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k|zf;g, ;fj{hlgs k|zf;g ;DaGwL klqsf 

jif{ #*, c+s @, k"0ff{Í !)%, kmfNu'0f @)^# 
 

gofF g]kfn lgdf{0fsf nflu ;femf cfly{s lrGtg 

 
       ljBfw/ dlNns* 

 

!= Ps bzs eGbf nfdf] ;z:q åGån] !#,))) eGbf a9L g]kfnLx¿sf] Hofg lnPkl5 @)^@.^# sf] hg 
cfGbf]ng efu—@ n] g]kfndf nf]stGq, zflGt / ;d'Ggltsf] cfzf hufPsf] 5 . ;ft /fhg}lts bn / 
g]skf dfcf]jfbL aLr ePsf] r/0fj4 zflGtjftf{ / ;f] sf] lgisif{ :j?k @)^# d+;L/ % ut] hf/L 
ePsf] lj:t[t zflGt ;Demf}tf tyf @)^# df3 ! ut] hf/L ePsf] g]kfnsf] cGtl/d ;+ljwfg, @)^# 
n] åGåsf] zflGtk"0f{ Pj+ :yfoL /fhg}lts lgsf;sfnflu /fHosf] ;dfj]zL, nf]stflGqs, ;+3Lo -
;+ljwfg ;+zf]wgsfnflu k|:tfljt_ / cu|ufdL k'g;{+/rgf ug{] lgwf]sf ;fy ;+ljwfg;efsf] lgjf{rg 
ug{] k|0f u/]sf] 5 .  

@= zflGt ;Demf}tfdf pNn]v ePsf lgb{]zs l;4fGtx¿ M 
lj:t[t zflGt ;Demf}tfdf ;femf ljsf; cjwf/0ff lgdf{0f ug{] s'/fsf] pNn]v ePsf] 5 / cfly{s ;fdflhs 
?kfGt/0f af/] d"ntM lgDg lgb{]zs l;4fGtx¿sf] pNn]v ePsf] 5 . 

-s_ ;fdGtafbsf ;j} ?kx¿sf] cGTo ug]{, 
-v_ ;fdGtL e":jfldTjsf] cGTo ub}{ a}1flgs e"ld;'wf/ sfo{qmd nfu" ug]{, 
-u_ /fli6«o pBf]u wGbf / ;fwg >f]tsf] ;+/If0f / k|j4{g ug]{, 
-3_ lzIff, :jf:Yo, cfjf;, /f]huf/L / vfB ;'/Iffdf ;j} gful/ssf] clwsf/ :yflkt ug]{, 
-ª_ cfly{s tyf ;fdflhs?kn] k5fl8 k/]sf ju{nfO{ hUuf nufot cfly{s Pj+ ;fdflhs ;'/Iffsf] 

Aoj:yf ug]{, 
-r_ e|i6frf/L pk/ s8f sfjf{xL u/L bl08t ug]{, 
-5_ cfly{s tyf ;fdflhs ?kfGt/0f Pj+ Gofosf ;fy} b]znfO{ l56f] ;d'Ggt / cfly{s ?kn] ;d[4zfnL 

agfpg], / 
-h_ >ldssf k]zfut clwsf/sf] ;'lglZrttf ub}{ pBf]uwGbf, Aofkf/, lgof{t k|j4{g cflbsf] nflu 

nufgL a[l4 u/L /f]huf/L Pj+ cfo cfh{gsf cj;/x¿sf] Aofks a[l4 ug]{ . 
 

#= g]kfnsf] cGtl/d ;+ljwfg, @)^# df pNn]v ePsf gLltx¿ 
o;}u/L g]kfnsf] cGtl/d ;+ljwfg, @)^# sf] efu—$ /fHosf] bfloTj, lgb{]zs l;4fGt tyf gLltx¿ 
cGtu{t wf/f ## æ/fHosf] bfloTjÆdf pk/f]Qm l;4fGtx¿sf] pNn]v x'g'sf ;fy} wf/f #$ æ/fHosf lgb{]zs 

                             
* ;lrj, cy{ dGqfno .  
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l;4fGtx¿Æ cGtu{t /fHosf] d"ne"t cfly{s p2]Zoaf/] pNn]v ePsf] 5 / wf/f #% æ/fHosf gLltx¿Ædf 
d"ntM lgDg cfly{s / ljsf; gLltx¿ af/] pNn]v ePsf] 5 M— 

-s_  /fHosf] d"ne"t cfly{s p2]Zo 

b]zdf pknJw cfly{s >f]t / ;fwgnfO{ l;ldt JolQmx¿df s]lGb|t  x'g glbO{ ;fdflhs Gofosf] cfwf/df 
cfly{s pknlJwsf] Gofof]lrt ljt/0fsf] Joj:yf ldnfO{ s'g} klg hflt, lnË, ju{, pTklQ jf JolQm pk/ 
cfly{s zf]if0f x'g gkfpg] Joj:yf u/L cfly{s c;dfgtf x6fpb} :jb]zL lghL Pj+ ;fj{hlgs pBdnfO{ 
k|fyldstf / k|>o lbO{ /fli6«o cy{tGqnfO{ :jtGq, cfTdlge{/ Pj+ pGgltzLn u/fpg' /fHosf] d'ne"t 
cfly{s p2]Zo x'g]5 .  

-v_  /fHosf] -cfly{s / ljsf; ;DaGwL_ gLltx¿  

-c_ b]zsf] ;Gt'lnt ljsf;sfnflu cfly{s nufgLsf] Gofof]lrt ljt/0f u/L ;a} If]qsf hgtfsf] 
lzIff, :jf:Yo, oftfoft, cfjf; / /f]huf/L h:tf cfwf/e"t s'/fx¿sf] ljsf; u/L 
hg;fwf/0fsf] hLjg:t/ j[l4 ug{] gLlt /fHon] cjnDag ug{]5 .  

-cf_ ;/sf/L, ;xsfl/tf / lghL If]qsf] dfWodaf6 d'n'sdf cy{tGqsf] ljsf; ug{] gLlt /fHon] 
cjnDag ug{]5 .  

-O_ /fli6«o lxt cg's"n pkof]uL Pj+ nfebfos ?kdf b]zsf] k|fs[lts >f]t tyf ;Dkbfsf] 
kl/rfng ubf{ :yfgLo ;d'bfonfO{ k|fyldstf lbOg] gLlt /fHon] cjnDag ug{]5 .  

-O{_ /fHon] ls;fgnfO{ k|f]T;fxg u/L s[lif If]qdf pTkfbsTj a9fO{ s[lifdf cfwfl/t clwsf+z 
hgtfsf] cfly{s pGglt x'g] cj:yfx¿sf] l;h{gf u/L s[lifnfO{ pBf]usf] ?kdf ljsf; ug{]5 .  

-p_ b]zsf] d'Vo ;fdflhs cfly{s zlQmsf] ?kdf /x]sf] >dzlQmnfO{ /f]huf/ pknJw u/fO{ sfd 
kfpg] clwsf/ ;'lglZrt u/L pgLx¿sf] xs / lxtsf] ;+/If0f ub{} pBdsf] Joj:yfkgdf 
;xeflutf a9fpg] gLlt /fHon] cjnDag ug{]5 .  

-pm_ lzIff, :jf:Yo, cfjf;, vfB ;Dk|e'tf / /f]huf/Ldf lglZrt ;dosf nflu cf/If0fsf] Joj:yf 
u/L cfly{s tyf ;fdflhs ?kn] lk5l8Psf cflbjf;L hghflt, dw]zL, blnt, nufot 
;LdfGts[t ;d'bfo tyf ul/jLsf] /]vfd'gLsf dhb'/ ls;fgsf] pTyfg ug{] gLlt /fHon] 
cjnDag ug{]5 .  

-P_ /fli6«o ljsf;sf] nflu :jb]zL nufgLnfO{ k|fyldstf lbO{ b]zdf a}b]lzs k"FhL / k|ljlwnfO{ 
cfslif{t ug{] gLlt /fHon] cjnDag ug{]5 .  

-P]_ jx';+Vos u|fdL0f hgtfsf] lxtnfO{ Wofgdf /fvL u|fdL0f ljsf;sf] ultnfO{ tLj|t/ agfpb} 
n}hfg] gLlt /fHon] cjnDag ug{]5 . 

-cf]_ /fHon] dlxnf, blnt, cflbjf;L, hghflt, dw]zL, d'l:nd nufot cNk;+Vos, e"ldlxg, 
;'s'Djf;L, sd}of, ckfË, lk5l8Psf If]q tyf ;d'bfo / åGå kLl8tsf nflu ;sf/fTds 
lje]bsf cfwf/df ljz]if Joj:yf ug{] gLlt cjnDag ug{]5 .  

-cf}_ ls;fg, dhb'/ nufot >ddf cfl>t ju{sf] ljsf;sf] nflu k|fljlws lzIff, tfnLd, 
k|lzIf0fsf] cfjZos k"jf{wf/sf] Joj:yf u/L pgLx¿nfO{ /fHosf] ljsf; k|lqmofdf ;xefuL 
u/fpg] gLlt /fHon] cjnDag ug{]5 .  

-c+_ d'n'sdf ljBdfg k/Dk/fut 1fg, ;Lk / cEof;sf] klxrfg / ;+/If0f ub{} To;nfO{ 
cfw'lgsLs/0f ug{] gLlt /fHon] cjnDag ug{]5 .  

-cM_ b]zsf] ljsf;df o'jf hgzlQmnfO{ kl/rfng ug{ /fHon] ljz]if gLlt cjnDjg ug{]5 .  
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$= l:y/ /fhgLltsfnflu cfly{s a[l4 M 
pk/f]Qm lgb{]zs l;4fGtx¿ Pj+ /fHosf] ljsf; tyf cfly{s gLltx¿sf cfwf/df ;ft /fhgLlts bnx¿ 
/ g]skf dfcf]jfbL tyf g]kfnsf] ;dfj]zL cfly{s ljsf;df rf;f] /fVg] ;du| gful/s ;dfhn] gofF 
g]kfnsf] lgdf{0fsf nflu ;femf cfly{s lrGtgdf hf]8 lbg' kg{] b]lvG5 . cfly{s ;d'Gglt af/] cf—cfˆgf] 
ljljw ;f]rx¿ tyf cy{ /fhgLlts lrGtgx¿ jLr ;femf cjwf/0ffx¿ klxNofpb} Pp6f gjLg ;femf 
lrGtgsf] ljsf; ug{' clxn]sf] ;dosf] dfu xf] . d'n'sn] /fhgLlts l:y/tfsf] af6f] ln+b} uPkl5 åGåaf6 
Ifltu|:t ef}lts / cfly{s ;+/rgfx¿sf] k'gM :yfkgf / k'gMlgdf{0f Pj+ tLa| cfly{s ljsf;åf/f g]kfnsf] 
x/fPsf] bzs -Lost Decade_ -jf x/fPsf bzsx¿_ sf] Ifltk"lt{ u/L ;d'Ggt, ;dtfd"ns / ;dfj]zL 
gofF g]kfnsf] lgdf{0f u/L l:y/ /fhgLlt / l:y/ cu|ufdL cy{gLltsf] bf]xf]/f] kmfObf g]kfnLsfnflu pknJw 
u/fpg' cfhsf] r'gf}lt xf] .  

%= r'gf}tL / ;Defjgfsf] ;do M 
bzsf}+ b]lv sfk{]6d'lg n'sfP/ yGSofOPsf ;d:ofx¿ cfh Ps Ps u/L phfu/ x'Fb}5g\ / clxn]sf] hLjGt 
k':tfsfnflu ;fdgf ug{' kg{] r'gf}tLx¿ ylkb} 5g\ . ljsf;sf] clwsf/ -Right to Development_ :yflkt 
x'Fb} uPsf] 5 . åGåsf] ;sf/fTds kIfsf ?kdf x]g{ ;lsg] a9\bf] hgr]tgf / pn{bf] hgcfsf+IffnfO{ ;dod} 
gj g]kfn lgdf{0fsfnflu ;sf/fTds pmhf{df 3gLe"t u/L k|To]s g]kfnLsf] clwstd Ifdtfsf] ljsf;åf/f 
tLa| cfly{s j[l4 / æ;j}sfnflu ;d'Gglt -Prosperity for all_Æ xfl;n ug{ ;lsG5 . clxn]sf] ;Defjg} 
;Defjgfn] o'Qm v'nf ;dodf -Open moment_ ;a} g]kfnLnfO{ ;dfj]z ug{ ;lsg] u/L ;sf/fTds 
;f]rsf] pmhf{ Joj:yfkg ug{ xfdL r'Sof}+ eg] / cfly{s ljsf;sf] ;femf lrGtgsf] rf}tf/Ldf ;a}nfO{ 
;d]6\g ;s]gf}+ eg] xfn} c;+Vo zxLbx¿sf] alnbfgn] k|fKt :jtGqtf, :jfledfg Pj+ /fhgLlts 
;kmntfsf] pmrfOdf klg lg/fzf, csd{0otf tyf ljkGgtfsf] vf8nn] l56} wld/f nufpg ;Sg] hf]lvd 
klg plQs} 5 .  

^= ;femf cfly{s lrGtgsf] cfjZostf M 
;femf cfly{s lrGtgsf] rf}jf6f]df cfd g]kfnLnfO{ / vf; u/L cfjfhxLg -Voiceless_ ;LdfGt 
gful/sx¿nfO{ ljsf;sf] clwsf/sf] k|Tofe"ltåf/f cfZj:t t'Nofpb} Pp6} rf}tf/Ldf lgDTofpg g;lsg] 
rflx xf]Og . clxn] b]lvPsf] /fhgLlts tfk -Political Heat_, hftLo, If]lqo, n}+lus, eflifs jf cGo 
k|sf/sf pTkL8g lj?4sf cfjfh, dfgjf]lrt hLjgofkgsf] cfsf+Iff jf /f]huf/Lsf] xssf] dfu h:tf ;a} 
s'/fx¿sf] lgbfg /fhgLlts xsx¿sf] :yfkgfn] dfq x'g ;Sb}g . 7f];, d"t{ tyf b]Vg ;lsg] cfly{s 
glthfx¿åf/f dfq cfZj:t / ljZj:t t'Nofpg ;lsG5 / /fhgLlts tfk 36fO{ ;du| ljsf;df hgtfsf] 
pmhf{nfO{ s]lGb|t ug{ ;lsG5 . ;femf cfly{s lrGtgsf] rf}tf/Ldf hgtfsf ofjt\ ;d:of, ltgsf lgbfg, 
;d'bfosf] zlQmsf] klxrfg, hgtfsf] cfsf+Iffx¿sf] klxrfg, cfGtl/s / jfXo >f]tsf] klxrfg, ;fwgsf] 
;jf{]Qd kl/rfngsf pkfox¿ af/] ax;, pTkL8gsf d"nx¿sf] klxrfg, dfgjLo ;+;fwg / hgzlQm 
ljsf; sfo{qmdx¿sf] ljZn]if0f, /f]huf/L d"ns ef}lts ;+/rgfx¿ lgdf{0f af/] 5nkmn ug{ ;lsG5 . 
To:t} ;du| ljsf; gLlt, cfly{s gLlt, df}lb|s gLlt, a+}lsË gLlt, nufgL gLlt, >d gLlt, e"ld gLlt, 
/fhZj gLlt, /fHosf] ;+3Lo ;+/rgf / ljs]Gb|Ls/0f gLlt, hn>f]t gLlt, ko{6g gLlt, lzIff gLlt, :jf:Yo 
gLlt, s[lif gLlt, jg / jftfj/0f gLlt, Wj:t ef}lts ;+/rgfx¿sf] k'g:yfkgf / k'gMlgdf{0f sfo{qmd, tLa| 
cfly{s j[l4b/ xfl;n x'g] sfo{qmdx¿, 7"nf hnljB't / ;8s lgdf{0f sfo{qmdx¿ tyf bzf}+ nfv 
hgtfnfO{ /f]huf/L pknJw u/fpg;Sg] u|fdL0f k"jf{wf/ lgdf{0f sfo{qmdx¿ af/] 5nkmn ug{], ;femf ;f]r 
lgdf{0f ug{] / cNksfnLg, dWosfnLg jf bLw{sfnLg gLlt, /0fgLltx¿ af/] ;femf cjwf/0ffsf] lgdf{0f ug{ 
;lsG5 . o:tf gLlt, /0fgLlt / sfo{qmdx¿ af/] 5nkmn ubf{ ;f]af6 xfl;n x'g] kl/0ffdx¿sf] klxrfg, 
;f] glthfx¿n] åGådf kfg{] k|efjsf] clu|d d"Nof+sg, glthfdf cfwfl/t Joj:yfkg dfWodx¿ tyf 
sfof{Gjog / cg'udg d"Nof+sgsf] pko'Qm ljlwsf] rog af/] klg 5nkmn x'g' kb{5 . hgtfsf] rfxgf 
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k"lt{ug{ hgtf s} zlQmn] hgtf cfkm' ;dfj]z eO{ agfOPsf] ljsf; of]hgf cfkm}åf/f sfof{Gjog / 
d"Nof+sg x'g] tf}/tl/sf ckgfOof] eg] cy{ /fhgLlts nIfx¿ xfl;n ug{ ;lhnf] kg{]5 .  

&= gofF kl/j]zsf Go"gtd d'2fx¿ M 
cfly{s ;fdflhs ?kfGt/0fsf] ;femf sfo{qmd tyf ;femf ljsf; cjwf/0ffn] Go"gtd ?kdf klg j[xt 
zflGt ;Demf}tf / g]kfnsf] cGtl/d ;+ljwfgn] ;d]6]sf] lgb{]zs l;4fGtx¿ Pj+ cfly{s gLltx¿nfO{ 
;Djf]wg ug{' kb{5 . o;/L ;Djf]wg ul/g'kg{] d"n d'2fx¿ lgDg 5g\ M 

-s_ ;fdGtjfb / ;fdGtL e":jfldTjsf] cGTo 
-v_ j}1flgs e"ld ;'wf/  
-u_ nufgL j[l4åf/f /f]huf/L j[l4 tyf pBf]uwGbfsf] ljsf;  
-3_ /fli6«o pBf]uwGbf / ;fwg >f]tsf] ;+/If0f 
-ª_ clwsf/df cfwfl/t ;fdflhs ljsf; / ;'/Iffsf] cjwf/0ff -Right based Development_ 
-r_ ;fdflhs Gofo tyf lk5l8Psf ju{nfO{ ;d'lrt ;'/Iff 
-5_ e|i6frf/ lgoGq0f 
-h_ /fHosf] ;dfj]zL, nf]stflGqs, ;+3Lo -Joj:yflksf—;+;b ;dIf ;+ljwfg ;+zf]wgsfnflu ljrf/fwLg 

k|:tfj_ / cu|ufdL k'g;{+/rgf tyf ;f] sf] g]kfnL cy{tGqsf] ljsf;;Fusf] cGt{;DjGw 

*= pQ/sf] vf]hLdf k|Zgx¿ 
pk/f]Qm d"n d'2fx¿ ;d]6\bf lgDg k|Zgx¿ :ki6 ?kdf kl/eflift x'g' / dt}Sotf x'g' cfjZos b]lvG5 M— 

 ;fdGtjfbsf ;j} ?kx¿ eGGffn] s] s] nfO{ a'[emfp+b5 <  

 ;fdGtL e":jfldTjn] s:tf cj:yfx¿ ;d]6\b5 < pbfx/0fsf] nflu s[lif sfo{df ;+nUg g/xg] s[lif 
of]Uo hUufsf] e":jfldTj -Absentee Landlords_, hUuf af+emf] /xg] cj:yf, lglZrt xbjGbL eGbf 
a9Lsf] e":jfldTj jf cGo s] s] < 

 a}1flgs e"ld;'wf/ sfo{qmddf s] s] ;dfj]z x'g' kb{5 < pbfx/0fsf] nflu hUufsf] rsnfjGbL, 
;xsf/Ls/0f, jfl0fHoLs/0f, e"ld a}+s, lwtf] jf bL3{sfnLg ef8fdf lbO{÷lnO{ sDkgLx¿4f/f cfw'lgs 
s[lif k|0ffnLsf] k|of]u tyf s[lif dhb'/x¿sf] pkof]u, v]tLdf ;+nUg g/xg] -Absentee_ AolQmx¿nfO{ 
hUuf a]Rg k|f]T;fxg jf /fHo4f/f hUuf ;+sng u/L e"ldxLgnfO{ ljt/0f jf c? s] s] < e"lddfly 
lge{/tf 36fpb} nuL e"ldlxgx¿nfO{ oyf]lrt dfgjLo ljsf;4f/f pBf]u jf ;]jf If]qdf k|f]T;flxt ug]{ 
jf e"lddf lge{/tf sfod /fVg] < 

 /fli6«o pBf]uwGbf / ;fwg>f]tsf] ;+/If0f / k|j4{gn] s] s] s'/f ;d]6\b5 < pbfx/0fsf] nflu 
pBf]uwGbf, Aofkf/, lgof{t k|jw{gsf] nflu ul/g] j}b]lzs nufgLsf] ;xeflutfnfO{ O+lut u5{ ub}{g < 
nufgL k|f]T;fxgsf nflu cfjZos kg]{ ahf/ Aoj:yf, df}lb|s Aoj:yf, cfly{s gLlt, sfg"gL ;+/rgf, 
nlrnf] >dgLlt, ljZj Aofkf/ ;+u7g -WTO_ / o:t} cGo cGt{/fli6«o ;+/rgfx¿n] u/]sf] dfu{bz{g, 
ljZj ahf/df g]kfnsf] k|lt:kwf{Tds cj:yf / t'ngfTds nfesf] If]q h:tf ljifodf dt}Sotf x'g 
;S5 ;Sb}g < v"nf ahf/ / k|lt:kwf{n] u'0ffTds ljsf;sf ;fy} pkef]Qmfsf] lxt ub5{ eGg] ljifodf 
;femf ;f]r s;/L sfod x'g ;Sb5 < s'g s'g If]qdf cem} ;+/If0fsf] cfjZostf 5 / s'g s'g If]q 
vf]Nb} hfg] xf] < ;/sf/sf] e"ldsf s] / slt;Dd x'g] xf] < pbf/Ls/0f / lghLs/0f af/] Go"gtd\ ;femf 
sfo{qmd s] x'g ;Sb5 < 

 g]kfnsf] t'ngfTds nfe /x]sf If]qx¿ vf; u/L hnljB't, ko{6g, lzIff, :jf:Yo Pj+ cGo ;]jf If]q 
tyf hgzlQmsf] clwstd pkof]u x'g] pBf]uwGbfsf] If]qsf] ljsf; af/] ;femf lrGtg s] x'g ;S5 < 
j}b]lzs nufgL lgDTofO{ oL If]qx¿sf] ljsf;4f/f l5d]sL d'n'sx¿sf] ahf/df lgof{t ubf{ tLj| cfly{s 
ljsf;sf] ;Defjgf af/] Go"gdt\ ;femf cjwf/0f s] x'g ;Sb5 < Aojxfl/s dt}Sotf sfod x'g ;Sof] 
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eg] /fhgLlts/0faf6 6f9f /xg ;lsG5, l:y/ gLltsf] nfe k|fKt ug{ ;lsG5 / Aofkf/ jftf{df xfd|f] 
kIfn] clwstd nfe k|fKt ug{ ;lhnf] klg x'G5, t/ To;sf nflu ;femf ;f]rsf a'+bfx¿ s] s] x'g 
;S5g\ < :ki6 x'g' cfjZos b]lvG5 . 

 clwsf/df cfwfl/t ljsf; -Rights based or Entitlememt based Development_ sf] cjwf/0ff cGt{ut 
/fHon] tfTsflns, dWosfnLg tyf bL3{sfnLg ?kdf s'g s'g If]qx¿ ;d]6\g ;Sb5 < cfjZos 
;fwg >f]tsf] kl/rfng s;/L x'g ;Sb5 < ;du| cfly{s ;Gt'ng -Macroeconomic balance_ df w]/} 
Aojwfg cfpg glbO{sg lzIff, :jf:Yo, cfjf;, /f]huf/L / vfB ;'/Iffsf] pknlAwdf clwsflws a[l4 
s;/L Nofpg ;lsG5 < k5fl8 k/]sf juL{o, hftLo, eflifs, n}+lus jf If]qLo ;d'bfox¿sf] ;fdflhs 
/ cfly{s ljsf;df kx'+r s;/L a9fpg ;lsG5 < ;fwg >f]tsf] af+8kmf+8, Aoj:yfkg / pknlAwdf 
lk5l8Psf ju{sf] lgoGq0f s;/L a9fpg ;lsG5 < ;]jf k|jfxsf] u'0f:t/ / ;f]af6 x'g] nfe jf 
u|fX\otf s;/L a9fpg ;lsG5 < ;+:yfut / ;+/rgfut ;'wf/ ÷ kl/jt{gsf af6fx¿ s] s] x'g ;S5g\ 
<  

 e|i6frf/ lgoGq0fsf] k|efjsf/L pkfox¿ s] s] x'g ;S5g\ < 
cfw'lgs ahf/ Aoj:yf, k|ltikwf{Tds jftfj/0f / pbf/ cy{ Aoj:yfsf] k|efjsf/L lgodgsf nflu s] 
s:tf ;+/rgfut, sfg"gL, gLltut Pj+ lgoGq0ffTds ;+oGqx¿sf] ljsf; ul/g'   kb{5 < s]xL ;Lldt 
AolQmnfO{ dfq cg'lrt nfe lng glbO{ cfd pkef]Qmf / ;]jfu|fxLn] o:tf] k|ltikwf{Tds ahf/ 
Aoj:yfsf] clwstd nfe lng ;s'g\ eGg] x]t'n] s] s] ;'wf/x¿ ul/g' cfjZos 5 < ;fy}, tLj| 
k|lt:kwf{, c;+j]bgzLn ahf/ Pj+ pbf/ cy{ Aoj:yfn] k5f8L kf/]sf ;fgf pBf]u wGbf, ;d'bfo, jf 
;LdfGt AolQmx¿sf] ;d'lrt ;'/Iff -Safety Nets_ / cfly{s ljsf;sfnflu s] s:tf nlIft 
sfo{qmdx¿ jf ;fdflhs ;'/Iffsf Aoj:yfx¿ ul/g' kb{5 < 

 >ldssf] k]zfut clwsf/sf] ;'lglZrttf x'g], >dk|lt ;dk{0f efj a9\g] lsl;dsf] kfl/>lds / 
;'ljwf Aoj:yf sfod x'g], clwsflws nufgLåf/f /f]huf/Lsf] cj;/df tLj| a[l4 x'g], zLk ljsf;4f/f 
dflyNnf] ;f]kfgdf plS;g pTk|]/0ff x'g] / Aoj:yfkgn] pBf]usf] cfjZostf / >ldssf] pknlAwsf] 
cfwf/df nlrnf] / ;lhnf];+un] pBf]u ;+rfng ug{ ;Sg] jftfj/0f sfod x'g] k|s[ltsf] nufgL—d}qL 
æ>d gLltÆ df dt}Sotfsf cfwf/ s] x'g ;S5g\ < 

 /fHosf] ;dfj]zL, nf]stflGqs, ;+3Lo -Joj:yflksf ;+;bsf] ljrf/fwLg_ / cu|ufdL k'g;{+/rgf ubf{ 
d'n'ssf] ;du| cy{tGq, If]qLo cGt;{DjGw / ;Gt'ng, lhDd]jf/Lsf] ljs]Gb|Ls/0f, /fhZj ;+/rgf / 
;f]sf] afF8kmfF8, ;fwg >f]tsf] afF8kmfF8, s]Gb|Lo ;/sf/sf] cg'bfg ljt/0f gLlt, :yfgLo, If]qLo jf 
/fli6«o k|s[ltsf cfof]hgfx¿sf] Joj:yfkg Pj+ ;du| cfly{s, ;fdflhs jf ;f+:s[lts ljsf;sf] 
sfo{;"rLdf lhDd]jf/Lsf] afF8kmfF8 af/] :ki6 Joj:yf s] s] x'g' kb{5 < s] s] ubf{ cfly{s ljsf;sf] 
sfo{df ;a} hgtf ;dfj]z x'g ;Sb5g\ / ljsf;sf] k|ltkmn ;dfg'kflts ?kdf ;a} hgtfdf k'Ug 
;Sb5 < lk5l8Psf] If]q, ju{, hflt jf ;d'bfosf] pTyfgsfnflu s] s] ljz]if cf/If0f jf 
sfo{qmdx¿df Wofg k'¥ofOg' kb{5 < ef}uf]lns, ;fdflhs, ;f+:s[lts jf /fhgLlts b[li6sf]0fsf 
cltl/Qm cfly{s ?kn] Pj+ >f]t ;fwgsf] ;DkGgtfsf] b[li6n] cfTdlge{/ k|fGtLo tyf :yfgLo 
O{sfO{x¿sf] u7g x'g s'g s'g d"ne"t s'/fx¿df ljrf/ k'¥ofOg' kb{5 < 

 pk/f]Qm k|Zgx¿ pQl/t x'g / kl/eflift x'g h?/L 5 . cu|ufdL cfly{s ;fdflhs ?kfGt/0fsf] 
Go"gtd\ ;femf sfo{qmd / ;femf ljsf; cjwf/0ff agfpg cfk;L ;xdlt klxNofpb} hfg' kg]{ b]lvG5 
. o:tf] ;xdlt tfTsflng, dWosfnLg / bL3{sfnLg u/L tLg r/0fsf] cjwf/0ff lgdf{0fsfnflu 
cfjZos kg]{5 . klxnf] r/0fdf cGtl/d ;/sf/ / ;+ljwfg ;efsf] lgjf{rg kZrft ;+ljwfg 
lgdf{0fsf] ;do;Ddsf nflu tfTsflns jf # jif]{ cjwf/0f agfpg' kb{5 h;df d"VotM k'gM:yfkg, 
k'gMlgdf{0f tyf u|fld0f ;+/rgfx¿sf] lgdf{0f sfo{qmd ;dfj]z x'g' h?/L b]lvG5 . bf]>f] r/0fdf, gof+ 
;+ljwfg kl5 aGg] ;/sf/nfO{ klg pkof]uL x'g] %–!) jif{] dWosfnLg cjwf/0ff h;df 7"nf nufgLsf 
cfof]hgfsf] lgdf{0f, tLj| ;fdflhs / cfly{s ljsf;sf ;fy} Gofok"0f{ ljt/0f4f/f pRr cfly{s j[l4b/ 
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xfl;n ug]{ sfdnfO{ dxTj lbOg' kb{5 eg] t]>f] r/0fdf hgcfGbf]ng efu—@ kZrft b]lvPsf] 
cu|ufdL bL3{sfnLg ;+/rgfut ?kfGt/0fsf] cj;/x¿nfO{ ;Daf]wg ug{ !%–@) jif]{ ;femf bL3{sfnLg 
;f]r lgdf{0f ug{ cfjZos 5 . clxn]sf] cf7 bnsf] ;femf /fhgLlts zlQmn] tft\sflns, dWosfnLg 
/ bLw{sfnLg ;f]r af/] ;xdlt jgfpg ;Sof] eg] l:y/ cfly{s / ;fdflhs ;+/rgf Pj+ gLltx¿sf] 
lgdf{0f4f/f 7"nf a}b]lzs nufgL cfsif{0f ug{, dfgjLo ljsf; / lzIff, :jf:Yosf If]qdf 7"nf] km8\sf] 
df/L /f]huf/Lsf cj;/x¿df tLj| a[l4 ug{ / pRr t/ Gofok"0f{ cfly{s j[l4 xfl;n ug{ ;lhnf]  
kg]{5 . 

!)= cfly{s ;fdflhs ?kfGt/0fsf] ;femf sfo{qmd M Ps ;'emfj  
g]kfnL sf+u|];, g]skf Pdfn], g]skf dfcf]jfbL, g]=sf= k|hftflGqs, ;+o'Qm hgdf]rf{, ;+o'Qm jfddf]rf{, g]kfn 
;befjgf kf6L{ -cfgGbLb]jL_, g]kfn dhb'/ ls;fg kf6L{ / Joj:yflksf ;+;bdf /x]sf cGo /fhgLlts 
bnx¿, g]kfnL gful/s ;dfh, g]kfnL cy{tGqsf] ljsf;df rf;f] /fVg] a}b]lzs bft[;+:yfx¿ / cfd 
g]kfnLn] gofF g]kfn lgdf{0f ug{] ;Gbe{df ;femf cfly{s lrGtg ubf{ lgDglnlvt sfo{qmdx¿ tyf cfly{s 
gLltnfO{ Go"gtd ;femf ljsf; cjwf/0ff tyf cfly{s ;fdflhs ?kfGt/0fsf] ;femf sfo{qmdsf] ?kdf 
cfˆgf] ;femf sfo{;"rLdf /fVg ;'emfa lbOPsf] 5 .  

 ljsf;nfO{ clwsf/sf] ?kdf :yflkt ub{} hfg] . 

 k5fl8 k/]sf jlu{o, hftLo, eflifs, n}lËs jf If]qLo ;d'bfox¿sf] kxF'r ;fdflhs / cfly{s ljsf;df 
a9fpg] tyf ;fwg >f]tsf] afF8kmfF8, Joj:yfkg / lgoGq0fdf oL ju{x¿sf] clwsf/ a9fpg] .  

 dlxnf, blnt, cflbjf;L, hghflt, dw]zL, pTkLl8t, pk]lIft / cNk;ª\Vos ;d'bfo, lk58LPsf If]q, 
;'s'Djf;L, sd}of, xlnof nufotsf cfly{s ;fdflhs ?kn] k5fl8 k/]sf ju{nfO{ nlIft u/L e"ld 
;'wf/ sfo{j|md, ;fdflhs ;'/Iffsf sfo{j|md, /f]huf/L nufot cfly{s ;fdflhs ?kfGt/0fsf ljz]if 
sfo{j|mdx¿ -nlIft ;d"x pTyfg sfo{j|md_ ;+rfng ug{] . oL sfo{j|mdx¿ Kofs]h sfo{j|mdsf] ?kdf 
;+rfng ug{] / o:tf sfo{j|mdx¿n] lzIff, :jf:Yo, kf]if0f, zLk j[l4, n3' C0f, /f]huf/L, ;fdflhs 
;zlQms/0f, /fhgLlts / ;fdflhs ;jnLs/0f, ;sf/fTds lje]båf/f cj;/x¿df zL3| kxF'r, 
Go"gtd hUufsf] pknlAw / sfg"gL ;'wf/ h:tf ljljw s'/fx¿ ;d]6\g] . 

 åGbsf avt Wj:t ePsf] ef}lts, cfly{s / ;fdflhs ;+/rgfx¿sf] zL3| k'gM:yfkgf / k'glgdf{0f ug{ 
hf]8 lbg] . o:tf] k'gM:yfkgf / k'glgdf{0f ubf{ /fHosf ;/sf/L ejg / ;+/rgfx¿sf] k'gM:yfkgfsf] 
;Fu;Fu} ;fj{hlgs / ;fd'bflos ;+/rgfx¿ h:t}M ljBfno, :jf:Yo rf}sL, ;fd'bflos ejg, af6f]3f6f], 
k'nk'n];f, l;+rfO{ s'nf], ljB't, ;+rf/, vfg]kfgL, snsf/vfgf / cGo cf}Bf]lus k|lti7fgx¿sf] 
k'gMlgdf{0f / k'gM:yfkgf klg kg{] . 

 åGbsf sf/0fn] lj:yflkt JolQmx¿ tyf ;d'bfosf] jfk;L, ;dfhdf k'gM:yfkgf / cfly{s ?kn] 
pTkfbgzLn sfo{x¿df k'gM:yfkg ug{ ljz]if sfo{j|md ;+rfng ug{] . o:tf] k'gM:yfkg sfo{j|md 
;+rfng ubf{ Psn dlxnf, afnaflnsf, ckfË, lghL ;DklQ Wj:t ePsf JolQm, o'4df dfl/Psf 
;}lgs, k|x/L, dfcf]jfbL n8fs' jf gful/ssf] cf>oxLg kl/jf/ / cGo ?kn] ljz]if Wofg lbg'kg{] JolQm 
/ ju{sf nflu 5'§} sfo{j|md agfO{ k'gM:yfkg / k'gMPsLs/0fdf hf]8 lbg] .  

 e"ld;'wf/ sfo{j|md nfu" ubf{ ;du|df pknAw hUuf hdLg / ljt/0f ug{ ;lsg] ?kdf pknAw hUuf 
hdLg, s[lifdf cfl>t kl/jf/nfO{ cfjZos kg{] Go"gtd hUufsf] ;Ldf, rsnfaGbL, hUuf 
v08Ls/0fsf] ;d:of, e"ld a}+sx¿sf] k|of]u, s[lifsf] Joj;foLs/0f / hUuf PsLs/0f u/L lnhdf s[lif 
sfo{sf nflu e"ldxLgnfO{ pknAw u/fpg ;lsg] ljsNk, ef}uf]lns If]qfg';f/sf] hUufsf] xbaGbL 
Joj:yfsf] cfjZostf, j}1flgs e"ld ;'wf/ / cfly{s ;fdflhs Joj:yf, hUufdf lge{/ hg;+VofnfO{ 
j|mlds ?kdf cGo If]q -h:t}M pBf]u, ;]jf_ df k|lt:yfkg ub{} nfg' kg{] vfFrf] h:tf ljljw kIfx¿sf] 
;Gt'lnt  d"NofÍg u/L pko'Qm sfo{j|mdx¿ rog ug{] / o:tf sfo{j|mdx¿ nfu" ug{ pko'Qm sfg"gL 
Joj:yf, >f]t ;fwgsf] Joj:yf / Ifltk"lt{sf] Joj:yf ldnfpg] . 
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 clwsf+z hgtf cem} s[lifdf lge{/ /x]sf]n] s[lif If]qnfO{ Joj;foLs/0f, s[lifnfO{ cfjZos ;fdfu|Lx¿ 
h:t}M ljp ljhg, dn, cf}hf/ tyf l;+rfO{, k|fljlws k|;f/, C0f, ahf/, s[lif ;8s, uf]bfd, zLt 
e08f/, ;xsf/Ls/0f, ef}uf]lns ljlzi6tfdf cfwfl/t ljz]if pTkfbg sfo{qmd h:tf If]qx¿df 
glthfd"ns sfo{qmdx¿ ;+rfng ug{] . s[lifdf eO{/x]sf] nufgLdf pNn]Vo a[l4 ug{] . clt ljkGg ju{ 
/ ;LdfGt ls;fgx¿sf] nflu vfB ;'/Iffsf] ljz]if Joj:yf ug{] .  

 hnljB't, ;8s, ;'?ª dfu{, ljB'tLo /]Nj] h:tf If]qdf s]xL 7"nf nufgLsf Flagship cfof]hgfx¿ 
;~rfng ug{] . o:tf If]qx¿df æagfp, ;+rfng u/ / x:tfGt/0f u/Æ (BOT) h:tf k|lj|mofaf6 
k|lt:kwL{ / kf/bzL{ 9Ën] ljb]zL nufgLstf{x¿nfO{ cfslif{t ug{] . g]kfndf zflGt kZrft cfPsf] 
:yfloTj / nufgLsf] cj;/k|lt cfslif{t eO{ clxn] 7"nf ljb]zL nufgLstf{x¿n] nufgL ug{] ;Defjgf 
a9]sf] 5 . /fi6«lxtdf o;nfO{ k|of]u ul/g' kb{5 . xfdLn] a}b]lzs nufgLsf] pkof]u u/L vaf{} va+{sf] 
s]xL 7"nf cfof]hgf ;+rfng ug{ ;Sof} eg] tLj| cfly{s ljsf; x'g], 7"nf ;+/rgfsf] lgdf{0f x'g], w]/}nfO{ 
Ps}k6s /f]huf/Lsf] cj;/ ldNg'sf ;fy} xfd|f] cfTdljZjf;df 7"nf] a[l4 x'g] / xfl;n x'g] k|ljlw, 
Joj:yfksLo Ifdtf / >f]tsf] pkof]uåf/f eljiodf cfkm}n] klg o:tf] 7"nf cfof]hgf ;+rfng ug{ 
;lsg] x'G5 .  

 l56f] glthf b]lvg] / w]/}nfO{ /f]huf/L ldNg] k|s[ltsf u|fdL0f ;+/rgfx¿sf] lgdf{0fdf pNn]Vo nufgL 
ug{] . bft[ ;+:yfx¿sf] ;xof]u kl/rfng u/L u|fdL0f ;8s, l;+rfO{, vfg]kfgL, ;fgf hnljB't, k'n 
k'n];f, ljBfno ejg, :jf:Yo rf}sL ejg, ;fd'bflos ejg, u|fdL0f ko{6g, ;fd'bflos jg / s[lif 
ahf/, ;fd'bflos uf]bfd jf zLt3/ h:tf s[lif;Fu ;Da4 ef}lts ;+/rgfx¿sf] b]zJofkL lgdf{0f 
sfo{j|md ;+rfng ug{] .  

 lzIff, :jf:Yo, vfg]kfgL, jg, s[lif, ;fgf hnljB't, uflj; :t/sf ;8s, s'nf] jf cGo ef}lts lgdf{0f 
sfo{j|mdx¿ ;d'bfo÷pkef]Qmf ;d"x / uflj; :t/af6 g} lhDd]jf/L lng] u/L ;+rfng ug{] . uflj; 
tyf lhlj; :t/;Ddsf ;j} If]qdf sfo{qmdsf] /sd s]Gb|af6 Psd'i6 cg'bfgsf] ?kdf k|jflxt ug{] . 
If]qut dGqfno÷sfof{nox¿n] cfjZos k|fljlws 6]jf / ;dGjo ug{] t/ ;Dk"0f{ lg0f{o k|lqmofsf] 
clwsf/ ljs]lGb|t  ug{] .  

 >ldssf] k]zfut clwsf/sf] ;'lglZrttf klg x'g] t/ >dk|lt ;dk{0f efj klg a9\g] lsl;dsf] 
>ldssf] d]xgtsf] sb/ ug{] k|s[ltsf] k|ltkmndf cfwfl/t kfl/>lds / ;'ljwf Joj:yf -Work 
Incentive_ sfod ug{], nufgLstf{n] cfjZostf / >ldssf] pknlJwsf] cfwf/df >lds egf{ ug{] jf 
cjsfz lbg] jf kfl/>lds k|bfg ug{ ;Sg] u/L nlrnf] / ;lhnf];Fu k|lti7fg ;+rfng ug{ kfpg 
nufgL—d}qL >dgLlt ckgfpg] . nufgL stf{nfO{ cfZj:t kf/L nufgLdf 7"nf] a[l4 u/fpg ;s] 
/f]huf/Ldf klg pNn]Vo j[l4 cfpg ;Sb5 / o;sf] k|ltkmn xfn a]/f]huf/ /x]sf g]kfnL gful/sx¿n] 
kfpg] 5g\ . z'?df o:tf] nlrnf] t/ >ldssf] ;'/Iff / ;Ddfgsf] Uof/]G6L ;lxtsf] >dgLlt æljz]if 
cfly{s / cf}Bf]lus If]qx¿Æ :yfkgf u/L ;f] df k|of]u ug{ ;lsG5 .  

 zflGt / :yfloTj;Fu} v'n]sf cj;/x¿df j[l4 Nofpg :jb]zL lghL If]q / ljb]zL nufgLstf{sfnflu 
k|lt:kwL{, ;xh / ;/n tyf l:y/ nufgL jftfj/0f k|bfg ug{] . o;sfnflu ;d'lrt lgodg Joj:yf 
ldnfpg'sf ;fy} ljZj jhf/df k|lt:kwL{ Ifdtf a9fpg pko'Qm tyf l:y/ cfly{s, df}lb|s, /fh:j, 
a}+lsË, cf}Bf]lus ;'/Iff / >dgLlt ckgfpg] . ljb]zL d'b|fdf nufgL ug{]n] ljb]zL d'b|fdf cfˆgf] 
d'gfkmf jf k"FhL lkmtf{ nfg kfpg], g]kfnL sDkgLn] ljb]zdf klg nufgL ug{ kfpg], ljb]zL d'b|f;Fusf] 
ljlgdo b/nfO{ cem ahf/d'vL agfpb} n}hfg], lwtf]kq ahf/sf] tLa|t/ ljsf; / cfw'lgsLs/0f ub{} 
hfg], /fh:j b/nfO{ k|lt:kwL{ / cg'dfg of]Uo agfpb} hfg], pbf/ cy{Joj:yf, ahf/df cfwfl/t d"No 
Joj:yf / nlrnf] >dgLltsf] k|Tofe"lt lbg]u/L xfd|f gLltx¿nfO{ :yfloTj k|bfg ug{] . ;fy} ;Lldt 
JolQmn] dfq ahf/ cy{ Joj:yfsf] cg'lrt nfe gp7fpg\ / cfd pkef]Qmf tyf ;]jfu|fxLn] k|efjsf/L 
;+/If0f kfpg ;s'g\ eGg] x]t'n] pko'Qm lgodg Joj:yf, sfg"gL ;+/rgf -h:t}M k|efjsf/L k|lt:kwf{ 
sfg"g, pkef]Qmf lxt ;DaGwL sfg"g, ljQLo :jR5tf ;DjGwL sfg"g, >dsf] ;Ddfg / ;'/Iff x'g] 
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sfg"g, df}lb|s ljrng lgoGq0f ug{] sfg"g Pj+ /fh:j jf a}+lsË r'xfj6 hfn;fhL lgoGq0f ug{] sfg"g_ 
/ lgoGq0ffTds ;+oGqx¿sf] lgdf{0f ug{] . g]kfn ;b:o /x]sf] WTO / cGo cGt/f{li6«o ;+:yfx¿ k|lt 
xfn;Dd b]vfPsf] k|ltj4tf sf] ;Ddfg ug{] . 

 e|i6frf/ lgoGq0fsf]nflu k|efjsf/L pkfox¿ ckgfpg] . clVtof/ b'?kof]u cg';Gwfg cfof]u, /fli6«o 
;ts{tf s]Gb|, ;fj{hlgs v/Lb cg'udg sfof{no nufot e|i6frf/ lgoGq0f / ;bfrf/ k4ltsf] 
ljsf;;Fu ;Da4 lgsfox¿sf] ;jnLs/0fdf hf]8 lbg] . /fhgLlts bnx¿n] cfGtl/s kf/blz{tf, 
n]vfk/LIf0f / r'gfj vr{sf] Joj:yfkg af/] jx; u/L Pp6f k|efjsf/L cfrf/ ;+lxtf th{'df u/L 
sfof{Gjog ug{df hf]8 lbg] . e|i6frf/ lgoGq0fnfO{ hgrf;f]sf] ljifo jgfO{ cfd hgdfg;df ;bfrf/ 
k4ltnfO{ ;+:s[ltsf] ?kdf :yflkt u/fpg k|of; ug{] . e|i6frf/LnfO{ s8f sf/jfxL u/L bl08t 
ul/Psf pbfx/0fx¿ k|:t't ug{] .  

 :jf:Yo, lzIff h:tf] ;fdflhs ljsf;sf] If]qdf nufgL a9fpb} nfg] . cfwf/e"t :jf:Yo / vf]k ;]jf, 
:jf:Yo hgr]tgf, ;/;kmfO{ sfo{qmd, dft[lzz' sNof0f ;]jf, kl/jf/ lgof]hg, ljkGg / lk5l8Psf 
;d'bfonfO{ ljz]if ;'/Iff h:tf sfo{qmddf ;/sf/n] k'Ubf] nufgL ug{] t/ cfly{s ?kn] vr{ Joxf]g{ 
;Sg] ju{sfnflu ;d'lrt ;]jf k'¥ofpg lghL If]qnfO{ k|f]T;flxt ug{] . lghL If]qaf6 k'¥ofOg] ;]jfsf] 
u'0f:t/ tyf ;fdflhs Gofosf b[li6n] k|efjsf/L cg'udg Joj:yf ldnfpg] . ;a}sfnflu lzIff, 
cfwf/e"t tyf k|fylds lzIff Pj+ dfWolds ljBfno :t/;Ddsf] lzIffdf ;/sf/n] nufgL a9fpb} 
nfg] t/ ljBfnox¿sf] Joj:yfkg ;s];Dd ;d'bfonfO{ ;'Dkg] . cfly{s ?kn] vr{ Joxf]g{ ;Sg] ju{sf 
nflu lzIff jf :jf:Yo ;]jf k|bfg ug{ lghL If]qnfO{ ;d'lrt jftfj/0f k|bfg ug{] . lghL If]qsf 
ljBfno / lzIfsx¿sf] cj:yfsf] k|efjsf/L cg'udg ug{] . pRr lzIffdf lk5l8Psf ju{nfO{ 
k|fyldstfsf cfwf/df kx'Fr a9fpg ;/sf/n] cfjZos nufgL ug{] / ;sf/fTds lje]bsf] gLlt lng] .  

 ;du| cy{tGqsf] ;Gt'ngnfO{ ck]lIft ;+oddf /fVg hf]8 lbg] . cfGtl/s C0fsf] dfqf jfl~5t 
;LdfeGbf a9\g glbg] . lghL If]qsf] ljQLo cfjZostf, nufgL cfjZostf, cGt/f{li6«o If]q -vf;u/L 
l5d]sL d'n'sx¿_ sf] ljQLo / df}lb|s gLlt;Fu ;Gt'ng x'g]u/L g]kfndf, nufgL / /f]huf/LnfO{ 
k|f]T;fxg ug{] ljQLo, df}lb|s Pj+ /fh:j gLlt, tLj| cfly{s ljsf;sf] j[l4b/ xfl;n ug{] ;/sf/L vr{ -
nufgL_ gLlt, g]kfnsf] ;du| ljsf;df ;xof]u k'Ug] j}b]lzs ;xfotf gLlt, clt ljkGg ;d"xnfO{ 
nlIft sfo{qmdåf/f ;'/Iff k|bfg ub{} ahf/ Joj:yfdf cfwfl/t d'No gLlt, gLlh If]qn] a9L k|efjsf/L 
9+un] ;+rfng ug{ ;Sg] -Value for Money_ ;/sf/L ;+:yfgx¿ qmda4 ?kn] kf/bzL{ tyf k|lt:kwL{ 
tl/sfåf/f lghL If]qnfO{ ;'Dkb} hfg] / cfkm}n] rnfpg] ;+:yfgx¿df klg cx:tIf]ksf/L gLlt 
cjnDjg u/L Jofj;flos :jfoQtf k|bfg ug{] ;/sf/L ;+:yfg gLlt, ;/sf/L ah]6af6 vr{ x'g] 
sfo{qmddf ldtJooLtf, ;fj{hlgs hjfkmb]lxtf, ;fj{hlgs n]vfk/LIf0f, :yfgLo 
lgsfo÷;d'bfo÷pkef]Qmf ;d"xåf/f sfof{Gjog Pj+ ;/sf/ cfkm}n] ;+rfng ubf{ vlr{nf], jf]lemnf] x'g] 
jf afl~5t pkfb]otf k|fKt gx'g] cj:yfx¿df gLlh If]q, ;fd'bflos If]q, u}/ ;/sf/L ;+:yf, ;fdflhs 
If]qåf/f s/f/df sfo{;Dkfbg u/fpg] ah]6 sfof{Gjog gLlt cjnDag ug{] .  

 /fHosf] ;dfj]zL nf]stflGqs cu|ufdL, ;+3Lo k'g;{++/rgf af/] 5nkmn ubf{ /fhgLlts, ;fdflhs, 
ef}uf]lns / ;f+:s[lts kl/j]zx¿sf] ;fy} cfly{s ?kn] :jfanDjL tyf ;fwg >f]tsf] ;d'lrt 
afF8kmfF8 ;lxtsf] O{sfO{x¿sf] u7gdf Wofg k'¥ofpg] . s]Gb|Lo, k|fGtLo, lhNnf jf ufFp :t/sf 
:jzf;gsf O{sfO{x¿sf] cfly{s sfo{If]q, /fh:jsf] afF8kmfF8, s]Gb|Lo jf k|fGtLo jf :yfgLo 
lgsfox¿sf] s/ nufpg] If]qx¿sf] :ki6 kl/efiff Pj+ cg'bfg ljt/0f gLlt / cfly{s lhDd]jf/Lsf] 
ljs]Gb|Ls/0f af/] cfjZos 5nkmn u/L /fHosf] k'g;{+/rgfaf/] :ki6 x'g] . 
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k|zf;g, ;fj{hlgs k|zf;g ;DaGwL klqsf 

jif{ #*, c+s @, k"0ff{Í !)%, kmfNu'0f @)^# 
 

 

e"ld;'wf/ tyf Joj:yf dGqfno M ;'wf/sf] k|of;  

 
 o'j/fh e';fn* 

!= kl/ro 
cy{zf:qdf pTkfbgsf rf/ tTjx¿sf] rrf{ ul/Psf] kfOG5 M e"ld, >lds, k"FhL tyf pBdlzntf . oL 
dWo] e"ld d'Vo xf] / vf;u/L g]kfn h:tf] ljsf;zLn / s[lifk|wfg b]zsf] nflu of] g} cfwf/e"t tTj 
/x]sf] 5 . ;fy}, g]kfndf ;fdflhs ;'/Iff / k|lti7fsf] nflu klg e"ld s} cx\d e"ldsf /x]sf] s'/f 
;j{ljlbt} 5 . ToxL e"ldsf] Joj:yfkg jf k|zf;gdf ;+nUg /x]sf] e"ld;'wf/ tyf Joj:yf dGqfno 
g]kfnsf x/]s gful/ssf] ;/f]sf/sf] dGqfno xf] . o; dGqfno cGtu{t e"ld;'wf/ tyf Joj:yfkg 
ljefu, gfkL ljefu, e";"rgf tyf clen]v ljefu, e"ld Joj:yfkg k|lzIf0f s]Gb|, e"pkof]u cfof]hgf 
tyf u'7L ;+:yfg kb{5g\ . oL lgsfosf lhNnf Pj+ Onfsf :t/Lo sfof{no tyf cfof]hgf sfof{nox¿ 
;j{;fwf/0f hgtfsf] ;]jfsf nflu vl6Psf 5g\ . o; dGqfnon] g]kfnsf] hUuf k|zf;g ;DaGwL ;a} 
sfdx¿ ug]{ ePsf] / x/]s g]kfnLsf] To;df rf;f] /xg] ePsf] sf/0f of] g]kfn ;/sf/sf] dxTjk"0f{ 
lgsfosf] ?kdf /x]sf] 5 . o; dGqfno / cGtu{tsf lgsfox¿af6 em08} 5 xhf/ sd{rf/Lx¿ 
;j{;fwf/0f hgtfsf] ;]jfdf ;+nUg 5g\ .  

o; dGqfnon] d'n'ssf] e"ld ;DaGwL ;a} gLlt lgdf{0f tyf sfg"g th'{df Pj+ ;+zf]wg ug]{, e"lds/ 
;+sng ug]{ u/fpg], hUuf btf{ tyf xs x:tfGt/0f ug]{ u/fpg], hUufsf] ;j]{If0f, gSzf+sg, l;df+sg tyf 
gfkhfFr ug]{, /fi6«sf] e"ld ;DaGwL ;a} k|sf/sf ;"rgf cWofjlws ug]{, gSzfx¿ pTkfbg tyf ljqmL 
ljt/0f ug]{ u/fpg], ;'s'Djf;L, e"ldxLg ls;fg, d'Qm sd}of cflbsf] nflu ;fdflhs Gofosf] l;4fGtsf 
cfwf/df a;f]jf;sf] plrt Joj:yf ldnfpg], x/]s :yfgsf] hUufsf] d"Nof++sg cWofjlws ug]{, hUuf 
;DaGwL ;a} vfnsf clen]v cWofjlws ub}{ b'?:t /fVg] / cfjZostf cg';f/ ;/f]sf/jfnfnfO{ pknAw 
u/fpg], u'7L hUufsf] Joj:yfkg ;DaGwL ;a} sfo{x¿ ug]{, pko'{Qm ;a} sfdsf] nflu cjZos kg]{ 
hgzlQmsf] Joj:yf ug]{ sfdx¿ ub{5 . o; dGqfnosf pko'{Qm sfdx¿n] d'n'sdf ;'zf;g, ;fdflhs 
Gofo, jftfj/0fLo ;Gt'ng, hUufaf6 clwstd pTkfbg / pTkfbsTjdf clej[l4 u/L ul/aL lgjf/0fsf] 
/fli6«o nIonfO{ ;xof]u k'¥ofpFb} d'n'ssf] lbuf] ljsf;df 6]jf k'¥ofpg] ub{5 .  

@= e"ld Joj:yfkg ;'wf/sf k|of;x¿ 
;'wf/ eGg] s'/f /ftf/ft jf Ps} k6s jf Pp6f JolQm jf ;+:yfsf] k|of;af6 dfq ;+ej x'Fb}g . x/]s 
g]kfnLsf] rf;f]sf] o; dGqfnodf ljutdf ;'wf/sf k|of;x¿ gePsf t xf]Ogg\ tfklg ;j{;fwf/0fn] 

                             
* ;x;lrj, k|wfgdGqL tyf dlGqkl/ifbsf] sfof{no .  
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k|ToIf ?kdf cg'ej ug]{ lsl;dn] gePsf]df dfnkf]t sfof{no, e"ld;'wf/ sfof{no, gfkL zfvfx¿n] 
;j{;fwf/0faf6 ljleGg cf/f]k, k|Tof/f]k / ckozx¿ kfO/x]sf 5g\ . vf;u/L hUuf gfd;f/L, /lhi6«]zg 
ubf{ jf hUufsf] lsQfsf6 ubf{ jf gSzf ln+bf jf k'gM gfkL u/fpFbf ;j{;fwf/0f hgtfn] w]/} x}/fgL / 
;f:tL kfPsf 36gfx¿ gofF xf]Ogg\ / o;df cem} w]/} ;'wf/sf u'~hfo; 5g\ . ;+u7gfTds lx;fan] x]bf{ 
o; dGqfnosf] :j?k k"0f{tflt/ afd] ;b}{ u/]sf] 5 . h:t}M dGqfnosf] /fli6«o e"pkof]u cfof]hgfn] 
df6f]sf] u'0fsf] cfwf/df hUufsf] lsl;d -ljleGg afnLsf nflu ljlzi6 of]Uotf, 3/38]/L cflb_ 5'§fOlbO{ 
e"pkof]u gLlt to u/L pko'Qm k|of]usf] nflu ;3fpg], dfnkf]t sfof{non] hUufsf] :jfldTj bzf{Olbg] 
tyf ;'/lIft ul/lbg], gfkLn] ;f] hUufnfO{ gSzfdf ptf/L b]vfOlbg], e";"rgf tyf clen]v ljefun] hUuf 
hdLgsf] ;"rgf / clen]v cWofjlws /fVg], e"ld Joj:yfkg k|lzIf0f s]Gb|n] pko'{Qm hUuf k|zf;gsf 
sfddf ;+nUg hgzlQm tof/ tyf ljsf; u/L ;j{;fwf/0fnfO{ k|efjsf/L ;]jf k|bfg ug{ ;3fp k'¥ofpg] 
cflb sfd u/L cfPsf 5g\ . of] ;+u7gfTds ljlzli6s/0f / cGof]Gofl>t cGt/;DaGw w]/} aif{sf] 
cg'ejaf6 xfl;n ul/Psf] xf] . tbg'?k sfg"gL ;+/rgfx¿ klg ;do ;dodf cBfjlws u/L cfPsf] 
kfOG5 . tfklg ;]jfu|fxLnfO{ ;]jf k|bfg ubf{ ljgf x}/fgL / ;f:tL ;/n / ;j{;'ne 9+un] k|bfg ug'{ 
cfhsf] cfjZostf ePsf] 5 .  

;]jf k|jfxdf ;/nLs/0f u/L hgtfnO{ ;xh 9+un] ;]jf pknAw u/fpg] p2]Zon] dGqfno / cGtu{t 
sfo{/t sd{rf/Lx¿, ;]jfu|fxLsf k|ltlglwx¿, gful/s ;dfh tyf bft[;+:yfsf k|ltlglwx¿ ;d]tsf] /fo 
;'emfj lnO{ ;fdlos / lg/Gt/ ?kdf ;'wf/sf k|of;x¿ ul/g' cfjZos x'G5 . o; kl/kf6Ln] ;+u7gnfO{ 
yk r':t / b'?:t agfpFb} ;fdflhs kl/jt{gnfO{ cfTd;fy ug{ ;Qm5 . oxL p2]Zoaf6 k|]l/t eO{ @)^@ 
;fn sflt{s @^ ut] ;fdfGo k|zf;g dGqfno, gful/s ;dfh ;xof]u cfof]hgf, hglxt ;+/If0f d~r 
;d]tsf] ;xof]udf dGqfnoaf6 Ps cGtlqm{of sfo{qmdsf] cfof]hgf u/L ;+:yfsf] yk ;'wf/sf] vfsf tof/ 
ul/Psf] lyof] . sflt{s @( ut]sf] csf]{ uf]i7Laf6 u'7L ;+:yfgsf] ;'wf/sf] vfsf tof/ ul/of] eg] 
;+u7gdf dlxnf sd{rf/Lx¿sf ;d:ofsf] af/]df k'; dlxgfdf gf/L sd{rf/Lx¿sf] cnUu} uf]i7L u/L 
;'wf/sf k|of;x¿ ul/Psf lyP . df]km;nsf sfof{nosf ;d:ofx¿ tyf ToxfF sfo{/t sd{rf/Lx¿sf 
u'gf;f / ;dfwfgsf pkfox¿ af/]df klg kf}if dlxgfd} kf]v/fdf If]qLo :t/sf] csf]{ uf]i7L u/L ;'wf/sf 
k|of; ul/P hf] b]xfo adf]lhd 5g\ .  
 

@=! gLltut ;'wf/ 

 g]kfnsf] bzf}+ of]hgfn] /fli6«o e"ld gLlt tof/ u/L nfu" ug]{ nIf lnPsf]df @)^@ df3df 
dGqfnoaf6} /fli6«o e"ld gLltsf] k|f/lDes sfo{kq tof/ u/L ljz]if1 ;d"xsf] /fo k|ltlqmof ;d]t 
;dfj]z u/L ;f]sf] d:of}bfnfO{ cGo dGqfnox¿sf] ;d]t k|ltlqmof lnO{ dlGqkl/ifb\df k|:tfj k]z 
ul/Psf] /fhg}lts kl/jt{g kZrft\ oyfjt l:yltdf /x]sf] . /fli6«o e"ldgLlt ;/sf/jf6 kfl/t 
ePkl5 g]kfnsf] ;Lldt e"efunfO{ cToflws pTkfbgd"ns 9+un] k|of]u ug]{ u/L pkof]u ug{ sfg"gL 
tyf k|zf;sLo dfWod ckgfpg ;lsg] x'G5 . o;af6 xfn e}/x]sf] s[lifof]Uo e"ldsf] dgk/L 
pkof]unfO{ /f]sL pko'Qm k|of]udf NofO{ /fli6«o pTkfbgdf j[l4 ug{ ;lsG5 .  

 e"ld k|zf;g ;DaGwL ljleGg gLlt tyf sfo{gLltx¿sf] cjwf/0ff k|:tfjx¿ dlGqkl/ifb\df k]z u/L 
e"ld Joj:yfkgsf] lg0f{odf kf/blz{tf / Ps?ktf cfO{ thljhL clwsf/df /f]s nufpg] k|of;  
ePsf] .  

 d'Qm sd}of, e"ldlxg ls;fg, ;'s'Djf;L, cJojl:yt a;f]af;L, cfFs8f, pvf8f, lj6f}/L hUuf 
nufotsf ;d:ofsf] tfls{s ;dfwfgsfnflu k|:tfjx¿ dlGqkl/ifbdf k]z ul/Psf] .  

 :jjf;L hUuf btf{ tyf gfkL uf]Zjf/fn] gfkL ul/;s] kl5 hUufwgL k"hf{ ljt/0fsf nflu ug'{ kg]{ 
afFsL sfd dfnkf]t sfof{non] g} ug]{ u/L lhDdf lbO{ sfo{ km:of]{6 u/fpg] nufotsf sfd ug{ 
;lhnf] xf];\ egL dfnkf]t P]g ;+zf]wg ug]{ sfd cufl8 a9fOPsf] .  
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 ljleGg lghL tyf ;/sf/L hUufx¿sf] lgsfout ?kdf km/s km/s d"Nof+sg ug]{ kl/kf6Ln] 
cy{tGqdf ljljw v/fjLx¿ NofPsf] b]lvPsfn] o;nfO{ Plss[t u/L Ps?kL d"Nof+sg ug{ Ps 
sfo{bn u7g u/L ljz]if1 ;d"xsf] /fo k|ltlqmof ;d]t ;dfj]z u/L P]gsf] k|f/lDes d:of}bf ;d]t 
tof/ ul/Psf] . o;af6 s'g} hUufsf] Pp6} lsQfsf] ahf/ d"No eGbf a9L d"Nof+sg u/fO{ C0f lnO{ 
a}+s 7Ug] / ;f]xL lsQfsf] Go"gtd d"Nof+sg u/fO{ s/ 5Ng] h:tf k|j[lQx¿ lg?T;flxt x'g hfg] 
b]lvPsf] . hUufsf] oyfy{ d"Nof+sg eO{ ahf/ ljs[lt gx'g] cj:yfsf] ;[hgf x'g hfg] klg b]lvG5 .  

 rng rNtLsf] af6f]nfO{ klg cfˆgf] :jfldTjdf /x]s} sf/0f lghL af6f] egL c?nfO{ k|of]u ug{ 
glbOPsf] jf ;f] af6f] k|of]usf nflu 5'§} /sd dfu u/L ;j{;fwf/0fnfO{ x}/fgL lbOPsf] kl/k|]Ifdf 
o:tf lghL af6fnfO{ ;fj{hlgsLs/0f u/L o;df ;j{;fwf/0f hgtfsf] x}/fgL cGTo ul/Psf] .  

 v]tLof]Uo hdLg ;Lldt ePsf] xfd|f] d'n'sdf pAhfpzLn hdLgdf klg hyfefjL 3/ agfO{ 
a;f]jf;sf] nflu k|of]u x'Fbf eljiodf sl7g kl/l:yltsf] ;[hgf x'g ;Sg] cj:yf b]lvPsfn] ax'tn] 
3/x¿ agfO{ ;Lldt hUufdf w]/} JolQm tyf kl/jf/ a;f]jf; ug{ ldNg] cj:yfsf] ;[hgf ug]{ p2]Zon] 
ax'tn] ejgsf] cjwf/0ff cg';f/ cnu cnu tNnfsf] cnu cnu hUufwgL k"hf{sf] sfg"gL Joj:yf 
ul/Psf] . o;df k|lqmofut ;/nLs/0f klg e};s]sf] .  

 kxf8 jf ufpF3/af6 zx/L If]qdf gf]s/L vf]Hg cfpg] JolQmx¿n] cfkm"nfO{ ;'s'Daf;L bfjL ub}{ 
hyfefjL ?kdf ;/sf/L, ktL{ hUuf jf jg If]qdf a;f]jf; u/L o:tf hUuf x8Kg] k|of; e}/x]sf] 
;Gbe{df o:tf ;/sf/L / ktL{ hUufx¿sf] ;+/If0f / eljiosf] nflu ;Da4{g ug{ To:tf ;a} hUuf 
g]kfn ;/sf/sf] gfddf btf{ ug]{ sfd sfg"g ;Ddt 9Ën] cleofgs} ?kdf cl3 a9fOPsf] 5 . 
o;af6 ;/sf/n] eljiodf cfkm"nfO{ cfjZos kg]{ hUuf k|fKt ug{ sl7gfO x'g] 5}g eg] ;fdflhs 
Gofosf] l;4fGtsf cfwf/df jf:tljs ;'s'Djf;L jf e"ldxLg ls;fgnfO{ hUufsf] ljt/0fsf nflu dfu{ 
k|z:t ug{ ;Sb5 .  

 u}/ sfg"gL ?kdf ;d]t wg cfh{g u/L 3/hUuf h:tf] cg'Tkfbs If]qdf nufgL u/L zx/L If]qsf] 
e"ld ahf/nfO{ g} cToflws ?kdf gsf/fTds k|efj kfl/Psf] jt{dfg ;Gbe{df hUufwgL k"hf{df hUuf 
vl/bsf] >f]t v'nfpg] gLlt clVtof/ ug]{ u/L u[xsfo{ yflnPsf] 5 . o;af6 hyfefjL zx/Ls/0fsf] 
k|j[lQ lgolGqt x'g'sf ;fy} unt tl/sfn] /ftf/ft wgL x'g] k|j[lQ 36g uO{ :jR5 cfly{s lqmofsnfk 
x'g] / s/ ;+sngdf ;d]t ;sf/fTds k|efj kg{ ;Sg] b]lvG5 .  

 

@=@ e"ld a}+s 

tTsfnLg zfxL ;/sf/n] cl3 ;f/]sf] s[lif ljsf; a}+s dfkm{t g]kfnsf] klZrd t/fO{sf d'Qm sd}of 
kl/jf/nfO{ bz s¶f hUuf vl/b ug{ tLg k|ltzt Jofh b/df kGw| aif{sf nflu lbOg] Ps nfv 
krf;xhf/sf] C0f sfo{qmdnfO{ @)^@ kmfNu'0f ! ut]b]lv nfu" ul/Psf]df afFs]sf $% / s}nfnLsf &) 
u/L !!% kl/jf/n] ut cfly{s aif{df C0f lnO;s]sf . o;nfO{ cem kl/dfh{g u/L jf:tljs ls;fgnfO{ 
hUufdf :yflkt ug]{ / k/Dk/fut ?kdf ls;fgsf] zf]if0f ub}{ cfPsf ;fdGt ju{nfO{ bL3{sfnLg ?kdf 
lj:yflkt ug]{ p2]Zon] e"ld a}+ssf] gofF cjwf/0ff cl3 ;fl/Psf] . cgfjZos ?kdf e"ld cf]u6L v]tLkftL 
g} gug]{ jf hlt v]tL nfUg] xf] Tolt gu/L e"ld >f]taf6 /fi6«nfO{ k|fKt x'g' kg]{ cfDbfgL cfpg g;s]sf] 
cj:yfnfO{ lg/fs/0f ug{ o;n] cxd\ e"ldsf v]Ng ;Sb5 . oxL cjwf/0ffsf] cfwf/df e"ld -Joj:yfkg 
tyf sf/f]jf/_ j}+s P]g, @)^# sf] d:of}bf tof/ ug{ u7g ul/Psf] sfo{bnsf] k|ltj]bg @)^# j}zfv !% 
df k|fKt e} ;s]sf] .  
 

@=# ;"rgf k|ljlw 

 ;"rgf k|ljlwsf] cxd\ e"ldsf /x]sf] jt{dfg o'udf klg e"ld;'wf/ tyf Joj:yf dGqfno k/Dk/fut 
z}nL / k'/fg} 9/f{df rln/x]sf] cj:yfdf ;'wf/ Nofpgsf nflu o;sf] Ps j]e;fO6 (Website) lgdf{0f 
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u/L dGqfno / cGtu{tsf ljleGg lgsfo af/]sf hfgsf/L ;dfj]z ul/Psf] -x]g'{xf];\ 
http://www.molrm.gov.np_ . 

 dGqfno, ljefu, pkTosfl:yt sfof{nox¿ nufot df]km;n l:yt zx/L If]qdf sDKo'6/ k|0ffnL nfu" 
ul/Psf] / o;nfO{ b]zsf ljleGg efudf lj:tf/sf] sfo{qmd /fvL ;f]xL cg';f/ ah]6 k|:tfj  
ul/Psf] .  

 sfe|] lhNnfsf] ag]kf gu/kflnsfdf gu/kflnsfs} dfu adf]lhd l8lh6n k|0ffnLaf6 lsQf gfkL z'? 
ul/ @)^@ r}q cGTo;Dddf j8f g+= ^ sf] sfd e} ;s]sf] / c? j8fdf ;f]xL cg';f/ sfd e}/x]sf] .  

 sf7df8f}+ dxfgu/kflnsfsf] j8f g+= !! sf] nflu sDKo'6/ k|0ffnLaf6 lkmN8j's tyf gSzf ljt/0fsf] 
@)^@ kmfNu'0f !) b]lv z'? e} ;s]sf] / cGo j8fx¿df klg qmdzM cufl8 al9/x]sf] .  

 

@=$ ;+u7g ljsf;  

 e"ld;'wf/ tyf Joj:yfkg dGqfno, e"ld;'wf/ tyf Joj:yfkg ljefu / cGt{utsf sfof{nox¿sf] 
;+u7gfTds ;+/rgfsf] k'g/fjnf]sg u/L o;nfO{ yk k|efjsf/L agfpg dlGqkl/ifb\af6 gofF ;+/rgf 
:jLs[t eO{ nfu" ul/Psf] . o;af6 o;sf lgsfox¿ a9L hgd"lv, r':t / b'?:t agfpg] k|of; 
ePsf] .  

 ;+u7gdf sfo{/t sd{rf/L tyf ljz]if1 ;d"xsf] ;d]t /fo ;'emfjaf6 dGqfno / cGtu{tsf 
sd{rf/Lx¿sf nflu @)^@ df3 dlxgfdf Ps ;?jf gLlt (Criteria) tof/ u/L nfu" ul/Psf] . 
o;af6 3'ldlkm/L ;w}+ ;'ljwf ;DkGg / ;'uddf dfq a;L hflu/ vfg] sd{rf/LnfO{ b]zsf cGo 
lhNnfx¿df uO{ ;]jf ug'{ kg]{ kl/l:yltsf] ;[hgf ePsf] / ;w}+ b'u{d / ckfos lhNnfdf kl//x]sf 
lgd'vf sd{rf/Lx¿n] klg ;fdflhs Gofosf l;4fGtsf cfwf/df ;dfg cj;/ kfpg ;Sg] kl/l:ylt 
ag]sf] . o;}u/L, sd{rf/Lx¿nfO{ ;do ;'xfpFbf] cg'lzIf0f / k|lzIf0f lbg] clek|fon] Ps tflnd gLlt 
(training policy) tof/ ul/Psf] . ;fy}, sd{rf/Lx¿nfO{ cfkm'n] u/]sf] /fd|f] sfdsf] vflt/ ljlzi6 
tl/sfn] k'/:s[t ug{ k|f]T;fxg gLlt (incentive policy) ;d]t tof/ ug]{ k|of; ePsf] .  

 dfnkf]t p7fpg] sfd :yfgLo lgsfodf u};s]sf] / e"ld ;DaGwL ljljw k|s[ltsf] sfd ub}{ cfPsf] 
dfnkf]t sfof{nosf] gfd klg ;dofg's"n kl/jt{g u/L e"ld Joj:yfkg sfof{no agfOg] tof/L 
e}/x]sf] . o;df gfkL, e";"rgf, u'7L cflbsf sfdx¿ klg Ps} 5ftfd'gLaf6 e"ld Joj:yfkg 
sfof{noaf6 x'g] kl/kf6L z'? ul/Psf] .  

 hUuf hldgsf] gfkhfFrsf] cx\d sfddf ;+nUg k|fljlws sd{rf/Lx¿sf] of]Uotf / 1fgnfO{ cBfjlws 
u/L hgtfnfO{ e/kbf]{ ;]jf k|bfg u/fpg] p2]Zon] ;fljssf cldgx¿sf] :t/j[l4 ug]{ sfd z'? 
ul/Psf] . o;af6 of]Uotf k'lu;s]sf cldgx¿sf] kbf]Gglt x'g] / sd of]Uotfsf cldgx¿nfO{ 
pko'Qm :yfg lbg] k|of; ePsf] . vf;u/L dxfgu/kflnsf / pkdxfgu/kflnsfx¿df clws[t :t/sf] 
cldg /xg], gu/kflnsf / gu/f]Gd'v ufpF ljsf; ;ldltx¿df gfoj ;'Jjf :t/sf] cldg / ufpF 
ljsf; ;ldltx¿df vl/bf/ :t/sf] cldg /fVg] ;f]+r /flvPsf] .  

 ;fy}, hUuf gfkhfFrsf] sfddf lghL If]qnfO{ ;d]t ;xefuL agfpg jf~5gLo ePsf] cfly{s 
pbf/Ls/0fsf] jt{dfg o'udf nfO;]G; ;e]{o/sf] kl/sNkgf u/L ;f]sf] nflu @)^@ kmfNu'0f !$ ut]sf] 
uf]/vfkqdf k|sflzt ;"rgf cg';f/ Ohfht kq lbg] k|lqmof cufl8 a9fOPsf] . To:tf nfO;]G; 
;e]{o/n] k|lt:kwf{Tds ?kdf cem k|efjsf/L ;]jf k|jfxdf ;3fp k'¥ofpg ;Sg] ljZjf; ul/Psf] .  

 hUuf gfkhfFr tyf k'gMgfkhfFrdf b]lvPsf ljljw k|s[ltsf ljs[ltx¿ / hgu'gf;f]nfO{ ;Daf]wg ug{ 
tyf gfkhfFrsf] sfddf ;+nUg ljleGg txsf sd{rf/Lx¿sf] k]zf / lhDd]jf/LnfO{ cem dof{lbt / 
e/kbf]{ agfpg] p2]Zon] tof/ ePsf] cfrf/ ;+lxtfsf] d:of}bf tof/ eO{ clGtd lg0f{osf] r/0fdf 
/x]sf] .  
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 b]zsf ljleGg :yfgdf ;fljsdf v8f ul/Psf gfkL uf]Zjf/x¿nfO{ :yfoL ?kdf / lg/Gt/ tj/n] 
hgtfsf] ;]jfdf ;+nUg /xg]u/L kfFr} If]qdf sfod ug]{ sfo{qmd /flvPsf] .  

 

@=% k|lqmofut ;/nLs/0f 

 ljleGg JolQmx¿af6 ljleGg ;d:ofsf] lg/fs/0fsf nflu ;do ;dodf k]z ul/Psf ljlGtkq, 
lgj]bg tyf ph"/Lx¿sf] tfls{s lg0f{odf k'uL km/kmf/s u/L lgj]bsnfO{ k|ultsf] hfgsf/L ;d]t 
lbg] u/L sfo{qmd cufl8 a9fOPsf] / To;sf] k|ult ljj/0f lgoldt ?kdf -x/]s dlxgfsf] klxnf] 
xKtfdf_ k|wfgdGqL tyf dlGqkl/ifb\sf] sfof{nodf k]z ug]{ kl/kf6L a;fOPsf] .  

 sf7df8f}+ pkTosfsf ljleGg ;fj{hlgs hUufx¿ JolQm ljz]ifn] u}/sfg"gL tj/n] x8kL sAhf 
ul//x]sf] ;d:of ;dfwfgfy{ @)%@ ;fnlt/ ul7t ax'rlr{t /fjn cfof]usf] l;kmfl/zdf /f]Ssf /x]sf] 
pkTosfsf ljleGg hUufx¿sf] tfls{s lgsfzsf] nflu dlGqkl/ifb\df k|:tfj k]z ul/Psf]df s'g} 
lg0f{o gePsf] .  

 ljleGg dfnkf]t sfof{no tyf gfkL zfvfx¿n] sfg"g ;Ddt 9+un] ljleGg hUuf hldgsf] btf{ ug]{ 
sfd ul/cfPsf] ePtf klg cfˆg} hUuf gePsf] / ejg klg gePsf]n] ;j{;fwf/0f hgtfnfO{ ;]jf 
;'ljwf k'¥ofpgsf nflu cfˆg} sfof{nosf] ?k/]vf (Layout) pko'Qm geO{ a9L hgu'gf;f] cfpg] u/]sf] 
;Gbe{df lhNnfl:yt x/]s sfof{nosf nflu clgjfo{ ?kdf pko'Qm hUuf vf]hL btf{ ug]{ sfd ePsf] 
. cfˆg} ejg lgdf{0f ug{sf nflu /fli6«o of]hgf cfof]u tyf cy{ dGqfnodf yk ah]6 k|:tfj 
ul/Psf] .  

 lhNnfl:yt dfnkf]t sfof{no tyf gfkL zfvf;Fu ;DalGwt hgtfsf ;Dk"0f{ sfdx¿ -/f]Ssf, btf{, 
/lhi6«]zg, lsQf sf6 cfbL_ Pp6} sf]7faf6 ;Dkfbg ug]{ sfo{qmdsf] yfngL ul/Psf] . o; cGtu{t 
@)^@ kmfNu'0f !% b]lv nlntk'/ lhNnfdf, P]= r}q @ b]lv pkTosfsf cGo dfnkf]t sfof{nox¿df 
nfu" ul/;lsPsf] / P]= r}q !% b]lv g} pkTosf aflx/sf @$ sfof{nox¿df nfu" ul/Psf] tyf @)^# 
j}zfv @ b]lv b]ze/ nfu" ul/Psf] . o; k|lqmofut t/ ;+/rgfTds ;'wf/af6 ;j{;fwf/0f hgtfn] 
t]>f] JolQmsf] ;xf/f ljgf g} Pp6} sf]7faf6 cfˆgf ;a} sfdx¿ kmQ] u/L hfg ;Sg] kl/l:yltsf] 
;[hgf x'g'sf] ;fy} ;]jfu|fxL;+u cg'lrt tj/n] nfe lng ;Sg] ;+efjgfdf pNn]vgLo ?kdf sdL 
cfPsf] j'lemPsf] .  

 b]zsf] Ps :yfgdf hUuf hldg ePsf] JolQm csf]{ :yfgdf uO{ ;'s'Djf;L aGg] jf b]zsf ljleGg 
efudf ePsf hUufsf] cnu cnu hUufwgL k"hf{ agfO{ xbaGbL eGbf a9L ePsf] hUuf klg n'sfO{ 
l5kfO{ /fVg] lhldbf/x¿sf] s'lgotnfO{ ;Daf]wg ug]{ p2]Zon] x/]s hUufwgLsf] Pp6} hUufwgL k"hf{ 
agfpg] / sDKo'6/df ;d]t /fvL cfjZos k/]sf] avt 5fgjLg ug{ ;/n agfpg] clek|fon]  
hUufwgLsf] PsLs[t k"hf{ ljt/0f ug]{ sfo{qmd NofOPsf] 5 . o;} qmddf x/]s hUufjfnfsf] JolQmut 
kl/rokqsf] cfwf/df hUufwgL gDa/ lbg] sfd @)^# j}zfv # ut]b]lv x/]s gu/kflnsfdf nfu" 
ul/Psf] . ufpF ljsf; ;ldltsf If]qdf klg qmdzM nfu" ul/g] k|lqmofdf /flvPsf] .  

 gu/If]qdf a9\bf] 3gfj:tL / hUufsf] pn{bf] efpaf6 hUuf ;DaGwL ljleGg ljjfbx¿ ;[hgf eO{ 
cbfntdf klg d'2fx¿sf] ;+Vof al9/x]sf] kl/k|]Iodf o;nfO{ lg/fs/0f ug{sf nflu gu/kflnsf 
If]qdf hUuf vl/bsf] lnvtdf nDjfO rf}8fO / If]qkmn ;d]t v'nfpg] Joj:yf nfu" ul/Psf] .  

 3/hUufsf] gfd;f/L jf btf{ ug{ hfFbf k/Dk/fut ?kdf k|o'Qm ljleGg lnvtnfO{ ;do ;fk]If ?kdf 
;/nLs/0f u/L ;j{;fwf/0f :jod\n] n]vL k]z ug{ jf ;lhn} j'lemg] agfpgsf nflu /flhgfdf 
nufotsf lnvtsf] kl/dfh{gsf] sfd ul/Psf] .  

 b]zsf ljleGg efudf ljleGg ;dodf lgld{t /fhdfu{x¿df k/]sf lghL hUufx¿ dWo] sltko 
hUufsf] d'cfAhf ljt/0f gePsf] tyf d'cfAhf ljt/0f ePtf klg ;f] hUufsf] nut s§f geO{ 
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af/Daf/ ljjfb eO/x]sf] ;Gbe{nfO{ dWogh/ /fvL o:tf hUufsf] nut s§f ug]{ sfo{nfO{ ;8s 
ljefu;Fu ldnL cleofgs} ?kdf cufl8 a9fOPsf] .  

 ljqmd ;Dat\ @)@! ;fnb]lv nfu" ePsf] e"ld ;DaGwL P]g cg';f/ hUufsf] å]w :jfldTj cem} sfod 
/x]s]f / hUufwgL tyf df]xLsf emu8f / d'2f km5\of}{6sf] sfd eO{ g;s]sf] sf/0f b'j} y/LnfO{ cK7]/f] 
kl//x]sf]n] tL d'2fx¿ zL3| km5\of}{6 ug{ e"ld;'wf/ sfof{nox¿nfO{ yk ;lqmo agfOPsf] . 

 o;} u/L xbjGbL eGbf a9L b]lvPsf hUufx¿ tTsfn hkmt ug'{ kg]{df ;f] ge};s]sf] sf/0f To;nfO{ 
klg t'?Gt k"/f u/L k'/fgf xbaGbLsf d'2fx¿ km5\of}{6 ug{ nufOPsf] .  

 g]kfnsf ljleGg ;q lhNnfx¿df ufpF Anssf] Ps;/f] gfkL ;d]t gePsf] sf/0f ToxfFsf tL 
;]jfu|fxLnfO{ ljleGg lsl;dn] dsf{ kl//x]sfn] @)^$ cfiff9 d;fGtleq} o:tf] Ps;/f] gfkLsf] sfd 
;DkGg ul/;Sg] u/L sfo{qmd :jLs[t u/L sfd cufl8 a9fOPsf] .  

 ljleGg hUufdf uf]Zjf/f gfkLn] k'gM gfkL u/]sf] / To;af6 xfn;fljs ug'{ kg]{ nufotsf tdfd 
;d:ofaf/] cGtlqm{of u/L Jofks 5nkmnaf6 tof/ ul/Psf] ;'emfj sfof{Gjogdf NofOPsf] . 
eljiodf ;se/ To:tf / yk gofF ;d:of cfpg glbg] / k'/fgf ;d:ofx¿ ;dfwfg ub}{ hfg] 
k|ltj4tf lnOPsf] .  

 hUuf gfkhfFr ubf{ cd"s hUuf slxn] 36]sf] t slxn] ToxL hUuf a9]sf] egL To;df ;+nUg JolQm 
tyf ;+:yfaf6 ;j{;fwf/0f hgtfdf k/]sf] x}/fgL / ;f:tLnfO{ lbuf] ?kdf ;dfwfg ug{sf nflu x/]s 
hUufsf] lsQfsf6 ubf{ g} ;f]sf] z'? lsQf (mother parcel) pNn]v ug]{ k|lqmof z"? ul/Psf] . o;af6 
cd"s hUufsf] hf]8 jf 36fp z"? cg';f/ g} oyfy{ /xg] / ;j{;fwf/0f g7lug] l:ylt ;[hgf x'g] 
cj:yf ;[hgf ul/Psf] .  

 

@=^ u'7L Joj:yfkg 

 u'7L P]g @)## nfO{ ;+zf]wg u/L ;do ;fk]If agfpg ;f] sfg"gsf] d:of}bf ;Dkfbgsf nflu sfg"g, 
Gofo tyf ;+;bLo Joj:yf dGqfnodf k7fOPsf] .  

 lghL tyf /fhu'7Lsf] nut tyf o;sf] Joj:yfkg :yfgLo txnfO{ lbPdf u'7L Joj:yfkg l6sfp 
tyf bLuf] /xg] / o;af6 s;}n] cg'lrt kmfObf p7fpg g;Sg] l:yltsf] ;[hgf ug{ vf]lhPsf] .  

 ;Dat\ @))& ;fn tfsf u'7Lsf] hUuf em08} ;f7L xhf/ ljufxf ePsf] cg'dfg ul/Psf]df @)@! b]lv 
u'7L ;+:yfgnfO{ lbO{ o;nfO{ /fhZjaf6 cnu /flvPsf] /x]5 . t/ xfn;Dd klg u'7L ;+:yfgsf] 
hUuf, wg, u/uxgf cflb ;DklQ sxfF sxfF s] slt 5 eGg] s'/f :jod\ u'7L ;+:yfgnfO{ yfxf gePsf] 
kl/l:ylt /x]sf] ePtf klg aflx/ b]lvPsf hUufx¿ klg pTkfbgzLn sfddf nufO{ pTkfbsTj j[l4 
ug{ hUuf s/f/df lbg], ljleGg Jofkfl/s If]qdf /x]sf 38]/L hUufx¿df Jofkfl/s sDKn]S;x¿ 
lgdf{0f u/L ef8fdf nufO{ ;+:yfgsf] sf]if j[l4 ug]{ cflb k|of; z'? ul/Psf] . t/ To;sf] nflu cem 
pko'Qm g]t[Tjsf] vf]hL ug'{ kg]{ h?/L b]lvPsf] . vf; u/L u'7L ;+:yfgsf] ;+rfns ;ldltsf] 
k'g/u7g ug'{kg]{ / u'7L k|zf;sdf eg] lg0f{o ug{ ;Sg], cfWoflTds k|j[lQsf] Ps pBdzLn JolQmsf] 
vfFrf] /x]sf] b]lvPsf] .  

 u'7L ;+:yfg;Fu sl/a !)& s/f]8 ?k}ofF ljleGg j}+sdf cIfo sf]ifsf] ?kdf gub df}Hbft /x]sf]df o; 
/sdnfO{ a}+lsË ;]jf jf z]o/ k|0ffnL cflbdf nufgL u/L cfo cfh{gdf kl/rfng ug{ afFsL g}   
/x]sf] .  

 u'7L ;+:yfgdf k/]sf jiff}{+b]lvsf k'/fgf d'2fx¿ km5\of}{6 ug{ afFsL /x]sfn] km5\of}{6 x'g ;Sg]nfO{ 
cljnDa km5\of}{6 ul/lbg], x'g g;Sg] ePdf sf/0f ;lxt ;/f]sf/jfnfnfO{ ;f]xL Joxf]/fsf] lnlvt 
hfgsf/L lbg], km5\of}{6 t x'g] t/ dflyNnf] clwsf/L jf lgsfoaf6 lg0f{o ug'{kg]{  xf] eg] sfg"gsf] 
Dofb leq} k]z ug{ nufOPsf] . o:tf] kl/kf6L dGqfno cGtu{tsf cGo lgsfodf klg nfu" ul/Psf] .  
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 u'7L ;+:yfg / kz'klt If]q ljsf; sf]ifsf] jLr vf;u/L kz'kltgfy If]qsf] k"hfsf ljifodf 
sfo{If]qdf ljjfb eO{ ;do ;dodf lsrnf] kg]{ u/]sfn] ;f]sf] olsg u/L sfo{If]q :ki6 kfg]{ sfd 
ePsf] .  

 g]kfnsf] wfld{s gu/L, ;Ltfsf] hGd:yn, /fhifL{ dxf/fh hgssf] /fhwfgL /x]sf] ldlynf~rsf] d'6' 
hgsk'/ If]qsf k|d'v dlGb/, kf]v/L, kf]v/Lsf l8n Pj+ u'7L hUufsf] lbgfg'lbg ljgf; e}/x]sf] 
kl/k|]Ifdf tTsfnLg zfxL ;/sf/åf/f ul7t pRr:t/Lo ;ldltn] ;f] If]qsf] ;+/If0f / ljsf; 
;DaGwdf k]z u/]sf] k|ltj]bg ;fj{hlgs u/L l;kmfl/zx¿ nfu" ul/Psf] .  

 

@=& ljljw 

 ljBfno :t/sf ljBfyL{x¿df klg cGt//fli6«o l;dfgf ;DaGwL 1fg a9f]; eGg] p2]Zon] dfWolds 
txsf] kf7\oqmddf ;Ldf ;DaGwL Pp6f kf7 ;dfj]z u/fpg lzIff dGqfno, kf7\oqmd ljsf; s]Gb|df 
n]v ;d]t k7fO;lsPsf] .  

 e"ld Joj:yfkg k|lzIf0f s]Gb|, w'lnv]nsf] :t/ j[l4 u/L g]kfn e"ld Joj:yfkg k|lzIf0f k|lti7fg 
agfO{ sf7df8f}+ ljZj ljBfnosf] ;DaGwg lng] sfd cufl8 a9fOPsf] . o;af6 e"ld Joj:yfkgsf] 
If]qdf /fi6«nfO{ cfjZos kg]{ hgzlQmsf] pTkfbg Pj+ ljsf;df ;xof]u k'Ug] cfzf lnOPsf] .  

 

#= pk;+xf/ 
;+;f/df kl/jt{g afx]s s'g} klg rLh :yfoL 5}g . ;+u7gdf ;'wf/ jf ;sf/fTds kl/jt{g Tolt ;/n / 
;xh s'/f klg xf]Og . kl/jt{g k|lt s]xL JolQmx¿ ;z+lst x'g' ;fj{hlgs k|zf;gsf] :yflkt dfGotf xf] 
. ;+u7gsf] ;'wf/nfO{ oyfl:yltjfbLx¿ / lglxt :jfy{ ePsfx¿sf] r+u'naf6 aflx/ Nofpg lgs} ;+3if{ 
ug'{kg]{ x'G5 . cd"s :yfgdf a;]/ ljz]if ?kn] kmfObf lnO/x]sfx¿n] kl/jt{gnfO{ ;bf ;z+lst eO{ 
gsf/fTds b[li6n] x]g]{ ub{5g\ . gLltut dfkb08x¿nfO{ ;xh :jLsf/ ug{ ;Sb}gg\ . ;se/ o:tf 
;'wf/sf k|of;x¿ c;kmn agfpg vf]Hg' pgLx¿sf] Wo]o x'G5 . tfklg ;+u7gdf ;'wf/ rfxg]x¿sf] ;+Vof 
cToflws /xg] x'Fbf o;df g]t[Tjsf] cfF6, sfo{Ifdtf, bIftf, kf/blz{tfn] dxTjk"0f{ e"ldsf v]Ng ;Sb5 . 
/fhg}lts g]t[Tjsf] kl/jt{g k|ltsf] k|lta4tfn] klg sd dxTj /fVb}g . lg0f{o ug]{ Ifdtf / vt/f df]Ng 
;Sg] cfF6 klg g]t[Tjsf cleGg c+u x'g\ . oL gePdf ;'wf/sf sfdx¿ s'/fdf dfq ;Lldt /xG5g\ .  

g]kfnsf] k|zf;gdf ljut s]xL jif{ otf clg0f{o cyjf lg0f{o gug]{ k|j[lQ a9\b} uPsf] kfOG5 . lg0f{o ubf{ 
tdfd vt/f / emd]nf cfpnfg\, klqsfafhL eO{ ljjfbdf kl/Pnf eGg] 8/n] klg k|zf;s jf 
lg0f{ostf{x¿ lg0f{o ug{ 8/fO/x]sf] cj:yf 5 . o;n] ;+u7g / /fi6«nfO{ lsl~rt kmfObf ub}{g a? xfgL 
ub{5 . o;sf] nflu pRr :t/af6 d"Nof+sg x'g] kl/kf6Lsf] yfngL / ljsf; ug'{ kb{5 .  

hxfF;Dd e"ld;'wf/ tyf Joj:yf dGqfnosf] ;Gbe{ 5, of] dGqfno / cGtu{tsf lgsfox¿ cem} klg 
k/Dk/fut 9fFrf / z}nLdf g} sfo{/t 5g\ . o; dGqfno cGtu{tsf sfof{nox¿df kb:yfkgf jf ;?jf e} 
hfg of]Uo k|zf;s jf clws[t :t/sf sd{rf/Lx¿ g?rfpFbf /x]5g\ . o;sf] k/Dk/fut sfo{ z}nL, nfdf] 
;dob]lv e"ld k|zf;gsf] sfddf ;+nUg k'/fgf sd{rf/Lx¿ / ltgLx¿;Fu ;fF7ufF7 ePsf lu/f]x -
e"dflkmof_ x¿sf] rË'ndf kml;g] eo, dfnkf]t / gfkL zfvfdf sfo{/t sd{rf/Lx¿ k|lt ;j{;fwf/0f 
hgtfsf] gsf/fTds wf/0ff, j[lQ ljsf;sf cj;/sf] sdL, j}b]lzs e|d0fsf] k|foM z'Go cj;/, cGo 
dGqfno / cGtu{tsf lgsfox¿sf ;xkf7L ;fyLx¿sf] j[lQ ljsf;sf] cj:yfn] ubf{ of] dGqfno lgDg 
k|fyldstfdf /x]sf] /x]5 . o; dGqfnonfO{ ;'wf/ ug{sf nflu k'/fgf sd{rf/Lx¿nfO{ ;do ;dodf 
cg'lzIf0f tflnd lbg'kg]{, ;?jf, tflnd, k|f]T;fxg, b08sf sfdsfo{jfxLx¿ kf/bzL{ ?kdf t/ 
s8fOsf;fy nfu" ug'{kg]{ b]lvG5 . b]zsf] e"ld Joj:yfkgdf ;'wf/ ug{ ;lsPdf cy{tGqdf ;sf/fTds 
k|efj kg]{ ePsfn] o;df g]t[Tj kIfsf] g} cxd\ e"ldsf /xG5 .         
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k|zf;g, ;fj{hlgs k|zf;g ;DaGwL klqsf 

jif{ #*, c+s @, k"0ff{Í !)%, kmfNu'0f @)^# 
 

 

lghfdtL ;]jfdf ;'wf/ 

 
 b'uf{lglw zdf{

* 

!= k[i7e"ld 
;fj{hlgs gLltsf pb]Zox¿ k"/f ug{ b'n{e ;|f]tx¿sf] k|jGwg ug]{ sfo{nfO{ ;fj{hlgs k|zf;g elgG5 . 
;fj{hlgs k|zf;gsf dxTjk"0f{ sfo{x¿ ug{ lghfdtL ;]jf rflxG5 . lghfdtL ;]jfnfO{ kl/efiff lbO/xg' 
kb}{g . b]xfosf tLgj6f Nofl6g km|]hx¿jf6 bzf{OPsf Wo]o k'/f ug{ lghfdtL ;]jf cfjZos kb{5 M 
 Pro bono publico (for the public good) 
 Salus populi suprema lex esto (Let the welfare of the people be the supreme law)  
 Res publica (commonweal, the business of the state) 
;fj{hlgs j:t'  (public good) sf] pTkfbg / ljt/0f sf] Joj:yf ug]{, hg sNof0fnfO{ g} ;jf]{Rr sfg'g 
jgfpg] tyf ;j{tf]d'vL ljsf; x'g] cj:yfsf] ;[hgf ug{ g} lghfdtL ;]jf cfPsf] xf] . To;}n] lghfdtL 
;]jfnfO{ kl/efiff lbO/xg' kb{}g elgPsf] xf] . ;fdfGotof b]xfosf rf/j6f ljz]iftf /x]sf] ;]jfnfO{ g} 
lghfdtL ;]jf elgG5 M 

 lghfdtL ;]jf P]gn] lbPsf] clVtof/L k|fKt u/]sf] ;fj{hlgs ;+:yfsf] lg0f{on] lgo'lQm kfpg] 
JolQmx¿sf] ;d"x . 

 lgo'Qm eP kl5 avf{:t ug{ Hofb} ufx|f] kg]{ lgod sfg'gx¿ /x]sf] Joj:yf . lsgeg] Psk6s lgo'Qm 
ePkl5 ltlgx¿ sd{rf/L dfq aGb}gg\ . ltlgx¿;+u  +;+j}wflgs e"ldsf klg /xG5 . jt{dfg 
;/sf/sf] lg0f{ofg';f/ sfd ug]{  ;d"x . /fhg}lts bjfj jf6 k[ys /xg] ;d"x .  

 cfr/0f ;DaGwdf kof{Kt sf]8 – ckm – sG8S6 ePsf] ;d"x . 
 s]lGb|o ;/sf/ jf ;j – g]zgn ;/sf/sf] nfuL sfd ug]{x¿sf] ;d"x . 

lghfdtL ;]jf k|ltlglw ;]jf xf] . lsgeg] o;sf] ;]jf zt{x¿n] k|x/L, :jf:Yo, lzIff, ;+;b, cflb ;]jfnfO{ 
;d]t k|efj kfb{5, g]t[Tj k|bfg ub{5 . g]kfnsf] ;Gbe{df x]bf{ sl/j kf}g] nfvsf] lghfdtL ;]jfn] 
Psnfvsf] ;]gf, %) xhf/sf] k|x/L, @% xhf/sf] ;;:q k|x/L an, sl/j ;jf nfvsf] lzIff / #% xhf/sf] 
:jf:Yo ;]jf cflbnfO{ k|ltlglwTj ug]{ u/]sf]   lghfdtL ;]jf leq /lx ;]jf ug]{nfO{ lghfdtL ;]js 
elgG5 . oLlgx¿ ;fj{hlgs ;]js (public servants) eGbf km/s x'G5g\ . ;fj{hlgs ;]jssf] kl/efiff 
o; k|sf/ 5 – A wider group of employees than civil servants. For example, teachers and 

                             
*  ;x;lrj, u[x dGqfno  
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doctors in publicly owned schools and health facilities may or may not be legally civil 
servants, but they are always public servants if employed by budget funded organizations - 
the World Bank group, governance and public sector reform Website. 
cGo ;fj{hlgs ;]jf eGbf km/s eP/ klg lghfdtL ;]jfdf cfPsf ;'wf/ cyjf ljrngn] cGo 
;]jfx¿nfO{ ;d]t k|efj kfb{5 . lghfdtL ;]jfdf j[lQ / ljsf;sf b'O{ 9f]sfx¿ 5g\ . Snf]H8 Sofl/o/ 
l;:6d / kf]lh;g a]:8 l;:6d . Snf]H8 cyf{t\ aGb j[lQ / ljsf; k|0ffnLdf vf;u/L egf{sf ljifox¿ 
ljZjljBfnosf l8u|L jf z}lIfs of]Uotfdf cfwfl/t /xG5g\ . lghfdtL ;]jf leq} ;?jf Pj+ a9'jf x'G5 . 
58\s] k|j]z u/L cfpg] jf hfg] k|s[of k|foM  ;"Go x'G5 . slxn]sflx of] k|0ffnLnfO{ Dof08fl/g k|0ffnL klg 
elgG5 . o;sf] pN6f] kf]lh;g cyf{t\ kbdf cfwfl/t k|0ffnLnfO{ lnOG5 . oxf+ x/]s kbsf nflu pko'Qm 
JolQmsf] rog / 5gf}6 ul/G5 . cyf{t\ ;?jf, a9'jf jf jfx\o If]qjf6 egf{ ul/G5 . oL b'j} 9f]sfx¿sf 
u'0f bf]ifx¿ cfkm}+df 5g\ . To;}n] of] g} /fd|f] eGg ;lsb}g . of] cfn]vsf] If]q lghfdtL ;]jfdf ;'wf/ 
/x]sf]n] d Tot} tkm{ s]lGb|t x'g rfxG5' .  
 

@= lghfdtL ;]jfdf ;'wf/ 
lghfdtL ;]jfdf ;'wf/ cfjZos 5 . lsgeg] M 

• k|ljlw kl/jt{g eO/x]5,  

• e"d08nLs/0f eO{/x]5, 

• ;xsdL{ tyf ;]jf k|fksx¿sf] rfxgf kl/jt{g eO/x]5,  

• sd{rf/Ln] a9L sfd ug{ ;S5g\ eGg] dfGotfsf] ljsf; eO/x]5 /   

• ljQLo If]qdf Jofks kl/jt{g eO/x]5 . 

lghfdtL ;]jfdf ;'wf/sf] k|;+unfO{ cgj/t cyf{t\ lg/Gt/tfsf] ?kdf lng  ;Sg'kb{5 . ;'wf/nfO{ s'g 
;|f]taf6 :jLsfg]{ eGg] s'/f a'em\g' kb{5 . h:tf] ls &) k|ltzt ;'wf/ ;+u7gfTds ;+:s[lt;+u ;DalGwt 
x'G5 eg] @) k|ltzt k|0ffnL / k|s[ofdf tyf !) k|ltzt sfg"gL If]qdf ;'wf/ x'g;S5 .  

;+u7gfTds ;+:s[lt cGtu{t lghfdtL sd{rf/L / sd{rf/L aLrsf] ;DaGw, sd{rf/L / /fhgLlt1 ljrsf] 
;DaGw, sd{rf/L / gful/s aLrsf] ;DaGw kb{5 . ;+u7gfTds ;+:s[lt leq a'em\g' kg{] cgf}7f] s'/f s] eg] 
k|f}9  (adults) x¿ lj:tf/} lj:tf/} / 8/fO 8/fOsg ;'wf/ x'g rfxG5g\ lsgeg] pgLx¿ k|z:t ;'/Iff 
rfxG5g\ . To;}n] ;'wf/sf] lvnfkmdf pleG5g\ . 

lghfdtL ;]jfdf ;'wf/ x'g rfk l;h{gf x'g' k5{ / To:tf] rfk Hofb} bx|f]  x'g'kb{5 . /fli6«o cl:dtf 
hf]l8Psf] ljifo eP rfk w]/} l;h{gf x'G5 . hgtfn] al9 ;'ljwf / pQd ;]jf dfu u/]df klg rfk a9\5 . 
plx k'/fgf] 9/f{df sfd ul//xFbf klg sd{rf/Ldf cfpg] g}/fZotfn] rfk a9fp+5 . ah]6 s6f}tL klg 
;'wf/sf] csf]{ rfk xf] . To:tf] rfknfO{ pRr /fhg}lts g]t[Tjn] a'em\g'kb{5 . ;fy} ;lrjx¿n] klg dgg 
ug'{ kb{5 . 

ljb]zL bftf Pj+ nufgL stf{n] klg rfk l;h{gf ub{5g\ . j}b]lzs ljQLo ;+:yfx¿ Hf:t} ljZj a}+s, 
PlzofnL ljsf; j}s cflbn] klg ;'wf/sf] kIfdf rfk k|jfx ub{5g\ . 

h;/L ;'wf/sf] kIfdf rfk l;h{gf x'G5, To;}u/L ;'wf/sf] ljkIfdf klg rfk hGdG5 . k|flwsf/sf] pkof]u 
ul//xg]x¿ cfkm\gf] clwsf/ u'Dg] jf vf]l;g] jf ljefhg x'g] 8/df ;'wf/sf] ljkIfdf v8f x'G5g\ . 
;'lt/x]sf] s's'/n] e'Sof] eg]/ 8+sf lk6\5g\ . l;4fGttM ;'wf/nfO{ :jLsf/ u5{g\, t/ sfof{Gjogdf u8j8L 
pTkGg ub{5g\ . clg, /fhg}lts t6:ytf hGdG5 . k|f}9x¿ lj/f]w u5{g\ . o"lgogn] z+sf u5{ . bL3{sfndf 
kmfObf x'g] ePklg cNksfndf ljQLo 3f6f x'g] 8/df ;'wf/nfO{ xtklt :jLsf/ ul/+b}g . 
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lghfdtL ;]jfdf ;'wf/ ug]{ eGgfn] s] a'lemG5 < h'g nIo xfl;n ug{ vf]h]sf] xf], Tof] k|i6 u/]kl5 oL 
sfdx¿ ug{'kb{5 — klxnf] nIo, ;/sf/n] cfkm\gf] sfo{If]q (scope) nfO{ xbjGbL ug'{k5{ . s] / slt 
dfqfdf sfo{nfO{ ;/sf/L kf]N6fdf /fVg] eGg] s'/f lgSof}n x'g' kb{5 . To;kl5 lgIf]k0f, lghLs/0f, 
lgodg, k[ylss/0f u/L cfkm\gf sfo{x¿ jf+8\g' kb{5 .  

bf];|f] nIf, ;/sf/sf d]l;g/Lx¿nfO{ 7Ls ug'{k5{ . d+qfnox¿nfO{ ;'wfg'{k5{ . o;sf] cy{ lgofds 
sfof{nox¿nfO{ Hofb} s8f / Hofb} g/d agfpg' x'b}g . jfwf / ;Gt'ng agfO/fVg' k5{ . j}slNks ;]jf 
k|jfxsf dfu{x¿ vf]Hg' k5{ . ;"rgfdf ;j}sf] ;jf{lws kx'+r lbg'k5{ . dfgjflwsf/sf] k|zf;g /fd|f] x'g' 
kb{5 .  

t];|f] nIf, gLlt lgwf{/0fsf k|s[ofx¿ 7Ls x'g' k5{ . gLlt jgfp+bf kf/blz{tf Pj+ k/fdz{nfO{ e'Ng' x'b}g . 
s'g} klg d'2fx¿sf dfly tn, bfFofjFfof, 58\s], 3'dfp/f] tyf gfuj]nL ;DaGw /xG5 eGg] s'/f j'em\g' k5{ 
.  

rf}yf] nIo, sfo{s|d lgwf{/0f ubf{ ;j}nfO{ ;xeflutf lbO{ ;j{efuL sfo{s|d agfpg' k5{ . d"Nof+sg k4lt 
lgwf{/0f ug'{kb{5 . Go"g nfutsf sfo{s|d ;+rfng ug'{kb{5 . h:t} M lgodg ug]{, ;]jf pTkfbg, lgwf{/0f / 
ljt/0f lghL If]qnfO{ lbg] OToflb . ;]jf /fd|f] kfPdf ;]jf z'Ns ltg{ hgtf tof/ x'G5g\ . ctM ;]jf 
z'Nssf] Joj:yf ug]{ .  

kfrf}+ nIo, gLltsf] sfof{Gjog ug'{kb{5, oxf+ u}/ ;/sf/L ;+u7gx¿;Fu ;xsfo{ g} ug{'k5{ . sfo{;Dkfbg 
k|ltj]bgsf] d]sflghd aGg' k5{ . Ps} :yfgdf ;j} ;]jf kfOg] (one-step shopping) Joj:yf ldnfpg' 
k5{ . tf]lsPsf ;]jfx¿ lglZrt b'/Ldf kfOg' k5{ . :j;]jfsf] efjgf cfpg' k5{ . 

5}7f} nIf, sd{rf/Lsf] Joj:yfkg ug'{ kb{5 . rfSnf], hdLgtxsf] / sd kb;f]kfg ePsf] ;+/rgf agfpg' 
k5{ . sd{rf/Ln] cfkm\gf] d'Nodf al9 ef/ lbg' k5{ . lg0f{odf sd{rf/Lsf] clwsflws ;xeflutf / v'nfkg 
x'g'kb{5 . ;';'lrt ul/Psf], ;zQm kfl/Psf], yf]/} jfwfx¿ /x]sf] sd{rf/LtGq jgfpg' k5{ . tnj / 
;'ljwfx¿ kof{Kt x'g' k5{ . k'/:sf/ Pj+ dfgdof{bfsf] k|jGw ul/g' kb{5 . 

o; k|sf/ nIo lgwf{/0f eO;s]kl5 ;'wf/sf /0fgLltx¿ agfpg' k5{ . s:tf] /0fgLlt clVtof/ u/]/ hfg] 
< 5gf}6 ul/Psf] (selective) jf ;fdfGo  (general) ;'wf/ . 5gf}6 ul/Psf] ;'wf/sf] ;kmntf jl9 
dfqfdf kfpg ;lsG5 . t/, o;df w}o{wf/0f u/]]/ kv{g'  kb{5 . gq k|ltkmn cfpg l9nf x'G5 . h;/L 
rkfP/ krfpg g;Sg] uf+; vf+g' x'b}g, To;}ul/ ug{ g;lsg] sfd klg yfNg' x'b}g . t;y{ Pp6f ;'wf/ 
Wo]o jgfpg] / To;}df c8\g] k|of; ug'{kb{5 . ;'wf/ /0fgLltsf] csf]{ k|sf/nfO{ k|f]kmfOn elgG5 . pQd jf 
Go"g < s'g k|sf/sf] k|f]kmfOn agfpg] xf], To;df ;'wf/sf] ;kmntf c8\b5 . ;'wf/nfO{ /0fg}lts b[li6df 
z'?d} ;do / nfutaGbL ul/Pg eg] lxGbL l;/Lon s;f}6L h:t} tlGsP/ hfG5 . x]g]{x¿ b'MvL aG5g\ . 
v]n ;lsPsf] x'Fb}g . gsf/fTds ;f]r klg a9]/ hfG5 .  

;'wf/nfO{ /fd|/L cf+sng ug{'kb{5 . ;'wf/sf kIfdf /xg]x¿ k|f/Dedf ;dy{g ub{5g\ . ;}4flGts 9+udf 
;'wf/ k|f/Dedf ;/fxlgo x'G5 . sfof{Gjog txdf v:sb}  hfG5 . To;}n], ;'wf/nfO{ :t/Lo jgfpg x/]s 
r/0fdf ;dy{g ug]{x¿sf] ;+Vof j9fpg} kb{5 . ;'wf/nfO{ ;dy{g glbg] dfq xf]Og ljufg]{x¿sf] ;+Vof klg 
sd x'b}g . oLlgx¿sf] 3gTj / bjfj klxNo} cf+sng ug{ ;Sg' kb{5 . ;'wf/nfO{ ;'vb ljGb'df cGTo ug{ 
Pp6f ;femf, ;/n Pj+ cfzfjfbL tyf ;xefuL Pj+ jt{dfgjf6 ;bf k[ys /x]sf] b"/b[li6 (vision) agfpg' 
kb{5 . 

of]hgf eGbf sfof{Gjog ;b}j leGg x'G5 . ;xeflutf x'+bf x'+b} klg of]hgf eGbf sfof{Gjog km/s x'g 
;S5 . slxn] t ;'wf/ pN6f] ultdf hfg ;S5 . To;}n], s8f ;'k/eLhg rflxG5, lgo+q0f / lgdf{0f ug{ 
;Sg] clwsf/ rflxG5, ult—k|bfg ug]{ ;|f]t / ;fwg rflxG5 . 

To;kl5 ;'wf/nfO{ s]lGb|o lgsfo, vf;ul/ d+qfnox¿n] cfkm\gf] ckgTj leq /fv]/ sfof{Gjog ug'{kb{5 . 
lghfdtL ;]jfsf pRr clwsf/Lx¿sf] /fhg]tfx¿;+u lgoldt, lg/Gt/ / jfwf/lxt e]63f6 eO/xg' kb{5 
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. o;nfO{ g]6jls{Ë elgG5 . s]lGb|o lgsfox¿ dfqn] ;'wf/ ug{ ;Sb}gg\ . km|G6nfOg sfof{nox¿df klg 
;'wf/ b]lvg'k5{ . ;''wf/s} bf}/fg k/fdz{ / ;+rf/nfO{ cfGtl/lss/0f ug'{kb{5 . cGoyf ;'wf/ k|s[of 
l8/]nd]G6 cyf{t\ lnujf6 x6]sf] /]n h:t} x'g]5 . lsgeg] ;'wf/ s} bf}/fg vf; vf; sd{rf/Ln] hflu/ 
5f]8\g ;S5g\ . sNkgf gul/Psf] ljklQ cfpg ;S5 . gof+ k|fyldstfdf lxt ;d"xx¿sf] jrgj4tf 
gkfOg ;S5 . ;b}j sDk|f]dfOh ul//xg' kg]{ 8/ pTkGg x'g hfG5 . 

;'wf/nfO{ s] s] tTjn] dfkg ug]{ < Tof] s'/f klxn] g} to ug'{kb{5 . o;sf nflu klxn] g} ljZjfl;nf / 
c;/bf/ ;"rsx¿ ljsf; ug'{kb{5 . kl/efiff ug{ g;lsPsf] / k|fKt ug{ ufx|f] x'g] ;"rsx¿ ckgfpg' x'Gg 
. sfo{ut nIo -operational targets_ / sf]if]9'+uf -milestones_ eg] ;b}j to ug'{kb{5 . u|fxs ;Gt'li6 
;e]{ ug{ r'Sg' x'b}g . eP u/]sf sfdx¿sf] jflif{s k|ltj]bg k|sflzt ug}{ kb{5 .  

;/sf/sf] ljsNk 5}g . hlt;'s} ltI0f / k|efjL sDKo"6/ agfP klg Tof] rnfpg sd{rf/L g} rflxG5 . 
h;/L sd{rf/Lsf] ljsNk 5}g, To;/L g} ;'wf/sf] klg ljsNk 5}g .  
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k|zf;g, ;fj{hlgs k|zf;g ;DaGwL klqsf 

jif{ #*, c+s @, k"0ff{Í !)%, kmfNu'0f @)^# 
 

 

kl/jt{g Joj:yfkg 

 

 zfGt axfb'/ >]i7∗ 

cjwf/0ff   
;fdfGotM kl/jt{gn] ultlzntfsf] kl/;"rssf] ?kdf cfkm"nfO{ k|:t't ub{5 . o;nfO{ klxn] eGbf km/s 
cyf{t k'/fgf] s'/fdf ljrngsf] ?kdf klg lng ;lsG5 . 

kl/jt{g x/]s If]qdf /x]sf] 5 . of] b}lgs ;/f]sf/sf] ljifo klg xf] . Joj:yfkgsf] If]qdf t of] k'/fgf] 
cjwf/0ff klg xf] . gofF zAbdf o;nfO{ ?kfGt/0f (Transformation) eGg yflnPsf] 5 . Psftkm{ 
6fOk/fO6/af6 sDKo'6/df k|j]z ug'{nfO{ klg kl/jt{g jf ?kfGt/0f eGg yflnPsf] 5 eg] csf]{ tkm{ 
;+:yfut ;+:s[ltdf kl/jt{gnfO{ lnOPsf] 5 . o;n] jt{dfg ;f]rnfO{ x6fO{ gofF / km/s k|of]unfO{ :ki6 
ub{5 . x'gt ;+:yfut ljsf; cyf{t Organisational Development (OD) klg kl/jt{g Joj:yfkg xf] t/ 
PSsfO;f}+ ztflAbdf ;+:yfut ljsf; kl/jt{gsfnflu Tolt Proactive dflgb}g . 

kl/jt{g Joj:yfkg k|zf;gdf gofF cGj]if0f (Introducing innovation in administration) xf] . elgPsf] 5 
– "Nothing if permanent except change" . of] kl/jt{g dfgj hLjgdf Alvin Toefler  n] eg] em}+ 
r'gf}ltk"0f{ / w]/}nfO{ ck|Los/ eg] x'g] ub{5 . (Future Shock)  

;fj{hlgs k|zf;g dfq o:tf] If]q xf], h;n] hgtfsf] a9\bf] cfsf+Iff / dfunfO{ k"/f ug]{ lhDd]jf/L lnPsf] 
x'G5 . o;}n] kl/jt{g Joj:yfkgsf] p2]Zo "To deliver and sustain long term business benefit through 
People" elgPsf] 5 . 

o;}n] kl/jt{gnfO{ condition and process, planned or unplanned, tactical of strategic, evolutionary or 
revolutionary eg]/ klg a'em\g] ul/Psf] 5 . * 

cem kl/jt{g Joj:yfkgnfO{ The task of managing change, The area of professional practice, A body 
of knowledge / A control mechanism sf] ?kdf klg kl/eflift ug]{ ul/Psf] 5 .† 

cWoog ;'ljwfx]t" kl/jt{gnfO{ z'qa4 ?kdf klg pNn]v ug{ ;lsG5 .  

                             
∗ k|d'v, cfGtl/s /fh:j sfof{no, sf7df8f}+ If]q g+= @ aa/dxn .  
*  Strategic Leadership and Decision Making, National Defense University, 
www.au.af.mil/au/awc/awcgate/ndu/start-ldr-dm/pt4ch19.html 
†. Change Management 101; A Primer, Fred Nickols 2006, Distance consulting, 
http;//home.att.net/~nickols/change.htm 
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Change = f(DxVxfs)>C 

oxfF,  f= future state 
D= dissatisfaction of the current state. 
V= Desired Vision of the future. 
fs= Knowledge of the first step of change. 
C= Cost of change expressed in physical, psychological (emotional) and financial       

      terms. 

lxhf]cfh kl/jt{g glthfsf nflu x'g' kb{5 . cfw'lgs Joj:yfkssf] ljljw e"ldsfx¿ dWo] kl/jt{gsf] 
Joj:yfkg d'Vo xf] .  

 

 

 

 

 

 

o:tf Joj:yfksx¿df b"/b[li6, k|lta4tf, kl/jt{glzntf, Joj:yfkg ug]{ Ifdtf x'g' h?/L 5 . cyf{t 
z'qdf,  

Result = V+C+F+M  
V= Vision, C= Commitment, F=Flexibility, M= Management, R= Result. 

;f/f+zdf kl/jt{g Joj:yfkgnfO{ "Change is a result of strategy of organization or compulsion or both." 
egL kl/eflift ug{ ;lsG5 .  
 

kl/jt{gsf nflu bjfj M  
jt{dfg kl/j]zdf b]xfosf ljifox¿n] ubf{ ;fj{hlgs If]qdf kl/jt{g ckl/xfo{ b]lvg cfPsf] 5 .  

 k|ljlwdf kl/jt{gM ;dosf] kl/jt{g ;+u} gofF gofF df]8]n tyf pkef]Qmfsf] cfjZostf kl/k"lt{sf 
nflu k|ljlwdf kl/jt{g cfjZos 5 . h;n] ;+u7gdf kl/jt{g NofpF5 . 

 ;"rgf tyf ;+rf/ k|ljlwsf] ljsf; M ljZjdf ePsf] ;"rgf tyf ;+rf/ k|ljlwsf] b|"tt/ Pa+ ce"tk"j{ 
ljsf;n] kl/jt{g clgjfo{ cfjZostf ePsf] 5 .  

 ljsf;sf] rfxgfM ljZjJofkLs/0f tyf cfly{s pbf/Ls/0f Pa+ cfly{s ?kdf ;Ldf/lxt ljZjsf] 
kl/jlt{t :j?kn] s'g} klg s'gfdf a;]sf hgtfn] csf]{ s'gfsf] hfgsf/L lng ;Sg] x'G5 / cfkm\gf] 
hfgsf/L cg'?ksf] ljsf;sf] rfxgf k|To]s gful/sdf x'G5 . h;n] kl/jt{g dfly bjfj lbG5 . 

 zf;sLo ;+rfngdf lgodg k|0ffnLsf] k|of]uM Psdfq kl/jt{gsf] jfxssf] ?kdf /x]sf] / k|To]s 
hgtfsf] hGdk"j{ b]lv d[To' ko{Gt cfkm\gf] If]q lj:tf/ u/]sf] ;fj{hlgs k|zf;gn] ca ;jnLs/0fsf] 
e"ldsf lgjf{x ub}{ pTk|]/s / lgofdssf] ?kdf cfkm'nfO{ k|:t't ug'{ kg]{ ePsf] 5 .  

 a9\bf] k|lt:kwf{M u'0f:t/Lo / ;j{;'ne ;]jf cfhsf] cfjZostf xf] . pkef]Qmfsf] ;Gt'li6 klxnf] zt{ 
xf] . ca ;]jf k|bfosn] cfkm\gf] ;]jf k|bfg ubf{ cGo If]q ;+u k|lt:kwL{ e} ug'{ kg]{ tyf cGo 
k|lt:kwL{ geP lxhf] eGbf cfh cem c;n / u'0f:t/Lo ;]jf k|bfg ug'{ kg]{ x'G5 .  

Emerging Executive Role; 
 Technical skills. 
 Conceptual skill. 
 Human Skill/Social skill. 
 Coping skill. 
 Managing the poor performer. 
 Managing the change. 
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 cfly{s kl/jt{g M ljZjJofkL ?kdf ePsf] cfly{s kl/jt{g, lghL If]q / gful/s ;dfhsf] ;xeflutf 
cflbn] ubf{ ;fj{hlgs k|zf;gsf] oyfl:ylt ;]jfu|fxLsf] nflu kfRo 5}g .   

 nfutM;]jf k|jfx ubf{ sd vr{, a9L pknlAw cfhsf] cfjZostf xf] . ;]jfu|fxL hgtfsf] a9\bf] 
rfxgf / To;nfO{ k"lt{ ug]{ ;fwg >f]tsf] l;ldttfn] ubf{ ca nfut k|efjsf/L x'g' kg]{ clgjfo{ 5 . 

 gofF Joj:yfkg z}nLsf] k|of]uM tf]lsPsf] ;do leq, ;]jfu|fxLsf] ;Gt'li6 k|bfg u/L sd nfutdf 
k|lt:kwL{ t/Lsfn] glthf k|fKt ug{sf nflu k/Dk/fut k|zf;lgs z}nLn] wfGg ;Sb}g . o;sf nflu 
gofF Joj:yfkg z}nLsf] cjnDag h?/L 5 . h;n] ubf{ ;+u7g leq kl/jt{g cfjZos x'g hfG5 . 

 hgtfsf] cfsf+IffMpbf/Ls/0f, ljZjJofkLs/0f, / ljZjdf cfPsf] :jtGqtfsf] nx/n] hgtfsf] cfsf+Iff 
a9\b} uPsf] 5 . a9\bf] hgcfsf+Iff k"lt{sf nflu kl/jt{g cfjZos 5 . 

 /fHosf] pQ/bfloTjdf a[l4 M cfhsf] k|hftflGqs /fHo hgpQ/bfoL ePsf]n] p;sf] klxnf] st{Jo g} 
hgrfxgfsf] k"lt{ ug'{ xf] . o;sf nflu oyfl:yltdf kl/jt{g cfjZos ePsf] 5 .  

 ;fj{hlgs vr{df s6f}lt M a9\bf] ;fj{hlgs vr{ sd u/L a9L pTkfbg ug{ sfo{z}nL tyf k|ljlwdf 
kl/jt{g cfjZos x'g uPsf] 5 . 

 pkef]Qmfsf] ;Gt'li6M cfhsf] Joj:yfkgsf] k|d'v nIf g} pkef]Qmfsf] ;Gt'li6 xf] . o;sf nflu 
k/Dk/fut z}nLdf kl/jt{g cfjZos 5 . 

 ;fj{hlgs ;]jfdf ljz]if1tfsf] :yfgfGt/0fM s'g} klg ;]jfsf] ljlzi6tfsf nflu ljz]if 1fg / ;Lksf] 
cfjZostf x'G5 . ljz]if sfo{z}nLsf] cg'z/0f ug'{ kg]{ x'G5 . ca glthfd"ns, sd vlr{nf], 
tf]lsPsf] ;do leq} sfo{ ;Dkfbg u/L cfd hgtfsf] ;Gt'li6 / ljsf;sf nflu ljz]if1tf h?/L 5 . 
h;n] k/Dk/fut z}nLdf kl/jt{gsf] dfu ub{5 . 

oL pNn]lvt s]xL k|d'v sf/0fx¿n] ubf{ ;fj{hlgs If]qn] k/Dk/fut cjwf/0ffdf cfd"n kl/jt{g NofPsf] 
5 .  
 

kl/jt{g Joj:yfkg k|lqmof M  
s'g} klg ;+u7gdf kl/jt{gsf] k|lqmofnfO{ x]bf{ kl/jt{g s'g s'g If]qdf ug]{, slxn] slxn] ug]{ / 
kl/jt{gsf] sfof{Gjog s;/L ug]{ cflb ljifox¿ dxTjk"0f{ x'G5 . ;fdfGot ;+u7gdf kl/jt{gsf If]qx¿ 
lgDg x'g ;S5g\ . 

• ;+/rgfdf kl/jt{gM Joj:yfkg kl/jt{gsf] klxnf] / b]lvg] k|efjsf/L kl/jt{gsf] If]q ljBdfg 
;+/rgfdf kl/jt{g, k'g/fjnf]sg tyf reengineering xf] . ljZjsf w]/} d'n'sx¿n] kl/jt{gsf] klxnf] 
k|of; g} ;+/rgfdf kl/jt{g u/]/ ug]{ u/]sf] pbfx/0fx¿ w]/} kfOG5 . g]kfndf klg ljut b]lvsf] 
;fj{hlgs If]qsf] kl/jt{gsf] Oltxf;nfO{ x]bf{ ;+/rgfdf ePsf] k|xf/ klxnf] g+a/df cfpF5 . 

• sfo{z}nL, k4tLdf kl/jt{gM sfo{ k|0ffnLdf ;'wf/, sfo{ljlwdf ;'wf/ u/L ljutsf] cK7\of/f] / c;xh 
sfo{ljlwdf ;'wf/ u/L gofF 5l/tf], ;/n k|ljlw ckgfpg' kg]{ b]lvG5 . of] lgoldt k|lqmof xf] . k|To]s 
d'n'ssf] ;fj{hlgs If]qdf of] k|lqmofn] lg/Gt/tf kfO{/x]sf] x'G5 .   

• ;+:yfut ;+:s[ltdf kl/jt{gM glthfsf nflu s'g} klg ;+:yfut ;+:s[ltdf kl/jt{g cfjZos 5 . 
pbfx/0fsf nflu g]kfnsf] ljutsf] ;fj{hlgs If]qsf] sfo{z}nL glthf eGbf vr{df s]lGb|t lyof] . 
s'g} klg ;+:yfsf] k|ult slt pknlAw eof] eg]/ eGbf slt ah]6 vr{ eof] eg]/ x]g]{ ul/GYof] . clxn] 
klg sltko If]qdf of] cj:yf afFls 5 . o:tf] ;+:s[ltdf kl/jt{g gu/L hgtfsf] rfxgf cg';f/sf] 
;]jf k|fKt x'g ;Sb}g . gjLg ;fj{hlgs Joj:yfkgn] k/Dk/fut ;+:s[ltdf kl/jt{g u/L gofF 
;+:s[ltsf] k|f/De ub}{ ;fj{hlgs If]qnfO{ a9L glthfd"ns agfpg] k|of; u/]sf] 5 .  
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• Joj:yfkg z}nLdf kl/jt{gM cfhsf] o'u ;'zf;gsf] o'u xf] . ;'zf;gsf nflu /fHo PSn} kl/jt{g / 
ljsf;sf] jfxs aGg ;Sb}g . cfh ;'zf;gsf stf{sf] ?kdf lghL If]q, gful/s ;dfh, :yfgLo 
lgsfo, ljsf;sf ;fem]bf/ ljb]zL ;+:yfx¿ Pa+ cfd gful/sx¿ b]lvPsf 5g\ . oL ;j} stf{x¿sf] 
k|of;af6 dfq ljsf; ;+ej 5 . o;sf nflu k/Dk/fut Joj:yfkg z}nLdf cfd"n kl/jt{g cfjZos 
5 . 

• k|ljlwdf kl/jt{gM x/]s kl/jt{g c;n glthfsf nflu ul/g] / o;sf nflu gofF gofF k|ljlwsf] k|of]u 
cfjZos x'G5 . gofF k|ljlwsf] k|of]un] kl/jt{g :jtM e} /x]sf] x'G5 .  

• dfgj>f]tsf] sfo{z}nLdf kl/jt{gM x/]s kl/jt{g / ljsf;sf k5fl8 dfgjLo k|of; /x]sf] x'G5 . 
dfgjLo k|of; lagf x/]s kl/jt{g glthfljlxg aGg k'Ub5 . :j:Yo, ;Lko'Qm / k|ltj4 dfgj>f]t g} 
kl/jt{gsf] k|d'v cfwf/ :tDe xf] . o;} cGtu{t cGo kl/jt{gsf If]qx¿ 3'ld/x]sf x'G5g\ . ha ;Dd 
dfgjLo >f]tsf] sfo{z}nLdf kl/jt{g x'Fb}g cGo kl/jt{gsf] cy{ k|efjsf/L x'g ;Sb}g .  

kl/jt{g slxn] ug]{ < of] Hofb} s7Lg k|Zg xf] . kl/jt{g lgoldt k|lqmof klg xf] . o; cy{df kl/jt{g 
lg/Gt/ x'g' kb{5 . t/ slxn]sfxLF kl/jt{g ckl/xfo{ x'g hfG5 . o:tf] cj:yfdf ;+qmd0fsfnLg cj:yfsf] 
dfu adf]lhd tTsfn kl/jt{g ug'{ kg]{ x'G5 . To;} u/L slxn]sfxLF ?kfGtl/t kl/jt{g vfFrf] klg kb{5 . 
xfDf|f] ;Gbe{df eGg' kbf{ jt{dfg r'gf}ltnfO{ cfTd;ft u/L gofF cj;/x¿nfO{ pTkfbgd'vL agfO{ ;a} ju{, 
;d'bfo / If]qnfO{ /fli6|o d"n k|jfxdf NofO{ /fli6|o Pstfsf] k|a4{g ug{ Joj:yfkgdf ?kfGtl/t kl/jt{g 
h?/L 5 eGg ;lsG5 . cfd"n ?kfGt/0f ;xh / k[o x'g ufx|f] x'G5 . o;}n] lj:tf/} lj:tf/} (Incremental) 
x'g] kl/jt{g lbuf] dflgG5 . t/ d'n'ssf] /fhg}lts Pa+ cfly{s k'g{;+/rgfsf] cj;/df cfd"n kl/jt{gsf] 
cfzf gful/sx¿n] u/]sf x'G5g\ . o:tf] ljz]if cj;/df cfd"n kl/jt{g k|efjsf/L dflgG5 .   
s'g} klg Joj:yfkgdf kl/jt{g ;'wf/ tyf ljut eGbf a9L glthfd'vL agfpgsf nflu ul/G5 . ljZjsf 
w]/} Joj:yfksLo kl/jt{gx¿ c;kmn ePsf 5g\ .  s:tf] kl/jt{g Joj:yfksLo ?kdf ;kmn x'g] 7f]; 
cfwf/ klg 5}g . d'n's / ;do cg';f/ kl/jt{gsf] z}nL km/s km/s x'g] x'G5 . o;}n] ljZjdf kl/jt{g 
Joj:yfkg km/s km/s 9+un] k|of]udf NofPsf] kfOG5 . ;fdfGotM lgDg l;4fGtx¿ cjnDag ug'{ kg]{ ts{ 
Resilience report df John johnes, DeAnne Aguirre, Matthew Calderone n] u/]sf 5g\ .‡ 

 Address the Human side systematically. 

 Start at the top 

 Involve every layer 

 Make the formal case 

 Create ownership 

 Communicate the massage 

 Assess the cultural landscape 

 Address culture explicitly 

 Prepare for the unexpected 

 Speck to the individual. 

                             
‡.10 Principles of Change Management, Tools and techniques to help companies transform quickly. 
www.strategy-business.com/resilience  
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;f/f+zdf oL l;4fGtx¿sf] k|of]u Joj:yfkgn] d'VotM tLg t/Lsf ckgfP/ kl/jt{gsf nflu sfof{Gjog 
k|of; ul/Psf] kfOG5 .  
 

g]t[Tjtxaf6 tNnf] tx ;Dd kl/jt{g (Top-down approach)  
o;nfO{ Prescriptive approach klg elgG5 . ;+:yfut jftfj/0f h'g j]nf l:y/ (stable) / Predictable 
x'G5 , To:tf] j]nfdf of] kl/jt{g k4tL a9L glthfd'vL x'G5 .  

o; k4tLnfO{ ljleGg lsl;daf6 cWoog ug{ ;lsG5 . pbfx/0fsf nflu s]xL df]8]n oxfF k|:t't 5 . 

-s_ 7s model  
k|l;4 Joj:yfkgljb Mc Kensy n] k|flwsf/Ln] Joj:yfkgsf] kl/jt{g ubf{ ;+/rgf, k4tL, sfo{z}nL, 
sd{rf/L, ;Lk, /0fgLlt / ljz]if nIf (Structure, System, Style, Staff, Skill, Strategy & Super ordinate 
goal) cflb If]qdf kl/jt{g u/L sfof{Gjogdf Nofpg' kg]{ ;'emfj lbPsf 5g\ . o;df ;ftf} aF"bf cyf{t 
super ordinate goal k"/f ug{sf nflu cGo If]qx¿df Joj:yfkg kl/jt{g ug'{ kg]{ x'G5 . ;a} p2]Zox¿ 
;ftf} p2]Zosf] jl/kl/ g} 3'd]sf] x'g' kb{5 . 7s nfO{ hf]8g] Synergy xf] eGg] dfGotf ljsf; ePsf] 5 .  

-v_ Charley Hande – 'One half of three times two' (1/2x3x2) 
sfo{ ;Dkfbgdf ;'wf/ u/L glthfdf hf]8 lbOPsf] o; ljlwdf k|flwsf/Ln] ;+u7g ;+/rgfdf downsizing 
jf right sizing u/L ePsf sd{rf/L cfwf 36fpg], tLg bf]Aa/ sfd lbg] / tna bf]Aa/ u/fpg] ;'emfj 
klg JoQm u/]sf] kfOG5 .   

-u_ R. Pascale ; 

;+u7gfTds ;:s[ltdf hf]8 lbOPsf]n] d"No dfGotf / Jojxf/df kl/jt{g h?/L x'g] / of] dflyaf6 g} nfu" 
ug'{ kg]{ ts{ oxfF ul/Psf]5 .  

lrqdf M 
           Norms 
               
       Culture                Beliefs           of organization  

 
                         Values             

tNnf] txaf6 dfly ;Dd kl/jt{g (Bottom up approach); 

o; k4tLdf d'VotM kl/jt{g k|lt :jfldTj x'g' kg]{ jsfnt ul/G5 . o;nfO{ Emergent approach klg 
elgG5 . o;df k|fo;M Incremental change x'G5 . kl/jt{gsf] cg'e'lt cfGtl/s tyf afXo ;]jfu|fxL 
;dIf x'g' kb{5 . TQM bottom up approach sf] gd'gf xf] . o;df ;d"xut sfo{, ;+o'Qm ;d:of ;dfwfg 
k|lqmof, k|ToIf ;xeflutfsf] dfWoaf6 sfo{ ;Dkfbg, ;Ifdtf ljsf; / ;zlQms/0f ug]{ ul/G5 . 
Incremental change ha nlIft ;d"x (Effective mass) df k'Ub5 ta k|efjsf/L ?kfGt/0f 
(Transformational) x'g ;Sb5 .  

;dli6ut k|of; (Umbrella Approach) 
Topdown / bottom up approach sf] ;dL>0f Umbrella approach xf] . ;g\ 2002 lt/ cfPsf] o; 
cjwf/0ff c'gejdf cfwfl/t 5 . ;g\ !(*) sf] bzs kl5 cfPsf ;j}h;f] ;kmn Joj:yfksLo z}nLsf] 
lgisif{ lgsflnPsf] o; cjwf/0ffdf s'g} klg ;'wf/ k|of;df dflyaf6 klg / tnaf6 klg kl/jt{gsf 
nflu dx;"; ug{ ;lsPdf kl/jt{g l56f] / k|efjsf/L x'g] ljZjf; ul/Psf]5 . of] ;dli6ut k|of; xf] . 
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o;df ;xeflutfd"ns z}nLnfO{ k|fyldstf lbOG5 . o;af6 ca/f]wsf] Joj:yfkg x'g hfg] / kl/jt{g 
Joj:yfkgdf ;Da4 kIfx¿ aLr ;xsfo{ e} :jfldTjaf]w / k|ltj4tf k|fKt x'g] ljZjf; ul/G5 . 

kl/jt{gsf cj/f]wx¿  
s'g} klg ;+u7g leq kl/jt{gsf lj/f]wdf x'g] k|ltlqmofnfO{ ca/f]wsf] ?kdf lnOG5 . k/Dk/fut 
k|zf;gdf cj/f]wnfO{ kl/jt{g Joj:yfkgsf] zq' s} ?kdf lnOPsf] x'GYof] . ljz]if u/L ;g\ $) sf] 
bzsdf Joj:yfkgsf] l;4fGtx¿n] klg cj/f]w (resistance) nfO{ kl/jt{g Joj:yfkgsf] zq' dfbGYof] . 
lxhf] cfh HR Theory n] of] gsf/fTds Jojxf/ xf], o;n] 4G4sf] ;+s]t ug]{ / JolQm / ;d"x aLrsf] 
;fdfGo cGtlqm{of klg aGb ug{ ;Sg] cj:yf Nofpg] cg'dfg ub{5g\ . of] ;dfhzf:qLo, dfgjzf:qLo / 
dgf]j}1flgs ?kdf kl/jt{gdf cj/f]w Ps r'gf}lt xf] . Joj:yfksLo lx;fjn] v/fa Joj:yfksLo z}nL 
(poor management style) n] kl/jt{g Joj:yfkgdf cj/f]w NofpF5 . /fhg}lts lx;fjn] x]bf{ 
/fhgLlt1x¿sf] kIfkftL Jojxf/n] kl/jt{gsf] lj/f]w x'Fbf ca/f]w cFfpF5 . 

elgG5 &) k|ltzt kl/jt{gsf k|of;x¿ c;kmn x'G5g\  (Higgs and Rowland 2000) . cWoog ;'ljwfsf 
nflu kl/jt{gnfO{ ;:yfut tyf JolQmut b'j} ?kaf6 c;kmn t'Nofpg] k|of;x¿nfO{ oxfF pNn]v ul/Psf] 
5 . 

;:yfut tx M (Organization Level) 

 ;+u7gfTds sdhf]/L . 

 kl/jt{gsf nflu ;fFu"/f] kxn . 

 ljz]if1x¿sf] unt ;'emfj . 

 sfo{sf/Lsf] k|efj jf bjfj . 

 >f]tsf] cefj .  

 ax' pQ/bfloTjsf] ;+efjgf . 

 ;]jfu|fxLx¿sf] :jfy{ .  

 cGo ljjflbt d"No dfGotf / :jfy{x¿ cflb .  
JolQmut tx (Individual Level) 

 dfgjLo :jefj . 

 ;]jfsf] ;'/Iff . 

 cfly{s ;'ljwfdf s6f}tL .  

 c1fgtfaf6 8/ . 

 ;fdflhs ;Ddfgdf wSsf k'Ug] ljZjf; .  

 ;+u7gleq ljutdf ePsf] JolQmut nufgL .  

 dgf]a}1flgs bjfj cflb . 

dfly pNn]lvt ;+:yfut jf JolQmut sf/0fx¿n] kl/jt{g Joj:yfkgdf cj/f]w cfO{ /x]sf] x'G5 . o; 
cj:yfdf  b]lvg] cj/f]wsf :j?kx¿ lgDgfg';f/ x'g ;Sb5g\ . 

 kl/jt{gsf nflu ;Da4 sltko JolQmx¿ lg?T;fxL, csd{Go ePsfn] kl/jt{g ca?4 x'g  
k'Ub5 . 

 ;fdfGot ;fj{hlgs If]qdf x'g] 9Lnf;':tLn] kl/jt{gn] nIf k|fKt ug{ ;Sb}g . 
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 sltko JolQmx¿ gofF sfo{ x'g vf]Hbf ljleGg k|of;x¿ u/L efRg] ljufg]{ / kl/jt{g k|lt 
gsf/fTds wf/0ff JoQm ub{5g\ . 

 sltko cj:yfdf t kl/jt{gnfO{ c;xof]u ug{ lj/fdL ljbf lng], uon x'g] cflb h:tf sfo{x¿ 
x'g] ub{5 . 

 sltko cj:yfdf sfd ef]nL ef]nL egL sfd kG5fpg] k|a[lQ b]lvG5 . 
 ;:yfsf] ;b:on] k|ltj4 e} sfd gu/L eg]sf]dfq ug]{ ub{5 . 
 kl/jt{g k|lt cfd ?kdf gsf/fTds wf/0ff k'Ug] u/L k]|;nfO{ uNtL s'/f ;Dk|]if0f ug]{ cflb 

sfo{x¿ ug]{ klg kfOG5 . 
dfly egL ;lsPsf] 5 ls clxn] ljZjsf re-engineering / re-structuring ug{ nfu]sf ;+u7gsf] kl/jt{g 
k|of; &) k|ltzt c;kmn ePsf 5g\ . c;kmntfsf k|d'v sf/0fx¿ b]xfo adf]lhd x'g ;S5g\ M 

 ;fdfGotM kl/jt{gaf6 cfpg] pknlAwjf/] ;DalGwt ;]jfu|fxLx¿df hfgsf/L sd x'g' ;kmntfsf] 
k|d'v sf/0f xf] .  

 kl/jt{gn] ;kmntfsf nflu ;do nfUb5 . ;fj{hlgs If]qdf ul/Psf kl/jt{gsf] k|of;x¿df 
;dosf] cefj klg c;kmntfsf] Pp6f sf/0f xf] . 

 gofFk|ljlw, gofF sfo{z}nL, lj1 dfgj>f]t / Joj:yfksLo z}nLsf nflu kof{Kt >f]t / ;fwgsf] 
cfjZostf kb{5 . >f]tsf] cefj x/]s ;+u7gsf] k|d'v ;d:of xf] .  

 kl/jt{gsf nflu ;Da4stf{x¿ Ps eGbf a9L / ljleGg If]qsf x'g ;S5g\\ . oL ;j} stf{x¿sf] 
;dGjofTds k|of; ljgf kl/jt{g ;+ej x'Fb}g . of] ;xh 5}g .  

 kl/jt{gsf nflu 1fg, ;Lk / ;"rgfsf] cfjZostf kb{5 . kl/jt{gsf kIfx¿ aLr ePsf] l;ldt 
1fg, ;Lk / ;"rgfn] h] hlt ;+ej x'G5 kl/jt{g To;}df lge{/ ub{5 . o;n]ubf{ kl/jt{gsf] nIf 
k|fKtL x'g ;Sb}g . 

 kl/jt{g ;xh gx'g] s'/f dflysf] ljleGg sf/0fx¿n] :ki6 ub{5 . t/ o;sf nflu ;+:yfut 
tof/L h?/L 5 . o:tf] tof/Lsf] sld ;j} If]qdf b]lvG5 . 

ljZjsf ljleGg cg';Gwfgx¿n] dfly pNn]lvt sf/0fx¿n] kl/jt{g Joj:yfkgdf k|efj kf/]sf] tYo 
Alexander  n] lgDg tflnsfaf6 cem :ki6 kf/]sf 5g\ .§ 

 

 

 

 

 

 

 

 
                             
§. The Capable Executive, Effective performance in senior management, Paul H Dainty and Moreen 
Anderson. Macmillan Press LTD London 1996. 
 

Impediments to change; 
;g\ !(*( df New product launch, starting up a new plant ug'{ kbf{ (# k|fOe]6 sDkgLsf] 
cWoog u/L b]xfosf] lgisif{ lgsfnLPsf] lyof] .  

 &^ k|ltzt sfof{Gjog If]qdf tf]lsP eGbf a9L ;do nfUg] u/]sf] . 
 &$ k|ltzt ;d:ofnfO{ g} ;txL ?kdf x]l/Psf]n] klxrfg g} jf:tjdf gx'g]  u/]sf] . 
 ^^ k|ltzt lqmofsnfkx¿ ;dGjofTds ?kdf x'g g;s]sf] . 

 ^# k|ltzt sd{rf/Lx¿sf] bIftf / Ifdtf kl/jt{gsf nflu ckof{Kt /x]sf] .  
 ^@ k|ltzt tNnf]txsf sd{rf/Lx¿nfO{ ckof{Kt k|lzIf0f / lgb]{zg lbOPsf] .  
 afXo jftfj/0fn] lgoGq0f ug{ g;Sg] If]qx¿ h:t}M cfly{s, /fhg}lts, ;/sf/L tyf 

k|lt:kwf{ cflb ^) k|ltzt /x]sf] .  
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oL pNn]lvt k|:t'lt / ljifoj:t'n] kl/jt{g Joj:yfkgdf cfpg] cj/f]w jf:tjdf zq' g} xf] eGg] ;f]r 
/fVg' ;fdfGo xf] . t/ lxhf] cfh o:tf cj/f]wnfO{ zq' xf]Og a/bfg (ally) sf] ?kdf klg dfGg yflnPsf] 
5 . lsg eg] ca/f]wn] ;+u7gdf kl/jt{gsf nflu nfebfos e"ldsf v]Ng] s'/f :jLsf/ ul/Psf] 5 . w]/} 
n]vsx¿n] cj/f]wn] kl/jt{gsf nflu cem yk phf{ lbg] s'/f :jLsf/ ub{5g\ . o;af6 kl/jt{g jf:tj 
d} /fd|f] xf] xf]Og d"Nof+sg ug]{ cj;/ lbG5 . cfGtl/s / afXo jftfj/0fnfO{ ;Gt'ngdf NofO{ ;dGjodf 
Nofpg ;xof]u ub{5 . hgtf tyf ;]jfu|fxLn] s] ;f+Rr} kl/jt{g lxtdf 5 5}g a'em\g] cj;/ kfp5g\ . 
cj/f]wn] ljsNksf] vf]h ;d]t ub{5 . cj/f]w ljgfsf] kl/jt{g Joj:yfkg unt lbzflt/ hfg] vt/f klg 
lj1x¿ cf}NofpF5g\ .  
 

kl/jt{g Joj:yfkgsf nflu pkfox¿ 
ljleGg cWoogx¿n] :ki6 u/]sf] 5 ls  kl/jt{g Joj:yfkg ;xh 5}g . ljZjsf w]/} kl/jt{g k|of;x¿ 
c;kmn ePsf 5g\ . o;sf sf/0fx¿sf] ;dfwfg klg ;xh 5}g . t/ kl/jt{g gu/L x'b}g . of] x/]s 
d''n'ssf] ckl/xfo{ cfjZostf xf] . o;sf nflu s]xL dxTjk"0f{ / k|efjsf/L tTjsf] ?kdf lgDg ljifox¿ 
(Integral elements) nfO{ lng ;lsG5 .  

 kl/jt{gsf nflu o;sf kIfx¿ aLr :ki6 x'g' kb{5 . 

 kl/jt{gn] sxfF k'Ug] :ki6 b[li6sf]0f (Vision) clgjfo{ 5 .  

 kl/jt{gsf] ;kmntf o;sf stf{x¿sf] lhDd]jf/L / ;f] sf] ;kmntfsf nflu sfo{of]hgf (Step by step 
action plan) agfO{ sfof{Gjogdf Nofpg' clgjfo{ 5 .=  

 kl/jt{gsf nflu o;sf stf{x¿nfO{ ;zlQms/0f ug'{kg]{, k|lzlIft x'g'kg]{ sf] s;nfO{ klxn] ;Ifd 
agfpg] / slxn] eGg] ljifox¿ :ki6 u/L sfof{Gjogdf NofOg' kb{5 . 

 ;"rgf / ;+rf/ k|ljlwsf] k|of]u / o; cg'?k  What, who, how and when ;j{ kIfsf] sfo{tfnLsf 
agfO{ sfof{Gjogdf NofOg' kb{5 . 

 sltko cj:yfdf kl/jt{g Joj:yfkgdf cb[Zo tTjx¿sf] k|efj kg{ ;Sb5 . o;sf] Joj:yfkg 
of]hgf k|lqmofdf cfjZos 5 . 

 x/]s kl/jt{gn] ljutsf] t'ngfdf kmfObf x'g} kb{5 . kmfObf k|fKt ug]{ kIfx¿nfO{ ;f] sf] hfgsf/L 
ePdf :jfldTjaf]w x'g hfg] x'G5 . ;fy} kmfObfsf] cg'udg ;d]t ug{ ;lsPdf kl/jt{g :yfoL x'g 
hfG5 . 

kl/jt{g Joj:yfkg clgjfo{ t/ c;xh ePsf] jf:tljstf :ki6 e} ;s]sf] 5 . lxhf]cfh conversation 
approach kl/jt{g Joj:yfkgsf] pko'Qm pkfo dfGg ;lsG5 . ljut ^) jif{sf] cg'ejn] ;xeflutfd"ns 
k|ljlw g} kl/jt{g Joj:Yffkgsf] cj/f]w x6fpg] ;j} eGbf pQd pkfo xf] elgG5 . o;af6 ;Da4 
kIfx¿sf] k|ToIf k|lta4tf k|fKtx'g] ljZjf; ul/G5 .  

kl/l:ylt cg';f/ Joj:yfkgsf] qmddf ljleGg pkfox¿ canDag ug{ ;lsG5 . o:tf s]xL pkfox¿df 
kl/jt{g ;+u ;Da4 kIfx¿nfO{ ;Demfpg' a'emfpg', jftf{ cGt/lqmof ug'{, ;xhstf{sf] ?kdf sfo{ ug'{ 
u/fpg', cfkm\gf] clwsf/ k|Tofof]hg u/L ;xefuL u/fpg', k|lzIf0f lbg' / lgoldt cg'udg / d"Nof+sg 
ug'{ x'g ;S5g\ . oL pkfox¿af6 klg kl/jt{gsf nflu ;DalGwt kIfx¿ tof/ gePdf k|flwsf/L tyf 
Joj:yfkgn] anhkm\tL bjfj (Coercive) lbO{ kl/jt{g sfof{Gjogdf Nofpg' kb{5 . 
 

g]kfnL ;Gbe{  
g]kfnsf] ;Gbe{df ;fj{hlgs If]q tyf Joj:yfksLo :j?knfO{ ljutdf lgofn]/ x]bf{ la=;+ @))& ;fn 
eGbf cufl8 /f0ff zf;ssf] rfs/L / khgL k|yfn] Joj:yfksLo :j?k g} :ki6 gePsf]n] tTsfnLg 
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cj:yfdf kl/jt{g Joj:yfkg nx8sf] ?kdf lyof] . csf]{ zAbdf To; avt ul/g] kl/jt{g zf;ssf] 
JolQmut xLtsf nflu ul/GYof] .  

la=;+= @)!# ;fndf ljsf; k|zf;gsf] ;:yfut k|of; :j?k g]kfnsf] zf;sLo Joj:yfdf k|zf;lgs hu 
a:of] . Joj:yfkgdf To; a]nf b]lv sfg"gL ;+/rgf, k4tL, :yfoL sd{rf/L Joj:yf, h:tf dxTjk"0f{ 
ljifox¿ ;dfj]z u/L Max weber sf] sd{rf/LtGqsf] z}nL cjnDag ul/of] . of] cj:yf kl/jt{g 
Joj:yfkgsf] b[li6n] cfd"n kl/jt{gsf] cj:yfsf] ?kdf lng ;lsG5 .  

;fj{hlgs If]qdf cfPsf] ljZjJofkL kl/jt{g ;+u} km'6s/ kl/jt{gsf k|of; lg/Gt/ ?kdf eP klg lj=;+= 
@)$( ;Dd kl/j{gsf] :j?k ?kfGtl/t eg] x'g ;s]g . g]kfnsf] ;fj{hlgs If]qnfO{ rfs/L rfKn';L, ;Qf 
lgdf{0fsf] k|j[lQ ePsf, d"No dfGotf P]g sfg"g eGbf JolQmut ;DaGw, /fhg}lts k|efj / k};fsf] 
n]gb]gdf k|zf;g k|efljt /x]sf] cf/f]k nflu cfPsf] lyof] . ljZjJofkL ?kdf ePsf] /fhg}lts kl/jt{g, 
/fHosf] e"ldsfdf kl/jt{g, ljZjJofkLs/0f, pbf/Ls/0f, Joj:yfksLo If]qdf cfPsf] gjLg ;fj{hlgs 
Joj:yfkgsf] pbo, ;"rgf / ;+rf/ k|ljlwsf] ce"tk"j{ ljsf; cflbn] g]kfn klg c5'tf] x'g ;s]g . ;f]xL 
adf]lhd g]kfnsf] ;fj{hlgs If]qsf ljleGg tx / cj:yfdf oL ljz]iftfx¿n] sxLF g sxLF k|efj kfg{ 
yfn]sf] ;/sf/sf ljleGg lg0f{o / sfo{qmdx¿n] :ki6 kf/]sf] 5 . zf;sLo ;'wf/ sfo{qmd, :yfgLo 
:jfoQ zf;g cGtu{t :yfgLo ;/sf/sf] Joj:yf, ;fj{hlgs ;+:yfgx¿sf] lghLs/0f, ;/sf/ lghL If]q 
tyf gful/s ;dfh aLr ;xsfo{ cflb h:tf cxd kl/jt{gsf k|of;x¿ g]kfnsf] k|hftflGqs/0fsf] 
k|lqmof ;+u} z'? eof] .  

lj=;+= @)%@ kl5 d'n'sdf 4G4sf] z'?cft;Fu} ;fj{hlgs If]qdf ul/Psf / ug{ nfluPsf Joj:yfksLo 
;'wf/ k|of;n] vf;} glthf lbg ;s]g . ;fj{hlgs If]qn] cfkm" pk/ nfUg] u/]sf] uDeL/ cf/f]kx¿af6 
cfkm'nfO{ d'Qm /fVg ;s]g . g]kfnsf] ;fj{hlgs If]q rfs/L / cfkm\gf] dfG5]sf] ;+:s[ltn] JofKt, IfdtfxLg, 
e|i6frf/L, ckf/bzL{, / u}/ lhDd]jf/ /x]sf] egL lg/Gt/ cfnf]rgf v]Kg' k/]sf]] 5 .  

hgcfGbf]ng–@ sf] dfWodaf6 g]kfnL hgtfn] la=;+=@)^# a};fv b]lv gofF /fhg}lts kl/jt{g ;lxtsf] 
nf]stGqsf] ofqf to u/L /x]sf 5g\ . clxn] /fhg}lts, cfly{s tyf ;fdflhs If]qdf g]kfnL hgtfsf] 
a9\bf] dxTjfsf+Iff k'/f ug'{ kg]{ r'gf}lt g]kfn ;/sf/;+u /x]sf] 5 . clxn];Dd /fhgLlts, cfly{s tyf 
;fdflhs ?kdf a+rLt /x]sf] ju{, hft hftL, ;d'bfo / If]qsf hgtfx¿nfO{ ;dfj]zL cyf{t "right 
space" k|bfg ug'{ cfhsf] k|d'v Ph]08f /x]sf]5 . o;sf nflu /fhg}lts kmfF6df a}w / pQ/bfoL k4ltsf] 
:yfkgf ug'{ kg]{ ePsf] 5 . ;+ljwfg ;efsf] lgjf{rgsf] dfWodaf6 /fHosf] k'g{;+/rgf rfx] cg'?k ug{ 
kfpg' k/]sf]5 . gLlt lgdf{0fsf nflu /fhg}lts ;+:yfx¿df g]t[Tj lgdf{0f ug'{ k/]sf] 5 . /fHo ;+oGq k|lt 
ljZjf; lgdf{0f ug'{ k/]sf] 5 . jt{dfg ;/sf/ o; lgb]{lzt sfo{x¿ k"/f ug{ k|ltj4 klg 5 .  

clxn]sf] d'n'ssf] /fhg}lts cj:yf t/n /x]sf] ;Gbe{ stLko hg;/f]sf/sf ljifodf /fHon] k|efjsf/L 
e"ldsf lgjf{x ug{ ;ls/x]sf] 5}g . sf7df08f} dxfgu/kflnsfsf] kmf]x/ Joj:yfkg xf]; jf /fhwfgLsf] 
ljleGg If]qdf ePsf n"6kf6sf 36\gf g} lsg gxf];, o;af6 ;/sf/ k|lt hgtfsf] ljZjf; 36\g hfg] 
x'G5 . cem ;fj{hlgs If]qsf x/]s lqmofsnfkx¿n] hgcfsf+Iff ;f]r] cg';f/ (agreed expectation) k'/f 
ug{ g;s]sf] klg :ki6 5 . x'gt ;/sf/n] ;w} hgtfsf nflu dfq sfo{ ub{5 . p;n] w]/} /fd|f sfdx¿ 
klg ub{5 . t/ ;/sf/;+u olt w]/} sfdx¿ ug'{ kg]{ x'G5 ls hgtfsf] cfsf+Iff k"/f ug{ p ;dy{ e}/x]sf] 
x'b}g . ;w} p cfnf]lrt e} /xg' kg]{ x'G5 . g]kfnsf] jt{dfg ;Gbe{ t cem t/n 5, o;sf/0f of] cj:yf 
cem :jefljs 5 . o; cj:yfdf g]kfnsf] ;fj{hlgs If]q oyfl:yltdf /xL hgcfsf+Iff k'/f x'g ;Sg] 
cj:yfdf kSs} 5}g . o;n] /fHosf] k'g{;+/rgf ;+u} cfkm'nfO{ klg hgtfåf/f nlIft cfsf+Iff cg'?k 
?kfGtl/t x'g' kg]{ :ki6 5 . ljz]if u/L kl/jt{g Joj:yfkgsf] husf] ?kdf /x]sf] dfgjLo >f]tsf] 
Joj:yfkg kl/jt{g k|lt k|ltj4 x'g] u/L lgdf{0f ug'{ k/]sf] 5 . dfgjLo IfdtfnfO{ k"0f{ sfof{Gjogdf 
Nofpg' k/]sf]5 . gofF g]kfnsf] glthf lgdf{0f ug'{ k/]sf] 5 .  
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lgisif{   
kl/jt{g hxfFtxL+ 5 . Psftkm{ kl/jt{g lgoldt k|lqmof xf] . csf]{ tkm{ lxhf] cfh o;nfO{ ?kfGt/0fsf] 
?kdf klg x]g]{ ul/G5 . sfof{nodf 6fOk/fO6/ x6fO{ sDKo'6/sf] k|of]u ug'{ kl/jt{g x'Fbf x'b} klg o;n] 
;+u7gsf] d'Vo nIf k|flKt gug]{ x'+bf u'0ffTds ;'wf/sf] cfzf kl/jt{g Joj:yfkgdf /flvG5 . o;n] 
kl/jt{g ?kfGtl/t x'g' kg]{ elgPsf] 5 . o;n] ?kfGt/0f ;+:yfut ljsf; eGbf ulx/f], km/flsnf] / 7"nf] 
(bigger, wider, deeper)  x'g] ljZjf; ul/G5 .  

clxn] ljZjJofkL ?kdf cjwf/0ffdf kl/jt{g (Paradigm shift) cfPsf] sf/0fn] k|zf;g, Joj:yfkg / 
ljsf;sf] If]qdf klg cfd"n kl/jt{gx¿ b]Vg yflnPsf] 5 . Joj:yfkgn] ug]{ kl/jt{gsf If]qx¿df 
;+/rgf, sfo{z}nL, k4tL, ;+:yfut ;+:s[lt, Joj:yfkg z}nL, k|ljlw tyf dfgj >f]tsf] sfo{z}nLdf 
kl/jt{g d'Vo b]lvG5 . o;df klg dfgj >f]tsf] sfo{z}nLdf cfpg] k|efjsfl/tf lagf cGo kl/jt{g 
afn'jfsf] 3/ x'g k'Ub5 . 

Psftkm{ kl/jt{gsf] ckl/xfo{tf ljZjJofkL ?kdf :jLsf/ ul/Psf] 5 eg] cWoogn] &) k|ltzt 
kl/jt{gsf k|of;x¿ c;kmn ePsf jf k"0f{tf kfpg g;s]sf] b]vfPsf] 5 . o:tf] cj:yfdf ;+u7gfTds 
jf JolQmut b'j} cj:yfdf cj/f]w a9L x'g] ub{5 . t/ cj/f]w kl/jt{g Joj:yfkgsf] zq' xf]Og, o;n] 
r'gf}tL / cj;/ b'j} k|bfg u/]sf] x'G5 . ;xeflutfd"ns 9+uaf6 kl/jt{g Joj:yfkg ug{ ;s] cj/f]w zq' 
xf]Og a/bfg x'g] s'/f Joj:yfkgljb\x¿ cf}NofpFg\ . 

g]kfnsf] ;Gbe{df x]g]{ xf] eg] ljZjJofkL ?kdf cfPsf] kl/jt{gsf] k|efj g]kfndf klg Tolt s} k/]sf] 5 . 
elgG5, clxn] ;Dd g]kfndf ul/Psf kl/jt{gsf k|of;x¿ Narrow focus jf Selective 5 . o;}n] 
Umbrella approach  g]kfnsf] kl/jt{g Joj:yfkgsf] ;fdfGotM ;xL af6f] x'g ;Sg] b]lvPsf] 5 . 
hgcfGbf]ng–@ n] NofPsf] a9\bf] hgcfsf+IffnfO{ k'/f ug{ ;Sg] u/L ;fj{hlgs If]qsf] Joj:yfkgnfO{ 
?kfGtl/t ug{ ;Da4 kIfx¿ aLrsf] ;xeflutf, g]6js{ / ;xsfo{ kl/jt{g Joj:yfkgsf] nflu ;xL dfu{ 
x'g] ljZjf; ug{ ;lsG5 . lghfdtL ;]jfsf] !) jif]{ zf]r o;sf] kfOnf x'g ;Sb5 . ta dfq lhDd]jf/ 
;/sf/sf] cjwf/0ff k'/f x'g ;Sg]5 . 
 

;Gbe{ ;fdfu|Lx¿ M 

 10 Principles of Change Manaement. by John Johnes, DeAnne Aguirre, and Matthew Calderone, 
04/15/2004 

 The Capable Executive, Effective performance in senior management, Paul H Dainty and Moreen 
Anderson. Macmillan Press LTD London 1996. 

 Tapscott and Caston, Paradigm shift (1993) 

 Management first. www.managementfirst.com 

 Innovations and Efforts in Nepalese Administration 
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k|zf;g, ;fj{hlgs k|zf;g ;DaGwL klqsf 

jif{ #*, c+s @, k"0ff{Í !)%, kmfNu'0f @)^# 
 

 

;]jf k|jfxdf gofF d'2f M ;fj{hlgs k[i7kf]if0f 
 

 
  lji0f' k|;fb nD;fn* 

 

/fHosf] e"ldsfdf ljZjJofkL kl/jt{gsf] nx/n] ;/sf/n] hgtfdf k'¥ofpg'kg]{ ;]jfx¿sf] ;+Vof, dfqf 
ljifo, k|lqmof / k|efjdf klg u'0ffTds / dfqfTds kl/jt{gx¿ b]vf k/]sf 5g\ . ;]jf k|jfxdf u'0ffTds 
k|j4{g d'Vo ljifosf] ?kdf slxNo} g6'lËg] d'2f x'g k'u]sf] 5 . ;fj{hlgs k|zf;g / o;sf 
;]jfu|fxLx¿aLrsf] ;DaGwdf /x:odoL 9+un] kl/jt{g cfPsf] 5 – ;]jfu|fxLsf] cfjZostfnfO{ pRr 
k|fyldstf lbg], k|zf;gsf] ;xsdL{sf] ?kdf u|fxsnfO{ x]l/g], gful/snfO{ ;/sf/sf] dflns 7fGg] / 
dflnssf] OR5f cg';f/ ;/sf/ -k|zf;g_ rNg' kg]{ Pj+ k|zf;gsf] lj?4 ;]jfu|fxLnfO{ ;zlQms/0f ug]{ 
wf/0ffsf] ljsf; ePsf] cj:yf 5 . ;/sf/ tyf ;/sf/L ;+:yfx¿sf] :yfkgf z'4 hgtfsf] ;]jf tyf 
;'ljwf Pj+ lxtsf] lglDt ePsf] / Ph]06sf] ?kdf k|zf;gn] hgtfsf] kmfObfsf] nflu dfq sfd ug'{kg]{ 
cjwf/0ffsf] ljsf; ePsf] 5 . ;/sf/åf/f hgtfdf k'¥ofpg] ;]jfsf] k|efjsfl/tfåf/f ;/sf/sf] j}wtfsf] 
k/LIf0f x'g] cj:yfsf] ;[hgfn] ;/sf/L ;+:yfx¿ k"0f{tM hgtfsf] cfjZostf tyf rfxgf cg'?k rNg'kg]{ 
afWotf ePsf] 5 . o;sf] nflu hgtfsf] cfjZostf / rfxgfsf] hfgsf/L k|fKt ug'{kg]{ x'G5, / 
hfgsf/Lsf] nflu hgtfsf] k[i7kf]if0f rflxG5, To;}n] ;/sf/L ;]jfdf ;fj{hlgs k[i7kf]if0f (Public 
Feedback) gofF d'2fsf] ?kdf ljsf; ePsf] 5 .  
;fj{hlgs k[i7kf]if0f(Public Feedback) sf] dfWodåf/f hgtfdf k'¥ofOg] ;]jfsf] cfjZostf 
klxrfg(Better Need Identification) u/L To; cg';f/ ;]jfsf] u'0ffTds :t/ (Service Quality Standard)  
a9fpg' ;a} ;/sf/L ;+:yfx¿sf] afWotf ePsf] l:ylt 5 . ;fj{hlgs k[i7kf]if0faf6 k};fsf] d"No (Value 
of Money) , ;]jfsf] u'0f:t/ a[l4, b/f/ klxrfg, j}wtf :yfkgf, bIftf, k|efjsfl/tf, ldtJolotf / 
Goflos ;dfgtf k|fKt ug]{ (To achieve efficiency, effectiveness, economy & equity) , hgtfk|lt 
pQ/bfoL x'g] (Accountable to the people), ;]jfu|fxLk|ltsf] pGd'vtf(Customer Orientation), hgtfsf 
vf; cfjZostf klxrfg (Genuine need identification of the people) h:tf kIfdf k|ToIf ?kdf kmfObf 
k'Ub5 . s]xL pbfx/0f k|:t't u/f}+— x'Dnfdf vfBfGg cefj eO{ ef]sd/L rln/x]sf] cj:yfdf ds} jf hf} 
sf] jLpm ljt/0f ug{ nfluof] eg] Tof] p2]Zodf k|of]u x'Fb}g . s[lif ;fdfu|L sDkgLn] c;f/ nfu]kl5 
/f;folgs dnsf] 6]08/ u/]/ s[ifsn] slxn] k|fKt ug]{ / slxn] jfnLdf k|of]u ug]{, To;n] s] k|ltkmn lbG5 
< g]kfne/sf ;a} :jf:Yo ;+:yfx¿nfO{ Ps} k|sf/sf cf}iflwx¿ k7fpFbf s'g} 7fpFdf s]xL cf}iflw ckof{Kt 
x'g] / s'g} 7fpFdf s]xL cf}ifwL k|of]udf g} gcfpg] cj:yf ljBdfg 5}g / < oL / o:t} k|sf/sf 
;d:ofx¿sf] ;dfwfg ;fj{hlgs ;]jfx¿sf] k[i7kf]if0f lng] kl/kf6Laf6 x'g ;Sb5 . ;/sf/L ;]jf k|jfxdf 

                             
* ;x ;lrj, >d tyf oftfoft Joj:yf dGqfno .  
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;fj{hlgs k[i7kf]if0f k|0ffnLnfO{ ;]jf k|jfxsf $ j6} ;+u7gx¿ !_ gLlt agfpg] ;++u7g (Policy 
Organization), @_ lgodg ug]{ ;+u7g (Regulatory Organization), #_ ;]jf k|jfx ug]{ ;+u7g (Service 
Delivery Organization), / $_ u'gf;f] ;'Gg] ;+u7g (Complaint Organization)  n] cfTd;ft ug]{ xf] eg] 
dfq ;/sf/ / hgtfsf] e]6 x'g] 7fpF (Area of boundary exchange) af6 hgtfn] ;Gt'i6 x'g] u/L ;]jf 
kfpg ;S5g\ . ;/sf/L ;+oGqsf] k|efjsfl/tf klg ;Fu ;Fu} :yflkt x'g ;Sb5 .  
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
cGt/f{li6«o?kd} hgtfnfO{ ;jf]{k/L :yfgdf /fvL ;]jf k|jfxdf k|efjsf/L ;'wf/sf cleofgx¿ yflnPsf 
5g\ . l;Ëfk'/n] yfn]sf] nfnlkmQfzfxL lj?4sf] cleofg (Cutting Red-Tapism), dn]lzofsf] xfF;]/ ;]jf 
lbg] cleofg (Service with Smile), blIf0f clkm|sfsf] hgtfnfO{ klxnf] dfGg] (Batho Pele ... People 
First), a]nfotsf] gful/s j8fkq (Citizen Charter), Pj+ Go"lhNof08sf] s/f/ k|0ffnL (Contracting Out), 
nfO{ dxTjk"0f{ pbfx/0fsf] ?kdf lng ;lsG5 . o:tf cGt/f{li6«o pbfx/0fx¿sf] d'Vo Wo]o g} hgtfdf 
k|efjsf/L ;]jf k|jfx u/L hgtfsf] ;Gt'i6L k|fKt ug]{ /x]sf] 5 . ;]jfnfO{ hgtfsf] dg 5'g] u/L k|jfx ug{ 
hgtfs} lg/Gt/ ;Gt'i6L a[l4sf lglDt b]xfosf ljifox¿nfO{ a9L hf]8 lbg yflnPsf] 5 M– 

 k|lqmofdf ;'wf/÷k|lqmof 5f]6\ofpg] 

 rog / ljsNksf] lj:tf/ 

 :yfg, b"/L / ;dosf] cj/f]w x6fpg] 

 ;]jfu|fxLsf] ;Dk|e'tf 

 ;+/rgfut kl/jt{g–tx 36fpg], kof{Kt clwsf/ lbg] 

 ;+:sf/ kl/jt{g–lzi6 / zfnLg Jojxf/ 

 ;[hgzLntfnfO{ k|f]T;fxg ug]{ 

 ;fem]bf/Ldf sfd ug]{ 

 OdfGbf/Ltfsf] k/LIf0f ug]{ .  
 

;/sf/L ;]jfdf ;fj{hlgs k[i7kf]if0fsf ljleGg dfWodx¿ x'g ;Sb5g\ To;dWo] k|of]u ePsf 
dfWodx¿ b]xfo cg';f/ 5g\ M– 
 Consultation to the Customers 
 Information Flow/Display 
 Procedural Transparency 
 People's Participation in all delivery activity 
 Customer satisfaction survery 
 Regular feedback mechanism - client card, disussion, people bonus, feedback form. 
 Procedural fools - Benchmarking, time calculation, time motion study. 
 Regular Public hearing-complaint box, grievance redressal mechanism. 
 Administrative Ombudsman 
 Regular Monitoring and evaluation 
 Customer evaluation (Performance appraisal) 
 Reports of regulatory & compliance organization. 
 media 
 Professional Organization & Freelancers 
 Administrative Marketing 
 Forward/Backward mapping. 
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;/sf/n] hgtfdf k'¥ofpg] ;]jfx¿sf] ;Gbe{df ;fj{hlgs k[i7kf]if0f lng] k|0ffnLnfO{ g]kfnn] Jojl:yt 
?kdf z'?jft ug{ ;s]sf] 5}g . ;/sf/åf/f hgtfdf k'¥ofpg sj'n ul/Psf ;]jfx¿ hgtfdf s] s:tf] 
?kdf k'u]sf 5g\, To;df sxfF–sxfF s] s:tf ;d:ofx¿ 5g\, hgtfsf ck]Iffx¿ k'¥ofOPsf ;]jfx¿af6 
k"/f ePsf 5g\ 5}gg\, wf/0ffx¿ s:tf ag]sf 5g\ cflb ljifox¿sf nflu k[i7kf]if0f cToGt} dxTjk"0f{ x'G5 
. o;af6 ;]jf ljt/0fdf /x]sf sdL sdhf]/L x6fO{ ;]jfnfO{ u'0f:t/Lo agfpg 7"nf] d2t k'Ub5 eGg] 
s'/fnfO{ xfdLn] cfTd;ft ug{ cem} nfd} ;do nfUg ;Sb5 . tyfkL pknAw u/fOg] ;]jf tyf ;'ljwfnfO{ 
k|efjsf/L agfpg] lgb]{lzsf, @)%^ nfO{ sfof{Gjogdf NofOof] . @)^! ;fndf k'/fgf] lgb]{lzsf vf/]h u/L 
gofF lgb]{lzsf  hf/L klg ul/of] . oL lgb]{lzsfx¿n] sfof{nox¿n] k|bfg ug]{ ;]jfsf] k|sf/, k|lqmof, ;]jf 
kfpg hgtfn] ltg'{kg{ b:t'/ / k"/f ug'{kg]{ bfloTj, ;]jfsf] nflu nfUg] ;do cflb af/] :ki6 u/L 
;fj{hlgs :yndf 6fF:g'kg]{ Joj:yf;Dd u/]sf] 5 . lgb]{lzsfx¿ hf/L ePkl5 ;/sf/n] k'¥ofpg] 
;]jfx¿sf] ;DaGwdf ;fj{hlgs k[i7kf]if0f lng] / To;sf] cfwf/df ;'wf/ tyf ;dfof]hg ub}{ hfg] kl/kf6L 
yfngL;Dd ePsf] dfGg ;lsG5 . tfklg xfd|f] k|0ffnL Tolt k|efjsf/L / ;'wf/f]Gd'v tyf ;+j]bgzLn x'g 
;s]sf] 5}g . ;/sf/L sfo{ ;+rfng k|lqmofnfO{ P]g, lgod tyf lgb]{lzsf Pj+ gful/s j8fkqsf 
Joj:yfx¿n] lgb]{lzt u/] tfklg ;dodf tf]lsPsf] ;]jf kfpg g;Sbf ul/g'kg]{ Ifltk"lt{sf] Joj:yf x'g 
;]s]sf] 5}g . cu|efusf sfof{nox¿ (Frontline Offices) n] cfˆgf] sfo{qmd, ah]6 tyf ;]jfx¿ ;fj{hlgs 
ug]{ k|rng klg k/Dk/fut g} 5 . sfof{nox¿df ph'/L tyf k'i7kf]if0fsf nflu /flvg] ph'/L 
k]l6sfx¿k|lt ;]jfu|fxL hgtfsf] ljZjf; geP/ g} xf]nf Pp6f klg ph'/L kb}{g . lhNnf:t/df 
Administrative Ombudsman sf] ?kdf /x]sf] k|d'v lhNnf clwsf/L cfkm} ;a}eGbf a9L ;d:ofdf 
hsl8Psf] 5, ;]jf k|jfx ug]{ lgb]{lzsf cGtu{tsf cg'udg tyf d"Nof+sg ;ldltsf] ;lqmotf z'Go k|foM 
5 . k|];hut\ klg :j:Yo cfnf]rgfTds b[li6sf]0faf6 dfq k|:t't x'g ;ls/x]sf] 5}g . lhNnfx¿df 
lgoldt gful/s ;'g'jfO{ cyf{t\ ;fj{hlgs ;'g'jfO{sf] sfo{qmd ul/P tfklg k|ydtM Tof] k|efjsf/L x'g 
;s]sf] 5}g, bf];|f] To;af6 k|fKt x'g] k[i7kf]if0fsf] cfwf/df ;d;fdlos ;'wf/ tyf ;dfof]hg ug]{ 
:jfoQtf :yfgLo:t/nfO{ 5}g .  
g]kfnsf] ;fj{hlgs ;]jf k|jfxsf] jt{dfg cj:yfnfO{ lgofNg] xf] eg] ;/sf/, ;]jf k|bfos lgsfox¿ / 
hgtf tLgj6} kIfn] ;Gtf]if lng] cj:yf 5}g . ca ;]jf k|jfxdf ;'wf/sf] s]Gb|ljGb' hgtfnfO{ cfTd;ft 
u/L pgLx¿sf] cfjZostf / rfxgf cg'?k lg/Gt/ ;'wf/sf] k[i7kf]if0f clgjfo{ x'g cfPsf] 5 . ;]jfnfO{ 
k|efjsf/L ljt/0f u/L hgtfsf] ljZjf; Pj+ e/f];f cfh{g ug{sf nflu d"ntM ;]jfsf] u'0f:t/ / dfkb08 
lgwf{/0f, k|lqmofTds ;/nLs/0f, ;]jfu|fxLsf] clwsf/ :yfkgf, hgtfsf] ;xeflutf k|a4{g, kf/bzL{tfsf] 
k|Tofe"lt, hjfkmb]xLsf] ljsf; Pj+ gful/s ;dfhsf] ;zlQms/0f h:tf ljifox¿ cfwf/e"t zt{x¿ x'g\ . 
;fj{hlgs ;]jfx¿ k|jfx ug{ gofF cjwf/0ffx¿sf] ljsf;;Fu} o;sf] cfwf/e"t Pj+ d'Vo d'Vo ;fj{hlgs 
k[i7kf]if0fsf pkfox¿sf] vf]hL z'? x'g yfn]sf] 5 . t;y{ ;/sf/L ;]jfdf ;fj{hlgs k[i7kf]if0fsf lgDg 
adf]lhdsf pkfox¿ cjnDag ug{ ;lsG5 M– 
 

!= ck]Iffsf km/sx¿sf] klxrfg ug]{ cfwf/  
 

hgtfdf k|jfx ul/g] ;]jfx¿sf] l8hfOg ;/sf/sf] s]Gb|Lo lgsfoaf6 x'g] u5{ . ;]jfx¿sf] l8hfOg ubf{ 
:yfgLo:t/sf] cfjZostf tyf rfxgfx¿ k|ltljlDat x'g'k5{ . :yfg ljz]if, ef}uf]lns cj:yf, :yfgLo 
hgtfsf] ;f]r ;d]tnfO{ Wofg lbg' kb{5 . s:tf] ;]jf s;/L lbg] eGg] s]Gb|sf] 3f]if0ff 5 jf ;f] cg'?k 
;]jfx¿sf] ljt/0f ePsf] 5 5}g eGg] s'/f cToGt dxTjk"0f{ x'g] u5{ . ;]jf k|bfos / ;]jfu|fxLaLr 
;fj{hlgs ;]jf k|jfxsf nflu lg/Gt/ cGt/lqmof x'g' kb{5 / k[i7kf]if0f lng' kb{5 . ;]jf ljt/0f k|0ffnLdf 
;+nUg x'g] k|To]s tx -gLlt lgdf{0fb]lv d"Nof+sg;Dd_ df ;fj{hlgs k[i7kf]if0f lng ;/sf/L sfd 
sf/jfxLsf] lgoldt cg'udg, d"Nof+sg / ;dLIff u/fpg' k5{ . ;dLIff, u|fxs ;j]{If0f, cg'udg, 
;fj{hlgs ;'g'jfO{, uf]i7L, ;]dLgf/ / sfo{zfnfx¿ o;sf nflu pko'Qm x'G5g\ . ;]jfsf] :t/sf dfWodn] 
hgtfsf] k[i7kf]if0f k|fKt ug{ ;]jf k|jfx ;DaGwL ck]Iff / oyfy{tfaLrsf] km/s klxrfg ug{ lgDg % j6f 
cfwf/ x'g ;S5g\ M– 
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 Consumer Expectation VS Service Delivery Organization  
 Service Delivery VS Service Quality Specification 
 Service Quality Specification VS Service Delivery 
 Service Delivery VS External Communication 
 Perceived Service VS Delivered Service. 

 

@= ;]jfu|fxL ;Gt'i6L ;j]{If0f  
 

;]jfu|fxLsf] ;Gt'i6L g} ;/sf/L ;]jf k|jfxsf] clGtd nIo xf] . ;/sf/åf/f hgtfdf k'¥ofOg] ;]jfsf] :t/, 
u'0f, kl/df0fsf] ljBdfg cj:yfsf] klxrfg ug{ ;]jfUf|fxLx¿sf] wf/0ffsf] cfwf/ lng' kb{5 . To:tf] wf/0ff 
yfxf kfpgsf] nflu ;]jfu|fxLsf] ;Gt'i6L ;j]{If0f ug{ ;lsG5 . ;Gt'i6L ;j]{If0fsf dfWodx¿df ;ef, 
uf]i7L, sfo{zfnf, lgoldt j}7s, ;dLIff, e]6jftf{, cGtjf{tf{, k|ZgfjnL cflb x'g ;S5g\ . ;]jfu|fxLn] ;]jf 
k|fKt ul/;s]kl5 k[i7kf]if0fsf] kmf/d e/fP/ klg ;]jfu|fxLsf] ;Gt'i6Lsf] :t/ yfxf kfpg ;lsG5 . 
;]jfu|fxLsf] ;Gt'i6L ;j]{If0f ubf{ ljleGg $ kxnx¿df k[i7kf]if0f k|fKt x'g] u/L ug{ ;lsG5 M– 

1. Service Design VS Customer Need. 
2. Service Delivery Behaviour 
3. Feedback & Complaint Handling 
4. Delivery Activities 

;]jfu|fxL hgtfaf6 k|fKt ePsf] k[i7kf]if0fsf] cfwf/df ;]jfsf] u'0f:t/, kl/df0f, ;]jf k|jfx ug]{ sd{rf/Lsf] 
Jojxf/, ;]jf k|jfx ug{ ckgfOPsf] sfo{ljlwdWo] h'g kIfdf ;'wf/sf] vfFrf] 5, To;df tTsfn ;'wf/sf] 
k|oTg ug'{kb{5 .  
 

#= gful/s ;dfhsf] ;xof]u / ;xeflutf  
 

/fHo ;+oGqnfO{ pQ/bfoL aGg bafj ;[hgf ug'{, ;fdflhs rfxgf / cfjZostfnfO{ /fHo ;+oGqdf k|:t't 
ug'{, gLlt lgdf{0fdf hgcfsf+Iff k|ltljlDjt ug{ pTk|]l/t ug]{ / bafa lbg], ;fd'bflos ;xeflutf k|a4{g 
ug]{, ljsf;fTds cfGbf]ng ;+rfng ug]{ sfo{df gful/s ;dfhsf ;+:yfx¿ ;lqmo ?kdf cu|;/ ePsf 
5g\ .  ;fd'bflos ljsf;df ;dlk{t tyf hg;zlQms/0f / k}/jLsf] sfddf ;+nUg eO{ logLx¿n] ;/sf/ 
tyf ;/sf/sf lgsfox¿nfO{ hgtfk|lt pQ/bfloTj jxg ug{ bjfj ;[hgf u/]sf 5g\ . ;/sf/n] hgtfdf 
k'¥ofpg' kg]{ ;]jfx¿ gful/s ;dfhsf ;+:yfx¿sf ;dIf lj:t[t ?kdf ;fj{hlgs u/L kf/bzL{sf 
dfWodn] hg;dy{g / ;xof]u h'6fpg ;lsG5 . gful/s ;dfhsf ;+:yfx¿;Fu ljleGg ;fem]bf/L u/L 
;]jf k|jfxnfO{ k|efjsf/L agfpg ;lsG5 M– 

 ;Nnfxsf/L ;fem]bf/L 

 ;dGjofTds ;fem]bf/L 

 kl/k"/s ;fem]bf/L 

 ;xsfo{ ;fem]bf/L 

 s/f/hGo ;fem]bf/L 

 ;+j]bgzLn ;fem]bf/L 
gful/s ;dfhnfO{ ljZjf;df lnP/ ;]jf k|jfx ug'{ / pgLx¿sf] ;Gt'i6L dfkg ub}{ lg/Gt/ ;'wf/sf] sfo{ 
u/L ;fj{hlgs ;]jf k|jfxsf] k|efjsfl/tf j[l4 ug{ ;lsG5 .  
 

$= lgoldt cg'udg, d"Nof+sg tyf ;dLIff  
 

Joj:yfkgåf/f ;]jf k|jfxsf] x/]s tx / r/0fdf lg/Gt/ ?kdf ul/g] ;'k/Lj]If0f tyf hfFrj'em g} cg'udg 
xf] . cg'udgsf dfWodn] ;]jf k|jfxnfO{ tf]lsPsf] u'0f:t/ / kl/df0fdf ;]jfu|fxL hgtf;dIf tf]lsPsf] 
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;dodf k'¥ofpg lg/Gt/ ;"rgf lng ;lsG5 / k|fKt ;"rgfsf dfWodn] nuftf/ ;'wf/sf] >[+vnf v8f ug{ 
;lsG5 . o;af6 k[i7kf]if0f k|fKt u/L ;'wf/fTds sbd rfNg ;lsg] t 5+b}5 To;eGbf cl3 g} k|efjsf/L 
sfo{ ;~rfng xfl;n ug{ / hg;Gt'i6L k|fKt ug{ ;lsG5 .  

;fj{hlgs ;]jf k|jfxsf] cg'udg tyf d"Nof+sgdf ;/sf/L ;+oGqx¿ Pj+ clwsf/Lx¿nfO{ dfq ;+nUg jf 
lhDd]jf/ gagfO{ /fli6«o Pj+ :yfgLo :t/sf hglgjf{lrt k|ltlglw, gful/s ;dfhsf ;+:yfx¿, k|]; hut 
/ :jo+ pkef]QmnfO{ ;+nUg u/fpg ;lsG5 . ;]jf k|jfxsf] ;dLIff ubf{ ;fj{hlgs ;'g'jfO{ k|0ffnLnfO{ 
cjnDag ug{ ;lsG5 . ;fj{hlgs ;'g'jfO{n] /fHo ;+oGqnfO{ hgtfk|lt pQ/bfoL aGg bafj ;[hgf ug'{sf] 
;fy ;fy} clwsf/Lx¿n] ;Dkfbg u/]sf] sfd / k|jfx u/]sf] ;]jfaf6 kg{ uPsf] gsf/fTds c;/ jf xfgL 
gf]S;fgLsf] ljj/0f ;fj{hlgs u/L eljiodf To:tf] uNtL gbf]xf]l/g] jftfj/0f lgdf{0f ug{ ;lsG5 .  

ctM ;]jf k|jfxdf ;'wf/sf] dfWodaf6 ;'zf;g xfl;n ug'{ cfhsf] k|d'v Wo]o ePsf] 5 . ;'wf/sf] cfwf/ 
rflx+ k|bfg ul/Psf] ;]jfsf] k[i7kf]if0f lng] k|0ffnL g} xf] . cfˆgf] cg'xf/ b]Vg klg P]gf x]g'{ kb{5, ;]jfu|fxL 
hgtf ;/sf/L ;]jf k|jfxsf] P]gf x'g\ . ljsf; / ;]jfsf] j/Lk/L hgtf xf]Og, hgtfsf] j/Lk/L ljsf; / 
;]jf k'¥ofpg' kg]{ cjwf/0ffsf] ljsf;n] cfˆgf] ;]jf k|jfx ug]{ ;+oGqnfO{ k|efjsf/L agfpg ljz]if hf]8 
lbg'kb{5 . o;sf nflu k[i7kf]if0f k|0ffnLnfO{ cjnDag ug'{ clt cfjZos 5 .      
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k|zf;g, ;fj{hlgs k|zf;g ;DaGwL klqsf 

jif{ #*, c+s @, k"0ff{Í !)%, kmfNu'0f @)^# 
 

;fj{hlgs gLltsf] th{'df, sfof{Gjog, cg'udg tyf d"Nofsg  
 

 
 /fh]Gb| k|;fb g]kfn * 

kl/ro 
;fj{hlgs gLltnfO o; If]qsf lj1x¿dWo] s;}n] /fHo ;+rfngsf] dfu{bz{g eg]sf 5g\, s;}n] ;/sf/n] 
hgtf k|ltsf] bfloTj lgjf{x ug]{ qmddf cjnDjg u/]sf] wf/0ff, ljrf/ k4lt eg]sf 5g\ . s;}n] /fHon] 
clVtof/ ug]{ gLlt eg]sf 5g\ . lj1x¿dWo] s;}n] /fHosf lqmofsnfknfO{ lgb]{lzt ug{ ;/sf/4f/f 
3f]lift cjwf/0ff jf l;4fGtsf] ?kdf lnPsf 5g\ . s;}n] zf;g ;+rfngdf k|efj kfg]{ clwsf/L jf 
lgsfo4f/f ul/Psf] lg0f{o jf cfb]zsf] ?kdf lnPsf 5g\ . s;}n] ;/sf/n] s'g} sfd ug{ jf gug{sf] nflu 
u/]sf] 3f]if0ffsf] ?kdf lnPsf 5g\ .  lj1x¿dWo] s;}n] ;dfhdf :yflkt d"No, dfGotf jf k|rngx¿sf] 
;dli6ut :j?k eg]sf 5g\ eg] s;}n] ;fj{hlgs lxt k|j4{gsf nflu k|ltkflbt ;/sf/L wf/0ff jf 
lqmofsnfksf] ;ufnf]sf] ?kdf lnPsf 5g\ .  
Thomas Dye sf cg';f/ Public Policy is whatever government chooses to do or not to do. ;/sf/n] s] 
ug]{ / s] gug]{ af/] lnPsf] lg0f{o g} ;fj{hlgs gLlt xf] .  

Y Dror sf cg';f/ General directives on the main lines of action to be followed ;j}n] kfng ug{sf 
nflu lglZrt ul/Psf ;fdfGo dfu{ bz{g g} ;fj{hlgs gLlt xf] . 
James E. Anderson sf cg';f/ a purposive course of action followed by an actor or set of actors in 
dealing with a problem or matter of concern. s'g } ;d:of jf ;/f]sf/sf] ljifosf] ;DaGwdf s'g } Ps jf 
Ps eGbf j9L stf{n] kfng ug'{ kg]{ p2]Zo ;lxtsf] sfo{ of]hgf g} ;fj{hlgs gLlt xf] . 

R.K. Sapru sf cg';f/ a purposive course of action taken by those in power in pursuit of certain 
goals or objectives  s'g } lglZrt nIf jf p2]Zo k|fKt ug{sf] nflu zlQmdf j;]sfx¿n] lnPsf] p2]Zo 
;lxtsf] sfo{ of]hgf g} ;fj{hlgs gLlt xf] .   

oL ;j} kl/efiffnfO{ s]nfO{ ;dli6ut ?kdf eGbf zf;g Joj:Yff ;+rfngsf qmddf ;/sf/n] cjnDjg 
ug]{ wf/0ff, ljrf/ jf l;4fGtnfO{ g} ;fj{hlgs gLlt eGg ;lsG5 . 
 

;fj{hlgs gLlt th{'dfsf cfwf/ / >f]t M 
 

;fj{hlgs gLlt th{'dfsf cfwf/ / >f]tnfO lgDg cg';f/ cflwsfl/s, cgf}krfl/s / b:tfj]hsf] egL 
jf8\g ;lsG5 . 

                             
* ;x ;lrj, ;fdfGo k|zf;g dGqfno  
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 cflwsfl/s ;|f]tM ;+ljwfg, sfg"g, Goflos lg0f{o, cGt/f{li6«o ;Demf}tf, ;dembf/L, k|ltj4tf . 

 cgf}krfl/s ;|f]tM ljBdfg k/Dk/f, cfly{s ;fdflhs tyf  /fhg}lts ;+/rgf / dfGotf, ;+rf/ 
dfWod, bft[lgsfo tyf ;+:Yff, k]zfut ;+u7g, sd{rf/LtGq . 

 b:tfj]hM /fhg}lts bnsf 3f]if0ffkq, cfof]u, sfo{bnsf k|ltj]bg jf l;kmfl/z, lj1sf]    wf/0ff . 
 

;fj{hlgs gLlt th'{df sfo{df ;lqmo ;xefuLx¿ M 
 

;fj{hlgs gLlt th{'df ug]{ sfo{df ;lqmo ;xefuLx¿nfO{ lgDg cg';f/ jf8\g ;lsG5 . 

 d'Vo÷cfwf/e"t lgsfoM Joj:yfkLsf, ;+;bLo ;ldlt, sfo{kflnsf, sd{rf/L tGq, Gofokflnsf, /fli6«o 
ljsf; kl/ifb, /fli6«o of]hgf cfof]u,     

 ;xfos lgsfox¿M ;+j}wflgs cfof]u lgsfox¿, :yfgLo lgsfox¿  

 cGo lgsfox¿M bft[ ;d'bfo, k]zfut tyf Jofj;foL ;+:yf, /fhg}lts bn, gful/s ;dfh, bjfj 

;d"x, ljz]if1 ;d"x, NGO, INGO, UN Special agency,  Media 
 

;fj{hlgs gLlt th{"dfsf] 9fFrf M 
 

;fj{hlgs gLlt th{'df / sfofGjog ug]{ 9fFrf lgDg cg';f/ 5 . 

 Vision -bL3{sfnLg ;f]r_M s] ;f]r /fv]/ ;fj{hlgs gLlt th{'df ug{ vf]lhPsf] xf] < 

 Mission -nIo_M s] s:tf] nIo k|fKt ug{ ;fj{hlgs gLlt th{'df ug{ vf]lhPsf] xf] < 

 Objective -pb]Zo_M th{'df ug{ vf]lhPsf] ;fj{hlgs gLlt sf] pb]Zo s] xf] < 

 Strategy -/0fgLlt_M nIo, pb]Zo k|fKt ug{ s] s:tf] /0fgLlt lng vf]lhPsf]5 < 

 Program -sfo{s|d_M nIo, pb]Zo k|fKt ug{  s] s] sfo{s|d ;+rfng ug{ vf]lhPsf 5 < 

 Activities -ls||ofsnfk_M sfo{s|dsf] ;kmntfsf] nflu s] s] ls|ofsnfk ;+rfng ug{ vf]lhPsf] 5 < 

 Action plan -sfo{of]hgf_M ;+rfng ug{ vf]lhPsf ls|ofsnfksf] k|fyldsLs/0f, ;+:yfut Ifdtf / 
hgzlQmsf] Joj:yf, lhDd]jf/L j+f8km+f8, ;fwg ;|f]tsf] cg'dfg / kl/rfng Joj:Yff, Operational 
plan/Procurement plan, Co ordination cflb ljifo s;/L cufl8 j9fpg] . 

 

;fj{hlgs gLlt th'{dfdf k|efj kfg]{ tTjx¿ M 
 

;fj{hlgs gLlt th'{df ubf{ /fhgLlts bnsf] d"No, dfGotf l;4fGt / 3f]if0ff kq, k]zfut ;+3 ;+:yfx¿, 
;/f]sf/jfnf -Jofkf/L, pBf]uklt, bjfj;d"x, Professional group) n] p7fPsf cfjfh, bft[/fi6« / ljleGg 
cfof]usf k|ltj]bg, cg';Gwfg l/kf]6{, gful/ssf] ;xeflutf, ;j{;fwf/0fhgtf tyf dtbftfsf] dfu, ;+rf/ 
hutsf] wf/0ff, bft[;+:yfsf] egfO, cGt/f{li6«o kl/j]zn] k|efj kf5{ . o;sf ;fy} lj1fg / k|ljlwsf] 
If]qdf ePsf] ljsf;, ;fwg tyf ;|f]tsf] cj:yf tyf ef}uf]lns kl/j]zn] klg ;fj{hlgs gLlt th'{dfdf 
k|efj kf5{ .    

g]kfndf ;fj{hlgs gLlt th'{df k|s[of M 
 

;+ljwfgn] /fHosf] lgb]{zs l;4fGt tyf gLltnfO{ zf;g Joj:Yffsf] cfwf/ / /fHo Joj:Yffsf] d'Vo 
dfu{bz{s l;4fGtsf] ?kdf lnOPsf] 5 . :jtGq Gofokflnsf, ;+;bLo zf;g k|0ffnL, cfwf/e"t 
dfgjclwsf/, jx'bnLo Joj:yf, tyf lgikIf Gofo k|0ffnL, hgtfdf lgxLt ;fj{ef}d;Qf h:tf ljifo nfO{ 
Wofg lbg'k5{ . ;+ljwfgdf Jojl:yt pQm k|fjwfg g} xfd|f] ;fj{hlgs gLlt th'{dfsf] d'Vo cfwf/ xf] .  
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o;sf ;fy} /fli6«o dxTjsf] ljifodf /fhg}lts bn ljr ;dIfbf/L sfod u/L gLlt th'{df ug{ kg]{ s'/fdf 
hf]8 lbPsf] 5 . 

gLlt th'{df sfo{df sfo{kflnsf, Gofokflnsf, Joj:yflksf, ;+j}wflgs c+ux¿, /fli6«o of]hgf cfof]u, 
dGqfno, ljefu, :yfgLo lgsfo ;nUg x'G5 . sfo{If]qsf] leGgtfn] ubf{ cf–cfkm\gf] sfo{If]q leq kg]{ 
ljifosf] gLlt lgdf{0f ;DjlGwt lgsfon] ub{5g\ . 

;+j}wflgs Joj:Yff, /fh}lts bnsf 3f]if0ff kq, bjfj ;d"xsf] dfu, hg;fwf/0fsf] OR5f, cGt/f{li6«o 
If]qdf cfPsf] kl/jt{gn] dfu >[hgf u5{ . dfunfO{ ;dfhn] ;dy{g u5{ . tL dfunfO{ ;+af]wg u/L gLlt 
th'{df ul/G5 . 

;fj{hlgs gLlt th'{df ubf{ ;d:ofsf] klxrfg ug]{, k|fyldstf lgwf{/0f ug]{, ljsNkx¿sf] klxrfg / 
d"Nofs+g ug]{, pQd ljsNksf] rog / :jLs[t ug]{ ul/G5 . csf]{ zAbdf dfux¿ ;+sng, ljZn]if0f 
JofVof k|zf]wg, ;+efJotf cWoog, cg';Gwfg, /fok|ltlqmof, gLlt d:of}bf, d:of}bf pk/ 5nkmn ug]{, 
ljZn]if0f ug]{, k|rf/ k|;f/ ug]{ ul/G5 . 

dGqfnon] th"{df ug]{ gLlt dGqfnosf] ;lrj jf dGqLsf] lg0f{oaf6 :jLs[t x'G5 . dxTjk"0f{ ljifosf] 
k|:tfj dGqfnon] dlGqkl/ifb\df k7fpF5 . 

 

gLlt th'{dfdf b]lvPsf ;d:of / ;dfwfgsf pkfox¿ M 
/fhg}lts g]t[Tjdf k|ltj4tfsf] cefj, hg r]tgfsf] sdL, ;xeflutfsf] sdL, u[[xsfo{sf] cefj, lglZrt 
sfo{ k4lt / pko'Qm ;oGqsf] cefj, k|efjzfnL ;d"xsf] x:tIf]k, bft[ lgsfosf] rf;f] x:tIf]k, 
sd{rf/LtGqsf] pbfl;gtf, ;fwg tyf ;|f]tsf] cefj, 1fg ;Lk, Ifdtf / OdfGbfl/tfsf] sdL, ;dGjosf] 
sdL, ;"rgf ;+rf/ ;oGqsf] sdhf]/ cj:Yff, :ki6 / kf/bzL{ sfo{ k4ltsf] cefj, pQ/bfloTjsf] 
c:ki6tf, sfo{If]qdf x:tIf]k, cg'udg / d"Nofs+g ;oGq ck|efjsf/L, l5d]sL d'n'sdf ePsf] kl/jt{gsf] 
k|ToIf c;/ h:tf ;d:ofx¿ b]lvPsf 5g\ . 

oL ;d:of ;dfwfgsf nfuL /fli6«o k|fyldstf / cfjZostfsf ljifodf ;a} If]qsf] ;xeflutfdf hf]8, 
kof{Kt cWoog, ljZn]if0f / u[xsfo{ ug'{kg]{, :ki6 / kf/blz{ sfo{ k2ltsf] lgdf{0f, gLlt lgdf{tfx¿ gLltsf] 
kl/0ffd k|lt pQ/bfoL x'g'kg]{ Joj:Yffsf] l;h{gf, gLlt lgdf{tfx¿n] :jtGq ?kn] lg0f{o ug{ kfpg] 
jftfj/0fsf] l;h{gf, gLlt sfof{Gjogsf nflu >f]tsf] kof{Kt Joj:yf, ljleGg lgsfosf] jLrdf ;d'lrt 
;DjGw / ;dGjosf] lgsfo, sd{rf/LnfO{ pTk|]l/t ug'{kg]{, 1fg, ;Lk, Ifdtfsf] ljsf; nflu tflnd, 
cWoogsf cj;/x¿sf] l;h{gf tyf Gofof]lrt ljt/0f, ;"rgf tyf ;+rf/ ;oGqsf] ;'2[l9s/0f, k|efjsf/L 
cg'udg / d"Nofs+g k|0ffnLsf] :yfkgfsf] cfjZostf k5{ .  
 

;fj{hlgs gLlt th'{df k|zf;gsf] e"ldsf 
gLlt th'{df d"n bfloTj /fhg}lts If]qsf] / sfof{Gjog ug]{ bfloTj k|zf;gsf] xf] eGg] egfO{ :jLsf/ ubf{ 
ub{} klg gLlt th'{df tyf ljZn]if0fdf k|zf;gsf] ;+nUgtf x'g'kg]{ cfjZostfn] th'{df tyf ljZn]if0f ug]{ 
klg k|zf;gsf] sfo{ If]q leq cfPsf] 5  . 

;/sf/ / hgtf jLrsf] ;+rf/sf] k|d'v dfWod sd{rf/LtGq ePsf]n] ;/sf/af6 lgwf{/0f ug{ nfluPsf] jf 
lgwf{/0f ul/Psf] gLlt hgtfdf k'¥ofpg], ;f] cg';f/ ;]jf ;'ljwf k'¥ofpg] tyf hgtfaf6 JoQm u'gf;f 
k/]sf] ;d:of ;/sf/df k'¥ofpg] d"n bfloTj k|zf;gsf] g} xf] .  

(Communicative/ informative role)  pRr k|zf;ssf] k|zf;lgs cg'ej, k|fljlws 1fg ;Lk (expertism) 
:yfoLTj (permanence) tYofÍ ;"rgfsf] d"Vo ;|f]t, ;+:yfut ;"rgfsf] ;|f]t, ljifout cg'ej tyf 
/fhgLlt1;Fusf] ;fldKotfn] ubf{ ;fj{hlgs gLlt lgdf{0fdf k|zf;gsf] e"ldsf dxTjk"0f{ 5 .  
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;fj{hlgs gLlt th"{df ug]{ sfo{df tYofÍ, ;"rgf tyf cGo hfgsf/L ;+sng ug]{ ;d:ofsf] ljZn]if0f ug]{ 
gLltsf] d:of}bf tof/ ug]{, To:tf] gLltsf] cfjZostf dxTj, pkfb]otf, k|efj h:tf ljifodf lj:t[t 
cWoog 5nkmn ug]{ d'n's ;+ljwfg k|rlnt sfg"g tyf lb3{sfnLg ljsf; nIo cGt/f{li6«o sfg"g tkm{ 
ljrf/ k'¥ofpg], hgdt j'em\g], ;/f]sf/ jfnfsf] wf/0ff j'em\g], ljleGg If]qsf lj1x¿, k|fl1s ;d'bfo, 
gful/s ;dfh, ;+rf/ hutnfO{ ;xefuL u/fO{ 5nkmn ug]{ ;'emfj ;dfof]hg ug]{, cfd;xdlt k|fKt 
ePkl5 gLlt th'{df ug]{ sfo{df k|zf;gn] /fhgLlt1nfO{ ;xof]u k'/\ofp+5g\ . 

dGqLx¿n] ;+;bdf k]zug]{ ljw]osx¿sf] d:of}{bf tof/ ug]{, ;/sf/4f/f 3f]if0ff ul/g] ;fj{hlgs 
gLltx¿sf] d:of}bf tof/ ug]{, dGqfnon] s] s:tf] gLlt lgdf{0f ug{ cfjZos 5 eGg] ljifodf ljefuLo 
dGqLnfO{ ;xof]u ug]{, ;'emfj lbg], d:of}bf tof/ ug]{, dGqfnosf] tkm{af6 tof/ ug]{ bL3{sfnLg cfjlws 
tyf jflif{s sfo{qmd tyf sfo{qmd sfof{Gjog ug]{ tl/sf,;|f]t tyf ;fwg kl/rfng ug]{ lj:t[t vfsf 
tof/ ug]{, dlGqkl/ifb\df k]z ug]{ k|:tfj tof/ ug]{, sfo{df k|zf;gn] dxTjk"0f{ e"ldsf v]N5 . 

 

;fj{hlgs gLlt ljZn]if0f 
P08/;gsf cg';f/ ;fj{hlgs gLlt ljZn]if0f ;fj{hlgs gLltsf] sf/0f / kl/0ffdsf] k/LIf0f / JofVof;+u 
;DjlGwt 5 (Policy analysis is concerned with the examination and description of the causes and 
consequenes of public policy).  
Yff]d; 8fOsf cg';f/ gLlt ljZn]if0fn] s'g} ljifodf l;kmfl/z ug]{ eGbf tYosf] JofVof ug{, ;fj{hlgs 
gLltsf] sf/0f / kl/0ffdsf] jf/]df cg';Gwfg u/L lgrf]8df k'Ug / o;/L u/LPsf] lgrf]8sf] cfwf/df 
;fj{hlgs gLltsf] ;fdfGo l;4fGt k|ltkfbg u/L nfu" ug{ pko'St x'g] wf/0ff /fVb5g\ .  

;fk'|sf cg';f/ ;fj{hlgs gLlt ljZn]if0f ug{  kfFrj6f r/0fx¿ 5g\ . ;d:ofsf] klxrfg ug]{ 
(Identifying the Underlying Problem), gLlt 5gf}6sf] nflu lasNk ; 'lglZrt ug]{ (Determining 
Alternatives for Policy Choice), kl/0ffdsf]  eljZoaf0fL ug]{ (Forecasting the consequences), kl/0ffdsf] 
d"Nofs+g ug]{  (Evaluating  the Outcomes),  pko'St gLltsf] 5gf}6 ug]{ ( Making Choice).  

;fj{hlgs gLlt ljZn]if0fdf k|zf;gsf] e"ldsf 
;fj{hlgs gLlt ljZn]if0fsf] nflu ;d:ofsf] klxrfg ug]{, 5gf}6sf] nflu ljsNkx¿ tof/ ug]{, ljleGg 
ljsNkx¿sf] nfut / kmfObf jf pknlJw, c;/ tyf k|efjsf] d"Nofs+g ug]{ / pQd ljsNk 5gf}6 ug]{ 
sfo{df k|zf;lgs If]qsf] ;dnUgtfsf] h?/L x'G5 . th'{df ug{ nfluPsf] gLltsf] nflu ;"rgf, tYofÍ / 
lj1sf] ?kdf dGqLnfO{ ;'emfj lbg], ;+ljwfg, sfg"g tyf cGt/f{li6«osf] sfg"gsf] af/]df ;'emfj lbg], 
cfly{s ;fdflhs tyf k|zf;lgs c;/ tyf k|efj jf/] dGqLnfO{ ;'emfj lbg] sfd k|zf;gn] ub{5 . gLlt 
d:of}bf ug]{, d:of}bf pk/ 5nkmn ug]{,  ljZn]if0f ug]{ -nfut / kmfObf s] x'G5, gLlt sfof{Gjog x'g ;Sg] 
jf g;Sg] / To;af6 ;dfhsf ljleGg ju{df kg]{ c;/ / k|efj af/] ljZn]if0f_, k|rf/ k|;f/ ug]{ sfo{df 
k|zf;gsf] e"ldsf cfjZos k5{ . gLlt sfof{Gjog ug{ ;+oGqsf] cj:yf, ;|f]t ;fwgsf] pknJwtf af/] 
ljZn]if0f ug]{ sfo{ k|zf;lgs If]qaf6 ul/G5 . k|zf;gaf6 ul/Psf] ljZn]if0f lbPsf] /fo tYodf cfwfl/t, 
lgikIf, ljutsf] cg'ej tyf jt{dfg cfjZostfdf cfwfl/t x'G5 . 

 

;fj{hlgs gLlt sfof{Gjog (Implementation) 
;fj{hlgs gLlt sfof{Gjog ug]{ d'Vo lhDd]jf/L k|zf;gsf] xf] . k|zf;gsf cltl/St gLlt sfof{Gjog ug]{ 
k|d'v lgsfox¿df Joj:yflksf, Gofokflnsf, :yfgLo lgjf{lrt lgsfo, ;j}wflgs cfof]u kb{5g\ . o; 
cltl/St gLlt sfof{Gjogdf /fhlglts bn, u}/ ;/sf/L ;+u7g, ;+rf/ hut, bjfj ;d"x, bft[ ;d'bfo, 
ljz]ifflws[t ;+u7g, lghL If]qsf] klg dxTjk"0f{ e"ldsf x'G5 . 
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k|efjsf/L sfof{Gjogsf nflu cfjZos tTjx¿ M 
/fhg}lts k|ltj4tf / ;xof]u, gLltdf Ps?ktf tyf :ki6tf, /fhgLlts bnx¿jLr ;xdlt, k|zf;lgs 
;+/rgf, clwsf/ tyf hjfkmb]lxsf] :ki6tf, >f]t / ;fwgsf] kof{Kt Joj:Yff / lg/Gt/tf, k|rf/ k|;f/ 
tyf kf/blz{tf, k|zf;lgs :jfoQtf, Goflos ;xof]u, lg/Gt/ cg'udg / d"Nofs+g, glthfsf] cfwf/df 
d'Nofs+g ug]{ k|0ffnLsf] :yfkgf, d"Nofs+gsf] cfwf/df k'/:sf/ / b08sf] k|efjsf/L Joj:Yff h:tf s'/f  
gLlt sfof{Gjogsf nflu cfjZos tTjx¿ x'g\ . o; cltl/St th'{df, sfof{Gjog / d"Nofs+gdf 
;/f]sf/jfnfx¿sf] ;xeflutf, ;"rgf tyf t+Yofs k|0ffnLnfO{ ;'b[9 agfpg' kg]{, sfof{Gjogdf k|ltj4tf, 
pRrdgf]jn / pTk]|/0ff hufpg] jftfj/0fsf] lgdf{0f h:tf s'/f klg gLlt sfof{Gjogsf nflu cfjZos 
tTjx¿ x'g\ . 
 

;fj{hlgs gLlt sfof{Gjogdf k|zf;gsf] e"ldsf 
gLlt sfof{Gjogsf] d'Vo ;+oGq sfo{kflnsf xf] . sfo{kflnsfsf] k|d'v c+u k|zf;g -sd{rf/LtGq_ g} xf] . 
o;/L sd{rf/LtGq g} gLlt sfof{Gjogsf] d'Vo ;+oGq xf] .  

gLlt sfof{Gjogsf] nflu sfo{gLlt / sfo{of]hgf tof/ ug]{, k|fyldstf lgwf{/0f ug]{, sfof{Gjogsf] 
jftfj/0f tof/ ug]{, ;+u7gfTds ;+/rgf v8fug]{, ;fwg ;|f]tsf] Joj:yf ug]{ -ljQLo, ef}lts, dfgjLo _, 
gLltsf] k|efjsf/L ?kdf ;+rf/ ug]{, sfof{Gjogdf Ps?ktf tyf ;dGjo sfod ug],{ sfof{Gjogdf cfPsf 
gLltsf] cg'udg / ;'kl/j]If0f ug]{ -k|efjsf/L / gtLhfd"ns sfof{Gjogsf nflu_, s'g} ;d:of cfPdf 
;dfwfg ug]{ sfo{df k|zf;gsf] dxTjk"0f{ e"ldsf x'G5 .  
 

;fj{hlgs gLlt cg'udg ( Monitoring) 
cy{ M sfof{Gjogdf cfPsf] gLltsf] sfof{Gjgsf] cj:yf jf/]df hfgsf/L lng cg'udgsf] cfjZostf kb{5 
. cg'udgsf] d"Vo p2]Zo sfof{Gjogdf b]vfk/]sf / b]vfkg{ ;Sg] ;d:ofx¿sf] ;dfwfg ub}{ gLltsf] 
u'0ffTds k|j4{g ug'{ xf] . gLltnfO{ k|efjsf/L / pknlJw d'ns jgfpg] sfo{df cg'udgn]  dxTjk"0f{ 
e"ldsf v]Ng] ePsfn] cg'udgnfO{ gLlt sfof{Gjgsf] cleGg c+u jf cf}hf/sf] ?kdf lnOG5 . ;fy} o;jf6 
d"Nofs+gsf] lgDtL w]/} ;xof]u k'U5 .  
 

cg'udgsf If]qx¿M 
 ljifoj:t' (Content) 
 sfof{Gjog ;oGq (Implementation structure ) 
 sfof{ljlw tyf sfo{k|0ffnL (Process and system) 
 glthf tyf pknlAw (Result / output) 

 

cg'udg sfo{df ;s[o ;xefuLx¿M 
cg'udg sfo{df ;s[o ;xefuLx¿df Joj:yflksf / ;+;bLo ;ldlt -hfgsf/L lng], 5nkmnug]{, :ynut 
cWoog ug]{, ;f]wk'5 ug]{, jofg u/fpg]_, sfo{kflnsf -d=k= tyf ;DjlGwt dGqfno_, Gofokflnsf -
;jf]{Rr, k'gf/fj]bg, lhNnf cbfntx¿_, /fli6«o ljsf; kl/ifb, /fli6«o of]hgf cfof]u / :yfgLo lgsfox¿ 
Kfb{5g\ . o;sf ;fy} bft[ ;d'bfo, k]zfut tyf Jofj;foL ;+:yf, /fhg}lts bn, gful/s ;dfh, bjfj 
;d"x, ;dfh;]jL j'l4lhjL tyf ;j{ ;fwf/0f, u}/ ;/sf/L ;+u7g / ;+rf/ hutn] klg gLltsf] cg'udg 
ub{5g\ .  
 

cg'udgnfO{ k|efjsf/L jgfpg] pkfo  
gLlt sfof{Gjog kIf sdhf]/ x'g'df Pp6f k|d'v sf/0f sdhf]/ / lkmtnf] cg'udg xf] eGg] egfO{ 5 . of] 
;To klg xf] . glthf eGbf k|ls|ofsf] cg'udg ul/]g', ;|f]t tyf ;fwgsf] kof{Kt Joj:yf gx'g', cg'udgsf] 
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nflu th'{df ul/Psf kmf/dx¿ hl6n, c:ki6tf, cj}1flgstf, cg]sfy{ x'g', cg'udg k|lsofnfO{ 
cf}krfl/stfsf] ?kdf lng', lghL sfdnfO{ dxTj lbg' h:tf sf/0fn] ubf{ cg'udg lkmtnf] / sdhf]/ x'G5 
. k|ls|of eGbf glthfsf] cg'udgdf hf]8 lbg'k5{ . ;|f]t tyf ;fwgsf] kof{Kt Joj:yf, cg'udgsf] nflu 
th'{df ul/Psf kmf/dx¿ ;/n, :ki6, j}1flgs x'g'k5{, k|fKt ;'emfj u+eL/tf k"j{s sfof{Gjog ug]{ 
k|0ffnLsf] :yfkgf x'g'k5{ . 
 

;fj{hlgs gLlt d"Nofs+g (Evaluation) 
gLlt k|s[ofsf] clGtd r/0f gLlt d"Nofs+g xf] . gLltn] lgb{[i6 u/]sf p2]Zox¿ xfl;n x'g ;s] ;s]gg\, 
gLltdf ;+/rgfut tyf sfo{ut sdL sdhf]/L lyP lyPgg\, lyP eg] ;'wf/sf] pkfo s] x'g ;S5, gLlt 
sfof{Gjogsf] c;/ tyf k|efj nlIft ;d'bfodf s] s:tf] k/\of]< eGg] ljifodf d"Nofs+g ul/G5 . 

 Evaluation answer the quotion " What difference does it make " 
 Policy evaluation is concerned with essmatiion assessment, appraisal and policy including its 

content implementation and effects. 
 

d"Nof+sgsf cfwf/x¿ (Criteria) 

ljleGg lj1x¿n] ;fj{hlgs gLlt d"Nofs+gsf] nflu ljleGg cfwf/x¿sf] k|:tfj u/]sf 5g\ . 

Fohock sf cg';f/ Equity -;dfgtf_, Efficiency -sfo{bIftf_, Pareto Optimality -;dy{g_ / Public 
Interest -;fj{hlgs rfxgf_ sf] cfwf/df ;fj{hlgs gLltsf] d"Nofs+g ug'{k5{ eGg] wf/0ff /fv]sf 5g\ . 
Suchman sf cg';f/ Efforts, Performance, Adequacy, Efficiency Process sf] cfwf/df ;fj{hlgs 
gLltsf] d"Nofs+g ug'{k5{ eGg] wf/0ff /fv]sf 5g\ .  Smith sf cg';f/ Policy design, Policy process, Policy 
achievement sf] cfwf/df ;fj{hlgs gLltsf] d"Nofs+g ug'{k5{ eGg] wf/0ff /fv]sf 5g\ .  

Sapru n] lgDg 5 j6f ljifonfO{ cfwf/dfgL d"Nofs+g ug'{k5{ eg]sf 5g\ . 

Effectiveness -k|efjsfl/tf_M pknlJw sltsf] eof] . Degree of objective achievement 

Efficiency -sfo{bIftf_M nfesf] :t/ s:tf] 5 . Output/ input ratio of a public administration system or 
an organizational unit.  
Adequacy -kof{Kttf_M sfo{If]qsf] cfjZostf cg'?k gLlt kof{Kt eof] ePg . relationship between 
policy goals and what is achived or relationship between policy and the problem to which it is address.  
Equity -;dfgtf_ M nfe ljt/0fsf] Gofof]lrt kIf s:tf] 5 . Distribution of effects and efforts among 
different groups in society. 
Responsiveness -hjfkmb]lxtf_M nlIft ;d'bfosf] OR5f, cfsf+Iff cfjZostf, / efjgfsf] ;Gt'li6sf] :t/ 
s:tf] /Xof] . degree of satisfaction of the clients and stakeholders. 

Appropriateness -pko'Qmtf_M gLlt, p2]Zo, sfo{gLlt, tyf sfof{Gjog gLltsf] p2]Zo k|fKt ug{ pko 'Qm 
eof] ePg . judgements about a policy’s fitness and suitability 
 

gLlt d"Nofs+gsf ;xefuL kIfx¿ M 
gLltsf] d"Nofs+g s;n] ug]{ s'/f gLltsf] k|s[ltdf e/k5{ . gLltsf] d"Nofs+g ug]{ sfddf ;fdfGotof 
Joj:yflksf / ;+;bLo ;ldlt -hfgsf/L lng], 5nkmnug]{, :ynut cWoog ug]{, ;f]wk'5 ug]{, jofg 
u/fpg_, sfo{kflnsf -d=k= tyf ;DjlGwt dGqfno_, Gofokflnsf -;jf]{Rr, k'gf/fj]bg, lhNnf 
cbfntx¿_, /fli6«o of]hgf cfof]u, ;+j}wflgs lgsfo ;nUg x'G5 . o;sf ;fy} bft[ ;d'bfo, k]zfut tyf 
Jofj;foL ;+u7gx¿, /fhg}lts bn, ;+rf/ hut, gful/s ;dfh, bjfj ;d"x, ;dfh;]jL j'l4lhjL tyf 
;j{ ;fwf/0f, u}/ ;/sf/L ;+u7g / cg';Gwfg sfo{sf] nflu u7g ePsf cfof]un] klg gLltsf] d"Nofs+g 
ub{5g\ .  
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gLltaf6 ck]lIft pknlJw k|fKt gx'g' jf k|efj kfg{ g;Sg'sf sf/0fM 
gLltaf6 ck]lIft pknlJw k|fKt gx'g' jf k|efj kfg{ g;Sg'sf k|d'v sf/0fdf aflemg] vfnsf gLlt jf 
nIox¿ x'g' (incompatible goals), ;fwgsf] ck|ofKttf (inadequacy of resource), pbf;Lg k|zf;g, sfd 
st{Jo clwsf/ lhDd]jf/L tyf hjfkmb]xL :ki6 gx'g', sfof{Gjog txdf pTk|]/0ffsf] cefj x'g', /fhgLlts 
x:tIf]k x'g', ;/f]sf/jfnfnfO{ gLlt th'{dfdf ;nUg gu/fOg', k|rf/ k|;f/ gx'g',  ;/f]sf/jfnfnfO{ 
empower ug]{ u/L gLlt cufl8 gj9fpg'  cflb k|d'v 5g\ . 
 

;f/f+Zf 
h'g;'s} d'n'sdf klg ;/sf/n] ;fj{hlgs lxt k|jw{gsf] nflu b]zsf] ;+ljwfg, cGt/f{li6«o kl/l:ylt, 
ef}uf]lns kl/j]z tyf hgtfsf] rfxgf / dfu nfO{ ;d]6L ljleGg ljifodf gLltx¿ th'{df u/L sfof{Gjog 
ug'{k5{ . gLlt th'{df ubf{ b]zsf] cfly{s, ;fdflhs, /fhg}lts, ef}uf]lns tyf jftfj/0fLo If]qsf] /fd|f] 
hfgsf/L lnO ;j} kIfsf] wf/0ff tyf ljrf/nfO{ ;d]l6g' k5{ . gLlt th'{df ubf{ oL kIfdf Wofg glbPsf 
sf/0fn] /fd|f gLltx¿ jg]/ klg  sfof{Gjogdf cfpg g;s]sf w]/} pbfx/0fx¿ 5g\ . ljrf/ gk'/\ofO 
sfof{Gjog ug{ vf]Hbf c;kmntfg} xft nfUg] s'/fdf Wofg lbg'k5{ . th'{df u/]sf] gLltnfO{ nfu" ug{ 
cfjZos kg]{ ;|f]t ;fwg tyf ;oGqsf] ljsf; u/L ;kmn jgfpg ;j} kIfnfO{ pk]|l/t ug'{k5{ .  ;dod} 
cg'udg gubf{ gLlt sfof{Gjogsf] cj:yf yfxf gx'g] ;'wf/ gx'g] x'gfn] o; ljifodf klg Wofg hfg'k5{ . 
gLltaf6 k|fKt pknlJw tyf k|efj jf/] klg d"Nofs+g u/L efjL gLlt th'{dfdf Wofg lbg'k5{ . 

;lx gLltsf] th{'df / sfof{Gjog ePdf b]zsf] cfly{s tyf ;fdflhs If]qsf] ljsf; pRr x'g] s'/fdf s'g} 
z+sf g} 5}g . o; tkm{ ;j}sf] Wofg hfg' cfjZos 5 . 

 
;Gbe{ ;fdu|L 

 Acharaya Madhu Raman (2002), Business of Bureaucracy, Kathmandu, Phulchoki Enterprises 
Publication. 

 Anderson James E.(1975),  Public Policy Making, New York, Praeger. 

 Hughes, Owen E. (1994), Public Management and dministration: An Introduction, London, 
MACMILLAN Press Ltd. 

 Sapru Rk (1994), Public policy: Formulation, Implementation and Evaluation, New Delhi, 
Sterling Publishers Private Limited 

 o'j /fh kf08] -@)%^_, ;fj{hlgs gLlt ljZn]if0f, sf7df08f}, laBfyL{ k':ts e08f/ 

 
 

 
 
 
 
 



 
42

k|zf;g, ;fj{hlgs k|zf;g ;DaGwL klqsf 

jif{ #*, c+s @, k"0ff{Í !)%, kmfNu'0f @)^# 
 

;~rf/ Pj+ Joj:yfksLo ;"rgf k|0ffnL 

         

 xl/bQ kf08]o * 

[k|:t't n]vdf ;+rf/sf] cjwf/0ff, o;sf cfwf/e"t p2]Zox¿, ;+u7gdf ;+rf/sf] dxTj, ;+rf/ k|lqmof, 
c;n ;+rf/ k|0ffnLsf nflu cfjZos u'0fx¿, ;+rf/ k|0ffnLdf cfpg;Sg] Jojwfgx¿, ;+rf/sf t/Lsfx¿ 
Pj+ ;+rf/ k|0ffnLnfO{ k|efjsf/L agfpg] pkfox¿ af/]df ;+lIfKt k|:t'lt ug]{ k|of; ul/Psf] 5 . ;fy} 
Joj:yfksLo lg0f{osf] nflu ;"rgf k|0ffnLsf] cfjZostf / dxTj, ;"rgf ;+sngsf dfkb08x¿ Pj+ 
Joj:yfkg ;"rgf k2ltsf r'gf}tLx¿ / ;dfwfgsf pkfox¿ ;d]t oxfF o; n]v leq ;dfj]z ul/Psf 
5g\ . ]   

!= ;~rf/ 
"Communication is an essential ingredient of almsot everything a manager does." 

!=! k[i7e"ld  

;+u7gsf] p2]Zo k|flKtsf] nflu ljleGg ;fwg, >f]t, k|ljlw / k|lqmof cfjZos x'G5g\ . c;n ;+u7gfTds 
;+:s[ltn] ;+u7gfTds k|efjsfl/tf clea[l4 ug{df d2t k'¥ofpF5 . ;+u7gfTds k|efjsfl/tfsf] nflu 
;/f]sf/jfnfx¿aLr s'zn ;dGjo, pko'St sfo{z}nL, cg's"n kfl/l:ylts cj:yf dxTjk"0f{ x'G5g\ . 
;+u7gn] :yfkgf u/]sf cyjf cjnDjg u/]sf ;+rf/ Pj+ ;"rgf k|0ffnLn] ;+u7gsf] pTkfbsTj Ifdtfdf 
cx+ e"ldsf v]N5 . Joj:yfksx¿n] cfkm\gf] clwsf+z ;do ;~rf/df k|of]u ug]{ ub{5g\ . k|To]s 
sfo{lbj;sf] 7"nf] lx:;f logLx¿n] s'/f ug{ cyjf s'/f ;'Ggdf dfq} Joltt ug]{ ub{5g\ . s'/f gul//xbf+ 
jf s'/f g;'lg/xFbfsf] ;dodf ;d]t pgLx¿n] cfˆgf] ;donfO{ cWoog, cjnf]sg, n]vg, xfjefj k|bz{g 
cflbsf] dfWodaf6 eP klg ;~rf/ cfbfgk|bfgdf g} vr{ ul//x]sf] x'G5g\ cyjf To:tf] ;dodf pgLx¿n] 
x]/]/ cyjf dxz"; u/]/ (seeing and feeling) klg ;"rgf u|x0f ul//x]sf  x'G5g\ . oL ;a} 
lqmofsnfkx¿ Joj:yfkssf] nflu ;~rf/ cfbfgk|bfg ug]{ ljleGg :j?kx¿ x'g ;S5g\ . ;~rf/ ljgf 
tYo, larf/ / ;"rgfsf] ljlgdo ug{ ;lsb}g . 

x]g/L ldGhju{n] ;g\ !(&# df Joj;flos ;+u7gx¿sf sfo{sf/L÷Joj:yfksx¿sf] sfo{sf] cWoog ubf{ 
pgLx¿sf] s/La &* k|ltzt ;do a}7s, cfuGt'x¿;+usf] e]63f6, 6]lnkmf]gdf s'/fsfgL, cfkm" cGtu{tsf 
sfof{nox¿sf] lg/LIf0f h:tf ;~rf/;+u ;DalGwt lqmofsnfkx¿df laTg] u/]sf] / 6]ljnsfo{ (Desk 
work) df s/La @@ k|ltzt ;dodfq vr{ ug]{ u/]sf] e]§fPsf lyP . clws[t:t/sf sd{rf/Lx¿sf] dfq 

                             
* ;x ;lrj, /fli6\o of]hgf cfof]usf] ;lrjfno  
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geO{ dWod tyf lgDg:t/sf Joj:yfksx¿sf] ;d]t clwsf+z ;do ;~rf/ ;DaGwL sfo{df ljTg] s'/f 
;d]t pgsf] cWoogn] hgfPsf] 5 -kGt, @))#M @(&_ . P= s]= ljS;ju{n] ;g\ !(^* df u/]sf] Ps 
cWoogn] Joj:yfksx¿sf] ;~rf/ ;DaGwL s/La b'O{ltxfO lqmofsnfkx¿ t];f]{ / 58\s] lsl;dsf] ePsf] 
/ s/Lj PsltxfO lqmofsnfkx¿ dflylt/ (Vertical) hfg] lsl;dsf] x'g] u/]sf] b]vfPsf] 5 -kGt, @))#M 
@(&_ . 

cfw'lgs pTs[i6 ;+u7gx¿n] v'Nnf / cgf}krfl/s ;~rf/ k|0ffnLnfO{ k|f]T;fxg ug{sf] nflu 
"Management by Walking Around" tyf "Management by Talking Around" sf] cjwf/0ff cjnDag 
u/]sf]  kfOG5 -kGt, @))#M @(&_ .  

jgf{8{ -!(#*_ n]  ;+u7gdf c;n ;+rf/ k|0ffnLsf] ljsf; / o;sf] sfof{GjognfO{ Joj:yfkssf] klxnf] 
dxTjk"0f{ sfd dfg]sf 5g\ eg] xfODofg -!(^^_n] ;a} Joj:yfksLo sfo{x¿sf] nflu ;+rf/nfO{ d"ne"t 
tTj dfg]sf 5g\ . Joj:yfksn] cfˆgf sd{rf/Lx¿nfO{ cfb]z cyjf lgb]{zg ug'{dfq kof{Kt x'Fb}g; 
lgb]{lzt ;"rgf÷va/ ;DalGwt JolSt;Dd oy]i7 ?kdf k'u]sf] 5÷5}g, p;n] ;f] cfb]z÷lgb]{zg a'em]sf] 
5÷5}g Pj+ ck]lIft 9+un] To;sf] sfof{Gjog u/]sf] 5÷5}g eGg] s'/fsf] lgoldt cg'udg ;d]t ug'{ kb{5 
. 

!=@ ;+rf/sf] kl/efiff 

;/n zAbdf eGg'kbf{ æzJb, lrGx tyf vj/x¿sf] dfWodaf6 k/:k/df ;"rgf cfbfgk|bfg ug]{ sfo{ 
;+rf/   xf] . ;+rf/n] tYo -Fact_, ljrf/ (Idea) tyf b[li6sf]0f (Viewpoint) sf] ljlgdo ub{5 h;af6 lxt 
-Interest_, p2]Zo -Purpose_ tyf k|of;x¿ -Efforts_ jLr ;femfkg -Commonness_ sf] jftfj/0f 
l;h{gf u/fpFb5 . 

x8\;g -!(&)_ sf cg';f/ æ;+rf/sf] ;fdfGo :j?knfO{ cjnf]sg ubf{ Ps JolQmaf6 csf]{ JolQm;Dd 
va/÷;"rgf k'¥ofpg] sfo{ ;+rf/ xf]Æ . (Communication in its simplest form is conveying of 
information from one person to another.) 
;+rf/nfO{ kl/eflift ub}{ Pn]g -!(%*_ n] lgDg zAbx¿ JoQm u/]sf 5g\– æs'g} Ps JolQmn] csf]{ 
JolQmsf] dl:tisdf s'g} ;dembf/L l;h{gf ug{ ul/g] ;a} lqmofsnfkx¿sf] hf]8 g} ;+rf/ xf] . of] cy{ 
(Meaning) nfO{ hf]8\g] ;]t' xf] . s'/f ug]{, ;'Gg] / a'‰g] qmda4 / lg/Gt/ k|lqmofx¿ o;df ;dflji6 
x'G5g\ .Æ (Communication is the sum of all the things one person does when he wants to create 
understanding in the mind of another. It is a bridge of meaning. It involves a systematic and continuous 
process of telling, listening and understanding.) 

b'O{ cyjf b'O{ eGbf a9L JolQmx¿aLrdf cf–cfˆgf] a'emfO cfbfgk|bfg ug]{ k|of; ;+rf/ xf] . of] bf]xf]/f] 
k|lqmof  xf] . ;"rgf k|fKt ug]{ JolQmaf6 To; ;"rgf ;DaGwL k|ltlqmof -hjfkm_ k|fKt ePkl5 ;+rf/sf] 
sfo{ k"/f ePsf] dflgG5 . (Communication is an attempt to share understanding by two or more 
persons. It is a two way process and is completed when there is some response from the receiver of 
information.) 
pko'{Qm kl/efiffx¿df s]xL ;femfkg b]lvG5, h;dWo] ;a}n] ;~rf/df sender of message, the 
message itself, receiver of the message, transition channel, reception of the message h:tf 
tTjx¿ ;dflji6 x'g] s'/f pNn]v u/]sf 5g\ . oL ;a} kl/efiffx¿sf] cWoog ljZn]if0f kl5 ;+rf/sf] 
cjwf/0ffsf ;DaGwdf lgDg s'/fx¿ :ki6 x'G5g\– 

 ;~rf/ Ps k|lqmof xf] h;df JolQmx¿ x'G5g\\ . 

 ;~rf/ Ps k|lqmof xf] h;sf] dfWoodaf6 Ps kIfn] csf]{ kIfnfO{ ;"rgf k|;f/0f   ub{5 . 

 k|]if0f ug]{ / k|fKt ug]{ b'O{j6f kIfx¿ aLr ;"rgfsf] cy{k"0f{ ljlgdo ug]{ k|lqmof ;~rf/ xf] . 
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 ;~rf/ JolQmx¿ cyjf ;d"xx¿ aLrsf] bf]xf]/f] k|lqmof xf] . 

 ;~rf/ Pp6f dfWod xf], ;fWo xf]Og . 

!=# ;+rf/sf cfwf/e"t p2]Zox¿  
 ;+rf/sf cfwf/e"t p2]Zox¿ b]xfo cg';f/ 5g\M– 

 va/, larf/ cyjf /fo k|;f/0f ug'{, Pj+  

 va/ k|fKt ug]{sf] dl:tisdf To; ;"rgf÷va/sf] a'emfO cyjf To; af/]df :ki6 ;dem l;h{gf 
ug'{ . 

;~rf/sf plNnlvt b'O{ cfwf/e"t p2]Zox¿nfO{ ulxl/P/ x]bf{ ;xdlt k|fKt ug{, ;dGjo ug{, ;DaGw 
:yflkt jf lj:tf/ ug{, ;Demf}tf ug{, ;xof]u lng–lbg, lg0f{o ug{–u/fpg, l;Sg–l;sfpg, pTk|]l/t ug{, 
dxz"; u/fpg, sfo{df ;+nUg u/fpg cflb p2]Zon] ;~rf/sf] k|of]u ul/G5 .  

;+u7gfTds b[li6sf]0fn] ;~rf/sf] k|fof]hgnfO{ cf}+Nofpg' kbf{ lgDg k|sf/sf sfo{x¿ ;Dkfbg ug]{ sfo{df 
;~rf/sf] ckl/xfo{ e"ldsf /xG5 . 

 ;"rgf ljlgdo, ;"rgf k|sfzg 

 ;d:of ;dfwfg 

 lg0f{o lgdf{0f 

 /0fgLltx¿sf] sfof{Gjog 

 ;d"x Joj:yfkg 

 ;+u7g ljsf;÷kl/jt{g 

 cg'udg, d"NofÍg / lgoGq0f 

 k[i7kf]if0f  

!=$ ;+rf/sf] dxTj 

dfgj z/L/df /St;+rf/ cfjZos eP h:t} ;+u7gdf ;+rf/ cfjZos x'G5 . tnsf a'Fbfx¿df 
;+u7gfTds k|efjsfl/tfsf] nflu ;+rf/ dxTjk"0f{ x'g] s'/f k|i6 ul/Psf] 5– 

 ;a} Joj:yfksLo sfo{x¿sf] ;Dkfbgsf] :t/ Joj:yfksn] ljleGg txdf ug]{ ;+rf/ ;DaGwL 
lqmofsnfkx¿sf] k|efjsfl/tfdf e/ kb{5 . 

 Joj:yfkgsf] k|d'v sfo{ æof]hgf th'{df÷of]hgf sfof{Gjog÷of]hgfsf] cg'udg tyf d"NofÍgÆ 
sf] ;Gbe{df Joj:yfks tyf cGo sd{rf/L jLr uxg ;+rf/ cfjZos x'G5 . 

 ;+u7gfTds lqmofsnfksf] ;'k/Lj]If0f, lgoGq0f, cg'udg tyf d"Nof+sg tyf k|ltj]bg ug]{ 
sfo{sf] nflu ;+rf/ ckl/xfo{ x'G5 . 

 ;+u7gdf Joj:yfksn] ;fdgf ug'{kg]{ ;d:ofx¿dWo] clwsf+z sd{rf/L–s]lGb|t x'G5g\ h;sf] 
d"nsf/0f ;dembf/Lsf] cefj g} x'g] ub{5 . o:tf ;d:ofx¿sf] lg/fs/0f k|efjsf/L ;+rf/ 
dfWodaf6 ug{ ;lsG5 . 

 ;kmn g]t[Tjsf] nflu c;n ;+rf/ k|0ffnL ckl/xfo{ dfWod xf] . ;+u7gdf /x]sf] hgzlQmsf] 
k|j[lQdf ;'wf/ ug{, pgLx¿nfO{ sfdk|lt pTk|]l/t ug{, pgLx¿sf] dgf]jn p7fpg Pj+ pTkfbsTj 
Ifdtf clea[l4 ug{, ;+u7gfTds g]t[TjnfO{ k|efjsf/L agfpg Pj+ ;+u7gn] cfGtl/s / jfxo 
;dGjo sfod ug{sf] nflu klg ;+rf/ cfjZos  x'G5 . 
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 ;"rgf cfbfg–k|bfg ug{Ù ;+u7gsf p2]Zo Pj+ sfo{qmd af/] hfgsf/L u/fpgÙ ;+u7gsf] 
sfo{;DkfbgnfO{ Jojl:yt ug{Ù tyf+ ;+u7gfTds ;'wf/sf] nflu c;n ;+rf/ k|0ffnLsf] ljsf; 
cfjZos x'G5 . k|efjsf/L ;+rf/ k|0ffnLsf] cefjdf ;+u7gsf] cl:tTj g} ;+ej x'b}g\ . 

 c;n ;+rf/ k|0ffnLn] kl/jt{gk|ltsf] cj/f]w 36fpgdf d2t k'¥ofpF5 . 

 ;+rf/ ;Lksf] If]qdf s'zn÷k|lzlIft Joj:yfksn] dfq lgb]{zssf] e"ldsf ;kmntfk"j{s lgjf{x 
ug{ ;Sb5 . 

 Glover -!(%*M!^&_ n] ;+rf/sf] dxTjnfO{ lgDgfg';f/ pNn]v u/]sf 5g\ M 
 sfdbf/÷sd{rf/Lx¿nfO{ sDkgL÷;+u7gsf] k|ultsf] cj:yf af/] lg/Gt/?kdf hfgsf/L u/fpg] 

(To keep employees informed of company's progress.) 

 sd{rf/L÷sfdbf/x¿nfO{ pgLx¿sf] st{Jo kfng÷bfloTj lgjf{xsf] qmddf cfb]z÷lgb]{zg ug]{ . 
(To provide employees with orders and instruction in connection with their duties.) 

 Joj:yfkgnfO{ ;xof]u k'Ug] lsl;dsf ;"rgfx¿ u|x0f ug]{ . (To solicit information from the 
employees which may aid management.) 

 k|To]s sfdbf/÷sd{rf/Ldf cfˆgf] sfo{k|lt Pj+ ;du|?kdf sDkgL÷;+u7gsf] sfo{k|lt ?rL 
clea[l4 u/fpg] . (To make each employee interested in his/her respective job and in the work 
of company as a whole.) 

 cfˆgf sfdbf/÷sd{rf/Lx¿sf] lxtsf ;Gbe{df Joj:yfksLo ;f]r cleJoSt ug]{ . (To express 
management's interest in its personnel.) 

 sfdbf/÷sd{rf/LnfO{ sfdk|ltsf] hfu?stf Pj+ ;+u7gaf6 p;n] kfpg] ;'ljwf÷nfex¿sf] 
af/]df ;hu u/fpg] . (To indoctrinate employee with the will to work and the benefits 
derived from their association with the company.) 

 k|To]s sd{rf/L÷sfdbf/nfO{ sDkgL÷;+u7gsf] ;b:o x'g kfPsf] ;Gbe{df uf}/j cg'e"t u/fpg] . 
(To instill each employee with personal pride in being a member of the company), Pj+ 

 >lds÷sfdbf/÷sd{rf/Lx¿n] sDkgL÷;+u7gsf] ;]jfaf6 aflxl/g] k|j[lQdf lgoGq0f ug{ ;lsg] . 
(To reduce or prevent labour turnover.) 

!=% ;+rf/ k|lqmof 

;+rf/sf] k|lqmofnfO{ tnsf] /]vf–lrqsf] dfWodaf6 :ki6 kfg]{ k|of; ul/Psf] 5M– 

 
 
 
                         

      Noise 
 
 
 
 

lrq–! M ;+rf/ k|lqmof 

Message  Encoding Medium Decoding by 
receiver 

Sender Receiver (now 
sender)  

Decoding by sender 
(now receiver) 

Medium Encoding Message 
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pSt lrqnfO{ s]nfP/ x]bf{ o; k|lqmofdf lgDg s'/fx¿ ;dflji6 ePs]f kfOG5M 
 Sender/Source 
 Encoding/communication symbol 
 Message 
 Communication channel 
 Receiver 
 Decoding 
 Feedback loop 

;~rf/stf{ (sender/source) n] s;nfO{ ;"rgf k|jfx ug]{, lsg ;"rgf k|jfx ug]{, s] ;"rgf k|jfx ug]{, 
s;/L ;"rgf k|jfx ug]{, ;"rgfsf] k|ltlqmof / k|efj s;/L yfxf kfpg], ;"rgf s;/L k|fKt ug]{, ;"rgfsf] 
s]–s:tf] JofVof ug]{ cyjf s]–s:tf] cy{ lgsfNg], s:tf] / s;/L k|ltlqmof hgfpg] h:tf s'/fx¿sf] k"j{ 
lgSof}{n u/]/ dfq ;~rf/ k|lqmofdf k|j]z ubf{ ;"rgfsf] k|jfx /fd|/L x'g ;S5 . 

!=^ ;+rf/ k|0ffnLsf u'0fx¿ 
c;n ;+rf/ k|0ffnL ;fdfGotof lgDg u'0fx¿n] o'tm ePsf] x'g' kb{5M 

 bf]xf]/f] ;+rf/sf] dfWod (Two-way channel) 
 :ki6 ;Gb]z÷va/ (Clarity of message)  
 ;Gb]z÷va/sf] ljZj;gLotf (Credibility of message) 
 ;Gb]z÷va/ k|;f/0fsf] j]u (Speed of transmission) 
 ;sf/fTds k|j[lt (Positive attitude) 
 v'Nnf ;f]r (Open mind) 
 k|efjsf/L ;'g'jfO (Effective listening) 
 kf/:kl/s ;dembf/L (Mutual understanding) 
 nrstf (Flexibility) 
 k|efjsf/L k[i7kf]if0f (Effective feedback) 
 ;+rf/ ;DaGwL ;Lkx¿–cleJolSt, ;'Gg], n]Vg], k[i7kf]if0f . (Communication skills - speaking, 

listening, writing/feedback) 

!=& ;+rf/ k|0ffnLdf cfpg;Sg] Aojwfgx¿ 
;+rf/ k|0ffnLdf Pp6} ;dodf lgDg Aojwfgx¿dWo] Ps cyjf a9L pTkGg x'g ;S5g\ . pTkGg 
Aojwfgx¿sf] klxrfg u/L ;+rf/ k|0ffnLnfO{ k|efjsf/L agfpg ;dfwfgsf] nflu pko'St÷e/kbf]{ kxn 
ug'{kg]{ x'G5 . 

 ;+u7gfTds ;+/rgf 
 – Joj:yfkgdf w]/} txx¿ 
 – ;+rf/sf] nfdf] k|lqmof 
 – pRr Joj:yfksb]lv ;xof]uL;Ddsf] nfdf] b"/L 
 – ;xof]uL;Dd k'Ug] ;"rgf k|0ffnLsf] :ki6tfsf] cefj 
 – s'g} cflwsfl/s txdf cTolws sfo{af]em 

 kb tyf dof{bf 
 ;"rgfsf] 5gf}6 
 efiffut ;d:of 
 ;+rf/ ;Lksf] cefj 
 k|ltlqmofTds efjfj]zx¿, zf/Ll/s cj:yfx¿, xNnf, ckof{Kt k|sfz, k"j{ cg'ejx¿ cflb  
 k|an efjfj]zx¿  
 ;+rf/ u|x0f ug]{ clgR5f  
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 c:ki6 dfGotfx¿  
 ;fF3'/f] ;f]r  
 kl/jt{gk|ltsf] cj/f]w  
 ;+rf/sf] l/Qmtf 

!=* ;+rf/sf t/Lsfx¿ 
;+rf/sf ljleGg t/Lsfx¿ x'G5g\, tLdWo] k|d'v t/Lsfx¿ tn k|:t't ul/Psf 5g\– 

 cf}krfl/s -dflyaf6 tn, tnaf6 dfly, t];f]{_ / cgf}krfl/s -lg/fwf/ xNnf / ukmx¿_ Formal  
(Downward, Upward, Horizontal) and Informal (rumors and gossips)  

 df}lvs / lnlvt (Verbal and non-verbal)  
 Psf]xf]/f] ;+rf/ (One-way communication) 
 bf]xf]/f] ;+rf/ (Two-way communication) 
 ;f+s]lts ;+rf/ (Symbolic communication) 

!=( ;+rf/ k|0ffnLnfO{ s;/L k|efjsf/L agfpg ;lsG5 < 
;+rf/ k|0ffnLnfO{ k|efjsf/L agfpg lgDg s'/fx¿df Wofg lbg' kb{5M– 

 ;+rf/ ljlgdosf] p2]Zo :ki6 x'g'kg]{, 
 ;+rf/df ;+nUg JolStx¿df ;sf/fTds k|j[ltsf] ljsf; x'g'kg]{,  
 sd{rf/L÷sfdbf/x¿aLr kf/:kl/s ;b\efj / ljZjf;k"0f{ jftfj/0f l;h{gf x'g'kg]{Ù  
 of]hgfa4 / j}1flgs ;+rf/ k|0ffnL  :yflkt ul/g' kg]{, 
 ;+u7gfTds 9fFrfdf ;d;fdlos ;'wf/÷kl/dfh{g x'g'kg]{,  
 va/÷;"rgfdf cgfjZos / ax'd"vL zAb x6fO{ :ki6 / k"0f{tf x'g'kg]{, Pj+ 
 lgoldt cg'udg / d"NofÍgdf hf]8 lbg'kg]{ . 

tnsf] lrqjf6 ;+rf/ k|0ffnLnfO{ k|efjsf/L agfpg] k|ljlw af/] :ki6 x'g ;S5 M– 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

lrq–@ M ;+rf/ k|0ffnLnfO{ ;'wf/ ug]{ k|ljlwx¿ 

;~rf/ k|0ffnLnfO{ k|efjsf/L agfpgsf] nflu ;~rf/stf{df s]xL ;Lk÷k|j[ltsf] ljsf; x'g' cfjZos 5, 
tLdWo] b[li6sf]0fnfO{ :ki6?kdf k|:t't ug]{, k'g/syg ug]{, ;lqmo?kdf ;'Gg] snfn] o'St x'g], ;+If]kLs/0f 
ug]{, k[i7kf]if0f ug]{, pko'St dfWodsf] 5gf}6 ug]{, c?sf] dgf]j[lt tyf pTk|]/0ffsf] :t/nfO{ a'‰g], 
gsf/fTds k[i7kf]if0fnfO{ sd ug]{, ;+rf/ ljlgdo ubf{ ;fdflhs tyf ;f+:s[lts d"Nox¿dfly Wofg 
k'¥ofpg] h:tf afgL÷k|j[lt÷;Lkx¿sf] ljsf; ub}{ n}hfg' kb{5 . ;fy} ;/f]sf/jfnf aLr ;dembf/L j[l4 

bf]xf]/f] ;+rf/ 

:ki6 nIo Pj+ 
>f]tf

;'Gg] ;Lk / 
Ifdtfdf ;wf/

cgfjZos ;"rgfsf] 
af]emaf6 dlQm dgf]j}1flgs 

Jojwfgx¿sf] Go"gtf

lzIff / efiffsf] 
ljsf;

ljZjf;sf] 
jftfj/0f

;"rgf ;DaGwL 
kjf{wf/sf] ljsf;

k|efjsf/L ;+rf/ 
k|0ffnL



 
48

u/L ;+u7gdf ;sf/fTds jftfj/0f l;h{gf ug{ k|of; ul/g'  kb{5 . plNnlvt ;Lk÷afgL÷k|j[ltsf] 
ljsf; u/]/ ;+u7gdf JolQm ÷sfdbf/÷ Joj:yfks÷;~rfnssf] Ifdtf clej[l4 ug{ ;lsG5 . pko'{Qm 
s'/fnfO{ cjnDjg ub}{ ;~rf/stf{n] JoSt ug{ rfx]sf] oyfy{ s'/f ;/f]sf/jfnf;Dd k'¥ofpg ;s]df 
;+u7gsf] nIok|flKtdf d2t k'Ug hfG5 .  

@ Joj:yfkg ;"rgf k|0ffnL k2lt 

@=! cjwf/0ff -Information is Power_ 
 

of]hgf agfpg', of]hgf sfof{Gjog ug'{, efjL /0fgLltx¿ th'{df ug'{, cg'udg Pj+ d"NofÍg ug'{, ;|f]tsf] 
Joj:yfkg ug'{, lgb]{zg jf ky k|bz{g ug'{, lgoGq0f ug'{, ;dGjo ug'{ cflb k|zf;g÷Joj:yfkgsf d'Vo 
sfo{x¿ x'g\ . oL ;a} sfo{x¿sf] ;Dkfbgaf6 Joj:yfkgn] u'0f:t/o'Qm, oyf]lrt, Pj+ u|fxssf] ;Gt'li6 
k"/f ug]{ lsl;dsf] ;]jf, ;fdfg tyf ;'ljwfx¿ pknAw u/fpg ;S5 . ctM Joj:yfkgn] ug'{kg]{ oL ;a} 
sfo{x¿sf nflu e/kbf]{, u'0f:t/Lo, ;dofg's"n, pkof]uL / ljljw ;"rgf Pj+ tYofÍsf] cfjZostf kb{5 . 
o:tf tYof+sx¿sf] cfwf/df dfq cf}lrTok"0f{ / b|"t lg0f{o lng ;lsG5 . To;}n] cf}lrTok"0f{ lg0f{osf nflu 
tYofÍ Pj+ ;"rgfsf] ckl/xfo{ e"ldsf x'G5 . Joj:yfkg ;"rgf k|0ffnLn] Joj:yfksnfO{ cfjZos tYofÍ 
Pj+ ;"rgf pknAw u/fpFb5 . xfn cfP/ sDKo'6/ k|0ffnldf cfwfl/t ;"rgf k|0ffnLsf] ljsf; x'Fb} uO/x]sf] 
5 . Joj:yfkgsf] If]qdf sDKo'6/sf] k|j]zn] Joj:yfkg ;"rgf k|0ffnL e/kbf]{, l56f] / u'0f:t/Lo x'g 
k'u]sf] 5 .  

ljleGg ljåfgx¿n] Joj:yfkg ;"rgf k|0ffnLnfO{ ljleGg lsl;dn] kl/eflift u/]sf 5g\ . tLdWo] s]xL 
k|d'v kl/efiffx¿ tn pNn]v ul/Psf 5g\M 

lu|lkmg -!(*$M$()_n] Joj:yfksx¿nfO{ ;"rgf pknAw u/fpg] k|0ffnLsf] ?kdf th'{df ul/Psf] 
Joj:yfkg ;"rgf k|0ffnLnfO{ ;+u7gleq ;+rf/ k|lqmofnfO{ Jojl:yt ug]{ Pp6f ;+oGqsf] ?kdf kl/eflift 
u/]sf 5g\ . "A Management Information System (MIS) is a system designed to provide information to 
managers; hence it is a mechanism for managing the communication process in an organization."  

8]le; uf]8f]{gn] Joj:yfkg ;"rgf k|0ffnLnfO{ kl/eflift ub}{ pNn]]v u/]sf 5g\– æJoj:yfkg ;"rgf k|0ffnL 
sDKo'6/df cfwfl/t To:tf] ;"rgf k|zf]wg ug]{ k|0ffnL xf] h'g ;+u7gsf] ;~rfng, Joj:yfkg / lg0f{o 
;DaGwL sfo{x¿nfO{ ;xof]u k'¥ofpg th'{df ul/Psf] x'G5 .Æ 

s]nLsf cg';f/, æJoj:yfkg ;"rgf k|0ffnL dfgjLo ;fwg tyf sDKo'6/df cfwfl/t ;|f]tx¿sf] To:tf] 
;+ud xf] h:n] Joj:yfkgsf] s'zn ;~rfng Pj+ Joj;flos of]hgfsf nflu tYofÍx¿s]f ;+sng, 
e08f/0f, k|zf]wg, k|;f/0f tyf pkof]u ug]{ ub{5 . 

pko'{Qm ;a} kl/efiffx¿sf] cwf/df eGg ;lsG5 ls Joj:yfkg ;"rgf k|0ffnL cGtu{t JolQm, d]lzg, 
sfo{ljlw, 8]6f–j]; / 8]6f–df]8]nx¿ x'G5g\ . of] ;+rf/ k|0ffnLsf] ;du| kx'Fr x'g'sf ;fy} PsLs[t k|0ffnL 
klg xf] . 

@=@ ;fj{hlgs j:t'sf] ?kdf ;"rgf 

;/sf/n] g} ;"rgfsf] 7"nf] ;+u|xstf{ / pTkfbssf] e"ldsf lgjf{x u/]sf] x'G5 . ;"rgf Joj:yfkg ul/g] 
t/Lsf ljleGg x'g ;S5g\ / k|To]s t/Lsfsf] k|efj leGgf–leGg} x'g ;S5 . ;"rgfsf] k|jfx / k|;f/ hlt 
a9L x'G5, plQs} a9L ;/sf/ / hgtfaLrsf] ;DaGw ;'lw|G5 . ;/sf/L ;"rgfsf] s'zntfk"0f{ pknAwtfn] 
;"rgfdf cfwfl/t Joj;fox¿ km:6fpgdf d2t k'¥ofpF5 . e08f/0f ul/Psf] ;"rgfsf] pkof]unfO{ 
d"Nojfg ;DklQsf] kl/rfngsf] ?kdf dfGg] u/]sf] cj:yfnfO{ x]bf{ Joj;foLx¿n] ;"rgfnfO{ Jofkfl/s 
j:t'df kl/0ft ug{ ;Sg] ;+efjgf  b]lvG5 . 
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;"rgfsf] k|s[ltsf ;Gbe{df ljleGg ;d'bfo÷/fi6«x¿sf ljleGg b[li6sf]0fx¿ /x]sf] kfOG5 . pbfx/0fsf] 
nflu s]xL d'n'sx¿n] ;"rgfnfO{ ;fj{hlgs ;DklQ dfGg] u/]sf 5g\, s]xL /fi6«x¿n] ;"rgfnfO lghL 
;DklQsf] ?kdf lnOg' kb{5 eGg] ;f]r /fv]sf] kfOG5, / s]xL o:tf d'n'sx¿ ;d]t 5g\ h;n] ;"rgf 
;DklQ xf]Og eGg] dfGotf /fVg] u/]sf 5g\ . h]xf];\, JolQm÷;d'bfo÷;dfhn] ;"rgfnfO{ zlStsf] ?kdf 
u|x0f ug]{ u/]sf] 5 . 

@=# pkof]uL ;"rgfsf ljz]iftfx¿ 

 pkof]uL ;"rgfsf dxTjk"0f{ ljz]iftfx¿ tn k|:t't ul/Psf 5g\ M 
 oyfy{ – ;"rgf e/kbf]{, ljZj;gLo Pj+ kl/l:yltsf] jf:tljs lrq0f ug]{ vfnsf] x'g'kb{5 . 
 ;d;fdlos÷7Ls ;dodf pknAw – 7Ls ;dodf pknAw x'g] ;"rgfnfO{ lg0f{o lgdf{0fsf] 

k|lqmofdf ;+u7gfTds lgoGq0fsf] k|d'v sf/s tTjsf] ?kdf lng ;lsG5 . 
 pRr u'0f:t/o'St – ;"rgfsf] ;Totfdf o;sf] u'0f:t/ e/ kb{5 pRr u'0f:t/o'Qm ;"rgf 

k|flKtsf] nflu clws ;fwg÷>f]t cfjZos x'G5 . 
 k"0f{ – Joj:yfkgdf cf+lzs ;"rgfsf] pkof]u k|efjsf/L x'Fb}g . cf+lzs ;"rgfn] l:yltsf] lrq0f 

ljs[t jgfpg] eo /lx/xG5 . o;y{ ;s];Dd k"0f{ ;"rgf pknAw ug]{ u/fpg] ug'{ kb{5 . 
 ;fGble{s – ;"rgfsf] pknAwtf dfq kof{Kt xf]Og, pknAw ;"rgf Joj:yfkssf] pkof]usf] 

nflu ;fGble{s ;d]t x'g'kb{5 . 

@=$ ;"rgf k|fKt ul/g] >f]tx¿ 
 k|ult k|ltj]bg 
 a'n]l6g 
 cg';GwgfTds k|ltj]bg 
 P]g–lgod, sfg"g, gLltx¿ 
 l6Kk0fL÷lg0f{o 
 kq–klqsf tyf ;dfrf/ dfWodx¿ 
 j}7s 
 cGtlqmof 
 cjnf]sg, cflb . 

@=% ;"rgf ;+sngsf dfkb08x¿ 

;+u7gsf] k|To]s Joj:yfksLo k|lqmof ;"rgfsf] ;+sng, k|zf]wg, e08f/0f tyf k|jfxsf] ljZj;gLo 
k|of]uaf6 ;+rfng x'g;sf];\ eGg] p2]Zon] lglZrt dfkb08 lgwf{/0f ul/g' pko'St x'G5 . o; k|of]hgsf] 
nflu b]xfo cg';f/sf s'/fx¿df Wofg lbg' k5{– 

 ;+u7gnfO{ cfjZos kg]{ cyjf pkof]uL x'g] ;"rgfx¿ dfq ;+sng, k|zf]wg / e08f/0f ul/g' 
kb{5 . 

 ;"rgfsf] unt k|of]u ul/g' x'Gg . 
 ;"rgf ;do–;fk]If9+un] kl/dfh{g Pj+ ;+zf]wg ul/g' kb{5 . 
 cfjZostf cg';f/ ;"rgfsf] ;+/If0f / e08f/0f ul/g' kb{5 . 
 ;"rgf k|0ffnLnfO{ gofF ;"rgfx¿;+u ;dGjo ub}{ n}hfg' kb{5 . 
 ;"rgfsf] efiff÷dfWod ;/n / :ki6 x'g'kb{5, bf]xf]/f] cy{ nfUg] x'g'x'Fb}g . 
 ;"rgf ;+sng ljlw :ki6 x'g'kb{5 . 
 ;"rgf k|of]usf] lg/Gt/tf ;'lglZrt x'g'kb{5 . 
 ;"rgfsf] k|efjsfl/tf, s'zntf, ljZj;gLotf / ;'/Iff clea[l4 u/fpg] p2]Zon] ;"rgf 

Joj:yfkg k|lqmofsf k|To]s r/0fsf] lg/Gt/?kdf cg'udg / d"NofÍg ul/g' kb{5 . 
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@=^ Joj:yfkg ;"rgf k2lt th'{df ljlw 

lglb{i6 nIo tyf p2]Zo xfl;n ug]{ qmddf of]hgf, lgb]{zg, ;dGjo, lgoGq0f h:tf sfo{x¿ ;Dkfbg ubf{ 
;+u7gn] cfjZos ;"rgf ;+sng, juL{s/0f, k|zf]wg Pj+ e08f/0f u/L Jojl:yt 9+un] ;"rgf pknAw 
u/fpg] e/kbf]{ dfWodsf] ?kdf Joj:yfkg ;"rgf k|0ffnL ckgfPsf] x'G5 . Joj:yfks÷k|zf;sn] 
;+u7gsf] nflu cfjZos kg]{ ;"rgf÷tYof+sx¿ cfGtl/s jf afx\o dfWod÷tf}/tl/sfaf6 ;+sng ug]{ 
Joj:yf u/]sf] x'G5 . ;+slnt ;"rgf÷tYof+sx¿nfO{ eljio;Dd ;'/lIft /fVg] qmddf ljleGg lgoGq0f:t/ 
(Control Standards) sf] k|of]u ug]{ u/]sf] kfOG5 . pknAw ;"rgf÷tYof+sx¿nfO{ Joj:yfksn] lg0f{o ubf{ 
km]/jbn klg ug'{ kg]{ x'g ;S5 . o;k|sf/;+u k|fKt ul/Psf ;"rgf÷tYofÍssf cfwf/df ul/Psf] 
lg0f{onfO{ ;fj{hlgs ug]{ ul/G5 . lg0f{o ;fj{hlgs ePkl5 ljleGg k|sf/sf k[i7kf]if0fx¿ k|fKt x'g] ub{5g\ 
. tL k[i7kf]if0fx¿sf] oyfy{k/s ljZn]if0f kZrft\ eljiodf lg0f{onfO{ kl/dfh{g ug{ ;lsG5 . Joj:yfkg 
;"rgf th'{df ljlwnfO{ tnsf] lrqaf6 k|i6 kfg{ ;lsG5 M– 
 
 
 
 
 
 
 
 
            Feedback 

lrq–# M Joj:yfkg ;"rgf th'{df ljlw 

@=& sDKo'6/df cfwfl/t ljleGg ;"rgf k|0ffnLx¿ 

;+u7gx¿df sDKo'6/sf] k|of]uaf6 ;"rgfsf] Joj:yfkg ug{sf] nflu ljleGg k|sf/sf ;"rgf k|0ffnLx¿sf] 
ljsf; ePsf] kfOG5 . pbfx/0fsf] nflu Transaction - Processing System (TPS), Computer-based 
Information System (CBIS), Management Information System (MIS), Decision Support System 
(DSS), Executive Information System (EIS), cflb . oL k|0ffnLx¿ k/:k/df cGt{;DjlGwt x'G5g\ . 
;fdfGotof sDKo'6/df cfwfl/t ;"rgf k|0ffnLx¿ ;du| ;"rgf Joj:yfkg k|0ffnLsf] ljsf;qmdsf] s'g} g 
s'g} r/0fsf] ?kdf k|of]udf NofOPsf x'G5g\ . jt{dfg cj:yfdf Management Infromation System / 
Decision Support System t'ngfTds?kdf a9L k|rngdf /x]sf 5g\ . 

sDKo'6/df cfwfl/t ljleGg k|sf/sf ;"rgf Joj:yfkg k|0ffnLx¿nfO{ tnsf] lrqaf6 k|i6 kfg]{ k|of; 
ul/Psf] 5 M 
 
 Transaction Management   Decision Support Executive 
 Processing  Information  System   Information System 
 System   System        
   

Programmed       Non-Programmed  
Decision Making     Decision Making 

 
lrq–$ M sDKo'6/df cfwfl/t ;"rgf Joj:yfkg k|0ffnL 

 

Processing 

Analysis  Evaluation 
 

 
Dissemination       Storage 
 

Output 

Report 
Input 

Data 
Generation 
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@=* Joj:yfkg ;"rgf k2ltaf6 kmfObf 
 gLlt lg0f{osf] nflu cfjZos ;"rgf, tYof+s / tYo ;DaGwL hfgsf/L ;DalGwt JolQmn] ;lhn} 

kfpg ;Sg] ePsf] x'Fbf gLlt lg0f{o l56f]–5l/tf] / k|efjsf/L x'g ;S5 . 
 o; k4ltn] e/kbf]{ / ljZj;gLo tYof+s pknAw u/fpFb5 . 
 ;a} lsl;dsf tYof+s Ps} 7fpFaf6 ;lhn} k|fKt ug{ ;lsG5 . 
 tYof+s af/] hgtfn] klg ;/n9+un] hfgsf/L kfpg ;S5g\ . 

@=( Joj:yfkg ;"rgf k2ltsf r'gf}tLx¿ Go"gLs/0fsf nflu pkfox¿ 
 Joj:yfkg ;"rgf k|0ffnLsf] ;xL ;b'kof]u x'g g;s]df kmfObf eGbf nfut w]/} x'g] ;+efjgf 

/xG5 . 
 ;"rgf k|ljlwsf] If]qdf eO/x]sf] b|"t k|ultsf] sf/0fn] Joj:yfkg ;"rgf k|0ffnLnfO{ cBfjlws 

ug]{ sfo{ vlr{nf] x'g hfg] x'G5 . 
 clwsf+z ljsf;f]Gd'v /fi6«df sDKo'6/nfO{ 6fOk/fO6/sf] pGgt k|ljlwsf] ?kdf dfq l;ldt 

pkof]u ug]{ ul/Psf] xfnsf] k|j[ltdf ;'wf/ cfjZos 5 . 
 pRr Joj:yfkssf] cle?rL / k|ltj4tfsf] sf/0faf6 ;+u7gdf Joj:yfkg ;"rgf k|0ffnLsf] 

th'{df / sfof{Gjog ;lhnf] x'g] ePsf]n] pRr Joj:yfksx¿nfO{ cled'v ug'{ kg]{ cfjZostf 
b]lvG5 . 

 ;"rgf k4ltdf unt tYofÍ k|j]z ugf{n] ;"rgf k|0ffnLsf] e/kbf]{kg tyf cflwsfl/stfdf k|Zg 
p7\g ;Sg] ;+efjgfsf] Go"gLs/0f ug{ ;hu x'g'kg]{ b]lvG5 . 

 Joj:yfkgsf] nflu Computerised Management Information System df ePsf] pknlAw 

(Return on investment) sf] lg/Gt/ n]vfhf]vf cfjZos x'G5 . 
 Computer Information System nfO{ :yfkgf ug'{k"j{ ;+u7gsf] cfjZostf / Ifdtf klxrfg u/L 

tb\g'?ksf] k|0ffnL th'{df u/L ;+rfngdf Nofpg' kg]{ x'G5 .  
 MIS / IT nfO{ ;+of]hg u/L a9L eGbf a9L kmfObf lng] ;f]rsf] ljsf; x'g' cfjZos 5 . 
 k|0ffnLsf] cBfjlwstfsf nflu ;do ;fk]If k|lzIf0f sfo{qmdsf] Joj:yf klg plQs} dxTjk"0f{  

5 . 
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k|zf;g, ;fj{hlgs k|zf;g ;DaGwL klqsf 

jif{ #*, c+s @, k"0ff{Í !)%, kmfNu'0f @)^# 
 

 

zflGt–;'/Iff, ;''/Iff :f+oGq / åGb 

 
 k|bLks'df/ sf]O{/fnf * 

sfo{sf/L ;f/f+z 
;'/Iff ;+oGqsf] dfWodjf6 zflGt Joj:yf sfod ug]{ /fHo Joj:yfsf] k|d'v Wo]o x'G5 . ;'/Iff k|bfg u/L 
zflGt sfod ug{ ;s]sf] / hgtfn] zflGtsf] cg'e"lt u/]sf] s'/fnfO{ s'g} klg /fHo ;+oGqsf] pknlJwsf] 
?kdf lng ;lsG5 . ljutdf o; Wo]onfO{ a9L dxTj lbO{ gful/s k|zf;g (Civil Administration) sf] 
cjwf/0ffnfO{ kfvf nufpg] (Uhder-Estimate) sfd u/L ;]gfsf] g]t[Tjdf PsLs[t ;'/Iff Joj:yf 
(Unified Command) sf] cjwf/0ff cg'?k /fhg}lts ;d:ofsf] k|zf;lgs ;dfwfg vf]lhof], h'g ;j{yf 
;dosf] k|efj ;+u} unt ;fljt eof] . ljrf/ (Ideology) n] zflGt Joj:yf vnjNofPdf To;sf] 
/fhg}lts ;dfwfg (Political Solution) vf]Hg' kg]{ x'G5 eg] c? c;dflhs ls|ofsnfk (Unsocial Unrest) 
sf] sf/0fn] zflGt Joj:yf vnaNofPsf] xf] eg] k|zf;lgs ;dfwfg (Administrative Solution) vf]lhg' k5{ 
. ljutsf] g]kfnsf] 4Gb /fhg}lts k|s[ltsf] /x]sf] s'/f clxn] cfP/ k'li6 ePsf] 5 . of] ;dfwfg x'g 
nfu]sf] 4Gb kl5 c? w]/} 4Gbx¿ nfOg (Queue) nfu]/ j;]sf 5g\ . /fi6\« o:t} nfOg nfu]/ j;]sf] 
hftLo, wfld{s, If]qLo, cfly{s jlu{o h:tf 4Gbx¿df km:b} hfg] ;+efjgf b]lvPsf] 5, o;n] ubf{ /fHosf] 
ljv08g / ljno x'g w]/} ;do nfUb}g . 4Gbsf] klxrfg (Diagnosis) / pkrf/ pko'Qm t/Lsfjf6 j]n}df 
ul/Pg eg] ef]nL dfgjLo k|sf]k klg cfpg ;S5 . of] zflGt ;'/Iffsf] ;d:of dfq geO{ /fHosf] 
cl:tTjsf] d'2f xf] .  

oL ljifox¿df ;'/Iff ;+oGq / ;'/Iff lgsfo eg]sf] jn k|of]u ug]{ lgsfo dfq xf]Og, ljifo j:t'sf] 
uflDeo{tfnfO{ a'ldm kl/l:ylt cg';f/ tfls{s sbd rfNg ;Sg] lgsfo xf] eGg] cg'e"lt hgtfnfO{ lbg 
gof+ k':tfsf /fhg}lts g]tf, k|zf;s / ;'/Iff lgsfosf k|d'vx¿jf6 j'l4dtfk"0f{ / b"/blz{tf rflxPsf] 5 
. o; n]vdf 4Gbsf] l:ylt / eljiok/s 4Gb ;d]tnfO{ ljrf/ u/L ;'/Iff / ;'/Iff ;+oGqsf] dfWodjf6 
xfl;n ug{ vf]lhPsf] zflGtsf] k|of;, jt{dfg ;'/Iff ;+oGqdf b]lvPsf q'l6x¿ / o;sf cfofdx¿nfO{ 
g]kfnsf] ;Gbe{ ;d]tsf cfwf/df k|sfz kfg{ vf]lhPsf] 5 . lgDg ljifox¿ h:tf] – zflGt / ;'/Iff, ;'/Iff 
cjwf/0f / ;+oGq, ;'/Iff ;+oGqx¿, Gf]kfndf ;'/Iff Joj:yf ljut / xfn, ;'/Iff / ;'/Iff Joj:yfsf] 5lj, 
zflGt–;'/Iffsf] unt k|of]u, Jojxfl/s w/ftndf ;'/Iff lgsfox¿sf ;fy} ljutsf / cfpg] 4Gbx¿, 
4Gbsf k|s[lt / /0fgLlt tyf ljifo j:t'sf] uflDeo{tf h:tf ljifox¿ o; n]vdf ;d]l6Psf 5g\ . 

 

                             
* k|d'v lhNnf clwsf/L, h'Dnf 
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!= zflGt / ;'/Iff (Peace and Security)  

/fHo Joj:yf / hg csfIff+sf nflu zflGt nIf (Goal) xf] / ;'/Iff ;fwg (Means) xf] . cGo w]/} 
;fd'bflos dfWodx¿ (Cooperative Means) nufot ;'/Iffsf] dfWod (Security Means) jf6 zflGt 
xfl;n ug]{ s'g} klg /fHo / zf;g Joj:yfsf] k|of; x'G5 . jfXo ;'/Iff Joj:yfsf nflu ;]gf / cfGtl/s 
;'/Iff Joj:yfsf nflu k|x/Lx¿sf] Joj:yf /fHon] u/]sf] x'G5, h'g gful/s k|zf;g (Civil 
Administration) sf] dftxtdf /x]sf] x'G5 . ;j}sf] rfxgfsf] ?kdf /x]sf] zflGtnfO{ tLg lsl;dn] 
jlu{s/0f ug{ ;lsG5 – cNksfnLg zflGt, dWosfnLg zflGt / bL3{sfnLg zflGt . ;'/Iffsf] dfWodjf6 
xfl;n ug{ vf]lhPsf] zflGtnfO{ cNksfnLg jf dWosfnLg zflGt;Dddf /fVg ;lsG5, Tof] bL3{sfnLg 
jgfpg c? ;fd"bflos dfWodx¿sf] ;d]t k|of]u ug{ kg]{ x'G5 . ;fwgsf] ?kdf /x]sf] ;'/IffnfO{ klg w]/} 
lsl;dn] jlu{s/0f u/]sf] kfO{Psf] 5 – ;fd"bflos ;'/Iff, kfl/jfl/s ;'/Iff, :Jf–;'/Iff, /fHo4f/f k|bfg 
ul/g] ;'/Iff . s'g ;'/Iff ;+oGq (Security Mechanism) k|of]u u/]/ s:tf] lsl;dsf] zflGt xfl;n ug{ 
vf]lhPsf] xf], of] Jojxfl/s cGttLs/0f / zflGt rfxg] ju{x¿sf] r]tfgfsf] :t/ (Level of Needy 
Group) df e/ kb{5 . zflGtsf nflu ;fwgsf] ?kdf /x]sf] ;'/IffnfO{ ljZn]if0fubf{ o;sf b'O{j6f 
cfofdx¿ b]lvG5g\ .  

!= ;'/Iff cjwf/0f (Security  Concept) /  
@= ;'/Iff ;+oGq (Security Mechanism) 

@= ;'/Iff cjwf/0f / ;+oGq (Security  Concept and Mechanism)  

/fHo :yfkgfsf] cjwf/0ff ;u+} ;/sf/n] ug]{ k/Dk/fut sfo{nfO{ k|f/lDes ;'/Iff cjwf/0ffsf] ?kdf lng 
;lsG5 . k|f/Dedf ;''/Iff k|bfg ug]{ ;/sf/sf] Ps dfq sfd lyof] / o;sf nflu rflxg] vr{ p7fpgsf 
nflu /fhZj ;+sng ug]{ bf];|f] r/0fsf] sfd lyof] . o;sf] k|df0f :j?k g]kfnd} lnR5jL / DfNNf sfnsf 
pbfx/0fx¿ x]/] k'U5 . ;/sf/n] hgtfsf] lhp wgsf] ;'/Iff u5{ / o:tf] ;'/Iff s]xL ;dosf] nflu dfq 
geP/ lbgsf] rf}lj;} 306f / jif{sf] afjGg} xKtf u5{ . dflg; ue{df cfP b]lv lrxfgdf uP ;DDf / cdm 
lrxfgsf] klg ;'/Iff ;/sf/n] u5{ eGg] cjwf/0f /flVfPsf] x'G5 . o:f cjwf/0ffdf ;'/Iffsf] s'g} ;do / 
;Ldf /flvPsf] x+'b}g . ;'/Iff kfpg]n] klg ;'/Iff kfPsf] cg''e"lt ug{ k5{ / ;'/Iffsf] cg"e'lt u/fpg 
;/sf/n]  ;s]g eg] Tof] ;/sf/sf] sdhf]/L 7x5{ . 

;'/Iff ;+oGq (Security Mechanism) nfO{ Pp6f k|0ffnL cGtu{t /fv]/ nufgL, k|s[of / k|ltkmn (Input-
Process-Output) sf] cfwf/df ljZn]if0f ul/G5 . ;'/Iffdf sf] sf] ;+nUg 5g\, s] s:tf] ;'/Iffsf 
;fwgx¿ lbOPsf] 5, ;'/Iff k|bfg ug]{ lgodx¿ s:tf] jgfOPsf] 5 / aflx/L jftfj/0fn] tL stf{x¿, 
;fwgx¿ / lgb]{zgnfO{ sfo{?k s;/L jgfPsf] 5 eGg] Hf:tf s'/fx¿ k|yd txdf x]l/G5g\ . lolgx¿sf] 
3'ng (Assimilation) s:tf] 5 / Jojxf/df s;/L b]lvPsf 5g\ eGg] h:tf s'/fx¿ k|s[of cGtu{t 
x]l/G5g\ eg] nlIft ju{ / ltgn] u/]sf] cg'e"ltnfO{ k|ltkmnsf] ?kdf x]g{ ;lsG5 . oL tTjx¿sf] ljZn]if0f 
/ lx;fj lstfj ul0ft sf] h:tf] geP/ ;dflhs lj1fgsf] h:tf] x'G5 .  

#= ;'/Iff ;+oGqx¿ (Security Mechanisms) 

;'/Iff ;+oGqnfO{ ljleGg txdf ljefhg ug{ ;lsG5 . :j–;'/Iff cyf{t cfkm\gf] ;'/Iff cfkm} ug]{ JolQmut 
jrfj ;+oGq (Personnel Defense Mechanism) n] ;'/Iffsf nflu c?jf6 cfz gug]{ / cfTdlge{/ x'g] 
s'/fnfO{ b]vfp+5, h'g clxn]sf] cj:yfdf s'g} wgf8\o cyjf Uofu+:6f/sf nflu s]xL ;+ej h:tf] ePtfklg 
Pp6f cfbz{ sNkgfdfq xf], ;fy} of] bL3{sfnLg klg x'b}g . csf]{ ;+oGq xf] – ;d'bfodf cfwfl/t ;'/Iff 
k|0ffnL (Community-Based Security Mechanism) . of] k|0ffnL clxn]sf] ;dodf nf]slk|o x'b} uO/x]sf] 
kfOPsf] 5 . g]kfndf ul/Psf] ;fd'bflos k|x/L o;sf] pbfx/0fsf] ?kdf lng ;lsG5 . ;fy} ;+s|d0fsf] 
j]nfdf sltko ;d'bfox¿n] cfkm\gf] ;d'bfosf] ;'/Iff cfkm} u/]sf]nfO{ klg pbfx/0fsf] ?kdf /fVg ;lsG5 
. ;d'bfo ;Ifd, of]Uo / st{Jo k/fo0f ePsf] v08df of] k|0ffnL pko'Qm x'G5 cGoyf k|To'Tkfbs x'g ;S5 



 
54

. ;fy} o; k|0ffnLdf Ps ;d'bfo / csf]{ ;d'bfosf] aLrdf ;dGjo ;+oGqsf] ljsf; ug{ k5{, cGoyf 
dfgjLo–k|sf]k (Human Disaster) klg o;n] >[hgf ug{ ;S5 .   

ljifout ;'/Iff k|0ffnL (Sector Security Mechanism) klg clxn] k|rngdf cfO/x]sf] 5 . pBf]u If]qsf 
nflu cf}Bf]lus ;'/Iff k|0ffnL, ko{6g If]qsf nflu ko{6g k|x/L, /fhdfu{sf nflu /fhdfu{ ul:t cflb 
ljifout ;'/Iff k|0fnLsf pbfx/0fx¿ x'g . of] ljifout ;'/Iff k|0ffnLsf cfkm\g} lsl;dsf u'0f / 
cju'0fx¿ 5g\ . 

ljz]if1tf xfl;n x'g], k]zfuttf, ljifout cfb]zdf Pstf x'g], lgodx¿ sfof{Gjog / kfngfsf] :t/ 
pRr x'g], sd{rf/Lsf] j[lQ ljsf; ;xh x'g] cflb u'0fx¿ laifout ;'/Iff k|0ffnLsf k|d'v u'0fx¿ x'g . 
o; k|0ffnLsf o:tf u'0fx¿ w]/} 5g\ / oL ;j} u'0fx¿ k]zfuttf s} ;]/f]km]/f]df 3'D5g\ eg] o:f k|+0ffnLsf 
w]/} cju'0fx¿ klg 5g\ / tL ;j} cju'0fx¿ sdhf]/ ;dGjo ;+oGq s} ;]/f]km]/f] 3'd]sf] kfOG5 . o:tf] 
ljifout ;'/Iff k|0ffnLnfO{ plrt Wofg lbO{ ljifodf bIf u/fpb} nluof] eg] o;sf gsf/fTds 
tTjx¿nfO{ ;sf/fTds u'0fx¿n] lhTb} hfg ;S5 .  

;'/Iffdf lghLs/0fsf] cjwf/0ff xfn} ljsf; ePsf] cjwf/0ff dflgG5 . o; cGtu{t g]kfndf lghL ;'/Iff 
sDkgLx¿ wdfwd v'n] / v'Nb} 5g\ . j]nfotdf dfu{u]6 Yofr/n] k|of]udf NofPsf] Yofrl/Hd / gof+ 
Joj:yfkgsf] cjwf/0ff (NPM) n] ;}4flGts?kdf k'i6 jgfPsf] of] ;'/Iff k||0ffnL g]kfndf ;}tfln; kl5sf 
;fndf lelqPsf] kfOG5 . o;nfO{ k|fozM lghL j}s / / kmfOgfG; sDklgx¿n] k|of]udf NofPsf] b]lvG5 . 
cd]l/sfdf ePsf] ;]K6]Dj/ P3f/sf] 36gfn] ;'/Iffdf lghLs/0fsf] cjwf/0ffnfO{ s]xL wSsf k'–ofPsf] / 
Po/kf]6{ tyf dxTjk"0f{ ejgx¿sf] ;'/Iff ;/sf/n] lghLIf]qjf6 lkmtf{ lnPsf] eP tfklg g]kfndf To; 
lsl;dsf] wSsf dxz"z clxn];Dd ul/Psf] 5}g . e"tk"j{ ;]gf tyf e"tk"j{ k|x/Lx¿sf] jfx'Notf lghL 
;'/Iff k|0ffnLdf ePsf] x'gfn] klg To:tf] k'gM ljrf/ ug'{ kg]{ cj:yf gcfPsf] klg x'g ;S5 . ;'/Iffdf 
lghLs/0fsf] cjwf/0ffnfO{ ;sf/fTds ?kdf u|x0f ubf{g} /fd|f] x'g] s'/f clxn]sf] k|of]ux¿ jf6 b]lvPsf] 5 
t/ o;sf] tx, tKsf / If]q lglZrt ul/g' k5{ .  

$= Gf]kfndf ;'/Iff Joj:yf ljut / xfn 

Gf]kfndf ;'/Iff Joj:yf g]kfnsf] cGtl/d ;lDjwfg @)^# nufot :yfgLo k|zf;g P]g @)@*, k|x/L P]g 
@)!@, ;/sf/L d'2f ;DjGwL P]g @)$(, ;fj{hlgs ;'/Iff P]g @)$^, hf;";L P]g @)!*, sf/fuf/ P]g 
@)!(, xftxltof/ v/vhfgf P]g @)!(, s]xL ;fj{hlgs - ck/fw / ;hfo _ P]g @)@&, sfnf] jhf/ tyf 
s]xL cGo ;dflhs ck/fw tyf ;hfo P]g @)#@, jfs tyf k|sfzg :jtGqtf P]g @)#&, ljWj+;fTds 
ck/fw - ljz]if lgoGq0f tyf ;hfo _ P]g @)$@ h:tf ljleGGf P]gx¿ / cGo sltko lgod / 
lgodfjnLx¿n] lgb]{lzt ug]{ u/]sf] kfOPsf] 5 . oL ;j} P]g sfg"gx¿ plQs} dxTjsf ePtf klg kfngsf] 
:t/ eg] tx, tKsf / ;Dks{ cg';f/ km/s km/s ePsf] kfOPsf] 5 .  

Gf]kfnsf] s]Gb|Lo ;'/Iff Joj:yfdf k|wfgdGqLsf] cWoIftfdf s]Gb|Lo ;'/Iff ;ldlt, If]qLo k|zf;ssf] 
cWoIftfdf If]qLo ;'/Iff ;ldlt / k|d'v lhNNff clwsf/Lsf] cWoIftfdf lhNnf ;'/Iff ;ldlt /xg] Joj:yf 
ul/Psf] 5 . oL ;ldltx¿n] clxn] k|efjsf/L ?kdf sfd ul//x]sf klg 5g\ . oBlk ljut tfgfzfxL /fHo 
Joj:yfdf oL ;ldltx¿nfO{ lg:s[o jgfO{ Plss[t ;'/Iff Joj:yfsf] cjwf/0ff cg'?k elg k|To]s tx / 
tKsfdf tTsfnLg zfxL g]kfnL ;]gfnfO{ ;'/Iff Joj:yfsf] g]Tf[Tj ug]{ lhDd]jf/L lbO{Psf] lyof], h'g gful/s 
k|zf;gsf] k|ToIf lj?4sf s'/f lyof] . sfo{txdf k|x/L / ;]gfsf h'g;'s} tx / kbsf clwsf/Lx¿ eP 
klg lghfdtL tkm{sf JolQmsf] cfb]z cg';f/ ltlgx¿n] sfd ug'{ k5{ eGGf] cjwf/0ffnfO{ ;'/Iffsf 
;DjGwdf gful/s k|zf;gsf] cjwf/0ff elgG5 . of] cjwf/0ffnfO{ ljutdf kfngf gul/Psf] sf/0fn] klg 
hgtfsf] ;'/Iff lgsfox¿ Kf|ltsf] wf/0ffdf gsf/fTds c;/ kg{ uof] .  
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%= ;'/Iff / ;'/Iff Joj:yfsf] 5lj (Image Setback)  

k|x/L, k|zf;g / ;]gfsf] 5lj hgtfdf /fd|f] 5}g . cfr/0f / sfo{ k|0ffnLsf] ;d:of o:tf] 5lj lju|g'sf] 
klxnf] sf/0f x'g ;S5 . t/ zf;g Joj:yf;+usf] clt–;fldKotfnfO{ dxTjk"0f{ sf/0fsf] ?kdf lng kg]{ 
x'G5 . ljutdf /f0ffx¿n] cfkm\gf] /f0ff zf;g arfpg / cfkm\gf zf}vx¿ Kf'/f ug{sf nflu h;/L To; 
j]nfsf] ;]gf / k|x/LnfO{ k|of]u u/], k++rfotsf zf;sx¿n] ToxL k/Dk/f bf]xf]–ofP . of] s|d ;}tfln; 
kl5sf ;Qfwf/Lx¿n] klg k|of]u ug{] k|of; u/] / /fhfsf] PstlGqo zf;gdf o;sf] k/fsfi7tf b]vfOof] . 
hgtfn] ;]gf, k|x/L / k|zf;gnfO{ zf;sx¿sf] dltof/sf] ?kdf dfq b]v]sf 5g\ . ljutdf ;]gfn] s'g} 
JolQm ljz]if k|lt h'g jkmfbf/L b]vfof], Tof] jkmfbf/L cj g]kfnL hgtf k|lt b]vfpg' h?/L 5, eg] k|x/L 
klg hgtfnfO{ ;d:ofdf cNdmfpg x}g ls ;d:ofjf6 d'lQm lbnfpg jg]sf] ;+oGq xf] eGg] b]vfpg' h?/L 
eO ;s]sf] 5 . k|zf;g JolQmn] rnfpg] x}g, gLltn] rnfp+5 eGg] cjwf/0ff clxn]sf gof+ k':tfdf w]/} 
k|zf;sx¿df cfO ;s]sf] ePtf klg s]xL ulDe/ ;d:ofx¿ cem} 5g\ .  DofS; j]j/sf] k|zf;lgs 
cjwf/0ffnfO{ xfd|f ljutsf zf;sx¿n] j'O{ r9]sf sf/0fn] klg o:tf ;Df:ofx¿ cfO/x]sf x'g . 
 

^= zflGt–;'/Iffsf] unt k|of]u (Immoral Interpretation) M 

ljutsf zf;sx¿n] ;'/Iffsf ljifonfO{ unt tl/sfn] k|of]u u/]sf] ;d]t kfOPsf] 5 . zflGt rflxof] ls 
ljsf; eg]/ ;d]t ;f]lwof] . zflGt k|bfg ug]{ gfddf ljsf;nfO{ s]xL ;do yflt+ /fVg] k|of;x¿ klg eP 
. ljsf;df nufpg' kg]{ /sdx¿ zflGtsf] gfddf ;'/Iffdf nUffOP . ;'/Iff jlnof] kf/L zflGt sfod ug]{ 
gfddf k|hftGqdfly k|xf/ ;d]t eof] . zflGt rflxG5 ls k|hftGq eg]/ ;d]t hgtf;+u ;f]lwof] . ;'/Iff 
Joj:yfnfO{ o:tf] uf]nd6f]n kf/L hgtfnfO{ lbUe|let kfg]{ ljutsf k|of;x¿n] klg hgtfdf k|x/L, 
k|zf;g / ;]gfsf] 5lj lju|]sf] xf] . zflGt, k|hftGq / ljsf; ;u}+ hfg ;Sb}g eg]/ hgtfnfO{ ;Demfpg 
;lsG5 eg]/ ;f]rfO{ /fVg' To; j]nfsf zf;sx¿sf] sdhf]/Lsf] ?kdf lng ;lsG5, eg] Tof] sdhf]/Lsf 
sf/0fn] clxn]sf zf;sx¿nfO{ cfkm\gf] 5lj ;'wf/ ug{ ufx|f] kl//x]sf] kl/l:ylt 5 . 
 

&= Jojxfl/s w/ftndf ;'/Iff lgsfox¿ (Ground Reality)  M 

c;dflhs tTjx¿jf6 ;dfhnfO{ arfpg] / c/fli6«o tTjx¿jf6 /fi6«nfO{ hf]ufpg] ;du| bfloTj ;'/Iff 
;+oGqnfO{ / lhNNff lhNnfx¿df ;'/Iff Joj:yf sfod /fVg] k"0f{ bfloTj / lhDd]jf/L k|rlnt sfg"gx¿n] 
k|d'v lhNNff clwsf/Lx¿nfO{ lbPsf] x'G5 . lhNnfdf /xg] c? ;Dk"0f{ ;'/Iff cu+x¿ -k|x/L, ;]gf, z;:q 
k|x/L, /fli6«o cg':fGwfg_ k|lhcsf] ;xof]uLsf] ?kdf lhNnfdf sfd ug]{ cjwf/0ff P]g tyf sfg"gx¿sf] 
/x]sf] b]lvG5 . t/ Jojxf/df of] x'g ;s]sf] 5}g . lhNnfdf k|x/L / /f=c= s]xL xb ;Dd k|lhck|lt 
pQ/bfoL b]lvPtf klg z;:q k|x/L / ;]gf k|lhcn] kl/rfng ug{ ;Sb}g . ltlgx¿ cf–cfk\mgf] tfn's 
sfof{nox¿jf6 kl/rflnt x'b} cfO/x]sf 5g\ . cem ;]gfsf] xsdf w]/}n] cfkm"nfO{ ;dofg's\'n ;'wf/ 
ul/;s]sf 5g\ eg] lhNnf txsf s]xL kbflwsf/Lx¿df cfkm"nfO{ leGg cl:tTjsf] 7fGGf] ljutsf] wªwªL 
sfod /x]sf] b]lvG5 .  

lhDd]jf/L / st{Jo k|z:t ePsf] t/ clwsf/ / ;fwg ;|f]t cToGt ;Lldt ePsf] kb xf] k|lhcsf] kb; 
dfly ;'6 / tn xfkm–k]G6 nufPsf] h:tf] k|lhcsf] 5fof+jf6 lhNnfsf] ;'/Iff Joj:yf clxn] ;Dd 
rln/x]sf] cj:yf 5 . clwsf/ tkm{ x]bf{ hgkb k|x/L k|lhc k|lt lhDd]jf/ g} /x]sf] kfOG5 lsgeg] 
ltlgx¿sf] ;?jf–j9'jf h:tf sd{rf/L k|zf;gsf s'/fx¿ u[x dGqfnojf6 lg:sG5 . c? lgsfox¿sf] 
kbflwsf/Lx¿sf] xsdf o:tf] Joj:yf gul/Psf]n] gful/s k|zf;gsf] cjwf/0ffdf ulDe/ ;d:ofx¿ 
b]lvPsf 5g\ . k|lhcnfO{ gful/s k|zf;gsf] cjwf/0ff cg'?k lhNNff txsf] ;j} lsl;dsf] ;'/Iff 
Joj:yfsf ;DjGwdf lhDd]jf/ jgfO{ ;j} ;'/Iff c+ux¿sf] k|d'v jgfOg'sf cltl/Qm b]xfosf s]xL 
Joj:yfx¿ ug{ kg]{ pko'Qm b]lvG5 . 
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 hgkb k|x/Lsf] g]lsjbL / uf]Ko k|ltj]bg k|lhcn] u[x dGqfnodf lgoldt?kdf k7fpg] jfWosf/L 
Joj:yf x'g h?/L 5 .  

 c+rn k|zf;g sfof{nox¿ Vff/]h eO;s]sf] cj:yfdf c+rn k|x/L sfof{nox¿ /flv/fVg cf}lrTok"0f{ 
b]lvb}g . c+rn k|x/L k|d'vsf] cfk\mgf] txsf] gful/s k|zf;s 5}g . If]qLo k|x/L k|d'v If]qLo k|zf;s 
k|lt lhDd]jf/ x'G5, lhNNff k|x/L k|d'v k|lhc k|lt lhDd]jf/ x'G5 t/ c+rn k|x/L k|d'v sf] k|lt 
lhDd]jf/ x'g], clxn] of] bf]wf/sf] cj:yf 5 . c+rn k|x/L sfof{nox¿ Tf'?Gt vf/]h u/L ;f] sf] 
hgzlQm lhNNff k|x/Ldf yKg k5{ . 

 lhNNffdf /fli6«o cg';Gwfgsf] sfof{no pk]lIft / ;fwg ;|f]t jLlxg cToGt gfh's cj:yfdf 5 . 
k|lhcsf] cf+vf / sfgsf] ?kdf e"ldsf v]Ng kg]{ of] lgsfonfO{ zzQm jgfpg clt cfjZos 5 . 

 xfn} dfq ;+zf]wg ePsf] ;}lgs P]gdf lhNnfdf ;]gfsf] kl/rfngsf nflu :yfgLo k|zff;gnfO{ 
lhDDf]jf/ jgfOg] elgPsf] ePtf klg To;sf] tf}/–tl/sf gcfO ;s]sf] sf/0fn] cGof}nsf] cj:yf 5, 
h'g oyflzw| cfpg' k5{ . ;Ldf ;'/Iff tyf jfXo tgfjsf ljifox¿df ;]gfsf] k|of]u ul/g] cjwf/0ff 
cg'?k ;]gfsf] kl/rfngdf k|lhcnfO{ ;+nUgtf ljutdf gu/fO{Psf] xf], t/ olb ;]gfsf] kl/rfng 
cfGtl/s ljifox¿df ul/G5, k|lhcnfO{ lhDd]jf/ jgfOg} k5{ . 

 z;:q k|x/Lsf] kl/rfng, ltlgx¿sf] g]lsjbL nufotsf ;Dk"0f{ s'/fx¿df k|lhcnfO{ clwsf/ lbO{ 
k|lhcnfO{ lhDDf]jf/ jgfpg' k5{ . 

 k|lhcsf ;xof]lu ;'/Iff lgsfox¿ / k|lhc jLr Pp6f cjwf/0ffTds q'l6 /x]sf] kfOPsf] 5 . P]g 
sfg"gx¿ / u[x dGqfnosf] j'dmfO{df k|lhcsf] kb / txsf] cfwf/df p;sf] clwsf/, lhDd]jf/L / 
st{Jo sd / j9L x'b}g, rfx] Tof] pk–;lrj :t/sf] jf ;x–;lrj :t/sf] k|lhc xf];\ . t/ k|x/L / 
;]gfsf clwsf/Lx¿sf] j'emfO{ km/s 5 . plgx¿ k|lhcnfO{ p;sf] kb / tx cg';f/ Jojxf/ ug]{ 
u5{g . o:tf] lsl;dsf] cf–cfk\mgf] j'emfO{n] ;dGjodf ;d:of cfO/x]sf] cj:yf 5, h'g oyf;So 
l56f] lg?k0f ul/g' k5{ . 

 k|lhcn] lhNnfdf zflGt ;'/Iff sfod ug]{ l;nl;nfdf lhDDf]jf/Lk"0f{ sfd ubf{ 7"nf] ;hfo / s]xL 
sfd} gu/L hflu/dfq ksfp+bf ;fgf] ;hfo kfpg] cj:yf aflx/L jftfj/0f (Surroundings) n] 
jgfPsf]5 . ljWj+;fTds sfo{df ;+nUg JolQmx¿nfO{ uf]ln xfGg] cfb]z lbPsf] v08df p dfgj 
clwsf/sf] xgg\ jf o:t} s]xL Hofgdf/f s]zx¿df kg{ ;S5, lsgeg] oxf+ To:tf ljWj+;fTds 
sfo{x¿ /fhg}lts Ph]08fsf] cf8df x'g] u5{g\ . ljWj;fTds sfo{ x'g lbPsf] v08df jf To:tf] 
sfo{df jf:tf gu/]sf] cj:yfdf p c;Ifdtfsf] cf/f]kdf Tof] 7fp+jf6 x6fOg] jf b'u{d If]qx¿df 
;?jfx'g] h:tf ;fdfGo ;hfodf kg{ ;S5 . o:tf] cj:yfdf dflg; cfk\mgf] :jefj}n] sd ;hfo x'g] 
ljsNk /f]H5 . /fHon] ;'/Iff lgsfosf k|d'vx¿nfO{ xnf] c8sfP/ uf]? s'6] Hf:tf] ul//x]sf] jt{dfg 
cj:yfdf sfd u/] h:tf] dfq u/]/ jf sd sfd u/]/ cfk\mgf] sfo{sfndf sd sfd u/] jfktsf] ;fgf] 
;hfo kfpg kfP dfq klg cfkm"nfO{ ;kmn 7fGg' kg]{ cj:yf clxn] 5 . o;sf nflu t'?Gt ;'/Iff 
lgsfox¿sf] dgf]j}1flgs pkrf/ / g}lts pRr kfg]{ vfnsf sfo{s|dx¿ vf]lhg' h?/L 5 .  

 

*= ljutsf / cfpg] 4Gbx¿ (Conflicts) 

åGbnfO{ ;w} g/fd|f] ?kdf dfq} x]g]{ k'/fgf] cjwf/0ff xf] . sltko cyjf w]/}  cj:yfx¿df 4GbnfO{ 
Joj:yfkg ug{ ;lsof] eg] o;n] ;dfh / /fi6«nfO{ ;sf/fTds lgsf; tkm{ n}hfG5 . 4GbnfO{ clgjfo{ 
v/fj tTjsf] ?kdf klg x]g]{ ul/G5, cyf{t cfjZos klg xf] / /fd|/L Joj:yfkg ug{ ;lsPg eg] v/fj 
klg u5{ . 4GbnfO{ s'g} Ps lj4fgn] l6= lj= /f]u ;+u bfh]sf 5g\ . z'?sf cj:yfdf l6=lj= yfxf kfpg 
ufx|f] x'G5 t/ lgsf] kfg{ ;lhnf] x'G5 eg]  clGtd cj:yfdf l6=lj= yfxf kfpg ;lhnf] x'G5 t/ lgsf] 
jgfpg ufx|f] x'G5 . 4Gb klg l6=lj /f]u h:t} xf] . 4Gb z'? x'bf+sf cj:yfdf 4Gbsf sf/0f / uflDeo{tf 



 
57

yfxf kfpg ufx|f] x'G5 t/ Wofg lbOPsf] v08df ;dfwfg ug{ ;lhnf] x'G5 . 4Gb j9b} uP/ 7"nf] ?k lnO 
;s] kl5 4Gbsf] sf/0f / uflDeo{tf t yfxf kfpg ;lsPnf t/ ;dfwfg ug{ ufx|f] k5{ . g]kfndf 
dfcf]]jfbLx¿sf] tTsflng ljb|f]xnfO{ jfpGg ;fn lt/} ulEe/tf k"j{s lnOPsf] eP /fHonfO{ oqf] wSsfjf6 
hf]ufpg ;lsGyf] xf]nf . 

ljrf/ k|wfg 4Gb Hf:tf] ls dfcf]jfbL cfGbf]ng clxn] ;dfwfgsf] txx¿ plSnb}5 . of] 4Gb ;dfwfg eO 
;Sbf g;Sb} g]kfndf c? w]/} 4Gbx¿ nfOg nfu]]/ a;]sf 5g\ . hftLo 4Gb, wfld{s 4Gb, If]qLo 4Gb, 
cfly{s–ju{ 4Gb h:tf sltko 4Gbx¿ Dfcf]jfbLx¿sf] 7"nf] 3gTjsf] j}rfl/s 4Gbsf] cufl8 cf]em]ndf 
k/]sf lyP . 

(= åGbsf k|s[lt / /0fgLlt  
Afflx/ cfPsf 4Gbx¿ ;dfwfg x'b} uP kl5 tL nfOg nfu]/ j;]sf 4Gbx¿ Jofks k|efj (Accumulative 
Effect) sf ;fy cufl8 cfpg] 5g\, cfO/x]sf klg 5g\ .  

t/fO{df / Kf"jL{o kxf8x¿df km}lnPsf] 4GbnfO{ o;sf pbfx/0fsf] ?kdf lng ;lsG5 . oL 4Gbx¿ 
/fhg}lts k|s[ltsf x'g jf k|zf;lgs k|s[ltsf x'g, ;f]xL cg';f/ ;dfwfgsf pkfox¿ Vff]lhg'  k5{ .  

clxn] of] /fhg}lts k|s[ltsf] elgPsf] 4GbnfO{ k|zf;lgs lx;fjn] ;dfwfgsf] k|of; ubf{ ;'/Iffdf ;+nUGf 
kbflwsf/Lx¿nfO{ bf]wf/sf] cj:yf 5 . jn k|of]u ug]{ jf gug]{ eGGf] s'/fdf cyjf s'b xb ;Ddsf] jn 
k|of]u ug]{ eGg] h:tf ljifox¿df dGqfno nufot ;j} txn] :ki6 cfb]z lbg ;s]sf] 5}g . ljutdf 
g]kfnu+hdf ePsf] 4Gbdf ;'/Iff lgsfo lglis|o /x]sf] klg oxL bf]wf/] /0ffgLltsf] sf/0fn] xf], of] s]zdf 
;'/Iff lgsfon] s'g} JolQm jf ju{nfO{ ;3fPsf] ge} cfb]zdf Pstf gePsf sf/0fn] cndn ePsf] xf] . 
g]kfnu+hsf] 4GbnfO{ /fhg}lts k|s[ltsf] 7fg]/ ;'/Iff lgsfosf pRr kbflwsf/Lx¿n] /fhg}lts kxn ug{ 
tkm{ nfu], hjsL o;n] u}/ /fhg}lts rl/q lnof] / ;'/Iffsf] /0fgLlt c;kmn eof] . ;d:ofsf] ;lx / 
;dod} ul/Psf] ljZn]if0fnfO{ cfwf ;dfwfg elgPsf] o;} sf/0fn] x'g ;S5 . ctM oL clxn] nfO{g nfu]/ 
j;]sf 4Gbx¿ ;DjGwdf z'?s} cj:yfx¿ ePsf x'bf+ ;dfwfgsf nflu t'nGffTds ?kdf s]lx ;lhnf] kg{ 
;S5, ;do 9lNsb} hf+bf /fi6« gsf/fTdstf lt/ hfG5 ;S5 .  
 

!)= uflDeo{tf 
k|zf;sx¿sf] ;'emj'em / ulDeo{tfsf] cj k/LIf0f x'g] j]nf cfPsf] 5 . cj klxn]sf] h:tf] bf]if nufpg] 
s'g} PstlGqo g]tfsf] 5fof+ klg 5}g . oL nfOg nfu]/ j;]sf 4Gbx¿sf ;DjGwdf clxn] sf/0f / uxgtf 
yfxf kfpg ufx|f] xf]nf t/ ;dfwfg ug{ vf]lhPsf] v08df ;lhnf] x['g ;S5, t/ kl5 4Gb Jofks ?kdf 
km}lnP kl5 l6=lj /f]u h:t} ;dfwfg ug{ ufx|f] k5{ . oL 4Gbx¿nfO{ ;'/Iffsf] dfWodjf6 dfq ;dfwfg ug{ 
vf]lhPsf] v08df km]/L k|sf]k x'g ;Sb}g eGg ;lsGg . /fhg}lts ;d:ofsf] k|zf;lgs ;dfwfg vf]lhg' 
x'b}g . oL ;d:ofx¿sf] k|zf;lgs ;dfwfgn] cNMksfnLg jf dWddsfnLg zflGt t Nofpnf t/ :yfoL 
tyf bL3{sfnLg ;dfwfg Nofpb}g . ;'/Iff ;+oGqdfqsf] k|of]u pko''Qm ;dfwfgsf] dfWod gx'g ;S5 . 
;d:of /fhg}lts xf] ls k|zf;lgs xf], klxrfg /fd|f] ;+u u/L ;'emj'emsf ;fy pko'Qm ;dfwfg vf]lhg' 
k5{ . o; s|ddf cjsf gof+ k':tfsf /fhg}lts g]tf, k|zf;sx¿ / ;'/Iff lgsfosf k|d'vx¿jf6 /fHon] 
w]/} ck]Iff u/]sf] 5 . 
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k|zf;g, ;fj{hlgs k|zf;g ;DaGwL klqsf 

jif{ #*, c+s @, k"0ff{Í !)%, kmfNu'0f @)^# 
 

 

o"/f]kLo ;+3 M cfly{s cfj4Ls/0f jf Plss/0fsf] z'?jft <  
 

 

 

 

 

  uf]kLgfy d}gfnL∗ 

k[i7e"ld  
sltko ;fgf /fi6« ljv08gtkm{ cle'd'v 5g\ eg] 7"nf / ;DkGg sxlnPsf /fi6«x¿ k'gM Plss/0fsf] 
cleofgdf nfu]sf 5g\ . ;fgf / gjk|hftflGqs d'n'sx¿df :jfoQtfsf] gfddf /fli6«o ljv08gsf] cjfh 
tLj| e}/x]sf] ;dodf x/]s b[li6sf]0fdf ljsl;t dxfb]z o"/f]ksf ;DkGg d'n'ssf gful/sx¿ …;femf 
o"/f]kLo klxrfgÚ sf nflu Plss/0fsf] lbzfdf tLj|Q/ 5g\ . of] cleofg zLto'4sf] ;dodf x'g] u/]sf] 
h:tf] /fhg}lts / ;fdl/s u7jGwg ge} cfly{s / ;f+:s[lts Plss/0fsf] cleofg xf] . o;nfO{ 
;dsfnLg ljZjdf …o"/f]kLo ;+3Ú eGg] ul/G5 eg] ;dfg :jfy{ ePsf cNkljsl;t d'n'sx¿n] o;jf6 
lzIff lnP/ cfkm\gf ;d:ofsf] If]qLo:t/df ;dfwfg vf]Hg ;Sg]5g\ .  
 

s;/L ljsl;t eof] o"/f]kLo ;+3sf] cjwf/0ff < 
;g=!^$* b]lv g} o"/f]kdf j]i6km]lnof k|0ffnL cGtu{t /fi6«x¿aLr ;Dd]ng u/L /fhgLlts tyf ;fdl/s 
ljifodf ;lGw ug]{ul/GYof] . o"/f]k]nL d'n'sx¿df ;f] ;doeGbf cl3b]lvg} /x]sf] ;fd|fHolj:tf/sf] 
dxTjfsf+Iffn] pTkGg x'g] u/]sf] ljjfb lg/f]k0fsf nflu slxn] leogf ;Dd]ng, slxn] kljq u7jGwg, 
slxn] x]u ;lGw h:tf k|lqmofjf6 k|of;x¿ x'Fb} cfPsf lyP . tTsflng ;dodf o"/f]ksf zlQm -ljZjs} 
zlQm_ sf ?kdf lrlgPsf d'n'sx¿ O6fnL, cli6«of, km|fG;, kf]r'{un, :k]g, k|l;of, :k]g, j]nfot cflb 
k|fs[lts ;|f]tsf] sJhf, ;fd'lb|s dfu{ / Jofkf/ lj:tf/sf nflu cfk;df ljjfb / snx ul/g} /xGy] . 
oyfy{df oL ljifox¿ ;fd|Hojfbsf] lj:tf/df s]lGb|t lyP . o"/f]k t'ngfTds ?kdf r]tgfsf] lj:tf/ / 
/fhg}lts k|0ffnLsf] ljsf; ePsf] dxfb]z ePsfn] cd]l/sf, clkm|sf tyf Plzofsf d'n'sx¿df /x]sf] 
k|fs[lts ;|f]t tyf Jofkf/sf nflu o"/f]kLo d'n'sx¿sf] cfFvf ufl8Psf] lyof] eg] oL d'n'sx¿ tL 
dxfb]zsf ;|f]t;fwgdfly kx"Fr lj:tf/ ug{sf nflu ;ef, ;Dd]ng, ;lGw / ;Demf}tfdfkm{t ;dembf/L / 
;Gt'ng sfod ub{y] . cGo dxfb]zsf d'n'sx¿n] ;Ël7t ?kdf pgLx¿dfly s'g} cfFvf gnfufcf]; eGg] 
tkm{ klg o"/f]kLo d'n'sx¿ ;r]t lyP . ;g=!*!% df cfOk'Ubf /fhg}lts / ;fdl/s p2]Zo k"/f ug{sf 
nflu o"/f]k]nL ;+3 (Concert of Europe) ;d]t jgfpg ;kmn eP . t/ cfk;L zlQm ;+3if{ /  / ;fd|Ho 
lj:tf/sf] k|lt:kwf{n] of] ;+3 nfdf] ;do;Dd ;+3fTds wf/0ffsf] :yfoL ;+oGq jGg eg] ;s]g . ;fy} 
o"/f]kleq klg ;fgf /fi6«x¿ zlQm /fi6«jf6 :jflwg x'g yfn] . 

                             
∗ >L d}gfnL nf]s ;]jf cfof]u;+u ;Dj4 x'g'x'G5 .  
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t/ bf];|f] ljZjo'4sf] cGtkl5 :yfoL zflGtsf] cGt/f{li6«o k|zf;gsf nflu ;Gkm|flGz:sf] ;Dd]ng -!($%_ 
kl5 :yflkt ;+o'Qm /fi6« ;+3 j8fkqsf] wf/f %@ b]lv %$ ;Ddsf Joj:yfn] cfly{s tyf ;fdflhs 
ljsf; / efOrf/f j[l4 ug{] p2]Zon] If]qLo:t/df ;Ë7gx¿ vf]Ng ;lsg] pbf/ k|fjwfg /fv]sfn] ljleGg 
dxfb]zsf ;dfg :jfy{ ePsf /fi6«x¿ cfk;df ;+3 tyf ;Ë7g jgfpg Jo:t /x] . c/j lnu, clkm|sL 
Pstf ;Ë7g, cd]l/sL /fi6«x¿sf] ;Ë7g, cflzofg / o"/f]kLo cfly{s ;d'bfo o;sf s]xL pbfx/0fx¿ x'g 
.  

clxn] xfdLn] j'em\g] u/]sf] o"/f]kLo ;+3 o;cl3sf] o"/f]kLo cfly{s ;d'bfo (European Economic 
Community) sf] ljsl;t ?k xf] . ;g !(%& df tfTsfnLg ;+3Lo u0ftGq hd{gL, km|fG;, O6fnL, 
j]lNhod, g]b/Nof08\; / nSh]Dju{n] ;lGw u/L cfly{s ljsf; / ;xof]usf] If]q lj:tf/ ug]{ p2]Zon] ;g 
!(%* b]lv o"/f]kLo cfly{s ;d'bfosf] :yfkgf u/] . o"/f]kLo cfly{s ;d'bfo ;b:ox¿jLr Jofkfl/s tyf 
cfly{s ultljlwnfO{ ;d'bfoleq ;dfg ?kdf ckgfpg k|ltj4 lyof] h;sf] cfzo Jofkf/ 
pbf/Ls/0fdfkm{t hLjg:t/sf] ;'wf/ ug'{ lyof] . ;b:o /fi6«x¿jLr ;dfg ;f+s[lts k[i7e"ld /x]sf] / s'g} 
g s'g} cfly{s ljz]iftf ;DkGg ePsfn] klg …;femf o"/f]k]nL jhf/Ú jgfpg] cjwf/0ffnfO{ ;lhn} 
sfof{Gjog ug{ ;lsof] . csf]{ zJbdf eGbf of] If]qLo cfly{s u7jGwg -Regional Economic Block_ lyof] 
h;n] cfkm"leq j:t' tyf ;]jfx¿sf] ultzLntfnfO{ ;Ldfz'Ns / cGo cj/f]w nufPg / jfXo ljZj;+u 
ul/g] cfly{s Jojxf/nfO{ ;d]t ;dfg ?kdf ckgfpg k'Uof] .  
 

Dofl:6«r ;+lwkl5sf] o"/fkLo ;+3  
;g=!(%* df :yflkt o"/f]kLo cfly{s ;d'bfosf] k[i7e"lddf /x]/ g} xfnsf] o"/f]kLo ;+3sf] ljsf; ePsf] 
xf] . ;g !((@ df lb g]b/Nof08\;sf] ;'Gb/ Jofkfl/s zx/ Dofl:6«rdf hd{gL, km|fG;, kf]r'{un, j]lNhod, 
O6fnL, bL g]b/Nof08\;, nSh]Dju{, cli6«of nufot sf !@ /fi6«n] x:tfIf/ u/L o"/f]kLo cfly{s ;d'bfonfO{ 
o"/f]kLo ;+3df kl/0ft u/]sf] 3f]if0ff u/] . …Maastricht Treaty kl5sf] …o"/f]kLo ;+3Ú /fHox¿sf] ;+3fTds 
k|0ffnLtkm{ k|j]z ul/;s]sf] 5 eg] /fHox¿ cfkm\gf] ;fj{ef}d zlQmnfO{ ;+3tx (Supranational level) df 
;dk{0f ul//x]sf 5g\ . ;+3sf] sfof{no klg o"/f]kLo cfly{s ;d'bfosf] sfof{no /x]s} :yfg j|;]N;df 5 .  

o"/f]kLo cfly{s ;d'bfon] o"/f]knfO{ cfly{s cfj4Ls/0f (Economic integration)  ug]{ ;kmntf k|fKt 
ul/;s]sfn] Dofli6«r ;lGwsf] sfof{Gjogdf efjgfTds ;xof]u ;j} ;b:ojf6 :jfefljs ?kdf b]lvg 
k'Uof] . o; ;lGw cl3 ;b:o /fi6«jLr cfly{s cfj4Ls/0fsf ljleGg r/0fx¿ h:tf] ;f}ljWok"0f{ Jofkf/, 
:jtGq Jofkf/, e+;f/ o"lgog, ;femf jhf/ / df}lb|s Pj+ ljQLo gLltsf] ;fdfGoLs/0fnfO{ kf/ ul/;s]sfn] 
o"/f]kLo ;+3sf /fi6«x¿sf] cy{tGq Ps e};s]sf] lyof] . j:t' tyf ;]jfx¿sf] :jtGq k|jfx dfq xf]Og, 
pTkfbgsf ;fwgx¿, nufgL h:tf kIfx¿df cfly{s–u}¥x cfly{s s'g} cj/f]w jfFsL lyPg . hj Dofli6«r 
;lGw  eof], To;kl5 ;g @))# b]lv cfly{s sf/f]jf/sfnflu Psn d'b|f k|rngdf Nofpg] sfd eof] . 
;+3df Toltj]nf sfod ePsf !% dWo] !! /fi6«n] Psn  d'b|fdfg …o"/f]Ú -Euro_ ckgfP . ;b:ox¿n] o; 
cl3 k|rngdf NofPsf /fli6«o df}lb|s dfgs luN8/, km|}+s, qmf]g/, k];f], dfs{ ;j}nfO{ Ps;fy o"/f]n] 
lj:yfkg u¥of] . xfn o"/f] ckgfpg] d'n's -Euro Zone_ df !# d'n's k'lu;s]sf 5g\ eg] lgs6 eljiodf 
s]xL /fi6« ylkg] ;+efjgf b]lvPsf] 5 .  To:t} ;+3df cfj4 d'n'sx¿sf] ;+Vof klg !% k'u]sf] 5 eg] 6sL{ 
kf]Nof08 cflb k|j]zsf] t}of/Ldf 5g\ . 
 

;+3sf] ;+/rgf / sfo{ k|0ffnL  
Pp6f ;fj{ef}d /fHodf h]hlt ;+/rgfx¿ x'G5g\, o"/f]kLo ;+3df tL ;j} ljz]iftfx¿ kfpg ;lsG5 . 
/fHox¿ Supranational structure df u}/x]sf 5g\ . To;}n] pgLx¿;+u ;+3sf] 5'§} ljwflosf 5 . o;n] 
;b:o /fi6«x¿n] /fHo txdf nfu" ug]{ gLlt sfo{;"rLnfO{ lglb{i6 kfb{5 . ;b:o /fi6«x¿n] ;+;bdf 
k|ltlglwTj ug]{ ;f+;bx¿ k7fpb5g\ . s"n ;b:o ;+Vof / /fHox¿sf] k|ltlglwTj ug]{ ;+Vof klg j9\bf] 
s|ddf /x]sfn] xfnsf] $#$ ;f+;b ;+Vof g} clGtd xf] eGg ;lsb}g . o"/f]k]nL ;+;bdf 7"nf /fi6«x¿ km|fG;, 
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hd{gL, O6fnL, :k]g / j]nfotsf] k|ltlglwTj ;+Vof c?sf] eGbf a9L 5 . bf];|f] dxTjk"0f{ cË o"/f]k]nL 
cfof]u -European commission_ xf] of] ;+3sf] ;j} ls|ofsnfksf] d'6'df /xg] sfo{sf/0fL lgsfo xf] . 
cfof]un] ;+3n] u/]sf ;+lGw ;Demf}tf / ;+;bsf lg0f{ox¿sf] sfof{Gjog ub{5 . t/ o;sfnflu cfof]u 
PSn} sfd eg] ub}{g, ;b:o /fi6«sf ;/sf/;+u ;fem]bf/L u/]/ sfof{Gjog ub{5 . cfof]un] vf; ljifodf 
lg0f{osf nflu k|:tfj jgfO{ kl/ifbdf k]z klg ub{5 eg] sltko ljifox¿ Toxfdfkm{t ;+;bdf ;d]t 
k|:t't x'g] ub{5g\ . cfof]udf !% ;b:o /fi6«jf6 @) hgf sfo{sf/L cfo'Qm /xg] ub{5g\ h;df 7"nf 
/fi6«x¿sf ?kdf /x]sf km|fG;, hd{gL, O6fnL, :k]g / j]nfotjf6 b'O{ b'O{ hgf / cGojf6 Ps Ps hgf 
k|ltlglwTj x'G5 . t/ cfof]udf k|ltlglwTj u/]kl5 pgLx¿sf] bnLo tyf /fli6«o cl:tTj eg] /xb}g . oL 
cfo'Qmx¿ ;b:o /fi6«sf /fli6«o hLjgdf dxTjk"0f{ e"ldsf v]n]sf pRr k|zf;s, k"j{ dGqL, ;f+;b / 
kbflwsf/LdWo]jf6 k7fOG5 . cfof]u;+u @# hgf dxflgb]{zs / ljz]lifs[t kbflwsf/L cGtu{t sl/j !% 
xhf/ sd{rf/L sf] :yfoL ;+/rgf 5 . hxf+ ;b:o /fi6« sf !! efiffnfO{ ;fdfGo sfdsfhL efiff / ^ 
efiffnfO{ k|d'v efiffsf] x}l;ot k|bfg ul/Psf] 5 . 

t];|f] dxTjk"0f{ cË o"/f]k]nL kl/ifb (European Council) xf] h'g ;+3sf] ;|f]t ;fwg h'6fpg] / ljlgof]hg 
ug]{ cË xf] . ;+3sf ;b:ox¿sf] ;fk]lIfs of]ubfgsf cfwf/df ;b:o /fi6«x¿sf] dtflwsf/ lglZrt 
ul/Psf] 5 . ;+3sf ;b:o /fi6«x¿n] ug]{ /fhsLo cfosf] vf; k|ltzt ;+3sf] sfo{k|0ffnLsf nflu hfg] 
:jrflnt k/Dk/f sfod ul/Psf] 5 . 

pNn]lvt k|d'v cËx¿ afx]s o"/f]k]nL Gofofno, o'/f]k]nL cDj'8\:Dofg, o"/f]k]nL n]vfk/LIf0f cbfnt, 
o"/f]k]nL nufgL j}+s, o"/f]k]nL s]Gb|Lo j}+s, o"/f]k]nL ;fdflhs ;ldlt cflb lgsfo klg Dofli6«r ;lGwsf 
k|fjwfgnfO{ d"t{ ?k lbg ;tt ls|ofzLn 5g\ . o;y{ xfdL eGg ;S5f} ls o"/f]k lj:tf/} ;+3Lo /fHo 
k|0ffnL -federal system_ tkm{ nlDs/x]sf] 5 . o; ljifosf] k|Zgdf o"/f]k]nL ;+3sL Pshgf lgb]{zsn] To;f] 
xf]Og, o"/f]kLo klxrfgsf nflu cfj4Ls/0fsf] cfbz{ -pRrtd_ cEof; dfq ul/Psf] eGg] pQ/ lbg k'lug 
. pgsf cg';f/ k"j{ zf]leot ;+3sf]h:tf] Confederation sf] lgdf{0f ePsf] eGg' o"/f]kLo ;+3sf] 
cjwf/0ffnfO gj'em\g' ;/x 5 . j? of] ;+/rgfn] /fHo txdf ;+3sf gLltnfO{ Harmonized ug]{ ub{5 . 
pQ/ h;/L lbP klg ;+3 jflx/sf PlzofnL clkm|sfnLx¿ o;nfO{ cfj4Ls/0feGbf dfly ;+3Ls/0f 
ul//x]sf 5g\ .  
 

s] pknlJw lbPsf] 5 t ;+3n] <  
o"/f]k k/fk"j{ sfnb]lv g} uf]nf4{sf cGo If]qeGbf ljsl;t d'n's xf] . e"kl/j]li7t nSh]Dju{ xf]; jf 
;d'b|d'lgsf] g]b/Nof08\; jf cGo ;fgf 7"nf /fi6«, ;j} g} ljsf;sf] ;Ddflgt:t/ sfod ul/;s]sf d'n's 
x'g . To;}n] cfly{s ljsf;sf] ult klS8g cem egf} ul/jL / cefjjf6 dflysf]:t/ sfod ug{ tlD;/x]sf] 
Plzof–clkm|sf jf Nofl6g cd]l/sfsf If]qLo ;Ë7geGbf x/]s cfofddf o"/f]kLo ;+3 km/s b]vfkb{5 . g 
Plzof, clkm|sf / Nofl6g cd]l/sfsf]h:tf] /fhg}lts ;+j]bgzLntf Pj+ cfk;L ljjfbg} o"/f]kLo ;+3sf 
d'n'sx¿jLr b]Vg ;lsG5 . csf]{tkm{ o; cl3 g} ;femf jhf/sf] cjwf/0ffn] d"t{ ?k kfO;s]sf] cfk;L 
k|lt:kwf{ / Oiof{efj klg ;+3sf ;b:ox¿jLr b]lvPsf] 5 .  

o"/f]kLo ;+3sf] ;j}eGbf 7"nf] kl/0ffd g} …o"/f]k]nL efjgfÚ sf] ljsf; xf] . o;n] …o"/f]k]nL klxrfgÚ …o"/f]k]nL 
;dembf/LÚ / …o"/f]k]nL :t/ sfod ug{ dxTjk"0f{ of]ubfg ul/;s]sf] 5 . cj pgLx¿ eGg yfln;s]sf 5g\ 
…European Citizenship' . ;+3 cGtu{tsf ;b:o /fi6«sf gful/sx¿ /fHo txsf gful/s klg x'g eg] 
o"/f]k]nL ;+3sf gful/s klg -en} ls gful/stfsf] k|df0f kq hf/L gul/Psf] xf];_ . o;y{ o"/f]k]nLx¿ 
s|dzM o"/f]k]nL gful/s efjgfdf j]:;/L sl:;b} 5g\ . j]NuL jf 8r gful/stfe]bnfO{ o"/f]kLo ;+3Lo 
klxrfgn] k|lt:yfkg ub}{5 . /fHosf ;Ldfgfx¿ k"0f{tM elTs;s]sf 5g\ . cfly{s / Jofkfl/s ;Ldfdfq 
xf]Og, /fhg}lts ;Ldf klg sl/j elTsO{;s]sf] 5 . lgjf{rgsf] dtflwsf/ jfx]s Ps /fi6« / csf]{ /fi6«sf] 
gful/sjLr s'g} lje]btf g} b]lvb}g . Pp6f km|]~rn] …8f]Or] jfXgÚ sf] ;x'lnot ;xh} pkof]u ul//x]sf] 
x'G5 eg] hd{g gful/s …km|]~r d]6«fÚ] sf] ;'ljwfjf6 slQ klg jl~rt 5}g . ;+3leqsf] s'g} gful/sn] csf]{ 
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/fHodf ;DklQ cfh{g ug{ / k]zf Joj;fo ckgfpg  sfg"gL jf ;fdflhs cj/f]w g} 5}g . j[l6z 
k]6«f]lnod / z]nn] h;/L j]nfotdf sfd ul//x]sf] 5 To;/L g} hd{gL jf gj]{df ug{ ;S5 . lkmlnK; / 
cNsf6]nn] xNof08df ug]{ Joj;fo h;/L O6fnLdf kfp5 To;/L g} 6]lnkmf]lgsfn] xNof08df ul//x]s} 5 . 
8]lg; xfOg]s]g cj 8r lnDju{ / j]NuL h'k]n]g]/;+u efOrf/f ul//x]sf] 5 . xNof08sf] /fli6«o Wjhf 
jfxs /f]on 8r Po/ -s] Pn Pd_ sf] ;~rfng g} Po/ k|mfG;n] ul//x]sf] 5 . j|f08 / pTkfbgnfO{ 
o;sf] / p;sf] eg]/ 5'6\ofpg' g} cfjZos 5}g . o"/f]ksf] pTkfbg xf] xf]Og dfq cxd s'/f xf] . 
j]lNhodsf] k|f]km];/n] g]b/Nof08\;df 3/hd u/]/ sf]ng zx/df cWofkg cg';Gwfg ug'{ ;fdfGo xf] . 
;f+:s[lts klxrfg klg Ps} ePsfn] ;+3sf] ;kmntf ;xh ePsf] xf] .  

jfXo d'n'sjf6 k|j]z kfpg] ;fdfgx¿df o"/f]kLo ;+3leq ;dfg z'Nssf] Jojxf/ ul/G5 . To;f] t s'g} 
ljb]zL gful/sn] kGw| d'n'ssf s'g} l8kf6{d]06 :6f]/jf6 vl/b u/]sf ;fdfgsf] s/ lkmtf{ ;'ljwf s'g} klg 
d'n'ssf] ljdfg:ynjf6 ldg]6} lng ;S5 . ci6«]lnof, j]lNhod, 8]gdfs{, lkmgNof08, k|mfG;, hd{gL, u|L;, 
cfo/Nof08, O6fnL, nSh]Dju{, gj]{, g]b/Nof08\;, kf]t'{un, :k]g / :jL8]gdWo] Psb]zjf6 hf/L ePsf] 
k|j]zf1f kfpg] JolQmn] tL ;j} d'n'sdf ;dfg ljgf/f]s6f]s ;xh ?kdf cfjt hfjt ug{;S5 . Tolt 
dfq xf]Og ;+3leq k|j]z ug{ jf aflx/ hfg afx]s cGo ;dodf ljb]zLn] s'g} klxrfgkq jf]Sg' klg 
cfjZos 5}g olb p;n] cj}w sfd u/]sf] 5}g eg] . kl/ro kq jf /fxbfgL Toltj]nf g} vf]lhG5 hlt 
j]nf p;jf6 sfg"gsf] pNn‹g x'G5 . 

o"/f]kLo ;+3df cfj4 !% d'n's;+u #* s/f]8 hgtfaLr bl/nf] ?kdf efjgfTds Plss/0f ePsf] 5 . 
;+3sf] jf:tljs ;kmntf g} o"/f]kLo klxrfg / pRr efOrf/fsf] ljsf;dfkm{t o"/f]kLo hLjg:t/ sfod 
ug'{ xf] . To;}n] lgs} ;fgf] d'n's nSh]Dju{ / lgs} 7"nf] d'n's hd{gLsf gful/sx¿sf efjgf ;+3leq 
;dfg ?kdf ;Djf]lwt 5g\ . To;}n] s'g} /fHosf] gful/sdf pRrtfefif / s'g} /fHosf] gful/sdf 
n3'tfefif clnslt klg b]lvb}g . ;+3sf] ;+/rgf / o; cGtut{sf ;Ë7gx¿df ;j} ;b:osf] 
;Ddfghgs k|ltlglwTj / ;dfg Jojxf/ 5 . km|}+skm6{l:yt ;+3sf] s]Gb|Lo j}+sn] ;+3sfnflu df}lb|s gLlt 
th'{df ub{5 . cj O6flng ln/fsf] cjd"Nog x'g] 5}g g dfs{ jf qmf]g/sf] pRRd"NofÍg g} . ;j} :yfgLo 
df}lb|s PsfO{nfO{ o"/f]n] lj:yfkg ul/;Sof] . To;}n] cj d"No klg o"/f]kLo:t/df sfod 5 . cj vf; 
j:t'sf] vl/b ug{ vf; zx/df hfg] jfgL ;+3sf gful/sdf j:g yfn]sf] 5 . sf]ng / Dofli6«r o"/f]ksf 
aif{ ahf/ aGg yfn]sf 5g\, k]l/; / cf]:nf]sf pkef]Qmfx¿ To;} ub{5g\ . o;n] d"No Ps?ktf t sfod 
u5{ g} o;eGbf a9L hLjgz}nLnfO{ klg ;d:t/df /fVg] cfwf/ tof/ kf/]sf] 5 . h;n] lgs6 eljiod} 
6sL{ / u|L; klg km|fG; / :jL8]gsf] :t/df k'Ug] 5g\ . lsgsL ;dfg cj;/ / ;dfg d"No:t/n] s]xL tn 
d"No:t/ ePsf d'n'sx¿ klg ;+3leq cfj4 ePkl5 :jt dfly k'Ug] ;+efjgf /xG5 . g]kfnL ;dfhsf] 
ysfnL k/Dk/fdf sdhf]/ ysfnLnfO{ cGon] ;xof]u u/]/ dfly k'¥ofPh:t} ;+3leqsf sdhf]/ d'n'sx¿ 
klg :jtM dflyNnf] hLjg:t/df k'Ug] :jrflnt ;+/rgf ;+3n] lbPsf] 5 . To;}n] ;+3sf] ;b:otf glnPsf 
d'n'sx¿ ;+3df cfj4 x'g] tLj| OR5fdf 5g\ .  

;+3 cGtu{tsf d'n'sx¿sf] afXo ljZj;+u ;dfg b[li6sf]0f 5 . o;y{ ljb]zL d'n's tyf ;+3–;+:Yffdf 
o"/f]k]nL d'n'sx¿n] Ps} vfn] Jojxf/ ug]{ ub{5g\ . dWok"j{sf] ljifodf km|fG; / hd{gLsf] jf]nL p:t} x'G5 
lsgsL o"/f]k]nL ;+;b, cfof]u / kl/ifbsf gLltvfsfleq /x]/ g} pgLx¿n] ljb]z Jojxf/nfO{ Jojl:yt 
u/]sf 5g\ . g]kfnsf] nf]stflGqs cfGbf]ngdf tTsfnLg cWoIf lkmgNof08n] lbPsf] jQmJo c? /fi6«x¿sf] 
klg jQmJo ;/x lyof] . ;+3n] ;+3 jflx/sf !)) d'n's / bh{gf} If]qLo ;+Ë7gx¿;+u jftf{ tyf ;lGw 
ul/;s]sf] 5 . ljsf;f]Gd'v d'n's / ;+3sf ;b:o /fi6«x¿jLrsf] ;Djfb;"qsf] sfd klg ;+3n] u/]sf] 5 . 
To;f] t ;+3sf ;b:ox¿ ljsf;f]Gd'v d'n'sx¿;+u k|ToIf ;xof]u ug{ jf ;+3dfkm{t ;xsfo{ ug{ klg 
:jtGq 5g\ t/ :jtGq ?kdf ul/g] ljsf; ;fem]bf/Ln] ;+3sf] cjwf/0ff / l;4fGtn] lgb]{zfTds e"ldsf 
v]Ng] ub{5 . pbfx/0fsf nflu g]kfndf o"/f]kLo ;+3sf] ;xof]u sfo{s|d klg ;~rflnt 5 / ;b:ox¿sf 
:jtGq ;xof]u lgsfo 8flg8f, lkmlg8f, gf]/f8, P;PgeL, hL6Lh]8, l8lkm8h:tf lgsfo klg dfgj 
ljsf;sf ljleGg kIfdf ;xsfo{ ul//x]sf 5g\ . To:t} WTO, ASEAN, NAFTA, cflb jx'/fli6«o 
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lgsfo;+u ;+3n] ;b:o /fi6«x¿sf tkm{jf6 jftf{ ub{5 . s'g} jx'/fli6«o lgsfodf o"/f]kLo ;+3sf ;j} d'n's 
Ps;fy k|j]z ub{5g\ . h:tf] sL WTO df b]lvof] .  

o;y{ xfdL eGg ;S5f} ls Dofli6«r ;lGwkl5sf] o"/f]kLo ;+3n] o"/f]knfO{ efjgfTds ?kdfg} cfj4 
ul/;s]sf] 5 . :jf:Yo, lzIff, jftfj/0f, ;fdflhs ;'/Iffh:tf b]zut gLltx¿ klg ;dfg 5g\, ljsf; 
ls|ofsnfknfO{ ;dfg ?kdf ckgfpg Trans-European Networks (TENs) ckgfOPsf] 5 . o"/f]k]nL df}lb|s 
kbflwsf/Lsf] ?kdf 5'§} ;+3Lo j}+s 5 . 7"nf zlQm /fi6«, ;fdl/s ljifo / ;fgf ul/a /fi6«nfO{ ul/g] 
Jojxf/df klg ;dfgtf 5 . ;dfg ljb]z gLlt, ;dfg Gofo k|0ffnL / k|x/L gLlt klg ckgfOPsfn] cj 
o"/f]k eGg' ;+3Lo /fHo / ;b:ox¿ ;+3Lo k|0ffnLsf /fHox¿h:tf] b]lvPsf 5g\ .  
 

;+3Lo k|0ffnL r'gf}tLd'Qm 5 t <  
o"/f]kLo ;+3sf ;fd' cj;/ / ;kmntf dfq} 5g\ eGg' klg ;+3sf ljifodf ;txL j'emfO{ dfq xf] . o;leq 
7"nf r'gf}tLx¿ klg 5g\ . Dofli6«r ;lGwsf] k|d'v cfzo o"/f]kLo klxrfg sfod ug{df s]lGb|t 5 . t/ 
o"/f]ksf] kl/efiff s] xf] < o"/f] hf]g df k|j]z u/]sf ;b:o dfq o"/f]ksf] kl/efiffdf kb{5 jf o; kl/efiffn] 
o"/f]kLo ;+3sf ;b:o ;j} /fi6«nfO{ ;d]6\5 < jf o"/f]k dxfb]zsf ;j} d'n's g} o"/f]ksf] j[xb kl/efiffdf 
kb{5 < o;df :ki6tf b]lvb}g . o"/f]kLo ;+3sf cGt/f{li6«o ;DjGw ljefusf kbflwsf/Lx¿ o; ljifosf 
hjfkm lbg ;Qm}gg / s]xL cGof}n /x]sf] :jLsf5{g\ . pgLx¿sf] hjfkmdf klg km|]~r, j]nfot, hd{gL / 
O6fnLsf] :j/ ;dfj]z 5}g . Dofli6«r ;lGwsf] k|d'v ;fem]bf/ d'n's j]nfot clxn] klg eL;f cj/f]wdf 
cl8u 5 eg] ;femf d'b|fdfgdf klg k|j]z ug{ rflx/x]sf] 5}g . cfkm\gf] d'b|f kf}08df /x]sf jhg jr{:j 
sfod ug{ vf]h]sf] cf/f]k o"/f] hf]gsf ;b:on] p;dfly nufpg] u/]sf 5g\ . j]nfotL dgf]lj1fgn] 
;+3nfO{ cfkm" lj?4sf] d~r x'g;Sg] vt/f b]lv/x]sf] 5 eGg] c8\snjfhL klg gb]lvPsf] xf]Og . kf]Nof08, 
6sL{, u|L; h:tf /fi6«x¿sf] k|j]zn] o"/f]k]nL:t/ / ;dembf/L tTsfn xfl;n ug{ ;lsG5 / eGg] k|Zg klg 
;+3leq b]lvG5 . ;+3sf] cfGtl/s ;+/rgfleq ghflgbf] ?kdf hd{gx¿sf] xfjL 5 . hd{g cy{tGq klg 
t'ngfTds ?kdf lj:tf/ ePsf], hg;+Vof / If]q klg c?sf] eGbf s}og u'0ff 7"nf] ePsf]n] ;+3df cfj4 
x'Fbf ;fgf cGo ;b:onfO{ eGbf cfkm"nfO{ 3f6f kl//x]sf] 5 eGg] cg'e"lt klg hd{gx¿df 5 . bL3{sfndf 
p;sf] cy{tGqn] t'ngfTds kmfObf lj:tf/ ug]{ leqL ;kgf hd{gx¿n] b]v]sf xf]nfg h'g :jfefljs klg 
xf] To;}n] hd{gx¿ ;+3nfO{ ultlbg j9L g} nfluk/]sf 5g\ . ;fy} hd{gx¿ o"/f]kLo ;+3leq …hd{g 
klxrfgÚ sfod u/fpg rfxfG5g\ . h'g o"/f]kLo klxrfg -European Citizenship_ sf nflu cj/f]w klg xf] 
. j]nfot ;fdfl/s dxTj /fVg rfxG5 . To;}n] p cd]l/sL ;'/Iff / ljb]zgLlt;+u ;dfg :j/df 5 t/ 
cGo ;b:ox¿ o;df c;+nUg x'g rfxfG5g\ h'g pgLx¿sf] b[li6sf]0fdf o"/f]kLo klxrfg xf] . ;+3leq 
;f+:s[lts ?kdf ;dfgtf eP klg eflifs ;dfgtf 5}g . ;+3sf ls|ofsnfkx¿ ^ efiffdf cg'jfb x'g] 
k|0ffnL j|;]N;l:yt sfof{nodf 5 . t/ o;n] ;j} d'n'ssf] k|ltlglwTj ul//x]sf] eg] 5}g h'g ;Dej klg 
5}g . ;]jf / j:t'sf] k|jfx tyf dflg;x¿sf] :jtGq cfjt hfjtn] ckf/flws hf]lvd klg lj:tf/ 
ul//x]sf] 5 . d'zndfgx¿ /0fgLlts ?kdf o"/f]ksf] pkof]udf nfu]sf 5g\ sf/0ftM pgLx¿sf] 
hg;+Vofsf] cg'kft j9\b} 5 . t/ o"/f]ksf] hg;+Vof j[l4b/ 36\bf] s|ddf /x]sf] / lj:tf/} PlhË ;d:of 
lelqg nfu]sfn] cGtt cfk|jf;Lsf] ;d:of t cfpg] xf]Og eGg] b]lvPsf] 5 . cd]l/sL gLltdf cfPsf] 
kl/jt{g -ljz]ift c/j / d'zndfgx¿nfO{ x]g]{ b[li6sf]0f_ n] sltko cd]l/sLx¿ klg o"/f]k e"ldnfO{ 
;'/lIft ;DemL j;fO{ ;g]{ s|ddf 5g\ . ;+3sf ;fgf /fi6«sf nflu of] klg r'gf}tL x'g ;S5 . ;+3df ;+o'Qm 
clw/fHo, hd{gL, km|fG;, :k]g / O6fnLn] 7"nf ;b:osf] bhf{ kfPsf 5g\ . kl/0ffdtM cfof]u, ;+;b, kl/ifb 
/ sd{rf/L ;+/rgfdf klg pgLx¿sf] ;fk]lIfs k|ltlglwTj jhgbf/ 5 . h;n] nSh]Dju{, lkmgNof08, 
cli6«of / j]lNhodh:tf ;fgf /fHonfO{ xLgtfjf]wdf gk'¥ofpnf eGg ;lsb}g . o"/f]kLo ;+3sf] em08fdf 
jf¥x tf/f clÍt 5g\ h'g Dofli6«r ;lGwsf k|d'v kIfx¿sf] ;fÍ]lts k|ltlglwTj xf] . t/ ;b:osf] 
lj:tf/n] o;df klg efjgfTds c;/ kf5{ ls < ;fy} ;+3sf] cfly{s tyf ;fdl/s ;jntf j9\b} hfFbf -
bf];|f] o'4sf k/flht zlQmsf] jf]njf]nf /x]sfn]_ ljutsf] jbnfefj t hGdg] xf]Og < cGo d'n'ssf 
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dflg;x¿n] cfzÍf ul//x]sf 5g\ . o"/f]k eLdsfo cfly{s ;+/rgf t x'Fb} xf], p;sf] cfly{s ;jntf j9\g] 
s|d klg lg/Gt/ ePsfn] cGo Jofkfl/s tyf cfly{s d~r–;+:yfdf p;sf] ;jn k|:t'tL cGttM ul/jL, 
/f]u, åGb / clzIffdf /x]sf ljsf;f]Gd'v d'n'ssf k|fyldstfnfO{ ljZjd~rjf6 t cnUofpb}g < oL o:tf 
k|Zg / cfzÍf x'g h;sf] pQ/ tTsfndf kfOb}g . of] t efjL lbgdf ;+3n] ug]{ Jojxf/n] b]vfpg] s'/f 
xf] .  
 

;+3jf6 c?n] s] lzIff lng ;Qm5g\ t <  
Plzof tyf clkm|sfsf d'n'sx¿ klg s'g} g s'g} ?kdf If]qLo u7jGwgdf cfj4 e} cfly{s cfj4Ls/0fsf] 
ofqf ul//x]sf 5g\ . ;dsflng ljZjdf s'g} klg d'n's Ps jf ;f]eGbf j9L If]qLo cfly{s ;xof]u 
;Ë7gsf] ;b:o geP/ PSn} /xg' ;Dej 5}g . DofGdf/h:tf] /fhg}lts d~rdf PlSnPsf] d'n's klg 
cfly{s d'2fdf c? d'n'sx¿;+u ;xsfo{ ul//x]sf] 5 . cfly{s Plss/0fsf k|of;x¿df Jofkf/, nufgL, 
df}lb|s tyf ljQLo k|ls|ofx¿ k|d'v 5g\ . o;y{ s'g} klg d'n's If]qLo ;xof]usf] nx/jf6 k[ys j:g 
g;Sg] ePsfn] o"/f]kLo d'n'ssf] cfly{s ;kmntfsf] Oltxf;jf6 pgLx¿n] k|;:t lzIff lng ;Sb5g\ . 
;+efjgf / :jfy{dfq ;dfg ge} ;d:of klg ;dfg ePsf ;fs{ d'n'sx¿n] klg o;jf6 k|z:t lzIff 
lnP/ efjL sfo{lbzf lglZrt ug{ ;Sb5g\ . lsgsL ;fs{n] :jtGq Jofkf/ ;lGw klxn] g} ul/;s]sf] 5 t/ 
ef}lts, cfly{s / dgf]j}1flgs cj/f]w sfod} ePsfn] Ph]08fx¿ yftLdf 5g\ . To;}n] o"/f]kLo ;+3jf6 
xfdL] k|z:t l;Sg ;S5f} .  

 

;Gbe{÷cfwf/ 

 o"/f]k]nL cfof]usf] sfo{ k|0ffnLsf] cjnf]sg Pj+ cGt/ls|of, o"/f]k]nL cfof]usf] sfof{no, j|;]N;, 
gf]e]Dj/ !),@))^ 

 Profile Europen Commission, Maastricht School of Management, Maastricht, The Netherlands, 
2006 
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k|zf;g, ;fj{hlgs k|zf;g ;DaGwL klqsf 

jif{ #*, c+s @, k"0ff{Í !)%, kmfNu'0f @)^# 
 

 

;fj{hlgs k|zf;gsf] Ps dxTjk"0f{ kIfM /fh:j kl/rfngdf /fh:j 
k|zf;g 

 
 8f= rGb|dl0f clwsf/L* 

!= e"ldsf 
clxn] b]zdf nf]stGqsf] ;'b[l9s/0fsf] sfo{ cl3 al9/x]sf] 5 . t;y{ k'/fgf] 9/f{sf] s]lGb|s[t /fHo 
k|0ffnlsf] cGTo u/L ;dfj]zL :j?ksf] /fHo lgdf{0f4f/f b]zsf ;a} ju{, tKsf, ;d'bfo, If]q / 
hg;d"xx¿sf] cfTdlg0f{osf] clwsf/ ;'lglZrt ug{sf] nflu /fHosf] k'g{;+/rgf ug'{ cfhsf] HjnGt / 
nf]s;Ddt cfjZostf xf] . o;/L u/Lg] /fHo k'g{;+/rfgdf ;fj{hlgs tyf lghfdtL k|zf;gsf] 7"nf] 
dxTj x'G5 . nf]stGqsf] ;'b[l9s/0fsf] nflu ;dfj]zL /fHoJoj:yf tyf hgd'vL / hgtfk|lt pQ/bfoL 
;fj{hlgs k|zf;gsf] cfjZostf kb{5 . cfhef]nL o;nfO{ ;fj{hlgs Joj:yfkg eg]/ klg eGg] ul/Psf] 
5 . gfd h'g;'s} lbO{P klg o;sf] d'Vo sfd ;fj{hlgs j:t' tyf ;]jfsf] ljt/0fnfO{ ;xh, ;/n, ;'ne, 
u'0f:t/Lo / ldtJooL agfpg'sf] cltl/Qm dfgj clwsf/sf] ;Ddfg ub}{ gful/ssf] hLp wg tyf 
:jtGqtfsf] /Iff ug'{ xf] . o;/L ;fj{hlgs k|zf;gnfO{ bIf, ;]jfd"vL, hgpQ/bfoL, l56f], 5l/tf] tyf 
k|efjsf/L agfpg ;fj{hlgs k|zf;gnfO{ g} ;dfj]zL ;+/rgfdf 9flng' kb{5 . cfh;Ddsf] g]kfnsf] 
;fj{hlgs k|zf;gnfO{ hgpQ/bfoL ge} xflsdd"vL /x]sf] cf/f]k nfUg] u/]sf] 5 . o;nfO{ hgpQ/bfoL 
agfpgdf cfp+bf] ;+ljwfg;efn] lgdf{0f ug]{ ;+ljwfgdf ljz]if Joa:yf x'g'  cfjZos kb{5 . cGtl/d 
;+ljwfgdf pNn]lvt Joa:yfn] dfq o:tf] dfunfO{ k'/f ug{ ;Daf]wg ug{ ;Sg] b]lvb}g .  
 

@= ;fj{hlgs k|zf;gdf nf]s;]jf cfof]usf] e"ldsf / o;df cfd"n kl/jt{gsf] cfjZostf  
;fj{hlgs ;]jfsf If]qdf ;a} ju{, ;a} If]q, ;a}hftL, hghflt / ;a} efiffsf] nflu ;dfg'kflts k|j]znfO{ 
;'lglZrt ug{ xfnsf] nf]s;]jf cfof]usf] :j?k tyf ;+/rgfdf klg cfd"n kl/jt{gsf] cfjZostf 5 . 
To;sf] nflu ;+ljwfgn] g} nf]s;]jf cfof]usf] :j?knfO{ ;dfj]zL agfpg' kb{5 . clxn] b]zdf /x]sf cGo 
;+j}wflgs lgsfo eGbf nf]s;]jf cfof]u al9 :jR5 / kf/bzL{ b]lvP klg of] vf]6/lxt eg] 5}g . ;/sf/L 
;]jfsf] ljifodf / o;nfO{ ;dofg's'n agfpg] ljifodf nf]s;]jf cfof]u x'g' kg]{ hlt ;Ifd / cu'jf x'g 
klg ;s]sf] 5}g . ;du| lghfdtL ;]jfsf] / ;/sf/L ;]jfsf] ;+/Ifs tyf cleefjs aGg' kg]{ cfof]u 
;a}sf] ;femf aGg ;s]sf] klg b]lvPg . kf7\os|d, k/LIff tyf of]Uotf d"Nof+sgsf] tl/sf, d"Nof+sgdf 
;fd]n x'g] hgzlQm-lj1_sf] jf/]df dfq sdLsdhf]/L /x]sf xf]O{gg\, sltko cj:yfdf t nf]s;]jf 
cfof]usf ;b:ox¿ ;d]t ljjfbdf tflgPsf] kfO{Psf] 5 . 5fkfx¿df o:tf s'/fx¿ a]nfa]nfdf p7\g] 

                             
* ;b:o, :yfgLo lgsfo ljQLo cfof]u  
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u/]sf 5g\ . logsf] ;d'lrt ;Daf]wg tyf lg/fs/0f n]fs;]jf cfof]un] klg kof{Kt ?kdf ug{ ;s]sf] 
kfO{Pg . oL ;a} s'/fx¿nfO{ ;dfwfg ug{ nf]s;]jf cffof]usf] Joa:yfkgnfO{ ;d]t bl/nf] Pj+ a}1flgs 
;+oGqåf/f lgoldt, kf/bzL{ tyf Gofok"0f{ agfO{g' kb{5 . lghfdtL ;]jfdf lgo'lQmsf] nflu of]Uotfsf 
cfwf/x¿, of]Uotf tyf Nofst k/LIf0f, Nofst k/LIf0fsf dfkb08x¿, k/LIf0f stf{x¿sf] 5gf}6 / 
of]Uotf, pgLx¿sf] cfr/0f h:tf ljifox¿sf] k'g/d"Nof+sg u/L o;nfO{ al9 j:t'ut, ;a}nfO{ ;d]6\g] / 
al9eGbf al9 kf/bzL{ agfO{g' kb{5 . k/LIf0fstf{x¿sf] ;"lr ;d]t cToGt} 5f]6f] ePsf]n] uf]Kotf /xg 
g;s]sf], k/LIf0fstf{x¿g} ljifoj:t'sf 1ftf tyf sdbIf ePsfn] k/LIffyL{x¿n] lbPsf ljZn]if0ffTds 
pQ/x¿ / To;df kf]lvPsf ;[hgfTds ljrf/ eGbf ljb]zL n]vssf k':tsaf6 ;f/]sf s'/fx¿sf] a'+bfut 
;+VofnfO{ al9 dxTj lbO{ c+s lbg] u/]sf], Pp6} k|Zgsf] Pp6} k|s[ltsf] pQ/df k/LIfs cg';f/ c+sdf 7"nf] 
cGt/ x'g] u/]sf] h:tf s'/fx¿ klg lgs} ;'lgg] u/]sf 5g\ . plt0f{ JolQmx¿sf] :t/ tyf ljljwtf x]bf{ 
o; s'/fdf bd klg /x]sf] b]lvG5 . ;/sf/L ;]jf tyf lghfdtL ;]jfsf sltko If]qdf, j[lQ ljsf; tyf 
=kbf]Gglt Pj+ bIftf xfl;n ug]{ cj;/x¿ al9 5g\ eg] sltko ;]jf ;d"xdf pRr sfo{bIftfsf jfjh'b 
klg o:tf cj;/x¿ l;ldt 5g\ . o:tf] cj:yfsf] ;'wf/sf] nflu nf]s;]jf cfof]uaf6 / ;/sf/af6 ;d]t 
vf; kxn ePsf] b]lvPg . b08 k'/:sf/sf Joa:yfx¿ dgf]ut cfwf/df ;+rflnt 5g\ . /fhg}lts tyf 
kfl/jfl/s ;+/If0faf6 /fh:j k|zf;g;d]t ;Dk"0f{ lghfdtL ;]jf u|l;t 5 . lghfdtL ;]jsx¿nfO{ sf] 
k|lt pQ/bfoL agfpg] eGg] Pp6f dxTjk"0f{ k|Zg xf] . o; ;Gbe{df hgtfnfO{ lbg'kg]{ ;]jfsf] kl/0ffd 
tyf u'0f:t/sf] cfwf/df lghfdtL ;]jsx¿ hgtfk|lt pQ/bfoL x'g' kg]{ Joa:yf x'g ;s]sf] 5}g . 
pgLx¿n] l/emfpg] s;nfO{ xf] eg]/ x]bf{ hgtfnfO{ l/emfp+bf pgLx¿n] s] kfpg] / s;/L kfpg] eGg] s'/f 
k|i6 5}g, t/ xflsd v';L kf/]sf] v08df tTsfn} nfe x'g ;Sg] jftfj/0f 5 rfx] Tof] sfg"gL nfe xf];\ jf 
sfg"gsf] kl/wLeGbf aflx/af6 lng] nfe g} lsg gxf];\ .  

k|:t't ;Gbe{df /fh:j k|zf;g klg c5'tf] 5}g . t;y{ o;nfO{ klg o;} kl/b[Zo / nIfdf /fv]/ x]g'{ kb{5, 
lsgeg] /fh:j k|zf;gsf] bfloTj jf e"ldsf bf]xf]/f] x'G5 . Psflt/ pgLx¿sf] sfo{ hgtfnfO{ l56f] 5l/tf] 
9+un] u'0f:t/Lo ;]jf ;xh / ;'ne tl/sfn] pknAw u/fpg' xf] eg] csf{lt/ /fHosf] nflu rflxg] /fh:j 
kl/rfng ug{' klg pgLx¿sf] cxd\ sfo{ xf] . /fh:j kl/rfngsf] b[li6af6 g]kfnsf] /fh:j cfosf] 
kl/0ffd / kl/df0f b'j} ;Gtf]ifhgs x'g ;s]sf] b]lv+b}g . cem}klg g]kfnsf] /fh:j s"n /fli6«o pTkfbgsf] 
!@ k|ltzteGbf dfly hfg ;s]sf] 5}g . of] cg'kft e'6fg, kfls:tfg, ef/t tyf >Ln+sfsf]eGbf sd 
/x]sf] kfOG5 . bzf}+ of]hgfn] of]hgfsf] clGtd jif{;Dddf s"n ufx{:y pTkfbg -pTkfbg d"Nodf_ ;+u s"n 
/fh:jsf] cg'kft !$ k|ltzt k'¥ofpg] nIf lnPsf] eP klg To;f] x'g ;s]sf] b]lvPg . o; cj:yfn] klg 
/fh:j k|zf;gdf ;du| ;'wf/sf] vf+rf] 68\sf/f] ?kdf b]lvG5 .  

t;y{ /fh:j k|zf;g ;lxt ;Dk"0f{ ;fj{hlgs ;]jfdf ;'wf/ Nofpg ;+ljwfg lgdf{0f, ;+ljwfgdf nf]s;]jf 
cfof]usf] :j?k tyf ;+/rgf / nf]s;]jf cfof]usf] lgoldt Joa:yfkgsf ljifoaf6 g} oL s'/fx¿nfO{ 
;d]6\g ;s]dfdfq l;+uf] lghfdtL k|zf;g tyf /fh:j k|zf;gdf klg ck]lIft ;'wf/ ug{ ;lsG5 eGg] /fo 
lj1x¿n] lbO{/x]sf 5g\ . 
 

#= /fh:j k|zf;gsf] Oltxf; / /fh:j ;d"xsf] u7g 
g]kfndf lghfdtL ;]jfsf] Joa:yfkgsf] ;Gbe{df s'/f ubf{ @)!# ;fneGbf cufl8 o;sf] ;+rfng df}lvs 
cfb]z tyf ;gb ;jfn / km'6s/ lnlvt cfb]zaf6 rNg] u/]sf] lyof] . @)!# ;fndf lghfdtL ;]jf P]g 
tyf lgodfjnL nfu" eP kl5 o;sf] k|zf;g sfg"gsf] Pp6f ;+/rgf leq ;+rfng x'g] sfo{sf] k|f/De 
ePsf] b]lvG5 . t/ /fh:j k|zf;g ljs[lt / lj;+ultaf6 k'/} d'Qm x'g eg] ;s]sf] lyPg . o;df ;+:yfut 
cfjZostf eGbf JolQmut cfjZostf / k|efj xflj e} g} /fVof] . o;} kl/j]z leq lghfdtL ;]jfaf6 g} 
/fh:j k|zf;g rn]sf] x'+bf of] k|zf;g klg ;du| k|zf;lgs csd{0otfaf6 6f9f /xg ;s]g . x'g t 
@)!% ;fndf eGbf cufl8 /fh:j tyf s/sf] gfddf eG;f/ z'Ns tyf dfnkf]t jf e"lds/dfq p7fOGYof] 
. To; kl5dfq cfos/, ljs|Ls/, dgf]/Ghg s/, xf]6n s/ tyf 3/hUuf s/ Joj:yf nfu" ePsf] xf] . 
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@)$(  ;fndf /fh:j ;d"xsf] u7g x'g'eGbf cufl8 5'6\6} /fh:j k|zf;gsf] Joa:yf geP klg 
To;a]nfsf] /fh:j k|zf;g lglZrt ;d"xsf] ks8df /x]sf] s'/f Oltxf; s]nfp+bf b]lvG5 . @)#) sf] 
bzs kl5 eg] /fh:j k|zf;gsf] nflu 5'6\6} ;]jf jf ;d"x u7g ul/g' kg]{ s'/fdf ax; z'? eof] . clg 
/fh:j kl/rfngnfO{ k|efjsf/L agfpg 5'6\6} s/ k|zf;g v8f u/Lg' kg]{ ;}4flGts dfGotfsf] klg ljsf; 
x'g yfNof] . cGt/f{li6«o cg'ejn] klg ;d"x u7g ug{sf] nflu k|]l/t ub}{ Nofof] . bft[ ;+:yfx¿n] klg 
;/sf/nfO{ bjfa lbg yfn] . log} s'/fsf] kmn:j?k @)$( ;fndf ;fdfGo k|zf;g ;]jf cGt{ut /fh:j 
;d"xsf] u7g ul/of] . t/ o; s|ddf /fh:j k|zf;gn] w]/} r/0f kf/ u/] kl5 dfq d't{ ?k wf/0ff u/]sf] 
b]lvG5 . o; ;Gbe{df ljqmd ;+jt @)!^ ;fndf g} /fh:j ;]jf u7g ;DaGwL sfg"gL Joa:yf ug{ g]kfn 
/fh:j ;]jf ->]0fL ljefhg, egf{ / k|df]zg_ lgodx¿ @)!^, g]kfn /fh:j gg\uh]6]8 ;]jf -u7g_ 
lgodx¿ @)!^ / g]kfn /fh:j ;]jf -u7g_ lgodx¿ @)!^ sf] th'{df ePsf] b]lvG5 . t/ To;a]nf of] 
;]jfsf] u7g eg] x'g ;s]g . 5'6\6} /fh:j ;]jf jf ;d"x g/x+bf /fh:j k|zf;g Pp6f Joa;flos / 
k]zfut ;]jfsf] ?kdf ljsl;t x'g g;sL ljleGg ;d:ofx¿ b]lvPsfn] /fh:j ;d"x v8f ug'{ kg]{ 
cfjZostf dx;'; x'+bf x'Fb} klg w]/} jif{;Dd o;sf] u7g ;DaGwL s'/f jflif{s ah]6 jQmJodf dfq l;ldt 
/xg k'Uof] . nfdf] ;dosf] cGt/fndf cfP/ dfq of] k|of;n] d't{ ?k lnPsf] b]lvG5 . nfdf] ;do kl5 
ul7t o; ;d"xn] /fh:j k|zf;fgnfO{ al9 k|efjsf/L agfpg] tyf o;nfO{ Sof8/a]; agfpg] p2]Zo 
/fv]sf] b]lvG5 . o;nfO{ sfof{Gjog ug{ ;Gbe{df @)$( ;fndf /fh:j ;d"x -u7g, ;d"x ljefhg, 
lgo'lQm / a9'jf_ lgodfjnL @)$( th'{df u/L nfu" ul/of] . kmn:j?k cy{dGqfno tyf o; cGt{utsf 
ljleGg ljefu tyf sfo{fnodf sfo{/t /xg] /fhkqf+lst k|yd >]0fL b]lv /fhkqcg+lst rt'y{ 
>]0fL;Ddsf kbx¿nfO{ /fh:j ;d"xdf ;d'lxs[t ul/of] . o; lgodfjnLn] /fh:j ;d"xsf] nflu cfjZos 
Go'gtd of]Uotf ;d]t lgwf{/0f u/L pQm of]Uotf gk'u]sf tyf of]Uotf gldn]sf hgzlQmnfO{ /fh:j 
;d"xdf g/fVg] Joa:yf eof] . oBlk sltko JolQmx¿ kl5 cbfntaf6 k'g:yflkt eP/ /fh:j ;d"xd} 
kmls{P . o; lgodfjnLn] Joa:yf u/] cg';f/ ;d"x leqsf /fhkqf+lst k|yd >]0fL b]lv /fhkq cg+lst 
>]0fL;Ddsf h'g;'s} kbdf k|j]z ug{ klg Joa:yfkg, ul0ft, cy{zf:q, hgk|zf;g, jfl0fHo zf:q, sfg"g 
jf tYof+s zf:qdWo] s'g} Ps ljifo d'nljifosf] ?kdflnO{ ;f] kb cg';f/ tx plt0f{ u/]sf] x'g' kg]{ 
ljifonfO{ clgjfo{ ul/of] . o; l;nl;nfdf ;]jf ;d"xsf] u7g Joa:yfnfO{ Plss[t ug{ @)%) ;fndf 
lghfdtL ;]jf P]g, @)$(n] lbPsf] clwsf/ k|of]u u/L tTsflng >L % sf] ;/sf/n] g]kfn k|zf;g ;]jf -
u7g, ;d"x, >]0fL ljefhg / lgo'lQm_ lgodx¿ @)%) nfu" u/L /fh:j ;d"x -u7g, ;d"x ljefhg, 
lgo'lQm / a9'jf_ lgodfjnL @)$( vf/]h u¥of] . t/ /fh:j ;d"x ;DaGwL Joa:yfdf eg] s'g} kl/jt{g 
gu/L o;}df ;dfof]lht  ul/of] . o; lgodfjnLn] lgodfjnL k|f/De x'+bfsf avt ;DalGwt ;d"xdf 
;d'lxs[t ePsf] dflgg] Joa:yf ug'{sf ;fy} ;DalGwt ;d"xdf lgo'lQmsf] nflu o; lgoddf tf]s]sf] 
Go"gtd of]Uotf k'u]sf] x'g'kg]{ k|fjwfg ;d]t /fv]sf] kfOG5 . o;sf cltl/Qm lgodn] ;d"xleq dfq ;?jf 
x'g], a9'jfsf] nflu klg ;DalGwt ;d"xsf] nflu rflxg] Go'gtd of]Uotf k'/f ePsf] x'g' kg]{ cflb Joa:yf 
u/L /fh:j ;d"xsf] ;+rfng cy{ dGqfnoaf6 x'g] Joa:yf ul/Psf] b]lvG5 . oBlk o; Joa:yfnfO{ k"0f{ 
?kn] sfod /fVg ;lsPsf] 5}g . ;/sf/ tyf nf]s;]jf cfof]usf] sfd sfo{jfxL tyf sfg"gsf] JofVofdf 
b]lvPsf km/s dtn] o;df ljrng klg b]lvPsf 5g\ . d'ntM o; n]vdf /fh:j k|zf;gsf ;sf/fTds 
Joa:yf / /fd|f s'/fsf cltl/Qm o;df /x]sf sdLsdhf]/L tyf ;'wf/ ug'{ kg]{ ljifox¿ klg ;d]l6Psf 
5g\ . o; kl5sf s'/fx¿nfO{ k|efjsfl/tf / ;/ntfsf] b[li6n] k|Zgf]Q/sf] ?kdf k|:t't ul/Psf] 5 .  
 

$= ;fdfGo k|zf;g ;]jf leq} lsg u7g ul/of] /fh:j ;d"x < 
/fh:j k|zf;g tyf s/ k|0ffnL Ps lsl;dsf] k|ljlws / ;+j]bgzLn ljifo xf] . s/nfO{ To;sf] p2]Zo, 
dd{ tyf efjgf cg'?k gnufPdf sfg"g cg';f/ nfUg' kg]{ eGbf a9L jf 36L s/nfUg] cj:yfsf] hGd x'g 
u} c;dfg s/ k|0ffnLsf] ;d]t ;[hgf x'g ;Sb5 . To:t} hyfefjL lsl;dn] s/ nufPdf s/k|0ffnL k|lt 
s/bftfsf] ljZjf; 36\b} hfG5 / pBf]u, jfl0fHo tyf Joa;fodf ;d]t k|lts"n c;/ kb{5 . o;f] gxf]; 
eGgsf] nflu ljleGg b]zsf s/ k|0ffnLnfO{ s'zntf;fy ;+rfng ug{sf] lgldQ ;Ifd s/k|zf;s tof/ 
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ug{ s/ k|zf;gnfO{ Joa;flos ;d"xsf] ?kdf ljsl;t ug]{ ul/Psf] 5 . /fh:j k|zf;gdf lgo'lQm 
kfpgsfnflu lnO{g] k/LIffdf ;+efljt pDd]bjff/ x'gsf nflu klg jfl0fHo, Joa:yfkg, cy{zf:q tyf 
sfg"g h:tf ljifodf Go"gtd z}lIfs of]Uotf xfl;n u/]sf] x'g'kb{5 / o; ;]jfsf] nflu ljz]if lsl;dsf] 
zt{ tyf ;'ljwfsf] Joa:yf ul/Psf] x'G5 . /fh:j ;+sngsf nflu 5'6\6} ;]jf g/xFbf /fh:j k|zf;g Pp6f 
Joa;flos / k]zfut k|lt:kwL{ ;]jfsf] ?kdf ljsl;t x'g g;ls ljleGg ;d:ofx¿ b]lvg] ePsfn] 
/fh:j k|zf;gsf nflu tf]lsPsf] Go"gtd of]Uotf x'g] sd{rf/L dfq /fh:j k|zf;gdf /x+bf j[lQljsf;sf] 
cj;/ k|fKt x'g], /fh:j ;DaGwL tfnLd, cg'ej, zLk, 1fg cflbsf] /fd|f] pkof]u x'g] / /fh:j k|zf;g 
Joa;flos tyf k]zfut ;d"xsf] ?kdf ljsl;t x'g] ck]Iff /fvL of] ;d"xsf] u7g g]kfndf klg ul/Psf] 
kfOG5 . o;sf] cf}lrTotfnfO{ a'+bfut cfwf/df lgDg cg';f/ k|:t't ug{ ;lsG5 M 

 /fh:j k|zf;gdf l:y/tf cfpg], 

 Jofkf/ Joa;fodf ePsf] cfw'lglss/0f;+u} /fh:j r'xfj6df gof+ hl6ntfx¿ b]lvg] ePsfn] ltgsf] 
;dfwfg / /f]syfd ljifout bIf JolQmx¿af6 u/fpg ;lsg],  

 ;"rgf k|ljlwsf] k|of]u ;d]t /fh:j k|zf;gdf u/fO{ lz3|tflz3| ;"rgf k|fKt ug]{ / ljZn]if0f u/L 
lg0f{o lng] sfo{ cufl8 a9fpg], 

 /fh:j k|+zf;g / s/Joj:yfkg cfkm}+df cy{zf:q, n]vf Joa:yf, ul0ft, sfg"g tyf ;dfhzf:qsf] 
;lDd>0f jf ;+o'Qm ?k ePsf] k|fljlws ljifo ePsfn] /fh:j k|zf;gnfO{ 5'6\6} Sof8/ a];k|0ffnLsf] 
?kdf ljsf; ug{], 

 /fh:j k|zf;gdf /fhg}lts bjfa :jo+ ;+rflnt  ;+oGq jf k|0ffnLsf] dfWod4f/f sd ug]{,  

 /fh:j k|zf;gdf ;+nUg sd{rf/Lx¿sf] lgo'lQm, ;?jf / a9'jf ;f]xL ;d"x leq dfq x'g] ePsfn] o; 
;]jfsf] ;'/Iff tyf ;]jf efjgfsf] ljsf; x'g],  

 pko'Qm JolQmsf] kb:yfkg pko'Qm sfd, :yfg / kbdf x'g],  

 jl/i7 / k]zfut sd{rf/Ln] cfkm"d'gLsf k]zfut sd{rf/LnfO{ lgb]{zg / lgoGq0f ug{ k|zf;sLo 
clwsf/sf] dfq ;xf/f lng' gkg]{ eO{ bIf tyf k]zfut 1fg / ;Lksf] j9L pkof]u x'g] cj:yfsf] 
;[hgf x'g], 

 ;d"x leq nfdf] ;]jf ePsf cg'ejL sd{rf/Lx¿sf] ;+Vofdf j[l4 x'g], 

 ;d"x leqsf sd{rf/Lx¿n] ljz]if1tf xfl;n ug{ tflndsf] ;'cj;/ kfpg] tyf h'g ljifosf] tflnd 
lnPsf] xf] Tolx sfd ug]{ x'gfn] tflnddf u/]sf] vr{ v]/ ghfg], 

 sd{rf/Lsf] dgf]an pRr e} sfd k|lt cf:yf a9g], 

 /fh:j ;d"xdf sfd ug]{ hgzlQmsf] a]Un} clen]v v8f u/L ltgsf] ;d'lrt ljsf; ug]{ 7f]; 
sfo{of]hgf th'{df ug{df d2t x'g],  

 /fh:j k|zf;gsf] dgf]jn pRr agfO{ o;nfO{ b/f] / ;fxl;nf] agfpg], 

 cGtdf /fh:j c;"nLdf u'0ffTds tyf kl/df0fut ;'wf/ k'Ug]] . 
 

%= ;d"x u7g cufl8 /fh:j k|zf;gdf s] s:tf sdhf]/Lx¿ lyP < 
/fh:j ;d"x u7g x'g' cufl8 o;df lgDg sdhf]/Lx¿ /x]sf] s'/f ljleGg cWoog cg';Gwfgn] b]vfPsf 
5g\M  

 /fh:j k|zf;gnfO{ cGo ;fdfGo k|zf;g ;/x kl/rflnt ul/g',  

 o;Dff ;+nUg /xg] sd{rf/Lx¿df cy{zf:q, sfg"g / n]vf -vf;u/L jfl0fHo n]vf / nfut n]vf_ 
;DaGwL 1fgsf] sdL /xg',  
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 /fh:j k|zf;g Pp6f k]zfsf] ?kdf ljsf; x'g g;Sg',  

 /fh:j ;DaGwL tflnd k|efjsf/L x'g g;Sg',  

 /fh:j ;]jfdf sfd ug]{ bIf ljz]if1sf] cefj e} /fh:j kl/rfng Joa:yf a}1flgs gx'g', 

 sd{rf/Lsf] ;?jf hlxn] hxf+ klg x'g ;Sg] ePsfn] dgf]j}1flgs?kn] c;'/Iffsf] cg'ej ug'{ . 
 

^= /fh:j ;d"x u7g ug'{ cufl8 o;df s]lx ;sf/fTds s'/fx¿ klg lyP <  
;d"xsf] u7g x'g' cufl8 klg s]lx ;sf/fTds kIfx¿ gePsf eg] xf]O{gg\ . To:tf s'/fx¿ lgDg cg';f/ 
5g\M 

 ;d"xsf] ;f+3'/f] 3]/f leq a:g' gkgf{n] sd{rf/Ln] rfx]sf] ;]jf ;d"xdf u} cfkm\gf] Ifdtf tyf Nofst 
k|bz{g ug{ ;Sg] cj:yf /x]sf], 

 j[lQljsf; tyf 5gf}6sf] ;]jf 5gf]6sf nflu al9 cj;/ k|fKt x'g] cj:yf /x]sf], 

 nfdf] ;do;Dd Psn g]t[Tjdf a:g' kg]{ afWotf gePsfn] ljljw g]t[Tjaf6 gljg s'/fx¿ hfGg] 
cj;/ k|fKt x'g] jftfj/0f /x]sf], 

 sfo{;DkfbgnfO{ z}lIfs l8u|Lsf] l;ldt 3]/f leq dfq /fVg' gkgf{n] cfGtl/s k|ltefn] phfu/ x'g] 
cj;/ k|fKt x'g] cj:yf /x]sf] .  

t/ oL s'/fx¿ dfqn] /fh:j ;]jf ck]Iffs[t bIf / k|efjsf/L eg] x'g ;s]sf] lyPg . o;df ;'wf/sf y'k|} 
u'GhfO; lyP .  

 

&= /fh:j ;d"x u7g eP kl5 o;df s:tf ;'wf/x¿ b]vf k/] t <  
;d"x u7g eP kl5 sfo{bIftf, ljlzi6tf, hgzlQm clen]v / :yfloTjsf] b[li6n] ;d]t lgDg ;'wf/x¿ 
ePsf] b]lvG5M 

 sltko sd{rf/Lsf] sfo{ u/fO{df ljlzi6tf xfl;n u/L sfo{ ;Dkfbgsf] :t/ a9]sf], 

 lglhIf]q ;Ifd tyf k]zfut / bIf aGb} uPsf] ;Gbe{df pgLx¿sf] bf+hf]df /fh:j k|zf;g ;d]t s]lx 
xb;Dd n]vfk/LIf0f tyf cg';Gwfg sfo{df;d]t bIf aGb} uPsf],     

 /fh:j k|zf;gsf nflu cfjZos of]Uotf / bIftf ePsf sd{rf/Lsf] k|flKt / k|j]z ;xh ePsf], 

 hgzlQm tflnd tyf ljsf; / kl/rfng sfo{df klxn]sf] t'ngfdf lj:tf/ ePsf],  

 sd{rf/L k|zf;g Ps} lgsfoaf6 ;+rfng x'gfn] sfd u/fO{ tyf sd{rf/L clen]v Joa:yfdf s]lx 
r':ttf / k|efjsfl/tf b]lvPsf], 

 sd{rf/Lx¿sf] e"ldsf tyf sfo{z}nLdf ;sf/fTds kl/jt{g b]lvPsf], 

 sd{rf/Lx¿n] klxn]sf] t'ngfdf al9 lhDd]jf/Lsf] dx;'; u/]sf] kfO{Psf], 

 cGoqaf6 /fh:j k|zf;gdf / /fh:j k|zf;gaf6 cGoq ;?jf x'g] k|j[lQdf s]lx dfqfdf lgoGq0f 
ePsf] / k|zf;gdf l;ldt dfqfd} ePklg l:y/tf cfPsf], 

 /fh:j ;DaGwL tflnd, cg'ej, ;Lk 1fg cflbsf] /fd|f] pkof]u x'g] cj;/sf] ;[hgf ePsf], 

 /fh:j k|zf;gdf /fh:j ;DaGwL ;j]{If0f, cg';Gwfg, k/LIf0f, ;"rgf ljZn]if0f, /fh:j lgwf{/0f tyf 
;+sng ;DaGwL ;Lkdf j[l4 ePsf],   

 /fh:j ;d"xdf k]zfut bIftfdf j[l4 ePsf], 

 sltko hgzlQmn] cfkm'nfO{ o; If]qs} lj1sf] ?kdf ljsl;t tyf :yflkt ug{ ;kmn ePsf], 

 ;d"xdf sfo{/t sd{rf/Lx¿ j[lQljsf; tyf k]zfut ;'/Ifftkm{ al9 cfZj:t ePsf], 
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 k"0f{ lgoGq0f geP klg /fhgLlts bjfjdf w]/} dfqfdf sld cfPsf] cg'ej ePsf], 

 ljifo d]n gvfg] tyf /fh:j k|zf;g ;DaGwL ;Lk gePsfx¿nfO{ o;df k|j]z ug{ k|ltaGw nfUgfn] 
;d"xdf cgfjZos cfjt hfjt tyf k|jfx sd ePsf], 

 t'?Gt} cGoq ;?jf x'g] ;Defjgf gePsfn] ;'/Iffsf] cg'e"lt e} sltko sd{rf/Ldf /fd|f] OdfGbfl/tf 
b]lvPsf],     

 /fh:j ;d"x u7g eP kl5sf s]lx jif{ /fh:jsf] j[l4 b/ pRr /x]sf] ;d]t kfOof] . 
 

*= ;d"x u7g e} ;s] kl5 o;df s] s'g} sdhf]/Lx¿ g} /x]gg t < 
;d"x u7g kZrft klg o;df ;'wf/sf y'k|} u'GhfO{;x¿ /x]sf 5g\ . o;df y'k|} sdhf]/L / ljs[lt klg 
b]vf k/]sf 5g\ . sd{rf/Lx¿df xfdLnfO{ s:n] s] ug{ ;S5 eGg] dgf]lj1fg klg b]lvPsf] 5 . kx'+r 
x'g]x¿ cGoqaf6 oxfF sfhdf cfP/ klg sfd ul//x]sf 5g\ . oL s'/fsf cltl/Qm ck'u / gk'u s'/fx¿ 
lgDg cg';f/ 5g\ h;n] o;df ;'wf/sf y'k|} cfjZostf / u'GhfO{;sf] ;+efJotf b]lvG5 M 

 ;d"x u7g u/LPkl5 ;d'lxs[t ePsf sd{rf/Lsf] nflu kof{Kt dfqfdf /fh:j ;DaGwL lj:t[t 
k|lzIf0f lbg] Joa:yf x'g g;Sg',  

 /fh:j k|zf;gdf klxn] b]lv sfo{/t x'Fb} cfO{ /fh:j ;d"xdf ;d"xLs[t ePsf t/ ljutdf /fh:j 
;DaGwL k|lzIf0f glnPsf sd{rf/Lx¿sf] nflu lj:t[t ?kdf k|lzIf0f lbg] Joa:yf gul/g', 

 ;d"xsf] ;f+3'/f] 3]/f leq /xg' kg]{ afWotfn] Psflt/ JolQmut j[lQ ljsf;sf] nflu sd cj;/ k|fKt 
x'g',  

 j[lQ ljsf;df cfly{s k|nf]egsf s'/f ;d]tn] rnv]n u/]sf] cfef; x'g',  

 cfkm'nfO{ o; If]qs} lj1sf] ?kdf ljsl;t u/]sf / JolQmut ;Dks{ Pj+ df]nflxhfdf gnfu]sf 
:jfledfg sd{rf/Lx¿n] cj;/ gkfO{ ;]jfaf6} knfog x'+b} hfg',  

 ;fgf] ;d"x x'gfn] ;a}sf] lrgfhfgL ;a};+u e} sltko cj:yfdf u}/ Joj:YffksLo 9+un] k|zf;gnfO{ 
bjfj / k|efj kfg'{, 

 sltko kbdf b/alGb l;ldt x'gfn] cGo ;]jf tyf ;d"xdf p:t} bIftf, Ifdtf tyf of]Uotf ePsf 
JolQmx¿n] b'O{ tx kbf]Gglt kfp+bf klg /fh:j ;d"xdf Pp6f kbf]Ggltsf] cj;/ klg gkfpg',  

 ;d"xdf gofF k|j]z ug]{ sd{rf/Lsf nflu s'g} lsl;dsf] k|lzIf0f g} glbO{ / lgo'lQm ul/Psf] 
sfof{nodf l;w} v6fpg] k|rng sfod} /xg',  

 Psftkm{ cGoqaf6 ljz]if of]Uotf / bIftf eGbf klg JolQmut, /fhlglts jf o:t} cGo ;fldKosf 
cfwf/df sd{rf/L ;?jf u/]/ jf sfhdf Nofpg] k|yf s]xL xb;+Dd sfod} /xg',  

 sltko cj:yfdf /fh:j k|zf;gsf] nflu of]Uo / bIf JolQmnfO{ cGoqaf6 ;?jf u/]/ Nofpgsf] 
nflu eg] /fh:j ;d"xsf] Joa:yf jfws aGg',  

 5'6\6} ;d"x ePsf sf/0fn] /fd|f] sfd gu/]klg o; ;d"xaf6 jflx/ lgsflng] 8/ gePsf]n] s]xL 
sd{rf/Lx¿df lhDd]jf/L k"j{s sfd gug]{ k|j[lQsf] ljsf; x'g', 

 k};fsf] e/df zlQm s]Gb|df wfpg] h:tf ljs[lt b]vf kg'{,  

 kb;f]kfg tyf b/alGb Joa:yf xr'jfsf e/df ;[hgf ug]{ k|j[lQ sfod} /xg',  

 /fh:j ;d"x u7g u/]sf] p2]Zo /fd|f];+u k'/f x'g g;s]sf] jxfgfdf /fh:j ;d"xnfO{ k|efjsf/L 
jgfpg] pkfox¿ ckgfpg] ;6\6f ;d"x g} vf/]h u/Lg' kg]{ h:tf ;f]rx¿n] sfd ug'{ .  

 l;4fGt tyf gLlt ljkl/t /fhkqflst k|yd >]0fLdf /fh:j ;d"x vf/]h u/Lg', 
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 /fhkqf+lst k|yd >]0fLnfO{ ;d"xaf6 x6fpgfn] jl/i7 sd{rf/L jf sfof{no k|d'vn] cfkm"d'gLsf 
k]zfut sd{rf/LnfO{ lgb]{zg / lgoGq0f ug{ k|zf;sLo clwsf/sf] ;xf/fdf dfq e/ kg]{ cj:yf aGg' 
. kmn:j?k g]t[Tj k|lt cfTd ljZjf; g/xg' .  

 

(= ca s] /fh:j ;d"xsf] cfjZostf 5}g t < /fh:j k|zf;gdf ;'wf/ Nofpg /fh:j 
;d"x vf/]h ug]{ jf o;nfO{ cem dof{lbt, cg';flzt tyf ;dofg's'n agfO{ ;'b[9 ub}{ 
n}hfg] dWo] s'g ljsNk pko'Qm x'G5<  
dflysf] ljsNkdWo] o;nfO{ dof{lbt, cg'zfl;t, Sof8/a]; tyf bIf agfO{ ;'b[9 ug]{ s'/fg} ;aeGbf 
pko'Qm ljsNk xf] . lsgeg] olb xfdLn] ;d"xg} vf/]h u¥of+}+ eg] o;af6 yk ljs[ltx¿ ghGd]nfg\ eGg 
;lsGg . o:tf ljs[ltx¿df /fh:j ;d"x u7g x'g' k"j{ em}+ /fh:j k|zf;gdf s/ ;DaGwL ;fdfGo 
hfgsf/L;Dd klg g/fVg] sd{rf/Lx¿ ;?jf jf lgo'lQm e} cfpg] k|j[lQdf k'g/fj[lQ x'g], cGo lgsfoaf6 
/fh:j k|zf;gdf / /fh:j k|zf;gaf6 cGoq ;?jf x'g] k|rng a9\g], sd{rf/Lsf] of]Uotf, bIftf, cg'ej 
tyf /fh:j k|zf;gsf] cfjZostf eGbf klg eg;'gsf cfwf/df ;?jf x'g] ;+efjgf a9g], /fh:j 
k|zf;gdf k|fKt tflnd tyf cg'ejsf] k|of]u gx'g], /fh:j k|zf;gdf /x]/ j[lQ ljsf; ug]{ cj;/ tyf 
;'/Iffsf] cg'e"lt gx'g], /fh:j k|zf;gdf /x]sf] ;donfO{ cfly{s nfe cfh{g ug]{ cj;/sf] ?kdf k|of]u 
ug]{ ;Defjgf a9\g] h:tf s'/fx¿ lelqg ;Qm5g\ . kmn:j?k /fh:j k|zf;g ;an, ;Ifd tyf 
Joa;flos ;d"xsf] ?kdf ljsl;t x'g' eGbf klg hg/ln:6x¿sf] le8sf] ?kdf ljsl;t x'g ;Sb5 . s/ 
k|zf;gsf] s'/f ubf{ of] lgtfGt Joj;flos tyf k|fljlws ljifo xf] . h:t} s/ k|zf;gsf] s'/f ubf{ s/ 
eGg] ljifo, sfg"g, cy{zf:q, Joa:yfkg, n]vfzf:q, ul0ft tyf ;dfhzf:q;+u ;DalGwt If]q xf] . o;df 
sfd ug]{ hgzlQmdf oL s'/fx¿sf] 1fg x'g' cfjZos x'G5 . o;df k]zfut dof{bf tyf cg'zf;g klg 
al9 g} rflxG5 . csf{lt/ lglhIf]q clxn] al9 k|lt:kwL{ e} ;s]sf] 5 . o; If]qdf k]zfut lj1x¿sf] 
jfx'Notf a9]/ uPsf] 5 . /fh:j k|zf;gdf sfd ug]{ k|zf;sx¿n] lglh If]qsf /fh:j ;DaGwL 
sfo{x¿sf] cg'udg, lgodg tyf k/LIf0f ;d]t ug'{ kg]{ x'G5 . t;y{ /fh:j k|zf;gdf /x]/ sfd ug]{x¿ 
lglh If]qsf] hgzlQm eGbf al9 k]zfut bIftf k|bz{g ug{ ;Sg], al9 cg'zfl;t / dof{lbt, /fh:jsf] 
lgodg / cg'udgdf al9 rt'/ x'g' kb{5 . oL s'/fx¿nfO{ ljrf/ ubf{ /fh:j k|zf;gsf] ;'wf/sf] ;Gbe{df 
/fh:j ;d"xsf] vf/]hL xf]O{g o;df cfd"n ;'wf/sf] cfjZostf 5 .  
 

!)= To;f] xf]eg] /fh:j k|zf;gnfO{ al9 ;Ifd / ;'b[9 agfpg ug'{ kg]{ sfo{x¿ / 
pkfox¿ s] x'g ;Sb5g\ <   
To:tf pkfox¿ lgDg x'g ;Sb5g\M 

 /fh:j ;d"x sfod /fVg],  

 unt k|j[lQsf sd{rf/Lx¿nfO{ /fhg}lts ;++/If0f glbg],  

 o; ;d"xaf6 cGoq ;?jf x'g rfxg] jf o; ;d"xdf Psbd} pkof]uL gx'g] b]lvPsf sd{rf/Lx¿nfO{ 
ltgLx¿sf] of]Uotf cg';f/ cGo lgsfodf ;?jf ug]{ jf :j]R5fn] cjsf; lng rfxg]nfO{ 
;'ljwfsf;fy cjsf; lbg], 

 ;?jf ;DaGwL :ki6 gLlt agfO{ ;fj{hlgs ug{] / To;nfO{ s7f]/tfk"j{s kfngf ug{] . 

 s'g} sd{rf/LnfO{ /fh:j ;d"xdf /flv/xg pko'Qm gb]lvPdf To:tf] sd{rf/LnfO{ cGoq ;fg]{ jf 
cjsfz lbg] jf/] :ki6 sfg"gL cfwf/ tyf ;+oGq tof/ u/L To;sf] k"0f{ kfngf ug]{ / u/fpg],  

 /fh:j k|zf;gsf] nflu clt cfjZos x'g] / of]Uo cGo lgsfosf] sd{rf/LnfO{ nf]s ;]jf cfof]usf] 
:jLs[lt lnP/ /fh:j k|zf;gdf ;?jf ug{ ;lsg] Joa:yf ug]{ / To;sf] nflu j:t'ut cfwf/ tof/ 
ug]{ . 
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 /fh:j k|zf;gdf sfd ug]{ sd{rf/Lx¿sf] JolQmut ;+klQmsf] ;"rsut 5gf}6sf] cfwf/df a]nf 
a]nfdf d"Nof+sg ug]{ ;+oGqsf] ljsf; ug]{ / lgoldt tyf s8fO{sf ;fy d"Nof+sg u/L bf]ifL 
b]lvPsfnfO{ k|rlnt  sfg"gL Joa:yf cGtu{t sf/jfxL ug]{ .  
 

!!= /fh:j k|zf;gnfO{ xfns} ;+/rgf leq ;'wf/ ug{ tTsfn} ug'{ kg]{ sfo{x¿ s] s] x'g 
;Sb5g\ <  
/fh:j ;+u7gsf] ;+/rgfn] klg /fh:j kl/rfngdf k|efj kfg]{ x'+bf cfd'n ?kn] k'g ;+/rgfsf] ljsNk 
cfpg' cl3 xfnsf] cfGtl/s /fh:j ljefunfO{ Joa:yfkgsf] b[li6n] ;d]t ;fdfGo Joa:yfksLo ;Ldf 
(Span of Control) leqNofO{ cfb]zsf] PsfTdstf (Unity of Comand) nfO{ ;d]t b[li6ut u/L cfGtl/s 
/fh:j sfof{nox¿sf] xfnsf] ;+/rgfnfO{ r':t, Aoa:yfkgsf] b[li6n] lgoGq0fd"ns, s/bftfsf] 3gTjsf] 
cfwf/df ef}uf]lns ?kn] b[li6k'Ug] agfpg sf7df8f}+sf d'Vo Jofkfl/s s]Gb|x¿nfO{ nlIft u/L cfGtl/s 
/fh:j sfof{nox¿sf] ;+Vof a9fpg] . 

7"nf sfof{nosf] jlu{s/0fdf k/]sf sltko cfGtl/s /fh:j sfof{nox¿sf] xfnsf] cfsf/nfO{ ;fgf] 
agfpg'sf ;fy} lgDg sfd ug]{M 

 7"nf sfof{nosf] jlu{s/0fdf k/]sf sfof{nox¿df u}/ ;d"xaf6 cfPsf /fhkqf+lst k|yd >]0fLsf 
clws[tx¿ k|d'vx¿ /xg] xfnsf] Joa:yfnfO{ tTsfn} ;+;f]wg ug]{, 

 /fh:j k|zf;gdf sfd ug{ /f=k=k|yd >]0fLsf] sd{rf/LnfO{ ;d"x leq ;d"xLs[t u/L /fh:j ;d"xnfO{ 
k|yd >]0fL;Dd lj:tf/ ug]{,  

 sfo{af]em, s/bftfsf] ;+Vof tyf u'0f:t/, sfo{If]q cflbsf] cfwf/df ljZn]if0f u/L ;d"x leqs} 
/fhkqf+lst clws[t k|d'v /xg] u/L yk sfo{no :yfkgf u/L k|zf;gsf] cg'udg tyf b[Zo 
(Vigilance) Ifdtf a9fpg], 

 cfGtl/s /fh:j sfof{nox¿ ;f]lx sfof{{noaf6 k|zf;g ug'{ kg]{ ef}uf]lns sfo{I]fq leq} /fVg] Joa:yf 
ug]{, 

 s/ k|zf;gdf ;+nUg sd{rf/Lx¿n] ug]{ sfo{x¿, h:t} k/LIf0f, s/ lgwf{/0f, ;"rgf ;+sng cflbsf] 
sfo{ k|s[ltsf] cfwf/df nfUg] ;dosf] u0fgf jf k|ltJolQm sfo{3+6f lgwf{/0f u/L ;f] cfwf/df 
lgb]{lzsf tof/ u/L hf/L ug]{ .  

 j[lQljsf; tyf b08 / k'/:sf/nfO{ sfo{ ;+Dkfbg;+u cfj4 ug]{, 

 xfn;Dd tflnd k|fKt gu/]sf / tflnd k|fKt u/]sf] ePklg nfdf] ;do Joltt eO{ k'g{tfhuL 
tflndsf] cfjZostf ePsf sd{rf/Lx¿sf] txut ljj/0f tof/ u/L tflnd lbg] . 

 gof+ lgo'lQm e} cfpg] sd{rf/Lx¿ clws[t eP slDtdf Ps jif{sf] / cGo eP slDtdf 5 dlxgfsf] 
tflnd lbP/ dfq kb:yfkg ug]{, 

 ;?jf Joa:yfnfO{ P]g tyf lgodn] tf]ss]f ;do tyf cfwf/dfdfq ug]{ / o;nfO{ k"0f{ ?kdf nfu" 
ug]{,  

 /fh:j k|zf;gsf x/]s clws[t kbsf] sfdsf] sfo{3+6f kl/eflift ug]{,   

 j}b]lzs tflndsf] nflu dgf]gog ubf{ ;+u7gnfO{ To; ljifosf] cfjZostf / klxn] ;f] ljifodf 
tflnd lnP glnPsf] x]/L tflndaf6 kms]{/ cfPkl5 ;DalGwt sfd tyf kbdf /xg] u/L dfq 
dgf]gog ug]{,  

 hgzlQmsf] dgf]jn a9fpg] ;DaGwdf k|f/lDes sfo{ z'? ug]{, 
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 a}slNks s/ k|zf;g -h:tf]M ;|f]tdf s/ sl6\6 u/L s/ bflvnf ug]{ / k|ltj]bg ug]{ JolQm, s+kgL 
tyf ;+3;+:yf / n]vfk/LIfs Pj+ s/ k/fdz{bftfsf] ?kdf sfo{ ug]{x¿_ nfO{ ;d]t s/ k|zf;gsf] 
k'/s c+usf] ?kdf ljsf; u/L pgLx¿nfO{ ;xof]u, ;';"lrt tyf k|lzlIft ug]{, 

 /fh:j gLlt ;DaGwL cg';Gwfg tyf ;'emfj ug{] sfo{nfO{{ u}/ ;/sf/L :t/sf] :jtGq ;+:yfx¿nfO{ 
;'Dkg] tyf lgoldt cg';Gwfg x'g] jftfj/0f tof/ ug]{,   

 /fh:j k|zf;g ;DaGwL k|lzIf0f sfo{s|dx¿df tgfa Joj:yfkg, g}lts lzIff tyf ;f]rdf kl/jt{g 
Nofpg] ljifox¿ ;dfj]z ug]{ .  

 

!@= s]lx /0fgLlts ;'wf/x¿sf] klg cfjZostf 5 ls <  
/fh:j k|zf;gnfO{ ;'b[9 tyf ;Ifd agfpg o;sf ;xof]uL If]qx¿df ;d]t lgDg cg';f/ ;'wf/sf] 
cfjZostf b]lvPsf] 5 . To:tf ;'wf/x¿ ug'{ kb{5M 

 /fh:j cg';Gwfg ljefunfO{ cy{dGqfno cGtu{t g/fvL Pp6f 5'6\6} ;+:yfsf] ?kdf kl/jt{g ug]{ / 
o;sf] ;'b[l9s/0f ug]{ . 

 s/ ;DaGwL uf]li7 tyf k|lzIf0f sfo{s|dx¿df ljBfyL{, lzIfs tyf ;fd'bflos sfo{stf{ cflbnfO{ 
;d]t ;xefuL agfpg] gLlt lng] / ljBfnosf] kf7\os|ddf ;d]t s/ ;DaGwL ljifo /fVg] Joa:yf 
ug]{ .  

 :yfgLo lgsfosf] s/ k|zf;g / s]Gb|Lo s/ k|zf;gnfO{ cfj4 ug]{ / Ps csf{sf] k"/ssf] ?kdf 
ljsf; ug]{ . 

 

!#= olt ug'{g} kof{Kt 5 t< cyjf yk s]lx ug'{ klg cfjZos 5 <  
zf;sLo ;'wf/ sfo{s|d cGt{ut lghfdtL ;]jfnfO{ Plss[t txdf n}hfg] / k]zfut bIftf / j[lQ 
ljsf;sf cj;/x¿df j[l4 Nofpg] eGg] gLlt cl3 ;fl/Psf] ;Gbe{df /fh:j ;d"xnfO{ lj36g ug]{ jf 
v'DRofpg] jf pk]Iff ug]{ eGbf o;nfO{ al9 ;'b[9 u/fpg] tkm{ s] ug{ pko'Qm x'G5, xfn;Ddsf] ;+/rfgn] 
s] k|ltkmn lbof] o;sf] kl/0ffd s:tf] /Xof], h'g p2]Zon] ;d"xsf] u7g ul/Psf] lyof] ;f] nIf xfl;n eof] 
ePg jf s'g xb;Dd k'/f eof], nIf xfl;n gePsf] eP s] sf/0fn] x'g ;s]gg\ / s] ubf{ eljiodf 
ck]lIft pknlJw xfl;n x'g ;Sb5 eGg] ljifodf uxg cWoog u/fpg'sf cltl/Qm b]xfosf sbdx¿ klg 
rflng' kb{5M 

 k|To]s sfof{nosf] nflu sd{rf/L ;+Vof / ;]jfsf] Aofkstfsf] cfwf/df pTs[i6 sfo{;Dkfbg ug]{nfO{ 
k|f]T;fxg ug{ s]xL /sdsf] sfo{ ;Dkfbg k|f]T;fxg sf]if v8f ug]{ .  

 kbjuL{s/0f u/L sfo{;Dkfbgdf cfwfl/t kfl/tf]lifssf] Joj:yf ug{], 
 /fh:j ;d"xnfO{ jfl~5t cfsf/df /fvL tna eQf a[l4 ug{ / Joj;flostf a[l4 ug{ sfo{jf]em tyf 

sfo{sf] k|s[ltsf] cfwf/ tyf /fh:j k|zf;gsf] ;+u7g / b/jGbLdf x'g] kl/jt{gnfO{ Wofg lbO{ /fh:j 
k|zf;gsf] b/jGbL ;+VofnfO{ ;d'lrt / r':t cfsf/df 9fNg] u/L /0fgLlt tyf sfo{s|d th'{df u/L 
nfu" ug]{, 

 ;Dej eP;Dd ;+u7g / ;]jfsf] k'g;{+/rgf, l/Qm b/jGbL vf/]hL, kbkl/jt{g jf ;]jf kl/jt{g u/L 
kmflhn x'g] sd{rf/LnfO{ sfddf nufpg], ljsNkx¿nfO{ k|fyldstf lbO{ To;af6 klg ldnfg x'g 
g;s]sf sd{rf/L / b/jGbLnfO{ nlIft u/L ;Lldt dfqfdf yk cfsif{s zt{ /fvL :j]lR5s cjsfz 
of]hgf nfu" ug]{ .  

 :j]lR5s cjsfz of]hgf nfu" ubf{ pRr sfo{Ifdtf tyf ljsf;sf] ;DefJotf ePsf sd{rf/L To; 
of]hgfdf k/L t'ngfTds ?kn] Go'g sfo{Ifdtf ePsf hgzlQm dfq ;+u7gdf /xg] ;Sg] ;+efjgfsf] 
ljz]if cWoog kl5 dfq :j]lR5s cjsfz of]hgf nfu" ug]{, 
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 s/df lbOcfPsf] 5'6, ;'ljwf tyf ;x'lnotn] s/sf] t6:ytfnfO{ klg k|efj kfg]{ x'+bf o;nfO{{ 
;s];Dd Go"lgs/0f ug]{ tyf /fh:j 5'6lbg] ;DaGwdf cfwf/ :ki6 kf/L ;fj{hlgs ug]{, 

 /fh:j ;DaGwL hfFr k8tfn tyf k/LIf0fnfO{ /fh:j hf]lvd;Fu ;DaGwL ;"rsf+sx¿;+u cfa4 u/L 
To;}sf] cfwf/df kf/bzL{ n]vfk/LIf0f Joj:yf;d]t nfu" ug]{ . 
 

!$= /fh:j k|zf;gdf o:tf] ;d"xsf] cGo s'g} ljsNk 5}g < 5 eg] s:tf ljsNkx¿ 5g\ <  
/fh:j k|zf;gdf ;'wf/ Nofpg /fh:j ;d"xsf] cGo ljsNk gePsf xf]Ogg\ . o; ljifodf cWoog ubf{ 
ljZjsf s]xL d'n'sx¿n] /fh:j k|zf;gnfO{ :jzfl;t s]Gb|Lo /fh:j ;ldlt (Central Board) sf] ?kdf / 
s]xLn] :jzfl;t /fh:j k|flws/0f (Autonomous Revenue Authority) sf] ?kdf ;+u7gfTds ;+/rgf 
tof/ u/L nfu" u/]sf] b]lvG5 . /fh:j ;ldltsf] :j?kdf /x]sf] ;+/rgfdf af]8{nfO{ yf]/}dfqfdf :jtGqtf 
lbOPsf] x'G5 eg] k|flws/0f ;+/rgfdf ;+:yfut :jtGqtf al9g} x'G5 . o'ufG8f, k]?, tfGhflgof, Ujf6]dfnf 
/ OSj]8/ cflb b]zdf o:tf k|flws/0f dfkm{t /fh:j klrfng e}/x]sf] 5 . /fh:j kl/rfngdf /fh:j 
k|flws/0fsf] :yfkgf /fdaf0f g} geP klg g]kfnsf] ;Gbe{df u+le/tfk"j{s cWoog u/L o:tf] ;+/rgf 
:yfkgftkm{ k|s[of cufl8 a9fpg ;lsG5 . g]kfnsf] kl/j]zdf o;sf] :yfkgf x'g] xf] eg] s/ ;+sng 
lgsfodf bIf ?kdf sfo{ ;+rfng ug{ ;Sg] JolQmx¿nfO{ cfslif{t ug{ / /fh:j k|zf;gdf /x]sf] n]y/f] 
tyf y]r/f] k|j[lQ Pj+ ljefuLo la;+ultx¿nfO{ k/f:t u/L o;df gof+kg / gof+;f]r lbg ;lsg] k|z:t 
;+efjgf   5 . ;/sf/sf cbIf, cg'Tkfbs / dfgf]ut b'is[lt af]s]sf k|zf;sx¿af6 /fh:j k|zf;gnfO{ 
x:tIf]k /lxt agfpg] xf] eg] ljsNksf] vf]lh klg cfjZos e} ;s]sf] 5 . o:tf] ljsNkn] ;du| /fh:j 
k|zf;gnfO{ nlrnf] tyf ultzLn agfpg ;Sg] ;+efjgfnfO{ klg la;{g ;lsGg .  

 

!%= pk;+xf/ 
g]kfndf /fh:j k|zf;gdf xfn;Dd ePsf clwsf+z ;'wf/sf sfo{x¿ Psflt/ cf+lzs tyf ck'/f] ?kdf 
ePsf 5g\ eg] csf{lt/ ;'wf/sf nflu NofO{Psf gLltx¿sf] sfof{Gjog kIf lkmtnf] 5 . Psflt/ 
sfof{Gjog ug]{ /fhg}lts O{R5fzlQmsf] cefj 5 eg] csf{lt/ /fh:j k|zf;gnfO{ k|0ffnLsf] ?kdf 
ljsl;t ug'{ eGbf 6fn6'n] tyf cfkm\gf dflg;nfO{ cfo cfh{g ug]{ ynf]sf] ?kdf ljsl;t ug]{ kl/kf6Ln] 
al9g} df]lxt kf/]sf] b]lvG5 . unt k|j[lQn] h/f uf8]sf] 5, ;'wf/dfly ;'wf/sf gLlt / sfo{s|d 3f]if0ff 
ul/G5 . Pp6f ljifodf ;'wf/sf] nflu ePsf] 3f]if0ffsf] sfof{Gjog / To;af6 k/]sf] k|efj tyf To;af6 
k|fKt kl/0ffdsf] d"Nof+sg g} gu/L To:tf] gLlt tyf ;+/rgfnfO{ lj:yflkt ug]{ u/L csf]{ gLlt tyf sfo{ 
of]hgfsf] 3f]if0ff ul/G5 . ;'wf/sf] gfddf u/]sf] Joa:yfn] l;ldt ;d"x, kl/jf/ jf JolQmnfO{ ;xof]u 
k'¥ofpg] h:tf gLltut lj;+ultx¿ klg k|z:t} b]lvPsf 5g\ . t;y{ cfp+bf ;'wf/sf sfo{s|dx¿n] o:tf 
lj;+ultx¿ x6fpg / /fh:j k|zf;gnfO{ hgd"vL tyf /fh:j clej[l4d"vL agfpg ;kmn x'g' kb{5 eGg] 
cfhsf] dfu xf] . o;sf] nflu /fh:j k|zf;g ;DaGwL wf/0ffdf ;/sf/ :ki6 x'g' kb{5, tyf /fh:j 
k|zf;gsf] ;'wf/ nf]s;]jf cfof]usf] ;+/rgf / o;sf] ;+a}wflgs lhDd]jf/Laf6} z'? ul/g' kb{5 . ;fljssf] 
g]kfn clw/fHosf] ;+ljwfg @)$& tyf xfn k|rngdf /x]sf] cGtl/d ;+ljwfg @)^# n]  lghfdtL ;]jfsf] 
kbdf lgo'lQmsf] lgldQ pko'Qm pDd]bjf/ 5gf}6 ug{ k/LIff ;+rfng ug]{ bfloTj nf]s;]jf cfof]unfO{ 
lbPsf] eP klg xfn pRr txdf /x]sf sltko lghfdtL kbflwsf/Lx¿ -hf] ;a}h;f] nf]s;]jf cfof]usf] 
l;kmfl/z tyf k|ToIf jf ck|ToIf ;+nUgtfdf Toxf+ k'Ug ;kmn ePsf 5g\_ n] b]z tyf hgtfsf] nflu 
jf:tjd} of]Uo JolQm;/x of]ubfg ug{ ;s] t eGg] b]lv lnP/ lghfdtL ;]jfnfO{ k|efjsf/L, hgpQ/bfoL, 
;]jfd"vL, kl/0ffdd"vL agfpg slQsf] of]ubfg k'¥ofP eGg] s'/fsf] ;d]t d"Nof+sg ug]{ ;do cfPsf] 5 . 
t;y{ /fh:j k|zf;gdf klg o;} kl/j]z b]lv /fh:j k|zf;gsf] ;+/rgf;Dd kl/0ffdd"vL / ;dfj]zL 
agfpg] nIf /fvL k]zfd"ns, bIf, k|lt:kwL{ tyf /fh:j kl/rfngdf ljlzi6 of]ubfg lbg ;Sg] u/L 
ljsl;t ub}{ n}hfg' kb{5 . ;'wf/ ;'wf/sf] nflu dfq ge} k|ltkmno'Qm x'g' kb{5 .  
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k|zf;g, ;fj{hlgs k|zf;g ;DaGwL klqsf 

jif{ #*, c+s @, k"0ff{Í !)%, kmfNu'0f @)^# 
 

;+u7gfTds Jojxf/df ;~rf/ M Ps ljZn]if0f 

  
– tf]ogf/fo0f 1jfnL∗                

k[i7e"ld 
;+u7gfTds Jojxf/ d"nt Ps k|fl1s ljwf xf], h;n] ;+u7gfTds kl/j]zdf dfgjLo lqmof, k|ltlqmof / 
cGt/lqmofsf] cWoog, ljZn]if0f, d"Nof+sg / k|of]usf] nflu jftfj/0f tof/ ub{5 . ljZj jf:tjdf 
;+u7gfTds Jojxf/sf] k|of]uzfnf xf] . lglZrt p4]Zo k|flKtsf] nflu :yflkt ;+u7gsf] cf/+e, j[l4, 
;~rfng / ljsf;df dfgjLo lqmofsnfksf] dxTjk"0f{ :yfg /x]sf] x'G5 . ;fdfGo cy{df ;+u7gfTds 
Jojxf/ eGgfn] dfgjLo Jojxf/sf] af/]df hfgsf/L lng], k|fKt hfgsf/L / ;"rgfnfO{ p4]Zod"ns 9+un] 
ljZn]if0f ug]{ / k|fKt lgisif{sf] cfwf/df cfjZostf cg';f/ lgoGq0f ;d]t ug]{ kIf;+u k|ToIf ?kn] 
;/f]sf/ /fVb5 . s'g} klg ;+u7gdf dfgjLo Jojxf/sf] hfgsf/L, ;f] sf] ljZn]if0f / k|If]k0f h:tf 
sfo{x¿ lbgx' ;Dkfbg ug'{kg]{ x'G5, oL sfo{x¿ s'zn ;~rf/ Joj:yfkgsf] cefjdf k"0f{ ug{ ;lsb}g . 
 

;+u7gfTds Jojxf/  
"Organization Behaviour is a human tool for human benefit." 

dfgj ;DaGw l;4fGtsf k|0f]tf ON6g dfcf]sf] xfyf]{g k|of]ukl5 ;+u7gfTds Jojxf/df dfgjLo kIfsf] 
lg0ff{os dxTj x'G5 eGg] l;4fGtsf] ljsf; eof] . ;+u7gfTds Jojxf/sf] cWoogn] JolQm / ;+u7gsf] 
af/]df cg';Gwfg, d"Nof+sg / ljZn]if0f u/L k|fKt lgisif{nfO{ ;+u7gsf] xLtdf k|of]u ug{ l;sfp5 . 
;+u7gfTds Jojxf/sf] csf]{ dxTjk"0f{ kIf of] xf] ls o;n] dfgjLo / k|fljlws  d"NonfO{ ;Gt'ngdf /fvL 
glthfd'vL Joj:yfkgsf] nflu ;Ifd jftfj/0f tof/ ub{5 . ;+u7gfTds Jojxf/sf] ;kmn k|of]uaf6 
sd{rf/Lsf] dgf]jn, pTk|]/0ff, pGglt / ;Gt'li6 h:tf ljifodf ;'wf/ eO{  nIo k|flKtdf ;xof]u k'/\ofp5 
. ;+u7gfTds Jojxf/ Jojxfl/s lj1fgx¿ dgf]lj1fg, ;dfhzf:q, ;fdflhs dgf]lj1fg / /fhgLltzf:q 
h:tf ljifosf] of]ubfgsf cfwf/df ljsl;t ePsf] xf] . cWoogsf] qmddf ;+u7gfTds Jojxf/nfO{  
lj1fg / snf b'j}sf] ?kdf lnO{Psf] 5 lsgsL dfgjLo Jojxf/sf] af/]df 1fg k|fKt ug'{ lj1fg xf] eg] 
To; 1fgnfO{ s'zntfk"j{s sfo{df nufpg' snf xf] . 
 

;+u7gfTds Jojxf/sf] cWoogsf] cfjZostf 
;+u7gfTds Jojxf/sf] cWoogsf] cfjZostf lsg eGg] ;Gbe{df lgDg kIfx¿n] :ki6 x'g ;3fp5g\ . 
;+u7gfTds Jojxf/n] cfˆgf]af/]df hfgsf/L lng / c?;+usf] Jojxf/nfO{ ;f] hfgsf/Lsf] cfwf/df 

                             
∗ pk–;lrj, k|wfgdGqL tyf dlGqkl/ifb\sf] sfof{no 
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kl/dfh{g ug{ ;xof]u ub{5 . k|To]s dflg;n] ;+u7gsf] ;b:osf] ?kdf hLjge/ sfo{;Dkfbg ug'{kg]{ x'G5 
. o;/L sfo{ ;Dkfbg ug{ cfjZos kg]{ ;Lk k|fKt ug{sf] nflu ;+u7gfTds Jojxf/sf]  cWoog clgjfo{ 
x'G5 . o;}u/L x/]s ;+u7gdf gLlt lgdf{0f, >f]t kl/rfng, of]hgf th'{df / sfof{Gjog, ;dGjo, g]t[Tj, 
;+rf/ Joj:yfkg, ;d"x ultzLntf / ;xsfo{ h:tf sfo{ ;+rfngsf nflu cfjZos ;Lk k|fKt ug{  / 
o;/L sfo{ ;+rfngubf{ cfpg] u'gf;f], tgfj / åGb  h:tf ljifosf] Joj:yfkg ug{ ;+u7gfTds 
Jojxf/sf] cWoog cfjZos x'G5 .  
   

;+u7gfTds Jojxf/sf cfwf/e"t kIf  
;+u7gfTds Jojxf/ d"nt ;+u7gdf x'g] dfgjLo Jojxf/;+u ;DjlGwt ePsf]n] cfwf/e"t kIfsf] ?kdf 
dflg;, ;dfh / ;+u7g;+u ;DjlGwt kIf g} d'Vo ?kdf cfp+5g\ . o;/L x]bf{ ;+u7gfTds Jojxf/sf 
cfwf/e"t kIfsf] ?kdf k|yd :yfgdf JolQmut ljleGgtf cfp+5 . dflg;df ;fDffGotof w]/} ljifodf 
;dfgtf eP klg  AolQmut ?kdf lgs} km/s ljz]iftf ;d]t kfO{G5g\ . cWoog af6 s] b]lvPsf] 5 eg] 
km/s JolQm km/s km/s sf/0fn] pTk]|l/t x'G5 . o;} u/L JolQmnfO{ d"Nof+sg ubf{ / wf/0ff agfpbf s'g} 
Ps kIfsf] cfwf/df dfq gagfO{ ;du| JolQmTjsf] l;4fGt adf]lhd agfpg'kg]{ x'G5 .  dflg; ;sf/fTds 
/ gsf/fTds ljifox¿sf] of]u xf] t;y{ AolQm ;+u7gdf k|j]z ubf{ p;sf ;sf/fTds Aojxf/sf ;fy} 
gsf/fTds ;j} ljifox¿ ;d]t k|j]Zf ub{5g\ . dflg;dfq Pp6f o:tf] ;+u7gsf] >f]t xf] h;sf] cfr/0f 
pTk|]l/t x'G5 .  s'g} klg JolQmn] sfo{ ug'{ jf s'g} lglZrt Jojxf/ b]vfpg'sf] kl5  dgf]jn, pTk|]/0ff / 
tgfj h:tf kIf /x]sf x'G5g\ .  

;+u7gfTds Jojxf/df JolQm d'Nosf] dxTjk"0f{ :yfg /x]sf] x'G5 cyf{t h'g;'s} JolQmn] klg cfkm"nfO{ s'g} 
g s'g} kIfdf c?eGbf ;jf]{Rr 7flg/x]sf] x'G5 o;y{ dflg;nfO{ pTkfbgsf cGo ;fwgx¿nfO{ eGbf leGg 
?kdf Jojxf/ ug'{ cTofjZos x'G5 . cyf{t AolQm d"No eGbf dxTjk"0f{ ljifo ;+u7gdf gePsf]n] o;nfO{ 
cfb/ / ;Ddfgsf ;fy Jojxf/ ug'{ cfjZos x'G5 . ;+u7g ;fdflhs  k|0ffnL ePsf] sf/0fn] ;+u7gdf 
sfo{;Dkfbgsf] qmddf :yfgLo ;fdflhs d"No  / dfGotfnfO{ ljz]if k|fyldstf lbg'kb{5 . JolQmnfO{ 
;+u7g / ;+u7gnfO{ AolQm cfjZos x'g] ePsf]n] Pssf] cefjdf csf]{sf] p4]Zo k'/fx'g g;Sg] lglZrt 
5 . ;+u7gfTds Jojxf/sf d'Vo pkfudx¿sf] ?kdf dfgj >f]t pkfud, glthf pGd'v pkfud, k|0ffnL 
pkfud, cfsl:ds pkfud, ;+:s[lt pkfud h:tf Approach d'Vo ?kdf /x]sf] kfO{G5 .  
 

;+rf/ 
;+rf/ zAb Nofl6g zAb sDo"lg;af6 cfPsf] xf] . o; zAbsf] cy{ x'G5 ;fwf/0f . ;+rf/ eGgfn] efiff, 
Ozf/f, lrq, tYofÍ, /Ë, xfpefp, gS;f h:tf ljleGg dfWodaf6 b'O{ jf b'O{ eGbf a9L JolQm aLr k|jfx 
x'g] ;"rgf, tYo jf hfgsf/LnfO{ hgfpFb5 . o;/L ;+rf/ b'O{ jf b'O{ eGbf a9L JolQm, ;d"x / kIfx¿ 
aLr ;"rgf k|;f/0f / ;"rgfsf] u|x0f ug]{ sfo{ Pj+ k|lqmof xf] . ;+rf/;+u kl/lrt x'g lgDg kl/efiffn] 
;xof]u k'/\ofp5g\ .  

Dofs kmf/Nof08 M ;+rf/ dfgjhfltaLr ePsf] cy{k"0f{ ;DaGw xf], h;sf] dfWodaf6 cy{af]w ul/G5 / 
dfgj dfgj aLr ;xdlt klg sfod x'G5 .  

ab{Dofg / xN6/Dofg M ;+rf/ sfof{no leq sfd ug]{ ljleGg JolQmjLr ;fdfu|L, ;"rgf, / wf/0ffsf] k|jfx 
xf] . 
"Communication is the process in which two or more parties exchange information and share 
meaning". 
  – Stephen R. Robbins. 

oL kl/efiffsf]  cWoogjf6 s] lgisif{df k'Ug ;lsG5 eg] ;+rf/ Joj:yfkgsf] Ps dxTjk"0f{ k|lqmof xf] . 
;+u7gfTds Jojxf/df ;"rgf k|jfx ug{ ljleGg dfWod k|of]u ul/G5 . h:t}M  /]l8of], l6=eL=, kqklqsf, 
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6]lnkmf]g, Web Page, Email.  ;+rf/ bf]xf]/f] k|0ffnLdf cfwfl/t x'G5 cyf{t  o;df Go"gtd b'O{ JolQmsf] 
;+nUgtf cfjZos k5{ . s'g} klg ;+u7gdf Joj:yfkssf] ;do d"nt ;+rf/;DjGwL sfo{df a9L k|of]u 
x'G5 . ;+rf/sf] k|lqmofsf] ?kdf >f]t jf ;"rgf lbg] JolQm (Sender),  ;"rgf jf hfgsf/L (Message/ 
Information), pko'Qm dfWod (Channel), ;"rgf k|fKt ug]{ JolQm (Receiver), ;"rgf k|flKt 
(Acceptance) , a'emfO{ (Understanding) h:tf kIfx¿ ;+nUg /x]sf x'G5g\ . 
 

;+rf/sf ljleGg df]8nx¿  
;+rf/ Joj:yfkgsf] cWoogsf] qmddf ljleGg k|sf/sf df]8]nx¿sf] ljsf; / k|of]u ePsf] xfdL kfp5f} . 
h;dWo] Shannon's Model of the communication process, An Interactive Model and A 
Transactional Model s]xL df]8]nsf] ?kdf /x]sf 5g\ . h;dWo] Interactive Model nfO{ lgDgfg';f/ 
b]vfpg ;lsG5 .  

 

Interactive Model 

                                                                   

;+u7gfTds Jojxf/df ;+rf/sf] dxTj 
cfhsf] ;+u7gfTds Jojxf/n] kl/j]z / dfgjLo kIfnfO{ ljz]if hf]8 lbG5 . o;/L jftfj/0f / cj:yf 
adf]lhdsf] gLlt, /0fgLlt / sfo{qmdsf] lgdf{0fdf hf]8 lbb} cfPsf] jt{dfg ;+u7gfTds Aojxf/df oL 
sfo{ ;+rfngsf] nflu ;+rf/ ckl/xfo{ 5 . ;"rgf / ;+rf/sf gjLg cjwf/0ff / ;fwgsf] k|of]un] 
;+u7gfTds Jojxf/nfO{ ;/n agfPsf 5g\  . v'nf k|0ffnLsf] ?kdf ;+u7gsf] ljsf; x'b} uPsf] cj:yf 
Pj+ sd{rf/Lsf] ;zQmLs/0fdf ljz]if hf]8 lbO{g] cfhsf] ;+u7gfTds Jojxf/df ;+rf/ /Qm ;+rf/ 
k|0ffnLsf] ?kdf /x]sf] 5 . ;+u7gfTds Jojxf/n]  dfgj s]lGb|t cjwf/0ffdf hf]8 / lgb]{zgdf eGbf 
;xsfo{df hf]8 lbg'kg]{ lgisif{ xfd|f] ;fd' /x]sf] jt{dfg cj:yfdf ;+rf/ lgs} dxTjk"0f{ pkof]uL cf}hf/ 
l;4 ePsf] 5 .  

o;}u/L 5l/tf] Joj:yfkg / Flexi Time df hf]8, :jt lgoGq0f / :j cg'zf;gdf hf]8, sd{rf/LnfO{ 
pTk|]l/t ug{ gof+ cjwf/0ff, l;4fGt / ljlwsf] k|of]u, sd{rf/Lsf] nIo / ;+u7gsf nIodf tfnd]n 
ldnfpg hf]8, ;xeflutfd"ns Joj:yfkg, sfo{ jftfj/0fdf hf]8 lbO{g' kg]{ ;+u7gfTds Jojxf/sf] gjLg 
;f]rsf] sfof{Gjog ;+rf/sf] ;kmn Joj:yfkg ljgf c;+ej 5 .  

;+u7gfTds Aojxf/df ;+rf/sf] dxTjnfO{ If]qut ?kdf ;+If]kdf k|:t't ubf{ M 

 gLlt, /0fgLltsf] th'{df / sfof{Gjog Pj+ of]hgf, sfo{qmd ;+rfngsf nflu ;+u7gfTds Jojxf/df 
;+rf/sf]  dxTj . 

 4Gb, ;+s6 / lajfb Joj:yfkgsf nflu ;+u7gfTds Jojxf/df ;+rf/sf] dxTj . 
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 sd{rf/L k|zf;gsf ljljw kIf egf{b]lv cjsf; kZrftsf sfo{x¿  ;+rfngsf nflu ;+u7gfTds 
Jojxf/df ;+rf/sf] dxTj . 

 ;+u7gjf6 k|efjsf/L ?kdf ;]jf Pj+ ;'ljwf ljt/0fsf nflu ;+u7gfTds Jojxf/df ;+rf/sf] dxTj . 

 lg0f{o lgdf{0f / sfof{Gjog Pj+ cGo sfo{ ;+kfbgsf nflu ;+u7gfTds Jojxf/df ;+rf/sf] dxTj . 

 kl/jt{g Joj:yfkgsf nflu ;+u7gfTds Jojxf/df ;+rf/sf] dxTj . 

 sfo{ ;Dkfbgdf hg;xeflutf / :jfldTjsf] ljsf;sf nflu ;+u7gfTds Jojxf/df ;+rf/sf] dxTj . 

 ;'kl/j]If0f, cg'udg, d"Nof+sgsf nflu ;+u7gfTds Jojxf/df ;+rf/sf] dxTj . 

 sd{rf/Lsf] ;sf/fTds ;f]rsf] a[l4, pTk]|/0ff / dgf]jn pRr /fVgsf] nflu  ;+u7gfTds Jojxf/df 
;+rf/sf] dxTj . 

 

;+u7gfTds Aojxf/df ;+rf/nfO{ k|efjsf/L agfpg] s]xL pkfox¿ 

;+u7gsf] cfjlws / bL3{sflng p4]Zo k"lt{ug{sf] nflu ;+rf/ Joj:yfkgnfO{ lgs} k|efjsf/L agfpg'kg]{ 
x'G5 . ;"rgf Joj:yfkgsf] k|efjsf/Ltfdf sltko ;+u7gsf] k|efjsf/Ltf c8]sf] x'G5 . ;+rf/ 
Joj:yfkgnfO{ k|efjsf/L agfpgsf] nflu ;+u7gdf ;"rgf k|jfxsf] pko'Qm Joj:yf ldnfpg'kg]{ x'G5 . 
h;sf] nflu j]e;fO{6,  k|jQmf, a'n]l6g / lj1fkg h:tf pkfosf] k|of]uug{ ;lsG5 . o;} u/L ;''Gg] / 
a'em\g] Ifdtfsf] ljsf; csf]{ dxTjk"0f{ kIf xf] . ;+rf/ Joj:yfkgdf cj/f]wsf] ?kdf ef}lts cj/f]w, 
dgf]a}1flgs cj/f]w / ;+u7gfTds cj/f]w  d'Vo cj/f]wsf] ?kdf /x]sf x'G5g\ . oL cj/f]wsf] s'zn 
Joj:yfkg4f/f ;+rf/ Joj:yfkgnfO{ yk k|efjsf/L jgfpg ;lsG5 .  

u'gf;f], tgfj / 4G4 Joj:yfkgsf] nflu ;+u7gdf a}7s, 5nkmn / k|]; e]63f6nfO{ k|fyldstf lbg 
;lsG5 . o;}u/L ;+rf/ Joj:yfkgsf] nflu ;"rgf k|ljlwsf pko'Qm dfWodsf] k|of]u / ljsf; ug'{ h?/L 
x'G5 . ;+u7gfTds Jojxf/df k[i7kf]if0fnfO{ a9L k|fyldstf lbg], dfgj ljsf;df hf]8 lbg] ;fy} :t/Lo 
efiff, tYof+Í / ;"rgfsf] k|of]uaf6 ;+rf/ Joj:yfkgdf u'0ffTds ;'wf/ ug{ ;lsG5 . o;}u/L ;+u7g 
;+/rgf nlrnf] / glthfd"vL agfpg], a}1flgs clen]v Joj:yfkgsf] Joj:yf ug]{, ;xeflutfd"ns lg0f{o 
k|lqmof cjnDjg ug]{ ;fy} sd{rf/Lsf] ;zQmLs/0fdf hf]8 lbg]  h:tf pkfosf] dfWodaf6 ;+rf/ 
Joj:yfnfO{ yk k|efjsf/L agfpg ;lsG5 .  
 

lgisif{  
'I will pay more for the ability to deal with people than for any other ability under the sun.'         

--John Rockefeller 

;+u7gfTds Jojxf/ d"ne"t ?kdf dflg; / ;+u7g;+u ;DjlGwt 5, oL b'O{ aLrsf] lqmof / k|ltlqmofsf] 
nflu ;+rf/ cTofjZos 5 .  dflg;sf] k|s[lt jf :jefj tyf ;+u7gsf :jefjx¿sf] cfwf/df 
;+u7gfTds cfr/0fsf l;4fGtx¿ ljsl;t ePsf 5g\ eg] oL l;4fGtsf] ;kmn sfof{Gjog / ;f]sf] 
k|ltkmn k|flKtdf ;+rf/sf] dxTjk"0f{:yfg /x]sf] kfO{G5 . ;+u7gfTds Jojxf/sf l;4fGtx¿ ef}lts 
zf:qsf l;4fGt h:tf] ;j} 7fFpdf ;dfg?kdf  nfu" x'b}gg\ . xfd|f] hGd, ljsf; / of]ubfg ;a} 
;+u7gfTds ;]/f]km]/f]df s]lGb|t /x]sf] / x/]s kIfsf] ;+rfngdf ;+rf/sf] dxTjk"0f{ e"ldsf /x]sf] 5 .  
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k|zf;g, ;fj{hlgs k|zf;g ;DaGwL klqsf 

jif{ #*, c+s @, k"0ff{Í !)%, kmfNu'0f @)^# 
 

 

lghfdtL ;]jfdf ;dfj]zLs/0f 

 
– nIdLljnf; sf]O/fnf∗ 

!= ;dfj]zLs/0f /fhgLlts d'2fsf] ?kdf 
b]zn] x/]s If]qdf ;dfgtf vf]lh/x]sf] 5 . lxhf]sf zf;g ;~rfng ljlw / ljsf; k|lqmofdfly ulDe/ 
k|Zgx¿ v8f ePsf 5g\ . zf;g Joj:yfdf ;Lldt hfthflt / If]qsf JolQmx¿sf] dfq ;xeflutf /  
c;dfg ljsf; xfd|f] nflu r'gf}lt jg]sf] 5 . o; ;d:ofsf] lgbfgsf nflu ;dfj]zL nf]stGqsf] vf]hL 
ePsf] xf] . nf]stGq ;dfj]zL / ;xeflutfd"ns zf;g k4lt xf] . ;d'Ggt, ;dfj]zL / Gofok"0f{ g]kfnsf] 
lgdf{0f cfh zf;g ;~rfng / ljsf;sf] Ph]G8f jg]sf] 5 .  
 

@= k[i7e"ld 
k|s[ltn] xfd|f] b]znfO{ o;/L afF8]sf] 5 sL xfd|f k|To]s lxdr'r'/f, j+];L, kxf8, pkTosf / ;dy/df j]Un} 
v]ltkftL, /xg;xg, efiff, rFf8aFf8 / vfgkfg x'sf{Psf] 5 . o;/L xfdL;Fu ef}uf]lns ljljwtf dfq geP/ 
dfgjLo ljljwtf, ;fF:s[lts ljljwtf, kof{j/0fLo ljljwtf,  wfld{s ljljwtf  / sfo{hg (workforce) df 
ljljwtfo'Qm ;Dkbfx¿ 5g\ . xfdL xd|f] b]znfO{ lxdr'r'/f, j+];L, kxf8, pkTosf / ;dy/sf?kdf cWoog 
ug{ ;S5f} . Ps;o tLg lsl;dsf hfthfltsf] ljljwtf xfd|f] b]zdf /x]sf] 5  ljsf;sf] lgodcg';f/ 
b]ze/ ;j} hfthflt ;'Id?kdf 5l/P/ /x]sf / ldl>t ;dfh ljsf; x'b} uPsfn] s'g} klg lhNnf / If]qdf 
Pp6} hfthfltsf] jfx'Notf gePsf] sf/0f ;j} cNk;+Vos hfthfltsf ?kdf /x]sf5g\ . To:t}, k|To]s 
lxdr'r'/f, j+];L, kxf8, pkTosf / ;dy/df j]Un} v]ltkftL, /xg;xg, efiff, rf8af8 / vfgkfgn] ;fF:s[lts 
ljljwtf ljsf; ePsf] 5 . k/+k/fb]lv x'ls{Psf] hftLo Pj+ ;fF:s[lts ;befjnfO{ hf]ufO{ /fVg' cfd 
g]kfnLsf] st{Jo xf] . xfdLsxfF em08} Ps;o eGbf a9L lsl;dsf efiffefifL 5g\ . oL efiffefifL xfd|f cd'No 
lglw x'g\ / oL efiffefifLaLrsf] cGt/lqmofn] k|To]s efiffsf] ;'b[9Ls/0f ub{5 .  

;fy}, xfd|f] b]zdf wfld{s ljljwtf klg 5 / lxGb' j0f{ Joj:yfsf] jfx'Notf /x]sf] 5 . kl5Nnf] 
hgu0fgfcg';f/ g]kfndf b'O{ ltxfO{ lxGb" wdf{DjnL /x]sf 5g\ . P]ltxfl;ssfnb]lv /lxcfPsf] wfld{s 
;lxi0f'tf xfd|f] cg's/0fLo ;Dkbf xf] .  

lzIffdf ul/Psf] nufgL, ;fIf/tfdf ePsf] a[l4, r]tgfdf cfPsf] kl/j{tg, n}lus r]tgf / k/+k/fut 
k]zfk|ltsf] ljt[i0ffn] ubf{ zf;g ;~rfngsf If]qdf sfo{hg (workforce) df ;d]t ljljwtf a9b} uPsf] 5 . 
To;sf] pkof]u cfh r'gf}lt jg]/ cfPsf] 5 .  

ef}uf]lns ljljwtfn] xfd|f] b]zdf cg'kd kof{j/0fLo ljljwtf l;h{gf u/]sf] 5 . To:tf ljljwtfnfO{ /fli6«o 
ljsf;df pkof]u ub}{ efjL lk+l9nfO{ ;d]t ;f] k|fs[lts ;Dkbf hf]ufO{ /fVg] r'gf}]lt klg xfd|f] cufl8 

                             
∗ pk;lrj, k|wfgdGqL tyf dlGqkl/ifb\sf] sfof{no 
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68\sf/f]?kdf /x]sf] 5 . oL r'gf}tLx¿sf] lgbfgsf nflu zf;g ;~rfngdf ;dfj]zL / ;xeflutfsf] 
;'lglZrttf ug'{ cfjZos x'G5 . 
 

#= ;dfj]zLs/0f s] xf] < 
;/n lx;fjn] eGg] xf] eg] /fHo ;~rfngsf ;j} If]qdf ;dfhsf k|To]s hgtf ;xefuL x'g ;dfj]zLs/0f 
xf] . ;xeflutf ;fdfGo / ;dfg'kflts b'O{ vfnsf] x'G5 . ;dfj]zL /fHodf JolQmsf] PSnf] kl/ro k|d'v x'g 
k'Ub5 / c? ;j} k/+k/fut kl/rox¿ Uff}0f x'g k'Ub5g\ .  
 

$= lghfdtL ;]jfdf ;xeflutfsf] cj:yf 
lghfdtL ;]jfdf ;j} If]q, ju{, ln+Ë hfthfltsf] ;xeflutfsf] cj:yfsf] hfgsf/L lghfdtL ;]jfnfO{ 
;dfj]zL jgfpg k|d'v cfjZos kIf xf] . o;sf/0f n}+lus, hftLo, blnt, If]qLo b[li6sf]0fdf ;xeflutfsf] 
cj:yfsf] ljj]rgf ul/Psf] 5 .  

 

-s_ hftLo Pj+ bnLtsf] b[li6sf]0fdf 
;/sf/L ;]jfsf] hftLo ;+/rgf - sl/j Ü df _ hftLo hg;+Vof hg;+Vofsf] ;+/rgf 

-sl/j Ü df_  hDdf k|fljlws ck|fljlws 

afx'g, If]qL, 7s'/L / t/fO{sf 
a|fDx0f, If]qL ;d]t 

## *#=( 

cflbjf;L hghflt -%( hghflt_ #& -g]jf/ % Ü_ !%=$ -g]jf/ !#=!, 
cGo @=#_ 

blnt -@# hftL_ !# )=# 
cGo !& )=$ 
hDdf !)) !)) 

 
hftLut 
;"rgfsf] 
cefj 

 
hftLut 
;"rgfsf] 
cefj 

-lghfdtL lstfjvfgf / s]Gb«Lo tYofÍ ljefu_  

tflnsf -$s_ cg';f/ hftLo?kdf g]kfnsf] hg;ª+Vof / lghfdtL ;]jfdf /x]sf] ;xeflutfsf] cj:yf 
b]lvG5 . h;df lghfdtL ;]jfdf PsltxfO{ hg;ª+Vof /x]sf] jfx'g If]qLsf] jfx'Notf /]sf] kfO{G5 .  
 

-v_ n}+lus b[li6sf0fdf 
lnË @)$* ;fnsf] 

hg;+Vof -Üdf_ 
clws[t -Üdf_ ;xfos -Üdf_ hDdf -Üdf_ 

dlxnf %)=! #%* -)=$^_ ^%%$ -*=$_ ^(!@ -*=(_ 
k'?if $(=( ^^*@ -*=^_ ^$$^^ -*@=^_ &!!$* -(!=!_ 
hDdf !)) &)$) -(=)^_ &!)@) -(!=)_ &*)^) -!))_ 

    s"n sd{rf/L *$^)) dWo] >]0fL ljlxg sd{rf/L ;dfj]z gePsf]  

tflnsf -$v_ cg';f/ n}+lus b[li6sf]0fdf x]bf{ clws[t Pj+ ;xfos:t/sf b'j} txdf k'?ifsf] jfx'Notf 5 . 
oBkL ;xfos:t/df dlxnf sd{rf/Lsf] ;xeflutf clws[t txdf eGbf a9L 5 .  

 

%= ;dli6ut?kdf zf;g ;~rfng k|0ffnLdf ;xeflutf 
;dli6ut zf;g k|0ffnLdf ;j} If]qdf j;f]jf; ug]{ hgtfsf] ;dfg ;xeflutf  
-s_ s"n hg;+Vofsf] kxfl8of / dw]zLsf] ;dli6 zf;g k|0ffnLdf ;xeflutf 

If]q jf;L s"n hg;+Vof -Üdf_ zf;gdf ;xeflutf -Üdf_ 
dw]zL #! !& 
kxfl8of ^( *# 
hDdf !)) !)) 

Nff]stGqsf] kIfdf g]kfnL cy{ /fhgLltsf r/0f / r'gf}lt, @)^#, k]h @@@, 8f= /fdz/0f dxt -lzIff / ;'/Iff If]qsf] ;xeflutf 
pNn]v gePsf] _ 
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Tfflnsf -%s_ n] zf;g ;~rfngdf hg;+Vofsf] t'ngfdf dB]zL / kxfl8ofsf] ;xeflutf klg c;Gt'lnt 
/x]sf] k|i6 ub{5 .  
 

^= ;dfj]zLs/0fsf If]qx¿ 
;dfj]zLs/0fsf b'O{ kIfx¿ ;zlQms/0f / ;xeflutf x'G5g\ . z}lIfs If]qsf] ;dfj]zLs/0f, ;]jf k|jfxsf 
cGo If]qx¿sf] ;dfj]zLs/0f ;zlQms/0fsf nflu xf] eg] /fhgLlts, cfly{s, ;fdflhs / k|zf;lgs If]qdf 
ul/g] ;dfj]zLs/0f ;xeflutfsf] ;'lglZrtfsf nflu xf] . o;sf/0f /fhgLlts, cfly{s, ;fdflhs, z}lIfs / 
k|zf;lgs nufot ;fdflhs hLjgsf ;j} If]qx¿df ;dfj]zLs/0f ug'{kb{5 .  

lghfdtL ;]jf gLlt lgdf{0fdf ;xof]u k'¥ofpg], tyf ;/sf/sf gLlt sfo{qmd sfof{Gjog ug]{ / hgtfnfO{ 
;]jf k|jfx ug]{ Pp6f ;+oGq xf] . lghfdtL ;]jfnfO{ ;dfj]zL jgfpg' k5{ eGg] gjLg ;f]rfO{ sd{rf/L, 
/fhgLlt1, ;dfh;]jL tyf ;/f]sf/jfnfx¿jf6 pl7/x]sf] 5 . o;sf/0f, of] n]v lghfdtL ;]jfdf 
;dfj]zLs/0fsf ljljw kIfx¿df s]lGb|t /xg]5 .  

 

&= ;dfj]zLs/0fsf kIfx¿ 
lghfdtL ;]jfnfO{ k|fljlws / ck|fljlws ;]jfsf?kdf ljefhg ul/Psf] 5 . k|fljlws / ck|fljlws If]qdf 
;dfhdf /x]sf hfthflt / b]zsf ljleGg If]qdf j;f]jf; ug]{ jfl;Gbfx¿sf] cnu cnu lsl;dsf] 
;xeflutf /x]sf] 5 . h'g ;Gtf]ifhgs 5}g . lghfdtL ;]jfnfO{ ;dfj]zL jgfpg n}+lus, hftLo, blnt, 
If]qLo, Pj+ ul/j ;d"xsf] ;xeflutf x'g] jftfj/0f ;'lglZrt ug'{kb{5 .  

 

*= lghfdtL ;]jfdf hfthflt / If]qsf] ;xeflutfsf sd x'g'sf sf/0fx¿ 
lghfdtL ;]jfdf ;j} ju{, If]q, lnË, hfthfltsf] ;xeflutf sd x'g'sf k5fl8 xfd|f] hftLo ;+/rgf, 
P]ltxfl;ssfn bl]v hfltut?kdf afFl8Psf] k]zf, k'?ifk|wfg ;dfh tyf Go"g ljsf;, Go"g r]tgf, ef]}uf]lns 
b'?xtf / eflifs ljljwtf h:tf tTjx¿ /x]sf 5g\ .  

*=!= dfgj ljsf; l:ylt 

lghfdtL ;]jfnfO{ ;xeflutfd"ns, ;dfj]zLs/0f / k|ltlglwd"ns agfpg d'n'ssf] dfgj ljsf;sf] 
;"rsfÍn] dxTjk"0f{ e"ldsf v]Nb5 . ;dli6ut?kdf x]bf{ dfgj ljsf; ;Gtf]ifhgs eP klg JolQmut?kdf 
x]bf{ dfgj ljsf;sf ;"rsx¿ cToGt lg/fzfhgs 5g\ . tflnsf -*=!=s_ cg';f/ dfgj ljsf;sf] t'ngfdf 
g]jf/ hft ;j}eGbf cufl8 /x]sf] 5 eg] Tof] eGbf k5fl8 jfx'g,If]qL /x]sf 5g\ . csf]{tkm{ kxf8df a;f]jf; 
ug]{ hghfltsf] eGbf t/fO{df a;f]jf; ug]{ hghfltsf] cj:yf /fd|f] 5 . ;j}eGbf g/fd|f] cj:yf blnt 
ju{sf] /x]sf] k|i6 b]lvG5 .  

-s_ hfthfltsf b[li6n] dfgj ljsf; ;"rsfÍ -!((*_ 
 

;"rsfÍ g]kfnsf] 
cf}ift 

a|fDx0f÷ 
If]qL 

g]jf/ kxf8L 
hghflt

t/fO{ 
hghflt

blnt d'l:nd 

cf}ift cfo' -jif{_ %% ^! ^@ %# %* %) $( 
jflnu ;fIf/tf -Ü_ #& %* %% #% @* @# @@ 

k|ltJolQm GDPcfo -US$ !!*^ !%## !*$* !)@! !)^* &^$ (&( 
HDI =#%@ =$$! =$%& =@(( =#!# =@#( =@(# 

                      -g]kfn dfgj ljsf; k|ltj]bg, !((* af6 k]h @^^_ 

-v_ If]qLo b[li6n] dfgj ljsf; ;"rsfÍ, @))$ 
 

If]q cf}ift cfo' jflnu ;fIf/tf k|ltJolQm cfo 
GDP US$df_

HDI GEM 

u|fdL0f If]q ^) $% !!^@ =$%@ =#^% 
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zx/L If]q ^$ ^* @@@$ =%*! =$@% 
lxdfn %@ #^ !!!$ =#*^ =#%^ 
kxf8 ^% %@ !$@$ =%!@ =$)* 
t/fO{ ^$ $^ !@#% =$&* =#&@ 

k"jf{~rn ^% %) !@)@ =$(# =#*@ 
dWodf~rn ^@ $& !%(& =$() =$)& 
klZrdf~rn ^# %# !@%$ =$(! =#(% 

dWo klZrdf~rn %$ $@ (** =$)@ =#^# 
;'b'/ klZrdf~rn %$ $! !)&( =$)$ =#^* 

g]kfn ^! $( !#!) =$&! =#(! 
-g]kfn dfgj ljsf; k|ltj]bg, @))$_ 

(HDI- Human Develpoment Index), (Gender Empowerment Measure (GEM) covers parliamentary 
representation, economic participation and administrative and managerial representation) 
 

tflnsf -*=!=v_ cg';f/ If]qut?kdf dfgj ljsf; cToGt c;Gt'lnt /x]sf] 5 . dfgj ljsf; zx/sf] 
t'ngfdf u|fld0f If]qsf], lxdfn / t/fO{sf] t'ngfdf kxf8sf] tyf ljsf; If]qsf lx;fjdf k"jf{~rnsf] cj:yf 
/fd|f] 5 .  

 

*=@=  nf]s ;]jf cfof]ujf6 lnO{g] k/LIffdf ;xeflutfsf] cj:yf 
nf]]s ;]jf cfof]ujf6 lnO{g] k/LIffx¿df dlxnf, blnt,hghflt, ul/j / s]xL If]qsf JolQmx¿sf] ;Lldt 
kxF'r / c;kmntf b/ pRr /x]sf] :ki6 g]} b]lvG5 .  

 

-s_ cg';f/ n}+lus ?kdf /f=k=t[ >]0Lsf] v'nf k|fljlws / ck|fljlws kbdf b/vf:t lbg] / pQL0f{ x'g] 
JolQmx¿sf] ljj/0f 

                                                                        

nf]s ;]jf cfof]usf] jflif{s k|ltj]bg @)^# 
 

tflnsf -*=@=s_ cg';f/ k'?ifsf] t'ngfdf dlxnfx¿n] nf]s;]jf cfof]ujf6 lnO{g] ;j} k|fljlws ck|fljlws 
k/LIffx¿df b/vf:t g} sd k]z ug]{ u/]sf] tYo k|i6 ub{5 . h;sf] sf/0f k/LIffx¿df klg sd ;kmn x'g] 
u/]sf] cj:yf ;xh} b]Vg ;lsG5 .  

 

-v_ cg';f/ hftLo ?kdf /f=k=t[ >]0Lsf] v'nf k|fljlws / ck|fljlws kbdf b/vf:t lbg] / pQL0f{ x'g] 
JolQmx¿sf] ljj/0f 

 

zf=c= d]l8sn clws[t xfOj] OlGhlgo/ hfthflt 
b/vf:t pQL0f{ b/vf:t pQL0f{ b/vf:t pQL0f{ 

afx'g, If]qL 3367 67 224 12 505 11 
g]jf/ 98 3 79 4 195 1 

hghflt -%*_ 88 2 16 0 39 0 
bnLt 10 0 1 0 3 0 
cGo 49 1 38 1 134 7 
hDdf 3642 73 348 19 876 19 

                                                                        nf]s ;]jf cfof]usf] jflif{s k|ltj]bg @)^# 
 

zfvf clws[t xfOj] OlGhlgo/ d]l8sn clws[t lnË 
b/vf:t pQL0f{ b/vf:t pQL0f{ b/vf:t pQL0f{ 

dlxnf #^@ ( #^ ) *$ ! 
k'?if #@*) ^$ *$) !( @^$ !^ 
hDdf #^$@ &# *&^ !( #$* !& 
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tflnsf -*=@=v_ cg';f/ nf]s;]jf cfof]ujf6 lnO{g] ;j} k|fljlws ck|fljlws k/LIffx¿df jfx'g If]qLsf] 
t'ngfdf c? g]jf/, u'?Ë, z]kf{, tfdfª, ofbj, yf?, /fO{, lnDa, du/ h:tf hfthfltsf JolQmx¿n] 
b/vf:t g} sd k]z ug]{ u/]sf] tYo k|i6 ub{5 . h;sf] sf/0f k/LIffx¿df pgLx¿ sd pQL0f{ x'g] u/]sf] 
glthf ;xh} b]Vg ;lsG5 . nf]s;]jf cfof]ujf6 lnO{g] ;j} k|fljlws ck|fljlws k/LIffx¿df jfx'g If]qLsf 
;xeflutf pRr ePsf] sf/0f g} lghfdtL ;]jfdf klg jfx'g If]qLsf] ;xeflutf a9L x'g uPsf] xf] .  
 

-u_ dft[efiff cg';f/ /f=k=t[ >]0Lsf] v'nf k|fljlws / ck|fljlws kbdf b/vf:t lbg] / pQL0f{ x'g] 
JolQmx¿sf] ljj/0f 

 

zf=c= xfOj] OlGhlgo/ d]l8sn clws[t dft[efiff 
b/vf:t pQL0f{ b/vf:t pQL0f{ b/vf:t pQL0f{ 

g]kfnL 3471 68 50^ 13 275 12 
d}lynL ÷ef]hk'/L 46 2 171 6 26 3 

g]jf/L 42 1 150 ) 40 2 
u'?Ë 2 ) 8 ) ) ) 

ls/fFt÷/fO{ 11 ) 1 ) 1 ) 

lnDa' 9 1 2 ) ) ) 

yf? 6 ) 11 ) 4 ) 

tfdfª 10 1 2 ) @ ) 

pb'{ 0 0 0 0 1 ) 

du/ 5 2 7 0 ) ) 

cGo 36 ) ) ) ) ) 

hDdf 3642 73 *&^ !( #$* !& 

nf]s ;]jf cfof]usf] jflif{s k|ltj]bg @)^@ cg';f/ 
 

tflnsf -*=@=u_ cg';f/ nf]s;]jf cfof]ujf6 lnO{g] ;j} k|fljlws ck|fljlws k/LIffx¿df g]kfnL efiff 
dft[efiff x'g] JolQmx¿sf] ;xeflutf klxnf] :yfgdf 5 eg] bf];|f]df d}lynL / t];|f]df g]jf/L dft[efiff x'g] 
JolQmx¿sf] ;xeflutf /x]sf] 5 .  
 

-3_ ljsf;If]q cg';f/ /f=k=t[ >]0Lsf] v'nf k|fljlws / ck|fljlws kbdf b/vf:t lbg] / pQL0f{ x'g] 
JolQmx¿sf] ljj/0f 

 

zf=c= xfOj] OlGhlgo/ d]l8sn clws[t ljsf; If]q 
b/vf:t pQL0f{ b/vf:t pQL0f{ b/vf:t pQL0f{ 

k"jf{~rn 1081 13 154 3 43 2 
dWodf~rn 814 20 470 12 189 6 
klZrdf~rn 1228 31 187 4 83 8 

dWoklZrdf~rn 360 9 22 0 20 1 
;"b"/ klZrdf~rn 159 ) 43 0 13 0 

nf]s ;]jf cfof]usf] jflif{s k|ltj]bg @)^@ cg';f/ 
 

tflnsf -*=@=3_ cg';f/ nf]s;]jf cfof]ujf6 lnO{g] ;j} k|fljlws ck|fljlws k/LIffx¿df kfFr ljsf; 
If]qx¿ dWo] klZrdf~rn ljsf; If]qsf JolQmx¿sf] ;xeflutf klxnf] :yfgdf /x]sf] 5 eg] dWo / 
;'b"/klZrdf~rn ljsf; If]qsf JolQmx¿sf] ;xeflutf k5fl8 /x]sf] 5 .  
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*=#=  lzIffdf kx'Frsf] sdL / r]tgfsf] cefj  
 

blnt Pj+ lk5l8Psf] hfthflt, ju{ tyf ul/j ;d'bfosfsf hgtfsf] z}lIfs cj:yf g} sdhf]/   5 . 
ul/j ;d'bfodf ;j]} hfthflt / blnt kb{5g\ .  lzIffk|fKt JolQmx¿df klg ;/sf/L ;]jfdf k|j]z ug]{ 
k|lqmof / To;jf6 k|fKt x'g] nfesf ljifox¿df sd hfgsf/L 5 . 

 

*=$= k/+k/fut sfd / k]zf tyf  lghfdtL ;]jfk|lt ;a}sf] ;dfg cfsif{0f gx'g'  
 

hj g]kfnL ;dfh rf/ hft / 5lQ; j0f{df ljeflht eof] To;j]nfb]lv ul/cfPsf k]zfx¿df g} ;+nUg 
x'b} cfPsf sf/0f h:n] k|f/Dedf h] sfd u/]sf lyP Tof] k]zfjf6 cnlUuP/ gofF k]zf ckgfpg] xf};nfsf] 
sdL kfO{G5 . k/+k/fut?kdf g]jf/sf] Jofkf/, u'?Ë, du/, /fO{, lnDj'sf] kN6g elt{, z]kf{sf] lxdfn 
cf/f]x0f, jfx'g] kl08TofO{ / If]qLsf] ;/sf/L ;]jf, blntx¿sf] cf–cfkm\g} k]zf tyf dlxnfsf] 3/wGbf 
/x]sf lyP . o;sf/0fn] ljutdf lghfdtL ;]jfk|lt ;a}sf] ;dfg cfsif{0f /x]sf] lyPg .  

 

*=%= lghfdtL ;]jfsf] dxTjsf ljifodf 1fgsf] sdL  
 

;j} hfthflt, dlxnf, blnt / cgk9 JolQmx¿nfO{ w]/} k5fl8;Dd klg lghfdtL ;]jfdf k|j]z u/]/ s] 
k|fKt x'G5 To;sf] dxTj jf/]df sd hfgsf/L ePsfn] klg ;]jfk|lt ;Lldt JolQmx¿sf] dfq ;xeflutf 
x'g k'u]sf] xf] .  
 

*=^= lghfdtL ;]jf k|j]zsf nflu ;"rgf / cj;/sf] ljifodf 1fgsf] sdL  
 

lghfdtL ;]jfnfO{ ;dfj]zL jgfpg' kb{5 eGg] ;f]+r cfPsf] w]/} ePsf] 5}g . ;f]+r cfO{;s]kl5 klg 
;]jfnfO{ ;dfj]zL jgfpg lghfdtL ;]jfdf k|j]zsf nflu cj;/ / k|lqmofsf ljifodf hfgsf/L lbg] vf;} 
sfo{qmdx¿ cfPsf 5}gg\ .  

 

*=&= ;]jf k|j]zk|lt ;a} hghflt, blnt / lnËsf JolQm, ;d'bfonfO{ ljz]if kxn gul/g'  
 

;dfhdf /x]sf sdhf]/ ju{nfO{ s;/L zf;gdf ;xefuL u/fpg] eGg] lrGtg gofF xf] . To;eGbf cufl8 
g;Sg], ga'em\g] / ghfGg]nfO{ hfGg] a'emg]n] zf]if0f ug'{ kb5{ eGg] tfgfzfxL ;f]+r ;dfhsf 7"nfa8fdf 
/x]sf] lyof] . h:n]ubf{ dlxnf, blnt, ul/j / hghfltsf nflu cnUu]} s'g} sfo{qmdx¿ rnfO{Psf  
lyPgg\ .  

 

*=*= nf]s ;]jf cfof]uaf6 lnOg] k/LIffdf rsf]{ k|lt:kwf{  
 

;/sf/ dfq /f]huf/ lbg] If]q e}/x]sf] cj:yfdf ;/sf/L gf]s/Ldf k|j]z ug{ lzlIft JolQmx¿aLr xf]8 
/xg' :jfefljs xf] . o;sf/0f nf]s ;]jfjf6 lnO{g] k/LIffdf rsf]{ k|lt:kwf{ 5 / ;fdfGo k9]/ k/LIffx¿ 
ptL{0f gx'g] x'gfn] ;fdfGo JolQmx¿n] k|lt:kwf{ ug{ g} rfb}gg\ . ;fy}  nf]s ;]jfjf6 lnO{g] k/LIffdf 
eg;'g grNg] / k/LIff kf; e} xfn] klg sd tnjdf sfd ug'{ kg]{ sf/0f klg ;fdfGo JolQmx¿ 
k/LIffk|lt cfs{lift gePsf] kfO{G5 .   
 

*=(= eflifs ljljwtf  
 

xfd|f] b]zdf em08} Ps;o eGbf a9L lsl;dsf efiffefifL 5g\ . t/ w]/} h;f] efiffsf lnkL 5}gg\ . lnkL 
ePsf efiffx¿sf] lnkL k|rngdf g} 5}gg\ . lnkL k|rngdf ePsf efiff hfGg] JolQmx¿ cToGt ;Lldt 
5g\ . lnkL hfGg] JolQmx¿n] klg k|lt:kwf{ ug{ ;Sg] u/L cfkm\gf] dft[efiffdf n]Vg ;Sb}gg\ . ;fy} 
nf]s;]jf cfof]usf k/LIffx¿df g]kfnL efiffdf jfx]s c? efiffdf k/LIff lbg kfO{g] Joj:yf klg 5}g\ .  
 

*=!)= ef}uf]lns b"?xtf, s]lGb|s/0f / c;dfg ljsf;   
 

ef}uf]lns b'?xtfsf] sf/0f nf]s;]jf cfof]usf] k/LIffdf ;fd]n x'g ;s]sf 5}gg eg] kf; e}xfn] b'u{d a;L 
sfd ug'{ kg]{ eon] klg ;/sf/L ;]jfk|lt cfsif{0f sd ePsf pbfx/0fx¿ klg e]l6G5g\ .  To:t}, c;dfg 
ljsf; ePsf]n] ;j} If]qsf hgtfn] ;dfg?kdf lzIff k|fKt gu/]sfn] pgLx¿ ;/sf/L ;]jfdf k|j]z ug{ 
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kfPsf 5}gg\ . ;fy}, nf]s;]jf cfof]usf] k/LIff k4tL s]Gb«Ls[t ePsf] sf/0f klg lghfdtL ;]jf ;dfj]zL 
x'g g;s]sf] xf] eGg ;lsG5 .   
 

(= lghfdtL ;]jfdf ;dfj]zLs/0f lsg <  
 

cfhef]nL c? sfdsf] t'ngfdf zf;gdf ;j} tx, ju{, lnËsf JolQmx¿ ;xefuL x'g / u/fpg' kb{5 eGg] 
dfGotfn] ubf{ lghfdtL ;]jfdf klg ;dfj]zLs/0fsf] vf]hL e} /x]sf] 5 . ;dfhdf s;}sf] x]kfO{, s;}sf] 
k|e'Tj / s;}sf] zf]if0f lzlIft ;dfhn] ;xg ;Sb}g / ;dfh ;dfg ;xeflutf, ;dfg ljsf; / ;dfg 
;Ddfg vf]Hb5 . o;sf/0f ca lghfdtL ;]jfdf /x]sf] ;Lldt JolQm, If]q, hfthflt, tyf lnËsf] 
;xeflutfsf] cj:yfnfO{ kl/j{tg u/L ;dfj]z ug'{ k/]sf] 5 . ;dfj]zLs/0f ug'{ kg]{ s]xL sf/0fx¿ M— 

 cflbjf;L, hghflt / blntnfO{ rf}yf] ;+;f/sf] ?kdf ljsf; ug]{ / zff;g ;~rfngdf ;xefuL 
jgfpg' kb{5 .  

 s'n hg;+ªVofdf dlxnfsf] hg;+ªVof cfwf 5 . cfwf ljZjnfO{ ljsf;, lg0f{o k|lqmof / zff;g 
;~rfngdf ;xefuL gjgfO{ b]zn] pGgltsf] km8\sf] dfg{ ;Sb}g .    

 lghfdtL ;]jf ;Lldt hfthflt / If]qdf a:g] JolQmx¿sf] ;xeflutf . 
 dlxnf, hghflt / blntsf] zf;g ;~rfng Go"g e"ldsf . 
 gLlt sfo{qmd sfof{Gjogdf l;lyntf / zf;g k|0ffnLk|lt hgljZjf;df sdL . 
 ;+/If0fsf] cefj cflbjf;L hghflt / blntsf] k]zf, ;+:s[lt / hg;+Vofdf x|f; . 
 dlxnf, hghflt, blnt / dw]zLdf c;Gtf]if / hgljb|f]xsf] ;Defjgf . 
 zf;g ;~rfngdf ;xeflutfsf] cfjZostf -ckgTj, :yfoLTjsf nflu_ 
 k|hftflGqs cEof;, ;fIf/tf j[l4 / ;"rgfdflysf] kx'Frn] hftLo, n}+lus / cfly{s ljifdtfk|lt 

rf;f] a9\g' 
 ;|f]tdfly kx'Frsf] vf]hL 
 lghfdtL ;]jf /f]huf/Lsf] 7"nf] If]q geP klg lg0ff{os / dof{lbt If]q ePsf]n] 
 of]Uotf k|0ffnLjf6 ;Lldt of]Uotf k|0ffnLsf] cjwf/0ffsf] ljsf; 
 jx'njfbL k|hftGqjf6 ;dfj]zL k|hftGqdf ?kfGt/0f 
 zf;gdf ;xeflutf  j]jf:tfjf6 dfgj clwsf/sf] ?kdf 
 dfgj ;+zfwg ljsf; ug{ . 

 

!)= ;dfj]zLs/0fsf l;4fGtx¿ 
 

;dfj]zLs/0f ug{sf] nflu ljleGg b[li6sf]0fjf6 l;4fGtx¿ ljsf; ul/Psf 5g\ . klxnf], Ifltk"lt{sf] 
l;4fGt h;cg';f/ ljutsf] c;dfg Jojxf/sf] sf/0f lk5l8g' k/]sf]n] yk ;'ljwfsf] Joj:yfaf6 ;dfg 
agfpg], bf];|f], ;+/If0fsf] l;4fGt h;cg';f/ sdhf]/ ju{ jf ;d'bfosf] ;+/If0f ug]{, t];|f], ;dfg'kflts 
;dfgtfsf] l;4fGt h;cg';f/ hlt hg;+Vof Tolt g} ;'ljwf / clwsf/ kfpg] Joj:yf ug]{, rf}yf], 
;fdflhs Gofosf] l;4fGt h;cg';f/  /fHosf] ;|f]t ;fwgdf kx'Fr, k|flKt / pkef]udf ;fdflhs Gofo 
k|bfg ug]{ Joj:yf / kfrf}+, dfgj ;+zfwg ljsf;sf] l;4fGt h;cg';f/ sdhf]/ ju{sf] ljsf;sf nflu 
lzIff, :jf:Yo / tflnddf ljz]if nufgLsf] Joj:yf ug]{ l;4fGtx¿ /x]sf  5g\ .  
 

!!= ;dfj]zLs/0fsf nflu xfnsf] Joj:yf 
 

-s_  dlxnfd"vL ;sf/fTds lje]b 
;]jf k|j]z / kbf]Ggltdf dlxnfsf] pd]/df lje]b_ t/ hghflt / blntnfO{ gePsf] tof/L sIff -
dlxnfsf nflu sf7df8f}+ / s]xL ;Lldt If]qdf tof/L sIffx¿ ;~rfng_ 

-v_  lghfdtL ;]jf ;'wf/sf] l;nl;nfdf agfOPsf] dfu{lrq (Road Map) df lghfdtL ;]jfsf l/Qm kbsf] 
#) Ü dlxnf, hghflt, blnt / ckfËnfO{ cf/If0f ug]{ gLlt ;fj{hlgs 
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-u_  k|ltlglw ;efsf] ## Ü cf/If0f ug]{ ;+sNk . 
-3_  ;+:yfut Joj:yf 
 dlxnf, hghflt tyf blntcfof]ux¿sf] :yfkgf . 
-ª_  bzf}+ of]hgfn] ul/jL Go"gLs/0f ug{ ;fdflhs ;dfj]zLs/0fnfO{ ljsf;sf] nIosf] ?kdf lnPsf] 5 . 

h;sfnflu M— 
 lghfdtL ;]jfdf dlxnfsf] ;xeflutf a9fpg] . 
 cflbjf;L, hghfltsf] Ifdtf clej[l4 u/L lg0f{o k|lqmofdf ;xefuL agfpg] .  
 ljs]Gb|Ls/0f 
 n}+lus ;dfgtfdf hf]8 
 blntsf] ;fdflhs k|lti7f a9fpg] / pgLx¿sf] cGt/lglxt ;Lk / ljlzi6tfsf] /fli6«o ;Dkbfsf] 

?kdf ljsf; ug]{ .  
 

!@= ;dfj]zLs/0fsf sfo{qmdM— 
 

;dfj]zLs/0fsf xfn;Ddsf Joj:yfx¿ ;f+s]lts dfq 5g\ . d"ntM ;dfj]zLs/0fsf r/0fx¿ klxnf], ;Lldt 
;xeflutf, bf];|f], ;dfj]zLs/0f / t];|f], k|ltlglwd"ns /x]sf] dflgG5 . lghfdtL ;]jfnfO{ ;dfj]zLs/0f 
jgfpg] ljifo cToGt ljjfbf:kb 5 . o;leq /x]sf ;Ifd sd{rf/LtGq ls ;dfj]zL sd{rf/LtGq jf v'nf / 
j[xt k|lt:kwf{sf] of]Uotf k|0ffnL ls ;Lldt k|ltof]uLtfsf] cf/If0f k|0ffnL eGg] h:tf åGåfTds kIfx¿ 
ljrf/0fLo /x]sf 5g\ . oBkL ;dfj]zLs/0f cfhsf] dfu xf] .  ;dfj]zLs/0fsf nflu lzIff / tflnd eGbf 
dxTjk"0f{ ljifox¿ x'g g} ;Sb}gg\ . o;sf/0f lzIffdf ;/sf/n] 7'nf] wg/fzL nufgL ug'{ kb{5 . 
;dfj]zLs/0f ug]{ s]xL cGo k4ltx¿ klg /x]sf 5g\ . tL x'g\ M— 

• gLltut  :ki6tf –-;dfj]zLs/0f ug]{ ljifo /fhgLlts d'2f ePsfn] ;j{k|yd gLltut  :ki6tf 
x'g'kb{5_ 

• k|lt:kwf{Tds Ifdtfsf] ljsf;M  
o ;dfg cj;/, ;dfg Jojxf/ / ;dfg ;'ljwf 
o ;zlQms/0f –-lzIff ÷:jf:Yo ÷tflnd, ;"rgfdf kx'Fr, sfg"g / ;F:s[ltdf ;'wf/, dfgj 

clwsf/, / ;fdflhs cGt/lqmof_ 
o lzIff / :jf:Yodf nufgL 
o cj;/x¿sf] lj:tf/ –-;fj{hlgs / lghL nufgL, :j/f]huf/, pTkfbgsf ;fwgdf kx'Fr_  

• k|j4{gfTds sfo{qmd  
o l:yltsf] klxrfg 
o lghfdtL ;]jfsf] dxTjsf] k|rf/ k|;f/, ;+emfO{ a'emfO{, tof/L sIff ;~rfng 
o kf7oqmddf ;'wf/ / of]Uotfsf] lj:tf/ 
o ;"rgfsf] Jofkstf 
o c+u|]hL / g]kfnL b'j} efiffdf k/LIff lbg] Joj:yf 

• ;+/If0ffTds gLlt 
o ;sf/fTds lje]b -s]xL ;dosf nflu sf]6f k4lt, pd]/df lje]b, ;Lldt If]qsf hgtfsf 

nflu ;Lldt k|ltof]uLtf_  
o sdhf]/ ju{sf] jlu{s/0f / sf]6fd"ns cj;/ k|bfg  
o ;'/Iff / ;+/If0f –-;'/Iff hfnf], sf]6f / cf/If0f_ 

• ljs]Gb«Ls/0f – -:yfgLo ;/sf/ ;]jf k|jfx / hg cfjfhsf nflu_ 
• ;fem]bf/L– -lg0f{odf, ;]jf k|jfxdf ;xeflutf_ 
• d'nk|jfxLs/0f – -lg0f{odf ;xeflutf_ 
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!#= ;f/f+z 

 

lghfdtL ;]jf hgtf / /fhgLlt aLrsf] ;]t" xf] . /fli6«o Pj+ cGt/f{li6«o ;+aGw :yfkgf ug]{ ;"q  xf] . 
lghfdtL ;]jf ;dfj]zL gePsf] sf/0f pQ/bfoL gePsf], gLlt / of]hgf sfof{Gjogdf lkmtnf]kgf /x]sf] / 
;]jf k|jfx ck|efjsf/L ePsf] eGg] cfnf]rgf jf:tjdf ;xL x'g\ . zf;g ;~rfngdf dlxnf, hghflt, 
blnt, dw]zL, s0ff{nL / ul/j ;d"xsf hgtfsf] ;xeflutf /fhgLlts If]qsf ;fy;fy} cfly{s, ;fdflhs 
z}lIfs Pj+ k|zf;lgs If]qdf gePsf] kl/0ffd xf] elgG5 . oltv]/ /fHon] k5fl8 k/]sfnfO{ cufl8 n}hfg' 
kb{5 eGg] ;f]+r b]lvPsf] 5 . k5fl8 k/]sfnfO{ cufl8 n}hfbf cufl8 k'u]sfx¿sf] cj:yfdf s'g} c;/ gkg]{ 
u/L k5fl8 k/]sfnfO{ cufl8 n}hfg] gLlt canDjg ug'{kb{5 . ;fy ;fy}, lghfdtL ;]jfnfO{ ;dfj]zL 
jgfpFbf lghfdtL ;]jfsf] u'0f:t/df s'g} ;Demf}tf gu/L of]Uotf k|0ffnL / c? k4ltaLr kof{Kt ;Gt'ng 
sfod ;d]t ug'{kb{5 .  
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k|zf;g, ;fj{hlgs k|zf;g ;DaGwL klqsf 

jif{ #*, c+s @, k"0ff{Í !)%, kmfNu'0f @)^# 
 

 

Joj:yfkg k/LIf0f / o;sf] pkof]lutf 
– lzj/fd Gof}kfg]  

k[i7e"ld 
Joj:yfkgÚ eGgfn] Joj:yfksn] ug]{ sfo{x¿ h:t} of]hgf, ;+u7g, sd{rf/L, lgb]{zg, lgoGq0f cflbnfO{ 
a'emfpF5 . cyf{t lglZrt p2]Zo xfl;n ug{sf nflu ;+u7g ;~rfngsf dfWodx¿ of]hgf, ;+u7g, 
sd{rf/L, g]t[Tj, lgoGq0f cflbsf] k|of]u4f/f dflg;;Fu sfo{ ug]{ u/fpg] sf}zn Joj:yfkg xf] . 
æJoj:yfkg k/LIf0fÆ eGgfn] ;+u7gsf] p2]Zo xfl;nsf nflu Joj:yfksn] u/]sf] sfo{ l7s 5 jf 5}g 
eg]/ hfFr ug'{ eGg] a'lemG5 . cyf{t ;/sf/L ;+oGq dfkm{t  ;Dkfbg ePsf sfd sf/jfxLx¿ tf]lsPsf]  
9fFrf, k|0ffnL, ;+ljwfg / k|rlnt sfg"g adf]lhd ePsf] 5 jf 5}g  egL hfFra'em ul/g] sfo{  Joj:yfkg 
k/LIf0f xf] .  ;+u7gsf] p2]Zo lgwf{l/t ;do / nIo cg'?k xfl;n ug{sfnflu ;u+7gsf]  >f]t ;fwg, 
g]t[Tj , ;dGjo, of]hgf , sfg"g cflb tTjx¿sf] ;+o'Qm pkof]u h?/L ePsf] x'G5 . o:tf cfwf/ 
tTjx¿sf] p2]Zo xfl;ndf s:tf] e"ldsf /x]sf] 5 h'g tf]lsPsf] 9fFrf / ;+/rgf cg'?k 5 5}g elg 
lgoldt hfFr ug'{ ;+u7g ljsf;sfnflu h?/L ePs]f x'G5 . To;}n] ;+u7gsf] Joj:yfkg k/LIf0f jt{dfg 
zf;g jf k|zf;gsf] cleGg sfo{sf  ?kdf /xg] u/]sf] 5 . 

Joj:yfkg k/LIf0fsf] Oltxf; vf;} k'/fg]f kfOb}g . cd]l/sfdf ;g\ !(^) df /Iff dGqfnodf Joj:yfkg 
k/LIf0f ug]{ cEof; ;'? ul/Psf] lyof] . hfkfgL lghfdtL k|zf;gdf rf/ bzs eGbf cl3 b]lv Joj:yfkg 
k/LIf0f ug{ yflnPsf] lyof] . ef/tdf l/h{e a}s ckm O{lG8ofdf Joj:yfkg k/LIf0f yflnPsf] xf] . g]kfndf 
Joj:yfkg k/LIf0fsf] sfo{ lj=;= @)%# ;fn b]lv yfngL ul/Psf] xf] . o; sfo{nfO{ @)$( ;fn b]lv 
lghfdtL ;]jf P]g sfof{Gjogdf cfPkl5 a}wflgstf k|bfg ul/Psf] xf] . o;} Joj:yf cg'?k ;fdfGo 
k|zf;g dGqfnon] cf=j= @)%%.%^ b]lv g} ljleGg  ;/sf/L  lgsfox¿df kfn}kfnf] Joj:yfkg k/LIf0f 
ug]{ u/]sf] 5 . o;af6 ;+u7gdf ;Dkfbg ePsf] sfo{sf] lgoldttf, ldtJolotf, cf}lrTotf, pko'Qmtf 
k|efjsfl/tf ;DjGwL hfFr eO{ eljiodf ul/g] sfo{nfO{ dfu{ k|z:t x'g] u/]sf] cfef; ePsf] 5 . ;fy} 
jt{dfg zf;g k|0ffnLdf ;'zf;g sfod ug{sf nflu  Joj:yfkg k/LIf0f nfO{ d'Vo hfFrsf ?kdf lng] 
ul/Psf] 5 . 
 

Joj:yfkg k/LIf0fsf p2]Zox¿  

• ;u+7gaf6 ePsf sfdsf/jfxLx¿ k|rlnt sfg"g adf]lhd eP gePsf] k/LIf0f ug]{. 

• ;u+7gaf6 k|bfg ul/Psf] ;]jfaf6 ;]jf u|fxLx¿ ;Gt'i6 5g\ 5}gg\ hfFr ug]{ . 

• nIo / p2]Zo aLrsf] ;dGjo sfod ePsf] 5 5}g x]g]{ . 

• >f]t ;fwgsf] kl/rfngsf] cj:yf hfFr ug]{ . 

• sfo{ k|lqmof, sfo{ ;Dkfbg , sfo{ ljZn]if0f / u'0f:t/ k/LIf0f ug]{ . 

• sfo{qmd t'h{df / /0fgLltx¿sf] Joj:yf l7s 5 5}g x]g]{ . 

• ;+u7gsf ;jn / b'j{n kIfx¿sf] klxrfg ug]{ Pj+ b'j{n kIfx¿ x6fpg cfjZos pkfox¿ l;kmfl/z 
ug]{ . 
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• pknAw ;fwg >f]tsf] pRrtd k|of]u u/L ;+u7gdf ultlzntf / k|efjsfl/tf a[l4 ug]{ . 

• Joj:yfkgdf x'g;Sg] cJoj:yf, bf]if, q'6Lx¿s]f /f]syfd u/L Joj:yfkgdf hjfkmb]xLtf lgdf{0f ug]{ . 

• ;+u7gsf] Joj:yfkgsf] ;Dk"0f{ txsf] sfo{ Ifdtfsf] hfFr ug]{ . 

• ljlwsf] zf;g ;~rfngdf ;xof]u u/L ;'zf;gsf] clea[l4 u/fpg] . 
 

Joj:yfkg k/LIf0fsf] If]q   
• ldtJolotf, lgoldttf, cf}lrTotf, sfo{ bIftf / k|efjsf/Ltfsf] hfFr ug]{ . 

• sfo{ k|lqmof, sfo{ ;Dkfbg, sfo{ ljZn]if0f / u'0f:t/ k/LIf0f ug]{ . 

• ;fwg >f]tsf] ;'/Iff, pkof]u tyf hjfkmb]lxtf sfod eP gePsf] k/LIf0f ug]{. 

• lgikIftfk"j{s hgzlQm kl/rfng ul/of] ul/Pg k/LIf0f ug]{ . 

• vr{sf dfkb08x¿ cg';/0f eof] ePg k/LIf0f ug]{ . 

• ;dGjofTds ?kdf sfo{ ;+rfng eof] ePg k/LIf0f ug]{ . 

• >f]tsf] pknAwtf / To;sf] pknlAwsf] n]vfhf]vf ug]{ . 

• cg'udg tyf d"Nof+sgsf] k/LIf0f ug]{ . 

• clen]vnfO{ Jojl:yt ul/Psf] 5 5}g k/LIf0f ug]{ . 
 

;dli6ut ?kdf x]bf{ Joj:yfkg k/LIf0fsf] If]q ;+u7gsf] ljQLo, k|zf;lgs , k|lqmofTds cj:yf, 
;+u7gfTds Joj:yf, ;~rf/, ;dGjo, ef}lts Joj:yfkg, u'0f:t/, clen]v, k|fljlws, ;fdflhs 
k|ltlqmof, ;]jfu|fxLsf] :jLs[lt c:jLs[lt cflb laifox¿df l;ldt ePsf] x'G5 . 
 

Joj:yfkg k/LIf0f ubf{ Wofg lbg'kg]{ s'/fx¿  
Joj:yfkg k/LIf0fn] Joj:yfsf] cfly{s, ;fdflhs, k|zf;lgs cflb ;a} If]qsf] hfFr ug]{ ePsf]n]  o;sf] 
k/LIf0f ubf{ ljBdfg cj:yfsf] ljZn]if0f u/L eflj lbzf k|bfg ug]{ sfo{nfO{ ;d]t Wofg lbg'kg]{ x'G5 . 
lgwf{l/t p2]Zo b]lv kl/rflnt >f]t ;fwgsf] cj:yfdf tyf p2]Zo xfl;nsf nflu to ePsf gLlt, 
sfo{qmdsf] tfbfDotf ;d]tsf] hfFr xf]l;of/L / cg'zf;Lt 9+un] ug'{kg]{  x'G5 . Joj:yfkg k/LIf0f ubf{ 
d'Vo ?kdf lgDg kIfx¿df Wofg k'¥ofpg' kg]{ x'G5 . 

• Joj:yfksn] u/]sf of]hgf, ;+u7g, sd{rf/L kl/rfng, g]t[Tj, lgoGq0f p2]Zo tyf nIo d'tfljs 
eP gePsf] , 

• ;+u7gsf] p2]Zo, gLlt, /0fgLlt, k|rlnt P]g lgod / sfg"gsf] kof{Kttf / kl/rfng eP gePsf] . 

• ef}lts / k|fljlws ;fwg -hdLg, ejg / d]zLg cf}hf/_ sf] pkof]usf] cj:yf 

• ljQLo ;fwgsf] cj:yf 

• sfo{ ;Dkfbgsf] l:ylt -nfut / ;dosf] cfwf/df_ 

• hgzlQmsf] cj:yf  
o ljz]if bIftf tyf k|of]usf] l:ylt 
o egf{, sfh, sfodd'sfod, ;?jf / a9'jf 

• ;]jf k|bfg , ljt/0f / pkof]lutfsf] l:ylt 

• vl/b k|lqmof tyf pkof]lutf tyf u'0ffTds l:ylt  
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• kl/df0ffTds k|ult l:ylt 

• cfGtl/s tyf jfx\o jftfj/0fsf] l:ylt 

• ;+u7gsf] ;jn kIf, sdhf]/ kIf , cj;/x¿ / r"gf}lt 
 

Joj:yfkg k/LIf0fsf ljlwx¿  
Joj:yfkg k/LIf0faf6 ;u+7gsf] nIo tyf p2]Zo cg'?k ;u+7gsf] sfo{  ;~rfngsf] cj:yf cfs+ng 
x'g] ePsf]n] o;nfO{ ljleGg ljlw ckgfO{ cj:yf ljZn]if0f ug{ ;lsg] x'G5 . of] ;+u7gsf] p2]Zo sfo{ 
k|lqmof tyf ljBdfg sfg"gL jf zf;g ;+/rgfsf cfwf/df klg to ePsf] x'g ;S5 . Joj:yfkg 
k/LIf0fsf] cflwsfl/s ;+:yfn] cfkm\gf] tj/n] klg 9fFrf jf ljlw lgwf{/0f u/]sf] x'g ;S5 . ;fdfGotof 
lgDg ljlwx¿ ckgfO{ Joj:yfkg k/LIf0f ug]{ ul/Psf] x'G5 . 

• cGt{jftf{ ljlw M 
o cGtjftf{ lnO{ ePsf] cj:yf ljZn]if0f ug]{ . 
o ;Da4 JolQmx¿;+u cGt{jftf{ lng] . 
o cGtjftf{ lng] JolQmx¿sf] ;"rL klxn] tof/ ug]{ , 
o cGtjftf{df ;f]lwg] k|Zgx¿sf] tof/L ug]{  

• cjnf]sg ljlw M 
 cjnf]sg ljlw @ lsl;dsf] x'g ;S5 M 
o k|ToIf cjnf]sg M cjnf]sgstf{n] sfof{no ;dodf sfof{nosf ultljlwx¿sf] cjnf]sg ug]{ 

ub{5 . 
o ;xeflutf cjnf]sg M cfjZostf cg';f/ ;DjlGwt JolQmx¿ / ;]jfu|fxLx¿;+u ;d]t 5nkmn 

ub}{ cfjZos ;"rgf ;+sng ug]{ul/G5 . 
o sfo{ ;Dkfbgsf] tf}/, tl/sf, sfo{ ;Dkfbgsf] cj:yf kl/Ifs :jo+ pkl:ylt eO{ cjnf]sg 

ub{5 . 
o sfof{nosf] jftfj/0f Pj+ sfd ug]{ JolQmx¿sf] cjnf]sg ul/G5 . 

• 5nkmn ljlw M cfjZostf cg';f/ ;DalGwt sd{rf/Lx¿ / ;]jfu|fxL;+u 5nkmn x'G5 . 5nkmn Ps 
cfk;df jf ;d"xdf x'g ;Sb5 . 

• sfuhft jf k|df0fx¿ cWoog ljlw M ;DjlGwt / lgwf{l/t ;dofjlwsf sfuhftx¿ cWoog u/L 
cj:yf cfs+ng ug]{ ul/G5 . 

• k|ZgfjnL ljlw M lglZrt ljifo a:t';Fu ;DjlGwt k|ZgfjnLx¿ tof/ u/L ;f]sf] dfWodaf6 cfjZos 
;"rgf / tYofs+ ;s+ng u/L cj:yf ljZn]if0f ug]{ ul/G5. 

 

Joj:yfkg k/LIf0faf6 x'g] kmfO{bf jf ck]lIft glthf  
Joj:yfkg k/LIf0f Ps lsl;dsf] cj:yf ljZn]if0f ug]{ hfFr ePsf]n] o;af6 ;+u7gsf] ult s:tf] 
cj:yfdf 5,  ;+u7g l7s lbzfdf pGd'v 5 5}g elg klxrfg ug]{ dfWod ePsf]n]  o;af6 ;u+7gsf] 
;dli6ut ;kmntfsf] ck]Iff ug{ ;lsG5 . l7s 9+un] ul/g] Joj:yfkg k/LIf0faf6 lgDgfg';f/sf] kmfO{bf 
jf glthf ck]Iff ug{ ;lsG5 . 

• ;+u7gsf] nIo jf p2]Zo :ki6 x'g] . 

• ;+u7gdf ePsf sfo{x¿sf] sdL sdhf]/L cf}Nofpg] . 

• Joj:yfkg / sfd ug]{ tf}/ tl/sfdf ;'wf/ x'g] . 
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• ;u+7gsf] p2]Zo cg';f/ lhDd]jf/Lx¿ k|i6 x'g] . 

• ef}lts ;DkQLsf] pko'Qm pkof]u tyf /]vb]v x'g] . 

• sfo{ ;Dkfbg:t/sf] k|efjsf/L clea[l4 u/L cfjZos s'/fx¿ 5gf}6 x'g] . 

• JolQmut ?kdf ug'{kg]{ sfo{x¿df bIftf clea[l4 x'g] / lhDd]jf/Ldf ;'wf/ cfpg] . 

• ;+u7gsf] efjL lbzf lgwf{/0f ug{ ;3fp k'Ug] . 

• sd{rf/Lsf] sfo{ pTk|]/0f tyf sfo{ bIftf a[l4 ug{ ;3fp k'U5 . 

• ;+u7gnfO{ k|lt:kwL{, ;dfofg's"n tyf cfw'lgs :j?kdf 9fNg d4t ub{5 . 

• ;u+7g leq lgoldt ?kdf ;'wf/sf cfofdx¿ ylkb} hfG5g\ . 
 

g]kfndf Joj:yfkg k/LIf0fsf] cj:yf  
g]kfndf Joj:yfkg k/LIf0fsf] k|f/De ljut Ps bzsotf x'b} cfPsf] xf] . d"ntM d'n'sdf @)$^ ;fndf 
ePsf] /fhgLlts kl/jt{g kZrft ag]sf g]kfn clw/fHosf] ;+ljwfg nufot cGo sfg"gL Joj:yfx¿sf] 
sfof{Gjogaf6 o; sfo{df kof{Kt ;'wf/ cfPsf] xf] . zf;g ;+rfng ug]{ ;/sf/sf] nf]s lk|otf tyf 
hjfkmb]lxtfnfO{ cem ;'b[9 ub}{ nfg ;/sf/L lgsfox¿af6 ;Dkfbg x'g] sfo{nfO{ a9L xf]l;of/L k"j{s a9L 
eGbf a9L pTkfbgzLn / nfek|b  u/fpb} nfg cfjZos ePsf]n] Joj:yfkg k/LIf0fnfO{ ;'wf/sf] 
cfwf/sf ?kdf lng yflnPsf] xf] . g]kfndf xfn Joj:yfkg k/LIf0fsf] sfo{nfO{ ;u+7g ;'wf/sf]  d'Vo 
cfwf/sf ?kdf lng yflnPsf] 5 . ;/sf/L If]qdf dfq geO{ u}/ ;/sf/L tyf lghL If]qdf ;d]t o;sf] 
pkof]lutf a9\b} uPsf] 5 . 

nf]s ;]jf cfof]u -sfo{ljlw_ P]g, @)$* cg';f/ nf]s ;]jf cfof]unfO{ ;/sf/sf ljleGg dGqfno, 
;lrjfno, ljefu, sfof{no / a}wflgs cu+x¿df sd{rf/L k|zf;gsf lgo'QmL, a9'jf / ljefuLo sf/jfxL 
;+u ;DjlGwt , lqmofsnfksf] lg/LIf0f ug]{ Joj:yf ePsf] 5 . o; Joj:yf cg';f/ nf]s ;]jf cfof]un] 
sd{rf/L k|zf;g ;+u ;DjlGwt s'/fx¿sf] dfq Joj:yfkg k/LIf0f ug]{ u/]sf] 5 . dxfn]vf kl/Ifsn] 
g]kfn clw/fHosf] ;+ljwfg , @)$& sf] wf/f !)) adf]lhd ;/sf/L lgsfox¿df ePsf] n]vfsf] 
sfg"g4f/f lgwf{l/t tl/sf adf]lhd lgoldttf, ldtJolotf , sfo{bIftf, k|efjsfl/tf / cf}lrTotf 
;d]tsf] ljrf/ u/L k/LIf0f ug]{ Joj:yf ePsf] 5 . o; Joj:yf cg';f/ dxfn]vf kl/Ifsaf6 n]vf 
;DjGwL ;Dk"0f{ k/LIf0f lgoldt ?kdf x'b} cfPsf] 5 . 

d'n'ssf] zf;g k|0ffnLnfO{ cem ;'b[9 / k|efjsf/L u/fO{ hgtfx¿nfO{ ;'zf;gsf] cg'e'lt u/fpg' jt{dfg 
r'gf}lt xf] . ;'zf;g sfod u/L hgtfnfO{ lbg] ;]jf ;'ljwf ;/n, ;xh, ;'ky tyf l56f] 5l/tf] u/fpg 
k|zf;lgs lqmofsnfkdf lgoldt ;'wf/ ub}{ nfg' h?/L klg xf] . o;} ;Gb{edf  ;/sf/L lgsfox¿df 
sfo{/t sd{rf/Lx¿af6 ;Dkfbg ePsf sfo{x¿ lgod, sfg"g tyf tf]lsPsf] 9fFrf / k|0ffnL;+u ;Da4 
5g\ 5}gg elg lgoldt hfFr ug'{ cfjZos ePsfn] o;sf] k/LIf0f ug]{ sfo{ sfg"gdf g} Joj:yf ug{ 
c:jefljs xf]Og . o; kl/k|]Iodf lghfdtL ;]jf P]g, @)$( -;+zf]wg ;lxt_  sf] bkmf &@ -s_ df nf]s 
;]jf cfof]usf] sfo{If]q leqsf laifo jfx]s ;fdfGo k|zf;g dGqfnon] ;/sf/sf ljleGg lgsfox¿df 
sfo{/t lghfdtL sd{rf/Ln] k|rlnt sfg"g tyf cGo k|zf;sLo lgod / sfo{ljlwx¿ kfngf u/] gu/]sf] 
;DjGwdf ;'kl/j]If0f, cg'udg / d"Nofs+g u/L lgb]{zg lbg / To;/L ;'kl/j]If0f ubf{ s'g} lghfdtL 
sd{rf/L pk/ ljefuLo sf/jfxL ug'{kg]{ b]lvPdf ;f] ;d]t l;kmfl/z ug{ ;Sg] Joj:yf u/]sf] 5 . o;} 
Joj:yf cg'?k ;fdfGo k|zf;g dGqfnon] @)%# ;fn b]lv ;/sf/L ljleGg lgsfox¿df Joj:yfkg 
k/LIf0f ug]{ sfo{ ub}{ cfPsf] 5. xfn;Dd ;fdfGo k|zf;g dGqfnon] clw/fHosf sl/j cfwfeGbf a9L 
lhNnfdf /x]sf sfof{nox¿sf] Joj:yfkg k/LIf0f ;DkGg u/]sf] 5 .  ;fy} o; Joj:yfkg k/LIf0f ug]{ 
sfo{df Ps ?ktf Nofpg ;lsof]; / o;df qmdzM a}1flgs k4tL cjnDag ug{ ;3fp k'uf]; elg 
Joj:yfkg k/LIf0f lgb]{lzsf @)^@ klg sfof{Gjogdf NofOPsf] 5 . 
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g]kfndf Joj:yfkg k/LIf0fdf b]lvPsf ;d:ofx¿  
Joj:yfkg k/LIf0fsf] cEof; nfdf] geO{ sl/j Ps bzs dfq /x]sf] 5 . o;sf] k|of]u Jofks x'g ;s]sf] 
5}g . o;sf] ljlw tyf pkof]u dxTjsf] hfgsf/L ;j{Jofks x'g ;s]sf] 5}g . ;fdfGo k|zf;g dGqfnon] 
jflif{s ?kdf l;ldt ;+u7gsf] dfq k/LIf0f u/L k|ltj]bg tof/ ug]{ u/]sf] 5 . To;sf] k|efjsf/Ltfsf 
nflu j}1flgs ljlw tyf cfw'lgs / ;xh kmf/dx¿ k|of]u x'g ;s]sf] 5}g . ;fdfGotM g]kfndf 
Joj:yfkg k/LIf0fsf k|d'v ;d:ofx¿ lgDgfg';f/ /x]sf 5g\ M 

 kof{Kt ;"rgf tyf k|rf/ k|;f/sf] cefj 

 sfof{Gjog If]q ;+s'lrt tyf hl6n k|s[ltsf] ePsf]  

 sd{rf/Lx¿df k/LIf0f ug]{ bIftf tyf pTk|]/0fsf] sdL ePsf] 

 sfg"gL ckof{Kttf tyf c:ki6tf /x]sf]  

 sdhf]/ ;+u7gfTds Joj:yf 

 Joj:yfkg k/LIf0fsf ;DaGwdf Joj:yfks g} kof{Kt ;"rgfd"ns x'g g;s]sf]  

 jfWofTdstfsf] ls6fgL gx'g' 

 Joj:yfkg dfkb08 / ;"rsf+s gtf]lsg' 

 Joj:yfkg k/LIf0fsf] j}1flgs tyf ;/n kmf/dx¿ tof/ gx'g' 

 ;+u7gn] o;nfO{ h?/L ljifosf ?kdf glng' 

 Joj:yfkg k/LIf0fsf] ljsf; tyf lj:tf/sf nflu kof{Kt jh]6sf] Joj:yf gx'g' 

 cg'udg d"Nof+sgsf] csf]{ :j?ksf] ?kdf cfPsf]n] yk emgem6 ePsf] efg kg'{ 

 lgoldttf k|bfg ug{ g;lsg' 

 Joj:yfkg k/LIf0fsf qmddf ;+u7gjf6 kof{Kt ;xof]u k|fKt g'x'g 

 of]hgf tyf sfo{qmd agfpbfs} cj:yfdf Joj:yfkg k/LIf0fnfO{ k|fyldstf glbOg' 
 

;d:of ;dfwfgsf pkfox¿ 
Joj:yfkg k/LIf0fsf] yfngL ePsf] w]/} ;do e} g;s]sf] cj:yfdf ljleGg ;d:ofx¿ b]lvg' c:jfefljs 
xf]Og . o;sf] cfjZostf tyf dxTj ;+u7gdf j9\b} hfg' ;sf/fTds kIf dflgPsf] 5 . ;+u7gn] 
Joj:yfkg k/LIf0f nfO{ lgoldt ?kdf dxTj lbb} hfbf lgZrog} o;sf] ;'b[9Ls/0f tyf k|efjsfl/tf j9\b} 
hfg] x'G5 . jt{dfgdf b]lvPsf Joj:yfkg k/LIf0fsf ;d:ofx¿sf] ;dfwfgsf nflu lgDg pkfox¿ 
cjnDjg ug{ ;lsg] x'G5 . 

 ;+u7gsf] gLlt, of]hgf, sfo{qmd th'{df ubf{ g} Joj:yfkg k/LIf0fnfO{ Wofg lbg]  

 Joj:yf k/LIf0fsf] jf/]df ;xh / :ki6 ?kdf Jofks k|rf/ k|;f/ ug]{ 

 Joj:yfkg k/LIf0fsf] lgoldttf tyf k/LIf0f k|ltj]bgsf] sfof{Gjog clgjfo{ ug]{ Joj:yf ug]{ 

 Joj:yfkg k/LIf0f ;DaGwL jflif{s sfo{of]hgf tof/ ug]{ / ;f] cg'?k sfof{Gjog ug]{ 

 Joj:yfkg k/LIf0f ug{ ;fdfGo k|zf;g dGqfnon] cGo dGqfno jf s]Gb|Lo lgsfox¿nfO{ kl/rfng 
ug]{ 

 Joj:yfkg k/LIf0fsf] :ki6 dfkb08 / ;"rsf+ssf] lgwf{/0f ug]{ 

 Joj:yfkg k/LIf0f cGo s]Gb|Lo lgsfox¿jf6 cGt{ut lgsfox¿df ;d]t lgoldt ?kdf u/fpg] 
sfg"gL Joj:yf ug]{ 
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 Joj:yfkg k/LIf0fsf cfwf/df jflif{s ?kdf pTs[i6 Joj:yfksnfO{ k'/:s[t ug]{ Joj:yf ug]{ 

 Joj:yfkg k/LIf0f ug]{ sd{rf/LnfO{ o;sf jf/]df kof{Kt 1fg tyf pTk|]/0ff k|bfg ug]{ 
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Knowledge Management: Concept, Elements and Process 

 
        Ram Babu Nepal * 

Introduction 
Knowledge management (KM) has been evolving as one of the prominent management 
concepts in recent years. Business and multilateral organizations are developing its processes, 
tools and techniques. It was born of the need to achieve better productivity and effectiveness 
from the intangible assets or intellectual capital of the organizations. Governments are also 
moving ahead to manage knowledge as a part of the development of public administration 
and an initiative to improve governance. Managing knowledge is not a new idea to an 
organization or a government. But the concept of KM as it is evolving focuses on the 
reinforcement of the established tools from the perspective of improving the management of 
knowledge resources♣ (creating, storing, sharing, and transferring) within an organization and 
outside world. Efficient and effective management of knowledge is critical to secure benefits 
from the knowledge resources (data, information and knowledge) developed and obtained 
over a period of time.  
This article attempts to discuss the concept of knowledge management, its elements, 
processes, issues and prospects.  
 

Concept of knowledge and knowledge management 
Knowledge is basic to human being. We all possess some knowledge. Being a subject of 
everyone’s interest, knowledge is susceptible to multiple interpretations. The following 
definitions might help to gain the perspectives of knowledge:   
1. Awareness, consciousness or familiarity gained by experience or learning.’** 
2. Information and skills acquired through experience and education.††   

                             
*  Formar Assistant Auditor General, Nepal  
♣ In this article the term ‘knowledge resources’ is used to refer data, information and knowledge. Data 

is a set of discrete, objective facts about events. Information is a message usually in the form of a 
document or an audible or visible communication. Knowledge is the combination of ideas, 
understanding, lessons and know-how built through experience, use of skills and accessing resources 
that adds value to an individual’s capability.   

** Collins English Dictionary 
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3. Knowledge is understanding the why, what, how, who, when, and relative to taking some 
action. Knowledge is the product of organization and reasoning applied to raw data.‡‡    

4. Knowledge is a fluid mix of framed experience, values, contextual information, and 
expert insight that provides a framework for evaluating and incorporating new 
experiences and information. It originates and is applied in the minds of knowers. In 
organizations, it often becomes embedded not only in documents and repositories but 
also an organizational routines, processes, practices and norms.’§§  

5. Knowledge is intrinsically a human characteristics manifested in the thinking, learning, 
artistic, behavioral, and problem solving capabilities of human beings acting in a social 
context.***  

The function of knowledge is to make a sense of things. Knowledge is high-value form of 
information that is ready to apply to making decisions and taking actions. It includes 
information, ideas, experience, insights and awareness. It is the synthesis of information or 
what we know or the state of knowing in-depth. Knowledge is often referred as the 
culmination of information about the context and the consequence of events. Information that 
has a purpose or use is knowledge. Data leads to information and information leads to 
knowledge which confers a capacity for effective action. KM involves the mental processes 
of comprehension, understanding and learning through one or more means such as 
application of knowledge and skills, education, self-study, observation and dialogue. Its main 
features are as follows:  
1. Knowledge is the core of human competence. The skill to identify critical knowledge 

resources and use them in an objective manner enhances competence, develops self-
confidence and leads to effectiveness.   

2. Knowledge is built and enhanced through education, training, work experience, dialogue, 
participation and social interactions. 

3. Knowledge is used to improve performance and to solve problems and contributes to 
career and personality development.  

4. Knowledge should be constantly reviewed and updated to make it relevant and effective.  
The notion of knowledge may be different in the context of an institution and an individual. 
Institutional knowledge is the collective knowledge of all members of an institution.’††† It is 
the combination of ideas, understanding and lessons learned over a period of time and 
accessible to the future members of the institutions. It encompasses information that has 
practical value in making decisions, performing tasks and evaluating the results of 
performance. An individual gains and enhances knowledge through multiple processes 
including constant and meaningful application of skill and intelligence in performing specific 

                                                                                
††  Concise Oxford English Dictionary, Oxford University Press, 2002, p. 786 
‡‡  Knowledge Management in ADB, Asian Development Bank, June 2004, p. 3  
§§  Davenport, T and Prusak, L. – Working Knowledge: How Organizations Manage What They 

Know. Cambridge, MA Harvard University Press, 1998, p. 5   
***  Sami AlBanna – Knowledge Management and Strategies for Development in a Rapidly Changing 

Global Environment, Feb. 2000, p. 12 
†††  Nuclear Knowledge Management, Glossary of Terms, International Atomic Energy Agency, 05 

July 2005, p.11  



 
95

tasks, continuous learning, social interaction and analyzing performance results. It is an 
aggregate of capabilities built through experience, applying skills and accessing knowledge 
resources. It is applied to accomplish tasks, to make decisions, to advance career and to 
achieve higher productivity.  
Knowledge can be general and specific, tacit and explicit.  
1. Specific knowledge – implies the knowledge created and advanced through study, 

training and working in a specific institution and work environment over a period of time. 
This knowledge contributes in achieving specialization.  

2. General knowledge – means the knowledge gained through the process of socialization, 
education, self-study, and observation. It helps to widening the vision of an individual but 
does not focus on specialization.   

3. Explicit knowledge – refers to knowledge that can be expressed, captured, documented 
and maintained in the forms of records and publications. Knowledge that is more or less 
explicit can be embedded in procedures or represented in documents and databases and 
transferred with reasonable accuracy.  

4. Tacit knowledge – means to a hidden type of knowledge that is gained through 
socialization, observation, on-the-job training, and mentoring and joint activities such as 
meetings and teaming up for a project and interaction with environment. It is highly 
personal and hard to formalize. It deals mainly with communication and collaboration 
between people. ‘The challenge inherent with tacit knowledge is figuring out how to 
recognize, generate, share and manage it.’‡‡‡ Subjective insights, intuitions and hunches 
fall into this category. ‘Tacit knowledge is personal, context specific knowledge that is 
difficult to formalize, record, or articulate: it is stored in the heads of people. It is mainly 
developed through a process of interaction, debate, and trial and error encountered in 
practice.’§§§ Such knowledge can be transferred from one person to another through 
extensive personal contact, experience sharing and story telling.  
Good combination of factual, contextual, procedural and social knowledge makes 

individual and institutional knowledge comprehensive, relevant and effective.  
1. Factual knowledge means knowing the fact (what happened and what was the 

consequence, result or output). A person who was involved in a specific event or had 
witnessed that event possesses such knowledge.  

2. Contextual knowledge implies knowing the context of any specific event or decision. A 
person who was involved in the process of developing a policy, program or interactions 
with related parties and implementation process possesses such knowledge.  

3. Procedural knowledge refers knowing the procedures to be followed or to be adopted to 
perform a task. Compliance with established procedures to ensure rule of law and 
legitimacy of the works accomplished. Fundamentally all those who are involved in the 
implementation are expected to have the knowledge of procedures to be complied with 
because of the accountability requirements to be met at various stages of development, 
approval and implementation of a policy, program or project or delivery of 

                             
‡‡‡  What is Knowledge Management – http://www.cio.com 
§§§  Knowledge Management in ADB, p. 4 
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goods/services. People with the supervisory responsibility should be thoroughly aware of 
the procedures to be followed.    

4. Social knowledge implies knowing those aspects which helps in understanding and 
addressing social issues such as the skill of building networks, managing social 
interactions and negotiations among competing forces.   

KM is the art of creating value from an organization’s intangible assets. It is the disciplined 
way of connecting people with knowledge resources and the process of applying intellectual 
capital effectively to enable to make informed decisions. KM is defined in different ways. 
Some of its definitions are as follows: 
1. Knowledge management is the way organizations create, capture, enhance, and reuse 

knowledge to achieve organizational objectives. The word management is a misnomer, as 
knowledge cannot be managed. What needs to be managed are the processes by which 
knowledge is created, acquired, stored, acquired, validated, disseminated, and applied.**** 

2. Knowledge management can be viewed as the process of identifying, organizing and 
managing knowledge resources.††††   

3. Knowledge management is an organize effort to espouse, develop and support a program 
of change to create and operate a knowledge environment within an organization.‡‡‡‡ 

4. An integrated, systematic approach to identifying, managing and sharing an 
organization’s knowledge and enabling persons to create new knowledge collectively and 
thereby help achieve the objectives of organization.§§§§   

5. Knowledge itself cannot be managed, but the environment, in which, it is created and 
shared can be managed. In this respect, knowledge management can be defined as the 
creation and the effective organization and use of knowledge for development results.***** 

6. Systematic approaches to help information and knowledge emerge and flow to the right 
people, at the right time to create value.†††††    

By summarizing the above definitions, KM can be defined as a systematic and integrated 
process of creating, analyzing, storing and disseminating knowledge resources, intangible 
assets or intellectual capital. These assets may include structured databases, textual 
information such as policy and procedure documents, and most importantly, the tacit 
knowledge and expertise that reside in head of people.  
In 2002, the Organization for Economic Co-operation and Development (OECD) launched a 
survey of KM practices of ministries/departments/agencies of central government in member 
countries. The survey used the term ‘knowledge management’ loosely to refer to a broad 
collection of organizational practices related to generating, capturing, disseminating know-

                             
****  Knowledge Management in ADB, p. 13 
††††  Suliman Al-Hawamdeh – Knowledge Management: Cultivating Knowledge Professionals, 

Chandos Publishing, 2003, p. 21 
‡‡‡‡  Sami AlBanna – op.cit.,  p. 17 
§§§§  Nuclear Knowledge Management, op.cit., p.    
*****  Knowledge Management - http://www.colomboregionalcentre.lk.undp.org 
†††††  Knowledge for Development Strategy 2004-2008, USAID, July 8, 2004. www.usaid.gov 
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how and promoting knowledge sharing within an organization, and with outside world, 
including:  
1. Organizational arrangements (decentralization of authority, opening up bureaucratic 

divisions, use of information and communication technologies etc.); 
2. Personnel development (mentoring and training practices, mobility etc) and management 

of skills; 
3. Transfer of competencies (database of staff competencies, outline of good work practices 

etc.); 
4. Managerial changes and incentives for staff to share knowledge (staff performance, 

assessment and promotion linked to knowledge sharing, evolution of the role of 
managers, etc).‡‡‡‡‡  

KM helps an organization to better acquire, store and utilize knowledge resources and to gain 
insight and understanding from its own experience. The KM ensures that decision maker has 
the best information available. It encompasses the process of identifying, organizing and 
managing knowledge resources which include explicit knowledge (information), know how 
(learning capacity), know who (customer capacity) and tacit knowledge in the form of skills 
and competencies. It encompasses the processes of (a) the systematic, explicit and deliberate 
building, renewal, and application of knowledge resources for an institution’s interests, (b) 
securing return from knowledge resources. KM empowers many minds and provides benefits 
to the organization by helping people to work together. Its main features are as follows: 
1. KM is about behavior, culture, learning attitudes and trust among people. Its motive is to 

better acquire, store and utilize knowledge. It depends on the competencies of human 
resources, their intuition, ideas and motivations. Mutual trust must be built and sustained 
to encourage efficient knowledge sharing and transferring.   

2. KM is systematic and objective. The overall purpose of KM is to boost the efficiency and 
effectiveness of organization by creating, obtaining (receiving), analyzing, verifying, 
storing, preserving, retrieving and disseminating knowledge resources systematically. It 
supports organizations to achieve their goal by managing and using information that is 
most meaningful, practical and purposeful. KM is inextricably linked to the strategic 
objective of the organization.    

3. KM is ever-changing. The management of knowledge is an on-going process. Change is 
inevitable in an organization’s life. Knowledge resources identified as critical at a certain 
point of time may not remain equally relevant due to a number of reasons in course of 
time. Therefore, knowledge resources should be constantly reviewed, tested and updated 
to stay relevant.   

4. KM is value-added. KM adds value by supporting organizations to achieve their goals by 
providing reliable and relevant knowledge resources at the time of need and preserving 
those resources in a systematic manner.   

                             
‡‡‡‡‡ Conclusion from the Results of the Survey of Knowledge Management Practices for 

Ministries/Departments/Agencies of Central Government in OECD member Countries 
(GOV/PUMA/HRM(2003)2 , Feb. 2003, p. 4   
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5. KM is complimentary. KM plays complimentary role in enhancing organization’s 
effectiveness. It supports the management of other resources of an organization by 
supplying critical information and preserving knowledge resources developed in course 
of time.   

There is some degree of misunderstanding in KM practitioners on its scope. Some of them 
consider that KM has to do is only with (1) databases, and (2) information and 
communication technology (ICT). Databases and ICT are definitely critical to KM, but not 
limited to these two elements. ‘KM requires cultural change and it is certainly not just the 
automation of processes.’§§§§§ Policy, people, process and technology are the integral 
elements of KM. Its main aspects are knowledge sharing and transferring.  
1. Knowledge sharing – It is about stimulating the exchange of experiences, ideas and 

thoughts between people through social interaction. Sharing of knowledge among 
colleagues and organizing debates helps to refine and enrich knowledge. ‘The human 
factor in knowledge sharing focuses on the drivers that trigger people to do what they do, 
on the possible levels of a person, and on the roles an individual play in an 
organization.’****** Three conditions (social, organizational and technological) support in 
sharing knowledge. Social conditions imply motivation, values, attitude, moods, 
emotions, skill levels and roles. Organizational conditions refer to strategy, structure, 
systems, and style and shared values in organizations. These elements significantly 
determine how a particular organization plans to share the knowledge resources among 
its members to empower them and to enhance their skills. Technological conditions 
imply knowledge repository, knowledge route map and platform for sharing knowledge. 
A major tool of knowledge sharing is ICT which connects people or with the sources of 
explicit knowledge.   

2. Knowledge transfer (KT) - It is the process of transferring ideas, knowledge and 
understanding from one person to another. It makes potential users aware of knowledge 
and/or technology opportunities and helps support, facilitate and accelerate its evaluation 
and eventual utilization. It involves two actions: (a) transmission (sending or presenting 
knowledge to a potential recipient), and (2) absorption (understanding of transmitted 
knowledge). Knowledge that is not absorbed by the recipient is not transferred in real 
sense. Efficient absorption contributes in enhancing recipient’s performance.     

Importance of knowledge management 
Knowledge is important because it makes people and organization powerful. No organization 
can be better than its people. Knowledgeable people are respected and requested for 
consultation and advice. History has shown that an organization and a state can prosper by 
the support and dedication of its people and their knowledge not by the quantity of resources 
they own. People and organization managing knowledge (reviewing and updating knowledge 
resources periodically) and using them efficiently contribute substantially in raising the 
standards of living. ‘Understanding how people and societies acquire and use knowledge – 

                             
§§§§§ Conclusion from the Results of the Survey of Knowledge Management Practices for 

Ministries/Departments/Agencies of Central Government in OECD member Countries, op.cit., 
p. 5  

******  Paul van den Brink – Measurement of Conditions for Knowledge Sharing, p. 1, 
www.onthebrink.nl 
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and why they sometimes fail to do so – is essential to improving people’s lives – especially 
the lives of the poorest.’†††††† Lack of knowledge and skill to use available resources and 
capability to develop resources are the major reasons of backwardness. In the modern age of 
information, knowing is winning. ‘Knowledge and innovation have played an important role 
in the development of society throughout history. The key to economic success is always 
linked to the advances in knowledge creation and innovation and the ability to translate that 
knowledge into products and services.’‡‡‡‡‡‡ Change is an inevitable and an on-going process. 
Rapid changes in internal and external environment have posed serious challenges to modern 
organizations. Efficient management of knowledge resources and securing optimum benefit 
from those resources is one of the ways of staying relevant. The cost of creating and 
capturing knowledge may be very high. Efficient management of knowledge can save time 
and resources. Organizations that succeed KM consider it as an effective tool for the creation, 
retention, sharing and transfer of knowledge.  
The major motivations for focusing on KM are: (a) to achieve organizational efficiency, (b) 
to stay ahead of the competition, (c) to maximize organization’s potential, and (d) to manage 
intellectual capital which involves human, customer, structural and business intelligence. One 
of the main contributors of success is responsiveness. Comprehensive understanding of 
stakeholders and their expectations and the availability of accurate and useful information 
tailored to the organization’s needs is critical to enhance responsiveness. Continuous 
improvement in operational efficiency and productivity is essential to long-term growth. The 
key to economic success is always linked to the advances in knowledge creation and 
innovation and the ability to translate that knowledge into products and services. Gathering 
correct information and using them properly is critical to stay ahead of competition. The 
ability of an organization to innovate depends largely on the capacity of managing 
knowledge. 
Good reasons to pay attention on KM are as follows:  
1. Technological breakthrough has made the world a global village. The concepts of 

liberalization and globalization and the adoption of the open market policies have 
promoted competition. Adopting and promoting measures that support in making 
organization competitive is the only way of survival. Knowledge is one of the main bases 
of competitiveness. The traditional factors of production (capital, markets and raw 
materials) remain important but increasingly secondary to knowledge in establishing 
competitiveness in the new global market place.§§§§§§ Economists, development workers 
and business managers are seeing the birth a new global economy, where knowledge is 
outstripping material resources and capital as a source of wealth. Knowledge economy is 
a recently coined term that refers to the stage of economic growth in which knowledge, as 
opposed to land, labor, and capital, is the key factor of production.   

2. Every member of organization irrespective of position is required to make some 
decisions. Many decisions require historical and contextual information. Decision makers 
always look for information that helps them in making right decisions. A well functioning 

                             
††††††  About the Report – Knowledge for Development, World Development Report 1998, 

www.worldbak.org 
‡‡‡‡‡‡  Suliman Al-Hawamdeh – op.cit,  p. 1  
§§§§§§  Sami Albanna – op.cit.,  p. 2  
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KM system supports in making useful information available for informed decision 
making.  

3. Institutions spend substantial resources in developing policies, strategies and making 
decisions of strategic importance. Some decisions may be implemented at various stages 
and by multiple units independently or in collaboration. Managers implementing 
decisions require credible data and information on the context and basis of strategies and 
decisions for planning, programming, budgeting, implementation, monitoring and 
evaluation purposes.   

4. An effective KM system contributes in: (a) improving the level of performance by 
ensuring continuity and consistency in the ways of doing things; (b) promoting 
transparency in decision making; and (c) saving resources in making decisions by 
retaining critical information; and (d) managing operations smoothly by bridging the 
information gap between the departing and incoming member of the organization.  

5. Organizations have to continue operations even people change. Systematic process of 
knowledge transfer helps new staff members to learn about the work procedures, 
resources and environment which contributes in enhance professional skill and adopting 
them in an efficient and effective manner. 

6. KM protects intellectual capital from deterioration, augments intelligence and provides 
increased flexibility. Knowledge is applied to problem solving and learning, forming 
judgments and opinions; decision making, forecasting and strategic planning; generating 
feasible options for actions to achieve desired results.  

7. KM helps networking to enable people to access knowledge resources developed by other 
regions and countries. This also helps learning what worked well and what not. 
International development institutions such as the UNDP, the World Bank (WB) and the 
Asian Development Bank (ADB) consider that such networking will be beneficial to its 
staff and also to member countries. Highlighting three dimensions of KM, Vice-President 
of the ADB says ‘to understand KM, it’s important to understand its three dimensions. 
One is to manage within ADB efficiently. For instance, if somebody is designing a 
project in Pakistan, that person should be able to look at similar project in Indonesia and 
benefit from its experience. The second dimension is to learn from DMCs. The third 
dimension is sharing knowledge among countries with ADB as a regional bank well 
positioned to be a broker.’*******   

Knowledge management in government and international organizations 
As mentioned earlier, the KM is not a new concept and practice. Organizations were 
managing knowledge resources in records. KM concept gained prominence in recent years 
mainly because organizations realized that other resources can be more efficiently utilized 
and operations can be cost-effective if knowledge resources are well managed and supportive 
to their objectives. In addition, it was also recognized that having knowledge resources is not 
sufficient for development, but it must be constantly reviewed, updated and properly 
maintained to facilitate easy access. The aim of strengthening KM is to bring strategically 
important knowledge resources into effective and common use. ‘Governments are often 

                             
*******  Geert Van der Linden – Knowledge Management: Putting the ADB House in Order, 

www.adb.org 
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thought to be late comers in management reforms, sometimes for good reasons such as policy 
continuity, the need to ensure that good checks and balances are in place, or concerns for 
equity; often also because institutions, public processes of civil service rules are designed in 
such a way that management changes are more difficult to implement.††††††† The result of the 
OECD survey (2002) highlighted the importance of KM for governments mainly for the 
following reasons:  
1. Knowledge has become a critical determinant of competitiveness for the public sector. 
2. Private firms produce goods and services that are increasingly intensive in intangible 

capital, directly competing with the goods and services traditionally produced by the 
public sector. 

3. Ageing civil servants and faster staff turnover also create new challenges for the 
preservation of institutional memory and the straining of new staff. 

4. Increasingly knowledgeable citizens require governments to be on top of newly created 
knowledge, as it is increasingly rapidly produced by more differentiated actors. 

5. Public policy goals have become more ambitious and complex than before.   
Finland is one of the OECD countries where KM is advanced. Political, cultural and social 
factors are behind the success. Reform in public administration has been the part of political 
agenda which encompasses KM and strategies on information society, legislation focusing 
openness, making openness a commitment of public officials, carefully listening to the 
citizen’s needs and be prepared to take their feedback for consideration are contributing 
factors.‡‡‡‡‡‡‡ International organizations are emphasizing on KM as part of the initiatives for 
managing development results and enhancing cost-effectiveness. The Asian Development 
Bank (ADB) states that its KM framework is based on the following guiding principles:§§§§§§§  
1. Fostering a knowledge-supportive environment – ADB considers that a corporate culture 

that values learning and knowledge sharing is essential to it. The KM framework aims to 
establish an enabling culture for effective knowledge management to promote staff 
contribution to knowledge activities, encouraging every staff member to be a knowledge 
worker.  

2. Ensuring results orientation and continued improvements – The KM framework is 
designed to sharpen the results focus in undertaking KM initiative.  

3. Enhancing operational relevance – To ensure that knowledge management initiatives will 
improve operational effectiveness, the KM framework will prioritize actions that have 
strong operational relevance.  

In 1996, former President of the World Bank James Welfensohen announced a change in the 
way the bank would accomplish its unchanging mission of reducing global poverty. ‘He 
contended that the bank should become a knowledge bank, as focused on disbursing the 
knowledge assets to poor and developing countries needed as it was about providing 

                             
††††††† Conclusion from the Results of the Survey of Knowledge Management Practices for 

Ministries/Departments/Agencies of Central Government in OECD member Countries, op.cit., 
p.5 

‡‡‡‡‡‡‡  Maria Jussilainen – Knowledge Management at the Finnish Government, p. 1-2   
§§§§§§§  Knowledge Management in ADB, op. cit. p. 13 
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economic support for development projects.’******** The vision of the knowledge bank 
focuses on the following: 
1. Creating knowledge through economic and sector work research, through learning from 

the outside world and learning from successes and failures. 
2. Applying knowledge through products and services. 
3. Sharing knowledge with clients and partners.  
The World Development Report, 1998 was focused on knowledge for development and 
concluded that knowledge has perhaps the most important factor in determining the standard 
of living.  The WB assumes that ‘putting knowledge at the center of our development efforts 
will bear fruit in two areas. The first is increased social benefits – the more effective 
provision of public goods, including better air and water quality, greater educational 
attainment and higher enrollments, improved health and nutrition, and expanded access to 
essential infrastructure. These benefits will accrue to the poor as well as to others in society. 
The second is in better-functioning markets – for credit, education, housing, and land that 
more efficiently coordinate resources and allocate opportunities across society. These 
improvements will benefit the poor most, because they bear more than their share of the 
burden of information failures.’††††††††     
UNDP recognizes itself as the UN’s global development network, advocating for change and 
connecting countries to knowledge, experience and resources to help people build a better life 
and the need of managing knowledge to improve its effectiveness. UNDP’s Knowledge 
Management Roadmap (April 2004) states ‘UNDP generates a wealth of development 
knowledge. Unfortunately, the organization does not know what it knows. It neither fully 
understands what its knowledge assets are, nor is it set up to leverage them to achieve 
maximum return. It has identified six priority knowledge gaps and target deficiencies in the 
organization’s ability to: 
1. Leverage to global development and operational experiences more effectively; 
2. Maintain consistently high professional standards for project design and development; 
3. Attract, retain and ensure the continued professional growth of top-notch problem-solvers 

and practitioners; 
4. Identify, convene and deploy the best possible teams for specific assignment, tasks and 

projects;  
5. Tap the full potential of the virtual networks and other existing collaborative tools; and  
6. Provide timely and thorough reporting on development impacts and results.‡‡‡‡‡‡‡‡   
United Nations Economic and Social Commission for Asia and Pacific (UNESCAP) consider 
KM as an initiative to help attain its three objectives: (a) managing globalization; (b) 
reducing poverty; and (c) addressing emerging social issues. The Office of Internal Oversight 
Services of the United Nations (UNOIOS) recently published a report on the thematic 
evaluation of knowledge management networks in the pursuit of the goals of the Millennium 
                             
********  Don Cohen and Bruno Laporte – The Evolution of the Knowledge Bank,  
††††††††  About the Report – Knowledge for Development, www.worldbank.org 
‡‡‡‡‡‡‡‡  Knowledge Management Roadmap – A Strategy for deploying Knowledge Management in 

the UNDP, April 2004, p. 1 
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Declaration. According to the report, ‘there is no common understanding of KM or 
knowledge sharing in the Secretariat, and knowledge and information confused. Many 
develop KM strategy that typically outlines how the organization: 
1. Communicates knowledge about programs and projects within and outside the 

organization.  
2. Connects staff interested in cross-cutting topics to share ideas, help each other and move 

the organization understands of those topics forward.  
3. Learns from projects that make learning accessible to people in other parts of the 

organization.  
4. Captures and organizes critical knowledge of staff as they transfer or retire. 
5. Ties knowledge sharing to organizational goals. 
6. Deepens and develops knowledge critical to the organization’s success.§§§§§§§§  
Other international organizations engaged in the management of development cooperation 
have also initiated the process of strengthening KM to achieve their objectives in a more cost 
efficient and effective manner. Business organizations are focusing on KM to achieve 
optimum benefit from the investment they have made to develop intellectual capital and 
intangible assets and secure them from the affect of staff turnover.   
 

Process, tools and techniques of knowledge management 
An organization can generate value from its intellectual and knowledge-based assets by 
managing those assets in a systematic and integrated manner. ‘To get the most value from an 
organization’s intellectual assets, knowledge must be shared and provide the foundation for 
innovation in products and services, enhanced employee retention, process improvement, 
strategic decision making, improved client relationships and greater prosperity.’********* 
Organizations need to create an environment of trust and collaboration to retain good 
employees, to share and to transfer knowledge. One step toward creating an environment of 
trust is to instill the sense of belongingness in the employees, and giving them more active 
role in building the future of their organizations. It makes them feel that they are making an 
important contribution to its success. Knowledge embodied in documents does not 
necessarily translate into useful and usable knowledge unless it is read, digested, manipulated 
and communicated from one person to another. KM requires an infrastructure capable of 
supporting the creation and maintenance of knowledge repositories, and an environment to 
facilitate knowledge sharing and organizational learning.  
The major processes of KM are as follows:  

Creation, capturing 
and Assimilation 

 Verification and 
Classification 

 Maintenance and 
Preservation 

 Retrieval and 
Dissemination 

                             
§§§§§§§§  Report of the Office of Internal Oversight Services on the thematic evaluation of knowledge 

management networks in the pursuit of the goals of the Millennium Declaration - UN Economic and 
Social Council, E/AC.51/2006/2, 24 March 2006  

*********  Dan Boom – The Asian development Bank’s Knowledge Management Framework, KM4D 
Journal 1 (2): 69-75, www.km4dev.org/journal 
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1. Creation, capturing and assimilation – Creation of knowledge is a gradual process of 
adding value to previous knowledge through a number of measures including innovation, 
work experience, study, dialogue and interaction. The process of preserving and 
maintaining knowledge resources commences only after they are created. Explicit 
knowledge can be captured at various stag of its development in the form of documents, 
publications and decision. It can also be obtained through website. Tacit knowledge can 
be created and captured by promoting dialogue, interaction and attending seminars and 
workshops. Out of three components of knowledge resources, knowledge is created and 
enhanced through application of skill in specific work environment, assessment of results 
and environmental factors etc. whereas data and information may be created manually or 
though the application of computerized systems. Knowledge resources relevant to the 
operation of the organization should be assimilated in a structured manner to enhance 
their usefulness.  

2. Verification and classification – All information received or generated internally may not 
be of same value for the future. An organization creates and receives a number of data 
and information and makes decisions every day. Whether all these data and information 
should be assimilated to the knowledge base? This matter needs to be carefully addressed 
by managers in day to day operations so that over flow of data and information can be 
prevented. Storing and preserving all knowledge resources generated and received today 
may not be practical for a number of reasons. Therefore, it is critical to verify and to 
analyze their relative significance to determine accuracy and relevance before preserving 
them.     

3. Preservation and maintenance – Critical knowledge resources including knowledge in 
people’s head (tacit knowledge), maintained in organization’s records, documents and 
publications should be preserved safely. These resources can be stored in hard copy or in 
electronic format including microfilm. Organizations must have their records 
management policy including retention period to systematize the preservation of 
knowledge resources. International Standards Organization (ISO) also focuses that 
‘organizations should define and document a policy for records management. The 
objective of the policy should be the creation and management of authentic, reliable and 
usable records, capable of supporting business functions and activities for as long as they 
are required. Organization should ensure that the policy is communicated and 
implemented at all levels in the organization.’††††††††† Deterioration in the quality of 
preserved knowledge resources could create negative consequences. Physical security is 
very important in addition to proper recording of preserved knowledge resources. In 
modern days, organizations depend more on information and communication technology 
(ICT) for preserving knowledge resources. Organizations that have no sufficient ICT 
resources maintain knowledge resources in hard copies.        

4. Retrieval and dissemination – Knowledge resources needs to be retrieved in future to 
secure historic or contextual information mainly for making decisions and solving 
problems. The impact of knowledge resources becomes minimal without proper 
dissemination. Ensuring efficient dissemination of knowledge resources is critical to add 

                             
†††††††††  Information and documentation – Records management, reference number ISO 15489-

1:2001(E), 1001-09-15, p. 5 
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value in the system and processes of operation. Selection of right means of dissemination 
is critical in case of tacit knowledge. Proper indexing and referencing can enhance 
efficiency in disseminating knowledge resources.     

Effective combination of policy and strategy, process, technology and human resources 
(people) is critical to make KM meaningful.   
1. Policy, strategy and approach – First of all, governing body of the organization should 

establish its KM policy and communicated at all levels. It should focus on the need of 
strengthening knowledge base. KM strategy should focus on managing the knowledge 
resources to support organizational change, the creation of opportunities, and rapid 
adaptations to changing market realities and cover the following matters explicitly.    

a. Contribution of knowledge resources in achieving organization’s objectives.  
b. Categories of knowledge resources that need to be created and shared at different 

levels to facilitate smooth operation at various purposes levels.   
c. An outline of a plan for preserving and maintaining knowledge resources that 

addresses issues related to people, process and technology.  
d. An outline of criteria to measure success in managing knowledge resources.  

There are three approaches for KM. Mechanistic approach focuses on use of information 
technology (IT) in the management of knowledge resources. Cultural/behavioral 
approach focuses on work culture and organizational behavior to encourage people to 
share, transfer and preserve those resources. Systematic approach focuses on on-going 
process of refining and updating knowledge resources and rational analysis of knowledge 
related problems and resolving techniques. A willingness to learn and encourage learning 
is something that has to be fostered in the organizational culture to be innovative and to 
stay relevant.  

2. Process – Organizations should identify and develop the methods and processes of KM 
considering nature of operations, geographical dispersion, stakeholders, type and 
interrelation between knowledge resources. Process should encourage knowledge sharing 
culture. Due to the complexity associated with associated with knowledge sharing, a 
culture of knowledge sharing needs to be instilled and cultivated within an organization.  
In the knowledge economy, education is a key to create new knowledge, adapting the fast 
changing working environment, acclimatizing to new socio-political structures and 
dealing with the increasing amount of information created every day. Four types of 
interactions (socialization, externalization, combination and internalization) within and 
beyond an organization help in managing explicit and tacit knowledge and converting 
them from one to another.   

a. Socialization refers to the process of sharing tacit knowledge between people. 
People feel confidence through socialization which can be promoted by forming 
informal groups and by encouraging people from different disciplines. Knowledge 
sharing can be between one-to-one, one to many, and many to may interaction.  

b. Externalization refers to the process of articulating and codifying tacit knowledge. 
Tacit knowledge is gradually converted into explicit knowledge through this 
process. People with specialized knowledge and experience are to be encouraged to 
express themselves so that their unique experience can be documented.   
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c. Internalization refers the process of absorbing and utilizing explicit knowledge to 
covert into tacit. This requires processing and analyzing external knowledge or 
information, understanding it, and then internalizing it to create tacit knowledge. 
Individual gains practical skill and enhances his/her confidence by internalizing 
explicit knowledge.   

d. Combination refers to the process of converting explicit knowledge into complex 
sets of explicit knowledge. It can be shared and transferred via documents and e-
mails. After an individual has accessed and retrieved the information, a reinforcing 
process takes place whereby information is sorted, understood and contextualized 
in different situations. Knowledge maintained in documents and publications needs 
to be translated into actions to enhance their practical value. Knowledge gained in 
different situation and information generated through application of knowledge and 
skill has to be used to refine current level of knowledge.  

3. People – As the overall objective of KM is to enhance productivity and effectiveness of 
organization, people have the lead role to play in making it happen. Senior management 
should consider how knowledge sharing fostered and people related issues such as 
training, succession planning, mentoring, and job rotation and cross training can be 
addressed to facilitate KM. Tacit knowledge cannot be transferred without encouraging 
people to interact and share their experience, understanding and skill. As knowledge is 
power, making knowledge widely available through sharing might been seen as threat to 
career progression, hoarding knowledge becomes a natural phenomenon. But hoarding of 
knowledge does not help organization. The system of reward and recognition can be 
introduced to encourage knowledge sharing and reuse. A group of knowledge 
professionals can be set up in an organization to support KM. Informal networks and 
community of practice can also make positive contributions. Succession planning is 
critical to protect from the loss of critical skills. In addition, job rotation also helps in 
bridging knowledge gap.      

4. Technology – KM is not about technology. But it plays important role in KM by 
facilitating the information dissemination process, connecting people and systems and 
enhancing access to large depositories of information. Technology facilitates the storage 
and organization of information. Information technology (IT) is widely used to generate 
data and information and preserve them. ‘Collaborative applications such as e-mail, 
calendaring, scheduling, shared folders/databases, and threaded discussions promote 
knowledge sharing and transfer.’‡‡‡‡‡‡‡‡‡ Internet is the well recognized as the platform for 
communication and collaboration between people around the world and biggest 
repository of knowledge resources. However, information technology can capture only 
explicit knowledge.    

Issues and Prospects  
Planning and a supportive organizational culture are critical in enhancing the effectiveness of 
KM. Organizations recognize the importance of KM for their continued relevance and to 
achieve effectiveness but fail in addressing issues that really contribute the systems and 
processes of KM. Highlighting the issues in knowledge sharing, the UN OIOS report states 

                             
‡‡‡‡‡‡‡‡‡  Suliman Al-Hawamdeh – op.cit., p. 61 
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‘knowledge sharing in support of the MDG’s is not sufficiently strategic, focused or well 
integrated with organizational objectives. Different departments take different approaches to 
internal knowledge sharing, which are mostly not systematic. The most common knowledge-
sharing tools, such as e-mail, meetings and websites, while useful, do not work best in 
connecting staff seeking each other’s insights, experiences and ideas. Information and 
knowledge sharing is not consistently integrated with daily work. Mechanisms and processes 
capturing and transferring good practices, lessons learned and knowledge from departing staff 
are generally inadequate. Technology and knowledge sharing is generally available but not 
always used.’§§§§§§§§§ This situation may also be applicable to other organizations. Potential 
factors preventing effective KT and possible solutions are as follows:********** 
 

Inhibiting Factors (Friction) Possible Solutions 
 Lack of trust  Build relationship and trust through face-to-face 

meetings.  
 Different culture, vocabularies 
and frames of references. 

 Create common ground through education, 
discussion, publication, teaming, and job rotation. 

 Lack of time and meeting places; 
narrow idea of productive work. 

 Establish time and place for knowledge transfers: 
fair, talk rooms, conference reports. 

 Status and rewards go to 
knowledge owners. 

 Evaluate performance and provide incentives based 
on sharing.   

 Lack of absorptive capacity in 
recipients. 

 Educate employees for flexibility; provide time for 
learning; hire for openness to ideas.  

 Belief that knowledge is 
prerogative of particular groups, 
not-invented-here syndrome.   

 Encourage nonhierarchical approach to knowledge; 
quality of ideas more important than status of 
source. 

 Intolerance for mistakes or need 
for help. 

 Accept and reward creative errors and 
collaboration; no loss of status from not knowing 
everything.  

Promoting trust is essential to build supportive environment. Lack of trust may lead to selfish 
practices and poor communication which makes negative impact on the organization culture. 
Educating people at all levels about what, why and how of KM and their respective roles and 
responsibilities is first step towards consolidating KM approach.   
 

Ways forward 
Modern organizations have to promote its intangible assets and encourage members to make 
best use of those assets to enhance effectiveness and optimize the return from the factors of 
production. The value of KM relates directly to the effectiveness with which the managed 
knowledge enables the members of the organization to deal with today’s situation effectively 
envision and create their future.   

                             
§§§§§§§§§  Report of the Office of Internal Oversight Services on the thematic evaluation of knowledge 

management networks in the pursuit of the goals of the Millennium Declaration, UN 
Economic and Social Council, E/AC.51/2006/2, 24 April 2006, p. 2 

**********  Davenport and Prusak, op.cit., p. 97 
 



 
108

The following measures should be considered to promote KM.  
1. Decentralization and delegation of authority – KM is a participative and dynamic 

process. People working at various levels possess operational, tactical and strategic 
knowledge. Offices located at field, regional and central level should be encouraged to 
manage their knowledge resources under the organization’s KM strategy. 
Decentralization policy should recognize that knowledge resources at local levels are 
equally important as in central level for effectiveness. Delegation of authority encourages 
managers to adopt flexible approach to manage knowledge sharing.  

2. Improvement in managerial capacity to facilitate knowledge and information sharing – 
Managerial capacity should be enhanced to make managers capable to facilitate and 
monitor the process of sharing knowledge and information both horizontally and 
vertically. Collective knowledge of people at different levels makes up the knowledge 
resources of an organization. Facilitating horizontal and vertical sharing of information 
enriches such resources and supports in building capacity. As KM is emerging as a new 
discipline, the capacity of managers must be enhanced to adopt appropriate measures of 
KM.    

3. Incentives to staff to share knowledge and information – Sharing of knowledge requires 
certain incentives. People normally question why they should spend time in sharing 
knowledge which could reduce their importance and even challenge career opportunity. 
Therefore, staff should be encouraged to sharing tacit knowledge so that members of 
organization feel that they have required knowledge to manage operations.   

4. Investment and improvement in ICT – Organizations are increasingly dependent on 
information and communication technology (ICT) in their operations. Organizations 
should constantly review and update their ICT capacity in the context of changing 
technology and operations. Investment to ensure sustainable delivery of ICT services is 
essential to improve KM infrastructure. In addition, the physical quality of storage should 
be well maintained so that knowledge resources are well secured and retrieved 
efficiently. 

 

Concluding remarks 
Knowledge management is a theme that focuses on the very basic asset of an organization 
and an individual and its systematic development and use. Nations, societies and individuals 
can gain strength and enhance effectiveness by utilizing their knowledge resources. 
Encouraging efficient sharing and transferring of knowledge is not only essential but also 
indispensable for continued improvement in performance and to enhance effectiveness of 
operations.          
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Civil Service Reform: Effectiveness of Supervision System in 
Nepal 

 
 Lakshman Kumar Pokharel* 

Abstract 
Literally, supervision means overseeing the job performed by others in a professional way. It 
teach people about the methods of performing, helping them to perform better and observe 
the results. Supervision possesses characteristics of both inspection and investigation and it 
has educational aspects as well as it plays consultative role too. Supervision in the 
administration takes place at top level, middle level and first line supervisor level. Based on 
different environmental conditions and need of the organization the techniques of the 
supervision also differ and it include prior approval from centers, set service standards, 
approval for recruitment, getting reports regularly, regular inspection at regular time 
interval and so on. There are different reasons of adoption of supervision system in the 
administration. It includes at each level of the hierarchy he must make arrangements of 
supervision of the job to be performed and to achieve results. Moreover, the workers on the 
front line often need guidance and advice in doing their job. Renis Likert is admired as the 
pioneer of introducing human relations approach in management. He classified supervisor as 
job centered and as employee centered. Job centered supervisor ensures performance of 
assigned tasks and maintenance of prescribed standard and to some extent he is 
authoritarian in nature. Where as employee centered supervisor demonstrate concern with 
human aspects of subordinate and always emphasis on effective team building for high task 
performance and he is basically a democratic type. Despite the heavy efforts from 
government there are still some genuine problems exists in the civil service of Nepal. Some of 
the identified and unresolved problems are process oriented, high cost of the service and 
beyond the reach of  deprived people, maintaining high ethical standards , showing strong 
commitments  of the implementation , developing mutual understanding among the 
bureaucrats and conformity with prevailing law . Even though there is ample organizational 
and legal system for sound supervision system. But supervisor of Nepal's civil service seldom 
delegates his authority and never shows belief in the subordinates and they are mostly job 

                             
*  Mr. Pokharel is associated with Revenue Investigation Department, Hariharbhavan, Kathmandu, 
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centered and authoritarian in nature. Complains against the public official and audit 
objection raised by the auditor general of Nepal can be taken as indicators of the 
effectiveness of the supervision system. These indicators show ineffectiveness of the system. 
The supervision system can be made effective by formulating separate law, relate supervision 
report with placements, transfer, promotion and providing any privilege to the staffs, 
supervision report should be effectively implemented , high level authority  must delegate his 
routine administrative power to the subordinate and they should  give more time to study the 
actual situation of the district level office and  regularly inspect or review their performance 
as well as  review the implementation of the on-going projects ,contracting out of the 
activities to be performed by the district level office and give full authority to the office chief 
to decide reward and punishment to his subordinates ,adopt performance based and regular 
salary system, encourage the honest staffs, strong commitments in implementation of the 
approved policy and programs, raising feeling of self confidence among the staffs, develop 
mutual understanding in civil service and stop administrative activities adverse to the 
prevailing law.  

 

Meaning of the Supervision 
Supervision, the word is made up of two words super and vision. Super means excellent and 
vision means visualization. Literally, supervision means overseeing the job performed by 
others in a professional way. Thus it may be defined as directing and guiding the work of 
subordinates by their supervisors. It is the process to teach people about the methods of 
performing, and helping them to perform better and observe the results. In other words 
supervision may be taken as extension of the leadership.   
Margaret Williams defines supervision as “a process by which workers are helped by a 
designated staff members to learn according to their needs; to make the best use of their 
knowledge and skill , to improve their abilities so that they do their job more effectively and 
with increasing satisfaction to themselves and the agency “.  
There are so many people who think supervision is similar to the inspection and investigation. 
Inspection is technique of supervision and it is considered as a part of the process of 
supervision. Where as investigation is a non routine operation and take place when there is 
wrong doing on the part of the subordinates or the field office. However supervision 
possesses characteristics of both inspection and investigation and it has educational aspects as 
well as it plays consultative role too.  
 

Supervision at Different Levels  
Supervision in the administration takes place at different levels. The role of the supervisor 
varies according to its level. The levels of supervision are as follows:  
• Top Level: It is concerned with setting general rules and regulations. Departmental chief 

is regarded as top level supervisor and he is responsible to supervise subordinates under 
the department. This type of the supervision is important because performances of the 
field level offices are based on the set rules and regulations.  

• Middle Level: Division Chiefs are the person who supervises at middle level. They 
supervise work of first line supervisor. This supervision is very important because it 
guides how effectively plans, programs and policies of the organization are actually 
implemented.  
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• First Line Supervisor:  Office superintendent are first line supervisor. It involves 
physical observation and guidance of work in the field. This type of supervision affects 
the productivity in the field.  

Furthermore, supervision can be divided into line and functional supervision. Line 
supervision is control exercised by persons in the hierarchical line of command. Functional 
supervision is the responsibility of staff personnel and it has advice nature. 
 

Techniques of Supervision 
Supervision is technically a very tough job because among the 6 Ms of the management man 
is very difficult to handle. Samuel Johnson about the quality of the man says "The true 
measure of a man is how he treats someone who can do him absolutely no good". 
Therefore, it is said supervision is not merely a process; it consists of technical nature too. 
Therefore, based on different environmental conditions and need of the organization the 
techniques of the supervision also differ. The major techniques of the supervision are as 
follows:  

• Prior approval from superiors/centre before taking major decisions by subordinate / 
field office.  

• Set Service Standards to the people working in the organization.   
• Approval from centre to appoint staffs.  
• Getting reports regularly. 
• Inspection at regular time interval 
• Formulating work plans for specific projects.   
• Formulations of the manuals.  
• Formulating codes of conducts for the staffs.  
• Regular meetings or discussion with the staffs with the motto to identify or solve the 

problems.  
 

Why Supervision 
Top executive in an organization can not personally oversee the work of all employees. At 
each level of the hierarchy he must make arrangements of supervision of the job to be 
performed. It is necessary to ensure successful implementation of policies and program and to 
achieve results. Moreover, workers on the front line often need guidance and advice in doing 
their job.It achieves coordination of the activities of workers at various levels and confers 
policies and general plans into work plans.  
 

Renis Likert and Supervision Model 
Renis Likert is a social Psychologist, who belongs to United States of America (USA). He 
established research centre at the University of Michigan in 1946. He is admired as the 
pioneer of introducing human relations approach in management. This approach emphasizes 
the importance of people in creating, operating and influencing in organization. Renis Likert 
and his associates carried out extensive research in management field in different 
organization in USA. After extensive research they propounded three distinctive concepts 
pertaining to supervision, management systems and dynamics of interpersonal relationships. 
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Renis Likert classified supervisor into two categories as job centered and as employee 
centered.  
Job centered supervisor ensures performance of assigned tasks and maintenance of prescribed 
standard. This type of supervisor has little confidence in his subordinates and allows little 
freedom to them. He is to some extent authoritarian in nature. Where as employee centered 
supervisor demonstrate concern with human aspects of his subordinate and emphasize 
effective team building for high task performance. This type of supervisor allow its 
subordinates free working environment and he is basically concern with better results. He is 
primarily democratic in nature.  
 

Supervision System in Nepal  
Supervision system in Nepal can be judged from following angles and perspectives.  
 

Government’s Efforts  
Despite the heavy efforts from government side to reform civil service of the country, there 
are still some genuine problems exists in the civil service of Nepal. Some of the identified 
and unsolved problems are:  
• Administration is still process oriented  
• Service provided by the government is still beyond the reach of needy people  
• Service provided by the government is still cost high in comparison with service provided 

by the private sector.  
• Maintaining high ethical standards in the civil service  
• Strong commitment in implementation of approved policy and programs. 
• Developing mutual understanding among bureaucrats in the civil service for successful 

implementation of the plan and program.  
• Stop any kind of the administrative activities adverse to the prevailing law of the country.  
 

Tenth Five Year Plan (2002-2007) 
Tenth plan consists of separate national policy in Governance, Development Administration, 
and Human Rights sector. The objectives of this plan in this sector is to make public 
administration, competitive, economic, transparent, service oriented, result oriented, 
accountable to make people feel governance and facilitate to alleviate poverty, sustainable 
economic and social development. 
The plan has spell out following strategies to achieve the aforementioned objectives:  
• Enhance financial efficiency of bureaucracy.  
• Strengthen monitoring and evaluation system of the development policy, program and 

projects.  
Among many, the policy of tenth plan is to achieve the objectives and adopted strategies to 
strengthen monitoring and evaluation. But it failed to chart out any specific policy emphasis 
to strengthen supervision of the subordinates and field offices.  
 

Supervision System  
Nepal’s civil service is adopting following types of supervision system:  
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• Supervision of the subordinate based on civil service acts and rules1992 
According to the civil service Act supervisor has to evaluate performance of his subordinates 
once a year. This performance evaluation report is used for  promotion, nomination to the 
higher study, reward and punishment. There is provision in the Act that supervisor needs to 
monitor the performance of his subordinates constantly but in actual sense this is not 
happening and performance evaluation is becoming just a formal procedure which has no 
meaning to the evaluator as well as to those evaluated. Therefore it is seen that except in 
personal reason all staffs get equal evaluation marks from his supervisor.   
• Supervision of the field office based on the government office inspection rules 1969 
Government office inspection rule has been formulated for effective inspection and constant 
monitoring of the overall performance of the field office. But this system is also not effective 
and is used as merely a formality. Normally this approach is used to avoid cold in the capital 
city.  
Thus we can say that even though we have ample organizational and legal system for sound 
supervision system in Nepal's civil service but the challenge lies on its effective 
implementation.  
 

Effectiveness  
The effectiveness of any system mostly depends upon modalities adopted to implement the 
system. Comparing with findings of the Renis Likert, our supervisor is not employee centered 
and is mostly job centered because our performance evaluation system is based on the 
performance of the employee. Moreover, Nepal's supervisors seldom delegate his authority 
and never believe their subordinates. Supervisor never discusses the problems encountered 
and solutions to face the challenges with his subordinates. Thus we can say that Nepal's 
supervisors are mostly job centered and authoritarian in nature.  
The bitter experience of the Nepal’s civil service is that those supervisors, who are supposed 
to evaluate and teach their subordinate in principle, use yearly performance evaluation system 
as a tool to make obey his inappropriate order. It is true that supervision in Nepal's 
bureaucracy is merely taken as a system that is important to show other as an ingredient of 
the civil service not as a practically implemented policy.  
Theoretically, central level office has responsibility of periodic supervision of the field level 
office. But contrary to the theory Nepal’s field level office considers supervision from centre 
as an extra financial burden to them. They knew that supervision from central office to the 
field level office simply as a formality not as an essential procedure. They take supervision as 
an event that happens once a year at the time of performance evaluation or at winter season 
when officials in the central office make tour to avoid cold in the capital city or in regional 
head- quarter.  
It is a strange truth in the Nepal’s civil service that each and every top level officials knew 
that even though supervisor do not find performance or achievement of the subordinate not 
compatible with set standards or the approved target but he has no role to play in his 
promotion, placements, transfers and foreign training or observation tour.  
Higher authorities in the civil service instead of thinking to improve performance of their 
subordinates, they dwell in themselves on unnecessary day to day administrative activities 
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such as recommending or carrying out promotion, transfer and placements of the person 
whom he knows or recommended by those who knew him.  
Nepotism and favoritism are most widely used apparatus in Nepal’s civil service. Taking 
advantages of some deficiencies of administrative system some bureaucrats are benefited 
from these scepters, therefore many bureaucrats love to use it. In actual sense these needs to 
be treated as a disease that destroy life of whole administrative set up. Top brass of Nepal’s 
civil service must refrain to use it and they should seriously think to act neutrally because one 
of the characteristics of the bureaucracy is to maintain impartiality as well as neutrality. 
However, the situation of Nepal's civil service is just opposite to what it should be.  
In connection of analyzing effectiveness of supervision system in Nepal’s civil service I 
would like to cite a story, which may be reflection of the real work situation for many 
bureaucrats in Nepal. The story is an event which starts when a minister in a certain ministry 
asked Director General of a department to provide specific vehicle for his use. The vehicle 
asked by the minister was given by the donor agency and according to the conditions of the 
agreement vehicle could be used in the project specific activities and without prior approval 
of the donor agency government can not use even for the official purpose of the ministry. The 
Director General told these facts to the minister but minister was reluctant to hear and 
understand the logic rather continuously insisted Director General to obey his order.  When 
minister do not listen the facts then the Director General conveyed his inability to carry out 
his order unless donor agency approves the proposal. In reaction to refusal to carry out his 
order the minister changed the Director General and appointed new one. And newly 
appointed Director General provided him the vehicle for short periods. But the removed 
Director General suffered a lot in promotion, transfer and placements. This story can also be 
taken as a leading example of supervisor subordinate relationship and raises various questions 
about the soundness of the supervision system in Nepal. One of the questions is how such de-
motivated bureaucrats like the transferred Director General could effectively supervise his 
subordinates? How such newly appointed Director General who is simply appointed to carry 
out the order of the minister could develop good relationship with his subordinates?  How the 
subordinate evaluate both Director Generals as a good supervisor? Will subordinate 
effectively carry out order of such supervisor? 
 

Indicators to Measure the Effectiveness  
If we study above we find that government has taken some steps to make the supervision 
system effective. But the steps taken out by government are not sufficient. The sufficiency of 
government efforts to strengthen supervision system can be analyzed by using some 
indicators like trends of complain against the public officials and audit objections raised by 
Auditor General of Nepal. These two can be shown in as follows:  
 

Complain Lodged in the Commission for the Investigation of Abuse of Authority 
One of the indicators to measure the effectiveness of the supervision is complain lodged 
against the public officials. The number of complain against the public officials shows how 
effective the supervision of ministry, department and office in charge to the field office. It is 
believed that if the supervision from superior is effective, then complain against public 
officials must be less. Following table shows situation of complains against public officials.  
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Table - I 
Complaints Lodged and Disposed 
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Above figure shows that in 2000/01 complain lodged in CIAA is 1261, where as in 
2001/2002 and 2002/03 the number is 2522 and 3966 respectively. This show the increasing 
trends in complain against public officials. We can conclude by saying that increasing 
number of complain against public official means ineffectiveness of the supervision from the 
centre is also increasing.  
 

Audit Objections Raised by Auditor General of Nepal  
Another indicator, to measure effectiveness of the supervision system of Nepal, is the amount 
and trend of the audit objection raised by the auditor general of Nepal.  

Table - II  
Expenditure and Audit Objection 
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Above figure shows that in 1999/00 the percentage of the audit objection is 12.24, in 2000/01 
it is 16.52 ,in 2001/02 it is 16.32 in 2002/03 it is 10.63 and in 2003/04 it is 8.09. Audit 
objection reflects the irregularities incurred by government office which means non 
compliance of financial rules. This also means lack of inspection from centre.  
 

Suggestions to Improve Supervision System in Nepal  
It is said that every problem has solutions. Therefore, there are following steps which could 
be taken as guidance to strengthen the supervision system in Nepal: 
• Formulate separate law for supervision and among other there should be provision in 

the law that supervision report must be related with placements, transfer, promotion 
and providing any privilege to the staffs.  

• Supervisor must be made responsible for the overall performance of his subordinate.  
• Supervision report writing and its implementation should be an inbuilt system in central 

level. Instead of involving in routine job like transfer, placements, of the staffs, 
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Secretary in the ministry must delegate his routine administrative power to the Director 
General of the department and he should give more time to study the actual situation of 
the department / district level office and inspect regularly or review their performance 
as well as implementation of the on-going projects.   

• Contracting out activities to be performed by the district level office and give full 
authority to the office chief to decide reward and punishment to his subordinates.  And 
such reward should be handsome amount and should be relate to the monthly salary.  

• Adopt two type of salary system in the civil service of Nepal. First type should be for 
those, who performs the regular function and next type of salary system should be 
related with the performance. Performance based salary should be provided on the basis 
of supervisor report and target achieved. Government should formulate separate manual 
for performance salary system. The manual should be strictly followed and among 
many, there should be one provision that if some supervisor recommends performance 
based salary to his subordinates without following the provision of the manual and 
without achieving the target such act should be considered as corrupt practices and such 
supervisor should be punished on the basis of prevailing corruption control law. 

• Encourage the honest staffs. 
• Strong commitments in implementation of the approved policy and programs.  
• Raising feeling of self confidence among the staffs.  
• Develop mutual understanding in civil service.  
• Stop administrative activities adverse to the prevailing law.  
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Fiscal Decentralization in Nepalese experience 

 
 Ananda Raj Dhakal* 

1. Background 
Proper distribution of taxing authority and expenditure responsibility itself is an extremely 
complex task. Economists normally focus on growth, equity and efficiency, while politicians 
keep their attention on the distribution of power, responsiveness and accountability. It is 
commonly agreed that there is a positive relationship between economic growth and fiscal 
decentralization. The responsive and accountable governments always believe for equity and 
efficiency however this phenomenon demands a clear delineation of role and responsibilities 
between the levels of government. Generally, the defence, macro economic function, mega 
policy and huge infrastructures are assigned to the national government and considering the 
efficiency of the local and regional governments, other functions including small 
infrastructures, local economic activities and basic service deliveries are assigned to the 
subnational level. 
The concept of decentralization has been changed continuously in the development arena. 
Previously, it was considered only to be delegation of power, but now decentralization also 
denotes the devolution of roles and responsibilities. The division of power based on certain 
principles can be deciphered from it. Thus, decentralization is also understood as a process of 
transferring authority, responsibility, power and accountability from the central government 
to subnational levels. It is an umbrella concept. Delegation, deconcentration and devolution 
are different forms of decentralization. Devolution is the advanced approach of 

decentralization, where law assures authority and accountability for local elected institutions.  
 

2. Meaning of Fiscal decentralization 
Fiscal Decentralization is one of the major components for a decentralized governance 
system, which is also known as a prerequisite functionary. James Edwin Key defines Fiscal 
decentralization as "the devolution by the central government to local governments (states, 
regions, municipalities) of specific functions with the administrative authority and fiscal 
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revenue to perform those functions". It means fiscal decentralization required devolution of 
taxation authority to carry out the assigned responsibilities for the respective government. 
Today not only the local politicians; but central government itself is looking for effective 
fiscal decentralization. It is because that central government intends to meet all local needs 
through local governments in an efficient manner and that can only be fulfilled through 
devolution of fiscal power. Similarly central government is looking towards the local 
government's role on their national economic development addressing the demand of local 
politicians for more autonomy in the taxation power along with their expenditure 
responsibilities. 
 

3. Dimensions of Fiscal Decentralization  
Fiscal Decentralization is the composition of expenditure and revenue assignment, 
intergovernmental fiscal transfer and local government borrowings. All these four dimensions 
are interdependent on each other. An efficient fiscal decentralization always depends upon 
these factors.  
  
 

                                           
 Fiscal Decentralization 
 
 
 
 
 
 
 
 
 
 
 

Expenditure assignment is the delineation of role and responsibilities with entail funds. It 
makes institutions more accountable, minimizing duplication and overlapping the 
responsibilities. Subsidiary Principle has been strongly accredited while delineating the 
expenditure responsibility. 
Revenue assignment is the next component of fiscal decentralization. This assures the sources 
generating funds required as per expenditure responsibilities. We know that the local revenue 
should be based on ability, economy and principal of benefit. Consistency between local tax 
and services is another imperative element to be kept in mind, while making revenue 
assignment between the levels of government.  
Intergovernmental fiscal transfer is a gap-filling tool between local expenditure need and 
revenue assignment. The central government is sole responsible to develop and execute a 
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scientific and justified transfer mechanism. Population, geographic area, human development 
index, cost factor, categorization of local government, absorption capacity and financial 
fairness etc. may be some handy parameters to make the fiscal transfer equitable and logical. 
Regional governments are mostly used to carry out the delegated functions working as the 
development agency of central government. Unbalanced development and variation in 
development need among the regional governments is a realized fact. So equalization 
between local governments (horizontally vertically) is a grave topic to be addressed. 
Conditional and unconditional grant for local and regional governments have been practiced 
internationally. Conditional grant is generally allocated for delegated functions. Local 
government borrowing is also a gap-filling model, but experts speak to limit the borrowing 
up to certain point. Incase of insufficiency of funds generated from revenue and fiscal 
transfer, local governments intend to borrow loan from bank and other finance companies.  
 

4. Arguments for and against the fiscal decentralization 
Some arguments have been raised against the fiscal decentralization at a continuous rate from 
its early initiation. It has been argued that local people do not have political power so that 
they can pressure local politicians to make resource efficient decision. Corruption is another 
concern, yet this cannot be generalized. The view is that the local authorities at least find 
themselves in more corrupting situations. It also has been assumed that the national 
bureaucrats are likely to be better than local bureaucrats having good knowledge of public 
expenditure management in tax and budget choices. Some times fiscal decentralization may 
exacerbate a central government’s ability to deal with imbalances. It is because the 
devolution of fiscal authority tends to transfer the major volume of tax administration of the 
country to the local and regional government.  
Some issues have occurred in the application of fiscal decentralization varying from country 
to country. In some cases central governments have felt their structural fiscal deficits and 
revenues collected at the regional and local levels exceed the central government’s revenues. 
It has been observed for several times that discretionary power for the local government, 
degree of central control and dealings with vertical imbalances and horizontal inequalities as 
technical issues are not defined clearly before enactment of the fiscal devolution. 
The arguments rose for and against the fiscal decentralization depend upon the level of 
development and political situation of the country. Wolman articulated the modern case for 
decentralized government and he had divided the proponent's arguments into efficiency and 
governance values. Efficiency is an economic value and it is expected that public sector 
emphasis to reflect public service assurance in the taxation policy as much as possible. 
Governance values include responsiveness, accountability, and political participation. 
Decentralization makes decision maker closer to the people and makes local politicians more 
responsive and accountable with them. It is because local politicians know more about the 
need and priority of local people than the central government and they remain alert for the 
election to come. Since local policy makers are closer to people, they can diversify during the 
formulation of public policy and offer citizens a greater choice in public service and tax 
options. Again the technical issues can be defined based on the expenditure responsibilities. 
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5.  Fiscal decentralization in Nepalese practice 
The Local-Self Governance Act (LSGA) 1999, for the first time has defined the principles 
and policies for a decentralized governance system in Nepal. According to these principles 
and policies, fiscal authority would devolve along with responsibilities, decision-making 
power and accountability to the local elected institutions. LSGA and respective regulations 
have been perceived as the milestone of decentralization; however in practice, the fiscal 
devolution has always been a least priority or neglecting sector.  
5.1 Legal provisions focusing the dimensions of Fiscal decentralization: 
After the promulgation of LSGA, the country has taken a step ahead on fiscal 
decentralization. The need of expenditure assignment has been accepted and role and 
responsibilities are assigned for different tiers of local government; but there is a huge 
overlapping and duplication. This overlapping scenario is not limited only between the tiers 
of local government but also with the central government too. Similarly the allocated 
responsibilities for local governments either are un-funded and/or under funded. In most of 
the cases it is being practiced, what local governments have been assigned for, the central 
agencies are doing same thing. 
LSGA has made various provisions focusing the revenue responsibilities. As per the terms 
made by the Act, District Development Committees (DDC) can impose taxes on (i) different 
natural resources and worn torn goods that are exporting from the district, (ii) infracture 
(road, irrigation, ponds etc) taxes for those which are constructed by them or handed over to 
them. They are entitled to collect service charge and recommendation fee as approved by 
their respective councils. Similarly DDC are authorized to collect the revenue from the sale of 
natural resources like river bed materials and wooden swept by rivers from their jurisdiction. 
Likewise various provisions for revenue mobilization have been made in LSGA for Village 
Development Committees (VDC) and Municipality. They can collect revenue as rent tax, 
business tax, service charge, recommendation fee, house and land tax, property tax, parking 
fee, advertisement fee etc. Concerning the rate of these charges and taxes, the respective 
council of the local government is required to approved the rate based on the minimum and 
maximum range prescribed in Local Self Governance Regulation, 1999 (LSGR).  
LSGA has made specific arrangements for central grants. As per the conditions defined, the 
Government of Nepal should allocate minimum grants for local bodies in yearly basis. 
Population size, level of development, revenue mobilization, need of financial resources and 
financial discipline maintained in local bodies are some indicators based on which 
government can allocate further additional grants as well. This has been perceived as the 
performance based grant system. Revenue sharing is another shape of central grant. 
According to law government should share the revenue collected as registration fee and 
royalties from electricity, mine, petroleum, forest and other natural resources and entrance fee 
from tourist and mountaineering etc. between DDCs and again DDC also should share this 
revenue among municipality and affected VDCs.  
Local borrowing is one of the best possible choices for local bodies to fulfill the resource gap 
shortage from revenue authority and fiscal transfer. As per the settings in law, local bodies 
can borrow loan on the approval by their own council. But this has not been broadly practiced 
yet.  
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5.2 Institutional Arrangement and preliminary initiatives  
After the enactment of LSGA some institutional arrangements have been set to enhance fiscal 
decentralization. A Local Body Fiscal Commission (LBFC), as a recommendatory body, is 
provisioned in the Act to make required research and studies related to local fiscal issues such 
as local taxation, revenue sharing, local financial management and accounting system.   
A fiscal Commission was formed in 2001 and that commission completed a comprehensive 
study objectively to enhance the financial capability of different tiers of local bodies. It was 
the first report pledging fiscal decentralization that made different recommendations related 
to local revenue sources and administration, revenue sharing arrangement, central grants 
system, strengthening local accounting and auditing system, and accountability mechanism. 
A tentative expenditure assignment was also indicated by the study report. Commission 
recommended forming LBFC as a permanent institution. 
As recommended by the study, LBFC as a permanent institution has been created with its full 
fledge secretariat. This commission took various initiations based on its road map in the way 
of strengthening fiscal devolution. Some comprehensive studies related to expenditure 
assignment, revenue assignment, intergovernmental transfer, expenditure needs and 
effectiveness, local financial management and others were successfully completed very 
shortly. These study reports give a clear roadmap of the fiscal decentralization improvement 
plan to the country, it required to own these reports and initiate implementation. 
5.3 Major issues on fiscal decentralization  
LBFC is an advisory body under the liaison of Ministry of Local Development (MLD).  MLD 
provides premises and secretariat's staff with temporary position creation to the LBFC, but 
some behavioral problems have been observed due to comparatively lesser ownership of the 
staff by the Ministry regarding information and other benefit sharing. On the other hand, 
behaviorally there is hesitation to take ownership of the institution and its products by the 
MLD as it was envisioned during initiation. It seems the statement would become true that 
someone told at the beginning that LBFC would be in 'Birth Trap' on the behavioral ground. 
Notwithstanding, it is a behavioral concern and that can be managed if we intend. There are 
some other issues to be addressed in the time to come. 
1 LSGA has defined the roles and responsibilities to all local government units. The 

defined roles and responsibilities are so broad that there is no responsibility which does 
not fall under the local government's jurisdiction if gone through the legal provision 
made. But there is a huge duplication and overlapping limited not only between the 
central and local but also between the different tiers of local government. Role and 
responsibilities are unclear rather than perfectly demarcated. Most of the responsibilities 
are either unfunded or under funded. 

2 Principally we should agree that LSGA and its regulations intend to assign the revenue 
authority to the local government. Various revenue sources are identified and 
recommended for respective governments. But the sources assigned for them are looking 
unsustainable. It can be assumed that the assignment was made without sufficient study 
especially on service standard, expenditure need and potentiality of the resources. 
Revenue sources outlined for LBs are multifarious and heavy from the management point 
of view.   
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3 Revenue sharing between the central and local government has been practiced largely. 
Local and regional government used to carry out delegated functions on behalf of central 
government as development agents. As a consequence of which the central government 
has to compensate through sharing of revenue collected from their respective territory.  
Based on this universal practice same type of provision has been introduced in our 
context too. Local governments are entitled to get certain percentage of revenue collected 
as land registration fee and royalties from different sources. Some indicators have been 
developed and practiced for the sharing purpose between central and DDCs; however 
further exercise requires making these indicators doable and acceptable. For sharing 
between the different tiers of local government units neither any indicator has been 
developed nor practiced. 

4 Central transfer is one of the apparatus that make local institutions accountable towards 
the central government. Sometimes central governments choose the transfer system rather 
than directly devolving the tax bases and revenue sharing; expecting that it helps to 
maintain the central control upon the local expenditure. Mainly there should be some 
features for a good transfer system; such as autonomy, adequacy and equity, certainty, 
predictability, simple and transparent. This is the indication that transfer system should be 
based on well-defined parameters. Central transfer is even critical for the horizontal and 
vertical equalization, which is based on need of development and expenditure 
responsibilities respectively. This equalization mechanism should also be based on pre-
defined formula. But in our case central grant has been practicing on ad hoc. Some of the 
preliminary exercises have been made for an indicator based transfer system and an 
interim formula has been developed and executed, but further exercises call for making 
this system more applicable in all tiers of local government. The grant for municipality 
and VDC is entirely on ad hoc.  

5 'Tax for quality service' is a universal phenomenon. Taxpayer seeks the service in return 
for paying tax to the government. This is even higher sounding to the local government 
that 'first gives us the desired service then only imposes tax'. It clearly shows that there 
must be a positive coherence between the tax and services from the local government. In 
our case the second part is missing. We should accept that most of the local government 
doesn't care the time frame, cost and quality of the services they are providing.  

6 Maintaining financial discipline is being a very crucial concern in the local government. 
LSGA and local bodies financial administration regulation have characterized the process 
and procedures for accounting and auditing mechanism. Various formats in this regard 
has been developed and recommended. Adequate Institutional arrangements along with 
terms and conditions have been made to maintain financial discipline. Different tools also 
have been advised to make financial transactions transparent but desired discipline has 
remained a significant problem lying in front of them.    

7 According to law a higher-level committee had to be formed as Decentralization 
Implementation and monitoring committee under the chairmanship of the Prime minister. 
Other adequate arrangements also have been shaped within the local institutions for 
monitoring and evaluation purposes. But in practice this is always disregarded. Even the 
meeting of the DIMC is not being organized as set down by law.  

8 Coordination itself is a multifaceted function and a behavioral part. Degree of 
coordination depends on insight of others on a particular concern. If somebody perceives 
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for positive, there would not be the question of coordination and vice versa. In the 
Nepalese context speaking sincerely, most of the central line agencies hesitate to devolve 
the task as we are advocating since long back. They feel that local bodies do not have 
adequate capacity, every thing becomes worse due to the over burden on local 
institutions, local level should be capacitated before the departure etc. They believe on 
incremental approach of reform with the reservation that only the central level is 
competent to do every thing. Due to these reasons the question of coordination between 
the central and local comes in to existence frequently.    

9 Local borrowing is vital as a gap-filling tool on local finance. LSGA has made policy for 
local borrowing but a detail guideline has not been prepared yet. Due to this reason local 
borrowing has not come in to practice since local units are feeling needed.  

6 way forward 
This is not an appropriate time to verbalize any more on existing mechanism of 
decentralization. Different ideologies are impending in political field regarding the future 
scenario of the state, especially on Unitary and Federal structure. But what ever may be the 
structural adjustment; decentralized governance system is always significant. It is more 
critical even in the federal type of structure. So recommendations are being made for acting 
out an effective and efficient fiscal decentralization keeping in mind a fragile scenario of 
structural set up of the state. 
1 Broadly speaking there are two approaches of reform; Paradigm shift and incremental 

move. The first one is a political function and it needs authentic commitment and 
politically opening. Singapore, Korea, Philippines and some others have followed the 
same dimensions of reform after their political revolution. Theoretically, reform is a 
proactive function and that should be moved forward by the politicians. Bureaucrats are 
reactive and they intend to respond the demands only until the end of time. Similarly 
Administrator seeks to survive reforming the worst one and some time he believes on 
formalism -advocating more doing nothing. Reform initiatives in Nepal usually are based 
on coercion, pressure and hierarchy. We always believe in incremental approach. Past 
efforts were not successful due to the same reason. So that we should move making 
decentralization a political function.    

2 Devolution is the best choice as an advanced approach of decentralization. Various 
efforts have been undertaken since last one decade in this scheme; though this is lying as 
a fruitless agenda. Despite various institutional and legal arrangements after the 
proliferation of LSGA, devolution could not step as expected. A piloting had enacted in 
primary health, primary education, rural infrastructure and agriculture extension, but 
DDC has been transformed only as an additional post office. Two years back government 
approved a policy to devolve most of the development activities up to district named as 
full-fledged devolution. A variety of interactions were undertaken between planning 
commission, MoLD and concerned line ministries. Process and procedures were also 
defined and forwarded for the endorsement, but nothing has happened so far.  
There are two major causes behind the failure of the course of devolution. The first is 
political situation of the country and second one is erroneous approach for devolution. 
The political situation needs not to explain more, it is because everybody is aware of the 
political situation of Nepal since last thirteen years. But the second one is fundamental 
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and guided by our knowledge, intention and attitude. Devolution forever demands the 
perfect ness on the dimensions of fiscal decentralization. Expenditure assignments to 
some extend tends to role delineation and that should follow the principle of subsidiary. 
But we overlook this distinguished principle while commissioning the devolution 
process. We hunted the devolution process up to district rather than lowest tier of local 
government as per the competency of the level of government. Like wise we scrutinized 
the activities to be devolved sitting in the centre without bearing in mind for 
organizational competency and effective service delivery.  

3 Adequate efforts were undertaken during the last ten years to brace fiscal decentralization 
in Nepal. It was equipped legally and structurally. A series of decisive studies had ended 
with valuable recommendations to make fiscal devolution stronger, but reports are lying 
as worthless materials. LBFC secretariat is not grooming as expected and unofficially it is 
used to verbalize as dumping site. If we are honestly committed towards the decentralized 
process we should review our past initiatives, and to correct our mistakes. 

4 Our attitude, perception and behavior are the serious obstacle in governance process. We 
have been misguided from 'decentralization up to me' looking others dreadfully worst. 
We do not want to pass on authority to others. This is our behavioral fault and we should 
get rid from this power and ism phobia.   
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TThhee  RRoollee  ooff  SSoocciieettyy  iinn  DDeevveellooppmmeenntt  PPrroojjeecctt  

 
  Krishna Prasad Acharya* 

Society 
Society is defined as a group of people who live in a given territory. Generally, it is equivalent to 
national boundary. These days, societies cannot be equated with national boundaries. 
Globalization has resulted in the new thinking on society making it more complex. So, societies 
do not always correspond to political boundaries. Society is made up of structures-patterns, 
institutions, networks, relationship, obligations, rules, people, behaviour and interaction of people 
(Parajuli, 2006). Therefore, societies are taken in a problematic way. It is interlinked among 
individual, groups or communities. Society is seen as a process and as a space or field (ibid). 
Sociology is a science to study human society. Auguste Comte (1798-1857) first coined this 
terminology. The literal meaning is the study of the process of companionship. It is the study of 
the bases of social membership. Hence, society deals with social interaction, social behaviour, 
social phenomena, social process, social activities, social values, social culture and all social 
entities. Men cannot live without society as fish cannot live without water. There are different 
types of societies such as ancient and medieval society, modern society, idealistic society, 
materialistic society, pragmatic society, collectivist society and democratic society (Sharma, 
2001, pp. 155-156). In this article, society is seen as local community, people and civil society, 
which are located in the rural areas and entirely depend upon centre. 
 

Project 
Development planning (economic planning), investment planning (cost-benefit analysis) and 
project planning are related to each other. I will discuss the project planning related to 
development projects in which society has a special role to alleviate poverty. 
A project is a proposal for an investment that is economically and technically feasible. In other 
words, it is a scheme, design and specific plan. Plan, programme and project are interlinked. 
Programme and projects fall under the plan. Similarly, plan is designed with the programmes and 
projects. Project contents mainly three elements viz. objective, budget and time. Any 
development project has objectives, which are fulfilled within the time and budget constraint. If a 
project does not complete on time, then the cost will go up. It will ultimately hit the poor people 
because of high cost (price). The developmental project is supposed to achieve certain goals or 
objectives. For example, a road construction project connecting between rural and urban areas 
results in the multiplier effect upon completion the project. Such as availability of transport 
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facilities, supply of goods at reasonable prices, agricultural development, employment generation, 
establishment of industries; provision of education and health facilities that help reduce poverty. 
Therefore, the objective of road construction project has been to reduce poverty. If this project is 
designed and implemented without the participation of the local people, then the sustainability is 
questionable. Hence, benefit is expected from any development project. 
Objectives may be quantifiable (measurable) or un-quantifiable. In other words, project can be 
classified into two parts 

 Production-based project 
 Non-production based project. 

The first project can be measured such as construction of 500 K.M. roads, 10 school buildings 
and distribution of 300 water pipes. The second type of project cannot be quantified or measured. 
Such as an investment made in literacy programme, child development programme. However, we 
can quantify the literacy programme as how many people became literate after completion of this 
project. 
 

The Project Cycle 
The traditional project cycles developed by the World Bank in 1978 are identification, 
preparation, appraisal, negotiation and presentation to the Executive Directors, implementation 
and supervision and evaluation. Each project passes through a cycle. Every Bank-assisted project 
must contribute substantially to development objectives and be economically, technically and 
financially sound (Baum, 1982, p.5). The new model of the project cycle has been developed by 
the World Bank involved listening, piloting, mainstreaming and demonstration.  
Bank-assisted projects can have an important demonstration effect. The international fund for 
agricultural development has identified ten phases of project cycle: 

1. Identification 
2. Design or formulation  
3. Appraisal 
4. Approval 
5. Implementation 
6. Progress monitoring 
7. On-going evaluation (performance evaluation) 
8. Completion evaluation 
9. Sustainability, monitoring and evaluation 
10. Ex-post evaluation. 

It must be taken into account that before starting up any project, cost-benefit analysis must be 
done. The basic idea of C-B analysis is simple. If the cost is higher than the benefit, the project is 
not accepted. If benefit is higher than the cost, the project is accepted. Therefore, it is necessary to 
weigh up the advantages (benefits) and disadvantages (costs) to society as a whole (Todaro, 1997, 
p.582). 
 

Policy of the Government Relating to Development Project 
As we know that the main objective of the Tenth Plan is poverty alleviation. The Tenth Plan has 
prioritized the project to achieve this goal. For the enhancement of the quality of projects and 
programme, prioritization is very important. The running Tenth Plan has used project 
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prioritization as a new instrument. According to the Tenth Plan, the projects have been prioritized 
on eight criteria. 

 Direct contribution to the national goal of poverty alleviation. 
 Contribution to the sectoral priority. 
 Regional balance. 
 Necessity of government's involvement in the project. 
 Situation of public participation 
 Involvement of the local bodies in line with the decentralization. 
 Contribution in enhancing private sector's involvement competition, and 
 Achievement in the past in the context of on-going projects. 

As mentioned in the Medium Term Expenditure Framework (MTEF) the projects and programme 
are categorized into priorities one, two and three. If there is shortage of resources, the projects 
falling in the second and third priorities will be eliminated. The public expenditure review 
commission had also pointed out the project prioritization with a view to implementing and the 
selection of the projects. The project bearing more than 15% internal rate of return should be 
invested with foreign aid. It had recommended unnecessary and burdensome projects to be 
curtailed. The total number of programme and projects stand at 700. 
The government of Nepal has published 'Foreign Aid Policy, 2003' in which there is clear 
demarcation of projects that should be accepted or rejected by Nepal before signing any foreign 
aid. Emphasis has been given to design implement, monitor, evaluate and repair any development 
project by the concerned people (local participation). Similarly, the government of Nepal 
commits to effectively select, implement and monitor the projects in every budget speech. 
The Local Self-Governance Act, 1999 has given top priority in the formulation, implementation, 
evaluation and maintenance of the projects that benefit to the local people directly. In this Act, the 
people (society, community, local body, civil society) are empowered.  Therefore, it is sole 
responsibility of the society to launch the project on the basis of local needs.  
 

Relationship between Society and Project 
There is close relationship between society and development project. Projects are run for the 
benefits of the society as a whole. If society rejects any projects, then such types of projects and 
programmes cannot be successful. The centre imposes the projects whereas the local people are 
not involved in the project cycle. In such a situation, the society cannot reap the benefits from 
such centrally controlled projects. That is why the so-called trickle-down theory, which assumes 
that the benefits of growth will reach the masses of the poor, has been replaced by participation 
approach. In another sense, it is also called the bottom up approach instead of top-down approach. 

Box-one 

A Case Study 
A School building annexed of Shree Secondary School was constructed at Jitpur, Bara District 
with the financial assistance of Ministry of Education three years ago. It was constructed far away 
from the main building, which had sufficient land to erect that annex building. The newly 
constructed school building is out of operation to date because of non-accessibility to students. 
After some years, the building gets old and needs repairing and maintenance. Then, who will take 
the responsibility of maintenance, raises the questions. If the very building was constructed with 
the participation of local people (society), it would be operated and the society would get benefits 
and maintenance would be possible. The society would take the ownership of project. This project 
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has resulted in the disadvantages to the society. It means they had to bear the cost. There are so 
many projects in Nepal like this. Such types of projects have caused innumerable losses to the 
society. The main reason has been centralization of projects neglecting the society as a whole. 

Source: Based on  a photo of school published in the Kantipur Daily, July 2, 2006 
The relationship between society and project is guided by the principle of social cost-benefit 
analysis like that of investors who are willing to invest if the business is profitable. Similarly, 
social costs and social benefits are reflected social profitability. Therefore, we can define social 
profit as the difference between benefit and cost. 
As we know, projects and programmes launched by the central government have not achieved 
sustainability because of the non-involvement of society in the project design, formulation, 
implementation, evaluation, and maintenance. The society is compelled to accept centrally 
induced projects. There are, however, some arguments in favour of centralization in connection 
with development projects. 

 Firstly, the society is not capable of running projects. They have no technical ideas. 
 Sometimes, the elite family wants to launch a project near his house whereas the majority of 

the stakeholders live far away from the site of project. In this case, there may be struggle. So 
middle class and low class societies favour the government intervention thinking that they 
support the majority of the society. 

 Thirdly, decentralization has not been successful in many developing countries because of the 
shortage of resources. The centre has powers, resources, technician's knowledge that the 
society lacks. Because of shortage of fund, the society is compelled to accept any types of 
projects that may harm them in the long run (i.e. environmental degradation) 

For the social integration, harmony, cohesion, economic equality and poverty alleviation, the 
society-induced projects should be launched. The main benefits can be categorized as follows: 

 The society can develop its capacity 
 They can select the project according to their needs (Demand driven). 
 The projects are likely to have sustainability by gaining ownership of the society. 
 The society can run the projects on the basis of cost-recovery measures (user's charge) 

 Emotional attachment to the projects is likely to arise among the community because they are 
involved in all project cycles phases. 

 Dependency on central government decreases. 
 Project managers are controlled and guided by the local society. 
 Society is one of the components of sociology of education. The projects, run by the 

society, create awareness and ultimately lead to the development of education 
 The ultimate responsibility and accountability of the society prepares the ground for 

leadership development in the project management. 
 

The Gloom Side 
There is other side of the coin. Sometimes, projects create inequality in the society. The affluent 
and elite groups design the project according to their needs whereas the lower and disadvantaged 
groups are always deprived of the benefits accruing from the projects. Sometimes, they are unable 
to pay (user charges). For instance, the Kaligandaki 'A' project is very expensive and poor people 
cannot pay for the electricity they use. 
As we have seen that big projects destroy the environment such as cutting down trees, 
disappearance of natural instincts, destroying bio-diversity, causes landslide and floods. 
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Similarly, the prices of local products increase as a result of excessive demand. It adds to cost and 
results in the inequality of society. 
 

Problems of the Development Projects 
The proliferation of projects is pervasive in Nepal. Sometimes, good projects are selected but 
never implemented. Some were implemented but never completed. Some were completed but 
never repaired and maintained. This has been the scenario of the development projects. About 
90% of the big projects are run by donor agency. As soon as they left, the projects tend to be less 
effective. The local citizens are never consulted and projects are hardly managed by them. It is 
said that societies are not involved in the development projects with a view to misappropriating 
budget. So, the costs of projects go up and poor people are hit due to price rises. Another cause of 
the increase in costs is that a project once started hardly completes. Some projects are selected 
due to donor's interest even if they are not viable (very costly), as for example, Arun, Kaligandaki 
electricity project. To quote another example is Dhangadhi-Dadeldhura road projects. This 
project has been completed but the people cannot reap the benefits because the road passes 
through far away from the local community. Benefit-sharing from the project between the 
government and the society can hardly be materialized. 
 

Project formulation from societal Perspective 
After the project has been identified that it is technically and financially viable, projects are 
formulated and designed. In Nepal, the local bodies were entrusted to formulate plan and project 
for the first time in the sixth five-year plan. While formulating or designing the projects neither 
society is involved. Moreover, the feasibility analysis, input analysis, financial analysis and cost-
benefit analysis are not done. Only the big projects financed by donor countries are designed with 
this objective. There are seven types of projects appraisal. 
 Technical appraisal 
 Financial appraisal 
 Economic appraisal  
 Social appraisal 
 Institutional appraisal 
 Environmental appraisal 
 Political appraisal 

From the sociological perspective, social appraisal attaches great importance to formulate the 
projects. But, social appraisal is not considered. However, there are sociologists in the big 
projects. In the social appraisal, not only the benefits but also the loss to the societies from the 
projects is analyzed. The Narbada dam of India is the example. The Narbada project has 
displaced so many people and created social disorder. So, the negative side of the project should 
also be taken into account. 
 

Project Implementation from the Societal Perspective 
Implementation is the action. Our societies lag behind in the action or implementation of the 
project. Generally, projects are expected to mushroom every year when new agreements are 
signed with the donor countries. But implementation aspect is very weak in our society. The main 
justification for the weak implementation is considered to be top-down model. The local 
communities are not involved in the implementation so that most of the projects in Nepal are not 
completed on stated time frame. If people's participation is not mobilized, then it becomes 
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difficult to mobilize local resources as well. We can see half-constructed schools buildings, 
hospitals, irrigation dams and other targeted programme that require people's participation. 
Therefore, failure of the projects can be attributed to the insignificant of the local citizens. The 
local involvement in the implementation brings positive change of the society. 
 

Project Evaluation from the Societal Perspective 
Project evaluation is the fact-finding about the results. It is an integral part of any development 
project to assess success or failure. It is a process to evaluate rate of return on a project its social 
profitability (cost-benefit analysis). In the cost-benefit analysis, if C/B = 1, the project is 
marginal. It is just covering its costs. If C/B > 1, the benefit is less than the costs and project 
cannot be undertaken. If C/B <1, the benefit is more than costs and it is beneficial to undertake 
the project. Cost-benefit analysis can help a society-decide whether or not to go ahead with a 
particular project. The society should select those projects in which the present value of benefits 
exceeds the present value of costs. But in some cases, the society has to suffer from the rising 
costs of projects in which costs exceed benefits. Hence, project evaluation needs technical 
knowledge that our society lacks. Since, the society is deprived of project formulation/design, 
implementation, then they are far from evaluation. The general practice is that the expert groups 
do monitoring and evaluation either from the government or donor agencies.  
 

Project Maintenance from the Societal Perspective 
Sustainability of projects is one of the main issues in Nepalese society. We have noticed so many 
development projects, which are not maintained, and development of ownership has not been 
materialized.  
If there is no mechanism of charging users for repair and maintenance, the project cannot sustain 
to its full life that cutdown the societal benefits from the project. If the society is involved in the 
ownership and accountability, there is high possibility of sustainability of the project. The general 
principle of repair and maintenance is the user charge of the service that the society gets so that 
the development projects last longer and the society feels ownership of the project. The price of 
the service can be charged on production-based project on the basis of consumption. 
 

Ways Forward 
The development projects should be launched in the following ways; 
• Development project should be demand-driven. The society needs school building, water 

supply but the centre imposes on the construction of roads. Moreover, the donor countries 
also select the project according to their choices not the local demand. Externally imposed 
conditions regarding the project cannot create sustainable reforms. 

• The society must be involved in the project design, formulation implementation, maintenance 
and sustainability (project cycle). 

• The development projects must be carried out in accordance with the Local Self – 
Governance Act, 1999. The local community will be active if there is full devolution. 

• Action research should be followed on the non-production based project such as literacy 
programme. 

• Every developmental project must be evaluated or assessed, whether or not the project 
resulted in the poverty alleviation in the society. Because the main objective of the project 
has been poverty reduction strategy. 
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• The society should be fully equipped with the local resources mobilization. For this, they 
need capacity building, leadership development and financial resources. 

• Development without peace is meaningless. Therefore, in the present context, peace and 
development should go side by side. The society should follow these twin objectives. 

 

Conclusion 
Any developmental project has multiplier effect. Therefore, the selection of the project must be 
rational. The projects are carried out to raise the living standard of the local people so that it 
creates social harmony and cohesion. There are, however, some thoughts that projects create 
discrimination in the society as the rich people can be benefited from the project whereas the poor 
cannot pay the service charge so the gap between haves and have nots widens. 
Before starting up any project, the most important instrument is the cost-benefit analysis. This 
model is very simple. The society should follow the indicators of project such as input, output, 
effect and impact taking into consideration on time, cost, quantity and quality. The 
implementation of 'Foreign Aid Policy' will help materialize the objective of the project. It is true 
that a project without societal involvement tends to be failure. In other words, the failure of the 
project leads to misutilization of resources. To conclude, for the successful implementation of any 
project, the involvement of society in the project cycle is mandatory.  
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Understanding social protection in the Nepalese perspective 

 
 Kiran Rupakhetee* 

Background 
There is no universal definition of social protection.  It is commonly perceived as the mix of 
policies and programmes aimed at reducing poverty and vulnerability for individuals unable to 
work because of chronic illness, permanent disability or old age. It is also meant to protect the 
majority of the population against some of the unexpected downturns in life, namely illness, 
unemployment, death of the breadwinner etc. Social protection is often used interchangeably with 
the terms "social security" and "social safety nets”. Any kind of collective activity which is 
designed to ensure that members of society meet their basic needs of adequate nutrition, shelter, 
health care and clean water supply are protected from contingencies and maintain a standard of 
living consistent with social norms, can be considered as social security measures. The objective 
of social security is to offset the substantial reduction of income from work caused by the 
stoppage or substantial reduction in earnings resulting from sickness, maternity, employment 
injury, and old age.   (http://www.nepaldemocracy.org/institutions/Informal_Economy.htm).  
Social security programmes are designed on the basis of participation and entitlements of citizens. 
Social safety nets, a term more recently used in social protection discussions, is associated with 
the more limited social assistance provided through public measures that are designed to transfer 
resources to assist groups which are poor and felt eligible owing to deprivation or sudden 
dependency. They include welfare programmes targeted at the poorest of the poor, or the short-
term compensatory emergency measures undertaken during structural adjustment or other 
aggregate shocks (ibid). 
In the current discussions on social policy, social protection is more widely used concept that 
refers to both social security and social safety net measures combined. Thus, social protection 
encompasses all forms of benefits and services such as child/family benefits, health care 
assistance and minimum-income provisions that are generally available on a universal basis 
without regard to participation, contribution or employment status (UNESCAP, 2002).  Therefore, 
social protection can be defined as “the provision of support to individuals and households 
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through public and collective measures to guarantee a socially-acceptable standard of living, and 
to protect them against low or declining living standards caused by exposure to structural 
vulnerabilities and/or market-related or contingent risks” (Bari et al 2005 cited in Hooper, 2006).  
Social protection schemes contribute in the maintenance of a basic level of income for those 
whose direct earning capacity is lost or interrupted due to contingencies such as sickness, injury 
and disablement, or old age.  In addition to support to individual beneficiaries, systems of social 
protection also play a role in maintaining demand for essential goods and services and hence the 
overall level of employment in the national economy (Hooper, 2006). 
 

Benefits of social protection 
Some people are of the opinion that social protection increases the dependency of the people to 
the state and they become lethargic and unproductive losing their entrepreneurial capacity. 
However, its benefits outweigh shortcomings. Social protection contributes on the achievement of 
sustainable, pro-poor growth in a number of ways.  It can finance investment in health and 
education, which are critical to supporting children’s development, as well as a capable, healthy 
workforce able to compete in a global economy. Besides, social protection can protect the assets 
that enable people to earn an income; encourage (economic) risk-taking; promote labour force 
participation and thus helps build the capacity of the workforce; increase labour market flexibility 
by protecting those who lose their jobs; and ease the difficulties that arise from economic 
transition  (ibid). Growth is necessary to combat poverty. However, growth alone is not sufficient 
to prevent and fight poverty and social exclusion. Without additional measures, the advantages of 
the market economy may be limited to a part of society only, namely those who are educated, own 
productive assets, and have participated in economic activities. The importance of social 
protection can be emphasized at this point. Social protection helps reduce poverty as well as 
benefits both poor and non-poor (http://www.adb.org/socialprotection/default.asp). It can have 
a positive impact on underlying poverty and inequality, and thus, on human security, and on 
human development outcomes.  It can also help disadvantaged members of society claim their 
rights and entitlements as citizens, to a basic standard of living and working (Hooper, 2006). 
Benefits of social protection can also be justified on the ground that it helps countries become 
more competitive by ensuring human capital development and increasing productivity. 
Investments in social protection reduce risks for the whole population including the poor. In 
countries without social protection, people constantly worry about the health of family members, 
and become indebted to cover catastrophic and life cycle events, such as bad crops, disability, and 
natural disasters. Social protection can reduce the impacts of those risks, and allow people to fully 
concentrate in their livelihood and economic activities. Studies have reveled that productivity per 
worker is higher in those countries investing more in social protection. Next, social protection 
reduces loss of human capital. Education is a major investment in order to achieve human capital. 
If children are obliged to work, or if they are malnourished and develop lower intellectual 
capacities, then they do not benefit from education, no matter how good the educational system is. 
Moreover, social protection generates growth by raising domestic demand. There is no sustainable 
economic development without a stable and growing domestic demand. Poverty and social 
exclusion make domestic markets very small, limited only to upper or middle-income groups. 
Social protection contributes to a stable demand and helps achieve stable economic growth, as 
money invested in social protection is an investment and it stays within the economic system and 
stabilizes it. Most importantly, social protection prevents poverty. People should not have to sell 
their assets to pay for health costs. People who lose their capacity to work can have access to 
basic resources. Families who lose their breadwinner should be able to get support. Without social 
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protection all these would fall into poverty. Last but not the least, social protection increases 
social cohesion. It contributes to social peace and thus paves the way for social and economic 
stability. Social protection helps reduce criminality and social unrest.  
 

Components of Social Protection 
Social protection encompasses a set of public actions that may be carried out either by the state 
itself, or privately to cope with risk, vulnerability and chronic poverty.  There are a number of 
instruments used internationally to address social protection needs.  These include: (i) social 
insurance (health and unemployment insurance); (ii) social assistance (fee waivers for health and 
education, social transfers to vulnerable households or individuals such as old age pensions, 
conditional cash transfers, child benefits, disability allowances); (iii) labour legislation (setting 
and enforcing minimum workplace standards; legislation and enforcement of rights in relation to 
land, discrimination, gender) (Hooper, 2006). Social assistance, which is extended basically to 
vulnerable, may be regarded as an entitlement and thus perceived to be a state’s obligations. 
Recipients accept these kinds of assistance with greater dignity than are acquired from the 
perceived stigma of receiving charity in order to survive (ibid). 
Social protection includes public social security schemes and also private or non-statutory 
schemes, such as mutual benefit societies and occupational pension schemes. All sorts of non-
statutory schemes, formal or informal, are included under the definition of social protection. The 
concept of social protection has been broadened to cover new concerns with food provision, 
housing, sanitation, income generation and employment generation. Therefore, it can be 
interpreted as a broad pro-poor approach with preventive, protective and promotional 
components. Social protection is considered to be an indispensable part of government social 
policy and an important tool in the alleviation of poverty. In fact work cannot be decent and 
workers cannot have human dignity without adequate social protection 
(http://www.nepaldemocracy.org/institutions/Informal_Economy.htm). 

Specific assistance is urgently required for poor and vulnerable people who are unable to help 
themselves to exit from the “vicious” cycle of poverty.  Social transfers are instrument used to 
break this negative cycle.  These may be in the form of grants (usually in cash) provided to 
individuals or households in order to achieve desired human development outcomes (such as 
improved health, education) as well as assist in removing them from chronic poverty.  However, it 
is important that the delivery of these entitlements is regular, predictable, and sustained over the 
long-term (Hooper, 2006). 
According to Asian Development Bank, social protection may have different policies for different 
target groups depending on country specific need and realities. Generally it includes labour 
markets, social insurance, social assistance, micro schemes and child protection. Labor market 
programs address workers and focus on employment and working conditions. The sick, elderly, 
widowed, disabled, pregnant, and unemployed, with sufficient economic capacity are eligible for 
insurance schemes. Social assistance, also known as welfare services or safety nets, targets the 
most vulnerable. This includes the mentally and physically disabled, ethnic minorities, substance 
abusers, orphans, single-parent households, refugees, victims of natural disasters or civil conflicts, 
the sick, the elderly, the widowed, the disabled, pregnant women, and the unemployed ineligible 
for insurance schemes. Micro-and area-schemes are instruments to protect communities, either in 
rural areas or in shantytowns and poor, marginal urban areas. Child protection should serve the 
needs of children and youth, to avoid their exploitation and ensure that they develop healthily 
(www.adb.org/socialprotection). 
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Affordability of social protection  
In countries where poverty and social exclusion are rampant, it is argued that fighting poverty 
through social protection is a huge and impossible task. It is also agreed that it is too expensive, 
reduces the welfare of those who are better off, and therefore slows economic growth. However, 
the histories of industrialized countries do not justify this logic. In those countries, social 
protection creates demand, enhances labor market participation, stabilizes economic development, 
and increases social cohesion. In the long run, social protection finances itself and results in 
everyone being better off (www.adb.org/socialprotection.asp). Inadequate investment in social 
protection puts human capital at stake and makes the country vulnerable to economic shocks and 
social disasters (ibid). 
Social protection is sometimes perceived as a concern of wealthy nations that constructed 
sophisticated social security systems and it is conventionally accepted that welfare systems have 
not been a priority for the most Asian policy makers; social protection has been largely neglected, 
or addressed with inadequate tools and insufficient funds. However, a closer look at economic 
history shows that the most advanced economies of the region -- Japan; Hong Kong, China; 
Republic of Korea; Singapore; and Taipei, China -- built development policies through active 
public or public-private interventions in medical care, social and housing assistance, and 
minimum retirement levels. Investing in social protection has been an essential part in the 
modernization programs of these societies at the early stages of their development (ibid). 
However, it is widely accepted that launcing social protection schemes is a costly affairs and also 
warrants efficient distributive mechanism for effective delivery of services to the needy people. In 
the country like Nepal having meager economic base and primitive administrative machinery, it is 
difficult to afford social protection programs in true sense. 
 

Social protection in Nepal 
Social protection is very limited in Nepal and it is only in the form of social safety nets. This 
counts for all five areas of social Protection identified by the ADB Social Protection Strategy, 
namely labour markets, social insurance, social assistance, micro-schemes, and child protection. 
Formal sector employment in Nepal is almost stagnant, and the growing labor force is mainly 
accommodated in the informal sector. While it is difficult to determine the size of the informal 
sector – due to its nature, being unorganized and unregulated – it is estimated that more than 60% 
of employed workers are in the informal sector. Among those, a much higher proportion of 
women than men are found. The informal sector is characterized by variation in wage rates, 
conditions of employment, and discrimination based on gender and age (ADB, 2003). The 
workers in  the informal economy face a much higher vulnerability and insecurity. Agricultural 
workers, former Kamaiyas, construction workers, domestic servants, street venders, home based 
workers and porters all belong to informal economy. Besides, most of the carpenters, plumbers, 
mechanics, blacksmith, electricians, shopkeepers, tailors, painters, rickshaw puller, driver, 
hawkers, barber; butcher and many other workers belong to informal economy in Nepal. 
Moreover, major portion of agricultural workers are of informal economy. However, their social 
protection need is yet to be addressed adequately (http://www.nepaldemocracy.org/institutions.htm). 

Nepalese government has made different social security provisions for salary bearers in public 
sector, but the beneficiaries are nominal as compared to total workforce. The labour Act, 1992 
makes a number of social security provisions for wage earners in formal private sector enterprises 
that employ more than ten people. Old age provident fund and voluntary retirement gratuity are 
provided to them. In case of work injury, benefits have been provided as full medical expenses 
under certification of Doctor plus paid leaves in case of hospitalization but half paid leaves if not 
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hospitalized. Salary of three years to the nearest family member and priority in employment to 
one of the family member is the benefit of life long invalidity. Besides, the Act has provisions of 
some basic protection like number of monthly payments, severance pay, and protection against 
layoffs, which requires the approval of the Labor Department.  Accordingly, they have got the 
maternity benefit, sickness benefit and Medicare facilities. But those beneficiaries are less than 
four percent of total work force in Nepal  
(http://www.nepaldemocracy.org/institutions/Informal_Economy.htm).  
Despite the provision of these legal protections, employment of workers on a non-formal basis 
(without contract) is still going on. The Labor Act has yet to be made more flexible in line with 
the introduction of better basic social insurance arrangements that take into account vulnerable 
populations’ ability to cope with threats to income and livelihood (ADB, 2003).  
Provident Fund and Citizen’s Investment Fund are in the form of social insurance for the 
employees of government and semi governmental organizations. Such formal social security 
systems in the form of provident fund and citizen’s investment fund cover mainly civil servants, 
army, police, and teachers. In total, about 400,000 government officials are covered. Any private 
enterprise with more than 10 employees can join the provident fund on a voluntary basis.All 
enterprises can join the retirement plan under the citizen’s investment fund. However, there is no 
mandatory social insurance provision for the private sector (ibid). Social welfare arrangements for 
certain groups such as elderly, disabled, widows, internally displaced persons due to the 
insurgency, children, and victims of natural calamities, mainly under the Ministry of Women, 
Children and Social Welfare (MWCSW), depend very much on the availability of funds and are in 
generally very limited. Most of the social protection programs are under MWCSW, but other 
ministries like the Ministry of Labor, Ministry of Health, Ministry of Local Development, and 
Ministry of Education and Sports are involved in social protection programs. Ministry of Health is 
running a network of 69 district hospitals (out of 75 districts) and about 4,000 primary health care 
centers and sub health posts. The Ministry of Home Affairs and the Ministry of Defense are 
running rehabilitation programs and rescue operations for affected communities because of the 
insurgency in the past. Their programmes include among others housing and life skills 
development programmes (ibid). 
Apart from the formal sector social security provisions, there are various informal and 
community-based insurance arrangements in the form of micro-insurance. Community based 
organizations have managerial and financial expertise in developing social protection mechanism. 
Traditional mechanisms for the exchange of agricultural labour and food assistance prevail in the 
society. Dharmabhakari, dhikur, paincho and other different types of indigenous social protection 
mechanism is in practice as a custom. Besides, Guthi systems are widely prevalent especially 
among Newari community to support each other from womb to tomb. The prevailing mechanism, 
however, is insufficient to undertake the social protection for all with new concept. Therefore, the 
roles should be revised and practice should be in support of developing social protection schemes 
that will reach out to workers in the informal economy.  
(http://www.nepaldemocracy.org/institutions/Informal_Economy.htm). 

Conventionally in South Asia in general and in Nepal in particular, families used to help other 
family members when in need. However, South Asia is modernizing fast. Modernization has been 
accompanied by a process of social mobility, migration, urbanization, and disintegration of family 
and community networks. Household informal safety nets are no longer adequate. Modernization 
requires the provision of social protection systems for the workforce to ensure higher productivity 
gains, increased domestic demand, and economic growth. Vulnerable groups cannot be supported 
by charities alone -- their contribution is essential but not sufficient. Most of the risks that the 
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poor and vulnerable suffer can be easily corrected or mitigated by public action, combining the 
efforts of government policies, development agencies, NGOs, and private sector 
(www.adb.org/socialprotection/default.asp).  
It is estimated that in Nepal 41% of children aged 5–14 and 21% of children aged 5–9 work. 
Concerning child protection, various nongovernment organizations (NGOs) through their various 
programmes try to address street children, working children, and trafficked and migrant children. 
The Government has committed itself to eliminate the worst forms of child labor and to eliminate 
all kinds of child labor by 2010.  
Many projects and activities, mainly financed by international development partners, have links to 
social protection. ILO is playing a particularly active role in this area, having published several 
studies and intervened in the fields of child labor, micro-insurance (health, livestock, and life), 
social protection for informal sector workers, occupational and health safety, maternal protection 
for the informal sector, reproductive health, sexual harassment at the workplace, and the 
development of a Social Protection Act. Some other agencies involved in Social protection 
activities are the United Nations Children’s Fund in the field of child protection, Norwegian 
Agency for International Development, Danish International Development Agency, German 
Agency for Technical Cooperation, World Bank through the poverty alleviation fund, and United 
Nations Fund for Population Activities (in the field of quality of care and micro-insurance) (ADB, 
2003). However, these schemes and activities in the field of social protection are scattered. These 
activities are felt to be beneficial to the needy people, but they rarely contribute towards strategic 
change unless these are linked to policy development. This necessitates having an integrated 
social protection policy and strategy in the country. Hence, this would be very important as a 
basis for the development of an integrated social protection strategy for the country (ibid).    
Affordability and sustainability of social protection are vital issues in Nepal where economic 
growth is stagnant and other development indicators are worsening. There can be different sources 
for funding social protection programmes in Nepal. Budgetary redistribution can be one of the 
options, but thorough analysis has to be made to justify the social protection programmes from the 
point of view of available scarce resources. Besides, benefits and costs of social programmes 
should also be analyzed. Next source can be foreign aid. However, this may face the risk of not 
being sustainable. Therefore, a long-term strategy is needed showing where funds might be 
needed. Micro insurance schemes have shown that they can protect people from economic risks 
like sickness, old age poverty, and natural disasters. Likely an extension of existing social 
insurance schemes may be an option. 
Financing of social protection schemes and delivery of social protection means are issues of 
concern. Source of financing for social protection measures are combination of fees, grants and 
government subsidies. From the angle of delivery, the government can facilitate social protection 
access through direct intervention or through a facilitative role allowing other role players' 
participation at multiple levels. Allowance for senior citizen, helpless and widowed women have 
been made in the national annual budget. Local government for social protection of the working 
community has taken some imitation but it differs from place to place. District Development 
Committees, district administrations and other local authorities have extended social assistance to 
needy persons in the case of calamities like floods, landslides or earthquakes. In fact the state has 
priority role in the facilitation, promotion and extension of social protection. Social protection has 
been considered to be an indispensable part of government social policy. Government should 
provide a broad and responsible role. Other social partners have a strong role to play in the 
management of social protection with coordinated efforts  
(http://www.nepaldemocracy.org/institutions/Informal_Economy.htm). 
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Issues in the implementation of the social protection schemes 
Based on the social protection system that prevails in Nepal and other developing and the least 
developed countries, it can be inferred that these countries have some form of institutionalized 
social protection system, but often these programs are ineffective due to (i)limited coverage 
(serving only a portion of the formal sector, often the wealthiest segments of society),(ii) 
insufficient funds , (iii) inadequate instruments, often copied from developed, industrial countries 
but not appropriate to serve specific in-country needs, and (iv) factors restricting access to 
statutory social protection schemes, such as legal restrictions, administrative bottlenecks, and 
problems with compliance.  
Under-coverage is a serious drawback in many social protection regimes. Workers in the informal 
sector as well as those in rural areas constitute the majority of the workforce that are the most 
vulnerable and are often excluded from public social services. Lack of participation of private and 
civil society is responsible for such under coverage. Therefore, the involvement of civil society 
organizations and the private sector in programme implementation and monitoring is essential to 
enhance the efficiency and coverage of social protection policy (UNESCAP, 2002).  
Existing social security systems have to be reformed and made more practical. Extending 
protection to the majority of citizens is a critical issue in our region. There is a need to extend 
coverage to the informal sector. Labour-market regulations and standards and contributory social 
insurance programmes designed for universal coverage in the medium and long terms have 
serious coverage gaps. These programmes provide mainly for public sector employees and 
workers at larger enterprises in the formal sector. Smaller employee and employers are often 
excluded from many of the provisions, as are home-based workers, daily labourers, farmers, 
fisherfolk and many of the urban self-employed. The informal sector often operates outside the 
scope of regulations, with low and unstable levels of income, and poor working conditions. The 
result of the statutory exclusions is that many of the most vulnerable groups are not protected. 
Globalization has resulted in massive changes in trade, capital, technology, and information 
flows, changing values and social structures. The increased opportunities resulting from access to 
new ideas, goods, services, and technology are also increasing risks and volatility. 
Interdependence may lead to possible economic shocks and downturns. In the absence of social 
protection policies, countries may experience mounting unemployment, poverty, marginalization, 
and political conflict. Globalization warrants the development of effective social protection 
systems in both developed and developing countries. The world's forward-looking development 
agenda gives social protection a primary role to sustain growth and well-functioning markets 
(http://www.adb.org/socialprotection/default.asp). 
Nearly all- developing and the least developed countries have social protection schemes. 
However, a large part of the funds dedicated to social protection is vested in formal social 
insurance schemes, mostly for government officials ignoring informal sector workers. Social 
protection measures often are also targeted to the poor, e.g. programs for the elderly, the disabled, 
orphans, disaster relief, and food for work, social funds, public health care provider networks, and 
micro-insurance schemes. However, they have limited coverage and scope. Studies of social 
protection interventions introduced in China, India, Indonesia, Malaysia, the Philippines and the 
Republic of Korea, among others, suggest that these schemes suffered from such weaknesses as 
limited funds, low benefit size, leakages in targeting, inadequate monitoring of outputs and 
insufficient coverage (UNESCAP, 2002). 
Social protection should be treated as an overall development issue taking holistic approach rather 
than a series of patchwork or unrelated programmes. However, it is observed that in many 
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countries at both the national and sub national levels, social protection programmes are 
fragmented among different departments such as General Administration, Labour, Social Welfare, 
Women's Welfare and Health in terms of financing and budgeting, targeting and monitoring of 
social protection programmes (van Ginneken 1999:187). This situation clearly creates a major 
challenge for government structures in terms of social protection policy development 
(UNESCAP, 2002). 
Meager financial situation of the country is another issue to be dealt with while having social 
protection measures. The scarcity of resources, in particular government revenues, is a common 
problem. This problem, in some cases, is due to policies of trade liberalization, which restrict 
some sources of revenue (e.g., tariffs) that were previously available to Governments for funding 
national social expenditures. Therefore, the importance of building nexus between social 
protection and other areas of policies is highly emphasized to economize and generate resources 
for social protection programmes and policies. In poorer countries, difficult choices need to be 
made in relation to the capacity of the state and the need to allocate financial, institutional and 
human resources in different essential sectors, including health, education and water as well as 
social protection. Besides, it is important not to view social protection as a field that deals only 
with residual problems of human welfare; it is a form of policy, which enhances human potential 
and promotes equality of opportunity as well as of outcome (van Ginneken 1999). 
Avoiding excessive administrative costs is a major challenge for social protection programmes. 
Administrative expenses siphon away resources from the intended beneficiaries, needlessly 
increasing the cost of social protection and reducing society's capacity for providing protection. In 
addition to the threat they pose to programme integrity, government bureaucracies and service 
structures that are inefficient, unresponsive and duplicative often cause excessive administrative 
costs and wastage. 
 

Policy considerations for strengthening social protection interventions 
This part of analysis is basically drawn on the basis of social protection situation in Nepal and 
issues in the course of implementation of social protection schemes in the developing and the least 
developed countries. As both the public and the private sectors have failed to provide effective 
social protection for the population, expanding access to and coverage of social protection 
programmes should be the main objective of the formal social protection agendas of developing 
countries (UNESCAP, 2002). Considering the country specific situation and realities, there should 
be different combinations for Social protection such interventions in the areas of labour-market, 
social insurance, social assistance, area-based schemes and informal social protection. Such 
intervention should be based on the principles of reducing vulnerability and poverty.  
Considering the failure to cover the need of the informal sector workers, the developing and the 
least developed counties have to seriously think as to how social protection programmes can be 
extended to the informal sector. The poor and informal sector workers have limited resources to 
invest in social insurance schemes. Efforts to expand coverage should start by addressing the 
needs of the poor and informal sector clientele and aim at their self-sufficiency through improving 
their productive potential and their employment and income-generating capacity, improving the 
household's welfare and mitigating the risks that keep households in poverty (ibid).        
Decentralization of public programmes offers great potential for improving the effectiveness of 
social programmes. Private-public partnerships can be agreed between governments and private 
companies to secure the inclusion of those excluded from any form of social protection. Where 
NGOs are already significant providers of social protection programmes, they can be encouraged 
to continue. However, NGOs often have limited and discontinuous funding and their presence is 
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too scattered to ensure equal expansion of coverage, thus limiting their ability to reduce 
vulnerability. A mixed delivery system may be best to diversify risks and address social 
protection priorities (ibid).Moreover, social protection strategies should be developed in a process 
led by Governments but having extensive dialogue with civil society, including the private sector 
and people in poor communities. The success of social protection depends on the effective 
administration of adequately designed programmes. Common operational problems among 
agencies include corruption, cronyism and favoritism; inadequate information processing, storage 
and retrieval systems; and organizational cultures that are hostile to customer service.  
Many on-going social protection systems and programmes in country like Nepal are under-
budgeted, receive random funding or have mistargeted benefits. If a country has the fiscal 
resource constraints to achieve the development of a comprehensive social security system with 
significant coverage, it should opt to concentrate on poverty reduction among the vulnerable 
groups and improvements in the labour force through a combination of labour-market policies and 
programmes, child protection, micro- and area-based schemes, social assistance and minimal 
social insurance benefits. Special attention should be paid to gender issues. Although half the 
population is composed of women, they receive much less assistance and fewer opportunities than 
men. Many poverty reduction and social development programmes are focused on households and 
do not consider intra-household differences. Assets and labour are normally differentially 
distributed between men and women, and boys and girls, within the same household. Therefore, 
particular attention should be paid to girls' and women's unique problems and life patterns while 
developing social protection policies and programmes. Besides, the most vulnerable populations - 
migrant workers, orphans, the homeless, and victims of disasters, refugees, nomads and 
marginalized indigenous groups should be given special attention owing to factors such as 
extreme poverty and social exclusion (Lee 2001). 
Integrated approach to social protection is a must. Social protection should be seen as one of 
several measures that work together to promote socially inclusive human development, reduce 
poverty and support enhanced productivity and growth. Close collaboration among different 
actors is needed to ensure that social protection and other development policies are consistent and 
mutually supportive. Many of the problems associated with existing social protection programmes 
are due to a lack of integration in social and economic planning or inconsistencies between 
different parts of the social protection system.  Moreover, no single model of social protection is 
applicable to each and every country. The social and economic conditions of workers in the 
informal sector are extremely diverse. Therefore, social protection measures have to be 
formulated accordingly. One common thing of workers in the informal economy of country like 
Nepal is vulnerability. Hence, social protection activities, targeted at vulnerable groups might be 
more effective. However, only the government machinery will be insufficient to gear up the social 
protection schemes in the informal economy. Along with government, community based 
organization and non-government bodies can play role in support of the development of social 
protection schemes. Trade unions can fit themselves with vital roles of coordinating their efforts 
that will reach out the social protection more effectively to workers in the informal economy  
(http://www.nepaldemocracy.org/institutions/Informal_Economy.htm). 
 

Conclusion 
Globalization has exerted pressure to modernize existing conventional social protection system in 
the least developed country like Nepal. Moreover, there is a need to extend the coverage of social 
protection system as it is basically confined to public sector employees in the formal sector. 
Recognizing the fact that informal sector is characterized as the sector accommodating ever 
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growing labour force, it should come under the ambit of social protection policies and 
programmes of the state. For this, an integrated approach to social protection is a basic 
prerequisite. Social protection should be considered as one of several measures that work together 
to reduce poverty and vulnerability for the goal of human development in the country. It can be 
really taken as a tool to promote sustainable pro-poor growth in a country provided that 
collaboration between different actors is ensured with appropriate policies, strong implementation 
mechanism and adequate financial arrangement. 
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Indra Karki∗ 
Executive Summary 
The prime objective of this paper is to examine the status of position classification in Nepal. 
While examining this, an effort to deal with the theoretical aspect of position classification 
will be made by scanning the available literature on concerned topics. The study will 
concentrate itself on the area of civil service. It starts by examining the origin of the civil 
service followed by its conceptual framework. The paper moves ahead with defining the term 
position classification. It defines the term position classification, as is the organization of all 
civil service jobs into groups or classes based on their duties, responsibilities and 
qualifications and skills required to perform those duties, accountabilities. Further, the paper 
quests the historical perspective of position classification citing examples from the British, 
American and Nepalese civil services. The study analyses the systems of position 
classification from the literature scan and experience gained by the author.  It further takes 
account of the advantages of position classification. In order to make the study easier to 
understand, some terminologies are defined so that the readers are able to know the exact 
message of the text. 
While analyzing the situation of position classification in the Nepalese civil service a macro 
level brief survey of past efforts being made so far will be made. In this context, the paper 
explores the suggestions concerning position classification put forth by the administrative 
reform commissions of 2025BS, 2032BS and the 2048BS. It arrives at the conclusion that the 
past efforts made by the government have not been successful due to a number of reasons. It 
concludes with some recommendations for future course of action. 
 

Historical Background 
China is assumed to be the first country to lay down foundation stone for a merit based civil 
service system by administering competitive examinations for the recruitment of public 
servants, in the second century before the Christ. The evolution of modern civil service was a 
result of gradual practice of the past rulers who used to employ clerks to assist in performing 
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their jobs. During those days the clerks were treated as the private secretary to the then rulers 
followed by master-servant like relationships between them. Slowly, as the population grew 
the empire regimes built up too and the socio-economic scenario changed due to first, 
industrial revolution and, second, due to political democratization, the position of governance 
system changed, too. Ever extending tasks of the government caused to expand the number of 
government workers to tackle the problems. Personal secretaries, who used to working as a 
helping hand for the rulers transformed into public officials. Because of this reason the public 
officials during that time were recruited through patronage system chosen by the rulers on 
their wish and dismissed on an arbitrary basis. On however basis they were recruited, they 
took the shape of civil service. In Britain, in 1853, a report entitled Report on the 
Organization of the Permanent Civil Service produced by Sir Charles Trevelyan, the eminent 
official, and Sir Stafford Northcote, the able politician, presented before the British 
Parliament in order to uphold impartial recruitment system. On the basis of that report the 
British Government, in 1855, constituted the Civil Service Commission to supervise the 
examinations of candidates for permanent civil service (Gladden: 1961: 100-101). This was 
the beginning of the introduction of a permanent, merit based and neutral civil service system 
that, later, spread in other parts of the world as well. After the Second World War, the civil 
service reached into matured stage. However, in Britain, the civil service got its modern 
shape after the reform measures suggested by the Fulton Committee in 1968. In USA, with 
enforcement of the Pendleton Act of 1883, the civil service got its modern structure with 
features such as merit-based recruitment, fixed tenure and politically neutral characters for 
the civil servants. Before the enactment of this Act, the spoil system was in extensive 
practice. However, the Civil Service Act of 1978 has further provisioned a number of 
arrangements in order to strengthen the civil service in the USA.  
In our own country, Nepal, the Nepalese civil service formally entered the era of modernity 
merely after the promulgation of Civil Service Act of 2013BS with its corresponding 
Regulations on 22nd of Bhadra the same year, which was replaced by the Civil Service Act of 
2049BS followed by its corresponding Regulations of 2050BS. Since then it is being 
governed under this legislation. This Act happens to be the foundation of civil service policy 
in the country, although there are other policies that guide for establishing a robust civil 
service system in the country. Armed with this historical background, the succeeding 
paragraphs will highlight the concept of position classification and its application in Nepal.  
 

Concept of Civil Service 
The civil service is composed group of skilled, well-trained and professionally highly 
qualified civilian persons constituted by law for the purpose of implementing government 
policies and programs combined with service delivery to the population. ‘It is a professional 
body of neutral experts in administration dedicated to serve the nation irrespective of their 
own gain and without reference to party political views or class interests’ (E.N. Gladden, re-
quoted: Fadia, L.B: 1996:397). It is often considered as permanent government with higher 
skill jobs. Its salient features, in short, according to Dr. Tiwari are as follows: (1) non-military 
personnel, (2) constituted under legislation, (3) existence of central personnel agency, (4) 
specific basis and procedures, (5) safety of service, (6) politically neutral, (7) 
professionalism, (9) salaried personnel, (10) merit based (Manpower Management in the 
Nepalese Civil Service in Nepali: 2060BS pp2-8). This apart, the civil service is characterized 
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by principle of hierarchy, principle of anonymity and responsibility to the public. However, 
the principle of anonymity has been changing with the introduction of the concept of new 
public management†††††††††† and good governance‡‡‡‡‡‡‡‡‡‡ in that the public service 
providers themselves are, according to this concept, required to hold accountable for their 
responsibility.  
It has to provide multifarious kinds of services including matters concerning basic human 
necessities, infrastructure development, peace and security, capacity development, scientific 
and research activities, formulating delegated legislation, adjudication and human 
development related works like delivering health service, education, drinking water, disaster 
management etc. Additionally, the government requires carrying out a number of internal 
management functions such as revenue collection, policy formulation, analysis, 
implementation, monitoring and evaluation, administrative reform (AR), training and 
management development etc. Government services are provided through the civil service. In 
order to deliver the services as mentioned above, civil servants with different skills, academic 
background and experience require to be recruited. Depending on the size of population, 
governments need to recruit a large number of civil servants representing almost all 
vocations, occupations and professions prevailing in the country. Based on this backdrop, the 
civil service needs to be classified into different groups depending on the job nature they 
perform, on the one hand, and on the other, they need to be standardized on the basis of their 
level of accountability, job difficulty, level of knowledge, experience and skills required to 
perform particular categories of jobs. Thus systematic classification and grading of 
employees in hierarchical order is the beauty of civil service. In other words, the act of 
classification and grading of employees can be regarded as the fulcrum of human resource 
management. Classification of positions facilitate in dealing with HRM functions – 
acquisition/recruitment, placement, transfer, promotion, training, career plan and salary 
administration. Therefore, it is said that classification is the backbone of human resource 
management.  
As aforementioned, any government, in order to run its business efficiently and effectively, 
needs to establish a robust civil service system with a vast pool of talents, skills and 
qualifications. Especially, after the industrial revolution and the Second World War, the role 
of states grew rapidly. Their activities extended to almost every aspects of social life. As 
consequence, the governments required a large number of workers in almost every 
                             
††††††††††  According to David Osborne and Ted Gaebler the new form of governance should have the 

following salient features, (1) Catalytic - the government should steer rather than rowing, 
(2) Community-Owned -empower rather than serving, (3) Competitive - inject competition 
into service delivery, (4) Mission-Driven - transforming rule driven organizations, (5) 
Result - Oriented - funding outcomes not inputs, (6) Customer -Driven - meeting the needs 
of customers not bureaucracy, (7) Enterprising- earning rather spending, (8) Anticipatory - 
prevention rather than cure, (9) Decentralized - participatory, (10) Market - Oriented - 
change through market forces. 

 
‡‡‡‡‡‡‡‡‡‡  UNDP has identified the following characteristics of good governance: (1) Participatory, 

(2) Sustainable, (3) Legitimate and acceptable to the people, (4) Transparent, (5) Equitable, 
equity oriented and gender balanced, (6) Rule of law, (7) Efficient and effective, (8) 
Accountable, (9) Enabling and facilitative, (10) Service oriented, (11) Accepting diverse 
perspective, (12) Able to mobilize resources, (13) Dealing with indigenous mechanism. 
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occupations, vocations and professions. In every part of the world, the practice is that each 
nation constitutes a career-based civil service. A career system is one in which a 
hierarchically organized groups includes posts at different levels (Goel, 2oo3: 448). Clearly, 
the civil service has to have a large number of people performing varieties of operations. For 
the purpose of systematically carry out their management; they need to be classified into 
different groups on the basis of their responsibilities, jobs and required professional skills. 
 

Definition of Position Classification 
Generally speaking, the term classification denotes grouping of individuals, peoples, things or 
objects into clusters on the basis of qualitative or quantitative characteristics. Classification is 
done to distinguish similarities or dissimilarities of objects. Position classification is made up 
of two words “position” and “classification”.  
A position refers to one or more duties performed by one or more persons in an organization 
(Decenzo et al 1998: 99). The fundamental unit in the classification plan is the position 
(White, 1958: 354). Further, the American Classification Act of 1949 defines position as the 
work consisting of duties and responsibilities given to an employee (ibid). A position should 
be separated from its occupant of a position. The position can remain vacant, occupied or 
filled in by a temporarily recruited person. Different persons at different timeframe may 
occupy it. The government creates positions. In Nepal, the concerned ministry creates the 
position with the consent of the Ministry of Finance (MoF) and Ministry of General 
Administration (MoGA) in case of assistance levels and the Cabinet creates the position in 
case of officer level. Anyway, the position indicates a set of tasks, duties and responsibilities 
that remains dormant during vacant situation and becomes active when filled in by occupants.  
Classification as such, on the other side, is the systematic sorting and ranking of position in a 
hierarchical sequence according to comparative difficulty and responsibility (Dimock and 
Dimock re-quoted from Bhatta, 2002: 411). Civil service is composed of a large number of 
people employed in performing varieties of functions in line with the objective of government 
policy, which needs to be classified into different groups for the sake of administering proper 
management in terms of equal pay for equal works and getting right person in the right job at 
the right time. In an attempt to define position classification, Sthal, an eminent American 
author writes:  

Position classification is the organizing of all jobs in enterprise into groups or 
classes on the basis of their duties, responsibilities and qualifications requirements 
(1971:61). 

The management scholars have defined position classification in their own ways. It would be 
relevant to quote few of the definitions for deep understanding of the subject under 
discussion. The grouping of positions into classes through analysis of various characteristics 
is called position classification (Tyagi, 1996: 346). According to Milton M. Mandel – by 
position classification is meant the grouping of positions on the basis of similarity of duties 
and qualification requirements (cited in Tyagi, ibid). 
The primary objective of position classification plan is to develop expertise in the area of 
specific occupation occupied by jobholders intending to efficient and effective management 
of governance in general and efficient and effective management of human resources itself in 
particular. It is performed by identifying duties, responsibilities and functions of positions 
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thereby making it easier in HRM in terms of smooth operation of activities including 
recruitment, test of fitness, certification, placement of right person in right place, transfer, 
performance evaluation, performance related pay, merit-based civil service promotion, 
training, equal treatment, equal pay for equal work, , among other things in particular. Thus, 
the fulcrum of position classification plan is the act of distinction of similarity and 
dissimilarities of positions. In this context, White puts:  

The position classification plan as a whole is the skeleton on which he personnel 
requirements of the service are built. It is derived from a logical analysis of the various 
types of work and degrees of responsibility, which are found within public employment. 
It reduces what may be an exceedingly complicated mass of positions to an orderly 
relationship and by emphasis upon duties and responsibilities aids greatly in intelligent 
consideration operating problems. It is essential to the development of a career service 
because it sets out the successive steps by which a beginner may advance to 
responsible positions (1958:358).  

Thus, job classification is a method of organizing jobs and levels of responsibility in a 
particular order, grouping together similar or comparable jobs according to the functions to 
be performed and related skills, knowledge or experience required to discharge these 
functions. It thus creates a hierarchy based on the level of responsibility and tasks assigned 
and ensure consistency between the actual duties and responsibilities of a post and the grade 
allocated. There are two different approaches to the establishment of a salary hierarchy in an 
organization (UN). 
This spells out the fact that position classification is done for the purpose of systematic 
management of human resources. Because it emphasizes on the personal management 
thereby career management of the employees working for the organization, it is criticized for 
paying much attention on personnel functions leading to rigid form of bureaucracy. The 
overall management concept, however, has now changed. Old concept of personnel 
management that used to focus its attention on core issues of personnel functions such as 
recruitment, training, transfer, salary administration, performance evaluation and retirement 
schemes, has now changed to strategic planning of organization in tandem with human 
resources, the importance of position classification has increased. To cope with the demands 
of the clients and changes brought about by globalization, liberalization and rapid 
technological development including information technology, the service delivery mechanism 
has to be readjusted too. This can be done only when there is a pool of qualified, skilled and 
expert human resources in an organization. Therefore, the importance of position 
classification has increased rather reduced.  
 

Evolution of Position Classification 
It would prove only to be guesswork to try to mark the exact date of beginning of position 
classification, for study purpose it could be argued that the concept of position classification 
should have evolved with the genesis of industrial revolution. The argument behind this 
reasoning could be cited that there was a need to enhance the industrial productivity, which 
could have been achieved only through raising the skills of the laborers. Moreover, the 
division of labor was the fundamental method to raise their productive efficiency. The cut off 
date for it, however, could be taken since 1911, the year, which marked the publication of 
Frederick W. Taylor’s Principles of Scientific Management. Taylor advocated separate roles 
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for the laborers and the mangers. He put forth the idea that management should take the 
responsibility of planning whereas the workers should implement it. He also pointed the need 
for methods and standards for performing each job followed by training for the workers. That 
idea laid foundation for concept of modern position classification. However, in USA, which 
is considered the country of origin of position classification system, it was in practice as early 
as second quarter of nineteenth century but the legislation entailing position classification for 
clerk level was enacted only in 1853 which was replaced in 1923. However, the position 
classification according to that statutory was on the basis of salary structure not, on the basis 
of duties and job responsibilities (White: 1955:351). 
In USA, until the enactment of The Pendleton Act of 1883, there was prevalence of spoil 
system. Furthermore, in a bid to introduce merit system in the civil service, and to avoid the 
demerits of spoil system, United States of America enacted Classification Act of 1923, which 
was replaced by the new Classification Act of 1949. According to that legislation- if positions 
were to be filled up on the basis of merit, it became necessary to know what constituted the 
duties of various groups of positions and what qualifications were required (Stahl: 1971:62). 
Thus the introduction of merit system proved to be a fulcrum of the position classification 
system. 
 

Evolution of Position Classification in the British Civil Service 
Until the Report on the Organization of the permanent Civil Service was produced in 1853 by 
sir Charles Travelyan and sir Stafford Northcote, the British civil service used to run by 
patronage system. The report proposed two separate categories of works for the central 
government departments, namely, superior intellectual and mechanical. It also suggested 
recruiting those positions from among the persons with appropriate educational standards, by 
the method of open competition. In a bid to implement the suggestions of the report, in 1955, 
civil service commission was constituted with mandate to supervise the exams of all 
candidates for permanent post of the civil service. In 1870, any kind of patronage was 
abolished by a government decree. Recruitment was made binding only through open 
competition. For this purpose civil service was classified into two groups - the Class I and the 
Class II. The First World War increased the works of civil service enormously giving 
complexity in managing employment resulting in an increase in the number of civil servants. 
To cope with that a committee known as Reorganize Committee was set up, which presented 
its report in 1920. It suggested classifying the civil service into three classes, named, 
administrative, executive and clerical that was adopted and implemented. Under each class 
there were grades to separate supervisory and junior ranks. They were deployed to the 
departments according to type of work performed by the particular department. In 1931, two 
more classes called Scientific and Technical classes were added up. Coming to 1960, the 
British civil service had been classified into various classes such as administrative, executive, 
clerical, professional, scientific and technical, industrial and diplomatic classes.  
 

Objective of Position Classification 
The primary objective of position classification plan is to develop expertise in the area of 
specific occupation occupied by jobholders. Moreover, it assists in the creation of an 
environment for an efficient and effective governance system. In terms of HRM it aims at 
establishing an equitable treatment for employees in performing HRM functions and salary 
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management. Additionally, position classification is done to make the employees more 
accountable to their jobs they are provided with placement by assigning specific duties, tasks 
and responsibilities to each of the employees occupying government position. Finally, it lays 
foundation stone for civil personnel management system.  
 

Systems of Classification 
Classification of civil service could be operated in a number of ways, for example, on the 
basis of salary scale, level of responsibility, nature of job being performed by the jobholder, 
geographical location etc. In this section, discussions will be made about the most popular 
career-based systems of classification. Fundamentally, there are two career-based systems of 
classification.  
 

Rank-in-job Classification§§§§§§§§§§ 
Rank-in-job classification, supposed to be originated in the USA, refers to classification of 
positions based on the duties, responsibilities and functions to be performed by each position. 
Under this system emphasis is placed on job descriptions. Prior to carrying out actual work of 
classification attention is paid on job analysis and accountability to be borne by the jobholder. 
Afterwards, the knowledge, skills, aptitude, experience and abilities required for performing 
the functions is determined. The philosophical basis of rank-in-job classification is the theory 
of scientific management propounded by Frederic W. Taylor. According to this theory (1) the 
best method for performing each task could be determined scientifically, (2) each worker 
should be given responsibility of task for which he or she is best suited, (3) the workers need 
to be developed through education and training, and (4) workers could be motivated through 
higher payment for more efficient works (Stoner et al: 1977:34) 
The beginning of rank-in-job classification begins with job analysis. A job analysis is 
systematic exploration within a job. It is a basic technical procedure, one that is used to 
define the duties responsibilities of a job (Decenzo et al: 1998:98). Furthermore, it involves 
the compilation of detailed job descriptions, the determination of the relationship between the 
job and the technology and to other jobs and examination of the knowledge, qualifications, 
and skills or standardization of accountabilities of the job occupant. Based on job analysis 
and its evaluation, the tasks and accountabilities are separated in groups thereby comparing 
similarities and dissimilarities of the job. Since job is the basis of classification, this system of 
classification is called rank in job classification. Tasks with common nature are grouped in 
one class. Salaries, benefits and qualifications are determined identically for those positions 
with similar accountabilities. 
Overall career management of the careerist under this system is planned on the successful 
standardized performance of the assignment entrusted to him/her. 
 

Rank-in-man Classification*********** 
In this type of classification system importance is placed on rank and the personal qualities 
and attributes of the person holding the job. It is regarded to be extended around the world 
                             
§§§§§§§§§§  Rank-in-job classification is also known as position classification and/or job-oriented or 

rank-in-duty classification 
*********** Rank-in-man classification is also known as rank-in-corps or rank classification system. 
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from the European, particularly, the British civil service. In this context Stahl observes, in 
rank in man classification"…usually in conjunction with a more or less closed entry policy, 
the focus is on the person. Assignment, training, utilization, rank, and recognition are viewed 
in terms of the individual and the corps to which he "belongs" rather than in terms of a 
hierarchy, of positions. Rank has more to do with length of service, relationship to others in 
the same group, and general aptitudes demonstrated than to level of job occupied or to 
performance on a particular job. Thus, the designation rank-in-man". 
Some of the basic characteristics of this system are as follows: To begin with, in this system 
an individual's rank marks his/her prominent identification. For example if a civil servant 
belongs to a high-class officer, than he/she may be identified as an important person. In 
Nepal's context a gazetted officer who occupies senior position e.g. secretary or joint 
secretary would be regarded an important person regardless of what sort of job he/she 
performs. Moreover, the gap of status and prestige between the superior and subordinate or 
between the upper and lower posts at the same cadre remains unnaturally unequal. Besides, in 
rank classification there appears a sort of dominance of generalist over technical staff that 
invites wrangling between them. Because of this reason, this system is also known as 
administration by all rounder/and or generalist. Where this system prevails the employees 
receive training, after recruitment and are placed in any of the organizations of the 
government and then transferred in various departments or organizations performing general 
management type of works and get promotion on the basis other criterions than they actually 
perform their jobs. Goel observes, a civil service is primarily a member of a corps, he/she is 
qualified to hold a series of positions classified in the same level, although the work may vary 
considerably with each of them (2003:489).  In addition, under this system closed career path 
is adopted by recruiting youths at their early age and promoted them to the higher positions. 
Finally, under this system the employees work without job descriptions as afore 
†††††††††††mentioned. Even if there is any job descriptions, it remains nominal, as performance 
evaluation is not performed against the job descriptions; nevertheless, it is done on the basis 
of other subjective personal attributes. Furthermore, salaries of the employees are not fixed as 
per job descriptions rather it is determined on the basis of rank of the jobholder.  
Importance of Position Classification  
It is an established assumption that the essential foundation of HRM is the systematic 
classification and standardization of positions. Basic HRM functions like selection, 
appointment, placement, transfer, promotions, salaries and benefits, qualifications, can be 
determined on the basis of position classification. Moreover, this can provide guidelines for 

                             
†††††††††††  Nepalese civil service has adopted some features of position classification. Civil service 

has been classified into various services, groups and sub-groups to facilitate 
professionalism, which is beginning of position classification system. In accordance with 
the Civil Service Act of 2049 (along with its amendment), the Secretary, Head of 
Department and Head of Office are required to prepare and enforce job descriptions for 
each of the civil post. Such descriptions must clearly specify the functions, duties, 
responsibilities and indicators for performance evaluation. This provision is linked with 
the performance evaluation system. Nonetheless, it is not followed properly. 
Furthermore, there is provision of expertise posts. Sadly, this provision is not 
implemented yet. 
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the recruitment, selection, training, development of professionalism and motivating the 
employees.  
Originally, position classification based on duties and responsibilities was invented in order 
to apply two, in addition to other things, concepts. The first was to provide support for the 
implementation of the concept of equal pay for equal work, which originated in the USA. The 
second was to introduce the merit system. If positions were to be filled upon he basis of 
merit, it became necessary to know what constituted the duties of various groups of positions 
and what qualifications were required. Logically, the merit system itself demanded some 
form of occupational classification (Stahl: 1971:62). Therefore, arguably development of 
position classification has had positive impact in the field of HRM as well as overall 
performance of organizations. These days position classification has numerous uses and 
advantages. They can be enumerated as mentioned hereunder: 

1. It aids to create basis for the determination of pay scale for each of the levels that 
differs on the basis of standard of responsibilities, qualifications and skills required to 
perform any particular job, too. Further, it makes easier for the legislature to allocate 
budget on the salary of the employees. 

2. It facilitates in administering HRM functions such as selection, test of fitness, 
certification, placement, transfer, training, promotion and the like. 

3. One of the common benefits of position classification is the development of expertise 
among the employees by assigning job descriptions, determining qualifications and 
skills required for each position. 

4. It is one of the basic criterions for training management for employees. 
5. It serves as a foundation stone for the performance assessment of employees that is 

performed against the job descriptions, which is a regular phenomenon to be 
completed at certain interval of time, ultimately leading to career development of 
employees. 

6. It is an essential foundation for the application of performance-based management. 
7. It provides basis for the subject matter of the examinations to be held for competitive 

test of fitness, normally organized by the civil service commission. 
8. It promotes better working relationships between the superior and subordinates 

because of clearly defined job descriptions. 
9. It gives impetus to quick service delivery mechanism by entrusting with specific 

accountability for the incumbents, simplifying work procedures as well as paving the 
way for the preparation of the citizen's charter and issuing a standard operating 
procedures in clientele's favor. 

10. It helps in establishing uniform titling of the positions falling under similar classes. 
11. It helps in the identification and fixation of indicators for the measurement of 

performance of civil servants as well as the establishment of supervisory mechanism 
to ensure that the preset standards of work performance are met.  

12. It aids avoid duplication of activities of enterprises.  
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Explanation of Some Technical Terminologies  
In the following paragraphs, an effort will be made to define some of the phrases that are 
frequently used in this piece of writing, with a view to clarifying their meanings as they are 
used herein.  
Task: A task is a piece of activity amid set of activities to be performed in order to produce a 
specific output. Drafting a letter, for instance, is one of the sets of tasks to be performed by an 
employee. An employee might need to perform ten or so units of activities according to 
his/her job descriptions and drafting a letter is any one of them. 
Duty: Duty refers to a set of tasks to be performed by a jobholder. A Section Officer at the 
HRM section, for example, needs t perform a number of tasks such as preparing annual action 
plan; submitting memos; approving leaves for his/her subordinates etc. The set of activities 
combined together constitute duty. 
Job: A job is a type of position within the organization (Decenzo et al: 1998:100). It also 
implies a piece of work in verbal language. In management literature it is concerned with set 
of functions to be performed by a position. Planning officer, for example, is a position in an 
organization tasked with the responsibility of operating planning activities, and if there were 
five employees doing the same functions then there is one job, which is carrying out of a set 
of planning activities, but five positions. It is sometimes, however, difficult to discern 
between a job and a position. 
Job Analysis: Job analysis is the process of collecting, processing and seeking information 
about a job. It provides information about a job on its objective, nature and subject matter, 
work standards, accountabilities, evaluation criterion, reporting relationships, competencies 
and so on and so forth. The prime objective of job analysis is to run HRM functions 
smoothly. Furthermore, it happens to be a basis for job design, job description and job 
evaluation.  
Job descriptions: Job descriptions are derived from the job analysis. They provide basic 
information about the job under the headings of the job title, reporting relationships, overall 
purpose and principle accountabilities and tasks or duties (Michael, Armstrong: 1993: 325). 
Moreover, it involves functions or rights, work relationships among peers and standards of 
performance of a particular position. Furthermore, it entails some features of class 
specification (also called job/person specification) enumerating academic qualifications, 
experience, training combined with skills and responsibilities required. 
Position: Position refers to the totality of tasks, duties and, responsibilities assigned to an 
employee. There is distinction between the term position and employee. The former is non-
tangible set of jobs depicting totality of functions, duties and responsibilities whereas the later 
is tangible with an individual occupying it. Position may remain fulfilled, vacant and or may 
be occupied by any individual as deployed by a competent authority. Positions are created by 
concerned department (s), ministry (i e s) or central government (s) but employees are 
appointed at the certification of civil service authority in Nepal's case Public Service 
Commission (PSC) and or he/she may be permanent, temporary or under probation.   
According to Government of Nepal (G o N) definition- position would be considered a 
collective form of tasks, duties and responsibilities delegated by a competent authority to an 
employee designed for accomplishing full time administration job and permanent natured 
project of the G o N (Position Arrangement Guidelines: re-quoted from Bhatta: 2006:2).  
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Class: Class may be defined as a "group of positions sufficiently alike in respect to their 
duties and responsibilities to justify common treatment in selection, compensation, and other 
employment processes, and sufficiently different from positions of other classes to justify 
different treatment in one or more of these respects. While defined as a group of positions, a 
class may sometimes consist of but one position where no others of the same kind exist in the 
service being classified"‡‡‡‡‡‡‡‡‡‡‡. This standard definition of class is being broadened as a 
result of increasing diverse role of governments and business enterprises. Eminent author LD 
White maintains, "Like positions are combined into classes. A class of positions includes all, 
which are sufficiently similar as to kind or subject matter of work, level of difficulty and 
responsibility, and qualification requirements as to warrant similar treatment in personnel and 
pay administration (1958:354).  
Against the aforementioned conceptual framework let us try to understand the phrase class by 
examples. Indeed, it seems difficult to exactly define the term class in practical viewpoint. 
From the viewpoint of nature of the job, it could be technical, non-technical and/ or expert 
classes. In another perspective, it could be officer and non-officer levels like the one 
prevailed in the division of gazetted and non-gazetted class in the Nepalese civil service. In 
other words, it could be varied classes within a service such as the existence of classes 
ranging from non-gazetted fourth class to gazetted special class in the Nepalese civil service. 
It could also be like the one, as one time existed in the British civil service, for instance, the 
administrative class, executive class scientific class and clerical class. To clarify the term it 
may require further deliberations as well. Any way, it entails various levels of positions 
structured in a hierarchical order. The hierarchy, on the other side, is determined using 
indicators such as quantum of responsibilities, difficulty of tasks, skills, knowledge and 
experience required to perform the job, scope of work, responsibility of others work, status of 
supervision - to be supervised from superiors or to supervise the subordinates - decisions to 
be made etc. Therefore, class should   be construed as group of positions sufficiently alike or 
different in respect to their duties and responsibilities, HRM functions combined with series 
of grades in a hierarchical order.  
Class Specification: After class has been determined by analyzing job descriptions and job 
evaluation, the task of class specification needs to be carried out. It can be taken as an 
extension of class as defined in the immediate preceding paragraphs. An explicit statement 
written in a standardized form which includes the essential facts that mark it off from every 
other class and identifies each class. Technically speaking, it is a standardized formal 
statement written in a pre-designed form that contain the duties, responsibilities, functions 
followed by qualifications, skills and experience to achieve them. It consists of four elements 
or parts: (1) title (2) duties and responsibilities in detail (3) exemplary tasks and (4) required 
qualifications, skills and experiences.  
The Civil Service Act, 2049 provides for the arrangement of job descriptions for each civil 
position. Such job descriptions are required to clearly specify the functions, duties, 
responsibilities and powers of such post and qualifications for the same. The specific form is 
annotated in the annex.  

                             
‡‡‡‡‡‡‡‡‡‡‡  (Preliminary Report of Section A on the Development Adoption and Administration of 

Classification and Compensation Plans, " Proceedings of the Annual Meeting of Civil 
Service Assembly, Buffalo, 1927, p 113, re-quoted from Sthal: 1971:65). 
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Occupational Groups: Civil service is a high skilled job that means it requires a high level 
of academic qualifications, skills and experience followed by high level of professional 
standard, to perform functions, duties and responsibilities assigned to particular positions. 
Therefore, it is a set of jobs that has to be carried out by persons with proper professional 
capability that denotes two elements- competencies and decent behavior. Professions are of 
numerous types including non-technical - administrative, accountancy, legal affairs, jurist, 
diplomatic service and the like and technical/scientific - agriculture, engineering, medical, 
scientific, educational and so on and so forth. They are further divided into various sub 
groups with expertise in particular area of occupation. Each of these specialized professions 
is termed occupation and the group of professionals occupying the positions called 
occupational groups. The civil service can have numerous occupational groups too.  
 

Position Classification in Nepalese Civil Service 
Before we go any further to study the position classification efforts in Nepal, it would be very 
relevant to examine the evolution of modern civil service in Nepal. The modern era of civil 
service in Nepal begins after the promulgation of Interim Government Act of 1951, on 18th 
February 1951, which marks the end of Rana oligarchy and the beginning of democratic era 
in Nepal. Article 6.4 of the Interim Constitution had provisioned to set up a Public Service 
Commission in Nepal. Accordingly, the government appointed office bearers together with 
enactment of regulations pertaining to the public service commission. However, the 
Commission could not function properly due to political instability in the country. Concrete 
measures towards constituting a modern civil service were taken only in 1956 by the then 
government of late Prime Minister Tanka Prasad Acharya. He managed to reorganize the 
civil service. The Civil Service Act of 2013 and Civil Service Regulations of 2013BS were 
promulgated on Bhadra 16 and Bhadra 22, respectively made provisions of a career civil 
service for the first time in Nepal. The Act was replaced by the Civil Service Act of 2049BS 
and the regulations were replaced in the year 2021which were again replaced by the Civil 
Service Regulations of 2050. The Civil Service Act of 2013 had classified the civil service 
into two parts, the Gazetted and the Non-Gazetted classes. Additionally, both the Gazetted 
and Non-Gazetted Classes were further divided into four levels for each along with technical 
and non-technical categories. The Act, also, divided the civil service into Administrative, 
Foreign, Education, Engineering, Medical, Forest, Agriculture, and Judicial Services (Joshi: 
1983: 21 and Dixit: 1988: 3). Even though, there existed the provision of classification 
system in the Act, the personnel management functions in line with the spirit of the Act 
apparently came into force only after the year 2016BS. That was the first ever effort to 
classify the Nepalese Civil Service, in practical terms. Before that effort, the Nepalese Civil 
Service was governed absolutely on man-in-rank basis on the presumption that any position 
could perform any sort of government job. That was the beginning of introduction of modern 
management elements in the Nepalese Civil Service, which laid foundation stone for position 
classification in the coming days. 
 

Efforts to Modernize the Civil Service   
Without examining the historical background of the Nepalese civil service, the study of 
position classification in Nepal would remain incomplete. Therefore, the proceeding 
paragraphs will highlight on the efforts to modernize the Nepalese civil service. In a bid to 
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establish an institutionalized and robust public administration system in Nepal, the then 
HMG/N made various efforts. The first effort to this end was the arrival of the Indian experts 
popularly called Buch Commission at the request of the then Government of Nepal, in the 
form of Indian assistance, in May 1952.  In 1956, the government of Tanka Prasad Acharya 
set up a commission under his own chairmanship, which is regarded as the first ever 
indigenous AR commission of Nepal, Administrative Reorganization Planning Commission 
(ARPC), is considered a milestone in the history of Nepalese civil service, as stated earlier. 
At the recommendation of that commission the Civil Service Act of 2013BS and its 
corresponding regulations were enacted and enforced. In the sequence of reform efforts, the 
government, in 2025 set up another AR commission under the chairmanship of Bedananda 
Jha, the then Home and Panchayat Minister, popularly known as the Jha Commission. 
Furthermore, the government constituted another AR commission under the chairmanship of 
Bekh Bahadur Thapa, the then Finance Minister, called the Thapa Commission after his 
name, which was the latest AR commission during the Panchayat era. The Koirala 
Commission, constituted in the year 2048BS under the chairmanship of then Prime Minister 
Griija Prasad Koirala, which was the first of its kind after the reinstatement of democracy. In 
the series of efforts, in 2001, the government with the funding of Asian Development Bank 
(ADB) launched another administrative reform measure known as Governance Reform 
Program (GRP) that is underway. This apart, Prime Minister Girija Prasad Koirala, on August 
11, 2006 instructing the top civil servants asked to prepare a 10-year vision paper with 
required reform measures that would help develop the civil service into a permanent 
government by giving it a definite reshaping. This instruction from the PM has, indeed, 
triggered enthusiasm among the civil servants and obligated them to think on the future 
structure, responsibility and functions of the civil service.  Because of space available and the 
relevance of the topics, the succeeding paragraphs will dwell on the efforts focusing on 
position classification. 
 

Administrative Reorganization Planning Commission 
This Commission was set up in May 1956 consisting of higher members of civil service, with 
the then Prime Minister Tanka Prasad Acharya as its chairman. This commission 
recommended a number of suggestions in a bid to establish a modern civil service. The first 
concrete measure adopted by the government at the recommendation was the promulgation of 
the Civil Service Act, 2013. The Act had classified the civil service into two categories, the 
Gazetted and the Non-Gazetted Classes. The Act, also, divided the civil service into 
Administrative, Foreign, Education, Engineering, Medical, Forest, Agriculture, and Judicial 
Services (Joshi: 1983: 21 and Dixit: 1988: 3). Furthermore, both the Gazetted and Non-
Gazetted levels were further divided into various grades and technical and non-technical 
categories. Even though, there existed the provision of classification system in the Act, the 
personnel management functions in line with the spirit of the Act began only after the year 
2017BS§§§§§§§§§§§. That was the first ever effort to classify the Nepalese Civil Service, in 

                             
§§§§§§§§§§§ A list of total 256 was published in the Nepal Gazette on Ashad 3, 2017BS detailing names 

of those occupying Gazetted First, Gazetted Second and Gazetted Third Class officers 
belonging to The Nepal Agriculture Service, The Nepal Forest Service, The Nepal Health 
Service, The Nepal Engineering Service and The Nepal Miscellaneous Service - re-quoted 
from Govinda Prasad Kusum, Position Classification, Prashasan, Issue 48, 2043BS. 
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practical terms which laid foundation stone for position classification in the coming days. 
Before that effort, the Nepalese Civil Service was governed absolutely on man-in-rank basis 
on the assumption that any position could perform any sort of government job. That was the 
beginning of introduction of modern management elements in the Nepalese Civil Service,. 
 

The Administration Reform Commission, 2025 
This commission was set up concurrently with the establishment of the Administrative 
Management Department in the year 1968, under the chairman of Bedananda Jha, the then 
Home and Panchayat Minister. The Commission presented its report in September the same 
year. It stressed the need to introduce position classification system in the civil service of 
Nepal.  
Before the recommendation of this commission and after the enforcement of the Civil Service 
Act, 2013, various efforts were made with a view to introduce the position classification in 
the Nepalese Civil Service. In a series of efforts, in 1957, the government obtained service 
from Walter Fisher made available by the UN and USAID as an advisor to the Government 
of Nepal; Edward Mc Cransky, a UN Inter-Regional Advisor in Public Administration, in 
1968, and O Glenn Stahl, a Ford Foundation Advisor, in 1969, had presented their reports as 
well as advice to the government for the introduction of position classification in the 
Nepalese Civil Service.  
 

Position Classification Plan of 2027 
Presumably, based on the above suggestions and reports, the Government prepared a well-
structured Position Classification Plan, first of all, in 1969 (2027BS). The principle features 
of that Plan were, as mentioned hereunder: 
1. From the career viewpoint, the civil service was proposed to be restructured into twelve 

grades starting from 1 to 12 in a single grading structure with gazetted level starting 
from grade 6 to 12 and non-gazetted level starting from 1 to 5 grades. Nonetheless, the 
non-gazetted classes were allowed for promotion up to grade 7 in most of the 
occupational categories based on the qualifications, experience and skills of the job 
occupants. Moreover, in that Plan grade 6 was considered the entrance level to be 
appointed through test of fitness. 

2. From professionalism viewpoint the civil service was proposed to categorize into 4 
classes/groups, namely, (1) Administrative, (2) Professional, (3) Scientific, and (4) 
messengers. 

3. The report stressed the need to identify jobs on the basis of duties and responsibilities of 
each of the position followed by required academic qualifications, skills and capabilities 
and allocate positions to proper grades. 

4. The Plan further proposed the gradual abolition of system of classes of Gazetted and 
Non-gazetted levels keeping in view to establishing a unified single grading structure. In 
addition, the Plan had made a provision of lateral entry in between level 9 and 11. 

5. There was also a provision of cross-occupational promotions for those having academic 
qualifications in distinct professions (Tiwari, Madhunidhi: 2001:56, Adhikari: Dhruba: 
2049BS: 223-225). 
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The report was apparently the byproduct of the Jha Commission’s suggestions. However, it 
could not be denied the fact that the suggestions put forth by McCransky and O Glen Stahl's 
report had no impact, at all, while preparing that report. The government, conceptually, gave 
its consent the classification plan and declared to launch in FY 2028/029 through government 
annual policies and programs. The King himself included this policy in his annual speech 
before the parliament. At the same time, the then Royal Palace Probe Center (Jaanch Bujh 
Kendra) on the other hand, prepared another scheme pertaining to promotion of civil service 
that was customary rank oriented. Furthermore, critics often remark that the new change, 
which had some characteristics of position classification, was resisted by the then 
administration on the ground of interest conflicts and could not be materialized in practical 
term and hence aborted.  
The position classification plan aimed establishing a merit based personnel management 
system with new perspective. One of the most important features of the proposed position 
classification plan was the arrangement of lateral entry at higher level that intended to recruit 
skilled professionals from the market through open competitive test of fitness.  That remained 
unpalatable to the traditional administrators. One of the weak points of this plan was that it 
had not proposed an opportunity for the technical professionals to be promoted to the position 
of highest echelons, secretary. It might have created frustration among them leading to 
resistance. Other causes for the noncompliance of the provisions of the plan could be 
attributed to lack of knowledge of merits of the position classification system combined with 
unavailability of skilled personnel to implement the plan’s activities, inadequate homework, 
lack of commitment and absence of strong central personnel agency. Even as being effortful 
in launching a unified structure in the civil service system, the government remained 
unsuccessful in implementing the plan; it was implemented in the public enterprises sector 
that is still in vogue. 
 

The Concept of Group Division in Technical Services 
After the failure in introducing position classification plan in the whole civil service as 
indicated in the preceding paragraphs, as per the recommendations put forward by the Jha 
Commission in 2025 BS, the government in 2032BS introduced a concept of Group Division 
in the technical services only. The purpose of Group Division scheme was to ensure expertise 
in employee’s area of profession together with placement of right person in right job at the 
right time. Besides, it aimed to pave the way for career development for the employees in 
terms of recruitment, selection, placement, training and promotion within the designed area of 
profession. Additionally, it assisted in facilitating personal management operations. The 
technical services are still subject to this plan.  
However, this plan is not free of flaws. A number of limitations have been pointed out by the 
concerned individuals such as lack of attraction in the specific Groups and Sub-Groups where 
one has to be grouped because this provision limits his/her career advancement; tendency of 
not being grouped and lack of equal career opportunity in all of the Groups and Sub-Groups. 
 

The Administration Reform Commission of 2032 
The Administrative Reform Commission of 2032 put forth suggestions as to position 
classification as follows: 
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1. Job descriptions containing functions, duties, responsibilities and powers for each 
position should be determined. Further, standardization needs to be done on the basis of 
powers and responsibility for each position. 

2. The report further put forth the idea that it was necessitated to constitute various Groups 
on the basis of specialization within each service in line with the demand of time and 
dearth of development. 

3. The Commission proposed to abolish the differentiation of existing Gazetted and Non-
Gazetted Classes for the creation of unified hierarchical structure. It put forward 
suggestions for restructuring the hierarchical system with (1) messenger class, (2) 
assistant class, (3) administrative and executive classes. Moreover, the commission 
recommended for assistant class to have five grades starting from one to five levels and 
executive and administrative level starting from level 6 to level 13. In the similar vein, 
technical services was proposed to have organized up to level 12 to pave the way for 
career for the development on the basis of specialized knowledge, skill and contribution 
of the incumbent which was equivalent to administrative and executive category above. 
It is to recall that the proposed level 13 was for the position of chief secretary. 

4. There was a proposition of lateral entry on open competition basis. 
5. The commission put forth the idea of establishing a robust central personnel agency by 

promoting the then Administrative Management Department into Ministry of Manpower 
and General Administration. 

Although, the suggestions put forward by the commission were appreciable, they were not 
implemented because of the reasons similar to above as with the case of position 
classification plan of 2027. 
 

The Administration Reform Commission of 2048 
This commission put forward a number of recommendations for overall administration 
reform in the country. Their main suggestions in regard to position classification were as 
follows: 
1. Establishing a unified grading civil service by abolishing the prevailing gazetted and 

nongazetted categories and various class divisions. 
2. Classifying the civil service positions into a chain of command with separate salary 

scales. For this purpose the number of grades should be fixed in between fifteen to 
eighteen. 

3. Introducing lateral entry recruitment system in the senior positions from among the 
highly competent individuals from the open labor market. 

4. Dividing each level into two grades.  
5. Structuring the civil service into three broad categories on the basis of tasks being 

performed by the positions as mentioned below: 
Top Management: Those positions providing assistance to the ministers for 
formulating policy (ies) by analyzing the current situation and involving in activities of 
directing the actions of those organizations where s/he is employed for the fulfillment of 
organizational goals should be classified under this category. 
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Senior Professional Level: Those positions rendering technical advice to the policy 
makers and providing directives and leadership to the subordinates combined with those 
involved in direct service delivery in the area of responsibility should come under this 
category. 
Professional Level: Those positions directly involved in the implementation of 
approved policies and providing necessary assistance to the top management and senior 
professional levels, formulating programs, implementing, supervising, monitoring and 
rendering services should be grouped under this category. 
Support Level: Those positions that assist to the top management/senior professionals 
and professional should be classified under this category. 
This year, 2007, the Government has pursued a policy of constituting a unified civil 
service system. The budget of FY 2006/07 spells out that in order to increase the 
opportunities of career development in civil service and make it more efficient and 
professional, necessary legal and institutional reforms through the unified civil service 
would be initiated from mid- April 2007 (the Budget Speech of 2006/07: 28). 

 

The Tenth Plan 
The Tenth Plan, under heading entitled Good Governance, Development Administration and 
Human Rights, has set the objective of supporting economic development and poverty 
alleviation creating an environment for good governance by making the public administration 
competitive, cost-effective, transparent, service-oriented, responsive and gender sensitive. For 
this to realize the government has initiated a number of programs including develop ability 
and leadership of the reform process, increase the financial efficiency of civil administration, 
enhance efficiency and motivate civil servants, combat corruption and transparency and 
improve job performance of government agencies. Under these main programs, certain 
activities place emphasis on position classification related issues. It has fixed to conduct 
activities, for instance, launch programs on job efficiency of civil servants in addition to 
developing and expert based system of increasing the job efficiency of management, increase 
the work efficient of staffs by adopting the modern methods of human resources, make legal 
arrangements for merit based recruitment and promotion system, link staff training with the 
skill development of staffs and with the achievement of an institutional achievement, make 
legal arrangements for making responsibilities and authorities of managerial staff clear, set up 
and implement a Performance Incentive Fund for the improvement of performance of 
ministries, prepare and implement an annual job performance improvement plan of the 
ministries that deliver services, set the norms of services, link training with job design etc. 
The Governance Reform Program    
The government, with an objective of making public sector management job and service-
oriented, result oriented, accountable, gender-sensitive an people-oriented, in addition to 
others, launched Asian Development Bank (ADB) Governance Reform Program (GRP). 
 

Analysis of Current Classification System 
Currently, the Nepalese civil service seems to have been classified on the ground of both of 
the systems; however, it is heavily rank dominated. It is not only rigid in character but also 
feudalistic in attitude and behavior reflecting the social fabric of the society. It has two broad 
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classes known as the gazetted and non-gazetted, on the one hand, and technical, non-technical 
and expert posts, on the other. The provision of expert category, however, still remains 
unimplemented. The civil service system as a whole has been subdivided into broad 
categories called Services, Groups, and Sub-Groups. The administrative services including 
other non-technical services, however, have no Sub-Groups.  
Furthermore, the Nepal Health Services, constituted under the Nepal Health Services Act of 
2053 and its corresponding regulations and the services of the government enterprises have 
unified single grading structure system unlike the civil service constituted under the Civil 
Services Act of 2049 and Civil Service Rules and Regulations of 2050. According the Health 
Service Act, 2053, the Health Service has been divided into 12 grades starting 1 to 12. 
Positions from level Six upward are regarded the officer levels and below it are considered 
the assistant levels with level 1 being the messenger. One of the important features of the 
Health Services is that it comprises of only technical and expert positions.  
In general, the Nepalese civil service can be classified, as provisioned in the civil service 
laws, on three grounds: one, on the basis of hierarchical series, for instance, Gazetted, Non-
gazetted and classless categories; two, on the basis of job nature e.g. technical and non-
technical categories; and three, on the basis of varied occupational groups, e.g. particular 
Services (e.g. the Nepal Engineering Service), Groups (e.g. Civil Engineering Group), and 
Sub-Groups (e.g. Sanitary). Besides, as indicated in the preceding paragraphs, the Nepal 
Health Service has been constituted in a unified grading structure. Examining on ground of 
these three bases, the Nepalese civil service has features of both rank in man and rank in job 
systems. However, it is heavily tilted towards rank in man system.  Therefore, the Nepalese 
civil service system as a whole contains features of both of the systems. 
It is hierarchically divided into two rigid categories called Gazetted and Non-Gazetted 
classes. It is interesting to note that all those positions whose names are published in the 
Gazette for appointment, transfer, promotion, retirement etc. are called Gazetted while those 
names, which are not so published in the gazette, are called Non-Gazetted. The Non-Gazetted 
class can also called assistant level. The Gazetted class is further divided into four classes viz. 
Special Class, First Class, Second Class and Third Class, on the other side; the assistant level 
has four classes - assistant level one to four i.e. Non-Gazetted I, II, III and IV. Besides, there 
is class-less groups of messengers and drivers, that are further, divided into four grades -
grade one to four - depending on the lengths of service period. Those having service period 
up to five years or less are categorized under grade one, those with five plus to ten years are 
categorized as grade two, those with ten plus to below fifteen are categorized under grade 
three and those having over fifteen years of service period to below nineteen years are 
categorized as grade four. In this way, the Nepalese civil service is composed of three 
categories known as the officers, the assistants and the class-less groups. 
Post wise the Nepalese civil service has been broadly classified, in accordance with the Civil 
Service Act, 2049, into three broad categories called non-technical, technical and expert 
groups.  The civil service can also be grouped on the basis of technical versus non-technical 
perspective. Non-technical groups are also called administrative or generalist and the 
technical groups called technical or experts. It is noticeable fact that the Section Four of the 
Civil Service Regulations of 2050 has a provision of expert position. The Section states that 
the government may designate any particular civil service Gazetted level position through 
notification in the Nepal Gazette taking into account the specific qualifications, experience 
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and nature of job without which specialization cannot be developed. Moreover, the expert 
positions designated under this Section would be governed in terms of transfer, promotions 
and placement in accordance with the provisions mentioned in this Section. However, this 
provision has not been operational yet. 
Furthermore, service wise the civil service has been classified, in accordance with the Civil 
Service Act of 2049, into eight Services, over fifty Groups and over forty Sub-Groups. This 
apart, a separate Health Services with twenty-nine Groups and thirty Sub-Groups under 
Health Services Act of 2053BS; the Parliament Services with two Groups under the Act 
Pertaining to the Parliament Act of 2058BS and the Nepal Audit Services under the Audit 
Service Act have been constituted. Detailed particulars are given in the annex I.  
 

Problems and Challenges 
1. Lack of professionalism:  The primary objective of position classification plan is to 

develop expertise in the area of specific occupation occupied by jobholders. However, in 
the Nepalese civil service the tendency of civil servants is change him/herself into general 
or administrative services instead of changing him/herself into a professional service. 
Provision of service is change in the civil service law is misused as mentioned here.  

2. Lack of clearly spelt out job descriptions: Although, the civil service Act provides for a 
mandatory provision of preparing job description for each of the positions. It also links 
job descriptions with the performance evaluation of the employees. But the system is 
simply not working. 

3. Poor link between the work performance and performance assessment of the 
individual employees: Civil servants are supposed to be evaluated on the basis of their 
work performance. Our system provides for similar system. However, the Nepalese civil 
servants are not always assessed on the prescribed basis. No target fixed functions rather 
than target fixed functions combined with personal attributes play dominating role while 
making performance evaluation of an employee.  

4. Double standard in the treatment of technical and non-technical employees. There 
are separate specific laws applicable for each of the services in addition to Civil Service 
Act of 2048 that is applicable to concerned services. Moreover, the technical services are 
divided into three categories called service, groups and subgroups whereas the non-
technical services are classified service and groups. Additionally opportunity for both the 
groups is not equal. 

5. Lack of innovative work culture: Nepalese civil service is called that it is less 
innovative, less motivated but qualified and skilled. 

6. Tradition bound work culture: It is blamed that the Nepalese civil service is traditional 
bound, less performing, process oriented, rigid, procedural deficiency syndrome and so 
on and so forth.  

7. Absence of expertise: The MoGA has been suffering from inadequate availability of 
expertise service in the area of civil service reform particularly the position classification. 
Furthermore, there is lack of enough motivating factor to retain the available human 
resource.  
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Suggestions 
1. Determining government functions: The basis of position classification is totality of 

activities to be performed by the government. The Business Allocation Rules of the 
Government of Nepal presents the totality of activities for the government. Moreover, the 
Constitution as stipulated in the guiding principles of the State policy provides for the 
course of action for the government. Besides, the functions, rights and competencies of 
the constitutional organs. They should be materialized into action, which demarcates the 
functions of the civil servants. 

2.  Abolishing rigid classification: The rigid hierarchical classification of gazetted and 
nongazetted class should be abolished in order to introduce a simple system leading to 
create an environment of spirit de corps. The iron bar like appearance between the 
Gazetted level Non-Gazetted level has to be abolished. It should be replaced by a unified 
single grading structure. 

3.  Preparing job descriptions and ensuring their implementation: The Civil Service Act 
of 2049 has envisioned a mandatory provision of job description of the organization for 
each of the unit and each of the civil positions. The job description has to be 
approved by the government. Departmental chiefs and head of office must prepare 
and enforce the job description of each civil post. Such job description must clearly 
specify, in addition to other things, the functions, duties, responsibilities and powers 
of such post and qualifications for the same. Furthermore, the civil service law 
states that while making placement of the civil servant to any post, the job description 
and the indicators for the performance evaluation of functions as specified in the job 
description must also be provided, along with the placement letter. However, this 
provision has not properly been enforced. Therefore, this provision needs to be enforced 
as per the spirit of law. 

4. Develop Strategic Planning:  Strategic planning is the determination of the basic long-
term goals and objectives of an enterprise, and the adoption of courses of action and the 
allocation of resources necessary for carrying out these goals (Alfraid D Chandler in 
James A.G et al, 1990:268). MoGA must prepare a strategic plan with a view to 
materialize the spirit of a sound position classification. BS2061: 173).  

5. Result Oriented Action Schedule: programs, projects, activities etc. formulated on the 
basis of strategic plan above, require preparing result oriented annual action schedule 
(calendar of operation). This action schedule, among others, should specifically identify 
objectively verifiable indicators to measure both the performer and result of the program, 
project or that enhance the expertise. 

6. According Priority on GRP: GRP intends to improve the overall governance system in 
the country including introduction of the performance improvement system. On the one 
side, change units, responsible for implementing GRP, should be strengthened, manned 
with capable full time staffs and on the other policy makers needs to pay heed on the 
successful implementation of this program. 

7. Introducing position classification system based on unified grading structure: The 
new position classification should be based on the principle of single unified grading 
structure. 
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8. Establishing value based administrative system. Changing attitude and behavior of 
administrators shifting towards position classification friendly instead of traditional job-
in-man practices. 

9. Giving an equal opportunity for both the generalist and specialist on the highest 
echelon of organization: As per single grading structure principle both the generalist and 
the administrative positions should be given equal opportunity in the highest echelon. 

10. Carrying out continuous monitoring work for civil service reform including the 
position classification. For this purpose, the position classification unit in the M o G A 
needs to be strengthened. 
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Does Administrative Culture Replicate Dominant Societal 
Culture? A Study of the Nepalese Public Administration∞ 

 
  ISHTIAQ JAMIL &  

RAMESHWOR DANGAL* 
INTRODUCTION 
A number of studies have shown a close relationship between national or societal and 
organizational cultures (Jamil, 1998; Hofstede, 1991; Tayeb, 1988). Cultural theorists have 
concluded that individuals are conditioned by native culture long before they enter 
organizations. In this respect, individuals’ perceptions, beliefs, attitudes, and mental 
programming are heavily influenced by domestic cultures (Nelson and Gopalan, 2003: 1115). 
As a consequence, the behavior and culture of organization, i.e. interpersonal relationships 
within and outside organization as well as decision-making is affected by societal culture. 
Given the close relationship between culture and interpersonal relationships as well as 
decision-making, one would expect that these aspects are well investigated and analyzed in 
details by theorists. Although, analyses of these relationships abound with regard to private 
organizations (Hofstede, 1991: Tayeb, 1988), this is not the case with regard to public 
organizations. This aspect should have got due attention given the fact that public 
organizations more than other organizations are likely to be more influenced by the context 
within which these function. Since legitimacy and responding to citizens’ demands and needs 
are the foundation on which public organizations operate, one would expect that these aspects 
are properly focused and analyzed. Given the paucity of studies in analyzing public 
organizations along cultural dimensions, this article draws heavily on the works of Hofstede 
(1991), Putnam (1975), and Trompenaar (1993).  
According to both Hofstede and Trompenaar, culture is like layers where the outer layers are 
more superficial and consist of heroes, rituals, and artifacts. At the inner most lies the core of 
the culture which distinguishes a group of people from another group of people. Hofstede has 
termed the artificial layers as “practices” which according to him vary more within nations. 
These are organization cultures and are particular for a given organization and distinguish 
organizations from one another within a nation. On the other hand, the inner most circle is 
termed by Hofstede “value” which is the core culture and vary more across nations. In order 
to show variation in national culture, Hofstede studied how the core cultural values of 
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employees of a multinational company operating in more than 40 countries vary according to 
four cultural dimensions. These are power distance, uncertainty avoidance, individualism 
versus collectivism, and femininity versus masculinity. Similarly, Trompenaar defines 
cultures as the way people solve problem and there are three problems – time, nature, and 
human beings. People’s relationship to these three problems defines culture. While both 
Hofstede and Trompenaar studied private firms, Putnam studied how civil bureaucrats in 
Britain, Germany and Italy varied according to “classical” versus “political” dimension. 
This article is an exploratory study. It, first, maps the administrative culture of Nepal. More 
specifically, the paper highlights the values and norms dominant among Nepali bureaucrats. 
In this regard, the article focuses on three relationships: a) relationships among bureaucrats 
within the bureaucracy, b) interface between bureaucracy and politics, and c) relationship 
between bureaucrats and the common citizens. Second, to what extent this culture reflects 
dominant Nepalese culture. Is administrative culture in Nepal isomorphic with national 
culture? Has the Nepalese bureaucracy developed a distinct culture independent of the 
national culture? As argued earlier, such a relationship is important to unearth why people in 
a particular organization behave the way they do and how decision making reflects norms and 
values in which decision makers are socialized into.  
 

SIGNIFICANCE OF STUDY 
There are both theoretical and practical reasons to map administrative culture. The theoretical 
significance is to shed light on to what extent Nepalese bureaucracy is engulfed by the 
environment within which it operates or has it developed a culture of its own by setting its 
own boundary distinct from the environment. According to the population ecology school, 
environment selects those organizations that serve the environment best. The survival of an 
organization is, therefore, a question of support from the environment. The more the support 
an organization gets from the environment, the more legitimate the organization becomes and 
hence more the likelihood of survival. In this regard, more so for a public organization, that 
an organization conforms to the dominant forces in the environment. According to March and 
Olsen (1991): 

Institutional survival depends on creating norms and values about how an institution should be 
run. An institution survives because its structures, processes, and ideologies match what society 
finds appropriate, natural, rational and democratic. In this conception of history, the role of politics 
is to match the institutions to social, economic and technical environments. Changes in the 
environment also produce changes in the political system. As a result new coalitions and interests 
are formed. 

Is this the case that may be said of the Nepalese bureaucracy that it conforms to the norms 
and values of society? 
From a practical point of view, if administrative culture in Nepal is severely constrained by 
national culture, the question that may arise whether it is possible at all to reform bureaucracy 
in order to inculcate modern values. In the age of globalization and open market economy, to 
what extent a bureaucracy like the Nepalese one needs to be redesigned or even reinvented to 
adapt to the changes that are taking place globally. Nowadays with the trend of New Public 
Management becoming a reality for many bureaucracies around the globe, there is greater 
expectation that bureaucracy requires to operate not only democratically but also according to 
market mechanisms with high emphasis on cost reduction, better service provision, greater 
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accountability, and more transparency in policy making. A better understanding of 
bureaucracy’s modus operandi and its values are necessary if the right remedies for 
administrative development are to be chosen. 
 

UNDERSTANDING CULTURE 
There is no single answer or definition of culture. The many definitions and concepts of 
culture have aroused confusion and controversy among scholars as to the precise meaning of 
culture. Kroeber and Kluckholm (cited in Tayeb, 1988: 42) cited 164 definitions of the term 
culture back in 1954. To give a brief illustration of this diversity, some define culture as "the 
collective programming of the mind which distinguishes one group of people from another" 
(Hofstede, 1991: 5), or "as a set of historically evolved learned values, attitudes, and 
meanings shared by members of a given community" (Tayeb, 1988: 42), while for some 
others culture refers to "an historically transmitted pattern of meanings embodied in symbols, 
a system.....by means of which people communicate, perpetuate, and develop their knowledge 
about and attitudes towards life" (Geertz cited in Kane, 1991: 68), or culture as "a pattern of 
shared basic assumptions in a group" (Schein, 1997: 12). There is a tendency to use culture as 
an across-the-board explanation for all human actions and behavior. It should be no surprise 
that there is also variety in its application to organization studies. Such evaluation requires 
reflection on the ways the culture concept informs us about organization.  
In the context of organization, culture affects behavior and interpersonal relationship by 
giving vision of the world and models of actions of what is legitimate and standard (Bang, 
1990: 91). In order to understand how culture affects organization members’ life, behavior 
and relationships, the various approaches to link culture and organization can be grouped into 
two major dimensions: "Culture is what organization has" and "Culture is what organization 
is" (Jorgensen, 1989; Meek, 1988; Schein, 1985; Allaire and Firsirotu, 1984; Smircich, 1983, 
Pettigrew, 1979). 
1) Culture is what organization "has" 
This perspective argues that every organization develops its own cultural values and practices 
on the basis of its objectives, clients and consumers, and structure and functions. As a result, 
culture in a school is different than culture in a hospital. Similarly, culture in a public 
organization is different from organization culture in a private organization. Culture, 
according to this perspective, can be changed, manipulated, or altered to make the 
organization effective in achieving its objectives. In this regard, leadership plays a crucial 
role. Technology, structure, interpersonal relationships, and goals of an organization are the 
results of leadership. Leadership is concerned with the "creation and management of culture" 
(Schein, 1997: 1). There are better or worse cultures, stronger or weaker cultures, and that the 
"right" kind of culture will influence how effective organizations are. According to Edgar 
Schein (1997: 15): 

Culture and leadership are two sides of the same coin in that leaders first create cultures when 
they create groups and organizations. Once cultures exist, they determine the criteria for 
leadership and thus determine who will or will not be leader. But if cultures become 
dysfunctional, it is the unique function of leadership to perceive the functional and 
dysfunctional elements of the existing culture and to manage cultural evolution and change in 
such a way that the group can survive in a changing environment. 
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Organizations are conceived as an instrument to achieve prescribed goal and in this respect 
the concern is "how to organize" individual action effectively that suits best to the demands 
of the organization. According to this instrumental view, human action derives from desires 
and beliefs. This view holds that if it is possible to identify the link between beliefs and 
desires on the one hand and action on the other, then it is possible to change human action to 
achieve a predisposed organization goal. It is based on the causal principle that: To the same 
causes, the effects are always the same. According to Harris and Moran (1991: 110): 

Since culture is a human action, it is subject to alteration, depending on time, place or 
circumstances. 

 

2) Culture is what organization "is" 
This perspective, in contrast to the previous one, argues that organization culture is 
isomorphic with national culture and may not be changed at will by the leadership. According 
to this perspective, culture is the product of negotiated and shared symbols and meanings, it 
emerges from social interaction. Culture, according to this approach, manifests itself in the 
shared sets of assumptions, beliefs, and values that are held by members of an occupational 
group (Geertz, Louis, Van Maanen and Barley, cited in Jones, 1983: 454). In this regard, 
shared values and beliefs, and interpersonal relations in organizations are mere reflections of 
their viable combination that take place in the society. The society prescribes and legitimizes 
“what should be” organization’s and its members’ behavior not the leadership or management 
strategies. This perspective embodies a diverse range of theories such as societal, political, 
and national cultural theories. The common line of argument in these theories is that culture 
matters for individual as well as organizational behavior. Organization culture reflects 
broader societal values and is, in fact, a society in miniature format. 
The arguments in these two perspectives are similar to what Hofstede argued that “practices” 
such as heroes, artifacts, rituals vary more among organization within the national boundary. 
On the other hand, the core culture “values” develops in individuals in the families, in early 
childhood, in neighborhood, schools and organizations. As a result, core culture reflects 
societal culture and organizations’ members within a nation share common cultural values 
and, hence, organization culture varies more across nations. 
The major difference between these two perspectives is the argument about the source of 
organization culture. According to “Culture is what organization has”, the source of 
organization culture is the leadership who designs and redesigns culture to affect the 
behaviour and interpersonal relationship of organization members. On the other hand, 
according to “Culture is what organization is”, the source of culture is society which gives 
organization members with vision of what is “good” or “bad”, “ugly” or “beautiful”, and so 
forth. However, whatever the sources of organizational culture, the main function of culture 
is to provide organization members with models of the world, how the world should be, what 
would be the nature of interpersonal relationships within and across organizations, and whom 
to trust and rely upon. In short, organization culture is values, norms, and attitudes of 
organization members manifested through interpersonal relationships within the organization 
and how they relate to the environment. 
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WHAT DO WE MEAN BY ADMINISTRATIVE CULTURE? 
Administrative culture in this article means taking studies of organizational culture one step 
further by incorporating politics in the conceptual framework. Missing from the theories of 
organization culture - in its typologies or dimensions - is the role of politics. Contemporary 
studies of organization culture are mainly concerned with organizations' internal context, e.g. 
employees' work related attitudes, organization structure and management systems (Schein, 
1997; Harris & Moran, 1991; Hofstede, 1991; Tayeb, 1988). Most of these studies deal with 
private organizations and as such the question of politics has not been a major interest to their 
inquiries. Such an approach is inadequate to understand public organizations where politics 
plays a major role in shaping public administration and its relations to society. Therefore, a 
study of administrative culture has to incorporate not only the internal context of public 
administration such as bureaucrats’ attitudes towards work and their place of work, but also 
the external context, i.e. bureaucracy's relationship to politics and society in general. In 
conceptualizing administrative culture, a "dialogue" between cultural theories and theories of 
politics, is therefore, of vital importance. 
Therefore, in order to understand bureaucratic attitudes, interpersonal relationships, and 
bureaucrats’ roles in the political context of Nepal, three relationships are focused in attempts 
to capture dimensions of administrative culture. These relationships are based on cultural 
values and norms about administrative practices (Jamil, 1998).  

a) Political responsiveness or relationships between politicians and administrators. 
b) Cohesion or sources of internal authority and control. 
c) Social responsiveness or relationships between society and administrator.  

The dimensions of political and social responsiveness deal with bureaucracy's relationship to 
the external environment. The dimension of cohesion is concerned with bureaucracy's 
relationship to the internal environment, i.e. relationship within the bureaucracy. A 
conceptual framework of administrative culture comprises the following: 
 

EXTERNAL CONTEXT 

Political responsiveness 

Bureaucracy's relationship to politicians and their attitudes to politics vary across societies. 
Robert Putnam's (1975) analysis of bureaucratic responsiveness in Britain, Germany and Italy 
highlights civil servants' attitudes towards both politics and citizens and how these in turn 
determine their tolerance for politics. His analysis identified two types of bureaucratic 
attitudes: classical and political. Whereas the classical bureaucrat is "procedure-oriented" or 
"rule-oriented", the political bureaucrat is "problem-oriented" or "program-oriented". The 
former believe that public issues should be resolved through adhering to some objective and 
standard criteria of legality and technical practicality. Since the administrators view them as 
"non-partisan", their judgement, therefore, is "impartial" and "objective". The classical 
bureaucrat distrusts or keeps a distance to institution of politics, such as parliaments, parties 
and pressure groups. They may blame the political leadership for introducing irrational 
criteria into the implementation of policies for a rational development and for twisting 
administrative matters to prevent decisions purely on merit (Jain, 1990: 38). "Political 
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interference" is a constant irritant that is seemed to demoralize the whole bureaucracy. 
Therefore, they may feel more at home in an ordered, less conflict ridden world of a 
benevolent autocracy than in a conflict ridden pluralist democracy.  
The "political" bureaucrat represents the opposite syndrome. They are much more 
sympathetic to pluralistic conception of the public interest. Political bureaucrats consider 
political influence on policy making as legitimate. Their everyday life is characterized more 
by bargaining and compromise rather than following rules and routines.   
Bureaucratic responsiveness to social needs and public demands would vary markedly on the 
basis of their orientation to the world of politics (Putnam, 1975: 121). Classical bureaucrats 
would rely more on impersonal rules and rarely on public demands for making judgements, 
whereas the political bureaucrats would rely more on public demands. While the classical 
bureaucrats may emphasize standard and universal application of laws, the political 
bureaucrats may adopt a "public choice" approach by organizing a variety of organizational 
arrangements to provide different goods and services. While in the first instance, the 
bureaucrats may be detached from the general citizens, in the second instance, the danger is 
that of patronage and favor.   
Associated with the concepts of classical vs. political bureaucrats are the concepts of "neutral 
vs. responsive competence" (Aberbach and Rockman, 1994: 461). Neutral competence is 
defined as the "ability of [government officials] to do the work of government expertly, and 
to do it according to explicit, objective standards rather than to personal or party or other 
obligations and loyalties" (Kaufman cited in Aberbach and Rockman, 1994:  461). 
Responsive competence on the part of civil servants denotes political bias in decision making. 
A classical bureaucrat is more likely to display neutral competence in making decisions. In 
contrast, a political bureaucrat may display more responsive competence and may take 
decisions based on party loyalty.  
However, in recent years bureaucrats have been overly politicized by the political masters in 
a number of developing countries including Nepal. In the name of establishing democracy, 
bureaucrats are deliberately separated between those who show allegiance to the party in 
power and those who belong to the opposite camp. As a consequence, neutrality, competence, 
and merit which are the strongholds of bureaucracy are often disregarded to favor the 
loyalists and punish the disloyalists. In the tug of war between different political 
patronizations, the bureaucrats are caught in dilemma. A common practice among bureaucrats 
is to support the party in power to secure promotion, important posting and smooth career of 
civil servants. This may lead to cracks in the institution of bureaucracy as a universal rule 
oriented and citizen responsive institution. Further, this may also facilitate conflict of 
interests among bureaucrats vying for lucrative posting and promotions and, thereby, 
compromising universal principles and neutral code of conduct. This, of course, has serious 
consequences for bureaucracy in the form of degradation of moral, low motivation, less 
responsiveness to citizens’ demands and needs, and low transparency.  
 

Social responsiveness 
Bureaucrats’ relationships with citizens are categorized as “elitism” versus “egalitarianism”. 
An elitist bureaucrat maintains a distance from citizens. Common citizens are perceived as 
inferiors. However, an elitist bureaucrat may also behave like a father figure expecting to be 
respected: he knows best and citizens are expected to follow his directions. An “egalitarian” 
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bureaucrat considers citizens as equals with an ability to choose between alternatives. 
Citizens may be considered as partners in carrying out reform programs. 
An egalitarian administration may develop universalism in administration that may dispense 
universal rights usually manifested in impersonal application of rules. This is what Weber 
termed a rational-legal form where an administrator's decision is based on clear and specific 
rules and not on his arbitrary or capricious whims (Scott, 1992: 38). At the other extreme, 
elitism may lead to clientelism where those who have the access to bureaucracy are the ones 
to receive benefits from it. A clientelistic culture may lead to nepotism and favouritism 
whereby cajoling and personal relationship are vital for getting favour from the bureaucracy.  
In such relationship, those within the group and with “right” connections are favored and 
those outside of the group are left out. As a consequence, those who are left out constantly 
may develop fatalistic attitude because those who are higher up in the hierarchy always 
decides for them.  
In recent years, the emergence of market-oriented models of public administration has led to 
changes in administrative attitudes in many Western nations, e.g. the view of citizens as 
"customers" with choice opportunities (Politt, 1990). In contrast, in many developing nations, 
administrators often consider citizens as "subjects" who are expected to show "creeping" 
behavior, i.e. deference and obedience to administrators. An elite culture in bureaucracy may 
view citizens as subjects who need to be looked after by the bureaucrats. In contrast, an 
egalitarian culture may view citizens as customers or consumers with equal rights and 
benefits.   
 

INTERNAL CONTEXT 
Especially Hofstede have developed concepts to characterize the internal context of 
bureaucracy (1991, 1980). 
Cohesion 
In this dimension, the major concern is with how people in an organization relate to other 
members and their tolerance for uncertainty and ambiguity. 
 a) Power and Authority Relation in Organizations: 
According to Hofstede, power distance is defined “as the extent to which the less powerful 
members of institutions and organizations within a country expect and accept that power is 
distributed unequally” (Hofstede, 1991: 28). It is largely concerned with the relationship 
between superior and subordinate in the organization. An organization characterized by a 
large power distance is hierarchic with a marked dependence of subordinates on superiors. In 
a hierarchic organization, decisions are taken at the top and those down the hierarchy are 
expected to carry them out. In contrast, an organization characterized by a small power 
distance is more egalitarian and prefers consultation between boss and subordinates in 
decision-making. Superiors are more accessible to juniors and the organization structure is 
decentralized with a flat structure. There is interdependence between boss and subordinates, 
and the workplace is characterized by collegial atmosphere and power sharing (Tayeb, 1988: 
44).  
In a hierarchic society, status and ranks are associated with ascription such as family 
background and belonging to higher caste. On the other hand, less hierarchic society honors 
those who perform well. Performance is the major criterion for recognition and honor. If an 
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organization is dominated more by ascriptive culture, power and status become more 
important than capability and performance. Here, ‘who told’ is most valuable than ‘what he 
told’. While achieved status refers to doing, ascribed status refers to being (Trompenaars, 
1993:92). In an ascribed administrative culture, a senior or higher official may not entertain 
arguments by juniors even how valid these arguments may seem to be. They prefer their 
subordinates to obey and carry out their orders without raising question. In turn, subordinates 
do not prefer to take any initiative to solve a problem, rather they just follow orders that come 
from the top. As a consequence of status orientation, administrators may always have a 
tendency to expand their organization in terms of number of staff and authority irrespective 
of appropriateness and relevance.  
Achievement- oriented organizations justify hierarchy on the basis of one’s knowledge. On 
the other hand, ascription-oriented organizations justify their hierarchies by “power-to-get-
things-done” (ibid). In ascription oriented administration, promotion is based on seniority. 
Whilst achievement oriented organization promotion is based on the basis of performance of 
employees.  
Ascribed culture may even promote corruption. In fact, power, status, resources are more 
valuable than morale, capability, achievement and performance. Moreover, those with higher 
positions usually misuse the official resources for their personal use. They fail to distinguish 
between official and private life.  
b) Ambiguity and Uncertainty 
Tolerance for uncertain and ambiguous situations may vary from one society to another. This 
affects the behavior of individuals in the face of uncertainty and the use of mechanisms to 
cope with this (Hofstede, 1991: 113; Tayeb, 1988: 45). A strong uncertainty avoidance or low 
tolerance for ambiguity among organization members increases the likelihood of greater use 
of rules and regulations (more centralization and formalization) in organizations, and 
decreases the likelihood of taking risks. Risks may involve breaking or bending rules and 
regulations. Conversely, in societies with a greater degree of tolerance for ambiguity and 
uncertainty one might expect to see a lower degree of formalization and job definitions in 
organizations. 
The above theoretical discussions are hypothesized in the following figure: 
 

Figure 1: Analytical framework: 
Societal Culture 

 
Administrative culture 

 
 
Political responsiveness 
 
- Classical vs. political 

Social responsiveness 
- Elitism vs. egalitarianism 
- Citizen as 
customer/consumer vs. citizen 
as subject 

Cohesion 
- Power and authority 
- Ascription vs. achievement 
- Ambiguity and uncertainty 
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METHODS OF ENQUIRY 
This article is based on a questionnaire survey of 86 bureaucrats drawn from different 
ministries occupying different positions. The questionnaire was designed to cover the 
dimensions of administrative culture discussed above. In the absence of previous surveys of 
administrative culture in Nepal, the items in the present survey were partly designed by the 
authors and partly adopted from the works of Robert Putnam and Geert Hofstede. 
The method of data collection was based on interviews. The selection of respondents was 
done on the basis of snowball technique. However, attention was given to interview 
bureaucrats belonging to as diverse ministries/directorates as possible in order to obtain a 
holistic mapping of administrative culture. 

  
 Table 1: Percent distribution of respondents according to the following categories. N = 86. 

 %  %  % 

1) Sex: 
Male 
Female 

 
91 
09 

2) Age: 
25-32 
33-40 
41-56 

 
26 
39 
35 

3) Education 
Ph.D. 
Master 
Bachelors 

 
01 
78 
21 

 4) Type of 
education: 
Liberal arts 
Commerce-social  
science 
Pure science 

 
 

11 
84 
 

05 

5) Type of job: 
Technical 
Administrative 
 
 

 
07 
93 

 6) Position: 
Undersecretary and 
below 
Joint secretary and above 

 
81 
 

19 

 7) Career (years 
in service): 
1-10 
11-18 
19 and above 

 
 

41 
29 
30 
 
 
 

 8) Training 
from abroad 
Yes 
No 

 
 

55 
45 
 
 

9) Social background: 
(Fathers’ occupation) 
Govt. functionaries 
(gazetted) 
Govt. functionaries (non-
gazetted 
School/University 
teacher/Army/Police 
Self-employed 
(businessman) 
Landowners/ 
Farmers 
Other 

 
 
 

19 
 

16 
 

06 
 

01 
01 

 54 
3 

Note: 1) Total number of respondents =86, 2) Total number of ministries, divisions, 
directorates, and departments = 18. 
From the above table, a typical Nepalese bureaucrat is a male, highly educated in the fields of 
commerce and social science, have some kind of training abroad, and who comes from a rural 
(farmers) background. So it can be concluded that the Nepalese public administration has 
deep roots in villages where most of the bureaucrats come from. This may also mean that 
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traditional norms and values are likely to be strong in the bureaucracy with emphasis on 
hierarchy, ascription, and rank and status.   
In addition, around twenty citizens were interviewed about their experiences in getting 
services from the civil service. The respondents were asked about the basis of decision 
making by bureaucrats that they have sought for. We also asked the same question to the 
bureaucrats in order to get a comparative picture of the basis of decision making in 
bureaucracy.  
Further, secondary data were collected from the Nepalese Public Service Commission who is 
responsible for the recruitment of civil servants to the bureaucracy. The nature of data 
collected was about the religious and caste compositions of the bureaucrats. 
 

CULTURAL FABRIC IN NEPAL 
Unlike many western nations where corporate and market values are deeply rooted in society 
as, e.g. in the USA, this may not be the case in Nepal. Nepal is the only Hindu monarchy in 
the world. Therefore, Hindu customs, values, and traditions are deeply ingrained in society 
and nurtured in different institutions of state as well. Caste system is an integral part of the 
social structure and divides people into different ranks and status. Memberships in these caste 
structures are permanent and one cannot move from one caste to the other. This social 
hierarchy ranks the Nepalese along an axiom of purity and pollution. Under this, Brahman, 
Chhetri and Vaishya are considered to be ritually puriting whereas Shudra, the lowest caste is 
considered to be ritually polluting.  
According to Sharma (1977), in Nepal, this system has not only been practiced socially but 
also institutionalized legally. This system was codified in the national legal code of 1853. The 
code further insists the Nepalese to discriminate among them on the basis of caste. This code 
provided more privileges to the higher caste in social economic and legal aspects. This legal 
provision remained for more than a hundred years up to 1963. However, the constitution of 
1963 abolished all types of discrimination on the basis of caste, but caste and social 
discrimination on the basis of this is still predominant in Nepalese society.  
In a society where caste system is a mode of life, people believe that they are born in 
contexts, i.e. in different social hierarchies and these contexts are permanent social order and 
to a large extent determine their life from cradle to grave. Caste system gives more prestige, 
more privilege, and higher status to higher caste people and lower status to the lower caste 
people. Society is divided on the basis of different occupations. Most of the artisan work and 
menial jobs are either assigned to the lower caste people or they inherit. On the other hand, 
people by virtue of their belongingness to higher caste and ranks are assigned with decision 
making and rule setting tasks such as priesthood, officials, etc. Thus, a Brahman, the highest 
caste, is usually respected, obeyed, and listened to by the people of lower castes. In a social 
structure, where decision making authority rests with higher echelons of society, fatalism and 
fatalistic attitudes are common. People down the line of hierarchy believe that their life and 
fate are decided by decisions at the top.  
Caste system is strictly hierarchical where those belonging to the higher caste dominate over 
those belonging to the lower castes. Collectivistic values and attitudes are quite common in 
this system leading to clientelistic relationships. In the civil service, Chakari and 
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Chaplusi†††††††††††† are, therefore, widespread and its ramifications are noticed in most of the 
interpersonal relationships in the bureaucracy. These are, therefore, “lubricating oil” for the 
members of the administration to develop intimate relationships with higher authorities who 
can provide them with favourable returns. 
Another prominent consequence of membership to appropriate social groups is ‘Afno 
Manchhe’ (one’s own people) (Bista, 1991:56). This culture discriminates between people on 
the basis of family kinship, caste and social relations. The question is to what extent chakari, 
chaplusi, and afno manche influence decision making in the civil service and, hence, the 
delivery of public services?  
In order to substantiate the above discussions on social values in Nepal, we asked the 
respondents to what extent they agree to the above illustrations of cultural values in Nepal. 
Their responses are presented below. 
Table 2: Dominant socio-cultural values in Nepal as stated by the bureaucrats. Percent who 
agreed completely and partly.  N= 86. 
 
 Those who agreed 

completely and partly (%) 
Nepalese society is based on hierarchy and caste system 94 
People higher up in the social hierarchy enjoy more 
privileges in socio-economic and political matters than 
those down the hierarchy 

 
94 

Nepalese society is patriarchal where men are more 
privileged than women  

93 

Nepalese people believe in fate 90 
Social recognition is more based on family and caste 
background than “real” quality of people 

89 

“Do not argue with seniors”, “respect seniors”, and 
“follow orders from seniors without raising questions” 
are the basic social values of Nepalese society. 

 
80 

There is a common feeling among the Nepalese that the 
country is ruled by those who have the grace of God. 

52 

The question that was asked: “We would like to map the dominant socio-cultural values of 
Nepalese society. Below we have listed some statements which may reflect Nepalese socio-
cultural values. To what extent would you agree or disagree with these statements. Please rate 
them on a scale from 4 to 1, where 4 represent “Agree Completely”, 3 represent “Agree 
Partly”, 2 represent “Disagree Partly”, and 1 represents “Disagree Completely”. In the table 
above, only scales 4 and 3 are combined and presented. 
The responses from the bureaucrats support the discussions above about socio-cultural values 
existent in Nepalese society which are hierarchic, caste oriented, differentiated rank and 
status, unequal distribution of privileges and amenities based on family and social 

                             
†††††††††††† Chakari and Chaplusi mean flattering and pleasing the boss for getting certain 

benefits from the system (Shrestha, 1980:36).  
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backgrounds. The question that may arise at this point is to what extent these values impinge 
on bureaucracy and influence decision making? Or has the bureaucracy managed to develop a 
culture distinct from the dominant socio-cultural values in Nepal where professional norms 
and service provisions are major objectives?     
In order to map administrative culture existing in the Nepalese bureaucracy, we asked the 
bureaucrats to highlight on their relationships within and outside the bureaucracy.  
 

ADMINISTRATIVE CULTURE IN NEPAL: DATA ANALYSIS 

INTERNAL CONTEXT 

a) Power and authority relations 

Power and authority relations measure the extent to which there exist egalitarian and 
democratic norms in Nepalese bureaucracy. If values and norms in Nepalese bureaucracy 
reflect dominant social values, we would expect a high power distance in which decision 
making authority may rest with those at the top. Those in the lower hierarchy may have little 
say in the decision making process. The following table reveals the interpersonal relations in 
Nepalese bureaucracy. 
 

Table 3: Power and authority relations in Nepalese bureaucracy. Percent distribution N=86.       

Describes the way my organization works 

 

In my organization 

Describes completely 
and fairly well % 

Decision is made after consultation with concerned subordinates. 38 
Subordinates are ready to give suggestions and arguments when 
superiors ask for these. 73 

Superiors and juniors consider each other as equals. 20 
There are equal access to and control over organizational resources 
to all organizational members. 10 

Any argument and suggestions provided by the subordinates are 
listened to by superiors 33 

Subordinates, usually, provide counterarguments if they do not 
agree with their bosses.  15 

It is common belief among personnel that knowledge and skills are 
based on hierarchy.  60 

Organizational rules and regulations apply equally to every 
personnel regardless of one’s personal connections with higher ups. 37 

The question that was asked: “Public organizations may have different kind of characteristics in terms 
of interpersonal relationships and working styles. Below we have listed some traits which may prevail 
in public organizations. In your views to what extent these statements describe the ways your 
organization really operates. Would you rank them on a scale from 4 to 1 where 4 represent 
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“Completely”, 3 represent “Fairly well”, 2 represent “Partly” and 1 represents “Does not describe at 
all”. In the table above, only scales 4 and 3 are combined and presented”. 
 

From the above table we observe that power distance is quite high in Nepalese public 
administration which means that decisions are seldom made in consultation with 
subordinates; there is a high gap between seniors and juniors since they are not considered as 
equals; organizational resources are not equally distributed among organization members; it 
is quite rare that seniors listen to what juniors suggest and juniors hardly argue if they 
disagree with their superiors; there is a strong belief that knowledge is hierarchical and 
organization rules and regulation are not universally applied.  
The aspect of power distance may be further highlighted if we focus on to what extent 
Nepalese bureaucracy emphasize ascription in contrast to achievement. 
  

b) Ascription vs. achievement 
Is Nepalese bureaucracy characterized by ascriptive or performance based criteria in 
evaluating candidates with regard to promotion, reward, and posting? Ascriptive oriented 
culture is based on group or caste belongingness, religion, family background, regionalism, 
lobbying and cajoling. In this culture, favour is bestowed upon by some higher authority on 
the basis of close proximity to the incumbent. Chakari, Chaplusi and Afno Manche are strong 
mechanisms for getting undue favour and privilege. Sometimes, such culture compromises 
neutral and professional standards and, thereby, promotes corrupt practices. On the other 
hand, achievement oriented culture is based on professional and neutral standard of 
performance in which individual skill and capability are the major criteria for decision 
making. Such culture may reduce uncertainty among organization members as regards to 
their salary benefits, promotion and posting since these are based on universal standard and 
performance criterion.  
 
Table 4: Ascription vs. achievement in Nepalese bureaucracy. Percent distribution N=86. 

Describes the way my organization works 
 

In my organization 
Describes completely and 

fairly well % 

Reward and punishment system are tied with one’s real 
achievement. 18 

Recognition is based on personal achievement rather than 
position. 31 

Marks on performance appraisal are based on one’s 
performance. 31 

Marks on performance appraisal are based on “Chakari”. 60 
One can get any kind of benefit from organization if “afno 
manche” is there 68 

The question that was asked was same as in table 3. 
Table 4 clearly reveals that Nepalese bureaucracy is strongly characterized by ascription as 
opined by the respondents. Performance appraisals, rewards and punishment, recognition, and 
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benefits are highly dependent on chakari and afno manche. These indicate that professional 
rules and codes of business with regard to employees’ career and achievements are based on 
narrow group interests and personal connections. The stronger these informal networks are 
the easier it is for one to bypass formal rules and regulations in order to obtain benefits from 
the system. The system is, therefore, biased to those with strong group, family, and caste 
affinities. 
 

c) Tolerance for ambiguity and uncertainty 
This dimension measures the extent to which Nepalese bureaucracy is characterized by 
flexibility, openness, innovations and initiation from those in the lower echelon of the 
hierarchy.  Less tolerance for ambiguity and uncertainty refer to the degree to which behavior 
in an organization is guided by rules and routines. The higher the preference for rules and 
routines, the higher is the degree of uncertainty avoidance, and the lower is the degree of 
flexibility in performing a job. In settings of this type, uncertainties and ambiguities are 
considered as threatening and are handled by designing more rules and routines to achieve 
stability and predictability. The statements (in tables 5 and 6) measure uncertainty avoidance 
norms. Uncertainty avoidance is a feature of a hierarchic society and may likely to be 
stronger in Nepalese bureaucracy. 
 
Table 5: Tolerance for ambiguity and uncertainty in Nepalese bureaucracy, Percent distribution, 
N=86. 
Describes the way my organization works 

 
In my organization 

Describes completely and 
fairly well % 

Subordinates are innovative and responsible while discharging 
their duties. 32 

Section chiefs have flexibility and freedom to make decisions 
concerning their sectional goals and objectives. 37 

Bureaucrats give more focus on results than process and rituals. 25 
In order to help common citizens, organization members are 
willing to bend rules and procedures. 35 

The question that was asked was same as in table 3. 
Table 5 reveals the fact that the Nepalese bureaucracy is somewhat characterized by a high 
degree of uncertainty avoidance which means that there is a low tolerance for ambiguous and 
uncertain situations. The bureaucrats in the survey responded that they emphasize on process 
more than on results, that subordinates are not much innovative, have less flexibility to make 
decisions and they hardly bend rules and procedures to help common citizens. In short, 
bureaucrats live in a world designed by their superiors. They carry out their responsibilities 
by the book, i.e. on the basis of clearly laid out rules. 
In order to substantiate our findings, we further asked the bureaucrats to assess their place of 
work on an individual basis. How they characterize their own place of work? In the above 
table (table 5) we asked how the organization works, but in table 6, we asked how they would 
characterize their work from an individual perspective. The results are shown below. 
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Table 6: Tolerance for ambiguity and uncertainty at the individual level in Nepalese 
bureaucracy, Percent distribution, N=86. 
     

 
In my place of work 

Describes my position 
Completely and fairly well % 

I have much discretion as to how I carry out my duties. 38 
I have enough room to innovate and introduce change in 
my place of work. 32 

I wish my superior would tell me more directly whether 
or not I am doing a good job. 79 

The question that was asked: “Below we listed some statements that may highlight your place 
of work. We would like you to reflect on these statements. When it concerns your own 
position in your place of work, to what extent would you say that the following statements 
describe your position. Would you rank them on a scale from 4 to 1 where 4 represent 
“Completely”, 3 represent “Fairly well”, 2 represent “Partly” and 1 represents “Does not 
describe at all”.  In the table above, only scales 4 and 3 are combined and presented”. 
The responses in the table above reveal the same picture that there is less discretion, not 
enough room to innovate, and would highly prefer directives from superiors whether one is 
doing the job in the right manner. All these reactions from bureaucrats at the individual 
testify again that bureaucrats’ life is characterized by low tolerance for ambiguity and 
uncertainty. Now the question that may come into mind is whether this high uncertainty 
avoidance culture is a reflection of the dominant culture in Nepalese society. 
 

EXTERNAL CONTEXT 
d) Political responsiveness 
In this section, we map the relationship between bureaucrats and politicians. To what extent 
may said to be congenial working relationship between bureaucrats and politicians? Do 
bureaucrats consider politics in present Nepal as guidelines for making decisions or do they 
prefer to be aloof from them in order to introduce neutrality in policy making? Do 
bureaucrats feel that their neutral life is jeopardized by responding to political directives or do 
they feel that relationship with their political masters is crucial for successful career? The 
major emphasis of analysis in this section is bureaucrats, attitude and reaction to politics in 
Nepal.  
 

Table 7: Relationship between bureaucrats and politicians in Nepal, Percent who agreed 
completely and partly,  N= 86. 
 Those who agreed 

completely and partly % 
In reality bureaucrats run this country, not the politician 61 
Nepalese politicians often serve their personal and partisan 
interests rather than welfare of the citizens 

91 

In order to act rationally in administrative decision-making it 62 
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is necessary to disregard political considerations 
Too often civil servants act according to their own judgement 
rather than the policies of the government. 

48 

Politicians should not interfere in those affairs which are the 
responsibilities of the civil servants. 

82 

For a higher civil servant it is as important to possess political 
sensitivity as professional expertise. 

82 

It is an advantage for the public sector as a whole if higher 
civil servants share the political views of their political 
masters/the government of the day.  

63 

Nepalese civil servants are not politically neutral rather they 
are affiliated with different political colors. 

82 

The question that was asked: “We would like to know your views about the relationship 
between bureaucrats and politicians.  Below we have outlined some statements about this 
relationship. To what extent would you agree or disagree with these statements? Please rate 
them from 4 to 1, where 4 represent “Agree Completely”, 3 represent “Agree Partly”, 2 
represent “Disagree Partly”, and 1 represents “Disagree Completely”. In the table above, 
scales 4 and 3 are combined and presented. 
According to the above table, two-thirds of the bureaucrats feel that they run the country, not 
the politicians; they also opined that Nepalese politicians serve mainly their personal and 
narrow partisan interests rather than welfare of the citizens; the majority of bureaucrats feel 
that to act rationally, it is necessary to disregard political considerations and that politicians 
should not interfere with the responsibilities of the civil servants but at the same they feel it is 
necessary for them to possess political sensitivity and share political views of their masters; 
more than three-fourths of the bureaucrats are of the opinion that Nepalese civil servants are 
not neutral and have some kind of political affiliations. 
From the above responses, the picture that we get about the relationship between bureaucrats 
and politicians is that Nepalese bureaucrats do not have a very positive attitude toward their 
political counterparts. They want to remain aloof from political influence, but at the same 
time feel that political sensitivity is crucial. Besides, the majority of the bureaucrats nurture 
political affiliation. This suggests that Nepalese bureaucrats have a dual attitude to politics. 
On the one hand, they are classical in the sense that they want to protect their place of work 
from political influence, but at the same time they feel that it is necessary to possess political 
sensitivity. At the same time, they are affiliated to different political colours in order to serve 
their own personal interests. 
Democracy in Nepal has always had a short life and hence the relationship between 
bureaucracy and politics is far from congenial and has not developed into partnership. On the 
other hand, the bureaucracy, in the absence of democratic political process, has been more 
exposed to directives from the palace. Therefore, attitudes of bureaucrats to politics as found 
in our survey may not be said to be positive. 
 

e) Social responsiveness 
Social responsiveness measures the relationship between bureaucracy and citizens. Is the 
relationship characterized by elitist attitude on the part of the bureaucrats or is the 
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relationship an egalitarian one where bureaucrats and citizens interact on an equal footing? 
Are citizens considered as customers or are they considered as subjects with no choice 
opportunities? 
Table 8: Relationship between bureaucrats and citizens in Nepal, Percent who agreed 
completely and partly,  N= 86. 
 Those who agreed 

completely and partly % 
Bureaucrats consider themselves as servants of the people 
rather than masters 

55 

Bureaucrats dispense services to citizens on the basis of 
universal application of rules. 

66 

Citizens are considered as sovereign customer rather than 
passive service recipients 

53 

Public service is provided to citizens on the first come first 
serve basis. 

65 

Citizens are usually informed about how, when and from 
where to get services from public organizations. 

70 

Bureaucrats should be answerable and subjected to be 
punished if they fail to provide proper services to citizens.  

71 

All citizens should have the same opportunity to influence 
government policy. 

67 

Administrative decisions are better performed if civil 
servants maintain a distance from the ordinary citizens. 

35 

Citizens often search for personal connections and other 
sources before approaching public organizations for getting 
service 

79 

Personal connections, bribery and political influence are 
major sources of getting things done in public organizations 

75 

It is nightmare for the general public to get proper service 
from bureaucrats  

51 

The question that was asked: “We would like to know your opinion about the relationship 
between bureaucrats and citizens.  Below we have outlined some statements about this 
relationship. To what extent would you agree or disagree with these statements? Please rate 
them from 4 to 1, where 4 represent “Agree Completely”, 3 represent “Agree Partly”, 2 
represent “Disagree Partly”, and 1 represents “Disagree Completely”. In the table above, 
scales 4 and 3 are combined and presented. 
The results show that Nepalese bureaucrats have a more positive attitude to citizens compared 
to their political counterparts. The majority stated that they consider them as servants and not 
masters of the citizens; two-thirds agreed that they dispense services to citizens on the basis 
of universal rules; the majority of them consider citizens as sovereign customer; around two-
thirds responded that they provide services on the basis of first come first serve basis; more 
than two-thirds usually inform citizens about when and where to get services, that they should 
be answerable and even punished if they fail to provide services, and opined that all citizens 
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should have the same opportunity in influencing government policy. Further, they do not 
agree that maintaining a distance from common citizens lead to better provision of services.  
However, it seems that collectivistic norms are quite strong in Nepalese bureaucracy. Citizens 
often search for personal connections to get services from the bureaucracy and personal 
connections, political influence, and bribery are the major sources of getting things done in 
public organizations. Further, the majority of bureaucrats stated that it is a nightmare for the 
common citizens to get things done at public organizations. 
From the above, it may be discerned that the interface between bureaucracy and society is 
dualistic. On the one hand, they display egalitarian and friendly attitudes to citizens, but on 
the other hand, elitist attitudes where service provision is based on Chakari, Chaplusi, and 
Afno Manche, i.e. cajoling and group belongingness. This indicates that personal connections 
and cajoling coupled with bribery are important mechanisms for getting things done, if not it 
is a nightmare for common citizens to get any service from bureaucracy. Those who are left 
out of the group are destined to become fatalist where others decide their lives.  
In order to further understand the interface between bureaucracy and citizens we asked some 
citizens about the factors most important for getting things done in the civil service. We 
asked only those citizens (N=20) who sought decisions from bureaucracy. The results are 
shown below. 
 

Table: 9: Most important factors for getting things done in bureaucracy, Ranked by citizens. 
I can get effective and speedy service from public 
organizations through: 

Ranked by 
citizens 

a) Influencing civil servants by using personal connections.  1 
b) Bribing civil servants. 2 
c) “Afno Manche” 3 
d) Established rules and norms 4 
e) Influencing bureaucrats through local politicians and elites 5 
 We asked the citizens: “We would like to know the factors that influence getting things done 
decision making in the civil service. Below we have listed some factors that may influence 
decision making concerning posting, transfer, promotion, and foreign trips in your 
organization. Please rank them from 1 to 5 where 1 stands for most important factor and 5 
stands for least important factor. 
In the above table, the citizens ranked “personal connections” as the most important factor for 
decision making followed by “bribing”, “Afno Manche”, and “established rules and norms”, 
and “influencing bureaucrats through local politicians and elites”. Besides bribing, collective 
norms developed through personal connections and Afno Manche are important mechanisms 
for getting bureaucratic decisions in one’s favour. Established norms and rules as well as 
local politicians and elites are considered less important factors by the citizens. 
This suggests that personal connections, afno manchhe coupled with bribery are important 
mechanisms for citizens to get services from the bureaucracy. This also indicates that formal 
rules and universal application of rules are rarely applied in providing services to citizens. 
In line with the question asked to the citizens (table 9), a similar question with almost similar 
alternatives were asked to the bureaucrats about the factors that influence decision concerning 
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their transfers, postings, promotions, and attending foreign trainings. The results are shown 
below. 
 

Table 10: Most important factors influencing decision making (such as postings, transfers, 
promotions, and foreign trainings) in civil service, Ranked by bureaucrats, N=86. 
 In my organization decisions are, usually, made on the basis of: Ranked by 

bureaucrats 
a) Established rules and norms  1 
b) Persuasion and lobbying (through politicians, seniors officials, elites) 2 
c) “Afno Manche” 3 
d) Relationship with superior developed on the basis of “Chakari” 4 
e) Extra legal ways such as “bribing”. 5 
Similar to table 9 except that bureaucrats were asked to rank the factors that affected 
decisions concerning their promotions, transfers, postings, and foreign trainings.  
The findings show that bureaucrats are of the opinion that “established rules and norms” are 
the most important factor for decision making which means formal rules are the major criteria 
for bureaucratic decision making. The next important factor is “persuasion and lobbying”, 
“Afno Manche”, and “Relationship with seniors developed on the basis of chakari”. Factor 
such as “Bribing” is ranked the least by bureaucrats that affect decision making. 
The findings show that in terms of factors affecting decision making citizens and bureaucrats 
rank them somewhat differently. While bureaucrats ranked established norms and rules as the 
most important factor, this is ranked by citizens as number four. While citizens ranked 
personal connection as the most important factor to get a decision in their favour, this is 
ranked by bureaucrats as number four. “Bribing” is ranked as number 2 by citizens while it is 
ranked the least by the bureaucrats. However, “afno manchhe” is ranked by both bureaucrats 
and citizens alike as number three important factor influencing decision making. This is 
because personal connections are important factors in the interface between citizens and 
bureaucracy. On the one hand, the bureaucrats maintain egalitarian and neutral attitude 
towards citizens but at the same time nurture personal connections developed through Afno 
Manche. This duality may reflect the socio-economic background of bureaucrats who mostly 
come from a modest village background of farming family. Collective norms are, usually, 
stronger in villages compared to urban cities.  
 

Administrative Culture in Nepal 
• Bureaucrats' internal and external relationships: An overall view   

The following table summarizes the results of the analyses carried out so far. 
 

Table 11: A summary presentation of administrative culture in Nepal. 

INTERNAL: 
1) Power and 
authority 
relationships 

A somewhat high degree of power distance (which means an 
acceptance of unequal relationship between boss and subordinates, a 
greater degree of hierarchism, a top-down decision making, 
organization resources are unevenly distributed, and knowledge is 
hierarchy based).  
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Highly ascriptive. Performance appraisals, rewards and punishment, 
recognition, and benefits are highly dependent on chakari and afno 
manche. 

2) Tolerance for 
ambiguity and 
uncertainty 

A somewhat high degree of uncertainty avoidance. Subordinates are 
not much innovative, have less flexibility to make decisions and they 
hardly bend rules and procedures to help common citizens. In short, 
bureaucrats live in a world designed by their superiors. They carry out 
their responsibilities by the book, i.e. on the basis of clearly laid out 
rules. 

EXTERNAL: 
3) Relationship 
with Politics  

Nepalese bureaucrats have a dual attitude to politics. On the one hand, 
they are classical in the sense that they want to protect their place of 
work from political influence, but at the same time they feel that it is 
necessary to possess political sensitivity. Besides, the majority of the 
bureaucrats nurture political affiliation. 

4) Relationship 
with Citizens 

A dual attitude. On the one hand, bureaucrats display egalitarian and 
friendly attitudes to citizens, but, on the other hand, elitist attitudes 
where service provision is based on Chakari, Chaplusi, and Afno 
Manche, i.e. cajoling and group belongingness. This indicates that 
personal connections and cajoling coupled with bribery are important 
mechanisms for getting things done, if not it is a nightmare for 
common citizens to get any service from bureaucracy. 

 

RELATIONSHIP BETWEEN SOCIETAL AND ADMINISTRATIVE CULTURE IN 
NEPAL 
Isomorphism? 
It is expected that organizational culture, more so in a public organization, follow the general 
contours of societal culture (Nelson and Gopalan, 2003:1118). The question is to what extent 
this may be said to be the case in Nepal. Is administrative culture isomorphic to societal 
culture? 
In our discussions above of societal culture in Nepal, we found that caste system is a 
dominant factor in interpersonal relationships, which categorizes people into different social 
hierarchies. Therefore, hierarchy is a way of life in Nepal and those who belong to the higher 
echelon of hierarchy, usually, decides for those down in the social hierarchy system. Such a 
system develops narrow collectivistic norms where those in the same group bestowed upon 
with favors and privileges, and those who are left out become fatalistic. Cajoling, lobbying 
(chakari, chapalusi) are strong mechanisms for getting things done. Power distance is, 
usually, high in such a system where those at the top decide for those at the bottom of the 
social hierarchy. Social norms and values are elaborated, protected, and defended by those at 
the top and those at the bottom follow such norms with little room for innovation and 
flexibility.  
These norms of Nepalese society were found to be highly represented in Nepalese 
bureaucracy. In the relationship between and among bureaucrats, we found that power 
distance was high and a high degree of emphasis on ascription for assessing performance 
compared to professional standard for judging performance. There is a high degree of 
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uncertainty avoidance norm prevalent in Nepalese bureaucracy with little room for the 
bureaucrats to manoeuvre. Group norms are strong which isolate groups from each other 
leading to uneven and biased distribution of public goods. Fatalism and distrust are natural 
consequences of such narrow group interest.  
In their relationship to the external world, we found that bureaucrats as a group intend to 
protect their place of work from undue political influence. They distrust politicians but at the 
same nurture political affiliation and are politically sensitive to wishes of the political 
masters. However, their social responsiveness is more positive with friendlier attitudes and 
relations to society compared to their political counterparts. Even in this responsiveness, 
collectivistic norms are crucial in getting things done in public organizations. The friendly 
relations to society may be a result of democracy that has been in practice for some years in 
Nepal coupled with international pressure to make the bureaucracy transparent, accountable, 
and responsive to the people. However, with the return back to complete monarchism and 
coup de tat from the palace to monopolize all powers in the hands of the king, it would be 
interesting to follow the development of administrative culture in Nepal, especially with 
regard to politics and society. 
Further, in order to substantiate the close proximity between societal and administrative 
culture in Nepal, let us see the religious and caste composition of bureaucrats in the civil 
service as a whole and in higher positions. To what degree different religions and castes are 
represented in bureaucracy?  
 

Table 12: Religious background of civil servants selected in the periods from 1997/98 to 
2002/2003, Percent distribution and absolute numbers 

Religion 1997-1998 2000-2001 2001-2002 2002-2003 
Hindu 97 99 98 96 
Buddhist 2 0 1 3 
Others* 1 1 1 1 
Total % 100 100 100 100 
Total numbers 2471 727 309 3559 
Source: Public Service Commission, Nepal. 
* Others include Jain, Muslim, Christian, and others. 

From the above table it is observed that most of the civil servants recruited in the periods 
from 1997/98 to 2002/2003 are predominantly Hindus and the candidates with other religious 
backgrounds, such as Buddhist is negligible. 
Let us now observe the caste composition of civil servants recruited to the civil service in the 
same period. 
Table 13: Caste background of civil servants selected in the periods from 1997/98 to 
2002/2003, Percent distribution and absolute numbers 

Caste 
Background 

1997-1998 2000-2001 2001-2002 2002-2003 

Brahmin 68 76 56 53 
Chhetri* 19 18 12 21 
Newar* 5 2 8 6 
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Dalit** 0 1 0 1 
Others*** 8 3 24 19 
Total % 100 100 100 100 
Total numbers 2471 727 309 3559 
Source: Public Service Commission, Nepal. 
* Chhetri and Newar are upper caste Hindu 
** Low caste Hindu 
*** Others include Rai/Kirat, Sherpa, Gurung, Tharu, Magar, Tamang, Muslim, Lama, and Others 

The caste background of civil servants selected in the periods from 1997/98 to 2002/03 
indicates that the majority belong to the highest Brahmin caste. The other two upper castes 
Chhetri and Newar are also well represented. The lowest class Dalit’s (formerly called 
Scheduled Caste) representation is very insignificant. On the other hand, those who belong to 
the other group (such as Rai/Kirat, Gurung, Tharu, Magar, Tamang, Muslim, Lama, and 
others) are quite well represented. The overall picture is that although the percentage of 
Brahmins recruited to the civil service has decreased to some extent, the percentage of 
Chhetri (upper caste Hindu) has increased over the years. The greatest increase in civil 
service recruitment has taken place among those who belong to the “other” category. 
However, it is the upper caste Hindus who dominate the civil service recruitment in Nepal as 
shown in the above table. 
In order to illustrate the dominance of high caste Hindus in the higher echelon of the civil 
service, the following table presents the caste backgrounds of higher civil servants.  
Table 14: Caste background of higher level civil servants, Percent distribution and absolute 
numbers. 

Caste 
Background 

Secretary
‡‡‡‡‡‡‡‡‡‡‡‡ 

% 

Population 
% 

Joint Secretary % 
Administration         Technical 

Brahmin 74 13 73 43 
Chhetri 16 16 7 15 
Newar 10 6 18 28 
Dalit 0 13 1 1 
Others 0 52 1 13 
Total % 100 100 100 100 
Total numbers 38 227,369,34 148 136 
Source: Department of Civil Personnel Record (1st Sept 2004) 

The table above suggests that Brahmins are in majority in the positions of secretary and joint 
secretary (the highest positions in the civil service).  They are followed by Chhetri and 
Newar. Dalit and other categories are not represented in the secretary positions. Dalit 
comprising around 13% of the total population in Nepal are also negligibly represented at the 
joint secretary level. On the other hand, the “other” category is represented by 14% in the 
joint secretary level but not proportionally represented according to their demographic 

                             
‡‡‡‡‡‡‡‡‡‡‡‡   In South Asia, the highest position in bureaucracy is called “secretary”, followed by 

“additional secretary”, “joint secretary”, “deputy secretary”, and “section officer”. 
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composition which is around 52% of the total population. The Brahmins comprising only 
13% of the total population in Nepal are overrepresented in higher civil service positions. 
The tables (12, 13, and 14) suggest that civil service is dominated by Hindus and among 
Hindus, higher caste, particularly the Brahmins, dominate the civil service and is 
overrepresented in higher civil service positions.   
What consequences these uneven representations have for the administrative culture in 
Nepal? Though recruitment in the civil service is strictly based on merit, the nature of social 
stratification allows only those in the upper castes to get access to required education and 
necessary information and, thereby, required qualification to enter into the civil service. And 
once they enter the civil service, afno manchhe is profusely used for further career 
development. This has serious consequences for interpersonal relationships and, hence, 
administrative culture. The caste composition of social structure in Nepal is the major factor 
for high power distance in Nepal. We observe the same level of high power distance in the 
civil service. This is coupled with high uncertainty avoidance. As a result, informal groupings 
and strong collectivistic norms develop that influence decisions within bureaucracy as well as 
decisions concerning citizens.  
 

CONCLUSION 
In the article, we had two major purposes, a) to map the existing administrative culture in 
Nepal, and b) to analyze the extent to which administrative culture is isomorphic with societal 
culture. As regards to administrative culture, it was operationalized in to relationships within 
bureaucracy and its interface with the outside world. In interpersonal relationships within 
bureaucracy, it is characterized by somewhat high degree of power distance coupled with 
emphasis on ascriptive qualities. In their relationship to the outside worlds, bureaucrats have 
a dualistic attitude to politics. They also have a dualistic attitude to citizens. 
With regard to isomorphism, administrative culture resembles societal culture and as a 
consequence group and collectivistic norms are strong and are essential for getting services 
obtained from bureaucracy. 
The major findings of this study of Nepalese administrative culture is that it is characterized 
by high power distance, a large degree of uncertainty avoidance, preference for ascription 
rather merit, and a strong emphasis on group and collectivistic norms. What are the major 
implications of such administrative culture when it comes to instil professional attitude 
among bureaucrats in Nepal? What are the scopes for the application and exercise of formal, 
neutral, and rational laws and rules in the provision of public services? 
Given the present characteristics of administrative culture in Nepal, professional norms are 
less entrenched in bureaucracy. What is important at present is ascriptive and large power 
distance. These are also the values which are held in high esteem in society. Therefore, the 
bureaucracy in Nepal is characterized by values which are representative of society. It is yet 
to develop values which may be said to resemble professional and modern managerial values.  
Similarly, we observe strong group norms achieved through afno manchhe and chakari which 
compromise universal application and neutral discharge of public services. Public services 
are the results of lobbying, personal influence, and often extra legal means.  
In short, bureau pathologies are associated with such administrative culture giving more room 
for particularism, informal groupings for promotion, transfer and posting, disregard for merit 
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and emphasis on ascription, political affiliation in order to maximize narrow individual 
interest compromising bureaucratic neutrality and competence, and corruption. However, at 
the same time, it enhances group values and collectivistic norms crucial for maintaining 
harmony and familistic norms. 
The question that may be raised about the probable consequences on administrative culture of 
the recent turmoil and mass upsurge in Nepal to curb the power of the monarchy and restore 
democracy. The restoration of democracy in Nepal if we analyze along cultural theories we 
might witness some changes in practices (as Hofstede has argued) or the upper layers (as 
Trompenaar has argued) of administrative cultures, i.e. changes in leadership, some rituals, 
and artifacts. The deep values, i.e. the core values might not be changed and would continue 
to influence interpersonal relationships within bureaucracy, and its relationships to politics 
and citizens. We may observe different constellations in interpersonal relationships in the 
form of different networks and groups, for example between bureaucrats, politicians and 
bureaucrats. However, hierarchy, particularism, and informal groupings are likely to be the 
major ingredients of administrative culture in Nepal and are likely to influence interpersonal 
relationships. 
Our analysis is mainly done across the board without analyzing whether administrative 
culture vary among groups, e.g. those who work in different ministries, with different types 
of educational, family and economic backgrounds, and as well as according to their positions 
in the hierarchy. It may also vary according to the number of years in service as well as the 
number of years they have been either central or local level functionaries. We may have then 
found that administrative culture is not uniform and there are variations between and among 
groups when it concerns administrative culture in Nepal.    
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    Human Resources Management in Nepalese Context 
                                                                                  

   Basu Dev Sharma Poudel ∗ 
 

Human resources are the most potential resources for the overall development of a state. A 
country is able to flourish its socio economic development path only through the skilled, 
qualified, capable, competent, and committed manpower. No other capital other than the human 
capital can bring miracles in the society. All people possess energy and physical strength; 
however people become human resource when they combine energy and physical strength with 
competencies. Competencies consist of knowledge, skill, attitude and potential for growth. 
Various factor of production remain idle and neutral unless and until they are wisely mobilized by 
qualitative human resources. Human being is the only one factor that can convert desert in to a 
fertile land. It is the only one key to produce unprecedented result and outcome from the given 
resources. It is human who devise the methods by which other resources can be converted in to 
usable forms. Large amounts of natural resources are not by themselves sufficient to guarantee 
economic growth. In order for natural resources to have an effect on economic growth human 
must be included. Human resource development (HRD) thus is the process of value adding 
through people. Human resource management (HRM) is the mutuality between employer and 
employees mutual goals, mutual influence, mutual respect, mutual rewards, and mutual 
responsibility. The theory is that policy of mutuality will elicit commitment, which, in turn, will 
yield both better economic performance and greater human development.   
People are the focuses of HRM. Organizations need people and people need organizations. HRM 
is concerned with the people dimension in organization. It is an essential function of management. 
It is every manager’s job.  Human resources are people who are ready, willing and able to 
contribute to organizational objectives. It is human who devise the methods by which other 
resources can be converted in to usable forms. In order for natural resources to have an effect on 
economic growth, human must be included. Human resource can be a significant source of 
competitive advantages both in a national perspective and organizational perspective.    
“Our people are our most important assets”. In the organization only profit generating assets 
contribute for efficiency and effectiveness. It is the HRM that produces profitable result. Because 
organization’s human resource is a significant source of competitive advantage. HRM is an 
important strategic tool to establish sustainable competitive advantage. HRM refers to those 
activities which are necessary for staffing the organization and sustaining high employee 
performance. Achieving competitive success through people requires a fundamental change in 
how manager think about their employees and how they view the work relationship. It involves 
working with and through people and seeing them as partners, not just as cost to minimized or 
avoided. That’s what organization such as standard chartered bank, Buddha Airlines and kantipur 
publication are doing. In addition to their potential importance as part of organizational strategy 
and contribution to competitive advantage an organization’s HRM practice have been found to 
have a significant impact on organizational performance. 

                             
∗ Under secretary, Financial Comptroller General Office. 
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HRM is a “geocentric attitude” A world –oriented view that focuses on using the best approaches 
and people from around the globe. It realizes that “Better people achieve better result”.  Human 
being or employees are the giver not the taker of the organization. Their best contribution changes 
the situation and provide distinct image in the crises. Therefore a rational organization cannot 
minimize the role, scope and importance of human resources. Something happens in any 
organization to achieve high performance that lead to objective accomplishment. Human resource 
is a pivotal resource, which only can mobilize other resources to achieve desired ends. That’s why 
developing and managing human resource is crucial. 
 

Why HRM is important 
HRM is concerned with management of human energies and competencies for achieving 
organizational objective through acquisition, development, utilization, and maintenance of a 
competent and committed work force in a changing environment. It develops and utilizes human 
potential. It creates harmony between the objectives of organization and the objective of the 
individuals. It views human being as resources to be developed rather than as costs. It adopts to 
the changing political-legal, economic, socio-cultural and technological forces. Consider these 
questions: Why the nation is backward though it has sufficient quantities of natural resources? 
Why the nation is highly developed who has not required natural resources base? It is only 
through the good quality and fully devoted and committed people who made this possible. So it is 
clear that Human resource is a pivotal resource which only can mobilize other resources to 
achieve desired ends. That’s why developing and managing human resource is crucial.  
HRM operates in a rapidly changing environment. It helps manage change in organization. It 
maintain high moral of employee. It is an important strategic tool for achieving different types of 
goals. HRM is a significant source of competitive advantage. 
HRM process consist of various activities from starting to work performance and getting 
competent employees and keeping them are critic to the success of organization. 
High performance work practice is an end result which can only be obtained by HRM process. 
HRM improves quality of relationship between employees and the total working environment. 
HRM ensures cost effective utilization of human resources. HRM continuously develop 
employees. Better quality human resources improve productivity.       
 

Some Issues on human resources management 
21st century showing tremendous opportunity and expectation in the world besides it’s a lot off 
challenges and risk. The last decade of 20th century brought a revolutionary change in 
management practices. Changes are occurring rapidly across a wide range of issues. The recent 
scenario of economic liberalization and process of globalization increased the importance of HRM 
by manifold. Modern organizations are increasing in size. With the increase in size, complexities 
of managing them are also increasing. Technological changes have led to rapidly changing jobs 
and skills required to perform them. This poses challenge for HRM to avoid skill deficiencies. 
HRM concerns are increasing for the management for work teams, virtual teams, reengineering 
and total quality management. Human resources outsourcing is increasing. Social responsibility 
has become important. The nature of industrial relation is changing. Interest of weaker section of 
the society, especially dalit, peoples of indigenous group, women and peoples of backward 
society is important. Such concerns pose challenge to HRM.         
Boundary less organization, Global thinking, multinationals, Free movement of product service 
and knowledge creating world wise competition. Economic and commercial relations among the 
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states is replacing by the political and cultural relationship. People are becoming more and more 
laborious, selfish, career oriented, self centered, luxurious and culture oriented. Various questions 
are arising in the society concerning the HRM and development. When we talk about human 
resource we think it has two aspects. One is development and other one is management. 
Development of human resource includes value adding process. Value adding activity can be done 
through the education, Imparting knowledge and skill, Formal and informal schooling and 
training. Development of human resource in particular countries largely depends on how well the 
human resource planning architecture has been traced and implemented. Every organization and 
its management  
 

Critical issues 
HRD is concerned with developing competencies of people in organizational setting. It is related 
with preparing employees to work effectively and efficiently in the organization. As we know that 
human resource are the most valuable assets of any organization. It is needed for environmental 
adaptation, Managerial succession, Future growth and change and manages change and conflict? 
But different issues are their regarding the HRM in the organizational and national context still 
remains to be solved. Which are as follows?       
 Positive attitude, morale, confidence and risk bearing ability.  
 Issues on institutional norms, believes, values, culture and experience sharing.    
 Issues on relatively permanent change in behavior through experience (Learning problems).   
 Getting /developing and retaining competent people. 
 Serious responsibility taking on HRM otherwise work performance and goal accomplishment 

may suffer. 
 Encouragements to non performer worker for leave. 
 Issues on skill concerning Technical, Interpersonal, and problem solving 
 Issues on high performance work practice. 
 Maintain human resource inventory data base of overall information of employees. 
 Honoring and awarding performance for motivation. 
 Sexual Harassment (Absenteeism & low productivity-low turnover) Managing workforce 

diversity - (recruitment, selection, orientation and training). 
 Work life balance (Personal life, Feelings, Problems and family commitments). 
 Boundary less career, Dual career couples. Family –friendly benefits. 

Currently HRM is facing seriously on the issues of Empowerment, Capacity development, People 
centric development, Knowledge, skill and income enhancement. Human development related 
index and other socio economic, gender and inclusive issues. Getting and keeping quality 
employees is critical because the quality of an organization’s human resources directly influence 
how well the organization performs. Therefore executive at all organizational levels must take 
their HRM responsibilities seriously.    
 

HRM process and their drawbacks 
HRM process plays a key role on the overall development of human resource policy, HRD and its 
mobilization according to the requirement of the state. These activities are necessary for staffing 
the organization and sustaining high employee performance. The problem of brain drain, 
unemployment, underutilization of the human capacity and other manpower related problems 
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along with future human assets data base. All these rest upon sound HRM process and its design 
and structure. HRM process consist the following activities. 
*Human resource planning:  
The process of predetermining future human resource needs and choosing courses of actions 
needed to satisfy those needs. It ensures right no of human assets of right kind in right place at 
suitable time. It makes the real assessment of existing human capital and determines the exact 
requirement. It facilitate for competent, zealous and devoted human force in the institution.  
*Recruitment/ Decruitment:  
Recruitment is the act of finding right people for right position at the right time. It is the process 
of locating, identifying and attracting capable applicants. Decruitment is the techniques for 
reducing the labor supply with in an organization. If human resource planning shows a surplus of 
employees, management may want to reduce the organization’s workforce through decruitment. 
Recruitment and decruitment both are equally important for HRM. 
*Selection: 
Selection is the process of screening job applicants to ensure that the most appropriate candidates 
are hired. Selection is an exercise in prediction. It seeks to predict which applicants will be 
successful if hired. Successful in this case means performing well on the criteria the organization 
uses to evaluate employees. It is an act of identification and selection of competent employees. 
*Placement: 
Placement is concerned with providing “right man in right job”.  After the final selection the 
employees will be placed according to his owned qualification skills interest and experienced area 
for the purpose of supplying manpower according to the principle of personality job fit theory.  
*Orientation: 
Orientation is concerned with making familiar with the organization and employees. It is the 
process of sharing views among organizational overall values system. Employees are formally got 
such orientation class at the initial stage of their entrance in the organization. Orientation is a kind 
of socialization process which gives a kind of introduction for the employees as well as for the 
organization. 
* Training and Development: 
It is another component of HRM process. To fulfill the gap between organizational requirements 
and persons availability of knowledge skill and attitude training is given according to 
requirement. For the purpose of initiating change in the organization training is given. Usually 
development is related with managerial capacity enhancement but it covers overall development 
of employees in their career and profession.    
*Transfer promotion/demotion, retirement: 
Another important but very sensitive component of HRM is transfer of employees in a suitable 
place. Undesirable and disinterested transfer system produce frustration on employees and 
positive transfer give advantages for both individual and organization. Demotion is a kind of 
punishment and retirement is a regular policy and organizational requirement. All these subjects 
directly affect the HRM process. 
* Motivation, Performance appraisal, and Reward management: 
An important factor that, affect the whole process of HRM is reward and its connection with 
motivation and appraisal. A good reward for bad performance is a poison for motivation. A 160 
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degree appraisal of an employee is appropriate tools for measuring overall performance of 
employee. Motivation is a result of willingness and ability to work. Which is again affected from 
knowledge, skill, attitude, resources, opportunity and job satisfaction? 
*Compensation management, Grievances handling and Employee discipline.  
Employee compensation refers to all forms of financial returns and tangible benefits that 
employees receive as part of an employment relationship. Grievance is a sign of employee’s 
discontent with job and its nature. It is a written complaint field by an employee and claiming 
unfair treatment. Discipline means following of rules and regulations. It means orderly conduct of 
affairs by the employees of the organization. These issues are very important for human resources 
development.   
HRM in Nepal is mainly concerned with utilizing human energies. It is least concerned with 
developing human competencies and potential of employees. Its focus is on achieving 
organizational goals without much regard to personals goals of employees. People are not 
considered as important assets.     
We have poor tradition of human resource planning. The education system is not friendly to the 
needs of labor market and still we are not making comprehensive human resource surveys. 
Nepalese organization lack right number and kind of people at the right places and at the right 
time. Overstaffing is common and most organization lack human resource planning. In the 
Nepalese context matching of demand and supply regarding the human resource is never consider.  
The human resource planning function in Nepalese organization needs strengthening. The 
tendency of dumping “unwanted employees” in the additional group was common in previous 
days. Now the employees are discriminated on the basis of political parties and their vested 
interest.  A lot of challenges are their regarding career development, competency development, 
and peoples oriented changed attitude. Employee moral and motivation both are decreasing in the 
public sector. The tendency of buck-passing, resisting change and ruler oriented behavior is still 
working. The model practiced in Nepal is largely personal management oriented. The attitudes of 
top management are not favorable toward HRM. Top level manager always wants to maintain 
their position. They avoid risk towards their subordinates and want to get only their personal 
benefit. From recruitment to retirement only regular types of work are running. A distinct, clear, 
vision oriented and objectivity oriented strategy and action are still lacking.        
 

Problems and challenge 
Nepal is facing serious problems on the way of socio economic development process of Nation. A 
long and deeply rooted conflict and historic achievement still in transition phase. Nepal and 
Nepalese both are going to rethink about it socio economic structure for the betterment of future. 
Still we have knowledge but not wisdom. So it is the biggest concern regarding the HRD at 
present context as well as for future. We are facing these problems only because of lack of full 
development potentiality of each and every Nepalese. Therefore in coming days HRD will face 
maximum challenge and threaten for better use of Nepalese human capital and assets.    
HRD has remained an area of low priority in Nepal. Right man in right place principle is only in 
words. Competency development, professionalism, business skill development strategies are only 
in paper. A small portion of resources is allocating institutionally but a long term human capacity 
development and potentiality and opportunity enhancement vision is not in initiation. Every 
organization are searching only foreign tour and training for HRD. Over staffing, low capacity 
utilization, frustration and negative aptitude on unproductive work are not considering seriously. 
Only economic planning are discussed and realized but HRD planning are not becoming a 
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national agenda. In the present context following problems and challenge are their in the Nepalese 
HRD process. 
 Lack of clear destination regarding the use of human potential nationally as well as 

internationally. 
 Lack of Skill and entrepreneurship oriented formal and informal education system. 
 Problems of basic needs, infrastructure and insurgency.  
 Low skilled human resource even drained to abroad. 
 Substantial spending on education but result seems not productive. 
 Personal Administration is not well equipped with specialized human resource. 
 Very weak and poor human resource planning. 
 HRD is given lip service but return is negligible. 
 Debates are arising in the recruiting and selection system of public service commission. 
 Transfer on so called lucrative place and charming post are made on the basis of political 

sharing. 
 Foreign training and others non fringe benefit are allocating either on the basis of “Aafno 

Manchay’ principle or through “koshali” principle. 
 Leadership is possible only from the support of political party not from the competency and 

performance.    
 Production has no sequence to its utilization. 
 Promotion has been a debatable issue in course of amending civil service act. 
 Incentive structure has not been impartially applied and needs to be thoroughly revised.  

Besides these problems and challenges various other human development issues also creating 
problems to develop competent and dynamic human assets in our context. Conflict, violence, war 
and HIV/AIDS  etc. creating a serious problem for developing human resources. Socio economic 
exclusion, Low investment in education and health Disparity on the basis of income, employment 
and participation are other issues to create good HRM system. Millennium development goals are 
the international aspect of HRD . We are not able to meet MDG through this scenario. HRD 
programs have remained ineffective in Nepalese organization. They lack clear-cut responsibility, 
inadequate budget allocation, and poor monitoring and control of HRD programs. Hence, human 
resources in Nepalese organizations have remained grossly underutilized.     
 

Suggestion for improvement    
Human resource means the human energy and capability possessed by employees of an 
organization. By human energy and capability   we mean the knowledge, skill, attitudes, 
experiences, motivation, physical and intellectual strength, potential for growth, and the like. 
Human resource is a source of competitive advantage when their talents can be combined together 
and used for organizational work. Human resource is the most important assets in organization. 
They need to be developed continuously. All institutions are responsible for developing human 
resources in organization. We most become proactive to HRD needs for sustaining competitive 
advantage in a dynamic environment.  Following are the suggestion for the better mobilization of 
human assets in the present situation.  
Proper planning between demand and supply of human resources is pre-requisite for sound and 
conducive functioning of an organization and nation. Such balance can only be achieved through 
action strategies like. 
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Production strategy 
Strategy of: creating and building right number of people in right size and quality according to 
exact requirement of the nation. Various technical and non technical school, formal and informal 
school, college, and university, training and HRD center most think seriously to produce skill and 
business oriented human assets for the present as well as future need of the society. The HRD 
institutions have to follow inventing and reinventing strategy, reengineering and multicultural 
strategy to cope with the change and revolution. We must produce efficient, capable, skill 
oriented, innovated and entrepreneur people to meet the various requirement of the nation 
concerning the human capital issues.  
 

Attraction strategy 
Strategy of: attracting young and fresh blood in the institution. Choice of toppers/ or keen interest 
of talent for entering in the organization. Making attracting job profile and position so that 
markets best resource will be attracted. High morale and motivation with full of job satisfaction, 
that’s why expert will favor the organization climate. Attraction strategy is the only one solution 
to solve the problems of brain drain. Public as well as private and non government sectors joint 
initiation is needed to attract the national expert with in the Nation. Various short term and long 
term package are needed for fringe and non fringe benefit of the employees. Organizational 
exposure good career system and advancement opportunity are needed for better attraction of the 
employees.     
 

Development strategy 
Strategy of: increasing the knowledge, skills, attitudes, and capabilities of people in organization. 
It is related with developing competencies of people in organizational setting.  It is a process for 
developing human competencies through time bound organized learning experiences to improve 
productive contribution of people for achieving organizational goals efficiently and effectively. 
We can introduce a clear and farsighted policy of HRD after setting a clear objective and scope of 
HRD mechanism according to the needs of the employees. Learning principle, participation, 
opportunity for practice is required to develop human resources. HRD results cannot be achieved 
overnight. One has to work systematically and wait patiently for years to see results.  
 

Maintenance Strategy 
This ensures retention of competent employees in the organization. The activities consist of 
compensation management, labour relation, career planning and development, Employee welfare 
and quality of work life etc. With out maintaining it is very difficult to supply expert manpower 
continuously in the organization. Incoming and outgoing flow extremely increases if good 
maintenance policy is not initiated in the organization. Frustration and negative attitude lead the 
organizational climate. Maintenance of competent personal is essential for the betterment of the 
employees and organization. 
 

Utilization strategy 
Right man in right place is the basic principle of utilization strategy. Human being’s capacity and 
capability most be utilized in full of extent. If human beings are not used   on full capacity they 
will be idle. Unemployment, underemployment and full employment are the problems of human 
resource utilization strategy. Opportunity most be given to employees for their better 
performance. Employee’s empowerment, capacity development and best use of their potentiality 
are the prerequisite for human resource utilization strategy. Use of best talent’s, creativity and 
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innovation are required for better utilization of our resources.  Besides these strategy we can use 
following other technique and tools for the betterment of human resources management and 
development.    
 

Injection of human qualities 
The basic quality that is essential for Nepalese human capital or intellectual capital is human 
quality. It is a component of strategic value of human skill and knowledge. The employees 
working in an organization are the owners and users of these resources. As we know that HRM is 
the process of accomplishing organization’s objective by acquiring, retaining, developing, and 
properly using the human resources in an organization. That’s why injection of human skill, 
physical and mental ability, capability, competencies, commitment and quality is essential. 
Positive attitude, positive thinking and positive change are very essential to inject new quality and 
changed values and culture into the human being. A Good quality human being is always required 
for the overall success of the organization.   
 

Establishment of performance oriented culture  
Human capital can grow and develop only in the performance oriented system. Performance 
oriented culture build the performance oriented system in the organization.  Performance system 
demand improvement on overall aspect but not on single part of the institution. Overall tune and 
rhythm most be favorable to enhance better quality of working environment and high morale. 
Encouragement for best performance and comment and suggestion for lower performance are the 
basic pre requisite for performance system. Every human being needs concentration towards best 
performance. Their best effort towards Nation building only provides resource oriented result to 
the Nation. 
 

Talk averter but action seeker behavior   
We are in the process of making New Nepal in this context if insist is given only in slogan and 
lecture the behavior remaining the same. For transformation we need development oriented values 
norms and standard. Action oriented feelings and positive attitude are needed to bring change and 
initiate new concept in the development field. Just talking itself is a big barrier for developing 
process. Whatever may be the implication or result if honest and neutral actions are taken in favor 
of nation that should be supported from every where. Political conflict interest and issues in every 
development oriented activities brings big hurdles in action seeking behavior.  
 

Committed Accountable and Responsible values  
Commitment is the first stage for human capital formation. Higher level management support 
accountability and responsibility is needed for the development of human property. Compromise 
should not be tolerable in developing human assets. Various technical and non formal schools as 
well as formal schooling most facilitate HRD  policy for better use of human resource. The 
commitment of the state and accountable and responsible behavior of the concerned institution 
can only inaugurate the long way of human development.  
 

Implementation of mentioned declaration 
Only from the implementation it became clear whether organization are talking or doing. Unless 
and until the process of implementation dose not takes speed the process of human development 
remains only in paper document. We need implementation rather than planning.        
 



 
196

Commitment and concentration 
A Strong commitment, positive outlook, and concentration of policy maker toward HRD only can 
bring change on HRM concept and practice. Honesty sincerity and positive thinking on HRD 
strategy from the implementation level is essential for its sustainable growth and development. 
 

Conclusion 
Whatever we do in the development of human being in the past does not matter. What we do in 
present to make our human resource knowledgeable, capable, competitive, and situation oriented 
that is important. A poor, incapable and unskilled manpower can not win the race of 21st century. 
Technology and development speed is going tremendously on increasing trend. Therefore it is 
becoming very complicated to forecast and estimate about future. What kind of human skill we 
need in future? What types of people we need? Exactly what quantity and quality of knowledge 
we need? These are the serious question. An organization can survive only with the consultation 
of these issues and making feasible solution with these queries according to requirement of the 
institution. Right decision on human quality and sprite is needed to bring change on mind and 
body of our people. We are looking for better Nepal, developed Nepal, and stable Nepal. It is 
possible only from our country man. From our quality Nepalese People not from quantity. “Nepal 
does as Nepalese do “Therefore it is our duty to build Nepalese human resource more qualitative 
and excellent to solve any challenges raised nationally as well as internationally. 
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Multilateral Trading Regime-Challenges and Opportunities 
for Nepal 

                            
 Damodar Regmi * 

Introduction 
Nepal has already acceded to the rule based multilateral trading regime i.e. World Trade 
Organization (WTO) as its 147th member after completion of long formalities and pre defined 
very complex accession negotiation process on 23 April 2004. One more important thing in this 
context, associated with Nepal's membership, is Nepal is the Ist least developed country to accede 
to the world trading regime after its establishment in 1995.  
WTO is a global forum for trade liberalization.  At present there are 150 members including 
developed, developing & least developed countries in this common forum.  WTO was established 
on 1 January 1995 by replacing its predecessor General Agreement on Tariffs and Trade (GATT) 
as a result of 8th round of Uruguay negotiation. It is the platform on which trade relation among 
member countries (i.e. separate custom territory) evolves through collective - ongoing discussions 
and negotiations. It provides the principle contractual obligation determining how government 
frame and implement domestic trade related legislation and concerned regulations in line with the 
framework of international trading environment. WTO is a forum of trade liberalization among 
member countries or separate custom territory. Main pillars of WTO system are non 
discrimination, transparency, predictability and progressive liberalization. 
 

Overview of World Trade 

Liberalization has become buzzword all over the world. It has two dimensions: Internal and 
External. Internally, the Government's policy of liberalization refers to the deregulation of capital 
and removal of controls on price and privatization of state owned enterprises. Externally, it 
advocates about liberalization in economic activities which refers free flow of products and 
services, technology, ideas and investment among trading partners. After the end of bipolar era 
trade has been taken as a engine of growth. 
After the great depression of 30s and after the end of 2nd world war new concept in the field of 
world economy was emerged. This resulted establishment of regional organizations, International 
Monetary Fund (IMF), World Bank, International Trade Organization and General Agreement on 
Tariffs and Trade (GATT). All of these efforts were emphasized on liberalization especially in the 
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trade sector. Trade, then, has been taken as a tool for interdependence and backbone of overall 
economy. 
At present most of the countries are gathered in this global trade forum (WTO). There are 
altogether 150 member states (i.e. separate custom territory) in the multilateral trading regime 
named as World Trade Organization. The multilateralism has broadened the horizons of 
opportunities to accelerate economic activities, for all countries through trade. 
Like in the other sectors we have now witnessed some paradigm shifts in the context of world 
trade also, which are listed as follows: 
(a) Trade may become as an engine of growth 
(b) Trade can be taken as a tool of economic diplomacy 
(c) The world community can set a golden 'horizon for prosperity' instead of 'hangover of 

political interferences. 
(e) Shortening the gap between developed and a developing country is a major concern       of 

world trade. 
(f) Linking trade with socio economic sector so as to achieve the overall development must be 

the overarching goal of trade. 
(g) Strengthening North-South and South-South cooperation for the welfare of the people 
(h) Multilateralism may become as a 'forum of prosperity' so that everyone can be benefited from 

it. 
(i) There should be gradual reduction in the gaps between north and south. 
(j)  Trade should support to achieve internationally committed goals, i.e. Millennium 

Development Goal 
(j) Trade liberalization not only supports to shortening the gaps, improves access, creates 

opportunities but also helps to maintain good governance. 
(k) Trade issues should be addressed through mutual understanding not from power domination. 
(l) Every country can fix their pace on the race according to their comparative and competitive 

advantages. 
(m) The world can be more interdependent through trade by fair trading system. 
 

Objectives of WTO 
Main objectives of WTO are as follows: 
(a) To increase production. 
(b) To ensure full employment. 
(c) To increase income. 
(d) To raise standard of living. 
(e) To promote the steady growth of real income & effective demand. 
(f) Expand the production of trade in goods & services. 
(g) Sustainable development & economic protection. 
 

Main functions of WTO 
Main functions of WTO are given as: 
(a) Implementation, administration & operation of the agreements covered by Marrakesh 

Agreement Establishing the World Trade Organization. 
(b) Forum for negotiations:- It provides platform and permanent forum for negotiation among 

member countries in any issues. 
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(c) Dispute settlement:-  If there arises any conflict between member states the WTO    
constructively settles the dispute within a given timeframe. 

(d) Review of national trade policies:-  There is a provision in WTO to review trade policies of 
member countries in a periodic manner, i.e., developed country in every 2 year, developing 
country in every 4 year and least developed country in every 6 year. 

(e) Coherence in global economic policy making:-On going negotiation among members helps to 
set suitable economic policy. 

 

Basic Principle of WTO 
To make trade more fair and justifiable the WTO system adopted following principles:- 
(a) Trade without discrimination. 

(i) Most Favored Nation (MFN) clause: - Any member should, immediately and 
unconditionally, grant no less favorable treatment to its trading partners. Therefore non 
discrimination is taken as a backbone of multilateral trading regime. 

(ii)    National Treatment:-A member should behave equal treatment to its own products and 
foreign products within its territory.  

(b) Transparency:-All related Acts, regulations, policies, declarations and procedures should be 
made publicly available before its enforcement. It helps to maintain predictability and reduces 
unexpected uncertainties. 

(c) Predictable & growing access to markets:- Consistency in related policies and transparency 
encourages  predictability  for the traders. 

 

Coverage 
The WTO Agreement basically covers the following areas- 
a. Trade in Goods. 

(i) Binding of Tariffs for all tradable goods. 
(ii) Prohibition of quantitative restrictions for both export and   import. 
(iii) Tariff Negotiations:- Progressive tariff reduction  and elimination of non tariff barriers 

through ongoing negotiation among member countries according to their interest. 
(iv) Emergency import measures: Members have the right to take Safeguard Measures 

under the following condition:- 
(a) If there is import surge and imported products are sold below the cost of 

production the importing countries have the right to levy antidumping duty 
equivalent to the margin of dumping. 

(b) Similarly, if the imported product is subsidized in exporting country then the 
importing country can levy countervailing duty equivalent to the amount of trade 
distortion made by subsidy. 

(v) Tariff renegotiation: Tariff escalation in one product above the bound rate can lead 
compensation of equal amount of tariff rate to the other product. 

 

b.   Trade in services (General Agreement on Trade in Services-GATS): 
(i) Horizontal Commitments –applicable for all service sectors of the schedule 
(ii) Specific Commitments -applicable for specific service sector of the schedule 
(iii) Pillars are same- As in trade in goods non discrimination, transparency and 

predictability are main pillars. 
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(iv) Central classification – Service sectors, classified into 12 sectors and 155 sub sectors 
according to classification of United Nations are covered in areas of service trade. 

(v) Four Modes of supply-Supply of services from provider to the receiver can take place 
from the following modes: 
(a)  Cross Boarder Supply- When Service receiver and provider are in different 

territory then both can be benefited from internet or any means of 
correspondence. e.g. consultation through correspondence. 

(b) Consumption Abroad- Receiver goes to the territory of the provider to consume 
service, e.g. medical service, tourism etc. 

(c) Commercial Presence- Service provider can open branch in the territory of 
receiver to provide the service, e.g. branch of bank. 

(d) Presence of Natural Persons- Foreign employer may be granted to work in the 
branch by the government of receiver's territory. 

c. Trade Related Aspects of Intellectual Property Rights (TRIPS): Inclusion of intellectual 
property in coverage of WTO is one of outcome of establishment of WTO. Basically 
intellectual property rights consists of Copyright and related Rights, Trademarks, 
Geographical Indications, Industrial Designs, Patents, Layout designs (topographies) of 
Integrated circuits, Protection of undisclosed information, and Control of anti competitive 
practices in contractual licenses. 

 

Benefits of WTO system 
(a) This system helps to promote peace. 
(b) Disputes are handled constructively. 
(c) Freer trade cuts the costs of living. 
(d) It provides more choice of products & qualities. 
(e) Trade raises incomes. 
(f) Trade stimulates economic growth. 
(g) The system encourages good governance. 
 

Nepal's major comparative advantages sectors 

  Nepal's major comparative advantages sectors are:- 
(a) Carpets 
(b) Garments 
(c) Agriculture 
(d) Tourism 
(e) Tea 
(f) Hydropower 
(g) Jewellery 
(h) Labor Force 
(i) Computer Software 
 

Nepal's desire to become the member of WTO 
(a) To integrate its economy into the global mainstream 
(b) To secure extended market for exports of potential goods & services. 
(c) To adopt policy stability & to confirm predictability. 
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(d) To enhance international image & credibility. 
(e) To institutionalize & to secure transit rights. 
(f) To safeguard from unexpected external shocks. 
(g) To benefit from fair trade rules. 
(h) To enjoy right of LDC special & deferential treatment, technical support for capability, 

General System of preferences and preferential treatment. 
(i) To diversify its international market. 
 

Nepal's effort to join WTO 

Various efforts made by Nepal to join the WTO are given as: 
(a) Application for General Agreement on Tariffs & Trade (GATT)--- ( 1989) 
(b) Re-applied for membership of WTO ---( 1995) 
(c) Submission of memorandum of foreign trade regime ---(1998) 
(d) Clarification submitted ---( 1999/2000) 
(e) First working party meeting ---( 2000 May) 
(f) First bilateral market access meeting ---( 2000 Sept) 
(g) Other working party & bilateral meetings---( 2002,2003) 
(h) Finalization of terms of condition of Nepal's Membership---(15 August  2003) 
(i) Nepal's membership proposal accepted--- (11 Septmember,2003 ,5th WTO Cancun 

ministerial meeting) 
(j) Submission of instruments of ratification---( 24 March 2004) 
(k) Full membership to the WTO-23 April 2004 ( 30 days after submission of instrument of 

ratification ) 
 

Nepal's Membership Package 
Nepal has participated in several bilateral discussions with key WTO members (USA, Canada, 
Australia, New Zealand, India, China, European Union, Japan) which was held on different dates 
of 2000 and 2003.  After a long interaction with these countries Nepal had finalized its terms and 
conditions for its accession to WTO.  The membership package (Protocol of Nepal's accession) 
consists of 
(a) Bound Tariff Rates. 

• For agriculture products 52% at the date of accession & 42% after transition period of 3 
years. 

• For non agriculture products 39% at the date of accession and 24% after transition period 
of 5 years. 

(b) Reduction of other duties and charges. 
(c) Applied rate of other duties & charges will be Zero on a gradual reduction basis from 2005 to 

2013. 
(d)  Service Sector Commitment 
(e) Out of 155 sub-sectors of 12 sectors Nepal has opened up more than 70 sub sectors on the 

basis of equity participation basis.  
 

Opportunities of membership 
WTO will lead to the enhancement of efficiency of Nepalese enterprises and make Nepalese 
economy more competitive by promoting better business environment. It will create expanded 
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market for Nepalese exports. Resources will be diverted to the sectors in which Nepal has 
comparative cost advantage. Some opportunities of being WTO membership are emancipated as 
below: 
(a) Availability of extended markets for Nepalese exports would be secured. 
(b) There will be chance of comparative advantage in the field of service export. 
(c) There will be high chance of attraction of foreign investment. 
(d) Nepal can have preferencial market access to European Union (EU) through Everything But 

Arms (EBA) programme committed to paid to LDC. Recently Australia and Japan also 
declared duty free and quota free access for LDC originating goods. 

(e) There will be protection of consumer's rights. 
(f) Automatic Transit Rights should be provided by WTO mechanism. 
(g) There will be benefits from positive discrimination to LDCs. 
(h) Protection of domestic industries by high tariff can be achieved. 
(i) Increased transparency for traders will be maintained. 
(j) Participation in multilateral ongoing negotiation shall be ensured. 
(k) Import consistency for industrial inputs should be maintained. 
(l) There will be more supply stability for the benefit of the consumers 
(m) Possible assistance from WTO Secretariat and major trading partners will be given for 

domestic capability enhancement as promised by the major trading partners and as provided 
in the rules and principles of WTO 

(n) Well defined trade / transit rights as defined in WTO mechanism will be institutionalized and 
there will be no frequent transit related tussles with the neighbouring countries as used to be 
experiences in the past 

(o) There will be safeguard from unilateral decision of trading partners (such as by imposing 
quota restrictions and higher tariffs) 

(p) There will be benefit from the provision of positive discriminations in favour of least 
developed countries {For example, the Generalized System of Preferences (GSP) facility is 
continued under WTO} 

(q) Backward linkage with trans-nationals will be improved and it will increase production and 
employment 

(r) Nepal can protect domestic industry through tariff/domestic regulations. 
(s) A predictable trading environment will be created and uncertainty in trade regime will be 

created, 
(t) Only the member countries can exercise the right embodied in the WTO agreements 
(u) Transparency in trading regime and administrative procedure will be lessoned. 
(v) It helps members to defend their trade rights through the Dispute Settlement Body (DSB). 
(w) It helps to increase foreign direct investment (FDI). 
(x) It creates more awareness in the society. 
(y) It helps in creating environment of a good governance. 
 

Challenges 
We must bear in mind that along with opportunities, challenges accompany with the membership.  
The Government of Nepsl may face the fiscal adjustment cost of finding new sources of revenue 
to replace the several new import surcharges, competition, technical barriers, sanitary & phyto-
sanitary condition.   Legal adjustment, institutional adjustment and capacity development may be 
costly for Nepal. The other potential challenges are:- 
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(a) No automatic benefit because it is only a means not an end. 
(b) Potential cost for policy compatibility. 
(c) Disputable small and Medium Enterprizes'(SMEs) privilege can be disputed. 
(d) Difficulties in patenting & documenting bio resources. 
(e) Non compliance cost & risks. 
(f) Absence of business advocacy. 
(g) Weak inter and intra  co-ordination mechanism. 
(h) Lack of trained human resources. 
(i) High cost for dispute. 
(j) Threats to domestic producers from import surge. 
(k) Loss of autonomy in policy making as the policies will be dictated by the WTO rules and 

accession commitments. 
(l) Weaker negotiating skills of the Nepalese government and private sector leaders.  
(m) Displacement possibility for non-competitive goods and services 
 

Strategies to be taken to address challenges perceived as a member of WTO. 
Nepal has to adopt following measures to address the challenges faced after the WTO 
membership. 
(a) Smooth co-ordination among concerned government agencies. 
(b) Inter and intra networking between government & private sector. 
(c) Search for potential markets of exportable items through trade point. 
(d) Utilizing LDC & SAARC forum to protect the rights of small & vulnerable economies. 
(e) Regular sensitization & advocacy for concerned stakeholders. 
(f) Expansion of trade by utilizing Nepalese diplomatic missions (Economic Diplomacy) 
(g) Institutional strengthening and capacity building by utilizing technical assistance. 
(h) Negotiation capacity building 
(i) The private sector should acting as a watchdog. 
(j) Stakeholders' participation in each and every level of policy making, implementation and 

evaluation. This ensures sustainability. 
(k) Leading role in LDCs forum to protect interest of the group. 
(l) Administrative and political commitment required. 
(m) Alertness on supply side constraints. 
(n) Takeing measure against possible import surge 
(o) Enhancing technical capacity in the field of customs, technical barriers to trade, and Sanitary 

and Phytosanitary measures and in the field of intellectual property. 
(p) Taking WTO as a cross cutting issues for better coordination among government institute. 
(q) The government should act as a facilitator for private sector to increase their participation in 

implementing WTO system. 
(r) Apprehencing WTO as a major component of Nepal's Economic Diplomacy. 
(s) Keeping WTO in the curriculam of Higher Secondary and Campus level in order to generate 

manpower for world trade regime. 
(t) Publishing biodiversity resources as soon as possible to protect them. 
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Conclusions  
Being a small least developed country (LDC) and vulnerable economy, Nepal cannot remain 
alone from the paradigm of globalization and trade liberalization. It is therefore imperative for the 
country to explore the forum to integrate its economy into the global mainstream. 
After 14 years (for WTO 9 years & for GATT 5 years ) of intense & patience efforts, lobbying 
with key members, regular interaction with relevant stakeholders, continuous support of donor 
agency, Nepal finally acceded to the global trade mainstream.  To accede to the WTO is not an 
end, it is only a mean.  To get membership is a very hard task but to fulfill the obligations after the 
membership has both challenges & opportunities.  We can achieve the target by capitalizing 
opportunities and minimizing challenges. If there is lack of coordination among related agencies 
and lack of commitments and ownership from any corner, that will lead us to the dark room. 
Therefore we need coordinated effort, collective responsibility and equal ownership to benefit 
from the global trade mainstream. 
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