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FOREWORD

The National Commission on Labour appointed the Study
Group for Heavy Engineering Industry in jts. attempt to
understand the changes in conditions of labour in . that indu-
stry since Independence. This was one.of the series of Study
Groups set up for different industries. The Study Group was
required to analyse available information and project its- thin-
king on labour problems in the Heavy Engineering industry
for the years to come taking into account.the possible develop-
ments in the industry.

The views expressed in the report are. the views of the
Study Group. In examining them for.framing its :final recom-
mendations, the Commission® will attach. ‘due importance to
these views coming as they do from knowledgeable persons in
the Heavy Engineering industry. In the meanwhile, the report
is being published by the Commission with a view to secking
comments on it from persons/institutions interested in the
development of that industry.

The Commission is grateful to the Chairman and Members
of the Study Group individually for completing their work
within the time limit fixed for. them. The Commission is also
grateful to all persons/mstltutlons who. may have helped the
Study Group in reaching its Conclusions.

(P.B. Gajendragadkar)
Chairnan.

National Commission on Labour,
D-27, South Extension, Part-II;

New Delhi-16.



MEMBERS

Shri R. S. Pande,
Resident Director
Tisco and Telco,
Jamshedpur
Shri S. K. Datta.
General Manager,
Burn & Company,
Howrah
Shri N. K. Sen Gupta
"Managing Director,
Mining and Allied Machinegy
Corporation
Durgapur
Shii C. E. Cargim,
Jessop & Company,
Calcutta
Shri .Gopeéshwar,.
General.Secretary, .
[ndian:National Iron apd
Steel. Workers® Federation
W2/8, The Crescent,
Burnpur (Burdwan)-
Shri. Ram . Desai,
‘Secretary,
Hind Mazdoor Sabha,
Nagindas Chamberé;'
167, P. D’ Mello Road
Bombay-I .
Shri A. N. Singh, ]
Chief Tnspector of Factories
P. O. Hinoo
Ranchi, Bihar
Shri D. N. Ghose, o
Chief of Personnel Division,
Heavy Engineering Corporatiorr

Ranchi



Letter from the Convener, Study Group for Heavy Engineeri
; neerin
to the Member-Secretary, National Commission o;f Labiur. £

Office of Shri R.S. Pande,

Convener, Study Group for Heavy Engineering,
National Commission on Labour,

¢/o The Tata Iron & Steel Co. Ltd., Jamshedpur.
12th November, 1968.

My dear Datar,

Report of the Study Group for Heavy Engineering.

I enclose 50 copies of the Report of the Study Group
for Heavy Engineering. Iam glad to inform you that the
Report is unanimous. Though Shri C.E. Cargin had left
India, he was good enough to go through our Report and sent
his general concurrence with it. We missed Shri Mohammed
Elias at our meeting on the Ist and 2nd November, 1968, as
he felt obliged to send his resignation dated the 1st November,
1968, for some reasons not connected with our work.

2. At the time of signing of the Report in Calcutta on
the 2nd November, 1968, Shri Ram Desai, one of the mem-
bers stated that he would send a short note to be added to
the chapter on Incentive and Productivity. This was expected
last week, but since we have not received his note yet, I am
not holding up the submission of the Report. As and
when this is received from Shri Ram Desai, I shall forward
it to you. :

3. At the meeting held in Delhi on 21st September,
1968, some of the members had felt that we should include a
chapter on ‘Wages’ in our Report. Earlier, we had thought
that we should not deal with this subject as there was already
a Wage Board for the engineering industries specially constitu~
ted for this purpose. It was ultimately decided that I should
make a reference to you, and if the Commission fecls that
our group should deal with ‘Wages inheavy engineering
industries’, we could take up the study and submit a supple-
mentary Report in due course. .

4. 1 regret any inconvenience caused to the Commission

for the delay in the submission of our report.

With kind regards,
‘ Yours sincerely,
Sd/- R.S.Pande.

Shri B.N, Datar"
Member-Secretary,

National Commission on Labour,
Govt. of India,

D-27, South Extension (Part II),
New Delhi-3.
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INTRODUCTION

1.1 The Chairman of the National Commission on
Labgur set up in May, 1967 a Study Group for Heavy Engi-~
neering with Shri R. S. Pande, Director, Tata Industries Pri-
vate Ltd., as the convener. The Study Group, with its head-
quarters in Jamshedpur, consisted of the following members :

1. Shri R. S. Pande,
Resident Director,
Tisco and Telco, :
: Jamshedpur Convener
2. Shri S. K. Datta, '
General Manager,
Burn & Company, :
Howrah : Member
3. Shri N. K. Sen Gupta, -
Managing Director,
Mining and Allied Machinery

Corporation, :

Durgapur : : Member
4. Shri C. E. Cargin,

Jessop & Company, :

Calcutta : Member

5. Shri Gopeshwar,
General Secretary,
Indian National Iron and
-Steel Workers® Federation

W2/8, The Crescent,
Burnpur (Burdwan) Member

6. Shri Mohammed Elias,

19, Andul, 2nd Byelane,

P. O. Botanical Gardens,

Howrah Member
7. Shri Ram Desai, '

Secretary,
" Hind Mazdoor Sabha,

Nagindas Chambers, , .
167, P. D’ Mello Road, ,
Bombay-1 ' ' Member
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8. Shri A. N. Singh,
Chief Inspector of Factories,
P. O. Hinoo,
Ranchi, Bihar Member
-9, Shri D. N. Ghose,
Chief of Personnel Division,
Heavy Engineering Corporation, ‘
Ranchi Member

1.2 The first - meeting of the Study Group was
convened on 7th July, 1967 in Jamshedpur. At this meeting
(minutes of the meeting attached—Appendix I), it was
decided that the Group should first determine its scope of’
work because Heavy Engineering Industries had not been
defined by the National Commission. A list of industries,
which could, without doubt, be considered Heavy Engineering,
was therefore prepared by the Group and referred to the
National Commisson for their advice. Subsequently, after
discussion with Shri B. N. Datar, Member-Secretary of the
National Commission and Shri O.N. Mishra, Joint Secretary,
Ministry of Industrial Development and Company Affairs,
Government of India, a final list of industries to be .included
for the purpose of the study was prepared (Appendix-I).
It was decided not to include industries engaged in defence
production, passenger car industry (though truck manufac-
turing units were included), heavy electrical industries and
a number of large engineering industries such as radios,
sewing machine, etc, which did not fulfil the criteria of being
classified as Heavy Engineering.

1.3 As labour cannot be studied in isolation and as the
worker was an integral part of the economy and the social
framework, it was' considered appropriate that the changes
in the condition of labour should be studied in the context of
the economic and other problems facing the Heavy Engineer-

ing Tndustry as a whole.

1.4 A short comprehensive list of subjects, which were
of particular relevance to the Heavy Enginecring Industry and
in conformity with the questionnaire issued by the National
Commission, was prepared and circulated in the form of a
questionnaire from the Group (Appendix-II) to the industries
which had been included for the purpose of study, and
information sought from them on these subjects partlc’ularlg
in light of their own experiences. Certain emplpyersf atlll1
employees’ organisations, including the representatives O e
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Indian Engineering Association and the Engineering
Association of India, were also asked to give their views.

1.5 Out of 50 Companies and organisations- to whom
our. questionnaire was. issued, 5 did not answer because
they did not consider themselves Heavy Engineering, and
one company could not réspond because of lock-out. Out of
the rest, the Study Group got replies from 16 establishments,
fncluding the reply. >f the Indian Engineering Association.
The answers were tabulated and, along with the tabulation,
were sent to each member of the Study Group.

1.6 It was felt that the replies covered a fairly large
cross-section of Heavy Eugineering Industry and, in the
circumstances, was fairly representative. Meetings of the
Group were convened fo consider the replies. Some of the
members of the Group very,kindly agreed to prepare the
draft report relating to the sections in which they were most
interested. The drafts submitted by the members were then
discussed in detail at subsequent meetings of the Group and
final conclusions reached. The final report was adopted at
the last meeting of the Group onvened for the purpose in
Calcutta on the' 1st and:2nd November, 1968.

1.7. It.is regretted that-Shri Mohammed Elias - tendered
his resignation from .the Study  Group - with effect from Ist
November ’68. The Group-wishes to place -on record its
appreciation of the valuable contribution made by ;Shri Elias
to the work of the Group. Shri Elias attended -most of our
meetings including .the  last meeting in. Delhi on the 2Ist
September, 1968 and assisted us. in. the . finalisation.of the
Report up to.Chapter. 4. We missed him on the’ day of the
signing of the Report. ;

Shri C E. Cargin was out of India and he could not
attend our.last meeting ; but he was good enough to send his
broad concurrence with the draft- Report which was adopted

with slight modifications..

1.8 We have refrained from making any specific
recommendations about wages, as. Government of India
have already set up a Wage Board for Engineering Industries,
including heavy engineering, and its report is expected soon.



2.0 PROBLEMS OF DEVELOPMENT OVER
THE LAST, TWO DECADES, THEIR
PRESENT CONDITION AND FORECAST
OF FUTURE IN THE CONTIEXT OF
GENERAL ECONOMIC AND LABOUR

CONDITIONS

Historical

2.1 Heavy industries in general and heavy engineering
industries in particular are’ basic to the growth of the
country’s ‘economy. Their growth and development are
essential for deepening and widening the economic base of
the country to enable industry to become self-reliant and
growth 'self-sustaining.

Ameljoration of the conditions of the people by the
establishment of industries had received attention as far back
as 1938. A National Planning Committee was constituted.
under-the chairmanship of late Jawaharlal Nehru in terms.
of the resolutions of the Ministers of Industries’ Conference,.
extracts from which are given below:—

1. This Conference of the Ministers of Industries is of
the opinion that the problems of poverty and unemploy-
ment, of National Defence and of the economic regenera-
tion in general cannot be solved without industrialization.
As a step towards such industrialisation, a comprehensive
scheme of National Planning should be formulated.
This- Scheme should provide for the development of
heavy key industries, medium-scale industries and cottage
industries, keeping in view our national requirements,.
the resources of the couatry, as also the peculiar circums=
tances prevailing in the country.

“The Scheme should provide for the establishment of
new industries of all classes and also for the development
of the existing ones. :

2. This Conference, having considered the views of
. everal Provincial Governments, is of the opinion that
pending the submission and consideration of acom-
prehensive industrial plan for the whole of India, steps

4
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‘.should.be 'taktj.n to 'start the following. - large-scale
industries of national importance on. an- all-India. basis

and the efforts of all Provinces and Indian States should,
as far as possible, be co-ordinated to -that - end: :

(a) Manufacture of machinery and plant and tools of
- all kinds;

(b) Ma}nufacture of automobiies, motor boats, etc,, and
- their accessories and other industries connected with
- transport and communication; ,

(¢) Manufacture of electrical plant and accessories;

(d) Manufacture of heavy. chemicals and fertilizers;

{¢) Metal production;

(f) Industries connected with power generation  and
" power supply.”

A number of sub-committees had then been constituted
40 deal with the multiple problems involved. On the
irecommendation of the Sub-Committee on Engincering
Industries (including Transport), the - General Committee
‘made recommendations, among others, regarding the manu-
facture of automobiles, building up . of electrical industries
and in doing so, gave consideration to locational aspects of the
problems as well as to control of foreign companies and
Toreign vested interests, etc.
“The Plans ‘

.22 Hardly. any progress was, however, made until
after - Independence when the Five Year Plans came to be
formulated. The Plans had for. their main objective the
daying down of solid foundations for sustained economic
-growth and for improving the living standards -and working
.conditions for the masses by providing opportunities of gainful
employment. The  First Five Year Plan (1951/52 to 1955/5?)
underscored the need for creating the base for rapid economic
and industrial- advance by its emphasis on agriculture, irriga-
tion, power_ and transport. The Second Fivq YFar Plan
(1956/57 to 1960/61) progressed with these objectives. At
the same time, it defined the.country’s goal of establishing a
socialistic pattern of society. It emphasised a[so the develop-
ment of basic and heavy -industries and assigned a key role
for public sector activities in the country’s economic d;velop-
‘ment. The share of investment in industries and minerals,
-which was only 49, of the total outlay in the-Fi‘rst lflan. was
hoisted to 209, in the Second’ Plan and similar increases
occurred in respect of power, transpert and communication.
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In the Third Five Year Plan (1961/62 to 1965/66), one of
prmcxpal objectlves was to secure .accelerated expans:on of
basic industries like steel, chémical, fuel and power and esta-
blishment of machine building capacity, to enable the country
to meet the requirements of further industrialisation within a
period of ten years or so with its own resources. In doing
so_the Plan document stated,

“Industrial development, and specially the development
of basic and heavy industries, must be regarded as part of a.
comprehensive design of development which ultimately links-
the industrial and the ‘rural economy, the economy of large--
scale and of small-scale units, and the economy of the major
industrial centres as well as of the smaller towns and villages,
bringing them into a close relationship with one another, thus-
assuring a high degree of mobility and economic integration.
within the economy as a whole.”

As we all know, the industrial advance was s©mew St
inhibited . in the Third Plan period. Agriculture growth rate
was unable to.lend consistent support to achieve higher rate
of industrial growth dand greater amount of exports. Inade-
quacy of foreign, exchange caused delays in the execution of
projects and madequacy in administration added further to

avoidable delays in the formulation and implementation ofa
number of projects. The Chinese and Pakistani aggressions.
were responsible for serious strain on the economy of the
country. Failure of monsoon in some- parts of the country
for two successive years added to the gravity of the situation.
Shortage-of foreign exchange continued, debt-servicing obli-
gations were mounting, and unavoidable imports to keep the
ecbnomy going were outstripping the country’s capacity for
carning foreign exchange by exports. Under these condi-
tions, the Fourth Five Year Plan has had tobe put off by
three annual plans because it was realised that growth with
‘stability should be the main aim of the Fourth Five Year Plan.
‘The paper on the Approach to the Fourth Five Year Plan pre-
pared by the Plannmg ‘Commission i3 now under discussion
at various levels and it is hoped that the necessary correc-
tive steps to bring back the economy in the proper shape
will be taken as a result of the policies that may be laid down
for the new Fourth Five Year Plan.

Development
2.3 The following table indicates the growth of indus

trial production during the fifteen years (1951-66) :



TABLE[L

INDEX OF INDUSTRIAL PRODUCTION (Base 1956=100)

Jtem ‘ 1951 1955 1960 1961 1962 - ;1963 1964 1965 1966

' . August

I. General Index (Crude) ‘ 735 919 130.1 1383 1505 1628 174.7 1844 1942
II. Mining & Quarrying Coal 870 97.1 1372 1473 1615 1761 1691 1843 1804
1. Manufacturing 87.0 96.9 131.3 1400 1536 167.0 1597 1734 1663
Cigarettes 72.9 91.6 1278 1349 146.6 1577 170.1 1784 1884
Cotton Textiles 81.6 86.8 140.6 1500 1563 1523 1757 205.8 2279
Woollen Textiles 80.1. 954 103.0 108.5 1094 1156 1233 1233 1207

Silk & Synthetic Fibre 707 821 1013 1073 1385 165.6 1281 1089 1104

Jute Manufactures 64.8 71.2 1351 1449 1539 169.8 2113 2179 2162
Paper & Paper Products 78.8 93.5 99.3 89.6 1104 1172 1213 1257 970
Rubber Products ) 66.5 95.9 1734 1819 190.9 2268 2378 2554 287.2
Chemical & Chemical Products’ 754 920 141.3 1574 1694 187.0 198.1 2180 2310
Petroleum Products 729 963 1477 1705 1842 2041 2235 2353 2546
Cement 6.4 717 1477 1565 169.2 196.6 217.2 231.0 2622
Basic Metals 648 910 1567 1647 1715 1868 193.5 211.2 2201
Finished Steel 835 966 183.1 181.6 2250 2503 260.6 2711 3233
Aluminium Manufacturing 80.5- 942 1635 2058 2621 3131 3193 3324 337.3
Metal Products : 592 1011 177.7 2063 2772 3863 3859 416.5 508.1
Machinery (except Electrical Machines) 544 96.5 1059 1523 1791 2014 2258 239.8 2349
Electrical Machinery, Apparatus 452 833 2367 2687 2905 363.5 4111 4897 5325

- Appliances & Supplies 436 T1.9 1759 .183.2 2113 2377 2824 3132 3633

*  Transport Equipment 461 731 1194 1308 1447 1511 1925 2078 1862
1V. Electricity 609 | 88.1 171.0 1988 2234 2579 2972 3265 3633

l
¢ ®Relates to July 1966 ‘(Source : *EASTERN ECONOMIST’ Anaual Number 1967—Page No, 1387)
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-1t will be seen that while the General index of industrial
productlon rose from 73.5 to®194.2, there was phenomenal
growth in basic metals, finished steel, aluminium manufac-
turing and - machinery (including. e!ecmcal machinery) and!
electricity.

- 2.4 Table Il below shows the progress of engineering
industries as compared with all industries during the period:

1951 t0 1966 :

TABLE I

Progress of Eangincering Industries as compared with all Industries :
1951 to 1966 .

Engineeripg Industrics
AAll Industries: (Weight : 16.61)

YEAR  Indexof Presentin- Index of ~ Present in-
Production crease over Production crease over
(1956=100)" previous year (1956=100) previous year

“ 1951 " 73.5 * — 67.0 —_
1952 75.8 3.1 67.3 0.4
1953 71.8 2.6 65.8 —2.2
1954 - 831 6.2 78.9 19.9
1955. 91.9- 10.6 - - 88.1 11.7
1956 100.00 8.8 100.00 13.5
Increase in 1956 — 36.1 — 49.3
over 1951 (%). ' .
1956 100.0 8.8 100.0 13.5
-1957 104.2. 4,2 105.2 52
1958 107.7 3.4 © 1099 . 4.5
1959 116.9 8.5 131.6 19.7
1960 130.1 11.3 170.0 29.2
1961 141.0 8.4 193.3 13.7
Increase in
1961 over —_ 41.0 —_ 93.3
1956 (%)
1961 141.0 8.4 193.3 13.7
1962 - 152.6 8.2 228.8 18.4
1963 165.8 8.7 259.9 13.6
1964 177.0 6.8 2753 5.9
1965 - 186,9 5.6 294.4 - 6.9
1966 1917 2.6 307.2 4.3
Increase in o
-1966 over . — 36.0 — 58.9
1961 (%) .
‘Increase in e '
1966 over — 91.7 — 207.2
1956 (%) . o v
Increase in ) T T
1966 over — - 160.8 — 358.5
1951 (%) )

t Source : Research Bureau of the Economic Times
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It will be seen that the. index. of production (with base
1956=100) registered in, 1966 over 1951 an increase of
358.5% in the engineering industries. -

2:5 ‘T{lere' has - been—significant—development ' ‘in™ the’
Heavy Engincering Industry during the last 10 years or so.
Some of ;the‘principal areas of development were manufacture
of machinery for Sugar Mills, Textile, Jute, Cement, Chemi-
cal' and Pharmaceutical, Tea Processing and Paper, Industrial
Boilers and Conveyers. Building and Construction, Metal~
lurgical Machinery, ‘Drilling’ Equipment, Machine Tools, Com-
mercial Vehicles, Jeeps and Cars also registered fair increase..
Further, there was considerable expansion in the capacity of
certain existing heavy engineering units, and a number of new
units for the manufacture of machines and machine tools
were set up. Some of the notable examples are setting up
of additional units for machine tool production by the
Hindustan Machine Tools Limited, setting up of the Heavy
Engineering Corporation at Ranchi, the Hindustan Cables
Factory at Rupnarainpur, -the Hedvy Steel Foundry at the
Chittaranjan Locomotive Works and production of Electric
Locomotives, the expansion of capacity of Heavy Electricals
Limited, Bhopal, the High Pressure Boiler Plant in Trivan-
drum, the Coal Mining Machinery Project. of the Mining
and Allied Machinery Corporaticitat Durgapur, the Diesel
Locomotive Works at Varanasi and considerable expansion
in the capacity of truck manufacture in the Tata Engineering
and Locomotive Works with diversification of products into
Excavators, industrial Shunters and Forklifts,  the Integral
Coach Factory, the Hindustan Shipyard Ltd., and the Hindus

:tan Aeronautics Ltd.

Place of Heavy Engineering Industries in Generai Economy

2.6 Engincering Factories : According  to the Indian
Labour Statistics, 1967, the number of working factories rose
from 39,138 in 1957 to 63,039 in 1965. Of them, about
14,000 were “énginéering units “(vide figures published by the”
Economic Times). The place of engineering industry in the
industrial sector can be gauged from the table below :



10

TABLE III
Importance of Engineering Indrlst;iige;s in the Industrial Sector of India :

Items Engin- All large All in--Percent- Percent-
eering & medi- dustries age age :
Indus- um fac- Col. 1] Col. 1/
tries tories col.2 col, 3
' (AST) x100 x100
1 2 3 -4 ‘5
@)  No. of registered. 14,291 — 61,857 —_ T 23.1
‘factories (June’ 65) - : v .
(ia) No. of large 3.788 — 13,459 — 28.1
_ factories .
@ii) Production Capital 1,869° 5,257 = — 36.0 -

(1564—Rs, crores)
(iiiy No. of Persons
.employed .
(a) All factories 13.37.474 - _— - 46,62,401 —_ 28.7
. (Qune, 65) :
(b) Large and 10,61,000 37,52,000 — . 283 —
medium factories
(1964) _
(iv) . Ex-factory value - 1,723 5,596 D— 31.0 —_
of gross output
(1964—Rs, crores)

(v) Income generated- 534 1,510 3,380 35.0 15.8-
(i.e, value added ‘ '
by manufacture)
:(1964—Rs, crores) .

Sources : (1) India)m Labour Journal, February, 1967, for lines (i) &
(ilia
(2) Annual Survey of Industries, 1964 for lines (iiib), ii & iv
(3) Bstimates of National Income, 1948-49 to 1964-65 for
- col. 3 figure of line (v) i ’

Note : Percentage added

From the above, it would appear that about 29%, ‘of men
working in factories are employed in engineering industries
and the contribution of large and medium scale engineering
industries by production of goods was of the order of
Rs. 1723 crores which was approximately 319 of the value of
goods produced by all industries.

2.7 The followjng table gives the State-wise distribution
of factories engaged in engineering industries :



TABLE IV
STATEWISE DISTRIBUTION OF ENGINEERING INDUSTRIES IN 1965

States Number of Number of - Productive Numberof Gross ex- Net value
factories factories capital persons factory value added by manu.
registered reporting employed of output - facture.
Number Per Number Per  Rs. Per  NumberPer  Rs. Percent Rs.  Percent
cent cent crores cent ' (1000) : cent  crores crores
1. West Bengal 814 21.5 795 21.8 611. 28.1 342 28,7 588 29.3 178 29.8
2. Maharashtra 916 24.2 875 240 281 129 238 200 424 21.1 117 19.6
3. Bihar 112 30 .110 3.0 281 129 105 89 269 13.4 77 129
4. Madras 337 . 89 329 9.0 124 56 100 84 165 8.2 4y 8.3
5. Mysore 137 3.6 137 38 81 13.7 50 4.2 61 3.0 34 5.7
..6. Orissa 43 1.3 41 1.1 215 19.9 30 2.5 75 3.7 2 3.6
7. Uttar Pradesh 270 71 266 7.3 52 124 68 57 64 32 20 3.4
8. Madhya Pradesh 140 37 14 34 330 15.2 43 36 84 4.2 17 2.9
9. Punjab 289 7.6 276 7.6 46 22 47 3.9 74 37 18 29
10. Gujarat 212 5.6 211 5.8 33 1.5 47 39 50 2.5 ‘14 23
11. Andhra 127 i3 123 34 29 1.3 46 39 30 1.5 9 1.6
12. Rajasthan 48 1.2 43 1.2 13 0.6 25 21 23 1.1 7 1.1
.13, Kerala 56 1.5 53 1.5 10 0.5 8 0.7 12 0.6 4 0.7
14. Assam . 31 L0 33 0.9 3 02 7 0.5 5 03 2 0.3
15. Jammu & Kashmir nil nil nil nil nil nil nijl nil nil nil nil nil
Others 245 6.5 27 6.2 69 32 34 29 85 4.2 29 4.9
Total 3788 1000 3643 1000 2178 1000 1190  100.0 2010 1000 597 100.0
NOTES : 1. The term engineering industries has been defined to include (1) iron & st

-3) metal products except machinery and transport equipment, (4) machinery except el
. apparatus and appliances, (6) shipbuilding and repairing,
repairs of motor vehicles, (10) motor cycles and bicycles, (11) airc

eel basic industries, (2) non-ferrous metals, '
ectrical ma_chmery, (5) electrical machinery
(7) railroad equipments, (8) motor vehicles, (9

3 (%)
 of mott ] rafts, (12) transport equipment, (13 i
and scientific instruments, (14) photographic and optical goods and (15) (wazches and cloqckg. ent, (13) professiona]

11, Data incl- de all the reporting factories employing
ing 100 and mere persons without the use of power,

S(Kanq more persons with the use of power and those employ.

tl
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The heavy condentration of engineering industries in certain
States, viz.'Maharashtra, West Bengal, Bihar is obvidus.

28 As re%érds the index'of wages of industrial | workers
engaged in heavy engineering, no official data is' available for
any length® of | time. We have, however, been given some
statistics by the! Engineering Association of India for éhe_ years
1951-63 as in the table (Table V) below which gives some in-
dication, though the figures of wages suffer from the defect
that they not only include basic wage and dearness allJowancé,
but also the money value of benefits and privileges which in
our opinion’is not very easy to calculate with anv degree of
accuracy.

TABLE V
Indexiof Wages (Industry Group—Eng(i:x}&eIﬁgg)
) ASI .
Year Wage per Index Nos. Consumer Consumer ‘Index of
 worker - .ofwages  Prce Index- Price Index - wages at
at current © Nos.tAll- Nos. adjus- = constant
price level India Gene- ted with price levél
(Money ral) 1951 as base (real wages)
wages)

1 2 3 4 5 6
1951 10508 100 0 105 100.0 100.0
1955 1161.0 1104 96 91.4 120.7
1956 1185.3 1127 105 100.0 112.7
1957 12623 1201 111 1057 113 6
1958 13309 126 6 116 1104 114.6
1959 1582.1 150.5 121 115.2 130 6
1960  1634.7 155.5 124 1180 131.7
1961 1772.3 164.6 126 120.0 140.5
1962 . 18628 1772 130 123.8 1431,
1963 - 1977.1 188.1 134 127.6 147.4

N. B. (1) Data are taken from the Census of M inufacturing
Industries (CMI) for. 19¢1-58 and the Annual Survey
of Iadusiries (AS!) for 1959-63.  Although -the
data: gathered under the two enquiries .are’ not
strictly comparable due to the change in. their scope
and icoverage, the .rates and.ratios based on them
are not likely to vitiate the comparison over time.

(2) Wages in Col 2 include money value of benefits
and privileges as these relate mostly to workers.

3) For'arriving at Index of Wuages at constant leY:el
tReal wages). the index of wages at current price
]evei(\Ioney wages) has been deflated by consumer
prict ind-x numbers adjusted  with 1951 as base,
thati is, by dwviding’ the figures in Col. 3 bvthe
corresponding figures- in- Col. 5 and multiplying
them by 100.

Source (Engigeerihg Association of India)
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Fature Prospects

2.9 The engineering industry appears to have reached a
‘water-shed due to recessional tendencies in the economy.
'Production trends in’ the industry show a steadily widening
gap between stagnant production and rising installed capacity.
From rough estimates, it appears that capacity has been in-
creasing at the rate of about 10% while increases in output
are at the rate of only 4% or less per annum and in some
cases none at all. This state of affairs has persisted for the
last three years or so. The unsatisfactory position has . been
further accentuated by unutilised capacity. = A recent analysis
shows the utilization of installed capacity to be going downs-
wards from 90% to 50% and below in about 53 major
industries.

The estimates of additional employment opportunities
created during the fitst, second and third plan periods have
also proved to have been far too optimistic. They have
fallen short of expectations resulting in a backlog of unemp-
loyment at the beginning of the Fourth Plan period of: the
order of 9 to 10 millions.

The export programme for the Draft Fourth Plan  envisa-
ged total exports of the order of Rs. 5,100 crores (pre-devalu-
ation rate) or Rs. 8,030 crores. (post-devaluation . rate)- - The.
level of exports on this basis was expected to register an in-
créase of 51.29% during the Fourth Plan period, the principal
increases to achieve this obiective being in engineering goods

export besides otheks.

The Fourth Five Year Plan, which is now being finalised
after three annual plans, has taken note of the need for in-
creasing exports from non-traditional commodities and it is
clear that ‘the export of engineering goods to developing
countries would receive much-needed boost.

Continued threats of aggression on our bprders' call for
intensification of our defence efforts and requirements .of the
defence are greatly dependent on engineering i([lldl;_]SlriFS,
Planners are aiming at about 5.per cent rate of growth jn the,
agriculture sector during the Fourth Plan. ""One of 'the necess-
ary inputs to achieve this ‘objective would be the building up

jon capacity to take care of the additional

of fertiliser product : ‘
requirements. Further if we are to achieve the target of rais-

ing our export by about 7 per cent per anoum d.uring the
Fourth Plan period. which it is desired to .achneVe. it is ev:deqti
that share of import has tobe progressively reduced. Itis
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possible to do so in large measure by well planned diversificas
tion of major plants.already built in.the country and to be
further created ; as for cxample, while . certain essential
components and ‘raw materials such as non-ferrous metals-
and mineral oils may have to be- lmported the share of im-
port in the supply of machinery could be consistently reduced.
through a programme of import substitution. This would.
give much wider scope for the engineering industries, parti-.
cularly in the heavy engineering, for diversification.

Need for Reorientation of Labour Policies

- 2.10 Industrial growth and development call for a high
level of capital formation and investment. Pursuit of these-
Ob]CCthCS has to be steady and single-minded. Most countries-
in the world who have gone through the industrial revolution
attained their industrial development at considerable sacrifice
of human comfort and the realisation that a high standard of
living. and social improvement would follow only after the
prosperous . growth of industry and commerce. Itis likely
that our industrial growth may follow a similar pattern and
will be achieved through great human " effort and sacrifice.
For this, it is also essential that our labour policies are so
oriented that there is the least 1mped|ment in the achievement
of rapid industrial growth. The Group also feels that rights
should go alongside with responsibility and emphasis in our
policies should be towards the building of the character of
the men so that they are able to face the efforts and sacrifices
*they have to make. The Group is of the view that for harmo-
nious and co-ordinated development of all sections of the eco-
nomy the imbalances that exist in'the conditions of the
industrial labour and rural workers should be progressively
narrowed down. We do not propose to elaborate on this.
matter further because the Wage Policy which the National
.Commission will evolve will no doubt take care of it. But
we would reiterate that heavy engineering industry is at present
m the doldrums of recession and is likely to recover earliest.
in the fourth quarter of 1970 depending on the Fourth Plan
targets and on the Fourth Plan period commencing in April,.

19.9 or later. This fact will have to be taken into consi-
_deration in formulating our immediate future Wage Policy.



3.0 RECRUITMENT, INDUCTION AND TRAINING

3.1 As would appear from the Table VI below, eighty
to ninety per cent of the workers employed in Heavy Engineer-
ing industries are production and related workers, a great
majority of whom are technicians belonging to skilled and
‘highly skilled categories.

TABLE VI
RECRUITMENT

Profes- Admin- Clerical Produc- Watch a
sional, istrative, & - tion& & war
Techni- Execu- Related related & othel
caland tive and Person- workers services
related Manage- nel (in- (including
Person- rial Per- cluding super-

nel sonnel . Super- visory)

visory) -

Textile Machinery & 289 - 0.5% 54% 87.6% 3.7%
Accessories

Metal Founding

Factories 1.6% 1% 43% 8859 4.6%
Electrical Machinery 6.2%, 0.7% 8.8% 80.9% 349
Bicycle Factories 3.3% 0.6, 7.6% 88.7% 4.89%
'"Metal Extracting and

‘Refining Factories 5.9%, 29, 5% 80.9% 6.29

Agricultural Implements 2.3%, 1.29%, 5.5% 864% 4.6%
‘Metal Rolling Factories 1.39, 0,79, 3.2% 5%0.6% 4.2%

Motor Vehicle Manufac-
turing & Repairing 2.4% 0.6% 7.2% 85%  4.8%

(Published by the Labour Bureau, Minis-
try of Labour)

With the introduction of modern and sophisticated
machines in the Heavy Engineering Industries the requirement
of high standard of skill in workmen is of great importance.
Proper selection and effective traimpg. basic as well as on the
fob, are vital needs of these industries.

15
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In order to provide for the corps of the skilled workmen,
there is almost a universal practice for each large establish-
ment to have its own programme of recruitment and training
of apprentices in différent trades. After the coming into force
of the Apprentices Act, the gap in the availability of trained
artisans is being gradually filled up, though three to five years’
period seems to ‘be necessary before  the trained apprentices
acquire the requisite proficiency in their skills. Each establish-
ment has, therefore, to plan the recruitment of skilled person-
nel fairly well in advance. In the absence of such a planning,
it becomes necessary, quite often, to look to other agencies
for the supply of skilled hands in order to meet the immediate
requirements. This position is likely to continue for some time
{0 come

Employment Exchanges

3.2 - Almost every unit has its own Employment Labour
Bureau or office which processes all the recruitments for the
unit. As required by - the law, each vacancy is notified to the
local Employment  Exchange which, normally, is the main

_source of recruitment for unskilled categories. In some units,
there is a convention or an agreement.with the Union to give
preference to relations of employees, and ex-employees, and if
the requirement for any category of workmen is satisfied with
recruitment from this source, the matter is handled by the
unit entirely onits own. The experience with the ! mploy:
ment Exchanges, particularly in regard to the supply of skilled
men, has not, however, been satisfactory : either the type
required is just not available or the men sponsored by the Ex-
change are found much below the mark. Strong views were
expressed by some members of the Group regarding the futility
of continuing to maintain and run ‘the Employment Exchan-
ges, but there was a general consensus that, if properly equip-
ped and oriented,” they are "destined to play a significant role
in supplying the manpower -for the heavy engineering indus-
tries. The Group 'is aware of the fact that the subject of
making the Employment Exchanges more effective and useful:
has been engaging the attention of Government, and there
are various reports and recommendations made already in this
regard, Urgent. attention should, however,’ be. pa.id to n.nake
sure, that only those are-registered for employment in a skilled
trade who,are found to conform to certain standards laid down
in consultation with the industry. It would be necessary to equip
each Exchange with the necessary personnel and equipment to
carry out this responsibility. It may also be necessary to repeat.
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the test if the men once resistered for.a trade has failed to get
an employment for six months or so,.or has been employed in
a job other than the one for which he was registered, in order
to ensure that his efficiency in the job for which he is registered
continues at the desired level..If, for any reason, either finan-
cial or personnel, it is not possible to equip the Exchanges
in this way, arrangements ecan he made without much diffi-
culty to.have such tests carried out with the help and co-ope-
ration of the industry or the I.T.Is, both of  whom would, the
Group feels, be only too willing to extend such a co-operation:
There also seems to be a need'for better liaison between' the
industry and the Exchanges and-the I.T.Is in assesssing the
requirements of tHe industry; laying down the norms of
technical skill for various categories and ensuring that those
norms are achieved by the LT.Is. It is obvious that the State
which controls technical education and' LT.Is. has - a
significant role to play in this field; but our experience is that
though there has been a' great 'deal of talk over the years.
very little has been done in concrete terins, and it is time to
establish this liaison on'a formal basis

3.3 Sometimes it is said that recruitment of certain cate:,
gories: of personnel through the Employment Exchange should:
be compulsory. The Grouy is:against. enforcing compulsion
in this matter, and the present system in which the- employers
are.free to. choose, their. .men either from amongst the candi-
dates sponsored by the. Employment Exchange or outside is a
salutary system The Group has, however, no doubt, that,
once the Employment. Exchanges become really efficient and,
effective, no employer would be willing to spend money in
taking. recourse to another’ channel of recruitment which
would, in any case, involve more cost. It isonly through the
quality,of its own service that the. Employment Exchange can
win over. the, confidence - of the industry, and the employers
would be-willing to let this -happen.

3.4 'It'is essential that the Employment Exchanges all
over the country work in close and efficient collaboration with:
one another so that a proper flow of the- labour -force from
surplus to deficit areas could be maintained “in the nat_ional
interest. For this reason, it would conduce to better ei?ic:ency
if.this organisation functions on a - national basis. and is cont-
rolled by the Ministry of Labour, Government of India, as
used to be.in the past. We wish- to- make it clear that, in
making this recommendation, we do not mean to castany
reflection on the State Government, but it is our thinking that
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sucn a course would lead to greater integration amongst ' the
employment-seekers in the country, and will reduce, if not
climinate, the divisive forces of regionalism which are raising
their ugly heads and help to preserve the cosmopclitan charac-
ter of heavy engineering industries.
Trade Apprentice

35 Our attention has been drawn to the fact that the
scheme of recruitment of trade apprentices as stipulated by the’
Apprentices Act 1961 does not have any relation to the require-
ment of the establishment which is required to train them up
and this, apart-from being an unnecessary burden on the
establishment, makes the scheme of training lop-sided. It also
causes frustration to the apprentices so trained who are unable
to get en.lployment with the establishment in which they
receive training or in any nearby ‘establishment. This situa-
tion has been accentuated duc to the present recessionary
trend in the industry and it has therefore been suggested that
while the total number of apprentices to be trained by an
establishment may be fixed by law taking into consideration
the overall requirement of trained skilled men for the industry
as a whole, the establishment concerned should be given fuill
freedom to vary the number of apprentices in different trades
so as to first satisfy its own requirement of skilled men in
different categories

UnemP loyment of trained apprentices, just as unemploy-
ment of trained engineers and educated young men, is bound to
cause serious unrest which is not good for stability. It is, there-
fore, essential that before fixing the number of apprentices to
be trained by the industry, the requirements must be assessed
carefully on year to year basis and the authority in charge of
the implementation of Apprentices Act should have powers to
issue directives altering the numbers and ratios fixed to take:
care of the variation in the needs of industry for different
categories of skilled workmen; such agencies should be crea-
ted at the "national level with effective liaison with the State
Government and industry.

3.6 The Group also feels that the industry should give
opportunities and facilities to workers to improve their skills
through vocational training so that they become better techni-
cians. It would be appreciated that new recruits joining. the’
industry have a better educational background an_d.. therefore -
it would be a good investment to give opportunities to them
to acquire greater experience and knowledge in order to ena-
ble them to improve their skills. o
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Priorities in Recruitment

3.7 Itis often the practice to give preference in recruit.
ment of lower categories of employees to ex-employees with
good record, one son, daughter or son-in-law of an employee
with a good number of years of satisfactory service and to
the people of the State. In highly skilled and supervisory cate-
gories also, the industry makes efforts to obtain its require-
ment locally, but the selection is on the basis of competition
amongst the candidates who apply in response to advertise-
ments which are generally issued on a national basis and who
are referred by the Employment Exchange. The Group consi+
ders that this practice should continue.

Supply of Labour
3.8 For unskilled and clerical jobs, there is no shortage
of labour. Almost at each location this category of workers is
"in abundant supply and it should be fully made use of. There
has been some shortage of skilled and trained technicians in
certain trades, though by and large the situation is fast
changing. Some of these trades are Grinder, Boiler attendant,
Instrument technician, Air-conditioning mechanic, Chrome
- plater, Draftsman, Millers, Tool and cutter grinders, Die/Took
-makers, Borers, Highly skilled pattern makers, Estimators,
- Highly skilled welders, Gas cutters, etc. The trouble, how-
ever, lies in the fact that the workers passing out of the I.T.Is
which are supposed to meet the bulk requirements of the
industry have not been found upto the mark, and it is experi~
enced that they require an additional training of 2 years or
more before they can be absorbed- as skilled workmen. Most
_of the industries have, therefore, as stated earlier, their own
schemes of training - of the skilled personnel which has been
‘further supplemented with the coming into force of the
Apprentices Act, and it is hoped that_the shortage would not
last long. During.the transitional perl.oc.i,-however,‘some of the
large units, which have efficient training programmes, have
found that because of the increased mobility in recent times.-
there has been a problem "of Tetaining the skilled workmen
trained in the company. The mobility is partly due to the fact
that there has been a shortage in skilled personnel and,. the-rc-
fore, the limited number constantly find bet.ter opportunity.
Secondly, since heavy engineering industnes.,_ which -were
earlier confined to certain regions, ar¢ 10w coming up all over
the country, there is a tendency for people to move nearer

their homes.
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Temporary and Casual Labour

3.9 The Standing Orders of most of the units in Heavy
Engincering Industries do not make any mention of casual
labour. The employees are generally classified as permanent
or temporary. Temporary employees normally get the same
basic wage and dearness allowance as permanent employees.
In. most cases they do not participate in incentive bonus
schemes.  The duration of temporary employment is generally
such ‘that they do not become. entitled to the benefit of the
provident fund though they participate in the annual bonus
under the terms of the Payment of Bonus Act. It is the pract-
ice to recruit temporary employees to fill up vacancies during
the long absence of permanent employees or to do a non-per-
manent job which may be of sufficiently long duration or to fill
up temporary vacancies until permanent recruitment is made
which takes some time or to man certain production, mainten-
ance or service units during the early part of their commission-
ing until the proper standard force has been worked out. In
addition to such requirements, however, there are occasions
when work of casual nature comes up, such as loading and
unloading wagoans beyond a particular schedule, attending to
some extra-ordinary urgent repairs and maintenance. occasion-
al cleaning of the prem'ses or urgent departmental casual
construction work. 'Work of this nature is managed by emp-
loying what is known as casual labour. The recruitment of
casual labour is som:times done departmentally and some-
times they are taken through contractors.  In either case,
this category of labour is gznerally paid consolidated daily
wages which are usually lowzr than the minimum wage paid to
the regular employees of the unit doing the same kind of work.
They also do not get other facilities available to permanent or
temporary employees. The Group feels that from the very
nature of the job on which casual labour is employed and in
view of the fact that such employment is not on'any large
scale (as wi!l be seen from Table VII below), thz practice need.
not be discontinued.

Table VIl
Casual Labour
Flectrical Machines ' — “Nil
. Metal Rolling —_ 6.5
Motor Vehicles — 6.1
Metal Foundry . — 2.7
. M -tal Extra tion ard Refining —_— 0.8
Textile Machines — 17.4
M. hine Tools —_ (,);

Rly. Workshops
(From the report of the Labour Bureau)
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‘But there appears to be little justification for denying the
casual labour basic wage and dearness allowance on par with
the permanent or temporary employees of the same category,
and we recommend that the industry should be asked not to
discriminate against the casual labour in this regard.

Employment of Local People. ‘
3.10 At some. places we have noticed certain amount of
agitation for securing employment of the local people. It -is
almost universal practice to give preference to local people in
employment provided they are found suitable and qualified,
but it seems that the sound policy laid down by most of the
companies is not always faithfully implemented because of lack
of proper safeguard and tendency in some officers to prefer men
of their region or the State to which they  belong. We are
firmly of the view that the cosmopolitan nature of the heavy
engineering industries should not be tampered wi}h and should
be allowed to grow as they constitute most vital centres of
‘national integration. At the same time, through the consti-
tution of proper high power selection committees for recruit-
ments at different levels it should be reasonably ensured that
‘the aspirations of the local people for getting employment are
Jjustifiably met. We are glad to knovy_ that - the _recent
meeting of the National Integration Council held at Srinagar
‘has also focussed attention on this aspect of employment and
it is hoped that it would carry weight with both the employers

and uaions.

Contract Labour

3.11 There are generally two kinds of contract labo
In one case the labour is supplied by the contractor Who only
-gets a negotiated percentage of the total wages ’pald' to the
‘labour so supplied and has no control over them,  their work
‘being  supervised . departmentally In .another case there.are
works of intermittent nature such-as ] construcuqn, loadlpg-
unloading, shipment, despatch of finished goods, etc., which
are given on contract. The contractor 1s. requnrqd to engage
his own labour and get the wor!; done ac_co_rdmg to a (;m.ae
schedule.’ Payment of wages to this “labour is re_gu]ate 1(111
most cases by the Minimum Wages Act. The Provxdtent Fl:jn d
Act also applies to the labour engaged by c<1)(nFrac or unra::c
certain conditions. We do not wish to make anyhsepahOl
recommendation regarding the _cqntract labour ast ehw ole
.question is now before the Parliament and a compre .enswc;r
enactment is likely to emerge soon. ‘However, exigencies o

ur.
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work in production units would many times justify giving away
certain jobs of non-permanent, casual and temporary nature
on contract and it would not be in the interest of the industry
to impose any ban on contract labour being employed. At
the same time we are of the opinion that the interest of
contract workers should be safeguarded in the matter of pay-
ment of wages, provident fund and regulating conditions of
work including provisions of rest and holidays.

Employment of Physically Handicapped
3.12 A view was expressed that in a country in which a
large number of physically normal people are available for
employment, there is no reason why an employer should select
for a joba person who is physically handicapped. However,
.there is no doubt that an employer should make every possi=
‘ble effort to offer alternative employment to all those who
becpme physically handicapped as a result of an accident
while at work.  This may not present any serious difficulty in
a large undertaking but it may not be possible in small engin-
eering works. where there are limited. openings where these
people could be engaged. Therefore, the Group felt that the
Government, either on its own, or through the Employment
Exchange, should set up an agency whose function would be
to rehabilitate those who are physically handicapped as a

result of an accident and who cannot be absorbed in their.
own firm.

Induction
~ 3.13 Induction means introduction to the enterprise and
o the job. An induction programme should include :

a) A §hort history of the enterprise, its description and
of its products as related to the workers ;

b) the worker being introduced to the supervisors and
such other members of the management with whom
he is likely to have contact ;

¢) importance of safety ;

d) explaining to the worker how his job fits into the-
total plant picture and national economy ;

¢) utility of the products and the services of the enter~

. prise to the community ; and

f) some ideas of the union-management relationship-
as it exists in the firm.

3.14 It would be better if an informal programme of”

-induction for each category of worker on the above lines is
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«drawn up by each unit extending over a period of about 2
days toa week before the employee is put on the job. This
pra.ct.lce has not yet been uniformly followed. On-the-job
training is mostly given under the charge of the foreman
or any other immediate supervisor. In the case of the appren-
tices recruited under the Apprentices Act, this training is fora
pquod of about a year during the last year of the course and
this system has been found to be adequate. It would help if
the practice of appraisal, while on the job training, at suitable
intervals is followed by the units.
Promotion Policy

3.15 Promotion to unskilled and semi-skilled category
posts should generally be on seniority alone ; but merit, effi-
ciency and ability to do the work should be the main criteria
for promotion to skilled, technical and supervisory position.
Further, a minimum standard of requisite trade -test should
also be enforced for skilled and technical posts for which
merit and trade testing should be objectively done. Large
units should try to set up a qualified agency to perform this’
function so as to inspire confidence in the objectivity of the
tests. In the absence of such an agency, disputes are likely
to arise having adverse effects on industrial relations. Pro-
motion to higher position in the hierarchy of supervision
should be based on an overall appraisal of the performance
of an employee on his existing job through a formalised pro-
cedure of objective merit rating as is the case in some of the

well-established firms.
3.16 It is a'good morale booster if higher positions are

ufilled in by recruitment from below; but we are of the ) opi-
nion that it is not advisable to restrict all recruitments to h1gl3er
Experience has shown that the vitality

positions from within. t the vi
d if fresh blood is injected

-of an organisation is better maintaine
dn it at different levels periodically.



4.0 CONDITIONS OF WORK

We have the following observations to make regarding-
some of the provisions of the Factories Act.

Ambulance Room

4.1 Section 45 of the Factories Act, 1948 lays down that
in every factory employing more than five hundred workers,
there shall be: a fully equipped ambulance room. This pro-
vision was considered. to be satisfactory, but we have seel
that. Heavy Engineering Industries employing less number of
workers are -now- coming. up at. some places. We would,
therefore, recommend that in case of factories employing at
least 250 or more workers, the State Government should have
the powers under the rules to ask for an ambulance room to be
provided; if there are no satisfactory medical facilities availa:
ble in the vicinity of such a factory.

Canteen

4.2 Section 46 of the Factories Act,1948 and rules mad®
thereunder by various State Governments lay down the obli-
gations of an occupier in respect of a canteen, for his workers:
The rules generally provide that the cost of building, furniture:
utensils and other equipments for the canteen, uniforms for’
the staff of the canteen as well as expenditure  incurred O
account of light, fuel, water and pay of staff shall be born®
by the occupier of the factory and the same shall not be
charged on the foodstuffs, beverages or other items served‘
or sold in the canteen which shall be sold on anon-profit
basis and the prices charged shail be subject to the approval
of a Canteen Management Committee. In respeét of a canteen
managed by a co-operative society, however, some of the
State Rules permit the society a profit upto 5 per cent on its
-working capital employed in running a canteen, t0 be
charged in fixing the price of the articles served. TH®
Group does not recommend any change either in the law or
in these rules but would like to mention that wherever a cai”
teen serves Wholesome food and beverage at cheap Prices it
is extremely popular with the workers. It is, however, Sugges”
ted that the question of price of foodstuffs and beverage®

24
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sold in the canteen should be left to the Cantcen Management
Committee with the proviso that in case of differences of
opinion between the Committee and the employer, the matter
should be referred to the Chief Inspector of Factories or any
other mutually agreed person whose decision should be final.
The Group is wholly against running a canteen on contract;
it should be run either departmentally or through a co-opera-

tive of workers.

Creche

4.3 Section 48 of the Factories Act provides tnat in
every factory, employing more than fifty women workers,
there shall be provided and maintained a suitable room or
rooms for the use of children under the age of six years of
such women. It is considered that the criteria for providing
a creche should not be the number of women only, many
of whom may not have children within the age group mention-
ed, but should also be based on the number of children
between the ages of 1 to 6 years whose mothers may be work-
ing in the factory. - We would like the law to be amended so
that a creche should be provided where there are 50 women
workers or 25 children under the age of 6 years of such women.
It should be the responsibility of the employer to ascertain from
time to time the number of children in the specified age-

group belonging to women workers.

Wélfare, Officer

4.4 Section' 49 of the Factories Act provides that in
every factory where five hundred and more workers are
ordinarily employed, the occupier is- required to employ a
prescribed number of ‘Welfare Officers’. Under clause 2 of
the same section the State Government is authorised to pre-
scribe the duties, qualifications and conditions of service of
‘Welfare Officers’. This section comes almost at the end of
Chapter V of the Factories Act which deals with “Welfare™,
namely, washing facilities (section 42), facilities for storing
and drying clothing (section 43), facilities for sitting (section
44), first-aid appliances (section 45), canteens (section 46),
shelters, rest rooms and lunch rooms (section 47) and creches
(section 48). These are the specific items of statutory wel-
fare which an occupier is under an obligation to implement,
and it was made incumbent upon him under Section 49 to
appoint a suitable officer obviously to ensure that his res-
ponsibilities in regard to these items of welfare were properly
carried out. But we find that in some States, the welfare
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officers are saddled with responsibilities which do not belong

to a We

Ifare Officer as envisaged in the Factories Act. To

quote only from the Bihar Factories Welfare Officers Rules
1952, the duties of welfare officers shall be :

®

(ii)
(i)
(iv)

)

{vi)

(vi))

wii)

to establish contact and consultations and to main-
tain harmonious relations between occupiers of
factory and workers;

to take up with the occupiers of factory the griev-
ances of workers individual as well as collective,
with a view to securing their expeditious redress and
to act as negotiating officer with trade unions;

to help the occupiers of factory to shape and for-
mulate labour policies of the factory and to inter-

pret these policies to the workers in a language they
can understand; '

to watch industrial relations with a view to use his
influence in the event of dispute arising between the

occupiers of factory and workers to effect a settle-
ment by persuasive efforts; :

to deal with wage and employment matters in
collaboration with the occupiers of factory;

to ensure fulfilment on the part of the occupiers of
factory of obligations, statutory or otherwise, concern-
ing application of the provisions of the Factories Act,
1948, and the rules made thereunder and to esta-
blish liaison with Factory Inspector and Medical Ser-
vices concerning medical examinations of employees,
health records, supervision of. hazardous jobs, sick
visiting and convalescence, accident prevention and
supervision of safety committees, investigation of

accidents, maternity benefits and workmen’s compen-
sation; '

to promote relations between the occupiers of
factory and workers which will ensure productive
efficiency as well as amelioration in the working
conditions and to help workers to adjust and adapt
themselves to their working environments;

to encourage the formation of Joint Productipn
Committees, Works Committees, Co-operative Socie-
ties, Safety First and Welfare Committees and to-
supervise their work;
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(ix) to secure provision of amenities, such as canteens,
shelter ‘for rest, creches, adequate latrine facilities,
drinking water, sickness and benevolent scheme
payments, pension and superannuation funds, gratuity
payments, granting of loans, leave and. legal advice to
workers;

(x) to secure welfare provisions, such as housing facilities;
foodstuffs, social and recreational facilities, sanitation,
advice on individual personal problems and educa:
tion of children;

(xi) to advise the occupiers of factory on- questions
" relating ;to training of new starters, apprentices]
workers on. transfer and promotion, instructors and
supervision and control of notice board and infor-
mation bulletins, to further education of workers
and to encourage their attendance at technicat
institutes;
(xii) to'take measures which will serve to raise the
“standard of living of workers and in general promote
their well-being;
‘to exercise a restraining influence over workers in
going on- illegal strikes and over the occupiers of
factory in_ declaring illegal . lock-outs; to help in
preVenting sabotage and other illegal activitiess

(xiv) to detect and check bribery and corruption and to
bring such cases to the notice of the manager of thé

factory;
(xv) to cducate the workers and to inculcate in_them a
sense of responsibility for discharging their obligas

tions.

It would appéar from the above that a ‘Welfare Officer” in
Bihar is supposed to be mainly.. emp.loycd as an mdust,n?!
ons and personnel officer, his maim (}uﬁy being ¢o help_l_x;‘
establishing and formulating labour policies, watch industrial
relations, deal with employment matters, encourage formation
of works committees, exercise restraining influence over wors
kers in going on illegal strikes apd to check and detect_ corru-
ption. It seems to us that Section 49 of the Factories Act
was used by some of the Sta{e Govemments_ to compel the
occupiers of factories to appoint officers specifically Fntrustgd

f personnel management and industrial

ith the problems © A g
:Z;g:ions vIv)hich. needed urgent attention, though this may not

(xiii)

relati
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have-beea stricuv 1o accordance with the spirit of the Factories
Act: The Group'ts of the view that whatever may have been
the reason behind this development; it'is no -longer necessary
to retain this provision in the law, because thie institution of
professional personnel'and industrial ‘relations men has now
been firmly established in the country, and no industry worth
the name, much less the~ heavy engineering industry, can
afford to do without having in its employment qualified

personnel officers to handle matters relatig to personnel and
industrial relations.

There is another aspect of the matter to'which we would
like to draw attention. Most of-the State Governments have
alsolaid' down that no w:lfare officer ¢could be discharged,
dismissed or otherwise punish=d except with the prior approval
of the Labour:Conimissioner 1his is a queer sifuation in which
tap officer would-be employéd- by d factory and‘paid by it, but
he would be subject to the disciplinary control of “an outside
agency. This prevents the growth of a sense of,belonging to the
industry m the mind of the welfare officer and, frequently, he
is looked upon as a suspeact, which.is neither conducive to
good industrial relations. nor. to the growth of the cadre of
profcssiona! perso‘nﬁel' managers, We are, . therefore, of the
view that o long as the provision for the appomtment of a
iwelfare officer "is retained in the law, it should at least be
ensuredthat the officer’ functions as an mregral part of the:
jmanagement, subject to its: control dnd - discipline without
Jooking to any outside authority for. support.

Health and Safety

4.5 Chapter, Il ani- IV.of the Factories Act deal with
healih and safety of workers employed in a factory. In order
to ensure that the welfare measures described in Chapter V and
nentioned-above were carried out, it'was considered essential
to have a welfare ofhicer It israther curious that the legis-
jature did not contemplate havinga suitible ‘qualified Safety
Officer-lo ensure we implementation ot the provisions relating
to health and Safety. We need not dilate upon the impor-
tance - of - reducing accidents n a factory and maintaining
the health - of the workers: In our ‘view, thirefore. it is
éssemial“thata new section be inserted in the Factories Act
making it incumbent upon the occupiers ordinarily employing
" five hundred -workers and more to have a full-time Safety
Officer whqs’e‘fd_u‘ties and qualifications may be prescribed
py thé State Governments We would * also ' recommend
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that in units employing less than five hundred workers also
there should be an officer designated as safety officer, though
not on full-time basis, who -should look after matters con-
nected with health and safety in addition to his own duties.
Tt may be useful to rotate such an officer from time to time.

‘National Holidays

4.6' There is universal practice ot granting holidays
-with pay for Republic Day (26th January) and Independence
Day (15th August) Paid holiday. for Mahatma Gandhi’s
Birthday (2nd October) is also granted by most ‘of the units.
It is reccomménded that these three national holidays with
pay should be made compulsory.

Regional/Festival Holidays and Casual Leave,

4.7 'The practicein regard to-regional/festival holidays
with pay varies from 2 to 13 days:in a.year. The same is
true of casual leave. Some ‘firms givesonly 5. days :casual
Tedve with pay, while there are others.which grant as.much
as 12 days casual leave with pay in.a.year. Ve consider that
holidays :should: not be regulated by law; and wé expect
that in course of time the. practice in.this regard would be

standardised.



50 TRADE UNIONS

5.1 There are four Ceniral Labour Organisations, name-
ly, the INTUC, AITUC, HMS and UTUC, and their alignment,
wherever it exists, is with one or the other of the four principal
political parties, such as Indian National Congress, Communist
Party of India, Socialist Party and Revolutionary Socialist
Party of India. Major shifts and unhealthy developments
in the politics of the country during the recent years have
unfortunately been responsible for similar developments in
the trade union field, and there is a rivalry and competition td
capture the labour field by whatever means possible. This
has resulted in: the erosion of the solidarity of the working:
class. In this situation it is heartening to find that there are
trade union leaders in the country who believe in the genuing
role of a trade- union,: and who are making significant cons
tribution in trying to insulate the trade union movement from
“undesirable political influences. 1t is our considered opinion:
that :suitable measures should be adopted to strengthen the
influence of such leaders of labour movement so that it is

kept free from interference from outside parties including.
Government. '

5.2 Itis regretted that the trade union movement even:
now is sought to be regulated by an out-moded Trade Union
Act passed over 40 years ago, and all attempts to bring this.
law in line with the requirements of the present situation and
to take care of the emergence of the forces which impinge on.
the Jabour movement have so far been abortive. It is time

that serious thought is given to amend the law comprehen~
sively without delay.

Rival Unions

5.3 Asitis, any seven persons working in an establish-
ment can form a union and provided it conforms to certain.
formalities it shall be registered, and once registered it enjoys-
the privilege of raising a dispute with the employer. Itis,
therefore, no surprise that this provision has been widely used
by irresponsible groups of men for bringing into existencea

30
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SUAUDCT Of paper unions and ‘for nwarting the efforts of a
genuine representative unjon trying to secure better conditions

O.f-. °mP10yment from the 'eniployer; Apart from being a

Source of internecine quarrel among groups of workers claim-
ing allegl'flnce to diﬁ‘erent unions’ ,according‘ to_the exigencies
of the situation, the employer is kept busy in strategic
manoecuvres for avoiding trouble on account of their activities
and - ag unscrupulous ' employer has a ‘ good plea to put off
consideration of -issues of vital interest to workers on the
ground of opposition from sections of workers, however small,
represented by rival unions. Thus no one gains by- the exis-
tence of the multiplicity of unions, except the irresponsible
leaders of the rival unions, who may use the union to their-
temporary political advantage, and an unscrupulous employer
who may not like to have a strong union; the genuine interests
of workers suffer and so of the industry. The representatives
of the four Central Labour Organisations adopted the Inter-

union Code of Conduct on May 21, 1958 agreeing to o_b_servc

certain basic principles for maintaining harmonious. inter-

union relations. Our experience has shown that during the

10 years of the existence of this Code, it has been observed

more in breach. As for example, the Code says that there shall

‘be no dual membership of a union, yet it is common knowledge

during the verification of the membership of the union that

there are numerous names of members existing on the hst of
more than one union; the Code says that there .shall pe no

violence, coercion, intimidation or victimisation in_the inter-

union dealings, yet it is our common experience that thesg.am

the very things which happen ¢évery day whére there are rival

unions. It is clear that something more positive has to be

done to end this situation.

Registration of Unions A |
5.4 In the first place, we would recommend that the law

should be so amended that no union is rggist?r?ble unless it
commands the support in writing of a certain minimum percen-
tage of the total' work force employed in a unit or in an
industry, as the case may be. We sugg_cst that this pgrceutage
be fixed at 10 for a unit and 5 for an m@ustry. . This restric-
tion may apply only to a union to be reglstereq in the fut.ure,
and also in cases where there are already registered . unions
functioning. For new units coming up, and where a union is
started for the first time, at least 20 members should apply
together for forming a union instead of the present number of
seven. But once a union is registered in an establishment, the
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conditions mentioned earlier for.registration should apply in the-
case of subsequent unions applying for registration. As regards
the exnstmg unions, it may. be laid down that if, in case of &
genuine dispute, after proper verification of their membership
any one of them is found to have a membershlp of less.than
10 per cent or 5 per cent of the total work . force, as ‘the case
may be, the regxstratlon shall be cance]led There may be a.
suitable provision for appea or revision against the decision
of the verifying officer to a Jud1c1al authorlty We. consider
that if these conditions. are laid down in the Trade Union Act,
it would act as a deterrent against the mushloom growth of
unrepresentative and irresponsible trade unions.

Unions Affiliated to Central Body

5.5, As stated earlier, most of the unions are ‘affiliated to
one or the other of the four Central Labour Orgamsatlons,
but due to differences in the polltlcal partles itself,  splinter
group> have now appeared in each organisation.. It should be
our. firm and declared policy not to have any dealings with any
faction or group ot the official organisation, and the employer
and Government should be requlred to deal only with" that
group in the union which the principal orgamsatlon to'which
it claims affiliation certifies to Government as the official group
from time  to. time. 1t, therefore, follows that all factional
dlsputes in a union claiming to be affiliated to a Central Orga~
nisation should be referred to ‘the Central Orgamsatxon
concerned and it should be thc policy of Government to
accept the recommendation’ of the Cefitral Orgamsatlon in
decxdmg all such, factional dxsputes ‘It is’ unwise, "in our
opinion, to try to reach a finding in such a matter mdepen'
dently or agamst the aavice: of the Central Orgamsatxon It
militates against the growth of the trade "union movement on
proper lines, and encourages people of doubtful loyalty to the
Central Organisation. to seek support from powers that be.
In. case, however,. there is no definite advice available from.
a Central Organisation. w1th1n a specxﬁed time, Government_
should be free to decide the issue in a  suitable manner, which
we shall presently. indicate.

Independent Unions

5.6 There.may be cases wheére -unjons do not claim:
affiliation to any.central organisation, and claim to be indepen~
dent, though our Group has not come. across: any such case-
in Heavy. Engmeermg Industries. In such.a case, hOWever;
the Registrar’ of : Trade Unions should ~have the poOWwers to-
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inve dnd aive” ) i : ‘ i

Recognition of The Union

uniog. Zlndmil:tany cases 'l_n'dusgrial u'.n'rest i$ caused by intra-
fighting with er-union nvalry,.therwal groups and unions
feCOg’nitibl' e\i;‘:h other and w;th the management to secure
dispates olf]" ¢ have suggested how to resolve intra-union
an g 3 union affiliated to a' central organisation and of
i‘egardinp‘e.n ent union. As regards inter-union disputes
adopted-gb recognition, we recommend the fermula recently
their 1 y “the Blh.ar-_((v.‘e;n,tral) Labour Advisory Board in
Based oe_e_tmg held-at Patna on 12th and J3th January, 1968.
issued n these chomrl‘n_;ndat.ron.s, Government of 'Bihar have
a Resolution datéd 215t March, 1968, in the:following

terms :
“"The following principles’ should be followed “in dealing
¥1th. the question of rival trade unions'and their recogni-

on :

(1).. Where there.is:only one registered umion I anp
industry or establishment, that upion must be recog-
nised by the.employer.

‘Status'quo be 'maintained in ihe case of 'the unions
‘which are at present fegistered and  recognised unless
their ‘registration is* cancelled ‘by the Registrar of
Trade Unions, in which case the “recognition should

be withdrawn.

(3) A rival union cau viaim recognition quly after }'t has
functioned for at least .one year .at, the particular
establishment from the date of 1ts registration under
the Indian Trade Union Act, 1926.

(4, The employer should deal-with all questions of gene-
ral interest to the worknien with the r'ec-o'gg@sed union
-only*provided that the‘employer shalf fiof’ ‘enter into
any agreementwith‘the‘ repognised union al_):out speci-
fic - grievances of individual characteér of wqumen
who are not members -of such registered unions as

2)

are not recogpised :
Provided that a registered union which is not recog-

nised 'may: raise_before the . State Implementation

and Evaluation Committee any question about :=—
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(6)

Q)
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(a) breach of Code of Discipline;
(b) breach of any award or agreement;
(c) violation of this Resolution ;

(d) question of the implementation and - recommen-
~dations of the Wage Boards.

Cases of individual workmen, having no general
application to others, can be brought up before an
employer by a registered union of which the work-
man is a member eyen though ;that union is not
recognised and the employer shall negotiate with
such registered trade pnion; in no case, however, will
the employer enter into an agreement on - matters-of
general interest with a union which is not recognised.

When there is a dispute about the representative
character of unions for the purposes of recognition,
the dispute shall be referred to an Independent Board
consisting of one representative each of: AITUC,
INTUC, HMS and UTUC, one representative of
industries in the private sector and .one representative
of industries in the public sector and the President of
Bihar Chamber of Commerce, ex-officio, the Secretary
to Government of Bihar, Department of Labour and
Employment, and Commissioner of Labour, Bihar,

who will act-as Convener and Member-Secretary of
the Board.

The aforesaid Board will try to determine as expedi~
tiously as possible the representative character in
accordance with the rules and procedures to be for-
mulated by the said Board in advance for disposal
of the matters referred to the Board. Provided that,
once the Board is satisfied that the voting by secret
ballot should be taken to determine the representative
character of the rival unions, it may proceed to take
the vote in accordance with the procedure prescribed
by it notwithstanding any disagreement or non-parti-

cipation of any of the parties to the dispute.

R ecognition granted to a union as a result to voting
in accordance with the procedure laid down in

- paragraph 6 of this resolution should not be distur-

bed for two years.



35

{8) Al!‘disputes arising out of internal rivalry within any
union s.hall be referred for decision to the Central Or-
ganisation to which the union in question -is affiliated
and the said central organisation shall- decide the
matter within a period of two months from the date
of reference of the dispute to it.

(9) Disputes arising out of rivalry within the trade union,
which is not affiliated to any of the four central
organisations and such disputes arising out of rivalry
within a trade union which is not decided by a cent-
ral labour organisation to which it is referred within
a period of two months, shall be decided by the
aforesaid Independent Board in accordance with the
rules and procedures laid down by the Board for the

purpose.
(10) For withdrawing recognition of a union, the em-
ployers shall obtain the prior approval of the State
Implementation and Evaluation Committee whose
decision in the matter .shall be-final, provided that
recognition has not been granted under para 7 of

this Resolution.”
5.8 1nessence, the formula provides the appointment of
an Independent Board consisting of representatives of

employers’ and employees® organisations and Government to
unions shall be

whom all disputes relating to recognition of

referred and whose decision shall be final. The Independent
Board may decide the issue by verification of membership
or by secret ballot, on the basis of a pr -determined procedure

laid down by it.
For the procedure 1aid down by Bihar, please sc€ Appen-

dix—1III.
"Membership Fee .
5.9 We have found that most of the trade unions suffer
undertake

for lack of funds and they are notin a position t0
bers. The

any constructive work for the benefit of their mem ]
present membership fee of 25 Naye Paise per month was lax.d
t of the Trade Union Act 1960. This

down by the amendmen e Tr .
is too inadequate particularly in view of the rise in wages an
that the minimum union member-

costs. We would consider
ship fee should not be less than one rupee per month.

Check-off System
5.10 In this connection, we would also recommend that
.a recognised unjon should be granted the privilege of check off
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system under wkich thz unioa’s dues of. its members, if they
so0-desire, are deducted . from, the wages by. the employer and
remitted to the union fund.

5.11 We shall discuss the rights-and. duties of a recogni-
sed union:versus an unrecognised union in a subsequent chapter

where we shall deal with collective bargaining and appointment
of a- collective: bargaining agent



6.0 INDUSTRIAL RELATIONS

Notice of Strike and Lockout

.- 6.1: Most of the heavy engineerine indusiries fall outsida
the scope ol “*public utility. service’” as defined .in .the Indus-
trial Disputes Act 1947, or mentioned in the First schedule of
this Act. Therefore, unless there is a subsisting contract "bet.
ween the employer and its: workmen to the contrary, the
workmen would be quite within their rights to go on strike
without any rotice and no action under the law can be. taken
against them. .t is our experience that this right is exercised
quite often by a, section/sections of workers with impunity,
and the code of discipline in. industry, which lays down "that
there should be no strike without notice, is of no help. "In
view of the vital role of the leavy engineering - industries’ in
the national economy, we would recommend that the law
should ;be amended suitably to make. sure that it would be
illegal to cail.a strike in the industry without adequate notice.

The period of notice may be the same as prqs_crlb?f_i in the

Industrial Disputes Act for.a public utility service industry.

It goes without saying that-a similar restriction should apply

to a lockout also

Industrial Disputes
6.2 In order to promoie- healthy industrial relations
it is essential that disputes of individudl nature dare kept out-
side the s¢ope of direct- approach to-the various aqthorltles
created under the Industrial ‘Disputes Act for scttlement of
disputes who néeed be concerned only with what has come 10
be known as an industrial dispute, Essential features of a Suita-
ble Grievance' Proceduré“with permissive variations -to suit
local needs may,” by enactment, form an integral part-of the
Standing Orders ‘of a company, and'such -disputes may ‘be

settled accordingly.

6.3 - There have been several judicial pronouncements thgt
an individual dispute cannot acquire the status-and complex
i on of an industrial disputé unless it is backed .up by asubstan-
tial number of workmen or-by a registered union : this position

37
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may better be clarified in the law itself. In this connection,
it may be mentioned that the recent insertion of section 2A in
the Industrial Disputes Act, however much it may have been
justified in the present circumstances, is likely to have rather
an adverse effect on the healthy growth of trade unions in as
much as it gives the right to an individual workman, regard-
less of a union, to raise an industrial dispute regarding his
discharge, dismissal, retrenchment or termination of his ser-
vices, and thereby confers jurisdiction on a conciliation - officer
to take cognisance of such a dispute and to bring into play the
consequent provisions of the Industrial Disputes Act. Exis-
tence of a strong and responsible trade union is conducive to
better industrial relations, and it should be the endeavour of the
State, through suitable legislation, to encourage the emergence
of such unions, and to discourage any attempt by the workers
to by-pass a union, particularly when the law gives full choice
to the worker to be a member of the union of his choice.

Polit’cal Parties and i,abour Policies

6.4 Inter-union and intra-union rivalry has been one of
the causes of industrial unrest in the country. Disputes
arising. out of such rivalries have in recent times become a
common feature mainly due to the development of strong
factions and groups in the political parties to which most of
these unions are attached. In ‘the industrial areas, labour
command majority of votes, and it is understandable that they
are wooed by all the political parties. The unions provide a
convenient channel for this purpose. We had one-party
Government' in most. of the States until.-the last General
Elections During the early post-independence period, group-
ism had not.developed to any appreciable extent in the politi-
cal parties and once it was known that a union was affiliated
to the AITUC, HMS or INTUC, one could easily understand
the attitude the union would adopt towards any particular
problem depending upon the known philosophy of the CPl,
Socialist Party and Indian National Congress: The situation
became complicated when the political parties, other than the
Congress, started gaining in strength, and the Congress itself
suffered heavy erosion in the basic unity of its rank and file.
Many States came to have United Front Governments ' consis-
ting of parties with completely divergent political beliefs and
very soon the labour policy of each State was shaped by the
party from which the Labour Minister was drawn for the

time being. Thus contradictory policies came to be follovs_'ed
.in the sensitive area of labour-management relations which
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brought about much chaos and confusion. No less harm
has been done by groups within the same party vying with
?agh other to capture power. - These are. the current problems
in industrial relations, and we recommend that a satisfactory
solution is found which will be capable of strict enforcement:
else we shall be looking in vain for sound harmonious indus:

trial relations to develop.

6.5 As a first step, the inter-union ‘rivalry for getting.
recognition and the intra-union rivalry for the executive
positions in the union' have got to- be eliminated by
adopting a policy which would be easy of implementation and
which would be consistent with the democratic principles which
should govern industrial relations. - In-the preceding chapter,
we have suggested a procedure to deal with both these pro-,
blems and we would once again commend them for careful’
consideration. An Independent Board of the type which we
have suggested should deal with- cases of inter-union rivalry.
and also with the cases of - the intra-union rivalry where the
union is not affiliated to any of the four Ceatral Labour Orga-,
nisations, while the Central Labour Organisations themselves.
should have the full powers to deal with intra-union- rivalries.
of their constituent unions. -If -at-all at. any stage of this
process, it becomes necessary to refer any . particular issue -to
an.outside party, it should be referred only- to- a suitable judi-
cial authority, though, in our view, industrial relations - admi-:
nistration should be such that resort to courts and litigation is

kept to the minimum.
Colléétive Bargaining and Collective Bargaining Agent
Bipartite Vs Tripartite ‘Agreement
. 6.6 It need hardly be-said. that collective bargaining
is the sine-qua-non of.sound. industrial relations. Unfor-
tunately, the provisions of the Industrial Disputes Act, as they
exist now, prove to be a definite hindrance to the promotion
of collective bargaining on proper lines. The first require-
ment for collective bargaining is to have a strong union which
can function as a bargaining agent on behalf of all the workers.
- For reasons which we have stated earlier, our labour laws
€ncourage multiplicity of unions rather than consolidation . of
unions. This has to be prevented by suitable legislation as
suggested earlier, - Once. the employer. has granted - recognition
0 a union, and until such a recognition is withdrawn under
the circumstances which have also been mentioned- earlier, the
recognised union should be deemed to be the sole bargaining
agent for all the workers in a unitand it should have the
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right to enter 1nto collective agreement: with the- employer. on
all matters concerning the workers and'which afféct employer-

employee relationship. Collective agreeiments reached - bet:

ween the employer uund the recognised-union, without: inter.

vention of any State machinery, should be given. all- the
sanctity they deserve,'and it should not be'permissible for any
section of workers or any rival union to' challenge it in any
court of law'or before any authority, except-on a charge. that
the dgreement was void o account of-any. fraud or deception.
The existing law givesan inferior statusto .a bi-partite agree-
ment, comparedto an agreement-arrivéd at during a - concili-
ation proceeding ; while a bi-partite agreement is binding only
on the parties to the agreement under ‘section* 18 (Clause. 1)
of the Industrial-Disputés Act, a'tripartite agreement is bind-
ing on all the’ partiesf.t‘o the: disputet‘including the heirs,’
successors, and’ assignees’: of the employers Wwho were: parties-
fo ‘the agreemeit, and all persons Who were'employed-in- the.
establishment on’ the date of the dispute and all persons’ who'
subs®quently become employed. We would strongly recom-
‘mend -that this'-disparity and urequal treatment between bi-
partite and -tripartite‘agreements * must be removed. by law
without delay and_that' both placed on:equal focting in’ every
respect. - We'consider it -to be one of :the'most essential steps
for the Government to take in promoting ¢ollective “bargain-.
ding in the industry

Adjudication and Tribunals

6.7 We are of the view that as far as possible, compul-
sory adjudication should not be imoosed. It acts asa damper
to the willingness of the parties to exhaust all avenues for
reaching ‘settlement through collective bargaining it intro-
duces a third party in the'dispute between the employer and
the workmen 'which is ot couducive to promoting harmoni-
Gus relations between the' two, it'being a time-cénsumin
dffair, promotes biuerness. The Code of Discipline i
Industry provides that the managem:nt -and the union would
settlé all diffefences disputes and erievances by mutual negq.
tiation; conciliation and voluntary‘arbitration and that tl%e‘ '
will avoid litigation. We arein favour of this salutary prj }.,
ciple. 'though ‘it has been the experiencé of'some of uspthgt'
arbitration does not providé’much of a solution. The Manage-
ment aud the union are reldctant to refer economic issues gt_d
arbitration, because there are not'many qualificd” arbitratgrs
available in the country who could be entrusted ‘with thig task
and because thay genuinely fesl that there are issuey facing tp.
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i_nagstry which ‘cannot be subject to give-and-take which an
arbitration nornally implies. It is, however, clear to us that
I’ the present situation it is not possible to adopr any rigid
attitude either towards adjudication or towards arbitration.
But -once. the :law- is such as to lay maximum -emphasis on
Collective bargaining and. bipartit= agreement, the position is
likely to crystallisz in the nzar future. . Ir any case, it is our
view that retired members of judicial service or even retired
High' Court Judgés should not be appoiuted as ‘industrial tri-
bunals. “Such an'appointment should always be made from
the serving members of the,judiciary, and the selection shoiiid
be Ieft to the - Chief Justice of the State Fligh Court or the
Supreme Court as the case may be, and the executives should
havz no say ia the selection. “The appeintment’ shou‘ldﬂ, be “on’
a tenure basis, usually. for about three years after which the
tribunal shoild be ‘askcd to go' back to his original post:
His work should b= supervised by the High Court itself, just
as it supervises the work of the other branches of. Juc_hc_xar.y,
and the executive of the State Government should not have
any control over them-and nor should they be 'permi_tted' to
give any remark in .their character roll. If thesq' steps  are
taken, it should: greatly.help.ta strengthen confidence in indus.

trial tribunals,

Joint Consultation

6.8 The Second Five Year Plan-laid some emphasis on
association of labour with management, and. it also made a
reference . to 1he.agreement"rcached between the Tata'Irc_n}
and Steel Company-Ltd., Jamshedpur and the Tata Workers
Union which, for the first time in the country, proyxded fgr
closer association- of workers’ with management -and laid

i re for achieving.it. The Joint, Coun-
down a detailed procedu agement in the Tata Steel. have

i man
el of workers and the® he last 10 yeats or so and have

functioned successfully during the . iy
made significant contribution to industrial peace prevailing in

that company. The four main reasons for the success are :

iy faith of the management and the union in joint
consultation and their willingness to make the ex-

periment a sUccess .
existence of a strong and .‘resppnsil?lq' recognised
union which functions as the bargaining qgent on
behidlf of all workers in respect of e.veryt.h,m.g con-
cerning the employer-employee relationship ;

i)
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{ii) complete separation of the functions of the Joint
Councils from those of the Works Committees cons-
tituted under the Industrial Disputes Act at all
levels : and

iv) keeping all matters coming. within the purview of
collective bargaining outside the jurisdiction of the
Joint Councils.

Experience has shown that joint consultation can succeed.
only if the above conditions are fulfilled, the. primary condi-
tion being a strong responsible single union functioning as the
bargaining agent. In the absence of this pre-requisite, we
do not think a joint consultative machinery can function
successfully. Butitis an end which we must endeavour to-
réach by first - tackling the issue of union recognition and
giving all the rights of collective bargaining to the recognised.
union alone.

Surplus Labour

6.9 An industry, which is dépendent for its production
on the demand for its goods and services may be . required to-
adjust. its labour force from time to.time ‘if it has to run .effi-
ciently. In this process, some workers may .be found to
be surplus to the requirements, even after exhausting all the
avenues of absorbing them in alternative jobs within the unit
after retraining, if necessary and possible. Thereis a strong
view that management should not be asked to carry the burden
of the labour so rendered surplus: due to the circumstances
beyond its control.. At the same time we consider it necessary:
that action is taken'to avoid or.minimise the hardship to the
workers who may be thus thrown out of ‘their jobs.. We;.
accordingly, recommend the following coursé of action to-
deal with a situation of this kind ¢

1) such surplus workers should be paid all retrench-

" ment benefits under the law ; o

) a‘ pool of surplus workers shoula be created ;

3) it should be obligatory on the industry, to give first
preference to the members of this pool for employ-
ment when vacancies arise ;

4) those who are put in the pool should be paid some
"unemployment benefit, resources for which should be
raised by contribution from both the State and the

industry ;
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5) thc. pool should be maintained State-wise with a
national co-ordinating authority ;

6) the question of re-employment from the pool should
be handled through the employment exchange or
any other suitable agency that may be set up for the

purpose ;

7) the agency to be set up should ensure that man-
power requirement of new units coming up or of
the expansion of the existing units is mat- first from
this pool, as far as possible ; and

8) depending upon demand, members of the pool should
be liable to be employed in any State other than the

one in which they are registered.

The creation of the pool of surplus labour, as recommen-
«ded above, would, on one hand, give the industry freedom to
Tetrench, when circumstances warrant it, and, on the other,
Wwould -mitigate hardship to the surplus labour to some

eXtent.
Discipline

6.10 Experiences in the recent past in certain industries
both in the public and private sectors have brought to the
fore a new kind of indiscipline distinct from industrial indiscip-
line. There have been numerous cases where workers have
taken the law into their own hands on issues whigh ha:ve no
relevance to industrial disputes leading to e;gte_nsnv'c disloca-
tion in production. We feel that a clear distinction should
be made between an agitation arising out of an industrial
dispute and an act of indiscipline for other reasons. The
Group feels that the State should not be a passive .onloolfer
when there is a threat of violence and disturbance of industrial .
Peace due to either of the following reasons :
forces external to industrial disputes and to manage-

a 3
) ment-labour relations such as coq]munal disturban-
ces, regional disturbances, etc., which are harmful to
industrial relations ; and ‘ .
b) issues which though they may have a bearing on

industrial disputes pose a threat to law and order.
In either case, the State should actively intervene to
restore normal conditions, -so that production processes are

not interfered with.
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Absenteeism
6.11 Absentecism in the engineering industry w}]ich-
averages 159, is a malaise which continues to prove a serious-
problem. This absenteeism rate drops to as low as 2% a
couple of months before the annual bonus is payable ; while

after the payment of the annual bonus, the rate rises t9 as -
high as 30% for 3 to 4 weeks and seriously affects production.

Heavy absenteeism may be due to the following ecauses:-
amongst otbers :

1) industrial labour has an agricultural background-
and goes home for sowing and harvesting of crops ;
2) not infrequent misuse of the provision for leave ;
'3) social customs ;
4) observance of different religlous festivals ;

5) lack of understanding of the economic effect of stay-
ing away from work. '

Provisions for leave and holiday are such that if a faétbry
can work for 300 days in a year it has done well ; the average
being between 290 and 300. :

Workmen do not understand the full impact of absent-
eeism on the prosperity of a firm, that they have a correspon-
ding responsibility to the firm which employs them,

It is necessary to explain to workmen the undesirable
effect of suddenly staying awzy from work and although much
time must glapsc before it is understood, a start should be -
made by agencies of thé Central and State Government, and
the employers’ and employees’ organisations. In this connect-
ion we may mention how one of the large companies deals
with cases of absenteeism. Absence without permission is
deemed to be an act of mirconduct and the employee is liable
to be punished under the Standing Orders. The form of
punishment adopted by the Company in such cases is as
follows: '

a) An employee, who is guilty of absence without in-
formation or permission for a period of less than 15 days, is-
liable to be punished as detailed below: '

Ist offence —  Departmental warning in writing
2nd offence— Suspension for three days

3rd offence — Suspension for seven days -

4th offence — Suspension for fourteen days

5th offence — Discharge



45

If the employee is regular in attendance for a continuous.
period of six months, his previous punishment (s) for.absence
without information or permission is not taken into account.

b) For absence without information or permission for

a period of 15 days or more at one stretch, an emp--
loyee is liable to be discharged from the service of the
Company. . v .

We would commend this for consideration -with the:
modification that the employee should be liable- to be dis-
charged after the 3rd offence ; and the privilege of no notice
being taken of previous punishments for absence should be
available only after a period of full one year of no absence

without permission.



7.0 INCENTIVE AND PRODUCTIVITY

7.1 Although production is essentially a matter for
works management, productivity is a matter for both manage-
‘ment and workmen. Improvements in productivity can only
‘be achieved when all concerned with production have the
-will and are aware of all the implications. The national tar-
gets will not be achieved unless we maximise production and
hold the price line, and no one will dispute the essentiality of
either. But there is admittedly a third and perhaps more
.essential requirement, namely that the economy shall operate
with the maximum attainable efficiency so that the utmost
can be extracted from available capital, machinery, raw mate-
rial and manpower. Our country cannot afford to be ineflicient
in the utilisation of these resources. Any long-term solution
to India’s economic problems will not be possible unless we
learn to produce more from a given input, or conversely, that
a given output can be achieved at lower cost. Many other
things will be required if the economy is to become self-
balancing, but unless a substantial improvement in efficiencies
can be achieved, there can be no halting of inflation and no
significant long term increase in India’s exports, particularly
of the Heavy Engineering Industry.

7.2 The prime need is to appreciate that a sustained
improvement jn earnings can only come about if increases in
remuneration are linked to increases in productivity. The
starting point of any scheme of incentive -awards
or payment by results should, therefore, be the norm
of a fair day’s work for a fair day’s wage. Employers must
also accept the principle that increased profits arising from
increased productivity and greater efficiency must be shared
with employees as well as with inyestors and customers. In
all this, Government l}at_: a most important part to play in
supporting the producfmt.y-movemcnt, In stressing on its need
as well as in encouraging its successful implementation.

7.3 Experience of the past years has clearly shown that
a substantial expansion in exports of engineering goods cannot
Jbe achieved through normal economic stimuli. In fact, even

46
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additional incentives in the form of drawbacks on excise duties,
subsidies, concessional freight rates, linking of import require-
ments with export performances, etc., have not produced much
result. It is an unfortunate realisation that while the incen-
tive schemes must continue, what is of critical concern from
the point of view of expanding our exports is the high cost of
production. Itis said that in wagon building or structural
fabrication, our economic prices are about 11 to 25 per cent
higher than the lowest prices tendered by outside parties.
This gives an indication of the extent of uncompetitiveness of
the prices of our heavy engineering goods in the world market.
The high production cost in India is in no less measure due:
to lack of productivity and the consequent low utilisation of
capital equipment. The solution of _our export problem lies.
-largely in improving this particular situation. o
7.4 In 1960 a paper on the pattern of plant utilisation-
" in the Calcutta area produced by a Consultant for the U.S.
Technical Co-operation Mission, indicated that most of the-
‘best plants were operating at best at 30% to 40% of the-
scheduled efficiency on a single shift. L
7.5 ‘There are three distinct areas where productivity is a.
matter of concern, namely management methods, equipment and-
labour, but, as mentioned above, labour productivity, particular-
ly in the field of heavy engineering industry, is notina good’
shape. It is admitted that wagescontentin the build-up of an-
engineering product price is _comparatlvely low. The question.
‘has, therefore, often been raissd—do not the employers give
undue emphasis to the productivity of workmen ? The reason for-
this emphasis, namely, that it is not the saving in the. wages as-
‘a result of increased productivity but the fact that this increa-
sed productivity results in a higher output from the same-
capital resources, is an important one. It is also well-known-

i n can increase, in some cases, their pro--
that Indian workme ’uch, o 150-300%.  Bvem

ivi jally by as mi 2y
:sus‘:xtg;); :Zl;?siirclrt;asg ot¥ 100%: only in labour productivity.
alone; it can be worked out that the production costs in the
‘heavy engineering industry would be reduced byfas n;udtl' as-
25%, on this account only. Thehotlzcr elf&?e:etz a:)dsptrl;)e 1:101 rl:c,:,
| ' rials and overheads. . direct.
::3:151;: ?nrmtx;?gs at the plant, such savings can be limited
' While this saving must, of

i astage and stocks. |
zg;reiuglengov;e’ itgis unlikely to be more than say 109 of the

cost of materials or only 5% of the total p_roduction
costs. But it must be remembered that a raw material of one-

plant is the finished product of another plant; in this latter
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-plant there is once again full scope for increased labour produc-
tivity and a higher saving in costs.

7.6 One can buy a man’s time, one can buy a man’s
physical presence at a given place and one can even buy a
measured number of skilled muscular motions per hour or
.day. ' But things like enthusiasm, initiative, discipline, loyalty
and dzvotion cananot bz-altogether exchanged for money,
although these are the prime sources of the human will to
work. And without the will to work there is no real produc-
ctivity how-much soever great may be the inducement offered
by incentive schemes. Various are the schemes for incentive
‘payments and their methods. of computation. Much as the
will to work, the understanding also that incentive payments
are to be earned, is indeed lacking. Incentive. payments are
more often than not taken by the workmen to be an adjunct to
their dearness allowances. Instances are not scarce that in
spite of guaranteed fall-back wage, there are breaches of
-industrial peace when the earnings from the incentive schemes
fall on account of recession, machine breakdown or material
shortage. Incentive payments ‘should be allowed only if the
output has successfully passed inspection and tests. Whether
it isa group incentive or otherwise, it is no doubt desirable
that the incentive earnings do not fluctuate very much,
but in the current controlled economy and uncertain market,
some fluctuations cannot be avoided altogether. The other
important point to note is that under a group incentive
scheme, sporadic individual efforts alone are not good enough;
it is the result of the group or the team that counts; the whole
cannot be substituted by the parts. o

7.7 It is unfortunate that in the ‘engineering industries
of this country incentive schemes are not'commonly in opera-
tion. Barely about 10%,of the existing establishments have
such schemes besides the basic wages and dearness allowance
as the fall-back wage. Employers must, in the interest of the
industry, employees and themselves introduce sound incentive
schemes as early as possible. .On the other hand, perhaps
there are reasons why incentive schemes are not more preva-
{ent in the engineering industries in India, such -as, because of
the over-licensing of capacity, employers in many cases do not
wish for higher production targets due to overall insufficiency

of work.
7.8 Production outputs must not be confused with
roductivity incentives. Production outputs® should be deter-
mined by the management from time to time depending on
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plant and machine capacity and manufacturing methods and
having regard to the competitiveness of the market from time
to time, the Company’s ability to secure orders and also the
fact that the Company’s operations should be on a profit basis
S0 as to satisfy the investors as well. In regard to producti-
vity incentives, however, it is an expert’s opinion that “no
treatment of productivity would be complete 'without discus-
sion of incentives with the employees™. After establishing the
best methods. the management should establish- the best times
for the jobs allowing for fatigue, etc. and fix the production
outputs. The initial point of output for bonus commencement
and the maximum point -related to the production tar-
get should be settled after a discussion with the recognised
union. Similarly, the quantum of bonus payment at different
stages of production should be incorporated in the scheme in
consultation with the union bearing in mind always that these
cannot be divorced from a realistic consideration. of plant
economy, order book and market competitiveness. The Sup-
reme Court has held that incentive payments should be made
to both the direct and indirect workmen although indirect
workmen may earn a smaller amount. th&ther it should b.e
a group incentive, a batch incentive or a piece-rate system, 1s
a matter to be decided by the management in consultation with
the union in consideration of many factors affecting the shop
conditions and job requirements. Many standard books are
available for consultation. The productivity programme
should be entrusted 10 sufficiently experienced  personnel who
are adequately conversant with the shops concerned. Prefera-
bly, this should be entrusted to a separate Industrial Engincer-
ing Department, hired or employed, and having the same status
as the Personnel or Accounts Department. In_smaller _umt.s,
perhaps one industrial engineer wou.ld .be sqﬁicxent, whilst in
larger units, a more elaborate orgamsatan,,huedvor employed,

would be necessary.

' 2ir Wages Committee indicated that one of
s ia.:zculdgdeterminefair wages is the producti-
It is hoped that considering the emphasis on
ft Fourth Five Year Plan, the Wage
i{d not ignore the desirability of

extending the system of payment by resylts or at least to gl;le
reasons for ignoring or paying attention to this aspect. 1}
this connection our attention has been drawn to a .ﬁndmg 0

the Economic and Scientific Research _Foupdatloq, in a study
intitled “Productivity, Wages and Prices in Indian Industry

the factors whic
vity of labour.

productivity in the dra
Fixing Machineries shou
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- 1953-63”, that all wage increases linked with the cost of living:
index are meaningless and self-defeating. They bepeﬁt neither
the wage earners nor the economy. The findings of the-
Foundation, based on an analysis of the organised manufactu=-
ring sector in general and on selected industries in particular,
are thatin an economy dependent primarily on agriculture,
all attempts to push industrial wages faster than national per
capita real income ‘‘are self-defeating and inflationary, since

. they ultimately end up by raising prices by that much margin™.

7.10 In "connection with the Labour Policy and Prog-
rammes, it is a recommendation contained in the Draft Fourth
_Five Year Plan that the total wage should have three com-
" ponents, namely the basic or minimum wage, an element rela-
ted to the cost of living and an element related to increase in-
productivity. Incentive payments should be introduced on a.
combination of time rate and piece rate systems with a guaran-
teed fall back wage. It is suggested that about 75% ofa
day’s work as determined on scientific lines should be taken.
as ‘standard production’ or base against basic wages and dear-
ness allowance. This will leave a margin of 25% production.
for incentive earnings by extra performance.

7.11 The National Productivity Council has been partly
_successful in creating a_climate for productivity among em-
ployers. Employees; however, are not very enthusiastic as has
been admitted by many Productivity Councils. The National
Productivity Council and the Local Productivity Councils
must now carry the message of productivity to the plant level.
The consultancy services on the techniques of productivity
should be strengthened. Employers who are now mentally
prepared to adopt productivity techniques find that there is a
-vacuum when they wish to engage consultants who can give
them concrete projects after a survey of their plants. The
National Productivity Council through their local agencies can
fill this gap. Productivity ensures the . most efficient use of”

- the wealth-producing resources at our disposal and can
thus contribute to the growth of the enterprise and the eco-
pomy in general. Measurement of productivity and its alloca-
tions to different factors should figure prominently in the
-wage negotiations. The gains of productivity should be shared
with investors and consumers. Incentive schemes should be
introduced in such a manner that they are easily understood

‘and their morms are attainable with full scope of earning
prospects taking into view the degree of efforts and returns.



8.0 SOCIAL SECURITY AND WELFARE

‘Social Security Schemes

8.1 Social security schemes vary considerably from one
-organisation to another. Besides the statutory social security
-schemes, some firms have certain additional schemes such as
gratuity, retirement benefits, medical benefits, death relief and.
family relief funds, etc. Thecost of these schemes varies
since it is dependent on the size of the firm Insome firms
the cost is substantial, and in atleast three of the heavy
engineering concerns under study, the cost for one year is
over Rs. 30 lakhs or about Rs. 15/- per worker. In one firm
it is said to be as much as 15%, of its total labour cost.

.Employees® State Insurance Scheme

R.2 The Employees’ State Insurance Scheme has been
successful in most areas where it has been introduced. We
.are aware that there has been serious criticism of the scheme
-at times, and in one large industrial centre, the workers be-
longing to all parties are dead opposed to the introduction
.of the scheme. With better administration and control there
is no reason why the scheme should not be successful. We
are of the opinion that the scheme should be extended to cover
the entire working population including temporary workers.

Provident Fund-Cum-Pension Scheme

8.3 While the statutory Provident Fund. Scheme.hz}s
assured substantial relief to workers after retirement, it 1s
.generally found that the money is not properly
utilised. Tt is not uncommon to find thatsoon 2
ment, most of the workers have miserable time for the rest
‘of their life. We would, therefore, very strongly recommend
that a suitable pension scheme for all the workers should be
introduced, in addition to the Provident Fund Scheme which
‘may have to be modified insuch a way that the financial
‘burden is shared between the employer and the workers.
Gratuity

8.4 There is no set practice in the matter of gratuity

payment. There are some units which, at the time of retire-
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ment of an employee, pay gratuity based on half a month’s-
basic wage for every year of service, if an employee has put
in a certain minimum number of years of service. With a
view to bringing .dependable .relief after superannuation it
should be obligatory, in our view, to pay gratuity to em-
ployees with sufficiently a long and satisfactory--service at the
rate of half a month’s wages per year of service. This may be
subject to a maximum of 15 months” wages at the "time of
retirement. There are, however, two views on the concept of
wages and the .quantum’ of maximum gratuity. The wages,
according to one view, should comprise the basic wage only,
while according to. another view, it should comprise basic
wage and dearness allowance also. * As regards the maximum
quantum, the other view was that there” should be no limit .
to it.

Welfare

8.5 Welfare facilities have generally taken the form of
subsidised housing, subsidised .canteen and organisation of
social and cultural. activities. With regard to housing, in
places which are. away from cities’ and large towns, .i;idlust'-
ries have provided .accommodation which varies from' 15
per:cent to 80 per cent of the strength of their employees. 'We
wish to make special mention of the, fact'that since’ Indépen--
dence Government have not done much in the way of  provid-
ing. houses for industrial workers and most. industries find
it difficult to arrange for the necessary firiance to uhdertake
housing on a satisfactory basis.- The problem is urgent: and
should receive due attention of Government.

.8.6 . Very often the employees in'large heavy, engineering.
units are drawn from different regions-.of the country. -In
aiming to achieve social and cultural integration- amongst
different groups of people- engaged  in these large .units the
social and sports associations:have assumed importance, and
there are many units which-are financially assisting the forma-
tion of these associations. We welcome this, but it is -a
matter which is to be left to the units concerned.

Education

8.7 - There is no common pattern about education 1aci-
lities to the children of workers. ) In a few cases there are
company-run schools upto the Higher Secondary level, and
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there are also other cases where a unit provides transport
facilities at subsidised rate for the employees’ children  to
attend schools run by the State or other organisations. We
consider that education should be the primary responsibility
of the State and tne State should pay special attention towards
discharging this’ responsibility ' in relation- to the children of
the workers .engaged in industries. We see no reason why
the industrial workers’ children should be treated differently
from those of the rest of the population in obtaining Govern-
ment’s assistance n this important field of education.

air Price Shops ‘and ‘Co-operative Stores

8.8 The spiralling prices mainly of foodstuff and other
necessary commodities during the recent years have brought
to focus the urgent need for providing either fair price shops.
or consumers’ co-operative stores where the workers could buy
their necessary requirements of food and other articles at re-
asonable prices. The dearness allowance in most cases 1S nOW:
linked with the cost of living index and wherever it is not so yet,
it is presumed that the Wage Board for Engineering Industries.
would very soon provide for it. The employers are, therefore,
unwilling to take any further financial responsibility for pro-
viding either fair price shops or for assisting consumers’ co-
operative stores. We would commend that it would be in
their interest to provide physical facilities required for fair-
price shops or for consumers’ co-operative stores, as the case
may be, in the shape of housing accommodation for the
shops and stores and in recovering dues from the workers
through their pay-rolls on behalf of these shops and stores.
It is recognised, however, that for either the shops or .the
stores being successful very active support and co-operation.
of Government would be necessary in the matter of maintain-
ing supplies. ‘

Fringe Benefits

8.9 Of late the employers are reluctant to undegtgke
any new welfare activity mainly because the Wage Fixing
Machineries, while fixing wages, generally ignore the sup;_)]e-
mentary labour cost to the employer on welfare services
which are known as fringe benefits and some of which _have
been enumerated above. We are of the view that in‘ fixing a
fair wage, consideration should be given to the cost incurred
on fringe benefits. This would also encourage the employers
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o provide more and more amenities to the, worker, which
-would ultlmately help him and his family in enjoying better life.
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SUMMARY OF CONCLUSIONS
Chapter 2—Problems of Development

. . L. Growth and development of Heavy Engincering:
Industries are essential for deepening and widening the econo-
mic base of the country in order to enable the industry to
become self-reliant and growth self-sustaining. (Paragraph 2.1)

2.  While the general index of industrial production rose
from 73.5 in 1951 to 194.2 in 1966, there was phenomenal
growth in basjc metals, finished steel, aluminium manufactur-.
Ing and machinery; in the last case index rose from 45.2 to-
532.5 during thjs period. (Paragraph 2.3)

3. According to the Indian Labour Statistics, 1967, the
contribution of Jarge and medium scale engineering mdu;t-
Ties by production of goods was approximately 31% of the
value of goods produced by all industrics. (Paragraph 2.6)

4. The index of ‘wages at constant price level, 1;13%)051-
ing money value of benefits and privileges rose, from n
1951 to 147.4 in 1963. (Paragraph 2.8) -,
5. The industry appears to have reached a _lwactzr-:ilit;;i
due to Tecessional tendencies in the economy. Wh: eut h‘;s ine
has been increasing at the rate of about 10%, Oisd in some-
Creased at the rate of only 4% or less per annumUtilisation of
cases mone at all during the last four years- | to 50% and:
installed capacity has gone down from 9042 9) ’
below in about 53 major industries. (Paragraph A untries:
6. Export of engineering goods to devewp;nigm;sz has
should receive much needed boost; the share d(:) so in a large-
1o be progressively reduced; it is possible t? major plants in
Mmeasure by well planned diversification o
existence ang to be set up. (Paragraph 2.9) high
7. Industrial growth and development c}?;::hfocl;ai; lgae-
level of capital formation and investment wiﬁce‘ for har-
achieved through great human efforts and saﬁr economy the
monious and co-ordinated. development Of;)e r should be
imbalances between rural and mdu.stnal la .o“t resent in.
Progressively narrowed down; the iadustry is at p '
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the doldrums of recession; our immediate future wage policy
for heavy engineering industry should take note of these facts.
(Paragraph 2.10)

Chapter 3—Recruitment, Induction & Training
8. 80 to 909, of the workers employed in Heavy Engi-
mneering industries are production and related workers; of
whom majority - are technicians of skilled and highly skilled
categories. (Paragraph 3.1)

9.  The experience with the Employment Exchanges in
tegard to the supply of skilled manpower has not been satis-
factory. They.should -be properly equipped and ’oriented.
‘Only those should be registered for employment in a skilled
trade who -are found to conform -to certain standards. A’
better ‘liaison between the industry, the -Exchanges and the
1. T. Is. is called for. (Paragraph 3.2)

10. "It should not be compulsory for an employer to
recruit all the - personnel through the Employment Exchange;’
the Exchange can win over the confidence of the industry
only through the quality of its own service, which at present
is rather below mark. (Paragraph 3.3)

11. The Employment Exchanges should function on a
national basis and should beunder the Union Ministry of
Labour. (Paragraph 3.4)

12. The scheme of recruitment of trade apprentices
needs reorientation. 'Each . establishment should be given
full freedom to vary the number of apprentices in different
trades so as to first satisfy its own.requirements of skilled
men. The: requirements must be assessed carefully on year
to year basis and the authority in charge of the implementa-
tion of Apprentices Act should have powers to issue direc-
tives altering the number and ratios of apprentices to be.
taken by a unit. (Paragraph 3.5)

13. ‘Industry should.offer opportunities to the men to
improve their skills. (Paragraph 3.6)

14. . Sons and relations of.employees genefally get pre-
ference in recruitment to lower - categories, - In- highly skilled
and supervisory categories s?lectlon is - based.on competition
on a national basis but certain amount of preference is given
to local candidates. . (Paragraph 3.7) o _

" 15.. There is some shortage of trained and skilled tech--
micians in certain trades mainly because those passing out of
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I:I‘Ishave not been found upto the mark. Most of the indust-

ries have their own schemes of training of the skilled per=

ZOBPCI and there has been increased mobility in this category
uring the recent times. (Paragraph 3.8)

16.. Temporary'employees,ndrmally get the same basic
?;’lage and dearness allowance as permanent employees, but
: © casual labour employed for casual work get much less.
‘L 1s felt that as regards basic wages and dearness allowance,
eémporary and casual labour should be on par with perma-
lent workers. (Paragraph 3.9) '

17." The cosmopolitan nature of the heavy engineering
stries in the matter of employment should be allowed to

indu
ETOW as they constitute most vital centres of national integra-
tion. At the same time, through the constitution of high

_power selection committees, the justifiable aspirations of the
local people for employment should be met. (Paragraph 3.10)
18. It would not be in the interest of. industry to impose
any -ban on contract labour being employed, but suitable
safeguards in Jaw should be provided for them in the matter
Ot wages, provident fund and for regulating conditions of work,
including provisions of rest and holidays. (Paragraph 3-11)
... 19. The Government should set up an agency to reha-
b‘l'tat?"those who are physically handicapped as a result of
-an accident and who cannot-be absorbed in their own firms.

(Paragraph 3.12) :

20. It is essential to have a_programme of induction for
-each category of workers. (Paragraphs 3.13 & 3.14) ‘

21. Promotion to unskilled and semi-skilled posts should
generally be on seniority alone; but merit, _eﬂicnency and
ability to do the work should be the main criteria for promo-
tion to skilled, technical and supervisory posts. T'here shou]d
be a formalised: procedure of objective merit rating for pro-
motion to higher positions in the hicrarchy of supervision.

(Paragraph 3 715), _ _
22.  While it is a good- moral: booster if higher positions

are filled in by recruitment from below, experience has shown
that the vitality of -an ‘organisation is better malr.ltal.nf?d if
fresh blood is injscted in.it at different levels periodically.

(Paragraph 3.16)

Chapter ‘4—Conditions of Work -
ast 250 or

23. In‘the case of factories employing at le
more workers, Government should have powers to ensure pro-
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visiqq_ of .an ‘ambulance room' if there are no satisfactory
medical facilities avajlable nearby.. (Paragraph 4.1)

24. Subsidised canteens are extremely popular with the
workers. Canteen should be run either departmentally or
through a co-operative of workers but not on contract, Prices
of food stuffs sold in the canteen should be fixed by Canteen
Management Committee; in case of difference of opinion
between the Committee and the employer, the matter should
be referred to the Chief Inspector of Factories or any other
mutually agreed person whose decision should be final.
(Paragraph 4.2)

25. The criteria for providing creches should not be the
number of women only, but it should be based on the number
of ch.xldren in the specified age group. A creche should be
provided where there are 50 women workers or 25 children
under the age of 6 years of such women. (Paragraph 4.3)

26. The Welfare Officers appointed under Section 49 of
the Factories Act are many a time saddled with responsibilities
which are not envisaged in the Factories Act. In one State
they function mainly as Industrial Relations and Personnel
Qﬂicers. The institution of professional and industrial rela-
tions men has been firmly established in the country and it is
no longer necessary to retain section 49 to provide compul-
sorily for such personnel. In any case, it should be ensured
that the Officers appointed under this section function as an
integral part of the management, subject to its control and.
discipline without looking to any outside authority for sup-
port. (Paragraph 4.4) : .

. 27. There should be a full-time Safety Officer wherever
500 workers or more are ordinarily employed. (Paragraph 4.5)

"28. The three national holidays should be made com-

pulsory. (Paragraph 4.6) :

29. The number of festival holidays and the quantum:
of casual leave should not be regulated by law. (Paragraph 4.7)

Chapter 5—Trade Unions

30. Major shifts and unhealthy developments in the
politics of the country have led to similar developments in
the trade union field resulting in the erosion of the solidarity
of the working class. (Paragraph 5.1)

31. Urgent attention should be paid to the compre-
hensive amendment of the Trade Union Act which is inade-
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<duate to take care of the emergence of the forces which now

impinge on the labour movement. (Paragraph 5.2)

32, The Inter-union Code of Conduct has been observed
more in breach than in observance, (Paragraph 5.3)

. 3?- In order to prevent the mushroom growth of unions,

;10 union should be registered unless it has the " support of at
¢ast 10 per cent of the work-force in a unit and 5 per cent of

the work-force in an industry as the case- may be, and at

least 20 members should apply for- forming -a union -instead
of 7 as at present. In case any. of the existing unions is

found to have a membership of less than 10 per cent in'a
unit and 5 per cent in an industry as the, case may be, the
Tegistration should be cancelled. (Paragraph 5.4)

34 Employers and Government should have no aeaungs
With any faction or group in a union which is not recognised
PY-'th? principal national organisation of employees to which
1t claims affiliation. (Paragraph 5.5)

* 35, Incase of independent unions, the Registrar of Trade
Unions should have the powers to investigate the matter and
&ive decisions  which may be subject to one appeal only.
-(Paragraph 5.6)

36. The policy recently adopted by the. Government of

Bih.ar for dealing with the question of rival trade unions and
their recognition is recommended for acceptance. (Paragraph

. 37.. The minimum union membership fee should be
Taised from 25 Naye Paise. to Rupee one per month. (Para-
‘gtaph 5.9)

: 38. A recognised union should be granted the privilege
of check-ofr system. (Paragraph 5.10)

* Chapter 6—Indaustrial Relations .
.. 39. “The Industrial Disputes Act should be :%m;uded
Suitably to make any strike or lockout without notice 1 e;vy
engineering industries- illegal, as the Code of Discipline has

Proved to pe wholly ineffective. ‘» ( Paragraph 6.1)
A ould be kept outside

. 40. Disputes of individual nature‘sl'l be X 4
the scope ‘of direct approach to the' authorities under. the
Industrial Disputes Act. (Paragraph 6.2)
. . e jal Disputes
41. Insertion of section .2Ain the Industrial
Act has an adverse effect. on the healthy growth of trade
Ynions. It should be the endeavour of the State to encourage
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the emergence of strong and responsible trade unions and to
discourage any attempt by the workers to by-pass a union:
(Paragraph 6.3)

42. Inter-union and intra-union rivalry has been one of
the causes of industrial unrest in the country. The situatiom
in this regard has become more complicated after the last
General Elections. -(Paragraph 6.4) -

- 4.3,; - Inter-union rivalry for getting recognition and intra-
‘union rivalry for the executive positions in the union may be
eliminated by adopting the policy recently formulated by the
Goven;ment of Bihar on the recommendations of the State
Labour Advisory Board. (Paragraph 6.5)

44. Collective bargaining'is the sine-qua-non of sound
Industrial relations ; the Industrial Disputes Act should be
suitably amended to ensure free collective bargaining. A bis
partite agreement should have the same -status - as a tri-partite
agreement in all respects. (Paragraph 6.6)

45. Compulsory adjudication should be avoided. -Only
serving members of the judiciary should be appointed as in=
dustrial tribunals or on labour courts, and their selection should
be left entirely to the Chief Justice of the High Court’ or the
‘Supreme Court as the case may be. (Paragraph 6.8) '

46.° Itis recognised that for- reasons beyond its control,
industry may be required to render certain number of workers
surplus from time to time. While the industry should not be
asked to carry the burden of surplus labour, it is necessary to
take some concrete action to avoid and/or minimise the hard-
ship to the workers so affected. A pool of surplus workers may
-be created who may be paid some unemployment benefit until
they get jobs and who should get preference for employment
in future vacancies, the pool being maintained State-wise with
a national co-ordinating authority. (Paragraph 6.9)

47. The State should make ‘a clear distinction between:
a disorder arising out of anindustrial dispute and for other
reasons such as communal disturbances, regional disturbans
ces, etc., in which case the State should intervene actively to
restore normal conditions. (Paragraph 6.10) B

48. Absenteeism is a malaise and every effort should be

made to control it. (Paragraph 6.11)

Chapter 7—Incentive and Productivity

iali in ivity is necessary”
9. Substantialimprovement in prpductlvx
if th: economy is to become- self-balancing. (Paragraph 7.1)-
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- 50. A sustained improvement in’ earnings can -only
come if wage increases are linked to increases in productivity..
Increased profits arising from increased productivity should be-
shared with employees as well as with investors and customers..
(Paragraph 7.2)

. 51. Prices of our heavy engineering goods are not coms
petitive in the world market. It isinno less measure due to-
laCIf of productivity and the consequent low utilisation of”
capital equipment. ~ (Paragraph 7.3)

52. Most of the best plants are operating at 30 per cent.
to0 40 per cent of the target efficiency on a single shift. (Para--
graph 7.4)

53. Only about 10 per cent of the existing establishments
have proper incentive schemes. Employers should be asked to-
introduce sound incentive scheme as early as possible. There-
should be full consultation with the union in working out any
scheme of incentive. (Paragraphs 7.7 & 7.8) ]

54. In an economy depending primarily on agriculture,.
all attempts to push industrial wages faster than national per
capita real income are self-defeating and inflationary since they
ultimately end up by raising prices by that much margin..
(Paragraph 7.9)

55. The National Productivity Council can play a vital
role in carrying the message of productivity to the employers-

and employees, (Paragraph 7.11)

Chapter 8—Social Security & Welfare |
56. The Employees’ State Insurance Scheme SPOIIH% be
tCXtended to cover the entire working population including.
‘emporary workers. (Paragraph 8.2) . i
57. A suitable {’ensifn gcheme should be Jntroduff?d m‘
addition to (he provident Fund Scheme the addltllgon:l |
financial burden being shared;between employers and WOTKErs.
(Paragraph g.3) o
t5,8- In almost every unit there are schemes of retiring,
gratuity payment, (Paragraph 8.4) ) .
. The housi(ng of employees should receive due atten
tion of Government. (Paragraph 8.5) ) rds dis-
60. The State should pay special attention tow i of the:
charging jtg responsibility in relation to the edl’lcaqodustries
children of workers engaged in heavy engineering I -
(Paragraph g.7)
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.. 1. Employers should provide physical facilities for
fair-price shops and consumers’ co-operative stores and the

State should ensure maintenance of regular supplies to them;
{Paragraph 8.8)

. 62. In fixing a fair wage, consideration should be given
40 the cost incurred on fringe benefits. (Paragraph 8.9)



A’PpENDiX—f

Record note of discussion ©of the First Meeting of the-
S_tuc_iy Group for Heavy Engineering Industries set up by the
Nationaj Commission on Labour held in M. R. S. Pande’s.
Room on 7.7.19¢7. - E

Present : pp R. S. Pande, Convener
Mr C. E. Cargin, Member
Mr S.K. Datta, ,, ,
Mr A.N. Singh, ,,
Mr Gopeshwar,

Not Present :
Mr N. K. Sengupta, Member
Mr Mohammed Elias - ,,

Mr Ram Desai - .
Mr D. N. Ghose 5

Mr Pande welcomed the members to the first meeting of”
the Stugy Group and expressed the hope that- with their co-
OPeration the Group would be able to make its contribution
to the accomplishment of the task before the Labour Commis--

Sion.

. .2 Letter No. 3(18)/67—NCL dated 23rd May, 1967,
1nviting (he members to the Study Group and _circular letter
No. 3(18)/ 67—NCL dated 27th June, 1967, making the formal
d0nouncement of the constitution of the Study Group were

read.

.3 The very first task before the Group was to determme.
1ts scope of work)., Heavy Engineering Industry did not ap;}ear
to have been defined by the Commission. Mr. Pande refer-:
red to the Draft Outline of the Fourth Five Year Plan on
D38CS 251 and 270 where there is some Indication of Planning.
Commissjop»g thinking regarding Heavy Engineering .Industry
10 the Public Sector and in the Private Sector. These include =

63
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Poblic Sector :

N R woe

Heavy Electrical Plant, Bhopal

Production of Motors and Turbo-jets at Hardwar

Heavy Electricals at Ramachandrapuram

Tiruchirapalli Boiler Factory

H. E. C. at Ranchi including the H.M.T.

Mining and- Allied Machinery Corporation, Durgapur

Igg/IT Plant at Pinjore, Kalamassery and Hydera-
ad.

In the Private Sector the field of heavy engineering will

include

22.

Power Boilers

Industrial Boilers

Transformers (mainly distributional transformers)
Electrical motors '
Switch gears and control gears.

Coal Mining equipment.

Drilling equipment.

Steel Castings and Forgings.:

Gray iron and Malleable iron castings -
Agricultural tractors.

Pumps.

.. Compressors.

Ball bearings..

..~ Machine Tools. . -

Structurals.
Mechanical handling equipment.

~ Construction Machinery.

Commercial Vehicles..
Industrial refrigerators.
Textile Machinery.
Cement Machinery.

‘Sugar Machinery

etc.

The Group felt that within the short time at its disposal
4t would not be possible to cover 2ll the above industries. It
svas, therefore, decided to make a ljst of such units wh!ch, in
the opinion of the Group. could, without doubt, bz consxfiered
to be heavy engineering units and try to -§tudy them, in tl.le
first instance. Accordingly the following list was drawn up :
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“West Bengal

Burn & Co.

Braith Waite & Co. India Ltd.

Indian Iron & Steel Co. Ltd., Kulti Works.
Jessop and Co. Ltd.

Texmaco.

Bridge and Roof Co. (India) Ltd.

Indian Standard Wagon. .
Kumardhubi Engineering Works.
Hindustan Motors.

Britannia Building and Iron Co. Ltd. . .
Mining and Allied Manufacturine Co. Ltd.

Guest Keen Williams.

Britannia Engineering Co. Ltd.
G.E.C.

A.E. I

Mahendra Manufacturing.
Chittaranjan Locomotive Works.-
National Insulated Cable Co.
Hindustan Cables

Ford Gloucester Cables.

PN B W=
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Bihar :
Tata Engineering & Locomotive Company Ltd.
Jamalpur Railway WOrkshop :
Jemco. .
Indian Cable Company Ltd
Indian Tube Company.
Heavy Engineering Corporation.
Uttar Pradesh —
1. Diesel Locomotive works, Varanasi.
QOrissa ;
1. Utkal,
2. Kalinga Tubes.
- 3. Kalinga Automobiles
Delhi: - o
I.  Escorts Ltd.
Rajasthan :

1. Kamani Engincering. Jaipur.
2. National Engineering Industries, Jaipur.

YW
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Madhya Pradesh :
1. Universal Cables.
Maharashtra ;
1. Richardsonand Cruddas. _
2. Kirloskar Qil Engines.
3. Indian Standard Metal.
4. Garlick & Co."
5. Crompton Parkinson.
6. Mukund Iron and Steel Works.
7. Premier Automobiles Ltd.
8. Mahindra and’ Mahindra.
9. XKamani Engineering.
10. Alcock Ashdown.
11. Mazgaon Dock.
12.  Godrej Boyce and Company.
13. Telco Machine Tool Division, Poona.
14. Cable Corporation of India.
15. Asian Cables.
Madras :
1. 1I.C.F.
2. Ashok Leyland.
3. Simpsons.’
India Tube
S. Southern Structurals.
Mysore :
1. H. M. T.
2. Bharat Earth Movers.
3. Hindustan Ajrcraft Ltd (All three factories)
4. Mysore Kirloskar.
Andhra ;

1. Hindustan Shipyard-
2. Tiruchirapalli Boiler Plant.

. ; i I 3 above

4. The li industries mentioned in paragraph d
will be sen;3 1tl(s)t ?Igel National Commission and their advice
sought as to whether they would suggest any addition of
deletion from the list.

5. The Commission would also be asked to c:nzxndiig
whether some other Engineering Industries such a t

>
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cycle, sewing machine, aluminium, glass
number of workers could  be included

the Group. There was, however, a
hese industries fell outside the purview

manufacturing radio,
which employ a large
‘within the scope of
8eneral feeling that t
of the Group.
in dgf‘e It was the Yiew of the Group that _factories engaged
Hea élCe'_ proguctnop and which otherwise would be called
as }'y Agineering units should be studied by the Group such
S kt_actones fqr wagons, aircrafts, tank production and
axliman, etc. ' Commission’s advice will be sought in the
matter, o .
7. The Commission has asked for
(@) the recent experiences of the industry in the
different areas of its investigation;
(b) the problems facing the industry; and ‘
(c) the problems likely to arise in the foreseeable
future which may have a bearing on the terms
‘of reference of the Commission and the solu-
tions, if any, to these problems. -
, " Itis also the intention that all the available data which
may be relevant to the enquiry should be critically examined
f‘;::ttl; a view to formulating proposals in the light of existing
8. The questionnaire prepared by the Commission
Was gone through and it was felt that the Group will try to
answer those questions which'are of particular relevance to
the, Hany Engineering Industry. As for example, -
(3) Under ‘Recruitment’ the Group could confine itself
to the problems of casual and contract labour. Under
‘Induction’ the learning of skills was of great importance
. ‘Conditions of

for Heavy Enei . . Und
. gineering Industries. nder
Work” the question of national and festival holidays has been

the bone of contention in different States and different

regions. |
the question of inter-

(b) Regarding “Trade Union”, .
union rivalry, intra-union rivalry, recognition of'.umonsi darl;d
the role of the State Government in Trade Union could be

discussed,

(¢) Under “Industrial Relations”, the question of st'nke
and lockout, go-slow, gherao and channels of communications
could be deliberated upon.
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(d) Under “Wages”, question of dearness allowance,
fringe benefits, wage differentials and wage policy could be
taken up. ‘

(¢) Under “Incentive Scheme/Productivity”, questiom
of over-staffing and absenteeism should be discussed.

9. As the list of subjects appeared to be too big, Mr..
Pande and Mr. Gopeshwar were requested to re-examine it
and prepare a short but comprehensive list of subjects to be
studied. These two notes will be circulated to the members.
and at the next meeting, a final list of items on which infor-
mation is to be sought will be drawn up.

10. It was felt that for the purpose of collecting infor-
mation, help of the various employers’ organisations and
other engineering asssociations will be taken. The Group:
may have to visit some centres.

11. The Study Group felt that it was not the intention
of the Commission to make a study of umatters connected.
pnmarily with labour only as labour cannot function in
isolation. A worker is an integral part of the economy,
and ought to be an integral part of the social frame-work.
It was therefore necessary that the Group should study
broadly the economic problems and conditions facing the
Heavy Engineering Industry as a whole and the social prob-
lems facing the workers whilst making its recommendation
on the terms of reference of the Commission.

12. 1t was decided that the next meeting of the Study
Group Will be held in the Visiting Directors’ Room of Tisco-
Administration Office, 23-B, Netaji Subhas Road, Calcutta,
at 3.00 P.M. on 21st July, 1967. :



APPENDIX—]]

LIST OF ITEMS FOR WHICH INFORMATION ]IS.
REQUIREDBY THE STUDY GROUP FOR HEAVY ENGI--
NEERING SET UP BY THE NATIONAL COMMISSION.

ON LABOUR.
A. G'eneral Background Information

. 1. What has been the growth of labour force category--
Wise—skilled, unskilled and supervisory—in Heavy Engineering:
Industries since Independence, i. e., from 1947 to 1967, in
Telation to increase in capacity, in output and capital investe-

ments ?

2. What has been the increase in the level of workers™
cash earnings, including cash bonus, from 1947 to 1967 in.
Heavy Engineering industries as compared to the increase in,
the cost of living (taking 1949=100) ? The answers should
deal with only workers’ earnings upto Rs. 500 and each type-
of bonus earning should be shown separately as well as the-

total cash earnings.

B. Recruitment, Induction and Training

3. What have been the changes in the facilities for traj--
ning and education of workers, in safety, housing and in.
administration of labour welfare since Independence ? (Some-

broad examples to be given)
ith non-regular
4. What are the problems connected witk
casual and contract labour ? (to draw information from the-
€Xperiences of the various heavy engincering est_abhghments),
Do you employ such labour for doing worgc which is of per-.
Manent nature andj/or directly connected with production ?
ilabili i i kers for Heavy-
5. Availability of skilled and trained workers .
Engineeri'ng industries, i.e., whether suppl.y of f:ertfixg categories.
of skilled workers required for Heavy Engineering industries has.
kept pace with the demand (statistics as well as experience of
various industries to be taken into account) . .
6. Whether training facilities for skilled workmen as.
Provided by the I. T. L. institutes are adequate. (From expe-.
rience of various establishments)

69
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7. Programmes for training within the industries, i.e.,
what proportion of total skilled labour force in the various
establishments has been provided by the industries themsel-
wves ? 4
v 7(a). Have you felt the need of imparting training to
-the supervisory personnel ? If so, how are you tackling the
jproblem ? ‘ :

8. In view of the special skills required in certain Heavy
Engineering industries, to what extent recruitment should be
.confined t0 people from within the region. Has recruitment

been confined to people on grounds of region, language,
.community, religion, etc.'?

C. Trade Unions

9. What has been your experience with the working of
‘the joint consultative machinery ? ‘

10. Growth of the trade union movement since Indepen-
-fi_ence (Statistics to show increase in the number of unions,
increase in the membership of the unions as compared with
increase in the total labour force in heavy engineering esta-
bhspments): W}_Jat has been your experience on the question
-of inter-union rivalry, intra-union rivalry ?

11. What has been your experience regarding recognition
-of unions and the role of the management and State Govern-

ments in it ? » '
11(a). Should the representative character of the union

be dcter{nined by Secret Ballot and recognition given to it on
-that basis ? 7 , ,

D. Industrial Relations .

_12. Has the pattern of industrial conflict changed since
Independence, i. e., how have social, economic and political
factors affected the intensity of industrial conflict ? (Informa-
-tion to be sought of recent experiences of industries) and what
have been the main causes for industrial unrest since Indepen-
.dence ? The industries should give their experiences concer-
ning strikes, lock-outs, go-slow, gherao ‘and to what extent
.they have affected the industries in recent years. .

13. What steps need to be taken by which industria
relation can improve ? Does the solution lie only with the -

.employers and the employees ?

14. How many labour disputes of different categories-

.wages, bonus, employment, recognition of union, etc.—have
«aken place since Independence and how were they settled ?
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14(a). What has been your experi i
Jathas b perience of the working of”
the Code of Discipline in industry ? g -
E. Wages
. . 15. Is dearness allowance and with it the total earnings.
linked to the cost of living index ? In what manner ? Angdv
If not, why »

16. Do the existin
Studied reflect truly the
reSDOnsibiIity, etc ?

17. To what extent are fringe
Tooney earnings in your industry ?

18. Do you think there is a need for aninteg
Tegarding wages, incomes and prices ?

18 (a). What is your experience about industry-wise

and -Tégion-cum-industry wise approach to the problem of
Wage fixation ? Do you think the present system of"
elermination of wages through industry-wise Wage Boards
Tegion-cum-industry wise Tribunals jn West Bengal hag
uring industrial peace ? If not, what do you

Succeeded in eng ot, v
think will e the most satisfactory way of doing it ?

F. Incentives and Productivity
The

19.  Has absenteeism increased in recent years ? [
CXtent to which this affects production in your industries,
You suggest any remedy to keep it under control ? The

an
definjtion of absenteeism as given by the Ministry of Labour

May be adopted.* ‘
—l

g wage differentials in the plants being:
differences in degree of skill, strain,

benefits a substitute for-

rated policy-

* For calculating the rate of absenteeism we require the number of
ons scheduled to work and the number actually present. '
**A worker who reports for any part of a shift is to be considered a5

Present,”
D employec is 0 be considered scheduled to work when the

‘(A

€mplover hy work available and the employee is aware of1t, and wheq
‘h.?lcmploycrs has no reason to expect, well in advance, that the fPloyee
wi X t ified time. win,
ot be available for work at the spec An empInyeg

©Xanmples wil) itlustrate the application of this principle.
a rz‘,?gmarl]l)lr l;cﬁeduled vacation should not be considered as scheduleq

& wor e same is true during an employer ordered lay-off.
On thekot?:;? [1)1;2:; ;1‘;1 employee who requested time off tgt othexl; tgan a
Tegular vacation pén‘od shoulld be ??sme_reddaﬁ] a?%?tabggg:: escwe}uulgg,
Work untj or until it is determined tha :
of suchnéﬂrgfigilntllggts "his name is removed from list of actcliv? edmfloyees.
After this date he should be cclmsiderelcli as ;tzextl;‘ego‘slfl:]eotlilcg sh :u]»;oélé

Ora imi an employee who quits witk :
consid:f:dt'as S;’g;i:rt]yhom scheduled work until his namet ;s cfelr?lpped
from the active ljst, but preferably this period should no tJ‘{k eh one
Wweek in ejther case, Ifa strike isin progress, workers on stri eds ould
be considered as neither scheduled to work nor absent since data on,
time Jog¢ because of strikes is collected by other means.

The absenteeism rate is defined as the total manshifts lost becauge
ence as a percentage of the total number of manshifts scheduled.

Pers

of abg
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20. Describe the incentive schemes, if any, that exist in
-your industry. To what extent have they been successful in
4ncreasing productivity ? _

20 (a)- Were the incentive schemes evolved after making
.a thorough scientific study and did the union-or workmen
participate in such a study ? B E

~ 21. Do you have any problems regarding surplus men
.and if so what are the reasons for it and how do you propose
-to deal with it ? :

22. Are wages linked with productivity in your organi-

-sation ?

G. Social Security
23. What are the existing social security schemes in your
.organisation and what is their cost? How much has this
wvaried in the last twenty years ?

H. Holidays =
24. What national, regional and local holidays with pay
are granted by you ?  Is there any system of casual leave ?



-APPENDIX—III

VERIFICATION/SECRET BALLOT PROCEDURE
FOR RECOGNITION OF TRADE UNIONS IN BIHAR.

Whenever there is any claim for recognition in a parti-
cular establishment by a registered trade union which has
completed one year from the date of its registration, all the
registercd trade unions in that establishment shall be infor-
med of the claim made by the applicant union and be reques-
ted to send, if they so like, within 15 days of the receipt of
the letter, nomination for participating in the verification to
be conducted in the manner indicated hereafter.

2. After receipt of nomination papers from the contes-
tant unions, the Verification Officer shall ask, by registered
post with acknowledgement due, all such registered trade
unions to send list of their members as on the 31st December
of the year immediately preceding the date of the issue of
the notice within a period of 30 days from the date of
receipt of the letter. If any union fails to send membership
list within the time prescribed above and requests for time,
it would be given  another chance to send its membership
list within a period of 15 days from the date of the receipt
of the second letter. If any union fails to submit member-
ship list even after the second chance, within the time pres-
cribed above, the veritication will proceed after going
through the Membership Register, Receipt Counterfoils,
statement of account and also personnel interrogation in the
absence of the defaulting union. In exceptional circumstances,
another chance may be given by the Labour Commissioner
under intimation to the Board. S

3. Verification shall be done in order to decide every
claim of recognition. The result of verification shall be
brought to the Independent Board for consideration. The
Board will take decision on the result of the verification, but
the parties concerned will not be informed of the result of
verification before the Board takes decision.
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. 4. The verification officer shall check the lists of mem-~
bers with the registers and the receipt counterfoils with respect
to the membership of the respective union as on the 31st
December of the year immediately preceding the date of
reckoning. Members who have not paid membership dues
for the period ending on the 31st December immediately
preceding the date of reckoning, shall be excluded from the
list for the purpose of verification. This examination will be
'100% and will be done in the presence of office bearers of the
rival unions, or in their absence, if anyone does not attend
in spite of adequate chance and opportunity given. If a union
objects to the elimination of any member from its member-
ship registers, it will have to give fully valid reasons for such
an objection. The verification officer will ensure that only
those workers are included in the lists of the unions who are
on the rolls of the management on the date of reckoning.

5. The verification officers will thereafter -intimate the
unions concerned in writing that the verified lists of their
respective members are ready for inspection by the represen-
tatives of the unions at the appointed time and place. The
union representatives will be allowed to take notes from the
verified lists shown to them in the presence of the verification
officer but they will not be allowed to take any of the lists,

. nor a copy of the lists will be given to them. .
The verification roll of the members shall be prepared
containing all the names in the verified membership lists of
the contestant unions. The verified roll shall. have the
common names in all the lists as well as.the names that are
not common in the lists. . ) -
. 6. The impartiality of the verification officer shall be
assured. ' ' : '
' 7. When the verified roll contains upto 1000 members
there shall be cent per cent interrogation of the members.
" When the number on the verified roll exceeds 1000 but
does not exceed 2000, personal interrogation will be conducted
in respect of 1000 members plus 509 of the- number on the
roll exceeding 1000 :
When the number on the verified roll exceeds 2000 but
does not exceed 5000, then personal interrogation will be con-
ducted in respect of 1500 members plus 259, of the number
exceeding 2000.

When the number on the roll exceeds 5000, then personal
gation will be conducted in respect of 2250 membefs

. o j
interr number exceeding 5000.

plus 10% of the
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8. In case of voting by secret ballot as may be _decided
by the Independent Board after inspection of records of the
unions as mentionéd in para 3 ‘above, the voting shall’ be
conducted by the Veérification Officer within the factory premi-
ses on a date, time and place communicdted to the contesting
unions dnd the management’15 days in advance. For voting,
ballot boxes used in the General Elections shall be utilised.
A copy of the verified roll will be furnished to the parties 15
days in advance. Before the voting starts, the ballot boxes
shall be sealed according to tuleés of the “General Elections.
All.contesting unions; shall be required to appoint two_polling
agents each and inform the Returning Officer of such appoint-
ment in writing before polling starts. The duties of polling
agents shall be to challenge the bogus voters if.any, and to
sign the paper seal képt inside the sealed box.

The polling agents shall also represent-their unions at the
time of counting of votes and shall be required to sign on
behalf of ihe unions, the paper on which the result' of voting
would be recorded by the ‘verification officer. Thé ballot
papers wotild be printed in the same’ marder a§ adopted in
the General Elections. " The hamé of each contesting
union in Hindi~ with 'a " distinct- - symbol - allotted ' to it
would be printed.on the ballot paper. Each. worker: whose
name-is entered in the:voters® list shall be requireq to mark X.
with a rubber stamp on.the sy mbol of the union it wants, to
vote-for or within the space allotted to the.union.on the

ballot paper. Each union shall be. informed of the symbol
allotted.to it 7 days before the date of. polling,. As soon as
the 'polling is over, the  ballot: boxes would be qpened in
presence.ofithe polling agents . of .the contestant unlons and
the Verification Officer and the result of “the counting would
be recorded on a sheet of paper which shall be signed by the
Verification Officer and the polling agents of each contestant
union. )

9. The following categories of workers shall be const
dered for the purposes of verification and shall also be entitled
to vote according to secret ballot provided they are members
of any of the contestant unions and provided they have paud
the union dues in full for the period ending 3lIst December
immediately preceding the date of reckoning.

a) Permanent Employees including seasonal employces

in seasonal factories.

b) All other categories of employces on the rolls on the

Company who have completed not less than 1 year
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“5f, Continuous. service as defined in Section 25B of
the Industrial Disputes Act 1947." *

c) . Any casual, temporary or substltute cmployee emp-
. --loyed in place of a discharged cmployee, while the
dispute regarding his discharge is pendmg settlement
or disposal according to the provisions of law. shall
. not be entitled to vote, but discharged,, dismissed or
retrenched employees, who ¢ontinue to be workmen
as defined in Section 2 (S) of the Industrial - DlSpUtCS

‘Act, 1947, shall be entitled to vote.

~Note :» a). Apprentices, Trainees, Learners on’ the roll

of the Company shall be- excluded from
voting. - -
b) Labour engaged by contractors and not on

the rolls of the Company shall also be ex-
cluded from voting.

.10, 1If any establlshment has no recogmsed union, then
the union polling the highest number.of votes polled shall be
declared as entitled to recoznition. .. A union already recogni-
sed shall, however, be dxslodged from this status only when a
nval union gets 75%, or more of the total votes pollcd

11. Any union not satisfied with personal interrogation
or voting may appeal to the Board within 7 days from the
conclusion of personal interrogation or votmg, as' the case
may be.  The decision of the Board on all ‘matters concern-
*.mg recognition shall be final.

12, A union shall not be entitled - to recogmtlon unless

it or its éentral organisation has agreed in writing to abide. by

‘the Inter—Umon Code of Conduct and Code of stclplme in
Industry.

'






