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This Guidance Note is based on the experiences gained by NRLM while practicing recruitment in the
mission. The objective of this note is to make a ready reference of best recruitment practices in NRLM.
This may be referred for help by any SRLM while conducting recruitment in future.
1. INTRODUCTION
NRLM advocates for dedicated and sensitive support structure for mission implementation. This
structure is expected to be manned with professionals who have commitment to work with poor. NRLM,
by its size and mandate, has generated many expectations among general mass. Majority of job
aspirants wants to associate with NRLM. Therefore, it is very important to have a very structured system
within mission to recruit professionals and hence design a very transparent and scientific recruitment
and selection process.
As per NRLM implementation framework, states are advised to create three tiered team i.e. at State
Mission Management Unit (SMMU), District Mission Management Unity (DMMU) and Block Mission
Management (BMMU)/Project Facilitation Team (PFT). The SMMU consists of relatively senior
experienced professionals in different domains whereas DMMU requires professionals with relevant
work experience of at least 3-5 years in poverty reduction/livelihoods programme. At block level, NRLM
needs young local cadre who could put all their energy and do hard work with community. Having this
into mind, we need to have different strategies for recruitment and selection of required human
resources at different levels.
In the last one and half year, many SRLMs initiated recruitment and selection of staff. What was
important to notice in these initiatives? It was the mainly the locally customized recruitment approach
adopted by each of the SRLMs. There are some states who have just started the mission. Among them,
Assam pioneered in-house recruitment model with limited services from an external individual
consultant. Chhattisgarh did all recruitment through its own team and offices of Divisional
Commissioners and District Collector. In Maharashtra, the state team recruitment was done by SRLM
itself. For district and block units, recruitment has been outsourced to an external HR agency. Jharkhand
and UP completely outsourced the recruitment to an external HR agency whereas Karnataka adopted
the Assam model. Mizoram also did recruitment of its own. One common thing in all these recruitments
was the intensive Technical Assistance by NMMU right from planning to successful completion of
recruitment task. Among states having NRLM like programme since long, Rajasthan opted for
Management Agency approach. Through this, services of professionals are not directly hired by SRLM
but through a third party agency. Bihar redesigned its recruitment approach and went for outsourced
recruitment model for a massive recruitment of more than 5000 professionals. Madhya Pradesh used
State Government owned recruitment agency (VYAPAM1) through which existing staffs of MP-Rural
Livelihoods Project and MP-District Poverty Initiative Project were pooled for NRLM implementation.
While supporting these recruitment initiatives, NMMU came across some very good recruitment
practices adopted by the SRLMs. These best practices are very useful for those who undertake
recruitment of mission staff in future. This note describes these best practices.
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2. PLANNING AND PREPAREDNESS BEFORE THE ACTUAL RECRUITMENT
Planning is the most crucial aspect of the recruitment. It is
observed that SRLM need to first develop a “Core Team2” in
SMMU and also have few professionals at implementation
level in the beginning of the mission. Of course, selection of
“Leader” comes before this. The recruitment plan must (i) be
aligned with mission expansion calendar; (ii) take care of the
availability of universe from which professionals are
expected; (iii) be in accordance with HR and Administrative
system put in place within SRLM; and (iv) consider expected
casualty after recruitment of staff. The planning also
includes firming of “recruitment rules”. Experience says that
recruitment rules should be framed before recruitment and
this may define clearly the following:
 Source from HR to be recruited;
 Contractual arrangement (final contact policy in hand);
 Applicable deputation norms;
 Eligibility criteria and payment package; and
 Selection methodologies.

The HR manual of JEEViKA (SRLM-Bihar)
clearly depicts recruitment and
selection norms and provisions of staff
contract policy in its chapters 3 and 4.
Similarly, HR manual of JSLPS also
describes its Recruitment and Selection
Policy as well as Staff appointment and
Contractual Policy in chapters 4 and 5.
These chapters may be referred for
getting idea of framing recruitment
rules. These documents are available on
www.aajeevika.gov.in

It is recommended that recruitment rules must be prepared (and approved by the competent authority)
which includes the above said aspects. This will help SRLM to clearly communicate recruitment
conditions and to respond to the queries raised by candidates during any stage of the recruitment.
3. THE AGENCY/ENTITY WHO CONDUCTS THE RECRUITMENT
To conduct the recruitment of staff, a competent entity is a must. It could be SRLM itself or an external
agency hired after due diligence. The recruitment task could either be assigned completely to an HR
agency or, if required, part of it could be outsourced to an agency or an individual consultant. The
experiences reveal that all such practices have yielded good results. However, it should be remembered
that SRLM is responsible for the recruitment.
In Chhattisgarh, a decision was taken to conduct recruitment by SRLM itself. For the purpose, office of
the concerned Divisional Commissioner and District Collector was assigned to facilitate the process on
behalf of the SRLM. Exclusive TA provided from NMMU in designing the recruitment norms; selection
process; eligibility criteria; application management system; and completing the selection process.
In Assam, recruitment was carried out by a committee constituted by GoA and headed by the CEO,
ASRLM. This committee included two NMMU representatives3 as members. They supported ASRLM in
2
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Core Team refers thematic leads in IB, CB, FI, LH, Financial Management, HR, M&E etc.
Mr. Alok Kumar De as State Anchor of Assam and Mr. Hitendra Singh as Support Structure Expert
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all recruitment steps. A large number of applications were shortlisted there. Therefore, a screening
process (objective type written test) conducted. For the purpose, services4 of an external consultant5
hired to design and conduct the written test. Final interview was conducted by the committee
constituted by the GoA. The Written Test was conducted in a very transparent manner. It was OMR
based written test which helped ASRLM to declare the result within 2 hours after the written test was
over. The interview was conducted on the very next day of each written test. Soon after each interview
session was over, NMMU representatives helped ASRLM to finalise the result on the same evening and
get this locked with bank locker. The whole process reduced the scope of entertaining any influence.
In Karnataka, a similar model was adopted. In the first phase, a consultant was hired for (i) shortlisting of
applications; (ii) designing of selection process; (iii) conducting group discussion; and (iv) preparing the
final merit list. Remaining process was completed by the KSRLM. In the second phase of recruitment,
KSRLM did the whole work itself. In both the phases, NMMU representatives were also engaged as
panel members for selection of various state and district positions. In Maharashtra, first two rounds of
State Team Selection were done by the SRLM itself with substantial engagement of NMMU. For district
and block staff, MHSRLM have opted for outsourced model of staff recruitment. However, in the
beginning of the Resource Block, selection of 52 filed staff was also done by MHSRLM. For this, they
followed “the intern selection model” adopted by JEEViKA. For the purpose, they had close consultation
with NMMU which helped them to customize a 15 days immersion based selection process facilitated
by a local agency called SPARSH.
In MP, a State Government’s agency called
Vyawasayeek Pariksha Mandal (VYAPAM) was
entrusted responsibility to conduct selection test for
SRLM staff. Before this, a Committee headed by
CEO-SRLM went for internal selection process from
the staff of MPRLP. After this, MPSRLM also did
internal selection and get some experienced staff on
board from existing MPDPIP.
In Rajasthan, State Government did not allow
contractual engagement of staff by SRLM. To resolve
this, SRLM hired a Management Agency and gave
them the task to recruit staff and depute them for
SRLM. SRLM is having a contract with hired agency
who manages salary, leave, travel and other
administrative issues of staff.
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Following documents would be very useful
for taking decision to appoint an agency to
conduct the recruitment or get staff on board
for the mission.





Doc 1 – ToR prepared by Maharashtra to
hire HR agency (for comprehensive HR
support)
Doc 2 - ToR prepared by Bihar to hire HR
agency (For staff recruitment only)
Doc 3 - ToR prepared by NMMU to hire
Management Agency for staff support
and other services
Doc 4 – HR Draw-Down guidelines
prepared by NMMU
All above documents are available on
www.aajeevika.gov.in

Summary of consultant service contract is attached as annexure ….
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The external consultant was the director of a HR service provider agency engaged in similar recruitment in Bihar, MP, Gujarat, TN and other
states.
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Recently in Mizoram, recruitment was done by SRLM itself in which two NMMU representatives
facilitated the whole process. UP also did recruitment of its state level staff through HR agency. The HR
agency was selected out of draw down list prepared by NMMU.
4. FIRMING ELIGIBILITY CRITERIA, APPRPRIATE SELECTION TOOLS AND SELECTION PANEL
The eligibility criteria must to be frozen in details before advertisement goes on. These eligibility
criteria include:
 The minimum education qualification required for the position.
 Details of relevant experience required for the position.
 Details regarding required technical skills (if required).
 Any preferences (viz. individual with specific service background, area background or language
proficiency).
While advertising the eligibility criteria, the summary of task and salary details may also go together.
This helps candidates to take firm decision before applying for the position. This reduces the scope of
non-serious and non-willing applications.
The eligibility criteria must
be
approved
by
the
competent authority of the
SRLM. It immensely helps in
bringing transparency while
short listing of applications
and responding to queries
raised by someone not
shortlisted. It also reduces
chances of being influenced
by any undue pressure.
An Example of
Eligibility Criteria
for District Level
Positions
(Reference
advertisement)

Name of the
Position

District
Programme
ManagerFinancial
Inclusion

Required Education
Qualification
The person should have
PG Degree or Diploma in
Management/Social
Works/Rural
Development/ Rural
Management/
Or Bachelor Degree /
Diploma in Agriculture or
Allied (10+2+4)

Required Experience







District
Programme
Manager-Social
Mobilisation
and Institutional
Building

The person should have
PG Degree or Diploma in
Management/Social
Works/Rural
Development/ Rural
Management/
Or Bachelor Degree /
Diploma in Agriculture or
Allied (10+2+4)





CGSRLM


District
Programme
Manager- HR &
Training

The person should have
PG Degree or Diploma in
Management/Social
Works/ Human Resource/
Rural Development/ Rural
Management





Candidate should have worked in development project
preferably for poverty reduction or livelihoods
promotion in government/Non-government
organization for at least 4 years.
The person should have acknowledged capabilities in
implementing SHG-Bank Linkage programme.
The person should also be conversant with banking
system, functioning of SHGs and their federation.

Candidate should have worked in development project
preferably for poverty reduction or livelihoods
promotion in government/Non-government
organization for at least 4 years.
Person should have worked for social mobilisation of
poor and developing their institutions/federation. S/he
should have acknowledged capacity of providing
training to community institutions.
The person should also be conversant with modern
practices of social mobilisation in different large scale
projects/programme and strengthening of community
institutions.
Candidate should have worked in development project
preferably for poverty reduction or livelihoods
promotion in government/Non-government
organization for at least 4 years.
Person should have successfully executed key HR
functions and acknowledged capacity in handling staff
management/administration issues. S/he should have
also involved in staff training programmes.
The person should also be conversant with modern
practices of HRD and Administration.

Required Technical Skill - Proficiency in computers and command on MS Office is essential for all positions.
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The appropriateness of Selection Tool is very important. The selection tool must be such so that it could
assess the following aspects in an individual.

Attitude

Skill

Knowledge

Working with poor needs a different attitude. A candidate is suitable for NRLM work only if s/he has
belief in poor’s capacity and vision to stay in development sector. The NRLM requires different skill sets
to work with poor. An ideal candidate for NRLM must be a “trainer” in all respects and very good in
analytics, trouble shooting, being able to implement ideas at field level and communicating with poor.
The knowledge part represents both thematic excellence and understanding about poor’s socioeconomic condition and priorities.
The characteristic as mentioned above could be assessed by using appropriate selection tools. The
following table summarizes selection tools adopted by SRLMs for recruitment of different positions.
Sl

1

Senior
Professionals
(SPM and PM)

2

Junior
Professionals
(District and
Block Level)

3

6
7

Levels

Field staff (AC6
and CC7)

Bihar





Written Test
Psychometric Test
Group Discussion
Personal Interview





Written Test
Group Discussion
Personal Interview






Written Test
Field Immersion (45 days)
Presentation on learning
Personal Interview (only for
AC if they participate in
short immersion)
Skill Test
Interview

4

Support staff




5

Staff on
deputation
from
Government

Interview

Maharashtra




Written Test
Group Discussion
Presentation before
panel
Personal Interview

Chhattisgarh




Written Test
Interview





Written Test
Group Discussion
Personal Interview




Written Test
Interview




Group Discussion
Personal Interview



Field Immersion (15
days)
Personal Interview




Written Test
Interview




Group Discussion
Personal Interview




Skill Test
Interview




Skill Test
Interview




Skill Test
Interview


NA



Interview

Area Coordinator responsible for cluster level operation
Community Coordinator who stands front with community at block level from project side

6

Assam

Same process as
adopted for different
level of staff.
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The assessment pattern of above mentioned tools are largely used by SRLMs as follows.
Methodology



Written Test



Group
Discussion

Field
Immersion/
Village Stay

Presentation
and Personal
Interview

Post-selection
De-selection








Attributes to be assessed
Conceptual clarity on poverty in local
context, development principle and
strategies
Thematic knowledge based on
positions
Project Management, finance
administration and HR relation
Communication – Presentation and
writing skill
Group Facilitation skill
Leadership skill
Conflict Resolution skill
Decision making skill
Community organisation skill
Perseverance



Empathy with the poor and
demonstrated willingness to be with
and work with the poor




Vision to work with poor
Relevant Experience (quality and
suitability for the position)
Positive behavioural and personality
traits






Learning orientation
Performance during induction and
initial period

Assessment Pattern
Written test will try to capture ability to

Diagnose and analyse the situation/subject.

Design strategies based on diagnosis and analysis.
Grade/Score will be divided as follow.

Contents Delivery (Diagnostic and analysis part) – 40%

Strategy Formulation (How effectively it has been formulated) – 40%

Presentation of contents (writing skills and presentation methods) – 20%
Group discussion will focus to capture

Task orientation – initiative, logical submission, generating ideas,
evaluation, building on others’ ideas etc.

Process – coordination, listening others, politeness, conflict resolution,
accept criticism, consensus building etc.

Maladaptation – withdrawal, domination, cross talk, abusive etc.
Grade/Score will be given by a panel through observation.
Field Immersion/Village Stay (not less than 3 days for SMMU and DMMU staff
and not less than 15 days for Block and field staff) will focus to capture how the
candidate manages himself/herself in a village, how s/he approaches to the
idea of village stay itself, how s/he manages her/his stay and conducts
her/himself, what s/he does in general and with the poor in particular and the
quality of the tasks completed as per the checklist.
Those who do not meet the basic minimum expectations would not be
considered further at all.
Grade/Score will be given by a panel based on the feedback from the village,
report submitted and the presentation/interview on the field stay.
Interview will focus to verify the relevance of experience, its quality and how it
suits to NRLM work. Commitment, confidence, communication and motivation
aspect will be explored though interaction. Special attention will be paid to
identify candidates’ willingness to work for poverty reduction
programme/poor.
Grade/Score will be given by panel based on their assessment.
It is advisable to select 10-20% more than the required positions so that they
could be assessed for their learning orientation, suitability to the position and
performance during the induction and initial period. The persons who show no
promise could be de-selected, based on the feedback from induction, mentor,
reporting officer and other associates.

The selection of recruitment panel is another crucial activity of recruitment. The composition and
profile of selection panel must be in accordance with the positions to be recruited. Important
considerations while forming a selection panel are:
 CEO, SRLM must be an integral part of panel constituted for the selection of staff. It is important
because the CEO should have confidence that s/he has selected the team as desired by him/her.
This also brings ownership of a CEO over the team selected for the mission.
 Having an external person(s), including the NMMU representatives for the state/district
positions, helps.
 The panel must be a multi-disciplinary group in which experts of human behavior, concerned
thematic subjects, HR relations, technical aspects, field operation etc., should be there. The
thematic head of SRLM (if already there) should also be part of the selection panel particularly
while selecting his/her thematic team members.
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The selection panel must have listening ability and good communication skill. They should have
attitude to “explore” rather to “find faults.” The candidate appearing before selection panel
goes out with a good impression if treated well. This reduces the chance of resentment after
declaration of result. It also builds a fair image of recruitment process of SRLM.
The panel constituted may not be fully aware about the requirement of SRLM. It is therefore
mandatory to have an orientation before deputing panel to conduct the recruitment. They
should be briefed about the whole process of applications scrutiny, the kind of universe from
which applications are shortlisted, the job requirement of different positions, the eligibility
criteria in details, thought behind the adopted selection process, and preference of SRLM (if
any).
For assessing candidates through each selection tool, separate panels are recommended to
reduce biases.
An ideal panel should have adequate female representation on it.
Initially, the recruitment should be conducted at the State level and therefore panels at the
State level should do selection of State, Districts and block level.

5. ADVERTISMENT RELEASE, APPLICATION MANAGEMENT AND INFORMATION DISSEMINATION.
The success of recruitment is very much dependent on how we target the universe of applicants and
hence attract quality applications from them. Therefore, design and contents of application are very
important. The external world understands our requirement only when we advertise adequately. In
past, NMMU and SRLMs had advertised for various vacancies. These applications may be seen for the
reference. Some of them are available on our website aajeevika.gov.in.
While designing the advertisement, following must be included  Crisp information about the mission.
 Vacancies details and job chart.
 Eligibility criteria for each of the positions advertised.
 Clear guidelines on how to send application.
 Selection process to be adopted.
 Employment conditions.
 Reservation applicability (if required).
 Important dates (viz. receipt of application, short-listing deadline, recruitment date etc.) and
address where applications are to be submitted.
The dissemination of advertisement is further important aspect. We definitely opt for various means to
announce vacancies. Some of them include:
 Newspaper (both local and national daily).
 Job portal on internet.
 Circulation in alumni network.
 Circulation in similar projects.
 Circulation in academic institutes.
 Advertisement on television, radio etc.

8

[FINAL DRAFT]

August 16, 2013

However, we need to understand two important things – (i) to whom advertisement is targeted; and (ii)
the channel through which advertisement should reach to the maximum. While targeting rural people,
online advertisement may not be useful all the time, as internet access still to be freely available in rural
areas. At the same time, language is also important. It is advisable that advertisement should go in local
language/s if vacancy is to be announced for field positions. It is very useful if a template of application
is provided in the advertisement. This reduces the time and facilitates the process of scrutiny. For
professional positions, advertisement should also be floated on job portals on internet. While asking for
online applications, the host system must be tested before advertisement goes out.
Once advertisement is floated, applications start reaching to its destination. The receipt of applications
is next step which has to be managed carefully. It is very important to have a receipt record of each
application. This may be kept in office manually/electronically if applications are received in hard copies.
Whereas, in online application, system should be such that it must generate receipt and send
automatically to the candidates. The receipt record should at least contain following information 




Date on which application is received.
Name of the applicant.
Position for which application is received.
Date of birth, father’s name, phone number and address of the applicants. (this will help us to
identify application for any future use)

There has to be a receipt number assigned to each application. This may be used further as registration
number of the applicant.
Once applications are received, scrutiny of them appears a very complex task. What is important here to
refer the job detail and eligibility criteria of the position as advertised and accordingly firm up the
rejection criteria. In case of any doubt, benefit should go to the applicant. Further scrutiny may happen
in the next round of recruitment. This will reduce the chance of losing an eligible application just
because of some doubt.
Assam and Chhattisgarh has adopted scrutiny criteria of applications received for senior positions. This
is given as below.
Applications would be rejected

If the applicant doesn’t possess the prescribed education for the applied position.

If applicant doesn’t have minimum relevant years of work experience.

If the applicant doesn’t have relevant experience (Based on standard indicators)

If application is received in format other than what is PRESCRIBED.

If application doesn’t bear any of the following o photograph (if required) of the candidate; the post applied for; date of birth; address for communication
o signature of the candidate
o mention of category of reservation
o name and address of referee

If application is received after last date as mentioned in the newspaper.

If application is not legible or filled by pencil (in case being submitted in hard copy)

Any other valid reason found appropriate for rejecting the application
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Once the applications are scrutinized, we need to prepare and disclose the following in PUBLIC DOMAIN
1. Full list of total applications received
2. Full list of applications accepted for selection process
3. Full list of applications rejected during the scrutiny. (Each application must be reflected with
reason for rejection)
Once the said lists are made available in public (through release in newspaper or on official website of
SRLM) the shortlisted candidates must be informed about the next step. A formal letter must go to
invite them to appear in the selection process. E-mail may also be send as an optional way. Nowadays,
information is also sent through SMS. However, it is advisable to send a formal call letter to the
shortlisted candidate which may be used as “Admit Card”. This call letter may contain further
instructions related to the recruitment process. The call letter used by TNCWD may be referred here for
further understanding. This is available on our website aajeevika.gov.in.
6. SELECTION THROUGH IMMERSION : A TOOL TO TEST ATTITUDE AND PERSEVERANCE
Some innovations are tested by SRLM in recruitment and selection of staff. One of them is to test
attitude and perseverance of candidate (particularly the field staff) before final selection for the job.
JEEViKA (presently the SRLM) in Bihar tested “Intern Selection Method” through which candidates are
put under immersion in village condition for 45 days and assigned structured tasks. Based on
performance in the field, final selection is made. This selection process not only filters those who don’t
want to work in village condition but also reduces attrition once candidates are finally placed for the job.
Seeing the success in Bihar, SRLM-Maharashtra also adopted this immersion based selection process
and gained good result. Following is the case of first recruitment of Community Coordinator through
intern selection process by JEEViKA. This may help the readers to understand the process adopted there
and get clues to customize this process for own use.
A Case: Intern Selection Process of Community Coordinators in Bihar
When the first round of recruitment and selection of Community Coordinators was undertaken in BRLPS, a substantial attrition was
seen after joining of staff. Therefore the idea of using the Intern Selection Process mooted.
During the recruitment, it had experienced that a large number of fresh graduates applied when vacancies of Community Coordinator
were announced. This happened because of mass unemployment among the youths having no jobs after completion of graduation.
Many of them applied and got selected without a proper understanding about JEEViKA or the role they were supposed to play in the
project. As result of it, they left project soon after knowing the nature of work which demanded sensitivity to work with poor and
continuous stay in village condition. This was definitely a loss to the project as substantial investment was made on these staff in terms
of training, exposure, counseling and orientation. The greater loss was losing the precious time of project due to high turnover of the
staff. This also caused wastage of project energy in conducting repeat recruitment.
To overcome this, Intern Selection Process was designed in BRLPS. After screening 8 of candidates through simple multiple choice
objective tests, each of the shortlisted candidates was attached to a poor family in village. This tagging was for 45 days. The important
aspect of this tagging was that each candidate must live with poor family. In case of difficulty (where poor family could not afford to
accommodate the individual), candidate was placed in some common place (like school/ panchayat bhawan/community hall etc.). The
actual cost towards hosting of candidates was later paid to the poor family by the project.
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The screening test was conducted to assess the understanding of general development issues and IQ among the applicants.
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The HR agency was hired by BRLPS to coordinate the entire process. The HR agency was hired for the following purposes 







To design the advertisement.
To receive and shortlist the applications.
To design the field performance evaluation the overall selection process.
To conduct the screening tests.
To arrange logistic for village stay.
To monitor the field immersion process.
To consolidate and prepare the final result

The entire period of 45 days was considered as “internship” for the candidate before they finally selected.
During the period of internship, all candidates were assigned structured tasks. These tasks were 1.
2.
3.

Understanding the family and the village community – 7 days
Community Mobilisation and SHG formation – 15 – 18 days
Conducting Training to SHGs formed by the candidates – 15 to 18 days

The process began with a structured orientation programme on the day candidates reported after screening test. The orientation
covered BRLP’s vision, mission, activities, and details of the intern selection process.
Combined observers’ team of BRLPS and HR agency constituted to observe the candidates while they were performing ‘live’ in the
field. Feedback from community/ host family on the behavioural aspects was included as mandatory part of the formal assessment.
Before Tasks 2 and 3, the candidates were given four days’ training on social mobilization and SHG formation. This training programme
was conducted by the training cell of BRLPS.
A formal evaluation process was designed to assess the performance after each task. During the evaluation, candidates participated in
interactive discussions with observers. They were also asked to give written reports and present their learning before the group.
The entire evaluation was done as per following scoring pattern.


The weightage to the tests
o
o

Written Test : 20%
Intern Process: 80% (overall weight- all tasks)




Feedback from Community/VO: 40%
Observers’ Score: 25%
Presentations and Written reports: 15%



The feedback from community was completely focused on behaviour and efforts displayed by candidates to complete the given
tasks.



Predesigned formats used for all evaluations.



Behavioural aspects included
o
Rapport with villagers, especially women.
o
Respect to women, elders etc.
o
Any effort to help/ support anyone/ or during any activity / any initiative taken by the candidate.
o
Any negative behaviour reported/ observed during the stay.

The candidates were shortlisted in the ratio of 1:4 (existing vacancy: short-listing). Each District Centre had approximately 75 to 80
candidates. These candidates further distributed in 3 blocks. Thus, each block had about 25 candidates. Each block selected 6 villages,
in which candidates were placed. Each village had 4 candidates in 2 pairs. The candidates were advised to conduct tasks in pairs. All
individuals were given a consolidated stipend of Rs. 4500 for the entire period of internship. The attrition rate recorded less than 5%
among those selected through this process.
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7. MAINTAINING STANDARDS AND TRANSPARENCY IN SELECTION PROCESS
Recruitment process is directly related with the image of the institution. It is therefore, mandatory to
maintain highest degree of transparency and integrity while conducting each of the process. Our
learning with SRLMs suggests the following 








Norms of recruitment must be clearly laid down, approved by competent authority and
displayed in public domain.
Single channel communication should be established with regard to all recruitment and
selection matters.
The nodal recruitment officer should be selected by merit. S/he should not have any issue
related to his/her integrity in past or present.
All decision and critical action should be documented officially.
Proactive mechanism must be active for Greivance Redressal.
Easily accessible feedback mechanism should be in place and quick action must be taken on
serious information.
Immediate declaration of result.
Record must be kept for minimum 3 years.

8. APPLYING RESERVATION RULES
The decision of applying reservation norms should be of SRLM. It is suggested that SRLM may refer the
society’s/company’s/trust’s bye-laws and also consult with personnel department of the state
Government. Based on reference and guidance from there, the reservation applicability may be decided.
In general, having a reservation policy is always beneficial to provide opportunities to the weaker
sections.
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