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1. INTRODUCTION

Therise of e-governance reforms in Karnataka has revolutionised how publicservices are delivered.
These reforms, driven by increasing reliance on Information and Communication Technologies
(ICTs), have made government functions more efficient and accessible. From dashboards that
monitor the progress of schemes to online portals enabling citizens to access services remotely, e-
governance has introduced a new era of transparency and accountability. Karnataka has been a
leader in this transformation, with over 129 mobile applications developed to streamline services
in areas like fishing, forest cover, and crop surveys (Government of Karnataka, n.d.-b).

While it is well established that these reforms require a whole-of-government realignment where
every level adopts new methods of functioning, at the heart of this transformation are the frontline
functionaries, particularly those within Grama Panchayats (GPs). E-governance reforms require
these officials to adopt new technologies to manage daily operations and citizen interactions.
These frontline functionaries, including both bureaucrats and elected representatives (ERs) are
responsible for a range of functions across the policy cycle that begins at planning governance and
ends with improving governance through monitoring and evaluation initiatives (Sharma, 2023).

The last few years have seen a significant rise in digital platforms (See Box 1 for more details).
However, the shift to e-governance is not without its challenges. The successful integration of ICTs
requires more thanjust technical infrastructure; it demands a change in mindset and competencies
among frontline workers. Without addressing these competencies, e-governance risks becoming a
short-term boost to productivity rather than a sustainable improvement in governance.



Box 1: Important digital platforms of Rural Development and Panchayat Raj Department

(RDPR), Government of Karnataka (GoK)

e Bapuji Seva Kendra: This portal allows citizens to electronically access GP services.
Key services available include property-related matters (like applying for
building permits, paying property taxes), household matters (such as water
supply connections, sanitation and street light maintenance), business related
services (for individuals/ organisations wishing to start a business within the GP
jurisdiction) and issuance of job cards under the Mahatma Gandhi National Rural
Employment Guarantee Scheme (MGNREGS).

Panchatantra: This platform aims to strengthen, digitise and centralise all
essential functions and operations of the GPs. It records the attendance of elected
representatives and meeting proceedings. Citizens can use Panchatantra to
access information about elected representatives, GP staff, upcoming meetings,
meeting proceedings, self-help groups, revenue collection, GP events/ initiatives
etc. and, through it, can use the Bapuji Seva Kendra to apply for specific services
they may require.

Gandhi Sakshi Kayaka: The RDPR operates at the GP and village level through
differentimplementing agencies. This software monitors and tracks the physical
and financial progress of work by these agencies.

E-Swathu: It is a portal used to maintain land ownership records and property
details within each GP’s jurisdiction. All information relating to ownership
transfer, inheritance, land acquisition for government projects, court cases,
liabilities etc. are updated here.

National Mobile Monitoring Services (NMMS): This application launched by the
Central Government is used by the GoK to record the real time attendance of
MGNREGS workers at worksites, including their geotagged photographs. The
application helps increase transparency in MGNRECS fund disbursement,
monitor projects and capture worksite measurement details.

1.1. Decentralisation and Convergence: Karnataka’s Strong Grama Panchayat
System

In parallel to its advancements in e-governance, Karnataka has a long history of decentralisation
through its strong Panchayati Raj system, established under the Karnataka Grama Swaraj and
Panchayat Raj Act, 1993 (Act). This three-tiered system, with elected bodies at the Grama, Taluka,
and District levels, ensures active citizen participation in governance and empowers local
communities to take control of their development needs.

The decentralisation framework in Karnataka enables GPs to have significant autonomy in
implementing rural development programs. The state’s Panchayats play an active role inimproving
local infrastructure, enhancing the quality of life for residents, and promoting employment. Over
time, GPs have been empowered to manage essential services like sanitation, water supply, and
health through various schemes. Increasingly, many programmes are being run at the GP level
through convergence—an approach that pools resources and expertise from multiple
departments to implement more holistic and effective solutions.



The RDPR has been central to these efforts, driving initiatives that enhance administrative and
fiscal decentralisation. Notable e-governance systems like Bapuji Seva Kendra and E-Swathu help
streamline local administration, providing GPs with tools to manage public services more
efficiently. These tools empower GPs to take on a more significant role in the state's development
by implementing various centrally and state-sponsored schemes.

1.2. Why Studying Competencies is Crucial

Given the dual trends of rising e-governance and the strong tradition of decentralisation in
Karnataka, it becomes crucial to study the competencies required by frontline workers to adaptand
excel. GPs now handle a wide array of programmes through a combination of traditional
governance structures and advanced digital platforms. As they take on greater responsibility,
particularly through the convergence of schemes across departments, understanding the
competencies of GP functionaries becomes essential for the continued success of these initiatives.
Without this, digitisation will just result in a short-term increase in output without there being any
long-term improvement (Mergel et al., 2019).

Competency-building involves not just technical skills but also the ability to engage with
technology, collaborate across departments, and adopt a forward-thinking mindset. By examining
these competencies, we can better understand how to ensure that GPs remain at the forefront of
delivering efficient, transparent, and accountable governance in Karnataka.

In this context, the Accountability Initiative at the Centre for Policy Research partnered with RDPR
to conduct a study to unpack how e-governance has taken shape at GPs. The study aimed to
characterise the following questions:

1. What are the individual competencies required by bureaucrats at the GP to perform their
tasks?

2. What are the team competencies required by the bureaucrats at the GP when they work
together to deliver services?

Since the study was the first of its kind to focus on individual and team competencies, the study
does not attempt to prove any particular causal relationships. Instead, it uses the opportunity to
characterise the state of affairs at local-level governments through deep descriptive narratives.
These narratives are meant to provide an insight into challenges and opportunities that
bureaucrats encounter as they perform their daily roles and responsibilities. Findings from the
study can be used to further unpack how a range of factors affect efficiency and responsiveness in
governance at the frontline. The study builds on administrative reform reports and studies
conducted globally that recognise the need for motivated and well-intentioned bureaucrats atlocal
governments that serve citizens in myriad ways.

The remainder of the report is as follows. Section 2 explains the methods applied to the study such
asin-depth interviews and ethnographic-style non-participant observations and districts visited for
data collection. Section 3 describes the structure of the GPs and roles/ responsibilities of its non-
elected members. Following this, Sections 4, 5 and 6 present findings on individual competencies,
team competencies and incentives, respectively. In conclusion, Section 7 presents
recommendations on next steps the government could take. The study is supported by annexures
with interview instruments.



2. METHODS

This study was conducted in three distinct phases, each with a different set of objectives and
methods. The phases included a literature review, qualitative fieldwork, and an analysis of team
dynamics and competencies within GPs in Karnataka. Detailed methodologies for each phase are
outlined below.

2.1. Phase 1: Literature Review

The first phase involved a comprehensive literature review to understand the global state of
knowledge on topics relevant to the study. This included:

Unpacking e-governance reforms and their effects on frontline workers.

. Identifying competencies required for the successful implementation of e-governance
reforms.
Understanding the role of teamwork in driving governance efficiency.

. Exploring non-financial incentives that could enhance teamwork.

Keywords such as “e-governance reforms,” “Global South,” “frontline workers,” and “teamwork in
governance” were used to identify relevant literature. The common themes and sub-themes
emerging from the literature were analysed and informed the development of interview
instruments for Phases 2 and 3.

2.2. Phase 2: Scope of work of functionaries

The second phase aimed to explore the scope of work of three key GP functionaries: Panchayat
Development Officers (PDOs), Data Entry Operators (DEOs), and Panchayat Secretaries (PS). The



objectives were to gain insights into their daily tasks and establish the competencies required for
both individual and team performance. Following this, scope of work for other GP functionaries
such as Second Division Accounts Assistant (SDA), Bill Collectors (BC), Water Operators (WO) and
Sahayaks were also mapped.

2.2.1 Qualitative data collection

This phase involved qualitative data collection through interviews and ethnographic observations.
Interviews with functionaries were contrasted with the official job charts issued by RDPR to identify
discrepancies between stated responsibilities and actual tasks performed. The questionnaires used
in this phase are appended in Annexure 1 to the Report. Ethnographic observations provided
additional context on how the functionaries approached their work.

2.2.2 Sampling Methodology

A multi-stage stratified sampling method was employed to identify GPs. First, districts were
selected from each of Karnataka's four administrative divisions based on a combination of Human
Development Index (HDI) scores. Second, blocks with the highest percentage of Scheduled Caste
(SC) and Scheduled Tribe (ST) populations were chosen. Lastly, GPs within those blocks were
selected based on their proximity to urban centres, ensuring a diversity of geographic and socio-
economic contexts.

Table 1 below outlines the details of the selected GPs, functionaries interviewed, and their districts.
Names of GPs are not shared in the study to protect anonymity of the functionaries who were
interviewed based on principles of informed consent that was sought before every interview.



Table 1: Phase 2 Stratified Sampling Details

Division District Blocks No. of No. of No. of No. of PS
(withHDI  (highest% of  GPs DEOs PDOs interviewe
rank) SC, ST visited interview interviewe d
population) d
Belagavi | Vijayapura Vijayapura 7 7 4 6
(23) (21% SC)
Indi (1.8% ST) 6 6 2 6
Kalaburagi | Yadgir (30) Yadgir 5 5 5 1
(25.26% SC)
Shorapura 5 5 5 3
(20.4% ST)
Mysuru Udupi (4) Udupi (5.8% 5 5 4 2
SC)
Kundapur 7 6 7 5
(3.7%ST)
Totals 35 34 27 23

This phase provided insights into the nature of the work performed by each functionary, the
challenges they faced, and the competencies required in their daily tasks.

2.3. Phase 3: Analysis of Team Dynamics

Informed by the findings from Phase 2, the third phase focused on analysing team dynamics within
GP offices. The primary objectives of this phase were to:

o Understand how tasks are distributed and balanced between functionaries.
o Examine how functionaries collaborate to achieve specific outcomes.
o Identify non-financial incentives that motivate teamwork.

2.3.1Qualitative data collection
Data collection was conducted through:

1. Interviews and Focus Group Discussions (FGDs): Structured interviews were conducted with
various functionaries, including PDOs, PSs, DEOs, BCs, WOs, SDA, and Sahayaks. The
interviews captured information on seven themes including team dynamics, leadership
styles, goal recognition, communication and coordination methods, self-management,

" As per Census 2011.



incentives, and stability. Interviewees rated statements on a 5-point scale and provided open-
ended responses. The same questionnaire was used for all the GP functionaries, with
additional questions tailored for the PDO.

2. Case-based FGDs: Two specific cases were discussed during the FGDs.
Case 1: Focused on the preparation of the GP Development Plan (GPDP), with discussions
centred on planning processes, goal setting, and coordination.
Case 2: Addressed an MGNREGS social audit, exploring how teams prepared for the audit,
addressed public concerns, and handled conflicts during public hearings.
The FGDs provided insights into team dynamics, collaboration methods, and the specific
skills required for various tasks.

3. Non-Participant Observations: Researchers also made note of observations relating to
participant dynamics, specifically who spoke the most, whether all members had the
opportunity to contribute and any unusual/ noteworthy interactions. These observations
added depth and context to the findings, providing a richer understanding of the team’s
functioning.

In addition, week-long non-participant observations were conducted in three GPs to study
the work environment, team culture, and citizen engagement. These observations allowed
the researchers to identify themes of leadership, communication, self-management, and
teamwork stability firsthand.

Annexure 2 appends the tools used for data collection. Annexure 4 summarises the guidelines
followed for data collection before, during and after fieldwork.

2.3.2 Sampling Methodology

The same sampling method as Phase 2 was used except with a slight modification when identifying
GPs. Care was taken to ensure that at least1GP in each block has won the Gandhi Gram Puruskar, so
that the functioning of the team (assumed to be well performing) in that GP could be compared
with others. The districts chosen were Vijayapura, Kolar, Koppala, Yadgir and Udupi. Figure 1 sheds
light on the districts visited, while Table 2 has the stratified sampling details. See Annexure 3 on the
socio-economic profile of the districts and their HDI ranks.



Figure 1: Map of districts visited
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Table 2: Phase 3 Stratified sampling details

Division District Blocks No. of No. of FGD (Yes/ Observation

(with HDI GPs functionaries No) (Yes/No)
rank 2022- visited interviewed
k)
Belagavi | Vijayapura | Vijayapura 2 8 Yes Yes
(23) _
Indi 2 10 Yes
Bengaluru | Kolar(9) | Bangarpet 2 10 Yes
Malur 3 1
Kalaburagi | Koppala | Gangavathi 3 1 Yes
(25)
Yelburga 2 7
Kalaburagi | Yadgir Yadgir 3 1
(30)
Surpur 2 10
Mysuru Udupi (4) Udupi 3 10 Yes Yes
Kundapura 2 1
Totals 24 99 4 3
2.4. Data Analysis

Data from both Phases 2 and 3 were analysed using qualitative coding techniques. Themes
identified during the literature review, such as teamwork components, were used to structure the
analysis. Sub-themes emerged across districts, and the data was triangulated with non-participant
observations and FGD transcripts to ensure a comprehensive understanding of the team dynamics
and competencies within GP offices.

2.5. Consultations with Experts

In addition to fieldwork, the study included consultations with global experts, including professors
and representatives from non-governmental organizations (NGOs) working in rural development
in Karnataka. Faculty from the Abdul Nazir Sab State Institute of Rural Development (ANSSIRD)
were also consulted to understand how capacities of functionaries are built. These consultations
provided further context for the analysis and supported the design of the study’s research
instruments.
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ORGANISATION STRUCTURE, ROLES AND RESPONSIBILITIES

Before delving into competencies, its useful to briefly give an overview of the organisational
structure at the GP level. The Act establishes this three-tiered system by outlining the criteria for
designating panchayat areas and the procedures for forming the panchayat at all levels.

The GP, specifically, is composed of both elected and non-elected members within each designated
panchayatarea, typically covering a cluster of villages with a population ranging from 5000 to 7000.
Figure 2 illustrates the composition of a GP. While the elected members follow a clear hierarchical
structure, the non-elected members have a more flat organisational setup. The PDO heads the GP
office, and the other non-elected members operate at the same level.

10



Figure 2: Composition of a GP
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Under the Act, the PDO is tasked with managing GP records, disbursing funds, maintaining
financial accounts and preparing the annual plans (Act, S. 111), however the roles of the other non-
elected members are not specified. Itis only mandated thatall members of the panchayat promote
good governance, serve public interest and uphold high ethical standards (Act, S. 110A). Specific
duties of the remaining members are outlined in the job chart, which provides a comprehensive list
of tasks assigned to each non-elected member of the Panchayat.

Due to the relatively flat hierarchy, the job chart also offers guidance on handling vacancies. For
example, the PS can step in to perform the PDO’s duties if the PDO position is vacant, and vice versa.
Additionally, they are also responsible for the duties of the SDA if that position is unfulfilled or not
sanctioned. Consequently, the PS role is quite versatile, and effectively serves as the second-in-
command within this otherwise flat organisational structure.

Based on the job chart, the role of each GP member has been summarised in Table 3 below:

1



Table 3: Role of Non-Elected GP Members

Member Role

PDO They have a key administrative role in the GP and are responsible for
overseeing various duties and ensuring the effective implementation
of policies/ projects. Their tasks involve conducting meetings,
implementing schemes, submitting progress reports, coordinating
between departments and managing all software.

DEO They are primarily responsible for the management and entry of
information into software systems. Their work requires significant
citizen engagement, record keeping, coordination with other
functionaries and a knowledge of software.

PS They play a key role in the administration and management of the GP.
Theirwork requires them to supervise tax collections, maintain records
and manage service-related issues of other employees. Specifically,
they are tasked with handling public opinion petitions and right to
information applications.

SDA They perform various accounting and administrative functions to
support the financial management and planning of the GP. Their work
involves the preparation of accounts/ budgets/ action plans,
maintaining all accounts/ cashbooks/ ledgers/ scheme documents,
account forincome and cash receipts and paying the salaries and other
allowances.

WO They are primarily responsible for the managing and maintenance of
water supply systems in villages and providing the BC with assistance
for water tax collection. Additionally, they oversee the general
maintenance of village equipment, water conservation and sanitation.
BC All tasks performed pertain to the collection of taxes and fees. They are
primarily responsible for tax collection, record keeping and
management of arrears.

Sahayak They are involved with miscellaneous office tasks, namely, making
deliveries of dispatches, distributing notices and maintaining office
cleanliness.

Hence, all members of the GP have distinct tasks. The work of the PDO and PS, however, is more
supervisory in nature with the job chart stating that they are responsible for coordinating/
mobilising resources, revising/ collecting taxes and executing development schemes of the
government.

Considering that the function of each of the members is varied, it follows that they each require a
unique skill set and competencies to perform their tasks effectively.

12



4.INDIVIDUAL COMPETENCIES

4.1. Evolving competencies in a digital age

E-governance or the digitisation of government processes refers to the use of technology to improve
the efficiency, structure, and processes of government organisations, enhancing both their
effectiveness and the provision of public services. (Espiritu et al., 2023; Manoharan et al., 2021;
Nurdin et al., 2014; Palekar, 2010; Saxena, 2005). Digitisation brings a range of benefits, including
increased efficiency, agility, improvements in service delivery, and enhanced accountability,
transparency and speed. These advancements create additional value for both government
employees and users of public services (Espiritu et al., 2023; Palekar, 2010). By adopting digital
technologies, governments can revolutionise decision-making, streamline their operations,
improve internal processes, boost stakeholder engagement, and foster greater citizen participation
(Espiritu et al., 2023; Manoharan & Ingrams, 2018).

However, transitioning to E-governance is complex, and comes with significant challenges. External
factors like political competition and citizen adoption along with internal factors like employees’
technical skills, size of the workforce, extent of centralisation, influence the adoption of digital
services (Manoharan & Ingrams, 2018). Studies have shown that budget constraints, lack of digital
skills, cybersecurity and data privacy, and lack of support from elected representatives are critical
barriers to the success of digital initiatives (Espiritu et al., 2023; Manoharan & Ingrams, 2018).

For digital transformation to be successful, employees need to develop certain competencies that
support effective service delivery. A study on e-governance across Europe highlighted key
competencies required namely digital and Information Technology (IT) proficiency, collaboration,
problem solving, customer orientation, flexibility and initiative, and innovation (Pantiru, 2019). A
similar study conducted in Austria emphasised the need to develop a range of competencies

13



across different stakeholders to ensure successful digitisation of public administration (Edelmann
etal., 2023).

Soft skills such as communication, collaboration, and leadership have also been repeatedly
emphasised (Edelmann et al., 2023; Pantiru, 2019). Navigating successful digitisation requires
employees to be able to manage their time and tasks effectively, remain flexible and embrace
innovation.

Bureaucrats thus must develop the requisite competencies and soft skills to leverage technology
for improved service delivery. These competencies are developed through formal and informal
learning in the workplace. Formal learning includes structured instruction such as training
workshops/ seminars, while informal learning occurs unintentionally through daily work-related
activities (Radakovi¢ & Antonijevi¢, n.d.).

While governments can establish formal spaces for informal learning to take place, the success of
these is contingent on employees possessing skills/ abilities like information literacy,
communication and networking to exploit these learning opportunities (Mokhtar, 2020) which
would help them take advantage of such spaces. Considering that digital initiatives are new, formal
mechanisms would be more effective at equipping bureaucrats with requisite competencies and
adapting faster (Hofmann & Ogonek, 2018).

4.2. ldentifying functions performed by GP team members

During our study, we analysed the job chart to get an understanding about main tasks performed
by GP team members. Similar tasks were grouped together as functions to arrive at the main roles
performed by each functionary. Thereafter, we identified the key skills and knowledge that would
be required to carry out these functions effectively. These, together, formed the competencies that
were required by the functionary to carry out the function. Table 4 identifies the main
competencies required by each functionary to complete the functions mentioned in the job chart:
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Table 4: Competencies required to fulfil job chart tasks

Tasks done

KEY FUNCTIONS PERFORMED

PANCHAYAT DEVELOPMENT OFFICER

Administrative Function

1.The PDOis a GP level employee who is
bound to carry out the duties and projects
related to the administrative jurisdiction
of the GP in which he is performing his
duties.

2.To perform all duties/powers imposed
on him by or under any rules or bye-laws
made under the Karnataka Panchayat Act,
1993.

3. Adequate and timely implementation
of various rural development schemes of
State and Union Government.
4.Submission of monthly progress reports
to the Government, Zilla Panchayats (ZP)
and Taluka Panchayats (TP).
5.Implementation, monitoring, MIS
management of Mahatma Gandhi
National Rural Employment Guarantee
Scheme and compliance with all
Government directives issued under the
said scheme.

6.Management of Panchatantra and e-
Panchayat software.

Accounts Management Function

1.To perform duty as Drawing and Disbursing
Officer of GP Fund.

2.Shall be fully responsible for the
presentation of accounts and budget of GP
and preparing compliance reports for audit
reports of accounts of GPs.

3.To take action in respect of assessment of
tax and revision of tax of GP.

\ Communication Functions

1.Information gathering and
coordination with various departments
regarding implementation of programs
of various departments within GP.

2. Conducting general body meetings
and Special General Meeting of
Panchayat, Enactment of Resolutions.
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Key skills

Knowledge
required

Tasks done

7.Performance of duty as Appellate
Authority under Right to Information Act,
2005.

8.Maintenance of timely services.

Attention to detail, organisational skills,
digital proficiency and analytical skills.

Analytical skills, attention to detail, data
entry, numerical skills, organisation.

Analytical skills, written/ oral
communication skills, attention to
detail, organisation and coordination.

Awareness of laws, policies and
regulations, information about elected
representatives and digital awareness.

Accounts Management Function

1.Supervision of tax collection by GP

2. Scrutiny and reconciliation of electricity
bills of streetlights and drinking water
plants of GPs and due amount.

3. Maintain Mutation Register, Register of
Demand and Collection of Advertisement
Surcharge Taxes and Register of Issuance
of Licenses and Revenue Collection
Records.

4. Maintenance of register of income-
generating assets and records of revenue
collection.

Bookkeeping/accounting, familiarity with
local laws/ regulations, knowledge of
accounting principles and financial reporting,
banking procedures.

PANCHAYAT SECRETARY
Administrative Function

1.Management of service matters of GP
employees.

2. Scrutiny of Public Grievances, handling of
disposal of public opinion petitions.

3. Performance of duties as Public
Information Right Officer under Right to
Information Act, 2005.

Awareness of line department policies
and functionaries, digital awareness,
information about elected
representatives.

Communication Functions

1.To assist in other tasks assigned by the
PDO as pertains to GP functions.
2.Conducting GP Ward Sabha, Grama
Sabha, Standing Committee Meeting
and other meetings, recording
resolutions and enforcement.
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5.Maintenance of purchase book, asset
registers and inventory book of petty
purchases.

6.Maintenance of register of estimate

lists, measurement book of works, register
of works.

7.Management of Jamabandhi Program of
GP

Key skills Analytical skills, attention to detail, data | Attention to detail, organisational skills, Analytical skills, written/ oral
entry, numerical skills, organisation. digital proficiency and analytical skills. communication skills, attention to
detail, organisation and coordination.
(GG Bookkeeping/ accounting, familiarity with | Awareness of laws, policies and regulations, | Awareness of tasks performed by other
required local laws/ regulations, knowledge of awareness about citizen demands, digital team members, digital awareness,

Tasks done

accounting principles, financial reporting,
banking procedures and awareness of
schemes and policies.

Data Entry Function?

1. Receive all applications from the public
regarding activities related to the GP and
process them in the software.

2. Upload details relating to the

advertisement/ vehicle/ entertainment

awareness.

DATA ENTRY OPERATOR

Communication/ Coordination Function

1. To record answers to Vidhan Sabha / Vidhan
Parishad session questions related to
Panchayat Raj Department.

information about elected
representatives and bookkeeping.

‘ Administrative Functions

1. Maintaining Receipt and Dispatch
Book (Register) (RTI Time, etc.).

2. Preparing the report every month by
recording the bank reconciliation

2Since the job chart lists all the details that need to be uploaded by the DEO into the relevant software, these are not reproduced in the table for the sake of conciseness. Instead, the
key headings of data entry are summarised.
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Key skills

Knowledge
required

tax, GP properties, licences, receipts,
grants, donations, sale of properties,
payments, refunds, GP details, electricity
supply details, bank details, purchase
details, member details, water
connections, ward details, general
information, GP meetings, panchayat
profile and SHG details into the software.
3. Computerization of Annual Action Plan
of Panchayat Raj Schemes related to GP.
4. Entering information relating to SIRD/
MGIRD trainings, attendance of all
officers/ staff, tax collection etc.

2. Taking printouts of e-mails from
Government /ZP /TP to PDO /PS (Grade-1
and Grade-2) and SDA.

3. Assisting PDO / PS (Crade-1 and Grade-2
and SDA) to regularly prepare and submit the
most urgent reports from the Government /
ZP /TP to the higher authorities.

4. Assisting Panchayat Development / GP
Secretaries (Grade-1 and Grade-2) and Second
Grade Accounts Assistants to prepare
monthly progress reports and

annual budget reports.

statement— BRS information of all the
projects related to GP.

3. Managing e-administrative services in
respect of 43 services from April 2016.

4. E-mail (NIC Mail) to manage
information of Government directives
related to GP

5. Computerization of GP salary /
expenses related to works.

Digital, analytical, data management,
technical, attention to detail, time
management, organisation.

Communication, time management,
organisation, attention to detail, analytical
skills.

Attention to detail, organisation, time
management, technical/ digital skills.

Data entry, software operation, scheme
requirements.

Knowledge of panchayat operations, role of
functionaries, drafting, format for reporting.

SECOND DIVISION ACCOUNTS ASSISTANT

Communication Function

File management procedures,
knowledge of accounting principles,
relevant functionaries, computer.

Administrative Functions

Tasks done

Account Management Function

1. Preparation of Tax Collection and
Arrears, demand collection balance (DCB)
statement of GP.

1. To assist the GP Development Officer in
presenting the accounts and budget of the GP.
2. To assist PDO and PS to prepare action plan
for various schemes/programmes related to
GP

1. To assist the PDO and PS to prepare
utility certificates related to grants of
various projects/programmes.
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Key skills

Knowledge
required

2. Accounting of income from land and
building tax, water tax, fees, utilities etc.
to GPs.

3. Credited the amount/cash checks and
bank drafts which are collected by GP to
the GP treasury/bank/post office account.
4. Maintenance of cheque book and
passbook of all types of bank/post office
accounts related to GP.

5. Cash receipt and remittance book
maintenance.

6. Maintenance of double entry cashbook.
7. Maintenance of cash book, journal
book, general ledger.

8. Maintenance of monthly accounts, half-
yearly accounts, annual accounts.

2. Preparation of payment of salary and
traveling allowance bills of GP
employees.

3. Preparation of bills for honorarium,
lodging fees and traveling allowance of
Grama Panchayat Chairman, Vice-
Chairman and members.

4. Maintenance of documents and files
related to payment of chapter bills for
various schemes/programmes
implemented at Panchayat level and
preparation of payment vouchers.

Analytical skills, attention to detail, data
entry, numerical skills, organisation.

Analytical skills, written/ oral communication
skills, attention to detail, organisation,
presentation skills, project management,
coordination.

Attention to detail, organisational skills.

Bookkeeping/ accounting, familiarity with
local laws/ regulations, knowledge of
accounting principles and financial
reporting, banking procedures.

Communication Function

Accounting, budgeting, financial reporting
standards, format of action plan, knowledge
of schemes/ programmes within the GP,
software.

BILL COLLECTOR

Account Management Function

Panchayat payroll procedures, payroll
systems, financial policies.

Clerical Function (May be required in
the absence of a clerk)
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IE /XY - 1. Collection of taxes within the GP

1. Maintenance of daily collection book, tax
determination register, demand for water
rates and collection register.

2. Maintenance of demand and recovery
register of taxes on land and buildings, duty
demand and recovery register on vehicles.
3. Maintenance of Demand Register of
Entertainment Taxes and Register of Cattle
and related registers.

4. Category wise list of tax arrears should be
prepared as at the end of every year.

5. Preparation of arrears of tax due notice.

1. File maintenance regarding receipts
received by GP.

2. Maintenance of Receipt and
Remittance Book.

3. Responsibility for GP building,
furniture.

Key skills Communication, attention to detail,
organisation, problem solving.

Attention to detail, mathematical skills,
organisation, analytical skills, data
management.

Attention to detail, organisation,
mathematical skills, property
management.

(GG ECI Tax laws/ regulations, collection methods.

required

Water supply related Function

Bookkeeping/accounting, tax laws/
regulations, knowledge of accounting
principles and financial reporting.

WATER OPERATOR

Facility maintenance Function

File management procedures,
knowledge of accounting principles and
financial reporting, bookkeeping.

Communication/ Coordination
Function

LEH LI 1. To maintain drinking water supply
works to villages and water tanks
2. After filling the water supply should be
stopped.

1. Maintenance and periodic cleaning of
drinking water supply plants and hand pump
tube wells,

2. Progress maintenance of meter reading of
pump house in reading lecture every month.

1. To collect tax on water and to
cooperate with the BC in the matter of
tax collection.

2. Cooperation should be given during
the repair of village streetlights.
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Key skills

Knowledge
required

Tasks done

To be noted and minor repairs to be carried
out by oneself.

3. Village streetlights should be switched on
and off in the morning and evening.

4. Pump motors, hand pumps, tube wells and
pipelines shall be maintained manually
during repair.

5. Bleaching and phenol should be sprayed for
village sanitation, sewage cleaning.

6, Steps should be taken to fill the cow water
dams constructed in the villages.

3. Prevention of wastage of water in
publicdrains and in this regard the
common people should be informed.
And awareness should be given to
prevent unnecessary wastage of water
even in domestic use.

Technical skills (operating/ maintaining a
water supply system), attention to detail,
problem solving.

Technical skills (maintenance, ability to
repair), operational skills, manual work.

Communication, cooperation,
teamwork.

Water requirements in GP, how to operate
the water system.

Communication Function

1. Delivering dispatches of GP Office to the
concerned,

2. Distributing notices and pamphlets of
General Assembly, Special Assembly,
Village Assembly, Ward Assembly,
Janvasati Assembly and other meetings to
the concerned.

How to operate different systems.

SAHAYAK

Administrative function

1. Maintaining the cleanliness of the office.

Tax collection procedures, conservation
practices, community engagement
practices.

21




Key skills

Knowledge
required

Communication, organisation, time
management.

Attention to detail, manual work.

Concerned people at each GP office.

Cleaning and maintenance protocols.

Additionally, interviews with functionaries revealed that they were performing tasks above and beyond theirjob chart. The difference between what
was expected and what they performed was the greatest in functionaries like the PDO, PS and DEO. In the below Table 5, we have summarised the
tasks they are expected to perform, grouped as functions and identified the key skills/ knowledge i.e. competencies that are required by them to fulfil

them:

Table 5: Competencies required to fulfil tasks beyond the job chart

Tasks done

Key skills

Knowledge
required

COMPETENCIES REQUIRED FOR TASKS BEYOND THEJOB DESCRIPTION

PANCHAYAT DEVELOPMENT OFFICER

Communication Function

1. Manage additional charges of the other
GPs assigned.

2. Support other team members in the GP
office for everyday work and ensure their
growth.

Grievance Redressal Function

1. Resolve disputes between citizens when
approached.

2. Resolve disputes between elected
representatives during Sabha.

\ Goal Setting Function

1. Ensure the GP has a common vision or
purpose.

Organisation, time management,
attention to detail, communication,
mentorship, leadership, adaptability.

Active listening, conflict resolution, empathy,
communication, negotiation, problem
solving, diplomacy, decision making.

Leadership, communication, strategic
thinking, goalsetting, team building,
planning.

Operations, roles/ responsibilities of all GP
members, performance management,

Cultural sensitivity, conflict resolution
approaches/ techniques, rules/ regulations.

Organisational/ individual goals,
stakeholder expectations.
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PANCHAYAT SECRETARY

‘ Communication/ Coordination Function

LEH IO 1. Visit banks when required to settle bills.
2. Ensure Sabha minutes are
computerised.

3. Coordinate with team members to
complete scheme implementation.

Grievance Redressal Function

1. Visit field to settle citizen grievances as
required.

Key skills Financial management, communication,
attention to detail, technical skills, project
management, problem solving, time
management.

Active listening, conflict resolution, empathy,
communication, negotiation, problem
solving, diplomacy, decision making.

(GG Software, scheme information, banking
required procedures, team dynamics,
implementation strategies.

Communication/ Coordination Function

IEE LTI 1. Conduct field visits to verify scheme

2. Direct emails towards responsible
functionaries.

3. Attend implementation review
meetings online.

details (geo-tags) before computerisation.

Cultural sensitivity, conflict resolution
approaches/ techniques, rules/ regulations.

DATA ENTRY OPERATOR
Review/ Processing Function

1. Receive and process and share information
for public grievance (including offline issues).
2. Receive and process scheme documents
before computerisation.
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Key skills Attention to detail, technical skills, Information/ document management,

problem solving, communication, data communication, data entry,
collection.
LGOIV ELECI Scheme information, organisation Information systems, software.

required structure, mapping software.
SECOND DIVISION ACCOUNTS ASSISTANT
‘ Communication Function

LTS ICLC O Il 1. Assist other functionaries in tasks like
generation of Form 9 and 11.

Key skills Communication, technical skills.

[GUIWELEC Form details.
required

BILLCOLLECTOR

Decision making Function Crievance Redressal Function

LEN GO 1. Assist in deciding tax targets for the GP. | 1. Field visits to resolve non-tax citizen
2. Issue and negotiate commercial taxes. | grievances.

Key skills Communication, problem solving, Active listening, conflict resolution, empathy,
negotiation, decision making. communication, negotiation, problem
solving, diplomacy, decision making.

LGOI EEI Financial situation of the GP, tax laws/ Cultural sensitivity, conflict resolution
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required regulations. approaches/ techniques, rules/ regulations.

WATER OPERATOR
‘ Communication/ Coordination Function  Implementation Function

LEH O 1. Coordinate and manage other WOs in 1. Support implementation of water related
the GP. schemes.

2. Plan and implement water safety
during disasters.

Key skills Communication, planning, leadership, Communication.
adaptability.
LGOI Goals/ targets, organisation structure, How to implement schemes.

required disaster management.

SAHAYAK
‘ Communication Function Administrative function

LEH G 1. Assist citizens in accessing the correct 1. Prepare tea and snacks for the office.
functionary.

2. Spread awareness of Grama Sabha and
other meetings in the village using

speakers.

Key skills Communication, interpersonal skills, Culinary skills, cleanliness/ hygiene.
community engagement.

LGP Organisation structure, activities of the GP, | Food safety/ hygiene.
required local culture.
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Our analysis revealed that competencies across both tasks mentioned within the job chart and
beyond are extensive. Adopting the competency method allows us to evaluate the functions
performed by the functionaries, holistically. This method can be used at all stages from hiring to
employee appraisal to increase efficiency of development work in GPs.

However, while individual competencies are important, digitisation requires the involvement of
different actors through coordination/ cooperation. This would help overcome bureaucracy
constraints and improve e-governmentimplementation (Nurdin etal., 2014). Hence, itisimportant
to evaluate how the functionaries work with each other, as a team. The next chapter analyses team
competencies.
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5. TEAM COMPETENCIES

While individual employees can contribute to service delivery improvements, the most significant
gains occur when actors continuously interact and trust each other’s commitment to the group
effort (Andersson, 2004). Good teamwork enhances job satisfaction and commitment and reduces
the likelihood of attrition (Gould-Williams & Gatenby, 2010).

Numerous studies have evaluated teamwork and identified themes that are relevant to measure
team effectiveness. Salas et al.(2015) outlined critical conditions for teamwork such as team
members’ attitudes, behaviours, and shared cognitions which drive team effectiveness (Figure 3
below). Influencing conditions, such as composition, culture and context shape how well teams
function (Figure 4 below).
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Figure 3: Critical conditions for teamwork

Cooperation
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Figure 4: Influencing conditions for teamwork

COMPOSITION CONTEXT CULTURE
Members having a high team Procedures should be linked ulture should leverage team
orientation is ideal. Team to the team’s context. values and create a safe
members should be selected However, the overarching environment for voicing
based on task demands as organisation culture should concerns. It must embrace

well. uphold teamwork. similarities and respect
differences.

Similarly, Bateman et al. (2002) identified six themes for team effectiveness:

. Team synergy: A shared sense of purpose and identity.
. Clear performance objectives: Well-defined goals that are easily monitored.

. Skill training and flexibility: Training that ensures adaptability to evolving tasks and
flexibility to cover multiple areas of work.

Optimal resource use: Effective utilisation of resources.
Innovation: Continual improvement of work systems.
Quality: Maintaining high standards within the team.
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Further, strong leadership is a key factor that affects a team’s ability to complete tasks effectively
(Grillos et al., 2021). Additionally, goal clarity is also crucial as it promotes self-management by
allowing team members to better allocate tasks and work towards common objectives (Van Der
Hoeketal., 2018).

Applying these frameworks, the next sub-section looks more in detail at how functionaries within
a GP worked as a team and the team level competencies that were present. We focus on six key
competencies namely team dynamics, team stability, leadership, goal recognition, communication
style, and self-management.

5.1 Team dynamics

To understand perceptions of team dynamics within the GP, we first asked each functionary to
identify their team members and explored office culture that shapes their interactions. We also
investigated how hierarchy plays out in their everyday work and whether the functionaries felt a
sense of belonging.

5.1.1 Team recognition and effect of hierarchy

All functionaries were quick to identify their team members. Some even noted the difference
between permanent government employees (PDO, PS, SDA) and contractually employed staff
(DEO, Sahayak, WO, BC). In GPs that were larger in geographic size, multiple WO were hired to
performthe sametask (in differentareas). These WO identified other WO as a team since they work
together.

When it came to hierarchy, all functionaries consistently identified the PDO as the superior or head
of the CP suggesting that the GPs have a relatively flat organisational structure with all
functionaries reporting to the PDO. Although the Adyaksha and Upadyaksha were recognised as
heads when it came to citizen interaction, they played a limited role in managing office work.

The ‘protocol’ of hierarchy was learnt in two distinct ways, on the job and during trainings though
the latter was primarily available for DEOs and PS who receive formal training. All functionaries
shared that the protocol is followed strictly, and no one breaks it.

“When | go for meetings, | met others and learnt that things need to be done that way. |
learnt by doing the job.” —BC 4, Vijayapura

We observed many positive and negative effects of the hierarchy in the GP. On the positive side, it
created clear line of authority, defined roles leading to a strong sense of ownership of tasks.
However, negatives included delays caused by dependency on the PDO who was often burdened
with fieldwork, and a sense of inequality based on task differences, which affected motivation.

Analysis revealed that functionaries informally share many functions among themselves to
complete their work within stipulated periods of time. To understand how this sharing of work
took place, we tracked two tasks performed by the functionaries and compared them to processes
detailed in guidelines. These were:
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2.

The process of issuing a Job Card under MGNRECS (Table 6)
The process of developing a Perspective Plan to be uploaded on Panchatantra 2.0 (Table 7)

Process according to MGNREGS Annual

Master Circular 2024-25

GP approves list of eligible citizens and

work in shelf of work

Table 6: Process of Issuing aJob Card in MGNREGS

Process as was observed during GP visits

GP approves list of eligible citizens and work in

shelf of work

DEO receives application from citizen

DEO receives application from citizen

DEO enters the details on the portal and
issues dated receipt

DEO enters the details on the portal and issues
dated receipt

PDO reviews and the

application

approves

DEO uses PDO's login to approve the
application (through thumb login)

Adyaksha reviews and approves the
application

DEO uses Adyaksha's login to approve the
application (through thumb login)

Job Cards are issued and distributed
within 15 days of application

Job Cards are issued and distributed within 15
days of application

An important take-away from tracking the process of issuing a Job Card under MCNREGS is that
functionaries can move past approvals by using the login of a superior through their thumb prints.
For example, we observed that a PDO in a Kolar GP was willing to share their thumb print with the
DEO who would then go on to complete the task. Similarly, the Adyaksha was eager to share his
thumb printas well. In some cases, they shared that if the PDO was not in the office, they would use
AnyDesk to login from elsewhere. Functionaries said that surpassing this process made their work
easier to complete by saving time. They shared that with their high workload, they could not
perform tasks like verifying every data entry made and instead trusted that their team member
would not make mistakes. In turn, the team member making the entry would be careful to ensure
they don't make errors.

In the next case (see Table 7 below), we present an instance of GPs preparing a Perspective Plan.
Here, despite receiving necessary training, functionaries shared that they did not collect data in
detail and did not hold Grama Sabhas as required either. In this GP in Yadgir, citizens were not
interested in attending the Grama Sabha as they believed there would be little to no change in
governance despite mentioning their concerns. Citizens refused to share feedback after the plans
were floated for their review as well. In addition to this, the ERs did not attend meetings regularly
either. Taking matters in their own hands, the PDO decided to go ahead with the process and move
past rules by coping with resources that they did have. For example, despite having no cooperation
from line departments to share data for the indicators, they collected data from small sample of
households and entered the same. Similarly, instead of expecting the ERs to review the draft plan,
they reviewed it themselves and presented it at the final Grama Sabha directly.
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Table 7: Process of preparing Perspective Plan by GP team and ERs

Process of preparing Perspective Plan ‘ Process as was observed during GP visits

Functionaries, ERs and others receive
training Functionaries, ERs and others receive training

Committees are formed at village and [Committees are not formed at village and GP
GP level level

Data collected through indicators,|Data is not collected systematically and PDO due
discussions etc to lack of resources

Habitation and ward sabhas are held |Habitation and ward sabhas are not held

Plan drafted at GP level with timelines
and targets Plandrafted at GP level with timelines and targets

Committees review draft of the plan  |Review draft of the plan completed by GP
functionaries

ERs and PDO review the plan PDO reviews the plan

Draft plan presented to public in|Only parts of the plan presented to public in
Grama Sabha Grama Sabha

5 days given for citizen feedback No citizen feedback is collected

Only parts of the plan presented to public in
Final Grama Sabha for review Grama Sabha

Planis uploaded on Panchatantra2.0 |Planisuploaded on Panchatantraz.0

Hence, these informal processes allowed work to continue despite delays. This was particularly true
for DEOs and BCs, who exercised greater autonomy.

5.1.2 Sense of belongingness

Functionaries were quick to identify many positives that made them feel part of the team. These
included a shared purpose of serving the public, camaraderie during stressful periods of high
workload, and regular informal bonding like regularly having meals and tea together and
celebrating special occasions like festivals, events and birthdays.

“It feels like a family, everyone is friendly. Even if things go wrong, we get back together” —
DEO 19, Udupi

“PDO keeps us together. | think we serve citizens which is a good thing. We all do this
together”— WO 15, Udupi

Small actions taken by team members to share their joy or challenges had a positive impact on
team dynamics within that GP. For example, in GPs where meals were had together, we observed
values of equality, kindness and empathy. These values remained intact during moments of high
stress such as a superior’s field visits to the GP office or when conducting a Grama Sabha.
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5.2 Team stability

Functionaries were asked about how the team copes with new members joining or functionaries
leaving the office. We also enquired about the induction, onboarding and training processes.
PDOs and PSs are the most frequently transferred functionaries. Others were transferred only by
request. The transfer process remains informal based on vacancies elsewhere and availability of
funds.

No formal onboarding process was recognised by the functionaries; instead, they learned their
roles informally from colleagues. In a system where pre-service training prior to deputation or
transfers does not exist, this reliance on peer learning created an environment where "tricks of the
trade" were passed along rather than adherence to formal procedures.

For example, instead of learning about each step in creating a job card under MCNREGS, the new
functionary learns the informal processes followed by the office to complete the tasks that may
circumvent due approvals or checks.

“Everyone has a different speed of learning their job. We will have to train them. We give
practical and oral training. We depute them on specific tasks as well so that they can learn
while doing theirjob.” — PDO1, Vijayapura

“There is no transition period. They usually have a joining time, but they will be required to
join immediately” — SDA 4, Udupi

For positions such as the DEO, informal networks such as DEO WhatsApp groups, played a
significant role in facilitating this learning, especially across blocks and districts. DEOs are able to
depend on their networks to learn how to perform specific tasks or navigate challenges that they
encounter once they are transferred. New members typically learned on the job within15 days to a
month, with minimal disruption to office functioning.

All functionaries reported that new members typically learned on the job within1s days to a month,
with minimal disruption to office functioning. They also shared that they take it upon themselves
toexplain how to navigate thejob and in some cases perform the tasks themselves till the new team
member learns.

5.3 Leadership style

Given the importance of leadership for team dynamics, we next tried to unpack leadership styles.
To understand the leadership dynamics of a PDO, we explored three core aspects: interactions with
the block office, leadership for citizens in their GP, and leadership within the GP.

5.3.1 Interactions with the Block Office

PDOs frequently interact with the block office, especially with functionaries such as the Executive

Officer (EO), who are their reporting manager. These visits can be for different purposes ranging
from briefings about new schemes or to follow up on progress ofimplementation. PDOs were asked
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about their relationship with the EOs. Questions included those on support, trust, feedback and
autonomy.

All PDOs rated their EOs highly while responding to statements such as “My EQ is effective and good
at their work” or “| feel comfortable sharing my opinions even if | disagree with the EO” with a high
score of 5 or 4 (where 5 implies strongly agree). PDOs shared that the EOs are their first point-of-
contact if they need support from the block level and were approachable on phone through calls or
on WhatsApp as well.

“They [EOs] do everything well. 99% they do it right. For the last two years, we have been
constructing different things through NREGA and the EO came to visit and were shocked to
see how well we have done. During the block meeting, they highlighted our work and told
others to come and see how we've constructed these buildings.”— PDO 3, Yadgir

However, PDOs also expressed the need for more support, given increased expectation from them
due to the introduction of targets for welfare schemes that are set by the district or block office. This
support was particularly needed in managing workload and handling pressure from actors such as
elected representatives — such as ERs, Members of Legislative Assembly, Members of Legislative
Council or Members of Parliament. They also appreciated help in dealing with threats and support
on how to tackle pressure and skills for negotiations.

5.3.2 Leader to Citizens

As a leader for citizens, PDOs identified that responsiveness towards citizens’ needs and queries is
of the most importance. They shared that citizens come to them with different queries ranging
from water issues to that of roads or streetlights. PDOs emphasised responsiveness, fairness, and
the need to manage public expectations effectively as important factors. Moreover, dealing with
citizens’ grievances, especially in tense situations, they believed entailed also explaining their
limitations while still acting with honesty and speed.

“There are many tasks to do, and we face a lot of technical and implementation issues. | often
sit with them to explain things, which makes me question my ability and think about how
to improve their situation. It's challenging to make them understand our restrictions, and
they often don't understand. | can't always convince them, as it's a common issue.” — PDO
13, Yadgir

No PDO reported having a formal procedure to locally manage issues citizens. Instead, they
reported handling issues as they arise, often creating opportunities for citizens to engage in direct
conversations with them. However, based on our observation, routine grievances such as water
connection issues or land conflicts rarely reach the PDO. These matters are typically addressed and
resolved by the PS or DEO before escalating to the PDO.

5.3.3 Leadership withina GP

GP functionaries were quick to assign high scores to their PDO being supportive, trusting and caring
about their opinion. They praised PDOs for their ability to handle conflicts and be supportive in
navigating challenges, make decisions under pressure and lead by example.
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From our observations too it was also clear that team leaders such as the PDO (or in their absence
the PS) play an important role in ensuring team dynamics and stronger office culture.

In GPs where the PDO had multiple responsibilities or was frequently absent, we observed a
vacuum in leadership. In regions that had higher access to resources (such as own revenue or better
offices), functionaries stepped up and supported each other. Over a period of time, in context of
frequent PDO transfers, functionaries have developed a strong bond among themselves. In
contrast to this, in regions with low access to resources, functionaries did not step up which caused
significant delays in their work.

“When it comes to handling people and making decisions, even if the task seems impossible,
he will push through and make it happen.” — GS 16, Udupi

“She takes proactive steps and excels in follow-up tasks. She maintains excellent attendance
and rarely misses office days. This is a good example for how we need to behave as well” —
DEO 12, Kolar

Broadly, two factors played an important role in defining how the PDO acts as a leader:

1. Involvement in building capacities: In most GPs visited, PDOs did not actively engage in building
the capacities of their team members. However, where this did take place, such as by
explaining how portals work or whom to contact for particular queries at the block level, it
improved bonds between the team member and the PDO and as well as the agency of the
team member. They were more confident in getting work done when the leader was not in
the office, thereby reducing delays significantly.

2. Engagement with ERs and citizens: In GPs where PDOs were more engaged with citizens
through Grama Sabhas or with ERs in the office through meetings, we observed that the
other functionaries found it relieving. They shared that they are grateful to their leader for
managing public facing tasks as it was usually daunting to them. They feared conflicts and
had not been trained in managing this either.

5.4 Goal recognition

Goals provide a direction for a team’s work and defines everyday steps that can be taken to reach an
ideal outcome. To investigate goal recognition among GP team members, we asked all members to
share what they believed their GP worked towards. We attempted to identify similarities across
team members and tried to investigate whether functionaries knew why these goals were in place.
Interestingly, goals varied across functionaries. Senior functionaries like the PDO’s or the PS’s, goals
were more over-arching and development-related such as better sanitation, water provisions or
easieraccess to resources for agriculture. Junior functionaries like BCs or DEOs, however focused on
scheme-specific targets.

This lack of unified vision suggests that the Annual Action Plans (or GP Development Plans) did
not inform the functionaries’ goals or vision. This was interesting because the GP team is a mix of
local and non-local functionaries. While this should help the team understand citizens' needs and
shape their goals, it hasn't had that effect.
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Additionally, no specific goals were identified for disaster preparedness, even in flood-prone or
drought-prone GPs, with functionaries relying on top-down directives during emergencies.

On a positive note, GPs consistently prioritised village development goals over improving their own
office conditions, even in GPs lacking basic infrastructure such as good buildings, toilets or regular
electricity.

The below ‘word cloud’ (Figure 5) displays common goals that were mentioned to us.

Figure 5: Common goals mentioned
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We observed another phenomenon that functionaries who had to perform ad-hoc tasks were often
less clear about the purpose behind their tasks. This was particularly evidentin PDOs and DEOs. For
example, one PDO was asked to submit details of work completed under a scheme from 10 years
ago. The PDO had no idea why these documents were required and where to find them as the staff
from that time had either retired or left the job. The PDO themselves had only joined this GP three
months back. They shared that this kind of confusion was common, as they were frequently asked
to relay information to their superiors, without understanding the reasons behind it. The
introduction of new schemes and services further contributed to this lack of clarity regarding the
goals communicated to team members.

5.5. Communication style

Communication plays an important role in ensuring smooth coordination takes place within a GP
team. To investigate this further, we asked functionaries to provide scores on how content they are
with factors like approachability, respect, trust among others. We also investigated how team
meetings take place to understand spaces where they can learn and share responsibilities when
required.

All functionaries rated their colleagues highly for approachability and trust. This included sharing
information or sharing workload when they are sick and unable to make it to office. Further, they
trust the information that they receive and do not have to verify it for accuracy. They feel that their
opinions are heard and respected by other team members and that they can share their thoughts
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and opinions freely in the office. We observed the same during our observations as well. Values we
identified among team members included trust, respect, clarity and confidence.

When we looked into how team meetings were conducted, we found that none of the GPs visited
had regular team meetings. Meetings were only held when needed, usually once every two weeks.
The meetings were presided by the PDO who outlined how particular tasks should be completed
and assigned the work among team members. According to the PDOs, team members were
encouraged to share their thoughts and discuss their current workloads to ensure no one was
overburdened.

“There are no weekly meetings because we're all in the office and can easily share information
through casual conversations. We conduct a monthly meeting without fail for urgent tasks.
These meetings are crucial for problem-solving. If issues persist, informing the PDO directly
results in immediate decisions and plans to resolve them.”— DEO 11, Vijayapura

Districtand block offices also hold meetings which PDOs or PS are required to attend, accompanied
at times by the DEO. These meetings mainly focus on reviewing progress or introducing a new
scheme, or updates to existing platforms. Often held online, they tend to be impersonal in nature,
with unidirectional communication from the superior to GP functionaries.

5.6 Self-management

To understand how functionaries manage their own tasks within the team, we investigated three
aspects of self-management: how they set daily priorities, how tasks are divided among team
members, and whether they have the autonomy to design and implement unique solutions to
challenges they encounter.

When it came to setting priorities, all functionaries shared that they focused on the urgency of the
time-bound task. This urgency was typically determined by their superior or rules of the policy. For
instance, closing complaints on the Sakala platform within a stipulated time frame or submitting
details of how many toilets had been constructed under the Swachh Bharat Mission in this financial
year were considered urgent as they had to be updated as per the policy guidelines. Functionaries
also shared that failure to complete these time-bound tasks would result in penalties that included
being reprimanded by superiors, receiving show-cause notices, or being called to the block office
foranin-person reprimand.

“As soon as | arrive, | will prioritise community work and address people’s problems. After
that, | will handle urgent tasks such as documentation and other work related to my reports,
starting around 3 PM.”—PDO 7, Vijayapura

In this context, functionaries shared that tasks that are important but not time-sensitive often take
a back seat. These include activities such as spreading awareness about new services that the GP
will offer or conducting surveys to identify community needs before the Grama Sabha.

Functionaries typically split tasks among themselves when the task is straightforward or less
complex, such as field visits to assess a water issue or measuring a house for tax purposes. However,
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for more complex tasks that require supervision, the PDO steps in to decide how the work should
be carried out. Functionaries mentioned that tasks are assigned based on individual capabilities
and strengths, rather than strictly following the job chart. This informal division allows the PDO to
ensure tasks are completed effectively. Regular updates are provided by team members, or the PDO
follows up as needed.

“Yes, | sometimes share [the tasks] with Data Entry Operator, and Bill Collector when it can
be completed quickly. When we were conducting a survey, there was a lot of paperwork, so
the Bill Collector and | divided the work and completed the task.” — GS 8, Kolar

“We divide tasks among the team, but | often handle them myself. When the task is huge or
we are under significant pressure, | seek assistance from my colleagues” — DEO 9,
Vijayapura

We also explored the autonomy functionaries had in solving problems. Interestingly, over 90% of
the interviewed functionaries believed they lacked autonomy. They shared that for tasks that need
to be completed within the office, they had to strictly follow rules and would be held accountable if
they deviated from the guidelines.

However, our non-participant observations tell a different story. We observed that functionaries
often had the necessary autonomy to solve challenges independently. By bending rules (as was
described in Section 6.1 above), they were able to use their own knowledge and techniques to
complete tasks. Autonomy was most exercised during fieldwork such as checking household or
commercial taxes. Take the example of a panchayat in Yadgir where the PS exercised high degrees
of autonomy in resolving citizen grievances as the PDO was occupied with managing another GP
office and making visits to the block office. Rather than collecting letters or applications for issues,
she resolved them on the spot by asking other functionaries (including the Sweeper) to help her
out. However, during our interview, when asked about whether she had autonomy, she claimed she
did not and always followed the orders of the PDO. It was clear that there was a lack of
internalisation of the autonomy that is present among the functionaries.

Inthe next section, we study incentives, both formal and non-formal, as they play animportantrole
in the ability of functionaries to perform at both an individual level but also collectively.
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6.INCENTIVES

Incentives can take various forms in an office such as financial perks, paid vacation and non-
financial incentives. Since non-financial incentives help boost team cohesiveness, our study is
aimed at identifying how these can improve the functioning of bureaucrats in the GP. These
incentives go beyond monetary rewards, addressing employees' psychological and emotional
needs. They motivate positive behaviour, enhance work morale, and reduce turnover, thus
improving team functionality (Manjenje & Muhanga, 2021). Wages alone may not be sufficient to
drive higher levels of productivity, but non-financial incentives can encourage employees to putin
greater effort (Ibid.).

Based on a review of literature, a range of non-financial incentives have been identified (Gould-
Williams & Gatenby, 2010; Manjenje & Muhanga, 2021; Turkyilmaz et al., 2011). For ease, these can
be categorised as follows:

o Recognition and Feedback: Providing regular feedback and recognising achievements can
motivate them. Additionally, the renewed awareness about their success and failures helps
with better goal achievement. This recognition can take varied forms including verbal praise
and awards like ‘Employee of the Month.

o Performance evaluation and Development: Regular performance appraisals offer employees
constructive feedback and can guide decisions relating to salary increase, training,
promotion etc. A clear career development path is crucial to boost productivity. Moreover,
training apart from ensuring that employees possess the required skills thereby boosting
self-confidence also helps keep employees invested in the work they are doing. It also makes
them feel valued since it gives the sense that the organisation has invested in them and their
future.
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o Work environment and flexibility: A conducive work environment with adequate ventilation,
seating, lighting, and resources enhances productivity. Involving employees in decision
making and offering flexible work options further boosts morale.

° Organisational culture and team dynamics: Offices which prioritise teamwork and
collaboration foster a positive work environment. Engaging with unions and promoting
respect between management and staff contribute to stronger organisational culture. It also
increases feelings of respect and leads to a more positive work environment.

We investigated non-financial incentives such as recognition, feedback, equality in promotion and
opportunities to grow through training.

6.1. Findings on non-financial incentives

Functionaries at the GP gave high ratings when asked if they receive feedback and appreciation for
work done well. However, upon deeper inquiry, we found that the concept of ‘feedback’ is often
confused with ‘praise’. Feedback goes beyond praise and is meant to highlight areas for
improvement and help functionaries identify the competencies they need to grow professionally.
Leaders like PDOs or PSs rarely provide this type of holistic feedback. Instead, they offer verbal
praise or acknowledge hard work during team meetings in front of other team members. Initiatives
like ‘Employee of the Month’ remain rare but are highly appreciated by the functionaries.

“When | reached the targets and did more work in NRECA than anyone else in the whole
taluka, the PDO appreciated me.”— DEO 19, Udupi

“They [leaders of the GP] need to give us more support. They need to understand what we do
and give us more support. Every year the education department celebrates Sarvepalli
Radhakrishnan's birthday and this motivates the students, especially for SSLC exams. We
need more this. This might help motivate them and get them to do more than what theirjob
chart says. This will help identify who is doing well too.” — BC 8, Koppala

We inquired whether functionaries understood a career development path. While all functionaries
understood the pathway for career growth and promotions, many did not believe the process was
fair. Several shared that to become a ‘government employee’ (such as the SDA, PS or PDO) they
would need to pay a hefty bribe to superiors at the block or district level. Functionaries were quick
to share stories of others who advanced faster than their peers through such means. They shared
that the value for a government job remains high for reasons such as stability, acceptance and
upward social mobility.

The next aspect of non-financial incentives that we explored was training. Although every
functionary mentioned receiving some form of training (see Figure 6 below for types of training we
identified), they all expressed a desire for more training opportunities. Our findings highlight
RDPR’s leadership in offering unique training programs through the ANSSIRD (see Box 2 below for
aglimpse of how visuallyimpaired PDOs are trained). Functionaries strongly agreed that more such
training programs would help them do theirjobs well.
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Figure 6: Types of trainings a functionary may receive
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Box 2: Training that a visually impaired PDO received

A visually impaired PDO in Yadgir was thrilled to share his experience of being in
service with us. When asked what training he has undergone and how he benefits
from them, he said, “I first received training from National Association for the Blind
and Mitra Jyothi are organisations that train us on how to use computers but this was
before | joined as a PDO. After joining, the department at ANSSIRD trained us. We
received training last month as well. We also got accessibility training at
Administrative Training Institute, Mysore. We were told how to use the computerand
keyboard right from scratch, taught Kannada alphabets, MS Word and Notepad,
Excel and internet with Gmail or website. The experience was hands-on”.

The PDO also received regular training programs such as pre-service or in-service
refreshers. To elaborate on this he shared, “| have got all the training that PDOs
normally receive. They give a demo and that time they use a mouse to explain it. |
can'tuse it, so | ask directly, and they explain everything.”

The PDO then shared that he also receives regular support beyond training. He
added, “We have a team at the state level who helps me. | have a friend who is at the
SIRD as well who helps.” Sometimes however, he acknowledged that the government
takes time to roll out training programs. During this period, he learns from other
colleagues or government orders and guidelines.
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Overall, functionaries shared that in-person training would be more effective rather than online
sessions, as they often get distracted from everyday work during virtual trainings. Some
functionaries, such as DEOs, BCs and PS expressed the need for improvements in-person trainings
moving past theory to more hands-on and actionable sessions. This would enable them to apply
the lessons they have learnt in their jobs. Additionally, functionaries felt they would benefit from
soft skills training, including managing citizen interactions, negotiating with elected
representatives, and improving communication with line departments.
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7. RECOMMENDATIONS

The RDPR Department has made significant strides in ensuring citizens in rural Karnataka can
access a wide variety of services through GPs. Furthermore, these services are increasingly
accessible online, enabling citizens to track progress and stay informed. However, for these services
to be effectively delivered, GP functionaries across the hierarchy must be well-equipped with the
necessary individual and team competencies to manage their evolving responsibilities.

We observed that individual competencies differ based on the functionary’s role in the GP.
Moreover, certain roles such as those of PDOs and PSs are provided more training opportunities
when compared to others such as BCs or DEOs. Systemic factors such as vacancies, workload
distribution also result in some functionaries taking on more tasks outside their formal job
descriptions, often without the necessary authorisations.

Beyond individual competencies, it is essential GPs function effectively as a team. However, we
found that regular team meetings are uncommon, and responsibilities are decided based on
deadlines rather than a consultative, structured approach. Additionally, ERs are rarely consulted on
community needs, despite their critical role in governance. While a culture of kindness and
empathy exists within GPs, it can be further strengthened to ensure functionaries remain
motivated to serve citizens effectively.

Based on our findings, we offer the following recommendations, aimed at improving both
individual and team competencies. These suggestions are intended to serve as a starting point for
the department to further investigate the challenges and design suitable administrative reforms.
They also take into considerations existing limitations such as political pressures, overexercised
hierarchies and staff shortages, among others.
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7.1 Individual competencies

7.1.1 Redesign and Circulate Job charts: Job charts for various functionaries need to be reassessed,
given the evolving role of technology in service delivery. Current roles and responsibilities must
reflect tasks that require collaboration among multiple functionaries rather than assigning them
toasingle person. Further, job charts should also acknowledge that functionaries may want to work
together during peak workload periods and should clearly outline accountability in cases where
tasks are not completed. Future oriented job charts can help prepare functionaries for changes in
work processes and mandates. These charts can be distributed during their pre-service and
refreshers training and displayed in the GP building for public awareness on functionary roles.

7.1.2 Enhance PDO training: PDOs spend considerable time in the field or attending meetings at
TP and ZP offices. This limits their engagement with the team. When they are in the office, they
only engage with their team to ensure tasks are completed on time. Efforts should be to reduce
fieldwork for PDOs and allowing them to focus on team management in the office. PDOs should
also receive training in leadership, communication and team building, and learn how to provide
guidance to their team members and help direct them to problem solving in a crisis. They also must
be introduced to the importance and technique of providing feedback diplomatically as well.
Effective leadership skills including regular feedback and performance evaluations are important
for the team’s growth and development.

7.1.3Improving learning resources for all functionaries: Beyond PDOs and PSs, other functionaries
depend heavily on informal networks to acquire knowledge and skills that can support their
everyday work. The RDPR department, along with support from ANSSIRD and Karnataka State
Rural Development and Panchayat Raj University should develop structured learning materials for
functionaries. These resources can incorporate a variety of pedagogies and curricula ranging from
asynchronous material to YouTube videos and live interactive courses conducted over short periods
of time. Learning modules can also incorporate gamification to make training more engaging by
improving access to learning resources, the department can enhance institutional knowledge on
how services can be provided to citizens efficiently. As was recommended by Public Affairs Centre,
training calendars and matrices must also be made available where possible (PAC, 2022).

7.1.4 Improving engagement with ERs: In GPs where ERs play a more passive role, effort must be
made to integrate them into decision-making processes. For instance, ERs can be involved in
producing the Annual Action Plans, helping prioritise community teams. This requires joint effort
from both, the functionaries as well as the ERs. In their respective training programs ERs and
functionaries can be trained on how to engage with each other while recognising their respective
roles and limitations. These joint efforts will foster better working relationships and improve
governance outcomes.

7.2 Team competencies

7.2.1 Introducing off-site trainings for GP as a team: Currently, there are no joint training
programmes for GP functionaries and ERs. In rare cases, only PDOs and Adyakshas are invited to
attend specialised trainings. There is a need to introduce regular off-site training sessions for the
entire GP team, allowing both ERs and functionaries to understand their roles, responsibilities, and
goals without distractions of day-to day operations. Offsite sessions also offer an opportunity to
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foster collaboration outside of established GP hierarchies. These programmes can be used to
introduce new ideas on topics such as raising own-source revenue through joint efforts.

7.2.2 Introducing regular team meetings: As noted earlier, team meetings are currently conducted
only on an ad-hoc basis when urgent tasks arise. There is immense merit in introducing regular
team meetings, conducted once every two weeks. This would allow team members to review
completed and pending tasks and ensure everyone is aligned within GP’s goals. Rotating the role
of the moderator can help break hierarchies and provide agency to all functionaries in the team.
These team meetings can also be used to provide feedback where required, share local
developments, recognise outstanding contributions and foster a more engaged and cohesive
team.

7.2.3 Introduce group reflections after major events: Reflection sessions especially after major
events was missing from GPs. Led by PDOs or PSs, GPs can be introduced to these group reflection
sessions where every member is provided an opportunity to share their experiences. This provides
anopportunity to learn collectively and ensure mistakes are not repeated in the future. Forinstance,
a group reflection aftera Grama Sabha can help in determining key goals and also understand what
could have been improved.

7.2.4 Emphasise empathy in the team: While most GPs, function like a close-knit family during
regular operations, this dynamic often changes during high stake-events or crises. To build a
stronger sense of empathy within the team, training sessions can include active listening, open
question-hour, feedback opportunities, and the practice of considering different perspectives
during team training meetings. Prioritising empathy would take the department many steps closer
towards fostering norms of deliberation that are built on equal participation (Mangla, 2022).

7.2.5 Fostering Cross-GP Collaboration: While peer-learning within a team is present and there is
existence of informal networks, the department could consider facilitating structured knowledge-
sharing between GPs. This would help spread successful practices and be an important learning
opportunity for newer or less experienced staff.
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ANNEXURES
Annexure 1: Phase 2 Questionnaires

Panchayat Development Officer - Questionnaire in English and Kannada

1.What is your name?

A, BHTeRD?

2Whatisyourage?
A, SOHR), OR)?

3.What have you studied? (10th, Pre-University College, Computer course, degree)
e O eaz;%abd S7eBQeD? (10:3e, o, 806@6&30‘ BRETE, DTY)

4When did you join the job? What was your first posting as?
e ayecsen BT, FeDHV? A, BT Fpes’, AroHh?

5.1f not for this job, what would you be doing?
83 BUR QVNTT, Aexh O B 3QeD?

6 What does a regular day at work look like? What tasks do you do?
BORIT OIY) Ter SENTT? e 0o SoabeMFRY ot 3ed?

7. Can you try to remember the last time you used the Panchatantra Portal? What was the task
youdid?
e BoBB03,) Jpee3resr eﬂdg( BRI 2590 u@&dﬁ& I BFe aj,oi)é%( AL A SENIIN)

AT JoohrTeD?

7a. Where did you learn to do the task?
8&%3@( BB ek O 3O3ReD?

7b. Did any other functionary help you in doing this task?
B8 &oi)?dxig( Srerew 23eT 035 Te F90DE ATE BB AT BFad SyeBrrgdabe?

7¢. Did you have to upload or approve any documents? Were the documents ready before you
uploaded them? How did you prepare the documents?

ey Adro)ae a‘a&asaboaa‘mfaig( pfeieer oEese BT IRDIReDTIBe? Jey)
@@ﬁ@d& ¥R ORI JPTL m&éwoaﬁrﬁ% (%zgmﬁdoi)e? e mmdrﬁ%’aﬂ.& oen
&cgs&&aaea?

7d. Have you received any specific training for using this portal? Can you tell us more about this

B pee3res @5.2( WP ey Aroy)re aaa—-g éddeécﬁ)@( 56‘5@&080?? QW3 W7} e
St e, asw@( BeFVBRVTIC?
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8. Assume you had a challenge with a new scheme and need support from the Taluka Panchayat
office. When was the last time you went for this and what was the challenge?

ey BRI 0eeRdI0dRoDN TDew, BRoDYED D) Tvwed Boweohd® Sefeddhod
230200 23eB) 0T BUNIRA). VBT, N Jecd) B ab 3007 BeeNT) cdromen D) BT ORD?

8a. Who all did you meet there?
08 Q) Qimdsg( IARXIplatallels

8b. How did they help you solve the problem?
éd)ﬁéoi)ﬁg( BOBOTED BITD AN Tt SHoad BTD?

8c. Once you returned, how did you solve the problem yourself?

) O3DHNB S0BT, Jeade T, BerT DOBOLYD?

8d. Have you received any training to learn about scheme implementation before? Was it useful
foryou?
19,0. 03,0eRT 01 DI 7} SPTDER YD Aeed) ST adrod)e B0efed SBHRET? Ath

At eusadnsTeNTade

9. Assume you have received information from TP about a new scheme that provides vehicles to

collect waste from each house. Do you have an existing scheme like this?
33 DIWoB a?éz%dﬁg( TOM)TL) TIBINPRY, BNV TR cdeeSab 1} deey TP

avod dmaoé”}o:bﬁg( @eé@&&oea AOW) N, e B De3ad @&%degd)d oiraeesﬁo:b@(
ﬁ@o&@fzm?

9a. Who will you coordinate with in your office to spread awareness to the citizens?

~eriB30 0% BT A, Z3eDALY e Airto 0B I 0 TIRRAD?

9b. How will you monitor their work? Will you call for regular meetings or some other way?

09333 éoﬁd@ e dert e 30 Wr3eD? ey AoDDB TNV xhme 23ed
Oed0he) BBadndeve?

9c. How will you coordinate with the WCD department like ASHA workers for this scheme for
training the women drivers?

D&Y WSO 3T3e3 LRI B8 A3RERIMIN ) 8T9 Soodherdadraddodmd WCD
Qe7e8503 00 Bert I, 0brie ¥D3ed?

od. Have you received training to learn coordination with other functionaries before? Was it
useful?

ey SpTen 23T FoodheZeOnwe ot Feh3,0b3, 3Oy STSed SBEOYeT? VT
guBAdnsTaNTode?
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Panchayat Secretary - Questionnaire in English and Kannada

1What is your name?

A, BHTERD?

2Whatisyourage?
A, SOHR), OR)?

3.What have you studied? (10th, Pre-University College, Computer course, degree)
e O eaz;%abd S7eBQeD? (10:3e, o, 806@6&30‘ BRETE, DTY)

4When did you join the job? What was your first posting as?
e ayeczen BT, FeDHV? A, BT Fpes’, areHh?

5.1f not for this job, what would you be doing?
83 BUR QVNTT, Aexh O B 3QeD?

6 What does a regular day at work look like? What tasks do you do?
BOTTO md)‘aﬁzs O @eNDBT? Aeed) adyoes FooDENTRY, oD 3ed?

7. Can you try to remember the last time you used the e-Swathu portal? What was the task you
did?
DY) V-, D) Fpee3res @d& BRI 2390 ao%éc%dodg( SIED, BRYLD a_)od)% VVBTE? Ne)

AT JoohrTeD?

7a. Where did you learn to do the task?
8&%3@( BB ey O 3O3ReD?

7b. Did any other functionary help you in doing this task?
B8 &oi)?dxig( Srerew 23eT 035 Te F90DE ATE BB AT BFad SyeBrrgdabe?

7¢. Were the documents ready before you uploaded them? How did you prepare the documents?

e eﬂ@rﬁvaﬁg( e9feie et RT IPTE m&éwow‘rﬁ% (%tgmﬁdoi)e?&’)ed) msodmﬁ._)(
men &cgs&&aaea?

7d. Have you received any specific training for using this portal? Can you tell us more about this

B pee3res eﬂég( WIT ey areYde ADES, éddeéobxig( DBOReT? QW3 T} ey
Iort &, aﬂdﬁg( BeFVBVTE?

8. Canyou try to remember the last time you prepared a GPDP and uploaded it on Panchatantra
Portal?

8a. Canyou tell us the process of preparing a GPDP?
ey BRJad wed GPDP & c%cgaé& DA VB, DowB03) Fper RO varFded

SBTR), FSAED ZPY B JBITTe?
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8b. GPDP AZBB1E 3,3,0HabR, decd) Sabrt 3RabIoe?

8c. Who all did you discuss the plan with when preparing it?
oifaezsdojmg( &d@ﬁ&?\bmﬁ ecd) et ot 23e3e dQeD?

8d. Did you present the plan during the Crama Sabha?
MeTIoDY) 0eeRds HoBAQeTe?

8e. What was the response you received from citizens attending Grama Sabha?

M TN ToRTIT Fon03003 Aed) BT &30 ORD?

8f. Where did you learn about the GPDP process and did you receive training for this?
BB Tg)adhod 77 ey OO BO3RED @) BB, N Jecd) STed SEHQeve?

8¢g. Do you feel you could benefit from any other training programmes for improving GPDP?
BIBIDTY, DP0Tw aePyde QST Ioed FIDEFDNPOT )  030eR

BBADVTD DOTD) AET) I SET?

9. When a new scheme was last launched, assume that you did not know about the scheme but
had to meet targets like X number of households covered by Y date. Can you remember such a
situation? How did you find out details about the scheme?

9a. Who did you go to for these details?

B &6 ) FPFONTN T3TeNITON, At &,ea wrt 39BN STS Y B008R0T
SBOIWLS X Foal, BEVOWNVOBHB rHOMYRY BT,LIED 0D B0k, ©03
BOABNRY, D) FSAIZPYRBTE? el ITCMVRY, e Berf SoER0BYED?

9b. B ISTALMEN ey AreT P TeeNQed?

9c. Who will you go to in case of any problems?

adrecdcie Fbarie! SowEBO Jeed) 03reT w9t @eerh3ed?

od. Did you receive any training for this and has that been helpful?
QBB N Jed) Ao ce sdzjeéabdg( 2BDQeT D) T JHeohBaeNSade?

Data Operator Interview - Questionnaire in English and Kannada

1What is your name?

A, BHTeRD?

2Whatis your age?
A, SO @),?
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3.What have you studied? (10th, Pre-University College, Computer course, degree)
e O @C,%Od.)RS S7eB8eD? (10:3e, o, 806@’/&6830'7 BREIE, DTD)

4 When did youjoin the job? What was your first posting as?
ey ayecsen BT, FeDHD? A, BT pes’, drodch?

5.1f not for this job, what would you be doing?
e BB B3 BUR BT DATT, 23eT Ao BV TR SL0.?

6 What does a regular day at work look like? What tasks do you do?

A, ASB BUT BENDIT? ? ey ayoe3 VTN, et 3ed?

7When was the last time you had to upload details of all the NREGA Job Card holders into the
MIS and some of the features of the MIS had changed like where to enter data?

e BP0 7007 NREGA &) 25003 5T TR m&&m@( MIST eofedet SalR0
DR MIS 3 BOR) WBUTB FeITENY amaoamag( OO STeDA3SD?

7a. How did you learn to use the updated MIS?
Update e383 MIS 93 20¢en Qe Bert s0b3ed

7b. Assume the MIS keeps hanging- is there anything you can do to fix the software?
MIS hang NG S0 e&ABRE),- B8N TogF 50 B, FOBBIL O oD 3ed?

7¢. Some of the forms are incomplete/ have wrong information filled out- what can you possibly

do in this situation?
BOP) TN @‘-’cg/asaf/émdd D903 A0oDT F’oodzj%‘deg— e HOX VBVRD?

7d. How will you check that the data entered into the MIS is free of errors?

MIS 1} SRDAT Bee3d) Brem BNBWING 0w ey Bert B0 dedD3ed?

7e. How has your training helped you complete data entry?

@3ee3o a%obég( RO DN DT, BT3B AN BN VH0D J9BT?

8. You have been approached by some citizens who have not received some benefit that was due
to them under a new scheme. You do not know anything about this scheme because it has just
been launched.

8a. What details of the scheme do you need to know so that you can help the citizens?

BRI deeSod Babd Srt w85ezeNg B ©,03eRTNYRY, BEDT FOY) FnOzD
QD VoBBEIWT. B AdeeRIab i AT O 39BY HZ0BT }BIY, wber
©9,80)BNT B8 FOBEW B0 DT eLoe3aNTod?
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8a. 9ori0s0 Swaad BB cdeenSod aredE ITTNYRY, Aee) SPTHBERY IeR?

8b. What sources can you use to get this information on your own?

adroa SN PoT BdANYRY, Jeed) F,03® WHDSeD/w0h3 D3ed?

8c. If you are unable to find the information on your own, who can you ask?

080N Idez)3 &ddﬁ%}s& BB mc%mride QYN oimddg( Be3ed?

8d. If the information you are getting is conflicting, how will you decide what information is
correct?

Qe FEAADT Tob0ky VVDBFETINGT, BT ‘Frob FO' Q0T Fert Jea
AP DT ZeD?

8e. The citizens are getting aggressive and are accusing you of lying to them, how will you handle

this situation?
D) NERT 0db3 @ﬁd)aﬁmd)cgod) pigleldsiod) &’)d)éﬁg( BRea 0B JODIWSTN,

03T FoTIE DY, Tert AyodbDd3ed?

8f. Has your training helped you get these details/ given you tips on how to help citizens?
A, 330D B3 ISTTMFRY SBoDew At SHeod BB/ Fends0r Tert Fwaod

SRRFHD 20TV BB AT SOBMYRY AeBiode?

9. A new scheme has been launched and the application forms are not in your office. You need
access to the forms so that you can upload the data into MIS.
9a. How will you find out where to collect the forms from?

BRI oiraeasﬁmbdg( $9,00TTNT D) 9B ISR I, Se3edahe) Q). ey MIS T
demd@( 95l et S10BL) AR e nen &,85e3a3 eméécf)d.

92. PoFFNYRY, Q0T TorjdeIeBomd Jeed) Tert 0B dnded?

9b. How will you know when to collect the forms?
PoTFENYRY odreeyen ForeTesedd oot A Tert SPan3T?

9c. Who will you go to in case of any problems?

ey Be BRI BoBIEBY Aeed) 0drod R TeerH3ed?

9d. Has your training informed you of who your supervisor is and in what situations?

A, eD,232TBT) oD ENA) 0o FoTIENTO A, STeedain ATt 3LdTIade?
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Annexure 2: Phase 3 Tools

Questionnaire for the GP level functionaries

1.

General Questions - ToEI9=; BT R

What is your name?

A, BITeR?
2. Whatisyourage?
A, SOHR), OR)?
3. What have you studied? (10th, Pre-University College, degree —additionally computer
course or any course have you done)
D) O méc*’\)oﬁ S7e8Ze0BHA0? (105, S0, BB - Ted)BOdy=N 805/;)6630‘
BRer DABT Bpes's BN Se0)
4. Whendid youjoin thejob?
ey adromen BT, FeODO?
5. How were you recruited?
e Bert LTI, Jeariold?
6. Were youdoing something else before thisjob?
IS / B BLDE, FeDS FRTe 3eT QBT BUR STRSQTL?
7. Whatdoes a regular day at work look like? What tasks do you do?
mdm?\%mﬁ A, BVTB OII0 TNDLIBT? Ao O BOTNYRY, oD Sed?
a. Feer AJEF %
b. T3 Deedort %
C. IR0, /5307 Jerds Fhab %
d. DVUNY AT BE %
e. 2 08 SoBTSTR oD T2 %
f. ﬁdﬁéd/aoﬁﬂ" 33 %
g. Are there times when you have to work outside of the working hours as well? Can you
giveane.g.?
ey BOIT IDT TeTBNAde BV erefesed JoreIenPdade? v
eBVBTE?
8. a.Thereajob charts for your work? What are your tasks according to it?

A, BOITB, 2593 230E3°F AW 0de? TV FBoT ), FoabeNTeD?

b. Whatare the activities you do that you feel are not part of yourjob profile?
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A, 259 2IEFE I NNy DOT) IS A3yec3 zéwdaf&é/éoﬁﬁ?ai& Ne)
oD 3eT?

Team dynamics - 3033 B ;70c3’,

9. Whodo you consider to be a part of your team? And Why?
A, BOTT gFerieyeN oimdd& e BONedD3eD? @) ©B?

10. What are some aspects of the office culture that make you feel included and part of a team?

3e3eD0Y) adyexd 3o 7’\)056‘)303.) ©03NWD JD,D, 30BT enaeN werieoBde
O[T SWeBDIBT?

11. Who are your superiors?

QA DevBFBMED aireth?

12. How did you learn about the team hierarchy?

3e3eD0d B yorbria / Bjeesod T3 ey Tert O3Qed?

13. Doyou think team members strictly follow this hierarchy? (Probe: breaking hierarchy)

30363 msﬁzsda B8 @esﬁabdg( BED VEIY,N RDTOD BT 0D ey 29I SeT9? (SeS:
BIToDNBSIY, SwOdnFT/ SO TODITD)

14. Who makes the decisions in your team? (Probe: to divide tasks/ problem solve)

A, BoTEO it ATOFONYRY SrCHERWTT? (SIa: vabenvRy Ae3Ten/
R, 00y, BOBOTELY)

15. Canyou give an e.g. of a task and how the decisions relating to it were made?
2000 T0hf DA VBB, ToORIT &)m?drﬁ@dg‘ Ber BIINT DOTD), NER) 00T

VT NEBLDTE?

Leadership Style - 500033, T ;O

16. Onascale of 1-5 where 5 is Strongly Agree and 1 is Strongly Disagree, please rank the
following statements:

1-5 3,238 5 TN WATT DAY 1 WVTIN W) PV BTTT edS, BabIed), B¥NI
BePBNY, T)eedesd:

Strongly Agree | Agree | Neutral | Disagree | Strongly Disagree
5 4 3 2 1

a. The leadership in my GP is very effective and the officer/staff is good at their work.

S, M BoeIod3ohY  TeabhBZ P Dowe  BOHISHZOWNND DI
©850/32) 0BNRW B, BLITTA BVSTTNDTIT.

b. |feel motivated by the officer.
JodD RT20M0T &edBTeNTFe 20T I0IITER.

c. Theteam leader/officer divides tasks well.
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17.

18.

. The PDO/Sec follows up on the progress of work so that all tasks are completed on time.

B0BT BB/ PFO FoabNYRY, vBDayeN JonBHTT.

3083 BoBD/ QB Fechmedad FISahIY BNower} SreBPIHBOT ov)

BOINY VST R TIR RS

e. The PDO/Sec trusts my work.
BoBTB IWW0BD)/ 9S00 RSQ( 8065@ S039T.

f. Ifeel comfortable sharing my views with the PDO/Sec, even if | am disagreeing with
them.

VoD SoTT BWoTBT/ WHBONY WVTOD .3 0FAe IB, VSHNRW oD I

)z59,0DNYRY, 03B YL S STTNDST.

g. Ifeellike the leader cares about my opinion.

B0BT BoBD/ WRBONW ST WVTLT W} Fo¥E SWTIT D0W) IS

BADBE.

h. lam able to work independently and make decisions about how to do my work.

D FIoITN [, FUSDRY Berd ForkieBowwdT Wi ITIFCHVRY

SrichBEeYe mrjﬁmméd’.

What does your team leader do well?
A, BOTT SWROBW)/ PTIONH aiyecS IRDLTY evBSTeN Soade ATFoTIT?

What could they do to make your work easier? (work distribution, more support, problem
solving etc.)

A, éoﬁd@( DRIV 9TD O WBVBD? (BURTT JIBTE, IS o,

ﬁdﬁé 20®93 ‘IQB_&?S&)

Goal Recognition: 7H0 ARDIEDIB:

19. Whatare the 3 main goals you are working towards at the GP office?

M, Boe3aadh3 Be3edade) Aeed) B oBDE 3 Bway rHOMHD odreay?

20. On ascale of 1-5 where 5 is Strongly Agree and 1 is Strongly Disagree, please rank the

following statements:

1-5 &0 5 wOTN AT DA 1 WOTIN W) PV 8TTT e, BabIed, B¥NI

BeRBMYY T)ecdes80:

Strongly Agree Agree | Neutral | Disagree | Strongly Disagree
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5 4 3 2

a. We have clear team goals.

BoBmoN TRy 53, ORIV, BeodFeS.

b. Iknow exactly what work | am supposed to do.

VoD 070 BVTVSIY, SereIeBomD ST TN SVHT.

c. Everyonein my team knows what work they are supposed to do.

S], BoBBODE &) S0der) Orie T ayed BVIBY, Brereedond 39VT.

d. Sometimes | do not understand why the work | am doing is required.

BOZP, DD BT BUR OF 23e&) 0T SN FE DYDY

e. Couldyou explain when you felt you did not understand the task you did?

NeQ) RT3 8&%3&1& e) T BBRYUTNY 0T Ae) AT ﬁodw?daig(

AROTVDTeE?

Coordination/Communication Style - With the Line Department: JI&)s,0/J0SES 2)’663 -

RBY/ &, Botd £ ot Boodr:

21. Onascale of1-5 where 5is Strongly Agree and 1 is Strongly Disagree, please rank the
following statements:

1-5 &0 5 wOTN WA T DAY 1 WOTIN W) PV 8TTT e, BabIed, B¥NI

BePBNYRY, T)eedes0:

Strongly Agree Agree | Neutral [ Disagree | Strongly Disagree
1

5 4 3 2

a. Everyone in the office is very approachable.
Be3edod caomddfg( DOIDN BODIETVBR.

b. Ifeelrespected and heard when | am speaking to the other people in the office.

ﬁéd dméaig( Q708300 B BeLIBRRJIW ST B3, MPTS 20D LoD,

c. My opinionisvalued in the office.
3ejedabhO I, vy, abh3d, &3 @3

d. Itrusttheinformation my team members share with me.

SR SoBTBD I3, 001 B0IBAW,S Syeb3oh, Foxh SowIes.




e. lgetall myinformation from my team members and do not need to go elsewhere.

;38 eariééci)d)d NP dnaoéobasg( 5@ 30333008 BBBeR DB BB, N
dede ﬁfaerﬁajea)ﬁom.

f. 1 canshare my thoughts freely with my co-workers.

IR I, SLReIRTIVRY, I, SBERAN R 0B F8TIN BodEeYRBITD.

g. Iflamunwell, all my coworkers in the team are very understanding.

eﬂmd/aeriéd AN ALY ﬁaﬁi sadfazseﬁmb WBY PETRERRYST.

»  If ' have to take leave due to personal reasons/ sickness, the department is supportive
and understanding.

30033 adm/@mdraeﬁé&od Jod TF  IBrichBeyesed  <[owmlrdo,
.8.2./5900rB AR BeST0BBER 0B 23000 eBSIT.

22. How many weekly team meetings do you have?

DIVBO O, BB B A AAIS?

23. Are the meetings fixed or do they take place whenever the need arises?

IR ANDBETINDH BT 0he ime NS dmen SBadvdsode?

24. Do you think meetings help to solve problems? Why?
TINRLD GLBINB DI) GBS BB DO e T SeT? OB?

25. If you have to contact a team member, do you prefer reaching out over phone call, f
face-to-face or WhatsApp? Why?

ey B0BT ITITY, FowBdeTeIe5oBT, pex’ 3T, Snaomnd vgae
WhatsApp 0d5o)38, 6363253 e 3ed? OB?

26. How many people in office do you need to coordinate with to do your work? How
do you make sure work finishes on time?

AR, BOTSIY, SreBew ey SededabY 0dreded Lp3rt Beoweedd SrelBeyRed?
2T00meN JHabhd, FOAN FOT SWNWBNBT 0T, Tert IBBRIZRW),3eD?

Self-Management: J,000 IS¢ B5:

27. How do you decide which tasks to do first? (e.g. in the morning/ every evening)
0503 BooDENYRY SRV Serdeiedond Jed Tert IFFOD3eD? (pvwe. 91 / 3

002d)

28. How do you divide the work in your team when there is high workload?
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B4~ BURT BT BTN A, FoBTO BORTRY Bert Borddowy3ed?

29. Do you decide for yourself when to involve other people or are the tasks allocated in a
group?

@3(56@( ayecyent BT, FeDIBRY IS0 JdecSe AZr O 3eT e
BT M0ITY SoodheNFY, JonBeuerhdcdodee?

30. Are you given the freedom to come up with unique ideas to solve problems, and
implement them?

SRDINYRY, BOBOTeD DR BFYIFY, SeobeniSrie FIw I,
eedpedSrvke 0Brf 20 AT 79,803 S, dedeaNdabe?

If yes, do you discuss your ideas with your team?

B Q0TITT, A, 3e1peISNERY), A, BoBTP 00T ee3eDSeT0?

Incentives: c."’gjg))ea?wa;ﬁri%b:

31.Onascale of 1-5 where 5 is Strongly Agree and 1 is Strongly Disagree, please rank the following
statements:

1-5 &,e°3Q) 5 wOTN AT DA 1 WOTIN W) PV B8TTT e, BabIed, F¥NI
BePINY, T)eedesO:

Strongly Agree Agree | Neutral | Disagree | Strongly Disagree
1

5 4 3 2

a. | get regular feedback from my officer about my performance.

Sx 0bedTFBHoh DOB03 Iy, ©DZOMWT  APAITN  T33ad
BB IDIeS.

b. Igetpraisedifldo thejobwell.
VoD BOTTY, BLBezeN BT FoD B BoT bR, BEAIWBES.

c. |feellam recognized for the work | do.
S], BOITIY, HH3DSIToR) 2T0IDBES.

d. Iknow what my career trajectory looks like.

S, 3)3BeTIT Bd TeNT 20t SIF 390T.

e. There are fair rules in the office for promotion.
2BMeN 823ed0hY T9,ah AN AoHTDRVE.

f.  In my office, people who perform better are rewarded more than those who do not.
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S, 363, euBhmeN SoohEATELDTTOM, TeBTSON0T Fed), BT
AeBUINBT.

g. |feel everyone in the office is working to the best of their abilities.

3eJedab Z3ade)Te 3, ma)c;szgsﬁ 38,03 BURT JBDSWIT DOTW) TV
PIID3E.

h. There are opportunities for training and development that help me do my work better.

SY, BOISR, euBD@eN B IJHeadh DedB STeSed DI ©YB)Q
LIDZIBNVS.

i. My office environment feels like a family and | know my coworkers are always there for
me even if | face personal problems.

TR 0038 BDIMVRY, SHOITTe IF [y, ILeeTRLAND IR
N, 00 @dFT 20t B 39D ) 33 3D BOVOP) 20T BEVOTOS
FORTHBE.

If answer to b/ cis Strongly Agree/ Agree: Can you remember the last time you were appreciated?
Whatdid it look like?
b/c 1§ ev3TR) dw\da‘aﬁ &Qﬁ/ﬁd)béa‘aﬁdwdz e BP0D 30 dnsigﬁ dddc’g NI

S3dT0ade? odrec FoTeae,N @) e9md HeNI)?

Team Stability: 3033 :‘\2(33:

32.In the last one year has your team composition changed? Who came and who went?

Y3 ST A, 0BT FodeeRds WBeNBode? adradh 20T D) Beed?

33. What have been the effects of the change on your work?
QBO0TN A, FVTT DeeS WBIITE D BOFIMFeRD?

34. How many new people have joined the office?
OR), D0 B JweN Sededrt FedwTB?

35. Is there a transition period for the person who is leaving to handover/ finish their work?
ééd 5053@( BD0BOT/BVNTEL, BOR VRS dééﬂ" R0T3EN 93 EIade?

36a. How do new members understand what work needs to be done?
3OJ/MONY a.)rj DR K)’dézsd) ®mert 3OANET?

b. Is there a formal onboarding process?
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BOTB, BITN FeBE B 0BTD) 90 SMeF e e B3O LTS,
B 0DBRY, L) BHe303T03 3)0h acsode?

37. Whatis your salary?
3D, QB TFeBITeD?

38. Is there anything else you would like to share about the office or your work?

3e3ed FTe A, BORTT 7T ) B0IBRY, L 20D @50( eNIBTR dandzade?

Additional questions asked to the PDO along with the above questionnaire:
Leadership Style - 50033, T ;O

1. Onascale of1-5where 5is Strongly Agree and 1 is Strongly Disagree, please rank the
following statements:

1-5 &, 5 TN AT DAY 1 WVTIN W) PV BTTT e, Babded), B¥NI
BePINY, T)eedesd:

Strongly Agree Agree | Neutral | Disagree | Strongly Disagree
1

5 4 3 2

Relationship with taluk officers: Qméa‘aoi)s'deg, oD 9DFON e 0DAS Jo0F:

a. My EO are very effective and are good at their work.
ﬁdd EO @32503 BOHIHB0 DB S, FOTTO GVBTINTYT.

b. |feel motivated by the officer.
Jod ¥RZ0 0T &edBTeNTFe 20T I0IITER.

c. Thetaluk officer follows up on the progress of work so that all tasks are completed
on time.

FoRA® 9PNSOAD FoOAD @rﬁé}(ﬁ)ﬁ& esNowery DI BOT Q)
BOTNY VST LTI RS

d. The taluk officer trusts my work.
ToRB BRB0 dﬁd éoﬁdxﬂ.& SoEa3.

e. |feel comfortable sharing my views with the taluk officer, even if | am disagreeing
with them.
Jod) Towed wRZONY T wIDFde Ip, [DRWeodr

SR 0DmhNRYRY, BoIBRY,W SSM 8T NDST

f. Ifeellike the taluk officer cares about my opinion.
TR WQT0 dﬁd £92)e59,003 7 F9T BRTIT 0T IR WADST.

g. lamable to work independently and make decisions about how to do my work.
S BUII, wert i Wi DD JZoZmoN BUT B

QRFONYRY, SrTHBR ) IS TG TrH3ST.
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Leadership within office: 3e5eD0ode) Fo0h83;:

Has block officer changed recently? if yes, who do you like more and why?

2393° RT0 Ve WBeTINTIBADIE? BT DOTTT, e oi)‘adaﬂg( ed), Aa DR SeD
DD OB?

What could they do to make your work easier? (work distribution, more support, problem
solving etc.) Can you give an eg.

A, 8&%3&1& DO ITL TD O BVBD? (BUR JIBTEH, T3S o0,
ﬁdﬁé 203 @mzsﬁ) VT IBTEH NEBVITEC

4. Onascaleof1-5where 5is Strongly Agree and 1 is Strongly Disagree, please rank the
following statements:
1-5 &, 5 wTAN AT DA 1 WOTIN W) PV BTTT e, BabIed, F¥NI
ﬁe@éﬁ?ﬁ& Z)ee3e504:

Strongly Agree Agree | Neutral | Disagree | Strongly Disagree
1
5 4 3 2
a. I make sure that | divide/prioritize all the tasks that need to be completed.

TBPRTRVIIFIT N 805/&0&)?&9@( esdémr\bmd QonadzseNg
QO wﬁéﬁ&&ém%@eﬁ.

b. lalwaysask someone how much work they have before assigning new tasks to them.

03500MB3e BRI 5oém§d& 03B IRTew 9RO aa’% BOTIT QO VoD
Bed3e.

c. lcontinuously follow up to ensure that the work is completed on time.

SHobd, OWN  FUT  TPFMANITR,  ASSTBIERYL TR
AC0BTZN NpADIeR.

d. Thereisa procedure for doing the work and | do not like it if people deviate from the

procedure.
BOR FTBL 2,01 FoOLE AFIRIT DR R @dﬁg( 36335'1)@(&) St @@mm@aoﬂ.

e. Forthe team to work efficiently, it is important for the leader to be strong and

controlling and for the employees to be a little afraid.
30BY) BOHINT0N BVT VB, PRSOAW 350( BOIJ  F0DENYD

UZDNDIYD, JoBID, ALoZDID  Forte emdrazseﬁmb J,0,
B0 DIZ) D dna)émﬁd.

f. lallow employees to be flexible in how they are doing the work, if there are personal
problems.

euEReNRPn &,0bdd IDINOFO FUITY SVITIY, PDTY TLoDZAYL
Fo) DD 33 ..

g. Inmeetings, | make sure everyone gets a chance to speak/share their views.
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5.

Leadership in the community: IS0Tooh B Foah33;:
6.

JINPY, F30802)0ne SeSTBW, D, WDTYADNYRY, BOWBRYL) VD5
ANJYTBIY, ToD BIBBIBRRSeES.

h. Italkto my employees before making any decision that affects them.

S, ouBRENANY et @0meh Vedha adyeriie APr BT, SHTBERRNYS ST
VoD BT 0D STeBRRD3ES.

What are the 3 things that make you a good leader/officer in the office?
Be3eB0Y AT, BVSD Fo0DE/BBFDDTYN ETIDE 3 IR Adyee)?

What are the 3 things that make you a good leader/officer for the community?

JBTHTY AT, [, BVBD D0 E/HZDDTYN TIDE 3 J@ALNL Adre)e)?

Canyou give an e.g. of how you solve problems of community members?

RBVTLTO IBT ISP, Jeed Bert SO0BOTDSeD? eutze dedwae?

Are there any procedures you have set up to make it easier to solve the issues being faced by
the community?

VAVTIDY)  ADODSDHS ﬁd)ﬁémfﬁ& DoYmN BOBOTD Ney) a)ae
&oi)&f)mdﬁ?d& TR ODDAT?

Coordination/Communication Style - With the Line Department: I&)s,0d/JoSBS 2)’663 -
@33/ e3 o Bmeed, ot Brolr:
9.

On ascale of 1-5 where 5 is Strongly Agree and 1 is Strongly Disagree, please rank the

following statements:
1-5 3,00 5 wOTN WATT DA 1 WOTIN W) PV 8TTT e, BabIed, B¥NI

BePBNYRY, T)eecdes0:

Strongly Agree Agree | Neutral | Disagree | Strongly Disagree
1
5 4 3 2
a. Everyone in the line department is very approachable.

BT/ ;7 BTt r SHOLFBODE B 303102, Tx, FoBSFTVRRD.

b. Ifeel respected and heard when | am speaking to people in the line department.

SR, BT BT/, RUeLHTD BePIZRNID IIF Beey PIT D0
PIID3ER.

c. Myopinionisvaluedinthe line department.

@36/&5’@‘ QeT0830308 dﬁd )53, 35 V3.

d. [Itrusttheinformation the departmentshares with me.

Qeresiad SRR, 007 BoLBRWD et bR Do JoewBes.

e. lgetallthe information | require from the department and do not need to go anywhere
else forit.
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;38 eariéécbdad NP amaoéoimg Fod RUelod IBAZBeS DI BTB,N
eSedodue @aerﬁaﬁeaﬁg.

f. lcanshare my thoughts freely with the officials in the line department.

API) ﬁaﬁi esdfaezéﬁrwag( BT/, wuesiod TN ol SwacmeN
BOIBRY DD

g. Ifl have to take leave due to personal reasons/sickness, the department is supportive
and understanding.

30033 b—admﬁ@od/@mdraeﬁé&od Do 8% BrdhBeYesed JowmIrdo,
RT0NH/R2) 08 3000 JedZ9T.

10. How do you contact members of the line department if you need their help for some work?

g0y BURAVT Al TBeadh eHBT AeR) VBT, NPT FBICRY, Ferd
RoBIERDAD?

11. Do you have regular coordination meetings with the line department?

Qe RIT/e3 7 2er803,0dN AHDBTIN Ber,ob BV, BoodReTs?

Focus Group Discussion Tool
Case 1: Preparing GPDP
Bex 1: BB (M, Bowaohef @2‘35.)@, odeed) &qa&?\b&)é

1.  When were the GP members elected?
MY B0 mdméddg( adveen 6503)6 DBETIONI)?

2. When was the plan prepared?

oBpe olaEman AGBBRIIND?

1. Whoallin the team contributed to making a plan

e ABBBTD B0BREY 03590y BBBOITR?

3. Canyou describe the process of making the plan?

03eeR3 0y B0dredmHE &3)0h bR, JSOTOT?

1. How were the problems in each village identified? Was there a survey
conducted?

)3 TBFRION DI Berf HH3D0? IFee IBTewoNSe?

2. Was a participatory rural appraisal done on the field?

)3 BRI 39NTT 1Me,cheed BT 03 SBASee?

3. How did you finalize the objectives for the next 5 years? How many meetings took place
to finalize objectives?

BVORR 5 IR BV eBNPY, Bert SOMe3IIND? GLTFeBNYRY, VIS FeTio PTen da), T
SBDS?

4. Was there a coordinator appointed for tasks involving different groups?
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QB HORYNHY SN YR, AT TN To0dReRBTY, Seehd SrorderoNSe?

5. Were elected representatives involved in making the plan? How were they involved?

030eRs B0dreORDTY) LTS B SIPNL BRBNIBROBTT? Hert ITeod yeBT?

4. How were the goals of the plan defined? Who assigned the goals within the team?

ddeeadod MONYRY et APcOTUadb@? ddeerSad MOMYR) JoBBY ayed
ARBRRPIBD?

1. Iseveryonein the team involved in the setting of goals?

rOORYRY, AGFORDTO dOTR BoTTS ToeiQoBTTe?

2. How often do you meet as a team to discuss challenges and progress on the job?
BOTT ZHNS D) TN FIFT e BoBeeN da), 2300 2JeedadyoNQD?

5. Was there training conducted before the process began or during the process?
3,300y &9, B0 SRt BB &)3)0Hab ITHHTO STeed0bD, IBTwNSe?

1. Was the training sufficient to conduct your tasks?

A, FODENTRY, AT DD STeied TozaNSe?

6. If your task is dependent on another person, how did you coordinate? Did you face any
challenges? How did you overcome them?

A, TOODE LT IDIYHTD VST dééoj) et dperdaeNmen, Jed) Tert JI,0
FoBD0? Ao Be Vezeenniwh aroeN3e? @@ﬁ%’xﬂg( Ber oA O?

7. What kind of problems arose when making the plan? How was this resolved? Can you
give any two examples?

e SodedBY oded wricdh IDIMAWD QWTITDY? & JSDINYRY,  Tert
BOBOTTAZ? OTW) YVTIBTHNE), NeBIMTIE?

1. Were there any problems when considering different viewpoints from different
groups? How was itaccommodated?

QG  rhoYrivord ded Bed T)dBeeSHYRY, SOneddaer avedde IDIMW
QWTIBIYN? TR, Bert YBBIBR Y ToS?

2. Who did you go to when problems arised?

535)5@% 0N ey 0reT WP BeeNQeD?

8. Did your GP functionaries team remain constant throughout the process?

A, GP 9BB0MR DB A2, 08 B0T) 3,3)0Hd BSSHADTO FBoggpear eyoNalyeNZTe?

1. Ifitchanged, who was transferred and why?
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©BTO 015900BTR WBINTFT, 133D, D) HF Bree ATBUADZ?

2. Did the change affect your work?

WBTIREB ) éévﬁcﬁ Deed BOT) Ded3e?

9. If there was something you could do to change how your team worked, what would it
be?

A, BoGE BUT ITINIRY, WBTITED OTBIR [RGB TFARGT, T
HTNDAR?

1. Ifyouall had to do something to improve enthusiasm, what would it be?

B0BT YUY BB, B3R ey O BT STereIeR) 0B VTS, T OTNDSZ)?

Case 2: Social Audit for MGNREGS
BeTF 2: OX.e30°.0.83.0. ToR D3 303

1. When was the last Social Audit conducted for MNRECA?
AOR’.30°.Q.23.0 T 9233 B0 3e S EpF0d 390r advocsert SBDRY?

2. How did you plan for the audit?
202e0I3MaN ey Ber AdeedS S800?

1. Who all were involved?

i pleldpkAriglenpigiajests

2. How was the data collected?
dee3o Bert o dTINR)?

3. Were there enough personnel to conduct the audit? Did you take external support?
(volunteers)

66%&050&)@ SBTD ToBR), am@cgd?mﬁé oo SrichBeolRevs? (F,ahoTTeSID)

4. How long does data collection and collation take?
BeeFo FOM)BE DI FOBOURB, OR), Thab HBOIY?

5. Is there a coordinator to schedule meetings with different stakeholders during the
audit? (locality meetings for example)

203N BHADHO IIT BOBNY 27oNTTT BeINHD, adeedTeD FodReRdBITT?

6. Are elected representatives involved in the process? Which part of the process are they
involved in?

DT FSAHND BT T30hohY) JHeadh TeBTT? T e JNBY JHooh
BBTD?
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3. How were the goals/ targets of the audit decided upon? Who assigned them within the
team?

oL o%ri%’/ oUZGEBNYRY, Tert APerdTUdh@? SoBBY adyed YY)
ABEOITD?

1. Iseveryonein the team involved in the setting of goals/targets?

O%ﬁ%?/emcgeéﬁ%ﬁ ANOBEDBO B0TT ey FBJTR Iwood SreB33de?

2. Do you have autonomy in conducting the audit? Can you take initiatives? If yes, can you
tell us with an example?

30 %eoﬁojmg( SBTeD T9,0h B3 T adee? ey dnomrjﬁrwag( SrddeduBree? T
QOWIRT, emmadﬁodoﬁg( BeLLIMTRE?

4. Did you receive any training to support the conduct of the social audit?

TV RS B0BevIad IBJe 0dre)dde STeeSobRY SBLReT?

1.  Was the training sufficient
303e8 TN ode?

5. If your task is dependent on another person completing their tasks, how do you

coordinate? Do you face any challenges? How do you overcome them?
A, FoabE V3T dééod) BJIT eeS T0AATT, TTRLN Tert B,0 Syer3ed?

09I TBTR BTIWNPRY, AT SeT? &R BT Fert TpT0HO?

6. What kind of problems arose when doing the audit? How was this resolved? Can you
give any two examples?

B9 IBDN oo édsﬁérﬂm& ADOIND? ea@m?xg Der 0DOTTANB? TR
emmadﬁrwd& BT ?

1. Who would you go to when problems arised?

ﬁdﬁérﬁw 20WIN e 3593 WP BRerH3eD?

7. During the public hearing, how did you coordinate with other departments involved in
providing work in MNREGA?
ToTFRAS JFTHD JDLTY, MNRECA e980de 80%5@( WBNDS Je3eT3Y, V3T

QeTe83Me 00 Jedd) Tert FF,00 ToHRDD?

1. What kind of problems arose when working with them? Give us an example.

9STR O BT RPN AR 5&3?;#%6 ADTITY)? erumaﬂde—a”obaig(
BpBOT?

8. During the public hearing, how did you work as a team to ensure that all requests and
grievances were heard?
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TIDERAT QFoTHD JDDTY, v eBF DHF) DoDHBEATINYRY OTUINT oD
BoBweN Bert USBEIBR0BO?

1. What were the challenges faced by the team?
30T OWOIT JeenniyesDd?

9. After the public hearing, how were the grievances addressed? Please explain the
process with two examples

TODERAE  QITHAD [0SV, WOWZRTINYRY, Teri DOBOJUD? T
PVDIBTHENYRY, B,3)0D BB JSODIT?

1. Who did what part of this work? How was the work delegated?

03593 0dr9ES INT BUTSY, S BBD? BT, Bert AodeedTeToddES)?

10. Were the team members’ constant through the process of the audit?

883 &3)0d SwNodwBSBrie SoBW ST weNadyeaNGde?

1. Ifno, how did that change affect your work?
©OTT, B WBUIDH A, FOITT et BOFH) Ded?

11. If there was something you could do to change how your team worked, what would it
be? A, 30T FoahE AT LATT ceeS ecSeorTe TIIANTED mcjéci)aacgd 9T

OFNDHER?

1. Ifyouall had to do something to improve enthusiasm, what would it be? 30B3
3083 LV, 65@( B Ve e aaﬁa@( BT Srered 03 AZT, 9T
OFNDHER?

Observation tool for the FGD:
F’odoé 3R eBIND

(to be filled after the FGD is completed on the same day and in as much detail as possible)
(FGD @pesemie 08 S03T e9ide DIT Torie r'\—>‘-3(,_32563?6&.—-52j A3TmeN Ryowied)

1. Who spoke the most?

o ple)) 6&%2, DBVIRTD?

2. Did every team member have an opportunity to contribute?

3033 @)30asew) Orte B, BRI deBew ST BISe?

3. Was there any fear of speaking up? Did anybody hesitate or was anyone cut-off while
they were speaking?
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0190 MTTe SIBTTBELY L90RS RSEL? 03700BTR BIIBNIGBEL H0oROTTe IBD9 @ddd&
AVEIER] docjé 3dT3e?

4. What words stood out to you the most? What words were most often used when it
comes to teamwork?

W3 BTAD D Ted), aRFoew3TY? BoBTeN owen 0dread o“’odﬁ%}ﬁ& 23N
WBTTR)?

5. How did the leader engage? Did they help moderate the conversation and give a chance
to everyone to speak?

BoBT SV0TIR Bert BRBNABROBR? ﬁoma’ﬁoja@ DoBTeEF B VB B
20N IreBT B @d&?ﬁdﬁ& éfaag ge?

6. Were there any unusual parts of the FGD? Any sounds, distractions, laughter, shouting
etc

FGD RSQ mdndédomcﬁ M /903NKD %zdode? adroy)e @a@d, mﬁé, 3IE3 @mﬁ@
BoRYWOTIe?

7. Was there sufficient time to conduct the FGD?
FGD SBd3ew mSE’% JDobI3e?

8. Any other observations about what makes this team work well/not well?
83 308 VBN F20DE D LAT /AT VTT 77 oY Te ST e&dd’mﬁdﬁ@d&

Bo&3e?

Non-participant observation tool template (1 week observation in GP)

Guide to the document:
Notes are made for each day. Within each day, the following are notes:
1. Notes taken —these have time stamps and track what has happened in the GP office
2. Observations notes made —these are my observations of what the office is like and what
has been happening here with respect to goal recognition, leadership style,
communication and coordination, self-management, incentives and team stability.
3. Experiential data—these are notes about what | was feeling at the end of the day
Day1 (Date—Day, Time slot)
Actors present:
1. Notes taken

2.0Observation notes made

Goal recognition:

Leadership style:

Communication and coordination:
Incentives:
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Self-management:

3. Experiential data

Similar entries to be made for each day spentin the GP

Annexure 3: Geographic and socio-economic profile of the districts selected in
Phase 3

The information in the below table is based on data obtained from the GoK website.

District Vijayapura (GIETY Koppala \ Yadgir Udupi
Division Belagavi Bengaluru Kalaburagi Kalaburagi Mysuru
Location North South-East North North East South West
Population 21,77,331 15,36,401 13,89,920 11,74,271 11,77,908
Number of
villages 692 2092 639 >19 267
Number of 156 153 123 158
GPs 211
Number of
Urban Local 15 6 9 8 5
Bodies
Literacy Rate 67.15%. - 68.1% 51.83% 83%
Number of
Banks 1 2 15 12 2
Number of
3 1 23 10 -
schools
Number of
. g 2 2 14 7 =

Universities
Number of
hospitals ! z > 6 !
Health Index

. 6 5 13 14 18
Ranking
Education
Index 20 3 22 30 8
Ranking
Income
Index 26 18 29 25 3
Ranking
HDI Ranking 23 9 25 30 4
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Before

Annexure 4: Guidelines followed for data collection

During Fieldwork

After
Fieldwork

Fieldwork

+ Practice the

questionnaire within
the team to ensure
familiarity with the
structure.

Contact the Gram
Panchayat PDO
before the visitand
introduce the team by
explaining the
purpose of the visit,
In case the Gram
Panchayat PDO is not
reachable, contact
another.

Infarm the
functionaries abhout
the purpose of the
research and assure
them of anonymity.
Mo interruptions if
someone is speaking
during the focus
group discussion.
Only1 team member
leads the
conversation, while
the other takes notes,
during the focus
group and interview.
Questions will be
asked in the same
order as listed.

= Ensure contact
infarmation of the
functionaries is
collected so that they
can be reached in
case of missing
infarmation.

= Enternotesintoan
excel sheet on the
same day to ensure
complete data is
recorded.
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