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Executive Summary 

Project Title                          : Organizational Climate Study 

Organization                        : Andhra Pradesh Mahila Abhivrudhhi Society 

Reporting Officer/ C.E.O.  : Mr. C.S. Reddy 

Faculty Guide                      : Prof. Srinivas Mudrakartha 

Students Name                    : Anita Gupta 

 

Objectives: Under the guidance of my RO, Mr. C. S. Reddy, following sub-projects were 

executed for the project. 

 

1. Preparing a questionnaire tailored to the meet the needs of the organization and 

conducting the questionnaire on all staff of APMAS.  

2. To understand the working environment of APMAS 

3. To understand the team/group dynamics of APMAS: team formation, functions, 

coordination, and culture etc.,  

4. To study the existing HR manual/practices and recommend changes  

 

Scope of the Study: The scope of the study was limited to the Head office at Hyderabad and 

regional offices at Chitoor and Adilabad.  

Methodology: The tools used were Questionnaire on organization climate, semi-structured 

and un-structured interviews, discussion with the team members and leaders and regular 

observation of the work of the organization  

Sources of Data: Primary sources of data included interactions with CEO, Regional 

managers, employees, field staff and telephonic interviews ex employees.  

Secondary sources of data were the annual reports and other publications of the organization. 

 

Insights of the organization: The organization has good collaborations with major 

stakeholders and has built good reputation in the sector.  

 The organization has well defined policies HR, Gender etc. 

 The organization has good systems like Finance, Reporting, Audit, Appraisal etc. 

 The organization is expanding its operations in different corners of India. 

 Certain activities are centralized at head office while other are been done at branch. 

 Focus on capacity building of the staff. Their recruitment and training has special 

focus. Participation in decision making is encouraged. 

 The CEO is driving the organization with his energy and experience.  

 

Conclusions and Recommendations: 

 Level 4 employees of the organization comprising of CBO, QAO, RA, PA, IS 

Coordinator, Asst. FM and HR Associate need to be strengthened in terms of 

recruitment, induction and job related support. 

 More clarity regarding job description may be helpful. 

 Systematic induction is required.  

 Human Resource requirements in teams need to be re looked ensuring adequate team 

members in a team. 



3 
 

Table of Contents 

Acknowledgement……………………………………………………………………………..1 

1. Introduction…………………………………………………………………………………6 

2. Objectives of the study……………………………………………………………………...7 

3. Scope of the Projects………………………………………………………………………..7 

4. Methodology………………………………………………………………………………..7 

5. Limitations of the study……………………………………………………………………10 

6. Organisational Climate Study……………………………………………………………..10 

6.1.  Aspects covered…………………………………………………………………………11 

7. HR related Policies and Practices…………………………………………………………12 

8.Findings of survey………………………………………………………………………….17 

8.1.Results……………………………………………………………………………………17 

8.2. Group Dynamics………………………………………………………………………...18 

9. Recommendations…………………………………………………………………………21 

10. Conclusion………………………………………………………………………………..23 

11.Refrences…………………………………………………….……………………………24 

12. Annexure……………………………………………………………………………….i-xxi 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



4 
 

 

I. LIST OF TABLES                   

Table 1: Phases in selection process…………………………………………….............……14 

Table 2: Pay Range of employees………………………........………………………............17 

 

II. LIST OF FIGURES 

Figure 1: Male female employees…………………………………………………............…13 

Figure 2: Attrition-a concern…………………………………………………………………15 

 

III. LIST OF ABBREVIATIONS 

OCS: Organisational Climate Study 

APMAS: Customer Relationship Manager 

CBO: Capacity Building Officer 

RM: Regional Manager 

 

IV. LIST OF ANNEXURES  

ANNEXURE 1: Questionnaire: organisational climate study....................................................i 

ANNEXURE 2: Organisational Hierarchy.............................................................................viii 

ANNEXURE 3: Gender across organisational level..............................................................viii 

ANNEXURE 4: Reasons of attrition……………………………..…………………………..ix 

ANNEXURE 5: Male and female responses on Organizational climate…………....……….x 

ANNEXURE 6: Other findings 

6.1: Personnel Policies………………………….....................…..................………xi 



5 
 

6.2: Environment……………………………...................................………………xii 

6.3: Stress levels among employees……………..…………………………..…..xiii 

6.4: Team Work …………………………………..………………………………xiii 

6.5: Team support…………………………………………………….…………xiv 

6.6: work recognition…………………………………….………………………xiv 

6.7: Management Effectiveness………………………..………………………xvi 

6.8:Competency………………………………………….…………………………xvii 

6.9 Compensation and others………………………….…….....................……xviii 

6.10: Appraisal Process…………………………..………..…................………xviii 

6.11 Involvement………………………………….…………………………………xix 

6.12: Gender issues……………………………..…………………………………..xix 

ANNEXURE 7: Recommendations on HR policy………….……………………….………xxi 

 

 

 

 

 

 

 

 

 

 

 

 

 



6 
 

1. Introduction 

 

APMAS is a unique and pioneering organisation working for Sustainable Self-help 

movement in India. It emerged to promote and mange the quality in SHG sector initially in 

AP. it provides technical and managerial support to self help promoting agencies (SHPA), 

and other secondary stakeholders likes government departments, banks, national and 

international NGOs, bilateral and multilateral donors, corporate sector, etc. and community 

based organisations (CBOs) and grass root NGOs. Using “fee for service model APAMS 

generates a significant portion of resources for its sustenance. APMAS provides services in 

four fields, viz. (a) Capacity Building (CB)- includes trainings, exposure handholding, etc,(b) 

Quality assessments(QA)- include developing tools for rating, training of trainers and rating 

professional, direct rating of CBOs; (c)  Research & Advocacy- includes research studies, 

evaluation studies, regular publications, organisation of discussion forum. networking etc.; 

(d)Livelihood promotion(LH) – include integration of microfinance with livelihoods, 

institutional development for the promotion of livelihoods, coordination and collaboration 

with existing livelihood promoting agencies, programs and projects, etc. 

 

APMAS is getting a number of opportunities and experiencing certain challenges in recent 

times. The opportunities include heavy demand for its services from other states and growing 

interest on the part of many organisations to have partnership with APAMS. To meet these 

demands and harness opportunities APAMS moved to national.  The challenges include the 

ticklish dilemma of raising funds through „fee for services‟ policy versus serving the poor 

people‟s CBOs and grassroots NGOs or working for a cause. Another challenge is staff 

turnover lured by the commercial MFIs and the organisations working for commercial MFIs. 

 

Thus there is a need to re-look the operational strategy and the internal systems to optimise 

the utilisation of resources particularly the human resources. It would help the organisation to 

harness the emerging opportunities and meet the upcoming challenges. For this purpose this 

study on Organisational Climate was undertaken. 
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2. Objectives of the study 

 

An organisational climate study enables a successful organization to operate more efficiently 

through the use of worker input and satisfaction ratings. The following major points were 

emphasized while conducting the study –  

 

1. To understand the working environment of APMAS 

2. To understand the team/group dynamics of APMAS: team formation, functions, 

coordination, and culture etc.,  

3. To study the existing HR manual/practices  

4. To identify areas of improvement in HR domain and present the findings for 

consideration of APMAS for adoption. 

 

3. Scope of the Project 

 

The scope of the project was to include all employees of the organization. The project was 

strictly for internal use of the organization. The Head Office at Hyderabad and the district 

offices of Adilabad, Kadapa and Chittoor were covered as a part of study. 

 

4. Methodology 

 

Under the methodology, the first challenge was to choose a framework and accordingly chose 

the other criteria like data sources and tools to collect the data.  

a) Framework Used for Organisational Understanding 

There are several frameworks, which can be applied to study organisation climate. Some of 

these are  

 Litwin & Stringer,(1968)- organisational attribute approach 

 Schneider and Barlett(1968,1970)-individual attribute approach  
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Litwin & Stringer, (1968) has given a macro perspective of analysing the organisation. 

According to them, “Climate can be defined as the perceived attributes of an organisation and 

its sub-systems as reflected in the way an organisation deals with its members, groups and 

issues”. The emphasis is on perceived attributes and the working of sub-systems. This frame 

work emphasises on motivational linkages and seems to be quite relevant for studying 

organisational climate.  

 Litwin & Stringer, (1968) Model: A brief 

The framework considers six motives relevant for organisational climate. 

1. Achievement – this motive is characterised by concern for excellence competition 

against standards set by others or by oneself, the setting of challenging goals for 

oneself, awareness of the obstacles that might be encountered in attempting to achieve 

these goals, and persistence in trying alternative paths to one‟s goals. 

2. Influence – this motive is characterised by a concern for making an impact on the 

others, a desire to make people do what one thinks is right and an urge to change 

situations and develop people. 

3. Control – this is characterised by a concern for orderliness, a desire to be and stay 

informed, an urge to monitor events and to make corrective action when needed, and a 

need to display personal power. 

4.  Extension – this is characterised by a concern for others, interest in super ordinate 

goals, and an urge to be relevant and useful to large groups, including society as a 

whole. 

5. Dependency – This motive is characterised by a desire for the assistance of the others 

in developing oneself, a need to check with significant others (those who are more 

knowledgeable or have a higher status, experts, close associates and so on), a 

tendency to submit ideas or proposals for the approval, and an urge to maintain a 

relationship based on the other person‟s approval. 

6. Affiliation – this is characterised by a concern for the establishing and maintaining 

close personal relationships, and emphasis on friendship, and a tendency to express 

one‟s emotions. 
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Schneider and Barlett(1968,1970)-individual attribute approach 

 

Schneider and Barlett view organisational climate as perceptual as well as an individual 

attribute. Climate in this approach is viewed as summary or global perception held by 

individuals about their organisational environment. Some of them are encompassed by the 

work environment scale developed by Moos in 1994. It includes various broad dimensions 

like Involvement, Co-worker, Cohesion, Supervisor Support, Autonomy, Task Orientation, 

Work Pressure, Clarity, Managerial Control, Innovation, Physical Comfort and others. 

The summary perceptions of all the individuals taken together reflect an interaction between 

personal and organisational characteristics, in which the individual by forms climate 

perceptions. 

This paper basically tries to understand the organisation on the basis of individual attribute 

approach.  

 

b) Data sources and tools used 

 

1. Primary Sources:   

Primary sources of data included interactions with CEO, regional managers, 

employees, field staff and telephonic interviews ex employees.  

Tool used: Structured Questionnaire  

Conducting Organisational Climate study required the preparation of a detailed 

questionnaire which could capture all possible areas of satisfaction and dissatisfaction of 

employees. 

Prior to preparation of questionnaire I circulated an e mail to all APMAS employees 

regarding the objectives of my study. I attached certain files and documents which could help 

employees in knowing about the importance of organisational Climate study. This was to 

create awareness among the employees about the study being conducted and how important 

their participation is, to make the study a success for the organisation in bringing some 

positive change.  The questionnaire included sixty five questions. There were questions on a 

5 point scale, where 1 was the least satisfaction level and 5 was the most satisfaction level. 

There were also a couple of open ended questions and objective (yes/no) questions 
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(Annexure I).  The questionnaire was tailor made to meet the needs of the organisation. 

Questions on HR issues formed major part of the survey. After pilot testing the questionnaire 

with 5 employees in the organisation I sent a mail to all APMAS employees requesting them 

to fill it in a near date and send it to my e mail. Receptivity to participating in the survey 

varied tremendously. Since the process was confidential most of the employees wanted to 

give their responses in hard copy. However some of them sent me soft copies of their 

responses via mail. To understand the organisation climate from a macro perspective I mostly 

interacted with the senior staff and CEO of the organisation. In order to understand the group 

dynamics I attended the various training programs organised at various clusters where I met 

many officials and beneficiaries and tried to get a holistic understanding of the organization. 

In the process I met with all employees of the organisation and personally interacted with 

them.  

2. Secondary sources: 

The major sources of secondary data were the documents and records of the organization, the 

annual reports and the literature review.  

5. Limitations of the study 

 

The study was limited to a brief period of two months only. Most of the time was 

spent in preparation of the questionnaire and pilot testing. Also due to the busy schedule of 

the employees, responses were delayed and subsequently less time was spent in analysing the 

results.  With limited interaction with the C.E.O. and other senior employees the survey 

results are presented in this report, however a more comprehensive interpretation of results 

still rests with the organisation.  

The questionnaire included objective answers, so it was difficult to reflect the reasons 

for certain patterns. Since organizational climate is a study of perceptions the accuracy of the 

findings remains doubtful.  
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6. Organizational Climate Study 

Organisational Climate studies the employees' perceptions and perspectives of an 

organization. The surveys address attitudes and concerns that help the organization work with 

employees to instil positive changes. 

Organisational climate surveys increase productivity. Climate surveys give employees a 

voice to assist in making desired transitions as smooth as possible. It also serves as a basis for 

quality improvements. By identifying areas of inefficiency and acting on performance 

barriers identified by employees of all levels, an organization gains a fresh and different 

perspective.  

Survey analysis identifies areas of employee satisfaction and dissatisfaction to facilitate 

management in the creation of greater workplace harmony and, therefore, increased 

productivity. Conclusions are drawn from the data, and recommendations are made to the 

management team. 

Additionally, climate surveys can set benchmarks for future surveys, which will allow more 

in-depth and time series analysis. 

6.1 Aspects covered 

Although each organisational climate study is tailored to meet the needs of an individual 

organization, in general, they are aimed at all aspects of the employees' jobs. The study 

analyzes everything from an employee's workload to their relationships with co workers and 

superiors to their salary to organisation policies and anything in between.  A climate survey 

was conducted on all the staff of APAMS. The total strength of APMAS including the 

districts is 42. I received 41 responses (the study excluded the CEO) for the survey on which 

I conducted statistical analyses using excel and SPSS. While preparing the questionnaire 

inputs were taken from the management specifically the CEO.  

In the present study following aspects were covered:- 

a. Personnel Policies- This includes HR related Policies and Practices prevailing in the 

organisation. It covers the entire gamut of process recruitment, selection, turnover, 
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performance appraisal, promotion, career development, compensation, grievance 

redressal, gender issues etc. 

b. Environment- A work environment can be identified as the place that one works.  

c. Team Work-Teamwork is the concept of people working together cooperatively as a 

team in order to accomplish the same goals/objectives. 

d. Management effectiveness-In management, the ultimate measure of management's 

performance is the metric of management effectiveness which includes execution, 

leadership, delegation, communication and consideration 

e. Competency- Competence is a standardized requirement for an individual to properly 

perform a specific job. It encompasses a combination of knowledge, skills and 

behaviour utilized to improve performance. 

f. Commitment: Commitment means to duty or pledge to something or someone, and 

can refer to personal commitment, organizational commitment etc.: 

g. Involvement: Employee involvement is creating an environment in which people have 

an impact on decisions and actions that affect their jobs. It is considered as helpful in 

continuous improvement and the success of organization. 

 

7. HR related Policies and Practices 

While going through the organization profile, policies and interactions with the employees 

following points are worth considering.   

Workforce characteristics: APMAS‟s functionaries are expected to provide capacity building 

to the SHGs and SHG federations. Hence, it is desired that they have certain level of 

understanding of issues related to SHGs and experience in the sector. They are also supposed 

to be professional and highly qualified in their field. 

APMAS is an organization with people in age group ranging from 24 to 44. The number of 

male and female employees in the organization over the years is shown in figure 1. The point 

to be noted here is that over the past 2 years the retention of women employees is showing a 

positive trend. There are six levels in the organizational hierarchy (Annexure II). The women 

have been placed at all levels-senior, middle and junior. Most of them are appointed as 

support staff (Annexure III). 

http://en.wikipedia.org/wiki/Concept
http://en.wikipedia.org/wiki/Goal_%28management%29
http://en.wikipedia.org/wiki/Management
http://en.wikipedia.org/wiki/Performance
http://en.wikipedia.org/wiki/Leadership
http://en.wikipedia.org/wiki/Delegation
http://en.wikipedia.org/wiki/Consideration
http://en.wikipedia.org/wiki/Employment
http://en.wikipedia.org/wiki/Knowledge
http://en.wikipedia.org/wiki/Skills
http://en.wikipedia.org/wiki/Behavior
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Figure 1 

 

As discussed APMAS is a technical managerial support organisation. It is an organisation 

which is involved in helping SHPIs to build capacities; so it becomes important that the 

organisation should have a pool of professional knowledge and expertise. This is truly 

reflected in the Organisational Hierarchy (Annexure II). Almost fifty percent of the 

employees belong to level 2 and level 3. The organisation has a higher percentage of its 

employees working at the higher levels. This is critical to the success of organisation. There 

are more professionals who can contribute and add value to the organisational thinking. This 

might be the reason for higher order of thinking of APMAS.  

The organisation structure defines its strategy. When the organisation goes for new programs 

it draws required people from other teams and forms a new team, example the NNRO and the 

Outreach project. This indirectly promotes some of the employees from level 3 to level 2 and 

those in level 4 to level 3. This may be one of the reasons for more number of employees at 

higher order.  

The structure of the organisation is flat, there are a few levels and promotions may not come 

easily. This can be one of the coping strategies of the organisation to encourage and promote 

hardworking employees.  
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Recruitment, selection, Turnover and Termination:  

Recruitment: 

 

APMAS recruits qualified and experienced professionals. For this it follows an elaborate 

process for staff recruitment. Newspaper advertisements, job announcements on the web site, 

campus visit, and word of mouth reference are the methods used for sourcing candidates for 

various vacancies at APAMAS. All the short listed candidates go through a rigorous selection 

process including a written test, group discussion and interviews. Two references are checked 

for all the selected candidates.  

Selection process: 

The selection test is divided into two phases. The whole process of selection takes place in 

two stages. 

 

Table 1 

Stage-I Stage-II 

Written Test for Short listed candidates  Final Round of Interview  

Group Discussion  Reference Check  

Preliminary Round of Interview  Induction & Placement  

 

Employee Turnover:  

On an average three to four people leave the organization every year. The last year has been 

exceptional as 10 people left during this period (Figure 2). The Quality Assessment team 

which once comprised of 8 members is now left with 2 members. The CEO reported that it 

happened because of the decline in demand of quality assessment. High turnover in the last 

year was attributed to better pay and better benefits offered by the commercial MFIs Some of 

the reasons of attrition is given in Annexure IV.  

 

 



15 
 

Figure 2 

 

Termination/Resignation: 

As all employees of APAMS are under contractual job, the contract can be terminated by 

either side by giving a one month notice. The general practice in the organization is that, if 

any problem is observed in performance of the employee, he/she is counseled by the Team 

Leader and the CEO. If some capacity building need is observed he/she is sent to training 

program. Even after repeated counseling and capacity building the performance does not 

improve in that case the respective employee may be asked to leave. However, till now such 

situation has not arisen. 

Training and development 

APMAS provides for staff development programmes which includes in- house technical and 

behavioral trainings, exposure visits and sponsored programmes. Every staff member is 

enrolled in an about four to five programmes per year. APMAS has also introduced a peer 

mentoring system to help staff to achieve their personal and professional development goals. 

Performance Appraisal 

Performance review is done annually at APMAS during the month of April. The employees 

are evaluated by  

 self 

 Team Leader 

 Peer Review 

level1 level2 level3 level4 level5 level 6

Series1 0 3 4 2 1 0

0
0.5

1
1.5

2
2.5

3
3.5

4
4.5

Attrition - a concern( 2007-2008)
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The first phase includes filling up a form as per task planned and achievement. This part 

covers self review and comments from reporting officer. The second phase includes a report 

by the supervisor on various points like task completion efficiency, team work etc. At the 

third stage, the appraisee is asked to suggest names of two to five colleagues who give 

inputs/comments on that person. So, virtually they follow a 360 degree pattern of evaluation. 

Performance reviews and appraisals form the basis for the incentives and promotions. It 

serves as a basis for identification of performance gaps of the staff in their existing job 

responsibilities, and thus, filling theses identified gaps through staff development 

programmes, which enable staff for a better performance. 

Promotion and career development: 

The structure of the organisation is flat, there are a few levels and promotions may not come 

easily. However, when the organisation goes for new programs/projects it draws required 

people from other teams and forms a new team, recent examples being NNRO and the 

Outreach team. This indirectly promotes some of the employees from level 3 to level 2 and 

those in level 4 to level 3. This can be one of the coping strategies of the organisation to 

encourage and promote hardworking employees.  

A career at APMAS is considered to be high value because it provides responsibility of 

dealing at national level and networking with large number of organizations. Though the 

compensation (as given in the following section) is moderate, the experience is highly 

appreciated for career development for the people joining here. 

Compensation 

The following is the entry level salary along with the annual and performance increment of 

the different level of employees in APAMS, which is negotiable based on the need and 

requirement of the work. 
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Pay Range:  

Table 2 

Level 
Basic Pay Range Annual 

Increment 

Performance 

Increment 

I Rs 13,000  - Rs 34,000 4% 5% 

II Rs  8,000  - Rs 20,000 4% 5% 

III Rs   5,000  - Rs 13,000 5% 5% 

IV Rs   3,500  - Rs   8,000 5% 5% 

V Rs   2,000  - Rs   5,000 6% 4% 

VI Rs   1,000  - Rs   3,000 6% 4% 

 

Apart from the salary people also receive mediclaim, accidental insurance and local 

conveyance. Provident fund benefits have also been provided. 

Gender Committee 

APMAS is an organization working for the women empowerment through sustaining self 

help movement in India. Recently the organisation adopted Anti-Sexual Harassment Policy as 

per the Vishaka guidelines (1997) of Supreme Court of India. The purpose of this policy is to 

show APMAS‟s commitment towards maintaining a positive, harmonious and productive 

working environment free from sexual harassment. 

8. Findings of survey  

8.1 After collecting responses from all employees statistical analysis was performed using 

simple excel and SPSSS. Some of the findings are as follows: 

 Respondents rated the APMAS environment in the somewhat favourable range 

overall, neither highly favourable nor unfavourable.  There was some variation among 

scales and respondents.  

 Women rated the APMAS environment slightly more favorably than did 

men.(Annexure V) 

 Higher level employees gave slightly more favourable ratings than lower level 

employees. 
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 Respondents of over 4 years of experience in the organization serving at higher levels 

have consistently rated the APAMS environment slightly more favourably than did 

similar category belonging to lower level 4 employees. 

 The organisation has scored high in the areas of fairness and equity, management 

effectiveness, competency, commitment, leadership, autonomy, recognition, 

systems/equipment and training 

 The organization scored moderate ratings with some variances in areas of 

compensation, appraisal process, induction/immersion process, role clarity and cross 

learning across teams. 

 The organizational policies are at place, but the awareness level of employees 

regarding them is low. 

 Level 4 employees of the organization comprising of CBO, QAO, RA, PA, IS 

Coordinator, Asst. FM and HR Associate scored low in areas of job related support 

and recognition. 

 About 25 to 30 percent of employees wanted extension of casual leave, compensatory 

leave, and sick leave, maternity leave. 

 65% wanted DA to be revised and 44% wanted inc. for accommodation( within AP) 

 34% wanted DA and accommodation rates to be raised (outside AP)  

 Less awareness about income tax and PF deduction and also insurance policies 

 40% of the employees expressed work related stress;(40% in level 2, 33% in level 3, 

66% in level 4) 

 21% have not read gender policy. 14% of the employees responded that there are 

gender issues 19% feel that the gender issues are not addressed properly. 

 

A detailed list of tables and graphs generated from the survey is provided in the annexure V. 

8.2 Group Dynamics – 

Organizational Group Dynamics defines groups and teams and explains processes for 

decision making and managing conflict within the organization. It also covers the 

communication styles and channels used by members of an organization. 

 

 



19 
 

Teams: - 

There are seven teams in APAMS. A brief description about their activities and working is 

given below-  

1.  Capacity Building: This team aims at building capacity of SHGS & federations 

through SHPIs. Its major activities include providing training & support, accessing 

and channeling funds to promote SHGs and developing SHG institutions. 

 

2. Quality Assessment: This team aims at developing quality standards and control 

mechanisms for sustainable and responsive SHGs and federations. Its major 

achievements include developing SHG federation assessment tool (GRADES) and 

rating over 400 SHG federations. 

 

3.  Research &Advocacy: This team aims at promoting sustainable SHGs through 

studies & policy. Its activities include Conducting impact measurement and related 

SHG studies, creating, and engaging in, interactive forums for sharing and learning 

(e.g. www.shggateway.in), influencing stakeholders (GOI, government programs, 

NABARD) while participating in forums and conferences at state and national levels, 

Publishing Mahilasadhikaritha resource on SHGs. 

 

4. Livelihoods: This team aims at to synergize microfinance and livelihoods initiatives. 

Its major activities are developing institutional models to integrate microfinance into 

livelihoods promotion groups, programs, & projects, active participation in a range of 

sector development activities around the country. 

                                                   

5. Program Support: Program Support is the core unit of APMAS. It provides the 

quintessential function of Administration, Finance and Human Resource to the other 

teams in the organization.  

 

6. NNRO Team: This team is building on collaborative partnerships in 4 states and is 

aimed at promoting and strengthening of SHG movement and cross-learning. This 

program is supported by Ford Foundation. 

 

http://www.shggateway.in/
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7. Outreach Team: This team is looking at the expansion of APMAS t other states. The 

organization has signed MOU with SDTT. It has just started its activities in Bihar and 

U.P. 

 

Also on the basis of regions there are four teams: 

o Chittor Team- This team comprises of chittor and kadapa districts. In Kadapa 

district there is one DLRC team working.  

o Ananthpur Team- This team comprises of anathpur and karnul districts.  

o Nizamabad team- This team comprises of nizamabad and adilabad districts. In 

adilabad district one DLRC team is working. 

o Ranga Reddy Team- This team comprises of Ranga Reddy & Mahaboobnagar 

districts.  

 

 Group processes:  Team Meetings are held on 1
st
 week of every month. In case of special 

need, meetings can be held twice also. The team leader informs about the place, timings and 

date of the meeting. The time sheets and monthly progress reports of each staff are sent to the 

team leader prior the team meeting starts. The team leader reviews the time sheet before the 

team meetings. In the team meeting last month‟s activity plan is reviewed and simultaneously 

action plan for coming month is prepared. Topics are discussed and new tasks are delegated 

by the team leader to the team members on voluntary and capability basis.   

 

In the team meetings members discuss freely their anxiety, their achievements, their failures, 

their strategy, reasons for change in strategy to the team leader as well as all team members. 

After listening to the progress reports the team leader weighs the progress vis a vis last year, 

gives areas to be focussed on and expresses readiness for timely support for any resource 

needed to accomplish task assigned.  

 

Apart from the Team meetings, in order to share information among inter teams there are also 

meetings like all staff meetings and core team meetings. Core team meetings consist of all 

regional manager and team leaders including the CEO. Core team meeting hence becomes the 
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decision making forum for the organisation. All decisions are made on consensus basis and 

preparatory steps to be taken for the upcoming meetings are discussed. Action plan prepared 

at the cluster team meeting is discussed by the Regional Manager (for regional offices) with 

the Project Director. In the team meeting the RM also explains some of the points of HR 

policy. 

After completion of team meetings the team leader consolidates the progress reports along 

with the time sheets and sends it to the CEO and the Program Support.  

Inter group relations 

The teams actively provide need based support the other teams. For example QE team 

provides input data to the R&A team. The process to seek help from other team is simple. The 

team leader will request the team leader of another team and seeks help of any particular 

person. The team members from some team may also help the PS team in development of pay 

slip, time sheet formats etc. Also while conducting flagship programmes collaboration 

between teams is needed.  Core team meetings comprising of team leaders and regional 

managers are held once in two months. 

 

3.5 Communication  

a) Group e-mail facility 

b) ip messenger at Head Office(informal communication) 

c) CUG facility- Common User Group facility is extended to all RMs and CBOs. The 

CBCs and the interns get paid Rs.250 for communication. 

d) Circulation of soft/hard copy 

 

APMAS has evolved into a dynamic and growing organization, responsive to its external 

environment. It is strategically changing its structure in order to serve the growing needs in 

the State. 
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9. Recommendations 

In the backdrop, certain areas were identified for improvement in HR domain and the 

findings were presented for the consideration of APMAS for adoption (Refer annexureVII). 

Following recommendations were made to top management. 

 There is need to revise the Leave policy. There is demand from over three fourth 

of the employees for extension of casual leave, sick leave, maternity and paternity 

leave. 

 The perdiems of the employees need to be revised considering the rise in inflation 

rate and cost of living. 

 Employees at Level 4 scored less in areas: work related support, reward and 

recognition. Work related stress was also found high in level 4 employees. Thus 

there is a need to be strengthened Level 4 employees in terms of recruitment, 

induction and job related support. 

 There should be a constant evaluation and review of various organizational events. 

There is a need of a monitoring system which could ensure timely completion of 

processes. 

 More clarity regarding job description may be helpful. All the employees who 

have multiple reporting should be    

 HR Policy, specifically financial policy can be revised for every two years. This 

would ensure regular revision of the perdiems automatically. 

 Effective manpower planning should be there to ensure optimum utilization of 

human resources. This would require adequate number of members in a team. 

Presently there are three teams (QA, Outreach, NNRO) comprising of just two 

members each. 
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10. Conclusion 

 

The data provided a description of a relatively young, well educated and trained work force 

which received moderate levels of financial remuneration. The general picture emerging out 

of these findings indicate that overall a favorable climate exists in the organization. The 

organization has a pool of professionals which are working for a larger cause and meeting 

their professional satisfaction. However due to the rising prices there is a need to revise the 

financial policy relating to perdiem and accommodation on a regular basis.  

The organization shows great deal of transparency in decision making and shares information 

across levels. The management believes in having a participative approach to decision 

making. There is enough autonomy to perform one‟s job. Also the organization offers enough 

scope for personal and professional growth. The leadership of the origination is approachable 

and is sensitive to the needs of the employees. At the same time there are roles and 

responsibilities to be performed and each one is held accountable for work. There is a great 

emphasis on capacity building and skill enhancement of the employees. 

As the organization is in its expansion phase, it promises its employees enhanced roles and 

responsibilities. The organization needs to plan its manpower requirement in the teams so as 

to optimize the productivity. In case of employees having multiple reporting, job description 

should be decided jointly by the team leaders and made known to the employee.  

 The organizational climate can become conducive to develop potential and competencies of 

the employees and provide opportunities for fulfillment. There is a need for an enhanced role 

of regional managers who should feel responsible for building a positive, motivating work 

culture which would ensure optimum utilization of the capabilities of the team members 

leading to self and organizational effectiveness.   
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  ANNEXURE 1: ORGANISATIONAL CLIMATE STUDY  

Organizational Climate Study is being conducted in order to obtain your personal views 

on a variety of issues related to the current work environment at APMAS  through which 

your problems can be understood. Your opinion is important. Your responses are 

anonymous and confidential, so please do not write your name anywhere. But due to some 

analysis for study purpose, it is requested that you indicate (V) your level in the 

organization, your gender. Also write the no. of years of service in the organization.   

 

  Level 1    Level 2 Level 3          Level 4 Level 5   Level 6 

 

  GENDER :  MALE/ FEMALE  

 

No. of years of service in the organization: -  

The results of this survey will be used to generate a summary report for management .  
These results will also be shared with team leader, team members and staff. 

There are no right or wrong answers. Try to select the response for each question that most 

closely matches the way you feel about the work environment at your organization. A few 

open-ended questions have been included, please be as specific as possible in your 

responses.  

 

Note : While responding please keep both individual and organizational interest 

in mind.  

 

1. The recruitment process in APMAS is fair (Yes / No)     [ ] 

Note: If No please give details 

a. 

b. 

 

2. Does APMAS have a written HR policy? (Yes / No/Donõt know)   [ ] 

3. Have you read it? (Yes / No) If No please give details     [ ] 

a. No time to read  c. Any other 
b. Do not have access 
 

4. Have you been given a personal copy (hard copy/soft copy)  of HR manual?  
(Yes / No)                           [ ] 

 
5. Are you satisfied with your current working conditions in APMAS?   [ ] 

Choose the following ð 
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1. Highly satisfying     4. Adjustable 

2. Satisfying     5. Not Satisfied 

3. Moderate  

6. Have you discussed your low satisfaction level with your    

 

a. Colleagues   b. Team membersõ         c. Team leader        d.   CEO       e. Not applicable  
 

7. What things do you like to be change/improve in HR Policy  

S. No. Item  Yes / No If yes , give suggestions 

1. Annual leave    

2. Sick leave   

3. Casual Leave   

4. Maternity / Paternity Leave    

5. 
Compensatory leave 

 

  

6. 
Working hours  

10.00 am to 6.00 pm (8 hrs) 

  

7. Working days in a week    

8. Travel Policy   

a) 
With in AP  

i. TA  

  

 ii. DA    

 iii. Local Conveyance   

 
iv. Payment against usage of own 

vehicle 

  

 v. Accommodation    

b) 
Outside AP 

i. TA  

  

 ii. DA     

 iii. Accommodation    

9. Telephone facility    

 
 

10. I am aware about the insurance policy (medical and accident) of the organization.  
(Yes / No)          [ ]    
   

11. I am aware of how much amount of income tax and provident fund is deducted from 
my salary.  (Yes / No)                      [ ] 

 
12. Kindly give suggestions for improvements of APMAS -HR policy  
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Please indicate the extent to which you agree or disagree with each of the statements 

using (V) mark.   

Ranking -  1. Strongly disagree 
     2. Disagree 
     3. Neither agree nor disagree 
     4. Agree  
     5. Strongly agree  
 

   Environment  

 

13. My work area offers me clean and well organised work ing environment  

*1  *2  *3  *4  *5 

14. Sitting arrangement in my office offers comfortable position to work  

*1  *2  *3  *4  *5 

15. I have resources to perform my job effectively      

*1  *2  *3  *4  *5 

16. My wo rk environment is  stressful  

*1  *2  *3  *4  *5 

 

   Team Work  

 

17. My team members are giving need based support to perform my role effectively  

*1  *2  *3  *4  *5 

18. My work in team is appreciated and recognised.   

*1  *2  *3  *4  *5 

19. The people in our team work well together.  

*1  *2  *3  *4  *5 

20. Innovation/new ways of doing things are liked by all team members.  

*1  *2  *3  *4  *5 

21. My team is effectively managed by Team Leader 

*1  *2  *3  *4  *5 

22. All the teams at our organization work well together  

*1  *2  *3  *4  *5 

 

Management Effectiveness  

 

23. I can communicate effectively regarding my work with senior management  

*1  *2  *3  *4  *5 

24. Management has good understanding of what is going in our team  

*1  *2  *3  *4  *5 
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25. I am treated with respect by management 

*1  *2  *3  *4  *5 

 

26. My monthly plans are developed  in the team meeting  

*1  *2  *3  *4  *5 

27. I can communicate my grievances/ complaints to the management  

*1  *2  *3  *4  *5 

28. Management takes employees suggestions seriously 

*1  *2  *3  *4  *5 

29. Management utilises my skills effectively  

*1  *2  *3  *4  *5 

30. Management identifies the training requirement of the team/team members well.  

*1  *2  *3  *4  *5 

31. My organisation acknowledges me for my contribution when organisations goals and 

objectives are achieved 

*1  *2  *3  *4  *5 

 

 

Competency  

 

32. I find my job challenging 

*1  *2  *3  *4  *5 

33. I had sufficient skills when I was hired to this job  

*1  *2  *3  *4  *5 

34.  I have attended staff development programme/s (yes/no)         [ ] 

 

35. The staff development programme helped me to add value to my skills.  

*1  *2  *3  *4  *5 

36. I have been given fair amount of freedom  to do my job  

*1  *2  *3  *4  *5 

37. I can handle the size of my workload  

*1  *2  *3  *4  *5 

38. My organisation helps me to enhance my career development 

*1  *2  *3  *4  *5 

39. I find my organisation giving new opportunit ies 

*1  *2  *3  *4  *5 

 

Commitment   

40. I am willing to put extra effort when necessary to complete the assigned job  

*1  *2  *3  *4  *5 

41. I am committed to the values of my  organisation 

*1  *2  *3  *4  *5 
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42. I am proud to say that I am part of APMAS  family  

*1  *2  *3  *4  *5 

 

 

 

Compensation and Others 

 

43. I have got adequate information regarding my compensation and benefits  

*1  *2  *3  *4  *5 

44. Considering my position (work and responsibility) I  am paid fairly  

*1  *2  *3  *4  *5 

45. Overall I am satisfied with my benefit packages (TA, DA, Insurance etc.)  

*1  *2  *3  *4  *5 

46. Reimbursement of TA, DA etc. by Accounts Section is timely 

*1  *2  *3  *4  *5 

47. I get timely support from Administration while booking tickets etc.  

*1  *2  *3  *4  *5 

 

 

Appraisal System  

 

48. Performance appraisal system is effectively conducted by our organization? 

*1  *2  *3  *4  *5 

49. I receive positive feedback and to-be improved  in some aspects  

*1  *2  *3  *4  *5 

50. Recommendation have taken place as per the discussions with our team leaders  after 

the appraisal  

*1  *2  *3  *4  *5 

 

Involvement  

 

51. I received a proper induction while joining APMAS.  

*1  *2  *3  *4  *5 

52. Management keeps my department adequately informed about what is going in  the 

organization  

*1  *2  *3  *4  *5 

53. Management seeks the involvement of the employees opinion when making important 

decisions 

*1  *2  *3  *4  *5 
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54. Organisation is sensitive to my individual needs  

*1  *2  *3  *4  *5 

55. I know what is happening in other parts of  my organization  

*1  *2  *3  *4  *5 

 

 

Gender Issues 

 

56.  Men and women are treated equally competent (in terms of pay and promotion and     
decision making) in the organisation  

*1  *2  *3  *4  *5 

57. Does your organisation have any Gender Policy?(yes/no)    [ ] 
 

58. Have you read it (yes/no)        [ ]
       

59. Do you know the Gender Committee persons( yes/no/some of them)  [ ] 
 

60. In case of sexual harassment, put a (V) on the people whom you can approach to  

 CEO 

 Team members 

 Sexual Harassment Committee persons  

 Colleagues 
 

61. Do you have any issues related to Gender in APMAS(yes/no)        [ ] 

 Regarding field visits  

 Attitude of co -employee etc. please give your comments 
 

 

62. The organization solves the gender issues in a satisfactory well manner 

*1  *2  *3  *4  *5 
  

 

Comments 

63. Kindly (V) some of the probable reasons in your opinion for the attrition of 
employees in r ecent years in the organisation  

 
 
             Better pay                                       Field conditions   Promotion  

           Better benefits                            medical/ health reasons                  Politics 

     Appreciation                                      Harassment                     job stress 

    Any other (please write)  
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64. Kindly mention two good practices you like in APMAS  
 

65. Kindly mention two bad practices you dislike in APMAS  
 

 

 

 

 

ANNEXURE 2 : Findings of the survey  

Table 1 Organisational Hierarchy  

Levels  Frequency  Percent  

Level-1(CEO) 1 2.3 

Level-2(AVPs/RM/ CBC)  10  23.8  

Level-3(RO ,CO, QA Manager, PS Manager, Program Officer,  Sr. 
CBO, Sr.QA Officer etc)  10  23.8  

Level-4(CBO, QAO, RA, , PA, IS Coordinator, Asst. FM, HR 
Associate)  

14  33.33  

Level-5(Accountant, Executive Secretary, HR Assistant, 
Receptionist, Other Admin. Secretarial staff including Assistants 
(Support Staff)  

3  7.1  

Level-6(Driver, Office boy, etc.)  
4  9.5  

Total  42  100.0  
 

ANNEXURE 3:  Gender across organisational level 

 Levels * Gender Crosstabulation Total 

   female male  

 level 1 0 1 1 

level 2 2 8 10 

level 3 1 8 9 
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level 4 5 7 12 

level 5 2 1 3 

level 6 0 4 4 

 10 28 42 
 

 

ANNEXURE 4:   

Reasons of attrition

 

Source: Organisational Climate Survey  

 

better pay
39%

better opportunities
13%

better benefits
19%

field conditions
8%

politics
4%

job stress
10%

nature of work
2%

long and fixed 
working hours 

1%

lack of support 
person  

2%

appreciation/recogn
ition
2%



34 
 

 

Source: Exit interview 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

career 
advancement

28%

better pay
28%better benefits

5%

harrasment
5%

politics
6%

relocation
22%

touring 
6%

Reasons of attrition: ex employees
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ANNEXURE 5:  

Sub scale means of male and female employees on some parameters of OCS 
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ANNEXURE 6:  

6.1 

VARIABLE  AGREE/YES 

(%) 

DISAGREE/NO 

(%) 

Adjustable 

(%) 

Cannot 

say 

(%) 

  

PERSONNEL POLICIES 

The recruitment process in APMAS is 
fair 

97.4 2.6   

Does APMAS have a written HR 

policy 

100    

Have you read HR policy 84.2 6   

Have you been given a personal copy 

(hard copy/soft copy) of HR manual 

63.2 36.8   

Are you satisfied with your current 

working conditions in APMAS 

55.3  45.7  

What things in HR policy should be improved  

Annual leave 13.2 86.8   

Sick leave 26.3 73.7   

Casual Leave 26.3 73.7   

Maternity / Paternity Leave 31.6 68.4   

Compensatory leave 

 

31.6 68.4   

Working hours 

10.00 am to 6.00 pm (8 hrs) 

18.4 81.6   

Working days in a week 36.8 63.2   
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6.2 

Travel Policy     

With in AP 

i. TA 

28.9 71.1   

What things in HR policy should be improved 

ii. DA 65.8 34.2   

iii. Local Conveyance 15.8 84.2   

iv. Payment against usage of own 

vehicle 

31.6 68.4   

v. Accommodation  44.7 55.3   

Outside AP 

i. TA 

23.7 76.3   

ii. DA  34.2 65.8   

iii. Accommodation  34.2 65.8   

Telephone facility 47.4 52.6   

Awareness about insurance policy 89.5 10.5   

Awareness about income tax 

deduction/PF deduction 

73.7 26.3   

VARIABLE  AGREE 

(%) 

DISAGREE 

(%) 

Adjustable 

(%) 

Cannot say 

(%) 

  

Environment 

My work area offers me clean and well 
organised working environment 

79 15.8 5.3  

Sitting arrangement in my office offers 

comfortable position to work  

 

65.9 21.1 14.2  
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6.3 

 

6.4 

I have resources to perform my job 

effectively 

73.7 5.2 21.1  

My work environment is  stressful 39.5 29 31.6  
Levels * My_work_environment_is__stressful Crosstabulation    

    My_work_environment_is__stressful   Total 

     disagree 

 neither agree 

nor disagree agree 

strongly 

agree strongly disagree 

Levels    0 0 0 0 0 4 

 level 2  1 3 3 1 2 10 

 level 3  3 2 1 2 1 9 

 level 4  3 1 6 2 0 12 

 level 5  1 2 0 0 0 3 

 level 6  0 4 0 0 0 4 

Total   8 12 10 5 3 42 

VARIABLE  AGREE 

(%) 

DISAGREE (%) Adjustable 

(%) 

Cannot 

say 

(%) 

  

Team Work 

My team members are giving need based 

support to perform my role effectively  

 

73.6 13.2 13.2  

My work in team is appreciated and 

recognised.  

 

76.3 10.5 13.2  

The people in our team work well 70.4 7.9 21.1  
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together 

Innovation/new ways of doing things are 

liked by all team members. 

 

71.1 5.3 23.7  

VARIABLE  AGREE 

(%) 

DISAGREE (%) Adjustable 

(%) 

Cannot 

say 

(%) 

All the teams at our organization work 

well together 

 

63.2 Nil  36.8  
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6.5 

 

My team members are giving need based 

support to perform my role effectively  

Level-

2 

Level-

3 

Level-

4 

Level-

5 

Level-

6 Total 

Count Count Count Count Count Count 

Disagree   1 3 1   5 

Neither agree nor disagree 3   2     5 

Agree 5 5 2 1 4 17 

Strongly agree 2 3 5 1   11 

Total 10 9 12 3 4 38 

 

6.6 

 

My work in team is appreciated and 

recognised 

Level-

2 

Level-

3 

Level-

4 

Level-

5 

Level-

6 Total 

Count Count Count Count Count Count 

Disagree 1 1 2     4 

Neither agree nor disagree 1   2 2   5 

Agree 5 4 5 1 4 19 

Strongly agree 3 4 3     10 

Total 10 9 12 3 4 38 
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6.7 

 

 

 

 

 

 

                                          VARIABLE  AGREE (%) DISAGREE 

(%) 

Adjust

able 

(%) 

Cannot 

say 

(%) 

 MANAGEMENT EFFECTIVENESS 

I can communicate effectively regarding my work 
with senior management  

94.2 4.2   

Management has good understanding of what is 

going in our team  

92.1 2.6 5.3  

I am treated with respect by management 84.2 2.6 13.2  

My monthly plans are developed in the team 

meeting  

76.3 5.3 18.4  

I can communicate my grievances/ complaints to the 

management 

84.3 2.6 13.2  

Management takes employees suggestions seriously  68.4 15.8 15.8  

Management utilises my skills effectively 73.7 10.5 15.8  

Management identifies the training requirement of 

the team/team members well. 

71 15.8 13.2  

My organisation acknowledges me for my 

contribution when organisations goals and 

objectives are achieved 

76.3 7.9 15.8  
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6.8 

 

 

 

 

 

 

 

 

 

VARIABLE 
AGREE 

(%) 

DISAGREE 

(%) 

Adjustable 

(%) 

Cannot 

say 

(%) 

 COMPETENCY  

I find my job challenging 84.2 15.7   

I had sufficient skills when I was hired to this job  84.3 15.8   

I have attended staff development programme/s 

(yes/no 

68.4 31.6   

The staff development programme helped me to 

add value to my skills. 

60.5 2.6 36.8  

I have been given fair amount of freedom to do my 

job  

73.7 13.1 13.2  

I can handle the size of my workload 79 5.2 15.8  

My organisation helps me to enhance my career 

development 

81.5 10.5 7.9  

I find my organisation giving new opportunities 76.3 7.9 15.8  
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6.9 

 

6.10 

VARIABLE  AGREE 

(%) 

DISAGREE 

(%) 

Adjustable 

(%) 

Cannot say 

(%) 

 Compensation and others 

I have got adequate information regarding my 
compensation and benefits 

73.7 7.9 18.4  

Considering my position (work and 

responsibility) I am paid fairly 

44.7 15.8 39.8  

Overall I am satisfied with my benefit 

packages (TA, DA, Insurance etc.)  

40.4 21.4 28.6  

Reimbursement of TA, DA etc. by Accounts 

Section is timely 

54.7 40.1 16.2  

I get timely support from Administration while 

booking tickets etc. 

61.9 11.9 16.7  

VARIABLE  AGREE 

(%) 

DISAGREE 

(%) 

Adjustable 

(%) 

Cannot 

say 

(%) 

 APPRAISAL SYSTEM 

Performance appraisal system is effectively 

conducted by our organization? 

 

61.9  19 9.5 

I receive positive feedback and to-be improved  

in some aspects  

69.1 2.4 19 9.5 

Recommendation have taken place as per the 

discussions with our team leaders  after the 

38.1 9.5 23.8  
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6.11 

 

 

 

 

 

 

 

 

 

appraisal  

VARIABLE  AGREE 

(%) 

DISAGREE 

(%) 

Adjustable 

(%) 

Cannot 

say 

(%) 

 INVOLVEMENT 

I received a proper induction while joining 
APMAS 

38.1 26.2 9.5  

Management keeps my department adequately 

informed about what is going in the organization 

 

69.1  21.4  

Management seeks the involvement of the 

employees opinion when making important 

decisions 

 

66.7 2.4 21.4  

Organisation is sensitive to my individual needs 57.2 14.3 11.9  

I know what is happening in other parts of my 

organization 

59.5 9.5   
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6.12 

 

 

 

VARIABLE  AGREE 

(%) 

DISAGREE 

(%) 

Adjustable 

(%) 

Cannot 

say 

(%) 

 GENDER ISSUES 

Men and women are treated equally 
competent (in terms of pay and promotion 
and     decision making) in the organisation 

81 9.5   

Does your organisation have any Gender 

Policy 

85.7 4.8   

Have you read Gender Policy (yes/no) 69 21.4   

Do you know the Gender Committee persons( 

yes/no/some of them) 

81 4.9 14.1  

In case of sexual harassment, the people 

whom you can approach to 

    

VARIABLE  AGREE 

(%) 

DISAGREE 

(%) 

Adjustable 

(%) 

Cannot 

say 

(%) 

 CEO 54.8 35.7   

 Team members 4.8 85.7   

 Sexual Harassment Committee persons  59.5 31   

Do you have any issues related to Gender in 

APMAS(yes/no) 

14.3 76.2   

The organisation solves the gender issues in a 

satisfactory well manner 

33.3 19 2.5 45.2 
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ANNEXURE: VII 

Recommendations on HR policy 

Casual leaves  Extend it to 12 days  

sick leave  Usually it is given for 8 days in any organization.  

Maternity & 
Paternity leaves  

needs to be revised as per the new act / law  

Perdiems of 
employees  

needs to be revised as per the increased rates (with in AP and Outside AP)  

a. Single / Double occupancy  

b. Special allowance to women staff  

Perdiems of Drivers  Have to be revised as per the increased rates.(depending on region served by 
the driver)  

LTA  It should not be combined with annual leave.  

TER format  One common format should be circulated among all staff to avoid any 
confusion regarding old and new format.  

Payments against 
usage of personal 
vehicle  

Needs revision  

Timings to claim per 
diems  

needs to be revised  

Telephone charges 
outside AP  

Needs revision  

compensation 
packages  

Needs revision  
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