[image: image1.png]srrron




[image: image2.png]srrron




Assam Administrative Reforms Commission

 ASSAM ADMINISTRATIVE REFORMS COMMISSION

Recommendations  For

A. Quick Movement of Files

B. Employee Motivation & Proper Work Culture

C. Efffective Redressal of Public Grievances & furnishing information to the visitors to the Secretariat

D. “Single-Window” facility for investors/ entrepreneurs

E. Rationalization of Government  departments

QUICK MOVEMENT OF FILES

Since the efficiency of the government depends on quick movement of files, the Assam Administrative Reforms Commission makes the following recommendations for improving the entire process at the various levels of decision-making in government.

1. The Desk Officer system

The Desk Officer system should be introduced in a phased manner, beginning with a few departments, like Home, Personnel, Industries and Commerce, Agriculture, Administrative Reforms and Training, etc., and gradually covering all major departments.

In this system, the files, papers, etc. related to a subject are processed and put up by an officer – the Desk Officer (DO) – who is an Under Secretary, a Deputy Secretary or a Joint Secretary.  The DO is helped by a few (one or two, sometimes more) support staff called Administrative Assistants (AAs).  These AAs are like personal assistants/ stenographers, who are also well conversant in the work of the “desk”.  UDAs/ LDAs do not put up files; they may, however, help the DO in finding relevant information, documents, precedent, background, etc., though proper record keeping can minimize that need.

If the DO system is introduced, the support staff can be found from the UDAs, LDAs and typists by training and redeploying them as Administrative Assistants (AA – grade I, II, III).  The Superintendents of the departments may act as the custodian of records of the “desks”.

The DO system can speed up movement of files by cutting the levels of decision-making and making the entire process more efficient.  The DO can also take the lead role and facilitate the decision process on complex, multi-dimensional subjects, where wider consultations and getting opinions of many are desirable.

The DO can be an Under Secretary/ Deputy Secretary/ Joint Secretary – depending on the importance of the subject and the availability of officers, but he/she should be one of the best officers in the department, since the success of the system depends on the quality of the officer.  The senior most Secretary should nominate the DO, who can also reallocate the desks from time to time among the DOs in the department.

The DO should be only for priority work – decided by the senior most Secretary.  For each important subject handled within a department, there could be a DO (this will need a well-defined distribution of work among the officers in the department), and one officer can handle several “desks” (which may even be in different departments).

The details can be worked out after studying the DO system in the Govt. of India, where this system has been working in many departments for quite some time, and in some other states (Haryana, Punjab) where Secretariat work has been reorganized/ redesigned recently.  The Kerala Administrative Reforms Commission has also recommended the introduction of the DO system.

The DO was introduced in Assam Secretariat a few decades back, but it failed for various reasons, including the fact that not much thought was given to properly planning the system before introducing it, work distribution was not well-defined, necessary support staff  were not provided and the officers assigned were not knowledgeable about the work of the desks.

II. Streamlining the workflow

The following recommendations for streamlining the workflow in the Secretariat may be considered; if accepted, they will need to be taken into account in updating the Manual of Office Procedure.

1. The levels of decision-making should be reduced to a maximum of three:

a) The processing level – the Desk Officer

b) The deciding level – Secretary/ Commissioner/ Principal Secretary, as per the allocation of work

c) The approving level – Secretary/ Commissioner/ Principal Secretary/ CS/ Minister/ CM/ Cabinet/Governor, as per the Rules of Executive Business

The senior most officer in the department, while making the distribution of work among the officers in the department, should also define the levels at which the various matters would be disposed off.

2. The officer to whom the Dak is addressed should pass orders or indicate the course of action on the body of the Dak.  A large proportion of papers can be disposed off in this manner.

3. The officer concerned should make priority markings on the body of important Dak so that the importance of the paper is well understood by the diarist and the staff.

4. To ensure time-bound disposal of Dak and files, the senior most officer in the department should review the pendancy list every fortnight.

5. Opening of part files should be allowed only with the express approval of the seniormost Secretary in the department.

6. Consultations with the referral departments, e.g., Finance, Personnel (B), Administrative Reforms and Training, etc., should be judiciously used – and not without the approval of the concerned Secretary.  The referral departments should dispose off the files within a fortnight.

III. The Rules/Manuals of Office Procedure

Since the provisions of the Manual of Office Procedure guide the movement of files and disposal of work in the Secretariat, the following recommendations are made.

1. The Manual of Office Procedure (Secretariat) 1981 should be updated, simplified, and adequate number of copies should be printed.  The current Manual is old, bulky, and almost out of print, though the main ideas contained therein are still valid.

2. Extracts of the most relevant provisions of the Manual should be printed in a handy booklet form and be made available to Secretariat officers/staff for easy reference.

3. The Manual/Rules should be translated into official and associate languages.

4. Arrear lists, as provided in the Secretariat Manual, should be made mandatory.

IV. Training

Often the officers posted to the Secretariat from the field (Districts, Subdivisions, etc.) are not well conversant with the rules and procedures to be followed in Secretariat work.  They have to depend upon the Assistants, leading to loss in efficiency of decision-making.  Therefore, the following recommendations are made.

1. Upon being posted for the first time to the Secretariat, officers should undergo orientation training, covering the Rules of Executive Business, the Manual of Office Procedure, etc.  Training programmes should be designed accordingly, with relevant content, including the guidelines for speedy disposal of files.

2. Refresher courses on the lines suggested above may also be arranged for periodic training of the officers posted in the Secretariat, including those coming back to the state after long stints outside.

3. Equally important is the training of the Secretariat staff; they should be given induction as well as periodic refresher training.  Guidelines for speedy disposal of files should be included and emphasized in these training programmes.  Such training may also be linked to promotions, crossing of EB, etc.

4. The abovementioned training programmes, including those for the staff, can be organized at the Assam Administrative Staff College, with carefully developed content and the right kind of trainers, including guest faculty from outside.

V. IT applications/ E-Governance

A separate set of recommendations is being made, since IT has a very significant role to play in facilitating the movement of files and disposal of work in the Secretariat.

EMPLOYEE MOTIVATION & PROPER WORK CULTURE

There is a general perception that work culture has deteriorated due to lack of motivation of employees and efficiency of the government has suffered.  To improve this situation, the Assam Administrative Reforms Commission makes the following recommendations.

I. Performance-linked Incentives

Incentives – both positive and negative – linked to individual performance should be introduced to motivate employees and improve work culture.  In the current system, there is little reward for good work, bad work frequently goes unpunished, and non-performance has become a low-risk hiding strategy.  Positive incentives could be non-monetary, linked to individual performance, in the form of recognition, e.g., appreciation letters signed by the Secretary/ CS/ CM, etc., which inspire others and encourage the individual to keep doing well.  These should be based on explicit criteria made known to all concerned well in advance so that expectations could be set and performance measured periodically over the year through a participatory appraisal system (explained in a later section below).

Unlike the impersonal, punishment-oriented system built into present service rules, the new system should be based on the employee and the supervisor working closely with mutual trust, agreed upon performance expectations, and fairness in rewards and corrective action.  It would be possible to tackle poor performance or non-performance proactively, as the employee would be under regular scrutiny of the supervisor, affording opportunities for timely corrective action and minimizing recourse to complex, time-consuming departmental proceedings, which would still be needed for intractable cases.

II. Performance Appraisal

In order to get the best out of the employees in a positive, mutually supportive manner, a new performance appraisal system will have to replace the current ACR system.  This should be on the lines of the performance appraisal system followed in ISO 9000 companies (a copy of the forms used is attached, which could be modified for our purposes).  This appraisal has three clear advantages over the current ACR system – 

(a) Participatory:  In the new system, the employee reported upon would be able to participate in own performance appraisal at all stages, right from the initial goal setting, together with his/her supervisor.

(b) Timely:  Unlike the current system, where ACRs are written once for the year or a reporting period shorter than a year – and that too long after the reporting period is over, performance appraisal in the new system would be done at the end of every quarter of the reporting year.  Each time, the employee would also be able to participate and would get to understand his/her strengths, scope for improvement, etc.  The supervisor would use these opportunities to give both positive and negative feedback and to communicate the employee’s progress.  The appraisal reports would be signed in agreement by the employee as well as the supervisor, and the employee would have the right to bring on record any disagreement.

(c) Not impersonal:  Again, unlike the current ACR system, which lacks personal involvement of the employee and the reporting officer, the proposed appraisal system offers much opportunity for the supervisor to inspire desirable action, and to take timely corrective action.

III. Reporting System and Organizational Chart

From the above description, it is obvious that the new system would also require changes in the reporting system.  The current reporting system is impersonal, the emphasis is on designation and not on the individual; everyone works for the government, which is an abstract entity, and hardly anyone feels any real need for reporting to his/her immediate superior on a regular and direct basis.  This allows (even forces) the employees (officers as well as staff) to be on their own.  This “self-managed” system wishes that everyone would discharge his/her duties and responsibilities conscientiously in the greater public interest at all times, ignoring the human tendency of responding to incentives and disincentives – and without a sound reporting system, it would not be easy to have a well-functioning incentive system.

In order to have an effective reporting system, organizational charts with clear lines of reporting should be introduced in each department; each officer and staff should have a designated superior to report to.  Everyone should get in touch with his/her immediate supervisor almost on a daily basis, if even for a few minutes, and have “one-on-one” meetings every fortnight or month to share information, ideas, opinions, problems, etc.  Each department should have departmental officers’ meeting every month and all-employee (officers as well staff) meeting every quarter.

IV.  Job Charts

Well-defined job charts for employees at all levels should be introduced; these are necessary, since work is organized, expectations are set, and performance is appraised on the basis of the job charts.  Although some flexibility would be needed, particularly at the higher levels of the organizational hierarchy, the core content for each category of work should be is laid out clearly.  That would enable every individual to know what he/she is supposed to deliver at the minimum, and not to feel genuinely bad if corrective action is taken for failure on that account.

V.  Selection and Promotion

For improving the quality of personnel in the Secretariat, the following suggestions could be considered for implementation after due consultations.

1. Training should be mandatory across the career of the Assam Secretariat Service employees – induction training, refresher training at well-defined intervals, and trainings linked to promotions/ EB crossing/ selection to a different category post, etc.  These trainings could be organized at the Assam Administrative Staff College, with appropriately designed content and the right kind of faculty, including guest faculty.  Training modules could be obtained from outside sources as well, e.g., the Govt. of India, the Indian Institute of Public Administration, etc.

2. The Secretariat Training School should be shifted to, or even merged with, the Assam Administrative Staff College for improving the quality of training to the Secretariat employees, and also the field level employees, who are supposed to be trained at the Secretariat Training School.

3. Promotion from Grade IV to Assistants should be carefully scrutinized; this avenue should be available only on the merit or merit-cum-seniority basis – and that too when the educational qualifications are met, and not on the seniority basis alone.

4. The empanelment system should be considered for promotion to the Joint Secretary level in the ACS.

5. Similarly, there should be empanelment for promotion of the Secretariat Superintendents to the Under Secretary level.

VI. Work Environment

Poor condition physical environment is known to affect the quality of work output in all human organizations, and the Assam Secretariat cannot be an exception.  Cramped and dirty work areas, broken or dilapidated furniture, non-ergonomic seats, poor lighting, unhygienic toilet facilities, etc., are well-known problems.  Solving these problems will be of definite help in improving employee productivity.

The new Secretariat building should be so designed that a whole department could be accommodated in a hall like accommodation with all necessary infrastructure and facilities at one place as followed in corporate offices.  Even states like Haryana has been following this pattern and getting good results.

EFFECTIVE REDRESSAL OF PUBLIC GRIEVANCES &

FURNISHING INFORMATION TO THE VISITORS TO THE SECRETARIAT
A citizen-friendly government should give high priority to redressal of public grievances, since the government, being a service organization, is supposed to provide services to the public and to meet people’s needs and aspirations.  Effective and timely redressal of public grievances is also a hallmark of responsive and responsible governance.  In order to have such a system firmly in place, the Assam Administrative Reforms Commission makes the following recommendations.
1. Separation of public grievance matters from the Pensions and Public Grievances (PPG) Department

Public grievance matters should be separated from pension matters, since these two parts of the PPG department do not have any synergy.  Also, a large proportion of the grievances are pension-related and thus against the PPG department themselves.  In any case, the PPG department do not do much to get the grievances redressed; they simply forward the complaints to the concerned departments, with hardly any follow-up, monitoring, etc.

The public grievances part of the PPG department should be tagged with the Administrative Reforms and Training (AR & T) department, on the pattern of the Govt. of India’s Department of Administrative Reforms and Public Grievances.

2. Public Grievances Review Committee

A public grievances review committee should be constituted under the Chief Secretary.  This committee should have mandatory monthly meetings to review redressal of public grievances, with the senior most Secretary of all concerned departments in attendance.  The Additional Chief secretary can preside over the meeting when the CS is out-of-station.

Such high level review would not only force the departments to give due attention to public grievances but also help iron out any inter-departmental coordination issues.  The monthly review cycle would also help timely redressal of grievances.

3. Director of Public Grievances

A Secretary or Joint Secretary from the department to which the public grievances part of the PPG department is tagged should be appointed as the Director of Public Grievances (DPG).  This position should be responsible for coordinating redressal of public grievances by all departments.  The DPG should be authorized to review public grievances with all concerned departments/ organizations, and also authorized to call for relevant records from the concerned departments in cases pending beyond a certain period.  This Director could assist the CS-level review committee, and coordinate with HOD /DC/ SDO-level facilitation centres.  The Secretariat-level facilitation centre (described below) can function under the control of the DPG.  The RPRS programme can also be coordinated state wide via this Director.  The DPG should maintain a website via which the public may lodge complaints, confirm receipts of complaints, check the status of their own complaints, seek other information, etc.

4. Secretariat-level Facilitation Centres

A number of information desks (5 or 6) should be opened in the circular building outside the Secretariat main gate, equipped with computers connected to a central server under the Director of Public Grievances, where a database will be maintained with updated information on public grievances and other information for which the visitors commonly come to the Secretariat.  The information desks will access the database via a local area network (the Secretariat LAN that is being laid out right now could be extended to include these) and will give up-to-date information to the visitors.

The public can also access information from this database over the Internet from anywhere (CICs, cyber cafés, home or office computers, etc.).  They can also use the same channels to lodge grievances.

For the software platform, the public grievances package developed by the NIC could be adopted with suitable modifications.

5. Directorate/HOD-level Facilitation Centres

Although all HODs with public dealings were supposed to maintain a PG cell in their directorates, enquiries from some major directorates have revealed that either such cells don’t exist or they don’t do any meaningful work.  Instead of the PG cells of this kind, the HODs should open facilitation centers at their directorates on the lines of the DCs/ SDOs.  The Director of Public Grievances at the Secretariat can also monitor the functioning of these facilitation centres.

6. DC/ SDO-level Facilitation Centres

Under orders from the Govt., public facilitation centres have been opened at all DC and SDO (Civil) offices.  However, the attention given to these centers depends much on the individual officer’s interest.  For this reason, these centers have not functioned well at some places.  Therefore, it should be made imperative for the DCs/ SDOs to take personal interest in keeping these centres active.  Moreover, to maintain the vibrancy of the system, the RPRS programme should be effectively monitored and evaluated on periodic basis.  Also, the Divisional Commissioners as well as the proposed state-level Director of Public Grievances should monitor the functioning of these mechanisms regularly.

7. Mandatory, time-bound redressal (Receipt – Redressal – Reply cycle)

At all levels of the government, time-bound redressal of public grievances must be made mandatory.  Receipt of the grievances should be promptly acknowledged, and reply to the complainant should follow the redressal without any delay.  This receipt-redressal-reply cycle should be kept going on at all levels in a continuous quality improvement (CQI) mode.  The DPG should be authorized to ensure this across the board in the govt. offices.

8. Accountability of the departments/ govt. offices

All departments and govt. offices must be made accountable for timely redressal of public grievances under their jurisdiction.  Unless these entities turn around the complaints and provide timely data to the Director of Public Grievances, it would not be possible to maintain the recommended information desks near the Secretariat gate.  Also, credibility of the government will suffer, since public expectations would be raised but the fulfillment part will be lacking.  Therefore, the senior most Secretary of the department should be made responsible for timely redressal of public grievances involving the department. Also, a nodal officer should be designated in each department who will keep in touch with the Director of Public Grievances on a regular basis and will update the DPG’s database in a timely manner.

9. Regular analysis of the public grievance trends

The trends emerging from the public grievances database should be analyzed at regular intervals to understand the nature, volume, causes, etc., of the complaints and to give meaningful feedback to the departments/ authorities concerned.  This exercise will also help in keeping a finger on the pulse of the state of affairs in the state, which could prove to be a valuable input in ensuring good governance.

10. Periodic survey of the visitors to the Secretariat

The visitors to the Secretariat should be surveyed periodically to understand the reasons that bring them there, their problems, potential solutions, effectiveness of the measures taken by the government, etc.  This could be done using a simple questionnaire (a sample is attached), selecting the respondents randomly from the line formed outside the Secretariat gate.  It would be necessary to keep the questionnaire short, simple, and to the point, so as to avoid irritating the visitors and wasting a lot of time in filling out surveys.  The questionnaire should be made available in the official and associate languages so that the visitor is given only the version with which he/she is most comfortable.  The data so generated should be analyzed in the manner recommended above.

It would be more credible if this job were entrusted to some independent, non-governmental organization.  Initially, the Assam Administrative Reforms Commission would conduct this survey.
“SINGLE-WINDOW” FACILITY FOR INVESTORS/ENTREPRENEURS

The aim:

To promote private sector investment by issuing all necessary approvals/ clearances in a time-bound manner through a single agency in the government.

Past efforts:

Earlier attempts, e.g., “Udyog Vikash” and later “Udyog Sahayak” (Industrial Policy, 1986) had limited success, the most important reasons being the following:

· Inadequate delegation of powers to the Udyog Sahayak-level officers (Directorate of Industries/AIDC) for clearing different aspects of the projects.  The proposals had to be referred to the highest line authorities, and inordinate delays could not be avoided.

· A three-tier set up envisaged in the Industrial Policy, 1986, i.e., Udyog Sahayaks at (1) Directorate/AIDC level, (2) Commissioner level, and (3) State level under the Minister of Industries.  This became too cumbrous, leading to disappointment amongst the investors/entrepreneurs.

Recommendations:

A high-powered Committee of Secretaries (to be named Investment Promotion Board - IPB) should be created on the pattern of the Govt. of India’s Secretariat for Industrial Approvals (SIA) for medium or large industries (and significant investments in other sectors not declared as industries, e.g., tourism, etc.), leaving the Directorate/ AIDC-level Udyog Sahayak for the SSI/tiny sector.

The IPB should be constituted as follows: 

Chairman:
Chief Secretary (the Addl. Chief Secretary will preside in the absence of the CS)
Members:

Highest-level secretary (Principal Secretary/Commissioner

and Secretary/Secretary) of the following departments:

a. Finance

b. Power, along with the Chairman, ASEB

c. Revenue

d. The controlling department for the Pollution Control Board, along with the Chairman, Pollution Control Board
e. Industry and Commerce (Member-Secretary)
Any other departmental secretary may be invited to the IPB meeting, if a subject relates to that department.

The Member-Secretary will receive and process the applications for investment, and after processing, will place them before the IPB within a fortnight.

The IPB would meet at least once a fortnight.

The Member-Secretary will circulate the agenda and agenda notes for the meeting at least seven days in advance.

The IPB will discuss the proposals, and may invite the applicants for a face-to-face discussion.

The Member-Secretary will submit the minutes of the IPB meetings to the Chief Minister through the Minister of Industry and Commerce for approval.

Upon receiving approval of the CM, the Member-Secretary will intimate the concerned departments for necessary action within a fixed time frame.

The IPB will also monitor the functioning of the Directorate/AIDC-level Udyog Sahayak and give necessary directions to expedite any pending matter within a fixed time frame.

The “single-window” facility created in this manner will generate confidence among the investors/ entrepreneurs and also expedite implementation of the projects for the benefit of Assam.

RATIONALIZATION OF GOVT. DEPARTMENTS

The Commission, after reviewing the existing formation of different Govt. departments in Assam and studying the consolidation patterns of different state governments, particularly the one implemented by the Government of Chattisgarh, recommends that the allied departments in the Government of Assam should be grouped together in the following manner so as to make the departments streamlined, cohesive and performance-oriented.  Such rationalization and consolidation will also reduce the overlapping of functions across different departments.

Recommended Departments


Departments/subjects to be included
1. Administrative Reforms & Training Dept

1. Administrative Reforms & Training








2. E-Governance








3. Public Grievances (from PPG Dept)

2. Agriculture Department



1. Agriculture








2. Fishery








3. Veterinary & Animal Husbandry

3. C.M.’s Secretariat




1. C.M’s Secretariat








2. Parliamentary Affairs








3. 20-point programme (from P&D)








4. Monitoring Cell

4. Education Department
(minus Museum and Archaeology and Library Services)

5. Election Department



No change

6. Environmernt & Forests Department

1. Environment & Forests (including 








Pollution Control)








2.Soil Conservation

7. Food, Civil Supplies & Cooperation Dept

1. Food and Civil Supplies








2. Cooperation

8. Health & Public Health Engineering Dept

1. Health & Family Welfare








2. Public Health Engineering

9. Hill Areas Department



No change

10. Home Department




1. Home








2. Political








3. Border








4. Passport








5. Transport (regulatory/enforcement parts)








6. Implementation of Assam Accord

11. Industries & Commerce Department

1. Industries & Commerce

2. Public Enterprises








3. Handloom, Textiles & Sericulture








4. Mines and Minerals

12. Law Department




1. Legislative








2. Judicial

(LR should be an independent entity not under any department, but administrative assistance may be provided through the Law Dept.)

13. Panchayat & Rural Development Department
No change

14. Personnel Dept




1. Personnel








2. Secretariat Administration








3. GAD








4. Printing & Stationary

15. Finance Deptt 




1. Expenditure








2. Pensions

3. Economic Affairs (including Taxation, Excise, Land revenue, Motor Vehicle taxes, Budget)

16.Planning or Plan Finance Department


1. Plan Finance








2. State Plan (including additional resource 








mobilization)








3. Economics and Statistics








4. Monitoring & Evaluation

17. Power Department



1. Electricity








2. Non-conventional Energy Sources

18.Public Works Department



No change

19.Revenue, Relief & Rehabilitation Dept

1. Land management (not land revenue)

2. Relief & Rehabilitation (including natural calamities)

20.Social Justice & Empowerment Dept

1. WPT&BC (including SC)








2. Labour & Employment

3. Minorities Development (including Char Areas Development)








4.Social Welfare








5.Women and Child Development

21. Sports and Youth Welfare Department

No change

22.IT & S & T Department



1. Information Technology 

2. Science & Technology (minus Pollution Control and Non-conventional Energy Sources)

23.Culture & Tourism Department


1. Culture 

2. Tourism








3. Information & Public Relations

4. Museum and Archaeology (from Education)








5. Library Services (from Education)

24.Urban Development Department


1. Urban Development








2.Guwahati Development

25.Water Resources Department


1.Flood Management








2.Irrigation

After consolidation of State Government Departments in groups having allied activities, the following principles should be followed in posting of Secretaries:

· Charges like Home and Personnel should be headed by the Chief Secretary himself, assisted by senior Secretaries.

· Finance & Planning may be headed by an Additional Chief Secretary, assisted by senior Secretaries.

· Chief Secretary & Additional Chief Secretary may be assisted by senior Secretaries like Commissioner & Secretary as branch in-charges with clear-cut job charts and key performance areas.

· Second category of major charges like Education, Social Justice and Empowerment, Forests & Environment, Revenue, Relief & Rehabilitation, Health and P.H.E., etc. may be headed by Principal Secretaries.

· Other charges may be headed by Secretaries.

· The rank of the Secretary should be upgraded to supertime scale of IAS, like other major States.

· The present grade of Secretary may be designated as Special Secretary, and officers of the selection grade in IAS (minimum 13 years of service / equivalent seniority in ACS) should only be posted as Special Secretary.

· Special Secretary/ Additional Secretary/ Joint Secretary may be posted as branch in-charge of the aforesaid departments, each one of them having clear-cut job charts and key performance areas.

· Deputy Secretaries and Under Secretaries should work as Desk Officers.

· A few posts of Head of Departments, viz. Director of P & RD, DLR, Director of Industries & Commerce, and Commissioner of Taxes should be filled up by super time scale IAS officers.

· No IAS officer having less than 10 years of service and ACS officers having less than 20 years of service should be posted as Deputy Commissioner.  This is essential, as the DC is required to function as the leader of all the Govt. Departments at District level.  This objective could be achieved only if the DC has adequate administrative experience and wisdom to carry on district level officers of other departments as well as district level public leaders with him.

· Divisional Commissioners should be full time officers with headquarters as notified by Government at the time of creation of the post of Divisional Commissioner.  No Secretariat assignment should be given to the Divisional Commissioner, whose primary responsibility should be periodic inspection of offices of DCs, SDOs, Circle Officers, Block Development Officers, Municipalities, etc.  Such inspections will improve the efficiency of the Government Departments at the grass root level.  They should also monitor overall law and order situation of their Divisions and keep the Chief Secretary informed.

· Divisional Commissioners should also function as Divisional Development Commissioners, for timely coordination and implementation of all development programmes including rural development.  For this purpose, they must have powers to exercise control over the field-level development departments.  They should also be responsible for timely redressal of public grievances – and responsible for monitoring the system of redressal and evaluating the quality of redressal.

· Ad-hoc appointment of officers in different grades should be stopped forthwith.  Officers must have fixed tenure with adequately explicit job charts and key areas of performance so that accountability could be fixed in case of failure.  From the experience, it has been found that the officers having several charges in different departments on ad-hoc basis are not able to do justice to any of the departments, and as a result, Government functioning suffers.

Jatin Hazarika, Chairman, Assam Administrative Reforms Commission

T. L. Barua, Member



N. K. Chaudhury, Member

P. K. Chaudhury, Member


Bharati Sharma, Member

J. P. Saikia, Member



Mahadeo Jalan, Member

                              A. K. Singh, Member-Secretary
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