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n[aÑí¶
PERSPECTIVE

With best wishes,

Ra j k i r a n  Ra i  G .
(MD & CEO)

hm{X©H$ ew^H$m‘ZmAm| Ho$ gmW,

amO{H$aU a¡ Or.
(à~§Y {ZXoeH$ Ed§ grB©Amo)

Dear Unionites, 

The pandemic has changed the way we work. The human 
resource (HR) prac�ces which were introduced a year 
ago, primarily as business con�nuity measures, have now 
transformed into the new-normal’. Professional interac�ons, 
both internal and external, have mostly turned virtual. The 
Digital Age’ has certainly arrived. The changes we see today 

have a long �me in making, however. 

Structural transforma�on is as much about transforming 
business processes as it is about empowering people to 
work in new ways. A key priority for us at Union Bank of 
India has been to prepare our workforce for the future, and 
enable our people to adapt to the new reali�es of the world 
in which we operate. 

We have been inves�ng in mentoring youngsters with right 
kind of skills and service a tude. The Bank has revisited its 
approach to ins�tu�onal learning, upgrading our training 
capaci�es with changing structure of work, a�uning 
employees’ own mo�va�on to develop, progress, and ac uire 
new skills with organisa�ons’ re uirements. The Bank has 
embarked on a holis�c HR transforma�on project named 
Union Prerna’, with aims of transforming our daily ways 

of working  across performance management, learning & 
development, appraisal, pos�ngs, placements, job families 
and career development framework to name a few. There 
are several ini�a�ves underway to help employees achieve 
their personal and professional development goals in life. 

I am happy that Union Dhara, our bilingual maga ine, is 
coming with Human Resource special, bringing diverse 
perspec�ves on human resource management. It will help 
Unionites benefit of various opportuni�es therein. I wish it a 
wider readership. 

Stay safe and take care. 

{à¶ ¶y{Z¶ZmBQ>g,

d¡{œH$ ‘hm‘mar Zo h‘mao H$m¶© H$aZo Ho$ VarH$m| ‘| n[adV©Z bm¶m h¡. ‘mZd 
g§gmYZ (EMAma) àWmE§ {OÝh| EH$ df© nyd© ‘yb ê$n go H$mamo~ma {Za§VaVm 
¶moOZm Ho$ ê$n ‘| àma§^ {H$¶m J¶m Wm do A~ "Ý¶y Zm‘©b' ‘| ê$nm§V[aV 
hmo MwH$s h¢. ì¶mdgm{¶H$ g§dmX, Am§V[aH$ Ed§ ~mø XmoZm| A§V{H«©$¶mE§ 
A{YH$m§e dMw©Ab hmo MwH$s h¢. {Z{üV ê$n go {S>{OQ>b ¶wJ ewé hmo J¶m h¡. 
¶Ú{n Omo n[adV©Z h‘ AmO XoI aho h¢, Cgo ~ZmZo ‘|  b§~m g‘¶ bJm h¡.

g§aMZmË‘H$ n[adV©Z {OVZm H$amo~ma à{H«$¶m Ho$ n[adV©Z go g§~§Y aIVm 
h¡ CVZm hr dh bmoJm| H$mo ZE VarH$m| go H$m¶© H$aZo ‘| gj‘ ~ZmZo go ^r 
g§~§{YV h¡. ¶y{Z¶Z ~¢H$ Am°’$ B§{S>¶m ‘| h‘mar ‘w»¶ àmW{‘H$Vm ^{dî¶ 
Ho$ {bE dH©$’$mog© V¡¶ma H$aZo Am¡a AnZo bmoJm| H$mo, AnZo H$m¶©joÌ H$s ZB© 
dmñV{dH$VmAm| H$mo AnZmZo ‘| g‘W© ~ZmZo go ^r h¡. 

h‘ C{MV Hw$ebVmAm| Ed§ godm Ñ{ï>H$moU Ho$ gmW ¶wdmAm| H$mo g§dmaZo ‘| 
{Zdoe H$a aho h¢. ~¢H$ Zo AnZo g§ñWmJV kmZmO©Z, H$m¶© Ho$ ~XbVo ñdê$n 
Ho$ AZwHy$b AnZr à{ejU j‘VmAm| H$mo AÚVZ H$aZo, H$‘©Mm[a¶m| H$mo 
ñdàoaUm go {dH$mg, àJ{V Ho$ AZwHy$b ~ZmZo Am¡a g§ñWm H$s Amdí¶H$VmAm| 
Ho$ AZwgma Z¶o H$m¡eb H$mo àmá H$aZo Am{X go g§~§{YV AnZo Ñ{ï>H$moU na 
nwZ… {dMma {H$¶m h¡. ~¢H$ Zo "¶y{Z¶Z àoaUm' Zm‘ go EH$ g‘J« ê$nm§VaU 
H$m¶©H«$‘ àma§^ {H$¶m h¡ {OgH$m CÔoí¶ h‘mao X¡{ZH$ H$m¶m] Ho$ VarH$m| 
‘| n[adV©Z bmZm h¡ O¡go H$m¶© {ZînmXZ à~§YZ, kmZmO©Z Ed§ {dH$mg, 
‘yë¶m§H$Z, nXñWr, ñWmZ {Z¶moOZ, Om°~ ’¡${‘br Ed§ H¡$[a¶a {dH$mg 
g§aMZm BZ‘| go Hw$N> à‘wI h¢. H$‘©Mm[a¶m| H$mo CZHo$ OrdZ Ho$ ì¶{º$JV Ed§ 
ì¶mdgm{¶H$ {dH$mg Ho$ bú¶m| H$s àm{á Ho$ {bE H$B© ZB© nhb H$s JB© h¢.

‘wPo Iwer h¡ {H$ ¶y{Z¶Z Ymam, h‘mar {Û^m{fH$ n{ÌH$m ‘mZd g§gmYZ 
à~§YZ Ho$ {d{dY n[aàoú¶m| Ho$ gmW ‘mZd g§gmYZ {deofm§H$ àñVwV H$a  
ahr h¡. Bg‘| {Z{hV gm‘J«r go ¶y{Z¶ZmBQ>g {Z{üV hr bm^mpÝdV hm|Jo. ‘¢ 
Amem H$aVm hÿ± {H$ Bgo A{YH$ go A{YH$ bmoJ n‹T>|Jo.  

gwa{jV ah| Ed§ AnZm »¶mb aI|.



lr {ZVoe a§OZ 
lr {ZVoe a§OZ df© 2008 go ~¢H$ go Ow‹S>o hþE h¢. Amn ‘w»¶ ‘hmà~§YH$ Ho$ nX na H$m¶©aV Wo Am¡a g§nyU© 
{S>{OQ>brH$aU Ho$ aUZr{VH$ EO|S>m g{hV ~¢H$ Ho$ {dOZ VWm bú¶m| H$mo {Xem àXmZ H$aZo ‘| AmnZo ‘hËdnyU© 
^y{‘H$m {Z^mB© h¡. Bggo nhbo, Amn Q´>oOar n[aMmbZ Ho$ à‘wI aho h¢. AmnZo ~¢H$ ‘| ‘w»¶ {ZdoeH$ g§~§Y 
A{YH$mar, VwbZ-nÌ à~§YZ g‘yh Ho$ à‘wI, ‘w»¶ AW©emór VWm joÌ à‘wI O¡go H$B© ‘hËdnyU© nXm| na H$m¶© 
{H$¶m h¡. 

44 dfu¶ lr {ZVoe a§OZ AW©emó ‘| ñZmVH$moÎma h¢. AmnZo AmB©~rE Ed§ EJmoZ O|S>a B§Q>aZoeZb àmBdoQ> 
{b{‘Q>oS> Ho$ nam‘e© na ~¢H$ ~moS>© ã¶yamo Ûmam {dH${gV AmB©AmB©E‘ ~§Jbyé go ZoV¥Ëd {dH$mg H$m¶©H«$‘ ^r nyU© 

{H$¶m h¡. AmnZo Q>rM B§{S>¶m nhb Ho$ VhV d§{MV dJ© Ho$ ¶wdmAm| Ho$ {bE 100 {XZm| H$m "ñnmoHo$Z B§p½be àmoJ«m‘' g§Mm{bV {H$¶m. lr 
{ZVoe a§OZ Zo {XZm§H$ 10 ‘mM©, 2021 H$mo ¶y{Z¶Z ~¢H$ Am°’$ B§{S>¶m Ho$ H$m¶©nmbH$ {ZXoeH$ H$m nX^ma g§^mbm. 

gwlr ‘mo{ZH$m H$m{b¶m
48 dfu¶ gwlr ‘mo{ZH$m H$m{b¶m ¶y{Z¶Z ~¢H$ Am°’$ B§{S>¶m Ho$ H$mofmJma, S>mo‘opñQ>H$ ’$m°aoŠg d B§Q>aZoeZb 
~¢qH$J H$s ‘w»¶ ‘hmà~§YH$ aht. AnZr 24 dfm] go A{YH$ H$s ì¶mdgm{¶H$ ¶mÌm Ho$ Xm¡amZ, AmnH$mo 
H$m°nm}aoQ> H$m¶m©b¶ Am¡a ’$sëS> ñVa H$s ~¢qH$J ‘| ì¶mnH$ EŠñnmoµOa {‘bm. AmnZo {dÎmr¶ Am¶moOZm, {ZdoeH$ 
g§~§Y, ng©Zb ~¢qH$J, {dnUZ d WS>© nmQ>u CËnmX {dVaU, H$m°nmo©aoQ> gyMZm, AZwnmbZ d ~moS>© g{Mdmb¶ O¡go 
‘hËdnyU© {d^mJm| H$m g’$bVmnyd©H$ g§MmbZ {H$¶m h¡. 

Amn ¶y{Z¶Z ~¢H$ Am°’$ B§{S>¶m Ho$ Xmo g§¶wº$ d|Ma ¶Wm ñQ>ma ¶y{Z¶Z XmB© BMr OrdZ ~r‘m Am¡a ¶y{Z¶Z AmpñV 
à~§YZ Q´>ñQ>r H§$nZr H$s ~moS>© {ZXoeH$ ^r aht. 

~r.H$m°‘ (Am°Zg©) ‘| a¢H$ hmoëS>a hmoZo Ho$ gmW-gmW Amn H§$nZr goH«o$Q´>rO Am°’$ B§{S>¶m (AmB©grEgAmB©) H$s ’o$bmo ‘oå~a h¢ Am¡a Amn g{Q©>’$mBS> 
Eogmo{gEQ> Am°’$ B§{S>¶Z B§ñQ>rQ>çyQ> Am°’$ ~¢H$g© (grEAmB©AmB©~r) h¢ VWm AmnZo AmB©AmB©~rE’$ go H$mofmJma Ed§ g‘pÝdV OmopI‘ à~§YZ 
‘| {S>ßbmo‘m {H$¶m h¡. gwlr ‘mo{ZH$m H$m{b¶m Zo {XZm§H$ 10.03.2021 H$mo ~¢H$ Am°µ’$ B§{S>¶m Ho$ H$m¶©nmbH$ {ZXoeH$ H$m à^ma J«hU {H$¶m. 

lr BeamH$ Abr ImZ
lr BeamH$ Abr ImZ, ¶y{Z¶Z ~¢H$ Am°’$ B§{S>¶m ‘| ‘w»¶ ‘hmà~§YH$ Am¡a ‘w»¶ àm¡Úmo{JH$s A{YH$mar 
(grQ>rAmo) Ho$ gmW ~¢H$ Ho$ nhbo ‘w»¶ gyMZm gwajm A{YH$mar (grAmB©EgAmo) ah MwHo$ h¢. 

lr ImZ, {dkmZ ‘| ñZmVH$moÎma, g{Q©>’$mBS> àmoOoŠQ> ‘¡ZoO‘|Q> àmoJ«m‘ àmo’o$eZb (nrE‘nr) VWm AmB©S>rAma~rQ>r, 
h¡Xam~mX go gyMZm àm¡Úmo{JH$s Ed§ gmB~a {gŠ¶mo[aQ>r ‘| g{Q©>{’$Ho$Q> àmá h¢. Amn B§{S>¶Z B§ñQ>rÀ¶yQ> Am’$ ~¢H$g© 
Ho$ g{Q©>’$mBS> Egmo{gEQ> (grEAmB©AmB©~r) ^r h¢.

lr ImZ Zo ¶y{Z¶Z ~¢H$ Am°’$ B§{S>¶m Ho$ à‘wI g‘m‘obZ AmB©Q>r EH$sH$aU n[a¶moOZm H$mo g§^mbm Am¡a ZB© 
VH$ZrH$m| H$mo bmZo Am¡a ~¢H$ ‘| J«rZ S>oQ>mg|Q>a ñWm{nV H$aZo ‘| ‘hËdnyU© ^y{‘H$m {Z^mB©. AnZr 33 dfm] H$s 

godm Ho$ Xm¡amZ AmnZo {d{^Þ j‘VmAm| ‘| joÌ ‘hmà~§YH$ Am¡a {d{^Þ nXm| na joÌr¶ H$m¶m©b¶, A§Mb H$m¶m©b¶m| Am¡a joÌ ‘hmà~§YH$ 
H$m¶m©b¶m| ‘| H$m¶© {H$¶m. 

lr ImZ Zo ^maVr¶ ~¢H$ g§K Am¡a EJmoZ O|S>a B§Q>aZoeZb àmBdoQ> {b{‘Q>oS> Ho$ nam‘e© go ~¢H$ ~moS>© ã¶yamo Ûmam Am¶mo{OV AmB©AmB©E‘, ~|Jbwé 
Ho$ à{V{ð>V ZoV¥Ëd H$m¶©H«$‘ ‘| ^mJ {b¶m. AmnZo Ho$bm°½g ñHy$b Am°’$ ‘¡ZoO‘|Q>, {eH$mJmo Am¡a AmB©Eg~r, h¡Xam~mX go ^r {ejm àmá H$s 
h¡. lr BeamH$ Abr ImZ Zo {XZm§H$ 10 ‘mM©, 2021 H$mo ¶yH$mo ~¢H$ Ho$ H$m¶©nmbH$ {ZXoeH$ Ho$ ê$n ‘| nX^ma J«hU {H$¶m.
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hm{X©H$ ~YmB© - H$m¶©nmbH$ {ZXoeH$ ‘| nXmoÞ{V

h¡. lr BeamH$ Abr ImZ Zo {XZm§H$ 10 ‘mM©, 2021 H$mo ¶yH$mo ~¢H$ Ho$ H$m¶©nmbH$ {ZXoeH$ Ho$ ê$n ‘| nX^ma J«hU {H$¶m.

Shri Birupaksha Mishra started his banking career as proba�onary officer in the year 
198  and rose to a level of General Manager at Central Bank of India. Shri Mishra was 
elevated as the execu�ve director of Corpora�on Bank. Later on, He assumed charge 
as Execu�ve Director of Union Bank of India on April 1, 2020. On a�aining the age of 
superannua�on, He re�red from the service of our bank on 1.01.2021.
Union dhara wishes him a very happy and ac�ve re�rement

Bid adieu



{à¶ gm{W¶mo,

EASE 3.0 Ho$ A§VJ©V A{^emgZ Ed§ n[aUm‘ H|${ÐV EMAma ‘| àW‘ ñWmZ 
àmá H$aZo na Amn g^r H$mo ~YmB©.

‘¢ Bg CnbpãY H$mo ~‹S>o hr Jd© Ho$ gmW AmnHo$ gmW gmPm H$aVm hÿ±. gmW hr 
‘mZd g§gmYZ Ho$ {dH$mg Ho$ {b¶o h‘Zo Omo àmê$n V¡¶ma {H$¶m h¡ CgH$s EH$ 
PbH$ AmnHo$ gå‘wI àñVwV H$aVm hÿ±.

VoOr go ~XbVo {dÎmr¶ n[aÑí¶ ‘| ‘mZd g§gmYZ Ho$ joÌ ‘| {ZåZ{bpIV à‘wI 
H$m¶© q~Xþ ~Z JE h¢:

{S>OmBZ ‘yë¶ Ho$ ê$n ‘| nmaX{e©Vm - {d{dYVm Am¡a ¶w{º$g§JV V¡ZmVr

H$ë¶mU Am¡a CÔoí¶ - H$m¶©{ZînmXZ Ed§ nwañH$ma à~§YZ

g{H«$¶Vm Ed§ Ow‹S>md - à{H«$¶m Am¡a {ZU©¶ boZo H$s JwUdÎmm Ho$ {bE {dûco{fH$s, 
EAmB© Am¡a E‘Eb

~¢H$ Zo AnZr "‘mZd g§gmYZ ê$nm§VaU n[a¶moOZm-¶y{Z¶Z àoaUm' Ho$ 
‘mÜ¶‘ go ’$moH$g joÌm| ‘| H$m¶© H$aZo Ho$ CÔoí¶ go ì¶mnH$ nhb ewê$ H$s h¡, 
{OgH$m CÔoí¶ AnZo H$‘©Mm[a¶m| H$mo gwÑ‹T> ‘yë¶-g§dY©Z àXmZ H$aZm h¡, Omo 
XrK©H$m{bH$ AmH$m§jmAm| H$mo àmá H$aZo ‘| ghm¶H$ hmoJm. ¶y{Z¶Z àoaUm H$mo 
1 {gV§~a, 2020 H$mo h‘mao à~§Y {ZXoeH$ Ed§ grB©Amo ‘hmoX¶ Ûmam bm°ÝM 
{H$¶m J¶m Wm. {nN>bo df© H$s {d{^Þ EMAma à{H«$¶mAm|, àUm{b¶m| Am¡a 
g§aMZmAm| H$m nwZamdbmoH$Z H$a BÝh| ì¶mdgm{¶H$ CÔoí¶m| H$s àm{á ‘| EMAma 
aUZr{V H$s à^mderbVm ‘| gwYma bmZo hoVw nwZ… {S>OmBZ {H$¶m J¶m h¡.

{ZåZm§{H$V {ddaU go Amn Bg ~mV go gh‘V hm|Jo {H$ ¶y{Z¶Z àoaUm {H$gr 
H$‘©Mmar Ho$ OrdZ MH«$ Ho$ g^r ‘hËdnyU© q~XþAm| H$m g‘mdoe H$aVr h¡, 
{Oggo gdmªJrU {dH$mg Ho$ Adga àmá hmoVo h¢.

^Vu Ed§ Am°Z ~mo{Sª>J - ZB© ^{V©¶m| H$mo ~¢qH$J Am¡a ~¢H$ H$s g§ñH¥${V Ho$ Xm¶ao 
‘| bmZo Am¡a "ZB© nm¡Y H$mo g§dmaZo' Ho$ CÔoí¶ go 52-gámh H$m B§S>ŠeZ Ed§ 
Am°Z ~mo{Sª>J àmoJ«m‘ {S>µOmBZ {H$¶m J¶m h¡. Bg B§S>ŠeZ Ho$ Xm¡amZ, ñnmH©$g 
(SPARKs) nhb Ûmam  AgmYmaU à{V^m H$s nhMmZ H$a BZHo$ ^{dî¶JV² 
g‘J« {dH$mg na Ü¶mZ {X¶m OmEJm.

à{V^m {dH$mg {deof H$m¡eb g¥OZ H$m Adga - Om°~ ’¡${‘br Ed§ J«yq‘J 
¶moOZm : Bg df© g^r nmÌ A{YH$m[a¶m| H$mo Om°~ ’¡${‘br Ho$ Xm¶ao ‘| bm¶m 
J¶m h¡. àË¶oH$ H$‘©Mmar H$mo Om°~ ^y{‘H$m Ho$ AZwê$n amob Ho$ AZwgma EH$ 
ñd{ZYm©[aV J«yq‘J ßbmZ Ho$ gmW ‘¡n {H$¶m OmEJm. Bggo H$‘©Mmar H$mo AnZr 
ng§X H$s Om°~ ’¡${‘br ‘| H$m‘ H$aZo Am¡a {deof H$m¡eb goQ> {dH${gV H$aZo 
H$m Adga {‘bVm h¡.

Dear Friends,

Congratula�ons on being Ranked 1st in Governance & 
Outcome Centric HR  under EASE .0

It is with great pride that I share with you this triumph and give 
you a glimpse of what we have created.

Given the rapidly changing financial landscape, the following 
have become primary areas for HR Focus  

Transparency as a Design value - Diversity & Scien�fic 
Deployment

Wellbeing & Purpose - Performance & Rewards Management

Agility & Engagement - Analy�cs, AI & ML for process and 
decision-making uality

Bank has embarked on a journey to deliver on these Focus 
Areas through its HR Transforma�on Project- Union Prerna, 
aimed at delivering strong value accre�on to its employees, 
which shall in turn facilitate achievement of it’s long-term 
aspira�ons. Union Prerna was launched by respected MD & 
CEO Sir on September 1, 2020, and over the past year, various 
HR processes, systems and structures have since been revisited 
and redesigned, to improve the efficacy of HR Strategy in 
achieving business objec�ves.

With the depic�on below, you shall be able to appreciate 
how Union Prerna encompasses all strategic points in the life 
cycle of an employee to provide opportuni�es for all-round 
development. 

Re c r u i t m e n t  &  On -Bo a r d i n g  :  With the objec�ve to catch 
them young’ the 52-Week Induc�on & On-Boarding Program 
has been designed to assimilate new recruits in to the realm 
of banking and the culture of the Bank. During this Induc�on, 
the SPARKs ini�a�ve iden�fies excep�onal talent for further 
focused grooming.

rea�ng iche alent eveloping Speciali ed Skills Sets  
ob amilies & rooming lan  This year all eligible officers 

have been covered under Job families. Each employee shall be 
mapped with a customi ed Grooming Plan according to the Job 
Role. In this way, employees get to work in their choice Job 
Family and develop speciali ed skill sets.
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nwañH$ma Ed§ gwYma - H$m¶©{ZînmXZ, nwañH$ma Ed§ ì¶{º$JV {dH$mg : Ho$AmaE 
(Key Responsibility Area) H$m ‘yë¶m§H$Z H$aZo Am¡a Cgo CÔoí¶nyU© ~ZmZo 
Ho$ {bE H$B© H$X‘ CR>mE JE h¢. ZB© ‘yë¶m§H$Z àUmbr go H$‘©Mmar AnZm 
Ì¡‘m{gH$ àXe©Z ñH$moa XoI gH|$Jo Am¡a ¶h ̂ r XoI gH|$Jo {H$ g‘mZ H$m¶© H$aZo 
dmbo AÝ¶ bmoJm| Ho$ gmW do H$hm§ I‹S>o h¢. nwañH$ma CÔoí¶nyU© ‘mnZo ¶mo½¶ H$m¶© 
{ZînmXZ go g§~Õ hm|Jo Am¡a H$‘©Mm[a¶m| H$mo CZHo$ {ZînmXZ ‘| gwYma H$aZo Ho$ 
{bE à{ejU VWm kmZmO©Z Ho$ ê$n ‘| hm|Jo.

^{dî¶ Ho$ ZoV¥Ëd H$mo AmH$ma àXmZ H$aZm - CÎmam{YH$ma ¶moOZm : EH$ 
aUZr{VH$ CÎmam{YH$ma ¶moOZm H$m ‘m°S>b V¡¶ma {H$¶m J¶m h¡ {OgHo$ Ûmam 
C{MV à{V^m H$mo {dH${gV H$aZo Ho$ {bE d¡¶{º$H$ {dH$mg ¶moOZmAm| Ûmam 
J«yq‘J H$a CÝh| ZoV¥ËdH$Vm© H$s ^y{‘H$m Ho$ {bE V¡¶ma {H$¶m OmEJm.

¶y{Z¶Z àoaUm Ho$ A§VJ©V {ZåZ{bpIV ZE "EMAma {S>{OQ>b Qy>b' {dH${gV 
{H$E JE h¢ :

^y{‘H$m ñnï>Vm Qy>b - 40 hOma H$‘©Mm[a¶m| H$s ^y{‘H$m Ed§ Ho$AmaE (Key 
Responsibility Area) {ZYm©[aV {H$E JE h¢.

bú¶ {ZYm©aU Qy>b - àemg{ZH$ H$m¶m©b¶m| Ed§ emImAm| Ho$ {bE ~mOma 
à{VñnYm© Ed§ g‘H$j g‘yh d¡ûco{fH$s AmYm[aV 25+ CËnmX ‘mnX§S>m|  na 
d¡km{ZH$ bú¶ g‘yh ~ZmZm.

nXñWr Qy>b - A{YH$V‘ H$‘©Mm[a¶m| H$mo bm^ nhþ§MmZo hoVw S>mQ>m g§Mm{bV 
EëJmo[aX‘ Am¡a Om°~ amoQ>oeZ na {Xem{ZX}em| Ho$ AZwnmbZ ‘| ~¢H$ H$mo ghm¶Vm 
àXmZ H$aZm h¡.

H$m¶©{ZînmXZ S>¡e~moS>© - emIm, joÌ Ed§ A§Mb à‘wIm| H$mo CZHo$ AnZo H$m¶© 
{ZînmXZ H$m éPmZ XoIZo ‘| ghm¶Vm H$aZm Am¡a gwYmamË‘H$ H$ma©dmB© hoVw 
Cnm¶ àXmZ H$aZm. 

‘yë¶m§H$Z Qy>b - {S>{OQ>mBOoeZ Ho$ ‘mÜ¶‘ go nmaX{e©Vm bmZo hoVw dñVw{Zð> 
H$m¶©{ZînmXZ ‘yë¶m§H$Z.

Cn¶w©º$ Ho$ gmW-gmW h‘Zo {eH$m¶Vm| Ho$ à~§YZ Ho$ {bE EH$ Ëd[aV Ed§ 
gwÑ‹T> V§Ì {dH${gV {H$¶m h¡. Ohm± EH$ Amoa EMAma AmnHo$ Ûma H$m¶©aV 
H$‘©Mm[a¶m| Ho$ ‘wÔm| Ed§ àým| H$m g‘mYmZ H$aVm h¡ dht BZ-hmCg {eH$m¶V 
nmoQ>©b godm{Zd¥Îm H$‘©Mm[a¶m| H$s Amdí¶H$VmAm| H$mo Ü¶mZ ‘| aIH$a CZH$s 
Amdí¶H$VmAm| Ho$ AZwê$n ~Zm¶m J¶m h¡. h‘Zo EH$ hoëWHo$¶a En ^r V¡¶ma 
{H$¶m h¡ Omo {M{H$Ëgm ~r‘m VWm XO© Xmdm| go g§~§{YV g^r nhbwAm| H$m 
à~§YZ H$aVm h¡ {Oggo H$‘©Mm[a¶m| H$mo AmgmZr hmo OmVr h¡.

XmoñVmo, ‘¢ AmœñV hÿ§ {H$ BZ g^r ì¶dñWmAm| Ho$ gmW h‘ CÚmoJ OJV ‘| 
gd©loð> ‘mZd g§gmYZ ~ZZo Ho$ ghr ‘mJ© na h¢, Š¶m|{H$ h‘ AnZr ‘mZdr¶ 
ny±Or H$s ZB© AnojmAm| H$mo {Za§Va nyam H$a aho h¢ Ed§ j‘Vm ‘| gwYma bmZo hoVw 
A{YH$ go A{YH$ {S>{OQ>b g‘mYmZ V¡¶ma H$a aho h¢. 

{dlm‘ go nhbo h‘| ~hþV b§~m g’$a V¶ H$aZm h¡, Bg {dMma Ho$ gmW ‘¢ 
Amn g^r Ho$ gå‘wI ¶y{Z¶Z Ymam H$m ¶h "‘mZd g§gmYZ {deofm§H$' AmnH$s 
gyMZmW© Am¡a AmnH$mo ào[aV H$aZo hoVw àñVwV H$a ahm hÿ±.

AmnHo$ AÀN>o ñdmñÏ¶ Ed§ g’$bVm H$s H$m‘Zm Ho$ gmW,

                                                  H$ë¶mU Hw$‘ma

                                                

‘w»¶ ‘hmà~§YH$ (‘m.g§)

Rewards & Reforms  erfor mance, Rewards & Individual 
evelopment  a lot of effort has been taken to make KRAs 

measurable and objec�ve. The new Appraisal System shall enable 
an employee to see their uarterly performance score and also 
see where they stand with other people doing similar work. 
Rewards shall be linked to objec�vely measured performance, 
and Reforms in the form of training and learning opportuni�es 
shall be extended to employees to improve their performance.

Shaping uture eaders  Succession lanning  A strategic 
succession planning model has been put in place whereby 
suitable talent shall be given focused grooming through 
Individual Development Plans in prepara�on for taking on 
leadership roles.

The following new HR Digital Tools have been developed under 
Union Prerna 

Role larity ool  Roles and KRAs are assigned to 0K 
employees

arget Se ng ool  Scien�fic targets set for Admin Offices 
& Branches for  25  product parameters based on market 
compe��on and peer group analy�cs

os�ngs ool  Data driven algorithm to benefit the maximum 
number of employees, and help the Bank to comply with 
guidelines on job rota�on.

erformance ashboard  Help Branch Heads, Regional Heads 
& Zonal Heads to view and analyse their own performance 
trends & and provide insights to undertake course correc�on 
ini�a�ves.

Appraisal ool  Objec�ve Performance Assessment to bring 
transparency through digitali a�on.

In addi�on to the above, we have put in place a robust and 
prompt Grievance Handling mechanism. HR Aapke Dwar 
serves to resolve the ueries and issues of ac�ve employees, 
while a new in-house Grievance Portal has been designed for 
re�red employees to take care of their needs. We have also 
developed a Healthcare App which takes care of everything 
related to medical insurance and claims filing, making it simple 
for employees in difficult �mes.

Friends, I am confident that with all these developments, we 
are on track to becoming the best HR brand in the industry 
as we con�nue to cater to the emerging needs of our human 
capital and create more and more digital solu�ons to improve 
efficiency.

There are s�ll miles to go before we rest and with that thought 
I give you this HR Special Issue of Union Dhara to keep you 
informed and inspired.

Wishing you good health & success,

alyan umar

hief eneral anager R
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Dear friends,

With new vibrant HR Ini� a� ves and a new approach 
to HR, I am happy to present to you this Special Issue 
of Union Dhara on HR.  

Human Resource func� ons are not only limited 
to procuring but also extends to the training and 
development of skills, tracking performances, and 
ensuring e ual opportuni� es to all the employees. 
Any organi a� on is known by the workforce that it 
commands. The emphasis and importance of the 
workforce has been retained by Union Bank of India 
with its brand new ini� a� ve 'Union PRERANA' which 
comprise of HR-as a Service Centre to its employees, 
Transperancy, Trust, Leadership Role, Skill set 
and EASE .0. Its consistent record of retaining, 
maintaining and encouraging its workforce to do 
their best with ease. 

The challenges are no less. Its a mammoth task to 
manage a workforce of 75,000  employees but I’m 
sure our values as an organi a� on will keep us guarded.

So I dedicate this issue to all 75000  employees and 
our re� red workforce whose experience and hard 
work have brought us to this stage of success.

Happy reading to you & would be happy to know 
your views and opinion regarding this HR Special 
Issue of Union Dhara.

{à¶ gm{W¶mo,

ZB© Ord§V ‘mZd g§gmYZ (EMAma) nhb Ed§ EMAma Ho$ EH$X‘ 

ZE Ñ{ï>H$moU Ho$ gmW ‘¢ AmnHo$ g‘j ¶y{Z¶Z Ymam Ho$ Bg EMAma 

{deofm§H$ H$mo àñVwV H$aVo hþE hf© H$m AZw^d H$a ahr hÿ±.

‘mZd g§gmYZ H$m H$m¶© Ho$db {Z¶w{º$¶m| VH$ hr gr{‘V Zht h¡ 

~pëH$  H$m¡eb {dH$mg Ed§ à{ejU, H$m¶© {ZînmXZ na ZOa aIZm 

Am¡a g^r H$‘©Mm[a¶m| H$mo g‘mZ Adga àXmZ H$aZm ^r BgHo$ 

A§VJ©V AmVo h¢. H$moB© ^r g§ñWm, CgH$mo MbmZo dmbr dH©$’$mog© Ho$ 

Ûmam hr OmZr OmVr h¡. dH©$’$mog© Ho$ à^md Ed§ ‘hËd H$mo ¶y{Z¶Z 

~¢H$ Am°’$ B§{S>¶m H$s ZB© nhb "¶y{Z¶Z àoaUm' ‘| g‘m{hV {H$¶m 

J¶m h¡ {OgHo$ A§VJ©V EMAma AnZo H$‘©Mm[a¶m| Ho$ {bE godm 

Ho$ÝÐ Ho$ ê$n ‘|, nmaX{e©Vm, {dœmg, ZoV¥ËdH$Vm© ^y{‘H$m, H$m¡eb 

g‘yh Ed§ EASE 3.0 em{‘b h¢. ¶h dH©$’$mog© H$mo g§ñWm go {Za§Va 

Omo‹S>o aIZo, CZH$m Ü¶mZ aIZo Ed§ ghOVm go AnZm gdm}Îm‘ H$m¶©  

{ZînmXZ H$aZo Ho$ {bE ào[aV H$aZo H$m H$m¶© H$aVr h¡.

MwZm¡{V¶m± H$‘ Zht h¢. 75000+ H$‘©Mm[a¶m| H$s dH©$’$mog© H$mo 

à~§{YV H$aZm EH$ ~hþV ~‹S>m H$m¶© h¡ bo{H$Z ‘wPo {dídmg h¡ {H$ 

g§ñWm Ho$ ê$n ‘| h‘mar ‘mÝ¶VmE§ h‘| gwa{jV aI|Jr.  

AV… ‘¢ ¶h A§H$ g^r 75000+ H$‘©Mm[a¶m| Am¡a h‘mar godm{Zd¥Îm 

dH©$’$mog© H$mo g‘{n©V H$aVr hÿ± {OZHo$ AZw^d VWm H$‹S>o n[al‘ go 

h‘Zo g’$bVm H$s Bg pñW{V H$mo àmá {H$¶m h¡. 

‘¢ Amem H$aVr hÿ± {H$ ¶h A§H$ AmnHo$ {bE OmZH$maràX hmoJm Ed§ 

¶y{Z¶Z Ymam Ho$ Bg EMAma {deofm§H$ Ho$ g§~§Y ‘| AmnHo$ {dMma 

Ed§ gwPmd àmá H$a ‘wPo àgÞVm hmoJr.

ours truly,

Dr. Sulabha Kore

 AmnH$s, 

S>m°. gwb^m H$moao

ours truly,

Dr. Sulabha Kore

 AmnH$s, 
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{hÝXr Am¡a n§Om~r gm{hË¶ H$s ‘hmZ 
bopIH$m A‘¥Vm àrV‘ 20dt gXr 

H$s EH$ ‘hmZ H$d{¶Ìr Am¡a CnÝ¶mgH$ma hr 
Zht ~pëH$ EH$ à»¶mV {Z~§YH$ma ^r Wt, 
{OÝhm|Zo {hÝXr Ho$ gmW-gmW n§Om~r H${dVm 
Ed§ gm{hË¶ H$mo AÝVam©ï´>r¶ ñVa na EH$ 
AbJ nhMmZ {XbdmB© h¡. do n§Om~r ^mfm 
H$s gd©loð> H${d{¶Ìr Wr, {OZH$s aMZmAm| 
H$m {dœ H$s H$B© AbJ-AbJ ^mfmAm| ‘| 
AZwdmX hmo MwH$m h¡. gm{hË¶ ‘| 60 gmb go 
^r Á¶mXm g‘¶ VH$ amO H$aZo dmbr ‘hmZ 
bopIH$m A‘¥Vm àrV‘ Or H$s bmoH${à¶Vm 
^maV ‘| ht Zht ~pëH$ nm{H$ñVmZ ‘| ^r h¡.

A‘¥Vm àrV‘ na {bIZm Hw$N> Eogo hr h¡ O¡go 
AmJ H$mo eãX XoZm, hdm H$mo Ny>H$a AmZm 
Am¡a Mm§XZr H$mo AnZr hWo{b¶m| Ho$ ~rM ~m§Y 
boZm. ào‘ ‘| {ga go nm§d VH$ Sy>~r ¶h ór 
AmOmX ~bm H$s Wr Am¡a IwÔma ^r CVZr 
hr. h‘ ‘mZVo AmE h¢, ào‘ Am¡a AmOmXr Xmo 
{damoYm^mgr eãX h¢. ß¶ma AJa {H$gr go 
{gao go ~§Y OmZm h¡ Vmo AmOmXr ha ~§YZ H$mo 
Vmo‹S>H$a Iwbr hdm ‘| OrZo Am¡a gm§g boZo H$m 
Zm‘ h¡ na A‘¥Vm Zo ß¶ma Ho$ gmW AmOmXr 
H$mo Omo‹S>H$a ß¶ma Ho$ a§J H$mo Wmo‹S>m Am¡a MQ>I 
Am¡a ì¶mnH$ ~Zm {X¶m h¡.

¶y§ hr Zht h¡ {H$ EH$ Xm¡a H$s n‹T>r {bIr 
b‹S>{H$¶m| Ho$ {gahmZo A‘¥Vm H$s AmË‘H$Wm 
"agrXr {Q>H$Q'> hþAm H$aVr Wr. ¶hr Zht, 

CZHo$ OrZo-ahZo Ho$ Vm¡a-VarHo$ ^r ~mH$mo{ee 
H$m°nr {H$E OmVo aho. A‘¥Vm AmOmX »¶mb 
H$s BZ b‹S>{H$¶m| H$m amob ‘m°S>b ahr h¢ Am¡a 
g~go Img ~mV h¡ {H$ BZ Á¶mXmVa b‹S>{H$¶m| 
Ho$ {bE do CZHo$ joÌ ¶m ^mfm H$s bopIH$m 
Zht Wt. A‘¥Vm H$m ¶h AmH$f©U CÝh| Img 
~ZmVm h¡ {OgZo ^mfm H$s Xrdmam| Ho$ nao ^r 
CZHo$ eãXm| Ho$ n§Im| H$mo Iwbm AmH$me Xo 
{X¶m Wm.

A‘¥Vm Or Ho$ ewéAmVr OrdZ H$s ~mV H$aVo 
h¢. A‘¥Vm àrV‘ Or 31 AJñV 1919 ‘| 
JwOam§dmbm n§Om~, (Omo {H$ A~ nm{H$ñVmZ 
‘| h¡) ‘| OÝ‘t Wr. BZH$s {ejm bmhm¡a 
go hþB©. ~MnZ go hr CÝh| n§Om~r ^mfm ‘| 
H${dVm, H$hmZr Am¡a {Z~§Y {bIZo ‘| ~ohX 
{XbMñnr Wr, CZ‘| EH$ H${d{¶Ìr H$s PbH$ 
~MnZ go hr {XIZo bJr Wr. dht O~ ¶h 
‘hO 11 gmb H$s Wr, CZHo$ {ga go ‘m§ H$m 
gm¶m h‘oem Ho$ {bE CR> J¶m, {OgHo$ ~mX 
CZHo$ ZÝh| H§$Ym| na Ka H$s gmar {Oå‘oXmar 
Am JB©. Bg Vah BZH$m ~MnZ {Oå‘oXm[a¶m| 
Ho$ ~moP Vbo X~ J¶m. n§Om~r gm{hË¶ H$mo 
A§Vamï´>r¶ ñVa na nhMmZ {XbdmZo dmbr Bg 
‘ehÿa bopIH$m H$m {ddmh ‘hO 16 gmb 
H$s C‘« ‘| àrV‘ qgh go hþAm Wm, hmbm§{H$ 
CZH$s ¶h emXr H$m’$s {XZm| VH$ Zht Mb 
nmB© Wr. gZ² 1960 ‘| A‘¥Vm Or H$m AnZo 
n{V Ho$ gmW VbmH$ hmo J¶m Wm. dht A‘¥Vm 
àrV‘ Or H$s AmË‘ H$Wm "agrXr {Q>H$Q>' Ho$ 
‘wVm{~H$ àrV‘ qgh go VbmH$ Ho$ ~mX H${d 
gm{ha bw{Y¶mZdr Ho$ gmW CZH$s ZOXr{H$¶m§ 
~‹T> JBª, bo{H$Z {’$a O~ gm{ha H$s qOXJr 
‘| H$moB© Am¡a Am J¶m Vmo Cg Xm¡amZ A‘¥Vm 
àrV‘ Or H$s ‘wbmH$mV Am{Q©>ñQ> Am¡a boIH$ 
B‘amoO go hþB© h¡, {OZHo$ gmW CÝhm|Zo AnZm 
~mH$s OrdZ ì¶VrV {H$¶m. em¶X Bg{bE 
A‘¥Vm àrV‘ Or H$s A{YH$m§e aMZmAm| H$m 
H|$Ð Zmar ahr h¡. BÝhm|Zo AnZr aMZmAm| ‘| 

VbmH$ewXm ‘{hbmAm| H$s nr‹S>m Ed§ d¡dm{hH$ 
OrdZ Ho$ H$Qw> gË¶ H$mo ~ohX ^mdZmË‘H$ 
VarHo$ go ~Vm¶m h¡. A‘¥Vm Or H$s ào‘ H$hmZr 
Ed§ CZHo$ OrdZ na AmYm[aV A‘¥Vm B‘amoµO: 
E bd ñQ>moar Zm‘ H$s EH$ {H$Vm~ ^r {bIr 
J¶r h¡. A‘¥Vm àrV‘ Ho$ ~mao ‘| ¶h ^r H$hm 
OmVm h¡ {H$ CÝhm|Zo hr {bd-BZ-[aboeZ{en 
H$s ewéAmV H$s Wr.

A‘¥Vm àrV‘ Or CZ gm{hË¶H$mam| ‘| go EH$ 
Wt, {OÝhm|Zo 1947 ‘| ^maV-nm{H$ñVmZ Ho$ 
~§Q>dmao H$mo ~ohX H$ar~ go XoIm Wm Am¡a 
BgH$s nr‹S>m ‘hgyg H$s Wr. Mmho {hÝXr hmo 
¶m n§Om~r, CZH$m A{YH$Va gm{hË¶ H$m 
VmZm ~mZm Cgr n¥ð>^y{‘ na ~wZm J¶m h¡. 
CÝhm|Zo 18dt gXr ‘| {bIr AnZr H${dVm 
"AÁO AmIm§ dm[ag emh Zy§'  ‘| ^maV-
nmH$ {d^mOZ Ho$ g‘¶ ‘| AnZo Jwñgo H$mo 
Bg H${dVm Ho$ ‘mÜ¶‘ go {XIm¶m Wm, gmW 
hr BgHo$ XX© H$mo ~ohX ^mdZmË‘H$ VarHo$ 
go AnZr Bg aMZm ‘| {namo¶m Wm. CZH$s 
¶h H${dVm H$m’$s ‘ehÿa ^r hþB© Wr Am¡a 
BgZo CÝh| gm{hË¶ ‘| EH$ AbJ nhMmZ 
{XbdmB© Wr. {d^mOZ H$s nr‹S>m H$mo boH$a 
BZHo$ CnÝ¶mg "qnOa' na EH$ {µ’$ë‘ ^r ~Zr 
Wr, Omo AÀN>r ˜mgr MMm© ‘| ahr. AmOmXr 
{‘bZo Ho$ ~mX ^maV-nmH$ ~§Q>~mao Ho$ g‘¶ 
Bg ‘hmZ H${d{¶Ìr A‘¥Vm àrV‘ Or H$m 
n[adma ^maV H$s amOYmZr {X„r ‘| AmH$a 
~g J¶m. ^maV AmZo Ho$ ~mX A‘¥Vm àrV‘ 
Or Zo n§Om~r ^mfm Ho$ gmW-gmW {hÝXr ^mfm 
‘| {bIZm ewé H$a {X¶m. BZH$s H$hm{Z¶m± 
^maVr¶ g‘mO H$m OrVm- OmJVm Xn©U h¢ 
Am¡a H$hmZr Ho$ nmÌ nmR>H$m| H$mo AnZo BX©-
{JX© hr ZµOa AmVo h¢, Bg{bE bmoH${à¶Vm 
Ho$ {Og {eIa H$mo BÝhm|Zo Nw>Am, dh Ho$db 
BÝht Ho$ de H$s ~mV hmo gH$Vr h¡. hmbm§{H$ 
^maV AmZo Ho$ ~mX ^r CZH$s bmoH${à¶Vm na 
H$moB© ’$H©$ Zht n‹S>m. ^maV-nmH$ XmoZm| hr Xoe 

AmYw{ZH$ ¶wJ H$s ‘hmZ bo{IH$m-A‘¥Vm àrV‘

gm{hË¶ OJV go
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Cfm 
S>rAmB©Q>r, ndB©

Ho$ bmoJ CZH$s H${dVmAm|/ CnÝ¶mgm|/{Z~§Ym| 
H$mo CVZm hr ng§X H$aVo Wo, {OVZm {H$ do 
{d^mOZ go nhbo H$aVo Wo.

A‘¥Vm àrV‘ g~go bmoH${à¶ boIH$m| ‘| go 
EH$ Wr. A‘¥Vm àrV‘ H$mo n§Om~r ^mfm H$s 
nhbr H$d{¶Ìr ^r ‘mZm OmVm h¡. BÝhm|Zo 
100 go A{YH$ nwñVH|$ {bIr, {OZ‘| g~go 
A{YH$ M{M©V CZH$s AmË‘H$Wm "agrXr 
{Q>H$Q>' ahr. nÙ {d^yfU d gm{hË¶ AH$mX‘r 
nwañH$ma g‘oV CÝh| AZoH$ gå‘mZ àmá hþE 
h¢. BZH$s H$mµ’$s aMZmE§ {dXoer ^mfmAm| ‘| 
^r AZy{XV hþB© h¢. n§Om~r ^mfm H$s gd©loð> 
Ed§ bmoH${à¶ H$d{¶Ìr A‘¥Vm àrV‘ Or H$s 
{JZVr CZ gm{hË¶H$mam| ‘| hmoVr h¡, {OZH$s 
aMZmAm| H$m {dœ H$s H$B© AbJ-AbJ 
^mfmAm| ‘| AZwdmX {H$¶m J¶m h¡. A‘¥Vm Or 
Zo AnZr aMZmAm| ‘| gm‘m{OH$ OrdZ Xe©Z 
H$m ~o~mH$ Ed§ ~ohX amo‘m§MnyU© dU©Z {H$¶m 
h¡. CÝhm|Zo gm{hË¶ H$s bJ^J g^r {dYmAm| 
na AnZr Iy~gyaV boIZr MbmB© h¢. A‘¥Vm 
Or H$s aMZmAm| ‘| CZHo$ boIZ H$s J§^raVm 
Am¡a JhamB© gm’$ ZOa AmVr h¡. {dbjU 
à{V^m H$s YZr Bg ‘hmZ H${d{¶Ìr Zo AnZr 
aMZmAm| ‘| VbmH$ewXm ‘{hbmAm| H$s nr‹S>m 
Ed§ emXrewXm OrdZ Ho$ H$‹S>do AZw^dm| H$m 
ì¶m»¶m ~ohX Iy~gyaVr go H$s h¡.

A‘¥Vm àrV‘ Or H$mo CZH$s ‘hËdnyU© 
aMZmAm| Ho$ {bE H$B© ~‹S>o nwañH$mam| go ^r 
gå‘m{ZV {H$¶m Om MwH$m h¡, A‘¥Vm àrV‘ 
Or Ûmam {bpIV CZH$s ‘hËdnyU© H¥${V¶m§ Ed§ 
CZHo$ OrdZ go Ow‹S>r Hw$N> Ah‘ ~mV| g§{já 
‘| Xr JB© h¢.

1. CnÝ¶mg : qnOa, H$moao H$mJµO, Amey, nm§M 
~ag b§~r g‹S>H$, CÝMmg {XZ, AXmbV, 
haXÎm Xm qµOXJrZm‘m, gmJa, ZmJ‘{U, Am¡a 
gr{n¶m±, {X„r H$s J{b¶m§, Voahdm§ gyaO, a§J 
Xm nÎmm, YaVr gmJa Vo gr{n¶m§, Oo~H$Vao, 
n¸$s hdobr, H$ƒr g‹S>H$.

2. AmË‘H$Wm : agrXr {Q>H$Q>.

3. H$hmZr g§J«h : H$hm{Z¶m| Ho$ Am§JZ ‘|, 
H$hm{Z¶m§ Omo H$hm{Z¶m§ Zht h¢.

4. g§ñ‘aU : EH$ Wr gmam, H$ƒm Am±JZ.

5. H${dVm g§J«h : bmoH$ nr‹S>, ‘¢ O‘m Vy, 
H$ñVyar, bm{‘¶m± dVZ, gwZhþ‹S>o VWm H$mJ‹O 
Vo H¡$Zdg.

A{ÛVr¶ Ed§ {dbjU à{V^m dmbr ‘hmZ 
H$d{¶Ìr A‘¥Vm àrV‘ Or H$mo CZH$s AØþV 
aMZmAm| Ho$ {bE H$B© A§Vamï´>r¶ Am¡a amï´>r¶ 
nwañH$mam| go gå‘m{ZV {H$¶m J¶m h¡. AmnH$mo 
~Vm X| {H$ 1956 ‘| gm{hË¶ AH$mX‘r nwañH$ma 
go gå‘m{ZV ¶h nhbr n§Om~r ‘{hbm Wr. 
BgHo$ gmW hr ^maV H$m ‘hËdnyU© nwañH$ma 
"nÙlr' hm{gb H$aZo dmbr ^r ¶h nhbr 
n§Om~r ‘{hbm Wr. BgHo$ Abmdm BÝh| n§Om~ 
gaH$ma Ho$ ^mfm {d^mJ Ûmam nwañH$ma g‘oV 
^maVr¶ kmZnrR> Am{X nwañH$mam| go gå‘m{ZV 
{H$¶m Om MwH$m h¡. A‘¥Vm àrV‘ Or H$mo àmßV 
nwañH$mam| H$s gyMr {ZåZmZwgma h¡ -

gm{hË¶ AH$mX‘r nwañH$ma (1956)

* nÙlr (1969)

* nÙ {d^yfU (2004)

* ~ëJm[a¶m d¡amod nwañH$ma (~wëJm[a¶m - 
1988)

* S>m°ŠQ>a Am°’$ {bQ>aoMa ({X„r ¶y{Zd{g©Q>r- 
1973)

* S>m°ŠQ>a Am°’$ {bQ>aoMa (O~bnwa 
¶y{Zd{g©Q>r-1973)

* ’«$m§g gaH$ma Ûmam gå‘mZ (1987)

* S>m°ŠQ>a Am°’$ {bQ>aoMa ({dœ ^maVr 
em§{V{ZHo$VZ-1987)

A‘¥Vm àrV‘ Zo bå~r ~r‘mar Ho$ ~mX 31 
Aºy$~a, 2005 H$mo A§{V‘ gm§g br. do 86 

gmb H$s Wt Am¡a X{jUr {X„r Ho$ hm¡µO ˜mg 
BbmµHo$ ‘| ahVr Wt. A~ do h‘mao ~rM Zht 
h¢, bo{H$Z CZH$s H${dVmE±, H$hm{Z¶m±, ZµÁ‘| 
Am¡a g§ñ‘aU gX¡d hr h‘mao ~rM ah|Jo.Bg 
‘hmZ bopIH$m Ho$ gå‘mZ ‘| 31 AJñV, 
2019 H$mo, CZH$s 100dt O¶§Vr na CÝh| 
lÕm§O{b XoZo Ho$ {bE JyJb Zo ^r ~ohX Img 
A§XmO ‘| Sy>S>b ~Zm¶m Wm. A‘¥Vm àrV‘ 
O¡go gm{hË¶H$ma amoµO-amoµO n¡Xm Zht hmoVo.
CZHo$ OmZo go EH$ ¶wJ H$m AÝV hþAm h¡. 
OmVo OmVo CZH$s Hw$N> n§{º$¶m§ àñVwV H$aVo h¡: 

¶h EH$ emn h¡, ¶h EH$ da h¡
Am¡a Ohm± ^r

AmµOmX ê$h H$s PbH$ n‹S>o 
g‘PZm dh ‘oam Ka h¡.
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¶o h¡ h‘mam ¶y{Z¶Z n[adma
g^r g‘ñ¶mAm| H$m {Zdma 
BgHo$ {bE ~hþV ~hþV Am^ma
Bg{bE hr Vmo h¡ gd©loð> EMAma

A~ Vmo Am J¶m BgH$m Eon
~«m§M bmoHo$Q>a {dX ‘¡n

Zht H$a gH$Vo BgH$mo h¡H$
24X 7 H$a gH$Vo h¢ MoH$

S>rAmB©Q>r Zo {H$¶m h¡ H$‘mb
nyao ~¢H$ H$mo aIm h¡ g§^mb
H$moamoZm H$m Am¶m h¡ ~wam H$mb 
Eogm ñQ>m’$ hmo Vmo Š¶m ‘bmb

¶o ^r AnZo Amn ‘o ~hþV ~‹S>r MwZm¡Vr h¡
¶o H$aVo h¡ H$m‘ O~ Xþ{Z¶m gmoVr h¡

h¡H$a BZHo$ {bE nZm¡Vr h¡
BZH$s H$amo aoñnoŠQ>, 

BZH$s ^r qOXJr hmoVr h¡

XoI gH$Vo h¢ Bg‘| Leave and pay slip
H$moB© ^r Am°ßeZ H$a gH$Vo h¡ pick
Leave apply H$a gH$Vo h¡ 
casual hmo ¶m sick
~hþV AmgmZ h¡, by just a click

¶yO H$aZm h¡ Bgo ~hþV AmgmZ 
 BgZo ~‹T>m¶m ~¢H$ H$m ‘mZ

~¢H$ H$m ~Zm h¡, ¶o AmZ ~mZ emZ 
H$amo Bgo S>mCZbmoS>, ~mV ‘oar ‘mZ

~mbH¥$îU Jmo¶b
Ho$EgHo$dr ^wO emIm 

¶y{Z¶Z n[adma
‘oam OrdZ EH$ I§S>ha h¡,

Mmam| Amoa ^am h¡ XbXb,

Z {XIo a{d H$ht na,

‘oam OrdZ EH$ I§S>ha h¡.

~¡amZ n‹S>r h¡ ~{J¶m ‘oar,

éV ^r N>mB© nVPa h¡,

’w$bdmar ‘waPm JB© h¡,

n{Îm¶m| H$s ¶hm± ’$a’$a h¡.

Zm H$moB© ^r Amgnmg h¡,

XþI ¶o N>m¶m ‘Z na h¡,

‘H${S>¶m| H$s Omb Ho$ O¡go,

Omb ~Zo [aíVm| na h¡.

AmdmO V^r EH$ AmB© XmoñV H$s,

‘¡b hQ>m Omo ‘Z na h¡,

Iw{e¶m± h¢ AnZm| H$s Iwer ‘|,

Ë¶mJ ‘X, ‘mZ jU^a h¡.

{’$a XoI Mmamo Amoa ~g§V pIboJr,

‘hb {XI|Jo I§S>ha ¶o,

H$m’$s h¡ {X¶m H$s amoeZr,

XoI H$‘b XbXb na h¡.

‘oam OrdZ

H$m§{Vbmb E‘ aËZmoÎma
^¡adZmW amo‹S> emIm, Ah‘Xm~mX

H$mì¶Ymam

Cƒ à~§YZ H$mo AZm¶mg hr EH$ {dMma Am¶m,
g‘m‘obZ Ho$ nümV² H$Xm{MV

h‘ {demb hmo JE&
Vmo Š¶m| Zm ¶y{Z¶ZmBQ²g H$m 
Amng ‘| n[aM¶ H$am¶m Om¶
{Jbo-{eH$do N>mo‹S> {Xbm| go 

{Xb H$mo {‘bm¶m Om¶
AmB¶o XmoñVm|, EMAma ( HR)  drH$ ‘Zm¶m Om¶& 

nhbo AnZo ghH$‘u H$mo h‘ OmZ|,
CZHo$ ‘Z H$mo Q>Q>mob|, Aa‘mZm| H$mo nhMmZ|,

{’$a Iwbo ‘Z go H$a| MMm©, qMVm Am¡a 
g‘ñ¶mAm| H$s V~ VH$, O~ VH$ H$s H$moB© 

g‘mYmZ Zm hmo Om¶,
AmB¶o XmoñVm|, EMAma ( HR)  drH$ ‘Zm¶m Om¶& 

H$~ {‘bVm h¡ ‘m¡H$m Cƒ à~§YZ H$mo gwZZo H$m 
CZHo$ dMZm| H$mo AmË‘gmV H$a 

ZE gnZm| H$mo ~wZZo H$m 
H$a| g§H$ën bo Ho$ hmWm| ‘| hmW à~§YZ Ho$ 

b‹S>|Jo gmW V~ VH$, 
~¢H$ Z§~a dZ Zht ~Z Om¶ 

AmB¶o XmoñVm|, EMAma ( HR)  drH$ ‘Zm¶m Om¶& 

‘Ja aho ¶o Ü¶mZ àJ{V ‘| 
{H$gr H$m gmW Zm Ny>Q>o 

H$a| h‘ amO {Xbm| no g~Ho$ 
H$^r {dídmg Zm Qy>Q>o 

gd©loð> H$mo ào[aV H$aZm 
¶y{Z¶Z àoaUm Ho$

Bg ‘yb ^md go, h‘ H$ht ^Q>H$ Zm OmE§ 
AmB¶o XmoñVm|, EMAma ( HR)  drH$ ‘Zm¶m Om¶& 

‘mZd g§gmYZ gámh

g§Vmof Hw$‘ma Im±
jo.‘.à.H$m.,am§Mr
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{Og ‘mZd H$m ào‘ a§J ‘|, 
a§Jm hþAm OrdZ hmoJm 

CgH$s amhm| Ho$ nJ-nJ na, 
’y$bm| H$m ‘Yw~Z hmoJm&

pIbVr h§gVr A{^bmfmE§, 
gnZm| H$s ‘Yw[a‘ ZJar 

     amh| ^r ~mh| Imob|Jr, 
g§J ‘| ‘Z ^mdZ hmoJm&

H$^r ^bm Š¶m| ^rJoJr, 
Cg ~mbH$ H$s gw§Xa Am±I| 

{OgH$s {H$ñ‘V ‘| ‘mVm H$m, 
ß¶ma ^am Xm‘Z hmoJm&

H${R>Z J«rî‘ H$s ‘hm VnZ go,
H$^r Zht K~amZm Vw‘ 

erVb ndZ PH$moam boH$a,
AmVm hr gmdZ hmoJm&

H$mbm hmoJm PyR>m| H$m ‘w±h, 
Eogm ^r {XZ AmEJm 

gM H$m O~ gmar YaVr ‘|, 
Iwb H$a A{^ZÝXZ hmoJm&

H$moZo-H$moZo ‘|, ^maV Ho$,
O¶ H$mao Jw§{OV hm|Jo 

Xoe ào‘ OmJoJm g~ ‘|, 
dgwYm H$m d§XZ hmoJm&

 ‘ZmoO Hw$‘ma
jo.H$m., H$mZnwa

dgwYm H$m d§XZ
Traveling through Life’ s valley 

I found a man 
Full of gloom and despair 

I asked the reason
For the pearls moving down 

from his eyes.
And this is what he said,
My grieves are such that 

I have none to speak 
Troubles seem to be never ending

In my life where ice is 
Mel�ng and mel�ng,

Hope seems to be nowhere found,
None to help, 

none to solve the problem 
Because none has the 
solu�on except one,

I asked that only one.
W hy this man’ s life is unfolding
In such an unpredictable way,

W hy God is unkind so as to play
with his life?  

Is almighty misusing his power?
W ith a gentle smile on his face 

This is what he answered, 
I you want to manifest the 

Desire of your heart, 
You must walk the path of 

Inner discovery not outer change.
The purpose of life is self revela�on

Revealing your best self to you.
Saying these words he departed.

Never lose insight of who 
You truly are.

Di s c o v e r i n g  t h e  p u r p o s e  o f  l i f e

Sanober awfi ue
 ULP Howrah

{ZÛªÛ ^md go g§¶‘ H$s &

~mV| H$aVm Wm amoO ~‹S>r &&

gmoMm Z H$^r ¶h ê$n Yao &

A{^‘mZ H$aoJm àdoe ¶y± ht && 

 M‘H$ ^ar Am±Im| go &

‘wñH$mVo Mohao H$mo ‘¢ {bE &&

H$aZo bJVm An‘mZ ¶y± ht &

^aZo bJVm hþ§H$ma ¶y± hr &&

IwX H$mo eyÝ¶ ~Vm H$a &

Am¡a H$^r CnbpãY¶m± OVm H$a &&

g§¶‘ H$s PyR>r MmXa Amo‹T>o&

IwX H$mo hr PwR>bmVm Wm &&

An‘mZ Ho$ S>a go AnZo hr &

‘¢ g§¶‘ H$s Ywar Kw‘mVm Wm &&

H$hVm Wm ñdm{^‘mZ {Ogo &

nX} ‘| Wm A{^‘mZ dhr &&

{Z‘©‘ H$s {’$a ¶o H$mo{ee h¡ &

‘¢ MmhV go A~ ~M OmD$± &&

H$V©ì¶ {d‘wIVm Ho$ ^¶ go &

gd©Ì AkmV ‘¢ hmo OmD$± &&

gd©Ì AkmV ‘¢ hmo OmC§

AZwamJ Hw$‘ma qgh
jo.H$m.,CSw>{n 
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O¡go ha ~ƒm à{V^m gånÞ hmoVm 
h¡ AWm©V² ha ~ƒo ‘| H$moB© Z H$moB© 

à{V^m hmoVr h¡, Cgr àH$ma {H$gr ^r g§ñWm 
¶m ~¢H$ Ho$ ~mao ‘| ¶h H$hm Om gH$Vm 
h¡ {H$ Cg g§ñWm ¶m ~¢H$ ‘| H$m¶©aV ha 
H$‘©Mmar à{V^mdmZ h¡ AWm©V ha H$‘©Mmar 
‘| H$moB© Z H$moB© à{V^m Adí¶ {N>nr hmoVr 
h¡. ~g Amdí¶H$Vm h¡ Vmo Cg à{V^m H$mo 
nhMmZZo H$s, Cgo {ZImaZo H$s Am¡a {’$a Cg 
à{V^m H$mo Cg g§ñWm ¶m ~¢H$ H$s àJ{V Ho$ 
{bE g‘w{MV Cn¶moJ H$aZo H$s. {H$gr ^r 
g§ñWm Ho$ AZdaV gwMmé ê$n go H$m¶© H$aZo 
Am¡a {Za§Va àJ{V Ho$ {bE à{V^m à~§YZ 
Amdí¶H$ h¡ Vm{H$ Cg g§ñWm Ho$ erf© nX 
go boH$a H$m¶m©Ë‘H$ g^r {d^mJm| Am¡a 
BH$mB¶m| Ho$ {bE CÎmam{YH$mar V¡¶ma {H$¶m 
Om gHo$. ¶Ú{n AÝ¶ g§ñWmAm| H$s Vah 
~¢H$m| ‘| ^r à{V^m à~§YZ/^{dî¶ ‘| AnZr 
{Oå‘oXmar H$mo g‘PZo Ho$ {bE H$m{‘©H$m| H$mo 
V¡¶ma H$aZo {bE Amdí¶H$ aUZr{V ~ZmB© 
JBª h¡ Am¡a VXZwgma H$m¶©H«$‘ MbmE Om aho 
h¢. {Z¶{‘V ê$n go à{ejU, à{V¶mo{JVmAm| 
H$m Am¶moOZ, àmoËgmhZ d nwañH$ma g§~§Yr 
H$m¶©H«$‘, n[anÌm|, nm°{b{g¶m| Am¡a ‘¡Ý¶wAbm| 
Ho$ ‘mÜ¶‘ go H$m{‘©H$m| H$mo AÚVZ OmZH$mar 
àXmZ H$aZo H$s ì¶dñWm BË¶m{X BgHo$ 
A§VJ©V AmVm h¡. B© b{ZªJ Bg {Xem ‘| EH$ 
ZdmoÝ‘ofr H$X‘ h¡. qH$Vw gM Vmo ¶h h¡ {H$ 
{H$gr ^r gñWm ¶m ~¢H$ ‘| à{V^m à~§YZ 
H$s {Xem ‘| {H$¶m Om ahm H$moB© ^r à¶mg 

V~ VH$ gmW©H$ Zht hmoJm O~ VH$ {H$ Bg 
Vah H$m {H$¶m Om ahm à¶mg ì¶{º$JV ñVa 
na Zht {H$¶m OmE. d[að> A{YH$m[a¶m| Ûmam 
AnZo AYrZñW A{YH$m[a¶m| H$mo H$m¶© Ho$ 
Xm¡amZ/CZH$s H$m¶© Hw$ebVm, ¶mo½¶Vm Am¡a 
XjVm ‘| {Za§Va {ZIma bmVo hþE, CZH$s 
à{V^m ‘| Am¡a A{YH$ d¥{Õ H$aZo ¶m CÝh| 
Am¡a A{YH$ à{V^m gånÞ ~ZmZo H$s {H«$¶m 
H$mo hr "à{V^m à~§YZ' H$hm Om gH$Vm h¡. 

à{V^m à~§YZ Ho$ {bE Amdí¶H$ eV] : 
ì¶{º$JV ñVa na à{V^m à~§YZ ¶m AnZo 
CÎmam{YH$mar H$mo V¡¶ma H$aZo H$s à{H«$¶m 
V^r gå^d h¡ O~ d[að> A{YH$mar ‘| 
BVZr H$m¶©Hw$ebVm, ¶mo½¶Vm, XjVm Am¡a 
H$m¶©joÌ H$s BVZr OmZH$mar hmo {H$ dh 
AnZo AYrZñW H$mo g‘w{MV ‘mJ©Xe©Z àXmZ 
H$a gHo$ Am¡a gmW hr gmW AnZo H$m¶© 
Am¡a g§ñWm Ho$ à{V BVZm g‘{n©V hmo {H$ 
AnZo AYrZñW Ho$ {bE AmXe© ~Z gHo$. 
Bgr àH$ma AYrZñW A{YH$mar ‘| ^r H$m¶© 
Ho$ à{V é{M Am¡a ZB© ~mVm| H$mo OmZZo H$s 
bbH$ hmo VWm AnZo H$m¶© d {ZfmnXZ ‘| 
{Za§Va gwYma bmZm MmhVm hmo VWm H$m¶©joÌ 
‘| AZwHy$b ‘mhm¡b hmo VWm Cg g§ñWm/~¢H$ 
‘| BgHo$ {bE g‘w{MV àmdYmZ hmo. 

à{V^m à~§YZ Ho$ Cnm¶ : ì¶{º$JV ñVa na 
à{V^m à~§YZ ¶m ‘|Q>[a¨J AnZo Amn ‘| EH$ 
ì¶mnH$ AW© aIVm h¡. AnZo AYrZñW H$mo 
AnZo CÎmam{YH$mar Ho$ ê$n ‘| V¡¶ma H$aZm 
Vm{H$ CgHo$ ñWmZm§VaU/godm{Zd¥{Îm H$s 
pñW{V ‘| ^r CgHo$ g§ñWm/{d^mJ H$m H$m¶© 
nyd©dV gwMmê$ ê$n go MbVm aho, à{V^m 
à~§YZ H$m ‘yb ‘§Ì h¡. AnZo AYrZñWm| Ho$ 

à{V^m à~§YZ hoVw ì¶{º$JV Vm¡a na é{M 
boZm Am¡a à¶mg H$aZm g§ñWm/~¢H$ Ho$ {hV 
‘| Vmo h¡ hr, gmW hr ¶hr ¶h EH$‘mÌ Am¡a 
gwb^ VarH$m h¡ Omo {H$gr d[að> H$mo AnZo 
AYrZñW H$s Ñ{ï> ‘| AmXe© Am¡a ‘hmZ 
~ZmVm h¡. ì¶{º$JV Vm¡a na AnZo AYrZñW 
Ho$ à{V^m à~§YZ hoVw EH$ d[að> A{YH$mar 
Ûmam gm‘mÝ¶V: {ZåZm§{H$V Cnm¶ {H$¶o Om 
gH$Vo h¢: 

1. H$m¶© Ho$ à{V g‘n©U - {H$gr H$‘©Mmar 
Ho$ ‘Z ‘| AnZo H$m¶© Ho$ à{V {Zð>m H$mo H$m¶© 
Ho$ à{V g‘n©U Ho$ ê$n ‘| n[a^m{fV {H$¶m 
Om gH$Vm h¡. BgHo$ A§VJ©V d[að> A{YH$mar 
Ûmam AnZo AYrZñW Ho$ ‘Z ‘| H$m¶© Ho$ à{V 
é{M Am¡a CËgmh n¡Xm {H$¶m OmVm h¡ Vm{H$ 
CgHo$ ‘Z ‘| H$m¶© Ho$ à{V g‘n©U H$m ^md 
OmJ¥V {H$¶m Om gHo$, {Oggo CgH$s à{V^m 
{dH${gV hmo gHo$ Am¡a CgH$s CËnmXH$Vm ‘| 
d¥{Õ hmo gHo$. gM Vmo ¶h h¡ {H$ H$moB© ^r 
g§ñWm {H$VZr CÞ{V H$aVr h¡, ¶h Bg ~mV 
na {Z^©a H$aVm h¡ {H$ Cg g§ñWm Ho$ H$m{‘©H$m| 
‘| AnZo H$m¶© Ho$ à{V {H$VZm g‘n©U h¡. 

2. Xm{¶Ëd ~moY - Xm{¶Ëd ~moY AWm©V 
AnZo CÎmaXm{¶Ëd H$m kmZ H$m{‘©H$m| H$mo 
H$V©ì¶moÝ‘wIr ~ZmVm h¡ Am¡a dh gOJ d 
gMoV hmoH$a Ìw{Q>¶m| go ~MZo H$m à¶mg H$aVm 
h¡. AnZr Am¡a AnZo g§ñWm H$s nadmh hmoZo 
go dh AnZo Xm{¶Ëd H$mo ^{b-^m§{V {Z^mZm 
MmhVm h¡ Am¡a ~ohVa H$m¶© {ZînmXZ Ûmam 
AnZm ¶Wmo{MV ¶moJXmZ XoZm MmhVm h¡. 
d[að> A{YH$mar H$mo Mm{hE {H$ dh AnZo 
AYrZñW A{YH$mar Ho$ ‘Z ‘| Xm{¶Ëd ~moY 
H$s ^mdZm H$mo {dH${gV H$ao Am¡a CgHo$ 

à{V^m à~§YZ 
‘mZd g§gmYZ HR {deofm§H$
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Amo‘ àH$me ~U©dmb
A§.bo.n.H$m., am§Mr

à{V^m à~§YZ ‘| AnZr ‘hVr ^y{‘H$m H$mo 

gmW©H$ H$a|. 

3. boIZ H$bm - H$m¶m©b¶rZ OrdZ ‘| 

~hþV go Eogo Adga AmVo h¢ O~ {H$gr 

H$m{‘©H$ Ho$ boIZ H$bm H$s narjm hmoVr h¡. 

nÌ boIZ, {Q>ßnUr boIZ, {H$gr ~¡R>H$ H$m 

H$m¶©d¥V, {H$gr {df¶ ¶m KQ>Zm na [anmoQ>©, 

{H$gr H$¶©embm / g§Jmoð>r / à{V¶mo{JVm/ 

gå‘obZ na [anmoQ>© ~ZmVo g‘¶ boIZ H$bm 

H$mo AË¶{YH$ ‘hËd {X¶m OmVm h¡. g‘ñV 

‘hËdnyU© q~XþAm| H$mo g‘m{hV H$aZm Am¡a 

{H$gr ^r ~mV H$s nwZamd¥{Îm Zht hmoZo XoZm 

boIZ H$bm H$s nhbr eV© hmoVr h¡. 

4. d³V¥Ëd H$bm - EH$ à{gÕ H$hmdV 

h¡ - Omo {XIVm h¡, dhr {~H$Vm h¡. dmMZ 

H$bm Ho$ gmW ¶h nyar Vah bmJy hmoVr h¡. 

{Og A{YH$mar ‘| AnZr ~mV H$mo ghr T>§J go 

aIZo H$m H$m¡eb hmoVm h¡, g§ñWm ‘| Cgr H$s 

nyN> hmoVr h¡. AVEd, d[að> A{YH$mar H$mo 

Mm{hE {H$ dh AnZo AYrZñW A{YH$mar H$mo 

~o{PPH$ AnZr ~mV aIZo Am¡a Bg Ame¶ 

go ~mobZo Ho$ {bE ào[aV H$a|. ñQ>m’$ ~¡R>H$, 

à{ejU H$m¶©H«$‘, g§ñWm Ûmam Am¶mo{OV 

H$s OmZo dmbr à{V¶mo{JVmAm| Am{X Adga 

na ~mobZo Ho$ {bE ào[aV H$a|. Bggo Cg‘| 

AmË‘ {dœmg H$m g§Mma hmoJm Am¡a dh XþJwZo 

CËgmh go AnZo ~¢H$/H$m¶m©b¶/emIm H$s 

CÞ{V Ho$ {bE H$m¶© H$aoJm.  

5. {eï>mMma - H$moB© ^r n[adma, g‘mO 

Am¡a H$m¶m©b¶ V^r geº$ hmo nmVm h¡ O~ 

dhm± {eï>mMma H$m AZwnmbZ hmoVm hmo. {H$gr 

d[að> A{YH$mar Ho$ AnZo nmg AmVo hr IµS>m 

hmo OmZm, CgHo$ H$j ‘| CZH$s AZw‘{V boH$a 

àdoe H$aZm, Cgo XoIVo hr Z‘ñVo H$aZm, 

AnZo AYrZñW A{YH$mar H$mo S>m§Q>-’$Q>H$ma 

Ho$ ~Om¶ ß¶ma go g‘PmZm, ghH${‘©¶m| Ho$ 

gmW gm¡hmX©nyU© ì¶dhma BË¶m{X {eï>mMma 

Ho$ A§VJ©V AmVm h¡ Am¡a ¶hr {eï>mMma EH$ 

A{YH$mar H$mo AnZo H$m¶m©b¶ ‘| bmoH${à¶ 
~ZmVm h¡. AV: d[að> A{YH$mar H$m ¶h 
H$V©ì¶ h¡ {H$ dh AnZo AYrZñW A{YH$mar 
H$mo {eï>mMma Ho$ {bE ào[aV H$ao.

6. AZwemgZ - {eï>mMma H$m hr n[aîH¥$V 
Am¡a H$R>moa ê$n AZwemgZ h¡. {eï>mMma ‘| 
EH$ hX VH$ µT>rb ¶m Ny>Q> hmoVr h¡ O~{H$ 
AZwemgZ H$m AZwnmbZ H$R>moaVm go {H$¶m 
OmVm h¡. g‘¶ na H$m¶m©b¶ Zht AmZm, 
AnZr OJh N>moS>H$a AZmdí¶H$ ê$n go BYa 
- CYa Ky‘Zm, ~mV-~mV na ghH${‘©¶m| go 
CbPZm, emoa-Jwb H$aZm BË¶m{X Z Ho$db 
Cg A{YH$mar H$s N>{d Yy{‘b H$aVm h¡, 
~pëH$ H$m¶m©b¶ H$m ‘mhm¡b ^r Iam~ hmoVm 
h¡. AVEd d[að> A{YH$mar H$mo Mm{hE {H$ 
dh H$m¶m©b¶ ‘| AnZo AYrZñW A{YH$m[a¶m| 
H$mo AZwemgZ ‘| aIo. 

7. AmH$f©H$ ì¶{º$Ëd - AmH$f©H$ ì¶{º$Ëd 
Z Ho$db {H$gr ì¶{º$ A{nVw Cg g§ñWm H$s 
^r N>{d {Z‘m©U ‘| ‘hVr ^y{‘H$m {Z^mVm h¡ 
{Oggo dh gå~Õ hmoVm h¡. embrZ, gm’$ 
Am¡a Bór H$s hþB© nmoemH$, Mohao Ho$ AZwén 
‘y§N>, XmµT>r Am¡a M‘µS>o H$m OyVm (nwéf Ho$ 
‘m‘bo ‘|) ì¶{º$Ëd H$mo AmH$f©H$ ~ZmVm 
h¡. Bgr àH$ma ‘{hbmAm| H$mo H$m¶m©b¶ ‘| 
CÎmoOH$ Am¡a ̂ µS>H$sbo nmoemH$, Jhao ‘oH$An, 
AZmdí¶H$-l¥§Jma, ^mar-^aH$‘ Am^yfU 
BË¶m{X go ~MZm Mm{hE. H$m¶© {ZînmXZ 
Am¡a AmH$f©H$ ì¶{º$Ëd Ho$ ~rM KZm g§~§Y 
h¡. AV: d[að> A{YH$mar H$mo Mm{hE {H$ 
dh H$m¶m©b¶ ‘| AmH$f©H$ ì¶{º$Ëd Ho$ {bE 
AnZo AYrZñW A{YH$mar H$mo ào[aV H$ao.

Cnamoº$ VarH$m| d Cnm¶m| Ûmam EH$ d[að> 
A{YH$mar ì¶{º$JV Vm¡a na AnZo AYrZñW 
A{YH$mar H$s à{V^m à~§YZ ‘| Ah‘² 
^y{‘H$m {Z^m gH$Vm h¡. 

à{V^m à~§YZ H$s gr‘mE§ - à{V^m à~§YZ 
Ho$ ‘mJ© ‘| AmZo dmbr ~mYmE§ hr BgH$s 

gr‘mE§ h¡. AJa d[að> A{YH$mar ‘| OmVr¶Vm 
¶m joÌr¶Vm H$s ̂ mdZm h¡ Vmo dh Ho$db AnZo 
hr Om{V ¶m joÌ Ho$ AYrZñW A{YH$mar 
H$s à{V^m à~§YZ ‘| ì¶{º$JV Vm¡a na é{M 
boJm. AJa AYrZñW A{YH$mar AnZr 
dV©‘mZ pñW{V go g§Vwï> h¡ Am¡a nXmoÞ{V Zht 
boZm MmhVm h¡ Vmo dh à{V^m à~§YZ Ho$ {bE 
‘mZ{gH$ ê$n go V¡¶ma Zht hmoJm. H$m¶m©b¶ 
‘| AJa JwQ>~§Xr, à~§YZ Am¡a ¶y{Z¶Z Ho$ ~rM 
Q>H$amd H$s pñW{V VWm VZmdnyU© ‘mhm¡b hmo 
Vmo Eogr pñW{V ‘| ì¶{º$JV Vm¡a na à{V^m 
à~§YZ H$s ~mV {ZaW©H$ hmoJr. 

{H$gr ^r g§ñWm/~¢H$ ¶m g§JR>Z H$mo {eIa 
VH$ nhþ§MmZm {OVZm H${R>Z h¡, Cggo ^r 
H${R>Z CgH$s D§$MmB© Am¡a ^ì¶Vm H$mo ~ZmE 
aIZm h¡. ¶h V^r gå^d h¡ O~ ̂ mdr ZoV¥Ëd 
dV©‘mZ ZoV¥Ëd H$s Vah ¶m Cggo ^r A{YH$ 
gj‘ Am¡a g‘W© hmo. ^mdr ZoV¥Ëd AWm©V 
CÎmam{YH$mar H$mo ha àH$ma go H$m¶©Hw$eb, 
¶mo½¶, gj‘ Am¡a g‘W© ~ZmZo H$s {Xem 
‘| à{V^m à~§YZ H$mo g~go H$maJa Cnm¶ 
‘mZm J¶m h¡. g§ñWmAm|/ ~¢H$m| ‘| BgHo$ {bE 
H$m¶©embm, go{‘Zma, à{V¶mo{JVm, à{ejU 
BË¶m{X H$m Am¶moOZ {H$¶m OmVm h¡ VWm 
{dJV Hw$N> dfm] go B©-b{ZªJ àmaå^ H$s J¶r 
h¡. qH$Vw à{V^m à~§YZ V^r g’$b hmoVm h¡ 
O~ Bg {Xem ‘| ì¶{º$JV Vm¡a na à¶mg 
{H$¶m OmE. ì¶{º$JV Vm¡a na à{V^m à~§YZ 
EH$ ì¶mnH$ AW© aIVm h¡, A{V[aº$ Y¡¶©, 
gyP - ~yP VWm g‘PXmar H$s ‘m§J H$aVm h¡  
Am¡a {H$gr ^r g§ñWm/ ~¢H$ H$s {ZabVm/ 
CÞ{V ‘| AË¶§V ‘hËdnyU© ^y{‘H$m {Z^mVm 
h¡. ¶h V^r gå^d h¡ O~ Bg {Xem ‘| 
{Zînj, {Z:ñdmW© Am¡a gƒo ‘Z go à¶mg 
{H$¶m OmE. 
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The process of working together 
with a group of people in order 

to achieve a common goal is known 
as Teamwork. In a Team, people will 
try to cooperate and work together 
by using their individual skillsets. 
In the process they may provide 
construc�ve feedback inspite of 
personal conflicts exis�ng amongst 
the team members. Teamwork runs 
on the concept that the team as a 
whole is greater than the sum of its 
individual members. The founda�on 
for the forma�on of a team is always 
the common goal. If each team 
member has a different agenda, 
then collabora�on will be difficult, 
and it will become hard to produce 
excep�onal results and achieve the 
desired goals. Irrespec�ve of the 
siz e of the team, each team member 
will have a different personality and 
skillset. Let us understand how these 
different personali�es may affect the 
effec�veness of the team.  

i erent ersonality ypes 

W henever a team is chosen to 
undertake a new project, majority 
of the planning revolves around the 
various skill sets req uired for the team 
members keeping in mind the nature 
of the project. One of the important 
aspects which is mostly not taken into 

considera�on is that each one of the 
individual team members with the 
re uired skill sets will have different 
personali�es. Even two members with 
the same skill sets may have different 
personality traits. So, the real success 
of the team depends not only on the 
selec�on of team members with the 
right skill sets but also with the right 
mix of different personali�es. 

To lay emphasis on this point, the 
Harvard Business Review also says 
that good teams involve a mix 
of several personality types. The 
different personality types in a team 
may be listed as below:

. Self confident  These are energe�c 
staffers who are good at organi ing 
the team and taking the lead

. iploma�c  These are warm 
individuals who care about other 
people’ s feelings and help in building 
rela�onships

3. etail oriented  These types are 
conscien�ous team members who 
are organiz ed and always follow the 
rules

4. Imagina�ve  These are curious 
team members who always want to 
do things innova�vely 

5. au�ous & evel eaded  These 
are prac�cal thinkers who insist other 

members of the team to prove their 
ideas

Striking the balance with the right 
mix 

The effec�veness of the team 
depends on crea�ng the team with a 
right mix of members with different 
personality traits. For example, a 
team without the diploma�c type 
personality may not be able to 
create the bonding amongst the 
team members. Similarly, too much 
harmony in the team means that none 
of the team members may point out 
bad ideas and impossible deadlines. 
So, striking the balance with the 
right mix of people is the key to 
create a successful team. The leading 
business magaz ine of USA, “ Inc.”  
claims that good team players share 
three important personality traits:  
The willingness to ask embarrassing 

ues�ons, to challenge other team 
members and to be confident enough 
to accept feedback & cri�cism. There 
also exist the following two other 
main prereq uisites for the above traits 
in crea�ng a successful team  the 
trust among the team members and 
also the willingness of the members 
to exercise those traits. 

CREATING A TEAM 
WITH PEOPLE 

OF DIFFERENT 
PERSONALITIES
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he Big five personality traits 

Florida Ins�tute of Technology  
explains the big five personality 
model traits with the help of the 
acronym OCEAN

. penness to experience  This trait 
depends on the depth of a person’ s 
mental experience and imagina�on. 
People with this trait are generally 
ar�s�c and curious.

. onscien�ousness  This trait 
measures a person’ s reliability and 
dependability. People with this trait 
are goal-oriented and well organiz ed. 
They are also fast learners and are 
likely to excel as  leaders.

3. xtroversion  This trait indicates 
how social and talka�ve a person 
may be. Extroverts are generally 
more asser�ve, socially confident 
and recharge from interac�ng with 
people. 

4. Agreeableness  This trait shows 
how well a person can get along with 
other people. People with this trait 
are usually well-liked, sympathe�c 
and affec�onate.

5. euro�cism  This last OCEAN trait 
is also known as emo�onal stability. 
This trait measures the ability of 
a person to control emo�ons like 
anxiety and sadness. The people with 
this trait are probably more confident 
and adventurous. 

Conscien�ous employees 
con�nuously strive to improve and 
master their fields and they make 
strong leaders. The drawback is they 
are not always flexible or crea�ve. 
Extroverts are also considered good 
team leaders but they are not as 
disciplined or organiz ed as that of 
a conscien�ous employee. A be�er 
team could be one that has an extrovert 
leader, a conscien�ous second-in-
command and some members who 
are high on agreeableness who can 
help other individuals in the team to 
bond well within the whole team. 

R. arayanan
STC, Powai

unc�onal s sychological 

In order to make teams more 
effec�ve we need to understand the 
dis�nc�on between their func�onal 
and psychological team roles. The 
func�onal roles are the official du�es 
of the members like project manager, 
IT expert etc. But the psychological 
roles are based on the individual’ s 
personality types:  the innovator who 
comes up with fresh ideas, the scep�c 
who always demands proof for the 
same, the rule follower who points 
out the limits of the budget and the 
analyst who weighs the pros and cons. 
A mix of types is always essen�al to 
build an effec�ve team. 

The first step to select the poten�al 
team members is based on the 
func�onal knowledge and technical 
exper�se re uired for the different 
func�onal roles in the team. The 
next level of si ing can be done 
based on the Big Five personality 
traits. It includes assessing them 
for their agreeableness, openness 
or conscien�ousness, emo�onal 
stability in order to make them fit in 
the team. The Big Five traits will help 
organisa�ons iden�fy individuals who 
will be amenable to working together 
with others in a team environment. The 
final selec�on can be based on other 
dimensions and other ualita�ve 
factors such as work styles, thinking 
approaches, inherent strengths and 
relevant personality traits which are 
desirable for a par�cular project. In 
the banking scenario, these concepts 
will be useful at the �me of selec�on 
of staff for a par�cular branch, since 
team work is absolutely necessary for 
the successful func�oning of a Bank 
branch.

~YmB©

gwlr A§{eH$m Pm, 
gwnwÌr lr amOrd 
a§OZ Pm, gwajm 
A{YH$mar, joÌ 

‘hmà~§YH$ H$m¶m©b¶, {demImnÅ>Z‘ Zo 
{X. 27.02.2021 H$mo Am§Y«m Q>o{Zg brJ 
Ho$ Ûmam Am¶mo{OV H$s JB© Jëg© A§S>a 
10 H$s Q>o{Zg Q>yZm©‘|Q> ‘| àW‘ ñWmZ 
àmá H$a A§Va amÁ¶ ñVa na {Obo 
H$m à{V{Z{YËd H$aZo H$m Adga àmá 
{H$¶m. S>m°. Ho$ ‘YwgyYZ amd, {ZXoeH$, 
Am§Y«m Q>o{Zg brJ go erëS> J«hU H$aVo 
hþE gwlr A§{eH$m Pm.

h‘| Jd© h¢

AU©d qgh amOnyV, nwÌ 
lr am‘|Ð qgh 
(jo.‘.à.H$m., {X„r) 
Zo D$Om© Am¡a g§gmYZ 
g§ñWmZ (TERI), 
{X„r Ûmam H$jm-
4 Ho$ {dÚm{W©¶m| hoVw 

Am¶mo{OV J«rZ Amob§{n¶mS>(2020-21) 
‘| 85% A§H$ àmá {H$E.

gwlr [a¶m Xmg, gwnwÌr 
lr AemoH$ Hw$‘ma Xmg, 
joÌ à‘wI, am¶nwa H$mo 
{X. 07.02.2021 H$mo 
df© 2021 Ho$ "Am°noam 
{‘g B§{S>¶m' Ho$ VmO 

go ZdmOm J¶m. Bg à{V¶mo{JVm ‘| {dœ 
^a go 200 à{V^m{J¶m| Zo {hñgm {b¶m 
Wm. {Og‘| 64 à{V^m{J¶m| H$mo ’$mBZb 
‘| ñWmZ àmá hþAm. AbJ-AbJ Vah 
Ho$ g^r amC§S> ¹$mbr’$mB© H$aZo Ho$ ~mX 7 
’$adar 2021 
H$mo gwlr [a¶m 
Xmg H$mo {dOoVm 
Kmo{fV {H$¶m 
J¶m.
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Performance 
Management 
System (PMS)

1 .  In t r o d u c t i o n  :  

The Success and sustainable growth 
of any organiz ation in this competitive 
era largely depends on the 
performance of human capital. The 
core competencies of the employees 
and teams play an important role in 
achieving organiz ational goals. Our 
Bank has set for itself the vision to 
build a “ nex t-generation digitally-
enabled ‘ Universal Bank’  known 
for responsive, responsible and 
inclusive banking through customer 
centric business models and 
significant investment in employee 
development” . To achieve this 
organisational goal, it is imperative 
that the efforts and capabilities of 
the employees are aligned to the big 
picture by encouraging ‘ performance 
mind-set’  in the Bank and ensure that 
Performance Management System 
( PMS)  should be robust, transparent 
and objective system of evaluation 
of performance, competency and 
potential of the employee.

2 .  De f i n i t i o n  :  

Performance Management System 
( PMS)  is a continuous process of 
improving performance of the 
employees by setting individual and 
team goals which are aligned to the 
strategic goals of the organisation, 
planning performance to achieve 
the goals, reviewing and assessing 
progress and developing the 
knowledge, skills and abilities of 
people. PMS facilitates greater 
accountability and commitment 
towards achievement of goals. 

3 .  Ob j e c t i v e s  :

3.1 To make an assessment of the 

employee’ s professional capabilities, 
with a view to determine capacity 
building needs and suitability for 
particular areas of responsibility/
assignments. ( Training, Development 
and Placement Function) .

3.2 To counsel the employee on 
directions for improving performance, 
professional capabilities, and conduct 
with peers, juniors and the general 
public ( Feedback and Counselling 
function) .

3.3 To be a tool for developing a work 
plan for the year ( Planning of work 
function) .

3.4 To make an objective assessment 
of the employee’ s performance in 
the current assignment, including 
performance in training, study 
courses and deputation outside the 
government, based on monitorable 
inputs, relative to his/her peers, with 
a view to determining suitability for 
higher responsibilities and special 
assignments. ( Promotion Function) .

3.5  To identify genuinely ex ceptional 
work accomplished, including 
innovations, with a view to giving 
due recognition and rewards. 
( Recognition function) .

3.6  To enable employees to identify 
systemic shortcomings in the Bank 
with a view to improving governance 
standards. ( Strengthening 
Governance Function) .

4 .  P M S –  P r o c e s s  Fl o w  :

4.1 The Bank has set up a PMS 
module in Union Parivar Portal on 
the Bank’ s intranet ( i.e. UBINET)  to 
facilitate submission, review and 
representation of appraisals online. 

4.2 PMS will be reviewed at two levels 
only-

4.2.1 First level for appraising will 
be the Direct Reporting Authority. 
Appraiser should be minimum one 
scale higher than the appraisee. 

4.2.2  Second and final level would be 
the Reviewing Authority. Reviewer 
should be minimum one scale higher 
than the Appraising Authority.

5 .  Re p r e s e n t a t i o n  :  
Employees are given an opportunity 
to make a representation against 
the entries and final scoring given in 
the report within 15  days from the 
date of receipt of final score in the 
Appraisal Report. 

6 . In PMS, the Appraiser plays a key 
role as he is associated with all aspects 
of performance management-
performance planning, development 
planning and ongoing coaching and 
assessment. He will discuss and finaliz e 
the Performance Goals, understand 
the desired proficiency levels 
ex pected for competencies, articulate 
action plans for achieving each of the 
goals and document the same. He 
will draw up a developmental plan in 
discussion with the Appraisee. During 
the planning stage the appraisee 
and the Appraiser will identify Goals 
for Appraisee's role. Appraisee and 
Appraiser would also at this stage 
discuss ex pected behaviours that are 
req uired for successful performance 
in Appraisee's role.

7. Both Appraisee and Appraiser at 
this stage will also identify training 
and developmental needs based on 
overall performance throughout the 
year and document the same. The 
employee will indicate his/her career 
aspirations and location preferences. 
The Appraiser will indicate the 
career movements possible for this 
incumbent.

Un i o n  p r e r n a  - a  s t e p  t o w a r d s  
r e v a m p i n g  &  d i g i t a l i z e  HR
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As h i s h  k u m a r  G u p t a
HR, CO. 

8 . The looking at the challenges and 
opportunities offered by PMS, the 
Bank has initiated a critical analysis 
under the HR Transformation project 
“ Union Prerna” , keeping in mind the 
changed business environment and 
Bank’ s vision for future. 

9 . Now, K ey Responsibility Areas 
( K RAs)  are being re-defined to make 
them more measurable by identifying 
uniq ue job roles and mapping them 
with K ey Responsibility Areas of the 
employee which will also ensure 
scientific and reasonable target 
setting at Branch/Corporate level 
making the system more robust and 
transparent.

10. The new PMS  also provide course 
correction measures in the form of 
business opportunities to be tapped, 
practices to be adopted for meeting 
the shortfall in targets, etc. to the 
employee. 

11. In new PMS, there is auto 
population of roles & K RAs with 
higher degree of system driven digital 
process.

Ne w  P M S c o n s i s t s  o f  t h e  f o l l o w i n g  :

Ro l e  Cl a r i t y  :  In order to have a 
clear understanding of their tasks,   
responsibilities and processes at 
work, the K RAs of employees are 
re-defined including the key 
parameters like branch profitability, 
customer satisfaction, NPAs, slippage 
etc making into measurable at 
max imum ex tent.

T a r g e t  Se t t i n g  :  The target setting tool 
will be more inclusive, automated 
& scientific, which will also consider 
local market factors and branch 
characteristics. The targets assigned 
will flow to the PMS as a part of 
performance measurement and 
evaluation.

Co h o r t  &  G r a d i n g  :  The comparison 
of performance of an employee, with 
others performing in the same role, 
band or cohort, to give a rounded 
perspective on self-performance.

Re w a r d s  &  Re c o g n i t i o n  :  The 
outcome of the performance of an 
employee will be aligned to reward 
& recognition which will boost the 
morale of the employees.

Apart from this under Union 
Prerna, bank has taken multiple 
Talent Management initiatives for 
empowering skill sets & preparing 
talent pool.

Co m p e t e n c y  Fr a m e w o r k  :  The 
Competency Framework is being 
redefined including Functional 
& Behavioural Competencies. 
Competencies like negotiation skills, 
analytical skills, managing change 
etc. are included in behavioural 
competencies. The behavioural traits 
like managing self, managing team 
and managing business are identified 
per competency for measurement 
and Individual development Plans 
( IDPs)  for ex ecutives ( GMs, DGMs and 
AGMs)  of various skill sets are being 
prepared for further development. 

P o s t i n g s  :  The system driven Postings 
tool is being developed based on 
talent, skill-sets, job family allocation, 
ex periences of an employee to ensure 
right fit for the right role.

Su c c e s s i o n  P l a n n i n g  :  Bank will be 
identifying critical posts which are 
falling vacant in the nex t 2-3 years, 
or new posts which are going to 
be created in such time and create 
a talent pool of high potential 
candidates, who shall be put on 
customiz ed development paths to 
enable them to take up these roles, a 
few years from now. 

T a l e n t  M a n a g e m e n t  :  Bank has 
created a Talent Management 
Committee to identify talent pool and 
a Senior Management Committee 
to identify potential successors. 
Individual Development Plans have 
been prepared for all such ex ecutives 
( GMs, DGMs and AGMs)  which 
includes strength areas as well as 

development areas. The ex ercise 
will be carried forward in line with 
req uirements of the EASE agenda.

J o b  Fa m i l i e s  &  Ca r e e r  Fr a m e w o r k  :  
The re-designed approach rationaliz es 
job families i.e. optimiz e job families 
across the Bank for greater focus 
on business performance across all 
functions and arrive at best fit. This 
will be based on the new organiz ation 
structure and specializ ed skill-set 
req uirement.

M a n p o w e r  P l a n n i n g  :  A system 
driven manpower calculator is being 
designed for mapping the vacancies 
with the available employee 
strengths which will also ensure the 
right person for the right role.

P e r f o r m a n c e  An a l y t i c s  :  It deals 
with data mining, data integration 
and analytics. The system will 
draw suitable inferences about 
the performance of an employee 
and throw insights for corrective 
action to improve performance. 
The system shall be able to make 
suggestions to improve performance 
in specific business parameters.These 
suggestions would ex tend to the 
overall performance of the Branch/
Region/Z one/Bank as a whole.

1 2 .  Bu i l d i n g  Br a n d  Un i o n  Ba n k  :  A 
Leadership Continuum

Ex ecutive coaching and mentoring 
is going to facilitate a wider cultural 
integration at the Top, the new 
organiz ational trends. can seamlessly 
flow Focus shall be to enable 
assimilation of desired behaviors and 
attitude, so that leaders can lead by 
ex ample. All this will enable us to 
realiz e our HR vision of becoming 
the ‘ Employer of First Choice’  and 
providing the best in the industry 
‘ Employment Ex perience’ .
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AnZo {dH$mg Ho$ MaU ‘| ‘mZd Cg 
Am{X‘ AdñWm go ^r Xmo-Mma hþAm 

h¡ {Og‘| dh Kw‘§Vy Wm Am¡a ^moOZ g§J«mhH$ 
pñW{V ‘| ahVo hþE dh AnZo g‘yh ‘| g~b 
Ed§ e{º$embr bmoJm| H$mo hr ñWmZ XoVm Wm. 
{eH$ma ¶m AÝ¶ {H$gr H$maU go O~ CgHo$ 
Pw§S> H$m H$moB© ì¶{º$ {Z…eº$ hmo OmVm Vmo 
AÝ¶ bmoJ Cgo N>mo‹S>H$a AmJo {ZH$b Om¶m 
H$aVo Wo. Eogo ~hþV go CXmhaU h¢ {H$ Cg 
H$mb ‘| {Z…eº$ ì¶{º$ AnZo g‘yh Ho$ gmW 
Z ah gHo$ Am¡a do AnZr {Z¶{V Ho$ ^amogo 
{H$gr d¥j Ho$ ZrMo ~¡R>o ah JE. ‘mZd Zo 
AnZr {dH$mg ¶mÌm ‘| ~hþV go ‘mZdr¶ 
‘yë¶m| H$mo Omo‹S>m h¡. ‘mZd H$mo dmñV{dH$ 
‘mZd {OZ JwUm| Zo ~Zm¶m dh Wm {d{dYVm 
nyU© dmVmdaU H$m {Z‘m©U H$aZo H$s CgH$s 
j‘Vm Am¡a àË¶oH$ dJ© H$mo AnZo gmW boH$a 
Mb nmZo H$s CgH$s ¶mo½¶Vm. ¶o hr JwU AmO 
H$s H$m°nm}aoQ> ì¶dñWm H$m ‘yb AmYma ~Zo 
hþE h¢. dmñV{dH$Vm Vmo ¶h h¡ {H$ Bg ¶wJ 
‘| AmH$a h‘ Zo ~hþV gr àmÀ¶ ‘mÝ¶VmAm| 
H$mo Ë¶mJ {X¶m h¡ Am¡a ¶hr H$maU h¡ {H$ h‘ 
AnZo ‘mZd g§gmYZ H$m A{YH$V‘ XmohZ 
H$a nmZo H$s pñW{V ‘| h¢.

Ohm± VH$ ~mV {Xì¶m§J H$m{‘©H$m| H$s h¡ Vmo 
¶y{Z¶Z ~¢H$ Am°’$ B§{S>¶m Zo {Xì¶m§JOZ H$mo 
^Vu go boH$a {d{^Þ ñVam| na g‘mZ Adga 
àXmZ H$aZo ‘| àmW{‘H$Vm Xr h¡. g‘mZVm 

Ed§ ge{º$H$aU H$mo Ü¶mZ ‘| aIVo hþE hr 
h‘mao ~¢H$ Ho$ ‘mZd g§gmYZ {d^mJ Ûmam 
"g‘mZ Adga Zr{V' V¡¶ma H$a Cgo bmJy 
{H$¶m J¶m h¡. BVZm hr Zht, g‘¶-g‘¶ 
na {Xì¶m§JOZ Ho$ H$m¶m] H$mo AmgmZ ~ZmZo 
VWm CÝh| ‘w»¶ Ymam ‘| bmZo Ho$ {bE n[anÌ 
^r Omar {H$¶o OmVo h¢. ¶{X ^Vu à{H«$¶m 
H$s ~mV H$a| Vmo h‘ nmVo h¢ {H$ h‘mar ^Vu 
à{H«$¶m Bg joÌ ‘| ~hþV nmaXeu ahr h¡, gmW 
hr h‘mao ~¢H$ Zo gmar ~¡H$bm°J [a{º$¶m| H$mo 
^r ^aH$a {Xì¶m§JOZ H$mo CZH$m ¶Wmo{MV 
ñWmZ àXmZ {H$¶m h¡. AmBE, ‘mZd g§gmYZ 
{d^mJ Ûmam {Xì¶m§JOZ Ho$ ge{º$H$aU Ho$ 
joÌ ‘| H$s OmZo dmbr Hw$N> nhbm| H$mo OmZZo 
H$m à¶mg H$aVo h¢-

^Vu à{H«$¶m : ¶y{Z¶Z ~¢H$ Am°’$ B§{S>¶m 
AnZr ^Vu à{H«$¶m ‘| {Xì¶m§JOZ H$mo 1995 
Ho$ nrS>ãë¶yS>r A{Y{Z¶‘ VWm 2016 Ho$ 
{Xì¶m§JOZ A{YH$ma A{Y{Z¶‘ Ho$ AZwgma 
{H$¶o JE àmdYmZm| Ho$ AmYma na AmajU 
àXmZ H$aVm h¡. [a{º$¶m| H$mo ^aZo H$s à{H«$¶m 
dhr h¡ Omo {H$ g§~§{YV A{Y{Z¶‘m| ‘| d{U©V 
h¡. ^Vu à{H«$¶m Ho$ Xm¡amZ à{ejU ^r EH$ 
‘hËdnyU© KQ>H$ hmoVm h¡ Omo {H$gr ZdmJ§VwH$ 
A{YH$mar/H$‘©Mmar H$mo ~¢H$ ‘| AnZm ñWmZ 
gw{Z{üV H$aZo ‘| ghm¶Vm H$aVm h¡. h‘mao 
ñQ>m’$ à{ejU Ho$ÝÐm| ‘| {deof ì¶dñWm H$s 
OmVr h¡ Vm{H$ {deof Amdí¶H$Vm dmbo Zd 

à{ejwAm| H$mo {H$gr àH$ma H$s Agw{dYm 
Z CR>mZr n‹S>o. EH$ àH$ma H$s {Xì¶m§JVm 
dmbo à{V^m{J¶m| H$mo EH$ à{ejU Ho$ÝÐ ‘| 
Am‘§{ÌV H$a à{e{jV {H$¶m OmVm h¡. Bggo 
CZHo$ {df¶ ‘| à{ejH$m| H$mo d CÝh| EH$-
Xÿgao Ho$ {df¶ ‘| OmZZo ‘| AmgmZr hmoVr h¡. 
~¢H$ Ho$ {df¶ ‘| do AÀN>r Vah go OmZ d 
g‘P nmVo h¢. h‘mao à{ejU Ho$ÝÐm| ‘| {deof 
gw{dYmE§ O¡go a¢n, ñH«$sZ arqS>J gmâQ>do¶a, 
ahZo Ho$ {deof à~§Y, gwJå¶ AÜ¶¶Z gm‘J«r  
Am{X H$s gw{dYm CnbãY h¡. BgHo$ gmW hr 
gm{hpË¶H$-gm§ñH¥${VH$ J{V{d{Y¶m| ‘| ^mJ 
boZo Ho$ {bE {Xì¶m§JOZ H$mo ào[aV {H$¶m 
OmVm h¡ Am¡a CZH$s à{V^m{JVm ^r Bg‘| 
CËH¥$ï> ahVr h¡. à{ejU H$m¶©H«$‘ Ho$ ewê$ 
hmoZo go nyd© AÜ¶¶Z gm‘J«r gwJå¶ àmê$n ‘| 
V¡¶ma H$s OmVr h¡. n[adrjmYrZ A{YH$m[a¶m| 
Ed§ ZdmJ§VwH$ {b{nH$ g§dJ© hoVw S>oOr àmê$n 
(~mobVr nwñVH$) ‘| AÜ¶¶Z gm‘J«r V¡¶ma 
H$admB© OmVr h¡. 

{deof à{ejU H$s ì¶dñWm : ^Vu à{H«$¶m 
Ho$ Xm¡amZ {X¶o OmZo dmbo àdoe à{ejU 
H$m¶©H«$‘ go hr {deof à{ejU H$s ewéAmV 
hmo OmVr h¡. ~¢H$ Ho$ gr~rEg VWm AÝ¶ 
nmoQ>©bm| na {deof ñH«$sZ arqS>J gmâQ>do¶am| 
H$s ghm¶Vm go {H$g àH$ma H$m‘ {H$¶m OmVm 
h¡ VWm AÝ¶ VH$ZrH$s {df¶H$ à{ejU XoZo 
H$s ì¶dñWm H$s OmVr h¡. Xoe^a ‘| V¡ZmV 

{Xì¶m§J H$m{‘©H$m| Ho$ 
ge{º$H$aU ‘| 
‘mZd g§gmYZ 

{d^mJ H$s ^y{‘H$m

‘mZd g§gmYZ HR {deofm§H$
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A{n©V O¡Z
ñQ>m>.à.Ho$., ^monmb

Ñ{ï>~m{YV H$m{‘©H$m| Ho$ {bE AbJ go {deof 
à{ejU XoZo H$s ì¶dñWm H$s OmVr h¡. Bg 
hoVw h‘mao AnZo ñQ>m’$ gXñ¶m| Zo {deof 
à{ejU H$m¶©H«$‘ V¡¶ma {H$¶o h¢, BgHo$ gmW 
hr h‘ Eg.~r.AmB© ’$mC§S>oeZ Ho$ ‘mÜ¶‘ go 
^r à{ejU H$m¶©H«$‘m| H$m Am¶moOZ H$aVo 
h¢. BZ à{ejUm| ‘| {dH$bm§J H$m{‘©H$m| H$m 
CËgmh XoIVo hr ~ZVm h¡.

{deof n[adhZ ^Îmm : {Xì¶m§J H$m{‘©H$m| H$mo 
é. 400 à{V ‘mh Ho$ AmYma na {Xì¶m§JOZ 
{deof n[adhZ ^Îmm àXmZ {H$¶m OmVm h¡. 
¶h am{e CZHo$ doVZ H$m {hñgm h¡, AV… 
h‹S>Vmb ‘| gpå‘{bV hmoZo na Bgo ^r 
AZwnm{VH$ ê$n go H$mQ>m OmVm h¡.

{deof AdH$me H$m àmdYmZ : {dH$bm§J 
H$m{‘©H$m| H$mo AnZo à‘mUnÌ ~ZdmZo VWm 
{deof CnH$aUm| H$s àm{á/IarX hoVw OmZo 
Ho$ {bE df© ‘| 4 {XZ H$m {deof AmH$pñ‘H$ 
AdH$me àXmZ H$aZo H$s ì¶dñWm n[anÌ H«$. 
6222, {XZm§H$ 03.08.2015 Ho$ ‘mÜ¶‘ 
go H$s JB© h¡. BgHo$ gmW hr ¶{X {Xì¶m§J 
H$m{‘©H$ H$moB© {deof à{ejU àmá H$aZo Ho$ 
{bE ~¢H$ go ~mha OmVo h¢, Vmo Cº$ à{ejU 
hoVw àmá {Z‘§ÌU nÌ, Omo {H$ Cº$ H$m{‘©H$ 
Ho$ Zm‘ na hmo, Ho$ AmYma na EH$ df© ‘| 
A{YH$V‘ 10 {XZ H$m AmH$pñ‘H$ AdH$me 
XoZo H$s ì¶dñWm Cº$ n[anÌ Ho$ ‘mÜ¶‘ go 
H$s JB© h¡. BZ XmoZm| hr àH$ma Ho$ AdH$mem| 
H$mo coZo hoVw ‘hm à~§YH$ (H$m{‘©H$) go 
nydm©Zw‘{V boZm Amdí¶H$ h¡.

{deof CnH$aUm| H$s IarX : {Xì¶m§J 
H$m{‘©H$ Omo AnZo OrdZ H$mo gwJ‘ ~ZmZo Ed§ 
AnZo H$m¶m] H$mo gabVm nyd©H$ H$aZo Ho$ {bE 
{deof CnH$aU IarXZm MmhVo h¢ Vmo CgHo$ 
{bE Eogo CnH$aUm| na é. 3000 VH$ H$s 
Am{W©H$ ghm¶Vm àXmZ H$s OmVr h¡. Bg hoVw 
H$m{‘©H$m| H$mo IµarXo JE CnH$aU Ho$ {~b H$s 
dmñV{dH$ à{V H$mo O‘m H$aVo hþE ¶y{Z¶Z 
n[adma ‘| AmdoXZ H$aZm hmoVm h¡. {H$gr 
CnH$aU H$mo VrZ df© ‘| EH$ ~ma IarXm Om 
gH$Vm h¡.

Am¶ H$a ‘| Ny>Q> H$m àmdYmZ : {Xì¶m§J 
H$m{‘©H$m| H$mo Am¶H$a A{Y{Z¶‘ H$s Ymam 
80 U ‘| {H$¶o JE àmdYmZm| Ho$ A§VJ©V 
40 go 75 à{VeV {Xì¶m§JVm Ho$ ‘m‘bo ‘| 
é. 75000 VH$ H$s Am¶ H$a Ny>Q> àXmZ 
H$s OmVr h¡. Bggo D$na AWm©V² 75 go 
100 à{VeV {dH$bm§JVm Ho$ ‘m‘bo ‘| 
é. 125000 H$s Am¶ H$a Ny>Q> àXmZ H$s 
OmVr h¡, {Ogo ¶y{Z¶Z n[adma ‘| BÝdoñQ>‘|Q> 
{S>ŠboaoeZ ‘| AnZr OmZH$mar ^aH$a àmá 
{H$¶m Om gH$Vm h¡.

H$m¶m] H$m {M{•V {H$¶m OmZm : {d{^Þ 
loUr Ho$ {Xì¶m§JOZ hoVw ~¢H$ Ûmam H$m¶m] H$mo 
{ZYm©[aV {H$¶m J¶m h¡. BZ H$m¶m] H$mo àË¶oH$ 
ñVa na VWm nX Ho$ AZwgma gyMr~Õ {H$¶m 
J¶m h¡. BgH$s OmZH$mar H$mo n[anÌ H«$. 
6219, {XZm§H$ 22.07.2015 Ho$ ‘mÜ¶‘ go 
n[aMm{bV {H$¶m J¶m h¡ VWm ~¢H$ Ûmam Omar 
H$s OmZo dmbr g‘mZ Adga Zr{V Ho$ Ûmam 

g‘¶-g‘¶ na àgm[aV ^r {H$¶m OmVm h¡.

g‘mZ Adga Zr{V : ~¢H$ Ûmam AnZo 
{Xì¶m§J H$m{‘©H$m| H$m àË¶oH$ ñVa na Ü¶mZ 
aIm OmVm ahm h¡. O~ VH$ Adgam| H$s 
g‘mZVm Z hmo, H$moB© ̂ r hm{e¶o na NyQ>m hþAm 
ì¶{º$ ghOVm go AmJo Zht Am gH$Vm. 
Eogo ‘| Amdí¶H$Vm h¡ {H$ àË¶oH$ ì¶{º$ H$mo 
Adgam| H$s g‘mZVm àXmZ H$s OmE. h‘mao 
~¢H$ Ûmam {H$gr ^r à{VñnYm© Ed§ nXmoÞ{V 
narjm Am{X ‘| {Xì¶m§JOZ H$mo ̂ r g‘mZ ê$n 
go à{V^m{JVm H$aZo Ho$ Adga àXmZ {H$¶o 
OmVo h¢. BgHo$ gmW hr {d{^Þ nXm| na H$m¶© 
H$mo AmgmZ ~ZmZo hoVw g‘w{MV ì¶dñWm H$s 
B  H$m¶m H$mo { {  H$aZm r Bg Amoa 

EH$ ~‹S>m à¶mg ahm h¡.

ñWmZm§VaU ‘| ghþ{b¶V : A{YH$mar Ed§ 
H$‘©Mm[a¶m| hoVw g‘¶-g‘¶ na Omar H$s 
OmZo dmbr ~¢H$ H$s ñWmZm§VaU Zr{V ‘| ñnï> 
ê$n go ¶h C{„pIV ahVm h¡ {H$ {H$gr ^r 
{Xì¶m§J H$m{‘©H$ H$mo Xÿa-XamO H$s AWdm 
AghO V¡ZmVr àXmZ Zht H$s OmEJr. BgHo$ 
gmW hr ¶h ^r h¡ {H$ ¶{X g§^d hmo Vmo 
nXmoÞ{V ‘| ^r g‘mZ ñWmZ na V¡ZmVr Xr 
Om gH$Vr h¡. ¶{X Eogm H$a nmZm g§^d Z 
hmo Vmo {ZH$Q>V‘ ñWmZm§VaU XoZo H$s ì¶dñWm 
h¡. AnZr Amdí¶H$Vm Ed§ AmH$pñ‘H$Vm 
Ho$ AmYma na ~¢H$ à~§YZ Bggo BVa H$moB© 
{ZU©¶ ^r bo gH$Vm h¡.

Bg Vah h‘ nmVo h¢ {H$ AnZo {Xì¶m§J 
H$m{‘©H$m| hoVw ~¢H$ Zo ~hþV go àmdYmZ Ed§  
Cnm¶ {H$¶o h¢, Omo {H$ CÝh| ‘w»¶Ymam ‘| bmZo 
H$m à¶mg ‘mÌ h¢. CÝh| àXmZ H$s JB© Hw$N> 
{deof gw{dYmAm| go CÝh| Z Ho$db H$m‘ H$aZo 
‘| AmgmZr hmo OmVr h¡, ~pëH$ do ~¢H$ Ho$ 
{bE CËH¥$ï> ‘mZd g§gmYZ Ho$ ê$n ‘| ñd¶§ 
H$mo {gÕ H$a gH$Vo h¢.
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Introduc�on

In a rapidly changing business 
environment coupled with post-
merger scenario, human resources 
with knowledge & capabili�es are 
considered as the main drivers of 
organi a�onal growth powered 
by effec�veness and compe��ve 
advantage. The founda�on stone of 
the organi a�on’s learning is lying 
on the idea�on of effec�veness 
which depends on the capacity to 
acq uire, share, use and store valuable 
knowledge. So, as training has become 
a must have tool for enhancing 
employee performance, thereby 
company’s performance, almost 
all the organi a�ons are inves�ng 
more on Learning and Development 
( L&D)  Programmes. This short write 
up shall focus on ex ploring the new 
trends with special reference to the 
ini�a�ves undertaken in L&D arena at 
Union Bank of India.

If we compare an organi a�on with 
a computer, then L&D func�on is it’s 
opera�ng system in the sense that it 
works in the background to connect 
our apps ( human resources)  and 
helps us get things done. It is also 
ex pected to be regularly updated 
with enhancements, performance 
improvements and new features in 

order to ensure that it stays current 
to where the organi a�on is and what 
it is aiming for.

In recent years, perhaps the most 
unforeseen challenges which 
humanity are facing is caused by the 
Covid pandemic. Needless to say that 
L&D space has not been immune to 
the influence of the virus. In fact, the 
changes in our working environment 
and less physical presence/ 
interac�ons are the major drivers 
behind the rise of latest L&D trends. In 
order to support the unprecedented 
changes to the organi a�on, L&D has 
broadened to be one of the major 
discussion agendas during the Top 
Management Discussions.

volu�on of &  in the ra of 
igi� a�on

Presently the word learning’ is 
undergoing a transforma�onal 
journey and digital technology is 
making it possible for people to 
access learning content at a faster, 
more efficient yet cost effec�ve than 
ever before by providing on demand 
learning that meets specific skill set 
needs.

Our Bank has undergone an 
amalgama�on journey right at the 
peak of Covid crisis. Soon a er 
amalgama�on, besides aligning L&D 

Strategy with overall corporate/ 
business strategy, Bank had to 
influence business planning by 
pu ng L&D at the heart of the 
organi a�on. Union Bank has always 
been at the forefront when it is a 
ma�er of training and development 
of its workforce. Post merger when 
training req uirements were at the 
peak, no physical training could be 
conducted due to threat of Covid and 
ongoing na�onal lockdown.

As they rightly say ‘ Challenges bring 
opportuni�es’. Union Bank uickly 
adopted and moved into virtual 
training. It was not an easy task to 
cater to the immediate and urgent 
need of the employees.

There is no shadow of doubt that 
Virtual Corporate Educa�on is here to 
stay, even if the pandemic ends and 
Union Bank has rightly posi�oned 
itself.

Blended earning rogrammes

A study proved that blended learning is 
having an effec�ve learning outcome 
for most of the par�cipants because of 
its incorpora�on of mul�ple methods 
of instruc�on from an assortment 
of perspec�ves. Due to its flexibility, 
recently it has become very popular 
among professionals. All our blended 
learning programs (star�ng from PO 
induc�on to speciali ed func�onal 
training) are me�culously planned 
and successfully ex ecuted. 

mployee Wellness rogramme

The COVID-19  pandemic has 
highlighted the need for the corporate 
world to priori� e their employee’s 
health and wellbeing –  both in terms 
of physical and mental health. One of 
the ways it can be addressed is via an 
employee wellness program.

In this backdrop, a series of webinars 
on wellness are being organiz ed 
by the Bank on holidays so that all 
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employees and their family members 
can benefit from the same. It will help 
in boos�ng employee morale. Regular 
training programmes on wellness’ 
are also being conducted by the Bank 
for the field func�onaries / frontline 
employees.

These are bringing in the much 
needed orienta�on towards our 
very approach of health in a holis�c 
manner and takes care of all other 
incidental ac�vi�es in the march 
towards managing employee’s 
ongoing stressful situa�on.

earning

E-learning is growing phenomenon 
and can add real value to organi a�ons 
and learners alike. Further, the cost 
associated with e-learning is very 
less as compared to conven�onal 
mode of learning besides it’s lower 
environmental impact due to less 
prin�ng & travelling cost. At present 
total 716  modules and 77 nuggets are 
hosted at Bank’s LMS pla�orm nion 

ra na . The same is also available 
on mobile pla�orm both on iOS & 
Android.

Maiden Cer�fica�on Programme 
on Preven�ve Vigilance’ was also 
introduced and few others are in 
pipeline.

Bank’s training system has created 
Quick Response ( QR)  Codes for 
instance access to desired E-Learning 
modules. Through its user friendly 
approach, it helps to save �me by 
easing the process of naviga�on.

mphasis on eveloping merging 
eadership evelopment rogramme

Any organi a�on irrespec�ve of its 
siz e and nature of business must 
have a solid pipeline of leadership 
candidates, thus a full proof Leadership 
Development Programme is req uired 
Union Bank had successfully driven 
Industry recogniz ed Capacity Building 

Programme - nion Bhavishya  
followed by ‘ Rebuilding of Union 
Bhavishya’ and further to be followed 
by a capsule programme called ‘ Union 
Bhavishya plus’. 

riving iversity and Inclusion  
eadership ultural Integra�on 
rogramme

W e all must have heard the famous 
uote of Global Marke�ng Guru 

P F Drucker “ culture eats strategy 
for breakfast”  and also understand 
the importance of smooth cultural 
integra�on post any merger or 
amalgama�on. In an organi a�on, 
corporate culture is the only 
sustainable compe��ve advantage 
that is completely within internal 
control. Union Bank has organiz ed 
several Leadership Summit on 
Cultural Integra�on, wherein eminent 
industry speakers deliberated on core 
aspects of cultural integra�on.

nsuring ustomer duca�on  nion 
igi aon

In order to give true meaning of the 
slogan ° Digital hain India, Digital 
hain hum” , Bank has taken various 
ini�a�ves under the banner of Union 
Digi Gaon’ to strengthen the roots 
of Indian society par�cularly in the 
village areas by doing awareness 
programme for the customers of rural 
India. The primary objec�ve is to 
make them understand the different 
digital products that are being offered 
by the Bank including some �ps on 
cyber security.

n boarding & entoring of ew 
Inductees

Our Bank follows a robust 5 2 weeks ( 7 
weeks ins�tu�onal classroom training 
and 5 weeks on-the-job training) 
induc�on training programme for 
the proba�onary officers. In order to 
facilitate smooth on-boarding, 30-40 
hours pre-boarding training are also 

imparted to the new joinees through 
Indian Ins�tute of Banking Finance 
( IIBF) . This year the biggest challenge 
Bank encountered was is to conduct 
the induc�on programme virtually. 
For smooth on boarding and in order 
to provide  ex tended support, all 
POs were provided with a mentor 
from faculty fraternity during this 
period. Bank is also having different 
on boarding programmes for other 
categories of staff members.

apacity Building

Modern Banking is ge ng increasingly 
complex  and skill intensive. In order to 
intensify our efforts in this direc�on 
and for mo�va�ng staff members to 
ac uire new cer�fica�on/diploma, 
presently our Bank reimburses the 
course fees for 105 different na�onal 
/interna�onal courses. Bank also pays 
honorarium for comple�on of several 
courses.

ther &  Ini�a�ves um 
Innova�ons ndertaken by ur Bank 
are Briefed ereunder

 Func�onal (job role specific) Training 
Programmes;

 Behavioural / So  Skills Training 
Programmes;

*  Training Programmes for First Time 
Regional Heads and Branch Heads;

 Speciali ed Long dura�on 
Programmes with Capstone Projects

*  On Demand on Spot Training;

*  Ex ternal Training Programmes:  
In order to enhance the skill sets 
substan�ally, Bank also nominates 
its officials for training programmes 
conducted by reputed ex ternal 
ins�tu�ons like NIBM, IIMs, CAFRAL, 
IDRBT, BIRD, CAB, IIBF etc.;

*  Several in house Magaz ines like 
Gyan Vahini, Disha etc.;
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 Union Gyan Kasau�  Fortnightly 
online q uiz  based learning for 
knowledge enrichment of staff 
members;

 Research Project undertaken by 
Faculty Members;

*  Query Corner:  all employees can 
now access the q uery corner. During 
FY 2020-21, total 10102 q ueries were 
raised by the field func�onaries and 
all of those were replied;

*  Network Electronic Digital Unit 
( NEDU) :  Video based training 
modules are hosted on NEDU enabled 
Branches;

*  Union Radio:  Gist of daily circulars 
are being podcasted over Union 
Radio for knowledge awareness of all 
our employees;

*  Mandatory session on POSH and 
Cyber Security on all regular training 
programmes of dura�on  days or 
more;

 Evalua�on of Training Programme  
Post Course Evalua�on (PCE)  It 
is done to evaluate post training 
improvement by taking feedback 
from Trainee and ra�ngs from 
their supervisor. Qualita�ve 
Business Parameters ( QBP) :  It is 
done on uan�ta�ve data which is 
automa�cally imported in evalua�on 
package from different sources up �ll 

months a er comple�on of training 
and monitored. If no growth is 
observed a er analysis, handholding 
is given for improvement;

 Spark Iden�fica�on  During the 
training programme, depending on 
various parameters, sparks’ are being 
iden�fied by the training system so 
that they can be groomed to take 
future challenging assignments.

Way orward

Some of the Bank’s L&D ini�a�ves 
which are in the pipeline for 
implementa�on are given below

ob amily ed &  Interven�ons

In order to facilitate and foster the 
development of specializ ed skills 
in iden�fied func�onal banking 
areas, the concept of job families 
is introduced in the Public sector 
Banks. This framework shall bring 
in sea changes and streamline the 
career progression of officers in 
their respec�ve domain areas, while 
bringing in lot of focus as acknowledge 
driven organi a�on to catapult Banks 
to the nex t level. For improvement 
in the respec�ve domain of each 
employee, L&D func�on of the 
Bank is crucial in order to augment 
the benefit derived from work 
speciali a�on, as well as to integrate 
competency mapping, training need 
analysis, succession planning etc. 
Hence there is a need that whole 
training interven�ons i.e. classroom/ 
virtual trainings, e-learning modules, 
cer�fica�ons, webinars, internal/ 
ex ternal training etc. be aligned as per 
different job families. In the coming 
days, all our L&D interven�ons shall 
be based on J ob Family approach 
and also it will help for grooming 
of Unionites in all spheres. Timely 
grooming of employees shall help 
the Bank to create a future ready 
taskforce, with a pursuit of learning.

entre of xcellence  rofit entre

The aspira�ons for establishing 
Centre of Ex cellence are for taking 
our training system to new level 
of professionalism with seamless 
immersion of best prac�ces, thus 
maturing into a force to reckon with 
across the industry. In today’s Banking 
landscape, it is important to create a 
pool of Leaders and a strong pipeline 
of an effec�ve sales force who are 
agile to the latest developments as 
also have the temperament to lead 
the team across the seemingly chao�c 
and uncertain �mes.

The Centre of Ex cellence will aspire 
to build a pipeline of high poten�al 
Leaders & effec�ve sales force 
to drive professional ex perience 
and developing/strengthening 
behavioural & func�onal 
competencies of our workforce. This 
ini�a�ve will further help our training 
system to dis�nguish itself from other 
players by collabora�ng within the 
organi a�on as also leverage on the 
exper�se of best in the industry and 
thus enable it to make it a revenue/
profit centre by providing training to 
other Banks/FIs.

er�fica�on rogramme in 
ollabora�on with Reputed xternal 

Ins�tutes

Bank is planning to introduce a 
Dual Cer�fica�on Programme in 
collabora�on with reputed external 
ins�tutes like IIBF, NIBM etc.

eadership evelopment 
rogramme ocussing Bo om line 
ompetencies

Individual Development Plans ( IDPs)  
for the Leadership Team were created 
as a part of Bank’s HR- Transforma�on 
project. In order to pioneer a robust 
assessment process for top leadership 
posi�on, there was a pla�orm led 
competency assessment & 36 0 degree 
feedback for senior execu�ves of the 
Bank available The execu�ves were 
assessed under various competency 
parameters like Customer Focus, 
Collabora�on, Communica�on, 
Ownership & Accountability, Change 
Management, Compliance & Risk 
Discipline, Emo�onal Intelligence 
and Digital Mindset. During scru�ny 
and review of the outcome of the 
assessment, it has been observed that 
amongst the aforesaid competencies, 
Digital Mindset’, Customer Focus’,
Change Management’ and 
Emo�onal Intelligence’ are at the 

bo�om line.

¶y{Z¶Z Ymam, OZdar-‘mM©  2021  22



Bank is in the process of providing 
Leadership Development Programmes 
to execu�ves by partnering with 
premier management ins�tu�on. 
The primary purpose would be 
to help improve their current job 
performance by working on the 
bo�om line competencies.

amifica�on Based earning

Of late, Gamifica�on based L&D 
interven�ons have become very 
popular. The main reason behind the 
popularity of this learning tool is that 
it can inspire learners to develop skills 
and build an emo�onal connec�on 
to learning and subject ma�er. Our 
Bank is moving towards introducing 
Gamified e-modules’ on LMS.

id areer raining

The need has been felt to have a 
comprehensive mid career training 
programme including village visit for 
Bank officials. This will not only bring 
a tude shi , but will also help the 
par�cipants to have a perspec�ve 
on changing banking landscape and 
shall help them to manage change 
effec�vely. Two such programmes 
have already been conducted on 
pilot basis at Indian Ins�tute of Bank 
Management (IIBM), Guwaha� and 
Bank’s RSETI at Bhadohi. Very soon 
this will be ex tended to all eligible 
employees.

anguage earning

Learning of the language where Bank’s 
employees are posted is the key to 
success in business development 
of the unit. Since, Bank officials can 
be posted anywhere in India and 
considering the fact that our country 
has so many regional languages across 
different geographies, mastering
regional languages will be beneficial 
to all stakeholders. Bank has 
successfully conducted 5 3 Virtual 
Training Programs of Introduc�on to 
local /addi�onal language learning  

for officers (Scale I-IV) during J an-
March 2021 covering Pan India 225 0 
officers. Further, 8 e-learning modules 
on Malayalam, Gujra�, Marathi, 
Punjabi, Telegu, Odia, Kannada and 
Tamil are developed and hosted on 
Union Prajna (LMS package). In the 
coming days, Bank will come out with 
comprehensive plan on Language 
Learning.

nion Studio

Bank is planning to build a Union 
Studio at our Staff College, Bengaluru. 
This sound proof studio shall have 
the capaci�es of recording sessions 
for specializ ed programs, webinars, 
Union Radio Broadcast and address 
by dignitaries including ex ternal 
ex perts.

raining anagement System S

Bank is in the process of rolling out its 
Training Management System which 
will be an end-to-end management 
tool of training cycle and shall contain 
modules like Training need Analysis, 
nomina�ons, room management, data 
management, faculty management,
post training impact evalua�on 
management and so on.

igital ibrary

In this digital world, gaining of 
knowledge has crossed the na�onal 
boundaries. Learning has shi ed 
to online due to enhanced ease 
and reach of learning ac�vi�es. With 
the objec�ve of making available a 
technology based learning to 
employees in a q uick, easy, convenient 
manner, Bank is moving towards 
crea�ng a digital Library for its 
employees, which shall host varied
books, journals, research papers etc.

onclusion

Any organi a�on that wants to thrive 
in the emerging digital world shall 
have the ability to do so by focussing 

on it’s most valuable asset i.e. 
human capital. Talent Development- 
strategically developing employees 
skills based on organi a�onal 
objec�ves - is the founda�on of 
an organi a�on’s sustainability. 
Ongoing efforts to evaluate skill 
gaps, providing relevant training and 
managing succession planning lead to 
more capable employees and be�er 
organi a�onal performance.

According to LinkedIn’s 2021 
W orkplace Learning Report, two top 
areas of focus for L&D programmes 
are re-skilling’ and virtual on-
boarding’ and our Bank is much 
focussed in both the areas.

The L&D space is very dynamic and 
always changes with the change in 
mission, vision & strategies of the 
organi a�on. The context and needs 
are changing very fast. Lot of digital 
interven�ons are coming. A paradigm 
shi  has occurred par�cularly post 
covid era. The challenge is always in 
the thinking how to be�er connect 
with the employees and keep them 
engaged and updated. The recipe or 
formula which we used in the past 
will not work anymore. Aspects like 
peer to peer learning & real �me 
learning can take learning ex perience 
as a whole to a new level.

Last but not the least, we must not 
forget the famous q uote of Mr. Alvin 
To er, renowned American writer 
“ The illiterate of the 21st century 
will not be those who cannot read 
and write, but those who cannot 
learn, unlearn and relearn” . So, let 
us hold each other’s hand and march 
together in the journey of becoming 
literate’ in the true sense.

riganka howdhury 
                               HR-L&D

inayak embhurne
    HR-L&D
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Natural Jus�ce is an important 
concept in administra�ve law. 

The principles of natural jus�ce 
are the preliminary basis of a 
good administra�ve set up of any 
organi a�on. Natural jus�ce is an 
expression of English common 
law, which involves a procedural 
re uirement of fairness. Different 
jurists have described the principle 
in different ways. Some call it as the 
unwri�en law (jus non scriptum) or 
the law of reason. It could however not 
be restricted to a set defini�on except 
the universal acceptance that it is a 
human principle intended to invest 
law with fairness to secure jus�ce and 
to prevent miscarriage of jus�ce. The 
term natural jus�ce signifies basic 
principles of jus�ce, which are made 
available to everyone including the 
li�gant during trial. These principles 
are adopted to circumstances in all 
cases. Such principles are applicable 
to decisions of all governmental 
agencies, tribunals and judgments of 
all courts. In the present world, They 
basically denote common - sense 

jus�ce which is built- in the conscience 
of a human being. They are based on 
natural ideals and values, which are 
universal in nature. 

In Swadeshi Co�on Mills vs. Union of 
India, it was observed that Natural 
Jus�ce is a branch of public law 
and is a formidable weapon which 
can be wielded to secure jus�ce to 
the ci� en. Also, in Canara Bank vs. 
V K Awasthi, the Supreme Court 
observed that principles of natural 
jus�ce are those rules which have 
been laid down by courts as being the 
minimum protec�on of the rights of 
the individual against the arbitrary 
procedure that may be adopted 
by a judicial, Quasi-judicial and 
administra�ve authority while making 
an order affec�ng those rights. These 
rules are intended to prevent such 
authority from doing injus�ce.

The two Principles of Natural Jus�ce 
are as under

( A)  NEM O J UDEX  IN CAUSA SUA ( Ru l e  
Ag a i n s t  Bi a s )  :  The literal meaning 
of the La�n maxim NEMO JUDE  IN 

CAUSA SUA’ is that 'No man shall be a 
judge in his own cause' i.e. to say, the 
deciding authority must be impar�al 
and without bias. It implies that no 
man can act as a judge for a cause 
in which he has some interest, may 
be pecuniary or otherwise i.e. in the 
shape of some personal rela�onship 
with one of the par�es or ill will 
against any of them. 

( B)  AUDI ALT ERAM  P ART EM  ( Ru l e  
o f  f a i r  h e a r i n g )  :  The said principle 
means no man should be condemned 
unheard’ or that both the sides must 
be heard before passing any order. A 
man cannot incur the loss of property 
or liberty for an offence by a judicial 
proceeding un�l he has been given a 
fair opportunity of defending the case 
against him. It has been observed 
that even where there is no specific 
provision for showing cause, yet in 
a proposed ac�on which affects the 
rights of an individual it is the duty 
of the authority to give reasonable 
opportunity to be heard. This duty 
is said to be implied by nature of 

Principles of Natural Justice and Disciplinary 
Procedure in the Bank

atural us�ce is the natural sense of what is right and wrong.
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func�on to be performed by the 
authority having power to take 
puni�ve or damaging ac�on. There 
are mainly two elements of this 
principle vi . no�ce and hearing.

Hon’ble High Court of Allahabad has 
summarised the principles of Natural 
Jus�ce in the following words  

1. That every person whose civil rights 
are affected must have a reasonable 
no�ce of the case he has to meet. 

2. That he must have reasonable 
opportunity of being heard in his 
defence. 

. That the hearing must be by an 
impar�al tribunal, i.e., the case, Nemo 
debet esse judex in propria cause. 

. That the authority must act in 
good faith, and not arbitrarily but 
reasonably.

As apparent from above Principles 
of Natural Jus�ce are mandatory 
ingredients for ensuring fair and just 
conclusion of disciplinary process 
ini�ated against an employee. 

They form the skeleton of the 
Disciplinary Ac�on framework in the 
Bank. The disciplinary ac�on process 
followed by the Bank, be it against an 
Officer employee or an Award Staff, 
ensures that the employee under trial 
is given every opportunity to present 
his/her case before an unbiased 
Authority.

However, only providing opportuni�es 
to defend oneself is not sufficient, 
clear and specific communica�on is 
also essen�al to ensure adherence 
to Principles of Natural Jus�ce in the 
disciplinary process. An employee 
against whom ac�on is ini�ated needs 
to be informed in wri�ng in a precise 
manner about the allega�ons/charges 
levelled against him i.e. an employee 
should clearly know what are the 

errors/lapses on his part for which 
he needs to submit an explana�on/
put forth a defence. The charges so 
framed against the employee should 
be such as are viola�ve of specific 
provisions of the service rules or the 
no�fied standing orders applicable to 
the establishment. Moreover, he/she 
should be provided ade uate �me to 
submit his explana�on/prepare his 
defence.

While recording the findings as also 
before passing of a speaking order, 
it has to be made sure that the 
employee under trial is aware of the 
facts & the basis of proving/disproving 
an allega�on/charge against him/ her. 
The In uiring Authority should base 
his findings only on the evidence 
tendered in the in uiry proceedings 
and submi�ed through wri�en briefs. 
He should not rely upon any record or 
document which is not brought to the 
no�ce of the delin uent employee. 
Similarly, the Disciplinary Authority at 
the �me of passing a speaking order 
(final order) is re uired to give reasons 
for his decision while acknowledging 
the submissions/conten�ons raised 
by the Charge-sheeted employee.

Also, Ex-parte decisions should be 
avoided as far as possible unless the 
En uiry Officer is fully convinced 
that the delin uent employee does 
not want to appear before him or 
wants to drag on the proceedings, 
unnecessarily.

Depicted below is the disciplinary 
process followed in Bank vis- -vis 
the existence of Principles of Natural 
Jus�ce followed at each step

Disciplinary Procedure A p p l i c a b l e 
principle of Natural Jus�ce

Issuance of Show Cause 
Memorandum AUDI ALTERAM 
PARTEM

Issuance of Ar�cles of Charge/Charge 
Sheet AUDI ALTERAM PARTEM

Appointment of In uiring Authority 
NEMO JUDE  IN CAUSA SUA

Process of In uiry

a. Inspec�on & collec�on of 
documents

b. Provision for taking assistance of 
another employee for defending the 
case

c. Produc�on of witnesses and cross-
examina�on of witnesses 

d. Provision for submission of a 
wri�en brief over & above the 
deposi�ons & evidence made/
brought during the course of in uiry 
AUDI ALTERAM PARTEM

Provision for making submissions on 
the report of the In uiring Authority 
in case of Officer employees AUDI 
ALTERAM PARTEM

Provision of Personal Hearing on 
the proposed punishment in case of 
Award Staff AUDI ALTERAM PARTEM

Apart from above, employees also 
have a provision to appeal against 
the order of the Deciding Authority 
(Disciplinary Authority), wherein he/
she is given one more opportunity to 
put forth his defence along with any 
new material facts/evidence that has 
come to fore and thus could not be 
produced at the �me of in uiry.

To conclude it can be said that 
the concept of Natural Jus�ce is a 
magnificent thorough bred on which 
this na�on gallops forward towards 
it’s proclaimed and des�ned goal 
of jus�ce vi ., social, economic and 
poli�cal.

ivya Agrawal
ERD, CO, Mumbai
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W henever we hear the term 
“ Hu m a n  Re s o u r c e s ” , the first 

thought that comes to mind is that 
Human Resources is a team of people 
who make up the workforce of any 
organi a�on, Planning of Human 
resources, Recruitment and selec�on, 
Career planning, Learning and 
development & Employee benefits 
thereby further support the business 
objec�ves of the organi a�on & also 
empower the employees to grow 
gradually in all segments of life  be it 
personal or professional.

In a dynamic world, human capital 
issues must be taken as important 
as the other Business issues to grow 
significantly in the compe��ve 
market condi�ons with the 
evolvement of the employees. In the 
present scenario, every organi a�on 
re uires sustained growth with the 
help of con�nuous improvement. 
Latest technological support provides 
innova�ve ways of thinking about the 
changing landscapes and contribute 
smartly in adop�ng a result oriented 
culture. To take the lead, the future 
of human resources re uires major 
transference in mind-set, capabili�es, 
roles and digital enablers.

If you do not change direc�on, you 
may end up where you are heading , 
Correctly said by a wise man as we are 
going through the age of disrup�on, 
businesses live and die by their ability 
to adapt. Dexterity and adaptability 
have become catchy bu  words. 
Change management is a cri�cal skill 
in today’s scenario and specifically in 
the banking business where growth 

and existence are mostly dependent 
on services like sales and marke�ng.

Specifically in HR, the need of the hour 
is to transform the HR func�ons from 
opera�onal to strategic. The strategy 
connects to the developments going 
around in the market and can be 
either a short term or a long term 
transforma�on, preferably based 
upon the planning and outcomes.

Human Resources transforma�on is 
not a new topic but one of the cri�cal 
issues across the globe which in turn 
delivers the business strategy to 
maximi e organi a�onal performance 
and growth. 

Our Bank has also ini�ated one such 
pres�gious project Union Prerna- 
An HR transforma�on project  with 
a tag line Inspiring the best in you , 
inaugurated by our worthy MD & CEO 
Shri Rajkiran Rai G sir, in consulta�on 
with M/s Boston Consultancy Group 
(BCG) to make headway towards 
Performance Management, Core 
values & Talent management, 
Succession Planning, Performance 
analysis, Career Planning and 
Rewards & recogni�on with the 
support of Digital tools & Technology 
architecture.

The project has been ini�ated with a 
vision to build and sharpen leadership 
skills, to build a talent pool, to form 
a performance based culture in the 
bank with the help of measurability 
in the roles/KRAs performed by the 
employees and to take the human 
capital of the bank to a newer heights 
with the help of digital enablers 

and tech based automa�on of 
computa�ons.

Many ini�a�ves such as Individual 
development program (IDP), 60 
degree feedback & Coaching, 
Performance management system 
consis�ng of Role clarity tool, 
Appraisal tool and Target se ng 
tool, Job Family, Succession planning 
and Rewards & recogni�on will be 
taken up to achieve the vision of the 
project. Out of this many ini�a�ves 
have already been taken up, A brief 
journey to these ini�a�ves as under

A)  In d i v i d u a l  d e v e l o p m e n t  p r o g r a m  
( IDP )  :  The key word here is 
Individual this is a development 

program created and driven 
by the employee. It is a major 
career development tool used 
in the industry to develop the 
leadership skills of an employee 
to explore the career goals, 
personal development and help 
them stay on track. Individual 
development program benefits 
the bank by aligning employee 
coaching and development efforts 
with the set vision, goal and 
objec�ves. Supervisors develop 
a be�er understanding of their 
employees’ professional goals, 
strengths and development needs 
resul�ng in more realis�c staff and 
development plans.

B)  3 6 0  d e g r e e  f e e d b a c k  &  Co a c h i n g :  
60- degree feedback is a 

feedback process where not just 
your supervisor but your peers, 
direct reports and some�mes 

Need of the Hour : 

UNION PRERNA – 
HR transformation 

project

W h a t 's  Ne w
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even customers evaluate an 
employee. A er comple�on of 60 
degree feedback, an employee 
receives an analysis of how you 
perceive yourself and how others 
perceive you. This will provide 
an opportunity to the employee 
to have a look and improve on 
the areas as men�oned in the 
report. The competency, skills and 
knowledge gaps are also iden�fied 
through this process which can be 
improved by providing guidance, 
training, coaching and mentoring. 
It op�mi es the results through 
a proper channel and process 
which reduce the conflicts and 
grievances among the employees.

C)  P e r f o r m a n c e  m a n a g e m e n t  :  
Our MD & CEO always says that 
What gets measured, gets done , 

keeping this line in mind, the new 
performance management system 
is being developed. Managing 
employee’s performance is the key 
objec�ve of establishing systema�c 
performance management system 
in any organi a�on. There are 
mainly  parts of the performance 
management system namely  

 arget se ng ool  The 
targets for the ones/regions/
branches and individual 
employees will be set through 
scien�fic target se ng based 
on the historic data, growth in 
peers in the locality and market 
poten�al through the Target 
Se ng tool. This will provide 
ease of adap�ng the allo�ed 
targets based on the market 
researches and the employee 
will be having clear vision of 
the targets allo�ed.

  Ro l e  Cl a r i t y  T o o l :  The 
allotment of Job roles to an 
employee will be done digitally 
by the supervisor and the 
automated KRAs linked to job 
roles will provide a clear view 

about the KRAs of an employee 
to perform be�er on the 
allo�ed KRAs. The employee 
will also be having clarity about 
the roles to be performed. It 
will mo�vate the employee 
to take new challenges and 
innovate through structure 
process. Plan and perform  
will be the ul�mate objec�ve 
of an employee.

 Ap p r a i s a l  T o o l :  With the 
help of the Job role clarity 
allo�ed through the target 
se ng tool, an employee 
is always having an edge 
to perform like a champion 
and achieve the desired 
goals. The performance 
of the employee will be 
captured in actual figures 
into the Appraisal tool 
and the appraisal of the 
employee will be done on 
the basis of Job role allo�ed, 
Targets allo�ed and actual 
achievement.

 Rewards & Recogni�on  
Rewards & Recogni�on is 
a system where people are 
acknowledged for their 
performance in intrinsic or 
extrinsic ways. It is present 
in a work environment 
where there is appropriate 
acknowledgement and 
apprecia�on of employee 
efforts in a fair and �mely 
manner.  

D)  J o b  Fa m i l y :  A job family is a group 
of jobs that involve work in the 
same general occupa�on. The job 
roles contain related knowledge 
re uirements, experience, skill 
sets, and abili�es, leading to ease 
in competence-wise deployment 
of employees. Under the project, 
the Bank has also introduced work 
speciali a�on to facilitate and 

foster development of speciali ed 
skills in all func�onal banking 
areas.

E) Su c c e s s i o n  P l a n n i n g :  Succession 
planning is a strategy for passing 
the leadership role to an 
employee a er considering the 
skill set, experience and other 
aspects of the job role to ensure 
that the businesses con�nues to 
run smoothly a er the exis�ng 
employee moves on to the new 
a s s i g n m e nt s /o p p o r t u n i � e s , 
re�res or any other exigencies.

Un i o n  P r e r n a  –  M i c r o s i t e :  One major 
moderni a�on towards awareness 
among staff & to make the field 
sensi�ve Union Prerna- Microsite has 
been developed and the link to access 
the same has been given on UBINET. 
An employee using bank’s intranet 
can access important aspects about 
the project as messages from the to 
is brass of the bank, latest updates, 
about the team, FAQs are available 
To share the views of the staff such as 
sugges�ons/feedback on the project, 
Experience center is also available 
on the microsite and is an open 
window for all the staff members to 
communicate with the Union Prerna 
Team. 

In conclusion, we all are convinced 
that complex transforma�ons such as 
Union Prerna Project can only succeed 
with small incremental changes and 
not with big bang transforma�ons in 
the shape of a huge transforma�on 
program. The difference digital HR 
can make will only be no�ceable in 
the various teams of the bank and in 
the way they are enabled to service 
their customers. ogether we can, 
w e  w i l l ”  will be the right word to 
summari e.

ir� umar ated
HRMD, CO, Mumbai
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Being valuable, soldiers in the 
Roman army were some�mes 

paid with salt instead of money. 
Their monthly allowance was called 
salarium  ( sal  being the La�n 

word for salt). This La�n root can 
be recogniz ed in the French word 
" salaire"  - and it eventually made 
it into the English language as the 
word " salary."  In India pay structure 
is eq ual to Basic pay, plus DA, plus 
HRA and Over�me pay.  One of the 
most important thing to decipher 
and say that your salary is taster then 
salt, only if you know details about 
net salary, Increment, fitment of the 
execu�ves.

Sa l a r y   Salary is a fixed amount of 
money or compensa�on paid to 
an employee's by an employer in 
return for work performed. Salary is 
commonly paid in fixed intervals. Most 
of the companies shows pay scale as 
PB1is 5 6 00-20400, PB2 is 78 00-306 00 
etc. Means the employee's basic pay 
for 1st year is 5 6 00 and the last basic 
in the same pay band is Rs 20,400. 
In this case yearly increment is not 
ex posed. But in the Banking industry 
the pay scale is suitably disclosed 
as  ( a) Scale I- 23700-9 8 0( 7) - 305 6 0 
-1145 ( 2)  -328 5 0-1310 ( 7) -42020 ( Plus 

stagna�on increments as per chart) 
( b)  Scale II-31705 - 1145 ( 1) - 328 5 0 
-1 10(10) - 5950 (Plus Stagna�on 
increments as per chart) . This means 
an employee who is working in 
scale 1 his basic in the first year is 
Rs2 ,700, a er 7 years his basic will 
be Rs 0,560. Then next a er 2  ears 
his Basic will be { 305 6 0+ ( 1145 X 2) }  
Rs 2,850. And a er 7 years his basic 
will be { 328 5 0+ ( 1310x 7) } i.e, Rs 42020. 
But in between if he takes promo�on 
to Sacle II then Salary will be as per 
sacle II.

What is fitment factor  Fitment factor 
is a mul�plica�on number that is used 
to arrive at a common result. The 7th 
Pay Commission mul�plies this figure 
with the basic pay in 6 th CPC regime 
( Pay in Pay band added with Grade 
pay)  for the purpose of determining 
basic pay in revised pay structure. 

De a r n e s s  Al l o w a n c e  :  DA is the cost 
of living adjustment allowance paid 
to the employees and pensioners. It is 
one of the component of salary, and 
in some organisa�ons it is counted 
as a fixed percentage of the person’s 
basic salary. In others it is adjusted 
according to the infla�onary trends to 

lessen the impact of infla�on on the 
employees.

CP I :  The Labour Bureau, an 
a�ached office of the M/o Labour 
& Employment, has been compiling 
Consumer Price Index  for Industrial 
W orkers every month on the basis 
of retail prices collected from 317 
markets spread over 8 8  industrially 
important centres in the country. The 
index  is compiled for 8 8  centres in 
All-India and is released on the last 
working day of succeeding month. 
The CPI is calculated with reference 
to a base year, which is used as a 
benchmark. The price change pertains 
to that year. 

Co n s u m e r  P r i c e  In d e x  :  ( Cost of 
Fix ed Basket of goods and services in 
current year)/(Cost of Fixed Basket of 
goods and services in base year)  X 100

HRA :  House rent allowance is paid 
by an employer to meet ex penditure 
actually incurred on payment of rent in 
respect of residen�al accommoda�on 
occupied by the employee.

Ne t  Sa l a r y  :  Gross salary is the 
monthly or yearly salary paid to an 
employee before any mandatory or 
voluntary deduc�ons are calculated. 
W hile gross salary is an employee's 
salary without any deduc�ons, net 
salary, commonly known as take-
home salary in India, is the income 
that an employee takes home a er all 
deduc�ons are made, such as income 
tax at source (TDS) and deduc�ons 
according to company policies. Net 
salary is calculated a er deduc�ng 
income tax , the public provident 
fund and professional tax  from the 
gross salary. The employee and public 

Increment, Fitments of the 
Employees

       ‘mZd g§gmYZ HR {deofm§H$



29  ¶y{Z¶Z Ymam, OZdar-‘mM©  2021

provident fund contribu�ons are a 
minimum of 12%  of an employee's 
basic salary, whereas gratuity 
contribu�on is typically .81% of an 
employee's basic salary. Therefore, 
an employee's net salary or take-
home salary is a direct benefit minus 
all deduc�ons.

CT C :  CTC, also known as cost to 
the company is the total costs 
the company incurs due to your 
employment. It includes all the 
ex penses that the company spends on 
you, such as your salary, allowances, 
medical facili�es, canteen facili�es, 
training cost, traveling facili�es and 
so on. The pay amount you take 
home is not eq ual to CTC. CTC is a 
collec�ve of Provident Fund, also 
known as PF. Allowances like medical 
insurance and House Rent Allowance 
are addi�ons to the base salary. The 
allowances may include free meals, 
subsidiz ed loans and meal coupons, 
such as Sodex o, cab service to-and-
fro office, telephone allowance, office 
space rent and others. All of these 
elements combine to form the en�re 
cost to company. CTC is considered 
variable pay, since CTC varies based 
on various factors. Thus, with the 
change in CTC, employee's net salary 
varies. CTC is direct benefits  indirect 
benefits  savings contribu�ons.

 xecu�ves  An execu�ve is 
someone who is employed at a 
senior level. A business execu�ve 
is a person responsible for running 
an organi a�on, although the exact 
nature of the role varies depending 
on the organi a�on. Execu�ves 
run companies or government 
agencies. They create plans to help 
their organi a�ons grow. Becoming 

an execu�ve usually takes years 
of promo�on and hard work since 
the ualifica�ons of this role needs 
hard working individuals with years 
of experience in mul�ple facets of 
the business. Every company has a 
different hierarchical structure and 
this varies. Start-ups tend to be flat 
organi a�ons than bigger companies. 
Most direct reports to CEOs are 
considered execu�ves. Some direct 
reports to a layer below could be 
considered as company ex ecs too 
( e.g CROs and EVPs typically have 
ex ec level reports) . Not all ex ecs have 
revenue bearing responsibili�es (e.g. 
CTO, VP Engineering, VP HR etc.) . A 
director level at a bigger company 
may be at the same carer level as a 
EVP at a smaller start up. It varies. 

 CEO i.e, chief execu�ve officer

 Execu�ve VP (C Grade) i.e, execu�ve 
value proposi�on

 Senior VP ( E2 Grade)  i.e., Senior 
value Proposi�on

 VP ( E1 Grade)  i.e., employee value 
proposi�on.

 Senior Director (M6 Grade)

 Director (M5 Grade)

 Senior Manager (M  Grade)

 Manager (M  Grade)

 Team Leader / Junior Manager (M2 
Grade)

 Supervisor (M1 Grade)

 In most of the companies, all the 
EVP's are C level repor�ng to the 
CEO. Execu�ve level is VP or above. In 
some companies a Senior Director is a 
junior Execu�ve level so there can be 
a lot of varia�on

 Execu�ve Management is 
responsible for the day-to-day 
management of the company. It 
consists of the President and Chief 
Execu�ve Officer (CEO) and other 
execu�ves. Execu�ve Management’s 
responsibili�es include overall 
conduct of the business and all 
opera�onal ma�ers, organisa�on 
of the company as well as alloca�on 
of resources, determina�on and 
implementa�on of strategies and 
policies, direc�on-se ng and ensuring 
�mely repor�ng and provision of 
informa�on to the Board. Execu�ve 
Management is also responsible for 
oversight, implementa�on and audit 
of environmental, social and related 
policies.

 Execu�ve compensa�on is 
composed of both the financial 
compensa�on (execu�ve pay) and 
other non-financial benefits received 
by an execu�ve from their employing 
firm in return for their service. It is 
typically a mixture of fixed salary, 
variable performance-based bonuses 
(cash, shares, or call op�ons on the 
company stock) and benefits and 
other per uisites all ideally configured 
to take into account government 
regula�ons, tax law, the desires of the 
organi a�on and the execu�ve.

Co n c l u s i o n  :  Finally, Net salary, 
Increments and Fitments of 
execu�ves are ingredients associated 
with salary. The most powerful 
words other than “ I love you”  are 

our Salary is credited to your 
account … … .”

Bi s w a j i t  Dh a r
RO, Guwaha�
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on�nuous ransforma�on  
Con�nuous transforma�on is all about 
responding uickly to the ways that 
technology can change how business 
is conducted, customer expecta�ons 
and the needs of employees. If you 
con�nue to do the same thing, you 
will con�nue to get the same result. 
ou cannot expect a different result 

by doing the same thing. Where 
the change itself is changing with 
breakneck speed and is no longer 
constant, as during the last decade we 
have witnessed the pace of change in 
every sphere of life out bea�ng all the 
records. Covid-19 has taught us that 
we must be able to change rapidly, 
to transform on the fly if need be. 
Be it product change, technological 
change, process change, etc. which 
influence the human behaviour to a 
great extent. Now, you cannot expect 
the same result even if you con�nue 
to do the same thing. 

The advancement in informa�on 
technology and digi�sa�on 
have enabled greater degree of 
coordina�on between various 
business units,  spread far across 
globe. As  free markets are stronger 
and compe��ve, customers are 
becoming more and more demanding 
with all ease of doing banking. In 
order to keep themselves abreast 
with the changes, employees must 
learn to make use of latest technology 
to provide the best uality products & 
services. 

amily within amily  Our Bank has 
always been proac�ve and a pioneer 
in many fronts adap�ng to changes 
in facing challenges which we have 
witnessed during the most trying 
& tumultuous year of Covid-19. 
Despite many severe challenges like 
amalgama�on, IT integra�on, product 
harmonisa�on, HR integra�on, etc 
besides unprecedented covid, our 

Bank could register excellent results 
in almost all the parameters, an 
outcome of �mely revolu�onary & 
correc�ve �mely steps taken by the 
Top Management as well as response 
by each Unionite at every level.

The pandemic has caused very 
high level of stress in every sector 
of economy. To overcome all these 
challenges, Bank has revamped the 
exis�ng job family framework with the 
intent to strengthen the succession 
planning framework and empowering 
employees by facilita�ng & fostering 
the development of specialised 
func�onal skills.

Our Bank has undertaken a very 
powerful transforma�onal Project 

nion rerna. Out of many other 
ini�a�ves it has also iden�fied / 
classified the ver�cals into three 
categories vi . Sourcing, Managing 
& suppor�ng Business which are 
further categorised into 9 major Job 

Job Family Training : Creating & 
Sustaining a Winning Culture
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Families comprising different set of 
roles as sub-job family to empower 
human capital as well as drive 
business & strategic ambi�ons. There 
are robust criterias (work experience, 

ualifica�on, choice, etc) in place for 
job family alloca�on with flexibility 
of shi ing from one family to other 
as per choice & re uirement. Every 
officer is having the op�on to choose 
a job family based on ualifica�on, 
experience, interest, etc.

ompe��ve Advantage  Compe��ve 
advantage is referred to that ability of 
an organi a�on which is not possessed 
by the other organi a�ons and it is a 
compe��ve advantage which leads 
the organi a�on to the top posi�on. 
The ini�a�ve of revamping the job 
family is a big step towards gaining 
compe��ve advantage at the right 
�me. One of the way in which a firm 
can a�ain a compe��ve advantage 
over the compe�tors is by building a 
force of superior human resource. 

When planning for one year, there 
is nothing be er than plan�ng 
grain. When planning for ten years, 
there is nothing be er than plan�ng 
trees. When planning for a life�me, 
there is nothing be er than plan�ng 
men.  This famous uote by Guan i 
is s�ll relevant. Grain is something 
that is planted once and produces 
only a single harvest. Trees are 
planted once but may produce ten 
harvests. Men are planted once but 
may produce a hundred harvests. 
In other words, if the ra�o of the 
produce and your effort is 1 1, that’s 
cropping  if the produce is 10 �mes 
of your effort, that’s plan�ng trees, 
if the produce is 100 �mes of your 
effort, that’s growing talent. Now the 

ues�on arises that how this force 
of superior human resource can be 
built and planted. The answer lies in 
a very important func�on of human 
resource management i.e. training 
and development.

A comprehensive training and 
development programme help in 
delibera�ng on the knowledge, 
skills and a tudes necessary to 
achieve organisa�onal goals and 
to create compe��ve advantage. 
The challenges, contemporary as 
well as future, can be converted 
into opportuni�es only with a set of 
employees having future ready skill 
sets.

To have an edge over our compe�tors, 
we need to increase the si e of this 
wheel ASK consistently through 
training interven�on in a focused and 
�me bound manner. To enhance the 
si e of this wheel (Why, What & How) 
of each Unionites to keep a be�er 
pace, as per the guidance & direc�on 
of the Top Management, the Training 
System has devised the grooming 
plan for each job role in coordina�on 
with Central Office Ver�cals.

rooming lan  Organisa�on’s 
success lies in providing the best 
opportuni�es to learn & grow. 
Fostering culture that allows 

employees to thrive and grow in their 
area of interest is the key compe��ve 
differen�ator. The introduc�on of 
job family concept is one of the 
transforma�onal steps by our bank 
in this direc�on. The training system 
is coming out with an ac�on plan to 
prepare the workforce in their areas 
of interest. The four year grooming 
plan will provide opportuni�es to 
employees to up- skill themselves in 
their area of specialisa�on. In pursuit 
of achieving our Training Mission, 
To promote a culture of con�nuous 

learning for the development of 
individual and the Bank , the robust 
grooming plan has been prepared 
by the Training System under the 
guidance of HR Department for each 
job role under job family which has 
been finalised with the approval of 
respec�ve ver�cals. The Grooming 
Plan for each job role is prepared with 
the following objec�ves  

a. Provide a formal medium for 
employees to learn and grow in their 
area of specialisa�on.

b. Enable employees to perform 
be�er in their roles by providing 
useful and relevant trainings.

c. Increase employee sa�sfac�on 
and produc�vity through targeted 
development interven�ons.

d. Build a pipeline of future leaders of 
Union Bank and of the industry as a 
whole.

e. Create a future-ready taskforce, 
with a pursuit of learning.

f. Become a knowledge-led organi-
sa�on.

A er the allotment of job family, 
one basic/refresher training in the 



beginning and advance training will 
be provided to each job role. 

raining ycle  The Bank’s ability to 
face challenges thrown up by an ever-
changing environment is enhanced by 
training. which is con�nuous process 
to upskill and update the employees 
in new methods & procedures. 

1. esign  Designing new training 
programmes and e-Learning modules 
for respec�ve job roles

. Schedule  Planning of training 

schedule along with rou�ne training 
calendar

3. Ac�vi�es  Various training ac�vi�es 
like classroom training, cer�fica�on, 
e-Learning Modules, Expert Session, 
Webinar, etc both internal & external

4. eedback  Feedback will be taken 
and assessed for uality inputs

5. valua�on  Evalua�ng the 
employees on set parameters to 
assess the training needs and gaps 
for the purpose of improvising the 
learning re uirement. Accordingly, 
training interven�on is done, and the 
cycle con�nues.

earning ourney  Once the 
employee is allocated a job family, 
func�onal training and refresher 
training will be imparted as per the 
re uirement mandatorily. This will 
help in enhancing the efficiency and 

effec�veness at work by improving  
and coping with the latest 
developments related to the 
job profile. In order to augment 
the benefits derived from work 
specialisa�on, as well as to integrate 
competency mapping, training needs 
analysis and succession planning, the 
following learning and development 
opportuni�es shall be provided to 
employees

A. er�fica�ons

B. earning odules

. Speciali ed rainings

. ecture Series

. xpert Sessions

. Webinars

. edia ublished Resources

. valua�on

I. andholding onsulta�on

The ac�vi�es like cer�fica�on, 
e-learning modules (internal/
external), training (Basic/Refresher/
Advance/Internal/External), Webinar 
/Seminar, Expert Session, etc will be 
mapped to the job role as mandatory 
as well as op�onal which will have to 
be a�ended during the tenure of a 
par�cular job family.

In the changing business scenario, 
developing human competencies e.g., 
job proficiency skills, behavioural 
skills etc., is the only way to achieve 
performance excellence. Our Bank 
has always been a pioneer in taking 
many ini�a�ves with a vision to 
become a great Bank through 
significant investment in employee 
development. These learning 
ac�vi�es / processes are planned to 

sharpen the capabili�es and enhance 
competencies in each job role of 
employees for the development of 
the individual.

Winning ulture  It is a fact that 
we cannot have a world-class Bank 
without a world-class workforce. The 
trained / knowledgeable workforce 
with the enhanced skill/exper�se 
can perform with high produc�vity, 
crea�vity, more precision & less 
supervision. The talented employees 
in the right role with good knowledge 
can build emo�onal bonds with 
customers which will eventually lead 
to achievement of Bank’s objec�ves. 

With all these interven�ons, our Bank 
is aiming to create a great culture 
of Trust, Transparency, Compliance, 
Accountability, Performance, 
Collabora�on and Innova�on to 
make each employee behaviourally 
& func�onally competent enough 
to weather any storm and achieve 
beyond. Everything our compe�tors 
could copy tomorrow, but they cannot 
copy the culture. A strong culture with 
values and beliefs that truly engage 
people will create an enduring legacy 
will be an example for all. 

It is up to each Unionite to respond and 
do their bit for crea�ng and sustaining 
a Winning Culture in our Great Bank 
as it will always be our reams are 
not ours Alone . es, mutually we 
can create a great synergy and will 
con�nue to be winning all the way.

g§J g§J Vw‘ Mbmo {Za§Va, 
nyU© H$m‘ hmo, ~Zmo ‘hmZ

rishikesh ishra
STC, Bengaluru
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An incomparable & invaluable gi  
by Almighty to us is the life of a 

human being. Capabili�es that we 
possess as human are not seen in 
any other living being. The complex , 
intricate and highly developed 
biological structures in us are yet to 
be overcome fully by any machines. 
As a ma�er of fact, even the fastest 
super computer of the world fails in 
comparison to the speed of our brain. 
However, a per�nent ues�on can be 
asked to ourselves, how well are we 
living this life  Are we really conscious 
of keeping this gi  well  Are we taking 
care of our well-being

Despite the awareness that in the 
long term if our health is ignored, the 
result will manifest in some unwanted 
ways, we tend to ignore the ac�vi�es 
related to our well being using the 
cover of excuses of not having �me, 
being busy with other important 
things etc.

We will explore in this read about a 
few of the prac�ces suggested by 
world renowned authors to take care 
of ourselves. Star�ng with some of the 
golden thoughts from the celebrated 
writer  Stephen Covey, being 
proac�ve’ is the first founda�onal 
principal that can guide us in this 
journey of our wellness and good 
health.  Many a �mes we live our lives 
reac�ng to different situa�ons. Our 
behaviour & happiness has become 
a func�on of external condi�ons and 
other’s behaviour. We may wake up in 
a really good mood with full of vigor 
and then something happens that 
brings down & bo�oms out all our 
energy. Are we so bounded by these 
external situa�ons, emo�ons that 
we have no freedom to choose our 
behavior?

The challenging �me of COVID 
pandemic was never thought of. but it 
came. The difficul�es, problems and 
challenges we face in our life are not 
something we desire of or we want. 
They come and we do not have any 
control on them, but how we respond 
to it is in our hand. W e as humans 
have this freedom which comes from 
inbuilt gi s of self awareness which 
means we have the ability to think 
about our thoughts. W e also have the 
ability to imagine things and create 
new reality for ourselves. We have the 
conscience, that deeper inner feeling, 
to know what is right and wrong. 
Animals don’t have it. They work on 
ins�nct only. They can be trained but 
even than they cannot chose their 
training. We humans can see what 
we are feeling, we can choose what 
we want to do and what we want 
to create. W e have got unlimited 
poten�al and it make us a dominant 
species on earth and as Dr. Covey said 
when we behave as per our ins�nct 

only and just reacts to the situa�ons 
that comes we limit our poten�al.’
To live our life to the fullest and 
actuali e our full poten�al we need to 
be proac�ve and not reac�ve.
But what does Being Proac�ve’ 
means?
Dr. Stephen Covey defines Being 
proac�ve as being responsible. It 
is about taking responsibility. The 
word responsibility is made up of 
two words, reponse able. Being 
proac�ve means ability to choose the 
response. Proac�ve people do not 
blame circumstances or condi�ons 
for their behavior. They behave based 
on their own conscious choice. Being 
proac�ve means not only taking 
responsibility for our response but 

also taking ini�a�ve to achieve it and 
the difference between people who 
take ini�a�ve and who do not is huge.

Many a �mes people understand 
& know what is re uired, like we 
know that we need to read good 
books, regularly, we should meditate 
and exercise, we need to learn new 
technology but then we fail to take 
any necessary steps or the ini�a�ve 
to make it happen and slowly dri  
to reac�veness blaming condi�ons 
like where from do I get the �me or 
we wait for something to happen 
or someone else to take care of 
us. Proac�ve people can choose to 
not let external situa�ons impact 
their peace, & happiness. They can 
consciously decide their response to 
those situa�ons. 

Being proac�ve is the first step 
towards our well being and good 
health as it will drive the ac�on we 
need to take in different dimensions 
of our energy resources. 

M a n a g i n g  En e r g y  :

W e are racing through our lives 
mee�ng the ever rising demand 
which con�nue to increase with our 
age. In the 2  hours that we have per 
day, we try to plan and s uee e in all 
the things we need to give a�en�on 
in personal and professional life. 

But as we grow further, do we think 
that demand will come down or will it 
con�nue to increase  

The demand will con�nue increasing 
but the �me limit won’t, it will 
remain the same 2  hours per day. 
How are we going to manage it  As 
the demand from us increases, uite 
conveniently, we shi  to fast foods, 
increase caffeine intake, skip meals & 
change sleeping pa�erns, neglec�ng 
& taking for granted our health 
and well being. We become short 
tempered and find it difficult to focus 
as we get distracted fast. 

Lets us consider some of the insigh�ul 
situa�ons raised in the book The 
Power of Full Engagement’ by Jim 
Loehr and Tony Schwart

 ou a�end a four hour mee�ng in 
which not a single second is wasted 

Being Proactive to Our Well-being
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- but during the final two hours your 
energy level drops off precipitously 
and you struggle to stay focused.

 ou set aside �me to be with your 
children when you get home at 
the end of the day, but you are so 
distracted by thoughts about work 
that you never really give them your 
full a�en�on.

 ou remember your spouse’s 
birthday - your mobile alerts you, but 
by the evening, you are too �red to go 
out and celebrate.

The situa�ons are so powerful to 
make us reali e that everything we 
do from work to spending �me with 
family re uires energy without which 
any ac�vity that we undertake will be 
compromised. Time management is 
an older paradigm, today we need to 
talk in terms of managing energy & our 
well being. The ideal situa�on would 
look like feeling eager to get to work in 
the morning, e ually happy to return 
home in the evening and capable of 
se ng clear boundaries between 
the two. Managing energy, which 
encompasses all the four uadrants 
of our energy i.e. physical, emo�onal, 
mental and spiritual energy, owns 
more power than managing �me 
because unlike �me, which is once 
spent cannot be returned, energy 
can be used and renewed. Energy is 
defined as capacity to do work. The 
capacity can be buildby using stress 
and pushing beyond our normal 
limits but at the same �me we need 
to focus on the recovery as well. 
For e.g to build strength in muscles 
we push beyond our normal limits 
causing a tear in the muscles and 
then giving a break allowing muscles 
to recover. W hat holds truth for 
building physical strength is also 
true for other dimensions of our well 
being. We build emo�onal, mental 
and spiritual capacity in precisely 
the same way that we build physical 
capacity. But normally we don’t give 
much a�en�on to renewal of our 
energy and live a more linear life. 

Everything in this universe works 
in oscilla�ons. There is day as well 
as night. Our heart has rhythms- 
diastole as well systole. Similarly to 

maintain a powerful pulse in our lives, 
we must learn how to rhythmically 
spend and renew energy. We need to 
create rituals in our lives to effec�vely 
ex pand and recover energy. 
Let us look in li�le details about 
managing energy in three of the 
dimensions i.e Physical, Mental and 
Emo�onal.
P h y s i c a l  En e r g y  :  It is about taking 
care of our body. It relates to alertness 
& vitality. However, it impacts our 
emo�ons, concentra�on, crea�ng 
thinking etc also.
Physical energy depends on the 
pa�ern of our breathing, the foods 
that we eat and when we eat them, 
the uan�ty and uality of our 
sleep, the degree to which we get 
intermi�ent recovery during the day, 
and the level of our fitness.
Br e a t h i n g  :  We do it sub-consciously 
but it is one of the most important 
factors of our physical dimension. 
Changes in breathing pa�ern, 
normally goes unno�ced even if it 
is significant. In anger and anxiety, 
our breathing becomes shallower 
and faster but very uickly such 
breathing pa�ern can reduce 
our ability to restore mental and 
emo�onal e uilibrium. Extending 
exhala�on prompts a powerful wave 
of recovery. Breathing in to a count 
of three and ex tending to count of six  
creates relaxa�on at all body, mind 
and emo�onal levels. Medita�on 
also helps in breathing as we relax 
and tend to take a deep breath in the 
process.

a�ng abits  Another cri�cal source 
of physical energy is food we intake. 
Foods high in fats, sugar and simple 
carbohydrates provides recovery but 
in much less efficient and energy 
rich form than low fat proteins and 
complex  carbohydrates such as 
vegetables and grains. When we 
wake up in the morning, a er 8 hours 
without ea�ng, our blood glucose 
level is low therefore ea�ng breakfast 
is cri�cally important. It not only 
increases blood glucose level but also 
starts our metabolism.
It is also important to eat foods 
having low glycemic index, which 

measures the speed with which sugar 
from specific food is released into 
the bloodstream. The low glycemic 
breakfast foods provide the highest 
octane and longer las�ng source of 
energy, for e.g. whole grains, proteins 
and low glycemic fruits such as 
strawberries, pears, grapefruit and 
apples.

Also, our energy tends to diminish 
as evening approaches and our 
metabolism slows down, therefore, 
it makes sense to eat more calories 
earlier in the day and fewer in the 
evening. In an study conducted 
on children age seven to twelve in 
which subjects were classified into 
five weights categories, from thin 
to obese. It is found that on average 
all consumed about the same no. of 
calories per day. The one variable, it 
turned out, was that the children in 
the two heaviest categories ate less 
at breakfast and more at dinner than 
their leaner counterparts..

Dr i n k i n g  w a t e r  :  The importance of 
drinking ade uate water is known 
to all of us. Research says drinking 2 
litres of water at intervals throughout 
the day helps in keeping our body 
hydrated. Dehydra�ng a muscle by 

% loses 10% of its strength & 8% of 
its speed.

Sl e e p  :  As discussed, taking stress 
and then recovering is a good way 
of developing and improving our 
capacity. Sleeping in this contex t is the 
most important source of recovery 
in our lives. Some fi y studies have 
shown that mental performance- 
reac�on �me, concentra�on, memory 
and logical/analy�cal reasoning - all 
declines steadily if we do not sleep 
enough. Avg. human being needs 
7 to 8 hours sleep at night. Besides 
recovery, substan�al growth and 
repair occurs during sleep. Greatest 
no. of growth harmones and repair 
enz ymes are released during deep 
sleep. As men�oned in the book The 
5 AM Revolu�on’ by Dan Luca, we 
need to take special care to make 
our bedrooms so comfortable that 
even thinking of it cause relaxa�on in 
us. No electronic devices should be 
placed in bedroom. Atleast 2 hours 
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before sleeping, mobile phone & TV 
should be switched off or to be kept 
away. Research says sleep depriva�on 
is one of the major reason of many 
illnes in the present genera�on.

Ex e r c i s e  :  The numerous benefits of 
doing physical ex ercise regularly is a 
known fact but ironically only a few 
of us actually do it regularly. Building 
strength and endurance re uires to 
push beyond our comfort z ones and 
then giving �me to muscles to do the 
recovery. The white collar jobs we 
are in, have a sedantary lifestyle. The 
result is that we age with less energy 
and capabili�es to handle stressful 
situa�ons. We can create a ritual of 
doing some form of aerobic as well 
as weight training regularly to build 
strength and endurance of our body.

mo�onal nergy  Another dimension 
of our wellness is our emo�onal 
energy. Emo�ons that arise out of 
threat or deficit - fear, frustra�on, 
anger, sadness- have a  toxic feel to 
them and are associated with the 
release of specific stress hormones, 
most notably cor�sol which prepares 
body to fight against the cause of 
stress but in the long run creates 
problem in the form of stress related 
sickness.

Being at our best re uires combina�on 
of both high energy and posi�ve 
emo�ons. For leaders and managers 
nega�ve emo�ons is a double edged 
sword impac�ng their energy badly 
as well bringing down their reportees 
energy as well.

Building emo�onal energy is similar 
to building muscular energy. It needs 
to be used and stressed but then also 
re uired to be replenished. Ac�vi�es, 
experiences, situa�ons & condi�ons 
either drains our energy or boost it. 
W e call them as energy drainers and 
boosters. The drainers will be there 
whether we want it or not. But we 
need to take responsibility and show 
our proac�veness in doing ac�vi�es 
which boosts our energy. It can be 
anything based on our interest like 
dancing, singing, gardening, cycling, 
yoga, ex ercise, sports etc. 

The ues�on we need to ask ourselves 
is how fre uently do we involve in 
ac�vi�es which are enjoyable and 
emo�onally nourishing. The ues�on 
is how fre uently we experience a 
sense of joy and sa�sfac�on. How 
many hours in a day do we devote to 
ac�vi�es which gives pleasures and 
renewal to our emo�onal reservoir.

Another important point to take care is 
about uality of our renewal ac�vi�es. 
For e.g. television watching is one of 
the most used way of relaxa�on but 
as Tony Shwalt  says it is emo�onal 
e uivalent to ea�ng junk food. It 
may provide temporary recovery, 
but it is rarely nutri�ous and is easy 
to consume too much. Researchers 
have found that television watching 
is actually correlated with increases 
anxiety and low-level depression.

Rhythmic movement of ex penditure 
and renewal as applicable to physical 
energy is true for emo�onal energy as 
well though not that simple. Healthy 
friendship can be a powerful source 
of posi�ve energy and of renewal. 

M e n t a l  En e r g y  :  This form of energy 
has two dimensions one is ability to 
focus and concentrate on a task and 
another is about crea�vity. Nobel Pri e 
winner neurosurgeon Roger Sperry 
established that two hemispheres 
of our brain have different ways of 
processing informa�on. The le  
hemisphere is the seat of language 
and operates in a se uen�al, step-
by-step, �me conscious way, arriving 
at conclusions based on logical 
deduc�ons.

The right hemisphere works more 
visually and spa�ally and has great 
capacity seeing things all at once and 
to relate the parts in whole. It is more 
responsible for intui�ve abili�es and 
sudden insights.

We all might have observed that a er 
con�nuous working , we may feel 
mentally �red and some�mes even 
fail to get simple solu�ons, but once 
we take a break then suddenly the 
solu�on strikes us. Infact, we need to 
take intermi�ent recovery for brain as 
well. As a ma�er of fact, thinking uses 
lot of energy. The brain represents 

2% of the body’s weight, but re uires 
almost 25% of its oxygen. Mental 
recovery should be in our conscious 
plan.
In his book How to think like Leonardo 
Da Vinci, author Michael Gelb poses 
a wonderfully revealing ues�on  
Where are you when you get your best 
ideas  Gelb has asked this ues�on to 
thousands of people over the years, 
and the most common answer he 
gets include in the shower’, res�ng 
in the bed’, walking in na�re etc.  
Interes�ngly when Sir Issac Newton 
observed an apple falling from tree, 
he was relaxing under the tree. When 
Archimedes found the buoyancy 
principle & yelled Eureka’, he was 
taking a bath in a bathtub.
Sperrys’ work helps to explain why 
our best ideas o en occur when 
we seem not to be consciously 
seeking solu�ons i.e. when our right 
hemisphere is dominant.
Evidence suggests that brain acts like 
muscles –  atrophying from disuse and 
increasing in capacity with ac�ve use, 
even late in life. Unlike other organs 
like liver, lungs and kidneys which 
wear out a er certain no. of year, 
brain con�nues to get sharper with 
use.
Physical, emo�onal and mental energy 
capaci�es are interlinked. In sickness, 
one may not be able to concentrate 
on task well. Physical exercise has an 
impact on brain as well. It helps with 
improved supply of ox ygen and blood 
to the brain. Feelings such as anxiety, 
frustra�on and anger also interfere 
with capabili�es to focus. All the 
three dimensions of our energy need 
to be managed to allow us to be at 
our best.
God has given us a chance to live this 
beau�ful life and endowed us with 
such great facul�es in terms of our 
body, mind and our emo�ons. Being 
proac�ve in taking care of them will 
facilitate in reali ing our full poten�al 
and maintaining our well being.

i�n egi
HRMD, CO, Mumbai
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COVID-19  has made all the 
organi a�ons undergo radical 

transforma�ons to survive. It 
has forced the organisa�ons for 
innova�on which led to automa�on 
and digitali a�on that have happened 
at a breakneck speed. Organisa�ons 
needed to adapt themselves for work 
from home, distributed teams, virtual 
mee�ngs and at the same �me go for 
rapid product development as per the 
need of customers in the pandemic.  
The Pandemic has highlighted the 
poten�al of digital learning like never 
before due to various restric�ons 
like social distancing, travelling and 
classroom training. Organi a�ons 
had to look for digital learning 
interven�ons with innova�ve learning 
tools for upskilling, reskilling of the 
employees. 
The organi a�ons are further looking 
at learning and development ver�cals 
for becoming a change agent with 
various ini�a�ves to develop a culture 
of learning so that rapid deployment 
of product and services can happen. 
Learning and Development ver�cal 
has a huge responsibility to swi ly 
align with the organisa�onal goals 
and design and conduct effec�ve 
digital trainings that are engaging and 
produc�ve for learners. 
Some of the skills we need to take care 
of for adap�ng to the new normal are 
as follows   

 Re s k i l l i n g  a n d  Up s k i l l i n g  
P r o g r a m m e s  :  With the pandemic 
customer re uirements changed 
and even the channels available to 
conduct business have changed. So, a 
lot of new products were introduced 
and exis�ng products went through a 
lot of changes in the organisa�ons. 

All this re uired reskilling employees 
in new products and processes. 
re uired all this to be done remotely 
without any physical sessions.

Periodically we need to train 
employees for new roles they are 
undertaking specially during the 
pandemic, business con�nuity 
planning also needs to be done which 
re uires extra skilling. 

Reskilling and Upskilling helps in 
increasing the level of employee 
engagement in organisa�onal goals 
resul�ng in produc�ve outcomes.

Our bank also conducted various 
training as per needs in record 
TAT, for new products to e uip 
field func�onaries in the ongoing 
pandemic. All this was done digitally 
which also re uired upskilling of 
the trainers in digital tools so that 
sessions can be taken effec�vely.

 Di g i t a l  P r o g r a m m e s  :  Digi� a�on 
has happened at a rapid speed in the 
current environment in organisa�ons 
to survive the pandemic. A lot of 

func�ons that were happening 
through o ine mode now are 
being done through digital mode. 
So, it becomes uite important for 
organisa�ons to train the employees 
who are digitali ing various func�on of 
the organisa�ons in new technologies 
by industry experts so as to excel in the 
compe��on. Ar�ficial Intelligence, 
Data Analy�cs, Machine Learning are 
some of the happening technologies 
that enhance produc�vity and make 
the organisa�on compe��ve.

Also, it becomes important to train 
field func�onaries in various digital 
func�ons for helping in adap�ng and 
implemen�ng digital transforma�on 
across the organisa�on. Further, 
as the customers are also adop�ng 
various digital channels, they in turn 
will re uire handholding by the field 
staff to use various digital channels.

All these scenarios create a demand 
for various training for digitali a�on.

   So  skills  In the current environment 
so  skills are uite important in this 
stressful environment by providing 
employees resilience and adaptability 
as re uired. They also create a culture 
of trust in teams when these teams 
are working remotely.

Employees have difficulty in balancing 
work & personal life, especially when 
a lot of them are dealing with anxie�es 
related to pandemic. So, employees in 
leadership roles need to be trained to 
develop an environment in workplace 
where leaders support and mo�vate 
their team by exhibi�ng trust, clarity, 
and empathy. A posi�ve and helpful 
environment is very conduc�ve in 
these situa�ons.

Due to pandemic a lot of mergers 
and ac uisi�ons are also taking 
place so in such organisa�ons not 
only integra�ons of various systems 
& procedures, but also cultural 
integra�ons need to be taken care. 

 W e l l n e s s  P r o g r a m m e s  :  W ith the 
current pandemic having significant 
effect on each and every person of 
the society, there is definitely impact 

Employee Learning & Development under
the New Normal

 Significant strategies in conducting
online training sessions
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on the employees also. A number of 
employees have suffered themselves 
or taken care of loved one’s suffering, 
even a lot of employees have lost 
colleagues or someone they have 
known in the pandemic. 

All this have had significant impact 
on the physical and mental health 
of the employees. In order to avoid 
burnout due to work in addi�on to 
various insecuri�es about oneself 
and family, learning and development 
department has to proac�ve even for 
the physical and emo�onal wellness 
of the   employees.

 For this, sessions need to be 
organi ed with industry experts to 
help employees to develop the skills  
not only to cope with this pandemic 
but to excel in job also.

Our banks training system has 
also helped for the wellness of the 
employees by arranging various 
sessions with industry experts ad 
also regular scheduled sessions for 
employees on wellness.

Significant strategies

The focus of most of the organi a�ons 
is to provide rapidly precise & 
personali ed learning to the 
employees.  L&D need to be the change 
agent to facilitate implementa�on of 
various products and strategies in the 
new normal. A learning culture needs 
to be developed using digital learning 
solu�ons. Some of the significant 
strategies for conduc�ng digital 
learning are as follows  

 V i r t u a l  s e s s i o n s  :  First and 
foremost, we need to precisely do 
need analysis and then me�culously 
design a session as per the need of 
the candidates a�ending it. 

Secondly it is important to make a 
virtual session interac�ve to keep 
learners involved and not distracted 
or fa�gued with huge amount 
of unrelated informa�on being 
presented. Polls, chats, whiteboard, 

ui es, demo sessions, etc. should 
be inserted in regular intervals.

Length of the sessions should also be 
carefully selected as per the content 
being discussed. Also, hands-on 
training, case-studies and experience-
sharing can be inserted at specific 
intervals.

 igital la orm for Self aced 
Le a r n i n g  :  It is important to have 
robust web pla�orms to fulfil training 
needs to employees. A good learning 
experience on a digital pla�orm can 
be created by iden�fying learning 
objec�ves in the start instead of 
drowning them in irrelevant online 
training content. It should not only 
provide for role-based upskilling & 
reskilling, but will also provide for 
cross-func�onal skilling for career 
aspira�ons of employees who want 
to work in different ver�cals/roles.

This pla�orm should allow learning 
ac�vi�es using presenta�ons, videos, 
games, FAQ, podcasts, ui , etc. to 
engage the audience. There should 
also be a robust evalua�on system 
which will help in iden�fying the right 
employee for a par�cular re uirement 
in the field. 

 Any�me anywhere learning  
Learning is a never-ending process, 
so e-learning content should be 
accessible any�me, anywhere 
(within or outside the organisa�on), 
on any device like mobile, laptop, 
and desktops. In our Bank we have 
e-learning website which is easily 
available to employees on intranet 
and internet and mobile app.

 ie ups with external experts for 
u p s k i l l i n g  :  Apart from the Inhouse 
designed training programs, L & D 
ver�cal need to look at partnership 
with ivy league ins�tu�ons which 
can help to upskill in emerging 
technologies like Ar�ficial Intelligence, 
Machine Learning, Big Data Analysis, 
Augmented reality, etc. Tie ups can 
also happen with Wellness and So  
Skill experts apart from the domain 
experts like IIBF, BIRD etc. This will 
help to mo�vate and help employees 
in not only improving technical skills 

but also to make them physically and 
mentally apt to handle the situa�ons 
in the new normal. Our Bank also 
provides external training to trainers 
and leaders for their development. 

 amifica�on in e earning  
Gamifica�on a�empts to enhance 
system, services and ac�vi�es in order 
to create similar experiences as are 
experienced when playing games in 
order to engage and mo�vate users. 
It uses our natural desire of learning, 
compe��on, achievement, status 
etc. This is done by the use of game-
design elements like points, scoring 
boards, performance graphs, badges, 
levels etc. Gamifica�on of eLearning 
can produce big results as it engages 
learners and can be used across all 
employee groups like for induc�on, 
skill enhancement, compliance and 
so -skills.

Digital learning has various advantages 
like rapid deployment, it can be done 
on short no�ce as no travelling is 
needed. Also, it is cost-effec�ve 
which is very important in the current 
pandemic where every organi a�on is 
trying to save costs. Digitali a�on of 
various training related administra�ve 
tasks also provides various insights 
using training analy�cs to improve 
learnings. Digital learning is here to 
stay even when the pandemic is over.

Learning and development ver�cal 
of organisa�ons needs to develop a 
culture of learning in organisa�on 
which is possible when the training 
subjects are relevant and training 
mythologies engaging by using 
learning tools/technology effec�vely 
and robust evalua�on system. This will 
help in rapidly building capabili�es of 
employees which will be beneficial 
for organisa�ons in the new normal.

Fa r e e d u l  Ha i  &
anish andya 

STC Bhopal



{H$gr ^r g§ñWm Ho$ {bE AnZo H$‘©Mm[a¶m| 
VWm CZHo$ n[adma Ho$ gXñ¶m| H$s gwajm 
gw{Z{üV H$aZm Z¡{VH$ {Oå‘oXmar hmoVr h¡. 
h‘mar g§ñWm Zo ̂ r AnZr Z¡{VH$ {Oå‘oXm[a¶m| 
H$m {Zdm©h H$aVo hþE ñQ>m’$ gXñ¶m| Ho$ 
H$ë¶mU Ho$ {bE {d{^Þ ¶moOZmAm| H$mo 
n[aMm{bV {H$¶m h¡. ñQ>m’$ H$ë¶mU Ho$ ê$n 
‘| ~¢H$ à{V df© AnZo H$‘©Mm[a¶m| Ho$ {bE 
ì¶{º$JV XþK©Q>Zm ~r‘m H$da àmá H$aVm h¡, 
{Og‘| {H$gr H$‘©Mmar H$s Xþ^m©½¶nyU© ‘¥Ë¶w 
VWm g§nyU© ñWmB© {dH$bm§JVm H$mo H$da {H$¶m 
OmVm h¡. H$B© ~ma XoIm J¶m h¡ {H$ ì¶{º$JV 
XþK©Q>Zm ~r‘m Ho$ ~mao ‘| h‘mao ñQ>m’$ gXñ¶m| 
H$s OmZH$mar Wmo‹S>r gr{‘V hmoVr h¡. AV… 
Bg boI H$m CÔoí¶ ì¶{º$JV XþK©Q>Zm ~r‘m 
H$da Ho$ ‘hËd Ho$ gmW-gmW h‘mar g§ñWm 
Ûmam ñQ>m’$ gXñ¶m| Ho$ {b¶o g‘yh ì¶{º$JV 
XþK©Q>Zm ~r‘m H$da ¶moOZm H$s Amoa Ü¶mZ 
AmH${f©V H$aZm ^r h¡.

XþK©Q>Zm ~r‘m Š¶m h¡? 

EH$ ì¶{º$JV XþK©Q>Zm ~r‘m nm°{bgr ¶moOZm, 
dh ~r‘m ¶moOZm hmoVr h¡ Omo {H$gr ^r àH$ma 
H$s XþK©Q>Zm KQ>Zo H$s pñW{V ‘| hmoZo dmbo 

{H$gr emar[aH$ ZwH$gmZ O¡go Am§{eH$ ¶m nyU© 

ê$n go An§JVm Am¡a BgHo$ H$maU Am¶ na 

n‹S>Zo dmbo Xþîà^md H$s j{V ny{V© H$aVr h¡. 

¶h nm°{bgr ~r‘m YmaH$ H$s ‘¥Ë¶w hmoZo H$s 

pñW{V ‘| ^r j{Vny{V© H$aVr h¡. ì¶{º$JV 

XþK©Q>Zm ~r‘m àË¶oH$ ì¶{º$ Ho$ {bE ‘hËdnyU© 

hmoVm h¡, bo{H$Z ¶h h‘mao O¡go doVZ^moJr 

H$‘©Mm[a¶m| Ho$ {bE A{YH$ ‘hËdnyU© h¡ 

Š¶m|{H$ Am‘Vm¡a na doVZ^moJr H$‘©Mm[a¶m| 

H$mo Ka Am¡a H$m¶m©b¶ Ho$ ~rM à{V{XZ 

AmZm OmZm hmoVm h¡. BgHo$ Abmdm ^r h‘| 

H$m¶m©b¶ Ho$ H$m¶© go ~mha OmZm hmoVm h¡. 

Bg àH$ma H$s OrdZ e¡br ‘| XþK©Q>Zm hmoZo H$s 

g§^mdZm A{YH$ h¡. ha àH$ma H$s gmdYmZr 

~aVZo Ho$ ~mdOyX XþK©Q>Zm KQ> OmVr h¡, 

{OgHo$ n[aUm‘ñdê$n An§JVm ¶m H$‘©Mmar 

H$s ‘¥Ë¶w hmo gH$Vr h¡, {OgH$m H$‘©Mmar VWm 

CgHo$ n[adma Ho$ OrdZ na {dnarV Aga 

n‹S>Vm h¡. H$‘©Mm[a¶m| Am¡a CZHo$ n[adma H$mo 

Bg Xþîà^md go gwajm àXmZ H$aZo Ho$ {bE 

h‘mam ~¢H$ à{Vdf©, g^r ñQ>m’$ gXñ¶m| Ho$ 

{b¶o, g‘yh ì¶{º$JV XþK©Q>Zm ~r‘m ¶moOZm 

H$m H$da àXmZ H$aVm h¡.

ñQ>m’$ gXñ¶m| Ho$ {b¶o g‘yh ì¶{º$JV 

XþK©Q>Zm ~r‘m nm°{bgr

dV©‘mZ df© ‘| h‘mao ~¢H$ Ho$ g^r H$‘©Mm[a¶m| 

Ho$ {bE g‘yh ì¶{º$JV XþK©Q>Zm ~r‘m 

¶yZmBQ>oS> B§{S>¶m B§í¶moa|g H§$nZr {b{‘Q>oS> 

Ho$ gmW br JB© h¡, {OgH$s Ad{Y {XZm§H$ 

13.02.2021 go 12.02.2022, 1 df© 

H$s h¡. Bg nm°{bgr ‘| Xþ^m©½¶nyU© ‘¥Ë¶w VWm 

g§nyU© ñWmB© {dH$bm§JVm H$mo H$da {H$¶m 

J¶m h¡. BgHo$ Abmdm ZŠgb à^m{dV 

joÌm| ‘| H$m¶©aV H$‘©Mm[a¶m| Ho$ {bE 50% 

A{V[aº$ H$daoO àXmZ {H$¶m J¶m h¡. Bg‘| 

AmV§H$dmXr h‘bm| Ho$ H$maU Xþ^m©½¶nyU© ‘¥Ë¶w 

d ñWmB© {dH$bm§JVm H$mo ^r H$da {H$¶m J¶m 

h¡. BgHo$ Abmdm h‘mao ñQ>m’$ gXñ¶m| Ho$ 

n[adma Ho$ {bE AÝ¶ bm^m| H$m ^r àñVmd 

{X¶m J¶m h¡.

h‘mao ~¢H$ Ûmam g^r H$‘©Mm[a¶m| Ho$ {bE 

br JB© g‘yh ì¶{º$JV ~r‘m nm°{bgr H$m 

{ddaU Bg àH$ma h¡:-

B§í¶moa|g H§$nZr H$m Zm‘ : ¶yZmBQ>oS> B§{S>¶m 

B§í¶moa|g H§$nZr {b{‘Q>oS>

nm°{bgr g§»¶m :-

1202004220P113141065

nm°{bgr H$m àH$ma - g‘yh ì¶{º$JV$ XþK©Q>Zm 

~r‘m nm°{bgr, XþK©Q>Zm ‘¥Ë¶w, g§nyU© ñWmB© 

{dH$bm§JVm Ho$ {bE.

nm°{bgr H$s Ad{Y - 13.02.2021 go 

12.02.2022

ñQ>m’$ gXñ¶m| Ho$ {d{^Þ dJm] Ho$ {bE 

ny§OrJV ~r‘m am{e H$m {ddaU ZrMo Xr hþB© 

gmaUr ‘| {X¶m J¶m h¡ :-

g‘yh ì¶{º$JV XþK©Q>Zm ~r‘m nm°{bgr- 

ZdrZrH$aU, àr{‘¶‘ ^wJVmZ Ed§ 

Xmdm| H$m {ZnQ>mZ
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ny§OrJV ~r‘m am{e 
(ZŠgb à^m{dV joÌm| 

‘|) bmI ‘|

ny§OrJV ~r‘m am{e (ZŠgb 
à^m{dV joÌm| Ho$ A{V[aº$ 

joÌm| ‘|) bmI ‘|

ñQ>m’$ g§dJ©H«$‘m§H$

33.7522.50H$m¶©nmbH$ 
(ñHo$b VIII, VII, VI)

1.

24.7516.50H$m¶©nmbH$ 
(ñHo$b V & IV)

2.

15.7510.50A{YH$mar 
(ñHo$b III, II  I)

3.

13.509.00{b{nH$ ñQ>m’$ gXñ¶4.

9.006.00AYrZñW ñQ>m’$ gXñ¶5 .

ZdrZrH$aU Ed§ àr{‘¶‘ ^wJVmZ:-

ñQ>m’$ gXñ¶m| Ho$ {b¶o g‘yh ì¶{º$JV XþK©Q>Zm ~r‘m nm°{bgr H$m ZdrZrH$aU h‘mar g§ñWm 
Ûmam à{Vdf© ’$adar ‘mh ‘| {H$¶m OmVm h¡. ñQ>m’$ H$ë¶mU Ho$ ê$n ‘| ~¢H$ à{V df© AnZo 
H$‘©Mm[a¶m| Ho$ {bE ì¶{º$JV XþK©Q>Zm ~r‘m H$da àmá H$aZo Ho$ {b¶o àr{‘¶‘ H$m ^wJVmZ 
H$aVm h¡.

Xmdm| Ho$ {ZnQ>mZ Ho$ {bE AnZmB© OmZo dmbr à{H«$¶m:- 

 Xmdm| Ho$ {ZnQ>mZ Ho$ {bE EH$ àmê$n ’$m°‘© {Z{üV {H$¶m J¶m h¡. O~ ^r H$moB© H$‘©Mmar 
{H$gr XþK©Q>Zm go à^m{dV hmoVm h¡ Vmo emImAm| VWm H$m¶m©b¶m| H$s ¶h {Oå‘oXmar h¡ {H$ 
dh BgH$s gyMZm C{MV àmê$n ’$m°‘© ‘| ^aH$a ghm¶H$ ‘hmà~§YH$, ‘mZd g§gmYZ {d^mJ, 
H|$Ðr¶ H$m¶m©b¶ H$mo gy{MV H$a| VWm ’$m°‘© H$s ñH¡$Z à{V H$mo {ZåZ{bpIV ‘ob AmB©S>r 
abhishek.gautam unionbankofindia.com na ào{fV H$a|:

 nm°{bgr {Z¶‘m| Ho$ AZwgma {H$gr ^r Vah H$s XþK©Q>Zm hmoZo na, {OgH$m ~r‘m Xmdm 
{H$¶m OmZm h¡, {bpIV gyMZm H§$nZr H$mo Vwa§V hr XoZr hmoVr h¡. ¶{X H§$nZr H$mo XþK©Q>Zm H$s 
gyMZm Vwa§V Zht Xr JB© Vmo ~r‘m Xmdm H§$nZr Ûmam AñdrH¥$V ^r {H$¶m Om gH$Vm h¡. ¶h 
emIm/H$m¶m©b¶ Ho$ à‘wI H$s {Oå‘oXmar h¡ {H$ dh XþK©Q>Zm hmoZo na ‘¥Ë¶w ¶m g§nyU© emar[aH$ 
{dH$bm§JVm H$s gyMZm Vwa§V ‘mZd g§gmYZ {d^mJ, H|$Ðr¶ H$m¶m©b¶ H$mo ^oO|. H|$Ðr¶ 
H$m¶m©b¶ AWdm B§í¶moa|g H§$nZr H$mo XþK©Q>Zm H$s gyMZm XoZo ‘| {H$gr {db§~ Ho$ H$maU hþE 
Xmdm| Ho$ {ZañVrH$aU H$m {dnarV Aga h‘mao ñQ>m’$ gXñ¶m| Am¡a CZHo$ n[adma Omo {H$ nhbo 
go hr Am{W©H$ naoem{Z¶m| go nr{‹S>V h¢, na n‹S> gH$Vm h¡.

Xmdm ’$m°‘© Ho$ gmW AÝ¶ XñVmdoOm| H$s gË¶m{nV à{V¶m§ ^r emImAm|/H$m¶m©b¶m| H$mo ^oOZo 
Ho$ {bE {ZX}{eV {H$¶m OmVm h¡. ¶o XñVmdoO Bg àH$ma h¢:-

 nyU© ê$n go ^am J¶m Xmdm ’$m°‘© {OgHo$ gmW {M{H$ËgH$ H$m ‘o{S>H$b à‘mU nÌ g§b¾ hmo.

 ¶{X XþK©Q>Zm ‘| ñQ>m’$ gXñ¶ H$s ‘¥Ë¶w hmo OmVr h¡ Vmo Xmdm ’$m°‘© CZHo$ H$mZyZr dm[ag Ûmam 
^am OmEJm. g§nyU© emar[aH$ {dH$bm§JVm H$s pñW{V ‘| ¶{X g§^d hmo Vmo ’$m°‘© ñQ>m’$ gXñ¶ 
Ûmam hr ^am OmEJm AWdm H$mZyZr dm[ag Ûmam ’$m°‘© ^am OmEJm.

 à‘m{UV nw{bg n§MZm‘m AWdm E’$AmB©Ama.

 ‘¥Ë¶w à‘mU nÌ

 ZmoQ>amBO A§{V‘ nmoñQ>‘mQ>©‘ [anmoQ>©

 ñQ>m’$ gXñ¶ H$s à‘m{UV doVZ nMu 
(XþK©Q>Zm go R>rH$ Xmo ‘hrZo nhbo H$s) 

 {S>ñMmO© pñbn AWdm hm°pñnQ>b ¶m 
S>m°ŠQ>a Ûmam {X¶m J¶m à‘mUnÌ {Og‘| 
CnMma H$s g§nyU© OmZH$m[a¶m§ hmo.

ghr VarHo$ go ^am J¶m Xmdm ’$m°‘©, g^r 
XñVmdoOm| Ho$ gmW joÌr¶ H$m¶m©b¶ Ûmam 
‘mZd g§gmYZ {d^mJ, H|$Ðr¶ H$m¶m©b¶ 
H$mo ^oOm OmZm Mm{hE. ~r‘m Xmdm ’$m°‘© ‘| 
‘w»¶ ê$n go ~r‘m YmaH$ ì¶{º$ Ho$ ~mao ‘| 
K{Q>V hþB© XþK©Q>Zm Ho$ ~mao ‘| Ed§ XþK©Q>Zm Ho$ 
nümV Xr JB© {M{H$Ëgm Ho$ ~mao ‘| OmZH$mar 
‘m§Jr OmVr h¡. ~r‘m Xmdm ’$m°‘© ‘| ¶h g^r 
OmZH$m[a¶m§ C{MV ñWmZ na ñnï> ê$n go ̂ ar 
OmZr Mm{hE.

Xmdo ‘| {H$gr àH$ma H$s Xoar Zm hmo BgHo$ 
{bE ¶h gbmh Xr OmVr h¡ {H$ Xmdm ’$m°‘© 
H$s EH$ à{V B§í¶moa|g H§$nZr H$mo ^r {ZåZ 
nVo na ^oOr OmZr Mm{hE.

¶h h‘mar Z¡{VH$ {Oå‘oXmar h¡ {H$ g^r ñQ>m’$ 
gXñ¶m| H$mo Bg ¶moOZm go AdJV H$amE§.
XþK©Q>Zm go à^m{dV ñQ>m’$ gXñ¶m| Ho$ Xmdm| 
Ho$ {ZnQ>mZ H$amZo ‘| nyar ghm¶Vm H$a|. C{MV 
g‘¶ na XþK©Q>Zm H$s gyMZm H|$Ðr¶ H$m¶m©b¶ 
VWm B§í¶moa|g H§$nZr H$mo X| VWm Xmdm ’$m°‘© 
H$mo g^r Amdí¶H$ XñVmdoOm| Ho$ gmW C{MV 
g‘¶ na ào{fV H$a|. ~r‘m H$s am{e XþK©Q>Zm 
go à^m{dV ñQ>m’$ gXñ¶m| Am¡a CZHo$ n[adma 
H$mo Bg g§H$Q> Ho$ g‘¶ ‘| ‘hËdnyU© ghm¶Vm 
àXmZ H$aoJr.



{H$  gr ^r g§JR>Z Ho$ g’$b g§MmbZ       

  hoVw ¶h Amdí¶H$ h¡ {H$ CgHo$ 

AnZo Hw$N> {bpIV Ed§ A{bpIV {Z¶‘ hm|. 

~¢H$ O¡go g§JR>Z ‘| A{YH$m[a¶m| H$s ^y{‘H$m 

~hþV ‘hËdnyU© Ed§ CÎmaXm{¶Ëd go n[anyU© 

hmoVr h¡. Eogo ‘| ¶h Amdí¶H$ hmo OmVm h¡ 

{H$ A{YH$m[a¶m| go g§~§{YV {Z¶‘m| H$mo ñnï> 

ê$n go àË¶oH$ A{YH$mar H$m{‘©H$ Ûmam OmZm 

Ed§ g‘Pm OmE. Eogm hmoZo na hr h‘ AnZo 

g§JR>Z H$mo D$±MmB© Ho$ CÎmw§J {eIa na OmVo 

hþE XoI gH|$Jo. 

¶y{Z¶Z ~¢H$ Am°’$ B§{S>¶m Zo AnZo A{YH$m[a¶m| 

hoVw {Z¶‘ g§{hVm 19 AJñV, 1976 ‘| Omar 

H$s, {Ogo 1 AŠQy>~a, 1976 H$mo bmJy {H$¶m 

J¶m. BZ {Z¶‘m| H$mo 1970 Ho$ ~¢qH$J H$ånZr 

(A{YJ«hU Ed§ CnH«$‘m| H$m hñVm§VaU) 

A{Y{Z¶‘ H$s Ymam 19 ‘| àXÎm e{º$¶m| H$m 

à¶moJ H$aVo hþE Omar {H$¶m J¶m. 

{Z¶‘m| H$m bmJy hmoZm

¶o {Z¶‘ ¶y{Z¶Z ~¢H$ Am°’$ B§{S>¶m Ho$ ̂ maV ‘| 

¶m ^maV go ~mha V¡ZmV g^r A{YH$m[a¶m| na 

bmJy hmoVo h¢. ~¢H$ Ho$ AÜ¶j, à~§Y {ZXoeH$ 

Ed§ nyU©H$m{bH$ {ZXoeH$ na ¶o {Z¶‘ bmJy 

Zht hmoVo. BgHo$ gmW hr X¡{ZH$ doVZ ^moJr 

H$‘©Mm[a¶m| VWm AdmS>© ñQ>m’$ na ¶o {Z¶‘ 

bmJy Zht hmoVo h¢.

Ü¶mZ aIZo ¶mo½¶ Hw$N> gm‘mÝ¶ q~Xþ

~hþV gr ~mV| {OZ na ~¢H$ Ho$ A{YH$m[a¶m| 

H$mo Ü¶mZ XoZm Mm{hE, do Bg {Z¶‘ g§{hVm 

‘| ñnï> Vm¡a na {bIr JB© h¢. BÝh| Bg àH$ma 

g‘Pm Om gH$Vm h¡-

àË¶oH$ A{YH$mar H$m ¶h H$V©ì¶ h¡ {H$ dh 

nyU© {Zð>m Ho$ gmW ~¢H$ Ho$ {hVm| H$m g§ajU 

H$a|. B©‘mZXmar, g‘n©U Ed§ bJZerbVm O¡go 

JwUm| H$m hmoZm Amdí¶H$ h¡. g§ì¶dhmam| ‘| g~ 

Ho$ à{V {dZ‘«Vm H$mo àX{e©V H$a|. BgHo$ gmW 

hr ¶h Ü¶mZ aIm OmZm Mm{hE {H$ {H$gr Ho$ 

AYrZ H$m¶© H$aVo g‘¶ AnZo Xm{¶Ëdm| Ho$ 

A{V[aº$ AÝ¶ H$moB© H$m¶© Zht H$aZm Mm{hE. 

¶{X AnZo Cƒm{YH$mar Ho$ ‘m¡pIH$ {ZX}em| 

na H$moB© H$m¶©{ZînmXZ {H$¶m Om ahm h¡ Vmo do 

{ZX}e Eogo hmoZo Mm{hE, {OÝh| {bpIV ‘| ^r 

{X¶m Om gHo$.

JmonZr¶Vm ~ZmE aIZm

A{YH$mar H$m{‘©H$m| H$mo JmonZr¶Vm H$mo g»Vr 

go ~ZmE aIZm hmoJm. JmonZr¶ OmZH$mar 

H$mo Am§V[aH$ Ed§ ~mø {H$gr ^r ì¶{º$ 

na àË¶j AWdm namoj ê$n go àH$Q> Zht 

H$aZm h¡. ¶{X Eogm H$aZm ~¢H$ H$s na§namAm| 

Ho$ AZwgma AWdm H$mZyZ gå‘V hmo Vmo hr 

JmonZr¶ OmZH$mar àXmZ H$s Om gH$Vr h¡. 

¶{X Ý¶m{¶H$ àm{YH$mar Ûmam Eogr OmZH$mar 

XoZo hoVw ~mÜ¶ {H$¶m hmo Vmo ^r OmZH$mar 

XoZr hmoJr. ¶{X CgHo$ Cƒm{YH$mar Ûmam Cgo 

Xm{¶Ëd {Zd©hZ Ho$ A§VJ©V Eogm H$aZo Ho$ {bE 

H$hm J¶m hmo, V~ JmonZr¶ OmZH$mar àXmZ 

H$s Om gH$Vr h¡. 

~¢H$ A{YH$m[a¶m| Ho$ n[admaOZ H$m AÝ¶ 

’$‘m] ‘| {Z¶moOZ

~¢H$ A{YH$m[a¶m| H$mo AnZo n[admaOZ 

¶m ñd¶§ {Z^©a ì¶{º$¶m| H$mo {H$gr ’$‘© ‘| 

H$m{‘©H$ Ho$ Vm¡a na {Z¶wº$ H$admZo hoVw àË¶j 

AWdm namoj ê$n go AnZo nX Ho$ à^md 

H$m Xþén¶moJ Zht H$aZm Mm{hE. ¶{X H$moB© 

A{YH$mar Am{YH$m[aH$ ê$n go {H$gr ’$‘© 

¶m H$ånZr Ho$ gmW ~¢H$ H$s Amoa go ì¶dhma 

H$a ahm h¡ Vmo Eogr pñW{V ‘| CgHo$ nwÌ/

nwÌr AWdm {H$gr AÝ¶ gXñ¶ Ûmam Cº$ ’$‘© 

AWdm H$ånZr ‘| {Z¶w{º$ nmZo H$s pñW{V 

‘| A{YH$mar H$mo AnZo gj‘ àm{YH$mar go 

BgH$s AZw‘{V boZr Mm{hE. ¶{X erK«Vm hmo 

Vmo Eogr pñW{V ‘| àmo{dOZb AZw‘{V {b¶m 

OmZm Amdí¶H$ h¡. ¶{X {H$gr A{YH$mar H$m 

g§~§Yr {H$gr ’$‘© ‘| H$m‘ H$aVm h¡, {Ogo 

~¢H$ Ûmam F$U àXmZ {H$¶m OmZm h¡, Vmo Cº$ 

A{YH$mar Cº$ F$U {df¶H$ H$ama, g‘Pm¡Vm, 

AZw‘moXZ AWdm ñdrH¥${V àXmZ Zht H$a 

gH$Vm h¡.

~¢H$ go BVa H$moB© d¥{Îm AnZmZm

¶h {Z¶‘mdbr ñnï> H$aVr h¡ {H$ ~¢H$ Ûmam 

nyd© AZw‘V H$m¶© Ho$ A{V[aº$ H$moB© AÝ¶ 

d¥{Îm ~¢H$ A{YH$mar àË¶j Ed§ namoj ê$n go 

Zht AnZmEJm. ‘mZH$ ê$n go dh gm‘m{OH$, 

gm§ñH¥${VH$, d¡km{ZH$, e¡j{UH$, Ym{‘©H$ 

H$m¶© H$a gH$Vm h¡, ~eV} CZ H$m¶m] go CgHo$ 

H$m¶m©b¶rZ Xm{¶Ëdm| na ZH$mamË‘H$ Aga Z 

hmo. n[adma Ho$ {H$gr gXñ¶ Ûmam {H$gr ì¶mnma 

H$mo g§Mm{bV {H$¶m OmVm h¡ ¶m H$moB© H$‘reZ 

EO|gr MbmB© OmVr h¡ ¶m H$moB© ~r‘m H$m 

H$m‘ {H$¶m OmVm h¡, Vmo A{YH$mar H$mo BgH$s 

gyMZm ~¢H$ H$mo XoZr hmoJr. H$moB© A{YH$mar 

~¢H$ H$s nyd© ñdrH¥${V Ho$ {~Zm {H$gr AÝ¶ 

H$ånZr, ghH$mar g{‘{V Ho$ n§Or¶Z ¶m CgHo$ 

à~§YZ ‘| dm{UpÁ¶H$ CÔoí¶m| ‘| ^mJ Zht 

¶y{Z¶Z ~¢H$ Am°’$ B§{S>¶m Ho$ A{YH$m[a¶m| hoVw 
godm (AmMaU) {Z¶‘ : 1 9 7 6  
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Ama.Ho$. qgh
ñQ>m.à.Ho$., ^monmb

boJm. AnZo Ûmam {H$¶o JE H$m¶m] Ho$ {bE 

{H$gr àH$ma H$m ‘mZXo¶, nm[al{‘H$ AWdm 

ewëH$ ¶m H$moB© dñVw ñdrH$ma Zht H$aoJm. 

A{YH$mar H$mo {H$gr H$m°nm}aoQ> AWdm ~r‘m 

H$ånZr Ho$ EO|Q> Ho$ ê$n ‘| H$m‘ H$aZm {Z{fÕ 

h¡.

g‘mMma nÌm|, ao{S>¶mo BË¶m{X ‘| ¶moJXmZ H$aZm

{~Zm nyd© ñdrH¥${V Ho$ {H$gr g‘mMma nÌ ‘| 

AmboI {bIZm, AnZo Zm‘ go ¶m {H$gr AÝ¶ 

Ho$ Zm‘ go nÌm{X {bIZm, ao{S>¶mo na àgmaU 

H$aZm Am{X {Z{fÕ h¢. H$moB© ^r OmZH$mar 

¶m XñVmdoO Omo Cº$ A{YH$mar H$s gm‘Ï¶© 

Ho$ A§VJ©V Zht AmVm h¡, Cgo àH$m{eV Zht 

{H$¶m OmZm h¡. ¶hr {Z¶‘ nwñVH$m| Ho$ àH$meZ 

na ^r bmJy hmoVr h¡, Mmho dh nwñVH$ ñd¶§ 

Ho$ Zm‘ go àH$m{eV H$s Om ahr hmo ¶m {H$gr 

AÝ¶ ì¶{º$ Ho$ Zm‘ go. {H$gr àH$ma Ho$ 

ì¶m»¶mZ XoZm ^r nyd© ñdrH¥${V H$m {df¶ 

h¡. hmbm±{H$ Bg‘| {dewÕ ê$n go gm§ñH¥${VH$, 

gm{hpË¶H$, Ym{‘©H$, e¡j{UH$, gm‘m{OH$  

àgmaUm| H$mo Ny>Q> àXmZ H$s JB© h¡.

Bgr Vah go Eogo àXe©Z, {OZgo ^maV Xoe 

H$s amï´>r¶ AI§S>Vm H$mo IVam CËnÞ hmo ¶m 

{‘Ì Xoem| go gm¡hmX© nyU© g§~§Y {~J‹S>Vo hm| ¶m 

Ý¶m¶mb¶ H$s Ad‘mZZm hmoVr hmo, ‘| ^mJ 

boZm {Z{fÕ h¢. Bgr Vah go Eogo g§JR>Zm| 

H$m gXñ¶ ^r Zht ~ZZm Mm{hE Omo ^maV 

H$s AI§S>Vm Ed§ g§à^wVm H$mo IVam CËnÞ 

H$aVr hm|. 

gmú¶ àXmZ H$aZm

{H$gr ̂ r Om±M Ho$ {bE {Z¶wº$ ì¶{º$, g{‘{V 

¶m àm{YH$aU Ho$ gå‘wI gj‘ àm{YH$mar H$s 

nydm©Zw‘{V Ho$ {~Zm {H$gr àH$ma H$s gmú¶ 

Zht Xr Om gH$Vr h¢. gmú¶ àñVwV H$aZo 

na H$moB© H$m{‘©H$ ^maV gaH$ma, amÁ¶ gaH$ma 

¶m ~¢H$ H$s AmbmoMZm Zht H$aoJm. ^maV 

gaH$ma, amÁ¶ gaH$ma, g§gX, amÁ¶ {dYmZ 

g^m, Ý¶m{¶H$ Om±M Am¶moJ, {H$gr {d^mJ 

Am{X  Ho$ Ûmam H$s OmZo dmbr Om±M Ho$ ‘m‘bo 

‘| Cnamoº$ {Z¶‘ bmJy Zht hmoJm. 

H$m¶© ñWb ¶m Xm{¶Ëd ñWb go AZwnpñW{V

H$moB© ̂ r A{YH$mar An[ahm¶© H$maUm| Ed§ Ohm± 

na nydm©Zw‘{V boZm g§^d Z hmo Ho$ A{V[aº$ 

àm{YH$mar Ho$ {~Zm nydm©Zw‘{V Ho$ V¡ZmVr ñWb 

H$mo Zht N>mo‹S>oJm.

Cnhmam| H$m àmá {H$¶m OmZm

BZ {Z¶‘m| ‘| {X¶o JE àmdYmZm| Ho$ A{V[aº$ 

H$moB© ^r A{YH$mar ñd¶§, CgH$s Amoa go 

H$m¶© H$aZo dmbm H$moB© AÝ¶ ì¶{º$ ¶m CgHo$ 

n[adma Ho$ gXñ¶ {H$gr àH$ma H$m Cnhma 

ñdrH$ma Zht H$a|Jo. ¶h ^r Ü¶mZ aIm OmE 

{H$ gm‘mÝ¶ ^moO, {bâQ> ¶m AÝ¶ {H$gr 

àH$ma H$m Am{VÏ¶ gËH$ma Cnhma H$s loUr 

‘| Zht AmVm h¡. {ddmh, OÝ‘{Xdg, df©Jm±R>, 

A§Ë¶oð>r, Ym{‘©H$ g‘mamoh na {X¶o OmZo dmbo 

Cnhma ^r BZHo$ AndmX h¢. A{YH$m[a¶m| Ho$ 

{bE XhoO boZm Ed§ XoZm {Z{fÕ h¡. {H$gr ^r 

àH$ma H$m ’§$S> àmá H$aZm, CgH$m g§J«hU dh 

^r Cƒm{YH$m[a¶m| H$s nydm©Zw‘{V Ho$ {~Zm, 

{Z{fÕ h¡. BgHo$ gmW hr A{YH$m[a¶m| H$mo 

A{J«‘ Vm¡a na doVZ {ZH$mbZo VWm AnZo 

ImVo H$mo A{VXo¶ Zht H$aZm Mm{hE. 

eo¶a ~mOma ‘| gÅ>o~mOr Ed§ {Zdoe

A{YH$mar AnZo ’§$S²g ‘| {dewÕ {Zdoe Ho$ 

A{V[aº$ {H$gr AÝ¶ eo¶a AWdm H$‘mo{S>Q>r 

‘| gÅ>o~mOr Zht H$a|Jo. 

Mb, AMb Ed§ ‘yë¶dmZ g§n{Îm

àË¶oH$ A{YH$mar H$mo AnZr AmpñV Ed§ 

Xo¶VmAm| H$s OmZH$mar ~¢H$ H$mo àXmZ H$aZr 

hmoJr. Bg‘| {dJV df© Ho$ 31 ‘mM© H$mo 

A{YH$mar Ho$ nmg hmoZo dmbo eo¶a, {S>~|Ma 

Am{X H$s OmZH$mar ^r ~¢H$ H$mo àXmZ H$aZr 

hmoJr. àË¶oH$ A{YH$mar H$mo ñd¶§ Ho$ VWm 

{H$gr n[adma gXñ¶ Ho$ Zm‘ na {H$¶o JE 

àË¶oH$ g§n{Îm {df¶H$ g§ì¶dhma H$s OmZH$mar 

gj‘ àm{YH$mar H$mo Xr OmZr Mm{hE. 

{ddmh {df¶H$ {Z¶‘

A{YH$m[a¶m| hoVw AnZr d¡dm{hH$ pñW{V H$s 

OmZH$mar ~¢H$ H$mo àXmZ H$aZm Amdí¶H$ 

h¡. H$moB© ^r A{YH$mar Eogo ì¶{º$ go {ddmh 

AWdm d¡dm{hH$ g‘Pm¡Vm Zht H$a gH$Vm 

{OgH$m OrdZgmWr Or{dV hmo.

‘mXH$ nXmWm] H$m godZ

A{YH$mar H$mo Eogo ‘mXH$ nXmWm] Ho$ godZ go 

~MZm Mm{hE Omo H$mZyZr Vm¡a na à{V~§{YV h¢. 

CÝh| AnZo S>çyQ>r Ho$ Xm¡amZ {H$gr àH$ma H$m 

Zem Zht H$aZm Mm{hE gmW hr gmd©O{ZH$ 

ñWbm| na BgH$m godZ Zht H$aZm Mm{hE. 

H$m‘H$mOr ‘{hbmAm| Ho$ ¶m¡Z CËnr‹S>Z H$s 

amoH$Wm‘

Bg àH$ma H$m CËnr‹S>Z X§S>Zr¶ AnamY H$s 

loUr ‘| AmVm h¡. Bg hoVw AÝ¶ A{Y{Z¶‘ ̂ r 

~ZmE JE h¢ VWm {d{^Þ ñVam| na g{‘{V¶m| 

H$m JR>Z ^r {H$¶m J¶m h¡. 

Bg Vah go ¶y{Z¶Z ~¢H$ A{YH$mar godm {Z¶‘ 

Omo 1976 ‘| ~ZH$a bmJy hþE h¢. h‘ g^r 

Ho$ {bE ~¢H$ ‘yë¶m| Ho$ nmbZ hoVw nW àXe©H$ 

{Xem{ZX}e h¢. hmbm±{H$ Bg N>moQ>o go AmboI 

‘| g^r na g{dñVma MMm© H$a nmZm g§^d 

Zht h¡. nmR>H$ JU ñnï>rH$aU Ed§ A{YH$ 

OmZH$mar hoVw BZ {Z¶‘m| H$s ‘yb à{V H$mo 

n‹T>| Ed§ g‘P|.
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¶{X h‘ H$‘©Mmar Ho$ A{Yd{f©Vm bm^ 
O¡go n|eZ, CnXmZ Ho$ ~mao ‘| ~VmZm 

Mmho Vmo h‘ H$h gH$Vo h¢ {H$ ¶h {H$gr 
H$‘©Mmar Ûmam {H$gr H§$nZr ‘| AnZm gmam 
OrdZ, AnZm gmam ~hþ‘yë¶ g‘¶ An©U 
H$aZo Ho$ nümV H§$nZr Ûmam [aQ>m¶a‘|Q> Ho$ 
g‘¶ {X¶m OmZo dmbm bm^ hmoVm h¡. 

h‘ AnZm gmam g‘¶, AnZr gmar j‘Vm 
Xo H$a H§$nZr H$mo I‹S>m aIVo h¢, CgH$s 
XoI^mb H$aVo h¢, Cgo AmJo bo OmZm MmhVo 
h¢ Am¡a O~ H$‘©Mmar ~y‹T>m hmo OmVm h¡ ¶m ¶y§ 
H$ho {H$ H$m‘ H$aZo ¶mo½¶ Zht ah nmVm Vmo 
H§$nZr AnZm ’$O©, n|eZ Am¡a CnXmZ Ho$ én  
‘| {Z^mVr h¡. 

EH$ H§$nZr ‘| H$m‘ H$aZo dmbo H$‘©Mm[a¶m| 
H$mo g¡bar, n|eZ Am¡a àmo{dS|>Q> ’§$S> Ho$ 
Abmdm CnXmZ ^r Xr OmVr h¡. CnXmZ 
{H$gr H$‘©Mmar H$mo H§$nZr H$s Amoa go {‘bZo 
dmbm [admS>© hmoVm h¡. AJa H$‘©Mmar Zm¡H$ar 
H$s Hw$N> eVm] H$mo nyam H$aVm h¡ Vmo CnXmZ 
H$m ^wJVmZ EH$ {ZYm©[aV ’$m°‘y©bo Ho$ VhV 
Jma§Q>rS> Vm¡a na Cgo {X¶m OmVm h¡. ‘m¡OyXm 
ì¶dñWm Ho$ ‘wVm{~H$ AJa H$moB© e»g EH$ 
H§$nZr ‘| H$‘ go H$‘ 5 gmb VH$ H$m‘ 
H$aVm h¡ Vmo dh CnXmZ H$m hH$Xma hmoVm h¡. 
BgHo$ {bE no‘|Q> Am°’$ CnXmZ EŠQ>, 1972 
‘| {dñVma go ~Vm¶m J¶m h¡. no‘|Q> Am°’$ 
CnXmZ EŠQ>, 1972 Ho$ VhV BgH$m bm^ 
Cg g§ñWmZ Ho$ ha H$‘©Mmar H$mo {‘bVm h¡, 
Ohm§ 10 go Á¶mXm H$‘©Mmar H$m‘ H$aVo h¢. 
AJa H$‘©Mmar Zm¡H$ar ~XbVm h¡, [aQ>m¶a 
hmo OmVm h¡ ¶m {H$gr H$maUde Zm¡H$ar N>mo‹S> 
XoVm h¡ bo{H$Z dh CnXmZ Ho$ {Z¶‘m| H$mo nyam 

H$aVm h¡ Vmo Cgo CnXmZ H$m bm^ {‘bVm h¡. 

Š¶m h¡ CnXmZ ^wJVmZ A{Y{Z¶‘, 1972

* H$‘©Mm[a¶m| Ho$ {hVm| H$s ajm H$aZo Ho$ 
‘H$gX go df© 1972 ‘| "CnXmZ no‘|Q> EŠQ>' 
~Zm¶m J¶m Wm. 

* H$mZyZ ‘| ‘mBqZJ joÌ, ’¡$ŠQ´>r, Am°¶b 
’$sëS²g, ’$m°aoñQ> E[a¶m, àmBdoQ> H§$nZr 
Am¡a nmoQ²©g na H$m‘ H$aZo dmbr CZ V‘m‘ 
g§ñWmAm| Ho$ H$‘©Mm[a¶m| H$mo em{‘b {H$¶m 
J¶m, Ohm§ 10 ¶m Cggo Á¶mXm H$‘©Mmar 
H$m‘ H$aVo h¢. 

* CnXmZ Am¡a ^{dî¶ {Z{Y ( PROVIDENT 
FUND)  {~ëHw$b AbJ-AbJ hmoVo h¢. 

* CnXmZ ‘| nyam n¡gm H§$nZr ( Employer)  
H$s Va’$ go {X¶m OmVm h¡. dht, ̂ {dî¶ {Z{Y 
‘| 10% ’$sgXr A§eXmZ (Contribu�on) 
H$‘©Mmar H$m ^r hmoVm h¡. 

H$m¡Z gr g§ñWm EŠQ> Ho$ Xm¶ao ‘| AmVr h¢ 

H$moB© ^r H§$nZr, ’¡$ŠQ´>r, g§ñWm Ohm§ {nN>bo 
12 ‘hrZo ‘| {H$gr ̂ r EH$ {XZ 10 ¶m Cggo 
Á¶mXm H$‘©Mm[a¶m| Zo H$m‘ {H$¶m h¡ Vmo dh 
H§$nZr CnXmZ no‘|Q> EŠQ> Ho$ AYrZ AmEJr. 
EH$ ~ma EŠQ> Ho$ Xm¶ao ‘| AmZo na H§$nZr 
¶m g§ñWm H$mo BgHo$ Xm¶ao ‘| hr ahZm hmoJm. 
AJa H$^r H§$nZr ‘| H$‘©Mm[a¶m| H$s g§»¶m 
10 go H$‘ ^r hmo, V~ ^r dh EŠQ> Ho$ Xm¶ao 
‘| hr ahoJr.

{H$VZo {XZm| ‘| {‘bVm h¡ CnXmZ 

H$‘©Mmar Zm¡H$ar N>mo‹S>Zo Ho$ ~mX CnXmZ àmá 
H$aZo Ho$ {bE AmdoXZ H$a gH$Vm h¡. {Z¶‘m| 

Ho$ ‘wVm{~H$, AmdoXZ H$aZo H$s VmarI go 30 
{XZ Ho$ AÝXa Cgo ̂ wJVmZ H$a {X¶m OmVm h¡. 
¶{X H§$nZr Eogm Zht H$aVr h¡ Vmo Cgo CnXmZ 
^wJVmZ A{Y{Z¶‘, 1972 ( Payment of 
Gratuity act, 19 72)  Ho$ C„§KZ H$m Xmofr 
‘mZm OmEJm.

* CnXmZ H$m ‘yë¶m§H$Z Xmo Vah go {H$¶m 
OmVm h¡- CnXmZ no‘|Q> A{Y{Z¶‘ 1972 Ho$ 
{Z¶‘mZwgma VWm g§~§{YV ~¢H$ Ho$ H$‘©Mmar 
Ho$ {bE-~¢H$ CnXmZ {Z¶‘, XmoZm| ‘| go 
~ohVa H$m ^wJVmZ {H$¶m OmVm h¡. 

~¢H$ CnXmZ H$s aH$‘ nVm H$aZo H$m ’$m°‘y©bm 
- (~¢H$ A{Y{Z¶‘)

~¢H$ CnXmZ {Z¶‘ H$s aH$‘ nVm H$aZo H$m 
’$m°‘y©bm 

AmpIar doVZ-‘yb doVZ + ‘h§JmB© ^Îmm 
+ {~H«$s na {‘bm H$‘reZ (AJa hmo Vmo). 
Bg ’$m°‘y©bo ‘| ‘hrZo ‘| 26 {XZ H$m¶© {Xdg 
‘mZH$a H$‘©Mmar H$mo 15 {XZ H$m Am¡gV 
{ZH$mbH$a ^wJVmZ {H$¶m OmVm h¡.

Zm¡H$ar H$s Ad{Y- Zm¡H$ar Ho$ AmpIar gmb 
‘| 6 ‘hrZo go D$na H$s Zm¡H$ar H$mo nyam gmb 
‘mZm OmEJm, O¡go 6 gmb 8 ‘hrZo Zm¡H$ar 
H$aZo H$s pñW{V ‘| Cgo 7 gmb ‘mZm OmEJm. 

CnXmZ H$s aH$‘ nVm H$aZo H$m ’$m°‘y©bm (EŠQ> 
‘| Zht AmZo dmbo H$‘©Mm[a¶m| Ho$ {bE)

AmpIar doVZ-‘yb doVZ + ‘h§JmB© ^Îmm 
+ {~H«$s na {‘bm H$‘reZ (AJa hmo Vmo). 
’$m°‘y©bo ‘| ‘hrZo ‘| 30 {XZ H$m¶© {Xdg 
‘mZH$a H$‘©Mmar H$mo 15 {XZ H$m Am¡gV 
{ZH$mbH$a ^wJVmZ {H$¶m OmVm h¡. 

~¢H$ CnXmZ {Z¶‘ H$s aH$‘ nVm H$aZo H$m 
’$m°‘y©bm - CnXmZ H$s JUZm godm Ho$ àË¶oH$ 
df© Ho$ {bE A{YH$V‘ 15 ‘hrZo Ho$ doVZ 
Ho$ AYrZ EH$ ‘hrZo Ho$ doVZ H$s Xa go H$s 
OmVr h¡. EH$ H$‘©Mmar Zo AJa 30 df© go 
A{YH$ H$s godm nyar H$a br h¡ Vmo 30 df© 
go A{YH$ H$s godmAm| Ho$ àË¶oH$ df© Ho$ 
{bE AmYo ‘hrZo Ho$ doVZ H$s Xa A{V[aº$ 
am{e H$s JUZm H$s OmVr h¡. 

H$‘©Mmar Ho$ A{Yd{f©Vm bm^ : n|eZ, CnXmZ ( G r a t u i t y )
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‘hËdnyU© q~Xþ - CnXmZ ^wJVmZ A{Y{Z¶‘ 
Ho$ AZwgma JUZm H$aVo g‘¶, S>rE Am¡a 
E’$nrnr H$mo Ü¶mZ ‘| aIVo h¢. hmbm§{H$, 
~¢H$ Ho$ CnXmZ {Z¶‘m| Ho$ VhV CnXmZ H$s 
JUZm Ho$ {bE, O~H$s E’$nrnr em{‘b h¡. 
{Z¶‘m| Ho$ AZwgma S>rE/{deof ^Îmm| H$mo Zht 
‘mZm OmVm h¡. 

‘¥Ë¶w hmoZo na CnXmZ H$s JUZm - Eogr 
pñW{V ‘| CnXmZ H$m ^wJVmZ Zm¡H$ar H$s 
Ad{Y Ho$ AmYma na {H$¶m OmVm h¡, Ohm§ 
A{YH$V‘ 20 bmI énE VH$ H$s aH$‘ Xr 
Om gH$Vr h¡.

n|eZ - n|eZ ßbmZ Am¡a n|eZ ñH$s‘ nrEg¶y 
~¢H$ H${‘©¶m| H$mo {‘bZo dmbo g~go ‘hËdnyU© 
godm{Zd¥{Îm bm^m| ‘| go EH$ h¢. ^{dî¶ {Z{Y 
Ho$ {dnarV, {Ogo gr‘m§{H$V ¶moJXmZ ‘mZm 
OmVm h¡, nrEg¶y H${‘©¶m| Ho$ n|eZ ñH$s‘ H$mo 
~¢qH$J joÌ Ho$ H${‘©¶m| Ho$ {bE gr‘m§{H$V 
bm^ ‘mZm OmVm h¡. 29-09-1995 Ho$ 
~mX 31-3-2010 go nhbo nrEg¶y ~¢H$ 
ÁdmBZ H$aZo dmbo H$‘©Mmar ñdV… hr n|eZ 
ñH$s‘ Ho$ VhV H$da {H$E OmVo h¢. 

n|eZ Ho$ àH$ma - 

* godm{Zd¥{Îm n|eZ : O¡gm {H$ Zm‘ go hr 
ñnï> h¡, nrEg¶y ~¢H$ Ho$ H$‘©Mm[a¶m| H$mo 
¶h n|eZ godm{Zd¥{Îm Ho$ ~mX {X¶m OmVm 
h¡. godm{Zd¥{Îm n|eZ Ho$ ¶mo½¶ hmoZo Ho$ {bE 
Ý¶yZV‘ Zm¡H$ar H$s Amdí¶H$ Ad{Y 10 
df© h¡, hmbm§{H$ BgHo$ VhV H$da hmoZo dmbr 
Zm¡H$ar H$s A{YH$V‘ Ad{Y 33 df© h¡.

* ñd¡pÀN>H$ godm{Zd¥{Îm na n|eZ … ¶h 
n|eZ ~¢H$ go ñd¡pÀN>H$ godm{Zd¥{Îm boZo dmbo 
H$‘©Mm[a¶m| na bmJy hmoVm h¡. drAmaEg 
n|eZ ñH$s‘ H$m nmÌ hmoZo Ho$ {bE AmnH$mo 
H$‘ go H$‘ 20 df© H$s Zm¡H$ar H$aZr hmoJr 
VWm ñd¡pÀN>H$ godm{Zd¥{Îm Ho$ ~mao ‘| H$‘ go 
H$‘ VrZ ‘hrZo nhbo {Z¶w{º$ àm{YH$mar H$mo 
{bpIV ‘| Zmo{Q>g XoZr Mm{hE.

* A‘mÝ¶ n|eZ … A‘mÝ¶ n|eZ nrEg¶y ~¢H$ 
Ho$ CZ H${‘©¶m| H$mo Xr OmVr h¡ {OÝh| emar[aH$ 
¶m ‘mZ{gH$ Xþ~©bVm, Zm¡H$ar Ho$ {bE ñWm¶r 
ê$n go Aj‘ ~Zm XoVr h¡. CÝh| A‘mÝ¶ n|eZ 

H$m bm^ CR>mZo Ho$ {bE Ý¶yZV‘ 10 df© 
VH$ Zm¡H$ar H$aZr hmoVr h¡. BgHo$ Abmdm, 
H$‘©Mmar H$mo ~¢H$ Ûmam AZw‘mo{XV {M{H$Ëgm 
A{YH$mar Ûmam Omar H$s J¶r Aj‘Vm na 
{M{H$Ëgm à‘mUnÌ O‘m H$aZm hmoJm.

* AZwH§$nm ^Îmm … Zm¡H$ar go ~Im©ñV {H$E 
¶m hQ>mE JE ¶m Zm¡H$ar g‘má {H$E JE 
H${‘©¶m| H$mo AZwH§$nm ^Îmm {X¶m OmVm h¡. 
Eogo H$‘©Mmar AnZr n|eZ YZam{e Imo 
XoVo h¢. hmbm§{H$, {deof n[apñW{V¶m| ‘|, 
Cƒm{YH$mar AZwH§$nm ^Îmm Xo gH$Vo h¢ Omo 
n|eZ Ho$ Xmo {VhmB© go A{YH$ Zht hmoJm Am¡a 
¶h ~Im©ñVJr H$s VmarI VH$ Xr JB© ¶mo½¶Vm 
godm na {Z^©a H$aoJm.

* g‘¶-nyd© godm{Zd¥{Îm n|eZ … gmd©O{ZH$ 
{hV ¶m Eogo hr AÝ¶ godm {Z¶‘m| H$s dOh go 
g‘¶ go nhbo ~¢H$ Ho$ AmXoe na godm{Zd¥Îm 
hmoZo dmbm| Ho$ {bE ¶h bmJy h¡. g‘¶nyd© 
godm{Zd¥{Îm n|eZ H$m AZwXmZ {g’©$ CÝht 
H${‘©¶m| H$mo {X¶m OmEJm Omo godm{Zd¥{Îm H$s 
VmarI na Eogo n|eZ Ho$ hH$Xma hm|Jo. 

* A{Zdm¶© godm{Zd¥{Îm n|eZ … Zm¡H$ar Ho$ 
{Z¶‘m| Ho$ g§X^© ‘| X§S> H$s dOh go godm{Zd¥Îm 
hmoZo dmbo nrEg¶y ~¢H$ H$m H$moB© ^r H$‘©Mmar  
BgHo$ hH$Xma hm|Jo.

* ’¡${‘br n|eZ … nrEg¶y ~¢H$ H$‘u H$s 
Zm¡H$ar Ho$ Xm¡amZ ¶m godm{Zd¥{Îm Ho$ ~mX 
‘¥Ë¶w hmo OmE Vmo ¶h n|eZ CZHo$ n[adma Ho$ 
gXñ¶m| H$mo Xr OmVr h¡. ¶{X ~¢H$ H$‘u H$s 
‘¥Ë¶w ~¢H$ ‘| 7 dfm] VH$ Zm¡H$ar H$aZo Ho$ 
~mX hmoVr h¡, Vmo n[adma ‘¥VH$ H$‘©Mmar Ûmam 
àmá {H$E JE AmpIar doVZ H$s YZam{e 
Ho$ 50% Ho$ ~am~a n|eZ ¶m ’¡${‘br n|eZ 
H$s gm‘mÝ¶ Xa go XþJwZr Xa na n|eZ, Omo 
^r H$‘ hmo, àmá H$aZo H$m hH$Xma h¡. ¶{X 
godm{Zd¥Îm nrEg¶y ~¢H$ H$‘u H$s ‘¥Ë¶w 65 
df© H$s C‘« go nhbo hmo OmVr h¡, Vmo Eogo 
‘m‘bo ‘|, ’¡${‘br n|eZ Xa Ho$ {bE dhr 
YZam{e bmJy hmoJr. 

n|eZ H$s Xa ~¢H$ Zr{V ‘mZH$m| Ho$ AZwgma 
g§emoYZ H$m ‘m‘bm h¡ Am¡a ¶h g‘¶ g‘¶ 
na ~XbVm ahVm h¡.

godm{Zd¥{Îm Ho$ AÝ¶ bm^ - 

* {M{H$Ëgm bm^ … Eg~rAmB© O¡go H$B© 
npãbH$ goŠQ>a ~¢H$ AnZo godm{Zd¥Îm 
H$‘©Mm[a¶m| H$mo {M{H$Ëgm bm^ XoVr h¡. Eogr 
¶moOZmAm| Ho$ VhV godm{Zd¥Îm nrEg¶y ~¢H$ 
H$‘u AnZo {M{H$Ëgm IMm] H$s à{Vny{V© H$am 
gH$Vo h¢. hmbm§{H$ {M{H$Ëgm bm^ Zr{V 
AbJ-AbJ ~¢H$m| ‘| AbJ AbJ hmoVr h¡.

* brd EÝH¡$e‘|Q> … godm{Zd¥Îm hmoZo dmbo 
nrEg¶y ~¢H$ H$‘u A{YH$V‘ 240 {XZm| Ho$ 
{à{dboO brd H$m ZJXrH$aU Ho$ nmÌ hmoVo 
h¢. 3 bmI é. VH$ H$m brd EÝH¡$e‘|Q> 
Am¶H$a ‘wº$ hmoVm h¡.

* ¶mÌm ì¶¶ à{Vny{V© … CZ ~¢H$ H${‘©¶m| 
Ho$ {bE Omo AnZo J¥hZJa go Xÿa {Z¶wº$ h¢, 
nrEg¶y ~¢H$ CÝh| J¥hZJa VH$ ¶mÌm hoVw ¶mÌm 
IM© H$s à{Vny{V© H$aVr h¡. 

* [a¶m¶Vr ã¶mO Xa bm^ … godm{Zd¥Îm 
nrEg¶y ~¢H$ H$‘u {d{eï> à{V^y{V¶m| Ho$ 
pIbm’$ O‘m Am¡a A{J«‘m| na [a¶m¶Vr ã¶mX 
Xa H$m bm^ CR>m gH$Vo h¢, O¡gm {H$ ñQ>m’$ 
gXñ¶m| na bmJy hmoVm h¡. 

* AdH$me J¥h (hm°{bS>o hmoåg) : nrEg¶y 
~¢H$ H$‘u hm°{bS>o hmoåg, ~¢H$ A{V{W J¥hm|, 
Q´>m§{OQ> hmo‘ Am¡a {d{OqQ>J Am°{’$gg© âb¡Q> 
H$s gw{dYm godm{Zd¥{Îm Ho$ ~mX ^r àmá H$a 
gH$Vo h¢. AmO Ho$ g‘¶ ‘| O~ g^r AÝ¶ 
{Z¶moº$m AnZo H$‘©Mm[a¶m| H$mo {XE OmZo dmbo 
godm{Zd¥{Îm bm^m| ‘| ^mar H$Q>m¡Vr H$a {dÎmr¶ 
~moP H$mo H$‘ H$aZo ‘| bJo h¢, ~¢qH$J joÌ 
AnZo H$‘©Mm[a¶m| H$s ‘XX H$aZo Ho$ {bE 
godm{Zd¥{Îm bm^ Zr{V¶m| ‘| gwYma H$aZm Omar 
aIo hþE h¡. ~¢qH$J joÌ Ûmam g^r AH$mX{‘H$ 
n¥ð>^y{‘¶m| go gd©loð> à{V^mAm| H$mo AnZr 
Va’$ AmH${f©V H$aZo Ho$ à‘wI H$maUm| ‘| go 
¶h ^r EH$ H$maU h¡. 

{Z{Ib Hw$‘ma
jo.H$m., {gbrJw‹S>r







{eIa H$s Amoa...

lr gË¶mZmam¶U nmWwar          
‘w»¶ ‘hmà~§YH$                          

lr dr. d|H$Q>oœa amd  
‘w»¶ ‘hmà~§YH$                          

lr bmb qgh                 
‘w»¶ ‘hmà~§YH$                          

lr {S>.{ed Hw$‘ma e‘m©
‘w»¶ ‘hmà~§YH$                          

¶y{Z¶Z Ymam, OZdar-‘mM©  2021  46

h‘ AmnHo$ ZoV¥Ëd ‘| ~¢§H$ Ho$ CÁOdb ^{dî¶ H$s H$m‘Zm H$aVo h¢.

lr ^mbMÝÐ a‘Z amd AH$mobH$a
‘hmà~§YH$                          

 lr ZdrZ amoeZ O¡Z
‘hmà~§YH$                          

 lr gw{‘V lrdmñVd       
‘hmà~§YH$                          

lr amOr~ bmoMZ nQ>Zm¶H$         
‘hmà~§YH$                          

lr E‘.adrÝÐ ~m~y
‘hmà~§YH$                          

 lr emÝVwZw Hw$‘ma Xme    
‘hmà~§YH$                          

CÀM H$m¶©nmbH$ doVZ‘mZ VIII ‘| nXmoÞ{V na hm{X©H$ ~YmB© !!

CÀM H$m¶©nmbH$ doVZ‘mZ VII ‘| nXmoÞ{V na hm{X©H$ ~YmB© !!



h‘ AmnHo$ ZoV¥Ëd ‘| ~¢§H$ Ho$ CÁOdb ^{dî¶ H$s H$m‘Zm H$aVo h¢.

lr hågm ÜdOm Ama.
Cn ‘hmà~§YH$                     

lr M§XZ Hw$‘ma gmhÿ   
Cn ‘hmà~§YH$                   

lr JmoqdX Hw$‘ma Pm             
Cn ‘hmà~§YH$                     

  lr Ho$drEgEg àgmX
Cn ‘hmà~§YH$                     

lr g§O¶ ‘ZmoMm   
Cn ‘hmà~§YH$                         

lr Eb.dmgw 
Cn ‘hmà~§YH$                  

 gwlr H$ñVyar nQ>Zm¶H$           
Cn ‘hmà~§YH$                      

lr nw„m dr.ho‘MÝÐ amd
Cn ‘hmà~§YH$                  

lr EM.Q>r.dmgßnm
Cn ‘hmà~§YH$                               

lr ew^«OrV Jwhm    
Cn ‘hmà~§YH$                                   

lr ß¶maobmb         
Cn ‘hmà~§YH$

 lr Eg.~«÷mZ§X amOy
Cn ‘hmà~§YH$                                  

lr EZ.d|H$Q> eof ¶moJmZ§X      
Cn ‘hmà~§YH$                        

 lr àem§V Hw$‘ma {‘lm
Cn ‘hmà~§YH$                         

 lr JmoqdX Ho$edm OmoBer
Cn ‘hmà~§YH$                 

lr Q>r.dr.am‘mZ§X
Cn ‘hmà~§YH$     
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One Message Received*  

“ Look up from your phone, Shut 
down that display. Don’ t miss out on 
life, Live it the real way.”

It's an understatement to say that 
the pandemic has affected every 
aspect of our lives as we know it. 
One of the most profound impacts 
it has had is how dependent we are 
on technology, and more specifically, 
our electronic devices. How o en 
have your post-dinner evenings been 
consumed by scrolling Facebook or 
watching forwarded videos?  How 
o en have you accused your son 
or daughter of being a slave to your 
cell phone while being a vic�m of 
the same addic�on too yourself  
How o en have your eyes ached due 
to constant messaging, uploading, 
tagging, scrolling, and networking?  
All of these occurrences are a daily 
story in our lives, where we need to 
have our mobiles with us 24/7.

W hile the boons of the digital age 
are many and undeniabl - how social 
media helps us stay in touch with 
people across the world, be up-to-
date about current happening, and 
for many, now a source of bread and 
bu�er given work from home models 
- are these boons balancing out the 
banes?  Can we be sure that our lives 
are not at stake?

Common Sense Media, a nonprofit 
focused on helping children, parents, 

teachers, and policymakers nego�ate 
media and technology, conducted a 
study in 2016 , to show that 5 0%  of 
teens feel they are addicted to their 
mobile devices. K imberly Young, 
director of the Center for Internet 
Addic�on Recovery and author of 
Internet Addic�on  A Handbook and 

Guide to Evalua�on and Treatment,  
defines technology addic�on as a 
habitual compulsion to engage in using 
technology instead of addressing life’ s 
problems. For ex ample, a teen who 
ins�nc�vely pulls out her smartphone 
whenever her mom begins lecturing 
her might be addicted to technology 
because such a reac�on is likely a 
coping mechanism to avoid conflict.

In a scenario where we are probably in 
an irreparable situa�on, owing to our 
dependence on our ‘ smart phone’ , 
how can we hope to provide a secure 
future for our to-be genera�on  
The need to limit our usage of our 
electronic devices is greater than 
ever, since we know and are aware of 
its conseq uences. Now that we turn 
to it for every need of ours, it might 
prove to be difficult. But we were 
living without it, and we sure well can 
con�nue to. An excess of anything 
is bad, and limi�ng our a�achment 
to our mobiles is a stark necessity 
before we all lead ourselves to our 
own doom.

“ I’ m seeing more and more parents 
who want advice because their 
children are spending too much �me 
on screens,  says Frances Booth, 
author of The Distrac�on Trap, who 
runs family and individual coaching 
sessions on “ digital detox ing” . 
“ Families are agreeing to go one 
evening a week without technology, 
or a weekend, or to go on holidays 
when digital devices are banned,”  she 
adds. Booth suggests that families 
discuss and decide on a digital 
“ strategy”  together. “ W hen children 
are doing homework, you might agree 
on 45  minutes’  study, followed by 15  
minutes’  social media.”  If embarking 
on a detox , she urges planning plenty 
of distrac�ons. Cook something 
together, take a walk, plan a holiday.”

In an a�empt to catch up on all the 
events of our life, we don’ t realiz e 
how much we’ re missing out on. Yes, 
the pandemic has been hard on all 
of us. And it is a major factor in our 
dependence on the screens but the 
virus has also proved how fickle life 
can be, and how q uickly it can slip 
out of our grasp. Our ex istence has 
so many purposes, and our lifestyle 
offers us so many opportuni�es to 
ex plore. W e should make the most of 
it. 

Cherish your family. W ork on your 
hobbies. Delight in nature. Live, 
create, imagine.

Look up from 
your phone

Ka r e n  A.  D’ So u z a
Compliance Dept,CO
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DECISION TAKING - an Art  -

It’ s always an endless thought 
that a majority of life �me is engaged 
in pondering our life. Irony is when we 
see our life when encountered with a 
turbulent phase, one may agree as a 
ma�er of opinion that these typical 
turbulences have happened due to 
external factors some�mes but many 
�mes it has happened due to our 
own art of taking a decision which 
we had inculcated deep within the 
course of our life that too majorly by 
encountering an ex perience. If we 
go deep in thought and compare or 
analyse our decision making, we may 
get some hints of how ex actly it all 
had happened.

If we compare our decision making 
with a river then Life is like a river, and 
that most people jump on the river 
of life without ever really deciding 
where they want to end up. In a short 
period of �me, they get caught up in 
the current  current events, current 
fears, current challenges. 

W hen they come to forks in the river, 
they don't consciously decide where 
they want to go, or which is the right 
direc�on. They merely go with the 
flow.  They become a part of the 
mass of people who are directed 

by the environment instead of by 
their own values. This will trigger a 
situa�on which o en leads to where 
one can easily feel that out of control 
situa�on.

They remain in this unconscious 
state un�l one day the sound of the 
raging water awakens them, and they 
discover that they're five feet from 
Niagara Falls in a boat with no oars to 
control. At this point, they o en say, 
Oh, What or Why is this happening  

but by then it's too late. They're going 
to take same fall. 

Some�mes this fall is/are of type/s

 an emo�onal fall 

  a physical fall

  a financial fall.

Or in some unfortunate situa�on it 
might be a combina�on of all.

For this most people live what it was 
called as a The Niagara Syndrome.     

Also, one may correlate with mul�ple 
common life ues�ons like 

 How did I lose all my money?

  How did I get so fat?

 W hy did I have to go through all this 
mess?  

 How did I get so laz y?

On analysing a situa�on at the end, we 
may find an answer that somewhere 
we certainly didn’ t plan to go and by 
the �me we realise what to do it’s 
too late. The strong Niagara currents 
pull us downstream towards the fall. 
There is li�le now we can do at that 
juncture of �me. 

In the authors philosophy (Tony 
Robbins) , it is because we didn’ t have 
our own vision, our own definite 
direc�on and plan of ac�on. 

 We just flew easily in the stream of 
life, without s�rring in the direc�on 
we wanted, while the waters were 
s�ll manageable. 

 W e only realise we are out of 
control when the speed of waters 
increases.

Now up-to this it was all about pin-
poin�ng a problem of decision we 
had taken;  now how do we end in 
that posi�on  

The first and foremost, thing is not to 
ignore the signals that life is giving us, 
we all get gentle warnings, and if we 
don’t react to any of them, �ll we start 
seeing visible results. it is too late

To avoid falling in places we don’t 
want to be, we have to check if our 
consistent focus and ac�ons are 
bringing us where we want to be.

The lethargic mentality of this person 
is called ` Niagara Syndrome.’

If we don’ t plan, we will perish. Don’ t 
allow your life to come to the edge of 
the Niagara Falls, to make decisions to 
change  be it in health, rela�onship, 
family, business, profession. Don’ t be 
blown by your unintelligent logic. 

In the last “ K ill the monster while 
it’s small  is the simplest sugges�on 
given on the this en�re Niagara 
Syndrome. The earlier we learn an art 
of capturing & analysing a situa�on 
beforehand, the wiser the decisions 
we may be taking to addressing it. 

Don’ t leave it to fate. You have the 
oars to row, so row your des�ny

A. K.  Ag n i h o t r i
STC Bengaluru

Are you having a 'Niagara Syndrome'?

49  ¶y{Z¶Z Ymam, OZdar-‘mM© 2021



¶y{Z¶Z Ymam, OZdar-‘mM©  2021  50

SALIENT  FEAT URES OF T HE SCHEM E

The person appointed on 
compassionate grounds under the 
Scheme, should give an undertaking 
in wri�ng (as in Annexure) that he/
she will maintain properly the other 
family members who were dependent 
on the deceased employee in 

ues�on, and in case it is proved 
subse uently (at any �me) that the 
family members are being neglected 
or are not maintained properly by 
him/her, his or her appointment may 
be terminated forthwith.

The prescribed formats of the 
applica�on to be submi�ed by the  
applicant, as applicable, are enclosed 
as Part A (i), Part A (ii) & Part A (iii).

Regional Offices / Branches are 
advised to bring this scheme to the 
no�ce of dependent family members 
of deceased employee immediately 
a er his / her death and advise 
them about the req uirements and 
formali�es to be completed by him/
her. Regional Offices are re uired to 
submit the applica�on along with 
their recommenda�ons as per Part B 
and Part C which are enclosed.

1 .  COV ERAG E

1.1. To a dependent family member 
of permanent employee of a Public 
Sector Bank (PSB) who-dies while in 
service (including death by suicide)

-is re�red on medical grounds 
due to incapacita�on before 

reaching the age of 5 5  
years.

(incapacita�on is to be cer�fied by 
a duly appointed Medical Board 
in a Government Medical College/
Government District Head Quarters 
Hospitals/Panel of Doctors nominated 
by the Bank for the purpose).

1.2. For the purpose of the Scheme 
'employee' would mean and include 
only a confirmed regular employee 
who was serving full �me or part-�me 
on scale wages, at the �me of death/
re�rement on medical grounds, 
before reaching age of 5 5  years and 
does not include any one engaged 
on contract/temporary/casual or any 
person who is paid on commission 
basis. 

2 .  DEP ENDENT  FAM ILY  M EM BER

Spouse;  or W holly dependent son 
(including legally adopted son)  
or W holly dependent daughter 
(including legally adopted daughter)  
or W holly dependent brother or sister 
in the case of unmarried employee

The term ‘ wholly dependent’  as 
defined in the BPS from �me to �me 
will be applicable while ascertaining 
the dependency of the family 
member.

3 .  AUT HORIT Y  COM P ET ENT  T O M AKE 
COM P ASSIONAT E AP P OINT M ENT

.1. Chairman & Managing Director.

.2. Execu�ve Director holding current 
charge of Chairman & Managing 
Director.

. . Board of Directors in special types 
of cases

3.4. W hile dealing with proposals 
for appointment on compassionate 
grounds in otherwise eligible 
cases, where disciplinary ac�on 
was pending against the deceased 
employee / employee re�red on 
medical grounds or if the deceased 
employee was involved in serious 
financial irregulari�es, embe lement 
of funds, commi ng frauds, etc., 
bank will con�nue to abide by the 
guidelines issued by the Government 
of India, re uiring considera�on and 
decision in each case by the Board of 
the Bank/Authority appointed by the 
Board.

4 .  P OST S T O W HICH AP P OINT -M ENT S 
CAN BE M ADE

4.1. The appointment shall be made 
in the clerical and sub-staff cadre only.

5 .  ELIG IBILIT Y

5 .1. The family is indigent and 
deserves immediate assistance for 
relief from financial des�tu�on. To 
access the financial condi�on the 
income of the family from all sources 
including the family pension, terminal 
benefits, proceeds of insurance 
policies & other investments etc. and 
the employment of family members, 
si e of the family & liabili�es, if any 
will be taken into considera�on.

5.2. Applicant for compassionate 
appointment should be eligible and 
suitable for the post in all respects 
under the provisions of the relevant 
Recruitment Rules. Recruitment 
Rules will mean the norms which are 
in force at the �me of making the 
compassionate appointment.

6 .  EX EM P T IONS

6.1. Compassionate Appointment 
under the Scheme are exempted 
from observance of the following 
req uirements:

Scheme for 
compassionate 
appointment 

for 'dependent 
family member' 
of an employee
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6 .1.1. Normal Recruitment Procedure 
i.e., without the agency of selec�on 
like IBPS/Employment Exchange, 
Recruitment Board of Bank, etc.

6.1.2. The ban orders on filling up of 
posts issued by Government of India 
or any controlling authority.

7 .  RELAX AT IONS

7.1. Upper age limit could be relaxed 
wherever found to be necessary. The 
lower age limit should, however, in no 
case be relaxed below 18 years of age.

8 .  T IM E LIM IT  FOR CONSIDERING  
AP P LICAT IONS

8.1. Applica�on for employment 
under the Scheme from eligible 
dependent should normally be 
considered up to five years from 
the date of death or re�rement on 
medical grounds and decision to be 
taken on merit in each case. 

8.2. While considering belated 
re uests, where, death or re�rement 
on medical grounds of the employee 
took place long back, even five 
years ago, it should be kept in view 
that the concept of compassionate 
appointment is largely related to the 
need for immediate assistance to the 
family of the employee in order to 
relieve it from economic distress. The 
very fact that the family has been able 
to manage somehow all these years 
should normally be taken as adeq uate 
proof that the family had some 
dependable means of subsistence. 

9 .  DET ERM INAT ION AV AILABI-LIT Y  
OF V ACANCIES

9.1. Appointment on compassionate 
grounds should be made only on 
regular basis and that too, only if 
regular vacancies meant for that 
purpose are available.

9 .2. Compassionate appointment 
can be made up to a maximum of 
5 %  of vacancies falling under direct 
recruitment q uota in clerical cadre 
or vacancies iden�fied in the sub-
staff category. The Bank may hold 
back 5 %  of vacancies in the aforesaid 

categories to be filled by appointment 
on compassionate grounds. A 
person selected for appointment on 
compassionate grounds should be 
adjusted in the recruitment roster 
against appropriate category, vi ., SC/
ST/OBC General Category, depending 
upon the category to which he/she 
belongs. 

9. . Widow appointed on compassio-
nate grounds upon re-marriage will 
be allowed to con�nue in service, 
even a er re-marriage. 

1 0 .  W HERE T HERE IS AN EARNING  
M EM BER

10.1. In deserving cases, even when 
there is already an earning member 
in the family, a dependent family 
member may be considered for 
compassionate appointment with 
the prior approval of the competent 
authority of the bank who, before 
approving such appointment, 
will sa�sfy himself that grant of 
compassionate appointment is 
jus�fied, having regard to the number 
of dependents, assets and liabili�es 
le  by the employee, income of the 
earning member as also his  liabili�es 
including the fact that the earning 
member is residing with the family of 
the employee and whether he should 
not be a source of support to other 
members of the family.

10.2. In cases where any member 
of the family of the deceased or 
medically re�red employee is already 
in employment and is not suppor�ng 
the other members of the family of the 
deceased employee, extreme cau�on 
has to be observed in ascertaining the 
economic distress of the members of 
the family of the deceased employee 
so that, the facility of appointment 
on compassionate ground is not 
circumvented and misused by pu ng 
forward the ground that the member 
of the family already employed is not 
suppor�ng the family.

1 1 .  M ISSING  EM P LOY EE

Cases of missing employees are also 
covered under the scheme subject to 
the following condi�ons  -

A re uest to grant the benefit of 
compassionate appointment can be 
considered only a er a lapse of at least 
2 years from the date from which the 
Employee has been missing, provided 
that:  

I.an FIR to this effect has been lodged 
with the Police,

II. the missing person is not traceable, 
and

III. the competent authority feels that 
the case is genuine;

11.1. This benefit will not be applicable 
to the case of an Employee  -

(i) who had less than two years to 
re�re on the date from which he has 
been missing;  or 

(ii) who is suspected to have 
commi�ed fraud, or suspected to 
have joined any terrorist organi a�on 
or suspected to have gone abroad.

11.2.Compassionate appointment 
in the case of a missing employee 
also would not be a ma�er of right 
as in the case of others and it will 
be subject to fulfillment of all the 
condi�ons, including the availability 
of vacancy. 

11.3. W hile considering such a 
req uest, the results of the Police 
inves�ga�on should also be taken 
into account;  and

11. . A decision on any such re uest 
for compassionate appointment 
should be taken only at the level of 
the Chairman and Managing Director 
of the Bank.

1 2 .  P ROCEDURE

 (a) The prescribed format may be used 
by the bank for ascertaining necessary 
informa�on and processing the cases 
of compassionate appointment. 

(b) The Officer from the HR 
Department of the Bank should 
meet the members of the family 
of the employee in ues�on 
immediately a er his death 



to advise and assist them in ge ng 
appointment on compassionate 
grounds. 

(c) An applica�on for appointment 
on compassionate grounds should 
be considered by the Commi�ee 
of officers consis�ng of three  one 
Chairman and two members in the 
rank of Deputy General Manager/
Assistant General Managers. The 
Officer from the HR department may 
also be made one of the members 
of the Commi�ee, depending upon 
his rank. The applicant may also 
be granted personal hearing by 
the commi�ee, if necessary, for 
be�er apprecia�on of facts of the 
case.  The recommenda�on of the 
commi�ee should be placed before 
the Competent Authority for a 
decision.  If the Competent Authority 
disagrees with the commi�ee's 
recommenda�on, the case may be 
referred to higher authori�es for a 
decision.

1 3 .  UNDERT AKING  FOR M AINT E-
NANCE OF T HE FAM ILY  OF T HE 
DECEASED EM P LOY EE

 The person appointed on 
compassionate grounds under the 
Scheme, should give an undertaking 
in wri�ng (as in Annexure) that he/
she will maintain properly the other 
family members who were dependent 
on the deceased employee in 

ues�on, and in case it is proved 
subse uently (at any �me) that the 
family members are being neglected 
or are not maintained properly by 
him/her, his or her appointment 
may be terminated forthwith.  Any 
complaint in this regard will be dealt 
in accordance with the provisions 
men�oned in point no.16 of the 
Scheme.

 In case of termina�on as stated 
above, there is no provision in the 

Scheme for providing employment 
to other members of the 

dependent family. 

1 4 .  REQ UEST  FOR CHANG E IN P OST /
P ERSON

W hen a person has been appointed on 
compassionate grounds in a par�cular 
post, the set of circumstances, which 
led to such appointment, should  
deem to have ceased to exist. 
Therefore -

a) He/she should  strive  in  his/her  
career  like  his/her 

 colleagues  for future advancement  
and  any  req uest  for  appointment  to  
any  higher  post  on considera�ons 
of compassion should invariably be 
rejected.

b) An appointment on compassionate 
grounds cannot be transferred to any 
other person and any req uest for the 
same on considera�on of compassion 
should invariably be rejected.

1 5 .  SENIORIT Y

 A person appointed on compassionate 
ground in a par�cular year may 
be placed at the bo�om of all the 
candidates recruited/appointed 
through direct recruitment, 
promo�on, etc. in that year, 
irrespec�ve of the date of joining 
of the candidate on compassionate 
ground. 

1 6 .  T ERM INAT ION OF SERV ICE

 The   compassionate appoint-
ment   can   be   terminated   on   
the   ground   of non-compliance/
faulty  compliance  of  any  condi�on  
stated  in  the  offer  of appointment 
a er providing an opportunity to the 
compassionate appointee by way of 
issue of show cause no�ce asking him 
/her to explain why his/her services 
should not be terminated for non-
compliance of the condi�on(s) in the 
offer of appointment and it is not 
necessary to follow the procedure 
prescribed in the Disciplinary Ac�on 
and Procedure therefor.

 In order to check its misuse, the 
power of termina�on of service for 
non-compliance of the condi�ons 
in the offer of compassionate 
appointment should vest only with 
the CMD of the Bank.

1 7 .  G ENERAL
i) Appointment made on grounds of 
compassion should be done in such 
a way that persons appointed to the 
post do have the essen�al educa�onal 
and technical ualifica�ons and 
experience re uired for the post 
consistent with the req uirement 
of maintenance of efficiency of 
administra�on. 
ii) It is not the inten�on to restrict 
employment of a family member of 
the deceased or medically re�red 
sub-staff employee to an erstwhile 
sub-staff post only. As such, a family 
member of such erstwhile sub-
staff employee can be appointed to 
a clerical post for which he/she is 
educa�onally ualified, provided a 
vacancy in clerical post exists for this 
purpose.
iii) An applica�on for compassionate 
appointment should, however, not be 
rejected merely on the ground that the 
family of the employee has received 
the benefits under the various welfare  
schemes. W hile considering a req uest 
for appointment on compassionate 
grounds a balanced and objec�ve 
assessment of the financial condi�on 
of the family has to be made taking 
into account its assets and liabili�es 
(including the benefits received 
under the various welfare schemes 
men�oned above) and all other 
relevant factors such as the presence 
of an earning member, si e of the 
family etc.
1 8 .  EX G RAT IA IN LIEU OF 
COM P ASSIONAT E AP P OINT M ENT
The bank has both the op�ons i.e. 
Compassionate Appointment or 
payment of lump sum Ex-gra�a 
amount. However, the op�on of 
Compassionate Appointment will be 
used only when the other condi�ons 
of compassionate appointment are 
met. The Staff Circular No.5 25 dated 
08.09.2007 will be applicable for 
payment of lump-sum Ex-gra�a, if the 
dependents are otherwise 
eligible for the same.

Sa c h i n  Ba n s a l
STC, Bengaluru
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g§ñWm Ho$ CÔoí¶m| H$mo àmá H$aZo Ho$ {bE 
Amdí¶H$ h¡ {H$ CËnmXZ Ho$ ^m¡{VH$ 

gmYZm| Ho$ gmW-gmW ‘mZdr¶ g§gmYZm| H$s 
Amoa ̂ r ¶Wmo{MV Ü¶mZ {X¶m Om¶o. g§JR>Z ‘|o 
‘mZdr¶ nj H$m AÜ¶¶Z hr ‘mZd g§gmYZ 
à~§Y H$m joÌ h¡. ‘mZd g§gmYZ EH$ à{H«$¶m 
h¡ Omo bmoJm| Am¡a g§ñWm H$mo Amng ‘| Omo‹S>Vr 
h¡ Vm{H$ g§ñWm Ho$ Ed§ {ZOr CÔoí¶m| H$mo 
àmá {H$¶m Om gHo$. ¶h OZ e{º$ {Z¶moOZ 
go àmaå^ hmoVm h¡ VWm gVV MbZo dmbr 
à{H«$¶m h¡. ‘mZdr¶ gå~ÝYm| H$s ñWmnZm 
Am¡a CZH$m nmofU ‘mZd g§gmYZ à~§Y H$s 
{df¶-dñVw h¡. ‘mZd g§gmYZ H$mo ‘mZd 
ny§Or AWdm ‘mZd g§n{Îm ^r H$hm J¶m h¡. 
ì¶{º$¶m| Ho$ {~Zm g§JR>Z H$s H$ënZm ̂ r Zht 
H$s Om gH$Vr. AmYw{ZH$ ¶wJ ‘| O~ l{‘H$ 
Ed§ H$m{‘©H$ AnZo {hVm| Ho$ à{V OmJê$H$ hmo 
aho h¢ VWm ‘mZdr¶ g‘ñ¶mE§ Ed§ AmH$m§jmE§ 
~‹T>Vr Om ahr h¢, ‘mZd g§gmYZ {dH$mg H$m 
‘hËd ̂ r ~‹T>Vm Om ahm h¡. g§JR>ZmË‘H$ ñVa 
na ‘mZd g§gmYZ {dH$mg go VmËn¶© {ZOr 
¶m gaH$mar {d^mJm|, CnH«$‘m| ¶m H$m¶m©b¶m| 
‘| H$m¶©aV H$m{‘©H$m| Ho$ {dH$mg go h¡ {Ogo 
ñWyb ê$n go "H$m{‘©H$ àemgZ' H$m n¶m©¶ ̂ r 
g‘Pm OmVm h¡. ñnï> h¡ g§JR>Z ‘| ^Vu, nX 
dJuH$aU, à{ejU, doVZ, ^Îmo, nXmoÞ{V, 
nXñWmnZ, ñWmZmÝVaU, nwañH$ma, d¥{ÎmH$m 
{dH$mg {ZînmXZ ‘yë¶m§H$Z, AmMma g§{hVm, 
AZwemgZmË‘H$ H$m¶©dmhr, AmZwf§{JH$ bm^, 
godm{Zd¥{Îm VWm AÝ¶ H$m{‘©H$ H$ë¶mU Ho$ 
à¶mg Bg‘| gpå‘{bV h¢.

2. à{ejU Ed§ {dH$mg : n[a^mfm Ed§ AW©

2.1 à{ejU (Training) g§JR>Z Ho$ {Z{üV 
CÔoí¶m| H$s àm{á hoVw EH$ g§J{R>V {H«$¶m h¡ 
{Og‘| bmoJm| Ho$ kmZ Ed§ H$m¡eb ‘| d¥{Õ H$s 
OmVr h¡ VWm ZE àmg§{JH$ kmZ Ed§ H$m¡eb 
go n[a{MV H$am¶m OmVm h¡. 

‘mBH$b Oy{g¶g (Micheal Jusias) Ho$ 
AZwgma, à{ejU EH$ Eogr à{H«$¶m h¡ 

{OgHo$ Ûmam {d{eï> H$m¶© Ho$ gånmXZ hoVw 
H$‘©Mm[a¶m| H$s A{^d¥{Îm¶m|, {ZnwUVmAm| Ed§ 
¶mo½¶VmAm| ‘o A{^d¥{Õ H$s OmVr h¡. 

2.2 {dH$mg (Development) - à{ejU 
Ho$ gmW à¶wº$ eãX {dH$mg, à~§Y {dH$mg 
H$m n¶m©¶ ‘mZm OmVm h¡. BgHo$ Ûmam ì¶{º$¶m| 
H$s àH¥${V Ed§ {Xem ‘| n[adV©Z H$m à¶mg 
{H$¶m OmVm h¡. 

S>¡b Eg ~rM (Dale S Beech) Ho$ AZwgma 
à~§Yr¶ {dH$mg à{ejU Ed§ {dH$mg H$s 
EH$ Eogr gwì¶dpñWV {d{Y h¡ {OgHo$ Ûmam 
ì¶{º$ g§JR>Z Ho$ H$m¶© H$m à^mdnyU© à~§Y 
H$aZo Ho$ {bE kmZ, H$m¡eb, AmË‘kmZ Ed§ 
Ñ{ï>H$moU àmá H$aVo h¢ Am¡a CZH$m Cn¶moJ 
H$aVo h¢. 

2.3 à{ejU Ed§ {dH$mg ‘| A§Va

à{ejU Ed§ {dH$mg ¶Ú{n EH$ gmW à¶moJ 
{H$E OmVo h¢ na§Vw XmoZm| ‘o A§Va nm¶m OmVm h¡. 
à{ejU ‘| Ohm§ H$m{‘©H$m| Ho$ VH$ZrH$s kmZ 
Ed§ H$m¡eb ‘| d¥{Õ H$m à¶mg {H$¶m OmVm 
h¡, dht {dH$mg Ho$ A§VJ©V AdYmaUmË‘H$ 
kmZ Ed§ H$m¡eb ‘| d¥{Õ H$m à¶mg {H$¶m 
OmVm h¡.

3. à{ejU Ed§ {dH$mg Ho$ CÔoí¶

AmYw{ZH$ g§JR>Zm| ‘| à{ejU H$m CÔoí¶ 
AË¶§V ì¶mnH$ hmoVm Om ahm h¡. H$m¶© 
g§~§Yr kmZ Ed§ H$m¡eb H$m {dH$mg g§JR>Z 
Ho$ ‘hËdnyU© CÔoí¶ hmoVo h¢. Bg g§~§Y ‘o 
à{ejU Ed§ {dH$mg Ho$ {ZåZ{bpIV CÔoí¶ 
H$ho Om gH$Vo h¢ :

3.1 H$‘©Mm[a¶m| H$s H$m¶©j‘Vm ‘| d¥{Õ

3.2 ‘Zmo~b ‘| d¥{Õ

3.3 ^{dî¶ ‘|o g§JR>Z Ho$ {dñVma hoVw ¶mo½¶ 
H$m{‘©H$ V¡¶ma H$aZm

3.4 g§JR>Z Ho$ à{V H$m¶©-{Zð>m

4. à{ejU H$m ‘hËd

à{ejU EH$ ‘hËdnyU© à{H«$¶m h¡. g§JR>Z 
Ho$ MVw{X©H$ {dH$mg Ho$ {bE ¶h ‘hËdnyU© 
^y{‘H$m H$m {Zd©hZ H$aVm h¡. Bggo Z Ho$db 
g§JR>Z H$s CËnmXH$Vm ‘| d¥{Õ hmoVr h¡ daZ 
H$‘©Mm[a¶m| Ho$ kmZ Ed§ H$m¡eb ‘o d¥{Õ H$aVo 
hþE CZH$mo XþK©Q>ZmAm| go ~MmVm h¡. à{ejU 
H$m ‘hËd {ZåZ {~ÝXþAm| Ho$ A§VJ©V g‘Pm 
Om gH$Vm h¡ :

4.1 g§JR>Z H$s CËnmXH$Vm ‘| d¥{Õ

4.2 gwajm ‘| d¥{Õ

4.3 {ZarjU H$s Amdí¶H$Vm ‘| H$‘r

4.4 g§JR>Z ‘| ñWm{¶Ëd Ed§ bMrbmnZ

4.5 H$‘©Mm[a¶m| ‘| CÎma H$s ^mdZm H$m 
{dH$mg

5. {ZîH$f© 

g§JR>Z Ho$ CÔoí¶m| H$mo g’$bVmnyd©H$ àmá 
H$aZo Ho$ {bE ¶h Amdí¶H$ h¡ {H$ g§JR>Z 
AnZo H$m{‘©H$m| H$mo ¶Wmg§^d à{e{jV 
H$ao. à{ejU J{V{d{Y¶m| ‘| H$m{‘©H$m| H$s 
{d{eï> Amdí¶H$VmE± VWm ~mµOma H$s O{Q>b 
pñW{V¶m| H$mo bú¶ ‘|o aIH$a ~ZmB© OmVr 
h¢. AV… à{ejU H$s Amdí¶H$VmAm| H$s 
nhMmZ Ho$ nümV à{ejU H$m¶©H«$‘ àmaå^ 
{H$¶m OmVm h¡. EH$ ì¶{º$ Xÿgao Ho$ AZw^d 
go grIVm h¡. AV… à{ejU H$m¶©H«$‘ ‘| 
’$sS>~¡H$ H$mo àmá H$aZm Amdí¶H$ hmoVm h¡.

g§ñWm H$mo ~ZmE aIZo hoVw à{ejU Ed§ 
{dH$mg H$m ‘hËd VWm à^md

F${f àH$me
ñQ>m.à.Ho$., ^monmb
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{OgHo$ Ûmam {d{eï> H$m¶© Ho$ gånmXZ hoVw 
H$‘©Mm[a¶m| H$s A{^d¥{Îm¶m|, {ZnwUVmAm| Ed§ 
¶mo½¶VmAm| ‘o A{^d¥{Õ H$s OmVr h¡. 

       ‘mZd g§gmYZ HR {deofm§H$
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As humans, we have a tendency to 
focus on the nega�ves in life. Not 

only does this have a nega�ve effect 
on those you are ven�ng to, but it also 
impacts your beliefs and subse uent 
ac�ons. Nega�ve ac�ons will prevent 
you from reaching your goals.

A happy person is not a person in a 
certain set of circumstances, but 
rather a person with a certain set of 
a tudes. Our dominant thoughts 
rule the day and if we are constantly 
thinking about a goal, then we will 
take steps to move towards that 
goal. If your thoughts don’t change, 
your results won’t change. There is 
nothing on earth you cannot have-
once you have mentally accepted 
the fact that you can have it. Life 
doesn’t reward those who refuse 
to expose themselves to difficul�es 
and challenges. Jeff Keller believes 
that words can build your future, 
destroy your opportuni�es, or help 
maintain the status uo. our choice 
of words will define your personality. 
Further, when you believe you can do 
something, you have the courage to 
move forward despite being afraid.  
It is okay to discuss your problems in 
an a�empt to find solu�ons. Sharing 
your bad life experiences with 
friends and rela�ves can some�mes 
be a posi�ve experience. However, 

complaining about your back pain, 
headache or flu won’t provide you 
with a posi�ve outlook as there may 
be li�le in the way of solu�ons. We 
are ul�mately the average of all the 
people we spend our �me with. The 
people we are spending most of 
our �me with will be defining our 
outlook and future because they 
greatly influence our thoughts and, 
therefore, our ac�ons. Keller invites 
us to think of the saying, Tell me who 
you hang out with and I’ll tell you who 
you are .

If you want to be successful, you 
must be willing to be uncomfortable. 
If you want to achieve your goals, 
you have to step out of your comfort 
one. The people who succeed do so 

by overcoming obstacles along the 
way. ou have to stretch yourself to 
improve.

As well as taking on obstacles, we 
must be ready to fail. If you avoid 
failing you can’t learn new skills. 
Those who are successful are those 
who have learned to fail their way to 
success. In order to succeed one day, 
you must be willing to fail today. 

If you are posi�ve and ready to help 
people, then you will have people 
going out of their way to help you 
back. Therefore develop a win-win 

a tude and ac�vely par�cipate in 
groups and organi a�ons

12 rules which can help in transforming 
the modern understanding of 
personality and improve your a tude 
are summari ed below.

Rule 1  Stand up straight with your 
shoulders back

It’s interes�ng how connected the 
body and mind are. Set yourself up 
for success and exert the proper body 
language. Stand up straight with your 
shoulders back. Standing up straight 
that’s two powerful things  It exerts 
dominance and confidence. It also 
shows that you accept responsibility. 
Further research has actually shown 
that a physical stature even a small 
muscle movement can affect your 
emo�ons. 

Rule 2  Treat yourself like someone 
you are responsible for helping

We deserve some respect. ou 
deserve some respect. ou are 
important to other people, as much 
as to yourself. ou have some vital 
role to play in the unfolding des�ny of 
the world.  ou are, therefore, morally 
obliged to take care of yourself.  ou 
have to ar�culate your own principles 
so that you can defend yourself 
against others’ taking inappropriate 
advantage of you, and so that you are 
secure and safe while you work and 
play.

Rule  Make friends with people 
who want the best for you

If you surround yourself with people 
who support your upward aim, they 
will not tolerate your cynicism and 
destruc�veness. They will instead 
encourage you when you do good 
for yourself and others and punish 
you carefully when you do not. This 
will help bolster your resolve to do 
what you should do, in the most 
appropriate and careful manner. 

Rule  Compare yourself to who you 
were yesterday, not to who someone 
else is today

Attitude
Matters

‘mZd g§gmYZ HR {deofm§H$‘mZd g§gmYZ HR {deofm§H$‘mZd g§gmYZ HR {deofm§H$
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Be cau�ous when you’re comparing 
yourself to others. ou’re a singular 
being, once you’re an adult. ou 
have your own par�cular, specific 
problems-financial, in�mate, psycho-
logical, and otherwise. Those are 
embedded in the uni ue broader 
context of your existence. The best 
way to prevent this from happening 
is to stop comparing yourself to 
who someone else is today and start 
comparing yourself to who you were 
yesterday.

Rule 5  Do not let your children do 
anything that makes you dislike them

Parents have to treat their kids in 
a way that prepares them for the 
real world. The fundamental moral 

ues�on is not how to shelter children 
completely from misadventure and 
failure, so they never experience any 
fear or pain, but how to maximi e their 
learning so that useful knowledge 
may be gained with minimal cost. 

Rule 6  Set your house in perfect 
order before you cri�ci e the world

Have some humility. If you cannot 
bring peace to your household, how 
dare you try to rule a city  Let your 
own soul guide you. Watch what 
happens over the days and weeks. 

Rule 7  Pursue what is meaningful 
(not what is expedient)

Life is suffering. Enjoy it while you 
can. We may be licensed to reason 
in this way since there is no denying 
the ini�al proposi�on, but it isn’t only 
that life is suffering. Meaningful work 
that we do for our vision and purpose 
is the most sa�sfying thing that we 
could do with our �me. 

Rule 8  Tell the truth - or, at least, 
don’t lie

If you will not reveal yourself to 
others, you cannot reveal yourself 
to yourself. That does not only mean 
that you suppress who you are, 
although it also means that. It means 
that so much of what you could be 
will never be forced by necessity to Ka l i c h a r a n  Da s

STC Bhopal

come forward.

Rule 9  Assume that the person you 
are listening to might know something 
you don’t

A listening person can reflect the 
crowd. He can do that without talking. 
He can do that merely by le ng the 
talking person listen to himself. So, 
listen, to yourself and to those with 
whom you are speaking. our wisdom 
then consists not of the knowledge 
you already have, but the con�nual 
search.

Rule 10  Be precise in your speech

Whenever you plan to achieve 
something you must be very clear and 
precise in your goals. Unclear goals 
can create unclear ac�ons which then 
can create unclear results. So if your 
goals are important enough, make 
them precise so you know you’re 
aiming for. 

Rule 11  Do not bother children 
when they are skateboarding

Skateboarding is dangerous just like 
how life is dangerous. So when kids 
are skateboarding they’re learning 
how they can take something that is 
unsafe and make it safe. Now think 
about that compared to other things 
in life. 

Rule 12  Pet a cat when you 
encounter one on the street

People cooperate in groups to 
gain security, safety, and company. 
And compe��on within the group 
promotes personal growth and 
status. If a group is too small  it has 
no power or pres�ge. And if it’s too 
large, then the chances of making it 
to the top of the group is very low. 

Take some �me to appreciate the 
li�le joys in life, that’s what this rule is 
all about. Take a moment to look up in 
the sky and smile at a random person, 
because life’s too short to suffer.

AdH$me J¥h 
(hm°{bS>o hmo‘) gw{dYm

n[aM¶: 

H$‘©Mmar H$ë¶mU Cnm¶m| Ho$ EH$ ^mJ Ho$ 
ê$n ‘|, ~¢H$ Zo H$‘©Mm[a¶m| H$mo Amam‘Xm¶H$ 
Am¡a {H$’$m¶Vr Amdmg àXmZ H$aZo Ho$ 
CÔoí¶ go ^maV ‘| {d{^Þ n¶©Q>Z H|$Ðm| na 
hm°{bS>o hmo‘ H$s gw{dYm àXmZ H$s h¡. ¶h 
gw{dYm Ho$db ñQ>m’$ gXñ¶m| Am¡a CZHo$ 
n[adma Ho$ gXñ¶m| Ho$ {bE h¡.

hm°{bS>o hmo‘ go g§~§{YV {Xem-{ZX}e Bg 
àH$ma h¢: 

nmÌVm:

 {dÎmr¶ df© ‘| EH$ ~ma àË¶oH$ AdH$me 
J¥h ~wH$ H$aZo Ho$ {bE AdH$me J¥h H$s 
gw{dYm ‘m¡OyXm H$‘©Mm[a¶m| Am¡a godm{Zd¥{Îm/
ñd¡pÀN>H$ godm{Zd¥{Îm H$‘©Mm[a¶m| Ûmam àmá 
H$s Om gH$Vr h¡. hmbm§{H$ e{Zdma, a{ddma 
Am¡a ~¢H$ AdH$me Ho$ {XZ godm{Zd¥Îm bmoJm| 
Ho$ {bE ¶h gw{dYm CnbãY Zht hmoJr.

  hm°{bS>o hmo‘ ~wqH$J H$aZo dmbo H$‘©Mmar 
H$mo hm°{bS>o hmo‘ ‘| ñd¶§ CnpñWV hmoZm 
Mm{hE.

AmdoXZ H$m VarH$m:

  hm°{bS>o hmo‘ H$s ~wqH$J ¶y{Z¶Z n[adma 
(S>oñH$Q>m°n Am¡a ‘mo~mBb Eon) Ho$ ‘mÜ¶‘ go 



gw~h 11 ~Oo go amV 10:00 ~Oo VH$ CnbãY h¡.

  hm°{bS>o hmo‘ ~wH$ H$aZo H$s qdS>mo 90 {XZ nhbo IwboJr.

~wqH$J Am¡a Am~§Q>Z nÌ:

 AmdoXZ H$mo àW‘ AmYma na {Z¶§ÌU H$m¶m©b¶ Ûmam AZw‘mo{XV/
nw{ï> H$s OmEJr.

 ñdrH¥$V hmoZo Ho$ ~mX, H$‘©Mm[a¶m| H$mo Am~§Q>Z nÌ H$m EH$ qàQ> 
AmCQ> AnZo gmW aIZm hmoJm Am¡a aIdmbr H$aZodmbm| Ho$ g‘j 
àñVwV H$aZm hmoJm.

 ¶{X Amdí¶H$ hmo, Vmo H$‘©Mm[a¶m| H$mo ~¢H$ Ûmam Omar nhMmZ nÌ 
àñVwV H$aZo H$s Amdí¶H$Vm hmo gH$Vr h¡.

 ¶y{Z¶Z n[adma ‘| {Og Ad{Y Ho$ {bE hm°{bS>o hmo‘ ~wH$ {H$¶m 
J¶m h¡, CgHo$ ~mX {H$gr ^r ñQ>m’$ gXñ¶ H$mo R>haZo Ho$ g‘¶ ‘| 
{dñVma H$s AZw‘{V Zht Xr OmEJr.

 H$‘©Mmar A{YH$V‘ Xmo H$‘ao ~wH$ H$a gH$Vo h¢, hmbm§{H$ A{YH$V‘ 
Cn¶moJ Ho$ H$maU, Ho$db {eS>u Am¡a ‘mWoamZ ‘| EH$ H$‘ao H$s 
A{YH$V‘ ~wqH$J H$s A{YH$V‘ gr‘m h¡.

 g^r ñQ>m’$ gXñ¶m| H$mo gbmh Xr OmVr h¡ {H$ do ¶y{Z¶Z n[adma 
go ~wqH$J ñdrH¥${V nÌ H$m qàQ> AmCQ> bo b| Am¡a AnZr gw{dYm Ho$ 
AZwgma C{MV ‘wha Am¡a hñVmja Ho$ gmW Bgo emIm A{YH$mar go 
gË¶m{nV H$admE§.

 hm°{bS>o hmo‘ Ho$ {bE ewëH$:

Q>¡[a’$ à^ma 
à{V {XZ (é.)

hm°{bS>o hmo‘ H$m Zm‘H«$‘ 
g§»¶m

é.150/-~¢Jbmoa, I§S>mbm, ‘gyar, VrWb, 
Jwédm¶ya

1

é.175/-h[aÛma2

é.200/-h[aÛma-E, {e‘bm, {Vé‘mbm,dmamUgr, 
~¢Jbmoa-E, {X„r, H$moMr,
D$Q>r-E, {eS>u-E

é.250/-A‘¥Vga, Jmodm (gmCW), H$Q>am, 
‘wÞma, D$Q>r, {eS>u

4

  ‘m¡OyXm H$‘©Mm[a¶m| Ho$ {bE {Og ‘hrZo ‘| hm°{bS>o hmo‘ ~wH$ {H$¶m 
J¶m h¡, CgHo$ AmYma na H$Q>m¡Vr grYo doVZ Ho$ ‘mÜ¶‘ go hmoJr.

  godm{Zd¥Îm H$‘©Mm[a¶m| Ho$ {bE ¶y{Z¶Z n[adma ‘| AmdoXZ H$aZo Ho$ 
Vwa§V ~mX H$‘©Mm[a¶m| Ûmam hm°{bS>o hmo‘ H$s Q>¡[a’$ am{e ZrMo C{„pIV 
ImVm g§»¶m ‘| ‘¡Ý¶wAb ê$n go O‘m H$s OmZr h¡. ImVm g§»¶m 

{ddaU : 378901010036256,ImVo H$m Zm‘ : ¶y~rAmB© hm°{bS>o 
hmo‘ a|Q> H$boŠeZ AH$mC§Q>, emIm H$m Zm‘: E‘.E‘.Amo.- Zar‘Z 
nm°B§Q> emIm 

ZmoQ>: godm{Zd¥Îm H$‘©Mm[a¶m| go AZwamoY h¡ {H$ ~wqH$J Ho$ g‘¶ 
na AZw‘moXZ Ho$ {bE boZXoZ H$m {ddaU OëX go OëX {Z¶§ÌH$ 
H$m¶m©b¶ Ho$ gmW gmPm H$a|. 

aÔ H$aZo H$s à{H«$¶m: 

¶{X H$moB© ñQ>m’$ gXñ¶ AnZr ~wqH$J aÔ H$aZm MmhVm h¡, Vmo Cgo 
~wqH$J Ad{Y ewê$ hmoZo go 15 {XZ nhbo ¶y{Z¶Z n[adma ‘| AnZm 
AmdoXZ aÔ H$a XoZm Mm{hE. ¶{X 15 {XZm| H$s g‘¶md{Y g‘má 
hmoZo Ho$ ~mX H$moB© aÔrH$aU AZwamoY {H$¶m OmVm h¡, Vmo H$moB© dmngr 
bm^ Zht {X¶m Om gH$Vm h¡. godm{Zd¥Îm ñQ>m’$ gXñ¶m| H$mo am{e 
H$s dmngr Ho$ {bE {Z¶§ÌU H$m¶m©b¶ H$mo {bpIV AZwamoY àñVwV 
H$aZm Mm{hE.

¶y{Z¶Z n[adma Ho$ ‘mÜ¶‘ go hm°{bS>o hmo‘ AßbmB© H$aZo Ho$ {bE 
Zo{dJoeZ: 

1. ¶y{Z¶Z n[adma ‘| bm°J BZ H$a| 2. H$‘©Mmar ñd¶§ godm
3. H$‘©Mmar H$ë¶mU 4. {d{dY ¶moOZmE§ 5. hm°{bS>o hmo‘ 6. hm°{bS>o 
hmo‘ Ho$ {bE AmdoXZ H$a|.

hm°{bS>o hmo‘ Ho$ {bE AmMma g§{hVm : 

hm°{bS>o hmo‘ ‘| ahZo dmbm| H$mo AnZo ê$‘ ‘| ahZo H$s Ad{Y Ho$ Xm¡amZ 
nyar {eï>Vm ~ZmE aIZr Mm{hE.

hm°{bS>o hmo‘ ‘| R>haZo Ho$ Xm¡amZ H$‘©Mmar Ho$ JbV H¥$Ë¶m| Ho$ H$maU 
hm°{bS>o hmo‘ H$s {H$gr ^r dñVw ¶m g§n{Îm H$mo hþE ZwH$gmZ H$m 
^wJVmZ H$aZo Ho$ {bE H$‘©Mmar CÎmaXm¶r hmoJm.

hm°{bS>o hmo‘ Ho$ bm^ Ho$ g§~§Y ‘| H$moB© ^r ñnï>rH$aU EMAmaES>r, 
H|$Ðr¶ H$m¶m©b¶ Ûmam Omar {H$¶m OmEJm.

H$mo{dS> Ho$ H$maU gmdYm{Z¶m§ : 

H$mo{dS>-19 Ho$ Bg ‘hm‘mar n[aÑí¶ Ho$ Xm¡amZ, g^r ñQ>m’$ gXñ¶m| 
go AZwamoY h¡ {H$ do hm°{bS>o hmo‘ H$m bm^ CR>mVo g‘¶ AË¶{YH$ 
gmdYmZr ~aV|.

 {dH$mg ‘hm§Jao
ñQ>m.à.Ho$., ^monmb
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g§ñWm ‘| H$m¶©aV g^r H$‘©Mm[a¶m| 
Ho$ {bE, 10d| bipar�te ‘| g‘yh 

{M{H$Ëgm ~r‘m nm°{bgr H$m g‘mdoe {H$¶m 
J¶m h¡. Bg nm°{bgr Ho$ g‘mdoeZ Ho$ nümV, 
g^r H$‘©Mm[a¶m| Ed§ CZHo$ Am{lVm| Ho$ 
{M{H$Ëgm Ho$ IMm] H$s AXm¶Jr BÝeya|g 
H§$nZr Ûmam H$s OmVr h¡. g‘yh {M{H$Ëgm 
~r‘m Ho$ {bE {ZYm©[aV g^r {Z¶‘ bipar�te 
Ho$ A§VJ©V {bpIV h¢ Ed§ {H$gr ̂ r àH$ma Ho$ 
gwPmd/~Xbmd AJbo bipar�te Ho$ A§VJ©V 
{H$E Om gH$Vo h¢. 

g‘yh {M{H$Ëgm ~r‘m Ho$ à‘wI {~ÝXþ : g^r 
H$‘©Mm[a¶m| Ho$ {hVm| H$mo Ü¶mZ ‘| aIVo hþE 
10d| bipar�te Ho$ A§VJ©V g~ ñQ>m’$ Ed§ 
{b{nH$s¶ g§dJ© hoVw ê$. 3.00 bmI Ed§ 
A{YH$mar g§dJ© hoVw ê$. 4.00 bmI H$s 
~r‘m am{e H$m H$daoO h¡. Bg ~r‘m am{e 
‘| H$‘©Mmar/A{YH$mar ñd¶§ Ed§ ñd¶§ Ho$ 
Am{lVm| H$s {M{H$Ëgm Ho$ à{V hmoZo dmbo 
ì¶¶ H$mo ~r‘m H§$nZr Ûmam àmá H$a gH$Vo 
h¢. {M{H$Ëgm ~r‘m ‘| AñnVmbrH$aU Ed§ 
Amdmgr¶ XmoZm| àH$ma Ho$ {M{H$Ëgm ì¶¶ hoVw 
àmdYmZ h¡. Bgr àH$ma go AñnVmbrH$aU 
ì¶¶ hoVw H¡$ebog Ed§ AXm¶Jr XmoZm| àH$ma 
H$s gw{dYm H$m àmdYmZ h¡. Amdmgr¶ ‘| 
A§V{Z©{hV Hw$b 65 amoJ, {OZH$s AXm¶Jr 
~r‘m H§$nZr Ûmam H$s OmVr h¡, H$s gyMr 
{d{^Þ ñQ>m’$ n[anÌm| Ho$ ‘mÜ¶‘ go g‘¶ 
g‘¶ na ào{fV H$s OmVr h¡. Am{lVm| Ho$ {bE 
{M{H$Ëgm ~r‘m H$s gw{dYm boZo hoVw CZH$m 
gånyU© {ddaU ¶y{Z¶Z n[adma ‘| Am{lVm| 
H$s gyMr ‘| hmoZm A{Zdm¶© h¡. {M{H$Ëgm 
~r‘m Ho$ A§VJ©V Ho$db ^maV ‘| {H$E JE 
{M{H$Ëgm ì¶¶ H$s AXm¶Jr hmoVr h¡.

Bg df© h‘mao ~¢H$ Ho$ g^r H$‘©Mm[a¶m| Ho$ 
{bE g‘yh ~r‘m ZoeZb BÝewa|g H§$nZr 
Ho$ gmW {b¶m J¶m h¡. ~r‘m H$s Ad{Y 
01.10.2020 go 30.09.2021 h¡. ~r‘m 

H$s Ad{Y àmaå^ hmoZo Ho$ nyd© hr àr{‘¶‘ 
H$s aH$‘ H$m ^wJVmZ ~r‘m H§$nZr H$mo ~¢H$ 
Ûmam H$a {X¶m OmVm h¡. à{V df© àr{‘¶‘ 
aH$‘ H$s am{e AbJ AbJ hmoVr h¡ Omo 
~r‘m H§$nZr Ûmam {ZYm©[aV H$s OmVr h¡. 
Bg df© 114 H$amo‹S> H$s aH$‘ H$m ^wJVmZ 
àr{‘¶‘ hoVw {H$¶m J¶m h¡.

BÝewa|g H§$nZr H$m Zm‘-ZoeZb BÝewa|g 
H§$nZr {b{‘Q>oS>

nm°{bgr H«$‘m§H$- 251100502010000-
250 

nm°{bgr àH$ma- AmB©~rE g‘yh {M{H$Ëgm 
~r‘m nm°{bgr

H$‘©Mmar/A{YH$mar dJ© Ho$ gXñ¶m| Ho$ {bE 
ny§OrJV {M{H$Ëgm ~r‘m am{e {ZåZ{bpIV 
Vm{bH$m ‘| Xr hþB© h¡.

ny§OrJV ~r‘m 
am{e (bmI ‘|)

dJ©H«$‘m§H$

3.00g~ ñQ>m’$1

3.00ŠbH©2

4.00A{YH$mar

ny§OrJV ~r‘m am{e H$s g‘mpßV Ho$ nümV, 
{M{H$Ëgm, ì¶¶ Ho$ ^wJVmZ hoVw H$m°nm}aoQ> 
~’$a H$s am{e CnbãY hmoVr h¡. 

{M{H$Ëgm ì¶¶ H$m ^wJVmZ : à{H«$¶m

1. AñnVmbrH$aU Ed§ Amdmgr¶ XmoZm| 
àH$ma Ho$ {M{H$Ëgm ì¶¶ Ho$ ^wJVmZ hoVw 
Xmo n¥WH²$ àmê$n ’$m°‘© ~r‘m H§$nZr Ûmam 
{ZYm©[aV {H$¶o J¶o h¢. Cgr àH$ma delay 
in�ma�on/submission Ho$ {bE n¥WH²$ 
’$m‘© CnbãY h¡.

2. {M{H$Ëgm ì¶¶ Ho$ ^wJVmZ hoVw g§~pÝYV 
’$m‘©, g^r {~b/agrX/[anmoQ>© H$s ‘yb à{V 
n¡am‘mC§Q> Q>rnrE Ho$ à{V{Z{Y Ho$ nmg O‘m 
hmoVr h¡. n¡am‘mC§Q> Q>rnrE Ûmam {~b H$m 
àmogoqgJ {H$¶m OmVm h¡. VËnümV² {~b H$m 
^wJVmZ ~r‘m H§$nZr Ûmam {H$¶m OmVm h¡. 

3. {~b H$s àmogoqgJ H$s à{H«$¶m ‘| ¶{X 
{H$gr XñVmdoµO H$s H$‘r nmB© OmVr h¡, V~ 
n¡am‘mC§Q> Q>rnrE Ûmam deficiency H$m nÌ 
H$‘©Mmar/A{YH$mar H$mo ào{fV {H$¶m OmVm 
h¡. ñQ>m’$ gXñ¶ Ûmam H$‘r H$mo nyam H$aZo na 
{~b H$s àmogoqgJ gånyU© hmo OmVr h¡. 

4. n¡am‘mC§Q> Q>rnrE Ho$ à{V{Z{Y àË¶oH$ joÌr¶ 
H$m¶m©b¶ ‘| {Z¶{‘V ê$n go g§nH©$ H$aVo h¢. 
emImAm| Ho$ ñQ>m’$ gXñ¶ AnZo {M{H$Ëgm 
ì¶¶ {~b joÌr¶ H$m¶m©b¶ ‘| O‘m H$adm 
gH$Vo h¢. gmW hr joÌr¶ H$m¶m©b¶ Ho$ ‘mZd 
g§gmYZ {d^mJ go ^r g§nH©$ H$a {M{H$Ëgm 
{~b ì¶¶ Ed§ ̂ wJVmZ hoVw OmZH$mar àmá H$s 
Om gH$Vr h¡ 

5. àË¶oH$ Am§M{bH$ H$m¶m©b¶ Ho$ {bE 
n¥WH$ n¥WH²$ n¡am‘mC§Q> Q>rnrE Ho$ à{V{Z{Y 
Zm{‘V {H$E JE h¢ {OZH$m Xm{¶Ëd A§Mb 
Ho$ A§VJ©V pñWV g^r joÌr¶ H$m¶m©b¶ Ed§ 
CZ‘o nXpñWV ñQ>m’$ gXñ¶m| H$s ghm¶Vm 
H$aZm h¡. g^r A§Mb Ho$ n¡am‘mC§Q> Q>rnrE 
à{V{Z{Y H$m ’$moZ Z§~a VWm B©‘ob AmB©S>r 
nhbo hr gmPm {H$E Om MwHo$ h¢. 

6. Ho$ÝÐr¶ H$m¶m©b¶ ‘| ‘o{S>H$b BÝewa|g Q>r‘ 
Ed§ n¡am‘mC§Q> Q>rnrE Ho$ à{V{Z{Y, {M{H$Ëgm 
~r‘m go Ow‹S>r ha àH$ma H$s ghm¶Vm H$aZo Ho$ 
{bE gX¡d CnbãY h¢. 

‘o{S>H$b BÝewa|g Q>r‘, Ho$ÝÐr¶ H$m¶m©b¶ H$mo 
{ZåZ{bpIV AmB©nr Ed§ B©‘ob AmB©S>r na 
g§nH©$ H$a gH$Vo h¢.

AmB©nr - 116252, 116253, 116263, 
116264, 116254, 116250

Ho$ÝÐr¶ H$m¶m©b¶ n¡am‘mC§Q, 
Q>rnrE à{V{Z{Y - 116354 

B©‘ob AmB©S>r-
staffmediclaimunionbankofindia.com

g‘yh {M{H$Ëgm ~r‘m nm°{bgr- à‘wI 
{~ÝXþ, àr{‘¶‘ ^wJVmZ Ed§ 

Xmdm| H$m {ZnQ>mZ

{eënm e‘m©, gaH$ma 
H|$.H$m. ‘§w~B©
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The biggest asset of any business 
is its employees. Successful 

organi a�ons are aware of this, and 
they know how important it is to 
invest in talent. Many studies show 
that companies that have dedicated 
employee training and development 
programs see not only a sharp increase 
in profits but also have a high level 
of staff reten�on, which is vital for 
sustained business growth. Employee 
training and development is worth the 
investment because replacing talents 
is far more ex pensive than retaining 
exis�ng ones. According to a study 
conducted by Gallup, replacements 
can cost an organi a�on around 150 
percent of a staff’s annual salary. 
Organisa�ons do not remain stagnant 
in terms of growth and providing 
employees with the opportunity to 
learn and extend their knowledge 
is extremely important and is a key 
to the success of an organisa�on. 
Employee performance can be 
significantly improved with training 
and development programmes.  
Training and development allows 
employees to ac uire new skills, 

sharpen exis�ng ones, and perform 
be�er leaders, since an organisa�on 
is the sum total of what employees 
achieve individually. 

Training and development is the 
method of improving the employees’ 
talents, abili�es, and exper�se to 
perform specific work. It enhances the 
thought process, which contributes to 
be�er workplace results. Employee 
training system should be a con�nuous 
and a never-ending process to reap 
the best benefits. Training helps to 
teach the vision and mission but 
employees must put the training into 
ac�on to have meaning. Employees 
cannot become more produc�ve in 
every sense of the word unless they 
are provided with con�nuous on-the-
job training.  

With widening skill gaps ac�vely 
inves�ng in employee training and 
development is essen�al for both 
the growth of the business and the 
workforce that propels it. Filling the 
company’s skill gap through the up-
skilling and re-skilling of individuals 
or groups of employees could be 
the difference between thriving or 

barely surviving through any change. 
One of the biggest challenges faced 
by business leaders driving the 
adop�on of disrup�ve technologies 
is insufficient internal skills when 
combining technology with crea�ve 
learning methods which will ensure 
that teams learn new skills or re-
skills dynamically, through a future 
oriented approach. As Employees will 
feel more valued by an organisa�on 
that is willing to invest in there 
development. While this has a 
significant impact on the employee’s 
performance, job sa�sfac�on, and 
produc�vity, it also eliminates any 
weaknesses that can have a nega�ve 
impact on the organisa�on and its 
success. A sustainable employee 
training and development programme 
will not only train the organisa�on’s 
current workforce but also train its 
future leaders. 

Further, some of the reasons are 
impressing upon why employee 
training and development is important 
for organisa�on’s sustainability

1. Im p r o v e m e n t  i n  p e r f o r m a n c e :  
If shortcomings and weakness are 
addressed, it is obvious that an 
employee’s performance improves. 
Training and development, however, 
goes on to amplify your strengths 
and helps ac uire new skill sets. It is 
important for an organi a�on to break 
down the training and development 
needs to target relevant individuals. A 
few years ago, delivering tailored and 
sophis�cated learning experiences 
at scale seemed out of reach, 
but modern talent development 
technology has made learning 
personali a�on a reality. Approaching 
workplace development with a one-
si e- fits-all mentality is counterac�ve 
to a growing, diversified workplace.
Employees need to be assessed on 
and acknowledged for their specific 
skills, technological fluency, and 

Importance and impact of training and 
development on an organisation’s sustainability
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learning approach. Agile learning 
methodologies that focus on speed, 
flexibility and collabora�on are the 
future of learning and development. 
This is the approach that will enable 
leaders to be�er manage skills gaps 
by ensuring people are rapidly up-
skilled or re-skilled for the benefit of 
work and business performance.

2. osi�ve employee reten�on and 
sa�sfac�on  An Organisa�on that 
immediately engages in employee 
growth and poten�al learning 
opportuni�es-from the moment an 
individual is hired to the moment 
they leave-will greatly impact future 
employee performance, sa�sfac�on 
and dedica�on. As an organisa�on, 
we stress on industry specific 
training and send many employees 
for interna�onal seminars and 
conferences that can be beneficial 
to them. The hiring and reten�on of 
talent can be an ongoing challenge for 
employers, however one way to retain 
staff is by providing them with career 
development opportuni�es. Including 
development program offerings in 
employment contracts establishes 
an employee’s sense of value within 
the organisa�on, fostering loyalty 
and ul�mately increasing staff 
reten�on. An organisa�on that 
invests in training and development 
generally tends to have sa�sfied 
employers. It will be fu�le if training 
and development become tedious 
and dull, and employees a�end it 
merely because they have to. Hence, 
employee should adopt the latest 
training and development which they 
can use in process and products.

3. mployee empowerment  
Organisa�ons provide their 
employees with a certain degree 
of autonomy and control in their 
day-to-day ac�vi�es. Employee 
empowerment can ins�l greater trust 

in leadership, encourage employee 
mo�va�on, lead to greater crea�vity, 
and improve employee reten�on 
all of which ul�mately results in a 
be�er bo�om line. An organisa�on 
can improve customer service 
effec�veness by empowering service 
associates to take on spot decisions, 
rather than having every decision 
go through management. Recent 
research shows that leaders who 
inspire, ignite people’s imagina�ons, 
and mobili e them with a compelling 
vision are more impac�ul than 
managers who simply focus on the 
bo�om line. 

4. Increased workplace engagement  
Organisa�ons that focus on learning 
and development can make 
important strides in suppor�ng both 
higher employee engagement and 
organi a�on’s growth. Employers with 
higher levels of employee engagement 
reali e that inves�ng in training and 
development is well worth it. Regular 
development ini�a�ves can help to 
keep employees mo�vated, while 
fre uent training and development 
programs will also establish regular 
re-evalua�on of employees, skills, 
and process. Assessing current 
skills and abili�es within a team will 
enable managers to strategically plan 
targeted development programs that 
consider any poten�al skills gaps.

5. reate a strategic development 
plan  Crea�ng training strategies 
involves preparing your staff with an 
advance skill set and providing trained 
staff for your organisa�on. According 
to the world Economic Forum, 50 
percent of employees will need to 
be re-skilled by 2025. As the skill 
gaps con�nue to widen, employers 
need to take the ini�a�ve in training 
employees to re-plan begin with skill 
and up-skill them. Up-skilling and re-
skilling efforts can sustain and fuel 
company growth. In planning for 

future growth, and crea�ng training 
solu�ons that target those goals, 
learning and development needs to 
collaborate with all stakeholders to 
iden�fy current and future skills gaps.

6 . mphasi e digital learning  W e 
have to design a digital adop�on 
process that emphasiz es the 
importance of high level usability and 

uickly picking up new processes. 
The digital age demands agile, on-
demand approaches to training and 
development. Today’s employee 
works in an increasingly complex 
digital environment. HR must 
transform with digital technology, 
offer �mely training and personali ed 
on boarding. Keeping up with 
today’s digital culture, training and 
development programs will get be�er 
results, improve produc�vity, and 
make employees happier.

We can say that effec�ve employee 
training and development is 
fundamental to business success 
and organisa�on’s sustainability. 
Data shows that 9 % of employees 
would stay at an organi a�on longer 
if it invests in their career growth. 
Periodic employee training programs 
serve as refresher courses for 
employees, which helps sharpen the 
skills they have already learned. It also 
enables organisa�ons to maintain a 
high level of skill and knowledge. To 
stay ahead of compe�tors, employes 
must recogniz e the importance of 
training and developing employees. 
With robust employee training and 
development programs in place, 
employees will adapt to the changes, 
giving organi a�ons the much-
needed compe��ve advantage. 

Aj i t  Ku m a r
Burla Branch, Sambalpur
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K nowledge is defined as it is the 
fact or condi�on of knowing 

something with familiarity gained 
through experience or associa�on or 
educa�on Basically knowledge is of 2 
types, Explicit and Tacit knowledge. 
Explicit knowledge is the one which 
can be systema� ed, standardi ed 
and transmi�ed in a methodical 
and prescribed manner. Documents, 
database, e-mails, charts, web 
are certain examples of explicit 
knowledge. On the other hand tacit 
knowledge is personal, intui�ve, 
contextual, and difficult to formuli e 
and record or ar�culate and is built 
out of experience, stored in the 
minds of people. It is es�mated that 
tacit knowledge cons�tutes about 
70 % of all organi a�onal knowledge 
base but is difficult to iden�fy and 
convert into real value unless a 
structured approach is adopted to 
manage using intensive dialogues, 
discussions.
Existence and success of an 
organi a�on depends on how best it 
can deploy and manage its corporate 
assets. In-general organi a�ons 
invest in developing the above 
two types of assets discussed, one 
is tangible assets and the other 
is intangible assets. Tradi�onally 
tangible assets have been considered 
as most fundamental and important 
for the organi a�onal growth and 
thrive, whereas intangible assets are 
confined to play a minor role in the 
success of the organi a�on. 
Knowledge management at 
organi a�onal level is simply 
defined as organi ing the 
organi a�on’s informa�on and 
knowledge holis�cally. In simple 

words knowledge management is 
the process of capturing, distribu�ng 
and effec�vely using the knowledge 
of an organi a�on for retrieving and 
sharing of all of an organi a�on’s 
informa�on assets. These assets 
may include databases, documents, 
policies, procedures and previously 
un-captured exper�se and experience 
among work force of an organi a�on. 
W h y  Kn o w l e d g e  m a n a g e m e n t  i s  
n e c e s s a r y ?
Knowledge management helps 
the organi a�on in gathering, 
organi ing, sharing and analy ing 
the knowledge in terms of sources, 
documents, and skills of people. 
knowledge management is viewed 
as a conscious strategy of pu ng 
knowledge into ac�ons as a means to 
increase organi a�onal efficiency by 
iden�fying and mapping intellectual 
assets, genera�ng knowledge for 
compe��ve advantage, making large 
amount of processed corporate 
informa�on accessible and sharing 
the best prac�ces and technology with 
the work force in the organi a�on.
Ke y  d r i v e r s  o f  t h e  KM  t o o l s :

 Rapid advances in the field of 
informa�on and communica�on 
technology revolu�oni ed the way 
businesses are carried out and 
knowledge intensive firms keen to 
manage the knowledge reservoir 
using knowledge harvesters in the 
firm.

 Globali a�on led to extreme 
business compe��on among banks 
and financial ins�tu�ons. Knowledge 
harvesters help these ins�tutes in 
crea�on of new cliental base or 
expanding the exis�ng ones in the 
desired manner.

 Increased complexity of 
businesses, management, growing 
industry compe��on and faster pace 
of innova�on drive banks to adopt 
various knowledge management 
ini�a�ves for improved opera�onal 
efficiencies.

 In turn knowledge management 
tools facilitate con�nuous learning 
thereby improving competency 
profile of the employees with 
respect to skills and knowledge 
levels.

 Physical assets of an organi a�on 
tend to deteriorate in value 
over a period of �me, whereas 
organi a�onal value in terms of 
knowledge levels increas over a 
period of �me. 
Kn o w l e d g e  M a n a g e m e n t  i n  In d i a n  
Ba n k i n g  In d u s t r y   In the early days 
of banking in India, only a few players 
were sca�ered across the country 
offering a few systema� ed services 
like lending, mortgaging and other 
basic banking services. By late 19 0s 
a er the introduc�on of RBI by the 
Banking In uiry Commi�ee which 
was given supervision and monetary 
control over the scheduled banks 
in India which paved the way for 
establishment of developmental 
banks, co-opera�ve banks, RRBs. 
etc..
Today banks are no longer restricted 
to any par�cular arena of finance, 
with rapid changes in global 
economic environment, Indian 
banks have diversified into several 
sectors like consumer/retail banking, 
home banking, corporate banking, 
rural development, Industrial 
development etc.. However banks 
in India, except a few private sector 
new genera�on players are yet to put 
in systems for crea�on, maintenance 
and upda�on of suitable customer 
database and use them for various 
managerial decision making. 
T h e  n e e d  o f  t h e  h o u r ! ! !
In the present digital era it is 
e ually important for the bankers 
to be well informed when dealing 
with the customers who are 
e ually knowledgeable and having 
abundant of choices. A�rac�ng the 
customers and retaining them is 
then a challenging task necessary for 

Role of Knowledge management 
in the Banking Industry
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survival of the banks. Historically public sector banks in India though endowed 
with necessary intellectual capital are yet to adopt certain knowledge 
management tools for gaining compe��veness over their counterparts. This 
might be because of lack of opera�onal flexibility and func�onal autonomy. 
Besides uniformly structured pay and service condi�ons without reference to 
individual performance & mo�va�onal needs lead to low enthusiasm among 
the workforce to adopt knowledge management tools in their work. Further 
the compelling need to adhere to opera�ng procedures killed the need to 
develop customer centric services. In addi�on blind adherence to rules and 
regula�ons without understanding the underlying intent killed the ins�nct of 
customer service. 
Thus the tradi�onal work culture in public sector banks discouraged the 
innova�on and the desire for a be�er knowledge base. Comfort and 
pervading sense of security also caused the resistance to any change from 
the tradi�onal approach to work. They should be reoriented to appreciate 
the benefits of the knowledge management tools, by taking advantage of 
technological, infrastructural, financial and management resources. 
KM  m o d e l  f o r  Ba n k s  :  In the present era of technology and compe��on, banks 
need to ac uire, develop, update and make use of the re uisite knowledge 
of the business environment with right uality of man power. Developing a 
knowledge pool, knowledge bank and upda�ng the same from �me to �me 
and make it available to the employees with appropriate updates is a must 
for the organi a�on success. 
With liberali a�on and globali a�on of businesses, compe��on has become 
the very core of business success of the banks. Banks must strategi e the 
compe��veness of their products and services in  dimensional pa�erns. I.e.   
1. Cost leadership 2. Differen�a�on . Focus on development.
Ap p l i c a b i l i t y  o f  KM  i n  Ba n k s   Banks are using more sophis�cated techni ues 
to streamline and systema� e their func�ons. Every bank is having huge 
amount of informa�on pertaining to its customer base, however it is essen�al 
for the banks to be able to maintain the data in the prescribed manner so 
that it can be processed to understand explicit, implicit and implied meanings 
to evolve clear trends and pa�erns of customer behaviors.

 or Business Innova�ons   Knowledge management tools contribute 
substan�ally for product and process innova�ons based on several factors 
like changing customer percep�on, preferences, aspira�ons, profitability 
considera�ons etc..

 Fo r  Ri s k  a s s e s s m e n t  &  m a n a g e m e n t :  Knowledge management tools 
provide various inputs in assessing the risks associated with a loan proposal 
with the help of knowledge discovery of data so ware. They also help in 
predic�ng the repayment behavior, credit risk of loans and help in taking 
sound credit decisions.

 Kn o w l e d g e  a n a l y s i s :  The process of iden�fying the specific skills 
contribu�ng to the success of a par�cular business en�ty is called knowledge 
analysis. KM tools help us in iden�fying the differences between one bank to 
other’s product in terms of its acceptance and success.

 Da t a  m i n i n g  &  d a t a b a s e  m a n a g e -m e n t :  It plays an important role in the 
preparing periodic reports on the state of the market. The implementa�on of 
KM helps the bank's management focus on organi a�onal resources during 
compe��on with other banks. 

 P r o d u c t  De v e l o p m e n t :  Knowledge management directly contributes to 
the integra�on and coordina�on of units and divisions within the Bank, by 
ensuring both Tacit and Explicit Knowledge is shared across the departments 
and loca�ons. 

 Cu s t o m e r  p a r t n e r s h i p :  It can 
help achieve overall uality to win 
customer sa�sfac�on. Self-service 
knowledge know-how help solve 
problems that customers face in 
more scien�fic and prac�cal way. 

 mployee reward recogni�on 
&  s e r v i c e  e x c e l l e n c e :  High-end 
technologies like Block-chain, 
Ar�ficial Intelligence, etc. provides 
effec�ve communica�on medium 
among employees to share 
knowledge and exper�se thereby 
promotes the concept of providing 
incen�ves to employees in a 
manner that is as per the reward 
and recogni�on’ policies. with 
document & content management, 
web intelligence, personali ed 
portal interface, communi�es 
of prac�ce, online discussion 
forums, online conferences and 
collabora�ons & KM mobile 
applica�ons like instant messaging 
helps to share experiences among 
employees, improving the uality of 
services provided to customers and 
enhancing opera�onal excellence.
Banking industry is at the realm of 
sophis�ca�on. With the increased 
dependency on IT explosion, banks 
can gain strategic competencies 
through managing organi a�onal 
knowledge especially the intangible 
tacit assets of the banking industry 
i. e people and processes. If people 
and processes are not set in proper 
orienta�on, then having superior 
technology in place is of no use. 
Hence cultural and behavioral 
issues of the banks must be solved 
first by adop�ng certain measures 
like change in HRM policies to 
incorporate reward / incen�ves to 
staff for sharing knowledge and 
considering such contribu�ons for 
performance appraisal processes. 
We all must reali e the fact that the 
future of the banking industry would 
be based on knowledge economy, 
which is thriving day by day. 

Ar a v i n d  M a r e e d u
STC Visakhapatnam
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If not, don’ t panic. As human beings, 
we are creatures of habit, which 

means that we like things that make us 
feel safe and secure. W e have always 
been reading & taught that change is 
painful, it’ s not acceptable and we are 
reluctant to accept the same. W e get 
perturbed when it shows up and tries 
to shake up the bubble of comfort. 

W hat if the change shows you 
the path when you are lost in the 
wilderness;  it gives you a podium to 
share your views open & aloud;  you 
get ample of opportunity to join your 
hands together in a conducive and 
produc�ve ambience, your success 
is well celebrated and appreciated 
across the network & you are groomed 
as per the corporate req uirement to 
rise to the pinnacle of the fraternity. 
" Ar e  t h e s e  m a k i n g  s o u n d s  w e i r d  t o  
you?  ven I was taken aback ini�ally 
w h e n  i t  e c h o e d  t h r o u g h  m y  e a r s .  

“ Have you ever heard of such changes 
in an organi a�on undergoing cultural 
integra�on of diverse employee 
force? ”

Trust me, Union Prerna is the change 
of acceptability, it’ s the change of
individual growth & success, 
makeover of its people, the strategy 
and processes through lens of 

digitali a�on, a gateway for the best in 
the industry employment ex perience 
& greening of an environment of 
trust, support and encouragement in 
the organi a�on. The Union Prerna 
is one step ahead gearing to move 
away from biased decision making, 
bureaucracy and layers to evidence 
based HR, aboli�on of the sense of 
command and crea�ng an ambience 
where talent innova�on evolves 
naturally and intrinsically.

Let me sail you through the voyage 
of HR Transforma�on-Union 
Prerna. The transforma�on journey 
consists of several breakthrough 
and achievements in the q uest 
of ex cellence. All the milestones 
are wrapped in the adabtability of 
digitali a�on a er a long culmina�on 
of ice Braking ex ercises. 

Role larity ool     

Measurable targets to be percolated to 
the lowest level of the organi a�onal 
behavior wherein each and everyone 
has to perform and ex cel. The Role 
Clarity Tool is designed for alignment 
of roles and re-defining the KRAs, 
making subjec�ve/non-measurable 
KRAs into measurable KRAs to the 
best possible extent. The major on-
ground issues is on role clarity that 

the work done by the employee is 
not reflected in his/her performance 
appraisal correctly, is past history 
now. Each and every individual in the 
organi a�on has to perform and have 
a sense of responsibility & ownership. 
The tool is live now and completed 
the first level of role alloca�on to all 
the staff in the Branches. 

arget Se ng ool   

The tool largely focuses on digitaliz ing 
the target se ng process & 
incorpora�on of the credit bureau 
data. It also leverages historic data, 
RBI data & credit bureau data for 
contex tual branch targets along with 
the visuali a�on of the said data to 
aid in improved decision making. The 
target cascaded to the branches is 
auto run in line with the performances 
of peers in the respec�ve SOLs. The 
beauty of the tool is that there will 
be no manual interven�on rather 
it consists of the system driven 
guardrails for be�er adherence and 
acceptance. There is an embedded 
feature to capture approval and 
recording of devia�ons & excep�ons 
to build ins�tu�onal memory. The tool 
has gone live and the target alloca�on 
ex ercise is almost completed for the 
all the Z ones. Going forward, the tool 

'UNION P RERNA' 
A  IS I I AB
ARE Y OU READY

R I ?

‘mZd g§gmYZ HR {deofm§H$
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will be accessible to all even on the 
mobile.

Succession lanning

The succession Planning tool offers 
a systema�c process to iden�fy 
key leadership posi�ons in the 
organi a�on and it iden�fies the 
latent & high poten�al employees. 
The tool will proac�vely spot the 
right talent for the right role, at the 
right �me with intui�ve succession 
planning solu�on. 

The en�re exercise shall be carried out 
under consulta�on with a Commi�ee 
for finali ing the successors and 
ensuring strong pipeline for each 
cri�cal role.

os�ng ool

ou could not have imagined, pos�ng 
ex ercise to be conducted through 
a tool in an organi a�on of huge 
force. The dream has come true and 
an automated Pos�ng tool has been 
designed & developed to enforce 
transparency and visibility that will 
enhance the employee sa�sfac�on 
& confidence. All the possible factors 
have taken into considera�on while 
designing the tool like iden�fica�on 
of eligible employees for transfer, 
iden�fica�on of net posi�on to be 
filled in a region, balancing of inter 
z onal & inter regional manpower & 
finally recommending the finali ed 
pos�ngs. The UAT tes�ng of the tool 
is on the verge of comple�on post 
which, it will go live.

ob amilies

Job Families help to iden�fy roles 
across the several func�ons that are 
on par with one another, capturing 
the informa�on re uired. The new 

J ob family process and structure is 
one step ahead from the exis�ng one 
with more flexibility & opportuni�es 
to learn, ex cel & grow. It is based on 
the new organi a�on structure and 
speciali ed skill-set re uirement. 
9  job families ( vs. current 7)  have 
been created to max imiz e scale while 
minimi ing disrup�on. M a n d a t o r y  
for all specialists & select generalists 
(5 years of min. officer experience 
upto Scale 5). The entry mechanism 
will be largely based on criteria based 
alloca�on which will be measured 
across performance, ex perience & 
preference.

he tool which is in the o ng 
will have the op�on to have op 
3 preferences from employees. 
Algorithm based op�mi a�on for 
employee & bank interests will be 
done catering the demand & supply 
management. earning & upgrading 
is an ongoing to sharpen one s skills 
f o r  w h i c h  a  comprehensive grooming 
plan specific to job family shall be 
developed for all officers. 

Reward & Recogni�on  

A reward and recogni�on framework 
aligned with the PMS so as to support 
to design and build in HR policies 
on rewards and recogni�on for 
inculca�ng performance culture in 
the Bank. The PMS to be designed 
to support individual development 
plans and provide system generated 
inputs on key performance areas 
which req uire improvement.

The process & features of all the 
digital tools are interlinked in a 
way that input of one of the tool is 
output for the other & so on. The 
beauty of the tool is the upcoming 

P e r f o r m a n c e  Da s h b o a r d  wherein  
just @  click, it will be possible for 
you to have a holis�c glance of your 
journey in the Bank including past & 
current assignments, appraisal score, 
trainings, Performance comparison, 
Transfer & pos�ng accessible 
anywhere any�me. 

Union Prerna strives for the 
aspira�ons of employee aligned with 
the organi a�onal goals, Training 
needs of employee in line with the 
organi a�onal re uirements, overall 
employee engagement and reten�on 
accountabili�es and defining roles 
and responsibili�es, performance 
management and measurement 
linked with promo�ons and other 
rewards and recogni�on framework, 
managerial capabili�es to pursue the 
road to ex cellence with blissfulness.

Now by the �me you have completed 
your journey of ongoing HR 
Transforma�on flavored with the 
aforemen�oned digital tools, your 
curiosity must have deep dived 
manifold. Sneak out some �me to 
visit our Union Prerna Microsite. The 
microsite is a repertoire of all the 
ongoing ini�a�ves and changes in 
the exis�ng HR System. The Union 
Prerna team endeavors to update 
the site making it more effec�ve & 
interac�ve. If at all, your ueries 
remain unresolved Please oblige us to 
address the same on real �me basis.

ife in a stagnant one is easy bree y, 
which is why it s so hard to leave it, 
but if you want to become more, you 
need to break free. et s take the 
leap and embrace the change & rust 
me when I say that it s worth it.

Am i t  Ku m a r
HRMD, CO, Mumbai



godm{Zd¥{Îm Ho$ CnamÝV amoOJma H$s 
Amdí¶H$Vm Š¶m h¡? 

EH$ Am‘ ZmJ[aH$ O~ AnZr C‘« H$m EH$ 
~hþV ~‹S>m {hñgm (bJ^J 40 df©) Zm¡H$ar 
H$aHo$ JwOma XoVm h¡, Vmo Š¶m Cgo AnZo eara 
H$mo Amam‘ Am¡a ‘Z Ed§ AmË‘m H$mo em§{V 
àXmZ H$aZo Ho$ {bE Hw$N> gmb Amam‘ Zht 
H$aZm Mm{hE?

A~ ¶hm§ àý CR>Vm h¡ {H$ godm{Zd¥Îm 
H$m¶©nmbH$m| Ed§ A{YH$m[a¶m| H$mo ì¶dgm{¶H$ 
amoOJma H$s ^mdZm H$m CØd H$hm§ go hþAm?

‘oao ‘V go godm{Zd¥Îm H$m¶©nmbH$m| Ed§ 
A{YH$m[a¶m| H$mo ì¶dgm{¶H$ amoOJma H$s 
CËn{Îm g^r Am‘ YmaUmAm| H$s Vah 
Amdí¶H$Vm go CËnÞ hþB© hmoJr.

¶hm§ ¶h H$hZm ‘wpíH$b h¡ {H$ godm{Zd¥{Îm 
Ho$ CnamÝV Imbr hþE H$m¶©nmbH$m| Ed§ 
A{YH$m[a¶m| H$s nhb na Zm¡H$[a¶m| H$s 
n‹S>Vmb hþB© ¶m {’$a godm{Zd¥Îm H$m¶©nmbH$m| 
Ed§ A{YH$m[a¶m| Ho$ d¥hX AZw^d H$m bm^ 
CR>mZo Ho$ {bE àmBdoQ> Ed§ gaH$mar joÌ Ho$ 
CÚ{‘¶m| H$s ‘m§J H$mo nyam H$aZo Ho$ {bE 
godm{Zd¥Îm H$m¶©nmbH$m| Ed§ A{YH$m[a¶m| 
Ûmam gh‘{V àXmZ H$s JB©?

na, AmOH$b ¶h EH$ Am‘ MbZ hmo J¶m 
h¡ {H$ amoOJma H$s Vbme ‘| ghm¶H$ g‘mMma 

nÌ, do~ gmBQ²g na ¶wdm ~oamoOJma bmoJm| 
Ho$ Abmdm godm{Zd¥Îm H$m¶©nmbH$m| Am¡a 
A{YH$m[a¶m| H$s ‘m§J g‘mZ ê$n go H$s Om 
ahr h¡.

XaAgb Hw$N> {Z¶moº$mAm| Ûmam ¶h AZw^d 
{H$¶m J¶m {H$ godm{Zd¥{Îm Ho$ CnamÝV ^r 
Hw$N> ì¶{º$ Amem go A{YH$ H$m¶©dmZ hmoVo 
h¢ Am¡a CZHo$ AZw^d H$s ~mZJr br OmE 
Vmo do AË¶ÝV ‘yë¶dmZ à{V^y{V {gÕ hmo 
gH$Vo h¢.

BgHo$ Abmdm Hw$N> godm{Zd¥Îm ì¶{º$¶m| Ûmam 
AnZo OrdZ Ho$ eof g‘¶ H$mo AnZo Cg 
em¡H$m| H$mo nyam H$aZo Ho$ {bE daXmZ Vwë¶ 
~Vm¶m {OÝh| do Zm¡H$ar H$s ì¶ñVVmAm| Ho$ 
MbVo nyam Zht H$a gHo$.

‘oam »¶mb h¡ {H$ amoOJma H«$‘m§H$ 2.0 Ty>§T>Zo 
Ho$ nyd© {ZåZ{bpIV Hw$N> àým| Ho$ CÎma BZ 
CËgmhr ‘Z go ¶wdm bo{H$Z emar[aH$ d¥ÕOZm| 
H$mo AnZo Amn go nyN>Zm Mm{hE.

1. CZHo$ Ûmam Bg amoOJma H$s Oê$aV Š¶m 
h¡? Am{W©H$ Amdí¶H$VmAm| Ho$ {bE, 
~mo[a¶V {‘Q>mZo Ho$ {bE ¶m XmoZm| Ho$ {bE?

2. CÝh| {H$VZm YZ H$‘mZo H$s Amdí¶H$Vm 
h¡?

3. {H$g Vah H$m H$m‘ H$aZo go CÝh| AmË‘ 
g§Vw{ï> àmá hmoJr?

4. Š¶m do nyU©H$m{bH$ H$m‘ H$aZm Mmh|Jo ¶m 
{’$a A§eH$m{bH$?

5. Š¶m do AnZr godmE§ H$m¶m©b¶ ‘| OmH$a 
X|Jo AWdm Ka go hr H$m‘ H$aZm Mmh|Jo?

6. amoOJma H«$‘m§H$ 2.0 Ho$ nyd© {H$g Vah Ho$ 
à{ejU Mmh|Jo?

ZrMo {bIo Hw$N> amoOJma Ho$ àH$ma h¢ {OÝh| 
godm{Zd¥Îm H$m¶©nmbH$ AWdm A{YH$m[a¶m| 
Ûmam AnZm¶m Om gH$Vm h¡.

1. AnZo ^yVnyd© {Z¶moº$m Ho$ {bE H$m‘ 
H$aZm- AZoH$ godm{Zd¥Îm H$m¶©nmbH$ Ed§ 
A{YH$marJU AnZo nyd©dVu {Z¶moº$m Ho$ 
gmW H$m‘ H$aZm ng§X H$a boVo h¢, bo{H$Z 
VwbZmË‘H$ ê$n go H$‘ J§^ra H$m¶© Am¡a 
A{YH$ gab {Z¶‘mdbr Ho$ gmW. Bggo CÝh| 
AnZo nwamZo n[a{MV gm{W¶m| H$m gmW ^r 
{‘b OmVm h¡ Am¡a H$m‘ H$m AmZ§X ^r AmVm 
h¡ Am¡a OrdZ H$m gma ^r Vmo AmZ§X hr h¡.

2. EH$ gbmhH$ma Ho$ ê$n ‘| H$m¶© H$aZm- 
Eogo d[að> H$m¶©nmbH$ ¶m A{YH$marJU 
{OÝhm|Zo H§$ß¶yQ>a àmoJ«mq‘J, do~gmBQ> ~ZmZo, 
’$mBZ|g ¶m H$mZyZr joÌ ‘| Cƒ ñVa H$m 
à{ejU àmá {H$¶m h¡ ¶m {’$a {OÝh| BZ‘| 
go {H$gr joÌ H$m H$m¶© AZw^d àmá h¡, do 
Zd CÚ{‘¶m| ¶m ZE A{YH$m[a¶m| H$mo AnZo 
AZw^d gmPm H$aZo hoVw godm, gbmhH$ma Ho$ 
ê$n ‘| Xo gH$Vo h¢.

3. {ZOr ¶m gmPoXmar ‘| H$moB© H$mamo~ma 
àma§^ H$aZm- Am‘ Vm¡a na XoIm J¶m h¡ {H$ 
godm{Zd¥V H$m¶©nmbH$ ¶m A{YH$m[a¶m| Ho$ 
nmg n[a{MVm| Am¡a {hV¡{f¶m| H$m EH$ ~hþV 
~‹S>m ZoQ>dH©$ hmoVm h¡ Am¡a Bg ZoQ>dH©$ H$m 
bm^ do AnZm ì¶dgm¶ àma§^ H$aHo$ CR>m 
gH$Vo h¢. Am°ZbmBZ ZoQ>d{Hª$J H$s ‘XX go 
Bg ì¶mnma H$mo Vrd« J{V go ~‹T>m¶m ^r Om 
gH$Vm h¡. B© ~o, ’o$g~wH$, pâbnH$mQ>© Am¡a ¶y 
Eb EŠg Am{X Ho$ Cn¶moJ go {dkmnZ H$m 
bm^ ^r CR>m¶m Om gH$Vm h¡.

Bg Vah Ho$ ì¶dgm¶ H$mo H$aZo hoVw hmbm§{H$ 
ny§Or H$m {Zdoe A{YH$ Zht h¡, qH$Vw g‘mO 
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‘| CYma boZo H$s AmXV {H$g Vah ’¡$br 
hþB© h¡, CgHo$ MbVo {H$gr ^r ì¶dgm¶ 
‘| gOJVm Am¡a CYmar H$s ~ma§~ma CJmhr 
AË¶§V Amdí¶H$ h¡.

godm{Zd¥Îm H$m¶©nmbH$m| Ed§ A{YH$m[a¶m| go 
BVZr gOJVm H$s Anojm aIZm g§^d Zht 
h¡. AV… {Z{üV hr AYrZñW H$‘©Mm[a¶m| na 
{Z^©aVm ~‹T>Zo H$s Ame§H$m h¡, {Oggo J~Z 
Am¡a ’«$m°S> hmoZo H$s Ame§H$m ~bdVr hmoVr h¡.

4. {ejU H$m¶© ¶m Q>çyeZ H$aZm- Eogo 
godm{Zd¥Îm H$m¶©nmbH$m| Ed§ A{YH$m[a¶m| 
{OÝh| {ejU ‘| é{M h¡,do Bg H$m¶© go Ow‹S> 
gH$Vo h¢. {H$gr H$moqMJ g§ñWmZ O¡go ~rOy, 
ImZ AH$mX‘r, AZ AH$mX‘r Am{X go Ow‹S> 
H$a ¶Wmg§^d CnbãY g‘¶mZwgma H$moqMJ 
àXmZ H$aHo$ YZmO©Z {H$¶m Om gH$Vm h¡.

¶y Q>çy~ O¡go Am°ZbmBZ ßboQ>’$m‘© na AnZr 
H$moqMJ Ho$ dr{S>¶mo ^r AnbmoS> {H$E Om 
gH$Vo h¢.

5. gh¶moJr Ho$ ê$n ‘| ¶m AñWmB© H$‘©Mmar 
Ho$ ê$n ‘| H$m¶© H$aZm- CnbãY g‘¶ Ho$ 
AZwgma {H$gr Am°{’$g ‘| Bg Vah H$m H$m¶© 
{H$¶m Om gH$Vm h¡, Bg‘| {H$gr {deof XjVm 
H$s Amdí¶H$Vm hmo ^r gH$Vr h¡ Am¡a Zht 
^r. AV… ^wJVmZ Am¡a H$m‘ Ho$ K§Q>o ^r {^Þ 
AZwnmV ‘| nmE Om gH$Vo h¢. BgHo$ Abmdm 
godm{Zd¥Îm H$m¶©nmbH$m| Ed§ A{YH$m[a¶m| H$mo 
AnZo AmË‘gå‘mZ go ^r g‘Pm¡Vm H$aZm 
n‹S> gH$Vm h¡.

6. g‘mO godm- godm{Zd¥Îm H$m¶©nmbH$m| 
Ed§ A{YH$m[a¶m| Ûmam g‘mOgodm H$m H$m¶© 
ñdoÀN>m go {H$¶m Om gH$Vm h¡. AZw^dr 
ì¶{º$¶m| Ho$ Bg ¶moJXmZ H$mo g‘mOgodr 
g§ñWmZ ghOVm go Am¡a Iwbo {Xb go AnZmVo 
h¢. Amdmam newAm| H$m eoëQ>a, {nN>‹S>o dJ© Ho$ 
~ƒm| H$s {ejm, Jar~ V~Ho$ H$s {ó¶m| Ho$ 
CËWmZ Am{X AZoH$ H$m‘ h¢ Omo Bg àH$ma 
H$s godm ‘| AmVo h¢.

7. gmoeb ‘r{S>¶m ßboQ>’$m‘© na à{g{Õ Ho$ 
gmW n¡gm H$‘mZo H$s gw{dYm- ¶y Q>çy~ Am¡a 

nmbVy OmZdam| H$s ZQ>IQ> eamaVm| Am¡a 
‘pñV¶m| go AnZm ‘Z ^r ~hbm gH$Vo h¢.

A~©Z Šb¡n, gwboIm, OñQ> S>m¶b, Q´>ñQ>oS> 
hmCg {gQ>a Am¡a noQ> ~oH$a Am{X AZoH$ 
gmBQ²g h¢ {OZgo ‘XX boH$a AmgmZr go Bg 
em¡H$ H$mo nyam {H$¶m Om gH$Vm h¡.

11. S´>mBda- godm{Zd¥Îm H$m¶©nmbH$ Am¡a 
A{YH$marJU ¶{X öX¶ go S´>mBqdJ H$m em¡H$ 
Am¡a bmoJm| go {‘bZo OwbZo H$s BÀN>m aIVo 
h¢ Vmo Bg H$m¶© go ^r CÝh| qOXJr Ho$ ‘µOo 
{‘b gH$Vo h¢. Amobm, C~oa O¡gr AZoH$ 
g§ñWmE§ Bg H$m¶© ‘| ‘XX H$a gH$Vr h¢. 
hmbm§{H$ Bg‘| gå‘mZ Wmo‹S>m H$‘ àVrV hmo 
gH$Vm h¡ na H$hVoo h¢ Z, BíH$ Am¡a ‘wíH$ 
{N>nm¶o Zht {N>nVo! AV… ‘Z H$s BÀN>m Vmo 
{H$gr ^r Vah nyar H$s OmZr Mm{hE.

A§V ‘| ¶j àý H$s Vah ¶h gdmb CR>Vm h¡ 
{H$ [aQ>m¶a‘|Q> Ho$ ~mX Zm¡H$ar H$aZm Mm{hE 
¶m Zht?

BgH$m CÎma AbJ AbJ ì¶{º$¶m| Ho$ {bE 
AbJ AbJ ahoJm.

‘oao {dMma go godm{Zd¥Îm H$m¶©nmbH$ Am¡a 
A{YH$marJU Ho$ nmg YZ H$m A^md Vmo Zht 
hmoJm. gmW hr Eogo ì¶{º$ Omo AnZm g‘¶ 
ì¶VrV H$aZo ‘| H${R>ZmB© ‘hgyg H$aVo h¢, 
CÝh| AnZo CZ em¡H$m| H$mo nyam H$aZo ‘| g‘¶ 
{~VmZm Mm{hE, Omo {nN>bo {XZm| ì¶ñVVm H$s 
dOh go nrN>o Ny>Q> JE Wo. AnZo AZw^dm| H$m 
bm^ ¶{X do XoZm Mmh| Vmo ñd¡pÀN>H$ ê$n go 
àXmZ H$a gH$Vo h¢.

ahr Zm¡H$ar ¶m ì¶dgm¶ Vmo ^maVdf© ‘| 
~oamoOJmar ‘| ‘mÌm AË¶{YH$ h¡ AV… ZB© 
Zm¡H$ar Am¡a ì¶dgm¶ AmZo dmbr nr‹T>r Ho$ 
Zm¡OdmZm| Am¡a Zd¶wd{V¶m| Ho$ {bE ahZo XoZm 
Mm{hE.

’o$g~wH$ H$s ghm¶Vm go AmO ¶h XoIZo ‘| 
Am ahm h¡ {H$ Am‘ AmX{‘¶m| H$s ^r‹S> ‘| 
go H$moB© ^r à{g{Õ H$s D$§MmB¶m| H$mo Ny>Zo H$m 
à¶ËZ H$a gH$Vm h¡. JmoqdXm ñQ>mBb ‘| Z¥Ë¶ 
H$aZo dmbo S>m§qgJ A§H$b Am¡a Bgr Vah 
Am¡a ¶y Q>çy~ na AnZo em¡H$m| H$mo OZVm H$s 
é{M go ‘ob {~R>m H$a OZVm Ho$ {bE Z {g’©$ 
‘Zmoa§OZ H$s gw{dYm àXmZ H$aZo Am¡a à{g{Õ 
Ho$ Ûmam AmpË‘H$ g§Vmof Am¡a gwHy$Z H$s àm{á 
H$s Amem ^r godm{Zd¥Îm H$m¶©nmbH$ Am¡a 
A{YH$marJU H$a gH$Vo h¢.

8. ãbm°J {bIZm- godm{Zd¥Îm H$m¶©nmbH$ 
Am¡a A{YH$marJU AnZo AZw^dm| Ed§ kmZ 
H$mo ãbm°J Ho$ O[aE OZVm H$mo nhþ§Mm gH$Vo 
h¢, BgHo$ {bE CÝh| AÀN>r B§Q>aZoQ> H$s 
ñnrS>, ZdrZ VH$ZrH$ go ‘ob aIZo dmbr 
em§V V{~¶V Am¡a EH$ AÀN>m gm b¡nQ>m°n 
Mm{hE. ZoQ> na CnbãY OmZH$mar H$mo AnZo 
kmZ Ed§ AZw^d H$s MmeZr ‘| Sw>~mo H$a 
àñVwV H$aZm hr ãbm°J H$hbmVm h¡. Bg H$m¶© 
‘| gm‘m{OH$ à{Vð>m ^r h¡.

9. ñnmoQ²g© H$s H$moqMJ XoZm- godm{Zd¥Îm 
H$m¶©nmbH$ Am¡a A{YH$marJU AnZr 
A{^é{M Ho$ AZwgma Iob H$mo Z {g’©$ Cg 
C‘« ‘| {’$a go ZE Omoe go Xmo~mam AnZm 
gH$Vo h¢, ZE Am¶m‘ VH$ nhþ§Mm gH$Vo h¢, 
~pëH$ ZB© nr‹T>r H$mo {gImZo Ho$ à{V ^r 
‘hËdnyU© ^y{‘H$m {Z^m gH$Vo h¢. Bggo Z 
{g’©$ CÝh| Aën ‘mÌm ‘| YZmO©Z H$m bm^ 
hmoJm, ~pëH$ ZB© nr‹T>r H$mo AnZo {gImE 
JwUm| H$mo A‘brOm‘m nhZm H$a CÞ{V Ho$ ZE 
gmonmZ M‹T>Vo XoIZo go AË¶{YH$ AmpË‘H$ 
g§Vmof ^r àmá hmoJm.

10. ~ƒm|/nmbVy OmZdam| H$s XoIaoI-
godm{Zd¥Îm H$m¶©nmbH$ Am¡a A{YH$marJU 
¶{X {Xb go ~ƒm| Am¡a/AWdm nmbVy 
OmZdam| go ß¶ma H$aVo h¢, Vmo CZHo$ gmW 
g‘¶ {~VmZo Ho$ {bE CZH$s XoI XoI ‘| 
AnZm ~Mm hþAm g‘¶ {~Vm H$a Z {g’©$ 
YZ H$‘m gH$Vo h¢, ~pëH$ ZÝh| ~ƒm|/ß¶mao 



ew^_ñVw

lr ~«Ooœa e‘m©   
‘w»¶ ‘hmà~§YH$                  

lr E‘. ZmJamOy
‘w»¶ ‘hmà~§YH$                             

lr {e~ àgmX H$a
Cn ‘hmà~§YH$                              

 lr lràH$me Ho$.
Cn ‘hmà~§YH$                               

lr JwéOw lr{Zdmg ‘Yw
Cn ‘hmà~§YH$          

lr nr.dr.dr.gË¶mZmam¶U
Cn ‘hmà~§YH$                              

àdrU Hw$‘ma IÞm
Cn ‘hmà~§YH$              

lr Ho$. ‘YwH$a ^Q>
Cn ‘hmà~§YH$                

lr gwXe©Z goR>r 
Cn ‘hmà~§YH$              

lr {~eZ Xmg
Cn ‘hmà~§YH$                     

lr H$ñWbm d|H$Q>oœa amd
Cn ‘hmà~§YH$                

lr dr. lr am‘ ‘y{V©
Cn ‘hmà~§YH$                
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h‘ CZHo$ gwIX Ed§ g{H«$¶ godm{Zd¥Îm OrdZ H$s H$m‘Zm H$aVo h¢





godm {Zd¥Îm OrdZ go
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P r i d e  Of  Un i o n  Ba n k  
irendra anava� 

It is a ma�er of great pride and pleasure for all Unionites that Shri Virendra Nanava�, 
the veteran Sports Administrator, has been recently elected as Bureau Member of 
FINA( Interna�onal Swimming Federa�on) for 2021 - 2025 and he is the First Indian 
to get this coveted posi�on. He will be a member of the Indian Con�ngent for Tokyo 
Olympics 2021 scheduled to be held in July - August 2021.

And  there is nothing new in it for him. Shri Nanava� has been regularly going as a 
Swimming official with significant responsibili�es to Olympic Games since 1980. He 
was the Treasurer of the Indian con�ngent in Seol Olympics in 1988, and  Dy. Chief de 
Mission in Atlanta Olympics 1996. Besides, he has been a part of Indian Con�ngent 
as a Swimming Official in several other Olympic games such as in 1980 at Moscow, in 
2000 at Sydney, in 200  at Athens, in 2008 at Bejing, in 2012 at London and in 2016 at 
Rio de Jenerio(Bra il).

A champion swimmer and a proven sports administrator, besides being a popular banker and an able Trade Unionist, 
Shri Nanava� had joined Union Bank Of India on 01.02.1966 and worked in the Bank at Ahmedabad in various capaci�es 
�ll his superannua�on on 1.07. 2001. He was a successful swimming coach and an office bearer in Gujarat Swimming 
Associa�on before he was selected  General Secretary of the Swimming Federa�on Of India in 198 . He con�nued in 
that posi�on �ll 2011. He was then Senior Vice President of Indian Olympic Associa�on during 2012 -16. Presently, he 
is Vice President of IOA.

Shri Virendra Nanava� is also Sr. Vice President of Asian Swimming Federa�on since 2012 and Vice Chairman of Technical 
Swimming Commi�ee of FINA(the World Swimming Body) for the period upto Tokyo Olympics. As Vice Chairman, he 
will be the main organisor of the Swimming events in the Tokyo Olympics.

Shri Nanava� always says that he was able to do all these ac�vi�es with great success only because the Management 
of Union Bank Of India always extended full support to him. He also expresses his love and gra�tude towards his 
colleagues and all staff members of the Bank for their affec�on and support.

All Union Bankers must really feel proud that such a gem of a man like Shri Virendra Nanava� worked in this great 
ins�tu�on with them for over  years and gave his best to the Bank as also to the Sports which enabled countless 
swimmers to shine in the pool. Old�mers who worked with him in various branches remember him as an affable and 
jolly person who was very sincere in performing his du�es in the Bank and was always very helpful to everyone.

We all Unionites, past and present, are indeed proud of sparkling achievements of Shri Nanava� and wish him all the 
very best in all his good work.

It is an interes�ng and sweet coincidence that Virendrabhai is celebra�ng his 81st Birthday on 19th July 2021 and is also 
leaving for Tokyo.We wish a Very Happy Birthday to Virendrabhai and also wish him a very nice and successful journey 
to and stay at Tokyo.

Enjoy Good Health and all your roles, Sir.

Hear�est Congratula�ons.



Ah‘ àý {H$ h‘mao gwI‘¶ OrdZ ‘| Xþ:Im|, H$ï>m| Ho$ {bE 

ghr ‘m¶Zo ‘| H$m¡Z {Oå‘oXma h¡? àý Vmo pŠbï> h¡ na CÎma CVZm 

hr AmgmZ.

OrdZ ‘| XþIm| Ho$ {bE {Oå‘oXma Zm ^JdmZ h¡, Zm gaH$ma, Zm 

J«h-ZjÌ, Zm ^m½¶, Zm [aíVoXma, Zm n‹S>mogr ~pëH$ {Oå‘oXma 

h‘ ñd¶§ h¢.

dh H¡$go -

1) AmnH$m {ga XX©, ’$mbVy {dMma H$m n[aUm‘ 

2) noQ> XX©, JbV ImZo H$m n[aUm‘ 

3) AmnH$m H$O©, Oê$aV go Á¶mXm IM} H$m n[aUm‘ 

4) AmnH$m Xþ~©b / ‘moQ>m / ~r‘ma eara, JbV OrdZ e¡br

H$m n[aUm‘  

5) AmnH$m H$moQ>© Ho$g, AmnHo$ Ah§H$ma H$m n[aUm‘ 

6) AmnHo$ ’$mbVy {ddmX - Á¶mXm Ed§ ì¶W© ~mobZo H$m 

n[aUm‘

AJa h‘ BZ H$ï>m| Ho$ H$maUm| na ~m[aH$s go {dMma H$a| Vmo 

nmE§Jo {H$ H$ht Zm H$ht h‘mar JbV l¥§IbmE§ hr BZHo$ nrN>o 

h¡. OrdZ {OVZm hr gmXm ahoJm, VZmd CVZm hr AmYm ahoJm. 

OrdZ AmZ§X Ho$ {bE h¡ AV… Mmho Omo hmo ~g ‘wñHw$amVo ah|. ¶{X 

Amn qM{VV h¢, Vmo IwX H$mo Wmo‹S>m Amam‘ X|. Hw$N> AmBgH«$s‘, 

Mm°H$boQ> bo b|... d¡go n¡gm OrdZ ‘| ~hþV Hw$N> h¡, bo{H$Z g~ 

Hw$N> Zht h¡. Bg{bE IwX H$s OrV gw{Z{üV H$s OmE. OrdZ 

Ho$ CÕma Ho$ {bE Ho$db {‘Ì, ào‘ Am¡a n[adma Mm{hE. Š¶m|{H$ 

Iw{e¶m± n¡gm| go Zht {‘bVr A{nVw AnZm| go {‘bVr h¡. 

Wmo‹S>o ‘| R>rH$ hr H$hr JB© h¡ -

Oam gr {OÝXJr ‘| ì¶dYmZ ~hþV h¡, 

V‘mem XoIZo H$mo ¶hm± BÝgmZ ~hþV h¡,

IwX hr ~ZmVo h¢ h‘ no{MXm {OÝXJr H$mo,

daZm Vmo OrZo Ho$ ZwñI| AmgmZ ~hþV h¡.

C‘oe àgmX
godm{Zd¥V, jo.H$m., nQ>Zm  

OrdZ ‘o Xþ:Im| Ho$ {bE 
H$m¡Z {Oå‘oXma h¡
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 JUnV bmb MnbmoV
godm{Zd¥Îm, CX¶nwa

Amem
nÎmo O~ ‘waPmZo bJo

H${b¶m± O~ Hw$åhbmZo bJo
n§N>r O~ {~gamZo bJo
hdmE± O~ S>amZo bJo
AmX‘r, AmX‘r go

{‘bZo H$mo O~ H$VamZo bJo
{JÕm| Ho$ ‘§S>amZo H$s
O~ AmhQ> hmoZo bJo
V~ gmdYmZ hmo OmZm 

AmX‘r V~ gM‘wM IVao ‘| h¡
na V~ ^r S>aZm ‘V, K~amZm ‘V

na Im‘moe ^r ‘V ahZm
Zm hr ~mV-~mV ‘|

{gÕm§Vm| H$s eo˜r ~KmaZm
‘V bJmZm CnXoem| H$s P‹S>r
Vwa§V CR>Zm, MbZm Am¡a

AmemAm| Ho$ Hw$N> no‹S> bJmZm
ewÕ hdmAm| H$mo ~‹T>mZm

n§{N>¶m| H$mo ~wbmZm, CÝh| XmZo pIbmZm
CZgo amoO-amoO AmZo H$mo H$hZm
~wÕ, ‘hmdra go n[aM¶ ~‹T>mZm

Ü¶mZ H$s OmoV ObmZm
CgHo$ AmbmoH$ ‘|

ApñVËd go JwâVJy H$aZm
Am¡a H$hZm ‘m’$ H$a|

h‘| AnZr ZmXm{Z¶m| Ho$ {bE
h‘ {’$a go Zht H$a|Jo

àH¥${V go H$moB© pIbdm‹S>
IwX go ~Z|Jo {Oå‘oXma

dmo gwZ boJm
H$a XoJm h‘| ‘m’$

{’$a go pIbpIbmZo Ho$ {bE
‘Zwî¶ H$s n[aH$ënZm H$mo

EH$ ZE ê$n ‘|



For decades, Cricket has been considered the gentleman’ s game. Fine 
pitch, cri�cal bouncers,twist and turns and running shoes all around. A  

game of exci�ng spirit  with a billion strong fan base worldwide. Though 
hockey is the na�onal sport of India, it makes us wonder if it is Cricket 
which deserves this honor. The excitement generated by a cricket match 
in India cannot be compared  to any other sports. Cricket is played in every 
nook & corner in Rural as well as in urban ci�es. We can rather say Cricket 
is the unofficial’ na�onal sport of India. Cricket in India is managed by the 
Board of Control for Cricket in Inda (BCCI).    

Cricketers in India have the status of Demy gods. Poli�cians, big  
businessmen and film stars fawn over them, Mul� Na�onal Companies 
pursue them for endorsements of their products. As you all are aware that 
the stardom, fame and glory of Cricketers lasts only as long as they win 
matches. Indian fans can be very unforgiving as many seasoned cricketers 
have gone through this trauma.  

Today we shall wander in the dimension of cricke�ng memories along 
with our Unionite colleague Mr Sudhakar  S. Harmalkar, Manager, CSBO, 
Treasury, Central Office who at present is the Selector  of Mumbai Cricket 
Associa�on for cricket under 1  Boys. 

1 . W h e n  a n d  h o w  d i d  y o u  j o i n  o u r  Ba n k ?

h I joined Union Bank of India in July 1986 as a clerk in the sports uota. 
During those days our banks Sports & Cultural team was at its peak. Our 
Bank had a strong & rich legacy in Badminton, Chess & Table Tennis. To 
name a few stalwarts of our bank who achieved laurels & fame were 
Shri Prakash Padukone, Shri Kaushik Amighiya in Badminton, In chess we 
had Shri Raghunandan Gokhale (Dronacharya),  Shri Lankaravi , Shri Ravi 
Hegde, Shri Pravin Thipse. And our Table Tennis Team was rocked by  Girl 
Power like Ms Indu Puri, Ms Suchitra Narkar, Ms Kashmira Gurjar and 
many more. 

2 . W h a t  f a s c i n a t e d  y o u  t o  p l a y  Cr i c k e t ?  

h During my childhood playing on the Cricket field without proper white 
gear, season ball was very much prohibited. Its sheer human tendency if 
you are told not to do a certain thing you get more a�racted towards it, 
so was my case. I was fascinated by the game and used to endlessly watch 
players play this magical game. Over the years It became my dream that I 
should play cricket  for Mumbai Team with  proper a re, Net  under the 
able guidance of ualified Renowned Coaches.  

3. We would like to know about your childhood? Ini�ally what were your 
prac�ce hours & how did you manage it with your studies?  

h In school I was not at all a bright student but I used to ac�vely par�cipate 
in sports and cultural ac�vi�es. A er my SSC examina�on I was selected 
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Fa c e  i n  UBI Cr o w d

 Inter office (Times Shield) B Division champion
 Trophy receiving at Taj’ by Srilankan

Ambassador

 Receiving Trophy from MD
Shri Shri A.T. Pannir selvam

 All india Inter Banks’ Runner up 1996 at
 wankhede Stadium Mumbai along with RBI

 Governor, MD Shri A.T. Pannir selvam, ED shri
 .Kamat, Test Cricketer Dilip Sardesai

D ow n m em ory lane 
w it h  S u d h ak ar



to developing Hi Tech innova�ons, 
massive increase in infrastructure 
introduced by BCCI Pan India and new 
addi�ons like IPL organised solely by 
BCCI and thereby budding cricketers 
get to interact with highly talented & 
accredited cricketers.

9. Any expecta�on from our Banks 
management?

h es an Unionite I would like 
to express my gra�tude to the 
Banks management .Our Beloved 
Bank has grown  in terms of 
Business, percep�on and with the 
amalgama�on of E  Andhra & E-Corp 
bank its network outreach alongwith 
clientel base has increased but as of 
date in our sports uota there aren’t 
any added stalwarts, who will host 
our Union Banks flag . Our Bank has 
given many renowned players and I 
feel it should con�nue to do. A er a 
few years many of us will re�re from 
the banks service, as a sports person 
it is my humble re uest to the Top 
Management to revive the sports 
associa�on of our bank, appoint new 
talent in various sports uota who 
can add glory in the coming Olympic, 
Na�onal  Games, ensure our banks 
par�cipa�on which indeed will be 
an over Whelming moment for us 
Unionites. 

Thank you  Sudhakarji for sharing 
your journey with Unionites. It was a 
pleasure to interview you. 

Friends,  Sports are about those 
incredible moments where sheer 
human will and desire overcomes the 
odds. Then why do we co-relate it with 
Religion and spoil the very essence 
of the sportsmanship.  A thought to 
ponder. Till then stay safe & secure.

for MCA under  19’ summer camp. 
Before this camp I had never ever 
played with a leather ball. Our coach 
T.S.Naidu sir saw my passion towards 
cricket he coached me as a right hand 
medium fast bowler & middle order 
batsman. He corrected my playing 
techni ues from �me to �me. He was 
my first guru who groomed me,it were 
his sincere efforts which moulded me 
and inclined me towards cricket as a 
result I gained confidence. I started 
playing sincerely and seriously. I used 
to get up early at  5 am in the morning 
and jog at Shivaji Park, Dadar, taking 
full 5 rounds of the ground. Later a er 
a�ending to my daily chores at 7 am 
my actual cricket prac�ce used to 
start which lasted for approximately 
2 hours. I used to prac�ce with 
my senior Pravin Hindlekar.  Daily 
I  used to try 1000 different types of 
catches, for hours used to  bowl in 
the nets concentra�ng on improving 
my ba ng, bowling. As a result of 
con�nuous sincere efforts I was able to 
master this skill. And as I represented 
my school, college I received a 
scholarship which helped me 
financially. I studied in Ramniranjan 
Jhunjhunwala College, Ghatkopar and 
represented my college in Mumbai 
University,  west one under 22  for 
Mumbai. 

4. Who was your guiding star in your 
ini�al struggling days? 

h During my ini�al cricket days my first 
Coach was Shri Ramakant Achrekar 
also known as  Dronacharya  who 
was Coach of the world renowned 
cricketer Sachin Tendulkar . He has 
also coached stalwarts like Vinod 
Kambli,  Pravin Amre, Ajit Agarkar and 
various other Ranji Trophy players. Shri 
Ramakant Achrekar was known and 
respected for his achievements. I was 
fortunate that he saw a certain spark 
in me and gave me ample opportunity 
to play in different matches including 
Ranji Trophy.  I also lead Goa State 
in the Na�onal Level & Ranji Trophy. 
While in  college  Hemu Dalvi & 
Balvinder Singh Sandhu  tutored me. 

Balvinder Singh Sandhu  was coach 
for Indian Railways and himself played 
on behalf of Baroda. I feel blessed to 
have received their guidance and am 
very much indebted towards them.

4 .   W h o  i s  y o u r  Ro l e  M o d e l ?

h Sunil Gavaskar & Kapil Dev are 
my role models even in the present 
day scenario as their uni ue styles is 
etched in my mind. Sunny remaining 
on the crease without helmet for 
ages and Paaji swinging the ball and 
hi ng the ball all across the field was 
a spectacle to watch. 

5. Would you like to share any specific 
memorable moment?

h While playing for Inter University 
at Chennai receiving Best All Rounder 
Trophy from Honourable Chief 
Minister Late Shri M.G.Ramchandran 
at Chepock ground was indeed a 
proud and memorable moment which 
I shall always cherish.

6 .  Be s i d e s  c r i c k e t  a r e  y o u   i n c l i n e d  
t o w a r d s  a n y  o t h e r  s p o r t s ?  

h Well cricket is my first passion but 
I  love  Badminton, Lawn Tennis and  
Football.

7 .  As  a  s p o r t s  p e r s o n  i n  w h i c h  
departments, Regions have you 
rendered your services?

h I have got the exposure to 
work in Central office as well as in 
different branches like Department 
of personnel, Administra�on 
Department, Panjim Branch, Princess 
street Branch, Opera House Branch, 
Industrial Finance Branch, Zonal Audit 
office Mumbai, and at present am 
working in CSBO Treasury IBD, CO.

8. What piece of advise would you like 
to give to young budding cricketers?

h My sincere advise to young & 
budding cricketers is that they should 
stay focused on improving their game 
and play as a Team, for one cannot win 
the game single handedly whereas  a 
team sure can win a game. Cricket has 
a very bright and sunny future due 
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Shama Salim Shikalgar
OL Dept. CO



à{V¶mo{JVm H«$. 157 Contest No. 157

ñbmoJZ pbI|/Coin a Caption

Z¶r à{V¶mo{JVm / New Contest

³¶m                                  ¶h Vñdra AmnH$mo H$ënZm H$s C‹S>mZ ^aZo ¶m AnZr 
^mdZmAm| H$mo A{^ì¶º$ H$aZo Ho$ {bE ào[aV H$a ahr h¡? Vmo 

{’$a B§VOma H¡$gm? ’$m¡aZ AnZo H$s-~moS>© na C§J{b¶m± MbmZm ewê$ H$a| 
Am¡a h‘| ‘sulabhakore@unionbankofindia.com’ na Bg Vñdra 
go g§~§{YV {g’©$ EH$ ¶m Xmo n§{º$¶m| ‘| ~{‹T>¶m-gm erf©H$ {bIH$a B©-
‘ob H$a|. Amn AnZr à{d{ï> "g§nmXH$, ¶y{Z¶Z Ymam, ¶y{Z¶Z ~¢H$ Am°’$ 
B§{S>¶m, H|$Ðr¶ H$m¶m©b¶, ¶y{Z¶Z ~¢H$ ^dZ, Vb ‘§{µOb, 239, {dYmZ 
^dZ ‘mJ©, Zar‘Z nm°B§Q>, ‘w§~B©-400 021' Bg nVo na ^r ào{fV 
H$a gH$Vo h¢. erf©H$ A§J«oOr ¶m {hÝXr ‘| ^oOm Om gH$Vm h¡. XmoZm| hr 
lo{U¶m| Ho$ {bE AbJ-AbJ nwañH$ma aIo JE h¢. H¥$n¶m ZmoQ> H$a| {H$ 
¶h à{V¶mo{JVm {g’©$ ~¢H$ Ho$ godmaV H$m{‘©H$m| Ho$ {bE hr h¡.

¶{X AmnH$m erf©H$ h‘mao ñVa na MwZm OmVm h¡, V~ AmnH$mo nwañH$ma 
Ho$ gmW-gmW ¶y{Z¶Z Ymam ‘| àH$m{eV hmoZo H$m ‘m¡H$m ^r {‘boJm.

OëXr H$a|, à{d{ï>¶m§ àmßV H$aZo H$s A§{V‘ {V{W h¡, 30 AJñV 2021.
g§nmXH$

Does this photograph fire your imagina�on or 
spontaneously inspire you to express your feelings? Then 

what are you wai�ng for? Start keying in and e-mail us your 
superb, classy cap�on, only in one or two lines, rela�ng to 
this photograph at ‘sulabhakore@unionbankofindia.com’. 
You can also send your entries to ‘Editor, Union Dhara, Union 
Bank of India, Central Office, Union Bank Bhavan, Ground 
floor, 239, Vidhan Bhavan Marg, Nariman Point, Mumbai – 
400 021’. The Cap�on can be sent in English or Hindi. Both 
the categories have different prizes. Please note that this 
contest is open only for the present staff members of the 
Bank.

If your cap�on is chosen, then you will be awarded a prize 
and your cap�on will be published in ‘Union Dhara’.

Hurry up, the last date to receive entries is 30th August, 2021.

Editor

’$moQ>mo - amYm {‘l
jo.H$m.~µS>m¡Xm
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A§J«oOr IÊS>{hÝXr IÊS>nwañH$ma

gwlr AjWm dr A‘rZ : jo. H$m.‘§Jbyalr amOoe lrdmñVd : ‘m{ZH$nwa emIm gyaV àW‘

gwlr EZdrEZAma AÞnwUm© : jo.‘.à.H$m. {demImnÅ>Z‘ lr amHo$e g¡Zr : H$amob ~mJ emIm, Ý¶y {X„r{ÛVr¶

lr XrnH$ Hw$‘ma : AZwnmbZ {d^mJ, H|$.H$m. ‘w§~B©lr {Xdoe Zmam¶U {gÝhm : jo.‘.à.H$m.am±Mr
gwlr am{JZr Hw$‘mar : joÌr¶ H$åß¶yQ>a H$j, {X„r H|$Ðr¶

V¥Vr¶

lr A{Z‘of Hw$‘ma : jo. H$m. ~aobrlr XrnH$ JwbdmZr :  jo. H$m. amOH$moQ>àmoËgmhZ

¶y{Z¶Z Ymam "à{V¶mo{JVm H«$‘m§H$.155 - erf©H$ Xo' nwañH$ma àmá ¶moJXmZH$Vm© 



nwañH$ma / gå‘mZ

On 16th Feb, 2021, Union Bank of India was awarded 'Best Service 
Provider' in Human Resources and also the best ins�tu�on for 
'Excellence in Learning & Development' at 29th Global HRD 
Congress awards func�on held at Mumbai.
Shri Kalyan Kumar, Chief General Manager, HR was named as 'Chief 
Human Resources Officer of the ear'. Shri Vinayak V Tembhurane, 
General Manager, HR, received the coveted award on his behalf.

Union Bank of India has won  pres�gious SKOCH Awards - 2021 awarded by SKOCH Group under Cyber security domain 
as follows  1. SILVER Award for Applica�on Security Centre 2. Semi-Finalist Award for Applica�on Security Centre 

. Semi-Finalist Award for Data Li uidity & Protec�on Centre . Semi-Finalist Award for Cyber Defence Centre.

The Awards were received by the Bank during 72nd SKOCH Summit and Virtual Exhibi�on held by SKOCH Group on 20th 
March, 2021
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{X. 22 ‘mM©, 2021 H$mo ¶y{Z¶Z ~¢H$ Am°’$ B§{S>¶m H$mo gd©loð> AmB©Q>r Omo{I‘ à~§YZ Ed§ gmB~a gwajm nhb, ~‹S>m ~¢H$ loUr Ho$ AYrZ 
à{V{ð>V ^maVr¶ ~¢H$ g§K (AmB©~rE) Ûmam nwañH$mam| go gå‘m{ZV {H$¶m J¶m h¡. ¶o nwañH$ma ¶y{Z¶Z ~¢H$ Am°’$ B§{S>¶m H$mo AmB©~rE Ûmam 
‘w§~B© ‘| dMw©Ab ê$n go Am¶mo{OV 16d| dm{f©H$ AmB©~rE Q>oŠZmobm°Or AdmS>©-2021 Ho$ Adga na àXmZ {H$¶o J¶o. ¶y{Z¶Z ~¢H$ H$m B§{S>¶m 
H$mo ¶h gå‘mZ g§ñWm ‘| ZoQ>dH©$ Ed§ {S>{OQ>b M¡Zb Ho$ O[aE CËH¥$ï> gwajm H$m¶©nÕ{V Ed§ AmB©Q>r Omo{I‘ à~§YZ H$mo bmJy H$aZo Ho$ {bE 
CZHo$ à¶mgm| hoVw àmßV hþAm h¡.



g‘mMma (H$o|ÐrH¥$V)

On 17th  March, 2021, Union Bank of India has entered 
into a strategic alliance with SMC Global Securi�es 
Ltd., a retail brokerage house, offering online trading 
services to Union Bank of India customers through the 
portal www.smctradeonline.com apart from Desktop 
& Mobile applica�on. SMC has presence in more than 
550 ci�es which can service Union Bank of India’s 9500 
branches.Shri. Asheesh Pandey, Chief Opera�ng Officer, 
Union Bank of India and Shri. Ajay Garg, Director, SMC 
Global, Signing MOU. 

Shri Rajkiran Rai G, Managing Director & CEO, Union Bank Of India, flanked by Shri Gopal Singh Gusain, Shri Manas 
Ranjan Biswal and Shri Nitesh Ranjan, Execu�ve Directors, Union Bank Of India at the Press Conference held in 
Mumbai today on the occasion of announcement of Q-4 Financial Results for the  QUARTER/YEAR ended March 
31, 2021.
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UNION BANK OF INDIA LAUNCHES 'UNI-CARBON CARD'

Union Bank of India launched ''UNI - CARBON CARD'', an HPCL co-branded credit card on the 
Rupay pla�orm of NPCI on March 26, 2021. first of its kind with HPCL, a major player in fuel 
retail and the cardholder certainly be benefited. a contactless - ''Tap & Go'' and an NCMC 
card in line with Govt. of India’s direc�ves. The card is offered to salaried and others. The 
card limit offered is 20% of gross Annual income with minmum of Rs 50,000/- with no upper 
limit.

ApIb ^maVr¶ ¶y{Z¶Z Ymam (~¢H$ H$s H$m°nm©oaoQ> J¥hn{ÌH$m) Ho g§dmXXmVmAm| H$s do~ H$m°Ý’«|$g H$m dMw©Ab Am¶moOZ
{X. 29.01.2021 H$mo {H$¶m J¶m. H$m¶©H«$‘ H$s AÜ¶jVm lr H$ë¶mU Hw$‘ma, ‘w»¶ ‘hmà~§YH$ (‘m.g.) Ûmam H$s JB©. lr Aå~arf 
Hw$‘ma qgh, Cn ‘hmà~§YH$; lr Zdb {H$emoa Xr{jV, ghm¶H$ ‘hmà~§YH$ (amO^mfm); S>m°. gwb^m H$moao, g§nmXH$ (¶y{Z¶Z Ymam 
Ed§ ¶y{Z¶Z g¥OZ) Ho$ gmW ApIb ^maVr¶ ñVa na Am¶mo{OV Bg gå‘obZ ‘| AM§br¶-joÌr¶ à‘wIm| Ho$ gmW Hw$b 281 
gh^m{J¶m| H$s CƒV‘ CnpñW{V XO© H$s JB©.
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 g‘mMma (CÎma) 

E‘.S>r. Ed§ gr.B©.Amo. lr amO{H$aU a¡ Or. H$m bIZD$ Xm¡am (19-21 ’$adar, 2021)

E‘.S>r. Ed§ gr.B©.Amo., lr amO{H$aU a¡ Or. Zo bIZD$ A§Mb ‘| 
H$m¶©aV ñQ>m’$ gXñ¶m| H$mo ñQ>m’$ ‘rqQ>J ‘| g§~mo{YV {H$¶m. Bg 
Adga na bIZD$ A§Mb à‘wI Ed§ ‘hmà~§YH$ lr amOrd {‘lm 
Ed§ bIZD$ joÌ à‘wI, lr g§Vmof Hw$‘ma ewŠbm Or ^r CnpñWV 
aho.

bIZD$ pñWV àmW{‘H$ {dÚmb¶ am‘ Amgao nwadm ‘| ñ‘mQ>© 
Šbmg H$m ew^ma§^ H$aVo hþE, lr amO{H$aU a¡ Or.

d¥hX F$U {dVaU {e{da H$m¶©H«$‘ ‘| bm^m{W©¶m| H$mo F$U {dVaU 
CÎma àXoe amÁ¶ Ho$ {dÎm ‘§Ìr lr gwaoe IÞm; E‘.S>r. Ed§ 
gr.B©.Amo., lr amO{H$aU a¡ Or. Ed§ {ZXoeH$ g§ñWmJV {dÎm 
{ZXoemb¶, CÎma àXoe, lr {ed qgh Ûmam {H$¶m J¶m. gmW ‘| h¢, 
bIZD$ A§Mb à‘wI, lr amOrd {‘lm Ed§ bIZD$ joÌ à‘wI, 
lr g§Vmof Hw$‘ma ewŠbm.

Bg Xm¡amZ ~¢H$ Ûmam lr am‘ OÝ‘-^y{‘ VrW© joÌ Q´>ñQ> H$mo 
bIZD$ A§Mb Ho$ ñQ>m’$ gXñ¶m| Ûmam EH${ÌV H$s JB© XmZ am{e 
~¢H$ Ho$ E‘S>r Ed§ grB©Amo lr amO{H$aU a¡ Or. Ûmam CÎma àXoe Ho$ 
‘w»¶‘§Ìr, lr ¶moJr Am{XË¶ZmW H$mo àXmZ H$s J¶r.

E‘.S>r. Ed§ gr.B©.Amo. Ho$ Bg Xm¡ao Ho$ Xm¡amZ 19 ’$adar 2021 H$mo 
~¢H$ Zo CÎmamI§S> amÁ¶ pñWV Jwé JmoaIZmW amOH$s¶ ‘hm{dÚmb¶ 
‘| {S>{OQ>b bmB©~«oar H$m bmoH$mn©U {H$¶m. bmB©~«oar H$m CX²KmQ>Z 
CÎmamI§S> Ho$ ‘w»¶‘§Ìr, lr {ÌdoÝÐ qgh amdV Ed§ CÎma àXoe 
Ho$ ‘w»¶‘§Ìr, ¶moJr Am{XË¶ZmW Ûmam ~¢H$ Ho$ E‘S>r Ed§ grB©Amo, 
lr amO{H$aU a¡ Or. H$s CnpñW{V ‘| dMw©Ab ê$n go {H$¶m J¶m. 
Bg Adga na ~¢H$ Ho$ bIZD$ A§Mb à‘wI, lr amOrd {‘lm Ed§ 
bIZD$ joÌ à‘wI, lr g§Vmof Hw$‘ma ewŠbm Or ^r CnpñWV aho.

~¢H$ Ho$ E‘.S>r. Ed§ gr.B©.Amo. lr amO{H$aU a¡ Or. Ûmam ¶y{Z¶Z ~¢H$ 
^dZ n[aga, bIZD$ Ho$ n[aga ‘| d¥jmamonU {H$¶m J¶m.



gm§ñH¥${VH$ H$m¶©H«$‘ H$s ewéAmV lr gr. E‘ {‘ZmoMm, joÌ 
‘hmà~§YH$, dmamUgr; lr ‘hmdra àgmX {ÛdoXr, Cn A§Mb 
à‘wI, dmamUgr, lr kmZoÝÐ Hw$‘ma qgh, joÌ à‘wI, à¶mJamO Zo 
Xrn àÁd{bV H$a {H$¶m.

jo.H$m. à¶mJamO Ho$ 
àm§JU ‘| 26 OZdar, 
JUV§Ì {Xdg na 
ÜdOmamohU H$aVo hþE, 
lr kmZoÝÐ Hw$‘ma qgh, 
joÌ à‘wI. gmW ‘|, 
joÌ Ho$ gwajm H$‘u VWm 
ñQ>m’$ gXñ¶.

^maV gaH$ma Ho$ "amï´>r¶ J«m‘rU AmOr{dH$m {‘eZ' Ho$ A§VJ©V 
AmË‘{Z^©a ̂ maV Ho$ bú¶ H$mo àmá H$aZo d J«m‘rU Jar~ ‘{hbmAm| 
Ho$ gnZm| H$mo gmH$ma H$aZo Ho$ CÔoí¶ go 02 ’$adar 2021 H$mo 
^rbdm‹S>m ‘| ñd¶§ ghm¶Vm g‘yhm| ‘| F$U ñdrH¥${V {e{da H$m 
Am¶moOZ {H$¶m J¶m. Bg H$m¶©H«$‘ ‘| {Obm H$boŠQ>a, lr {ed 
àgmX E‘ ZH$mVo ‘w»¶ A{V{W Wo. lr Ama. Ho$. OmJbmZ, A§Mb 
à‘wI, O¶nwa, lr Aa{~ÝX Hw$‘ma Mm¡Yar, joÌ à‘wI CX¶nwa, 
Zm~mS>© Ho$ {Obm {dH$mg A{YH$mar lr bmoHo$e g¡Zr bm^m{W©¶m| H$mo 
ñdrH¥${V nÌ àXmZ H$aVo hþE.

PMSVN, Mudra, Retail, SHG, Etc Schemes camp on Women's Day i.e. 8th March, 2021 approximately 100 Sanc�on 
Le�ers were distributed by Hon. CM Mr. Shivaji Singh Chauhan and Regional Head, Bhopal (Central) Mr. Amreen Khan. 
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jo.H$m., à¶mJamO Ho$ A§VJ©V pñWV J«m‘rU ñdamoOJma à{ejU 
g§ñWmZ (RSETI) ‘w§{gbmQ>nwa ^Xmohr Ûmam VrZ {Xdgr¶ {dboO 
{d{OQ> ‘m°S>çyb à{ejU H$m¶©H«$‘ H$m Am¶moOZ {X. 4-6 ‘mM© 
2021 VH$ {H$¶m J¶m. H$m¶©H«$‘ H$m ew^ma§^ lr C‘oe Hw$‘ma qgh, 
‘w»¶ gVH©$Vm A{YH$mar, gVH©$Vm {d^mJ, Ho$. H$m.; lr gr E‘ 
{‘ZmoMm, A§Mb à‘wI, A§. H$m. dmamUgr; lr kmZoÐ Hw$‘ma qgh, 
joÌ à‘wI, à¶mJamO; lr C‘oeHw$‘ma, AJ«Ur {Obm à~ÝYH$, 
^Xmohr; lr gwerbHw$‘ma, RSETI g§MmbH$ Ûmam Xrn à‚d{bV H$a 
{H$¶m J¶m. Bg Adga na lr C‘oe Hw$‘ma qgh, ‘w»¶ gVH©$Vm 
A{YH$mar Ûmam ^dZ H$m ^r {ZarjU {H$¶m J¶m.
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~¢H$ Ho$ "H$m°BZ ‘obm A{^¶mZ' Ho$ A§VJ©V 26 ‘mM©, 
2021 H$mo ñQ>m’$ gXñ¶m| H$mo ‘wÐm {g¸o$ {dV[aV H$aVo
hþE, lr AO¶ ~§gb, Cn A§Mb à‘wI, {X„r.

{X. 9 ’$adar, 2021 H$mo ñQ>ma ¶y{Z¶Z XmB© B©Mr bmB’$ 
BÝewa§g ñWmnZm {Xdg Ho$ Cnbú¶ ‘| jo.‘.à.H$m. {X„r ‘| 
Am¶mo{OV ~¡R>H$ ‘| CnpñWV {X„r A§Mb VWm ~r‘m H§$nZr Ho$ 
nXm{YH$mar.

¶y{Z¶Z ~¢H$ ñnmoQ>©g² Šb~, bIZD$ Ûmam df© 2021 Ho$ 
OZdar, ’$adar Ed§ ‘mM© ‘mh ‘| ñQ>m’$ gXñ¶m| Ho$ ~rM 
Q>o~b-Q>o{Zg, ~¡S>q‘Q>Z Ed§ {H«$Ho$Q> à{V¶mo{JVmAm| H$m 
Am¶moOZ {H$¶m J¶m. VXþnamÝV Cº$ Iob à{V¶mo{JVmAm| hoVw 
nwañH$ma-{dVaU g‘mamoh Ed§ JrV g§JrV H$m gm§ñH¥${VH$ 
H$m¶©H«$‘ Am¶mo{OV {H$¶m J¶m. g‘mamoh H$m g‘mnZ am{Ì^moO 
Ûmam {H$¶m J¶m.

{X. 14 ’$adar 2021 H$mo jo.H$m., à¶mJamO Ûmam RSETI 
^Xmohr ‘| ñQ>m’$ gXñ¶m| Ed§ CZHo$ n[adma Ho$ gXñ¶m|, ‘{hbmAm| 
¶Wm ~ƒm| hoVw Iob à{V¶mo{JVm Ed§ gm§ñH¥${VH$ H$m¶©H«$‘ H$m 
Am¶moOZ {H$¶m J¶m. 

¶y{Z¶Z ~¢H$ Am°’$ B§{S>¶m, AJ«Ur {Obm à~ÝYH$ H$m¶m©b¶, kmZnwa 
(^Xmohr), à¶mJamO Ûmam 15 OZdar 2021 H$mo "nrE‘ ñQ´>rQ> d|S>g© 
AmË‘{Z^©a {Z{Y-nrE‘ ñd{Z{Y' Ho$ bm^m{W©¶m| hoVw H$m¶©embm H$m 
Am¶moOZ {H$¶m J¶m VWm bm^m{W©¶m| Ho$ ~rM Š¶yAma H$moS> pñQ>H$a 
{dV[aV {H$E JE. Xrn à‚d{bV H$a H$m¶©embm H$m CX²KmQ>Z H$aVo hþE 
lr M§ÐeoIa Or, Cn {Obm{YH$mar, lr kmZoÝÐ Hw$‘ma qgh, 
joÌ à‘wI, lr C‘oe Hw$‘ma, AJ«Ur {Obm à~ÝYH$.  

jo.H$m.^monmb (g|Q´>b) ‘| {X.09 ‘mM© 2021 H$mo ‘mbdr¶ ZJa 
emIm ‘| [aQ>ob H«o${S>Q> H¢$n H$m Am¶moOZ {H$¶m J¶m. H¢$n ‘| joÌ 
‘hmà~§YH$, lr A{^OrV ~gmH$ Ed§ joÌ à‘wI, lr ApIboe 
Hw$‘ma Ûmam ‘mbdr¶ ZJa emIm {d{OQ> H$s JB© VWm emImAm| 
H$mo [aQ>ob Ho$ bú¶ àmá H$aZo Ho$ {bE àmoËgm{hV {H$¶m J¶m. 
H¢$n ‘| bJ^J 1 H$amo‹S> énE Ho$ [aQ>ob F$U ‘mo{~bmBO hþE.



lr am‘ Hw$‘ma OmJbmZ, joÌ ‘hmà~§YH$ Ûmam CX¶nwa joÌ H$m Xm¡am 
{H$¶m J¶m. joÌ ‘hmà~§YH$ lr am‘ Hw$‘ma OmJbmZ d joÌ à‘wI 
lr Aa{~ÝX Hw$‘ma Mm¡Yar Ûmam emIm à‘wIm| Ho$ gmW g‘rjm ~¡R>H$ 
H$m Am¶moOZ {H$¶m J¶m. gmb^a ‘| loð> H$m¶© H$aZo dmbo emIm 
à‘wIm| H$mo à‘mU nÌ d erëS> XoH$a gå‘m{ZV {H$¶m J¶m.

lr am‘ Hw$‘ma OmJbmZ, joÌ ‘hmà~§YH$; lr Aa{~ÝX Hw$‘ma 
Mm¡Yar, joÌ à‘wI Ûmam "F$U àg§ñH$aU à^mJ-gab', jo.H$m. 
CX¶nwa H$m CX²KmQ>Z {H$¶m J¶m. Bg Adga na lr {ddoH$ ‘rUm 
Cn joÌ à‘wI, lr gwaoe A§Jwamb, ghm¶H$ ‘hmà~§YH$ (gab); 
lr YraO e‘m©, ‘w»¶ à~ÝYH$ (gab) Ho$ gmW joÌr¶ H$m¶m©b¶ 
Ho$ ñQ>m’$ d {d^mJ à‘wI CnpñWV aho.

{X. 11.03.2021, H$mo A§Vam©ï´>r¶ ‘{hbm {Xdg Ho$ Adga 
na {~H«$‘ ‘| Am¶mo{OV ‘{hbm {deof F$U {e{da Ho$ Adga 
na ‘§Mm{gZ lr A{Zb Hw$arb, joÌ ‘hmà~§YH$, am§Mr,
lr Or.EZ. Xmg, joÌ à‘wI, nQ>Zm VWm AÝ¶ JU-‘mÝ¶ OZ.

{X. 11.03.2021 H$mo nQ>Zm ‘| Am¶mo{OV F$U {e{da Ho$ Adga 
na AnZo H$a-H$‘bm| go bm^mWu H$mo F$U ñdrH¥${V H$m XñVmdoO 
gwnwX© H$aVo hþE lr A{Zb Hw$arb, joÌ ‘hmà~§YH$, am§Mr VWm gmW 
‘| gd©lr Or.EZ. Xmg, joÌ à‘wI, nQ>Zm, e¡boÝÐ Hw$‘ma, Cn joÌ 
à‘wI, nQ>Zm, Ho$.S>r. Jwám, ghm¶H$ ‘hmà~§YH$, gab nQ>Zm, O¶ 
Hw$‘ma, ‘w»¶ à~§YH$, ~mo[a¨J amoS> emIm.

jo.H$m. ‘D$ Ho$ ZE n[aga H$m CX²KmQ>Z {X. 24.03.21 H$mo joÌ 
‘hmà~§YH$ dmamUgr, lr M§Ð ‘mohZ {‘ZmoMm Ûmam {H$¶m J¶m. 
gmW ‘|, lr gwZrb Hw$‘ma, joÌ à‘wI, ‘D$; lr a§OrV qgh, joÌ 
à‘wI, JmOrnwa Ed§ AÝ¶ ñQ>m’$ gXñ¶ CnpñWV aho.

jo.H$m., AmJam Ûmam 07 ‘mM©, 2021 H$mo g|Q> OmoÝg H$m°boO 
n[aga, AmJam Ho$ H«$s‹S>m ñWb na ‘¡ÌrnyU© {H«$Ho$Q> ‘¡M H$m Am¶moOZ 
{H$¶m J¶m. ¶h ‘¡ÌrnyU© ‘¡M ¶y{Z¶Z ~¢H$ joÌr¶ H$m¶m©b¶ H$s Q>r‘ 
VWm emImAm| H$s Q>r‘ Ho$ ~rM Iobm J¶m. ’$mBZb ‘¡M AmJam 
{Obm Ed§ ‘Wwam {Obo H$s emImAm| H$s Q>r‘ Ho$ ~rM Iobm J¶m, 
{Og‘| AmJam {Obo H$s emImAm| H$s Q>r‘ Ûmam {dO¶ àmá H$s JB©.
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 g‘mMma (nyd©) 

{X.18 ’$adar 2021 H$mo lr A‘aoÝÐ Hw$‘ma, jo.‘.à. H$mobH$mVm 
Ho$ H$a-H$‘bm| go J¶ognwa (nyd©-Am§Y«m) emIm Ho$ ZE n[aga H$m 
CX²KmQ>Z {H$¶m J¶m. gmW ‘| CnpñWV lr ‘¶§H$ ^maÛmO, joÌ 
à‘wI hmd‹S>m; lr amOoe Hw$‘ma qgh, Cn joÌ à‘wI hmd‹S>m Ed§ 
emIm à~ÝYH$, lr gmo‘ZmW ~ZOu (J¶ognwa emIm). 

àË¶oH$ df© H$s Vah Bg 
df© ^r 72d| JUVÝÌ 
{Xdg Ho$ Cnbú¶ ‘| 
jo.H$m. hmd‹S>m Ho$ n[aga 
‘| joÌ à‘wI, hmd‹S>m lr 
‘¶§H$ ^maÛmO Ho$ ZoV¥Ëd 
‘| H$m¶m©b¶ Ed§ emIm 
Ho$ g^r gXñ¶m| Ûmam 
JUVÝÌ {Xdg g‘mamoh 
‘ZmVo hþE amï´>r¶ ÜdO 
H$mo gå‘mZ {X¶m J¶m.  

{X. 13.01.2021 H$mo h‘mao ~¢H$ Ho$ H$m¶©nmbH$ {ZXoeH$, 
lr {~énmj {‘lm Ho$ ^wdZoœa Xm¡ao Ho$ Xm¡amZ ñQ>m’$ à{ejU 
H|$Ð, ^wdZoœa ‘| nm¡YmamonU {H$¶m J¶m. Bg Adga na ^wdZoœa 
A§Mb Ho$ ‘hmà~ÝYH$, lr a‘mH$m§V àYmZ Ed§ ñQ>m’$ à{ejU 
H|$Ð à^mar, lr nwîH$a Hw$‘ma {gÝhm g{hV g‘ñV ñQ>m’$ gXñ¶ 
CnpñWV aho.          

joÌr¶ g§¶§Ì g§gmYZ H|$Ð Ûmam Am¶mo{OV dm{f©H$ CÚmZ 
à{V¶mo{JVm 2021 Ho$ {bE ñQ>m.à.H|$., ^wdZoœa H$mo nÙ MaU 
‘o‘mo[a¶b nwañH$ma ‘| gd©loð> {ejU Ed§ à{ejU g§ñWm CÚmZ 
(‘Ü¶‘) Ho$ {bE àW‘ nwañH$ma go gå‘m{ZV {H$¶m J¶m.

JUVÝÌ {Xdg Ho$ Adga na ñQ>m.à.H|$., ^wdZoœa Ho$ àm§JU ‘| 
H|$Ð à^mar, lr nwîH$a Hw$‘ma {gÝhm Ûmam ÜdOmamohU {H$¶m J¶m 
{Og‘| H|$Ð Ho$ g‘ñV ñQ>m’$ gXñ¶ AnZo n[adma g{hV CnpñWV 
aho.
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{X. 11.02.2021 H$mo EgEMOr ‘| F$U H$mo ~‹T>mdm XoZo Ho$ {bE 
jo.H$m., J«oQ>a H$mobH$mVm ‘| H«o${S>Q> F$U {e{da H$m Am¶moOZ, 
lr A‘aoÝÐ Hw$‘ma, joÌ ‘hmà~§YH$; lr A{‘V Hw$‘ma {gÝhm, 
joÌ à‘wI Am¡a lr AéU ‘ÊS>b, Cn joÌ à‘wI H$s CnpñW{V 
‘| VrZ emImAm| am{Z¶m, ~wéb Am¡a nmoAmbr Ûmam {H$¶m J¶m. 
Bg H«o${S>Q> H¢$n ‘| bJ^J 3 H$amo‹S> Ho$ F$U ñdrH¥${V nÌm| H$mo 
{dV[aV {H$¶m J¶m.



{X.06.01.2021 H$mo g^r emIm à‘wIm| Ho$ {bE Am¶mo{OV 

‘m{gH$ H$mamo~ma g‘rjm ~¡R>H$ H$s AÜ¶jVm lr A‘aoÝÐ Hw$‘ma 

Pm, joÌ ‘hmà~§YH$, H$mobH$mVm VWm lr ‘¶§H$ ^maÛmO, joÌ 

à‘wI, hmd‹S>m H$s CnpñW{V ‘| H$s JB©. ~¡R>H$ ‘| "‘mB© ~¢H$, ‘mB© 

H$mgm H¡$ånoZ' Ho$ Xm¡amZ hmd‹S>m joÌ Ho$ nQ>menwa H$ñ~m emIm 

Zo 800+ ImVo Imobo {OgHo$ {bE joÌ ‘hmà~§YH$ Ûmam CÝh| 

gå‘m{ZV {H$¶m J¶m.

{X. 30 ‘mM© 2021 H$mo jo.H$m., XþJm©nwa ‘| hfm}„mg Ho$ gmW  
hmobr CËgd H$m Am¶moOZ {H$¶m J¶m.

26 OZdar 2021 H$mo jo.H$m., XþJm©nwa ‘| g^r ñQ>m’$ gXñ¶m| 
Zo gn[adma JUVÝÌ {Xdg Ho$ Am¶moOZ ‘| ^mJ {b¶m. Cn joÌ 
à‘wI, lr {Za§OZ MVwd}Xr Zo ÜdOmamohU {H$¶m.

26 OZdar 2021 H$mo jo.H$m., J«oQ>a H$mobH$mVm ‘| g^r ñQ>m’$ 
gXñ¶m| Zo gn[adma JUVÝÌ {Xdg Ho$ Am¶moOZ ‘| ^mJ {b¶m.

 g‘mMma (n{ü‘) 

{X. 16.01.2021 H$mo jo.‘.à. Ah‘Xm~mX, lr à‘moX Hw$‘ma 
gmoZr Ûmam jo.H$m. ~‹S>m¡Xm H$m Xm¡am {H$¶m J¶m. Bg Adga na 
joÌ Ho$ AYrZ g^r emImAm| Ho$ emIm à‘wIm| H$s g‘rjm ~¡R>H$ 
H$m Am¶moOZ Am°ZbmBZ ‘mÜ¶‘ go {H$¶m J¶m. jo.H$m., ~‹S>m¡Xm 
VWm AYrZñW emImAm| d {d^mJm| H$s H$m¶©-àJ{V na MMm© 
H$s J¶r. Bg Adga na joÌ à‘wI, lr gË¶OrV ‘hm§Vr, Cn 
joÌ à‘wI, lr gË¶a§OZ ZÝXm Zo joÌ H$s H$mamo~ma pñW{V H$s 
OmZH$mar Xr J¶r.

72d| JUVÝÌ {Xdg Ho$ Adga na jo.H$m. ~‹S>m¡Xm Ho$ n[aga ‘| 
JUVÝÌ {Xdg g‘mamoh H$m Am¶moOZ {H$¶m J¶m. Bg Adga 
na joÌ à‘wI, lr gË¶OrV ‘hm§Vr Ed§ gab à‘wI, lr ~r Ho$ 
{‘lm Zo ÜdOmamohU H$a amï´> Ed§ g§{dYmZ Ho$ à{V gå‘mZ ì¶º$ 
{H$¶m. BgHo$ gmW hr g§{dYmZ Ûmam {X¶o JE ‘m¡{bH$ A{YH$mam| 
Am¡a H$V©ì¶m| H$m nwZ… ñ‘aU {H$¶m J¶m.
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{X. 04 go 08.01.2021 VH$ ~¢H$ Ûmam MbmE JE '¶y{Z¶Z 
‘mBëg ‘hmbm°{JZ S>oµO' A{^¶mZ Ho$ A§VJ©V ~‹S>m¡Xm joÌ Zo 
ApIb ^maVr¶ ñVa na MVwW© ñWmZ àmá {H$¶m.  Bg emZXma 
CnbpãY hoVw {X 12.01.2021 H$mo Ho$H$-H$mQ> H$a Oý ‘Zm¶m 
J¶m. Bg Adga na joÌ à‘wI, lr gË¶OrV ‘hm§Vr Ed§ Cn 
joÌ à‘wI, lr gË¶a§OZ ZÝXm Zo nyar grEOr Q>r‘ Am¡a H«o${S>Q> 
Q>r‘ H$s gamhZm H$s.

{X. 01 OZdar 2021 H$mo jo.H$m., Zm{gH$ ‘| {Z¶{‘V ì¶m¶m‘ 
H$aZo Ho$ {bE OmJê$H$Vm ~‹T>mZo hoVw g^r ñQ>m’$ gXñ¶m| (‘{hbm 
Ed§ nwéf) Zo ßb¢H$ ì¶m¶m‘ H$s à{V¶mo{JVm ‘| gh^m{JVm H$s.

jo.H$m. amOH$moQ> ‘| 26 OZdar H$mo JUV§Ì {Xdg Ho$ Adga na 
lr àXrn Hw$‘ma lrdmñVd, joÌ à‘wI Ed§ CnpñWV g^r ñQ>m’$ 
gXñ¶

{X. 8 OZdar 2021 H$mo Zm{gH$ joÌ H$s J¥hn{ÌH$m '¶y{Z¶Z 
n§MdQ>r' H$m {d‘moMZ, A§Mb à‘wI lr à‘moX Hw$‘ma Jwám Ûmam 
{H$¶m J¶m. Bg Adga na Zm{gH$ joÌ Ho$ joÌ à‘wI, S>m° A{OV 
‘amR>o, Cn joÌ à‘wI lr g§O¶ bH$‹S>m, gab à‘wI lr AZyn 
Vambo Ed§ emIm à~§YH$ CnpñWV Wo.

qnnar (nyd© Am§Y«m ~¢H$), dmB©, AmHw$S>u emIm ‘| nrE‘ ñd{Z{Y 
¶moOZm Ho$ A§VJ©V gaH$ma Ho$ "‘¢ ^r {S>{OQ>b A{^¶mZ' H$mo 
AmJo ~‹T>m¶m J¶m. nwUo (n{ü‘) H$s {d{^Þ emImAm| ‘| Bg àH$ma 
Ho$ ñd{Z{Y H¢$n Ho$ ‘mÜ¶‘ go 850 go A{YH$ nrE‘ ñd{Z{Y 
Ho$ ImVo Imobo JE Am¡a CÝh| Š¶yAma H$moS> Am¡a ¶ynrAmB© AmB©S>r 
Ho$ ‘mÜ¶‘ go {S>{OQ>b Q´>m§Oo³eZ H$aZo Ho$ {bE àmoËgm{hV {H$¶m 
J¶m. Š¶yAma {dVaU H$aVo hþE joÌ à‘wI, lr‘Vr emaXm ‘y{V©.  

{X. 04.01.2021 H$mo ñnmoQ>©g² J{V{d{Y Ho$ ê$n ‘| EH$ 
{H«$Ho$Q> ‘¡M H$m Am¶moOZ Zm{gH$ eha Ho$ Q>’©$ ‘| {H$¶m 
J¶m, {Og‘| nwéf ñQ>m’$ gXñ¶m| Ho$ gmW ‘{hbm ñQ>m’$ 
gXñ¶m| Zo ^r ~‹T> M‹T>H$a {hñgm {b¶m. Hw$b 8 Q>r‘m| Ho$ 
~rM ¶h à{V¶mo{JVm Iobr JB©. {dOoVmAm| H$mo joÌ à‘wI 
S>m° A{OV ‘amR>o Ûmam nwañH¥$V {H$¶m J¶m.
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{X. 18 OZdar 2021, H$mo jo.H$m.nwUo (n{ü‘) Ûmam AmHw$S>u 
emIm ‘| "¹$mBZ ‘obm' Am¶mo{OV {H$¶m J¶m. "¹$mBZ ‘obo' ‘| 
‘w»¶ A{V{W Ho$ Vm¡a na lr ‘ZmoO a§OZ, ‘hmà~ÝYH$, [aOd© 
~¢H$ Am°’$ B§{S>¶m, lr à‘moX Hw$‘ma Jwám, joÌ ‘hmà~ÝYH$, nwUo 
CnpñWV aho. lr Amo. nr. ~bmoXr, joÌ à‘wI, joÌr¶ H$m¶m©b¶ 
nwUo (nyd©), lr‘Vr emaXm ‘y{V©, joÌ à‘wI, nwUo (n{ü‘) Am¡a 
{d{^Þ emImAm| go 106 J«mhH$ Am¶moOZ ‘| em{‘b hþE.

jo.H$m., ZmJnwa Zo à{Vdf© H$s Vah 
Bg df© ̂ r ~¢H$ H$s {g{db bmBÝg 
emIm n[aga ‘| 72 dm§ JUVÝÌ 
{Xdg hfm}„mg Ho$ gmW ‘Zm¶m. 
Bg H$m¶©H«$‘ H$m ÜdOmamohU joÌ 
à‘wI, lr gw‘oa qgh gamo¶m Zo 
{H$¶m. H$m¶©H«$‘ ‘| à‘wI ê$n go 
Cn joÌ à‘wI, lr A‘aZmW 
Jwám, ghm¶H$ ‘hmà~§YH$; lr 
E‘. dr. EZ a{d e§H$a, ‘w»¶ 
à~ÝYH$, gwlr AZrH$‘ ~wYamOm, 
lr O¶ ~hmXþa qgh, Egmo{gEeZ 
à‘wI lr Oo S>r. ‘m¡XoH$a Ed§ gmW 
hr ¶y{Z¶Z ~¢H$ Ho$ ñQ>m’$ gXñ¶ 
^r ~S>r g§»¶m ‘| CnpñWV aho.
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{X. 13.03.2021 H$mo Ah‘Xm~mX ‘| Am¶mo{OV A§Va joÌr¶ 
{H«$Ho$Q> à{V¶mo{JVm Ho$ nyb ‘¡M ‘| jo.H$m., gyaV H$s Q>r‘ Zo OrV 
XO© H$s. 

{X. 26.01.21 H$mo 72d| JUV§Ì {Xdg Ho$ Adga na jo.H$m. gyaV 
Ho$ Z¶o n[aga Ho$ àm§JU ‘| lr àm§Ob ~mOno¶r, joÌ à‘wI, gyaV 
Ûmam ÜdO ’$ham¶m J¶m. Bg H$m¶©H«$‘ ‘| lr ZraO Vmo‘a, Cn joÌ 
à‘wI, gyaV; lr A{‘V Hw$‘ma, gab à‘wI, gyaV; lr ào‘gmJa 
qgh, ghm¶H$ ‘hm à~§YH$ Ed§ emIm à‘wI, gyaV ‘w»¶ (B©-H$m°n©) 
Zo ^r AnZo {dMma ì¶º$ {H$E. jo.H$m. Ed§ gyaV eha H$s emImAm| 
Ho$ ñQ>m’$ ^r CnpñWV aho.  

ObJm§d {Obo Ho$ A§VJ©V AmZo 
dmbr [a¨JUJmd emIm Zo ñd¶§ 
ghm¶Vm g‘yh H$s ‘{hbmAm| 
H$mo OZdar ‘mh ‘| F$U {dV[aV 
{H$¶m, {Oggo CZ ‘{hbmAm| 
Zo ‘eê$‘ H$m CËnmXZ ~‹S>r hr 
Hw$ebVm go {H$¶m. 

jo.H$m. nwUo (n{ü‘) Ûmam ‘mM© {V‘mhr ‘| Am¶mo{OV {H$E JE 
H¡$ånoZ-EZnrEg H¡$ånoZ (n|Q>mJZ Egoå~br àmBdoQ> {b{‘Q>oS>), 
g¡boar ImVm H¡$ånoZ (Ho$S>r BbopŠQ´>H$b àmBdoQ> {b{‘Q>oS>), 
ñd{Z{Y H¢$n (’$b ‘§S>r) H$s PbH$.



{X. 26 OZdar 2021 H$mo JUV§Ì {Xdg Ho$ Cnbú¶ ‘| joÌ 
à‘wI, S>m°. A{OV ‘amR>o Ûmam jo.H$m. Zm{gH$ Ho$ n[aga ‘o 
ÜdOmamohU  {H$¶m J¶m. Bg Adga na CnpñWV ñQ>m’$ gXñ¶.

{X. 26 ‘mM© 2021 H$mo jo.H$m., A‘amdVr n[aga ‘| hmobr 
{‘bZ g‘mamoh H$m Am¶moOZ {H$¶m J¶m. Bg Adga na joÌ 
à‘wI, lr g§Ord d‘m© d H$m¶m©b¶ Ho$ AÝ¶ ñQ>m’$ gXñ¶.

 g‘mMma (X{jU) 

{X. 15.03.2021 H$mo h‘mao à~§Y {ZXoeH$ Ed§ gr.B©.Amo.,
lr amO {H$aU a¡ Or. Ho$ H$a H$‘bm| go gab, {dO¶dm‹S>m Ho$ 
ZE n[aga H$m CX²KmQ>Z {H$¶m J¶m. CZHo$ gmW h¢, {dO¶dm‹S>m 
A§Mb à‘wI, lr dr. ~«÷mZÝX aoÈ>r, Cn A§Mb à‘wI lr Ho$.dr. 
amd, {dO¶dm‹S>m Ho$ joÌ à‘wI, lr doJo a‘oe Am¡a gab à‘wI 
(ghm¶H$ ‘hm à~ÝYH$), lr ‘Ê¶‘. 

{X. 11.01.21 H$mo {demImnÅ>Z‘ A§Mb Ho$ g^r joÌm| ‘| H$m°B©Z 
‘obm Am¶mo{OV {H$¶m J¶m {Og‘| bJ^J 47 bmI én¶o Ho$ 
H$m°B©Z {dV[aV {H$E JE. J«mhH$m| H$mo ñWm{ZH$ amBVw ~mOma ‘| 
H$m°B©Z ~m±Q>Vo hþE, lr ~r lr{Zdmg eoÅ>r, joÌ ‘hmà~ÝYH$ VWm 
lr AO¶ Hw$‘ma, joÌ à‘wI, {demImnÅ>Z‘.
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{X. 25.03.21 H$mo ~¢H$ H$s gr.Eg.Ama ¶moOZm Ho$ A§VJ©V 
gm§Ü¶oa emIm Zo àmW{‘H$ {dÚmb¶, gm§Ü¶oa Ho$ {dÚm{W©¶m| 
H$mo ñHy$b ~¡J {dV[aV H$aVo hþE, ñHy$b ~¡J {dV[aV H$aVo hþE 
lr ‘hoe Omoer, emIm à~§YH$, gm§Ü¶oa emIm, gmW ‘| CnpñWV h¢, 
àmW{‘H$ {dÚmb¶ Ho$ {ejH$ Ed§ gm§Ü¶oa emIm Ho$ ñQ>m’$ gXñ¶. 

{X. 27.02.2021 H$mo àYmZ‘§Ìr ñd{Z{Y ¶moOZm Ho$ A§VJ©V 
lr àm§Ob ~mOno¶r, joÌ à‘wI, gyaV Ûmam ñQ´>rQ> d|S>g© H$mo F$U 
{dV[aV {H$E J¶o. Bg Adga na lr am‘Ho$e, ‘w»¶ à~§YH$, 
jo.H$m., gyaV VWm lr g§Xrn Hw$‘ma, emIm à‘wI, CYZm CÚmoJZJa 
emIm CnpñWV aho.  



{X. 12 ’$adar 2021 H$mo lr {XZoe Hw$‘ma JJ©, H$m¶©nmbH$ {ZXoeH$ Ûmam ñQ>m. à. H|$, h¡Xam~mX H$m Xm¡am {H$¶m J¶m. Bg Xm¡amZ 
CÝhm|Zo H|$Ð Ho$ nyao n[aga, drgr H$j Ed§ nyao àemg{ZH$ ^dZ d à{ejU M¡Zbm| H$m {ZarjU {H$¶m VWm H|$Ð H$s ~ohVar Ho$ ~mao ‘| 
MMm© ^r H$s. Bg Adga na joÌ ‘hm à~§YH$, lr ^mñH$a amd H$mao, lr a{d Hw$‘ma, Cn ‘hmà~§YH$, lr CX¶ Hw$‘ma IOmZo, ghm¶H$ 
‘hmà~§YH$ VWm Ho$ÝÐ à^mar, lr‘Vr ~rEEb H$m‘oœar Ûmam CZH$m ñdmJV {H$¶m J¶m. lr {XZoe Hw$‘ma JJ©, H$m¶©nmbH$ {ZXoeH$ Ûmam 
H|$Ð n[aga ‘| d¥jmamonU ^r {H$¶m J¶m. 
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jo.H$m., {VédZ§Vnwa‘² H$m Xm¡am E’$OrE‘Amo, ‘§Jbwê$ Ho$ 
grOrE‘, lr E‘ dr ~mbgw~«{U¶‘ Ûmam {X. 20.03.21 H$mo 
{H$¶m J¶m. grOrE‘, lr E‘ dr ~mbgw~«‘{U¶‘; joÌ à‘wI 
lr‘Vr lrH$bm Eb. Ho$; Cn joÌ à‘wI lr H$ZH$amOw gr. 
emIm à~§YH$m| H$s ~¡R>H$ ‘| CnpñWV aho.  

{X. 06.01.21 H$mo {demImnÅ>Z‘ A§Mb Ho$ ‘hmà~ÝYH$,
lr ~r lr{Zdmg eoÅ>r Zo jo.H$m., H$m{H$Zm‹S>m Ho$ A§VJ©V 
AaQ²bmH$Å>m emIm Ho$ ZE n[aga H$m CX²KmQ>Z {H$¶m. Bg 
Adga na ‘hmà~ÝYH$ Ho$ gmW I‹S>o h¡, lr gæ¶oX Odmha, joÌ 
à‘wI; lr Ho$ d|H$Q>oœam amd, Cn joÌ à‘wI, H$m{H$Zm‹S>m VWm 
emIm Ho$ ñQ>m’$ gXñ¶.

{X. 8 ’$adar, 2021 H$mo lr amO{H$aU a¡ Or., à~§Y {ZXoeH$ Ed§ ‘w»¶ H$m¶©nmbH$ A{YH$mar Ûmam ~obJmdr Xm¡ao Ho$ Xm¡amZ jo.H$m., 
~obJmdr Ûmam Am¶mo{OV ñQ>m’$ ~¡R>H$ H$mo g§~mo{YV {H$¶m J¶m Ed§ H$mamo~ma ‘| CËH¥$ï> H$m¶© {ZînmXZ H$aZo dmbr emImAm| H$mo nwañH¥$V 
{H$¶m J¶m. Bg Adga na lr ~r. lr{Zdmg amd, joÌ ‘hmà~§YH$ ~|Jbyé; lr S>r.Ho$. H$Zdm[a¶m, joÌ à‘wI, ~obJmdr Ed§ joÌm§VJ©V 
g^r emImAm| Ho$ emIm à‘wI Am{X CnpñWV Wo.

à~§Y {ZXoeH$ Ed§ grB©Amo H$m ~obJmdr Xm¡am

H$m¶©nmbH$ {ZXoeH$ H$m ñQ>m.à.H|$, h¡Xam~mX Xm¡am



jo.H$m., {VédZ§Vnwa‘² ‘| 72dm§ JUV§Ì {Xdg g‘mamoh ~‹S>o 
Yy‘Ym‘ go ‘Zm¶m J¶m Bg Adga na CnpñWV lr‘Vr lrH$bm 
Eb Ho$, joÌ à‘wI, gwajm A{YH$mar Am¡a gh n[adma CnpñWV 
ñQ>m’$ gXñ¶.

Shri J J Mohanty, DFS Observer distribu�ng sanc�on 
le�ers & QR codes to beneficiaries under PMSVANIDHI 
scheme on  27.02.21 at RO, Visakhapatnam. On this 
occasion Mr. B. Srinivasa Se�y, FGM, Shri G.N. Gami, 
DZH, FGMO, Visakhapatnam and  Shri Ajay Kumar, RH, 
RO, Visakhapatnam are also seen.

{X. 08.03.21 H$mo jo.H$m., {Vé{Mamn„r Ûmam A§Vam©ḯ>r¶ ‘{hbm 
{Xdg Ho$ Adga na 'H$m‘H$mOr ‘{hbmAm| H$s MwZm¡{V¶m± d 
Adga' {df¶ na Am¶mo{OV do{~Zma ‘| {deof A{V{W, lr‘Vr 
YZerbr {Xì¶ZmWZ, nm[adm[aH$ gbmhH$ma Ed§ qbJ ^oX d 
OrdZ H$m¡eb à{ejH$ H$mo gå‘m{ZV H$aVo hþE lr nr gw~«‘{U¶‘, 
‘w»¶ à~§YH$, lr nr Am{Xgm‘r, ‘w»¶ à~§YH$(gVH©$Vm), 
lr O¶nm°b Oo VWm Cn joÌ à‘wI, lr amYmH¥$îU S>r.
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Shri V Murali, Regional Head, Tiruchirappalli 
inaugura�ng the new premises of Eraiyur Branch on 
27.01.2021. Also seen Shri K Shesha Sai Kumar, Branch 
Head, Eraiyur branch & Members of Team Eraiyur.

Shri V Murali, Regional Head, Tiruchirappalli addressing 
the gathering during Retail Loan Mela conducted at 
Perambalur branch on 24.12.2021.

lr E‘ dr ~mbmgw~«‘Ê¶‘, ‘w»¶ ‘hmà~§YH$ Ed§ A§Mb à‘wI 
‘§Jbyé Ûmam dMw©Ab én go dS>¸$Zƒoar emIm Ho$ Z¶o n[aga 
H$m CX²KmQ>Z {H$¶m J¶m. gmW ‘| CnpñWV h¡, lr S>r MÝÐ‘mohZ 
aoÈ>r, ‘hmà~§YH$ (S>rEAmaQ>r) Ho$ÝÐr¶ H$m¶m©b¶, ‘w§~B©.

ZE df© Ho$ Adga na jo.H$m. H$mo{f¸$mo‹S> ‘| Ho$H$ H$mQ>H$a CËgd 
‘ZmVo ñQ>m’$ gXñ¶. gmW ‘| CnpñWV, lr {X ‘hoœaæ¶m, joÌ 
à‘wI Ed§ Cn joÌ à‘wI, lr Q>r {edXmg 
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YwñH$m PmaI§S> H$m EH$ à{gÕ ì¶§OZ h¡ {Ogo 
bmoJ gm‘mÝ¶ {XZm| ‘| Am¡a gmW hr {H$gr 
{deof Adga na ^r ImZm ng§X H$aVo h¢. Bgo 
~ZmZo H$s {d{Y {ZåZmZwgma h¡.

gm‘J«r : 1 H$Q>moar Mmdb, 1/2 H$Q>moar MZo 
H$s Xmb, 1/4 H$Q>moar C‹S>X H$s Xmb, 1 
Må‘M H$mbr {‘M©, 2 Må‘M gm~wV Oram, >1 
N>moQ>m Må‘M AXaH$, 3-4 har {‘M©, 1/4 
N>moQ>r Må‘M htJ, 1/2 N>moQ>r Må‘M hëXr 
nmCS>a, Z‘H$ ñdmXmZwgma, 100 J«m‘ VbZo 
Ho$ {bE Vob

{d{Y : g~go nhbo Mmdb Am¡a Xmb H$mo 
AÀN>o go Ymo H$a 3-4 K§Q>o Ho$ {bE {^Jmo X|. 
{’$a Mmdb Am¡a Xmb Ho$ {‘lU H$mo {‘Šga 
‘| AXaH$ Ho$ EH$ N>moQ>o Qw>H$‹S>o Am¡a 2-3 har 
{‘M© S>mb H$a ‘hrZ nrg b|. BgH$m ~¡Q>a Z 
Vmo Á¶mXm nVbm Am¡a Zm hr Á¶mXm Jm‹T>m hmoZm 
Mm{hE. A~ ~¡Q>a H$mo T>H$ H$a 3-4 K§Q>m| Ho$ 
{bE AÀN>o go ’$a‘|Q> hmoZo Ho$ {bE aI Xo. 
O~ ¶o AÀN>o go ’$a‘|Q> hmo OmE V~ YwñH$m 
~ZmZo Ho$ {bE ¶h V¡¶ma h¢. BgHo$ ~mX Bg ~o~r qaH$s nwaVr

H|$.H$m.‘§w~B©

YwñH$m
ì¶§OZ

~¡Q>a ‘| gm~wV Oram, H$mbr {‘M© nmCS>a, hëXr 
nmCS>a, Z‘H$ Am¡a htJ S>mb H$a AÀN>o go 
{‘Šg H$a b|. 

A~ H$‹S>mhr ‘| Vob S>mb H$a Ja‘ hmoZo X|. 
{’$a Bg‘| 1 H$bN>r ^a H$a YwñH$m H$m Kmob 
S>mbZm h¡. Ü¶mZ aI| {H$ Kmob H$mo Ho$db EH$ 
hr OJh na {Jam H$a ñd¶§ go ’¡$bZo X|. A~ 
Am§M H$mo ‘r{S>¶‘ H$a YwñH$m H$mo Vb|Jo. XmoZm| 
Va’$ go Bgo nbQ> H$a ~«mCZ hmoZo VH$ Vb b|. 
O~ g^r YwñHo$ ~Z H$a V¡¶ma hmo OmE§ V~ 
Amn BgH$mo Ja‘m Ja‘ Amby, H$mbo MZo H$s 
gãOr Am¡a har MQ>Zr Ho$ gmW namog|.

g{X©¶m| ‘| ImZnmZ

H$m Oyg Am¡a gpãO¶m| H$m Oyg {nE§.

ß¶mO H$s Vmgra J‘© hmoZo Ho$ H$maU Bgo 
g{X©¶m| ‘| ImZm ghr h¡. ß¶mO Omo‹S>m| ‘| XX© 
Ho$ Abmdm, H$ãO, Jbo ‘| Iame Am¡a gXu-
OwH$m‘ H$s g‘ñ¶m go ^r {ZOmV {XbmVr h¡. 
gXu-OwH$m‘ hmoZo na ß¶mO H$mo H$ÔÿH$g H$aHo$ 
CgH$m ag {ZH$mb b|. Cg‘| Wmo‹S>m-gm ehX 
Am¡a H$mbr {‘M© {‘bmH$a Bgo godZ H$a| Bggo 
Jbo H$s Iame Am¡a gXu-OwH$m‘ H$s g‘ñ¶m 
Xÿa hmoVr h¡.

AXaH$ ‘| àMwa ‘mÌm ‘| E§Q>r ~m¶mo{Q>H$ VËd 
hmoVo h¢. IwX H$mo gXu-OwH$m‘ go ~MmZo Ho$ 
{bE AXaH$ dmbr Mm¶ {nE§. AXaH$ g{X©¶m| 
‘| eara H$mo J‘u nhþ§MmH$a gXu-OwH$m‘ O¡gr 
~r‘m[a¶m| go Xÿa aIVm h¡.

AnZo {XZ^a Ho$ S>mBQ> MmQ>© ‘| ‘wÆ>r ^a ‘odo-
~mXm‘, H$mOy, {H$e{‘e, {nñVm, AIamoQ> 
Am{X H$mo em{‘b H$a|. S>mB{~Q>rO Ho$ ‘arOm| 
Ho$ {bE ¶h ~hþV ’$m¶Xo‘§X hmoVo h¢. BZH$m 
godZ {XZ ‘| {H$gr ^r g‘¶ H$a gH$Vo h¢. 
¶h AmnH$mo nyao {XZ D$Om©dmZ ~Zm¶o aIZo Ho$ 
gmW-gmW gohV‘§X ^r aI|Jo. 

‘m¡g‘ Ho$ AZwgma ImZnmZ h‘mam eara 
ñdñW aIZo ‘| EH$ ~hþV hr Ah‘² 

^y{‘H$m {Z^mVm h¡. AmO h‘ OmZZo dmbo h¡ 
{H$ g{X©¶m| ‘| h‘mam ImZ-nmZ {H$g àH$ma 
hmoZm Mm{h¶o. g{X©¶m| H$m ‘m¡g‘ ImZo-nrZo Ho$ 
{bhmO go g~go ~ohVarZ hmoVm h¡. Bg ‘m¡g‘ 
‘| Omo ^r Im¶m OmVm h¡ dh AmgmZr go nM 
OmVm h¡ Š¶m|{H$ nmMZ j‘Vm AÀN>r ahVr h¡. 
Amhma ‘| J‘u àXmZ H$aZo dmbo MrµOm| H$mo Bg 
‘m¡g‘ ‘| em{‘b H$aZm Mm{hE. Bg ‘m¡g‘ 
‘| hmoZo dmbr g‘ñ¶mAm| H$s AJa ~mV H$a| 
Vmo gXu-OwH$m‘, gwñVr Am¡a Ambñ¶ O¡gr 
g‘ñ¶m Á¶mXmVa XoIr OmVr h¡.

gXu Ho$ ‘m¡g‘ ‘| AÝ¶ {XZm| Ho$ ‘wH$m~bo 
OR>am{¾ VoOr go H$m‘ H$aZo Ho$ H$maU h‘| 
^yI Á¶mXm bJVr h¡. O~ eara ~mha H$s 
gXu go IwX H$mo ~MmZo H$m H$m‘ H$aVm h¡ Vmo 
Cg à{H«$¶m ‘| eara H$s D$Om© IM© hmoVr h¡ 
Am¡a A{V[aº$ H¡$bmoar ~Z© hmoVr h¡. Bg H$maU 

 {à¶m§H$m Am§JdbH$a
Ho$.H$m. _w§~B©

O~ ^r ^yI bJo V~ Im boZm eara H$mo D$Om© 
XoVm h¡.

Amhma hmo H¡$gm : amoJ à{VamoYH$ j‘Vm ~‹T>mZo 
Ho$ {bE E§Q>r Am°ŠgrS|>Q> VËd Am¡a {dQ>m{‘Z 
gr H$m AnZo Amhma ‘| g‘mdoe H$a|. {dQ>m{‘Z 
gr ¶wº$ ’$b O¡go go~, g§Vam, A§Jya, A‘ê$X, 
AZma Am§dbm Am¡a Zr~y Am{X Amhma ‘| 
em{‘b H$aZm Mm{hE. 

g{X©¶m| ‘| nmbH$ {‘bVm h¡. nmbH$ ‘| Am¶aZ 
Am¡a ’$m°{bH$ E{gS> ^anya ‘mÌm ‘| hmoZo Ho$ 
gmW E§Q>r Am°ŠgrS|>Q> ^r hmoVo h¢. Vmo Bg gãOr 
H$mo AnZo Amhma ‘| em{‘b H$aZm Z ^ybo.

JmOa, MwH§$Xa, ‘ybr, nÎmm Jmo^r, {e‘bm 
{‘M©, ~«moH$mobr H$mo gbmX Ho$ Vm¡a na BñVo‘mb 
H$a gH$Vo h¢. Bg ‘m¡g‘ ‘| {‘bZo dmbm H$Ôÿ 
^r gohV Ho$ {bE ~hþV bm^Xm¶H$ hmoVm h¡.

Imbr noQ> EH$ {Jbmg AOdm¶Z dmbm nmZr 
{nE§ Bggo eara J‘© ahoJm. BgHo$ {bE amV 
‘| EH$ {Jbmg nmZr ‘| Wmo‹S>r gr AOdm¶Z 
S>mbH$a aI X|. gw~h Bgo JwZJwZm H$aHo$ N>mZ 
H$a {nE§. {XZ^a ‘| gmV-AmR> {Jbmg nmZr 
{nE§.

Bg ‘m¡g‘ ‘| Z‘r H$‘ hmoZo Ho$ H$maZ ËdMm 
ewîH$ hmo OmVr h¡. Vab nXmW© H$m godZ H$aHo$ 
Bg g‘ñ¶m H$mo Xÿa aIm Om gH$Vm h¡. ’$bm| 

hoëW {Q>ßg
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"¶y{ZYmam' H$m ZdrZV‘ A§H$ n‹T>Zo H$m Adga àmá hþAm. 76 n¥ð> H$s Bg n{ÌH$m H$s {df¶ gyMr Zo hr BVZm AmH${f©V {H$¶m {H$ nyar n{ÌH$m 
Ü¶mZ go n‹T>Zo H$s BÀN>m hþB© Š¶m|{H$ n{ÌH$m ‘| em¶X hr H$moB© {df¶ ANy>Vm ahm hmo. gVH©$Vm O¡go {‘eZ H$mo g‘{n©V ¶h n{ÌH$m gyMZmnaH$ Am¡a 
kmZdY©H$ hmoZo Ho$ gmW-gmW nmR>H$m| H$m ‘Zmoa§OZ ^r H$aVr h¡. qhXr A§J«oOr XmoZm| ^mfmAm| ‘| N>nr ¶h n{ÌH$m gyMZm àm¡Úmo{JH$s Ed§ AÝ¶ {df¶m| 
H$mo qhXr ^mfm ‘| ^r VH$ZrH$s kmZ àmá àXmZ H$aVr h¡ {deofH$a lr {dœmg Hw$‘ma AmZ§X H$m "Ý¶y A§~«obm E§Q>rQ>r' H$m boI. gwdUm© gy¶©H$m§V 
H$Ýhmbo Or H$m boI "¶h ZoV¥Ëd Zht Amgm§', nmR>H$m| Ho$ ‘Z ‘| MwZm¡{V¶mo go n[a{MV H$admVo hþE CËgmh ^r OmJ¥V H$aVm h¡.

Bgr àH$ma A‘Z gŠgoZm Or H$m H$hmZr "na{hV g[ag Y‘© Zqh ^mB©' g‘mO Ho$ H$‹S>do ¶WmW© H$mo {M{ÌV H$aVo hþE AË¶§V ‘m{‘©H$ ~Z n‹S>r h¡. 
n{ÌH$m Ho$ boIm| ‘| Iob OJV, ñdmñÏ¶, ¶moJ Am¡a A§J«oOr ‘| lr H$m{V©Ho$¶ Or Ho$ boI, ‘wÞma O¡gr OJh H$s newAm| H$m gw§Xa {MÌU AË¶§V 
‘Zmohmar àVrV hmoVm h¡. BgHo$ Abmdm n{ÌH$m AnZo ~¢qH$J joÌ H$s MwZm¡{V¶m| Am¡a AmJm‘r nr‹T>r H$s Amoa g§Ho$V H$aVo hþE H$m ¶wdm A{YH$m[a¶m| 
H$m ^{dî¶ {Z‘m©U H$aVr hþB© àVrV hmoVr h¡.

A§V ‘| Ho$db BVZm hr H$hZm MmhVr hÿ§ {H$ n{ÌH$m H$mo XoIH$a gmoMm Wm {H$ AnZo gwPmd ^r Xÿ§Jr {H$ÝVw O~ BgHo$  g‘ñV {df¶m| H$mo n‹T>m Vmo 
Eogm bJm ‘mZmo Bg‘| gwPmdm| H$s H$moB© {deof Amdí¶H$Vm hr Zht h¡ Š¶m|{H$ n{ÌH$m ha Ñ{ï> go A{V CÎm‘ h¡. ¶y{Z¶Z Ymam Ho$ g§nyU© g§nmXH$ 
‘§S>b H$mo gmYwdmX. Amem h¡ ‘wPo ^{dî¶ ‘| ^r Bg n{ÌH$m Ho$ A§H$ àmá hmoVo ah|Jo.

nyZ‘ gw^mf
godm{Zd¥Îm ‘w»¶ AYrjH$ (amO^mfm)

qhXþñVmZ noQ´>mo{b¶‘ H$m°nm}aoeZ {b.

AmnH$s J¥h n{ÌH$m "¶y{Z¶Z Ymam' H$m {gVå~a 2020 
A§H$ àmá hþAm. YÝ¶dmX. ¶h  A§H$ "AmË‘{Z^©a ^maV'  
{deofm§H$ h¡, Omo {H$ nyU©V… g‘gm‘{¶H$ h¡. AmnH$s n{ÌH$m 
Ho$ AmË‘{Z^©a ^maV g§~§Yr boI AË¶§V kmZdY©H$ Ed§ g§J«h 
H$a aIZo ¶mo½¶ h¢. AmË‘{Z^©a ^maV A{^¶mZ ‘| EZ Ama 
AmB© H$s ^y{‘H$m VWm ^maVr¶ ~¢H$m| ‘| H|$Ðr¶ Ho$.dmB©.gr. 
a{OñQ´>r H$m H$m¶m©Ýd¶Z g§~§Yr boI kmZdY©H$ h¢. 

bÔmI Ho$ AmH$f©H$ ’$moQ>mo Ed§ A§{V‘ n¥ð> H$m ’$moQ>mo ‘Z H$mo 
amo‘m§{MV H$aVo h¢.

AmnHo$ Ûmam CËH¥$ï> Ed§ gma J{^©V àH$meZ Ho$ {bE g§nmXH$s¶ 
gbmhH$ma ‘§S>b H$mo hm{X©H$ ~YmB©¶m§ Ed§ ew^H$m‘ZmE§.

amOrd dmîU}¶ 
ghm¶H$ ‘hmà~§YH$ (amO^mfm)

H|$Ðr¶ H$m¶m©b¶, g|Q´>b ~¢H$ Am°’$ B§{S>¶m, ‘w§~B©

AmnHo$ Ûmam ào{fV ¶y{Z¶Z Ymam H$m AŠQy>~a-{Xg§~a A§H$ àmá hþAm. 
~hþV-~hþV YÝ¶dmX. Bg n{ÌH$m ‘| àH$m{eV boI, H${dVmE± ~hþV 
hr gOrd, öX¶ñneu Ed§ kmZdY©H$ ‘mby‘ n‹S>Vr h¢. n{ÌH$m H$s 
gmO g‚mm ~hþV hr gw§Xa Ed§ AmH$f©H$ h¡. Amn Ed§ g§nmXH$ ‘§S>b 
~YmB© Ho$ nmÌ h¢. n{ÌH$m go g§ñWm ‘| amO^mfm H$m¶m©Ýd¶Z H$s J{V 
H$m ^mZ hmoVm h¡.

Bg gw§Xa A§H$ H$mo àH$m{eV H$aZo Ho$ {bE AmnH$mo Ed§ g§nmXH$ ‘§S>b 
H$mo hm{X©H$ ~YmB©. ‘¢ H$m‘Zm H$aVr hÿ± {H$ n{ÌH$m H$s ¶h CËH¥$ï>Vm 
gX¡d ~Zr aho.

gwlr ñZohm Xþ~o
‘§S>b H$m¶m©b¶,O~bnwa

n§Om~ ZoeZb ~¢H$

87  ¶y{Z¶Z Ymam, OZdar-‘mM©  2021

EH$ ZXr h¡, EH$ {H$Zmam, D$±Mm aho, {Va§Jm ß¶mam  
àVmn, MÝÐJwá H$s ¶h ^y{‘, OrdZ H$m AmYma h‘mam 
EH$ hr Ymam ‘| ~hH$a h‘, ah| ¶y{Z¶Z AZ§VH$mb VH$ 
{MaH$mb VH$ aho VéU‘¶, gH$b OJV ‘| ¶y{Z¶Z Ymam

ñZoh Omo‹S>Vr, nb-nb H$hVr, gVV àdm{hV, H$b-H$b ~hVr
g§V¥á ‘Z H$m ‘mÌ ghmam, Hw$gw‘ n„{dV "¶y{Z¶Z Ymam'

~oUwYa Xmg 
ghm¶H$ {ZXoeH$

H|$Ðr¶ gVH©$Vm Am¶moJ

¶y{Z¶Z ~¢H$ H$s Aºy$~a-{Xg§~a 2020 {Û^m{fH$ J¥hn{ÌH$m ¶y{Z¶Z Ymam 
àmá hþB©. g~go nhbo ‘¢ ¶hm± na EH$ ~mV ñnï> H$aZm MmhVm hÿ± {H$ Bg 
Vah H$s n{ÌH$mE± Z Ho$db ñQ>m’$ gXñ¶m| H$mo EH$ ‘§M àXmZ H$aVr h¡ 
{Og‘| do AnZo {dMma àH$Q> H$a gH$Vo h¢, A{nVw Cg ~¢H$ Ho$ H$m¶m©Ýd¶Z 
H$m AmB©Zm ^r h¢. BZ n{ÌH$mAm| Ho$ ‘mÜ¶‘ go Z Ho$db AmgmZr go 
amO^mfm H$m àMma-àgma hmoVm h¡ ~pëH$ ñQ>m’$ Ho$ nmg AnZm g§Xoe 
àñVwV H$aZo H$m EH$ geº$ ‘mÜ¶‘ hmoVm h¡. 
Bg n{ÌH$m H$s ~mhar gOmdQ>, Am§V[aH$ {df¶ dñVw H$m’$s gw§Xa VWm 
AmH$f©H$ h¡ Omo {H$ gm’$ Vm¡a go g§nmXH$s¶ JwUm| H$s Amoa Ü¶mZ AmH${f©V 
H$aVm h¡. ‘oar ¶hr Amem h¡ {H$ Bg n{ÌH$m Ho$ ha ZE A§H$ ‘| Bgr Vah 
Ho$ AmH$f©H$ boI N>nVo aho.    

g§Vmof nmR>H$ 
joÌr¶ H$m¶m©b¶, nwUo

B§{S>¶Z AmodagrO�~¢H$
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