in the Marathwada region 

ofMaharashtra, Nanded is situated on the north bank of the Godavari 

River.
[4]

 The Nanda dynasty ruled over Nanded for generations in the 

5th and 4th centuries BCE. Nanded was also part of the Maurya 

Empire underAshoka (c. 272 to 231 BCE). Nanded District is located in 

the southeastern part of Maharashtra, Bordering Telangana. The name 

Nanded is widely believed to have originated from "NANDI" the Vahan 

of Lord Shiva, who performed penance on the banks (TAT) of River 

Godavari. This "NANDI TAT" became NANDED. Today, Nanded 

gains prominence from the Sikh Gurdwara which is erected at the place 

whereGuru Gobind Singh, the last Sikh Guru, died in 1708. 

Early mentions of Nanded and irrigation practices are found in the Leela 

Charitra, a treatise written about 700 years ago by Mhaimbhatta.
[5]

 The 

city was formerly known as Nanditat (Marathi: नं�दतट) according to 

acopper plate inscription found at Vasim. Nanded District and the 

adjoining areas were ruled over by 

the Andhrabhrtyas and Satvahanas during the first century AD. In 1708, 

the year following Aurangzeb's death, Guru Gobind Singh, the 

tenth spiritual leader of the Sikhs, came to Nanded. He proclaimed 

himself the last living Guru and established the Guru Granth Sahib as 

the eternal Guru of Sikhism, elevating the reverence of the text to that of 

a living leader. Around 1835, Maharaja Ranjit Singh oversaw the 
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construction of a gurdwara at Nanded. Located at the site of Guru 

Gobind Singh's cremation, the gurdwara is part of the Hazur Sahib. 

Nanded became part of the Hyderabad State in 1725 and continued to be 

part of the Nizam's dominions until 1948.
[4]

After India gained 

independence in 1947, the Indian Armed Forces annexed Hyderabad and 

ended the rule of the Nizam in Operation Polo,
[6]

 making Nanded part of 

the new Hyderabad State. Nanded, being a Marathi speaking area, is part 

of Maharashtra, based on India's linguistic state formation. 

 

Roots of Sikhism in Nanded 

Nanded is associated with the first as well as the last Sikh Gurus. While 

Shri Guru Nanak Dev travelled through Nanded City towards south and 

Sri Lanka, Shri Guru Gobind Singh Ji spent his last few days of earthly 

life here. He arrived here with emperor Bahadur Shah-I towards the end 

of August in 1707 AD. The Mughal emperor went to Golconda, 

and Guru Gobind Singh Ji decided to stay in Nanded. It appears that Shri 

Guru Gobind Singh Ji had followed the emperor through Rajasthan and 

Central Province to Deccan (South) in the hope that justice would be 

meted out and punishment would be given to his persecutors, murderers 

of his young sons and to those who executed numerous innocent Sikhs. 

But finding that the emperor was not interested in punishing the culprits, 

the Guru was disappointed and decided to part with the emperor. In the 

first week of October 1708, having understood that the time had come to 

leave the mortal attire and to depart, the Guru is reported to have taken 

five coins and a coconut and placed them before the Sikh holy scriptures 

Granth Sahib thereby installing the Granth Sahib as Guru. The five coins 

are symbolically known as Sangat or the congregation. Shri Guru 

Gobind Singh Ji and formally passed on the spiritual light of Guruship 
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to Guru Granth Sahib. The Shabad-Guru of the Sikhs was thus 

immortalised. 

 

Geography 

Nanded is the second largest city in Marathawada 

after Aurangabad with an area of 63.22 km
2
.
[7]

 Also it is 8th largest 

city/urban aggomeration in Maharshatra after Mumbai, Pune, Nagpur, 

Nasik, Aurangabad, Solapur and Amravati. Nanded district 

borders Latur district and Parbhani district to the west and Yavatmal 

district to the north, the district is bounded byNizamabad, Medak and 

Adilabad districts of Telangana on the east. Nanded City is divided in 

two parts: Old Nanded (20.62 km
2
) on the north bank of Godavari River, 

and New Nanded (31.14 km
2
), comprising Waghala and six other newly 

merged villages which are situated on south of the Godavari river.22. 

The entire area is covered by the Deccan Traps lava flows of Upper 

Cretaceous to Lower Eocene age. The lava flows are overlain by thin 

alluvial deposits along the Kham and Sukhana river. The basaltic lava 

flows belonging to the Deccan Trap is the only major geological 

formation occurring in Aurangabad. The lava flows are horizontal and 

each flow has two distinct units. The highly weathered vesicular trap 

and underlying weathered jointed and fractured massive trap constitutes 

the main water-yielding zones. The soil is mostly formed from igneous 

rocks and are black, medium black, shallow and calcareous types having 

different depths and profiles. 

 

Demographics 

As of the 2011 census, Nanded had a population of 550,564. The 

municipality had a sex ratio of 924 females per 1,000 males, and 12.4% 
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of the population were under six years old. Effective literacy was 

87.40%; male literacy was 92.68% and female literacy was 81.74%. 

 

Industries and Economy 

The city had three textile manufacturing unit but now closed. Nanded is 

gradually becoming industrial city as few new industries starting their 

operations. Tourism is another source of revenue with about ten million 

visitors or devotee visits the city per year. Nanded and Aurangabad are 

two regional big cities located at two extreme sides of Marathwada, 

there has been constant demand for creation of new industrial zone 

named Nanded Aurangabad Industrial Corridor which will connect 

to Delhi Mumbai Industrial Corridor. Out of 196 Special Economic 

Zones of Maharashtra only 10 are in Marathwada. 

 

Education 

University 

The Swami Ramanand Teerth Marathwada University was established at 

Nanded by bi-furcating the Marathwada University, Aurangabad on 17 

September 1994, the day on which in 1948 Hyderabad State was 

liberated from rule of the Nizam. Nanded is a district headquarters as 

well as a holy city situated on the banks of Godavari River in 

southeastern part of Maharashtra state. 

 

Agriculture 

Agriculture is the main occupation of the people in rural parts of the 

region. Cotton, Banana, Sugarcane, Mango, soybean, Sweetlime and 

Jawar (sorghum) are the essential crops grown in the city's nearby area. 

Nanded is second largest banana-producing district in the state after 
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Jalgoan. Nanded have Regional Cotton Research Center. To support the 

cotton-growing industry, textile mills need to start. An agricultural 

school is operational under the aegis of Krishi Vidyapeeth, Parbhani. 

Tourism 

Nanded is one of the historical places in the Marathwada region of 

Maharashtra State. Its history dates back to the period when it was 

known as Nandi Tatt. Places of historical importance include the 

Kandhar Fort built during the reign of Rashtrakuta king Krishna 

III 
[12]

 Kaleshwar Temple near Vishnupuri is a temple dedicated to The 

Lord Shiva, is famous for its Hemadpanthi architecture Nanded is 

famous for its Vedic rituals on the sacred banks of river Godavari. 

Urvashi Ghat, Ram Ghat, Govardhan Ghat are some of them. Temples 

like Kaleshwar temple, Shani Temple,in mondha on Ram Ghat. 

Yagyavalkya Vedpathshala Saraswati temple in Shree nagar,Rajput 

sangh renuka mata temple ,Marwadi Dharma Shala Hanuman Temple, 

Other Temples in locality of Famous old area Holi and Mondha tower 

are exceptional. Temple buildings in Trikut Village is the Nabhishthan 

(centre point) of the River Godavari, is believed to be very sacred for 

Hindus The Siddheshwar temple at Hottal built during the Chalukya era 

is a marvelous piece of Hemadpanti temple structure.
[13]

 Tadkhel Village 

( in Degloor Taluka ) has Lord Shiva Temple, Fully made up of big 

stones, with old scriptures on a big stone, constructed by Senapati of one 

of the Hindu King hundreds of years ago. Tadkhel Village also has 

Jagdamba Mata Mandir which is 2nd major temple after Chandrapur 

Temple. 

Nanded has historic and spiritual significance for the Sikhs. Sikh 

Gurdwaras. In 1708, Guru Gobind Singh the tenth spiritual leader of the 

Sikhs came over to Nanded, his permanent abode. It was he who 

preached amongst the Sikhs that there need not be any spiritual leader 
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for them and they should take Granth Sahibas their leader. In 2008, the 

tercentenary of this occasion, Guru-ta-Gaddi celebrations were held in 

Nanded. A Gurdwarahas also been constructed where Guru Gobind 

Singh died. It is known as Hazur Sahib Nanded Gurdwara of Hazur 

Sahib Nanded: built by Maharaja Ranjit Singh, the ruler of Punjab from 

1830 to 1839 A.D. it is one of the five High seats of Authority of the 

Sikhs. Guru Gobind Singh died here and his remains are preserved along 

with various weapons. 

Nanded Fort :Situated 4 km away from the Nanded Railway Station, the 

Nanded Fort has a beautiful location. Sensuous Godavari River encloses 

the fort on three sides. There is a good garden and water works 

enhancing its natural beauty. It is under renovation work 

Mahur is home to goddess Renuka, and forms one part of the Saade 

Teen Shaktipeeth (three and a half seats of Deity of Power). It also has a 

Parshuram Mandir. Located on two adjoining hills, the Mahur fort was 

an important point on the major route from the North to the Deccan. 
[14]

 

Sahasrakund Waterfalls is a favourite destination for tourists during the 

monsoon. Situated in Islapur village in Kinwat taluka, it is also 

accessible by train. Unkeshwar village in Kinwat taluka also has a 

famous Shiva temple. Hot water springs with contents of sulphur and 

phosphate are believed to have medicinal properties. 

Among the existing units, large number of units in the district is 

engaged in the activities like oil mills, dal mills, power looms, rice 

mills, wax candles, tarpaulin and steel furniture. This district is known 

for the production of quality steel furniture; many steel furniture 

manufacturing units in the district are on the list of CSPO. They supply 

the steel furniture and allied items to the Govt. Semi Govt. Departments 

through out the State. As on 31-3-2004, there are 1036 permanent SSI 
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units with a capital investment of Rs 2120. 25 Lakhs and employment 

generation of 301 in the district. Similarly, there are 19 large and 

medium scale units with an employment generation of 4085. Moreover, 

proposed large and medium scale units have obtained IEM. MIDC has 

developed an industrial area of 271.90 hectors at Nanded. Out of 335 

plots in this area, 326 plots have been allotted to entrepreneurs. Taking 

into consideration potential for the industrial development, State Govt. 

has taken the decision to develop Five-Star industrial estate in 645.81 

hectares at Kushnur near the Nanded city. Nanded, Degloor, Mukhed, 

Kinwat, Hadgaon are the important growth-centres in the district. The 

district has MIDC areas at Degloor, Kandhar and Cooperative Industrial 

Estate Nanded. Degloor, Dharmabad and Loha. The proposed co-

operative Industrial Estates are at Barad, Dabhad and Tamsa, q. 

Hadgaon). The district has Gurudwara attracting Lakhs of pilgrims 

throughout the country. It gives potential for economic activities.  

Nanded-Waghala Municipal Corporation 

The Nanded-Waghala City Municipal Corporation is the municipal 

governing body of the city of Nanded-Waghala in the India state 

ofMaharashtra. The municipal corporation consists of democratically-

elected members, is headed by a mayor and administers the city's 

infrastructure and administration. NWCMC was established on 26 

March 1997, by merging Nanded Municipal Council and adjoining 

Waghala Municipal Council. The Corporation is constituted under the 

provisions of Bombay Provincial Municipal Corporations Act, 1949 and 

is also governed by the provisions of 74th Constitutional Amendments 

Act 1992(CAA). In addition to the Waghala Municipal Council, Vasarni 

Village, Kautha Village, Asarjan Village, Fatehjangpur Village, 
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Asadwan Village and CIDCO and HUDCO colonies areas were merged 

with the NNWCMC
[2]

 

Office of NWCMC is located at Nanded which is located on the banks of 

Godavari River. The total area under the NWCMC jurisdiction is 

51.76 km
2
, (5,176.66 Ha). Nanded City is divided in two parts i.e. Old 

Nanded (20.62 km
2
) north of the Godavari river (on the left bank) and 

New Nanded (31.14 km
2
) comprising Waghala and six other newly 

merged villages and CIDCO area, south of the Godavari river. 

 

Development Pattern 

The total area of Nanded city (NWCMC) is 51.76 sq km. Nanded City is 

divided in two parts i.e. Old Nanded (25.62 Sq.km) north of the 

Godavari river (on the left bank) and New Nanded (31.14 Sq.km) 

comprising of Waghala and six other newly merged villages and CIDCO 

area, south of the Godavari river (on the right bank). Recently Taroda 

Budruk (old) Area, Taroda Khurd (new) Area and some area of Millat 

Nagar (Brahampuri) are added to NWCMC area. The Development Plan 

(DP) is the primary growth management tool available to the Local 

Authorities to guide development of the city in a planned manner. 

NWCMC is in the process of preparation of its revised DP for the period 

2004-15 with assistance from the Town Planning Department of GoM. 

The revised DP for North Nanded is already approved, while that for 

South Nanded is under preparation. 

 

Status of land ownership  

More than 70% of slums are on private land and semi government or 

local authority land. As city develops such lands are to be utilized for 

the development purpose for which it was reserve.  
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Status of land tenure:  

Tenure on Privately owned lands for Redeveloped and Up graded slums: 

Identification is done by NWCMC and after signing of the authorization 

letter the documentation for dwelling unit allotment on joint ownership 

is done. Tenure shall be granted to all residents on tenable sites owned 

or acquired by government. Full property rights shall be granted on 

resettlement and/or rehabilitation sites. Tenure shall be allotted in the 

joint names of the head of household and spouse to insure no gender 

bias subject to the proviso that single women or single men headed 

households shall not be precluded from having full tenure rights. 

 

Overview of Poverty Alleviation/ Slum Improvement Programmes  

Due to high rural population in the district, in-migration is frequent 

leading to high density squatter like condition. Thus to tackle this 

problem municipal corporation is undertaking various measures under 

various programmes and schemes. There is a dedicated BSUP/RAY cell 

established in Nanded Municipal Corporation. The administrative setup 

for BSUP is as follows. - Municipal commissioner - Superintending 

Engineer - Deputy Municipal Commissioner - Executive Engineer for 

ZONE 1 and 4 - Executive Engineer for ZONE 2 and 5 - Executive 

Engineer for ZONE 3 - All three Ex. Engineers are assisted by 4 Jr. 

Engineers, 5 Clerks and other staff. ·  Nanded Municipal Corporation 

earmarked funds for the poor in budgetary allocation. o % budget for 

pro poor activities – 22 % ( NWCMC) o Almost 15% developed land is 

reserved for housing for poor. ( DMU Report JNNURM, MoHUPA, 

2012) ·  SJSRY is also being implemented successfully in Nanded City. 

7 · Nanded city has its own “Slum Policy”, which aims at betterment of 

the quality of life of slum dwellers. When Basic Services for Urban Poor 

(BSUP) scheme was sanctioned for Nanded Waghala City Municipal 
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Corporation, it was decided that instead of restricting only to the extent 

of providing infrastructure and housing to urban poor a comprehensive 

policy be drafted to include all issues of urban poor rather than only 

addressing housing and infrastructure issue. The objectives of 

formulating Slum Policies are – o To derive definition of ‘Urban Poor’ 

based on the city characteristics and economic parameters including 

HDI. o To define the minimum criteria for housing and services for 

healthy living. o To analyze the characteristics of Slum settlement with 

poverty analysis parameter related to the housing policy. o To categorize 

housing strategies for development like relocation, redevelopment and 

both in one slum. o Sub-stainable housing solution for urban poor 

through the resource management in land and finance. o Public private 

Partnership in poverty alleviation program particularly in housing and 

infrastructure sector. o Eligible beneficiary selection and Socio 

economic survey data simulation of existing slum. o Systematic analysis 

of exiting slum and future projection. o Redevelopment of Slum: Either 

by relocation, rehabilitation (in situ) or combination of both, or up 

gradation of Slums.  

 

MUNICIPAL FINANCES  

NWCMC follows a cash based system of accounting, wherein the 

revenue realizations to the fund and expenditures are recorded on the 

basis of actual realizations and expenditures. The assessment of the 

municipal fund is based on the annual accounts for the financial years 

2000-01 to 2004-05. A summary of the actual income and expenditures 

of the municipal fund is presented in “Annexure III – Summary of 

Municipal Finances”, which presents the actual figures, sectoral 

contribution and growth rates of key items of income and expenditure. 

15.1. Summary of the Municipal Fund The municipal fund of NWCMC 
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as per the annual accounts demonstrates a substantial operating surplus 

during the period of review. The average operating ratio during the 

review period is 0.74. As evident from the following table, substantial 

sums from the revenue account (operating) surplus have been utilized 

for capital works, which is demonstrated by the negative status of the 

capital account. The total income of the corporation has increased at a 

modest CAGR of about 3.6 per cent, as against a 6.4 per cent CAGR in 

total expenditure. Over 93 per cent of the operating income (revenue 

account income) is from own sources, including octroi, taxes and other 

charges and fees levied by the Corporation, with minimal reliance on 

revenue grants. The share of revenue grants in the total revenue income 

of the Corporation is likely to reduce further, since substantial revenue 

grants from the State Government, like DA grant have been 

discontinued since 2003-04 – 5 years after upgradation of the local body 

from a Municipal Council to a Municipal Corporation. This would call 

for substantial efforts from NWCMC to enhance the revenue base and 

improve collection efficiencies on taxes and user charges. The collection 

efficiency of property tax is about 34 per cent and that of user charges 

for water supply and sewerage are as low as 54 per cent and 42 per cent 

respectively. There is a felt need and scope for enhancing the property 

tax base by correcting the low ratable values to reflect market rates; 

enhancing the water charges (special water tax) base by auditing and 

covering the several unauthorized / illegal connections; and increasing 

sewerage charges and number of assessments through proper 

enforcement and ensuring efficient functioning of the sewerage system.  
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Table No:-3.7 

Summary of Municipal Fund 

 

With regards revenue expenditure, about 60 per cent of the expenditure 

is on establishment related items, including salaries of regular and 

temporary employees and pensions & terminal benefits of 

retired/retiring employees. The remaining 40 per cent is constituted by 

operation and maintenance & contingency expenses (38 per cent) and 

debt servicing (2 per cent). While the operating status (on a cash-basis) 

reflect a sound performance of the municipal fund, and the municipal 

fund represents a comfortable closing balance of Rs. 14.78 crore, there 

are substantial sums of outstanding liabilities – in the form of electricity 

dues, salary arrears, overdue loans and transfers to State Government, of 
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Education Cess and Employment Guarantee Cess, that the Corporation 

needs to service. 

 

Revenue Account  

The revenue account of the municipal corporation, constituted by 

recurring / operating income and expenditures, has maintained a 

substantial surplus to the tune of Rs. 8.16 crore on an average during the 

last five years. A substantial portion of this revenue surplus has been 

utilized for capital works in the city. A. Revenue Income The total 

revenue income of NWCMC has grown from Rs. 28 crore in 2000-01 to 

about Rs. 34 crore in 2004-05 – a CAGR of just about 5 per cent. This 

low growth is primarily due to a stagnation in realizations at about Rs. 

19 crore from Octroi during the last four years. a. Income from Own 

Sources: The composition of revenue income includes revenues 

primarily from own sources, which account for about 93 per cent of the 

total revenue income, with the rest coming in the form of revenue 

grants. The key revenue income sources of the Corporation are: i. Octroi 

& Transit Fee (62 per cent): NWCMC levies Octroi on goods an 

commodities brought into the city for commercial transactions as per a 

schedule of rates fixed by it for different items. In addition a transit fee 

is levied by it on commercial goods vehicles passing through the city at 

the rate of Rs. 35 per vehicle. NWCMC has recently revised its Octroi 

rates substantially (by a weighted average of about 30 per cent) and the 

transit fee from Rs. 35 per vehicle to Rs. 50 per vehicle. These rates will 

be effective from FY 2006-07 onward. ii. Consolidated Property Tax 

(7.7 per cent): NWCMC levies a property tax of 29 per cent of the 

annual ratable value (ARV) of properties. There are a total of about 

62,619 property tax assessments in NWCMC limits which together 

account for a total ARV of Rs. 11.18 crore. The average ARV per 
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assessment is 1,785, which is very low and indicates substantial under-

assessment. The ARV was last revised in FY 1996-98. NWCMC is 

carrying out a fresh assessment of all properties in the city and estimates 

that the number of assessments would increase to about 65,750 for FY 

2005-06. The ARV is proposed to be revised to increase by about 60 per 

cent in the current financial year, which would result in a total ARV of 

18.78 crore (an increase of about 68 per cent). The collection efficiency 

of property tax is on the lower side at about 34 per cent (56 per cent on 

the current demand and 24 per cent on arrear demand). iii. Other 

Property-based taxes (2.5 per cent): These include • Special Education 

Tax (2% of ARV for residential assessments and 4 % of ARV for non-

residential assessments) • Road Tax (2% of ARV) • Water Benefit Tax 

(3% of ARV) • Sewerage Benefit Tax (3% of ARV) • Fire Services Tax 

(3% of ARV) • Tree Cess (1% of ARV) iv. Other taxes (0.5 per cent), 

including advertisement tax and miscellaneous taxes. The realization 

from advertisement tax is in the range of Rs. 7 to 8 lakh per annum, 

which the corporation proposes to enhance upto Rs. 25 lakh from 2007-

08 onward through revision of tax rates. v. Income from water supply 

(8.56 per cent): NWCMC realizes water charge by way of a Special 

Water Tax at the rate of Rs. 1,500 per annum per domestic connection 

(with built-up area of upto 2,000 sq.ft), Rs. 3,000 per annum per 

domestic connection (with built-up area of over 2,000 sq.ft), and Rs. 

6,600 per annum per commercial connection. These rates were revised 

with effect from FY 2005-06 onward, prior to which they were Rs. 

1,320, Rs. 2,640 and Rs. 5,370 respectively. The total number of 

connections for FY 2004-05 were 18,524 (18,205 domestic connections 

and 319 commercial connections). The number of assessments in the 

prior two years was 17,513, including 17,257 domestic and 256 

commercial connections. The number of water connections in 
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NWCMC’s purview is expected to increase by an additional 11,000 

connections, with the CIDCO colony in South Nanded being transferred 

to NWCMC for maintenance. The collection performance on the special 

water tax is 54 per cent (68 per cent on the current demand and 47 per 

cent on the arrear demand). In addition to special water tax, NWCMC 

realizes income from sale of water through tankers, as well. It also levies 

and collects a water supply connection fee at the rate of Rs. 2,000 per 

connection. There are about 100 connections serviced through bore-

wells installed at different fringe areas in the city. NWCMC levies a flat 

Rs. 300 per annum from such assessments. vi. Income from sewerage 

services (0.83 per cent): NWCMC levies a special sanitation tax as 

sewerage charge on the properties that have a sewerage connection. The 

rate of special sanitation tax is a flat Rs. 200 per annum per toilet seat 

for domestic connections and Rs. 200 per annum per seat for 

nondomestic connections. These rates have been doubled w.e.f FY 

2005-06. The Special Sanitation tax levied by NWCMC is very low and 

the administration and collection of this charge is also very poor. This is 

attributed to the nonfunctional sewerage system. NWCMC intends to 

bring in substantial improvements in the existing sewerage system and 

to cover a large uncovered area through fresh capital investments, 

following which it proposes to levy higher user charges aimed at 

recovering full O&M costs. There are currently about 23,120 toilet seats 

(21,490 domestic and 1,630 non-domestic) connected to the sewerage 

system. The number of assessments has remained around this range for 

the last three years (22,977 assessments in 2002-03 and 22,949 

assessments in 2003-04). The collection performance of special 

sanitation tax is about 42 per cent (61 per cent on the current demand 

and 26 per cent on the arrear demand) vii. Income from other own 

sources (11.10 per cent): The other own income sources of the 
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corporation include: • Rent on municipal lands, markets, commercial 

buildings and marriage hall • Income from gardens, medical institutions 

and other health related income • Road restoration charges • 

Development charges and building permission fees • Other fees and 

charges including D&O trade license fee, birth & death registration fee, 

etc. 

• Interest on investments (it may be noted that substantial amounts of 

upto Rs. 12 crore of government grants are un-utilized, all of which are 

parked in different bank accounts, which constitute for most of the 

interest income) b. Revenue Grants: About 6 to 7 per cent of the revenue 

income comes in the form of grants from the State Government. The 

major items of revenue grant during the last five years are: i. Per Capita 

Road Grant (about Rs. 75 lakh per annum) ii. Dearness Allowance Grant 

(discontinued since 2003-04, as it is not applicable to Municipal 

Corporations - NWCMC was given a DA grant for five years from the 

date of it’s being upgraded from a municipal council to a municipal 

corporation in 1997-98) iii. Teachers’ Salary Grant (50% of the actual 

salary payable to teachers in municipal schools) iv. Library Grant at a 

flat rate of Rs. 4.75 lakh per annum v. Other revenue grants as may be 

decided by the state government for specific purposes, including the 

likes of census grant, professional tax grant, vehicle grant, etc. 

Revenue Expenditure  

The revenue expenditure of NWCMC has grown from Rs. 20.5 crore in 

2000-01 to Rs. 26.5 crore in 2004-05. The revenue expenditure is 

constituted primarily by three broad categories of expenditure, viz. a. 

Establishment Expenditure (59.3 per cent) i. Salaries of regular 

employees, including honorarium of elected representatives (53.6 per 

cent) ii. Salaries of temporary staff (2.43 per cent) iii. Terminal benefits 

and pensions (3.3 per cent) The Municipal Corporation employs about 
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2,200 regular staff. It also pays terminal benefits and pensions from its 

revenue account, out of the municipal fund, rather than building up a 

pension fund. The Corporation proposes to establish a contributory 

pension/provident fund for all new employees that join from FY 2006-

07 onward. While the establishment expenditure at 59 percent may 

appear to be on the higher side, it may be noted that this is primarily due 

to the manpower intensive serviceoriented nature of select municipal 

functions such as conservancy, water supply, sewerage, education, etc. 

The Maharashtra Municipal Accounts Code, 1971 has prescribed a 

formula to ascertain the actual extent of expenditure on administration 

and management and has recommended a ceiling of 42 percent of the 

total municipal income for establishment. As per Form XXV of the 

Maharashtra Municipal Accounts Code, 1971, the computation of 

percentage of establishment expenditure to total municipal income is as 

follows: % Establishment Expenditure to Municipal Income = [(C-

D)/(A-B)] X 100, where A is total municipal income B is total income 

from special sanitary cess, special water rate, drainage tax, urban family 

planning center grants, primary education grants, secondary education 

grants, fair price shops, bus service and municipal theaters C is the total 

municipal establishment expenditure (on salaries) D is salary/ 

establishment expenditure on special conservancy, water supply, 

drainage, family planning center, primary education, secondary 

education, fair price shops, bus service and municipal theaters 

According to the above formula, the average percentage of 

establishment expenditure to the municipal income during the last five 

years is about 23 per cent – well within the recommended 42 percent 

ceiling. computation of the percentage of establishment expenditure to 

the municipal income as per the formula prescribed by the Maharashtra 

Municipal Accounts code, 1971. 
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Socio Economic development of selected employees in Marathwada 

region 

Table No:-3.8 

Gender wise distribution of the participants 

Sr. 

No 
Gender  Percent  

1 Male  59.3  

2 Female  40.7  

 

Total  100.0  

 

Source:- Field Survey (2015) 

It is evident from the above table from the total selected sample (59.3 

%) are male and  (40.7%) are female. The researcher has given due 

weighted for equal selection of sample on the basis of the gender 

 

Table No:-3.9 

Education level of the respondent 

Sr.No Education Percent 

1 
10th  

standard  
2.3  

2 

12th  

standard  
5.4  

3 Diploma  3.6  

4 Graduate  49.8  

5 

Post  

graduate  
38.39 
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Total   100.0 

Source:- Field Survey (2015) 

The above table shows the educational qualification of the respondents, 

it can be seen from the table above that the majority of the respondent 

are graduate i.e 49.8 % out of the total respondents selected for the 

purpose of the study, followed by 35.3 are post graduate. 

Table No:- 3.10 

Age wise Distribution of the respondents 

Sr.No Age Category  Percentage (%)  

1  18-20  0.45  

2  18-30  18.33  

3  31-40  15.84  

4  41-50  48.42  

5  50-55  13.57  

6  55-58  3.17  

 Total 100 

 

Source:- Field Survey (2015) 

The above table shows the age wise distribution of the respondents it is 

very much evident from the table that more the 66 % of the respondents 
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are above 41 years of age, the researcher has tired hard to get the 

response from the young age people in the are of the study hence 34 % 

of the respondents are from the age of 18 years to 40 years.  

 

Table No:-3.11 

Income level of the respondents 

Sr.No Income Percent  

1 1 lac to 2 lac  38.0  

2 2 to 03 40.7  

3 03to 04  17.6  

4 04 and above 3.6  

Total   100.0  

 

Source:- Field Survey (2015) 

Inference from the above tabular representation some prominent 

observations are, 40% of the respondents are having  income in the 

bracket of 02 to 03lacs.  38 % from 1 to 2 lac, 17.6 % from 03 to 04 lac 

and only 3.6 are having income of 04 lac and above 

Concluding Remark:- 

Despite recent industrial developments, the region remains the most 

backward region of Maharashtra. Human Development Index (HDI) 

using the United Nations Development Programme (UNDP) 

methodology for the year 2000 highlights the backwardness of the 
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districts of Marathwada. None of the Marathwada districts are in the list 

of above-the-State’s average attainment. It accounts for 16.84% of the 

state's population and is home to nearly 30% of the state's Below 

Poverty Line families. Its per capita GDP is Rs 10,373 -- a good 40 per 

cent below the state's per capita GDP of Rs 17,029 -- and contributes 

just 8% of the state's industrial output. Its literacy rate is the lowest in 

the state (51.23%, Census 2001). All eight districts figure in the list of 

the 100 poorest districts in the country. Marathwada is perhaps, the most 

neglected region of Maharashtra because it lacks natural resources and is 

prone to drought.  
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Chapter-IV 

Human Resource Management and Administration Practices 

 

The fourth chapter highlights on the Human Resource Management and 

Administration Practices, Concept of HRM, Nature of Human Resource 

Management, Evolution of Human Resource Management, Fundamental 

principles of Human Resource Management, Objectives of HRM, 

Guidelines for better HRM, Structure Pattern of Municipal Corporation 

on the Municipal Authorities, Powers and Functions of the 

Commissioner, Duties and Responsibilities of Municipal Corporation 

and Personnel Administration of Urban Governments. 

 

Introduction:- 

An organization is nothing without human resources. If we have to 

understand how an organization should manage its human resources, we 

need to put the problem of HRM in perspective. This can best be 

accomplished by beginning with a review of how the Indian labour force 

has changed in the past over 50 years since independence many of the 

current problems, challenges and opportunities in HRM can be directly 

traced to the shifting characteristics of the labour force. What is 

management: - Management is the process of efficiently getting 

activities completed with & through other people. The management 

process included the planning, organizing, leading and controlling that 

takes place to accomplish objectives. Any definition of management 

must include three common factors, goals, limited resources and people. 

 

What is HRM: - Human Resource Management is concerned with 

“People- centric issues'' in management. Since every organization is 

made up of people acquiring their services, developing their skills, 
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motivating them to high levels of performance and ensuring that they 

continue to maintain their commitments to the organization are essential 

to achieving organizational objectives. Those organizations that are able 

to acquire, develop, stimulate and keep outstanding worker will be both 

effective and efficient, survival of an organization requires managers 

and workers to co-ordinate their efforts towards an ultimate goal. 

Human resource management (HRM) is an approach to the management 

of people, based on four fundamental principles. First, human resources 

are the most important assets an organization has and their effective 

management is the key to its success. Second, this success is most likely 

to be achieved if the personnel policies and procedures of the enterprises 

are closely linked with, and make a major contribution to, the 

achievement of corporate objectives and strategic plans. Third, the 

corporate culture and the values, organizational climate and managerial 

behaviour that emanate from that culture will exert a major influence on 

the achievement of excellence. This culture must, therefore, be managed 

which means that organizational values may need to be changed or 

reinforced, and that continuous effort, starting from the top, will be 

required to get them accepted and acted upon. Finally, HRM is 

concerned with integration-getting all the members of the organization 

involved and working together with a sense of common purpose. 

 

Concept of HRM 

HRM is a strategic approach to the acquisition, motivation, development 

and management of the organization's human resources. It is a 

specialized filed that attempts to dividing an appropriate corporate 

culture, and introducing programmes which reflect and support the core 

values of the enterprise and ensure its success. HRM is proactive rather 

than reactive, i.e., always looking forward to what needs to be done and 
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then doing it, rather than waiting to be told what to do about recruiting 

paying or training people, or dealing with employee relations problems 

as they arise. The techniques for the application of HRM will include 

many familiar functions of personnel managers, such as manpower 

planning, selection, performance appraisal, salary administration, 

training and management development. These will be overlaid by 

special programmes designed to improve communication systems, 

involvement, commitment, and productivity. Broadly, there are three 

meanings attached to the concept of HRM. In the first place, persons 

working in an organization are regarded as a valuable source, implying 

that there is a need to invest time and effort in their development. 

Secondly, they are human resources which mean that they haven their 

own special characteristics and, therefore, cannot be treated like material 

resources. The approach focuses on the need to humanize organizational 

life and introduce human values in the organization. And thirdly, human 

resources do not merely focus on employees as individuals, but also on 

other social realities, units and processes in the organization. These 

include the role or the job a person has in the organization, the dydadic 

unit, (consisting of the person and his superior), the various teams in 

which people work, inter-team processes, and the entity of the total 

organization. The important assumptions of HRM are as follows: 

1. The members of an organization are reservoirs of untapped resources. 

2. There is scope for unlimited development of these resources. 

3. It is more in the nature of self- development than development thrust 

from outside. 

4. The organization also undergoes development with the overall 

benefits along with the development of its members. 

5. The organization further develops a culture in which utmost emphasis 

is placed on harmonious superior- subordinate relations, teamwork, 
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collaboration among different groups of individuals, open 

communication, and above all, integration of the goals of the 

organization with the needs of the employees.  

6. Top management takes the initiative for HRM, formulates necessary 

plans and 

strategies, and creates an overall climate and support for its 

implementation. The management of human resources is more of an art 

than a science. In practice it is an "art'' full of pitfalls, judgement calls, 

and learning from past mistakes. 

Meaning & Definitions 

Simply put Human Resource Management (HRM) is a management 

function that helps manager’s recruit, select, train and develops 

members for an organization. Obviously, HRM is concerned with the 

people's dimension in organizations. Human resource management is 

also a management function concerned with hiring, motivating and 

maintaining people in an organization. It focuses on people in 

organizations. We quote three definitions on HRM. But before quoting 

the definitions, it is useful to point out the essentials which must find 

their place in 

any definition. The core points are: 

1. Organizations are not mere bricks, mortar, machineries or inventories. 

They are people. It is the people who staff and manage organizations. 

2. HRM involves the application of management functions and 

principles. The functions and principles are applied to acquisitioning, 

developing, maintaining 

& remunerating employees in organizations. 

3. Decisions relating to employees must be integrated. Decisions on 

different aspects of employees must be consistent with other human 

resource (HR) decisions. 
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4. Decisions made must influence the effectiveness of an organization. 

Effectiveness of an organization must result in betterment of services to 

customers in the form of high-quality products supplied at reasonable 

costs.  

5. HRM functions are not confined to business establishment only. They 

are applicable to non-business organizations too such as education, 

health care, recreation and the like. 

 

The following three definitions collectively cover all the five core 

points:- 

1. HRM a series of integrated decisions that form the employment 

relationship, their quality contributes to the ability of the organizations 

and the employees to achieve their objective. 

2. HRM is concerned with the people dimension in management. Since 

every organization is made up of people acquiring their services, 

developing their skills, motivating them to higher levels of performance 

and ensuring that they continue to maintain their commitment to the 

organization are essential to achieving organizational objectives. This is 

true, regardless of the type of organization- government, business, 

education, health, recreation, or social action. 

 

3. HRM is the planning, organizing directing & controlling of the 

procurement development compensation, integration, maintenance & 

separation of human resources to the end that individuals, organizational 

and social objectives are accomplished. 

Thus, HRM refers to a set of programmes, functions and activities 

designed and carried out in order to maximize both employee as well as 

organizational effectiveness. Human Resource Management is the 

utilization of individuals to achieve organizational objectives. As 
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defined by John Bratton and Jeffrey Gold (2003)- Human Resource 

Management is a strategic approach to managing employment relations 

which emphasizes that leveraging people's capabilities is critical to 

achieving sustainable competitive advantage, this being achieved 

through a distinctive set of integrated employment policies programs & 

practices. Human Resource Management (HRM) is a process of 

bringing people and organizations together so that the goals of each are 

met. It is that part of the management process which is concerned with 

the management of human resources in an organization. It tries to secure 

the best from people by winning their wholehearted co-operation. In 

short, it may be defined as the art of procuring, developing and 

maintaining competent work force to achieve the goals of an 

organization in an effective and efficient manner. According to 

Invancevich and Glueck, " HRM is concerned most effective use of 

people to achieve organizational and individual goals. It is a way of 

managing people at work, so that they give their best to the 

organizations''. 

According to fisher: - “Human Resource Management involves all 

management decisions and practices that directly affect or influence the 

people, or human resources, who work for the organization”. Human 

resource management is a strategic and coherent approach to the 

management of an organization's most valued assets- the people 

working there who individually and collectively contribute to the 

achievement of its goals. As defined by story (1995): Human Resource 

Management which seeks to obtain competitive advantage through the 

strategic deployment of highly committed and skilled work force, using 

an array of cultural, structural & personnel techniques. There is a 

specific set of HRM Policies which are best practice and which lead to 
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high levels of employee performance. This encompasses items such as 

team work, flexibility, quality and organizational 

commitment. Human resource management- is therefore, part of the 

process that helps the organization achieve its objectives. Once the 

general direction and strategic have been established the next stage is to 

formulate firm objectives & develop these into actions plans. The 

objectives cannot be attained without the required resources, which of 

course include people. HRM should be part of the process which 

determined what people are required, how to use them, how to HR 

Strategy get them and how to manage them. It should be fully integrated 

with all the other management processes. The place of HRM in relation 

to the organizations other activities is summarized in figure  

 

Chart: - 4.1 

Human Resource Management Process 
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In other words, all management decisions & practices that directly 

affects or influence people- planning acquiring, retaining (controlling 

turnover), developing or training, performance appraisal, compensation, 

safety & health, family & work life. HRM has a wide range of functions 

and areas of responsibility. HRM is commonly defined as a" Process of 

acquiring, training, appraising and compensation employees and 

attending to their labour relations, health & safety and fairness concerns'' 

(Dessler, 2005), and as a "Strategic and coherent approach to the 

management of an organizations most valued assets- the people working 

there who individually and collectively contribute to the achievement of 

its goals.. [Armstrong, 1999] Hall and Goodale (1986) add that HRM is 

a " Process of bringing people and organizations together so that the 

goals of each are met'', with the aim of the "optional degree of fit among 

the four components- the environment, organization, Job and 

individual''. David A. Decenza and Stephen P. Rabbins defined HRM- 

“Process consisting of four functions- acquisition, development- 

motivation and maintainance of human resources. Edward Filippo 

defines- personnel management is the planning, organizing, directing 

and controlling of the procurement, development, compensation, 

integration, maintainance and separation of human societal objectives 

are accomplished. Storey (1989) believes that HRM can be regarded as a 

set of interrelated policies with an ideological and philosophical under 

pinning. He suggests four aspects that constitute the meaningful version 

of HRM. 

1. A particular constellation of beliefs & assumptions. 

2. A strategic thrust informing decisions about people management. 

3. The central involvement of line managers and 

4. Reliance upon a set of 'levers' to shape the employment relationship. 
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Nature of Human Resource Management 

It is rather difficult to express the true nature of human resource 

management. Human resource management is concerned with the 

management of people at work. It reflects a new philosophy, a new 

approach and a new outlook. The human factor plays such an important 

role in the field of management that some people consider human 

resource management and management as one and the same thing. As 

Appley observes: "Management is the development of people and not 

the direction of things." 

 

History of Human Resource Management 

Management of human resources, as a subject of study even though of 

relatively recent origin- the concept upon which the theory is based-

dates back to 400 B.C. (chaldeans Incentive wage plans) Minimum 

wage and incentive wage plans were in Babylonian codes or 

Hammurabai around 1800 B.C. The Chinese as early as 1650 B.C. had 

originated the principle of Division of Labour (specialization). The span 

of management and the related concepts of organization were well 

understood by Moses around 1200 B.C. In India, kantilya abserved a 

sound base for systematic management- of human resource as early as 

4th century B.C. Prior to Industrial Revolution the status of labour was 

extremely low and the human relationships between the employer and 

the employees were characterized by salvery, serfdom was based on 

positive incentive system. However, both there systems have been 

replaced with the growth of manufacturing and commercial enterprises 

by the guild system involving master crafts. Man (the owner) the 

Journeyman (the traveling worker) and the apprentice. Guild system 

marked the beginning of Human Resource Management for selection, 

training & development of workers and emergence of collective 
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bargaining for wages & working conditions. The Industrial Revolution 

followed the new economic doctrine of laisseze faire. New industrial 

organizations were characterized by the factory system (a change from 

cottage system or home entered production system) which deteriorated 

the employer, employees relationship due to unhealthy work, 

environment, long working hours, fatigue, monotony, strain, increased 

likelihood of accidents etc. Reviewing the history, it is abserved that 

great thrust had been given to personnel management functions by 

business expansion, labour strategies & higher wage rates during the 1st 

world war (1917). Many of these activities had been initiated for welfare 

and paternalism. The great depression of 1920-21 threw many personnel 

men out of jobs and this created a disillusion for this profession. A 

number of literatures came up world-wide during 1920-22, dealing with 

different areas of personnel administration, by 1923, the profession had 

reached the stage of maturity, as organizational started giving 

importance to it like other core functions, viz. production and marketing. 

 

Evolution of Human Resource Management: 

As a part of introduction to the subject, it is useful to study the evolution 

of HRM. HRM a relatively new term emerged during the 1970s. Many 

people continue to refer to the discipline by its older, more traditional 

titles, such as personnel management- or personnel administration. The 

trend is changing. The term nowadays used in industry circles is HRM 

coming to the evolution of HRM as a subject, it may be stated that 

concern for the welfare of workers in the management of business 

enterprises has been in existence since ages. Kautilya's Arthashastra 

states that there existed a sound base for systematic management of 

resources during as early as the 4th century BC. The government- then 

took on active interest in the operation of public and private sector 
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enterprises & provided systematic procedures for regulating employer- 

employee relationships. Elsewhere, human resources in organizations 

received the management attention much earlier. As early as in 18000 

B.C. it, minimum wage rate and 'incentive wage plan' were included in 

the Babylonian code of Hummurabai. Experts of HRM in our country 

have tried to chronicle the growth of the subject only since the 1920s. 

This was the period when state intervention to protect the interests of 

workers was felt necessary because of the difficult conditions which 

followed the first world war, and the emergence of trade unions. The 

Royal commission (1931) recommended the appointment of labour 

welfare officers to deal with the selection of workers and to settle their 

grievances. The factories Act, 1948, made appointment of welfare 

officers compulsory in industrial establishments employing 500 or more 

workers each. In course of time, two professional bodies, the Indian 

Institute of personnel management (IIPM) and the National institute of 

Labour management (NILM) were set up. IIPM had its head quarters at 

Kolkata and NILM at Mumbai. These two places were the premier 

centres of traditional industry (jute & cotton respectively) in pre-

independent India. The aftermath of the Second World War and the 

country's political independence witnessed increased awareness an 

expectations of workers. During the 1960s, the personnel function began 

to expand beyond the welfare aspect, with labour welfare, IR and 

personnel administration- integrating into the emerging profession 

called personnel management (pm). Simultaneously, the massive thrust 

given to the heavy industry in the context of planned economic 

development, particularly since the second five-year plan and the 

accelerated growth of the public sector in the national economy resulted 

in a shift in focus towards professionalisation of management. By the 

1970s a shift in professional values was discernible. It shifted from a 



152 

 

concern for welfare to a focus on efficiency. In the 1980's professionals 

began to talk about new technologies, HRM challenges and HRD. The 

two professional bodies, IIPM & NILM, merged in 1980 to form the 

National Institute of personnel management (NIPM).In the 1990s the 

emphasis shifted to human values & productivity through people. 

Reflecting this trend, the American society for personnel Administration 

(ASPA) was renamed as the society for Human Resources Management 

(SHRM). Thus beginning in the 1920s the subject of HRM has grown 

into a matured profession. 

Table No: - 4.1 

Evolution of HRM in India 

Period  
Development  

status  
Outlook  Emphasis  Status  

1920-  

1930s  
Beginning  

Pragmatism 

of  

Capitalists  

Statutory, 

welfare  

paternalism  

Clerical  

1940-  

1960s  

stniggIin for  

recognition  

Technical  

legalistic  

Introduction 

of  

techniques  

Administrative  

1970-  

1980s  

Achieving  

sophistication  

professional.  

legalistic.  

impersonal  

Regulatory,  

conforming  

imposition of 
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people  

 

Characteristics of Human Resource Management 

(i) Human oriented: Human resource management, as the name 

suggests, is concernedwith the management of human resource of an 

organization consisting of all Indiv iduals engaged in any of the 

organizational activities at any level. It deals with human relationship 

within an organization. It is the process of brining people and 

organization together to achieve their goals. 

(ii) Development oriented: Human resource management lays stress on 

development of employees' potential, capacity, interest and their 

personality. It helps the employees to get maximum satisfaction out of 

their work. 

(iii) Pervasive in nature : Human resource management is very wide in 

its nature. It is concerned with the management of human resource of an 

organization consisting ofall individuals engaged in any of the 

organization's activities at any level. Again, human resource 

management is pervasive in nature as people are the necessary 

ingredients in any organization. The human resource of an organization 

consists of all individuals at all levels. It has wide coverage. It is not 

confined to industry alone. It equally applies to all types of 

organizations- government, non-government, educational, social, 

religious, etc. Moreover, it is not confined to personnel functions alone 

but to all the functional areas, i.e. production, marketing, finance, etc. in 

factories, and nursing, medical, para-medical, housekeeping, 

maintenance, etc. in hospitals. 

(iv) Continuous process: Human resource management is a continuing 

and never 
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ending process. It flows like a river continuously and is not stationary 

like a pool or pond. It cannot be switched on and off like an electric 

bulb. It is a constant function of an organization whether be it an 

industry or a hospital. 

(v) Multi-disciplinary : Human resource management deals with human 

beings which have feelings and emotions too. Therefore, it is imperative 

to apply the doctrines of economics, anthropology, sociology and 

psychology, etc. to deal with them effectively. 

(vi) Developing discipline : Human resource management is a 

developing discipline and is of recent origin as compared to the other 

specialized functions of management, i.e. productions, marketing or 

finance. It made its humble beginning only in the latter part of the 

nineteenth century. 

(vii) Management oriented : The human resource department operates in 

an auxiliary or advisory capacity to other departments in the 

organization. It exists to assist and advise the line and operating 

managers to do their personnel work more effectively. 

 

Fundamental principles of Human Resource Management: 

Human resource management of an organization represents one of its 

largest investments. Therefore, it is of utmost importance to deal with its 

human resources sympathetically and tactfully. Peter Drucker in his 

book, Practice of Management (Heinemann, 1959), wrote. "An effective 

management must direct the vision and effort of all managers towards a 

common goal." His concept of a visionary goaldirected leadership is 

fundamental to human resource management. While Douglas McGregor 

advocated management by integration and self-control, he believed that 

a management philosophy needed to be build up, based on attitudes and 

beliefs about people and the managerial role of achieving integration. 



155 

 

Thus human resource management is an approach to the management of 

people based on the following fundamental principles: 

1. Human resource management is concerned with integration by getting 

all the members of the organization involved so that they may work 

together with a sense of common purpose. 

2. Human resource policies of the organization should be fair to all. 

They should make a major contribution to the achievement of an 

organization's objectives as well as provide conductive atmosphere of 

working to the employees so that their output is maximum. 

3. Human resources are the most important assets and their tactful 

management 

is the key to success of an organization. 

4. The culture and values of an organization exert enormous influence 

on the organization. Therefore, organizational values and culture should 

be accepted and acted upon by one and all in the organization. 

If the aforesaid fundamental principles are followed in letter and spirit, 

human resource management will tap a reservoir of untapped resources, 

develop a culture in which utmost emphasis will be placed on 

harmonious superior-subroutine relationship, and will create an overall 

climate in which the organization and its human resources will be able 

to do their best for each other. 

 

Human Resource Utilization: 

No organization can survive for long without proper utilization of its 

human resources. Therefore, it is essential to treat them with dignity as 

adults and partners. These fundamental human values can provide a base 

for closer ties between management and its personnel. Once both parties 

have a clear understanding of each other, industries can have maximum 
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production and hospitals/hotels can provide best service. The following 

steps should be taken to improve the use of human resources: 

1. Improve recruitment, selection and induction programme. 

2. Increase manpower budget. 

3. Introduce incentive scheme 

4. Start work measurement system 

5. Introduce training programmes based on training needs 

6. Lay emphasis on new technology. 

7. Stress on future planning. 

Thus proper human resource utilization will not only be in the interest of 

the organization but of the nation as well. 

 

Scope of Human Resource Management: 

The scope of HRM is indeed vast. All major activities in the working 

life of a worker-from the time of his or her entry into an organization 

until he or she leaves- come under the purview of HRM. specifically, 

she activities included are HR planning, Job analysis and design, 

recruitment and selection, orientation and placement, training and 

development, performance appraisal and job evaluation, employee and 

executive remuneration, motivation and communication, welfare, safety 

and communication, welfare, safety and health, industrial relations (IR) 

and the like for the sake of convenience, we can categories all these 

functions into seven sections (i) Introductions to HRM. (ii) Employee 

Hiring (iii) Employee and executive remuneration (iv) Employee 

motivations (v) Employee maintenance (vi) IR and (vii) Prospects of 

HRM. 
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Chart No.4.2 

Scope of HRM 

 

According to Date Yoder, the scope of human resource management is 

very wide. It consists of the following functions. 1. Setting general and 

specific management policy for organizational relationships, and 

establishing and maintaining a suitable organization for leadership and 

co-operation. 2. Collective bargaining, contract negotiation, contract 

administration and grievance handling. 3. Staffing the organization, 

finding-getting and holding prescribed types and number of workers. 

4. Aiding in the self-development of employees at all levels providing 

opportunities for personal development and growth as well as for 

acquiring requisite skill and experience. 

5. Developing and maintaining motivation for workers by providing 

incentives.  

6. Reviewing and auditing manpower management in the organization. 

7. Industrial relations research-carrying out studies designed to explain 

employee behaviour and thereby effecting improvement in manpower 

management. The Indian Institute of Personnel Management has 

described the scope of human resource management into the following 

aspects: 
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1. The Labour or Personnel Aspect: It is concerned with manpower 

planning, recruitment, selection, placement, induction, transfer, 

promotion, demotion, termination, training and development, layoff and 

retrenchment, wage and salary administration (remuneration), 

incentives, productivity, etc. 

 

2. The Welfare Aspect: This aspect is concerned with working 

conditions and amenities such as canteens, crèches, rest rooms, lunch 

rooms, housing, transport, education, medical help, health and safety, 

washing facilities, recreation and cultural facilities, etc. 

 

3. The Industrial Relations Aspect: This is concerned with the 

company's relations with the employees. It includes union-management 

relations, joint consultation, negotiating, collective bargaining, 

grievance handling, disciplinary actions, settlement of industrial 

disputes, etc. 

 

The Semantics: 

As in any other discipline there is the problem of semantics in HRM too. 

First, we have two terms namely, Personnel management (PM) and 

Human Resource Management (HRM). Between these two terms there 

is a basic difference, and it is useful to understand as to what it is. HRM 

differs from PM both in scope and orientation. HRM views people as an 

important source or asset to be used for the benefit of organizations 

employees & the society. It is emerging as a distinct philosophy of 

management aiming at policies that promote mutuality- mutual goals, 

mutual respect, mutual rewards & mutual responsibilities. The belief is 

that policies of mutuality will elicit commitment which in turn, will 

yield both better economic performance and greater human resource 
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development (HRD). Though a distinct philosophy, HRM cannot be 

treated in isolation. It is being integrated into the overall strategic 

management of business. Further, HRM represents the latest term in the 

evolution of the subject. The year 1990 was a turning point in this 

evolution. The American society for personnel Administration (ASPA) 

the largest professional association in this field of management changed 

its name to the society for Human Resource Management (SHRM). 

Since then the expression is gradually replacing the hackneyed term 

personal management. 

PM has a limited scope and an inverted orientation. It viewed labour as a 

total the behaviour of which could be manipulated for the benefit of the 

organization and replaced when it was worn- out. The personnel 

department itself was not treated with respect. It was filled with not-

very-productive employees whose services could be spared with 

minimal damage to the organizations on-going operations. Personnel 

function was treated as a routine activity meant to hire new employees 

and to maintain personnel records. It was never considered a part of the 

strategic management of business, historically, PM preceded HRM. 

Following table draws the line of separation between HRM & PM 

quiteclearly. 
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Table No:-4.2 

Differences between HRM & PM 

Sr. 

No.  
Dimensions  

Personnel 

Management  

Human Resource  

Management  

1  
Employment 

Contract  

Careful delineation of 

written contracts 

Aim to go beyond 

contract  

2.  Rules  

importance of 

devising clear 

rules  

Can do outlook, 

impatience with rule  

3.  

Guide to  

management  

action.  

Procedures  Business need  

4.  Behavior referent  
Norms/customs and 

practices 
Valves Mission.  

5.  
Management task 

vis-à-vis labour  
Monitoring  Nurturing  

6.  Key relations  
Labour 

management  
Customer  

7.  Initiatives  Piecemeal  Integrated  

8.  Speed of decision  Slow  Fast  

9.  Management role  Transactional  
Transformational 

leadership  

10.  Communication  Indirect  Direct  

11  
Prized  

Management skills  
Negotiation  Facilitation  

12.  Selection  
Separate. Marginal 

task  
Integrated, key task  

13.  Pay  
job evaluation 

(Fixed grades)  
performance related  



161 

 

14.  Conditions  
separately 

negotiated  
Harmonisation 

15.  
Labour  

Management  

Collective- 

bargaining 

contracts  

Individual contracts  

16.  
Job categories &  

grades  
Many  Few  

17.  Job Design  Division of Labour  Team work  

18.  Conflict handling  
Research 

temporary  

Manage climate & 

culture  

 

Policy Goals of HRM 

1. Managing people as assets that are fundamental to the competitive 

advantage of the organization. 

2. Aligning HRM policies with organizational policies. 

3. Developing a close sit of HR policies, procedures systems with one 

another. 

4. Creating a flatter and more flexible organization to change. 

5. Encouraging team working and co-operation across internal 

organizational boundaries. 

6. creating a strong customer first- philosophy throughout the 

organization. 

7. Empowering employees to manage their own self development and 

learning. 

8. Developing reward strategies designed to support a performance 

driver culture. 

9. Improving employee involvement through better internal 

communication. 

10. Building greater employee commitment to the organization. 
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11. Increasing line management responsibility for HR Policies. 

12. Developing the facilitating role of managers as enables. 

The goal of the human resource management function is to create an 

environment that fosters staff development and continued learning to 

support the organizations mission. Improvement of the human resource 

management function focuses on understanding essential processes and 

revising those processes based on relevant data. 

 

Objectives of HRM: 

The precise objectives of human resource management will vary from 

organization to organization and will depend on the organizations stage 

of development. At one extreme, for example, the human resource 

specialist will be seen as someone who looks after the administrative 

side of people management, i.e preparing contracts of employment, 

maintaining personnel files and so on. At the other extreme he or she 

will be seen as an integral and vital part of the business planning 

process. Human resource management is concerned with the 

management of personnel at work. The way in which the personnel are 

recruited, selected, trained, developed and utilized by management 

largely determines whether the organization will achieve its objectives 

or not. Therefore, the personnel available to management in the 

organization need to be properly looked after, utilized and coordinated. 

It is through the combined efforts of the management as well as of its 

personnel, the objectives of an organization can be achieved. Without 

concerted and combined efforts, an organization cannot accomplishits 

objectives. Now it is universally recognized that the effectiveness with 

which personnel are coordinated and utilized is directly responsible for 

the success of any organization. Therefore, human resource management 

aims at obtaining and maintaining a capable work force so that the 
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objecti0ves of the organization can be achieved. Briefly, the following 

are the objectives of human resource management : 

1. Obtaining and developing the right personnel. 

2. Providing effective motivation and leadership. 

3. Paying attractive remuneration and treating them like brothers and 

sisters. 

4. Effective utilization of human resources in the achievement of 

organizational goals. 

5. Establishment and maintenance of an adequate organizational 

structure and desirable working relationships among all members of the 

organization. 

6. Securing integration of the individual and informal groups with the 

organization, and thereby ensuring their commitment, involvement and 

loyalty. 

7. Recognition and satisfaction of individual needs and group goals. 

8. Provision of maximum opportunities for individual development and 

advancement. 

9. Maintenance of high morale in the organization. 

10. Continuous strengthening and appreciation of human assets. 

From these objectives one can conclude that the emphasis has been laid 

on the following recruitment, selection, induction, providing adequate 

salary, periodic appraisal, specific training, retirement compensation, 

individual development, providing employees’ welfare, better working 

conditions, and mutual confidence etc. 

These are the life-blood of human resource management. 
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Table No:-4.3 

HRM Objectives and Functions 

Sr 

No.  
HRM Objectives  Supporting Functions  

1 Societal Objectives  1. Legal compliance  

  
2. Benefits  

  
3. Union-Management relations  

2.  Organizational Objectives  1. Human resource planning  

  
2. Employee relations  

  
3. Selection  

  
4. Training and development  

  
5. Appraisal  

  
6. Placement  

  
7. Assessment  

 
Finctiona1 C)bjectives  1. Appraisal  

  
2. Placement  

  
3. Assessment  

4.  Personal Objectives  1. Training and development  

  
2. Appraisal  

  
3. Placement  

  
4. Compensation  

  
5. Assessment  

 

Human Resource Management Functions: 

The major functional areas in human resource management are: 1) 

planning 2) staffing 3) employee development and 4) employee 

maintenance. These four areas and their related functions share the 

common objective of an adequate number of competent employees with 
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the skills, abilities, knowledge, and experience needed for further 

organizational goals. Although each human resource function can be 

assigned to one of the four areas of personnel responsibility, some 

functions serve a variety of purposes. For example performance 

appraisal measures serve to stimulate and guide employee development 

as well as salary administration purposes. The compensation function 

facilitates retention of employees and also serves to attract potential 

employees to the organization. A brief description of usual human 

resource functions is given below: 

_ Human Resource Planning 

_ Job Analysis 

_ Staffing 

_ Orientation 

_ Training and Development 

_ Performance Appraisal 

_ Career Planning 

_ Compensation 

_ Benefits 

_ Labour Relations 

_ Record- keeping 

 

The importance & significance of HRM: 

One of the first question any reader might be temped to ask is why 

human resource management rather than 'Personnel Management? Is 

there a difference and, if so what is it? There are a number of different 

perceptions of what the two terms mean, with human resource 

management-often management of the organizations people to achieve 

business objectives, while personnel management is seen as placing 

greater emphasis on the management of personnel system & procedures. 
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HRM is often viewed as a mechanism for integrating human resource 

policies & practices into the organizations business strategy, and also as 

a more up-to-date description, emphasizing as it does that people are a 

resource to be managed just as much as any of the organization's other 

resources and that they are an asset rather than a cost. Managing people 

is the heart and essence of being a manager. It concerns all activities 

relating to human in the organization. The importance of human 

resource management- has increased these days because management 

can achieve the organizational objectives only with the co-operation of 

the people working in the organization. Without the efficient use of 

human resources management can never accomplish organizational 

objectives. Therefore creating and maintaining a motivated workforce is 

the central responsibility of management everywhere. Management of 

human resources is a very challenging job. It is not only concerned with 

managing people at work but also with managing a social dynamic 

nature of human element. Human resources comprise a large number of 

individuals of different sex, age-group, socio-religious groups and of 

different educational not only similar behaviour patterns and 

characteristic to certain degree, but also they have many dissimilarities. 

Each individual who works has his own set of needs, drives, goals and 

experiences and also possesses his own physical & psychological traits. 

A person is not only a product of his biological inheritance but also a 

result of interactions with his environment family relationships, 

religious influences racial background, educational accomplishment and 

many other environmental factors affects him as he works. Among the 

environmental factors which influence his work behaviour are various 

organizational elements such as authority relationships, organizational 

goals, procedures, rules & policies, informal group relationship, the type 

and manner of supervision received by the employee etc. The quality of 
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an organization is to large degree determined by the quality people it 

employees. Success for most organizations depends on finding the 

employees with the skills to successfully perform the tasks required to 

attain the company's strategic goals. Staffing and human resource 

management decision and methods are critical to ensuring that the 

organization hires and keeps the right personnel. The importance of 

HRM can be discussed at four levels-corporate, professional, social and 

national (Gupta, 1997) 

1. Significance for an Enterprise: 

Human resource management can help an enterprises in achieving its 

goals more efficiently and effectively in the following ways. 

a) Attracting and retaining the required talent through effective human 

resource planning, recruitment, selection, placement, orientation, 

compensation and promotion policies. 

b) Developing the necessary skills and right attitudes among the 

employees through training, development, performance appraisal, etc. 

c) Utilising effectively the available human resources. 

d) Ensuring that the enterprise will have in future a team of competent 

and dedicated employees. 

2. Professional Significance: 

Effective management of human resources helps to improve the quality 

of work life. It permits team work among employees by providing a 

healthy, working environment. It contributes to professional growth in 

the following ways: 

a) Providing maximum opportunities for personal development each 

employee. 

b) Maintaining healthy relationships between individuals and different 

work groups. 

c) Allocating work properly. 
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3. Social Significance: 

Sound human resource management has a great significance for the 

society. It helps to enhance the dignity of labour in the following ways: 

a) Providing suitable employment that provides social and psychological 

satisfaction to people. 

b) Maintaining a balance between the jobs available and the jobseekers 

in terms of numbers, qualifications, needs and aptitudes. 

c) Eliminating waste of human resources through conservation of 

physical and mental health. 

4. National Significance: 

Human resources and their management play a vital role in the 

development of a nation. The effective exploitation and utilization of a 

nation's natural, physical and financial resources require an efficient and 

committed manpower. There are wide differences in development 

between countries with similar resources due to differences in the 

quality of their people. Countries are under developed because their 

people are backward. The level of development in a country depends 

primarily on the skills, attitudes and values of its human resources. 

Effective management of human resources helps to speed up the process 

of economic growth which in turn leads to higher standards of living and 

fuller employment. 

 

Guidelines for better HRM: 

Following are few guidelines for better HRM. 

a) Develop People 

b) Grooming Future Talent 

c) Employees Deployment 

d) Build Employee Communities 

e) Turn Managers into Coaches 
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Concerns of HRM: 

"HRM refers to the practices & policies one needs to carry out the 

people or human resources aspects of a management position''. This 

would include a lot of activities of the following nature 

1. Jobs analysis 

2. Job description 

3. Job postings 

4. Recruitment 

5. Selection of Candidates 

6. Inducting new employees 

7. Managing wage & salary administration 

8. Providing other benefits & incentives 

9. Conducting performance appraisal 

10. Training & developing the employees 

11. Retaining the employees. 

All these above functions, from the point of view of the present research 

work, can be grouped under three broad heading viz. 1) Recruitment & 

selection 2) Training & Development and 3) Compensation & 

Retention. All these three components of Human Resource Management 

are very important to all the managers of the organization not for only it 

would always helps then in not getting into erroneous man management 

practices, it would help them rather in ensuring rather getting better 

results by managing people. “For many years it has been said that 

capital is the bottleneck for a developing industry. I don't think this any 

longer hold true. I think it is the work force and the company's inability 

to recruit & maintain a good workforce that does constitute the 

bottleneck for production. I don't know of any major project backed by 

good ideas, vigor enthusiasm that has been stopped by shortage of cash 

& do not know of any industries whose growth has been partly stopped 



170 

 

or hampered because they cannot maintain an efficient & enthusiastic 

labour force & I think, this will hold true even more in the future''. If it 

is so, the HRM function becomes the responsibility whether of line 

function or staff functions. But the researcher, keeping the scope of the 

research work in mind prefers to discuss the components of HRM purely 

as & staff activity i.e. as being carried out by the managers of HR 

department as such & discusses very briefly on the following: 

 

A) Recruitment & Selection:- 

The above function for obvious reasons varies from me organization to 

the other but on an average includes the following:- 

i) Identification of the need for the new employees & the time scale for 

the recruitment process. 

ii) Clarifying the job specification & qualities required for the job to be 

carried out in the organization. 

iii) Selecting the right kind of manpower. 

 

B) Training & Development: 

i) Orienting, employees regarding the organization & the job 

responsibilities as well, inducting & training, the new employees of the 

organization. 

ii) Evaluating & recommending employees to various training & 

development programme carried out by extend agency. 

iii) Providing leadership & team spirit to build effective working teams. 

iv) Performance appraisal 

v) Assessing the career progress of the sub-ordinates & providing them 

with career paths. 

C) Compensation & Retention: 
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i) Conducting job evaluation procedure to determine relative work of 

each job in the organization. 

ii) Conducting salary surveys to determine to find out on the payment 

modes of other similar organizations. 

iii) Working out the financial incentives and pay plan alternatives. 

iv) Developing benefit & services packages for the employees. 

v) Working out various strategies on retaining the employer & 

implementing such strategies. 

vi) Handling employee relations issues with peed & without bias. 

 

Human Resource Development, Human Resource Management & 

Personnel Management. 

Human resource development is the main function of human resource 

management. Every organization has the responsibility to develop its 

human resources if it wants to remain operational and grow further. In 

the modern times, human resource development is the No. 1 task for any 

organization. Its survival and growth depend on human resource 

development. Organizations have now realized that employees are 

human beings and if their talent is developed, they can be of immense 

help. This is the reason that the employees in scientifically and 

professionally managed organizations are being helped in a continuous 

and planned way so that they can acquire capabilities required to 

perform various functions associated with their present or future roles, 

develop their inner potentials for their own as well as organizational 

development processes, and also develop an organizational process and 

culture in which human relations are better, and more emphasis is laid 

on teamwork which lead to professional well-being, motivation and 

instill a sense of pride in the employees. Human resource management is 

a process of bringing an organization and its employees together so that 
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the goals of the employees as well as those of organization are met. It is 

that part of the management of human resources in an organization. It 

tries to secure the best from employees by winning their confidence and 

wholehearted cooperation. Human resource management, therefore, 

involves all managerial decisions, philosophy, policies and practices that 

directly influence human resource. It is a process consisting of 

acquisition, development, motivation and maintenance of human 

resources. It means that human resource management includes human 

resource planning, job analysis, job design, welfare, motivation, 

employee participation in management, organizational development, 

performance appraisal, job evaluation, human relations, employee 

counseling and human resource information system. Personnel 

management is concerned with the manpower planning, recruitment, 

selection, orientation, salary administration, performance appraisal, 

training, working conditions, safety, welfare, promotion, transfer, 

collective bargaining, disciplinary action and 

resignation/termination/retirement. According to Flippo, "Personal 

Management of Human Resource Management is the planning 

organizing, directing and controlling the procurement, development, 

compensation, integration and maintenance of people for the purpose of 

contributing to organizational, individual and social goals". Flippo also 

emphasizes that various managerial functions relating to procurement 

and maintenance of people in an organization come under personnel 

management. The term "human resource management" used 

synonymously with personnel management signifies the staffing 

function of management. However, some people distinguish between 

human resource management and personal management by including 

personnel responsibilities in respect of operative positions (workers) 

under human resource management and those with regard to managerial 
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positions under staffing. But this distinction is useless in practice. It is 

because human resource management is concerned with the 

management of human resource of an organization consisting of all 

individuals engaged in any of the organizational activities at any level. 

Some others distinguish between human resource management deals 

with planning, recruitment, selection, orientation, training, performance 

appraisal, promotion, transfers and separations while personnel 

management deals with manpower planning, recruitment, selection, 

orientation, training, salary administration, performance appraisal, 

working conditions, safety, welfare, health services, promotion, transfer, 

separation, communication, counselling, collective bargaining, 

disciplinary actions and personnel audit. Thus human resource 

management deals only with bright side of the personnel activities and 

personnel management deals both with the bright as well as dark side of 

the personnel activities of an organization. Therefore, human resource 

management is a narrower term, whereas personnel management is a 

wider term. The author does not want to add further to this controversy 

and is personally against it. There is no denying the fact, however, that 

human resource management is characterized as being employee 

oriented with an emphasis on the maximization of individual skills and 

motivation through consultation with the workforce so as to produce 

high levels of commitment to organizational strategic goals. It is a 

resource to be used to its fullest capacity. It is an asset to be invested in. 

As far as human resource management is concerned, it is non-strategic, 

reactive and preventive. Human resource management certainly stresses 

those expectations which are not being fulfilled through personnel 

management. Therefore, human resource management is depicted as 

having an agenda which addresses business-related issues and thereby 

contributes to the overall success of the organization in a proactive 
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manner while personnel management is depicted as having an agenda 

set for it by the more mundane requirements of the day, in a more 

reactive manner. Thus some people view personnel management as 

curative and human resource management as preventive by nature. In its 

essence, human resource management is a strategic approach to the 

acquisition, motivation, development of the organization's human 

resources. It is a specialized field that attempts to develop programmes, 

policies and activities to further the satisfaction of individual and 

organizational needs, goals and objectives. It is devoted to establishing 

proper organizational culture and introducing programmes which reflect 

and support the care values of the organization and ensure their success. 

Human resource management is the qualitative improvement of human 

beings who are considered the most valuable assets of an organization. It 

is, no doubt, an outgrowth of the older process and approach. But it is 

much more than its parent disciplines, viz. personnel management. Its 

approach is multidisciplinary from the beginning to the end, is more 

comprehensive and deep rooted than training and development. 

 

Structure Pattern of Municipal Corporation on the Municipal 

Authorities. 

The Municipal Corporations in Maharashtra are generally structured on 

the pattern of Bombay Municipal Corporation which was provided in 

Bombay Municipal Corporation Act. 1988. Aurangabad Municipal 

Corporation was established in 1982. Since work continously. The chief 

feature of Act 1888 is the Separation of deliberative and executive 

functions and where in the deliberative wing comprises the Corporation 

and the Standing Committee and the Executive wings consists of the 

Municipal Commissioner. Aurangabad Municipal Corporation provides 

three coordinate authorities – the Corporation the Standing Committee 
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and the Municipal Commissioner. The "Corporation" or the Corporation 

council comprising of directly elected representative of the people is one 

of the Municipal authorities but "Municipal Corporation" refers to the 

entire body comparate inclusive of all the three authorities Corporation, 

Standing Committee and Commissioner all the three authorities in 

respect of their constitutions, powers and functions Status and position 

as follows. 

 

The Corporation Council:- 

The councilors are elected on the basis of adult franchise through secret 

ballot. The Aurangabad city is divided into 99 wards. These member 

councillors to be elected by the people. A person is twenty one years old 

to be chosen as a councilor if his name has been included in the electoral 

rolls for the ward. 

 

Elections:- 

Municipal Corporation is a important part of Urban Local Government. 

Aurangabad Municipal Corporation Council has elected member, co-

opted member. Member whose seats are reserved etc. member included 

in council. Aurangabad Municipal Corporation is democratic, 

Autonomous local Urban Government representatives of people’s 

organization. Aurangabad Municipal has many authorities to solve 

people's problems and their hopes. The provision of Maharashtra 

Municipal Corporations Act 1949. Aurangabad Municipal Corporation 

has 104 councilors and 99 wards. 99 councilors are elected by people 

and five councilors are co-opted members in Corporations. 
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Qualification for elections as Councillor :- 

Becoming Municipal Corporations councilors they follow some rules. 

Every person whose name is included in any ward roll. These people are 

not disqualified for any reason in elections these people are quality for 

election. 

1. He should be Indian Citizen 

2. His age should be Twenty five years old 

3. He should not be a defaulter of Municipal Corporation. 

4. He should not be quarrels ones. 

Disqualification for Being a Councillor :- 

It was held that the Municipal Commissioner could not take upon 

himself the task of ordering the disqualification. 1. He had to make a 

reference to the judge of small cause court or civil judge (S.D.) in the 

view of section 12  

(1) of Act and abide by the orders.  

2. False caste certificate. 

3. Living children more than two. 

4. Prohibiting criminal – background persons to be elected: a 

sonassing wealth. 

5. The person who is in the job of Municipal Corporation on permanent 

post. 

6. Who is not our nation’s citizen. 

7. If the person was a judge in court. 

All these things are disqualify in Municipal Corporations elections.4 

 

Duration of Corporation:- 

Every Corporation, unless sooner dissolved, shall continue for period of 

five years from the date appointed for its first meeting and longer. A 

Corporation constituted upon the dissolution of a Corporation be 
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expiration of its duration shall continue for the remainder of the period 

for which the dissolved Corporation would have continued under 

subsection [1] has it not so dissolved. The term of office of the 

councilors shall be coterminous with the duration of theCorporation. 

 

Reservation for scheduled castes scheduled tribes and women:- 

There shall also be reservation of seats for the scheduled castes and the 

scheduled tribes and the number of seats so reserved shall been the same 

preparation to the total number of seats to be filled by direct elections as 

the population of the scheduled castes and scheduled tribes in the 

Municipal area bears to the total population of the area and such seats 

may be allotted by rotation to different constitutions in the Corporation 

not less than one half of the total number of reserved seats shall be 

further reserved for women belonging to SC/ST further not less than one 

half [including the number of seats reserved for women belonging to 

SC/ST] of the total number of seats by direct election shall be reserved 

for women and may be allotted by rotation to different constituencies in 

the Corporation. The State legislature may also reserve seats in favour of 

backward class also. 

 

Mayor and Deputy Mayor :- 

All Municipal Corporation Acts of various states provide for the office 

of Mayor and Deputy Mayor 

1. The Maharashtra Municipal Corporation Act 1949 shall subject to the 

provision of sub section [1A] at its first meeting after the general 

elections. Elect from amongst the councilors one of its number to be the 

mayor and another to be the Deputy Mayor the tenure of the Mayor and 

the Deputy Mayor shall be of two and half year. 
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2. The mayor and the Deputy Mayor shall hold office until a new Mayor 

and new Deputy Mayor have been elected under sub-section [1] and, in 

a year in which general elections have been held, shall do so not 

withstanding that they have not been returned as councillors on the 

result of the elections. 

 

3. The retiring Mayor or Deputy Mayor shall be eligible for reelections 

to either office. 

 

4. The Deputy Mayor may resign his office at any time by notice in 

writing to the mayor and the Mayor may resign his office at any time by 

notice in writing to the Corporation. 

 

5. If any causal vacancy accurse in the office of Mayor or Deputy 

Mayor, the Corporation shall, as soon as convenient offer the occurrence 

of the vacancy choose one of its number of Deputy Mayor so elected 

shall hold office so long only as the person in whose place he is 

appointed would have been entitled to hold it if the vacancy had not 

occurred. 

 

6. The Mayor or the Deputy Mayor may be removed from the office by 

the State Government, if he fails to convinces two consecutive meetings 

of the Corporation as specified by or under this Act. And the Mayor or 

Deputy Mayor so removed shall not be eligible for reelection or re 

appointment as Mayor or as the case may be Deputy Mayor during the 

remainder term of his office. Providing that, no such Mayor or Deputy 

Mayor shall be removed from office unless he has been given a 

reasonable opportunity to furnish an explanation. 
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7 Provided further that, removal of the Mayor or Deputy Mayor from 

the office under this sub-section shall not affect his continuance as 

councillor for the remainder term of his office. 

 

Honoraria, Fees and Allowances :- 

With the previous sanction of the State Government the Municipal 

Corporation may pay each councilor such honoraria fees or other 

allowance as may be prescribed by rules made by the Corporation under 

this section Aurangabad Municipal Corporation have also provided 

Honoraria and allowances for per month 7500/- each councillors in 

Aurangabad Municipal Corporation. 

 

Powers and Functions of Mayor :- 

Mayor and Deputy Mayor powers and functions therefore differ from 

State to State but in Maharashtra State broadly these can be mentioned 

as follows :- 

The statutory function is to preside over the meetings of the council and 

guide its deliberations: to maintain decorum and exclude any 

objectionable portion from the record of the proceeding of the council. 

He is also empowered to expel and even suspend member for gross 

misconduct or disorderly misbehavior. In the case of a tie he exercises 

his casting vote he may call special meetings of the council when 

considered necessary and shall have to call a meeting when asked by a 

specified number of Councillors. He being the first citizen of the city 

has to perform a large number of social duties and most of his official 

time is therefore, consumed by functions of social and public nature 

such as receiving distinguished visitors, visiting institutions as chief 

Guest, laying foundation stones, performing opening ceremonies, 

attending public meetings and participating in National celebrations etc. 
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A perusal of the above motioned powers and functions of Mayor 

confirms. He is the head of city Government. 

 

Standing Committee :- 

In the organizational hierarchy the Standing Committee is second to the 

Corporation. This is the most powerful committee of any Municipal 

Corporation. A Standing Committee consisting of the Mayor, the senior 

Deputy Mayor and other councillors elected by the councillors of the 

Corporation from amongst members. Aurangabad Municipal 

Corporation a standing committee have sixteen members. Half the 

member of this committee retire at the end of each year. The committee 

elects its own chairperson from among its councillors Mayor is the 

chairperson of the Standing Committee. The Commissioner shall be its 

ex-officio member and shall have right to votes. The executive officer of 

the Corporation shall be its secretary. The Standing Committee may 

require the Commissioner to produce any record. Correspondence plan 

under control Standing Committees Administrative and Functions in 

nature. 

 

Ward Committee :- 

The decentralize Municipal services ward committees have also been in 

corporate as a Municipal authority to deal with all such civil matters 

which directly affect the individual residents and being more readily 

accessible they are expected to meet day to day need to public more 

effectively. A ward committee consist of:- 

a) All the councilors elected from the wards comprised in the zone. 

b) the person if any nominated by the administrator U/s. [3] [b] [1], if 

his name is registered as on elector within the territorial limits of the 

zone concern. In every city there shall be constituted ward committees 
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comprising such contiguous electoral wards as may be divided by the 

Corporation in according to the following types. 

 

Municipal Commissioner :- 

At the apex of the Municipal Administration hierarchy Municipal 

Commissioner is there. The Municipal Commissioner position is made 

very powerful and quite independent of the elected body. The whole 

Municipal Administration is directly under the Commissioner and the 

heads of various departments report only to him or his deputy. 

 

Appointment of the Commissioner :- 

The Commissioner shall from time to time be appointed by the State 

Government on a three year term basis is the sold head of the executive 

branch. He belongs to cadre and he is a senior administration at least of 

the level of deputy secretary. 

Government for incapacity misconduct neglect of duty and shall with be 

so remember it at a meeting of the Corporation not less than fiveeighths 

of the whole number of councilors vote in favour of a resolution 

requiring his removal. 

 

Powers and Functions of the Commissioner:- 

The Commissioner usually devotes his whole time and attention to his 

office. The powers and functions of the Municipal Commissioner are 

many and varied. He is one of the statutory Municipal authorities to 

carry out the provisions of the Corporation Act. His most important 

statutory function is to execute the resolutions of the council and its 

committee. He is authorized to attend the meetings of the council and of 

any of its committee. He can participate in discussion and express his 

views on various points but he has not the right to vote. He is custodian 
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of all Municipal records. He is to prepare the budget estimates and after 

these have been passed to submit them to the State Government for 

approval. 

He is to keep the Mayor informed of all the official correspondence 

which he might enter in to with the State Government. He has been 

clothed with a vast variety of powers. He can make appointments to 

posts carrying a certain grade. The Commissioner has special 

extraordinary powers during the time of emergency. He can take 

immediate action on the occurrence or threatened occurrence of any 

sudden accident or unforeseen event involving or likely involve 

extensive changes to any property of the Corporation of danger to 

human life, but he has to inform the Corporation of the action taken, 

reasons for the same and cost involved. The multi dimensional nature of 

the activities of the Commissioner makes him the pivot of Municipal 

Administration. The Commissioner has certain specific powers 

regarding the creation of posts. His role is hard the work is heavy and 

the pressure on him tremendous. Yet he can survive and do good work 

to make the city life clean and livable. 

 

Duties and Responsibilities of Municipal Corporation :- 

Municipal Corporation's duties and responsibility are determined 

according to Maharashtra Municipal Corporation Act. 1949. As per the 

Acts duties and responsibility carried out by the Municipal Corporation 

are as follows : 

Making rules and byelaws, giving direction, making appointments, 

budgeting financial control, vigilance investigation and discussion of the 

civic issues. The Municipal Act makes a detailed provision of functions 

obligatory and discretionary on the line of the Bombay Municipal 
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Corporation Act 1949, the duties and functions of Aurangabad 

Municipal Corporations are as follows : 

 

Obligatory Functions :- 

1. Provision of sanitation and public health. 

2. Public Latrines. 

3. Lighting the public streets and public places. 

4. Fire brigade. 

5. Hospital and Dispensaries 

6. Sewerage and Drainage. 

7. Disposal of Dead Bodies. 

8. Constructions of Drains. 

9. Public Vaccination. 

10. Regulating dangerous trades which affects public safety. 

11. Regulation of places for occupations 

12. Running schools for primary education. 

13. Registration of births and deaths. 

14. Redanation of unhealthy localities. 

15. Taking measure for preventing and checking. 

16. Constructing and maintaining public streets and bridges. 

17. Running and maintaining water supply schemes. 

18. Removing dangerous building etc. 

19. Providing relief to destitute people in times of famine and scarcity. 

20. Welfare measure for scheduled castes and tribes etc. 

21. Removing encroachment on Government properties. 

 

Discretionary functions are as follows :- 

1. To provide milk to the expectant or nursing mothers and school 

going. 
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2. To establish institutions for taking care of the disabled and 

handicapped persons. 

3. To destroy harmful animals and birds. 

4. To provide facilities like libraries, swimming pools etc. 

5. To provide mechanically propelled transport facilities or trams in 

their respective jurisdiction. 

6. To open libraries, museums, art galleries botanical gardens, Zoo. 

7. To provide facilities like public gardens, exhibitions for promotion of 

sports, ambulance service, marriage registration etc. 

8. Public bathrooms. 

9. To supply electricity and domestic gas. 

10. Slum improvement. 

11. To open shops of essential commodities during the period of 

scarcity. 

12. Welfare of Municipal employees. 

13. Calamity relief. 

14. To provide grants or donation to private primary / secondary schools 

and students 

15. Sanitary dwelling for the poor. 

16. To open and non maternity homes and infant welfare home. 

In the 12th schedule under the 74th Amendment of the constitution has 

proposed a large number of functions. But the Government of 

Maharashtra has in corporate 6 out of 18 functions in the 12th schedule 

through on Amendment to Maharashtra Municipal Act. 1965 in section 

49 in 1994. These functions are as follows: 

1) Planning for social and economic development (obligatory) 

2) Urban forestry, protection of environment and promoting a ecological 

aspect (obligatory) 

3) Urban Poverty Alleviation (Discretionary) 
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4) Slum improvement and up gradation (Discretionary) 

5) Control on the slaughter houses and regulation of fineries 

(Discretionary) 

6) Cattle pounds and prevention of cruelty to animals (Discretionary) 

The Central Government of India control the overall development 

initiatives in Urban areas through the ministry of Urban affairs and 

employment however State Government have a significant control on 

the staffing finances and administration of the Municipal Corporation 

the State Government exercise control through their Urban Development 

Department. The 74th constitutional Amendment Act and the 

conformity Municipal legislation by different State Governments 

including Maharashtra have paved a new path for public participation 

through the ward committee empowerment of women and weaker 

sections of the society. 

 

Personnel Administration of Urban Governments:- 

Efficient and effective functioning of any organization depends mainly 

on the competence of the staff employed for implementing its policies 

and programmes in developing countries local bodies have the potential 

of serving as engines of economic development. If any break through is 

to be achieved in economic development through the agency of local 

bodies, it is the staff that will have to Act as a catalyst in that process 

Municipal personnel system thus needs to be a sound one. According to 

a study made by the United Nations, Municipal Personnel System can 

be classified into three categories. 

1) Separate Personnel System. 

2) Unified Personnel System. 

3) Integrated Personnel System. 
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Separate Personnel System :- 

A Separate Personnel System is one in which each local authority has 

the power to appoint and administer its own personnel and they are not 

transferable to any other jurisdiction by a central body. In the past, 

Municipal bodies in most states in India practiced Separate Personnel 

System. This system has been in vogue in various countries likes limited 

states U. K. Japan, Newzeland etc. 

 

Unified Personnel System :- 

These system or provincialisation of Municipal services was considered 

to be a remedy for the aliments from which the prevailing Municipal 

personnel system suffered under a Unified Personnel System. All or 

certain categories of local authorities from a single carrier service for the 

entire State and it is distinct from the State / National civil service and it 

is the State Government which administers and controls the service. The 

employees are transferable between Local Governments within the state. 

Local Governments thus get divested of the authority to recruit and 

administer personnel. The countries and administer personnel. The 

countries which have adopted this system include Ireland, Thailand, 

Nigeria. 

 

Integrated Personnel System :- 

In Integrated Personnel System, the personnel of the State Government 

and those of Local Government from part of the some service and in 

which vertical as well as horizontal transferability is possible in other 

wards, the State Government may constitute as integrated service for 

some or all categories of personnel for the Urban Government. The 

Integrated Personnel System exists in various under – developed 

countries like Nepal, Taiwan. 
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Position in India :- 

In India all the three systems viz. Separate, unified and integrated are 

followed in various states. The integrated system is followed in 

Tamilnadu, and other southern states wherein officers serving Municipal 

Government are transferable horizontally between Municipalities and 

also vertically etween National, State and Municipal Government. The 

unified model in vogue in Rajasthan, Uttar Pradesh, Punjab and Haryana 

where Municipal services have been unified up to the supervisory and 

clerical levels but the lowest level employees continue to be recruited 

and controlled at the Municipal level. The separate personnel model is 

obtainable in West Bengal, Maharashtra and Gujarat where the 

Municipal authorities enjoy exclusive competence to recruit and manage 

their own personnel subject to the rules framed by the concerned State 

Government to control certain aspects of the management of Municipal 

personnel. Thus personnel system of Urban Local Government in our 

country differ from State to State and even in the same State as there in 

unified personnel system operates so far as higher echelons of Municipal 

services at lower levels. 

Recruitment:- 

Recruitment is the big problem of personnel administration. Recruitment 

constitutes cornerstone of the whole personnel structure. The Municipal 

Administration is close to public Municipal bodies should have a sound 

policy and system of recruitment in order to get competent staff. The 

State Government makes recruitment. There are two methods of 

recruitment of public personnel. They are 1. Recruitment by promotion 

and 2. Direct recruitment. The State Government makes appointment to 

the Municipal Corporation services such as those of executive officers, 

secretaries, Municipal engineer’s Municipal health officers etc. also on 
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the evident that Municipal Corporation does not enjoy any autonomy 

worth the name in the recruitment of personnel for the management of 

senior and middle level positions. For recruitment to lower posts, the 

Corporation and the Commissioner have to abide by the rules and 

regulation which may be framed by the State Government. These posts 

carrying emoluments of Rs. 200 and below. The power of appointment 

to all posts caring a minimum salary exclusive of allowance of Rs. 500 

or more vest in the Corporation and the appointment of officers with a 

minimum salary of less than Rs. 500 vests in Commissioner. 

 

Promotion:- 

Promotion is great signification in personnel administration. The 

provincialisation of Municipal services has increased the opportunities 

for promotions. It has been provided that fifty percent of posts will be 

filled by promotion. The promotion is a vacancy in higher grade a 

person from lower grade can be promoted. In the Municipal Corporation 

all the top and middle level administrative executives, professionals and 

technical positions filled by the State Government seventy five percent 

of posts of lower division clerks, upper division clerks, superintendents 

and other corresponding posts are filled through promotion on the basic 

of seniority while twenty five percent of the posts are filled from 

outside. 

 

Training :- 

Training helps the administration to function efficiently. It prepares the 

civil servants to handle the task entrusted to him. Training is the 

conscious effort, on the part of management to give assistance and  

direction to the employees in learning their jobs and their Actual 

development. Broadly training of two kinds 1. informal training and 2. 
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formal training. Formal training is again divisible in the pre-entry 

training and post entry training. Formal training by experience. This is 

when a civil servant learns the work of his job by gradual experience 

without being guided by anybody and informal training by guidance 

direction advice and assistance. That is when a civil servant learns the 

work of his job with the help and under the guidance of someone pre-

entry training is a given a training given to the individual long before he 

joins the Government job. Post entry training given to the individual 

after he joins the service. After entering in to the services the department 

gives him necessary training in the methods of procedures of the work 

of his job. Institutional development in the field of training that it is 

exclusively focused on the Municipal employees. 1963 Government of 

India appointed a committee known as Nuruddin Committee on the 

training of Municipal employees. The Committee emphasized the need 

for imparting training to the Municipal personnel in different types of 

Municipal bodies, professionization of Municipal Administration was 

considered necessary in view of the increasing complexities of urban 

administration. The committee recommended. The setting up of training 

institute at the central level which would organize high level, 

imaginative training programmes, and coordinate the training Activities 

throughout the country and promote necessary uniformity n the 

programmes of different State level institutes. The Committee observed, 

"It would be one of the central institutes major responsibilities to 

prescribe the standard of training and research and it should serve as 

model in this respect." I.I.P.A., New Delhi institute arranges the training 

programmes for the Municipal personnel at their institutes of public 

administration. It is desirable that State Government should establish a 

centre for research and training in Municipal Administration at one of 

their universities to serve as a nucleus for the regional centre which can 
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be financially supported by the Central Government like other regional 

centre. In the absence of any arrangements of their own for the training 

of Municipal employees. The State Governments in this part of the 

country are woefully failing in their duty to ensure trained personnel for 

the efficient functioning of their Municipal institutions the State 

Government sponsored institution in collaboration with the universities 

to training centre for Municipal and other urban institutions personnel. 

 

Chart No:-4.3 

Organizational Structure of municipal Corporation in India 

 

Prior to the implementation of the 1992 Act, urban local government 

was defined by the Municipal Corporations, Municipal Councils, Town 

Area Committees and Notified Area Councils/Committees. Hence, the 
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structure and composition of municipalities varied considerably, with 

wide differences in definition and structure between States. 

The 1992 Act brought uniformity in the constitution of the municipal 

bodies by classifying them as Municipal Corporations for large urban 

areas, Municipal Councils for smaller urban areas, followed by Nagar 

Panchayats and suburban government bodies. 

The Municipal Corporation of a state is divided into zones and every 

zone has its Municipal Commissioner, followed by Municipal 

Corporation Inspectors. The Municipal Commissioner is the Chief 

Executive Officer and head of the executive arm of the Municipal 

Corporation. All executive powers are exercised by the Municipal 

Commissioner. 

The Commissioner is appointed for a fixed term as defined by state 

statute. The Commissioner's tenure can be extended or reduced. The 

powers of the Commissioner are those provided by the statute and those 

delegated by the Corporation or the Standing Committee. 

 

Who are the members of a Municipal Corporation 

The Municipal Corporation consists of a committee which includes a 

Mayor with Councillors. The Corporations provide necessary 

community services to the Metropolitan Cities and are formed under the 

Corporation Act of 1835 of Panchayati Raj system. The Mayor heads 

the Municipal Corporation. The corporation remains under the charge of 

Municipal Commissioner. The Executive Officers along with the Mayor 

and Councillors monitor and implement the programs related to 

planning the development of the corporation. The number of Councillors 

also depends upon the area and population of the city. In India, the four 
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metropolitan cities; Delhi, Mumbai, Kolkata and Chennai, have the 

largest corporations. 

Who conducts Municipal Corporation Elections 

The elections to the Municipal Corporations are conducted under the 

guidance, direction, superintendence and control of the State Election 

Commission. The corporations fall under the State government 

jurisdiction, therefore there are no uniform provisions for the election of 

the municipal bodies. In some States, the elections are organised by the 

state governments, while in some states, the Executive Officers arrange 

the same. 

How are Municipal Corporation Elections conducted? 

The members of the Municipal Corporation are elected by the people 

through direct elections. The elections are held for a particular ward in 

the city. The electoral roll of a particular ward elects the representative 

or Councillor for their ward. The electoral roll for each ward is divided 

in to one or several parts depending upon the area within the ward where 

the voters of each part reside. This means that the voters included in 

each part belong to a street or a road or a named area within that ward. 

The voters from all the parts together form the electoral roll of a 

particular ward. 

 

Qualification for contesting Municipal Corporation elections 

A person can contest elections for Municipal Corporation if he/she 

fulfills the following criteria: 

• She/he must be a citizen of India 

• She/he must have attained the age of 21 years 
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• His/her name is registered in the Electoral Roll of a ward 

• She/he is not earlier disqualified for contesting Municipal 

Corporation elections. 

• She/he must not be an employee of any Municipal Corporation in 

India 

 

There are few seats which are reserved for scheduled tribes, scheduled 

castes, backward classes and women. Every candidate's nomination 

form should have a declaration stating the class, caste, or tribe that 

she/he belongs to. There should be a declaration that the candidate is a 

woman, in case the seat is reserved for a women candidate. 

 

 

The Term of a Municipal Corporation 

The office of Municipal Corporation runs for a period of five years since 

the beginning of its first meeting. It is subject to dissolution under 

various circumstances: 

• If the State finds the Corporation lagging in its duties 

• If the State finds the corporation exceeding or abusing its power 

• Declaration of the Municipal elections in the State as void, or 

withdrawal of the entire area of the ward from the municipal operations. 

 

Functions of Municipal Corporation 

The Municipal Corporation looks after providing the essential services 

to the people of that district/area which includes: 

• Hospitals 
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• Water Supply 

• Drainage 

• Market places 

• Fire Brigades 

• Roads 

• Over Bridge 

• Solid Waste 

• Street Lightning 

• Parks 

• Education 

• Birth and Death Records in the Area 

Roles and Duties of a Councillor 

The Councillors under the Municipal Corporations perform the 

following duties: 

• To work towards the welfare and interests of the municipality as a 

whole. 

• To participate in the council meetings, council committee meetings 

and meetings of other related bodies. 

• To participate in developing and evaluating the programs and 

policies of the municipality 

• To keep the privately discussed matters in council meetings in 

confidence. 

• To get all the information from the chief administrative officer about 

the operation and administration of the municipality. 

• To perform any other similar or necessary duties. 
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Concluding Remark:- 

The urban local government which works for the development of any 

Metropolitan City with a population of more than one million is known 

as the Municipal Corporation in India. The members of the Municipal 

Corporation are directly elected by the people and  are called 

Councillors. 
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Chapter V 

Data Collection and Analysis. 

 

This chapter aims at analyzing the collected data like the Methodology 

and respondents profile, the nature of Human Resource Development, 

the structure of Training and development programme. It also gives the 

details about the Methods of Training Programme at a glance in selected 

organization; It also gives the Criteria for performance appraisal system 

in the selected organization. 

 

Human Resource Management - Approaches 

 The term Human Resource management came to prominence 

during 1980s as a pressure grew to give priority for the effective 

management of people at work. The pressure which led to greater 

interest in 1980s  still persists today which include growing market 

competition, changing expectations of the employee, complex 

management process , availability of 'excellence' and 'quality' models. 

Competitive market pressures demands full use of human resources and 

a higher quality of goods and services arguably provided the main 

pressure, while a key trigger was provided in accounts of success stories 

of organisation. Analysis of Japanese organisation appeared to 

demonstrate that they succeeded through a distinctive approach to 

management of human resources. The importance of human resources 

was reinforced by American perspective by Peters and Waterman's book 

In search of excellence. This claimed that the best American company 

succeeded by emphasizing the soft side of management, that is 

management of human resources. Reinforced by hyperbole and rhetoric 

became popular in industry and came to offer a counter to the growing 

Japanese competition.
 
 One of the distinctive feature of Human Resource 
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management is that as the critical success factor it is too important to be 

left to human resource specialist. What was needed is to present human 

resource management an approach appealed to line managers. This 

means the traditional personnel management has to be repackaged and 

extended. Organisations have choices about how they want to pursue 

human resource activities according to the policy goals to which they 

give priority. They accept an open systems approach indicating that 

range of influences are likely to determine policy priorities. The 

distinctive feature of HRM is that it links HRM policy and HRM 

strategy to business strategy, shifting the emphasis from the traditional 

administrative, fire-fighting and problem-solving activities of personnel 

management to a more proactive and strategically oriented role.  

 HRM as an approach based on a distinctive set of values is the 

contrast between traditional management values which emphasize 

compliance and control of the workforce with HRM values based on 

employee commitment and workforce Autonomy. This implies a 

different kind of Psychological contract based on reciprocal 

commitment and high trust. Employees have interesting and challenging 

jobs but at the same time are fully utilized to the benefit of the company. 

Workers are encouraged to contribute to Innovation and change in return 

for implicit guarantees of job security. The contrast between the more 

traditional values and those associated with this view of HRM are 

perhaps more marked in a country like the United Kingdom rather than 

the United States because of the stronger United Kingdom tradition of 

pluralist industrial relations with its heavy Trade Union influence. The 

HRM policies pursued most notably in the 1980s by a number of 

American high technology organisation such as IBM, Hewlett Packard, 

and DEC provided a vivid contrast and offered a distinctly different 

approach. Indeed HRM attracted the suspicion of trade union 
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sympathizers since, by inducing employee commitment to organization, 

it threatened to reduce commitment to the union and diminish the union 

role. This distinctive approach to HRM, built around commitment to the 

organization emphasizes the need to give greater priority to human 

resource issues and acknowledges multiple stakeholder perspectives, 

including the possibility of Dual commitment to both company and 

union. 

 The approach to HRM taken by American high-technology 

organisation had the policy goals of securing a workforce highly 

committed to the company, highly flexible in skills and roles, and of 

high quality. These goals were achieved through careful attention to key 

policy levers such as selection, Socialization, Training and development, 

Communicating, Employee involvement, and rewards systems. Success 

depended on achieving careful integrating between corporate and human 

resource strategy; integration between the various human resource 

policies and practices; and integration of human resource and line 

management values. Line managers in these organizations had 

internalized the human resource values, were eager to own them and 

make them work. The question then arises as to whether these 

distinctive HRM values and the policy goals associated with them 

should be advocated for all organizations or only under specific 

conditions. Some believe that they should apply in all organization's
 

other advocated generic strategies
35

 such as a basis for determining 

when this distinctive set of HRM goals might be appropriate. 

 One further element in the development of HRM has been the 

emergence of a number of techniques with demonstrated benefits for 

performance. To take just a few illustrations, there has been major 

progress through application of utility analysis in demonstrating the 

benefits of the use of selection tests; Goal setting, when properly used, 
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does appear, as its advocated suggest to be an effective motivational 

technique; and careful job design has a demonstrated capacity to 

improve individual satisfaction and well-being. It is, of course, possible 

to apply the techniques without pursuing distinctive HRM policy goals. 

The HRM argument is that their impact will be greater if they are part of 

a coherent philosophy and strategy. 

 Evidence taken from the United States and from the United 

Kingdom confirms that there has been a great deal of innovative 

activity. However there appears to be risk that HRM becomes the 

umbrella under which variety of techniques are tried and tested without 

ever achieving the strategic integration or congruence which the more 

sophisticated models call for. One context within which it might be 

expected that HRM would come into its own is in Greenfield sites- 

newly built factories and offices- where managers have an opportunity 

to introduce the best contemporary practice with relative freedom for the 

constraints of custom and practice. Evidence from the United States 

suggests that where this opportunity is taken it can result in sustained 

high performance over a long period.
37

 In the United Kingdom there are 

also well-known cases, usually of foreign-owned manufacturing plants 

which have successfully applied HRM on Greenfield sites. However, 

many mangers still prefer the traditional approach, pursuing high 

performance through efficiency and tight control rather than by using 

HRM to ensure full utilization of human resources.  

 The impact of a number of techniques which might be expected to 

contribute to HRM policy goals has sometimes been disappointing. For 

example Quality circles have rarely made a sustained contribution and 

Employee involvement initiatives have often failed to improvement 

initiatives have often failed to improve commitment to the organization. 

Explanations for failure can be found in the short-term, partial, and 
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unenthusiastic application of these techniques. However a fuller 

explanation can be linked with the idea of strategic integration. The case 

is that the positive impact will only arrive when there is real 

commitment to philosophy of full utilization of human resources to what 

he terms "total involvement management". This requires comprehensive 

strategic integration to the point where HRM is a core part of the 

business strategy. There is a critical mass of cohering and mutually 

supportive HRM policies, and top management displays full 

commitment and ownership to ensure the culture reinforces the 

application of HRM.  

 Achieving success through a full utilization model of HRM is an 

extremely difficult long-term endeavor. The prizes are great but the 

organizations frequently cited as the models for the success of this 

approach, the high-technology organisation, are currently experiencing 

huge problems in the marketplace. Any doubts this raises in the minds 

of some managers are likely to be reinforced by fashions such as 

Business process re-engineering or lean management which place 

greater weight on efficiency. It may be that as the initial gloss wears off, 

it is time to reshape the concept of HRM to reflect changing 

circumstances, in which speed of response is a key to success. This 

requires new kind of psychological contract. The bedrock of job security 

can no longer provide the ground on which to build HRM.  

Human Resource Development (HRD) is the framework for helping 

employees to develop their personal and organizational skill, 

knowledge, and abilities. Human Resource Development includes such 

opportunities as employee training, employee career development, 

performance management and development, coaching, mentoring, 

succession planning, key employee identification, tuition assistance, and 

organization development. 
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The term “HRD” is loosely used. Scholars do not fully agree regarding 

the boundaries of the field. In “Models for HRD Practice,” McLagan 

(1989) affirms that HRD consists of three interventions:  training and 

development (T&D), organization development (OD), and career 

development (CD). Swanson and Holton (2001) also include training 

and development and organization development as part of HRD, but 

leave out career development in their model or definition. Professional 

organizations such as the Academy of Human Resource Development 

(AHRD), the American Society for Training and Development (ASTD), 

and the International Society for Performance Improvement (ISPI) more 

or less discuss HRD issues, although they may use different frames or 

approaches in looking at the field; this is also an indication that HRD is 

an ambiguous field. 

In practice, the term “HRD” is not a standard one, and it is often 

interchangeably used with other terms. For example, a company might 

call its HRD unit a training division, an HRD department, a training 

department, a performance department, a corporate university, or the 

like. HRD programs or activities might be called training, training and 

development, staff development, employee development, adult 

education, and so forth (Beder, 1989; Robinson and Robinson, 1996; 

Swanson and Holton, 2001). This study uses the term “HRD” as a broad 

umbrella and an interchangeable term with training and development, 

depending on the context of the discussion. Training and development is 

viewed as only one form of HRD, but it is the major form used and, thus, 

it might dominate the discussion. In this study, the term “HRD 

practitioners” refers to those who perform roles, hold positions, or are 

individuals such as trainers, training designers/developers, or other 

training administrators/staff in the organization highly involved in the 

HRD process. The term “HRD practice” refers to programs, events, 
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activities, systems, and even viewpoints that the company or HRD 

practitioners might have or embrace. 

 

Personnel Administration of Urban Governments:- 

Efficient and effective functioning of any organization depends mainly 

on the competence of the staff employed for implementing its policies 

and programmes in developing countries local bodies have the potential 

of serving as engines of economic development. If any break through is 

to be achieved in economic development through the agency of  service 

and in which vertical as well as horizontal transferability is possible in 

other wards, the State Government may constitute as integrated service 

for some or all categories of personnel for the Urban Government. The 

Integrated Personnel System exists in various under – 

developed countries like Nepal, Taiwan. 

 

Training:- 

Training helps the administration to function efficiently. It prepares the 

civil servants to handle the task entrusted to him. Training is the 

conscious effort, on the part of management to give assistance and 

direction to the employees in learning their jobs and their Actual 

development. Broadly training of two kinds 1. informal training and 2. 

formal training. Formal training is again divisible in the pre-entry 

training and post entry training. Formal training by experience. This is 

when a civil servant learns the work of his job by gradual experience 

without being guided by anybody and informal training by guidance 

direction advice and assistance. That is when a civil servant learns the 

work of his job with the help and under the guidance of someone pre-

entry training is a given a training given to the individual long before he 

joins the Government job. Post entry training given to the individual 
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after he joins the service. After entering in to the services the department 

gives him necessary training in the methods of procedures of the work 

of his job. Institutional development in the field of training that it is 

exclusively focused on the Municipal employees. 1963 Government of 

India appointed a committee known as Nuruddin Committee on the 

training of Municipal employees. The Committee emphasized the need 

for imparting training to the Municipal personnel in different types of 

Municipal bodies, professionization of Municipal Administration was 

considered necessary in view of the increasing complexities of urban 

administration. The committee recommended. The setting up of training 

institute at the central level which would organize high level, 

imaginative training programmes, and coordinate the training Activities 

throughout the country and promote necessary uniformity in the 

programmes of different State level institutes. The Committee observed, 

"It would be one of the central institutes major responsibilities to 

prescribe the standard of training and research and it should serve as 

model in this respect." I.I.P.A., New Delhi institute arranges the training 

programmes for the Municipal personnel at their institutes of public 

administration. It is desirable that State Government should establish a 

centre for research and training in Municipal Administration at one of 

their universities to serve as a nucleus for the regional centre which can 

be financially supported by the Central Government like other regional 

centre. In the absence of any arrangements of their own for the training 

of Municipal employees. The State Governments in this part of the 

country are woefully failing in their duty to ensure trained personnel for 

the efficient functioning of their Municipal institutions the State 

Government sponsored institution in collaboration with the universities 

to training centre for Municipal and other urban institutions personnel. 
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Table No. 5.1 

Elements of manpower planning  

Sr.No. Elements of manpower planning 

1 Determination of objectives 

2 Estimating future requirement (forecasting) 

3 Analyzing current manpower supply 

4 Planning for recruitments and training 

5 Allocations of human resource and feed 

back. 

Source: Swister (1997) “Trends in Human resources”, Management accounting pp 22-6 

 Society depends for its progress and well being on the effective 

functioning of government whatever its type democratic or otherwise 

will in the last analysis be as good as what its personnel make of it. A 

theoretically perfect administrative structure and unexceptional methods 

of work may be devised but they will be of little or no avail if those task 

who man the administration are either unequal in their task or are 

apathetic towards it. However, and interesting feature of administration 

in the modern times is that it has grown very complex. It has acquired 

new dimensions as a result of the enlargement of scope functions and 

responsibilities of administration in developing societies. In fact today 

we are all caught in the vortex of revolution of different kind we witness 

knowledge explosion and also technological, social economic and 

political revolution. For instance launching of AGNI on May 22, 1989 

by the Indian Scientists is testimony to the above notion. 

 “An enlightened administration dealing constantly with the new 

situations all the time needs equally committed and motivated dynamic 

and inventive administrative service personnel to handle the 

technological advances on the other side. Thus recruiting the people of 

merit and competence for the civil service has become a fundamental 
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imperative to the more specific, it is a process which is of vital 

importance to the administration that it determines the tone and caliber 

of public services. In fact on its rests the usefulness and relevance of the 

machinery of government to the society 

 

Selection Process: 

 The object of manpower selection is to ascertain clearly the type 

of persons required and to secure appropriate candidates for filling that 

position. To be more specific, the purpose is to make sure that they 

physically, mentally temperamentally fitted to the jobs they are expected 

to do. It is also expected to ensure that new employees developed into 

desirable employees and that there are a minimum number of square 

pegs in round holes. Before we initiate the recruitment process it is of 

utmost importance for an organization to plan and develop recruitment 

policies and procedures in accordance with the personnel policies and 

procures and organizational goals. In fact, adequate planning has a vital 

significance for a sound recruitment policy. 

 The major steps in any selection process are following: 

 

Table No. 5.2 

Major steps in selection process  

Particulars  No. of Respondents  

Newspaper sources  75 

Professional journals &  

Periodicals  
10 

Campus recruitment  05 

Employee referral  00 
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Consultancies  10 

Total  
 

Source:- Field Survey (2015-16) 

 

 The hurdles in selection process are as follows. 

Table No. 5.3 

Hurdles to effective selection  

Sr. No Hurdles to effective selection 

1 Pressure to hire- From friends, politicians, 

family, peers, etc. 

2 Fairness- Not to discriminate on religion, 

caste, gender or race. 

3 Perception- Ability to understand others 

differ with individual. 

4 Reliability- It refers to degree of consistency.  

5 Validity- It relates to selection test. 

Source: Gurpreet Randhawa, Human Resource Management, Atlantic, New Delhi, P.88. 

 

Methods to be adopted in Recruitment: 

 The very character of recruit’s who are brought and character of 

recruits who are brought inform time to time. Many methods have been 

devised and tried out in fact a sound methods of recruitment is one 

which one can be adopted to local conditions, resourcefulness and 

ingenuity is constantly brought not play and at the same time contacts 

with educational institutions are assiduously cultivated and further more 

that helps in improving the status and prestige of public service in 

immeasurable items. Thus having decided the questions of recruiting 

authority we are faced with the question of finding methods of 
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recruitment. According to Luis Meyers an eminent authority on 

personnel administration, “Methods of Selection basically two in 

number” to him, “Selection from within the service embracing 

reassignment and promotion. The be more specific one is promotion the 

latter is one in which appointment to the higher posts in the public 

service is made only from within the services itself either through a 

system of promotion or through restricted competitive examination". 

 It may be pointed here that the two methods are mutually 

exclusive and all the countries meet the turnover requirements by 

adopting both the methods. In fact the method of selection goes to the 

very nature of personnel system. In a democratic type of personnel 

system generally a system of recruitment from without is followed. 

However, in a bureaucratic aristocratic type preference is given to the 

system of recruitment from within. The general philosophy or 

democratic system of personnel is provided equal opportunity to all 

whereas bureaucratic and aristocratic types of system are based on the 

professional of public service. How let us proceed further to examine the 

relative merits and demerits of the two systems. 

 The methods of recruitment and techniques fallowed in every 

method are given in fallowing table. 
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Table No 5.4 

Recruitment Methods and Techniques  

Variables  Responses of respondents  

 

Strongly  

agree  

A 

lee  

g  

Strongly  

Disagree  
Disagree  undecided  

 
% % % % % 

Uses of various 

medium 

source  

19.5  

 
62.1  2.4  6.8  9.0  

Job based on 

qualification  

and experience  

16.3  

 
39.9  5.9  18.6  19.3  

Vacancy through 

friends  

and relatives  

7.8  26.3  39.0  13.6  13.2  

Vacancy through 

internet 
2 9.0  35.9  15.7  23.6  15.9  

Details of job 

provided  

before application  

5. 9  36.7  24.3  16.7  16.4  

Interview 

environment was  

supportive  

5.0  

 
9.8  50.7  21.0  13.5  

Interviewed by 

group of  

people  

6  

 
19.5  26.8  24.5  22.7  

Key officers of the 

MC 

were very active 

during  

interview  

12.4  30.7  14.1  20.8  21.4  

Panelist were 

skilled and  

professional  

13.4  

 
39.7  20.0  14.7  12.1  

Interview question 4.0  5.3  52.0  22.8  15.9  
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was  

structured  

 

Questions asked 

were  

related to the job  

15.8  39.1  9.7  13.3  42.0  

My competency 

on the job  

was put into test  

6.8  16.5  34.8  17.8  24.0  

Source:- Field Survey (2015-16) 

High percent of respondents (81.6%) asserts that the bank uses various 

medium sources for the best employee. An above average of (56.2%) 

affirmed that suitability on the job was based on qualification and 

experience while below average (34.1%) got the knowledge of the 

vacancy through friends and relatives, through the internet 

advertisement (44.9%) as well as provision of details before application 

(42.6%). Extremely low percentage (14.8%) opined that, to a greater 

extent, the interview environment was supportive, and interviewed by 

group of people (26%) and activeness of key officers of the bank during 

interview (9.3%). Below average percentage of respondents (43.1%) 

agreed that the panellist were highly skilled and professional. Fifty three 

percent (53.1%) observed that the interviewed question was structured. 

An above average (54.9%) confirmed that questions asked were related 

to the job but a much lower percentage (23.3%) confirmed that 

competency on the job was put into test. The above results clearly 

revealed that the recruitment and selection process are faulty and 

deficient. These results are no doubt in conformity with earlier results 

obtained from the evaluation of customers’ perception of the services 

delivery and contact employees behaviour and competence. These 

results have therefore confirmed the findings of Hiltrop (1996) which 

found that employee recruitment and selection have a statistically 
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significant impact on employee performance outcomes. Singh and Finn, 

(2003) also maintain that an organisation’s ability to attract and retain 

capable employees can be the most important determinant of 

organizational effectiveness because recruitment and selection play 

significant role at enhancing organisational survival and success in 

competitive and turbulent business environment. 

Recruitment system in India: 

 In our preceding discussion a reference was made that in modern 

times, the basic problem of an organization is to recuritable, competent 

and meritorious youngsters. In private sectors, the major thrust of 

recruitment policy is to achieve organization goods. However, in public 

service, the recruitment system is related with the concept of public 

services, social justice, rule of law and bureaucratic process and 

procedures. Thus recruitment in a government employment is a 

complicated task public services are designed in such a way as to meet 

the constitutional aims and objective on the one hand and provide 

service to the society for its proper rapid development on the other. 

 India has adopted a parliamentary democracy. The All India 

Service central services and states services have come to stay in our 

administration system because constitution gives provide to the public 

services by confining them a constitutional status. Public services thus 

bear a heavy responsibility of legitimizing democracy and of developing 

socio-economic system for stabilizing the political system. If this pride 

of constitutional status is to remain in fact then the system of 

recruitment will have to be formed in such a way that best latent is 

attracted at the same time the civil servants are responsible to hold the 

society to prosper with development plans and programs. 
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Table No:-5.5 

Age wise distribution of selected Respondents 

 

 

 

 

  

 

 

 

 

Source:- Field Survey (2015-16) 

From the sample 70% are from the age group below 39 and thus 

majority of the sample are young officers. 

Table No:-5.6 

Promotion wise distribution of the selected Respondents 

 

 

  

 

 

 

 

 

 

Source:- Field Survey (2015-16) 

For employees who joined as Clerk and got promoted to officers’ cadres 

it is one promotion. while for Direct Recruited Officer in Scale I one 

Sr.No Age No of 

Respondents 

1 Less than 34 69 

2 35—39 175 

3 40—44 156 

4 45—49 275 

5 50 and above. 125 

  800 

Sr.No Particular No of Respondents 

1 None so far 112 

2 Only one 325 

3 Two 125 

4 Three 145 

5 Four and more 93 

 Total 800 
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promotion is the promotion to Scale 11. The distribution has been 

worked on this basis. 

Table No:- 5.7 

Service wise distribution of the selected respondents 

 

Source:- Field Survey (2015-16) 

The distribution is skewed towards the length of service from 5 — 9 and 

10-14. Then it lowers down gradually. The sample consists of 60% 

officers who have put in service upto 14 years. 

 

 

 

 

 

 

Sr.No Particular No of Respondents 

1 Less than 4 (year's service) 95 

2 5—9 145 

3 10—14 269 

4 15—19 197 

5 20 & more 94 

 Total 800 
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Table No:-5.8 

Qualification wise distribution  

 

  

 

 

 

 

 

 

Source:- Field Survey (2015-16) 

From this distribution 51% are graduates and additional 40% are double 

graduates and post-graduates. Tbus 91% are graduates and double 

graduates.  

Table No.5.9 

Training and Development programs provided State 

 

 

  

 

 

 

 

Source: Field survey (2015-16) 

 As shown in Table No. 5.9 the majority (69.1%) of the 

respondents opined that opportunities for employee training and 

development are poor, more than 22% respondent's opinion was 

‘average’, whereas nearly 7% of the respondent's opinion was good and 

Sr.No Particular No of 

Respondents 

1 Upto Inter 450 

2 Graduation 229 

3 Post graduate 

 

121 

 Total 800 

Sr. No Selection  Frequency  Percent 

1 Excellent  16 2 % 

2 Good 56 7 % 

3 Average  176 22% 

4 Poor 552 69.1% 

 Total 800 100 
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the rest stated that the training and development programs were 

Excellent.  

 

Criteria of performance Appraisal 

 Performance appraisal, is a method by which the job performance 

of an employee is evaluated generally in terms of quality, quantity, cost 

and time. Performance appraisal is a part of development. Performance 

appraisals are regular reviews of employee performance within 

organizations 

Table No.5.10 

Criteria for performance appraisal  

Sr. No. Response Frequency Percent 

1 Excellent  8 1.% 

2 Good 200 25.% 

3 Average 136 17.% 

4 Poor 456 57.% 

 Total  800 100.00 

     Source: Field survey (2015-16) 

 As shown in the above table majority of the respondents (57%) 

felt that the criteria of performance appraisal are poor they felt the 

elements of the criteria are mostly related to behavior traits rather than 

traits related to performance. Important aspects like, quantity of work, 

quality of work, skills, initiative, and attitude do not figure in the 

criteria. To the 23 percent of the respondents the criteria of appraisal 

were ‘good’ and 19 percent of the respondent felt it as ‘average’.  Only 

1 percent stated as ‘excellent’. 

 

 

 



216 

 

Table No.5.11 

Response of Self-appraisal System preferred  

Sr. No. Response Frequency Percent 

1 Yes 80 10% 

2 No 720 90% 

 Total 800 100% 

Source : Field Survey (2014-2015) 

 When the respondents were asked about the self appraisal system 

in the organization units. 18.08 % of employees preferred self appraisal 

system. Out of the 800 who preferred self appraisal were managerial 

level employees. But the 90% of the non-managerial category didn't 

preferred self appraisal system.  

 

Table No.5.12 

Duration of Probation  

Sr. 

No. 

Probation Time Frequency  Percent  

1 6 months  00 100 % 

2 One year 800 11% 

 Total   100.0 

Source: Field survey (2015-16) 

 Table No. 5.12 shows that the probation period of the 

respondents. 100 percent of the respondents stated that their probation 

period was one year.  
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Table No.5.13 

Promotion Schemes adopted  

Regular Promotion Frequency Percent 

Yes 360 45.40% 

No 448 56.60% 

Total 800 100% 

Source: Field survey (2015-16) 

 Table No.5.13 depicts the frequency of regular promotions in 

organizations for employees. Out of the 800 respondents 448 (56.60%) 

replied that there are no frequent promotions whereas 360 (45.40%) 

respondents replied positively. 

 

Table No.5.14 

Reason for choosing the organization  

Sr.No Reason Frequency Percent 

1 No response  8 1.% 

2 Job security 208 26.% 

3 Good salary 32 4.0% 

4 Near to native place 280 35.% 

5 Coincidence 48 6.% 

6 Any other  224 28.% 

 Total 800 100% 

Source: Field survey (2015-16) 

 Table No. 5.14 reveals that nearly one-third of the respondents 

stated that the close distance of the organization to the native place as 

the basis of choice. While almost thirty-two percent of the respondents 

have not stated any specific reason.  
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Table No.5.15 

Welfare Policies provided  

Sr.No. Welfare Policies No of  

Organizations 

1 Employee Insurance 137 

2 Indoor Education Facilities 24 

3  on- Job-training 65 

4  Medical facilities 110 

5  Employee provident fund 104 

6  Canteen facilities  124 

7  Leave with pay 127 

8  Housing Rent/Construction facility  86 

9  Travel concession’s 33 

 Total 800 

Source: Field survey (2015-16) 

 The Table No. 5.15 provides information that any four welfare 

facilities provided by the employer to the employees to i.e. 

Insurance/medical, providend fund facilities and canteen facilities. At 

the second stage on job training facility provided by the organisation 

any to the 65 employees where as 124 as canteen facilities, 33 providing 

and travel concession facilities and 86 are providing housing loan to the 

few employees and housing rent to the executive employees. 
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Table No.5.16 

Satisfaction about welfare facilities  

Sr. No. Employee percentage 

1 Yes 68 

2 No 32 

 Total 100% 

Source: Field survey (2015-16) 

 The above table shows the (68.%) Employees were satisfied and 

(32%) Employees were not satisfied with their welfare facilities  

provided by the. 

Table No.5.17 

Nature of Employment and mode of recruitment  

Skill / level Recruiting Source Percentage 

1.Unskilledand semi 

skilled  

Informal contacts 

 walk-ins  

Public Employment  

Consulting Agencies  

Open Advertisement. 

85% 

74% 

 

66% 

52% 

2. Skilled Informal contacts 

Walk-ins 

Public Employment  

Agencies 

Open Advertisement   

85% 

66% 

 

55% 

55% 

5.Professional Employees  Internal Search  

Private Employment 

Agencies 

Walkers 

94% 

 

92% 

71% 

4. Managerial Level Internal Search  

Informal contacts  

Want Ads  

Walk-ins  

Public emplaned Agencies    

48% 

71% 

31% 

20% 

17% 

 Total 982 

Source: Field survey (2015-16) 
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 The above table indicates various types of recruiting sources. At 

the lower levels in the organization informal contacts appear to 

dominate at the higher levels internal search and informal contacts. In no 

case one recruiting source used exclusively at all levels. 

 

Table No.5.18 

Employee Satisfaction at a glance  

Sr. 

No. 

Questions asked Choices Percentage 

respondents 

1 1. How would you rate 

your overall satisfaction in 

the company at the present 

time 

Satisfied 

Dissatisfied 

Neither 

57 

25 

12 

2 2. How do you like your 

job-the kind of work you 

do? 

Good 

Average 

poor 

65 

24 

10 

3 5. I Feel my Job makes the 

best use of my abilities.  

Yes 

No 

53 

47 

4 4. Dou you Feel the 

company is concerned 

about your performance  

Yes 

No 

75 

25 

Source: Field survey (2015-16) 

 The research found that 57 percent were satisfied with their work, 

65% preferred their jobs and the kind of work they were doing, and 75 

percent felt that the company concerned their performance. 
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Table No.5.19 

Source of Development Needs  

Sr.No. Source of Development Needs Percentage 

1 Reaction to problems  75% 

2 Projected personnel requirements 66.66% 

3 Personnel Changes, promotion, etc.  61.53% 

4 unit performance 57.14% 

5 Internal Changes  55.3% 

6 External Changes  50.0% 

7 Established Development Policies  47.05% 

8 Other 80% 

Source: Field survey (2015-16) 

 This table indicates how organizations determine the need for 

employee's development. The areas that gained the most attention as a 

result of some problems are presorted.  
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Table No. 5.20 

Recruitment System at a glance  

Sr. 

No. 

Recruitment Sources Industrial 

Area (%) 

 (A) Internal Recruitment  

1 Job Posting 5% 

2 Inside moonlighting  4% 

 (B) External Recruitment  

3 Media Advertising  31% 

4 E-Recruiting 05% 

5 Employment Agencies 25% 

6 Special events recruiting 10% 

7 Summer Interships 5% 

8 College Recruiting 15% 

 Total 100% 

 Source: Field Survey (2014-2015) 

 The table No 5.20 highlights on the overall recruitment system 

adopted and used in the selected organisation. Mostly organisation used 

two basic recruitment systems i.e. Internal recruitment process and 

External recruitment process in industrial area. Job posting and inside 

moonlights is used in industrial area as 5% and 4% respectively. In 

external sources direct advertisement is mostly used by the industrial 

area i.e. 31% and 30% respectively college and campus interview is also 

a easy and non expensive method of external recruitment process, which 

is used 15% mostly by the a industrial area organisation. Special event 

recruitment is also adopted by some organisation where as employment 

consulting agencies are preferred more by both of the industrial area that 

is 25%respectively. E-recruiting is also introduced by the organisation 
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for recruitment of the employees, which is used 5% as a source of 

recruitment process.  

 

Concluding Remark:-  

Training being most vital tool of HRD naturally forms the major part of 

the present HRD activities. Effective managers recognize training as an 

on-going, continuous process, not a one short activity. New problems, 

new procedure and equipment new knowledge new jobs are constantly 

creating the need for employee instruction. The efficiency of any 

organization depends directly on how well its members trained. Newly 

hired employees usually need some training before they take up their 

work older employees require training to keep alter to demands of their 

jobs to prepare for transfer and promotions.  
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Chapter VI 

Summary, Conclusions and Suggestion’s 

 

This Chapter highlights on the overall summary of the present study, 

Major conclusions drawn by the researchers and important suggestions 

made by the researchers to overcome the problems before Automobile 

Industry with reference to Two-wheelers. 

 

After a careful presentation of the introduction and concept of Human 

Resource Development. This study finds some conclusions about 

different aspects of the topic under consideration and observations about 

the survey made so far. The conclusions drawn in this chapter are based 

on the primary and secondary data collected and concerned parties 

interviewed during the field survey and systematically analyzed in the 

different chapters. The hypothesis has been tested and verified with the 

object of this research work. Recommendations are made after a detailed 

and objective analysis of the Human Resource Development. 

Recommendations therefore, are related to the improvement in Human 

Resource Development.  

            Human Resource Development (HRD) is the framework for 

helping employees to develops their personal and organizational skill, 

knowledge, and abilities. Human Resource Development includes such 

opportunities as employee training, employee career development, 

performance management and development, coaching, mentoring, 

succession planning, key employee identification, tuition assistance, and 

organization development.The term “HRD” is loosely used. Scholars do 

not fully agree regarding the boundaries of the field. In “Models for 

HRD Practice,” McLagan (1989) affirms that HRD consists of three 

interventions:  training and development (T&D), organization 
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development (OD), and career development (CD). Swanson and Holton 

(2001) also include training and development and organization 

development as part of HRD, but leave out career development in their 

model or definition. Professional organizations such as the Academy of 

Human Resource Development (AHRD), the American Society for 

Training and Development (ASTD), and the International Society for 

Performance Improvement (ISPI) more or less discuss HRD issues, 

although they may use different frames or approaches in looking at the 

field; this is also an indication that HRD is an ambiguous field. 

In practice, the term “HRD” is not a standard one, and it is often 

interchangeably used with other terms. For example, a company might 

call its HRD unit a training division, an HRD department, a training 

department, a performance department, a corporate university, or the 

like. HRD programs or activities might be called training, training and 

development, staff development, employee development, adult 

education, and so forth (Beder, 1989; Robinson and Robinson, 1996; 

Swanson and Holton, 2001). This study uses the term “HRD” as a broad 

umbrella and an interchangeable term with training and development, 

depending on the context of the discussion. Training and development is 

viewed as only one form of HRD, but it is the major form used and, thus, 

it might dominate the discussion. In this study, the term “HRD 

practitioners” refers to those who perform roles, hold positions, or are 

individuals such as trainers, training designers/developers, or other 

training administrators/staff in the organization highly involved in the 

HRD process. The term “HRD practice” refers to programs, events, 

activities, systems, and even viewpoints that the company or HRD 

practitioners might have or embrace. 

As the world is becoming more and more global, scholars must be 

knowledgeable about the global environment and understand 
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viewpoints, needs, and experiences of others from different parts of the 

world or different countries. Scholars in the field of human resource 

development (HRD) are no exception and need to carry out even more 

global or international HRD investigation because the field is relatively 

young and not mature yet (Elliot, 2000; Marquardt and Engel, 1993; 

Swanson, 2001; Swanson and Holton, 2001), and the current discussion 

on HRD is dominated by American scholars and practitioners (Streumer, 

Van der Klink, and Van de Brink, 1999). 

Osman-Gani (2000) further considers ASEAN (the Association of South 

East Asian Nations) a significant area for international HRD 

investigation. The association consists of ten member countries ─ 

Brunei, Cambodia, Indonesia, Laos, Malaysia, Myanmar, Philippines, 

Singapore, Thailand, and Vietnam─ and is “ranked among the world’s 

largest host of foreign direct investment inflows” (p. 215). 

Indonesia plays a significant role in ASEAN as the country is one of the 

founders of the association and has the highest population and largest 

area of all the members. With more than two hundred million people 

living in more than 13,000 islands, being strategically located between 

two continents (Asia and Australia) and between two  oceans (the Pacific 

and the Indian), and speaking hundreds of different languages, the 

country is geographically unique, and culturally diverse. Under such 

circumstances, an international HRD investigation in India is a 

challenging endeavor. 

A well-known literature review about international HRD investigation 

was the work of Hansen and Brooks (1994). Essential of the review was 

the identification of two major shortages of international HRD 

investigations. The first shortage pertained to the approaches utilized in 

the investigations. The review indicated that most international HRD 

studies lacked in-depth understanding of the settings investigated 
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because of the typically dominant use of positivistic approaches. To 

enrich the body of knowledge of international HRD with a more in-

depth understanding of the settings investigated, Hansen and Brooks 

suggested a more qualitative or naturalistic study. The second shortage 

of international HRD studies pertained to the issue of who performed the 

studies. With regard to this issue, Hansen and Brooks found that the 

results of international HRD studies tended to be biased by American 

scholars and practitioners’ HRD perspectives because most of the 

studies were conducted by non-native researchers, typically Americans, 

who were by and large unfamiliar with the local settings being 

investigated. Hansen and Brooks then called for international HRD 

studies performed by native researchers. In short, Hansen and Brooks’ 

review of international HRD investigations revealed the need for more 

qualitative or naturalistic studies performed by native researchers. This 

dissertation is a naturalistic endeavor and the researcher is a native 

person of the setting being investigated. 

 

This chapter is divided into four different parts i.e. 

A) Summary of the present study. 

B) Major Conclusions  

C) Important Implications and. 

D) Overall Conclusions 

 

A) Summary of the present study. 

1) Introduction 

The chapter first deals with the introduction. It gives the detailed 

information about the significance of the study, objectives of the study, 

hypothesis tested, research methodology with collection of data and the 

presentation of the study.  
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2) Review of Literature  

This chapter deals with the overall review of the literature available on 

the particular topic. Literature is the most important part of any research. 

In this topic, the review is taken of articles and books regarding the 

research topic. This chapter is divided into two parts i.e. Review of 

Research Articles, Review of Books, thesis and other related published 

or unpublished literature on this particular topic. 

 

3) Socio-Economic development of selected employees in 

Marathwada Region 

The third chapter highlights on the Socio-Economic and cultural 

development of selected selected employees in Marathwada Region. It 

shows the classification of the selected employees in Marathwada 

Region, Socio-demographic profile of selected employees in 

Marathwada Region.  

 

4) Human Resource Management and Administration Practices 

The fourth chapter highlights on the Human Resource Management and 

Administration Practices, Concept of HRM, Nature of Human Resource 

Management, Evolution of Human Resource Management, Fundamental 

principles of Human Resource Management, Objectives of HRM, 

Guidelines for better HRM, Structure Pattern of Municipal Corporation 

on the Municipal Authorities, Powers and Functions of the 

Commissioner, Duties and Responsibilities of Municipal Corporation 

and Personnel Administration of Urban Governments. 
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5) Data Collection and Analysis. 

This chapter aims at analyzing the data collected like the Methodology 

and respondents profile, the nature of Human Resource Development, 

the structure of Training and development programme. The chapter also 

gives the details about the Methods of Training Programme at a glance 

in selected organization, the chapter also highlights on the Criteria for 

performance appraisal in the selected organization. 

 

6) Summary, Conclusions and Suggestion’s 

This Chapter highlights on the overall summary of the study, important 

conclusions drawn by the researchers and important suggestions made 

by the researchers regarding to this study. 

 

B) Major Conclusions  

 

1. From the sample 70% are from the age group below 39 and thus 

majority of the sample are young officers. (Table No:-5.5) 

 

2. For employees who joined as Clerk and got promoted to officers’ 

cadres it is one promotion. while for Direct Recruited Officer in Scale I 

one promotion is the promotion to Scale 11. The distribution has been 

worked on this basis. (Table No:-5.6) 

 

3. The distribution is skewed towards the length of service from 5 — 9 

and 10-14. Then it lowers down gradually. The sample consists of 60% 

officers who have put in service upto 14 years. (Table No:-5.7) 
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4. From this distribution 51% are graduates and additional 40% are 

double graduates and post-graduates. Tbus 91% are graduates and 

double graduates.  (Table No:-5.8) 

 

5. Majority (69.1%) of the respondents opined that opportunities for 

employee training and development are poor, more than 22% 

respondent's opinion was ‘average’, whereas nearly 7% of the 

respondent's opinion was good and the rest stated that the training and 

development programs were Excellent. (Table No:-5.9) 

 

6. (57%) felt that the criteria of performance appraisal are poor they 

felt the elements of the criteria are mostly related to behavior traits 

rather than traits related to performance. Important aspects like, quantity 

of work, quality of work, skills, initiative, and attitude do not figure in 

the criteria. To the 23 percent of the respondents the criteria of appraisal 

were ‘good’ and 19 percent of the respondent felt it as ‘average’.  Only 

1 percent stated as ‘excellent’. (Table No:-5.10) 

 

7. 18.08 % of employees preferred self appraisal system. Out of the 

800 who preferred self appraisal were managerial level employees. But 

the 90% of the non-managerial category didn't preferred self appraisal 

system.  (Table No:-5.11) 

 

8. The probation period of the respondents. 100 percent of the 

respondents stated that their probation period was one year.  (Table No:-

5.12) 
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9. Out of the 800 respondents 448 (56.60%) replied that there are no 

frequent promotions whereas 360 (45.40%) respondents replied 

positively. (Table No:-5.13) 

 

10. Nearly one-third of the respondents stated that the close distance of 

the organization to the native place as the basis of choice. While almost 

thirty-two percent of the respondents have not stated any specific 

reason. (Table No:-5.14) 

 

11. Welfare facilities provided by the employer to the employees to i.e. 

Insurance/medical, providend fund facilities and canteen facilities. At 

the second stage on job training facility provided by the organisation 

any to the 65 employees where as 124 as canteen facilities, 33 providing 

and travel concession facilities and 86 are providing housing loan to the 

few employees and housing rent to the executive employees. (Table 

No:-5.15) 

 

12. (68.%) Employees were satisfied and (32%) Employees were not 

satisfied with their welfare facilities  provided by the. (Table No:-5.16) 

 

13. At the lower levels in the organization informal contacts appear to 

dominate at the higher levels internal search and informal contacts. In no 

case one recruiting source used exclusively at all levels. (Table No:-

5.17) 

 

14. 57 percent were satisfied with their work, 65% preferred their jobs 

and the kind of work they were doing, and 75 percent felt that the 

company concerned their performance. (Table No:-5.18) 
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15. Organizations determine the need for employee's development. The 

areas that gained the most attention as a result of some problems are 

presorted. (Table No:-5.19) 

 

16. Job posting and inside moonlights is used in industrial area as 5% 

and 4% respectively. In external sources direct advertisement is mostly 

used by the industrial area i.e. 31% and 30% respectively college and 

campus interview is also a easy and non expensive method of external 

recruitment process, which is used 15% mostly by the a industrial area 

organisation. (Table No:-5.20) 

 

General administration  

 

• By 2020 more than 50% India's population is expected to live in 

urban areas, thus the age old image of India as a rural nation will be a 

matter of the past. This picture is compounded by a rapid concentration 

process of population in large towns, cities and metropolitan areas, and 

it is projected that in year 2015 India will already have some 49 

metropolitan cities. Presently cities are booming, with internal growth 

and migration putting a colossal pressure on the state and local 

governments alike.  

 

• It is obvious that without dramatic changes in urban development 

and attention to urban development problems, the whole country is 

likely to be affected by a decline in public health, sanitation and 

environmental conditions. At the same time, rural development efforts 

need to be enhanced to stop the rapid impoverishment of certain strata of 

the rural population which sees rural to urban migration as the only 

escape route. 
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• At the same time, India's urban future poses an unprecedented 

challenge for planners and city managers. As the country enters an era 

of economic growth, economic liberalization and prosperity, the cities 

seem not yet ready to accommodate the growing population, to provide 

work and services and environmental infrastructure for all, and access to 

critical inputs of land, affordable finance, and construction technologies 

need to be resolved. In particular infrastructure for economic growth is 

lacking very badly while India can not afford to embark on this road to 

economic growth and liberalization while her cities remain in squalor, 

quality of urban life declines, and a permanent sanitation and 

environmental crisis hampersthe economic development efforts.  

 

• The absolute growth of urban poverty and the critical deficiencies of 

service put the success of the economic liberalization at risk.Recent 

insights of policy makers and development managers, however, support 

the view that urban centres function as generators for economic growth, 

which can be better tapped if cities are managed more effectively. 

 

• What has become more clear and articulate in this process is, that 

cities will be the backbone of the economic expansion which is 

expected. In 1991, the share of urban areas in the total national 

economic income has been estimated at 55% whilethe total urban 

population accounted for some 27%. At the same time urban per capita 

incomes are 3 times higher than rural per capita incomes. If the 

economic expansion in India's cities is to be made sustainable, and its 

benefits are to be shared equitably, this requires that urban poverty is 

being brought down drastically, and that efficient urban management is 

established not only in the metropolitan cities but also in the small and 

medium sized towns. 
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• Any strategies to bring Municipality out of its present crisis will 

have to define in a more responsive and clear manner the roles and 

responsibilities of the various urban actors and stakeholders, such as 

government, i.e. public sector organizations, private commercial sector, 

non-governmental organizations (NGOs), community based 

organizations (CBOs) and the community itself.  

 

• The aim would be to develop improved coordination in urban 

management and in the development of urban development schemes. 

This would apply for need assessment, formulation of development 

plans, budgeting and mobilization of resources, implementation and 

monitoring, operation and maintenance, as well as for the establishment 

of information management systems. Improved municipal management 

practices will require substantial efforts of institutional improvements, 

and addressing inter-sectoral coordination and integration. At the city 

level, it will be necessary to think about strengthening of the existing 

institution and to form viable, and strong alliances between institutions 

and urban stakeholders.  

 

• Land acquisition and statutory clearances from central and state 

agencies such as National Highways Authority of India (NHAI), 

Pollution Control Boards, Railways and Forest Department can take 

years, and these delays need to be factored in at the design stage. 

Furthermore, wherever possible, land ownership and acquisition issues 

should be avoided through concentrating public services on existing 

Government land holdings. 

 

Promotion 

• Faster promotions for meritorious officers and reducing the span to 

reach top management level from 25 years to 20 years and merit and 
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performance based promotions by reducing minimum eligibility years 

for CAIIB candidates and those who have served in rural areas. 

 

• Written test and performance based promotions up to Scale IV and 

reducing the maximum age limit at entry level for the officers and 

Capping the age for internal promotions from subordinate to non 

subordinate and from non subordinate to officer cadre. 

 

• Career management system to make employees aware about 

availability of various career streams and Recognition of employees 

performing well will send right signals and boost morale of the work 

force. 

 

• There is an urgent need to bring down the waiting period in each scale. 

Suitable fast track promotion policies for skilled specialized officers and 

performing general officers should be evolved. 

 

Compensation 

• Performance based reward system should be developed and  For 

retaining talent organisation s have to pay market rates for professionals 

with incentives like performance bonus and stock options. 

 

• Performance linked reward system will weed out excessive manpower 

and attract fresh talent and  there is a wide gap between the 

remuneration provided by PSBs and other private /foreign organisation s 

and the difference needs to be minimized. 

 

Training and development 
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• Identifying competencies on an organizational basis will provide a 

means for pinpointing the most critical competencies for the 

organisation s success.  Training and retaining the existing and future 

man power to cope with the changes and challenges of future. 

 

• Filling up existing skill gaps at middle level and higher level 

employees through skill enhancement programs. Keeping employees 

skills updated to match present day requirements enhances productivity. 

Training - There should be proactive steps in this regard and it should 

involve proper identification of training needs and post trainirig 

placements.  

 

Training centers should introduce and initiate newer training programs 

in conformity with the changed scenario and demand from the 

customers. 

 

Transfer 

• Movement of surplus staff in the clerical cadre from staff surplus 

organisation s to staff deficient organisation s so as to strike a balance 

and maintain establishment expenses at optimum level. 

 

• Laying down clear cut recruitment, rotation and transfer policy. 

 

Work culture 

• Focus on increasing employee productivity. Mapping and developing 

competency; identifying talent and proper grooming. Transforming staff 

from being "Transaction processors" to business professionals. 
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• Developing strong business orientation among employees through 

sales culture and customer centric approach. De-bureaucratization and 

creating a competitive work culture. Greater accountability and 

ownership. Managing transformational conflict and preparing people for 

change. 

 

• Team building and Team work - Personnel policies of the organisation  

should enable their employees imbibing strong sense of team work so as 

to reap rich and regular dividends.  Job satisfaction - Ensuring job 

satisfaction would enable organisation s to retain their skilled 

employees. 

 

Overall Conclusions:  

The overall observations of this study is that every organization has to 

concentrate on the separate Engineering and Technology employees to 

work in industry. The selection and recruitment procedure of each and 

every organistion is one and the same but the multinational companies 

are trying more to get the recruitment of the top executives to the casual 

employee by the help of recruitment consultant and by open ended 

Advertisement. Most of the companies are trying to get the short resume 

of the young and smart executive and they try to screen by the help of 

computer. The computer is much helpful to the employeer to get screen 

the required applicant with suitable qualifications. Most of the 

companies are trying to provide re-training facilities to the new 

employees though who are selected latest in the organization, they don’t 

want to trust on the employees, the retention process and frequency of 

the employee’s is also very high, so to reduce the employee retention is 

also a mega challenge before organization . The overall process of the 

industry in each and every process is getting very critical due to major 
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changes in the different environment i.e. political change over, 

Economic meltdown and slowdown and different recessions. So to face 

the challenges before industries are very critical.  

 

Suggestions for further research:  

The training and development arena is gaining momentum in the recent 

years. Myried of Studies are being conducted on various aspects of 

training, but there are a number of upcoming areas to uncover. There is 

a lot of scope for further research based on the future trends affecting 

training. Some of the future trends affecting training will be:  

• Use of new technologies for delivery of training will increase.  

• Demand for training for virtual work arrangements will rise.  

• Greater emphasis on storage and use of intellectual capital.  

• Training departments will become virtual training organizations.  

• Training will focus on business needs and performance.  

• Training departments will be viewed more from a change model 

perspective.   
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